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The phfpose of this Maxi II Practicum was. to

demonstrate that management by objectivés can

~ s

be utilized by school administrators to improve

. 1 .
their school, and school system and provide a
.reasonable procedure through which change and
: direction can be facilitated.
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i
- -
A

ERIC | o L

Aruitoxt provided by Eic:

.

At

ol




... INTRODUCTION

! MChange‘has~pushed man faster and further t an the institutions charged

»

; - , . v . . *\_\ .
+ = With his education can respond. Alvig Toffler coinéd the term "future shock"

o

to deséri§é7the imﬁéct of the force -of chaang a force that produces a

”shattéfing stress and disorientation',on people, caused by subjécting them
. : : . :

to "too much change in too_short a.time." 1

"

,
Change is having a significant impact upon the schools, their organi-

I

»

~+, zational structure, b%ogy%ms, and the demands placed upon it for results.

Aﬁong such’chaﬁges are: S .
1. Inéreasea‘role of schoolslas an agéht'for'socialighange;
2. Incréaséd demands by students and barents that the school
.bécome more responsiﬁe to the individual needs of its
students;
3. G;eater participatidn by instructional peréonnel in the
decision making‘process; |
4. Increased cost for the operation of schoo}s,‘with,a‘large
f bortion of this cost going for wages of professionals; and e
; 5. Decrease in financial s??port by the communlty
.Contlnued change creates problems Lack of plannlng permlts problems
. to evolve into crises which dcmand more time than is readlly available.

Schools must ut111;e formal and systematic planning to determine future

goals’ and the methpds for obtaining them.

lelvin Toffler, Future Shock, New York: Random House; 1970, p.2

S

ii.

I
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As 'school operations *have grown more complex, administrators must be . ‘-

made to realize that changes in management techniques are required. This

is necessary .in order to cvaluate the effectiveness with which-education

-

is‘meetdqg the needs of the society it is created to serve. Techniques

» 1o

/ . . .
are required that permit proper evaluation of alternmative courses of action
’ . . “

in maximiiing the utilizatibn‘ofscarceresources. The increasing involve-;7

ment of studéﬁ;;, teachers, parents, and commdmity in thc_deqisioﬂ-making

process makes. the develdpwent of such improved technidues even more imgcrétive. x
“To effbctively operate a school in today{s socicty, an administrator

must be'capéble of providing Both good managemént and éducational,leaderghiﬁ.

Hencé, to meet the nmudémnﬁdgas just'describéd, cbnsideratiqn must’ be

RS

_given to é'management system already utilized by industry--Managemgnt-by

Objectives. This system has the potential to improve the quality of education, ( o :

\

to maximize the utilization of available resources, and to measure the effective-
ness of programs. The system zlso provides a formalized method and approach -~

to the improvefent of the ab111ty to organlze‘ﬁobtaln results and'adapt

-

rapldly to changing condltxons . g A " T
l" ¢
' The purpose of_ this practlcum was to dcvclop’a.Managomcnt by Ob)ectlves

M.B.0.) .model whlch will formalize, structure, and syqtemlze baslq.conccpts ’
“ -

of management for school admlnlstrators Presently, school adm1n¢stratots .
are unfamlllar with mnnangcnt technlques to meet the challcnge of change

There is no formal and positive process for establlshlng goals aﬂd db)egtlves

LY

-

‘to achieve results, demanded by the ¢onmun1tyf

Methods presently heing used for the appraisal of administrators afqp

not achieving desired results. New procedures and evaluation techniques

)

are needed. The establishment of an M.B.O{ system will offer a positive

approach towards achieving improved mianagement performance by school

6




adm%nistrators which, in turn, will inérease a school system's effectiveness .

/ oz
; and efficiency. F
- /

;h/. The practicum will illustrate how an M.B.0. model can be dbsigned and

)

will demonstrate How managing by objectives creates a management system for
l [
- planning and obtaining results in the direction that management desires and

.needs to take while meeting the .goals and satisfactions of its participants.

. ( It is hoped that am M.B.0. model can be a design for 1eadership which

will provide a‘basis for the determination of administrative effectiveness

-

/ of educational managers.

I . L
/ ‘ Ann'M.B.O. system can develop an organization for instruction which will
éncourage administrators and teachers to demonstrate a high degree of ' :

-initiative, professional growth, greater school. and coﬁmunity(invplvementr
and higher overaIF'adndnisfrative—teaching,perﬁormance. o (

The implementation‘of M.B.0. into an edu;atioﬁal system repfesents a.
" real challenge since 5t is more difficult to put into practice than in

. business and industry. ‘ ~ ’ g

» N . “a . y
. - .




MANAGEMENT BY OBJECTIVES
FOR} THE NEWINGTON PUBLIC SCIIOOLS

- @ - ' B {

BACKGROUND .
—

Management by Objectives - What is it?

Schreiber and Sloan view Management by Objectives as '} management

by set times." 2

Joseph Ryéﬁ placed more emphasis on leadership, tﬁE team approach
and people: |

"Management by Objectives is a method of leadership which
successful executives have been using for generations.
It requires the individual executive to develop his own
managerial objectives as part of a tcam striving for a

- corporate objectivé agreed and understood by all. It
allows the individual executive to accomplish the re-
quired results in his own way, so long as this does not
interfere with achicvement of his own or comorate
objectives. In short: you organiz% your subordinates
to help you win your objectives."

‘1. What must be done (after careful analysis of wﬁy it mus

required to accomplish it);
3. When it must be done;

4, How much it will cost;

o~

c4

2 D. E. Schreiber and S. Sloan, "Management by OBjectiyes,Q Personnel

Administrator 15:20-26; May-June 1970.

3 Joseph Ryan, "How to M.B.0." Managemen§ Today, April 1971, pp. 66-70




5. - What constitutes satisfactory performance;
‘= " 6. How much progrcss is being achieved; .

ra - . o . '
7. ‘When and how to take corrective action. 4

“ e .

- N - t .
// The basic strategy of M.B.0O.  is to focus on objectives and results.

)

‘Mapagemehﬁ,by Objectives can direct individual behavior in an organization
towards goal setting. | o ’ /

| According to Odiorne, the system of management by objéctives can be
described as a précess whereby the superior and subordinate managers:of an
organization jointly idcntify objectives, definé'each individual's major area
of responsibility in terms of thé results expected and use these measures as
guides for operating the organization and assessing the contribution of qacﬁ
of ifs members; > It assumes that certain Qasic performance requirements are
met on a continuing basis a?d emphagizes the continual® analysis of'the
operation with the purpose of improving the results accomplished by either
the organization or by spccific indkviduals.

Although M.B.0. is a new approach in education, its use has been

expounded in the industrial area by Peter Drucker and Douglas McGregor.

Drucker, in his book the Practice of Management, belicved that progress can
best be measured in terms of what one is tryidé to make progress toward;-
that is, through the clarification of objectivés. 6 Drucker tglks aboﬁt
the necessity of having a true tecam and‘welding individual efforts into a
common ¢ffort. lle points out that each member of the team, regafdless of

where he is in the organization,‘needs to understand the objectives of

‘

s

G. I. Marriscy, Management by Objectives and Results, Reading, Mass.:
Addison-Wesley Publishing Co., 1970 p.3

.

> Geofge S. Odiorne, Management by Objectives, New York: Pitman Publishing
Corp., 1965, 55. o

Peter F. Drucker, ThetPractice of Management, New York: Harper and Rowf
1954, pp. 121-15%6

.
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the whole organization anduto 'see how his pefformante is.conttibuting to these
overa{l objectives. Minagement by. objectives, according to.Drucker, substitutes
ihtetna]kcontrol for external control because the individual sée§ that his
opjectfvé demands it. e acts because he deg}des he must. The greatest
advantage of management by objectiveé, according to Drucker, is perhaps that

- it makes it possible for a manager to control his own performance. 7

Douglas McGregor in his book The Human Side of Enterpfise'formulated

two antithetical theories of management of human enterprises under the title
. ) R

. of "Theory X' and "Theory Y." The theories are two extreme ends of a
management point of view. Assumptions contained in '"Theory X'' are that human
beings are lazy and incapable of handling the tasks given to them since the

¢

- average human being has an inherent dislike of work and will avoid it if he

. ' ¥
can. Because of this human characteristic of dislike of wbrk, most people,
vaccqrding to ""Theory ‘X," must be coerced,.controlled, directed, threapened
lwith punishment‘to get them to ﬁut-fbrth adequate effort toward the -
achievement of organizational objecti’Ves.8

Assumptions contained in ''"Theory Y'" are that human beings can become

self-directed in fhe service of objectives to which they are committed.
According to ”Tﬁeory Y," the essential task of manégement.is to arrange ‘ ﬁ?
organizational conditions and methods of operation so that people can achieve

o~

their own goals best by directing their own effortg toward organizational =
. e :
objectives. 9 . .

7 \
Ibid, p. 130

8

<
Douglas McGregor, The Human Side of Enterprise, New \McGraw-Hill,
1960, p.147 . : ‘

% Ibid, pp. 147-148




¢ - ' ot < | ‘~4V
The average humaq>being learns, under proper conditions, not only to

accept, but to seek responsibility. 10

"Theory Y,'" therefore, suggests that personnel caﬁvbecome self-directed

and can increase their productive capabilities if properly approached, motivated,
_ o ) /
and supervised. S ‘ o |

) MostAeducators arc feaching out\ior.elements of ”Theory Y." Participation
by teéchers in defining organizatioﬁ goals, self-assessment and appraisal. of
skill levels énd of.performance, spécific target setting, shared appraisal .-

. procedures and relation of organizatidnal goals to individual ones are
chief features of these guidelines. Only by basing supervisory organization
and behavior on "Theory Y'" do we have the maximum probability of achieving
/%heir variousvneeds within the goals of the organizafion.

M.B.O. is a‘sequentia1 process, a series of successive plans developed
on the basis of man's performance and“futufé exbectations. Regardless of the
size of the organization and the importance of the gnde}taking the total

‘acﬁievements are merely the sum of the individual achievements. The finai
results are always dependent upon individual results.‘lOnly by helping each
individual understand what is‘éxpected of him can goals be reached in the

" shortest time and at the lowest possible cost in regources. 11 /

Large organizations-have been criti&ized for wﬁrking ggainst the
development and expression of individuality in their employees. The image
of the man who does not rock the boat and fits wellxigto ; somewhat mechanical

R .

patterﬁ has long since been recognized. In the face of these challenges to
. \\ .

individuality, M.B.O. provides a réf{eshing alternative approach. The

\
N
\,
\

10 1pid, ppy 147-148
11

Marvin, Piilip, Management Goals: Guidelines and Accountability, Homeward,

Illinois: Dow Jones-Irvin, Inc., 1969, pp. 57/, 68




- .

o

System encourages and miximizes managerial independence and rewgrds the

. individual who is best ablc to obtain the results necessary for ogganizational

progress. | o ' o ' o
- Managemgnt by objectives tend to discourége‘extreme and unjust/treat-
'meht of men who may be tdtally unaLare of théir personal shortcomings.  An
individual who has an understanding about his job knows what is expected of
him and can goncenfrnte on mceting and perhaps even exccgding his objectives.

His attention is given to producing desired results and this creates an

atmospherg for achievement and reward.

M.B.O. is a ncw way of adminiétration. It prcs@ncs that the initial
step in school management is to identify the goak&.and objcctives of the .
school district. Once goals and objectives have been idcntified proccdures
for a551gn1ng respon91b111tlcs among individual school personnel mehbers are

established in such a way that their combined and concentrated efforts are

directed toward achicving the goals of the school system.
M.B.0. assumes that individual performance or bchavior is more inportant
than the personality of individuals and that the performance or behavior

)

should be identified in terms of resultshmcasurcd against established goals
\J

or objectives. Responsibilities among individual school personnel members
are established in such a way that their combined and concentrated efforts
are dirccted toward achieving.tﬁe goals of the school systcm.

. Although management by -objectives is business orientated and uses the
1anguaée of the oberational industrial or business environment, the marmagement
of a school system is a business requiring Eimilar kindsxoffproccdures and

techniques. The finc line between "business' and "education' is primarily

one of terminology rather than practice.

12

"
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Management b? obJectaves is a pat&ern ofasuperv1sionnwhereby a. school

Y

admlnlstrator s*areas of respon51b111ty are rev1ewed and’ the results to be

' oo

achaeved are predetermlned as accurately as posslble. Management objectrves

2

are’ de51gned by the subordlnate These obJectlves are not fully formplated * e

o] ¢ ¥

untll approved by the superior. In all 1nsxances obJect1ves are wrltten : .

SO thatuthere w1ll be nO‘questlon as to what the 1nd1v1dual had Ln mlnd.,

3
. [IN

. , P I
46” The chances. of accompllshlng obJectlves become greater where there a

L w v \

~

i% a clearer 1dea of what is to be accompllshed This 1s’an*lmportant_ ‘ K

- .
. ’, »
N - Ny S

feature of management by obJectlves'._ A - R - ) ;f

. X3 ) o *

Managementrby obJectlves therefore 1dent1fie§ the fact that we work

+

or manage in order to accompllsh obJectlves What 1s done and how somethlng -
is done 1s complétely dependent on the- obJectlves. o B o

L%

., M B.0. can take ex1st1ng goals of a school system and render them . ‘

-

2R "

l) clear, 2) VlSLble, and 3) operatlonal M. B O can 1nJect a high degree )

Nq s

) of flex1b111ty into dec151on maklng procedures It 1355 nbre than anyth1ng Tt
. R . /V ¥
else a "follow through" strategy for managerlal dec1510n4mak1ng It5’

s
.

) concern 11es not only w1th the'problem of making the Iight choice but also
w1th the problem of bu11d1ng an effective course of actlon ~once the managerial
dec151on has been made. Hence, .there is nothingsnew about the concept of
M.B.0. when 1t is’ v1ewed in the context of 1nd1v1dual decision- mak1ng

. M.B.O. is process oriented. It is a general approach that can be
applled to all types of 1nst1tut10ns 1nclud1ng education. 1t is a process
that is useful in attack1ng a variety of admlnlstratlve problems as well.
. P0551bly\the most 1mportant result of M.B.O. is 51nply the scheduled

and per10d1c stOpp1ng and reassessing of where the system is and where it

is going.




| ” Management by objectivesroffers a guide'for planning, It provides for

. effective management control. It increases .control through c1ar1f1cat10n of

D o*

purpose ‘It prov1des effectlve performance evaluatlon strategles An

)

«admlnlstrator knows exactly what he has to accomp11sh within’ a stated perlod

- . He knows where He!'s supposed to be headlng and he can be held accountable if
. o i

he doesn t get there. “; e e
| M.B. 0 as a management tool It is an opportunlty for each profess1ona1 '

staff member to exerc1se true 1eadersh1p It prov1des the educator that rare °

<

opportunlty to be in the pos1t10n of kn0w1ng what needs to be done and how
much it w111wcost Then -the burden for dec1drng what will -he done rests

with those who allocate the reSources and’ they will obta1n only that' for

.- whlch.they'are w1111ng to pay ‘ o f' . o

VO ey P ' - P
Relatlonshrp Between M B.O0. and P.P. B S

'I 4

L1tt1e effort- has: been made to 1dent1fy explicitly the*relatlonshlp

o

between M-B 0. and P. PaB S. *Although M.B.O. emerged from the private sector,
~wh11e"P*P’B .S. emerged from the publlc sector, in pract1ce both complement
eath other and contr1bute to an overall 1mproved management structure.

P.P.B.S. has beenh introduced in many school systems to improve accounta-

+

bility, uhile M.B.O. tends to be introduced to justify productivity increases

such as better'manpower utilization and to give better services.

Both P.P.B. S and M.B.0. start w1th and stress the 1mportance of
'obJectlves Operating in the M.B.O. mode can fac111tate Operation in the
P.P.B.S. mode. In P.P.B.S., the end product is'a decision about how resources
are to be allocated and used. In M.B.O.,‘the end product ‘can be many things

such as the appra1sa1 of the product1v1ty of staff members, more effectlve

motivation - of managers, a generallzed management -planning and control system.




7 ‘ F - Q ' e Ny
The maJor difference between P.P.B.S. and M.B.O. is in.the area of ‘>\\\\,/’;‘T

o - H T "

evaluation N - . S ) ! .
¥ . . S > . - .

P.P.B. s. tends to focus on. program evaluation as opposed to people This is

- P @

_ the reason~whyuP P. B S. is not as threatening to a lot of school d1stricts and

why there has been more 1ntefest and development in P.P.B.S. than M.B. O
' Because'M B.0: is focusfng on people there 1is g01ng to be a. dec1sion /o
;made at some p01nt in time in which they are told that they‘are 1ncompetent "
The evaluation of performance 1S a lot more threatening, because-it- deals w1th
the kinds’ of criteria used t6 Judge an employee ' ‘ ’ '

P.PuB.S. never really deals with that issue very much. AIf.a progrmn
is not achieving expected results, 'an'inservice prOgram'is set up.to improve T -‘ ‘
teacher performance or more resources are committed to 1mprove the program
In P.P.B.S.,_programs are,evaluated. In M,B.0., people are evaluated. This is a -
basic distinction. L |

That is the reason M. B 0. and P P B. S can be viewed as complementary and -
compatible outcomes - oriented management systems You really cannot do one
without the other.. The procedures used to evaluate peoplevcertainly should
be related to what happens to youngster/'in the various instructional programs
They are two w1ngs.of‘the.same bird.

- In P.P.B.S. a program structure is essential. Programs have to be

identified prior to-establishing'a program budget and prior to establishing

a program evaluation criteria. .
. - . . )

In M.B.0. a table of organization is essential that is based on the

functional role of the administrators. Both M.B:O. and P.P.B.S. have the need

for goal setting, o ¢ ' 555 o

In P.R.B.S. you have: )

>

‘1. program goals
2. program objectives.

v




“In M.B.O. you heve:
I performance goals
2. 'performance objectives.
Both M.B.O. and P.P.B.S. are concerned with purpose or results 'The'
maJor focus 1n P. P B.S. is on what happens to the learner. In M.B.O. the
empha51s is on what the'teecher or administrator is doing‘
P’y .B.S. and M.B. O ought to be. dlrectly related As admlnlstrators )

are wr1t1ng thelr obJectlves in .a M.B.O. format, they ought to include certa1n

4

" of their P.P.B. S respon51b1l1t1es P.P.B.S. responsxbllltles of admlnlstratorS'

.. .
should be spelled out 1n wr1t1ng the1r management objectives. In the past,

3

there was often no relatlonshlp It was as if they were unlike concepts. #:f;

v -

In the suiccessful 1mplementat10n of e1ther P.P, B S..or M.B.O, the follow-,

aa

1ng must take place.

‘ l. The super1ntendent of schools hay to play a maJor .role;

Pal
.

2, Inservice tralnlng must  take place to expla1n the systens
3. ,Prov151ons ‘should be made for staff involvement. - It should
| not just be formulated in the central office

4. The school district should|be well organized;

5. Intentions of implementing R.P.B.S. or M.B.O. should be.
announced to the total staff. ’

6. There hae to be commitment -and resources;

7. There has to be conslderation for the human side of accounta-
bility since, these are the‘concerns of teachers when imple-

menting an M.B.O. or P.P.B.S. system.

-+t
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STATEMENT OF PROBLEM

" In response to the growingf%;tiOﬁal grumbling about a heed -

S~

" for educational aécduhtabiii{ﬁ and the pr6b1§m5~po§éd by a changing
' Society upon publié schools, the admihistration,and.ﬁénagqment of
) schools has come under critical revigw.
The changes that have~téken_p1ace in ;ur society created
: numerous}problems for the Newington public schools. Today!s
: X .
youngsters are eprsed at earlier ageé to more information and
accelerated experiences. As a reSult, youngster§ sée.more, do more,
an&lkﬁbw more than‘their predeceésors. Administrators in a nﬁmber _
of schools were unable to cébe with the problems prq§ented by a.
cﬁangihg_society and coﬁmunityQ This was particularly true in the
high school where managemgnt/téchniques were being,quéstioned by .
board of education members, central administration, paréqts,
teachers, and even students. ) |
' Admiﬁistrators were managing the high school on the 5asis bf
‘”crisis management.” They would react to proBlems in a school rather
than plan and anticipate how to preveﬁt th; bccu;rence‘of problems.
High school adﬁini;tfators were too busyvpuéting out "brusb fires"
and Etateq thaf.they had no time for plahning whiéh would prevent

problems.

Conditions at the high schoo%rpresented problems that were

. X .
of immediate concern to the board members and,parents of the

17
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r ..
" adminpistrators.

Newington school system. Conseduently, the high school principal ° -

had to give a report to the Newington Board of Education in a
schedg}ed public méeting:delineating how he would propose solution%v
to very signifitant problems whiéh were occurring at the higﬂ’school.
Such pressing problems were: SO ‘ ‘ S

1. Lack of supervision in corridors and hallways;

2. Vandalism by students to lavatories; '

3. Poor supervisién of te;ching staff;

¢

4. Poor performance by athletic teams.

a4

The board of education was requesting, therefore, more accounta- - =

bility of the high school principal and his assisfants. The bgard of

education, inieffect, was evaluating the perforyance Of'high school,

administrators. Their role should have been férmulation of policy -

and not evaluation of sEE?oA administrators./ The board of/education

assumed the role of the evaluation of scho administrators' perfor-

& . ' : o
'mance, Since there was no formal evaluation plan for the evaluatioh

of school adminjstrators, the board of g¢ducation had stepped. into this °

vacuum. The board reacted to proble

-

artd complaints by parents.

s

o .
They were not capable or professionally trained to evialuate school

[

As the board of/educatidn was demanding more accountawility, -
I.analeed the data 6Btained at the heafing of the high school

pfincipal and attempted to draw some conclusions as to the basis

for the problems. ¥heserwere as follows:




i3

. 1.:'High school principal and assistants were rarely

visible to students or tcachers.

o . It was a practice 6f the principal to sit ht
his office and 1solate himself from the problems of
a hlgh school w1th a student body of 2,000. The
students could not recognlze the pr1nc1pa1 from
.'other adults in the school. .Teachersv -also, rarély
Q saw the ptincipal. The principal or his assistants
. rarely visited.classrooms. Téacners who had students
that were discipline problems alweys sent students to
the pr1nc1pa1 or ‘his assistants. tence, the only |
: connnuilcatmon that existéed betwecn the $tudents and
the high school administratibn was in a disciplinary
setting. The high school administration did not know
- .o the-students. While tne schooljadministr?tien was
| busy disciplining students, other students would

be vandalizing the lavatories. Vandals knew that

high school administrators would never be present

f% witness . their negative behavior. Vandais also

knew that teachers would not find them-in the lava-

tories, since they rarely supervised corridors and

hallways.‘ Teachers 'stayed in their classrooms‘and |

made no effort to appea; in corridors, hallways, or .

lavatories since administrators were never visible®in

these areas. .
Wy
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2. .Pboggpéfformdhce by athletic teams

The high school administration rarely gave suppoit

. to athletic contests either by attending games or by .
" orgdnizing parents as boosters or supportef§. The
. 3 :

principal or his assistants did not attend any 6f
the athlet%; gameé. Parents, players, fagulty{ and |
board of education members rarely saw the principal

or hisrdssistants at any of the football, basketball, -, =

soccer, or baseball games, a@d the morale of the

., players on the athletic teams was low.

3. Poor Supervision of teaching staff B

’

'Since much df the fimé*of.high schoél.administrators

Y. . » . v

was spent in'thgirvqffices,fit'was apparent then that

very little of their timé was .spent in supervising i}\ )

. ¢lassroom instr@ction. Teachers were:rarely observed.'
Furtﬁermore, édﬁ%nistrgtoré lacked-;omﬂétenéies in
supefviSpry'skillg. ‘?hey‘gid no% know how'ts.bbserve
and collect dété during thg teh@hingiof'é lesson. -

. The} ﬂid not kﬁow'the differenée between data and
iﬁferehte.“'Thgy did not possess the gkiJls‘ne¢é§sary
£o cbnduct'a-gupérvisory'conferqnce. Administrators

lamented the lack of time'available for supervision.
. " o ‘ . S
A closer examination revealed several more problgms:that added

. ' . . . . ' .
to the concerns of the Newington Board of Education. These were: ' *

[
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) 1. Poor Communications with parents; ) . -
. ‘ 2. Poor communication and rapport with students ‘

by administrators;

. .*
"t

lo

) 3, Admlnxstrators were unresponsive to telephone

“callsy . . '

i tudcnts clamored for a review of course require-
: ments for graduation;

-5, Board of education never rccelved feedback as to

) what happened to its product (students) after '
they graduated from Newington:High School; : ' '

- 6. Board of education requcsted data as to the

’ .. level of competency thdt high sch001 students .
. - were functioning;. ' ) .

. : . '
o - .

7.. Board oﬁacddcatioanequested an indepth study
of weighted-grades in determining class rank;

8. Parent, advisory groups did not exist at the ' .
high school . i

»

-, T 9. Little recognition was given to students who~ S
, achieved acadertically. . :

~
s

S
Lprnadite ol

| EMC'

. JAruntext provided by enic
L -
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) DEVELDPMENr AND IMPLEMENTATION OF STRA1EGY BLAN;

The plan and strategy used to cope with the problems-ex1st1ng

" in the New1ngton school system, part1cu1ar1y the high school, was *
t 4

a) to design and develop a Management by Objectives. (M.B:0.) model,

and b) to apply. this management system to selected Newington

administrators. Since most ¢f the problems revolved around the
high school, the managemént system was applied maiﬁly'to high v

school administrators. . - : ;g' N

One way to achlcve accountab1l1ty as sought by the board

of educatlon was to prov1de a management system that would prov1de
a reasonable procedure through wh1ch change and d1rect1on could .
 be facilitated. I believed that the stratcgy reprcsented by
" applying M.B.0. would focus the school district's resources
- toward defineo“directions in solving existing problems.
Developing an M.B.O. model was the.most feasihle and
effectlve way to resolve some of the problems ex1st1ng 1n the |
U school system whrch were of deep concern to the Ncwxngton

£l

board of education and the conmunity.

‘For changes to occur, new management'proqedures had- to

- be adopted. t had tokprovide a design to deal with what ‘was.
wroné. I had to provide a remedy for. not only whet'was wrong
presently, but I also had to design a method wh1ch could be: ‘

uscd by admlnzstrators in the futurc whenr prpbdcms arose




-~

My strategy model also directed administrators to deal
withlproblems which were most inmediate--problems that had to
. be dealt with this year. Other problems, as prev1ously stated
could be resolved in- future years by utilizing, the M.B.O. model .
The M.B.O. model was intended as a blueprint for school
administrators. Once proplems were identified, objectives could
be established by'auministrators and, methods and plans for the
' athievement of these objectives during the year could be .
formulated. Some ofethe objectives would be achieved while
some would not. If they were not achieved, objectives could
. be recycled during forthcondng-years. o . '

The strategy was to simplify and clarify the managerial
process operating within a'sthool system so that auministrators
could manage by euject1ves or manage for results The M.B.O.
model could also be used as a vehicle for the improvement
" of mapagement perfprmance% " Improvement of administrative performance

was one offthc major purposes of this-new managemcnt system. .Nem
management techniques were neceded to cope with the préblems re-

su1t1ng "from changes in our soc1ety and demands for accountab111ty

g The ochctlvc was to devise a modcl plan that any admlnls-
' trator could follow to remedy problems which m1ght occur in hrs
‘ school It was my ‘intent that once problems were identified, .

I would havbe ava11ab1e for “them a model wh1ch they could follow

to_resolve thelr problems. If an administrator could understand

., 23
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the treatment as prescribed in the M.ﬁ;é. model, attembts could -
be made by them in resolving problems occurring‘iﬁ‘their sthools.ﬁ

It was hoped that by implémenting this 6bjective of devising
a model M.B.O. plan, some of the problems illustrated previbusly

would be ‘corrected.

[




THE DESIGN AND DEVELOPMEN! OF THE M.B.O. MODEL

. In designing an M.B.0. model, I had to keep in mind that I
" had to devise a plan whereby an administrator.wggli;Efjt‘exactly
what he had to accomplish within a stated period.
As preparation for the designing of this model, I did the
following: _ -

1. I attended thg National Academy for School
Executives which held an academy seminar
on management by objectives. This was held
in Miami Beach, Florida. Dr. Steve Knezevich, ,
professor of Educationgl Administration at the
University of Wisconsi® and Dr. Samuel Goldman,
Dean of the School of Education at Chio’ Un1ver51ty,
were seminar professors.

Thc seminar dealt with an understanding of M.B.O.

and how M.B.O. could be applied. It also re- | . IR
viewed strategies for the implementation of Ce T v
M.B.O. ‘
2. As a forfier student of Dr. Peter Drucker, noted
management professor at New York University, I ¢
had been exposed to management by objectives durlng
R - his lectures. I reread’ hls book "The Practice of .
. Management.."

LY

3. 1 also became familiar with the works of Douglas
‘McGregor who "espoused new management theories.

4.. 1 attended M.B.0O. management confercnces conducted ’ -
by Dr. Harry Hartley, now Vice President of the
., University of Connecticut and formerly Dean of
.the School of Educatlon at the Umiversity of
Lonnectlcut N

E ‘ ' .) - After exp051ng myself to lectures, conferences and the

—

11terature, I-was ready to design the model. Much thought and

effort went into this phase of the practlcum. As 1 will mention

P

in the model, a great deal of preliminary work was necessary.

25 o |




First, I had to havé the solid support of the éuperintendent of
Schools, and the board of education. Next, I had to set up an
orlentatlon program for the school administrators so that they
would understand some of the og%ectlves I was attempting to’
achleve.( ' ) '

The orientation period proviqed a time fof.aéminﬁstratorsl

to understand that applying M.B.0. to .their particular situation

was a developmental process. Under the best of conditions, ''bugs"

 will continue to exist, especially during the first few years.

It may take several years of hard work to accomplish the objectives

- set forth by an administrator in applying the M.B.O. model. The

~

orientation program enabled the administrators to enter the )
arena of M.B.0. How éhey will play in the arena is another matter.
In designing an M.B.0. model, I conceived that there were
eight major steps or componenis to the model:
- 1. Developﬁent of Systemwide Goals;
2. Inseryice Training;
3. Job Descriptions;:
4. Identify Performance Objectives;

5. Plan for the Achievement of Objectives - Initial
Cunferences

6. Monitor Performance - Interismn Conference

7. Performance Appraisal Reyiew - Final Conference o

..-»"'
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- Paramount to- the successful 1mplementat1on of MaB 0.

P

of systemW1de goals The challenge to schioo] adm1n15trators is to pTOVbde L

P N v L, N g

a goal- sett1ng "umbrella" ‘where personal targets can be sIghtédnand reached sl

“ [ .

by 1nd1V1dpals\at“all levels of‘the°enterprmse‘k School adm1n1strators must ° _;

. recast 1ts condbpt of systemwade goalsu1n th1s perspectlve. ’They must ” .

"‘ . .. L

1ntegrate the goals of the organlzatlon with-the goals_of its members and S e

P Y Q"‘\ ¢ .ok «

make personal goals atta1nable‘W1thIn the school systemtframework N I

is the development T

- S

P = b

* -~ The 1ntegrat1on of school system'and personal goals does not mean f e

" -

> w

that the staff must adopt SystemWide goals‘as~a replacement for the1r own. ol 28

It is equally wrong to assume, that the .sum of staff goals w1ll equal the f - .

G

goals of the school system. Such assumpt1ons lead to, confl1ct between adm1n1s- o

g

trat1ve employees, with each pursu1ng paths that 1ead-away from achgevement i

Personal goals,and systemwide _goals need not be the same they must

K

;51»_51mply be compat1ble. Compat1b1l1ty, or better ach1evab1lL ,,of §ystemwide[

and personal goals is p0551b1e“eyen though they are d1fferent ) R, .

N » .~ . “

o v

Goal Def1n1t1on' ‘N goal 1s a broad d1rect1on general purpose\ ‘or ' .

- . . w® ) e : \

1ntent It is not concerhed w1th a specific achlevement in a spec1f1ed e

. - T L v

t1me per1od ‘Goalgstatements represent a. d1st1llatlon andtformallzatlon . S .

.“ Ia

o ‘of: school d1str1ct peeds Developmeﬁé"of goalrstatements is the f1rst

Ct PSS -
. b v Q'
- N P )

“.»; sttep in the analytlcal process requ1red to organrze qpmponents oﬁ the . SO

- dlstr1ct in manageable recognlzableuent1t1es. Goal statements may be ' - '

Rl -

‘ organlzed 1nto h1erarch1cal arrangements, i. e., d1strrct goals. Thls

i
iy - 3 - : LN » RN

3'”n7x'app11es equally‘to the "instructional as well as the;non-lnstructdonal | o
M N N - " : .- (R . « - . " .

\ﬁ?aspgpts of school distfict,operationsé o v S ,
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A A goal is. a cont1nu1ng purpose that prov1des a sense of d1rectlon through

., LR

' tlme. A “goal 1s general 1n scope and may be thought of aéqprov1d1ng a d1rectlon

or an aim for school dlstrlcts to work toward Goals are not stated in
. Eﬂ . .-

e measurable terms they usually do not have a tlme frame attached to them

Vo
P . v . 1 4

. ( In New1ngton, systemw1de goals were developed by a management team

»

ocon51$t1ng of the superintendent of schools .and his top admlnlstrators and *’

E ‘¢ L . 'k,

superv1sors. "This connuttee prepared prlorrtles and “long+ range goals for the :
~school d1str10t at the beg1nn1ng of the school f1$ca1 year. (See Appendlx A)

.Systemw1de~goa1 settlng should be'done annually- The adm1n1strat1ve.temn S

:.vn ‘

sets 1ts systemw1de obJect1ve§ -and pr1or1t1es before the beg1nn1ng of school‘

. Ty l
P A .
-

for the forthcomlng school year . : . T ‘
~“' thout def1n1te goals and obJect1ves to which school personnel w111

d1rect thelr 1nd1v1dua1 effort ausense of purpose of masslon‘w111 be’

" .
‘

1ceab1y absent aad eifort w111 tend-to be d1rected toward malnta1n1ng e

N e 1

:
-~ s N

" the status quo. .© U Z‘ ‘ .

. - v o - " . u
. L, v, . . , B

.{:;ﬁ: Newingtonls approach ofbdeVeloping 5ystemmide goals and.objectiveSo'

. .

.as 111ustrated 1n Appendrx A emphas1zes the need to Jntegrate the obJect1ves

'

of the organlzatlon or school d1str1ct W1th the‘obgect1ves of 1nd1v1dua1 school

admlnlstrators. The focus,” thus; is W1th maklng M.B.O. 'an 1ntegrai part of -

_»f % Y i

2"

a maJor role in the process.,_~ f°:

-

5

The pxocedures used in establlshing systemw1de obJectlves were as
3 ) ’

A - - '

PR

f follqws. N IS R S ' o .

o L and support ‘ . :3&3 ' iy T
A . . ,

. .
. » ® ’ ..
[

‘ ff‘ﬁé 1. Appoantment of Admdnlstratlve Team ~,;f L S A

Kl . [ 1 - '-'.' ¢

Adm1n1strative Team makes bas1c assumptlons about rbsults

v A
LN vy .

+  the sthool d1str1ct expects to atta1n in re1at1on to the

n '

e ap three d1str1ct4w1de funct1ons of 1nstruct1on, management

av

I
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3.;fGoals are developed;thfough_bfainStormiﬁg techniques by .

members of administrative team . : A

. El

"4, Input and feedback from those’ who were to work to attain the

obJectlves and those who would be affected by them, such as

staff, students ,and taxpayers. SystemW1de\object1ves are more
o - 11kely to ‘be met if those persons affected by the objectives

have had a v01ce 1n the1r estab11shment

 f .
4 ° A ot
v
- .

5. 'Agreement,and understandlng was received from all ‘groups in
e the educaﬁionat'communityl School districts will not

- ‘attain their objéctiveS-without-thié agreement. -

A ,6, Specific procedures were used for‘ﬁrranglng goalstlnto . RR
‘uprlorltles. Of the many goals proposed by the adm1n1s- ;oo

T tratlve team, no more than e1ght were’ se1ected after ]

P :.prlorltlzat;on of the proposed goals.

. . -




STEP 2. . INSERVICE TRAINING FOR MANAGEMENT
| BY OBJECTIVES

The devélopmeﬁt of M.B.O. is anything but easy. Disaster can.be pre-'

. ditted if a decision is made to institute‘M.B.O. "ne%t week." A Jdot of preli-
ﬁ%narj‘work is necessary in order to implément an_M.B:O. system.

An ;nservice program for school administrators is'essential, and the
process should be applied only‘to administrators in the beginning. School
adMinistrators make most of the organizational déc@siqns and, stherefore,

vshould fullf understand what the& are doing before trying.to lead others.

Each schoél distriet sh9uld_determine’for itself what kind pf orien—
tation program it wants ta conduct. The orientation period is the time for
eliminating as man§<$£~the ”bugs“lfrom the system.as,pgssible. It mpst be
understocd, however, that M.B.O. is‘a developmental process. Under the best
of ‘conditions, ”bugs"jwill continue to exist. Hence, an M.B.O. sy§tem has to

3

be continually re-examined and procedures re-evaluated.
Some scheol districts have used outside consultants to fahiliarize
the staff with M B.0Q while other school dlstrlcts have sent the1r “top admlnls- '

trators to att@nd workshops and seminars conducted by A. A S.A. (American

Assoc1at;on of School Administrators). ' ' v

"~

Seminars provide opportunities for administrators to discuss case

studies,?;xplore problems,-and_as;ociate with others who have had experience
with the,conceﬁt. ‘
There are a number of films on M.B.0. with accompanying ;aterials_
: ' N
which can be utilized' to orientate school administratqrs.

~There are books written about Management by Objectives that can be

utilized during the orientation program.




.

The inservice training that took place for the ifplementation of an
M.B.0O. system in Newington for school administrators was as follows:
.- 1. Attendance at A.A.S.A. seminar on Management. by Objectives : v

-

by central administrator
2. Attendance at P.P.B.S. -'M.B.0. management conference in
November 1974 conducted by Dr.AHarry Hartley, -Dean of the ‘

School of Education, Universﬁty of Connecticut by school

v

administrators ’ \

\

3.. Use of outs1de consultants Dr. .David Champagne and Dr. Rlchardt
' Goldman of the Un1vers1ty of Pittsburgh to inservice school
administrators. Workshops were coaducted 1n November and March.
Such supportive training and consul ive services need to be avallable
to lmplemént the concept of M.B.O. Primary'emph851s of inservice tra1n1ng .
will be the 1nterpersonal relationships and leadershlp style that is

necessary to bring people to the p01nt where the# will be motivated to perform-
_ . -
i L]
somewhere near their true potential. " 'I,

.

The advantages of using an outside consulttnt for inservice training are:

1. Proven expertise and up-tordaterknowlé ge of M.B.O.

2. Consultants are not bound by existing jtraditions of the
school system. :
: | . r .

3. Consultants are able to effect a more ‘rapid movement

toward change. § \
The d1sadvantages of using an outs1de con.ultant are:

.la ®C6nsultants may lack knowledge of the?problems and goals. of
) the school system. o ,gf

2. Nény school systems are not willing t% gxpend money for
. . i . A
. outside consultants in fear that they!may be criticized

" by the public as making costlf expéndltures.
- - 31
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.

i




Ah alternative is to utilize a school‘sys;em administrator who has
‘atténded a number of conferences-relating to M.B.O. LT

After proper orientation techniques have beep completed, a piiot program
- can be used to Hevelop the strategies and techniques necessary to/implement |
the progfam. - ““ | -

An M.B.dl process can be ;uccessfui on}y if,phe school distritt has
prepared for it. .It is not po§sible to merely try M.B.O. out. There must
be a commitment to making it work. ;
| fnsefvice work§hqps'should ‘include discussions on topigs gucﬁ as:

1. How do you éstabliéh an effective work environment or climate?

2. HoQ do you Qeleéate effectively? ’
.3: How do yoﬁ éoach people, because the rolé of_a'supervisor i
shoJld be 1;rgely a coaching relationship--not simply findirg out
if people don't do a good job ang\figuring°out ways to get rid of
them, but findihg ways to show you how people do a good job and .

something to help them‘devélbp their full potential.

,\ .




STEP 3 - | JOB DESCRIPTIONS
sz . ; .

A job describtion sets forth in fairly general terms the basic function,

principalﬁdg}ies, and ?rganizational relationships that make each mahagement
iob. The jbp,description is a summary of the impdrtant_facets of a per§oﬂ's
job. It is a docﬁmentfintended to clarify the basic purpose of a position;
its éuties and responsibilities, and g:e bé;ndaries_of its authority.
‘Each member of the administrati ' team should prepare a job describtion}
The format shogld‘describe‘the fbllowing: S o
1. To whom am I résponsible?
2. For whpmlém I responsible? |
3. FoF’what am I résponsible?‘
1 Bach™ respon%1b111ty can be expressed as‘an objective whenever possible.
The job description should be constructed to spec1fy each administrator's

responsibility for the design, maintenance, and efficient operation of a \
2 . : :
‘particular part of the school system. . . ' ' //’}

If-a job description is not available for every professional position

-

in, the school disttict, then one should be-developed. If job descriptions
_are‘aVailable, they should be reviewed for completeness and clatigf. Bach job

‘ -descrlptlon should be revised, moé;é;gg_gggmifflned SO that it caft be used

. as+qan effectlve‘instrument for conducting a job ana1y51s (See Appendices

B and C) . ”

Job Function: A job functioh is a general statement of idealistic ends = ~

depicting the purpose one has for working in'a system. 'The followihg broad

categories are used to descrlbe maJor ‘areds Gf performance for administrators.

P

'These areas are specifically def1ned in termé of JOb respon51b111t1es It is »

33, .
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from these responsibilities that ,individual objectives’ are derived. The.major,
. . . D , , ) "
categories are: ' o e -
. .. ' : . s . ’ : .
1. Curriculum and Instruction S IR
. : . T
2. Staff Personnel ‘ - L ' .
’ . ’ . R { . ' T, ' ) ' .
. 3. Business Affairs ' " : ‘ . ,
- - o , ’ LA ] o A -'.'n- . ?
. 4. Fupil Persennel : oo . o .

3

Individual job responsibilities-relate to the.above four functions. -
’ . : ’ S . , \ . ’I{‘

An administrator uses one or a Combinatien of these functions.  The mest

common charalctcrisfics 1{sed ‘in o;‘)eratibnaliz;i’ng. the functions are:® -'?'
’ Planning: o What do we "air,n for and wh);z, , Al » R .
oo Organizing: ' ) Who 1is involved and how? 5 ' DA
. Di'récting': ' . Whé is dom;;‘ what andg when? AR )

Coordinating: ° Who 1nFormed whom @d about'wh,at?

v Controlling: ‘ Who Judges res’ult;s and by whzit stamdards?
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- STEP 4. IDENTIFY PERFORMANCE OBJECTIVES
. ] . . _'1 , ';’ C % ' .
i In an M B.O. system édch admlnlstrator with the assistance of his

ot appralser,.anﬂually spec1f1es pe{formance obJectlves or' job targets’ to be
haccompllshed dur1ng the appralsal period. Each 1nd1v1dua1 admlnlstrator has
to go through the exper1ence~of settlng bbJectlves for his p051t10n, in. . .
-collaboratlon with his appralser, ’ . .
The spec1f1c,act1v1t1es which éh'adminisirator selects for improve-
|ment dur1ng the appralsal perlod are called pgrformance obJectlves or JOb

target sw These obJectlves become the focus of the evaluation of the .

. \
appralsee s'perfonnance.
;’ Performance objectires are written to meet two areas of concerns: °

" 1. Individual-Job Responsibilities = . R

2. School é&étemwide Goals,

Perforrance obJectlves should be. related to key resu

job description, so that the +scope of thé admlnlstrator s job can be dete

’
« L]

mined and clarified. Itv;s not necessary to have a performance plan target : !

]

for each statement in the job description every year.

a

In Neﬁ&ngton, a number of méjer performance- areas have been identified. .

' They are: .
7 . N
1. Currlculum and 1nstruct10n X .
2. Staff relations = L C : ' ‘ \\\ S
§ 3. * Pupil relations . . .
. 4. Finance and Business Management '

5. -School Buildings and Equipment
6. * School=Community Relations
7. Supportive Services

- 8. . Professidnal Growth "

'
. .
. .
. A [
S ' 35
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Within these maJor performance areas, role expectatlons are 1dent1f1ed /(,
for eachhadmln}stratlve-p051tlon These role expectations serve to c1ar1fy

the dut1es and respon31b111t1es of the p051t10n, suggest the skills or exper-

:;;

v tise rﬁqu1red de5cr1be optlmum behav1or for an adm1nlstrator within hlS i

X}

area of respon51b111ty, and establish gu1de11nes whlch enable the admlnls- //(

trator to Judge how well he is performlng.

When 1dent1fy1ng spec1f1c performance objectives for the 'year, the role

H

xpectatlons for the admlnlstratlve position provide the start1ng p01nt

Performance objectlves should be set so that the1r attalnment produces

results that satlsfy the systemw1de obJectlves of the school system as set

hd v

- forth“ln‘Appendlx\A They may be establlshed for the school dlstrlct o) that
each admlnlstrator assumes respon51b111ty for an approprlate portion of the

systemw1de obJectnves

v,, Fi .

“After ‘the areasof respon51b111ty haVe been clarified, and performance

) obJéctlves a%e written to meet the areas of " respon51b111ty and systemw1de

I
)

goals, there are other types of performance objectives that can be 1dent1f1éd.

3
[}

'w -These are:
. '- . ‘

)

1. Routine | o '
+ 2. Improvement-or problem solv1ng
3, Tnnovative
*o4, Personal

' . .

The rout1ne obJectlve is set forth when one expects to ‘attempt only

' \approx1mate1y the same results hs were achieved preV1ously Routine objectives

A

define responsib111t1es-c0n51der1ng-the function of the position. The'tasks
' [

descr1bed by these ObJeCtI%EE are comparable to tasks deflned by a JOb

description. S - ! - .
. . ' ’ , . ' .
The imprbvement or problem-solving objective is used for problem situ- ©e
. } .

]
¢ ’

ations or when satisfactory results have been achieved..




'y v m ) “a

. v Ve * : TR - 30,

- . .- [ e A 2

Innovatlve obJectlves are used when the prev1ous results do not dppear

to be satlsfactory and a‘varlatlon 1n approach to the rer0n51b111ty is
\
deemed approprlate

‘.' Personal obJectxves -are thdse whlch contrlbute'toward the 1nd;v1dual
administrator's development ‘and perhaps hlS organization, Attalnlng a work-
shop on progpam'budget1ng\}s an example of a personal obJectlve .Placing'an-
artlcle in educational Journals once a year is another example of a,personal
objective. Every administrator has séﬁé pereonal skills ihet need to be i,,fh
improved or acquirea to make it ppseible to do his job better.or to enable
him to progress to higher levels of responsipility. OFher examples of
personal objectives are: - . ”

1. Membership-ahd;perticipetidn in professional gfopps\
2. Participa;ing in comnuhity sérvice . |

A,i.. Working toward an advanced degree

" Objective: An objective is a measurable, desired result to be
accomplished within a specified time period. ,ObjecfiVes éfe.time framed and
. are stated in measuréble terms. There are:many‘eechniques that can be used
to measure objectives. E . ‘ ‘

Objectipes shpuld contain three factors:

.i: Time ‘deadline for completion

2. Performance behévior (action plus coptent).

3. End result expected - evi&ence‘of success

The following is the criteria Fo be used in writing performence objectives:

1. The objeetive must be stated in clear, eoneise end
unambiguous laxiguage

2. ‘The.objective must be stated in measurable terms

3. Objectives must be feasible

37




’ 4. The objective must be realistic and attainablt, . o .o
5. Objectives must’ be time-bound ' o v
t 6. Objectives must be integrated

14 v
7. Objectives must be significant.

.

.
%

An objective provides specifip§ that clarify the gbal proposed b§ the
school district. The translation of a systemwide goal uSua11y~reduires‘the
development of sevéfal objectiﬁes, each at different levels of:the brgani-

zation.

An objective is an outcome statement that is consistent with and grows . -

;ut of a related goal statement. It is a‘ﬁore specific expression of a o g
position, behavior,'process,.gr produEt to be achiéved‘over a shorter time

. period. Perfbrmance objectives describe cdtcomes that are'meﬁsurable and

. achievable duging a relatively short -time period. -

© .

Performance objectives should be challenging, stimulating the appraisee
to reach out to improve his performance. However, they must.also be ‘realistic

. and within reach. There is no point in setting targets. which -are so’ impossible.

! .

, Performance objectiveé must he capable of completion ‘within a fixed period ‘

of time,

: " " Administrators should resist the temptation of having a large list of .
targets. It is not imperative that all objectives be identified at any one

time. No one can improve in everything simultaneously. =

A management or performance objective contains five components:

1. “Time Interval (How much time is needed?) - e B

" 2. 'Orginization Unit (The unit responsible)

3. Persen Perfdrming‘(Who is to do the work?) ;;) '
4 ent) |

» Performance Behavior (Describes verb and cont

5. _Conditidns (Describes "the restrictions or limitations)
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Formulating objectives takes careful thought and analysis. The

intention of the objéctive must be clear and its focus well understood.

Objectives must be stated in temms of results or conditions‘tofbe achieved,

rather than in terms of activities to be performed. Objectives must be

stated concisely and briefly without complex™and elaborate descriptions.

v

. M.B.O. forces an administrator to deploy his limited.resources where

. they count most. It forces him to focus upon those variables that the enter-l

prise needs for survival and growth. The practice 1dent1f1es and separates
the many trivial and 1n51gn1f1cant variables. This separation is ‘called

the Pareto’ effect. The Pareto concept says that it is uneconomical to

’
’ B

devote the same amount of t1me and attentlon to the 1nconsequent1a1 that

one devotes to the critical. The Pareto principle directs concentration

to the few critical tasks which should receive the most skillful treatment,
because such- functions produce the most good to the orgranization. Hence,

the’ administrator must recognize that out of the'many'possible objectives' he

must commit himself to the Critical -few that most benefit the organization.

e
o

L




STEP 5 . PLANS FOR THE ACHIEVEMENT "OF.
. OBJECTIVES - TIHE INITIAL CONFERENCE

At the initial conference the administrator meets with his supervisor .

(-]

or appraiser and presents the objegtives on which hé wishes\to "focus. The
appraiser:reviews the objectives carefully and red&ts to the pbjectives set

by the administrator, suggestsg, changes, acceé%s objectives, modifies ﬁhere
neceséary,.and feaches agreement on.the major objeciivei to be pursued during .
a specified time period. The conference should be conducted in aﬁ atmosphere

of cordial and cooperativé understanding. Differences .are HEgotiateduan$‘

both supervisor and supervisee seek to reach agreement on primary taféets to

be pursued. ’ |

Precise perforimance objectives are defined, and further plans are dis-
cussed for the achievement of these objectives. Means of evaluating progress
on, or accomplishment of, performance objectives are identified and dates are’
set for sqbseqdenf cou[enenccs to discuss progress. Upon the completion of
the initial conference, communication channels have been opened and both \
participants should fcel confident that they now have a much clearer -
understanding ‘of “the other's plans and expectations.

The initial cofiference can include discomfort, anxiety, or hostility
on the part of the both appralsee and appraiser. Expectations of both must
Ebe cLarlfled and negotiated during this meeting. Resolution of all disagree-
ments will reduce the possibility of misunderstandings later.

!';% The sgpervisor, at the initial éonference; becomes a "helper'" in that he
h

mus t provide'resources necessary to reach desired results. By being placed

into a helping role, supervisors develop a spirit of cooperative plannivg.
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. of the speelfled objectlves and to monltor progress

Progress con[erences~

Hence both superV1sor and superv1see become ob11ga d/t (gromote attainment

®

oo S S
1ng 1mprovement : .o v,~J

t * -

0b3ect1ves are- revlsed‘or om1tted whenever it 1§’mutUalIy agreed to do

3

After the conference new ob3ect1ves OT new plans may - be - 1nst1tuted

v

a1 g the appraiser- and appralsee to 301nt1y determlne fea51b1e obJect;ves.
%

v ]

of’all _the steps

v
¥

1solate and agree on the four or five most 1mportant ob3ect1ves that the

” R s

supervisee w111 perform in the yéar to .come. The supervxsee"w111« in
add1tron cont1nue to do a11 of the th1ngs he/she would‘normally do.

At the 1n1t1a1 ¢onference both superv1sor and superV1see agree on

N 1

-the fOllOWlng' L oL /

¢ "‘r"

What is to-be done obJectlves .

La

ach1eve obJectlves and grow -in ‘competence.

\

“the 1nlt1a1 conference.k } ,

’ .
‘ ) ¥
P

. ~

-
v

.

The 1n1t1a1 conference is a most 1mportant

@

w

&

.

o

4

»

o

@

. oaV

°

Ny

-t

8

if not ‘the, most important), -

VI'
S

-,

“

s
Ny

i

@

ThlS is; the time the superv1sor and superV1see try to.

0

v

- a

£

"

LS

+
L4

v

LA superv1sor should be actively 1nvolved in hetplng subord1nates to

' a

The development of subordinates’

a

El

oo T

.

held during the school year should be supportlve and serve as d means of foster-

0

[ ~
v

-

Each party should come to the 1n1t1a1 conference with some concrete 1deas ‘

Yo

,in:mind. Don t start wr1t1ng rlght away

thoroughly.

E)

o

All 1deas 'should be\dlscussed

in writings : "

Y

y

Then,,they shogld agree to prloritize objectives and place themp il

‘ > . y
is probably the most 1mportant of * superV1sory mahager1a1 functlons. This help;' -
ing relatlonshlp should ‘be nade clear by’ the superV1sor to' the sdperv1see}at :; - v

41
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The develobment of a plan for the achievement of objectives;is-an impor-
Y - ) o ’ [
‘tant aspeet of the initial conference. -The evaluator, or supervisor should

- . » . .

. ass1st the- eValuatee or superv1see in developlng a plan for the.achlevement

s ’ i \.

4 of the performance obJectives *Arr action plan is the processaof break1ng

.

[

’;

P n

. down an obJectlve 1ntQ sequeptlal steps for 1ts effectlve accomp11shment

’ An actlon plan.should 1deqt1fy performance obJectlves.. The next step .

. @ ",,

is to agree upon\the process or procedure for working on them.‘ Both the appralsee

-
& * ’ »

v and the appralser shpuld have an understandlng not only as to how the former

2 . ¥ . . R .
.

is to proceed but a1so how the latter 1s to help in the fu1f111ment of the 5

1

-

performance obJectives. As stated~prev10us1y, it is very important that the

evaluator be- commltted to glve assistance to the person’belhg evaluated The

P
\b

m ‘

pr1ate sources. -

.

A" “

' 3 o Durlng theflnltlal conference dlSCU§§10n sh0u1d focus not -only | on .per- - 7

Lo v (

‘q\fermance obJectrves but also on the actions and act1v1§1es wh1ch each (the .

R 'ﬁi" t ? L -'\‘)‘

v " P . ‘l..‘ -

4 . . "vod / .
' appralse~$ v ] , carry 0u& in: an*effort to achleve themﬂ -~

n~D1scuss10n should als focus“on Le types’of ev1denc that w111 eventually

. ’
v ! :

1nd1cate the extent to wh1ch pevﬁo arice - obJectlves cdn sa1d~to have”been R

£y ) . “’. et . v y, . -
achieved Both share respon51b111ty for deV1s1ng strategles ) accompllsh P

Y CEERY ‘
'(* vy . 2

the mutﬂally agreed to obJectlves _Both also‘sn*\~_respons1b111ty for deter—»
» K r a

. m1n1ng the progress made by the appraasee toward atta1n1ng them. ‘

. ~e
vy ~ -

The process of evaluatlon and the types of actions. and act1V1t1es whAch o
¢ . ¢ ”

will 1nd1cate the extent to wh1ch performance obJectlves have been achleved

v v
vot S .

v . !’

. l,..

S

. sHould also be agreedwupon.ln the 1n1t1a1 conference. et e ’

PR At the 1n1t1a1 conference procedures to determxne how the'appralser ¥

is to keep abreast of the appra1see s efforts durlng the appralsal periQQ;ﬁ

. should be discussed., gpestlons to be con51dered 1ncIude' ' f{

-
. h : . 3 . . oty
' , . N




* -

* How often'will the appraisorfobserve the appraisee? -

will advance not1ce be g1ven7

¢
v

2.- W111 other personnel be 1nvolved 1n the mon1tor1ng process?

“ 3
b4

..If so, 'who and how? L &k .

-

- 3. W111 1nterxm conferences be he1d7 If Eo,‘howkfrequently?

4.. Will the appralsee be-expected to collect and\report data

LR
on | progress toward performance obJect1ves7

& .
f
-

At the COnclusxon of the 1n1t1a1 conferende and the comp1et1on ofa .t

.
“ -

work pian the evaluatee should know exactly what,1s expected of him. Close
e » « . \

,- -contact should be ma1nta1ned The’admlnlstrator should'be constantly in

- ' .

contact w1th hls evaluator regardlng progress toward obJectlves and'the

e need for ass1stance._ At the same time, the evaluator should keep»ln contact

v )

“with theeadmlnlstrator. He should encourage and-assi%t the evaluatee without
. 4 - oo . ) . -

V;; . getting in ‘the way.

Aruitoxt provided by Eic:

“
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N -~ MONITORING PERFORMANCE - .
. INTERIM CONFERENCE

) N . . i - ’ \
n. 9 o

The next step is to establish a system for mon1tor1ng the performance
progress in completlng the obJect1ves set forth in the initial coriference.

-

.Once the objectives: and a plan for achieving them have been agreed to the pro— o
cess of implementing the plan.should begin. During the perlod of 1mplemen-
tat1on the evaluatee S perforuance is monitored through a var1ety of tech—
n1ques EV1dence “is assembled that W1ll be helpful in deteqm1n1ng the degree .

to which obJect1ves have been adh1eved ~The plan‘for-mon1tor1ng the_appra1see s

'performance’should include data record;ng forms and the kinds and frequency :

»

" of visitations to he‘made hy'the evaluator The obJect 1s\to cqllect rele-'
l_ vant ihfonhq&ton rather than ‘to evaluate 1t ) '

| Although the ob3ect1ves w1ll help determine wh1ch techniques to .use, i;
15/;ot-l1ke1y that one s1ng1e procedure will be capabie of gathering the full

range of representative data that both the appraisee and appraiser w1ll

des1re .
- * [N ’

The M.B. O process will not be effective unless adequate data has been'
. securedkwh1ch i's reasqnably =representat1ve and releYant. The appra1ser

. does not need, to e theronly monitor. Other pgrsonnel may ‘be ahle'to assist .
‘the appraiser and appraisee in the gathering_of data?relativelto progress .
toward'the achievement of objectives. "Monitoring-gathering data on progress
toward achieving results-calls for the establishment of checkpoints,
stated'in terms of time interyals. There are a number of ways to do this.
One of the hetter techhiques is to devise'a.fisual schedule plan as

; illustrated in Figuxe 1. As each event'or task is completed, it ls checked

a4

R




38.

ﬁx

Al

11 .-

0T

=

~

UOTIOUM,

Aruitoxt provided by Eic:

E\.



. 39,

«

off accordingly. One can then tell at a glance the prngess'being'madeu

The monitoring process should also include périodic_reports by the

]

“evaluatee. to the evaluator. An understanding shoﬁld be established early -

regarding exactly what kinds and amounts of wyitten material will be ex-

~

changed.
Interim‘conferencés must Be heid to discugs progress toward. the achieve- o ¢
: ment‘of perﬁormance objectives. In an interim coﬁferencé{ ach{;vément of
objectives will be discussed in regard to progress made, cgﬁstraints-which
ére preventiﬁg the achievement of_objeétives, and possible need fo; mddifi;,
cation of the objectives; The cqnferenCe.may be initiated by éheﬂevaluator

or the evaluatee.

It is important that enbugh time be allocated to the conference. To g

be produétive a period of up to two hours must be allocated. It is also>'

important that the parties givq:the session the importance that is worth

two hburs:; Each par;ylshould-céme to the interim conference prepared. - )

All objectives should be reviewed prior to tﬁe meeting .so that time is not

wasted determiqing what was supposed to be done. . ' ‘ 
“ At the interim conference, an honest appraisal of performance'must take -

place by tpe supervisor if he is to heip the subordinate mbve toward achie&ing

his objectives. By this time, aiifgarties concerned should know the status

of ‘each objective. Prepgrations should be in prbgress for the final analysis

of'data.and the development of final reports. ..

Problems that have come about during the year and various constraints,
such as a lack of funds or materials, should be reviewed. Full explanations
must be giveﬁ to the supervisor by the supervisee as to"the reasons for the

constraints which have hampered the supervisee from being on target with his

objectivés. There should be a re-examination of the objective when and if a




C o
. « .

n

proH}Qm\develops. There should be a.commitment by fhe supervisor to aid

the supervisee by overcoming or preventing the existing problem from getting

out of control. Perhaps there could be a revision of -the performance re-
quired to accomplish the objective or a new objective entirely may be esta-

" blished. Such solutions aimed at overcoming the problem may be justifiea, .

{

4

The purpose of the interim confereQFe is as follows:

1. To check how well the individual is progressing
againSt‘the pre-established plan.

2. To idgntify probleh areas and,work out plans

to overcame these problems.

3. To adjuét the plan as conditions change. - ~
During the interim conference, the role-of the sdpervisor is that of
,Gcbach and counselor. The supervisor assists inlidéntifying problems and ,
J : o
constraints which hinder the achievement of'objectivés. He jaids in afriving
at solutions t6 p@oﬁlems. ' ' s . o
The interim'gonferehce should include‘three'parts:‘ A §Uggested'formét .
is as folibws:n
1. ‘Tﬁe first part of the.coﬁfereﬁce should be devoted to a
® brogress evaluation presented by the supervisee1 1his .
can be“presented iﬁ a written report. )
N 2. The second part of the meeting should be devoted to an
identification of the problem aréés and possible causes
» of the problems. :The expectéd results should be reviewed
to make sure they are nbt‘set too high or teo low. The
superviéor should check to sée where the man may be haviﬁg ‘
difficulty and where fraining, édvicé, and counseling may ‘ *

- be indicated.

47
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" ' » v by ',» -
- 3 Ihe/thlrd part of the meetlng should be devoted ' ' N
.o to maklng short- term 1mprovement plans or T, . y o
. obJectlves tq overcome the problems. < oL o
) .n' . ‘. 1 . . , . .. o . . . v, - o - b
. The interim conference "is a progress Treview meeting.” The .role assumed

- " . . o B ~

by the sgpervisor duringuthe conference is-a.suppofting one. The supportive

role-musﬁ be'recognﬁzed, and there is nothing more 1mportant than~a1d1ng

" the employee 1n accompllshlng his agreed upon obJectlves - x

;.%. s’ .

The superv1sor nay be11eve that the superV1see is holdlng back or re-

. A

str1ct1ng hls eEforth' This w111 require careful Judgment and evaluatlon .
on the part of. the supervisor. If thig is the’ case the'superv1see must. be

confronted and some explanatlon sought Most admlnlstrators be1ng superv1sed

“v will be 1nc11ned to ‘over extend themselves rather than hold batk v The proper .“

" . - . "
RIC S AR

» [

cause of action, therefore, would be‘to.drop back the expegted results to a

0e
'

level where the supervisee can achieve. ' . L

r

n J

O

.
= ded by ERIC. ! -
Full Tt Provided by B . . .
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STEP7 . "7 PERFORMANCE APPRAISAL REVIEW, - s
\ ‘ - FINAL CONFERENCE ) :

) -

"ﬁt the. end of each schobl year, the evaluator should prepare a final . - -

wr1tten appralsal report of the performance of each adm1n1strator ' ' '>
To evaluate performance “the superv1sor must have a good understand1ng '
| . -
of the accompl1shments agalnst obJect1ves for the period concerned; This '
) N ‘ L.

1nvolves a careful cqnsldered Judgment of whether superv1see met, exceeded e
or fell below target obJectlves set forth in hls performance plan. The

evaluator must also consider constralnts affect1ng obJect1ves under whlch the

.o~ v v ’ a b

plan was established. Not all obJectlves can be. evaluated obJectlvely

omb objectives will have to be Judged on a somewhat subJect1ve basls - i -

L
T ¢

As long as.evaluat1on 1nvolves 'communication between two humamr beings, ,
'

- .
s -

.some degnee of subJectlyaty has come 1nto play C

4 J

Yo

The final conference is a meet1ng between the administrator be1ng
, R |
evaluated .and h1s evaluator Both d1scuss the performance of the adm1n1s-
trator dur1ng the year The rnterv1ew s conducted so that therevls a I

. f

complete understandlng between the superv1sor and supervisee..

s

To make this f1nal appra1sal 1nterv;ew a succesSIrequ1res preparatlon

i 7

Suff1c1ent advance not1Ce of the date of the interview. should be givén 60

)

3 w

. that both have a chance to prepare data and material for the conforence

A
[

Also the conference requires pr1vacya The confe?ence should be

conducted at a t1me and place that there will not‘ye 1nterﬁupt1ons and

telephone calls. The cgnference should be pr1vate and the conversatlon
) .

frank and conf1dent1al consequently, it should be held'at a lotation away '

El

frqm other people ) | . . i




v
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A
Enough time should be allowed ‘for the conference so that neither

party feels rushed. There is no hard- and fast rule about the duration of
‘)‘,'0 -

appra15a1‘1nterv1ews: * They shQUld last, however, anywhere from one to

three houfs'or longer. )

S ; ‘

'

The conference should also requ1re a proper 'setting. It should be held

y .,

" in"a place wh1Ch 1s phys1ca11y comfortable and where the environment is

cordial but bu51ness11ke. The-proper emotlonal setting is important, too.
) . M . - [y .

The codferencefmdst be conducted in an atmesphere of mutual trust and - '

frénkness It must alfow for a balarce of views. “This _means that talking

v »

and 11sten1ng in most cases w111 be d1v1ded fa1r1y even bétween the part1es '

The final_performanCe reV1ew appralsal under an M B.O. system W111 d1ffer

‘markedly from the trad1t10na1 appra1sa1 reV1ew Under the trad1t10na1 pek:

fformance review the meetlng 1s a h1gh1y negat1ve, frequently destructlve

k1nd of meet1ng Both partles dislike the experlence It is d1rected at
f1nd1ng fault or 1dent1fy1ng those polnts of performance wh1ch were not ,
-«
satlsfactory, wrth little or no attempt to dwell on how xo improve.
ot .

The‘flnal performance apbralsal under an M B. 0 system is quite a

’ d1fferent k1nd of meetlng The evaluatee comes, to the~meet1ng fully aware

\X [

. of how he 'did during the past year. The evaluator is interested in the areas _
_where the ‘evaluatee had diffictlty in order that expected results can be
reset’ and the individual evaluated ¢an be assisted in achieving the results

agreed’ to. ‘ : ‘ . . .o

v
v

If there is an att1tude of openness present dur1ng the final conference,

. the* se551on will be far more productive than if the superv1see is handed a

flnal evaluatlon

L)

The~f1na1 conference brlngs together the two people who are best able

i to ,judge how well the year has gone. It is a time for sharing observatlons,




comments, ideas, and impressions relative to the achievement of performance

' object;yes. The "conference, however, should not be considered the end of
. ~ .

the process: _Instead, the conference should beemerely a vehicle for helping
thé administrator to become more- competent 1n the performance of his dutles

and respon51b111t1es . : . Lo .

It is qu1te p0551b1e that tﬁe final conference will yield 1deas for .,

follow-up action.

Both the appraisee and the appraiser will see the need

for certain k1nds of follow-up activities,

" and the neéd to begin discussing

p0551b1e obJectlves for the next year. |,

l'

' Follow1ng the flnal conference the evaluator will prepare a wr1tten
F’

summary asse551ng the degree of ach1evement of the performance obJectlves
" The wrltten summary should 1nc1ude an assessment of the degree of accom-

pllshment of each obJectlve as well as an ovetrall evaluatlon in each maJor

» !

performance area. . - " ’ .

-~
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, APPLICATION OF THE M.B.O. MODEL IN -~
THE NEW‘ING'_F_ON 'SCHOOL SYSTEM

%)

To remedy the problems already explained each of the
selected. New1ngt0n schbol admlnlstrators had to apply the M B.O.

model. Certain obJectives were. derived from the application of

\ ’

the M B 0. model. These were:

)

1. Increased ViSibility on the part of High school
administrators in the school building and on the
' athletic field;
2. Improved supervision'of.the teaching staff; ' BN
3. Encourage parental involvement in the schoolé; _ T :
|

4.' Update Newington High School's graduation
requirements; .. .o

5. - Better utilization of administrators' work time;

. 6. Investigate the study of weighting'and ranking
_of grades at the hjigh school;

7. Test the acadcmic competency of all grade eleven
students 'in the areas of language arts, mathematics,
science, and social studies; “

. 8. Give recognition to students who achieved academically;

9. To condlct a follow-up survey of the class of 1974.

"In,applying the:M.B.O{ model, much interpersonal activity
between administrators and myself was invorved in fulfilling
the above obJectives Intergersonal actiVity‘was a necegsary
ingredient as a motlvationallfactor for the successful completion o .
. of the ob?ictives. The above objectives were_priorities which .
had to be implemented either in the 1974-75 school year or in

subsequent school years.

Y=




-

The administrators were told by me why these objectives

4

were considered priorities for the 1974-75 school year. I told
them that the Board of Education and‘the’community were. corfcerned.

I reviewed with them why they were concerned.

~

4

Conditions Existing Before Applying Model

)} " Specifically, these were the conditions eXisting before.
.»administrators applied the M.B.O. model to their particular
Situat}ons and set up objectives. A short explanation of what
was not done under the old system and a need for doing 1t follows

_ Objective (1) -, Poor visibility on the part of high school

‘

"administrators -

. ' Because of* poor managcment techniques,
administratOrs were too busy to visit classrd?ms,
lavatories, and hallways and make themselves
visible to the student body. If they were )
v1sxble to the student body and in the classrooms,

-

teachers would be~able to carry out their responsi-
R S hilities'in supervising students and acts of
vandalism would be decreesed. |
Because of poor‘visibllity, morale of athleticp
teams was low; and because of poor sypport, Newing-
ton had losing athletic teams. There definitely
was a need for Newington High School 5dministtators,
especially the high school principal, to devise

strategies to make himself more visible to athletic

' < teams

o3
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Objective (2) -

L4

»

Objective (3) -

LY

Improved supervision of tlic teaching staff -

~

Teachers were rarely supervised. Only teachefs.
who wer€¢ going to be plaéed\dn tenure status were |
observed and supervised. Teachers_who are never
supervised become lax in carrying out the in-
étructional process; There was a need for such

. : N
supervision. The neéd for carrying out this
dbjectiQe was to improve thg tegghers'~perfor-
mance in the classroom. EVen'excellent teachers
ha&‘a ﬁeéﬂ tq.be supervised to help them cogé

with constantly changing conditions. . ) .-

Encourage parental involvement in the schools - \
Parents were never involved in the high schopi'

programs. There was no organized parent advisory

group, and parents were not organized 'as boosters

~_/

or supporters of athletic programs. Parents or
parent advisory groups can be of treméndous
L}

assistance to any school administrator. They can

1]
be used as a forum for dissemination of information

‘to the public, and they can élsp be used to support

various programs in a school, be they athletics or

the music program.
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ObJect1ve (4) - Update New1ngton s High Séhool graduat1on
_ requ1rements ‘ - ‘
‘ . *'\\ b ['
:; Before the application of.'the M. B 0. model,,

[

v .
bl -»

~the Board of'Educatizn-and parents quest1oned
+ whether graduat1on T qu1rements were.adequate or’,

. deficient." There was, need therefore for a

» o @ ’

~ comparison to be made wi h<other school systems

across the Gountry.
l’OBjective (5) Better Ut111zat10n(of“Adm1n1stratorsfwwork T1me
' E NS ' .
' - Objectives one, tho and three prev;ously
f 0 g v, . “ N - . .
reviewed‘were directly related to this objective.

3 -

(Because\:dmlnlstrators d1d not know how to- manage

their time properly, they d1d not have t1me to .

@ﬁﬁuperv1se eachers properly, be” v1s1ble to students

X
and teachers, prevent vandal1sm, be present at.

¢

athletic.games and-develop ‘improved management

'

' techniquesQ As a result, ,needed tasks were left

uncompleted. Hence,,1t was t1me that needed" to
. ' ‘\\ . s - .
be mapnaged. - o o

ObJect1ve (63 - Invest1gate the study of weighting and rank1ng
o Af’grades at the‘hlgh school

s

Parents wbre suspicious of the way class

'S

rank was determined. They bel1eved that perhaps

many students who took difficult courses such as

phys1cs chem1stry, calculus, etc. were bexng

55

Ny

.;,_/o v :)‘ ‘




penallzed when compared to students who took ‘social .
. N v e ’ -
. .‘l L “
. sclence courses wh1ch were far eas1er. Parents were )

% ’
.i . ) . $ "

s, apprehensIVe that the1r<ch11drennndght not be S s
' accepted to colleges 1f they .did not rank high“among '

L the h1gh school graduates. Studbnts therefore were :
o be1ng'encouraged by ‘their parents to aV01d d1ff1cult ;*

e T " courses:- Therefore a need ex1sted for a study to .

' determine whether we1ght1ng af grades would change *
e o . ’ . v . _‘- AN
. uclass-ranklng. v ‘ 4 : o

LS
M . o ) »
' . N -
) 0y

@hjective (7) - Test the academ1c competency "of all grade eleven . ‘ oo
; ; Students .in the areas of: language grts, mathematrcs
" science, 'and social stud;es

] 4 .

SR , An area of accountaulllty requested by the Board

v

of Eduéatmon waslthe competency level of high school

students in the areas of’language arts,” mathematics, -

¢ ‘ " science and social studies. Critics of education

L]

e - -in the‘community were constantly stating that high :

school graduates were deficient in the basic skills

@

of language arts and mathematics. In the past, high | . .

school students were never given any achievement tests

to determine how they compared to national noms.
ObJectlve (8) + To give recognition to students who ach1eved
academiEally

- “
v . -

Traditionally; students who achieved well academi-

a
. v [

cally were never given any recognition for their



v

o Objective (9) -

]

. b

@ .

2

. o

IS ~ .

< . s
. . . "

. . } '
N .
e |-

individual performance: Award assemblies were

held only for athietes{ At_thése assemblies .

’

athletes were given trophies for performing -

"on.their respective teams.- High academic

= N e, . ’ N ’. ! . . .
achigvers were not given any trophies or certi- -
. 4 . ™ .

-

ficates in recognition of their achievment.

Hence, there was a need to correct this

[
situation.
' ' o -

a

To conduct a follow-up survey of the Class of 1974

The commmity and the Board .of Education
wanted to know what happenedto its. high school _

graduates. Did thdy go diréctly to céilege

* or did they obtain‘employﬁent? No,jnformatioﬁ

was availablé to answer their questions. They

*

- were requesting'a status report of.its high .-

school graduates. Surveys were never made to

determine this information. In order to make

!
, ' changes' for the improvement of curriculum

1

and othér instructional areas and to guide
students into proper -careers a need existed
for a follow-up suirvey of its high school

graduates. A

-

S'7
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How I Set Plars with Administrators to Achieve Objectives

. In order for each administrator to set up plans for the achieve-

_ meﬁéAof the aboie_object%veg, the M.B.O. model wﬂich I héd déSigned
had to be carefuily fblléwed by them. I set up:various conferences
with them individually to review.the model.

At the initial conference, plans w;re di#cuSseq for the achieve-
. ment of thg objectives. I acted as é "helper" in assisting the admin-
istfat;r in setting forth the procedures or means by whicﬁ the ob-
jectives were to be achiequ, and the outcomes expected. Specifi-

cally these were the plans used to achieve each dbjectivea

ObJectlve (1) - Increased visibility on -the E_;t of high school
administrators

Means: 1. Each administrator. at the‘high school was to observe

at least one classroom during the year. There were
eighty-six classroom teachers; hence, the task had
to be diviéed among the principal and his three -
assistant brincipéls

2. At least one administrator at the high school would
be floatlng through the hlgh school at all times and
would make himself vxs;ble to students and faculty.

\

3. The high school principal would attend’at least one

game in each varsity sport.’

Objective (2) - lmproved supervision of the teaching staff'

Means: 1. Plans were made by administrators and me for

schedullng classroom observatlons more frequently

]

=t




ive (3) -

Means: 1.

Objective (4) -

52.

~

.

Plans were made by administrators and me for the
utilization of video tape while the teacher was‘
instructing. .
Plans were made by theladministrators and me for the.
utilizétjon of data gathering techniqﬁes.

.Piénﬁ were made by the adminiétrators and me for the
use of,claséfoom-ﬁbservation iﬁstruments. .
I set up'plans with administtatoré to distinguish
between data Pnd inference.

I planned with administrators to utilize supervisory'

confererice cycles. ’ o -

3

Encourage parental involvement in' the school

At my suggestion, administrators planned for the
organization of a pa;ent advisory council in -the
schools. |

Plans were made to” interest parents to belong to parent
advisory.;ouncils.

Plans were developed for a schedule of meetings with

e
-

agenda determined by pé?énts.
I suggestedplans for administrators to use the parent

advisory councils as a sounding board for. school programs.

Update Newington's high school graduation trequirements

. I suggested plans for administrators to contact
principals of nationwide schools, selecting schools‘
with a profile similar to Newington. High School.

\

1]
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2. Plans were made to study and:analyze 198 documents

. sectred from school districts throughout the country.

~ -
2

3. Plans were made to review Newington's requirements °

for graduation in light of those other schools.

Objective (5) - Better utilization of administrators' work time

Means: 1. I planned with administrators to identify time

wasters.

2. Administrators and I planned to log events contri-
buting to time wasters. <

3. 1 planned with administrators to prioritize time
wasfere and‘help them develop cfiterié fqr measuring
impact of't}me wasters.

4. 1 planned with administrators to devise techniques

to prevent time wasters. : ¢

Objective (6) - Investigate the study of weighting : and ranklng of
grades at the high school

Means: 1. I planned with admiﬁistfétors'to form subcommi ttee
. to develop a quallty p01nt system.
*2. Plans were made to rerank flrst 100 students of the

1974 gradpatlng class.
3. Plans were made to experlment with the use of weighted

v . grades to determlne the effect on class rank.
A .
Objective (7) - Test the academic cofpetency of all grade ecleven
. ‘ "« o students-in the arcas of language arts, mathematics:,
.science, and social studies. .
o '

Means: 1. Plans wére madé for the inservicing of staff members \

involved in the gadministration of tests. ' :
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2. Plans were made to select appropriate tests.
3. 1 planned with administrators to provide a summary -

and analysis ‘of test results.

Objective (8) - To_give recognition to students who achieved academically
Means: 1. High school principal and I devised\recognition forms

for academic achievers.

g

-

2. We devised plans for the setting up .of procedures
for individual reCognitioﬁ of students who had

-

achieved honors.

Objecfive (9) - To conduct a follow-up.survey, of the Class of 1974
- Means: 1. I met with administrators to¢Set up plans for an h
ad hoc committee to set up procedures and a time
.line to ¢on&u€$¥§tudy.- - .
2. T met with administrators to pian on the best form
of questionnaire. ¢ | |
3. T met Qith“administrators to plan how data was to

be analyzed. o

What was done to remedy situation?

I established a management system for monitoring thé progress that
each administrator was making‘for remediating situations previously
existing. The plan for achieving the objectives has already been
discussed. After the fqrmulation of those plans, an evént schedule

was set up as described in my M.B.O. model. WNumerous interim conferences

61




L were held with-each administrator to check the progress dgainst the

pre-established plans. These. were held between Novémber 1 and June..

Tty

Spec1f1cally, the follow1ng.wés done to.remedy the s1tuat10n o e
_ObJectlve 1) - Increased. visibility on the part of hlgh school . . e
adm1n1strators _ . 4

1. The high school pr1nc1pa1 visited the football tra1n1ng
l. camp in Vermont ) ‘ 4 o
é | ) 2..:The high school principal and his assistagts attended |
both athletic awards n1ghts o - ST
3. The high school adm1n1strators attended the football - .k . e
dance smoker, football banquet and football breakfast
4, The high school pr1nc1pal became a member of ”Frlends - SN R
of New1ngton High Scheol Football' and attended five of . .,
their business meetings held on Sunday evenings. C T :
5. The school administrators observed at least one
classroom during'the year. :‘. i s
6. The high school administrators made frequent appearances
throughout the builddng;‘°As a resdlt, teachers made
more of an effort to appear in corridors, haIIWays,:

v

and lavatories. ~ } = " A

- )

4 7. Administrators attemptéd to spend less time in their ' .
offices and mere time visiting students, faculty, and -

classrooms.
?

B

) Objective‘(Z) - Improve the supervision of the tcaehing staff
The following was done by the administrators: S ’

T T, -
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o

1. More, time of administrators was spent observing:classroong

-

-‘ A 3.
’

v .
»

rather thah hand11ng paper work in the1r offices., '

Adm1n1strators p1anned w1th~teachers what aspedt of

-

3

™

2.7 Admlnlstrators vau1red superV1§pry sk111s.

!

v

g teacher s ‘lesson admlnlstrator was' to observe and ‘to

gather necessary data tq illustrate to.teacher how' her |

*

A

. instruction could improve.

Y »e

.

by both teacher ‘and adm1n1strator.

"n.

a 1esson,

‘e

T

“n-

were Utlllzed by adm1n1strator

.

*a

)
.

), .

1y

.

Adm1n1strgtors held preconferences And pbst- N

v

A ~

v

. 5. Varlous obsevvatlon and data gatherlng tochnlques

Adm1n1strators conducted superV1sory conferences.

.

1 conferences w1th teachers after the observatlon of

[

3

w .

ObJectvve (3)

.More parental 1nvo1vement in the schools

“'

+THe follow1ng was dohe by Adm1n1strators..

»

4! lTeachers v1deo taped the1r 1essons whlch were\rev1eWed -

Y. Parent adv1sory counc1ls were organlzed'by adm1n1strators,
, 2. Parents were 1nvolved in. rev1ew1ng a nunber of school
L programs such as guldance physlcal educatlon bus1ness

™o, '

educatlon and a1ternatlye 1earn1ng programs.

[

§. Parents also rev1ewed the Student Gu1de and weré asked
. : . .
» + , to comment, on 1ts.rev1s1on. . - ,
. 4,

PR

oA

-

Members of the parents advisory council were VeFy success-

' ful 1n speaklng before the New1ngton Town Council in pre-

ventang a one- quartér mllllon dollar budget cut..
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P Y ..‘

s 5. The parents advisory Cotuicil also 1nf1uenced the esta- o
b11shment of three other parent groups 1nterested Ln ‘ii
T promoting the band, orchestra,»and the football team. -

¢ °  As a result, thereﬁwere‘many'ectivities,conducteo by '

r v ! »

* ' parerits, such a§ dances, dinners, exchange concerts, and -

award programs.

ObJectlve (4) - gpdétlng New1ngton s ngh School graduatlon requirements . .

v The follow1ng was doné by admlnlstrators : e Lo

1.. A survey of graduation requirements in schools across the

. v .
\ : - r

o A

country.was made. ne v

2. Chlef school off1c1a1s of many states were qontacted for

suggestlons and 1nformatlon ‘ Q

¢

¥ -

3. An analysis was. made of the 198 documents obtained from
'qchool digtricts throughou? the country. Fhe 198
documents 1nc1udcd 26 cugrlculum guides, 33 handbooks

, or gu1des, 94 letters, 3 enrollment and reglstratlon

”

' guldes, 2 county guides, 21 pub11c graduatlon require- .-
"ment 11sts, 12 prOgrhm study booklets, }.plannlng guides,

“and 3 state or federal survey prOJects. : ,
st & . » ' . ; PR

A complete description of what was done appears in .

Appendix_ﬁ.'-,;‘ ' “ : N
- 3 N \" R .

v

ObJecﬁlve (5) - Bctter utilization of adm1n1strat1ve work t1me CL

. The followgng was done" by admlnlstrators to remedy and 1mprove
& s1tuat1on o .
s o . )
4
- o . 614 : oo
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1.

2.

Time wasters were identified as:

-‘¥

time estimates. . = C "

“

. Cfiteria for measuking iﬁpact of ‘time wasters were

identified. Exampies of these were:

a. . telephone ihterrypfions; e
b, drop-in visiéors; .
c.” meetings; " ' i .
d. crises;. |
ce. :Iatk‘%f ogjectives, bribrities,land deéﬁlines; '
£ clutféréd desk and bérsoﬁél disofg;ﬁiiatibn;
- g.+ineffective delegation;
h. involvement in routine® and, detail; j‘ . . A
i. aﬁtemptiﬁg too mﬁch atjbnce and unqeéTistic .

a.

"telepﬁoﬁe interruptions; -

0

(1) number 6f calls taken unﬁecessarilyi
(2) number of minutes spent beyond reasonable
requirements; |

(3) number of. calls placed unnecessarily.

Drop-in visitors which should not have been received:

(1) number of visitors which should not have been

recéibed; .
62) nﬁmliér of minutes spent beyond ‘i'eésonable;efpeé:
tations;f‘; : ‘ oo . ﬁ :f N ‘
Cluttered desk and personal dlsorgaanatloﬂﬁ .
(1) effect}Nf daily plan in wrltlng ‘and mon1tor1ng

procgﬁs for- checklng progress agalnst plan dalLy,

’




' e . ‘ -" *

Ny 59.-
(2) Amount of time lost dUe to searchlng for mis-
N » .
placed documents, ‘mlstaﬁbs made or deadllnes : >

N "ou-u-

. missed. i . R
- - k]

) . ‘ c. Ineffective delegﬁtion and-involvement in routine
4 N . . 0 *

- ‘ L)

and detail:

:

. — (1) .amount of time spent on routine matters which
* could have beenvdeIegafed, eliminated, or

. _ consolidated; - N

v

, _ » (2) amount, of time spent unnecessarlly involved in
‘ deta;l . ‘ ’ ' *

3. Dally time logs were completed by administrators.

4, Technlques were used by admlnlstrators to aV01d time

o wasters -These were: -
a. A time log of te1ephone calls was taken. Origin ' \3
extent ‘and causes of phone oalls were. evaluated . ,
Also, a time log of all v151tors yas taken. f
< ~T ‘.bﬂ' Qu1et hour,was establlshed o > _ \

o

(1) re ouLg01ng phone calls; ’ . '

" (2)-no paglng,

Y

. ' * (3) no unnecesSary talklng,

(4) no excessive moyement . ..

- ' -c.' Secréetarial effectiyeness was improved
. *. -

-

. . . (M Secretariesaécreened°calls and visitors

r ' “ -(2) Secretaries established work files - '

/ (tl’dicfate . ' ' o
/ ol fie | /

.
.
‘.
' B | ' ' 66 ‘ ‘
~ .
N . - \
)
- ) . .
.
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- . "
. - . \
.. . I
1 - .
S . . !
.« » . .
A .
. N . A\ . .
" . .
. . .
v s
.

(e) rgview

~¢

_ ° ' (f) discard. S ‘ _ | . .
' . ) il '

(3) Sectetaries set up pod%gt desk calendar

. o T (4) "Segretafies progranmed délegate reéding

.. (5), Secretaries were encouraged- to:

13

. T * (a) take initiative;
? . ' ~ (b) use judgment;
to. - (c) anticipate problems;

"'(d), .screen trivia;

.o ﬁ (e) ﬁrjoritize mail;
; s o ' kf) complete projects; = . a _ )
e 3 - (g) screen telépﬁgne calls; " 2 '{ i .
-~ .} . _‘ . f '(h) make appointments ~ e
v ' R ¢ § ﬁéndiefroutine correspoﬁdenée,gnd:

decisions hcrself;

(39 think of bctter ways of gé1ng thlngs,

P M

(k) - 1mprove prdcedures

(1) ask questlons,.’

o
t

(m)’ remind administratoﬁs of what needs doing:

-d. 'Administrators learnéd to delegate more. 1hey7léarned

v ‘

o ' o to make only the dec1srons qubordlnates could not make.

. They d1d nothlng that could be delegated

*

. ew Tasks were scheduled by priority and reallstic time

estimates were made. Adninistrators' desks became un-

" . -
“ I )
. .

cluttered.




Obgectlve

L]

The

A

1,

2.

,A.subcommlttee of adm1n1strators and teachers was

7

(6) ~ Investigate th %study of w01ght1ngiand rank1ng of
grades at the high school

follow1ng was done by administrators and staff

formed to develop a quality point system;

Letters were. sent to various high schools to obtain
1nformatlon about the use of a weighted grade structure.

Opinions about the' use of weighted grddes were also

>

sbught . ‘ .

v v

Letters were sent to .two and four year colleges who usually

matr1cu1ated a maJor1ty of hlgh schogl students Questlons

asked of the colleges were: .
a. What value do you place'oh,class ranK?L ‘ '
b. Do you distinguish between a weighted qnd‘qu'”
unweighted rank? ' , |
What use do you makc of wexghted grades;’ on a high
school transcript? | . - ,
Of thé colleges Uiat respondcd the majority iudicated that
class rahk was an tmpo:taht.iactor 1ﬁ,adm1551ons |
A qualxty point systcm was devxscd and the flTSt one -

hundred students of the 1974 graduatlng class were rc-

ranked accordlqg to the course weighting. (Sce Appondlx L)

1héfconmuttce chaired by a‘high school administrator wanted.

L

_ _ . ‘ . .
to sec.if there would be any sipnificant difference in the

rankﬁng.

The résults indicated that a very ssmall percentage (4%)

‘of the students had'a ten ‘point or more change to-their

4‘ ‘\ o 3
' v

)

) 68\\"’- '-\

advantage in class rank.




T : . : . . .
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@ % W | ' I
o f\\\ . 6. Aiter the aBbve results were obta1ned, it was qu1ded
"k\\; " not to recomme\d\any change 1n the welghtlng of grades
\ A
N presently used ay the New1ngton H1gh thool .
'
o It was noted that most New1ngton graduates, over a per1od of }- '
o {
many years have gained- entrance to the colleges and un1vers1t1es E

-
R

of the1r-ch01ce This experlence led to a conclu51on that the grad1ng

~ s

: system used by New1ngton High School measured against the 1mper£ect10ns

A s

found in all grad1ng systems, is as effectlve and sat1sfactory as any

we1ghted method. (See Appendlx.L) \ R o © o, .

. - * N .
N .

ObJectlve (7) - Test the academlc competency of all grade eleven
students in_the areas of Tanguage arts, science . -
' mathematlcs \43 spcial studles R .

°The follow1ng was done byfadmlnlstrators o -

R _ lﬁ An ass1stant high school principal chalred an . adm1n1s—z

s N N

i'tratlve teamptO'prOV1de d1rect10n to accomplish this

1

. o . objective. - The team was composed of high school -

,department heads\and'townwide/supervisors‘ o ‘ 'f'«;" ~ iE?
;;Ei : 2. .Prov%sions were made“for administering the test ) ' | :
3. SelectiOn was made Gf the apnfopriate‘standardized tests S
. ‘ * ¢ o
U 4. Test was administered on Aprll 2, 1975 | _ : .
_ ) 5. “Ani‘analysis of test results was made : -
. = 6.” . Data obtalned from the test results revealed the >
s - . percentage of eleventh grade?%v.studeﬁts who demon~.
RS “strated a competence in math, science, language'« . -
' larts, and social studies,‘equivalent to the - - .

. - ) 4
~ . . ?

national level.




“ i , ¢ N
B 7.£{Resu1ts'of’;es§s indicated that Newingtonietﬁ&ents S .
. " - ‘ranked well above the'natienal avel.rage._"~ _,. o o . T
| A (See— Aﬁpendix Pj e - N .
: ObJect1ve (8) - To give recogn1t1on to students who ach1eved
_— o academlcally . ] © T -
} The following was done by admlnlstrators* : - Do
’ 1 e@Tacedures were %et up, for 1nd1v1dual recogn1t10ﬁ ‘ ; ’ T ‘
?_ ‘ of students who made*the honor roll. 4.~ - . 3 .
| v 2. Pr1nc1pa1 worked w1th members of the Natronak&”onor ’ f"
R Sec1ety>to obta1n-d1§p1ay cases for the purpose_. | x‘ - ffi .;;
N . of publicizihg»0ufstanding;student'eChievement.’_‘ v',"
© . 3. New§peper articles were written giving s%udehteh ‘.».-n’ o ;"
L recognition for high échieyemenl. | _v BN - 5
. 4. «Certgficate; éf‘échievement were awarded_to AN , ‘ : (i ? ,
) students who madengrades w1th honors, . * \%} . g
(See Appendlx D). . . o o \;: .. YO
. ) ’ . K
ObJeCt1ve (9) - 10 conduct a follow up survey of the class oL 1§$ﬁ<: _“"n' .
The following was~done.byvadm1n1strator§:- X o ‘ . .
1. A‘surve}\form was mailed to eachfhember'of~yhevo | ;
N . 1974 graduating .class. R ', ) S _if'_ 'g . i\f
o o 2. Data obtained grom the survey wae anal}ied"bi}the, B .
i _ N ‘ admiﬁistratofs. : ) T - e
B _ . "3. Results ef\the suruey }ndicated tﬁet-most students . _ . ° ? s E
. . S . . : : v .

continued into some'form‘of.pdet high school *

P v

an - .. -




education. Only 14 of the class ofa414 students, -
‘3,3%,entered the armed §ervices. The remaining-

graduates obtained jobs. . o

t

Evaluation of the extent of success: of admlnlstrators 1n ach1ev1ng
the objectives

.
[}

Most of the objectives already discussed were achieved by most- .-

"of the ‘administrators by.applying the M.B.O. model. Instead of
managing the schools on the basis of "CTlSlS management' and reacting

to problems, admlnlstrators 1earned how to plan and ant1c1pate how

to prevent the occurrence of problems - The f0110w1ng.1s an account

-, o
©

of the extent of fthe success or unsuccessful attempt of admlnlstrators-

to achleve the. obJectlves set forth to- correct what was wrong beforexwxh
Y

)
'

the appllcation of the M. B 0. model:

Objectlve 1) - Increaecd v1s1b111ty on the pjrt of high school ~
administrators

A

As a result 6f'administrators»becoming more visible‘in the

ctassrooms, corrldors hallways, and ath1et1c field,, the f0110w1ng

changes took place ) - - . -

A -

1. Vandalism decreased tremendously. Damages to lavatories,

ceiling tiles, and electrical fixtures diminished. The

dollar amount spent for glass breakage was decreased
from $22,000 in the 1973-74 school year to $14,000
during the 1974-75 school,year with most of the reduction

L

taking place after Janua}y 1, 1975.

. A




T

2. Newington's athletic teans changed frpm‘Consistent

-;osers to winning teams. The Newington football

team only_lost.one\gamefduring the -year, a record.

for the school. _The basketball team won most of

their games and played for the_state champibnshipc

. The baseball team had a winning record. The same 4#
trequ.were dispiayed for soccer, track, swiﬁming and’

golf teams. There was no doubt that the encopragement

and support glven by the school admlnlstrators

increased the morale of the.students. In addition,’
administrators had made great attempts to organiie

parent grouﬁs such as "Friends of Football" to give

moral support to the students pérticipating in - _ -

: ' athletics. In fact, the total Newingtoh-comﬁbnity

became great supportérs of the athletic school
endeavors. Newington ha fiecome the "Notre Dame''

and "Green Bay." The transformation was amazing. - ' N
g

v

Commurication and rapport with students had 1mproved
‘ B ’ N N . i
tremendously . ST

3. Teachers were observed by adm1n1strators frequently

during the 1974-75 school year. No longer did

!

admlnlstrators spend most of their time in their . - /.

.. e offrees. With improved managemcnt technlques obtained

¢
-

through tHe utilization of time managementl they were

s .
" []
kY .
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N -

L

able to find time to help and‘assist teachers in .

improving instruction and, thus, helping children

to learn better.

ObJectlve (2) - Improved supervision of the teach1ng staff

- As a result of work1ng oh their management obJect1ves in

_applylng the M.B.O model, administrators had 1mproved their -

~

superV1sory skills, and were now more capable of ass1st1ng teachers

. \ ®

wh1ch was the real role of superV1s10n ~ Administrators conducted

preconferences, collected data during the obserVatioh of a lesson,

-

and conducted follow-up up post conferences. Teachers were receptive

and very apprec1at1ve of the new assistance given to them
Dur1ng the preconferences with teachers adm1n1strators :

requested of* teachers. what area they wanted the adm1n1strator to

- *

collect data on so that adm1n1strator could make suggestlons for
1mprovement ) | ’ . o 7

As a result of u51ng new superV1sory SklllS, adm1n1stra§brs,
had teachers v1deo tape their lessons ‘Teachers: could then visually

observe defects in the1r lesson. For example, during a post conference

" the administrator pointed out to the teacher that she had asked 57

questionsgwhile‘students only asked three. , Students gave 41 positive
responses'and only two negative responses. When the administrator
confronted the teacher with Jthis data the teacher responded that ‘she
would attempt to 1nvolve th students more. The teacher belleved
that thlsﬁtype of supervision was very, beneficial and‘She,thanked the

rddministratgr for his assistance.r S




Another teacher who ‘was involved in the superv1sory experlence
' ;- .
stated: durlng the preconference that she talked too much in her,
_classeS'and‘students did not have an opportunity to e;press them-
selves. At the preconference she requested the administrator to
collect data which wauld substantiate or refute her feelings.';The
administratqn opserved her classes. Whén the findings were‘dis-,
cusaed”with‘the teacher at a post conférence, she found out that
sha had talked almost 80% of the time and asked two questions for
every one the student asked. Th;-teacher afterbbéing canfronted
with this data stated that in- the future she would make a con-
certed effort to give students an opportunity to express themselves

1

A third teacher, in a preconference, thought that she had
a speech pattern.broblem, using the expressions ''okay" and "all
fight” and‘requested assistance in this area. In the post confer-‘
ence, after the data had been collected by the admlnlstrator, it
was pointed out to her that she had used '"okay'" an average of '
20 times and ”ail right" an average of four times in two ten-ménﬁte
periods. After this‘feedback, the teacher promiséd to work on
t&is problem. In a follow-up visit, taking the same data, the -
teacher had improved to such a point that in three ten-minute
‘data gathering periods she used 'okay" only. two times and ''all

rfght” at no time. The teacher indicated that she had made a

" concerted effort to improve her speech pattern. The teacher

felt that this type of supervision was very beneficial to her.

74
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Supervisory skills on the ﬁart of administrators had improved

&

tremendously after applYing the M.B.QO. model. . -,

2

Objective (3) - Encourage parehtal'inVolvanent in the schools . -

As a result of applylng the M. B O model parents became
AOre 1nv01ved in the schools. Parent adv1sory cqunc1ls were . -
‘organlzeg. At the h]gh school the Parents' Advisery Board
coisisted of 24 parents, six from each grade 1eve1, which met‘a .
minimm of six t1mes dur1ng the school year All parents of
students in the high school were permltted to attend the meetlngs
The parent adv1sory group became a soundlng board on school pro-

S

grams, p011c1es and regulatlons. o Lo .
° -‘ld N b

Parents also became involved in the 23 maJor activities of

»

3

_ the Mu51c Dcpartment These 1nc1uded conccrts,'festlvals

exchange programs. statewide auditions and dances. Parents were
= . - ‘
involved in the above functions ‘either as chaperone$ or ‘comhittee

members particularly in the planning of such events as the Madrigal

Singers' -Dinner Concert, the Pops Concert, .the Music Depdrtment |

Exchange Visit, the Band Boosters Dance, and the Annual Awards '

Dinner. ' ' o

In athletics, the parent§s were organl;ed as a'éroup; speci-
fically in football. They adopted the namg "The Friends of NeWington
High School Football." Activities4ofﬂthis parent group Qeré{ P
kick-off dance, a smoker, a football banquet. Other parerts’ were
involved in the foilowing: an alumni basketball'gaﬁe,‘a.donkey
basketbarl gaae, and a testimonial for the basketball team'in'Marcﬁ.

’ .
B3 -~ . H
-

7D




,' In add1tion, parents underwrote the costs of a summer
football camp for' the vars1ty team three athlet1c awards programs

for all sports, and offered a scholarsh1p to & hlgh school athlete,

"boy or girl, in add1t1on to a football scholarsh1p glven to a

senior boy on. the varsity ‘team.

Hence, as a result‘of-apply1ng

the M.B.0..model, parental involvement‘in the schools héd_been'

encouraged. ) - : SR

.
~ Objective (4) -

date New1ngton ngh School's graduat1on requ1rements

69.

" ~ To sat1sfy the concerns of parents, this obJeEt1ve had been- .,:.

E estab11shed The M. B.O. model was appl1ed ‘and . the fOIIOW1ng lS

evidence “of its completion. (See Appendlx P) The adm1n1strator

wrote to chief séhool~officials 6f each state. and upon rece1v1ng

,1nformat1on from them, he obtained a cross section qf samples 0%/

V

‘108 schools with prof1les similar to that,of New1ngton H1gh School

. In analyz1ng the data the adm1nxstrator reported that there were

"

certa1n trends that wgre clearly ev1dent For example, there were

rcerta1n changes in educational thlnklng taklng place First there
was an increase in the total number of credlts requ1red for gradu-

ation. From a very popular position not too long ago of requ1r1ng

sixteen credits for graduat1on a move was noted to requ1re as many
as twenty-two credits for graduation. Secondly, some decreaseﬂin
> geconaly ‘
rigidity accompanying the. increase in total credits-required-was
observed. Four credits in English were no 1on§or required ;nvall

four-year high schools. Almost an equal nUmbervoflschOOls required -

»

only three.

w6 - . |

v




Anothcr tpond was the numher of ays by whxch students could
»

obtain cred1t through,means other than attehdlng regularly

'K L

schedoled classes in public hlgh schools. More than qne.source.

’expressed the thought that.young people*should do some of the1r
1earn1ng for cred1t Outslde of the school walls in the redal adult

™

-worklng world

\

-

" R

ﬂn compaang Ncw1ngton ngh School with other schoois through-

.

P

-

‘out the country, Ncw1ngton requ11ed 17 1nolud1ng one credxt in

o i

4
Thls.was 1.5 credlts less than the average of, 18

physlcal educat1onw

-
.

credlts reqhxred by the 93 schools reportlngx and three less than the

most frequently ment1oncd requ1rements.
e

Jn nght of'the data collected New1ngton Iligh School comparcd

K

-favorably w1th most .Bf the 93 high schools.

N

)

Thq adm1n1strator‘%adc

-

the folLow1ng recommcndatlons. \Jhesc wcrc '

Increase the requ1rements {for credits.for graduation

M

from 16 plus one in physical educatlon to at least’

. v [}
. . - .

18 plus onc in phy51cal educatlon, ‘fﬁ

.

a
R
<

’ *

Increase thc number of add1tlonﬂ1 methods by wh;ch
. ' Jd
credits gan be obtolned, “ncluding ¢redit by exam1-

nation, credit for.gohrses taken simultancously at -

¥

. . . * ’ B .
institutions ol highcr leaming, cxcdit for corres-
pondcncc courscs, credlt for off- cmupus cxperlence

3.,

Ly

Increasc the soc1al studlcs crcdlt rcquxromcnt from

onc credit to two credits;

5.

R

Vo,




4. Offer credit"fof/such accomplishments as inter-

scholustic _sports, chcerlead1ng, 1qg muqlc glOups - ¢ .t

such -as Jazz band and/01 drxvcr educatlon .

¢ foL

“Ihe. recomnengations. were -accepted by the'board of education and

~
[

ﬁians were made for them to be incorporated in the forthcoming school Ce
: i .
’ ] K "
. year. ' Parents were very receptive to the rcconmended thanges. =« RPN
v 8 ) ) ’ '

The*M.B.O. médel,had,Becn successfully applied and the objec- -

tive was. achicved. : e »

C ‘ .

.Ochctlye (5) -Btter utilization of admlnxqtlatlvc woxk time

‘ r

1hxs ObJeCthC had Been cstabl1shed because admlnxstratOI

were .too busy with their desk cheres to do any p;annlng or L '

obsgrvation of classroom instruction. As a result, problems and .

!'brush fires" wérc becoming so prevalent that they were unable to.

cope with thom. In' order for school administrators to keep up

and stay. ahead of the many tasks which werc necessary in admihis?

terxng their -school in today S chdnglng socxcty, Lhc objective of - .. .
time mdnugcmcnt had” Lo bc establlshcd w1th {hcm,ln ordcr for them to o
managa their time properly. . : o '

In qpplying~thc M.B.Q modcl,'most of the admjnistrators; ' .

. - cxcept one, werce able to 1dentify time waqtcrs sct Up txmc logs
and establish tochnlqucs to. Jmprovc the ULlllZﬂthﬂ of thecir time

for more nebded ndministrative td%ksl “‘Ihe administrators established

triteria for meisuring the 1nmact of time Wasters nnd develpped .

‘ E}

solutions Wthh would avoid the waste. of th011 _thue.

.




1he administrators’ adoptcd thé suggcstlons that 1 had'

submitted to them on the use of t1me management “Time wasters

v 1dent1f1ed were. teleﬁhone 1nterrupt10ns drop—ln visitorsf
: ‘

’ meetlngs, crrses cluttered d@sks . 1npffect1ve deIegatlon, - e

involvement in too ‘much detall leaving tasks unflnlshed and '

. D
v 0 . o
s - . )

¢, + inability to say "no,f L , .
RN - ‘ ' C !

! Admlnlstrators have. done the followlng to 1mprove the

- use of their avallable'thne - - . . .
Co- L L 1hey7estab11shed a qpiet hour of unavailability.

. 2. ihe§-improved the effectiveness of their.

] L et ’

Vo : secretarles._'

[
L]

3. * They learned to delcgatc more( ' : N

4. ‘They scheduIed tasks by priority. , .

-
L] L

One admlntstrator was‘unable to’ complete th1s ochctlve

[
".. ' .

P . because he statedfthat he "had constralnts in carrying out this v

‘objective. He stated that he would recycle this:objective in

»

. -

'y
. .

the forthcoming yecar., ° - . : : ‘ <

‘. '
' - '

Admlnistrators who-succcssfully implemented this objective

had more time to handle some of. the' tasks which werc prevaously . .

ncglected. lor example, tney had more t1me to obscrve andfsuper-
vise teaéhers. They had more txme to rplatc to students and parents

and ‘they had more t1me to plan.for. future act1v1t1es,

Objective (6) - Investigate the' svudy of hOlghLln& and ranklng ’
ol prades at th“"hxgh school ~ R

\ )




~.
\ Y
>
m
~3
- [53]

v

’ ‘e
’ .

"%hc objective was set up and the 'M.B.0. wodel was applicd
because parents wanted assurance that the ‘present manner of deter-
) mining7class rank did not jeopardize théir children's opportunity

for placement in the college of their.choice. ™ : ‘ » "

'

-

Tle\adminis&rato; involved in this objective ‘formed a

conmittee to sLudy'thi§ problém. A quality point sYstém was -

devised and the first 100 students in the 1974  graduating class
i I .‘ ' . ” n
were reranked according to the course weighting. . Advanced mathe- :
_,.lﬁatics, science, -and several English-classes were assighed a - . .

)
[y

weighted factor to each cdurse, The resuits indicated  that the

" g L “ :
nunber of students whose position in the ‘ranking would have been :

substantially altered was judged to -be rclativcly small,--only 4%.

Because of this, no chapge was made in the weighting of grades !

4 \

at the Newington Iligh School. - Parents and the board. of education

' - were given the }05ults, and they accépted the majority report
- . F . :

reconmendation not to make an} changes at__this time. The M.B.O.

model ‘was éucpcssfully applied and the’objéctive was achieved.
. ) . . .

students in- the arcas ol language arts, mathe-
" matics, scicnce, and social studies

Objective (7} - Tcst'yhé‘angomic_pqmpg}cncx_of.nll grade eleven I

N

: 1hcyéﬁjéctivc was set up and the ‘M.B.0. modc] was‘applied
because hoard of cducation membérs aﬁd_pnréhts wanted to compare
the coﬁpetpqu level of Ncwingtén Itigh School students with

. national nqrﬁs. No daté had ever been supplied beﬁofc..' ’
.o T .

PaT Y '
v
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el ¢

. |, ‘ N . . “ .
An admlnlstratlve team sclectcd the appropriate standardized

test and provisions Were made 1QT admlnxstering the tcst The
S tcst ‘was administered on April 15 1975 and a sunmmry and analysis .
. ?
‘ o of %he test results were made Fxom this analysls ‘a comparison '

was made of thc academic competency of NeW1ngton ngh School ‘ '
2 :

’elevent{ grdde students W1th ndtlondl noms. The natlonal

average for thc test results -was 1n the 50th pcrcentlle and

4,

NewLnLton studcnts had test scores thqt wcrc as follows:

¢ ’

o 1. In the area of sC1ence Ncw1ngton.studcnts
*, achicved in the 84th percentilec. ' o

o ) 2. In the area of social studics, Newington
* R v * ‘ - -
) N students achieved in the 8lst percent1lc

«

| C S ,fn\the area of English,'Ncwingtoq studengs .
Co .'4échicved‘in the 78th percentile.

-

+ 4. 'In the area of mathematics, Newington -students

L4

achieved in the 75th percentile. R

- . In the light of the test results, it was cvident that X \
Ngwingtpn'studcnts ranked well above the national aVéragc.
Data of test rcsults was submitted to the Newington Boérd_oT

Eddcation: Both parents and board members were plcased with . .

the rcsuits They were satisfied thdt Ncwnngton students wdre

above natlonal norms *in academic COHWCLCHLLQS of languagc arts,

mathematics, scicnce, and soc1ul-studxcs.

[N

The. M.B.0. moch was succcssfully applied and the

ObJCLtLVC was achicved. . ’ - L
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* because students who achicved well, academically rarely were given

-dchieved in athletics were given recognition.

Tecognition of 9tudcnts who had aghxevcd high grades. The procedures

worked with memhers. of the Nat10nal llonor Socxcty and encouraged

'studcnts. . ,

*what was ‘instituted. The M.B.0. model was . successfully applied

Objective ¢8) - Give l@Lognltlon to students who dthOVCd

. B ALdJcmlcally

»
)
-

fﬁe objective was set up and the M.B.O. médel,was applied

any recognitions Parents had complained that only students who

aﬂhc\high school principad, therefore, devised recognition
forms.for students who had achieved aqadendcal]y..\(Sce Appcndix J)

The hlgh school pr1nc1pal also sct up prdcedures for individual

were as follows. All student grades were avcragcd Students with

a ten-quality poxnt average. rcccived high honors. Students with

.

an elghtrquallty p01nt average reccived honors. Thé principal = °

.

“them to purchase two display cases for the purpose of publicizing
outstanding student achievement. Photegraphs and articles wore

. K R L3 , . . ' :
posted in these cases. In addition, arn honor roll was posted each L

. P . ! o .
quarter. Certificates of Aghicveméht were awarded to 'students who

' A v ' . * .
made honors and high honors. - Newspaper grticles were wrltfcn

to.publicize the .achievement of honor students. An awards . :
. " » L'

. . !
assembly was "instituted to-present awards to high achieving

" Parcnts and' board of cducation members were pleased with

L0 . o«
and. the objective was achieved.

L P




-Objective‘(9)‘~ To-conduct a- follow-up survey of the class of 1974

A

The objoctive'was set up and the M.B.Ox model uus applied.

'-becquse the: communlty and the -board of educatlon wanted. to know

P what happened to 1ts high school graduates They were questlonlng ’

w.—kﬁ‘,

. whetﬁer studenﬁs were being gU1ded.@orre ly

& -

Adnunlstrators Who‘were*a551gned th1s obJective fonmai

-t

-

: conmuttee to set up plocedures forthe 1mp1ementatlon of thls

: obJect;xevv Aﬂquost;onna{re-was -composed and mdiled to all

- students whoAhad glgguated in June of 1974. ‘The commlttee had
'ilnvestlgateg similay questlonnalres used by other scnool systems

n ' lhe quéstlonnalre was mafled to 421 studentsn Hata obtalned
- from the su}veyﬁwas@analyzed by the admlnlstiatoﬂg Results of

‘the survey 1ndfﬂﬁ/ed that most students c0nt1nued -into.some form

. 'f'offpos%l11gh school educatlon- ~Two Hundred and Nlnéty (290) of a‘

class of 414 students were enrolled in post hlgh school ‘education.

. Only. 14 of~the5%;ﬁss of 4141students; 3.3%, entered"the armed

LA

_services. lhe remalnlng graduates had -obtained _jobs.

@ . -

Agaln the communlty and the board of educatlon were

-~

' ;xsatlsfled The M. B() %odel was successfully app11ed and the -

w g .
obJectlve was achleved

-

3




o REVIEW OF M.B.O. MODEL BY SCHOOL ADMINISTRATORS S ¢
= oo T TN OTHER SCHOOL. SYSTEWS — b

~ .

| " o
Ingorder to determlne whether or not the M.B. O model could be ' !
\,“ -

-vapp11ed beyond the settlng of the New1ngton School System I requested

.

1nterv1ews with school superlntendents or ass1stant superlntendents of a

number of school distrlcts situated in various parts of the State’of

2 . .~

- by*obJectlves _
The M. 0. model that I had prepared and app11ed 1n*the Newrngton
School System was rev1ewed carefully by the various school superlntendents
They. were all very supportlve of the mode1 dur1ng the on- s1te visits.

They stated that theiM B.O. model wou1d be of tremendous ass1stance to T

l . . Y

their school d1str1cts .

Letters were submltted to me by the varlous superlntendents extolllng v

»

the merits of the model. Some of their letters stated the followlng

o "I was 1mpressed by the ‘contents of your work .and
<\ - the very practical insights it prov1des worklng
L ) adm1n1strators M ¢

[ . v # 0 ow . - "
- s

.a most valuable educational measurement device ,
and one, which we can f1nd ektensive use for in .
our d1str1ct " , . T :

"The project is well conceived and exec edfand
of high professional qua11ty "‘, VN
_ ’ ggg e .
o - "The. organization’ ‘of the model offers a format
' - for ‘the implementation of M.B.O. that is ‘
‘sequential and comprehenslve "o : - R

. . . .
1 [ C
T X - i 4

..would be valuable for our system and would, S .
in fact, 1mprove our admlnmstratlve capab111ty ", '

- N ~
- - ¢ s . [

-




M partlcularly appreciated” the thoroughness -

>~ and sequencing of the steps in your plan and
must relay favorable comments from our staff
.on its practicability."

. "It will be of value to th1s school system and
I.would think to any school system concerned
".with management contrdl."

-

3

""Your model will be of ass1stance to oyr district.
Within the ‘near future, we will attempt to incor-
porate the major concepts of your model and ideas -
into the public -school system.'" '

"I plan to inauguarate many of the features of

this model during the 1975-76 school year. The
model is one. that I_feel can bé easily imple-.
mented by the management team of @ school systei. "

s

"There is: 11tt1e question that your part1cu1ar
project ‘is not only of- apparent high quality, but .
it is-also most t1me1y in 1ts presentation and
.evallab111ty " 5

' .

“w . Y
-~

""...you have captured, in very concise format, a
process which would be extremely helpful . fbr your-

. self and other administrators in the evaluation of
admlnlsttators for whom they are responsible.' -

-
C e AT 5 »

Copres of 1etters from over ten school districts wr1tten by superin-

-

tendents or a551stant superlntendents of schools are 1nc1uded in the

v

succeeding pages of this report attesting to the objectives of my practicum.
< . ) ST : . _ , s
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: b Comments Relating to ' C
., - \“ . ‘ . M
oot L , an M.B.0, Model - ' : . ] .
S . ~ School Administrators . o
te W' . . .
‘I . ’
o . , ."v\ . . e . : B ) , - -

I found thisafo-be an excvllent and impressive documenL relaLlng to management
bx'obyectlves. IE'would be an outstanding tool with which to in-service those -

. sc¢hool districts not yet familiar with this evaluative technique and has much to
offer those’ districts’ -who wish to refine their procedures though they may already
Pe using thie approach R .

hd -

Great and appropriaLe use is made of the appendix as a means of illustrating ‘the
pointo under discussion. ‘Clear and‘conciBe examples are used throughout the paper.
I found the informaLion in step 4 on pages 19, ?0 2] and 22, wh}ch related
"system wide goals-and the various types of performance ochctlveo, to be

s particularly meaningfulz since often these’ inter relaLionshlps are not always
c1ear. .

“on page 24 in the~third line from the bottom, 1 am pleased to see the word
"helper" being emphasized, but on pgge 25 in the eighth line from the bottom
the sentence starting with !'The development of subordinates' could produce
. some hostility., There-is no doubt as. to the truth of the statement, but
perhaps it can be put a little more delicately so that one does not feel to
" be inanimate and in need of being developed as an idea or project is ‘developed,
g COﬂClUulOﬂ, I think what impresses me moé% about this dorument as 1 read it
over, is how well Mr, -Orsomarso actually lives- ‘this model through his own actions,

. 0
2
v o . N 2
- -
~ r L 2N .

- L a %




OFFICE bF THE PRINCIPAL
NEWINGTON HIGH SCHOOL

X <
/
-

i

DATE:  June 26, 1975

@

“TO: Mr. D. Frank Orsomarso,*Assistant Superintenfient

'FROM: S ’ Principal

SUBJECT: HComments on "M.B.0. Model fo; School Administrators"

THe "M.B.O. Mpdel for School.Administrators" is a succinct;readabie
handbook which can readily be used as a practical todl by a school’

system to implement or t6 improve upon a management by objective
operation, L )
. . < .
Steps ' in the operétion follow in a logical order; educational
jargon has been dore away with and those terms that are used are
clearly explained. The addendum gives examples of goals, job
descriptions and evaluative forms which have met the test of
experiegce in a school system. - -




[3 - -~

DATE: . June 27, 1975 | R ,
TO:. . D. Frank Orsomarso, Assistant Superintendent of Schools

.FROM: - , . Assistant Principal

SUBJECT : M; B.” 0. Model for School Administrators ‘ 4;.

1. T found the structure of the Model very easy to follow
ftom step to-step., Having read page 10 of the model ver
carefully several times before I read any further, I found
I was well acquainted with each step as I read through the
model. L

2. Each step was carefﬁlly explained 1n”€1ear, concise ‘
language. Further, each step led logically to the next. . .

3. Definition of terms used in this model was a good
technique, since it forced the reader to use -the same . . . % -
definition as the author.

4. The Inclusion of typical objebtivesil'found to be of ¢
. value, since these could be used to match against the text .
' description. ' . T

«



( NEWINGTON HIGH s&nom !
. : P
. %, I
" DATE: July 9, 1975
TO: Mr. D. Frank Orsomarso,'AssggFant Suéeriﬁtendent
FROM: ' | Assiétént Principal -

SUBJECT: M,B.0. Model

AN
""77In reviewing your M.B.O. Model, I found it very easy-to:read'aﬂd
understand. Thé steps were outlined and discussed clearly, precisely

' and to the point: Your'définitions of goals and jectives is very
clear . and should be-a-help in_having people understand M.B.O.

The examples givkn in the appendix will.prove to be of great value
for somegne_who Just starting in this type of evaluation,

-

On page 31, in the Ylast sentence, I believe'fhe word '"man' should be
changed. to "supervisor." ’ '

mf

.
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Dr. Sam O Kaylln R ot . .
A..socipte in Practicums’ and Cade Deve"lopmcnt S L ST
"yNova Unlversity R . oo .. o
" College Avénue R _ -t - ,
Fort Lauderdale Florida 333i4 , ' : ’
w o T : .
Dear Dr Kaylln. S
e J o ’ S
T have had fho opportunlty to JmQ_n}tor the Ma;\l If-Practicum of R
Mr L. Frank Orsomdrso and can attest to the follnwing' '
‘ 1. ' Dl: Frank Orsomarso dld ln fact perform the work of ' . »

developmg An M,B,0O, Model for School, A .mlnlstrators. o

. 2. In my judg}ement,g_.y school gystem can use thls “model to, .
T tmprove the effectiveness of ité school administrators,

e and tlre:fracticum does achieve the objectives lt set out
" to achleve. . v

[
T

"A number oi years ago | was lnvolved in the de'velopment of M B.O.
systems in a hlghly techpical aerqspace field, In the light of that
background, I}am doubly fmpressed-with the results of Mr, Orsomarso's
efforts and cah ateest to fact that he-did work diligently on the project.-

N}
. . 'y ~

. S _ Slncerely’ yours,
B ) i ‘;’ . |
" | o " John.H. Canard ‘
- U y I Lxecutuwe Secretary
- 90 |
< . , -
JHC:bmr S SR,
.bl.ind.CC: Frank ‘Orsomarso ’ L -,

’

-
.




CERIC

g
A . ’

‘. - ] S
et DANBURY PllBLIC SGHOOLS T -
) _ ‘-. - _ SCHOOL ADMINISTRATION auu.oma. MILL nioag, ‘ L f?"‘_ ) g4, ¢
- <L . oAnaunv.CONNscncuw oesio : o '
, o g " (20 7e21100 S "‘ . °
- , o - .. P T e o b
PASQUALE F. WAPPL = . . L e . GARL A.7LA MAR
SUPERINTENDENT L N R * . ASSISTANT SUPERINTENDENT
AN P o T RSN . WANAGEMENT SERVICES
JCdomn AL wourkert . T » IR T
- KSSISTANT SUPERINTENDENT . . IR . v .
~“ INSYRUCTION - CURRICULUN _ v “ o st cLo
3 N ‘ ‘ -' ' ' N L’ ' ) ) r} ’
i S T July 8, 1975 "¢ - o
Dr. Sam 0. ‘Kayl{n . R . : S
e mAssoc1ate in Prad¢ticums and .- v v * T
Case DeVelopment ~ . L ' e
Nova University - T . e t . ‘ )
T @ollege Avenue' y oL SHPERLE o
» Fo¥t Lauderdale, Florlda 33314 -7 . o N
! . : ' e ‘ - .
Dear Dr. ﬁaylln- L e, . o o
A s ' ~

-
v

C'r have had an opportunlty to review and evaluate the Makl 11
-Practicum of Mr. D. Frank Orsomarso, and believe that I/am able

L to,attest to the followlng ' Y o, , . .
. ) 'l. Mr.rOrsomarso dld actuaLly perform the work repre- . - .'°
' sented in his submission of "An M.B.O- Model for . :
T School Admlnlstrators" Tt L e ’ :
. 2., "1 bel eve _that our school system, as apy other, can
- ‘ wade ¥ 7 ) ] . R . ’ : - ‘ h .t
! * 3. .The pract;cum ‘achieves its obgectlve. Its use ,2 . n‘f -
. ' T should help 1mprove the effectlveness of SChoél B
admlnlstrators. .
v N -~ L gl _’. . ,K . n
o 1 was-lmpreseed with the .effort put forth'by Mr. Orsomarso .
' in the development of his practicum and ¢an attest that he did’ '
worke dillgently on' the prOJect : h . . .
. e _ g ; ' Rcspcctfully, ' )

. .. ST, . .Pasquale F. Nappl : ,
. . . : B Superintendent of Schools
w PFN:mlc ” L ‘ ’ & h
' >
) - - Vi
Bl. Cc: Mr. Orsomarso // _— .
. ‘ “ », ',' 7 'y - »
. N I 91 Y
;;" ‘ ’ ’ ® ?
ot . . [
[ \) 0 3

Aruitoxt provided by Eic:

o




w ¢ . - X . ' N v . : -
S, © - PUBLIC SCHOOLS OF NEW BRITAIN" :
CoL ’ 85.
L e ADMINISTRATION BUILDING C :
RO SR NEW BRITAIN, CONN.Osos0 * .
MARIES GUSTIN Pp.D. ~ *7 2 . & . P T SR " 27 HILLS)DE PLACE
sur:nm-r:uoem or scuoou.s K . o ' .7 . s 2,07 - PHONE 224:9121
' { ! ' “r . . ¢ e \ . ) .
‘A —~ 5 ” - * .\' JUﬂe ,25, 1975 )
; " | M - . e . B R ¢y .
. . A
. v . « U - &~ “ -
- i . \' , - - -
N B hg -t 1 '3
. - . - P 1 S, .
o .‘P R ] . . e . -
© ., - Mr. D, Frank Orzcmarse - * .- . :
. ’ Assistant Superintendent” L o ' S y -
. Newirngton Education’ nbpt‘ o N f/, :
~.131 Cedar Strect T ' . , ’ .
R Newington Conn,’ 06111 SR ' '
- ' Dear&Mrﬂ brsanarso: o . . . o "
- ‘A. . .:' "' N : ~ '~‘J +
Lot It was with pleaQUre that -1 h1d an npportun1ty rcviewnyour com-
A .mendable_prblcct titled, An M,0.B. Model for School Administrators.. 1 !
. . was impressed by the- contcnts of your work and the very practical ineights
o it provides workxny admiantnators. « o
' -' : ¥ havv_"hqrod my views with Dr. Marle S. Cuatin, Superinténdent of
. . Schoolq thar this digtrict can cettainly ntilize these ins iphtq you provided,-

I-belicve 'the clarity of your writing, your devélopmental approach and yeur .
documontnlion thn made this a most valuable "rducational measurement device

. * " rand.one which we can find extensive use for in wr district, ’ ‘
~ . T ’ . ) ’
. " Agnin, lhan yau for sharing this evalwaticn preject with the
New" Briinin S(honl District. May I convey the personal nppreciation of .
, bx,. Manie S. Cuqt;n in this regard . .
[ SN -} . .Sincerely, . '
[ " . ’ , by ' N m ’- -
. . . ot L A ‘ e .
’ ’ ' ’ ) \ é/ ¢ /7' ¢ /:.‘ l'/'-" /' ( '_ (.LIN ’ 1'1‘ ¢
. o ) S v d Carl R. Venditto ) o
¢ . : T Assistant Superintendent for Persmnel
» “- 4 " -\ ‘ ! v .
% B o ‘ : , " \, R ’ .n N
/lC ' v ’
cc: Dr, Marie §. lustin' . = g R ? T

ERIC ~ . o i T

[AFuiTox provided by ERIC - P
"




= e ’

[Ds/zcvzbna)zf o/ C(Zc[uaaﬁconn

T

29 Mom Street .
Cheshlre Connechcu'06410 N "

. LR -
. _ STEPHEN AUCGUST s s

C SUPERINTENDENT OF SCHOOLS .

) ANTHOMY V. ESPOSITO ’ . . . ' FRANCIS ROST
ASSISTANT SUPERINTENDENT . : v : ASSISTANT SUPERINTENDENT
L] “ ¢ . " )
. A . '
) d Y
i
- N -
v . - - . .
- "’b - ) ) ‘ .
' . _ . . ' o June 27, 1975

. Lo \ ‘n :

- v .
.

o Mr. D Frank Oroomnrpo, A sgistant Superintendent

Newlngton Education Department ., o S . ‘
131 Cedar Street ™ : ) o " L
} Newlngton, COnnectlcat 06111 S ' o
r 1. . L ’ .
Dear Mr. Orsomarso: . ) e ’ B

. ' ‘ L2 I

This‘letter is in referenre to the MBO Model for School Admlnlstrators
tirat you have constructed for use-in public schools. 'The project is well: .
conceived and executed dnd of high profe881onal quullty. . \
' It is our iptention here in Cheshire to use this model for the imple-~
o mentation of MBO, and it is also my intention to commend it to fellow -~ . .,
' superintendents in the Mew Haven area. 1 believe other administrators w111 -
find your MBO model useful as MBO is app]Lcable to the current thlnklng in’
the a&nlnlstratlon of publlc schools today.

* r
a . »
» . N

I wish to thank you Yor your professional courtesy in giv1ng me the

opportdhlty to read and use your MBO model. - RN ) .
. e U . P '
. - ‘ ’ Slncerely yours; ) .
" . . [l : ) 0
S * ) D . b
R " e . e . "
o . . < Step ten Aupust . i
* ) . Superintendent ‘of Schools . St
» " o,
\ .
SA/mh o . '
s - '.\ ) -
% , N ¢
o - , ' ) !93 \ .
" R "
A ’ s
~ N ) ol— X ] »: L} ‘
- b R » ‘o,
R » > ' “ ", o .
’ ' A 2 ) ; - -, . -
3
- - - [ ,
T P . -




WiNnsor Locks PuLic’ ScHooLs

. FlFTY‘CHURCH STREET .
WINDSOR LOCKS, CONNECTLCHT 06096

. AREA -CODE 203- 6@302691:

o

.. Peter D'Arrigo, Ed. D. - ° - June 30, 1975
- Superintendent, of Schools ' ’ I )

N 5 Frank Orsomarso .
Newington Education Dept.
131 Cedar Street,
Newingtoh Conh‘ OGlll

.
v

]

.Dear Mr. OrsomarSO‘" Sl
1 .am pleased to receive for ‘review a copy of "An M B.O.
. Model-For School Kdm1nlstrators" - The organization of the .
model offers a format ‘for the. implenientation of M.B.0. that
is sequentlal and com rehensive. The model further offers

a ‘number of: meanlngfuf concepts and ideas*1mportant to ‘a
successful M.B.O. program.,

L) M )
‘.
. ! '

B

) Durlng tbls new school year the model you present- w1ll'
. serve as a reference in the development of a mahagement - .
program for the Windsor Uodks Public Schools. I will feel
free to caLl upon you in its" development. oo
Y
Thank you for your- 1nterest and a551stance.

. Vran

o~ " Very tnhly yours,

| <; XA v (r\ ) ,b\A~«

Peter D1 Axrlgo : X
Superlntendent ‘of Schools

T
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" .. "_EAST GRANBY PUBLIC SCHOOLS - g8 a'%:-.v’-’m" 4

. .
* '

. N ey
: . EAGT GRANBY, CONNECTICUT.08026 , AEg T
[ N -
. 2 B A ’
. . M . : ’ .t
- LAROY M. BROWN , ) ' v
SUPERINTENDENT oF scHooLs ‘ D : ) S
TEL 6B3-6486 ! - e o iRy
. ~ ' ! ’ ’ ' ﬁ“
L . . 4...{- .W;gg*w
" uly 3, 197 ' “
L July 3, 5 ‘ - . o
@ . ' - . . ’ o N
L] - . ! ) ’
. Mr. D Frgnk Orsomorso . ' '
. ‘ ‘ Assnstonfﬁupenntendenf - S e —
" Newington Public Schosls. { DR . )
-+ 131 Cebar Street . EIN co
, Newington, Connecticut 06111 S o . N , - :
. . ar o
Dear Mr.>Orsomarsot ' . . -
! 4 \ . . - v . ° y ’

I have reviewed your M.B. O Mcdel for odmmt*sfrofors and.

hove dlscus$ed it with membBers of our staff. ' ——-—-——'
*
° Use of fhls monogemenf tool, modnfned to fit Eosf Gronby, . o
. . would be valuablefor our system and would in.fact improve ] : o .
. ' [ . '
N our odmmlsfmhve copoblhty ~ , \ N
. » . oo
. v .
| porflculorly opprecnofed the fhorbughness ohd sequencing of e
the steps in your plan and musf\reloy favorable comments from | L ""5}% -'“«""",'-’31’*"
our staff on its procm’:oblllfy In fact, we sdw some material ,+ .~ CL —
E we could use now fo 1mpmve dur existing, M. B O. brocedures.“ > 2 » L
: . 3 . ANl
\\ ' Thank you for s\horing the model with us. ] ¢ - . ' l BT
4 . Sincerely yours, .- . ) o T T -
/ ) - Ve h.. ! ° ' -
. &f/-. ,,,/x,,m\ P T
loroy M. “Brown : L - " , -
. . [} ' ]
.. LMB:ibp s . : P :
. - ‘ & -
- - : . : o " - 4
‘ . '
. ;,:'."‘. P . B
o (4 - ¥ - . 1
N \ “ . = 4 B
PRI SR e .
. ‘\ [ - R - N .
o ° n - ]
- " [ , . .I
s - , N . .)
” . . )
¢ N v
3 - ) L [ ’ L 3 -
s Q X 7 . . 7 ' ) ¥ T X "
:'/' . "".'u'-""‘ e e b AR L ORTA XA '(’“ ",'-‘ O T A RV N
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Aruitoxt provided by Eic:

“would £hink Lo’ any school system concerned with ' T

[ ,‘ . [ [

89, ~
o KW MILFORD, CONNECTICUT 06776 ' g
Lo . 354-3238 o . ) .
STANLEY J, SETEAR '~ ‘DANIEL £, CENTER, R, - .
At Sut.’ of Schools, S ;. Supsriatendent of schooty - e,
.. o LN - ~ * ‘. ! 4 ' (
.- . duly 3,,1‘9]5' o i A
" L] ’ hd ) ' ) L}
vy v ki
‘ a ' , e 4
Mr. D. Frank Orsomarso - « | : _ » : )
Agsistanb Superintendent of Schools v, -
MNond n P_ubllc Schools ) ’ : et
Ne#ington, Coﬁnecticvt 06111 . . - e, |
. e . . -
- ! -
Dear Mr. Orbomdrbo. . . . ‘ o o ) )
Thank you for the_copy of the MBO model. ' o
u ' o . \; -

‘It wi'l be of value L' this sehool sysiem and I

managembn’(, control, o
[y R /., . .

: . ’ ; , |
HMany of the componentscof the model appiecr 4o . |

Le compatibile vith concepts and prnnci;la I learned—— , ) ‘
\

|

\

while taking the basic management courng’ef the ¢« . v

American Managtment Associationsthis year.

.o ) .o ‘ To , _
- .o ~ " , i v
L, Very truJ y fyours ) ' ' ‘ :
- | i |
/&_ "')Ls. L\‘,__ (J\\ . . - ’
S ‘Danicl .E, Center, Jr. L -
N Superintendent of Schools’ B :
.. DEC:es I ) .. <
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. Loy
July 2, 1975

Mr. D. Frank Orsomarso -
: Assistant Superintendent of Schools
ﬁ( Newington-Public Schools .
Town Hall o . - o
|31 Cedar Street . - *
Newington, CT 06111 o

. Dear Mr. Orsomarso:

| have recelved your model of MBO (management by objective) for school
- administrators, and studied every aspect of it very carefully. | must
_ say in all honesty that | compliment you on the extensiveness of the
t " model and the depth and perception that was exhibited in all facets of
: the program.:

» < | ' N\
Your model will be of assistance to our district. Within the near
future, we will attempt to Incorporate the major concepts of your model

and |d9as into +he public school sysfem .

I+ has been recently that we attempted to start some in-service +raln*
. . ing amonp our administrators within the-district. | am sure the infor-
mation you supplied in your model wlll serve as a valuable assistance
in helping us lay out our plans for future development.

My sincere appreciation for your copy of the model .

Sincerely yours,

no (. Penna
- %sisfanf Superintendent

v ‘f i { : . 97 - ' )

34 SIMSBURY ROAD ®. AVON, CONNECTICUT 06001 e JEL. (203) 678-0815

o
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L - o - : o1, luplilAn
, . BOARD OF EDUCATION T b s
‘ - N ) \\ T A e T
- 605 ORANGE CENTER ROAD _ \ e
ORANGE, CONNECTICUT 06477 . S R ‘
© . 208 795.4731 & . co e Lo _— "_
o [ . ]'u‘ly-»3'~1975 .
. N . e
' . . ot '..l"’ "l
Mr. D. Frank Orsomarso * - - C Ty .
Assistant Superintendent “ "
Newington Public Schools” - : .
131 Cedar Street - - - -
Newington, Conn, 061711 '
Dear Mr. Orsomarso: L. i
I have read carefully your Max1 II P?actlcum regarding an
M B.O. l%odel for School Administrators .
A modest effort has been made toward an M .B.O. process
“for the administrators in the Orange Public Schools. Therefore, ! ,
I have found the model.to be extremely valuable and timely. .o )
I plan to inaugurate many of the features of this model ) o
during the 1975-76 school year. The model is one that I feel
can be easily unplemented by the management team of a school ——-
L Y . 3, ‘J.:n‘ e e d
System . ( - - \{,;’J\ *M,.}-";?”
I appreciated the opportunity to.review the model. : !
R ey
My best w1shes for a successful completion of your . - ,
project b NS
! b
Sincerely, _ T ! ST
/’ 5 . R SRR
- )] p . . ,.",.‘, .
.- _ 114-.(—«';(—/ C:' CA//[M[\'*' Y 3
Vincent C. Cibbarelli t -, fi'-1>
Superintendent of Schools * r{. 7 J:
’ ¢ ’ I ooes ’t‘l"a ’.
Ve C:(ea : . ' l‘-‘_.hm,..;. e WL R
98 - G
Y ]
!

,‘
K, .
‘

* . »
. e . G IR C
v o _17 ,‘. S I.'-"",-'-"‘ "\r) l-fk_"’;\/’_ﬁr'“ 4 .,‘..'.
. . - sl




Rochkhy EHill Public Schools
: Rocky Hill, Connecticut 06067 - |
) ~ ‘ . ¢ . L, e 0’- ’- . ,
3 ‘., - \
" y S - , - - ‘ -
. " - July 3, 1975
‘ ’ o "4"“ ) 4 - h
v | . ',_'t;'l =
. " » RN
'”:::f:;?ﬁ‘m"z ‘D.Frank Orsomarso, K551stanp Superlntendent .
sav7708 Newington Educatlon System .
uer.or acuoaLy Town Hall <ty - '
MED F. QUIGLEY ]3] Cedar Street.; / i ) ! )
‘ New1ngton, Cbnn.(: 06111 . -
ICHARD H. ;o: Tanw e .
. ’ L ~
ROLO PORTNER Deqr‘ Frank #{ ' . ' . ‘
v o seroot wh11e I the not had time to completely analyze your mode] .
RS on M.B.0., 1 find that many of thé tenets are things that
LN o we, particularly in our.administrative area, have been .. ;
searching for. sWe are heatled in this direction and your
T project js of instantaneous value to us in our deve]opment . g
Nu\.c.:.:n.mnu scHOOL of th'lS Concept ] ) ‘
L ) . Sincerely yours, '
D. 1I0L. A000INS AR
l:‘)n. vr.uanc;uuu\. ’ ‘(" )f‘/ |
L it s
oot " James F. Quigley
’ . Supt. of Schools
N
A

PN
THOMY A. \ OROANTI

—_ JFQ/m
nan A shuen e oL
eIy Wy
~ITrary
taresrt IPAL

THONY A MORGANT

s

————

€8T vill BOHDOL
QHANIN DaIVE
B3 N
raINCINAL
ouIin M., GIANTRLS

-

Kiw Eae)ANp 25071410k 0f
COLIFRES & ©ITTNNRLY “NInME
. Vl "G"é‘:

il i SLHY
{5 0 I s
pliaie LAt WY

ERIC

g




,b

“EKC* SHAKER ROAD - ENFIELD. CONNECTICUT 06082 TEL: (203) 745.2545

¢ ’ S N 93_'

JY\

’ \
July 7, 1975 -}

'-‘: . \“ - \
Mr.-D. Frank Orsomarso, A331stant Superlntendent
New1ngton Education Department
131 Cedar Street -
Newington, Connecticut oelll - -

Dear Mr. Orsomarso:

Thank you for the opportunity to review the MBO Model for
School Administrators that you have prepared for use in
public schcols There is little qugstion that your
partlcular pro;ect is not only of apparent high quality,
but is also most timely.,in its presentatidn/pnd availability.
We in the Enfield Public Schools are now in_ the midst of
preparing similar data and material in an effort to relate
in more substartive ways to the administrative staff. I
find that your presentation possesses valuable insights

] presented in a clear, understandable fashion.  We in

' . Enfield-are looklng forward to the._possible use of your

aﬁerlal as a basis for our contlnulng study in the ‘

de elopment of! a 51mllar model: for school administrators

here in Enfield. :

\‘ I would like to thank you for sharing this particular
" document with us and look forward to further discussion

with you on pertinent- issues as they arise.

*

N s vl

’ LM:VClp " ' : ' i
<cc: Mr. Torre, Assistant Supt. of Schools

. o 100
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: > DANBURY PUBLIC SCHOOLS

' 94. '
. SCHOOL ADMINISTRATION BUILDING. MILL RIDGE \ o .
- . DANBURY, CONNECTICUT 06810 T

' (203) 792.1100

e : . _
- PASQUALE F. NAPPI . , CARL A. LA HAR ¥
\. SURERINTENDENT ' E - ASSISTANT SUPERTHTENDENT
. MANAGEMENT SERVICES
“ - 1]
JOMN A, WOLFKEIL ' .ot . /
ASSISTANT SUPERINTENDENT . v o
INSTRUCTION - CURRICULUM . . .
. > .
, July 8, 1975 ,
/ [3 LI
. M \ . ‘ ) -
Mr. D. Frank Orsomarso. B

Assistant Superintendent of Schools

JNewington Education Department

131 Cedar Street o - |
- Newington, Connecticut 06}11 '

» )

v e

Dear Frank, . - .

tion, "An M.B.O. Model for School ‘Administrators", and I am impressed .
by the concise and informativ mannéx\;n which you have developed it}
I believe that it can be a valjable tovl for use by administrators in
the Danbury Public Schools, with you permission, I would like to™
share it with themn. ‘ ' N ' E

-
’

Respectfully,

kl - ’ - »
)
- 7,
wdijLa.&\//'f/lJ/‘ :
Pasqguale F. Nappi

_Superintendent of Schools
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GRAN BY PUB LlC SCHOO LS - /:\K . ‘PASQUALE l’..STAR!iLE. Superintendent
TOWN HALL | U';ZJ‘ \‘A ' Telephone: 203 -653-2583 )
"7 GRANBY, CONNECTICUT 06035 ! @ ; o
£ : [ ﬂ':‘ \.@d N
¢ Granby | .
v ) . B
) T eyt C . July 9, 1975,

Mra. D. Frank.Orsomarso

Newington Education Department

131 Cedar Street ‘ . .

Newirigton, Conr_lect'icu'i: ‘06111 ) .

- A -

Dear I'rank:
“ 1 have read "An M. B, O. Model for School Administrators” with
great intergst and pleasure,” It would seem that you have captured, in
* very concise format, a process which would be extremely helpful for
‘yoyrself and other administritors in the evaluation of administrators

for whom ﬁhey are responsible.

- <

.. We in Granby have worked/with M. B. O. with our administrators

. fqr s-everal years, yet your model has givén us new 1nsxghts and strategies
,“for~urther refinement of our process. A very significant characteristic of
the model is its case cxf reading-and clarity of thought. A school system
starting out on M. B. 0. would {ind your-model useful as a gu1delme for de-

velopment of its own unique M. B. O. process.

4

I . , \ ? .
* ST - ¢ . _Sincerely,
. . . I(‘_ (_, . . , '
; Pasquale/E Starble . .
. Superintendent of Schools
.. T 02.
PES:bh oo 10 :




- BETHANY PUBLIC SCHOOLS ~ ™ -

. . . . Peck Road ' - oo
- Bethany, Connecticut - 06525 - - ,
= - Telephone 393-2234 . ' : .

-

ADMINISTRATION ° . . BOARD OF EDUCATION K
pklin P. Plummer, Superintendent

o R Robert W. Raddatz, Chairman
lism L. Honen, Supervising Principal ) David E. Hungerford, Jr., Vice Chlirr‘nl;!'v»f-‘“’
?h . Battista, Guidance Counselor 4 Leona Brown, Secretary

&

- i\
. . _ _

. - July 15, 1975

|
!
Mr. D, Frank Oraomnrsb, Assistant Superintendent
Newington Public Schools
131 Cedar /Street
-Newingtor/, Connecticut 06111 .
Dear Mr, Orsomarso:
“ The Bothany Administration has studied your MBO model at length. This
comes at a most opportune time for the school system, in that we are just
beginning to develop job descriptions from which we will establish measur-
able objoctives.

"Your most oxcellent work has provided us with a beginning format. We are
congidering your step by step approach as the vohicle by which we will - °

(S develop u? MBO system for our Bmall school. .
N I personally found your "list of content" for an objective to be especially .
helpful, The Preto principle as explainéd, lends it self to the solution , ) o

of a problem (trivia vs significanco) which ig all to common in Bethany.
With our decreasing enrollment and drop in staff, it is oven more important
" that we get maximum efficiency from each individual.

Again, let me thank you for b;inging this report to my attention and commend
.you fof# producing a document which will be of great assistance to the
Bethany Public Schools, ‘
A

" ‘ Sincerely.yours,

v : b~u . ’a
" . - . N
=/,/ zZ}/Z)
4 Franklin P, Plummer '
Superintendent {
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GERALD E. BARBARESI,

“MEMDENS OF THE BOARD
. Acting Supt. of Sehoola

.HOWARD M. ZINNER, D.D.S.,
Frealdent

MRS, ANNA B. SBKANE,
Vice/Prealdent

(MRS, FLEKTA 0. HUDSON, -

WALTER CHOP, -

MRS. GERALDINE JOHNSON, *

JAMES J. CURIALE,
Asst. Bupts.

© ALBERT A. SNYDER.
Director of Malintenance

ey
MRH. AGNES E. GIANNINI

MRS. MARIETTA SJLVERNAIL
MICHAFRL C, RISCIGLIA

VICTOR MEDINA
MNS. NANCY HOBRNYAK |

RICHARD W. CALLAHAN,
Director of Business

Mr. Fraqk- Orsomarso M ' «
Newington Education Department ' -
131 Cedar Street e,

quinpton, Connecticut 06111 ’ : .n“‘~nk*:hh

Dear Mr. Orsomarso.

I am certainly pleased to have the opportunlty to rcview your -
° " copy of "An M. B. O. Model for School Administrators.'
. )

'The panst ycar has been a very difficult one for me in that I ,
\ spent mogt of my time reacting to crises. This, unfortunately, oL \
«\  is ugually the cnge in city school systems. MNevertheless, in !
\ reviewing your work, it gave me the opportunity to think about
v the more pogsitive aspects of public education. It truly was a
griowing expcrionce for me. ' :

It is my intontion, in the near future, to interest some of my _

fellow administrators to embark on a more systematic way to man- '
ape our affairs. Your work truly holds promise in. that it is

concise, well-written, and easy to follow.

I\would like to feel free to call on you in the future as my plane L

/ RALD E. BARBARESI o | .
Acting Superintendent ‘of Schools

GEB/dd
IER
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PAUL J. SORBO0, JR.

SUPERINTENOENT OF SCHOOLS

.9 September 1975

~

\ | ‘ N
Mr. Frank Orsomarso . ' - ‘ )
Assistant Superlntendent : ’
NeW}ngton Public Schools )
131 Cedar Street ) =
Newington, Conn. 06111 o : . .

* N l‘.‘
v + Dear Mr. Orsomarso,

This letter is in referencé to,the M. B. O. Model for School Administra-
tors which you have constructed for use in the public schools.. The Model
is very impressive and of high professional quality.

It js my intention to use your Model in'developing a‘program within
Y the Windsor Public Schools. I believe your Model provides the basic
requirements for establishing an M. B. O, program to make school and
o district-wide decisions. Without a doubt, it is a document that should oo
prove valuable to any public school district in the State of Connecticut. "

¢
‘

I wish to take this oppbrtunity to thank yo’u for sharing a copy of. the
M. B. O, Model for School Admln\strators with me and the courtesy of oo

belng able to use it within the Windsor Public Schools. Y _ .
)
‘/"( . Bt wishes for the future. o - ' ‘ -
T . ¢
. Slnn\erely yours, ' :
f ’
P ) desdr P
Paul J 6rbo, Jr. , ‘ )
. Sup4rintendent of Schools N
\n
PJS:jc s - . 105\ \ \ i .
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¥

EVALUATION - ASSESSMENT OF MAXI II PRACTICUM

The evalﬁatioﬁ_ofﬁ%ﬁis practicum was carried out in the following
manner. | li}
1.  An M.B.O. mbdel'was developed an& des}gned by me.
* 2. It was successfully applied to selected Newington
| ‘school administrafors QhO'have stated in writing that
the_mydel was of great value té'them. Data submitted 3
. by the Newiﬁgion school administratérs;as illustrated |
in the appendices of this' report is evidence of the
nmsu?cgssfulfapblication of the M.B.0O. model.
3. School administrators in other sthooy districts reviewed ) L
the'M.ﬁfb. model affgr on-site visits by me. My'purpose
was to assist these schoo} administrators -in the devélop-

. ment. of Management Objectives. I received letters from

them stating that the M.B.0O. model], can be of assistance

to their school districts. Many also stated that with°®
fhé‘hélp of this modél,many.of these school districts o
started to develop M.B.0. systems. _ ‘ N
4. Appraisal forms And procedures were developed based on';
| managemént by pbjectives. Forms and their applications

are demonstrated in the appendiceé'of the report. . -

A ) . ‘/ 106'« " | -




e PRACTICUM

EVALUATION

.nU.. -
o
(o] kS
Practicum Objectives Practicum Activities Evaluation Results
> i 7
1. eo.mm<mwov and design 1. cmmumuwbw the model On December 15, 1974 the M.B.O.
an'M.B.D. system for ) model in its entirety was designed
aj through the acquisition of infor and developed and mad m«m%wm&wm .

—

< schaol: administratdrs

- . L8 . : * . .N-

N~ . v -
- v . B
. . . -

., . National

mation concerning M.B.O.

(1) Attending Agerican Association
of School Administrators
Academy -

(2)

< -M.B.0. conducted by Dean :mﬂﬂw

-Hartley, of the University of -
Comnecticut.’

(3) I was formerly a student of
Peter Drucker while attending
Graduate School of Business
>mswsumnﬂcnuo= at New York -

- University. _ ..

un<muovam:d of model

a)During the month of October om 1974
I developéd in writing an M.B.O.
model for mnrOOmeaswbumﬁwmnowm

- -

>nnmwmwzm conferenice on P.P.B.S.

ﬂOﬁrmmouucaﬂbQszHSWﬂoz mnrooH
administrators, .

a) High mnvooH Principal - -

b) Three Assistant High School'
Principals

c) One elementary vﬂwbnwvmu -
On May 1, 1975 model in.its

entirety was made available for
mailing to various school superin-

tendents in the State of Connecticut.

On-site visits explaining model were
made in June of 1975.

.




PRACTICUM ‘EVAL

UATION
imw , -

&

= . Praeticum Objectives

Practicum Activities

1] * - n -
Fvaluation Results

2. To apply the M.B.O.
. & -.model to selected

”,

¥

Newington school adminis-

trators.
' ’

i

T

3.

> : ) .

. Random selection of school administrators

moamvvwwn.wﬂwoﬁomsommw.vammwf.mm
applied ‘to _

a) High School Principal

| b) Assistant High School -Principals

c) One Elementary Principal

. Orientation meetings were held with

‘above administrators in the fall of
1974 to explain how the model was to
be applied.-

~
Took administrators to New York City
to attend workshop on M.B.0. conducted
by Dr. Harry Hartley. ,

PEY

-

. Initial conference was held with abgve "

administrators to set performance

- objectives in fall of 1974. IR
. Interim conferences held during-year.

. Final conferences: were held in June.,

o -~ “ ) -

14

1. Statements by Newington school
aénifiistrators regarding the
application-of the M.B.0. medel
to develop-management objectives. -

2
AN
»
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PRACTICUM

"EVALUATION

s

Practicum Objectives

Practicum Activities

# _Evaluation Results

~ : 2

-

3. To assist school adminis-

trators in the develop-
ment of management
bvumOﬁw<mm.

i

'1.:Identifying wmwmowamdom ovmeﬂw<mw

2. Workshops to assist administrators in
selecting performance objectives or
job targets. _

3. Hump<wmcmw conference ZHﬁr school mmapuwm|

. trators stressing individual job respon-
mwvawﬁwmm and m%mﬁmazwmm momwm.

4. amrwum mmswuwmﬁamﬁoam to ooummwmuomm

relating to M.B.O.

2. Submission of M.B. o soamH to

1. Actual setting moaﬁr of management ~
‘objectives v% administrators. as
HHH:MﬁHmrmm in mwvmumpomm.

.
2 ) . ]

various schopl mcwmwwarmummuﬁm
~ for review. . , B
u\ Receipt of letters from school
" superintendents stating value of
model in assisting their school
districts to mm<mpow management
objectives.
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PRAGTICUM EVALUATION

u”// (I

" »

Practicim Objectives

o~ C .

—
_. //w..
wﬂmnﬁwncs,>nﬂw<Hﬁwmm

_Evaluation wmchﬂm

4. .To" mm<muov mmawbpmﬁwmﬁow
‘appraisal forms and
procédures cmmmm on

-« " M.B.O. - .

-

H >Hﬂm:amznm omxzww o. no:mmwmunmm

2. Workshops in ZQZHbQﬁo: which were rmum

to Hm<wmz mﬁvwmwmmp forms and procedures.

3. -Submission of completed M.B.O. aoamu for
review by ocﬁmwmm evaluators

2. mﬁWﬂmam:ﬁm and feedback Hmwmw<mm‘

1. Statements and letters received. -
from superintendents of other
school districts attesting to the
value of model which CﬁHHHNmm
appraisal forms and procedures. .

from OCﬁmHmm evaluators.

110
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K Value bf Effbrﬁ’

Thc practlcum dcmonstrated that mdnAgement by ochctlvcs.
SO

3

. could be utlllzcd bY school admlnlstratSrs to correct deficiencies ' . '

i

~'in their school system and provided a reasonable procedure through T

which Change and irection could be-facilitated.

!

As a result of the various Qé hniques and activities used to oo ’

dévelop an-M.B.O' model and tovimpiement this practicum, the school

system deilved a nunber of Values\through this process.

-

1. Admlnlqtratorq deve10pcd bqttcr communlcat;on o ‘ ' v,

techniques with their staff and superv1sors~

L4

2. It had the effect of.un1fy1ng the organization.
3. 1t provided a leadership gpproaéh which provided~
direction for’the'school systefn.

4. Adm1n1%tr1tors were ablc to detcrmlne which tasks
dcqervcd pr10r1ty attentlon to achieve the
purposes and obJectlves of tlie-organization.

ot

'ﬁS.',lt permltted staff to part1c1pnte in the deqléion-
making process. = - v - R

.

6. It denmnqtrated how ‘a high degree of flcx1b111ty

,.can go into ‘decision- making® proccdures

7. It dcmnnstrated_how M.B.O. is most effective in

helping to devise énd'inmlement strategies for

: e .- » . . . ) - 1
. chdngc‘ _ S |
8. Effort demonstrated more effCCthC managcment - -7
proccdures

lhe prdctlcum also demonstratcd that an M B.O. model

can B valuable to pther school systems. h : '

"\%
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IMPLICATIONS FOR FUTURE DIRECTIONS
. - \ -

Adoptlon of M.B.0. for admlnlstrators 1n a school system could result |
in the expansion of the concept to other 1ev 1s ofe professional and non- -
o [ prof9551ona1 participation. An adminlstrator who experiences- success
through management.hy objectives might use the\system with his teaching

~staff. Teachers, in turn, can use.- it with their students. There is no

- reason.why M.B. O cannot be prof1tab1y applled by teachers in the evalu-
.. ation of aides; by boards of education in addre551ng the1r own manage-
{ irnent roles and operating p011c1es by c1er1ca1 maintenance, and food
i}";ervice supervisors. Eyery‘employee can use M.B.O. 'to improve his
. 4performance. HenCe,‘the adaptation by a echool systen ‘of managément by '; .
objectives,by‘ihe administrative.staff‘coald restlt in an enfargement
and expan51on to other areas of the school system.

v

“ . " Another 1mp11cat10n for future study might be the compensatlon of,

%5

-

school admlnlstrators based on M.B.O. performance only. - Can M.B.0O. be
used as d basis for merit pay of school administrators? - Can an adminis-
trative team function in a collegial relationship when merit pay is-

-

-

apptied? - L R S
| The'abOVe»qﬂestions ‘could not be answered, since this practicum could
‘not concern inself with this issue.
v The purpose of this practicum was to de51gn a conceptual M.B.O.
e Y'Amodel to be applled to a selected group of Newington admlnlstrators, and

to determlne the p0551b1e use of the model in other school _systems. The

objects set forth in this practicum have been accompllshed

112 N
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