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. Of all the forces that buffet school districts, one of the most
problematic is turnover on the‘school board. The potenti r board
turnover to factionalize the school board or to alter the inofity status
of an alreedy'existing faction can haveamajor impect on the administration
of a district.2 Despite. its importance, there has beee littie research c¢n
school board turnover. Although the study of turnover in organizations has.
generated a substantial volume of literature,s_many of the key variables in
this research (e.g., peid positions, opportunity for promotions, alternative
job opportunities) make its applicability to the study of board turnover

-

questionable. Most importantly, the prior research on turnover does not

) : :
account for what we feel is the critical aspect of school board turnover,
namely the fact that it is part of a political proceés.4 In this paper, we
will use a political perspective to examine school boerd turnover. We
will'tfy to identify basic types of school board ﬁembers and look at the

affect of these characterizatiohs on boaird turnover.

The Study of Turnover

Tfaditionally,‘there have been two areas which heve dealt with the
study of turnovee. One 1s the direet study of turnover, while the other
is the study of ofggnizationel.coemitment 15 which turnover is seen as a
primary consequence of low commitment. Since these areas overlap both
conceptually and empirically, for our purposes they may be treated as a
single ent:ity.5 |

Drawing on the literature related to turnover and commitment, two
broad classes of antecedants may be identified. The first uses an exchange
framework to determine the perceived utility of the position occupied.6

Under this framework the employee is assuwcd to make a comparison between

his/her present position and some alternative position. Variables which are.
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likely to pla; & : cularly important role in this comparison‘are pay and
‘promotional . -~ esS. If the alternative position is seen as offering
better pay and/or - promotional opportunities, the employece is more
likely to leave thei. ..rrent position. Thus the key variables in an

exchange approach are pay, promotional opportunities, and the presence of
alternative job oppertunities. Insofar as tenure in a position generally
enhances the value Y one's current job, tenure is also an important

variable in this approach.7

What is striking about these variables is the fact that they are

‘almost totally inapplicable to the study of school boaggd turnover. School

board members are volunteers, therefore the question of pay does not arise
(although the lack of pay for what is often a demanding position may.be a
factor in board turnover). While on2 may aspire to specific offices on
the boérd, strictly speaking all board members are equal, so there are no
promotional opportunities per se. Given the lack of pay and promotional
oppoFtunities, it is not clear what benefits accrue from tenure on a school
board, other than experienée.' The lack of tangible material rewards also
makes the question of comparison alternatives problematic. This is not to
say that some semblance of an exchange or utility framework cannot be applied
to the problem of school goard turnover, just that the variables which have
been used to study turnover in other positions are inappropriate for this
purpose. Rather than focus on the material benefits which are assumed to
be the basis of self-interest in most exchange models, we believe it ié
necessary to concentrate on the political motivations of school board members,
for it is in those motivations (in terms of their goal or. purpose for serving
on the board) that the basis of thei; self-interest will be found.
Consideration of the political motivations of schcol board members

N

requires that one address the second class of antecedants that can be

.\\

| - 4



identified in the commitment and turnovar literature,.némely those dealing
with an employee's expectations and work experience.8 Basically, this
approach assumes that employees eanter an organization with certain expec-
tations about the positionw they were hired to fill. Once on the job, the
degree to which their actual work experience matches their expectations
will determine their propensity to leave the organization.  Granted, it
would be possible té mérge this approach with the excﬁange approach by
looking at the éxpectations an employee develops regarding matefial benefits
s;éh as pay and-prbmocional opportunities. In geheral,'however, those
stﬁdying the affect of expectations and work experience have been more
concerned with the psychological aspeéts of w;rk such as’ the deQelopment

of wo?k norms and the employees sense of idertity on the job. Variables
related to job characteristics have received a gkeat deal of emphaéis in
investlgating these aspects of work tﬁe assumption‘being thatc certain
characteristlcs (e.g., autonomy, participation, lack of routinization) will
provide a positivé work experience, enhancing the_employee s sense

and
of competence and identity,/thereby decreasing the likelihood of turnover.

v

- Despite the relative success researchers have had in isolating job
B

characteristics as predictors of turnover; the relevance of this research

e < > -

to the study of board turnover is debatable.10 I1f, as argued above, peoplé
run for the board Qith a set of implicit or explicit goals for.the school
system, then it seems likely that‘their ability to achieve these goals in
practice‘woula be a critical factor impacting on board turnover. Although
job characterisfics méy have an affect on goal achievement and therefore
indirectly on turuover,ll the recognition of thé political aspects of the
position of a school beard member would.sﬁggest that it is the political
ability of the board member that is the crucial factor determining the

degree of goal achicvement.



Thus while the literature on turnover identifies two approaches to -

the study of turnover, the empirical focus of these approaches as used’in

past research is inapprooriate to the study of school board turnover. In
order for either the exchange/utility approach.or the expectations/experieoce
approaeh to be.relevant to the examination of board turnover, they must shed
their concerns with material benefits and personal growth, respectively,

and focus instead on the political context in which a school board membar's
utilities, expectations, and experieuces are developed and maintained.

The School Board as a Political Entity

Consideration of the political context of sch001 board activity
requires that we conceptualiae the school district as a political system.
This involves: 1) seeing both internal and e#Lernal relations as part of
the oolitical process; 2) conceiving of participants as political'aetors
with their own needs, objectives, and strategies to achievi these objectives;
3).fecognizing that_eoalitions of actors emerge in oréanizations, identify
collective objectives, and identify.strategies to achieve their objectives;

4) realizing that actions are constrained by organizational structures,

technologies and ideologies, and 5) viewing dec1sion—making processes as

, 1
the primary arena for political activity. 2 Utilizing this conceptualization

‘of school districts 'as political systems, it is possible to recon31der the
role both the exchange/utility approach and the expectation/experience ;
approach may play in the study of school board turncver.

The primary resource available to the school board member is the power
of legitimationJ/”By law, the school board has final authority over much
of school district policy. Although this power resides in the entire board,

the individual board member, by virtue of his/her vote, shares in that

legitimacy. It is this ability to vote'thaé is the basic resource a board

member has to exchange. The ability of a board member to use this resource may

6
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vary. Those who consider the board as a rubber stamp for the administration
would prpbably argue there is little to be gained from an examination of
the political abilit; of a board-membef. Others, who are more willing to
accept the authority of the board, recognize that bo#rd members respond
to particular issues, and'ghat in this responsivenesé lies the roots of
politics.’l3 Board members will use their vote in an attempt to pass issues
which they support. They may also be willing to trade tﬁeir vote on
issues for which they have little feeling in =2xchange for #nother board
member's vote on an issue they do consider important, or for'information
or expertise from teachers or the administration which would support an
issue they consider important, or for the support .of community ééoups which
would insure their survival on the board. The point is that the exchange
in which board members engage, and any uéility which may result, is at its
heart a political process steepeéﬂin self-interest and coalition formation -
around ﬁpecific jssues. In linc with the previous literature on turnover, °
we hypothesize that the ability of a boar§ membef to engage in such
- exchanges will affect his/her turnover on the boara. |
Of course, got aIlJissues willxbe susceptible to exchanges. Only those
which ére perceived as rela;ed to a board member's self-4nterest are likely‘
to generate political manuvering. Identifying a boaf& member}s self—intereét
seems likely to be directly related to his/her expecta:}ons concerning
their membership on the Board. Most board'members assume their position
with some vision of what they would like the school district to be. This
vision or orientation may be liberal or conservative, it may invoive
curriculum or finaﬁce.lq WhateQer its content, specific issugs which arise
will be assessed in terms of their relatjon to this vision. In turn,
the board member's actual experience in trying to enact this yision

—_— 1

through specific decisions will determine the degree to which these
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expectations are met. As noted above, an’ individual's success will be

_ 3
dependent in part. on their political ability to engage in"exchange relation-

\

ships. Failure to achieve these expectatibﬁs is likely to result in turnover.

Thus unlike much of the previous research which has been able to

separatc the exchange/utility approach from the exg‘ftations'experience,.

%he political'aSpects of board membership leads/to an integration of these
perspectives. An investlgation of board turnover requires the use of
variables capable of capturing the politlcal process,. i e., it must focus

on specific issues, the formation of coalitions, and the achiévement of
expéﬁtations. The research reported here is a preliminary attempt to examine

the impact of such variables on school board turncver. -

METHOD

Sample
This report ié based on survey data collected iﬁ 83-§chool distr{cts
in New York State. These districts are a random samﬁ&é stratified

aczording to geographic location, size, wealth of the district, and district

expenditures. Four regions in New York Staée'were utilized for geo%;aphic

location. The sample included 30 districts from the Binghamton-Elmira

[ ‘ <

region; 14 districts in the Rochester Tegion; 22 districts in the Syracuse

f

region; ;nd 17 districts in the Elmsfbrd region.s Average daily attendance
in K-12 for each district was useé.as an indication of size. The average
size of our sample 1is 3,128. The size,of thé districts ranges frém a low-
of 277 to a high of 12,205. Asse;sea valuation was employed:as a measuif
of district wealth. The average assessed valuaLJon per pupil in our sample
is $19,517; the range is from ‘a low of $4,265 to a high of $52,761.
Expenditures are. indexed by the total general and federal aid expenditures

for a district. Thé average per pupil expenditufes goas from a low of $1,678

to a high of $4,101;
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For each district,"rhe superintendent, central office administrative
assistants, school board members, teachers in the largest elementary
school end largest.high school, and the vrincipals of those schools
received questionnaires. The data reporteq\here are based on responses
obtained from 263 school board members (response rate = 48%).

Dependent Veriable

Ideally, the study of turnover would involve the use of objective

. indices of turnover. A person present at one p01nt in time and absent at
another would be classified as one case of turnover. Unfortunately, this
ideal case:haé practical limitations. it requires the use of either a
_longitudinal design or of retrospective accounts collected from people who
have left the organization. The former is expensive, requires time, and
ris#s the possibility of encountering no cases of turnover; whike\fne;—;
latter raises serious questions regarding the yalidity of retrospective -

1 . -
" accounts, particularly where one is concerned with identifyiné 4ntecedant
predictors of turnover. The most common solution to these difficulties
involves the utillzation of measures of intent to -leave the organlzatlon.

e

Although this is not a perfect measure, research indicates that intent to

. . »

leave is highly correlated with actual turnover.15 . Further it is substan-

tially eeeier to collect data using this measure. Accordingly, we employed

a measure of intent to leave as our measure of turnover. Specifically,
board members were asked, 'when your present tern of office 1is up,'do you
currently anticipate running for another term?'" ~ Responses were coded on a
seale of 1= no, 2 = don't know, and 3 = yes. The mean for our sample
was 1.89, with a nigh of 3 and a low of 1, and a standard deviatipn equal
to .84. | , s |

Independent Variables and Analvysis

'
!

~ Since this was considered an exporatory study with little or no research

9



to guide the selection of variables, a somewhat untraditional approach was

.

taken to the creation and analysis of independent variables. A three stage
process was used., In the first stage, the basis concepts of polities in

organizations were used to generate a large set of independent variables.

These variables were then correlated with the depenﬁent variable. Only ~

those which emerged as significant were carried on to the second stage.

. -

In the second srage, the remaining variabies were‘sgﬁjected ﬁb a principal
factoring with varimax rotation. True factor scales were rhen created
for each factor and these became the independent variables for the final
stage ef analysis. In the last stage, themﬁactor scalesﬁﬁere_regressed

o —_—

onto the dependent variable to identify the primary. predictors of

schcol board turnover.‘ .

STAGE 1: As noted earlier, rhe set of independenr variables must take
account of coalitions, specific iss;es, and the fulfillment of expectatious.
In rcgards to coalitions, four different interest groups may ?e,identi%ied ,
in schooL.disrricts: the school board, the administration, the teachers,
and the communit:y.16 An individual board member may form a coalltlon with

any of these groups.. Further, the pressure to form a coalition with one of

these groups may begin before a:boerd member decides to run for office and

<

continue once s/he is elected. The survey used contained three sets of

items which allow us to assess the degree of pressure felt by members

from various-groups at different stages of’ their 'careers" as board

members. The first set asked members, "when.first making your deeision

to run‘for.election to the school board, how important were each ef the
following in reaching a decision?" There followed a list of items SUeh

as encouragement from board members, encouragement from public citizens
groups, encouragement from professional‘school-personnel,‘encouragemcnt from

friends and neighbors, and encouragement from government and political

10
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figures, which were to be rated on a scale.of 1 (not at all important)

to 5 (very important). The second set asked respoendents, "When you
first serred on the schéél»board how useful were the following people,
groups, or evints in filling you in on how the school distrirt 'really'
works?" This xas followed by a.list of positions in the district which :
‘included roles from each.of the four interest groups, identified above.

Each rb;e was Tated on-a scale of 1 (very useful) to 5 (had no contact).
The third, set required board members to indicate "hpw often...tﬁe following
groups or people makesdemands on you?" This was followed bf a list of

. . {
positions similar to that in the.second set of questions, each of which was |

——

rated on a scale of-i -(seldom-or never)_ to 4 (almost alwéys). Insofar as

the potential for coalitions with the community will vary with the divergity,
stability, and predictability of the local environment, questions related
to these factors were'iﬁcluded in our preliminary analysis.17

Coalition formation generally”OCCurg-éround specific 133ues,'with
the rhoice‘of a coalition partﬁer guided by ideolégical agreement or by
the other party's degree of power.18 The questionraire contained a series
of items on school district decision making which allow us to assess these
possibilities. - Each set of items in the section on decision-making
contained a list of 23 specific decisions which'éan be grouped into nine
general categories of issues: district, monetary, negotiations, daily
labor relations, ﬁersonnelﬁ control, classroom, testing, éndsspecial programs/
community relations. Three sets of items were used rn rhé prcliminary
analysis. 7‘,TT_xe first provided rgspondenrs with a 1list of roieé in the district
and asked them to indicare/wﬁgfhad authority over each issue. From this, it
is possible tqvconstrﬁrr a meésure of each.interest group's perceived

authority over each category of issues;19 The second set of items required

respondents to indicate how much influence each role had over each issue.

e - u
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as well as how much influence they felt each role should have. A measure

of decisionai\aeprivation for each group in each issue area was constructed |

by subtraqpiﬁg the amount of aetual'influence from the amount of desired

&

influence.z‘0 . The third set of_items asked board members to indicate which

person or groups they were likely to agree with on a given issue. These

responses were used to construct agreement scores with each interest group

for each caffegory of issuesv. In addition to the questions on decision

making, e sﬁrvey\;gffained a series of questions regarding the local
teachers union. Of specific interest are a set of items which asked

respondents to indikate whether the local union should become more or less

———

#nvolved in a number of different areas such as compensation, class size,

evaluation, non-teaching duties, ete.?l single item requiring board
members to rate the union's power:relative to the administration was also
included.in the‘analysis.

In regards‘to the fulfillment of expectatiens, three sets of items

were used as a rough indicator of this factor. The first required

3

school board members to rate their perception of the value of their services

to the school district in their eyes, in the eyes'ef the superintendent, and

in the-eyes‘bf the public. All three were recorded on a scale of

1 (not at all ?aluable) to 5 (very valuable). The same scale was used in -

the second item which asked respondents how‘valuable the rewards received -
from their position as board member are to them. The assumption being

made is thot the more valuable a member's services and rewards, the: greater

“

the probability that one's expectations have been met. The third set of

questions asked responsden*s to indicate how satisfied they were with

their position as board'members.22 Insofar as the fulfillment of

, ekpectations is generally realted to experience, three measures of

R "o
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experience (time in.district, tenure on board; and number of times elected)
were aléo included in this stage of the analysis.:

Having creéted a rather substantial collection of independent
variables which capture the essence of the politicél context in which
board members operate, we pro;eeded to correlate each of theclndependent
-variables with the dépendent variable. Thirty-two variables emerged

-

as signiticant and were carried to thé second stage of the analysis.23

N STAGE 2: In stagertwp of our analysis, the variables which emefged as
sigﬁificant from the first stage were subjected to ;wprincipal factors
aﬂalysis with varimax rotation. It was gnticipated tﬂat therfactor
analysis would identify the mosk common patterns of polifical activity
school board members engage in. In a sense,.such patterns could be taken
as characterizations of types of school board members. gy using the
factor results to create scéales on which to score each respondent, we
woqlé then have rati?gs of each board member's political activity.

Eleven factors emgrged from thetﬁéctor analysis. Items with f;ctor
loadings of .10 or higher were then used to create. true factor scales
for each of.the eleven factors.24 These scales then became the independent
vériablés for use in:the final stage of ourlanalysié.

STAGE 3: In the final stage of our analysis, the eleven patterns of
political activity identified by the factor analysis were regressed
against the deéendent variable of échool board turnover. Seven of the eleven

factors emerged as significant predictors of school board turnover.

- Results and Discussion

If we accept the argument that the factor scales are indicative

of patterns of political activity, then the results of the regression

performed in stage 3 of the analysis can be seen as identifying those

O [, - _ e e e .
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patterns which will lead a board member not to ruh again and those patterns
which are likely to result in a decision to run again. Of the seven patterns
which emerged as significant, Fhree predict to not éunning and four predict
to deciding to rum agaih. Table 1 summarizes each set of factors and the
variables which comprise each.

The first factor, administrati;e degrivation, predicts to board
turnover (befé = -.14). The three items which contribute to this factor -
administrative deprivation over monetary iésueé, administrative deprivation
over negdtiations, and administrativé deprivation over special prcgrams/
community relations - all deal with the administration not having the
influence th#t board members'believe they should have. This suggests. that
frustration with the administration's ability to get things done isAone reason
for deciding to leave the school board.

The second factor contains only one item - length of time on the board.
Not surprisingly, the longer someone is on the board, the less likely s/he

is to run again (beta = -.22), What is interesting about this résult is

the fact that it is opposite of almost all of the previcus research en

: . 2
.turnover which shows that tenure predicts negatively to turnover. 3

This reinforces the argument made earlier regarding the unique position of the

: . »
" school board member and the necessity of taking this uniqueness into

account when investigating t:urnover.26

The finzl factof predisposing a board member not to run again
is agreement with.the current board (factor 3, beta =A-.12). Particularly
important ére agreement with the current board's han&ling of negotiations,
control issues, daily labor relations, and district issues, The generali

attitude implied is one of "the rest of the board has things in hand,

so I can leave."

=
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Table 1:
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Predictors of School Board Turnover

Factor Name

Variables (Factor loading) Predicts To

Beta

1.

Administrative
Deprivation

. Tenure on

Board

. Agree with

Current Board

. Union Involve-

ment.

. Conflict on

Authority Over
Control Issues

. Self value

*%% p £.01

IR\!: p‘c 05

a
b.
c.

n o

00 Hh D Q.

n L0 o

Hn

. Admin. Deprived Monetary Issues (.33) Not running

Admin. Deprived Negotiations (.54)
Admin. Deprived Special Programs/
Community Relations (.17)

. Length of Time on Board (.94) Not Running

. Agree Board on Negotiations (.19) Not Running
. Agree Board on Control (.18)
. Agree Board on Daily Labor

Relations (.40)

. Agree Board on District Issues (.30)

. More Union Involvement Running

Compensation (.11)

. More Union Involvement Class Size (.12)
. More Union Involvement Non-Teaching

Duties (.20)
More Union Involvement Leaves (.20)

. More Union Involvement Tuition (.15)
. More Union Involvement Evaluation (.24)
. More Union Involvement Discipline (.16)
. More Union Involvement Jc» Say (.13)

Teachers' Authority Over Control Runnins
Issues (.22) .-

. Administration's Authority Over

Control Issues (-.60)

. Length Time on Board (.15) . Running

# Times Won Election (-.16)
Superintendent's View of Value (.22)

. Value of Rewards (.21)

Socialized By Administrative
Assistants (-.38) '

. Demands By Businessmen (-.12)
. Board Authority Over Classroom Issues (-.13)

. Value Rewards (.14) ’ Running
. Agree Bd. on Control Issues (-. 20)
. Agree Board on Daily labor \

Relations (.12)-

. Union Involvement in Leaves (-.15)
. Union Involvement in Discipline (.10)
. Union Involvement in Keeping

Members Informed (.48)

Admin. Deprived Monetary Issnes (.11)
Admin. Deprived Special Programs/Community
Relations (-.16)

S —5
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Turning to factors which predict to a uoard member's deciding to
run again, the results indicate that being a pro-union candidate, i.e.,
desiring more union involvement in & variety of areas (compensation; class
size, non-teaching duties, leaves, tuition reimbursement, evaluation, )
discipline, and job say), prédicts to attempting to remain in office
(factor 4, beta = .19). This feSult highlights the role of inteuest gfoups
and coalitiuus in school district politics, while also sensitizing one to
the preseuue of single issue candidates on the school board.

In contrast to the board member who favors more union involvement and
therefore &ecides.td run again,. there is the board member who feels that the
teachers\hava usurped authority over control issues which should be in the
hands of the administration. This conflict regarding authority over control
issues is sufficient to make some board members decide to run for another term

i

of office (factor 5, beta = .13).

A pro—admlnis{;ation attitude is also apparent in factor six. The
items included in this factor reveal a Pattern of activity which 1nc1uoes
having some degree of tenure on the board (yet with f;w election victories),
socialization by members of the aaministration, few demands from the community,
a.desire to increase the board's authority over classroom issues, a belief
that the superinténdent values youf:services to the district, and feeling
that the rewards of serving on the board are very important. Board members
who engage in this pattern of activity are likely to run sgain for office
(beta = .14). - |

The final-factor predicting to a decision to’ run for office again
includes a numbur of items_which exprss both agresment and discontent
with different groups in the school districz. To illustrate, the factor

suggests a pattern of activity which involves disagreement with the way the

current board handles control issues, but agreement with the board 3

' —— g - — -
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handling of daily labor reclatiomns; a desire for the union to be less
i;volved in leaves, but more involved in both disciplihe and keeping their
members informed; and a belief that the administration does not have sufficient
influence over monetary issues, but too much influence over special programs/
community relations. Furthering this set of beliefs pfovides the board
member with very important rewg;de. While uncertain what to call this'gattern
of activity, its presence does predict to seeking another term on the school
board (factor 7, beta = .11). |
vDeSpiée the relatively low loadings of several items in the seven
factors and the signifiéant but low betas, we firmly believe that the analysis
;nd results presented are of importance as an exploratory study of school
board turnover. The patterns of activity identified by the factors have a
‘ degree strong®
high/of face validity, as well as/intuitive appeal. When the results have
beep presented to practitioners, they have been greeted with nods of
recognition. Thus although the results need to be replicated and expanded
upon, they apﬁear'to be heading in a direction which holds promise for
both thedéy and practice.
This direction éentérs around a political analysis of schools and
school districts as organizations. The results suggest that it is the
specific issues confronting the school district and the alignment of interest
groups aroﬁnd these issues that has a maﬁor impact on the identity
developed by a school board member and his/her subsequent decision whether
or not to seek anather term in office. As noted.earlier, the study of
issues, interest groups, and coalitions lie§ ét the hearE of a political
analysis. | o
.The‘identification‘bf distinct pattFrns of. political activity among

board members also highlights the possible complexity of school district
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politics. Any given school board is likely to contain several different
tfpes of board members, each with their own concern over specific issues
and tendency to align with specific interest groups. It is the relative
degree of factionalization on the board and the abilit& of members to
negotiate agreements (often wifh the ﬁid of the Superin;endent) that constitutes
the pr;cess of school board politics. te

Obviously, then, the make-up of the school board can have a significant
effect on the amount of turmoil or quiescence a school district exhibits.
Further, the future state of the district depends, in part, on the turnover
of current @embers of the school board. Assuming that\school administrators

\
generally prefer a quiet board to a turbulent board, kn&wing*which board

members are likely to sfaﬁ'or leave can help them.prebare for potential
future;. The bottom line is that which member deciaes to leave and.whicﬁ
member chooses to run again may have a subsEantially different affect on
the district. Turnover may prove to be functional or dysfunctional for the

district.27 The results presented here may begin to sensitize us to the

various possibilities.

Conclusion

Scﬁool board turnover is almost an annual event in most school
districts, an event which may have a significant a2ffect on the administra-
tion of the school district. Yet s&fprisingly little research has been
done on the predictors of school board turnover. Although the voluminous
literature on job turnover provides two approaches to the study of turnover,
i.e., excﬁange/utility and expectation/experience models, thé assumptions
which have guided érior research using these models make their direct
application to the study of board turaover problematic.. Spécifically, their
fbcus on variables such as pay, promotion, alternative job opportunities,

and job characteristics is inapp;opriate for the study of board turnover.

— el 1.8""—"‘,‘““'*"‘_”"' e
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These models prove useful, however, when eﬁbeddéd in a perspective which
accounts for the political context in which sﬁhoolvboard turnover OCCUIS.
This requires focusing on spééific issues, the alignment of interest

groups around these issues, and the relafive success of these alignments in
achieving board'member's objectives. The results presented in this paper
suggest that the patternms of political'activity sﬁhool board mémbzrs adopt
predict to their decisién on whether or n;t to seek another term <in office.

Our concern here has been to conduct an exploratory study of the

the value of a political approéch and déserve to be expanded upon in future
research. thile school board turnover may accentuate the political aspects
of turnover, it seems likely thatvpolitics plays'aﬂ important role in
other.typés of turnover as well. Pay raises and promotional Opportunitiés
are often seen as part of a political game in organizationms, and the smart
administrator knows how to ride a specific issue to the top, and what groups.”
to align with in the organization. Failure in organizational politics may
lead to turnover, regardless of what position or gype of organization

one is concerned wit:h%8 Because of this, the preliminary step towards

assessing the political context of school turnover presented here may prove

valuable to the study of turnover in general. -

19
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