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INTRODUCTIPN

-

In spike of all the efforts that have been made to recrui;'ond

1

encourage women into tradltlonally male-dominated careers, tho statis-
tics contlnue to ‘be d1scouraglng While it is not the purpose of thi's
monograph to.belabor these stat1st1cs, it may be helpfu] to Hem1nd the
reager of a few. Although women make up the fastest gr0wing sector of

the labor force, the average salary for the woman wlth a ¢011ege degree;

*

is abeyt the same as the average salary for the male'high school drop-

out.] Women st111 occupy only a~ few pres1denc1es 1n pub11c two- and,

*”

four~year colleges. 2 " The "old boy" network rema1ns the primary recruit-

4

ment mechan1sm for academic pos1tions,3 and the natio of male;adminis-,

- trators in our elementary and\secondary schools is far in excess of the

e .
ratio of male to female teachers. : ) '

,' Job discrimination is only part of the prablem. Why is it that «

one-third of all working women are concentrated in only seven: jobs:
secrotary, retail sales ¢clerk, household norger, elementary teacher,
N ( - i >

bookkeeper, waitress, -and nurse?? . - .
«
L 3 ’

. ~
1Whiteman, Marina, Hearings on' the EcOnomjc Problems of Women. Joint-
Economic Committee of Congress, 1973.

2Project; on the Status and Educathn of Women, On Campus with Women.
Vo] 18, October 1977. : 4

: R

Amerlcan Council on' Education, Edugational Record, Vol, 57, No. 4,

Fall 1976. ‘ _ ' ,

Bem, Sandra, and Darr‘\hem,;TraininQ the Woman to Know Her Place: The 4
Social Antecedents of Women in the' World of Work . Harrigburg, Pa.:
PennsyTvania Denartment of Education, 1975 ).
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Factors seem to be operating that interfere with the motivation

of females to Choose the traditional‘ma]e—oriented occupations. Women ¢
appear to have an unconsc1ous image that cthtr1cts their emerg1ng se]f-
concepts and the nature of their asp1rat1ons A survey conducted with
1166 teachers in. the Cedar Rapids Commun1ty School District in Iowa ‘
yielded the follow1ng data. "when asked thé question, "Have you ever
considered a career in educat1ona] administrdtion?" sixty-four percent
of the male respondents answered in the aff1rmat1ve wh11e on]y th1rty—

' \ ~ one percent of the women said "yes . ‘Seventy-seven percent of tﬁ4
“women stated that the main reason they would not cons1der a career in ;
educat1ona1 adm1n1strat1on was that they d1dn t think they could succeed.
Only twenty—two percent of the men gave th1s as a reason for not con-
sidering a-career in educat1ona1 administration.

\

. Even 1f discrimination in h1r1ng school adm1n1strators were com-
| pletely abo]1shed there might: not be a marked change in the ratio of
male to female adm1n1strators unless su1table 1ntervent1on techn1ques
were employed. This monograph descr1bes an‘effective program fon encour—n
ag1ng women and other minorities to become school administrators; it 1s
based upon the exper?ences of the authors in five lowa school districts,
The program has tiftee basic’ facets. It can, over a period of three
to five years, initiate'subtle organizational changes that will set in
motion a process ot succession to administrative positions .that ddes
not discriminate against women' It has d strong sk11L—bu11d1ng com- .
ponent—-strong enough to compensate for past soc1a11zat1on, training, and.
the aspirat1ona1 differences between men and women. Finally, the program

-

balances the probab111ty of real change aga1nst the threat felt by

-




LEVEL OF ASPIRATION . ‘\\‘\
AWARENESS OF DISCRIMINATION N
- 'y 7+ ADMINISTRATIVE PREPARATION |
waf o ~ ENCOURAGEMENT FAQM OTHERS

o

EXPERIENTIAL COMPONENTS
SKILL-BUILDING COMPONENTS

COGNJTIVE COMPONENTS

- Figure 1. Program_Cpmponenté Based Upon Needs Assessment Data
) ' '

R current administrators, who c;:;ot be expected to embrace enthusias-
- tlcallx 4 program that promises to modify the system with" wh1ch.they
have learned to cope."
By administering the Needs Asséssment Form in Appendix A, manaders
of the-program in a given area can determine the'level of aspiretion,
- the awareness of d1scr1m1nat1on as a factor in promotion, and the level
- of administrat1ve preparat1on of district teacheq§/ &s well as the

amount and type of encouragement that various segments of the certdified

staff have received from personal and professional sources. Atthough

b4

. these datq are not mandetory in eonductjng the project, they are aad
) : - \ B
beneficial in plann#ng the activities to be included in the experiential,
sk1ll—bu11d1ng,‘énd cognitive components of the project. v o8

-
w -
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’ The ensuing'cha?ters of this monograph will address, 4in detail, ////
. b3 ‘

the mechanics of.establishing and facilitating each program Eompohent.

-~

These chapters w11] be followed by a §ummary chapter d1scuss1ng the .
.- o,

experiences of the authors wh1]e implementing the program in d1str1cts
3-

of varigus sizfs and ethnic compos1t1ons We hope that‘this summary

'

chapter will give the'reader some general insight into prggect manage- - -

ment, plus some helpful h1nts on how to 1nf]ueqﬂe other districts to
“\‘»—-

1
\ adopt and ut1]1ze this program in order to-move women and other minor-

L]

L

-ities into school administration. )




CHAPTER ONE | , '

ESTABLISHING AND MANAGING THE EXPERIENTIAL COMPONENT

\ -

. One of the first tasks in encouraging women and other minorities

to enter school administration is to promote the awareness of discrimina-
. - .
3 3 3 . 3 ~ 3 3 .l !
tion as a significant problem. This can be done by sensitizing current -

. . <
tion of women and other minorities, and by developing activitias and

e, .
materials to deal'w$th-the myth of female inferiority. Aspirations to

3 . ’ . 3 / 3 ’
adninistratdrs, by developing materials, to convey the potent17; contribu-

admimistrative careers mai be'rqised by activities and materials designed‘
to overcome tﬁe e%isting cultural bias &gainst career orientation for
women and to countexgct the self-perpetuating problems of Timited sg]fg
'image on.the part ojﬁQomen and other minorities. One example'is a .
set of structured,‘braduaied experiences that b]acg thé aspirant in ¢
leadership roles. The.amouﬁt of time the 1Eadership’cand1date can
;;;nd in 1earn1hg about and practicing leadership roles ‘defines the .-

range of ‘these experiences.

A

SPONSORSHIP : ' _ .o
The sponsQrship p:;;?mn\i§ designed to f?rma]ize, ;ggitimize, and

X
intervene in the presently informal "old boy" Hetwork of administrative

(]

succession. Lébnard A. Valverde, following an extensive study corducted

in the Los_Angeles’Unified School Distriet, has written an enlighten-
e ‘

ing analysis of how this informal process worzigl He states that

'

e - v

° 1Va1verde, Leonard A., "Succession Socia]iiation: Its Influence on School

KNdministrative Candidates and Its Implications to the Exglusion ‘of
Minoritiés from Administration." ED 093052, 1974.




generally sponsorship is founded on favoritism, no%_cqmpefition, and

that selection of a protégée is based first on the degree of likeness
to the sponsor and second on.brofessiona] capability. He continues that"

sponsors identify possible candidates for adoption by subconscious <

criteria. RN .

Al

\ ' Dr. Va]ve(de states:

y Although equal opportunity is a public assumption {official
stance) and succession socialization (unofficial practice)

- 1s an institutional practice, both concepts are functional
within the public school system and cause a “split person-
ality." Succession socialization is the established practice.
It produces the type of administrator wanted by "insiders."
tqual opportunity is used for the benefit of the general pub-
lic and complies with_regulatiaons of "outsiders." -

rd

Dr. Valverde follows with several conclusions that have implications
} for thelﬁéministratiie advancement of women and mihorities. He states:

‘1. If a person does not have persongl hualitie5°ref]éctive

of the sponsor, that person will not be subconsciously
identified.

. . - /
v . )
% 2. Opportunities for sponsorship are limited, parficu]ar]y

- with ‘today's ecopomic situation, so restricted to those
most Tike the spondor. ' {
! .

3. If the district is not seeking a particular type of adminis-
e trator, there will be no conscious effort to identify said ¢
individual. .

4. If a person i;»»spon'sored but is allowed to seek train- .,
ing, their treatment will be less favorable than that
delivered a protégée. :

J .

5. If a person does not ;nnounce for candidacy, chances of

- 7 being selected are greatly-diminished.

The sponsorship program ‘s designed.to establish a mechanism that
will provide opportunity for informal contact between administrators and,
staff members interested;in.educational‘leadgrship and to provide the
1eadérship candidate with information, advice, Visibility, and exper-

* jences that will be helpful in career advancement. .

? ”
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A sponsorship committee is orgﬁnized‘first. This comT}t?ee cQn-
tacts certified staff members .in order to 1denfify persons who wish to
be sponsored. .Each candidate is asked to 115&, in order of.chdice,
three‘administrators or administrative positions of interess. The

dmg?nsorsh%p committee then contacts the admin1strators to see if they
Are w1111ng to work with a g1ven 1eadersh1p candidate, and cand1dates

are paired with adm1n1strat1ve sponsors. Support groups are also

established im which candidates ‘meet monthly to communicate problems,

accomplishments, and information.

!

- The sponsorship program can take as much orba; little time during
the year as the sponsék and leadership candidate,feei 15 negded. Some
districts do a]locate the leadership candidate one day of released time
from the classroom to work W1th-the sponsor. Poss1b1e actﬂv1t1es of

" the candidate are included in Appendix B. _ {

A vériety of activities-épn be included in the prOgram. ‘Leader-
ship candidates may attend the following functio;s with their sponsors: '
a board meefing, a workshép, professional-organization meetings, a
1uncheon'meeting, fungtions to which the sponsor is invited because ofw-
affi]i;fion with the school district, and any other activities thé
];ponsor thinks'appropfiate. The candidate may observg the sponsor
c&nducping a meeting and interviewing proébective employees, and the
sponsor may assign th@_candidate'a responsibility such as chair;ng a
committee, being a member of a committee, or representing the sponsor

. _
at a meeting. The candidate may spend several hours working with the

sponsor on a project for which the sponsor is responsible. B .

X
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We strongly recommend that each.leadership candidate and sponsor
‘meet together each month at planned times. Topics to discuss at these
meetings include: certification requirements or other requirements for

the administrative position, job description, interview skills (role
- _ .o { y;
playing suggested), administrative structure, budget procedures, the

sponéor's career path, scheduling, community-relations skills, policy
?

.0 . \

’

and decision making on building and district levels, 1mp5ct of negotia-
. - N

tions, daily routine and commitments, handling adverse criticism,

( ' .

responsibilities of the school board, line/staff, organizational patterns,
and cempensation in an administrative position. See Appendix B.

~

Pl
%

L]

1. Most large school districts have tended to select administratqrs

‘ by an informal system based on "sponsprship" of persons mirroring
the image of existing administrators rather than by the formal
process of eva]uatin? professional competence. While this informal
system has worked well in many cases, it has yenerally excluded
women and those who are culturally diffefent. :

2. A1l staff membd(s who might be interested in educational leadership
need an opportuntey for this informal kind of cgntact, which was
formerly available to only a few. ° ’

3. Frequently, throdghjzuch contacts, a person can 5ccdrate1y assess
his/her interest in and aptitude for an administrative career.

4. Visibility to significant adﬁinistratq;;)is vital to any person who
aspires to advancement in educational “teadership. These persons

need an opportunity to demonstrate their abilities and to make their
interest known. :

"“5. In view_of Title IX requirements, the district needs to provide

leadership opportunjties for women and to make an effbrt to
identify’women who may be considered for advancement.

-~ ’

o

—

'\ -

Figure 2. Why a Sponsorshie}Program Is Necessary .




-

1. To increase awareness among district administrators of the poten-

tial leadership ability in women and other minorities, thus helping
to erase biases which are destructive to our educational goals.

2. To encourage potential leaders-—-by gf\ing them an oppértunity to

assess their interest in and aptitude\for administration. - !
. - - * N . ]
'3. To improve understanding between staff agd administrators-in a !
district. : .
: . Y v
4. To aid in the identimﬁon of future adm)}n'istrators and persons
who can provide leadership for special sig ations within the diSf§~ﬂ
trict. ' e
5. To provide visibility for persons who aspire to educational leader-
" ship. :
. ’ . ;‘
, Figure 3. Objectives of the Sponsorship (Program P

Ig . )

The support groups meet bn a regular basis So that leadership ¢andidates
can explore mutual concerns and interests related to the sponsorship pro-
grams and to their personal career goals. The monthly agenda is determined
by each support group, with assistance provided by the sponsorship committee.| -
Adtendance is an integral part of participation in the sponsorship program.

> e -
+

T

}

Figure 4. What Are Sponsorship Support Groupg?'
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"S' "j"RESPONSIBILITIES OF LEADERSHIP CANB1BATE“ ' ' ' IaE I ‘
T 1., Make an initial:centact with your Sponsor before November ‘1.
e . 2. -Let your sponsor know whit’ you, hope to gain from part1c1pat1on
: in the ?onsorsh1p program. T o
L 3. Record all of the activities, dates and’ poTnts earned in your !
. contact with your sponsor. ’
- 4. Request,substitute time, tHrowgh the offite, préferablyoat least -
. one week in adyance. ®* .
5. Be promp® and l1gent in.keeping appointments L»Attempt to arrange /)
the time of your next/meet1qg at the end of each sessxpn with your
. Sponsor. " - .
N 6. Complete a Eer1od1c report to tﬂb Sponson§h1p comm1tt§e \ »
j' . ,Adv1se ,SponSorship commitiee if” Jou are exper1enc1ng any d1ff1cu1—
2 ties in working withyoug sponsor.” : . S ‘ _ _
<. .“%= 8. Attend suppert groups régular]y . f;;-g__*_ e D
dL ?\ a . . v s ‘ ' y
I RESPONSIBILITIES OF SPONSOR: ~ * - . - . ' = Voo
0 . !
' .| 1. Schedule regular meetings with-your leadership- cand1date (Take !
o the initiative, as s/he may be hesitant to ask®for yout time.)
T ~2. Advise leadership c#gpdidate as early as possfble if you cannot S -
y . - keep an appointment: o . ' ..
) - 3. Take the initiative in suggesting actrvﬁtﬂes 1nqwh1ch your leader- ! B
- ship candidate might become involved. Plan akgad to allow Lime . o
. . to arrange for a substitute, ~if netessary. N N ’
* . .4. Be honest and realistic i provi ing the kind: of 1n?o£matlon "and
- . " ,advice that will be helpful to your.leadership candidate Ident1fy
AN . .matters that require ality.
br LY 5. 'Go over the suggested -a¢ es with your candidate and try“to o °
- . include leadership experiences to sat1sfy SOme of the paints
+. 7" required. .
v 6. Notify the office if you are hav1ng any prob]ems”‘ iy
. “;., ‘ ” Ll :,!. ! I . L ) /’4~
- .'." - ™ o
RESPONSTHILITIES OF SPONSORSHIP LOMMIITEE ”- o T .
. & ‘ ! > - .
. X . L -Contact and 1nform sponsors of the obJoctvves and reSpons1b111t1es
R ... involved in the program. ' Get: perm1SSIon far assignment of leader-
"~ ship candidates.
. 2. -Notify 1eadership candidates of assignment and conduct or1entat1on
+  meeting pr1or to beg]nnlng -of act1v1t1es between 1eadersh1p candidates .
... and - ‘sponsowrs.: " _
o 3. Reso1ve any problems between 1eadersh1p candidates and sponsors. i
-~ Make'new assignments if necessary. 2
4. -Organize.support groups. and give any assistance -needed to make them "
. . successfil. " .
" |52 by Mondtor and eva]uate the program
‘* ' . . . - . o .
- .- Figure -5, iLeadership Candidate, Sponsor, Sponsorship Committee .

(Raggaﬁsﬁbilifﬁééz
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MINI- }NTERNSHIP ¥ ' ST
The second level in the experiential component 1s thé mini-internship
program. This ten-day_experience is offered~to a limited number of staff
: L

members who may or,may not have,previous]y~beenoenrol]ed in the sponsbr-

ship program.® The ‘more in-depth mini-internsﬁip'program provides an

~ opportunity for individuals to explore their interest and potential in the

area of administration and is designed'to'inerease their understanding of
administrativ; ski]ls‘and functions. The experience may invo]ve bu11ding-
level or centra] office p]acement and can be arranged either in terms of
a position (e.g., building administrator;.Director of Personnel) or of
a function (e.g;, budget,”curriculum planning, evaluation).

‘ The number of mini*internshipiBositions-is ]imited only by the funds
the sponsoring organization wishes to commit to the program. This is

more expens1ve than the: sponsorship program, because it involves ‘provid-

ing substitute teachers for five days in order to release the interns

from their regular assignments. Since the number of positions is limited,

and in order to give the 1eadership candidate some structured experience

in applying for administrative JObS, the prospective intern undergoes a

. selection process. The app]icant submitsoa written application N1th a

vita and 'references, Applicants are then interviewed before the final
selection*is-madeu Appendix B contains the:formal app]ication form; “a
sheet 1isting the criteria used for evaluating the v1tae of the app11~

\ ..
cants and an interview evaluation sample form

) In addition to 3pending five days away frop‘their teaching assign-
ments in order to work with administrators, the. interns also commit them-

selves to spend five days outside school hours to atgend management—skills

seminars and to work on district or building projects. The intern is

11
14

| .




paid fdr.this time at an Hbur]y rate considerably less than that. for
! feaching; Attendance is also required at one of two evening meetings.

At these meétings, interns,gather in a mutually supportive envirpnment
N oo . L . " B ™

to share their experiences and explore areas of concern.

-

e e ————— e e e —_——

. 1. Submit a timeline for your internship.
J——\ 2. Describe your projéci iﬁgthe_forﬁqu key,tasks:' . . _ .
3. Attéh& 3t 1e¢5§g5“§{°f1§h° support meetings. | -
4. Attend ai] magagement-skilfs meetings. . .

«5. Include in youf experience a one-day -observatien at a, school
- of a different¥level than your regular assignment. ' .

6. Submit a brief final report, describing your experience and
your reaction to it.

“ 7. 'Cbmplete an objective evaluation.of the internship.
8. Submit a project report,

9. Act in a professional manner; respect confidentialjty.
/.’ N @

3

. >

}

Figure 6: Intern's Responsibilities
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. Secbndary Principal

2. Elementary Principal

32 Director of Personnél

4. Coordinator of Math/ScAlence ‘

5. Executive Director . Secondary Education

6;' Administrative Assistant for Information Services
7. Director of.Purcﬁasing

8. '606rd1nator-,Learning Resources .

9{ Executive Directdr-.ngiJ Personnel

—
~ o

-

Figure 7. Examples of Administrative Position

~
’ &

) _"‘ L
. \,
N ‘ - ] : \

1. ‘Budget Dezflopment

2. CurricuTum Planning : ‘

3. Community Re\ationg’

4. Staff%ng . a0

5. Optional Programs '

6. Handlin DiSEipiine .

7. ‘Superv4z:on of Personnel . ,

.'.Evaluation ' '

L

Figure 8: Examples of:édministratTvé Function
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,why is this Prdgrém an essential pért of the experfeht1aT com-
ponent? It may be possible to argue that there is no need for an
. 1nterﬁed}dﬂy\§tep ?etween the sponsorship program and a formal adﬁinis-
trative internship. The fo]]Owinéirationa1e'can be used for including
) tnis'step. | | |

1. It is primarily through 'experience that poteritial leaders are
likely to raise their aspirations and See more realistically .
their own-potential, the biases that exist, and the requisites »~
of administrative, positions. = " '

2. Potential leaders need opportunities to‘apprajsé theﬁr skills
- ~ *and interests without having to take as large a step or make
as long-term a commitment as a full-time internship would entail.

3. The program allows persons with leadership potential and/or
administrative aspirations to gain visibility within the school
district. , : ' : .
- 4. The mini-internship experience can increase understanding of = '
: administrative ‘roles and improve communication between the . »
building-and the central office. .

5. The, fuli-time administrative internship.is too restrictive to
allow all leadership aspirants maximum visibility,
INTERNSHIP . o 0 ' | | r
. S / ‘
The full-time administrative internship is a more familiar program

and will not be addresséd in detail heré. Generally, a district emn]oys'
one to four administrative interhs, depending on the length of time an

intern-is to be involved -in administration. We recommend a district
. . . . ‘
select -two elementary and two secondary interns to work for one semester.
. ] *

The other semester the intern can work at his/hér regular teaching

assidnment. The interns should be selected in a manner similar to that L
employed in selecting the mini-interns.: .
o .

»
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QiAPTER THO 1

. ,
Y COGNITIVE AND SKILL BUILDING COMPONENTS '

a

//) ORGANIZATIONAL BEHAVIOR

Th1s chapter presents a co]]ectlon of behavioral studies conducted
" by and in various organizations. They are not sequential or even related,
but arele{amples of how "esoteric" or \achem1c" research can® have a
very praétical épp]ication; They suggest the range of humﬁh beha;ior

3

in organizatibns.o Five t0pic1‘pre outlined in this chapter.

1

USelectién One: Small Q;oup Ecology

-~

~ [. This study concentrates on two aspects of small group ecology --
| the‘way groups arrange themselves under various conditions and -
the way‘iﬁ which the resulting arrangements affect communication,
productivity, and social relationships. ‘
- A. There has been a @ovement (since aboutk}960) to use the
arrangement of people 55 an independent variable qureseafch
, *udies
B. The distinction between'face to-face work125’groups (small
group ecology) and larger\groups (demography, human ecology,
geography) is significant. a
~C. Small group Spqt3al arrangements a;e the fesu]t of
: M. Group task; ~

2.AQuality,or nature of relationships within the group;

»3. Personalities of the individuals; and

~.4. Amount and kind fof space available.’

L




. | ) .D The resulting arrangement in turn affects - - ) "

. 4 ¢ .

. 1‘,Commdn1cat10n, . ' o ¢ R

f; ; 2. Friendships; and p | . ’o
' t 3. Status di;tinétions.
II. Findings™ - ‘ ‘
. . A»I Relational space has imp]ica}ions for: :
| " 1. The expressive values of oppoéite'and adjacent 10cati&n$;
- , ' 2. Speaiing sequences and frequency related to locatien;
3. Speaking sequence and frequency related to amOunt‘of
1gadéfship;'
4. Task commitment aqd enjoyment according to 19cation;
4 5. Speaking sequence and frequency in leaderless groups.’ )
B. Fixed locations affect: ‘ - |
.. 1. The "head chair"; |

2. The non-random selection of location;
3. Leader and Subordinate seating're1atioqfﬁips;-
4. Cooperéting‘pairs, conversing pairs, and competing pqirsr
C¢ Individual distance affects:
" 1. Distance ‘and opgpsite/adjécen% séating‘choiceg;
2. Private and public seating choices;
"3. Psychological reactions unrelated to topics.

-

II{. Imp11cat1ons .and app]ications of small group eco]ogy findings

A. P]anning for interacting and non-interacting groups,
\ - ¢
B. Analysis of informal power structures;
” ,
C. Aha]yséof intentions by selection of seat lotation;

. D. Use of barriers (dividers, furniture, plants, etc.) to '

.

| ' AN
s = ]

E2Y f




encourage or discourage,se18cted behaviors;
. 4

- .

} . whi

E. Significance of small group ecology findings for settings

ch.cannot be controlled by occupants (schools, nursing.

homes, etc.s.

4

Selection Two;

" ' -

Groups and Intergroup Relatioﬁships

. An expl

anation of groups, both formal and inforﬁa], their

fudﬁ?ﬁbns and needs and the consequences of competition. 1

A. Organizations are formed to increase the predictability of

a specific outcome. .Once an organlzation is formed, groups

’

~ appear based upon a division of labor, followes by groups

based upon the psychological needs of the members.

B. Definitjon: A group is any number of people’whb

1.
. 2.
3.

Interact with one another;

Are psychologicdlly‘aware of one ansther; and
. : A\ 4
Perceive themselves to be a group.

“

C. Types of groups

1.

Fo§wal groups: Tine and staff groups which are assigned

functions which pertain to the accomplishment of organiza-

LY

.
A

tional goals. ‘/}

]
14

. Informai groubs: groups which transcend the purposes for

which formal groups are established (in both- Korea and

Viet Nam, the deliberate 'prevention of the fbrmagion of

. informal éroups was an essential part of the "brainwash-

A

'

ing" process), Informal groups provide:

]Schein, Edgar H.
Prentice-Hall,

A

Q_gpnlzational Psychology. Englewood Cliffs,: New Jersey
1970, pp. 80-103. -

1
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a. an outlet for affiliation needs -- friendship,

4

. - , :subpprt, carjng;
%A b. a means for deve]opin§ and enhancing or“confirming - e O
idéntity and se]f-ésteem;
C. a means of e%tablishing and testing reality and
;ssumptions;

. /7 ) r ~d. a means for ihcrea;iné securify;
e. a ﬁeans for avoidjng boredom,] ptoviding sfimu]ation,
and brjnging new members into tﬁe group. e
I, . Ihterg;oup competitioﬁ——consequences "

. A. Hithin the group:

1. Cohesiveness ‘increases; less differing.

2. Climate cﬁanges from casual, p]ayfu],;;o strong task

( | orientation. )
e 'f3. Leadership patt?rns changp from pdrticipatory to

L authoritétivé, even autﬂoritdrian.
/ ,- 4. Group moves toward greater structure.
' ) 5. Group demands'fog increased member confarmity increase.

B. Between gompeting groups: T &

; @ 1l. Each grdup sees other a9 enery. ‘ | \\

' ‘ 2. Each group experiences distortions oprerception. ?

3. ﬁosti]ity:increasés,‘communication decreases, favoring
retention of stereotyping. : oL
4._Members']f$ten to outside information selectively.

1

. T}{oy, Donald F. "HBanana Time: Job Satisfaction and Informal Ipteraction,"”
i Human Organization, Vol. 18, No.,4, (1960), pp. 158-168.

L
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}4* .
y C. For the w1nnthg group ‘:)
’ \~ 1, Even greater cohes1on, ; ‘
K : 2. Less competitive’ spirit, complacency, ‘

- 3. High concern for member needs, low concern for task;
4, Confirmation of all stereotypes'.' ’
_ _ D. For the losing group: - k V4

: | 1. Tendency toward denial df reality, rationalization &~

2. Unresolved conflicts surface;
3. Increased tension, readiness for task, a need tp blame-f

a "lean and hungry" state; --

’ _ 4. Low intragroup cooperation, 1er concern for member neéds;
¢ high concern'for‘gettipg eden;
N 5. Reevaluation of perceptions forced by cognitive dissonpnce

E. Reduc1ng the negat1ve consequences of intergroup competition
can be accompl1shed by:
1. Locating common enemy or shifting conflict to a higher
level; | |
\y/// "« 2. Locating superordinate goal reauiring cooperationy
o 3. Training groups tp compete'productipelyg
| 4. Bringing sub-groups of competfng groups togetper.

/

Selection Three:’ Authority and Democracy in Organization

1. A study utilizing a part1c1patory style of superv1s1on as the

ependen variable, 1dent1fy1ng other variables which cause

- supervisors to function in a participatory manner-. |

TMohr, Richard "Authority and Democracy in. 0rgan1zations Speech at

the University of Iowa 1975.

o~ v
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A. Foci: the technical/professional hevel of the supervisor, -
| . . the technica]iprofessiona]i1eve1 of the subordinate, ana the 31'..
‘o i ) . 'supe;vjsor's concern for status.
. . B.. Findings:.
‘w!_ | 8 1. The higher the con¢ern for status, the loweh the concern

N

for participatory decision making.
2. The technical/professional level uf the subordinate: is
_ not. a good predictor of part1C1pat1on in equal status sets ‘
3. The techn1ca1/professiona1 1evel of the subord1nate is a
good predictor of part1c1pat1on in unequal status sets _:\
4. "Affect" seems to affect equal status groups more than
: unequal status groups
5. The greater the psychological.distance between supervisor‘
5 and group, the greater attentioh t_o‘ task.. L
6. A1l subordinates, regardless. of ‘technical/professional
level, refer to a "sghere uf rétained authority";
7. The smaller the l;sphe're of retained authority," the |
" greater the reported participationvin decision making;b -
the -larger the "sphere of #&taineﬁ authority," the
smaller the reported participation in.decision making; .
C. Implicaticns: |
1. Measurement of participation in'decision hakihg, es-
- pecially reported participation, affects uerceptions of .
}barticﬁpating 'S'
2 Techn1ca]/profess1ona1 status affects ggtugl part1c1pa-

tion in dec1s1on makang, but not necessar1]y egorte

, ﬁart1c1pation

>




IT. Additional thoughbts: !

A.  "Democracy" in organizations {s usually defined as "power «

,< equalization." .
B. "Power equalization" is inefficient in complex organiiations.
C, Organizations hdye an empirical distributfon of power, and -
"democracy";consists of'fellowing these empieica] power
~ distributions. '
‘ \D .Defining l"demo‘cnr'acy"A1’0|r' others is probably an untenable

v " position. ’ »

Selection Four: Authoritarianism' . N

I. " An examination of the characteristics, determinants, and behaviors |

o ~
of the authoritarian personality.]

I1. Characteristics:
A. Tlendency toward conformity; |
B. lntoleyante of outgroups; *}
.C.. Admiration for'those who wield power;
“ p. Aversion to weakness an; embiguity;
E. Cynicism;
F. High religiosity.

A

III. Determinants: \\

‘A: Raised by failure, lowered by success;

B. “ Related to acceptance of responsieilfty for actions;

3

2
P
M . t(
f
.

Sales, Stephen ﬁ "But as for Me, Give Me Liberty,/or Give Me, Maybe,
a Great Big, Strong, Powerful Leader I Can Honor, Admire, Respect, and
Obay," Psychology Today, NOVember 1972, p. 94, .

. #
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.- . " * ; ° : ‘ . .
> C. Raised by being forced, into conditions of submissiveness;

, D. Raised by need to repress hostility toward parents, pow%ys,
L

or agencies.

e

Iv. Reaqtion to stress situation:.

1]

. A. Shows 1ittle initiative, -turns 'to superior for help; v

B. Looks for prqtection;

C. Ratidna]izes;

‘D.  Will not (and cannot) to]erate role conflict;

E. Will lash out at subordinates. .

V.t Momentum

* PROPENSITIES —> PROCEDURES ———> IDEOLOGY

l

,"A" CHARACTER ———f————;T

VI. ‘The "aupho}itarian" type on the job: : //)///// .
A. Adheres to pivotal and peripheral jot expectations; -~ .

éii;//
B. Does not providé undistorted feedback; - B

C. Does not provide dissent in the decision-

D. Does not.encourage achievement in ordinates;

E. Does give reliabte role perf

.“/

Selection Five: Cognitive Dissonance

v

mance under safe conditions.

-

b/ ‘. . ] ’ . . . . .
I. A discussion of dissonance as a motivating device, motivation

being fhe“propensity of an individual to behave in a given

manmer.

{.

1Fest1nger Leon A Theory of Cognltlve D1ssonance: Palo Alto, Calif.:

%&anford University Press, 1957.
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A. Background~ the 1nd1v1dua1 strfves for consistency w1th1n

‘ h1mse1f/herse1f Oplnlons and attitudes tend to exist in 1
clusters which are 1nterna11y con51stent ] . There is %he same
.klnd of con51stency between what a person knows or be11eves

" and what he/she does "But obv1ously, people can do one
th1ng while belleylng another for example, ,smok1ng This
'1ncon51stency is ratlonallzed or dealt with in a numberiof
ways, all of which are. intended to bring harmony between
belief or knowledge and actlono |
1. The smoker may believe that he/she enjoys smoking too

much to quit, that the risk is worth it.
2. The smoker may helieve the chance of getting cancer is

o not as high as some would have him/her believe.

37 The smoker may believe_he/she cannot.avoid every possible
dangerous contingency and still idve. |

4. Qr, the smoker beiieves he)she~woqu_gain_weight if he/she
stopped smoking, which is equatly dangerous. But some-

times these rationalizations fail, and the individual- is

- left with an inconsistency between what he/she believes

what he/she does. This inconsistency is called dissonance.

B. The existence of dissonance is psychologically uncomfortable,
and the individual will- attempt to m1n1mize or eliminate

the dissonance. ‘ Q
C. Dissonance, or the "existence of nonfitting relations'among

cognitions," is a motivating factor in its own right.

- ST




ﬁ;_;' : tZII"L_Sourcebﬂof dissonance: },

‘ o X . ST
3"‘;.1 ' j_" A" A Iog1ca1 1nconsistency, /
" (=.:\1 R B. -Cu]turad mores ; . s -
. i";.; ' ;C. Nonf1tt1ng cpgnmtidns.between sub-set opinions ‘or Sub- .
B cbmponénts of larger opinions; -~ T . : ! N
fx SRR ' P Exper{ence. - | '
Il Reduction-of dissonance: _h _Ad B ) o .
A. The presence d?‘dissonance causes pressures to eliminate or w
~ at ]eas£ reduce disgonancé. Thq stronger the pressures to ;
1 . ‘nedude the dissonance, the stronger tne'motivntion to
| change'something'in the environment or in the relevant
CL " belief system. g * | | ,

* - B. ‘Dissonance can- bg rediced by

1. Chang1ng a behavioral element;

//

o —

Changlng an env1ronmengnl element;

3. Add1ng new cognitive e]ements.
. } '

4

. . . . ' -
4 co. . — :

POWER, INFLUENCE,- RESPONSIBIL;TY AND AUTHORITY
IN DECISION MAKING . -

I . . women aspire, to organ1zat1onaT power, the capab1‘1ty to affect
% ld peop]e and effect change ' prob]em is tnat peop1e~1men and women——t
5 don't understand PONER INFIQERCE RE!PONSIBILITY or AUTHORITY as they‘

| ‘perta1n to 1ntracompany politics and organlzatnona1 interaction. People

do not. think consc1ously or ana]yt1tally,about powerianthor1by-1nf]uence :

A “ar
°
o -

)
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relationships for at\leas.'two reasons. First, people are reluctant . -

deal serions1y with the dimensions of power and influence .and, to
;3 - lesser extent,.authority, because all of us have hadfnegat1Ve stereo-

types of power and infliuence and authority drummed into us, have had

- g
4

- : ¢ h 4
O " negative experiences with them, and have been trained to‘regard a
- T e ' \ : ' r
" strong drive for power and other potentia]1y manibu]ative mechanisms
»,

as unattractive features. The second reason people handle power,

influence, and author1ty badly or not at all is apparent in the .sloppy

writing and conversation gven thqggh-there are signi%icant differences
among .them. » . . . ' Tl B
Nhen.peOple are gnagle_to analyze and understand the dynamics of
organ1zationa1 interaction, they select‘;ehaviors, tactics, and strat-
egies.on a nandom basis. They try to appi}ﬁpower when they really’
o don't have -any, or use a'lqw level of authority when influence wou]d"{
be more effectivé, or use 1nfiuence when a simple, direct appeal to

authohity wou]d suffice. .This is 1neff1c1ent and ineffective.

David McC]elland author of The Ach1ev1Ag;Society, says that

"contrary to what one might think, a good manager is not one who deems

Fl

:1n{the,Harvard‘BUSineks_Beview.

I. PONER-INFLUEN&E-RESPONSIBItITY-AUTHORITY;-DefinitionS'
e ) \’ A. Power ‘ o »
“”fVZ;” A 1. The capability to reduce the 0pt10ns ofaothers to a

. ‘gi dichotOmOus choice comply or die Cow

'Review, March- -April 1976, p. 100.
: : . 25

N
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"way in which the terms are used. They are used 1nterchangeab1y in ourx

. personal success most important or who is peaple oriented, but one who

likes powér."] Following is an outline of the main points of his article

‘Mcc1e11and David. "Power 1% the Great Motivator," Harvard Business

3
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2. The'capability'to achieve endS'ﬁ?thout using means . ¢

‘ 3. In terms, of d;!!ze, the eXtent'to which you can 1imit
- the options of others ‘

B. Influence

' 1.,The capability to affect outcomes without Timiting options

‘ 2. Affecting outcomes withaut responsﬂbility for consequences
3. Utjlizing means to achieve ends
[ - y

4. Managing through manipulation: people or environment
. (motivation) I ' : ',"‘ o
C. ResponsibiIity--accountability*for the performance or non;
o - | , | performance of ass1gned duties (Resbonsibi]ity is a two-
) stage accountability process, not de]egab]e beyond that. )
b.' Authority - - .
lg"T'he cbaracter of a communication in a fo.rma] organizat‘ion."]
T - 2. The right to exercise command (1ine/or 1e%2t1mate authority)-'

3. The number of incentives at one's command (reward authority)

4, The amount of know]edge one can bring so bear on a sub-

4 stantive problemifexﬁErt authority) ¢
+ 5. Sheer force of personality, ‘emotional apoeal, often with |
. 7 l' : sexua]ﬁo;ertones (charismatic author1ty){ ) }
c . | . 6. The capacity to-generate in others a desire. to emu]ate
g :‘ﬁvf"éin(relerent authority) P ..
‘ ‘ 7 Sphere of indifference and sphere of retained authnrity
- ’ .8 Authoritaﬁianiﬁm |
]T . v — , _
) : Barnard, Chester. ¢ The Functions of the Execu¢1ve Cambridge, Mass.:

Harvard University Press, 1968. )




IT. POWER-INFLUENCE-RESPONSIBILITY-AUTHORITY, Relatifnships

A.. Responsibility is re}ated to authorjty but not to power
< o or.}nffuénce.} : o | | (& L
. B. Power m;y or may not be an extension of authority.
C. You cennot use influence from a knoyﬁ’;owér base.
D, 'You cannot use 1nf1uence F;am a line authority base.
S You ggp_'“influence from an expert: autjority base.
| F. You can use’influence from a charisﬁatic_ uthority base.”
- . \ G. ;ou ggg_escé]ate from an authority base, if ypu also have
| power . | )
I1l- Leve]s 6f Performance, Types of Organizations, and Degreglof
% “ Co Iqﬁolvement of Members : ///’ ) o
A. Levels of Performance
1. Compliance &
" 2. Identification
N 3. Internalization \
B. 'Typeg of Organjzations] (See Ethbit‘lo.)
. . 1. Coercive - ‘ :ﬂ ' -
| " 2. Utilitardan

. . C.
. 2 -
s .
. <
v . . A
X -
wé . )
v ‘ N ’

3. Normative
Types of Members (Se¢ Exhibit 10.)
1. Alienative |

2. Calculative

3. Moral

‘} :

TSchein. Edgar H 0rggn1zational Psychology Englewcod Cliffs, New Jersey:

~ Prentice-Hall, 1970, p. 50.
S “Ipia.

W
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K - COERCIVE ~ UTILITARIAN NORMATIVE

4AtIENATIVE ;::ggggilﬂﬂggi~ B T L ‘
CCALCULATIVES, - - \\\Iggﬂzifiﬁﬂfjon , ST
T R A e
. N e
. _ |Etzioni Grid .

IV. Sihulation Narrat1ve Incidents‘Comb1n1ng P-I-R-A Analyses,

0rgan1zat1ona1 and Member Ana]yses, Veh1c1e Intent Match1ng,
S ?

L8

Pred1ctab1e Outcomes ot : ‘

A.  Manager-CEQ 'Speaking: J"A]] m{ddle and upper - level manage-

ment personnel.will, as a cenditipn of employment, active]yu‘

By
.

p\5 _partitipate in twelve ménagement training units each year."
1. Does the action or statement 1imft the opt1ons of others?

If so, how? How strong is the action or stg%eﬁent? (See
Exhibit 1.) ‘

A

Al

2. Can -the action. or stdtement affect an outcome without
limiting the options of -others? . ‘ | R
. 3. Does themactten.br statement have "éuthoritéftan" over-
tones? What k1nd of author1ty is be1ng invoked?
' 4n'Is the s1tuat1on normat1ve, ut111tar1an, or coercive?
. ?.5; Are the rec1p1ents of the actjon J; statement’ ina
'y ~°  moral, calculative, or alienative. posture? -

6. Is&the.ihtent.Of the action or statement compliance,

. | identification,.or internalization? ‘

[

- ]Schein, Edgar H. Qryanizational Psychology. Engleweod Cliffs, New Jersey:

Prentjce-Hall, 1970, pp. 51-55.

8- 31,
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7. ﬁﬁat is the likely result of this'transactiOn?,

8. What is the ideal "mix" of pdwer, influence;, authority,

~ responsibility, member attitude, situation, and intent?
B, Second simulation
"C. Third s{mulation \
D. Fogrth’simu]ation |
V. Decgision-Making Procedure Ufi]izing P-I-R-A (See Exhibit 2.) w / ‘
A. Problem stafeme‘t '
Bi"Critéria'gelection.

NG

- 4. Direct resources required

C.

1. Intent ) . - :
2. Level of concern o .

3.- Number of people affected

A

. MY
5. Ease of modification -
6. Othersﬂ AR f .d L ’
a. Need for visible participation h
b. Likelihood of misinterpretation )
c. Etc. |
Weighting . ) ‘A
1. Each item on first’line (compliance, low, f;w, little,
| easy) = 1 point. —
2. Each 1tem.on second line (identification, medium, some
hard) = 2 points. | | | L

€

3. Each item on third line (1ﬁternalization, high, many,
much, near impossible) = 3 points.

4. Total point value of 5-7 or 8 = Decision Mode #1—UNILATERAL.

1]
v

' ) ‘)ﬂ
. ] 29 3‘4
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5.°Point value of or 9-11 = Decision Mode #2—A decTsion
process combining various kinds and levels of input with
a personal management style (see Exhibits 3 through 8 for
examples of Decision Mode #2 possibilities). :

— | .. 6. Poirit value of 1{+ =%Decision-Modg #3.
. “Decision Mode #2 Options (See Exhibits 3 through 8.)
1. Authoritarian (See Exhibit 4.)
, o 2.'Convérgen§ W%th 1%ne resolution (See Exhibit 5.% . ’
,’4 . 3.'Divergentwwith‘1ine resolution (See:Exhibit’G.)
, 4. Divergent w1fh staff.reso1ut10nl(3ee E*hibit 7.) "
l B E. Semi-divergent with line resolution (See Exhibit 8.)

"E.  Decision Mode #3 Input Choices (See Exhibit 9.) =~ .
. ;. Option matrix |
* l 2. .Shared weighted . = - K T
S 3.‘Zerp—5ase voting scale |
4. 5duca£10na1 hearing RN
5. Delphi
6. Limited Delphi.
V1. - Summary (See Exhibits 10 and’ 11.)
A. Power, influence, and authority are different and lead to ) -
‘ . .dif}erent results. A
" B. Power as % concept edua]s a way of thinking about‘trang—
ractions in an”drganizaﬁion. Power as a drive explains
.achieveméht in-many organizations where other drives‘do not
‘apply. Power as a tool is a strong motivating device. -
C: Authowitarfanism is the negative face of powér and is a
destructtve style. It is a disposition unitiné zealous

4

.obedience to a hierarchic superior, obsequiousness and




.
“

D.

E.

F. |

s

e

sycophancy toward the strongér, and overbeartng and scorn:
r : '
ful'behavior toward those who are weaker.

»

A Normativeé organization with Moral members is prerequisite
to Internalization of task. B ‘
The power drive can be a strong motivatoq as 1ong-as it is

internal and not external, and it'is one of the variables

which management can control. .Power as an extrinsic, exter-

LN

n§1 tool has serious drawbacks.
Power, influence, regpénsibility, and authority can be

defined and quantified in Such a manner as to make them

.
N

viable decision-making tools.

. ’ ’
“ -4
- .

.

R
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Exhibit 1

T, | POWER,  INFLUENCE, RESPONSIBILITY, AND AUTHORITY
g < TRANSAGTION ANALYZER AND READY REFERENCE

<:) Situation, action, statement, etc. (Describe briefly)

_-

»

s

() y POWER : | N
s A. Does the actien or statement limit the options of others? Yes No
. g ,

If yes, how? . , -

L

'B. .How strong is thd action or statement?

LOW . - HIGH (£oss of job)
] 2—— 3 — 4 5 '

;\N . A ' . - s /
(3 INFLUEMCE : W e et | |

R W
. '\..‘ ﬂ_-,'.y". A

_ ' . B i . .
A. Can the action or statement affect an outcome without limiting
the options of others? Yes  No

B. If yes, what is the source of the influencg?

\ .
[} t

\

’

L.
() AUTHORITY: ‘

A. Does the action or‘'statement have "authoritarian" overtones? Yes_ No_ .

B. Who is gding to grant the authority?

C. What kind of authority is being attempted?
Line? : Charismatic?
"'Expert? . . Réward/Punishment?
Referent? = ‘ |

33 :?!3 .

A




Is the situation NOBMA?IVE?
B UTILITARIAN?

PRSI \

COERCIVE? o

N \

Are the recipients of the action or statement in a "Moral," "Ca}cu]ative,“ or

"Alienative"” posture?

Is the._intent Qi the action or statement

(Raﬁe) mpliance? .
7~ [do it, be there...) IR )

(Role) Identification?
(§?ppon£ i)

Internalization?.
(believe; canre]

What is the likely result of this transaction?

What is the ideal "mix" of power, influence.,authprity, member attitude, situation,

and intent?




PECISTQN-MAKING PROCEDURE

T : - x

‘PROBLEM STATEMENT:

l .

—————————

CRITERIAfOR DECISION MODE .(Circle bne &n each co&/unn)

L T ) (3) T () ) I
INTENT o UVELOF NO. PEOPLE | DIRECT RESOURCES ~ EASE OF
| o7 CONCERN ' AFFECTED REQUIRED ~ MODIFICATION
COMPLIANCE _ ~_LOW - FEW LITTLE EASY ———» D-M MODE #1
IDENTIFICATION MEDTUM ’ SOME . . . SOME HARD ———~<— D-M MODE #2
' . " - | NEARLY
INTERNALIZATION HIGH HANY . MUCH IMPOSSIBLE —» D-M MODE #3
, DECISION MODE TO BE USED (Cinclé ome) . .+ . o e |
_ . n — . L “
o DA - UNILAJERAL . -
- R n ~ ' ‘“
. D-M # - | ' A
. ‘ Q.\
]
& b
. r - )
' )
)

D-M #3 ) TOTAL STAFF INVOLVEMENT USING VARIOUS GROUP DECISION- MAKING TECHNIQUES : . ?

m

v X

_ "THE OUTCOME MUST BE SUPPORTED BY ALL (see Exhibit 9). : -3:
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PROBLEM IDENTIFICATION:

CONDITIONS:

A.

»

'CONSTRATNT&

G,

ANALYSIS OF THE SITUATION——DISCREPENCY SHORTFALL ETC., AND
POSSIBLE EXPLANATIONS. DEVIATION FROM THE NORM OR IDEAL.

THE CONDITIONS . WHICH MUST PERTAIN AFTER THE PROBLEM IS SOLVED.
1.E.. WHAT MUST THE SOLUTION ACCOMPLISH?

THE CIRCUMSTANCES WITHIN WHICH THE SOLUTION MUST BE FOUND,
E.G. ,~MONEY STAFF POLICY, ETC T ,

THE ADVISORY GROUP COUNCIL PANEL ETC.. WHICH- THE ADMINISTRATOR |

UTILIZES FOR SHARED DECISION- MAKING INPUT.

4
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A.G.

w
90

CONDITIONS CONSTRAINTS

SOLUTION
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CATION |
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iné resolution.
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PROBLEM
IDENTI -
FICATION

CONDITIONS

MULTIPLE
SOLUTIONS

7\

CONSTRAINTS -

DIVERGENT in terms of solution-generating potential, staff-oriented with regard to input

opportunity, w%;h line resolution.

[N

4

-
.
]
o RESOLUTION
SELECTION
OR .
RANK ORDER
{. |
g
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'PROBLEM | MULTIPLE
IDENTI- SOLUTIONS
FICATION

CONDITIONS |—— CONSTRAINTS ACCEPTABLE |

SOLUTIONS

~ '

DIVERGENT in terms of solution- generatlng potential, shared solution respon91b llty
., with staff resolution within line parameters .

RESOLUTION |~

[
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RESOLUTION

aom. k. CONDITIONS ‘ci’srkéiyrs
- PROBLEM | ‘
IDENTI- |
FICATION A
| T . ' - MULTIPLE - :

’ ' A .
SEﬁI-DIVERGENT in terms of solution-generating potential (solutions after conditions),
staff solution, responsibility, with 1}pe resolution.

£
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A
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DECISION MODE

. . Exhibit 9
#3 - CHOICES

2. . Distribute sdlution #1 (anonymous r?sponse) for

v !
PTION MRIX - ‘ seeen W LaiTING :
"' . iy
{,\é 1 ]
. [ ] 1 1 ? v
: X
oprioNs ¢ H 3 i 5 [ 7 B N
o 2 2 2 2 ' y
3 i L4 [4 ; [} N
L
3 ] . 3 3 .
i 1 4 [ 7 3
- N 2. '
1 4 4 4
3. 5 [ 7 i
‘.-
; e 5 5 5
5. — [ 7 R
1 L) - .
5.
{ ) - 6 5
» 7 B 7 B . *
. 8.
- 7
n v E\‘
S5* cr .
. . BASE VOTING SCALE -
(competitive aTternatives necessary) EDUCATIONAL HEARING
1. Each person is provided a complete set of "solut’ons.;' . .
2. The group meets to discuss each "solution.* ‘ ¢
3. Each person votes on a fixed scale, with either the PHASE [ - SoJution generation (ldentify a broad
average or total points determining the ranking. range of options or' competing alternatives)
4. The preliminary consensus is displayed and discussed ' ) i
*to identify any misunderstandings.  ° PHASE I - Solution selection (Limit the possible \
5. Eagh person votes on each "solution" again. solutions to a manageable number)
1
- ) t PHASE [{I - Argument preparation (Preparation of '
6 Activity is mandated or a minimum requirement > formal arguments fér each remaining
' . \'solution
4 |e-So0lution (gackage) is good, but would be among .
* the first to go in a crunch PHASE 1V Prehearing (Each team reviews the other *
A DECISION POINT B 2 team’s arguments, and modifies their own
Solution (package) is good, and would be among arguments as necessary. Hearing rules
J |4—the first approved if the spending level were and procedures are also developed at this .
increased . phase. )
. ? [ ~ . -
<+—Not worth serifous distussion at this time PHASE V - Hearing (Actual hearing, presentation of
® arguments, judgment by jury.)
*Peter Pyhrr's Pragmatic Pointscore Procedure, from ZERQ-
BASE BUDGETING COMES OF AGE, by Logan M. Cheek
. o .
DELPHL - .
- 1. Construct soldtion in written form. 3. Re-construct solution. .

4. Distribute solution #2, etc.

A. other possible problem analyses; N
g‘ ;}g:: :: zg?Sli'gn‘?naws“; INTENT: 1) Raise questions which had not been
D. {mprovements to solution; considered ..
E. alternative solutions; - - * 2) Generate ideas which had not occurred to
F. sequence suggestions; decision-maker .
G. any other remotely helpful i
- suqqastions/ldeas/criticism% 3) 3?2212U$F;22C15m which might not other R
'Y ¢ \

(DM #2)

|
1
~ iy \

LIMITED DELPHI T | ‘o :

1. COnstrucQ'solJtion in written form.

4 ~ 1
?. Distributk solution # to tample group (anonymous response) for
A. other possible problem anplyses; ,
B..- flaws™ ¥r problem analysis] . .
C. flaws ih solution;
. 0. 1improvements to solution; ‘ . .
E. alternative solutions; ? «
. F,. sequence suggestions;
G any other remotely helpful suggestions/ideas/criticismg. .
3. Re-cafstruct solution. -
Q N "5‘ . .
EMC 1Y “ . \)‘ » ,'.. . ' . e r -
" -

¢

~




Exhibit 10

A t

3) No onk can be counted upan to reveal the real reasons for what thr she does.

LAW OF RATIONALIZATION.

. “POWER “AUTHORITY
' , I
© "The capability to neduce the options of "The. character of a formal communication in
others to a dichotomoud choice: edlthen a foamal onganizaxton.” (Barnard) «
comply on dee.” ~
’ Line or leqitimate authoritv is the right to
. . exercise command.
"The wtczxigngaa {{mplying capability) Reward (punishment) autnoritx_relates to the
to use ~force." (Dr. Hglt Foley, outyof . number of incentives at one's command, the
Mosca, Pareto, Machiavell{) capability to positively (or negatively) affect
' 4 others.
\ Expert authgrit is the amount of knowledge one
“The capabitity to achieve ends without can bring to bear on a substantive problem or
g using méans.” (Means implying influence opportunity. 1
" rather than power) -
' Charisﬁc authority is sheer force of person-
ality, effectiveness of emotional appea].
"In terms of degree, the exfend to which Refenent authority s the capacity to generate
one can Limct the options of others."” h‘f\. others the desire to emulage, copy, pattern “«
after.
INFLUENCE RESPONSIBILITY:
S The capability to affect outcomes without "Accountability for the performance or non-
limiting options. ~‘perf'or'rnance of assigned duties.
Affecting outcomes without responsibility :
for consequences Responsibility is a two-stage process, not
. delegable beyond this.
Utilizing means to achieve ends. ‘
. NB?WWNMWM* SW&@%
» Etzioni Etziont \
. . . "MORAL": Intrinsically valyes the missdon of
" NORMATIVE: Organizations which use member- the organfzation and his/her part in it. »
) ship, status, and intrinsic value rewirds ( ¢
" for motivation. .
CALCULATIVE: Minimally involved, a day's work
UTILITARIAN: Rational-legal organizations for a day's pay. '
which are recognized by members having .
/s some legitimate authority over them. .
/ . & ALIENATIVE: Not psychologically involved, in
COERCIVE: Concentration and POW camps, fact, anti-organization. Often coerced into ,
prisohs and correctional institutions, ‘ membership. ,
custodial mental hospitals, coercive unions. .
- - ° . \
’ : SIME ASSUMPTIONS W OPL§ i\ND (m’\NIZATIGiS
. Allen Wei s
¢ ' 1) Whenever, people join together in any act‘ivity. some will seek to take advantage of others a‘ ./
of the group's power. This {is the LAW OF AGGRANU[ZEMENT
72) The continued existence of the organization must never be imperiled from within. This ¥s the .
‘ LAW OF GROUP SURVIVAL. .. N

This is the

4) Only egotists favor the reasons theyal ike best, rather than the arguments that convince others

and are least vulnerable to counterattack

5) No one in anywrganization has absolute control over any activity or any group.

LAW OF CONSTRAINTS.

This is the LAW OF SELF-INTEREST.
This is the

o

6) Everyone in an organization has the capability of exerting pressure on others to a greater or

Yesser extent.

Thts is the LA\H OF INFLUENCE. v .

s

43 -
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POWER
CINFLUENCE

“AUTHQRITY

'\‘\ .
N
%\\/
S
N
Q
]
N
¥\

~ (WHERE ON

CONTINUUM? .
HIGH OR LOW?)

(IDENTIFY AND

TRACE)

(L1InE
REWARD/PUNISHMENT
CHARISMATIC
REFERENT
EXPERT)

R .

(RuLE)

(RoLE)

COMPLIANCE .
(DO IT, BE THERE...)

IDENTIFICATION

- ( SUPPORT IT )

INTERNALIZATION
*(gELIEVE IT, CARE )

{
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II. Purposes of meet1nés

A\ 3

: : \‘ <
-AK‘ Meetings wh1ch don't he]p managers reach a goa1 or obaectiVe

_are rea]]y Soc1a] events ;

e

B. "Meetings are by definition a concéssion to a deficient organiza-" - \

-

L tion for one‘either meets or one works. One ca?not do both at_:'
the same time." (Peter Drucker) ' |
C. ‘A]though béop]e may think and write and p]an albne, a]noat
everythlng we do is actua]]y held together by face to- face .
meetings of ! one sort or another ‘
D. Meetings help dispel: Oubt} reduce anxiety (or raise it) convey
'a 1eve1 of comﬁitment nd provtde an arena in which it is

diff1cult to h1de the. fact that 1nformatlon s being hidden;

-

the give- and take of meetings serves to legitimize dec1suons

reached : and prodUce the emotional commitment needed to effect

. : b 8
? them - ’ .‘

A. To define the group-—those present belong; those not dop t
B. To contro] ‘and dlrect change ' \L

- C. To compensate for a‘strong«tendency toward divergency

r D. To compensate for1a high ‘1Tevel of diversity nithin the group

. To provide motivation, to influenie,.te bave an impact
¥ !

. -
-

- F. To enhance communication within the group
. 5

. : : . ",
) L5 Y ! ) ' . (a
L4 ~ ? )

——— ——— r k3
y— ~ . L.

~-_li:a;r'ucke;,,/Petelf',"The Effective Exequtive. New York: Harper and Row, 1967
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" K. To provide-an opportunity'forfthg\:roup,leader to lead

N, To keep confl1ot eyeball ~to- eyeba]l o

G. To plan - L,
H. To modify or improve the Skl]]S and know]edge of the group .
T To‘he}p members~understand how thelr contrlbutlons address ¢

/ . « %
.

the aim of the group

-
-

J. To ommi tme dotisi :
o° create commitment to d/etjswns N

L. - To provide a status arena

M; To provide a link 6§§bpidge between the formal organization

represented by the ganization chart'end the informél

organtzatlon represented by the more effective commun1cat1ons

A 4

-

network

k-J

: Y
0. To serve as a\~ead]ine for cdﬂplet1on of ass1gnments

Kinds oT meetings--meetings can be analyzed by:.

A] Size ("assemblies," “codnci]s," "committees") and Cost,

“,

R i 4 T e ‘ : f"‘_.. L7
. B, Frequency, : T e S _ ,

f

‘1.'-

C.- ~£omp051tion (paral]el task groups, diverse groups, etc.);

D. Motﬂ'ation (the nature‘of the cohe51ve and 1mpe]]1ng force);
E. Decision process, (tne manner\1n,w ich dgc;sJOns.are-reaehed).
Preparat1ons for the'meetlng | '

A. Def1nﬁng the, objective E - S i ) | \';
1. To inform
2. Tb;nstrtact

. To plan-
. To clarify

To create

3
4
3.
‘élhToﬂdecide ‘




E.

o

' _1  V. The
'wr&ﬁ;gujg;‘A
. é,

C.
. o e

F.

G.

H.

“Item analysis" of agenda items

Basic "pdper"'considerations

. Keep the discussion on the topic and moving ahead.

A}

. Infonmative-dige;tive

Zi\Conﬁtructive—driginative,’ | s

3. Executive.responsibi]itiés

The "Rules Framewo;k" for ongoing groups

Basic “peop]e“ considerations

1. Allow as few pe0p1e as possible to attend the meeting.

2. Make certain the right people are at the meet1ng
»

" 3. Appropriate use of optional meet[ngs.

% -

Hn

1. Ear]y versus late—~where should certain items be p]aced?

- 2. Which items unify and wh1ch 1tems d1v1de the group?

3. Which items are urgent and'wh1ch 1§ems are 1mportant?

4. Hdw'lqng}should the agenda'be?

5. How should items be 1abeled? Y | .

6. How should "other bus1ness“ be hand]ed?
e .

].-Shou]d the agenda pe circu]ated in advance?

mébfing leader's job:

‘Liéten in*order to understand rather than to refute or argue.

!

4

Assume- respons1b1l1ty for accurate commun1cat1on
Be sens1t1ve to unexpressed feelings.

Protect_minor1ty viewpoints.

Identify and narrow differences.

Proyide for some fooling around.

Summarize each agenda item.




oS

VI

VIII.

IS

o

G.
H.

“A.

" being late)?

Announée decisions reathed.

Deve]op mannerisms which will facilitate progress.
Allow or'discouragef"s§r§kes" as'approplr'iate."l

1. Positive strokes ' |

2. Negative sfrokes

3. B]urredhﬁtrokes . \ C

4. Crooked strbkes

5. Non-strokes

-People factors during the meeting--some questions

A. Does the meeting start on time (no positive reinforcement for

hEd
-

Does the leader arrange suitable seating? (See small group

ecology section of Organizationd Behavior, Chapter Two.)

. Does the leader control chronic talkers?
. “Does thelieader draw out non4¢ontributors?

& . . R
Does the leader protect the weak and junior members of the group?

Does the leader encourage the c]aéh of ideas and manage a heated

discussion in a positive way?

. Doeigthe leadet avoid the "suggestion squashﬁng reflex"?
Does the leader consu]t'group members in an approp;iateiorder?“

. "Dealing with meeting dominators

The obvious méeting dominator \

B. The clever meeting dgmihatoﬁ

C.
After the_meetingi-suggestions

A.

B. wfité and distribute minutes, with action items underlined and

Intervention strategies for problem members

\

L

Evaluate the session.

responsible person's name in parentheses following.
‘" , 48
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*THE EFFECTIVE EXECUTIVE . 7% - *i e

The Effective Executive. film series, although somewhat dated 1n terms
of dress and occa51onal references, is a ba31c~~one mlght say profound~-‘¢
overv1ew of management Based 1nd1rectly on the book of the same name] by ,

Peter Drucker, it 1s a flve film serles produced and dlstrlbuted by BNA

F1lms.2 It addresses resource allocatipn ("Focus on Tomorrow”), decis1on

3

making and dissept ("Effective oecisaons"), staffing ("Staffing for Strength"),
- v

time efﬁectivenees ("Managlng Tlme"), and organizational contrlbutlons

1

{("What Can I Contrlbute?") " The entire sequence takes about ten to twe]ve

(4]

hours and can be presented in five two-hour sessions.

[. “"Focus on Tomorrow"

A. Project/product/activaty categories
1. Yesterday's breadwinners ]
a 2. quay's.bheadwinners W | L .
3. Tomorrow'e‘breadwihnehs |
4. Specialists |
5. Sleepers. .
g 6. Investments in managerial ego
7. Repair johs.~_} L ,
B+ Allocation of’human resources (Don't pht a half person on a, job

and don't split people between t%fay and tomorrow. )
L I

v

-

]Drucker,‘Peter, The Effective Eiecutiyg, New York: H‘rper and Row, 1967.
2

BNA Films, 5615 Fishers Lane, Rockville, Maryland 20852. ; |

»




C. Success and risk

}

- b, Problems and opportunities

E. Trends vs. changes in trends

II. "“Effective Decisions".

‘3-

A'. Decisions as choices amdﬁg a]tefnatives

B. Facts vs. opin?ohé‘

C. The r1ght dec1s1on5-or the mrong problems
'D. wo problems requ1re two soTutlons‘ .

E. 'D1ssent as the essent1al 1ngredient 1n decis10n making C -
111, "Staffing for Strength" 'I | —
A. What can this person do uncommonly well vs. what can thig

person not do
B. Treé;ing the old-timers "right" "‘* .
C. Professionals vs. managers ' '
D. 'Has the achiever earned the right to be disagreeabie?
IV. "Managing Timé" ‘ |
! A Identification of specific timé wasters '
- B. ImpTlications of.timi-iheffective-thavior
C. The time log |
D.A The impdrtance of extended uninterrupted t%me
V. "Nh;t Can [ Contribute?” , . S .
A. A.jqb well doneAdoes‘not deserve a promotion. | |

B. A job exﬁdnded does deserve.a promotion.
C. »The arrogance of the expert
' D. What can I qnd no one else do which, if done well, will make
a significant contribution to this organization?A

’ E. Finding the right things to do vs. doing things right

.

. . :
50. 55
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TEAM BUILDING AND CONFLICT-RESOLUTION T -
. F. K , . : . ; ;L . -
) - L - .
This outline is based on.the-experienceerf TRW, Inc., and their

efforts to incorporate team bu1]d\vg~‘md matrix organ1zat1on into. their
company It became apparent that conflict "ipvariably accompanies attempts

at team building, and th 1t rather than mere]y bemoan the’ ex1stence

conflict, it was 1mperat1ve to recognize it and to develop strategi

) manag1ng it

‘1. Objeltives-
A. vTo'identify‘ the kinds of cimcumstances tn which team bui]dieg is
appropriate or necessary and, by implication, the circumstances
. which de'not suggest teaming o - 4
B: To stress.the inevitable interrelatedness of team building and the
need for some kind of conflict resolution technique '
C.>-Jo stress the interrelatedness amoﬁg organizational development,
2&6 work culture, and team building
D.» To compute line/staff and matrix organization
E. Tp identify th¥ characteristics of an effective team

Foo

o

identify the character1st1cs of an 1neffdct1ve team

Al

o

G. To ‘identify the psychological essential of team-work

H. To present one method for dealing with the tonflict generated by

N I

‘teaming (For this purpose, the two-film set Team Bui]d1ng qnd Gopfl it

Mtjpﬂ from BNA Films will be used.)

LS




I

III.

IV,

v

N
70efin1tions : )
'y

[
Ohganlzat1ona] dévelopment—A long-term program of systemat16
attention to the NORK CULTURE of an organization, and efforts to

mod1fy gt when necessary so as to permit more effective use of
[5)

talent within the organization. ‘

Work cultu(e-—The habitual patterns of communication between \
. ‘ . Y )

departments qnd,indiyiduals,'especially with regard to perceptions

of each hther's\roles, behavior, and attitudes.

. Team builgihg;éPeriodic“attempts by a group of people wqgii_iébs .

-9

ahe interrelated to examine how éffectively they function as a

.team, to identify barriers to fheir collaboration, and to mutually

undertake to reduce or eliminate those barriers.

Teanrguilding Vs, Senéitivity Training

A.

B.

»

Team-building sessions are briefer than sensitivity sessions.

Team—buﬂdim sessions are held more frequently, often on a reqular

" basis. -

N

. Team-Building sessions involve individuals whb actually work together

rather than strangers.
Team building focuseg on specific aspects of behav1or related to

work and it seeks commltments to try to alter certain habitual

behavior pattern?'nznmre helpful directions. | .

Character1stics of an Effective Team

A.

By

Agreement on the primary task
Open communication

Muﬁua1 trust

Muthal support

Maﬁagement of differences | : (‘

52 .




V-

F. Selective use of .the ‘team concept
. . |7
G. Team members $killed in task roles

H. Team members skilled in maintenance roles

1.
. ¥

V. Characteristics of an Ineffective Team,
A. ldeas are presented and ignored
B, Preéence of hair—sblittihg argumentation
b

the silent member
D. Hidden agendas
. E. Sparﬁing and one-upmanship

F. Vicious or-hard—hitEing humor-’ /
G.. Constan} deferring of tough decisioﬁs

H. Over-reliance on the forma] leader

VI. Symptoms of Disintegration

A. The.ability of a subordinate to disagree persistently with hisyher )

managers v '
B. The "let ﬁeorge do it" syndrome e
‘ ' ; - > S
C. Ihe need to‘ﬁhpme : o {ﬂ.

By

D. They or we
, E. Schi;ﬁs and cliques
F. The prevalence and intensity of politicking
Vgl. The Psycho]ogjca] Essgntiql,of Team:hork '
A. . Integrated activities |
B. Cofpetent people ! ' N

C. Common goals

. . D. Commitment to working with others

1

”

’ 3 60

C. Inapility or reluctance to deal with the monopolizer, the arguer,

L)
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. - CHAPTER THREE
PROJECT MANAGEMENT .

Any group or combination of teachers and administhio}s can begin
B th1§ staff development program in its own district; however, the experience

of the authors demonstrates that the program will not “get off the ground"
without the support 3f the top district administrafion. In addition,
particularly in districts Witﬁ strong teachersbargaining units, program

- planners should consult with teacher representatives to assure them that
the activities of the program are for the benefit of the volunteers who
wish to parficipate and that the time spent is-not a violation of the
negotiated contract. ,

Ihe second step involves ‘the establishment of a mdnagement system.
Certified staff members should be the prime managers of the program,
stported by an interested cent:gl'office administrator with clerical help.

- The steering committee (management committee) generally islcomposéd of
eight to ten teachers with‘one or }wg administrators. In addition to
planning and d{recting thf entire project, teams of steering committee
members- receive discrete sssignments related to certain project activities.
Suggested subcommittees (strands) for the project inc]yde those for aspira-
tion, awareness, skill bu%\ding, sponsorship,‘and 1nternship. Each of

these strands is composed of one or two members of the steering committee

plus other interested teachers. Five to seven person$ generally will
\ ! C.

Al

function effectively in each strand. Afterhthe strands have been formed,
- ’ -

"« an interested teacher in each building should be recruited to act. as g

liaison person te explain project activities. Remember to include interested
i_: »
‘men on the various comm1ttee§. .

-

i ' ~
) | 55 00
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. ‘ This project is not easy-tb manage. There are several pitfalls that
will be encountered along the way. Perhaps our experience will be of help . \

in avoiding them.

Administrative support for the prograh will ranée from enthusiastic
| , , @
through neutral.to negative. Obviously, some of the neutral support can

be changed to positive support through the influence of an interested

! ’

superjntendent of schools. 1In,addition, however, the prpject managers
N must a}ways be sens{t1ve to the fact that even the enthusiastic adminis-
trator may feel some threat as he or she sees developing a poelrof eapable
and administratively well-qualified teachees,'a]]"ef-whom are eager to
enter the ranks of school administration. The threat is compounded by the. .
fact that this staff deveT;pment program intervenes in the process of h1r1ng
and promotion within which present administrators have learned to function.
(\\\ As the teachers who are active in the project gain v1s1b111ty and -
adnlinistrative certification, competition among members will increase and
group identification will decrease: Since a healthy ®ompetitiveness is
a handy 1nstrument for survival in the world of -school adm1nistrat1on, 1t
will be necessary to chanAeI this tendency away from occasiona] "in f1ght1ng "
Provide opportunities for frank discussion of the difference between com-
peting for administrative or leadership roles and the debilitating subliminal -

behavior that tends to defeat the goals of the group.

In summary, however, the process does work and can be disseminated to other \\\?

)
R

districts. Of the four systems in which the authors worked during the éeriqd
of funding from the Women's Eeucationai Equity Act Program, all four have

| organized a project manageﬁéht system and are pldnning sponeorghip programs
dur@ng the 1978-79 school yedﬁ. Th;ee districts are also instituting the Y

mini-internship program, and one district has asketd for funds to implement v




" . . . . ’ " .

the entire program. Al]l théd distiﬂ'gts conducted cognitive_ and skﬂ];n_

building workshops for staff during the 1977-78 school year. These wofk- »
shaps wére attended by teachers during 6ut-of—schbol time, on a volunteer
basis.lwbrkshop'aptendance averaged forty teachers per workshop. |

. " In the fifth district, which has been involved in the program for 5 ;.

~four years, 50 percent of the persons on the original strand committees
are no longer employed in the district as classroom teachers but are -

- » * : - * - » - - - /
q working either as administrators or jn curriculum leadership positions.

Nine of the eleven persons on the steering committée'are working as

administrators or in district leadership pos1t10ns and the tenth is
I
1n graduate school. More than twg. hUndred women and more than ‘fifty

!

/ men part101patgd 1n/ggptf6? the tralnlng sequence. Women now;head a

large maJority of dlStrlCt committees, tdSk groups, and proj¢ct teams,

!

This was not the -case in 1975. Five women.and two men applied for the

an e]ementary prlnc1pa1 whereas a common complaint

/

in preg1ous years had been.Bﬁe ]ack of quallfled female dép]icants.
i . | N , '
It appears that the program.can operate in a cycle, with intensive P

most recent-opening as

»

activity about every five years. After interested teAchers have been
» )

~ reached, projéCt activity can be scaled to 2 maintenance phase and include
) [} . . ’ ' . \ » '
only the experiential component for the last three years of the five-year

. //'
pefiod. At that time, requests for cognitive and skill- bu1]d1ng activities
J again become more frequent.

/ Women and other minorities constitute a relatively untapped source ;ﬁg

i of educational leadership, and many of them are capable of outsténding , . g .

of the dedicated educator to help tap this pool of talent. _
o : 'R

é contributions in the field. It is the professional-and moral responsibility® - \

|
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: e \ o
SURVEY OF EDUCATIONAL ADMINISTRATIVE ASPIRATIONS - /////-
. T -3

Y 4
This questionnaipé has been ppég;red by a conmittee representtng Leadership
_Development foy Prospective Administrators (LDPA). . This is a program whose
, goals are to-enable women-and minorities to (1) attain the skills and
(2) receive’the oriég;gtion necessary for administrative advancement. The
program i$ a sertes of activities open to all«staff, ’

Vs
v

7

Thexpﬁ}pose of this survey is to gathef“Qase]ine data-aﬁd to provide
direction for. the program. Your. responses will remain confidential. Please
40 not sign the form. A summary of the resylts will be made available.

/’//’ Please complete this questionnaire--it is esséqﬁia] that we have a realistic
d picture of administrative aspirations within the district, and such data
are presently unknown. Your cooperation is appreciated. Feel free to add
additional comments on the back of .the last page. Please return to your:

-school office by January 9. : S '

o e,

CHECK THE REseoﬁ§E$ WHICH APPLY TO YOU:
. . /.' , .
/ '

2. Minorities

Ethnic minority

) 4D
. Not an ethnic minority
. . . .2
3. Total years ed cgt?pna]-work experience, c¢lassroom and non-classroom:
11 to 15
3 (5
. >
. , 16 to 20 .
, 4) .
1/,,)’/ ' ’ .
_ 4. Present employment is: 5. Main responsibility at whiqp lTevel?
"////' ! Classroom. teacher - Elementary
(1) (1) o
Admiristrator R S Junior High
T Other (Project leader, media Senior High ' N
\\ (3) specialist, counselor, etc.) | (3) L
%} 3 . K-12*
~- j (%)
. ) |
61 G
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>

6. .Total years of administrative experience:
- . \ ‘

-

1449

o

1to 5

6 to 10

-7.- Have you requested to be on the LDPA mailing 1ist?

|3

8. - Have you ever considered a career i educational adntinistration?

4
= }:1 o

9. Do you presently aspire. to a. pos1t10n in educat1onal adm1n1strat1on?

Al

A

10. What is tkbvs{’tus of your certification in, educat1ona1 adm1nistration?

% @rﬁ 4

% %’

yes

3
o

yes

]
o
.

yes

3
o

<

!

&

/.

»

w

-

T am not 1nterested in becom1ng cert1f1ed

I'am undecided about becoming certified.

~

f

-

’ L JEN

[ am working toward certification.

[ am certifiéﬁ.

In what area?

In what area?

)

\

A

62

16 to 20

,err 20‘
(6)

e

.
.
* . t
. Al

1 plan to begin working toward certlficatlon

1 to 15

undecided




&

would you like your namé in‘ the LDPA tile of cand1dates for adminigtrative

positions? ‘If so, please add (Additional inforflation wi'll be solicited
at a-later date ), C

CONAME _SCHOOL .. .

If you prefer not p:*t1ng your name on this survey, p]ease call our office
(398-2439 and we willl be glad to 1nc]ude your name in our file,.

.-

‘".

If you are not now pursu1ng an adm1n1strat1ve maroer, p]ease 1nd1cate your
reason or reasons.

\
v

| S prefer my present pos1t1on
12. ~_h_;_://3\do not expect to work in edycat1on for more than a few years. e
tl3.<___;J__I do -not have enough’years remaining in my eareer to justify-the
B time and effort required. - .
4. " I do not feel that I can afford the time and expense to beCOT?‘

cert1f1ed '

4

15, T am not interested 1n bu ing the system and pushin; myseff
forward - :
16. d__;_' ‘I.do not feel confident that I\couid succeed as an administratoer.
17. ;__;fm My fam1]y would not ‘support my fforts,1ndthat dJreet1on. -
.18.  Other: | | )
. HOW DO YOU FEEL ABOUT THE FOLLOWING? .

. 19. Qualified women and minorities should be in administrative pos1t1ons
as, role models to increase examples of career awareness and aspirations.

agree
\ , ] '
. ... _~disagree
) |
oa 2. P]acement of qualifled women in administrative positions should be a

,” d1str1ct pr1or1ty

Q@ i“"“' :" . _ .
Sa?ree . ) : . . : ‘ LRI

R oy




21.

23.

24.

R

Placement of qualified minorities in administrative poditions should.. *
be a district policy.

agree
"115
L \
__ disagree
(2) .. Py
I would move to another schooi.system in-order té advance or maintain .y
a career i‘ducationaﬂ admiistration. .}.‘;‘
~  agree } S | | -
My~
disagree : o ~’ A
B . . -
: : does not apply; not interested in educational administration
[f you could choose your boss, would you prefer:
to work for a male administrator
‘ \, . e

to work for a female administrator

no preference

. _ N .
Indicate how you would actually feel about working as an educational
administrator. (Assume that you have adequate educational preparation
to get ‘the job.) . ~

-

I am not interested in working as an educational administrator.’

-? - - N
' -~

I would actively seek out an opportunity to be an administrator.
(2) ¢If there were a reasonable change of getting into this work
and succeeding, you would make a great effort to get the job.)

I would gladly accept an opportunity to be an admipistrator.
(3) . (You would like a suitable administrative position, but you '
. .probably wouldn't do anything special to get the job.). e
I might be willing to consider an opportunity to be an adminis-
trator.  (If you were offered such a job, you would think -
seriously ab9ut'accept1ng it.) : B

|

+

. & v g
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THE EXPERIENTIAL COMPONENT
Sponsorship | !
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-~

SPONSORSHIP PROGRAM <
LEADERSHIP CANDIDATE/SPONSOR TMTERACTION RECORD y

To satisty the goals of a meaningyful sponboxbﬁip program, each icadershlp
" candidate/sponsor pair will be expected to earn at least tun (10) points

from thc tollowing list of suqqested activities.

~

A. Monthly meetings at planned times gﬁe strongl
recommended to sustain a good program and, fd{
this reason, extra points will be awarded for
those who achieve this goal (3 points).

[ - L~
: .
. . -
J ‘ .
B. Leadership candidate may attend the following
functlons with sponsor (2 points dach):

l. Board meeting

2. Activity of Execut1Ve Deve Llopment Academy
’

3. Meeting required of sponsor (Labinct,

principals’ meeting, etc.)

-

4. Workshop:

5. Luncheon meeting

6. Professional organization_meetingé (TASA,
Secondary Principals Association, etc.)

7. Functiens to which sponsor is invited
because of affiliation with district

8. Others:
<

C. Leadership candidate may observe the sponsor
in activities such as (1 point each):

l. Conducting a meeting ,

2. Interviewing prospect Lyve employees.

D. Sponsor may assign leadership candidate
a res@onﬁibigity such as: :

l. Chalring a committee (3 points)

2. Bvinﬁ a committec member (2 polnts)

»

3. Being the sponsor's representative
to a meeting

. i e e o
'

DATE POINTS
Oct. -  Feb. -
Nov.  Mar.
Dec.  Apr.
Jan.__‘g May
b
i
-_—— *.,.._&_.,_.._&
(Y




o - : : /'J : .
E. Leadership candidate and sponsor, may L DATE POINTS-.
discuss the following ()5 point each):

A

S, gertification requirements or other _
requirements for the administrative (
position 2 :

.

hRS

2. Job description

3. Interview skills (role playing suggested)

4. CR administrat{ye structure

5. CR budget procedures

6. Sponsor's career path

. 7. Scheduling of classes ) .

8. Skills necessary when dealing with the
community

9. Policy and decision making on'
building and district levels

10. -Impact of negotiations

1l. Daif& routine and commitments

12. Handling adverse criticism

13. ReSponéibilities of school board : ) Coy
» v

14. Line/staff organizational patterns

v 15. Compensation %9£§n administrative position

l6. Other pertinent subjects

- e e ——— . ——— —_— - <

F. Leadership candidate may spend several hours
working with sponsor on a project for which -

3
the sponsor {s responsible (3 points). L\\\J//\%

R U GRS G T S

TOTAL POINTS




A GREAT LEADERSHIP OPPORTUNITY

»

o, ) .
» - A ten-day;MINI-INTERNSHIP will again be offered for up to 12 certified staff

.. members. "This experience will provide an opportunity for individuals to
explore their interest and potential in the area of administration and will
increase their understanding of -agministrative skills and functions. The ~
intern experience can be either of a position (e.g., building administrator,\
Director of Personnel) or may involve building-level or central-office place
ment as a. function (e.g., budget, cuq:jcu]um planning, evatuation).

" A limit of 12 positions necessitates a sglection process--a written application
with vita, references, and an interview. The mini-internship will begin in
January. If selected, you will be absent from your regular asg#gnment for
approximately five days, although not necessarily five consecutive days.
Substitutes will be provided. The experience will additionally involve 40
hours (five 8-hour days) for administrative training Sessions and project
development, which will be reimbursed at the, prevailing mini-grant rate. Your

participation in the MINI-INTERRy EXPERIENCE. will be contingent upon the approval
of your supervisor.

}

If you are 1n}erested in this program:

1. discuss with your supervisor the implications of application \
and possible selection;

A d

: )
\ 2. complete the attached form; ~

3. attend the INFORMATION MEETING on ' > | at

2

in-Room °

. e e e e it 1
3 L

>

o

Please complete and return to the office before i
We will expect you atpthe meeting unless you notify us otherwise.

\ INTEREST APPLICATION FOR MINI-INTERNSHIP

Y , /

cONNAME_ -

\
BYILDING

— N\ TELEPHONE

- ‘.f - J'Y




-

’ ¥

MINI-INTERNSHIP
FORMAL APPLICATION

NAME . POSITION
BUILDING L ’ i

A, PLEASE INDICATE THE TYPE OF DXPERIENCECS) YOU WISH TO EXPLORE. CHECK SEVERAL'
CHOICES THAT INTEREST YOU.

POSITI , FUNCTION
CJ ELEMENTARY PRINCIPAL CLRUDGET DEVELOPMENT
' [0 SECONDARY PRINCIPAL : " [ CURRICULLM PLANNING
_ _ )
‘0 ASSOCIATE PRINCIPAL - [J CONDUCTING MEETINGS, WORKSHOPS

[) COORDINATOR OF o "0 COMMUNITY RELATIONS
' %, [1OPTIONAL PROGRAMS

1 INSTRUCTIONAL SERVICES ADMINISTRATOR [ STAFFING

TITLE: (] SUPERVISION OF PERSONNEL /
0 OPERATIONAL SERVICES ADMINISTRATOR (1 EVALUATION |
¢ TITLE: " O CONFLICT W\NAGEJ%\ENT
0] BUSINESS SERVICES ADMINISTRATOR [ AFFIRMATIVE ACTION
OTITLE: ~ ) HANDLING DISCIPLINE
o OTHER [ OTHER: -

B, PLEAS /JIST W (2) EFBEN(ES WHO MAY BE C(]‘JTACIED BY THE SELECTION COMAITTEE.

NAME. , ADDRESS TELEPHONE
1
c 20 . . - |
. C. PLEASE INDICATE THE PERSON WHO WILL BE COMPLETING AND RETURNING YOR WRITTEN
RECOMYENDATION: SV, R e ?,

RETURN THIS APPLICATION TO THE OFFICE BY NOVEMBER I.
YOR VITA AND THE WRITTEN REG)"MENDATIW WILL ALSO BE DUE NOVEMBER 1

70 i | v ;
s ' _ t




MINI-INTERNSHIP
CRITERIA FOR EVALUATING APPLICANTS' V’TAE

P

I4 . 1

L. ORGANIZATION AND CONTENT: (15 points) .

a. Inclusiveness - Does it indicate the variety‘zf experiences you have had?

b. Accomplishment orientation - Does it indicate what you have accomplished
as well as describe what you have done? )

. V §
¢. Logical orientation - Does the arrangement reflect areas that you wan?.&o
focus on first? *

d. Appropriateness - Is.ghé information included complete and accurate, yet

still pertinent to ydur qualifications for the position?

» »

II. FORM AND FORMAT: (15 points)

a. ‘- Appearance - Does it look well organized? 1Is the format distinctivel?
sy

b. °Réadabili'y - Does the organization mgke it easy to read? Is the
information condensed in such a way to increase readability?

M ’

¢. . Grammar and Punctuation - Is the wording appropriate? 1Is it correct?

. . - <
d. Writing Style, - Are the sentences succinct yet adequate?
IS THE DOCUMENT A REFLECTION OF YOUR .GOALS, YOUR ACCOMPLISHMENTS AND TALENTS?
DOES IT INDICATE YOUR POTENTIAL?
CONTENT FOR POSSIBLE INCLUSION LN YOUR VITA : y
. L)
Your objectives ! ulsh

. ]
Educational background formal, workshops, academic recognition and honons

Presentations and Publications~*

Professiodnal

ork experience ' !‘ f" S

Other péQfessiona experience:, }eaching, curriculum development other- areas,
.major responsibilities,-committee as$1gnments,
- - . qpecial projects

3 . -

.:{h o omgun { ty organizatlons : R ) i
_,¢¢5E~r~«3“ﬂ . . 11 A ;

« .4 ot~ @ . d s t-

. p . ' ¢ ) o 7 . . . .




MINI-INTERNSHIP
INTERVIEW

s

SAMELE_QUEQILQNS

1. WHY ARE YOU INTERESTED IN THE INTERNSHIP?
. 2. WHAT DO YOU FEEL ARE YOUR STRENGTHS IN YOUR PROFESSION?
5. IN WHAT WAYS HAVE -YOU USED YOUR LEADERSHIP AND MANAGEMENT SKILLS?

1t 2 30 4~ .5
e . ASSERTIVENESS |
12 30y 5
. _ ABILITY TO EXPRESS IDEAS
1 . 3 y 5
PERCEPTION OF MANAGERIAL SKILLS -




>

OcToRer 1
OcTOBER b
NovemBer 1

: NovemBer 8 - 24

-DECEMBER 3
" DECEMBER 6
DECEMBER 8 - 17

January 3 - 17

January 17 - May 13

JANUARY 15
FEBRUARY+ 2

January 30
" Fesruary 15

e § |

May 13
© May 13
May 16 - 20

~

_ INTERN EXPERIENE - = =~

 MIN-INTERNGHIP /
PROPOSED TINELINE

Fy

INFORMAL. APPLICATIONS; JME - . .

. INFORMATION MEETING

FORMAL APPLICATION, VITA,. RECOMMENDATIONS DUE N
SELECTION PROCESS ~

EVALUATION OF SELECTION' PROCESS DUE

ANNOUNCEMENT OF INTERNS SELECTED

FEEDBACK TO CANDIDATES '

ORIENTATION MEETING FOR INTERNS

MANAGEMENT TRAINING SESSIONS | /. .
INTERNS' TIMELINE DUE
INTERNS' KEY TASK DUE

SUPPORT MEETINGS (ONE REQUIRED) 9
ADMINISTRATORS’ AND INTERNS' EVALUATIONS DUE 1 '
FINAL REPORT AND PROJECT REPORT DUE o
FINAL MEETING | .
i 78 )




APPENDIX C ’ -
WOMEN IN ADMINISTRATION -
prow TITLES AND BIBLIOGRAPHIC DATA
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- JANUARY 1977 - JUNE 1979 - o
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| 4//f " WOMEN IN ADMINISTRATION

TITLES ANS® BIBLIOGRAPHIC DATA
January 1977 - June 1979

- _J

-"About Those Few Women Who Scale ‘the Heights of School Management," American
School Board Journal (June '76), 163:24-7.

“Academy's_New Girl Netwerk," Change, vel;zlﬂ\iﬂyn;zdu1y '78), #6, pp. 18-21.

"Administrative Internships: Approach1ng the Job Market Creatively," '
Vocational: Gu1dance Quarterly (March '79), 27:265-9. -

"Adm1n1strat1ve Internships: A New Conceptua11zat1on," Plann1ng and Changing,
vol. 9, #1, pp. 55-62. °

-

"American Public Schodl Administration: *A Short Analys1s,“ School Rev1ew,
vol. 86 (February '78), #2, pp. 217-50.

CiAre NOmen Underqua11f1ed for Leadership?" Phi Delta Kappan (November"77),
59:207.

_“Authority Positions for Women: Principalships in Pub]1c Educatlon," Contemporany
Educat1on, vol. 48 (Summer '77), #4, pp. 206-10.

S
/

"The B]ack Women in School Adm1n1strat1on," Integrated Eﬂucatlon, vol. 15 (Ju]y-
August '77), #4, pp. 34-7. ,

"Character1st1cs and Perceptions of Woren Certified for Supervisory and Admiris-

trative Positions in I1linpis," I11inois School Research and Development \
vol. 14 (N1nter '78), #2, pp. 45-5T.

"Effectiveness of Affirmative 5pt1on for Women," Higher Education (May/June ‘78),
49:218-30.

'"Encouraging-women to Enter Administration,” NASSP Bulletin (May '78), 62:114—19.

"Federal Funds Women's Educational Equity Act," American Educatlon, vol. 13
(December '77), #10, _pp. 28-9.

" "Fighting Sex Discrimination in School," McCalls (January '79), 104:44.

““From One Who Made Ft: Advice to Women on Their Way Up in School Administration,"
American_School Board Journal (July '78), 165:27-8.

"How Do Women Administrators View Job Satisfaction and Discrimination?" National
Association of Women Deans and Counselors Journal (November '78), 41:67-8+. )

"How Men Really Feel About Prohoting Women," Redbeok (November '78), 152:57-8+.

. "How To Tell If You're Discriminating Against Would-Be Women Administrators and:s
What To Do About [t If You Are," American School Board Journal (June '76) :
163:19- 23 ' bl

-

"How Women and Minorities Rank in U.S. Education" Interrac1al Books for Children’
‘Bulletin (February '77), #8, pp. 4-5.




/ | © | | -

"Humanistic SuperviSion Gett1ng Women Into the Inner Circle,"” Cata]yst for
Change, vol. 7 (Winter: '18) #2 p? 14-16°% n

- "No Room at the Top," American Educat1gn, vol. '13. (June '77), #&, ‘pp. 20- 3 26.

"Organlzatlonal Effectiveness and the Woman Adm1n1stratdr," NASPA Journal, vol.
. 16 (Februarx‘,ZZ #2, pp. 43-7. & e

"Perceptions of Membership and Women in Administration: Imp11dat1on for Pub11c
Organization," Administration Plus Society, vo] 10 (May '78), #1, pp. 33-48."

"Professional Development for Women," Current Issues in Higher Educat1on ( 76),
31:87-96.

\

"Risa and Decline of Women Administraters," National Elementary Pr1nc1pa1
(Ndvember '76), 56:53-4. , .
_ | ' N
"Sex Discrimination in Schoo] Adm1n1strat1on," Phi Delta Kapgﬁn (April '77)
58 644-5.

"Survey of the Status -of Females 1p the Schoo] Nor]d " Phi De]ta Kappan (June '78)
59: 318 , : , '
3 o p

"To Advance Women: - A Natural Identification Program," Educational Record (Winter
o '77), 58'91-119 ' S

"Training Nomen for Adm1n1stration," Nat1ona1 Assoc1at1on aof Women Deans and
- Counselors Journal (Fa]] '78) 42 16-22. '

"Van1sh1ng Ladies: Women Pr1nc1pa1s Today," Delta Kappa Gamma Bulletin (Summer - -

'77), 43:56-9. /\

"Will Women Administrators Need Government Intervent1on7" NASPA Journa], vol, 15 -
(Spr1ng '78), #4, pp. 37-38. R

"Women and Administration: Confrontation ar. Accommodat1on7" Theory into Practice
*(October '76), 15:293; or Educat1on Digest (March 77) 42:39-42.

. e v e - -
! ‘

"Women in Educa¢1on," Chang (November '77), 9: 9

: "women in Education," Phi Delta Kappan "(April '79) 60'583—9
. —

' "Women in Educational Adm1n1strat1on Prof11es and Resources," NASSP BuHetm,l
'vol. 61 (September '77), #410, pp. 101-106.

. "Women ln_Management Moving Up?" Social work, vol. 22 (November '77), #6, pp.
512-4. . , .

L4 ] .

"Women in Management: A Research Review," Journal of Applied”stchoiogy (December :
'77), 62:647-64. ' . S

-

"Women in School Administration: A Case Ana]ysis," Urban Eduoationx(Ju1y '78);w o
13:218-36. ) " EN k ‘*

v

"Women: Trading the Classroom in for SuperV1sory RoTes," Amerlcan Secondany 3
- Education (September '77) 7:32-4. . N




