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I. INTRODUCTION

The participation of demanders and suppliers in the marketing process
for teachers provides each with information. Market participation and
market negotiatioms includes, among many things, the exchange of informa-
tion and the formulation of expectations by the market participants.

While "in the market" individual teachers (school administrators) try to
match their interests (needs) to the avaiiable job opportunities (ap-
plicants) and try to maximize their respective objectives. Although the
teacher market includes many dimensions of choice, search, qualifica-
tions, etc., the efficient "operation [performance] of the labor Lteacher]
market is intimately affected by the amount and kinds of information"

(79, p. 146).

The market for teachers would be extremely inefficient if the de-
manders and suppliers of teaching services could obtain no information

"about each other. The allocation of teachers among the schools and school
districts of Iowa might have to be a purely random process. And if it
were fandom, one might find a teacher qualified only in mathematics teach~-
ing music because in the random process too few music teachers and too
many mathematics teachers had been hired.

The exchange of information never eliminates ignorénce. Whatever
information is available is used to formulate expectations that are the
basis of decision-making by the market participants. The individual
errors of judgment can be reduced by better information which precludes or

alters expectations that would be greatly in error in its absence.



Whenever there are signs of market failure (e.g., excess turn-
over, or excess supply, or excess demand in any one skill or location)
there is reasonable justification for assuming that the exchange of in-
formation is inadequate and expectations are not being realized. At
the present time there is reasonable justification for assuming that in-
formation in the teacher market is inadequate in the state of Towa. In
many school districts of Iowa and in some teaching areas there is a
high turnover rate and/or a lack of qualified teachers. There is a
teacher shortage:

"The overall shortage of qualified teachers N.E.A. [Nationmal
Education Association] found, is down some 30,000 over a year
ago-=-294,800 in August, 1967, compared with 264,750 this
August [1968].

"Among the 42 states providing data, five--Iowa, Kansas,
Minnesota, Connecticut and South Dakota--reported 'substantial
shortages.'

"In 17 other states there were 'some' shortages re-
ported. And 19 states disclosed shortages in 'some' subject

areas and an oversupply in other fields." (32b)

1. Need for teachers and a study of the teacher market

One of the curious and remarkable realities of today is the over=-
whelming raté at which change has been occurring. This is the age of
dynamic change from muscle-extending mechanisms to mechanism-creators,
from varying levels of gemeral training to highly techmnical and
scientific training. The public school system has emerged as a highly
functional industry charged with the responsibility of creating a
skilled labor force.

‘The elementary and secondary education industry in Iowa has been
granted the monumental task of preparing hundreds of thousands of child-

ren for a life of constant change. It is the respomnsibility of this in-



dustry to ensure the intellectual and social development of their charges
through the intragenmerational and intergenerational transfer of learning.
A teacher shortage most certainly hampers many school districts in the
fulfillment of their mandate from society.

Many recent high school graduates do not have the skills and
character for employability and will be unemployed. They may be un-
employed because they are unemployable. It may appear that they won't
work when no one will hire them because the public school system (i.e.,
society) did not develop their potential sufficiently for employability.
The education industry may produce a large percentage of inadequately
prepared graduates because of teacher shortages. Such shortages become
a social and economic problem in a period of rapid and dynamic change.
Such a social and economic cancer can become a crisis in a short peridd
of time.

The importance of any teacher shortage should neither be ignored
nor discounted. It must be studied and evaluated. Its causes identified
and corrected. In this analysis the teacher market is studied with re-
spect to the knowledge, perception and information of the participants
in the market. Time and resources have not been allocated to the re-
lationship of general teacher salary levels to general teacher shortages
since Kershaw and McKean (53) have covered this area thoroughly. This
study stresses the selection criteria and search methods of teachers and
administrators participating in the market for public school teachers in

Iowa.



2. The objectives

Among the specific objectives considered with respect to the teacher
market in Iowa are: (i) description of the market participants; (ii)
reasons for teacher resignations; (iii) the importance of teacher choice
or decision variables; (iv) search channels and search costs; (v) mis-
employment of teachers; (vi) employment opportunities that are competi-
tive with teaching; .(vii) teacher turnover; and, (viii) the importance
of salary as a market variable. Each of the above objectives can be
articulated within the context of the teacher market and specific
teacher shortages.

3. Data sources

A substantial amount of the analysis in this study is based on
primary data. Two surveys were conducted during 1968. An interview
survey of a random sample of 59 local school district administrators
(LSDAs) was begun and completed during the summer. A mail-type survey
of the new teachers (NETs) in the same local school districts (LSDs)
took place during the autumn of 1968. Most of the administrators were
superintendents (83 percent). The 631 new teachers completing question-
naires consisted of both experienced and inexperienced teachers who were
ﬁnder contract in the sample school districts for the 1968-1969 school
year and who had not been under contract in their respective school
districts during the previous school year.

Of the total information possible, 99.5 percent was obtained from the
administrators and 89.3 percent from the new teachers (e.g., 90.5 percent

of maximum possible NETs completed the questionmnaires, and those com-

pleting questionnaires provided 98.7 percent of the information requested



of them). This representative sample of Iowa's 455 school districts

coupled with the high response rate indicate that the results of this
study merit serious consideration, even if the results are not always
consistent with expectations or preconceptions of individual teachers
and school administrators.

4., Some findings

The findings below may be evaluated as probable causes of the mal-
functions of the teacher market in Iowa.

1. Most new teachers, in the aggregate, perceived that formal
search channels were most useful but reported that they found their em-
ployment through informal search channelé.

2. The search channels considered most effective by administrators
were different from the channels through which most new teachers learned
of the positions they obtained for the 1968-1969 school year.

3. Small school districts do not seem to encounter greater diffi-
culty filling vacancies than do larger school districts. The net move-
ment of experienced new teachers in Iowa was towards ''smaller" school
districts.

4, The cost of operating the teacher market in Iowa for the survey
year was over $1.5 million. About 45 percent ($0.7 million) was spent
by the school districts (the remainder by the new teachers). For the
school districts, this expenditure is less than one-quarter of one percent
of total school district expenditures ($413.7 million) in the 1967-1968
school year.

However, the school administrétors' estimate must be used with ex-

treme caution since it is probably too small. School administrators



seemed to have no accounting base for determining the cost of recruit-

" ing new teachers for their vacancies. Most administrators made what
they called "guesstimates" or 'wild guesses" about the costs of recruit-
ment.

5. The new teachers and school administrators generally perceive a
similar list of six teacher choice or decision variables as being impor=~
tant. The relative importance ascribed by teachers to these six most
important variables is not the same as the relative importance imputed
by school administrators.

6. The two variables that explain most of the variability in turn-
over or average teacher tenure are salary and age. This result supports
Kershaw and McKean's thesis (53) that salary is an important variable
with respect to the teacher shortage.

7. The alternative employment most competitive with teaching is
homemaking.

8. The principal teaching assigmments for 79.7 percent of the new
teachers is in their academic major. Misemployment, even of 20 percent
of new teachers, does not seem to be a major problem.

5. Plan of this report

A formal review of the literature was never attempted in a single
chapter. Rather, the literature has been included on those occasions
when the literature seemed pertinent. Available literature on the or-
ganization of economic activity and labor markets is included in Chap=~
ter II. In this chapter the text describes markets in general, the labor

market in particular, and attempts a gemeral theoretical formulation of



the maximizing behavior of the participants in the teacher market. The
latter is sufficiently general to be applied with ease to any labor
market.

In Chapter III numerous objectives of this report are delineated
under three headings: (i) demand; (ii) supply; and, (iii) the market.
And in Chapter IV attention passes to the methods and procedures, the
timing and strategies of this study.

The next three chapters have been used to communicate the findings.
The findings on demand and’supply are in Chapters V and VI, respectively.
Chapter VII covers the market phenomena or the interactions of demand

and supply. A summary can be found in Chapter VIII.



IZI. ECONOMIC ACTIVITY AND LABOR MARKETS

Preindustrial societies are not concerned with labor markets (41).
Typically these societies are traditional in structure (42), and the pro-
duction emphasis is placed on the provision of food and fibres with
trades, training and education being passed along through the family
structure. When nonagricultural activities become more important, the
unemployed and/or underemployed migrate to the industrial and other em-
ployment opportunities (86, pp. 1-5).

As the percentage of national income attributable to nonagricul-
tural sources becomes more important, the specialization and marketing
of labor becomes an important factor in growth and development.

Denison (24, pp. 124-129) estimated that in the 1929-1957 period, the
increase in the product of labor accounted for 1.57 (i.e., 53.5 percent)
of the annual growth rate of 2.93 percent. In addition, he estimated
that 0.58 percentage points could be attributed to the 'advance of knowl-
edge." The latter is a specialized product of laBor as well; hence,
2.15 percentage points are directly related to labor. Finally Denison
estimated that 0.28 percentage points were due to '"other structures and
equipment." If it is assumed that "to explain capital productivity one
would have to explain the growth of knowledge itself" (26, p. 8), then
2.43 percentage points of the 2.93 percent growth rate can directly or
indirectly be associated with labor. Denison's analysis clearly indi-

cates that labor is an important factor of production.
Of course, labor is not a homogeneous input; hence, all inputs do
not contribute to economic growth equally. Labor inputs are widely

differentiated by educatiom, skill level, industry, worker and employer



preferences, geographical location, and so on. Thus, there is not a la-
bor market but many labor markets. Given this complex system, there
would appear a need to address one's attention to markets in general and

the labor market in particular.

1. The organization of economic activity

The fundamental nexus of all economic activity, however organized,
is to achieve the efficient allocation (both production and distribution)
of scarce resources among unlimited wants. Perhaps Heilbroner (42,
pp. 9-17) has provided the best outline of the several ways to organize
economic activity, although Solo too has a fine descriptive approach
(105, pp. 3-16). The former will be used below to illustrate three
ways of describing the organization of economic activity.

The oldest form of market organization that Heilbroner identifies
is that of the "traditional" (subsistence?) economy. In this system
the knowledge and skills of the society are passed from generation to
generation within the family unit; hence, the activity of production
. is given stability and the essential tasks are performed through the
inteﬁgenerational transfer of knowledge, skills, etc. Similarly, on the
distribution side, there is an observable pattern with the strong and
young (hunters and children) receiving the greatest share of the produce
while the old and disabled are the last to receive a share (the Eskimo
society of today well illustrates the distribution problem in a tradi-
tional society).

The command (planned?) economy is a second way of organizing eco-

nomic activity and is also founded on a rather ancient base. For ex-

ample, the pyramids were built by the Pharoahs this way. In this method,
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"imposed authority " or "economic command" are the instruments for a-
chieving the production decisions essential to economic activity. The
command economy has several unique facets lacking in the traditional
economy. First, thg command economy (e.g., the Pharoahs, the Russian
Communists, etc.) can be centralized in political channels, or decentral-
ized in the productive sector of the economy (35). And secondly, the
command economy possesses, in addition to its ability to solve the
problems of production and distribution, the inherent power within it-

self to enforce “ecomomic change."

This second point clearly sets the
command economy apart from the traditional economy since the latter is
well suited to timeless constancy perpetuating itself for endless
generations, albeit efficiently or inefficiently (96, pp. 41-44).

. The final method of solving the economic problem is that of the
"market system."” Perhaps this is the method requiring the leést discus-
sion. It is the one with which most westerners are the most familiar.
Unfortunately, the reverse is probably the case since it is the most
complex method of organizing the twin problems of production and dis-
tribution. It has proven to be a dynamic way of organizing an economy.
Its most unique feature is ''decentralized decision-making." It is the
market economy that contains Adam Smith's "invisible hand" and allows
each individual in pursuing his own interests to promote '"an end which
was no part of his intemtion" (103, p. 43). Engineers, teachers,
doctors, lawyers, etc. are trained and located without resort to tradi-

or command. Similarly with automobiles, eggs, fish. The market is 'an

organization which, in truly remarkable fashion, allows society to in-
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sure its own provisioning with a minimum of recourse either to tradition

or command’ (42, p. 13).

2. The economic function of markets

A market is a difficult concept to define since it can exist under
various institutional trappings. Markets can exist under conditions of
barter, or conditions of exchange through a medium (e.g., money). Mar-
kets may be internmatiomal, national, regional or local. They may handle
one commodity of,many. They may be easy to identify or hard to identify
in time and space. Nevertheless, all markets facilitate the allocation
of scarce inputs among unlimited wants through a system of prices.

The price systém varies widely as an operational and allocative
.mechanism. With the stock market, buyers and sellers engage in price
negotiations. This market is a good example of Adam Smith's '"higgling
and bargaining”" (103, p. 31). Retail markets, on the other hand, are
quite different. It is true that buyefs and sellers meet; however,
instances of price negotiations are not as prevalent. 1In fact, it is
. customary in the United States for retailers to set their prices. The
consumer merely decides whether to buy or not buy at the set prices.

Both the stock exchange and retail markets are reasomably well-
defined markets witﬁ respect to space, range of goods and services sold,
and the price system. There is also a wide range of markets that is
neither well-defined nor easy to identify. The teacher market is a good
example of a diffuse and intangible market. The buyers and sellers
rarely meet in identifiable market locations to exchange bids and offers.
They meet through acquaintances, correspondence, chance meetings, news-

paper want ads, and 80 on. Yet it is clear that a teacher market exists
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and that buyers'and sellers engage in price and non-price negotiatioms
.to maximize their respective objective functions, however defined.

Well-functioning input and output markets provide one method of
solviné the economic problem: The allocation of scarce resources among
unlimited wants. Moreover, with a competitive market system, price
plays a major role in achieving market equilibrium (a state of balance)
by falling when excess demand is negative (i.e., quantity supplied ex-
ceeds quantity deﬁanded) and rising when excess demand is positive.

In summary, a market is a point in time and space where exchange
occurs. Marketing is an act, an operation, a service, a process that
is not free of costs and serves to coordinate economic activity. A
market transaction may involve one or more steps and frequently, al-
though not always, involves price and/or non-price negotiations. Both
buyer and seller seek to satisfy some objective function and presumably
wish to do so at the expemse of the other. Finally, each market trans-
action has a time dimension. The purchase of an ice cream comne repre-
sents a very short time horizon while ;he signing of a contract to teach

in an LSD (local school district) represents a much longer time horizon.

3. The decentralized labor market
The decentralized labor market (e.g., the teacher market) is one in
which both traditional and command forces are largely absent. In this
market the worker is free to change employers (44, p. 317). Allocation
and pficing occur through the interaction of suppliers and demanders.
Each employer can, in a rather broad sense, be considered part of a

Yseparate market” (61, p. 34) while each unit of supply is unique and
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"controlled by a different owmer" (1, p. 324). Clark Kerr has addressed
himself to the "balkanization of labor markets" and has observed that:

"Labor markets are more talked about than seen, for their
dimensions most frequently are set by the unknown and, perhaps,
mystic ideas in people's minds. A worker wishes to be employed
in a certain area and at a certain type of job, and an employer
wants employees drawn from certain groups and possessing cer-
tain characteristics." (51, p. 92).

Although this citation is brief, it does, nevertheless, suggest that la-
bor markets are complex and that neither perfect nor institutional
markets are excluded. For this reason it is apropos to devote several
pages to the decentralized labor markets outlined by Kerr (52). But
first it would seem necessary to cite a few words from Kerr's article:

" .. two processes ... are going on all the time in our econo-

my: wage rates are changing and individuals are moving among
jobs. The two processes may or may not be closely connected.
It is out of their changing degree of association that the
confusion develops.” (52, p. 278).

a. The perfect market This market structure is the most fre-

quently used by economists for constructing theoretical models of markets
and includes the following assumptions:
i. many buyers and sellers;

ii, homogeneous products;

iii. perfect resource mobility; and,

iv. perfect information.
Many authors, for example, Douglas (28) and Gallaway (37), have used the
perfect market modei, either explicitly or implicitly, to describe and
analyze economic acts. The notion of perfect competition is the basis

of one theory of wages: the marginal productivity theory of wages

(43; 44).
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The usual conclusion from this model is that a single price prevails
and that the market is cleared. To ensure that a single wage prevails
in labor markets and that no wage differentials can exist, Gallaway
added three'ﬁore assumptions: No differences in worker's preferences;
no non-wage elements‘in the work preference functioms of workers; and,
workers maximize the utility function of their income-leisure preferences
(37, p. 695). Interestingly enough, Gallaway's model eliminates the
possibility of some jobs poséessing disutility. Moreover, it also
assumes away the likelihood of some jobs having a "social' or non-economic
payoff (44, pp. 316-319; 70, p. 73 and pp. 556-557).

b. The neoclassical market With the neoclassical market, de;
viations from the perfect market are allowed. Workers no longer have
perfect knowledge. Non-economic variables are admitted into the anal-
ysis. Nevertheless, this market is still price-oriented with workers
moving in favor of "net economic advantage" so that over time the wage
level will approach equality for all, holding quality of the labor force
constant (11, p. 83; 44, p. 73; 70, p. 76; 88, p. 210; 103, p. 99).

c. The natural market From the vast amount of data that has

been generated on worker profiles, wages, working conditions, non-wage
motivations, etc. (29, p. 11), it seems reasonable to conclude that the
labor market is quite imperfect (8, p. 245; 16, pp. 229-230; 51, pp. 92~
93; 58; 88, pp. 108-109; 91, pp. 115-116). Kerr suggests (52, p. 281)
that "the worker operates within the market as he sees it, and his view
is limited by a lack of knowledge and a restricted concept of himself."

(The teacher market approximates the natural market.)
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d. The institutional market This market is characterized by

groups (e.g., unions, managements, governments) that interact in the la-
bor market. Institutional rules emerge in such areas as seniority,
wage-setting, promotion, etc. (8; 83). Further, the rules tend to re-
duce worker mobility as seniority, pension benefits, etc. accrue to

the worker (118). The interrelatedness of labor markets is now a-
chieved through the bargaining power of the institutions that are in-
volved. The theory of wage determination now shifts from a unique and
determinate equilibrium price to indeterminacy. Bilateral monopoly and
bilateral oligopoly models have been used to illustrate the phenomenon
of wage indeterminacy.

e. The managed market This market differs considerably from the

first four with the addition of a third party, govermment. A managed
market would be more appropriate for a command economy than a market
economy. Nevertheless, Kerr notes that a number of economists '"have
deemed it [the labor market] unsupportably imperfect ... Land] ... some
sort of managed market is offered as the solution to the shortcomings"
(52, p. 283). Govermment would manage the economy with respect to wages
by enforcing competition or fixing the wage level so that competition and
efficient allocation would occur (52, pp. 283-284). Kerr suggests that
the managed market would limit producer control and restore the supremacy
of the consumer. In this vein, Galbraith presents his readers with a
sharply critical view of tﬁe productive sector of the economy (35,.pp.
396-399) while Salkever (91, pp. 115-116 and p. 135) and Solo (105, pp.
12-15) present relatively objective, academic views of the managed

market.
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4. Demand and supply of labor

In labor markgts a considerable amount of obscurity, uncertainty,
and imprecision results from imperfect information, poorly identified
skill differentials, and improperly perceived utility-income functions
of workers and output-wage functions of employers. Differing hiring
practices and standards of employers, workers' preferences for geo-
graphical location cause further problems of amalysis (8, p. 245; 51,
P. 92). These difficulties have been succinctly summarized by Caplow

and McGee: "

«es there is a great conglomeration of myth and legend
and singular lack of straightforward analysis with regard to the work-
ings of the marketplace" for labor (16, p. 230).

A further complicating feature of labor market analysis is, as
Dunlop has noted (29, p. 15), that "wage theory has tended historically
to disintegrate on the supply side" (see also section 4(b) below). And
to this difficulty can be added the emphasis of economic theorists upon
the role that wage theory has held in distribution theory: "Wage theory,
per se, is'a subordinate part of distribution theory, and deals with the
determination of ;abor's share of social income" (91, p. 1).

Not only has labor market analysis and theory suffered from the
above problems, but economic theorists have not penetrated its shroud of
mystique very well. - Dunlop (29, pp. 12-13) has observed that part of the
difficulty in analyzing the labor market in the United States can be
attributed to over~-specialization in the economics professiomn:

" ... in which general economic model builders are not familiar

with labor market developments and in which labor market spe-
cialists are inadequately familiar with central theoretical de-
velopments. It should also be reported as a fact that labor
market or wage specialists have all been most uncomfortable
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with 'received' theory. This dissatisfaction arises in part

from expecting too much from any theoretical analysis, in

part from a lack of application of the most advanced theo-

retical analysis, particularly dealing with the total system,

and partly from the inadequacy of the theoretical amalysis

itself." :

It is within this amorphous mixture that the demand and supply of
labor will be developed (i) in general, and (ii) with specific re-
ference to the subject of this report, teachers.

a, Demand In Dunlop's (29, pp. 4-11) brief analysis of the
historical development of demand theory, he notes that the demand
theories for labor have switched from pessimism to optimism in the last
century. The Malthusian population theory, the labor market model of
perfect competition, and the wages-fund theory of income distribution
all led to the same pessimistic conclusion: a single, subsistence
level of wages would prevail. Subsequently, the marginal productivity
theory of labor demand (product exhaustion) emerged. This theory was
still concerned with income distribution although it did permit a more
optimistic conclusion about wages since workers, according to this theory,
would be paid a wage determined by the value of their marginal product
(assuming perfect competition in both input and product markets). This
theory was not tied to the Malthusian population theory. Moreover, the
productivity increases attributable to labor would permit higher real
wages to be paid.

Contemporary demand theory "is characterized by great expansion in
organized statistical and quantitative data" (29, p. 11). Curreant labor

market theory has moved away from the neoclassical marginal productivity

theory, integrating this theory with administrative arrangements, the
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history of wages in different occupations, the wage levels of others with
whom workers are in contact, the age of the industry, the growth rate of
the industry, and so on.

In the education industry measures of individual resource produc-
tivity have not been successfully obtained although estimates (24) have
been made of the contribution of education to growth in the economy. Due
to the difficulty of evaluating the productivity of individual teachers,
the use of a productivity index as a means of determining teacher
compensation seems hopeless given the current state of the arts (5, pp.
426-434)., Probably the prevailing wage level of teachers is most sig-
nificantly influenced by the prevailing wage levels in occupations that
compete for theikinds of services that teachers provide.

In recent years many teachers have ceased to '"equate dedication
with poverty" (19, p. 33) and have 'become increasingly militant and
dissatisfied by low pay, slum conditions, long hours, and unruly chil-
dren' (80a, p. 11). They seem to be rejecting the image that has been
associated with their profession for so many years:

"Before the invention of the art of printing, a scholar and a

beggar seem to have been terms very nearly synonymous. The

different governors of the universities before that time ap-

pear to have often granmted licenses to their scholars to beg."

(103, p. 132)

It would appear that teachers are in the process of collectively seeking
a higher level of real wages. This represents a break with the histori-
cal pattern of wages in education and will ultimately lead to the comn-

sideration of the question: "What is the value of a teacher's contri-

bution to the economic system?'" Although this question will probably
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acquire increased attention in the future, and although it is ar im-
portant area of interest, it is not a point of interest in this report.

b. _Supply Since labor market theory tends to disintegrate on
the supply side, this section will be developed completely within the
context of the market for teachers.

The market for teachers is not homogeneous. Even when a teacher has
fulfilled the certification requirements (117), he is still part of a
noncompeting group (14, pp. 62~112; 51, pp. 93-94). Kindergarten teach-
ers are not perfect substitutes fo; mathematics teachers, physics
teachers, physical education teachers, and so on. In a free society,
and assuming that the suppl& of teachers is divided and that there is
at least some atomistic competition, then the notion of a simple supply
schedule for teachers is not feasible. If it is further assumed that
the individual'suppliers of teaching services act to maximize 'net
advantages” (44; 60; 70; 88; 89), it becomes increasingly necessary to
specify a supply relationship for each teacher that includes a great
number of economic and noneconomic variables.

If the theory of supply in this section is examined from the point
of view that "in many ways the job-seekers' motivations defy the assump-
tions of economic model-builders and conform to the stereotype of a man
who stresses matters other than money" (13, p. 248), and that individual
suppliers of teaching services seek to maximize the value of a subjective
and ordinal utility function, then job choice can be related to the many
examplesfin the literature pertaining to this maximization process.
Among the literature that would seem to be relevant would be Blau, et al.

(7, p. 533), Gallaway (37, p. 696), Hicks (44, p. 315, p. 319), Katona
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(49), Lester (60, p. 3, pp. 95-96), Luce and Raiffa (65), Myers (72; 73),
Reynolds (88, p. 83, pp. 208-212), Rottenberg (90), Salkever (91, p.
135), Sheppard and Belitsky (98), Simon (101, p. 33, p. 43), Suppes (108),
and Wolpert (118) to cite but a few of the many references that are avail-
able.
If a closed economy is assumed for the sake of simplicity in which
there are: |
i. m individuals-~i =1, 2, ..., m;
ii. =n employment positions==j = 0, 1, ..., n (0O is unem-
ployment);
iii. r "job conditioms" -ek.= 1, 2, ..., r (Salary would be
one job condition. Others would be teaching assignments,
friendly colleagues, location, etc. that influence the
supply decisions of each supplier); and
iv. T years--t =0, 1, ..., T (Each supplier makes his
estimate of job satisfaction over T years).
Then, the foliowing model can be written:

1) EU; = BB Pyike®ijke

sijkt the.satisfaction (utility) assigned by individual

i to working at job j at time t for job condition k
Pijkt = the probability value assigned by individual i to
~ the possibility that job j at time t will have job
conditions k. kaijkt
the expected utility of job j for individual i

=1, for all i, j, and t

EU. .
o H
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The above model can be considered to be completely gemeral. It

would include momey outlays, opportunity costs, psychic costs, and so
on,

| The above model requires a brief explanation. It is formulated so
"~ that at time 0, individual i looks at job j and estimates the utility
that he attaches to each of the k job conditions that would influence
his decisiom to confinue in job j (if he is not employed, j = 0), resign
from job j or accept j as the case may be. Moreover, individual i does
not know with certainty that he will obtain the utility that he assigns to
the k job conditions; hence, he assigns a probability value, pijkt’ to

each utility value, Finally, since individual i is not only con-

®1jkt”
cerned with maximizing the value of his expected utility at time 0, the
model is writtenm so that he will estimate his expected utility for j over
the time horizon T years.

In summary, individual i assigns a utility value to the job comndi-
tions variable k in job j over the relevant time horizon, T. A prbb-
ability value, pijkt’ is assigned to each utility value, sijkt’ and the
expected utility for each t is summed over T. Furthermore, it would be
theoretically possible for each i to compute an EUij for n different jobs,
although it is likely that i would only comsider a subset of n. His
decision criteria is very simple: Individual i would choose the largest
EUij.over all j positions considered. .

The decision criteria and maximizing criteria of individual i can be
illustrated by the following example in which it is assumed that i is
currently employed (j =1) and his expected utility is EUil from this posi-

tion and EUij is his expected utility from ome or more other positions
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Then,

if EUil > EUij for all j, j #1, then i will not be in the job
market;

if EU,, a:EUij for all j, j # 1, then i may or may not be

looking at alternative employment opportunities; and,
if EUil <1EUij for at least ome j, j # 1, then i will be in
the job market since his present position (j = 1) has a lower

expected utility than at least omne other alternative.

Behrend (4, p. 74) in his study of the normative factors influencing

the supply of labor in English grammar schools stated a view that cor-

responds very closely to the above model:

"The teachers planned their moves carefully while the workers

did not. ... The teachers weighed the advantages and disadvant-
ages of the prospective job against those of their present job
and moved when, in their view, the balance was in favor of the
new job, and when no restraining factors were operating. ...
These advantages do not contradict the economist's assumptions
that individuals move in order to maximize their net advantages."

The above model is perfectly general. The n jobs could be defined

to include all teaching positions in the closed economy, all employment

positions in the closed economy, or if the assumption about the closed

economy is relaxed, it could apply equally well to all employment posi-

tions irrespective of mational boundaries.

While it is theoretically possible for i to consider all j employ-

ment opportunities, this is not very realistic. Because of geographical

immobility, non-competing groups, the lack of job information, and an ex-

pected increase in the marginal cost of each additional job search, it

would seem reasonable to anticipate that the expected utilities would be

computed for only a small subset of the available positions (perhaps, in
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the case of teachers, 15 or 20 would be about the maximum) (106, p. 94,
pp. 101-103).

The above model defines a very large matrix with n jobs (colummns) and
m individuals (rows) where each ij cell would have an EUij value (EUij
could be positive, negative or zero. The j jobs not known to i would

have a zero value).

c., Demand revisited Model (1) above provides a framework for

evaluating Qemand as well as supply. Individual demanders for job j also
have a complex function to be maximized. For example, each demander
desires to hire some individual i that will have numerous ‘'worker condi-
tions' that would seem to include the academic qualificationms required
for job j; be an agreeable individual; be able to teach well; be ex~-
perienced; be likely to stay in the school system for some time into the
future; and so on. Thus, the demander for job j would presumably wish
to maximize an expected value function in choosing among ;he individual
suppliers of teaching services. He might maximize a function of the
following form:
() EVi; = BE e ke
dijkt = the.value assigned by demander j to i's working at his
job at time t when i has worker conditiomns k
qijkt = the probability assigned by j to the possibility that
i will have worker conditions k at time t. quijkt =
i for all j, k, and t, where k = r+l, r+2, .c., s

EVij = the expected value from employing individual i in job j
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Conceptually the demand model parallels the supply model completely.
The only change of significance is the way that k is defined. For the
supplier it is defined as "job corditions" where k =1, 2, ..., r. For
the demander it is defined as 'worker conditions" where k = r+l, r+2, ...,
s. And as was the case for the supply model, the decision for demander
j ?equires that he choose the supplier i maximizing EVij among the set of
available job candidates for that position.

Models (1) and (2) can be simplified. Decision-making under un-
certainty requires that the decision-maker maximize from a set of feasible
acts, G, by selecting some act, g(y), that is determined by some index.
The demander theﬁ selects those acts, g(y*), that provide a maximum in

G under the condition that g(y*) 2 g(y) for all y in G (65, pp. 15~17).

2 Thg decentralized labor market revisited

From a theoretical point of view, equations (1) and (2) define the
workings of the decemntralized labor market. Through efforts of the
human calculus, suppliers can use present information to estimate the ex-
pecﬁed utility of the jobs x in the set F and choose f(x%). Meanwhile,
the demanders of inputs seek information to estimate the expected value
of the individuals y in the set G and choose g(y*). When a supplier i
and a demander j independently find that their subjective evaluatioms are
maximized, an offer would presumably be made by j. If i would accept the
offer, the market transaction would emd. If i felt that the terms of the
offer could be improved, a period of negotiations would occur. The final
result would depend on the strength of positions of the mnegotiators and

their negotiating ability.
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In sum, the labor market is perceived to have three steps: (1)
information gathering; (2) market negotiating (might not be present in
every case); and, (3) agreement or disagreement. It has been assumed
that the maximizing process is part of the first step. The steps them-
selves may occur together or separately, and they may not be of equal
importance and length. The information gathering step is probably the
most time consumiﬁg and costly. |

In view of the importance given to Kerr (52) earlier, a comparison
of this formulation to Kerr's would seem appropriate. First of all, the
above method has been developed as a more general approach to labor mar-
kets than that of Kerr (the managed market excepted). Each of the per-
fect, neoclassical, natural and institutional markets are explicitly in-
cluded in models (1) and (2). For example, given the assumptions of the
perfect market, there is but one variable, k, for both suppliers and de-
manders;Anamely, price, and both P;

¢ and q; are equal to umity for

ik jkt

t if price is constant (i.é., P. =1 if k = 2° and pijkt =0 if

ijkt
k # P° and similérly for 95 ikt The term P° is comstant price), Pro-
ceeding to the neoclassical market, additiomal k variables are intro-
duced into (1) and (2), of which some can be noneconomic in nature.
Moreover, since the assumption of perfect knowledge is relaxed, the prob-

ability values p. and q... will no longer be equal to unity with re=-
i ijkt

spect to price at time zero, although both approach unity over time since

jkt

Kerr hypothesizes that the wage level will approach equality in the long

run.

The natural market is clearly included since the model admits of any

k variable and any probability value both for suppliers and demanders.
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Finally, the institutional market is included since the addition of in-
stitutional constraints (e.g., certification requirements) merely adds
additional k variables and different probability values for the suppliers
and demanders.

The managed market of Kerr is also included; however, it should be
noted that this market, as defined by Kerr, is one that reduces the in-
stitutional impact of demanders and increases the role of suppliers by
giving them greater market power than they would have in the absence of
the managed market. In other words, the managed market merely imposes

constraints on the k variables (k = r+l, r+2, ..., s) of the demanders.

6. The teacher shortage

The free market system depends on price and other adjustments in the
decentralized labor market when excess demand or excess supply are present.
Given that there is a teacher shortage (i.e., excess demand for teachers),
then, the teacher shortage can be viewed in a number of different ways.
And for each different situation of shortage, the shortage solution may
be diffefent.

If T is the set of all teacher inputs, F is the set of teaching jobs
and G is the set of all jobs (F € G), thén, the shortage of teachers may
be defined by one or more of the following:

a, if T <F in absolute terms with the elements of both sets

assumed to be homogeneous, then a teacher shortage can be
said to exist;
b. if T 2 F but there exists a T' (e.g., physics teachers) and an F’

(e.g., vacancies in physics) such that v/ < F', then a dif-
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férential shortage exists;

if T ? F but there exists a T” (T” C T, and all of the
elements of T’ are homogeneous) such that T <F and

T are poor or inadequate teachers, then a shortage

exists with respect to qualified teachers (i.e., T”);

if T = F (no differential shortages are assumed to exist)

but there exists an F* (F* > F) where F* defines a "social
optimum" (e.g., a political optimum or need), then a shortage
may be said to exist since T < F¥;

if the position chosen by some teacher is g(x*) on the basis

of his subjective valuation when T = F (no differential

- shortages are assumed to exist) where g(x*) € G but g(x%*)

£ F, then a teacher shortage will exist; and,
if T 2 F, but at the prevailing wage, S, there exists a °
(TOCZT) such that’ T° < F, then the usual case of excess de-

mand is being demonstrated.

Each of the above illustrates a possible approach to the problem of

the teacher éhortage. The appropriate definitions of shortage used in

this study are contained in (e) and (f) above. The main emphasis has been

placed upon definition (e) which will be discussed in greater detail be-

low while definition (f) will be approached through a multivariate re=-

gression model in which the relative importance of salary will be evalu-

ated with respect to its relative impact on the turnover rate in the

sample school districts.

Definition (e) contains the essential notion of the shortage as the

subsidiary definitions illustrate below:
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el.

does not know of some job y, y € F, and x seeks employment in G (i.e.,

If T = F and there exists an element of T, x, such that x

%3 then a shortage would exist due to the failure of x to obtain suf-
ficient information about y;

ey If T = F and x uses different search channels from those used
by y such that neither comes in contact (i.e., a communication gap exists),
then a shortage exists if g(x*) is chosen, where g(x*) ¢ G and g(x*) ¢ F;
and,

e If T = F and the variables in the decision set of x are per-

3°
ceived incorrectly by y (e.g., y thinks that fringe'benefits are unimpor-
tant while x considers them to be very important), then x may very well
choose g(x*) €G rather than f£(x*) € F, where F C G but £(x*) # g(x*)
since the subjective and ordinal function of x is not maximized in F

due to the. incorrect perception of the relative importance of the vari-

ables in the decision set of x by y.

7. The role of information in labor markets

Both demanders and suppliers will base their decisions on informa-
tion that is not readily available (1, p. 324), that is difficult to keep
current (106, p. 94), and that especially for "long-distance migration--
information about prospects must somehow compemsate for the absence of
personal experience" (118, p. 162).

The amount and quality of information available to the participants
in labor markets (e.g., teachers and LSD administrators) has been studied
by numerous researchers. Some of the wide-ranging results suggest (a)

that man is a creature of habit and only responds to strong stimuli and
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that "in the absence of such stimuli, people continue to do what they
have done before under similar circumstances; then habits determine be~
havior" (49, p. 22); (b) that there is "a chronic lack of information"
(16, p. 229), and that the knowledge '"that most workers have of alterna-
éive job opportunities is limited" (72, p. 76); (c) that a worker's de-
cision on employment '"usually depends on a comparison between the.
characteristics of the job and the workef's minimum standards, rather
than on a comparison of the job with other altermatives" (88, p. 212)

and maximizing behavior; and (d) that ultimately ‘''the operation of the
labor market is intimately affected by the amount and kinds of labor
market information that workers have' (79, p. 146) and that '"unless work-
ers have reasonably accurate and complete knowledge of the extent and
nature of employment opportunities, there is no basis for assuming a
purposeful movement of workers among jobs, and the foundation of theoreti-
cal analysis is weakened" (79, p. 187).

An inadeﬁuately informed labor force will tend to reduce the mobility
of workers between jobs (8, p. 247; 64; 88, pp. 83-85; 118; 119) and re~-
sult in some misallocation of labor inputs (9, p. 444; 79, p. 187). Both
of these reasons are of considerable importance in the operation of labor
markets (e.g., teacher markets) and both are closely related to the amount
and quality of information available.

Although it would be interesting to study the role of information in

the teacher market in Iowa this objective was mever investigated, per se,
in this study. The objectives were identified as being that of teacher
choice, channels of the job search and other similar topics. This is the

subject matter of the next chapter.
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III. RESEARCH OBJECTIVES

In Chapter I it was noted that this research topic was designed to
study the teacher market and teacher shortages. In Chapter II attention
was placed upon ﬁarkets and the role of subjective valuations in the
labor market. This chapter relates the specific research objectives
that were developed from the following general objective: The acquisi-
tion of descriptive information about the market for teachers in Iowa
and the evaluation of the choice or decision variables that are
characteristic of this market and its participants.

1. Demand for teachers

The demand for new teachers (NETs) was approached from the several
specific objectives explained below.

2. . Quantitative estimates of demand and turnover Sample survey
data was obtained to estimate the number of vacancies in the state of
Towa and the reasons for the vacancies arising in the first instance.

Thg demand for NETs by an LSD at time t, Dt’ can be expressed as
follows:

(L) Dt = Dlt + D2t

D1t = pumber of contract remewals at time t by

teachers employed at t-1

o
\

2t number of vacancies available for NETs at
time t
Moreover, DZt is a composite variable:

(2) D2 =AQ+AE+Rt_

t 1
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A Q = change (increase or decrease) in the number of
teachers employed at time t due to quality changes
AE =>change in the number of teachers employed at
time t due to enrollment changes
R = number of teachers ceasing employment effective
the period ending t-1 that must be replaced by
NETs (i.e., turnover)

Although Rt-l is expressed as a simple variable in equation (2), it
is actually quite complex since the market for teachers is divided:
Teachers differ by the subject area they are qualified to teach; by
grade level to be taught; the competence and ability of the potential
teachers; geographical 1ocat;on; and so on. In this analysis Rt-l is
treated as a simple aggregate.

Finally, the rate of turnover, T , can be defined as follows:

R | R

t-1 t-1
3) T = - 100 =
D, AQ - AE D, * R,

100
1

Thus, the turnover rate is defined as the number of teachers per 100 that
must be replaced at time t; hence, it is necessary to eliminate changes
in the number of teaching positions due to emrollment or quality changes.

b. Reasons for teacher resignations Based on the assumption

that resignations occur in all LSDs over time, a second objective was to
identify the LSDAs' perception of the three most frequent causes of
teacher resignations. A teacher's decision to resign is based on one or

more variables in his subjective choice function EUij that he tries to

maximize. It is of interest to determine whether or not LSDAs perceive

these variables correctly.
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c. FEase of filling vacancies Oné of the definitions of a

teacher shortage pertained to differential shortages. This kind of
shortage and adaptations of it can Be measured in numerous ways. For ex-
ample, Scamman (93, pp. 142-156) computed a ratio based on the number of
gsemester hours of formal preparation in selected teaching areas. 1In his
computations a high ratio indicated that teachers in the teaching area
were well qualified while a low ratio indicated that teachers were poorly
qualified on the aﬁeragé. Moreover, a low ratio would indicate that a
differential shortage existed in the area.

Kershaw and McKean (53, pp. 103-114) evaluated differential short-
ages in two ways. First, they computed the percentage of teachers pre-
pared in selected subject areas that areAteaching outside their major
field, or. their major and minor fields. Secondly, they counted the
percentage 6f unfilled teaching assigmments in selected teaching fields.
This latter method has a serious deficiency since it conceals misal-
locations (e.g., it conceals an elementary education teacher who is
teaching ﬁigh school physics).

This study did not seek quantitative estimates of differemtial
shortages. Rather, the cbjective was the identification of the teaching
fields and grade levels that are the easiest and hardest to fill with
qualified teachers. The ease or difficulty of filling vacancies con-
stitutes one of the worker conditioms in Evij' For a teaching field
in which teachers are in excess supply, the maximization of EVij permits
more freedom of choice than one in short supply. Thus, there would be

more applicants and more opportunities to compute Evij'
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d. Search channels and search costs The recruitment of teachers

By an LSD requires the communication of information to prospective em-
ployees. The LSDAs were asked to identify the search channels they uée
to find teachers for existing &acancies and the four channels that are
best for communicating vacancy information to potential suppliers of
teaching services to their LSD (106, pp. 101-103). The communication
of information permits teachers to learn of vacancies and compute an
EUij for them.

In addition, the LSDAs were asked to estimate (i) the amount of
money budgeted for the recruitment of NETs, and (ii) the amount of time
(opportunity costs) devoted to the search for NETs. |

e. Maximization of EVi. A large number of decision variables

influence an individual LSDA's decision set with respect to the pre-
sentation of a firm offer to an applicant for some teaching vacancy.
LSDAs proﬁably prefer to‘fill vacancies with qualified teachers (i.e.,
certified, experienced, etc.) to teach in a class and/or subject area.
Some LSDAs might prefer teachers who are inexperienced while othér LSDAs
may prefer to hire experienced teachérs.

Many other variables can be suggested that influence an LSDA's de~
cision to make an offer. Unfortunately it is\most unlikely that honest
answers could be obtained from-many LSDAs on this-subject: They may
prefer Caucasians to Blacks, men to women, inadequately prepared teachers
to the well-prepared teachers (i.e.; lower salaries), Protestants to
Jews, young teachers to old teachers, and so on. Several inquiries about
these variables and expected responses were solicited from individuals

in public education. It was concluded that few LSDAs would be willing to
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commit themselves to positions on matters that are so closely related to
civil rights and equal opportunity. The decision was made to investi-
gate a more.operational ob jective.

If the LSDAs incorrectly perceive the relative importance of the
choice variables of teachers, then the teécher shortage may be abetted
because some, or many, of the potential suppliers of teaching services
are attracted into employment in other occupations where employers are
more perceptive than the LSDAs with respect to these choice variables.
Thus, this.objective was to determine the LSDAs' perception of the
choice or decision variables in the expected value function EUij that
teachers maximize in their search for employment. Thus, no attempt was
made in this §tudy to.evalugte the variables in Evij'
f. Demand objectives in summary The general objectives investi-

gated with respect to demand include:
S i .quantitative estimates of demand and turnover;
ii. reasoms for teacher resignations;
iii. ease or difficulty of filling vacancies;

iv. search channels and search costs; and,

v. perception of teachers' choice or decision variables.

2, Supply of new teachers

From an opérational standpoint, the new teachers in completing the
questionnaires provided an opportunity to describe and analyze the

several areas reviewed below.
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a. General description of the NETs The following descriptive

characteristics or ''signature' of the NETs was sought: (i) sex; (ii)
age; (iii) marital status; (iv) years of teaching experience; (v)
highest degree held; (vi) sources of supply (or what will be called the
work activity of the previous school year, 1967-1968); (vii) home state;
(viii) percentage of time employed as a teacher in the 1968-1969 school
year; and, (ix) the pattern of movement of the NETs with teaching ex-
perience between the three local school district size strata utilized
in this study for descriptive and statistical purposes.

b. Maximization of EUii, The choice model EUij represents a

theoretical and general formulation of the choice process for a supplier
of teaching and other labor services. Its computation requires (i).the
variables in thé choice set, ahd (ii) the utility and probabiliﬁy values
for the job conditions. The objective in this study was to obtain in-
sights into the relative importance of a prepared list of 24 variables.
This more modest objective was chosen for the collection of ordinal and
aggrégate data that would permit limited statistical amalysis and in-
ferences about the‘teacher shortage. |

In addition, the 24 variables were summarized to permit the com-
.parison of five aggregate choicé variables: the school; the administra-
tion; an economic variable; geographical location; and, future employﬁent

prospects.

c. Other dimensions of job choice Teachers may not seek to max-
mize a subjectively determined choice set; hence, they were asked whether
or not they had a preferred teaching position (i.e., to have a position

preferred over all others would, by‘inference, suggest that one EUij
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would be perceived greater for some LSD than for all others considered).
As a sequel it seemed of interest to discover how many NETs obtained
their preferred position, if they had one.

The number of applications, interviews and firm offers received de-
fine further dimensions of choice. For example, the more firm offers,
the more real choices that an individual NET has.

A final aspect of choice pertains to the existence of a minimum
salary level. A minimum salary permits inferences about EUij' If a
teacher's minimum is met the actual salary may take on decreasing impor-
tance in EUij'

d, Search channels and search costs The search for employment.

involves (i) the channels used to learn of vacancies and/or advise
prospective employers of their availability, and (ii) the costs of job
search.

.The objectives with respect to job search were (i) the relative value
of a seiected list of eleven job search channels, (ii) the search method
by which each NET "first learned" of the position he was hired to fill
for the 1968-1969 school year, and (iii) a comparison of these responses.

The final objective under the heading search was that of search
costs. It was assumed that there are only two cost elements in job
search (i.e., money outlay, and the time or opportunity cost of the
search).

e. Reasons for resignations The decision of a teacher to re-

sign occurs when the EUij in his present position is less tham in another.

Since the NETs in the sample could be experienced or inmexperienced, this

objective had two parts: (i) why did the experienced teachers resign
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from their previous position? and (ii) for what reasons would all of the
NETs be most likely to resign from a position in public educatiom in
the future?

f. Alternatives to teaching Teachers are not restricted to

teaching. The n jobs in EUij are not restricted to public education;
hence, the alternaﬁives to teaching employment was a general objective
and was approached in several ways. First, the NETs were agked what
they would most likely have been doing if their 1968-1969 teaching posi-
tion had not been accepted. Second, they may have considered employment
outside of public education for the 1968-1969 school year. If non-
educational employment were investigated, they were asked to report the
number of applications, interviews, firm offers received and the kind(s)
of employment considered. Third, the acceptance of a teaching position
is not a permanent commitment; hence, a further objective was the de-
termination of non-educational employment activities that would attract
the NETs from public éducation. The final objective was an estimation of
the number of years the NETs planned to continue in public education in
some capacity.

g, Supply objectives in summary The genéral objectives investi=-

gaied with respect to the supply of teaching services included the follow-
ing:

i. description of NETs in the sample;

ii. description and statistical amalysis of numerous variables

and dimensions of job choice;

iii, search channels and search costs;
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iv. reasons for teacher resignations; and,

v. employment altermatives to public education.

3. Market for public school teachers in Iowa

The final objective pertains to the market for school teachers in
Iowa. Since a market requires exchange, there must be at least one
demander and one supplier of any good or service. The approach to the
market was delineated as the comparison of the several types of data
obtained in the two surveys. The four objectives that follow are part
of the market process.

2., Search channels and search costs If the demanders and
suppliers of teaching services use different search channels, then, it
is possible that the teacher shortage may be affected by this. Although
one demand and one supply objective were outlined previously with re=-
spect to the search ch&nnels used by the market participants, the main
objective was the comparison of the two sets of respomnses so that an
inference could be made about the teacher shortage.

A‘fgrther objective was to estimate the cost of operating this
market for the state of Iowa by summing the outlay and opportunity costs
for both the demanders and suppliers of teaching services.

b. Choice variables The specific objective with respect to the

two sets of responses oh the choice variables was the evaluation of
whether or not the LSDAs perceive the choice variables the same as the
NETs. Should there be a difference, them, it would be possible to infer
that the failure of the LSDAs to perceive the NETs' choice variables cor-

rectly could be a cause of the teacher shortage.
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¢. Turnover rate The third objective of the market analysis was

the explanation of the turnover rate between LSDs by means of multi-
variate regression analysis. By identifying the variable{s) that
contribute to turnover, it would be possible to make inferences about
the teacher shortage. For example, if salary should emerge as a rele-
vant variable, then, it might be possible to infer that the teacher
shortage is partially attributable to the prevailing salary levels.

d. Misemployment of NETs . The final objective was related to
the allocation of NETs to their teaching assignments. For example, one
might ask Qhether or not teachers are misemployed (e.g., a music teacher
whose primary téaching assignment is industrial arts). To the extent
" that misemployment occurs (as a result of differential shortages?) and
produces teacher dissatisfaction, would be the extent to which (i) the
market would not be performing well, and (ii) market participation would
be increased (i.e., the turnover rate would be higher).

e. Market objectives in summary The general objectives con-

sidered wifh respect to the market for public school teachers in Iowa
‘included the following:
i. search channels and search costs;
ii. comparison of ILSDAs' rating of choice variables versus
the.way the NETs rated the same variables;
iii. regression analysis of teacher turnover; and,

iv. the misemployment of NETs.
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In the next chapter a brief description of the way this study was
conducted and the numerous steps that took place in the acquisition of

the research data that permitted the preceding objectives to be achieved.
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IV. METHOD OF PROCEDURE

The empirical data used in this research project was obtained, in
theimain, by survey techniques. In the first of two surveys, the local
school district administrators (LSDAs) of the 59 local school distr;cts
(LSDs) drawn at random in the sample were interviewed. In the second
survey of the 59 LSDs, the data was obtained from the new teachers (NETs)
by means of a mail/self-administered questionnaire. This chapter is
mainly devoted to a review of the methods of procedure and strategies

used in the two surveys.

l. Universe and sample

The universe for this study can be viewed in three ways. First,
there is the universe of LSDs. Secondly, there is the universe of
LSDAs. Finally, there is the universe of teachers. Each universe is
relevant in this study and each will be reviewed briefly.

a. LSD universe In the Spring of 1968 Iowa had 455 operating

public high school districts. The universe of LSDs was defined to be
these 455 LSDs. The Statistical Laboratory of Iowa State University,
Ames, Iowa, drew the sample from this universe.
The six largest LSDs in Iowa were included in the sample as
"eertainty" districts due to their size. From the remaining 449 LSDs,
53 were selected at random. To ensure that all geographical parts of the
state would be included, the 53 were selected from four geographical
areas (i.e., northwest, northeast, southwest and southeast) of the state.
In the case of the 53 randomly chosen LSDs, each LSD had one chance

in about 8.47 of being selected in the random draw.
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b. LSDA universe The universe of LSDAs would include the school

superintendents and their assistants, personnel directors, curriculum and
other directors, principals and their assistants, teacher supervisors,
and others whose time would be devoted to administrative, but not cleri-
cal, duties.

One LSDA was interviewed for each of the LSDs in the sample. The
interviewers were instructed to seek an interview with the school super-
intendent. In the smaller LSDs most of the persons interviewed were
superintendents while in the larger LSDs the interviewers were referred
to those administrators who were most closely involved in the search
for and recruitment of new teachers (e.g., personnel directors). The
following table (Table &4.1) lists the titles of the LSDAs interviewed
and the number of persons with that title who were interviewed.

c. Teacher universe The teacher universe could include all of

the teachers in the 455 LSDs. For example, in the 1967-1968 school year
there were 33,675 teachers in the 455 LSDs and 9572 of these teachers
were under contract in the 59 LSDs in the sample (23, p. 93). Since
many of the 9572 teachers in the sample LSDs would not have been in the
market recently, the information that they could be expected to provide
about the teacher market would be quite poor; hence, the universe of
teachers was defined to include only those teachers who, in September,
1968, had not taught in that LSD during the previous school year. This
group of teachers is described as 'new teachers" (i.e., NETs) throughout
this report. This definition would include both experienced and inex-

perienced teachers and only those teachers with a recent market experi-
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ence. Based on the survey dafa obtained from the LSDAs during the June

survey, there were 1756 NETs in the 59 LSDs in the sample.

Table 4.1. Titles of LSDAs interviewed and the number with each citle®

Titlés of Persons Number of Persons Inter-
Interviewed viewed with Each Title

Superintendent ‘ &
Director of personnel
Curriculum director

Director of research
Principal

Secretary of the School Board
Administrative assistant

Total 59

= O

aSurvey data.

The sample of the NETs was based on the six '"certainty" districts
plus the 53 LSDs drawn at random from the uniﬁerse. For the 449 smaller
LSDs, the probabilify that a given NET would be in the sample was 0.118
since all of the NETs in these districts were included in the teacher
survey once a district was drawn (i.e.,‘the sampling rate was one in
8.47 for the 449 smaller LSDs).

Approximately the same sampling rate was used for the six certainty
LSDs. To achieﬁe this, one of every eight schools in the certainty LSDs.
were included in the sample. Consequently, in the certainty LSDs, the
probability was about 0.125 that a given NET would be included in the
sample. As a result, it can be concluded that for any NET in the state

of Iowa the probability of being included in the sample was 0.12.
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2. Survey instruments

With two sufveys it was necessary to construct two survey instru«
ments, one for the LSDAs and one for the NETs. A copy of the interview
schedule used in thévsufvey of LSDAs is included as Appendix F while the
survey questionnaire used for the NETs is included as Appendix G.

Althdugh both survey instruments were developed over a period of
time, the one used for the LSDAs was developed over a period of about
six weeks to‘two‘months-while the questionnaire deveioped for the NETs
was constructed over a period of about one and one-half years. As a re-
sult, the latter ié much - superior.

Numerous sources were found to be of greater or lesser value im the
development of the two surve& instruments. Among the sources used in the
‘construction ofjthe interview schedule for the LSDAs would be included
Borg (10), Brown (12; i3; 14), Cunningham and Morey (20), Mandell (68),
Myers and Shultz (74), Olson (75), Pratt (83), Reynolds (88), Stone and
Kendall (107) and Yoder (120). The teacher questionnaire was developed
from Behrend (4), Borg (10), Brown (12; 13; 14), Cunﬁingham and Morey
(20), Ellsbree (31), Orlich, et al.(76), Parnes (79), Reynolds (88),
Sheppard and Belitsky (98), Stigler (106), Van Houten (112), and Venus
(113).

Both of the éurvey instruments were prepared and pretested prior to
their use in the field. The instrument prepared for'the interview survey

was pretested with five LSDAs before the field work was begun. The mail
questionnaire was pretested with four new teachers prior to the beginning

of the new teacher survey. None of the individuals who assisted in the

pPreparation and pretesting were included in the sample.
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3. Survey strategies and timing

For two surveys such as those used in this study, it was necessary
to develop strategies and effective timing to coordinate the large num-
ber of people who became involved in this study. Sognd strategies and
timing were deeme& crucial to the acquisition of meaningful information
at a minimum cost, |

At the outset it was apparent that the cost of interviewing 500-600
new teachers would bé prohibitive. ‘Thus, the survey of the LSDAs was
chosen to precede the survey of the new teachers. This particular
strategy was intended to obtain the demand information and to gain the
support, legitimation and assistance of the school administrators for
the survey of their new teachers for the school year beginning September,
1968. |

The time 6f the year in which the surveys would be lauﬁched was
also of'considerable importance. It seemed reasonable that the new
teachers should be approached after their job choice had been made and
" while the reasons, circumstances, etc. of their choice would still be
reasonably‘fresh in their minds. Moreover, it seemed desirable that the
survey be condﬁcted either prior to or at the very beginning of their
contract period so that there on-the-job experience would not influence
their responses to the questions in the questionnaires. For these
reasons, it seemed necessary to conduct the survey of the NETs at the be-
ginning of the contract period (e.g., during orientation) for the 1968-
1969 school year. The time of both surveys was influenced by these

considerations.
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It was necessary to select an appropriate timing stratégy for the
LSDAs. There were three relevant considerations in choosing the timing
of this survey. First, the survey should be conducted aﬁ a time when the
school administrators would not be under seasonal pressures that might
make them unavailable for an interview. Secondly, they should have had
an opportunity to participate in the market by searching for -and re-
cruiting new teachers to fill vacancies for the 1968-1969 .school year.
Finally, the survey should be far enough in advance of the new teacher
survey to permit the survey unit to organize the LSDAs and gain their
support for the second survey. After some deliberation, the latter part
of the month of June, 1968, emerged as a suitable time to survey the
LSDAs. The burden of the previous school year would have eased by
this time (although the pressure of the July budget deadline would
surely be pressing upon the time of some of the LSDAs). The month of
July was rejected since many LSDAs vacatioﬁ then, and August seemed un-
acceptable since it would not alldw'enough time to organize the resources
for the new teacher survey. The months'of April and May were never con-
sidered seriously since the preparation of the LSDA survey schedule was

not sufficiently advanced in these months.

4, Chronology bf the surveys

On June 11, 1968, four interviewers met and discussed the method of
asking the questions and recording the answers to the questions on the
survey instrument designed for the LSDAs. A letter was sent to the su-
perintendent of each of the 59 LSDs on June 10, 1968, prior to the inter-

viewing in order to advise them that they would be contacted in the near
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future. A copy of the letter can be found in Appendix B. All but one
interview were completed by the end of June and all of the interviews
were completed by July 22, 1968.

On July 19, 1968 a letter was sent to each of the persons inter-
viewed in the LSDA survey. The respective administrators were thanked
for thej.r assistance and cooperation in June and their assistance was
requested for the survey of the mew teachers in their LSD for the forth-
coming school year. Return envelopes and a form letter were included so
that the LSDAs would be able to respond with as little effort and in-
convenience as possible. The form letter was used to obtain two items
of information: (a) how many new teachers had been hired so that the
correct number of questionnaires could be mailed; and (b) to find out
when the questionnaires would be needed for distribution to their new
teachers (three dates in August were included and they were asked to
check one). A copy of the letter and the short questionnaire are in-
cluded as Appendix C.

Those administrators who had not responded to the July 19 letter by
August 19 were contacted by telephone. All the administrators agreed to
assist in the survey of their new teachers.

During the month of August the mail-type/self-administered question-
naires were sent to the LSDs. An accompanying letter was included to re-
fresh the memory of the 1LSDAs with respect to the purpose of the ques-
tionnaires and the persomns to whom the questionnaires were to be dis-

tributed. A sample copy of the typical letter sent to the LSDAs can be
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found in Appendix D. Iﬁcidentally, this was the first letter that was
not a form letter.

Many of the districts returned their questiomnaires promptly. Some
did not act so promptly; hence, numerous telephone calls, letters and
other persohal contacts were made to the LSDAs who were slow in return~
ing the questionnaires. The last of the questionnaireé arrived on

December 4, 1968,

5. Response rate

In the survey of the LSDAs, 59 interviews were obtained (i.e., 100
percent). Not all of the questions were answéred by every interviewee.
Nevertheless, 99.5 percent of all possible information was obtained.

The actual response rate for fhe néw teachers has not been so easy
to obtain. Since the questionnaires were of the mail/self-administered
type, and since a list of the names of the NETs was mot obtained, a
definitive résponse rate computation was not possible. Nevertheless, by
combining the vacancy information acquired in Junme with the number of
questionnaires requested by the LSDAs in response to.the July 19, 1968
letter, and with the Iowa Professional Employee Data Sheet, 1968 (48a),
an estimate of the response rate of 90.5 percent was made for the NETs
in the survey.

0f course this response rate is meaningless if many of the questions
were unanswered; hence, it was necessary to determine the percentage of
the informétion supplie& by the 631 NETs who completed the questionnaires.
The 631 new teachgré provided 98.7 percent of the information requested

in the questiomnaires (all inadequate, incorrect and missing information
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are included in the 1.3 percent nonresponse category). Therefore, the
actual response rate has been estimated to be 89.3 percent for the sur-

vey of the NETs.

6, Data analysis and statistical tests

The data analysis in both surQeys consisted of developing codes
for the data that was gathered and having the data punched on data cards
for subsequent use with the computing facilities available at Iowa State
University.

Much of the data gathered in the two surveys was of the perceptive
and subjective type. In other words, much of the data was ordinal
(e.g., Appendix F, questions 3, 4, 5, 6, 7, 8, and so on); hence, many
of the statistical tests that were employed were of the non-parametric

type:

" ... parametric statistical tests, which use means and

standard deviations (i.e., which require the operations of
arithmetic on the original scores) ought not to be used
with data in an ordinal scale. The properties of an ordinal
scale are not isomorphic to the numerical system known as
arithmetic." (100, p. 26).

The statistical tests to which much of the data have been largely con-
centrated would include (a) the Spearman rank correlation coefficient,
s (100, pp. 202-213), and (b) the Kendall coefficient of concordance,
either W, or x2 (100, pp. 229-238).

Some of the data used in this study is of the parametric type and
‘the much stronger statistical tests have been used (i.e., the t and F
tests):

"Some nonparametric techniques are often called 'ranking

tests' or 'order tests,' and these titles suggest another way
in which they differ from parametric tests. In the computation
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of parametric tests, we add, divide, and multiply the scores
from the samples. When these arithmetic processes are used
on scores which are not truly numerical, they naturally in-
troduce distortions in those data and thus throw in doubt any
conclusions from the test. Thus it is permissible to use the
parametric techniques only with scores which are truly
numerical.” (100, p.3).

Having briefly surveyed the objectives of this research report in
Chapter 3 and having briefly outlined the methods of procedures to ob=-
tain the survey data, etc., attention can now be directed to the three

data chapters that follow.
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V. DEMAND ANALYSIS

An economist, unlikg many other.persoﬁs, has an obligation to evalu-
ate and present demand analysi§ correctly. Very simply, he has an
obligation to speak of demand as a schedule of prices and quéntities
per time period, where price is the independen; variable and the demand
function is homogengous of &egree zero in prices and income (43, pp.
20-22). In this chapter, however, demand is being considered from a
more indefinite and, admittedly, definitiomally incorrect viewpoint.
Demand is being treated as (i) the number of teachers required by the
59 ﬁSDs in the sample for September, 1968, irrespective of price, to
£ill vacanéies; (ii) the channels of search used by the demanders (i.e.,
LSDAs) to find new teachers; (iii) the costs (both outlay and opportunity
costs) of the search for new teachers; (iv) the LSDAs' perception of
‘the ease or'difficuity in filling vacancies; and, (v) the LSDAs' per-
ception of teachers' choice or deéision variables.

Although this approach differs from the rigid definitional, economic
analysis of demand, the theory of demand ié not being rejected. Rather,
the objective is to look behind the demand curve at some of the
variableé that influence the market behavior of LSDAs. It seems
reasonably clear that individual demanders do not enter the teacher mar-
ket with a precise demand schedule and that what is observed by re-
searchers (economists?) in any one time period is an average market price
aﬁd the quantity ;hat is markéted. The simple demand function conceals
many variables and it is to the other demand variables that the emphasis

has been placed in this chapter.
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1. Description of teaching vacancies

The vacancies in public education can be described in several dif-
ferent ways: (i) sample data versus population estimates; (ii) reasomns
for vacancies occurring (e.g., increased enrollment); (iii) vacancies
by grade level; (iv) reasons for teacher resignations; and (v) the

turnover rate.

a. Vacancies: sample and population estimates An estimate of

the total number of teachers in the state of Iowa, September, 1968, can
‘be obtained by using the sémple (Appendix F, question 1) and other data
(22). For example, it can be seen in Table 5.1 that for the largest

1SD size strata ﬁsed in this study (i;e., 200 or more teachers) there
were, in the 1966-1967 school year, 9501 teachers in this strata of
~which 6173 were in the random.sample. It can also be seen that the LSDAs
of size strata one expeqted to have 1310 NETs for September, 1968, and
the next s;hool year.

- If a simple proportionality rule is ﬁsed with the aggregates in

Table 5.1, ;hen the estimated number of vacancies for the population

couid bé obtained as follows:

where

| <
8

number of vacancies in the sample LSDs

3
#

number of teachers in the sample LSDs

<
f

estimated number of vacancies in the population

<!
]

total number of teachers in the population
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Table 5.1. Number of vacancies by LSD size strata, June 1968

Number of New Number of

Teachers & Teache:rsb Total
June 1968 In Sample® 1966-1957"
Size strata 1 _
200 + teachers 1310 6173 9501
Size strata 2
50-199 teachers 234 1361 11452
Size strata 3 _
Less than 50 212 1048 8596
Total 1756 8582 29549

aSurvey data.

(22, pp. 14-25).

and simplifying.(lja

Vs'l'
(2) V§,= ' Ts

If Vp would be computéd from the aggregated sample data, it would be an
estimate of the total number of vacancies in Iowa's public (elementary
and secondary) schﬁols for the school year beginning September, 1968.

The use of the aggregate data would not be as good an estimate of
Vp as would somewhat finer egtimates by the LSD size strata since esti-
mates based>on'equation (2) would be greatly influenced by the largest
size strata (74.6 percent of the reported vacancies in the sample were in

this size strata due to the inclusion of the six 'certainty" LSDs). Be-

cause of the bias introduced by the largest size strata, equation (2)
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was rewritten as follows, where the subscripts 1, 2, and 3 refer to the
three LSD size strata of Table 5.1:

3) v = VslTEl + VsZTEZ + VSBTBB

P Tsl TsZ Ts3

If the data fof the three LSD size strata from Table 5.1 are inserted
into equation (3), the estimated number of vacancies for September, 1968,
is found to be 5724.2.

b. Causes of vacancies In this study it was assumed that the
teaching vacancies in a given LSD could be attributable to three causeé:
(i) enrollment increases; (ii) increased quality; and (iii) replacement
or turnover (Appendix F, question 2). Based on the survey of the LSDAs
there were 1756 vacancies to be filled for September,A1968 in the 59
LSﬁs in the sample; bf the 1756 vacancies, 1401 (79.8 percent) were
due to the replacement of teachers who,'for oﬁe reason or another, ceased
to be employed in their LSD at the end of the 1967-1968 school year. A
further 251 vacancies (14;3 percent) were due to enrollment increases
while the'remaining 104 (5.9 percent) were due to increases in quality.
The‘number of vacancies in the sample by LSD size strata and the esti-
mates of the causes of the 5724.2 vacancies in the state of Iowa for the
survey period are summarized in Table 5.2.

C. Vacanciés by grade level In addition to finding out the
causes of the 1756 vacancies, the LSDAs were asked to identify the grade
level ranges in which these vacancies occurred (Appendix F, question 1).
It can be noted in Table 5.3 that there were 400 vacancies (22.8 percent)

in senior high school (grades 10-12), and that about one-half of the
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Table 5.2. Causes of vacancies by LSD size strataa

LSD .Size LSD Size LSD Size
Vacancies Due to: Strata 1 Strata 2 Strata 3 State
Enrollment Increases
i. Sample 220 17 14 251
ii. Population 338.6 143.0 114.8 596.4
Increased Quality
i. Sample 50 32 22 ' ‘104
ii. Population - 77.0 269.3 180.5 526.8
Replacement (turnovér) }
i. Sample 1040 185 176 1401
ii. Population 1600.7 1556.7 1443.6 4601.0
TOTAL
i. Sample 1310 . 234 212 1756
ii. Population 2016.3 1969.0 1738.9 5724,2

aSurvey data and (22, pp. 14-25).

Table 5.3. Vacancies in selected grade level ranges by LSD size strataa

Grade Level LSD Size LSD Size LSD Size State
Range : Strata 1 Strata 2 Strata 3
Kindergarten ' 71 10 8 89
Grades 1-3 : 306 40 29 375
Grades 4-6 223 31 21 275
Other elementary 124 24 7 155
Grades 7-9 } 294 43 27 364
Grades 10-12 262 61 77 400
Other, Jr. and Sr.
High | 30 _25_ 43 98
TOTAL 1310 234 212 1756

aSurvey data.
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vacancies occurred in grades K-6 (894 vacancies) and the other one-half
of the vacaneies in junior and senior high school (862 vacancies).

In collecting the survey data on vacancies by grade level it was
necessary to include the "other" classification since many teachers are
hired to teach in more than one of the grade level ranges used in this
study.

d. Reasons for teacher resiggetions The LSDAs were asked to

identify and rank the three most frequent reasons for teacher resig-

nations in their respeetive LSDs (Appendix F, question 3). Since the‘
rank data does.not yield a single summary result, per se, the rank data
was weighted and summed. Very simply, a value of three was assigned to
the first-ranked item, a value of two-to the second-ranked item and a
value of one to the third-ranked item. By summing these weights over
the 59 LSDs it is possible to compare the weighted sums based on the
LSDAs' perception of the reasons associated with teacher resignations.
The quality of the answers would not recommend the responses very
highly since (as the_interviews indicated) the typical LSDA does not
hold terminal interviews (i.e., an interview held to determine the
reasons and circumstances for resignations. to occur) or else teachers are
merely requested to answer questions on a standard form. This result was
not surprising and it was expected that the answers to this question
would be conjectural. Nevertheless, their answers would reflect their
perception of the reasons for resignations; hence, their perception of
the reasons for teacher resignatione became one of the objectives about

demand.
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The LSDAs.iﬁ size sfratas two and three reported that the most fre-
quent reaéon for resignations was the movement of teachers towards
better LSDs whilé,the LSDAs in the largest size strata reported that
Yspouse moved" was the most frequent cause of teacher resignations.
These results are reported in full in Table 5.4 for the three LSD size
strata by weighted sums. Moreover, no significance can be attached to
the absolute value of the weighted sums, rather, the weighted sums re-

present ordinal data that are unique up to a monotonic transformationm.

Table 5.4. LSDAs' perception of the reasons for teacher resignations:
weighted sums by LSD size strata

Weighted Sums

Reasons for LSD size  LSD Size LSD Size

Resignations Strata 1 Strata 2 Strata 3 ' State
Move to better LSD o 2 21 61 84
Spouse méved A 18 9 : 35 62
Prefer different geo-

graphical location 2 20 - 28 50
Retirement ' 8 | 10 13 31
Maternity | g 0 18 12 30
Marriage , _ 9 10 7 26
Further education - 2 8 15 25

Find employment not in
public education 1 1 8 10

Move closer to friends
and relatives 0 2 8 10

a
Survey data.
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e. Turnover rate Although the turnover rate will be considered

at greater length in Chapter VII, some of the observed turnover rates
have Seen included at this time. For example, of the 59 LSDs in the
sample, the highest turnover rate (i.e., 42.8 percent) was reported by
an LSD in the smallest size strata (i.e., LSD size strata 3, the strata
with less than 50 teachers in each LSD). Interestingly enough, the
lowest turnover rate (i.e., 3.9 percent) was also reported by an LSD in
the smallest’size strata. The median turnover rate for the 59 LSDs was
13.2 percent and the'average turnover rate was l4.4 percent.

The estimates of the highest, average and lowest turnover rates by

LSD size strata are included in Table 5.5 below,

. a
Table 5.5. Highest, average and lowest turnover rates by LSD size strata

Turnover LSD Size LSD Size LSD Size

Rate Strata 1 Strata 2 Strata 3 State
Highest 22,0 23.6 42.8 42.8
Average : 14.9 12.7 15.7 4.4
Lowest 10.5 5.6 3.9 3.9

aSurvey data.

2. Ease of filling vacancies

The LSDAs were asked several questions that sought their perception
of the ease (difficulty) of filling vacancies (i) by grade levél, (ii)
by subject éiea, and (¢c) in general. In addition, the LSDAs were asked
to estimate the average number §f applicants per vacancy and to indicate

in which months their NETs either were or would be expected to be hired.
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Each of the above items is related to the ease that LSDAs encounter
in their search for professional employees and is, by inference, a di-
mension of the teacher shortage. . -

a, Ease of filling vacancies by grade level The LSDAslwere
asked to identify the grade level(s) for which it was easiest to find
teachers and those for which it was hardest (Appendix F, question 5). If
multiple answers were given, the LSDAs were asked to rank the alterna-
tives.

The difficulty with questions such as this ome is that the responses
can become very complex and difficult to amalyze. To simplify this an-
alysis, a numerical value was assigned to each of the respomses in
order to fih@ an algebraic sum and average for the responmses. If an
LSDA responded "easiest" for some grade level, a value of +l.5 was as-
signed to the response. The answer "easy' was given a value of +0.5.
The answer "hard" was assigned a value of -0.5 and the answer "hardest"
a value of -1.5. With the use of these weights it is possible to
evaluate the'réspoﬁsés.with a simple, and ordinal measure of the ease
and/or difficulty that LSDAs perceive to exist'in.filling vacancies in
éelected grade level ranges for their respective LSDs. If the algebraic
sum for a given grade level is positive, then, the inference is that for
this grade level range vacancies are relativély easy to fill with
qualified tgachers while a ﬁegative sign indicates difficulty.

The algebraic sum for the grade level range 7-9 was found to be
+0.17 and ﬁas positive for_each of the LSD size strata; hence, it can be
inferred that the LSDAs in the sample districts find it easier to fill

vacancies for this grade level range. Again it cannot be inferred that
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these weighted sums have meaning as pure numbers (e.g., an LSDA might
have difficulty filling vacancies in all grade level ranges but comsider
it easier to £fill vacancies in the grade level range 7-9 than in thé
others).

The algebraic sum for the grade level range 1-3 was also positive
(+0.61) whiie the algebraic sums for the other grade levels ranges were
negative; hence, by inference the LSDAs find it more difficult to find
qualified teachers in these grade level ranges. The results are re-

corded in Téble 5.6 by LSD size strata.

Table 5.6. Ease and/or difficulty of filling vacancies in selected
grade level ranges by LSD size strata?

Grade Level LSD Size  1SD Size LSD Size

Range : Strata 1 Strata 2 Strata 3  State
Kindergarten +0.50° -1.30° 40,17 =0.25
Grades 1-3 g , <+0.30 0 +0.67 40,61
Grades 4-6 -1.50 -0.50  +0.50 -0.12
Grades 79 +1.00 +0.10 +0.05 +0.17
Grades 10-12 : 0 +0.35 -0.79 -0.43

a
Survey data.
bA value greater than zero indicates ease of filling vacancies.

€A value less than zero indicates difficulty filling vacancies.
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b. Ease of filling vacancies by subject area The LSDAs were

also asked to identify the subject areas for which it was easiest and
hardest to find qualified'teachers (Appendix F, question 6). The method
of weighting used in the preceding section for the gradeylevel ranges
was also used for the subject areas. Thus, a numerical value with a
positive (negative) sign is ome that is perceived by the demanders of
teaching services (i.e., LSDAs) to be in excess (short) supply.

Not only does one expect tha; certain areas are easy to fill
(e.g., history and social studies, physical and health education, etc.)
as expected, bu; that the ones expected to be difficult are difficult
to fill with qualified teachers (53; 80b).

In Table 5.7 the selected subject areas have been ranked in de-
scending order from the most highly positive algebraic sum to the most
highly negative. History and social studies appears first (algebraic
sum is +1.28), then physicai and health education (+1.06) and business
education (+0.86).' Moreover, since the signs of each is positive, the
implication is that.these'subjectlareas~are relatively easy to fill with
qualified teachers. In addition, since the signs of these subject areas
are positive for each of the LSD size strata, it can be inferred that
the LSDAs in each of the size strata find it relatively easy to fill
vacancies in these subject areas.

The five subjectvareas ranked at the end of the list in Table 5.7
are negative for each LSD size strata; hence, it can be concluded that

the LSDAs in each strata comsider it to be relatively difficult to fill

vacancies in the following subject areas: guidance and counseling
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Table 5.7. Ease and/or difficulty of f£illing vacancies in selected sub-
ject ageas in junior and senior high schools by LSD size

strata
Selected Subject LSD Size LSD Size LSD Size .
Areas Strata 1 Strata 2 Strata 3 State

History and Social Studies  +1.25 +1.17 +.36  +.28°
Physical and Health b

Education +0.90 +0.90 +1.25 +1.06
Business Eduation +0.50 +0.83 +1.00 +0.86b
Agriculture 'O +0.15 +0.50 +0.70
Driver Education +0.50 +1.17 +0.17  +0.62°
Biology 0 . 0,50 +0.50 +0.50
Home Economics 0 =0,17 +0,70 +0.38
English 40,50 -0.83 +0.06 +0.03
Mathematics -0.83 -0.30 -0.12 -0.31°
Farth Sciences -0.50 +0.50 -1.00 -0.50
Art +0.50 -0.50 -0.72 -0.58
Speech and Dramatics . +0.50 -1.00 -0.50 -0.64
Chemistry -0.30 -0.79 -0.77 -0.69°
Industrial Arts -1.00 +0.10 -1.00 -0.71
Physics -0.70 -1.21 -0.83 -0.91°
Library Science -0.70 -0.75 -1.25 -0.98°
Foreign Languages -0.75 -1.07 -1.10 -1.00°
Music -0.50 -1.50 -1.07 -1.14°
Guidance and Counseling -0.90 -1.50 -1.20°

"1.50

aSurvey data.

bAll summary values in this row are positive (i.e., easy to fill).

€a11 summary values in this row are negative (i.e., hard to fill),



63

(~1.20); music (~1.14); foreign languages (~1.00); library science
(-0.98); and, physics (-0.91).

c. Ease of filling‘vacancies: general statement The LSDAs were

also asked to generalize about the ease of finding qualified teachers

for vacancies (Appendix F, question 7). It can be noted in Table 5.8
that 66.1 éercent of the responses were eithe; good (61.0 percent) or
excellent (5.1 percent). There is considerable agreement that qualified
teachers can be obtained without too much trouble. Nevertheless, .the
33.9 percent who responded poor (30.5 percent) and very poor (3.4 percent)
represents a large number of LSDAs who would most likely subscribe to

the following statement‘that was made by one of the LSDAs in the survey:

"It is never easy to find a good teacher."

Table 5.8. General statement by LSDAs about the ease of filling
vacancies by LSD size strata®

General Statement of LSD Size LSD Size LSD Size ‘
the Ease of Filling Strata 1 Strata 2 Strata 3 State
Teaching Vacancies
Excellent
a. Number of Responses 0 : 1 2 3
bo Percent . - - 5.9 5.9 5.1
Good
a. Number of Responses o 6 12 18 36
b. Percent 75.0 . 70.6 53.0 61.0
Poor :
a. Number of Respomses 2 3 13 18
b. Percent 25.0 17.6 38.2 30.5
Very Poor _
a. Number of Responses 0 1 1 2
b. Percent ——— 5.9 ,2°9 34
Total A
a. Number of Respomses 8 17 34 59
b. Percent 100.0 100.0 1060.0 100.0

aSurvey data.
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d. Number of applicants per vacancy Another way of looking at

the ease of filling vacancies is to look at the number of possible
choices that-an individual demander may have to choose from; hence, the
LSDAs were asked how many applicants they had on the average for each
vacancy (Appendix F; question 4). Their responses'were averaged with the
resulting observation that they have about 5.95 applications for every
vacancy. Moreover, the first row in Table 5.9 reveals that the average
number of applications per vacancy seems to increase as school district

size declines (i.e., they are negativeiy related).

Table 5.9. Estimated average number of applications per teaching
vacancy by LSD size strata

LSD Size LSD Size LSD Size
Strata 1 Strata 2 Strata 3 State

Average Number of
Applications per
Teaching Vacancy 5.25 6.29 6.32 5.95

LESS
Average Number of
Applications Made
by New Teachers 3.73 4.75 5.52 4.67

Net Applications
per LSD Strata . 1.52 1.54 0.80 1.28

aSurvey data.

Quite obviously the average number of applicants for each vacancy
overstates the real choice of each LSDA. First, individual teachers may

be reasonably satisfied with their present employment but submit ap-

plications in search of employment that might offer a higher expected
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utility (i.e., EUij) than their presént employment. Secondly, overstate-
ment also occurs because most teachers cam be expected to apply to more

' than one LSD (NETs in this study submitted an average of 4.67 applicationms
to prospective employers). For these and similar reasons it would seem
reasonable to expect that the data in the first row of Téble 5.9 over-
states the number of choices that are available, on the avefage, for each
vacancy.

To illﬁstrate one aspect of the overstatement, the average number of
applications by NETs (Appendix G, question 6) has been included as the
second row in Table 5;9 and by subtracting row two from row one it is
possible to find the 'met applications' (or met choices) on the average
for each vacancy by LSD size strata; For the entire saﬁple (both sur-
veys) it would appear that on the average there,ére about 1.28 aﬁpli—

cations for every vacancy in the state. The conclusion is that there
are more‘teachers than vacancies; hence, it can be inferred that
teachers are in excess supply (i.e., there is no teacher shortage).

A fgw words-of céution would seem to be in order. First, not
all of the applications are from teachers qualified for the vacancies
(i.e., differential shortages can still exist). Secondly, since in-
dividual teachers from one LSD size strata can submit applications to the
districts in the other two strata, the "net applications" data in the
third row is mot particularly reliable for each size strata. Finally,
since it is probably easier for an individual teacher to identify the
number of applications he submitted and since it is unlikely that the re-

sponses of the LSDAs were very precise (i.e., they were asked to give an
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estimate--they were not asked to count--of the average number of appli-
cations per vacancy) the "net applications“ data may be greatly in
error. For these reasons, the data reported in Table 5.9 must be used
and interprefed with extreme caution.

e. Months vacancies filled The choice of demanders can also be
evaluated in terms of the months in which vacancies are filled. 1If all
of an LSD's vacancies are filled im March, them this would suggest that
(i) search costs are less, (ii) the LSD is reasonably attractive to
teachers, and (iii) the LSD is likely to have a considerable degree of
choice if (ii) is correct. On the other hand, if some other LSD does
not fill any of its vacancies until August, it would seem reasomable to
infer that (i) its search costs will be high, (ii) it is not an attractive
LSD in which to work, and (iii) it does not have much choice (it gets the
leftovers).

The LSDAs were asked when their vacancies were or would be filled
for the school year beginning September, 1968 (Appendix F, question 10).
However, since the survey of the LSDAs was conducted in June, much in-
formation of value was missed. For this reason the NETs were asked
when they signed their comntracts for the 1968-1969 school‘year (Appen-
dix G, question 10). The results of the question posed to the NETs have
been recorded in Table 5.10 where it can be noted, in terms of percent-
ages, that there is very little difference between the three LSD size

strata with respect to the months that NETs are hired.

This observation about the percentages can be substantiated by

statistical analysis. If the Kendall coefficient of concordance is used
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Table 5.10, Months when new teachers signed 1968-1969 contracts by LSD
size strata :

Months when Contracts LSD Size LSD Size LSD Size
Signed Strata 1 Strata 2  Strata 3 State

Before February .
i. DNumber 1 1 0 2

ii. Percent 0.4 0.5 0 0.3
February
1. Number 7 2 2 11
ii, Percent 2.8 1.0 1.2 1.8
March
i. Number 31 - 25 17 73
ii. Percent ‘ 12.3 12.1 9.9 11.6
April
i. Number 71 ' 62 54 187
ii.f Percent 28.2 29,9 31.4 29.6
May
i. Number N 54 54 44 152 .
June
" i. Number ' 36 26 : 17 79
ii.. Percent 14.3 12.6 9.9 12.5
July ’ '
i. Number . 26 15 14 55
, ii. Percent 10.3 7.2 8.1 8.7
August :
i. Number 22 16 19 57
ii. Percent ' 8.7 7.7 11.0 9.0
September '
i. Number 0 2 1 3
ii. _Percent 0 1.0 0.6 0.5
Non-responses
i. Number 4 4 4 12
TOTAL .
i. Number 252 207 172 631
ii. Percent . : 100.0 100.0 100.0 100.0

aSurvey data.
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to test the ranks for each LSD size strata to evaluate the null hypoth-
esis that there is no association (similarity) iﬁ the months that NETs
are hired by LSD size strata, it is found that the observed chi-square
is 22.8. The observed chi-~square is greater than the theoretical chi-
square at the one percent level (theoretical chi-square is 20.09).
Hence, the nuil hypothesis can be rejected at the one percent level and
it can be inferred that in each LSD size strata vacancies are filled in
about the same order, by month.

This point becomes clearer when reference is made to Table 5.11
where the percentages of Table 5.10 are reported in cumulative form.
It can be noted that in April, for example, the cumulative percentages
for each strata are 43.7, 43.5 and 42,5 (average is 43.3). The largest
difference in the cumulative percentages occurs in May when the largest
size strata had filled 65.1 percent of its vacancies while the second
largést size strata had filled 69.6 percent of its vacancies!

Table 5.11. Months when new teachers signed 1968-196% contracts by
LSD size strata: cumulative percentages

Months when Contract ILSD Size LSD Size LSD Size

Signed - Strata 1  Strata 2 Strata 3 State
Before February 0.4 0.5 0.0 0.3
February 3.2 1.5 1.2 2.1
March 15.5 13.6. 11.1 13.7
April 43.7 43,5 42.5 43.3
May _ ‘ 65.1 69.6 68.1 67.4
June 79.4 82.2 78.0 79.9
July 89.7 89.4 86.1 88.6
August 98.4 97.1 97.1 97.6
September 98.4° 98.1P 97.7° 98.1P

a'Survey data.

bDoes not sum to 100 percent due to non-responses (see Table 5.10).
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3. Channels and costs of search by LSDAs

The recruitment of new teachers involves the search channels used
to communiéate vacancy information to teachers and the costs involved in
the recruitment process.

a., Effectiveness of search channels The 59 LSDAs were given a
prepared list of search cﬁannels and they were asked to identify the
search channels used to'ccmmuniCate vacancy information to prospective
| teachers for their rESpecﬁive LSDs (Appendix F, question 8A). The four
most frequently‘uéed search channels reported by the 59 LSDAs in the
sample were the following: . newspaper want ads (52 LSDAs); university
placement (52 LSDAs); Iowa State Education Association (I.S.E.A.) employ-
ment service (37 LSDAS); and, friends and relatives or grapevine method
(33 LSDAs). The 6ther sea:ch channels used and a breakdown of the re-
sponses by LSD sizé strata are reported in Table 5.12 in the rows titled
"No. using method." |

The interviewees were then asked>to rank the four search channels
they considered to be the most effective in finding NETs to fill
vacancies (Appen&ix F, question 8B). Since the rank data are difficult
to investigate in raw.form, the ranks were converted into simple aggre-
gates through the use of weighted sums: a weight of four was givern to
the first ranked methdd; a weight of three to the second ranked method;
a weight of two to the third ranked method; and a weight of ome for the
last ranked methbd of search. The sum of the weights for each method of
search then constitutes a2 single measure representing an ordinal and
aggregate measure of the perceived effectiveness of each search method

used by LSDAs in searching for NETs to £ill existing vacancies.
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Table 5.12. Channels used to find new teachers and effectiveness o
search channels using weighted sums by LSD size strata

LSD Size LSD Size LSD Size

Search Channels Strata 1 Strata 2  Strata 3 State

Newspaper Want Ads '

No. Using Method : 6 15 31 52

Weighted Sum 14 55 117 186
University Placement '

No. Using Method 8 15 29 52

Weighted Sum , ‘ 31 46 95 172
Friends and Relatives

No. Using Method : 5 13 15 33

Weighted Sum 12 22 33 67
I.S.E.A. Employment Serviceb

No. Using Method 5 10 22 37

Weighted Sum 5 17 40 62
Do Nothing (Walk-ins)

No. Using Method 2 2 2 6

Weighted Sum 7 & 8 19
Public Placement Services

No. Using Method ' 3 2 4 9

. Weighted Sum ’ 5 6 7 18

Other Want Ads :

No. Using Method 3 2 3 8

Weighted Sum . 2 7 8 17
Commercial Placement Services

No. Using Method _ 1 1 7 9

- Weighted Sum , - 4 10 14

Other Methods

No. Using Method ’ 2 3 -- 5

Weighted Sum 1 1 1 3

aSu:rvey data.

bI.S.E.A.. is the abbreviation for Iowa State Education Association.
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The weighted sums for the search chanmels are recorded in Table 5.12
in descending order of the ﬁeighted-sums. It can be noted that news-
paper want ads have the largest weighted sum for the entire sample
(i.e., 186), university placement ranks second (i.e., weighted sum is
172), friends and relatives ranks third (i.e., 67), and so on down the
list.

Since all of the LSDAs did mot rank four methods (all LSDAs did ramk
two methods as being effective), the rank data was also viewed from the
first two ranks only. The results in Table 5.13 indicate that in terms
of the weighted sums for the first two ranked search channels, news-
paper want ads (180), university placement (161) aﬁd friends and rela-
tives (24), still rank one, two apd three. Moreover, in comparing
Table 5.12 and Table 5.13, it can be noted that none of.the LSDAs ranked
commercial placemént services first or second, nor did any of them rank
other miscellaneous search channels not included in the prepared list
either first or second.

Another interesting feature of Tabie 5,13 is that in the largest
LSD size strata, university placement was perceived to be the most
effective method of'recruiting teachers. In fact, for this size strata
the weighted sum of 31 for university placement exceeds the weighted sums
fof all of the other methods taken together (i.e., 30 >25). The LSDAs
in the other two size strata perceived newspaper want ads to be the most
effective of the search channels for NETs.

In view‘of some of the comments made by a few of the LSDAs, these
results are not too surprising. Although 2 formal question was not posed

to the LSDAs in which they were asked on what basis they chose between
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Table 5.13. Effectiveness of search chanmnels by LSD size strata: fre-
quency of first two ranks and weighted sums?

LSD Size LSD Size LSD Size
Search Chanmnels Strata 1 Strata 2 Strata 3 State

Newspaper Want Ads

Rank 1 Frequency 1 10 25 36

Rank 2 Frequency 2 5 5 ’ 12

Weighted SumP 10 55 115 180
University Placement

Rank 1 Frequency 7 5 8 20

Rank 2 Frequency - 1 8 18 27

Weighted Sum 31 44 86 16l

Friends and Relatives

Rank 1 Frequency 0 0 0 0
Rank 2 Frequency 2 2 4 8
Weighted Sum | 6 6 12 24

I.S.E.A. Employment Service
Rank 1 Frequency o 0
Rank 2 Frequency 1 2 3 6
Weighted Sum ' 3 ' 9

Public Placement

Rank 1 Frequency ¢ 0 1 1

Rank 2 Frequency 1 0 2 3

Weighted Sum - 3 0 10 13
Other Want Ads

Rank 1 Frequency 0 1 0 1

Rank 2 Frequency . 0 0 2 2

Weighted Sum 4] 4 6 10
Do Nothing (Walk-ins)

Rank 1 Frequency 0 1 0 1

Rank 2 Frequency 1 0 0 1

Weighted Sum 3 4 0 7

aSurvey data.

bA weighted value of four was given to rank 1, and a weighted value
of three was given to rank 2.
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the two search methods ranked one and two, numerous LSDAs offered brief
and interesting comments. The following comments were expressed in
favor of newspaper want ads:

" Newspaper want ads provide more contacts for each vacancy
than any other method.

" Newspaper want ads are useful in finding experienced
teachers. They are not too useful however if a vacancy
must be filled immediately.

" Many university students do not take the time to visit
the campus placement office: they apply to schools that ad-
vertise in the paper."

And several LSDAs spoke about the acceptability of newspaper ads:

" About ten years ago newspaper want ads were not looked
upon favorably, but in recent years they have gained in
popularity and are widely used.

" It used to be unethical to advertise in newspapers but
now it is our best source of applicants."”

Th:ee ISDAs spoke against the use of newspaper want ads:

" I think it's too bad that we have to use newspaper ads.

I'm from the old school that thinks it [recruiting% should be
done through school channels [university and college placement J .
We get all their credentials from the school before we con-
sider interviews.

" Newspaper want ads are a shopping ground for all
teachers in the state of Iowa. It gives the teacher an
unfair advantage in that they can be choosy in selecting
the best job available.

" Teaching is a professional job. It doesn't seem right to
advertise teaching vacancies in the newspaper.”

Several poignant comments were directed at university placement:
" Altho I have used university placement services I have
not found on-campus recruiting to be very productive. For me

the latter is to go out on safari and come back empty-handed.

" Unless you know the placement officer and get in early
you don't get anybody.
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We are not happy with [University x1J. They ask a student
what geographical location he wants and if he did not choose
ours, they will not let us see his credentials or talk with
him--even though we might have the exact position he wants and
might change his mind on the location."

Another comment was directed at public employment services:

" Several persons have been referred to our school system,

but none have been hired. If teachers resort to the public
placement services it indicates something is wrong."
The varioﬁs comments'are sélf-explanatory; however, there are a few ob-
servations that may be appropriate here. First, the LSDAs that either
expressed satisfaction or dissatisfaction with newspaper want ads were
from smaller LSDs. Secondly, it was also in the smaller LSDs where the

various comments were made in opposition to college and university

placement services.

b. ‘00stsvof seérch.gi.e., recruitment) The LSDAs were asked how
much mone& was Budgeted for rec:uitiﬁg new teachers for the vacancies'to
be filled for the 1968-1969 school yéar‘(Appendix F, question 11)., They
were also asked to estimate the total number of manhours (i.e., op-.
portunity costs) devoted to the search for new teachers (Appendix F,
question 12). |

Probably the most Significant finding learned about the costs of
search is the fdliowing:..LSDAs have only a vague idea of what it costs
them to recruit new teachers. The comments of a few LSDAs illustrate
this fianding:

1’11 answer but it will be a wild guess.”
‘"I don't think we have a budget breakdown as such."
"My estimate is a_wiid guess and would have no statisti-

cal significance."
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Rather interestingly, this finding fits the criticism levied against
school administrators by the Committee for Economic Development (CED)
when it urged "immediate exploration by school administrators of the ap-
plication of progr#m accounting techniques in order to identify costs in
school systems and to take advantage of cost comparisons' (18, p. 19).

Because of the rather questionable mature of the cost (both outlay
and opportunity) estimates, no attempt was made to evaluate these esti-
mates in a rigorous way.

In answer to the question, how many dollars were budgeted; the typ-
ical answer was: '"We do not have a budget item for recruitment." Since .
this was expected, the interviewers were instructed to try and obtain
some kind of an answer even if the answer were a wild guess. Of the 58
LSDAs who answered the question, the total expenditure was found to be
- §70,005. If this value is expanded to estimate the total expenditures
for all iSDs in the state (i.e., the number of vacancies in the sample
was 1756 and the estimated number of vacancies for the state was found to
be 5724,2) then the estimated dollar outlay for recruitment in the state
of Iowa amounts to: $70,005(5724.2/1744) = $229,766.

The total number of manhours that the LSDAs estimated would be de-
voted to the recruitment of mew teachers for the 1968-1969 school year
amounted to 29,848 manhours. They were asked to include the time of
botb professional and non-professional employees in this manhour esti-
mate. Since the number of manhours does not provide a measure that is
comparable to the estimated outlay of dollars for recruiting, the manhour
estimate was converted into a dollar value. The estimated total recruiting

cost (both outlay and opportunity costs) for some LSD was obtained as follows:
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R = R, + (a,w,5 + a,w,5) (4/1560)

where
R = estimated total recruitment cost
RB = estimated outlay recruiting cost
a, = coefficient to convert S to an estimate of the
salary for LSDAs
w, = proportion of total manhours, M, attributable
to LSDAs
S = average 1967-1968 LSD salary
a, = coefficient to convert S to an estimate of the
sélary for non-professional employees (secre-
taries aﬁd clerks)
v, = proportion of total manhours, M, attributable
to non-professional employees
M = manhours devoted to recruiting (i.e., the op-
'portuﬁity cost of recruiting)
1560 = the estimated number of hours that a teacher is
employed on the basis of an eight-hour day for
a 195-day contract period
The values of RB and M were obtained in the survey of LSDAs. The
a; coefficient was estimated to be 1.59 by computing the average salary
of administrators for the 1968-1969 school year and dividing by the
average teacher salary for the same school year (48b). The value.of a,
was assumed to be one-half (i.e., 0.5). On the basis of survey data

and some careful questioning of the LSDAs in a few LSDs, it appeared that
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both Wy and W, would be about equal; hence, each was given a value of
one~half (i.e., 0.5). Finally, S was obtained from data available at
the Department of Public Imnstruction (47).

After computing R for each LSD in the sample, a total of $216,910
was obtained and this dollar value constitutes the estimated cost of
recruitment of the 58 sample LSDAs who answered the question. In other
words, the estimated opportunity cost was $146,905 (i.e., $216,910 -
$70,005) for the 58 sample LSDs. |

Finally, it is possible to estimate the total cost of recruiting for
the state of Iowa using the same proportional rule utilized for the
total recruiting budget. The estimated total recruiting cost for the
state of Iowa amounts to:

$216,910(5724.2/1744) = $708,660.
Alternatively; one might say that the average cost of recruiting one

. new teacher, on the basis of "guesstimates," is about $124.

4. Perception of teachers' choice variables

Due to the reservations noted in Chapter III about the difficulty of
acquiring accurate estimates of the importance of the choice variables
used by LSDAs to select from applicants for extant vacancies, it seemed
reagonable to inquire about the LSDAs' perception of the importance of
the choice variables used by new teachers (i.e., NETs) to choose among
LSDs in genmeral (Appendix F, question 24).

Each ISDA was asked to rate the importance of each choice variable
on a prepared list by using a rating scale that varied from a numerical
value of three (i.e., very important) to a numerical value of zero (i.e.,

not important). By summing the numerical responses for each variable and
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computing the average, the five choice variables that emerged as the most
~ important are the following: (i) salary (2.71); (ii) availability of
teaching materials and teaching facilities (2.61); (iii) geographical
location (2.51); (iv) courses and/or class assigmments (2.49); and, (v) '
quality of school (2.44). The remaining choice variables and the com-
puted averages by LSD size strata are recorded in Table 5.14,

One of the rather interesting features of Table 5.14 can be found
in the column héa&ed Ystate." In this table there are four economic
variables (sélary,_fringe benefits, low cost of living and good op-
portunities fbr outéide income). Salary is ranked first for all of the
respondents and the other three variables are ranked eighteenth, nine-

teenth and twentieth in a list of twenty variables.

5. Concluding discussion

The first-h#nd experience of the'éuthor in the survey of the LSDAs
provided a surprising insight that was not dispelled during the period
of data analysis. It was a sense of '"misgiving" about the performance
of the teacher ma:ket (i.e., the exchange and matching process, and the
market as an institution) and the competence of LSDAs to use the teacher
market.

It was expected that the LSDAs would have formed broad and incisive
generalizations about the retention of teachers (i.e., the minimization
of market activify) and the relative effectiveness of alternative
methods of teacher récruitmentf They talked cases. They were problem-
oriented.‘ They seemed either reluctant or umable to abstract and make

generalizations about the teacher market, They seemed to have few, if
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Table 5.14. LSDAs' _average ratings of choice variables by LSD size

strata
LSD Size LSD Size LSD Size
Choice Variables Strata 1 Strata 2 Strata 3 State

Salary 2.88 2.70 2,68 2.71
Availability of teaching mate-

rials and teaching facilities 2.38 2.82 2.56 2.61
Geographical location 2.25 2.41 2,61 2,51
Courses and/or class as- '

sigmments 2.63 2.59 2.41 2.49
Quality of school 2.50 2.59 2,35 2.44
Reputation of administrators 2,38 2.29 2.27 2,293
Competence and friendliness

of colleagues 2.38 2.41 2.20 2.288
Low pupil-teacher ratio 2.38 2.35 2.15 2.2372
Nearness to graduate school 2,50 2.18 2,20 2.,2372
Daily planning periods 2,50 2,18 2,09 2.17
Size of school and/or

school district 1.88 2.24 1.97 2.03
Community size 2.12 2.06 1.97 2,02
Quality of students 1.88 2.06 2.00 2.00
Democratic orgamization 1.88 1.94 2.03 1.9830
Good recreational and cul- _

tural opportunities 2,00 2,18 1.88 1.9827
Low workload 2.25 1.59 1.91 1.86
Good promotional op-

portunities 1.62 1.94 1.70 1.76
Fringe benefits 1.88 1.69 1.47 1.59
Low cost of living 1.75 0.88 1.44 1.32
Good opportunities for

outside income 1.13 1.12 1.03 1.07

aSurvey data.



80

any, common theories to guide their actions. They conveyed the impres-
sion that the market is a random and perverse process of which they had
little control or understanding. Many of their answers were prefaced
with "I really don't know" or "It depends on many things."

Admittedly there are good years and bad years, some vacancies are
easy to £ill and others are hard to fill, and so on. Nevertheless, if
the LSDAs do not form generalizatioms about the operation.of the teacher
market, it is doubtful that they can utilize the market efficiently due
to their concern with the parts and their apparent failure to comprehend
the whole. One insightful interview in the pretest stage was with a
school administrator who stated over and over again: ''They should be
able to answer that questiom--but they probably won't have the answer."

Although the teacher market is intangible, it is real. There are
many deviations and exceptions, yet, its operation does follow principles
and patterns. It exists in time and space, otherwise vacancies would not
| be filled. And of the two sets of participants (school administrators
and teachers), the set of school administrators is the most frequent
participant; hence, to an economist, this group would have the best
chance to be familiar, skilled and competent in the marketplace. The set
of LSDAs has the most resources and opportunities to analyze the market.
To conclude that LSDAs are much less skillful than expected must be
classed as the biggest disappointment of this study.

The significance of this disappointing conclusion is magnified by

the realization that a teacher shortage exists. Surely, more astuteness
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is required in a tight market (i.e., a shortage situation) than in a
surplus market.

Why do teachers resign? How much does it cost to recruit a new
teacher? ' What is the most effective search channel for recruiting new
teachers? These questions are of importance in handling day-to-day
recruitment problems in school districts. Yet, many of the LSDAs had
no idea why teachers resign--they knew teachers resigned but not why.
They knew that recruitment costs money and requires some of their time--
but now how much time or money. They advertise in the newspaper and/or
use university placement services=--but did not know the relative effec=
tiveness of these and other search channels. One is reminded of a movice
fisherman; that is, someone who throws a line into a pool of water and
is happy if he gets anything.

If the ﬁarket is not understood by its most frequent users, it
should not be surprising to fipd that the demanders and suppliers are
not being brought together. The market for teachers is a matching
process; hence, there is a need for the efficient exchange of large
amounts of information if good matches are to be consummated. In the
final analysis the burden of improving the efficiemcy of this market
must lie with tﬁe most frequent users and the ones who have the greatest
resources, namely, the school districts.

What can school administrators do to improve the efficiency of the
teacher market? A better understanding of the market would be helpful.
Accurate and meaningful termination interviews and improved record

keeping on recruitment activities at the school district level could pro-

vide instructive insights and generalizations. Larger school districts
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could acquire a considerable amount of information in a single year while
smaller school districts might have to accumulate their information over
several years. And in the case of the very small school districts it
might be necessary for them to pool their information. School ad-
ministrators may find other research to be useful as well, but

certainly this seems like a good place to start if the operation of the

teacher market is to be improved and the teacher shortage eased.
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VI. SUPPLY ANALYSIS

An economist has an obligation to treat supply as rigorously as
demand. Thus, he has a duty to treat supply as a schedule of prices
and quantities. Unlike the theory of demand for labor inputs, the
theory of supply with respect to labor has not been developed as
a rigorous schedule of prices and quantities. The usual direction
that exceptions have taken to the rigorous theory of labor supplj have
largely been concentrated in the definitional framework of net ad-
vantages. Adam Smith referred to this in the eighteenth centufy:

"The whole of the advantages and disadvantages of
the different employments of labour must, in the same
neighbourhood, be either perfectly equal or continually
tending to equality. If in the same neighbourhood, there
was any employment evidently either more or less ad-
vantageous than the rest, so many people would crowd into
it in the one case, and so many would desert it in the
other, that its advantages would soon return to the
level of other employments. This at least would be the
case in a society where things were left to follow their
natural course, where there was perfect liberty, and
where every man was perfectly free both to chuse what
occupation he thought proper, and to change it as often
as he thought proper. Every man's interest would prompt
him to seek the advantageous, and to shun the disad~
vantageous employment." (103, p. 99).

And Alfred Marshall addressed himself to the same notion in the 19th

century:
" ... the attractiveness of a trade depends on many other

causes besides the difficulty and strain of the work to be

done in it on the one hand, and the money-earnings to be

got in it on the other. And when the earnings in any oc-

cupation are regarded as acting on the supply of labour

in it, or when they are spoken of as being its supply

price, we must always understand that the term earnings

is only used as a short expression for its 'net ad-

vantages.' We must take account of the facts that one

trade is healthier or cleaner than another, that it is

carried on in a more wholesome or pleasant locality, or

that it involves a better social position." (70, pp. 556-557).
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The contents of this chapter focus attention on net advantages.
Supply has been approached from the importance of the variables
(i.e., net advantages) that attracted teachers to their new employ-
ment positions in September 1968; the seérch channels and costs (both
outlay and opportunity costs) of seeking employment; the reasons for
resignations (ex ante and ex post); and, the kinds of work activity

that are attractive to teachers.

1. Description of the mew teachers

The new teachers (NETs) of the LSDs can be described in numerous
ways. The descriptive variables included in this section include sex,
age, marital status, experience, highest degree held, home state, per-
cent»of time employed in present position, and sources of supply (e.g.,
homemakers, students, and other sources). Moreover, each of the above
has been viewed with respect to the three LSD size strata. Finally,
an estimate of the direction of movement has been made for those NETs
who were employed as teachers in public education during the 1967-1968
school year.

a. Sex of NETs Of the 631 NETs who completed questionnaires,

219 (34.7 percent) were male and 412 (65.3 percent) were female. The
sample results compare rather well with the population of Iowa teachers
in the 1967-1968 school year when 35.1 percent were male and 64.9 per=-
cent were female (23, p. 101).

The survey results are classified by sex and LSD size strata in
Table 6.1 where a rather interesting feature can be noted. The per-
centage of male NETs rises from 30.2 percent to 34.8 percent to 41.3

percent as one moves from the largest to the smallest LSD size strata.,
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Table 6.1. Sex of new teachers by LSD size strataa
LSD Size LSD Size LSD Size

Sex of New Teachers Strata 1 _Strata 2 Strata 3 _State
Male
i. Number 76 72 71 219
ii. Percent 30.2 34.8 41.3 34.7
Female
i. Number 176 135 101 412
ii. Percent 69.8 65.2 58.7 65.3
TOTAL
i. Number 252 207 172 631
ii. Percent 100.0 100.0 100.0 100.0

aSurvey data.

b. Age of NETs Almost fifty percent (49.9 percent) of the 628
NETs who responded to the question on age were under 25 years of age.
Ratﬁer interestingly, for thé'poPulation of teachers employed in Iowa's
LSDs for the 1967-1968 school year, only 9.9 percent were under 25 years
of age (23, p. 103). Of course it is probable that the 293 NETs (Table
6.6) who were students in.the 1967-1968 school year would greatly affect
the percent of NETs under 25 years of age for the sample versus the
population. (The implicit assumption is that a substantial number of the
former students would be under 25 years of age.)

It can also be noted in Table 6.2 that 72.2 percent of the NETs in
the sample were under 30 years of age. Only 12.4 percent of the NETs were

over 40 years of age. Thus, it can be inferred that older teachers have
place utility (118) and are less likely to move (place utility is as-

sociated with some position in space).
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Table 6.2, Age of new teachers by LSD size strata®

LSD Size LSD Size LSD Size
Age of New Teachers Strata 1 Strata 2 Strata 3  State
Under 22 years
i. Number 78 54 55 187
ii. Percent 31.1 26.1 32.4 29.7
23 - 24 Years
i. Number 50 45 32 127
ii. Percent 19.9 21.7 18.8 20,2
25 = 29 Years
i. Number 56 52 ‘32 140
ii. Percent . 22,3 25,1 18.8 22.3
30 =34 Years
i. Number 20 18 20 58
ii. Percent 8.0 8.7 11.8 9.2
35 = 39 Years
i. Number 18 14 6 38
ii. Percent 7.2 6.8 3.5 6.1
40 - 44 Years
i. Number 11 : 8 8 27
45 - 49 Years
i. Number 8 4 9 21
ii. Percent 3.2 1.9 5.3 3.3
50 Years and Over .
i. DNumber 10 12 8 30
ii. Percent 4.0 5.8 4.7 4.8
Subtotal
i. Number 251 207 170 628
ii. Percent 100.1 100.0 100.0 99 .9
No Age Response 1 2 3
TOTAL 252 207 172 631

aSurvey data,
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c. Marital status of NETs About 68 percent of the 631 NETs were

married and 28 percent had never been married at the time of the survey.
About four percent of the NETs reported themselves to be separated,
divorced or widowed.

These results are included in Table 6.3 by LSD size strata where it
can be noted that the NETs who were married formed an increased percent
of teachers hired as LSD size falls. The opposite is true for those

NETs who were never married.

Table 6.3. Marital status of new teachers by LSD size strataa

Marital Status of LSD Size LSD Size LSD Size

New Teachers Strata 1 Strata 2 Strata 3 State
Never Married

i. Number 79 59 38 176

ii. Percent 31.3 28.5 22.1 27.9
Married

i. Number 163 139 129 431

ii. Percent 64.7 67.1 75.0 68.3
Separated

i. Number - - 1 1

ii. Percent 0.6 0.2
Divorced

i, Number 6 7 3 16

ii. Percent 2.4 3.4 1.7 2.5
Widowed

i. Number 4 2 1 7

ii. Percent 1.6 1.0 0.6 1.1
TOTAL

i. Number 252 207 172 631

ii. Percent 100.0 100.0 100.0 100.0

aSurvey data.
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d. Years of teaching experience Of the 630 teachers who reported

their total years of teaching experience in public education, 46.5 percent
had no experience (Table 6.4) and only 22.8 percent had five or more years
of teaching experience.

For the 1967-1968 school year, 27.8 percent of all classroom teachers
in Iowa had less tham five years of teaching experience (23, p. 97) com-
pared to the 77.1 percent in the sample that had less than five years of
experience. This would seem to suggest, as a general rule on the basis
of the survey data, that if a teacher resigns he will probably be replaced

by a new teacher with less teaching experience in public education.

Table 6.4. Years of teaching experience of new teachers by LSD size st::':a.taél

Years of Teaching LSD Size LSD Size LSD Size
Experience of New Strata 1 Strata 2 Strata 3 State
_Teachers
No Experience _
i. Number 124 87 82 293
ii. Percent 49.2 42.0 48.0 46.5
1-2 Years Experience
i. Number 45 34 27 106
ii. Percent 17.9 16.4 15.8 16.8
3=4 Years Experience
i. Number 29 31 27 87
ii. Percent 11.5 15.0 15.8 13.8
5~9 Years Experience
i. Number 35 35 16 86
ii. Percent 13.9 16.9 9.3 13.6
10 or More Yrs. Experience
i. Number 19 20 19 58
ii. Percent 7.5 9.7 11.1 9.2
Subtotal
i. Number 252 207 171 630
ii. Percent 100.0 100.0 100.0 99.9
No Response - - 1 1
Tocal 252 207 172 631

aSurvey data.
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e. Highest degree held by NETs The smaller LSDs tend to hire
more teachers with no degree aﬁd fewer teachers with advanced degrees
than the larger LSDs. Nevertheless, a substantial percent (73.5 percent)
of the NETs held a Sachelor's degree in education and another 12.6 per-
cent held a bachelor's degree in some other field. There were 86.1 per-
cent NETs in the sample who held a bachelor's degree, 10.1 percent held
a master's degree and a mere 3.8 percent held no degree. These results

are summarized in Table 6.5 by LSD size strata.

Table 6.5. Highest degree of mew teachers by LSD size s;;ataa

Highest Degree of LSD Size LSD Size LSD Size
New Teachers Strata 1 Strata 2 Strata 3 State
No Degree
i. Number 2 13 9 24
ii. Percent 0.8 6.3 5.3 3.8
B.A. or B.S. in Education
i. Number 180 160 120 460
ii. Percent 71.7 77.7 71.0 73.5
B.A. or B.S. not in Education
i. Number ' 34 18 27 79
ii. Percent 13.6 8.8 16.0 12.6
M.A. or M.S. in Education
i. Number 26 11 8 45
ii. Percent 10.4 5.3 4,7 7.2
M.A. or M.S. not in Education
i. Number 9 4 5 18
ii. Percent 3.6 1.9 3.0 2.9
Subtotal
i. Number 251 206 169 626
ii. Percent 100.1 100.0 100.0 100.0
No Respomse 1 1 3 5
TOTAL 252 207 172 631

aSurvey data.
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f£. NETs' work activities: 1967-1968 school year By identifying

the work activities of the NETs during the school year prior to the sur-
vey year (i.e., 1967-1968), it is possible to identify the sources of
supply. The question posed to the NETs (Appendix G, questions 29 and
30) was an open-ended question that allowed multiple answers; hence, the
number of responses, 684, exceeded the number of respondents, 628.

The largest source of NETs for the survey year was undergraduate
students (40.3 percent) which was followed very closely by public school
teachers (37.9 percent). A further 13.4 percent of the NETs had been
homemakers during the 1967-1968 school year, and 6.4 percent had been
graduate students. These four work activities accounted for 98.0 percent
of the sources of supﬁly of NETs. The above work activities amd others
are reported in Table 6.6 by LSD size strata.

A second table (Table 6.7) is included for the four activities
noted above (the graduate énd undergraduate student categories have been
combined). One of the interesting features of this table is the row of
percentages for students. There seems to be very little difference in
these percentagés by LSD size strata. Even the smallest LSDs seem to
fare about as well as the large LSDs in hiring students. In the inter=-
views in the smaller LSDs, several LSDAs observed that university place-
ment officers were not too helpful. However, this may have been a re-
flection of something other than their success in hiring recent and/or
prospective students. It may very well be that university placement of-
ficers do not treat a small LSD as well as a lérge one~~possibly due to

economies of scale--and this may be the principal reason why some of the
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Table 6.6. NETs' work activity in 1967-1968 by LSD size strata>
LSD Size LSD Size LSD Size

NETs' Work Activity: Strata 1 Strata 2 Strata 3 | State
1967-1968 School Year No. % No. % | No. % | No. %
Professional Workers 3 1.2 7 3.4 2 1.2 12 1.9
Agricultural Workers - - 1 0.5 1 0.6 2 0.3
Proprietors, Managers

and Officials - - 2 1.0 - - 2 0.3
Clerical and Kindred

Workers 2 0.8 1 0.5 6 3.5 9 1.4
Sales Workers 2 0.8 4 1.9 | - - 6 1.0
Skilled and Unskilled

Workers 1 0.4 1 0.5 1 0.6 3 0.5
Homemakers 33 13.2 | 27 13.2 {24 13.9 | 84 13.4
STUDENTS : -

Undergraduate 107 42.8 | 77 37.3 | 69 40.1 (253 40.3

Graduate 19 7.6 | 11 5.3 10 5.8 | 40 6.4
TEACHERS : '

Public School 92 36.8 | 82 39.8 | 64 37.2 |238 37.9

Private School 4 1.6 1 0.5 2 1.2 7 1.l

College and Uni-

versity 2 0.8 1 0.5 2 1.2 5 0.8

Other 9 3.6 | 10 4.9 4 2.3 | 23 3.7
Total Number of Work b c b c b c b c
Activities: 1967-1968 274" 109.6 {225 109.37(185  107.6 {684 109.0
No. of NETs Responding 250 206 172 628
No. of Non-Respondents 2 1 - 3

aSurvey data.

bAdds to more than total number of respondents due to multiple answers.

®Adds to more than 100 percent due to multiple answers.



92

a
Table 6.7. Three sources of supply of NETs by LSD size strata

LSD Size LSD Size LSD Size
Sources of Supply Strata 1 Strata 2 Strata 3 State
Students (both Graduate
and Undergraduate)
i. Number 126 88 79 293
ii. Percent 50.4 42,7 45.9 46.7
Public School Teachers
i. Number 92 82 64 238
ii. Percent 36.8 39.8 37.2 37.9
Homemakers
i. Number 33 27 24 84
ii. Percent 13.2 13.1 14.0 13.4
Total of Three Sourcesb
i. Number 251 197 167 615
ii. Percent . 100.4 95.6 97.1 98.0
Total Sources Reportedb |
i. Number 274 225 185 684
ii. Percent 109.6 109.3 107.6 109.0
No. of NETs Responding’ 250 206 172 628
No. of Non-Respondents 2 1 - 3

aSurvey data. Work activity is a term interchangeable with
supply source.

bThe total number of NETs who responded to the question on work

activity or supply sources is less than the number of sources reported
since the open-ended question permitted multiple responses.

administrators in the smaller LSDs volunteered their criticisms of uni-
versity placement éervices. In the final analysis, however, when the
hiring has been completed, the smaller LSDs seem to do as well in at-
tracting new graduates.as larger LSDs and thus succeed much better than

their comments would lead one to expect.
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g. Home state of NETs The NETs were asked to identify their

"home state" (Appendix G, questiom 22). Of the 625 NETs who answered this
question, 464 (74.2 percent) said they were from Iowa (Table 6.8). An-
other 118 teachers (18.9 percent) were from states that were defimed to
be "states adjacent to Iowa' (i.e., Illinois, Kansas, Minnesota, Mis-
souri, Nebraska, South Dakota and Wisconsin). Thus, 582 of the 625 NETs
(93.1 percent) considered their "home state" as‘either Iowa or a state
adjacent to Iowa. And as a matter of interest it might be noted that ome

NET reported his home state to be "all over the world."

Table 6.8. Home state of new teachers by LSD size st;ataa

Home State of New LSD Size LSD Size ISD Size
Teachers Strata 1 Strata 2 Strata 3  State
Iowa
i. Number 181 158 125 464
ii. Percent 72.4 76.7 74.0 74.2
States Adjacent to Iowab .
i, Number 45 37 36 118
ii. Percent . 18.0 18.0 _ 21.3 18.9
Rest of United States
i. Number 24 11 8 43
ii. Percent 9.6 5.3 4.7 6.9
Subtotal
i. Number 250 206 169 625
ii. Percent 100.0 100.0 100.0 100.0
No Response ' 2 1 3 6
Total 252 207 172 631

aSurvey data.

bSta.tes adjacent to Iowa includes Illinois, Kanmsas, Minnesota,
Missouri, Nebraska, South Dakota and Wisconsin.
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h. Percent of time emplovyed 628 NETs reported on the amount of

time--that is, full-time or part-time fractions thereof--for which they
had contracted to work in the 1968-1969 school year (Appendix G, ques-
tion 26). The results (Table 6.9) clearly indicate that 609 (97.0
percent) of the NETs were employed on a full-time basis. Moreover, there

is very little variation in this percentage by the three LSD size strata.

Table 6.9. Percent of time employed by LSD size strata’

Percent of Time LSD Size LSD Size LSD Size
Employed Strata 1 Strata 2 Strata 3  State
Full-time (100 percent)
i. Number 245 199 165 609
ii. Percent 97.6 96.1 97.1 97.0
Less than Full-Time
i. Number 6 8 5 19
ii. Percent 2.4 3.9 2.9 3.0
Subtotal
i. Number 251 207 170 628
ii. Percent 100.0 100.0 100.0 100.0
No Response 1 -~ 2 3
Total , 252 207 172 631

aSurvey data.

i. Inter~LSD movement of NETs Of the 631 NETs in the sample,

223 (35.3 percent) reported that they had taught in a public school
district during the preceding school year, 1967-1968 (Appendix G, ques-
tions 29, 31 and 32). It would seem reasonable to suggest hypotheses
about the direction of movement of teachers who resign, etc. from ome
teaching position for another. Ome might hypothesize, for example, that

movement would occur from smaller to larger LSDs because of (i) better
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facilities (e.g., school plant, and educational program; medical, enter-
tainment and cultural facilities; etc.), and (ii) better salaries (i.e.,
in the 1967-1968 school year the average salaries for the three LSD size
strata were as follows: LSD size strata 1, $7629; LSD size strata 2,
$7071; and, LSD size strata 3, $6334) (47).

If, for example, it is assumed that, ceteris paribus, the price of

teaching services (salary) is the variable céusing inter-LSD movement,
then it would seem logical to hypothesize that teacher movement would
occur from smaller LSDs to larger LSDs, on the average, given the above
salary information. Curiously enough this expectation does not appear

to be supported by the survey data. Two tables and supporting discussion
have been prepared to illustrate this result.

In Table 6.10 frequency data have been prepared by LSD size strata
for the size LSD in which a teacher was located in the pre=-survey year,
and the LSD size strata in which a teacher acce#ted employment for the
survey year, 1968-1969. It can be noted in Table 6.10, for example, that
of the 223 NETs in this subsample, 91 resigned from the largest LSD size
strata, 67 from the second largest and 65 from the smallest LSD size
strata. The 223 relocated themselves with 58 accepting employment in the
largest size strata, 80 in the second largest and 85 in the smallest size
stfata. Hence, the school districts in the largest size strata experi-
enced a net change of -33 teachers (i.e., 58 - 91 = -33), the second
largest gained 13, andv;he smallest strata gained 20 teachers. The con-
clusion is fairly evident: The movement of teachers was towards smaller

LSDs and not towards the larger LSDs that pay the higher average salaries

to their professional employees. Although there may be some sampling er-
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ror, this randomly drawn sample would not be expected to include any bias.
Hence, the above results for the subsample are an unbiased estimate of

the direction of movement in the state.

Table 6.10. Inter-LSD teacher movement by LSD size strata®

LSD Size LSD Size LSD Size
Strata 1 Strata 2 Strata 3 Total

Number of Resignations in
Each Strata, Year Ending

1967-1968 91 67 . 65 223
New Location by Strata,

Year Beginning 1968-1969 58 80 85 223
Net Change =33 +13 +20 0

aSurvey data.

The data presented in Table 6.10 disguises intra-LSD strata movements.
Moreover, a movement from an LSD of 20 teachers (size strata 3) to ome
with 40 teachers (size strata 3) is different from a movement from a
district with 20 teachers to one with 60 teachers (size strata 2). And
a movement from an LSD with 20 teachers toome with 1000 teachers (size
strata 1) is quite different. To compensate for the various movements a
system of weighting was developed that incorporates both intra-LSD strata
and inter-LSD strata movements. This weighting system permits the com-
putation of a single number representing the pattern of teacher move-

ment in the aggregate.
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A movement within a size strata was given either a weight of +0.5 !
(i.e., a movement to a larger LSD within the strata) or a weight of -0.5
(i.e., a movement to a smaller LSD within the strata). A movement to
an LSD one size strata larger was given a weight of +l.5 and a move-
ment to an LSD size strata two sizes larger was given a weight of +2.5.
Similarly, a movement to an LSD one size strata smaller was given a
weight of -1.5 and to an LSD two sizes smaller a weight of -2.5.

An individual teacher employed in LSD size strata one (largest
strata) during the pre-survey year could have made one of four differgnt
moves: (i) to a larger district in strata 1 (weight = +0.5); (ii) to a
smaller district in strata 1 (weight = -0.5); to strata 2 (weight =
-1.5); and, to size strata 3(weight = -2,5). By multiplying the weights
times the frequency of each move, and then summing algebraically a
weighted value of fhe pattern of movement for size strata ome is
obtained. If the number is positive, the movement occurred to larger
districts and if negative the movement is towards smaller districts. A
weighted value of zero would indicate that movements cancelled each
other out.

Similar weights and movements occur for the other two size strata.
The sum of all of weights (see Table 6.11) is zero. If the weighted
values are summed over all of the movements, a negative value implies a
movement to smaller districts, a positive value implies a movement to
larger districts, and a value of zero implies the net effects of teacher

movements cancel each other out.
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Table 6.11. Inter-LSD and intra~LSD movement of teachers by LSD
size strata

Description of Movement Frequency Weight Weighted Value

LSD Strata 1 Resignees Moved to:

i. A Larger LSD in Strata 1 19 +0.5 9.5
ii. A Smaller LSD in Strata 1l 14 ~0.5 - 7.0
iii. LSD Size Strata 2 41 -1.5 - 61.5
iv. LSD Size Strata 3 : 17 -2.5 - 42,5
Algebraic Weighted Sum for LSD Strata 1 -101.5
LSD Strata 2 Resignees Moved to:
i. LSD Size Strata 1 14 +L.5 + 21.0
ii. A Larger LSD in Strata 2 13 +0.5 + 6.5
iii. A Smaller LSD in Strata 2 7 -0.5 - 3.5
iv. LSD Size Strata 3 33 -1.5 - 49.5
Algebraic Weighted Sum for LSD Strata 2 - 25.5
LSD Strata 3 Resignees Moved to:
i, LSD Size Strata 1 11 +2.5 + 27.5
ii. LSD Size Strata 2 19 +1l.5 + 28.5
iii., A Larger LSD in Strata 3 23 +0.5 + 11.5
iv. A Smaller LSD in Strata 3 12 -0.5 - 6.0
Algebraic Weighted Sum for LSD Strata 3 + 61.5

Algebraic Sum Over All LSD Size Strata = -10l.5 - 25.5 + 61.5 = -65.5
Number of NETs Moving to a Larger LSD 99

Number of NETs Moving to a Smaller LSD 124

aSurvey data.

Of the 91 teachers employed in the largest size strata in the 1967-

1968 school year, 19 moved to a larger LSD within the first strata
(weighted value of 49.5), 14 made a movement to & smaller LSD within the
largest strata (weightéd value of -7.0), 41 moved from the largest to the
second 1argest'size strata (weighted value of -61.5) and 17 moved to the

smallest size strata (weighted value of -42.5). The algebraic sum for

the largest size strata is -101.5 (i.e., -101.5 = 49,5 - 7.0 - 61.5 - 42.,5).
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Since the algebraic sum is negative it can be concluded that the pattern
of the teachers' movement who resigned from LSDs in size strata one was
towards smaller LSDs in the survey year.

Similarly it can be notéd in Table 6.11 that the pattern of move-
ment for teachers who resigned from the second largest size strata (LSD
size strata 2) was also to smaller LSDs since the algebraic sum is nega-
tive (i.e., -25.5). The pattern of movement for the teachers who re-
signed from LSDs in the smallest size strata was towards larger LSDs
since the sign of the algebraic sum is positive (i.e., +61.5).

Finally, the algebraic sum over all of the teachers in this sub-
sample is negative (i.e., =-65.5 = 101.5 - 25.5 + 61.5); hence, it can
be con¢luded that in the aggregate the pattern of movement of the 223
teachers was towards smaller LSDs in the survey year.

Of course, the algebraic sum of the weighted values over all of the
teachers, -65.5, is not unique since it is based on an arbitrary scale.
Nevertheless, given the survey data, the three size strata and any
linear transformation of these arbitrary weights, the same result will
occur: The net movement of teachers between LSDs was towards smaller
LSDs.

2. Choice variables of NETs

The NETs were asked two questions (Appendix G, questions 1 and 2) to
obtain ordinal data about the variables that were important to them in
seeking the teaching positions accepted for the 1968-1969 school year.
The first question asked the NETs to rate the importance of each variable
in a prepared list of 24 according to a scale ranging from a numerical

value of three (very important) to a numerical value of zero (not impor-
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tant). In question two they were asked to (i) use the same rating scale
on five summary choice variables, and (ii) rank the same five summary
choice variables.

Another way of looking at choice is to investigate the number of LSDs
from which firmvoffers of employment were obtained. Presumably a NET
with a number of firm offers would have a better opportunity to maximize

"an ordinal and subjectivg utility function thaﬁ a NET who had but ohe
firm offer (of course, a teacher might only apply for ome position that
is considered to be his '"first" choice and then look no further if an
acceptable offer of teaching employment is received). As a further
aspect of the choice process, each NET was asked if there were a teaching
position that was preferred over all others and whether or not this posi-
tion was obtained (Appendix G, question 9). The NETs were also asked to
give a general description of the availability of information on teach-
ing employment in their areas of specialization (Appendix G, question 5).

Finally, and in view of numerous contradictions in previous research
over the importance of salary as a choice variable, the NETs were asked
whether or not they had a minimum salary (Appendix G, question 14).
Presumably, the saléry level received is not as important if it exceeds

one's minimum than if it falls near or below one's minimum.

a. Tmportance of individual choice variables The NETs were
asked to rate the importance of a list of choice variables (Appendix G,
question 1) in their decision to choose their 1968-1969 teaching posi-
tion on a four numeral rating scale that varied between three (very
important) and zero (not important). By adding the numerical responses

for each of the listed variables (24 in all), an ordinal estimate of the
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aggregate and subjective valuation for éach variable is obtained. If the
aggregate is then divided by the number of respondents an average re-
sponse is obtained.

The variable with the largest average response value is ‘''teaching
assignment(s)'" with a value of 2,27, and the second highest value is for
"salary" (2.19). In the last pretest of the questionnaire prepared for
the NETs, the teacher completing the questionmaire said: "I chose my
job because the school superintendent showed an interest in me and my
major area, art.' Because of this suggestion the NETs were asked to
rate the importance of the following item: 'School administrators
showed an interesf in me and my field of work in the contacts I had with
them.," This item ramked third with a value of 2.18 behind teaching
assigmment(s) and salary. The 24 choice or decision variables that
the NETs were asked to rate are listed im Table 6.12 by LSD size strata
in descending order.

There are some curious patterns in looking across several of the
rows for the three size strata (although it must be realized that com-
parisons of the average responses on the basis of their absolute size is
hazardous since'the results have meaning with respect to ordimality;
hence, they areonly unique up to a monotonic tramnsformation). Neverthe-
iess, it is interesting to note that the average value for salary in-
creases from 2.13 to 2.22 to 2.23.v That is, salary becomes more impor-
tant as the LSD size gets smaller. The average salary level falls from
$7629 to $7071 to $6334 for the same three size strata. So, salary be-

comes more important as the salary level declines. Certainly the re-
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a
Table 6.12. Average ratings of choice variables by LSD size strata

ILSD Size LSD Size LSD Size

Choice Variables Strata 1 Strata 2 Strata 3 State
Teaching Assignment (s) 2.10 2.39 2.38 2.27
Salary 2.13 2.22 2.23 2.19
LSDAs Showed an Interest in

Teacher and/or Teaching Field 2.08 2.26 2.22 2.18

Availability of Teaching '
Materials and Teaching

Facilities 2,07 1.99 2.0176 2.03
Competent and Friendly Colleagues 2.05 2.01 1.865 1.99
Future Salary Prospects 1.84 1.85 1.78 1.93
Reputation of LSD 2,02 1.814 1.74 . 1.88
Geographical Location of

Community : 1.682 1.90 2.0175 1.85
Reputation of LSDAs 1.72 1,95 1.860 1.83
Friends, Relatives and/or

Spouse Nearby LSD 1.96 1.75 1.58 1.79
Size of School and/or LSD 1.679 1.811 1.63 1.71
Size of Community 1.70 1.74 1.42 1.63
Low Pupil-Teacher Ratio 1.50 1.51 1.70 1.56
Quality of Students 1.31 1.39 1.57 1.41
Daily Planning Periods 1.32 1.41 1.48 1.39
Fringe Benefits 1.44 1.35 1.29 1.37
Nearness to Graduate School 1.46 1.21 1.13 1.29

Teachers Play an Active Role
in Policy-Making 1.25 1.33 1.25 1.27

Good Entertainment and Re-
creational Facilities in

Community 1.42 1.25 0.84 1.21
Low Workload 1.14 1.17 1.07 1.13
Good Opportunities for Future

Employment in Nearby LSDs 0.88 0.72 0.86 0.82
Good Opportunities for Outside

Income 0.72 0.60 0.49 0.62
Good Opportunities for Jobs

Outside of Public Education 0.64 0.60 0.38 0.55
Marriage Prospects 0.44 0.35 0.25 0.35

aSurvey déta.
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lationship has not been evaluated rigorously, nor is it likely that a
rigorous test is possible given the nature of the data, nevertheless,
the result is interesting.

Other interesting observations for the three size strata can be
observed in Table 6.12 as the LSD size strata declines from the largest
to the smallest: (i) aﬁailability of teaching materials becomes less
important; (ii) competent and friendly colleagues becomes less impor=-
tant; (iii) reputation of LSD becomes less important; (iv) geographical
location becomes more important; (v) low pupil-teacher ratio becomes
more important; (vi) quality of students becomes more important; (vii)
daily planning periods become more important; (viii) fringe benefits
become less important; (ix) nearness to graduate school becomes less
important; (x) good entertainment and recreational facilities become
less important; (xi) good opportunities for outside income become less
important; (xii)_good opportunities for jobs outside of public education
become less important; and, (xiii) marriage prospects become less impor-
tant. The other variables in the list (Table 6.12) reflect mixed patterns
across the three strata.

Similar tables to Table 6.12 could be included for other groupings
of the choice or decision variables. However, to simplify the presenta-
tion and still include the essential relationships of the choice vari-
ables with respect to other categories, several statistical tests were
run for the ranks of the choice variables by the following descriptive
variables: (i) sex of the NETs; (ii) age of the NETs; (iii) marital

status of the NETs; and, (iv) LSD size strata. Each of the following null

hypotheses were rejected at the one percent level:
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by the male

H6.2 There is no

of the list
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relationship in the ratings of the importance
of choice or decision variables when ranked
and female teachers in the sample.

relationship in the ratings of the importance
of choice or decision variables when ranked

by different age groupings of the NETs.

H6 3 There is no
* of the list

relationship in the ratings of the importance
of choice or decision variables when ranked

by the marital status of the NETs.

H6 4 There is no
¢ of the list
by the NETs

Since each of the

relationship in the ratings of the importance
of choice or decision variables when ranked
in each of the LSD size strata.

above hypotheses are rejected at the one percent

level of significance, it can be concluded that the NETs in the sample

rated the 24 choice or

decision variables about the same (i.e., the rat-

ings are associated) when statistically tested by (i) male versus fe-

male teachers, (ii) age, (iii) marital status, and (iv) LSD size strata.

The statistical results are summarized in Table 6.13. For example, since

Table 6.13. Ratings of choice variables by sex, age, marital status and
LSD size strata of respondents: statistical amalysis

List of Choice Variables Rated with Re- Theoretical Observed
spect to the Following Groupings of NETs Value Value
%%
i. Sex of NETs r_ = 0.485° r_ = 0.930
- ii. Age Groupings of 2 c 2 dede
NETs X = 41.64 x = 171.64
iii. Marital Status of 2 c 2 e
NETs x~ = 41.64 X" = 64.24
R . 2 c 2 *%
iv. LSD Size Strata x = 41.64 X = 66.58

aSurvey data.

bCritical value for the one percent level of significance (100,p.284).

Ccritical value for the ome percent level of significance (100,p.249).

Significant at the one percent level.
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the observed T for sex of NETs exceeds the theoretical rs, it can be
concluded that male and female teachers attach about the same order of
importance to the list of variables when they are ranked and tested with
the Spearman rank correlation coefficient. The other three sets of
statistical tests were based on the Kendall coefficient of concordance.

b. Importance of summary choice variables After being asked to
rate the importance of the 24 choice variables inlthe prepared list (dis-
cussed in the preceding section), the NETs were asked to rate five sum-
mary choice variables (Appendix G, question 2). The rating scale ranged
from a numerical value of three (very important) to a value of zero (not
important). The rating values for each variable were summed over the
responding NETs and the average response was computed for each of the
five summary choice variables.

The five summary variables were designed to summarize the 24 choice
or decision variables (as best this could be done). The five summary
variables included the following:

i. The school (i.e., students, building, class size, courses or
grade level taught, teaching aids, reputation of the school,
etc.);

ii. Administration and supervision of the school (i.e., progres-
sive school board, pleasant and congenial supervisors, etc.);

iii, Economic variable (i.e., salary, fringe benefits and advance-
ment prospects);

iv. Geographical location (i.e., nearness to graduate school, friends,

relatives and/or spouse nearby; climate; recreational and

cultural facilities; etc.); and,
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v. Future employment prospects (in public education and/or

other occupations in this locale).

The average value for goegraphical location is 2.31; for the school
it is 2.25; for the economic variable 2.12; for administration and super-
vision of the school 2.11; and for future employment prospects 1.07.
Although the absolute value of these numbers has no meaning, nevertheless,
the average value for future employment prospects is so low that it does
seem reasonable to infer that the future does not have much impact on
the choice or decision sets of the NETs in this study.

Interestingly enough, the variable geographical location was ranked
eighth in the prepared list of 24 variables (Table 6.12); however, as a
summary variable it is ranked first. And while salary was second in
Table 6.12, the economic variable is third in the summary table (Table
6.14). Table 6.14 reports the average responses for the ratings of the

five summary variables by LSD size strata.

Table 6.14. Average importance of summarychoice variables by LSD size strataa
LSD Size LSD Size LSD Size

Choice Variables, Summary Strata 1 Strata 2 Strata 3 State
Geographical Location 2.34 2.28 2.31 2.31
The School 2.18 2.28 2.30 2.25
Economic Variable 2.11 2.17 2.06 2.12
Administration and Supervision

of the School 1.98 2.16 2,23 2.11
Future Employment Prospects 1.20 1.00 0.95 1.07

aSurvey data.
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An interesting hypothesis that was considered with respect to the
ratings of the summary choice variables is the following:
H6.5 There is.novrelationshiP in th? ratings of the importance
: of the five summary choice variables when ranked by the
99 NETs who were employed in public education in the pre-
survey year and moved to a larger LSD versus the 124 NETs
who were employed in public education in the pre-survey
year and moved to a smaller LSD (see Table 6.11).
The null hypothesis is accepted at the five percent level. The observed
T of 0.700 is less than the theoretical T of 0.900 at the five percent
level (100, p. 294). Therefore, it can be inferred that the 99 who
moved to larger LSDs rated the summary variables differently than the
124 who moved to smallgr LSDs. The main source of the discrepancy in
the fanks of the two groups is the following: (i) the economic vari-
able was ranked second by the 99 and fourth by the 124; (ii) the admin-
istration and supervision of the school was ranked fourth by the 99 and
third by the 124; and, (iii) geographical location was ranked third by
the 99 and second by the 124. Both groups ranked the school first and
the future last.
The ratings of the above summary variables were checked by means of
a second question (Appendix G, question 2). An individual NET might
give one choice variable (e.g., school) a rating value of three (very
important) and another variable (e.g., geographical location) a value of
two (moderately important), However, there is still the possibility that
if this NET would rank school versus geographical location, he might rank
location first and school second. For this reason the NETs were asked to
rank the five summary variables. (Incidentally, there were a surprising-

ly large number of cases in which the ratings were not in full agreement

with the rankings. Unfortunately, a quantitative count of the actual
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number of discrepancies is not available.) The rank data provided by the
teachers were converted into a descending ordinal scale in which a rank

. of one was given a value of five, a ramk of two a value of four, and

so on. These weights were then summed over the responding NETs and an
average response was computed.

The results (Table 6.15) reveal that the school is now ranked first
(average weight of 3.64); geographical location is second (average
weight of 3.55); the economic variable is third again (average weight
of 3.24); administration and supervision of the school is again fourth
(average weight of 3.14); and future employment prospects is last again
(average weight of 1.46).

If the NETs had been consistent in rating the summary variables
versus ranking them, the rank-order of the averages in Table 6.14 would
be identical to the rank-order of the averages in Table 6.15. Since two
of the variables are interchanged for the two methods, it can be concluded

that there were some inconsistencies in the responses.

Table 6.15. Average ranks of summary choice variables by LSD size strata®

Choice Variables, Summary LSD Size LSD Size LSD Size
Strata 1 Strata 2 Strata 3 State

The School 3.55 3.65 | 3.75 3.64
Geographical Location 3.58 3.50 3.57 3.55
Economic Variable 3.28 3.22 3.21 3.24
Administration and Supervision

of the School 3.00 3.21 3.25 3.14
Future Employment Prospects 1.62 1.44 1.24 1.46

aSurvey data.
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The economic variable is of interest. Its importance (relatively)
as a decision variable does not emerge clearly from this research or
other research. For example, Orlich, et al. (76) conclude that economic
variables are important while Brown (13) concludes that matters other
than money are important. Although it would be grossly presumptuous to
assert that the method used in this research is the 'best' way to
evaluate the relative importance of salary as a decision variable,
it does seem much superior to the method used by Orlich, et al. in
which the importance of the economic variables emerged from a weight-
ing system that was not based on the overt amswers of their re-
spondents. They took a list similar to the one in Table 6.12, selected
the ones that seemed to come under different summary headings and
averaged the single responses under summary headings in order to ob-
tain their summary results.

The summary choice variables of Tables 6.14 and 6.15 were sub-
jected to limited statistical analysis. The ratings of the summary
choice variables of Table 6.14 and the rankings of the summary choice
variables in Table 6.15 were statistically tested (i.e., Kendall
coefficient of concordance) by LSD size strata. The following

hypotheses were rejected at the one percent level of significance:

H There is no relationship in the ratings of the
importance of the list of summary choice vari-
ables when rated by the NETs in each of the LSD

size strata (Table 6.14).

6.6

H6 7 There is no relationship in the rankings of the
*" 1list of summary choice variables when ranked by
the NETs in each of the LSD size strata (Table
6.15).
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Therefore, it can be inferred for both hypotheses that the NETs who ac-
cepted employment in the three size strata consider the summary listing
in about the samy way. The statistical coefficients, both observed and

theoretical, are included in Table 6.16.

. a
Table 6.16. Summary choice variables: statistical analysis

Theoretical Observed
Value Value
a. Importance of Summary Choice b sk
Variables by LSD Size Strata W=175.6 W = 83.5
b. Ranking of Summary Choice b ~ dede
Variables by LSD Size Strata W=175.6 W =82.0
c. Average Responses of (a) Above
by Average Responses of (b) c %
Above r, = 0.90 r = 0.90

aSurvey data.

bSiegel (100, p. 286). Critical value for one percent level of
significance.

cSi.egel (100, p. 284). Critical value for five percent level of
significance.

*
Significant at the five percent level.

%k '
Significant at the one percent level.

The final statistical test of the two sets of summary results was to
determine whether or not the ratings and rankings had been performed by
respondents from the same population. The following null hypothesis is

barely rejected at the five percent level of significance:
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H6 8 There is no relationship between the ratings of the impor-
- tance of the list of summary choice variables versus the
rankings of the same list of choice variables.
Since the observed and theoretical values of r, are equal for the five
percent level of significance the null hypothesis is rejected. The

statistical results for this hypothesis are also included in Table 6.16.

c. Other dimensions of job choice In addition to the variables

that influence the decision set of a teacher in the market, there is
the possibility of evaluating the number of teaching positions investi-
gated, and the number from which a firm offer was received (Appendix G,
question 6). For the 625 NETs who answered the question, they applied
to an average of 4.55 school districts (214 NETs or 34.4 percent of the
respondents submitted only one application),had 2.79 interviews at
different districts, and received an average of 1.95 concrete offers of
teaching employment. These results are included in Table 6.17 along
with the results by LSD size strata.

Moreover, the acceptance of some teaching position does not mean
that the teacher's preferred position was obtained. Thus, one question
(Appendix G, question 9) that was included for the NETs pertained to job
preference. The NETs were asked if they had a job preference. If they
had a preference, they were thamn asked if tﬁey obtained their preference.
Of the 628 NETs who answered the question, 83 percent had a teaching pre-
ference and of those having a preference, 22.9 percent did not obtain
their preference (i.e., 93 of 506 failed to obtain their job preference).
The results are summarized in Table 6.18.

The NETs were asked to gemeralize about the availability of in-

formation on job vacancies in their teaching specialty in public education
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offers received by LSD size strata

Average number of applications, interviews and concrete

LSD Size LS

D Size

Strata 1 Strata 2

LSD Size
Strata 3 State

Average Number of Applications

Submitted by Each NET 3.73

Average Number of Persomal
Interviews for Each NET 2.68

Average Number of Concrete
Offers Received by Each NET 1.86

4.75

2.77

2.04

5.52 4.55
2.95 2.79
1.99 1.95

aSurvey data.

Table 6.18. Job preferences versus jobs obtained by new teachersa

Statement of NETs' Preferences Number Percent
a. Number of NETs Having a Preference 506 83.0
b. Number of NETs Not Having a Job

Preference 104 17.0
c. Number of Teachers Failing to Answer

Question 21

TOTAL Number of NETs 631 100.0

d. Number of NETs That Had a Preference and

Obtained the Position that Was Preferred 413 77.1
e. Number of NETs That Had a Preference and Did

Not Obtain the Position That Was Preferred 93 22.9
f. Number of NETs Having a Preference 506 100.0

aSurvey data.
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(Appendix G, question 5). 617 NETs answered the question. The results
strongly support the following statement: The NETs believe themselves
to be well infprmed on job vacancies in their areas. 209 of the NETs
(33.9 percent) replied fhat the available vacancy information is ‘ex-
cellent.“: A further 362 teachers (58.6 percent) replied "good." Hence,
92.5 percent of the 617 respondents believe that the information avail-
able on job vacancies in their own field is good or excellent. Twenty-
four NETs (3;9 percent) replied "poor" and 22 NETs (3.6 percent) replied
"yery poor" to this general statement on the availability of vacancy
information.

Another question pertained to minimum salary (Appendix G, question
~14). The NETs were asked if they had a minimum salary and the range if
they had a minimum. Unfortunately, it is very difficult to analyze
this kind of qugstion due to the complexity of the respondents who
differed by age, sex, family responsibilities, amount of formal education,
academic majqr and/or minor, years of teaching experience, length of
contract period, and so on. Nevertheless, the fact that 70.3 percent
reported a minimum salary does suggest that there is a floor salary for
a large number of NETs. Moreover, this may help to explain why the NETs
did not evaluate the economic variable too highly among the summary vari-
ables: Of the 437 NETs who feported that they had a minimum salary,
only 3.2 percent received a salary below the minimum range that was
specified; With respect to the importance of salary as a choice variable,
the above suggests that as salary received reaches and then exceeds the

minimum, the more likely one would expect that the relative importance of

salary would decrease in importance as a choice or decision variable.
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3. Search channels and search costs

The new teachers who completed the questionnaires were asked four
questions about their search for teaching employment for the 1968-1969
school year. First they were asked to rate the value of each item on a
prepared list ofA job search methods or job search channels (Appendix G,
question 4). The five numeral rating scale varied between four (a most
valﬁable method) and zero (method not used).

The NETs were then asked to identify the job search chamnel through
'which they "first learned" of the position accepted for September 1968
(Appendix G, question 4)., Finally, they were asked (i) how many man~-
hours were devoted to their search for employment and (ii) how much
money (Appendix G, questions 12 and 13, respectively).

a. Average value of search chanmels Each NET was asked to rate

the value of each of 11 different job search channels on a prepared list
with a five numeral rating scale that varied from four to zero. By sum-
ming over the numerical values assigned to each search channel for all
NETs rating the search channel, and finding the average response, then,
it is possible to réhk the average values and make comparisons.
_University placement services ranked first with an average value of
2.42 and newspaper want ads ranked second (2.09). The third ranked item
has been called "blind contacts" and refers to the comntacts that NETs
made to LSDs by inquiring with letters, telephone calls and walk-ins.
It has a 1.86 value. The fourth ranked search channel is former teachers
or professors (1.67), friends and relatives is fifth (1.54) and 'was re-

cruited" is sixth (1.27). These values are summarized in Table 6.19
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along with the other job search chammnels included in the prepared list by
LSD size strata.

A further point of interest in Table 6.19 is that the NETs' responses
reveal university placement services to be rated a more valuable method
for the larger LSDs than for the smaller ones and for newspaper want ads
the opposite is true. (Incidentally, this agrees exactly with the LSDAs'
responses.) The pattern of responses for the other individual search |

channels by LSD size strata are mixed.

Table 6.19. Average value of search channels by LSD size strata~
LSD Size LSD Size 1SD Size

' Search Channels Strata 1 Strata 2 Strata 3 State
University Placement Services 2.63 2.29 2.26 2.42
Answered Newspaper Want Ads 1.31 2,38 2.91 2.09
Blind Contacts’ 2.12 1.73 1.62  1.86
Former Teachers or Professors 1.85 1.50 1.58 1.67
Friends and Relatives 1.52 1.64 1.46 1.54
Was Recruited 1.25 1.40 1.16  1.27
I.S.E.A. Employment Service 0.62 0.67 0.48 0.60
Answered Other Advertisements 0.44 0.50 0.53 0.49
Public Placement Services 0.383 0.31 0.30 0.34
Commercial Placement Services 0.379 0.33 ©0.27 0.33
Advertised Availability 0.13 0.15 0.15 0.14

aSurvey data.

bBlind contacts includes (i) the writing of letters to see if any
positions are open, (ii) telephone calls to LSDs to see if any positions
are open, and (iii) walk-ins to see if any positions are open.
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Another way to classify the responses to the rating of values of
search chanmnels is by years of experience. Presumably, teachers with

more experience in the profession would have more savoir-faire and

evaluate the list of search chamnels differently than their less
.experienced or inexperienced counterparts. There seems to be some
tendency for the more experienced teachers to believe university place-
ment services to be less valuable than the less experienced teachers. On
the other hand, newspaper want ads become increasingly valuable with in-
creasing experience'(fable 6.20). The other patterns for the individual

search channels by years of experience seem to offer mixed patterns.

Table 6.20. Average value of search chanmels by years of teaching ex-
_perience in public education

Years of Teaching Experience

Search Channels None 1-2 3-4 5-9 Over 9 State
"University Placement Services 2.64 2.25 2.46 2.198 1.93 2.42
Answered Newspaper Want Ads 2.00 2,08 2.16 2,200 2.38 2.09
Blind Contacts S 1.92  2.24 1.99 1.81  1.53 1.86
Former Teachers or '

Professors 1.87 1.48 1.57 1.58 1.26 1.67
Friends and Relatives 1.43 1.66 1.82 1.75  1.17 1.54
Was Recruited - 1.21  1.13 1.19 1.42 1.70 1.27

" I.S.E.A. Employment Service 0.52 0.38 0.52 0.88 1.09 0.60
Answered Other Ad-

vertisements 0.51  0.40 0.23 0.47  0.77  0.49
Public Placement Services 0.30 0.28 0.14 0.51 0.67 0.34
Commercial Placement

Services 0.32 0.25 0.28 0.40  0.55  0.33
Advertised Availability 0.14 0.07 0.11 0.20 0.26  0.l4

aSurvey data.
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The average aggregate values of the selected search chammels were

ranked and statistically tested for the following null hypotheses:

H6 9 There is no difference in the ratings of the value of
*” the list of search channels when ranked by LSD size
strata.
H, .o There is no difference in the ratings of the value of

the list of job search channels when ranked by years of
teaching experience.

Both of the above hypotheses.are rejected at the one percent level of
significance using the Kendall coefficient of concordance test. For
H6.9 the observed chi-square is 28.42 and for H6.10 the observed chi-
square is 46.02. For both hypotheses the theoretical chi-square is
23.21 at the ome percent level of significance. In other words, the
NETs who accepted positions in the three size strata attached about the
same rénk-order to the list of search channels., Similarly, the teachers,
when classified by years of éeaching experience, attach about the same
rank-order.to the list of search chamnels.

The result with respect to the classification by years of teaching
experience seems somewhat surprising. In gemeral, it had been expected
that inexperienced NETs would have tended to favor formal search channels
while the experienced NETs would have tended to favor the less formal
search channels. No doubt there are some plausible explanmations for this
result. Maybe the flow of information in the teacher market is such that
teachers attach the same value to the several search channels irrespective
of their.years of teaching experience. Maybe the respondents failed to
tell the truth as it is, but tell it as they think it should be told.
Maybe everybody, both experienced and inexperienced teachers, just

bungles into the teacher market without any understanding or information
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about its operation. A definitive explanation is probably impossible
and certainly was not an objective of this research. Nevertheless, the
next few paragraphs offer a puzzling contrast to the results discussed
in this and the preceding paragraph.

b. 'First learned' of present position As a logical follow=-up

to the question on the rated value of each search channel, the respondents
were asked to identify the chanmel by which they "first learned" of the
vacancy they were hired to fill for the 1968-1969 school year. As it
turns out in retrospect, this question yields (i) some interesting re=
sults,'and (ii) some interesting questions. For example, with respect
to the interesting questions, if teacher X learns of a teaching vacancy
from his mother who read of the vacancy in the newspaper want ads, then,
and presumably, X would answer the question correctly by responding "My
mother:" Yet, the complete answer probably should include the qualifica-
tion about the newspaper want ads. This ambiguity is part and parcel of
the results of the data preséntation that follows.

If one assumes that the above reservation is unimportant, and it
may be, then the results to the question on first learned method reveal
some interesting comparisons. In the preceding section and its accompany-
ing table (Table 6.19) it was noted that university placement services
ranked first by the average value method; however, it ranked considerably
lower (fifth, to be preéise) by the parametric statistics as can be seen
in Table 6.21. There wouid seem to be something other than chance

operating here. Possibly teachers have learned the rules of job search

rather well: '"Most teachers find teaching employment via two formal
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Table 6.21. Methods "first learned" of present position by LSD size

strata®
LSD Size LSD Size LSD Size
"First learmed" Method Strata 1 Strata 2 Strata 3 State
Answered Newspaper Want Ads
i. Number 24 74 79 177
ii. Percent 10.1 38.2 47.9 29.8
Blind Contacts
' i, Number 77 32 18 127
ii. Percent 32.5 16.5 10.9 21.4
Friends and Relatives
i. Number 45 35 29 109
ii. Percent 19.0 18.0 17.6 18.3
Was Recruited
i, Number 30 30 16 76
ii. Percent 12.7 15.5 9.7 12.8
University Placement Services
i. Number 39 13 15 67
ii. Percent 16.5 7.7 9.1 11.3
Former Teachers or Professors
i. Number 13 7 6 26
ii. Percent 5.5 3.6 - 3.6 4.4
Public Placement Services
i. Number 1 1 2
ii. Percent 0.4 0.6 0.3
I.S.E.A. Employment Service -
i. Number 1 1
ii.. Percent 0.4 0.2
Answered Other Advertisements
i. Number 1 1
ii. Percent 0.4 0.2
Commercial Placement Services
and Advertised Availability 0
Other Reasons .
i. Number 6 1 1 8
ii. Percent 2.5 0.5 0.6 1.3
Total Responses
i. Number 237 192 165 594
ii. Percent 100.0 100.0 100.0 100.0
NETs not Answering Question 17 17 11 45

aSurvey data.
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search channels, university placement and newspaper want ads" and then
they add parenthetically to themselves ('"but I believe that informal
search channels are the best for me"). It would seem plausible to be-
lieve that the first learned method is a more accurate reflection of the
corridors of search than the average rated value of the list of search
channels.

In any case, newspaper want ads do rank first among the first-
learned methods with 177 NETs responding. The second and third channels
ranked by the frequency of NETs first learning by them are informal
channels: blind contacts (127 NETs); and, friends and relatives (109
NETs). The fourth most frequent first-learned method is 'was recruited"
with 76 NETs reporting (i.e., was recruited means that someone looked
for these NETs specifically and made a firm offer). University place-
ment is fifth with 67 NETs reporting. The sixth ranked first learned
channel included 26 NETs who responded "former teacher or professors."
A further 12 NETs reported a variety of other channels and 45 (7.1 per-
cent) did not answer the question.

The above frequencies of first learned methods have been cross-
tabulated by LSD size strata in Table 6.21 where it can be noted that
10.1 percent of the NETs in size strata 1, 38.2 percent in size strata 2
and 47.9 percent in size strata 3 learned of their vacancies through
newspaper want ads. On the other hand, blind contacts worked for 32.5
percent of the NETs in size strata 1, 16.5 percent in size strata 2 and
10.9 percent in size strata 3. The other tabulations of the first-learned

methods by size strata in Table 6.2]1 seem to offer mixed patterns.
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| Years of teaching experience was cross-tabulated with respect to the
first learned methods of job search since it seemed to offer some in-
tere#ting considerations. More teachers with no experience (81l) learned
of their presemt positiom through newspaper want ads than through uni-
versity placement services (52). Another 50 NETs with no experience
first learned of their present position through blind contacts. All of
the first learned methods by years of experience are reported in Table
6.22.

In addition, the first six first learned methods (i.e., ranks ome
through six) in Table 6.22 were statistically tested by years of
teaching experience. The following null hypothesis is rejected at the
one percent level of significance using the Kendall coefficient of con-
cordance test where the observed chi-square is 18.03 and the theoretical
chi-sduare is 15.09 at the one percent level:

H6.11 There is no relationghip in the first learned methods

) ranked from one to six by the years of teaching ex-
perience of the new teachers.
It is not possible to conclude that NETs with varying years of experience
first learned of the position accepted for September 1968 by different
search channels..

Finally, the first learned method was considered with respect to the
ﬁork activity of the respondents during the previous school year. It
would seem reasonable to expect that those NETs who had been undergraduate
students would tend to learn of their first job through university place=-
ment services. The answer is in the negative. 68 undergraduate students
learned of their pesition through newspaper want ads, 44 through blind

contacts, 42 through university placement services, and 39 through friends
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Table 6.22. Methods "first learmed” of present position by years of
teaching experience in public education

Years of Teaching Experience

"First learned" Method None 1-2 3-4 5-9 Over 9 State
Answered Newspaper Want Ads 81 27 22 25 21 177b
Blind Contacts 50 33 15 19 10 127
Friends and Relatives 39 17 27 19 7 109
Was Recruited 29 15 8 13 11 76
University Placement Services 52 4 3 4 4 67
Former Teachers or Professors 19 1 3 2 1 26
Public Placement Services 1 1 2
I.S.E.A. Employment Service 1 1

Answered Other Advertisements 1 . 1

Commercial Placement Services

and Advertisied Availability 0
Other Reasons 8 8
Total Responses ' 279 98 78 82 56 594
NETs not Answering Question 19 9 10 5 2 45°

aSurvey data.

bOne new teacher said his present position was “first learned"
through newspaper want ads; however, this teacher did not report years
of teaching experience.

c'l‘he total responses (594) plus the one teacher noted in footnote b
above and the 45 NETs not answering the question on first learned method
totals to 639, eight greater than the sample size of 631. This is
attributable to eight teachers who gave two first learned methods.
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and relatives. Of the NETs who had been public school teachers during
the previous school year, 75 first learned through newspaper want ads,

55 through blind contacts, 51 through friends and relatives and a further
25 were recruited. These results and those for the other 1967-1968

work activities versus first-learned methods are recorded in Table 6.23
for the NETs who answered both questionms.

c. Search channels: a comparison The final part of the amal-

ysis of the job search channels of the NETs is to test whether or not
their responses to the average rating value for the several search
channels is the same or different from the same job search chanmels
through which they first learned of their present position. The follow-
ing null hypothesis was evaluated with the Spearman rank correlation co-
efficient for thé six search channels which were ranked one through six
for both sets of data:
H6.12 There is no relationship in the first learmed methods
versus the average rating values of the six job search
channels ranked one through six.
The observed rskis 0.143. The theoretical T is 0.829 at the five percent
level of significance. Therefore, it can be concluded that the null
hypothesis, H6.12’ cannot be rejected at the five percent level. The
observed T, is considerably lower than the theoretical r s hence, it can
be inferred without qualifications that the search channels the NETs con-
sider to be valuable for learning of teaching vacancies are not the same
as the ones by which they learmed of the vacancies they were subsequently

hired to fill.
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Table 6.23. Last vear's work activity by "first learned" methoda

Last Year's Work

Activity "First learned" Method Frequency

Professional Workers Answered Newspaper Want Ads 5
Friends and Relatives 5

Was Recruited 2

Agricultural Workers Answered Newspaper Want Ads 1
Was Recruited 1

Proprietors, Managers Answered Newspaper Want Ads 1
and Officials Was Recruited 1
Clerical and Kindred Answered Newspaper Want Ads 5
Workers Friends and Relatives 2
Blind Contacts 1

Sales Workers Blind Contacts 2
Answered Newspaper Want Ads 1

Friends and Relatives 1

Was Recruited 1

Former Teachers or Professors 1

Skilled and Unskilled Answered Newspaper Want Ads 1
Workers University Placement Services 1
Former Teachers or Professors 1

Undergraduate Students Answered Newspaper Want Ads 68
Blind Contacts 73

University Placement Services 42

Friends and Relatives 39

Was Recruited 28

Former Teachers or Professors 17

Other Reasons 5

Public Placement Services 1

Graduate Students Answered Newspaper Want Ads 11
University Placement Services 11

Blind Contacts 6

Former Teachers or Professors 3

Was Recruited 3

Other Reasons 2

Friends and Relatives 1

aSurvey data.
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Table 6.23 (continued)

Last Year's Work

Activity "First learned" Method Frequency
Homemakers Blind Contacts 23
Answered Newspaper Want Ads 18
Was Recruited 18
Friends and Relatives 16
Former Teachers or Professors 2
University Placement Services 1
Other Reasomns 1
Public School Teachers Answered Newspaper Want Ads 75
Blind Contacts 55
Friends and Relatives 51
Was Recruited 25
University Placement Services 11
Former Teachers or Professors 4
I.S.E.A. Employment Service 1
Public Placement Services 1
Other Reasomns 1
Private School Teachers Blind Contacts 10
Friends and Relatives 2
University Placement Services 1
College and University Answered Newspaper Want Ads 2
Teachers Former Teachers or Professors 1
Other Teachers Blind Contacts 8
Was Recruited 7
Friends and Relatives 6
2

Answered Newspaper Want Ads
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d, Costs of job search by NETs The costs of seeking employment

include both (i) the out-of-pocket costs, and (ii) the opportunity costs
of one's time (Appendix G, questions 12 and 13). The NETs were asked how
many manhours they devoted to their search for employment and how much
money they spent out of their own pocket seeking employment for

September 1968.

The teachers who answered these two questions (585 answered both)
reported that they devoted an average of 30.31 manhours and an out-of-
pocket average expenditure of $23.17 to their search for employment for
1968-1969. Furthermore, it is relatively simple to convert the manhours'
estimaté to a dollar value and project the total expenditures on j§b
search for all NETs in the state of Iowa for the market period ending
September 1968. Also, it should be noted that the following computation
is based on a fundamental assumption about the value of the manhours de-
voted to the job search, namely, the salary received by each of the NETs
for the year 1968-1969 is the basis upon which the estimated manhours
is converted into dollars.

The estimated number of manhours was converted into dollars and the
total job search costs of the NETs in the sample were obtained in the

following way:

585 S,
€= 151 8y(ios) Ty 4

total cost of job search of the 585 NETS who reported both

where

(9]
]

manhours and out-~of-pocket money expenditures
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Si = salary of the ith NET for the 1968-1969 school year

- (8)(195)

an eight-hour day times the average teacher contract

length of 195 days
S,
(8)(i9sf = estimated hourly wage of the ith teacher

Mi = estimated number of manhours the ith NET spent

searching for employment

]

Z.
i

6ut-of-pocket expenditures of the ith NET |

i=1, 2, 3, eeey 585 mnew teachers.
Using the above formula the value of C was found to be $88,954; hence,
there was an average dollar cost of $152.05 (median expenditure was
$§75) associated with the job search for each of the 585 NETs who
answered both questions. Ten percent of the 585 incurred search costs
of less than $13, while on the high side, ten percent incurred costs of
more than $400 (seven NETs reported costs in excess of $1000).

In the chapter on demand it was estimated that there were 5724.2
vacancies to be filled for September, 1968. 1If it is assumed that this
nﬁmber of vacancies were filled and that on the average the total cost
of the job search was $152.05, then, the estimated total cost of the job
search for all NETs in the state of Iowa for September, 1968, would be

$870,365.

4. Reasons for resignations

The NETs who had been previously employed in public education were
asked why they left their previous place of employment (i.e., ex-post
analysis) in public education. In addition, all of the NETs were given a

list of variables and asked to rate the importance of each variable in

causing them to resign from one teaching position for another in the



128

future (i.e., ex-ante analysis). The rating scale is similar to those
.described before (i.e., a value of three is very important, two is
moderately important, one is slightly important and zero is not impor-
tant).

a. Reasons for resignations: ex-post Although the decisiomn to

resign may be attributable to a single cause, there is every reason to
expect that more than one event or personality will lead to a resigna-
tion; hence, the teachers were asked to check the reason(s) that led
them to leave their previous place of employment in public education
(Appendix G, question 28--The NETs were asked to check no more than three
reasons on a prepared list).

Of the 631 teachers in the sample, 337 had one or more years of
teaching experience in public education and gave a total of 628
reasons for leaving their previous place of employment in public
education (607 of the responses were from the prepared list and 21 others
were for a variety of reasons. The most frequent respomse of the NETs
was "to be with spouse" (97 NETs). A further 182 reported that they
fesigned to accept a position that was either "better professionally"
(92 NETs) or "better paid" (90 NETs). 8l NETs said they resigned because
of "dissatisfaction with their previous position." 110 NETs offered
geographical-type reasons for their resignations with 56 desiring "to
teach nearer home'" and 44 desiring a "different geographical location.'
53 resigned to "become full-time homemakers." Another 35 NETs cited "dis-

like of superior," 29 mentioned '"conditions at home" and 29 resigned to

"further their education." The above reasons for resignations are re-

ported in Table 6.24 by LSD size strata.



129

Table 6.24. Frequency of reasons for resigmations by LSD size strataa
LSD Size ILSD Size LSD Size

Reasons for Resignations Strata 1 Strata 2 Strata 3 State

To ‘be with Spouse 44 30 23 97
Accept Better Professional

Position 36 31 25 92
Accept Better Paid Position 34 30 26 90
Dissatisfied with Previous
~ Position 29 28 24 81
To Teach in an LSD Nearer

Home : 16 24 16 56
Become Full-time Homemakér 20 18 15 53
Desired Different Geo-

graphical Location 17 14 13 44
Disliked Superior 11 16 8 35
Conditions at Home 10 13 ' 6 29
To Further Education 10 12 7 29
I11 Health ' 1 -- -- 1
Number of Responses 228 216 163 607
Number of Respondents 128 120 89 337
Number of NETs without

Teaching Experience 124 87 82 293
Other A -- -- 1 1

aSurvey data.

Female NETs resigned most frequently 'to be with their spouse” (97

" NETs), and to '"become full-time homemakers'" (53 NETs). The most fre-
quent reasons that were given by male NETs included the acceptance of a
"better professional position” (66 NETs), acceptance of a "better paid
position" (58 NETs) and'"dissatisfaction with previous position" (50 NETs).
These and other results are reported in Table 6.25 by sex of the re-

spondents.
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Table 6.25. Frequency of reasons for resignations, 1967-1968 by sexa

Reasons for Resignations: Male Female State
To be with Spouse ' 6 91 97
Accept Better Professional Position 66 26 92
Accept Better Paid Position 58 32 90
Dissatisfied with Previous Position 50 31 81
To Teach in an LSD Nearer Home 17 39 56
To Become Full-time Homemaker -- 53 53
Desired Different Geographical
Location ' 19 25 44
Disliked Superior 19 16 35
Conditions at Home 2 27 29
To Further Education 14 15 29
I11l Health 1 -- 1
Retirement - -- --

aSurvey data.

The reasons for resignations (ex-post) can be cross-tabulated with
(i) LSD size strata, (ii) sex of NETs, and (iii) marital status of NETs.
Statistical tests were used to evaluate the following null hypotheses:
H6 13 There is no relationship in the reasons for resignations
* (ex-post) of the NETs by LSD size strata in which employ-
ment was accepted for the 1968-1969 school year.

H6 14 There is no relationship in the reasons for resignations

(ex-post) of the NETs by sex.

H6 15 There is no relationship in the reasons for resignations
* (ex~post) of the NETs who were married or never married.

The reasons "ill health" and 'retirement" were not considered in the
statistical analysis since only one NET reported ill health as a reason

for a previous resignation and no one reported retirement.
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The reasons forresignations by LSD size strata is significant
at the one percent level; hence, it can be inferred that NETs accept-
ing employment in the three size strata had left their previous employ-
ment for about the same reasons. Similarly, the reasons for resigna-
tions by sex is also significant at the one percent level and the null
hypothesis is rejected, thus permitting the inference that the male
and.female NETs'reQigned from their previous employment in public
education for about the same reasons.

The reasons for resignations by marital status (i.e., married and
never married only) is not significant and the null hypothesis is
- accepted at the five percent level of significance. Therefore, it
can be inferred that the teachers who were married and the teachers who
had never been married resigned from their previous employment in public
education for different reasons. The above statistical results can be
found in Table 6.26.

b. Reasons for resignations: ex-ante All of the NETs were

asked to rate the importance of each variable in a prepared list that
might cause a teacher to resign from one teaching position for another
in the future (Appendix G, question 17). The NETs were given a four
numeral rating scale that varied between three (very important) and zero
(not important). The numerical responses were summed for each ex-ante
reason and an average was obtained.

The highest average value was for "administration and supervision
of the school" (value of 2.313) and it was followed very closely by the

"economic variable" (i.e., salary, fringe benefits and advancement

prospects)with a value of 2.305. The third ranked item is 'the school”
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Table 6.26. Comparison of reasons for resignations, ex-post, by selected
variables: statistical analysis

Theoretical Observed
Value Value

A. Reasons for Res%gnations by 2 c 2 K

LSD size strata x = 21.67 x = 25,25
B. Reasons for Resignatioms e sk

by Sex of New Teachers r, = 0.600 r, = -0.91
C. Reasons for Resignationms ' e

by Marital Statusf r, = 0.600 - x, =0.277

aSurvey data.

bThe resignations reasons "ill health" and "retirement' were not in-
cluded in this comparison by LSD size strata.

CCcritical value for ome percent level of significance (100, p. 249).

d . . . .
Resigned to become full-time homemaker, ill health and retirement
were not included in the comparison by sex of new teachers.

®Critical value for five percent level of significance (100, p. 284).

fThe variables ill health and retirement and full-time homemaker
were not included in the comparison by marital status

%
Significant at the one percent level.

(2.29), and fourth is 'the community' (2.10). These results are summa=-
rized in Table 6.27 by LSD size strata. It can also be noted in this

table that the first two ranked ex-ante reasons (i.e., "administration
and supervision of the school' and "the economic variable") become more

important as probable causes of future resignations as the size strata

declines.
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a
Table 6.27. Ex-ante reasons for resignations by LSD size strata

Ex~-ante Reasons for LSD Size LSD Size LSD Size
Resignations Strata 1 Strata 2 Strata 3 State

Administration and super=-

vision of the school 2.26 2.34 2.36 2.313
Salary, fringe benefits

and advancement prospects 2.26 : 2.28 2.40 2.305
The school . 2.29 2.30 2,27 2,29
The community 2.11 2.24 - 2.11 2.15
Necessary for spouse to

move (if married) 2.27 2.075 1.87 2.10
Become full~-time homemaker 1.92 2.15 2.03 2.02
Geographical Location 1.99 2,072 1.96 2,01
Return to school to continue

education full-time 1.74 1.75 1.70 1.73
Desire for change 1.58 1.48 1.49 1.52
Marriage 1.00 0.86 0.62 0.85

a
Survey data.

Since it is possible that the results could vary according to dif-
ferent characteristics of the teachers, several non-parametric statisti-
cal tests were made on the list of reasons. The average values in the
prepared list of probable causes of future resignations were classified
with respect to the following descriptive variables: (i) LSD size strata;
(ii) sex; (iii) age; (iv) marital status; (v) years of teaching experi-
ence; and (vi) job preference. The respective null hypotheses for the
above descriptive variables were cross-tabulated with the prepared list of

probable causes of future resignations and were statistically tested.



134

The null hypotheses of no relationship between the list of vari-
ables by age, marital status, years of teaching experience, and job
preference are rejected at the one percent level of significance. A
rather interesting finding here is that when marital status is evaluated
wi;h respect to the ex-post reasons the null hypothesis is not rejected;
howevexr, when marital status is evaluated with respect to the ex-ante
reasons the null hypothesis is rejected at the one percent level.

These results are contradictory.

The null hypothesis for the ex-ante reasons by LSD size strata is
rejected at the one percent level of significance. Finally, when the
list of ex-ante reasons is tested relative to sex, the null hypothesis
is not rejected; hence, it would appeaﬁ that males and females expect
to resign from employment positions in public education in the future
for different reasonms.

The above statistical results are summarized in Table 6.28.

5. NETs' evaluation of alternatives to teaching

The final objective of this chapter pertains to the altermatives
that teachers might consider outside of public education. This objective
was approached from four points of view:

| a. What would each NET be doing in the 1968-1969 school year if
teaching employment had not been accepted in the LSD in
which teaching employment was accepted?

b. What employment positions in non-educational fields of work

were investigated prior to accepting present teaching position?

c. Which non-educational employment opportunities would be most

likely to attract teachers from employment in public educatiom?
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Table 6.28. Comparison of ex-~ante reasons for resignations by selected
variables: statistical analysis

Ex-ante Variables of Table 6.27 Theoretical Observed
by the Following Variables Value Value

- 2 _ b 2 _ *ek

A, LSD size strata . X = 21.67 x = 24,00

B. Sex of new teachers® r, = 0.600d r, = 0.467
*%

C. Age of new teachers x% = 21.67b x2 = 52,90
D. Marital status of new teachers e s

(never married and married only) r, = 0.746 r, = 0.815
. . 2 b 2 - *%

E. Years of teaching experience x4 = 21.67 x¢ = 44.71
£ e *k

F. Job preference r, = 0.746 r, = 0.939

3survey data.
bCritical value for one percent level of significance (100,p. 249).

®The ex-ante variable "become full-time homemaker" was mot in-
cluded since male respondents were instructed to skip this item.

dCritical value for five percent level of significance (100, p.284).

®Critical value for one percent level of significance (100, p. 284).

fJob preference consisted of the comparison of the average ex~ante

variables with (i) those NETs who had a preferred employment position
and obtained it, and (ii) those who had a job preference but failed to
obtain the preferred employment position.

Significant at the one.percent level.

d. How many years does each NET expect to teach in public education?
The line of questioning did not go on to ask the NETs to project reasons
for leaving teaching employment, rather, the limited objective pertaining
to the kinds of employment that teachers would tend to look at should

they leave teaching, seemed to be of sufficient interest in itself.
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a. Most likely alternative to present position The NETs were

asked to indicate (open-ended question) what they would most likely be
doing if they had not accepted the teaching position obtained for the
1968-1969 school year (Appendix G, question 3).

Three alternatives to teaching in their present position dominated
the 731 responses given by the 626 NETs who answered this qqestion. 474
NETs (75.5 percent) indicated that they would be filling a teacﬁing posi-
tion in some capacity (i.e., 335 said they would be teaching elsewhere,
100 said they would be teaching in the same LSD as last year, and there
were 37 miscellaneous responses). A further 100 NETs (16.0 percent) said.
that they would have been students (i.e., 6 as undergraduates and 94 as
graduate students). 89 (14.2 per;ent) said that they would have been
homemakers if their 1968-1969 teaching position had not been accepted.

The rest of the 70 alternatives were scattered among 32 different
employment headings used in this study (see Table 6.29). Twenty-two
said they would have been in the Armed Forces, one said “any lucrative
job" and other responses ranged from dishwashers to religious workers.

b. Non-educational positions considered: 1968-1969 The 631 NETs

were asked if they had considered employment outside of public education
for the 1968-1969 school year (Appeﬁdix G, question 11). Of the 629
NETs who answered this question, 88 (i.e., 14.0 percent) indicated that
they had applied for positions outside of public education. The 88 NETs
submitted an average of 2.47 applications,vhad an average of 1.40 inter-

views and received an average of 1.03 firm offers (see Table 6.30).
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Table 6.29. Alternative work activities that the NETs believed would
have occupied them in 1968-1969 had their present teaching
position not been accepted

Alternative Work Activity to Teaching
1968-1969 Frequency Percent

Professional, technical and kindred workers
Religious workers
Social workers
Writer
Performer
Research worker (geneticist)
Computer scientist
Extension
Library work
Other professional
Total: professional, technical and kindred

-
wIHHHHHHHJ-\N

2.1

Agricultural workers
Farmers
Other agricultural worker
Total: agricultural workers

ol e

0.6

Managers, officials and proprietors
Self-employment
Administration
Public relatioms
Civil service
Total: managers, officials and proprietors

mINNNN

1.3

Clerical and kindred workers
Bookkeeper
Secretarial work
Clerical workers
Other office workers
Total: clerical and kindred workers

\lIHNwH

1.1

Sales workers
Salesmen, unspecified
Salesman, agricultural
Travel consultant
Sales representative
Salesman, insurance
Total: salesworkers

Skilled and unskilled workers

Armed Forces

Prepared food worker

Factory worker

Assistant train master

Dishwasher

Any available work v
Total: skilled and unskilled workers

oo’r-lr—-:—-t—'«l-‘

1.3

I N
W = = N

4-5

a
Survey data.
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~ Table 6.29 (continued)

Alternative Work Activity to Teaching,

1968~-1969 Frequency  Percent

Students

Undergraduate students 6

Graduate students 94
Total: students 100 16.0
Homemakers
Total: homemakers 89 14.2
Teachers

Teach in the same LSD as 1967-1968 100

Teach elsewhere than present LSD 335

Teach near present location 15

Public school teacher 1

College and university teaching 3

Substitute teaching 17

Teacher's aide 1
Total: teachers 472 75.5
Other responses

Desire any change from teaching 1

A lucrative job 1
Total: other responses 2 0.3
Total number of respomses 731b
Cumulative percent 116.9°
Number of NETs not answering question 5

bNumber of responses (731) exceeds number of NETs due to multiple

responses.

c .
Cumulative percent exceeds 100 percent due to multiple responses.
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Table 6.30. Number of non-educational employﬁent positions considered
: (applications, interviews and firm offers received) by the
NETs for 1968-19692

Description Frequency Average

Number of NETs comsidering non-educational
employment positioms for 1968-1969 88

Applications submitted for non-educational
employment
i. Number . 217
ii. Average Number Submitted : 2.47

Interviews with non-educational employers
i, Number 123
ii. Average Number of Interviews 1.40

Firm offers received from non-educational
employers
i. Number , 91
ii. Average Number of Firm Offers . ' - 1.03

aSurvey data.

As part of the same question, the NETs were asked to ideﬁtify the

individual occﬁpations that they considered outside of public education.
" The 80 NETs answering this part of the question provided 115 responses

to this open-ended question. Most of the responses were for 'profession-
al, technical and kindred work" (46 respomses or 52.3 percent). 20 NETs
(22.8 percent) considered employment in the '"managers, officials and
proprietors' classification. A further 18 (20.4 percent) considered
Ysales" work. A detailed listing of the non-educational employment

activities considered by the 88 NETs is included as Table 6.31.
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Table 6.31. Kinds of non-educational employment opportunities con-
sidered by the NETs for the 1968-1969 school year?®

Non-Educational Employment
Opportunities Comnsidered Frequency Percent

Professional, technical and kindred work
Counseling work
Religious work
Social work
Arts (journalism, performers, TV work, design)
Research
Health care
Recreation
Accountant
Chemist
Computer work
Extension work
Library work
. Other professional work
Total: Professional, technical and kindred work

S -
O\lw-l-\-l-\-P*Nl-‘HN«l-\O\NHN

52.3

Agricultural work -
Total: Agricultural work

[+

2.3

Managers, officials and proprietors
Self-employment
Managerial work
Other administrative work
Civil service ' '
Total: Managers, officials and proprietors

N
OI\IU‘IUlw

22'8

Clerical and kindred work
Bookkeeper
Secretarial work
Clerical work
Other office work
Total: Clerical and kindred work

-
l—‘lNNO\l—'

12.5

Sales work
Salesmen, unspecified
Travel consulting
Sales manager
Representative
Insurance

Total: Sales work

[
OOILnt--HN\o

20.4

aSurvey data.
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Table 6.31 (continued)

Non-Educational Employment
Opportunities Considered

Frequency

Percent

Skilled and unskilled work

Skilled work
Armed Forces
Unskilled work

Total: Skilled and unskilled work

Students

Graduate Students
Total: Students

Education
Private Teaching
Total: Education

TotaliFrequency of all Employment
Opportunities Considered: 1968-1969

Cumulative Percent

Number of NETs not Answering Question

|-PO'\LO

13

14.8

3.4

2.3

132.8°

bNumber of responses (115) exceeds number of respondents (88) due to

multiple responses.,

“Cumulative percent exceeds 100 percent due to multiple responses.
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c. Employment alternatives attractive to NETs The employment

alternatives that NETs might consider to teaching employment describes
the more inclusive notion of a labor market that is missing when atten-
tion focuses purely on the teacher market. To obtain some understanding
of the labor market in which teachers project their future participationm,
the 631 NETs were asked to indicate (open-ended question) two types of
occupational employment that would most likely attract them from teaching
in public education (Appendix G, question 18). Since multiple answers
were allowed (two were requested), the total number of responses was

1011 and of this total, 115 NETs (ll.4 percent) showed a preference for
some kind of teaching employment.

Among the employment activities noted by the NETs to be competitive
with teaching were the following: social workers (38 responses); arts
(63); farming (41); self-employment (35); and various kinds of sales
work (70). These and other occupations that are potentially attractive

to the NETs in this sample are recorded in Table 6.32.

d. Years expected to remain in public education. The 631 NETs
were asked how many years they expected to remain in public education in
some capacity (Appendix G, question 16). Since the question was open-
ended, multiﬁle responses occurred (i.e., 671 responses from the 622 NETs
who answered the question). The responses were of two varieties: (i)
numerical answers in years; and, (ii) word statements.

154 NETs provided numerical respomses and of these 27.3 percent
indicated that they would remain in public education for more than five
years while the vast majority of the 154 (72.7 percent) believed that

they would cease public education employment in five years or less. These
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Table 6.32. Employment opportunities that are attractive to the NETs in
non-educational work activities

Employment Description - Frequency  Percent

Professional, technical and kindred work

Counseling work 9
Religious workers 8
Social workers 38
Arts (journalism, performers, design) 63
Research . 23
Medical workers 16
Recreation- 8
Accountants and lawyers 7
Computer science 12
Conservationist 3
Extension 6
Home economist 5
Library work 18
Other professional work 14
Total: professional, technical and kindred 230 ' 22.7
Agricultural work
Farming . ‘ 41
Ranching 2
Animal husbandry 3
Other agricultural work 1
Total: agricultural work 47 - 447
Managers, officials and proprietors
Self-employment 35
Business work (undefined) 28
Management or managers 13
Personnel administration 21
Other administration 9
Public relations and promotional work 10
Banking 2
Civil service 13
Elected officials 8
Total: managers, officials and proprietors 139 13.8
Clerical and kindred work
Bookkeepers 1
Receptionists 3
Secretarial work 22
Clerical work 3
Other office work (undefined) 8

Total: clerical and kindred work 37 3.7

aSurvey data.
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Table 6.32 (continued)

Cumulative Percent

Employment Description : Frequency  Percent
Salesworkers
Salesmen (undefined) 52
Athletic goods salesmen 3
Agricultural goods salesmen 2
Real estate salesmen 1
Travel consultants 7
Sales managers 3
Representatives 3
Insurance salesmen 5
Merchandising and marketing 3
Total: salesworkers 79 7.8
Skilled and unskilled work
Skilled workers 6
Construction 8
Armed Forces 2
Prepared food workers 4
Factory workers 18
House painters 2
Truckers 2
Airline workers 2
Other unskilled work 2
Total: skilled and unskilled work 46 4.6
Students
Graduate students 16
Total: students 16 1.6
Homemakers
Total: homemakers : 300 29.7
Education
No occupation would attract me from public
education 61
Private school teaching 8
College and university teaching 19
Substitute teaching 1
Nursery school teaching 3
Private teaching (self-employment) 21
Other teaching 2
Total: education 115 11.4
Any lucrative field would attract me from teaching 2
Total Responses 1011

100.0
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results are reported in Table 6.33 by LSD size strata.

Table 6.33. Number of years NETs expect to remain in public education
by ISD size strata

Number of Years LSD Size LSD Size LSD Size
Strata 1 Strata 2 _ Strata 3 State

One Year
i. Number 6 7 4 17
ii. Percent 8.7 14.9 10.5 11.0
Two Years
i. Number 14 9 5 28
ii. Percent 20.3 19.2 13.2 18.2
Three Years ‘
i. Number 11 3 7 21
ii. Percent 16.0 6.4 18.4 13.6
Four to Five Years
i. Number 19 13 14 46
ii. Percent 27.5 27.6 36.9 29.9
Over Five Years
i. Number 19 15 8 42
ii. Percent 27.5 31.9 21.0 27.3
Total
i. Number 69 47 38 154
ii. Percent 100.0 100.0 100.0 100.0

a
Survey data.

In addition, there were 517 word statements about the NETs' future
in public education. Of the 517, there were 319 (61.7 percent) who in-
dicated that they would remain in public education until retirement. The

word statement responses are summarized in Table 6.34 by LSD size

strata.
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Table 6.34. Word statement of length of time the NETs expect to remain
in public education in some capacity by LSD size strata®

o LSD Size 1LSD Size LSD Size
Word Statement Given Strata 1 Strata 2 Strata 3 State

Until Retirement

i. Number 127 104 88 319
ii. Percent 61.3 61.9 62.0 61.7
No Idea How Long
i. Number 17 23 24 64
ii. Percent 8.2 13.7 16.9 12.4
Until Family Arrives
"~ i. Number 28 17 12 57
ii. Percent 13.5 10.1 8.5 11.0
Until Married
i. Number 14 13 7 34
ii, Percent 6.8 7.7 4.9 6.6
Will Remain Many Years |
i. Number 18 7 6 31
ii, Percent 8.7 4,2 4.2 6.0
Depends on Teaching Success
i. Number 1 2 1 4
ii. Percent 0.5 1.2 0.7 0.8
Until Better Job is Found
i. Number 1 1 1 3
ii. Percent 0.5 0.6 0.7 0.6
As Long as I'm Needed
i. Number 1 1 2
ii. Percent 0.5 0.6 0.4
Until Advanced Degree Completed
i. Number , 2 2
ii. Percent 1.4 0.4
Depends on Spouse's
Location
i. Number 1 1
ii. Percent , _ 0.7 0.2
TOTAL
i, Number 207 168 142 517
ii. Percent 100.0 100.0 100.0 100.1

aSurvey data.
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6. Concluding discussion

The expected value model, EUij’ for the suppliers of teaching
services has not been referred to specifically in this chapter. Never-
theless, this model has been explored implicitly and a number of in-
sights have been gained about EUij' For example, more than half of the
teachers who had been teaching during the previous school year apparently
found a greater EUij in a smaller LSD than the ones in which they had
been teaching. Other dimensions of EUij were explored through the three
sets of data on teacher choice or decision variables; the number of jobs
considered; the search channels used to acquire information on alterna=-
tive jobs; the costs of searching; the reasons for resignatiomns; and,
the kinds of jobs in non-educational employment activities that are
attractive to teachers.

One generalization that emerged clearly is that teachers do have
preferences and do formulate expectations about employment opportunities.
Moreover, some of them are willing to spend a considerable amount of
time and money evaluating alternmatives, both in and out of public educa-
tion.

In general, the responses with respect to EUij were much better than
-had been anticipated. Nevertheless, there were some subsidiary findings
that have raised new doubts and questions. For example, the observed
discrepancy between the way teachers rated the search channels and the
way they first learned of the positions they accepted, was an unexpected
result. The implications for the teacher market and teacher shortage may

be of significant interest. Newspaper want ads are quite important for

recruiting teachers (based on the first-learned analysis) while university
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placement is disappointly unimportant, relatively speaking, for both ex-
perienced and inexperienced teachers.

Another observation gained from the observation and review of many
questionnaires is based on the experience of only one teacher. Specifi-
cally this teacher was dismissed at the end of the 1967-1968 school year
for having become the most highly paid teacher in the school district who
"was not a coach." 1Is this am isolated case or were there other teachers
in the sample who had the same experience? How many teachers in the
state of Iowa experienced a similar fate in the survey year? Under
such circumstances school districts can force teachers to enter the mar-
ket for questionable reasons. It can increase teacher militancy and
lead to teacher unions, rigid contracts and seniority rules. All of
which would surely be anathema to many school administrators.

And this may not be an undesirable situation. It would be diffi-
cult to argue that teacher contracts are favorable to both parties.
Teachers ordinarily sign a contract to fill the generic position called

! In other words, the individual teacher frequently has nothing

“teacher.'
more than the oral agreement of an LSDA about the subject and/or grade
level(s) that will be taught. Yet, in the list of teacher choice or
decision variables, teaching assignment(s) was ranked first. The assign-
ment is a job condition and is not specified in the contract. It does
seem surprising that the most important teacher choice or decision vari-
able is not specified clearly in many contracts. It is as if the LSDAs

were operating in a buyers' market (i.e., the suppliers of teaching

services exceed the number of available positions).
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How many prospective teachers decide against teaching because of
the "broad and unlimited discretion" (63, p. 331) given to the adminis-
trators in the contract? How many teachers become disillusioned with
teaching and seek non-educational employment because of the one-sided
agreement? If either of the last two questions are answered ''one
teacher," then at least one cause of the teacher shortage has been

identified.
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VII. MARKET ANALYSIS

1. Introduction

A market is a multifaceted vehicle in which goods and/or services
are exchanged. In some markets information is readily available (e.g.,
the stock market) while in other markets information is much more diffi-
cult to obtain (e.g., most labor markets). To assert that a supplier of
labor services makes a rationmal and calculated choice from competing
alternatives must surely be modified by the realization that 'many of
the most important features of a job cannot be appraised until one has
worked on it" (88, p. 109).

If one can accept the belief that demanders and suppliers cannot
weigh alternatives very easily due to a lack of information and cor-
respondingly high risk, it should not be surprising to expect new
teachers (NETs) to place some reliance on "informed" individuals such
as friends, relatives and others with whom respect and rapport have
been established and can be exploited as a source of information on
employment opportunities and/or conditions of employment. Thus, it
should not be surprising that this chapter will compare the search
channels of NETs and local school district administrators (LSDAs) since
this process is of paramount importance as that part of the market
operation in which information gathering and information exchange occurs.
It is, moreover, in the market where the question of the teacher short-
‘age can be explored.

In the two preceding chapters numerous tables have been included

that pertain to the importance of teacher-choice variables. The results

thus far have not revealed a dominant explanation of teachers' choice
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criteria although it is reasomably clear that salary and teaching as-
signment rank rather high in some instances. The following general
conclusions have emerged from the two preceding chapters:
.i. the LSDAs believe that teachers tend to resign
so that a move can be made to a '"better' school
kdistrict;
ii. the NETs who resigned from their previoﬁs teaching
positions indicated (ignoring those who resigned
to be with their spouse) that they had sought a
better professional position and/or a better paid
position;
iii. the LSDAs indicated that salary is the most impor-
tant choice variable of teachers;
iv. the NETs rated the teaching assignment as the most
important choice variable; and,
v. the NETs, using two different summary methods of
the choice variables, said that the 'school" was the
most important in one case and that geographical
location was the most important in the other.
There are other variables that could be noted as well, but the general
lack of agreement in the numerous responses is not as comforting as
unanimous agreement would be.
Much space in the literature has been captured by conflicting ob-
servations and theories about the choice variables and choice criteria
of the suppliers of labor services. This discourse has been articulated

primarily in the context of choice based on economic criteria versus
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choice based on other variables. For example, Brown in his study of

the academic marketplace noted that the 'professor's motivations ...
conform to the sterotype of a man who stresses matters other than money"
(13, p. 248) while Caplow and McGee conclude '"that professors are happy
with their wages, can be rejected out of hand by anyone acquainted with
the milieu" (16, p. 55). And commenting more specifically omn the
teacher market, Kershaw and McKean have summarized some results claim-
ing ''that teachers rank pay rather low as a factor attracting them to
teaching" (53, p. 44) while Orlich, et al. stress the importance that
teachers attach to economic variables (76, pp. 81-94).

Theoretical arguments supporting salary as an important choice
variable have been advanced by Benson (5, p. 420), Bloom and Northrup
(8, p. 245) and Hicks (44, p. 76) while others have endeavored to mini-
mize the importance of salary as a choice variable. This can be observed
in Denison (25, p. 182), Ellsbree (31, p. 63); Lampman (60, p. 96) and
Shister (99). In view of the apparent lack of agreement on the relative
importance of salary as a variable influencing suppliers of teaching
services, in this chapter some attention is given to salary as a market
variable.

Another dimension of the market exists in the allocation of teachers
to teaching positions. There seems to be no reason to expect that
teachers are misemployed (e.g., teachers qualified to teach French who
are teaching high school physics), nevertheless misemployment probably
occurs and may tend to occur most frequently among the newly hired em-
ployees. Moreover, there is reason to believe that newly hired teachers

may expect to teach in their area of interest but find that they are
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placed in a teaching position outside their area of teaching and
academic interest. The teacher may thus find himself in a position of

dissatisfaction and about which he may be able to do little:

" ... the individual contract is invariably drawn up un-

ilaterally by the school board. As a result, the contract
protects the board more than the teacher; the fine print
is almost always drawn in the board's favor ...

"Individual contracts usually give the school ad-

ministration broad and unlimited discretion in dealing

with teachers. As a rule, the only limits om the dis~-

cretion of the school administration are those set by

law." (63, p. 331)
A misallocated NET may very shortly become a NET again when he resigns
for another position in which "teaching assignment'" will be a choice
variable of major interest. Hence, in the final section of this chapter

the allocation of the NETs is considered.

2. Recruitment and'job search: channels and costs

In the two preceding chapters the survey results were reported
for both the demanders and suppliers of teaching services. These re-
sults will be compared and contrasted below.

a. Recruitment and job search channels The first choice to be

made in evaluating the search channels of LSDAs and NETs is that of

which survey data are the "best.'" In both surveys two questions wefe
addressed to each respondent (the lists differed somewhat in each sur-
vey). Each LSDA was asked to identify the methods used to recruit

NETs (Table 5.12) and then they were asked to rank the effectiveness of
four methods used to seek NETs for their vacancies (Tables 5.12 and 5.13).
The search methods reported in Table 5.13 seemed preferable for the LSDAs

since it consisted of rank data on the search channels for the first two
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ranks only (i.e., all LSDAs were asked to rank four methods but all
did not rank four; however, all of the LSDAs did ramnk at least two search
methods).

Similarly, the NETs were asked two questions on job search chanmels.
They were asked to rate the value of each search channel on a prepared
list (Table 6.19) and they were asked to identify the chanmel by which
they "first leérned" of the vacancies they were hired to fill (Table 6.21).
It would seem that the latter is more meaningful.

On the basis of the above considerations it is possible to evaluate
the responses of the LSDAs' perception of the most effective search
channels versus the "first learned'" methods for the NETs (search chanmels
not included in both lists were not considered in this analysis). Table
7.1 lists all of the search methods used in the two surveys along with
the total weighted sum for the LSDAs (Table 5.13) and the number of NETs
who "first learned" of their present position by each method (Table 6.21).

Table 7.1 clearly reflects two facts that are of particular interest.
First, it can be noted that of the total weighted value for the LSDAs
(i.e., 413), only a weighted valﬁe of 31 (i.e., 7.5 percent) is associ-
ated with informal or passive search channels (i.e., friends and rela-
tives, and do nothing or walk-ins). On the other hand, of the 594 NET
responses to the question of how they "first learned" of their present
position, 262 (i.e, 44.1 percent) gave responses representing informal
methods (e.g., blind contacts, friends and relatives, and former teach-

er or professors). This somewhat divergent result seems to reflect (i)
the difficulty of demanders to utilize effectively informal search

methods as part of its "burden of solicitation:"
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"The main reason for workers undertaking the burden of solicita-
tion is that it is cheaper for them than for employers. When
an employer has numerous employees the probability that a given
employer needs additional workers is much greater than the
probability that a given worker will accept a job offer."

(106, p. 102)

while (ii) the suppliers of inputs are more likely to use informal
search channels for the numerous reasons cited in Brown (12; 13; 14),
Katz (50), Myers (72), Myers and Shultz (74, pp. 70-72), Parnes

(79, pp. 162-174), Reynolds (88, pp. 49-50), and Stone and Kendall (107).

Table 7.1. Recruitment and job search channels: LSDAs and NETsa

Search Channels and/or LSDAs NETs
"Pirst Learned" Method Weighted Number "first
Value learned"

Newspaper Want Ads 180 177
LSDAs, Do Nothing or NETs, Blind Contacts 7 127
Friends and Relatives (Grapevine) 24 109
University Placement 161 67
Public Placement Services 13 2
ISEA Employment Service 18 1
Other Ads 10 1
Commercial Placement 0 0
LSDAs, Other Reasons 0 --
NETs, Other Reasons - 8
NETs, Former Teachers or Professors - 26
NETs, Was Recruited - 76

aSurvey data.
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Table 7.1 is also of interest for statistical reasons. The Spear-
man rank corfelation coefficient was found to be 0.626 (the theogetical
T is 0.643 at the five percent level) for the eight variables above the
dashed line of Table 7.1; hence, there is no reason to reject the
following null hypothesis:

H7.1 There is no relationship in the way L§DAs seek teachers

for vacancies and the way teachers '"first learn" of the

vacancies for which they are hired.
The acceptance of the above hypothesis does suggest that the present
market for teachers in the state of Iowa is inefficient with respect to
communication of vacancy information and/or teacher availability. For
a market to be an efficient allocative mechanism there is a need for
information to be readily available to both demanders and suppliers.
Bodenhofer has observed that '"from a macro-economic point of view,
returns accruing from better information in the labor market are re-
presented in a more efficient allocation of manpower" (9, p. 444). Sim-
ilar views on the importance of the role played by information as an
aid to efficient allocation can be found im Denison (25, p. 201),
Hirsch (45, p. 31), Katona (49, p. 21), Liebhafsky (64), Reynolds
(88, pp. 213-215), Stigler (106, p. 104), and Yoder (119, p. 82).

Moreover, this result merits consideratiom with respect to the
teacher shortage. To tﬁe extent that the demanders and suppliers appear
to differ in their use of the channels through which employment vacancies
and teacher availability are communicated, to this extent a teacher
shortage can be abetted by the inefficient use of the available recruit-

ment and search channels.
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b. Recruitment and job search costs In the two preceding

chapters it was estimated that the outlay and opportunity costs for the
recruitment of new teachers in Jowa's 455 LSDs were $708,660 for the
vacancies to be filled for the 1968-1969 school year, and that for the
NETs the outlay and opportunity costs were $870,365. On the basis of
these estimates, it would appear that the estimated costs of recruiting
and searching (i.e., the cost of operating the market) amounted to
$1,579,025 in the survey year. Moreover, it would appear that a goodly
portion of the costs of operating this market are borne by the suppliers
of teaching services (i.e, 55.1 percent).

Needless to say, the validity of any estimate about who bears the
burden of the aggregate search costs is greatly dependent on the cost
estimates of the individual respondents, both the LSDAs and the NETs.
Nevertheless, it does seem interesting to note the estimated percentage
burden of the NETs relative to the total estimated cost and to realize
that all of the costs are not included. For example, Sjaastad notes
that the addition of new employees involves on-the-job training (i.e.,
teacher orientation) and that "migration involves a 'psychic' cost"
(102, pp. 84~85). It is quite probable that if all of the teacher market
costs could be tallied (i.e., outlay, opportunity, on-the-job training,
psychic, plus the costs of teachers who participated in the market and
then decided not to change employers), the total would no doubt exceed
the $1.58 million estimate by a wide margin.

It might also be noted as a matter of interest that expenditures by
LSDs on recruiting relative to their total expenditures is rather small.

Based on the above noted recruiting expenditures of $708,660 versus the
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total expenditures and transfers for the 1967-1968 school year of
$413.7 million (23, p. 74), seventeen one~hundredths of one percent
were spent on recruiting. Moreover, there is reason to believe that
the LSDAs' estimates are unreliable due to their crude source (i.e.,
"guegstimates" and 'wild guesses'’).

3. Teacher choice variables: LSDAs and NETs

The LSDAs were asked to rate the importance of a list of variables
that would be expected to influence a teacher's choice of one LSD over
énother (Appendix F, question 24). Then in the second survey, the NETs
were given a similar list of variables in which they were asked to rate
the importance of each choice variable (Appendix G, question 1). The
LSDAs were asked to rate the importance of 20 variables while the NETs
were asked to rate 24 variables. Seventeen of the variables were rated
by both LSDAs and NETs.

Table 7.2 lists the 17 variables that were rated by both the de-
manders and suppliers of teaching services in this sample. The average
responses for the aggregate and ordinal data were previously included
for the LSDAs in Table 5.16 and for the NETs in Table 6.12.

The computed Spearman rank correlation coefficient, s is 0.881
for the variables listed in Table 7.2. Since the observed T is con-
siderably greater thamn the theoretical T of 0.412 for the five percent
level and of 0.584 for the one percent level, it would appear that the
rank data for these 17 variables reflects a high degree of association;
hence, the following null hypothesis is easily rejected at the one per-

cent level:
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Table 7.2. Average ratings and ranks of the importance of teacher choice
variables: new teachers versus local school administrators®

Naw Teachers Administrators
Choice Variables Average Rank Average Rank
Courses and/or Class Assignments 2,27 1 2.49 4
Salary 2,19 2 2.71 1
Availability of Teaching Materials
and Teaching Facilities 2.03 3 2.61 2
Competent and Friendly Colleagues 1.99 4 2.288 6
Geographical Location of Community 1.85 5 2,51 3
Reputation of School Administrators 1.83 6 2.293 5
Size of School and/or School District 1.71 7 2.03 10
Size of Community 1.63 8 2.02 11
Low Pupil-Teacher Ratio 1.56 -9 2.2372 7.5
Quality of Students 1.41 10 2.00 12
Daily Planning Periods 1.39 11 2.17 9
Fringe Benefits 1.37 12 1.59 16
Nearness to Graduate School 1.29 13 2.2372 7.5
Democratic Organization (Teachers Play
an Active Role in Decision-Making) 1.27 14 1.9830 13
Good Entertainment and Recreational
Facilities in Community 1.21 15 1.9827 14
Low Workload 1.13 16 1.86 15
Good Opportunities for Outside Income 0.62 17 1.07 17
aSurvey data.
H There is no relationship between the way the NETs and LSDAs

7.2 rate variables that reflect teacher choice.

As a matter of interest it can be noted in Table 7.2 that the first six

variables listed occupy the first six ranks for both the LSDAs and the

NETs, although the rank orders are different. If a Spearman ramk cor-

relation test is performed on these six choice variables (i.e., key choice
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variables) the null hypothesis of no relationship would be accepted at
the five percent level. This might lead one to conclude that the LSDAs
perceive the rank order correctly for the 17 variables but do not per-
ceive the order correctly for the key choice variables.

The implicat;on of the high degree of association for the 17 vari-
ables bears some relevance to the teacher shortage. If the null hypothe-
sis H7.2 had been accepted it would have been possible to conclude that
the LSDAs perceived the choice variables to have a different order of
importance than the new teachers in the sample. This would have per-
mitted‘one to infer that the teacher shortage would be partly attribut-
able to the failure of the LSDAs to perceive the correct order of impore
tance of the teacher choice or decision variables.

Every choice variable is different in intensity and no attempt was
made to measure this. Nevertheless, if the six key variables of the 17
that are ranked from one to six are tested with the Spearman rank cor-
relation test,'the observed coefficient is mnot statistically significant
at the five percent level; hence, the inference permitted on the basis
of the six variables is that there is no association. In other words,
the LSDAs do not perceive the same order for these six key variables
as do the NETs.

Based on the second test of significance, it is possible to infer
that the teacher shortage may be partially attributable to the failure
of the LSDAs to perceive the correct order for the six most important

teacher choice or decision variables in this list.
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4. Turnover rate: statistical analysis

It would seem reasonable to consider teacher choice to have a dual
nature. If a teacher has a subjective value and weighting system for
chooSing between teaching vacancies, and if it can be argued that teacher
resignations reflect the existence of the same variables operating but as
repelling rather than as attracting forces, then, if quantitative data
can be generated to represent the choice variables in Table 7.2, the
same choice or decision variables can be used to explain the turnover
rate for each of the LSDs in the sample. As can be imagined, it is not
possible to obtain quantitative estimates that would be acceptable
proxies for all of the variableé listed in Table 7.2 (at least it would
not be easy even if possible). Since this regression analysis is but one
small part of a 1a;ger whole, long and exhaustive efforts were not pur-
sued in the hope of acquiring quantitative estimates for all seventeen
variables.

It was fairly easy to obtain the 1967-1968 average salary for
~each of the 59 LSDs in the sample (47) and the dollar expenditures for
books, supplies, etc. was obtained from the Department of Public Instruc-
tion and converted to an average expenditure per pupil (97). Other vari-
ables such as LSD size and community population were easily obtained (46).
The IPSEDS reports (47) proved to be an excellent source of information
permitting the computation of the following descriptive averages for each
of the samplé LSDs: average age; average number of semester hours of
academic preparation per teacher; percent of teachers ummarried; percent

of teachers under 30 years of age; percent of teachers both ummarried and

under 30 years of age; average number of years of teaching experience;
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and, average number of years of tenure (teacher tenure refers to the
number of years a teacher has been employed in his present LSD).

Quite obviously the above variables are a mixture of (a) choice
variables and (b) descriptive variables. Moreover, very few choice
variables are included. Yet this should not be too difficult to under-
stand upon consideration of the difficulty that can be encountered in
trying to find proxy variables for such things as competent and friendly
colleagues, reputation of LSDAs, daily planning periods, democratic or-
ganization, good entertainment and recreational facilities in the com~
munity, low workload, and good opportunities for outside income. On
the other hand, numerous variables can be handled with considerable
difficulty. For example, Scamman (93) looked at teacher assignments
and wrote his dissertation on the subject. Since his estimates were
not available it hardly seemed feasible to spend several months re-
computing his estimates for such a small part of this research.

Geographical location is a variable for which quantitative estimates
can be obtained with ease. That is, if it is possible to define in an
aggregative way what geographical location means. Geographical location
may impel a teacher to seek employment in a small community or a large
community, near parents, near spouse's parents, near a college, near
friends and relatives, and so on. In other words, geographical location
is not a singular variable but ome that incorporates a multi-dimensional
domain. In a word, this variable was used, but only in a very restricted
way. It was assumed that Fox's analysis of functional economic areas is

a meaningful way to define geographical location; hence, the distance was
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computed between each LSD and the central city in its respective
functional economic area (33).

The variable low pupil-teacher ratio was not used, although it is
readily available. Probably it will suffice to say that this variable
is one of questionable value. For example, a large LSD may have a
high ratio while a small LSD may have a low ratio. These ratios may
only reflect LSD size (inversely related) in which the smaller LSDs
are required to hire numerous specialists in order to ensure that
their program conforms to the legal requirements. To the extent that
economies of scale exist for the larger LSDs is the extent to which
smaller LSDs will have a large number of teachers relative to their
student population (i.e., a low pupil-teacher ratio). In fact,
numerous LSDAs, particularly in the larger LSDs, pointed out in the
interview survey that a low pupil-teacher ratio is meaningless since it
disguises so many other considerationmns.

In any case the statistical analysis that follows does offer some
interesting results and is worthy of consideration for this reason.

To begin with, it became apparent at a very early stage (in fact, months
before any attempt was made to run any regressions) that the survey in-
formation on turnover was grossly inadequate. Since the only turnover
rate information available was for one year (1968-1969, the survey year),
it seemed obvious that the turnover rate for this year could be subject
to extreme (both high and low) random disturbances and that it would be
a waste of time and money trying to explain random disturbances. And un-

fortunately, there did not seem to be any information available that would
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permit the computation of the turnover rate in each of the sample LSDs
over several years in order to obtain an average turnover rate.

Fortunately, however, there is another variable that is influenced
by the tﬁrnover rate. For example, if an LSD has 20 teachers and all
resign at the end of year t, then, the average tenure for year t+l will
be zero. On the other hand, if there are no teacher resignations, the
average tenure will increase by one year. And in general one might say
that a low average tenure is due to a high turnover rate over time and
a high average tenure is due to a low turnover rate over time. On the
basis of this assumed relationship, average tenure was used as the de-
pendent variable to be explained by multiple regression analysis. A
more rigorous statement of the relationship of the turnover rate to
average tenure is included in Appendix E, and how average tenure was
adjusted to account for changes in the number of teachers employed in
the sample LSDs.

As a matter of interest Table 7.3 has been prepared so that some
idea can be obtained of that part of the correlation matrix relevant for
average tenure and the turnover rate versus the other thirteen (inde-
pendent) variables that were chosen to explain the variation in the two
dependent variables (i.e., average tenure and the turnover rate). It can
be noted that all of the variables are more highly correlated with average
tenure than with the turnover rate. And, incidentally, it can be observed
that average tenure and the turnover rate are significantly correlated
with each other at the one percent level and in the expected direction

(i.e., a negative relationship).
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Table 7.3. Correlation coefficients for average tenure (adjusted) and
the turnover rate by selected independent variables®

Dependent Variables

Independent Variables Average (adj.) Tenure Turnover Rate
o
Turnover Rate -0.4205 -
*%k *
Average Salary 0.6158 -0.2367
%*
Salary Index 0.2622 -0.0327
sk
Number of Students in LSD 0.3622 -0.0097
: ok
Number of Units Offered 0.4059 -0.0096
dk
Population of 1.SD 0.3548 -0.0141
Distance to Nearest Central City -0.1559 0.1436
Fode
Average Age 0.4976 -0.2096
*k
Average Number of Semester Hours 0.4726 0.0156
Percent of all Teachers Ummarried 0.2048 0.1368
Percent of all Teachers Under e *
30 Years -0.4537 0.2404
Percent of all Teachers Both Un-
married and Under 30 Years -0.1884% 0.1495
: sk *
Average Experience 0.7692 -0.2766

Average Expenditure on Other
Instructional Costs 0.1737 0.0209

%Appendix A describes each of the variables and gives the data
source.,

Significant at the one percent level.

%*
Significant at the five percent level.

Altogether 29 different multiple regressions were run. Ten of the
models used turnover as the dependent variable and the remaining 19 used
average tenure as the dependent variable. The most accurate statement

that can be made about this regression analysis is that the results were

not encouraging. For example, when average tenure was the dependent
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variable, the intercept was highly negative (varying between -14.15 and
-19.52) while R2 varied between a high of 0.583 and a low of 0.541. On
the other hand; when the turnover rate was used as the dependent vari-
able, the intercept varied between +23.58 and +46.00 while R2 varied be-
tween 0.092 and 0.290! At least R2 is fairly reasonable for average ten-
ure; however, it is difficult to accept the highly-negative intercept.

All in all, the only interesting feature of this analysis pertains
to the explanation of average tenure. Of the 13 independent variables,
some are duplications (e.g., LSD population, number of students and
number of units offered) and some are not acceptable (e.g., years of
experience is highly correlated with years of tenure). Nevertheless,
average salary and average age, when used to explain average tenure, give
an R2 of 0.541, the b-values for both variables are highly significant at
the one percent level, and the observed F of 33.054 is also highly sig-
nificant (at the one percent level, the theoretical F value is 2.925).
The only part of this analysis that is uneasily comforting is the fact
that salary explains more of the variation in average tenure than any
other variable (average experience explains more and for obvious reasons).

The quasi-conclusion that salary is a better explanatory variable
for average tenure than any other variable used in this regression anal-
ysis would seem to support earlier comments in the literature about the
importance of salary on turnover. Behrend (4), Ellsbree (31, p. 24, p.b4b
and p. 63), Greene (38), Hall (39) and Van Houten (112, p. 103 and p. 139)
observed a relationship between teacher turnover and salary. In additionm,

Ladinsky stated that "our data suggest that for all professional, tech-
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nical and kindred workers income is second only to age as a determinant
of geographic mobility" (56, p. 494).

The conclusion that salary is a key variable for explaining average
tenure suggests that (i) the LSDAs seem to have perceived the impor-
tance of salary fairly well and (ii) the prevailing salary levels may
be partly responsible for the teacher shortage since teacher turnover
would seem to be a part of exodus from teaching to alternative work
activities.

5. Misemployment of teachers

The misemployment of teachers may be a potential source of teacher
discontent that could lead to teacher turnover. Moreover, it would
seem more likely that a new teacher would be misemployed than one who
has been teaching in an LSD for one or more years. The latter would
have gained influence and be able to exert this influence while an NET
would likely be given the unfilled teaching assignments whether or not
he is qualified. For these reasons the NETs were asked to identify (i)
their academic majors and minors and (ii) their primary, secondary and
tertiary teaching assignments (Appendix G, questions 36-40). The re-
sults, by LSD size strata, are summarized in Table 7.4 where it can be
noted that for the principal teaching assignments,79.7 percent of all
the NETs were teaching in their academic major. Moreover, the percentage
of NETs who had a principal teaching assigmment in their majar area differs
very little by LSD size strata.

However, when the teaching assignments are considered relative to
the assignments outside of the primary teaching fields it is readily

apparent that of the 624 NETs who answered these questions, there were 89



Table 7.4. Teaching assignments by LSD size strataa

ISD Size LSD Size LSD Size
Description Strata 1 Strata 2 Strata 3  State
Principal teaching field of NETs
a. Major, number teaching in major 200 161 136 497
percent teaching in major 80.0 78.9 80.0 79.7
b. Minor, number teaching in minor 33 28 26 87
percent teaching in minor 13.2 13.7 15.3 13.9
c. NETs teaching in neither major or
minor, number 32 26 19 77
percent 12.8 12,7 11.2 12.8
d. NETs responding, number 250: 2042 1702 6242
v percent 106.0 105.3 106.5 105.9
Second and third teaching fields of NETs
a., Major, number teaching in major 14 11 9 34
percent teaching in major 5.6 5.4 5.3 5.4
b. Minor, number teaching in minor 16 8 22 46
percent teaching in minor 6.4 3.9 12.9 7.4
c. NETs teaching in neither major nor
minor, number 25 22 42 89
percent 10.0 10.8 24.7 14.3
d. NETs responding, number 250: 204: 170: 624:
percent 22,0 20.1 42.9 27.1

aSurvey data.

bThis number is not equal to the three numbers immediately above since multiple

answers occurred,

“The percentages were computed using "NETs responding" as the denominator; hence, be-
cause of multiple answers the sum of the three numbers immediately above does not equal

100 percent,

891
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teaching assignments (14.3 percent of the 624 NETs) in second and third
fields in which the NETs had neither a major nor a minor (also, 42 of
the 89 assignments were in the smallest LSD size strata).

There is a further dimension to the subject of misallocation; namely,
the occurrence of teacher misallocations by subject area. It would have
been better if the questionnaires for the NETs had asked for the number
of semester hours of academic preparation in the several teaching areas
noted. Since the data acquired wés for the ill-defined terms of
academic major(s) and minor(s), it would be specious to evaluate the
survey data with great precision. A much more reasonable approach would
be to use the IPSEDSVdata on all teachers in the state (485 and compare
the assignments of all teachers to new teachers. Since the latter, if
handled with care and precision, would require a considerable amount of
time and expense if "good'" research procedures would be the criteria,
no attempt was made to obtain and evaluate the misallocation of NETs
more explicitly than has been done.

6. Concluding discussion

This chapter has been included to present findings on the inter-
action of supply and demand forces. Moreover, the findings were handled
in the context of the teacher shortage.

First, it was observed that the efficient communication of informa-
tion in the teacher market in Iowa is subject to serious question. Both
school admianistrators and teachers find newspaper want ads to be the best
channel of communication, yet the statistical analysis indicated that the
channels used by the demanders and suppliers of teaching services are

different.



170

One of the inﬁeresting features of the data gathered on search
channels is the reliance that teachers place on informal channels. And
it would be difficult to suggest how the informal channels could be used
more efficiently. One of the advantages of informal search is that
friends and relatives, and "“blind contacts" provide up-to-date vacancy
information. An advertisement in the daily paper also brings with it
the probability that a vacancy exists. On the other hand, a job-seeker
can have no assurance that the jobs on file in various placement and
employment offices are current.

The use of intermediaries such as placement and employment agencies
requires a great deal of cooperatiun between the agencies and the users;
hence, if the users fail to cooperate, failure results. Yet, it is
probable that the greatest potential for market improvement lies with
the better use of intermediaries in which the users cooperate fully
and keep the information current. It is possible that a more formalized
market is difficult to develop, nevertheless, it is a desirable goal to
move towards, albeit slowly.

A sécond result noted in this chapter is the observed relatiomship
in the responses of the school administrators and teachers with respect
to job choice variables. For the full list of seventeen variables, the
two sets of responses showed a high degree of association; however, for
the six "key" variables, there was a marked discrepancy. The latter re-
sult is particularly noteworthy because of the discrepancy for the
teaching assigmment(s) variable (i.e., teachers ranked it first and the
administrators ranked it fourth). It would be difficult to explain this

apparent ciscrepancy, nevertheless, it might prove valuable to investi-
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gate this lack of agreement at greaier length and test meaningful hypothe-
ses that would bear on the importance of teaching assigmment(s) as a job
choice variable.

The third topic of this chapter, and the most interesting topic in
the entire study (of which there were a great many topics) was the
brief multiple regression analysis of turnover. In all probability a
more penetrating analysis could be extremely rewarding. An excellent
study of turnover can be made if the available data is good, and for
Towa teachers the data is generally excellent (i.e., it is available and
is potentially excelient with the allocation of more time than was
allowed in this study). In fact, the only firm recommendation that has
emerged in this study is that a thorough analysis should be made of
teacher turnover in the state of Iowa using the available statistics.

Fourthly, it had been expected that there would be misemployment,
and there was soﬁe misemployment (20.3 percent of the new teachers
were misemployed). Moreover, it had been expected that more misemploy-
ment would occur in small school districts than in large ones. Neither
of these expectations were fulfilled. For the individual teacher who
is misemployed, the experience may be traumatic. Nevertheless, it would
seem that on the average, teachers are allocated fairly well among the
vacancies without an undue amount of misemployment.

This chapter is not complete without referring again to Kerr's
five market models (discussed in Chapter II) and evaluating the per-
formance of the teacher market in the context of one of Kerr's five
models. The teacher market is characterized by varying degrees of com-

petition. In most years the basic salary (B.A. and no experience) moves
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upward in about the same way in most of Iowa's school districts. Thus,
one might infer that there is some tendency for salaries to be equili-
brated. Yet, there are marked differences in the structﬁres of the
salary schedules and average salaries differ widely. All in all, it
seems that salaries are characterized more by differences than by
similarities between Iowa's school districts.

The information flow seems to be informal rather than formal.
Although this generalization must be couched in qualifications, never=-
theless, the flow of information between the market participants is not
well organized, and this is surely onme way of judging the organization
of the market as a ﬁhole: The flow of information is poorly organized.

The two-factor salary schedule (education and experience) that is
prevalent throughout most of Iowa's school districts is not designed
to handle differential shortages. Kershaw and McKean (53), for example,
have argued rather convincingly that premiums should be paid to teachers
qualified to teach in academic areas in which there are differential
shortages. This practice is not generally followed! All teachers,
irrespective of what they teach, are ordinarily paid according to the
salary schedule. It would be exceedingly costly to raise the gemeral
salary schedule to obtain enough teachers in the shortage areas. It
would be much less costly to pay premiums in shortage areas (although
it may be difficult for individual administrators to identify shortage
areas, it might be possible to identify them on a state-wide basis with
the assistance of the Department of Public Imnstruction). A fuller

utilization of the price system to attract more qualified teachers into
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the shortage areas would seem to be an efficient way to ease differ-
ential shortages.

The above three comments about the teacher market (i.e., that
salaries d;ffer widely, that information flows tend to differ between
the participants, and that the price system is not utilized fully)

permit the conclusion that the teacher market is similar to Kerr's

"natural market." A few comments from Kerr clearly demonstrate this

conclusion:

"The natural market may ... be defined as ome in which
the average worker has a narrowly confined view of the
market and, in addition, is not an alert participant in it.
Unions do not exist. Employers, while not formally organized,
either because of smallness of number or informal co-operation
(the ‘tacit, but constant and uniform combination, not to
raise the wages of labour above their actual rate' of which
Adam Smith spoke), can exercise some monopsonistic influence
in the labor market. Sovereignty is jointly held by the con-
sumer and the employer. Wages are not set uniformly at the
competitive level, and resources are not utilized to the
best advantage. The operation of the market does not de-
termine wages, but, rather, sets the limits within which
they are fixed and influences the specific levels within
these limits." (52, pp. 281-282)

It would appear that Kerr was describing the teacher market in Iowa: A
market that is not responsive to supply and demand forces; a market that
minimizes price (salary) considerations; and, a market that is basically

inefficient.
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VIII. SUMMARY

The purpose of this research topic was to study the market for
public school teachers in Iowa. The survey technique was selected as
the dafa source. A random sample of 59 local school districts (LSDs)
was drawn from the 455 LSDs in the state of Iowa. The survey consisted
of two stages: (i) the survey of local school district administrators
(LSDAs), and (ii) the survey of the new teachers (NETs) in the same
LSDs. The survey work began in mid-June, 1968 and ended early in
December, 1968.

The first stage was used to gather information about the demand for
and recruitment of NETs in the sample LSDs. The response rate, based on
 the percentage of total possible information, was 99.5 percent. The
second stage was used to gather information about the supply of NETs,
their choice variables, their channels of job search, the costs of .
their job search, etc. The response rate, based on the percentage of
total possible information, was 89.3 percent.

Underlying the general analysis was the assumption that a teacher
shortage exists and that the comparison of the data results of the two
surveys would yield differences that could help to explain the teacher
shortage.

1. Demand for NETs

a., Vacancies: reasons for and description of The 59 LSDs re~

ported 1756 vacancies for the 1968~1969 school year and it was esti-

mated that there were 5,724.2 vacancies to be filled in the 455 LSDs

in the state of Iowa. Also, of the 1756 vacancies, it was estimated
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that 79.8 percent were attributable to teacher resignations (i.e.,
teacher turnover), 14.3 percent to enrollment increases and 5.9 percent
to quality increases.

The highest turnover rate was 42.8 percent and the lowest was 3.9
percent. The average turnover rate for the sample was 14.4 percent and
the median turnover rate was 13.2 percent.

b. Ease of filling vacancies The LSDAs perceived vacancies in

the grade level ranges 1-3 and 7-9 to be easier to fill, in the aggre-
gate, than the other grade level ranges. And they perceived the teach-
ing vacancies in some subject areas to be easier to fill than in others.
‘Among the subject areas that were easiest to fill, relatively speaking
and in the aggregate, the following were included: history and social
studies, physical and health education, business education and driver
education. While the subject areas that were found to be relatively .
difficult to £ill with qualified teachers included the following:
mathematics, chemistry, physics, library science, foreign languages,
music, and guidance and counseling. 1In general, 66.1 percent of the
LSDAs indicated that their ability to fill vacancies with qualified
teachers was either '"excellent" or '"good."

c. Search channels and costs The LSDAs reported that they re-

lied mainly on college and university placement services, and newspaper
want ads to recruit new teachers (NETs)~for their teaching vacancies.

They also estimated the number of dollars budgeted and manhours devoted
to the recruitment of NETs. On the average, they estimated that an out-

lay of $40.1 and 17.1 manhours are required to recruit a teacher for a
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vacancy in the state of Iowa. If the number of manhours is converted in-
to a dollar value, the estimated cost of recruiting one NET amounted to

‘about $124.

d. Teacher choice variables In response to a question asking

the LSDAs to rate each variable in a list that might influence an NET';
choice of one teaching location over another, the summary results re-
vealed salary to be the most important choice variable on the average.
The remaining variables with a predominantly economic dimension were
ranked at the end of the list on the average. These variables included
fringe benefits, low cost of living and good opportunities for outside
income (i.e., moonlighting). Thus, for a list of twéntx choice vari-
ables that might influence an NET to choose one LSD over another, there
were four economic variables. Salary was ranked number one and tﬁe
remaining three noted above were ranked 18, 19 and 20 respectively.

2. Supply of NETs

2. Description of NETs From a descriptive point of view, there
were 631 NETs in the survey, of which 34.7 percent were males, 49.9 per-
cent were under 25 &ears of age, 68.3 percent were married (27.9 percent
were unmarried), 46.5 percent had no experience (77.2 percent had less
than five years of teaching experience), 3.8 percent had not completed
a baccalaureate degree (10.1 percent had a master's degree), 46.7 percent
of the 631 NETs were students during the previous school year (another
36.9 percent were public school teachers, and 13.4 percent were home-
makers), 74.2 percent considered Iowa to be their home state, and 97.0

percent of the NETs had signed a contract to teach full-time during the
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1968-1969 school year. The above leads to the general expectation that
an NET is usually female, under 25 years of age, married and inexperi-
enced. In éddition, the average NET has a bachelor's degree, was a
student duriﬁg the previous year, calls Iowa her home state, and is em-
ployed full-time.

b. Inter-LSD and intra-LSD teacher movement To assess the

direction of movement of experienced teachers between the three LSD size
strata, a method of weighting was used. The results indicated that the
direction of movement in the aggregate is towards smaller LSDs. This

is somewhat surprising if price is an important variable ih thg decision
set of the suppliers of teaching services since salary, in a qualitative
sense, is positively related to LSD size (i.e., r = +0.5749).

c. Choice variables of NETs The NETs were asked to rate the im-

portance of a 1i§t of choice or decision variables. Based on an aggre-
gate and ordinal rank-ordering, the teaching assignment emerged as the
most important choice variable with salary ranking second. At the omne
percent level of significance there was no reason to corclude that the
choice variables were ranked differently by the sex, age, marital status
or LSD size strata of the NETs.

The choice variables were summarized in five variables and the NETs
were asked to (i) rate the importance of each and (ii) rank each. Geo-
graphical location was ranked first with the rating of the importance of
each variable while the school related variable ranked second. The sum-
marized results of the NETs' rankings of the five variables resulted in

the school related variable being ranked first, and geographical location



178

being second. For both summary methods, the economic variable ranked
third, administration and supervision ranked fourth and future prospects
ranked fifth and last in each case. Finally, there was no reason to be-
lieve at the five percent level that the NETs had evaluated the two
summary listings differently.

The NETs submitted an average of 4.55 applications for employment,
had 2.79 interviews and received 1.95 concrete offers of employment.
Moreover, 67.8 percent of the 631 NETs had an employment preference and
obtained the teaching position they preferred. Another 15.2 percent in-
dicated that they had a preference but did not obtain employment there
(17.0 percent had no preference). As a final dimension of choice the
NETs were asked whether theyAhad a minimum salary and 70.3 percent said
they had a minimum (3.2 percent received less than their reported minimum

salary).

d. Search channels and costs Another major objective investi~
gated with respect to the suppiy of NETs pertained to the channels used
to find teaching employment in public education. Using a five-numeral
rating scaie, the NETs reported college placement services to be the most
valuable search cﬁannel and newspaper want ads to be the second most
valuable method. As a sequel to this question the NETs were asked to
identify the search channel through which they '"first learmed" of the
teaching vacancy they were hired to fill., The results were as follows:
177 reported newspaper w&nt ads; 127 reported blind contacts; 109 said
friends and relatives; 76 were recruited; and 67 first learned of the posi-

tion they were hired to fill through college placement services.
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As a matter of hypothetical inquiry it seemed possible that NETs
would differ in their use of job search chanmels according to their ex-
perience. Interestingly enough, there was mo differénce. Both the ex-
perienced and inexperienced NETs used the same search channels.

Part of searching for employment comsists of the search channels
and another part is the cost of searching (i.e., both outlay and op-
portunity costs). The average cost of searching for employment came
to $152.05, of which $23.17 was for out-of-pocket expenditures and the
remainder was the estimated dollar value of the opportunity costs (i.e.,
$128.88).

e. Reasons for resignations Of the 631 NETs, 337 had one or

more years of teaching experience. They were asked to identify the
reason(s) why they had left their previous place of teaching employment.
97 resigned to be with their spouse, 92 resigned to accept a better
professional position, 90 resignéd to accept a better paid position,

81 mentioned dissatisfaction with their previous position, 56 wished to
teacher nearer home, and 53 resigned to become full-time homemakers
(incidentally, the number of reasons exceeds 337 since multiple answers
were allowed).

In using non-parametric statistical tests to evaluate the ranks of
the reasons for resignations, there was a highly significant association
for the NETs by LSD size strata; however, there seemed to be no as-
sociation when the reasons were tested by marital status (i.e., married

and unmarried teachers seem to resign for different reasons).

In addition, all of the NETs were asked to rate the importance of a

list of variables that would influence them to resign from a teaching
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position in the future. By statistically festing these results, it was
found that the ratings of these variables by age, marital status, and
years of teaching experience were highly associated (i.e., NETs would
tend to resign in the future for the same reasons). However, there
seemed to be no associaticn for the NETs by sex (i.e., male and female
NETs project that they will most likely resign in the future for differ-
ent reasons).

£f. Alternative employment The NETs were asked what they would

most likely have been doing had they not accepted their present position.
About 64.6 percent of the multiple responses pertained to teaching, 13.7
percent said they‘would have been students and 12.2 percent mentioned
homemaking.

The NETs were also asked if they had investigated non-educational
emplbyment rather than employment in public education. Fourteen percent
said they had investigated non-educational prospects in an active way.

The NETs were asked to identify employment opportunities that
would attract them from public education employment. The answers were
somewhat mixed and diverse to this open-ended question. Nevertheless,
29.7 percent said homemaking, 22.8 percent mentioned professional, tech-
nical and kindred employment, and 9.7 percent said nothing would attract
them from teaching.

3. Market for NETs

Although it is possible to discuss the teacher shortage in the con-
text of demand or supply, it is not nearly as meaningful as a similar

discussion in the context of the market. Hence, any meaningful state-
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ments about the teacher shortage in this study were reserved for the mar-

ket chapter.

a. Recruitment and search channels The Spearman rank correlation

test was used to evaluate the effectiveness that LSDAs attached to their
recruitment ﬁethods versus the search channels by which NETs "first
learned" of the vacancy they were hired to fill. The result was that the
null hypothesis of no relationship was accepted. In other words, there
is, on the basis of this survey, reason to believe that the channels

used by LSDAs are not the same as the omes through which NETs learn of
vacancies.

This result has a clear and direct relationship to the teacher short-
age. Since the two groups are not using the same channels it is possible
that some vacancies may go unfilled and that some teachers will either
be unemployéd or seek gfinful employment in non-educational employment
activities due to the communication gap.

b. Cost of operating this market Since both the demanders and

suppliers of teaching services were asked to identify their outlay>and
opportunity costs, and since the sample data for recruiting and search
costs had been projected for population estimates for both demand and
supply, it was very easy to find the cost of operating the teacher mar-
ket once the population estimates had been made. The estimated cost of
operating this market amounted to $1.58 million for the 1968-1969 school
year. It was also noted in the market chapter that this estimate ex-
cluded the costs of orientation, various psychic costs, and the costs in-

curred by teachers and others who participated in the market, and, for
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one reason or another, did not change school districts or else found
employment in non-educational employment activities.

c. Choice variables Both the LSDAs and NETs were given sim-

ilar lists of choice or decision variables that would influence a
teacher's choice of one LSD over another. The variables were ranked and
statisfically tested using the Spearman rank correlation coefficient.
The computed r, was highly significant at the one percent level. This
led to the rejection of the null hypothesis and permits the inference to
be made that the LSDAs perceive, in the aggregate, the choice variables
of the NETs to be about the same as the NETs rate the same variables

in the aggregate.

If the null hypothesis would be accepted, it would be possible to
infer that the teacher shortage could be partially attributable to the
failure of the LSDAs to perceive the decision set of the NETs correctly.
This was not the case, however, and it does not seem possible to con-
clude that the teacher shortage is influenced by the misconceptions of
the LSDAs with respect to the choice variables of teachers.

d. Turnover rate Since the turnover rate obtained in the sur-

vey of the LSDAs could be subject to extreme and random disturbances, the
proxy variable adjusted average tenure was substituted for the dependent
variable, turnover rate, in a multiple regression model analysis.

The object of this analysis was to identify the variable(s) that
would best explain adjusted average tenure. In this way it might be
possible to deternine one or more significant variables that have an
impact on the teacher shortage.

The results indicated that two variables (i.e., average LSD salary,
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and average age, both for the 1967-1968 school year) provided reason-
able results. The dddition of other variables had a marginal effect
on the coefficient of determination (i.e., RZ). Adjusted average tenure
was positively associated with both average salary and average age with
the impact of salary being somewhat greater.

Thus, it may be that salary is a more important decision variable
than some of the earlier findings would have supported. And if this
is a reasonable observation, it may be that the teacher shortage is
partially attributable to low salary levels.

e, Misemployment of NETs Finally, there is the possibility that

there are differential teacher shortages. The results of this study in-
dicate that 79.7 percent of the NETs were teaching in their major field
of academic preparation. If this percentage would be low it might
suggest that teachers become dissatisfied when they teach outside of
their major and leave public education employment to find employment
where misemployment would not occur, thus causing a shortage. However,

. the rather high percentage of NETs teaching in their major would seem to
reduce the weight of this line of reasoning; hence, it would seem that
misallocations do not constitute a major force affecting the teacher

shortage.
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X1, APPENDIX A: DESCRIPTION OF TERMS AND ABBREVIATIONS
The following terms and abbreviations listed below have been used
in this report:

Adjusted average tenure Tenure is the number of years a

teacher has been continuously employed in a given LSD.
Average tenure was computed from data obtained at the
Department of Public Imstruction (47); hoﬁever, average
tenure is biased by changes in the number of teaching
positions in the LSD. Average tenure was adjusted to
compensate for changes in the number of teaching posi-
tions. The computation of adjusted average tenure can
be found in Appendix E.

Average age The average age of teachers for the 1967-1968
school year was computed from data supplied by the De-
partment of Public Instruction (47).

Average expenditure on other instructional costs The

average expenditure per pupil for instructional costs other
than teachers' salaries (7).

Average experience Experience is the number of years an in-

dividual has been teaching in public education. Average
experience was computed from data supplied by the Depart-
ment of Public Instruction (47).

Averapge semester hours The average semester hours of all the

teachers in a given LSD for the 1967-1968 school year was

obtained from the Department of Public Imstruction (47).
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Distance to central city By computing the distance between

each LSD and the central city in its respective functional
economic area, the distance 'distance to central city" is
obtained (33).

LSD size The population of an LSD has been called "LSD size."
The population of Iowa's LSDs can be found in one of the
publications of the Department of Public Imnstruction (46).

LSD and LSDs These are abbreviations for local school district

(LSD) and local school districts (L.SDs).

'LSDA and LSDAs These are abbreviations for local school dis-

trict administrator (LSDA) and local school district adminis-
trators (LSDAs).

NET and NETs These are abbreviations for new teacher (NET) and

new teachers (NETs). A new teacher is one who accepted employ-
ment in a given LSD for the 1968-1969 school year and was not
employed in that LSD during the previous school year. Each

teacher classified as a NET would have zero years of tenure.

Number of students The number of students is the estimated num-

ber of students in attendance for the 1967-1968 school year (46).

Number of units offered The number of units of instruction of-

fered in grades 9 through 12 is the '"number of units offered."
The data was obtained for each of the LSDs in the sample from

Mr. Earl Groemendyck of the Department of Public Instruction.
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Percent of all teachers both unmarried
and under 30 vears of age The percent of all

teachers in a given LSD that were unmarried and under 30
years of age at the beginning of the 1967-1968 school
year (47).

Percent of all teachers under 30 years The percent of all

teachers in a given LSD that were under 30 years of age at
the beginning of the 1967-1968 school year (47).

Percent of all teachers ummarried The percent of all teachers

in a given LSD that were unmarried at the beginning of the
1967-1968 school year (47).

Salary index This index is a measure of the steepness of a

given LSD's salary schedule and is based on the following

formula:

Salary for M.A., 12 years of experience
Base salary for B.A., no experience

Salary index =

The salary index was computed from salary schedules obtained
in the survey of the LSDAs, Sometimes it was necessary to
obtain the salary for "M.A., 12 years of experience' by inter-
polation since all of the LSDs in the sample did not have a
salary schedule that included a salary for an M.A. with 12
years of experience.

Turnover rate The turnover rate is the number of teachers per

100 who ceased to be employed in a given LSD at the end of
the 1967-1968 school year. It was computed with the following

formula:

Turno rate = Number of teachers ceasing employment,1967-1968
urnover Number of teachers employed, 1967-1968
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The data used in the computation of the turnover rate was ob-

tained in the survey of the LSDAs.
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FORM LETTER SENT TO THE SCHOOL SUPERINTENDENTS
ADVISING THEM OF THE SURVEY OF THE TEACHER
MARKET IN IOWA
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IOWA STATE UNIVERSITY |

of Science

AMES, IOWA Bo0010
Department of Economics June 10, 1968

Dear Sir:

The Department of Economics and the Statistical Laboratory of Iowa
State University, Ames, Iowa are conducting a study of the recruitment
and retention of elementary and secondary school teachers in the state
of Towa. The study is organized as a two-stage survey: the first-stage
will investigate the employment policies and procedures used by school
districts in hiring new teachers; the second-stage will seek to identify
teacher goals in seeking Jjob placement.

Your district is one of the 59 school districts selected at random
from the 455 operating high school districts in Iowa. You will be cone-
tacted within a few days by an interviewer from the Statistical Laboratory
and your cooperation in granting an appointment for the completion of the
first-stage survey questionnaire will be greatly appreciated. In late
September or early October you will again be contacted regarding the
second-stage.

Your responses will be treated with strictest confidence. The re-
sulting data will be coded and processed by computer, and published in
such a way that neither your responses nor your school district will be
identifiable.

By aggregating the data of both stages of this survey investigation,
we hope to substantially add to the knowledge and perception of the factors
influencing the recruitment and retention of public school teachers in Iowa.
Again, your cooperation is of vital importance to this research project,
and your assistance will certainly be appreciated.

Sincerely yours,

W onman V. M @uwéa"[ a [Ijmcz‘uz«

Norman V. Strand, Arnold A. Paulsen,
Professor of Statistics Professor of Economics
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FORM LETTER AND QUESTIONNAIRE SENT TO SCHOOL
SUPERINTENDENTS ASKING FOR THEIR ASSISTANCE
IN THE SURVEY OF NEW TEACHERS IN THEIR

RESPECTIVE SCHOOL DISTRICTS
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IOWA STATE UNIVERSITY

of Science &

Department of Economics July 19, 1968

Dear Sir:

Your assistance in June in the first stage of a study of the teacher
market in Iowa was greatly appreciated. We thank you for your time and
cooperation.

As we indicated at our first contact (by letter and then in the in-
terview) the study is in two stages. The first-stage with school district
administrators has been completed. The second-stage pertains to teachers
and identifies teachers' methods of search for employment, the cost of
this search, and the factors influencing their job choice. The questions
that we want to ask your new teachers parallel the questions that we posed
to you. By comparing the answers of administrators and new teachers, we
hope to estimate the relative influence of each factor upon the recruitment
and retention of public school teachers in Iowa. Your cooperation is of
vital importance to complete this research and your assistance will be
greatly appreciated.

In the second-stage we need your help in the following ways:

l. Distribute questionnaires to all of your new teachers,
2. See that all are completed,
3« Return them to us.

We know that the cooperation and assistance of your office (and/or that of
your principals) will ensure a better response and increase the reliability
of the results of this study. Check the date you want to receive the ques-
tionnaire on the enclosed sheet.

We thank you again for your past and future cooperation.

Sincerely, |
a'm:&'é 6’ cuilizn

Arnold Paulsen,
Professor of Economics

&nclosure



202

IOWA STATE UNIVERSITY |,

of Science &

AMES, IOWA 50010
Department of Economics

July 19, 1968

Professor Arnold A. Paulsen
Department of Econonmics

408 East Hall

Jowa State University

Ames, Iowa 50010

Dear Sir:

We have received your letter on the subject of your research project
on elementary and secondary school teachers. We need question-
naires for our new teachers (i.e., the teachers who are new to our dis-
trict for the forthcoming academic year). We need the questionnairss by:

(1) Avgust 12, 1968
(2) ________ August 19, 1968
(3) August 26, 1968

Sincerely yours,

Superintendent of Schools
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XIV., APPENDIX D: A COPY OF THE PERSONAL LETTER ENCLOSED WITH
THE QUESTIONNAIRES FOR THE NEW TEACHERS IN
THE PARTICIPATING SCHOOLS AND SCHOOL DISTRICTS
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H
! ‘

Wechnology
M

AMES, OWA 50010

Department of Economics

August 19, 1968

Mr. John Doe, Superintendent
Deer Park Community School District
- Deer Park, Iowa

Dear Mr. Doe:

We are pleased to have your continued cooperation in the study of
the teacher market in Iowa.

We have enclosed four (4) questionnaires for the new teachers in your
district for the forthecoming school year (and we have defined new teachers
very broadly to include librarians, counsellors, etc.). Envelopes have
been provided for the individual new teachers and they have been instructe-
ed in the letter on page one of the questionnaire to enclose the questione
naire in the envelope and return it to their principal unless otherwise
instructed. Your assistance in distributing, collecting and returning the
completed questionnaires to us is greatly appreciated. We have enclosed
an addressed and postage paid envelope for your convenience in returning
the completed questionnaires to us.

We would like to thank you for your assistance in this study.

Sincerely yours,

(Z’-’M‘ZZZ x/"’) Cll,{,[] Do

Arnold Paulsen,
Professor of Economics

Enclosure
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XV. APPENDIX E: PROCEDURE USED TO ADJUST AVERAGE TENURE

The multiple regression model in Chapter VII used the dependent
variable "adjusted average tenure'' as a proxy variable for the turnover
rate for each of the LSDs in the random sample. This substitution of
adjusted average tenure for turnover was prompted by two considerations:

a. the turnover rate was available for only the one year of the
field survey and could be high or low for that year due to unusual
circumstances; and,

b. average tenure reflects the turnover rate (and is negatively
correlated with it, r = -0.4205) and is likely to have a smaller variance.

The second consideration requires some further explamation. The
negative correlation between turnover and average tenure is easily seen
in the case of zero turnover and complete turnover. If no teacher in
a given LSD resigns in year t, then, average tenure rises by one year
sinée all of the teachers gain one year of tenure. On the other hand, if
all of the teachers resign, average tenure falls to zero (i.e., all of
the teachers are new and a new teacher has zero tenure).
1. Reason for adjusting average tenure: an example

In this section an example is used to illustrate a specific
problem that arises when average tenure is used as a proxy variable for
the turnover rate.

For some LSD let the number of teachers be n, (t=0,1, 2, ...,
m years), let the number of years of tenure for teacher i at time t be

Eit (i=1, 2, «cey nt), and let the average tenure for the LSD be E£
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= _3 .
(where Et iEit/nt)

The following assumptions have been used in this simple example
with a five-year horizom (t =0, 1, 2, 3, 4):

(a) n, =n =n, =n, =20

170 T,
(b) n4 = 21
(¢) %LE.q=EE;,; =HE, =ZLEq=5E, =160

(d) two teachers cease to be employed in each of the five years.
For each year from t = 0 to t = 3, average tenure is the same,

(1) EO = El = E2 = E3 = 160/20 = 8

However, in year t = 4, the addition of one new teaching position adds
nothing to the total years of tenure, but average tenure declines since
the denominator is larger,

) Eﬁ = 160/21 = 7.619

Moreover, the rate of turmover is the same for all of the years in this
example (i.e., turnover rate = (2/20)100 = 10 percent). Therefore, the
decline in average tenure is not due to a change in turnover but due to
a change in the number of teaching positionms.

This simple example demonstrates that if the total years of tenure
is constant, average tenure can vary due to changes in the number of
teaching positions even when the turnover rate is constant. Hence,
average tenure must be adjusted so that it will not reflect changes in
the number of teaching positions.

This example can be generalized. Assume a horizom of T years in
which:

@') n,.=n, = ... =n, =N
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(') n = n, + An (where An # 0)

T+1
' = =
(') Z;E;p = ZiByy

(d') turnover rate is constant for all t

e s = - = e e = = h

ZlEiT ziEim
The assumptions (a'), (b') and (c') are equivalent to assuming that
average tenure is constant for t =0 to t = T. That is,

=F, = ... =E, = A/N

3) E 1 T

0
If one or more teaching positions are added at time T+l (An > 0), then,

ET+1 < ET since the numerator continues to be A but the denominator
rises to N9 (i.e., Ny = N + An ).

This generalized example also demonstrates that if the total years
of tenure is constant, and if there are changes in the number of teaching
positions, average tenure.will vary even when the turnover rate is
constant. Therefore, if average tenure is used as a proxy variable for
the turnover rate, it must be adjusted for changes in the number of teach-
ing positions.

2. Derivation of the adjustment factor

If a new term, k, is defined as follows:

>0)

(4) k=E_ -E (vhere, k -

and if assumptions (a'), (b'), (¢') and (d') are assumed to hold, then,

= - _ A A
G) k= ET - ET+1 - n, - n, + An
and simplifying, _
(6) k=
Tp4y

Thus, if k is added to the average tenure computed for year T+l, average

tenure is adjusted for changes in the number of teaching positions be-
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tween T and T+l.

Returning to the numerical example, k can be computed as follows:

@) k= 2O - o35

Hence, the adjusted average tenure is 8.0 (i.e., 8.0 = 7.619 + 0.381) for
this example.

3. Empirical formulation

The application of the factor k to average tenure requires two
further considerations. First, if a school district experiences a
constant An over time, then, An can be computed for n,, and o without
any qualifications. However, many school districts do not change the
number of teaching positioms every year (i.e., An is not comstant).

For example, a school district with 20 teachers probably would not add
new teaching positions very frequently. For this reasom it seemed neces-
sary to compute an average An that would smooth out the incremental
changes in the number of teaching positions in all school districts, but
particularly in the smaller ISDs. Moreover, An was computed over the
three year period 1964 through 1967. The latest data available at the
time was for 1967, and for years prior to 1964 it would have been neces-
sary to contend with the problems of school consolidation. Thus, these
two years were used to compute k.

Secondly, if there is a need to adjust average tenure at T+l for the
change in the number of teaching positions for the most recent year, then,
there is also a need to adjust for changes in the number of teaching posi-
tions in preceding years. Moreover, it would seem reasonable to expect
that previous changes in the number of teaching positions would have a de-

creasing impact in average tenure at T+l as one moves further back in time.
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For example, the addition of five new teachers iﬁ 1967 (where T+l
and 1967 are the same), requires an adjustment in average tenure for
1967. Also, if five new teachers were added in 1966 (i.e., year T),
some of thé effect of this increase in the number of teaching positions
would still have an effect in 1967, although the impact would be ex-
pected to be lessened. And similarly for preceding years. Therefore,
a k* was defined as follows to adjust for changes in the number of
teaching positions over time:

%
8) k = kT+1 + k% + ki_l + ee. k;ji (x is some previous year)

The value of x was determined by computing the average tenure for all of
the school districts in the sample. The average unadjusted tenure was

five years (47); hence, a value of five was used for X.
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XVI. APPENDIX F: COPY OF THE SURVEY INSTRUMENT USED FOR
THE SURVEY OF SCHOOL ADMINISTRATORS



June, 1968

Cude No,: - -

IOWA STATE UNIVERSITY
Department of Economics

and-

Statistical Laboratory

SCHOOL DISTRICT SURVEY:

ADMINI STRATORS

CONFIDENTIAL: The information reported on this form is strictly confidential., Neither

the contents of this survey schedule nor the published results Will permit the identifi-

cation of you, your responses, or your school district.

1, "DESCRIPTION OF.SCHOOL DISTRICT: 1967-68
Name of School District »
9 Number of full-time teachers:
Address (20) . Male
3. - (21) Female
City (22) TOTAL
4. Type of Organization:
Phone :
(23) K-6-2-4
(24) K-6-3-3
5. (25) K-6-6
Superintendent (26) "K-8-4
6. 7. _Remain/Move (27) ___ Other
Years of Tenure Next Year? Number of students:
g " (28) Elementary (K-6)
Person Interviewed (29) __ Jr. High (7-9)
9. (30) Sr. High (10-12)
Title Academic Preparation of Teachers:
10. 11. _Remaih/Move (31) Number with temporary
Years of Tenure Next Year? certificates
(32) Number with less than
12, B.A. or B.S.
Person Interviewed (33) —— Number with B.A. s B.S. , Or
) more, but not advanced
13. - degree :
Title : (34) Number with degree beyond
14, ' 15. Remain/Move , the bachelor's degree
Years of Tenure Next Year? **********************************#********
16. Interviewer
Person Interviewed
17. Appointment: Date and Time
Title - TIME INTERVIEW BEGAN:
18. 19. _Remain/Move

Years of Tenure Next Year?

TIME INTERVIEW ENDED:
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‘CONFIDENTIAL

The information reported on this form is strictly
confidential. Neither the contents of this survey
schedule nor the published results will permit the iden-
tification of you, your responées,'or your school
district.
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_QUESTION #1l CARD #1

Approximately how many new teachers do you expect to join your

Eeaching”staff to fill vacancies for September, 1968, by grade level?

K (1) - 7-9 Lo (5)
1-3 2) ~10-12 (6)
. 4-6 (3)

Other: Jr. & Sr. H. (7)
Other: EI. 4)
TOTAL: El., + Jr. U, + Sr. H. =

L e

QUESTION {2 ~ CARD #2
Of the total vacancies you have filled or probably will have to
fill by September, 1968, approximately how many of these vacancies can

be attributed to each of the following reasons?

(1) Increased enrollment
(2) Replace teachers who left
(3) Increase quality (e.g., smaller classes, enlarged

curriculum, special teachers, etc.)

) Other. Please specify:

() TOTAL (INTERVIEWER: THIS TOTAL SHOULD BE THE SAME AS
FOR QUESTION #1).

QUESTION #3  CARD #3

In your opinion, what are the three most frequent causes of teacher
resignations in your district? Please rank tﬁe reasons. (INTERVIEWER:
MOST FREQUENT = 1; ETC....) '

(1) Retirement -
(2) Marriage
(3) Maternity

(4) ____ Spouse moved

(5) ______ Preferred different geographical location

(6) ___ Further education

(7) _____ Enter non-educational employment

(8) ____ Move closer to friends and relatives

(9) ____ Move to what they think is a better school district
(10) _____Other. Please specify: |
an _____
azy
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QUENTLON #4
On the average, apbroximately how many applicants do you ha.ve‘for
each vacancy? (INTERVIEWER: READ NO FURTHER. PLACE A CHECK (X) IN
THE APPROPRIATE SPACE), '

(1) ____ Less than one applicant per vacancy.

(2) ______ About 1 applicant per vacancy.

(3) _____ About 2 applicants per vacancy.‘

(4) ____ About 3 applicants pef vacancy.

(5) _____ About 4 applicants per vacancy.

(6) _____ About 5-7 applicants per vacancy.

(7) _____ About 8-10 applicants per vacancy. A
(8) _____Other. Please specify by writing a number in the space.

(INTERVIEWER: PLEASE READ THE FOLLOWING INTRODUCTION TO QUESTIONS
5 AND 6).

The next two questions pertain to the ease or difficulty you
encounter in filling different types of vacancies. Question 5 deals
with vacancies by grade levels while question 6 deals with vacancies by

sub ject areas in Jr. and Sr. High School.

QUESTION #5 CARD 4
(INTERVIEWER: THIS QUESTION IS IN TWO PARTS. ASK PARTS A & B

SEPARATELY. 1IF, FOR EACH PART, RESPONDENTS SELECT MORE THAN ONE ALTER-
NATIVE, ASK FOR A RANKING. COLUMN A, EASIEST = 1; ... AND IN COLUMN B,
HARDEST = 1; ...)

A. For which grade levels is it easiest to find teachers to fill
vacancieg? '

B. For which grade levels is it hardest to find teachers to fill
vacancies?

"A" - EASIEST GRADE LEVEL "B" - HARDEST
““;:"“T‘
1-3

4-6
7-9

10-12
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QUESTION #6 CARD #5

(INTERVIEWER: THIS QUESTION IS IN TWO PARTS. ASK PARTS A & B
SEPARATELY. IF, FOR EACH PART, RESPONDENTS SELECT MORE THAN ONE ALTER-
NATIVE, ASK FOR A RANKING AS IN QUESTION #5). _ '

A. Which specialties in Jr. High and/or Sr. High are easiest to
£111?

B. Which specialties in Jr, High and/or Sr. High are hardest to
£111? -

"A"-EASIEST ""B"-HARDEST
(1) Agriculture
(2) Art
(3) Biology

]
1]

(4) Business Education

(5) Chemistry

(6) Driver Education
(7) Earth Sciences
(8) English

T
N

(9) Foreign Languages

(10) Guidance and Counseling
(11) History

(12) Home Economics

]

]

(13) Industrial Arts
(14) Library Science
(15) Mathematics
(16) Music

s
]

(17) Physical and Health Education
(18) Physics

(19) Speech and Dramatics

(20) Other. Please specify:

A
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QUESTION #7  CARD #6 '

In general, which of the following best describes the ease with

which you are able to fill teaching vacancies with qualifiéd teachers?

(1) Excellent. We rarely have trouble finding ample teachers.
(2) - Good. Qualified teachers can be found with ‘some effort.
- (3) Poor. It is difficult to find qualified teachers.
) Very poor. It is extremely difficult to find qualified
: teachers and frequently we accept teachers with temporary
certificates.

QUESTION #8  CARD #7
(INTERVIEWER: THIS QUESTION IS IN TWO PARTS. ASK PARTS A & B

SEPARATELY. PIACE A CHECK MARK (X) IN THE FIRST SPACE. IN THE SECOND
SPACE INSERT THE RANK FOR THE SECOND PART OF THIS QUESTION).

A. Which methods do you use to find applicants for teaching vacan-
cies in your district?

(1) Do nothing. Most new teachers we hire come to us.
(Walk ins.) - '

(2) Newspaper want ads.

(3) Want ads in professional journals, magazines, etc.

) Advise my staff members, friends, and relatives

(grape-vine approach).

Gy ISEA placement service.

(6) University placement services (inc. on-campus recruiting).
(7) _____ Public placement services (e.g., U.S., Iowa, etc.)

(8) Commercial placement services.

) Recruiting at conventions.
(10) Other. Please gpecify:
(11)

B.. In your opinion, which four methods are the most effective in
finding.teachers to fill vacancies? Please rank them. (Most effective =

1; ....) (INTERVIEWER: 1IF FEWER THAN FOUR METHODS ARE USED, ASK FOR
THE RANKING OF THAT NUMBER).
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QUESTION #9

Suppose you ave two weeks away from the time school opens in Seprember,
1968, and you have a vacancy that must be filled. What steps would you
take to try and fill this vacancy? '

QUESTION #10 CARD 8
Approximately how many vacancies have you filled or probably will

£i1ll in each of the following months of this year for September, 1968?

(1) _____ Before April, 1968

(2) ____ April, 1968

(3) ___ May, 1968 INTERVIEWER: DID YOU RECORD NUMBERS
(4) _____ June, 1968 OR PERCENTAGES?

(5) ____ July, 1968 NUMBERS

(6) _____ August, 1968 PERCENTAGES

(7) _____ September, 1968

3) _ Vacancles that probably will not be filled.
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(INTERVIEWER: PLEASE READ THE FOLLOWING INTRODUCTION TO THE NEXT
THREE QUESTIONS). |
The next three questions are concerned with the cost of recruiting
and orienting new teachers to your district. The first question |
requests a dollar estimate 6f your expenditures. The second requests
an estimate of the man-hours spent recruiting by yourself and members

of your staff. The third requests information on .the man-hours spent

by yourself and members of your staff orienting new teachers to your

school district.

QUESTION #11 .
(INTERVIEWER: READ THE PART IN PARENTHESES FOLLOWING THE STATE-
MENT OF THE QUESTION).
How much money have you budgeted for recruiting new teachers for
the coming school year--1968-69? (e.g., telephone, postage, printing
costs, advertising, travel expenses, etc.)

$

QUESTION #12 .

(INTERVIEWER: READ THE PART IN PARENTHESES FOLLOWING THE STATE-
MENT OF THE QUESTION).

Approximately how many man-months would you estimate have been and

will be devoted to the recruitment of new teachers for the coming school

year? (The recruitment process would include the time of secretaries
in handling correspondence, the time required to determine which candi-
dates would be interviewed; the time devoted to interviewing; and so

on up to the decision to hire all of the new teachers that will join your

staff this year).

Man-months

QUESTION #13 ,

Approximately how many man-months would you estimate have been.and
will be devoted to the orientation of new teachers for the coming school
year?

Man-months
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QUESTION #14 ,

' (INTERVIEWER: ASK FOR A YES OR NO ANSWER).
Do you have a policy of moving or rotating teachers within your

'diétfict? (The movement can occur between grade levels and/or between

~ school buildings). ':

(i) Yes - 2) No

If YES, how would you describe this policy?

QUESTION #15

(INTERVIEWER: ASK FOR A YES OR NO ANSWER).

Is there any voluntary movement of teachers in your district? (By
voluntafy we mean that teaéhers take the initiative for movement within
your digtrict--either within a building or between buildings).

(1) Yes (2) No

If YES, how would you describe this pattern of movement?
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lhw ate new tedchars asdigned (0 4 glven school bulldiog and (o oa

particulay grade level in your distrvict?
(INTERVIEWER: DO NOT READ FURTHER.)
1) Principals hire to f£ill their own needs.

2) New teachers are assigned to older, rundown, problem,
and improvised schools.

(3) New teachers~fill vacancies caused by intra-district
personnel movements.,

&) The central office assigns them to vacancies according
to need.

(5) Experienced teachers are assigned to most difficult areas
and classes.

6) __ Teachers choose from the available vacancies.

@) A Random assignment by the central office.

(8) __ We hire new teachers into specific vacanciles.

(9) ______ Other.
(10)

QUESTION #17 CARD #9

Please specify:

What is the median salary you expect to pay in 1968-69? (This
applies to all teachers, not just to new teachers).

(1) ______ Under $6,000

(2) ____ $6,000 - 6,499
(3) ____ $6,500 - 6,999
4) ____ $7,000 - 7,499
(5) _____ $7,500 - 7,999
(6) _____ $8,000 - 8,499
7y _____ $8,500 - 8,999
(8) _____$9,000 - 9,499
(9) ____ $9,500 - 9,999
(10) _____ $10,000 - 10,499
(11) ____ $10,500 - 10,999

(12) $11,000 or more
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QUENTION #1H

Do you base your salary schedules on any or all of the following

items?
(1) . Education
——(2) ___. Experience ‘ .
——(3) _____ Extra duties (e.g., basketball coach, debate coach, etc.)
——| (&) ____ Merit . | |
(5) ______ Other. Please specify:

—) QUESTION #19 .
If your district were to move to a salary schedule based

partly on merit, in your opinion, who should rate the teachers?

—> QUESTION #20

If you were to use a merit system, what things would you look
for in establishing a rating system? (INTERVIEWER: GO TO
QUESTION #23).

~— QUESTION #21

Who rates the teachers in your merit system?

L QuESTION #22

What variables are you using to rate your teachers?
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CARD #10 .

liow tmportant ave each of the following in formulating salary

policy in your district?

0 1 2 3
| i ] T
Not Very
Important Important

(INTERVIEWER: PIACE A SMALL CHECK (X) ON THE CORRECT NUMBER).

(1)
2)
3)
)
(5)

(6)
€

0

o O © ©

1

P

ot

2

2
2
2
2

N

w LW W w w

w

Maintain staff moraie

Retain the good teachers

Attract better-than-average teachers

Keep up with salary scales in adjacent districts

Keep up with average salary (and salary increase)
in the state

Other. Please specify:




QUESTION 24  CARD #11
In general, which of the following attracts teachers to a district?
(i.e., to school districts in general).
0 1 2 3

] | t ’ LI
Not . - Very
Important . Important
(INTERVIEWER: PLACE A SMALL CHECK (X) ON‘THE'CORRECT NUMBER) .
(1) 0 1 2 3 Fringe benefits |
(2) 0 1 2 3 Low cost of living
(3) 0 1 2 3 Low work-load
(4) 0 1 2 3 Quality of studenta~
.(5) 0 1 2 3 Availability of teaching materials and teaching
- _ facilities
(6) 0 1 2 3 Competence and friendiiness of colleagues
(7) 0 1 2 3 salary |
(8) 0 1 2 3 Nearness to gfaduéte school
(9) 0 1 2 3 Democratic organization (teachers play a role in

policy-making)

(10) 0 1 2 3 Quality of school (range of curriculum, school
building, etc.)

(11) 0 1 2 3 Geographical location

(12) 0 1 Good opportunities for outside income (summer,
-evenings, etc.)

(13) 0 1 2 3 Courses and/or class agsignments

(14) 0 1 2 3 Community size

(15) 0 1 2 3 Good promotional opportunities

() 0 1 2 3 Gobd recreational and cultural opportunities

(17) 0 1 2 3 Administrators have a good reputation

(18) 0 1 2 3 Low pupil-teacher ratio

(19) 0 1 2 3 Size of school and/or school district

(20) 0 1 2 3 Dpaily planning periods

(21) 0 1 2 3 Other. Please specify:

(22) 0 1 2 3

(23) o0 1 2 3
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GARD {12

For each of the ftollowing fa your diatrict mueh worse off, somewhat

worge off, somewhat better off, or much better off than the districts

with whom you compete for new teachers?

0 1 _ 2 3
M&ch Soméwhat Som;what M;ch
‘Worse Worse Better Better
Off Off . Off - - Off
(INTERVIEWER: PLACE A SMALL CHECK (X) ON THE CORRECT NUMBER).
(1) 0 1 2 3 Fringe benefits
(2) o1 2 3 Cost of living
(3) 01 2 3 Work-load
(4) 0 1 2 3 Quality of students
(5) 0 1 2 3 Availability of teaching materials and teaching
_ ' facilities
(6) 0 1 2 3 Competence and friendliness of colleagues
(7) o0 1 2 3 Sala;y
(8) 0 1 2 3 Nearness to graduate school .
(99 0 1 2 3 Democratic organization (teachers play a role in
policy-making)
(10) 0 1 2 3 Qualiﬁy of school (range of curriculum, school
building, etc.)
(11) 0o 1 2 Geographical location
(12) 1.2 Opportunities for outside income (summer, evenings,
etc.) _
(13) 0 1 2 3 Courses and/or class assignments
(14) 0 1 2 3 Community size
(15 0 1 2 3 Promotional opportunities
(16) 0 1 2 3 Recreational and cultural opportunities
(17) 0 1 2 3 Reputation of administrators
(18) 0 1 2 3 Pupil-teacher ratio .
(19) 0 1 2 3 Size of school and/or school district
(20) 0 1 2 3 Other. Please specify:
(21) 0 1 2 3
(22) 0 1 2 3
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We would like copies of the following items if they are available?
(INTERVIEWER: PLEASE CHECK THE RELEVANT ALTERNATIVE).
OBTAINED NOT AVAIIABLE DID NOT HAVE

QUESTION #26

Standard application form?

QUESTION #27

Standard interview form?

QUESTION #28
1968-69 salary schedule?

QUESTION #29

Your staffing policies (for
attracting, holding, and
effectively using your profes-
gional personnel) for both your

elementary and secondary schools?

QUESTION #30
Your standard teacher

contract form?

QUESTION #31
Standard terminal inter-

view form?
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: FOR THE SURVEY OF NEW TEACHERS



227 Code Number: -

SCHOOL DISTRICT SURVEY: TEACHERS

Department of Economics
and
Statistical Laboratory

Iowa State University

August 1968

Please complete the following:

Name of School District:

Name of School in which you teach:

THE INFORMATION REPORTED ON THIS FORM IS STRICTLY CONFI-

DENTIAL. WE HAVE NOT ASKED FOR YOUR NAME AND WE SHALL

NOT PUBLISH THE RESULTS IN A WAY THAT WILL PERMIT YOU
TO BE IDENTIFIED.
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JOWA STATE UNIVERSITY
OF SCIENCE AND TECHNOLOGY

Ames, Iowa 50010

\
DEPARTMENT OF ECONOMICS AND SOCIOLOGY

August 7, 1968

Dear Newly Appointed Professional Employee:

How did you learn of the employmenh position you now hold? What influenced your
decision to accept this position? What might cause you to change positions or leave
public education employment altogether?

These and similar questions are the subject of the enclosed questionmaire. Your
answers will permit the Department of Economics at Iowa State University to study the
market for teachers in Iowa. At least 4,500 educators find new positions in public
education each year. We wish to identify the channels used to find employment; the
variables that influence the selection of one position and the rejection of another;
and, the factors that cause some educators to change positions (or leave altogether)
within the educational profession. Finally, we need some personal and background
information from you to assist us in the descriptive classification of your answers.

How have you become involved in this study? Your school district was one of
the Iowa school districts randomly selected to represent the state in a statistical
sample. Will this study benefit you? We cannot promise that you will benefit
directly; however, we can assure you that our findings will be published and that
the results of our analysis and evaluation of the Iowa market for teachers will give
you a better understanding of this market, thus, permitting you and your colleagues
to participate in this market in a more informed manner in the future. Of course,
the benefit of this study will also assist administrators and other teachers.

You should have no trouble completing the questionnaire in less than 30 minutes
(the teachers who aided in constructing and testing the questionnaire averaged about
20 to 25 minutes).

"Public education'" is to be interpreted quite broadly to include teachers, coun-
sellors, librarians, psychologists, and social workers alike. Furthermore, you will
note that your questionnaire does not ask for your name nor is it numbered nor iden-
tifiable in any way. Hence, you can see that your responses will be completely anony-
mous and only reported as part of a group response. So be honest! When you have
completed the questionnaire, please enclose it in the envelope provided, seal it, and
return it to your principal unless otherwise instructed.

We thank you in advance for the time and accuracy of your responses and feel

quite confident that the data obtained will reward you and your colleagues when
published. ’

Sincerely yours, _

Arnold Paulsen
Professor
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PART I

~- THE SEARCH FOR YOUR PRESENT EMPLOYMENT

How important was each of the following in your decision to choose your current
employment position? Circle the relevant number. Rate each independently.

(L
(2)
(3
(%)
(3)
(6)

7)

(8)

(9
(10)
(11)
(12)
(13)
(14)
(15)
(16)
(17)

(18)
(19)
(20)
(21)

(22)

(23)
(24)
(25)
(26)
(27)

o O o O o o©

©C O O O O O O O O O o©

O O O O O O O O o o

e e e i e e R T e e i i

e e T e e i

0

1
2
3

N NN N NN

NN N NN N NN NN

NN N DN N NN NN

Not important
Slightly important
Moderately important
Very important

3

w W w w w

W W W W W W W Ww w ww

W W W W W W W Ww ww

Administrators have a good reputation

Courses and/or class assignments

Size of community

Competent and friendly colleagues

Good entertainment and recreational facilities in community

Good opportunities for jobs outside of public educatiom in
the future

Good opportunities for outside income (summer, evenings, etc.)
Friends, relatives and/or spouse nearby

Size of school and/or school district

Salary

Good opportunities for outside income (summer, evenings, etc.)
Low pupil-teacher ratio

Geographical location of community

Marriage prospects

Reputation of school district

Nearness to graduate school

School administrators showed an interest in me and my field
of work in the contacts I had with them

Good opportunities for future employment in nearby schools
Quality of students

Fringe benefits

Future salary prospects

Availability of teaching materials and teaching facilities
Low work load

Teachers in this school play an active role in policy-making
Daily planning periods

Other. Please specify:

Other. Please specify:
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To summarize, how important was each of the following in influencing your choice

of the school district in which you are employed? Circle the relevant number for
all five and

(a)

(b)

(c).

(d)

(e)

0
1
2
3

2

rate each factor independently.

Not important
Slightly important
Moderately important
Very important

3 The school (students, building, class size, courses or grade
level taught, teaching aids, reputation of the school, etc.)

3 Administration and supervision of the school (progressive school
board, pleasant and congenial supervisors, etc.)

3 Salary, fringe benefits and advancement prospects
3 Geographical location (nearness to graduate school, friends,

relatives and/or spouse; climate; recreational and cul-
tural facilities; etc.)

3 Future employment prospects (in public education and/or other
occupations in this locale)

Using the alphabetical code above (i.e., a, b, ¢, d, e) rank the five items in

their order of importance to you in making your decision to accept your present

position.

1f you had not

Most important item
Second most important item
Third most important item

Fourth most important item

Least important item

accepted your present position, what would you most likely be

doing in the 1968-69 academic year? (e.g., teaching in the same school as

last year, teaching somewhere else, going to graduate school, farming, home-

making, selling, etc.)
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In your estimation and based on personal experience, how valuable is each of

the following methods of seeking employment opportunities in public education?

Circle the number that "best" represents the value of each to you.

(a)
(b)

(c)

(d)
(e)
(£)
(8)
(h)
(1)
(1)
(k)

(L

0

1

rPLONOMEEHO

2

Method was not used

Method of little or no value

Method of some value

Method of moderate value

A most valuable method

3 4 Your former teachers or college professors

3 4 College placement services (including on-campus recruiting)

3 4 1Iowa State Education Association employment service

3 4 Commercial placement services

3 4 Public placement services (e.g., U.S. Employment Service, etc.)

3 4 Answered advertisements in newspapers

3 4 Answered advertisements in professional journals, magazines, etc.
3 4 Wrote letters and asked if any positions were open

3 4 Advertised my availability in newspapers, journals, etc.

3 4 Friends and relatives (i.e., grape-vine approach)

3 4 Was recruited (i.e., "Someone looked for me specifically

and made a firm offer.")

3 4 Other. Please specify:

Using the alphabetical code above, by which method did you first learn of the

vacancy that you were hired to fill for the 1968-69 academic year?

Which of the following "best' describes the availability of information on job

vacancies in your specialty in public education? Check (X) the best alternative.

1

Excellent. Vacancies are well known.

(2) Good. Vacancies can be determined with some effort.

3 ___
4) ___

Poor. Even if qualified, it is difficult to learn of vacancies.
Very poor. It is mecessary to be in the right place at the right

time or know the right people to learn of vacancies.
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6. How many positions in public education did you consider? (Write the total num-

ber for each in the space provided.)

For how many different positions did you submit an application?
(Include both letters of application and formal application forms that

you completed; however, do not count any school district more than once.)

With how many different school districts did you have a personal inter-

view? (Include face-to-face interviews, telephone interviews, etc.)

From how many different school districts did you receive a concrete
offer? (By concrete offer we mean: "I was told the job was mine if I

wanted it.")

7. (a) Did you have a personal interview before accepting your present position?

Please check (X) one.

Yes

No (If NO, go to question 8.)

(b) If YES, at whose expense? Check (X) one.

Personal expense

Their expense

Shared expense (I paid part and the school district paid part.)

Other. Please specify:

(c) Where was the interview held? (You may check one or more if applicable, but

circle the check (X) representing the main interviéw, if more than one.)
On campus where I was attendiﬁg college.

At school where I waé previously'employed.

In school district where I am currently employed.
Telephone interview,

Other. Please specify:
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In securing your present position, approximately how many times were you in con-
tact with each of the following? (Contact could be by letter, telephone, inter-

view, visits, etc.) Write the total number of times for each in the space pro-

vided.

.Bo;ra‘;,f Education

Superintendent _

Principél of buildiﬁg where I am assigned
Other principal(s)

Department,chairman‘

Diréétof of péfsonneisand/or his office
Curriculum director

Other. Please specify:

Now think back to all the school districts where you agpliéd for a position. Did
yoﬁ definitely prefer one’vacagcy, location, etc. over all others? (Check (X)).

Yes

. No (I£'NO, go to question 10.)
If YES, are you employed in the positidn that you preferred?
Yes

No

When did you sign your current (1968-69).cbntract?

Month

Year
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11. How many employment positidns.did you comnsider outside of public education before

accepting your present position? Write the total number in space provided.

(a) Did not consider ény. (If»hone, check (X) and go to question 12.)
(b) For how many different employment positions did you submit an applica4

tion? '(Include both letters of application and formal application
forms you completed; however, do not count any non-school employer

more than once.)

(c) With how many non-school employers did you have a personal interview?

(Include face-to-face interviews, telephone interviews, etc.)

(d) . From how many non-school employers did you receive a concrete offer?
(By concrete offer we mean: "I was told the job was mine if I wanted
it."™) |

(e) Which occupations did you consider outside of public education? (e.g.,

salesman, farmer, military service, etc.)

12. Approximately how many manhours did you devote to the search for all.types of
employment for September 1968? (Include the time spent reading want ads, talk-
ing to persons to find out where suitable jobs were available, the time spent
writing 1etters,‘traveling, interviewing, completing application forms, etc.
The manhours are for the entire search -- i.e., the search for your present
position and all others that you investigated. This may be difficult, but

please give us your "best'" estimate.)

Manhours

" 13. Approximately how much money did you spend out of your own_gocket seeking em;
ployment for September 19687 (Include travel expenses, telephone toll charges,
cost of postage, printing costs and other expeﬁses that you may have incurred. :

This too may be difficult, but please give us your "best" estimate.)
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Did you have a minlmum salary below which you would not sign a contract in

. .-8.?.:: Sl

s

your search for your present position’ '

Yes

No (If NO, go to. question 15.)

If YES what was the minimum salary?

Ty

(2)
3

$6000
$6500
$7000
$7500
$8000

Under $5000
___$5000 - 5499
___ $5500
@) __
-5
(5)1____
7 __
@ __

5999
6499
6999
7499

7999
8499

(Check one.)

9 __
. $9000
an __
___$10,000
____$11,000
___ $12,000
___$13,000
—__ $14,000

(10)

(12)
(13)
(14)
(15)

(16).

1 $8500

$9500

- 8999
- 9499
- 9999

- 10,999 .
- 11,999
- 12,999
- 13,999

Oor more
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PART II -- WHAT IS YOUR FUTURE IN PUBLIC EDUCATION

How many years do you expect to remain in your present school district in some

capacity? (e.g., until retirement, until married, this year only, two years, etc.)

How many years do you expect to continue working in public education in some

capacity? (e.g., until retirement, until married, this year only, two years, etc.).

In general, how important would each of the following be to you in causing you to

leave one teaching position for amother? (Circle the relevant number.

(@)
(b)

(c)
(@)

(e)

(£)
(8)
()
(1)
»

@

0 -
1 -
2 -
3 -
0 1 2
¢ 1 2
0 1 2
1
0 1 2
0 1 2
0 1 2
0 1 2
01 2
0 1 2
0 1 2

W W w L W Ww

Item would have NO importance
Item would have SLIGHT importance

‘Item would have MODERATE importance

Item would be VERY important

3

The school (students, building, class size, courses or grade
level taught, teaching aids, district size, reputation, etc.)

Administration and supervision of the school (principals, super-
intendent, members of the school board)

Salary, fringe benefits and advancement prospects

The community (parental interest, traffic, housing, unreason-
able restrictions on private life, etc.)

Geographical location (nearness to friends and relatives, climate,
recreational and cultural facilities, etc.)

Desire for change

Return to school to continue education full-time
Marriage ’

If married, necessary for spouse to move

Become full-time homemaker (female only)

Other. Please specify:

What two types of occupational employment would be most likely to attract you

away from public education? (e.g., salesman, farming, homemaking, etc.)

@)
(b)
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PART III -~ PERSONAL AND BACKGROUND INFORMATION

19. Sex: ___ Male
Fema le
20. Age: —_ Under 21 35 -39
21 - 22 40 - 44
23 -2 45 -49
—_25-29 50 -59 |
30 -3 ___ 60or overx T
21, Marital Status:
Never married ___ Divorced
____ Married —___ VWidowed

Separated

22. What is the state you consider to be your "home" state?

Iowa Kansas
. Nebraska ______ Minnesota
—__ Missouri — 1Illinois
—____ So. Dakota ____ Other. Please specify:

No. Dakota

23. What is the highest degree you hold?

No degree Masters in education
B.A. or B.S. in education » Masters not in education
B.A, or B.S. not in education . Doctorate

Other. Please specify:

'24. How many semester hours have you earned beyond your highest degree?

Semester hours
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25. Whaﬁﬁisethe Iowa teaching certificate(s) that you hold?

:,(1) - ”Permaneht pfofessional certificate
2) Professional certificate
) B
4)

————

Pre-prcfessiohal'certificate
Substitute certificate
(5) Temporary certificate

(6) Professional commitment certificate

() ____Other. Please epecify:

26. Are you employed full-time or part-time for the 1968-69 school year?
Full-time _ Half-time '
Three-quarter time One-quarter time

Other. Please specify:

27. How many years have you been employed in public education as teacher, librarian,
counsellor, etc.?
No experience. Check (X) and skip to'question 30.

Years. Please record number of years in space and continue with
question 28. :

28, Why did you.leeve your previous place of public education employment? Checkb(X)

the one(s) that "best" applies to you. (Please do not check more than three.)

(1) ___ Resigned to accept a better paid position.

(2) ___;_ Resigned to accept a position that is better professionally.
(3)_;;;__ Re31gned to be with spouse.

(4) ____ 111 health.

(5) ____ Dissatisfied with previous position.

(6)_;____ Resigned to further my educatiqn‘cn a full-time basis.

) | Resigned to teach in a: district closer to home.

@G Resigned because of conditions at Home (illness, home dutles, death
: o -in ‘the fanuly, and other personal reasons).

(C) . Reslgnec to become full-time homemaker.
(10) ____ Retired.
(11) ___ Desired a dlfferent geograph1ca1 location.

(12)‘ . DlSllked my superior (i. e., pr1nc1pals, superlntendents, etc. )

(13) : Other. Please specify:
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30.

31.

32.

.33,

34.
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What was the last academic year that you were employed in public education?
(Do not include 1968-69.) _

’ 1967-68. Check (X) if applicable and skip to question 31l.

Other. Please specify in the space, and continue with question 30.
Year ' ' .

What was your occupation during the 1967-68 school year? (e.g., student,

military, homemaker, etc.)

(Upon completing question 30, skip to question 35.)

In which school district (and state) were you employed last year (1967-68)?

a. School district

b. State

Approximately how many students were in the school district noted in question 317

Number of students

Last year, on the average, how many hours per week did you spend teaching, grading,
and preparing lessons? (Counsellors, librarians, etc., regard your time as

teaching time for this question and for question 34.)

(1) ____ Under 15 A (6) ___ 35 -39
() 15 -19 : (7) 40 - 44
() 20 - 24 8y 45 - 49
4) _____ 25 -29 | (9) 50 - 54
(5) _____ 30 - 34 - (10) ____ 55 or more. Please specify:

‘Last year, on the average how many hours per week did vou devote to school-

 _related non-teaching work that was required of you but was not included. in

question 33?7 (e.g., P.T.A., meetings, lunch duty, etc.)

(1) ____ TLess than 3 (6) 15 -19
@) 3-5 - 7) 20 -2
3) ____6-8 (8 25 - 29
%y ____9-11 (9 30 - 34

(5) 12 - 14 (10) Other. Please specify:
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35. With which of the following grade level ranges will you be devoting the
' ma jority of your time in 1968-69? (Check (X) ome.)

USE THE FOLLOWING NUMERICAL

1. Elementary Ed.
2. Agriculture

3. Art

4. Biology

5. Business Ed.
6. Chemistry
7. Driver Ed.

21. Other.

36.

Kindergarten 7 -9
1-3 10 - 12
4 - 6 Other. Please specify:

CODE TO ANSWER QUESTIONS 36 THROUGH 40.

8. English 15, Music

9. Foreign Languages 16. Physical & Health Ed.
10. Guidance & Counselling 17. Physics

11. Home Economics 18. Social Studies

12. Industrial Arts 19. Special Ed.

13. Library Sc. 20. Speech & Dramatics

14. Mathematics

Please specify:

What

37.

What

38.

What

39.

What

40.

What

41. SAIARY:

is your academic ma jor(s)?

is your first minor?

is your principal teaching or working field for 1968-69?
is your second field, and if none write "O"?

is your third field, and if none write "0"?

To the nearest one hundred dollars, what is the total income you will be

receiving from the school district where you are employed for the 1968-69

academic year?

Income. Please specify to nearest $100.

WE WOULD LIKE TO THANK YOU FOR YOUR COOPERATION.
A COPY OF OUR FINDINGS WILL BE SENT TO THIS
SCHOOL DISTRICT ON COMPLETION OF THE STUDY.




