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AN ABSTRACT

A SURVEY OF CERTAIN ASPECTS OF PERSOLNEL POLICIES 1IN

MICHIGAN PUBLIC SCHOOL SYSTZMS

Deginition of she problem. This study is a survey of eertain
aspects of personnel policies in forty of the larger pubdlie school

systems of the lover peninsula of Michigan

Zcope of the investizetion. The study includes: (1) an
investigation into the status of persennel policies to ascertain the

extent to which persomnel policies hiave been codified, Loy they are

being codified, Loy they are introduced to the memders of the teaching

personnel; (2) an investigation imto current practices and policies

vhich sees directed tovard making the working relationships of teachers

more satisfying and the jodb of seaching more attrastive. Eight troad

areas of personnel policies and practices vwere selected for study:

Q1)
(2)
(3)
&)
(s)
(6)
(7)
(8)

Compensation for teachers

Teacher contracts

leaves of absence

Comsunity relationships
Arrangement of teaching loads
Shared planning and administration
Professional growth )

Other aspects suggested bty the superintendents.

Data gollected in personal intervievs. The data were obdtained

Varney Klliott Malluwre
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in personal intervievs conducted by the investigator with each of the
superintendents. DReplies to the questions, suggestions made by the
superintenients, and information gathered as a result of an examina~
tion of records and other documents, comprise the data.

Zindings and sonclusions. Only 373 per cent of the school
systems had written and codified personnel policies; 32% per cent had
fragments of their policies written; and 30 per cent had no policies in
written form.

The study revealed that the systems which recognised the need
for codifying policies and practices recognized also the need for
making provisions for revising and altering them frequently.

Bvidence such as the following may give rise to feelings of
dissatisfaction and possidle frustration in the majority of the sys~
tems: (1) lack of techniques for giving teachers an effective voice
in reaching decisions which affect their working conditions and
personal welfare; (2) lack of techniques designed to enhance the tea~
chers' feeling of status; (3) lack of long range plans for the pro-
fessional growth of teachers; (4) lack of uniformity in giving credit
for previous teaching experience when computing salaries for teachers;
(6) lack of provision for keepingz compensation sensitive to fluotua~
tions in éo-t of living.

General agreement wvas found amons the systems im (1) provi-
ding for leaves of absence for sicknmess, or death or illness in the
family; (2) the use of salary schedules; (3) accepting some responsi-
bility for finding suitadle living accommodation for teachers; (&)
giving teachers social freedom in the community; (5) agreement thas



five clasees per day as the teaching load should bde the maximum;

(6) the belief that the superintendent plays & major role in forming
policies and practices wvhich influence the working coniitions of tea~
chers.

More than ninety per cent of the superintendents cited additional
techniques, employed by ther which are proving successful in making the
profession of t_uching more attractive and working relationships more
satiefying. These suggested techniques touched on seven aroﬁ of per-
sonnel administration and included: (1) the maintenance of friendly
relations among teachers; (2) maintenance of friendly relations be-
twveen teachers and administrative staff; (3) maintenance of desiradle
teacher-community relations; (4) sharing in planning and administration;
(5) adequate compensation and financial aid; (6) status and evaluation;
(7) provision for professional growth.

Evolving out of the study were certain basic considerations
vhich appear t0 be essential in providing attractive and satisfying
vorking relationships ia the school system. These basic considerations
were dealt with under three headings; (1) procedures in the development
of persennel policies; (2) essential policies for bdetter schools; (3)
commnity and administrative relationships necessary for bdetter

schools.
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CHAPTER I
INTRODUCTION

The changed world, in which man finds himself today,
makes human relationships the most vital factor in modern
civilization. Scientific discoveries and technological
developments, since the turn of the century, have operated
so effectively in the fields of communicatioﬁ and transpor-
tation that the world, today, has assumed the proportions
of a small town. Men and women who live in remote corners
of the earth are finding their economy and ways of life de-
pendent upon commercial transactions and production sched-
ules in distant lands. Their freedom and security are
being threatened by plans and purposes decided upon by
people whose ways of living were once a mere curiosity.
Indeed, scientific and technological achievements have so
far exceeded the development of skills in human relation-
ships, that the ability of our civilization to survive is
being questioned.

Never before have man's happiness and very existence
depended 8o much on the decisions and actions of his fellow-
men. If peace and security are to prevail so that men and

women can enjoy the "good things" of life, the best minds






must be united in the development of techniques for better-
ing human relationships. Such efforts must reach into the
homes, churches, workshops, factories and schools of every
city and town that make up the nation. Men and women must
learn to work and play co-operatively; they must come to

understand one another's ways of doing things, and to re-

spect one another as human beings having been born with cer-

tain inherent rights.

The public schools a vital force. One institution,

with enormous potentialities for reaching into the far cor-
ners of this country and moulding the thinking and ways of
living of its citizenry is the system of public schools
found in every part of this country. The men and women who
will direct the destiny of this nation and furnish the
leadership needed in the larger world of human relations
will be the products of the schools, mostly the public
schools of the land. From the contacts made and experiences
gained through the educational institutions, they will de-
velop a philosophy which will shape their thinking and direct

their approach to the solution of the problems ahead.

The classroom teacher has a major role to play.

Responsibility for implanting these basic principles of demo-
cratic philosophy in the minds of the future citizens of the

country rests ultimately upon the classroom teacher. He
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directs the instructional program. It is he who must see
that learning situations and activities are provided which
will result in satisfactory growth and adjustment. It is
the classroom teacher who meets the individual student and
whose personality and philosophy of life react upon the
plastic minds of the youth.

Lewis says,

The competency of the classroom teacher primarily
determines the efficiency of the public school system.
Obviously, the schools need the best. Teachers of
first-rate intellect, morals, skill, and devotion are
a prime necessity. Locke long ago voiced the truth
when he said, "The school which has good teachers needs
little more, and the school without good teachers will
be little better for anything else." "The nation,"
says Thorndike, "which lets incapables teach it, while
the capable men and women only feed, or ilothe or amuse
it, is committing intellectual suicide."

It is only reasonable to conclude that, if the mem-
bers of the teaching profession are to function efficiently
and as active agents of the democratic way of life, the con-
ditions under which they work must tend to create such an
atmosphere, and must contribute toward the satisfaction of
the teachers' needs. Unless the men and women who make up
the personnel of an organization are finding, in their work-

ing relationships, satisfaction? for their personal or indi-

1l Ervin Eugene Lewis, Personnel Problems of the Teach-
ing Staff. (New York: The Century Co., 1925), pp. 6, 7.

2 Satisfaction, The act of gratifying, bringing
pleasure.
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vidual needs, tensions and frustrations result, thereby
crippling efficient performance on the part of the individu-

al worker.

Basic needs of men and women. Psychologists are

agreed that there are certain needs or drives, common to men
and women, which operate to direct their behaviour. They
have- not reached entire agreement as to what all these needs
are, neither have they agreed on the terminology that should
be used to designate them. There are, however, certain
needs which they all recognize as fundamental or basic to
men and women. '

Powers refers to licDougall's list of nine primary
drives or instincts common to men and women:

1. To seek (and perhaps to store) food (food-seeking
propensity).

2. To court and mate (sex propensity).

3. To flee to cover in response to violent impres-
sions that inflict or threaten pain or injury (fear
propensity).

L. To explore strange places and things (curiosity
propensity).

5. To feed, protect, and shelter the young (protec-
tive propensity).

6. To remain in company with fellows and, if iso-
lated, to seek that company (gregarious propensity).

7. To domineer, to lead, to assert oneself over, or
display oneself before one's fellows (self-assertive
propensity).

8. To defer, to obey, to follow, to submit in the
presence of others who display superior powers (submis-
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sive propensity).

9. To acquire, possess, and cefend whatever is
found useful or otherwise attractive (acquisitive pro-
pensity).3

According to lcKinney "life consists of continuous
responses to motives". The term motives he uses interchange-
ably with "needs". He groups the principal needs of men and
women under the following five general headings: (1) social
recognition (2) mastery (3) new experiences (4) affections
(5) security.k

Ruttenberg summarizes these still further, and empha-
sizes the threefold nature of maintaining satisfying human
relations by classifying the basic needs of human beings

thus:

1. Economic--an adequate plane of living and the
necessary amount of job and wage protection.

2. Psychological--the personality needs of freedom
of action, self-expression, and creative outlets.

3. Soclial--the ties and bonds of group relations and
community life.)5

In an analysis of the different forces at work in hu-
man conduct, Rosenstein says that the ultimate aim of these

needs or drives is "happiness", and that "it is the satis-

3 Francis Powers, Psychology in Everyday Living.
(New York: D. C. Heath & Company, 1938), pp. 131-135.

Ik Fred McKinney, Psychology of Personal Adjustment.
(New York: John Wiley & Sons, Inc., 1941). p. 30.

5 Harold J. Ruttenberg, "Motives for Union Member-
ship™, Human Relations in Industry. (Chicago: Richard D.
Irwin, Inc., 1945), pp. 189, 190.






faction of drives which provides for happiness, and it is
their frustration which provides for unhappiness." He de-
fines happiness as "a condition in which desires and ambi-
tions seem likely to be achieved," and adds that happiness
is usually brought about as a result of achievement and
success. He then concludes that "all struggling and striv-
ing displayed by man" is directed to the attainment of

happiness."6

Needs as teachers and educators see them. It is

significant to note that needs as recognized by teachers
and educators parallel those accepted by general and indus-
trial psychologists.

In the Twenty-second Yearbook of the American Asso-
ciation of School Administrators appears a statement, show-
ing general agreement among the authors of that volume, on
the subject of basic drives and the part which they play in
human behaviour and morale. They reduce the general classi-
fications of basic drives to two:

. + As an animal organism man is subject to the
play of biochemical forces and governed and impelled by
physical needs and appetites. Man's mental life is

governed by psychological propensities, or drives, and
determined by the forces which unite individual with

6 J. L. Rosenstein, Psychology of Human Relations
For Executives. (New York: McGraw-Hill Book Co., 194

pp. 62, 63.







individual in society.7?

According to the discussion of the relationship be-
tween human behavior and the satisfaction of basic needs,
these authors list four elemental requirements of teachers:
(a) economic security; (b) personal importance on the job;
(c) the satisfaction of being able to do something well--a
skill commensurate with one's capabilities; and (d) the need
to belong, to be well thought of by the members of one's
group.8 It is pointed out that economic security provides
the individual with "more than a means of supplying his
biochemical needs," since it provides him with a basis for
group and social status. A feeling of personal importance
on the job calls for a "personal relationship to the situ-
ation beyond the mere performance of a monotonous assigned
task which in itself offers no personal scope and few if
any psychological satisfactions." Further, it entails a
respect for every person, for every individual as a person.
Cited also as essential to both physical and social needs
is the desire for the satisfaction of what has been termed

man's Mdeational need."9

7 Morale for a Free World, Twenty-second Yearbook of
the American Association of School Administrators, Washing-
ton, D. C., 1944, p. 29.

8 Ibid., p. 29

9 Ibid., pp. 77-106.







It is interesting to note how men and women on the
job view their needs and how nearly thése needs correspond
with those mentioned by psychologists. In 1945, Gibbs,
Director of Secondary Education in the Public schools of
San Bernadino, California, made a trip to the Midwest to
recruit teachers. She went as an experienced educator with
a definite idea of the type of men and women who were needed
in the school system which she represented. Of the forty-
eight teachers who entered into contract with the school
system as a result of her trip, forty-six fulfilled their
contracts and in nearly every particular met the Califofnia
standards for regular accreditation.

Gibbs analyzed the inquiries of these teachers con-
cerning the prospective employment, and classified them ac-
cording to the area of interest, under four headings which
are listed in the order of frequency: (1) professional in-
ducements; (2) community appeal; (3) security, including
tenure, salary schedule, and retirement provisions; and (4)
living conditions.l0 These teachers were definitely con-
cerned that they should have security, should "belong", be
accepted, make a contribution, have professional status,
have the opportunity to grow, and receive some recognition

for their work.

10 Elsie Frances Gibbs, "What Appeals to Good
Teachers," School Digest, lB:é-lO, September, 1947.






Since the needs, as analyzed by Gibbs, and those
recognized by educators and psychologists closely parallel,
there is reason to believe that they represent some of the
prime needs in the minds of teachers. If this is true, it
is essential that personnel policies recognize these needs
and make provision for them to be realized by the men and
women who make up the teaching personnel. As these needs
are met, the job of teaching becomes more attractive and
more satisfying, and the teacher, thus freed from tensions

and frustrations, can work more efficiently.

A crisis in education. The reluctance of young men
and women to enter the teacher training courses as prospec-
tive teachers, the large numbers who are leaving the ranks
of the teaching profession, and the dissatisfaction within
the ranks of teachers, resulting in large and rapid turnover,
have combined to bring about a shortage of capable and
properly qualified teachers.

This shortage of teachers in the schools of the land
has assumed crisis proportions. The administrators of the
nation's schools gathered in annual session in 1948 appraised

the situation:

« » . The imperative challenge of the current period
is holding and improving present professional personnel
and recruiting additional qualified people to meet the
educational needs of children, youth, and adults as they
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face a challenging, complex world.

The reason for this concern was that,

.« « « The school year 1945-46 found 108,000 persons
who could meet only the lowest legal certification
standards holding teaching position in our public
schools while 60,000 positions were unfilled. . . .12

Carmichael writing in the New York Times liagazine

summed up the situation:

. « . The shortage of competent teachers is variously
estimated at from 125,000 to 500,000. More than 7,000
classrooms have been closed and many thousands are so
crowded as to jeopardize educational efficiency. Even
so, one out of eight teachers is new on the job this
year, w&&le one out of ten has only an emergency certi-
ficate.

Prospects for the future of education did not look
any brighter as he reviewed the prospects for recruits from
the teacher training institutions:

The secretary of the department of higher education
of N. E. A. reported in July that enrollment in the 179
teachers' colleges of the country had suffered a serious
decline. For example, before the war there were 90,000
women and 30,000 men enrolled in them, whereas in 1946
the Ehmbers had dropped to 51,000 women and 13,000 men

11 The Expanding Role of Education, Twenty-sixth
Yearbook, American Association of School Administrators,
Yashington, D. C., 1948, p. 223.

12 nN.E.A. Acts to Meet Teaching Crisis," Report of
the National Emergency Conference on Teachers Preparation
and Supply. N.E.A. Journal XXXV (September 1946) p. 291.

13 o. c. Carmichael, "Crisis in Education--Opportunity
or Disaster," New York Times Magazine, January 26, 1947, p.

L5.
1 Ibid., p. 46.
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Enrollment in teacher colleges dropped from 22% of
all college students in 1910-20 to only 7% in 1945-.46
colleges deciined even more sharply.is ol oS

The complete picture has not yet been presented.
Along with this considerable decline in numbers preparing to
become teachers, administrators must face the fact that many
of those who are at present in the teaching profession are
there until something more promising turns up.

Even in the more stable years before World War II,
the teaching profession in the United States did not enjoy
the stability which it enjoyed in other countries, as for
instance the schools of the United Kingdom. Before World
War II an annual turnover of one in ten was looked upon as
normal in this country as compared with one in thirty-three
in England, Scotland, Wales, and North Ireland. But in
1943-44 it was estimated that one teacher out of every five
in the United States was new in his position. While the
condition as a whole the next year was estimated to be
slightly improved (one in every seven teachers new on the
job) many of the schools were still reporting half or more

of their teachers new to their positions and a complete

turnover was not uncommon.16

15 Loc. cit.

16 Leader's Letter, National Education Association.
No. LIX (January 2, 1947).
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Men of business and industry look upon frequent per-
sonnel turnover as an expense that dips heavily into the
profits of the organization since it cripples production and
reduces efficiency. There is every reason to believe that
the effect is equally crippling to the achievement of
educational goals.

The public is being kept informed of the critical
nature of this problem by frequent articles in the magazines
and periodicals of our country. In many of these the
teacher comes forward with his viewpoint.

The following are representative statements:

School Boards and the public at large seem to feel
that teachers are different from the rest of humanity.
They can live on less money than ordinary mortals. The
average annual salary for teachers in the U.S. for 1944-
L5 was $1,786, the Research Division of the National
Educational Association reported. This represented an
increase of about 11 per cent during the war years, as
compared to a 56 per cent_increase for industrial work-
ers over the same period.

Have you any idea what you and I are paying the men
and women on whom we rely to guide our children? In
1939 the average annual salary of all teachers, princi-
pals, and supervisors was $1408. Today we have raised
that to $1950 (about $37 per week)--but a good part of
it goes to pay the income tax we have slapped back on
teachers along with their raises.

And here are some equally shocking figures:

One in every five teachers is paid less than $600
a year.

Of course salaries vary in different sections of the
country. New York State happens to have the highest
average; in 1944 it was $2726. Today it is slightly

I7 Elizabeth Irwin, "Why Teachers Quit Schools,"
Colliers (August 24, 19465, p. 20.
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higher.18

At the other extreme the average in Maine was only
$1158, and in Georgia $923. In Mississippi the average
salary for all teachers, principals and supervisors was
the appalling figure of §790.19

It is apparent that the men and women who have spent

many years, at considerable expense to themselves and their
families, in preparation for their work as teachers are re-
ceiving salaries that compare more favorably with the wages
of unskilled laborers than with the wages of members of a

profession which is rendering a vital service to the commu-
nity. Under these conditions teachers are not able to main-
tain a standard of living which compares favorably with the
standard maintained by men and women in other professions.

Salary 1s not the only barrier. There are factors

which weigh even heavier in the minds of teachers:

Many of our teachers, however, were willing to put
up with low pay and insecurity. They knew the impor-
tance of the job they were doing and a little self-
sacrifice wasn't too high a price to pay. All they
needed was encouragement. Intelligent sympathetic ad-
ministrators and supervisors could have helped. But
many of 8ur supervisors are autocratic and narrow
minded.?

But there is another drawback to teaching that isn't

financial. Its roots are at the heart of the grave
crisis now facing us. R. L. Davidson, Jr., of the

~ I8 Charles Harris, "Stop Cheating Your Children "
(taken from October Coronet). N.E.A. Journal (Dec. 1946),

p. 587.
19 Ibid., p. 588.

20 Elizabeth Irwin, op. cit., p. 38.



14

University of Missouri, sumred it up by citing the lack
of "social esteem" in the job.

"People compliment teachers for the great work they
are doing, while at the same time they pity them!" he
said. "I am amazed at the number of returning service-
men who trg to hide the fact that they were ever
teachers."

One of the handicaps is_the lack of community recog-
nition of the teacher. . .22

Another difficulty experienced by teachers is the
tendency of the community to take an undue interest in
their personal gonduct and in their views on local
questions. .

Borchardt and Erdman give their personal analysis of
conditions in the teaching profession:

I wish I could say that the teacher's grievances
spring entirely from his economic situation, but, un-
fortunately, this is far from the truth. One of the
most serious defects of the system is the deadening of
initiative through the removal of incentives. I men-
tioned before that, after five years' probation, the
Chicago teacher receives a permanent appointment with
a salary fixed for life. It makes no difference how
much extra time he puts in or how much extra attention
he gives his pupils; there is no recognition--monetary
or otherwise--for his efforts. A successful hog
slaughterer in a packing house will get a bonus check,
a testimonial dinner, and a gold watch from the company
president when his retirement date rolls around, but
for the teacher there is no word of thanks or pralse
from anyone.

. « o His only chance for getting ahead lies in
being promoted to an assistant principalship or some
other job above the teacher level. . . .<%k

21 Charles Harris, op. cit., p. 588.
22 o, C. Carmichael, op. cit., p. 47.

23 Ibid.

2L Henry C. Borchardt "A Teacher Looks at His Job,"
, (January 6, 1947), p. 82.
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Teachers' salaries are a national disgrace. But the
roots go deeper than that. The plain truth is that the
American people have not yet realized the importance of
the work of the teacher; they have not seen that the
public school is the very foundation on which rests the
American way of life. The American people have always
been willing to pay for things they really wanted. When
they want to hold the teachers in the schools, they will
pay them to stay.<5

The need for freedom of action is emphasized by Irwin
as a cause for teacher unrest and gissatisfaction.

I have left public-school teaching and I do not
intend to go back. I quit because I could no longer
be happy in a situation where there was so little real
concern for the needs of children.

This sounds like a condemnation of our public schools.
But it is also a condemnation of the responsible citi-
zens of every community--many of them without active
congeciion with the schools--who have caused our teachers
to fail.

The failure of our teachers is a tragedy for American
Youth. Boys and girls are growing up in school situ-
ations which fit them no better than hand-me-down
clothes. They are forced into rigid molds, not by the
will of the teachers so much as sheer necessity. They
are learning not to become thinking, reasonable indi-
viduals who can take their place in democratic society,
but to follow the mob, to drift, to procrastinate.

Why don't the teachers do something about it? Be-
cause they are either too weak, too timid, or too fine-
grained; because too often, they are balked at every
turn by ill-informed and shortsighted school boards and
administrators; and because nobody likes to go on
b{eik%gg his heart over a problem he is powerless to
lick.

25 Loula Grace Erdman, "I'm Going to Stick to Teaching,"
Reader's Digest (October, 1947), p. 54. (Condensed from the
Redbook July, 1947).

26 Elizabeth Irwin, op. cit., p. 38.
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This discussion of factors, contributing to the
dilemma with which communities and school boards are faced
as they attempt to provide for the educational needs of the
community, might be prolonged indefinitely by multiplying
statements and citing additional articles of recent publi-
cation written by those who have been directly concerned,
but no good purpose would be served. The examples referred
to above will suffice to set forth the actual position in
which we find ourselves.

Paris ably summarizes these factors:

But until teachers can become individuals with the
right to protest injustices, to have a voice in adminis-
tration, to take an active part in matters of public
interest, to live without the fear of economic crises
and of losing their jobs, to be members of a union with-
out the charge of "Red"--until, in other words, people
recognize the fact that teachers are human, no common
meeting grgands can be found between them and the
community.

This serious lack of competent teachers to go into
the classrooms of the nation's schools, and the unsatis-
factory conditions under which the ones who remain in the
classrooms must live and work, combine to present the com-
munities, school boards, and administrators with a problem
of the first magnitude.

The question confronting educators and community

leaders is, What can be done to improve conditions?

27 Leonard Paris, "Why Teachers Quit School,™ Colliers
(August 24, 1946), p. A4O.
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The solution. The formulation and adoption of per-
sonnel policies designed to meet the needs of the men and
women on the job should make a major contribution toward the
solution of this problem. These policies should be based on
the conclusions of recent scientific research in the field
of personnel administration and a study of the experiences
of administrators in other systems. A theoretical knowledge
of principles advocated is often insufficient to convince
administrators of their essentiality. There is need for more
reports of what is actually being done through the use of
personnel policies in other school situations, of how these
methods are being applied, and their relative effectiveness.

Therefore this study, which is a report of actual
personnel practices in use in the larger public school sys-
tems of the lower peninsula of Michigan, should assist in
answering certain of these questions which persistently
arise in the minds of school administrators. The use of the
conclusions resulting from data showing what actually is
being accomplished through the effective use of personnel
techniques may help administrators in more effectively
solving their critical problems.

A number of studies have recently been made in close-
ly associated fields. A survey of this literature will form

a background for the present study.






CHAPTER II
A SURVEY OF PERTINENT LITERATURD

Current magazines and professional journals contain
an increasing number of articles stressing the greater
emphasis now being given to the personnel factor by business,
industrial, and educational organizations. There is, how-
ever, little reported in the field of scientific research
that deals directly with school personnel policies, and the
methods employed for satisfying the needs of the teaching
personnel., Some studies in the field of personnel relations
contain data that are significant for school administrators
and those who are responsible for the teaching personnel.

1 jdentified principles of

In one such investigation, Shafer
democratic staff relationships which are universally appli-
cable, and undertook to ascertain the extent to which these
principles were being applied in limited situations. He
found that, despite the greater emphasis which is being
placed on the human factor in business, industry and other
forms of associated living, education hes not kept pace. As

evidence he cited the fact that teascher handbooks, contract

forms, and board of education rulebooks, being used at thet

-

1 Hugh M. Shafer, Democratic Personnel Relationships
in School Administration. (4 study in Human Relationshipsi,

Thesis for the Degree of Doctor of Philosophy, University of
Minnesota, October, 1943.
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time in the public schools, were undemocratic when evaluated
according to the ratings made on the basis of the nine prin-
ciples abstracted from his investigation. He found also
that many of the school systems, particularly the smaller
ones, do not codify their policies providing for working
relationships, but "leave to custom, pressure, politics,
guessing, snap judgment, or autocratic control, the final
determination of personnel relationship practices."?
Another study,3 concerned directly with the develop-
ment of gulding principles and policies which might be used
in the administration of small school systems, not only
places the responsibility for the development of the
policies upon the superintendent, but also states that this
is the most important single undertaking that the superin-
tendent faces. It urges that the small school obtain the
services of the best possible superintendent even though
it might be necessary to curtail some other expenditures in
order to make sufficient money available.

Recognizing the need for improvement of teacher atti-

2 Ibid., pp. 313, 31i.

3 Harry Russell Grow, "The Development of Guiding
Principles and Policies for the Administration of the Small
School System. (A Thesis for the Degree of Doctor of Phi-
losophy at the University of Tulsa, 1939), Lincoln, Nebraska:

The Broken Arrow Ledger, Broken Arrow, oklahoma.
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tudes and morale at a certain junior high school, Johnson,“
at the suggestion of the superintendent, undertook a co-
operative program for the improvement of teacher personnel
atmosphere. The guidance program was chosen as the focal
point around which the improvement program should be organ-
ized, since it had a close relationship to the situation
which had arisen within the school. Teachers suggested
topics for study and entered very heartily into the discus-
sions. From these studies and discussions by the members
of the staff, there emerged a philosophy of guidance and a
program which soon brought about a change in the atmosphere
of the entire school. The thinking of the members of the
staff was changed since the focus of their attention was
shifted from themselves to the needs of the students. This
changed attitude on the part of the staff was accompanied
by a change in the attitude of the students toward the mem-
bers of the staff. There were daily manifestations of good
fellowship among the teachers. Extra-curricular activities,
which earlier had been a cause of disagreement, increased
in numbers. This increased interest reflected itself in the
variety of activities as well as in the amount of partici-

pation in each activity.

L catherine S. Johnson, A Cooperative Program for the
Improvement of Teacher Personnel Doctoral Dissertation
University of Pennsylvania (April, 1946).
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A further study, much like the one discussed in the
foregoing paragraph and indirectly related to the subject
under consideration, was undertaken by Barker.? This inves-
tigation was made of personality adjustments of teachers as
they are related to efficiency in teaching, and included
twelve areas of adjustment. Barker concluded that qualities
associated with success in teaching are a matter of individ-
uality, and that "there are certain personality adjustments
which appear to be typically related to teaching efficiency."
Among the factors which the study indicated as important in
determining the success of the teacher were: teacher-pupil
relations, future goals, philosophy of 1life, administrative
relationships, and adjustments to emotional situations.®

Hinchey7 made a study of teachers' salaries in two
hundred fifty-two school districts of Michigan. This study
deals with the status of the salary schedule (whether writ-
ten or unwritten), differentials, standards of living, sup-
ply and demand of teachers, bargaining power of teachers,
evaluation of the teacher's work (both by the administration
and by the community), ways and means of keeping the teacher

abreast of changing conditions, and ways of retaining him as

2 Elizabeth M. Barker, Personality Adjustment of
Teachers Related to Efficiency in Teaching. (New York: Bureau
of Publications, Teachers College, Columbia University, 1946).

6 Ibid., p. 75.

7 Clarence Edwin Hinchey, Teachers' Salaries in Michi-
gggé (1943-1944). Ann Arbor: University of [ichigan, May,
194
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a member of the profession.

The results of the study showed that salary schedules
in written form were not found in the smaller school sys-
tems, as in such systers their worth was often questioned;
that the most prevalent type of salary schedule in use was
the automatic type; and that differentials favoring men over
women were much more common than those favoring secondary
teachers over elementary teachers. That salaries were far
from stabilized was evident from the large spread in amounts
paid by different schools for the same position, and by the
varying practices in payment of 'bonuses"and "cost-of-living"
allowances. Index figures, upon which salary schedules
should be based and which were derived from the study, were
given for two, four and five years of preparation by the
teacher. According to this study the Moehlman Index of 1936
is "essentially correct if a slight adjustment is made."8
In general it was evident from the study that, because of
great differences in salaries paid both within the districts
as well as between the districts, attention should be given
to the question of teachers' salaries.

A study of personal and professional relationships
which develop between principals and teachers as they asso-

ciate together in the discharge of their respective respon-

8 Ipid., p. 165.
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sibilities was made by Scully.9 The study was based on the
assumption that these relationships are potentially the
source of the satisfactions or dissatisfactions which the
teacher finds on the job, and are therefore important factors
in the effectiveness of the teacher's work. The major pur-
pose of the study was to ascertain the types of behavior and
administrative practices and procedures which, in the judg-
ment of principal or teachers, were considered to contribute
either to the satisfaction or the dissatisfaction of either
principal or teachers.

Scully found that teachers and principals concurred
in the opinion that there are basic needs among teachers for
which satisfaction is being sought, and that teachers per-
form their duties best when their relationships are guided
by ™human qualities which best satisfy their own human
needs."l0 Among the teacher needs mentioned were:

1. The desire for security--assurance of continued
employment,

2. The desire for assurance that one is making a
worth-while contribution, and that he is important on the

job.

9 Emily Marie Scully, Personnel Administration in

Public Education (A study in Human Relationships), Thesis
for the Degree of Doctor of Philosophy, University of Wis-
consin, August, 1945.

10 Ibid., p. 223.
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3. The desire to have one's dignity as a human being
respected.

L. The desire to have a voice in meking decisions
affecting one's work.

5. The desire for a fair return for services ren-
dered. 1l

Teachers and principals were agreed that these needs
could be satisfied on the Jjob more effectively by such
practices as the following:

1. A clear definition of one's duties.
. A definite salary schedule.
. A system of promotions recognized as fair.
The assurence of needed help.

. Pleasant and friendly surroundings.

O W» & W

. Frequent expressions of appreciation.

7. Opportunities to contribute suggestions toward the
solution of problems.

8. The assurance of a voice in arriving at decisions
which affect one's work.1?

From the study Scully concluded further that teachers
were more concerned with personal qualities, attitudes and
tendencies on the part of the principal, whereas principals

were more concerned with specific practices and procedures

IT Tbid., p. 309.
12 Tvid., p. 309.
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which seemed to affect adversely the operation of the school
system.13 The administrative procedures which, according to
the teachers, contributed most to their satisfaction in
teaching situstions were summarized under ten headings and
seem to indicate a direct relationship between personnel
policies and the satisfaction of teachers' needs. The pro-
cedures covered:

. Teacher permitted freedom from interference.

. Full co-operation of principal with teachers.

School atmosphere made pleasant and friendly.

SR VORI Ry
[ ]

. Teachers made to feel that their work is worth-

while.
5. Teaching load equalized.
6. Principal readily available when needed..
7. Responsibilities of teachers clearly indicated.
8. Details of school operation managed efficiently.
9. Teachers encouraged to co-operate in formulating
school policies.
10. Discipline problems handled well, &

Romney15 directed a study dealing with policies and

I3 Ibid., p. 311.
14 1bid., p. 211.

15 policies and Practices Relating to Administrative
and Supervisory Personnel in Selected ilichigan School Systems.
(19487. Metropolitan Detroit Bureau of Co-operative School
Studies; 60 Farnsworth Street, Detroit 2, Michigan.
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practices relating to administrative and supervisory person-
nel. The study was restricted to school systems located in
the Metropolitan area of Detroit and nearby communities and
was concerned almost exclusively with salary policies and
practices. These included:

1. Cost-of-living fluctuations.

2. Differentials according to sex.

3. Financial recognition for courses taken.

L. Sick leave.

5. Sabbatical leave and professional leave.

6. laternity leave.

7. Paid vacations.

In addition the study dealt with retirement age and
clerical help provided for administrative and supervisory .
employees.

In summary. Shafer's study was concerned primarily
with the development of democratic principles and the search
for these principles in actual school situations; Grow's
investigation dealt with small school systems; Johnson's
study dealt with a single technique for improving personnel
relations; Barker made a study of personality adjustments
related to teacher efficiency. Scully conducted a study
which had as its main purpose the ascertaining of types of
behavior and administrative practices which in the opinion

of either principals or teachers have a bearing on teacher
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efficiency and morale. Cf the two studies containing data
on Michigan Schools, the one by Hinchey dealt with teachers!
salaries only, while the other under the direction of Romney
related to administrative and supervisory personnel rather
than the teaching personnel and was limited to the lMetro-
politan District of Detroit and nearby communities.

These studies provide a basis for the present inves-
tigation showing (1) that men and women have certain basic
needs for which they are secking satisfaction and (2) that
many of the basic needs of men and women can be satisfied
in their working relationships through the use of personnel
policies.

The present study examines the personnel policies and
practices in the larger school systems of the lower penin-
sula of Michigan in order to discover what is being done to
satisfy the needs of men and women in their working rela-
tionships within the system. Before entering into a discus-
sion of the policies and practices in the school systems
selected, the organization of the investigation will be

considered.



CHAPTER III

DEFINITION CF THE PROBLEIT AND ORGANIZATICH
OF THEZ INVESTIGATION

Definition of the problem. This study is a survey of

certain aspects of personnel policies in the larger public
school systems of the lower peninsula of lMichigan.

Basic assumptions. The investigation begins with
seven basic assumptions:

1. That men and women everywhere have certain needs
which are fundamentally the same.

2. That every individual, consciously or unconscious-
ly, is continually seeking satisfaction for these needs.

3. That as they work together on the job, it is pos-
sible for men and women to find satisfaction for many of
these fundamental or basic needs.

4. That, as these needs are satisfied, tensions are
released and frustrations removed, thereby allowing the mem-
bers of the personnel to enter more freely into the pursuit
of their accepted purposes and objectives.

5. That policies and practices which have been found
successful in satisfying these needs may be identified as
personnel policies and practices.

6. That the personnel, or the human factor, plays a

major role in the realization of the objectives of any

organization.
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7. That many of the problems of personnel adminis-
tration can be solved by employing, in the school systen,
personnel policies which have been formulated with due re-
gard for policies and practices which others have found to
be successful in meeting the needs of men and women in their

working relationships.

Purpose of the investigation. The purpose of this
study is: (a) to furnish a report of the status of person-
nel policies in forty selected school systems of the lower
peninsula of I7ichigan; (b) to show what is actually being
done in these systems, through the use of personnel policies
and current practices in the personnel administration, which
seem designed to make the working relationships of teachers
more satisfying and the job of teaching more attractive. It
is believed that the findings of this study will assist
Yichigan educators and school administrators, and others in
similar situations, in developing and using better personnel

policies in the schools with which they are connected.

Scope of the investigation. This study includes:

(a) an investigation into the status of personnel
policies of forty selected school systems to ascertain:

1. The extent to which personnel policies have been
formulated and codified.

2. How they are being formulated and codified.
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3. How they are introduced to the members of the
teaching personnel.

(b) an investigation of current practices and poli-
cies which seem directed toward making the working relation-
ships of teachers more satisfying and the job of teaching
more attractive. Eight broad areas or aspects of personnel
policies and practices have been selected:

1. Salary

. Teacher contracts
. Leaves of absence

. The teacher's community relationships

2
3
L
5. The arrangement of teaching loads
6. Shared planning and administration
7. Professional growth

8

. Other aspects suggested by the superintendents.

Limitations of the investigation. As a matter of ex-
pediency this investigation was limited to forty school sys-
tems selected at random from among one hundred ten public
school systems located in the lower peninsula of Iichigan,
and listed in the lMichigan High School Athletic Association
Bulletin as having within the system Class A and/or Class B
High schools.l As the first step in the procedure of

I For this classification the listing in the Michigan
High School Athletic Association Bulletin, Volume XXIV, Num-
ber 4-S, November, 1947 was accepted. According to the clas-
sification in this Bulletin, Class A includes school systems
with 800 or more students enrolled, and Class B includes
school systems with 325-799 students enrolled.
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selecting this group of forty school systems, which was to
be representative of the one hundred ten school systems in
the lower peninsula of lMichigan, a list was made of the en-
tire group arranged alphabetically as it appears in the
Bulletin. Then beginning with the first system appearing on
the list each third school system was selected unpil the en-
tire list of one hundred ten school systems had been covered.
This provided a total of thirty-seven school systems. Since
it was desired to include a total of forty school systems in
the study, it was necessary to select three additional sys-
tems. These were selected by beginning with the second
system appearing on the list and choosing every third one
thereafter until three systems had been selected. The three
added to the thirty-seven already selected made up the list
of forty school systems which were selected without preju-
dice of any kind. It will be seen, therefore, that the
school systems selected for the study include more than one-
third of the "universe," and that the total number included
in the investigation exceeds the limits of the number ordi-
narily considered as representative of the group, or an ade-
quate sampling of the group.2

The method employed in making the selection of these

schools resulted in the inclusion of schools in rural,

2 See Appendix A.
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urban, and metropolitan areas of the State of Iichigan.
These systems represent all the larger geographical areas of
the lower peninsula of the state and provide a good cross
section, or sampling of conditions in the lower peninsula.3
Therefore, the data, brought together from this sur-
vey, may be considered as representative of conditions
existing in the one hundred ten school systems which meke up
the complete list of Class A and/or Class B school systems

in the lower peninsula of the State of I‘ichigan.

The interview as the method employed for collecting

data. Tne interview was selected as the method to be used

in gathering the data for the survey, since it provided per-
sonal contacts with the men and women who were asked to sup-
ply the information. This relieved the respondents of the
responsibility of placirng in writing the confidential in-
formation that they were asked to supply. At the same tire
an opportunity was afforded the respondents to see the in-
vestigator, who was in a position to give assurance that
such information as was supplied would be kept in the
strictest of confidence. There was also the added advantage
that the investigator could follow up leads and direct the

interview in such a way as to make certain that the desired

3 see Appendix B.
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information was supplied.

In every case the interviews were held in the office
of the superintendent of schools and care was taken to keep
the interviews as casual and informal as possible. After
introducing himself and making known the purpose of his
visit the investigator presented a letter of introduction
from his major professor. This letter contained a brief
statement concerning the investigation, solicited the co-
operation of the superintendent, and gave assurance that all
information supplied would be held in the strictest of con-
fidence.k This, it was explained, would be done by assign-
ing toveach system a number, and referring at all times to
the number rather than to the name of the system. The in-
vestigator was careful, in the course of the interview, to
give added assurance that the information supplied would be
kept confidential. It was considered that, in the absence
of any necessary writing or signing of statements, the
superintendent would respond more fully and freely in sup-
plying the desired information.

The interview usually took the form of a friendly
visit between the investigator and the superintendent. Of-
ten much of the desired information was supplied by the

respondent before the routine, of presenting questions and

b see Appendix C for copy of the letter.
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checking to see that all ground had been covered, was begun.
Care was exercised to keep the approach as uniform as pos-
sible so that the data might be used for comparative pur-
poses.

As the interview progressed the investigator was
usually accorded the privilege of examining time tables,
personnel records, teachers' individual programs, students'
programs, actions and records of the board of education,
and personnel policies, which in many instances were not
duplicated and made available to those outside the circle
of administrators and members of the board of education.
Vhenever available in a form which permitted their distribu-
tion, salary schedules, personnel policies, handbooks, news
letters, circular letters, school budgets, forms currently
used, and many other documents containing information per-
tinent to the investigation were made available for examina-
tion. In some instances, where copies could not be spared,
they were made available in order to provide opportunity for
the copying of the information desired. The additional data
gathered from a study of these documents, made available
through the personal interviews, give this study a decided
advantage over one in which the data are gathered through
correspondence. As has been mentioned, opportunity was af-
forded in this investigation to make certain that the ques-

tions were eliciting the information sought--that the data
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were valid.

As the interview was being terminated, the superin-
tendent was asked to suggest additional practices or tech-
niques which were proving successful in his system as a
means of improving the working relationships of teachers, or
in making their work more attractive and satisfying. This
question almost invariably elicited an enthusiastic response
and resulted in the description of a variety of practices

which were considered effective by the superintendents.

The questionnaire. As an essential aid in giving
direction to the interview it was considered advisable to
use a questionnaire. IMuch study and thought were given to
the plans for the construction of this instrument since it
was realized that, to a large extent, the success of the in-
terview was dependent upon a scientifically constructed in-
strument. Preliminary to the construction of the instrument
to be used in gathering the data for the investigation, it
was decided to construct a tentative questionnaire to be
used in a pilot study which should precede the major inves-
tigation.

Preliminary to the construction of the tentative ques-
tionnaire extensive preparations were made. These included
the following steps:

(1) Literature in the field of psychology was stud-

ied to ascertain what seem to be the basic needs for which
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men and women are seeking to find satisfaction.

(2) The writings of specialists in the fields of
business and industry were examined to ascertain what are
recognized as basic needs by experts in these fields, and to
examine policies and practices employed for the satisfaction
of these needs.

(3) The provisions of Michigan law were examined in
order to ascertain wherein the law defines the rights and
responsibilities of teachers; and wherein the provisions of
the law seem to restrict the formulation of personnel poli-
cies designed to meet the needs of teachers in their working
relationships.

(4) Techniques for constructing questionnaires were
studied.

The various aspects of personnel policies, concerning
which data were to be compiled, were then listed, and each
aspect was examined to consider its usefulness in the solu-
tion of the problem. Forty questions were then framed to
comprise the tentative questionnaire. This was designed as
a gulde to give direction to the interviews to be conducted
in connection with the pilot study.

The pilot study, carried on by use of the tentative
questionnaire, provided an opportunity to detect weaknesses
in the questionnaire and to discover whether the questions,

as framed, would elicit data that would meet the purposes
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and objectives of the study. The data compiled were criti-
cally examined. As weaknesses appeared in the wording of
the questions, or when certain information that seemed nec-
essary to the study had not been given, revisions and addi-
tions were made to the questionnaire to assure that the
instrument would function as expected.

Full use was made of the experience gained in the
pilot study, and further revisions were made in the question-
naire to give added assurance that all aspects of personnel
administration which had been selected for the study were
being covered adequately.

When every effort had been made to assure that the
questions would produce data that would be reliable and
valid, the next step was to arrange the questions on the
sheet in such a way as to facilitate the recording of the
data. Space was provided on each sheet so that, in the
course of the interview, replies might be recorded as the
questions were answered. Care was taken to present the
questions so that no particular answer or type of answer was
suggested or implied. Space was provided for additional
notes and remarks which might result from other comments or
statements interjected by the superintendent. ‘hen complet-
ed and arranged as seemed most convenient and useful, the
questionnaire was duplicated in order that a separate copy

might be available for recording the data received in each
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interview.5

The data, their source and treatment. Replies to the

questions asked, suggestions made incidentally during the
interview, and information gathered as a result of an exam-
ination of records and documents in the offices of superin-
tendents, as well as documents supplied to the investigator
for his further study, comprise the data. 3ince the purpose
of the investigation was not so much to arrive at definitive
generalizations as to ascertain existing conditions and cur-
rent practices the data were not treated statistically. 1In
the chapters which follow the data are grouped and treated
under headings indicative of their relationship to the dif-
ferent aspects of personnel policies selected for study.

Tables are used to summarize the findings.

> See Appendix D for copy of questionnaire.



CHAPTER IV

TEE STATUS CF PERSONNEL POLICIES IN THE FORTY
SCIHOOL SYSTLIIS

The extent to which personnel policies are codified.

liritten personnel policies or codes of working relationships,
were found in fifﬁeen of the forty school systems investi-
gated. TFragments of personnel policies existing in written
form were found in thirteen additional systems, though in

no case were they compiled under one cover and known as the
personnel policies of the system. The remaining twelve re-
spordents reported that the policies and practices in use in
their systems were not codified.

In the systems where the written personnel policies
were reported to exist in fragmentary form, it was found
that these usually consisted of a salary schedule, sick
leave policy, and a few other provisions which varied from
system to system. 3Since the existence of a few fragments of
personnel policies or practices in a system could hardly be
regarded as a codified set of working relationships stabi-
lizing the working relations of the teachers within the sys-
tem, it is reasonable to conclude that the thirteen systems
reporting only fragments of written policies and the twelve
systems in which the policies and practices were reported

not to exist in written form may be grouped together to in-
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dicate the systems in which the personnel policies have not
been codified. This means thet fifteen systems are operat-
ing according to personnel policies that huave been set up
and codified, and that twenty-five systems furnish the mem-
bers of the teaching personnel with little or nothing in the
form of written assurance of the conditions under which they
work, or of the procedures that govern their working rela-
tionships.

It is significant to ncte that, of the twenty-five
systems not having fully codified personnel policies, five
reported that codes of working relationship are being de-
veloped. Two of the five systems indicated that no written
policies exist in the system while three reported fragments
of personnel policies. It may then be concluded that fifty
per cent of the systems included in the investigation are
sensitive to the need for providing fully written personnel
policies to govern the working relationships of teachers,
and either have fully codified policies, or are in the pro-

cess of formulating them.

Systems classified according to enrollment. For pur-

poses of comparison, the school systems included in the in-
vestigation were arranged in four groups, according to the
size of the student enrollment, as follows: (1) systems
with 1500 or under; (2) 1501-2500; (3) 2501-5000; (4) and

5001 and over. (Table I). An examination of the data,
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TABLE I

SYSTEIC WITH PLROCNUEL PCLICILZS T'ULLY
WRITTEN

Systems grouped Number of Illo. systems o systems
. with with

according to systems policies policics
enrollment in group written written

_—

Up to 1500 13 2 15
1501 - 2500 14 6 L3
2501 - 5000 6 3 50
5001 & up 7 L 57
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after this classification has been made, revealed that 15

per cent of the group with the smallest enrollments operate
according to fully codified personnel policies. The per-
centage of schools with written personnel policies increases
in each succeeding group until the group with enrollments of
5001 or over have the highest percentage of systems with
written personnel policies, namely, 57 per cent. These data
indicate that the larger the student enrcllment the greater
is the likelihood that written personnel policies exist with-

in the school system.

Methods employed in formulating personnel policies.

Of the twenty-eight school systems reporting the existence
of written personnel policies in either complete or fragmen-
tary form, twenty-three indicated that some form of co-
operative action was employed in setting up the policies and
procedures (Table II). Five of the systems included parents
and students in the groups responsible for formulating the
policies. At the other extreme were the four systems in
which the board of education was reported as the only agen-
cy responsible for setting up the policies.

In eight systems, teachers' clubs and teachers' com-
mittees form the framework through which members of the
teaching personnel can participate in formulating policies
which affect their efficiency in work and their personal

happiness. It must be recognized, however, that the extent
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TABLE II

SUMIMNARY

AGENCIES EIPLOYED IN FORITULATING PZRSCENEL
POLICTIES

No. of
Systems Agencies employed
10 Co-operative action of teachers and administra-
tors
5 Co-operative action of all parties concerned
3 Co-operative action of administrators and
teachers' committee
2 Co-operative action of board of education and
teachers' club
2 Co-operative action of superintendent and
teachers' committee
1 Co-operative action of superintendent, per-
sonnel director and committee of teachers
1 IMichigan Education Association policies
followed
L Action of the board of education

28 Total
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to which the individual teacher's voice can be heard, de-
pends upon the way in which the comnittees ere set up, or
upon the internal organization of the teachers' club.

It may be significant also to note that in each of
the five systems, where the process of formulating personnel
policies was reported to be in operstion, reference was made
to the use of the co-operative method as the technique em-
ployed. In the course of the interviews one superintendent
reported that the development of personnel policies in his
system was begun co-operatively, in the previous year, and
stated that the work was at the time of the interview, yet
unfinished. 3till another, employing the same method, had
been at work for two years.

The fact that so many of the systems in which person-
nel policies exist in written form, either fragmentery or
fully codified, have found it necessary or expedient to set
them up co-operatively, would seem to suggest that to a
large extent the consciousness of a need for written person-
nel policies is accompsnied by a sensitivity of the need for
employing the co-operative method.

Aside from the co-operative method, some idea of the
variety of techniques employed in approaching the problem of
formulating personnel policies in the systems investigated
may be gained from the remarks which came voluntarily from

the superintendents in the course of the interview. VWhile
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explaining the method by which the fragmentary policies in
his system were developed, one superintendent stated that he
dug back into the "archives" of the school to find the ac-
tions of the board of education for the past twelve years.
These actions were then compiled and arranged in such a way
as to make themeasily accessible and useful, after which
they were submitted to the board of education for adoption
as current policies. To make them more readily available
for use he employed the lMichigan Education Association meth-
od of indexing. Another respondent said he employed a com-
bination of methods including a salary schedule developed
co-operatively, and a sick leave policy taken over from the

Michigan Education Association.

Provisions for altering the nmersonnel policies. The

replies of the superintendents regarding the frequency for
altering of personnel policies may be grouped under the
three headings ™continuous,™ "annually" and "occasionally"
Table III). The terms "continuous" and "annually" were ap-
parently used synonymously, since nine of the eleven sys-
tems, in which the personnel policies were reported to be
continuously subject to review or alteration, had made al-
terations sometime during the year in which the interview
was conducted, and the three systems, which used the term
"annually," had likewise made revisions or alterations the

same year. The term "occasionally™ was found to indicate
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that the revisions or alterations are less frequent since
the nine employing this term reported revisions ranging fromn
1944 to 1948.

It will be observed from Table III that only four of
the systems with policies fully codified or in fragmentary
form indicated that no provision is made to alter or review
the personnel policies. Of these four systems, only one
had fully codified personnel policies, the remsining three
had written policies in fragmentary form only. These data
indicate an evident recognition of the need to re-examine at
frequent intervals the personnel policies and prsctices in
the light of current needs and in consideration of the im-
plications of recent research. A further analysis of the
data discloses that out of the fifteen systems, with fully
codified personnel policies, eleven were revised within 12
months of the time of the interview, whereas out of the
thirteen systems, with only fragmentary policies, six had
been revised within 12 months of the interview. Also out of
the fifteen systems with fully codified policies, two were
revised in 1945 and one reported no plan for revision. In
contrast to this, out of the thirteen systems with policies
in fragmentary form, one system revised its policies in
1944, and three reported no plen for revisions or altera-
tions. There is, in these data, evidence to support the
conclusion that the systems reporting the policies as fully

codified are more sensitive to the need for providing for
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TABLE ITI

SUMIIARY

PROVISIONS IN THE SY3TENMS WITH FULLY CODIFIED CR
FRAGIITNTARY PCLICIES FOR PLRICDIC SITIRING
OR REVISING OF THL PLRGCNNSL POLICIES

 ——  ————

No. systems No. systems

with codi- with frag- Total Provision for
fied poli- mentary No. of altering
cies policies systems
-y — — ————
7 I 11 Considered a con-
tinuous process
2 1 3 Altered annually
5 L 9 Altered occasion-
ally
1 1 Altered every three
years
1 3 4L No provision

15 13 28 Total
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the alteration or revision of the policies, in order to in-
corporate the implications of the latest research and to
meet the changing needs of the personnel, than are the sys-

tems having only fragmentary policies.

Methods of acguainting the personnel with policies.

Replies to the question, "How are the members of the teach-
ing personnel made acquainted with the policies and proce-
dures of the school system?" revealed a variety of responses

Table IV). Among the techniques most frequently mentioned
were: staff meetings, pre-school conferences, bulletins,
and handbooks. Less frequently mentioned were: the office,
teachers' councils, teacher participation in formulating
policies, distribution of copies and notices, and discus-
sions.

In only nineteen of the systems are teachers supplied
with copies of exisﬁing personnel policies either in the
form of duplicated copies, or as a part of handbooks or
bulletins. It will be noted that ten of the nineteen sys-
tems are among those with policies fully codified, and nine
are reported from among the systems with policies in frag-
mentary form only. All the remaining systems with policies
either fully written up or in fragmentary form depend upon
such methods as participation in the formulation of the
policies, faculty meetings, pre-school conferences or occa-

sional notices from the office as the mediums through which
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TaBLE IV

SUKIMNARY

METHODS EIPLOYED IN ACUAINTING THE PLRSONNEL

WITH THE PCLICILS AND PRACTICES

EMPLOYZED IN THE SYOSTELI!

Status of No. of
policies systems Techniques employed
Fully ~
written 15 L Copies distributed
2 Handbooks, pre-school conferences
2 Bulletins, pre-school conferences
1 Bulletins, staff meetings
1 Copies distributed, staff meetings
1 Staff meetings
L Teachers participate in setting up
Fragments
written 13
1 Copies distributed
2 Bulletins
2 Bulletins, pre-school conferences
2 Bulletins, staff meetings
2 Handbooks, staff meetings
2 Staff meetings
2 Office informs
Not
written 12
6 Staff meetings
5 Pre-school conferences
1 Office informs
Total L0
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teachers are made acquainted with the policies.

In the systems where no portion of the practices were
reported to be written, faculty meetings, pre-school confer-
ences, and the office are used to fanmiliarize members of the
personnel with the practices.

Since there is such a variety of methods for ac-
quainting teachers with such policies as exist, and since
nuch latitude is left for individual interpretation of poli-
cies when teachers do not have duplicated copies in their
possession, the teachers in the twenty-one systems which are
not supplied with copies of the policies do not have the
assurance which is experienced by the teachers in other sys-

tems, who are in possession of the policies.

Status of personnel policies and teacher turnover.

An analysis of the data relating to teacher turnover in the
forty school systems investigated reveals that systems not
having written personnel policies have an annual teacher
turnover of 17 per cent as compared with 14 per cent in sys-
tems with written personnel policies. There is evidence in
the study of these data of some relationship between large
turnover and the lack of complete personnel policies. This,
admittedly, may be due to factors such as higher saleries,
preference for life in a larger community, or a number of
other factors, or it may be due to the absence of satisfying

working relationships, which conditions may be better pro-
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vided for, in the larger systems, through more nearly com-
plete personnel policies. This investigation makes no
claim, however, that the evidence in this case is conclu-

sive.

In summary. Fully codified personnel policies were
found in fifteen of the forty school systems. Fragments of
personnel policies in written form were found in thirteen
additional systems. Twelve systems have no written person-
nel policies. Five superintendents stated that they were in
the process of developing fully codified policies., Fifty
per cent of the total systems investigated showed a sensi-
tivity to the need for providing the members of the person-

nel with fully codified policies.

Twenty-three systems reported some form of co-opera-
tive action in setting up policies, only five including
parents and students. The board of education was the only
formulating agency in four of the systems. The conscious-
ness of the need for employing the co-operative method of
setting up the policies was evident in the majority of sys-
tems. Nineteen systems provide teachers with all or a por-

tion of the policies in written form.

When comparing systems with fully codified policies

with those having fragmentary policies only it was found
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that the systems with fully codified policies keep the poli-
cies more sensitive to the changing needs of the personnel
by providing for more frequent revision than the systems

where the policies exist in fragmentary form only.



CHATTER V

SALARY PCLICIZS AND CTHLUR PRALCTICLS RILATIIG

TO THIZ TEACHIR'S LIZED FCR JCCURITY

This chspter conteins an cnalysis of the data indicat-
ing current policies and practices in the school systens
investigated wvhich relste tc tle securit, ol the teachlics
personnel. The following espects are discussed: (1) ten-
ure; (2) termination clauses; (3) sick leave provisions; (4]
leaves for professional growth; (5) matcrnity lecaves; (€)
nurbter of months employed; (7) methods of salary payment;

(8) salary schedules; (9) salary increnents; (10) salary

differentials for elementary and secondery school teachers.

Tenure. Vhat assurance do the teachers in the sys-
tems investigated have that, even though they are qualified,
and meet satisfactorily the responsibilities assigned to
them as teachers, they may not be faced unexpectedly with
the loss of positions because of community pressure, preju-
dice, politics, or arbitrary action on the part of influen-
tial leaders?

The data furnished by the superintendents revealed
that only seven systems follow the practice of issuing con-
tinuing contracts to the teachers who have passed through a
probationary period. The other thirty-three systems were
found to provide the teachers with contracts which are re-

newable annually. One of these is giving consideration to






some type of policy which will give to its teachers greater
assurance of continued employment. But as the situation
stands at present, approximately eighty-five per cent of the
systems included in the study do not furnish the members of
the teaching personnel with any written assurance of a posi-
tion beyond the termination of the annual contract.

Replies to the questions relating to tenure and
teacher contracts were frequently accompanied by significant
remarks as: M"teachers are rarecly if ever dismissed,! or
explanations that in actual practice "tenure is permanent.”
As evidence in support of his contention that permanent
tenure exists in his system in actual practice, one super-
intendent supplied the information that forty per cent of
the teachers in the schools in his district had been on the
staff for twenty-five years or more. Apparently in defense
of the absence of some provision to assure teachers of con-
tinuing tenure in their systems, other superintendents add-
ed, "the teachers don't want tenure." Another superinten-
dent said he finds it difficult to keep away from mediocrity
when continuing contracts are used. In almost the same
breath this superintendent hastened to assert that the suc-
cessful teacher in his system has no need to fear for his
continued employment since he has a "life-time job" even
though he may have to submit to the formality of renewing
the contract annually. No attempt was made, however, to

provide the teacher with a system of appraisal and evalua-~



55

tion which would enable him to know whether he was giving
service which could be interpreted as successful.

Although the explanation of the respondents, as to
the actual records of dismissals in their systems, may pro-
vide some added assurance to the members of the teaching
personnel, the fact remains that teachers were not found to
be in possession of much in the form of tangible assurance
that their terms of service might not, at any time, be ter-
minated at the whim of some administrator, member of the
board, or irate parent. This absence of certainty and
stability leaves room for tensions and frustrations and

their attendant weaknesses.

Termination clauses. Fifteen systems have termina-
tion clauses written into the agreement (Table V). Thirteen
of these require thirty days notice of the intention to ter-
minate the agreement, and two require sixty days. The
privilege of terminating the agreement is accorded to both
the employee and the employing body in ten of the systems,
four accord the privilege to the teacher only, and one re-
serves the right for the board of education only.

One superintendent displayed considerable concern for
what he termed, "laxity on the part of teachers in'respect-
ing contracts." A different point of view was expressed in
the statement of another respondent who "encourages teachers

to better themselves, so far as their positions are con-
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TABLE V

SUMMARY

TERMINATION CLAUSES IN TEACHERS' CONTRACTS

No. of
systems Specific reference
e ———————
25 Contain no reference to a termination
clause
15 Contain termination clauses

10 privilege of terminating contract
accorded to teachers and em-
ploying body

L, privilege of terminating contract
accorded teachers only

1l privilege of terminating contract
accorded employing body only

40 TOTAL
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cerned, even if it means transferring to another school out-
side the system."

Termination clauses in the contracts, as provided in
the forty systems, can hardly be said to discriminate

against the teacher or to affect adversely his sense of

security.

Sick leave provisions. Provisions for uninterrupted
payment of salary in cases of short illness of the teacher
have been made in thirty-nine systems. In the majority of
the systems the sick leave policy and the salary schedule
were developed at the same time.

The time allowed off with full payment of salary in
cases of illness for the teacher himself was found to vary
from five to ten days per year. Nine of the systems grant 5
days absence per year with full pay for personal illnesses,
while twenty-seven systems extend the number to 10 days per
year. Two other systems have varied their practices slight-
ly, one allowing 6 days and the other granting 7 days off
with full pay.

It was found that in twenty-six of the systems (Table
VI) absences due to death or illness in the immediate family
are also included as a part of the regular sick leave privi-
leges extended to the members of the teaching personnel.
Nine school systems have formulated separate policies pro-

viding for such absences. In most cases the policy includes
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TABLE VI
SUMMARY

LEAVE PROVISIONS FOR ILLNESS OR DEATH
IN THE IMMEDIATE FAMILY

—_—  — —— — — —— — —————————————————————————— |

Number of
systems Provision made

26 Systems providing leaves with pay for illness
or death in the family as part of the
regular policy

9 Systems having separate policies for illness
of the teacher and illness or death in
the immediate family

3 Systems in which absences for death or ill-
ness in the family may be included in
the regular policy by permission

1 System in which absences for death or illness
in the family are ignored

1 System in which there is no policy

40 Total
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a definition of the term immediate family. Five of the
policies allow 5 days per year for such absences, while four
limit the number to 3 days per year. Three superintendents
reported that they will, by special arrangement, include ab-
sences other than for personal illness as a part of the sick
leave policy.

Some superintendents referred, in their comments, to
practices which are followed in addition to the provisions
made in the regular policies discussed above. Four systems
go so far as to make provision for the absence of the teach-
er without interruption of pay for 1, 2 or 3 days in case of
death or illness even beyond the immediate family. Such ab-
sences are cared for in another system by the teachers on
the job, so that special financial arrangements, providing
for other teachers, are unnecessary. Twenty days, above the
five days ordinarily allowed with pay, are permitted in
still another system provided the teacher benefitting pays
for the substitute.

One superintendent while explaining that no policy
providing for absences due to illness or death of others
than the immediate family had been provided, indicated that
such absences are overlooked at the discretion of the super-
intendent.

Even more diverse are the practices followed in the

different systems in permitting the unused days of the sick
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leave to accumulate over a period of years, for future use
by the teacher. Table VII is arranged in such a way as to
emphasize the wide spread in practices followed in the sys-
tems relating to the number of days that are cumulative. It
will be noted that the practices vary from a policy of not
permitting any time to accumulate to the credit of the
teacher, to that, in one system, of allowing one hundred
days to accumulate to the teecher's credit. The only prac-
tice on which there was any appreciable agreement was that
of allowing thirty days to accumulate, this being the prac-
tice in fifteen of the systems. The superintendent of one
system now allowing twenty days to accumulate to the teach-
er's credit is giving consideration to the question of per-
mitting the number of days to accumulate to thirty, with the
understanding that the action be mede retrocactive. He added
that such action will depend on the ability of the board of
education to raise the required $500.

The spread wzs so great in the remaining twenty-five
systems as to permit agreement on any one practice by only
1, 2, or 3 systems. Somewhat less liberal than the system
allowing all unused days to accumulate to a certain number
was the system permitting only one-half of the sick leave
to accumulate to a total of thirty days. It would appear
that this practice, while permitting the teacher to have, in

some cases, as many days off with pay as some of the other



TABLE VII
SUMMARY
PRACTICES PERMITTING SICK LEAVE TO ACCUMULATE

Number of Number of days leave permitted to accumu-
systems late

. _ ]
1 System not having sick leave policy

3 Systems having no clause referring to
accumulative leave

2 Systems not permitting days to accumulate
1 Leave accumulative to 10 days

3 Leave accumulative to 15 days

3 Leave accumulative to 20 days

2 Leave accumulative to 25 days

15 Leave accumulative to 30 days

1 Leave accumulative to 35 days

3 Leave accumulative to 40 days

2 Leave accumulative to 50 days

2 Leave accumulative to 60 days

1 Leave accumulative to 100 days

_1 One half of leave accumulative to 30 days

40 Total

61
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systems, might give cause for the members of the personnel
to feel that the system with which they are connected is
less considerate of its teachers. This question may also be
raised by teachers in the systems in which ten or fifteen
days of the sick leave are permitted to accurmulate to the
teacher's credit.

In no case were the days off, provided for in the
special policies regarding illness or death in the immediate

family of the teacher, found to be cumulative.

Leaves for professional growth. Apart from a day or

two permitted off each year with pay for visiting in other
schools, only one system in the forty was found to have
definite provision making it possible for the teacher to
take any appreciable time off for professional improvement
while at the same time receiving at least a portion of his
salary (Table VIII). However, thirty-four systems do grant
a leave of absence without pay in order to afford opportuni-
ty for professional improvement. Some leaves extend from
one to two years, most of the systems permitting the teacher
to be away for one year only. Three provide that the period
of time off shall be arranged, and make no reference to a
definite number of months or years. The remaining five make
no provision for leave of absence for professional improve-
ment.

Remarks made by the superintendents, when questioned
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TABLE VIII
SUMMARY
PROVISIONS FOR PROFESSIONAL LEAVE

- O

No. of
systems Provision made

]
1 Grants professional leave with pay
34 Grant professional leave without pay
27 permit one year leave only
4 permit two years of leave

3 provide that the length of the
leave shall be arranged

5 Make no provision for professional
leave
40 Total
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on the subject of leaves of absence as a provision for
teacher growth and improvement, give some reasons for the
absence of such provision. One respondent replied, "Thank
Heaven! We don't have a leave of absence policy with pay.
They are too difficult to administer." Another said, "They
are useless because teachers do not return.”

Since only one system makes provision for its teach-
ers to have a leave of absence with pay in order to make
possible professional improvement, teachers in the other
thirty-nine systems must either assume financial responsi-
bility for their improvement, or crowd it into their pro-
grams while teaching. Either alternative places the respon-
sibility on the teacher and leaves the community free of

financial responsibility.

Maternity leaves. Twenty-three systems recognize ad-
vantages to be gained by granting maternity leaves and thus
retaining, in the ranks of the personnel, teachers whose
experience and training they would otherwise lose. Most of
the systems make no provision as to the length of time
granted for such leaves. Of those which do, one system re-
quires the expectant mother to take five months off; two
systems grant one year; and another system allows two years
off even though the child is adopted. One of the respond-
ents, in the systems not permitting maternity leaves, com-

plained that his teachers do not return when granted such
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leaves, hence his conclusion that maternity leaves are use-
less. The fact that over half of the systems make such pro-
visions would seem to suggest that it would prove worthwhile
for the administrators, not including maternity leaves in
their policies, to investigate the advantages that might

accrue from the provision for such leaves.

Number of months employed. In the forty systems in-
cluded in the survey fifteen employ the teacher for 9%
months per year, one for 9 3/4 months, twenty-three for 10
months and one for 12 months. Thus the teachers in 95 per
cent of the school systems investigated are left without em-
ployment in the school system for from two to two and one-
half months each year (Table IX). This time may apparently
be spent as the teacher chooses. It is reasonable to con-
clude that the activities of the teacher, during this period,
will depend upon conditions of the family budget and upon
the force of the urge for professional growth and improve-
ment. It could hardly be expected that such a condition
would contribute to the teacher's sense of security or his
feeling of professional status. This gives rise, then, to
a situation which may cause loss to both the teacher and the

community.

Methods of salary payment. With but one exception,

the systems were found to include, in the contract, a state-

ment of the specific amount to be paid annually to the teach-



TABLE IX
SUMMARY

NUMBER OF MONTHS PER YEAR TEACHERS ARE
] EMPLOYED

No. of No. of months
systems employed
15 93
1 9%
23 10
1l 12
L0

66
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er. The exception was in the case of a system which includes
a reference to the salary schedule adopted by the board of
education, rather than a statement of the specific amount as
called for by the teacher's training and experience.

In a small number of systems the teacher is given the
option of receiving his salary in ten or twelve equal in-
stallments. It was stated by some of the superintendents
that single men and single women usually prefer to receive
their salaries in ten equal installments, while married men
with family responsibilities prefer twelve installments.
This is evidently an attempt on the part of some systems to
provide a measure of security for the members of the teach-

ing personnel in the absence of more adequate provision.

Salary schedules. Thirty-seven of the school systems
included in the study have adopted salary schedules. This
leaves three school systems operating without definite sala-
ry schedules. A specific cost-of-living base, with provi-
sions for fluctuations from the base, designed to keep in-
comes sensitive to the changing purchase value of the dollar,
was found to be in use in only five systems. Some idea of
the opinions held by the superintendents may be gained from
the comments which accompanied their replies when questioned
as to whether a cost-of-living base is a part of the salary
schedule in their systems. One superintendent expressed his

opposition to cost-of-living allowances, fluctuating from a
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base, on the grounds that such a practice is "unprofession-
al,” since it is based on the assumption that teachers
should be rewarded with Jjust enough to live on. His view-
point is that teachers, as members of a profession, should
be paid on the basis of service rendered to the community.
Another respondent asserted that his system is meeting the
needs of teachers by making frequent adjustments in the sal-
ary schedule itself, in order to provide for fluctuations in
the purchasing power of the dollar. In one system the cost-
of-living base is recognized and fluctuations are provided
for according to figures supplied by the Department of Labor
Index. Another system has had a cost-of-living base in the
past, but it has recently decided to discontinue its use.

It may be concluded, therefore, that a cost-of-living
base with provisions for fluctuations is not used extensive-
ly as a means of assuring teachers of an adequate income.

In the absence of such a provision, there is evidence of
the need, in the systems, for reviewing frequently the sala-
ry schedule in current use in order to make certain that the
teacher's income is kept sensitive to fluctuations in the
cost of living. Failure to make some such provision leaves

room for injustices.

Salary increments. Training and experience were
cited as the major factors determining salary increases in

thirty-two of the school systems, while merit based on some
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type of formal rating was indicated as the basis for incre-
ments in the remaining eight systems.

There was a wide variety of practices relating to the
number of years required for teachers holding the B.A. de-
gree and those holding the M.A. degree to reach the maximum
salary possible in the schedule. In some systems a teacher
holding the M.A. degree would reach the maximum salary for
his classification in a shorter time than a teacher holding
the B.A. degree would reach the maximum for his classifica-
tion. In other cases the time required to reach the maximum
salary in both the B.A. group and the M.A. group were the
same.

A further analysis of the data revealed very little
uniformity in the number of years required in the different
systems for a teacher to reach the maximum salary provided
in the schedule. As will be noted in Table X, there is a
wide spread in the practices relating to the number of years
required to meet the maximum salary provided for in the
schedule. The range is from three years required in one
system to nineteen years required in another. The practice
most commonly followed is to require ten years, this being
the requirement in nine of the systems, or approximately 25
per cent of the total number investigated.

Practices in the systems allowing teaching experience
in other school systems to be counted in computing the teach-

er's salary rate are shown in Table XI. Again, as in the



TABLE X

SUMMARY

NUMBER OF YBARS REQUIRED TO REACH TH& MAXIIUM
POSSIBLE IN TH& SALARY SCHEDULE

.
No. of No. of
systems years required

— - —————— —— ————————————]

3 No salary schedule
1 3
2 5
1 6
2 7
L 8
1 9
9 10
3 11
3 12
2 13
1 15
3 16
1 7-8
1 8-14
1 13-15
1 14-18
1 15-19

TCTAL

=~
(@)
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TABLE XI

SUMMARY

PRACTICES IN GIVING CRLiDIT FCR TEACHING IN
OTHER SYSTELS

'H

No. of
systems Practice followed

— - _—_— . ___ _ —— ———— — — —— — — _ __—— ——— - ——

L Full credit
1 Full credit up to ten years
10 Full credit up to five years
2 Full credit up to four years
1 Full credit up to three years
1 Full credit up to five years and 254 thereafter
1 Full credit for the first four years and 50%
for the next six years if the teaching was
in North Central Association territory
1 Two-thirds credit
2 Fifty per cent credit up to five years
3 Fifty per cent credit
1 50 for each year of teaching up to five years
1 100 for each year of teaching up to five years
1 $125 for each year of teaching up to four years
1 ¥5O for each year of teaching up to twelve
years
7 Left to discretion of board and superintendent
1 No credit allowed
2 No policy in the system
L0 TOTAL
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number of years required to reach the maximum in salary
schedules, little uniformity was found in the current prac-
tices. There were only two practices showing a noticeable
amount of agreement, namely, the practice where approximate-
ly 25 per cent give full credit for previous teaching ex-
perience up to five years, and the practice where approxi-
mately 17 per cent leave the decision, as to how much credit
shall be granted for previous teaching experience, to the
board of education. It will be observed that nineteen systems
require from 9-14 years of teaching experience for teachers
to reach the maximum salary. This represents almost 50 per
cent of the systems and is the most common practice. Next
in number of times mentioned were the eleven systems re-
quiring 3-8 years and the six systems requiring 15 years of
experience. The variation in practices employed in the sys-
tems was wide, ranging from the granting of no credit by
one system to the granting of full credit by four systems.
A somewhat common practice is the allowance of increments
of so many dollars per year, varying from fifty to one hun-
dred twenty-five dollars for each year of experience up to
a designated number allowed. In other systems there is no
limit as to the number of years for which credit for ex-
perience in another system is allowed.

There is clearly no uniformity in practices providing
for increases in salary as the teacher approaches the maxi-

mum provided for in the salary schedule. The wide variety
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of practices followed makes it strongly possible that in-
justices may creep in and thus cause the teachers, employed
in these systems, to feel insecure and uncertain. Both the
school and the community may be losing because of this situ-
ation, since failure to allow sufficient credit for teaching
experience in the system may cause the teachers, who would
contribute much to the school and the community out of their
varied experiences, to seek employment where more liberal
allowance is made for their teaching experience. Such a
situation often tends to encourage in-breeding and stagna-
tion. Also, when circumstances make it necessary for a
teacher to transfer from one system to another, the teacher
is sometimes victimized if he finds himself in a system
where his previous teaching experience is greatly discounted

or disregarded altogether in reckoning his salary rate.

Salary revisions during the school term. In two of
the systems provision is made in the contract for a possible
salary revision, at the middle of the year. In the case of
the one system, this revision may be upward only, and that
on condition that available funds will permit. In the other
system the board of education reserves the right to increase
or decrease salaries, a blanket amount, at the beginning of
the second semester.

This practice of revising the salary downward gives

possible cause for uncertainty and insecurity. At the same
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time teachers are given cause to question their real status

in, or value to, the community.

Salary differentials for elementary and secondary

school teachers. Thirty-two of the systems make no differ-
ence in salaries for teachers in the secondary and elemen-
tary grades, while eight of the systems continue to make
some difference between teachers in these two departments.
It is reasonable to conclude that the systems included in
the study have attempted through the removal of salary dif-
ferentials to place teachers in elementary and secondary

departments on an equal basis.

In summary. It was found that 83 per cent of the
systems issue contracts renewable annually while the remain-
ing 17 per cent provide the teacher with a continuing con-
tract. Most teachers are, therefore, not in possession of
tangible assurance that they may not be dismissed suddenly
and possibly unjustly. Thirty-seven per cent of the systems
have termination clauses in the contract, most of which ac-
cord the privilege of terminating the contract to both the
teacher and the employing body.

Ninety-seven per cent of the systems provide a sick
leave for teachers granting from five to ten days off with
pay in most cases. Sixty-five per cent of these systems
permit the teacher to take time off not only for his own

illness, but also for illness or death in the immediate fami-
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ly, and twenty-two per cent of the systems make a separate
provision for such absences. Practices, permitting unused
days of the sick leave to accumulate from one year to the

next, vary from a policy providing that no days are accumu-
lative to one making it possible for 100 to accumulate, the
most common practice being to permit 30 days to accumulate.

Leaves of absence with pay, providing opportunity for
professional growth, are granted in only one of the forty
systems, though thirty-four systems grant such leaves with-
out pay for one or two years. Thus it is evident that the
teacher must, in thirty-nine of the systems, bear the finan-
cial responsibility for his professional growth.

Maternity leaves are granted in twenty-three systems.
Most of the systems do not specify the length of time which
may be taken off.

The practice in over ninety-five per cent of the sys-
tems of employing the teacher nine and one-half to ten
months per year leaves him without employment for from two
to two and one-half months per year. The way in which his
time is spent depends upon the amount of pressure either
for increased income or for professional growth.

Salary schedules have been adopted in thirty-seven of
the systems, five of which use a cost-of-living base. Ex-
perience and training are the major factors influencing

salary increment in thirty-two of the systems and merit,



76

determined by rating, in the remainder.

The wide variety of practices in allowing credit for
teaching experience in other systems would appear to dis-
courage an interchange of teachers, resulting in possible
loss to the community and injustice to the teacher.

Only eight of the systems make salary differentials

between teachers in the elementary and secondary departments.



CHAPTER VI

PRACTICES AFFECTING THE TEACHER IN HIS COMMUNITY
RELATIONSHIPS

The following aspects of the teacher's community re-
lationships were selected for study in this survey since
they are mentioned often, by teachers and educators, as
causes for dissatisfaction within the ranks of teachers:

(1) the extent to which the board of education or the com-
munity undertake to assist the teacher in finding adequate
and appropriate living accommodation; (2) readiness of the
community to accept the teacher as a member; (3) restric-
tions on the teacher's out-of-school activities; (4) readi-
ness of the community to provide the type of educational

program the superintendent considers necessary.

Assistance to teachers in finding suitable living

accommodation. Responsibility for assisting the teacher,
new in the community, to find suitable living quarters is
recognized by thirty-nine of the communities, according to
the reports of the superintendents. Only one respondent in-
dicated that in his system no responsibility for such as-
Sistance is assumed by the board of education or the members
of the community. There was no indication of a general

Pattern of assistance followed in all or even a large



78

majority of the school systems (Table XII). Though nearly
all the systems attempt to render some type of assistance,
it is evident that this assistance does not stem from pro-
vision of written personnel policies, but rather as a prac-
tice initiated by some community organizations or officials.

A true picture of the situation could hardly be ob-
tained from the above data without due consideration being
given to the actual type of assistance rendered. An analy-
sis of the replies of the superintendents indicates that the
actual assistance comes from many different quarters: the
office girl, the principal of the school, the supervisor,
the parent-teacher association, the housing bureau, the
personnel department, and the teachers' club. Types of help
were found to range from the maintenance of lists in the of-
fice, to advertising, placing of telephone calls, contacting
prospects, and conducting the new teacher in a car to see
places of possible accommodation. But whether the form of
assistance émounts to little or to much, the very fact that
assistance is rendered is evidence of a feeling of responsi-
bility and personal interest toward the teacher who is new
to the community. The assistance thus received should help
to contribute to a feeling of acceptance and security on

the part of the teacher.

The teacher's acceptance by the community. Since ac-

ceptance of the teacher by the community, on much the same
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TABLE XII

SUMIMARY

PRACTICES IN ASSISTING TEACHERS TC FIND
LIVING ACCOMMODATION

No. of
systems Type of assistance rendered

p— - -
No assistance rendered

Principal and supervisor give all possible help
Members of the community co-operate
Personnel department renders assistance

Housing Committee of Teachers' Club

N

Parent-teacher Association active in giving
assistance

[

Housing bureau maintained in superintendent's
office

Teachers taken to see prospective places
Superintendent gives all possible help

Contacts made for teachers by office

~N O v N

Superintendent accepts responsibility for find-
ing suitable accommodation

8 Administration gives teachers every assistance
possible

13 Office serves as clearing house for accommodation
- ____ ____ _ —— " — — ——— — —  — — — — — — — —— — 3
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basis as the average member of the community is accepted,
has been repeatedly referred to as one of the needs of
teachers, it was considered pertinent to this study to in-
quire into what is being done in the forty communities that
appears to be directed toward this end. It is assumed that
the teacher's acceptance into membership in local clubs and
community activities is substantial evidence of acceptance
by the community at large.

In all of the systems, the superintendents affirmed
that teachers are invited to membership in local community
clubs, and to participate in local community activities.
Six of these superintendents used the terms "urged" and "en-
couraged" to emphasize the fact that teachers are welcomed
into membership in local community clubs and organizations.
One superintendent stated that the local clubs "could not
run without the teachers." Two modified their affirmative
replies by saying that teachers are welcomed to most of the
clubs in the community. When questioned as to the possi-
bility of pressure being exerted to direct teachers into
certain clubs and activities, or away from others, thirty-
nine superintendents reported there was no pressure of this
type. Only one superintendent stated that some pressure
might be brought to bear on the teachers in the system with
which he was connected.

As evidence of the desire, on the part of the ad-
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ministrators of the schools, to co-operate in helping the
teachers to enjoy association in the clubs and to partici-
pate in local community activities, two of the superinten-
dents stated that adjustments in teaching schedules have
been made in their systems to enable members of the teaching
personnel to attend meetings that would otherwise have con-
flicted with the teaching schedule.

If, as these data appear to indicate, teachers are
accepted into the social life of the communities studied,
there is reason to conclude that barriers, which are often
believed to exist against the teacher's acceptance into the
community, have been broken down and the teachers have

little cause to question their acceptance by the communities.

Restrictions on the teacher's out-of-school activi-

ties. If restrictions on the teacher's out-of-school ac-

tivities exist in a school system, they must be imposed by
clauses in the contract drawn up, by the personnel policies,
or by pressure exerted by the members of the community.

The investigator requested the privilege of examining some
of the contracts which had been drawn up and were in opera-
tion at the time. In a large majority‘of the systems, the
contracts were found to be very simple documents, quite uni-
form in their wording, and simple in their requirements.

In no cases were statements found written into the contracts
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which appeared to be designed in any way to regulate or re-
strict the out-of-school life of the teacher. Responses of
the superintendents invariably indicated that no restric-
tions are imposed by clauses in the contracts. There was
no evidence found to the contrary.

No evidence was found in the written personnel poli-
cies that would indicate that teachers are faced with re-
strictions on their out-of-school activities.

In the replies relating to restrictions in the form
of public opinion (Table XIII), eighteen of the respondents
asserted that teachers in their systems have no restrictions
placed on their out-of-school activities, beyond those which
restrict the conduct of the average citizen of the community.
"Drinking in public" is listed among the prohibitions in
fifteen of the remaining twenty-two systems, while "drink-
ing" and "drinking excessively™ were mentioned in three
others, bringing the total number of systems where drinking
is restricted to eighteen. Smoking in public or about the
school grounds was mentioned as being frowned upon in six of
the communities., Of the nineteen respondents who reported
that special staff lounges or club rooms are maintained in
their systems, three pointed out that teachers gather in the
lounges to smoke and visit. It is significant to note that
the two aforementioned restrictions or prohibitions comprise

the only ones which were mentioned by any large number of



TABLE XIII

SUMIMMARY

COIMUNITY OR BOARD Ru&STRICTIONS ON THi TEACHZR'S
ACTIVITIZS CUT-CF-3CHOCL

— —
———— —
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No. of Practices engaged in by citizens,
systems but prohibited among teachers
18 None
15 Drinking intoxicating drinks in public
2 Drinking intoxicating drinks
1 Drinking excessively
3 Smoking in public
3 Smoking on school grounds
1 Playing poker
1 Political activity
1 VWiearing abbreviated attire or bathing

costumes on streets
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the superintendents.

Other restrictions mentioned in only one instance each
were: playing poker, political activity, and the wearing of
bathing costumes and other abbreviated attire on the streets.
These last three restrictions, while not placing severe
prohibitions on the activities of the teachers, might easi-
ly be interpreted as infringements on their individual
rights--infringements which the average citizen of the com-
munity does not suffer. Inconsistencies of this type often
provide fertile ground in which tensions and frustrations
can thrive,

Remarks, made by the superintendents, indicated the
attitude of their respective communities toward the out-of-
school conduct and activities of the teacher. In some in-
stances the respondent seemed pleased to assert that the
community, in which his schools are located, is "liberal."
It was stated by other superintendents that the "community
is conservative, therefore the teacher is not free to drink,
though he may smoke in public.™ Some of the superintendents
went so far as to assert that there are no restrictions so
far as the board of education is concerned, though the com-
munity would not permit drinking on the part of the teacher,
and that the teacher's conduct should be such as the commu-
nity can point to with pride. One superintendent added that

there was a time when women might not smoke and remain in
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employment as teachers, though they might do so now. "Good
judgment" and "discretion" were expressions used to describe
principles that should guide the conduct of teachers in

other communities.

Readiness of the community to co-operate. The super-

intendents were requested to give their opinions as to the
readiness and willingness of the board of education and the
members of the community to co-operate in providing the type
of educational policies and program which the superinten-
dents consider appropriate to the needs of the community.
The replies to this question indicated that, in 75 per cent
of the systems, both the community and the board of educa-
tion, which is a representative body of the community, co-
operate in setting up and maintaining the type of education-
al program and policies which, in the opinions of the super-
intendents, are needed (Table XIV). Two superintendents
went so far as to say that the board and community are some-
times ahead of the teachers, two others expressed the opin-
ion that the superintendent is given "too much rope." Six
of the respondents indicated that they receive co-operation
from the boards and communities in most things. Of the re-
maining systems, two reported that the board and community
"co-operate pretty well" and two stated that they receive
co-operation in all "except money." Thus only four systems

reported difficulties which could be interpreted to consti-
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TABLs XIV

SUMMARY

SUPERINTENDENTS' APPRAISALS OF THL READINESS OF
THE BOARD AND THE COITXUNITY TO CO-CPERATE IN
THeE TYPE OF EDUCATIONAL PROGRAII
CCNSIDERED NECm3SARY BY THi SUPLRINTENDENT

ggétggs The superintendents' appraisals

26 Board and community are ready to co-operate

6 Board and community are ready to co-operate
in most things

2 Board and community give the superintendent
"too much rope"

2 Board and community are ahead of teachers

2 Board and community co-operate "pretty well"

2 Board and community co-operate in all "ex-

cept money"
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tute any opposition to the program worthy of concern. It
thus seems evident that much of the responsibility for im-
proving the educational program in the community depends
upon the leadership and initiative of the superintendent.
Since there is such a clear indication, in the replies of
the superintendents, that they have the support of the com-
munity and the board of education in setting up the type of
educational program which they consider desirable, it is
logical to conclude that the superintendent can, therefore,
play a major role in providing more attractive and satisfy-
ing working relationships for the men and women who make up

the teaching personnel in these schools.

In summary. The data indicate that: (1) help is
given to teachers in finding suitable and appropriate living
quarters; (2) teachers are accepted into the community, as
evidenced by their welcome into clubs and social activities;
(3) teachers in the forty systems may live lives much like
those of the average citizens of the communities in which
they teach except in about half of the communities where
drinking in public is frowned upon, and in six communities
where restrictions on smoking exist.

It seems quite apparent that the restrictions or
regulations, designed to control the out-of-school activi-
ties of teachers, are in the nature of community pressure

resulting from local prejudices, opinions, or customs,
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rather than from pressure within the organization of the
school system itself. Little was found in the actual com-
munity relationships that would appear to cause tensions
and frustrations.

Replies of the superintendents were almost unanimous
in the opinion that their boards of education and communi-
ties were ready to give a considerable degree of co-
operation in setting up the type of educational program
which the superintendents consider desirable. Two super-
intendents credited the board of education and the com-
munity with often being ahead of the teachers. Only four
encounter any opposition to their programs from the com-
munity and the board of education which might give cause
for concern. Superintendents in the systems investigated
should therefore play a major role in improving the edu-
cational program and in providing more attractive and

satisfying working conditions for the teaching personnel.



CHAPTER VII

THE ADJUSTIENT OF TIACHING LOADS IN THE TFCRTY
SYSTEMS

To ascertain what methods are being employed in the
forty school systems in the arrangement of the actual teach-
ing load, the data in this chapter have been arranged vunder
four headings: (1) maximum load assigned to high school
teachers; (2) load adjustments for beginning teachers; (3)
maximum number of preparations required of teachers; (4)
practices in distributing extra-curricula responsibilities

in teaching loads.

Load assignments to high school teachers. As shown

by the data recorded in Table XV, the majority of the systems
fall into one of two groups as far as load assignments for
secondary teachers are concerned. Twenty-five systems con-
sider 5 periods of teaching per day the maximum load for a
teacher, and twelve accept 6 periods per day as the maximum.
Of the four remaining systems, one allows a maximum load of

7 periods per day; one computes the teacher's load on the
basis of 1800 hours of duty for the year; and the superin-
tendent of the one remaining system declined to discuss
teaching loads in terms of periods per day or per week, con-

tending that "loads are a professional matter determined by
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TABLE XV

SUMMARY

MAXTIMUM TEACHING LOADS IN HIGH SCHOOLS

No. of
systems Maximum load
25 Five teaching periods per day
12 Six teaching periods per day
1 Seven teaching periods per day
1 Eighteen hundred hours per year
1 Considered a professional matter

determined by each teacher
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each teacher."

In the interviews conducted by the investigator, the
question was asked if the teaching load, or the daily pro-
gram of the teacher, was built around the plan of requiring
a minimum number of hours of work from each teacher, such
as is the common practice in industry. Replies to this ques-
tion may be summarized as follows:

35 Make no attempt to build the teaching program
around a minimum number of hours

L Require from thirty to forty-five hours per week
as the minimum

1 Computes the time required on a yearly basis
Thus, in the majority of cases, it was evident that there
was little indication of a movement toward putting the teacher
on a definite hourly basis like industrial workers.,

In defense of the program in his system, which is lo-
cated in a highly industrial area, one superintendent stated
that teachers actually work about 85 per cent of the number
of hours that are required of the technical and industrial
workers in his community. In another system the practice is
followed of granting extra pay at the rate of $2.50 per hour
for all time required of teachers in excess of 1300 hours per
year. The program in another system was found to include
eight periods in the day, the eighth being known as the "op-
portunity period." All teachers are required to be in their

classrooms during this period, in order to be available to



92

students requiring special help. In one system full time
study hall supervisors are hired, thus freeing teachers

from this responsibility.

Load adjustments for beginning teachers. Although

nearly seventy-five per cent of the systems make some load
adjustment favoring the beginning teacher (Table XVI), there
is no overall pattern. A wide variety of methods are employed,
some systems using several. Among the approaches to the
problem of adjusting the load of beginning teachers are found
the following techniques: relief from extra-curricula respon-
sibilities altogether, or assignment of lighter ones than
those assigned teachers of wider experience; release from
home room responsibility; release from responsibility on
committees; fewer class preparations; and "lighter type of
classes,™ or a "lighter type of work."

A clearer understanding of what is meant in the last
two expressions may be gained by examining the replies of
other respondents who mentioned "classes that are easier to
handle,™ or "classes with less discipline.”" In ﬁescribing
his method of dealing with the problem, one superintendent
said, "I give them the breaks." Further significant replies
came from two superintendents who are employing techniques
that are very similar and yet which seem peculiar to their

systems. OCne said that he pairs inexperienced teachers with



TABLE XVI

SUMMARY

METHODS OF ADJUSTING LOADS FOR NuWi TEACHERS

— —

No. of
systems

Type of load adjustment

12
9

(o)}

NN

e e i =

No difference made
Easier type of classes assigned
Smaller classes assigned

No extra-curricula responsibilities
assigned

Fewer preparations for classes assigned
Lighter extra-curricula responsibilities
Classes with less problems of discipline

Teachers taken in tow by more experienced
teachers

One class less assigned

Preparations limited to two fields
Load lightened some

Teachers not placed on committees

No home room responsibilities assigned

Fewer classes and extra study halls
assigned

e
—
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those who are more experienced, the other referred to his
practice of having "veteran teachers t=ke younger teachers
in tow."

The twelve systems, which make no difference in the
loads carried by their beginning tezchers, are overlooking
a possible cause of frustration and discouragement which
might be avoided if beginning teachers were given some spe-
cial consideration in the form of load adjustment during the
first year of teaching. When faced with a certain amount of
anxiety and insecurity accompanied by the strain of planning
the year's work without previous experience, some relief is
almost essential. If adjustments are not made the teacher
is handicapped and thus unable to perform at his best. This
means that the community suffers a loss which will be re-
flected in the training of its youth, and this in turn will

affect the future of the community.

Number of preparations required of teachers. Thirty-

five systems make no differences in teaching loads, even
though the number of prevarations required may vary consid-
erably from the number of periods taught. There was little
agreement among administrators as to the adjustments which
should be made in the individual teaching load, as the number

of preparations vary. In the five systems where a difference
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is made, two give additional extra-curricula responsibili-
ties when the number of preparations is small, and three re-
quire one, two, and three preparations daily in their res-
pective systems (Table XVII).

The system requiring only one class preparation of
teachers and the system requiring not more than three are
among the large systems, having enrollments of 5000 or more.
On the other hand the system requiring only two class pre-
parations has an enrollment of less than 1500. In spite of
the fact that it is easier to limit the class preparation re-
quirements for teachers in the larger systems, there seems
to be little relationship between the size of the system
and the number of preparations required of teachers.

In defence of the policy of making no differences in
load, irrespective of the number of preparations, one super-
intendent stated that the teacher "still has individual dif-
ferences to take into account." Possibly other superinten-
dents and administrators in the thirty-five systems where no
differences are made concur in this opinion. It is reason-
able to conclude that the number of preparations for classes
does not weigh very heavily as a factor in the arrangement
of teaching loads in the majority of the systems investi-

gated.

Practices in distributing extra-curricula responsibil-

ities. With a view to ascertaining how the extra-curricula
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TABLE XVII

SUMMARY

PRZPARATION REQUIREMENTS OF TEZACHERS

No. of
systems Daily preparations required of teachers
S I
35 No difference in teaching load regardless
of number of preparations
2 Extra-curricula responsibilities increased
for teachers with fewer class prepara-
tions
1 Three preparations
1 Two preparations

1 One preparation
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responsibilities of the teachers are tied in with the re-
mainder of their load assignment, the following two questions
were asked: (1) "Is the extra-curricula load of the teacher
considered when teaching loads are computed?" and (2) "How
are the extra-curricula responsibilities of teachers in

these school systems distributed?"

The replies to the first question revealed that
thirty-two of the systems provide that extra-curricula re-
sponsibilities shall be taken into consideration when com-
puting teaching loads. Of these, twenty-nine systems con-
sider only extra-curricula responsibilities in computing the
teaching loed. The remaining systems make an attempt to
equate the entire load distributed to the teacher by taking
into account all responsibilities carried by the teacher, in
addition to the extra-curricula load. This method would
seem to provide less cause for feeling, among teachers, that
their loads were not equally distributed. Since only three
systems employ this method, or any other method assuring
that all factors are considered, there is an evident need
for policies which will remove inequalities by taking into
consideration &ll responsibilities carried by the teacher,
including his extra-curricula load. Unless this is done much
is left to the discretion of the superintendent or soue
other administrator.

Extra-curricule responsibilities make added demands
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upon the teacher's time and therefore limit his time for
other duties. Also, being a part of the overall program of
education, they deserve consideration the same as classroom
instruction. Since extra-curricula responsibilities make
more work for the teacher and since they make greater demands
upon his time, the eight systems, which do not take them in-
to account when computing the teaching load, leave room for
injustices in the form of unbalanced or unduly heavy loads,
thus giving rise to feelings of frustration and tersion on
the part of the tecchers.

In reply to the question concerning the mnethods em-
ployed in distributing extra-curricula responsibilities,
approximately seventy-five per cent of the superintendents
reported that they ere assigned (Table XVIII). The remain-
ing twenty-five per cent use & variety of methods such as
(1) every teacher is expected to have charge of at least
one activity, but with some choice allowed; (2, tedchers cre
free to decide whether or not they will carry any responsi-
bility outside the classroom; (3) the size of the teaching
load essigned determines whether or not extra-curricula re-
sponsibilities are to be carried; (4) teschers are hired
for a defi.ite responsibility; and (5), a com.ittee distrib-
utes some responsibility to everyone.

Four systems provide extra pay os a: iniluceneant for

teachers to carry extra-curricule responsibilities. This



99

TABLE XVIII

SUMMARY

PRACTICES IN DISTRIBUTING bXTRA-CURRICULA

RESPONSIBILITILS

No. of
systems Methods employed
—_ _—  —— — _ __ _ __ __ _ — __ _
31 The responsibilities are assigned
17 Principal assigns according to interest
5 Administration assigns on basis of in-
terest, ability, and time demanded
5 Administration assigns, everyone expected
to sponsor at least one activity, some
choice
2 Administration assigns, extra pay granted
1 Superintendent assigns on basis of in-
terest
1 Superintendent and Principal assign
jointly .
7 A degree of the co-operative method employed
L, Teachers may choose (2 grant extra pay)
2 Worked out co-operatively
1 Distributed by committee of teachers
2 Teachers employed for definite activities
40 " TOTAL




100

ranges from pay for practically all of the activities such
as class and club sponsorships, and coaching for zthletics
and plays, to an extra allowance for the football coach
o:ly.

Five superintendents reported that, ir their systemn,
everyorie is expected to carry some responsibility in direct-
ing the extra-curricula activities within the school. Ttis
situstion is brought about in the small systenis where teach-
ers are few and the variety of activities many. In the
larger systems, where rore teachers azre employed, such fac-
tors as interest, sbility and experience can veigh more
heavily in the decisions. When it is considered that twenty-
three of the thirty-one systems, which assign activities,
take into account the personal interest of the teacher, it
will be conceded thet the teacher has some opportunity to
influence the decisions. The words "interest," "choice,"
and "co-operative method" are used in connection with the
distribution of extra-curricula responsibilities a total of
thirty-four times, making 85 per cent of the total number of
appearcnces possible. There is, then, evidence to support
the view that the assigning of extra-curricula responsibili-
ties is not altogether an arbitrary procedure in the forty
school systems.

At the same time the question m&éy be raised &s to how

much voice the teacher has in the decisions as to the extra-
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curricula responsibilities he should carry, in the zbsence
of some uniformly constituted means of making his interests
and his voice heard. In all except the seven systems re-
porting the use of some form ol the co-operative method in
maeking extra-curricula assignments, the question, as to how
the expression of interest is made, is left to the adminis-
tration. It will be conceded that, in the absence of defi-
nite policies providing for an expression of interest and
choice, much is left to the discretion of the administration.
This condition may cause the teacher to question whether
the load has been distributed with fairness and due regard
to the interests, aptitudes, and experience of the teachers.
When teachers are employed with a definite under-
standing that they are to carry certain responsibilities,
when they may choose whether or not they will sponsor cer-
tain activities, or when they or their representatives from
the staff have a part in the distribution of extra-curricula
responsibilities, there is less reason to question whether
their voices are heard, and therefore less likelihood of

dissatisfaction among the members of the personnel.

In summary. The treatment of the data relating to
the distribution of teaching loads in the forty school sys-
tems diéclosed that: (1) the practice is followed of limit-
ing the number of te:ching periods for which a teacher is

responsible; (2) twenty-eight systems make =zdjustments in
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the teaching loads of beginning tezchers; (3) the number of
preparations required for classes is not, in the majority of
the systems, considered in reckoning the tecching load; and
(4) extra-curricula responsibilities are ecssigned in over 75
per cent of the systems investigsted though only three of
these do not take the tezcher's interest and ability into
account when assigning the extra-curricula load. Even
though interest arnd zbility are recognized when teaching
loads are distributed, the responsibility of distribution
was found to rest lcrgely upon the priuncipal, the supervi-
sor and the superintendent, instead of being administered
according to a formula arrived at by co-operative action, or
by a representative committee made up with» teacher represen-
tation and charged with the responsibility of assuring an

equitsble distribution of thre loads assigned to teachers.



CHAPTER VIII

METHODS OF SHARING IN PLANTING A'D
ADMINISTRATION

All of the systems investigated showed some sensi-
tivity to the need of extending to teuchers the opportunity
to participate in school planning, and a majority of the
systems cornsider it essential to include members of the
student body and members of the community.

Tris chanter is concerned with the following aspects
of shzred planning and administration: (1) teacher partici=-
pation in setting up local educational objectives; (2)
agencies through which teachers participate in formulating
schnol policies; (3) zgencies for participation in the
selection of teaching materials; (4) agencies for teacher
participation in the arrangement and cdecoration of the class-
room; (5) lay participztion in school planning; and (6)

student participation in school planning.

I. TOACHER PARTICIPATION IN SUTTIRG UP
LCCAL S5CIHIOCOL OBJLCTIVES

The data reveal that twenty of the systems operate
according to educational purposes and objectives set up to
meet the needs in the local communities served by the schools.

In seventeen of these systerms the objectives are duplicated
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or rrinted for distribution to all concerned or interested.

Relation of enrollment to writtcn oojcctives. When

tne forty systems were divided into iour rroups according

to the total student enrolliuient witiiin tue sc..00l system
(Table XIX), it was tfound that t.e roups having t.e sys-
tems witii the smallest enrollment are also tue rour’s havinz
thie [ewest number of systems with def'initely set up edu-
cational objectives suited to local needs. Tnhe nighest per-
centage with written objectives was found in the group hav-
ins tihe largest enrollment. This appears to indicate a rec-
ognition in large systems of a need or written objectives.
Trie reason tor this may be cue to the .Jact that there is
less opportunity f'or per:zonal contacts in tiie working re-
lationcuips of the schools wiere the nunber of teachers is
larze, and aence a recojnized nced for tue use o. soue

tecnnique to assure unity of purpose and action.

Set up co-operatively. It is si niricant to note

that, in all but three of tie systems wilere specifically
outlined objectives exist, the objectives were set up co-
operatively by the staff and .d.uinistrators (Table XX).
Parents or laymen were permitted to participate in six of
the systems, wille stuients were included in the co-opera-
tive action in only three systeins. It is logical to con-
clude that, in tie systems wiiere it wis considered necessary

or advisable to set up the locil educational objectives in



105

TABLE XIX

LOCAL EDUCATIONAL OBJLCTIVES IN THE FORTY
SCHOOL GYSTENS

— e ———— ——
— —— —

Total student Number of Number of Percentage
enrollment systems in systems of systems
the group having written with written

objectives objectives
Up to 1500 13 5 38
1501 to 2500 14 5 35
2501 to 5000 6 L 66
5001 and up 7 6 85

Total L0 20 50
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TABLE XX

SUMMARY
METHODS EMPLOYED IN SETTING UP LOCAL
EDUCATIONAL OBJECTIVLES

—

No. of
systems Agencies employed

Teachers, principals, superintendent
Teachers, administrators, laymen

Teachers, administrators, laymen, students
Teachers club and board of education
Teachers' committee and administrators
Teachers' committee

Administrators only

N H - H W W oo

Board of education only
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written roria, there was a sensitivity to tie need tfor em-
rloying tihe co-opnerative metiiod of setting up and evaluating

tnem.

Comments of superintendents. Co.anents, made by the

superintendents in the course of the interviews, {urnish

ome insiznt into the viewpoint of the leaders in tiie sys-

w

tems wnere objectives do not exist in written forii. T..ese
comments often took tiie orm of an apolozy for tle absence
of local ovjectives. Une superintendent sujzested that he
did rot want objectives in written foru in uis syste..,
anothier stated taat ne uus never re:cuned the point waere he
is able to say, "tuis is our philosophy." ie tlien added
tiiat eac. year in hiis annunl report ite includes a stz2tement
of the pnilosophy by w.uich nis sc.uools liave operated up to
that time. In three of the systems departaental objectives
had “Heen asreed upon by the te ciers, obut tnese had not
been bronztat togetier in an efllort to fora overall objec-
tives for tlhe system. Tie oLljectives for the hiizia schwool
nad veen worxed out in anotner system vut tiey were re-
vorted to be still working on tiue objectives for tue ele-
rnentary denartaent. Tuo superintendents indicated that
treir systenas were in tue process ol setting up objectives,
wuile a third stated that he had been aired with the defi-
nite understanding that he would develop a set of objec-

tives. These objectives, he added, wien developed would be
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submitted to the board of education, principals, and other
parties concerned for their approval. T.e superintendent of
still another system finds no neced for writtun educational
objcctives. According to his st-tenent, his metnod is to
"indoctrinate tue sta.f tnrou_ll key preople.™ Tuis iie ac-
complishes at the pre-scnool conference wuere e outlines,
to his teaciiers, the objectives and the pnilosopliy for the
year. He tunen depends upon his key people to keep these ve-
fore the teachers until they are accepted.

It is clear, tlen, that in tae systems wuere the ob-
jectives are not written up, a wide range of ideas exist as
to tue uselulness of objectives. There is a possibility
that teacners in t.ese systems are workin ; without common
toals and can hardly be expected to work with tiie same unity
of purpose that prevails where the activitics of the scuool
are co-operatively planncd and directed to coummonly accepted

purposes and objectives.

II. AGLNCILS FOR WI.CHur FARTICIPATION IN rURCULATING
SC{OUL FOLICILE

All the responcents reported the existence of agen-
cies throush wihich teachers mi ht nave a voice in formu-
latin;; school policies. Fourteen agencies were reported as
avenues [or this participation (Table XXI). By far the most

comanon agency mentioned was committces, being used by twenty-
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TABLE XXI

SUMMARY

AGENCIZS FOR TEACHER PARTICIPATION

No. of systems
reporting

26
14

11

[ 2o o o B O B (0 N

-

Agencies for participation

Committees

Clubs (value dependent upon their acti-
vities)

Pre- and post-school conferences
Teachers' meetings
Workshops

Suggestions to principal and superin-
tendent

Conferences with superintendent
Staff meetings

Community surveys

Supervisors

Teachers elected on administrative com-
mittee

Departmental research
Study groups

Advisory council
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six systems. The next two most [requently used agencies
were teachers clubs, anu pre-scinool and post-scnool con-
ferences. The other methods or agzencies were reported much
less frejuently, havin: been relerred to {rom only one to
four times by the diiferent respondents.

Waen consideration is given to the actual amount of

participation, on the part of the individual teacher, which

these different agencies provide, it will be apparent that
they vary appreciably in de; ree of potential participation.
Illustrating tnis point, it will be conceded that teacher
membershiip on the administrative council affords greater op-
portunity lor the teacher to nave an elffective voice in the
decisions that are made, than the metnod of sucgestions from
the individual teacher to the princival. Therelore in order
to obtain a fair estimate of the extent to which participa-

tion is made possiblce in the individual systems it is nec-

essary to consider not only the number of agencies used in

each system but also the amount o participation possibvle
through the particular agency.
It is also obvious that the eifectiveness of any

azency or technique for teacher particip.tion depends upon

acw that agency or technique is used. As a case in point,
teachers!' mcetings may provide a large measure of teacher
participation, or they may become merely jatherings where

the principal or the superintendent announces to the members
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of the staff recent policies adopted by the board of educa-
tion, or decisions reached by the aduinistrative staff. A
further example is the use of clubs. This is an agency waich
has possibilities for very effective use, tnough it has in-
herent weaknesses. Unless possessed of dynamic leadership,
clubs may easily become mere social occasions wiiere tue mem-
vers do little more than pass the time of day, thus experi-
encing little actual participastion in planning school
policies.

tlowever, tne greater tuae number ol agencies used for
teacher participation in plannin,; schiool policies, the
greater the likelihood that the individual teacher will have
a voice in the planning and administration of policies and
procedures which affect his working conditions or his own
personal welfare, for it will be reco:nized that, even though
the agencies may not be used to the fullest extent of wnich

they are capable, tneir useiulness may be increased as a

sensitivity to the need ror shared planninz is increased.

Distribution of agencics accordiny to system. Table

XXII shows the numoer of agencies used in each of the forty

systems. It will be seen that 18 of the systems use one
azency only, 14 use two, 7 use three, and the remaining sys-

tem uses f'ive agencies.

Use of comaittees. It will be noted that the princi-
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TABL: XXII
SUMMARY
TECHNIQUES FOR TEACHER PARTICIPATION IN SCHOOL PLAN-
NING AND ADMINISTRATION ARRANGED ACCORDING TO
THE NUMBER AND TYPE OF TECHNIQU=S
USED IN THE SYSTEM

No. of Number Distribu-
agencies of sys- tion of Agencies
used tems systems
One 18 9 Committees
6 A developed system of
committees
1 Textbook and curricu-
lum only
1 Reorganization and
building only
1 Co-ordinating only
L Clubs
2 Suggestions only
2 Teachers' meetings held by
principal
1 Pre-school conference
Two 14 3 Committees and clubs
2 Committees and pre-school
conference
1 Committee and workshop
1 Committee and supervisor

] — "/———"""""" """ """ "« « ————————— ——— — —— ——
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TABLE XXII (Continued)
SUMIMARY
TECHNIQUES FOR T2ACHiR PARTICIPATION IN SCHOOL PLAN-
NING AND ADMINISTRATION ARRAKRGED ACCORDING TO
TH{Z NUVBER AND TYFI OF TECHNIQUES
USED IN THZ SYSTiM

No. of Number  Distribu-
agencies of sys- tion of Agencies
used tems systems
1 Committee and teachers'
meeting held by principal
1 Committees and conference
with superintendent
1 Pre-school conference and
club
1 Pre-school conference and
teacher membership on ad-
ministrative council
1 Pre- and post-school con-
ference and club
1 Club and staff meetings
1 Advisory council and com-
munity survey
Three 7 2 Committee, club, pre-school
conference
1 Committee, club, monthly
teachers' meetings
1 Committee, club, conference

with superintendent
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TABLE XXII (Concluded)
SUMMARY
TECHNIQUES FOR TEACHZR PARTICIPATION IN SCHOOL PLAN-
NING AND ADMINISTRATION ARRANGED ACCORDING TC
THE NUMBER AND TYPE OF TrECHNIQUES
USeD IN THE SYSTEM

No. of Number  Distribu-
agencies of sys- tion of Agencies
used tems systems
1 Committee, pre-school con-
ference, staff meetings
1 Committee, pre-school con-
ference, community survey
1 Staff meeting, workshop,
supervision
Five 1 1 Committee, pre-school con-

ference, workshop, study
group, department of re-
search

L0 L0
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pal means turough which participation for teachers in plan-
ning school policies is in:de possible is by representation
on committees. A consideration of the extent to which this
metiaod has been developed within the systems provides a fair
estimate of the dejree of participation wm~de possivle in the
systems throuzh tuis agency.

Of the twenty-six systens using comuittees, either
alone or with other methois, it was rfound that:

1. Nine systems have developed a framework of stand-
ing and special committees, allowinz a wide range for teacher
participation within these systeus. Standin; committces af-
ford a measure of continuity and stability in teacher repre-
sentation, though sometimes at tne expense of sensitivity
to tne will of the teachers concerned.

2. Ten systems have no standin; committees, but use
only special committees. The cquestion may be raised ‘s to
whether the systems using only special committees have a
constant or continuous agency throuzh which teachers can
have a voice in arriving at decisions affecting their work-

conditions or personal wellfare. ilowever, comnmittees

o
o]

osen for special duties may be more active in accomplish-
ines the purposes for which they were appointed than stand-
ing committees to wihich many matters are referred.

3. Seven systems use one or two co.uaittees only,

wnich are standin:; committees. S5ix of tuese systems use
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committees which are capable of allowing a trair measure of
participation, namely: (a) conference comnittees with forty
members, which in turn zre diviled into sub comnittees; (b)
reorganization committee: (c¢) building committee; (d) school
planning comnittee; (e) co-ordinatin; committee; and (f)
curriculum committee, which is used in two systems. Thus

it will be sceen that there are possibilities for an ap-
rreciaple degree of participation in six of the seven sys-
tems using one or two committees only. There is a question,
wowever, as to the degree of potential participition pos-
sible in the remaining system of this group which uses the
co-ordinating comuittee composed of teachers from six
schools within the system. It will be seen that, except
for the teachers from the six schools who are on the co-
ordinating committee, tine majority of the te.chers in this
system have no agency through waich they can have a voice
in influencing decisions affccting their workingz conuitions
and personal welfare.

Tie majority of the committees are teacher-chosen and
the remainder are appointed by the superintendent. here is
some possibility that committees appointed by the superin-
tendent may not be so representative ol the entire teacning
stalf 2s committees which are ciiosen by the teachers them-
selves. But on the whole, from the above analysis, it will

be seen that, in the majority of the systems using the
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committee method, there is some measure of teacher partici-

pation assured.

Systems usint one azgency only. Relerring again to

Table XXII, it will be seen that, of the 18 systews which
cited the use of only one agency tor teacher participation
in setting up school policies, nine mike use of committees.
Eight of these nine systens use committees which furnish an
eff'ective means oi participation since they deal with as-
pects of school policies which are tar-reaching in their ef-
fect upon the operation of the school and since wide repre-
sentation from amongz the members of the personnel is possi-
ble. The use made of the co-ordinating committee, as men-
tioned earlier, is more limited since only six schools in
the system have representation on the committee and since
its work is limited to tiae co-ordinating of the work of the
different schools within the systemn.

Of the other agencies cited by the respondents men-
tioning only one agency, clubs, pre-school conferences, and
teachers meetinzs oitf'er possibilities tor e fective use when
organized with this objective in view. In the case of the
clubs much depends upon the leadersihip. The.system which
uses the technique of suzgcestions from individual teachers
only does not show evidence of much planning for teacher par-

ticipation by the administrative staff.
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Systems using two or more agencies. C(f the 22 systems

where the respondents cited two or more azencies which were
used for teacher participation in setting up school poli-
cies and procedures, it will be noted that committees were
mentioned by sixtcen of the twenty-two systeus. DPre-school
conferences and clubs were mentioned seven and ten times
respectively. Thus it will be noted (as in the case of sys-
tems using one agency only) tnat, in the systems citing two
or more agencies in use, committees, clubs, and pre-school
conferences were most often referred to. Techiniques men-
tioned less often by tie superintendents employinz two or
more agencies were: staff meetings; workshops; conferences
with the superintendent; and community surveys. \Vnile these
agencies can proviie some measure of participation, it will
be conceded that as ordinsrily conducted there is little op-
vortunity for eftective participation in formulating school
policies by teachers. Thus asain, much depends upon or-
ganization and leadership.

Of the agencies cited only once by the superintend-
ents, representation on the administruative council and rep-
resentation on the advisory council appear to hold the
greatest possibilities lor an elfective voice in influenc-
ing the formulating of school policies. Membership on the
advisory council, while more effective than many of the

agencies referred to, appears to be somewhat less effective



119

than representation on the administrative council since the
former group sit in an advisory capacity only, and the lat-
ter as the name implies have administrative functions. 1In
both cases the sole purpose of the organization is to pro-
vide for teacher participation in planning the school

policies.

No voice in decisions. The principal means through

which participation by teachers in planning school policies
is made possible is by representation on committees. Thus
within the forty systems there is a framework through which
teachers may express opinions on matters pertaining to the

setting up of school policies. However, only four systems

make any provision for teachers to share in the decisions

relating to school planning. Five techniques employed in

these four systems were: referring decisions to teacher com-
mittees; decisions made by joint action; voice in formulat-
ing salary schedules; arranging tor revision of the curricu-
lum; and development of personnel policies for use in the
system.

Since there is a framework through which teachers can
express their opinions on matters pertaining to school plan-

ning and administration, there is an evident recognition

among the forty superintendents ol the need for giving teach-

ers a voice in shaping the conditions which affect their
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working conditions and personal welfare. In the absence of
some definite voice in deciding on which suggestions shall
be followed and which shall be discarded or filed for future
reference there is reason to cuestion whether the teachers'
need for a voice in plans and decisions affectin his work-
ing conditions and personal welflare is being met. Unless
this [ramework includes some provision for a voice in de-
cisions it may serve as a mere escape valve for the teacher
who will soon discover its inet't'zctiveness as an agency tor
participation. The need is eviient. Technirues must be de-
veloped and applied that insure (1) actual teacher partici-
pation in school planning, and (2) effective implementation
of suggestions made by teachers and accepted by the groups

affected.

Participation in the selection of teaching materials.

One superintendent out of the rorty stated .rankly that no
provision existed in his system whereby teachers could ef-
fectively express their views as to needed materials or
equipment. The other thirty-nine superintendents stated
that in their systems provision had been made whereby teach-
ers could have a voice in the selection of materials to be
used in their teaching.

But it is apparent from an examination of' the data
appearing in Taple XXIII, that, for the most part no machin-

ery exists for sharing, but that the sharing of teachers in



TABLE XXIII

SUMMARY
TECHNIJUES THROUGH wWHICH TH& TwaCHER AY SHARE
IN THE SwLECTION OF TpACHING MATERIALS

Number of

systems Techniques employed
1 No provision made
20 Requisitions
8 Recommendations
8 Teachers make requests
3 Budgets built and spent
co-operatively

40

121
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the selection of materials with which they are to teach comes
throuzh the medium of asking in the form of requisitions,
recommendations, and rejuests. LEighteen of the respondents
referred to the use of "budgets." In many of the systems the
budgets are formed from the recomnendations and requisitions.

Sixteen of the superintendents indicated that some
form of co-operative means is employed in deciding what rec-
ommendations of purchases are to be made to the board of
education. When the replies were examined it was found that
"some form of co-operative means™ included: (1) teachers rec-
ommend to the board a departmental budget; (2) teachers!'
councils plan for expenditures; (3) comaittees make recommen-
dations; and (4) committees consider requisitions. In one
system a technique has been developed and adopted wnich
makes it possible for the teachers to give more etfective
expression to their needs. The teachers in this system are
asked to list their requests unuer three different cate-
gories: absolutely necessary, necessary, and would like.

Some of the superintendents were careful to add com-
ments such as: "teachers have ninety-five per cent of the
voice in selection,™ M"teachers' requests are usually
granted," "it is seldom that a rejuest of a teacher is not
granted even though action must be taken by the adminis-
trative staff," Mlittle is reifused by the administrative

staff,"” and "the power of veto has not thus far been exer-
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cised."” Some of the above statements were made by the
superintendents to emphasize the fact that even though no
machinery exists for teacher participation in the selection
of materials and equipment, teacners get what they want.

It will be conceded, however, that teachers in the majority
of the systems are lacking in def'inite assurance that their
expressions of preferences will be effective since the
statements from the superintendents indicate clearly that
in thirty-four of the systems the final decisions are
reached either by the superintendent and administrative
staff or by the board of education.

Thus it is evident that in the majority of the systeus,
the teacher, though free to requisition, rejuest, or recom-
mend, must leave the final decision to a group in which there
is no teacher representation and over which he has little if
any control. It will be conceded that even thoush very few
of the requests of teachers have been refused in certain
systems in the past, there is little to make the teacher teel
that democratic processes are at work, since there is an ab-

sence of factors that encourage him to feel that he has had

a part in arriving at the decisions.

Teacher participation in the arrangement and decora-

tion of the classroom. Related also to the working condi-

tions of the teacher are the arrangement and decoration of

the classroom. Data having a bearing on provisions made for
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the teachers to have a voice in the arrangement and decora-
tion of the classroom appear in tabulated form in Table XXIV.
Here it will be noted that systvms may be logically divided
into three equal groups according to practices followed:

(1) those systems which make no claim for any type of par-
ticipation on the part of the teacher in deciding on class-
room arrangement and decoration, or wnich reported that very
little freedom exists in their systems; (2) systems which
indicated that teachers are "consulted" when changes are
made, or asked to suggest or to recommend what they desire;
and (3) systems reporting, "complete freedom", "utmost free-
dom,™ and "much freedom.™ In only one system was the reply
made that teachers are encouraged, in that system, to make
suzgestions. There is in these data very little that could
be interpreted as definite provision for the teacher to make
his needs and opinions felt. OUn the other hand, the teacher
appears to be dependent upon the willinness and readiness
of his superiors to give him a voice in matters affecting
his teaching efficiency and the conditions under which he

works.
IITI. LAY PARTICIPATION IN SCHOOL PLANNING

Table XXV contains a summary of data relating to
lay participation in school planninz, an analysis of which
provides the answers to two pertinent questions: To what ex-

tent have the members of the community been given a voice in
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TABLE XXIV
DEGREES OF PARTICIPATION PERMITTED TEACHERS
IN ARRANGEMENT AND DECORATION
OF CLASSROOM3

No. of Degree of Distribu-
systems participa- tion of Expressed as
tion systems

13 Little or

no voice: 8 No voice
3 Very little voice
1 Planned by building teachers
1 Some freedom
14 Voice through
suggestions
and recom-
mendations: L Consulted
1 Consulted in decorations;
free to arrange
6 Can make suggestions
2 Can recommend
1 Principal and teacher get
together
13 Considerable
reedom: 5 Complete freedom
1 Utmost freedom
1 Considerable freedom
2 Much freedom
1 Teachers get what they want
1 Arrange as they please
1 Left to ingenuity of teacher
_ 1 Free except to paint
40 L0
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TABLE XXV

PROVISION FOR LAY PARTICIPATION IN SCHOOCL

PLANNING

No. of
agen=-
cies
used

Number Distri-

of sys- bution

tems of
systems

Agencies used

None

One

Two

(SR T T =1 SR S T O N Sy

Parent-teacher association

Community groups on special prob-
lems

Advice on home making and voca-
tional education

Special advisory groups selected
by the board of education

Citizens advisory committee on
building program

Citizens represented on life ad-
Jjustment committee

Citizens in pre-school conference

Citizens committees

Club representation on committees

Laymen included on committees

Community advisory council meets
weekly

Community advisory council meets
monthly

Parent-teacher association and
community council

Parent-teacher association and
special committees

Parent-teacher association and
educational committee made up of
four citizens

Parent-teacher association and
membership on curriculum council
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TABLE XXV (Concluded)
PROVISION FOR LAY PARTICIPATION IN SCHOUOL
PLANNTINSG

————
No. of Number Distri-
agen- of sys- bution
cies tems of Agencies used
used . systems
1 Parent-teacher association and
women's club
1 Joint lay and professional group
for Business Industry Day;
curriculum planning committee
Five 1 1 Lay committees on adult education;

educational planning committee;
health council; library commit-
tee; vocational education com-

mittee

40 34
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planning for the schools of the community? and, What tech-
niques are employed in the forty systems which provide for
lay participation in school planning? Six superintendents
definitely stated that no provision is made for laymen, in
their communities, to participate in school planning (Table
XXV), while thirty-four superintendents indicated that some
provision for lay participation exists in their systems.

Of the thirty-tour systems, twenty-tive provide only 1
agency for lay participation, eight use 2 agencies, and one

system employs 5 agencies.

Parent-teacher association. When the agencies em-

ployed are examined further, it is apparent that the parent-
teacher association was the agency most frequently referred
to as the avenue through which the members of the community
might participate in school planning, being used eleven

times as the only agency, and seven other times with one

additional technique. One of the superintendents who re-
ported the parent-teacher association as the only provision
made in his system for laymen to have a voice in school
planning, defended the lack of more provisions on the

" grounds that he does not believe in shifting responsibility

from the board of education, which has been elected to plan

for education in the community.

While the parent-teacher association can play a vital
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part in the educational program of the community by provid-
ing the members of the community with a means of influencing
plans and decisions affecting the school and its program, it
will be recognized that the effectiveness of the parent-
teacher association is not the same in every community since
the organization does not function the same everywhere.
While it may have potentialities for making the operation

of the school more sensitive to community opinion and com-
munity needs, it can not function effectively unless it be-
comes more than an agency providing a social outlet for a
small number of the community. Its effectiveness, then,
will vary from community to community dependent upon leader-
ship and sensitiveness to the need for close collaboration

between the community and the school.

Other agencies. Committees providing for lay par-
ticipation were: education planning committee; special com=-
mittees; advisory board; adult education committee; cur-
riculum council; citizens advisory committee on building
program; and life adjustment committee.

Among the other techniques mentioned either once or
twice were: community members participate in pre-school
conferences; community members participate in Business and
Industry Day; citizen membership on the health council;
community council; and community members on special project

groups.



130

The data examined furnish sufficient evidence to sup=-
port the opinion that there is a framework through which
laymen can express opinions on school planning and adminis-
tration in thirty-four of the systems. Notwithstanding the
existence of this framework, it must be recoznized that in
the absence of definitely formulated policies providing for
participation, outlining the actual part which the community
members may have in the planning, there is a wide range pos-
sible in the actual extent to which participation might take
place through the existing agencies, since the organizations
mentioned may operate differently in various communities.
There is, however, clear evidence of sensitivity on the part
of many of the superintendents to the need for making it
possible for members of the community to have a part in
school planning. This fact calls for a careful examination
of the use being made in the forty systems of the parent-
teacher association, membership of laymen on committees,
advisory councils and community councils, as well as lay
membership on Business and Industry Day planning, and at

the pre-school conferences.
IV. STUDENT PARTICIPATION IN SCHOOL PLANNING

Two questions relating to student participation in

school planning were directed to the superintendents. ™"To

what extent are students permitted to have a voice in school
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planning?" and, "What agencies exist in the system which pro-
vide for such participation?" It will be noted (Table XXVI)
that only two respondents indicated that no provision of any
type had been made for students to have some voice in school
planning. Twenty-eight of the systems use 1 agency only for
student participation, and the ten remaining systems use 2
agencies. The student council is employed in thirty-two
systems. Twenty=-four systems use it as the only agency and
eight systems use it with other agencies such as: student
council representation on the City Council, student repre-
sentation on the transportation committee, inter-school
council, assembly committee, student government and student
representation on the lay committee.

Apart from the student council there is a total of
twelve agencies employed, most of which are capable of allow-
ing a considerable degree of student participation. Among
the techniques offering the greatest promise of usefulness
in student participation are student representation on Com-
munity Councils or advisory councils which meet regularly
to discuss school policies and plans, and the city-wide
student committee on school board nominations. This latter
technique would seem to encourage a greater sensitivity on
the part of members of the board of education to the wishes
and ideas of students.

It is significant that only two superintendents out
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TABLE XXVI

SUMIARY

AGENCIES FOR STUDENT
PLAN

PARTICIPATION IN SCHOOL
NING

No. of
agencies
used

No. of Distribu-
systems tion of
systems

Agencies cited

None

One

Two

28 2

e R

N

10 1

-

H N e

None
None as yet

Student council

City-wide student committee
on school board nominations

Junior and senior high school
council meet regularly to
discuss school plans

Student government

Student council; student
council president on City
Council

Student council; inter-school
council

Student council; student re-
presentation on transporta-
tion committee

Student council; students on
assembly committee

Student council; students cn
citizens study group

Student council; students on
lay committee

Student council; student
government

Student representation on
Community Council; student
forums

Student government; student

participation in pre-school

conference
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of the forty indicated thit no provision exists in their sys-
tems for student participation in school planning. At the
same time it must be recognized that the existence of a stu-
dent council in thirty-two of the school systems is not in-
disputable evidence that actual participation exists since
it must be conceded that, as in the case of the parent-
teacher association, and clubs, such agencies can become a
mere form not giving much opportunity for participation to
the students. Irrespective of the actual degree of partici-
pation, there is evidence in these data to support the
opinion that a start has been made in the forty systems to-
ward the setting up of agencies for student participation

in school planning and policy making.

In summary. All forty systeums showed a sensitivity
to the need of extending participation in school planning to
include teachers and, in the majority of systems to include
students and laymen. Fourteen techniques are used in the
systems to provide participation. Committees are used by
65 per cent of the systems, and teachers' clubs, pre-school
and post-school conferences in over 25 per cent of the sys-
tens. Approximately L5 per cent of tne systems employ one
technique for teacher participation in school planning, 35
per cent employ two, and 20 per cent use three or more

techniques thus bringing added assurance that the voice of
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the teacher can be heard. Committees as used in the forty
systems provide a technique offering promise of usefulness
for teacher participation. Clubs mentioned somewhat less
frequently than committees also h:ve possibilities for use
in teacher participation, but depend upon the leadership
and readiness of the administration to accept their deci-
sions in the absence of definite policies outlining such
provisions. It is significant that all the technicues men-
tioned, with the exception of membersiip on the administra-
tive committee referred to by one respondent, have this in-
herent weakness-~dependence upon the administration to ac-
cept the sugestions made. Thus the administration has the

final voice.

Sharing in the selection of teaching materials comes
largely through the use of re;uisitions, reco.endations,

and requests which must be approved in most cases by the ad-
ministration. Sixteen of the systems provide a way whereby
teachers may have a voice in deciding waich purchases shall
be made. In the remaininz twenty-four systciis the final
decision on purchases to be made or su :zestions to be ac-
cepted rests with the adiministrators.

The technique most of'ten mentioned as providing for
lay participation was the parent-teacher association. Others
mentioned were membersihiip on committees and participation

in special community-school projects and undertakinzs.
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There is evidence of a recognition of tne need iJor the ex-
pression of lay opinion in thirty-four of the forty systems.
In the absence of detinitely formulated policies providing
for such participation there is a wide range in the actual
amount of participation possible and also in its effective-~
ness. Since there is a sensitivity of the need for lay par-
ticipation and a framework making a measure of participation
possible, the need for policies bringinz assurance of an ef-
fective voice by the members of the community in school
planning is evident.

Twenty-eight systems provide at least one agency
whereby students can have a voice in school planning and
twenty-four of these mention the student council as the
agency. Eight other systems refer also to the student coun-
cil, making a total of thirty-two times this agency was men-
tioned. Other agencies mentioned were: student council
representation on City Council, student representation on
different committees in the school, and committees concerned
with mutual problems of the school and community. A city-
wide student committee on School Board nominétions appears
to be a techni-ue offering possibilities for usefulness in
other situations.

Since only two superintendents out of the forty indi-
cated that no provision exists in their system for student

participation in school planningz, it is evident that the



136

benefits accruing from such provision are recognized, and
that a start has been made toward making use of this poten-

tiality for improving school planning.



CHAPT:R IX

PROVISIONS FOR PROFUSSIONAL GROWTH OF
TEACHERS

In this chapter provisions for the professional growth
of teachers are discussed under three sections: (1) actual
techniques in current use for encouraging protessional
growth, (2) the extent to which in-service-programs have been
developed within the systems, and (3) provision made for

rating the efficiency and growth of the teaching personnel.

Techniques employed to promote proressional growth.

In the interviews each superintendent was rejuested to out-
line briefly the methods employed in his system with a view
to encouraging protfessional growth among the members of the
teaching personnel. The in-service-training programs, as
outlined in the replies, show a variety of activities.
Altogether there are twenty methods or techniques
used (Table XXVII). No clearly defined overall pattern of
practices in current use was found, though there was an in-
dication of preferences for certain of the techniques. Ex-
tension courses were the most frequently mentioned, however
only approximately a third of the superintendents referred

to this method.
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TABLE XXVII
SUMMARY

TECHNIQUES USED FOR IN-SERVICE TRAINING

FOR TLACHERS

Techniques reported

16
11
11
10

DWW O NN N

Extension courses (1 system pays tuition)
Workshops
Pre-school conferences
Special planning committees
Consultive services (1 system bears expenses)
Special speakers
Special study groups
Teacher's meetings dealing with special problems
Study conferences
Summer school work
1 financial help on tuition

1 $5.00 for each credit hour earned

Teacher tied in with teacher training program
in local college

Teachers institutes
Bonus to assist non-degree teachers

Teacher participation in policy and budget
development

Special meetings for the new personnel

Financial assistance in travel or study
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TABLE XXVII (Concluded)
SUMMARY
TECHNIQULS USED FOR IN-SzZRVICE TRAINING FOR
TEACHU RS

No. times

mentioned Techniques reported
1 Twelve months program for teachers
1 Camping program
1 Surveys
1 Co-operative conservation program
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In spite of the ract that there was a wide range in
the choice of techniques used in the various systems, there
was considerable agreement, among the superintendents, on
the type of technique preferred. Twenty-eiglit of the sys-
tems recognized the part which a co-operative approach to
the solution of mutual problems can have in promoting pro-
fessional growth among the members of the teaching person-
nel. This is shown by the fact that these systems are using
the following techniques a total of fifty-two times:

11 Pre-school conferences

11 Workshops

10 Special planning committees

7 Special study groups

6 Teachers' meetings dealinz with special problems

3 Study conferences

1 Teacher participation in policy and budget
development

1 Camping programs

1 Surveys

1 Co-operative conservation programs

The replies of the superintendents showed that use
was made of the various co-operative study methods in build-
ings and also on a system-wide basis, thus indicating that
these techniques lend themselves readily for adaptation and
use in many different types of systems. While at work teach-
ers find themselves confronted with problems which call for
a solution, and in seeking the solution they often find it

profitable to engage as groups in a study of the problems

which are of special interest to a number of other teachers.
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In this way the group is held together by a common interest
in the solution of a definite problem which concerns those
who make up the group. It is possible for a teacher to be

a member of several groups engaged in the study of various
problems. In the solution of these problems the experiences
of others often prove highly beneficial and stimulating.

Included among the topics reported as having been
studied in these groups are: guidance, personnel problems,
policy making, health, interpretation of tests, the core
curriculum, surveys, camping programs, and conservation. In
some systems a co-operative program including actual field
work on a project such as conservation was undertaken. In
other systems the entire staff found it profitable to engzage
in a rather exhaustive study of some problem of common in-
terest.

The systems usinz these co-operative techniques have
the following advantages over the other systems: (1) Tech-
niques, which afford large numbers of the personnel the op-
portunity to participate, are particularly effective be-
cause they encourage those having a part in the program to
feel that the success of the program and their own personal
success are closely identified; (2) the employing of many
talents and capabilities, and the making use of wider ex-
periences increases the possibility of discovering the best

solution to the problems being considered in the program;
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(3) getting teachers to use their experience in solving
these problems serves to keep the thinking and planning of
the teachers sensitive to the needs of those in the class-
rooms with whom they come into close contact.

As teachers study together in these co-operative
groups, a need is often felt by the members of the -roups for
some special speaker, or for a1 certain type of consultive
service calculated to meet a special need to which the group
is sensitive. Thus the use of special speakers and consul-
tive services are linked with the co-operative method. How-
ever, only a little more than a third of the systens make
use of the two last mentioned services.

The plan for holding special meetings with members
of the personnel, who have only recently been employed in
the system, is a technique in personnel administration to
which little reference has been made, and yet it is a method

which apparently has potentialities for good. If teachers,

new to the system and community, can be brought tosether and
given the benefit of the experiences of others, mistakes may

be avoided and the process of adjustment speeded up, thus
enabling the teacher to attain his maximum efficiency with-
out unnecessary delays.

It is significant to note that the superintendents
recognized the opportunities for professional growth in such

techniques as special speakers on topics of interest, pre-



143

school conferences, and teacher participation in policy de-
velopment, and budget development. Their conception of pro-
fessional growth is not limited to those technicues which
enable the teacher to earn credit for degree courses or cer-
tificates, as is shown by the fact that out of the total of
ninety-two times that techniques for the promotion of pro-
fessional growth were used, in only twenty-two systems were
tecnniques used providing for the earning of credit hours.
These may be summarized according to the number of times

mentioned as follows:

16 extension courses

financial assistance given for study

summer school

teaching tied in with teacher training program
in local college.

N DU

Of the many school systems employing techinicues in
the in-service-training program designed to provide credit
toward de ;rees or certificates, only two require further
study. One of these systems requires that each non-degree
teacher attend summer school or earn a minimum of three
semester hours credit every year. The other system requires
that the teacher attend summer school every turee years or
take work that is equivalent.

Seven systems off:r some inducements for professional
growth in the form of financial aid. This varies trom tull
payment of tuition i'or extension courses to the payment of

a few dollars bonus for hours of credit earned, and also for
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assistance in meeting the exnense for teacner travel for
prof'essional improverient and consultant cervices. The
various types of financial assistance provided for by one
system each are listed as follows:

) payment of tuition for extension courses

) rayment ol a bonus to assist teachers without
degrees

) payment for consultants and teaciher travel

) payment for extra sumuer school attendance

) payment of $5.00 for each hour ot credit earned

) payment of 50 per cent of the teacher's salary
during a year oftf for proressional growth

(g) payment of teachers' salaries for 12 months.

o

v

SN~ N e
HO Q0

Since tne teachers in the one system which employs the
members of the teachiing personnel tor twelve months of the
year receive salaries representative of a full year's em-
ployment, they may then be expected to s;end their time as
may be azreed upon with the administration. Crdinarily the
teachers are permitted to chooce Irom a nuiber ol sugges-
tions the activities in which they wish to engage during the
summer. This practice permits the planning of a summer pro-
gram for the prof'essional growth of teachers without fear of
jeopardizing their financial position. It places the re-
sponsibility for financing such a program on the coumunity
wnere the increased efficiency of the teacher is felt.

This policy grows out of a principle that is rather
widely accepted in modern society, namely, that those who
beneif'it are the ones wiio should pay. Since the community as

a whole stands to benefit when the efficiency of the teacher
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is increased, it is reasonable to 2ssune that the commnunity
should bear a large share of the expense incurred in pro-
viding for the prolessional growth of teacuners who already
have the minimum cualifications required for the positions
which they hold.

It will be observed, however, that a very small per-
centage of the forty systems give tangible evidence that
they recognize the responsibility of the community tor bear-
ing the cost of keeping the teacher abreast of recent de-
velopments in his profession, or of maintaining his pro-
fessional srowth, both of which offer promise of increasing
the efficiency of his performance as an educator in the com-
munity. In this respect boards of education and communities,
of the majority of the forty systemns, are falling short of
what business and industry are reported to be doing to keep
their employees abreast of the latest developments in thneir
fields of speciality. It is signitf'icant to note, that in
industry, the responsibility for financing an employee im-
provement program is ire uently assumed by the organiza-
tion, because the organization recognizes the benefits it

derives from the improvement of its workers.

In-service-training prozrams in individual systems.

In order to give a more complete idea as to the actual ex-

tent to which the individual school systems are making
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provisions for in-service-training for their teachers the
data have been arranged in Table XXVIII to show the number
and the variety of metnods used in each system. From a
study of this table, it will be noted that of the forty sys-
tems:
2 systems, or 5% have no in-service-training program

12 systems, or 30/, employ one technique

11 systeus, or 2734, employ two techniques

15 systems, or 3735, employ three or more techniques.

From the above, it would be logical to conclude that
rather extensive provision is being made in the majority of
the forty school systems for the professional srowth of the
teachers. However, when the types of techniques employed
are considered, it will be noted from Table XXVIII that, of
the 12 systems employing one techninue only, 7 reported ex-
tension courses as the technique employed. This means that
no planned program tor in-service-training actually exists
in these seven systems, since extension courses are open to
all, and are planned and conducted by some institution,
separate and apart from the local school system. It would
seem that unless some special form of assistance, financial
or otherwise, is rendered to the members of the teaching
personnel who are taking extension courses, these courses
could hardly be included in the list of technijues which the

system provides for in-service-training. According to re-
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TABLE XXVIII
SUMMARY
ANALYSIS OF TECHNIQUES USED FOR IN-SERVICE
TRAINING FOR TEACHERS

Yo. of Numser Distribu-

methods of tion of Techniques used
used systems systems

None 2

Extension courses

Special planning committee
Tied in with teacher training
Special speakers invited
Consultive service

One 12

Two 11 Extension courses, study groups

Extension courses, planning
committee

Extension courses, workshops

Extension courses, teachers
meetings

Extension courses, pre-school
conference

Special planning committee,
teachers meetings,

Special planning committee,
workshops

Consultive service, co-opera-
tive conservation program

Consultive service, pre-school
conference

Pre-school conference, study
conferences

Teachers' meetings, summer
school

e N = R I T SR T SR S SRR

=

Three 8 Extension courses, pre-school

conference, workshops

1 Extension courses, study con-
ferences, teacher participa-
tion in forming policies

— —
——— ~

“
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used szstems

Four

Five
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TABLE XXVIII (Continued)

SUMIARY

ANALYSIS OF TECHNIQUES USED FOR IN-3EZRVICE

TRAINING FOR TEACHERS

No. of Number Distribu-

of tion of
systems

Techniques used

1
1

N I SR

Workshop, consultive service,
special planning committee

Special planning committee,
study group, in-service-
training tied in with local
college

Workshops, special speakers,
study groups ~

Workshops, pre-school confer-
ences, teachers' meetings

Special speakers, summer
school, teachers' meetings

Special planning committee,
study groups, pre-school
conferences

Pre-school conference, study
groups, workshops, bonuses

Workshops, special planning
committee, camping program,
surveys

Special speakers, pre-school
conference, institutes,
special planning committees

Special speakers, pre-school
conference, study groups,
workshops

Extension courses, workshops,
study groups, institutes

Extension courses, pre-school
conference, study groups,
consultive service, teachers!
meetings
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TABLE XXVIII (Concluded)
SUMMARY
ANALYSIS OF TECHNIQUZS USED FOR IN-SERVICE
TRAINING FOR TEACHERS

No. of Number Distribu-

methods of tion of Techniques used

used systems systems

- I
Nine 1 1 Special planning committees,

special speakers, consul-
tive service, workshops,
appropriations for travel,
pre-school conferences,
special meeting for new per-
sonnel, institutes, 50%
salary for year leave for
study
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ports of the superintendents, only one system pays the tui-
tion for extension courses. It will be observed further,
that out of the 1l systems reporting the use of two tech-
niques in their in-service-training programs, five of the
superintendents listed extension courses as one of the tech-
niques, leaving only 6 systems which actually provide two
methods involving considerable thought and planning on the
part of those responsible for encouraging professional
growth among the members of the staff. This means that when
extension courses, which are not a technique planned and
provided by the responsible bodies in the local system, are
subtracted from the techniques listed, there is an appreci-
able reduﬁtion in the number of provisions actually made in
the systems for in-service-training. When extension courses
are eliminated a considerable change in the amount of pro-
vision for in-service-training of teachers is evident. This
change may be summarized as follows:

9 systems or 22i% rather than 5% provide no in-
service-training program

10 systems or 25% rather than 30% provide one tech-
nique for in-service-training

8 systems or 20% rather than 274% provide two tech-
niques for in-service-training

13 systems or 324% rather than 374% provide three or
more techniques for in-service-training

Thus it will be seen that in nearly one-half of the forty

school systems no provision, or only one technique is provided
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for in-service-training for the members of the statf.

Referring again to Table XXVIII, it is signif'icant to
note that of the 23 systems using one or two methods only
for in-service-training, 12 systems, or more than half,
listed extension courses. On the other hand, out of the 15
systems using three or more methods for in-service-training,
only 4 systems listed extension courses as one of the methods
employed. On examining the data from the standpoint of the
total number of techniques employed, extension courses com-
prised more than 33 per cent of the total of thirty-four
techniques used by the 23 systems employing one or two tech-
'niques and only 6 per cent of the fifty-eight techniques
used by 10 systems employing three or more techniques.
Thus, on the whole, the systems having the more comprehen-
sive programs for in-service-training do not consider ex-
tension courses as a tecnnique to be listed as a part of
their programs for the professional growth of teachers.
There is among the 25 systems listing either no technique
or one technique, apart from extension courses, a signifi-
cant lack of evidence of planning for the in-service-
training and growth of teachers.

Although many of the techniques, listed by the super=-
intendents, obviously lend themselves readily to group ac-
tion on the part of teachers, there was little evidence in-

dicating that the planning and setting up of the programs
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for professional growth of teachers was a co-operative un-
dertaking including the teachers tlhemselves in the planning.

In speaking of the co-operative technique for plan-
ning the in-service-training program MacKenzie says:

Programs of in-service education should be products
of co-operative staff activity. Many erforts at in-
service education have failed because they were plan-
ned by administrators or supervisors to achieve some
improved educational program or procedure which they
alone could visualize. Lack of results in such in-
stances has not always been a result of presenting pro-
posals that were unsound. Some efforts have resulted
in failure because teachers did not recognize the need
implied in the recommendations and hence did not ai-
cept w..ole-heartedly the sugzested plan of action.

(=]

Since there is so little evidence of co-operative
planning for the in-service-training programs in the forty
systems, there is reason to question whether the situation
does not give rise‘to conditions in which the teachers may
not recognize the benefits to be derived from such a progran,
and, therefore, may fail to take advantage of their oppor-

tunities because they had no part in the planning.

Provisions for rating teachers on professional growth.

Provision is made, by seventeen of the systems, for some type

of formal rating designed to encourage the members of the

1 Gordon N. MacKenzie, "Developing and Administering
The Curriculum and Pupil Services," The Forty-rifth Yearbook
of the National Society for the Study of kducation, Part II,
TChicago: The University of Chicago Press, 1946), p. 43.
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teaching staff to perform at a high level of efficiency and
to grow professionally, leaving a total of twenty-three sys-
tems without any formal method for rating the members of the
teaching personnel. Reference to Table XXIX discloses that,
in twelve of the seventeen systems making provision ior for-
mal rating of teachers, the rating is done by those engaged
in administration. Only five ol the systems tollow the co-
operative method of allowinz some form of teacher participa-
tion in the ratinz. Thus the function of rating is per-
formed, to a large extent, by those engaged in administration.
From the data examined it may be concluded that over
half of the teachers in the torty systems investizated are
not provided with any type of formal rating of their per-
formance in the classroom or of their proiessional growth,
and that where some provision has been made, the function is
largely in the hands of administrators. In the absence of
some type of formal rating of the members of the teaching
personnel, an effective technique for keeping the teacher
posted on his progress and performance as evaluated by others
has been overlookaed. When promotions are made in the twenty-
three systems with no plan for rating, room is left for feel-
ings of possible injustice. In the systems where this func-
tion is limited to the administration, the teacher has cause
to feel that his record may not have been the major consid-

eration, while through the use of the co-operative method,
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TABLE XXIX
SUMMARY
PARTICIPANTS IN THE RATING OF TwACELRS

——
Number of
systems Participants in the rating
reporting
1 Principal only
1 Superintendent only
1 Principal, supervisor
1 Principal, assistant superintendent
2 Superintendent, principal
I Superintendent, supervisor
1 Superintendent, principal, board of
education
1l Superintendent, principal, consultants
Superintendent, principal, teachers
1 Superintendent, principal, department
heads
1 Superintendent, committees of teachers
2 Principal, teachers
23 Systems not reporting a plan for
rating
40 Total
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the teachers themselves have representation in the group
doing the rating and have more reason to feel that their
cases have been handled on the basis of merit and free from

prejudice.

In summary. A total of twenty techniques scattered
rather widely among the dirferent systems were reported by
the superintendents as havin: been used for professional
growth of the personnel. No overall pattern of practices
was found. There was evidence of recognition on the part of
the superintendents of the value of employing co-operative
techniques. The earning of hours of credit for degrees or
certificates was not the prime consideration in setting up
the program for professional rrowth. There was very little
evidence, in the amount of financiil assistunce rendered,
to indicate that the communities accept the responsibility
for helping the teacher to keep ibreast of rccent develop-
ments in his field and to grow protfessionally. DLxtension
courses comprised 33 1/3 per cent of the techniques re-
ferred to by the systems listing only one or two techniques
employed for in-service-training. Since approximately one-
half of the forty school systems fall into this group and
since extension courses can hardly be considered a technique
planned for and provided by the systems, it is logical to
conclude that, in half of the systems, little or no provi-

sion is made for in-service-training for the teachers.
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There was little evidence indicating that programs for pro-
fessional growth of teachers are planned and set up by co-
operative action of the teachers. Approximately LO per cent
of the systems provide some method of formal rating for the
teachers. In the majority of these systems the ratinz is

done by administrators and administrative statf.




CHAPTER X

ADDITIONAL TECHNIQUES EiPLOYED FOR MEETING
THE NEEDS OF THE PERSONNEL

Near the termination of the interview, each super-
intendent was asked to suggest any additional methods used
in his system which, in his opinion, were proving effective
in making the working relationships of the teachers more
attractive or satisfying. It was considered that these
might be significant and have implications for use in other
systems, since they might be indicative of new approaches
to the problem of administering the personnel. Many of the
superintendents, in their replies, gave indication of being
pleased at this opportunity of giving an account of the
methods and techniques which they had been instrumental in
employing, and which, in their opinions, were proving suc-
cessful. Only three of the respondents made no additional
suggestions. One of these superintendents explained his
failure to make any additional suggestions with the state-
ment that 80 per cent of his teachers were married women

with home duties, and therefore, had no time for extras.

Aspects of personnel administration mentioned. 1In

the analysis of the replies, two objectives were kept in

view: (1) the teacher's need, and (2) the techniques which
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were reported as successful in meeting the need. The fol-
lowing aspects of personnel administration were referred to
(Table XXX): (1) maintenance of friendly relations among
teachers; (2) maintenance of friendly relations between
teacher and administrative staff; (3) teacher-community re-
lations; (4) sharing in planning and administration; (5) .-
salary practices and financial aid; (6) status and evalua-
tion; and (7) provision for professional growth.

As will be seen in Table XXX, suggestions relating to
most of the areas of personnel administration to which ref-
erence was made were few: for, as some superintendents
stated, the ground had been "pretty well covered" by the
questions asked in the earlier part of the interview. The
replies are, however, significant. Thirty per cent of the
respondents cited techniques relating to inter-teacher re-
lationships, over 37 per cent cited techniques relating to
teacher-administrator relationships, and more than 25 per
cent referred to techniques concerned with community-teacher
relationships. It is evident from the large number of ref-
erences made to the teachers' relationships with adminis-
trators, the community, and other teachers, that principals
and superintendents are seeking to discover new approaches

to problems which arise in these areas of personnel adminis-

tration.

The specific techniques cited will be discussed under
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TABLE XXX
SUMMARY
AREAS OF PERSONNEL ADITINISTRATION TO WHICH
REFERENCE WAS MADE IN THE ADDITIONAL

SUGGESTIONS
No. of
systems Areas of personnel administration
reporting mentioned
—_— ————————
15 Maintaining friendly relations between
teachers and administrative staff
12 Teacher-community relations
6 Sharing in planning and administration
I Salary practices and financial aid
6 Status and evaluation
8 Provision for professional growth
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the areas of personnel administration in which they have

been classified.
I. FRIENDLY RELATIONSHIPS AiiONG TEACHLRS

The responses regarding techniques for the promotion
of friendly relationships among teachers were divided under
four headings (Table XXXI): (1) special projects on which
teachers work together; (2) social occasions providing op-
portunity for the teachers to know one another as friends
and neighbors; (3) special eiforts to welcome and orient new
teachers; and (4) special efforts to provide recreational

facilities for teachers.

Special projects. The use of some special project on
which teachers can work together and center their interests
and efforts brings them close together and affords an oppor-
tunity for them to see one another in different settings and
under more relaxed conditions than their regular routine.
The two applications of the technique cited were, teachers
uniting in the giving of a Christmas paj;eant and teachers

undertaking social functions on a co-operative basis.

Social occasions. Social occasions providing the op=-
portunity for teachers to know one another as friends re-
ceived considerable emphasis, having been mentioned by nine

superintendents. Five different techniques were suggested.
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TABLE XXXI
SUMMARY
ADDITIONAL TECHNIQULS DESIGNsD TO PROMOTE FRIENDLY
RELATIONSHIPS AFMONG TEACHERS

———
—

No. times
mentioned Technique employed

_— ——

2 Special projects on which teachers work together

1 Teachers unite in giving Christmas pageant

1 Teachers plan social functions on co-oper-
ative basis

9 Social occasions providing opportunity for the
teachers to know one another as friends and

neighbors.

5 Coffee hour in the afternoon at close of
school

1 Teachers club dinner every Tuesday

1l Social events--the year opens with a
breakfast; dinner parties with sp901al
speakers paid for by the board

1l American Federation of Teachers and teach-
ers club reception annually

1l Week-end color tours

5 Special efforts to welcome and orient new
teachers

2 Principal assumes the responsibility of
seeing that new teachers are made wel-
come

1 Open house maintained by the superintend-
ent for new teachers before school opens
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TABLE XXXI (Concluded)
SUMMARY
ADDITIONAL TECHNIQULES DESIGN&D TO PROLOTE FRILNDLY
RELATIONSHIPS AIMCNG TEACHERS

No. times i
mentioned Technique employed
1 Hospitality committee organized to write
to the newly appointed teachers and to
meet them upon their arrival
1 "Buddy" system for new teachers
1 Special effort to provide recreational oppor-

tunities for teachers

1l Administration sees that teachers are
taken into the recreation clubs of
the community, and that they have
clubs of their own.
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While all types of social occasions mentioned were designed
to bring the teachers together on an informal and social
basis, each represents a slightly different approach to the
problem. The most common, and perhaps the easiest arranced
for, are the coifee hours and teas, some of which are held
daily and others weekly. Including a larger number of the
personnel and somewhat nore complicated in arrangement, are
the club dinners, dinner parties, and receptions. While en-
tailing more work and expense the additional effort may be
justified because of the opportunities afforded for members
of the personnel to work tosether on projects of mutual in-
terest under conditions differing {rom daily school routine.
A social function differing from the above mentioned
occasions but accomplishing the same purpose is color tours.
While referred to only once, tais technique provides a wide
scope of usefulness and can be highly beneficial in more ways
than merely providing an opportunity for teachers to get to-
gether. Not the least of these further benefits is the op-
portunity for teachers to become acquainted with the coun-
try's resources, points of interest, ways of living, and
beauty spots, thus broadening the teachers' understanding
and appreciation of the community, .and enriching their ex-

periences.

Orientation of new teachers. Five systeus are using

techniques which are designed to make the teacher who is new
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in the community feel that he is welcome and to assist him
in becoming adjusted, as rapidly as possible, to his new
surroundings. In two of the systems the principal assumes
this responsibility and in one system open house is main-
tained by the superintendent for new teacners before school
opens. Two techniques which suggest new and effective ap-
proaches are the use of a "hospitality committee" organized
to write to new teachers before their arrival and to meet
them upon their arrival, and the "buddy system™, in which
the new teacher is teamed up with a more experienced teacher
in the community who is responsible for rendering special
assistance during the period of adjustment. It was pointed
out by the superintendents that this last named technique
makes the new teacher much freer in seeking advice and as-
sistance, and at the same time gives him a feeling of greater
assurance that the person offering the help is qualified to

render assistance.

Recreational facilities for teachers. Although re--

ferred to by only one superintendent, the practice of assum-
ing the responsibility for seeing that teachers are provided
with opportunities for recreation in the clubs of the com-
munity and in clubs of their own is capable of serving at
least two very useful purposes, not only that of furnishing
opportunity for social contacts and relaxation, but also pro-

viding teachers with further evidence of the administrator's
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interest in their welfare.
II. CORDIAL RELATIONS BLTWiEN TEACHSRS AND ADIINISTRATORS

Even more varied than the suggestions for promoting
friendly relationships among the teachers were the sugges-
tions of techniques for promoting cordial relationships be-
tween the members of the teaching staff and the administra-
tors (Table XXXII). The four general headings, under which
the techniques mentioned by the respondents fall, were:

(1) social occasions providing opportunity to meet on other
than a professional basis; (2) assistance given in solving
teachers' personal problems; (3) conditions which bring
closer relationships between teachers and administrators;
and (4) consideration for teachers displayed by the super-

intendent.

Social occasions. The technijue receiving the great-

est emphasis was social occasions providing the opportunity
for teachers and administrators to meet on other than a pro-
fessional basis. Eight ways of providing for social oc-
casions calculated to bring the members of the board, the
principal, or the superintendent together with the teachers,
were cited. In four instances the board of education assumed
the initiative and provided opportunities for teachers and
members of the board to meet together. Board-teacher pic-

nics appear to be especially promising since they provide
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TABLE XXXII
SUMMARY
ADDITIONAL TECHNIQUES DLSIGNwD TO PROMOTZ FRIENDLY
RELATIONS BETWEEN TEACEERS AND ADIMINISTRATORS

No. of times
mentioned. Techniques employed

8 Social occasions providing the opportunity to
meet on other than a professional basis

1 Board-teacher picnics

1 Teachers are guests of the board one
night every year

1 Board-Faculty dinner twice a year

1 Board entertains all teachers and em-
ployees including bus drivers

1 Superintendent and his wife entertain
teachers at the opening of the school
year

1 Superintendent has open house for new
teachers before opening of school

1 High school principal entertains all
teachers the first week of school

1 Superintendent makes friendly calls
upon teachers

7 Administrators assist teachers with personal
problems

L4 Superintendent lets teachers know he takes
an interest in their personal problems and
is ready to render assistance




27
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TABLE XXXII (Concluded)
SUMMARY
ADDITIONAL TECHNIQUES DuSIGNED TG PRCIIOTE FRIENDLY
RELATIONS BETWEEN ThACHER3 AND ADIMINISTRATCRS

_— — ————— ———— ————— ——— —_——— — L ————————]
No. of times
mentioned Techniques employed

e

3 Superintendent assists teachers with such
personal matters as filling out income
tax forms and finding suitable living
accommodation

2 Conditions which bring closer relationships be-
tween teachers and administrator

1 Informal atmosphere maintained

1 Relationships kept personalized

5 Consideration for teachers displayed by the
superintendent

1 Superintendent works with teachers on
some project of mutual interest even to
pouring concrete with them until 11 p.m.

1 Superintendent asks teachers to do
nothing he would not be willing to do

1 Superintendent holds conferences with the
teacher to discuss his visit to the
classroom

1 Tenure in own assignments

1 Blue Cross Insurance handled for teachers







168

opportunities for relaxation and mutual understanding with
less effort and expense than formal occasions. Of the three
techniques referring to more formal gatherings such as din-
ners for the board of education and teachers, the one which
takes in all employees including the bus drivers appears to
be especially significant. In a gathering of this nature
where all members of the school personnel meet on an equal
basis, each employee, regardless of his type of work, is
made to feel that he is an important part of the system.
This technique offers promise of usefulness in bringing
about a spirit of fellowship and understanding among all
members of the personnel by removing feelings of class dis-
tinction.

The following techniques mentioned by 3 superintend-
ents for bringing the administrators and teachers together
were: the superintendent and his wife entertain teachers
at the opening of the school year; the superintendent and
his wife hold open house for the teachers before opening of
the new school year; and the principal entertains the teach-
ers from his system. These evidences of the administrators!
personal interest in the teachers hold possibilities for re-
moving barriers which may appear to exist.

Holding even greater possibilities for bringing about
understanding between the teacher and the administrator

through social contact is the practice cited by one superin-
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tendent of making friendly calls upon the teachers of his
system. Apart from demonstrating a personal interest in the
teacher, the visit also gives the superintendent an insight
into the home conditions of the teacher thereby enabling

him to meet more intelligently any problems which the teacher

may have in the future.

Administrators assist teachers with personal problems.

By manifesting a special interest in the teacher's personal
problems the superintendent makes the teacher feel that he

is being dealt with as an individual and a human being rather
than as a mere employee or "just another teacher.™ Under
these circumstances the teacher's confidence in the adminis-
trator may be increased, his feeling that he belongs may be
strengthened, and his sense of security remain unshaken.
Definite suggestions whereby the superintendent can demon-
strate his interest in the personal problems of teachers
were: rendering assistance in the making out of legal papers
such as income tax forms; and assuming the responsibility of

assisting teachers in finding suitable living accommodation.

Closer relationships between teachers and adminis-

trators. Although citing no definite techniques for bring-
ing about closer relationships between teachers and adminis-
trators two superintendents stressed the value of maintain-

ing an informal atmosphere and personalized relationships
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between the superintendent and the members of the teaching
staff. When such relationships are maintained teachers are
much less likely to struggle on silently and to the point of
frustration before approaching the superintendent for assis-
tance or relief on a problem which might have beeﬁ easily

solved if undertaken co-operatively and in time.

Consideration for teachers displayed by the superin-

tendent. Five suggestions were made by the respondents em-
phasizing the benefits resulting when the superintendent's
interest in, and consideration for the members of the teach-
ing staff expresses itself in relationships and services not
usually considered of major importance. As an example one
superintendent cited an occasion when he worked with members
of the teaching personnel until 11 p. m. pouring concrete
for a new stadium thus showing evidence of his personal in-
terest in school activities beyond the mere performance of
his routine duties. At the same time the occasion furnished
an opportunity for the teachers and administrators to know |
and understand each other better. Other techniques suggest-
iﬁg how the superintendent can show his sympathy and con-
sideration for teachers were: holding conferences with the
teachers following a visit to the classroom for the purpose
of discussing the visit; asking the teachers to do nothing
which he himself is unwilling to do; and giving teachers

the assurance of tenure in their own assignments, thus
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enhancing their feeling of security. Little courtesies and
services rendered to the teachers such as the handling of
Blue Cross Insurance, or similar accounts, cause some ad-
ditional work for the office, but bring returns in the form
of a better understanding and more cordial relations between
the teachers and adwinistrative staff, and these in turn

bring other attendant benefits.
III. BACHER-COMIUNITY RELATIONSHIFS

Although the various aspects of teacher-community re-
lationships had been dealt with in the interviews, the im-
portance of maintaining good relationships between the
teachers and the community was further emphasized by addi-
tional techniques cited by over one-fourth of the respond-
ents.

It is interesting to note (Table XiXIII) that, in the
additional techniques cited by the respondents, two major
phases relating to the problem of bringing about better and
closer teacher-community relations have been recognized:

(1) making the individual teacher feel that he is one of the
community; and (2) binding the school as a whole and the

community closer together.

To make the teacher feel he is one of the community.

Six different techniques were cited which seem designed to

prevent the teacher from coming to the community as a mere
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TABLE XXXITI
SUMNMARY
ADDITIONAL TECHNIQUES RLFERRING TO TEACHER-COMMUNITY
RELATIONSHTIPS

Need to be met Techniques employed

-3

make the teacher feel that he is one of the community

Parent-teacher association holds welcoming
dinner in one of the best hotels in town
in honor of the new teacher

Teacher urged to participate in civic ac-
tivities

~

Community not permitted to make demands
upon teachers for sponsorships of clubs
such as Boys' Scouts

Names of new teachers given to local minis-
ter

Help public not to take "just a teacher"
attitude

Teachers encouraged to put off "profession-
alism" at times

To bind the school as a whole and the community closer to-

Frequent social gatherings

Church and parent-teacher association re-
ceptions

Industry, Education, Business Day
Annual Recognition Day

Round table discussions at service clubs
m






173

TABLE XXXIII (Concluded)
SUMMARY
ADDITIONAL TECHNIQUES REFERRING TO TEACH&R-COIMMUNITY
RELATIONSHIPS

Need to be met Techniques employed

Maintain good public relations program

Keep teachers and community informed as
to what goes on

Help teachers to see that the school be-
longs to the public--teachers are "hired
help"



»
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sojourner. Frequently a teacher's out-of-school interests
are centered in some other community, thus his only contacts
with the community where he is teaching are often limited to
problems relating to a child's lack of progress or his fail-
ure to become adjusted. His contacts with those members of
the community who are not parents may be even more limited.
One technique cited is a welcoming dinner held by the parent-
teacher association in one of the best hotels in town to
honor the new teacher. It is commonly stated that "first
impressions are lasting impressions.™ If there is any
truth to this statement, this practice is well timed. From
the first it may serve to make teachers feel as one, not
only with other teachers, but also with the members of the
community. If this technique can also make the community
feel that the teacher belongs to the community, a great
stride will have been made toward the integration of efforts
in behalf of educational goals.

The teacher's sense of belonging may be further in-
creased by the practice in another system of urging teach-
ers to take part in civic activities. 1In this way the
teacher's interests become identified with community in-
terests. This helps to dispell the "sojourner" attitude on
the part of the teacher and leads the community to look
upon the teacher, not merely as an instructor of its chil-

dren, but also as a helpful member of the community at



-
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large.

This technique evidently has the attendant danger
that the teacher might become too much involved in civic ac-
tivities. The reference made by one superintendent to the
practice in his system of preventing the community from
making excessive demands upon the teacher's time for club
sponsorships and similar responsibilities indicates that
teachers in that system are active in community life and
that they are in need of protection against being called
upon to do more than their time or physical abilities will
permit. Though symptomatic of a situation quite different
from that which is often reported to exist, namely, one
in which the teacher lives and works apart from the com-
munity, the practice is one which may need to be considered
in connection with efforts to integrate the activities of
the school and the community.

Giving the minister the name of the teacher who has
recently arrived in the community furnishes another means
of binding the teacher to the community not only in his
social relationships, but also in his religious life.

The superintendeht who referred to his efforts to
make the community accept the teacher on a level commensu-
rate with his contribution to the community rather than to
take the "just a teacher" attitude is reflecting a sensi-

tivity on his part to the need of providing teachers with a
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feeling of status in the community. This need is often ex-
pressed by teachers and appears to be closely bound up with
the factors contributing to dissatisfaction among teachers.
The response of this superintendent, therefore, while not
suggesting a method by which the objective can be accom-
plished does point to a desirable relationship which calls
for consideration by school and community leaders.

Another superintendent attempts to accomplish the
same end by encouraging teachers to "put off professionai-
ism." This enables the members of the community to meet on
equal grounds with the teacher, and affords the community
an opportunity to see the teacher as an individual with
needs and desires that are similar to their own; it pro-
vides the teacher with the opportunity to gain a better ap-
preciation of the viewpoint of parents. Thus the community

and the teacher understand each other better.

To bind the school as a whole and the community closer

together. Among the eight techniques suggested which seem
designed to bind the school as a whole and the community
closer together is the practice of holding frequent social
gatherings. These gatherings may assume many different forms
and range from afternoon teas and coffee hours to elaborate
banquets and receptions planned and organized by the joint

efforts of teachers and members of the community. Co-
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'operative planning and working of this nature help to get
the community and the school as a whole "pulling together",
thus promoting teamwork and mutual understanding. Very
similar in form as well as in benefits which accrue to both
the teacher and the community are receptions planned and
sponsored by the church and parent-teacher association.

The institution of a special day known as Industry,
Education, Business Day is another technique which seems prom-
ising as an effective means of integrating the efforts of
the community and promoting better understanding. On this
day the contributions which are made to community life by
each of these essential elements of the community are em-
phasized. When the educators have a better understanding
of the needs of the community, and when the community has a
clearer idea of the potentialities of the school as a fac-
tor in the community, each will benefit. To bring the day
to a close a banquet is held in the evening. This special
day has been found very successful in creating in the com-
munity a greater respect for the teacher and his work.

Annual Recognition Day organized in another commu-
nity is planned in much the same way as Business, Industry,
Education day and is designed to acquaint the community
with the work of the school and the part which it is capable
of playing in community life and community planning. Its

principal purpose appears to be to bring community groups
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together where they can be shown how the school is serving
the interests of the community; and to solicit intelligent
and sympathetic support from the community.

Two other techniques with potentialities for keeping
the work of the school before the members of the community,
thus assuring closer co-operation of effort and greater re-
spect for the teacher as a community leader, are round table
discussions at service clubs and the maintenance of a good
public relations progra:u. The latter mentioned technique
is much broader and more inclusive. It may include round
table discussions at service clubs and much more, such as
newspaper publicity, public appearances of teachers in panel
discussions and, in fact, any presentation of the school and
its activities which will make the public better acquainted
with the objectives of the school, and how it is seeking to
attain these objectives. It was stated that out of these
talks and discussions grow invitations to membership in the
community clubs.

Of particular interest and concern to larger commu-
nities and school systems is the suggestion that teachers
and community members should be kept informed as to what is
going on in the school and in the community, thus keeping
down dangerous rumors which can quickly divide a community

and arouse suspicion and opposition.
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In helping teachers to see that the school belongs to
the public and that teachers are "hired help", one superin-
tendent is evidently attempting to bring about a situation
in which the community feels and accepts its responsibility
for providing the necessary facilities and equipment for
education, hiring competent teachers, and supporting an
adequate program; while at the same time he is endeavoring
to keep teachers sensitive to their responsibility to the
needs of the community. The absence of such a relationship
might easily lead to disunity and lack of co-operation.

It sums up that the suggestions relating to the pro-
motion of better teacher-community relationships fall for
the most part into a pattern of techniques calculated to
"get them together."™ This indicates a recognition of the
need for a better understanding between members of the teach-

ing personnel and the members of the community.
IV. SHARED PLANNING AND ADMINISTRATION

Only three of the superintendents suggested tech-
niques having a relationship to shared planning or adminis-
tration. (Table XXXIV). Most of these suggestions were of
a general nature, providing little in the way of actual
techniques for sharing in either school planning or adminis-

tration. It will be noted, however, that the suggestions
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TABLE XXXIV
SUMMARY
ADDITIONAL TECHNIQUES REFERRING TO TEACHERS SHARING IN
SCHOCL PLANNING AND ADMINISTRATION

Need for Techniques employed

Opportunity for teachers to influence conditions and deci-
sions affecting their welfare

Teachers given opportunity to suggest
ways and means of making improvements

Teacher's preference sought and recorded
in effort to keep him in field of in-
terest and specialization

Transfers, other than those compelled by
enrollment, made only at request of
the teacher in writing, otherwise on a
seniority basis
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made refer to aspects of administration which affect the
working conditions of the teacher and are therefore related

to his ability to work efficiently.

Opportunities for teachers to influence conditions

affecting their welfare. The opportunity to suggest ways

and means of making improvements in the operating or equip-
ping of the school was cited as ﬁroviding one avenue for the
teacher to influence conditions in the school and to enhance
his feeling of belonging. Teachers who are accorded the op-
portunity to make suggestions for irprovements and desirable
changes have an avenue for exerting some influence on the
conditions under which they work and are less likely to ex-
perience feelings of tension and frustration. Affecting the
teacher more personally were the two remaining suggestions,
that the teacher's preference for certain subjects or ac-
tivities be sought and recorded in order to keep him in his
field of interest and specialization, and that transfers
other than those made necessary by fluctuations in enroll-
ment be made only upon written request of the teacher or on
a seniority basis. These considerations for the teacher's
personal preferences not only assure that teachers will be
more interested in their work and better prepared for it,
but also that they will feel that their interests are con-

sidered as well as the interests of the school and com-
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munity. When they are aware that an effort is being made to
keep them teaching in their fields of interest and speciali-
zation after they have expressed their preferences, there is
less likelihood of dissatisfection, even though it is not
always possible to accede to their wishes.

The second practice suggested by another superintend-
ent of making transfers only upon written request from the
teacher or on the basis of seniority, unless ccocmpelled to
do so by fluctuations in enrollment, provides the teacher
with a measure of assurance and security which is essential

to his efficient performance in the system.

V. SALARY PRACTICwS AND FINANCIAL AID

Four respondents supplied suggestions for the better-
ment of the teacher's financial position (Table XXXV). These
techniques are grouped under the following headings: (1)

assurance of security; (2) equality of income; (3) incentive

for increased efficiency.

Assurance of sccurity. Two of these suggestions, im-
provement in pension provisions and loans, help to give the
teacher a feeling of security from want or lowered standard
of living. While teachers do not regard income as the most

important consideraticn, financial remuneration is, never-

theless, a factor affecting the attractiveness of the job
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TABLE XXXV
SUIIMNARY
ADDITIGHAL TwCHNIGULS LEINTICKLD RuFLiRILG
TO SALARY PRACTICLS ALKD FINANCIAL AID

—_— sl

Need Technique employed to meet the need.

Assurance of security

Pension advantages improved

Loans to teachers

Equality of income
Help on transportation expense

Incentive for increased
efficiency

Promotion on merit basis
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and the morale of the employee.

Eguality of income. One system attempts to equalize
the expense of commuting by providing scome assistance on
transportation expenses. This technique mey not be a major
consideration in a srall system where distances in the city
are short, but in a large city, where housing facilities are
not available near the school, it may serve to prevent a

feeling of dissatisfaction.

Incentive for increased efficiency. Promotion on the

merit basis serves two very useful purposes. It provides

an incentive for increased efficiency and professional growth,
and at the same time, gives less cause for suspicion, preju-
dice or favoritism wvwhen promotions ere made. The feeling
that Jjustice and fair play are guiding principles in the ad-
ministration of school policies will go far to inspire con-
fidence and elicit the whole-hearted response of the

teacher.

The assurance of security, equality of income, and
the incentive for efficiency of work meet three recognized
human needs and are therefore, importent considerations when
personnel policies are formulated if the teacher is to ex-

perience satisfaction in his working relationships.
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VI. PRUVISION FCR BVALUATIUL OFF THi TLACJLR'S LLRK ALD

ELLHANCL. luivT CF HIS STATUS

Evaulation of the teacher's work. During the inves-

tigation little was found that could be interpreted as pro-
viding for appraeisal and evaluetiorn of the work which teach-
ers are doing in the schools, and among the additional
techniques suggested, only two references were made to this
aspect of personnel administration (Table XXXVI). These two
suggestions were "appraise the work of teachers and let

them know what they are doing," and "give them credit for
what they do." This lack of reference to appraisal snd
evaluation suggests that, in neglecting this phase of per-
sonnel administration, a large nurber of the systems are
lagging behind what is being done by large industrial and
business orgsnizations, and are thus feiling to make use of
a technicue which is proving successful in other sreas of
administretion. By reducing possibilities of uncertzsinty
and insecurity, such a technicue may also rerove causes for
dissatisfaction and inefficiency, thus meriting considera-

tion in building morale and increasing efficiency.

Feeling of status. Five references were made by the
respondents to the need for emphasis on helping teachers to

have a feeling of status. l.hen examined more closely it is

seen that four replies merely refer to the importance of at-
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TABLE L£4LVI
SUMMARY
ADDITIOKRAL ToCHhIGUnS RuwFLRRILG TG PROVISICH FUR
TEACHZR EVALUATICN ALD LNHANCLIENT CF STATUS

Need for Techniques employed

Evaluation of the teacher's
work

Appraise the work of teachers and let them
know how they are doing

Feeling of status

Effcrt rmade to help teachers to see their
jobs as the most importent in the system

Every opportunity used to give teachers a
feeling of status

Provide opportunity for teachers to re-
ceive publicity such as the coach re-
ceives

Give teachers public recognition and the
opportunity to stand on their own

Urge teachers to participate in panel dis-
cussions, and to speak at clubs and pub-
lic gatherings
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tention being given to this aspect of personnel administra-
tion. Only one reply refers to a technique which nerits

the study and consideration of thcse interested in discover-
ing ways and means of enhancing the feeling of status among
teachers. This technique is to urge that teachers appear in
panels, before clubs, and 2t public gatherings where they
can make a contribution from their fields of specialization
and be enabled to make contacts which are not possible under
ordinary circumstances. In this way they emerge from their
classrcoms to make contributions, to become acquainted, ac-
cepted, and appreciated. Thus the public is given a keener
aporeciation of the teachers and their work. When discus-
sing possible causes for the failure of the teaching pro-
fession to attract a sufficient number of capable and well
trained men and women to the profession, teachers almost
invariably refer to the lack of status which the profession
has. If this condition is to be changed, one possible ap-
proach to the problem is to make the public better acquaint-

ed with the teacher, his abilities, and his activities.

VII. PRUFE3SIUNAL GRCWTH

The suggested techniques for promoting professional
growth included four approaches to the problem, namely, (1)

through professional literature, (2) expert assistance, (3)
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additional training, and (4) experimentation (Table XiXVII).

Useful litersture. Access to and the privilege of

using a professional library is essentisal to efficient work
in every school system of any size. The receiving of con-
tinuous reports of available material in the library facili-
tates the work of the teacher and stimulates him in his

work.

Expert assistance. The one reference to the substi-

tution of consultant service for the type of supervision
which is commonly provided may be a practice which merits
study and consideration by other administrators. If there

is the possibility that the teacher's antipathy for the
supervisor and the traditional type of supervision can be ex-
changed for a sense of need for expert advice and the type

of service which consultants called in at the request of the
teacher can render, then it would seem that the apprcach of
the one respondent to the problem holds possibilities for

use in other school systems.

Additional training. Reference was made to the prin-

cipal's fostering a seminar from a nearby university. While
the fostering of seminars and extension courses from a uni-
versity does not entail a large amount of planning or a

heavy expenditure of money, it does represent an interest on

the part of the administrative staff in the professional



189

TABLE XAXVII
SUMMARY
ADDITIONAL TLCHNILUES RWFLRRING TO PROVISICN
FOR PRCFLS3IONAL GRCWTH

Need for Technique employed

I

Knowledge of useful
literature available

Professional library maintained
Continuous reports of available material
in school library

Access to expert
assistance

Consultant service replaces supervision

Additional training

Seminar from university fostered by prin-
cipal

Opportunity to
experiment

Experimental laboratories maintained in
two systems
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growth of the teachers. An arrangement of this kind also
often results in an economy of time for the teachers since
it makes it unnecessary for teachers to travel long dis-
tances to the university. At the same tir.e other teachers
are more likely to receive an incentive to make use of such
facilities when they have the opportunity to observe them

more closely.

Opportunity to experiment. Two superintendents con-

sidered experimentation as an irportant method for promoting
professional growth among the members of the teaching per-
sonnel. Reference wss made to laboratories for experimenta-
tions in the fields of audio-visual education and in curricu-
lum revision. Although mentioned by only two superintend-
ents, the opportunity to experirent and try out new techniques
and approaches to problems is conducive to continued healthy
growth, whether in a profession or in the fields of science.
Since so few references have been made to this technique,

it is reasonable to conclude that very little is being done
in providing opportunities for expc¢rimentation. The schools
which do not provide teachers with such facilities and grant
them the freedom to carry out promising experiments are
neglecting a technique which has potentialities for stimu-
lating professional growth among the members of the teaching

personnel,
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In summary. Three superintendents made no additional
suggestions of techniques which they were finding successful.
The thirty-seven who made additional suggestions touched on
seven different areas of personnel administration. Commu-
nity-teacher relationships, inter-teacher, and teacher-
administrator relationships were referred to most often, in-
dicating the importance which the superintendents placed
upon the value of maintaining good human relationships among
the members of the personnel. The replies suggesting tech-
niques for bringing about good human relationships included:
special projects on which teachers work together; social
occasions providing the opportunity to know one another;
special efforts to provide recreational facilities for
teachers, and informal and personalized relationships with
the superintendent.

Coffee hours, teas, socials and club dinners were
among the most frequently mentioned techniques to bring the
members of the personnel together. IMentioned only once, but
having potentialities for wider use were color tours, con-
ducted to points of interest.

Directed toward the welcoming and orienting of new
teachers are the use of the hospitality committee and the
"buddy system.™

Emphasis was placed on making ﬁhe teacher feel that

he is one of the community, the community feel that he is



192

one of the community, and on binding the community and the
school together in interests and activities. This can be
done best by getting the schoocl and community together in
work and on social occasions.

Giving the teacher a voice in matters affecting him,
providing him with loans and adeguate pensions, helping him
to feel that the status of his profession has been enhanced,
and letting him know how he is doing were other techniques
mentioned.

References to nrofessional growth erphasized the need
for access to expert advice; a knowledge of useful litera-
ture available; additional professional training and the op-

portunity to experiment and try out new ideas.



CHAPTeR XI
CONCLUSIONS

I. GENERAL SUMMARY OF FINDINGS

Status of personnel policies. Only 373 per cent of

the school systems investigated have personnel policies which

are fully codified and written up, leaving 32% per cent with
fragments of their policies written up and 30 per cent with
no policies in written form. Fifty per cent of the systems
are sensitive to the need for fully codified personnel poli-
cies as is evidenced by the fact'that they either have their
policies written up or are in the process of writing them

up. The percentage of systems with written personnel poli-

cies is greater in the systems with larger enrollments.

Methods of formulating personnel policies. The co-

operative method was employed in setting up the policies in
approximately 82 per cent of the systems where personnel
policies have been fully codified or exist in fragmentary
form only. In each of the five systems where personnel
policies were in the process of being formulated, the co-
operative method was being employed. The study revealed
that the systems which recognized the need for codifying the
policies and practices recognized also the need for making

provision for revising and altering them frequently.
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Distribution of personnel policiegs. In 45 per cent
of the systems teachers are supplied with copies of existing
personnel policies. (Over half are without written assur-
ance of conditions and procedures affecting their working
conditions and personal welfare.) Among the most frequently
mentioned methods of acquainting teachers with the policies
were: staff meetings, pre-school conferences, bulletins,

and handbooks.

Salary policies and practices relating to the teach-
ers' feeling of security. Few systems have adopted the

policy of issuing continuing contracts to teachers. There-
fore,. teachers in the majority of systems have no written
assurance of a position in the system beyond the termination
of their annual contracts. Termination clauses are used in
few systems and when used favor the teacher in the larger
number of cases.

The systems are almost unanimous in the practice of
allowing teachers to take time off for personal illness
without the loss of pay, the most common practice being an
allowance of ten days per year without deductions from pay.

There is general agreement among the school systems
in allowing the unused days of sick-leave to accumulate
from year to year, though there is no uniformity as to the
number of days permitted to accumulate.

Absences for death or illness in the immediate family
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are permitted with pay in most of the systems. The general
practice is to include these a2s part of the sick-leave poli-
cy, though in about 25 per cent of the systems separate
policies are provided to regulate this type of absence.

The need of the teacher for tine off for further
study, without placing in jeopardy his position or seniori-
ty, is recognized in the majority of systems, though only
one system makes arrangements for leaves of absence with
pay to provide for teacher growth.

Teachers in 95 per cent of the systems are left with-
out employment in the school system for from two to two and
one-half months each year.

More thaen 90 per cent of the systems have adopted
salary schedules. Approximately 12 per cent of them provide
for fluctuations from a basic salary in order to meet changes
in cost of living.

Increments for individual teachers are made on the
basis of experience and training in the majority of the sys-
ters. There was no evidence of uniformity of practices in
the number of years required to reach the maximum in the
salary scale. There was a lack of uniformity in giving
credit for previous teaching experience when computing sala-
ries for teachers coming from other school systems.

Eighty per cent of the systems make no difference in

salaries for teachers in the secondary and elementary de-
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departments.

Community-teacher relationships. In all but one of

the systems the communities recognize the responsibility for
assisting the teacher, new in the community, to find suitable
living quarters.

Teachers are welcomed into local clubs and community
activities without effort on the part of the community to
bring pressure as to which clubs they should join.

In the communities included in the investigation
teachers may live lives much like the average citizens of the
communities in which they teach, except in approximately 4O
per cent of the communities where drinking in public is
frowned upon, and in fewer communities where some prohibi-
tions on smoking exist. These restrictions are not written
into the contracts. Whatever restrictions that may exist
appear to result from the teacher's fear that the contract
may not be renewed if his conduct or activities are incon-
sistent with the community's concept of proper teacher deco-
rum. Teachers, therefore, accepting appointments to posi=-
tions in the forty systems would experience few restrictions
on their conduct provided they subscribe to the customs and
mores of the community to which they are app¢inted, apart
from those which have to do with smoking and drinking.

Seventy-five per cent of the superintendents reported

that the boards of education and members of the communities
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co-operate in providing the type of educational policies and
program which the superintendents consider appropriate to

the needs of the community.

Teaching loads. Teaching loads in secondary schools,

are built for the most part around the requirement of five
classes per day for each teacher. Beginning teachers are
given, in most of the systems, some special consideration in
the arrangement of their teaching loads in order to make
them lighter.

The number of preparations for periods taught by the
teacher are not taken into account when computing the teach-
ing load in the majority of the systems.

Consideration is given to extra-curricular responsi-
bilities when load assignments are made in more than half of
the systems. These extra-curricular responsibilities are
asgigned in the majority of the systems though some effort
is made to distribute them according to the interest and
ability of the teacher concerned. Little evidence of the co-
operative method was seen in the distribution of extra-

curricular responsibilities.

Sharing in planning and administration. One-half of

the systems operate according to educational purposes and
objectives set up to meet the needs of the local communi-

ties served by the schools. There was an apparent relation-
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ship between size of the school system and the use of defi-
nitely set up educational objectives. Written objectives
were found more often in the larger school systems.

All the superintendents gave some evidence of recog-
nizing the need for giving teachers a voice in planning the
school program and school policies. This sharing was pro-
vided for largely through committees, teacher clubs, pre-
school conferences, and workshops.

While teachers might make suggestions in all the sys-
tems, there was little evidence that opportunity is given
for teacher participation in making decisions affecting the
working conditions of teachers or their personal welfare
while on duty. Decisions as to which suggestions are ac-
cepted rest usually with the administrators.

Teacher participation in selecting teaching materials
consists mainly in making recommendations for the budget by
means of requisitions, the final decision resting with the
superintendent or the board of education. Little evidence
was found of provisions for teachers to have a voice in the
arrangement or decoration of their classrooms.

In almost all of the systems there is some agency
through which laymen can make their voices heard in school
planning. Techniques for including laymen in the planning
of the educational program comprise few others than the par-

ent-teacher association and membership of laymen on committees.
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Ninety-five per cent of the systems reported some
provision for student participation in school planning. The
student council is the principal agency through which stu-
dents may express their opinions on school planning and ad-

ministration.

Professional growth for teachers. In-service-training
programs for teachers showed a lack of long range planning in
the majority of the systems, the policy being to make use of
such agencies as were convenient. Extension courses, work-
shops, and pre-school conferences were most frequently men=-
tioned. Very little of the co-operative method was in evi-
dence in planning the program for professional growth.

There was a significant absence of techniques for

helping teachers to know how they are progressing.

Additional techniques suggested. When the superin-

tendents were asked, at the close of the interview, to men-
tion any additional techniques which they were finding useful
in making the work of the teacher more attractive or his
working relationships more satisfying, more than 90 per cent
made suggestions touching on seven different areas of per-
sonnel administration. These included: (1) The maintenance
of friendly relations among teachers; (2) maintenance of
friendly relations between teachers and administrative staff;

(3) teacher-community relations; (4) sharing in planning and
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administration; (5) salary practices and financial aid; (6)
status and evaluation; and (7) provision for professional
growth. Since the majority of the additional techniques
suggested relate to sections one, two or three, it is evident
that the emphasis in the minds of the superintendents is on

better human relations.
II. GENERAL CONCLUSIONS

The fact that the majority of the teachers in the for-
ty school systems are not provided with written assurance of
attractive and satisfying working relationships and condi=-
tions through fully codified personnel policies; that they
have no assurance of employment beyond the termination of
the annual contract; and, that it is necessary for them to
seek employment for from two to two and one-half months each
year, indicate that the teachers are not provided with con-
ditions essential to their sense of security.

Lack of uniformity among the school systems investi-
gated in giving credit for teaching experience in other sys-
tems and in the number of years required to reach the maximum
in the salary schedule; the absence of techniques designed
to distribute teaching loads according to interests, apti-
tudes, training and experience, and on an equitable basis
when extra-curricular responsibilities are taken into ac-

count; and the absence of techniques for assuring teachers
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that promotions will be made on the basis of merit, are con-
ditions which give rise to feelings of dissatisfaction and
possible frustration among teachers.

Although all systems showed a sensitivity to the need
for co-operative school planning, as was evidenced by the
fact that all had a framework through which teachers could
participate, there was a significant lack in the majority of
the systems of techniques giving teachers an effective voice
in reaching decisions which affect their working conditions
and personal welfare.

The findings of this study fail to support a common
complaint of teachers charging communities with unduly re-
stricting the out-of-school activities of teachers.

The study revealed a lack of techniques in use for
enhancing the status of teachers and adds its confirmation
to the charge that little is being done to provide teachers
with a feeling of status.

The absence of long range plans for the professional
growth of teachers in the majority of systems and the fail-
ure of the systems to render financial aid to teachers for
professional growth indicates that the communities in which
the school systems are located do not accept the responsi=-
bility for initiating and financing the professional growth
of teachers.

Since the findings of the study indicate that provi-
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sion for teacher security, participation in administration,
growth, and kindred needs of teachers are often left to the
generosity and discretion of the superintendent; and since
the superintendents in the majority of the systems have them-
selves indicated that boards of education and communities are
ready to co-operate with them in setting up the type of
school program and policies considered necessary in the com=-
munity, it is evident that the superintendent plays a major
role in forming policies, controlling working conditions
and planning the educational program.

The conclusions of this study suggest certain plans
of action which are calculated to assist in making the work-
ing relationships of teachers more satisfying and teaching

more attractive.



CHAPT&R XII
SUGGESTIONS GROWING OUT OF THE STUDY

I. BASIC CONSIDERATIONS IN FORMULATING PERSONNEL POLI-
CIES FCR PUBLIC SCHCOL SYSTEMS

Evolving from the present study are certain basic con-
siderations which appear to be essential in providing at-
tractive and satisfying working relationships in the school
system. These should be given careful consideration and may
be used as a guide in the development of school personnel
policies for the local community. These basic considerations
fall logically under three headings; (1) procedures in the
development of policies; (2) essential policies; (3) commu-
nity and administrative courtesies.

A. Procedures in the development of policies.

1. Before proceeding with the formulation of
personnel policies, educational objectives,
designed to meet the needs of the local com-
munity, should be set up and clearly defined
by the co-operative efforts of all parties
concerned.

2., All parties concerned with the operation of
the school and the attainment of its objec-

tives should have a voice in formulating the
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policies and procedures to be used in the
school system.

The policies and procedures should be formu-
lated with due regard for the local educa-
tional objectives.

When the policies and procedures have been
clearly set out, copies should be made
available to all concerned.

Provisions should be made whereby the poli-
cies can be altered easily and frequently in-
order to keep them sensitive to the changing

needs of the community and teaching personnel.

Essential policies.

1. Following a reasonable period of probation

3.

for the new teacher, he should be provided
with the assurance of permanence of tenure
and continuous employment if he continues to
perform his duties efficiently.

A retirement plan should be established mak-
ing adequate provision for the financial
needs of the family upon the retirement of
the teacher, or in case he should become dis-
abled prior to the attainment of the retire-
ment age.

A salary schedule should be adopted providing
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sufficient financial remuneration to enable the

members of the teaching personnel to maintain a

standard of living which compares favorably with

that of the members of other professions in the

community and should incorporate the following

features:

a.

Salary to be paid in twelve monthly in-
stalments, it being provided that one
month each year may be used by the teacher
for his annual vacation.

The salary schedule to be studied fre-
quently in order to keep it sensitive to
the changes in cost of living.

Increments in salary to be provided on the
basis of experience, training, and merit.
Full credit for teaching experience in
other systems, up to a maximum of five
years, and 50 per cent credit for teach-
ing experience in other systems exceeding
five years, to be allowed in computing

the salary.

Ten years of teaching experience to be re-
quired before the maximum salary is paid.
Promotions to be made, as far as possible,

from among the personnel within the system
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and on the basis of experience, quali-
fications, and service rendered.

No salary differentials to be made for
teachers in respect of sex or their
teaching in the secondery or elementary

departments.

L. A sick leave policy should be adopted incor-

porating the following provisions:

a.

Absence from duty, in case of illness,
with full salary to be assured for a
maximun of ten days each year.

The unused days of sick leave allowed
on full salary to be permitted to ac-
cumulate to a maximum of thirty days.
Absences caused by death or illness in
the immediate family to be permitted
on the same basis as the teacher's
illness.

Long term leaves with part salary up
to six months to be granted to teachers
who are in need of special medical
treatment, in cases where teachers have
rendered at least seven years of ser-

vice within the system.

5. A contract should be issued to the teacher
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containing the following features:

a. A statement of the amount to be paid
in twelve monthly installments.

b. A statement of the tire and manner of
payment.

c. Protection against unfavorable salary
revision during the school year.

The load assignment of the newly appointed
teacher should be lightened and adjusted in
one or more of the following ways:

a. Fewer class preparations.

b. Fewer teaching periods per week.

c. The assignment of classes without heavy
disciplinary problems.

d. The assignment of less responsibility
for sponsorships and extra-curricular
responsibilities.

The load assignment should be so arranged as
to demand not more than forty-five hours from
the teacher each week.

The distribution of extra-curricular respon-
sibilities and sponsorships should be on the
basis of the teacher's interests, aptitudes,
experience, and training.

Pre-school conferences should be conducted:
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a. Individually with newly appointed teach-
ers.

b. With groups of newly appointed teachers.

c. With the entire teaching personnel.
All members of the teaching personnel should
be granted a maximum of five days with full
pay each year to visit classrcoms in other
school systems.
All members of the teaching staff should be
provided with the opportunity for profession=-
al growth through such techniques as:

a. Pre-school conferences

b. Workshops

c. Week-end and summer camps

d. Local study groups

e. Enrollment in extension courses

f. Opportunity for participation in cur-

riculum revision
g. Participation in school planning and
administration
‘h, Opportunity for attendance at teacher
conferences
i. Opportunity to engage in experimenta-
tion and research

J. Access to a professional library
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13.

14.

15.
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k. Opportunity to use consultive services
1. Sabbatical leave with salary for study
or travel.

The actual physical environment of the teach=-
er should be such as to contribute toward the
mental and physical health of the teacher.
A democratic approach should be made in the
solution of school prcblems by the use of
such techniques as:

a. Comrittees

b. Clubs

¢c. Pre- and post-school conferences

d. Teachers' meetings

e. Workshops

f. Representation on administrative and

advisory councils

g. Student council

h. Student government

i. Parent-teacher association
Teachers should have a voice in arriving at
decisions affecting their working conditions
or personal welfare through representation
on the administrative council.
A positive program should be undertaken to

evaluate the work of the teacher and to let
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him know how he is progressing.

C. Community and administrative courtesies.

1. All teachers who make application for employ-

ment in the system should be made acquainted

with:

a.

Literature describing the community and
all aspects of community life which
would have a possible influence on the
prospective teacher's decision to be-
come a member of the community.

The character of the population, com-
munity activities, both social and in-
dustrial. This may be accomplished by
personal visitation to the community
and the school between the time of ap-
plication and the time for signing the
contract.

The educational philosophy of the com-
munity as well as local community prob-
lems which concern the educational
program.

The personnel policies and procedures
in operation within the system before

signing the contract.

2. Assistance should be rendered to the newly
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appointed teacher in finding suiteble living
accommodation, this assistance to come
through the local teachers club, community
organizations, and the superintendent or the
principal.

Definite plans should be made for meeting the
teacher arriving in the community for the
first time, and for making him feel welcomed.
Much assistance in making him feel welcomed
may come from: a hospitality committee,
local community organizations such as service
clubs, the parent-teacher association, or es-
pecially arranged teas, banquets, or luncheons.
An active effort should be made to give
teachers public recognition and credit for
what they do.

An active effort should be made, by main-
taining good public relations, to keep mem-
bers of the teaching staff and the public
informed on school plans and activities.
Members of the teaching staff should be as-
sured of the freedom to live normal lives
such as the average members of the community
would expect to live.

A positive program should be undertaken for
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promoting friendly relationships among ad-
ministrators, teachers and members of the
community. Such a program may include:
social activities, special projects of mutual
interest, recreational opportunities, In-
dustry-Education-Business Day, and an Annual

Recognition Day.
II. RECOMMENDATIONS FOR FURTHER STUDY

As the work of this investigation is brought to a
close a number of further related studies in the field of
human relations and personnel administration, in the opinion
of the investigator, offer promise of usefulness to adminis-
trative officers and others concerned with making the working
relationships of teachers more satisfying and the job of
teaching more attractive:

1. A study of methods and techniques which the mem-
bers of the teaching personnel in the same forty systems are
finding satisfying in their working relationships would
probably yield additional data and serve as a means of vali-
dating the conclusions of this investigation.

2. A further study dealing with practices and proce-
dures in the small school systems of the State of Michigan
would, in the opinion of the investigator, show different
trends than those indicated by the data from the larger
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schools, thus helping to complete the picture of the actual
situation in the schools of the State of Michigan.

3. A more exhaustive study of techniques and methods
employed in the school systems of a particular county, or
two or three different systems located in widely separated
parts of the state would have value and produce data not pos-
sible in a survey of the type just completed by the investi-
gator.

L. A statistical treatment of data having a bearing
on teacher-turnover and its relationship to the satisfaction
of certain of the recognized needs of teachers, would seem
to offer promise of usefulness to adminisyrators and other
leaders in education.

5. More intensive study should be given to the in-
dustrial and business approach to the problem of making
greater use of human resources. The investigator is con-
vinced that, despite the differences in purposes and objec-
tives existing between these two groups and education, there
is much in their research results and techniques that edu-

cators can study with profit.
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APPENDIX A

"If there is available an alphabetical listing of the
names of persons whose attributes or behavior is to consti-
tute a universe to be studied by sampling methods, then each
ith case (5th, 10th, 20th, etc., depending on the size of
the sample desired in relation to the size of the finite
population) can be drawn, and the sample will yield a result
fairly comparable to that obtained with a table of random
numbers. Certain precautions in using such lists are neces-
sary to avoid distortion of the samples. As Stephan has
pointed out, some of the names of the list or some records
in a file may be missing or have been temporarily removed.
If records are missing because they are being used, their
absence may distort the sample because there may be some
correlation between the active use of these records and
their trait or behavior being studied.ml

® © 06 00000 0 060 000 0000 00 000000000 0000000000000 0000000000000 0000

"In the United States Census of 1940, some of the in-
formation sought was obtained by sampling methods, for the
first time in the history of the census. A sampling tech-
nique somewhat analogous to taking every ith case from a
file was employed by the interviewers. Each census taker
secured information on certain questions (nativity, usual
occupation, social security status, marital status, etc.,)
from each 20th person. The sample obtained was therefore
used on 5% of all the people in the United States."<

1 John Gray Peatman, Descriptive and Sampling Sta-
tistics (New York: Harper and Brothers Publishers, 1947),
p. 290.

2 Tbid.
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APPENDIX B

INCLUDED IN THE INVESTIGATION

ARRANGED ALPHABETICALLY

Adrian
Albion

Alma

Alpena
Battle Creek
Bellville
Big Rapids
Cadillac
Centerline
Clawson
Coopersville
Detroit

East Lénsing
Flint
Farmington
Gladwin
Grand Ledge
Greenville
Hastings
Hillsdale

Inkster

Kalamazoo
Kearsley
Lakeview
Lapeer
Luddington
Marysville
‘idland

Mt. Clemens
Muskegon
Owosso
Pontiac
River Rouge
Romeo

Royal Oak
St. Joseph
Sturgis
Trenton
Walled Lake
Yale
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APPENDIX C

LETTER OF INTRODUCTION
(COPY)

IICHIGAN STATE COLLEGE
EAST LANSING

Placement Bureau ~
Office of the Director August 19, 1948

To Public School Administrators in Michigan:

This is to introduce Warner McClure, Helderberg Col-
lege, Capetown, South Africa, who is completing his Doctor's
dissertation with us at Michigan State College. He is in-
terested in gathering data relative to personnel policies.
If you can help him in the solution of his problem, I know
that he will be very grateful and I shall also appreciate
your co-operation.

His committee here consists of Dr. Guy Hill, Dr.
George Angell, Dr. W. H. Combs, Dr. Marshall Knappen, and
myself. We are all very interested in the outcome of the
study; we think it significant.

You can be assured that any information that you give
to Mr. McClure will be kept in confidence and the study will
not reveal the names of any personnel or schools in the
state. In fact, Mr. McClure is planning to keep the infor=-
mation under numbers rather than names of schools or super-
intendents, so that even his committee will not know where
he gets these data.

Yours for the best interest of educa-
tion,

Clyde M. Campbel
Director of
Teacher Placement

CMC:bb
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APPENDIX D
COPY OF THE QUESTIONNAIRE

Nmnber ® e 0 0 0 00 Date ® 0 0 0 0 0 0

MICHIGAN PIRSONNEL POLICY STUDY

Name of School System'..'......."...Q........0..'....'....
Address ® ®@ 0 0 0 6 0 & 8 0 0 0 0 O O O O O P O P OO O S O O OO O PO OO O O OO OO O S0 0O e e 0o
Name of Superintendent .ceccececeescscescsesceseses 1IN system
since ...... Type of school Organization within the system
Is the core curriculum used? s¢eceeseese Enrollment ......

Number of Teachers .......... Teacher Replacements .......

I. The Status of Personnel Policies.

ceessessssseesl. Does the system have a written statement of
school purposes and objectives?

ccessessessssel. Are they printed or duplicated?
csessesssessels Who participated in their development?

csecsssecsssolys How often are they revised and altered if
necessary?

ccessesssssssh. When were they last modified?

cesessecsssesb. Does the system have a written statement of
personnel policies?

cseessssscssefls Are they printed or duplicated?
cecsssscsssss8. Who participated in setting them up?

cecsessessess9. How often are they reviewed and altered if
necessary?
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............ll.
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APPENDIX D (Continued)
When were they last modified?

How are the teachers made acquainted with
them?

Are permanent teacher personnel records
maintained?

II. Practices and techniques which seem directed toward mak-
ing the working relationships of teachers more attrac-
tive and satisfying.

seseesssssesssl. Does the system have any additional pro-

fessional or academic requirements for teach-
ers above those of the University or the
North Central Association?

cecsesessssss’. What are the additional requirements? .....

® 9 0 00600 06060 00000000 o0 ® © 0 0600 0 0000800000000 000

csssesceseseeslde Who selects the teachers to be hired?

cessesesssessly. What factors are given consideration in the

|
(
z
s

Vet st N s i ot? ® “oe”

Field of specialization?
Institution where trained?
Educational philosophy?

selection of teachers?

Other types of ex-
perience?
Legal residence?

Sex? Church affiliation?
Personality? Race?
Health? Marital status?

Physical disabilities?

PN TN N —~
Nt N N e e S~

® © 0 0 0 0 0 0 0 60 0 00 0 0 00

Experience in teaching?

cecesessessesds Which of the followine features enter teach-

ers' contracts?

eeses.a. Termination clause? Whose rights

recogniged?

( ) Both parties ( ) teachers ( ) board

eeeseeb. Tenure?

( ) Continuing contract ( ) Stated tenure



231

APPZNDIX D (Continued)

ceesesCs Fixed time, method and rate of pay?

TP .

NN E

B - P

000.00’.....09.

00...0.....0100

...."'.....ll.

000000000000120

P B I

P N S

I 1

00..........16'

{ } Reference to salary schedule?
Specified amount?

() Fixed time for payment?

( ) Stated method of payment?

What restrictions does the contract make on
out of school activities of the teacher?

® 06 0 0 0 0 0 00 000 000 00 000 0 0 0000 000 000 00000000000

What is considered a maximum load for teach-
ers in high schools?

Is any attempt made to limit the demands
upon a teacher's time to a definite number
of hours per week? How many?

How are the extra-curricular responsibili-
ties distributed?

® © 9 0 090 000 0 00 020 0000 00 00000 0000000000 000000

How are tne extra-curricular responsibili-
ties taken into account when computing
teaching load?

Is previous teaching experience taken into
account when teacning loads are assigned?

What difference is made when a teacher has
two or more sections of the same class?

Is the size of the class taken into account
when arranging teaching loads?

What is there in the policy that gives the
teacher assurance of aderuate teaching
materials?

What provision is made for teacher partici-
pation in the arrangement and decoration of
the classroom?

Are teachers invited to membership in local
clubs?



B Y

..'0'.......18.

...'..0.....19.
ceessssscsesel0.
ceceecansesell.

000000000000220

ceevssecsseslle

.l..‘.’.'...zh.

cecescsescselb.

ceeeseseeesslb.
cececsecceeelle

00000-000000280

00..00000000290

000000000000300

232

APPENDIX D (Continued)

Is the teacher free to choose the activities
he wishes?

What must the teacher refrain from doing

which the average citizen of the community
might do acceptably?

For how many months is the teacher employed?
Does the system have a salary schedule?

Is there a probationary period in the sched-
ule?

Following the probationary period how are
increases determined?

® © 0 0 0 0 0 0 00 0 O O O S S OO OO OO E 0 OO0 O OO S OO 0O OO OO OO

How many years are required to reach the
maximum?

If undergraduates are hired is there a dif-
ferential for the number of years of prepa-
ration?

Is a difference made between elementary and
secondary teachers?

Is there a difference between men and women?

Is there a difference in salary for M.A.
degree?

For professional training beyond the M. A.?

What other experiences are considered in
setting salaries?

® 0 O 0 0 060 0 0 0 OO OO OO OO C O OO OO S OO SO O OO0 O 0000 00

Is advancement from probationary and early
professional status determined on the basis
of merit?

Who participates in the rating?
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APPENDIX D (Continued)

ceecseeesssssll. Is a specific base for cost-of-living recog-
nized?

cesesssssesel’. Is the schedule desined to recognize annual
cost-of-1living fluctuations from the base?

cessesssssssl3. Has a sick leave policy been developed?

T - 1

b.

For how many days' absence per year will
salary be paid?

Are the unused days cumulative? How
Many? eeeeeee

Does the policy require a medical cer-
tificate in case of doubt?

What features assure its administration
in a dignified and objective manner?

What provision has been made for absences
or serious illness in the immediate
family?

What is the maximum number of days allow-
ed for such absences?

Are absences with pay permitted for ill-
ness or death of others than the im-
mediate family?

csessssesseslb. What provision has been made for absences
with pay for teacher improvement?

a.
b.

C.

What part of the salary is received?
How many years of teaching are required?

How is such leave arranged?

In what activities may the teacher en-
gage on such leave?

How is such leave arranged?

® 0 @ 0 0 0 00000 060 0000060 00000000 00000000000
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APPENDIX D (Continued)
viessesssess3b. Is a maternity leave provided for?

ciesecseseseeld?. What provision is made for leave of absence
without pay?

a. What is the maximum time allowed for
such leave?

ceeesesessee38. How do teachers participate in school plan-
ning?

® © 0 0 000 © 00000 0000000000 0000 0000000000000 000
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tsecesseseee’d9., How do teachers share in decisions which af-
fect their working conditions or personal
welfare?

® © 0. 000000090 00000 0000000000 000000000000 00000

tsesecesesso0O. What provision is made for lay groups to
participate?
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*eceecessseosslyl. What provision has been made for student par-
ticipation in school affairs?
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eeseel2. What per cent of the teachers are members
of unions?

tetrecree...43. What assistance is given teachers in find-
ing suitable living accomodations?

® 0 © 00 0 0 00 9 00 O 0SSO0 O OO OO OO OO OO OO O OO OO 0 000

"ttetccece.cohly. How many teachers are teaching on emergency
permits?

*fttcece .45, Is retirement compulsory? At what age?
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APPENDIX D (Continued)

Is a health examination required before em-
ployment?

Is an annual health examination required?

Are teachers' lounges or clubrooms provided?
Staff libraries?

What type of in-service-training is pro-
vided?

® © 0006000 0600000000 000006 00000008000 00000000000
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Do you feel that the board and community are

willing to support you in the kind of poli-
cies and program you would like to put into

effect?

What other policies or practices do you em-
ploy to make your teachers' working rela-
tionships more satisfying, or the job more
attractive.



SYSTENS CLASSIFIED ACCORDING TO

APPENDIX E

TABLE XXXVIII

ENROLLMENT

236

Total En- System numbers in- No. systems
rollment Symbol cluded in the classi- in group
fication
Up to 1500 1 1,7,9,17,18,19,20, 13
22 ) h 25,29,31,33.
1501-2500 2 2,3,6,11,14,20,27, 1L
28,32,34,35,38,39, 40.
2501-5000 3 4,5,8,15,21,36. 6
5001-up L 10,12,13,16,23,30,37. 7




237
AFPENDIX F

TABLE XXXIX

STATUS OF SCHOOL PLRSONNIL POLICIELS

System Does system have Are they Who participated
number written personnel printed or in setting them
policies? duplicated? up?
- = D —_———e e e
1 No No Board and staff

are developing

2 Yes (F) No Exist as they de-
velop from board
actions; being

compiled

3 No No

L Yes No Staff, board, ad-
ministrators,
parents, students

5 Yes No Staff, board, ad-
ministrators

6 No No

7 Yes (F) No Grew out of board
actions

8 Yes (F) Yes Grew out of board
actions

9 No No Board acts and
superintendent
interprets

10 Yes (F) No Now being develop-

ed co-operatively

F) Denotes fragmentary.
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APPENDIX F (Continued)

TABLE XXXIX

STATUS OF SCHOOL PLERSONNEL PULICILS

System Does system have Are they Who participated
number written personnel printed or in setting them
policies? duplicated? up?

11 Yes Yes Staff, administra-
tors, board

12 Yes No Staff, administra-
tors, students,
laymen

13 Yes (F) ¥ Yes Staff, administra-
tors, board

14 Yes (F) Yes Administrators,
teachers' committee

15 Yes Yes Staff committees,
administrators,
board

16 Yes (F) Yes Superintendent,
board, teacher
representation

17 Yes Yes Teachers club, ad-
ministrators board

18 Yes (F) Yes Grew out of board
actions

19 No No

20 Yes (F) Yes Staff committees,
administrators

¥ (F) Denotes fragmentary



System
number

21

22

23

2l

25

26

27
28

29
30

31

APPENDIX F (Continued)

TABLE £XXIX
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STATUS OF SCHOCL PERSONNLEL POLICIZ

Does system have Are they Who participated
written personnel printed or in setting them
policies? duplicated? up?
No No
No No Worked on in sum-
mer workshop
Yes Yes Grew out of board
actions
Yes (F) * No Superintendent
compiled from board
actions for past 12
years
Yes (F) Yes Administrative
actions
No No
No No
Yes (F) Yes Teachers élubs,
administrators
No No
Yes Yes Administrators,
staff
No No

—

¥ (F) Denotes fragmentary
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APPENDIX F (Continued)

TABLE XXXIX

STATUS OF SCHOCL PLERSONNEL PCLICILS

System Does system have Are they Who participated

number written personnel printed or in setting them
policies? duplicated? up?
. ___ _ _——————— . _____ . —_ . _ —_____ _____________ _______}
32 Yes Yes Department heads,
committees and
superintendent
33 Yes Yes Staff and super-
intendent
34 Yes Yes Staff, principals
35 Yes Yes Teachers' commit-

tees and sugges-
tions from Michi-
gan Educational
Association

36 Yes (F) * Yes Staff, administra-
tors, board

37 Yes Yes Superintendent,
executive commit-
tee, personnel di-
rector, board,

superintendent,
staff

38 Yes Yes Staff, principals,
superintendent,
board

39 Yes Yes Staff, principals

L0 No No Committee working

on for two years
- ]

X (F) Denotes Fragmentary



PRACTICES RZLATING TO TEACIERS!

APTENDIX G

TABLE XL

CONTRACTS

241

System Termin- No.
number ation da

11.
12.
13.
14.

Clause Type of 1Is speci- Does con-
{$ favors contract fic tract
clause? NOtlcC€ tegcher amount contain
or board stated? stated
conduct
restric-
tions?
No Continu- Yes No
ing
No Annual Yes No
Yes 30 Board Annual Yes No
Yes 30 Both Continu- Yes No
ing
No Annual Yes No
Yes 30 Both Annual Yes No
Yes 30 Both Annual Yes No
Yes 30 Teacher Annual Yes No
No Annual Yes No
No Continu- Yes No
ing
No Annual Yes No
Yes 30 Both Annual Yes No
No Annual Yes No
No Annual Yes No

I

1
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APPENDIX G (Continued)

TABLE XL
PRACTICES RELATING TO TZACHERS' CONTRACTS

_—

System Termin- No. Clause Type of 1Is speci- Does con-

number ation days favors contract fic tract

clause? notice teacher amount contain
or board stated? stated

conduct

restric-
tions?
15. No Annual Yes No
16. No Annual Yes No
17. No Annual Yes No
18. No Annual Yes No
19. No Annual Yes No
20. No Annual Yes No
21. Yes 30 Teach- Annual Yes No

ers
22. Yes 30 Both Annual Yes No
23. Yes 30 Both Continu- Yes No
ing

2. No Annual Yes No
25. No Annual Yes No
26. No Annual Yes No
27. No Annual Yes No

28. No Annual Yes o
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APPZNDIX G (Concluded)
TABLE XL
FRACTICES RELATING TO TZACHZRS!' CCONTRACTS

P —
=

System Termin- No. Clause Type of 1Is speci- Does con-
number ation days favors contract fic tract
clause? notice teacher amount contain
or board stated? stated
conduct
restric-
tions?

29. No Annual Yes No
30. Yes 30 Teach- Annual Yes No
ers
31. No _ Annual Yes No
32. No Annual Yes No
33. No Annual Yes No
3. Yes 60 Both Continu- Yes No
ing
35. Yes 30 Both Annual Yes No
36. Yes 60 Both Continu- Yes No
ing
37. No Continu- No No
ing
38. Yes 30 Teach- Annual Yes No
ers
39. No Annual Yes No

40. Yes 30 Both Annual Yes No
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APPENDIX H

TABLE XLI
PRACTICES RELATING TO SICK LEAVE

System Is there a Number days Days permitted
number sick-leave Salary is to accumulate
policy? paid.
1. Yes 5 30
2. Yes 10 25
3. Yes 10 30
Lo Yes 10 ‘15
5. Yes 5 20
6. Yes 5 20
7. Yes 5 None
8. Yes 10 60
9. Yes 5 15
10. Yes 6 No provision
11. Yes 5 25
12, Yes 10 60
13. Yes 5 30
14. Yes 10 4 up to 30
15. Yes 10 15

16. Yes 10 4O
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APPENDIX H (Continued)

TABLE XLI
PRACTICES RELATING TO SICK LEAVE

System Is there a Number days Days permitted

number sick-leave salary is to accumulate
policy? paid
e ————————————————— .
17. Yes 10 20
18. Yes 10 30
19. Yes 10 30
20. Yes 10 30
21. Yes 10 30
22. Yes 10 30
23. Yes 10 40
24. Yes 10 30
25. Yes 10 No provision
26. Yes 10 30
27. Yes 10 30
28. Yes 5 30
29. Yes 5 10

30. Yes 10 30
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APPENDIX H (Concluded)
TABLE XLI
PRACTICES RELATING TO SICK LEAVZ

System Is there a Number days Days permitted
number sick-leave salary is to accumulate
policy? paid

31. No *

32. Yes 30 None

33. Yes 10 L0

34. Yes 10 50

35. Yes 10 30

36. Yes 10 50

37. Yes 10 100

38. Yes 10 No provision

39. Yes 7 30

40. Yes 10 35

¥ When absences occur no substitutes are hired;
teachers double up.
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APPENDIX I
TABLE XLII
PRACTICES RELATING TO LEAVE FOR SICKNESS
IN THE FAMILY

—_
Is illness Number Provision
System or death days for other
number in family permitted needs
included?
1. No 3 No
2. Yes By per-
mission
3. Yes No
L. No 5 No
5. No 5 No
6. Yes No
7. No No
8. Yes No
9. Yes No
10. By permission 3 No
11. Yes No
12. Yes 3 days
of sick
leave
13. No 3 No
14. Yes No
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APPENDIX I (Continued)
TABLE XLII
PRACTICES RELATING TO LEAVE FOR SICKNESS
IN THE FAMILY

— — ————————— — — — ___— ——— __ ____— —______ ___________ __ ____— _— __ __—_ _________

Is illness Number Provision
System or death days . for other
number in family permitted needs
included?

15. Yes No

16. Yes No

17. Yes Discre-
tion of
superin-
tendent

18. At superin- No

tendent's
discretion

19. Yes No

20. Yes No

21. Yes Discre-
tion of
superin-
tendent

22, Yes 5 No

23. Yes Discre-
tion of
superin-
tendent

2L, Yes No



APPENDIX I (Continued)
TABLE XLII
PRACTICES RELATING TO LEAVE FOR SICKNESS
IN THE FAMILY

249

System Is illness Number Provision

number or death days for other
in family permitted needs
included?

25. Absences No

ignored

26. Yes Part of
regular
policy

27. Yes Discre-
tion of
superin-
tendent

28. Yes No

29. Yes Part of
regular
policy

30. No 5 3

31.

32. Yes Discre-
tion of
superin-
tendent

33. Yes Discre-
tion of
superin-

tendent
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APPENDIX I (Concluded)
TABLE XLII
PRACTICES RELATING TO LEAVE FOR SICKNESS
IN THE FAMILY

Is illness Provision
System or death for other
number in family permitted needs
included?

34. At discre- Discre-
tion of tion of
superin- superin-
tendent tendent

35. Yes No

36. No 1

37. No Discre-

tion of
superin-
tendent

38. Yes No

39. Yes No

L0. No No



APPENDIX J

TABLE XLIII

PRACTICES RELATING TO OTHER TYPES OF LEAVE

251

— —————— —— ————— _— —— — — — —  ——— &

System Is leave
number granted

with pay

for pro-

fessional
improve-

ment?

What por- Are leaves
tion of permitted
salary is without pay?
paid?

How long
may
leave
extend?

Is
mater-
nity
leave
grant-
ed?

— =

10.
11.
12.
13.
14.
15.

No
No
No
No
No
No
No
No

No
No
No
Yes
No
No
No

None
None
None
None
None
None
None

None

None
None
None
50%

None
None

None

Yes
No

Yes
Yes
Yes
Yes
Yes

Yes

Yes
Yes
Yes
Yes
Yes
Yes

Yes

1 year

Arranged
1l year
1 year
1 year
2 years

As
arranged

1l year
Arranged
1 year
1 year

2 years

1 year

No
No
Yes
Yes
Yes
Yes

Yes

No
No
No
Yes
Yes
Yes
Yes

Yes
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APPENDIX J (Continued)

TABLE XLIII
PRACTICES RELATING TO OTHER TYPES OF LEAVE

System Is leave What por- Are leaves How long 1Is

number granted tion of permitted may mater-

with pay salary is without pay? leave nity
for pro- paid? extend? leave
fessional grant-
improve=- ed?
ment?

S L - -  — ——  ——— — —— ]
16. No None No No
17. No None Yes 1 year Yes
18. No None Yes 1 year No
19. No None Yes 1l year Yes
20. No None Yes 1l year Yes
21, No None Yes 1l year No
22. No None Yes 1l year Yes
23. No None Yes 1 year Yes
24. No None No No
25. No None Yes 1l year No
26. No None Yes 1 year Yes
27. No None Yes 1 year Yes
28. No None Yes 1 year Yes
29. No None No No
30. No None Yes 2 years Yes

31. No None No No
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APPENDIX J (Concluded)
TABLE XLIII
PRACTICES RELATING TO OTHER TYPES OF LEAVE

System Is leave What por- Are leaves How long 1Is
number granted tion of permitted may mater-
with pay salary is without pay? 1leave nity
for pro- paid? extend? leave
fessional grant-
improve- ed?
ment?
32. No None Yes 2 years No
33. No None Yes 1 year No
34. No None Yes 1l year No
35. No None Yes 1 year Yes
36. No None Yes 1 year Yes
37. No None Yes 1 year Yes
38. No None Yes 1 year No
39. No None Yes 1 year Yes
40. No None Yes 1 year No
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APPENDIX K

TABLE XLIV
PRACTICES RELATING TO TEACHERS' CGMPENSATION

System Months Salary Years to Credit for teaching
number employed schedule reach in other systems
maximum
1. 9% Yes 3 years Full
2. 10 Yes 11 years 50%
3. 9% Yes 9 years No policy
L. 9% Yes 13 years No policy
5. 10 Yes 10 years  Full
6. 10 Yes 7 years Full
7. 9% Yes 13 years Full
8. 93 Yes 5 years Superintendent
decides
9. 9% Yes 10 years Up to 5 years
10. 92 Yes 15-19 Discretion of super-
years intendent
11. 10 No Superintendent
decides
12. 10 Yes 13-15 Discretion of super-
years intendent and board
13. 10 Yes 16 years Full to 5 years
14. 10 Yes 16 years Full to 4 years
15. 10 Yes 10 years Full to 5 years

p———  —  — —— ——— — ————— — ———— ——___}
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APPENDIX K (Continued)
TABLE XLIV
PRACTICES RELATING TO TEACHERS' COMPENSATION

N e —— —  —  — — ==

Years to Credit for teaching
reach in other systems
maximum

— —

i

System Months Salary
number employed schedule
16. 10 Yes
17. 10 Yes
18, . 9% Yes
19. 10 Yes
20. 10 Yes
21. 10 Yes
22. 10 Yes
23. 10 Yes
2. 9% Yes
25. 10 No
R6. 94 Yes
27. 93 Yes
28. 10 Yes
290 95 Not

written

ma—t —

12 years 4% up to 5 years

8 years Full to 5 years

6 years Up to 4 years

10 years Full to 5 years

10 years Up to 5 years

10 years 50%

16 years % up to 5 years

12 years Full up to 5 years

12 years Full up to 5
% thereafter

Each is

dealt with
individually

7 years  50%

11 years Full to 5 years

10 years Discretion of
superintendent

and board

5 years  $50 for each year
to 5 years
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APPENDIX K (Concluded)
TABLE XLIV
PRACTICES RELATING TO TEACHERS' COMPENSATION

— —
—

System Months Salary Years to Credit for teaching
number employed schedule reach in other systems
maximum

30. 10 Yes 1,-18 Full for 1st 4
years years - 3 for next

6, if in North
Central Territory

31. 9% No A matter
of bar-
gaining
32. 10 Yes 8 years $100 year up to
5 years
33. 10 Yes 11 years Full to 5 years
34. 12 Yes 8 years $50 year up to
12 years
35. 93 Yes 10 years Full to 3 years
36. 10 Yes 7-8 years $125 year up to
L years
37. 10 Yes 8 years None
38. 9% Yes 15 years Full to 10 years
39. 10 Unwritten

10 years Two-thirds

LO. 93 Yes 8-14 " Up to 5 years
years




PRACTICES RELATIKG TO CHANGLS Il TEACHLRS!

System
number

L]

O 9 O o WwWN

.

e d e T Y S R S RSP R
N O WD = O
. . . . ° . ] [

APPENDIX L
TABLE XLV

Cost of 1living
base recog-

nized?

Yes
Yes
No
Yes
No
No
No
Yes
No
No
No
No
No
No
No
No
No

257

CCIPENSATICON

Increments
determined
by merit?

No
No
No
No
Yes
No
No
Yes
No
Yes
No
No
No
No
No
No
No
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APPENDIX L (Continued)

TABLE XLV
PRACTICLS RLLATING TO CHANGES IN TEACH&ZRS' CCI'PLNSATICN

— =
System Cost of living Increments
number base recog- determined

nized? by merit?
e——rra——
18, No No
19. No Yes
20. No No
21. Yes Yes
22. No Yes
3. No Yes
24. No No
25. No
26. No Yes
_7. No No
28, No No
29. No No
30. No No
31. No No
32. No No
33. No No
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APPENDIX L (Concluded)
TABLE XLV
PRACTICES RELATING TO CHANGES IN TEACHERS' CU/PENSATION

System Cost of living Increments
number base recog- determined
nized? by merit?

34. No No

35. No No

36. No No

37. No No

38. No No

39. No No

L0.. No No

|
|




APPLNDIX M
TABLE XLVI
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PROVISIONS FCR TEACHERS TC SHARE

IN SCHUCL PLARNING

System
number

What provisions are
made for a voice in
choosing teaching
materials?

B e e

9.

Teachers recommend
to board department-
al budget

No provision

Requests considered
by superintendent

Asked to make recom-
mendations for
budget after Christmas

Present requisitions
in Spring

Budget: requisitions
Requisitions to prin-
cipal; he approves,
passes to board

Requisitions consider-
ed in budget made in
February

Requisitions considered
by superintendent
placed in budget

What provisions are
made for a voice in
room decorations
and arrangements?

Select visual aids
Consulted in decora-
tions

None

None

None

Consulted in decora-
tions

Free to make arrange-
ments

Very little

Get what they want

None

Utmost freedom
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APPENDIX M (Continued)

TABLE XLVI

PROVISIONS FOR TEACHERS TO SHARE

IN SCHCGOL PLANNING

System
number

What provisions are
made for a voice in
choosing teaching
materials?

What provisions are
made for a voice in
room decorations
and arrangements?

10.

11.

12.

13.

ll"o

15.

16.

Requisitions reviewed
in Spring by superin-
tendent and assistant

Departmental budgets
requisitions to super-
intendent

Budgeted amounts;
Teachers council plans
spending

Free to requisition
materials, request as-
sistance scoring tests

Submit requisitions in
Spring;

Approved by principal
and superintendent

Budget made after all re-
quisitions considered
Administrative staff
decides

Principal presents re-
quests of teachers in
Spring

Administrative staff
acts

None

Complete freedom

Complete freedom

Complete freedom

Submit ideas and
samples to superin-
tendent

Free except for
painting suggestions

Teachers recommend
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APPENDIX M (Continued)

TABLE XILVI
PROVISIONS FOR TEACHERS TU SHARE
IN SCHCOL PLANNING

System What provisions are What provisions are

number made for a voice in made for a voice in
choosing teaching room decorations
materials? and arrangements?

-

17. Budget arranged; not Complete freedom
followed; teachers get
what they want

18. Departmental budget Decorate as they
built in Spring; teachers please
suggest

19. Requests to principal Complete freedom

before April; decided
on by Administrative

staff

20. Requisitions; budget Planned by building
made up of approved room teachers
requisitions

21. Work through committees; Make suggestions

discuss with superin-
tendent. Gives if

possible

22. Have 95% of the voice Little voice
in selection

3. Committee of teachers Suggestions
recommends to super-
intendent

2L. Teachers requisition Consulted

to committees; then to
board in the Spring
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APPENDIX M (Continued)

TABLE XLVI

PROVISIONS FOR TEACHERS TO SHARE

IN SCHOCL PLANNING

— - - ——

System
number

What provisions are
made for a voice in
choosing teaching
materials?

What provisions are
made for a voice in
room decocrations
and arrangements?

3

25.

26.

27.

28.

29.

30.

31.

32.

33.

Work through teachers'
committee. Requests

to be listed: absolute-
ly necessary, necessary,
would like

Committees make recom-
mendations; requisitions
to superintendent

Requisitions included
in budget

Department heads re-
commend

Requisitions presented;
board makes budget

Department head pres-

ents to principal; prin-
cipal to superintendent;
superintendent appoints
committee which decides

Chosen by teachers con-
cerned

Budget made from re-
quisitions

Recommend through
principal

Suggestions

Free to suggest

Very little

Consulted

Complete freedom

None

Encouraged to suggest

Considerable freedom

None

/. " ]
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APPENDIX M (Concluded)
TABLE XLVI
PRCVISIONS FOR TEACHERS TG SHARE
IN SCHOOL PLANNING

S S

System What provisions are What provisions are

number made for a voice in made for a voice in
choosing teaching room decorations
materials? and arrangements?

— _——— ———————— ——————————————}

34. Chosen co-operatively; bud- Some freedom
get system
35. Requisitions presented; Much freedom

principal and superin-
tendent build budget
from this

36. Teachers' committee None
study; requests to
superintendent by Febru-
ary; budget built from
requests

37. Seiections made through Principal and teachers
committees (representative) together decide

38. Requisitions entered Consulted
in budget; much work
through committees

39. Committees in depart- Left to ingenuity of
ments recommend to teacher
administrative staff

4L0. Requisitions presented Free to recommend
to committee, which
recommends for budget




APPENDIX N

TABLE XLVII
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PRACTICES RELATING TO TEACHING LOADS

System Maximum high
number school teach=-
ing load

Are extra-

curricula re-
sponsibilities

considered?

How are extra-
curricula responsi-
bilities distributed?

1. 5 classes
1 study hall

2. 5 classes in-
cluding study
hall

3. 5 classes out
of 6 periods
daily

L. 1800 hours
duty

5. 5 classes out
of 6 periods
daily

6. 5 classes and
1 study hall

7. 6 classes
45 minutes
long

8. 6 classes

9. 6 classes

Equated

Everyone sponsors one
activity; as much
choice as possible

Everyone does some-
thing; a degree of
choice

Everyone does some-
thing; committee dis-
tributes

Everyone expected to
carry reasonable load

- Each must have some

responsibility; a
degree of choice

Principal assigns ac-
cording to interest

Assigned and extra
pay is given

On basis of time de-
manded, interest,
field of specialty

Each must have some
responsibility; a
degree of choice
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APPENDIX N (Continued)

TABLE XLVII

PRACTICES RELATING TO TEACHING LOADS

System Maximum high  Are extra- How are extra-
number school teach- curricula re- curricula responsi-
ing load sponsibilities bilities distributed?
considered?
W
10. Professional Yes Teachers may choose
matter, deter-
mined by
teacher
"11. 6 classes No All do something;
pattern of interest
followed
12. 6 classes Equated Employed for certain
activities
13. 5 classes Yes Principal assigns ac-

cording to interest

14. 5 classes No Assigned by principal;
distributes on basis
of interest and

specialty
15. 6 classes Yes According to ability
and interest
16. 5 classes Yes Assigned by principal
17. 5 classes Yes Based on ability, in-
terest, willingness
18. 5 classes Yes Principal assigns ac-
cording to interest
19. 6 classes and Yes Teachers given list;
1 study hall principal checks and
assigns
20. 5 classes Yes Assigned by principal;

attempts to equalize;
interest
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APPENDIX N (Continued)

TABLE XLVII
PRACTICES RELATING TO TEACHING LOADS

— ]
System Maximum high  Are extra- How are extra-
number school teach- curricula re- curricula responsi-
ing load sponsibilities bilities distributed?
considered?
21. 5 classes Yes According to interest;
voluntary basis
22. 6 periods No Voluntary basis; ex-
tra pay
23. 5 classes Yes Principal assigns in

terms of interest

2L. 5 classes Yes Principal and head of
department place be-
fore teachers in pre-
school conference;

extra pay

25. 5 classes Yes By ability when hired;
principal assigns

26. 5 classes Yes According interest,
training

27. 5 classes No Principal assigns ac-

cording ability and
interest; distributed
to broaden

28. 5 classes Yes Assigned by principal
on equitable basis

29. 7 periods No Superintendent assigns
on basis of interest
and ability

30. 6 periods Yes Principal assigns;
consults teachers
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APPENDIX N (Concluded)
TABLE XLVII
PRACTICES RELATING TO TEACHING LOADS

System Maximum high  Are extra- How are extra-
number school teach- curricula re- curricula responsi-
ing load sponsibilities bilities distributed?
considered?

—

31. 6 classes No Principal assigns on
basis of interest

32. 6 classes Yes Jointly by superin-
tendent and principal
on basis of talent,
interest and student

choice

33. 5 classes No Pay; voluntary basis

34. 6 periods Yes Co-operatively

35. 5 classes No Extra pay; voluntary
basis

36. 5 classes Yes Equated; interest

37. 5 classes Yes Principal assigns

1 study hall

38. 5 classes Yes Principal assigns;
interest

39. 5 classes Yes Questionnaire; prin-
cipal assigns

LO. 5 classes Yes Committee equates
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APPENDIX O

TABLE XLVIII
FURTHER PRACTICES RELATING TO TEACHING LOADS

System What difference is Is size of class
number made for teachers with considered in
2 or more sections of load assignment?
same class?
1. Only 2 preparations Yes
required
2. None Yes
3.. None No
L. None Yes
5. None No
6. None Yes
7. None Yes
8. More extra- Yes
curricula activities
9. None No
10. None No
11. None Yes
12. None Yes
13. None No
14. None No
15. More extra-curricular Yes
activities
16. None No
17. None Yes




APPENDIX O (Continued)

TABLE XLVIII

270

FURTHER PRACTICES RELATING TO TEACHING LOADS

E————
System What difference is Is size of class
number made for teachers considered in
with 2 or more sec- load assignment?
tions of same class?

18. None Yes

19. None No

20. None No

21. None Balanced

22. None No

23. None No

2L. None No

25. None No

26. None No

27. None Occasionally\

28, None More classes

29. None No

30. 1 preparation for all No

31. None No

32. None Equated

33. None Occasionally

34. None No
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APPENDIX O (Concluded)
TABLE XLVIII
FURTH&R PRACTICES RELATING TO TEACHING LOADS

—_————eeee—eeeeeee e e e e e e

System What difference is Is size of class
number made for teachers considered in
with 2 or more sec- load assignment?

tions of same class?
p—_— —  — — —  —  —— —  — — ——— — — —— — —— —— - ————— ———

35. None No

36. None No

37. None over 3 prepara- Yes
tions

38. None No

39. None Equated

LO. None No
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