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Intreoduction

Johu Gardner (19¢3) in his book, Self-fonewal states that the tides of

change that nove socicly on to now soluvions of catastrophes run deeper than
the swivlirg eveats of the day. He clafns that one of the deep Lidal cur-
rents - pechaps the wost fateful - is the wovement over recent centuries
towrard the croation cf even larger, mure complex, and more highly ecganized

social groupings. It iu a vitel trend uwith great deplications for the

sehools and the other institulions in cuv society, for contisuoug grouth
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depewds ultimately upon the individual and the sroups to wihich ha bhalong

The vidal corrent of large crpanizations as a fael of life in elucationicd
institutions gives risc, to tha meed for lookivg closaly at tho erganizotion
and administroticon oﬂféchools. John Mincy (1467, p. 27) started & recearch
project in an dLiﬁth to establish selecticon procaliures for schodl adminis.

trotors énd ended his study by stressing organinationz) chrpacter, becauvsa

the data could not be explaiacd in teriz of the ocoupation basad selection

models with wihlch he began the ctudy.

It is this problem of awavencss that studies of o*r“n_ua—
tional character suzh es those presanted in Part 3 can overcone.
By applying ¢ clinical approzeh to the analysis of orpanizatione,
using appropolite piasurenent techniques, it is possible to
desceribe the character of a deCiCCld“ school district ar a point

in time,  Given t}la hnouledage of existing strictures, steps can

‘3

b2 tekon to iplroeduce change, if this szems approvriate,

piptive process at the

« oo An analogous diegnostic or desc
‘01l be a necersary condition

lovel of tha cruzicl variables nay s
for orgoenizational chenge as wvell. JJst A8 saticat aspeets of
his povsenalicy are oflen hicden fren an iedividuwal's awrrencss,

S0 apparently are weaty cruneial voriables of orpanizaticens) character
hidden frew vhe wenbores [Biner, 1007, p. 60],
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Tt is the identification of the crucial variables and weans of measur-
ing thon vherein lies a major problem related to the organization, adminis-
teation and the productive effectivencss of schools. It is the purpose of
the study being desceribed to further refine a means of measuring and diag-

nosing dycfunctions in school systems in relationship to the variables

%

entified.

[ R

Cla531h11 ThChrv of Or pomization

The classical theery of crganization and administration emerged in the
First quarter of the present century. Welters such as Dernison (1931),
Culick and Urwick (1937), Urwick (L9E4), Hooney (1847) and Toylor (1948)
built their theories about ovganizations avd the administrative proceusns
avound such bagic construets as: task specislization, chaiﬁ of command, unity
of dircction, anl span of coutrol. 11rs‘ classical theowries were built arcund

o fundemental ideas: the busic censtructs identified above and the concept
of "ecoaoumie wany" that is, people viork primarily for the cconomic rewands
vhich the orjanization provides.

In the classical vicw there is a pyramidal structure with pouver centerad
in the hands of these at the top of the pyramid. The old arny structurc best

represents this line and staff organization ard the flow of authority frem

the top to the bottom.

Human Relszions Theery

Whereas the classical theory mizht be viguwed as fundanentally structur-
alist in decign; the hunan relations thcory might he viowed as antistructun-
alist. Another way of atating these differences is by pointing cut that the
classical theorists erplinsize the for-al aspecte of orpanization end the

huwean relations thecorists enphagsize the informal siructure,
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The move to a human relations emphasis began with the discovery of the
"Hawthorne Lffect." Elten Mayo (koethlisberger & Dickson, 1942) showed the
cxistence of an entively different panorama of how people function in orgon-
izations.
In schools this discovery of the importance of the group tock the form
"demeeratic supervision" and to a lesser depgrec Ydemocratic administra-
tion.," In the 1950's nany cducatiorel euthoritics emphasized the human
relaticns approach in their writings., Kimball Viles (1850), W. A, Yauch
(1949), Johu lartky (1953, lavsld Speers (1953) il Gordon Mackenzie (1954)

.

ere amoug the regpecied autherities who edvorated the husan relations approach,

A Medern Synthasis

I'aber and Shearson (1970, p. 97) claim that modern organizational theory
began when egqual attontion was first given to forrnel and informal crgeniza-
tion, when the first scholar began to put the contributions [ram Lurcoucratic
thaory, scicentific management, and human relations in propoye perspective,

The first writer to make this attempt was Chester Barrard {(1938) i his hook

The iunctlons of tha oncntive.

Barnard pointed out that the clessical theery of orgecnization as defined
by its proponents is unworkable. Accerding to him, the organization func-
tions through the interactions of individuals., People bring the formal organ-
ization into action and to study and undcr tand organizations, one must know
about the satisfactions vhich individuals receive from the organization, the
relaticnship of the formal and informal organization, and the importance of
comaunication, Barnard stressed the point that there are inportant.diffepr-
ences between cffectiveness and efficiency.

Hayo and Rocthlisherger, in thair Western Blectrice studies, birought the

informal orpanization to the attention of the theorists, hut Barnard was the
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first theorist to generalize this discovery. Barnard claimed that the infor-
mal organization had to be taken into account in all orpanization settings.
The elassical theorists missed this point that Barnard made so well that no
matter how well the formal orgpanization is plamned, tlie activities and inter-
actions of all its members (informal organization) will not conform strictly
to the blueprint. Once formal organizations are eétablishcd, they ineQitab]y
create and nourish informal ovganizations.

Argyris (19587) in his book Personality and Organization repecatedly makes
the point that whenever the pgoals, values, or normns of the infermal organiza-
tion are in §pposition to those of the forinal, the results ave disruptive.
Avgyris argues for a "Reality-Ceantered" leadership style whieh should attempt
to bring congruence between formal organization denands and informal organi-
zation needs,

On the basis of Rarnard's work, one might reasonably define the formal
organization as a systam of conscicus, coordinated activities; whereas, the
inforical organization is unconscious, indefinite, and unstructurced. Barnard
showed how intimate the reclationship is between the two. These theories of
Barnard were further developed by Herbert A. Simon (2947) in his book

Adininistrative Behavior. Simon expanded Barnard's ideas about authority and

the formal organizalion by dealing with the way that the organization influ-
ences the decisions of the individual., Some of these modes of influence
include: authority, communication, training, efficiency, and orpanizational
loyalty. Authority according to Simon involves an expectation of obzdience
by one and a willingness to ohey by another,

In the ficeld of industrial menagernent, HeCregor, Blake and Kouton, Liker
and Argyris among other authoritics have been conducting recscarch and writing

about ways to bring the formal and the informal organization into a viable

t
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relationship., Some prominent theorists attenpting to do the same thing in
educational administration have been among others Getzels, Guba, Criffiths,
Henmphill, and Hulpin

Robert Owens (1970, p. 46) in his book Organizational Behavior in Schools

clajms that present day views of organizations generally represent some kind
of synthesis of two carlier-held concepts: the formal organization and the
informal orpanization. He believes that we have passed through two periods
of sharply differing idecas about organizational theory and that the present
period represants a synthesis of carliev points of views and new knouledge
end undarstanding,

The prezent vicw then holds that echools are iu reality complex organi-

¢ characteristics: the formal structure of

la.

zations vhich have tvo specifi
the orgenizotion and the inforaal structure. Schools are viewed as open
sozial systean. Cpen systzms ave characterized by inputuoutput relation-
ships with their enviromment and cccovding to Griffeths (1859, pp. 116-117)
Jopen systoms are furthar characterized Ly:

1. tending to naintain theamselves in steady states,

2. being self-vepulating,

3. diuplaying cquifinality; that is, identical results can be
obtained freoan different initial conditicens,

b, operating, in part, through the dynamic Jntevplay of subsystems
which OpOIdtc as functional precesses,

5. wmaintaining, in part, their steady states through feedback
processes,

The Getzels-Cuba (1957, pp. #23-441) model which describes the organi-
zation as a social tystem having an organizational (ncmothetic) and a per-
sonal (idiographic) dimension has been used as the theoretical framework

for a nunbor of schecol ovpanizational studies., Some of these studies are

~ v

discribed by Getzels (1968) in the book Lducatioral Administration as a

Social Process which he has co-authored with Liphem and Campbell. Chris

Argyris (1957, 1364) has identificd dimensions similor to the idiographic
O
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and nomothetic and has used this framework to investigate orpanizational
behavior in industry. The principal investigator of this proposed study has
applied Avpyris' framework to the study of organizational behavior in schools
(Byrnes & Kullen, 1959),

General systems theory is desipned to be an all-inclusive way to view
the interrelationships among various clements and the whole in much the same
vay as Gestalt psychology does. Gordon Hearn (1958, p. 38) states that gen-
eral system theorists bzlicve that it is possible to repre&épt all formns of
animate and inanirate matter as systems. Applications of systems theory to
industrial management has been promoted by British scholars at the Tavistock
Institrte., One of the idecas grouing cut of the Tavistock studies (Kast &
Rosenzweig, 1970) is that of & scciotechnical system. Accocding to this view,
any productive organizati;n cr part thereof is a combination of technology
and a social system., Technology includes task requirements, physical layout,
equipment available, and the like. The cocial system is the system of rela-
tionships among people who must perform the tasks.

The modern view states in essence that school organizations should be
censidered as technical and as social systenms interacting within a general
systens framework. Individuals in social relationships make up the psycho-
social subsystem. The gecneral atmosphere is affected by many variables; some
integral, some peripheral. Societal culture sets an overall framework; edu-
cational mores and practices have an impact; and many other variables are
peculier to the specific educational organization. Technoloyy and structure
affect educational crganizational preductivity, as do the attitudes and
merale of the students and stary involved.

Hedenn organizatioral theor - o attenpted a synthesis of scientific or

classical menagement and bhusan v

ANaass

Anmatai FEizioni (1954, p. #9) has
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7
summarized the contribution of modern theory by stating that it has brcadered
its concern to include:

1. Both formal and informal eclements of the organization and their

articulation;

2. The scope of inforual groups and the relations betwcen such

groups inside and outside the organizations;

3. Both lower and higher ranks;

4. Both social and material rewards and their effects on each other;

5. The interaction between the crganization and its environment;

6. Both work and nonwork organizations.

Etzioni claims that this breadee view enriches the study of any single
elenent by providing a context within which to place it and points of refer-
ence for judging its importance to the crganization.

In dealing with both the formal and informal elements of the organiza-
tion and their artieulation, the theoretical model (given on page 15 of the
proposal) developed by Rensis Likert and the rescarch which Likert's model
has gencratcd appear to give the most productive guidance for developing the
model synthesis in school organizaetions., The School Organizational Develop-
ment Questionnaire (SORQ) which will be described later in this paper has

grown out of the Likert model and deals with both formal (causal) and infor-

mal (intervening) variables with both lower and higher school ranks.

Systems theory is shewing premise in evalvating organizations. Owens
(1970, p. 55) points out that traditionally, organizations - including schools
have been evaluated in terms of goals set for them. Since it is a rare occa-
sion when an 6rganization fully achieves !} of its goals, this goal-model
evaluation of organizations only tends to - 2 the evaluation almost always
negative in tone. Etzioni (2964, pp. 16-17) states that low effectiveness is
a general charocteristic of organirvations. He deseribes goal-medel evaluation

a8



... analagous to an clectrical enginecr who would rate all light

bulbs "ineffective” since they convert only about § percent of

their electrical encrgy into light, the vest being 'wasted" on

heat [EBtzioni, 19GH, pp. 16-171,

Chris Argyris (1964, p. 123) uses the concept of organization effective-
n2ss in nuch the same way that Miles (2965, p. 17) and Bennis (1966, p. W)
use the term organizational health., For Argyris effectiveness hinge's on
the organization's ability to: achieve its goals, maintain itself internally,
and adapt to its environmant. Organizational health or effectiveness accord-
Sng to these writers refers to the processes through which the organization
approaches problems. Most of the techniques which have been used for measur-
ing the effectiveness of an organization have been characterized by some kind
of self-study approach. Ouwens (1970, ». 170) lists scae of the kinds of sur-
vey data which would be meaningful to the study of organizational health of
schools
How decisions are made and how they should he made
Morale
The relationships between teachers and principals
How the schooul relates to the community
Communication - its adequacy and clarity
Organizational climate

How satisfied people are with their roles in the school and why
Goals of the school and how to interpret them.

XN WN

The systemn model for evalualting effectivencss edds a dimension which has
been largely neglected; i.é., an examination of the operating relationships
that must exist in order for the organization to function effectively., This
means that there js a nced to establish the crganizational procasses which
determine the effcctiveness of the operafing relationships.

To date, it does not appear that such processes have baen established
and tested in educational organizations. The instrumentation available to
even study any aspect of organizational cffectiveness is almost completely

lacking. Tha Organizational Climate Description Questionnaivce developed by



Halpin and Croft (19¢63) ahd . Stern-Steinhoff (Steinhoff, 1965) Organiza-~
tional Climate Index pepics: . the majer techniques available for assessing
the organizational climate ¢ schools in a systematic way. The Organizational
Climate Description Questiomnmnaire has generated hundreds of studies in this
country and many abrpad, but these studies have been primarily correlational
in nature. In addition, Halpin and Croft give no hint as to what might bhe
done in a particular situation in order to attain a desirable climate,
Andrew Hayes (1972, p. 6) in his recent study "A Reappraisal of the Organiza-
tional Climate Description Questibnnnira“ states that the OCDQ does not seen
to bé applicable to urban schools. Hayes also points out that the OUDQ items
which are weant to be indicaters of a construct are beginning to be inadequate
because of the passage of time. Crest changes have occurred in the schools
and in scciety giuce the OCDQ was constructed, A process such as decision-
making never changes, but a particular example of a decision made by a school
aduinistrator can only b2 recacted to in relationship to the situation and
time in which it occurs. Some of the same criticisms of “time binding" items
and the question of how the inforination obtained might be useful for increas-
ing the effectiveness of the organization are also applicable to the Stern-
Steinhoff Organizational Climate Index. Some other cautions have becen raised
about the use of the OCDQ. Watkins (1969, pp. u6-60) and also Carver and
Sergiovanni (1669) point out that this instrument was developed for elemnen-
tary schools and may not be appropriate for other school settings. The instru-
ment tends not to be valid for large clenentary schools and certainly not for
large secondary schools. It is argued that the referent-point principal neceds
to be changed to scncone closer to the teachers.

An additional problem related to deteriring orgenizational cffectiveness

in schools with the existing instrunents is that none of these instruments
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even attempt to measure the effect that the school organization has on

students. It may well be that student organizational dysfunction is of far

greater significance to the schecol organization than that or any other group
in the school.

Another problem with the existing instruments is that they focus pri-
marily on the climate of the schiool, but faill to take into account that the
climate of a pafticular school is certainly strongly influenced by the total
school system climate. There is a need to consider the organizational health
of the total system as well as the hcalth of the subsystems.

In order to deal more effectively with organizaticnal health, it écems
now, that a systens approach is the most appropriate. In taking a systems
veyed and some attenpt ne;ds to ke made to apprecach the examination of organi-
zational effectivenass through critical processes vrather than "time-binding"
acts which in a fast changing society become archaic as soon as they are

stated.

Ransis Likert's todel for Increasing Organizational Effectiveness

Over a period of many years Likert has been conducting research in
industry about factors in the structural, psycho--social, and managerial sub-
systems which contributz to incrcased orpanizational effectiveness. He
describes this research and some of the results obfained in two books - New

Patterns of Manapement (1961) and The Human Orgauniuation (1967).

Based upon the principle and practices of the managers who are achieving
the best results, Likert (1261, pp. 97-118) reveals a newer theory of organi-
zation and managainent. The following section contains an abstract of sone of
the overall charazteristics of Likert's theory and a gencral ivtegrating

principle which he feels can ke useful in attempts to apply it.
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The highest producing managenrs use all of the technical resources of the
classical theories of management as completely as do the low producing‘mana-
gers, but in quite diffevent ways. The difference is that high producing
managers use wotives which they believe are important to influencing human
behavior; whereas the low producing managers mora often use direction, control,
and motivation through the exercise ;f their status authority and the appli-
cation of hierarchial and other cconomic pressures. In essence, by tapping
the full strength of all ego, economic and group motivaes, the high producing
managers have developed their organizatiens into highly motivated, coopera-
tive social systems wherein members of the ovganizaticn pull concertedly
toward comnonly accepted geals which they have hLelped to establish.

How do these high-producing managers do this? One clue gathered from
the data shows that tveaéing people as "human beings" rather than "cogs in
a machine" is a variable highly related to the attitudes and motivation of
the subordinate at every level in the organization.

Likert (1961, p. 102) shows through his studies and points out that simi-
lar data from other studies reveal that subordinates rcact favorably to
experiences vhich they feel are supportive and contribute to their scnse of
importance and personal worth, Likert also points out thét these findings aro
supported by substantial research on personality development and group
behavior. Everyone wants to feel that he has a place in the world and deserve:
appreciation, recognition, influence, a feeling of accomplishmnent, and a sens:
of dignity and importance with other people. According to Likert research
findings indicate that the ger 2l patterns of operations of the high pro-
ducing managers more often re! ot the following characteristics:

1. A preponderance of favorable attitudes on the part of each

member of the organization toward all the other members,

tovard superiors, toward the work, towsrd the organization -
tovard all aspects of the job. These favorable attitudes



reflect a high level of mutual counfidence and trust through-
out the organization. The members feel a high depree of
identification with the orpanization and its objectives and
a high serse of involvement in achicving them. As a con-
sequence, the perforiance goals are high and dissatisfaction
may occur whenever ¢chievement fall short of goals set,

2. This highly motivated, cooperative orientation toward the
organization and its objesctives is achicved by capitalizing
on all the major motivational forces which exist in an
organizational setting. Reliance is not placed solely on
the economic motive of buying a man's time and using con-

- trol and authority as the organizing and coordimating
peinciple of the organization., On the contrary, the
following motives ave all used fully and in such a way
that they functien in a cumulative and rcinforcing manner
and yield favorable attitudes: ’

+» The ego motives.
+. The security motives,
++ Curiosity, creativity, and the desive for new experiences,
»» The cconomic motives. '
By tapping all the motives which yield fovorable and
cooperative attitudes, maximum motivation oriented toward
realizing the orgauization's geals, as well as the needs
of each member of the organization, is achieved.

3. The succesaful organization consists of a tightly knit,
effectively functioning sccial system. This sociol system
is made up of interlocking work groups with a high degree
of group loyalty among the members and {averable attitudes
and trust between supericrs and subordinetes. Sensitivity
to others and skill in personal interaction and the funce
tioning of groups are also presant., Those skills perndt
effective participation in decicions on coxnon problems.
Comaunicaticn is efficient and effective, There is a flow
fron one part of the orzenization to another of all the
relevant information important for cach decision and action.
The leadership in the crganization hae developed a highly
~ffective social system for interaction and mutual influence.

4. Measurenents of organizational performance are used pri-
marily for self-guidance rather than for superimposed con-
trol. JParticipation and involvenent in decisions is a
habitual part of the leadership proccsses. This kind of
decision making requires the sharing of available measure-
ments and if additional information or measuresents are
nzeded, steps are taken to obtain them,

High producing managers use the above mentionzd motivating forces and
other processes by recopnizing that they are likely to be discerning and

reinforcing when cach individuval in the organization feels that his

ERIC
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interactions with others are of such a charvacter that they convey to the
individual a feeling of support and recognition for his importance and worth
as a person.

Nt only is it important to use relevant notives, but it is also essen-
tial to recognize that an individual's rcaction to any situation is always a
function, not of the absclute character of the intcraction, but of his per-
ception of it. ™It is hoy he sees things that count, not objective reality
[Likert, 1961, p. 102]." Individuals in an organization interpret inter-
actions between themselves and the organization in terins of their background
and culture, their experience and expectations.

The principle of supportive relationships stated by Likert is:

The leadership and other processes of the organization nwust

be such as to insure a mazimun probability that in all inter-

acticns and all relationships with the organization each member

will, in light of his background, values, and expectations, view

the experience as supportive and oue which huilds and maintains

his sense of personal worth and importance {Likert, 1961, p. 1031].

What Likert and others have been discovering through research studies
is that the supportive-participative management system achieves higher, or
at least equal, productivity levels with fever of the resentments, hostili-
ties, grievances and breakdcwns inherent in management systems using the
traditional principles of administration.

In light of these findings Likert raises an important question.

. If this pattern is so consistent, why is it that the

majority of supervisors, managers, and top company officers

have not arrived at these same conclusions based upon their

own experiences [Likert, 1961, p. 6137
His answer is that most organizations decal with inadequate mecasurement pro-
cesses., Organizations too often secure measurements dealing only with end

result variables such as production, sales, profits and percentas, s of net

earnings to sales. Likert states that there is aunother class of varioblcs

tr.
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which significantly influence the end result ones. The other variables are
serjously neglected in present measurcment practices.
The organizational variables are defined by Likert in the following

manner,

Causal variables include the structure of the organization
and management's policies, decisions, business and leadership
strategies, skills and hehavier.

The "intervenirg! variables reflect the internal state and
health of the organization, e.g., the loyalties, attitudes,
motivations, pewfeormance goals, and perceptions of all nembers
and their collective capacity fer cffeative interaction, com-
munication, and decision making.

The "end-result' vaviables are dependeiat variables which
reflect the achievements of the ovganization, such as its
preductivity, costs, scrap loss, and earnings [Likert, 1967,

p. 29].

The interrelationships of these variables are portrayed by Likert
(1967, p. 75) on the attached form. (See Form A,) According to Likert
(1967, pp. 76-77) thoe causal variables can be altered or modified and they
are independent variables. The intervening variables are produced largely
by the causal variables and they in turn have an influence upon the end-
reasult variables. Likert (1967, p. 77) also claims that the variables as

shown schematically on Form A reveal a direction of causality anrd the impor-

. tance of an especially important variable, time,

14
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FORM A

If a manager has:

liell-organized plan of operation
High perforasance goals
High technical competerce

and if the manager manages via:

i \

SYSTEMS 1 or 2 SYSTEM &

{direct prassure for (stresses the importance and
Causal results, including cavrot dignity of 3n4\v1duala, group
Variables and stick and other prac- methods of uupcrvlsmx. and

tices of the traditionzl ovep]appxro wroups involved

system) in decision- making)

ot + e

r,hih or~anization will display: N

—m WS \\/4
Loss group loyalty Greatey group loyalty
Lower performarce poils Higler performnance goals
Greater conilict and less Greater cooperation
ceeperation Hore technical assistance to
Less technical assistance peers .
Intervening to peers Less feeling of unreasonable
Variables Greoater feeling of unrea- prassure
sonable pressure Hore favorable attitudes
Less favorable attitudes toward superiovs
toward superiors Higher motivation to produce
Lower motivation to preduce

<~and his organization will reach:

e 7\
Lower production levels Higher production levels
Higher costs of production Lower cost of production
Lover quallty of product Higher quality of product
Snd-Reault Less satisfacticn to members Greater satisfaction to members
e lublesy of the organization and to of the organization and to
the public it scrves the public it serves

R ]

Likert, R., The human orpanization: Tts manasement and value,
New York: McGraw Hill, 19067, p. 7o.
O
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To get a more accurate picture of organizational health and productivity,
it is important to be able to show what is happening with regard to the

causal variables such as management philosophy, supervisory behavior, and

organizational structure; intervening variables such as attitudes, expecta-

tions and motivational forces; and end-result vaviables such as program, cost

and achievement., Likert (1867, Appendix If, pp. 197-211) has developed a
"Profile of Organizational Characteristics" vhich plot eight organizational
pvocésses and sub-categories for each along a continuum ranging from System
1 (explojtive-authoritarian) to System II (benevelent-authoritarian) to
System III (consultative) to System IV (participative). The processes and
sub-categories as listed below are identified by Likeft (1867, p. 143) as
being causal, largely causal or intervening.

1. Lceadership procesces used

.

1.1 Extent to which supericrs have confidence Caugal
and trust in subordinates -

1.2 Esxtent to which subordinates in turn have Intervening
confidence and trust in superiors

1.3 Extent to wvhich superiors display suppor- Causal
tive behavior toward others

L.4 Extent to which superiors behive so that Causal

csubordinates feel {ree to discuss inpor-
tant things about their jobs with their
inmediate surericer
1.5 Extent to viich immediate superior in solving Causal
job problems generally tries to get subordi-
nates ideas and opinions and make construc-
tive uce of then

2. Character of motivational forces

2.1 Underlying movives tapped Caucal

2.2 Manner in which motives are used Causal

2,3 Kinds of attitudes developed toward Intervening
organization and its goals

2.4 FEatent to which motivational forces con- Intervening
flict with or reinforce one another )

2.5 Amount of responsibility felt by cach Intervening
member of organization for achieving )
organization's goals

2.6 Attitudes toward other members of the "~ Intervening
orgtanization
2.7 Satisfaction derived _ Intervening
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3. Character of communication process

3.1

3.2
3.3

3.4

w0
[62]

3.6

-~

Anmount of interaction and communication aimed
at achieving organization's objectives
Direction of information flow

Downward cemmunication

3.31 Uhere initiated

©3.32 Extent to which superiors willingly

share information with subordinates

3.33 " Extent to which communications are
accepted by subordinates

Upward communication

3.41 Adequacy of upwerd CCﬂmunlcatlon via
line organization

3.42 Subordinates! fesling of vres ponﬂlblllty
for initiating sccurate upward communi-
cation

3.43 Forces leading to accurate or distorted
informacion upward

3.44  Accuracy of upward communication via
line

3.45 Need for supplementary upward conmuni-
cation systen

Sideward communication, its adequacy amd

aceuracy

Psychological closeness of superiors to

suboirdinates (i.e., friendliness between

supericrs and subordinates)

3.61 How well does superior kaow and vnder-
stand problems faced by subordinates

3.62 How accurate are the perceptions by
superiors aind subordinates of each other

4. Character of inter-action-influence process

L i <4
W N

4y

4.5

Amount and character of interaction

Amount of cooperative teamwork present
Extent to which suburdinates can

influence the goals, methods, and
activity of their units and departments
4,31 As seen by supepriors

4.32 As seen by subordinates

Amcunt of actual influence which superiors
can exercise over the gnals, activities,
and methods of their units and departments
Extent to which an effective structure exists
enabling one part of organization to exert
influence upon other parts

5. Character of de isjon-making nrocass

5.1

5.2

—— e

At what level in organiration arz decisions
formerly made?

How adequate and accurate is the information
available for decision making at the place
wherc decisions are made?

17

Intervening
Intcvvening

Intevven1ng

Cuusal

lntervening

Intervening

Intervening

Intervening

—— . . <t et

Intervening

;ntervenzn&

Intervening

Largely Causal

Interven¢rp

St v 4 e N et

Intevvenin

e s ot o

Largely Causal

Intcrvenznp

ittt N

Intervenlnp

Intervenirg
Intcrveninp

B S B

Intervening

Causal

Largely Causal

Intervening
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6.

7.

5.6

5.7

To what extent arz decision makers aware of
problens, particularly those at lower levels

in the organization?

Extent to which technical and professional

krouledge is used in decision naking
Are decisicns made &t the best level in
the orzanization as far as

5.81 Availability of the most adequate and

accurate information bearing on the
decision

5.52 The metivational consequences (i.e.,
does the decision making process help

to crcate the necessary wmotivaticns
in those persons who have to carry
out the decision?)
To what extent are subuedinates involved
in decisions related to their work?
Is decision making bascd on man-to-ian or
group pattern of operation? Does it
encourage or discourage teamwork?

Character of goal setting or ordering

6.1
6.2

6.3

Manner in which usually dcne

To vwhat extent do the different
hierarchial levels tend to stirive for
high parforirance goals?

Arc there forces to accept, resist, or
reject goals?

Character of control pracesses

7.1

7.2

7.3

7.4

7.5

At what hierarchial levels in organization

dces nmajor or primary corcern exist with
regard to the performance of the control
functicn?

How accurate are the messurements and infor-
ration usced to guide and pewrforin the control
functien, and to what extent do forces exist
in the organization to distort and falsify

this information?

Ixtent to which the review and control
functions are concentrated

Extent to which there is an informal
organization present and supporting or
opposing goals of formal orpanization
Extent to which control data (e.g.,
accounting, productivity, cost, ete.) are
used for self-guidance or group problem
solving by managers and noa-supervisory

employecs, or used by superiocvs in a punitive,
~policing mamev

18

Intervening

Intervening

Intervening

Intervening

Largely Cavsal

Largely Cavsal

Causal
Intervening

Intervening

Largely Casual

Intervening

PR S

Largely Causal

Intervening

——————— -

Intervening
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8. Performance sicals and training
8.1 Level of perfo“manﬂc goals which superiors seek  Intervening
to have organization achieve -~
8.2 Lstent to which you have bLeen given the manage-  Intervening
ment training you desire
8.3 Adcquacy of training resources provided to Intervening
assist you in training your subonrdinates

Likert has used these above variables to develop an instrument called the
"Likert Profile of a School." Hall (1972, pp. 586-580) recently reported a
study which compares the lialpin and Croft's organizational climates and
Likert and Likect's crganizational systens. Hall's findings are inter-
esting to note in this comnarison.
The positively significant rolationship found between
orgarizational climates classificd by the CCLQ and organi~

zational systens c¢lassified by the Frofile of a School sup-

ports the concept that the crganizational model from which

the 0CDQ was developed is comparable to that from which the

Profile of a Scl.ool was developed.

It appears that organizational structures do differ
along certain lines, which supports attempts to classify
them. All of the schools clao~1fied by the OCDQ as open

were clossified as eithor system IIT or system [V by the

Likert Profile, but only nine of the thirty scheosls clas-

sified as closed by the OCDQ belonged to systems I and' JTI

according to the Likert questionnaice. Analysis of avail-

able cata gave no explanation for tnese phenomena [llall,

1972, p. 589].

The important contribution of the Likert model, however, does not lie
in it being able to discriminate whether a school organization is a system
I, II, III, or IV type, but its value is that it can permit diagnosis of
dysfunctions of a system and provide direction for the development of
organization health. The Likert organizational model is an open systems
one, it meets alimost all eight areas for data gathering called for by
Owens (1970, p. 170) and listed on page &€ of this paper. Even more impor-
tantly, b2-cd on over 20 years of research by Likert and his associates,

it ident’ - . orpanizational procecsses which can provide direction for
' £ p p

improving . ;anizational effectiveness,
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The School Organizationil Deveclopuent Questionnaire - S 0 D Q

——

The writer of this paper began in the summer of 1970 to develop an
instrument based upon the Likert model. The purpose for the development
of such an instrument was not to characterize the climate of schools, but
it was to develop an instrument which could be used to find out where the
discrepancies are in critical organizational processes and at what level
and with which groups in the school ovganization. The notion is that diag-
nosis can provide clues to treatment. This notion is not dissimilar to
the medical approach to health and ticatment of sickness. The theoretical
underpinnings for this idea of the need for diagnosis in the realin of
organizational behavior core:z from Chuis Argyris (190%, p. §7).

Let us pause to make it clear that we are not sugpesting
that all organizations suppress individuals' self-expression
nor that all individuals desire psychological success. The
basic hypothesis is that the orgenizaticin will tend to develop
unintended consequences when there is a lack of congruency between
individual needs and organizational demards. Although we have
focuscd on the incongruency between the need for psychological
success and the requirements of the lower levels of organization,
this is not tha only possible incongruency. We predict the same
unintended consequences will occur'if the individual dozs not
desire to experience psychological success and the organization
requires an individual to do so.

On the other hand, the unintended adaptive activities alrcady
discussed should not tend to exist where there is a significant
degree of congruency between individual nceds and organizaticnal
demands - for example, if tha individual dces nu:ed to expezrience
psycholegical success and the organization requires it, and if
the individual does pot desire to experiscnce psychological
success and the ovrganization mikes it difficult to do so.

Another notion that the investipgator had was that students comprised
the majority population in school organizations and that any measure of
organizaticnal effectiveness must include an atteampt to investigate
incongruencies or discrepancies between student nceds and organizational

demands. VWe are all too familiar with the adaptive bzhaviors and perhaps

have not bepgun to realize fully the unintended consequences that schonl
g y q

20
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organizations are causing because of the neglect of including students in
our organizational studies. If organizational theory is even close to
mirroring reality when it stresses the importance of the informal organiza-
tion, then we can ill afford to ignore the fact that students play a major
role in determining the effcctiveness of a school organization.

Another impetds underlying the development of a diaguostic orgoniza-
tional instrument and for ircluding stulents in the study cf the school
organization came from the literature dealing with "ODY, Organizational
Development. Lewin (1958, pp. 197-211) laid the grcundwork for an evolving
managerial change strategy called organizational development when he devel-
oped the notion that individual and greup change is most effective when
norms and standards repulating menber behavior are changed. Bennis (1969,
p. 2) defines organivation development as a complex educational strategy
intended to change fhe beliefs, attitudes, values, and structure of organi-
zations so that they can better adapt to new technologies, markets, chal-
lenges and the dizzying rate of change itself. He believes that through
the collection and feedback of relevant data to relevant pzople, more
choices become available and hence better decisions are made., Organization
development is the name that Beckhard (1969, p. 7) ard others are attaching
to total-system, plannel-change efforts for coping with scme of the current
problems facing managers in modern organizational 1life. The strategies used
by OD agents are: diagnosis, foci of attention with relevant groups and
intervention.

Using these concepts of total system involvement (including students)
and the need to diagnose malfunctions in the organizational précessos devel-
oped by Likert, the writer constructed the first version of thre SODQ.

He started by taking each of the fifty-one statements about system IV in the

Likert "Profile of Organizational Characteristics" and restating these items




22

so as to be applicable to school situations. Pretests were conducted and

P

the instrument was rcadied to be tried out in a public school system,

An organization development project was initiated in two Georgia school
systems and as a part of this CD effort the SODQ vas administered to all
students in grades 7 through 12 and all certified staff in each of the school
systems. These were both rural school systems in the mid-castern portion of
the state. A total of 2,640 students and 712 certified staff responded to
the SODQ. An oblique rotational factor analytic treatment was applied to the
data supplied by these two school systems. Of the eight theorized factors
in the Likert medel, five could be identified from factor analysis of the
SOLQ responses,

The instrument was revised on the basis of the factor analysis in the
fall of 1971 by deletigg items not identifiable with one of the five factors.
The instrument was used again in another scheol system. In this project,
1,954 students (grades 7-12) and 502 certified staff responded to the SONQ.
The oblique rotational factor aralytic treatment was again applied. Again,
the remaining itmﬁ scores loaded in a pattern defining five facters as before.

In order to get at a further breakdown in data analysis to include
subjects and departments, the format of the SODQ was revised and the instru~
ment was again tested in the spring of 1972. This time a single high school
vas choosen in the north-uvestern section of the state. The SODQ was admin-
istered to 344 students randemly selected from grades 9-12 from various
subject arcas and departments of the school. The total certificd staff (Hu)
also took the SODQ in this medified forn.

The SODQ has bteen given a limited field test as described in the situa-
tions above. The purposes of the field tests have been two fold. One pur-
pose has tecen to test the use of the instrument in providing data which
school systems can use to plan interventions which help increase their effec-

tiveness as schiool organizations. In each case the data from the 50DQ did
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give informaticn which was useful in describing dysfunctional organizational
processes at speeific opganizaticnal levels. The investigator was also able
to use the Likert model to make suggestions about interventions which might
be useful te increase organizational effectiveness. No attempt has been
made to do follow up studies in thesc systems. The other purpose of the
ficld tests was developmental by design. Through the use of the SODQ in the
studies described abouve, it was hoped that the instrument could be developed
and readied for a broader use and application.

Thz S0DQ in its present forim can be secn in an appendix of this paper.
Three of the original eight organizational processes are presented below as
"Overarching Processes.'" The remaining five of the original eight are
described as '"Processes Tapped by the School COrganizational Developient
Questionnaire." The Likert System IV items are listed and a summary of the

factor structure of the SODQ with factor loadings for items is given.

Orgenizational Precesses to be Considered in Develcping
School Organizations

I. Overarching Proceases
1.0 Goal Setting or Ordering

1.1 wanner - oxcept in emergencies, goals are established by means
of group participation including communily participation

1.2 high performance gcals - high goals sought by all levels with
lower levels sometimes pressing for higher goals than top
levels

1.3 accepcance of goals - both overtly and covertly

2.0 Yotivational Forces

2.1 full usc or econcmic, epo aﬁd other motives

2.2 <manner goals are reached ~ rather than through fear and sup~-
pression, power is used to develop independence

2.3 Kkinds of attitudes - favorable to ackieving orpganizational
geals

2.4 reinforciug forces rather than conflicting ones - “Win-Win'

2.5 amount of responsibility felt for achieving organizational

foals

2.6 attitudes toward other members of organization
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167
.502

608
.652

,919
654

.695
635
.620
. 620
420
1420

3t
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3.0 Performance Goals and Tra1n1nr

et e

3.1

3.2

3.3

level of performance goals which supervisors seek to have
organization achieve - extremely hipgh goals

traininig ~ receive a great deal of training of kind help-
ful ard desired

adequacy of training resources - excellent resources are
provided

Processes Tapped by the School Organizational Development Questionnaire

1.0 Leadership Process

2'0

1.1

cont idence and trust in subordinates

confidence and trust in superiors

superiors display supportive behavior

superiors behave so subondinates feel free to discuss
superiors try to gat ideas

Itens in SODO

12 Items -~ 1, 4, 5, 9, 11, 13, 15, 18, 23, 26, 32, 35

1,
b,

5'
9.

11,
13.

15.
18.
23,
26,
32,
35,

Your leaders have faith and trust in you. Causal
Your leaders work with you in such a way that you Causal

like to do what they expcct you to do.
You have faith and trust in your leaders.

Your leaders treat you in ways which make you feel Causal
important.
Your lcaders know how it is from your point of view. Causal

& it

You know liow things are from your leaders' point of
view.

You feel close to your leaders.

You feel friendly with your leaders.

You share your feelings with your lecders.

You share your problems with your leaders.

Your leaders share their feelings with you. Largely Causa)

Your leaders share their problems with you. Largely Causal

]

Interaction - Influence Process

2,1
2.2
2.3

2.5

extensive, friendly hlfh confidence and trust

substantial conperative team work

subordinates can influence goals, methods and activities

2.31 great deal as seen by superiors

2.32 great amount through formal and informal as seen
by subordinates

amount of influence which superiors can ezercise over

goals, activity and metheda

highly effective structure enabling influence in all

directions

Factor loadings -



8717
J7U3

.813

330
JH1)

411

439

%

.518
l383

732

U485

O "

3.0

Items in SODQ
7 Items - 2, 6, 16, 24, 31, 36, 39

2, Team work is used to improve things.
6. Your leaders use what they know about 'how
you are doing" to help you improve.
16. Your leaders leave you free to control your
behavior.
24, You are able to improve things.
31. You have the chance to show concern for
others.
36. You are encouraged to give help to others
to make things battex.
39, High standards are set.

Decision-Making Process

3,1 decision making widely done throughout organization
although well integrated through linking process of
overlapping groups

3.2 complete and accurate 1nformat10n based on measure-
ment at the place where decisions are made

3.3 decision rakers aware of problems particularly these
in lower levels of organization

3.4 decisions rrade at the best level in the organization
as far as:

3.41 avajlability of the most adequate and accurate
information Learing on the decision - group
decision processes tend to push decisions to
point where information is most adzquate or
to pass relevant information to the decision
making point

3.42 decision making process helps to create the
necessary motivations in those persons who
have to carry out the decisions

3.5 technical and professional knowledge anywhere in the
organization is used in decision making

3.6 subordinates are involved fully in all decisions
related to their work

3.7 decision making largely based on group pattern,
encourages teamwork

Items in SODQ
11 Items - 3, 7, 10, 17, 19, 21, 27, 30, 33, 37, 40

3. You can take part in improving things.
7. The way decisions are made helps you to feel part
of a teanm.
10. You take a part in making decisions which affect
: you . -
17. You share in having control.

Factor loadings

25

Causal
Causal

Causal
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.123
JA23

723
AL

517
74

428

603
698

‘,6?5~‘

19,
21.

27,
30.

33.
37,

40.

You feel that you can bring about changes
in policies. ’

You can bring about changes in how things Causal
are done. .

You can bwing about changes in vhat is done. Causal
Things which affect you are developed by you Causal

or others in your pecr group.

You cemmunicate with leaders to help improve
things.

Decisions are made by those close to the problem
source.

Things are organized so that your views help
frame decisions.

Control Process

ot e et b

u.l

4,2

e

4.5

Jevel at which concern for control function oporates -
concern for performance of control functions likely to
be felt throughout organization

accuracy of measurements used to guide control function -~
strong pressures to obtain complete and accurate informa-
tion to guide own behavior and behavior of own and
related work groups; hence information and measurements
tend to b2 complete and accurate

concentration of.control functions - review and control
done at all levels with lower units at times imposing
more vigorsus reviews and tighter controls than top
management '

informal orpanization - informal and formal organiza-
tions are one and the same; hence all social forces
suppot efforts to achieve organization's geals '
exteut to which control data (aCCountlnr, productivity,
cost, achievement, etc.) are used for self-guidance

and for coordinated problem solving and guidance, not
used punitively

Items in SQDQ

6 Ttems - 14, 25, 29, 41, ub

._&1  5;2i‘
»"1Qf15 21 down, up and with peers

14, You accept the standards set for you.

25, You try to reach oxpected standards. : ,

29. You treat your leaders in ways which cau:. “hem to

: feel that you trust them, o
41, You give true information about youvself o rovr leaders.
44, Your pu:-s accept the standards set. S
chnnun1cat1fr Sriess : : Lo i
;5.1,,anoant +¢ interaction and conwunication aimed at achieV1ng
S OTFﬂhi&JTIOnS objectives - with individuals and gvoupS‘

divection of {nformation flow T ‘

Factopkloadinas

26
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5.3 downward communication
5.31 initiated at all levels
5.32 supcriors willingly share information
5.33 cowmunications generally accepted but if not-
openly cuestioned
5.4 upward communication
5.41 a great deal
5.42 cousiderable responsibility felt by all
5.43 powerful forces to communicate accurately upward
5.44 accurate information upward not just what boss
vants to hear
5.45 no nced for spy system or other

5.5 sideward ¢ommunication good, no competition between peers
5.6 friendliness between superiors and subordinates’
5.61 superior knows and understands problems
5.62 superiors and subordinates perceive and understand
cach other accurately
Items in SODQ
i g Items - 8, 12, 20, 22, 28, 34, 38, 42, u3
499 8. Facts from those who "KNOW" are usecd to make
decisions,
540 12,. You or your peers take part to help make decisions.
« 537 20, 1Ideas for ways to improve things come from all
concerned,
+582 22, VWhen your leaders know your ideas they try to Causal
use them,
.50 28. Your leaders provide opportunity to work with Cauvsal
your peers in close and friendly ways. . ‘
.61l 34. Your leaders try to get your ideas. . Causal
530 38. The people who make decisions which affect you are
‘ aware of the things you face. :
534 42, Your leaders try to get you to reach high standards. Causal
190 43. You give true information about yourself to your - '
leaders.

% Factor loadings
Purpose'of Study Preéently Being Conducted

The general purpose of the present study being initlated is to determine :;;f;f

4¥f£, he nature of the school organxzatlonal processes as measuved by the School

' ;ﬁj’Onganizational Development Questionnaire (SODQ) across the w‘de spectrum 'f:ffl,Jif?

iff;diffepent'«ohool“o anizaticns.: HL;e specificq;ly 'the study intgnds:

;1. To 1nvestigate, 1nfa number of school systens of various;siz > in
X various regions of the Unlted St‘ discrepancies in school;;:z'




2,

3.

q.

It
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organizational processes at various levels of the school
system and with different segnents of the school population.

To provide participating institutions with the result of the
study for their own purposes in school organizational develop-
ment,

To provide the documentation necessary for replicating the
study. '

To determinc the measurement characteristics of ‘the SODQ; i.e.,
answers to questions of reliability and validity.

is not within the scope of the present study to deal with relation-

ships of the SODQ with instructicnal outcomes, developmental phenomena,

learning processes, personality variables, or socialization phencmena. How-

ever, when this study is completed in 1976 and the measurement characteris-

tics of the SODQ have been determined on a national representative sample,

there is a need to use stich an instrument to deal with relationships to

learning outconas and other related variables. Hany of us have long sus-

pected that these relationships betwcen organizational settings and learning

productivity are vital but lack of proper instrumentation has kept research

from advancing in these areas.
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SCHOOL ORGANIZATIONAL DEVELOPMENT QUESTIONNAIRE
{soDQ)

by
David J. Mullen
and
Thomas M. Goolsby, J1.
University of Georgia
Athens, Georgia 30602

Form A — Public Schools

goals.

TO THE RESPONDENT:

discovered that there are certain organizational processes such as confidence and trust {n leadership,
communication, decision-making, etc. which affect the success of that organization in achieving its

key processes are handled in this organization and how you think they should be handled. There are
no right or wrong answess. The information provided by the questionnaire will be used by your school
to see wher2 the majority of the people in this situation think improvement needs to be made.

faculty, students, etc. In no instance will responses of individuals be reported. The questionnaire
should ordinarily not take any longer than 50 minutes to complete.

The most important part of any organization is the people who make it up. Researchers have

This questionnaire (the SODQ) is constructed and administered to determine how you feel these

The SODQ is intended to be completely confidential. Results will be summarized for groups,
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Use only a soft lead pencil to blacken the circle that
shows your answer. Do not make any other marks
on this questionnaire. Erase all mistakes completely.

100. Subject area or department - Mark one

Students: Mark the subject area as ditected by
the person administering this questionnaire.

Teaching Staff: Mark the subject area in which
you teach 3 or more classes. (Self-contained
classroom teachers or those teaching less
than 3 classes in an area mark the area of
your greatest interest.)

O Language Arts - Reading, English, Spelling,
Literature, Writing, Speech, Foreign Lan-
guage, Library Science, etc.

O Social Studies - History, Gov't., Political
Science, Philosophy, Geography, Psychol-
ogy, efc,

O Science - General Science, Physical Science,
Earth Science, Chemistry, Physics, etc.

O Mathematics - General Math, Consumer Math,
Algebra, Trigonometry, Geometry, etc.

O Health, P.E,, Safety - Drug Education, Health,
Physical Education, Driver Education, ete.

O Home & Industrial Arts - Home Economics,
Child Care, Foods, Clothing, Cosmetology,
Drafting, Metal, Wood, Electricity, Mechanics,
ele.

O Vocational Educational . Bookkeeping,
Typing, Shorthand, Agriculture, VOT,
DCT, Career Education, etc.

O Fine Arts - Art, Music, Drama, Ceramics, Band,
Orchestra, Choir, etc.

; O Olher ceruﬁed staff(pnncipal, asst,

O Nonce iﬂed slafr (teacher alde, etc); a0

Pos:tion Mark the one that best
descnbes your role.

O Student

O Teacher
(@) Area Coordmator or Dept Head

e principa] counselor, librarian, elc),' :

102. Race or Family Background - Mark one

O Black < American Indian
O White QO Puerto Rican
< Oriental O Mexican American
< Cuban
103, Sex
O Male
O Female

104. Age - Mark age at last birthday.

Students Staff
O 10 O Under 20
O 1t O 201029
<12 O 30to 39
O 13 O 40t0 49
(@M O 501059
OIS QO 60 or over
O 16
O 17 orover

STUDENTS@I_)_’

105.. Mark your grade

o5 O 9

o6 S 10

o1 on

o8 o112 ’
STAFF Only

106. "Years of Experience in Education

QO Under § years
O 5to 9 years

O 10 to 19 years
O 20 or more years

: Ifyou have not written the name of the school

city and state on top of the front cover, please :

i do that now before you contmue

Page 2

STOP! Please sit quietly.




DIRECTIONS
STUDENTS:
Subject Area '
0 Answer all items at the subject area level. Mark to show how you feel things are and how the leacher acls
in the subject (Lang. Arts, Social Studles, Science, Math, etc.) which you checked in item 100 on p. 2.
Overall School
0] Answer all items at the overall school ~ principal level, Mark te show liow you feel things sre in the overall
s».hool and fiow those who run the school, especially the principal and his staff, act.

TEACHERS:
Subject Area R C iy
0 Mark to show how you feel things are In this department and how the area coordinator (leader) Vac 3 161 the = 7%
subject area which you checked in item 100 on p. 2. (Do not respond if you do not have an area cootdlnaig[,ﬁ
Overall School

Answer alt items at the overall school ~ principal level. Mark to show how you feel things are in the overall
sdmoi and how those who run the school especmlly the pnnc:pal and his staff, act.

AREA COORDINATORS, DEPT. HEADS, OTHER CERTIFIED, AND NON-CERTIFIED STAFF:
Overall School.
Answer all items at the overall school — principal level. Mark to show how you feel things ase in i« ¢ rall
school and how those who un the school, especially the principal, act.

O

You are to mark each statement for the level that applies to you (see above) like the example below. When you are
not sure about a statement at alevel for either part (is or should be) then mark your answer as 1 Don’t Know."”

Respond 10 the shaded columns as faltows: SrECT AREA\ OVERALL SCHOOL Al ) E’:‘?n
OR DEPARTMEINT PRINCIPAL INTENDE]

Swdens O O O LEVEL LEVEL ‘fi gy 2\

Teahes O O 8 — ¢ N RETEE)

Area Coor. oo L\ ‘& “\v TAHAEAY 2

Other Cert. 0o a 2 % ‘%é % Z\3 \£ ¥

Non-Cert. o 0O A\2 o\ % %f

Frincipal a g ﬁ 5‘ % .

Statement £\

Your leadets* provide chances for s 1O O O O« v

you to work with your peens®*® in IR B3 I RS PO

friendy ways. should be O Q O QK

The example above is marked (0 show that leaders (principal and his staff) provide chances l'or you lo work wuh your i
peers in friendly ways “Somenmes" at the OVERALL SCHOOL PRINCIPAL LE\'EL bul they should uy to pravide -

- chances “Very Often.”
' *Leaders OVERALL SYSTEM SUPERlNTEﬂDENT LEVEL = Tlnc person and his slal’f dlretlly abme lhe princlpal

: ,DVFR.»\[LSCHOOL PRINCIPAL LEVEL = The principal and hisstaff. ~ :

g ,SUBJ ECT AREA (Sfudents only) o= The teacher(s) for the subject \\hich you checked in

o S e 100onp. 2. :
o DEPART\IENT LEVEL (Teachers only) o B : ‘—- The area coordmalor or dep! head for lhe subjecl L

s : “checkedonp. 2. :
s ﬁ:y”_“Pe,e_t ; Those peopie v«ho are in the same type of pos{uon as you in ﬂus school (Studem peers a:e olher st e

U .emembe:, use only a sot‘t lead pencll and erase complelely Don t make any marks mher lhan youl answers on lhis booklet,
E KC ny quesuons" - e You may turp the page and begin work
: ' Page 3




Statement

PRINCIPAL INTENDENT

SUBJECT AREA'\ OVERALL SCHOOL\ OVERALL SYSTE
OR DEPARTMENT

LEVEL

LEVEL

ost¥
AN
TN

<>
ﬁpﬂx‘i"» -
o
o0 o

sﬁ"'”\‘e !

-

1.

e

Your leaders have faith and trust in
you.

is

should be

Tear.owv. -
thing:.

is used to improve

is

should be

You can take part in improving
things.

is

should be

Your leaders work with you in
such a way that you tike to do
wh.at they expect you to do.

is

should be

You heve faith and trust in your
leaders,

010 010 010 0}0 O > :
040010 040 010 OL

O 010 0|0 010 0|0 O

Qi

Your leaders use what they know
about “how you are doing’’ to
help you improve.

should be

010 0]0 0]/0 0]/0 010 O]

O
0

Decisions are made through team-
work.

" should be

is

“010 010 010 00 010 0l0 OL
010 010 010 0]0 0]0 0[O0 0!

Facts from those who KNOW are
used to make decisions.

is

shoutd be

010

Your leaders treat you in ways
which make you feel important.

is

should be

1O

10.
- which affect you.

You take a part in making decisions

is

should be

11,

" Your teaders know how it is
- from your point of view. -

shouldbe

is

1o help make decisions. e

. Youoryourpeerstakepart |

e

010 010 0/0 0]0 0]0 0/0 0]0 0]/0 0/0 0J/0 00 O©

0. 010 010 .0]/0 0]/0 0/0 0]/0 0[O0 0]0 0|0 0|0 0]0 ©

O lew.

. Youknowhow thingsate
. fromyour leaders’ pointof - = .

oot

0 0]0 0/0 0]0 0]0 0]0 0]0 0]0 0]0 0]0 0[0 0[]0 0]0 ©

10 -0/0. 0]0 010 0]0 OJO0 0|0 O0}0 0|0 O0}]0 O]0 0]0 O0}]0 O
10 010 O0J0 0|0 0|0 0jO0O O]O0 O]0C 0|0 0|0 01|10 O]0 0QO!C O

10 0]0 0]0 0]0 00 00 0]0 0]0

Go on to next page.y' N




SUBJECT AREA \ OVERALL SCHOOL \i{)
OR DEPARTMENT PRINCIPAL
LEVEL LEVEL
- EANS
AR £
%% 2\% %%%% a
LARAL &\ \C,
£\%4\3\%\Z\%\% \3
%\8\*\% ‘%, 5 \a \
Statement
14.  You accept what your leaders s | OIOO[C|OIOO o
t you to do. ,
expectyontodo shoutd be |O|O|O|O|O|O|O|O|O
15.  You feel close to your is |O|O|O|0|0|O|O ©
leaders. : ;
cacers hould be [OlO|O]lo|ojo|o|olO
16.  Your leaders leave you free is |O[OJO|O[O|O1O O 2 >
‘ trol your behavior, .
to control your behavior aoud be lololololololo o : |
17.  When decisions are made they is |[O|O|O olo|o|ojo|olofé@le 4;’
are based on information which o P
you think is right and fair. should be O |O|O|O OO O @ si{es3l
18. You feel friendly with your is §O O o O o|o|o O
ere , ‘. :
leaders should be [O|Ol0|OO|0|0|0l0 jleil
19.  You feel that you can bring is [OO[O|O|O1O|O o ‘{"
about changes in policies. ould be O olo O ololo o ¥ v
20.  Ideas for ways to improve Is |O|O|0|010|O|O o
things come from all concerned. should be o O O olololo o ;
21, You can bring about changes is |OJO|OjO|O|O|O o v
in how things are done. souldbe |[o|ololo ololo o ¢ & . “"’“i‘
22, When your leaders know s jOlO o|o|o|o|o O (2] [ -
our ideas they try to use b ‘ . 2o
fhem. y oy should be |OIO|O|O o OO O T .v o
23, You share your feélings with s |O O o O O O|o o | .-ii
our leaders. N PR DR PR . - deg i
- yourleade smauld be [OlO|OlOl0]o|0|0O|0 el
24." - You are able tblmproVe 4 |s @ O O O O O O|o O | 2 &
R - "lin s",, ‘ ;‘,.,; . 2 N . . RN ’f 1 *_ 3
i sould e |O|O|olOlo]o]o|ojo ejlelte
' ’25 ?You try loreach expected , e is k olo O O ’ O
1o d e . e et | o 1F ol s
_;s!an ards | shoud be | -v Slolololo \ ]
ifﬁ ’You shareyour problems with : s g O O O
Your lgaders‘ 5 - shouldbe |S|D]c Slololo O 4

on to next age. e
PG T




 SUBJECT AREA\ OVERALL SCHOOL OVERALL §3
OR DEPARTMENT PRINCIPAL [
' LEVEL LEVEL
- LAY
(4 2 kA @
S\ER\E\%\3 4 \3
Statement 2 B\2\% ¢
27.  You can bring about changes in what is (O|o|olo]|olo|o|olo|ol
is done. : ¢
should be [OO|O|OIO|O|IOC|IO|O|O
28.  Your teaders provide chances for you is |Olo|lojolo|ololo|o|o
to work with your peers in
friendly ways. should be | OO O OIOIO(OIOOIO
29.  You treat your leaders in ways which is |O|OjO|O|O|O|O|O|O|O]:
make them feel that you trust them.
should be |O|O|OJO| OO |O|O|O|O|¢
30. Things which affect you are is |O|OIO|O|O|O|O|O[O|O|!
developed by you or others in ‘ | ‘
your peer group. should be [O|OI1OIO O|O|O|O|O O i
31. - You have the chance to show is [OlO|O|Oo|0|o|o|ojo|o O
concern for others, : % s
should be O OO OO OO |O|O|O|K
32.  Yourleaders support and back is |o|o|o|ojo|olo|olo|joi
you up. : ; S
shoutd be |OJO|OJO|O|O|O|O|O|O|C
33.  You communicate with leaders to Hlellellellellelelleollello}e >
help improve things. 1. 0 b
should be |O O[O O|{O|O|OIO|O|O|C
34, Your leaders iy to‘get your is |O O O O O OlO|OIO|OL @
ideas. - 8 B 2
should be |O|O|O|OO[O|O|O OO o
35. " Your leaders use your help to is |O O O O O O|O|OIO|O|¢ O
solve a common problem, S5 N B B P Z :
| shauld be JO|O|O|OJO|O|O|O|O|1O
36.  You are encouraged to give help is O O O O O eollelleollelle]
~toothers to make things better. B B B P I
: : . shouldbeOOOOOOOOOO
;7:" 37, "Deci’sion‘s are made by !h§$¢ close | s O i; O O @ o O o O O i.
1 totheproblemsource. | o b 1| ‘
L shauld be |O| DO O[O O|O|O| OO
‘:;;ﬁ:‘The people who make deCISIons s olole O O olo O
. which affect you are aware of e e e bk
. J;_fthé lhings you face e ~ should be Jlellellellelelic
You or your pee;s inﬂuence whf | [ O S O
«,happenstoyou ‘ L

mee  Goontonextpige.




“SUBJECT AREA \ OVERALL SCHOOL \
OR DEPART\&EN PRINCIPAL
L LEVEL LEVEL
Statement
40. Decisions are made in such a way is [OO[O|1O O ollo)elle)
that you do not mind carrying
them out, should be |[O|O OO OO IO |O|1O
41.  You give true information about Nellollo]lollellolelele
yourself to your leaders.
should be [O[OIO OO |C IO IOCIO
42, Your leaders try to get you to is [OO|O|O|O|I0I0|0|O
reach high goals. '
‘ shouldbeOOOOOOOOO
43.  You take part in judging your is O ol|olo|o|o|o|o]lo
performance. - , '
should be OOOOOOOOO
44,  Your peers accept what is is [O|o]o ellello)(e] (el e
expectad of them. . ;
should be OOOOOOOOO
45.  Your leaders work with you and is O eolloHeolleollollolle]) (e
your peers in friendly ways. 1 ,
should be |Q [C O[O [O|O|OIO|O
46. Your leaders use what they “find Is O O oI0 O elleolelle
out” to make things better. e
should be [O D OO |OIO|O O[O
47. Things are organized so that you is |O O O O elleollelle]
or your peers can help make B e
« decisions. should be |O O QO O olle]lelle)]
48, Most students show a real is |O O o O ollo}lel e
concern that all try to do what F N b ,
is expected. : should be |O|O o _C) OO 0|0
49.  Your leaders share with you most all ‘ is O O O O ollolle] e
the information you need or want. S : 7 ’ L
R | rwouldbeQO OOOOOO
50. V.Mosl all gelalong welt and help s O O O olo O O
. eachother R BN AR I R D
o should be |O1O | rooQQ
51 'lnformatlon on what you ¢ do : | is O © > O O O @
=;._j;and how well you do it 1sused ol s ] 1o
i ‘to help so[ve probtems ~ should be | O G) O O
aders work olo|olo
[ololofols




A
’ "SUBJECT AREA \OVERALL SCHOOL .
OR DEPARTMENT\  PRINCIPAL ¢
'\ LEVEL LEVEL
2 2\% (4 2.
ORRHRCIRE
[0 2.
S\EA\EE\E 4 \&
Statement £A\QN\ \7 \o\*%
$3. Most teachers show a real concern is |[O|o|o|o|ojo|o|o|o|o|
that all try to do what is : ‘ 5
expected. should be |[O|OIOIO QIO |O|O|O(O
54. You or your peers ask guestions is [O|O]O|O|O|O|O|O|O0|O
about things that do not seem to be 1 1 : ,
“right.” should be |[O|O1 OO O|O|O|O|O|O}
§5.  Most all work together to get is |[olo|o|o C) OO OO0k
the job done. : , o
should be | Q| O[O OIO|O|O|O|O|O|%
56. You and your peers, as well as is |Olo|o|ojo|ojo|o|o|olt
your leaders, make sure rules N b <
are followed. should be | OO OJO{O| OO OO0}
b3
57. Needed work gets done because is lO]ololojo|o|o|ojc|olE
of the way your leaders and peers » &
work together. should be [O[OIO]OJOIO|IO|O|O|Of
$8. The administrators show a real is |Ojolo|o olo|olo|o|o] -
concern that all try to do what 3
is expected. should be |OIO|O| OO OO O|O|O(S
59, You and your peers tell it “like it is jololo]o]olo|olojojo
is" to your leaders. 0 O A By
should be (OO O| O|O| OO O|OJO|
60. You talk with your peers about is O QOO O O eollelleollelle)]
© making things better. 11
shouldbeQOQQQOOO_OO”
161." Those not in charge show as much is O O O O O ellolle/lolle
 coticern about a job being done R E R S B
as do leaders. should be | OIO| OJOIO| OlO| O|O|O
; Your leade‘rs sﬁow that the work is O O O O b ol (el oo O :
- done by you and your peers s otk Lo
g imporlant : : | shouldbe [OIOIO O|O|O|O|O|O}L
‘I’”".*{Leadexs are told what they should sile (@) o O o O OO}
i _”knowinanopenwayby theones 1 S N .
who areinvolved : : QOO OO O
Ttue and comptete in!‘ormatlon i = s ol O o O O O
should be ‘. O olo O o
. Yourleadersdiscusswithyour | s |olololjoje
peers ways to improve things. : SN o Y B B
Rttt R should be , ololo|ok
Page 8 'STOP! Tum your booklet over and sit quiétly.
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