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CEAPTER I
INTRODUCTION

Teacher turnover 1s a problem in many school systems
throughout our netion. The public elementary schools of
Coles County, Illinois, are not exeluded from that group.
The question of whether there is 2 high rete of turnover and
the sauses thereof might well be raised.

Statement gf the Pxeb;gg
It is generally agreed that 8 high percentage of teacher
turnover is undesirable. This study 18 concerned with deterw
mining whether there 1g & hizh rate of turnover in the Coles
County Public Elementary Schools and the causes of that turn-

over which does occour,

| "A problen of vital ¢oncern to looal schoel offiolals,
eduoational leaders, and policy makers is the extent to which
the need for qualifled teachers to staff the slassrooms throughe
out this country is being met and will continue to be met.“l
A basic purpose of this study is to cvonsider the association of

turnover rates with various characteristics of the Coles County




school systems, To point out the cauges of teacher turnover
in Coles County and to compare responses made by teachers cone
cerning thelr Coles County positions with their evaluation of
gertain aspects of thelr present posltions, if stlll teaching,
will be attempted., It is hoped that the information gained
through this study will be useful %0 community unit district
and county administrators who are concerned with the loeal
problems of teacher supply and demand., Data on the number snd
rate &% which teachers leave the Coles County Schools and their
reasons for leaving will be presented. More speeifioally, the
following are some of the guestions that thls study will ate
tempt to answer: What is the percentage of teacher turnover
in the county What reasons do teachers give for leaving their
Coles County position To what extent are teachers qualified
agoording to the amount of education that they have Are
teachers satisfied with thelr extra~curricular duty load

How do teachers feel about the size of their class Are
administrators a cause of turnover How do teachers' evaluate
certain considerations, such as salary; noon~hour duty, and
diselpline, in their Coles County position and thelr present
position, 1f 2411l teaching

Justification of the Problem
4 study desipgned to investigate teacher turnover only in
the Ooles County Public Flementary Schools has not previously
been done. Therefore, this study and the questionnalre used
may be of some beneflt to future related studles. Administre-
tors may galn information which will enable them t¢ lmprove
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upon thelir relations with teachers. Improved relations will
in turn bring better education to the elementary students of
Uoles County.

Delimitations and Definit
| Delimitations
The sample for this study includes all those full time
classroom teachers who left the Coles County public elementary
schools of Illincls during & five year period from the 1959-60
school year through the 1963-64 school year. It dces not in-
clude any of those teachers who taughﬁ speclal subjecis such

as nmusie, art, speech correction, or physical education.

Definitions
Teacher Turnover: The term which desoribes those staffing

changes in the elementary echools which necessitate a replace
ment, not the filling of a new position.

Rizh Turnovert An annusl turnover rate in excess of 10%.

Teagher: A person on the instructional staff who carries
a normel work load instructing pupils in a face-to-face sgitus-
tion in one of grades one through six.

Coles County Schoclst Only those sohools in the county
which are pudblic sehools, execluding private schools, the
Robert G. Buszard laboratory School, and any other special
non~public schools.

Coles County Positiont That poeition once held by a
teacher in one of the Coles County pudlic elementary schools.



¥o Resp.: 4An abbreviation for "Neo Response,” in-
dloeting that a teacher dld not answer the gquestion.

Use of Fergentege: Percentages have been reunded to
the nearegt whole percentage in all of the tables execept
Teble I. Any percentage of .50 or less was reduced to the
next lower whole percentage, Any percentage of .51 or more
vag lncreased to the next higher whole percentage.

Examples: 10,8507 when rounded = 107
10.51% when rounded = 11%



CHAPTER II
RESEARCH 4ND SURVEY PROCEDURES

esearch

Although there are many reasons for teacher turnover and
generally more then one reason for any partioular case, there
are sone reasong which are more prévalent. Low saleries are
undeniably one of the basic csuses of teacher turnover.
Acocording to 2 study by Rosina 8. Conville and Stuart A,
Apvderson, inadequate salary renked ag the number one reason
given by teachers for leaving a particular achool aystem.
Their study wes also of Coles éaunty but 44 was not limited
to elementary schools. Renking high as reasons were: (1) too
many duties other than classroom teaching and (2) large classes.

This iz the only study found whioh pertained to one par-
ticular school systemi therefore, the tentative hypothesis
wag based on that information. The tentative hypothesis 1s,
then; that teacher turuover is caused bdy: (1) low salaries,
(2) too many duties other than classroom teaching and,

(3) large classes in the Coles Osunty elementary school ayatema.a

2Rosina 5. Conville and Stusrt &, Anderson, "Teacher

Turnpover In Coles County, Illinois,” Education, Administration
and Supervision, XLIX ({§56), 1G~1§.' ' ’

5



After a short time, 1t becomes quite obvious to the
researcher that there is 2 limlted amount of material avail.
able in regard to teacher turnover. ¥Not until 1959 414 the
U, 8. Office of RBducation begin to oconsider seriously the
problem of teacher turnover, At that time a report was rew
leased which presented ", , ., data for teacher turnover in the
public schools of the continental United 3%&%@&.”3 This study
deals in 2 general way with teachers entering, re-entering,
and trensferring from a aschool distriet. It 414 not desl with
any of the reasons why there is teacher turnover, However,
there are several published articles that throw some light on
the problem,

9 According to the Encyglopedia of Educstion Researgh in
an artiele written by Roy M, Hall end Antorio ¥, Vincent,

", + . the genars)l manpowver shortare makes teaching less
attractive for those already in the profesesion. The Texas
Clasarnom Teacher's dssoeclstion reported to the Tevae Leglse
1sturein 1955 that the major reason teachers are leaving the
clagsroome of Texss aahaols'&rn low salaries and poor working
conditions,*?

Teachers are underpaid and ", . ,, there is a gap of more
than £1,000 between the beginning salaries for teachers

her Turnever in the Publie 8¢ 8t 1957-58
! 2] , kdueat JE ¢ Cire. Ho. éas
(ﬁauhingt&n: Snpt. of Bﬁﬁ.. &959)o 33~

“Roy M. Bal1 and Autonie M, Vinaent
3ppa$ntm¢at, ¥ncyelopedis ugstions.

, "Seaff-Selectionand
. Resesreh, ed.
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snd the beginning salaries offered men gradustes by buesiness
and &nduatry."5 |

Salary 1s one ilmportant reason foy a Job change and
overlosd is another. Few people, if any, appreciate being
overlocded with work, snd rare is the msn who can produce
quality vork under these conditions. Willlam Partrem stated
that, "It is time teachers came to realize that demands mede
%0 lescen work lead are not engendered & self-indulgence, but

stem from a desire to improve pertbrmanaa;”s

Yost teschers
#lll soccept an overload and then go home and eomplain to thelr
gpouse., Bartram knew of only one case vhen & man had refused
an extre agaignment. He advooates that the tsecher refuse
extra work thet he cammot sdequately handle snd infers that
teachers sonetiunes oreate thelr own unpleasant working ocondie
tiens by not saylng no.

Heta F, ¥illiams listed working conditions as one of the
leadins reasons ceusing & tescher to leave a given school
system.? 8ince work load and working conditions sre closely
related, these reasons correlate with one another.

Another factor which seems to have a great influence on

teacher turnover 1s the fact that, vhen & person prepares to do
sonething, he cannot always be certain thet he will be satisfied

5"F1amac1a1 Rewards of Teaching,"”
(Octoder, 1960), 32.

6., "
¥illlam Bartram, "Why Did He Quit Teaching ," Educetion
Digest, YXVI, Fo. 9 (Ray,. 1961), 33.

7&@%@ P, #1111ens, "To Attzaat and Hold Good Teschers,"




with 1%, Thie is 2s true wlith feachers as 1t is with any
other profession, "Turnover is believed to de most common
among itsachers ln the first five years of teaahiag,"a
"Obviously the process of choosing an ocoupation, which bee
gine at least in college with decisions adbout & course of

gtudy snd continues lnte the seleoction of & firgt Jol, cone
tlnues even in the first years of teaching. The relatively
high turnover 1%t entails anmong rirat«yaar teachers represente

a high coet to employing school syatama.”g New teschers have
& great edjustment to make, 8nd they scumetimes get into school
systemc vwhich made adjustment very difficult. They are more
prone to ohonge gcbﬁ because, due to a lack of experience,

they accepted thelr first position in 8 school that they later
found to be unsatisfactory.

"The annual turnover of teachers throughout the ccuntry
continues ot & rate in excess of ten per aenﬁ¢”1° Cnly about
two-thirds of those who sre prepered to tezeh ever teach. 24
very su2ll number, perhaps ten per cent, remein in the class-
room as long 23 ten years, These are among the findings of
¥11llavene and Williem Wolf of Oblo State University. They slso
point out theat the provision of professionsl education for so

8@rsnk~hindea£n1&, "reacher Turnover in the Publie Schools,
1959-60," ZSghool Life, XLIV, No. 4 (January-February, 1962), 11.

9rp14.

10 . L
"Teacher Turnover Rate Continues To Be High," Chigsgo
Seheols Joumal, XLIV, No. 6 (Merch, 1963), 287, &
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many people whe never use it is an economic wastewhich should
be corrected. Thles emphasizes the fact that the profession is
losing some of 1t# members. What 1s causing this to ocour

"One of the causes of the teacher shortage 1s the number
of teachers who lesve teashing after only a2 few yaara,"il
Many of these teachers are young married women who leave teache
ing to devote full time to a famlly and may retum after their
¢hildren are grow. This is an obvicus cause. There are many
other less obvious causes. There is a problem of high teacher
turnover in any schools due to the fact that the schools are
unsble to retain beginning teachers more than one or $wo years,
Phere nust be some dissatisfaction or teachers would not change
their teaching positions or leave tha profession., 4s pre-
vicusly point out, a graat number of those teachers who leave
the profession are beginning teachers who have taught only one
or two years. If the reasons for beginning teachers' dissatis-
faotions with their teaching positions ¢an be determined and,
if steps are taken %o correct these conditions, we wlll retain
wmore teachers. This could reduece the rate of teacher turnover
and help to alleviate the teacher shortage.

It seems to be pertinent at this point % consider what
seenm to be the ocauses of teacher turnover. Robert Nelson and
Michael Thompson in their article, "Why Teachers Quit," list
nineteen factors whieh influence teachers to leave their claass-

roomsg after completing their first yeay assignments. Some of

11w* M. Butler “Satxaxaatiena of Eagina&ag Teachers,”
gleaping Houge, XXXVI (September, 1961
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the more obvious of the fectors were: salary, marriage,

better Jobs in business and industry, end health., However,

of the nineteen factors, six were related directly to adminise
tretion, Those slx factors coneieted of problems in regard to:
{1} teeching load, (2) assignments beyond regular classroom
teaching, (3) insdequate supervision, (4) poor assignments
given to firet-year teachers, (5) disciplire problems plaged
in clasgses of begimning teachers, and (6) unfair teacher
evaluation,

A new teacher requires more time for classroom preparation
than the experienced teacher and therefore the teaching load
and assignments outside the clessroom should be adjusted to
this need. In most instances the new tescher ", . . receives
little or nothing at all frem the overworked prineipal in the
form of supervision .ﬁ}g The lack of adequate supervision
leaves the teacﬁ;r in & state of suspense of net knowing
whether he is doing an acceptable job. Beginning teachers
are dissatisfied with the 1little supervision given them and
due to this many temchers resign at the end of thelr first
year, The fact that the experienced teachers in 2 school
pysten take the better teaching assignuments and give the poorer
ones ¥ new teachers does not help either. In regard to dise
eipline problems, "Frineipals and superintendenta attribute
more failurea of teachers to this area than %o any other
cause."'? Pinally, teachers must be eveluated fairly if they

*:Qﬁabart M, Nelson and Michael L, Thompson, "Why Teachers
Quit,” Clearing House, XXXVII (April, 1963), 467.

}31v1a., 468,
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are %0 be productive and effiolent and remain in the classroom.
In each of these six areas, the administration could take steps
to improve the sltuation for firat eor second year teachers,

Further indication of the importance of the administra-
tion in regard to teacher turnover is illustrated in a2 study
done esch year by the University of Illinois. They send out
questionnaires to thelr graduates at the end of theilr first
year of teaching to get followeup informmation. 4% the end of
the questionnaire, the teachers are asked to add any statements
they wlish eoncerning why they like or dislike thelir jobs. The
respondemts ars clasglfied into three groups: wmost satisfied,
middle, 2nd least satisfied. In the study done in 1958, the
nost setisfied teschers listed twenty~seven positive sitetements
concerning their adminietratoré sné supervisors and only %o
negetive statements. The least satisfied group geve fourteen
negative and four positive responses concermming thelr adminise
tration. |

There were many more replies concerming adminis tretors
and supervisors than eny other facters in regard to reesons
for liking or disliking teaching positions, "The large number
of replies thet peise or deery aduinlsirators and supervisors
indicates that the rélatinnshgpibetween the beginning teacher
and the school administration influences the Job satisfacilon

wld

of the teacher. Some of the negative replies concerned:

lack of freedom to try out thelr own ideas, not belng heard

143utler. 0ps clt., 12. .
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on school board policy matters, dissstisfaction with tesohing
sapignnents or teaghing leads, and dislike of the facilities
provided for their imstrueting. This information reveals that
there is & direot relationship between Job satisfaction and the
retention of beginning tesohers., "Unless new teashers feel
that understanding and competent sdministrators agcept them as
professional people worthy of centributing to the welfare of
thuvaeﬁual, they will seek acceptance in another sehool or
leave the tesching yw&!&ns&au¢”3g‘ In light of what has been
said, 1t seoms that peor sducasional administration is one of
the causes of teagher turnuver,

4 working hypothesis may now be stased, The basie csuses
of teacher tursover, &g iaéiﬁttnﬂ by related research,; aret
{1) low salaries, (2) unsatisfactory working econditions (over-
load and large classer), (3) adjustment to a new situation,
and (4) poor sducntionsl aduimistration. Polnt one of the
tentative hypothesia is point ose of the working hypothesis,
Points two sand thrae of the tentative hypothesis combine to
form point two of the working hypothesis, Points three and
four of the working hypothesnis are dyawn from considerstion
of nev material.,

Survey Progedures
In the summer of 1964, it was suggested that the problem
of teacher turnover in Coles County would be an appropriate

topic for & thesis., Upon checking with each of the three
community unit districts' administrative officers (Mattoon,

15,
&

cutler, op. oits, 113.
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Charleston, and Oakland), as well as the Coles County Super-
intendent of Schools, 1% was dlscovered that no records are
kept in regard to teachers leaving the county or their wheree
abouts after leaving. However, by using directories provided
by the County Superintendent of Schools, the names of those
teachers who had left the Coles County public elementary
schools during a five year period from the 1959-60 sehool
year through the 1963-64 school year were determined. ¥With
the aid of various %emchers, administrators, and the long
distance telephone operator, the addresses of 89 (89.89%) of
the total 99 turnovers during the five year period were
agsenbled, Death was responsible for % of the turnovers
leaving 96 teachers in the working universe., After sending
a letter agcompanied by a questionnaire, which will be dise
cussed momentarily; snd later a follew-up letter, 61 of the
teachers returned the questionnaive which is 68.54% of the 89
sent. However, of the 61 returned, 7 (7.87% of the 89 sent)
were unusadble, leaving & usadle return of %4 (60,6T%)
questionnaires. A copy of the gover letter and gquestionnaire,
and follow-up letter may be seen in Appendixes & and B
regpeatively.

After telking with seversl teachers and professors as well
as reading related research, what seemed %o be beslc causes of
teacher turmover vwere dedused., From these deduotions, & ques.
tionnalire was conmtructed which would cheek to mee 1f what
seemed %0 be ceuses of surnover in Coles County pudblie elemen~

sary sohools were the agtual caumes., Also questions vwere
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ineluded teo find out what reasons were responsible for turn-
over in each partieular ecase.

The letter attached to the questionnaire simply stated
the mroblem being considered and the purpose for which the
study was being eonducted. It also solicited the cooperation
of the recipisnt of the questionnaire. The cuestiommaire was
composed of three (3) sections. The firet section was con-
structed to gather general information about the teacher's
present situation and most of the questions could be answered
with a2 word or a check mark, Section two was composed of
questions that referred partieularly to the position which
the teacher had held when employed in Coles County. The major-
ity of the questions in section two could be answered with &
check mark or a eircle, but there were also 2 few short answer
questions. Also in section two, there were twenty questions
whieh eould be answersd by cireling one of five possible re-
sponges which were: "Very Poor,® "Poor," "Fair," "Good,®
and "Very Good." Section three was composed of questions
which the respondent was directed to answer only if he or she
were still teaching. The seme twenty questions which were to
be answered with a c¢cir¢le in section two composed section three.
Questions were asked to determine the teachers' evaluations of
certain aspects of the Coles County school in which they were
employed as well as their evaluation of the same considerations

in their present positions, if still teaching.
The survey questions will be diseussed in the following

pages, and an irterprstation of the survey results for each

question will be presented.



CHAPTER III
THE FINDIKGS

Table I, on the following page, shows Coles Oounty
informmtion, From the table, 1t ean be gseen that the highest
turnover for the gounty occurred in 1962-63 when there wag a
15.57% turnover., The lowest turnover for the county wae 6.17%
in 1961-62, ¥For the five year period considered, the average
annual county turnover was 12.14%., 0f the three community
unites in Coles County, the Mattoon Unit had the highest turn-
over. In 1962.6%, Mattoen had & turnover of 21,69% for the
nighest percentage in the rive year period and & low of 9.61%
in 1961-62, During the five yeéar period Mattoon averaged a
16,187 turnover. Eighty-four of the toial n&a&tynnine turne
overs occurred ln the Mattoon Unlt,

The Charleston Unit had & high of 10.41% in 1960-6) and
a low of 2,004 Ain 1963-64 with an average turnover for the
five year period of 3.73%. Only nine tummovers occurred in
the Charleston Unit durlng the period considered.

15
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Table 1

Number And Percentage O0f Yearly Turnover Of Teachers
In The Coles County Elementary Schools

Year County Mattegg Unit aharlesggn Unit Oskland Unit
No. % No. % ¥o. % No. %

1959-60 23 14,11 19  17.92 2 4,26 2 20,00
1960-61 22 13,75 16 15,68 5 10,41 1 10.00
1961-62 10 6.17 10 9.61 0 00,00 0 00.00
196263 26 15,57 23  21.69 1 2.08 2 15,38
196364 18 11,04 16 15,84 1l 2.00 1 8.33
Total . 99 84 9 6
Average

% 12.14 16.18 373 10.90

4 nigh of 20.007% in 19%9-60 and e low of 00.00% in 196162
represent the renge of turnover in the Oekland Unit. The aver-
age for that unit was 10.90%. Six turnovers occurred in the
Oakland Unit.

Table 1 shows that the Mattoon Unit is responsidble for

nearly all (84,84%) of the turnover in Coles County for the
period under consideration. Charleston (9.09%) and Oaklend
(6.077) are reaponsible for the other 15.16% of the total
county turnover.

Of the ninety-nine turnovers, twenty-three or 23,23% were
men and the remaining seventy-six or 76.77% were women., There
were over three female turnovers for every one male. All of the
following stetements will be besed on date derived from the fifty-
four usable questionnalres returned except where otherwise in-
dicated. Of that fifty-four, eighteen or one~third of the
teachers were men and that eighteen was 78.26% of all the men

in the total ninety-nine turovers. Thirty-six or twe thirds
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of the fifty~-four were women and that thirty-six composed

57,.47% of the women in the total (99) study. As oan be seen

frem these flgures, the returns ran two women for every man.

Table 2

Present Age of Teachers

Total Group Those 5till Those Not lMales and

Teaching ‘Teaghling Females
Age M 4 P %4 M £ P % KB % ¥ % ¥o. %
20~29 6 11 18 33 4 7 13 24 2 4 5 9 24 &4
30-39 B 15 4 T 5 9 2 4 3 6 2 4 12 22
4049 0 0 3 6 0 0 2 4 0 0 1 2 3 6
50«59 1 2 2 4 0 0 0 0 1 2 2 4 3 6
60=65 1 2 2 4 0 0 0 0 1 2 2 4 3 6
Over 65 O 6O 3 6 00 O ©O 0 0 3 6 3 6
¥o Resp. 2 4 4 7 1 2 2 4 1 2 2 & 6 11
wot#¥s 18 36 10 19 8 a7

29 25 54

Totsls 54

By looking 8%t Table II, 1t can be meen that the majority
(667) of teachers who left their Goles County positions were
under forty years of age and that nearly half (44%7) were under
thirty years of age. The greatest proportion under thirty were
women (337) while only 117 of the group were men of that age.
However, a greater proportion of men (157) than women (T%) were
in the 39;39 bracket. It might be pointed out here that these
teachers were from one to five years younger at the time they
left their Coles County positions. It can also be seen in this
table that, of those who left thelr Coles County positions,
tuenty nine teachers (54%) remain im temching snd twenty~-five
{46%) are no longer téaehing. In each cage, the women oute

nunber the men almost exactly two to one.
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0f those teachers answering the question on marital
status, forty-seven were married (17 of the men and 30 of the
women), three women were single, two women were divorced and

ons of each sex 414 not answeyr the question.

Table 3

Edugational Qualifications O0f The Teachers

:E.S. M. 3, 4dv. Cert. Ne Degree or No. Resp.

Wo., % ¥o, % Ne. % Xo. %
Male 7 13 8 18 1 2 2 4
Pemale 24 A4 7T 13 o 0 5 8
Total 31 15 1 7
7 0f ~
Whole 57 28 2 13
Group

_ Table 3 shows that over half of the teachers had re-
celved only their Bachelor's degree, a 1little over a fourth

had recelved the Master's degree, and one had received his
Advanced Certifiocate. EHalf of the men had received a degree
beyond the Bachelor's while only about one-fifth of the women
were sc well qualified, Seven teachers (13%) out of fifty-four
e&ﬁhqr had not recelved a degree or did not respond to the

Qﬁﬁltion-
Table 4
Certificates Held by Teachers Total

, No., Male % No. Female % ¥o. 4
Elementary 9 1 2 3 6
Elem, + Special 0 g Z 52 g I
Elem., Sec., + Sp. O 0 1 2 1 2
Flem. + 411 G.B. 2 4 1 2 g 6
Seoondaery 3 6 1 2 7
Other Combination & T 3 - 6 7 13
No. Resp. 0 0 1 2 1 2
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0f the seven people classlified under Other Combipations,
8ix held an elementary certificate in conjunction with one or
nore other certificates. The geventh person held & secondary
and an all grade supervisory certificate. With thie informa-
tion it can be seen with certainty that all except six (4 with
secondary, 1 with secondary under "Other Comb.", and possibly
the 1 who 414 not respond) or 894 held an elementary certifi-
cate., Half of the men held an elementary certificate only and
nearly one-third beld an additional certificate while the re-
maining one-gixth neld gecondary certificates., Three fourths
(27) of the women held only an elementary certificate. Of
the remaining'nine, one held & secondary certificate, one
414 not respond, and the remaining seven, about one~fifth of
all women, held an elementary certificate in combination with

one or more other certificates.

Table 5
Salary Presently Farned By Teachers
Aunnual Salary Ho. Male 7% No. Female & Totel No. %
Unemployed 1 2 10 19 11 20
Less than $4,500 O 0 & 7 & 7
$4,500 <« 4,999 0 0 & 7 4 7
5,000 -~ 5,499 2 4 3 6 5 9
52500 - 5,999 1 2 A 7 5 9
6,000 - 6,495 2 4 4 7 6 11
6,500 - 6,999 2 4 1 2 3 £
7,000 - 7,99 0 0 1 2 1 2
T7:500 « 7,999 3 6 0 0 3 6
8,000 - 8,499 1 2 i 3 2 2 4
8,500 - 8,999 1 2 0 ) 1 2
Over 8,999 3 6 0 0 3 6
¥o Response 2 4 4 T 6 11

Table 5 indicates that a majority of the men earn more than
$7,500 annually while the majority of the women esarn less than
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that emount. Of the total group, one man and ten women (20%)
are pregently wnemployed. The greatest number of both men and
vonen earning about the seme salary is found in the £6,000~
§$6,499 category with a major part of the remainder earning a
lesgeyr amount. There vere no men earning less than §5,000
while elght women, nesarly one-fourth of all the women, earned
lesg., It might also be pointed out that none of the women
were earning over 8,409 while four men, or nearly one-fourth

of all the men, were earning more.
Table 6

Length O0f Time Teachers Have Held Present Positions
Including The 1564«65 School Year

’ Yo
Years 1-2 3wl S 6 Respouse
Foe. < ¥Ne. % ¥o. % ¥o. %
Males 12 22 1 2 2 4 3 6
Females 17T 31 4 7T © ¢} 15 28
Total 29 5 2 18
% 54 9 4 33
Table 7

Year Teachers Lagt Held Thelr Coles County Posltion

Males Females Tetal
1959-60 & 1 4 8 15
19680.61 % §~ 2 g T . 13
1961-62 3 6 2 % 5 9
1962-63 6 11 12 22 18 33
1963.64 3 6 13 24 16 30

By looking a4 Table 6, 1t becomes evident to one that the
greatest number of teachers (29 or 54%7) have held their present
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position only one or two years.  This 1z to be expected since
the greatestnunber of teachers (Table 7, 34 or 63%7) who re-
turned the questiannaire left thelr positions in 1962463 or
1963.64, (omparing Tables 6 and 7 tends to indieate that the
majority of teachers st1ll hold the position that they acocepted
‘upon leaving thelr Coles County positlon, Perhaps it should
also be noted that 33% of the teachers did not answer the
Question concerning the length of timethat they had held their

present pesitioﬁsu ‘

‘Table 8
- Years Spent In Teaching Or Educationsal-Besitiems

Yéars Males Females Total
No. % ~ No. 4 No. 2
‘1 - 8 8 1% 16 30 24 44
6 -10 8 15 8 15 16 %0
11 -15% 0 0 0 0 0 -0
16 «20 0 o . 2 4 2 4
21 -2% 0 0 3 6 3 6
26 «30 0 O 2 4 2 4
Over 30 2 4 5 9 T 13

Table 8 shows the smount of time teschers have spent in
tesching or education positions. Twenty-four teachers or 44¥
have had less than six years of prastical educational experience.
‘A§b$her 304 of the teachers have had from six to ten years of
experience giving a total of forty teachers with less than
‘eleven years of experienc@.::431 of:the weR: exvept:$worhad jess
~ than eleven yeart of experience being cveﬁly ®plit between one

to five and six to ten years of experience. Thé renaining two
males had over thirty years of experience. Twenty~four of the
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women, with twice ag many in the one to five year category

as in the s8ix to ten year category, had less than eleven years
of experience while two had from sixteen to twenty yearsa,
three had from twenty-one to twemty-five years, two had from
twenty~-six to thirty years, and the remaining five hed over
thirty years of experience., Of the whole group, seven or 137
of the teachers had over thirty years of experience.

Tadble 9
Time Of Completion Of Most Recent Degres
Before 1950 1950-54 1955-59  1960-64 SO Degree

or Unknown
No. ¢ No. % No. ¥ No. % ¥o.
Males 0 0 0 0 5 9 %1 20 2 4
Pemales 3 6 1l 2 10 19 T 31 5 9
Total 3 1 15 28 7T
% 6 2 28 52 13

According to Table 9, all of the male teachers, except two
whe did noet indicate that they had a degree, recelved their last
degree not more than ten years ago. Of that group, over twice
as many had recelved a degres ag recently as the 196064 period
as had in the 1955-59 period. There were no cames in which 1t
had been longer than ten years since 2 man had received a de~
gree. All of the women except nine had recelved a degree within
the last ten years. Also, in the case of th§ females, nearly
twloe 88 nmany had recelved their degrees in the most recent
veriod as had in the next most recent period. However, One
woman received her last degree in the 1950-54 period and three

others received their moast recent éagrée before 1950, TFive
females d1d not indicate that they held a degree. In all, 87%
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of the teachers held at least a Bachelor's degree, and 80%
of the teachers had been in sechool within the last ten years,
This should indlcate that most of the teachers are keeping

themselves up to date with falrly recent university experlences,

Table 10
Work Beyond Last Degree

Years Malen Females Total ,
Noe. % Ho. % Xo. %

/4 or less 4 T 6 11 10 19
Not more than'1/2 2 & 4 7 6 11
Not more than 3/4 2 4 1 2 3 6
Fot more than 1 &4 7 3 6 7 13
1 year + : 1 2 i 2 34
None or -

Unknown 5 9 21 39 26 48

The first category in Table 10 inoludes all those teachers
who have taken at leust one course beyond thelr last degree but
who have not completed more than one-quarter year of graduate
study beyond thelr last degree. The other ocategories are self-
evident. It can be seen in this table that & little over half
of the teachers have done some postwgraduate study while the
rensinder (48%) of the teachers have done none or made no indi-
cation of such study. &8 far as the men are concerned, thire
teen out of eighteen, or 72% of the men, have done work beyond
their last degree. Only fifteen out of thirty-six or 427 of
the women have done any graduete work beyond thelr last deg¥ee
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Table 11

Humber of Different School Systeme in <hich Each
Teacher Has Taught Including The 1964.6% Sghool Year

Yo, of School Males Females Total
Systens No, g4 ¥o. % Yo. %
1 3 6 4 T 7 13
2 4 7 16 30 37
> 5 9 7 13 12 prd
4 4 7T 4 T 8 15
5 1 2 0 s 2
Over 5 1 2 I ¢ % 9
¥o Responae 0 0 1 2 1l 2

E= i3 indionted by Tedble 11, the greatest nunber of nmales
heve tiught in three dlfferent schodl systems while the grest-
ent auw%er of females had taught in ounly two.' Two meles and
tbur £@ma1aa have taught in five or more 4ifferent systeme.
The averagze auaber of Alfferent school systems in which the
total grﬁup hasg taught is 2.8%., 0f the whole group, 727 have
taught in three or fewer school systems while 97 have taught
in more then five. -Tweaty teachers (377) who have eught in
two different school syatems aamyaséd the largest group in
any one category of Table 1l. Only 137 of the %teachers have
teught in just one system.

Table 12
¥umber Of Years Spent in Coles County Positinno
Years ¥ales Females Total

' 0. 4 Yo. K No. 4
1= 5 14 26 2: &? ‘ 32 73
17 1 o : e
1%:%2 0 0 4 T & 7T
1620 1 2 o o 1 2
2135 1 2 0 0 1 2
2%«%8 0 o 2 4 2 4
Over 1 2 2 A 3 6

%o Response
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Table 12 containe the data concerning the length of time
teachers gpent in their Coles County position. TFourteen of the
men, couposing 267 of the total group (78% of the men), taught
in Oolems County five or fewer years. 4 group of twenty~four
women, or 44% of the total group (67% of the women) also teaught
five or fewer years, Of the whole group then,705 teught in
Coles County flve or fewer years. &nother 9% and 7% taught
from six to ten and eleven to flfteen years respectively.

There were only two teachers who teught in Coles County for
more than thirty yesrs., Of the remelning two teachers, one
taught from gixteen to twenty years and the cther taught frow

twenty-one to twenty-five years. Yo one wa@s in the twenty-six

to thirty year category.

Table 13

Salaries Imrned By Teachers While In Coles County

Adnnual Salary Males Pemales Total
¥o. % No., % Yo. %
Less than §4,500 4 7 5 9 9 17
$4,500 - 4,999 6 11 17 31 23 43
5,000 ~ 5,499 3 9 6 11 11 20
5,500 - 5,999 3 6 2 4 5 9
6,000 =~ 6,499 s} 0 2 .1 2 4
6,500 - 6,999 0 0 2 4 2 4
Ko Response 0 K¢ 2 4 2 4

Information concerning ﬁeaaher&"aalarias while employed
in Coles County has been tabulated in Table 13, 4 larger
number of males (117 of the whole group) were concen tra ted
in the §4,500-84,999 bracket then any other with five men
(9% of the whole group) 1a the higher bracket of $5,000-55,4999.
Pour men, 7% of the whole group, earned less than §4,500 while
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the remaining three men, 6% of the whole group, esrned from
$5,500-$5,999. None of the men earned more than $5,999. The
greatest number of women, seventeen or 31% of the whols group,
esrned from $k,500-8$4,999. Five women, as ¢ompared to four
men, earned less than $4,500. An additional six women {11%
of the whole proup) esrned between $5,000-$5,4,99, Two others
earned from $6,000 to $6,999., There wers no teachers who made
more than $6,999 per year in Coles County., Of the whole groug,
forty-three out of fifty-four teachers (80%) made less than
$6,000 anmially. The average salary for the whole group wes
about $5,25C per year.

; Table 14 |
Salaries Of The 29 Teachers S5till Teaching During 196463

Annal Salary Males Females Total
No. % No. % Hoe %
Leass than $4,500 0 0 3 10 3 10
$4,500 ~ 4,999 0 0 L 14 VR ¥
SQOQO - 5,499 1 3 2 7 3 10
54500 - 54999 1 3 T ¥ 5 17
6,000 « 6,499 2 7 L 14 6 21
6,500 -« 6,999 2 7 ) 4] 2 7
7,000 - 7,499 0 o 0 0 0 0
7,500 « 7,999 3 10 0 0 3 10
8,000 ~ B,499 1 3 3 3 2 7
No Response o 0 3 3 i 3

Table 14 deals with the salaries of the twenty-nine
teachers who were still teaching during the 1964-65 school
year. As mentioned on page seventeen, the other twenty-five
teachers no longer teach. ‘Tbia paragraph will c¢ompare some
of the data in Table 13 with that in Table 14, It may be
seen in Table 13 that none of the males earned over $5,999
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in their Coles County positicn while of those presently
teaching only two men (20% of the men still teaching) earned
less then {6,000, Of the remaining elght males, four earned
between $6,000 and $6,999 while three others earned from &£7,500
to $7,999 and the eighth man earned between £8,000 and §8,499.
In Coles County, twenty-eight out of thirty-six women (787 of
the women or 52% of the ﬁhole group) earned less than $%5,500
annually. Of the nineteen women still teaching, nine (47% of
the women) earned less than $5,500 annuslly while an equal
number earned more. Four of the nine women earned between
$5,500 and $5,999, four more earned between $6,000 and§{6,499,
and the ninth woman earnsed between $8,000 and {8,499, One
woman did not respond to the question. Of the whole group,
thirteen out of twenty-nine teschers (45%7) earned 6,000 or
over as coumpsred to four out of fifty-four (7% of all the
teachers) who earned as much while employed in Coles County.
This 1¢ a considerable increase in salaries when 1t is consid-
ered that most of the ineréases ocourred during about s two
year period. It is important to note that the majority of the
returne (34 teachers or 637) were from those teachers who left
thelr Coles County position after the 1962.63 school year was
gompleted (refer to Table 7).

Xn’regard %o a question asking whether the teacher received
Bn inerease in selary upon accepting & new position, thirty-three
{61%) of the temchers sald yes and only eight (15%) said no. Of

the remaining thirteen teachers, eleven (20%) are unemployed and
two (4%} Aid not respoud t0 the question. The information in
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this paragraph is for the whole group and not only those who
remained in teaching. -
Table 15

Work Beyond Last Degree Since Leaving Coles County Fositions
Years - HMales Females Total

No. % No. % No. %
% or less 5 9 7 13 12 22
Not more than % 2 & 3 6 5 9
Not more than 3/4 1 2 | 0 1 2
Not more than 1 3 6 0 0 3 &
1 year - 1 2 1 2 2 b
None or -
Unknown 6 11 25 46 31 57

In Table 10, tweaﬁywuight teachers (13 of the men and 15
ofvthe women) indicated that they had done work ﬁeyand the
last degree. Hoﬁiver, Table 15, only twvnﬁymthraﬁ teachers
(12 of the men and 11 of the women) indieahad that they had
dénﬁ graduate work since iaaving Coles County. These figures
show that five more teachers did grad&ata study while employed
in Coles County than after accepting employment elsewhere. The
fact that five fewer teachers answered the question for Table 15
than answered the question for Table 10 may explain the differ~
ence in the number of teachers who had done graduate study. It
might be noted that only one of the nine teachers who retired
had ever done any graduate study. The remaining thirty-one
teachers {57%) had not done work beyond their last degree since
leaving Coles County or did not indicate such study, and only
about half of the teachers, as indicated in both tables, had
done any work beyond their last degree.
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Tabls 16a

Average Number Of Hours Spent By Teachers Doing Administrative-
Appointed Extra-Curricular Dutles

Rours Males ‘Females Total
N¥o. % ¥o., % No. -4
Qw2 5 9 14 26 19 5
2.4 4 7 7 13 11 20
4-6 1 2 1 2 2 4
gver 6 1 2 2 4 3 6
o
Response T 13 la 22 i3 35

 Very few teamchers did more than four hours of administra-
tive appointed extra-curricular duties éaé@r@ing to Tabdble 16,
The majority, 35% of the teachers, spent two hours or less
doing those duties while an additional 20% of the temchers
spent between two and four hours at such tasks. Another 35%
of the teachers did not respond te the question on this matter.
Baged on this table, 1t would seem that teachers were not over-

burdened with administrative-appeinted extra-currioular duties.

Table 16%
Average ¥umber Of Hours Spent ag Teaghers Bnlng Self-Appointed
Ex%ra~0urrian ar Duties

Hours Msles  Temales Total

¥o. & Bo. % No. ¢4
0m2 2 & 12 22 14 26
2wl 2 4 5 9 T 13
LW ) 9 1l 2 6 11
gvar 6 2 4 5 9 T 13
o
Response . 7 13 13 24 20 37

Tadle 16D shows the amount of time spent by teachers
doing self-appointed extra-curricular duties. This table
indicates that 264 of all the teachexrs spent two:
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hours or less at such duties, 13% spent from 2 to 4 hours, 11%
spent from 4 to 6 hours, and 13% spent over 6 hours while the
remaining 37% did not respond to the question. Seven men (39%
of all men) spent over 4 hours doing these tasks while only six
women (17% of all women) did as mueh. By comparing Table 1l6a
with Table 16b, it is indicsted that teachers spent 2 greater
amount of their time doing self-appointed extra-curricular
duties than administrative-appointed ones. Nevertheless,

these tables show that the teachers spent a eonsiderable amount

of time doing both types of curricular duty throughout the week.

Table 17

Number Of Pupils Teachers Had In Their (Classes

Class Size Males Ferales ‘Total
No. % No. % No. %
Less than 20 0 0 1 2 1l 2
21-26 8 15 16 30 2L 4
T=32 8 15 15 28 23 3
33-38 2 4 3 6 5 9
Over 38 0 0 1 2 1l 2

Only one teacher (2% of all teachers), s woman, had
lbaa than 20 pupils in her c¢lass according to Table 17.
Twenty-four teachers (44% of all teachers) had from 21 to 26
pupils and another 43% of the teachers had from 27 to 32 pupils.
Pivé more teachers had 33 to 38 pupils in their classes and one
teacher had over 38 pupils. None of the men had less than 20
or more than 38 pupils, and onlylone voman was in each of these
eétogories. ‘Two men had between 33 and 38 pupils while the

remaining 16 men were evenly split between 21 %0 26 and 27 to
32 pupils. Sixteen women had 21 to 26 pupils while fifteen
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others had from 27 to 32 puplls. Three women had clagses of 33
to 38 pupils. The great majority of the teachers (87%) had
more than 20 but fewer then 33 pupils.

Table 18
Special Subjleots Taught By Teachers

Special Subject Males ‘Pemeles Total
Bo, % ¥o. % ¥o. 4
Music - YES 11 20 28 52 39 72
KO 7 13 T 13 14 26
Art YES 14 26 34 6% 48 89
WO 4 ‘ 2 4 6 11
Physical  YES 18 33 35 65 53 98
Fdueation ¥0 0 4] i 2 1 2

Regarding Table 18, one woman did not answer the quesilon
econcerning whether or not she taught musiej therefore, only 53
teagchers are inecluded in the figures concerning the number of
teachers who did or 314 not teach musie. A1l 54 teachers
responded to the questions about art and physical education.
0f the three special sublects consldered, fewer teachers taught
musie than elther art or physical ecucation. 411 of the
teachers, with the exoeption of one woman, taught physieal
education, 211 but six (4 men and 2 women) taught art, and 39
of 54 teachers (11 men and 28 women) taught music. Hovever, a
smaller percentage of men {11 or 617 of the men) than women
{28 or 787 of the women) taught music. The majority of both
men and women taught art as only 4 men and 2 women d4id not
have that reaponsibility.

One question asked the teachers how mueh time they hed for
thelr school noon-hour. There were two possible responses:

less then 30 minutes and 30 minutes or more. Only one of the
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teachers, 8 woman, indicated that she had less than 30 minutes.

Another question asked the teachers whether or not they
had noon-hour duty. Twenty-nine of the teachers (16 men and
13 women or 54% of all teachers) said thst they had nooun-hour
duty. The remaining twe men and twenty-three women replied in
the negative, Therefore, the percentagee in the next two
tables will be derived using the 29 teachers who hed noon=hour
duty a2 the base rather than all %4 teachers in the study.

Table 19
Frequenoy Of Foon-Hour Duiy

Prequency Males Females Total
o Ko, % ¥o. % No. 4
Bveryday 14 48 1 3 15 52
Every other week 0 0 1 3 1 3
On 2 wke., off 1 wk. 1 3 o 0 1 3
Twloce a week 0 0 2 7 2 T
Once every 6-10 days 1 3 6 21 7 24
Twige a month 0 0 1 3 1 3
Onee every 5 wks. 9] 0 2 7 2 7

Table 19 shows how often teachers had noon~hour duty. Of
the 29 teachers who had noon-hour duty, fourteen men and one
woman (52%) hed duty everyday. Seven teachers, one man and
six women {247), had this duty once every six to ten days.
There were no more than two teachers in sny of the other cate-
gories. TFourteen of the sixteen men (90%) had noon-hour duty
everyday. One man had two weeks of duty and one week off while
the remaining mén had duty cnce every six to ten days. Of the
thirteen women who had naan#hmur duty, the greatest peraentage
(6’of the women or 46%) had duty once every 6-10 days. One
woman had duty everyday, one had duty every other week and two
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had duty twice a week. Of the remaining three women, one had
duty twice a month, and the other two had duty once every five
weeks.

One question asked the teachers whether or not they
were paid extra for noon-hour duty. Seventeen of the teachers
(14 of the men and 3 of the women) responded affirmatively and
the remaining twelve (2 of the men and 10 of the women) responded
negatively. Of all the teachers ﬁha had noon~hour duty, 58%
were paid extra and 42% were not.

Table 20

Amount Of Time Teachers Had For Lunch
When They Had Noon~Hour Duty

FBumber of Males Pemales Total
Minutes No. % No. % No.
0«10 3 10 1l 3 b 14
11-15 5 17 3 10 g 28
16~20 5 17 2 7 7 2
21=25 l 3 3 7 2 10
26~30 1 3 3 10 1
Over 30 1 3 2 7 3 10

The amount of time those teachers who had noon-hour duty
had for lunch is» shown in Table 20, PFour out of twenty=-nine
teachers (14%) indicated that they had ten minutes or less for
lunch, Twice as many teachers checked the 11-15 minute category
and another seven selected the 16-20 minute category. Over half
of the teachers (15 or 52%) were in these two categories. Of
the ten remaining teachers, three had from 21-25 minutes, four
had from 26~30 mimutes and three had over 30 minutes, Ten of
the sixteen men (62%) were evenly split between the 11-15 and

the 16-20 minute categories. Three men had 10 minutes or less,
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and there was one man in each of the three remaining categories.
The women were nearly evenly distributed throughout all of the
categories, There were two or three women in each category
except one. Only one woman indicated having 10 minutes or less
for lunch.

Table 21

Amount Of Free Time Teachers Had During The Class
Day Not Including The Koon~Hour

Number of Males Females Total
Minutes No. % No. % No. %

o 8 15 19 35 27 50

1-10 1 2 1 2 2 S
11-20 7 13 10 19 : 17 3
21-30 2 &4 3 6 5 9
31«40 0 0 1 2 i 2
41-50 0 0 0 0 Q 0
Over 50 0 Q 1 2 1 2
No Response 0 0 1 2 1l 2

Table 21 shows the amount of free time teachers had
during the day for such things as class preparation or a
coffee break. The teachers were instructed not to include
any of the free time that they had duriﬁg the noon-hour. As
may be seen‘by looking at'tha table, twenty~-seven teachsers {50%
of all the teachere) had no free time. The next largest group
of seventeen teachers (31%) had from 11-20 minutes free., The
third largest group, five teachers or 9% of all the teachers,
had 21«30 minutes of free time. There were no more than two
teachers in any of the other categories, and no one checked the
L1-50 minute category. Only one teacher, a woman, did not
regspond to the gquestion. Considering the males, not a2 single
man had more than thirty minutes of free time. FEight men (44%
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of the men) indicated that they had no free $ims. Of the
remaining ten men, seven had from 11-20 minutes free, one hal
from 1-10 minutes and two had from 21«30 minutes. Over half
of the women, 19 out of 36 or 537, indicated no free time,.

Ten women (287 of the women) had from 11-20 minutes and three
othera had from 21«30 minutes of free time. There was not more
than one woman in any of the remeining ocategzories.

Table 22 contains teachers responses 4o five questions
coneerning thely relationship with thelr principal. The
questions ares Did your prineipal:

A, help you with teaching problems
B, Help you with dlescipline problems
0. ¢ébserve and evaluate your teachiug
D, ask your opinion on school poliey
E. delegate extra duties to you
These questions sre referred to in Table 22 by the capitsl

letter beside them {(above),

Table 22
Teacher~Principal Relatlionships

Question Males Females Total
¥o. £ Yo. % - Yo, %
A, I8 15 - 28 27 50 42 78
, (] 3 & 8 15 11 20
No Resp. 0 ¢ 1 2 1 2
B. YES 12 22 27 50 39 T2
O g 9 8 15 13 24
Yo Resp. 1 2 1 2 2 4
Ce YES 15 28 30 56 45 8%
, O 2 4 6 11 8 15
No. Resp. 1 2 0 0 1 2
D. YES 11 20 24 44 35 65
it} 6 1l 10 19 16 30
¥o. Resp. 1 2 2 4 3 &
E. YES 16 =0 18 33 34 63
No. Reapge 3 é 1; 23 1? 28
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Porty-two teachers (78%) stated that their prinecipal did

help them with teaching problems in answer to guestion A.
Eleven teachers (20%) said that the principal did not help,
and one woman did not answer this question. In regard to the
sexes, fifteen of the men (83% of all men) and twenty-seven
of the women (75% of all women) answered the question affirmae

tively.

In answering question B, thirty nine teachers (72%) agreed
that the principal had been helpful with discipline probleus,

Of the remsining fifteen teachers, thirteen (24%) responded

in the negative, and one of each sex did not answer the
question. Only twelve men (67% of the men) snswered the
guestion in the affirmative. The women gave the same responses,
proportionally, to question B as to A, There was a greater
positive response to question C than to any of the others.
Forty-five of the teachers {83%) said that the prineipal had
observed and svaluated their teaching, Twﬁ men and six women
answered in the negative while one man abstained from answering
the question.

To the question (D.) whether the principal had asked their
opinion on school policy, eleven men and twenty-four women
teachers (65%) agreed that the principal had asked, Six men
and ten women (30%) did not indicate that they had been con-

" sulted. The three remaining teachers, one man and Ltwo women,
did not answer the question.
Thirty-four teachers (64%, the smallest positive response

to any of the questions) said that their prineipal (Luestion E)
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did delegate extra duties to them. Two men and thirteen women
(28%) said that they were not delegated extra duties., The re-
maining five teachers, all women, did not answer the cuestion.

According to the information in Table 22, the principal
was helpful in most cases with teaching and discipline problems.
In 83% of the cases, the principal observed and evaluated
téachers. However, the prinecipal was concerned about teachers
opinidnc in only 65% of the cases and delegated extra duties
to thirty-four {63%) of the teachers.

Table 23 contains reasons given by the teachers for leaving
their Coles County elementary positions, The reason most often
given was the reason given by eleven women (19%). They stated
that they left their positions due to the fact that their
husbands accepted a position elsewhere or were transferred.

Two men and nine women (12%) gave retirement as their reason.
This was the second most frequently stated reason. The third
most frequent reason given was marriage. Six women (11%) gave
this reason. Salary wes the fourth most frequent resson given
by teachers. Five men {9%) gave salary as their reason for
leaving. Rowever, if it is considered that in ressons number
6, 9, 12, 13, lh, and 15, salary is also the partial reason,
there are then fourteen teachers (206%) who indicate salary as
a reason for leaving their Coles County position. Five women
(9%) indicated pregnancy as their reason for leaving which com=
posed the fifth most frequent reason given., Death took three
women (5%) from the teaching profession and that aceounts for

the seventh reason (the sixth reason was referred to previously)
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Table 23

Reagons Given By Teachers For lLeaving

Thelr Coles County Positions

Husband accepted position
elsewhere or was transferred-

To retire * « ¢ » ¢ ¢ &« s ¢
Marriaga ¢ ¢ 6 ¢ & B B B b
Low galayry « = ¢ ¢ & s 0 v
Pregnangy * ° ¢ + o & ¢ o o o

Oprortunity for advancement
and more money* * ¢+ ¢+ « & o

‘Dm‘b'ﬂ.ocutabautqc

Husband went to another
university to continue study-

Low salary and echool board -

To be with friends
in California ¢ ¢« + » ¢ & « &

To wove t0 Californis ¢« ¢+ - o

To become an administrator
and more momey* * ¢ + v o+ 4

To teach departmental Tih

grade and more moneye ¢ v o+ ¥

Low salary and lack of
parental support « + ¢ ¢ ¢ &

BExtra duties, fighting

teachers, lov pay and threat
of oversize olapges ¢« ¢« « +

FPor better position and lower

cost of 1iving =+ ¢ o+ s v ¢ o

To beconme a8 high school
QoUNSelor ¢ * ¢ & & s o s s s

Looking for & school good
enough for my chlld » + ¢« «

Health ressong * & ¢ ¢ ¢ +

'?ar&ﬂﬁal TEABORGY * ¢ ¢ o & s

HNo Responsge « « * o »+ o o ¢
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Males
No. %
07 0
2 3
£ 0
«5 9
0 0
4 T
O 0
+0 0
«1 2
0 0
l 2
- «0 0
1 2
1 2
1 2
1 2
.0 0
«1 2
W0 0
L0 ©
0 0

Penmales
No. %
11 19
5 9
6 11
c 0
5 9
o 0
3 5
2 3
o 1
1l 2
0 ©
1 2
0 ©
0 0
0 o0
¢ ©
1 2
0 0
1 2
1 2
2 3

Total

Yo. %

11 19
T 12
5 11
5 9
5 9
& 7
3 5
2 3
1 2
1 2
1 2
1l 2
i 2
1 2
1l 2
1 2
1 2
1 2
1 2
1 2
2 3
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listed. Of the remaining reasons, excluding those which

concern salary and have been previously mentioned, not more

than one teacher selected each. 4s rar‘ms the men are concerned,
five gave salary, four gave opportunity for advancement and more
money, and twe gave retirement as their reason for leaving. The
remaiuing slx each gave different reasons, The six major
reasons given by women, beginning with the most frequent, weret
{1) busband sccepted position elsewhere or was transferred,

(é) narriage, (3} to retire, (4) pregnancy, (5) death, and

(6) the husband went to snother university to study. Two
teaghers, both women, did not respond to the question.

The following tebles will be based on teachers evaluations
of various considerations aaansrning-thelr‘taaahing position in
Ooles County and their present position Af they are now teaching.
The previcuasly stated five point evaluation scale used in the
following tables is: 1. (vP) Very Poor, 2. (P) Poor,

3, (P Peir, 4, (G) Good, and 5. (VG) Very Good. The letters

1; parenthesis will be uéeﬁ in tha’tablea to conserve gpace.

Data in the tables concernlng thelr present position wlll be

based on the responses 0f those teachers stlll teaching who

answered the questions in Beetian IIT of the questionnaire.
‘Pable 24

Teachers' Evaluation Cf Salsries In Coles
County Positions and Present Positlons

Coles Position C Present Position

Evalu~ Males Females Total  Males PFemales Total
ation Bo. ¢ W0, % No. % No. % No. 4 Yo, %

m oy 1 3 oA 9 8
bl oy RE 14 o g

Y6 0 ©
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Table 24 represents the information ooncerning how
teachers evaluated their salaries in their past Coles County

positions as well as in thelr present positions. In regard to
the Coles County positions, the majority of the men (16 out

of 18) evaluated thelr salaries as less than "Good" while

nearly one-third of the women (11 of 36) indicated that their
salary was "Good". Only two teanhers, one of each sex, rated
their salary as "Very Poor" and no one indicated a "Very Good"
rating. In thelr present positions, the majority of the teachers
(21 out of 29) evaluated their salary as "Good" or "Very Good",
while five teachers desoribed thelr salary as "Fair", three
selected "Poor", and not & single teacher indioceted & "Very

Poor" salary. Lccording to this teble, the teachers ere con~
slderably more satisfied with thelr present positions. This is
substentiated by the fact that 147 of the teachers rated thelr
Coles County salaries as "Poor" or "Very Poor" while only 3%
indicated those ratings in thelr new positions. Nine men (90%
of the men) reted their salaries in their new positions as better
than "Fair" while only two men rated their Coles County salaries

as well,
Table 25
Teachers' Evaluation 0f Extra-Curriocular Duty load
In Coles County Positione And Present Positions

Coles Position New Positlon

Evalu~ Males Females Total Males Females Total
ation No. % ¥Xo. % ¥o. % No. % ¥o. % No. %
'8 4 0 0 1 Q 1 2 0 0 0 0 0 9]
P 1 2 4 T 5 9 b 3 0 0 1 3
F 8 15 8 15 16 20 3 10 6 21 9 31
G 6 11 17 31 23 3 2 7 1 38 13 45
VG 3 6 6 4 14 2 7 6 21

11 9 17
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The teachers evalustion of extra-curricular duty load in
both positions is coutained 4in Teble 25, Considering the
total percentages in eeach group, there is little difference
t0 be noted. However, one man and five women (11%) reted this
area of consideration below "Fair" in thelr Colee County
positions, and only one male: (3%) teacher gave his new position
sugh & low rating. S0 41t seems that the teachers were & little

more s2tiafied with extra~curriculer duties in thelr present
positions.

Table 26

Class Size For Teachers In Coles County
Poaltions And Present Positions

Coles Position New Position
Evalu- Malesn Females Total Males Females To tal
*%00 we, 7 Wo. 7 Ne. % No. % No. % No. ¥
V¥ 1 2 1l 2 2 4 4] 0 1 3 1 3
P T 13 5 g9 12 22 1l 3 5 T 6 21
F 8 15 19 35 27 50 2 T 3 10 5 17
G 2 4 11 20 13 2k 4 14 8 28 12 41
¥G 0 0 0 0 0 4] 3 10 2 T 5 17

Teschers evaluation of class gize in thelr paat Coles County
positicns a8 well as thelir present positions is presented in
Table 26. Two men snd eleven women (247) evaluated their Coles
County class slze &s "Good," and no one indiocated a "Very Good"
rating. Half of the teachers selected the "Feir" rating, and 267
indloated a rating of less then "¥Fair", How doses this compare
to those presently teaching Four men and elight women (417 of
those now teaching) rated olase size in their present posltions
as "Good," snd another 17% indicated a2 "Very Good" rating., Only
177 of thome still teaching circled the "Fair'rating while about
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the same proportion of the teachers indicated a less than "Fair®
rating in both positions. Proportionally, there were over twice
as many teachers who evaluated class size as "Good"™ or "Very
Good" in their new positione as there were who used the same
rating in regard to their Coles County positions,

Table 27

Teachers! Evaluation Of The Quantity And Quality Of
Instructional Materials Available in Coles
County FPositions and Fresent Postitions

Coles Fosition New Position
QUANTITY
Evalu~ Males Females Total Males Females Total
ation No, % No. % No. % No. ﬁ Ho, % Eo.

VP 0 0 2 L 2 & © o 1 3 1 3
P 4 7 & 7 8 }; 1 3 2 7 3 10
¥ 8 1512 22 20 3 3 10 2 7 5 17
G 5 913 2, 18 33 3 10 6 21 9 3
V& 1 2 8 9 6 11 3 10 g 28 11 3¢
QUALITY
VP 0 0 2 4 2 L O 0o 1 3 1 3
P 2 L 2 & L 7 2 7 2 7 4 14
F 9 1711 20 20 37 1 3 2 7 3 10
G 6 1116 30 22 L & W 5 17 9 31
VG 1 2 5 9 6 11 3 10 9 31 12 &

Table 27 contains teachers'! evaluation of two considera-
tions, quantity and quality of instruectional materials, due to
the fact that they are c¢closely related. In regard to the Coles
County position, more teachers (37%) rated the quantity of in-
structional materials as "Fair", Only two women (4L%) selected
a "Very Poor® rating and eight teachers (15%) circled "Foor".

Of the remaining twenty-four, eighteen teachers (33%) evaluated
quantity of materials as "Good" and six teachers (11%) indicated
a rating of "Very (ood"™. None of the men used a "Very Poor"

rating and only one gave a "Very Good"” response. Concerning
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the quentity of instructional materials in the new position,
proportionally, there were 6% fewer teachers who indlcated a
less than "Falr” rating and 25¢ more who used a better than

"Fair" rating.

The only difference between ratingse given quantity anéd
those glven quality of instructional materials was 87 fewer
"Poor"” ratings and 87 more "Good" ratinges for quality of
materials in Coles County. Overall, teachere gave the quality
of materials a little higher rating than quantity of materials.

How did ratings of quality of materials in Coles County
compare with those in the temchers' present positions Teachers
gave, preportioaaliy, 6% more "Poor" and "Very Poor" ratings in
regard to their present positions, 17% fewer "Fair" ratings and
and 107 fewer "Good" ratings. However, there were 30% more
"Very Good" retings for quantity of materials in the present
positions. 1In other words, 52% of the teachers credited Coles
Qounty with a better than "Fair® rating in regard to quantity
of instructional materi&la thle ?Eﬁ of those stlll teaching
gave the same aonsiéeratién in their present positions a better

than "Pair® rating.



ki

Table 28

Teachers' Evaluation Of Classroom Appearance, Size and Equip-
ment In Coles County Positions And Present Positions

Coles Position Fresent Positions
CLASSROOM AFPEARANCE

Evalu-~ Males Females  Total Males Females Total
dtion No. ¢ No. % No. % No. % No. % No. %

VP 0 0 2 L 2 X 0 0 0 0 O 0
P l 2 2 b 3 6 1 3 0O o 1 3
F 5 9 18 i; 23 43 L 1l 5 17 9 131
a 11 20 9 20 37 3 10 7 2410 34
VG 1l 2 5 9 6 2 7 7 24 9 31

CLASSROOM SIZE

VP 0 0 1 2 1 2 0 0 O 0 0 0
P 1 2 5 .9 6 1l 1 3 2 7 3 10
¥ 6 11 7 X3 13 24 L 14 ; 17 g 31
G 10 19 17 31 27 50 3 10 2h 1 34

VG 1l 2 6 11 7 13 2 7 5 17 7 24

CLASSROOM EQUIPMENT

VP .} 2 2 L 3 6 4] (VI § 3 1 3
P 1l 2 3 6 &4 7 1 3 3 10 & 14
F g 15 g 17 17 31 3 10 2 7 5 17
G 8 15 2 37 28 52 g 17 6 21 11 38
VG ) 0 2 & 2 F S ‘ 3 7 2 8 28

Three considerations {classroom appearance, classroom sisze,
and classroom equipment) are presented in Table 28 as they are
all concerned with the classroom. Each consideration will be
discussed separately first, and then they will be compared. In
regard to ¢lassroom appearance, 10% of the teachers indicated
a "Poor" or "Very FPoor® rating for this consideration in Coles
County. Twenty-three teachers (43%) used the "Fair® rating,
twenty (37%) circled "Good", and the remaining six teachers (11%)
gave a "Very Good" evalustion. Forty-eight percent of the teachers
gave appearance a better than "Fair" rating. In evaluating their

new positions, none of the teachers gave a "Very Foor" rating
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and only 3% gave & "Poor" rating. The rewailning 967 of the
teachers were split nearly evenly smoug "Falr', "Good", and
"Very Cood" retings. In regard to Coles County, 487 of the
teachers used "Good" or "Very Good" ratings and 65% used these
ratings in regerd % thelr new position.

Hext, classroom size will be considered, Teachers evalu~
ations of toth positions very only slightly in regard to this
consideration., There were 37 fewer ratings of less than "Fair"
in regard to the present position than there were for Coles
County, 77 more "Fair®" ratings aund5¢ fewer "Good" or "Very
Good" ratings. Teachers respounses indicete greater satisfaction
with classroom gize in Coles County then in the naﬁ position.

.~ The third comsideration in this table ie classroom equipe
ment, Froportionally, there were twlce as many teachers who
geve "Very Poor" ratings for Coles County as there were for the
present position. In addition, there were 7Y more "Poor"
ratings and 147 fewer "PFalr" retings for the new position.
While over half of the teachers (%é%} gave equipment a “Good"
rating in Coles County, 387 of the teathers used this rating
in regard to their present positions. The major difference is
that only 47 of the teachers used 8 "Very Good" reting for Coles
County while 287 indicated that evaluation of their present
positions, However, thls may be somewhat mlsleading as the
difference between the sum of "Cood" and "Very Good" ratings
in both positions is Jjust 107 in favor of the present position,
Also, 4t might be noted that there are fewer less than "Fair"
vatinge for Coles County.
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Looking at the whole pleture, teachers indicated a greater
satisfaction with clagersom appearance in thelr new position.
Classroom size was glven & higher rating by teachers in regard
to thelr Coles County Positions and oclassroom equipment was
rated about equally in each position with Coles County holding
& slight edge,

Table 29 contains teachers' evaluation of arrangements
for teaching music, art, and physloeal education in their COoles
County positions as well as their present positions. In regard
to musie, seventsen teachers (32%) gave "Good" or "Very Good"
ratings and tventy-one teachers (397) ndiceted a "Fair"
evéluation. Of the remaining sixteen, fifteen teachers (287%)
used either a "Poor” or "Very Poor”" rating, 2nd one woman did
not e&nswer the question. The majority of the teachers (67%)
gave "Fair" or "Good" as their evaluation for this considera-w
tion. Proportionally, 11% fewer teachers gave & legs than
"Pair” reting in regard’sviisesgerents for tesching music in
thelr present position, and onlf 3% used "Fair", Seventy-two
percent of thosavgtill‘taaahing'(aaﬁ "G" and 48% "VG") indicated
better then "Feir" ratings for arrangements for teaching musie
in thelr present position. In other words, prvp§rtianally, 40%
nore teschers gave these ratingn’te their present positions
than to their Coles County positions,

The second consideration ig that of arrangements for
teaching art. None of the teachers rated the situation in re-
gard to this subjeot as "Very Good" in Colee County. Ten
teachers (197) did use a "Good" rating and nineteen teachers (357%)
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Table 26

Teachere' Zfvalustion Of Arrengements For
Teaching Music, Art, ind Physionl Eduocation
in Coles County Powlitions iud Present Positions

Coles Position Present Position
ARRANGEMENTS POR T&ﬁﬁli‘!ﬁ ¥Us1c )
Evalue aalecd Females Total Males Yenales Total
ation BGe & ¥o. % ¥Woe £ ¥a. 7 Ko, I Boe <
vr 2 4 4 7 6 11 1 3 1 3 2 7
P 3 6 6 11 9 17 1 3 2 7 3 1
P 2 17 12 22 21 139 1 3 0 o 1 3
G 4 T 11 20 15 28 2 T 5 17T 7 24
Ve 0 0 2 4 2 4 & 14 10 34 14 48
Ko+ Regp. O 0 4 2 1 2 1 )] 1 3 2 ¥ {
ARRANGEIMENTS FOR TEACEING ART
Ve 2 4 6 11 8 15 1 3 © c 1 3
b 4 6 11 10 19 16 30 1 3 3 10 4 14
F T 13 12 22 19 35 e 7T 2 7 4 14
G 3 6 7 13 10 19 1 3 8 22 9 3
Y& cC © o ¢ © 0 4 14 6 21 10 34
B0, Resp. O O 1 2 1 2 1 3 o0 o 1 3
| ARRANGIMENTS FOR TEACHING PHYSICAL EDUGATION
vr  © & T 4 7 o 0 1 3 1 3
P & T 12 22 16 30 0 © 2 T 2 T
7 6 11 10 19 16 o 0 3 10 3 110
G g 1% 10 19 18 33 4 14 8 28 12 5
'[¢] 0 © L] 0 © O 5 1T § 17 10 34
Ho Resp. O O - ¢ © © 1 3 0 cC 1 3

fndicated & "ralr" cvalnat&éu. Forty-five percent of the teachers
(157 "VP" and 307 "P") gave this consideration a less then "Fair”
rating in Coles County. Por their present positions, teachers
gave 317 of thelir ratings as less than "Good" as apposeﬁ to 80%
less than "Good"™ for Coles County. Proportionelly, there were
462 mors ratings abové "FPalr” for the present positions then for
She Coles County positions, A

- The third consideration presented in Tadble 29, which will
now be considered, 18 arrangements for tesching physiosl
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education. Twenty teachers (377) gave a less than "Falir”
evaluation of this consideration for Coles County. Of the
remaining 637, sixteen teachers (307) indiocated a "Fair"
evaluation, and the rest (18 teachers or 33%) circled "Good®.
Proportionally, only 107 of the teachers (277 fewer than for
Coles County) gave less than “"Fair" ratinge for this subjeot
in $helr present position, and another 10% indicated a "PFair"
rating. Seventy-five percent of the teachers (proportionally,
42% more than for the Coles Uounty positions) geve & better
than "Fair® rating for this conslderation in their present
positions,

The data in Pable 29 shows that teachers are considerw
ably more satiefled with the arrangements for teaching these
subjests in their present positions than they were in Coles

County.
Table 30

Teachers' Evaluation 0f Noon-Hour Situations In
Coles County Positions nd Present Positlons

Coles FPosltion Present Positlon

Evalu- Malesn Females Total Males Females Total
stion No. # No. % No. % ¥o. % No. % VNo. 7%
VP 1 2 2 4 3 6 1 3 0 o 1 3
P 2 4 1l 2 % 6 2 7 1 3 % 10

¥ 7 13 8 15 15 28 2 7 8 28 10 34

G 4 7 14 26 18 33 3 10 2 T 5 17
L[t I 3 6 11 20 14 26 2 7 8 28 10 34
No Resp. 1 2 0 0 1 2 o 0 0 ¢ 0 ©

The noon-hourseitustion is the subject considered in
Table 30, Teachers' evaluations of thelr noon-hour situations
in Coles County and their present positions will be dlescussed
and compared in the following paragrephs,
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In regard %o Coles County, 127 of the teachers used a
leas than "Fair" ratings, and 287 gave a "Palr" evaluation.
0f the better than "Fair" ratings, 337 of the teachers ine
dicated "Good," and 267 indicated "Very Good" ratings. One
man (2%7) 414 not respond %o the question, This information
ghows that 127 of the teachers gave less than "Falr" retings
while 599 gave better than "Fair"™ ratings.

Teachers' evaluations of their noon-hour gituations in
regard to thelr present positions showed & proportional in-
crease of 17 more "Poor" and "Very Poor" retings and 6% more
"Pair" responses. However, there were 167 fewer "Good"
responses and 87 more "Very Good" responses for thelr present
positions. This shows that there were proportionally 8% more
teachers who gave & better than "Fair" evaluation of their
Coles County position than for their present positlon. In
other words, more teachers were better satisfied with the
noon-hour shuations in Coles County than in their present
positions. It might be noted that 597 of the teachers gave a
better than "Fair" reting for this consideration in Coles
County, and 587 of those who had noon-hour duty in Coles

County were paid exira.
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Table 31

Temchera' BEvaluation 6f Disoipline In Their Olass And Bullding
In Coles County Positions And Pressnt Positions

Coles ?oa&tian. ?reaent Eaaxtian
| DISCIPLINE IN CLASS
Evalu~ ¥ales Pemales Total ‘Males ' Fenmales Total
ation HNo. fg x@ . ,g Ko. % Ko. % ¥o . % No., 7
V¥ 0 ©0 0 0 0 © 1 3 o o ¥ 3
P 1 2 1 2 2 & o ©6 o0 © 0 o0
Pl 2 0 0o 1 2 1 3 4 14 5 17
G 12 22 24 4k 36 67T 6 21 9 31 15 52
V¢ 4 7 11 20 15 28 2 7 6 22 8 28
 DISCIPLINE IN BUILDING

VY ©0 o0 0 © 0 o 1 3 0 1 3
P2 4 1 2 3 6 o 0 1 3 1 3
4 7 6 11 10 19 6 21 4 & 10 3k
G 8 15 22 41 30 56 3 10 13 45 16 55
ve 4 7 T 1% 11 20 0 © 1 T 1 3

Table 31 presents mfamt&on a@ncaming teachers' evsluaw
ti&n ef diseipline in thelr al&aa gnd their bullding. In re-
' gard to class diseipline, anly 6% of the teachers used a
reting of less than ”G@aé“ far Galea Gaunty. and none of the
teachers indicated a ”VQ:y P@or rating. Of the remaining 95%,
67% of the teachers cirecled “aaod” aad 28% elreled "Very Good".

8o far as class disoipliua in zheir present posikiana is
eonesrﬁed. prepértianally, there was allﬁ»deereaaé in less than
"?alr” ratings but all of those were "Very Poor”. There was a
15% incresse in "Pair” ratinges and an equal decrease in "Good"
and "Very Good" ratings. On the basis of this information,
teaghers were & little more satisfied with class diseipline in
Coles County than in thelr present positions.

The second part of Table 31 is concerned with diselpline
in the building. In regard to Ooles County, 6% of the teachers
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indieated a lese than "Falr"™ rating, none of which were "Very
Poor”. Of the teachers, 197 cirecled "Feir" while 567 ecircled
"Good™, and the remaining 207 ecircled "Very Good™. The greatest
portion of the teachers (767) pave a "Good" or "Very Good"
reting to building discipline in Coles County.

Building discipline in thelr present positions was generally
given a lower rating. PFProportionally, the peame number of
teachers (67) gave less than "Falr®™ ratings. However, half of
the 6% were "Very Poor" while there were ne "Very Poor" retings
given to Coles County. Teachers' gave 157 more "Palr" ratinge
ang 187 fewer "Good" and "Very Good®™ ratings to thelr present
positions., Overzll, there were proportionally 18¢ fewer "Good”
and "Very Good™ ratings given for bullding disecipline in regard
to the teachers' present positioens, Thérefore, this tabdble
shows that the teachers were less gsatisfied with bullding discipe
line in their present positions.

Teachers vere less satisfied with baﬁh‘eigga and bullding
discipline in thelir present positions than they were in Coles
County, However, the greater 4l fference in satlsfaction between
the two positions was with bullding discipline., Teachers were
congiderably more satisfled with bullding discliplline in Coles
County. |
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Table 32

Teachers’ Evelustion Cf the Principals® Helplng Wid
Teaching Problems

Coles Position ; Present Poslitlon

Evalue Males Penales Total Males ?emalee Total
ation” Yo, 7 w®Wo, T ¥Wo, ¢ Wo, ¥ ¥o. T %o,
VP 1 2 1 2 2 4 1 3 1 3 2 7
P 4 7 4 T 8 1% 1 3 1 3 2 7

F 2 4 5 9 7 13 3 10 & 14 7T 24

G 8 15 15 28 23 43 4 14 7 24 11 38
va 3 6 10 19 13 24 1 3 6 21 T 24
Ko Resp., O s} 1 2 1 2 %] (8] 8] D 0 0

The data concerning the teachers' evaluation of the
prineinale’ helping with teaching problems is contalned in
Tsble 32, Proportionally, there were 57 more teachers who ine
dicated 2 less then "Pair" rating for Colea County positions
than for present positions, and there were 11% more "Faip"
ratings ziven for present positions than for Coles County
positions. Coles County positions were given 57 more "Good"
ratinge than present positionr, and each poaition received the
same proportion of "Very Good"™ ratings. Actually, this table
indicates little difference in the teachers' satlisfeotion with

the pr&neipala' helping with teaching preblems in elther position.
Table 33

Teachers' Evaluastion Of The Principels' Helping
With Disecipline Problems

Coles Positlon Present Position

Evalu- ‘ales Females Total Eales Females Totsl
atlon Yo, % NHo. % ¥o. £ Fo. % HWo, % %o, |
VP 1 2 2 4 3 6 1 3 1 3 2 7
P 2 4 2 4 & 7 1 - B | T 2 7
¥ 3 6 T 13 10 19 g 17T 4 14 9 31

G 8 18 14 26 22 41 5 10 6 21 9 31
h{¢} 4 7 10 19 14 26 0 ¢ 7 24 7 24



How 414 the teachers' evalucte thelr prineipal in re-
gard to his helping with dlsclpline problems Tadle 33 ghows
no significant difference in the number of "Poor" or "Very Poor"
retings given t0 elther the Coles County or present positions.
However, teachers gave proportionzlly 127 more "Pair®™ evalus-
tions to thelr prement positions than to thelr Coles County
positione and 127 fewer "Cood"™ aad "Very Cood" retings. This
indicates that the teachers were more satisfled with thelr
principals’ help with diselipline prodlems in Coles County
than they sre in thelr present positionms.

Table 34

Teachers'! Evaluation Of The Principasls’® Observing 4nd
Bvalusating Thelr Teaohing

Coles Position Present Positlon

Evalu= ¥Males Females Total Males TFemales Total
ation Ko, £ Fe. % Wo. ¥ Ho. % No. 7 Ho. ¥
VP . 0 0 o 0 o o 2 7 1 3 3 10
P 5 9 3 6 8 15 2 7 3 100 5 17
¥ s 9 7T 13 12 22 3 3 04 YW 5 17
G 6 11 14 26 20 37 4 14 7 @4 11 38
VG 2 4 10 19 12 @22 0 0 4 14 4 14
Ho Resp, O o 2 4 2 4 1 3 0 0 1 3

The te&cheés' evaluetion of the prinecipals' observing and
evaluating their teaching is preaentad in Tedble 34, TPor
Ooles County, none of the teachers indloated & "Very Poor"
evelination for this particular occnsideretion. Nowever, there
were 157 of the temchers who used & "Poor" rating and 227 who
used "Telr", Over half of the teachers (597) used "Good"
and "Very Good" ratinges. How 40 these raetings for Coles County
positions compaye with thoese for ﬁrusanu positions

0f those 8till teaching, 10% gave & "Very Poor™
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evaluation of thelr principals' observing and evaluating their
teaching and sn additional 177 gave "Poor" ratings., "PFair"
ratings were also given by 17% of the teschers. DProportionally,
there were 12% more ratings of less than "Falr" given for
present positions and 5% fewer "Fair" ratings. Vhile 527 of

the teachers gave "Good" and *Vaxy Good" ratings to thelr present
positions, there were 7% fewer such ratings for present positions
than for Coles County positions. Therefore, sccording to the ine
formation in Table 34, teachers were more satisfled with this
consideration in Coles County than they are in their present
positions,

Table 38

Teachers' Evaluation Of The Principals' Deeking Thelr
Opinions On Se¢hool Polioy

Coles Position Present Position

Evalu= Males Females Tfotal Males Fenalea Total
ation No. % ¥o., % NKo. % Xo, % N¥No. % YNo. %
VP 1 2 3 6 4 7 2 7T 1 3 % 10
P 4 7T 3 6 T 13 3 10 2 K 5 17
F 4 7 11 20 15 28 2 7 6 22 8 28

G T 13 18 28 22 41 1 3 5 17 6 21
va 2 & 2 4 4 7 1 % 5 17 6 21
No Resp. Q 8] 2 4 2 1 4] 0 O 4] 0 4]

To what extent were the teachers satleflied with the prin-
gipala' efforts to secure their opinions on school policy The
teachers' evaluation of this considerstion is contained in
Table 35. One fifth of the teachers gave Coles County & "Poor”
or "Very Poor"” rating for this consideration and 28% indicated
a "Pair" evaluation. Wearly half of the teachers (48%) gave

better than "FPair" evaluations but only 7% used "Very Good"
ratings.
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In regard to thelr present position, there were, propor-
tionally, 79 more retings of "Poor®™ and "Very Poor" and the
same percentage of "Fair" responses. Although there were 20%
fewer "Good"™ retings, there were 14% more "Very Good" ratings.

Where 82% of the teachers gave "Poor", "Fair" or "Good"
ratings for thelr Ocles County positions, only 67% of the
teachers gave the same retings for thelr present positions.
The same number of teachers used "Very Poor" ratings es used
"Very Good" ratings for Coles County while over twlce ss meny
teachers used "Very Good" ratings Be used "Very Poor" ratings
for thelr present positione., Nevertheless, looking at the whole
ploture, more teachers were better satisflied wlth this consider-
ation in Coles County than in thelr present positlons.

Table 36

Teachers' Fvalusation Of The Principals' Delegating Exira
Duties To Thenm

Coles Position Present Posltion

Bvalu- Males Females Total Males TFemelea Total
ation o, % ¥o, % ¥o. % V¥o. % ¥Wo. % Wo. %
VP 0 0 1 2 % .2 c 0 1 3 1 o]

P 1 2 1 2 z 4 1 3 1 3 2 7

P 4 T 8 15 12 22 A 14 6 21 10 34

G 9 17 19 35 28 52 4 14 9 3113 45

Y@ 3 6 6 11 9 17 1 3 2 T 3 10
¥o Resp., 1 2 1 2 2 4 0 4] 0 0 4]

Table 36 presents data concerning teachers' evaluation
of the principals' delegating extra duties to them. Only 67 of
the teachers gave Coles County 8 rating of less than "Falr" for
this consideration. Twelve teachers (227) used a "Fair" rating,
and thirty-seven teachers (69%) gave ratings of better then
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"Fair®. Two teachers did not respond to the question, Propor-
tionally, there were 4% more teachers who gave "Poor" and "Very
Poor" ratings for this consideration in their present positions
and 12% more gave "Fair" ratings. However, there were 1l4% fewer
teachers who gave "(Good™ and "Very Good"™ ratings. Table 30
shows that more teachers were better satisfied with the prin-
cipals! delegation of extra duties in Coles County than they
iure in their present positions.

Table 37

Teachers' Evaluation Of Their Coles County
Position And Present Position

Goles Position Present FPosition

Evalu~ Males Females Total Males Females Total
ation No. % No. % No. % No. % No. % VNo. %
\'ig 1 2 1l 2 2 4 2 7 0 0 2 7
| 4 0 0 1l 2 1 2 0 0 1 3 1l 3

F 7 13 6 11 13 24, 1 3 3 10 b 14

G 7 13 19 35 26 48 3 10 5 21 9 31
VG 3 6 7 13 10 19 4 14 8 28 12 4}
No Resp. O O 2 Ly 2 & 0 1l 3 1 3

How did the teachers evaluate their Coles County positions
as compared with their present positions? Table 37 indicates
that only 6% of the teachers gave their Coles County positions
a rating of less than "Fair" while 10% of those still teaching
gave their present positions a less than "Fair" rating. Fropor-
tionally, there were 10% more "Fair" ratings given to Coles
County than to present positions. However, where 6% of the
teachers gave better than "Fair®™ ratings to (Coles County, 72%
of the teachers still teaching gave better than "Fair® ratings
to their present positiona. Proportionally, there were over

twice as many teachers (41%) who gave "Very Good" ratings to
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thelr present positions ag there were who gave tha seme

rating to thelr Coles County positions (19%4). This table
tends to indicate that more teachers are better astisfied with
thelr present position than they were with thelr Coles County
position., However, it might be pointed out that this informa-
does not show & ¢lesyr preferenve of teachers for their present
positions over thome held in Coles GCounty.

Teachers' Comments

Some insight into the teachers' feelings about their
teaohing experience and edu¢ation in general may be derived
from the following comments which they made at the end of the
questionnsire., Thelr comments follow and are presented without
alteration.

*1 have pleaaant memories of my teaching experience in
Mattoon. I had to0 resign when we moved but do have a desire to
return there."

"I was pregnant. I belleve I should not work while may
children are of pre-school age.®

"The time I #pent in Coles County wﬁa very beneficial.
Mise Betty Cole, the principal under whom I taught, deserves a
great deal of credit for ﬁy success in the education field."

"Por a better aaiary than I wag making in teaghiang, plus
the fabt Mattoon dldn't 3eem to be 'moving' toward a better
salary and working aandiﬁiuns.“

"I am leaving tha'field of education after this year due
to the quality of teaching and the atmosphere in general of

eduecation., There is 8 better future in businese., There
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doesn't seem to be enough concern from the genersl public
concerning education.”

"It was & desirable plage to teach and I would bhave re-
mained if wy husband hed found employment there."

"I'm no longer teaching tut am s counselor at Charleston
High Schoocl. I left elementary teaching because I hed training
in guidance and wanted to see 1f I liked the work, I loved
teaching but enjoy the more flexible hours of a counselor.
Aiso, 1 4o pot have to spend all those evening hours in class
preparation,” |

"I'm presently teaching in a demonstration center which is
in direet contrast to my first Job in morale, equipment, and
every other way."”

"I was getting married and found a position sloser to
where I was goling to live and at 2 higher salary."

"I left my Coles County posltién because my husbanéd's '
job dictated our location, I was only in my first year of
teaching and did not leave because of the school system's in-
adequacy!”

"I had the pleasure of teaching in one of Greeley's new
schools this year. The physioal plan can't be compared to the
0ld building at Oakland (Grade)."

"My impression of Coles County Schools conceraning selary
and teacher turnover is that they feel they ocan always replace
you, Eastern is full of students who have a husband or wife
finishing work, and the other will take a teaching position

¢lose at hand whatevar the ¢conditions."”
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I have been looking for a school system that I feel is
fit to send my own child to. As yet I haven't found 1t."

My general opinlon concerning teachers leaving the pro-
fession 18 that they can't meke enough money to support their
families (especially men~teachers) and in tesching, it seens
that we have lost status with the publie. I%w proud to be a
teacher and I love children but I fesl the impaot of lots of
training end too little income."

- "Now belng tweated as & professional person, not as a

public servant (by the sohool b@nrﬁ).“ *



OHAPTER IV

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

Sunmary

Thie study attempted to determine whether or not there

wag a high turnover in Coles County and the ¢auses of the tum-

over that 414 oceur,

Specifically, conslideration was given to such questions
as the following!

1.

2.

3.

4.

S
é.
7.

What is the percentege of teacher turnover in the
county

What resasong do teachers give for leaving thelr Coles
County position

To what extent are teachers qualified secording to
the smount of education that they have

Are teachers satlisfled with thely extra-curricular
duty load

How 40 teachers feel alout the size of their olasses
Are sdminletrators & cause of turnovey

How 40 temohera' evaluate certain considerations,
such a8 salary, noon-hour duty, and discipline, in

thelr past Coles County Positions and their present
positions, 4if still teaching

The study wes limited %o those full time ¢lassroom teschers

who left the Coles County publie elementary schools of Illlnois

during a five year period from the 195960 school year through

the 1963-64 achool year, It 414 not include any of those
teachers who taught such special subjects a8s musioc,ard,speech

60
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eorreetion, or physloal education. Sixty-one of the eighty-
nine teachere (68.547) to whom questionnaires were sent re-
turned the questionnalire, and fi!%y~?aur (60.67%) were usable.

From literature and related research, what seemed to dbe
the bdasic causes of teacher turnover were determined. It was
hypothesized that (1) low salaries, (2) unsatisfectory working
conditions, (3) adjustment to 2 new situation, and (4) poor
educational sdministration were basic causes,

Since the average annual turnover of teachers in the
nation is in excess of 107, the average annuel Coles ceﬁnty
turnover, for the period considered, of 12.147 is unot excep~
tionally high. However, eighty-four of the turnovers occurred
in the Mattoon distriot which was 84.847 of all the turnover
in the county. A?nrthermora. the average annﬁal‘turnaver for
Mattoon of 16,187 would be considered high when compared to
the national averege. Due to the fact that most of the turn-
overs oocurred in ﬁaﬁtscﬁ; the information secured by the
questionnaive was most indicstive of the situstion in Mattoon
and not so indicative of the situation in the rest of the
county. Therefore, the information that was secured should be
of graateatvvalun to the Mattoon distriet.

Nearly two-thirds of tﬁe teachers (66%) were under forty
years cf age at the time that the survey was maﬁe. Almogt half
of the teachers (447) were under thirty years of ége. A1l of
the teschers would have been one 1o five ysars younger at the
time they left thelr Coles County position.

0f those who returned the questionnsire, thirty-four
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teachers (637) left thelr Coles County positionsat the end
of the 1962.63 or 1963-64 school year. Forty ieaehers {T4%)
have héd less than eleven years of teaching or educational
experience, and twenty~four teachers (447) have had lems than
s;x years of experlience. The remalning teachers all had over
flfteen years of experlence.

Men had more education than women, but 877 of all the
teachers had s Baghelor's degree. 411 but six teaschers (11%)
held an elementary certificate, Three men (one-sixth of all
the men) and one woman held secondary certificates,
| Forty-three of the teachers (80%) received & degree within
the last ten years, and twenty-elght teachers (52%) received a
degree within the last five years. Of the remaining 20%, 13%
of the teachers did not have & degree or 4id ndt angwey the
question, end the fin#i T%# received their degrees before 1955,

Over half of the teachers (527) have done some work be-
yan& their last degree, and ten teachers (197) have done be~
tween one-half and one full year's workj sixteen teachers (30%)
have done one-hslf year's work or less but have done some work.
Qwa teachers (47) have done a tull year or more of work, end
tvwenty-six teachers {Aé%) did not indiocate aéing'aay work. beyond
their last degree. A little over oue-fourth of the 48% (13%)
414 not Hold 8 degree, Of a1l the men, 727 have done graduate
work while only 42% of the women indiecated such study beyond
thelr last degree, Almost as many teachers {23) continued to
a&qgéaduata study after leaving thelr dalea County positions

as 41d (28) graduate study while holding their @oleé County
positions. .
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4 11ittle over one-tenth (13%) of the teachers had taught
only in 2 Coles County school syétem, and 397 had taught in
two different school ayatehs which nay ér may not have been
in Coles County. Auother 227 of tha teaaheia had taught 4in
more than three different school systems,

Fourteen men (787 of the men) taught five or fewer years
in Coles County. Twenty-four women {67% of all women) also
taught five or fewer years in Coles County. As can be seen,
thirty-eight teachers (70%) taught five or fewer years in
their Coles County positions. |

‘Looking at Tables 5, 13, and 14(all of whieh pertain to
salary), 1t may be seen that ¢f the whole group, forty-three
of fifty~-four teachers (807) made less than 86,000 annually 4n
Colen County. Pr@xently. elght out of elghteen men are sarning
£7,500 or more and only four men earsm less than §6,000 (one is
retired)., YNone of the men now earn less than $5,000 annually.
The women's salaries improved but not nearly so much as the
men's, Presently, twenty-nine teachers (S547) earn less than
$6,000 ennually, and eleven of them (20%) are retired or un-
employed., This indioates that twenty-slix per eent of the
teachers improved their salaries, but most of the improvement
wes made by the men.

How did the Coles County ealaries compare with the salaries
of those stlll teaching Twenty-nine of the fifty-four teachers
(54%4) were etill teaching at the time of this survey. Of those
#till teaching, thirteen out of twenty-nine teachers (45%)
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earned $6,000 or over as compared to four out of fifty-four
(7% of all the teachers) who earned as much while employed in
Coles County. This is a considerable ircrease when it is
gonsidered that most of the increases occurred during an
approximate two year period as indicated by the fact that
sixty-three per cent of the respondents left their Coles
County positions no more than two years prior to the time
of this survey.

Thirty-three teachers (61%) stated that they received a
raise upon accepting a new position, and eight teachers (15%)
said that they did not. Of the remaining thirteen, eleven
teachers becsme unemployed, and two did not answer the guestion.

Teachers evaluated certain considerations relative to their
role as a teacher by selecting one of five possible ratings:
(1) "Very Poor," (2) ®Poor," (3) "Fair,® {4) "Good," and
(5) ®Wery fiocd." Teachers evaluated these considerations in
regard to both their Coles County positions and their present
positions, if still teaching. The teachers'! evaluations will
either be presented along with other pertinent information, or
they may be presented separately. Since it is the goal of
this study to determine the dissatisfaction of the teachers or
their reasons for lesving their Coles County positions, only
the ratings of "Very Poor®™ and "Foor" will be summarized.

In regard to salary, 4% o the teachers gave Coles County
a "Very Poor" rating, and 22% gave "Poor" ratings., None of

those who remained in teaching gave their present position a



65

"Very Poor® rating for selary, but 10% of them indicated a
"Poor" rating.

Teachers were not held responsible for many azdministra-
tive appointed extra-eurricular duties. However, they srent a
considerable amount of time doing self-appointed extra-curricu~
lar duties., In regard to Geles'county@ 2% of the teachers
gave the sonsideration of extra-curricular duties a "Very
Poor® rating, and 9§”ﬁaod a "Poor" rating, For their present
position, none of the teachers used a "Vervy Poor"” rating and
only 3% used a "Poor® rating.

In Coles County, 87% of the teachers had from 2132
pupils in their elass, and 44% of the teachers had only 21-26
pupils. One teacher (2%) had less than twenty pupils, and six
teachers (11%) had over thirtv-two pupils., For Coles County,
4% of the teachers gave a "Very Poor" rating here and 9%
used "Foor®, Three per cent of those still teaching used a
"Very Foor" rating for their present position, and 21% used
a "Poor" rating.

The majority of the teachers (72% taught music, 89%
taught art, and 98% taught physical education) taught all
three special subjects. In regerd to Coles County, 11% of
the teachers gave a "Very Foor" rating for music and 17% used
"Poor", For the Coles County art program 1l4% of the teachers
gave a "Very Poor™ rating and 36% used a "Poor"™ rating. For
physicel education, 7% of the teachers gave Coles County a
"Very Poor" rating and 30% used "Foor". In regard to their pres-

ent position, 7% of those still teaching gave the music program
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a "Vexy Foor" rating snd 104 used "Poor", 37 gave the art
progren & "Very Poor" rating and 14% used “"Poor", and for
the physiesl education progrem 377 of the teachers used "Very
Poor" and 77 used "FPoor".

Twenty-nine of the teachers (sixteen men or 877 of all
the men and thirteen women or 36% of all the women) or 54%
of all the teachers had noompw~hour duty. O0Of the twenty-nine
teachers who had noon-hour duty, 52% had duty every dsyj 247
¢f the teachers had duty every six to ten days., The remaining
24% of the teachers had duity assignment renging from every
other week %o every five weeks, Nearly all of the men(90%)
had noon~hour duby every day, The majority of the women hed
duty much lees often. Fourteen men and three women (58% of
those whe had duty) were paid extre for noonehour duty.

Hineteen of the teachers (667) had twenty minﬁten or
lese for lunch when they had noon-hour duty, and four of the
nineteen hed only ten minutes or lese, Of the remeining %ten
teachers, seven had from twenty-one t¢ thirty minutes, and
three had over thirty minutes for lunch. For Celes County
pogitions, 6% of the teachers rated she noone~hour situation as
"Yery Poor" ard enother ¢% used "Poor", For present positions,
3% of those s4ill teaching gave a "Very Poor” reting for neon-
hour situetion and 10% used "Poor”.

Half of the teachers had no free time execluding the noon-
hour. Aunosher 357 of the teachers had not more than twentyminutes
of free time, 97 had 21-30 minutes and 4% had over thirty
minutes in thelr Coles County positicuns.
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In regard to teacher-principal relationships in Coles’
County over 707 of the teachers said that their prinecipals
helped with temohing and diseipline problems aud also Obe
served and evaluated thelr teaching. Well overhalf of the
teachers (657) stated that the prineipal ssked their opinions
on sehool poliey snd 63% of the teachers sald that thelr
prineipal delegated extra duties to them, The teachers
evaluated each of these considerations in thelr Colss County
and present positions. In regard to the prineipals! helping
with teaching problems, 47 of the teachers gave"Very Poor"
snd 157 gave "Poor" ratings to their Coles County positions
while 77 of those still teaching geve thelir present positidéns.
a "Verv Poor" reting end an equal number used & "Poor" rating,
Congerning the principals' helping with discipline problems,
Coles County recelved 6% "Very Pooy® and 7% "Poor" ratings,
and 7% of the teachers rated thelir present positions as "YVery
Poor" with mnother 7% giving & "Pooy'rating. None of the
teachers rated thelr Celems County positions in regard to the
prinoipal observing and evaluating their teaching as " Very
Poor" bdut 15% used & "Poor"” reatings For their present
position, 107 of the teaghers gave this consideration & .
"Very Poor" rating,; and 177 gave & "Poox" rating. In Coles
County, 77 of the teachers rated the principal's seeking
teachers' opiniens on sehool poligy as "Very Poer,” sad
snother 134 gave "Poor" retings. Por 3helr present positions,

107 of the teachers used "Very Poor" ratings and 177 used
"Poor' ratig®" In regard to Coles County, 2% of the teachers
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rated the delegation of extra dutiea by thelr principsls as
"VYery Poor" and 4% used a "Poor" reting. Teachers gave 3%
"Very Poor” and T4 “Poor" retings for this oconsideration in
their preseut positions.

Pive major reasons given by teachers for leaving their
Coles County positions beginning with the most f£requent weret
(1) husband acoepted 8 position elsewhere, (2) retirement,

(3) marriage, (4) salary (salary would be the number one
reason if 1t were counted every time it was given as & partial
reagon), and (%) pregrancy. Of these five reasons, all but
aalary were the most frequent reasons given by women, Only
one wom&n used salary as & reason for leaving, and then it was
only a partial resson. The two main reasons glven by men
were: (1) sealary snd (2) oyporthnity for advancement and
more money. Thirteen men (727 of all the men) gave malary as
the whole or partial reason for leaving their Coles County
positions. GSome other ressons given by one or two teachers
for leaving Coles County weret: (1) husbend went to another
university to continue study, (2) low salary and school board,
{3) to move to California, (4) low sslary and laock of parental
support, (5) extra duties, fighting teachers, low pay and
threat of oversize olassen, and (6) to beaome & high school
eounselor.

In Coles County, 4% of the teaschers rated the quantity
of instructional materials as "Very Poor" and 157 gave "Poor"
ratings. For thelr present positions, 3% of the teschers

evaluated this consideration as "Very Poor,"™ and 10% used
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"Poor" ratings. In regard to the quality of instructional
materials, 4% of the teachers rated their Coles County
positions as "Very FPoor" and 77 rated it "Poor." Present
poeitions received 3% "Very Poor" and 147 "Poor" retings.
Cune-tenth of the teachers rated vlassroom appearance 28§
less than "Pair," 13% rated classrcom size as less than "Fair,"
and 137 rated classroom equipment &s less than "Palpr” in
their Ooles County positions. Very few teachers (3%) rated
clasaroom appearance as less than "Fair," 104 rated classroom
gize as less than "Falr," and 17% rated classroom equipment as
less than "Fair" in thelr present positlon. ‘
For discipline in the class, 4% 0f the teachers gave less
than "Fair" ratings, snd, for discipline in the building, 6%
of the teachers gave less than"Fair" ratings for Coles County
positions., Very few of those presently teaching (3%) rated
clags discipline as less than "Fair,” and 6% rated bullding
discipline in thelir present pokition as less than "Pair."
Teachers were asked to evaluate the whole position while
employed in Coles County and where presently empleyed 1f they
were still teaching. Only 4% of the teachers gave thelr
Coles County pasitians a "Very Poor" rating, sand 27 gave 1t
a "Poor" rating. WNearly one-tenth of the teachers (7%) gave
thelr present positions & "Very Poor" rating, and 3% gave it

2 "Poor" rating.

Conplusions
Teacher turnover in Ooles County is not very high, but
the turnover rete in Mattoon 4s high. Therefore, the informatlon
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derived by this study should be reascnably valid for the
Mattoon distriet.

Most of the teachers who left their Coles County positions
were under forty years of age, and nearly half of the teachers
were less than thirty vears old. Also, most of those teachers
who changed positions had been in tﬁueatienal positions for
fewer than ten years. Finally, 70% of those who left had net
taught more than five years in Coles County., This information
tends to indicate that the type of person who changes positions
is fairly young, has had only a few years of educational
experience, and has not taught in once school system more than
five vears. This is also verified by the faet that most of
the teachers had taught in at least two different school systems.

In regard to educational preparation, nearly all of the
teachers who left their Coles County positions had at least a
Bachelor's degree. Over half of the teachers had done graduate
study beyond thelr last degree. This information indicates
that those teachers who left were well prepared in their
profession,

The survey information also points out that the teachers
could make considerably more money elsewhere than Coles County.
Over a fourth of the teachers indicated dissatisfaction with
salary. Salary may be one of the keys to the reduction of
turnover in Coles County.

It seems reasonable to assume, based on teachers'! responses,

that teachers were dissatisfied with extra-curricular duties
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and ¢lass size, and that a considerable pumber vere dlssatis-
fied with the arrangenents for teaching i@@ﬁi&l subjects,
Teachers were also faced with a full day of teaching with

" almoat no free time,

Teachers indlcated some dissstisfaction with thelr relatione
ships with their prineipais. The principals evidently were not
as helpful with teaghing and disoipline problems ag teachers
thought they should have been, They 414 not observe and evaluate
the respondents’ teaching ss several felt he should, and they
3414 not seek teaghers' opinion on school policy to the extent
that they might have., However, the pripeipals must have done
a good job of delegating extrs duties as there was little
eomplaint in that ares,

It also seens reasonadble to conolude that the majority
of the resgong given by teachers for leaving thelr Coles County
positions are not the type that ocan be eliminated by improving
the sahool system, The reasons referred to are retirement,
marriace, and pregrancy. It might be conocluded, then, that
most 0f the teachers did not leave thelr Coles County position
due to some critical dlssatiasfaction but rather due to aspects
of 1ife beyond ¢he sontrol of the school.

However, teaghers 414 lndiocete dissatisfmetion that ghould
not be ignored even though it may not be oritical., Such things
ag the quantity and quality of inatructionsl materials and the
physicel classroom could stand improvement,

In regard to the twenty considerations which teacher®
were asked to evalumte for both thely Coles County positions
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and thelr present positions if they were still teaching, &
greater proportlon of the teachere were less gatlsfied with
nine of the considerations (salary, extra-curricular duty load,
quantlty of inetructional materials, classroom appearenoce,
clagsroom 2ize, teaching mugle, teachlng art, teaching physical
education, and the principals' help with teaching problems) in
thai& Oeles County positions than in their present positions.
About an equal proportion of ﬁéanharn showed dlesatisfaction
with five considerations (class size, noon-hour situation,
class discipline, bduilding diseipline, and the principals’

help with discipline probdblems) in both positions. 4 larger
proportion of teachers shoved more dissatisfaction with six
‘considerations {quality of instructional materisls, claseroonm
equipment, principal eobserving and evaluating thelr teaching,
principal aeeking their opinion on school policy, prinecipal
delegating extra duties, and the whole position) in their
present positions than in Coles County. Although some aspects
of the teaching profession are more satisfactory in Coles
County then elsevwhere does not mean that no attempt at im-
provement should be nmade.

It might aleo be concluded that two of the causes, salary
and poor educational administration, hypothesized to be basic
causes of teacher turnover were at least partially applicadle
to Coles County while the other two, adjustment to & new
gituation and working econditions, were not conclisely shown %o
be appliecable in Coles County. Thisg was probably due to the

inadequacies of the survey instrument.
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Hecommendations

Based on the findings of this study and the knowledge

acquired through its development and completion, it seems

Justifiable to recommend the following:

1.

24

3.

b

The administrators should make every effort to
bring about en increase in the salary schedule.

Additional teachers should be added to the staff
to reduce class size and to teach the special
subjects (music, art, physical education).

The administrators might organize a special staff
of non-teaching personnel who would handle noon-
hour supervision.

The administrators and teachers should be involved
in a new or improved public relations program to
bring about improved parental support.
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EASTERN ILLINOIS UNIVERSITY
School of Elementary and Junior High School Teaching

CHARLESTON, ILLINOIS ¢1920
Phone DI 5-2161

HARRY J. MERIGIS ROBERT SHADICK DONALD GILL
Director Assistant Director Principal, Laboratory School

April, 1965

TEACHER TURNOVER IN THE PUBLIC ELEMENTARY SCHOOLS
OF COLES COUNTY ILLINOIS

Dear Teacher:

Teacher turnover is a local as well as a national problem. Why do
some school systems annually lose so many teachers while others lose so
few? A study on this topic is being conducted at Eastern in conjunction
with the graduate program in educational administration. With your help,
some of the answers may be found and favorable changes made.

The sample for this study includes all those full time classroom
teachers who left the Coles County Illinois public elementary schools
during a five year period from the 1959-60 school year through the
1963-64 school year. For the purpose of this study, the elementary
school consists of grades one through six.

This questionnaire can be completed in a few minutes. Most questions
can be completed with a single check or circle. Although the questionnaire
is composed of three (3) sections, you may not need to answer all of them.
Please read the directions with each section and then decide whether that
section applies to you. It will be very helpful if you will complete and
return the questionnaire as soon as possible. A self-addressed envelope
has been enclosed for your convenience.

Your cooperation will be sincerely appreciated.

Gary L. Howrey
Graduate Assistant
Elementary Education

P.S. Any personal information acquired through this study will be kept
confidential. The general information gained from the study will
be made available to the school boards and administrators of the
Coles County Elementary Schools. :
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SECTION I

General Information

Male Female Age 2. Single Married Other

What is the highest degree that you hold?

B.S. M.S. - Adv. Cert . Ph.D. Other

What certificate(s).do you hold?

Elem. Secondary Special Other

What is your present annual salary? ;

Unemployed $5,000-$5,499 $6,500-$6,999 $8,000-$8,499
Less than $4,500 5,500- 5,999 7,000~ 7,499 8,500- 8,999
$4,500- 4,999 6,000~ 6,499 7,500- 7,999 Over 8,999

How long have you held your present position including the 1964-65 school year? year
Total years spent in teaching or educational positions: yvears
When was your last degree conferred? 19

How many hours of credit do you have beyond your last degree?
semester hours or quarter hours

In how many different school systems have you taught (including this year if now
teaching)? 1 T2 3 4 5 More than 5

SECTION II

THE QUESTIONS IN THIS SECTION REFER ONLY TO YOUR EXPERIENCE IN THE COLES COUNTY PUBLIC
SCHOOL SYSTEM (CHARLESTON, MATTOON, OAKLAND, ETC.)

In what year were you last employed in Coles County?
1959-60 1960-61 1961-62 1962-63 1963-64

How long did you teach there? years

What was your salary when you left that position?

Less than $4,500 $5,000-$5,999 $7,000-$7,499 $8,500-$8,999

$4,500- 4,999. 6,000- 6,499 7,500- 7,999 Over 8,999
5,000- 5,499 6,500- 6,999 8,000~ 8,499



ECTION II Cont'd:

5. How much time did you have for lunch when you had noon-hour duty?
0-10 min. 11-15 16-20 21=-25 26=30 Over 30

6. How much free time(for preparation, coffee break, etc.) did you have
during the class day, not including the noon hour?
0 1-10 11-20 21-30 31-40 41-50 Over 50

7. Did your principal help you with teaching problems? Yes No
8. Did your principal help you with discipline problems? Yes No
9. Did your principal observe and evaluate your teaching? | Yes No
0. Did your principal ask your opinion on school policy? Yes No
)1, Did your principal delegate extra duties to you? Yes No

2. Why did you leave your Coles County position?

} As you think-of your past position in Coles County circle (0) the 1 - Very poor
number which indicates your evaluation of each of the following 2 - Poor
considerations: 3 - Fair

%4 - Good

5 - Very Good
VP P F G
3. Salary . o o o o o o o o o o o o o s o o o o o o o o o o & o o o1 2 3 4
4, Extra=curricular duty load . .« .« o « ¢ ¢ ¢ ¢ o ¢ ¢ o o o o o« o 1 2 3 4
50 Class SiZ€ o ¢ o « o o ¢ o o o o ¢ o o o o 6 s o o o o s o o o o1 2 3 4
6. Quantity of instructional materials available. . . . . o+ . . . . 1 2 3 4

7. Quality of instructional materials available . . . . . . . . . . 1 2 3 4




SECTION III

IF YOU ARE NOT NOW TEACHING, YOU MAY OMIT THIS SECTION

As you think of your present position circle (0) the 1. Very Poor
number which indicates your evaluation of each of the 2. Poor
following considerations: 3. Fair

4. Good

5. Very Good

VP P F G VG

l. Salary. « « o o o o o o o o o o o o o o o e o o o o« s o o o o o o1 2 3 4 5
2. Extra-Curricular duty 1loead. . - o o o o « o o o o o o .o o o o o ol 2 3 4 5
3. Class SiZe. o o « o « ¢ o ¢ ¢ o o o o o o o o o o o o o o o o o ol 2 3 4 5
4., Quantity of instructional materials available . . « . . . « . . .1l 2 3 4 5
5. Quality of instructional materials available. . . . . . « « o . .1l 2 3 4 5
6. ClassSroom appearance. . o + « o o o« o o o s o o o o o o o o o o ol 2 3 4 5
7. Classroom SiZ€. « « ¢ o o o o o o o o o o o o o o o o o o o o o ol 2 3 4 5
8. Classroom equipment . . . . o o ¢ ¢ o ¢ o o o o o o o o o o o o .1 2 3 4 5
9. Arrangements for teaching music . o ¢ « o « o o o o ¢ o o o o o« ol 2 3 4 5
0. Arrangements for teaching art. . o = o o o o o o o o o o o o o ol 2 3 4 5
1l. Arrangements for teaching physical education. . . « « « o« « o o o1 2 3 4 5‘
2. Noon-hour situation . « « « ¢ o o ¢ o o ¢ o o o o o o o o o o o ol 2 3 4 5
3. Discipline in your class . o o o o o o s o o o o o o o s o & o o1 2 3 4 5
4, Discipline in your building . - - « o o o o o o o o o « o o o o ol 2 3 4 5
5. Principal helping with teaching problems. . . « « &« o o o o o o ol 2 3 4 5

6. Principal helping with discipline pfoblems. e o o o o o o o o o o1 2 3 4 5
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MLLOW-UP LETTER
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¥iey 10, 1965

YOUR OPINION IS IMPORTANT
WON'T YOU PLEASE TAKE THE TIME T0 EXPRESS IT

Dear Teacher!

During the past few weeks, you should have received a
gquestionnaire congeraing teacher turnover in Coles County in
grades one through six (1-6)., DPerhape you have not had an
opportunity %0 return 1% as yet., If you haven't, would you
Dlease do o a% your earliest convenlence

At the %@%@&ﬁ_&f this letter are three statements. It
would be very helpful 1if you would (/) the statement
which beat fite you and retura §h$s 1¢§%@x to me in the
ﬁ%ﬂmgﬁﬁg'ﬁ@lfwaééﬁﬁﬁaeé envelop provided.

Thank you,

Gary Howrey
Graduate Asslistant
Elementayy Eduocation, EIU

1. I have migplaced the questionnaire, but I would
return another copy that you might send.
2« Xﬁ&&& return the guestionnaire. |
3. 1 did not return the questionnaire because I am
#till 2 full-time teacher in Coles County in one
- of grades l-6.

4, Other (plemse specify)

MY HAME IS
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