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OPINIONS OF PRESIDENTS OF BOARDS OF EDUCATION IN
OKLAHOMA CONCERNING CERTAIN PRACTICES PERTAINING
T0 TEACHER WELFARE AND SECURITY

CHAPTER I
INTRODUCTION

Background for the Study

Public schools in the early history of this country

were not managed by boards of education which were chosen
specifically for that purpose. Because of the interrelation.
of civil and rellgious interests of the colonlsts, there
seemed to be no need for separate managééent of schools.
The clergy was responsible for visiting the schools, approv-
ing teachers, and generallly supervising public education. A
committee of selectmen (town council) was responsible for see~
ing that public schools were provided and supported in accord-
ance with law.

Gradually, religious and civll affairs became di-
vorced, and "school committees" were elected to manage edu-
cation. By the end of the colénial period about the only edu-
cational responsibility left to the churchmen was serving as
school visitors along with the school committee but without

1
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any authority over the teacher. Thus the method of school
board management of public educatlon was established,l

In the early years of the 19th century boards of
education were established for the purpose of overseeing the
local schools. The board took its place as a policy-making,
legislative body, acting as an agent of the state, during
the first ﬁalf of the present century.

These are the steps in the evolution of the lbcai
board of education as we know it now. "In most states the
laws now require that the local boards of educationlbe chosen
directly by the people of the local school districts for the
single and exclusive purpose of operating the 150&1 schools, "2

Nature of boards of education.--There are no spe-

cific legal requirements for membership on a board of edu-
cation other fhan state and national citizenship and resi-
dence in the school district. These gualifications are
'inadequate for the intelligent and progressive direction of
a school system, even though they are ilmportant. Any indi-
vidual who serves on a school board needs to be vitally con-

cerned with the educational deveiopment of children. Members

lCalvin_Grieder and William E. Rosenstengel, Public
School Administration (New York: The Ronald Press, 1954),
pp. 101-102.

20k1lahoma State School Boards Association, Inc.,
Oklahoma School Board Handbook (Oklahoma City: Oklahoma
State School Boards Association, Inc., 1958), p. 7.
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of boards of education should represent the entlre community.
They should not be selected on the basis that they represént
special lnterest groups.
Some elements of quality which should be character-

istic of the board member are stated by Chamberlain, who

writes:

The individual board member should be a man or
woman. who has given evidence in his work of common
sense, business ability, and foresight. He or she
should be a person whose soclal and civic activities
reflect a keen interest in problems of public educa-
tion and social welfare; a person who recognizes his
responsibility to the entire community; one who can
work cooperatively with others; and an individual
who 1s willing to learn thoroughly the guties and
responsibilities of this public office.

The need for the possession of these virtues by

poard members 1s reiterated in the Oklahoma School Board

Handbook:

The full significance of board membership is
revealed when the member regards his membership as
a sacred trust and one of the highest forms of con-
fidence and honor that his community can bestow; when
he understands and respects the ethical relationships
between himself, his fellow members, and the profes-
sional staff, the citlzens of the community, and the
legally constituted educational agencies and officlals
of the state; when he can properly differentiate be-
tween the persons and the problems involved in the
operation of the schools; when he can distinguish be-
tween his personal interests and the interests of the
children and the schools--between his role as a private
citizen and a public servant--, and can always seek the
basis for unity in the cause which should be common to

3Leo M, Chamberlain and lLeslie W. Kindred, The
Teacher and School Organization (New York: Prentice-Hall,
Inc., 1949), p. 102.




both the board and professional staff; and when he can
keep a clear perspective and the significance of the
past, the urgency of the present, and the critical im-
portance of the future is these relate to the education
of tomorrow's citizens,

Functions pecullar to boards of education.--The

local board of education, as a unlit of state government, has
been delegated the authority over all matters affecting the
local schools as long as 1t does not act contrarily to state
laws and regulations. In the exercise of this authority, it
becomes the responsibllity of the board of education to de-
velop, with the assistance of the superintendent and his
staff, such policles and programs that are in harmony with
the needs of the community; to provlide physical and educa-
tional conditions that are essential to good instruction;

to permit experimentation with new ideas and developments

in education; to require the superintendent to supply infor-
mation that will show how well the policies and programs of
the school are working out in practice; to keep the people
of the community completely informed about the purposes,
needs, and problems of the school system; and, to develop
close cooperation with public officlals and private agencies
in effectively using school facilities for educational ad-

vancement of the community.5

uOklahoma State School Boards Association, Inc.,
op. cit., p. 10.

5Chamberlain and Kindred, op. cit., p. 104.
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It is because of such responsibllities that the
board has legal and moral obligations to recognize, under-
stand, and accept sound princliples of education wnich pro-
vide a basis for sound policy and desirable practices in

public schools.

Need for the—Study

Professional status of the teacher in Oklahoma.--
No phase of the educational program is more important than
that of instruction. The quality and effectiveness of
learning are manifested by the quality and effectiveness of
the products of our educational enterprise. The impact that
these products wlll have on future society will be, in part,
a direct result of the nature of teaching. It is impossible
to gain optimum returns unless the school can acquire and
retain superior teachers.

There are indications, that all is not well with
education in Oklahoma as far as teaching personnel are con-
cerned. This assumption islbased on two evident facts: (1)
withdrawals from the Teacher Retirement System attest to
the fact that too many teachers are leaving the teaching
profession in order to pursue other occupatlons, ete. (2)
too great a percentage of Oklahoma tralned teachers are

leaving Oklahoma to accept teachlng positions in other
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sta.tes.6 It is assumed that these conditions are due, mainly,
to economic and security inadequacies for teachers. Pugmire

stated in 1950:

If the people of Cklahoma really want a personnel
poliecy and program in their schools which will provide
their children with the quality of teaching to which
the children are entitled as future citizens and lead-
ers of the State, they will not overlook these aspects
of the whole probleg of economic adequacy and security
for their teachers.

Even though there is evidence of efforts being made
by the State to provide increased salaries, improved work-
ing conditions, improved security, and improved retirement
benefits for teachers in Oklahoma, concern for improvement
in personnel policy at the local level is paramount. Shannon
states that the basic policy number 8 of the National School
Boards Association reads: "The National School Boards
Associagtion with its affiliated state associations urges
local boards to exercise the utmost viligance in maintaining
and improving the professional status of the teaching

profession. . . ."8

681xteenth Annual Report of the Board of Trustees
of the Oklahcma‘Teachers’ Retirement System for the lear

Ending June 30, 1%;2 (OkTahoma City: Oklahoma State Departmeht}
of Education, 1 s De 5.
7p. Ross Pugmire, Oklahoma's Children and Their
Schools, An ortunity and An Obligation (Oklahoma City:
Oklahoma Education Association, 1950), p. 139.
8W A. Shannon, "School Boards Look at the Teach-

ing Profession," Teachers College Record, LIX, No. 1.
(October, 19575, p. 9.
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As far as it can be determlned, no attempt has been
made to discover the ekistence or non-existence of certain
preferred practices pertaining to teacher welfare and secur-
ity in Oklahoma's schools, or what the evaluatlons of school
" board members are concerning these practices. The study by
Shaw? concentrated on'the teaching load factor of the teachers
in Oklahoma. He found that the range in teaching load was
greater among male teachers than among female teachers; that
the mean teaching load was higher among male teachers; that
the male teacher was mbre likely than the female teacher to
carry an extreme load (heavy or light ); that the male teacher
was more likely to receive additional compensation for added
duties; and, that the inequalities in teaching load might be
due to inability, reluctance; or unwillingness on the part of
the local district to finance an adequate staff.
| No study has been found that dealt with the opinions
of board members 1n Oklahoma concerning practices in the
areas of teacher welfare and security, or the relationship
which exists between these opinions and characteristics pos-

sessed by board members. Johnston, in his study of 1953,10

9cecil M. Shaw, "Teaching Load of High School Teach-
ers in Oklahoma," unpublished Doctor's dissertation, Univer-
sity of Oklahoma, 1958.

10rhadeus C. Johnston, "Opinions of School Board
Members in Oklahoma Concerning Selected Principles of Edu-
cation,"” unpublished Doctor's dissertation, University of
Oklahoma, 1953,
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sampied the opinions of school board members in Oklahoma
concerning certaln principles of education. A question-
naire was mailed to 400 board members in Oklahoma. The
respondeﬁts were to show degrees of agreement or disagree-
ment with principles listed under the heading of Business
and Finance, Curriculum, Personnel, and Public Relations.
It was fSund that board members, in general, have opinions
that are consistent with an educational program that is
adapted to the needs, interests, aptitudes, and abilities of
youth. It was also found that board members in Okiahoma
agree with sound principles of education to a greater extent
than they disagree with themn. _ |

Further, the study by Raganll dealt with the eco-
nomic and social aspects of school board personnel in Okla-
homa. He found that a majority of the board members were
assoclated with three occupational groups--professional,
progrietary, and agriculture. National comparisons showed
that fewer women were to be found on boards of education in
-Oklahoma than in other sections of the United States; the
medlan age of all board members was similar to that in other
sections of the Unlted States; fewer members in Oklahoma had
completed high school and‘higher education than had the

board members as a whole in the United States. A majority

1lyi11iam B. Ragan, "The Personnel of Oklahoma
School Boards" (unpublished Master's thesis, University
of Oklahoma, 1928).
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of the board membefs were found to have children in school
and the median years of service on the board of education
compared favorably with that of board members in the western
states.

The interests of public education in Oklahoma
would be greatly enhanced 1f 1t were more fully known what
values board members place upon teacher personnel practices
that are advocated by leading educators as being necessary
to a sound educational program. It 1s believed that such
knowledge would help board memberé to improve their services
by reminding them of the importance of knowilng, accepting,
and putting into practice sound principles of education.
This information could be inv;iuable tc administrators,
feachers, to citizens in general, and to those who are re-
spoqs;ble for the activities and functions of professional
education agencies atﬂthe state level. DBecause of the lack
of such information, the increaséd emphaslis upon quality of
education at the local level, and the nature of the role of
the school board in the educational enterprise, it is be-
lieved that a need exists for such a study as the one re-

ported here,

The Problem

The problem suggested by the foregoing needs and
purpose 1s to dilscover the opinlons of presidents of boards

of education serving the independent school districts of
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Oklahoma concerning certain practices pertaining to the
welfare and security of public school teachers.

It is believed that the solutién of this problem
will be of greater significance if the answer to the follow-
ing questions are known:

1. What practices concerning the welfare and
security of teaching personnel in public education are most
consistently recommended~by educational writers as being pre-
ferred?

2. To what degree are these preferred practices
presently utilized in the independent school districts in
Oklahoma?

3. What relationships seem to exist between board
presidents! characteristics (age, occupation, level of formal
education completed, children in school, present or in the
past, length of service on the board of education), the
teaching personnel practices that exist in Oklahoma's inde-
pendent school districts, and their opinions of the practices
that should exist.

Delimitation of the problem.--The study is based

primarily upon data received from presidents of the boards

of education in the independent school districts-in Oklahoma
concerning the practices pertéining to the welfare and secur-
ity of the teaching personnel in each of their school systems,
and their opinions of the importance of these practices found

on the checklist.
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In order to obtain the desired data for such a study
as this, it was thought necessary to include for investigation
those elements of teacher welfare and security that are con-
sidered relevant. They are: (1) Teaching Load, (2) Health
of Teachers, (3) Leaves of Absence, (4) Salaries, (5) Dis-
missals and Resignations, and (6) Retirement.

There are practices stated for all the areas to be
included in the study. For the purpose of the study, it was
thought that these practices were sufficient to cover the
basic elements of interest and concern. Many more items
could have been included in the checklist, but at the risk
of being excessive in length and in time consumption, it was
thought necessary to keep the instrument as short as possible
but still to include the essential items.

It seemed desirable to limit the study to include
only the school board presidents because of the nature of
the position as well as what is generally found to be char-
acteristic of board presidents themselves. The board president'
is usually in a position of influential leadership on the
board. Ordinarily he is in a position to be exposed to and
have a more complete knowledge of thé policies and practices
of the boérd of education as it relates to the educational
program of the school system since he does assume the leader-
ship role in board operation. Also, the president of a board
of education, generally, is a person of above average intelli-

gence and prestige in the community. When compared with
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the other members of the board, the president is most often
consulted concerning local educational matters. In addition,
it can be anticipated that the president has had previous ex-

perience as a board member. For these reasons, it seems that,

generally, the board president could respond more intelligently,

and more informatively than any of the other members of the
board.

it also seemed desirable to limit the study to in-
clude only those board members serving the independent school
districts because of the differences in relationship between
the county superintendent of schools and the dependent school
system, and the district superintendent and the independent
school district. The board of education of the independent
school district develops policies and holds the superinten-
dent responsible for putting these bolicies into practice.
On the other hand, the county superintendent acts only in a
supervisory and advisory role to the dependent schools. 1In
the dependent school district there is no regular mesting
date between board of education and county superintendent;
consequently, the understanding and cooperative effort be-
tween board and superintendent does not exist as it does in
the independent school district. Because of these adminis-
trative differences, it seemed more feasible to include only
the independent school districts in the study.

Even though other characteristics of board members

could have been included in the study, only those character-

istics that seemed relévant to the purpose of the study were
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utilized. Since the characteristics included are designed
for the purpose of showing relationships between character-
istics and opinions, it was thought that other wvariables
would not influence the respondents'! opinions to a signi-

ficant degree.

Operational definitions.--For purposes of clarifi-

cation and understanding, definitions of terms that will be
used throughout the deveiopment of this study are:

"Area of Teacher Welfare and Security" refers to
those divisions of personnel administration and policy which
have been used 1n thils study and which are commonly recognized
as direct responsiblilities of the local school system.

"Checklist" designates a prepared list of items that
relate to teaching personnel practices and on which the respon-
dents may show by a éheck mark the existence or non-existence
of certain practices in his schooi system, and.also his evalua-
tion of certain practices as he sees their-importance. |

"Children in School" refers to children of the board
presidents who are attending either elementary or secondary
school at present or havé attended such in the past.

"Formal Education" designates the level or grade at
which the respondents ended school attendance.

"Independent School District" refers to that dis-
trict in which the board of education has the power to decide
on budget items or the amount of money to be raised for edu-

cational purposes, its decision not being subject to veto or
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modificatlon by & gbverﬁmental official or reviewing body.

"Lengtg of Service" refers to the total number of
years that a respondent has‘served on a board of education.

"Ooccupation” designates the economlc activity that
is the 1ife-work of fhe respondent.

"Opinion" designates the formed judgments of the
respondenis toward the importance of the practices stated 1in
the checklist as expressed by marks asked for following each
item., It should be noted that even though the term "attitude"
will not be used in this report, the reader should bé made A
aware of the distinction between "opinion" and "attitude"
since the two terms are often ﬁsed synonymously; Parten:
states that "Many psychologlsts agree that an attitude is
the preparation and tendency to act, either overt, inner, or
psychic., It 1s more general than opinion, which is merely
an overt expression on a controversial point."12 Iundberg
defines the term "attitude" as "denoting the general set of
the organism as a whole toWard én object or situation which
calls for adjustment."l3 He continues to say that "spinion"”

denotes verbal behavidr and that opiniqn 1ls an indek to atti-

tude.ll4

12vwildred Parten, Surveys, Polls, and Samples:
Practical Procedure {New York: Harper and bBrothers, 1950),

13George A, Lmndberg; Social Research (New York:
Longmans, Green and Company, Inc., 1942), p. 213.

14114,
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"Preferred Practices®™ refers to generalizations
widely recommended by recogniZed authority as a guide to
procedures in personnel administration that have been de-
rived from experience, research, observations, and logical
deduction.

"School Board Member" designates a citizen elected
or appointed in a manner prescribed by law to serve for a
limited number of yeafs on the policy-making board of the
school district. o

"School Board President®™ refers to the member of
the local board of education who is elected by the other
four members of the board to serve in the office of the

president.

Description of Research Method
and Details Involved

The Method.--The normative survey method of research

was used in this study because this method seemed to be ap-
propriate to the nature and purpose of the problem. Good,
Barr, and Scates state that "the normative survey approach
is appropriate wherever the objects of any class vary among
themselves and one is interested in knowing the extent to

which different conditions obtain among these objects."15

150arter V. Good, A. S. Barr, and Douglas E. Scates,
The Methodology of Educational Research (New York: D.
Appleton-Century Company, Inc., 1936), p. 289.
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The questionnaire technidue was used to secure the necessary
data from the school board presidents.16 Standard library
research techniques were used in sécuring data for the de-
velopment of preferred teaching pérsonnel practices and in

selecting studies related to this study.

The Preferred Practices.--The practices were devel-

oped by a careful analysis of the educational literature con-
cerned with the welfare and security of the public school
teacher. ~The practices were selected on the bases of (1) the
extent to which they were supported by research studies, (2)
the consistency of agreement between writers in the field of
personnel adminlstration as to what should be important con-
siderations, and (3) the extent to which the practices
covered the elements thought %0 be important to the welfare
and security of the-teacher as well as being limportant to

the soundness of the local educational program.

Questionnalire developed.--A questionnaire was devel-

- oped for the purpose of cbtaining data necessary for this study
from thé board presidents. It was constructed in checklist
form, using the preferred practices as a basis for its formu-
lation. It was divided into two broad sections. The items
found in the first section, headed "Teacher Personnel Prac-

tices,"

consist of thirty-four basic questions inquiring into
the exlistence or non-existence of practices in the independent

school districts of Oklahoma. The respondents were asked to

161p1d., pp. 324-327.
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spondents were asked to check the response(s) following
each item, thereby designating current pclicies at the local
level. Six areas of teacher welfare and security were identi-
fied and arranged under appropriate headings. The first ten
items of the checklist are listed under the heading, "Teacher
Load™, items eleven through fifteen under the heading "Health
of Teachers,” items sixteen through twenty under the heading
"leaves of Absence," items twenty-one through twenty-four under
the heading "Salaries," items twenty-five through thirty-one
under the heading "Dismissals and Resignations,™ and items
thirty~twp through thirty-four under the heading "Retirement."

The items in the second section of the checklist, head-
ed "Opinions of Practices," were designed so that the respond-
ents could express their personal opinions of certain basic
practices suggested in the first section of the checklist.
Each respondent was asked to select and check the response
to each item which most nearly expressed his point of view
relative to the practices. The twenty-five items were ar-
»ranged under'the same six areas of teacher welfare and security
as found in the first section. Items one through nine are
listed under the heading "Teacher Load," items ten through
thirteen under the heading "Health of Teachers," items f;ﬁr-
teen through sixteen under the heading "Leaves of Absence,"
items seventeen through twenty under the heading "Salaries,™
items twenty-one through twenty-three under "Dismissals and
Resignations," and items twenty-four through twenty-five under

the heading "Retirement.,®
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The Ymiddle-ground” or "non-committal®™ position in
the range of responses to each item in éection two of'the
checklist was not included because researchers have found

that if the non-committal alternative is not mentioned, re-

latively few people will fail to make a choice.l7 It seemed

better, therefore, to force the respondents to take a definite
position on each item on the checklist.

The initial draft of the checklist was submitted to

colleagues engaged in the study of school administration,

professors of education, practiecing public school superin-
tendents, and selected school board members for criticisms
of items and form, and for suggestions for improvement of
the instrument with relation to clarity and objectivity. By
virtue of these criticisms and suggestions, the final form
of the checklist was devised. A copy of the checklist is
included in the Appendix.l8:

The population.--The population selected for the study

consisted of the presidents of the boards of education of

the independent school districts of Oklahoma, This population
was expressly chosen because in the light of available
evidence, it would seem to reflect opinions of a larger

group (boards of educatién) with reference to given char-

acteristies. The survey included the entire population

17Partens, op, cit., p. 184.
18See page 219.
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of 536 board presidents. The distribution of the board
presidents who received and returned checklists are shown

in Table 1.

TABLE 1
BOARD PRESIDENTS RECEIVING AND RETURNING CHECKLISTS

Size of
District by Number of
Number of Board Number _ Per Cent
Teachers Presidents Responding Responding
10 113 - 29 2547

10 - 24 274 119 L34

25 -« 49 89 55 61.8

50 - 99 38 25 65.8
100 22 16 - 722
Totals 536 244 L5.5

Securing and treating the data.--This study involved

the use of several sources of data. The data used in the
development of the preferred practices pertaining to teach-
ing personnel, and the review of the related studies, were
taken from educational literature; the names and addresses

of the school board presidents from the Oklahoma Educational

Director1;19 the occupational classifications from a population

190k1ahoma state Department of Education, Oklahomg
Educational Directory, 1959-60."
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bullefin of the United States Department of Commerce;20 the
numerical categorles for employed teachers were taken ffom a
bulletin of the Oklahoma Commission on Educational Administra-
tion;21 and, the responses to items on the checklist by school
board presidents.

The board members who received checklists were asked
to make known the existence or non-existence of the teaching
persomnel practices in their respective school systems by
checking the appropriate response(s) on the checklist., Also,
they were asked to check one or more of the responses express-
ing their opinions of certain practices 1n accordance with
their best judgments. As was previously stated, no provig-
ion was made for "I don't kmow" or "Undecided" respondent to
give an opinilon of each practiée, hé wouldAbe'motivated to
critically analyze the value of each practice,

The checklists were mailed on December 10, 1959, to
the 536 board presidents selected for the study. A follow=-
up asking for completed returns was malled on January 15,
1960, The final date that returned checklists were accepted
for inclusion in the study was February 15, 1960, because it
was believed by the writer that those board presidents that
chose to return the completed checklist would have done so

over this length of time. Of the 536 checklists mailed to

20ynited States Department of Commerce, Bulletin
P-B36, 1950, United States Census of Population (Oklahoma).

| 21ciaude Keiiey, Tenure and Turnover in the Oklahoma
- Superintendency, A Bulletin of the Oklahoma Commission on
Educational Administration, 1956-57, p. 5e
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béard presidents, 244 were returned, constituting a 45.5
per cent return. It should be noted that the items on the
checklist which were not checked by the respondents were
assumed to refer to the practices whilich were unknown to the
fespondents.

In order to determine whether the data returned
were representative of the total population and adequate for
statistical justification, and to determine whether addi-
tional data would probably alter or change the means of the
responses, numerical values of 5, 4, 3, 2, 1, etc.; were
assigned to the responses, depending on the number of re-
sponses to an item. These numerical values were used to
determine the means of the responses to each of the items in
the checklist and were computed for each twenty checklists
as they were receilved, By calculating an estimate of thé
mean and the standard deviation of the population, the
standard error of this mean from the first twenty check-
lists receilved, and the extent to which the sample mean
diverged from the true mean (population), it was found that
all means were within the standard error of the estimated
mean of the population.22 Stability of responses was at-
tained with the first twenty checklists returned.

Therefore, since consistency was established in the

223, P, Guilford, Fundamental Statistics in Psy-
chology and Education (New York: McGraw-Aill BOOK Company,
Inc., 1956), pp. 360-61, : '
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means of the checklists returned, it was assumed that any
additional data received would probably not alter or change
the results, and that the returns were representative of
the total population of 536 school board presidents,

In order to establish possible implications for
the future status of personnel programs, the null hypothesié
has been assumed that the existeneé of certain’teaching per-
sonnel practices in the independent school districts and the
opinions of the board presidents regarding the practices
that should exist are unrelated to each other. To calculate
whether board presidents! oplnions are related to the status
of the personnel program, Spearman's Rank Cérrelation Coef=
ficient®3 was applied to the data received on the returned
checklists. Further, to establish the significance of the
coefficient, Kendall's ’c-test24 was utilized to determine

whether the null hypothesis should be acceptéd or rejected.

Review of Selected Related Studies

The significance of the position of board members,
with particular emphasis on his position relative to the de-
velopment, maintenance, and use of persomnel policies, might

be seen and understood to some degree through a brief review

23Sidney Siegel, Nonparametric Statistics for the
Behavioral Sciences (New York: MNMcGraw-Hill Book Company,
Inc., 1950), pPp. coL=-28, ,

2h1pig., p. 229.
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of some of the studies that have been made., It should be
noted that the studies reported are a select number that the
writer believed would serve to hélp clarify the purpose and
nature of the problem involved in this study. Also, those
studies that were selected for review include only those
that have been made within the past fifteen years because 1t
is believed that the more recent studles would lend more
support to this study since the chief concerns to the writer
are what is being practiced and what is thought at the present
time.

By examining the educational literature, several
studies were found that dealt with various aspects of teach-
er personnel welfare policies and practices, Much of the
interest evident in the past ten to fifteen years seems to
lie in the areas of socio-economic statué of board members
and in the general composition, function, duties, and re-
sponsibilities of the board as a whole.

In 1946, a national study was made by the Research
Di\_rision. of the National Education Association®5 for the
purpose of acéuiring an overview of the status and practices
of boards of education. Questionnaires ﬁere developed and
sent to superintendents of school systems that were to be

found in cities which had 10,000 or more population., In

25National Education Association, "Status and Prac-
tices of Boards of Education," Researeh Bulletin, XXIV
(Washington, D. C.: The Research Divisinon, & Department of
the National Education Association, 1946), o
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addition, a sampling of superintendents of smaller cities,
towns, and rural districts was included. The findings re-
vealed that one in every ten school board members was a
woman; that 28 per cent of the board members had not gradu-
ated from secondary school, 42 per cent had graduated from
secondary, and 30 per cent had graduated from college. It
was also found that a majority of the board members were
eiﬁher proprietors or executives; that the median age was
L8.5 years; that 61 per cent had children in school at that
time: that the median years of service on the board was 6.7;
that 85 per cent were elected; and, that 74 per cent re-
ceived no compensation for serving on the board.

26 conducted a survey in 1951 in whieh he

Stapley
developed a gquestionnaire containing 58 items which was sent
to board members and school sﬁperintendents in all cities and
townsAin Indiana. Fifty-three per cent of the board members
. and 76.9 per cent of the superintendents responded to the
gquestionnaire. The purpose of this study was to obtain
and analyze the attitudes and opinions to questions contained
in the questionnaire which dealt with aspects of.general
school administration. This was done in order to ascertain

the agreement or disagreement of selected practices by both

superintendents and board members. The findings revealed that,

| 26Maruice E. Stapley, "Attitudes and Opinions of
School Board Members in Indiana Cities and Towns," Bulletins
of the School of Education, XXVII, No. 2 (Bloomington:
University of Indiana, 1951).
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in most cases, superintendents and members of boards of
education were in agreement on the soundness of the educa-
tional practices listed.

Johnston,27 in his study in 1953, acquired the
opinioﬁs of school board members in Oklahoma concerning
certain principles of education. A questionnaire was mailed
to 400 board members of independent school districts in Okla-
homa. The respondents were to show degrees of agreement or
disagreement with sixty principles listed under the headings
of Business and Finance, Curriculum, Persohnel,'and Public
Relations,

It was found by Johnston that the majority of board
members in Oklahoma are drawn from agricultural occupations;
that all levels of formal edueation are represented by board
members; the length of service on boards of education is
similar to the national average for length of service of
board members, and voters tend to reelect their board mem-
bers. Little difference was found to exist between the
responses of board members representing the different occu=~
pations, different levels of formal education, and the dif-
feret lengths of service to the sixty principles of education.
It was found that boerd members, in general, have opinions
that are consistent with an educational program that is

adapted to the needs, interests, aptitudes and abilities of

27Johnston, op. cit.
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youth., It was also found that board members in Oklahoma
agree with sound principles of education to a greater ex-
tent than they dlsagree with them,

A study was completed in 1955 by Aebersold28 in
which he established as the major purpose of his study to
determiﬁe the nature of the scope of the rules, policies,
and practices of boards of education in relation to teacher
disabiliﬁies. The study was confined to 11 southern states
accreditéd by the Southern Assoclation of Colleges and
Secondary Schools which had a civil population of 2500 or
more, There were 974 such schools included in the study;
Personal interviews with experts in the field of education,
teacher welfare, and handicapped and disabled persons, and
survey of the literature formed the bases for the develop-
ment of criteria. Upon this criteria, a questionnaire was
developed and sent to 606 superintendents of schools, repre-
senting 62 péf cent of the schools., Some of the conclusions
which the study suggests are: (1) most superintendents are
willing to cooperate with any sound process which wiil assist
them in securing information upon which they may improve
their school systems; (2) certain mental and physical condi-
tions should bar one from the teaching profession; (3) handi-

capped persons are employable unless their handicaps hinder

2BCharles E. Aebersold, "Rules, Policies, and Prac-
tices of School Boards in Relation to Teacher Disabilitiesg”
(Unp?blished Doctor's dissertation, University of Indiana, .
1955 ). : :
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effective school duties; (4) sick leave days and accumulative
gick leave are provided, but in most cases are not adequate;
(5) school boards do not emphésize periodic physical exami-
naﬁions and complete records of health, injuries, and acci-
dents of teachers; (6) coverage by'workmen's éompensation
benefits would improve the status of temporary disability
provisions for teachers; (7) more uniformity in rules, poli-
cies, and practices of school boards in felation to teacher
disabilities needs to be establlished and practiced.

The purpose of a study completed by Caughran29 in
1956 was to gather data pertaining to socio-economic back-
grounds of Illinois board members, their attitudes toward
certain educational problems, and to determine'the relation-
ship between the respondents'! backgrounds and attitudes.
This was done by sending a questionnaire to 683 members of
the Illinois Association of School Boards. He found that
the average respondent was a married, white, forty-eight
year old male, and had one or two chlldren in school. The
median tenure on the board was six years; the median number
of pupils énrolled in the schoolvsystems the board members
served was 674; and, in the average school system, teachers
were pald on the basis of experience and training. The re-

spondents were engaged in business, in the professiohs, or

29Ray'W. Caughran, "The Socio-economic Backgrounds
and Attltudes of Illinois Public School Board Members" (un-
pubé%shed Doctor's dissertation, Northwestern University,
19560). '
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- in agriculture, and had completed high scheol. It was also
found that teachers ghould not have restrictions on their
personal lives, should be paid on the bases of need, respon-
sibilities, and competence. No significant relationships
were found to exist between socio-economic background, the
size of respondents' school districts, and expressed attitudes.
The problem of the investigation by Teal30 was to
determine the social background of selected local school
board ﬁembers in Pennsylvania and to discover what effect
certain factors in this background had in causing the board
members to adopt a conservative or libefal attitude toward
problems facing public education. In order to get the data,
a two-part questionnaire was developed. The first part re-
quested information about the social background of the board
members and the second part consisted of 67 statements ofi
educational problems to which each board member Was asked
to register agreement or disagreement. The statements in
Part II of the questionnaire had been validated by a jury
of 26 nationally known authorities in education.
Copies of the questionnaire were sent to 1,936 board
members. A summary of the data showed that the average board

member in Pennsylvania was a man of 47 to 48 years of age;

30421 c. Teal, M"Attitudes of Selected School Board
Members Concerning Problems Facing Public Education" (un-
pgg%%shed Doctor's dissertation, University of Pittsburg,
1 .
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married, and the father of two children both of whom were in
public school; was in one of the professions, had an income
of $6,000 annually, and owned his own homej he was a high
school graduate with some additional training beyond high
school; he had been on the board of education for seven
years.

Factors in the backgrounds of school board members
that seemed to have the greatest influence on liberal atti-
tudes were those that had the largest amount of formal edu-
cation, thosé in the professions, high annﬁal income, child-
ren in school; younger members tended to be more liberal
than older members. The agricultural and proprietor groups
seemed to show more conservatism in their attitudes.

Manwiller! made a study in which'he tested the hy-
pothesis that teachers and members of boards of education
agree on the behavior they think the community expects of
teachers. Data on expectations regarding teachers were se-
cured through an inventory consisting of a personal-data
sheet and a questionnaire of eighty-five statements on which
teachers and school board members were asked to give their
opinions on whether they thought the people would view cer-
‘tain behavior as acceptable or unacceptable for teachers.

A 95 per cent usable return was obtained from school board

_ 31Lloyd Manwiller, "Expectations by Boards of Edu-
cation Regarding Teachers as Members of the School Community"
{g?g?blished Doctor's dissertation, University of Wisconmsin,
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members and a 93.3 per cent return from the teachers.

The subjects of the study were 391 high school
teachers aﬁd 134 members of boards of education from twenty-
seven high school districts in south-central Wisconsin.

As a result of the findings, Manwiller concluded
that teachers and board members, when taken as total groups,
are in general agreement aé to the behavior they thought the
community expeeted of teachers. The areas of religious 1life
constituted the major area of inter-group agreement, the
areas of economic and civic life to a lesser degree, and
the areas of personal-family and soclal-recreational life
the least. About four-fifths of the teachers and nearly
three~fourths of the school board members thought people
make a distinction between behavior that is acceptable for
a teacher and that which is acceptable for any other member
of the community. Few large differences were noted on how
the respondents thought people regarded the behavior of the
two sexes. ©Some differences of oplnion were found in every
school district between the teachers and members of boards
of educatlon on the behavior they thought the community ex-
pected of teachers,

Porterfie1d32 sought to determine the extent of un-

derstanding and acceptance or rejection of certain fundamental

32James C. Porterfield, "Attitudes and Opinions of
School Board Members in Nebraska Concerning Dutles and Re=-
sponsibilities of Boards of Education" (unpublished Doctorts
dissertation, University of‘Nebraska,.1957§.
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duties and responsibilities of boards of education. He
selected eighty=-four principles in the areas of School Dis-
trict Organization, Sdhool Board Organization, Curriculum,
Personnel, School Plant, Business and Finance, and Public
Relations. The data for the study were obtained by use of
a questionnaire sent to 810 members of boards of education
of which 498 were returned. He found that 80 per cenﬁ or
more ¢f the respondents were in agreement with the authoritiles
on 65 of the 84 principles; 20 per cent or more of the re-
spondents were not in agreement with the authoritles on 19
of the 84 principles; the greatest disagreement with the
_principles was in the area of Curriculum, and the second
greatest 1n the area of Business and Finance. He coneluded
that the majority of the members of boards of education
expressed agréement with the majority of the selected princi-
ples of school administration; that there was sufficient lack
of agreement on a number of the principles to hamper good
educational programs; that board members in Nebraska seem
to possess their greatest degree of knowledge and understande
ing in the areas of School Plant and Public Relations.

The entire teaching loads of teachers in Oklahoma
High Schools in terms of dutles assigned or unassigned, were
determined by Shawe0 1n 1958, vThe teaching load reports of
2,701 Oklahoma teachers--1,354 male and 1,347 female--=who

_33Shaw, op. cit.
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performed regular teaching activities for more than half of
their teaching day were analyzed. Reports were grouped for
comparisoﬁ according to size of school, type of school or=-
ganization, sex of ceacher, subjeet field taught, county,
teaching fields, professional degrees,“}ears teaching exper-
ience, and activitles assigned. Schools were grouped into
four categories according to size in fernis of student member-
ship and three categories according to type of school organi-
zation, He found that all duties and assignments within and
without the school day should be included in the entire load
of the teacher. In each size of group and type of school
organizaﬁion, the range in loads was greater among the male
téachers than among the female teachers. Males were more
likely to carry extreme loads (slightly higher than loads
of females). The teaching loads of Oklahoma teachers com-
pared favofably with national norms. The male teacher was
more likely to receive added compensation for added duties.
The inequalities in teaching load might be due t inability,
reluctance, or unwiilingness on the part of che local dis-
trict to finance an adequate teaching staff.

Related general literature.--Much has been written

and published 1n educational textbooks, educational periodi-
cal literature, and state educationallpublications about the
general qualities, characteristics, understandings,and dedi-
cation to service needed by individuals who are serving or

aspire to serve as a member of a boérd of educatilon.
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Many treatises have been given to dealing with princples
»and practices; and the powers and duties of the boards of
education. >

Most writers seem to be in consensus that the typi-
cal board member should be above the average of the people
whom he represents; that only persons who have been suc-
cessful in their vocations and are highly respected by the
community should be elected to membership; that a high de-
gree of integrity, good judgment, understanding, coqperation,
and dedication are necessities. Probably the characteristics
most desired in a board member are: (1) a deep interest in
the local school system and its program and purposes; (2) a
strong concern and desire to improve the educational welfare
of the child.

Most writers seem to agree that even though there
is little official contact between board and teacher, the
trend seems to be in the direction of including more and more
teachers in the processes of policy-making, shaping proced-
ures, and helping to sélve the problems of the school.

Mcst believe these relationships to be highly desirable.

3bywarq G. Reeder, The Fundamentals of Public School
Administration (New York: The MacMillan Company, 1958),
pp. 63-86; Reeder, School Boards and Superintendents (New
York: The Macmillan Company, 1954), pp. 1-26; Grieder and
Rosenstengel, op. cit., pp. 101-130; National Education
Association, op. cit., pp. 47-83; Ordway Tead, "Freedom and
Interference in the Conduct of Education,™ Educational
Forum, XVI (November, 1951), pp. 5-15.
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The data in Chapter V shows the degrees of opinion
expressed by board presidents relative to the practices that
exist in the 244 school systems represented. These data also
reveal the. number of teachers employed.

Chapter III, IV, and V were devised and discussed
in order to show the findings that were believed to be
necessary for clarity and insight on the part of the reader
in examining Chapter VI, Following those tables that show
board presidents! opinions regarding personnel practices as
they should exist, the writer has sh6Wn the relationship that
exists between the characteristics of the respondents, the
existing personnel practices, and the nature of their opinions
of the preferred practices. Chapter VI also reveals those
instances where wide differences between opinions and prac--
tices are evidenced, thereby indicating areas of least agree-
ment between what is being done and what it is believed should
be done.

Chapter VII consists of a general summary of the
findings, the conclusions drawn from the findings, and cer-
tain recommendations that are made in view of the findings

of the study.



CHAPTER II

'RECOMMENDED POLICY AND PRACTICE IN ADMINISTERING
THE TEACHER PERSONNEL PROGRAM

The purpose of this chapter is to formulate certaln
statements of preferred practice in terms consistent with
those most commonly recommended in the educatlonal litera-
ture as being important to policy development and in local
practlce in the areas of teaching load, health of teachers,
leaves of absence, salaries, dismissals and resignations,
and retirement, thereby establishing a basis for the primary
points of concern and investligation in this study. Selected
for review here are recommendations by professional education
organizations, by authors of educational textbooks, and by
research studies in education that show consistent agreement

as to what should constitute sound teaching personnel practices.

Developing Personnel Policiles

The Commlttee on Tenure and Academic Freedom of the

National Education Association1 has stated that 1n recent

lcommittee on Tenure and Academic Freedom, Develop-
ing Personnel Policies (Washington, D. C.: National Educa-
tion Associatilon, 1958)

35
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years there has been an 1ncreésing interest in personnel
}policies which encourage and stimulate professional perform-
ance of the employees of a school system. The Committee
stated that "a lack of any board of education policies on
personnel matters, or the unawareness of them by the teach-
ers, 1f any such pollcies exist, 1s often the baslis of dif-
ficulty." The Committee continued by stating:
Policy making must be approached with attitudes

of mutual faith and good will. Cooperation and par-

ticipation are key concepts in the formulation of

practical personnel policies. Participation of all

people affected by the policles and procedures in-

creases the chances that they will be understood and

executed. . . . When established, the policies should
be written down and made available to all personnel.

Teaching Load

In dealing with the teaching load problem, the ad-
ministrator should not think of load as involving only the
classroom assignments. The dutlies of the teacher include a
wide variety of activities necessary_for the effective func-~
tioning of a school system.2

| According to Pittenger:3
At least part of the reason for considering work
loads at all is to protect workers from deterioration

and possible breakdown because of the unduly heavy de-
mands upon them. . . . the evils of excessive work

2leo M, Chamberlain and leslie W. Kindred, The
Teacher and School Qg%%gization (New York: Prentice-HEll,
2 bad °

Inc., 1949), pp. 221

3Benjam1n F. Pittenger, lLocal Public School Admin-
istration (New York: MecGraw-Hill Book Company, 19517,

pp‘ .1-68, 167 °
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1oads must be brought more clearly to the conséious-
ness of school administrators, school boards, and
communities.

Most writers seem to agree that a teacher's load
consists mainly € the number of classes taught dally, the
number of puplls pef class, the number of class preparations
necessary, the length of the class periods, and the extra-
teaching duties involved--supervising study halls and
extraclass activities.“ ,

Partly as a result of the National Education Asso-
ciation studies of 1938-395 and 1949-50,0 and partly because
of general concern in the profession, the NEA and its units
have expressed themselves vigorously about the teacher load

problem.

Class size.--It would appear that much thought and

much writing have been given to the problem of class size
in the loecal school systems, both at the elementary and the
secondary levels, In the past three decades the NEA Repre-
sentative Assembly has approved resolutions recommending

that class slze should not exceed 30 puplls. The NEA

YHari R. Douglass, Modern Administration of Second-
ary Schools (New York: Ginn and Company, 1954), p. 90.

DNational Education Association Research Division,
'Mhe Teacher Looks at Teacher load," Research Bulletin,
XVII, No. 5 (November, 1939), pp. 224=270.

‘ ONational Education Association Research Division,
"Peaching Load in 1950," Researeh Bulletin, XXIX, No. 1
(February, 1951), pp. 4-5T.
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Department of Classroom Teachers asked for a class size of
not more thah 30 pupils. In 1953, the NEA Department of
Elementary Sechool Principals urged that class size not ex-
ceed 25 pupils. In 1955, the NEA Commission on Teacher Edu-
cation and Professional Standards issued a policy statement
emphasizing classes of 25.7

Other writers have also expressed their views con~-
cerning class size. McKenna8 reported that during the past
15 years, studles by the Institute of Administration Re~
search, Teachers College, Columbia University, showed that
more educational creativity exists when classes are small.
Studies in the Institute have tended to set 20 to 25 as the
upper liﬁit of small classes, and 30 to 35 as the lower
limit of large classes.

Pittenger,9 in suggesting several steps for improv=-
ing teaching load conditions, rebommended.that elementary
.classes be kept well within a maximum of thirty pupils, and:
high school classes be kept within the maximum permitted by
standardizing and accrediting agencies. Concerning the

secondary school, Chamberlain and Kindredl© reported that

) TNational Education Association Research Division,
Nea and Teacher Welfare; Teacher lLoad," National Education
Assoclation Journal, XLV, No. 2 (February, 1950), PP, 90=97.

8Bernard H. MeKenna, "Great Learning in Smaller
Classes,” National Education Association Journal, XLV, No. 2
(February, 1956), Pp. 437-438.

9Pittenger, op. eit., pp. 167-168.

10Chamberiain and Kindred, op. eit., pp. 226-227.
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accrediting agencies generally recommend five daily class
sections per teacher as constituting a maximum load with a
maximum class size set at 30 pupils. Douglassll recommended
an average class size in the secondary school of 24 or 25
pupils. | »
 Clerical duties of the teacher.--In a 1957 report

by Jewettl2 concerning schools which he visited, it was con-
cluded that the keeping of school records and reports should
be assigned to non-teaching pérsonnel and free the teacher
to teach.

. 13 .

Christensen, in an article based upon a dectoral
dissertation at Wayne University, Detroit, Michigan, in 1955,
entitled, "The Utilization of Professional Manpower in
Teaching Profession,® concerning clerical duties of teachers
stated:

« « « boards of education might consider the possi-

bility of hiring less expensive help to carry on some
of these routine tasks in the classroom in order that
the teacher might then devote this time to more essen-
tial elements such as individual work, remedial in-
struction, pupil counseling, and small group work.

The NEA Department of Classroom Teachers, in 1956,

recommended some type of clerical help for classroom

llDou,glaSS, OD e Cito, De 94'

| 12Robert E. Jewett, "Why the Able Public School
Teacher Is Dissatisfied,™ Educational Research Bulletin

et

XXXVI, No. 7 (October 9, 1957), pp. 228-229. "

] . 13Paul E. Christensen, #Working-Sampling: A Strobos=-
copic View of Teaching," Educational Administration and Super-
vision, XLII, No. 4 (April, 1956), pp. 241, 243.
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teaghers.14
Pittenger,15 in suggesting some points as being
helpful in improving conditions for an overloaded staff,
stated that the school should provide émple clerical help
for teachers 1n keeping records and making reports.

Extraclass responsibilities.--There seems to be

evidence of a variety of practices relative to extr%class
responsibilities of teachers. However, it would seeﬁ that
many educational writers belleve that extraclass responsi-
bilities of teachers should be included in making up their
total teaching loads. Among the writers who advocate this
practice are Douglassl6 who states that "the extraclass re-
- sponsibilities in a school should be regarded as a part of
the teachers! assignments and should be considered in'de—
ﬁermining their total loads," and Chamberlain and Kindredl7
who believe that the supervision of special projects and
extraclass activities "are involved in the total load of
the teacher and must be taken into consideration when an

effort is made to measure and equate assignments."

14National Education Association, "NEA and Teacher
Welfare: Teacher Load," p. 97.

15pittenger, op. eit., p. 167.
16Douglass, op. ¢it., p. 96.
17chamberlain and Kindred, op. cit., p. 222,
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In the December, 1949, issue of School Executive,

Knox18 reported on a study of the New England states in
which it was found that, in general, the opinions indicated
it would be better to equalizé the load than to pay for
extra work.

As the result of a study in New York,l9 based on
405 questionnaire responses to the question, "What 1s the
presént policy and practice regarding compensation'for extra
services in the high schools of New York State?" the authors
were convinced that the services of teachers should not be
contracted for "piecemeal' and that salaries should be
arrived at on the basis of total duties assigned.

In May, 1949, a study was made by a committee on
teaching load appointed by the Kansas State Teachers Asso-
ciation.20 Of the recommendations that came from the com-
mittee as a result of the study, the one that dealt with
extra-curricular activities was:

Teachers be assigned to sponsor only activities for

which they have qualifications by training and experi-
ence, and that cooperative planning by teachers and

18ye1don R. Knox, "Extra Pay for Extra Work,"
School Executive, LXIX (December, 1949), pp. 41-42,

197ohn H. Shaw and George H. Krablin, "Extra pay

for Extra Services," The Researeh Quarterly of the American
Association for Health, Physical Educatlion and Recreatiomn,

XX1 (October 3, 1950), pp. 195-202.

2ONational Education Association Research Division,
"Peaching Load in 1950," p. 47. Taken from Kansas State
Teachers Association Committee on Teaching Load, "Teaching
Load in Kansas" (Topeka: The Association, 19493..,(M1meo-
graphed. ) .
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administrators precede all assignments of extra-curricu-
lum duties and responsibilities to the end that the load
be distributed equally. It 1s further recommended that
those activities which demand a continuous expenditure
of outside time be compensated for either in salary or

a lightened classroom schedule,

Of the assigning of extra-curricular responsibili--
ties, Pittenger®! suggested that "when new duties are de-
manded, readjust a teacher's work load to make room for
them; do not merely add them to an already full schedule."

Lesson preparation.--Two of the NEA units have re-

commended free time set aside for teachers to plan lessons
during the school day--the Department of Classroom Teachers
in 1956,°2 and the Commission on Teacher Education and Pro-
fessional Standards in 1955.23

Douglass24 is credited with a suggestion that seems
pertinent to this discussion. He suggested that subject-
matter loads required of teaéhers should not exceed four
daily sections if they are assigned study-halls or extra-
class duties. Even then, the total dally teaching load
should not exceed the eguivalent of five sections daily.

Fleld of competence.--Another tenet of the policy

statement in 1955 by the NEA Commilssion on Teacher Education

21Pittenger, loc. cit.

EENational Education Association, loc. cit.

231pid.

2L*Dougglass, op. cit., p. 93.
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and Professional Standards25 concerning teacher welfare,
advocated the assignment of teachers to their fields of
competency. Pittenger26 also suggested that teachers be
assigned to duties that are closely related to thelr inter-
ests,preparation, and experience.

Daily rest period.--From the same sources referred
to in theApreceding section2? came the recommendation that
every teacher should be provided some free time during each
gschool day for rest, and with a comfortable place to spend
the rest period.

Huggett and Stinett28-stated that experts agree that
some children cannot make satisfactory progress in growth
and development in the regular classroom and are a detriment
to the other echildren and the teacher. Therefore, they feel
that, whenever possible, problem children (mentally retarded,
soclally maladjusted, physically handicapped, etc.) should

be placed in speclal classes.

Health of Teachers‘

Local boards of education are responsible for

25National Education Association, loc. cit.
26Pi’ctenger, loc, cit.
2TIpid.; National Education Association, loe. eit.

28p1bert J. Huggett and T. M. Stinnett, Profes-
sional Problems of Teachers (New York: The Macmillan Com-
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-establishing provisions for an adequate health program in
its budgetary plans, The citizens of the community must
give attention to this matter, and in so doing, see that
the local board makes allocatlons large enough to sustain
the total health program of the school system. This program
must include provisions for the establishment and mainte-
nance of high standards of health of teachers, 29

Physical-examinations.--According to the American

Association for Health, Physical Education and Recreation,3O
it is becoming increasingly common for the school boards to
require annual physical examinations for all teachers,
Grieder and Rosenstengel,31 too, reported that many states
and local school systems are requiring all teachers to under-
go an annual physical examination.

Estabiishing regular perlods of time for health ex-
aminations at board expense constituted an important part

of the health program for teachers,32-

29George H. Baker, "Good Health for Teachers, "
National Elementary Principal, Twenty=-ninth Yearbook, XXX,
No. 1 (September, 1950), p. 50,

3QAmerican Association for Health Physical Educa-
tion, and Recreation, Department of the National Education
Association, Fit To Teach (1957 Yearbook), p. 107.

31calvin Grieder and William E. Rosenstengel,
Public School Administration (New York: The Ronald Press
Company, 1954), pp. 1l86=-137.

32Baker, op. cit., p. 53.
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Mental health.f-There seem to be several factors

involved which might serve to cause undue mental strain
upon the teacher. Stuit33 bpelieved one of the major con-
tributors to teacher maladjustment to be inadequacies in
recreational facilitiles.

In an article on the mental health of teachers in
a 1953 1ssue of the Secondary School Principals Bulletin, 3
it was stated that much can be done to prevent_causes of
ffustration on the part of teachers such as providing rest-
rooms for teachers separate from those of the pupils, and
providing short periods for relaxation and recreation durilng
the school day.

Even back as far as the NEA study of 1938, reported

in the Ninth Yearbook, Fit To Teach, Department of Classroom

Teachers,3> teachers and administrators ranked high as one
of the conditions detrimental to health lack of comfortable

restrooms for teachers,.

Ieaves of Absence

Sick Leave.--Stult reported that the most popular

form of administrative adjustment for illness is the sick

33Dewey B. Stuit, "Mental and Physical Health of
Teachers and Administrative Adjustments," Review of Educa-
tional Research, X, No. 3 (June, 1940), pp. 224-227.

34%The Teacher's Health," National Assoclation of
Secondary School Principals Bulletin, XXXVIL, No. 195 (May,

1953), pp. 23-29.

35Walter S. Monroe (ed.), Encyclopedia of Educational
Research (New York: The Macmillan Company, 1950), D. 1435.
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The policies of the board of education pertaining

36

leave.
to sick leave should, as advocated by Grieder and Rosensten-

"gpecify the number of days per year for which salary
will be paid to teachers because of illness.™ They also
stated®. . . the policies of boards of education should en-
courage teachers to remain out of school when they are ill."®

It seems that most writers recommend a provision in

sick-leave policy for unused sick leave to accumulate to a
specified maximum number of days as a follow-up to the regu-
lar annual sick-leave plan. For example, Chamberlain and
Kindred38 stated that the most significant among the sick-
leave plans is:

« « « the cumulative plan, which not only tends to
prevent malingering but at the same time makes provision
for extended periods of illness that cannot be covered
by the ordinary sick leave. If the teacher does not use
all the days allowed, those remaining are carried over
to the next year. This process continues until the
teacher has accumulated a specified maximum number of
days.

Pittenger39 expressed a definite feeling in favor of

the cumulative plan. He wrote that it tends to eliminate un-
necessary absence without stimulating the teacher to continue

at work when too i1ll to do so.

36Stuit, loc. cit,
37Grieder and Rosenstengel, op. cit., p. 222.
38Chamberlain and Kindred, op. cit., pp. 235-36.

39Pittenger, op. ¢it., pe 174.
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Other types of short-term leaves.~--Nearly all schools

allow leaves with pay for_such things as serious illnesses

or deaths in the teachers' immediate f‘amilies.uO Chamberlain
and Kandred,l’rl and Grieder and Rosensténgel42 seemed to agree
that leglitimate reasons for absence, other than personal
illness, should include serious 1illness or death in the -
teacher's ilmmediate family and attendance at educational
meetings, and these léaves should be granted with pay.
Grieder and Rosenstengel continued to say that such leaves
should not be included in the sick leave policy, but should
be considered separately.

There are other times when a teacher desires to be
absent for a personal reason. Among these are absences for
participation in ecivic affairs. According to Yeager,43 pro-
visions should be made for granting leaves for such activities
then necessary. However, Grieder and Rosens‘cengelmL held that
teaqhers who take part in such activitieé should not necessari-
ly receive pay for these days.

Long term leaves.--Leaves of absence, granted for a

comparatively long perlod, were found to be less common than

401pid., p. 173.
41chamberlain and Kindred, op. cit., p. 233.
42Grieder and Rosenstengel, loc. cit.

43wi111am A. Yeager, Administration and the Teacher
(New York: Harper and Brothers, 10547, pp. 220-221,

uuGrieder and Rosenstengel, loc. c¢it., p. 223.
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the short-term leave. The laws in most states do not make
" provisions for leaves pertalning to study'or travel; how-
ever, Grieder and Rosenstenge145 felt that ". . . good per-
sonnel policiles should glve serilous considération to long
leaves for study and travel, at half pay or more." They
continued by saying that "Extended leaves for professional
work would do much to impfove the status ofteaching'and
would stimulate growth among the teachers."

Yeager46 listed several poilnts to be included 1n a
policy on professional leave, among which was that of stipu-
lating a regular salary to be paid to the teacher during the
leave; but not to exceed a specified amount.

Pittenger47 reported that nearly all schools grant
maternity leaves 1if they employ married women, but general-
1y without pay. Maternity leaves, according to Yeager,48
can be defined on the grounds that maternity i1s an act of
God, Also, he stated that maternity leaves enable the re-
tention of the services of good teachers, and are usually
- without pay.

Substitute-teacher service.-~--According to Reeder',49

451pid.

46Yeager, loc., cit., p. 222.
MTPittenger, op. ¢it., p. 173.
48Yeager, loc, cit., p. 218,

Y9yard G. Reeder, The Fundamentals of Public School
Administration (New York: The Macmillan Company, 1958),
pp- 136"‘137. ) .
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"every board of education should adopt a set of rules and
regulations for Qperating a school system, and among these
rules‘and regulations should be provisions for the adminis-
tration of a substitute-teacher service. The necessity for
such a practice as this was also pointed out by Chamberlain
and Kindred>© together with the suggestion that the superin-
tendent or an administrative assistant should be responsible
for administering the substitute service. They stated that
only certified persons should be employed, and that an ap-
proved list of these qualified persons should be kept on
file, |

Reeder?! and Pittenger52 appeéred to be in agree-
ment on the practice of obtalning competent persons for the
various school subjects in order that an absent teacher's
lbad is not distributed among his colleagues.

There seem to be many varied methods for paying the
salary of the substlitute teacher. However, Grieder and
Rosenstenge153 contendedf -

Substitute teachers should be paid regularly, that

is, all persons performing service should receive their
pay at a retular time each month. The amount of pay

the substitute recelves should be based upon a salary
schedule provided for substitute personnel.

50Chamberlain and Kindred, loc. cit.
51Reeder, loc. cit,., p. 146.

52pittenger, op. cit., p. 167.

53Grieder and Rosenstengel, op. cit., p. 225.
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Sk expressed agreement with this practice when

Reeder
he stated that even though "no objection can be raised to
the practice of paying substitutes slightly less than regular
teachers, it would seem desirable for every school system to
formulate a schedule of pay which would take account of the

qualifications of the substitutes."

Salaries

The National Commission on Teacher Education and
Professional Standards55 believed that every responsible
administrative unit should establish a definite professional
salary schedule, arrived at cooperatively by the school
board, school administrators, and teachers.

Grieder and Rosenstengel56 reemphasized the place
of cooperative planning when it comes to saléry scheduling.
They contended that the problem of revising or making a salary
schedule should be worked out cooperatively by teachers, ad-
ministrators, and laymen.

Finally, included in the 1954 professional salary

statements of the National Commission on Teacher Education

5""B’.eeder, op. cit., P. 154.

' 55National Commission on Teacher Education and Pro-
fessional Standards, "Policies Relating to Salaries and
Teachers," The Journal of Teacher Education, III, No. 2
(June, 19527, p. 113.

56Grieder and Rosenstengel, op. cit., pp. 212-213.
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and Professional Standards,57 is the following:

The best interests of the children, the publiec,
and the teaching profession will be served if early
responsible administrative unit establishes definite,
professional salary schedules. The establishment and
essential revisions of such schedules usually will be
most satisfactory if arrived at cooperatively by
school boards, school administrators, and teachers.

L J L 4 L 4

Single-Salary Schedules.--The NEA reported from its

salary study of 1950-51,58 that when cities of all sizes
were combined, 97.1 per cent reported using a preparation-
type (single—salary) schedule. In the salary study of 1954~
55"59

used the single»salary schedule; and in the 1956-57 study,éo

the NEA found that 98 per cent of the cities reporting

it was found that the proportion’of any type of salary sched-
ule other than the single-salary type was negligible.
Pittenger61 reaffirmed the preceding fact by the

statement: MAcceptance of the single-salary schedule is so

57A1bert Jo. Huggett and T. M. Stinnett, Professional
Problgms of Teachers (New York: The Macmillan Company, 1956]),
po 12 . o : )

' 58National Education Association Research Division,
"Salaries and Salary Schedules of City-school Employees,
%352551," Research Bulletin, XXIX, No. 2 (April, 1952), pp.

59NEA Research Division, "Salaries and Salary Sched-
ules of Urban-school Employees, 1954-55," Research Bulletin,
XXXIII, No. 2 (April, 1955), p. 82.

6GNEA Research Division, "Salaries and Salary Sched-
ules of Urban-school Employees, 1956-57," Research Bulletin,
XXXV, No. 2 (April, 1957), p. 90. -

®1pittenger, op. cit., p. 151.
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nearly universal that the early arguments for énd against
it seem almost pointless.™
Most writers seemed to agree that the single-salary
schedule clearly implies an absence of "discrimination be-
tween the sexes.“62
The National Commission on Teacher Education and

63 believed that teachers of comparable

Professional Standards
preparation and experience should receive comparable salaries
regardless of sex or grade taught, without discrimination
between those in urban and rural schools. In addition to
that previously stated, the salary policies recommended
by the NEA64 were clearly opposed to differentiations based
on, not only sex, grade, taught, or residence, but also on
efficiency ratings, race, economic, or marital status.
Chamberlain and Kindred65 stated: "Certainly, equal
pay for equal ability preparation, and experience is an equi-
table principle to follow."

Pay on merit basis.--It has long been argued that

Ythe salaries of teachers and other professional school

621p14.

63Nationa1 Commission on Teacher Education and Pro-
fessional Standards, loc. cit, |

6ANEA Research Division, "Salaries and Salary Sched-
ules of City-School Employees, 1950-51," p. 38.

65Chamberlain and Kindred, o .'cit., p. 209.
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personnel should be based primarily on merit. . . . Against
the procedure, 1t 1s held that there 1s no satlsfactory ob-
n66

jective measure of a teacher's merit. . .

Pittenger67 quoted from the November, 1947, News
Bulletin for Classroom Teachers, NEA, in which the National
Classroom teachers Assoclation adopted the resolution:

Since no just system of rating teachers and admin-
istrators has yet been found, and since such systems
tend to destroy the friendly relationships which should
exist between teachers and administrators, rating should
be used only as a constructive measure during the pro-
bationary perilod.

Salary increments.--Generally speaking, automatic

increments should be continued at least as long as experi-
ence results in significant increases in efficienty.68

Pittenger69‘suggested the following principle as one
of the guildes to formulating and administering a salary

schedule:

Each class schedule should be set up in terms of
a minimum or starting salary, a maximum, and a series
of increments of advancement from the one to the other.
Increments should be sufficiently numerous to prolong
the stimulation and encouragement obtainable from

salary increases over a major portion of a teacher's
career,

60pittenger, op. cit., p. 153.

67 1piq.
68Reeder, op. cit., p. 169.
9pittenger, op. cit., pp. 155-156.
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Among the reasons for providing salary increments
beyond the automatic schedule is, according to Yeager,70
one which provides for -increased efficiency of teachers.

Extra pay for extra duties.--A major problem of

salary policy seems to lie in the paying for services ren-
dered by teachers beyond the normal teaching load. The NEA71‘
recommendéd that extra duties be divided equally among the
teachers rather than overload a few teachers and then pay
extra for extra work.

In a study under the direction of the Northeastern
States Commissioners of Education and the School of Educa-
tion of Rutgers Un:‘urersity,72 an attempt was made to dis-
cover guiding principles for establishing rules and regﬁla—
tions with respect to these practices. Some of the princi-
ples arrived at were in part: (1) Extra work should be
assigned on the basis of a teacher's qualifications as to

training and preparation; (2) Teachers should not receive

extra pay for after-school duties of a professional nature.

70Yeager, Op. cit;, p. 351.

71NEA Research Division, "Salaries and Salary Sched-
ules of City-school Employees, 1950-51," p. 44,

72Warren dJ. McClain, ®The Practices of Extra-Pay in
Secondary Schools in the Northeastern States," National

Association of Secondary School Principals Bulletin, XXXVIII,
No. 204 (October, 1954), pp. 97-99.
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Other salary considerations.--Hﬁggett and Stinnett?3

stated that among those individvals in a community that are
interested in teachers! salaries are the patrons, since they
pay the bllls and since their children recelve the services
of the teachers. Therefore, thé point made by Grieder and
Rosens‘cenge171‘L concerning the importance in the administra-
tion of a salary program, that the salary schedule be pub-
lished and made available to all persons concerned, seemed
to be a relevant consideration.

Offered in support of the practice of publicizing
the salary schedule for téachers was the recommendation by
Reeder!® that in order to enter into a successful campaign
for the purpose of increasing teachers' salaries, the facts
about existing salary conditions must be publicized and
made avaiiable to the pubilic. |

Another important consideration in the administra-
tion of salary schedules is that of determining the number
‘of checks which the teachers will receive during the school
year. Reedef76 believed that‘the arguments for paying

teachers on a twelve-month basis is "indisputable." He

T3Huggett and Stinnett, op. cit., p. 126.
Thgrieder and Rosenstengel, op. cit., p. 216.

75Reeder', op. cit., pp. 170-171,

: 76Ward G. Reeder, School Boards and Superintendents
(New York: The Macmillan Company, 1954), pp. 213-21L.
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stated that investigations showed that most teachers preferred
this plan over the plan for paying only during those months

taught.

Dismissals

Included in its statement of bhasic principles on
the dismissal of teachers for cause, the NEA Committee on

Tenure77 stated:

‘The right of dismissal should be in the hands of
the appointing board. _

Laws establishing indefinite tenure should provide
for the easy dismissal of unsatilsfactory or incompetent
teachers for clearly demonstrated causes. . . .

The proposed dismissal of a teacher on account of
incompetence or neglect of duty should be preceded by a
warning and specific statement in writing of defects.

In case of proposed dismissal, teachers should be
granted right of hearing.

Relative to the warning of teachers of their defects
before dismissal, Pittenger78 has said:

When dismissal is being considered, the worker should
generally be given warning, so that he may try to cor-
rect his fault, and, in case the dismissal is made, he
should always be given adequate notice. The worker should
also be notified of the reasons for the contemplated dis-

- missal and be glven opportunity for a hearing before the
board.

Reeder’9 reaffirmed this recommendation by the state-

ment :

TTNational Education Association, Committee on
Tenure, The Status of Teacher Tenure (Washington, D. C.:
National Education Association, 1933), p. 7.

78P1ttenger,_ op. cit., p. 159.

79Reeder, School Boards and Superintendents, p.

216,
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Except for criminal acts, teachers should be warned
and given an opportunity to improve thelr work before
they are dismissed. They should also be given the op-
portunity of being heard in thelr own defense. . . ,
When the state does not have such laws (tenure laws),
the school board should state 1ts tenure policy, ac-
cording to such principles, in its set of rules and
regulations.

Unless specified by state statute, YeagerBO stated'
that procedures for dismissal may be determined by local
school board policy. Such procedure should include:

An enumeration of the persons who bring the charges,

the nature of the charges, how they shall be presented
to the board, notices to be sent, what they shall con-
tain, when and how the hearing is to be held, and form

of action to be taken. . . . defects in procedure may
nullify an action or cause injustice, . . .

Resignations

81 1t was found that 14

In the NEA study of 1950-51,
per cent of the cities reporting accepted resignations of
teachers not later than March; 23 per cent not later than
April; 17 per cent not later than May; 13 per cent not later
than June; 19 per cent not later than July; 11 per cent not
- later than August; and, 3 per cent no definite time. Ac-

"~ cording to the‘Code of Ethics of the NEA,82 "A contract,

cnce signed, should be falthfully adhered to until it is

80Y€ager, op. cit., p. 472.

81NEA Research Division, "Teacher Personnel Pro-
cedures, 1950-51: Employment Conditions in Service," Re-
search Bulletin, XXX, No. 2 (April, 1952), p. 38. —

82\EA,. NEA Handbook for Local and State Associa-
tions (Washington, D. C.: The Assoclation, 1951), p. 350.
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dissolved by mutual consent. Ample notification should be
given both by school officials and teachers in case a change
in position is to be made."

Huggett and Stinnett83 believed that a teacher is
justified in asking to be released from a céntract if he
will materially better himself, if the request 1s made well
in advance of the opening of the school term, or if his.
position can be filled by a satisfactory replacement.

Reeder'g4 also believed that "school officials should
adopt a liberal attitude toward releasing employees from
ﬁheir contracts when the latter have occasion to request
1t, . . ." Grieder and Rosenstenge185 made almost the same
recommendation by stating that "a board of education should
be liberal in its attitude towafd releasing a teacher if the
position can be fillled without harm to the pupils.”

Yeager86

stated that procedures for resignations
should be consistent with the statutes where they exist.
Oklahoma Statute87 requires that a teacher must notify the

board of education in writing 1f he wishes to resign his

83Huggett and Stinnett, op. eit., p. 258.

8uReeder', The Fundamentals of Public School Admin-v
istration, p. 113.

85Grieder ahd Rosenstengel, op._cit., p. 199.
.86Yeager,‘og. cit., p. 188.

87School laws of Oklahoma, Art. VI, Sec. 88, par.
(e), 1959.
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position for the following school term.

Retirement

All the states now have state-wilide retirement sys-
tems. Practically all of the teachers in the United States
are now protected by some_type of retirement system. Teach-
ers retirement systems have been established primarily to
better teaching service as well as to improve the welfare
of teachers.88

In addition to the nation-wide participation by
states in a state retirement system, Yeager89 reported that
only about fifty cities and counties have local retirement
systems. Many of the states have made Federal Social Se-
curity avallable to teachers. Yeagef stated that further
study of the integration of local and state retirement SysS-
tems wlth Federal Socilal Security 1s needed if over-all im-
provement in the retirement benefits of teachers is to be
realized. However, he stated that in general the recom-~
mended policy is that of a strengthened state retirement
plan rather than an amalgamatilion of Federal Social Security
and state plans, |

Local and state teachers! associatlons have many

responsibilities where retiring teachers are concerned.

Local associations especilally have an obligation in this

88Reeder-, The Fundamentals of Public School Adminis-
tration, p. 1T74. '

89Yeager, loc. cit.
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regard, according to Yeager.90 Among these responsibilities
is that of helping older teachers prepare for retirement by
supplying information, etc., about retirement.

In a study of compulsory retirement in Michigan,
a statement of board policy was sought pertaining to com-
pulsory retirement. From the findings it was concluded
that "there be a difference between the compulsory retire-
ment age and the minimum retirement age prescribed by the
state retirement system."

72 stated that school boards usually set the

Reeder
compulsory retirement age somewhere between 65 and 70 years.
He believed that school boards should make few exceptions
to such a state or local regulation, but should retain the
right to continue in service by annual election any person
who is still efficient.

In a school opinion poll of school superintendents
from each state and from different size school districts,
it was found that "most school administrators favor a com-
pulsory retirement age for individual differences."™ Some

of the administrators pointed out that "the school board

should reserve the right £o make an exception to forced

90Yeager,.loc; cit., pp. 403-404.

91John M. Clifford, "What about the Compulsory Re-
tirement Age?® American School Board Journal, CXX, No. 6
(June, 1950), p. 21.

92Reeder, School Boards and Superintendents, pp.

216-217.
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retirement in cases where emergencies or issues of personal

health and vigor arise."93

Summary

From the foregoing review of educational literature,
the following statements of teaching personnel practices

| were developed. As previously stated, it was from these

statements that the basic items in the checklist were devel-

oped.

Personnel Policies

1. Boards of education should have written policies
pertaining to all aspects of the teacher personnel program
which have been arrived at cooperatively by the board of edu-
cation, administrators and teachers.

Teaching Load

: 2. Class size in the elementary and secondary
schools should not exceed 25 to 30 pupils.

3. Load for secondary-schoocl teachers should not
exceed five daily class sections.

L. The board of education should make provision for
ample clerical help for teachers in keeping records and re-
ports.

5. The extra-curricular duties of teachers should
be included in making up their total teaching loads; the
extra duties should be distributed equally with no extra

paye.

6. Teachers should be assigned only to the fields
for which they have qualifications~--training, experience,
interest, and competence.

93"Compulsory Retirement Age," The Nation's Schools,
LIII, No. 3 (March, 1954), p. 81. B
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7. Free time--the equivalent of one sectlon--should
be set aside dally for teachers for lesson planning.

8. Free time should be set aside during each school
day for a short, relaxation period for teachers.

9. Speclal classes should be provided for children
who are mentally retarded, emotionally maladjusted, physi-
cally handicapped, etc., in order to lighten the load of the
regular classroom teacher. _

10, A file of competent persons in the community who
can be called upon as substitute teachers should be kept Iin
the office of the administrative officer.

11. The salaries of substitute teachers shouwld be

based upon a salary schedule for substitute personnel,
taking qualifications into account.

Health of Teachers

12. All teachers should be reguired to take an an-
nual physical examlnation at board expense.

13. Restrooms should be provided for teachers separ-
ate from those of the pupils.

14, Comfortable and adequate facilities for relaxa-
tion and recreation should be provided for teachers.

15. Teachers should be encouraged to remain out of
school when they are 1il1l.

Leaves of Absence

16. Provisions should be made for a specified number
of days annually, at full pay, for which teachers may be
absent due to personal illness.

17. Unused sick leave should be allowed to acecumu-
late to a specified maximum number of days for extended
periods of personal illness.

18. Leave-of-absence policies should allow a speci-
fied maximum number of days for absences, with pay, for such
things as serious 1illness or death in the teacher's immediate
family, attendance at educational meetings, and participation
in civic affairs. The days absent for such leaves should not
be deducted from the teacher's regular sick leave.
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.19. Long-term leaves should be granted teachers
for the purpose of doing advanced study or traveling. A
specified amount of pay should be granted the teacher during
the leave.

20, Provisions should be made for granting mater-
nity leave to married, women teachers but without pay.

Salaries

21. A single-salary schedule should be developed
and worked out cooperatively by the board of education,
administrators, and teachers, giving equal pay for equal
qualifications and service, without differentiation between
sex, grade taught, or race.

22. The payment of automatic salary increments
should be made on the basis of years of service and should
extend beyond the automatic salary schedule for as long as
the teacher shows evidence of increased efficiency.

23. The salary schedule should be published and
made avallable to all concerned--this should include the
public. _

' 24, Teachers' annual salaries should be paid on a
twelve-check basls if they desire.

Dismissals

25. A teacher whose contract is not to be renewed
for the following term should be notified of the action in
writing by the board of education. The notice should con-
tain a statement(s) or the reason(s) for the dismissal.

26, The proposed dismissal of a teacher should be
preceded by a warning and a specific statement in writing
of the defects. The teacher should be given ample time in
which to attempt to correct the faults before dismissal.

27. The teacher should be given the opportunity for
a hearing before the board in his own defense.

28. The board of education should have specific
written procedures to follow in dismissal proceedings.
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Resignations

29, A teacher should be released from a contract
if the request 1s made well in advance of the opening of
the school term and 1f a satisfactory replacement can be
found.

'30. Teachers should be required to submit resigna-
tions in writing to the board of education.

Retirement

31. State retirement plans should be strengthened
in order to adequately provide for teachers rather than an
integration of local, state, and federal retirement systems.

32. The local teachers' association should provide
special services to help older teachers prepare for retire-
ment. '

33. There should be a difference between optional
and compulsory retirement ages of teachers. The compulsory
retirement age should be somewhere between 65 and 70 years.

34. Boards of education should retain the right to
continue in service by annual election any person who has
reached the compulsory retirementage but is still efficient.



CHAPTER IIX

CHARACTERISTICS OF OKLAHOMA

SCHOOIL BOARD PRESIDENTS

The purpose of tﬁis chapter is to show the extent
to which certain characteristics prevail within the ranks
of presidents of boards of education in Oklahoma--character-
istics that are believed to be significant varlables in this
study. Such characteristics as age, occupation,-le§e1 of
Tormal education, years of service on boards of education,
and chlldren in school, present or past, are of concern here.
As indicated in Chapter I, "occupation" is used to
designate the economic activity thatvis one's 1ife—work;
"formal education' refers to the level or grade at which
the respondents ended school attendance; '"length of ser-
vice" is used to designate the total number of years that
a respondent has served on a board of edﬁcation; and,
"ehildren in school” refers to children of the respondent
Who are attending eilther elementary.or secondary school at

-present or have attended such in the past.

65
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Certain Characteristics of 244 School Board
Presidents 1n Oklahoma

The data in Table 2 show the distribution by number

and per cent of the board presidents among five age groups.

TABLE 2
AGES OF 244 OKLAHOMA SCHOOL BOARD PRESIDENTS

B e —
oo

Ages Number Per Cent
21 - 29 0 : 0.0
30 - 39 46 18.9
4o - 49 122 50.0
50 - 59 58 .23.8
60 & over 18 7.3
Totals 244 100.0

The ages of the 244 respondents ranged from 33 years to 68

years with none reported in the 21 through 29 age group.

'One hundred twenty-two--50,0 per cent--of the 244 respondents

are to be found in the 40 through 49 age group with a median

age of 44,7 years, which is approximately one year less than

the median age of U45.6 years for all the presidents reporting.
Table 3 shows the number and per cent of 244 board

presidents in Oklahoma in each of ten occupational groups.

Of the 244 presidents reporting, 50.8 per cent listed thém-

selves as farmers, and 19.3 per cent listed themselves as
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TABLE 3

OCCUPATIONS OF 244 OKLAHOMA SCHCOL BOARD PRESIDENTS

Occupations Number Per Cent
Professional, technical
and Kindred Workers 16 6.6
Farmers and Farm
Managers 124 50.8
Managers, Officials, and
Proprietors, except Farm L7 19.3
Clerical and Kindred
Workers 9 3.6
Sales Workers 12 5.0
Craftsmen, Foremen,
and Kindred Workers 16 6.6
Operatives and
Kindred Workers 10 Lel
Private Household
Workers 0 0.0
Service Workers, except
Private Household 5 2.0
Farm Laborers and
Farm Foremen 0 0.0
Laborers, except
Farm and Mine 3 1.2
Housewife 2 0.8
Totals 241 100.0
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managers, officials, or proprietors. Farmers and managers
total over 70 pef cent of all the board presidents with the
remaining 30 per cent being distributed among the other
eight occupational groups. It is noteworthy that the group
had no farm laborers or domestic employees as occupations
reported.

The levels of formal education completed by the 24k

board presidents are shown in Table 4, .Over half of the

TABLE 4

FORMAL EDUCATION OF 2u4 OKLAHOMA
SCHOOL BOARD PRESIDENTS

Level Completed Number Per Cen%
Elementary,
Grades 1 through 6 20 8.3
Junior High School,
Grades 7 through 9 34 13.9
Senior High School, :
Grades 10 through 12 133 54.5
College, Grades 13 34 13.9
through 16
Post~graduate, 23 9.4

more than Grade 16

Totals - oLl ' 100.0

respondents--54,5 per cent-~-reported that they had completed
senior high school., Of the 244 board presidents reporting,

there is almost an equal distribution below and above the
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senior high school level. However, there 1s a slightly
greater percentage repqrted above the senior high ééhool
level--college and post-graduate, 23.3 per cent--than
reported below the senior high school level--elementary
and junior high school, 22.2 per cent.

In Table 5 are found dates that reveal that almost
half of the 244 board presidents, 46.3 per cent, have served
from l.through 5 years on a board of education; about one-
third, 32.8 per cent, have served from 6 through 10 years;
and the remaining 20.9 per cent have served more than 10
vears. The range in service was from 1 through 32 years,

with a median of 7.0 years for the 244 presidents as a whole,

TABLE 5

TENURE OF 244 OKLAHOMA SCHOOL BOARD PRESIDENTS
ON BOARDS OF EDUCATION

Years on Board Number Per Cent

1- 5 113 46.3
6 - 10 80 32.8
11 - 15 4o . 16.4
16 - 20 6 2.5
21 - 25 2 ' 0.8
26 - 3 1.2

Totals 244 100,0
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Inasmuch as the Oklahoma School Law1 provides for
the election of board members for a five;year term of office,
1t should be noted that 46.3 per cent of the 244 respondents
are serving their first ferm in office, or have just completed
their first term; 32.8 per cent are serving in their second
term, or have just completed 1it; 16.4 per cent are serving in,
or have served, a third term; and, the remaininglu,S per cent
are in the fourth, fifth, or sixth terms.

Over three-fourths of the board presidents reported
that they have chilldren in elementary of secondary school,
75.4 per cent. The data, as shown in Table 6, also include
a report of the number and percentage of the presldents having

had children in school in the past, 23.4 per cent.

TABLE 6

SCHOOL ATTENDANCE OF CHILDREN OF 244 BOARD
PRESIDENTS IN OKLAHOMA

Time of Attendance Number Per Cent
Presently 184 75.4
Previously 57 23.4
Never ' 3 1.2
Totals 244 100.0

1

The Oklahoma School Code, 1959, Art., IV, Sec. 44,
par. (a), p. 32.
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Of the 24l presidents reporting, it should be noted
that 1.2 per cent reported children in school neilther
presently nor in the past. |

Table 7 shows comparisons of the 24l board presidents
in Oklanoma by levels of formal education, number of years
service on the board of education, ages, occupations, and
childreh in school, presently, previously, or never.

The median years of service ranged from 5.8 years
for college graduates to 9.6 years for those who completed
elementary school. With an increase in the level of formal
education completed, the median years of service were generally
less. The range in medlan years is from 43.1 years for college
graduates to 50.5 years for those that have completed junior
high school. The median ages are lower at the Senior High
School, College, and Post-graduate levels than at the Elementary
and Junior High School levels.

The number of board presidents having children in
school at present ranges from 66.7 per cent to 78.8 per cent.
These data seem to bear a direct relationship to median ages--
the lower the median ages, the more children presently in
school. By the same token, the higher the median ages, the
greater the number that reported children in school in the
past.

Farmers dominate the occupational groups reporting
except the post-~graduate group. The professlional and man-

agerial occupations increase in number as the level of formal
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TABLE 7

TENURE, AGE, OCCUPATION, AND SCHOOL ATTENDANCE OF BOARD
PRESIDENTS BY LEVEL OF EDUCATION COMPLETED

School
Attendance
of Children

Levels of Formal
Educatlon
Completed

Total Number
Presidents
Median Ages
Present

Previous

Never
Occupations

§O Median Tenure
o | by Years

=

1

=
-3
o
'_l

Farmers
Craftsmen
Laborers
Operatives
Manager
Service Worker

=
)
®
3
D
o]
ot
W
H
<
\Y]
o}

n

Junior High 33 7.5 50.5 24 8 1 Farmers
Managers
Clerical
Operatives
Craftsman
Housewife
Laborer

Sales Worker

Senior High 134 7.0 44,8 1@ 30 2 Farmers
Managers
Craftsmen
Clerical
Operatives

3 Professional
Service Workers

Housewife

R IVEN
VOV W I HHDOWND - =D W D

W

Farmers
Managers

Sales Workers
Professional
Service Worker

College 33 5.843,126 7 O

g

RO SO

Post-
graduate 23 6.5 47,118 5 0

—

Professional
Managers
Clerical
Sales Worker
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education becomes higher.

Summary
The 244 board presidents reported ages that were

classified into five age groups. The 40-4L9 age group pre-
dominated with 122 or 50.0 per cent reporting; the second
largest number'was reported in the 50-59 age group with 58
or 23.8 pervcent; L6 were reported in the 30-39 age group,
accounting for 18.9 per cent; 18 presidents, 7.3 per cent;
reported themselves to be 60 years of age or older; ahd
finally, no board president reported himself to‘be less
than 33 years of age. The median age of all presidents
reporting was 45.6 years.

The occupations reported by the board presidents
were classified into ten broad occupational groups. The
farmer group predominated with 124 or 50.8 per cent; man-
agers, officials, and proprietors were second in number
with 47 or 19.3 per cent; remaining were 16 craftsmen, 16
professional workers, 12 sales workers, 10 operatives, 9
clerical workers, 5 service workers, 3 laborers, and 2
housewives. None of the presidents classified themselves
as private household workers or farm laborers.

The most common level of formal education completed
by the board presidents was reported by 133 or 54.5 per cent
to be senior high school. Fifty-seven, or 23.3 per cent, of

the presidents reported that they had completed college or
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post-graduate work, and 54 or 22,2 per cent reported that
they had completed elemeﬁtary of Junior high school,

Thus it can be seen that over half have completed
senior high school with the remaining number being distrib-
uted almost equally above and below this level.

Tenure on boards of education, as reported by the
2hli poard presidents, ranged from 1 to 32 years with a
median.of 7.0 years. The majority of the presidents have
served three terms or less. Almost half of the 244 presi-
dents have just completed or are in their filrst term as a
board member,

Three of every four board presidents reported that
they have children in elementary or secondary school at the
present time., Of the remaining one-fourth, 57 or 23.4 per
cent have had chlldren in elementary or secondary schdol in
the past, and onliy 3 or 1.2 per cent have never had children
in school,

Thus the most outstanding characteristics of the 244
board presidents are that half are included within the 40-49
age range, a majorlty are farmers, a majority are senior high
school graduates, a majority have served two terms of less,
and a majority have children presently attending elementary

or secondary schools.



CHAPTER IV

PERSONNEL PRACTICES IN 244 INDEPENDENT
SCHOOL DISTRICTS IN OKLAHOMA

The purpose of this chapter 1s to show, by size of
school district, the degree of exlistence or non-existence
of certain personnel practices in the 244 independenf school
districts of Oklahoma as reported by the presidents of the
boards of education on the first section of thérchecklist.
Theée data are thereby used in partial development of this
study.

The data that are shown in Tables 8 through 19 re-
veal, in comparative numbers and percentages, the degree of
existence or non-existence of personnel practices as they
pertain to teaching load; in Tables 20 through 24 are data
showlng the degrees .of response to practices pertaining to
the health of teachers; Tables 25 through 35 show data that
characterize practices pertaining to leaves of absence;
salary practices are shown in Tables 36 through 40; Tables
41 through 46 and Tables 47 thrdugh 49 show dismissal prac-.
tices and resignation practices, respectively; and Tables 50

and 51 reveal data showing certalin retirement practices as

75
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reported by the 244 board presidents.

Personnel Practices Pertaining
to Teaching Load

Table 8 shows that distribution of the 244 board
presidents who reported the exlstence or non-existence of
specific written policies pertalning to teaching load in
their respective school systems. The range 1n the percentage
reporting the existence of such a practice was from 3.5 per
cent in the systems having less than 10 teachers, to 33.3
per cent in the systems with 100 or more teachers. The data
show that the percentage of the schooi boards having written
' policies tend to increase as the size of the systems becomes
wlarger. Only about one president in every filve reported the

board had written policies.

TABLE 8

SCHOOL BOARDS WITH SPECIFIC WRITTEN POLICIES
PERTAINING TO TEACHING LOAD

Written No Written
Size of System by Policles Policies Total
Number of Teachers
Per Per

Number Cent Number Cent

- 10 1 3.5 28 96.5 29
10 - 24 23 19.3 96 80.7 119
25 - 49 15 27.3 40 72.7 55
50 - 99 7 28.0 18 72.0 25
100 - | 4L 33.3 12 66.7 16

Total 50 20.5 194  79.5 24l
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The joint pianning of teaching load by the principal
and the teachers is reported in Table 9 to be ﬁhe predomin-
ant practice in school systems of all sizes by a ratio of
more than 3 to 1. It should be noted that 2 board presldents
‘did not respond to this question, and 7 reported that the

teaching load is planned and assigned by the superintendent

only.
TABLE 9
PLANNING AND ASSIGNMENT OF TEACHING LOADS
Principal
-Principal and Superintendent
Size of Only Teachers Only
System by Total
Number of Per Per Per
Teachers Number Cent Number Cent Number Cent
- 10 4 14.3 21 75.0 3 10.7 28 *
10 - 24 21 17.8 93  78.8 4 3.4 118*
25.‘,”9 13 23.6 4o 76.4 0 0.0 55
50 - 99 8§ 32.0 17 68.0 o 0.0 25
100 - 6 37.5 10 62.5 o 0.0 16
Total 52 21.5% 183 75.6% 7 2.9% PUox*

¥* ;
Two board presidents did not respond. Percentages

are based on 242 responses.
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Tables 10, 11, and 12 show practices pertaining to
the substitute-teaching service. Table 10 points out that
84 per cent reported that a list of qualified substitute
teachers was kept in the administrative offices. This
practice was reported by all the presidents representing

school systems of 50 or more teachers.

TABLE 10
SUBSTITUTE TEACHER LISTS

Lists on File No Lists on Fille
Size of System

by Per Per Total
Number of Teachers Number Cent Number Cent

- 10 19 65.5 10 34.5 29
10 - 24 92 77.3 27 22,7 119
25 - U9 53 96.4 2 3.6 55
50 - 99 25 100.0 0 0.0 25

100 - 16  100.0 0 0.0 16
Total 205 84,0 39 16.0 2ui

Table 11 indicates that over half of the systems,
58.6 per cent, pay substitute teachers a fixed remuneration
for services, 18 per cent pay according to experilence and
raining, and 23.4 per cent pay in some other manner. The
latter specified several methods of determining substitute

teachers' pay, such as, paying the same amount as received



TABLE 11

DETERMINATION OF SUBSTITUTE TEACHER'S SALARY

Size of System by Number of Teachers

Practice - 10 10 - 24 25 - 49 50 - 99 100 - Total
No. % No. % No. % No. % No. % . YNo. %

Training & :

Experience 6 20.7 22 18.5 8 14,5 5 20,0 3 18.8 44 18.0

Fixed Amount 14 48.3 67 56.3 35 63.6 17 68.0 10 62.4 143 58.6

Same as : '

Teacher's 4 13.8 7 5.9 2 3.7 0 0.0 0 0.0 13 5.3

Same as

Minimum

Schedule 0 0.0 0 0.0 5 9.0 1 4.0 3 18.8 9 3.7

Paid by _

Teacher 2 6.9 8 6.7 3 5.5 0 0.0 0 0.0 13 5.3

2/3 of

Teacher?s

Salary 1 3.4 0 0.0 0 0.0 1 4,0 0 0.0 2 0.8

3/4 of

Teacher's

Salary 0 0.0 3 2.5 0 0.0 1 4,0 0 0.0 4 1.6

Not

Specified 2 6.9 12 10.1 2 3.7 0 0.0 0 0.0 16 6.7

Total 29 100.0 119 100.,0 55 -100,0 25 100.0 16 100.0 244 100.0

6L
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by the regular teacher; paylng aﬁ amount equal to the mini-
mum salary schedule, the teacher paying the substitute; and
paying a specified fractional part of the amount pald the
regular teacher. Sixteen respondents checked the "other"
response to this item but did not specify how the saiary
of the substitute teachers was determined.

It is shown in Table 12 that the substitute teachers
used by the 244 school systems are usually qualified per-
sons from outside the school. Over 38 per cent of the board
presidents reported the practice of always employing persons
outside the school for substitute teaching; 57.4 per cent
reported that they usually did so; and less than 1 per cent
reported that they never follow this practice,

Sending students to a study hall when the regular
teacher is absent was reported by 62.3 per cent of the re-
spondents as the practice least employed in their school
systems; secondly, 61.9Aper cent reported never utilizing
students in the upper grades as substitute teachers; and
the third practice least employed--45.1 per cent--was that
of distributing an absent teacher's assignments among the
other teachers.

One of the ways in which teachers! loads can be
reduced is to provide special classes for pupils who are
mentally retarded, exceptionally bright, physically handicapped,
or have speech defects. Table 13 presents a distribution of

the types of special classes provided by the 244 school



TABLE 12

PRACTICES IN PROVIDING FOR TEACHER ABSENCE

Size of System by Number of Teachers

Practice - 10 10 - 24 25 - U9 50 - 99 100 - Total

No. % No. % No. % ~ No. % No. % No. %

Substitute outside School: ‘
Always 6 6.4 31 33.0 28 29.8 18 19.2 11 11.6 QU 38.5

Usually 19 13.6 82 38.6 27 19.3 7 5.0 5 3.5 140 57.4
Seldom bLooohhy 5 55.6 0 0.0 0 0.0 0 0.0 9 3.7 &
Never 0 O.'o 1 100.0 0 0.0 0 0.0 0 0.0 1 LA
Absent Teacher's Load
- Distributed among Staff
Always 0 0.0 O 0.0 0 0.0 0 0.0 0O 0.0 0 0.0
Usually L 4o.0 6 60.0 0 0.0 0 0.0 0 0.0 0 0.0
Seldom 16 12.9 76 61.3 22  17.7 & L.8 4 3.3 124 50.8

Never 9 8.2 37 33.6 33 30.0 19 17.3 12 10.9 110 45.1



TABLE 12--Continued

Size of System by Number of Teachers

Never

13

Practice - 10 10 - 24 25 - U9 50 - 99 100 - Total
No. % No. % No. % No. % No. % No. %
| Student in Upper
Grades Used
Always 0O 0.0 0 0.0 0 0.0 0 0.0 o 0.0 o 0.0
Usually O 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0
Seldom 15 16.1 60  64.5 12 12.9 i 4.3 2 2.2 93  38.1
Never 14 9.3 59  39.1 43 28.5 21 13.9 14 9.2 151 61.9
Absent Teacher's Students
Sent to Study Hall
Always 0O 0.0 0 0.0 0O 0.0 0 0.0 0 0.0 0 0.0
Usually O 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0
Seldom 13 14.1 56  60.8 17 18.5 3 3.3 3 3.3 92  37.7
16 10.6 63 ° 41.5 38 25.0 22 14.5 8.4 152  62.3




TYPES OF SPECIAL CLASSES

TABLE 13

Size of System by Number of Teachers

gg:géié - 10 10 - 24 25 - 49 50 - 99 100 - Total
RE:——__%_- No. No. % No. % No %  No %
Mentally Retarded
Yes 1 3.5 11 9. 9  16.4 8 32.0 15 93.7 44 18,
No 28 96.5 108 90. L6 83.6 17 656.0 1 6.3 200 82.
Exceptionally Bright |
Yes 3 10.3 5 b, 1 1.8 5 20.0 10 62.5 24 9.
No 26 89.7 114 95. 54 98.2 20 80.0 6 37.5 220 90.
Physically Handicapped
Yes 2 6.9 11 9. 7 12.7 12 48.0 12 75. Ly 18.
No 27 93.1 108 90. 48 87.3 13 52.0 4 25.0 200 82.
Speech Defects
Yes 2 6.9 9 7. 6 10.9 9 36.0 14 87.5 4o  16.
No 27 93.1 110 92. 49 89.1 16 2 12.5 204 83.

64.0

€8
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systems represented. The percentage of school systems
that provide for special claéses ié by far greatest among
the systems of 100 or more teachers. Provisions for the
mentally retarded and the physically handicapped are most
common to all the 244 school systems--18 per cent in each;
classes for students with speech defects are provided for
by 16.4 per cent of the systems; and 9.8 per cent of the
systems provide for the exceptlionally bright. The number
following the practice of providing for special classes
generally increases as the size of the school system
increases, |

The most common practice in assigning extra-curricu-
lar responsibilitles to teachers was reported fo be that of
including them in the total teaching load. As shown in
Table 14, 41.8 per cent practice this, with 31.1 per cent
assigning extra-curricular duties above the teachers' regular
teaching loéds with no extra pay, and 27.1 per cent reporting
extra-curricular duties over and above the teachers' regular
teaching loads with extra pay. As the 244 presidents reported,.
the practice of including the extra-curricular assignments in
the total teaching load is most common among the school systems
having from 10 to 24 teachers. This group also shows the
greatest percentage giving no extra pay-for extra duties. The
systems having 100 or more teachers, when qompéred with the

other systems represented, most frequently pay extra for extra

duties.
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TABLE 14

ASSIGNMENTS AND CONSIDERATIONS FOR
EXTRA-CURRICULAR RESPONSIBILITIES

No Extra Pay

Considered in Extra Pay for for
~Size of Total Load Extra Duties Extra Duties
System by Total
Number of Per Per Per
Teachers

Number  Cent Number  Cent Number Cent

- 10 9 31.0 11 ‘38.0 9 31.0 29
10 - 24 53 Wi 5 23 19.3 43 36.2 119
25 - 49 23 41.8 16 29.1 16 29.1 55
50 - 99 11 Li o S 36.0 5 20.0 25
100 - 6 37.5 7 43.8 - 3 18.7 16

Total 102 41.8 66 27.1 76 31.1 24l

Table 15 reveals that less than one-third, 31.6 per
cent, of the.board presidents reported provisions for a
dally rest period for teachers with a comfortable place to
spend it. It should be noted that this practice is by far
most common among the school systems having 100 or more |
teachers--68.7 per cent reported provisions for a period of
rest for teachers, as compared with from 24.1 per cent to 40.0

per cent in the other groups.
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TABLE 15

SCHOOL SYSTEMS THAT PROVIDE A DAILY
REST PERIOD FOR TEACHERS

Rest Period No Rest Period

Size of System Total
by Per Per
Number of Teachers Number Cent Number Cent
- 10 7 24.1 22 75.9 29
10 - 24 28 23.5 91 76.5 119
25 - L9 22 40.0 33 60.0 55
50 - 99 10 0.0 15 60.0 25
100 - 11 68.7 5 31.3 16
Total 78 31.6 166 68,4 244

Table 16 indicates that over half, 55.7 per cent, of
239 presidents reported that the prevailing practice in their
scheool systems is to provide one hour during each school day
for lesson preparatioh. More than one hour is very uncommon
among the school systems represented. Of the thﬂrespondents,
5 reported that they did not know what the practices were in
their school systems pertaining to lesson preparation. Also,
of the 239 reporting, 18 reported a one-hour period for high
school teachers for lesson planning and no time provided for
elementary teachers, 2 in the group having less than 10

teachers, and 4 in each of the other four groups.
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TABLE 16

TIME PROVIDED DURING SCHOOL DAY FOR TEACHERS
TO MAKE LESSON PREPARATIONS

Time for Preparation

Size of

System by One Hour Two Hours No Time
Numb f Total
umber o Per Por Pom
Teachers

Number Cent Number Cent Number Cent

- 10 12 42.9 2 7.1 1 50.0 28
10 - 24 64 55.2 5 4.3 Ly 40.5 116
25 -~ 49 33 60.0 2 3.6 20 6.4 - 55
50 - 99 12 50.0 0 0.0 12 50.0 ol
100 - 12 75.0 0 0.0 4 25.0 16

The data found in Table 17 are based on 242 responses,
2 respondents reported that they were unfamiliar with the
practice in their school systems concerned with aspects of
clerical help for teachers., Of the 242 responding, 138,
57.0 per cent, reported that no help was provided for teachers
in'keeping records and making reports. Of those that 4did
report provisions for some type of clerical help, about one
system of each four‘provided part-~time student help, approxi-
mately one ;&stem out of five provided administrative assistance,
and one of every eight utilized secretarial help for teachers

in their clerical duties.
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TABLE 17
PROVISIONS FOR CLERICAL HELP FOR TEACHERS

Sgigzmogy Non-teaching Administrative Students None
Number of Personnel Personnel
- Teachers
- 10 1 7 10 16
10 - 24 6 19 25 75
25 - 49 14 18 15 25
50 - 99 5 4 9 vool2
100 - b 1 3 10
Total 30 L9 62 138
Per Cent 12.4 20,2 25.6 57.0

As shown in Table 18, almost all, 87.3 per cent, of
the 244 presidents repdrted that teachers in the districts
which they were assigned, as nearly as possible, to their
fields of interest, preparation, and experience. Only 6.6
per cent reported that teachers wefe assigned, in every
instance, to their fields of competencies. Another 6.1 per
cent were found to follow the practice of assigning teachers
to any duties for which a teacher is needed, regardless of

interest, preparation, and experience.



89
TABLE 13
ASSIGNMENT OF TEACHERS TO THEIR FIELDS OF COMPETENCE

Where Needed,

In Every As Nearly' Regardless of
Size of . Instance as Possible Competence
System by Total
Number of Per Per Per
Teachers Number Cent Number Cent Number Cent
- 10 2 6.9 25 86.2 2 6.9 29
10 - 24 8 6.7 101 84.9 10 8.4 119
25 - Ug 2 3.6 51 92.8 2 3.6 55
50 - GG 4 16.0 20 80.0 1 4,0 25
100 - 0 0.0 16 100.00 o 0.0 16
Total 16 6.6 213 87.3 15 6.1 24l

The data presented in Table 19 reveal that 92.é per
cent, of the independent school districts represented have a
class size of 35 or fewer pupils in their elementafy schdols.
The remaining 7.8 per cent reported having classes of more
than 35 pupils. A class size of 25 -.30 was repofted in 40.6

per cent of the school systems.



TABLE 19
CLASS SIZE IN THE ELEMENTARY SCHOOLS OF THE 244 SCHOOL SYSTEMS

Size of Class

Size of ‘
ﬁgigzg gg . 20 - 25 25 - 30 30 - 35 35 - 40 - Over L0 Total
Teachers

No. % No. % No. % . No. % No. %
- 10 15 51.7 12 41.4 0 0.0 2 6.9 0 0.0 29

10 - 24 28  23.5 4L 37,0 38 31.9 T 5.9 2 1.7 119

25 - kg 8 14.5 26 47.3 17  30.9 3 5.5 1 1.8 55

50 - 99 1 4,0 10 40,0 13 52.0 1 4.0 0 0.0 25
100 - 0 0.0 7 43.8 6 37.5 3 18.7 0 0.0 16

06

Total 52  21.3 99 40,6 74  30.3 16 6.6 3 1.2 2Ll
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Practices Pertaining to the Health of Teachers

Table 20 indicates that approximately three of every
four board presidents reporting revealed that the board of
education had no specific written policies pertaining to the

health of teachers.

TABLE 20

SCHOOL BOARDS WITH SPECIFIC WRITTEN POLICIES
PERTAINING TO THE HEALTH OF TEACHERS

Written No Written
Size of System Policies Policies

by Total

Number of Teachers Per ' Per

Number Cent Number Cent
10 - 24 22 ~18.5 97 81l.5 119
25 - 49 16 29.1 39 70.9 55
50 - 99 14 56.0 11 Li,0 25
100 - 9 56.3 7 43.7 16
Total | 63  25.8 181 Tho2  2Uh

Periodic medical examinations of teachers, as a

- board requirement, is very uncommon in the school systems
represented here. As shown by Table 21, of the 244 presidents
reporting, only 9.8 per cent reported following such a
practice. Of this 3.8 per cent reporting in the affirmative,

less than 1 per cent required teachers to take a medical




SCHOOL SYSTEMS REQUIRING MEDICAL EXAMINATIONS OF TEACHERS

TAB

LE 21

Examinations Required

Size of ,
System by Examinations
Number of At Board's Expense At Teacher's Expense Not Required Total
Teachers No. % Frequency No. % Frequency No. %
- 10 0 0.0 0 2 6.9 1 Annually 7 93.1 29
' 1 Every 5 years
10 - 24 1 0.8 1 Every 5 yrs. L 3.4 1 Annually 114 95.8 119
3 On Renewal :
Teach. Cert.
25 - 49 1 1.8 1 On Renewal 7  12.7 3 Annually 47 85.5 55
Teach. Cert. 3 Every 2 yrs. :
1 On Renewal
Teach. Cert.
50 - 99 0 0.0 0 6 24.0 3 Annually 19 76.0 25
” 1 Every 2 yrs.
2 Every 5 yrs.
100 - 0 0.0 0 3 18.8 3 Annually 13 81.2 16
Total 2 0.8 22 9.0 220 90.2 241

(4
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examination at the board's expense. Of the two presidents

-

reporting the practice of the board paying for teachers!
examinations, one reported an examination required every

five years, and one reported an examination required upon
renewal of the teacher's certificate. It was also reported
by 9.0 per cent of the presidents that the teacher was
responsible for the cost of his medical examination, with
eleven requiring examinations annually; four, every two years;
three, every five years; and four, upon renewal of a teaching

certificate.

TABLE 22
SCHOOL SYSTEMS PROVIDING SEPARATE RESTROOMS FOR TEACHERS

Provide Separate Restrooms

. Do Not
Size of Provide
System by Male and - Male Female Separate Total
Number of  Female Only Only Restrooms

Teachers

No. % No. % No. % No. %

- 10 0 0.0

10 - 24 15 12.6

25 - L9 10 18.2

50 - 99 10 40.0

100 - 12 75.0

3.5 2 7.0 26 89.5 29
0.0 7 5.9 97 81.5 119
1.8 11 20.0 33 60.0 55
0.0 3 12.0 12 48.0 25
0.0 1 6.2 3 18.8 16

o O +H O

Total 47 19,3 2 0.8 24 9.8 171 70.1. 244
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Table 22 reveals that 29.9 per cent of the school
systems represented provided restrooms for teachers separate
from those of the pupils. Of this number, approximately 2
of every 3 systems made separate restrooms avallable for both
male and female teachers. This practice was more common in
the larger school systems,

In Table 23 it is shown that facilities for relaxa-
tion and recreation for teachers are provided by 33, or 13.5
per cent, of the 244 school systems. The range 1s from 3.5
per cent in systems with less than 10 teachers to 36.0 per

.cent in systems with 50 through 99 teachers.

TABIE 23

SCHOOL SYSTEMS PROVIDING FACILITIES FOR
RECREATION AND RELAXATION FOR TEACHERS

Provide Do Not Provide
Size of System Pacilities Facilities
by Total
Number of Teachers Per Per
Number Cent Number Cent
- 10 1 3.5 28 96.5 29
10 - 24 10 8.4 109 91.6 119
25 - U9 9 16.4 46 83.6 55
50 - 99 9 36.0 16 64,0 25
100 -~ L 25.0 12 75.0 16

Total 33 13.5 211 86.5 ol
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Table 24 reveals that 72.5 per cent of the 244
presidents reported that the practice in their school sys-
tems was to encourage teachers to remain out of school when
they are 111. This practice was more prevalént in the

larger school systems.

TABLE 24

SCHOOL SYSTEMS IN WHICH TEACHERS ARE ENCOURAGED
TO REMAIN OUT OF SCHOOL WHEN ILL

Encouraged to Not Encouraged

Remain OQut to Remain Out
Size of System of School of School
by Total
Number of Teachers Per Per
Number Cent Number Cent
- 10 19 65.5 10 34.5 29
10 - 24 79 66.4 40 33.6 119
25 - 4g 41 T4.5 14 25.5 55
50 - 99 23 92.0 2 8.0 25
100 - 15 93.7 1 6.3 16
Total 177 72.5 67  27.5 24

Practices Pertaining to Leaves of Absence

The data in Table 25 show that 61.9 per cent of the
244 presidents reported that the boards of education had no
specific written policies pertaining to leaves of absence.

The systems that reported having written policies were found
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most often in the 50-99 teacher group.
TABLE 25
DISTRICTS HAVING WRITTEN LEAVE OF ABSENCE POLICIES

Written No Written
Size of System Policies Policies
by Total
Number of Teachers '
Per Per
Number Cent Number Cent
- 10 5 17.2 24 82.8 29
10 - 24 47 34,5 78 65.5 119
25 - 49 21 38.2 34 61.8 55
50 - 99 16 64,0 g 36.0 25
100 - - 10 62.5 6 37.5 16
Total 93 38.1 151 61.9 244

Table 26 reveals that approximately one-fourth of the
244 school syStems.represented provided maternity leaves of
absence for married, women teachers. Of the 58 presidents re-
porting this practice in their systems, 27 reported provisions
for one semestef (2 pay in full, 4 pay in part, and 21 allow
no péy), and 31 reported provisions for two semesters, but
only one makes any payment to the teacher. The bércentages
providing for maternity leaves ranged from 13.8 per cent in
systems with less than 10 teachers to 44.0 per cent in systems

with 50 through 99 teachers.



TABLE 26

SCHOOL SYSTEMS PROVIDING MATERNITY LEAVES FOR TEACHERS

Maternity Leaves

Size of No Matefnity
System One Semester Two Semesters Leaves Total
by Number
of Teachers P
Number c er Full Part No Full Part No Number Per
ent Cent
- 10 L 13.8 0 1 2 0 0 1 25 86.2 29
10 - 24 23 19.6 1 2 13 O 0] 9 96 80.7 119
25 - U9 ' 13 23.6 0 1 5 0 0 7 42 76.4 55
50 - 99 11 L o 1 0 2 0 0 9 14 56.0 25
0 1 0 1 5 9 56.2 16

100 - 7 43.8 0

L6

Total 58 24,2 2 Y 21 0 1 31 31 75.8 244
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Tables 27, 28 and 29 show the extent of the emer-

gency-leave practice in the 244 school systems represented.

TAB

1LE 27

SCHOOL SYSTEMS GRANTING EMERGENCY LEAVES TO TEACHERS

Size of Emergency Leave No Emergency Leave
System by Total
Number of
Teachers Number Per Cent Number: Per Cent
- 10 12 414 17 58.6 29
10 - 24 68 57.1 51 42.9 119
25 - 49 38 69.1 17 30.9 55
50 - 99 17 68.0 8 32.0 25
100 - 13 81.2 3 18.8 16
Total 148 60.7 96 39.3 2LY

Table 27 reveals that well over half--60.7 per cent--of the

=
systems provided leaves for teachers due to emergencies.

The data shown by Table 28 reveal that more than two thirds--

68.9 per cent--of the school systems deducted time used for

emergency leaves from the teacher's regular, annual sick

leave.

It should be noted that the prevalence of this prac-

‘tice in the small systems is similar to that of the larger

systems.

Table 29 shows the number of days and the rate of

pay allowed by the 46 systems which do not deduct time for
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TABLE 28

SCHOOL SYSTEMS DEDUCTING EMERGENCY LEAVE
FROM SICK LEAVE

Deducts from Does Not Deduct

S?i%Zmogy Sick Leave from Sick Leave
Number of Total
Teachers Number Per Cent | Number Per Cent
- 10 T 58.3 5 4.7 12
10 - 2l 54 79.4 14 20.6 68
25 - 49 22 57.9 16 ho.1 38
50 - 99 10 58.8 T 4bi.2 17
100 - g 69.2 4 30.8 13

Total 102 68.9 46 31.1 148

emergency leaves from annual sick leave. The median number
of days granted for emergency leaves by the 46 systems is
4,7 days annually with full pay being the most common prac-
tice.

Tables 30 and 31 show the extent of sick leave and
accumulation of sick leave in the 244 systems represented.
Table 30 reveals that slightly less than two-thirds of the
board presidents reported that thelr teachers were granted
sick leave. The practice of granting full payfbr a specified

number of days annually for personal illness of teachers
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TABLE 29

NUMBER OF DAYS AND PAY ALLOWED BY SYSTEMS FOR EMERGENCY
'LEAVES NOT DEDUCTED FROM SICK LEAVES

s
Number of Days
Allowed .
Full Part None Number Per Cent
1 3 .O 0 3 6.5
2 2 o 0 2 4.3
3 11 0 0 11 23.9
5 15 1 1 17 37.0
6 1 0 0 1 2.2
7 0 1 0 1 2.2
8 1 o 0 1 c2.2
9 1 0 0 1 2.2
10 3 0 1 4 8.6
20 1 2 -0 3 6.5
30 1 0 0 1 2.2
35 1 0 0 1 2.2
Total 40 4 2 46 100.0

ranged from 48.3 per cent in the school systems employing
less than 10 teachers to 81.2 per cent reported in systems

with 100 or more teachers. Table 30 also shows the number
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TABLE 30
SCHOOL SYSTEMS GRANTING SICK LEAVE AT FULL PAY

Leave Leave
Size of with without
Pay Pay
System b
Ngmber og' - Total
Teachers
Number
No. % No. % of Days No. %
Allowed
- 10 14 48.3 6 42.9 5 15 51.7 29
4L 28.7 3
1 7.1 7
1 7.1 9
1 7.1 10
1 7.1 20
10 - 24 67 56.3 29 43,2 5 52 43,7 119
13 19.3 3
9 13.3 10
3 4.3 7
2 2.9 2
2 2.9 4
2 2.9 15
1 1.4 6
1 1.4 8
1 1.4 12
1 1.4 14
1 1.4 15
1 1.4 20
1 1.4 27
1 1.4 60
25 - 49 43 78.2 22 s51.2 5 12 21.8 55
4 9 20.9 3
7 16.3 10
2 4,7 2
1 2.3 4
1 2.3 . 9
1 2.3 15
50 - 99 20 80.0 10 50.0 5 5 20.0 25
4 20.0 3
2 10.0 10
1 5.0 7
1 5.0 20
1 5.0 No 1imit#
1 5.0 Varies*.
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TABLE 30-~Continued

Leave
Leave with Pay without
Size of Pay
System by Total
Number of Number
Teachers No. % No. % of Days No. %
Allowed :
100 - 13 81.2 3 23.1 3 3 18.8 16
: 3 23.1 5
2 15.3 20
1 7.7 6
1 7.7 8
1 7.7 10
1 7.7 14
1 7.7 18
Total 157 64.3 157 87 35.7 244

*Not used in figuring median days.

of systems in each group by the number of days of sick leave
provided. The medlan days of sick leave allowed by the 157
systems for which teachers received full pay was 4.1 days
annually. The number of days allowed ranged from 1 to 60,
Table 31 shows that of the 157 systems providing for
an annual sick leave for teachers, 24.2 per cent of these
allow unused sick leave to accumulate to a specified maximum
humber of days. Here, the range was from 14.3 per cent in
the systems with less than 10 teachers to U46.2 per cent in
the systems employing 100 or more teachers. It should be
noted that none of the groups reported that as many as half

of their systems allowed unused sick leave to accumulate.

- The number of sick-leave days that teachers might accumulate



103

“TABLE 31

SCHOOL SYSTEMS ALLOWING ANNUAL SICK LEAVE TO ACCUMULATE

Sick Leave ‘Accumulates

Sick lesave

Does Not
Size of Accumulate
System by Total
Number of S
Teachers No. .of
No. %  No % Days Pay No. %
: Allowed
- 10 2 14.3 1 50.0 10 Full 12 85.7 14
1 50.0 20 Full
10 - 24 16 23.9 8 50.0 15 Full 51 76.1 67
3 18.7 20 Full
2 12.5 10 Full
2 12.5 30 Full
1 6.3 18 Full
25 - 49 7 16.3 3 L2.8 15 Full 36 83.7 43
1 14.3 6 Full
1 14.3 10 Full
1 14.3 20 Full
1 14.3 30 Full
50 - 99 7 35.0 2 25.7 10 Full 13 65.0 20
2 25.7 20 Full
1 14.2 15 Full
1 14,2 21 Full
1 14,2 30 Full
100 - 6 46.2 1 16.7 15 Part 7 53.8 13
2 33.2 30 Full
1 16.7 30 None
1 16.7 35 Full
1 16.7 60 Full
Total 38 24,2 38 119 75.8 157
Median 15.1
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ranged from 6 to 60. The median number of days allowed to
accumulate by the 38 systems was 15.1, with full pay for the

absence being the most common practice.

Only 13.5 per cent of the 244 board presidents re-
ported, as shown by Table 32, that thelr school systems made
provisions for long-term leaves for teachers to do advanced
study during the regular school term. Of the 33 systems pro-
viding for professional—improvement leaves, 32 provided for
no pay for teachers while on leave. The most céﬁmon practice
was to allow 2 semesters for doing advanced study (29 reported
this practice, 2 reported allowing 4 semesters; and 2 reported

allowing only 1 semester).

TABLE 32

SCHOOL SYSTEMS PROVIDING SABBATICAL LEAVES
FOR ADVANCED STUDY

No '
Sabbatical Leaves Sabbatical
Size of leaves
System by -
Number of No. of Total
Teachers yo, % No. % Semesters Pay No. %
Allowed
- 10 0 0.0 0 0.0 0 --=~ 29 100.0 29
10 - 24 10 8.4 8 80.0 2 None 109 91.6 119
1 10.0 4 None
1 10.0 1 None
25 - Ug 7 12.7 6 85.7 © None 48 87.3 55
1 14,3 ‘1 Full
50 - 99 8 32.0 8 100.0 2 None 17 68.0 25
100 - 8 50.0 7 87.5 2 None - 8 50.0 16
' 1 12.5 4L None

Total 33 13.5 33 ’ 211 86.5 24k
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The data presented in Table 33 indicate that long-
term leaves for travel were very uncommon in the 2#4 school
systems represented. Only 2.9 per cent allowed such leaves
for teachers. The most common practice was to allow 2 se-
mesters at no pay. Four of the 7 districts providing travel

leave were in system that employ 100 or more teachers.

TABLE 33
SCHOOL SYSTEMS PROVIDING LEAVES OF ABSENCE FOR TRAVEL

Size of - No Leaves
System by Leaves Provided Provided
Number of
Teachers Number of Total
No. % No. % Semesters Pay No. %
Allowed
- 10 0 0.0 0 0.0 0 —_—— 29 100.,0 29
10 - 24 0 0.0 0 0.0 0 —— 119 100.0 119
25 - L9 1 1.8 1 100.0 1  None 54 98.2 55
50 - 99 2 8.0 1 50.0 1 None 23 92.0 25
1 50.0 2 None
100 - L 25.0  }, 100.0 2  Nome 12 75.0 16
Total 7 2.9 7 237  97.1 244

Approximately one in every four of the 244 school sys-
tems are shown by Table 34 to'provide leaves for teachers for
the purpose of attending professional education meet ings.

This practice was most common in systems of 100 or more
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TABLE 34

SCHOOL SYSTEMS PROVIDING LEAVES OF ABSENCE FOR TEACHERS
TO ATTEND PROFESSIONAL EDUCATION MEETINGS

No Leaves

Leaves Provided Provided
Size of
System by Total
Number of : No. 4
Teachers No. % No. % of Days ©Pay No. %
Allowed
- 10 4 13.8 3 75.0 3 Full 25 86.2 29
, 1 25.0 10 Full
10 - 24 23 19.3 9. 39.1 3 Full 96 80.7 119
5 21.7 5 Full
3 13.0 10 Full
2 8.7 10 Part
1 .4 15 Full
1 .4 20 Pull
2 8.7 Number Full
Needed*
25 - 49 15 27.3 g 60.0 -3 Full 40 72.7 55
3 20.0 Number Full
Needed*
1 6.7 5 Full
1 6.7 5 Part
1 6.7 10 Full
50 - 99 g 36,0 Lo 44,5 10 Full 16 64,0 25
3  33.3 Number Full
Needed*
2 22.2 3 Full
106 = 8 50.0 3 37.5 5 Full 8 50.0 16
3 37.5 10 Full
1 12.5 3 Full
1 12.5 Number Full
Needed*
Total 59 24,2 59 185 75.8 244
*¥Not included 1in figuring the median.
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teachers. The range in number of days allowed was from 3 to
20. However, it should be noted that 9 board presidents re-
ported the practice of allowing the teachers the number of
days needed without any specified maximum. The median num-
ber of days allowed was 4.7. Fifty of the 59 presidents re-
porting that their systems granted leaves for attending edu-
cational meetings, also reported that teachers were paid in
full while on these leaves, 5 were reported to allow part
pay, and 4 reported no-pay provisions.

Leaves of absence for participation in civic activi-
ties were found to be very uncommon in the 244 school systems.
Table 35 shows that only 12.3 per cent of the system had es-
_tablished leaves for civic activities. This practice was found
to Dbe ieast common among the systems having less than 10
teachers and most common among systems having 25 - 49 teachers.
However, the latter group reported only slightly more than
one-fifth, 21.8 per cent, of their systems allowed leave for
participation in civic activities. Of the 30 presidents re-
porting that thelr systems provided leave for civic affairs,
24 paid full salaries to the teachers whilé on leave, 4 paid
in part, and 2 did not pay. The number of days allowed for
leaves ranged from 3 to 15 with 3.0 days being the medién num-
ber of days granted. However, of the 30 systems, 10 were re-
ported to allow leaves but did not specify a maximum number

of days.
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TO PARTICIPATE IN CIVIC AFFAIRS
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"TABLE 35

Size of

Leaves Provided

No Leaves
Provided

System by
Number of
Teachers

No.

No.

%

No.
of Days Pay
Allowed

No.

Total

10 - 24 10

25 - 49 12

100 - 3

3.4
8.4

21.8

16.0

18.8

= BN DU e OO e

H =2 W

100.0
40.0

20,0
20.0

33.3

10 Full

3 Full

5 Full
Number Full
Needed*

3 None

15 Full

3 Full
Number Full
Needed*

3 None

3 Part
Number Part
Needed*
Number None
Needed¥*

Number Full
Needed*
3 Full

5 Full
Number Full
Needed*

28

109

L3

21

13

84.0

81.2

29
119

25

16

Total 30

12.3

30

‘2114

87.7

hh

*Not

used in calculating median.




109

Practices in the 244 School Systems
Pertaining to Salaries

The single-salary schedule, as shown by Table 36,
was used by more than 4 of every 5, 81.1 per cent, of the
244 school systems represented here. The percentages that
used this form of salary scheduling seemed to be approxi-
mafely equal in all sizes of systems wilth the exception of
the 25 - 49 group which was reported as hiving only 70.9

per cent of the systems using the single-salary schedule.

TABLE 36
SCHOOL SYSTEMS USING A SINGLE-SALARY SCHEDULE

Single-Salary No Single-Salary
Size of Schedule Schedule

Nmoer of Total

Teachers Number Per Cent Number  Per Cent
- 10 24 82.8 5 17.2 29
10 - 24 99 83.2 20 16,8 119
25 - U9 39 70.9 16 29.1 55
50 - 99 22 88.0 3 12.0 25
100 - 14 87.5 2 12.5 16
Total 198 81.1 46 18.9 244

Table 37 reveals that very few of the 244 systems,
12.3 per cent, do not pay teachers on a twelve-month basis.
The range in the per cent of systems that pay on a twelve=-

month basis was from 79.3 per cent in the systems employing
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TABLE 37

SCHOOL SYSTEMS PAYING TEACHERS
ON A TWELVE-MONTH BASIS

—

Pay on Twelve- Do Not Pay on

Size of Month Basis Twelve-Month Basis
System by : Total
Number of
Teachers Number Per Cent Number Per Cent

-~ 10 23 79.3 6 20.7 29

10 - 24 102 85.7 17 14,3 119

25 - 49 50 90.9 5 9.1 55

50 - 99 oU 96.0 1 4,0 25
100 - 15. 93.7 1 6.3 16
Total 214 87.7 30 12.3 244

less than 10 teachers to 93.7 per cent in the systems of 100
or more teachers.

Preparation of the salary schedule by thevboard and
the superintendent was almost a universal practice among the
244 systems as reported by the board presidents and shown in
Table 38. This practice was found in 86.8 per cent!orf all
systems; 10.7 per cent reported that the teachers were also
included in the planning of the schedule; and 2.5 per cent
included laymen in the planning process. Among all sizes of
systems, the 25 ->49 teacher group reported the highest
percentage~--92.7 per cent--that followed the pradtice of

confining schedule making to the board and superintendent;
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TABLE 38
THE PREPARATION OF SALARY SCHEDULES

‘ Board, Super-
Board and  Board, Super- intendent,

Size of Superinten-  intendent, Teachers, and

System by dent Teachers Patrons _ Total
Number of

Teachers yo ¢ No. % No. %

- 10 24 82,8 5 17.2 0 0.0 29

10 - 24 101 84,.9 15 12.6 3 2.5 119

25 - 49 51 92.7 k4 7.3 0 0.0 ' 55

50 - 99 23 9.0 1 4.0 1 4.0 25
100 - 13 8l.2 1 6.3 2 12.5 16
Total 212 86.8 26 10.7 6 2.5 244

The systems with less than 10 teachers showed the highest
percentage--l7,2 per cent--following the practice of including
téachers in the planning process; and systems with 100 or more
teaéhers showed the highest percentage of all groups in the
prgctice of including teachers and laymen in the planning of
the salary schedule.

Table 39 shows the numbers and percentages of 24l
school systems which annually publish their salary schedules
in local newspapers. Of all systems represented, 17.2 per
cent publish their schedules and 82.8 per cent do not. The
50 - 99 teacher group is showh to have one in five that

publish their schedule, and the 100-and-over teacher group
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TABLE 39

SCHOOL SYSTEMS WHICH ANNUALLY PUBLISH THEIR SALARY
SCHEDULES IN LOCAL NEWSPAPERS

Size of Publish Schedule Publigg gggedule |
Vamoor of Total
Teachers Number Per Cent Number Per Cent
- 10 y 13.8 25 86.2 29
10 - 24 19 16.0 100 84.0 119
25 - 49 10 18.2 L5 81.8 55
50 - 99 5 20.0 20 80.0 25
100 - L 25.0 12 75.0 16
Total 42 17.2 202 82.8 244

1s shown to have one in four that publish the schedule.

As shown in Table 40, the prevailing practice in
the 244 school systems seems to be that of not paylng salary
increases beyond the increment schedule established by the
state--75.4 per cent of the presidents reported negatively.
HoWever, 24.6 per cent of the systems reported the practice
of paying increases based on either merit (16.0 per cent).

or on service (8.6 per cent).
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TABLE 40
SCHOOL SYSTEMS THAT PROVIDE ANNUAL SALARY INCREASES

FOR EFFICIENT TEACHERS BEYOND THE
STATE INCREMENT SCHEDULE

Increases Provided

Size of
System by Based on Based on No Incrgage
Number of Merit Service Provide T
otal
Teachers
Per Per Per
Number Cent Number Cent Number Cent
- - 10 5 17.2 3 10.3 21 72.5 29
10 - 24 20 16.8 7 5.9 92 77.3 119
25 - 49 8 1k.5 4 7.3 43 78.2 55
50 - 99 4  16.0 2 8.0 19 76.0 25
100 - 2 12.5 5 31.3 9  56.2 16
Total 39 16.0 21 8.6 184 75.4 244

Practices Pertaining to the
Dismissals of Teachers

The absence of specific written policies pertaining
to the dismissals of teachers is shown in Table 41 to be found
in 139, 57.0 per cent, of the 244 systems. Written dismissal
policies were found most frequently in the 50 - 99 teacher

group; 64.0 per cent were reported to have such policies.

Attention should be directed to the 100-or-more teacher group.
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TABLE 41
DISTRICTS HAVING WRITTEN DISMISSAL POLICIES

Size of Written Policies No Written Policies
System by Total
Number of
Teachers Number Per Cent Number Per Cent
- 10 8 27 .6 21 - . 72,4 29
10 - 24 b7 39.5 72 60.5 119
25 - 4g 28 50.9 27 49.1‘ 55
50 - 99 16 64.0 9 36.0 25
100 - 6 37.5 10 62.5 16
Totai 105 43,0 139 57.0 24l

This group 1s second only to systems having less than 10
teachers in the percentage of 1ts systems having no written
dismissal policies~-62.5 per cent.

Tables 42 and 43 show data that are concerned with
how teachers are notified of their dismissals. It is shown
that 181, T4.2 per cent, of the 244 systems reported always
following the practice of the board notifying the teacher,
in writing, of the latter's dismlssal. The same number and
percentage existed for the systems that reported never fol-
lowing the practice of the superintendent notifying a teach€y
verbally, of his dismissal.
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TABLE 42

SCHOQOL SYSTEMS IN WHICH TEACHERS ARE NOTIFIED,
OF THEIR DISMISSALS

IN WRITING,

Frequency
Size of
System by Always Usually Seldom Never Total
Number of
Teachers
No, % No. % No. % No. %
- 10 21 72.5 3 .10.3 3 10.3 2 6.9 29
10 - 24 85 T71.4 8 6.7 12 10.1 14 11.8 119
25 -~ 49 43 78.2 2 3.6 4 7.3 6 10.9 55
50 - 99 19 76.0 1 4,0 1 4,0 4 16.0 25
100 - 13 81.2 0 0.0 0 0.0 3 18.8 16
Total 181 T4.2 14 5.7 20 8.2 29 11.9 244

Twenty-nine boards, 11.9 per cent, never notify a

teacher, in writing, of his dismissal, but rather, he is

always notified verbally of his dismissal by the superin-

tehdent.

notifying in writing but seldom notifying verbally.

Fourteen boards, 5.7 per cent, reported usually

Twenty

boards, 8.2 per cent, reported seldom notifying in writing

but usually notifying verbally.
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TABLE 43
SCHOOL SYSTEMS IN WHICH TEACHERS ARE NOTIFIED

VERBALLY, BY THE SUPERINTENBENT,
OF THEIR DISMISSALS

Frequency
Size of
Syst b
Ngib:? o? Always Usually Seldom Never
Teachers Total
No. % No. % No. % No. %
- 10 2 6.9 3 10.3 3 10.3 21 72.5 29
10 - 24 14 11.8 12 10.1 8 6.7 85 T1.4 119
25 - 49 6 10.© L 7.3 2 3.6 43 78.2 55
50 - 99 4 16.0 1 4,0 1 4,019 76.0 25
100 - 3 18.8 0] 0.0 0 0.0 13 81.2 16

Total 29 11.9 20 8.2 14 5.7 181 Th.2 24%

Table 44 indicates that over half, or 54.9 per cent,
of the 244 presidents reported that in every case when a
teacher is notified of his dismissal, he is provided with a
statement of the reason(s) for the dismissal action. About
one in every four of the 244 boards, 25.4 per cent, were re-
ported to occasionally state the reason(é) for dismissal,
and approximately one in every five boards never state their

reason(s) for dismissing a teacher.



117

TABLE 44

THE FREQUENCY WITH WHICH WRITTEN NOTICES OF DISMISSAL

STATE THE REASON(S) FOR THE ACTION

Stated in Stated Never
Size of Every Case  Occasionally Stated
System by ’ Total
Number of Per Per v Per
Teachers Number Cent Number Cent Number Cent
- 10 16 55.2 9 31.0 4 13.8 29
10 - 24 54 Ls .4 38 31.9 27 22.7 119
25 - 49 40 72.7 9 16.4 6 10.9 55
50 - 99 14 56.0 4 16.0 7 28.0 25
100 - 10 62.5 2 12.5 L 25.0 16
Total 134 54,9 62 25.4 48  19.7 244

The data in Table 45 show that 100, 41.0 per cent,

of the boards of education do not give teachers warning of

their defilciencies and the opportunity to correct them be-

fore dismilssal.

Qver half, 50.9 per cent, of the boards in

systems employing 25 - 49 teachers were reported to follow

this practice which is the highest percentage found in any

of the groups.
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TABLE 45

SCHOOL SYSTEMS THAT GIVE WARNINGS OF
DEFICIENCIES AND OPPORTUNITIES TO
CORRECT THEM BEFORE DISMISSAL

Size of Warning Given No Warning Given

System by Total
Number of ]

Teachers Number Per Cent Number Per Cent

- 10 20 69.0 9 31.0 29
10 - 24 T4 62.2 45 37.8 119
25 - 49 27 u9.1. 28 . 50.9 55
50 - 99 13 52.0 12 48.0 25
100 - 10 62.5 6 37.5 16
Total 144 59.0 100 41.0 244
More than 9 of every 10, 92.2 per cent, of the

presidents reported, as

shown in Table 46, that teachers

were permitted a hearing before the board of education, if

they desired, before dismissal.

Of all the systems repre-

sented, no group except the 10 - 24 teacher group, showed

less than 90 per cent of their systems following this

practice.

The data in Table 47 reveal that 103, 42.2 per cent,

of the 244 presidents reported that theilr school districts

have written procedures to follow in dismissal proceedings.
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TABLE 46
SCHOOL SYSTEMS THAT GRANT HEARINGS BEFORE DISMISSAL

Sige of Hearing Granted No Hearing Granted
System by
Number of Total
Teachers Number Per Cent Number Per Cent
- 10 27 93.1 2 6.9 29
10 - 24 106 89.1 13 10.9 119
25 - L9 53 96.1 2_ 3.6 55
50 - 99 2L 96.0 1 L0 25
100 - , 15 93.7 1 6.3 16
Total 225 92.2 19 7.8 2L1

TABLE 47

SCHOOL SYSTEMS THAT HAVE WRITTEN PROCEDURES
TO FOLLOW IN DISMISSAL PROCEEDINGS

Size of Written becedures No Written Procedures
System by
Number of Total
Teachers Number Per Cent Number Per Cent
- 10 7 2L.3 22 757 29
10 - 24 48 40.3 71 59.7 119
25 - L9 2L 43.6 31 564 55
50 - 99 14 56,0 11 L4 .0 25
100 - 10 62.5 6 37.5 16
Total 103 L2.2 141 57.8 244




The group percentages following this practice range from

24,3 per cent in systems with less than 10 teachers to 62.5

per cent in systems with 100 or more teachers.

Personnel Practices Pertaining to Resignations

Table 48 indicates that approximately 6 of every 10

presidents, 59.8 per cent, reported that their school dis-

tricts do not have specific written policies pertaining to

resignations of teachers.

Of the 146 systems not having

written policies, the lowest group-percentage, 79.3 per cent,

was found among the school systems with less than 10 teachers

while the highest percentage, 44.0 per cent, was found among

systems employing 100 or more teachers.

TABLE 48

SCHOOL SYSTEMS HAVING SPECIFIC WRITTEN
POLICIES PERTAINING TO RESIGNATIONS

Written Policies

SSize of No Written Policies
System by
Number of Total
Teachers Number Per Cent Number Per Cent
- 10 . 6 20.7 23 79.3 29
10 - 24 45 37.8 T4 62.2 119
25 ~ 49 26 47.3 29 52.7 55
50 - 99 14 56.0 11 44,0 25
100 -~ 7 43,8 9 56,2 16
Total a8 40,2 146 59,8 244
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Tables 49 and 50 show the school systems that ac-
cepted teachers' resignations after the spring-notificatlon
period1 has passed, and the latest date that the board will

accept resignations.

TABLE 49

SCHOOL SYSTEMS THAT ACCEPT RESIGNATIONS AFTER APRIL 25TH

Size of Accept Do Not Accept
System by Resignations Resignations
Number of Total
Teachers Number Per Cent Number Per Cent
- 10 27 93.1 2 6.9 29
10 - 24 107 89.9 12 10.1 119
25 - L9 51 g2.7 4 7.3 55
50 - 99 . 22 88.0 3 12.0 25
100 - 14 87.5 2 12.5 . 16
Total 221 90.6 23 9.4 24U

Table 49 shows that 221, 90.6 per cent, of fhe 244
school systems permitted teachers to resign after the spring-
notification period (April 25th) had passed. The data shown
by Table 50 reveal that the most common practice was to per-

mit teachers to resign any time up to the opening date of

1School Laws of Oklahoma, Art. VI, Sec. 88, Par. (e),
1959.



TABLE 50

LATEST DATE THAT SCHOOL SYSTEMS ACCEPT RESIGNATIONS

Any Time

Any Time
up to if Replace- Not
Size of May .31 June 30 July 31 Opening ment 1s Specified
System by : of School Available Total
Number of .
Teachers
No. % No. % No. %  No. % No. % No. %
- 10 2 7.4 2 LU 2 7.4 21 77.8 0O 0.0 0 0.0 27
10 - 24 6 5.6 9 8.4 6 5.6 61 57.0 12 11.2 13 12.2 107
25 ~ 49 o) 0.0 3 5.9 3 5.9 29 56.9 10 19.6 6 11.7 51
50 - 99 1 4.5 6 27.3 2 9.1 5 22.7 5 22.7 13.7 22
100 - 0 0.0 0 0.0 0 0.0 9 6L4.3 5 35.7 0 0.0 14
Total 9 4,1 20 9.1 13 5.9 125 56.6 32 14.5 22 9.8 221

acl
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the school ferm—-125, or 56.6 per cent. Thirty-two systems,
or 14.5 per cent, accepted resignations any time during the
year 1f a suitable replacement could be.found. Nine of the
221 boards, or 4.1 per cent, accepted resignations no later
than May 31st; 20, 9.1 per cent, no later than June 30th;
and 13, 5.9 per cent, no later than July 31$t. It should
be noted, also, that of the 221 presidents reporting, 22 9.8

per cent, reported that the school system accepted resigna-

tions after the spring-notification period had passed but

they did not specify a final date of acceptance.

TABLE 51

SCHOOL SYSTEMS THAT REQUIRE
RESIGNATIONS IN WRITING

Reguired | Not Required
Size of in Writing in Writing
System by Total
Number of
Teachers Number Per Cent Number Per Cent
- 10 22 75.9 7 2h 1 29
10 - 24 Q7 : 81.5 22 18.5 119
25 - 49 50 90.9 5 9.1 55
50 ~ 99 o4 96.0 1 4,0 25
100 - 14 87 .5 2 12.5 16

Total 207 - 84.8 37 15.2 ouu
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Table 51 reveals that in more than four-fifths,
84.8 per cent, of the 244 school systems, teachers were re-
quired to submlt resignations to the.board of education in
writing. It should be noted that even though the school
law specifies resignations to be submitted in writing, 15.2

per cent of the school systems do not follow this practice.

Personnel Practices Pertaining to Retirement

Table 25 indicates that the number of school systems
that provide any special services in order to help prepare

older teachers for retirement is negligible; 8 of the 24l

TABLE 52

SCHOOL SYSTEMS THAT PROVIDE SPECIAL SERVICES
TO HELP TEACHERS PREPARE FOR RETIREMENT

Size of Special Services No Special Services

System by Total
Number of _

Teachers Number Per Cent Number Per Cent

- 10 0 .0 29 100.0 29

10 - 24 0 0.0 119 100.0 119
25 - 49 4 7.3 51 92.7 55
50 - 99 2 8.0 23 g2.0 25
100 - 2

12.5 14 87.5 16

Total 8 3.3 236 96.7 oul
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systems, or 3.3 pervcent, follow this practice, and of these
8 systems, 4, 50.0 per cent, were found in the 25 -~ 49
teacher systems; 2, 25.0 per‘éent, were in the 50 - 99 teacher
systems; and 2, 25.0 per cent, were 1n the systems having 100
or more teachers.

Over half, 60.2 per cent, of the 244 school systems
were reported, as shown Dby Tablé 53, to be participating in
the Federal Social Security plan for retirement in addition
to participation in the State Retirement plan. Participa—
tion ranges from 27.6 per cent in the school systems employ-
ing less than 10 teachers to 93.7 per cent in systems with
100 or more teachers. This represents a 66.1 per cent differ-
ence between the smallest systems represented and the largest
systems represented.

It should be noted here that the data showing the
numbers and percentages of school systems that had local
retirement plans, and the systems that participated in the
State Retirement System were not presented in tabular form.
Inasmuch as no board presidentireported that the school sys-
tem which he represented had a local retirement plan, andv
inasmuch as all of the presidents reported local membership
in the State Retirement System, it was thought to bé unnec -

essary to show these data in tables.
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TABLE 53

SCHOOL SYSTEMS PARTICIPATING IN THE FEDERAL
SOCIAL SECURITY RETIREMENT PLAN

Size of Participate Do Not Participate
System by Total
Number of
Teachers Number Per Cent Number Per Cent
- 10 8 27 .6 21 72.4 29
10 - 24 63 52.9 56 47.1 119
25 - 49 38 69.1 17 30.9 55
50 - 99 23 92.0 2 8.0 25
100 - 15 93.7 1 6.3 16
Total 147 60.2 a7 39.8 24y
Summary

The data presented in this chapter have shown the
degrees to which certain teaching-personnel practices exist
or do not exist, by size of school system, in 244 independent
school districts in Oklahoma. These data were reported by
the school board presidents of the 244 districts represented
in the study. |

Practices pertaining to teaching load.--The existence

of written policies pertaining to teaching load are very un-
common in the 244 school systems. Approximately four of every
five boards of education have no written poliéies. Such poli-~
cies are more common to the large system than to the small

one.
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" The planning and assignment of teaching loads seem
to most frequently be a joint project of the principal and
the teachers. Over three-fourths of all school systems fol-
low this practice, whereas, in the remaining 24 .4 per cent,
the planning and assignment of teaching loads are solely the
responsibility of the principal or the superintendent.

vLists of qualified substitute teachers were reported
to be kept on file in the adminlistrative offices of a major-
ity of the 244 school systems--84.0 per cent. Bases upon which
the salaries of substitute teachers are determined vary among
the 244 school systems. However, the practice most frequently
reported was that of paylng substitute teachers fixed amounts
for their services (58.6 per cent). Training and experience
were referred to as criteria for salary determination in only
4l or 18.0 per cent, of the systems. Forty-one, or 16.8
per cent, of the presldents reported that the practices in
their school systems include such plans as: paying the sub-
stitute the same amount as that pald to the regular teacher;
the substitute's salary equals the systems minimum schedule;
the regular teacher pays the substitute; substitutes are paid
two-thirds of the regular teacher's salary; and substitutes
are paid three-fourths of the regular teacher's salary. Six-
teen presidents, or 6.6 per cent, did not speci