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ABSTRACT

AN EXAMINATION OF THE PROBLEMS ASSOCIATED WITH THE

RECRUITMENT AND RETENTION OF AMERICAN EXPATRIATE

TEACHERS IN THE NEAR EAST-SOUTH ASIA COUNCIL

OF INTERNATIONAL SCHOOLS

By

Thomas John Rushcamp

Population
 

The p0pulation of the study was confined to the superintendents

of the American-sponsored overseas schools, the international schools,

and the company-operated schools within the Near East-South Asia

Council of International Schools (referred to as NESA).

Purpose

The purpose of the study was to acquire information on the

recruiting procedures used by NESA school superintendents and to

identify the problems they face in the recruitment and retention of

American expatriate teachers for the NESA schools. Specifically, the

purposes of the study were:

1. To acquire information on the experience and qualifica—

tion of the chief executive officers of the NESA schools

and how this relates to teacher recruitment.

2. To gain a perspective on how the recruitment of American

expatriate teachers is conducted.
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To obtain information on certain characteristics of the

employing institutions in the NESA geographical area.

To obtain information on teacher turnover and the reten-

tion of American expatriate teachers.

To obtain information on the remuneration program of the

NESA institutions and to ascertain how this might affect

teacher retention.

To explore the orientation programs devised by the

institutions for newly recruited expatriate teachers.

Procedures
 

A survey questionnaire was sent to the superintendents of the

NESA schools, to gather information on the problems associated with

the recruitment and retention of American expatriate teachers.

Information obtained from the instrument was presented in tabular and

narrative form. These data were analyzed and provided the basis for

the findings and recommendations of the study.

Recommendations
 

Based on the findings and the observations of this study,

the following recommendations were made:

I. A pre-arrival orientation program should be developed and

implemented to assist the newly hired American expatriate

teacher in adjusting to his new environment.

The NESA schools should explore a retirement scheme,

which might assist in the retention of teachers.
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More graduate-level courses should be taught on NESA

school campuses, to keep the teachers current and abreast

of innovations in their field.

The NESA Center should be active in providing information

to teachers in the United States about NESA schools, so

that they will be aware of vacancies in these schools.

The NESA Center should be made aware of all consultants,

professors, and textbook representatives coming to the

area. The Center should then be responsible for advis-

ing the NESA schools of the visits so that the visitors'

expertise can be shared with other schools.
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CHAPTER I

INTRODUCTION

When an American goes abroad to assume a new position with

his corporation, branch of government, charitable organization, or

simply as an entrepreneur, he carries a set of values that is deeply

embedded in the American tradition. A part of the heritage that an

American citizen carries with him overseas is the concept of a free

and public education. He will also carry an emphasis on self-

realization, the separation of church and state, and a belief in com-

munity institutions (5:7).*

In a study conducted by Cleveland, Mangone, and Adams, it was

found that the three areas in which American families have the greatest

amount of adjustment in an overseas setting are (1) the fear of dis-

ease, (2) the chronic worry about schooling, and (3) the frustrations

associated with crossing the cultural barrier (3:50).

Many overseas Americans feel "if it is not American, it is not

good enough." Cleveland, Mangone, and Adams found that many of these

Americans believe that the United States should maintain an around-

the-world "education PX" from kindergarten to grade twelve (3:52).

Their study further indicated that American government agencies and

 

*In this and succeeding references, the first number in the

parentheses refers to the numbered references found in the Bibliog-

raphy; the number after the colon is the page number(s).
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companies find it extremely difficult to recruit and retain American

employees for foreign assignments unless there is an adequate American

school in the conmunity to which they are assigned (3:52).

Americans living abroad constitute approximately 1 percent

of the total American population, or the equivalent of those living

in the metropolitan Washington, D.C., area (8:1). Were these pupils

grouped into a single school district, the system would be among the

four or five largest in the United States (18:1). This p0pulation

can be classified into three general categories: (1) military per—

sonnel and their dependents, (2) U.S. government civilian personnel

and their dependents, and (3) private-sector civilians and their

dependents (8:1).

Engleman and Luebke found in their study that as the number

of professional employees overseas increased, the representative

sample of overseas American citizens was above average in both educa-

tion and training (8:3-5). These parents, who often hold positions

of leadership and responsibility, expect their children to have edu-

cational opportunities superior or equal to their own. Engleman

and Luebke stated:

Wherever Americans live they demand facilities for the educa-

tion of their children. Just as the early American pioneers

who moved westward conquering the land, digging wells, build-

ing bridges, and establishing homes saw the great need for

establishing schools and hiring teachers for their children,

so also have the overseas Americans throughout the world in

more recent years selected school boards, rented or constructed

school facilities, and put their children to the task of acquir-

ing an education. The American tradition of family life and of

keeping the school near the home and under local supervision

has also prevailed against heavy odds in every continent of the

world (8:5).



Several different types of schools serve Americans overseas;

they can be grouped into several categories:

1. Missionary or church-related schools: These are the

oldest of the overseas schools, and were designed to serve the local

children of the overseas area, the children of the mission, or both.

The mission schools represent all Christian denominations and can be

found throughout the world.

2. Proprietary schools: These schools are profit-making in

nature and are owned and operated by an individual or small group of

individuals. For the most part, proprietary schools are found in

Europe.

3. Company schools: These schools are organized by companies
 

for their dependents in areas where educational facilities are either

inadequate or nonexistent. Company executives normally view such

schools as "necessary evils,” which must be provided if the company

is to attract and retain qualified personnel in remote areas.

4. International schools: These schools are important
 

because they were established by and are composed of multinational

groups. The curriculum normally has multinational aspects and is

intended to meet the needs of the multinational student body.

5. U.S. Department of Defense overseas dependent schools:

This group of schools constitutes the largest overseas school system.

The students are exclusively the dependents of overseas-based U.S.

military personnel.



6. The American-sponsored overseas schools: These schools,
 

often called "community schools," are the most common and consistent.

This category also includes the "international schools."

Generally these schools have had a similar pattern of develop-

ment. Americans living abroad traditionally tie together the family

life and the school. In the event that educational facilities have

been either inadequate or nonexistent, parents have undertaken the

task of providing the necessary facilities. Basically, their pri-

mary motivation stemmed from a keen desire to have their children

prepared to enter a U.S. institution of higher education and to avoid

sending them to a boarding school.

At the outset, a group of parents would work out a coopera-

tive tutoring program, which normally evolved into a more comprehensive

program usually involving correspondence courses. As the group of

children grew, a semi-permanent plant was found and a teaching staff

would be organized from the number of overseas wives. Generally, the

school was managed by a board elected from among the parents. At a

later stage, as the school outgrew the knowledge and experience of

the community, a professional administrator would be employed and a

general institutionalization of the facility would take place.

Most of these parent-cooperative schools were founded by

American parents, but as the schools grew and improved, many of the

local citizens and "third-country" families recognized the values of

an American education for their children, particularly as an advan-

tage to entering U.S. colleges and universities. With the admission

of children of the host-country and third-national families, and these



families‘ inclusion in the governing of the schools, the foundations

for the present parent-cooperative, multinational overseas schools

were complete (25:7-8).

This study deals with the American-sponsored schools, the

international schools, and the company schools of the Near East-

South Asia Council of Overseas Schools (NESA). In December 1978

there were 20 member schools in these categories (24).

To generalize or describe the typical American-sponsored

overseas school is difficult. The schools vary from a diminutive

one with fewer than ten children and a teacher, located in the Amazon

basin, to a complex educational institution with several thousand

students in a multi-million-dollar plant (8:10-11).

However, as evidenced by the reports of the regional education

officers of the Office of Overseas Schools, almost all of the American-

sponsored overseas schools do share certain problems and characteris-

tics.

l. The schools are privately controlled, nonprofit, nonsec-

tarian schools basically American or binational in char-

acter.

2. The schools are controlled by local school boards drawn

from the local parent group, including in many instances

citizens of the local country and third countries in addi-

tion to Americans.

3. The schools are financed primarily by tuition payments,

with additional support from a variety of sources includ-

ing business and industrial firms, churches, foundations,

and government agencies whose dependent children attend

the schools; in many instances there is substantial sup-

port from local private and government groups.

4. The schools enroll children of Americans and other foreign

nationals residing at the post, and wherever local laws

permit, children from the host country as well.



5. The language of instruction is English, supplemented in

most instances with the language of the host country.

6. The curriculums and methods of instruction are based upon

American patterns, with special attention to the language,

literature, and social studies of the host country.

7. The administrators and most of the teachers are Americans

or American-trained, with a large proportion of staff hired

locally from among American dependent wives and qualified

local personnel.

8. There is a rapid turnover of personnel in nearly all schools,

which tends to weaken stability and continuity in the school

program.

9. The student body in nearly every school is constantly chang-

ing, thus further emphasizing instability.

10. Distance from the United States makes it difficult, time-

consuming, and costly for schools to obtain instructional

materials and to keep abreast of developments in American

education.

11. Lack of funds, and in many instances, difficult living con-

ditions make recruitment and retention of professional per-

sonnel from the United States difficult.

12. Small enrollments in many schools, particularly at the

secondary level, make it most difficult and costly for

schools to offer comprehensive school programs, and isola-

tion from other American-sponsored schools almost precludes

consolidation or cooperation in employing supervisors and

specialists (8:11-12).

Need for the Study
 

Overseas school administrators face basically the same types

of problems as their colleagues in the United States. A problem very

common to all administrators is the recruitment and retention of top-

quality teachers. Not only are the schools of the Near East-South

Asia Council of International Schools (NESA) far from recruiting

centers, but they also span a large geographical area, stretching

from Kathmandu to Athens, from Sana to Kabul. This, in itself,



constitutes a grave problem for the NESA schools in that they are a

great distance from a source of teachers.

Once teachers are located and are offered a position, it is

then imperative that they be retained beyond their initial contract.

Cockrell (31) stated that one of his greatest problems as an over-

seas school administrator was retaining top-quality teachers on his

staff after their initial contract had expired.

The problem of turnover in the overseas school is a critical

one. In his study, Mannino stated,

. . The turnover among qualified administrators and teachers

approaches 50 percent annually. No systematic program of

institutional reform or instruction innovation can be built on

that soft a personnel base (19:114).

With a high turnover rate in the overseas American school,

the recruitment of teachers has become a continuous process. Each

year the overseas school administrator must locate, persuade, and

transport to the school a high percentage of new faculty members

(25:83).

The very essence of a successful school in any setting is the

competency of the faculty that interacts daily with children. Because

of the inherent problems in recruiting and retaining qualified teach-

ers in American-sponsored schools in the Middle East and South Asia,

there seemed to be a pressing need to conduct an examination of this

problem. In the present study, an attempt was made to identify the

problems in teacher recruitment and retention and to seek ways to

eliminate such problems.



Statement of the Problem
 

The problem was to identify the areas of concern in the

Near East-South Asia Council of Overseas Schools (NESA) and further

to recommend procedures for eliminating or alleviating some of these

areas of concern.

Special attention was given to each of the following cate-

gories:

l. The administrator-~his experience and qualifications

that enable him to select staff.

2. The school--its composition.

3. Recruitment--the overall perspective of how it takes

place, with a view toward the background and teaching

experiences of the personnel.

4. Teacher orientation--pre-arrival and on-site orientation.

5. Salary and fringe benefits.

The challenges that face overseas schools are often very

similar to those faced by schools in the United States. Finance,

curriculum development, and recruitment of top-quality teachers, to

name a few, are common to both systems. However, the American over-

seas school faces many problems its counterpart in the United States

does not face: It is the focal point of the American community, thus

serving as the transition for children and parents alike; it faces

the complexities of a diverse and very different cultural setting; and

it must deal with a constantly changing student population.

The focus of the study was on the preparation and experience

of the administrators selecting teachers for their schools, the



recruitment of American expatriate teachers, the remuneration of the

faculty, and the orientation process.

Purpose of the Study
 

The purpose of the study was to find solutions to many of

the problems related to the recruitment of quality teachers and to

assist the NESA administrators in their quest for excellence in staff-

ing their schools.

A secondary purpose was to examine the following concerns:

1. The qualifications and experience of the superintendents

of the NESA schools and their role in the recruitment

and retention of overseas teachers.

The role of outside agencies in the recruitment of Ameri-

can expatriate teachers.

The development of a teacher-orientation program.

The salary and fringe benefits of the American expatriate

teachers.

The role of the NESA Center in the recruitment of per-

sonnel.

The role of the school-to-school partner in the recruit-

ment of personnel.

Delimitations and Limitations

This research was delimited to schools in NESA; a further

delimitation was the researcher's concentration on only the problems

of staff recruitment for these schools.
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The study was limited by the amount of available related

literature and by the items contained in the measuring instrument

sent to the superintendents of NESA schools. A further limitation

on the study stemmed from the fact that the instrument was sent to

NESA schools in Iran at a time of great internal turmoil in that

country; only two of the seven school superintendents in Iran at

the time of the study responded to the questionnaire.

Theoretical Basis for the Study
 

The overseas American school has as its major objective the

obligation of providing an American education for the dependents of

Americans assigned to overseas posts. Other roles can also be

assigned to these schools, depending on the composition of the student

body and the school's geographical location.

Theoretically, the overseas school should serve as a showcase

of American education; it should exemplify the merits of a democratic

educational system. The overseas school should be an example of

American community democracy in a foreign environment. The successful

operation of the overseas school should directly support American

agencies and companies as they recruit personnel for their overseas

posts. It is obvious that American agencies and firms will not be

able to recruit effectively if there are not adequate overseas schools

to educate American children (25:10). Thus American firms and agen-

cies are directly affected by the quality of the school at the overseas

post. Likewise, the quality of the school directly depends on the

quality of the American expatriate teachers who constitute its faculty.
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Methodology
 

The methodology for the study included (1) a review of the

pertinent literature related to the recruitment of teachers for over-

seas schools and (2) the collection and analysis of data obtained

from NESA superintendents on the topics of the administration, reten-

tion, orientation, salary, and fringe benefits of teachers at these

schools. The data were collected by means of an instrument developed

by Tucker (30) and King (16), which was sent to the superintendents

of American-sponsored schools in the NESA area. The approach was

nonhypothesized descriptive research. Frequencies and percentages

were calculated from information provided on the instruments; these

data are presented in tabular and narrative form in Chapter IV.

The study was a duplication of the work done by Tucker in

1974 with teacher recruitment in the Association of Colombian-

Caribbean American Schools and the Association of American Schools in

Central America. Dr. Tucker gave this researcher written permission

to duplicate his work. (See Appendices A and B.)

Definition of Terms

The following terms are defined in the context in which they

are used throughout the study.

American-sponsored overseas school: A school founded by
 

Americans overseas in areas where local schools did not exist or did

not meet the needs of the American community. The curriculum is

similar to that in the United States.

ASOS: American-sponsored overseas schools.
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Expatriate teacher: A teacher who is hired outside of the
 

host country.

Host country: The country in which the American-sponsored
 

school operates.

Host-country national: A citizen of the country in which
 

the school is located.

LocalLy hired teacher: A teacher, regardless of nationality,
 

who is hired within the host country.

Near East-South Asia Council of Overseas Schools (NESA): A
 

confederation of 45 American and international schools located in

the geographic areas of the world defined by the U.S. Department of

State as Near East-South Asia. Included are the following countries:

Abu Dhabi India Oman

Afghanistan Iran Pakistan

Bahrain Iraq Saudi Arabia

Bangladesh Israel Sri Lanka

Cyprus Jordan Syria

Dubai Kuwait Turkey

Egypt Lebanon Yemen

Greece Nepal

NESA: Near East-South Asia Council of Overseas Schools.

Office of Overseas Schools: The office of the U.S. Department
 

of State charged with the responsibility of coordinating the education

for overseas Americans living at overseas posts where there is a State

Department population.

School-to-School Project: The pairing of American—sponsored
 

schools with school districts in the United States. This project

often is coordinated by the Associate Secretary for International

Education of the American Association of School Administrators (AASA)
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under a contract with the Office of Overseas Schools. The project

is intended to assist the overseas schools in improving their edu-

cational progress and in fostering good will between the countries

involved in the program (26:15-16).

Superintendent: The duly certified chief school officer of
 

a school or school system.

Third-country national: A citizen of a country other than
 

the host country or the United States.

Organization of the Dissertation
 

The study is divided into five chapters. Chapter I provides

the rationale for the study, which includes an overview of American-

sponsored schools in an overseas setting; the need for the study; and

a statement of the problem, depicting the challenges of recruiting

and retaining quality educators for schools in the Near East-South

Asia Council of Overseas Schools. Also contained in Chapter I are

the purpose of the study, the limitations placed on it by design as

well as by chance, a theoretical basis for the study, and the method-

ology used in securing the data. Finally, definitions of terms are

included to assist the reader in understanding key words and phrases

used in the dissertation.

The literature related to American-sponsored overseas schools,

with an emphasis on the recruitment and retention of expatriate Ameri-

can teachers, is reviewed in Chapter II.
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Described in Chapter III are the setting of the study, the

schools of NESA, the methodology, and pertinent information about the

questionnaire.

Chapter IV contains an analysis of the data collected by

means of the research instrument.

A summary of the study, the findings, implications, and recom-

mendations are included in Chapter V.



CHAPTER II

REVIEW OF RELATED LITERATURE

The Overseas American
 

Americans who choose to go abroad to work come from all types

of families and from every region of the United States. They mature

like all other Americans: They are taken to church, are bussed to

school, play football, have dates, go to war, get married, and have

children. At some time during that maturation process, they decide

to go overseas to work and live. At what stage in their lives do

they make such a decision and why? (3:8).

According to Cleveland, Mangone, and Adams, 32.5 percent of

the respondents in their study stated they chose overseas positions

to improve themselves professionally or because they believed they

could be of more service than would be possible in America. Another

32.1 percent said they wished to resume contacts with friends or

family abroad. Most of these respondents were people who remembered

stories told by family friends returning from far-off places or who

could directly trace their heritage to another continent. Respondents

also frequently cited three other motives for choosing overseas posi-

tions: wartime experience abroad, previous travel or a special love

for travel, and the lure of other countries that had been gained

through studying or reading. Less-often-mentioned reasons, but often

15
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implicit in other responses, were financial gain, escape, and mere

accident (3:9).

Cleveland and his associates concluded that the most common

motives that draw people overseas seem to be a sense of vocation,

the desire to leave an incompatible environment, and the lure of

financial rewards (3:14). The authors went on to state:

An equally compelling motive is the desire of many Ameri-

cans, apparently frustrated in their drive to make a contribu-

tion at home, to feel that they are needed. In many countries

the very environment which repels some Americans-~poverty,

dirt, disease, ignorance, misunderstanding of America, primi-

tive methods of work-~calls others to a mission of uplift and

reform. The greater the need, the more intense can be the

desire to bring modern techniques, better explanations of

United States foreign policy, better schools and hospitals,

more food for the starving. The greater the odds against suc-

cess, the more noble the effort to overcome them. We are

accustomed to this paradox in the case of churchmen. What is

less commonly known is the existence of a similar sense of

service among the practitioners of such worldly professions

as private investment, military training, and public adminis-

tration. The advertising copy writer who first suggested that

recruitments for national service could be publicized under

the slogan "The U.S. Needs YOU" was tugging at a universal

heartstring (3:14-15).

In another study, conducted by Gonzalez and Negandi (cited

in Miller and Cheng, n.d.), it was found that the following motives

were influential in subjects' decisions to accept an overseas assign-

ment: the opportunity for advancement and recognition, the desire

to travel and live abroad, and the desire for an international busi-

ness (23:4).

Engleman and Luebke found that the occupational classifica-

tions for both government and private-sector civilian employees over-

seas represent a select group of individuals, who are above average

in terms of education and training and who are primarily in positions
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of responsibility and leadership. These researchers found that

there were practically no laborers, farm workers, or service workers

and only a few operatives among these overseas employees. It should

be noted that these occupational designations constitute a large per-

centage of the typical American p0pulation (8:5).

In 1970, it was found that approximately half of the over-

seas employees, in both government and the private sector, held col-

lege degrees; in addition, 25 percent of the government employees and

33 percent of the private—sector employees held advanced degrees

(17:9).

The education that these Americans seek for their children is

not unlike that demanded by similar population groups in the United

States. According to Luebke,

Americans living at home have come to take it for granted that

free, public education should be available for their children,

but that portion of the American population which lives abroad--

nearly one percent of the total--cannot take American-style

educational opportunities for granted (17:10).

Historical Perspective of Overseas Schools

When looking back at the history of American education, one

learns that the early colonial methods of education were replicas of

those practiced in English schools. Even though education was man-

dated, few colonial children attended school at all, or at the most

for only a very few years.

Following the birth of the United States of America, the

states, realizing that separate, private, and religious schools could

not provide for a new democracy, organized systems of public schools



18

that would be Open and free to everyone. A system was organized

whereby elementary schools taught fundamentals, high schools offered

a comprehensive program for vocational or further academic develop-

ment, and state universities emphasized the development of leaders

in a wide variety of disciplines.

Hence the United States, once a follower in evolving educa-

tional programs, became a leader in establishing educational tech-

nology and methodology. The new nation placed its emphasis on mass

education, financed by taxing its citizens, and sought to develop

educated people who would contribute directly to the progress of the

country. Throughout America's relatively short history, educators

have continued to pursue these basic ideals (25:1).

What, then, does America owe her young citizen who happens

to live abroad and must compete educationally with his peers at home?

What type of educational system is in operation overseas?

The first overseas American school was established in Mexico

City, where in 1888 the American School Foundation opened its doors

to American students (1:3). This cooperative effort has continued

to grow; in the 1977/78 academic year, the American School Foundation

provided staff, facilities, and a curriculum program for 1,268 U.S.

citizens, 1,313 Mexican citizens, and 140 children of other nationali-

ties (18).

After the European colonial empires disintegrated, the newly

founded independent nations arose, each seeking diplomatic recognition.

As a result, the U.S. Department of State, through its diplomatic

corps, established many embassies throughout these former colonies.
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The presence of a large number of Americans living abroad created

a need for more overseas schools. Along with this trend came new

foreign policies, established to assist develOping nations with finan-

cial aid and the expertise to run the financial assistance programs.

Of considerable importance were U.S. government agencies, such as the

Agency for International Development (AID) and the U.S. Information

Agency, which added to the swelling numbers of American families

overseas (9:1).

Even though American overseas schools had an early beginning,

of the 140 schools assisted by the Department of State in 1975, only

17 existed before World War II and of these, only 7 were outside the

Western Hemisphere. (See Table 2.1). Eight schools, all in the

American republics,* were established during the war; the remainder

were founded after the war (17:15). In 1977/78, 148 schools in 88

countries were assisted by the Office of Overseas Schools, with a

combined Operating budget of $135 million (18:1-2).

The Office of Overseas Schools (A/OS) is an outgrowth of a

joint venture in 1964 by the Department of State and the Agency for

International DevelOpment. In July of that year, A/OS was officially

founded and it was located organizationally within the administrative

branch of the Department of State. Dr. Ernest Mannino was named as

the first Director, a position he still holds (8:37).

 

*An in-depth study on these eight schools can be found in

J. Manual Espinosa, Inter-American Beginnings of U.S. Cultural

Diplomacy, 1936-1948 (Washington, D.C.: Bureau of Educational and

Cultural Affairs, U.S. Department of State).
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The schools assisted by the A/OS are not operated or controlled

by the U.S. government.

Ownership and policy control are typically in the hands of

associations of parents of the children enrolled, who elect a

school board to supervise the superintendent or headmaster whom

the board chooses to administer the school. . . . All schools

are subject in varying degrees and with varying effects to host-

country laws and regulations pertaining to educational practices

and the like (18:2).

According to Orr, some of the common characteristics of the

American-sponsored overseas schools are as follows:

1.

2.

The ASOS are non-profit, non-sectarian institutions.

Most of them are urbanly located, in the capitals or major

cities.

A system of local control and management is maintained.

Three main types of governance are found:

a. a self-perpetuating association composed of share- or

stock-holders, such as a board of trustees or foundation

b. a school board elected by the local patrons of the school

or by the trustees or foundation

c. a school board composed of parents elected by the parents

who are members of a parent-cooperative

In these cases, the governing boards are usually composed of

both U.S. citizens and nationals of the host-country. U.S.

members are usually in the majority and other nationality

groups sometimes participate.

The schools have a binational or multi-national composition.

The student body is composed of Americans, host country

nationals, and third country nationals. (A few countries

exclude nationals, a few also exclude anyone except U.S.

citizens.)

The schools are financed mainly by tuition and fees. Addi-

tional support may come from:

a. business and industrial concerns

foundations

U.S. government agencies

local, private, and government groups

individual donations(
D
Q
O
U
'
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The increasing costs of operating a school have necessitated

that tuition rates be at such a level that they make nearly

impossible the attendance of children from middle or lower

socio-economic groups. This has caused the student body to

be composed of children coming mainly from the upper socio-

economic classes. However, scholarships are offered by some

schools, often through U.S. government grants or as required

by national law.

6. The curricula of the schools are American with attention

given to the language, social studies, and culture of the

host country. Often, this attention is minimal. American

methods of instruction are used as well as American text-

books and instructional materials. English is the language

of instruction, but courses or special classes are offered

in the language of the host country. Many schools offer

the national curriculum in addition to the American curricu-

lum, especially in Latin America.

7. Most of the teachers are American or American-trained, but a

large proportion of staff is hired locally from American

dependent wives and local qualified personnel (25:8-9).

Young (cited in Orr, 1974) stated that the American abroad

has the potential to promote international understanding in a variety

of ways. American overseas schools have the potential to:

. make classmates and close friends out of future international

leaders

. serve as an important agency for local community activity and

improvement

. promote programs designed to facilitate the achievement of

international objectives and serve as a laboratory for multi-

cultural curriculum deve10pment

. provide the United States with a large corps of American youth

who have knowledge of the languages and cultures of the homes

abroad, and who thus represent a youth group with the potential

for international service and leadership

. provide the U.S. culture with teachers who have had peacetime

overseas teaching experience and multi-cultural orientation

. serve as an ideal overseas assignment center for teachers in

American school systems who would benefit from international

experience and who would greatly enrich their schools upon

their return
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. serve as a training ground for student teachers of American

colleges and universities to provide multi-cultural experiences

for prospective teachers (25:10-11).

Orr (cited in Tucker, 1974) reported that in the beginning

the teachers in American schools overseas were housewives who felt

they could better spend their time teaching children in the community.

Sometimes these women held degrees and were certified teachers with

stateside teaching experience. More often than not, however, they

were inexperienced and had little if any professional training (30:22).

Compensation and Benefits
 

Salaries and fringe benefits offered educators going abroad

to teach vary greatly and are directly dependent upon the financial

position of the various schools. Although a salary schedule can be

obtained from each overseas school, it very often is not a meaning-

ful tool with which to work. Other data such as the local cost of

living, local rate of inflation, and local tax status must be taken

into account when studying the various salary scales (17:21).

Table 2.2, taken from Leubke's work, Offers a mean distribu-

tion of salaries paid to U.S.-recruited teachers in 1974-75 (17:24-25).

It must be emphasized that only base salary data are presented in

this table. Most overseas schools offer some additional benefits

such as housing, utilities, international travel, air or surface ship-

ment of personal effects, local tax relief, insurance program, and

free tuition for dependent children. There is no semblance of uni-

formity to the fringe benefits, however. As Luebke stated, "It is

evident from examination of the statistical reports from the schools
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offering the lowest base salaries also offer little or nothing in

terms of 'extras'" (17:27).

The 1969 edition of Luebke's work included the following

passage, which he quoted in a more recent edition to point out that,

in general, there has been considerable improvement in the compensa-

tion of U.S.-recruited teachers:

The salary data suggest, however, that average salaries in

overseas schools are low when compared to the average salaries

in the United States. Unweighted salary figures for 1968-69

indicate an average annual salary for professional staff (includ-

ing the costs of international travel, housing differentials,

and the like) of $6,749, a figure which ranks somewhat below the

national U.S. average figure of $7,908. That salaries in over-

seas schools are increasing, however, would seem to be suggested

by an Office of Overseas Schools study of financial data pro-

vided by 26 selected overseas schools in all regions of the world.

The data indicate that in these schools the average increase in

expenditures for instructional staff salaries from 1967-68 to

1968-69 was 20.9 percent as compared to a U.S. average increase

for these expenditures of only 6.8 percent. Recent experience

indicates that even though the numerous attractions of overseas

service compensate in many ways for lower salary levels, over-

seas schools, particularly at "hardship posts," must continue

to increase salary levels if they hope to remain competitive in

the U.S. teacher market (17:26).

Despite the fact that a great many overseas schools are far

from being "competitive in the U.S. teacher market," the data gathered

by Leubke suggest that the salary issue is not as great a problem in

the recruitment of U.S.-trained teachers as it once was (17:26).

Orr stated that "Many of the problems of recruiting and

retaining overseas personnel find their source in the salary schedule

of the overseas schools" (25:85).

Mannino studied the compensation of overseas teachers, accord-

ing to geographic region and nationality. He commented on his find-

ings:
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Clearly, U.S. teachers in the ASOS are under-compensated

in relation to their peers in the United States. Moreover,

they were compensated at different levels depending on the

size of the institution in which they taught and the region

of the globe in which they resided (18:85).

Additionally, in 65 percent of the American schools the reported

salaries were lower than those of other American employees in the

host country (19:69).

As a result of his study of binational schools in Venezuela

and Colombia, McWhorter (cited in Orr, 1974) stated:

There are many teachers and administrators who will accept

small salaries so that they may have the experience of living

abroad. In general however, the employment and retention of

efficient teachers must be accomplished by salaries that are

commensurate with the services they render, adequate to main-

tain a satisfactory standard of living and comparable to

salaries paid employees in other occupations and professions

in the area (25:86).

McGugan (cited in Orr, 1974) found that financial support to

attract and retain teachers varied widely from school to school. As

one of the guidelines for judging the "adequacy" of overseas schools,

he suggested that:

. the school should provide for such conditions of

employment as will make possible the employment and retention

of the professional personnel necessary to its program. This

implies the responsibility for providing a good teaching envi-

ronment, adequate compensation, community status as a profes-

sional and opportunities for professional advancement (25: 87).

Orr and Sequist (cited in Orr, 1974) asserted:

The need to raise all salaries to a reasonable level,

in addition to meeting rising living costs, poses substantial

financial responsibilities for the schools. Moreover, the

decision to provide quality education must result in the deter-

mination to support adequate faculty salaries. In the search

for excellence, provision of satisfactory salaries at the staff

as well as the administrative level is imperative.
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Benefits to teachers must be viewed as another means of

achieving faculty quality. Benefits which provide additional

reasons for accepting appointment to the staff promote effec-

tive recruiting. In addition, benefits may help teachers to

adapt to a new living environment effectively and result in a

more productive staff.

. It must be remembered that staff members may have

forfeited insurance, pension, social security, and similar

benefits to work in the binational schools (25:91).

NESA and Its Schools

"Perhaps the most accurate generalization regarding overseas

schools is that it is not possible to generalize about them" (17:28).

This statement certainly is true with regard to size: Overseas

schools range from tiny schools such as the one in Peking with four stu-

dents, to the Tehran American school with 3,170 children attending

class at one time (18:1). The schools of the NESA area enrolled

12,977 students in the 1977/78 academic year, which represented

15.9 percent of the total enrollment for schools receiving assistance

from the Department of State (18:4). However, these figures do not

represent all NESA schools, as several are not listed in the State

Department Fact Sheets. For example, in Saudi Arabia, the Riyadh

International School has approximately 1,600 (33) students and the

Aramco School has approximately 2,400 (32) students, and neither

receives State Department assistance.

The curriculum in overseas schools is basically American,

with a core of subjects intended to prepare students to enter American

institutions of higher learning. A notable characteristic of overseas

schools is that they have made use of their location abroad to provide

an excellent program of foreign language instruction, the study of

local mores and folkways, and an avenue for a wider world view (18:2).
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Upon formal establishment of the Office of Overseas Schools

in 1964, the world was divided into eight administrative regions,

one of which was the Near East-South Asia area. In 1965, the Office

of Overseas Schools appointed a regional education officer to the

NESA area, who served as a link with American education in the United

States. The NESA schools at that time embraced a variety of diffi-

culties. Accessible materials were limited, and faculty members'

qualifications were widely varied.

In 1968, the Near East-South Asia Council of Overseas Schools

(NESA) was founded, under the direction of its regional education

officer, Dr. Gordon Parsons (4:2-3). Cockrell stated:

From a simple beginning, with seven or eight chief school

officers sitting around a table in Tehran, Iran, NESA has

evolved into a sophisticated, complex structure. . . . The

annual NESA administrative conference has become an integral

part of the organization.

Two hundred NESA chief school officers, support adminis-

trators, educators, and interested stateside friends of over-

seas education attend the fall conference.‘ Each March, a NESA

teachers' conference draws an attendance of five hundred. The

organization of NESA has expanded to such proportions that a

full-time executive secretary has been employed to administer

the affairs of the association.

In 1976, Dr. Gordon Parsons challenged the NESA chief

school officers to step forward and make NESA a truly viable

international leadership organization in education. He sug-

gested that a permanent center be established to carry out the

present activities and also to respond to the increased demands

of quality education in overseas schools. In 1977, the NESA

chief school officers accepted the challenge, and located the

executive secretary and offices in Athens, Greece to coordinate

the conferences and newsletters for the NESA member schools

4:3-4 .

Since moving to Athens and under the direction of the new

Executive Director, Dr. Stanley Haas, the NESA Center has broadened

its scope to sponsor teacher workshops and establish a professional
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library to be used by member schools. Plans for the future are being

concentrated on the following specific goals:

1. The coordination of consultant sharing.

High-quality conferences for teachers and administrators.

Seminars and workshops.

b
o
o
m

The exchange of information between member schools.

5. In-service programs (13:23).

School-to-School Prggram
 

The Association for the Advancement of International Educa-

tion (AAIE) grew out of the involvement of administrators from over-

seas schools with their school-to-school partners. Composed of

American school administrators, AAIE serves as the advisory board to

school-to-school projects throughout the world. Through the work of

AAIE, the needs of American schools abroad were brought to the atten-

tion of the American Association of School Administrators (AASA). As

a result, the AASA entered into a contract with the Office of Overseas

Schools for the deve10pment of the School-to-School Program (30:26).

The aim of the program was to pair a stateside school district with

an American-sponsored overseas school. Patterson pointed out that:

. . . The rationale for such pairings pointed toward

transcending the gap between the host country's culture and

that of the United States, promoting mutual respect and under-

standing between the citizens of the host country and citizens

of the United States, especially the children, and providing a

vehicle for the international exchange of educational and cul-

tural ideas (27:27).

The first of these relationships began in 1964 at the annual

meeting of the AASA. Twenty-five school-to-school projects were
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initiated as a means of assisting American overseas schools. The

emphasis was on providing services for the overseas schools, with

the stateside partner receiving secondary benefits that might accrue

from the international involvement of its administrators and teachers

(30:25-26).

During 1965, after the AAIE Conference in Atlantic City,

the following school-to-school pairings were arranged and the program

moved ahead at a fast pace (27:28-30):

Abroad

Africa

Tunis, Tunisia

Monrovia, Liberia

Lagos, Nigeria

Cairo, U.A.R.

U.S.A.
 

Glen Falls, New York

Ithaca, New York

Tacoma, Washington

Austin, Texas

Near East-South Asia
 

Tel Aviv, Israel

Tehran, Iran

Kabul, Afghanistan

New Delhi, India

Far East

Tokyo, Japan

Manila, Philippines

Bangkok, Thailand

Singapore, Singapore

St. Claire Shores, Michigan

Tucson, Arizona

Cheyenne, Wyoming

Bucks County, Pennsylvania

Portland, Oregon

St. Louis, Missouri

Fontana, California

Montgomery County, Maryland

Caribbean Areas
 

Mexico City, Mexico

Guatemala City, Guatemala

San Salvador, El Salvador

San Jose, Costa Rica

Flint, Michigan

Memphis, Tennessee

Boston, Massachusetts

Grand Forks, North Dakota
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Abroad U.S.A.

South America

Lima, Peru Webster Groves, Missouri

La Paz, Bolivia Little Rock, Arkansas

Cochabamba, Bolivia Bucks County, Pennsylvania

Buenos Aires, Argentina Bucks County, Pennsylvania

Sao Paulo, Brazil Westchester County, New York

Rio de Janeiro, Brazil Corpus Christi, Texas

Recife, Brazil Pasadena, California

Baranquilla, Colombia Huntsville, Alabama

Bogota, Colombia Newton, Massachusetts

Guayaquil, Ecuador Chalmette, Louisiana

Europe

Stockholm, Sweden St. Paul, Minnesota

Rotterdam, Netherlands Holland, Michigan

Madrid, Spain Roanoke, Virginia

Rome, Italy Chattanooga, Tennessee

Bucharest, Rumania Whiteland, Indiana

Belgrade, Yugoslavia Pittsford, New York

Vienna, Austria Baltimore County, Maryland

Warsaw, Poland Lexington, Massachusetts

Athens, Greece Wilmington, North Carolina

The AASA hired an associate secretary to administer the

es listed in the contract. Counce (cited in Tucker, 1974)

stated the following objectives were established for the U.S.-based

schools:

1. To assist the overseas schools in developing and operating

adequate programs of in-service education.

To assist overseas schools with recruitment of faculty.

To assist overseas schools in planning and implementing

programs for international exchange of teachers and students.

To provide leadership opportunities that will contribute to

the in-service growth of individual administrative, super-

visory and teacher personnel. . . .

To provide leadership opportunities for classroom teachers

through their involvement in consultative services, curricu-

lum development, deve10pment of student activities, and their

contribution to local and regional in-service education pro-

grams. . . .
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To provide opportunities for professional growth through the

utilization of curriculum and personnel resources evolving

from participation in the program (30:26-27).

On the other hand, the objectives for the American-sponsored

overseas schools were to:

1.

10.

11.

12.

Promote mutual respect and understanding between the citi-

zens of the host country and citizens of the United States.

Provide educational experiences for young people and adults

which help interpret one another's culture.

Provide broad, bilingual educational programs which may lead

the students into business and commercial activities meaning-

ful to United States interests both in the host country, as

well as in the United States.

Provide leadership in educational practices by utilizing and

demonstrating modern methods of educational instruction, and

through democratic organization, operation, and administra-

tion of the schools.

Contribute to civic, cultural and recreational needs of the

community through adult and special educational programs.

Teach English to non-English speaking children.

Teach a second language to children from the United States.

Provide adequate preparation for students entering institu-

tions of higher learning in the United States.

Promote professional relationships between educators of the

United States and the host country where the school is

located.

Provide an image of the best aspects of the culture of the

United States.

Provide research in education pertinent to the host country

where the school is located.

Provide a vehicle for the exchange of educational ideas

locally, nationally, and internationally (27:14-15).

Kelly (cited in Thomas, 1974) stated that, if administered

properly, the American school overseas can become an extension of its

partner in the United States. Personnel can be interchanged without

concern about tenure; purchasing arrangements for the overseas school

can be established; and teaching materials can be exchanged with
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cross-cultural experiences. The overseas school, however, must be

careful to maintain its own identity and guard against becoming an

administrative unit of its stateside partner. Each has a unique

character, with individual goals and needs (29:88).

Recruitment of Personnel
 

"Go overseas, young teacher" has become a modern paraphrase

of some American advice from a time gone by. Combining the shrink-

ing employment opportunities for teachers with the broadening horizons

of travel, teachers are seeking positions in schools overseas (28:18).

When the American educator signs his contract to go abroad

to teach, he suddenly must face one of the most challenging periods

of his career. At the outset he is keen to advance the cause of

education for children living in a foreign land. However, like any

traveler, he will experience a variety of unforeseen challenges.

Mathies (cited in Mathies & Thomas, 1971) wrote that the new

teacher arriving at his post may find an abundance of "red tape,"

currency-exchange predicaments, gastro-intestinal problems, a "foreign"

language, and an unfamiliar local attitude toward tipping. In addi-

tion, he may face problems at his new school. Perhaps the library or

laboratory is ill equipped. For most overseas schools there are long

delays in receiving teaching supplies and books. The isolation from

professional colleagues and resources in the teacher's area of

specialization can also cause frustration (20:5-6).

What makes educators want to go abroad? Spaulding (cited in

Mathies & Thomas, 1971) stated that a few individuals seek to conduct
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research and study in their own fields or explore educational prob-

lems in other countries. Others wish to offer their training and

skills to other nations by working in bilateral or multilateral

assistance programs. However, most American educators are looking

for opportunities to go abroad simply to travel and teach in another

country in order to learn something of the rest of the world--its

pe0ples and customs (20:8).

Miller and Cheng, in their research on decision-making pro-

cesses guiding Americans to accept positions overseas, found that:

. . American expatriates who had never worked overseas

before accepted their assignments because the overseas post

represented an opportunity to meet professional and personal

needs. . . . An overseas assignment provides an individual

with an opportunity to display one's technical competence in

a different set of circumstances and the rewards and advan-

tages coming to the expatriate are perceived to be desirable

(23:10).

Thomas (cited in Mathies & Thomas, 1971) reported that the

recruitment, employment, and displacement of teachers coming abroad

presents a difficult and expensive problem to the overseas school

(21:31). According to E. W. Miller (cited in E. L. Miller, 1975),

the cost of turnover, calculated by the 1960 cost index, reaches over

$59,000 for selecting, training, and tranSporting an American expatri-

ate businessman and his family abroad before he begins to "pay off"

in his international assignment. This also applies to the population

of the present study (22:72).

Torre (cited in Tucker, 1974) stated in his work on personality

adjustment in an overseas setting:

Recruitment and training of potentially successful American

personnel for overseas service is a problem not only for the
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professional schools, but for high schools as well. In select-

ing students for the professional schools more attention should

be paid to the total personality structure rather than to mere

technical competence (30:30).

Fox (cited in Orr, 1974) maintained that, when recruiting, the

overseas school must make known to the prospective teacher all the

details concerning the position if the term of employment is to be

satisfactory. The school must take the initiative and volunteer the

necessary information, because in many cases the new teacher will not

have sufficient background to ask the most pertinent types of ques-

tions. Full and frank communication is of vital importance (25:90).

In his work on overseas teacher recruitment in 1968, King

found very little literature on the topic that would be of value to

an administrator seeking answers to the problems related to the staff-

ing of overseas schools. If it were not for the sound background in

educational administration that an experienced school administrator

takes with him into the field, the overseas schools would face a

serious problem. King stated that "an inexperienced administrator

could read everything available and remain comparatively helpless"

(16:12).

Miller believed that the selection of personnel for inter-

national assignments does not greatly differ in principle from choos-

ing individuals for domestic positions. He felt that the essential

element is the relationship among the characteristics of the indi-

vidual, the environment, and the job demands. He went on to state:

. . The peculiar problem of overseas selection is that the

crucial variables in the man in the situation become increas-

ingly difficult to identify and measure. The person assigned

abroad is faced with environmental factors surrounding his
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job and style of life that are not applicable to his domestic

counterpart, and these factors can be pivotal in determining

the person's success or failure (21:24).

Masland (cited in Tucker, 1974), in his work on "Factor X"--

that quality or qualities one must possess to make him successful

abroad--stated that the "X Factor" is "not a function of the technical

information a man has acquired, but rather of his personal attitudes

and his understanding of the institutional environment in which he

works" (30:31). Masland further explained:

The effective American overseas must be a ”human being."

He must see the field problem through the other fellow's eyes,

and possess the understanding to appreciate the special prob-

lems inherent in working in a different cultural environment.

Above all he must be able to communicate effectively--to trans-

mit his feelings and technology to others (30:27).

Masland also reported that Dean Rusk, former Secretary of State,

affirmed that the "X Factor" is often connected with the individual

and the willingness of his family to spend time outside of the United

States. If an overseas employee is not happy in his new environ-

ment, it can safely be assumed that he will not have professional

competence or skillful human relations in his job (30:98).

Chichester cited a study conducted by Carl Dickinson, a

former placement director at the University of Washington. Dickinson

surveyed employees and asked them to rate certain characteristics of

college graduates. The employers in the fields of education and

social work ranked the factors in the following order:

Sociality (ability to get along with others).

Intelligence (ability to learn and think).

Training (education, technical knowledge).

t
h
-
i
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n
e
.

Judgment (common sense).
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5. Conscientiousness (sense of duty).

. Physical traits (looks, bearing, manner, speech).

7. Drive (willingness to work hard to get ahead) (2:245-47).

Other studies have listed such qualities as general interest

in children, ability to instruct, professional attributes, and the

ability to maintain good human relationships (7:47). In his study

on recruiting teachers for the overseas Department of Defense schools,

Downing asserted, "Whether or not we are conscious of the fact, most

of us are very likely more affected by the sociality of the applicant

than by any other single factor. . . " (7:47).

Cleveland, Mangone, and Adams (cited in Tucker, 1974) showed

that many organizations with employees in overseas settings attempt

to identify or create preselection tests to help eliminate potential

employees who may have a difficult time adjusting to their new way of

life and to assure the identification and selection of congenial and

effective employees. However, no formula has yet been created that

can effectively be used to identify such employees (30:32). As

Downing wrote,

The review of literature shows that there is no one way

which has been devised to make the proper selection of a

teacher. Many factors are considered and there are differences

in importance by different selectors (7:50).

In their work on Americans who live and work overseas,

Cleveland, Mangone, and Adams stated:

. . . The fact remains that little systematic effort has been

made to define the qualities . . . organizations should seek

in the personnel hired to implement their policies. It may

well be that some of the very motives that prompt Americans to

enter overseas service constitute a kind of preliminary natural
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selection of individuals potentially qualified for such ser-

vice. But, unfortunately, this factor is by no means enough

(3:123).

Many individuals believe the screening of personnel is more

of an art than a science. Cleveland, Mangone, and Adams supported

this theory in the following statement:

Where specific abilities or qualities are required, spe-

cific tests may prove quite useful. But where an indefinable

range of human attitudes and behavior must be explored, the

instrument for appraisal must be highly flexible. Application

forms, letters of recommendation, psychological tests, even

photographs--all have merit when skillfully used. But when it

comes to recruiting for overseas service, nothing is likely to

replace an interview except a longer interview or multiple

interviews by different interviewers. Face-to-face discussion

makes it possible to judge an individual's manner or attitude

far more accurately than any other method; the good inter-

viewer can probe with questions, uniquely relevant to the

respondent, in a way that no pre-arranged test can do (3:172).

Of equal importance is the screening of families. Carl

Essfeldt, International Personnel Manager of Xerox Corporation,

advised companies to examine a family's devotion to church or commu-

nity organizations, as well as children's attachment to such activi-

ties as sports and music. If these are high-priority items in the

family circle and unavailable abroad, the family may not be happy

overseas (11:127).

In addition, families must have the ability, patience, and

desire to learn a new culture. The family must be cohesive and work

together to give each other the support required to meet the chal-

lenges of living abroad. James Secor, Director of Corporate Transfers

at Dow Chemical Company, stated:
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We find that a marriage that is strong to begin with is

likely to become even stronger during an overseas assign-

ment, while one that is shaky is likely to become shakier

and could fall apart (11:130).

Hays (cited in Downing, 1971) made some interesting observa-

tions about interviewing potential teachers:

Is he courteous? I do not mean surface politeness. That

is good too, but very few people are rude to the man from

whom they hope to get a job. I want to know whether he has

the inherent courtesy that is on duty twenty-four hours a

day, the kind that comes from a genuine love for young pe0ple

and a sincere desire to help them. I want to know whether he

is the kind of man of whom his students think, "No matter what

I have done, what kind of a fool I've made of myself, I can go

talk to him about it. He may make my punishment pretty stiff,

but he won't throw a fit and refuse to listen.

Is he the kind of man whom his fellow teachers can trust

to be considerate? In short, is he the kind of man whom I

can introduce to the waiting boys and girls with a mental wish

for them to follow his example? I shall never be able to

understand how we teachers can expect courtesy and considera-

tion and truth from boys and girls unless we have first been

courteous to them, considerate to them, truthful to them.

Does he know what is going on in the world? Is he so well

aware of social problems that he can help his students to find

their place in this changing world? Has he faith in young

pe0ple? I want no cynic's or tragedian's influence.

Does he understand psychology so that he can make allow-

ance for and help boys and girls who are laboring under adverse

home conditions to adjust themselves? Has he enough humor and

genuine love for young people to be an understanding companion

as well as director of knowledge?

Our Lord had a difficult time teaching His disciples that

the Sabbath was made for man and not man for the Sabbath. We

need to remember that teachers are made for boys and girls and

not boys and girls for teachers. The product of our schools

should be well-informed young people with characters strengthened

for courageous, honest living.

The final yardstick by which I measure each teacher, then,

is: "Has he a vital, absorbing interest in the success of our

product, boys and girls?" (7:37).

With respect to psychological tests as a diagnostic tool,

Mangelsdorf (cited in Tucker, 1974) found that:
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. We ought to keep in mind that these psychological tests,

personality inventories and such, probably have a greater

chance in helping us determine some minimum level below which

you should avoid sending the man abroad at all. But they may

not help very much in predicting the relative success abroad

of qualified individuals you do send (30:32).

In discussing the recruitment sieve, Cleveland, Mangone, and

Adams were adamant about the use of tests in predicting success for

Americans going overseas. They maintained that the testmakers have

normally failed in their search for the types of elements that create

an effective overseas experience. This, for the most part, is a

result of the lack of understanding of overseas life and all the

demands placed upon each family member. They also maintained that

tests are generally overrated as a device to choose the right person

for the pr0per position (3:171).

The job of recruiter is to screen out those applicants who

will not make the grade. At the same time, he is seeking highly com-

petent men and women who will adjust to overseas living. If he were

recruiting for a position in the United States, he would have two

essential aids: (l) a generally accepted theory about what types of

people will best fit into a specific job assignment, and (2) decades

of work by the entire American educational system to prepare people

for that system. However, the largely unanalyzed experiences of over-

seas Americans have yielded very little guidance for the recruiting

officer. In addition, very few Americans are being psychologically

prepared to go overseas by the institution training them for their

professional life (3:169).
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There appears to be very little that the recruiting officer

can use as a framework from which to recruit for an overseas position.

Unfortunately, most of the "weeding out" and the orientation of per-

sonnel must take place in the overseas setting (3:169).

Companies sending families overseas generally take into

account two factors in measuring their suitability for life abroad:

how those families handle similar domestic transfers in the United

States and their reaction to the stresses that life in a foreign

environment will entail (11:127).

Cleveland, Mangone, and Adams stated that after the candi—

date is interviewed and his application is thoroughly examined, the

following qualities should be sought:

1. In assessing personality, give preference to the person

who seems more than usually resourceful and buoyant, whose

emotional gyroscope enables him to snap back rapidly from

discouragement and frustration.

2. In examining a person's background, look for environmental

mobility, for the information that early in life he has

been exposed to many kinds of people at different levels of

society.

3. In a person's education, look for evidence of intellectual

curiosity beyond minimum requirements of academic duty.

4. In a person's work experience, look for signs of a talent

for building institutions (3:172-73).

These authors described three types of change that they felt must

occur in order to have a more effective recruiting process:

1. The people who select overseas personnel must be better pre-

pared for their important function.

2. More time and money will have to be invested by the govern-

ment agencies, business firms, mission boards, and foundations

in the process of identifying and preparing those Americans

who seem best suited for particular foreign assignments.
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3. The selection of overseas staff will have to become the

primary reSponsibility of the educational system itself

(3:186).

The literature provided very little information on the evalua-

tion of recruitment practices; however, Elan (cited in Downing, 1971)

stated that:

. . . (a) an organized recruitment program is more effective

than none, (0) a personal program is more effective than an

impersonal program, (c) a combination of personal and imper-

sonal techniques is more effective than either technique used

alone, and (d) commonly employed recruitment techniques have

no differential effect (7:51).

How does one find the teachers who wish to serve overseas?

According to Thomas,

. the recruitment of overseas educators is one of the

most undernourished, diseased and neglected spheres of edu-

cational personnel identification and deve10pment; yet one

of the most important (29:141).

With regard to teacher recruitment, there is normally a great

distance between supply and demand. Kelly (cited in Thomas, 1974)

believed that a comprehensive teacher recruitment program must be

undertaken a year before the new school year begins. If estimates

are wrong and the number of children who enroll in September is below

the projection, the school may have a surplus of teachers and not

enough money with which to pay them. On the other hand, because of

an unexpected resignation or a teacher's failure to meet his con-

tractual commitment, there may be an unanticipated vacancy. The

superintendent will first attempt to fill this position with a locally

hired teacher. If a teacher is required from outside of the country,

the superintendent will check the files for a teacher who may have
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been considered but not offered a position. He might also contact

placement offices in the United States or in Europe (30:36).

Some of the American schools overseas turn to International

Schools Services (ISS) in Princeton, New Jersey, to assist in the

recruitment of personnel. ISS is a private, nonprofit service agency

founded in 1955 to support the education of children in American-

sponsored schools outside of the United States. Its basic services

include:

1. Recruit teachers and administrators from the United States.

2. Establish and/or operate schools for dependent children

of American companies.

3. Order and ship curriculum materials and supplies for its

contract schools (14:3).

Each year the Educational Staffing Program of ISS fills over

300 teaching, specialist, and administrative openings that are listed

by overseas schools. To do this, ISS registers, interviews, and main—

tains professional files on thousands of applicants. The professional

staff of ISS identifies, notifies, and nominates personnel through

thousands of forms, references, and professional resumes (13:7).

Figure 2.1 illustrates the procedures through which ISS recruits and

places teachers overseas (15:4).

Another source to which overseas administrators turn is

Overseas Schools Services (035), situated in The Hague, Netherlands.

055 was founded in 1972 and is a private, nonprofit educational

consulting and recruiting service for overseas schools. Its basic

services are the recruiting, screening, and recommending of teachers,
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specialists, and administrators for overseas schools. On commission

for a school board, it also conducts a "headmaster search" (26:5-6).

In its publication for overseas educators, OSS pointed out

that positions are available for those who seek them:

Combined professional staffs of some 300 overseas schools

total about 12,000 people on 1-2-3 year contracts. Of these,

some come for one contract or two; some outstandingly able edu-

cators make a lifetime career in the overseas international

school world. Staff turnover may vary from 5% to 10% or to as

high as 30% depending on when contracts end and on other vari-

ables. It tends to average 20% producing some 2,000 changes

of position each year. Of these there tend to be 20-30 Chief

School officer jobs, 20-50 other administrative posts, 20-50

librarian or counselor jobs, 20-30 remedial or special educa-

tion Openings, most of which latter are NOT in Europe (26:3).

 

In his work, Thomas illustrated the parallel steps taken by

the prospective employer and the prOSpective employee in seeking

each other. Both paths are problem-laden. (See Figure 2.2 [29:

146]).

Step 1 indicates that the true personnel need is not univer-

sally recognized or may become a need for the wrong reason (i.e.,

escape).

In Step 2, the majority of job titles are not adequate

because they do not provide enough information (i.e., Why the job?

What qualifications are required? What is the compensation program?).

Thomas believed that in this phase a fully detailed position descrip-

tion would eliminate "shoppers" from the serious job-seekers. The

'educator's resume should provide more information than the job des-

cription. It must sell the candidate through the information it

provides.



STEPS

(inter-

view)

 

 

+

1

46

Overseas Employer Talent

Search Process

1

recognize personnel need

1

prepare position description

1

identify candidate resources

1

disseminate position

descriptions

1

receive applications

1 1

eliminate consider

selected selected

applicants applicants

1

acquire and

screen

supportive

material

interview

selected +-———~

applicants

have

someone else

interview

selected

applicants

 

select desired applicant

Make Offer-————+

Offer Rejected +

Negotiate

Offer AEcepted

 

, Candidate

E1iminates Self+ Negot1ate

Educator Overseas Job

Search Process

1

recognize need to work

abroad

1

prepare résumé

1

identify overseas job

sources

1

receive position

information

1

send applications

1 \

eliminated considered

1
send supportive material

interviewed

not interviewed

Offer Received *—-—-—-

1

Reject Offer---+

1   1

Offer Accepted ‘f‘
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Step 3 is best illustrated by the phrase, "being in the right

place at the right time." Thomas believed that the college and uni-

versity placement office is the best-equipped and best-staffed as

well as the least-expensive means through which personnel can be

found.

Step 4 depends in great part on step 3. The school and the

job-seeker should contact not only the placement agencies already

mentioned in this chapter, but also former teachers, school alumni,

and professional organizations.

Steps 5 and 6 stress that the applicant will be judged on

the basis of a well-developed résumé and a sincere and logical intro-

ductory letter. The overseas administrator will quickly eliminate

those applicants who do not immediately "sell" themselves through

their correspondence. Far too many letters cross his desk for him

to consider a poorly worded letter or unimpressive résumé.

Unfortunately for both employer and prospective employee,

many fail to follow through on supportive documentation (step 7).

The employer must not rely solely on the teacher's résumé and the

solicited letters of recommendation; he must go further in learning

more about the candidate. Conversely, the applicant should prepare

accurate documentation of his accomplishments.

Step 8 implies an interview. Because of the great distances

involved, the new teacher may not meet the administrator until he

emerges from the immigration hall at the port of entry. Overseas

education is one of the very few professional fields in which there

may be no initial interview.
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In step 9, the employer has already chosen the teacher.

However, before the new employee arrives, the employment situation

or the employer's ideas about who can best do the job might have

changed (29:145-49).

The majority of teachers in American-sponsored overseas

schools come from the United States. The statistics reported by the

Department of State for 1977/78 indicated that 3,802 American teachers,

2,122 host-country teachers, and 979 third-country teachers in the

sample of 148 schools received assistance from the State Department.

In the NESA schools receiving State Department aid, the report indi-

cated that there were 877 American, 189 host-country, and 142 third-

country teachers (18:4).

The practice of employing host-country nationals is almost

universal among overseas American schools. These teachers provide

an invaluable link between the school and the host country. In most

cases these teachers are employed to teach either the local language

or a social studies course encompassing the history, geography, and

social/cultural values of the country.

The schools also employ a great many third-country nationals.

"Thus we find elements of the British nursery school program, Japanese

proficiency in mathematics, the Nufield science program, the vitality

of the Australians, and the scholarship of the Europeans affecting

the curriculum both formally and informally" (5:23).

Mannino (cited in Orr, 1974) suggested the following as

qualifications of teachers for American schools overseas:
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1. A graduate of a U.S. university teacher training program

with full credentials for teaching in a public school in

the United States.

2. A graduate of a U.S. university in an area of teaching who

has obtained appropriate professional training at the fifth

year level and who meets typical certification requirements,

although not necessarily certified in any state and who would

typically meet employment requirements of accredited private

schools in the United States.

3. A host country (or third country) national with host country

credentials for teaching in the national schools of that

country who has successfully completed a one to three year

training program in the United States especially designed to

qualify that teacher for a leadership position in the American-

sponsored schools overseas (25:84).

A strong argument can be made for hiring local teachers.

McWhorter (cited in Orr, 1974) stated:

. . Some schools prefer to hire local teachers because they

have already adjusted to living abroad, require no difficult

travel and living arrangements, tend to remain on the staff

longer, cost far less than imported teachers, and if they have

children in the school, are vitally concerned with the success

of the school (25:83).

Phillips (cited in Thomas, 1974) believed that there may be

a correlation between the quality of education and the degree of per-

formance and length of tenure of a professional staff in an overseas

school (29:9). A statement by Rowland Egger, quoted by Roth (cited

in Orr, 1974), described the problem:

. . . At the present time our overseas operations are gravely

burdened by the necessity of coping with ten and twenty year

problems with four or five year projects manned by one or two

year personnel. Part of this difficulty derives from our

unwillingness to admit, even to ourselves, that we are in the

business of overseas operations for a long, long time. But

even if policy and appropriations problems were solved, turn-

over would not be. We cannot keep repeating the first year

of our programs; sometime we have to get on to the second and

third and tenth and twentieth year. This can only be achieved

if a substantial central core of the overseas labor force thinks

and acts like a permanent professional organization (25:80).
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In his study of 22 overseas schools, King found that there

was a 47.3 percent turnover rate between the 1966/67 academic year

and the 1967/68 school session (16:190). The breakdown by area was:

Africa 58.3%

American Republics 43.6%

Far East 45.9%

NESA 50.0%

Europe 48.1%

Likewise, Mannino (cited in Orr, 1974) found that the turn-

over rate of school personnel in the overseas school is often double

that of its counterpart in the United States (25:81). He went on to

state that:

Since the overseas school depends largely upon the United

States teachers in its faculty to attain and maintain excellence

in instruction (by United States standards), such high rates of

turnover among United States teachers can only have a destruc-

tive effect on the schools' programs. Fortunately, turnover

among qualified local teachers is much less. These data have

not been compiled systematically, but are consistent with ver-

bal reports from regional education officers on the scene (25:71).

Personnel

Professional Preparation
 

Cleveland, Mangone, and Adams maintained that there is no

guarantee that the personvflw1is interested in going overseas is pre-

pared for the challenge. Giving up a secure position, breaking

family ties, and being uncertain about the future are all valid

reasons for not going abroad. These reasons and others will keep many

highly qualified personnel out of the overseas job market. On the

other hand, some people who should not leave their roots are seeking

overseas employment. The recruiting officer must be perceptive enough

to refrain from hiring this type of applicant (3:186).
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Masland (cited in Tucker, 1974) stated that an employee who

fails in the United States will fail overseas as well. The employee

seeking a "new way" to get away from the "old way" is motivated in

such a way that, if hired, he can be a damaging influence on the

institution. If, however, the applicant is highly motivated, has

average ability, and possesses some talent, he will generally do

well and will manage in his new environment. Masland went on to say

that ”success overseas depends to a very large extent upon a high

degree of personal and administrative flexibility in adapting oneself

to different organizational situations" (30:51). He concluded:

In education for overseasmanship, competence is not speciali-

zation. Training for this purpose is not another form of profes-

sional education, or indeed a form of specialist education at

all. It is in the educational history of the United States, the

newest requirement for "generalist" education. It is likely to

take the form not of a special discipline but of a better meld-

ing of the older ways of looking at society, through more effec-

tive interdisciplinary programs focused on the new fact of deep

American involvement in world affairs (30:51).

A group of overseas Americans in the Carnegie Project (cited

in Tucker, 1974) were asked to identify the type of person seeking

employment overseas. The majority said creativity was the most valu-

able trait (30:50).

Grego listed ten qualifications that, in addition to the

normal job requirements, help an employee obtain a position overseas:

1. Something special to offer the company through education or

experience.

2. Willingness to travel extensively--sometimes as much as 50%

of the time, in remote parts of the world, and often with-

out one's family.

3. Emotional stability and readiness to adjust to different

cultures, living conditions, climates, and socio-economic

attitudes.
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4. Familiarity with one or more languages, in addition to the

native tongue.

5. Ability to make important decisions without proper referrals

and under the most remote conditions.

6. Ability to function with the minimum amount of "the tools

of the trade," to improvise where necessary.

7. A family that also must be able to accept and adjust to

cultural shocks.

8. A sincere desire to cooperate, train, understand, and become

part of the people and countries of one's assignment.

9. Plans to be a corporate career man or woman.

10. Willingness to accept vigorous training and orientation and

to work relentlessly--often much more, and for longer hours,

than the local personnel or the colleagues at the home

office (12:66-68).

Tucker commented on work done by Cleveland, Mangone, and Adams

as follows:

To be successful abroad, one must have a belief in his mis-

sion, the ability to analyze power structures, maturity to tol-

erate many things, and an interest in instituting building.

These are not innate gifts, but can be the results of training

and experiences (30:55).

The Office of Overseas Schools plays an important part in

maintaining educational excellence in overseas schools. Through their

offices, they attempt to assist the American overseas school in

recruiting and retaining well-qualified personnel and in conducting

an ongoing program of inservice education (8:38). This is done, in

part, through grants received from funds available under the program

of the Office of Overseas Schools. For the 1977/78 academic year,

this funding amounted to approximately $5 million (13:2).

The Office of Overseas Schools maintains a close relationship

with the schools abroad. In addition, the Office keeps in close con-

tact with the stateside school-to-school partners, universities and
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colleges, and professional organizations, thus acting as a bridge

between the United States educational community and the overseas

schools. This is of paramount importance to the schools abroad

as they receive assistance in recruiting personnel, planning and

implementing inservice educational programs, procuring instructional

materials, planning and constructing new facilities, and providing

general consultation (8:39).

Sending American teachers abroad is not a one-way street.

They do return, and there is a growing recognition among educators

that education in the United States will be strengthened as more

teachers gain this invaluable international experience. The overseas

school profits from the services and professional expertise of the

American expatriate teacher. However, the benefits to the school

district to which he returns should not be overlooked.

The American school in an overseas setting offers opportuni-

ties for teachers to live and work among people and in a culture

with which they normally would not have contact. The setting pro-

vides a medium for gradual interchange between two or more educational

systems. Each overseas school offers its own blend of "international-

ism." These are rich resources that will enhance the teacher for life

and will bring to American education the fresh perspective of a world

view (8:40-43).

The educator abroad will learn as much as he teaches. Count-

less teachers returning home attest to the personal change that has

resulted from their overseas experience. It is difficult to assess

the full meaning of this change. It has been reported that:
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. . . The individual expresses his feelings in terms of a

“Gestalt" and even he is unable to sort out all of the cues

and elements. When queried, responses range from the generali-

zation, “I have lost my provincialism"; to the statement, "I

have a new appreciation of the term mankind"; to the observa-

tion, "I understand my own country better as a result of the

experience" (5:24).

At the 1965 White House Conference on International Coopera-

tion, the Committee on Education and Training recommended that the

federal government, institutions of higher education, foundations,

and others make a concerted effort to combine available resources to

offer additional incentives to teachers who want to go abroad to

teach (8:43). Efforts toward this goal have been made with the sup-

port of the Office of Overseas Schools in both the School-to-School

Project and the University-to-School Project. The aim of both pro-

grams is "to acquaint the American educational community with over-

seas schools and to involve the American educators in mutually

beneficial activities with the overseas schools" (8:44).

The central activities of the University-to-School Project

are the provision of:

Curriculum materials.

Administrative and supervisory guides.

1.

2.

3. Consultant services.

4. Instructional equipment.

5. Assistance with recruiting and screening candidates (8:46).

The literature has shown an acute desire and need for further

education for teachers overseas. More and more institutions of higher

education are extending their services to the teachers abroad. Most

noteworthy in this endeavor, and cited by the AASA, are Michigan State
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University, the University of Alabama, the University of Maryland,

and Peabody College (5:25).

Orr (cited in Tucker, 1974) found that under the sponsorship

of ISS and later A/OS, various universities have held several work-

shops for overseas educators. Michigan State University, for example,

initiated a program designated to provide consultive services to the

American School in Mexico City (30:59).

With the establishment in 1979 of the NESA Telex Services,

the NESA schools through the NESA Center were directly linked with

the University of Arkansas (13:5). Direct communication with a major

university provides NESA schools with help in matters relating to

curriculum, recruitment, and a variety of other needs. Also, each

summer several professors from the University of Arkansas conduct

graduate-level classes at the NESA Center for Educators in the NESA

region.

Orr and Seaquist (cited in Orr, 1974) suggested that since

many overseas American teachers are at a beginning stage in their

professional careers, an inservice program assisted by an American

university not only would provide a means for the teacher to advance

professionally, but could also serve as an attraction for longer

tenure (30:59).

Orientation
 

Chudler (cited in Thomas, 1974) stated that orientation pro-

grams for new staff members are vital to the community as well as to

the school. A program should be planned for the new teacher as well
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as for his family. One can see that considering the family unit

as an entity can only strengthen the tie the teacher has with the

school (29:120).

William Holmes, a psychologist with Organization Resources

Counselors, estimated that the expatriate attrition rate averages

40 percent among companies with neither orientation nor adaptability

screening programs, 25 percent among companies with cultural orienta-

tion programs, and 5 to 10 percent among firms that use both types

of programs (11:127).

Ideally, the orientation program should begin in the United

States, before the teacher leaves for his new post. Many times a

poorly oriented teacher is a source of bad public relations, thus

becoming a school representative who disseminates great amounts

of misinformation (30:61).

The new staff member would benefit greatly if, before depar-

ture, he received curriculum guidance, school policies, a school

handbook, and a description of available housing. Each new faculty

member must have a clear picture of what is before him (6:12-13).

In the initial stages of corresponding with the appointee, a

returning staff member could give the new teacher suggestions about

personal and household items to send abroad. Domidian put it so well:

Since the person who best understands the problems of a

classroom teacher is another classroom teacher, the overtures

of help and friendship by correspondence from the faculty

member who is actually serving abroad go far, indeed, to

'create an atmOSphere of cordiality when the new teacher does

arrive (6:13).

She also observed:
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No situation is more discouraging than the frustrations a

new teacher encounters because he has not been informed about

school matters or made to feel welcome. More tragic, perhaps,

is the plight of the American teacher who finds himself in a

strange country without friends, without a knowledge of the

native language, and with little or no previous information

about the actual position he is to hold. Whether he has arrived

to serve in a company, missionary, or parent Sponsored school,

the misery is often the same. Suddenly, the enthusiasm dies;

and the promises of the officials who hired him seem empty

indeed (6:12).

Fox, Bowyer, and Link (cited in Tucker, 1974) stated that

the new arrival has innumerable areas of concern: government for-

malities, banking procedures, medical facilities, shOpping, security,

entertainment, transportation, and housing, to name just a few (30:62).

Tucker said that in a preschool orientation program the new

staff members should meet the returning teachers and the administra-

tion. The philosophy, policies, and regulations of the school, as

expressed by the administration and the board, must also be explained

to the new staff member (30:62).

Fox et al. (cited in Tucker, 1974) cautioned that the new

teachers should guard against participating in too many social activi-

ties. Upon arrival, they have many things on their minds, such as

preparing for their classes and for the new school year. In addition,

some may just need time for themselves, to sort out their thoughts and

first impressions (30:62).

Composition
 

Enrollment in the American-Sponsored overseas schools in

1977/78 was 81,724 students, of whom 31,851 were U.S. citizens and

49,873 were students from the host country and from more than 90 other
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nations worldwide. Of the American students, 7,909 were dependents

of employees of the U.S. government, 14,478 were dependents of

employees of U.S. business firms and foundations, and 9,464 were

dependents of other private American citizens. Of the 6,903 teachers

and administrators, 3,802 were U.S. citizens and the remaining 3,101

teachers represented 65 other nations (18:1).

The average student enrollment in NESA schools was 519 chil-

dren, with a professional staff of 48 teachers and administrators.

This average represented 25 schools located in 19 countries. These

figures are somewhat lower than those for the average American-

Sponsored school overseas, as reported by the State Department (18:4).

Inservice Education
 

Bahner (cited in Thomas, 1974) observed that with the teacher

turnover rate approaching 50 percent, there is an acute need for

inservice education because new staff members must become familiar

with the operation of the school and must become acquainted with the

culture of the host country (29:165).

The diversity of an overseas faculty brings with it liabili-

ties as well as advantages. As much as 50 percent of a staff might

not be trained in the American system of higher education. This, in

itself, makes an inservice program a necessity in teaching staff

members the goals and methodologies used by American educators

(29:165).

According to Bahner, overseas American teachers tend not to

take university "refresher" courses in the summer, since they prefer
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to use their time overseas to travel or visit family on a "home

leave.‘I He maintained that "teachers who make a career overseas

tend to lack exposure to professional literature and current trends"

(29:165).

Also, because of the distances involved, there is little

chance for professional interaction overseas except among one's own

colleagues. It is expensive to send journals overseas, and, because

of travel expenses, teachers rarely attend conferences in the United

States (29:166).

Fox, Bowyer, and Link (cited in Tucker, 1974) believed that

an inservice program for an overseas school is extremely important

in helping that school retain and upgrade faculty members. They

said that the most common inservice-program needs of school personnel

in overseas schools center on continuing professional improvement and

earning credit beyond degree at a graduate level (30:65).

Bahner (cited in Thomas, 1974) maintained that:

Together with a high percentage of staff turnover, the

nature of the children in American-Sponsored overseas schools

ranks in the category of major problems. Only the highly

transient, inner-urban school in the United States has the

corresponding degree of pupil transiency, language difficul-

ties, wide range of learning aptitude, and extreme diversity

of educational background. Just as is true for the inner-

city schools in metropolitan United States, nothing is more

inappropriate for the students of American-sponsored schools

overseas than a traditional graded curriculum with predeter-

mined expectations and subject matter sequence and a pace

determined by textbooks or system-wide curriculum guides.

Any realistic program of staff deve10pment must assist the

teachers in making learning opportunities more appropriate

to the individual student (25:166).
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The Challenge
 

American schools in the overseas setting serve a dual purpose:

to offer a quality educational program to American children living

with their families in a foreign land and to create goodwill between

the Americans and their hosts (17:48).

These schools serve to "bridge the gap" in international

understanding. They provide Americans with a wonderful opportunity

to associate with people of other countries. Conversely, non-Americans

learn American educational philos0phy and practice (17:49). Salmon

stated:

. . These schools have proved the adaptability of American

education to new and diverse circumstances. They are develop-

ing accurate and realistic materials for the study of other

countries, and are proving imaginative in finding methods to

give these studies added impact. They are teaching young

Americans languages seldom studied in American public schools.

They are teaching English to children of many other nations.

Any sound strategy for effective response to the realities we

face in the world today requires the improved capacity to com-

municate with other societies which is achieved through such

programs.

Without being part of our official foreign policy, these

schools contribute to it. Through exchange of personnel and

students, through the School-to-School partnerships, and

through other activities of the U.S. educational profession,

the schools are exploring aspects of overseas programs which

can be used profitably in stateside schools.

These schools are important in convincing Americans to

accept overseas positions. They are essential to meeting

the nation's commitment to equality of educational opportunity

for all its citizens. They are contributing toward the crea-

tion of a climate of mutual understanding and cooperation

vital to the future of mankind. They are showing others how

our schools function, and helping to develop ideas about edu-

cation, democracy and freedom around the world. They are pro-

viding a pool of trained manpower for both the U.S. government

and for U.S. firms overseas (5:41).

In its general literature, Overseas Schools Services summed up

the challenge confronting the American teacher overseas:
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To the true professional, the education of the young is

always exciting. This is especially true in overseas schools,

for in addition to the normal vicissitudes which can beset any

school anywhere, it is here that culture shock, transplanta-

tion and transience' of children and parents, occasionally

limited facilities, and equipment, can make successful teach-

ing and learning difficult.

Overseas teaching is NOT for the fearful or the timid,

nor for the escapee from problems at home; it is for the real

educator with eagerness in his spirit, openness in his mind,

love in his heart for children and youth and the excitement of

growth and learning (26:2).



CHAPTER III

DESIGN AND METHODOLOGY

Purpose

The purpose of the study was to analyze the problems asso-

ciated with the recruitment and retention of American teachers serving

the American schools located in the Near East and in South Asia.

Furthermore, the researcher sought procedures to recommend to NESA

superintendents for alleviating and/or eliminating some of the iden-

tifiable problem areas. The following concerns were also examined:

1. The qualifications and experience of the superintendents

of the NESA schools and their role in the recruitment

and retention of overseas teachers.

2. The role of outside agencies in the recruitment of

American expatriate teachers.

3. The development of a teacher-orientation program.

4. The salary and fringe benefits of the American expatri-

ate teachers.

The researcher has been an overseas school administrator

for 11 years. For four of those years, he has been directly asso-

ciated with the NESA area and its schools, and currently is the

Director of Personnel of a NESA school that has a professional staff

of 150. His concerns with the recruitment and retention of expatri-

ate teachers tie directly into his position. Through this personal
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experience and association with other NESA administrators with similar

duties, and through the review of the literature, it was evident

that there is a problem and therefore a need to examine its causes.

A Description of NESA Schools
 

The schools selected for the study came from the "Membership

List of NESA Schools" (Appendix H) and from the "Fact Sheets on

American-Sponsored Elementary and Secondary Schools Overseas" (18).

A general description of the American-sponsored and inter-

national schools appeared in Chapters I and II. The schools in the

NESA area have similar goals as well as common problems. They are

served by the NESA Center in Athens, Greece, which serves as a focal

point for their concerns. Of the 25 schools identified by the State

Department as "American-Sponsored overseas schools," all were pri-

vate, nonprofit, coeducational, and governed by a school board that

in most cases was elected by the parents of enrolled children.

Sources of Information
 

The data gathered for the study came from a variety of

sources, including:

1. Educational Resources Information Center (ERIC) at

the University of Oregon.

2. Educational Resources Information Center (ERIC) at

Michigan State University.

3. The resources available at the Michigan State University

Library.
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4. Information from the Office of Overseas Schools,

Department of State.

5. Information from International Schools Services,

Princeton, New Jersey.

6. Information from Overseas Schools Services, The Hague,

Netherlands.

7. Information from the Center for International Education,

Buzzards Bay, Massachusetts.

8. The dissertation by Dr. Gayle Tucker, which was used as

the model for the present research.

Development of the Questionnaire
 

It was necessary to develOp a questionnaire that would assist

in the gathering of data on the recruitment and retention of American

expatriate teachers. (See Appendix D for a copy of this instrument.)

The questionnaire was developed from the work already done by Tucker

and King, and was intended for the NESA schools and their superin-

tendents.

Three members of the researcher's committee reviewed the

questionnaire; in their opinion, the questions were clear and were

germane to the problem at hand. The committee believed the instrument

had face validity. It was assumed that the researcher and the NESA

superintendents had a mutual understanding of the terms contained in

the questionnaire.
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The questionnaire comprised items related to six specific

areas and one general area of concern with regard to the recruitment

and retention of American expatriate teachers in NESA schools.

Nature of Data
 

The first section of the questionnaire dealt with the chief

officer of the school--his background and training. The second part

concerned the school--its composition of students, teachers, and cur-

riculum. The next section had to do with the method used by the

school superintendents in recruiting teachers. The fourth and fifth

areas of concern were the orientation of teachers before and after

their arrival at the new post. The sixth part of the instrument

dealt with the salary and fringe benefits offered by each school. The

final section contained some general questions, primarily directed at

culture shock and reasons teachers choose to leave their jobs.

Administration of the Questionnaire
 

A personal letter (Appendix C), a self-addressed return

envelope, money to cover postage, and the questionnaire were mailed to

the superintendents of NESA-area schools. The letter stated the

rationale for the study, and each superintendent was asked to complete

and return the questionnaire as time permitted.

Eight weeks after the initial posting, a follow-up letter

(Appendix E) and a duplicate questionnaire were mailed to those who had

not returned the original instrument. Thirty NESA superintendents

responded to the questionnaire by the deadline set for data tabulation.
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Two questionnaires were returned after that deadline and were not used

in the study.

Reliability of the Questionnaire
 

A pilot study was conducted to test the reliability of the

questionnaire. Six NESA superintendents were once again requested

by letter (Appendix F) to complete the questionnaire. The answers

to each question were compared by an item analysis measuring the

relationship between X and Y using the Pearson product-moment correla-

tion coefficient. The formula is:

"xy =/ 2 nzxivi ; (zxi)(:vi) Z

[“(in' - (2x1) 1 [n<zv,> - (ZYi) 1

 

 

Taking item 34 of the questionnaire as a sample problem,

the formula would be as follows:

N

34. 3. 1!. X. 13. §;1.
1 2 4 2 4 4

2 4 16 2 4 8

3 2 4 2 4 4

4 1 1 1 1 1

5 4 16 3 9 12

6 2 4 1 1 2

6 6

2x, = 15 2Y1 = 11

i=1 i=1

6 6
2x? = 45 xv? = 23

i=1 i=1

6

zxiv, = 31

1-1
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6(31) - (15)(ll)

46145) - (15211 [5(23) - (11211

 

 

186 - 165

/(270 - 225) (138 - 121)

 

 

21

J45 x 17

761

21

27.6586

rxy = .76

Items 1 through 89 were tested by the correlation coefficient

denoted by rxy. A score of .93 was obtained as a final score for the

instrument. Appendix H contains a complete report on the score for

each question in the item analysis.

Analysis of Data
 

The questionnaire produced the data used in the study. Fre-

quencies and percentages were found for each item presented in the

questionnaire. The percentages were based on the number of responses

to each item. All data are presented in tabular form in Chapter IV.
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Conclusions were drawn from the comparison of means and frequencies,

and are presented in Chapter V.



CHAPTER IV

PRESENTATION AND ANALYSIS OF DATA

Introduction
 

The basic purpose of this study was to examine the problem

areas in the recruitment and retention of quality teachers in the

schools of the Near East-South Asia Council of International Schools.

The researcher also sought to make recommendations for the allevia-

tion and/or elimination of some of these problems.

Presented in Chapter IV are the data gathered from the

instrument sent to NESA superintendents concerning the recruitment

and retention of American expatriate teachers. The format of this

chapter follows the sequence in which the areas of concern are pre-

sented in the questionnaire: (1) the administration, (2) the school,

(3) recruitment, (4) pre-arrival orientation, (5) on-site orientation,

(6) salary and fringe benefits, and (7) general information.

The Population
 

The researcher identified 40 American-sponsored or inter-

national schools through the Office of Overseas Schools and the NESA

Center. Thirty superintendents responded to the questionnaire. Of

the ten superintendents who did not respond, five were from Iran,

which at the time of the study was experiencing a great civil strife

that closed all American-sponsored overseas schools in that nation.
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General Information Regarding the

NESA Superintendent

For this study to be meaningful, it is imperative to under-

stand the chief school officer. He is endowed by his board to

recruit and hire the faculty. His training and experience play a

great part in the type of teacher he seeks and eventually employs.

Teaching and Educational

Administration Experience

Table 3 shows the teaching and educational experience of the

NESA superintendents. Of the 30 superintendents responding to this

item, 1 of the superintendents indicated he had had 1 to 5 years of

professional educational experience; 3 had had between 6 and 10 years

of experience; 6 indicated 11 to 15 years of experience; 4 had had

between 16 and 20 years of experience; and 16 superintendents stated

they had had 21 or more years of experience in teaching or educational

administration.

Table 3.--Teaching and educational administration experience.

 

 

. Number of Percentage of

Years Of Exper1ence Superintendents Superintendents

l - 5 years 1 3.33

6 - 10 years 3 10.00

11 - 15 years 6 20.00

16 - 20 years 4 13.33

21 or more years 16 53.33
 

Totals 30 100.00
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Teaching Experience

in Overseas Schools

 

 

The findings in Table 4 show that seven superintendents had

had no experience teaching in an overseas school; nine indicated that

they had taught one or two years overseas; six had taught three or

four years; none of the superintendents had taught five or six years;

three indicated they had had seven or eight years' experience; and

five members of the sample said they had taught a minimum of nine

years in a classroom overseas.

Table 4.--Years of experience teaching overseas.

 

 

 

. Number of Percentage of

Years Of Experience Superintendents Superintendents

None 7 23.33

1 - 2 years 9 30.00

3 - 4 years 6 20.00

5 - 6 years 0 0.00

7 - 8 years 3 10.00

9 or more years 5 16.67

Totals 30 100.00

 

Number of Years' Experience in

Overseas Educational Administration

 

The data in Table 5 show that six of the superintendents had

had one or two years of experience as overseas administrators; three

members of the sample had had three or four years of experience;

another three indicated that they had had five or six years of experi-

ence in the overseas schools; five superintendents reported that they

had had seven or eight years of experience; and the greatest number
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(13) stated that they had had nine or more years of administrative

experience in overseas schools.

Table 5.--Years of experience in overseas educational administration.

 

 

 

. Number of Percentage of

Years Of Exper1ence Superintendents Superintendents

1 - 2 years 6 20.00

3 - 4 years 3 10.00

5 - 6 years 3 10.00

7 - 8 years 5 16.67

9 or more years 13 43.33

Totals 30 100.00

 

Experience of Superintendent

in School Systems

 

 

Table 6 reports data from questions 4 and 5 of the survey

instrument. Part A shows that four superintendents had served as a

teacher in one school system; seven indicated they had taught in two

systems; eleven of the superintendents had taught in three systems;

two members of the sample had taught in four school systems; another

two individuals had been teachers in five systems; and four of the

NESA superintendents had taught in six or more school systems.

In Part B of Table 6, it is reported that eleven superin-

tendents had served as administrators in one school system; two had

been administrators in two systems; another seven had acted as admin-

istrators in three school systems; five superintendents had been

administrators in four school systems; two reported that they had

worked as administrators in five systems; and three of the NESA
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chief administrators had served in six or more school systems as

administrators.

Spperintendent's Experience

in Current Position

 

 

Table 7 relates the number of years the NESA superintendents

had been in their present positions. Eight of the reSpondents

reported that they were serving in their first year; seven were work-

ing in their second year; two were in their third year; three indi-

cated they had been in their present position for four years; two

individuals were in their fifth year; and eight superintendents had

served in their present capacity for over five years, with an average

of 13 years.

Table 7.--Superintendent's experience in current position.

 

 

 

Years in Number of Percentage of

Current Position Superintendents Superintendents

lst year 8 26.67

2nd year 7 23.33

3rd year 2 6.67

4th year 3 10.00

5th year 2 6.67

6 or more years 8 26.67

Totals 30 100.00

 

Superintendent's Previous

Overseas Experience

 

 

As reported in Table 8, 23 of the superintendents indicated

that they had had overseas experience before accepting their present
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position. Seven of those reporting stated they had had no previous

experience in an overseas setting.

Table 8.--Superintendent's previous overseas experience.

 

 

 

Previous Overseas Number of Percentage of

Experience Superintendents Superintendents

Yes 23 76.67

No 7 23.33

Totals 30 100.00

 

Superintendent's Previous

Private School Experience

 

 

The data in Table 9 show that 20 of the superintendents had

had private school experience before accepting their present position.

A third of the sample (10 superintendents) reported they had had no

previous experience in private schools.

Table 9.--Superintendent's previous private school experience.

 

 

Previous Work Experience: Number of Percentage of

Private Schools Superintendents Superintendents

Yes 20 66.67

No 10 33.33
 

Totals 30 100.00

 



76

Superintendent's Previous Knowledge

of Host-Country Customs and Culture

Table MJShows that one superintendent reported he had had no

knowledge of the host country's customs and culture before assuming

his post there; 14 indicated that they had had a limited knowledge of

the customs and culture of the host country; and 15 of the superin-

tendents stated that their knowledge of the host country's customs

and culture had been adequate.

Table lO.--Superintendent's previousknowledge of host country's

customs and culture.

 

 

 

Previous Knowledge: Number of Percentage of

Customs and Culture Superintendents Superintendents

Nonexistent l 3.33

Limited 14 46.67

Adequate 15 50.00

Totals 30 100.00

 

Spperintendent's Travel

Before Present Position

 

 

One of the superintendents reported that he had had no travel

experience before accepting his current position; nine indicated they

had had limited travel experience, whereas a full two-thirds of the

respondents (20 superintendents) said they had traveled extensively

before accepting their present position. (See Table 11-1
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Table ll.--Superintendent's trawelbefore accepting present position.

 

 

 

Superintendent's Travel Number of Percentage of

Before Present Position Superintendents Superintendents

None 1 3.33

Limited 9 30.00

Extensive 20 66.67

Totals 30 100.00

 

Superintendent's Highest Degree
 

The vast majority of NESA superintendents held degrees above

a Bachelor's degree. Only three of the superintendents reported they

had a Bachelor's degree. Sixteen held a Master's degree, and nine

had obtained a Doctorate. Two of the respondents had an Educational

Specialist's degree. (See Table 12.)

Table 12.--Highest degree held by superintendent.

 

 

 

. Number of Percentage of

H1ghest Degree Superintendents Superintendents

None 0 0.00

Bachelor's degree 3 10.00

Master's degree 16 53.55

Specialist's degree 2 6.67

Doctorate degree 9 30.00

Totals 30 100.00

 

Degree in Educational Administration
 

Table 13 shows that the majority (17) of the NESA superin-

tendents held a degree in educational administration. Thirteen of
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those responding to the questionnaire did not possess a degree in

educational administration.

Table l3.--Degree in educational administration.

 

 

 

Degree in Number of Percentage of

Educational Administration Superintendents Superintendents

Yes 17 56.67

No 13 43.33

Totals 30 100.00

 

Superintendent's Position

Before Going Overseas

 

 

Shown in Table 14 are the school positions held by NESA super-

intendents before going abroad. It can be noted that two members of

the sample had not held a school position; five had previously been

employed as superintendents; one had served as an assistant superin-

tendent; seven had been principals before going abroad; two indi-

viduals had held the position of assistant principal; eight had pre-

viously been employed as teachers; and two had acted as supervisors.

The three superintendents who reported other school positions had

been employed as a college director, a university lecturer, and a

school psychologist.

Superintendent's Fluency

in Host Country's Language

Nineteen of the superintendents stated that they had had no

knowledge of the host country's language before going overseas;
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eight reported a limited knowledge of the language of the country to

which they were going. Of those reporting a degree of fluency, two

superintendents stated they had been nearly fluent and one indicated

he had been fluent in the host country's language before assuming the

superintendency. (See Table 15.)

Table l4.--Superintendent's position before going overseas.

 

 

 

School Position Held Number of Percentage of

Before Going Overseas Superintendents Superintendents

None 2 6.67

Superintendent 5 16.67

Assistant superintendent l 3.33

Principal 7 23.33

Assistant principal 2 6.67

Teacher 8 26.67

Supervisor 2 6.67

Othera 3 10.00

Totals 30 100.00

 

aThree superintendents reported they had been a college

director, a university lecturer, or a school psychologist.

Table 15.--Superintendent's fluency in host country's language.

 

 

Fluency Before Number of Percentage of

Present Position Superintendents Superintendents

Nonexistent 19 63.33

Limited 8 26.67

Nearly fluent 2 6.67

Fluent l 3.33
 

Totals 30 100.00
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Age of Superintendents
 

None of the NESA superintendents responding to the question-

naire was under 30. The sample was distributed as follows: nine were

in their thirties; eight were in their forties; eleven were in their

fifties; and two reported they were over 60 years of age. (See Tablel6.)

'Table l6.--Age of superintendents.

 

 

 

Age Number of Percentage of

Superintendents Superintendents

20 - 29 O 0.00

30 - 39 9 30.00

40 - 49 8 26.67

50 - 59 11 36.67

60+ 2 6.67

Totals 30 100.00

 

General Information Regardingpthe

School and Faculty

 

 

As in all parts of the world, NESA schools vary in size and

in scope. They range from very small schools situated in a villa to

schools sprawling over acres of landscaped campus. NESA schools also

vary in the emphasis placed on curriculum development. So that the

researcher could present the full scope of the identified problem,

research was conducted on the schools and their faculties.

Approximate Student Enrollment
 

Table 17 shows that seven of the NESA schools in the survey

had enrollments of fewer than 200 students; nine had enrollments of
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201 to 400 students; three had enrollments of 401 to 600 students;

two had an enrollment of 801 to 1,000 students; another two showed an

enrollment of 1,001 to 1,200 students; and seven schools had an

enrollment of more than 1,400 students.

Table 17.--Approximate student enrollment.

 

 

 

Approximate Number of Number of

Enrollment Superintendents Superintendents

l - 200 7 23.33

201 - 400 9 30.00

401 - 600 3 10.00

601 - 800 0 0.00

801 - 1,000 2 6.67

1,001 - 1,200 2 6.67

1,201 - 1,400 O 0.00

1,401 + 7 23.33

Totals 30 100.00

 

Grade Levels Served
 

Four superintendents indicated that their schools went through

the eighth grade, and eight of the schools served students through

ninth grade. The majority (16) of the NESA schools surveyed went

through twelfth grade. One superintendent reported that his school

offered an educational program from nursery to the thirteenth grade,

whereas another indicated that his school spanned kindergarten to

seventh grade. (See Table 18.)

School Accreditation
 

Fourteen superintendents reported that their schools were not

accredited by an accrediting agency. Six schools hadU.S. accreditation;
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five held local accreditation; and three held a combination of U.S.

and local accreditation. The EurOpean Council of International

Schools (ECIS) had accredited one of the NESA schools, whereas another

had been accredited through a New York State Charter. (See Table 19.)

Table 18.--Grade levels served.

 

 

 

Number of Percentage of

Grade Levels Superintendents Superintendents

Through grade 6 O 0.00

Through grade 8 4 13.33

Through grade 9 8 26.67

Through grade 12 16 53.33

Othera 2 6.67

Totals 30 100.00

 

aTwo superintendents reported that their schools offered an

educational program from nursery to grade 13 and from kindergarten

to grade seven, reSpectively.

Table 19.--School accreditation.

 

 

 

. . Number of Percentage of

Accred1tat1on Superintendents Superintendents

No accreditation 14 46.67

U.S. accreditation 6 20.00

Local accreditation 5 16.67

U.S. & local accreditation 3 10.00

Othera 2 6.67

Totals 30 100.00

 

aOne superintendent stated that his school was accredited

through the European Council of International Schools (ECIS) and

another reported New York State Charter accreditation.
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Type of Curriculum
 

Table 20 shows that the majority (20) of NESA schools in the

survey had a U.S. curriculum only. Six of the superintendents reported

that they had a combined U.S. and local curriculum. One respondent

stated that his school had a British curriculum; another indicated

an international curriculum; one superintendent mentioned the Inter-

national Baccalaureate; and the final respondent reported an Anglo-

American curriculum.

Table 20.--Type of curriculum.

 

 

 

. Number of Percentage of

Type Of Curr1cu1um Superintendents Superintendents

U.S. curriculum 20 66.67

Local curriculum 0 0.00

Combined U.S. and

local curriculum 6 20‘00

Othera 4 13.33

Totals 30 100.00

 

aFour NESA superintendents reported that their schools fol-

lowed the following curriculums: British, International, Interna-

tional Baccalaureate, and Anglo-American.

Number of Full-Time Teachers
 

As demonstrated in Table 21, nine of the superintendents

reported that their schools employed fewer than 20 full-time teachers.

Eight stated that their faculties comprised between 21 and 40 full-

time teachers; two had between 41 and 60 on their faculties; one



84

employed 61 to 80 teachers; and one-third (10) of the survey respon-

dents reported that their schools employed 81 or more full-time

teachers.

Table 21.--Number of full-time teachers employed by the school.

 

 

 

_ , Number of Percentage of

FUII T1me Teachers Superintendents Superintendents

1 - 20 9 30.00

21 - 40 8 26.67

41 - 60 2 6.67

61 - 80 1 3.33
81 +

10 33.33

Totals 30 '00'00

 

Annual Average Number of

American Expatriate Teachers

Hired Over the Past Five Years

 

 

 

Thirteen of the superintendents reported that their schools

had employed an average of l to 8 American expatriate teachers over

the past five-year period; one of the schools had hired 9 to 16

teachers; six had hired 17 to 24 teachers; four had employed 25 to 32

teachers; two had hired 33 to 40 teachers; and four indicated that

their schools had hired more than 41 American expatriate teachers

during that period. (See Table 22.)
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Table 22.-~Annual average number of American expatriate teachers

hired over the past five years.

 

 

 

Expatriate Teachers Number of Percentage of

Hired Annually ~ Superintendents Superintendents

l - 8 13 43.44

9 - 16 l 3.33

17 - 24 6 20.00

25 - 32 4 13.33

33 - 40 2 6.67

41 + 4 13.33

Totals 30 100.00

 

Analysis of Teachers' Contributions

to School's Educational Program

 

 

Table 23 is divided into two sections. Part A shows which

teachers, in the superintendents' view, exhibited the highest-quality

and most effective teaching. One superintendent believed that the

host-country teachers best met the criteria of Part A, and six indi-

cated that locally hired, non-host-country teachers best met the

criteria; however, the majority (18) of the superintendents felt

that American expatriate teachers were the key to effectiveness in

the school. Five superintendents made the following additional com-

ments: "British teachers," "an individual matter," "the best from

each group," and "it varied from year to year." One respondent found

the question impossible to answer.

In Part B of this question, the superintendents were asked to

report which group of teachers created the most problems. Twelve

reported that host-country teachers created the most problems;

eight said locally hired, non-host-country teachers; and five believed
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the American expatriate teachers created the most problems in the

educational program. Other responses were: "equal,“ "an individual

matter," "worst from each group," and "the short-term local or

expatriate teacher."

Type of School
 

Table 24 shows that 16 of the NESA schools were community

sponsored. Five were company schools, two were prOprietary schools,

and three were operated by International Schools Services. Other

types of schools reported by the NESA superintendents were: "local

corporation" (two), and llprivate nonprofit," "Massachusetts Charter,

nonprofit," and "nonprofit trust with community participation" (one

each).

Table 24.--Type of school.

 

 

 

Number of Percentage of

Type Of SChOO] Superintendents Superintendents

Community sponsored 16 53.33

Company operated 5 16.67

PrOprietary 2 6.67

International Schools

Services 3 10‘00

Othera 4 13.33

Totals 30 100.00

 

aOne superintendent reported, "private, nonprofit"; two

stated, "local corporations"; one said, "Massachusetts charter, non-

profit"; another stated, "nonprofit trust with community participa-

tion."
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School Recipient of

State Department Grant

 

 

Half of the respondents (15) said their schools received

financial assistance from the State Department. The other half of

the respondents (15) indicated that their schools received no aid

from the Department of State. (See Table 25.)

Table 25.--School recipient of State Department grant.

 

 

 

- - Number of Percentage of

Rec1p1ent 0f Grant Superintendents Superintendents

Yes 15 50.00

No 15 50.00

Totals 30 100.00

 

Recruitment of American Expatriate Teachers

Overseas administrators face many problems when recruiting

teachers for their schools. Assessing needs very early in the year

for the forthcoming academic year; arranging interviews throughout

various parts of the world; making time to be away from the campus

in order to recruit; covering the cost of the recruitment trip; and

seeing the reluctance of the American teacher to take that last big

step, even though he had expressed an interest in teaching abroad--

these are only a few of the difficulties that overseas administrators

face (26:111-12).

As stated in the Opening chapter, living far from the teacher

market is, in itself, a major hurdle in the recruitment process. The
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administrator cannot rely totally upon himself to survey the field

of teachers. lkamustturn to a variety of sources for assistance in

this most crucial part of administrating an overseas school.

Sources for Recruitipg_

American Expatriate Teachers

 

 

The NESA superintendents were asked to indicate what sources

they used when seeking American teachers for their schools. Table 26

reports that 23 used college or university placement services; 13

went to privately owned placement agencies; 23 used International

Schools Services; 8 went to Overseas Schools Services; 6 used the

Office of Overseas Schools; 9 consulted their school-to-school partner;

and 3 individuals indicated they used no outside source for teacher

recruitment. The vast majority of superintendents used more than one

source for recruitment purposes--hence the variable totals. Other

sources reported were: "other superintendents" (five respondents);

"staff referrals" (three respondents); and "company," "Presbyterian

Church," "direct hire," "EurOpean Council of International Schools,"

and "Near East-South Asia Council of International Schools" (one

respondent each).

Superintendents' Recruiting Trips
 

Table 27 shows that four of the NESA superintendents had never

taken a recruiting trip, whereas the majority (20 respondents) took

at least one trip each year. Two superintendents reported that the

recruiting was done by others. One superintendent stated that he

"sometimes" went on a recruiting trip, and another reported that his
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recruiting trips were restricted to the NESA area. Two respondents

said that they went abroad every other year to recruit.

Table 26.-~Sources for recruiting American expatriate teachers.

 

 

Number of Percentage of

Sources Superintendents Superintendents

College or university

placement services 23 76.67

Privately owned

placement agencies 13 43.33

International Schools

Services (ISS) 23 76.67

Overseas Schools

Services (033) 8 26.67

Office of Overseas

Schools (A/OS) 6 20.00

School-to-school partner 9 30.00

Othera 13 43.33

None 3 10.00

 

aThe following "other" responses were reported: other super-

intendents--5; staff referrals--3; company--l; Presbyterian Church--l;

media--3; direct--l; EurOpean Council of International Schools--l;

Near East-South Asia Council of International Schools--l.

Personal Interview of

Applicant Before Employment

 

 

Table 28 shows that 12 of the superintendents always conducted

an interview with the applicant before employing him. Fourteen of the

respondents reported that they would interview the candidate if at all

possible. Four superintendents had others conduct the interview. All

of the respondents reported that they believed an interview to be

necessary.
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Table 27.--Superintendents' recruiting trips.

 

 

 

. . . Number of Percentage of

Recru1t1ng Tr1ps Superintendents Superintendents

Never 4 13.33

Annually or more often 20 66.67

Done by others 2 6.67

Othera 4 13.33

Totals 30 100.00

 

aOne superintendent reported "sometimes"; another stated that

his recruiting was restricted to the NESA area; two said that they

went abroad every two years to recruit.

Table 28.--Personal interview of applicant before employment.

 

 

 

. . Number of Percentage of

Appl1cant Interv1ews Superintendents Superintendents

Always 12 40.00

If at all possible 14 46.67

Not if well recommended 0 0.00

Not necessary 0 0.00

Done by others 4 13.33

Totals 30 100.00

 

Length of Teaching Contract
 

As reported in Table 29, four of the NESA schools offered

their teachers one-year contracts. The majority (23) offered two-

year employment contracts in their schools. One superintendent

reported that his school did not offer contracts. Another two indi-

viduals stated that their schools offered three-year employment

contracts.



92

Table 29.-~Length of teaching contract.

 

 

 

Number of Percentage of

Contract Length Superintendents Superintendents

One year 4 13.33

Two years 23 76.67

Othera 3 10.00

Totals 30 100.00

 

aOne superintendent stated that no contract was offered; two

others reported that their schools offered three-year contracts.

American Expatriate Teachers'

Most Effective Years
 

As shown in Table 30, only one of the superintendents believed

that a teacher's first year of overseas teaching was the most effec-

tive year. Twenty respondents said the second year of teaching was

the most effective year. Eight respondents reported the third year as

most effective. Only one superintendent felt that the teacher was most

effective in the fourth year or thereafter.

Table 30.--American expatriate teachers' most effective years.

 

 

. - Number of . Percentage of

MOSt Effect1ve Year Superintendents Superintendents

First year 1 3.33

Second year 20 66.67

Third year 8 26.67

Fourth year or longer 1 3.33
 

Totals 30 100.00
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Career Overseas Teachers
 

Table 31 shows the attitudes of the NESA superintendents

toward hiring "career overseas teachers"--those American expatriate

teachers who make a career out of teaching overseas and who travel

from school to school during their professional careers. Five respon-

dents believed that career overseas teachers were greatly to be pre-

ferred; 13 indicated they generally were to be preferred; 8 superin-

tendents stated that they were about the same as teachers who chose to

stay overseas for a specified time; and only 1 felt that the career

overseas teacher was generally a little poorer. None responded that

the career overseas teacher should not be hired. Three superintendents

did not answer this question.

Table 31.--Career overseas teachers.

 

 

 

Number of Percentage of

Career Overseas Teachers Superintendents Superintendents

Greatly to be preferred 5 16.67

Generally to be preferred 13 43.33

About the same 8 26.67

Generally a little poorer l 3.33

Should not be hired O 0.00

Totalsa 27 90.00

 

aThree superintendents did not submit a response to this

question.
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Teacher With Marital Problems

Leaving After One Year

 

 

Fifteen of the respondents indicated that a teacher with a

marital problem generally would leave after serving one year of his

contract. Eleven felt the teacher would carry on in the job beyond

the first year, in spite of marital problems. Two superintendents

did not answer the question, and two others felt the question did not

apply to their hiring situation. (See Table 32.)

Table 32.--Teacher with marital problems leaving after one year.

 

 

 

, . Number of Percentage of

Teacher 5 Leav1ng Superintendents Superintendents

Yes 15 50.00

No 11 36.67

Othera 4 13.33

Totals 30 100.00

 

aTwo respondents reported that they did not know the answer

to the question; two others stated the question did not apply to their

hiring situation.

Teacher Leaving Because of Spouse's

Opposition to Living Overseas

 

 

As shown in Table 33, over half of the superintendents (16)

stated that the teacher would return home if the spouse was Opposed

to remaining overseas. Seven respondents believed that the teacher

would not return home under those conditions. Four respondents said

the question was not applicable to their school, and three did not

answer the question.
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Table 33.--Teacher leaving because of spouse's opposition to living

 

 

 

overseas.

. Number of Percentage of

Teacher Leav1ng Superintendents Superintendents

Yes 16 53.33

No a 7 23.33

Other 7 23.33

Totals 30 100.00

 

aFour superintendents reported that the question did not

apply to their school, and three superintendents did not answer the

question.

Person Responsible for

Employing New Teachers

 

 

Table 34 is divided into two parts: Part A, which shows who

employed the American expatriate teachers, and Part B, which indicates

who should have employed the new teachers.

As seen in Part A, 7 of the superintendents had the responsi-

bility for hiring new teachers; 18 reported that their immediate

predecessor had hired the teaching staff; 4 indicated that a school

board member did the hiring; and 1 said an outside consultant was

used to hire staff members.

Part B shows that 13 of the superintendents felt they should

have had the responsibility to hire staff members; 11 believed that

the former superintendent should have hired the teachers; and 3 indi-

cated that a school board member should have done the hiring. One

superintendent stated that, with his approval, the former superin-

tendent should have done the hiring; another indicated that the
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principal should have done the hiring; and one respondent bEIIEVEd

an outside consultant should have been called in to hire the teachers

for the school board.

Effect of Teaching Experience,

Language Facilityyyand Previous

Overseas Experience on the Retention

of American Expatriate Teachers

 

 

 

 

Part A of Table 35 reports that 19 of the NESA superintendents

believed that teachers with previous experience tended to remain

longer overseas; 8 stated that those with experience did not remain

overseas longer; 2 felt there was no meaningful difference; and 1 did

not state an opinion.

Part B shows that 21 reSpondents reported that teachers with

the ability to communicate in the host country's language tended to

stay abroad longer; 8 superintendents did not feel that teachers hav-

ing a facility in the language remained overseas longer; and 1 did

not know the answer to this question.

In Part C, 22 individuals stated that teachers having previous

overseas experience tended to remain longer in a specific school

abroad, whereas 7 of the superintendents indicated those with previous

overseas experience did not remain abroad longer than those with no

previous overseas experience. One respondent felt there was little

difference between teachers with and without previous overseas

experience.
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Superintendent Requiring

Confidential File

 

 

As shown in Table 36, 11 of the superintendents always required

a confidential placement file. The majority (16) indicated that they

would require a file if one was available, and three said that the file

was not necessary if the teacher applicant completed the proper school

application, as it would provide adequate information with which to

assess the candidate.

Table 36.--Superintendent requiring confidential file.

 

 

 

. . . Number of Percentage of

Requ1r1ng F1le Superintendents Superintendents

Always 11 36.67

When available 16 53.33

Not necessary if school

application completed 3 10.00

Totals 30 100.00

 

Contributions of U.S.

University Placement Office

 

 

The data in Table 37 describe the assistance that U.S. college

and university placement offices provided the NESA superintendents in

locating and recruiting potential teachers. All of the respondents

reported that the placement offices were helpful. Seven superinten-

dents indicated placement offices were of limited help; ten thought

they were of moderate help; and three reported that they were of

extensive help. Eight superintendents stated that they did not use
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college or university placement offices, and two superintendents did

not respond to the question.

Table 37.--Contributions of U.S. university placement offices.

 

 

 

Assistance With Number of Percentage of

Recruitment Superintendents Superintendents

No help 0 0.00

Limited help 7 23.33

Moderate help 10 33.33

Extensive help 3 10.00

00 not use 8 26.67

Othera 2 6.67

Totals 30 100.00

 

aTwo individuals did not answer this question.

Assistance of University

Professors, ngartment Heads,

or Deans in the Recruitment Process

 

 

The NESA superintendents were asked how professors, depart-

ment heads, or deans were helpful to them in recruiting teachers for

their schools. One superintendent stated that they were of no help;

ten reported that they were of limited assistance; four respondents

believed them to be moderately helpful; and two found them to be of

extensive assistance. Eleven respondents reported that they never

went to professors, department heads, or deans when recruiting, and

two superintendents did not answer the question. (See Table 38.)



101

Table 38.--Assistance of university professors, department heads, or

deans in the recruitment process.

 

 

 

Assistance With Number of Percentage of

Recruitment Superintendents Superintendents

No help 1 3.33

Limited help 10 33.33

Moderate help 4 13.33

Extensive help 2 6.67

Never used 11 36.67

Othera 2 6.67

Totals 30 100.00

 

aTwo superintendents did not answer this question.

Number of Teachers With Overseas

Student-Teaching Experience

Hired in Past Three Years

 

 

 

The majority of superintendents (19) reported that they had

hired no teachers with overseas student-teaching experience in the

past three years. Five respondents indicated they had hired one;

three superintendents had hired two; one reported that he had hired

three; and two superintendents had hired more than four teachers with

overseas student-teaching experience in the past three years. (See

Table 39.)

Influence of Overseas

Student-Teaching Experience

 

 

As reported in Table 40, concerning the influence of the

overseas student-teaching experience on teachers hired for their

overseas schools, seven of the superintendents felt that the student-

teaching experience had helped teachers make a better adjustment

overseas than those with a "stateside" student-teaching experience.
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Two superintendents did not feel that the overseas student-teaching

experience had helped teachers adjust; five of the respondents stated

that it had made little difference; and the majority (16) stated that

they did not know if student teaching abroad had contributed to a

teacher's adjustment to living and working overseas.

Table 39.--Teachers with overseas student-teaching experience hired

in past three years.

 

 

 

Overseas Student- Number of Percentage of

Teaching Experience Superintendents Superintendents

None 19 63.33

One teacher 5 16.67

Two teachers 3 10.00

Three teachers 1 3.33

More than four teachers 2 6.67

Totals 30 100.00

 

Table 40.--Influence of overseas student-teaching experience.

 

 

Student-Teaching Overseas Number of Percentage of

Helps Adjustment Superintendents Superintendents

Yes 7 23.33

No 2 6.67

Makes no difference 5 16.67

00 not know 16 53.33
 

Totals 30 100.00
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Schools Receiving Teachers From

School-to-School Partner or

Exchange Program

 

 

 

The data in Table 41 show that six of the NESA schools

received teachers directly from their school-to-school partner or

from a teacher exchange program. Twenty-four of the schools did not

receive teachers from either their school-to-school partner or from

an exchange program.

Table 41.--Schools receiving teachers from school-to-school partner

or exchange program.

 

 

 

Teachers From Partner Number of Percentage of

or Exchange Program Superintendents Superintendents

Yes 6 20.00

No 24 80.00

Totals 30 100.00

 

Assistance Provided by the

School-to-School Partner

 

 

Table 42 reports that seven of the NESA schools had not con-

tracted American expatriate teachers from their school-to-school

partner. Five superintendents reported that l to 10 percent of their

faculty had been recruited as a direct result of the assistance of

the school-to-school partner. Two superintendents indicated that

they had recruited 11 to 20 percent of their American expatriate

teachers from their school-to-school partner. The remainder of the

superintendents (16) indicated that they did not currently have a

school-to-school partner.
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Table 42.--Assistance provided by the school-to-school partner.

 

 

 

Percentage of Teachers Number of Percentage of

Contracted Annually Superintendents Superintendents

None 7 23.33

l-lO percent 5 16.67

11-20 percent 2 6.67

21 percent or more 0 0.00

00 not have partner 16 53.33

Totals 30 100.00

 

Recruitment Program Could Be Better

Assisted by School-to-School Partner

 

 

As reported in Table 42, 16 of the NESA superintendents

responded that they had no current school-to-school partner. Table 43

shows that of the 14 superintendents who did report that they had an

active partnership, lO believed that their stateside partner could be

of more assistance, whereas 4 did not feel the partner could be of

more help.

Table 43.--Recruitment program could be better assisted by school-to-

school partner.

 

 

. Number of Percentage of

C°”]d ASSISt More Superintendents Superintendents

Yes 10 33.33

No 4 13.33

00 not have partner 16 53.33
 

Totals 30 100.00
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Extent to Which the Office of

Overseas Schools (A/OS) Assists

in Recruitment Program
 

An analysis of the data in Table 44 shows that the largest

number of respondents (20) felt that the Office of Overseas Schools

provided no assistance in recruiting American expatriate teachers.

Five superintendents reported that A/OS was of some help, whereas

three stated that the A/OS offered moderate assistance. N0 respondents

said that the Office of Overseas Schools was of great or extensive help

in the recruitment process. Two superintendents did not respond to

this question.

Table 44.--Extent to which the Office of Overseas Schools (A/OS)

assists in recruitment program.

 

 

 

Number of Percentage of

HEIP by A/OS Superintendents Superintendents

None 20 66.67

Some 5 16.67

Moderate 3 10.00

Great 0 0.00

Extensive O 0.00

Othera 2 6.67

Totals 30 100.00

 

aTwo superintendents did not respond to this question.

Extent to Which International

Schools Services (ISS) Assists

in Recruitment Program

 

 

 

Table 45 shows that seven of the reSpondents received no

assistance from International Schools Services (ISS) in recruiting
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teachers. Eight of the NESA superintendents stated ISS was of some

help, and four indicated ISS was moderately helpful. Six of the

superintendents reported that they found ISS of great help, and five

felt their schools received extensive help from ISS in recruiting

American expatriate teachers.

Table 45.--Extent to which International Schools Services (ISS)

assists in recruitment program.

 

 

 

Number of Percentage of

Help by 153 Superintendents Superintendents

None 7 23.33

Some 8 26.67

Moderate 4 13.33

Great 6 20.00

Extensive 5 16.67

Totals 30 100.00

 

Extent to Which Overseas Schools

Services (OSS) Assists in

Recruitment Program

 

 

The data in Table 46 show that the majority of respondents

(20) received no assistance in their recruitment program from Overseas

Schools Services (OSS). Six superintendents reported that 055 pro-

vided some assistance in recruiting American expatriate teachers,

whereas four indicated moderate assistance was provided. No superin-

tendents reported great or extensive assistance by 038.



107

Table 46.--Extent to which Overseas Schools Services (OSS) assists

in recruitment program.

 

 

 

Number of Percentage of

Help by 055 Superintendents Superintendents

None 20 66.67

Some 6 20.00

Moderate 4 13.33

Great 0 0.00

Extensive O 0.00

Totals 30 100.00

 

Extent to Which the NESA Center

Assists in Recruitment Program

 

 

Table 47 shows that 18 of the NESA superintendents found the

NESA Center to be of no help in their teacher recruitment pHOgrams.

Eleven respondents claimed that the Center was of some assistance,

and one superintendent indicated that his recruitment program was

given extensive help. No respondents reported either moderate or

great help from the NESA Center in recruiting American expatriate

teachers for their schools.

Table 47.-~Extent to which the NESA Center assists in recruitment

 

 

program.

Number of Percentage of

”SIP by NESA Center Superintendents Superintendents

None
18 60.00

Some 11 36.67

Moderate O 0.00

Great
0 0‘00

Extensive
I 3'33
 

Totals 30 100.00

 



108

Preferred Marital Status of

American Expatriate Teacher

 

 

As shown in Table 48, seven of the superintendents preferred

single teachers. Four of the respondents believed that married

teachers with a nonworking spouse were preferable in an overseas set-

ting. The majority of the respondents (19) indicated a preference

for hiring husband and wife teaching teams for their schools.

Table 48.--Preferred marital status of American expatriate teacher.

 

 

 

. . Number of Percentage of

Preferred Mar1tal Status Superintendents Superintendents

Single teachers 7 23.33

Married teacher with 4 13 33

nonworking spouse '

Husband and wife team 19 63.33

Totals 30 100.00

 

Retention Record of American

Expatriate leathers

 

 

The data presented in Table 49 portray what type of American

expatriate teacher remains longer than the initial contract. Eight

of the superintendents felt that a single teacher tended to remain

longer. Three individuals indicated the tenure of a married teacher

with a nonworking spouse was longer. The majority of the sample (18)

stated that a husband and wife teaching team tended to remain overseas

longer than the term stipulated in the contract.
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Table 49.--Retention record of American expatriate teachers.

 

 

 

. Number of Percentage of

Rema1n Over Contract Superintendents Superintendents

Single teacher 8 26.67

Married teacher with

nonworking spouse 3 10'00

Husband-wife team 18 60.00 v

Othera 1 3.33

Totals 30 100.00

 

aOne superintendent responded that all three categories were

equal.

Pre-Arrival Orientation of American Expatriate Teachers
 

Before going abroad, all new teachers face many problems and

questions that have never before confronted them. It becomes impera-

tive that the school prepare new teachers by providing them with

accurate information on where they will live and work over perhaps

the next several years. The successful orientation of the new employee

will create a smooth transition for the teacher as he learns about the

school, the community, and the country to which he is moving.

Attempt Made to Meet With Teacher

Before His Arrival at the Post

 

 

Table 50 presents data concerning whether the superintendents

met with the new teacher before his departure for the overseas post.

This meeting would be in addition to the initial job interview. Five

superintendents always conducted such a meeting. Eighteen met with

the new teacher if at all possible; two had others meet with the

teacher before his departure from the United States; and five
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superintendents reported that they never met with the teacher after

the initial interview.

Table 50.--Attempt made to meet with teacher before his arrival at

 

 

 

the post.

. . Number of Percentage of

Meeting H81d Superintendents Superintendents

Always 5 16.67

Whenever possible 18 60.00

Never 5 16.67

Done by others 2 6.67

Totals 30 100.00

 

Attempt Made to Meet With Spouses

Before Their Arrival at the Post

 

 

As shown in Table 51, seven of the superintendents always met

with the spouses before they arrived in the host country. Seventeen

respondents met with the spouses whenever possible, and two reported

that a third party met with the spouses. Four superintendents said

no attempt was made to interview the Spouses before they arrived at

the overseas post.

Table 51.--Attempt made to meet with spouses before their arrival

 

 

at the post.

. Number of Percentage of

M69t1"9 Held Superintendents Superintendents

Always 7 23.33

Whenever possible 17 56.67

Never 4 13.33

Done by others 2 6.67
 

Totals 30 100.00
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Information Brochure for

American Expatriate Teachers

 

 

As reported in Table 52, 17 of the superintendents stated

that the American expatriate teacher believed the school's informa-

tion brochure was accurate and complete. Five respondents indicated

that the expatriate teachers did not feel the brochure was adequate.

Eight members of the sample reported that their school did not have

an information brochure for American expatriate teachers.

Table 52.--Information brochure for American expatriate teachers.

 

 

 

Teachers Believe Number of Percentage of

Brochure Adequate Superintendents Superintendents

. Yes 17 56.67

No 5 16.67

00 not have brochure 8 26.67

Totals 30 100.00

 

Benefit of Pre-Arrival Orientation

for American Expatriate Teachers

 

 

As depicted in Table 53, 21 superintendents thought that a

pre-arrival orientation and workshop would be beneficial to their

newly hired American expatriate teachers. Three superintendents

reSponded negatively to the question about a pre-arrival orientation

being beneficial. Five respondents felt the orientation would make

no difference, and one did not know whether it would be beneficial

or not.
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Table 53.--Benefit of pre-arrival orientation for American expatriate

 

 

 

teachers.

Beneficial for Number of Percentage of

Teachers Superintendents Superintendents

Yes 21 70.00

No ‘ 3 10.00

No difference 5 16.67

.00 not know 1 3.33

Totals 30 100.00

 

Location of Pre-Arrival Orientation

The superintendents' preference of a location for a pre-arrival

orientation and workshop is addressed in Table 54. The majority of the

superintendents (16) stated that they would prefer holding such a meet-

ing in the United States; five felt that Europe would be the best loca-

tion; and six thought that an orientation program would best be held

in the Middle East. Three individuals felt that no pre-arrival orien-

tation and workshOp would be best.

Table 54.--Preferred location of pre-arrival orientation.

 

 

. Number of Percentage of

Locat1on Superintendents Superintendents

United States 16 53.33

Europe 5 16.67

Middle East 6 20.00

None 3 10.00
 

Totals 30 100.00
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Organization Responsible for Conducting

Pre-Arrival Orientation and Workshpp

 

 

Table 55 shows that half of the NESA superintendents (15)

felt that each individual school should conduct its own pre-arrival

orientation and workshop for newly hired American expatriate teach-

ers. Five superintendents endorsed having the NESA schools combine

their efforts and hold a joint program for orienting new teachers.

Nine respondents stated that the NESA Center in Athens, Greece,

should be responsible for conducting an orientation program. One

superintendent said the question was not applicable to his school

situation.

Table 55.—-Organization responsible for conducting pre-arrival

orientation and workshop.

 

 

 

. . Number of Percentage of

Organ1zat1on Superintendents Superintendents

Each individual should 15 50.00

Combined NESA schools 5 16.67

NESA Center 9 30.00

Othera l 3.33

Totals 30 100.00

 

aOne superintendent reported that the question was not

applicable to his school situation.

Teachers Participatipg in Pre-

Arrival Orientation Make Better

Adjustments to Overseas Living

 

 

The data in Table 56 represent the feelings of NESA superin-

tendents regarding whether a pre-arrival orientation and workshop
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would have a positive effect on newly hired American expatriate teach-

ers. The majority of those responding (18) believed that teachers

going through the orientation program would make a better adjustment

to living and working abroad than those teachers not participating

in such a program. Three individuals stated that the orientation

program would not help the teachers adjust. Eight superintendents

did not know, and one stated that the question was not applicable to

his school and recruitment program.

Table 56.--Teachers participating in pre-arrival orientation make

better adjustments to overseas living.

 

 

 

Pre-Arrival Orientation Number of Percentage of

Helps Adjustment Superintendents Superintendents

Yes 18 60.00

No 3 10.00

00 not know 8 26.67

Othera l 3.33

Totals 30 100.00

 

aOne superintendent felt the question was not applicable to

his school and recruitment program.

Invite Teachers to Send

Questions Before Departure

 

Table 57 shows that 29 of the 30 superintendents extended an

invitation to their new American expatriate teachers, asking them to

send questions to be answered before they left the United States.

One superintendent did not invite such questions.
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Table 57.--Invite teachers to send questions before departure.

 

 

 

. . Number of Percentage of

Inv1tat1on Extended Superintendents Superintendents

Yes 29 96.67

No 1 3.33

Totals 30 100.00

 

Female Teachers Corresponding

With Newly Employed Females

 

As shown in Table 58, 27 superintendents reported that female

staff members corresponded with newly employed female teachers,

informing them of the types of clothing they should bring, the local

customs regarding women, and items of interest to a woman about to

set up a new home. Only three superintendents indicated female

faculty members did not write to new female teachers.

Table 58.--Female teachers corresponding with newly employed females.

 

 

 

Female Teachers Number of Percentage of

Corresponding Superintendents Superintendents

Yes 27 90.00

No 3 10.00

Totals 30 100.00

 

Single Teachers' Satisfaction

With Social Life Overseas

The superintendents were asked to report their interpretation

of single American expatriate teachers' satisfaction with the social
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life in their new home overseas. The vast majority of the respon-

dents (22) felt the single teacher could lead a satisfactory social

life overseas. Seven superintendents reported that the social life

in the host country was unsatisfactory for their single teachers.

One respondent did not know the answer to this question. (See

Table 59.)

Table 59.--Single teachers' satisfaction with social life overseas.

 

 

 

Single Teacher Can Lead Number of Percentage of

Satisfactory Social Life Superintendents Superintendents

Yes 22 73.33

No 7 23.33

00 not know 1 3.33

Totals 30 100.00

 

School Assisting in Locating Housing
 

An overwhelming majority of NESA schools (26) assisted their

American expatriate teachers with locating housing. Only one super-

intendent stated that his school did not assist with housing. Three

respondents reported that it was not necessary for the school to

locate housing. Their schools were company operated, and the firm

provided housing for the teachers because they were company employees.

(See Table 60.)



117

Table 60.--School assisting in locating housing.

 

 

 

. Number of Percentage of

SChOO' ASS'StS Superintendents Superintendents

Yes 26 86.67

No l 3.33

Not necessary 3 10.00

Totals 30 100.00

 

On-Site Orientation Program for

American Expatriate Teachers

 

 

Upon arrival in a new country, a newly hired teacher faces

an overwhelming number of new challenges. Very often this is the

first overseas assignment for the teacher; therefore, a great amount

of caution must be exercised in assisting him in his new home. First

impressions are lasting, and great care must be taken to help him

with his initial period of adjustment.

To help the teacher who has chosen to live and work abroad,

it is necessary to have ready an on-site orientation program that

will answer the innumerable questions that arise during the teacher's

first days overseas.

Orientation Activities for New

American Expatriate Teachers

 

 

Each NESA school operates an on-site orientation program for

newly hired American expatriate teachers. Table 61 portrays the

various activities that the schools incorporate into their on-site

orientation programs. Twenty-six of the superintendents reported

that their orientation program included a tour of the local area;
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the same number of schools included an explanation of the local

health problems; 28 provided an explanation of the host-country atti-

tudes toward foreigners; 26 held at least one social activity in honor

of the new teachers; 9 had a parent organization assisting in the

teacher orientation program; 25 provided the teachers with a teacher

manual or Operations handbook; and 21 gave the new teachers a "care

package," which might include linens, utensils, and food to help them

get started in their new home.

Table 61.--Orientation activities for new American expatriate teachers.

 

 

. . Number of Percentage of

Act1v1ty Superintendents Superintendents

No pre-school orientation 0 0.00

Tour of local area 26 86.67

Explanation of local health

problems 26 86.67

Explanation of host-country

attitude toward foreigners 28 93.33

Social occasion (e.g., party,

reception, dinner) 26 86.67

Parent organization assisting

in teacher orientation 9 30.00

Providing teachers with

teacher manual or Operat- 25 83.33

ing handbook

Providing "care-package"

(e.g., food, linens, 21 70.00

utensils)
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Continuing Orientation for

American Expatriate Teachers

 

 

Each NESA superintendent was asked to indicate which items

among those listed in the questionnaire were included in a continuing

orientation program for the new American expatriate teachers. Four

schools did not hold a continuing orientation program; 8 indicated

that "big brothers" were assigned to assist the new teachers; 10

helped the teachers learn the local language; 7 offered teachers an

opportunity to visit the host-country schools; 26 reported that the

school held periodic social events for the faculty; and 17 of the

superintendents indicated that periodic meetings were scheduled with

the new American expatriate teachers. (See Table 62.)

Table 62.--Continuing orientation for American expatriate teachers.

 

 

Number of Percentage of

Program Superintendents Superintendents

No continuing orientation 4 13.33

Assignment of "big brothers" 8 26.67

Assistance in local language 10 33.33

Visits to host-country schools 7 23.33

Periodic social events 26 86.67

Periodic meetings with new 17 56 67

American expatriate teachers

 

Salary and Fringe Benefits

Of primary concern to the teacher seeking a position overseas

is the salary he will earn and the fringe benefits offered him. Both

the salary and the benefits offered by overseas schools differ from
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those in the United States, because there are variables to consider

in an overseas setting that a stateside school district would not

encounter. A contract offered an American expatriate teacher usually

includes a transportation allowance, housing, utilities, medical

care, insurance, the local income tax structure, and evacuation and

liability due to school closure.

Published Salary Schedule
 

As shown in Table 63, 25 of the respondents reported that

their schools did have a published salary scale. Five said their

schools did not publish a salary schedule.

Table 63.--Published salary schedule.

 

 

 

. Number of Percentage of

p”b115h9d Superintendents Superintendents

Yes 25 83.33

No 5 16.67

Totals 30 100.00

 

Single Salary Schedule
 

Twenty superintendents reported that their schools had a

single salary scale. The remaining one-third of the sample (ten

respondents) said their schools did not have a single salary schedule.

(See Table 64.)
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Table 64.--Single salary schedule.

 

 

 

. Number of Percentage of

S1ngle Schedule Superintendents Superintendents

Yes 20 66.67

No 10 33.33

Totals 30 100.00

 

Average Annual Salary of

American Expatriate Teachers

 

 

The data collected from the instrument and presented in

Table 65 depict the average annual salary of American expatriate

teachers in the NESA schools. Two superintendents indicated that

their schools paid less than $6,000 per year to their American

expatriate teachers; one reported that the salary range was between

$6,001 and $8,000; nine indicated the range was $8,001 to $10,000;

six said the salary was between $10,001 and $12,000; and four stated

the range was between $12,001 and $14,000. Six NESA school superin-

tendents reported a salary of more than $14,000 for American expatri-

ate teachers, with an average annual figure of $18,000. Two superin-

tendents did not respond to this question.

Teacher's Salary Compared to

That of Other American Expatriate

Employees in Community

 

 

 

Table 66 shows a salary comparison between American expatri-

ate teachers and other American expatriate employees in the community.

Only one superintendent indicated that the faculty of his school had
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higher comparative salaries; seven reported the salaries were about

the same; and the great majority (22) stated that the salaries of

their teachers were considerably lower than those of other American

expatriates working in the community. None of the superintendents

felt the salaries were so low as to create problems.

Table 65.-~Average annual salary of American expatriate teachers.

 

 

 

Number of Percentage of

Average Salary Superintendents Superintendents

Below $6,000 2 6.67

$6,000-5 8,000 l 3.33

$8,001-$10,000 9 30.00

$10,001-$12,000 6 20.00

$12,001-$14,000 4 13.33

Above $14,000 6a 20.00

Totals 28b 93.33

 

aThe average of this figure is $18,000.

bTwo superintendents did not answer this question.

Table 66.--Teacher's salary compared to that of other American

expatriate employees in community.

 

 

Teacher's Salary Number of Percentage of

Comparison Superintendents Superintendents

Higher l 3.33

About the same 7 23.33

Considerably less 22 73.33

So low that problems arise O 0.00
 

Totals 30 100.00
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Incentive Bonus Offered to

American Expatriate Teachers

for Extending Contract

 

 

 

As reported in Table 67, 14 of the responding NESA superin-

tendents stated that they offered an incentive bonus for their Ameri-

can expatriate hires to stay beyond the length of the original

contract. Sixteen superintendents indicated that there were no

additional incentives to encourage their teachers to continue at the

school for a longer period of time.

Table 67.--Incentive bonus offered to American expatriate teachers

for extending contract.

 

 

 

Number of Percentage of

Bonus Offered Superintendents Superintendents

Yes 14 45.67

NO 16 53.33

Totals 30 100.00

 

Housing Provided for

American Expatriate Teachers

 

Only one NESA school official reported that his school did

not provide housing for newly hired American expatriate teachers.

The majority (19) indicated that housing was provided and that it

was free of charge. Three schools provided the housing but charged

a nominal fee for its use, and seven provided a rental allowance for

their American expatriate teachers. (See Table 68.)
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Table 68.--Housing provided for American expatriate teachers.

 

 

 

. . Number of Percentage of

Hous1ng Prov1ded Superintendents Superintendents

Yes, free of charge 19 63.33

Yes, for nominal charge 3 10.00

Rental allowance only 7 23.33

No l 3.33

Totals 30 100.00

 

Furniture Provided for

American Expatriate Teachers

 

 

Almost two-thirds of the superintendents (19) reported that

the school completely provided the furniture for the teacher's house;

six supplied the essential furniture; and one paid the teachers to

bring their own furniture from the United States. Four schools did

not provide furniture for the expatriate teachers. (See Table 69.)

Table 69.--Furniture provided for American expatriate teachers.

 

 

. . Number of Percentage of

Furn1ture Prov1ded Superintendents Superintendents

Completely 19 63.33

Essentials 6 20.00

Teacher's furniture

transported 1 3.33

No 4 13.33
 

Totals 30 100.00
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Transportation Allowance Provided

for American Expatriate Teachers

 

 

Only one superintendent reported that his school did not

transport the American expatriate teachers to the host country.

Nearly two-thirds of the sample (19) said the school provided a round-

trip air ticket for a two-year contract. Four superintendents

responded that a round-trip ticket was provided for a one-year con-

tract. Other responses were: travel allowance supplied each year to

provide for an annual home leave, a ticket home every other year and

a ticket to London on the "off year," and a round-trip ticket at the

end of three years (two responses each). (See Table 70.)

Table 70.--Transportation allowance provided for American expatriate

 

 

 

teachers.

Transportation Allowance Number of Percentage of

Provided Superintendents Superintendents

No allowance 1 3.33

One-way on one-year contract 0 0.00

Round-trip on one-year contract 4 13.33

One-way on two-year contract 0 0.00

Round trip on two-year contract 19a 63.33

Other 6 20.00

Totals 30 100.00

 

aTwo respondents stated that a travel allowance was provided

annually; two superintendents reported that their teachers were sent

home every other year, with a trip to London on the "off year";

another two superintendents stated that a round-trip ticket was pro-

vided after completion of a three-year contract.
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Number in Family for Whom

Trangportation 15 Provided

 

 

As shown in Table 71, one NESA school provided no transpor-

tation allowance for family members. The majority (23) allowed the

entire family to accompany the teacher at the expense of the school;

four provided transportation for the teacher only; one would only

pay for the transportation of the teacher and spouse; and one school

provided transportation for four people per family.

Table 71.--Number in family for whom transportation is provided.

 

 

 

Transportation for Number of Percentage of

Family Superintendents Superintendents

No allowance 1 3.33

Entire family 23 76.67

Teacher only 4 13.33

Teacher and spouse only 1 3.33

Other 1a 3.33

Totals 30 100.00

 

aOne respondent stated that the school would provide for the

transportation of four people per family.

Medical Insurance or Medical

Care Offered to American

Expatriate Teachers

 

 

 

Only two of the superintendents indicated that their schools

provided no medical coverage to the American expatriate teachers. A

large number of the schools (22) supplied Blue Cross or a similar

type of coverage. One superintendent indicated that his school pro-

vided for emergency care only. Other responses were: one
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superintendent reported the teachers were insured up to a maximum

of $5,000 in any given year; another stated that the American expatri-

ate teachers were provided for medically by the U.S. Embassy; yet

another indicated that the teachers were totally insured at a local

medical hospital; and two superintendents said that because the school

was governed by a company, the teachers were taken care of medically

by that company. (See Table 72.)

Table 72.--Medical insurance or medical care offered to American

expatriate teachers.

 

 

 

. Number of Percentage of

Mad'C31 Coverage Superintendents Superintendents

None 2 6.67

Blue Cross or similar coverage 22 73.33

Emergency care only 1 3.33

Other 5a 16.67

Totals 30 100.00

 

aOne superintendent reported that the teacher was covered

for up to $5,000 of medical expenses per year; one stated that his

teachers were cared for medically by the U.S. Embassy; one respon-

dent reported that the teachers were completely covered at a local

hospital; and two stated that their teachers were provided for by the

company that owns the school.

Financing Medical Coverage
 

As shown in Table 73, 14 superintendents reported that the

school paid for the entire cost of the teacher's medical coverage.

Another 14 indicated that the school and the teacher shared the cost

of the coverage. Only one superintendent stated that his school did

not cover any medical costs on behalf of its teachers. The remaining
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superintendent indicated that the U.S. Embassy did not charge the

teacher for medical care coverage.

Table 73.-~Financing medical coverage.

 

 

. . Number of Percentage of

F1nanc1er Superintendents Superintendents

School pays 10 % 14 46.67

Teacher pays 100% l 3.33

Shared cost 14 46.67

Other 1a 3.33

Totals 30 100.00

 

 

aOne superintendent reported that the U.S. Embassy paid for

the teacher's medical coverage.

‘Retirement Program Provided for

American Expatriate Teachers

 

 

Table 74 contains the data concerning retirement benefits

for American expatriate teachers in the NESA schools. Thirteen

superintendents reported that their schools offered no retirement

program; seven respondents indicated that their schools provided a

TIAA-CREF retirement plan for their expatriate teachers; and four

said that their schools provided U.S. Social Security for the expatri-

ate faculty. Other responses were as follows: Four superintendents

stated their schools operated a locally matched savings plan; one

indicated the teachers benefited under a company retirement plan;

another said the school paid the teacher 10 percent of his annual

pay for retirement purposes; one reported that 5 percent of the annual

pay was paid to the teacher; and another superintendent indicated that
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for each year of service to the school the teacher would receive one

month's salary toward his retirement.

Table 74.-~Retirement program provided for American expatriate

 

 

teachers.

. Number of Percentage of

Ret1rement Program Superintendents Superintendents

No 13 43.33

Host country only 0 0.00

TIAA-CREF 7 23.33

U.S. Social Security 4 13.33

Other 8a 26.67

 

aFour superintendents reported that their schools operated a

locally matched savings plan; one respondent stated that the company

provided a retirement plan; one reported that the school paid 10 percent

of the teacher's salary as,a retirement scheme; one mentioned having

a plan that provided 5 percent of the teacher's salary; and another

reported that each year an extra month's salary was paid to the

teacher as a plan for retirement.

Currency Paid to

American Expatriate Teachers

 

 

Presented in Table 75 are the data referring to the type of

currency in which the American expatriate teacher received his salary.

Six respondents stated that the teachers were paid entirely in the

local host-country currency; 13 reported that their teachers received

all of their salary in U.S. dollars; 8 indicated that the salary was

paid partly in local and partly in U.S. currency; and 3 reported that

the teachers could choose the currency in which their salary was paid.
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Table 75.--Currency paid to American expatriate teachers.

 

 

 

Number of Percentage of

Currency Superintendents Superintendents

100% local 6 20.00

100% U.S. dollars 13 43.33

Part gocal, part U.S. dollars 8 26.67

Other 3 10.00

Totals 30 100.00

 

aThree superintendents reported that the teacher could choose

his method of payment.

Local Income Tax and

American Expatriate Teachers

 

 

As shown in Table 76, four superintendents indicated that the

teacher's salary was subject to a very low rate of local income tax.

Only two individuals reported that the rate of local income tax paid

by the teacher was similar to what he would pay in the United States,

and one stated that the teacher did have to pay local taxes, but the

school reimbursed him for them. Half of the superintendents (15)

reported that the host-country government exempted teachers from

local taxes. Six respondents stated that the host country had no

local income taxes. One superintendent indicated that the expatria-

ate teachers were exempt from local taxes for the first two years,

and another said the exemption was good for the first three years the

teacher was employed in the host country.
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Table 76.--Local income tax and American expatriate teachers.

 

 

 

Number of Percentage of

Pay Local Income Tax Superintendents Superintendents

Yes, very low rate 4 13.33

Yes, similar to U.S. 2 6.67

Yes, paid by school 1 3.33

Exempt 15a 50.00

Other 8 26.679

Totals 30 100.00

 

aSix superintendents reported that there were no local income

taxes; one stated that the teachers were exempt for two years; and

another reported that the teachers were exempt for three years.

Requirement for Teacher to

Take Additional Graduate Work

Before Further Contract Offered

 

 

 

As reported in Table 77, only one NESA superintendent stated

that the teacher was required to complete additional graduate credit

before a further contract was offered to him. The vast majority (29)

indicated that their schools did not have such a requirement.

Table 77.--Requirement for teacher to take additional graduate work

before further contract offered.

 

 

Required to Take Number of Percentage of

Graduate Credits Superintendents Superintendents

Yes 1 3.33

No 29 96.67
 

Totals 30 100.00
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Opportunity for Teachers to

Take Graduate Classes On-Site

 

 

As illustrated in Table 78, 13 respondents reported that

graduate classes were offered at their schools so that faculty mem-

bers could work on an advanced degree or further certification. A

majority of the superintendents (17) indicated that no graduate-level

courses were offered on-site for interested faculty members.

Table 78.--Opportunity for teachers to take graduate classes on-site.

 

 

 

Classes Offered Number of Percentage of

On-Site Superintendents Superintendents

Yes 13 43.33

No 17 56.67

Totals 30 100.00

 

Stipend Offered by School

for Summer School Courses

 

 

Table 79 shows that 17 NESA schools in this study did offer a

financial stipend to teachers taking additional graduate credit dur-

ing summer school session. Thirteen superintendents reported that

their schools did not offer a stipend for summer school activity on

the part of the teacher.

Sabbatical Leave Offered Teachers
 

An analysis of the data in Table 80 shows that one NESA school

offered its teachers one year's full pay for a sabbatical leave, and

six provided half pay for one year. The overwhelming majority (22)
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did not offer a sabbatical leave as a provision of the teacher's

employment contract. One superintendent stated that although the

school did not provide a sabbatical leave for the teachers, it did

grant a year's leave without pay.

Table 79.--Stipend offered by school for summer school courses.

 

 

 

. Number of Percentage of

St1pend Offered Superintendents Superintendents

Yes 17 56.67

No 13 43.33

Totals 30 100.00

 

Table 80.--Sabbatical leave offered teachers.

 

 

 

. Number of Percentage of

Sabbat1cal Leave Superintendents Superintendents

Yes, full pay, one year 1 3.33

Yes, half pay, one year 6 20.00

Yes, full pay, half year 0 0.00

No 22 73.33

Other 1a 3.33

Totals 30 100.00

 

aOne superintendent reported that the school

leave without pay.

granted a year's
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Low Salary Scales: Relation to

Attracting Better Applicants and

Employing Certified Teachers

 

 

 

The data in Part A of Table 81 show that 9 respondents felt

a low salary schedule kept their schools from attracting some of the

better applicants; l4 superintendents did not feel this was a problem

for their schools; 1 stated it was a major problem; and 6 believed

that a low salary schedule made little difference in their recruit-

ment program.

Part B of the table shows that four superintendents felt a

low salary schedule occasionally kept their schools from hiring cer-

tified teachers, but the vast majority (21) did not believe a low

salary schedule was a factor in hiring certified teachers. Five

individuals stated that a low salary schedule made little difference

in recruiting American expatriate teachers.

General Information
 

The final part of the survey instrument was aimed at obtain-

ing some general information. It is imperative that the overseas

school superintendents not only recruit quality teachers, but also

that their schools be able to retain these teachers for longer than

the original contracts. As Tucker (26:161) pointed out, it has

become increasingly important for the chief administrator of the over-

seas school to ascertain the reasons why American expatriate teachers

return home when their contracts expire. Only after the administrator

knows these reasons can he build an effective recruitment and retention

program.
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Efficiency apd Retention

Affected by "Culture Shock"
 

In examining the data in Part A of Table 82, it can be seen

that three superintendents did not think "culture shock" affected

teacher efficiency. The great majority (27) reported that only

occasionally did "culture shock" affect the efficiency of a teacher.

No superintendents reported that "culture shock" was a serious

problem.

As shown in Part B of the table, seven superintendents indi-

cated that "culture shock" did not keep expatriate teachers from

renewing their contracts. Twenty-three respondents felt that only

occasionally'did"culture shock" stop a teacher from renewing a con-

tract. No superintendents indicated "culture shock" was a major

problem in the retention of faculty members.

Resignation Before Contract

Completion in Previous Three Years

 

 

Table 83 presents data concerning teachers resigning or being

discharged beforecontract completion. Thirteen superintendents

reported that there had been some resignations before the end of the

contract in the previous three-year period. One superintendent

indicated a teacher had resigned because of health problems; five

said teachers had resigned because of family problems; and two

indicated teachers had been discharged. Nine reSpondents stated

that there had been no resignations before contract completiOn during

the past three years.
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Table 83.--Resignation before contract completion in previous three

 

 

 

years.

. . Number of Percentage of

Res1gnat10ns Superintendents Superintendents

Yes 13 43.33

Yes, health problems 1 3.33

Yes, family problems 5 16.67

Yes, discharged 2 6.67

No 9 30.00

Totals 30 100.00

 

Average Annual Cost Per Child
 

Data on the cost to the family or company of educating chil-

dren in the various NESA schools are shown in Table 84. Two superin-

tendents reported that the annual cost per student in their schools

was less than $1,000; 8 indicated the cost to be $1,001 to $2,000;

14 reported the range to be from $2,001 to $3,000; 3 stated that the

cost was between $3,001 and $4,000; one superintendent said the cost

was between $4,001 and $5,000; another indicated that the cost of

educating a child in his school ran over $5,000 per annum; and the

remaining superintendent wrote that there was no cost figure for

educating children in his school, as a company operated and completely

subsidized the school.

Rank Order of Teachers' Reasons for

Returning to the United States

 

 

In the final question of the instrument, the NESA superin-

tendents were asked to rank order the reasons given by American
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Table 84.--Average annual cost per child.

 

 

 

Number of Percentage of

Annual COSt Superintendents Superintendents

Below $1,000 2 6.67

$1,001 - $2,000 8 26.67

$2,001 - $3,000 14 46.67

$3,001 - $4,000 3 10.00

$4,001 - $5,000 1 3.33

Over $5,000 1 3.33

Other 1a 3.33

Totals 30 100.00

 

aOne superintendent reported that there was no cost figure

because the school was operated and financed by a company.

expatriate teachers for returning home. By and large, the most common

reason for teachers returning to the United States was that they had

gone overseas for only a short-term experience. The second most

important reason given was the difficulty incurred by the teachers

in adjusting to different living conditions and cultures. Family

problems were ranked the third most important reason. The fourth

reason was a limited social life, followed very closely by the desire

to return to graduate school. Homesickness was rated sixth in impor-

tance. Salary was ranked seventh. Ranked low in comparison to the

other reasons were returning home because of language difficulty and

poor working conditions. Additional comments concerning why the

American expatriate teachers returned to the United States were:

"company emphasis of the school" and "anxiety over retirement."

Nineteen superintendents rank ordered the items. Eleven

either did not respond to the question or their responses were
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invalid, perhaps because of a misunderstanding. Each response was

weighted by its rank as follows:

1. First -- 9 points

2. Second -- 8 points

3. Third -- 7 points

4. Fourth -- 6 points

5. Fifth -- 5 points

6. Sixth -- 4 points

7. Seventh -- 3 points

8. Eighth -- 2 points

9. Ninth -- 1 point

10. Tenth -- 0 points

These scores were used to obtain the total ranked scores for

each item. The rank orderings are shown in Table 85.

W

In Chapter IV, the data obtained from the survey instrument

were presented, along with an analysis of the responses. The summary,

findings, implications, and recommendations of the study are detailed

in Chapter V.
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CHAPTER V

SUMMARY, FINDINGS, IMPLICATIONS, AND RECOMMENDATIONS

Summar

Throughout this study it has consistently been stated that

searching for the problem areas in the recruitment and retention of

quality teachers for the NESA schools was the purpose of the research.

A secondary objective was to seek ideas that could be turned into

recommendations for reducing or eliminating some of the identifiable

problems.

To reach that end, an instrument developed by Tucker and

King was used to obtain data relating to the recruitment and reten-

tion of American expatriate teachers in the NESA area. Thirty of

the NESA school superintendents completed and returned the question-

naire.

The findings and implications of this study were derived from

the data obtained from the 30 completed questionnaires. The findings

and implications are organized in the same order as the topics were

presented in the questionnaire: (1) the administration, (2) the

school, (3) recruitment, (4) pre-trip orientation, (5) on-site orien-

tation, (6) salary and fringe benefits, and (7) general information.
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Findings and Implications
 

The Administration
 

The majority of the NESA superintendents involved in this

study had more than 20 years of teaching and educational administra-

tive experience. The implication of this fact is that well-experienced

administrators hold the tOp positions in NESA schools. To emphasize

this point further, the majority of superintendents had had at least

seven years of experience in overseas educational administration,

implying that NESA superintendents tend to remain overseas as school

administrators. The vast majority of the superintendents had had

previous overseas experience before assuming their present positions.

Half of the superintendents were either in the first or second

year in their current position. The implication here is that there is

a fairly high turnover rate among the NESA superintendents.

Two-thirds of the superintendents had previously worked in

private schools before taking their current positions, implying that

the NESA superintendents understand the private sector of education.

Only one superintendent indicated that he had had no previous

knowledge of the host country's customs and culture before accepting

his current position. The possibility exists that the majority of

the superintendents either prepared themselves for their new life in

the Middle East or South Asia or had already been in the NESA area

and learned the customs and culture from a previous experience.

Since only one respondent had not traveled before accepting

his current position, one can assume that the superintendents were

well traveled. Through travel one gains many insights into people
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and situations. This implies that as a result of their previous

travel experiences the majority of NESA superintendents had an advan-

tage toward a successful tenure in their present positions.

A great majority of the superintendents held, at the minimum,

a Master's degree and a degree in educational administration. Based

upon this finding, it is assumed that the educational training of

NESA superintendents was on a par with that of their colleagues in

stateside schools.

The majority of the superintendents reported that they had

had no previous knowledge of the host country's language. This find-

ing suggests that previous knowledge of the host country's language

is not imperative to a successful transition to the new position.

The data showed that the majority of NESA superintendents

were over 40 years of age. This may imply that NESA school boards

seek more experienced, seasoned administrators to lead their schools.

The Schools
 

The majority of NESA schools involved in this study served

through high school. Hence the NESA schools are similar to their

counterparts in the United States in their grade-level patterns.

Fourteen of the schools in the survey had no accreditation.

The implication here may be that the NESA schools do not place as

great an emphasis on accreditation as do schools in the United States.

None of the NESA superintendents reported that only the local

curriculum was offered to their students. The majority of NESA

schools offered only the United States curriculum. This implies that
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the major emphasis of the schools is on preparing students living

in the NESA area for their eventual return to an American school

and curriculum.

The schools participating in this study had a wide range in

enrollments--from fewer than 200 to more than 1,400 students. The

range in the number of full-time teachers being hired was also wide--

from fewer than 20 teachers to faculties consisting of more than 80

teachers. It is therefore inferred that the study was conducted

among a broad cross-section of superintendents from schools of vary-

ing sizes.

The majority of the schools surveyed in the study annually

hired more than 16 American expatriate teachers, which leads to the

assumption that NESA schools depend upon hiring American expatriate

teachers for the day-to-day operation of the schools.

The preponderance of superintendents rated the American

expatriates as the teachers providing the highest-quality and most

effective teaching in their schools. A small minority indicated

that American expatriate teachers created the most problems in the

schools. These findings would indicate that the schools rely heavily

on the American expatriate teachers for leading the way in quality

education.

Recruitment of Teachers
 

The majority of superintendents reported that college or

university placement offices and International Schools Services were

their first choices as sources for recruiting teachers. It would
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appear, then, that the NESA schools should disseminate information

about their schools and about teacher vacancies to these sources.

Only four superintendents indicated that they never went on

a recruiting trip. This would indicate that superintendents place a

high priority on recruiting American expatriate teachers from abroad.

Most of the NESA schools offered the American expatriate

teacher a minimum of a two-year contract. All but one superinten-

dent believed the American expatriate teacher's most effective year

was the second year or later. Clearly, the NESA schools are offer-

ing contracts with a view toward teacher productivity.

The majority of superintendents surveyed preferred career

overseas teachers to those coming directly from the United States

with no previous overseas teaching experience. What may be inferred

here is that the teacher's decision to remain overseas will influence

whether he is hired by a NESA school.

At least half of the superintendents reported that the Ameri-

can expatriate teacher would leave his post and return home after one

year if there was a marital problem or if the teacher's spouse was

opposed to living overseas. As most NESA schools offer a minimum of

a two-year contract, this would mean the teacher would break his

contract. It is therefore imperative that the superintendent care-

fully assess the married couple from a family and adjustment view-

point before committing the teacher to a contract.

Superintendents were almost equally divided about whether

the former superintendent should employ the teachers for the following

year or whether the newly appointed superintendent should have this
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responsibility. This would indicate that no common policy is used

in the NESA area to employ teaching personnel.

The majority of superintendents felt that an instructor's

teaching experience, facility for learning a foreign language, and

previous overseas experiences were all important in determining whether

to retain him beyond the original contract. This finding could

assist the superintendent in his search for not only qualified per-

sonnel but also teachers who had such experiences and facilities.

The majority of NESA superintendents surveyed reported that

their schools did not have a school-to-school partner; thus a minority

of schools received assistance in either programming or recruitment

of teachers from a school-to-school partner. This implies that more

emphasis could be placed on pairing NESA schools with stateside coun-

terparts in the State-Department-supported School-to-School Program

to assist the NESA schools with recruiting teachers.

The Office of Overseas Schools, Overseas Schools Services,

and the NESA Center had not helped the majority of NESA schools in

their recruitment programs. The implication is that NESA schools

could turn to these organizations for assistance in recruiting Ameri-

can expatriate teachers.

A majority of the respondents in this study preferred hiring

a husband and wife teaching team, because they tended to renew their

contracts and continue at the school. This implies that teaching

teams add a dimension of continuity to the school, thereby strengthen-

ing the program.
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Pre-Arrival Orientation
 

The majority of superintendents indicated that they attempted

to meet with the new teachers and their spouses before their departure

from the United States. It is inferred that the superintendents feel

it is important to meet with the teachers in addition to the initial

interview, to assist them in their preparations for going overseas,

The majority of the superintendents believed a pre-arrival

orientation program was beneficial to expatriate teachers in that

it helped them make a better adjustment to overseas living. There-

fore, the NESA schools should place more of an emphasis on pre-arrival

orientation programs.

The majority of NESA superintendents felt that a pre-arrival

orientation workshop should be held in the United States, which all

new expatriate teachers should attend before departing for overseas.

Half of those surveyed indicated that each school should conduct its

own pre-arrival workshop. However, a strong minority indicated that

the NESA Center should conduct the workshop. The implication here is

that each school, with its own set of unique characteristics, should

conduct a pre-arrival workshop in the United States with assistance

provided by the NESA Center.

All but one superintendent invited his newly hired teachers

to send their questions before leaving the United States. An over-

whelming majority also requested their current female teachers to

correspond with newly employed female teachers. This shows that the

schools are taking not only a professional interest in the new
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expatriate teacher, but also an interest in his personal adjustment

to overseas living.

The vast majority of superintendents indicated that the

school offered assistance in locating housing for the new teachers,

thus eliminating a major obstacle upon arrival. The leadership of

the NESA schools, it is inferred, has taken the responsibility for

helping newly hired teachers get settled in their new assignments.

On-Site Orientation
 

All of the superintendents participating in the study indi-

cated that they carried on a pre-school, on-site orientation program.

This fact clearly indicates that the NESA schools place a strong value

on the orientation of new American expatriate teachers.

A solid majority of the superintendents reSponded that a

continuous orientation program was carried on throughout the year,

thus implying an awareness of the importance placed on such a program

in the preparation and retention of teachers.

Salary and Fringe Benefits
 

The majority of the schools had a published salary schedule.

Two-thirds of the superintendents reported that there was a single

salary schedule, implying an emphasis on uniformity in the payment

for the teachers' services.

A majority of the NESA schools paid an average annual salary

of at least $10,001, which was reported to be considerably less than

the salary of other American expatriates in the same comnunities.

This finding implies that a salary increase, bringing the teachers
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on a par with other American expatriates in the community, could

have a significant effect on retaining teachers in overseas teaching

posts. However, there is little evidence that low salaries hamper

these schools' ability to attract better certified teachers. The

lure of living overseas still seems to attract a fair share of well-

qualified teachers. How long they are retained is yet another ques-

tion.

Most of the NESA schools provided housing, furniture, a

round-trip transportation allowance, and medical insurance for the

American expatriate teachers and their families. Hence the schools

do provide some fringe benefits to their teachers.

Although a majority of the schools did provide some form of

a retirement program for the teachers, a small number of schools did

not. The deve10pment of a consistent retirement plan might induce

teachers to continue teaching overseas.

Most of the teachers in the NESA schools pay no local income

tax. A tax break for teachers would be an added incentive to con-

tinue working abroad.

Only one NESA school required its teachers to take addi-

tional graduate work before they were offered a further contract.

Also, a majority of the schools reported that there was no Oppor-

tunity for the faculty to take graduate classes on-site. The impli-

cation here could be that since the teachers cannot easily take

additional course work, a strict requirement of taking graduate

classes after being hired is not mandated.
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A majority of the superintendents indicated that their

schools paid a stipend to the teachers for taking summer school

courses, implying that the schools. urge their teachers to take

graduate-level courses when it is convenient.

Very few schools granted a sabbatical leave to their tenured

faculty, perhaps implying that they do not view the sabbatical as

an instrument in the retention of teachers.

General Information
 

"Culture shock" does not appear to be a serious problem

affecting either teacher efficiency or retention, implying that the

schools hire teachers who are prepared for the culture into which

they are moving.

The primary reason for teachers returning to the United

States from NESA schools was that the teachers had gone overseas for

a short-term experience. This implies that the teachers do not accept

overseas teaching assignments with the intention of remaining for an

extended period of time.

Recommendations
 

The observations and findings of this study led to the fol-

lowing recommendations:

1. An organized and prearranged pre-arrival orientation

program should be developed and implemented to assist the newly hired

American expatriate teacher.

2. The NESA schools should explore a retirement scheme, to

assist in the retention of teachers.
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3. More graduate-level courses should be taught on NESA

school campuses, to keep the teachers current and abreast of inno-

vations in their field.

4. The NESA Center should be active in providing informa-

tion to teachers in the United States about NESA schools, so that they

will be aware of vacancies in these schools.

5. The NESA Center should be made aware of all consultants,

professors, and textbook representatives coming to the area. The

Center should then be responsible for advising the NESA schools of

the visits so that the visitors' expertise can be shared with other

schools.

Recommendations for Further Research
 

1. An attempt to explore ways to retain teachers in overseas

schools should be made.

2. Research should be conducted on how schools can change

the thinking process of teachers who come overseas for a short-term

experience.

3. Personality traits of teachers who are attracted to

overseas life should be explored, in an attempt to identify the type

of teacher most likely to succeed and continue living overseas.

4. Further research should be done on the impact of a pre-

arrival orientation program on the success and retention of expatriate

teachers.
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5. An area that should be explored is what kind of an impact

the superintendent's tenure has on his faculty's length of stay over-

seas.

6. The variety and methods of recruiting teachers to go

overseas and their effectiveness is another area that should be inves-

tigated.

7. A study that investigates the effect of a close rela-

tionship with a stateside school combined with on-site inservice as

it affects the recruitment program and the retention of teachers

should be carried out.

8. The data of this study should be analytically compared

to a similar study done with schools located in the United States.

9. A similar study should be conducted, using as the popu-

lation American expatriate teachers who have returned to the United

States.

Reflections
 

As a result of more than eleven years of overseas experience

and from the data gathered in this study, the writer would like to

reflect some thoughts about certain concerns.

1. The school boards and administrators of not only NESA

schools but all overseas American schools should vigorously pursue

accreditation, so that a high percentage of the schools abroad might

be fully accredited by one of the American accrediting agencies.

With accreditation, the transition of both pupils and professionals

from one school to another would be smoother. Not only is accreditation
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important for the student and his teacher; it provides a strong base

for the institution as well.

2. All overseas schools should develop more involvement with

a stateside counterpart through the School-to-School Program developed

by the Department of State. Exposure to the trends in American edu-

cation as practiced in the United States is important for teachers

working in remote areas of the world.

3. An attempt should be made to bring the salaries of

American expatriate teachers on a par with the salaries of other

North American expatriates working abroad.
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APPENDIX A

MICHIGAN STATE UNIVERSITY

 

COLLEGE OF EDUCATION EAST LANSING ' MICHIGAN ' 48824

DEPARTMENT OF ADMINISTRATION AND HIGHER EDL'CATION

ERICKSON HALL

October 20, 1978

Dr. Gayle H. Tucker, Chairman

Education Department

Westmont College

955 La Paz Road

Santa Barbara, California 93008

Dear Dr. Tucker:

As stated in our telephone conversation of this afternoon, I wish to

submit this letter as a formal request to duplicate your dissertation

with a change of pOpulation.

After a careful review of available literature, and assessing my

interest in the area of recruitment of teachers for overseas American

schools, I am proposing to my doctoral committee the following title:

A Study of the Problems Associated With the Recruitment

and Retention of American Expatriate Teachers in the

Near East-South Asia Council of International Schools.

I ask that you grant your permission in writing and forward it to

my overseas address.

Hopefully we will be able to meet in the future and discuss our

mutual interests.

Thank you for your kind assistance.

Since y,

Thomas . Rushcamp

Director of Personnel

P.s. In all cases where I use your research, it will be documented

to show its source.

Tanpar
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APPENDIX B

mu) stmont

c lege

October 26, 1978

Mr. Thomas J. Rushcamp

Director of Personnel

Saudi Arabian Airlines

Parents' COOperative School CClOO

P.0. Box 167

Jeddah, Saudi Arabia

Dear Mr. Rushcamp:

The following concerns our telephone conversation last week and your letter

of October 20, requesting permission to duplicate my dissertation with a

change in population.

Please be advised that your request is granted.

I trust that your research will add much to the limited data base in the

area of recruitment and retention of American expatriate teachers.

Best wishes to you as you continue your research.

Sincerely,

flaw-vTucker

Chairman, Department of Education

GHT:mt

OGSLAthFknd

Sanulaaduua

California 03108

(DOSIUHFGOUI
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APPENDIX C

MICHIGAN STATE UNIVERSITY

 

COLLEGE OF EDUCATION EAST LANSING ' MICHIGAN ' AS824

DEPARTMENT OF ADMINISTRATION AND HIGHER EDUCATION

ERICKSON HALL

December 7, 1978

Dear Sir:

Your assistance as a NESA chief school officer is greatly needed

in the gathering of information that will become part of a study

entitled: An Examination of the Problems Associated with the

Recruitment and Retention of American Expatriate Teachers in the

Near East-South Asia Council of International Schools.

As an overseas school administrator, you may also share some of

my concerns regarding the recruitment and retention of American

expatriate teachers. I am hopeful that this study will assist us

in seeking workable solutions to some of these problem areas.

Combining several years of overseas experience with my present

position as Director of Personnel at the Parents' Cooperative

School in Jeddah, I have sought to build a study in the area of

overseas teacher recruitment as part of a doctoral program at

Michigan State University. Hopefully with a pool of data, the

results of the study will assist all of us in the NESA area.

Your time and assistance in completing the questionnaire is highly

appreciated. If you have any comments, they will be most welcome.

Thank you.

Sinc ely your ,

Thom J. Rushcamp

Enc.

P.S. Due to the international nature of the NESA area, it is not

possible to enclose postage for the various countries. Therefore,

I have enclosed $1.00 to cover the handling of the questionnaire.

TJR:par
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APPENDIX D

QUESTIONNAIRE

AN EXAMINATION OF THE PROBLEMS ASSOCIATED WITH THE RECRUITMENT AND

RETENTION OF AMERICAN EXPATRIATE TEACHERS IN THE NEAR EAST—SOUTH

ASIA COUNCIL OF INTERNATIONAL SCHOOLS

 

 

 

Please indicate one choice for each of the following questions.

If you believe that a question requires elaboration or is inapprop-

riate place a check beside the number and write an explanation on

the back of the page.

THE ADMINISTRATOR:
 

Total number of years experience in teaching and educational adminis-

tration:

 

 
  

l) l) l-5 4) l6-20

2) 6-l0 5) 2l or more

3) ll-lS

Number of years experience in classroom teaching overseas:

2) 1) None 4) 5, 6

2) l, 2 5) 7, 8

3) 3, 4 6) 9+ (specify)

Number of years experience in educational administration overseas:

3) l) l, 2 4) 7, 8

2) 3, 4 5) 9+

3) 5, 6

Total number of school systems in which you have served as a teacher:

4) l) l 4) 4

2) 2 5) 5

3) 3 6) 6+

Total number of school systems in which you have served as an

administrator:

5)_l)l ___4)4

2)2 5)5

_____ 3) 3 ______6) 6

I63
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How long have you been in your present position?

6) l) lst year 4) 4th year

2) 2nd year 5) 5th year

3) 3rd year 6) over 5 years (specify)____

Have you previously worked abroad in any capacity prior to accepting

your present position? (This would also include work outside of

education.)

 

7) I) Yes

2) No

Have you worked in a private school prior to your present position?

8) l) Yes

2) No

Prior to accepting my present position I would evaluate my knowledge

of host-country customs and culture as:

9) l) Nonexistent

2) Limited

3) Adequate
 

Your travels abroad prior to accepting your present position were:

l0) l) None

2) Limited

3) Extensive

Highest degree held:

ll) 1) None 4) Specialist's

 

2) Bachelor's 5) Doctor's

3) Master's 6) Other (specify)

Do you have a degree in educational administration?

l2) l) Yes

2) No

The last school position you held before going overseas:

13) l) None 5) Asst. Principal

2) Superintendent 6) Teacher

3) Asst. Superintendent 7) Supervisor

4) Principal 8) Other (specify)

When you accepted your present position your fluency in the host-

country language was:

14) l) Nonexistent 3) Near Fluent

2) Limited 4) Fluent
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Age on last birthday:

15) 1) 20-29 4) 50-59

2) 30-39 5) 60+

3) 40-49

THE SCHOOL:
 

Approximate enrollment:

 

16) 1) 1-200 5) 801-1,000

2) 201-400 6) 1,001-1,200

3) 401-600 7) 1,201-1,400

4) 601-800 8) 1,401+

Grade levels served:

17) 1) through grade 6 4) through grade 12

2) through grade 8 5) Other (specify)

3) through grade 9

School accreditation: (please answer only one)

 

18) 1) No accreditation 4) U.S. and local accredi-

2) U.S. accreditation tation

3) Local accreditation 5) Other (specify)

Type of curriculum:

19) 1) U.S. curriculum only 3) Combined U.S. and local

2) Local curriculum only curriculum

______ 4) Other (specify)

 

How many full time teachers does the school employ?

20) l) l-20 4) 61-80

2) 21-40 5) 81+

3) 41-60
 

During the past five years what was the average annual number of

American expatriate teachers hired to teach in your school?

21) I) l-8 __ 4) 25-32

__ 2) 9-16 __ 5) 33-40

3) 17-24 6) 41+ (specify)
 

Nhich group of teachers do you feel contributes the most uality and

effective teaching to your school's educational program? Iplease

answer only one)

22) 1) Host-country teachers

2) Locally hired NON host-country teachers

3) Expatriate American teachers

4) Other (specify)
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Which group of teachers do you feel creates the most problems in your

school's educational program? (please answer only one)

23) l) Host-country teachers

2) Locally hired NON host-country teachers

3) American expatriate teachers

4) Other (specify)
 

 

Type of School:

 

24) 1) Community sponsored 4) International Schools

2) Company operated Services operated

3) Privately owned 5) Other (specify)

(Proprietary)

Does your school receive U.S. government grant funds?

25) 1) Yes

2) No

RECRUITMENT:
 

Please check all of the following sources you use in the recruitment of

American expatriate teachers:

26) 1) College or university placement services

2) Privately owned placement agencies

3) International Schools Services (ISS)

4) Overseas Schools Services (OSS)

5) Office of Overseas Schools, Department of State (A/OS)

6 School-to-School partner

7

8

V

) Other (specify)

) None of the above

 

 

Do you make recruiting trips to the U.S.?

) Never

Annually or more often

I Recruiting done by others

27) l

______2

______3

4 Other (specify)
 

Do you personally interview all applicants before employment?

(please answer only one)

28) 1) Always 4) Not necessary

2) If at all possible 5) Done by others

3) Not if well recommended 6) Other (specify)

 

Teaching contracts are offered for:

29) 1) One year

2) Two years

3) Other (specify)
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During which year in an overseas school do you consider an American

expatriate teacher to be most effective in the classroom?

30) l) lst year 3) 3rd year

2) 2nd year 4) 4th year or longer

How do you feel about "career overseas teachers" (those who have

taught extensively overseas and plan to continue to do so) as compared

to those who have come recently from the U.S. and plan to return to

the U.S. within a few years?

"Career overseas teachers" are:

31) l) Greatly to be preferred 4) Generally a little poorer

2) Generally alittle better 5) Should not be hired

3) About the same
 

Does an American expatriate teacher who is having marital difficulties

tend to leave after one year?

32) 1) Yes

2) No

Does an American expatriate teacher whose Spouse is Opposed to living

overseas tend to leave after one year?

33) 1) Yes

2) No
 

Nho employed the new teachers with whom you worked during your first

year at your present post?

34) l) I did 3) School board member

2) The former super- 4) Other (specify)

intendent
 

Who should have employed the new teachers with whom you worked during

your first year at your present post?

35) l) I should have 3) School board member

2) The former super- 4) Other (specify)

intendent
 

Do American expatriate teachers with more previous teaching experience

tend to remain longer than those with less experience?

36) 1) Yes

2) No

Do you feel that American expatriate teachers with the ability to

communicate in the language of the host-country tend to remain longer

than those who cannot?

37) 1) Yes

2) No
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Do American expatriate teachers with prior overseas experience tend to

remain longer than teachers with no previous overseas experience?

38) 1) Yes

2) No
 

Do you require that the applicant for a teaching position have a confi-

dential file sent to you from a college or placement service?

39) 1) Always

2) When available

3) Not necessary if our application is completed
 

How helpful have U.S. universities been in assisting you in your

teacher recruitment through their placement service?

40) 1) No help

2) Limited help

3) Moderate help

4) Extensive help

5) Do not use this service

 

When contacted how helpful have university professors, department heads

or deans been in your teacher recruitment program by assisting you in

locating and identifying prospective teachers?

41) 1) No help 4) Extensive help

2) Limited help 5) Never used in recruiting

3) Moderate help

 

How many teachers hired in the past three years did their student

teaching abroad?

42) 1) None 4) 3

2) 1 5) 4+

3) 2
 

Do you feel that teachers who had their student teaching experience

abroad make a better adjustment than those who had a "stateside"

student teaching experience?

43) 1) Yes 3) Makes no difference

2) No 4) Do not know

Do you receive teachers from a school-to-school partner or an exchange

program?

44) 1) Yes

2) No

What percent of American expatriate teachers contracted annually are

hired as a result of the assistance of your school-to-school partner?

45) 1) None 4) 21 percent or over

2) l-lO percent 5) Do not have school-to-

3) ll-20 percent school partner
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Do you feel that your school-to-school partner could be of more

assistance to you in your recruitment program?

46) 1) Yes 3) Do not have school-to—

2) No school partner

To what extent does the Office of Overseas Schools provide assistance

to your teacher recruitment program?

47) 1) None 4) Great

2) Some 5) Extensive

3) Moderate
 

To what extent does International Schools Services provide assistance

to your teacher recruitment program?

48) 1) None 4) Great

2) Some 5) Extensive

3) Moderate

To what extent does Overseas Schools Services provide assistance to

your teacher recruitment program?

49) 1) None 4) Great

2) Some 5) Extensive

3) Moderate
 

To what extent does the NESA Center, located in Athens, Greece, provide

assistance to your teacher recruitment program?

50) 1) None 4) Great

2) Some 5) Extensive

3) Moderate
 

All things being equal, which type of American expatriate teacher do

you prefer to hire?

51) 1) Single teacher 3) Husband and wife team

2) Married teacher with

non-working spouse

Which American expatriate teachers tend to remain for more than their

contract?

52) 1) Single teacher 3) Husband and wife team

2) Married teacher with

non-working spouse

PRE-TRIP ORIENTATION:
 

Do you attempt to meet with selected teachers before their departure for

the overseas post? (This is in addition to the employment interview.)

53) 1) Always 3) Never

2) Whenever possible
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Do you attempt to meet with the spouses of selected personnel before

their departure for the overseas post?

54) 1) Always 3) Never

2) Whenever possible

Based on comments made by teachers do they feel that your information

brochure for American expatriate teachers is accurate and complete?

55) 1) Yes 3) Do not have such a

2) No booklet or brochure

Do you feel thatai"pre-arrival" orientation and workshop would be

beneficial to your newly hired American expatriate teachers?

56) l) Yes 3) Would make no difference

2) No 4) Do not know
 

Where would you suggest that a "pre-arrival" orientation and workshop

be held?

57) ) In the U.S. 3) In the Middle East1

2) In Europe

Who do you think should be reSponsible for conducting a "pre-arrival"

orientation and workshop for teachers?

58) 1) Each school should do its own

2) NESA Schools should conbine their efforts

3) The NESA Center in Athens, Greece

4) Other (specify)
 

Do you feel that teachers who would take part in a "pre-arrival" orien-

tation and workshop would make a better adjustment to living and working

abroad than those teachers not taking part in such a program?

59) 1) Yes 3) Do not know

2) No
 

Do you invite the new teacher to send questions to be answered prior to

their departure from the U.S.?

60) 1) Yes

2) No

Do women on your staff write to women who are coming to the school to

inform them of "household needs"?

61) 1) Yes

2) No

Can single teachers lead a satisfactory social life at your post?

62) 1) Yes

2) No
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Does your school offer assistance in locating housing?

63) 1) Yes 3) Not necessary

2) No

ON-SITE ORIENTATION:
 

In this question please check all items that apply to your on-site

orientation program for new American expatriate teachers:

64) 1) No pre-school orientation

2 Tour of the local area

3 Explanation of the local health problems

Explanation of the host—country attitude toward foreigners

A social occasion such as a party, dinner or reception

A parent organization assisting the school in the orien-

tation of teachers

Provide staff with a teachers manual or a handbook of

operating policies

Provide a "care-package" which could include food, linens,

kitchen utensils, etc.

4

5

6

\
I

V
V

v
v
v
v
v

(
I
)l
l
l
l
l
l
l
l

In this question please check all items that apply to your continuing

orientation program throughout the year:

65) 1) No continuing orientation program

2) Assignment of "big brother” to each new staff member

3) Providing assistance to new staff members in learning the

local language

4) Visitation to host-country schools

5) Periodic social events planned for the teachers

6) Periodic meeting with new American expatriate teachers to

assist them in their orientation to local customs, mores

and problems

SALARY AND FRINGE BENEFITS:
 

Does your school have a published salary scale?

66) 1) Yes

2) No

Does your school have a single salary schedule?

67) 1) Yes 3) Other (specify)

2) No
 

Average annual salary range of American expatriate teachers in your

school:

68) 1) Below $6,000 4) $10,001-$12,000

2) $6,001-$8,000 5) $12,001-$14,000

3) $8,001-$10,000 6) Above $14,000 (please

specify) 
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How do your teachers' salaries compare with those of other Americans

at the post?

69) 1) Higher 4) So low that problems

2) About the same arise

3) Considerably less
 

Does your school offer an incentive bonus to American expatriate

teachers who agree to extend their contract?

70) 1) Yes

2) No
 

Does your school provide housing for American expatriate teachers?

71) 1) Yes, free of charge

2) Yes, with nominal charge

) Rental allowance only

)

U
H

No

3

4

5 Other (specify)
 
 

Does your school provide furniture for teachers?

72) 1) Completely

2) Essentials

3; We transport teacher's own furniture

4 No

5) Other (specify)
  

Does your school provide a transportation allowance?

73) 1) No allowance

2) One way on one year contract

3) Round trip on one year contract

4) One way on a two year contract

5) Round trip on two year contract

6) Other (specify)
 

For how many persons in the family is a transportation allowance paid?

74) 1) No allowance 4) Teacher and spouse only

2) Entire family 5) Other (specify)

3) Teacher only
 

Does your school offer medical insurance or medical care for teachers?

75) 1) No 3) Emergency care only

2) Blue Cross or similar 4) Other (specify)

coverage
 

If medical care or insurance is provided, who pays?

76) 1) School pays 100% 3) Shared cost

2) Teacher pays 100% 4) Other (specify)
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Does your school provide a retirement program for your American

expatriate teachers?

77) 1) No 4) U.S. Social Security

2) Host-country only 5) Other (specify)

3) TIAA/CREF
 

In what currency are your American expatriate teachers paid?

78) l) 10 % in local currency 3) Part local, part U.S.

2) 100% in U.S. dollars 4) Other (specify)

 

Are your American expatriate teachers required to pay a local income

tax?

79) 1) Yes, but very low rate 4) Exempt

2) Yes, similar to U.S. 5) Other (specify)

3) Yes, but paid by school
  

Does your school require that the teacher take additional graduate

course work before a further contract is offered?

80) 1) Yes 3) Other (specify)

2) No

Does your school provide an opportunity for your teachers to have

inservice graduate courses taught on-site?

81) 1) Yes

2) No

l

 

Does your school pay a stipend for attending graduate school during

the summer?

82) 1) Yes

2) No

Does your school provide the opportunity for a sabbatical leave after

a specified period of time?

83) 1) Yes, full pay--one year

2) Yes, half pay--one year

3) Yes, full pay--half year

4) No

5) Other (specify)
  

Does a low salary scale keep your school from attracting some of the

better applicants?

84) 1) Yes 3) A major problem

2) No 4) Has made little

difference



174

Has a low salary scale occasionally kept your school from getting

certified teachers?

85) 1) Yes 3) A major problem

2) No 4) Has made little

difference

GENERAL:

Does "culture shock" have some effect on teacher efficiency at your

school?

86) 1) Not a problem 3) A serious problem

2) Occasionally

Does "culture shock" keep some teachers from renewing their contract?

87) 1) Not a problem 3) A serious problem

2) Occasionally
 

Have any teachers left your school during the past three years before

completing their contracts? (answer one only, please)

88

v

1) Yes 4) Yes, discharged

2) Yes, health problems 5) No

3) Yes, family problems

What is the annual cost for tuition, fees and surcharges per child?

89) 1) Below $1,000 4) $3,001-$4,000

2) $1,001-S2,000 5) $4,001-$5,000

3) $2,001-$3,000 6) Over $5,000
 

What are the reasons given by American expatriate teachers for return-

ing to the United States? (place in rank order from l-9)

9O 1

V

Salary

Family problems

Came for only short term experience

Difficulty in adjusting to living conditions and culture

Limited social life

To return to graduate school

Difficulties due to language

Poor working conditions

Homesick

Other

V
V
V
V
V
V
V
V
V
V

—
-
l

O
O
C
D
N
O
‘
U
‘
I
-
D
W
N
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APPENDIX E

PARENTS' COOPERATIVE SCHOOL

C/O Saudi Arabian Airlines 00400

P. O. Box 167 - Jeddah Saudi Arabia

EDI—f" ‘W‘ 00"“

.. ‘z-‘r-I‘ a»w 5.4-4" 4.»

\we '9’ - Huh" -3».

February 10, 1979

T0: The Superintendents of NE/SA Schools

FROM: Thomas J. Rushcamp, Director of Personnel

Parents' Cooperative School, Jeddah, Saudi Arabia

RE: Recruitment of American Expatriate Teachers

in NE/SA Schools

Being an overseas school administrator, I fully realize the

amount of time you spend daily on administrative duties. In

addition I also realize the difficulty we have in the NESA

area regarding mail service. Therefore, I am enclosing

another copy of the questionnaire in the event you did not

receive the first one mailed to you early in December. Currently

I have received over 50% of those already sent.

May I ask that you take a few moments of your time to reply.

Your participation in the study is of the utmost importance,

as it will make the study considerably more significant.

If you have already sent the questionnaire, I wish for you

to accept my gratitude for your assistance.

Xely yours ,

, Thomas/g. Rushgamp

PARENTS' COOPERATIVE SCHOOL Attention : Superintendent. :10 American Embassy. APO New Yeti: 09697

Telephone : 61300 and 52103 176 Cable Adde- :KANAAN. Jeddeh
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APPENDIX F

PARENTS' COOPERATIVE SCHOOL

c/o Saudi Arabian Airlines cc-1OO

P. O. Box 167 - Jeddah Saudi Arabia

. Val—d *5“ Ir)“-

‘zér-J‘ 2.)w Jul-II a)

“Veg .’ - 19H -3.»

THOMASJ.RUSHCAMP

Director of Personnel March 11, 1979

Dear Sir:

Some days it seems as though you can't get rid of a nasty cold!

I am sure this is how you feel looking at the contents of this

envelope.

I need your help once again. My advisor has asked that I

do a reliability test on my questionnaire. This means that

I have to choose 20% of my sample and ask them if they would

once again complete the questionnaire.

When redoing the questionnaire, it is important that you

try not to remember how you answered the first, but rather

answer this as though it were the initial time. This will

make the reliability coefficient more exact and therefore

workable.

After I receive this from you, I will then compare it with

the first one and a statistical analysis will be drawn

on the reliability between the two results.

I fully realize this is a great imposition upon you and I do

apologize. When time permits, I would appreciate it if you

could send this second questionnaire back to me.

My warmest personal regards.

Sigrely on s ,

Thom 5 J. Rus camp

Enc .

TJR:par

PARENTS' COOPERATIVE SCHOOL Attention : SUWL olemEmbassy. APO New York 09697

Telephone : 513” and 52103 M A“!!! :KANAAN,m
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APPENDIX G

American and International Schools in NESA Area

Afghanistan Ahlman Academy

American International School of Kabul

Bahrain Bahrain School

Bangladesh American International of Dacca

Crete Iraklian American School

Cyprus The Junior School

Egypt Cairo American College

Schutz American School

Greece American Community Schools of Athens

Anatoli College

Dashohori School

Deree-Pierce College

Campion School

Pinewood Schools of Thessaloniki

Ursuline School

Hellenic International School

India American Embassy School New Delhi

Bombay International School

Kodaikanal School

Mount Hermon School

New Ena High School

Vincent Hill School

Woodstock School

Iran American School of Isfahan

B.M.Y. American Overseas School

Davamond College

Henry Martyn School

Iranzamin Tehran International School

Jahan School

NIOC Overseas School

Overseas School of Kagarag Island

Pan School

Passargard International School

Piruzi School

Rastasi School

Ruston Abadan International School

Sar Cheshmeh American International School
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Iran (cont'd)

Israel

Jordan

Kuwait

Lebanon

Nepal

Oman

Pakistan

Saudi Arabia

Sri Lanka

Syria

Turkey

United Arab Emirates

Yemen
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Shiraz IEI School

Shiraz International Community School

Tehran American School

The British School

The Community School of Tehran

American International School in Israel

Ecumenical Institute, Advanced Theologi-

cal Study

American Community School

The American School

American Community School

International College of Beirut

Lincoln School

The Sultan's School

International School of Islamabad

Karachi American Society School

Lahore American Society School

Murree Christian School

ARAMCO Schools

Parents' Cooperative School

Riyadh International Community School

Saudi Arabia International School, Dhahran

Tabuk International Community School

Overseas Children's School

Damascus Community School

American Academy for Girls

Bogaziei University

Robert College Community School

American Community School of Abu Dhabi

Jumairah American School

Sanaa International School

Yemen American Cooperative School
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