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CHAPTEE I 

INTRODUCTION TO 'niE srrUDY 

Van Miller st.a:tes~ ~~Administration is first and fore-~ 

most communication •111 If an orge.ni:;:~ation ir:; to accomplish 

its aims and objectives s j.t must communicate effectively. 

Knezevich points out, "The rnan.y working parts of an organi··· 

zation nec(~S[->i.tate establishment of a means of interchanging 

thought,s and coordina"d.ng t:;f:forts." 2 

'fechnology has provided us '\'Vi th numerous sophistica.ted 

devices designed to transmit written and verbal message~> and 

to help us cornnn..1.nicat.e f but many organizations are still 

plagued by inLE.~:r·na1 communieat:i.on p:r-oblems. Kne~evich 'II)T'i tes ~ 

"HelaU.v0.J.y little has been accomplished to enhance bette1' 

understanding between :i.ncl:L viC:_1J.als and groups? particularly 

Hith:i.n or·gani zat;;ions. '13 Internal communication is an area 

concerned educat.:i.ona.l adm:i.nist:re.tors must investigate furt.h.er. 

Statement of the Problem 

Oft8Dp it is the cass unified school districts do not 

') 

r~Sephen tT. Kne~~.evl.ch, Adrnini.strat.:Lon of Publ:Lc Educa:t.ion 
( 1\TE»·l' y·o· ·n}·· • l{'' ~ .,..,p (:> r ;:.'1'' d Po'·r TC:io''~(y\~~~-)-~~·~r;i).,.. ..... --··Tr'r"e-1-~P .... ;l·-r·J-;l"7<;:·;;r·~·~·:.;;·(;;·.i. e~·:;:;.;:;C> r1 

l~ ,vl! .. ;. \,.;) 1::1.J ....... ~tJ. ....... l. Y1p .. -,. ·;)$ .t .. -·. e \f, ...; ... . (,J. .• .iV ;... ..;.~ ,L...,'-·V. 

t ~ ., }r "') '' .' .,] T.). ,,. 'l·' r• J·~rl '!.·I· .• ., ) 0 c .. S \.l1E.:..CV.l.C.1~ L Ll). J .• ~ ••... 1.1.C.Jv.I.()L • ... -..... -..... _,_ .... ~~---'-' ..... ~, ................ ~ ................... ....,., ........ ~-
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have opt.imtUn interna1 communications. "'l'oday school person-· 

rwl, including administrators? often 'confound' their own 

language by failing to communicat<:3 adequately and effeci.~ively 

or by communicating unintentionally in a manner that is detri­

mental to th.em and the schools with v..rh:i.ch they are assou­

ciatod. "L~ 

Eaeh district has its own unique instruments and chan ... 

DElls by which internal co~mnunications take place. Knezevich 

states~ 11 Cornmunicat:Lons is one of the least understood f..=l.:C(~as 

c: 
in admird.stration. 11 J This study provides information abo"..lt 

r.:;uccessful communicat:i.on techniques and presents a viable 

model that should have positive practical implications for 

unified school districts. 

All too often the need for bottc::r communications within 

a school district is unrecognized. If the educational leaders 

of the district arc adept at the process. of human relation.s v 

communications may be eood; bu.t :i.f' these leaders lack t.h:Ls 

important. skill~ it is likely that a f comrriunications dir.:;aster~ 

may occur. Harris stc:;rLeE ·that; if leaderl:-: lack skill in eOJn·-· 

municat:Lon, 11 There :i.r:> no roal focus or mo,1eme11t in a definite 

direct~ion. H 6 



Vfhen internal communications fail in a unified school 

district, the results can be extremely detrimental to the 

quality of education. Benjamin Sachs writesf "Lack of com-

munications interferes not only ·with decision making, but 

wi t,h the professional preceptions of the entire staff. 11 7 

St. John concurs with Sachs and states, "lt is important for 

all personnel of an organization~ and especially administra-· 

tors and executives~ to note that successful communication~ 

high morale, and competent job performance are all closely 

interrelated. H 
8 

Research reveals nt:m1e:r.·ous studies coneerning communi--

cations vd thin school distr:i,ct~s. A revie'lfJ of doctoral dis-

sertations from 193g through 1969 in Dissertation Abstracts 

]n!:;;.E~~~-~?-o~-~ reveals over twenty-five s.tud:Les dealing w:Lt.h 

communications wj_thi.n school districts. 9 The vast ma.iori ty 

of these studies are concerned with evaluating and analyzing 

3 

internal communications~ but only one study suggests a model, 

and this is for tb.e purpose of communicating. Vlith the public. 

In his d:Lssertationt 2.2EE2:~~~!.~on..::>_!~~th?:_n -·~ch~_ol Y..:~~~.~~·ict~.v 

Elwin Clemer states there is a need for fur·ther studyv "of 

the best means of facilitatin.g communicat:LonB within school 

7Benjam:Ln Sachs 1 Educa.tion.:c1.1 Admini1:>tration ~- A Be­
havi ore.l A pp roach (New To1:',RT-1To1i[~myo-il:::t\1ffffT:J.n-C'omi1'~uif;-­
IV56T~-·-p:--gg-:·-----

8walt.er D. St. John 1 A Guide to Effective Communic~l·­
tions (Nashville z Dr. Wal ter ... ·r3t :-··-J"ol'ii1·rs E'i1t'ei.1)rfse-s-;_.-:r9?o) 9 

}:~:-·J:;- (Hereinafter referred to as St. lTohn, _g~~!~~~~:~~~~~.L~:C~. ) 

9xero:x.~ Dis~3ertation Abstracts International: R\:)tro·-
-~:p _c:_c t ?.:.:~~-~ e £1:@:~~I~~c:L~~~: ... TVci1-:---rr;·--·r) o.3:-t--TT~-··-rsT7o~--?o 3 :·~·~-.... -.. 



districts •111° Knezevich states, tiQnly a limited amount of 

research is available that focuses on the interlocking net­

works of communications within school systems. 1111 

Developing optimum internal commtm:i.cations in unified 

school districts is not an easy task. Mayer states, 11 Effec-

ti.ve staff communi(::ations are not easily attained. Develop-~· 

ing effective internal communications is one of the mos·t 

difficult school assignment.s. No stone can be left untur:ned 

in the search for better commmdcations. u12 Mayer• s state-· 

ment sugg<~sts ·that a prac't~J.cal model of internal communi.ca-~ 

ti.ons will be a signif'i cant and mec;millgful contribution to 

the field of educational aclminis·tration. 

Further support can be found in St. ~fohn's statemE.mt, 

that, "Planning and organizing for effective comnmnic:ation 

shoti.lcl be given a top p:ci.ori ty in both the time and effort 

of admj_nistrators. u1.3 

Knezevich ·write~:; of the importance of model building. 

He states, ulnae curate models are better than none 1 for t.he 

effort states a concern for creating a conceptual frame-

work and progr~~ss:i.ng beyond. empiri.ci~1m. Models are essent,:LaJ. 

in doetoral--level research. u 1h 

101-i~lv..d.n Faye Clerner~ ncommunications Within School 
Distri.cts11 (unpublished Ed. D. dist:.:;ertati.onr UnivE.~rt:d.ty of 
Southern California~ 1966). 

11
Knezevi.ch, ~yl?,l:~.S:- g~~~~.E~2-~~2~f P Q 65 · 

\ .. 
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!:-~~E<?E~--of --~h~~--Q_!;~~~~ 
Walter St. John~. Coordinator of the University of Ten-

nessee's School of Educational Administration, poses ten 

question::> v'rhich serve as a basi~:; for this study •1 5 

1. vn1at are our specific communications needs and 
goals? 

5 

2. What are our most severe problems and their causes? 

3. Are our [3;0als and expectations realistic and attain­
able? 

4. Are attitudes of key personnel consistent vvi th the 
c:ommunications needs~ goals and policies? 

5. Hovv- can t,he commlmicat:i.ons channels c=mcl orga.n:i.za~ 
tional structure be revised to enhance communicat··­
• '? J.ng. 

6. vV11at information needs to go to whom, when, why~ 
hOi'J ~ and by what means? 

7. Hmv prevalent is rumor and \vhy? 

8. How can the problems of specialized roles and dif­
ferentiated status be overcome to facilitate im­
proved communication? 

9. Is there undue r·eliance on certain communi cations 
media? (For example~ the written word.) 

10. How can we assure better feedback and effedtively, 
eva1uate the communication[:> program? 

'rhe pm:'pose of t.his study i.s to seek answer's t,o ques--

tions of this nature in order to facilitate development of a 

viable rnode1 for :Lnternt-J.l communications. This model is 

expected to encou:cage optimum commun1cat:i.ons which <:l.:CG nGce::_;._ 

sary i.f a unified school dtstrict :i.s to function in an effec--

tive manner. 

p. 12. 



!.!x_P o_-t:_~~.~..<:.;?.-.. 3:..~~- A s_~,u~~ 

Descriptive studies do not lend themselves to the 

formulation of hypotheGes that can be tested empirically; 

hence ma.ny descriptive studie.s do not contain hypoth(~ses. 

"Descriptive studieB simply portray the factS···-they describe 

v,rhat exists but do not account for why the present E'.tate of 

affairs ·has occurred . 1116 Van Dalen in dit..:;cuf3sing the formu·-

la.U.on of hypotheses in descriptive studies, aceurate1y cap ... 

ture s the goal of this study v.rhen he states t "Descriptive 

studies that obtain accurate facts about existing conditions 

or detc:ct significant relationships about curren.t phe:nomEma 

and interpret the meaning of the data provide edncatorr:.; 1vi i:~h 

J • 1 l 0 d' t 1 r, } 
0 

ro t • fi 1 7 pract:.1.ca. anc J..mme :J.a e y use.lu .. l.luorma-:Lon. -

'I'h:Ls study ifJ based on several assumptionl3, which are: 

6 

1. Internal comnmnicat.ion:.:> in unified school dist,:cicts 
are generally poor. 

2. Pe:csonne1 and progrc"tms 1:vithin <.:t unified school 
d:i.Gtric:t. are often f'ru.strated because of poor in·­
ternal communications. 

3. Good :Lnterne-1 comnn.mications do not just happm1, 
they mu.st be p1anno(l. 

it. \1lhon in.t(')rnal corornunicat:Lons Jn a. unified school 
district. are poor~ thc~ro is l..lSUD.Jly the absence of 
a eonununice.t.ion model or system. · 

5. The r:;upcrintcnclent. iE; the incli vidual primc:n'ily re~· 
sponsiblE; fo):"' the qua.lity oi.' :i.ntornal comrrnmica-­
tions in a un:L.f:Lecl school d:Lt:>tric:t, 

J 6.. - '. . ~ . . . , . . . - Debolu B. Van DaLen, Understandlng hducat1.onal Re-
s e D. :c c h ( N Ov'l y 0 j:•k : 1'·1c G:r' 8. \!1-li i :t.I-~}]'()"(~~k~Corn:r'aJ:1·y-;-r95"E)'"J-;·-i:;-~"2J 5 • 
"(Tl'i::-i;;eTnaft.oJ' :cef1:::rTed t.o fU3 Van Dalen~ E.C:.~~!2~~! .• ) 

1'1- . , n.na. 
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I,irni tations and Def:i.ni tions of Terms 

.!:.~E:~~~.~-5?~~~~-... ~f _ tl:::;.-~.!; ud Y.. 

This study is linli ted to discussing internal commun:Lca--

tions on a broad. ba.s:\.s rather than to technically analyzing 

each spe~~ific aspect of internal cormnunications that may 

occur 1\)j. thin school dist~1~icts v e.g., board-teacher r.:wlary 

negotiations. Classified employees~ with the exception of 

department heads and secretaries~ are not considered part of 

this study. Boards of education are also excluded from this 

study in a. specific senSE!; however? much effort is devoted 

to researching the communication role of their agent, the 

superint,enclentc 

This research :Ls further limited to include unified 

school di::;triets vvhich range :l.n size from 1. r ~200 average daily 

att,enda.nce to 12,000 average daily att,endance. 'I'h:Ls sample 

is in the x·;.mgE:l that, includes the major·j:t,y of CalifornL:o. ~ s 

257 ll),J"f'~ted crboo·} Cl1"~t~~lC~0 1$ ..... . .. l.. .. L.).J ... ·~ ~ ,.:,) .).. .• ..--ll .... )c; 

Definition of terms 

F'or thr:; purpr;,~.:;e of this st;ud.y the following t(~rms aro 

defined: 

Building :Level Ac.m:L:n:istrator-.. ,principals, vice~p:r.·inc:ipals 
'a11(1'""'otEert"aCIJn:nJ.Ts7E"FZt:C:rv··a-·1-5c7r;sonncl assigm:d to Sp!:;cific 
building::; '~'Jhich hous£; students. 



Certificated Staff--classroom teachers and other sup­
porf.Iri.gpro-:rescnona1s who work directly with students 
and carry out, the instructional program. 

Comnnmications.-~.the imparting or exchanging of attiu~ 
tli'Cfe·s·;~ .. :raB",3."s-;·~and information by usc of human abili­
ties Ol' technological media .19 

Interm:.tl Communicat:Lon---~the sharing of ideas, informa-­
t3.-6n····~111a-·a t: t Iluae"stly-~ per so nne 1 vrl th:i. n or gc.mi z at ion s • 

Model---a structure that enables one to present construch:; 
:r.rr-sT'tch a way that their formal connection is evident. 
A model allows researchers to present concepts in a 
manner that ll.t>eful insight:::; into their phenomena may be 
obtained.20 

Optimum Internal CoimTmnicat:Lons--the efficient, and most 
Tavt5~1.,..a15Te"ex'ctJ.e:1rig1~ .. -of·- c:tf:tTI1ICICs, ideas, and informa­
tion within an orgC:mization, leading to a maximum 1evel 
of effectiveness. 

Secrr;;tari~~sm .... those cJ.as;:.dfit~d clerical pe:csonnel who 
'Fii:;-·e····crfFe~;~Tiy responsible to district level or building 
level administrators. 

Superintendent--the primary executive officer of the 
·crrstr-:rc:r··~i;Jfi()" administers and implements the policies 
of the school board. 

~)yr,1boli.c.,.diD.graimnatic Moclel--·a model ·t·Jhich consists of 
T.fnes_"_b~11·a-··si1?3::[)8'7s-"·o-rl.·£1tlf(tC"c; of paper reflecting c:' sped.­
f:Lc pl'0C(-1SS. 

Unified Scb.ool Di:::;trict···--a public school district which 
-c-oi-:.i1.~ii"fl's.· [~riiii(:;-~:;· .. lc'i11~ae·i~;·arten thr·ough twelve and 1f1Thich 
is Sl':Tved by a cormnon adrnin:Lstration a.nd ~3ct.wol boa:-cd. 

In Chapter One~ the problem has been stated and a ration-

ale and purpose for the study presented, Limitations of the 

p. 4.92 •. 



research and definitions of t~erms conclude this portion of 

the study. 

Chapter II reviews the literature in depth and ulti­

mat~ely concentrates on identifying desirable eJements of 

internal communication w'i th the goal of incorporating t.hei:-;e 

elements into a model. 

9 



CHAP'l'ER II 

In"croduction 

Carleton Scofi~ld, chancellor of the University of 

Missouri f stated "Our knowledge. about; communication, in all 

its aspects~ is very great. It is, however, a patc~~ork of 

knowl.Gdge 1 vv-ithout order, and often it is "tmcommunicated. 111 

'rhayer concurD v1it,h Scofielclf s lo.ment it/hen he writes r "Though 

astonishingly popular as an object of research 9 the field of 

human commurd cat.:Lons has not. established any shc.1rply defined 

b 1 '1 r "~·' P ' · .. , rl ') ' r~ I! 2 JOUL!~et.t J_<.S 01 u.Ol11c...J.D..:.. ThEl plethora of research concern--

~Lng communiea:t:Lon ·v.,rhich has come forth during thn last dec--

ade has accomplished little to refine and clarify the subject. 

Thaye;r' noijes that one reviev1 11 corrtcdn;:;; tho m;;e of tvwnty~--fi ve 

different conc0)pt:Lons of communications~ n3 whilE~ Mint~er poi.ntf:> 

out t;ha.t 11 :i.nvostigators have Y<-"t to e::>tablish a completely 

') 

;Jibid. 

David C. Mortensen~ Foundations 
Yor:k: Harper D.nd Ho'w·;--·:f970·r;---· 
to as Sereno and Mortensen, Com-

10 
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acceptc..1.ble definit,ion of' communication. ull-

Scholars concerned about the quality and organization 

of research in the field of human communication have much in 

connnon vdth serious students and practitioners in the impor-
t' 

tant field of educational administration. Gr:i.ff:i.ths,) Kneze--

vich ~ Walton P and ot~hers have expressed concern regarding 

the development of sound theoretical practices in the field 

of educational administration. Walton~ writing in 1955, 

states 9 "'I'he subject matter of educat.i.onal administration 

lacks a well defined, highly· organized body of knowledge. " 6 

Knezevich, ·vn'i ting fourteen years lat.er, concludes, "Di.ssatis-

faction with the piecemeal .approach, the lack of conE>istency, 

and thr~ overemphasis on skills in edur.:ational administ:cation 

eventually stimulated long-~overdue concern for a theory of 

adminif3tr<.:;.ti.on in education, 11 '7 

The foregoing similarities between resea.rch in communi-· 

cation and educational administration illustrate the neces--

sity for structuring this review of the l:Lt.c:orature to comr.~ine 

the bef:>t information available in both disciplines v.rhi.ch are 

hHobert Minter, "A Denotative and Connotative Stud.y of 
Communication~u cTour·naJ. of Commv:::-ticati.on, Vol. H5~ No. 3 
(Mal"cl'l ~ l96E3) , 2-c;::~ro-: .. ·--·--·-~~------·-··--·-·-~··~··~·--· 

5Danit~l Griffiths, Adnd.n:i.strat-,ive 'I'heory (Nm-v York~ 
Appleton---Century--Crofts, Ti1'c:~·;··T9-)'1JT;·~~pp.-:r::;r:- ( Hercdnafter 
:ceferred to a.s Gr·:Lffi th~:;, .!~.~~!.~~tEE:·.~~~:.:':..~ The9.El·) 

6 
John Walton, 11 The rl'heoret:Lcal Study of Educational 

1\dminiE:>trat:Lon 1 " l'Lt~EY~§rsl_]~Sl.:~.£pt~.9."0~~1 ... 1IE.Y..:~~~Y Vol.. 25 (Summer, 
'l9t·r) ·1£.:0 • .L )) 9 p., .0/o 

7sephen J. Knezevich, Administration of Public Education 
(Nevi Y~:rk: I_{arpe.:~~ a~t~l. H<?i·v ~ ·p)-~?Tr;-·-p·:;-· .. t;·5~---CHe~r~()iii~i~.:Cl:~er;"--r"e"fe.:c:c.ed 
to as h n c, z e v 1. c h 1 !.~.~:1!:?.;_L ~~ ...... ~i~l,:t:~~~~~!:.::,~E. · ) 
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relat,ed t.o the subject. Accordingly, this chapter is organ~· 

ized into four major sections to consider the research rele-

vant to internal communications in unified school districts. 

'rho first pD.rt deals 1\r:i..th particular characteristics and con-· 

cept,s of communication which are germane to this study. The 

second f-)ection relates to organizational eommunications in 

general, with a specific emphasis on research relevant to 

educational organizations. The third portion of this chapter 

is devoted to the researching and identification of desirable 

eJ.mnent.s of internal communications, while part four cliscusse:;:~ 

the nature and functions of.models • 

.9 °_J].~.5::1.~~-~-~~~ .. ~~~l2~!.:E: c ~-~-~~~~~~.L~.:?.~9.?2!:E~.~m;i~2:·t~ i_£~ 
It is appropriate to begin a discussion of the con-

cep-Ls a.nd charaeteristic.s of communication by reiterating 

th~:; impl:i..cr~t:i.ons presented i.n. the introduction to this chap·-· 

ter, i.e.~ t,h::?..t the cho.ractori::>tice of c:onun.u.nication a:ee varied 

and often difficult to precisely define. Dance notes that 

11 Commun.ication is f:Jomething that changc~s even vvb.ile one is 

:i.n the act of cxam:i.nin8 :i.t. tt (~ Barker and Kibler add 9 "On.e 

o.f tb.e problems inher~ent in the study of colP_municat:Lon is that. 

9 we actually kno\'J. little about it f_<2E,._,~:.:.!:!:.~2.:.!:~·n It is poi~};;:Lb1ev 

0 

uFrank D<:.mce F Jl.l~~0L~ ... 95:?.1.0!l~~}-:'i:S..§.;ti.2n .. Thc:.s:.rr (Ncnv York: 
Holt.? Einehart,, W:Lw:;ton and Company, 1967T, p. 2.93. (Here .... 
inafter referred to as Dance, Ji.~~~-~!. .. £2!E!~~~l!~L9.?.-~~.1:..9E. ·) 

9r,arry I,. Barker and Hobf:rt J. Kibler? Speech Conmru.ni-· 
cation 13ehavior (Englewood Cliffs, NE.nv Jersey·r·~·13r~erifi'c(~=~--~ 
TI'B~I1~;·-·Tri'c": .. ·f-···r971) ~ p. 2. ( He:ceinafter referred to as Barker 
and Kibler~ f:ipccch Comrnunication Beha.vior.) 

.. , .... ,, . ..,....,.. .... _...,.,, ... ""'~'-'-~···""""" ............ ----""-......... , .. , __ , __ ._, .... -, ...... - ... ....,,.-J,._ ...... , 
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howBver, to identify certain concepts and characteristics of 

communication that appear consistently in the literature. A 

discu.Gsion and explanation of these common characteristics 

follow., 

Dance observes that "irfuatever else human connnunicB.-· 

tion may turn out to be, it is most certainly complex. 1110 

Because communication involves human behavior, it is by 

nature difficult and complicated. Savage points out that, 

"Communi cation is an exceedingly complex process in 1qhich 

people~ behavior 7 and objects transmit information, ideas 1 

]"I 
and att~i·vudes. tv ··'- In attempting to explain the complexity 

of cornrmJ.n:Lc.:ltion S.::qles vvri test 

'I'he bum.s.n D<·Hl::JO:r'y apparatus does not transmit an 
exact duplicate of reality from the outside world into 
the mind of the observer. Our needs and experiences 
tend to color what we see and hear. Messages we don't 
want to accept are repressect.12· 

Barn1und nc~atl.y Emmmarize,c; the problem of the com-~ 

ple}d ty of cormnunication when he writes 1 

If any doubt remc:t:Lns (about the complex:L ty- of human 
eommun:i.cat:ion) consider the continuous, interdependentv 
irreversibJ£, and sometimes elusive functions of encoding 

101) }J c -· t -· 2()3 an c e , . .2!~r::l~-~---·-.5?.~~~a£~-:~~::>_12., p • < • 

-11\Vill:Lam F. Savage, Intf~rpersona1 and Group H.elati.onG 
in Ed uc a tiona l Aclmini strati oTr···(tD~ei:iVTe~T;·~rrrrno:rs-:·--·S<~ot·-t··;-.. ~ 
... -... ~--~· --·--···--~-~~~-~----·-......... --·-~-~---·--·-·r···----· 
ForeE;ma.n and Comparq, 1968) ~ p,. 300. (Hereinafter r<:d'e:r-red 
·to as Savage, !i~;~~~?.~).!.:.~~~~E_!~.~~-~-:~~~2-"~~-~l; .. J2S~.~2:.~~f.:;·~.E.<:~~·:L?..~ .. -) 

12Leonard Sayles and George Strauss, Hwnan Behavior in 
9.:r.r:;.::0D):..3.a~~l-oJ~s. (Englewood Cl:U'fs 1 NevJ J en:.;ey=-i·----rsr:_;;;~i11:I·ce"··Hr;';Tr;· 
I rlc 1066\ . f) ')') (S (l··[E,.,,o-i r,·1f1· ('"t' ·.-.or'"',_,r·rec·J +o a~~ <)a-· -~~·1-,'"" '-'ll•l • - ' f· f' . 7 . , ) ~ ~- c. . r.J F) 1111 , .L ~- w.... .c . - _, _,, J. v \...-.. . ,., - v.. . l.> L .. t,:,. o o.. . " 

S t r a 1J [:J f-i ~ !~!~~~~~:.!2; ... ~:~:~1~-~-v_L_~~.!:.~ __ :~~~-·-~~E~~~~~~2:.~J:-~~~:~ . ) 



and decoding, one has only to add the vast array of 
comnnm:Lcat.ive purpo"sef.>, social settings~ and message 
forms 1 at the disposal of any communicant.13 

lh 

A second poirrt of major agreement among researchers in 

the field of human communication is that communication is a 

proeess. Berl.o defines communicat,ion as "a process that is 

on-going, dynamic 1 without starting and stopping points."1h 

Smith adds that, "Behavioral communication theory must 

reflect the point of view that communication is a process. 

We cannot identify beginnings o:r:· ends of communication. ul5 

It is impcn·t.ant to note that the li teraturo reveals the com-

munication process as a continuous one. Barnlund reports~ 

11 The process has no beginning, nor end, even in sleep or 

under conditions o.f c.;ensory deprivation, for man i~'> ·a meno--­

st.;,,~tic: ratl:K~:c th.?..n a static rnechan.i..sm. u 16 Since the process 

of eonrmunicc-J.tion haE; no def:i.ni.ti ve boundaries, its sha.pe if:> 

circular in natt12e. •17 \viJbur Schramm18 illustrates the cir--

cuJ.ar properties of the comrilunication process via a well-~ 

knovvn d:l agTam vvrd.ch is reproduced in Figure 1 on page 15. 
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Knezevich argues that "Communication :Ls not neces-

• "J . ~ t . . t n 1 9 JJ t d tl t th f tl sarJ. .. y a (;wo·-·I>Jay ac · 1. v1. y. .1e con en s 1a · · .e . act · 1at 

a message has been sent in no way guarantees that :Lt will be 

received in whole or part. Hovmver, Knezevich concurs that 

communication is a process and his j_rrterpl ... etation of' the pro-

cess appears in Figure 2 on page 17. 

Implicit in the literature is the concept that opti·~ 

mum communicat,.ion involves some form of feedback and there-

fore is a circular process. 

Communicat,ion is verbal and nmnrerbal 

Human beings utilize many means of communication. 

These various methods of tranrnnitting ideas 9 attitudes and 

info:emation can be clas::dfied under two broad headingD ~ 

verbal and nonverbal comnn.mica.tion. 

:Y.~? a 1:...~~~~~~!~~~£1~~-~~:~;L ~~~.·--'I' hi. s aspect of communi ea ·ti on is 

what makes human beings such un.usual and complex animals. 

Dance state;::; r "Speech communication is a uniquely human 

20 capacity." 

Smith defines verbal communica·t~ion as~ "mef;;sage behavior 

:i.n which words are used af3 Gymbo1~3 to represent objects And 
?"I 

'd"'~ n'~J. l .ec-.S. D.:=meo st,ates that verbal commun:i.cation haB three 

funet:i.onr:> 1vhieh arc~: 

21 
· Barker and Kibler, Speech Communication Behavior, p. 21. 

-----n-•-.. >••--~--.--·_.__.. ____ #_'OM-·--<·--~--~----"'-----
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- ~- • 'h ~ ' • • .... .... • .t:' .,..., , - • "r">d ' • ' 

..; 0 Knezev:LC~L, AGmlnlsura~..lon o..:. .1-'UD.LlC .c., ucaT.lon; 

!-l 
......:] 



1. 'l'he integration o:f the individual with his milieu; 

2. The development of mental processes; 

3 'I~ 1 t' .i. b h . 22 . ~~ regu a 1on o e av1or. 

Norbert Weiner sums up his discussion of verbal com~· 

munication by observing, "Speech is the greatest interest 

and most distinctive achievement of man. 1123 

Nonverbal communication. ---Smi tb. states that nonverbal 

communication, "includes all other forms of message behavior, 

such as: (1) sign language; (2) action language; (3) object 

1. ( J ) d ( r ) t · 11 2h anguage; + space; an ) .1me. Shannon and Weaver 

point out that communication "involves not only w-r·itten and 

oral speech, but also music 9 the pictorial arts~ the theater, 

the ba.lltit~ and :i.n fact all lnunan b(:::hav:Lor.u 2 5 

'Phe v.rritten vm:-cd is the most comrnonly referred to 

aspect~ of nonverbal communication~ but one should also con-~ 

sider facial express:Lons ~ gestures, body movE!Tilents and even 

silence as other modes of nonverbal communicD.tion. 

Baty and Himstreet point out that a person 1 s spe<~ch 

doef; not always reveal his true intention~>. ·rhey state~ 

') •') 

"'-'-Dance , !i:~!.~§::D~~ .. Q_<?,~~~~::,L::~~-!~ :L_~J p • 3 01~ • 
2 3 Norbert Vl e :L nr:; r , Th_G JI l1Dls~r.~-~TQ~ .. 9~f.Ji~fl.§..~].~lil.Jli~~: 

"Q:y:_"Q_~DlE2:tl:.£:~~-~n~~LJ?.9."~J~ltY.: \New Yor·k: Doubleday and Company, 
Inc~~ 1954J, p. 74. 

2
'-t-Barker and Kibler~ :!P~~~~-!2.J?_O.E~l;~.:::::l2.:Lcat.i~~~--}~eh .. ~_Y..:!:.~.:£.7 

p. 2:L 

25c, F.. Shannon and 
of Communicat,ion (Urbana, 
i=r:re-s:~~; .. ··:r§"!:;.sn··;--·13-:· 9 5 • 
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"Nonverbal elements and their implications, along with roler:: 

and status, serve as secondary methods or instructions to 

asstst the receiver in understanding the message." 26 

Smith stunmarizes the research in nonverbal communica--

t,ions by his simple and powerful statement, "Nonverbal me[-3·-

sages are critical~ and often actions do speak louder than 

words." 27 

Any serious study of communication rapidly reaches ·t,he 

point when the ret.:;earcher realizes that not only is comnmni~ 

cation a complex process, but that this proceE;f.> occurs on 

many different level~:> in several dif.feren·t, fornw. 

Fo:r example~ one may study external or internal communi~-

cations; informal or formal communicat~ions; int:capersonal or 

interpersonal communication; and unintentional or intentional 

comnrunication. Smith :::;tate~>~ "When we discru.::s communication, 

it is important to identify the level of system v-Ie have in 

28 mind. tl 

?9 Reusch and Bateson- illustrate the many dimensions and 

levels of communi.eation :in Table 1 on page 20. 

. 
2~'07ayne Baty ~l.~.d ·~vi:~liam Him~>treet 5 .l3.Y~0P.~~? ..... 92!!!!I!~~!~~L-·· 

g,~!:l912 (He.l.montt Cal:t.fornJ.a: Wadsworth Pubi:LsfiJ.ng ITompany~ 
Inc., 1969) 9 p. 10. 

27Barker an.d Kibler, [-)peech Comrnunication Behavior~ p. 2h . ......... ..," .•. _..,_~_..........., __ ..... - .............. _ .. ,_._.-;.-•• ......... .....,. .... _ _, .... ~ .... """ ....... _.,.._. __ ·_"'~ . 
,. d 
,.~ 0 -[1 i d 

:.2::.:. ..... ' 

29]-b' 1 
..:.~w~~ • ~ 

p. 21. 
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TABLE 1 

THE SPECIF'ICA'l'ION OF NE'l'WOHKS AT THE FOUR LEVELS OF COMMUNICATION 

I. Jntrapersonal 
~ithin one" 

JJ. Interpcrs"onal 
"one to one" 

l!I. A. Group 
·~one to many" 
(centrifugal 
messages~ 

Origin of Message Sender 

Se~ory end organ 
or 

Communication center. 

Communication 
center of person 

rl' sc" .. mg mes~~ee. 

Communication 
cent~r of group: 
head man or 
committee. 

EtYector orgar; of 
sending person, 

Person specializing 
in being a mouth·· 
pi~>cc or executive . 
for the cornmuniC:I· 
tiou c.cntcr. 

Chaunds 

Neural, humoral 
pathways and con­
tiguou3 pathways. 

Sound, 'light, heat, 
odor, vibrations 
traveling across 
space on lht: one 
hand, chemkal or 
mechanical contact 
with material or 
person on the 
other hand. 

Multiplication of 
me~sagc through 
pre>s, radio, loud­
speaker sy~tem, 
mo-;ics, circulars, 
etc. 

Receiver 
Destination of 

1-Jes.mce 

Communication center 
or 

the effector organs. 

Sensory end organs 
of receiving person. 

Persons engaged in 
receiving and inter­
preting incoming 
messages for the 
group---rcadtrs, 
listeners, theater 
SI>ectators, critics. 

Communication 
c~nter of person 
receiving message. 

Many persons v.·ho 
are members of a 
group. Identity o( 
persons is unspeci­
fied by Itamc: th~y 
are known by r0le. 
Gr0up is 5pcci!ied. 

------------- ··--·---··--·-----·----------··-----
ll. Group 

"Many to o.ne" 
. (ctntripetal 
Inessagcs) 

IV. A. Cultural 

•rspace binding" 
mess:>r.c~ of 
"many to nt~ny" 

ll. C:ul!ural 
11Timc binding·' 
rn~ssar.(·s of 
"ra:lr.y to :n~ny" 

J>.-f any r'ersons who 
t.rc 1ncwbers of n 
group. !dentity or 
person-; is unspt:·d .. 
lied by name; they 
nre known by role. 
Group is specified. 

?>hny groups un· 
specified by n:lmc, 
l:nown by rok, 
which express 
moral, aesthetic, or 
religious views­
c.~ .• the clergy, 
d•ildrcn. 

1,f.Hty unspccifl~u 
fllHIJl~ thr mem­
k;s of whidt arc 
okkr ll•JII tl.c rc· 
c::ci~·('.fS or atr~~.dy 
<irar.l. 

Spo1:esman who cx­
press~s the voice of 
\l1e p::ople, the 
family, or other 
small r.roups at tlt~ 
periphery. 

Groups specializing 
in the fomn:J:l!ion 
of st~mhmls of liv­
ing: kgi:;lntors. 

The n•icc of the 
past, frcc,nently a 
n•~·thologic-nl or 
historicnl f1;:;llrc. 

Mail, word of 
mouth, or other 
instnrmcntal ac­
tions of people. 

Sc1ipt, written and 
unwritten reg.ula· 
tiom and laws. 
Cust,1rns tr:ltmnit­
tcd by personal 
cont;,ct often -im­
plicit in action. 
Persons bccom~ 
channel. 

Profe.~sional spe­
cialists who engage 
in receiving roes· 
sages: news ana­
lyst~. intelligence 
service, governrner.t 
agencies. Cond~n­
satioo and abstrac­
tion of incoming 
messages. 

Groups engaging in 
the reception and 
interpretation of 
cultural messages 
such as jlld£cs, 
Jawyers. scil.!ntist5t 
ministe1s. 

Communication 
center of .rro•Jp.-. 
executive, commit· 
tee, o: hear.\ man. 

Many groups com· 
oosed of ·living 
i•cvplc, u n>r·:·ci fi·:d 
by nallle, known by 
role. 

·------------------·---------
Script, material cu!­
lilrc. Sll.:ll :~s objects, 
ar~hilcclur:•l stnJC· 
tHrt.":S, ClC., :md 
pcr~on~l (OIItact 

. I rom r.ertt.'("i'H~on to 
r,cnrratit•n often 
implkit in action. 

Group ~pccializing 
in the r<:ccption ~ml 
interpretation of 
the lllC.<SOI);C:i Of ti1C 

pa~t---a> chaeolo· 
r.htt), historians, 
tlcrr.y. 

Many llll>pccilicd 
f:t"oups the mcnt· 
bt'r:; of whir.lt ;.re. 
yo"un~er than the 
originators of the 
tness~~gc. 
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This review has identified four characteristics and 

concepts of connnm1ication that are universally common to the 

act. of communication. These characteristic.s and concepts 

are (1) communication is complex; (2) communication. is a 

process; (3) comrnunicatio"n is verbal and nonverbal; and (4) 

communication is multi-dimensional and multi--level in nature. 

The next section of this chapter reviews the rele-

vant literature in the field of organizational communication. 

2E~:~_lizational __ Co~ni_gatiOl~ 

Communication is vital to the survival of an organi­

zation. An organi~ja.tion may be visualized as a set of indi-· 

vi duals, many with different responsibilities, all \'V'orki.ng 

for a common purpose and goal. Knezevich v1r:Ltes, 

'fhe many working parts of an organization necessitate 
establ:Lsr.unent of a means of interchanging thoughts and. 
coo:cdinating efforts. Some i.vri ters contend that an 
organization cannot survive unless a means o.f communi-· 
ca-tion is developed among various operating levels .30 

Most organizations and unified school districts in 

California have a multi;...J.evel, vertical structure. Sayles 

and Strauss observe, "For coordinating the activities of 

large numberG of peoples some form of vvrarnidal organization 

is inevitable, simply because there will always be fewer 

people vv-ith very hir;h status than with moderate or low 

status."Jl Figure 3 on page 22 illustrates a familiar organi­
~~? 

zational pyramid for business,~,_ \vhi1e Fir;ure h on page 23 

32I-... .d 
_,::.£,~_..;,. ~ 

Strauss, 
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Fig. l1·• --Organizational pyramid for :public school admi.ni-· 
stration (from Knezevichf Pt~~lj~~a~~i?22_) 
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$hows a typical unified school district's organiz,ation. 33 

This section will review the relevant literature con-

cerning communication in the business \"TOrlcl ~ as well as 

educa·tional organizations, in order ·to accomplish a consum-

mate overview of internal communications. This major area 

will be divided into six sub-sections which are: (1) deci­

sion making; ( 2) upwards communication; (3) downwards com-~ 

munication; (h) horizontal conmn.mication; ( 5) feedback; and 

(6) barriers to communication. 

Voss writes, "One of the most important functions of 

cornmunication is to provide a basis for valid decisions. n3 4 

Decision making, like communication, is a process. Griffiths 

report,s, "Decision making i.s becoming generally recognized 

as the heart of organization and the process of administra .... 

tion. 11 35 There are nrunerous theories which pertain to the 

decision making process. Implementation of each of these 

theories in a school district is dependent on the existence 

of optimum communicat~ion. Griffiths adva.nces a vve11-knovrn 

set of steps for the decision making process: 

1. RecognizEl, define, and limit the problem. 

2. Analyze and evaluate the problem. 

3'' )Knez.ev:i.ch, P'::.l?.l~-~- E~~_?J.t~:..C2.:~' p. 65. 

3lr.Henry VoDs} 9l:g?l2i:.z<=:.tiO!_l[-q ___ Qgm!!lUllj_~.~ti.C?22.§..L _ _A~:§.ibl..,;.."i,;.Q.-
IQ:§;£l\l. (Nev.;r ·Bn.;nsvd.ck~ Ne1v· Jer:.::~ey: H1rt.r::;ers University Press~ 
196~, p. 2. lHereinafter referred to as Voss, Organizational 
.9_9,E.li.Q.~!l~l c a t~:L2E~ · ) · --·-· . ·-· -··-··-·· 

3~' 
)Griffiths, !~~E:.~~~~!·a:~J:.~.~-.'~f:~~.2EX> P. 75 · 
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3. Establish criteria or standards by w:hich solution 

will be evaluated or judged as acceptable and 
adequate to the need. 

4. Collect data. 

5. Formulate and select the preferred solution or 
solutions. Test them in advance. 

6. Put into effect the preferred solution. 

a. Program the solution. 

b. Control the activities in the program. 

c. Evaluate the results and the process. 36 

Hmvever, vv-e must consider that decision making in 

organizations is not based solely on a mechanical or rigid 

system. George Gerbner, Dean of the University of Pennsyl-

vania School of Corrmmnication t states, "Human communication 

really contributer.; to decision making above and beyond a 

mec.tl'lnl· cal· "'Y'·tem 11 3 7 l ·,. 1 c l .. ....) .~ -~ 0 

Deci ~>ion making through group processes. --·Good admini-_____ ..,"""" ___ , ___ ... ____ ~ .. -· .. - .. - _ ... _, ___ _ 
strative theory dictates that organizational decisions be 

reached through the group process vrith t,he possible exception 

of emergencies or personnel matters. The rationale for group 

involvement in decision making is simple, i.e., the decision 

1rlill be implemented more effectively if the group has a stake 

in it. Glass reports, 

It is impossible to solve problems, make decisions, 
or to implement thc:.se decisions unless unimpeded com.~ 
munications channels exist. In order to facilitate 
eommunicat:i.on and obtain opt~mum awareness ••• vertically 

'l '7 _) 'I't.l •.:• y (~ ~· 
.1 "" d. ' 
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integrated conference workshop groups are used • ..J 

Wilson cites the trend of involving more people in 
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the decision making process and observes "This trend relieves 

the administrator of nearly all the steps in making deci­

sions except the responsibility for seE~ing that they are 

made.n39 Griffiths emphasizes that "Decision making in an 

organization is not a personal matter, and the effective-

ness of decisions is not a product of the quality of decisions 

of any one person."hO 

~_ro~.~cl _an~~-~ra~eUe?i.~.do!l~. --Simon4
1 

suggests that there are t1r.Jo ·types of decisions made within 

organizations; programmed decisions and non-programmed cleci-

sions. Knezevich states, 

Programmed decisions are used in basically routine 
and repetitive activities, that is when definite pro­
cedure.s can be -vmrked out. Non-programmed decision­
makj.ng s:i..tuat~ions are those for v.-Ihich no specific pro­
cedures have been creat,ed to deal with choices that 
present themselves.42 

.~~~~i~~:l_~~ ... tr!_~ ... ~eci~iC?_l2. -·-·1-'laking decisions is a 

vital process that occurs within every school district and 

3 
8
voss ~ Q.rEs-ni z_~!,j· or!:._~~l.-.~~gml"!!.~ll~~j~, P. 93 • 

39R.obert J~. VJilson 9 ~Q}l£S::.~i.9.!l~Asmi!1i~.!J.~§l:.ti9.ll ( Colum­
busf Ohio: Charles E. Merrill Books, Inc., 1966), p. 5. 

4-0Griff:Lths P A~~~~._nis~E_~lt~~J~l:~:.~.E.Y.> p. 113. 

4-lHe rb ert A. Simon, .1'l:.2...1lg,~_$_~: :l. ~:r1c c-~ of....M~~~l'le;n_!;_ 
yec::_!.:~~:~:..C2.~ (New York: Harper and Row~ 19(5'(5) 1 pp. 5·-·26. 

h
2
Knczevich, ~~:.i~-1~.~:.~~~at_:!:2_~, p. 62. 
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organization. Communicating the decision is equally import-

ant.. Maier writes? 

In order to fac:i.li tate accurate communication of a 
decision, it is essential that the leader carefully 
summarize the decision·--preferably by writing the 
details in abbreviated form •.. 4-3 

Follow-up is also necessary after the decision has 

been communicated.· Maier states, "Every group decision 

should be re-examined after it has been put into effect in 

order to determine whether it is yielding the satisfactions 

anticipated .•• u44 

If an organization is to meet its goals, decisions 

must be made and cornmunicated to all the members of the 

organization concerned. Cherry captures the importance of 

interlocking the decision making processes with optimum 

com:nunicat::i..on vrben he \-'Trites, 

It is clear that, if decisions are to be made and 
put into operation, there must be cooperation and co­
ordination of the activities of many people. Communi­
ec-:rtion is the process by which cooperation and coordi~­
nation takes place.45 

UE_~g_..E_<2_~~~~ni c!:: t ~~~ 

Any employee in a unified school district should have 

ready access to cl channel that enables him to communicate 

effect .. i vely with those people above him in the hierarchy. 

h3Norman R. F. Maier, Problem Solving Discussions and 
C ortf e ron c e s : Lead e rshi n Me tlio-crs~a:n·a:-'SEIITs·-~(1\r(;w-·YorK:~·--·­
iVfcGra~~~~:f{'Lfr1io"oTZ-c omi);:t:n y , -·yn·c·:-;-196TI·M;-··p·:- 15 4. • 

hhil i r1 "L c r.: ~-].:.;;.:;;.• v p •. :,_1). 

h5colin Cherry, On Human Conununication (Nmv York: 
:,~~~~~3~ed_ ·!~:i.ntly .. bjr v:Tiey-·"E.i:ild-~S6~~-fr1c:·~·and the Massachu--
0stts lnstltute of rechnology~ 19)7Js p. b. 



Sayles and Strauss concur with the preceding statement when 

they write, 

E~ffective upward communication is essential both to 
organizational efficiency and individual job satisfac­
tion. 'l'op management needs to know what is happening 
on lower levels~ and subordin.;1tes feel helpless unless 
they have some opportunity to talk freely to their own 
bosE:es and to make direct contact with decision makers 
at higher levels.46 

William Scholz suggests five functions of upward com-

munication. They are: 

1. 

2. 

3 • 

Provide decision-making information. 

Relieve employees' pressures and frustrations to 
vmrk situations. 

Enhances employees' sense of participation. 

Serves as a measure of effectiveness of downward 
communication. 

Suggest more reward.ip.g use of do1.-mward communica­
tion in the future.47 

One phenomena that is usually present in upwards com--· 

munication is called the "filtering" proct~S~3. Savage 'state f.; 

this proce::-;s refers to "the elimination or dele·tion of rele·"· 

vant or important informat~ion. Communication of accomplisl1·-· 

ments and personal successes flovm upwards far more rapidly 

than do report::-> of problems and failures." 48 Due to this 

filtering process~ many messages v;rhieh travel upward in an 

organization are often distorted. and diffused by the time 

L,.6sayles and Strauss, Human Behav:Lor in Organizations, 
p. 3h0. -·--··-·-·-------·--··----·--

4-7 
Voss 1 9 :r:_~~~.i z~~:~2..~E~E:.L C omr~~~-~-~..9 a i~2::?.~~~ 9 p • It. • 

4S 0 av·1ge 
1.) ( ·;. • ' 

p. 313. 



29 

they reach the receiver.49 

In a discussion of school district's organization, 

Savage discusses upward communication and states it is 

often inadequate in quality because: 

1. Frequently no conscious effort is made by admini­
strators to encourage it; 

2. Administrative behavior indicates that ideasy 
reactions, and c:ci ticisms are not welcome; and 

3. Communication :Ls affected often by a "fiJ.teringtt 
process.50 

Savage concludes that upward communication can be 

encouraged by an administrator through: 

1. Urging his subordinates to talk vvith him; 

2. Participating in social affairs that bring him 
i.n contact with .subordinates; 

3. WelccnniJ:lg eve11 mc)re i·ol~rnaJ~ connntlnic.a·tion Slleh 
as letters and memoranda from persons belovv him 
in the administrB.tive hierarchy; and 

};,. . Demom:>trating that he really means what he says 
w:L th x·espect to nec-~cling and wanting the idea{-:3, 
reactions, and criticisms of staff members.51 

Successfu:L upwards commun:Lcatj on is dependent on the 

superior being sincerE~ly interested in receiving the message 
C'2 

and having the ability to listen.~ 

h9Dovvns takes impoi'tant notice of this filtering pro-· 
cess and lists sor~e causes in Voss~ Ol]?a.~c1~io~c:-q~o~2~~i­
~.!.=~~.~:v P • 20h. 

5° savage, -~~}:.~tj:..~~~~~-.2:E....E:.?-u:.~E-t~~E.~.~!:~~Ll2~~~t~~~~' p. 313. 

51rt·· d .L • 

52scholz states the average administrator has a lack 
of proficiency in listening. William Sc:holz? ucormnunieation 
for Contro1, 11 Advanced Managernentr Vol. 2ht No. 11, Dec. 1959, 
13-15. --~-~-----·-·~-·-·--·----



30 

'Jlo summarize the relevant literature, optimum upwards 

communication is necessary in unified school districts to: 

1. Facilitate knowledge of personnel and programs; 

2. Apprise those at the top of the hierarchy of how 
well received were their past communications; 

3. Enable administrator to receive valuable-sug­
gestions; and 

4. Build employee morale and self-~respect. 

Down\'rard corrnnunication 

Optimum downward internal communication in school 

districts is often confused with the task of disseminating 

information from the top levels of an organization downward. 

Some administrators refer to newsletters, bulletins, memo-'. . 

randa, et,c. as tools of dm'lmvard communieation. True, ·the 

above items can be employed in clown'V'rard internal c-ommuniea-

tion, but. sole reliance on these types of devices inay result 

in the communication disaster referred to in Chap·ter One of 

this study. Sayles and Strauss point out that, it "would be 

incorn~cJc to assume that dissemination is the 'same process 
r::3 as e01nmunication. 11 ) 

As ideast attitudes~ and information are passed, down-

ward vv:i.th:Ln an org<:mizationt d5.stortions often occur. The 

primary cause of this distortion is people and their inter-

pretation of the message[-:> t.hey receive. 1.'he two most common 

types of distortion according to Sayles and S·t.rauss are 
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11 exaggeration" and the "playing down" of directives. 5l+ 'I'he 

former method of distortion occurs when employees try to 

guess what vrill please the boss, while the latter takes 

place when lower echelons drag their feet in implementing 

policies. 

The slow process of dmrJ"nward communication may cause 

frustration within an organization and tempt an employee 

to "bypassn or "short circuit" the chain of command to 

expedite a particular task. Homons cautions against this 

technique. He states that people who are left out "are 

understandably resentful of such violations of the chain 
r5 

of command and feel their. leader:::.;hip position threatened.":::> 

Although "bypa.ss:i.ng" at the time may seem facili tatory in 

nature, sticking to formal ehannels has the advantage of 

informing everyone "'rho may be concerned. 

One appropriate axiom of downward communication should 

be: you can't write it all. Busnell and Wood statef 

Communicatiion of policy dowrn.vard using memos~ news~~ 
letters? etc. is not satisfactory. A communication 
pa.ckage made up of vv-ri t ten material and alE30 verbal 
discussions ctovm the l:l.ne is more satisfactory.. Oral 
exp1anat:iow3 a.re more flexible and creat,i ve. )b 

Optimmn dowm"larcl communication can he1p a sdwoJ. dist-

r:i.ct achieve its goals. \'lork done 'by lndik and his 

r..;;-

:::>:::>George Homons, .'1:b.§.J:hull.§.Jl...Q.r..9.l1J2 (New Yor·k: H~.reourt. 1 

Braee, and World} Inc., 1950T, p. hJO .. 

) 6Davi.d S. Busnell and WiJ.liam H.. VJ'ood P "Are You 
Get.ti.n~; Across ~o)Employees?" £L~:~~}':J.n .. ~.J2.l~;~.?:.!l.9.~~.§.g Vol. 53, 
No. '7 1.,J\1ly 9 19o5, ?h·-?7. 
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associates indicates the openness of downward Nord. conununi--

cat,ion channels tends to be posi. ti vely associated with high 

leve],. p~rformance.57 

On rare occasions dowm.,rard communication must be 

limited. This may have to be done in order to prevent 

traumatic situations from occurring vri thin ~ school district. 

For example, in a sensitive personnel matter, such as the 

firing of a principal r top level administrators may vmnt to 

close off dov.'1lward communication channels to protect the 

employee and his family. Hmvever, Savage argues in these 

cases the staff "must be aware of the faet that there are 

adequate reasons for lacl~ of downward communication." 5B 

'rhe fo:r:•egoi.ng review of the relevant literature in-· 

dicates the need for· optimum downward communieation to: 

1. Provide employees vlit,h a feeling of belonging. 

2. Coordinate the district's activities. 

3. Improve employee attitude and mora,le. 

1,.. Advise employees of policy and procedures. 

5. Enlist tr.te~ eooperation and support of the employees 
necessary to enable the unified district to make 
the improvements it requires to grovJ· and to serve 
efficiently. 

Horizontal communication 

A review of the literature in the area of horizontal 
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communication reveals that communication between peers with-

in an organization is a prime cause of organizational prob­

lems. Didler simply states, "Horizontal communications are 

difficult because of rivalries, jealousies, etc.''59 Becker 

venturE.lS a step further when he observes, 

An individual lvill choose to communicate with a 
similar o·ther if the situation do (;is not compel the 
individual to persuade the other.60 

In essence, Becker is stating that horizontal communications 

are trouble free if the peerr:> agree with each other, but 

communication can become diffieult when disagreement occurs. 

Most communication within an organization is horizontal 

in nature. tTackson supports this when he writes, "People 

will communicate most to those geographically closest to 

them and. more to members of their own subgroup. ~~ 6J~ Lands~ 
berger notes, HOrganizational problems .•• determine to a large 

extent the frequency of horizontal interactions (which are, 

indeed, frequent)."6 2 

Information is exchanged horizontally through face 

to face communications, by telephone, and by circulating 

memoranda and letters via a route slip. Optimum hori?.ontal 
___ .., _ _.,_,, ___________ .. ____ £,.,._ 

50 
"Voss, QE.f2.~~12i.z.~.tio_na~.- Corn~_iea,!:i~~' p. 27. 

60s. W. Becker, "Personality and Effeeti ve Communica·­
tion :i.n the Organizationy 11 Personnel Administration., Vol. 
27, No. 4 (April, 1964), 28 :--·-~·--·----~---~--

61J. M. Jackson, "ThE"J Organization and Its Communica­
tion Problem," Advanced Managementr Vol. 2L~, No. 2 (February, 
1961 )t 17 0 --"·-------·--··-·-

62H. A. Landsberger, "The Horizontal Dimension in 
Bureaueracy r" Admin:i.strat,ive Science Quart.erly, Vol. 6, 
( september 9 1 9'6-:rr;--2'9~!:-·--·-·~--·~--------·~~---··---,~·--.. -~ 
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communications is dependent on the existence of good :Lnt.er--

personal relationship at the group level within an organi-

zation. 

'rhe review of the literature relevant to horizontal 

commu.nication reveals: 

1. Poor horizontal communicat,ion :Ls a major cause 
of organizational dysfunctions in school dis-­
tricts. 

2. The bulk of internal communication takes place 
at the horizontal level within an organization. 

3. Horizont.al communication :Ls primarily face to 
face and dependent on good interpersonal rela­
tionship techniques. 

'rhe next subsection of this discussion of internal 

commu.nications deals with feedback. 

Feedback 

Gardiner reports that "Communicat,ion researchers in 

the past two decades have begun to place more emphasis on 
6? 

feedback as a variable in the communica:ti.on process • 11 ..) 

Indeed, optimum feedback is essential if an organization or 

school district is to fu.nction efficiently. The term "feed·­

bac~'64 is adapted from engineering and refers to a system's 

or orgardzation' f3 ability to check on their own performance. 

63 tT arne.s C. Gardiner·, "A Synthesis of Experimental 
Studies of Speech Communication Feedback," The Jour·nal of 
C . . V 1 X I N ( 1\/f l 1 c '71T .. .......,....,7.-"2-r:-·-.. --rrr:::-.omnrunJ.cat:t.on, o.. X_, o. 3 P1arc.1, ..L.) , .L -J:::>· \nere--
·rn~i.Tt:e·r-:r-:-orerred to as Gardiner, "Synthesis of Experimental 
Studies o.f Speech Conununication Feedback." 

6hFor a sophist,:Lca·ted technical discussion of feed­
back as :i.t relates to systems see tT ohnson and Klare, "Feed~­
bD.cl: ~ Principles B.ncl. Analogies, 11 J our·nal of Comnnmica:tion ~ 
V. -L x· I I N ( o "1 o t: ') ) 1 r:. ) ....... t7~c~··~-~--:::-:s·-·-r't"f-·-----··~·---:::r--· o. • .. , o. 3 oept., .1./o,~ , )C··-- "):) 1. ano . .:.> .tannon anu 
Vl eave r , ~'I3.~J.~:;:~~~~.:!- c-~~ ... J.1LC:.9.EL .. ~~~~.-~C29.JEI!.:.~l?.?· ~~.!.:.~~~ · 



35 

Sayles and Strauss refer to feedback as, "perhaps the 

single most important method of improving communication." 65 

Feedback occurs whether one v:i.e'\'VS the communication process 

as linear or circular in nature. However 9 Dance states the 

introduction of thc-:1 concept of feedback, ngreatly supports 

the notion of the circularity of the communication pro­

cess."66 Ignoring the importance of feedback can be serious. 

Peter Nokes observes 1 "that where feedback is inadequate, 

or ignored, the end resu]:t for both individuals and insti­

tutions is failure ..• " 67 Dowling concurs ·by simply stating, 

"Without feedback, communication fails.n 68 

?~J-!lc~ple..:~---of _f~e?bac~. -··-Since it is obvious that feed­

back is vital to optimum internal communications, it is 

imperative that this study lists the follovling :cel·evant 

principles regarding feedback which appear in the literature: 

1. Feedback provides the sender with :Lnformat:i.on 
concerning his success in apcomplishing his 
objective. By doing this it exerts control over 
future messages he transmits.69 

65
sayles and Strauss, 1-h~_!l~~·.'Z~.~~~5_)rga~~..§:::tio~s, 

p. 2l,. 7. 
66 

Sereno and Hortensen~ Cc~~!~li~~~.Th.eory, p. 16L~. 
67Petei' Nolces, "Feedback as an Exploratory Device in 

the Study of Certain Interpersonal and Institutional Proces­
ses," ~~!2-.__Re~!?-ons, Vol. lh, No. h (November, 1961), 381-·7. 

68v o · · 1 c · · 70 oss, __.!.:_~,?-n~~.§:.tlo.~~~-.--52.~~~-£~~.?-=~~' P • · 
69James H. Campbell and Hal W. Hepler, Dimensions in 

Communic:n.tions: Heading:::; (Belmont, Califorrd .. ai~waac~V:i0rt1i' 
FU'b"""'.rfsn:n:ig-·"Com:fiariy;·-:rnc:··; 19 68) 1 p . 2 3 0 . (He-:; re inaft e r re­
ferred to aE1 Campbell and Heplerf Dimensions in Communica-
t. i-~?22.::?.. ) - ----·---M---·-·-~-~-··--· 



2. \Alhen a source receives feedback that is reward­
ing, he continues to produce the same kind of 
message. When he gets nonrewarding feedback, 
he will eventually change his message.70 

3. Clearly, person to person communication permits 
maximum feedback. Sayles states, "Face to face 
commun:Lcat:Lon is a prime weapon in feeclbackt 
since you g0t not only verbal, but nonverbal 
feedback." ?1 . 

6. 

7. 

"Accuracy of comm1..mication is increased by feed­
back." 72' 

Problem solving is made easier by optimum feed- , 
back since group communication will be enhanced. 73 

Feedback is affected by how the,receiver feels 
about the source and the topic. 74 

"From studies investigating feedback and group 
behavior, it can be concluded that positive feed­
back reduces group hostility .•• increase}3 group 
t.ask efficiency, vvhi l~ negative feedback produces 
the opposite e_ffect." 75 

Nowhere in the literature \vas it implied or stated 

that feE::dback vvas unnecessary to good communication. There-

fore, it may be assumed that feedback is 1 as Sayles and 

?OJ.b. d . l • 

71Lenard Sayles~ "Employee Communicat,ion: 
Vvhen You Know How, 11 Supervisory Management~ Vol. 
(August, 1962), 12-1·:;:---~--···----· --- · ·-

It's Easier 
7, No. 8 

72L. E. Sch1esinge~~ "Meeting the Risks Involved in 
~f.'wo-\vay Communicat,ions,n PerE;onnel Administration, Vol. 25, 
No • 6 ( tT une , 196 2) 

9 
2h·-3 o-:-------~-.. ·---···------~----

73The positive effect; of feedback on group conflicts 
is noted by Wolfe and Snolk in 11 A Study of 'rension and 
Adjustmen·t Under Hole Conflict," Journal of Soc:i.al Issues, 
Vol. 18 

7 
No. 3 (July, 1962), 102-'2T':-'"_ .. ~----·--·--··--·o 

7hGardiner, "Synthesis of Experimental Studies of 
Speech Communication Feedback," p. 31. 

p. 32. 
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Strauss state, "the single most, important method of i.mprov--

. . t' ,,?6 1ng commun1ca 1011. 

Barriers to communication ---------... ~--~··---·-~-

'l'he more complex and intricate a machine is, the greater 

the probability is that it ·will dysfunction. The foregoing 

ax:Lom can legitimately be applied to the complex proces~:; of 

human communication. Sayles and Strauss emphasize the com·-

plexities that may cause barriers :Ln communication when they 

state, 

1~he human sensory apparatus does not transmit an 
exact· duplicate of reality from the outside \vorld into 
the· mind of the observer. Our needs and experiences 
tend to color what we .see and hear. r...ressages we don't 
want to accept are repressed. Others are magnified ... 
others ar.f2 hideously distorted from their original 
reality. 17 

Unanticipated cormnunication barriers often interfere 

with the effectiveness of an organization reaching its 

objective. Culbertson contends that conmnmication barriers 

can be best described and explained by classifying tJwm into 

three categories: 11 those related to words, those relating 

to ·the comunmicator v'lllo sends t,he message~ and those relating 

t.o the commun:l.cat.ee ( s) "~;vho recei Ye the message. 7B For the 

purpose of reviewing the literature relevant to communication 

barrierss this study adopts Culbertson's classifications. 

'76 1 Sa.v1es 
p. 2h7. . 

p. 23tL 



Barriers relate~~~£_ word~. ~-,-Words are symbols and mean 

different things to different people. The meaning of a word 

might, not only be the dictionary definition, but Culbertson 

states meaning is influenced by the "unique experience which 

comrmmicatees have had with the thing the word symbolizes. 11 '79 

A word or phrase.may have a symbolic meaning that others 

might overlook, and hence unintentionally a communicat,ion 

barrier is raised. Employees in a unified school district 

communicate internally with people who possess wide dif·-

ferences in educational background. For examplef a principal 

within a short time span may converse Nith a custodian, a 

school psychologist, and a secretary. Savage states because 

of this ;,·Jide difference of educational background, "The 

administrator must knovf hovr or v;hen to use a lim:L ted or 

simple vocabulary. 11 ESO 

Perhaps the clearest way to illustrate the manner in 

vvhich words can establi.f>h communication barriers is to cite 

the following humorotls anecdote by Stuart Chase: 

A foreign--born plumber i.n New York wrote t,he Bureau 
of Standards that he found hydrochloric acid fine for 
cleaning dra:Ln.B ~ and did they agree? V·lashington replied: 
"The efficacy of hydrochloric acid i.s indisputable, but 
the chlor:LrlG residue is :i.ncompa.tible with metc:1.llic per-­
rnanence. 11 

The plumber i.'ITrote baek that, he 1.1as mighty glad the 
Bureau ap;reE!d w.Lth him. 
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Considerably alarmedr Jche Bureau replied a second 
time: "VJ(-) cannot assume responsibility for the produc­
tion of toxic and noxious residues with hydrochloric 
acid, and suggest that you use an al tc~rnate procedure." 
'l,he plumber was happy to learn that the Bureau still 
agreed w.:Lth him. 

Whereupon Washington \'.JJ:'ote: "Don't use hydrochloric 
acid; it eats hell out of the pipes."gJ. 

Barriers relative to the communicator. -~-'fhe posi t:i.on 

of thE:1 communicator in the_ pyramidal hierarchy of a unified 

school district greatly influences how his messages are 

reeei ved by others • IVIany times employees develop ment:.al 

sets or images of certain other employees within an organi-

zat:Lon. Thorefore, v.Jhen an employee receives a tnE!Ssage from 

someone they have already prejudged, the employee may njump 

to conclusions" prematurely. Rogers and Roethlisberger 

state, "'J.'he tendency to pre-judge moti veE; is one of the 

greatest barrierEJ to 82 cormnnnicatton. 11 

Because of the legal nature of their position, admini-

strators in unified school d:i.f3tricts may send messages which 

are received incorl'ectly by employees belo-w them in the 

hierarchy. Culbertson discussc-;;s Jchis type of communication 

when he writes of the adm:LnistrG:~tor: 

As a pGrson in a position~ he he.s 1ega1 powerf:~ wJ:lich 
in the eyes of personnel can be used for or against them. 
Th1h~, he can bestm'V or not bestm'/ tenure, transfer •.. 

81 StuD.rt. Chase? ll.?~~QJ3 t~L!.f.d:'eemr;r~~. (Ne-w York: Harper 
and Brothers f 19 51) ~ p. 206. 

82car1 Hogers and F. J. H.oethlir5berger, "Barriers and 
GatEn,.mys to Communication," E5?:.I::.Y:D.r:9.-.Jl.J?.-SLY!~.?.S B-2.:Y.i.9.l~' XX.X. 
( J"u],y, Augtwt ~ 1952), h7 ~ (Hereinafter referred to as 
Roger·s and Hoethlisberger? 11 Barriors and Gateways to Communi-M 
cation. 11 ) 



the threat to personne1 which derives from such pov..rer 
causes distortion and interruption in tho flow of com­
munication to the adm:Lnistrator.S3 

High level administrators also are vulnerable to sending 

messages vvhich may be received in a distorted state because 

of the different levels it must pass through on its vvay 

downward. 

Other communication barriers, less subt1e than those 

previously discus::.~ed, are ·the physical and emotional circum-

stances v.:IJ.der v;hich comrrn.mication takes place. If the com-· 

munication is constantly interrupted by the telephone calls 9 

noise, or other people, serious co~nunication barriers are 

erected. Savage states that the receiver will "feel that 

you view him as truly unimportant if you ••• engage in any 

other activity v..rh:Lle he attempts to talk 1-vith you." 8h 

Carl Rogers addresses himself to the erection of 

emotiona1 communication barriers and stresses the importance 

of being non.- judgmental when initially listening to another 

person. He writes: 

Tho tcmdency to react to any emot~ionally meaning.f11l 
statement. by forming an evaluation of it from our point 
of v:i..evv i.s t I I~(2pec:J.t~ the major barrier to interpersonal 

. communication. 85 

'I'he conmmn.Lcator may contribui~e to poor corrrrnunic<'.:ttion 

behavior· by s:i..mply no·t listening. Although this is a rela-

tively simple principle, poor listening tecb.niqu.es constitute 

p. 3 ?6. 
(5 r· 
~ :>Rogc~rs. and Roethli.sbe:cger, '!Barriers and Gatevv-ays 

to Communl.eat,ion 1
11 p. 29. 



a major conununi.cation barrier. Nj.chols and Stevens point 

out, "We listen at approximately a twenty-~fi ve percen:t 

leve]- of ~i'f" · " 86 _ e. 1c:t.ency. 

A final communication barrier common to many cormnuni-

cators is their preoccupation with administrative or personal 

problems. 'rhe receiver will usually sense this preoccupa--

tion and may, therefore, feel he is infringing on the com-

municat,or 9 s time. Savage suggosts "One should postpone 

important interviews until ••• he can direct himself to the 

purpose of the :Lntervie"tv. u 87 

are affected and subjE~ct. to many of the same barriers that 

concern communicators. Cu.lbertson refers to n status anxiety·" 

as a com.,·non cause of communicatees' misinterpreting mes-~ · 

saget:>. He cites the following exHmple: 

If a principal asks a teacb.er who is greatly concerned 
about her tenure to drop by the office for a confer-~ 
ence ~ -v·dthout specifying the 1_)urpo13e, . she may imagin.~ 
very negative things about the propot'Jed conference. 88 

As in the case of the communicator, the mental and 

phyBical attitude of t~he communicatee affects the quality 

of co~nunication. If a teacher is tired at the end of a day 9 

for example r she may not be receptive t~o a new idea at a 

faculty meeting. 

86 . . 
Ralph G. Nichols and Leonard A. Stevens, Are You Lis-

te~l_-~:e.E? (Nev.r York: McGravv'---Hi-l-1-Book-eompany~t))"?'f~'f;'"· p-:·--:tx~ 

87savager ReJ.ationG in Educational. Administration, p. 3t."53~ 
_ .. ..._ .. ,. ..... _, .... ....,,...,. ... .....,.,,.,__,_,..,._,_,...u ........ _,...,.,.~_·....,--....-,... ... -...,_ __ ._.._..,,..,_._"'_.._._.._.,.......,.,-......,,,.,.,. _ __.. 

SE5Ha·J-.··_,~·_·t .• ".·',. B h • • I" J i . '> /6 , .<~!?. . .: a~}:..9.E .. 2:2~-· ~~~:::_~~~:.:!::?n, p • .__ o • 
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Wisely cites m1merou.s barriers to communication vvh::i.ch 

involve the commu.nicatee. Barriers are created when the 

communicatee is "unwilling to speak freely and honestly; 

when he places himself on a pedestal; when he identifies 

with his group too strongly; acts inconsistently with prom-
. 89 

ises; and interprets silence as agreement." 
'· Sayles and Strauss summarize their findings regarding 

communication barriers with a. diagram which appears in 

Figure 5 on page 43.9° 

This section of the study has concerned itself with 

identifying barriers to optimum inter·nal communication. 

However, mere identificat;Lon of communication barriers :Ls 

not sufficient,. Culbertson ::;tates ~ "An administrator's 

understanding of communication barriers is very important, 

but understanding is not enough.9l The next section of this 

chapter concentro.tes on identifying desirable elements of 

internal corn.munieation that may be incorporated into a 

viable model. 

Desirable ElementB of Internal Communication 

This section of the study iE> concerned with the identi-

f:i.cation and listing of desil'able elements of internal com~-

munication, This portion of the study is not concerned ·with 

89voss, 9Y-.~~niz_at_:!:2~.a~J22~mupic~t2~~ p. 230. 

90S a y 1 e s and St ra1.1 s L> , I!..~~~~E....P-.~-· ha :Y..~.:. o r~:.. . .9 r Jl~E.~- z a _!:L<:_~ 1 

p. 256. 

91
Har.Tis, Q::hav:_~.-~!.: E~~:_~~?n, p. 266. 



EFFOHTS 'rO COMl'iTUNICATE 

Receiver hears what he expects to hear 

-I I I 
Sen,der and receiver have different perceptions 

I I 
Receiver evaluates the source 

I I I 
Hecei V(:)!' ignores conflicting information 

I I I 
Words mean diff'erent things 

I I I 
Ignores nonverbal cues 

Rece:i.Lr 
.. I 

emotiona11.y 
I 
upset 

No:i.le 

l 
DISTORTION 

Fig. 5·--Barriers t-,o Buccessful communication (from 
Sayles and Strauss t -~~Ul!J~~,.}}.t?.!~~_Y.~;.?.E~..;~-~~;~ .. 2E:.~~:_l2~,.~at:':_?.!~) 
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the establishing of priorities or determining the relative 

importance of each element identified. 

The elements identified will be organized into five 

categories which coincide with the previous review of the 

research. The categories are: 

l. Desirable elements of decision making 

2. Desirable elements of upward communication 

3. Desirable elements of downward communication 

h. Desirable elements of horizontal communication 

5. Desirable elements of feedback 

In cases ·where the item waB previously discussed or 

identified in this study, footnotes v-1ill not be used; any 

new elements introduced l"lill be formally docmnented. 

1. Since decision making :Ls a procer:3S, comnnmica­
tion channels must be established through vrhich 
this process may occur. 

2. Before a decision can be made~ the organization 
must recognize, define~ and limit the problem. 

3. It is desirable to include all personnel ~1o are 
to be affected in the decision making process. 

L1.• The decisions reached should be subject to con-­
tinuous evaluation. 

5. Channeis and procedures should be established 
for making decisions in times of emergencies and 
in delicate personnel matters. All personnel 
within a school district should bo m,;rare that 
these ch~nnels exist. 

1. All employees in a unified school district must 
have access to 1 and be awar(~ of~ formal channels 
wb:ich permit them to communicate with their 
superiors. 



2. 

3. 

6. 

?. 

h5 

Top level administrators should participate in 
social affairs that bring them into contact I'Tith sub­
ordinates. 

People at the higher levels of a school district's 
hierarchy should actively solicit and encourage 
commun:Lca·tion from lovmr echelons. 

When adrhinistrators receive communications directed 
up\vard, :i.t is desirable that they be acknowledged 
and dealt with promptly. 

It is desirable that channels be developed for 
upvmrds communication that occasionally "bypassn92 
the normal and most frequently used channels. 
(Savage warns this should be done infrequently.)93 

Administrators should be able to receive upward 
communications with a non-judgmental attitude 
ini t:ially. 

F'ormal face-to--·face communication between admini··· 
strator:and subordinate should be uninterrupted' and 
free of distractions. 

Desirable elements of d.ownvre.rd communication 

1. Newsletters, bulletins, and memoranda should be 
.frequent1y supplemented with face--to-face indi vid~­
ual and group meetings and personal contacts. 

2. A plan to deal with rumor and difitortion in down­
ward comm.unication is desirable. 7 + 

3. Adm:Lnist,rators should follov,r up on their written 
communications personally to prevent distortions. 

h. Downward communication should be used to commend, 
support, and boost the morale of employees. 

5. Optimum downward communication advises employees 
·vJhat is expected and required of them. 

92 
Sayles and Strauss 1 H~_E:~~.!Jeh~Vi.£~-~::..~-qr~~~~~_;~:..~.~t~ol~~, 

p. 366. 
9
3savage, ~elc:ti.5?..~~-~,-~:2.~!~~~~-~~.~~£:.:~l.A~~~~E:i~:;tr~-~i~~? p. 314. 

9h-cb · d . :.-~~::... ... ' p. 317 . 



6. When communicating dowmvard9 it is best to use 
language appropriate to the group receiving t.he 
message. 

7. When communicating downward, it is desirable that 
the administrator be aware of anxiety that his 
status may produce. 

Desirable elements of horizontal communication 

1. 

2. 

vvhen horizon1~al communications break dovm, it is 
sometimes desirable to appoint an impartial qg?.l.li­
fied party to unravel internal communication.JJ 

Ji'ace~-to-face communication is the most desira.ble 
form of horizontal communication. 

It is desirable that employees develop loyalties 
to their 0\'ffi group (horizontal), but also accurately 
perceive their place in the t6tal organization. 

Because of the close working concli tions that 
employees experience at the horizontal level, it is 
desirable that inservice programs occasionally deal 
with improving interpersonal relationship techniques. 

Desirable eJ.emm:1t~; of feedback 

1. It is desirable that employees receive positive 
feedback when a job is done well. This will encour­
age further good performance. 

2. When feedback is necessary, it is best to att,E:;mpt 
to get it at a face-to.:..f.ace level within an organi-· 
zation. This is the most desirable type of feedback. 

3. Feedback is vital to school district success. 
'l'herefore it is important that ~C?.s;h employee is 
'programmed" int.o some type of accurate feedback 

4. Formal and informal evaluation is a desirable and 
professional means of employees obtaining feedback 
in school districts. 

The preceding list of desirable elements of internal 

communication which are partieularly relevant to unified 

95fv'1onroe K. Tlmvland pre Bents a formula to cut red tape~ 
and unravel communication in tho American School Board .J ournr:tl ~ 
V o 1 • 15 , No • 2 ( August. , 19 6 8 ) • ~---·--··--·------·-----···--·~-·~·~-·---···--~·· 



school districts appears in a condensed version in Table 2 _ 

on page hS. 

'l1he next section of this chapter deals wi·th the nature 

and uses of a model which vdll eventually incorporate many 

o:f' the desirable elements identified. 

Nature and Functions of Models 

Earlier in this chapter the lack of development of 

concise theories in the fields of educational administration 

and hurn~m communications was pointed out. However, the 

research has revealed that the last two de~ades have seen a 

rise in theory development in both communication and educa-· 

tional administration. Previous to the development o:f these 

th(~oret:i. cal bases~ both administration and communic2.tion 

were dependent on purely practical approaches to probl0lm 

so:J.vi.ng. Now tha-t~ theoretical franwvmrks have begun to emerge 

in the tv.ro disciplines, it is important that se:cious students 

bt.-og:Ln to und.erstand and work with models. Knez.evich states~ 

IVIodels are a bridge between the purely abstract and 
the practical •.. Model building represents one way of 
spanning the differenees that presently exist between 
t.he theoretical ori.ent.at,:Lon of profe~>sors of educational 
administration o.n

6
d the everyday concerns o:f practicing 

J 1 -· r 1 c t· · " t " 9 auLL-L .. .:o _,r a or.-: .. 

Nature of models 

Nurne:cous attempts have been mach; to classify communica~· 

tion modelss but Smith states, "There ar'e no universa)-1y 



TABLE ,z: 

DESIRABLE ELEi\!ENTS OF INTERNAL COivil\illNICATION IN UNIFIED SCHOOL DISTRICTS 

Category 
~ .. 
lJ'3CJ..S:LOn i Upwards l Dot-mv-;ards Horizontal , ; I 
Iv!.s.~-:ing I CoL:":ni.mication ! Cqmmun:i.cation Communication , Feedback 

1. Zs~ablish chan- .
1
• 1. P~blicize avail- 11. s~,le reliance 1. Us~ impartial . 1. Recognize good 

ne.r.s for process • 1 aDle upi>ard ! si:lOuldn 1 t be on I' thJ..rd part:r to employee per-

2-~~~cognize, ~e7 . 
::r.:Lne, and lJ..mJ..t. 
the problem~ 

1 cha.nnels to all J -r.>ri ~ten cormnur:,i- 1 m~diate group I formance. 
: emplo-;ees. catJ..ons---sB.DO.Le- dJ..sputes. 
I · . 1 r.1ent with fac~ to 12. Attempt to get 
1 2 '· · · ~ '- .... 1 .':' "' 2 F t ~ • -"'c.eo:'back a .... a 

I 
. J;.o::rnr:._.LSvra,_.or 

1 

.!.ace con1erences • ace o _,_ar:e I .;..~ . v 

should shoi"lhe is. and meetings. commu."lication t face to fac·e 
Include all per- I a 11 h'D.li'an beingtT-- 1 ! is most desir- level. 
sonnel affected 1 atte::1d soc_ial 1 2. Develop a plan II able at this 
in_ ~he decision 1 functions. I to deal,'ltri~h ru- level. 
rna~·nng process. ! I mor a:1o: dJ..stor-

~ ,. 

J. j3· Administrators 1 tion. 
4. Zvaluate the de- : should a.cti vely I 

cision contin- ~~ solicit communi- ~· 3. Follm'f up writ­
ten communica- · 
tion personally. 

I 
Employer should 
develop group 
loyalty. 

3. Each employee 
should receive 
feedback on his 
performance. 

14. ually. cation from the . 
1 staff. 

5 't;' • ·- • h · l I • ~s~ao~J..s. cnan-
nels for emerg- 4. ·Acknowledge an~ ,4. Praise and en-
~mcy e.nd some 1 • act on a corw"TlunJ..- : courage employees 

1 per.sonnel deci- ! cation received , througJ; do~'Tivmrd , 
sions.' i promptly. . l cormnun~catJ..on. ! 5 • 

6. Go;:JJnunicate the I 5. Develop t'bvpass" 1

1

5; Infom each em-
Il channels (only ployee what is 

for rare use). expected andre-
l ! . -~ quJ..reu.. 
1 6. Adrr;inistrators i 
, should be non- j6. Use appropriate 

l judg~ex:-tal. v.;~en 1 "'":ords. 
receJ..VJ..ng J..nJ..-

t tial ideas from 7. Administrator 
I subordinates. must be aware of 1 I "status anxiety ;H J 

7. Face to face com-
\ ·munication should 
I be :free of inter- 1 
) ruptions s.nd dis-l 
1 tractions. I 

d.ecision J..n 
\trriting. 

.• 

14. 

.. 

J 

Employee should 
see his role in 
relation to the 
total district •. ! 
~ . k I .LnservJ..ce >'for.-
shops on inter­
personal rela-
~· "'~ons. 

Formal and in­
formal evalua­
tion is a-desir­
able form of 
feedback. 

• 
i. 

~ 
co 
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accepted categories."97 He groups models into four classes: 

(1) information processing model; (2) intrapersonal communi­

cation model; (3) interprersona.l communication model; and 

(h) group or mass conrrnunication model. Bross suggests models 

may be classified as "physical, verbal, symbolic, and mathe­

matical.119S 

This study presents a symbolic-diagrammatic model and 

the rev·iew of the literature concentrates on this task. 

Barnllmd supports the use of a symbolic model when dealing 

with the complex subject of human communication. He '\.vri tes, 

It may become possible for future investigators to 
create mathematical models of human communicat .. ion 
rivaling those of the physical scientists, but in the 
absenee of sufficiently' discrete variables and with 
current complications in measurement of these variables, 
th:i.s hope seems premature. The diagrammatic model seems 
best suited to accommodating our current level of · 
knowledge about communication and, at the same -time, 
providing an improved mode of conceptualizing over that 
secured through verbal statements alone.99 

Examples of five diagramrnatic symbolic communication 

models appear in Appendix A of this study. 

~~.I?~ e.~. o.f ..E25!~~ 

What shape should a communication model take? This 

question is widely discussed in the literature. Earlier in 

this chapt~er Schramm's model was used to illustrate (Fig. 1) 

the circular nature of the communication process, while 

97Barker and Kibler, Speeeh Communication Behavior, 
p. 3 0. ---------- -·--'-·-· 

9SI . B n· • f D . . (r-J Y k M I'l'll rw:Ln ross, .::..~:r-[2!-..:--~"' ecl_~~EE. !' ew or ·: c v l an 
and Company, 195J), pp. 161-1o2. 

99_q~r~~.~·nc) and '•.orter·LsE~n. C · · t' Th ) rlc ...,.,_ ·-; l'J _ __ _ , _ _?_2!~1U!2_l cl:~-:~.:~m __ ~:?E.l, I . o ~~. 
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Knezevich (Fig. 2) suggests the process is linear in nature. 

Frank E. X. Dance, former president of the National Society 

for the Study of Communication, advances another viewpoint 

concerning the shape of communication models. Dance begins 

by stating 1 "lVIost people, if given the choice betvveen describ­

ing the communication process as linear oras circular, would 

opt in favor of circularity."100 However, he points out the 

weakness of the circular model when he writes, 

The main shortcoming of this circular model is that 
if accurately understood, it also suggests that communi­
cation comes back, full circle, to exactly the same 
point from which it started. This part of the circular 
analogy is manifestly erroneous and could be damaging 
in increasing our underst<.mding of the communicat,ion 
process and in pred;i.cting our constraints for the com­
municative event.101 

In turning his attention to the linear model, Dance 

states, "The linear image betra.ys reality in not providing 

for a modification of communicative behavior in the future 

based upon communicative success or shortcomings in the 

past. "102 

What form may then be used by model builders in the area 

of human commun:Lcation? Dance suggests a helix, a spiral 

that looks like a coiled laddert be used to depict the com­

munication process. Figure 6 on page 51 illustrates a 

helical model. Dance defends the use of this geometric; form 

by stating, 

--------·----
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~ .... - .. """'~ ...... "'"" -' •, ····~ 
(.· 
·~- ...... ..,,_.. ~-·-~ ······· 

'· .. -· 

Fig. 6--A helical spiral as a represerrtat.ion of human 
communication (from Dance, Human 9._om:;:l~~~~~~~ioE,) 
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The helix combines the desirable features of the 
straight line and of the circle while avoiding the weak­
ness of either. In add:Ltion, the helix presents a rather 
fascinating variety of possibilities for representing 
pathologies of' communication ••• at any and all times, t.he 
helix gives geometrical testimony to the concept that 
conununication while moving for\-J"ard j_s at the same moment 
coming back on itself by its past behaviors for the 
coming curve of the helix is fundamentally affected 
from which it emerges ••• the communication process, like 
the helix is constantly moving forward and yet is always 
to some degree dependent on the past ••• the helical com­
munication model offers a flexible and useful geometric 
image for considering the communication pro·cess .1.03 

In essence Dance is arguing that because cmmnunication 

is a complex process, it should have a si.milarily complex 

geometric form as its s-yructure in a model. 

~:Lmpl~-~.!_mode~ 

The preceding passage may suggest that if a communica-

tion model is to be effective, it must be complex, and there-

fore difficult to understand. This study contends that if 

a model is to be viable, it must be easily understood. 

Knezevich states, "A model is a representation of reality, 

that is, a simplified version of the real world containing 

only those aspects which are important to better understand~ 

:i.ng or controlling it. u 104 He adds, "It is imperative that 
- 105 models be unde:cstood by others. u-- Baunol further supports 

the idea that a model should be simple Hhen he vvri tes, "The 

model should be a sufficiently simple version of the facts 

103Ib~~., pp. 295-96. 

l04Knezevich, J.:.ubli_~ ~d~:£3-t~~-n, p. 525. 
1052_;bi.~~. , p. 53 5. 
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to permit systematic manipulation and analysis. 11106 A model 

then is a reproduction of some part of the real vvorld, vlhich 

only needs to contain the features essential to control or 

understand this particular facet of reality. 

A~~-.-~~~~~-..E:~ct~ 
B 107 . th d d d' d ross summarJ.zes e a vantages an 1.sa vantages 

of models. The advantages follow: 

1. Models provide a frame of reference for considera­
tion of a problem. 

2. Science has used models successfully to develop 
successful predicting systems. 

3. Models bring into the open the problem of abstr,ac­
tion. 

~-. Models presented in symbolic language have the 
adv·antage of the manipulative faculty of that 
language. 

Barnlund adds another advantage of a model, "the ease 

with which it handles a multitude of variables and relates 

their effects on each in highly complicated ways."108 

D?:_~.d"V:_~-ln~~ge.~ _ _2f. m~~-~l:~ 

Bross109 also discusses the drawbacks of models. He 

points out the following disadvantages: 

106n. 11 . r ·hJ. 1.::1.111 l • 

Analy[;is (Englewood 
I96Tr;-·-p. 393. 

Baurwl ~ E~gl);2tn:i.£.J.1l~ .. 2!.Y._'l]!.d ..Qp~at.iq].-~ 
Cliffs, New Jersey: Prentice-Hall, 

107campbell and Helper, Dimensions in Communications~ 
pp. 17-18. ----.-------·--------

108ser'E•.no d M (' . . 'l 8 ~ an ortensen 9 _;,.~~~9!'-:.~?-_2._1~ ~ 1.r:?..C.2.!'Y ~ p. b. 

109 . . 8 
n2.~E .. , PP . 1 -19. 
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1. The model is subject to the usual dangers inher­
ent in abstraction. 

2. There is no guarantee that the time and effort 
in constructing the model will pay dividends.110 

3. The symbolic language is also subject to lirrdtaM. 
tions. 

4. There is the danger tha-t a scientist may become 
so devoted to a model, he may insist that his 
model is the real world. 

Functions of models 

Models have various functions. They may be used to 

describe, to predict, to control, or to understand a pro-

cess or an event. Deutsch indicates that models have four 

functions which they can serve. These functions are (1) 

organiz.ing, (2) heuristic, (3) predictive, and (1+) measuring 

functions. 111 

Knezevich states that the function of a model in edu-

cational administration is to "strip m"Vay the minutiae and 

'administr:i.via' ••• to facilitate a better understanding.n112 

No one model will accomplish the previous objective~ but 'lf~-e 

need a variety of different types of models. 

Communication models, according to Knezevich, should 

function to "stress hovv· an organization secures information, 

hov1 the communication (i"ormal and informal) reaches various 

11°Knezevich disagrees with Bross and states that "poor 
and inaccurate models are better than none, for a field lack­
ing in models is still dependent on disconnected and purely 
empirical observations 7 11 (~-~El;2-.~ .E~uc_a~iol2, p. 529). · 

lllK · h P 1 J. • Ed t . 528. nezevlc , ~~~~ ' uca .~, p. • 
112rb~d 529 .:..__..:!:.._ • ~ p • • 
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parts, or what is done with the data."113 

Sereno and Mortensen capture the function of a model 

in concise terms when they write, models "are capable of 

reducing a complex event to a more manageable, abstract, and 

s~bolic form." 114 

Summary 

This chapter has reviewed the literature in the area 

of internal communication as it relates to organizations in 

general and school districts in particular. Desirable 

elements of internal communication were identified and the 

nature and func-tions of models explored. Chapter III deals 

with ·the procedures used in the creation of a. model to 

elicit optimum internal communications in unified school 

di.st.ricts. 

113Tb. i . .::::...~.1.:~ ..• , p. 534 .• 



CHAPTER III 

PROCEDURES OF 'I'HE STUDY 

The procedures employed in conducting this study are 

presented in detail in this chapter. These procedural steps 

follow: (1) a review of the relevant literature to identify 

desirable elements of internal communication; (2) the construe-

tion of an interview instrument to ascerta.in if employees of 

unified school districts perceive the communication elements 

identified in the literatur~ as desirable, and to test the 

assumptions of this study; (3) the selection of the sample; 

(4) the administration of the interview; (5) the tabulation 

and treatment of the data; and (6) the creation of a model 

to elicit optimum internal communication in unified sehool 

dist,ricts. 

Review of the Related Literature 

A :.r·eview of t,he related literature 1-vas made to determine 

what has been written about internal communication in bus:i.nesr3 

and educational organizations. Characteristics of co~nunica-

tion were discussed and a speci.al section was devoted to com-

munica-d.ons "ll'd thin organiz.ations. Desirable elements of 

internal communication in unified school districts were i.dent:i.-

Lied and presented in tabular form (Table No. 2). These data 

are pr·esented in Chapter II. 

f"£.. 
)0 
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Construction of the Interview Instrument 

The interview v~as the principal instrwnent used for 

collecting data for this study. Kerlinger states that the 

structured interview is a "powerful tool of behavioral 

research."1 He goes on to point out, 

The self-administered questionnaire has been used too 
much, especially in educational researchr and the struc-­
tured interview too little. The success of the interview 
in sociology and psychology should encourage educational 
researchers to master its intricacies and to use it where 
it is clearly appropriate.2 

Van Dalen agrees with Kerlinger \'lhen he states, "Many 

people are more willing to communicate orally than in writing 

and, therefore, will provide data more readily and fully in 

an interview than on a questionnaire. 11 3 

'rhe interview instrument vvhich can be fotmd in Appendix 

B is divided into five parts. Part one explains the purpose 

of the interview·p a.nd part two gathers relevant demographic 

data about the subject. The third part of the instrument 

concentrates on having school district employees validate 

desirable elements of internal communication that are identi-· 

fied in the literature. Part four is concerned with testing 

the assumptions of this study made in Chapter I. Part five 

solicits an unstructured response regarding internal communi-

cation in unified school districts. The next five sub-sections 

1Fred N. Kerlinger, Foundations o:f Behavior·al Research 
(New York: Holtr Rinehart and Winst~9DI;y-;p;-·""4'7b. 

2Ibid. 

3D~ bald B. Van. D~len, Un_d<?..r.~!.§:nd_ii}R Ji~d~~..Qt~onal_~,2.§;£f_h 
(New YorK: l\1cGraW-··!hl1 Book Company, l /ob), p. jt_To;--



explain in detail the structure of the interview instrument. 

Exp~~_!-i_o_~_?f t.h_:~po~~.--The interview instrument 

used is primarily a structured one and therefore it is impor­

tant that the explanation of its purpose to interviev.,rees be 

standardized. Gordon states, "'rhe purpose of the interview 

should be explained in terms the respondent can understand 

and in a manner which will account for all the types of ques-­

tions which are going to be asked."4 

Demogrc:q?_~ic inf~E.~·--This is information that is 

needed to describe the sample. An adequate description of the 

sample is necessary if prop~r inferences are to be drawn from 

the study, and demographic inforrnation is an important concern 

if the study :Ls to have external validity. 

Validat.ion of desirable elements.--*These questions are 

vital to the study for they are asking the respondents if they 

concur with elements of internal communication that the litera-· 

ture identified as desirable. Each desirable element is pre-

sented to the respondent and he is asked to make a judgment 

and to place each element into one of four possible responses. 

The categories are (1) essential; (2) desirable; (3) no opinion; 

and (h) unirnportant. 

Y.alid.c:~tion_of ~~ump~_i?.n~. --This part of the interviev-1 

instrument enables the researcher to test the assumptions made 

on page six of this study. 
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Unstruct~~~d re~E?.~~.--This section of the interview 

takes advantage of one of the major strong points of the inter-

view as a research tool, i.e. its ability to solicit from the 

respondents their thoughts in a creative and random manner. 

It is desirable to have this part appear at the end of the 

intervieN instrument so that the subject may consider and 

CJ.pply any information he might have acquired in the previous 

sections. 

Validation of the Interview Instrument 

rrhis writer's dissertation committee which consisted of 

two former superintendents of school districts, a pupil per-

sonnel services di.rector of a unified district, an expert in 

communication, and an expert :Ln linguistics served. as a jury 

to insure that the instrument, had adequate conJcent validity. 

Aspects considered included the clarity, relevance, and phras-

ing of the questions. 

§.?l.~.£.~ion_~--t~e Sample. 

The primary purpose of this study was to develop an 

optimum model for internal communications in m1ified school 

districts. The model presented in this dissertation is based 

on a comprehensive study of relevant literature. ri'he findings 

of the literatur·e were incorporated into an interview instru-

ment and pres<'mted to a sample of 4-1 employees in six unified 

school districts in Sacramento and San Joaquin Counties in 

California. 1'he size and scope of the sample population need 

not be as great :Ln model development as in other descriptive 
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studies because this model is not intended to descrj.be '"~hat 

is, but rather what should be. 

Selection of the districts.--Unified school districts 

selected for this study range in size from 1,200 average daily 

attendance to 12,000 average daily attendance. The rationale 

for using districts of this size is that the majority of 

5 Ca1ifornia 9 s 257 unified school districts fall into this range. 

A list of the districts used in the study appears in Appendix 

c. 

~~ct:i.on o_f _ _!,h~~jec~ts .--The distribution of the 41 

subjects interviewed follows: (1) six superintendents, (2) 

five central office administrators, (3) twelve building level 

administrators, (4) twelve members of the certificated staff, 

and .( 5) six secr·etaries. 

All of the subjects, with the exception of the superin-· 

tendents 1 were selected on a random basis. The superintendent, 

one cent,ral office administrator, two building level admini--

strators, two teachers, and one secretary were selected from 

each district. One district did not have a central office 

administ;rat~or and in that, district six instead of seven inter-~ 

views were administered. 

The Administration of the Interview 

Prior to beginning the actual interviews~ the researcher 

r.. 
)For a detailed tabulation of unified school districts 

by size see California T(-Jachers Association, R2.:?~.~££!:L.]Q1lei~):...l! 
--Class Size in California School Districts. 1971-1972. Bul--------........ ---r ... - .......... ______ p_ .... ~ .... -r ... ~ .. ---···-·..__. .... _,.,..._ ____ .. _... ___ -~'"'_,__..,... ____ .:.~ 
letin No. 2o5 1 May, 1972. 
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pilot tested the instrument by interviewing five subjects. 

The subjects selected for this trial included both admini-

strators, teachers, and secretaries. 

Six area superintendents were contacted via letter (see 

Appendix C). The letter discussed the nature of the study and 

requested the superintendent's cooperaiiion and participation 

in the study. Each superintendent contacted agreed to parti-· 

cipate and also pledged his support in allowing six of his 

district's employees to be randomly selected and to be inter-

viewed. The interviewer was introduced to the subject via a 

memo which was prepared by the researcher and signed by the 

superintendent. Appendix C contains a copy of this introductory 

memo. 

All ewployees selected for interviev.J"ing readily cooper·-

ated and the .fm:-t.y-.one interviews vlfere completed in twenty-

eight days. At the conclusion of the interviews each super-· 

intendant was sent a letter of appreciation (see Appendix C) 

thanking him for h:i.s excellent cooperation. 

Tabulation and Treatment of the Data 

The findings of this study appear in Chapt,er IV. This 

seetion deals vlith the procedures used to analyze and treat 

the data gathered by employing the int.ervievv instrument. The 

sub···Sections v.rhich follow are (1) treatment~ of sample informa­

tion; (2) validation of desirable elements of internal com­

munication; (3) testing of the assumptions; and (4) reporting 

the unstructured responses. 
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is presented in tabular form in Chapter IV. Responses are 

analyzed in narrative form when data that may be considered 

unusual is included. 

Validation of desirable elements of internal connnunica-

tion.--This section is critical to the studyF for it will help 

insure that the elements included in the final model are recog­

nized as desirable by both researchers and practitioners of 

internal communication. 

The data. gathered from part III of the interview sched­

ule, Validation of Desirable Elements of Internal Corrununica-

tion, were treated in two ways; percentage tables and a one-

way analysis of variance. 

E:~lt_~~~~l~.·---'I'able 4 in Chapter IV includes a 

percentage analysis of each of the questions asked in part 

III of the interview schedule. The percentages of response 

to each question (e~sential, desirable, no opinion, and unim­

portant) are recorded in this table. An element that receives 

75% of its responses in the essential and/or desirable cate-

gory will be considered for possible inclusion into the final 

model. 

part III of the interview schedule were also subjeeted to a 

one-way analysis of variance. The rationale for using this 

statistical technique is that its application reveals if there 

are significant differences between the ways the·five groups 

interviewed perceived the desirable elements of internal 



communication. Such information is vital.to the researcher 

who plans to construct a model. For example, if a signifj_cant. 

number of the teachers identify face-to-face communication as 

essential, while the superintendents feel this element is not 

significant, the model builder must consider this information 

if his product is to be viable. 

'rhe following statistical procedure was used to determine 

if significant differences existed between the groups: 

·1. Null Hypothesis: H0 : There is no significant dif­
ference in the way superintendents, central office 
administrators, building level administrators, 
teachers and secretaries classify elements of inter­
nal communication. 

2. Alternate Hypothesis: H1 : There is a significant 
difference in the way the five groups classify 
elements of internal communication. 

3. Statistical Test: Since five independent groups 
are under st:.udy, a test for K independent samples 
is called for. Since the scores may be ranked to 
reprgsent ordinal measurement, the Kruskal-Wallis 
test is appropriate. 

4.. Significance Level: ALPHA :::: .05. 

5. Sampling Distribution: K=5, unequal N's of 6f 5 
and 12. (2 groups with.N's of 12r 2 groups vdt~ 
N' s of 6$ and 1 group W:Lth an N of 5.) In rankJ.ng 
group means are used. 

6. Df = K-1 = 4.. 

7. Rejection Region: (The statistic used in the Kruskal­
·v.rallis test and defined by formula below.) The 
region of rejection consists of all values of H 
which are so large that, the probability associated 
wit~h thE':ir occurrence under H0 is equal to or less 
than • 05. H 2: ( 9. 4.9) 

6Ji'or a detailed explanation of Kruskal-Wallis test see 
Sidney Seigel, lJ2B.:::fal:am_~~!-r:i_s_~ __ §tat1:stt_~-~ (Nevv· York: McGraw­
Hill Book Company Y 195b) 1 pp. 1B4.--19h. 



The formula for the Kruskal--Wallis test 

12 k ~ H ;::: 
_ _.. ____ .. 

1: - 3 (N +·1) 
N(N+l) n· 

j:::l J 

Where K :::: number of samples 

nj :::: number of cases in jth sample 
N ·- Enj; the number of cases 

bined 
Rj = sum of ranks in jth sample 

k 

in 

is: 

all sampleE> 

I; directs one to sum over the k samples 
j::::l 

The results of this analysis appear in Chapter IV. 

6h 

com--

1.C:.S.ti.!.J-£>, __ t.!::~ .~~~ump!:,i <?_~.---The assumptions which are 

stated on pages six and seven of this study are the concern 

of par-t IV of the interview schedule. The validation of these 

assumptions are not critical to this st,udy, since they do not 

pertain directly to the model. However, it is in the interest 

of sound research design that these assumptions be tested in 

an effort to lend additional support to the importance of 

building a model to elicit optimum internal communications. 

The responses to questions one through three in part IV were 

analyzed with separate percentage tables which indicate the 

percentage of responses made by each of the five groups inter-· 

vim.-..red. When the total percentage 'Iivas 50% or more, the 

assumption was considered valid since a mc.1jority of the respond-

ents concurred 1..-..rith the as·sumptions. 

'Jihe original intent was to table the data gathered from 

question number four in part IV. Since the responses lack 

diversity·, there is no point in tabling, and the results are 



simply reported in narrative form. 

B.E!.PO!'tir:&._th_e ."L~n.~.t~~ct ure~-r~32.P..:;:n~. --~Relevant non­

structured responses are presented in Chapter IV. This sec-

tion proved to be a most valuable part of the study as it 

allowed the researcher to explore the subject of internal 

communication in depth ~r~rith employees in unified school 

districts. 

The Creation of Jch e Model 

The previous sub-sections of this chapter have related 

the p:r·ocedures used to determine desirable elements of internal 

communicat:i.ons \'.,rhich may b~ included in a mod.el. The result 

of these procedures are reported in Chapter IV. The model 9 

along with a detailed explanation of its properties, is pre-

sented in Chapter V. 

s~~T~ 

T'his chapter has discus9ed in detail the prpcedures used 

in this study. The major steps in this procedure were: (1) a 

review of the relevant literature to identify desirable ele­

merr~s of internal communication; (2) the construction of an 

interview instrument to ascertain if employees of unified 

school districts perceive the com~n1ication elements identi-

fied in the literature as desirable r and to test the assump·­

tions of this f>tudy; (3) the selection of the sample; (h) the 

administration of the interview; (5) the tabulation and treat-

ment of the data; c-:md (6) the creation of a model to elieit 

optimum internal communications :Ln unified sch.ool districts. 

Chaptc::c IV will report tho findings of this study,, 



CHAPTER IV 

FINDINGS OF THE STUDY 

'l'he findings of the investigation that were gathered 

through the interview instrument are presented in this 

chapter. The chapter is organized into five sections: 

(1) analysis of sample information; (2) analysis of desir­

able elements of internal communica·tion; (3) testing the 

assumptions; (h) reporting the unstructured responses; and 

( 5) a Sllffimary of the findings. 

!;.r!!!.~:-Y s~ s "_££_ sc:mp]-~-~nf~~: 

Part. I of the interview instrument consisted of a 

standard:izc;d explanation of the purpose of the study and 

did not soli.ci t any responses from the subject. The :i.nfo·r­

mation gathered from part. II of the interview instrumc-mt is 

presented in Tahle 3. The purpose of this section was to 

describe the sample of people who vvere interviewed for the 

st;udy. 

The analysis of the data reveals that the mean ntmJber 

of years each employee group interviewed \'lorked in their­

present ~chool district is 5.23. The implication of this 

finding is that the observations and assessments of i:nternal 

communication made by the employees interviewed are based on 

a considerable amount of profeBsional experience. 

66 
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TABLE 3 

SUJ.'VTJVLI\RY OF SAl\iPLE INFOill\!fATION FOR SIX 
SELECTED UNIFIED SCHOOL DISTRICTS AS 
OBTAINED BY THE INTERVIEW INSTRUMENT 
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--------···-·--··-----==--··==== 
-------··~--·----Mean No ~----~rea~N-0-:--

Number of Years of Years 
Position Interviewed in Position in District 

-superii1'ten.-d-e-nt---l 6--- h 71_7__ 4 .1 7 

Central Office 5 5.10 5.10 
Administrator 

Building Level 
Certificated Staff 

(Teachers) 
Secretaries 

12 
12 

6 ___ .,.. _____ 
h1 

4.35 
3.13 

5.00 
--~------

21.75 Total 
Mean 

------- --. .. -,..-- ... -
·-- -~-J±.·3J 

Average Daily Attendance of Districts: 
I?.ange 
Mean 

1,250-11,800 
6~575 

6.92 
3. L~6 

6. 50 -
26.15 --------

5.23 -----

Total Number of Employees of Districts: 

Range 86-857 
Mean 453 

Also reported in Table 3 is the average daily attend-

ance of pu.pils :i..n the districts v.rhich were selected indicat-

ing that the sample falls into the same range as the majority 

of California's 257 unified school districts. Therefore, the 

model developed in this study may have implications for the 

majority of California's unified school districts. 

Analyses of Desirable Elements of 
---~·-·r11ternaicommunic8Ti on 

The data gathered from part III or the interview instru-

ment vmr·e analyzed in tvm ways; percent,age tables and a one--

wa·:r analysis of variance. 
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P~~~g~N tap~~.~. --The number and. percentage of inter­

viewees and their categorization of each item in part III of 

the instrument are indicated in Table 4. 

TABLE 4 

VALIDATIONS OF DESIRABLE ELEMI~NTS 
OF' INTERNAL COMMUNICATION 

PEHCENTAGE1<· ANALYSIS OF ITEMS IN PART III 
OF THE INTERVIEW INSTRUTvJENT ( N=:/+1) 

---1~8-senrrcir--· -""D'esrr;aDle ·--r~--op:trl-r·on 1TI1Imporun-r 
-No :-·"_fr0--~-·%Re-:: -··----ra-rre=--- -- %-He-- -·-~·'}b"1[e:""" 

_lte~- sp~ing No. -~p_2Edj.:E!.IS N~ sp~:e:_?)..:.~g !.? . ~.E..£!}~ 
Al 12 • 29 21 • 51 3 • 0'7 5 .12 

2 3 0 • 73 10 • 25 0 0 1 • 02 
3 23 . 56 1E5 • hh 0 0 0 0 
4- 3 h • 83 6 .15 1 . 02 0 0 
5 6 .15 29' .71 2 .05 1+ .09 

Bl 2Es .68 12 .29 1 .02 0 0 
2 13 • 3 2 23 • 56 1 • 02 h • 09 
3 28 . 68 13 • 3 2 0 0 0 0 
4 25 • 61 16 • 39 () . 0 0 0 
5 9 . 22 2h • 59 3 • 07 5 .12 
6 11 .27 27 .66 2 .05 1 .02 
7 20 • 49 20 • 49 0 0 1 • 02 

C1 19 .46 18 .4ft- 2 .05 2 .05 
2 20 .49 18 .44 1 .02 2 .05 
3 10 • 2.5 28 • 68 0 0 3 . 07 
4 26 .63 15 .37 0 0 0 0 
5 3 7 • 90 4 • 09 0 0 0 0 
6 20 • 49 21 • 51 0 0 0 0 
7 28 • 68 13 • 3 2 () 0 0 0 

D:J.. 3 5 . 8 5 6 . 15 0 0 0 0 
2 3 0 • 73 10 • 2 5 1 • 0 2 0 0 
3 22 • 53 17 • 42 1 • 02 1 • 02 
h 3 2 . 78 7 .17 1 . 02 1 • 02 
5 15 • 3 7 26 • 63 0 0 0 0 
6 24 • 59 17 • 42 0 0 0 0 

E1 24 .59 17 .1+2 0 0 0 0 
2 19 .1~6 22 • 53 0 0 0 0 

.J~ ---~- ~~-------.J~.- i~ ----~~-~ ____ g~---·--·g _g L ___ g ~--
r~Percentage::., are rounded to t'V<ro decimal places. '!'his accoun-ts 
ror t.r1e .failure of some items to total 1oor~. 

Prior to conducting the interv:Lev!Sv it was est,ablished 
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that an i tern would have to be pla.cod in the essential or 

desirable category by 75 per cent of the respondents to be 

considered for possible inclusion in the final model. All 

items received the necessary 75 per cent in these categories. 

Item A1 questioned using an impartial third party in horizontal 

level disputes and received the lowest percentage (80 per 

cent) in the categories essential and desirable. Fourteen 

items received a full 100 per cent in the essential and 

desirable categories. Of these, i tern C 5, which asked about 

the importa.nce of informing each employee of what is required 

and expected of him, was considered the most essential, with 

37 out of 41 respondents, or 90 per cent, placing this in 

the first category. The sUJnmary of the data presented i.n 

Table 4 indicates that practitioners in unified school dis­

tricts from five groups (1) superintendents; (2) central 

office administrators; (3) building level administrators; 

(h) certificated staff; and (5) secretaries agreed with the 

findings of the review of the literature which were presented 

in Chapter II. These desirable elements of internal communi-· 

cation \'Vhich vvere originally identified by experts in the 

fields of communication and school administration are no111r" 

also confirmed as desirable by employees randomly chosen in 

selected unified school districts. The results of the one­

way analysis of variance will be discussed in the next sec­

tion. 

Of!:~~..:..-:.~§X._.~!~:~:~:-..:L~2~ of~,_yarj~.E~~. -~-·In •rables 5 through 9 

are pre:3en'.::.ed the results of the Krur:>kal-.Wallis one-way 
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analysis of variance which was performed on the data gathered 

in part III of the interviev1 instru1nent. The purpose of this 

procedure was to determine if the five groups interviewed 

differed significantly in their perceptions of th~ desirable 

element,s of communication. 

'I'ABLE 5 

KRUSKAL-WATJLIS ONE~~WAY ANALYSIS OF VARIANCE 
OF' FIVE GROUPS PEHCEP'riONS OF DESIRABLE 

ELEWili.;N'l'S OF HORIZONTAl, CmlJJVIUNICA'riON 
~-=-=-:::.::..-:-:-:::-..=.....,-=:.:=-.;::=.::::.:::::-.==:-::-~-;;;:--=-==:.::::::::::::.--~=:=;;::;'.:::::::::.::;::::.=;:::'"'_;;;:=:::.::::.;:.=-:= 

Items Ranks 
from --~---~- ·~cent rai -l'~uno.-. ~"-·-c-e~i~:rr::--·~---··-~-

Interview Superin-· Office Level ficated I Secre---
Instrwnent t.endents Admins. Adrnins.. Staff taries 
-·-Af"·--- --··--r5--· ---~·~c·a-- -"io :-5·--- ~10":~5-- __ ... 5 :· 5 --

A2 16 24.5 21 17.5 8.5 
A3 13 15 17.5 21 7 
A4 21 21 21 21 5.5 
A5 4 4 13 13 3 

=~7~-l~~=· ~~:~-~~=·- ~ 65 ~-.. ~~[ ~;~~[=j~~= --~;;-. ;~=~~ 
Critical Region:"' I-12 (9. 49) 

H ::: 4.86 

A critical region of 9.h91 was established and any value 

of H~ the statistic used in the Kruskal--vlallis test f \vhich 

\•ras equal to or greater than 9. L~9 would be considerc:>d to be 

significant. For comput.srtion pu.rpo~3es each of the five areas 

(horizontalt downward~ 1..1.pward 1 deeision making and feedback) 

of communication listed in part III of the interv:i.mv inst,ru-

ment vvere subjectc~d, independent of each ot;her, to the one-

way anal·y-sis of variance. 

(New York: 



'rABLE 6 

KRUSKAL-vvALI,IS ONE-WAY ANALYSIS OF VARIANCE 
OF FIVE GROUPS PERCEP'riONS OF DESIRABLE 

ELEIVl.EN'rS OF UPWARDS COI'JIMUNICATION 

?1 

--~ ... 
_,.,.,_...._.. _ _...._.. ____ 

. ........ ---~~-----· ---Items 
from 

Interview 
Instrument ___ .._. .. _. _,...,. __ 

B1 
B2 
B3 
Bl+ 
B5 
B6 
B? 

Sum of 
Ranks _,.._ ___ 

-... ------w;>M-..-.....--------............... ' _ .. ------··-M-_.._.... Rank 
centr-ar urra-:-·-- c-8-rfr:-·- ----

Superin- Office Level fica:ted Secre-
tendents Admins. Admins. Staff taries - . .......,. ......... ____ ......_ ------ ... "" 

__ ,.. ___ ,_ ---27 17.5 30 27 32 
11 5.5 7.5 15 2 
31+ .34 34 19.5 11 
27 24 22 22 27 
11 1h 3 7.5 1 
16 17.5 4 5.5 11 
19.5 31 22 27 11 __ .. . -~ 

- ~·2·~. 5 --l 123. ~- --;;-~-
1Lt-5.5 143.5 
-~ -~---· ------l----~·- -·-·~--
Cri t:i.cal Region == H ~ ( 9. 4 9) 

H :::: 3.80 

TABLE 7 

KRUSKAL-\VALLIS ONE-VVAY ANAIJYSIS OF VARIANCE 
OF FIVE GROUPS PERCEPTIONS OF DESIRABLE 

ELEl'IIENTS OF DO\I\1NWARDS COTJff'~UNICA'riON 

__ .._q;._,........ __________ ........... ~...---.. --...,...-------...-----~--·--'___.._,._, ___ .....,... _ 
_______ _,_....,. .......... ..-~-·-.....--.... .---.-...... _? ...... _,_. .... ___.,._~,_--.. - ............. -~ .. _.........------··-

Items Rank 
from --· .. ----rcent~rcrr---·"'tffiiTcr:-·-·---cert:r.:-·-·~··--~ .. -~ 

Interview Superin- Office Level ficated Sccre-
Instrument tondentE~ Admins. Admins. Staff taries 
--c-1"·---- -·-13 ____ ·--16. 5-··-~--22. 5--· ~-----r--· -3 :5-· 

C2 30 22.5 10.5 10.5 13 
C3 3.5 9 6.5 b.5 3.5 
C4 22.5 lb.5 )3.5 22.5 13 
C5 30 16.5 35 33.5 30 
C6 -8 27 22.5 3.5 22.5 
C7 22.5 16.5 30 22.5 30 

--s~~n~~ ·-~ --~~- -~~~;~~ 5 ~ -~~~:;·5 .. -l .~_?____---_ 115 .-~~ 
Critical Region == H?:: (9.49.) 

H ~ 3.39 



rrABLE 8 

KRUSKAL-WALLIS ONE-WAY ANALYSIS OF VARIANCE 
OF F'IVg GHOUPS PERCEPTIONS OF DESIRABLE 

ELEMENTS OF DECISION MAKING 
IN UNIFIED SCHOOL DISTRICTS 

72 

---------···---------.......... -..-~ .. ----.... -· .. -----~--.. ·-------·----------- ----------------------.. _,., _____ ........ , ___ _ 
Items Rank 
from --·· --··----ll'entral· - Buil._,d-. ...........,---certi--

Interview Su.perin- Office Level ficated 
Instrument tendents Admins. Admins. Staff 
--···ni ·---"23-:5- -Er:--5- --28- 23 . 5 

D2 23.5 14 18.5 6 
D3 6 29.5 15 16 
Dh 23 . 5 29. 5 23 . 5 HL 5 
D5 4 11.5 11.5 6 
D6 17 8.5 11.5 23.5 

Secre-­
taries 

23.5 
23.5 
1.5 
3 
1.5 

11.5 
- surri-'Or ~ ·-----~·----·- .. -· --··---+-·-------

Ranks 97.5 101.5 108 ----·-··J....---
Critical R.egion = H ~ (9.49) 

H :.:: 2. 40 

TABLE 9 

KRUSKAL-VTALLIS ONE-WAY ANALYSIS OF VARIANCE 
OF FIVE GROUPS PERCEPTIONS OF DESIRABLF.; 

ELEMENTS OF FEEDBACK IN COMMUNICATION 

=-~ft8-in~·;::::.::::::::=:.:::::::.:==.:::·..:::::::::-...:::::=:=.=:.::..:..:..:=~··=::::~~:u;_~-: .. -=~=~-:--:.-=..::::::::::=.:==-...::::::::--== 
from ··~-~---crent;·:ra:c--:s,_-trrcr:--~cortr:--------

Interview Superin-~ Office I..evel ficat.ed Secre·-
Instrument -t,enclents Adm:Lns. Admins. Staff taries 
-""""'"'""'"--'"',......,.._-.,....,. .. u~· .. .,........,_..,_........,.,.._......,.._._,_, . ....,,, .. -...,,..-. .,. .... .....,..~-....o-..._,....__.~ __ ,.,.......,...,_..., __ ..,_, •• _,,.-, _.,_.., _____ ··---·-

El 14.5 17.5 2 7 14.5 
E2 4 12 9.5 9.5 1 
E3 19.5 17.5 19.5 9.5 4 
E4 14.5 6 14.5 9.5 4 

-·--~---""'"71"""-·-· -------- ·-----·-·--·--··--· -·-·-~--~- -···-~--
SW11 of 
Hanks 52.5 53 L,.5.5 35.5 · 23.5 

Critical Hegion :::: Hi~·(9.49) 
H = 1~.55 
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The results of this statistical procedure revealed 

that the five groups interviewed did not differ significantly, 

at the .05 level, in their perceptions of the desirable 

elements of internal communication. Applying the irnplica-· 

tions of this finding to the construction of a model indicates 

that all elements which are included in the final model may 

be assigned approximately equal weight in the model·design. 

'l'e~tir:._~ .th~~25~m~s 

The assumptions stated in Chapter I were tested in part 

IV of the interview instrument. Test1ing these assumptions 

is not critical to the task of developing a model, but they 

are important in that they may lend additional information 

and support, to the final model. The size of the sample inter­

viev'i'Od i'ras selected primarily to validate desirable elements 

01':' internal cornnrurd.e;ation for possible inclusion iJ:Lto a model. 

A much larger random sample would be necessary if any of the 

conclusions relative to the assump·tions were to have external 

validity. 1'he next four sub-sections report the results of 

this portion of the investigation • 

. !~.?:~~2:~-2-~~~'Pl:.<?.Y.~~-s ~ .. 2'.~-.t-~.~~ _ .C2 .. f._ i !.!:_~:::_£~l_~_9..}2lmuni_~~~.;~~-C?..~. --­
The results of testing the first assumption "that internal 

communications in unified school diErLricts are generally 

poor1
' are presented :Ln Table 10. The findings indicate that 

2h per cent of the employees interviewed felt that internal 

cormnun:Lcations in their district were weak or poor. This 

falls short of the previously established 50 per cent level 



which was considered n,ecessary to validate the assumption. 

Fifteen per cent of the employee~:> interviewed thought inter~ 

nal communications were excellent. 'I'he maj or:L ty of the 

districts' employees, 61 per cent, reported they perceived 
' 

internal communications as adequate. 

TABLI~ 10 

FIVE GHOUPS RATINGS OF IN'l'ERNAL CmliMUNICATION 
WITHIN THEIR UNIFIED SCHOOL DISTHICTS (N==h1) 

_..........__~ ........ ~ ............... -~..__._._-...-~------.. -..... ·----........ ---·-----.... --- ~~-~~----~----...... ·-··-----_.,._...._~_..-... --·--
--~---~-c·ent:ra·f- -:SUfi~ -c er-t:r:" -~- ~ ·-· 

Super:Ln- Offic~: Level ficated Secre-
tendents Adm:Lns. Admins. Staff ta.ries To·t.als 

Grout~' 

Rat i. ng "1\!o·:~----%- -I:ro-.-"%-· "'"N"o:~-·-~0-l.ifo . -·%- No-. '}"a-- No • %~ 

Aa~quate 4 .10 4 .10 7 .17 6 .14 4 .10 25 .6L 
Weak 0 0 0 0 2 .05 0 0 1 .02 3 .07 
Poor . 0 0 0 0 2 1.05 5 .12 0 0 7 .17 

...,.._.,_,....,.,,.,~ ...... ~----,...__..,..__,,....,_, __ , ___ ,,_""'"'*'-................... __ ~ ... --.--.~--........... ,.. ___ .............. __ ..._. .. .._ --

~~~J2lc~.l~~2..~.~li_ng~-~E-~~~:?E....£..<?m~~I~!:ion~_.,£_~~~. -·-The 

second a.ssumption was 11 that. employees i1l unified school dis~-

tricts are often frustrated when poor internal commun:i..ca--

tion occurs." This assumption was tested by question three 

in part IV of the intervievv instrument. The results appear 

in 'I'able 11. 

Seventy-nine per cent of the employees interviewed felt 

frustrated when incidents of poor internal communication occur-

reel. These results support the second assumption since 50 

per cent vv-as the predetermined level needed for validation. 

The implication of' this finding Nould support the need for 

school personnel to str:i. vc~ for improved internal conmrunica~·· 

tion. 
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TABLE 11 

FIVE GROUPS HATINGS OF THEIR FEE1~INGS VVHEN INCIDENTS 
OF POOR INTERNAL CONIMUNICATION OCCURS 

IN SELECrl'ED SCHOOL DISTRICrrs (N=h1) 

.;..~---.... ---·----·--
--~----=---=_------~ro~_ps- __ ... --=.-= 

Superin·- Office Level ficated Secre-
t---· Central Build •J iJ 
...i~.}1dell:ts Admins. _Admi!l§_. _;?.t,afL <-ta.ri-.§JL. Totals 

~~~ponse No. % , ___ .E.9_~ L No. % ~ % .~.9..::_!_fl\Jo. % 
Under-·­
standing 1 .02 3 .07 2 .05 2 .05 l .02 9 .21 

Don't 
Care 

Frus-­
trated 

0 

5 

0 

.12 

0 0 0 0 0 0 0 0 0 0 

2 .05 10 .25 10 .25 5 .12 3 2 . 79 
·--~·-~---~---··---·--~·~------

J:J1~£_X~_.~!];Ce o_f __ ~.E,!;~}catio~!. .... P~.~~. --~'I'he third assump­

tion was that "good int,ernal communication does not just, hap-

pcn 1 but must be planned." Implicit in this assumption is 

that -v1hen communication is rated as poor~ there is usually 

the absence of such a plan. Questions one and two in part 

IV of the interviev-1 instrument v.;ere designed to test t.his 

assumption on the sample chosen. The data gathered from this 

portion of the instrument are reported in narrative form: 

1. Five, or 50 per cent, of the employees who rated 
communication as poor or vmak also reported the 
absence of a syE>tem or plan for communication 
1.v:L thin their districts. 

2. Five, or 50 per cent 9 of the employees lr.Jho rated 
communication poor or weak s·tated there vias a plan 
for communicating vli thin their school districts. 

3. Five per eent of the total sample, reported that 
although there was no plan for communication, they 
rated internal communication as adequate. 

The findings indicate, for the sample interviewed, poor 

communication usually indicates the lack of the existence o.f 
. I 
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a plan for internal communication. Therefore, assumptions 

three and four may be considered valid since they received 

the predetermined 50 per cent level of support. However, it 

is important to restate that these results should not be 

generalized to a population other than the sample interviewed. 

Assignment of primary responsibility for establishing 
-----...... ta ... ------~-__,~---.. ..._,..,..._.. ... ...__.. ... _________ _ 

_££~~f:>. fo,E_j._~~.!_~o~li~~_!-.io~. -~The final assumption 

to be tested by the interview instrwnent was "that the super-

intendant is primarily responsible for the quality of internal 

communication in a unified school district." 'rhe results of 

this question supported the assumption by naming the super­

intendent in 32, or 78 per cent, of the responses. Other 

responses listed by number and percentage answering w~re as 

follows: 

l. Princj_pa.1s -- 3 or 7% 
2. Assistant Superintendent 2 or 5% 
3. No Opinion 2 or 5% 

4. Local c. T. A. 1 or 2% 

5. Superintendentts Secretary 1 or ,.,% 
"- 0 

'I'he implication of this finding indicates that any 

model or plan fo:-c internal communication that is developed 

should be the superintendent's responsibility and should be 

monitored by his office. 

R~p.2E_t~!~?; -~he __ l!_r::?!E::::~~~_::;~ 

Part V of the interview instrument solici te'd unstruc-

tured respon:c.:>es from the interviewee regarding unique approaches 
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to internal communications and asked for suggestions to 

improve communication within their school districts. This 

section added considerably to the base of knowledge of the 

investigator and was a valuable part of the study. The find-

ings of this portion of the instrument are organized into 

five sub-sections. Each sub-~section lists the relevant 

observations of the groups intervie'I.Ared. Responses vvhich are 

preceded by an asterisk may be considered unique in that only 

one respondent reported using this approach. 

S~p_erinte~9-_en!-_~~~lct::!'ed .I-~~.P2_12.~~.~~. --Each super-· 

intendent interviewed expressed concern for the quali t,y of 

internal communications in his district. What follows is 

a list of their attempts to communicate within their dis-

trict, which may have relevance to model development in this 

area. 

1. Regular meetings with the administrative staf'i' 
which includes all building level and central 
office dis·trict administrators. These meetings 
are held on a monthly or semi--monthly basis. 

2. li'aculty~advisory committees which are elected by 
school facilities and meet with t,he superintendent 
approximately three times per year or when a crisis 
develops. 

3. Superintendent's newsletter which is disseminated 
to all district employees on a regular, usually 
'IW ekly, basis. 

I 

*l,. Principals are required to send tho superintendent 
a ttLook v.rhat' s happening .sheet" on a semi-monthly 
basis. This is a confidential professional memo 
to the superintendent vvhich advises him of· ( 1) 
progress toward district goals and objectives; (2) 
challenging situations; (3) special events coming 
up; and (4) professional and community service. 
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*5. Teacher conmmnication council which is composed 

of a teacher from each school and meets monthly with 
the superintendent.· Agenda items are presented 
by anyone on the council. The group is chaired by 
the council member \vho placed the i tern on the agenda. 
Items are phoned in to the superintendent's secre­
tary who makes up the agenda independently of the 
superintendent. 

6. Superintendent's visibility which is a planned 
program of fact·-to-face communication whereby 
the superintendent spends several days per month 
visiting the district schools. 

7. Superintendent's monthly meeting with representa­
tives of the district's classified employees. 

8. Superintendent teaches f5 to 10 days per year to 
maintain contact with classroom and demonstrate 
his interest in education and students. 

'l'his section has reported what superintendents state 

they are doing in the area of internal school district com-

munication. The eight points presented are not meant to be 

an all-inclusive list, but rather should be considered to be 

an accurate representation of relevant statements made in 

part V of the interview instrwnent. The observations of 

central office administrators are reported in the next sub·-

section. 

The -responses of central office adm:Lnistrators who were ran--

domly selected for the study to part V of the intervie\tf instru-

ment follow: 

1. Central office administrator sends memoranda to 
employees recognizing their good performance. 

-x-2. lVJ:aintenance advisory committee which is composed 
of one teacher from each building and which recom­
mends how priorities be assigned to district main­
temmce requests. 
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3. Central office administrator lunches at each school 

on a systematic basis to enhance face-to-face com­
munica·tion. 

h· Central office administrators share all memoranda 
received and sent. 'fhese are numbered and placed 
in a binder for future reference. 

5. Cafeteria employees meet three :times a year with 
appropriate central office administrator. 

6. Central office administrator responsible for ins·truc-· 
tion visits ~ach classroom in the district at least 
tv1ice a year. 

7. Central office distributes to each employee semi­
annually ·the following information via computer 
print~out: (1) salary placement; (2) acctmmlated 
sick leave; (3) total number of units; and (4) 
other miscellaneous personnel information. 

8. Central office publishes, posts 9 and circulates 
information regarding new positions to each dis­
trict employee. 

Pref:.~ented in this section has been a summary of the 

relevant ·unstructured responses of central office admini-

strators 1-vhen thE-y were asked to identify what they feel 

their district does that m~y be unique in the area of inter-

na1 cornmunicat,ion. Heported in the next sub--section are the 

responses of building level administrators. 

BuiJ.ding level adrnin:i.strators' unstructured responses.-·-·· 
-·~----·--... -· ..__ ...... ..._ ........... ,_ .............. .._<7~-.-..--·---- . ..--.. ... --. _,__.., ____ T.< ______ ..,. 

The random sample o.f building level administra·tors int(;r-

viewed included ten principals and tvm vice--p:cinc:i.pals. Fol-

lovving is a surninary o.f' their unstructured responses which 

have r·e1evance to the building of an internal comrnunic<;J:tions 

model. 

1. Building level administrator opens his office one 
hour before classes begin to encourage communica­
tion with teachers. 



2. 

*3. 

*t: ) •· 

6. 

EL 

*9. 
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Faculty meetings are all held before school begins 
to eliminate teacher absenteeism which normally 
occurred when meetings vJere held ·in the afternoon. 

Building level administrator organized a poker 
group of the other district principals which meets 
monthly. Prior to thq social activity, the group 
holds a brief business. meeting to en.courage hori­
zontal communication. 

Building level administrator records and distri­
butes minutes of all faculty meetings. 

Building level administrator mai.nta.ins a faculty 
council vvi th representa:tives chosen annually by 
the faculty. The function of' this council is to 
bring problems from the staff to the administrator. 

Building level administrator attempts to talk 9 
face to face~ wlth every staff member each day. 

New building level administrators are formally 
assigned a "big brother" to help them adjust to 
their new assignment. 

Every administrator in the district attends an 
administrative retreat at a rural camp f.or two 
to three dc:.iys. District program::> are explained 
and discussed. 

Building level administrators' wives meet v;ith the 
district superintendent who explains t .. o the spouses 
the demands of their husband's job and answers th.e 
wives' questions. 

'rhe preceding section listed a summary of the unstruc-

tured responses of building level administrators. The next 

sub--t'>ection reports the responses of the certificated staff. 

Q~~~:ifi~-~t~~~.!?aff' s .~nst:r:uc~~£.~~1s::~. ·-·qTwel ve 

classroorn teachers made up the random sample of the certifi-

cated staff which was interviewed. 1'he majority of the 

respondents dealt with the second part of the unstructured 

question 1vhich asked, "What v.rould you like t .. he district to do 

to improve internal communication?" (See interview· instrument, 



Appendix B.) This concentration on the latter portion of 

the unstructured question by the certificated staff may be 

explained by the fact that since teachers do not have admi.ni-

strative responsibilities, they are more apt to identify 

areas where improvement of internal communication is needed. 

A list of their relevant responses follows: 

1. Minimum school day for teacher discussions should 
be held monthly. 

-~2. The school secretary should be present at faculty 
meetings. 1'his would help internal communication. 

3. Certificated staff members should have more faculty 
meetings to re-evaluate district program. 

h. Certificated staff members in large schools sug­
gest,ed more int~r~~departmenta.l meetings to encour-­
age internal communication. 

5. Cert:Lficat,ed staff members would like more teacher 
visitation of other classrooms in the district so 
ideas could be exchanged. 

*6. 'l'eacher suggested that, the principal should systema­
tically (perhaps on the teacher's birthday) sit 
do-wn and "rap" with the teacher. 'l'his should be 
an informal, non-evaluative session. 

7. 'reacher complained of principal not putting import-­
ant communication in writing such as policy or 
procedural changes. 

*8. Teacher reported the principal should place a note 
informing the faculty of 'Tfvhat' s happening that day 
at the sign-in sheet. 

9. Certificated staff vrould like to see more of the 
cent:cal office administrators at the schools and 
in the classrooms. 

In the final sub-~secti.on t dealing with the unstructured 

responses of district employees, are reported the obBerva-

tions of secretaries. 



Se~eta:c~:.~~t!'_.UC'~d- :r:~or:.~~. ---Six secretaries 

were randomly selected for the study. The responses to the 

unstructured question ~r.rere brief. Two secretaries reported 

they couldn't think of anything that the district did that 

was unique or that needed to be improved in the area of 

internal communications. The brevity and lack of depth of 

the secretaries' responses may be explained by tb.e nature 

of their position. Loyalty and confidentiality are constantly 

stressed to most secretaries; therefore, they may have been 

reluctant to reveal their thoughts to an unknmvn inter--· 

viewer. 

One secretary did suggest an area where her district 

cou.ld improve. internal communication. She recommended that 

one secretary at the ccnt,ral office be responsible for calling 

all teacher substitutes each morning, rather than having 

each school secretary responsible for this task. The cur·-­

rent procedure was not working smoothly because three secre­

taries may call the same substitute, thus causing confusion 

and wasting time. 

The unstruc·tured responses of the employees interviewed 

have been pr;esented :Ln the preceding five sub~~sections. Six 

district superintendents and thirty .. -fi ve randomly selected 

district employees 1vere irrt.erviewed. The findings gathered 

through the interview instrument are summarized in the next 

section. 

~~~~~~--yf~_!-h~-· F~E£i ~J~g. 

Presented :l.n this chapter have been th(-:, findings of 
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investigation. Demographic data from the interview instru-

ment were analyzed, and it was determined that the subjects 

in·terviewed had considerable professional experience on 

which to base their opinions. It is further suggested that 

the study may have implications for the majority of California 

unified school districts because of the siz.e of the districts 

sampled. 

The desirable elements of internal COJmnunication that 

were identified through a review of the literature were 

further validated as desirable by a random sample of unified 

district employees interviewed in six selected school dis-

tricts. A Kruskal-Wallis one-way analysis of variance 

de-ter·mined thD.t the five groups intervievied did not differ 

significantly in their perceptions of the desirable elements 

of internal communication. 

Tho as.sumptiow3 that were stated in Chapter I were 

tested by the interview instrument. 'I'he first assumption 

"that internal communications in unified school distric~cs 

are generally poor" vms not supported. The Beconcl, third, 

fourt:,h, and fifth were supported by the data gathered through 

The final section of Chapter IV reported the unstruc-

tured responses of the forty-one employees; interviewed. 

Each group~s responses were presented. in narrative form and. 

only those ref3ponses which were relevant to the development 

of a model were reported. 

A model to elicit optim1.m1 int:,ernaJ. communications in 
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unified school district.s is presented in Chapter V. Also 

included in Chapter V are the su;•11mary and conclusions of 

the study and implications for furthGr research. 



CHAPTER V 

SUMMARY AND CONCLUSIONS OF THE STUDY 

This chapter Js organized into three sections. 'rhe model 

which has been developed to elicit optimum internal cormnunica­

tions in unified school districts is presented in ·the first 

section. Incorporated in this model are the conclusions of 

the study. In the second section of this chapter the study 

is summarized, and in .the final section recommendations fer 

further study are offered. 

£~."~!s.?~~1:.J~~--~~~~c_:~~:~ ... .9J2~ i~~l!E.~I..~~~.e r~. 
Communications in Unified 
--~<•Aiw-·--...... ~ .... --·-~-~.·,.._,-...-..---~· -·~----

School Districts 

Van Dalen emphasizes the importance of models in educa.-

tional research and urges t.hat mod~)ls which are developed 

should include aJ.J. the possible combinational interactions 

v~hich they are designed t.o portray. He reinforces his concern 

for accurate model development by stating, 

The failure of educat.ional research to contribute 
large, consistent bodies of kno\\rledge has· been due 9 in 
part, t to the lack of a model that concept1.1al:Lzes all the 
m.3..jor input elements and the combinational interaction 
of them that effect the major output elements of the educa­
t~:Lona1 process .1 

'I'able 12 vras develop·3d to ensur·e the inclusion of all 

possiblE~ comb1.nat1onal int.ero.ctionf:> in a model be satisfied. 

1 Debald B. Van Dalen, Understanding Educational Research: 
.t.·2!""'.:~.~!::!.?..~.~~,c:!:.~:.c::~: ( N CVJ Yo r L ~ j\il(~C~Fi.iw'-1Tf1T"1Jo-oR.--cOii'ip7iriy:~~-·--:r9'?~ry~·-r):·· h 5/.f • 
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TABLE 12 

MAJOH INPU'r COJVIPONENTS AND COi'®INAT'ION 
IN'l'ERACTIONS FOR AN OPTH'IUivl INTERNAL 

COr.'lMUNICA'l,IONS MODEL 

Major Components: 

1. Superintendents (S) 
2. Central Office Administrators (C) 
3. Building Level Adminif\trator·s (B) 
4. Certificated Staff (T} 
5. Secretaries (0) 

List of Combinat.:Lonal Interactions: 

.................... ~ ...... ...,....,.._,...., .. _ ..... _ ... b_~---... - ............ ---.. ---.---_.-............... _.,. _______ ~--·3..,. ............. ~----
Vlay! ~--·-·--·-2·-·---··~ .... ·--·-·:r·-···~-----·---4-:--~- ~~---·-~5-··-··--· 

... - ......... ., ........... __ ,....,., .... _ ................ ____ ..... ,_,,....,... ____ .... ,.,......__. ... --·-·--... ·---.. -~ .. . 
sc SCB SCBT SCBTO-
SB SC1' SCBO 
ST sco SBTO 
f>O STO SCTO 
CB S'l'B CB'J:'O 
CT SBO 
co CBT 
B'l' CBO 
BO B'l'O 
'1'0 O'l'C 
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Superintendent 

.· \ / 

'"'-.~----~<:..'---- ~.,:::;.r:;..,--, ~~' 
... .._ ............... ~'--... _ ~,....,....~ ~· ~ ................ 

~ ------ ~-. .............. -- ___,.,.,..,.,..~ 
'-............ .,-· ---...... _____ ..... ..--

----~-----..:::::::::,.~--------··-
Administrative Cabinet 

IncludeB Superi.nt.endent; 
and All Central Office 

Administrators 
l--~··--·-------·----·------------··--------4-Y-·ow __ _ 

Communication 
Facilitation 

Module 

LEGEND 

(fV (fj) @} Daily face-to-face communication 

·+·+-+··+-+ rrelephone 

--~~-·~--~ Written comrnunication 

MODEL NO'I'ES 
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1. Administ,rat;i ve cabinet meets weekly. Their primary tasks 
should be influenced by the desirable elements of decision 
making in Table 2. 

2. Written communication betvv(-JEm the superintendent and central 
office administrators should be numbered and kept in binders~ 
This eliminates duplieations·and contradictions in internal 
c01mnunieation. 

· 3. Cent:cal office administrators and superintendent should 
engage in uninterrup·ted. face---to-faee feedback and evalua­
tion at least once yearly. 

Fig. 7·---'J'wo--way combinational optimum internal communication 
model--superintendent and central office administrator. 



------coffimun:Cca -t:Con ___ _ 
FacLli tat ion 

Module 

LEGEND 

@@@ IvTonthly or semi---monthly face-to-face communication 

·+--1--1-J-· Telephone 

·-·-· Written communication 

MODEL NOTES 

1. Administrative council meets monthly or semi~-monthly. Thei.r 
primary tasks should be influenced by the desirable elements 
of communicat.ion in Table 2. 

2. Combination should have face--to.~face communication at. adrnini~· 
strative council meeting and during super:i.ntendenttB building 
visits .. 

3. · W:r·itten communications should include a superintendent's 
newsletter to building principal, and the building principaJ. 
should send the superintendent a "what's happening" memo­
randum on a monthly basis. 

h. Superintendent should meet annually, uninterrupted and face 
to faee vd.t,h each building level administrator for purposes 
of feedback and evalu~tion. 

5. All district administrators should attend an annual admini­
st,rative "retreat" where various items of district-wide 
concern are explored. Inservice vvorkshop on interpersonal 
relations may occur at this ti.me. 

Fig. 8-~·-'I'wo---vray combinational optimum internal eommuni.ca­
ti.on model .... -superintendent and building level administrator. 



~·1-+-+--l--f-+--1--f.-.t.-
~ 1-~ 

(S)@@@)@ Certificated 
Staff 

____.<~ 
·--..:::::::::::--·--· --- ___ .... -~ 

~ --·------------- ....------------ ---------. ---~..c;;..-···-··-

Teache:c 
Communication 

Committee 
---1 

·-c-on1municat.f0n­
Fac:Llitation 

Module 

LEGEND 

@ (..~ (~ Semi~ .. annual .face--to-face communication 
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-+--!--~·-{-+ Direct telephone communi.cat.ion after prior discussion 
with building level administrator 

-·~----~· - Written cornrnunication 

1. Teacher communication committee includes one elected teacher 
from each faculty. Meets monthly with the [.;uperintendent 
and any member can place items on the agenda. Faculties 
should be awan';> that this representative is their communi­
cation link ·with the superintendent. 

2. Desirable elements of upwards and downw~rds communication 
(Table 2) should be considered in the function of this model. 

3. Certificated staff should receive a newsletter or bulletin 
on a ret:,ular basis from tr.te superintendent. 

L~. Superintendent should be visible by making periodic school 
visits and appearing at functions that involve large numbers 
of the certificated staff. 

Fig. 9--Tw'O-way combinational optim'um internal commun:Lca.,~ 
tion model--superintendent and certificated staff. 
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Superintendent Classified 
Staff 

®Q) ClD 

®C0® 

LEGEND 

Annual faCEl-to-~face communication \"li t.h the majority 
of the classified staff 

Daily face-to-face communication with superintend­
ent's secretary and key classified personnel such as 
business manager 

~+-4-··+-+- Direct telephone communication after prior discussion 
with intermediate supervisors 

_ ....... ._.. .... -~- ... 1tJrj_ t.~ten comrn1J.11:Lca.t,iorl 

Iv'iODEL NOTES 

1. Superintendent should be visible to classified staff on a 
periodic basis. 

2. Classified staff should receive superintendent's newsletter 
o:c· bulletin. 

3. Super:i.ntendent slwu.ld E>ol:i.ci t communications fi'om 'the clas-­
sif:Led staff via intermediate supervisors. 

Fig. 1.0-< .. 'rvm~way combinational optimum internal communica-· 
tion rnodel·~-superintenclent and c1assi.fif~d staff. 



Central 
Administrator 

Building I,evel 
Administrator 

-- ·~'-- ---...._ __ ... _ ... _ ... _---....~_____.~-

I,J~;GEND 
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@ 00)@ Monthly or semi-monthly face-to-face commm1ication 

+-·l-+-+-1- Direct telephone communication 

-------.-- Written communication 

MODEL NOTES 

1. Centrr-11 office administrator should be visible at schools 
.for lunches 1 meetings, and classroom visit.s when appropriate. 

2. Written communication should be acknovJledged and acted on 
prompt,ly. 

3 .. Cent,ral office adm:i.nistrator and building level adminj.strator 
should have one uninterrupted feedback and evaluation session 
annually. 

4. Central office administrator should recognize good building 
level administrative performance, preferably in ·writing. 

F'ig. 11~··-'l'wo-way combinational optimum internal communi­
cation model~-central office and building level administrators. 
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,...oJ···--"''''" ........ 

Central Office 
Administrator 

LEGEND 

Certificated 
Staff 

@) {§.) {§) Semi-annual face·--tO·-face communication 
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+-+·+-··t-·r· 'I'elephone communication after prior discussion with 
building level administrators 

··-·-----·- Written communication 

IVIO DEL NOTES 

1. Vlritten communicCJ.tion from central office administra:tors to 
certif:Lcated staff should include personnel information 
such as district job openings, salary, and sick leave status. 

2. Central office administrator should visit classrooms and. be 
visible at schools on a periodic basis. During these visits 
he should be aware of anxiety his status might cause. 

3. Central office administrator and building level principal 
should. coordinate their communication with the certificated 
st;aff. 

Fig. 12·-·-Two.-way combinational opt~imum internal communi­
cat,ion moclel····-centrC:ll office administrators and certificated :::;ta.ff. 



Maintenance 
Advisory 
Council 

··--~ .. ---... ~- ..... -----.. -· __ .,.,.._~.._, ___ ~ ... .._-·-.. ~H .... _.._ • .., __ ,... .. 

Communication 
Facilitation 

Module 

LEGEND 

QD (0) @) Semi-annual face--to-face communication 

-f-~-1--+··+ Telephone communication after prior discussion with 
building level administrators 

·--·-·---- \'J:citten commun:i.cation 

MODEL NOTES 

1. Written communication from central office administrators to 
classified staff should include personnel information such 
as district job openings Y salary, and sick leave sta·tus. 

2. TJia:i.ntenance advisory counc:LJ. membership. consists of cori~i·~ 
ficated staff from each building, key classified personnel, 
and designated central office administrator. Their task is 
to establish priorities for district maintenance requests. 
This council is based on the principle calling for the inclu­
sion of all personnel affected in the decision making process. 

3. Classified staff heads (e.g. the transportation supervisor) 
meet annually wlth appropriate central office administrator 
for the purpose of uninterrupted feedback and evaluation. 

h. Central office administrator should usE:. appropriate words 
and :Language when communicating with the classified staff. 

Fig. 13-.. ·~Two--way combinational optimum internal communica-· 
tion model--central office administrators and classified person­
nel~ 



Building Level 
Administrator 

Certificated 
Staff 

~-............... ~-----_... 
-~~ . ...__......., .. ____ -------=:...-:::::-:~__::--

. ~~~ .. --~:::::-~~: __ _ 
Faculty Councils~ 
, Committees and 

::::==:=:-~~-:~.~in~s _::-::::::::::: 
Communication 
Facilitation 

Module ,.,.._ .•. ._.,.,.,..... __ ........... -.~-·__.,--, 
LEGEND 

or ;;) 

@~)~) Daily face-to--face communica·tions with building's 
certificated personnel 

Written communications 

TviODEL NOTES 

1. Building level administrator should distribute minutes of 
all faculty meetings to all involved. 

2. Faculty meetings should take place periodically (usually 
every two weeks). 

3. Major decisions made at meeting should be reaffirmed in 
vriting and involve all those affected in the decision 
making process. 

h. Written communication should be followed up personally. 

5. Each building should have a verbal or written plan to deal 
with :-clmlor o:c distortion. 

6. Building level administrator and each member of the certi­
ficated staff should have a minimum of three uninterrupted 
conferencer:.:; each year for the purpose of evaluation and feed­
back. 

7. The building administrator should attend faculty social 
functions lr.fhen invited. 

Fig. llr·~-.'l""m--way combinational optimum internal communi­
cation modeJ. .. , ... bu:ilding level administrator and cert,ificated 
staff. 
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®®@) Daily face--to-face comnnmication -with building's 
classified personnel 

+-t-t-·-1-+ rrelephone communication 

.. -.. -·-·-- Vtlri tt.er1 commu11icatj.on 

IViODEL NOTES 

1. Building secretary should be invited to attend any faculty 
meetings 1tJhich may have implications for her ,job. 

2. Written communication should be follo-wed up personally. 

3. All classified personnel affected by a decision should be 
involved in the decision making process. 

h. Building administrator should hold periodic informal meet­
ings with groups of clc.u;s:Lfied employee::;~ e. g. cafeteria 
workersy custodians, etc. 

5. Building administrator should have a minimwn of one uninter­
rupted face-t~o-face conference v-.Jith each classified employee 
for the purpose of evaluation and feedback. 

6. Building administrator should recognize good employee per­
formance, preferably in writing. 

Fig. 15--···T'HO-~vm.y combinational optimum internal communi ca .... ". 
tion. model--·--lmilding level administ,rator and classified. staff. 
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1. Tb.e building ad.min:i.strator is responsible for coordinating 
the work of the classified staff; therefore, the certifi­
cated staff should first make their needs and requests 
knmvn to him. 

2. Written communication should be limited to thank you notes 
and occo.sional minor requests. 

3. The duties of the building secretary should be clearly 
defined to the certificated staff. 

}i'ig. J.6 ....... T·vro-way combinational optimum internal communi-
cation model--certificated and classified staff. 
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The term classified employees replaced secretaries in 

the final model to assure the inclusion of all district employ·­

ees in the model. The change is minor and had no ~ignificant 

effect in the model's development. Figure 17, which illustrates 

bypass loops, was necessary since both the literature and inter­

yievrs indicated the necessity for such a channel. Figure 18 

illustrates the combinational interactions from colmnn five in 

Table 12. Figures 17 and 18 iJ.lus·trate a cornmuni.cat:Lon network 

and should not be considered as a chart -v;hich indicates a parti­

cular hierarchical order. C01mmmication facilitation modules is 

the name assigned to the various district organizational com­

mittees which faciJ.i tate optimtun communication within the school 

district. 

The model i.s designed so that each figure is self-· 

explan8.t.ory ~ This technique will allow thG model t,o be used 

quickly and practically. For e:x:amp1e ~ a superintendent may vrant 

to su.ggest 1,-,rays of improving communication betv.reen build:i.ng 

level administrators and the certificated staff. The sl~erintend­

ent may refer to Figure 1.h to assess if all the cormnunica:tion 

channels to elicit optimum internal communication are being used. 

H(:~ thc~n may J.ook to the model notes for seven suggestions to 

improve communications between the two groups~ 

A diagrammat:i.c symbolic model has been present,ed to elicit 

optimum :Lnt0.rnal communication in unified school districts. The 

next section summarizes the. procedures 1vhich were followed to 

develop this model. 

.0.::-E~E..~~·TY _.£!.~~h~:~--~~~~~r 
Chapter I presented the problem that often it is the 
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case unified school districts do not have optimwn internal 

communication. The importance of good communication and the 

need for developing a conceptual framework or model for school 

district internal communication was documented. The study 

was limited to unified school districts in California with 

an average daily attendance of 1,000 to 12,000 students. 

Assumptions were stated and terms to be used in the study were 

defined and may be found in Chapter I. 

Chapter II presented an indepth review of the litera­

ture relevant to the study. Research from the disciplines 

of communication and school administration were reported in 

four major sections of this chapter. The four sections were: 

(1) concepts and charact,eristics of communication; (2) organi·­

zationa1 comm.unication; (3) desirable elements of internal 

eommunicat:.ion; and (4.) nature and function of models. This 

indepth reviev1 was necessary to provide the investigator with 

a sound theoretical framework from which a practical model 

could evolve. 

Chapter III presented the procedures of the research. 

'I'ho interview was the principle instrument used for collecting 

data for this stu.dy. An interviev·r instrument was developed 

to ascertain if the desirable elements of internal communica-· 

tion that were identified in Chapter II were perceived as 

desirable by employees in unified school districts. The inter­

vievJ instrument alr:;o included a section soliciting uns.tructurecl 

responses from the interviewees. The primary objective of 

these unstructured responses was to identify techniques and 
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practices that were unique in internal school district com­

munication. 

F'ive groups were in the sample interviewed. These groups 

were: (1) Superintendents; (2) Central Office Administrators; 

(3) Building Level Administrators; (h) Certificated Staff; 

and ( 5) Secretaries. A total of forty--one employeeB from 

six selected school districts were interviewed. All employees, 

11'/i th the exception of the superintendent, were selected ran­

domly. The sample was also asked to validate the five assmnp­

tions that were stated in Chapter I. 

The data gathered from the interview instrument were 

treated in three ways. Per.centage tables were used. to analyzf~ 

the data and a Kruskal-Wallis one--way analysis of variance 

v1as utiliz;ed. The purpose of the analysis of variance was to 

determine if the five groups significantly differed in their 

perceptions of the desirable elements of internal communica-· 

tions. The third method of analysis was to presen·t in narra­

tive form the results of particular sections of the interview 

instrument. 

'I'he finp.ings of th.e study were reported in Chapter IV. 

An analys:LE> of sample information indicated the sample inter-­

vie·wed worked an average of 5. 23 years j_n their school dis­

t,riet. A percente.ge analysis of t.he desirable elements of 

internal communication resulted in all tv;enty--nine elements 

receiving the 7:5 per· cent necessary for validation and possible· 

incluf.don in the final model. A Kruskal-Wallis one.-v.Jay analy-­

.si..s of varicmce indicated that the five groups interviewed did 
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not differ significantly in their perceptions of desirable 

elements of communication. Four of the five assumptions 

stated in Chapter I were d~emed valid by 50 per cent of the 

sample interviewed. Chapter IV was concluded with a report 

of the unstructured responses in narrative form. An analysis 

of these unstructured responses revealed a number of unique 

and interesting practices in school district internal communi-

cations. 

Chapter V presented a model to elicit optimum internal 

communications in unified school districts. The final section 

of this study offers recommendations for further study • 

. ~~ c_?._l~~:~~;~.i ~~-I~~~.~_:!E~.E._§.t u?y 

F'i ve recommendations for further study are presented 

in this section. 

1. 

') 

It is recommended the model developed in 
be tested in a unified school district. 
outlined suggested procedure for testing 
follows: 

this study 
One br:iefly 
the model 

(1) Assess the quality of a district's internal 
communication 111/i.th a carefully designed instru·­
ment such as Clemerts Communication Appraisal 
In~:_;trument. 2 -

(2) Introduce the communication model to the school 
dif::;trict employees via inservice vvorkshop~:; or 
district meetings. Monitor the implementation 
of th() model~ 

(3) After a period of time, re-assess internal com­
munication with t,he same instrument that was 
used in f:-Jtep number one and :r·eport the results. 

'·r:lwin Faye Clemer 1 "Communications within School Dis-
tricts" ( unpublit>hed Ed. D. dissertation, University of Southern 
CalifoTn:i.a~ 1966). 
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2. It is recommended the model be modified and altered 
as it is put into use. Knezevich states 9 "Useful 
and accurate models of any aspect of education~l 
administration will take many years to evolve as 
an imperfect model is modified or merged with 
others to describe and explain or predict the same 
thing. n3 

3. It is recommended further models be developed to 
illustrate the functions of the communication 
facilitation modules developed in this study. 

4. It is recommended that a model for internal com­
munication be developed for large urban districts; 
those 1.vi.t,h an average daily attendance of over 
20f000 pupils. 

5. It is reco~nended that new, creative 9 and entirely 
d:Lfferen.t communication models for school dis·­
tricts be developed. Optimum conununication is vital 
if good education is to occur. Bross concurs 'rvith 
this reco@nendation when he writes 9 "Few scientists 
are so fortunate or so clever as to devise a use­
ful model on the first attempt."4 

3 Sephen tT. Kne::je\d.ch P Administration of Public Education 
(Nev-r York: Harper and How, I9b<Jr;~-~j)-.-:,~zg-. ··-·-·---··--~----··-·-~-----

4:r· . B D . f D . . (N Y k M M"Jl rwJ .. n ross~ eslgn ·or ecJ.s:LOn . evv . or. : . c J. _ an 
and Company, 1953), p-:-11fz;----~·-·-·--·--·-



APPgNDIX A 

105 



106 

MAXIMIZATION OF COMMUNICATIONS MODEL 

/.[-~~ 
Output.s from Sclrool 

District • 

·1. Scr\'ice Av:;uds 
2. free J'a~·~es to Rc· 

fired Residents s: .Continuing· (Adult) 
1-:duotion · 

4. Public 5cn"icc rro· 
gr<l!IIS 

. 5. Speaker's JJure:tu 
6. Rmnor Clinic 

· 7. Ro=~dio l'ro~ram~ 
S. Stt:r. Ahead Lr:tttrs 
9. Hudding ~eh·skucrs 

10. :r-.:cl\·spapcr J•ut,licity 
!1. Monthly House Or· 

g:m (Lnv·l'orl 
Neo!s) 

1?.. ·Adult Rcnc."ltion 
l'n,,..rarm 

13. Famil}· Recreation 
J' ro~.ra m s 

11. Mctli:.tl'rcscnt~tions 
·l!.i. Citi1.ens Srud)' Com· 

mittccs 

lnputJ lo Sr:Jroo/ 
District 

1. Auitudin:~! Surveys 
2. Speaker·~ I:ur~·:.\u 
3. ltumor Clinic 
4. Athletic Jloo~tcr.s · 
5. Music Boosters 
6.· P:~rcnt·Tcachcr 

· As~ochtions 
7. Resident \'olun· 

tccrs 
8. Cit;zcns Study 

ComrnittC(!S 

Outf,uts {ro111 Admi:zislrt1~io11 

l. Admini~!r:~iors S11bstitutc Teach 
2. Admiui>tr<>.tors \'isit Cl:ts,cs 

/y'-T_£_A._c_,_n_:-:_c_s_l_.A_r_F_.~ 

Outf,uts-!fom noard inputs to noard ~md 
one! Adruiuistralioll · Admini.st1·atio11 

l. Studv Comm itt ct."> 
:l. C!;l!i-,'mom \'i$ita· 

lions from Ad· 
ministration 

3. P.A.C. ~lectings 
(I'rofcssion::tl 

. Advancement 
· · Comrniucc) 

. <. Vi~itations to 
Other Iuno;·ativc 
Districts-Feed· 
back 

· 5. Staff Mcdings 
6. In-service Cour;;c 

Offcrinp 
7. Orientation l'ro· 

gr;~ms 

S. lloard·Tcachcr· 
. Admini>tralor 

\\'ot ks!iop 
9. All.Adrninist ra to'C':'i 

. Assir,ncd K· 1?, 
Coordin;.lin:: 
Roles ~ 

·1. Swd y Committees­
Superintendent's 
Instructional Coun· 
cil :and Others 

2. P.A.C.-The Tc:::chcrs 
Association meets 
monthlywirh the 
Supcrintt:Ht!cm o( 
Schools • 

3.' Visit:.ttion to Othc• 
lnnovatirc Districts 
-Fccclb:~ck. • 

4; Starr Mcctinh$ 
5. ln·Scrdce Course 

Ofi'crinc's 
6. Instruct io~1a llloard 

M<"ctings 
'l. noard-Tc:tdu:r·Arl. 

miuistrator \\'ork· 
shops 

lnpttts lo .r1dministratirm 

1. Student Auiruilioal Suncys 
2. Stud)· Committees 
3. Student Sen:ttt:s 

· 4. Di:tlo~;uc with Supcrintcncknt on One· 
Hour \'isits T\,·icc l'cr \\'cc-k 

.r.. lJialoc:u~:.- \dth JJi~trict Ombm.lsman 
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TUBB'S INTERPERSONAL C0~1MUNICATION MODEL 

:~!"'rom Barker and Kibler, ?peech Connnunica ti·on Behavior. 



109 

BARNLUND'S.INTERPERSONAL COMMUNICATION ~ODEL 

ll!sson 

p -Person 
D -Decoding 

E .. - Eneocing 

Cru. -Public cues 

:r,rom Sereno and Mortensen, Foundat~ons .of Communications 
... Pl~~_y. 



SHANNON AND WEAVER'S INFORMATION-PROCESSING MODEL 
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From Barker and ~ibler, Speech Communication Behavior. 
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PART I 

INTERVIEW INSTRUMENT 

EXPLANATION OF THE PURPOSE OF THE 

INTERVIEW TO THE RESPONDENT 

112 

The follm·Ting explanation will be related to all subjects in 

the sample: 

I am working on a doctoral dissertation at the University of 

the Pacific. The ultimate goal of my research is to develop a 

model for internal communication in-unified school districts. 

For the purpose of this study I have grouped questions concern­

ing internal communications into five areas. These areas are:' 

decision making, up\'l'ard communication, downward communication, 

horizontal communication, and feedback. During the course of the 

interview, please don't hesitate to ask questions, especially if 

you need clarification of any of the terms used. 

The last section of the interview will ask a few questions re­

garding the status of communication v-ri thi.n your district. Please 

be assured that your replies vvill be held in strict confidence. The 

quality.of this study is dependent on the honesty of the responses 

received from the people interviewed. 

Do you have any questions? 

PART II 

1. Name: 2. Date of interview: 

3. How long in present position: ·----
h. Hmv ·long with unified district: ______ . _______ ...,__,;__ __ 

5. Name of unified district: 
--------~------- ----·-----

6. A.D.A. of district: 7. No. ·employed by district: ________ _ 

. . 



PART III VALIDATION OF DESIRABt,E ELEMENTS 

OF INTERNAL COMMUNICATIONS 
113 

·A. Horizontal Communication (Communication between employees at the 
same level within an organization. Give examples~) 

1. If a serious disagreement oc­
curs at the horizontal level, 
do you feel the use of an im­
partial third party to mediate 
is 

2. At the horizontal level, face 
to face communication is 

3. Loyalty within a horizontal 
·group is 

Essen­
-uar 
~ 

1 

1 

1 

4. Each employee at the horizon- 1 
tal level should see his role 
in relation to the total school 

. district. For good internal 
communication th:i..s is 

5. Periodic inservice workshops 
on improving interpersonal 
relations are 

1 

Desir­
a6le 
--:r-

2 

2 

2 

2 

2 

No 
OpTiiion --; -

3 

3 

3 

3 

Unim­
portant 

!i 
4 

4 

4 

4 

B. Upwards Communication (Communication with employees above you in 
the unified school district st.ructure. Give examples. ) 

1. For all employees to be aware of 1 
channels and proper methods 
of communicating vri th indi vict­
uals above them in the hier­
archy is 

2. The attendance of the admini- 1 
strator at social functions to 
show he is a "human being" is 

3. Administrators seeking ~dvice 1 
from staff members i.s 

4. For individuals above you in 1 
the organization to act promptly 
and acknowledge communications 
received from you is 

5. Developing methods whereby the l 
"chain of command" may be by­
passed is 

2 

2 

2 

2 

2 

3 4 

3 4 

3 

3 4 

3 



6. Non-judgmental action by 
administrators when first re­
ceiving an idea from an em­
ployee is 

?. Uninterrupted and face to face 
upv.rard communication free from 
distractions is 

Essen­
tial ,-

1 

1 

Desir­
'"a131.e 
~ 

2 

2. 

No 
Opinion 

1 
3 

3 
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Unim­

po:rt.arit 
£ 
4 

4 

C. Dowmvards Communication (Communication that comes from higher . 
echelons in the district and travels down through the organization.) 

1. Supplementing written communi- 1 
cation with face to face con­
ferences and meetings is 

2. Developing a plan to deal with 1 
rumors and distortion is 

3. Following up written communica- 1 
tion personally is 

4. Praising and encouraging em- 1 
ployees through dovmward com­
munication is 

5. Informing each employee of 1 
what is expected and required 
is 

6. Using· appreciative words and 1 
language :i.n communicating with 
employees is 

7. For the administrator to be aware 1 
of the anxiety that his status 
may cause is 

2 

2 

2 

2 

2 

2 

2 

3 4 

3 4. 

3 4 

3 4 

3 4 

3 4 

3 4 

D. Decisj.~on Making (The process by \vhich the school district adopts 
various polic~es or procedures.) 

1. Establishing channels and pro­
cedures for decision making is 

2. Recognizing, defining, and 
limiting problems is 

3• The continuous evaluation of 
decisions is 

4. Establishing special communi­
cation channels for emergen­
cies and delicate personnel 
matters is 

1 

1 

l 

1 

2 3 4 

2 3 4 

2 3 4 

2 3 4 



5. Communicating decisions in 
writing after they are made is 

6. Inclusion of all personnel af­
fected by a decision in the 
de6ision making process is 

Essen­
tial· ,---
1 

1 

Desir­
able 
~ 

2 

2 

No 
Opinion 

3 

:3 
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Un:i.m­

p"Cirtant 4 . 

4 

4 

E. Feedback (The process of checking one's own effectiveness by re­
ceiving messages from other employees within the district.) 

1. Formally recognizing good 
employee performance is 

2. Providing feedback at a face 
to face level is 

1 

1 

3. For each employee to receive feed.l 
back on his performance is 

4. Feedback received in the man­
ner of formal and informal 
evaluation is 

1 

2 4 

2 4 

2 4 

2 3 4 

The next section deals vnth your feelings regarding communications 
within your school district. 

PART IV -- VALIDATION OF ASSUfvTPTIONS 

1. How would you rate internal communications within your school 
district? 

Excellent Adequate Poor Weak 

2. Do you have a system or pla~ either verbal or written, for com­
municating within your organization? 

Yes No 

3. If incidents of poor internal communica-tion occur, hovr do you feel? 

Understanding Donrt Care Frustrated 

4. What individual in your school district should have the primary 
responsibility for establishing channels for internal communica-~ 
tion? 

-----------··-·-·--·---------------~-----



PART V -- UNSTRUCTURED RESPONSE 116 

As you can see, I am attempting to identify desirable elements of 

internal communications in unified school districts. What do you 

feel that your district does in this area that is unique, or \-.rhat 

would you like the district to do to improve internal communication. 

---·------ ------·-------------
------------------------------------------------------------------·-------

----· ····----·--·-· ------- ---------·-
---------------------------· --

---·-----~----

------------------------~----------------------------------

·------·--·-"--
----··---~ .. --.. -----------------------·--_ ... - .................. _._,...,.. _______ . ___ . ---·--.---

·-------···-'-·-·---
---·-·-·-----·--· --------·--------------

-------·~--... ~--------.,._..-~----------- "'----·· ... ---
-·-·~-·----·----·---·-···-·-----------·~--------- -------· 
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~~~S~ OF SELEC_TED SCHOOL DISTRICTS 

Elk Grove Unified School District 
Elk Grove, California 95624 

Lincoln Unified School District 
1956 Stanton Way 
Stockton, California 95207 

Linden Unified School District 
P. 0. Box 538 
Linden, California 95236 

Lodi Unified School District 
815 ~lest Lockeford Street 
Lodi, California 95240 

Manteca Unified School District 
P. 0. Box 32 
Manteca, California 95336 

Ripon Unified School District 
301 North Acacia Avenue 
Ripon, California 95366 
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January 7, 1973 

Glenn R. Houde, Superintendent 
Elk Grove Unified School Distric~ 
Elk Grove, California 95624 

Dear Mr. Houde: 

I am a doctoral candidate, on leave from admini­
strative duties in Lodi Unified School District, 
at the University of the Pacific. Dr. Roger 
Reimer, in the Department of Educa.tional Admini­
stration, is my major advisor and chairman of my 
dissertation committee. 

The purpose of my dissertation is to develop a 
model for internal communications in unified school 
districts, and I would like to interview you re­
garding this subject. The' interview shouldn 1 t 
extend beyond one hour. Within the next t\'lO 
'\'leeks, I plan to call your office to arrange for 
an appointment. 

If you are unable to participate in this study, 
please call me at the School of Education 946-2580 
or at home (209) 369-4024. Thank you in advance 
for your consideration. 

Sincerely, 

Harry \veinberg 
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January 7, 1973 

. Willard T. Hancock, Superintendent 
Lincoln Unified School District 
1956 Stanton Way 
Stockton, California 95207 

Dear Mr. Hancock: 

I am a doctoral candidate, on leave from admini­
strative duties iri Lodi Unified School District, 
at the University of the Pacific. Dr. Roger 
Reimer, in the Department of Educational Admini­
stration, is my major advisor and chairman of my 
dissertation committee. 

The purpose of my dissertation is to develop a 
model for internal communications in unified school 
districts, and I would like to interview you re­
garding this subject. The interview shouldn't 
extend beyond one hour. Within the next two 
weeks, I plan to call your office to arrange for 
an appointment. 

If you are unable to participate in this study, 
please call me at the School of Education 946-2580 
or at home 369-l~024.. Thank you in advance for your 
considerat:i.on. 

Sincerely, 

Harry Vleinberg 
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January 7, 1973 

Jack L. Molini, Superintendent. 
Linden Unified School District 
P. 0. Box 538 
Linden, California 95236 

Dear rtf.. I•1olini: 

I am a doctoral candidate, on leave from admini­
strative duties in Lodi Unified School District, 
at the University of the Pacific. Dr. Roger 
Reimer, in the Department of Educational Admini­
stration, is my major advisor and chairman of my 
dissertation committee. 

The purpose of my dissertat.:.i.on is to develop a mod.el 
for internal communications in unified school 
districts, and I v'lould like to intervie\·,r you re­
garding this subject, 'I'he i.nterview shouldn't 
extend beyond one hour. V.Ji thin the next two weeks, 
I plan to call your office to arrange for an 
appointment. 

If you are unable to participate in this study, 
please call me at the School of Education 946-2580 
or at home (209) 369-4024. Thank you in advance for 
your considerat:i.on. 

Sincerely, 

Harry Weinberg 
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January 7, 1973 

Raymond M. Jansen, Superintendent 
Lodi Unified School District 
815 West Lockeford Street 
Lodi, California 95240 

Dear Mr. Jansen: 

I am a doctoral candidate, on leave from admini­
strative duties in Lodi Unified School District, 
at the University of the ~acific. Dr. Roger 
Reimer, in the Department of Educational Admini­
stration, is my major advisor and chairman of my 
dissertation committee. 

The purpose of my dissertation is to develop a model 
for internal communications in unified school 
districts, and I would like to interview you re­
garding this subject. The intervie\'1 shouldn't 
extend beyond one hour. Within the next two 
weeks, I plan to call your offj_ce to arrange for 
an appointment. 

If you are unable to participate in this study, . 
please call me at the School of Education 946-2580 
or at home 369-402Iy. Thank you in advance for your 
consideration. · 

Sincerely, 

Harry Weinberg 
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January e, 1973 

Richard J. Cherry, Superintendent 
Manteca Unified School District 
Post Office Box 32 
Manteca, California 95336. 

Dear Mr. Cherry: 

I am a doctoral candidate, on leave from admini­
strative duties in Lodi Unified School District, 
at the University of the Pacific. Dr. Roger 
Reimer, in the Department of Educational Admini­
strfition, is my major advisor and chairman of my 
di.ssertation committee. 

The purpose of my dissertation is to develop a model 
for internal communications in unified school 
d:i.stricts, and I i<Tould like to interview you re­
garding this subject. The :l.nterview shouldn't 
extend beyond one hour. Within the next tvlO 
\teeks, I plan to call your off:i.ce to arrange for 
an appointment. 
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If you are unable to participate in t.his study, 
please call me at the School of Education 946-25g0 
or at home (209) 369-4.02h. Thank you in advance for your 
conslderation .. 

Sincerely, 

Harry Weinberg 



January 71 1973 

tToseph C. O'Leary, Superintendent 
Ripon Unified School District 
301 North Acacia Avenue 
Ripon, California 95366 

Dear rJir. 0' Leary: 

I am a doctoral candidate, on leave from admini­
strative duties in Lodi Unified School District, 
at the University of the Pacific. Dr. Roger 
Reimer, in the Department of Educational Admini­
stration, is my major advisor and chairman of my 
dissertation committeeo 

The purpose of my dissertation is to develop a model 
for internal communications in unified school 
dist.ricts, and I would like to interviev: you re­
gardinc:; this subject. The interview shouldn't 
extend beyond one hour. Within the next two 
weeks, I plan to call your office to arrange for 
an appointment. 

If you are unable to participate in this study, 
please call me at the School of Education 946-25$0 
or at home (209) 369-4024. Thank you in advance for 
your consideration. 

Sincerely, 

Harry \1leinberg 
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Dr. Glenn Houde 
Superintendent 

February 13, 1973 

Elk Grove Unified School District 
Elk Grove Boulevard 
Elk Grove, California 95624 

Dear Dr. Houde: 
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This is to inform you that I have finished interview­
ing six employees in your Dlstrict regarding my study of 
internal co~~unications. 

Please accept my sincere thanks for your excellent 
cooperation and also for the many insights I gained in tho 
time we spent together. Also appreciated was the cooper­
ation of your staff. Every empl<lyee with whom I spoke -v1as 
most gracious and receptive to my project. 

My visit 'Vli th Dr. Smith of the Personnel Office \!!as 
enlightening, and the many efforts hia office makes to keep 
District employees informed is commendable. 

At the conclusion of my study, I plan to send you an 
abstract of the reports findings. Thank you again for your 
time and cooperation. 

m'l 
rob 

Sincerely, 

Harry Heinberg 
School of Education 



February 13, 1973 

~~. Tod A. Anton 
District Superintendent 
Lincoln Unified School District 
1956 Stanton l'lay 
Stockton, California 95207 

Dear Mr • An ton : 
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This is to inform you that I have finished interview­
ing six employees in your District regarding my study of 
internal conmmnica t.ions. 

Pleast..1 accept my sincere thanks for your excellent 
cooperation and also for the many insights I gained in the 
time '\'1e ·spent together. Also appreciated \'las the coopera­
tion of your staff. .E .. .rery employee with whom I spoke \vas 
most g1:acious and receptive to my project. 

At the conclusion of my study, I plan to send you an 
abst.ract, of the reports findings. Thank you again for your 
time and cooperation. 

:mv 
rob 

Sincerely, 

Harry Wei.nberg 
School of Education 



' 

Mr. Jack L~ ~blini 
Superintendent 

February 13, 1973 

Linden Unified School District 
P. 0. Box 538 
Linden, California 95236 

Dear Hr. Molini; 

127 

This is to inform you that I have finished intervie-t·l­
ing six employees in your District regarding my study of 
internal communications. 

Plea~e accept my sincere thanks for your excellent 
cooperation and also for the many insights I gained in the 
time 'VJe spent together. Also appreciated ~las the coop­
erat'lon of your staff. Every employee with whom I spoke 
was most g·racious and receptive t.o my project. 

1\t the conclusion of my s·tudy, I plan to send you an 
abstract of the reports findings. 'l'hank you again for 
you:r.· time and cooperation. 

Sincerely, 

Harry ~·Jeinberg 
School of Education 



Hr. Ray H. Jansen 
Superintendent 

February 13, 1973 

Lodi Unified School District 
815 'Nest Lockeford Street 
Lodi, California 95240 

Dear,Hr. Jansen: 
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'l'hls is to inform you that I have finished interview­
ing six employees in your Distrj.ct regarding my study of 
int.ernal corJJnunications. 

Please accept my sincere tha.nks for your excellent 
cooper<'lt:i.on and also for the many insights I gained in the 
time ''1e spent together. Also apprecia·ted was the coopera­
tion of your staff. Every e.mplcyc~e \vi th \'lhom I spoke was 
most gracious and recoptive to my project. 

At the conclusion of my study, I plan to send you an 
abstract of the reports findings. Thar~ you again for your 
time and coo1x~rct tion. 

HV>J 
mb 

Sincerely, 

Harry Weinberg 
School of Education 
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February 13, 1973 

~{r. Richard J. Cherry 
District Superintendent 
l-!anteca Unified School District 
P. 0. Dox 32 
Manteca, California 95336 

.Dear Hr. Cherry~ 

This is to inform you that I have finished inter­
viewing six employees in your District regarding my study 
of internal conununications. 

Pleetse accept my sincere thanks for your excellent 
cooperation and also for the many insights I gained in the 
tim6 we spent together. Also appreciated was the coop­
erat.ton of your staff. Every employee wlth whom I spoke 
was tnost gracious and receptive to my project. 

r::specially interesting Here my visits with you and 
Mr. Hughes. Your excellent presentation of the Hanteca 
Unified system of :!.nternal communication was most informa­
tive, and your •reacher Communi.cation Committee is a unique 
and positive innovation for which you should be co:m.Tfiended. 
Mr. Hughes' ability to apply humanistic principles to 
school finance~ practice "t.ras also very impressive. 

At the conclusion of my study, I plar1 to send you an 
abstract of the reports findings. Thank you again for 
your time and cooperation. 

IIW 
mb 

Sincerely, 

Harry Weinberg 
School of Education 



February 13, 1973 

Mr. Joseph c. O'Leary 
Superintendent 
Ripon Unified School District 
301 North Acacia 
Ripon, California 95366 

Dear Hr. O'Leary: 
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This is to inform you that I have finished lnterview­
inq six employees in y<.">ur District regarding my study of 
internal conununica tions. 

Please accept my sincere thanks for your excellent 
cooperation and also for the many insights I gained :tn the 
time •t~e spent together. Also appreciated was the coopera­
tion of your staff. Every employee with \vhom I spok<? was 
most gra.cious and receptive to my project. 

Please thank Mr. Laird for his help in arranging 
appointments for me. His cooperation made it possible 
for me to complete all interviews in Ripon in just two days. 

At tile conclusion of my study, I plan to send you an 
abstract of the reports findings. Thank you again for your 
time and cooperation. 

ffi'1 
mb 

Slncerely, 

Harry Weinberg 
School of Education 



TO: Selected Staff Members 

FROM: ------------------------------------
SUBJ'ECT: Introduc·ing Mr. Harry Weinberg 

This note will :i.ntroduce :t;fr. Harry Weinberg who is 
working on his doctoral disseration at the Uriiversity 
of the Pacific. 

Mr. Vlcinberg w:i.shes to interview a small random sample 
of our dist:i.ct Is personnel. Hr. ~voinberg has the 
permission of this office to conduct these interviews. 
Participation in the project is voluntary and appointments 
will be made at your convEmience. 
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