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IKTRhODUCTION

Job turnover i1s a phenomenond that 4a present in
any enduring organixzation, Thips turnover has besn
the sudbjeot of countless studiea in bhusiness and
induatry, and more recently bas received attention in
the educational literature.

Pudblio achool acdminiatrator turpnover was the
topio of a reviev of literatcre dobe by Burlinganme
(1977). Burliangame plaoced the yearly turnover rate
for superintendents at about 20§. Typioal tenura wans
reported at approximately five to six yYears. In a
similar atudy, C.M. Smith ({9819.1) ooncluded that
superintendeat's jod aooprity has shown decline,

Miakel and COaQ}ovo (1985) wentfurther with
their oontantions regarding ldainiatru:or.ohuugo in
schools. rhoy'do-or;;od the turnover of
superintendents and principalas 8 a "disruptive
eveont," one that changes communication, pover

structures, decision-making, and goneral equilidrium.

A study oconoentrating on turnover in rural
Kanesas schoola revealed that a Yearly turnover rats
for the past six Years vas 13% for superinteandents
and 20% for high sohool principals (Wilson, 1985).
This itudy also determined that superintendent and
principsl Job changes were inorsassing. Data
indicated a markedly higher rate of ohange from 1981
to 1988 than for the pr&e; thraes ysars.



Purposs of the JStudy

This atudy vas undertaken primarily to gain
better understanding of administrator turnover in
Lansas sohools. More speocifioally, small achool
distrists with a bigh rate of auperintendent and/opr
high sobool prinoipal ohange for the past ten years
Vere compared vith thoase that exhidit a lowv rate.
The ressarocb inveastigated differonces and

similarities of the bigh and lov turnover groupsa.

This purpone vaa
realixed through identirying, oomparing, and
sontrasting distriots and high asochools that
experienced unusual amounts of turoover, unusual
being defined as either very high or very lovw
turoover,

The goneral bypothesis for this study, atated in
the null form, was that no signifiocant difference
ox1ats detwveen s0doo)l distriots with high rates of
turnover and those that maintained low rates. These
differences were investigated with regard to:
1)Denographic obaracteristiocs, 2)Organixstional
oharacteristios, 3)Performance measures, andt

N)Perceptions of adminiatrators.



Hathodology

Distriots used {n this atudy vere selected bLened
upon adminiatrator turpover rates. figh and low
turnover are relative terms defined uasng data from a
pillot atudy conduoted on small Eanead sobool
districts (Vilson, 19085).

Diatriota with four or more suparintendent Job
ohadges over a ten year pariod wore ladbelad high
superintendent turnover and distriots with five opr
more high sohool prineipal Jjob ohanges over a ten
yoarr period wvere ladeled élah pricvoipal turnover.
Tbe sane proocedure waas used for seslsotion of lov
turaover groupa, but bdased upod the least sumbdber of
Job obanges.

Administratora in these distriotms/sodools were
coptacted via telephone and asked to partiocipate in
the atudy by providing verbdal comment into their
diatriot/school turpover rates mad posaidblo ocsusean.
They also provided information regardiog aituational
faotors ibp their distriocta/scdoola. Ibn the osas of
high turnover distriots/schools, sttempta wvere made
to ocontaot bdoth ocurrent and paat a“ministrators.
Only ourrent adainistrators wvere ocontaoted i(n lov

turnover popitions.

A

191



This interviaw dals was wrilten inte narrstivs,
compiled, and the differeanl redeasrcdh groups wvere
gomparad. Prequencics relatsd in the intervievs vere
compared for atatistioal sizntificances uasing ohi
AQUATS ANAIYALD wheh BPPpropriate.

Deta to asupplemsnt the interviewv data wWere
collected rrom educationsl directories, atste salary
reporta, apd state fipancial reporta. Theae Sata
weres analyzed usinog t-tests for iodependent sanples
when in ocontinuoua rorm and xz=tents whed i{p tbhe fors
¢f perosuts or proport:onu.‘ Chi asquare asLalyasia vasn
used vhen the dats were 1o the foru of frequencieas.

The .10 level van copaidored aiguificant. the
inoreanesd rilak of Type II error was acoepted due to

ths exploratory pature of the 2tudy and small sample

size.

The Population
The population pelected for rosearch vas all
Esnosas Pudlic Sobool districts limited by the
following faotoars: 1) Diatriots with tota.

enrollments axceeding 1500 atudents were pot



inelvded) and 2 Distriels with total enrolimepts
iede Lhan 200 studentlas vare #00 ipeluded., The uUppep
1imit of the population elimipated Yifty~tvo of 30%
Lanasn sohool diatricts (17F5) while the Jover Yimit
eligineted Uhirty=tuws (V1% Thess popuistion
conslraintla aluvo elizminatod Lhe pajority of distriotls
that employed supsrintendents as E~12 principala.

Distriets witlh bigh rates of superintendent
and/or blgh asabool priveips)l jJob changs vere ssjoctoed
Tor comparison with diatricts vith lov rates of high
aohool prinmcipal and/or aupe}latqaﬂgnz Job ehange.

Bigh turnover ¢iastricts for puperintendents wvere
defined ao thode experioncing four or more changen
over the paat ten yesara. High turnsver for bigh
sckool prineipala vao limited to vhose With five or
more Job cbanges over the past tep Yearos. six
districts bad beth high prineipal asnd high
superintendent tursover. Tvelve diatriete wvere
definod a8 having had high superintepdent turpover
only. Tvelve different distriots Nad high bigh
socbool principal tursover,

Thirty differont scbools or 4iptriects had eitber
bigh superictendent iurnover, bigd principal

tursover, or bHotbd. A 2018l OoF fecurteen diatricts



thalt bad Ligh superistendent tyrpover wvers
sxumiped, Fiftean @differounx bigh wechaols wepe
sxapined, Ope whome 5ol Lo partizipsie,

Lov superiptendent snd high achoold primeipal
turnover vere ALhkoses 1ihat hed &0 chenge In Lhese
pOBILicam Over the Len years of Lhe study, Sixteep
distriols mel Lhis eriteris for both superistessent
and Bigh sehkoo) pripefipal, Fourteer Giffsrant
diatricta thet bud lovw tursover vers costacled, This
represonted sixteen different high aschools. Two

chode nol Lo participats,

inetrunentation

Data for tnins atudy veras gathared through L wo
meapal Lelephbope interview amd setlurarial dats,
Subjeclive and obJeoctlive dntas garsered ithroughd
telephone inpterviev vere reinforced and duile upod
vith dsta froz Esncas State Depsrimest of Educsellon
aslary and filaasolal reporta, sevapapera, and Lansasa
$tate Depariament of Eduoation and Lansas State Bigh
Z2bool Aotivitles Assoclistion direcilories.

Telephone intorvievs were condupcted f2 anm
atieapl %10 galn Firot danmd kmowicdge of 1he schod)
éisilricta btelag compared. iz interview guice uap

developed for the purpose of deoveloping » forasi, and

-
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standardiatng response revordisg, for the intepview

Gueeffens veie Se¥aloped Lo Bblalp oblealive apd
; Tutieddive Jufcdnetion From participastas, Thens
Questlions focussd on altustiensl charsateristies aof
Lhe sobool distriots apd slliowed aubimaeta 1o
sxtrapolate ob those obarscleristios relatliopsdhip to
iha turnover rates of thelr diatrivts,
%:;3916; ViR reviewved by two sdpisiatratoras agid
1¥o nc}‘ca:orn priorto dbelcog used Lo 18aure LEal the

Queatlions wars alear &» to conledl, purpose, and

vordisg.

Data Collection and Provedures

Telephone intervievs vere copdunted fron Hay,
1985 through Marech, 1986, Theoe ioterviows Jasted
betvaen five and twently-five 2inuten asd vere done at
various tines during ibe day. Intervievwy vere
codducled op differect dayas dupridg the wOork wveek
(Mondsy through Friday).

The repesrchoer cslled, atated bis 2zze azd
purpone thez ssked 1f the aubject
would allow the call t> da Laped 1o allow for bDelter
reproductions of tde dats. Siaty-three percestl of the

istervievs vare recorded. Sone audjects objected apd

‘s



1EBir Fesdlpge vers Bopored, Whkes the valls were Lot
redsrded, ke rensurehkor peridbel 1he (hforaallon
reisated by ihe reaposdent, A} aublecie vers ssaursd
1hat seliber Lisir sapes, por Ihe pases of Lbe
Srairiets belng rexenraned vauls be Feleased &5 4ua
ressarehor, Seversl subletis splisd 1o Ye Pessssupesd
ef this Fael Surisg the course of L8e lelerviewv.

The intervieva were copdueied wesieg 1be
interyiev gulde 1o Drov¥ide plrupiure Dyt tie
respordenis vers alloved Lo conlzrol the course apd
Sireztiion of ithe latepriew, '§uaggalp vere speayraged
19 provide ipformastion beyesd whsl vse speeifieally
5oked apd deternined ihe progrepnsion of 1be guestions
a8 they volunteerad imformation, Nasy callers gzave
eitber brief or 5o sttlestian 10 several arsas of the
gvide, preferrivg 1o fooum o2 Ldelr specific Lless or
eopeErEs., By sliowing thies freedonm of reayonae,
cheracteriatics whbied were sot 3pcluded op 1he
interview guilde alao surfaced a3zd vere deporibed,

43 » 20pcluslon 1o ibe iplerview, svbiecils were
asked to descride why 1bey fell 12at Ldelir asctool
diptriet oxbibited the anosnt of tursover 1bat it
21d,

4 tolad of 72 interviowa were cosductled veriog

1ie covrae of Lo atudy, Some memlers of ibe aanple

.8
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S9uld 8ot be lopsted, Lhus vere nul copiscied, g
S¥RrY Taps, BRAMIAE Mub Istis wure Fapl ADDLELIRLPALGYA
af Lhe padple 2iatricins. Theas Riasiog asbleci s vers
deleraises Lo be resirad, worktag owt of the BpLiatle,
er ne lepger verkisg &% xcheel sdninistratiars.,
Ad3ittonal data vwere gathered 1o supplensnt that
Ruloed 1p the foterviews, Zamssp Statle Deparinpent of
Educetion prorvrided 3sacder asd priscisyrasl asalesrs
information, fizasseisl 2atls, 2unber of sitendsvce
canlers, sunber of connunitien asrvad, and ssrollisent
dsia. Yhe Topsyy Capita) Jeurmal was resesrched Lo
obialy samplen of stbletic svooens and Fenass State
Departaert of Lducatlion and Lsnass Stels Bigh School
dellivitlen Asaoolation dirsciories Jiated presends of
BLUPPOrL personeel srd board of sducation preatdant
lursover. Tbhe Zenoas Stloetle Deparinest of Zducoatlion
provided nisisun conpsieney Leal resulils spd the
Calveraity of Lansep School of Zéucatios provided
plandardized resullas oF 12esw reazlias 133l weare

copparsdlis over tine,

Netdod of Azalyais
Tariadies of i2lerest ware orgssizes izte grosps

for Lhe purpone of alapldardliplicg LDe respasred.
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Subjective data were conmpared for significant
differences between the high and low turnover groups.

Organizational factors that were researched
consisted of support personnel, workload/Jjob denmand,
labor-management relations, and teacher and
admninistrator salaries.

Support personnel factors included presence of
certified or uncertified assis.ants and the
respondents' perceptions regarding the necessity of
assistants. Educational directories provided
objective data regarding the presence of support
personnel.

Workload/Jjob demand factors researched were any
duties that were perceived to be out of the ordinary
and/or any increase in the responsibilities of the
Job. Data regarding number of towns with attendance
centers and number of attendance centers served by
one principal or superintendent were gathered fron
educational directories.

Perceived problems with negotiations, status of
teacher relations, and changes in the status o*
relations were studied to provide information on
labor-management relations. Principeals and
auperintpndents gave their perceptions of the

importance of this area to turnover.

12
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The final area of organizational data was
salaries. Respondents gave their perceptions of
teacher and administrator salaries in their districts
and whether these factors were related to the
turnover rate of their district. State department
salary studies provided additional salary data.

Organizational faoctors were considered
significant if the reshondents considered then
ipportant to turnover or different from other aschool
distriots. ObJective data was considered significant
if there was a signifiocant difference between the
high and low turnover groups.

Perfornance faotora were divided into twec
groups. Academic performance data were gathered in
the form of perceptions of student scores on
standardized tests, inportance of academics to
turnover, and changes in the level of performance.
In addition to the subjective data, Kansas state
competency test results were compiled.

Co~curricular performance was studied in ternms
of respondents perceptions of performance in sports
and/or activities, importance to turnover, and
changes in the level of performance. Objeoctively,
football win/loas records for the distriots were

gathered.

13
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The data collected vere analyzed using either
chi squares, z-tests, or t-tests. Data from the
intervievws was in the form of frequencies and vas
therefore analyzed using ohi squares. The
supplemental data were analyzed using ohi squares if
they were in the form of frequencies, t-tests for
independent samplesy if 4in continuous form, and z-
tests if in the form of percentages or proportions.

The .10 level was used to determine the
significance of differences betwveen groups. This
higher p value increases the possidility of
rejecting the null hypothesis when it is fact true.
This 4increased probability of Type II error was
occnsidered acceptable due to the small sample size

and the exploratory nature of the study.

Summary of results
Using the .10 level of significance, sevaral areas
were significantly different between the high and low
turnover groups, These differences, reported bdy
group, follow with a summary of the results also
being provided in tadble 5.1.
Organizetional factors that were found to be

significantly different included presenae of

14
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assistants, superintendent serving simultaneously as
principel, perceptions of teacher relations, and
perceptions of salaries. Low superintendent turnover
distriots were nore likely to have assistant
superintendents than high turnover districts.
Superintendents in districts where they wvere required
to serve simultaneously as prinocipals had high
turnover.

Teacher relations were perceived to be better in
the high turnover groups than in the low turnover
groups. This wvas true of prinoipals and
superintendents.

The difference in perceptions was also present
with regard to administrator and teacher salaries.
Prinocipals and superintendents from low turnover
schools/districts perceived their salaries as abdove
average in significantly more cases than those froa
high turnover achools/districts. This difrference was
not significant when the actual salaries wvere
analyzed.

Demographic factors that achieved significance
wore community location and re-election of board
presidents after defeat. Community location was
desoribed as good (or not isolated) in more oases in

the low turnover groups than in the high turnover

\5




groups. Re-election of doard president after they
had dbeen previously defeated ocourred more often in
the high turnover distriots than 4in the low. One
performance factor was significantly different. In
the high principal turnover group, nore principals
left their Jods in years of losing football prograns

than in years of wvinning prograsas.

Suncary of the Results in Terms of the Literature
This astudy dinvestigated the amount of workload
and support personnel in the tvwo groupa as a possible
faotor contriduting to the amount of turnover
experisnced dy the districts. One area proved
aignificantly different betveesn the tvo groups and
several others producod'resulta that were notadle.
Horkload and support personnel
Distriots where the superintendent had an
a8ssistant had lower turnover than those that did not.
The superintendent results were not consistent with
research ooncerning centralization iz organizations.
Organizational research determined that

centralization was a negative correlate of turnover.

17




Tadle S.1 Sumnery of Statistical Teat Results

omparisop groups
Organizatiogal factors duperiptendents Prinojpals

Presence of assistants L2
Superintendent serves as s
prinoipal
Perception of teasher . ' LA L
relations
Salaries
Aatual teacher
Perceived teacher ¢ LE
Aotual administrator
Perceived adninistrator ¢ L

ano {gg;oga
Enrollment
Conmnunity loocation e .
Board president turnovaer
Re-election of bdoard s
presidents
(after boing defeated)

Forformance

Competency teats

Porceived acadenic

Footdall wins per year

Privoipals leaving in .
winaing or losing Years

Perceived co-ourricular

----’----‘----‘---------'------------‘ ......... - e e ap

988 = Significsnt difference at .01 level
®® = Significant difference at .05 level
. =  Significant difference at .10 level

More assistants would decrease the amount of
centralization and thvs should incurease turnover,
This was not the case in the results determined for

superintendents in this study. There was no

117
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significant difference in {urnover between achcols
that bhad arszistant principais and those that di3 not.

dlso related to centraliration was the pumbder of
attendance coenters and aunber of comnunities with
attendance cepturs. The results of this study vere
in agreenent vwith the literac.ure in this ares. THhe
t*- varisbles showtd nore odrtralization in the low
turnover districts thsn in the high turnover
districts.

Workload was not a subject addreased in the
turnover literature but it ;10 prove to dbe an area of
difference betveen high and lowvw turnover groups. The
differoence did not ocour with “he sctual amount of
vork expected, rather it was with the attitude of the
reaspondent in the different distriots. Principzls
and superintendents from the low turnover group
expressed their attitule tovard workload in poaitive
terzs vhereas the high turnover group memders esither
d1d not mention it or vere concerned with noegative
aspeots of the Job.

The presence of assistants has already bdeed
moentioned as an aspeoct of centralization. It alaso
impacts the workload of prinocipals and

superintendents. The difference bdetweon

13
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suparistendent grovps was significantly different but
the differonce betveen principsl groudPs vas not.

One wvorkload area tha: wvas nentioned by
superintendents was having to serve sisultaneocusly as
prinocipal. <TYhe number of cococurrences ia the high
tursover districta vas more than in the low turnover
districts The difference was sirnificant at the .10
level.

AL aspect of school distriots that was mentioned
with regard to centralization,and affecta workload,
vas numdor of attendance centera. Distriots in the
higk superintendent turpever group bad nore
attondance conters. This was mentioned bdy
superintendents ss a prodlem with worklosd.

Several studies in the turnover literature
focused on some aspect of distegratioo and
satisfaction with co-workers, subdbordinates, or
superiors. Satisfaction with others ig the workplsce
vasa signifioant predictor of turnover in the
literature. This wvas alao true ip the aschool

distriots inveatigated 1o this siudy.

Jescher/adminjetrator re}stions

Teacher/adninistrator relations vere an sapeot

of integration tiat were found to be difforent inthe

\a
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Gozparison groxpe at the .10 level. Priscipals acd
superintendents ia high tursover districts peroeived
probless with relations sigoificsntly more oftesn than
those In low turnover districts.

Fultz's (1976) resesrch determived thet 1lack of
teacher respect for the superintendent was & cavse of
tursover. Lack of respect could do related to the
poor relations presest Lo the bigh turpover
districts.
§2EO°! 90!:&!

Rescarch conducted dy Fultz (1976) found weak
repport with the board to coatridute to
superintendent turnover. This was pupported by the
fect that supoerintendents from bdoth high and low
turzover groups mentionsd the necessity of s good
board.

Eegotistions

Thbe presence of a strozg uoion asd the
diffioulties snvolved with nagotiations were oftoes
discussed in conJunction with the status of teacher
reletions. Cottop and Tuttls (1986) found the
presence of sp industry uniond to de a prediotor of
tursover of union menbdbers and potsential union
Bonbera. They did pnot study turnover of thoir

pupervipsores. The tosobors' association and

10
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Begolliationd were mebtiosed dy asdnicistrsiors ss
potenxtiel prodlens that oovuld lead Lo turnover. I=
ono district, it was s primary csvee sceording to tha
priceipals =30 had left. Only one sdmipistrator felt
that negotistions bad decressed tepszions betweed
teschera and sdpiniastrators.

Xegotiations were mesticned by Fultz (1576) i
Bis researod. Be determined 1i1hat Yfor a
superintendent to de & pocr cegotlator coulid lesd to
turnsover. Being s poor segotislor could alamo lead to
poor relationa apd prodlens with negotiations.
dsisrjies

Salaries vers spotber aspect of the orgsoization
that ¥ere promioent ip the tursover resoarch, This
study found o significant difference detweer the
gioups with resard to actusl se.ary. ¥hile the
average salaries Tror admipletralors 45 ihe low
turnover group vere bigker Lo three of the four FTears
studied, the difforences wers not significant due to
the large varianeoe iz dota groups.,

Adnipistrator's perceptions of their sslaries
d41d vot hold with the statisticsl anslyais of thelr
sctuasl selaries. Principals is the low tursover
group ranked their salariss differently (bigher) tharz

those 1o higd turmover groups significantly morse
24
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ises (p>.7C). Seperintendent percepilozs were
similer to priscipels. Theae resulls ware supported
b7 the fivdicga of Notowilde (1983) acd Bartol
(1979) 2o their resesrch on ide inmportasce of
éatisfsotion ¥itd pay. The low turzover
a¢ziziatrators raszked 1deldr pay levels bigher evan
TEOVED they w3y zot Dave Deez. This iaplien that
ihey veore esperiepciag nore astiafacilion Wity Py
1ied those 18 lbe BIED turacver &disilriets.

Tescher nalsrias wers also inveastigated 12 thin
aludy and similar renulte :were odtaizned. Teacher
salaries vere higber in the low turaover distriocts
dul 1he differences wers oot large 2323 %19 be
sigeificant.

Superintendent perceptions of toscher ssleries
Vore sigeifiesptly different at the .10 level.
Differvoces for privelipsl's perceplions were siso
sigaificssl st 1he .10 level. Thbe séministretors 1is
Lthe low turpover districts perceived thelr tonchker to
be paid detter Lthan those 1 Lthe high turnover
Cistricte.

Eorellment

tarbllnunt waa laveatigeted o2 a seasgure of

organizationsl size sed fluctuation. There wers po

Cifferapces dotweer the tvo aroups with regard to
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Bike or exrollment fluciealios. The existisng
literatere regsrdisg ergazisstlions] silze wse goi
tosclunive. Bourlipgeze (3977) snd Bluedors (1§82)
coptlended that ke relatiodship was eurvil’zesr, wits
Burliogsme's contestion delng rooted in resesrchd o
superizisafesla. T thia were Lhe case 13e lictk of o
SLEnivicant 4ifferesce 2 this diasertislicn's results
cowle Se due io comirole placed on tbe sizs ef t3e
sexple Clatricts.

Stability sod averags dalily sitavdasces wers
estladlisbed as prodictors of ipounbent defest snd
Lierefore superintendent tursover dy Walden {(1976).
Tils ¥es ool supported by Lbis stvdy. Fullz (1%76)
ideptified oe2rollzent aize &s & fasetlor 1
suporiatendent turaover dut only in dlstriots of &
particular (large) sine.
fipagcial ayaive

L demograpbic oberscteristic of sckool districts
that wap differadt for the tvo Eroups vwas fivancisl
SLalus as messured dy wealid par pupil. The
dletricts fo the Bigh priveipal apd suparictondest
turoover group bad aore vealthd per pupil Ltiad those
o tde low Rursover districte. This wae 22 conflict

with FPlfeffor asd Moore's (1981) resesred that



Celernived Lursover 10 e leps wbet resources wers
*plack*,

T¥o studies 1n the llileralere foudd 1lwe
Qifferestl ripeselisl messvres were relatsd to
tursover. Surllogsze (1977) 1da2tifled per-pupil
Taluatlions 58 2 possidle predivior of LtRraover.
Berger {(9198%) fouzd per-pupl) expssditure was &

predicior of 1ursovsr is €islrieis witld sorndlmsst

decliise.

Acotber denograpdlic verisble thal was
inveatigeted wes logellicon. A sigrificest difference
wes noted for Sotld svpari2iesdenis and privoipale
Fercoeplions ino Lthis sres. This was copalptent witdk
Fotinan's (1973) research o2 ezviroznests) facis thal
relste 1o turzever. 8e fourd geogrardic locstiios e
be & sigolificast predicior of Lursover.

Tie concepl ©f locsilios slse relstes 1o tie
ditersture iz the ares of iztegration. Prizoipale
228 auperistendsnts descrited locations in Lerms of
Lke dogree of fsolstion, vitlh more isolsted goazerally
iaplylog & poor locatioe. Dateber's (1983) resvits
copceraicg i1nfornmel petworks cowld ds used Lo

partially sxplaie tte prodlem of fsolation., 7Thks mors

T
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Lacleted » Slatrict s, tie Lesma opporiveisy Tor
ioforaal selwories.

Toveg (1988) snd Baughey sné Nurpdy (1953)
Slreassd tds imporiaspce Of isisrpersvazal
relatiozsdiss witd collesguesr sséd Dears o8 &
deterzizsats OF satlafacilon apd TUFrSOYSr LD eCuoatiod
sellizgs. Sgelz, & 3ors Isslsted locatics weuid
1imiy the chazcas for aued zomiscl Jor prieeizale or
superintendonts s2d Lielir i1rsve peers (otber
prizcipsis s2d supsrisisc”ests).

4 final conmtent’ » ;qgnrdtag iocetiod and
isdolstion as It relast 2 Lurzover vas offered oy
Smitkd (19813}, Ear 20toludmion was ithat
stporistendenia zove 20 districts ithet *fiL* Lhenm
better. This was supported by the priscipals azé
aspariatendents descriptions of commuvniliss Lip Lhis
stedy. Low Rurzover adalolsirators deseridel 1Relr
Connunitisa 1z osltivs terzs 12 iXe aslority of
Cases and spoke of bow mucd Lhey liked Lhelr
locations 1k a sigpificent cumber of cemes. The
CPPOSits WAS trus of aséniniatrators fron pigh
tirpover dielriots.

Berger's (1982%) resecrcd o0r districte with
deslivieg enrollueats supports cowsunity relations aw

& prediotor of turnover for superiatendesis.
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Administrators from both high and low turnover groups
in thia study aocknowledged the importance of having a
good matoh between person and community.

Extensive research on community unrest and board
turnover has been conducted or reported by Iannnconne
and Lutzx (Xannasconne & Lut®, 1969; & Lutz &
Iannaconne, 1978). DBoard presidont turnover was not
significantly different between the high and low
turnovor groups. There was & difference in the
number of times that board presidents wvere re-~eleoted
to the presidency after not serving for at least one
yoar. This vas an indication of some fluotion in the
pover atruocture in those boards in whioh it occurred.

The importance of inocumbent defeat was also
strossed by Iannocanne and Lutr. This importance wvas
montioned by only one superintendent in this study.
Perfcrmanoe

The final aresa of investigation in this study
vas performance. Compotency tests shoved
oconsistently higher results in the low turnover
distriots but the differonce was not significant.
There vas no significant difference in the vay
administrators perceived performance in their
distriots.  Administrators did believe that this area

ocould be very important to turnover.
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Co-ourriocular performanoce vas appsessed by
perceptions of administrators and football records.
Ho signifiocant differences were found in this ares
either. One measure, the number of principals that
loft their Jjoba in years of winning football records
versus those who left in years ~f looing soamsons,
achieved significanoce at the .10 lovel. Thus more
principals may leave when the teams do not do well.

Adninistrators placed some importance on this
aroa indicating that good co~ourriocular prograsas
could lead to better all around years. Their
asscdanonts of perfornmance ip their distriots vere
not significantly different. Administrators fron
both studies related the contoention that over
enphasis of an aotivity could lead to problems and
were a potential oause of turnover.

Although firm/company performance was the
subjeot of extensive research in the turnover
iiternture. the results vere inconolusive. The
importance i3 validated but the relationship is
diffioult to establish. Hiskel and Owens (198%)
found no support for school effectiveness and
admninistrator turnover.

Individuasl performanoe vwas also addressed in the

literature in a wvay that relates to this study.
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Vegner ot al. (1984) and Jamokofaky (1984) antioipated
that turnover could be predicted from individual
porformance and oocourred at different rates for
different levels of performance. This theory oan be
used to olarity some of the reaponses given in this
ptudy.

In the high turnover distriots, ome of two
reasons vas frequently given for the high rate of
}turnovor, Five distriots with high prinoipal
turnover had incompetenoce of past sdainistrators
Eiven as a cause of the high turnover at least once.
Seven distriots that had high auperintendent
turnover and four that bhad high prinoipals wvere
desoribed as good training grounds from which good
poople webt on to better Jobds.

Theno results tend to mesh with Jackolsky's
contentions. Good administrators were attracted to
the training ground distriots and only stayed if they
vere oxtremely satiasfied with the oconditions of
employment there. Poor or inoonpetent administratora
vould have the highest turnover rate and it would be
the least affeoted by satisfaotion vith their
position as they would dbe pushed out of their Jobs.

The question left unanswered by this researob 48 wbhat
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distinguiobes a "training ground® distriot from o
distriot that attraots inoompetents,

Some explanatiopas vere touohed upon by
administrators. Poor soreening dy the board,
salaries, looation, and poor hiring practicen were
8ll possible ocauses. Fultx (1976) oupported this
whon he listed board candidate review as a predioctor
of turnover.

The contentions of Jaokofsky (1984) were similar
to the contentions of Carlaon (1961) that wvere built
upon by Burlingame (1977). Three ocategoriea of
superintendenta were delivneated. Placedbound
superintendents vero motivated to atay 4in the
poaition that they held. Thin catogory definoes the
low turnover psuperintendents and prinoipals 4in this
study. Career-bound superintendents moved from place
to place to inorease their salary or prestige.

This socond category, oareer=bound, vere further
broken down into place holders and those that soved
from Job to job in a borizontal fanhion. Only two of
forty-throe superintendents in this study noved
vertically to Jjoba with gnore prestige or better
salaries. ’

The place holders would explain the

adminiatrators in this study that nmoved frosm
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districts of similar osixe to distriots of aimilar
size., The career~bound adminiatrators would be those
Who were employed in the “"training ground distriots”
that moved on to batter jJobs. Again the unansvered
Quoestion of why certain diatriots attract the
different Lypes partially romaios.

Uses for the study

The reasults of this astudy oan be applied to
snall achool districts in two ways, First, from the
peraspeotive of administratora who are oither seeking
eaployment or are ocurrently emsployed and asoond, to
enployers vho are aoeking to changoe the amount of
turnover by their superintendents or high achool
principals.

Adminiastrators can use these results sither to
analyze ocurrent or future turnover poasib:ility in
their ocurrent poaitions, or to assess the turnover
possibilities of employnment opportunities. In making
these analyses or asseasnments, several findings of
this astudy ocan de uned.

In the area of organizational variabdles,
administrators sbould look into worklosd and presence
of support personnel. Workload 1s particularly
important to superintendents froa the perspectives of

the numder of attendance centers served by the

-
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distriot and whether or pot there vas the requirenant
of amerving simultaneously as principal. The presence
of an apsistant puperintendent was inportant to low
turnover for superintoendents but ampiatant prinoipals
vere not important to lov turnover for high sohool
principals.

Another organizational variable that should bde
analyzed ia that of the status of teacher relations.
Lov turnover diastrict adninistrators perceived better
then average tesoher relations signifiocsntly nmore
often than lov turnover distriota. Thias indicates
that ap adminiatrator intereated in long tonure
should nake a priority of teacher relationsa. This
extonded i(nto the admipistrators' parceptionas of
tesoher salaries. Lov turnover adminiastrators'
peroi:ptions of teachor aalaries in their distriots
were better tbeno those perceptions in high turnover
distriots and schools.

A final aspoct of the organization that dears
nention ia that of sdniniptrator perceptions of their
ovb salaries. Those aduninistrators whko perceived
their salaries as above average vere nore often fron
lov than high turnover diatricts or schoole. Their
were Do signifiorat differencea bLetween actual

salaries in thess districts. These results imply
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distriot and whether or not there was the requirement
of serving simultaceously as principal. The pressnce
of #p asoistant superintendent vas inportant to low
turnover ror superintendents but assistant pripoipals
vers not important to low turnover for high school
prinoipala.

Apother organizational variable that ahould bde
analyzed i1s that of the atatus of toeamcher relations.
Low turnover distriot administrators peroceived better
thad avorage tesoher relations aignifioantly more
cften than low turnover distriots. This indicates
that an adminiastrator 4nterested in long tenure
should nake a priority of teacher relations. This
sxtended into the adminiatratora’ perceptiona of
teacher salaries. Lov turnover administrators’
perceptions orf teacher salaries in their distriots
vere better than those peroceptions in high turnover
distriots and sohools.

A final aspect of the organization that dears
nention s that of sdainistrator perceptions of their
ova salaries. Those administrators who perceived
their salaries as adove average vere more often fronm
low than high turnover distriots or schools. Their
were no signifiocant differences bDetweed gsatual

salaries ip these distriots. These results inply

>
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that satfafaction with pay fa &b important sspect of
iopg tenure for schoo) administratora.

A depographle varisble thst bhad & high lavel of
aignificencs for adminiatretors ves perception of
cobnunity loocation. Adminiatratora that Jiked the
location of thelr employing distriel wers sore
prevalent in low turnsover dietrictma. 9This indiostes
that thodse adminsSatcatora who are looking for an
extended tenure fp a diatrict phouvld give strong
conaideration to vhether or pot the district location
moets their individual peesdsn.

Board astability as indicasted by re-~cleation of
bosrd presidenta after defeat ashovwed more inatedility
in districota with bigh superintendent turpover.
Board loaderahip oatadility is s factor that ahould be
considered by administrstorsz attenpting to aspess the
turnover potential of s position.

A finasl demograpbioc varisdble that waps different
for the tvo groups vas veslth per pupil. Although
superintendent and prinocipsl perceptions of fimspeial
atatus wvere not different, wvoaltd per pupil was
bigher ip bigh turnover districts thep lov turnover
diatriots. This would aseer contrary to popular

beliefs shat richer dilstricts are more attraozive.
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FerZormance neanrures Investigated by this study
Bhoved only one Bignificant differepeos (.10 Joevel)
balveen Lhe two groupp. Acadenie and co-currioulsr
perforpance levels vers pot important to turnover
scoording to the rindinga of Lhis atudy.

EaplLoyers iplerealsd ip applyicg the resuits of
Lhis atudy to their diatricote should look for
eharscteriations of their diotricts that fit wvith
Lhose of the differept groups in the study. <Theas
resvlte could dbeoat be applied by s distriot looking
for uvays to decresse Lurnover.

It is fwportant Lo conaider ipdividuale belng
cobsidered for omployment wbhesn atitesprling Lo vpe
theas results. This atudy wans basned upoo the
perceptions of nuperintendents and prinoipals, then
aubatantiated by asotusrial data where pomaidle.
Individusl-organizatiosal it ta important to
foraulazation of porceptions. Therefore, individuals
belng considered ebould be looked at b terms of
their perceptions or prodadble perceptions of the
eharacteristios of the enmploying diatrictes.

Varisbles that proved significantly different
and thast ocould Dde considered by enployers vers
presehce of assistanta (suporintendenta enly),

superintendent serving as prinocipsl, perceptions of

3
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Loneher relatlons, perceptionns of teschsr and
sdministrator ssluarfes, commupitry Jeentdon, re-
elsetion of bosrd presidests {euperistendenis onldyj,
#nd vimnlug Gr Joalng footbal)) sseacps (priseipain
enly).

The a2kove J1imtsd Varisables ves ald bhe direetly
nanlpulated by swployer sxcept comaunity locetion,
re=elootion of board prestdepts, and viepipg or
losing footb&l)l acssops, By ckooosing » partionlar
Lyps of persoms, commubity localion cas slac Ge
aanipulated. These resulta indfcate that factors
that contridute o superintesdent and grizselpal
Lurnover cap be cbanged by dlatriets thst would 1ike
10 chabge Lho nmount of turnover Ltbal tLher

experience.
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