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CHAPTER I

INTRODUCTION

I. Importance of the Problem

The preparation of school administrators is and

should be receiving considerably more attention in recent

years than in the past. This is especially true in the

institutions which help to prepare school administrators

and in the more educationally progressive communities.

The importance of this problem may be more readily grasped

if we remind ourselves that approximately two and one

fourth billions of dollars are expended annually for all

types of education and that for the most part this money

is spent by, or on recommendations of school superinten-

dents. Less tangible perhaps but of far greater impor-

tance is the fact that the superintendent has a very

great part, both directly and indirectly, in moulding

the minds and characters, even the destinies of approx-

imately twenty three or twenty four millions of Amer-

ican children, the hope of tomorrow.

America believes in education as is evidenced by the

money expended for this purpose and by the increasing num-

bers attending the public schools. One of the clearest

ways to indicate this increase in expenditures is to present

the facts concerning public school expenditures from 1890

to 1930. These are shown in Table I.
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TABLE I

Showing the Cost of Elementary and Secondary Schools in
the United States at Various Intervals from 1890 -- 1930.,

Year Cost of Schools
Per Cent of
Nation's tidealt

Per Cent of
Nat'l Income

1890 140,506,715 .22 1.16

1900 214,964,618 .24 1.20

1910 426,250,434

1912 482,886,793 .26 1.58

1920 1,045,053,545

1922 1,820 743 926 .54 2.76

1926 2,070,000,000 .58 2.31

1928 2 184 336 638 2.44

1930 2,80,000,000 3.01

#Data for the foregoing table were obtained from the

following sources.

Research Bulletin Number One of N. E. A. June 1922, p. 4

Research Bulletin Number Five, Vol. 1V, 1926, p. 242

Research Bulletin Number Three, Vol. V, 1927, p. 136



It may be noted that school costs during the forty

years from 1890 to 1930 increased from 140 million to

2,180 million, an increase of 1,550 per cent. Much of this

increase in cost was of course due to the increase in high

school attendance. Some of the increase was due to longer

school terms, and some to improved facilities. While the

general picture might be discussed more fully, the fact

remains that the people have shown an increasing interest

in schools, for they are making increased demands on the

schools to provide efficient results.

The increased cost and increased demands on schools

throw into clear relief the necessity for capable well

trained men to direct the work of the school. it is a

grave mistake to intrust the management of so vast and im-

portant an enterprise into the hands of those often un-

fitted morally, intellectually, and professionally. When

one seeks spiritual guidance one does not go to a lawyer,

but we have people who have trained for and failed in law,

managing our public schools, frequently with very little

or no other training. Likewise, when one wishes legal ad-

vice one does not call on a minister, yet our schools have

many administrators and teachers, who, having failed in the

ministry, have, overnight almost, turned educators. One

does not enter these professions, however, without very

definite and specific training In the particular line of

work.
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II. Evolution of the Superintendent

The important position now held by the school super-

intendent has come about through a slow development or

evolution of this office. in times past a school organiza-

tion in a district consisted of a school board invested by

law with the organization, support, and direction of schools.

They employed the teachers and prescribed the branches of,

study, the books to be used and generally supervised the

schools -- so far as there was supervision.1 Then as several

schools were consolidated in one building, one of the teach-

ers was named head teacher or principal and as the number

of buildings increased the need arose for a general super-

visor or superintendent. This position was often held by

some business man of the town who wished the position for

personal aggrandizement. At other times the clerk of the

school board was appointed to fill this office. This change

gave little added authority, for the classroom teacher was

still supreme in her realm, but the position and duties of

the superintendent were changed. He now was the executive

officer of the board, running its errands and carrying out

its dictations. As urban communities continued to develop,

however, and the problems of supervision and management

became more and more complex and time consuming the board

1
White, E. E., Addresses and Proceedings of the N. E. A.,

1899, p. 314



gradually gave the superintendent new power and new duties

until now he serves not only as an executive but as an

expert adviser - -at least theoretically.

The beginning of the development of the profession of

school administration might be dated from the meeting of

the National Teacher's Association at Harrisburg, Pennsyl-

vania in 1865. At this meeting the state and city super-

intendents decided to form an organization to be composed

exclusively of those engaged in supervisory work. This

group met later in Washington, D. C., 1866, completed the

organization and named it "The National Association of

School Superintendents ". Nine states and twenty cities

were represented.2 The formation of this organization shows

that administrators were becoming conscious of their prob-

lems. The mutual benefit derived from discussing their

problems with one another at annual conventions has done

much in developing the profession.

The following table shows the time of the establish-

ment of the office of superintendent of schools in the

leading cities of the United States from 1837 to 1883.

Since the latter date the number of positions has grown

very rapidly.

2
Strayer, Geo. D., Rise of Public School Administration.

School Executives Magazine, September, 1929, p. 4.



TABLE II

Dates of Establishment of the Position of City School 3
Superintendent in Leading Cities of the United States.

City
Year Office of Superintendent
of Schools Was Established

Buffalo, N. Y. 1837
Louisville, Ky. 1837
Providence, R. I. 1839
Springfield, Mass. 1840
New Orleans, La. 1841
Rochester, N. Y. 1843
Columbus, Ohio 1847
Syracuse, N. Y. 1848
Baltimore, Md. 1849
Cincinnati, Ohio 1850
Boston, Mass. 1851
Gloucester, Mass. 1851
New York, N. Y. 1851
San Francisco, Calif. 1852
Jersey City, N. J. 1852

N. J. 1853
Brooklyn, N. Y. 1853
Cleveland, Ohio 1853
Chicago, Ill. 1854
St. Louis, Mo. 1854
St. Joseph, Wis. 1854
Indianapolis, Ind. 1855
Worcester, Mass. 1855
Milwaukee, Wis. 1859
Albany, N. Y. 1866
Kansas City, Mo. 1867
Washington, D. C. 1869
Denver, Colo. 1872
Scranton, Pa. 1877
Philadelphia, P a. 1883

3Duncan, Mattie Lee Josey, Legal Status of the City School
Superintendent, Master's Thesis, 1932, p. 5



In 1837 Buffalo, New York appointed a superintendent

of schools, as did Providence in 1839 followed by Boston,

in 1851. In all these schools, however, the superintendent

was merely an advisory officer, as he had no real authority

over either teachers or principals.4

In 1870 there were but twenty nine city superinten-

dents of schools employed in the United States, but since

that time the growth of city school systems has been very

rapid, bringing many new problems in school organization

and administration. These problems have needed very able

minds for their solution. Long and extensive research has

led to the assembling of a large body of professional

Knowledge pertaining to every aspect of the administration

of schools of which the most successful superintendent of

schools must be master. Cubberley5 states that the great

educational advances which we as a nation have made during

the last half- century have been largely due to the advance

made by our cities in organization, equipment, instruction,

and in the extension of educational advantages.

School administration is now rapidly becoming a

recognized profession. Since about 1880 this position has

grown by leaps and bounds. More and more control has come

into the hands of the superintendent of schools as his

4
Mowry, Vim. A.,

5
Educational Review, March,

Powers and Duties of School Su erintendents.
1895, 2. 38 -51

Cubberley, E. P., Public School Administration, p. 134.



8

duties and functions have increased. His tenure and

economic status have become more secure and more adequate.

While it is not a position by which one can become wealthy
yet in many communities the superintendent is the highest
salaried public official in the community.

In order to show most clearly population trends from
rural to urban communities with their attendant school
problems we have this table.
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TABLE III

Cities in the United States from 1790 to 1920.6

Year

Per cent of total
population in cities
of 8000 or over

ivumber of Cities
Of 8000 Of 50,000 Of 250,000
or over or over or over

1790 3.3 6

1800 4.0 6

1810 4.9 11 2

1820 4.9 13 2

1830 6.7 26 3

1840 8.5 44 5 1

1850 12.5 85 9 2

1860 16.0 141 16 3

1870 20.0 226 25 7

1880 22.6 286 35 8

1890 29.0 447 58 11

1900 32.9 545 79 15

1910 38.7 782 109 19

1920 43.8 924 146 24
11

1930 49.1 1208 191 37

#Fifteenth Census of the United States, Vol. I.

6Cubberley, E. P., Public School Administration, p. 58
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This table shows the remarkable growth of cities in

the United States since the first census in 1790. This

growth has created many problems in education with which

we, until recently, have dealt in a rather perfunctory

manner. With the coming of Dewey, Thorndike, Judd, and

Cubberley and other pioneers in scientific educational

investigation the schools have taken on an entirely new

viewpoint. True, there has been much floundering about,

but objective studies show that children of today surpass

those of two or three generations ago in practically every-

thing with the possible exception of handwriting.

III. Need for Professionally Trained
Superintendents

With the evolution of the profession of school admin-

istration the tendency has been to delegate more and more

responsibility and power to the superintendent. This is

as it should be. The superintendent, however, must be

well trained in both the academic and professional fields

if he is to accept this new responsibility and power, in

order to be able to serve the community in the ways it has

a right to expect. Efficient administration of schools is

just as important as is the administration of any other

public or private enterprise. A partial list of the func-

tions of the average school superintendent and a brief dis-

cussion of each should help us understand more clearly the

importance of the position.
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Appointment of Teachers: In practically all school

systems there is some annual turnover of teachers. These

must be replaced by others who must be not only legally

qualified but must be qualified morally, socially, and pro-

fessionally as well. No one unless he is trained can judge

quickly and accurately of these various qualifications.

Appointment of Principals: Some of the points to be

considered here are: Is there good material in the system

eligible for promotion? What are the special qualifications

which a principal should have? Is a teacher likely to be

a good principal just because he or she has been a good

teacher for a number of years? What personal character-

istics should a principal possess and what should be the

nature of any special training that a principal should

have?

Determination of New Policies: This is sometimes con-

sidered partly a function of the school board, but the

superintendent at least should be able to give expert ad-

vice regarding the feasibility of policies and must be

qualified to put into effect any policies decided upon.

Grading and promotion, courses of study, selection and pay

of teachers, tenure, new buildings and extension of educa-

tional facilities are a few of the matters relating to

school policies.

Preparation of Budget: Any additions in a school

system increasing its efficiency call for more money and
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in the average growing community additional funds are

needed to maintain the schools even in a status quo condi-

tion. The superintendent should be in a position to prove

that more money is necessary for the efficiency of the

school system and that all expenditures are justifiable.

In order to be able to do these things he must have, among

other things, up -to -date accounting methods which will

make it possible for him to secure the per -pupil cost in

total or for any phase of instruction, the per -room cost

or the per -building cost for any item of expense, or to

check waste in any form.

Selection of Textbooks: As a great deal of most teach-

ing is based on textbooks it is of much importance that the

selection of these books be made with care. This selection

should be based on sound educational criteria established

for textbooks among which are: color of paper, size of

print, length of line, actual content, and when published.

This is more particularly true regarding the selection of

high school texts as in a good many states the books for

use in the grades are selected by some other agency.

Selection of other Instructional Supplies: This is

another function of the superintendent which necessitates

a knowledge of the best in such equipment as maps, charts,

and science equipment. It is well to know where these

various items may be obtained.
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Other duties which require special knowledge are:

1. Maintenance and repair of school buildings.

2. Taking the school census and the element of

child accounting.

3. Planning erection of new school buildings.

4. Transferral and dismissal of teachers.

5. Selection of janitors and janitor-engineers.

6. Construction of salary schedules.

7. School publicity.

The list could be extended almost indefinitely but we need

name no more duties to show that a person must have very

specific professional training in order to coordinate all

school activities so as to have a smoothly operating sys-

tem. The more the prospective superintendent can learn

about these duties and the best ways of performing them

most efficiently the better it will be for the schools and

for the public.

IV. The Problem

The present problem is to outline the most defensible

system of training for an efficient superintendent of schools

with respect to academic and professional preparation, per-

sonality, and experience.

V. Method

The method to be used in solving this problem will be

to show why each of the phases of training mentioned is so
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essential fora city superintendent of schools with an

analysis of the practices and suggestions of various data.

A desirable program of training will be constructed on the

basis of the findings.



CHAPTER II

PERSONALITY

Importance of Personality

Every person, before entering the field of school
administration, should make an accounting of his personal
traits and consider the possibility of developing those
in which he finds himself to be deficient. A superinten-

dent is a leader and leadership involves the possession of
certain personal qualities if any large measure of success
is to be achieved. We need only look about us to see

leaders in various fields and activities who in many cases
hold these positions not because of any special knowledge
of or training for the duties involved but rather on account
of other, perhaps more intangible qualities, which they pos-
sess. The class president in a school, the political lead-
er of a community or a civic club leader all are frequently
chosen chiefly because of personal traits or characteristics
such as enthusiasm, sincerity, loyalty, vitality and others.
People in general will overlook or else fail to observe a
good many other short- comings in a person if he has the

desirable personal qualities of a leader. This fact is
true with educational leaders as with leaders in other lines
of endeavor.

The position of the superintendent of schools calls
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for leadership of the highest order and personal traits

enter in very definitely. This leadership needs to be

such that it will impress people and inspire them with

confidence. Among the personal qualities essential for

the superintendent which Cubberley7 mentions are: hon-

esty and squareness, a high personal honor and alert-

ness. He must be mannerly and courteous without being

soft or weak. A sense of humor will often prevent him

from taking both himself and others too seriously. Cub -

berley8 says further that he should know not only when

and how to speak but also when and how to keep silent.

He must maintain calmness without too much solemnity and

should possess a good understanding of human nature,

personal force and political skill so as to be able to

get things done. In a recent article Larson9 says that

it is necessary that educational leaders assume responsi-

bility, that they should exhibit a high degree of self -

direction, doing more than just what is required and men-

tions sympathy, loyalty, faith, sincerity, optimism,

enthusiasm, and initiative and originality as other essen-

tial qualities. He shows also how the qualities overlap

and affect one another but states that from the view -point

7
8Cubberley, E. P., Public School Administration 1916, i. 137
Ibid . , p. 138

Larson, E. L., The Development of Leadership in Public
Schools. The Kansas Teacher, February, 1932, p. 5-6
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of development it is best to consider each element separate-

ly.

10
Charters defines traits in their broadest sense as

characteristics. He says that a student of morals confines

the term trait to a small, group of general fundamental

qualities such as honesty, courage, loyalty, self- confidence,

and independence. Personality is the integrated total of

traits possessed by one." All people have personalities

but the personality may not be of the desirable type, since

the traits which make up personality may be either good or

bad.

Table IV points out qualities which employers of

superintendents look for. As these involve personality

traits it is well that we consider a number of them

separately.

10Charters,
W. W., The Teaching of Ideals, p. 33 -34.
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TABLE IV

Rank, Frequency, and Percentage Distribution of Qualities
Leading to Appointment as School Administrators as
.Listed in 40 Interviews with Employers of Teachers.11
s _

Rank Quality Frequency Percentage

62.51. Executive ability 25

2. Leadership 16 40

3. Ability to supervise 15 37.5

4. Broad experience and
training 12 30

5. Ability to get on with
people 10 25

6.5 0r:anizing ability 6 15

6.5 Student of educational
problems 6 15

8. Willingness to assume
responsibility 5 12.5

9.5 Foresight 4 10

9.5 Personality which
inspires confidence 4 10

11. Ability to discipline 3 7.5

14.5 Ability to mix 2 5

14.5 Consideration for
opinions of others 2 5

14.5 Courage 2 5

14.5 Initiative 2 5

.4.5 Poise
r

2 5

X4.5 Vision 2 5

11Morrison, Robert H., "ualities Leading to Appointment
'As School Supervisors and Administrators ". Educa-
tional Administration and Supervision 1926, Vol. 12,
p. 505 -511
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The preceding table is the result of a study by

Morrison in interviewing school boards to determine the

qualities which they, as employers, stated they would

look for in selecting a school administrator. His analy-

sis of some of these qualities is as follows:

Executive Ability

The ability to delegate work and authority to others

and to obtain the maximum services from them.

The willingness to assume responsibility.

The use of good judgment and a sense of relative

values.

Leadership

A leader proposes new plans.

He can adapt ideas suggested by others and use

them to develop his plans.

He never quarrels with the parents yet wins his

point.

He serves upon executive committees for community

affairs.

He commends work well done.

He keeps physically fit and conserves his energy

for big things.

He is not critical of colleagues or subordinates.

He is always courteous.

He is a good follower.

He encourages suggestions.
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Ability to Supervise

Only a successful teacher can supervise.

Supervision requires direction in method.

He analyses a teacher's weakness and suggests

a remedy.

He makes it his job to supervise everything

about the buildings and grounds.

He selects teachers to demonstrate his ideas of

good teaching.

He leads but never drives.

He stimulates his teachers to do their best.

He never says "catty" things in his conferences

with teachers.

He never discusses one teacher's failings with

another.

He takes the class and demonstrates his ideas.

Broad Experience and Training

No one whould be promoted who does not train for

the bigger responsibility.

Special courses in supervision and administration

necessary for promotion.

Administrator should be thoroughly familiar with

measurements in education.

Should be able to see whole problem. This breadth

of vision comes Drily through experience.
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Travel in -summer.

Liberal education in addition to wide professional

training.

Ability to Get on With People

He is interested in everybody's job.

He always greets people pleasantly.

He keeps his word.

He does not tell his troubles to others.

He has an opinion and does not change it just

because the crowd changes.

He remembers people.

He does not look for arguments.

He hears everything but talks little.

He is not "crabby" in conversation.

Summary:

1. Appointment to positions as school supervisors

and administrators is largely determined by character

traits of the applicant.

2. Not all successful teachers make successful

supervisors.

3. Teachers not fitted for administrative positions

should be advised to remain classroom teachers.

Adequate salaries and more stable tenure of office

will encourage preparation for administrative positions.
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It seems, according to the preceding study, that

appointment to administrative and supervisory positions

is determined largely by the character traits of the

applicant. This being true it is pertinent that we in-

quire further into just what these traits are and seek

a way by which we may tell fairly definitely that a

person possesses or does not possess them. This done

Nye will attempt to find ways and methods whereby the

development of those found lacking or deficient may be

consciously undertaken.

In his Score Card for Educational Leadership,

Larson12 seems to have arranged the most readily usable

device for definitely ranking a person's fitness for

leadership in education. An exact copy is herein at-

tached so that we may consider the various elements more

fully.

The following qualities are the ones which Larson

deals with on his score card.

1. Good Address

2. Vitality (Forcefulness)

3, Courage

4. Independence (assumption of responsibility)

5. Enthusiasm (and optimism)

6. Sympathy

12Larson, E. L., A Score Card for Educational Leadershi
1931
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7. Loyalty

8. Sincerity

9. Initiative (and originality)

10. Progressiveness

These headings, as Larson 13 shows, naturally fall

into four groupings. Good address and vitality include

all those activities which tend to cause people to remem-

ber one favorably or which help one to make a good im-

pression generally. Numbers 3, 4, and 5-- courage, in-

dependence, and enthusiasm, forming the second group,

relate to life situations or activities, that is, the

willingness of one to at least help control his environ-

ment. They may be said to reflect one's attitudes toward

life generally. The third group, which the author calls

"Human Relationships", considers sympathy, loyalty, and

sincerity, without which one may be a driver but never a

leader in any field. Initiative and originality and

progressiveness are the traits which assure continued

growth.

For purposes of evaluation the same headings of the

various groups of traits will be used that the author

uses.

14

13
Larson, E. L., The Development of Educational Leader -

14
ship, p. 4-5

Ibid., p.4 -5
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General Impressiveness. The traits considered under

this grouping are given a score 170 points out of a total

of 1000 for the score card. As a superintendent is fre-

quently meeting with new groups of people it is important

that a good first impression be created. He should have

no unpleasant mannerisms and at all times should impress

people as being well bred. His size and general appear-

ance should be such as to attract favorable attention.

He is at all times neat and clean. Genuine interest in

people is manifested and he seeks to know them better.

Remembering names of people he has met is important. He

observes social niceties and can readily enter into con-

versation with various groups.

That he possesses good physical and mental health

is evidenced by his ability to perform hard, concentrated

and effective work for long periods of time. People pos-

sessing vitality in both mind and body seem to radiate

confidence. Decisiveness and aggressiveness toward one's

problems are evidences of vitality or forcefulness. Reg-

ular habits of living and proper food will do much toward

keeping one fit for his work. A hobby for some particular

game or sport requiring physical exercise is also a great

aid in maintaining health and energy.

15
General Life Attitudes. Self- reliance, based on a

15
Ibid., p. 7
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knowledge of facts and the courage to face adverse crit-
icism are qualities which will go far in the development
of leadership. A true leader is never of the vacillating
type who changes his opinions because it may be the most

popular thing to do. He is able to see farther than the
crowd by virtue of his scientific training in diagnosing
cause and effect. His directness of bearing and the en-
thusiasm which he displays toward his work has the desir-
able tendency to inspire others to have greater confidence
in him and possibly in themselves, He should have an op-

tomistic attitude in regard to difficulties and he is al-
ways cordial and cheerful in his personal relationships.
These traits can be cultivated by conscious effort backed
by thorough training in one's work and the knowledge that

one actually has the facts in connection with the problems
involved. The possible score on these traits, as can be
seen, is 240 of the score card's total.

16
Human Relationships. This group of traits, sympathy,

loyalty, and sincerity are the ones which endear one to

his fellowmen. A leader possessing them has gone far in
proving himself worthy of leadership. A thorough under-

standing of various moods and temperaments with knowledge

of how to deal with them is a factor under sympathy.

16Ibid., p. 9.
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Loyalty means being loyal to one's friends, one's group,

and to one's ideals. Sincerity demands that one be

wholly in accord with his work, seeking to carry it out

according to the best interests of all and not from any

personal or selfish viewpoint. This group is also given

a score of 240 points which seems to be about right.

These qualities are somewhat more innate than are the

others mentioned but constant practice of the principles

involved will do much toward raising one's score.

Initiative and Progressiveness. The qualities listed

under these traits make for increased and continued

growth and development. The leader will find that he is

called on frequently to make new adjustments due to new

knowledge, new demands, and to changing social conditions.

In order to make these changes most readily and in an

efficient manner he will need to be familiar with under-

lying principles regarding the scientific approach to

various problems and how to make the most effective use

of this knowledge. To possess initiative does not imply

that one must be original in the strict sense of the word

but that he be familiar with findings and techniques of

other workers and that he uses this as a basis for fur-

thering his own work.

Another work in this field is "A Self -Rating Scale

for Supervisors, Supervisory -Principals, and Helping-
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Teachers in Elementary and High Schools ", by Edwin J.

Brown,17 of Kansas State Teachers College, at Emporia,

Kansas. As the name implies it is intended for self -

improvement through self- criticism and has much to commend

it. Part One deals with personal and social qualities

and Part Two with methods and principles. A copy of this

scale is attached.

One of the chief objections to this scale is the

scoring which is entirely subjective and no very clear

picture is obtained after the scoring is done. It would

be of assistance, however, in pointing out some of the

weaknesses in one's list of character traits and thus

open the way for improvement. It could be used advan-

tageously in connection with Larson's Score Card for

Educational Leadership. A total of 100 points is possi-

ble on the scale if one scores an S on each trait listed.

A VG. is worth .8 of a point and an Av. is worth .6 of a

point. Continuing with the 5 point grading system an F

would rate .4 and a P .2. As can be seen therefore, a

rating of 15 S's, 25 VG.'s 20 Av.'s 20 F's, and 20 P's

would give one a, total of (15x1) or 15 plus (25x.8) or

20 plus (20x .6) or 12, plus (20x .4) or 8, plus (20x .2)

17
Brown, Edwin J., A Self- Rating Scale for Supervisors,

Supervisory Principals, and Helping- Teachers in
Elementary and High Schools. Education Vol. 50,
p. 369 -379
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or 4, for a total score of 59. It is possible that more

accurate scoring would be obtained should each trait be

given a higher ranking with a higher possible score.

This method would allow for a finer discrimination in

grading an individual.

Superintendent R. L. Hunt18 of Madison, South Dakota

made a rather recent study along this line by means of a

questionnaire sent to 500 school board presidents. This

questionnaire asked the school board presidents the causes

of failure of superintendents. These were to be listed

under three headings: 1. General administrative faults,

2. Community faults, 3. Personal faults. Of the 500

inquiries sent 351, or 71 per cent were answered. The

administration faults as listed are given in order of rank.

1. Did not visit classrooms enough.

2. Did not know the financial limits of the district.

3. Spent too much time in the office.

4. Too easily sold on new equipment and "fads ".

5. Inability to plan and administer the finances.

6. Reached conclusions too hastily.

7. Failed to delegate responsibility to assistants.

8. Lacked confidence in his own judgment.

9. Did not select and recommend strong teachers.

10. Showed favoritism among teachers.

18Hunt R. L., "The Superintendency in Small Schools;
School Executives Magazine, July, 1933, p. 370 -371
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These administrative faults are mentioned in this

chapter for the reason that several of them are quite

definitely personal faults also, hence they come under the

heading of personality. Numbers 4, 6, 7, 8, and 10 would

most certainly come under this heading.

Community faults

1. Too much afraid of criticism to take a stand on

important issues.

2. Lack of interest and activity in civic affairs of

the community.

3. Sought public favor too much.

4. Declined to enter the social life of the community.

5. Not careful and thoughtful in accepting social

associates.

Personal faults

1. Too egotistical.

2. Lacked tact in dealing with patrons and others.

3. Sought favor of those whom he considered prominent

in the community.

4. Talked too much in a "confidential way" with

patrons and others.

5. Failed to control his temper.

All the faults mentioned in these last two groups are

quite definitely personality traits. Criticism like this

coming directly from employers of superintendents should

behoove all those considering administrative work to check
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very definitely on the matter of their personality.

Another part of this questionnaire asked the school

board presidents to write down the essential qualifica-

tions which they thought an efficient superintendent of

schools should have. The qualifications mentioned below

were each suggested by ten or more of those questioned.

1. Cooperative and loyal (to board, school and com-

munity) .

2. Thorough knowledge of the entire school program

with ability to supervise.

3. Good business manager.

4. Strong disciplinarian.

5. Thorough student and scholar.

6. Fair and just to all.

7. Tactful.

8. Pleasing personality (friendly, congenial) .

9. Ability to keep out of local politics.

10. Keeps the board well informed on school affairs.

In his general summary Superintendent Hunt mentions,

among others, as the most essential qualifications for a

successful superintendent of schools these personal

qualifications.

1. Strong and pleasing personality.

2. The ability to cooperate and to be loyal.

3. Initiative ability.

4. Strong disciplinarian.
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As a result of a study of two volumes of N. E. A.

Association, Addresses and Proceedings, a master's thesis,

a standard text book on Educational Administration and the

statements of seventeen writers, L. W. Thompson19 decided

that the "Desirable Personal Qualities of the Superinten-

dent" were as follows:

Character

Good character

Honesty

Christian man

Appearance

Dignified, reserved

Clean, well groomed

Pleasant to look at, able to command respect

Large, impressive figure

Good poise

Manners

Kindly, sympathetic, tolerant

Modest

Complacent

Enthusiastic

19
Thompson, L. W., "Desirable Personal and Professional

Qualities of the Superintendent ", School Executives
Magazine, August, 1931, p. 562 -563.



32

Personality

Patience

Inspire confidence and enlist support
Mature

Good personality

Judgment

Good judgment

Tact

Diplomacy

Common sense

Unerring judgment

Voice

Resonant

Ideals
Consistent, fair, just
Probably no one person could entirely fulfill these

qualifications but they may serve as a guide for future
superintendents.

Institutions dealing with the preparation of admin-
istrators might do well in using Larson's score card as
one basis for recommending that students do or do not take
up advanced work in school administration. It is the be-
lief of the writer that anyone consistently scoring below
750 or 800 on this score card should be discouraged very

definitely from taking up this line of work. It is also
believed that those scoring between 800 and 900 points be

told just wherein they are deficient and definite steps
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be taken to remedy the situation. Since it is true that

the possession of these qualities is just as essential and

more so than are some of the courses required, it is recom-

mended that a certain standard be attained before one is

allowed to become a superintendent of schools. The state

departments should set up standards along this line as one

of the requirements for obtaining the administrative cer-

tificate.

Many of these traits could be developed into definite

habits by constant practice on the various qualities which

compose the trait. Where the trait actions are utilized

constantly and are of a routine nature, desirable habit

formations should come rather easily. Any person wishing

to improve upon his personal characteristics should first

of all list definitely those particular traits in which he

is deficient, then list all the different qualities and

activities which naturally fall under each trait and con-

stantly strive toward perfection in each.

Summary

1. Desirable personality traits are very important in

school administration according to experts in educational

administration and according to those who select adminis-

trators.

2. Appointment to administrative and supervisory posi-

tions is determined largely by the personality traits of
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the applicant.
3. Personality traits can be developed or improved

by constant and conscious effort.
4. Institutions preparing school administrators should

inquire very definitely into this phase of a prospective
superintendent's make -up and make recommendations as to the

possibility of improving the desirable traits.



CHAPTER III

ACADEMIC AND PROFESSIONAL PREPARATION

This is probably the most important single phase of

the city superintendent's training, though all are quite

essential for the greatest efficiency. This is more

especially true with regard to the professional part of

the training.

I. Meaning of Academic and
Professional Preparation

We will attempt to distinguish between what is meant

by academic and professional subjects. A rather good

definition of an academic subject given by Strayer20 is:

"A course in a subject in which the selection is made in

terms of criteria found within the subject itself ". He

gives as a definition of a professional course as: "One

which is made up of material selected with special refer-

ence to the uses to which the subject is to be put". The

definition as given for academic subjects involves the

cultural aspect of education and certainly the superinten-

dent of schools should be cultured if anyone should. To

this end he should select as liberal a course as is pos-

sible as long as it contributes to worthy knowledge.

20Strayer, George D., Professional Training. for Su2erinten-
dents of Schools. Teacher's College Record Vol. 26,
p. 815
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U. Undergraduate Work

Cubberley21 states that a good college education is

absolutely essential for the basic preparation of a pros-

pective superintendent of schools. He says further that

the exact nature of the work is not so important if it is

good and challenges the best efforts of the student,

awakening worthy ambitions and stimulating the develop-

ment of a high ideal of service. This preparation should

be broad in scope as the administrator needs breadth and

understanding along many lines. He will also be judged

later along these various lines of work. He will need to

meet people of refinement and culture on their plane. A

good, thorough academic preparation should do much toward

helping to develop a sound workable philosophy of educa-

tion. Some of the actual fields of this part of his work

might include the humanities, science, music and art,

literature and history. This work would probably occupy

all the first two years of one's college education but only

a part of the next two. An introductory course in educa-

tion should be taken in the third year, giving the purpose

and nature of our public educational system. Other courses

dealing with particular fields of education, such as admin-

istration, or history of education should follow. This

21Cubberley, E. P., Public School Administration, p. 133

Houghton Hifflin Co., New York, 1916.
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work should not detract from the regular content courses,

however, but rather supplement them. As broad a general

field of knowledge as possible should be obtained during

this period of time.

Asael B. Murphy22 made an excellent and very thorough

study regarding a practical training program for superin-

tendents of schools. The conclusions are drawn from data

supplied by eighteen nationally recognized university pro-

fessors whose major interest is educational administration

and from seventeen nationally known city school superin-

tendents. The former group reflects the most advanced

theory familiar with literature of the subject and with

the development in the field. The group of city superin-

tendents, of course, represent the more practical side.

Table V reflects the results of part of this study.

This table gives in a rather definite way the fields

most desirable in the undergraduate program.

22Murphy, Asael B., "Training the City Superintendent ".
School Executives Magazine, March, 1932, p. 291
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TABLE V

Percentage of Judges Rating Fields Other than Education
most Desirable or Least Desirable.

Subjects A B C D E F

Sociology 72 6 82 77 3

Psychology 65 6 76 71 3

Economics 61 22 65 6 63 14

English 50

59

4,25

6

71

44

6

6

62

52

14

6

Political
Science

Philosophy 37 _44 57 47 23
Biological
Science 29 21 38 12 33 17
Public
Speaking 7 29 44 31 27 30

History 23 31 25 12 24 20

Law 8 54 8 69 8 62
Physical
Education 9 64 8 58 9 61

Mathematics 7 ,57 6 63 7 60
Physical
Science 50 6 21 4 36

Lan:ua:es 92 53 70

A. -- University Professors most desirable.
B. -- University Professors least desirable.
C.- -City Superintendents most desirable.
D.- -City Superintendents least desirable
E.-- Composite most desirable.
F. -- Composite least desirable.
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The table shows us that seventy seven per cent of the

composite group agreed that Sociology was most desirable

with only three per cent listing it as least desirable.
This is probably as it should be, for we are naturally
social beings and living in such a complicated society as

we do, we need all the understanding of one another that

we can obtain. Psychology likewise is considered very
desirable by the composite group. Since the superintendent
is continually coming into contact with different natures

under many different circumstances and conditions, it is

well that he possess scientific knowledge of the various

behavioristic attitudes.

Everyone is affected by economic laws and everyone is

concerned with economic conditions. The superintendent

should be particularly benefited by this subject in the

administration of the school's financial affairs and in

his budgetary procedure.

English, of course, needs no further justification

than that it is our mother tongue and the medium by which

we express nearly all our ideas and thoughts.
It is highly desirable that the superintendent under-

stand the intricacies of government in a democracy such as

ours, in order that he may be better prepared to inculcate

the desired ideals and attitudes into the minds of the

young under his care. A good understanding of political

science should help in doing this. A clear understanding
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of established relationships in American government, as well

as in the organization of the state and city governments

under which he lives, will help the superintendent. This

information is needed not only in developing and directing

his own organization but in safeguarding the school against

propagandists and from being drawn into 'rotten" politics.

Since the school superintendent is called upon on

numerous occasions to address various organizations, it is

quite essential that he be able to think and talk on his

feet. So, Public Speaking would have a very definite

place in his training.

We are enabled to partially at least judge the future

by a knowledge of the past. In order to meet most effec-

tively some of his problems the superintendent should have

some knowledge of the causes and results of social behavior

of the past. History then we can justify as part of his

training.

The writer is of the opinion that all the other sub-

jects listed are justifiable, with the possible exception

of languages, on the grounds that they are basic to the

fullest development of an appreciation of human progress

and understanding. A thorough knowledge of these fields

will broaden one's sympathies and make him more tolerant.
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III. Graduate Training

The next phase of training, the professional, has

been most neglected in the past and it is probably for

that reason we are not so well agreed as to what it should

consist of. It is true that we have some capable adminis-

trators who learned the more technical parts of their work

"on the job" usually by the trial and error, or hit or miss

manner. It is also true that this is the most expensive

method of learning, expensive in both time and money. The

time is passing when a person can base his fitness for pro-

motion to the superintendency chiefly on his length of

service as a teacher or as a principal. This is the age

of specialization and it is just as essential that we have

specialists in educational administration as in any other

industry. This can now be accepted as axiomatic. The

agencies which are now giving professional training for

school superintendents should accept only those candidates

for admission to this work whom they are reasonably sure

will make a success. Proper bases for this selection

could be worked out by the institutions themselves.

In dealing with the professional training of the

superintendent of schools, special consideration should be

given to the opinions of leaders in this field and to the

requirements of the various state departments in those

states which grant administrative certificates. This

training should also be based very largely on the actual
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duties which the superintendent is called upon to perform.
Of course the list of duties could be extended almost in-
definitely but there are certain duties that all superin-
tendents have and certain specific knowledge required for
the most efficient performance of these duties. Strayer23

makes the statement, "The superintendent of schools has

the largest responsibility placed upon any governmental
officer in our modern society ". If we consider the responr
sibility of the citizen under our republican form of govern-

ment and the part the superintendent has in proparing fu-

ture citizens for their places in society we probably can

agree with the statement.
The superintendent should be well qualified in scholar-

ship in order to merit and keep the respect of his asso-

ciates. He should have a wide background of knowledge,

information, experience, and contact. It is imperative

that he possess specialized knowledge of his own specific
work and be able to meet men in other occupations and pro-

fessions and be able to confer intelligently with them
regarding their own interests. He should be a good con-

versationalist, also a good listener with some knowledge

of music, art, and dramatics, with a good basic knowledge
of literature so as to be an acceptable menber of the

23Strayer, Geo. B., "Professional Training for Superinten-
dents of Schools'r. Teachers College Record, Vol. 26,
1924 -25, p. 816
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various types of social groups with which he is certain
to come into contact.

As a result of a questionnaire sent to superintendents
of schools relating to types of specialized knowledge con-
sidered necessary for a superintendent, John H. Beveridge24

superintendent of schools of Omaha, Nebraska concluded that

men in the field felt that the following types were necessary.
1. School finance

(a) buildings
(b) equipment

(c) supplies
2. Organization

3. Aims and goals of education from the elementary

through the senior high school.
4. Specific objectives of the American public school.
5. Technique and methods.

6. Curriculum construction and instruction.
7. Budgetary procedure.

8. Child accounting.

This classification of specialized types of knowledge
is rather broad but seems to cover in a general way most
of the fields of work necessary for the superintendent of
schools. A good broad general college course is presup-

posed as a sort of basis or foundation for this work.

2 Beveridge, John J., Addresses and Proceedings of the
N. E. A. 1928: p. 747 -754
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Superintendent Burr25 of Glendale, Ohio has classified

the work of the superintendent under eight headings, each

of which requires specialized knowledge and training.

1. Advisor to the board of education on educational

and financial policies, legal rights and duties,

and other miscellaneous duties.

2. Chief administrator and executive officer of the

board and personnel director to whom all other

employees are responsible.

3. Chief supervisory officer of the school system,

director of the testing program, and director of

the work of curriculum revision, being responsible

for the educational service rendered to the pupils.

4. Business manager, purchasing agent, and financial

accountant for the local school district.

5. General manager of the buildings, grounds, and

other properties of the school district.

6. Head of the local educational experimentation and

research service.

7. Director of the educational publicity of the school

district.

8. Custodian of all school records and reports and

manager of both the financial accounting system and

the child accounting system.

2
Burr, Samuel Engle, "Outlining the Superintendent's Job".

School Executives Magazine, January 1932, p. 195 -197
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As Advisor to the Board: The superintendent is usually

selected because of his professional and personal qualifica-

tions. The average school board, composed of laymen as far

as educational matters are concerned, delegates much of its

authority to the superintendent. Of course the board is

not bound to accept the recommendations of the superinten-

dent and should not accept them blindly but should discuss

and consider them very thoroughly, then accept, modify, or

reject them as it sees fit. The advice which the superin-

tendent will be called upon to give the board will cover a

wide range of topics such as the following:

(a) school law;

(b) school building management;

(c) school census and enrolment;

(d) the supervision and direction of instruction;

(e) the measurement of educational results;

(f) planning, locating and erecting buildings;

(g) employing the school personnel;

(h) the selection and purchase of books, materials,

supplies, furniture and equipment;

(i) planning publicity work and publicity campaigns;

(j) directing educational experimentation and re-

search;

As Chief Administrative Officer: The superintendent

is held accountable for results in the educational system

of which he is the head. School teachers form the largest
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group of professional people in almost any American com-

munity. In addition to teaching, the superintendent has

many other occupations represented on his staff, such as

janitor -engineering, clerking, nursing, bus driving, and

others. All these must be so co- ordinated as to work in

harmony for the welfare of the pupils under their charge.

Other administrative duties of the superintendent have

to do with or are connected with the pupils themselves,

the Parent -Teacher Association, Boy Scouts, the High School

Alumni Association and various civic, charitable and social

organizations.

As Chief Supervisory Officer: Of course the actual

work of supervision is often not carried out by the super-

intendent himself but by hired experts, nevertheless he is

held responsible for the progress of the schools. For that

reason he must be trained to be able to recognize and ap-

praise good or poor work on the part of both pupils and

teachers.

As Business Manager, Purchasing Agent, and Financial

Accountant: Many school boards have denied the superinten-

dent very much power in financial matters, many times be-

cause he was incompetent to handle these matters most effec-

tively, and as a result there has developed in some local-

ities dual control of the school system. Under this ar-

rangement the business manager holds the pocketbook and is

independent of the superintendent. Unit control, however,
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is no doubt the best system, for the same head must control

the financial affairs and business methods else he cannot

really control the educational program. In large systems

the superintendent must delegate much authority to sub-

ordinate officers in special fields but all should be held

strictly accountable to him.

As Director of Educational Experimentation and Re-

search: Education is not an exact science and probably

will never be for it deals with human beings in different

localities under different circumstances. For this reason

it is necessary that we be continually on the lookout for

more efficient means of securing the educational aims. To

this end in large systems we have extensive research de-

partments under the control of the superintendent. In

smaller systems the superintendent must carry on research

himself with the help of his teachers. He must be able to

see problems and know the techniques to use in solving them.

He must know how to collect and arrange data concerning

these problems and how to interpret the facts which he finds,

then how to apply these findings toward remedying the origi-

nal problems.

As Director of Publicity: In order to receive the

greatest support from the people of a community the schools

must let the people know what is being done. Some of the

various media for disseminating information on the school

are: the pupils, teachers, newspapers, school publications,
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P. T. A. groups, and commercial and civic organizations.

There are also school exhibits, dramatic productions and
athletic events, all of which give excellent opportunities
for impressing the public with the value of the schools.
The superintendent must take advantage of every method

open to him for informing the people of their schools.
As Custodian of School Records: It is very essential

that accurate records and reports regarding both child
accounting and financial accounting be kept. For this
reason the superintendent should be familiar with the
standards in this field as set up by the N. E. A. Proper

filing and storage is necessary for the most expeditious
handling of school records.

The trend in professionalizing the training and work
of the city school superintendent from a legal standpoint
may be seen in the following table. While the requirements

are quite varied it may readily be seen that the tendency
is to require special training for administrative work.
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TABLE VI

Professional qualifications of City Superintendents Including
Only those States that have Established Special Requirements
from or Above Those of Teachers.

State Date

Alabama 1927

Arizona 1933

California 1925

Connecticut 1929

Delaware 1929

Georgia 1929

Indiana 1923

Educational Preparation

Hold Alabama administrative and
supervisory certificate based on a
minimum of graduation from college
or standard normal with at least
one year in educational study.

College graduation plus fifteen
sem -hours additional work in educa-
tion with certain subjects speci-
fied.

(1) California teacher's certifi-
cate, showing evidence of special
training which will satisfy board
of education; (2) hold certificate
as administrator, supervisor, or
superintendent; (3) or fifteen
hours in school administration and
supervision courses above minimum
for teacher's certificate.

Normal school or state certificate,
plus proof of executive ability,
plus examination in school admin-
istration, Connecticut School Law,
and Connecticut School History, or
college graduate plus proof of
fitness.

Graduate of standard college plus
experience and other qualifications
required by a state board of educa-
tion, which are college graduate
plus one year graduate work in
education.

Graduate of standard college with
at least three years experience in
administration, teaching, and man-
agement of elementary school.

College graduate plus first grade
teacher's license plus one year
graduate work in education.
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State Date Educational Prearation

Kansas

Kentucky

Maine

Maryland

1927 State certificate valid for three
years; or graduate of an accredited
normal school, college, or univer-
sity.

1926 Certificate for high school teach-
ing and six semester hours in pub-
lic administration and supervision,
plus twelve additional hours before
certificate is made permanent.

1925 (1) State certificate of superin-
dence issued under the regulation
prescribed by state superintendent;
(2) two years college or normal
plus examination; (3) college grad-
uation plus fifteen hours in grad-
uate work.

1927 Four years high school plus college
graduation, plus one year graduate
work in education or its equivalent.

Massachusetts 1927 Certificate from the department of
education certifying to his qual-
ifications as determined by examina-
tion or otherwise.

Michigan 1927 College graduate or educational
qualifications equivalent thereto.

Montana 1929 (1) Holder of state certificate of
the highest grade issued by state;
(2) or graduate of university,
college or normal.

Minnesota 1929 First grade professional certifi-
cate, plus 21 hours in education
including 12 hours in school ad-
ministration and supervision.

Nebraska 1929 (1) Must hold a legal certificate
entitling him to teach in grades or
supervise classroom instruction,
also hold legal certificate from
city certificate system; (2) or any
person with qualifications entitling
him to teach in high schools of the
state.
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Nevada 1927

New Mexico 1927

New York 1929

North Carolina 1929

North Dakota 1928

Ohio 1928

Oregon 1927

Pennsylvania 1926

Tennessee 1925
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Educational Preparation

Any person entitled to teach in
high school of state, graduate of
Nevada State Normal School four
year course; or college graduate
plus credentials in scholarship
and professional preparation.

Good moral character plus first
grade certificate; or scholastic
standing or equivalent thereto.

Graduate of college or university
approved by state of New York.
Holder of superintendent's certi-
ficate issued by state board of
education.

College graduate including 18 hours
education, plus 12 hours graduate
work in education.

First grade professional certificate
plus graduate of college including
16 hours education.

Teacher's high school certificate
plus general examination in English
and principles of teaching plus ex-
amination in all subjects he is to
teach.

(1) Holder of a one -year state
certificate; (2) five -year state
certificate; (3) life state certi-
ficate.

Graduate of college, or graduate
of normal school plus one year's
work in graduate education.

Graduate of University of Tennessee
or a State Teacher's College or
State Normal School of senior grade
or any university approved by State
Committee of Education and State
Board of Education plus 27 hours in
education including general and
special methods in school supervi-
sion and administration. Minimum
age 24 years.
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Texas 1929

Utah 1926

Virginia 1928

West Virginia 1929

Wisconsin 1929

Wyoming 1920

52

Educational Pre arati on

Holder of a state first grade
certificate or state permanent
certificate. Not applicable to
superintendent who has held same
position for ten consecutive
years.

(1) College graduate plus one year
graduate work; (2) college graduate
including 26 hours educational
courses in administration and super-
vision _specified in .Utah; . (3) or
four years high school plus two
years college or normal including
12 hours education.

Graduate four years college with
at least 15 hours professional
training; or graduate from standard
four years college with B.S. or
A.B. Degree.

Supervisor's certificate or equiv-
alent as defined by state board of
education.

Legal qualifications required for
principal of high schools which is
state license or certificate.

(1) College graduate including 20
hours in education; (2) or two years
college or normal school plus 10
hours in education.
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As Table VI shows, there are thirty -one states which

require some definite and specific educational preparation

for the position of city school superintendent. Some of

these requirements are still rather low, as can be seen by

an analysis of the provisions set forth by each state.

Maine grants the certificate on the basis of a two -year

normal school or provisional secondary certificate. Pennsyl-

vania will grant a certificate on the basis of graduation

from normal school; Connecticut upon normal school or pro-

visional secondary certificate, plus knowledge determined

by an examination in school organization, Connecticut school

law, and school history. Alabama requires graduation from

normal school plus one year of college work. Minnesota

requires a first -grade professional certificate plus twenty -

one hours in education, twelve of which must have been in

school administration or supervision. Michigan, Georgia,

and Nevada specify college graduation. Arizona, the latest

state to grant an administrative certificate requires grad-

uation from college and fifteen hours in education in addi-

tion with certain subjects in administration specified.

California requires fifteen hours in school administration

above the minimum required for the highest grade teacher's

certificate.

For the higher grade certificate the standard require-

ment is graduation from college. Alabama, Delaware, In-

diana, Maryland, Pennsylvania, Tennessee, and Utah each
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require one year of graduate work. Arizona, Maine, North

Carolina, North Dakota, and Wyoming require from twelve

to twenty -seven semester hours in educational work above

college graduation.

Table VII gives us the field of Education necessary

for a school superintendent of schools as reported by
26

Murphy. The separate and combined opinions of those

representing both the theoretical and practical view-

points are given.

26Murphy, Asael B., "Training the Cit_Superintendente.
School Execïztive s Magazine March 1932, p. 291
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TABLE VII

Percentage of Judges Rating Fields of Education as Essen-
tial or not Important and the Amount of Time to Be
Devoted to Each.

Sub'ects

Percentagesa
essen- NotNot,
tiaic Im.

Median Units of Credit
Univ.
Profs. Su.ts. Comositee

Philosophy of
Education 86 3 3 4 3

Educational
Sociology 80 3 3 3

Educational
Ps cholom 80 3 3 3

Supervision 74 3 3 3 3

Curriculum 60 2 3 3

Tests and
Measurements 54 9 2 2 2

Educational
Statistics 54 9 2 3 2

History of
Education 40 15 3 2 3

Methods 37 15 3 2.5 3
Vocational
Education and
Guidance 29 31 2 2 2

Special
Education 11 43 2 2 2

a. Professors and superintendents combined.
b. One unit equals one class hour per week for one semester

of 18 to 20 weeks.
c. Should be included in every training program.
d. Of little worth or can be learned "on the job"
e. Professors and superintendents combined.
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In this table "Essential" was defined to mean that
any subject so designated should be included in every

training program. "Not important" was defined to mean

of little worth or could be learned on the job. The table

shows that more than fifty per cent of the judges held
that Philosophy of Education, Educational Sociology, Educa-

tional Psychology, Supervision, Curriculum, tests and meas-
urements, and educational statistics were essential. As

none of the subjects were held to be not important by fifty
per cent of the judges we may consider all of them desirable.

A partial analysis of this table, subjective as it may
be, should enable us to more clearly understand some of the
values accruing from a knowledge of these various fields of
professional studies.

Philosophy of Education is placed at the top as being
most desirable and rightfully so. The chief question which

may arise here is not the desirability or undesirability of
a philosophy of education but rather the method of obtaining
such. If this can be so taught as to develop a sound under-

standing of our various relationships based on fundamental

facts and developing a profound sympathy for and a know-

ledge of human ambitions and limitations, then a formal
study of it is not only justifiable but highly desirable.

The superintendent must be able to understand the
social theories in education as well as those pertaining
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to the community and the relations of home and school. A

good course in Educational Sociology should aid him in this

materially.

Educational Psychology with its practical applications

will do much in aiding the superintendent in his manage-

ment of teachers and pupils. It should be very valuable in

his supervision of instruction, enabling him to recognize

skillful teaching and poor teaching.

Curriculum construction is one of the most important

problems with which the superintendent has to deal. This

is most especially true with the high school. Tradition

has long been the controlling factor in curriculum build-

ing. The superintendent can make real progress in this

line only if he is well grounded in principles of psychology

and philosophy and has a thorough knowledge of our modern

social life.

We need not go through the entire list attempting to

justify each of the subjects. All are justifiable and

have been proven so many times. Possibly History of Educa-

tion should be lower on the list, from the practical view-

point of relative values.

Table VIII contains the real professional subjects

found by Murphy to be necessary according to the opinions

of experts. These opinions seem to be substantiated by the

duties actually performed by superintendents as set forth

earlier in the chapter.
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TABLE VIII

Percentage of Judges Rating Various Topics of Educational
Administration as Essential or Not Important and the
Amount of Time to Be Devoted to Each.

Percentages'
essen- Not

Subjects tialc Imp

Median Units of Credit'
Univ.
Profs. Supts. Compositee

School Finance 80 3 2 2 2
Org. and Admin.
pvsr. . 77 11 3 3

Public School
Bus. Admin. 74 9 2 2 2
Org. and Adman.
of Curriculum 69 3 2 2 2
Admin. of Teach.
Personnel 69 6 2 2 2
Public Relations
and Publicity 66 9 1 2 1.5
Org. of School &
School Systems 60 6 1 2 2

Schoolhousin= 54 11 2.5 3 3
Education and
the State 46 29 1 i 1

Surveys, In-
ternshi.s etc. 43 26 4 3 3
Functions, Duties
of Sch.Officials 43 26 1.5 2 2

School Surveys 37 34 2 1 2
Professional
Relations 37 34 1 1 1
School Records
and Reports 34 26 1 2 2

Research 34 14 2 2 2
Admin. of
Puil Personnel 31 20 1.5 2 2
State School
Laws 26 40 1 1 1

Education and
Federal Gov. 20 40 1 1 1

a. Professors and Superintendents combined.
b. One unit equals one class hour per week for one semester

of 18 to 20 weeks.
c. Should be included in every training program.
d. Of little worth or can be learned "on the job".
e. Professors and Superintendents combined.
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A study of this table enables us to see that more than

fifty per cent of the judges held that school finance, or-

ganization and administration of supervision, business ad-

ministration, organization and administration of the curri-

culum, administration of the teaching personnel, public

relations and publicity, organization of schools and school

systems, and school housing were essential. As none of

these topics were held to be not important by fifty per cent

of the judges, we may conclude that all of them should be

classed as desirable.

Summary

A careful study of the data in this chapter, showing

the best judgments of selected experts in the field of

educational administration, clearly indicates that the

basic training for a prospective superintendent of schools

should comprise the following:

Academic preparation

He should have a wide cultural background in his under-

graduate work with special emphasis in English and in sub-

jects allied with fields of Education. He should have a

minimum of about twenty -five semester units in such sub-

jects as: Sociology, Psychology, Economics, Political

Science, Biological Science, History, and Public Speaking.

Professional preparation

He should have a major in school administration and a
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minor or supporting subjects chosen from the fields of

Sociology, Psychology, Economics, Political Science or

English.

He should have at least eighteen units of work in

various fields of Education to include: Philosophy of

Education, Educational Sociology, Tests and Measurements,

and Educational Statistics.

Be should complete a minimum of eighteen units of

work in educational administration to include: School

Finance, Organization and Administration of Curriculum,

Administration of the Teaching Personnel, Public Relations

and Publicity, Organization of School Systems, and school

Housing.

According to these data, and they should be quite

reliable, the basic training program for a prospective

city superintendent of schools will require a minimum of

about forty units of credit in education. Then, if we

add the number rated by these experts as desirable, the

optimum program would require approximately sixty units

of selected courses in education. This is practically

equivalent to a PhD. or a EdD. degree and the time is

rapidly approaching when many schools will require this

training of their administrators.

In strong contrast to these recommendations we have

the following little story. Thirty -four years ago it was
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proposed to Charles B. Gilbert, Superintendent of Schools

in Newark, New Jersey that he give a graduate course in

school administration in Teacher's College, Columbia Univer-

sity. He was told that prospective school superintendents

would be his students and that his task would be to help

them anticipate the solution of problems which would later

confront them in practice. it was suggested that the class

run two hours a week throughout the year and Mr. Gilbert

exclaimed, "Why, man, I haven't enough to last six weeks!"

While it can readily be seen that knowledge of all

the topics listed in the last table is desirable, the

question arises as to whether the time necessary to be

spent in a formal study of them is justifiable. There is

also the possibility of combining certain of the subjects

lower on the list with some of those of higher ranking, for

example; a study of school records and reports could be a

phase of the course in Organization and Administration of

Supervision. As is suggested also, some of these could be

learned rather effectively "on the job" with some consider-

able saving of time. A fair working knowledge of school

law could be attained in this manner as could Education and

the Federal Government. Educational Research should prob-

ably be placed higher up the list.
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EXPERIENCE

The amount and type of actual experience which a

superintendent of schools should have is not very def-

initely agreed upon. Our treatment of this phase of the

superintendent's training will, of necessity, be largely

subjective due to the absence of objective data. The

size of positions which the superintendent may fill may

also properly affect the type of experience most desirable.

I. The Interneship

The interneship as a training ground for prospective

superintendents of large systems seems to be a fairly

satisfactory method. By the interneship we mean a sort

of apprenticeship period during which time the prospective

school administrator is under the expert supervision of a

school superintendent. We may call this period of time a

sort of probationary period of training. Strayer, Gabber-

ley, and other writers on education administration recom-

mend this method. Under such a system of "farming out"

the novitiate would be an assistant to the superintendent

or assistant superintendent of schools in charge of research,

supervision, buildings and grounds, or some other type of

work. Some of the advantages claimed for such a system are

as follows:
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(a) The .opportunity to see exactly the type of
work which a superintendent does.

(b) The opportunity of observing correct techniques

in handling various problems and situations.

(c) The opportunity of learning under expert super-
vision.

(d) Desirable contacts, both professional and

social.

(e) The chance to become expert in some phase of

educational administration.

(f) Ease of advancement.

There are also certain distinct disadvantages to secur-

ing administrative experience in this manner. These should

be considered very definitely by one who is planning on

entering this field of endeavor. In the first place one

should consider the possibility of securing such a position

without previous training. If a superintendent needs an

assistant he probably wants one for the purpose of lighten-

ing his own work, in which case the person selected should

be able to immediately take up the work assigned and carry

it ahead efficiently. The superintendent would probably

not care to have the responsibility of closely supervising

each task delegated to his assistant; he might do the work

himself just as well in less time.

The assistant would not, very likely, have the oppor-

tunity of watching the superintendent's work very closely,
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since he would have duties of his own to perform. Many of

the superintendents also do not observe the very best prac-

tices in dealing with certain problems. Some of them have

developed techniques and methods in solving various prob-

lems which sometimes work out but may be considered archaic

in the light of new and scientific knowledge. The chance

of error is always present and the amount of time sometimes

consumed is not always justifiable.

The professional and social contact claims are also

questionable. If the school man, wherever he may be, joins

his local, state, and national organizations, attends and

takes active part in their meetings, he can make desirable

professional contacts. As to social contacts they are

largely dependent upon one's preferences and to social and

personal characteristics.

There is also the chance that one may fall into the

rut of "contentment ", and become pretty well satisfied with

a fair paying position and lose his former ambitions. In

troublesome times the superintendent will bear the brunt

of attacks, which may give a comfortable feeling to the

assistant superintendent and make him more satisfied.

By the method of starting at or near the top there is

the danger also of one being less aware and less apprecia-

tive of problems that may arise with pupils, teachers,

parents and principals. By not having been through the

"ranks" he is apt to have less sympathy and real under-

standing.
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As to the claim for ease of advancement, that may also

be debatable. Many school boards would, no doubt, prefer

to employ the superintendent of a smaller but highly effi-

cient school system, than the assistant superintendent in

charge of buildings and grounds or of curriculum in a

larger system. This would be in the line of natural ad-

vancement and a sort of reward for exceptional services

following the general practices of all types of work.

H. Elementary School Experience

In a monograph, by Fred Engelhardt and William H.

Zeigel, Jr.,27 it is shown by the data supplied as the

result of quite an extensive questionnaire, answered by

about 300 superintendents of schools, that approximately

42 per cent of their time is devoted to elementary schools.

They devote about 25 per cent to junior and senior high

schools respectively. By reason of the large proportion

of the time devoted to elementary schools it would seem

that they should have considerable experience in elementary

education. The study shows, however, that about 75 per

cent of the superintendents questioned have had no exper-

ience as elementary school principals. All the reasons for

this are not state& but the chief reason is possibly the

2
Engelhardt, Fred and Zeigel, William H., Jr., Administra-

tion and Supervision, Bulletin, 1932, No. 17, U. S.
Department of the Interior, Office of Education.
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comparative scarcity of men holding elementary principal -

ships as compared with the numbers serving as high school

principals.

The First Year Book28 of the Department of Superinten-

dence concludes that: 1. The typical educational experience

of the city superintendent leads to the conclusion that ex-

perience is the most important factor in the preparation of

the superintendent. In the past experience has been the

most important requisite for admission to the profession and

also for promotion. 2. For the purpose of becoming familiar

with educational problems it is undoubtedly desirable that

the prospective superintendent should have experience as a

classroom teacher. 3. That, since the superintendent will
have a larger per cent of elementary schools than of any

other type, it would be best if his teaching experience

might be in part, at least, in elementary schools. 4. That

experience in the elementary school principalship would be

of highest value to the person who is to become a superin-

tendent.

As a result of the part of his study on experience

Thompson29 decided that superintendents should have about

the following experience.

28First Yearbook, Department of Superintendence, Feb. 1923,
p. 45 -67

29op. cit.
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(a) Superintendents of larger city systems should

have experience in smaller systems.

(b) Experience as elementary teacher or principal is

of most value.

(c) Experience as secondary teacher and principal is

of great value.

(d) Success in previous positions essential.

(e) Minimum of five years of successful experience

as teacher, administrator, supervisor, or prin-

cipal at least two of which shall be in field of

elementary education.

(f) Two to four years of practical experience as either

teacher or principal or both under efficient super-

vision.

Following is a list of the states which issue adminis-

trative certificates, together with the minimum experience

requirement.

State Experience

Alabama Three years of successful teaching ex-
perience, preferably in Alabama, within
the five years next preceding the date
which the certificate is to bear.

Three years teaching experience

Two years of acceptable teaching ex-
perience.

Arizona

California

Connecticut Three years teaching experience, one
year as principal or supervisor in
school of five or more teachers.
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State Experience

Delaware

Illinois

Indiana

Kentucky

Maine

maryland

Minnesota

Missouri

Three years experience as administrator,
principal or teacher.

Four years of successful teaching ex-
perience.

Five years experience, three as admin-
istrator and supervisor in the elemen-
tary school.

Four years of teaching experience.

Two years of administrative or super-
visory experience.

Two years of teaching experience.

Two years, one fourth of each day to
be devoted to supervision in elementary
schools.

Not stated.

New Hampshire Five years, two years resi -post graduate
work in Education acceptable in lieu
of two years of teaching.

New Jersey Five years, three as administrator or
supervisor of at least twenty -five
teachers.

North Carolina Five years, three within the last five
years.

Pennsylvania Six years, three as administrator or
supervisor.

Rhode Island Three years.

South Carolina Five years, two in administration.

Washington Two years in elementary and two years
in high school. Professional work may
be substituted for two years of ex-
perience.

Utah Five years in administration, two in
Utah.

Wyoming Three years, one in Wyoming
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These state requirements on experience range from two

years to six years with emphasis on elementary experience.

Probably the average length of time of experience required
is a little short but the general tendency seems to be to
lengthen this time. In teaching, as in most other profes-

sions and industries, much is gained only by experience and

at least five years of actual training in the field should
be a justifiable requirement, as far as experience is con-
cerned, for the administrative certificate.

III. Secondary School Experience

From the First Yearbook30 of the Department of Super-

intendence we find that the high school principalship has
been the most important experience in the preparation of
the superintendent, not so much because it has been the

best experience that the prospective superintendent can

have, but because strong men have been high school princi-

pals, and school boards have naturally looked to them as

a source of supply when superintendents have been needed.

It would seem that from the standpoint of a well

rounded out experience that should assist materially in the

coordination of elementary and high school work, that the

superintendent should have some experience in the high

school.

30op. cit.
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The writer proposes that after graduation from col-

lege, with the type of education previously suggested, the

aspirant secure a position in an elementary school prefer-

ably. ' This position may either be as teacher or as prin-

cipal. By hard scientific work and constant application

of sound educational principles he can become the best

teacher or principal around. During this time he may take

extension courses and attend summer schools, wisely select-

ing his courses with the desired end in view. He will have

the opportunity, during this period, of evaluating the

successes and critically analyzing the failures of his co-

workers. He will also be better able to judge which pro-

fessional courses he should take. up in his later prepara-

tion. It is suggested that he take a full year off after

he has taught several years and complete the work for his

Master's degree. His major should be in school administra-

tion and the work should be taken in some well recognized

teachers' college or college of education.

After the prospective superintendent of schools has

completed a wisely selected professional course in school

administration he should be well equipped for the princi-

palship of a large elementary school or for a small super-

intendency. During this period he will gain valuable ad-

ministrative experience in handling pupils, teachers, and

parents, in dealing with records and reports, and with
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community affairs. All of this experience should have quite

a definite carry -over to the larger positions to come. He

will gain in maturity and experience generally, and his out-

look will be considerably broadened. After his early thir-

ties he should be well qualified to accept the superinten-

dency of a small or medium sized system and administer it

in a highly efficient manner. His growth will not stop here

even if he does not move on into larger positions, but by

keeping up his professional study and by maintaining a

scientific attitude toward his work he will become more and

more efficient in his work of school administration.

Summary

Twenty -one states require from two to six years teach-

ing experience of school administrators.

Both theory and practice indicates that it is desirable

for the superintendent to have experience as a teacher and

as a school principal.

The interneship does not seem a practical way of gain-

ing desirable experience.

The writer proposes as a minimum experience require-

ment the following:

(a) three years as teacher or teaching -principal of

an elementary school,

(b) two years as teacher in high school,

(c) three to five years as high school principal.

With the training program as outlined in Chapter III

it may seem that the length of time suggested above for
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gaining experience is rather long. It is contended, how-

ever, that this length of time is necessary from the stand-
point of gaining maturity in its fullest sense and from
the standpoint of developing sound judgment based on both

training and experience.



CHAPTER V

CONCLUSIONS AND RECOMEENDATIONS

For convenience the major ideas of this study are

brought together here.

I. Conclusions

1. Educational leadership is not highly professional -

ized. School administrators are frequently chosen with

little consideration of the training, personal qualifica-

tions, and experience which would best fit them for the

particular positions they are employed to fill and for the

specific problems which they are likely to meet. Many

school systems fill the administrative and executive posi-

tions by the promotion of popular or politically powerful

teachers or principals. Only twenty -one states definitely

recognize school administration by issuing special certifi-

cates for this work and in most of these the requirements

are rather low if compared with requirements of other pro-

fessions.

2. School administration as a profession is growing,

as is evidenced by state requirements and by offerings of

higher educational institutions in attempting to meet the

demand for more specialized work of a professional nature.

3. School boards are granting more power to superin-

tendents thereby recognizing professional training.
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4. Personality traits are very important in securing
and holding administrative positions. Not all people are
naturally endowed with the necessary personal qualities
which help to make efficient school administrators.

5. The interneship is suggested by a number of writers
as being a satisfactory method of securing experience but

this method to the writer does not seem to be very prac-

tical.

6. Approximately one -half of the states are requiring

from two to six years of experience before granting the
administrative certificate.

II. Recommendations

1. It is recommended that only those who have a desire
to be of social benefit and who possess the desirable per-
sonal qualifications enter the field of educational admin-

istration.
2. The candidate should begin making some definite

preparation in about his third year of college work and
should have taken about twenty-five units of education and
kindred subjects by the end of his academic college

career. This work should include the following subjects:
1. Elementary Psychology, 2. Educational Psychology, 3. So-
ciology, 4. Philosophy of Education, 5. Elementary and High
School Methods, 6. Practice Teaching, 7. Tests and Measure-

ments. The reason for not including more educational
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subjects is to allow as wide a cultural selection as pos-

sible.

3. A prospective school administrator should be re-

quired to pass a satisfactory test of personality by some

valid scoring device.

4. A minimum of about forty units or a little more

than one year of graduate work, in the field of school ad-

ministration, is essential for an efficient superintendent.

Sixty units or approximately two years of graduate work

could very profitably be taken.

5. After graduation the novitiate should secure a

position in an elementary school of a medium sized system

and should put into practice so far as is practical the

correct practices and techniques which he has learned.

His professional training could very well be started in

summer school and in that manner he could learn while in

service, being provided with an excellent natural train-

ing ground.

6. At least eight years of experience, to be divided

between the elementary and high school fields, is necessary.

7. The actual professional courses recommended as the

minimum for a superintendent of schools are:

(a) Elementary School Administration

(b) High School Administration

(c) School Finance

(d) Curriculum Construction
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(e) Public Relations or Publicity
(f) Vocational Guidance

(g) Extra Curricular Activities

(h) Statistical Methods in Education

(i) City School Administration

(j) School Records and Reports

(k) Administration of the Teaching Personnel
(1) Schoolhousing

(m) School Organization

(n) Educational Research

(o) Current Problems in Education

8. It is believed best, by the writer, that the pro-
spective superintendent should have some actual teaching

and administrative experience before taking the profes-
sional courses recommended. The reasons for this are to

allow a period of time for attaining full maturity of

judgment and to impress the candidate more from the stand-

point of actual need for this type of work.
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To what extent is an educational leader because of:

I. GOOD ADDRESS

?ossible his
Score Person's

core
130

1, His size and appearance attract favorable attention. ¡ 10

2. He is neat and clean in body and apparel. ! 10

3. Be impresses people as well -bred. 10

4. He is always careful and observant of social niceties. 10

5. He uses good judgment and tact in social and personal
activities. 10

6. He has no unpleasant mannersims. 10

7. He has a keen sense of humor and is not readily
offended. 10

8. He has a variety of interests and is effective in
conversation.

9. He is genuinely interested in' people and seeks to know
them better.

10. He remembers people whorl he has met before.

11. He attracts and retains friends.

12. He displays poise in meeting difficult situations.

II. VITALITY (FORCEFULNESS)

1. Be possesses good physical and mental health.

2. He has the habit of hard and effective work.

3. He has the ability to put forth concentrated effort
for comparatively long periods of time. '

4, He is direct and definite in his general bearing.

5. He gives the impression of a reserve of physical force
and energy.'

6. He takes a positive and aggressive attitude toward
personal , and professional problems.

7. He gives prompt and definite decisions.

10

10

10

10

20

90

10

10

10

10

10

10

10

8. He shows that he knows what he is going to do and how
he is going to do it. 20

III. COURAGE 80

1. He has ideas and viewpoints of his own, based on broad
and thorough scholarship. 10
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2. He judges the worth of findings and statements
through an evaluation of the methods employed
rather than accepting them because they are
the pronouncements of prominent individuals.

3. He champions certain views because of their
inherent validity.

4. He refuses to grant favors to individuals and
groups when such requests are contrary to his
best principles and beliefs.

5. He is ready to carry thought or experiment on
to its just conclusion despite traditions and .

custom and lack of company.

6. He gives frank and helpful criticism when it is
needed.

IV. INDEPEICE (ASSUMPTION OF RESPONSIBILITY)

1. He willingly assumes responsibility for and the
direction of important enterprises.

2. He aids in the organization of groups.

3. He serves on important committees.

4. He volunteers information and contributes to
discussions in his group even in the face of
popular opposition.

5. He exhibits a high degree of self -direction,
doing more then he is expected and required to
do.

V. Elti1THUSILSII (AND OPTuaST,.)

1. He has carefully weighed and is thoroughly
convinced of the essential worth of the work he
is doing.

2. His knowledge of cause and effect relationships
makes him confident of the outcome of his en-
deavors.

3. He shows a whole- hearted purpose in the perform-
ance of various activities, both at work and at
play.

4. He inspires others with the sore type of interes
and degree of effort.

5. Both by precept and example he encourages others
to believe in the fruitful results of their
efforts.

6. His greetings are marked by cheerfulness and
cordiality.

Possible
Score

This Person's
Score

20

10

10

20

10

60

10

10

10

10

20

100

20

20

10

10

20

10
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7. He takes pains to emphasize the hopeful aspects
of a situation and to evaluate properly the less
encouraging features.

VI. . SYMPATHY

.1. He understands people.

2. His relations with co- workers aro eha.racterized by
innate courtesy and thoughtfulness.

3. He is observant of and uses judgrent in dealing
with people of various moods.

4. He is careful not to embarrass people with whom
he comes in contact,

5. He is never snobbish or patronizing.

6. He takes opportunity to tell his associates the
good things he hears about them.

VII. LOYALTY

1. He gives unstinted loyalty to his particular group
and to his friends.

2. He speaks well of his co- workers; he keeps silent
rather than criticize them adversely to outsiders.

Possible
Score

This Person's
Score

10

70

10

20

10

10

10

IO

70

20

10

3. He renders devotion to the institution with which he
he is associated and at the same time seeks to
modify its policies and practices for the better. 10

4. He gives loyalty to high ideals - honor, justice,
truth, and reliability. 20

5. He inspires loyalty among his followers. 10

VIII. SINCERITY 100

1. He is not a self- seeker. 10

2. He takes credit only for work actually done. 10

3. He acknowledges his mistakes and assumes the
blame for his own actions. 10

4. He gives decisions on the basis of fair objective
reasons rather than personal bias or interest. 10

5. He is consistently dependable in both statements
and actions. 10

6. He presents both sides of a question and encourages
decisions on the relative worth of the evidence
presented. 10

7. He attacks problems and achieves results because
of the inherent challenge of the work and not as
a basis for personal popularity or material reward. 20
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8. He conceives his position as an opportunity
for unlimited constructive endeavor rather than
a display of personal power.

9, He considers the promulgation of educational find
ings and theories as an obligation to the profes-
sion and to society rather than a means of
personal aggrandizement..

IX. INITIATIVE (AND ORIGINALITY)

.. L..1 ..,.... . aW..:,,.r

rs6ibl; °h Person's

tcGre

10

.0

1, He is skillful in perceiving new problems.

2. He suggests new solutions and techniques.

3. He displays skill in improving and perfecting olds

and new techniques.

4. He applies old techniques and solutions to new
problems with which he is faced.

5. He is conscious of and carefully employs the
various elements of scientific procedure.

6. He is well informed on the techniques and find-
ings of various experimental workers as a basis
for intelligent work of his own.

140

10

10

10

10

10

10

7. He tries new plans and experiments in his own wor . 10

8. He makes his findings known to b thers through the
medium of addresses and publications.

9. He has carefully formulated plans for the program
which he is responsible for.

10. He has definitely outlined policies for activitie
he must direct.

11. He forsees the consequences of personal modes of
action, thinking in advance of the other members
of the group.

X. PROGRESSIVENESS

1. Be is reasonably familiar with current events and
topics of general interest.

2. He is a member of professional organizations ,-
local, state, and national.

5

10

20

20

20

160

10

10

3. Be kee po well informed on current professional
literature. I

10

4. He has a critical attitude toward his own work,
his methods, and the results achieved. j 30



5. He seeks carefully for plans to strengthen
his work and to become really expert in
variôus lines.

6. He makes an analytical study of his limita-
tions and weaknesses and proceeds systema-
tically to remove them.

7. Be cooperates with other leaders and groups
in giving available data and executing experi-
mental studies.

8. He uses all possible measures of his own
success and of his improvement in desirable
qualities-of personal and professional leader-
ship.

TOTALS

possible
Score

30

30

20

20

1000

This Person's
Score



A Self- Rating Scale for Supervisors, Supervisory -Principals, and Helping- Teachers
in Elementary and High Schools, and in General Service

By EDWIN J. BROWN, Ph.D., Kansas State Teachers College, Emporia, Kansas

Self-Improvement Through Self-Criticism

Name School Date of Rating

DIRECTIONS

Rate yourself on the scale. Be thorough. Tell the truth but give yourself a fair deal. Rate yourself at the end
of each month for three consecutive months. Improvement, rather than a very high first rating, is desirable. There
are five or more questions under each general head. Affirmative answers are desired. If you can answer but one
of the five questions yes rate yourself P by making an x on the scale at the right under the proper heading; two,
rates F; three, rates Av.; four, rates V. G.; five, rates S. Connect the crosses using a separate scale for each rating.
Half -turn the chart counterclockwise after rating, and study lines.

Part L Personal and Social Qualities

PERSONAL AND SOCIAL QUALITIES

To what extent am I successful because:

I. I Am Clean in My Personal Habits

1. Do I wash my teeth each morning before school?

2. Are my nails and hands clean in the morning?

3. Do I shave every day (men) ?
4. Am I entirely free from tobacco or other disagreeable odors?

5. Am I free from halitosis?

II. I Am Neat and Trim in My Appearance

6. Are my clothes clean and of fair quality?

7. Is my hair neatly trimmed and combed?

8. Are my shoes kept well shined?

9. Am I careful to start the day with clean linen?

10. Do I use a reasonable variety in my clothing?

III. I Have Few or No Unpleasant Mannerisms

11. Do I appear calm, poised, and dignified?

12. Do I look at people when talking to them?

13. Am I pleasant, cheerful, and agreeable?

14. Do I make teachers and pupils feel my interest?

15. Do I consciously try to correct unpleasant individual mannerisms mentioned
to me by others?

IV. I Am Interested in the Work and Play of My Staff

16. Do I show my interest in the work of teachers?

17. Do teachers come to me voluntarily for help?

18. Do teachers welcome me to the playground?

19. Do I aid in planning recreation for my staff?/ 20. Do teachers and pupils include me in their fun?

V. I Appear Modest and Unassuming

21. Do I measure my success only in terms of the success of the group?

22. Do I work as hard when I am an assistant as when I am placed in authority?

23. Do my associates tend to become my more intimate friends as time goes on?

24. Do I always refuse credit not due me?

25. Do I submerge myself in my work?

VI. I Am Tactful in My Criticism of My Teachers

26. Do teachers like to show me the results of their work?

27. Do teachers ask me to visit them when they are trying out new work?

28. Do teachers ask me to suggest improvements for their work?

29. Do teachers ask my opinion and willingly accept my suggestions?

30. Do teachers ask me to recommend them?

VII. I Possess Abounding Energy and Good Health

31. Am I always on the job?

32. Can I work hard six days a week and still be an enthusiast?

33. Do I work as hard and as much as any teacher?

34. Do I work overtime willingly and regularly?

35. Can I play as hard as I work?

VIII. I Am Courteous and Thoughtful

36. Do I use every opportunity to lighten heavy loads?

37. Am I as courteous to the teachers as I am to the City Superintendent?

38. Are my professional meetings economical of the time and energy of my staff?

39. Do I try to accommodate my staff in planning for the regularly scheduled
meetings?

40. Do I do "good turns" for my teachers which are not strictly in line of duty?

IX. I Inspire Hopeful, Helpful, Uplooking Optimism

41. Do I always tell a teacher the good things which come to me about her ?

42. Is my greeting cheery and hearty?

43. Do I neglect to tell a teacher things which can only hurt her?

44. Do I always commend the commendable?

45. Do I deliberately offer encouragement?

I Am Unswervingly Loyal to My Personal and Professional Ideals, to the Group
With Whom I Work, and to the Institution Which Shelters and Nurtures My
Professional Growth

46. When out of the presence of my coworkers do I keep still when I cannot
commend?

47. Are my ideals clearly defined in my own mind?

48. Do I publicly express approval of the school system in which I work, seeing
at the same time its weaknesses and seeking to improve them?

49. Do I speak approvingly of those above me in rank, saying nothing when I
disapprove?

50. Do I give my superiors my honest opinion and stand firm on what I believe,
when I know they disagree, but carry out orders loyally when the decision is
against me?

X.

P. F. Av. V.G. s.

Part II. Methods and Principles

METHODS AND PRINCIPLES

To what extent have I been successful:

I. In Producing a Unity of Purpose for the Entire Staff?

1. Are all of my teachers apparently cooperating in their work?

2. Have I tried to set up a goal toward which each teacher may be attracted ?

3. Have I aided my teachers to play together thus breaking down barriers of
restraint?

4. Are my teachers a "happy family" rather than several groups who happen to
be engaged in the same work?

5. Do I keep in mind the "vision" rather than the "super" when thinking of
my work?

II. In That I Have Been Able to Carry Through a General Supervisory Program While
Carrying on the Details of Daily Work?

6. Do I have a broad general plan of procedure?

7. Are my visits definitely professional but also significantly personal?

8. Do I keep in mind that supervision has for its primary aim the improvement
of instruction and as a result, center the thinking of the group on one subject
for a definite period of time?

9. Do I attempt to measure the results of this special effort in an objective way?

10. Do I have regularly scheduled teachers' meetings?

III. In Making Professional Visits Convey the Feeling of Personal Interest in That
Particular Room?

11. Are my visits of the analytical, ultra -professional type, or are they definitely
professional but also significantly personal?

12. Do children apparently welcome my visits?

13. Do teachers work easily and naturally (apparently) when I am visiting
their rooms?

14. Do I always remember promises to teachers and pupils?

15. Do I know the names of most of the pupils in rooms that I visit regularly ?

IV. In That I Have Sought Out and Have Made Recognition of Efficient Work?

16. Have I aided teachers in setting up experimental situations?

17. Have I aided them in securing publication of the purpose, method, and results,
as their work, not mine?

18. Have I aided in placing teachers on state and county committees and pro-
grams because of their efficiency?

19. Do I mention especially fine work of my teachers when speaking to the
patrons of the school?

20. Have I determined the requisites and developed the technic of writing a
recommendation?

V. In Making the Aims of Supervision Apparent to My Teachers?

21. Have I told teachers my plans for the year?

22. Have I made teachers see the child as the unit of supervision?

23. Is the general problem of the year set up as the big goal for all teachers)

24. Is each of my teachers getting a good course in "the supervision of
instruction "?

25. Do I make my teachers believe in supervision?

VI. In Aiding the Teacher in the Direct Application of the Principles of Good Class-
room Work?

26. Have I arranged for demonstration lessons to be taught and witnessed by
staff members?

27. Have I aided the teacher in recognizing and planning for individual differences?

28. Have I aided the teacher in clarifying and defining her assignments?

29. Have my suggestions led to a greater socialization of classroom procedure ?

30. Have I aided the teacher in seeing clearly the aims of instruction?

31. Have I made the teacher feel that every piece of school machinery must give
an educational account of itself?

VII. In Directly Improving the Results of Instruction?

32. Have I helped to provide a motive for study?

33. Have I helped the teacher organize materials?

34. Have I improved the working conditions of the room?

35. Have I aided the teacher in developing devices for self -competition?

36. Have I developed inter- school competition?

37. Have I aided the teacher in developing her lesson plans?

38. Have I aided the teacher in developing the different types of lessons?

VIII. In Promoting Professional Interest?

39. Do I call attention to usable current literature?

40. Do I encourage affiliation with professional organizations?

41. Do I aid teachers in getting good pay for good service?

42. Do I encourage summer school attendance?

43. Do I arrange for my teachers to visit other teachers at work?

IX. In the Promotion of Good School Management?

44. Do I arouse interest and pride in his school on the part of the pupil?

45. Do I aid teachers in routinizing classroom mechanics?

46. Do I aid in making discipline creative?

47. Do I show that clear aim is the big determinant in management as well as
in method?

48. Do I stimulate interest in the measuring field that a teacher may question
the validity and reliability of her measuring devices?

49. Do I aid teachers in the mechanics of handling the heating, lighting, and
ventilating appurtenances of the room?

50. Do I give teachers the benefit of my visits to other rooms without implying
deficiency on the part of the teacher to whom I am talking?
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