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- 1NTRODUCTIOET'- - 
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' 1  

- Using sa la r ies ,  higher taxes, the need fo r  improved education, and rad ica l  -- 
chwgas' i n  the def in i t ion of a "teacher" demand tha t  fundamental improvements be 
.made Sn OUT system of determining job qual i f ica t ions and p a x f o r  ins t ruct iona l  per- 
sonnel i n  the public schools. This is being recognized increasingly by teachers, 
adminhtratprs,  education associat ions, the StateDepartment of Education, school 

hoards ,  _legislators and the general public. But while there has been much ta lk ,  
not enough act ion is taking place. We a re  continuing t o  s ta f f  most of our schools 

- &d pay most_ of our t q c h e r s  essent ia l ly  as  i n  the  past. 
--. 

- The -way i n  which the public's tax do l la r  is spent f o r  publ ic education has be- 
come important i n  xecent  years, mainly fo r  two re la ted reasons. F i r s t ,  teach- ._ 
ers '  saSaries have been r i s i ng  much fas te r  than previously, producing higher taxes 
and an Increasing concern by the publ ic on'how the school personnel d o l l a r  is  spent. 
Second, changes i n  the t rad i t iona l  pat tern of s t a f f  organization (i. e. , one teacher 
spending his en t i r e  day i n  a self-contained classroom with 30 pupils) a re  beginning 
and need ta b e  accelerated. Both, increasingly, tend t o  suggest the  need -- not 

-, fo r  une job and one pay scale -- but fo r  d i f fe ren t  jobs and d i f fe ren t  pay scales. 

Costs of instruct ion i n  Minnesota publ ic schools (teachers' sa la r i es  and other 
f expenses h r e c t l y  re lated t o  the classroom) increased from $348 mi l l ion to  $388 
6 mi l l ion i n  the 1967-68 school year aver 1966-67. Of t h i s  $40 mil l ion increase, $25 

mi l l ion occurred among the school d i s t r i c t s  i n  the Twin Ci t ies  metropolitan area. 
, ' These .f igures do not include increases i n  2on-instructional school costs,  such as  - 

addn is t ra t ion ,  operation and maintenance of buildings and debt service. . - 
. Cost f igures fo r  the  1968-69, school year are-not  ye t  avai lable,  but ,  because of 

large sa lary  increases, i t  is l i ke ly  t ha t  the increase i n  costs of ins t ruct ion Over 
1967-68 w i l l  be much greater than $40 mi l l ion statewide and than $25 mil l ion within 
the metropoutpn area. Among Twin Ccties area school d i s t r i c t s ,  'salary increases 
fo r  1968-69 - including incremental increases bu i l t '  i n t o  sa lary  schedules - ranged 
from 15 t o  20 per cent. 

\ , 

NQ other loca l  government expenditure dominates a homeowner's property tax b i l l  
or the biennial  appropriations of the State,Legis lature a s  do the expenses f a r  pub- 
l i c  ~choo l s .  To ra i se  $25 mil l ton from the property tax i n  the metropolitan area 

- would require a uniform m i l l  r a te  of about 20 mi l ls .  The actua l  m i l l  r a t e  increase 
from sckool d i s t r i c t  t o  school d i s t r i c t  var ies  consiqerably , .because some d i s t r i c t s  
have a w e a l a i e r  property tax  base than others. - In a few school d ie- t r ic ts  the  school 
m i l l  r a te  dropped o r .  increased very s l i gh t l y  f rorn 1967 to  1968. But i n  some other 
d fs t r i c ts  the m i l l  rate increase was from 50 t o  90 m i l l s ,  producing increases of $100 
o r  more\in &st homeowners' property taxes. About 80 t o  90 per cent of the increase 
was d i rec t l y  a t t r ibu tab le  t o  the school m i l l  r a te  increase. 
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Continued increases i n  ins t ruc t iona l  expenditures a t  exist ing o r  higher ra tes 
- 'are l ikely.  On  a nat ional  bas is  pressures fo r  increased- expenditures, because of 

- growth i n  enrollment, may be  subsiding, but these pressures w i l l  continue i n  the - seven-county Twin C i t i e s  area. _ ~ h &  number'of ins t ruct ional  personnel is expected 

/ 

to  growLmuch- beyond the current f igure of about 20,000 i n  the Twin Cities area. One 
informed estimate is that  the  popalation of th is  area w i l l  double over the next 30 
years. I f  ti?%s occurs, a corresponding expansion of ins t ruct ional  s t a f f  w i l l  be 
necessary. E V & ~  without pressures caused by more population, other factors  w i l l  con- 
t r ibu te  t o  a continuing demand f o r  addi t ional  s t a f f  throughout the s ta te .  These in- -  -- 

dude rhe need t o  replace the maturi-i population of - teachers now i n  the schools, t o  
' f i l l  n'ew -teaching posit ions as the nature of ins t ruct ion changes, t o  provide greater .. 

o p p o r t d t i e s  fo r  kindergarten and prc-kindergarten children and t o  compensate for  a 
declining parochial school 'enrollment. 

5 
Although educational costs a re  increasing and w i l l  continue t o  do so, i t  is  in- 

portant t o  keep t h i s  increase in perspective re la t i ve  t o  other expenditures. For 
example, 5ccording t o  the V, S, Fpartment of Commerce, a t o t a l  of $31 b i l l i on  was - 

" spent on elementary and secondary edycation, both publ ic and pr ivate,  i n  the United 
Scares in 1967. This represents about 3.9 per cent of t he  gross nat ional  product o r  
5.,6 per cent of disposable per$dnal'fncome. In tha t  same year, expenditures fo r  to- 

' bacco and alcoho1,were $23;6 b i l l i o n  and f o r  recreation, $30.6 b i l l i on .  

The question faced i n  t h i s  report  is not whether more money is needed f o r  edu- 
cation. The question is whether,the addi t ional  do l la rs  w i l l  be spent i n  the same 

' way as  i n  the past. The nat ional  Committee fo r  Economic Development, i n  a statement 
issued July, 1968, t i t l e d  "Innovation i n  Education: New Directions fo r  the Americ~n 
school-," s ta ted  as follows : 

\ 

Our concern is with the way these increasing sums w i l l  be spent -- whether 
they w i l l  be spent e f fect ive ly  i n  r&sing educatioinal produqtivity and i n  
ra is ing the qual i ty  of i ~ t r u c t i o n .  If past trends continue, and the money 
is expended on: the gonventaonal format of education, we are concerned lest 
these sums be absorbed i n  - large p a r t  in across-the-board ra ises  t o  teachers 
under senioritp-based sa lary  schedules and i n  small and indiscriminate -- 

- though cost ly  -- reductions i n  c lass s i z e  . . . In our view, i f  the qual i ty  
of schooling is t o  be raised a t  a cost tha t  is  acceptable i n  t ens  of pre- 
sen t  school~expenditures, asbreakthrough is required i n  ins t ruct ional  pro- 

- - cedures and inst ruct ional  organization of the nature described i n  th is-s ta te-  
ment. - 

- 
Our goal is similar?, We urgerctZy w e d  t o  get axbetter return from the schoo2 

' taX hzzar ,  not S ~ Q ~ Y  tfy t o  hold -_the overa l l  increase i n  costs. 
/ 

Unf ortunatqly, t e b i o n s  between school -boards and teachers appear greater today 
tdan ever before. Serious discussions about s t r i kes  a re  -under way i n  school dis- 
t r i c t s  where -such discussion prevkously never had been considered. working essen- 
t i a l l y  within the t rad i t ional -sa lary  schedule, which emphasizes longevity and college - t rz in ing as a bas is  for dete&niGcompensation, school boards and teachers a re  
f inding i t  increasingly d r f f i c u l t  t o  teach settlements. Teachers are demanding sub- 
s t a n t i a l  improvements i n  sa la r i es  fo r  t he i r  owa economic benef i t  and t o  a t t r a c t  and . 
re ta in  highly- qual i f ied personnel. School boards, faced with increasing opposition 
from concerned taxpayers, a te  res is t ing  pressures to give large salary increases to  - ' 

all teachers, regardless- of t he i r  individual job responsib i l i t ies  o r  performance- 
. 
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We are condhced that 'unkss the baste system for allocating the instmctional 

dolihr is changed, the confrontation between teachers and school b& will con- 
, - tinue mrd 3ecome even more serious. 

d 

, - Changes i n  a l l oca t ion  of the  tax  do l l a r  f o r  i ns t ruc t ion  w i l l  no t  succeed un- 
. .. less they meet the fol lowing c r i t e r i a  : . - 

-- They must complement and encourage, not  hinder, changes i n  the organiza- 
, t i on  of i ns t r uc t i on  which a r e  designed t o  improve education of youth. - 

Y- They must be developed with t h e  f u l l  cooperation qnd par t i c ipa t ion  of in- 
/- s t r uc t i oaa l  personnel and must serve to  upgrade the profession. - L 

c 

-. -- They must provide taxpayers wi th as-surance t h a t  schools a r e  making b e t t e r  
use of the tax  do l la r ,  

Despfte the apparent divergent i n t e r e s t s  of teachers and school boards, a s  
- evidenced by today's negot iat ions,  we  fimd a r e a l  opportunity t o  un i te  these pa r t i es  

i n  a system which w i l l  m e e t  t he  abwe  c r i t e r i a  and be  sa t i s fac to ry  t o  both. We have 
found a surpr is ing degree of common i n t e r e s t  which can un i te  teadhers and school 
boards. Representatives of both groups have supported -- i n  fact, suggested -- 
nany qf the ideas i n  t h i s  report,- Teachers and school boards need t o  s t ep  back, - 
s o  t o  speak, from the tensions af  present  negot iat ions oyer s p e c i f i c  s a l a r i e s  and 
work jo in t l y  t o  improve the e n t i r e  system t o  t h e i r  mutual advantage. Our reconmen- 
dat ions a r e  a suggested course f o r  un i f i ca t ion .  



We di rbct  our recommendations f i r s t  t o  each l oca l  school board, its administrs- 
t i ve  and ins t ruct iona l  s t a f f ,  and to  the  State  Board of Education and i ts s t a f f .  
They a re  responsible f o r  the poJicy decisions o_n theypera t ion  of the,publ ic  schools. 
bje also d i rec t  these recommendations t o  th$ various educational assocJations at the 
loca l ,  s t a t e  and nat ional  l eve l ,  teacher t ra in ing i ns t i t u t i ons ,  our s t a t e  leg ig la tors  
add the general public. \ . ' - - 

Two cent ra l  goals 6f t h i s  repor t  -- t o  improve the a l locat ion of the tak do l lar  
and t o  Gc rease  the product iv i ty  of the teacae_r -- re in force ea=h ,other and lead to  
our major rec~mmendation: Differentiate the teaching assQrtment and the compensa- 
tion schedute: , 

The recommendatioas a re  summarized here i n  the  same categories a s  are used fo r  
. organization bf the report. - I 

- 
1. Auxiliary ~ e i s o n n e l  -- Employ teacher aides -- persons without a profess- 

ional  teaching c e r t i f i c a t e  -- t o  perf om those- classroom and classroom-related re- 
spons ib i i i t i es  which do not requi re  a four-year col lege degree. Review the number 
of professional teachers needed i n  a school accordingly. 

- 2. Compensation -- Establ ish a d i f ferent ia ted s ta f f i ng  plan £or the instruc- 
t iona l  s ta f f  i n  the publ ic schools, by.'whi&- per_sonriel a re  c lass i f ied  according t o  
the i r  d i f fe ren t  Sobs and leve ls  of respons ib i l i ty  and compensated accordingly. Es- _ 

tab l ish a systematic method of evaluating the performance of personnel i n  various 
types of jobs t o  provide an acceptable bas is  f o r  determining promotions and fo r  
granting tenure according ta the ca l iber  of performance. After establishment of 
d i f ferent ia ted s ta f f ing ,  use the techniques af_supervision and evaluation which were 
developed fo r  the d i f ferent ia ted pzan t o  determi'ne the extent  t o  which -- within a 
given job c lass i f i ca t ion  --- some compensation can be based on ca l iber  of performance. 
~ b o l i s h  a rb i t ra ry  sa lary  levels,  f o r  personnel who transf er 'from other school sys terns. 
provide a mechanism outside the framework of $he teachers' council whfch negotiates 
ss la r i es ,  wher&y teasers can have a continuing, meaningful par t ic ipat ion i n  the 
decision-making process on educational matters. 

3. Term of Teacher- Employment -- Adopt 12-month s'alary scheduleb f o r  teacheks 
and adjust salaries fo r  fewer months ,6f employment. Provide opportunit ies f o r  12- 

/ month teacher employment. Experiment with ways to  make be t te r  use of the 12-month 
~ e r i o d ,  incfudlng staggered nine-month terms, par t i cu la r l y  f o r  high school students. . 

- .. 

4. Business Manmement of. the Schools -- Give greater  emphasis t o  separat ing 
the ro les of the professional educators . f r p  the business administrators i n  the- 
publ ic  schools*- Develop improved budget-fiscal information $ystems t o  make possible - 

the %dentif ica t ion of program costs and the extent t o  which program object ives a re  
achieved. -Provide fo r  continuing, f orma1 &tact  and a r e d i d e  planning among school 
boards i n  the Twin Cities rneiropolitan area m m a t t e r s  of mutual concern. 

J 
.-. '. 

\ 
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r b i l i a r y  personnel, br teacher aides, are,  non-certif i e d  persons who p e r f o h  
classroom-related du t ies  which don't requ i re  a col lege degree. U s e  of teacher aides 
frees the  professional  teacher t o  devote more of h i s  t i m e  t o  teaching. 

I., - m n g s  .. . .  and Conclusions 
. . ,, 

d 
A4 'me of teacher a ides is l imi ted ik  publ ic  smoo ls  today. The t rad i t i ona l  

prart&= of having a cer\t i f icated teacher responsible fo r  a l l  the  dqt ies  re la ted  to 
classmWi. instructi-on continues t o  be the prevai l ing pat tern.  

B. h subs tan t ia l  p a r t  of t he  average teacher's t i m e ,  from 115 t o  2/3,"according,, 
4 t o  one. est imate , is spent with &ties which do not  require p r d e s s i o n a l  t ra in ing -- 

dut ies  Whlch could be habdled by persons who a re  not being paid professional  sa la r ies .  
These dut ies  include such th ings as typing, keeping records of grades, taking atten- 
dance, d e c k i n g  ob jec t ive  tests, handling audio-visual equipment, supervising lunch 
p e r i d e  and study h a l l s ,  chaperoning f i e l d  t r i p s  and help-ing chi ldren w i t h  t he i r  
coats and overshoes i n  the winter. r 

- 
C- Management consultants point  t o  a waste of valuable resources when profes- i 

s ional ly-trained personnel occupy large amounts of t he i r  time on dut ies  which couldL 
be handled by others at lower sa la r ies .  

D. Teachers a re  demanding more and more tha t  they be given adequate time foe 
professional dut ies.  This has not  been'pos&ble because they have had t o  occupy S O  

2 much of t h e i r  time i n  wofk whtch is not re la ted t o  t he i r  professional  training. 
< 

E. The S ta te  Board of Education has adopted a p o s i ~ i o n  paper which indicates 
how teacher aides may be used, but  the statement f a l l s  shot't of recommending t ha t  , 
s'chool d i s t r i c t s  employ aides. S ta te  Board regulat ions a re  s i l e n t  on the use of 
teacher aides. One regulat ion c a l l s  f o r  a t  l e a s t  one teacher f o r  every 30 pupi ls,  
ba t  no mention is made whether t H i s  r a t i o  can be changed i f  aides a re  employed. 

F. With the help-of federa l  a id,  the Minneapolis Publ ic  Schools have embarked\ _ 
on one of the most extensive uses of teacher a ides i n  the nat ion. Only two s-chsbl 
' d i s t r i c ts?  tffnneapolis and New York, have fu l l t ime administrat ive s t a f f s  fo r  teacher 
a ides- Response from teachers has been s o  g rea t  tha t  the demand exceeds funds avai l-  
able to  supply a l l  the a ides fequested. Teacher a ides have been used p r i m a r i l ~  i n  
schools with disadvantaged chi ldren i n  Minaeap~l is  and have general ly represented a 
ne t  addi t ion- to the  s t a f f  , and have not been accompanied by adjustment of the nunbet 
of -certf f i ca ted personnG1. - 
- 

G. LimSted research avai lable on the use of aides i n  Minnesota has revealed_ an 
improv=ent i n  t he  qua l i t y  of education. - . 

2 
\ 

11. Recommendations 

Employ teacher a ides -- persons without a professional teaching ce r t i f i ca te  -- 
t o  perf OW those classroom and classroc&related respons ib i l i t i es  which do not re- 
p i r e  a four-year col lege degree. Review the \number of professional  teachers needed 
-,a s choo 1 accordingly. ', - - '. - 

.-\ . . ...* . . 

,- "redrick: V. HAyen, consuliant i n  teacher aides f o r  the ~ i n n e a p o u s  Public 1 , . " ,. - -Schools ,, a 'national ' author i ty  on teacher aides. ; ,. ~ 
: ['' 

~ - - . , 

? 
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. F 
Public schools of Minnesota should molr'e inmediately t o  expand substant ia l ly  the - 

number of - teacher aides. This w i l l  require a commitment by school boards~, school 
super in tmd~n ts  and administrators and teachers. Leadership is needed by a l l  parties. 
It cannot be l e f t  t o  a* s ing le  group. H ~ e v e r  , each loca l  school Board, as the 
policy-making body, begrs a par t icu lar  responsibi l i ty  t o  provide leadership. Spe- - 
c i f i ca l l y ,  we r'ecommend as follow's: , 

\ . - 
A. _Local - School Boards - Each individual schodl board should Gnde~take a 

program t o  expand subs tan t i a l l y  - the use of teacher aides, Meaningful part ic ipat ion 
by teachers i n  deveSopment of the program w i l l  be key t o  its success. The number 
Q£ new cer t i f i ca ted  personnel t o  replace those who-leave-or to  accommodqte increas- 
ing enrollment needs to  be evaluated i n  the l i g h c o f  the number of aides which w i l l  
be hired. School boards should adopt c lear job qual i f icat ions,  including previous 
educational t ra in ing and work experience, for  the d i f fe ren t  types qf aides to be - - employed. 
-. 

B. Education ~ s s o c i a t i ~ w  - Regional and s t a t e  assot iat ions of administrators, , - 
teachers and school boards should indicate t h e i r  support for  expanded employment o f -  

' 

-teacher aides if they ha ie  not already done so. 
i'- 

C. s t a t e  Board of education -- we\ recommend strong, posi t ive leadership 'by the 
State Board of Education i n  encouraging use of teacher aides. Specifically-, the 
State Board should do as follows: \ - . 

--. Endorse the use of teacher aides, show how they. can be \pf f ect ively used, 
and encourage individual sch6iol d i s t r i c t s  t o  employ /them' - 

- -- Make i t  c lear ' that  S ta te  Board regulations requir ing one ,teacher fo r  eveV 
30 pupils i n  the classroom are fo r  s i tuat ions where teacher aides are  not 
necessarily employed, and that  the r a t i o  teed not be taaintained'under an , 
ef fect ive teacher a ide program. 

-- &lake funds ~ v a i l a b l e  fo r  experiments i n  broader use of teacher aides by \ - 
. 

school d i s t r i c t s .  School d i s t r i c t s  may be re luctant  t o  undertake a teacher '- 
aide program unless they see the resu l ts  from a p i l o t  project nearby. 

', 

-- Consult with o f f i c i a l s  i n  other professional f i e lds  s i d l a y l y  beset by 
shortages of increasingly expensive manpower, f o r  exGple, medicine and 
engineering, f o r  guidelines on the u t i l i za t i on  of auxi l iary personnel-.to 
a s s i s t  professionals, ' 

I 

I -- Encourage employment as- a' teacl ier a ide as  par t  of t ra in ing f o r  eventual - 

entry in to  the teqching professioh. 
. . - 

, -- Develop costfbenef i t  data t o  ind icate-& school boards how, the  use of . . - teacher aides makes possible the more e f fec t i ve  Gse of l imited resources. . 
\ 

. . 
-_ -D. Teacher-training -- P jospective teachers ~ h o u r d  be: t ra ined i n  the , . s u ~ e ~ i ~  - - . 

ion and u t i l i za t ion  of auxiliary+ersonn.el.,.' ~n-serv ice  , t t& i i i lg  should h6 provided .. 
for  teachers a l ~ e a d y % ~ l o ~ e d .  P&rsons unaccustomed: to  vorking with assistants ; w i l l .  . . 
have t o  be s h e  how to-mak;? t h k ~ ~ e s  t use of them. c 

- .' . 
- .  

i - -  , '. 
-. . . ., . . i> _,. :-._. . 
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111. Discussion 

Use of teacher aides may be the best opportunity now avai lable f o r  making bet- 
6 ter use of the school personnel dol lar .  There probably is do s ing le  area of instrue- 

%ion where the mutual in te res ts  of teachers ahd taxpayelts w i l l  be more i n  common. 
With sides, teachers can be f ree  t o  f u l f i l l  t he i r  professional resgpnsib i l i t ies  and 
not Be forced to  spend valuable time on classroom-related dut ies which do not  re- 

' quTm pxofessional training. The taxpayer w i l l  not  be forced to  pay professional- 
lev& sa la r ies  fo r  work which does not reqpire professional training. A p r ~ f  ession- 

3 a1 qducwtor should not have t o  spend a considerable amount o f t l h i s  -time helping stu- 
-den&, take off overshoes, monitoring lun~hrooms, t a k h g  attendance, Gorrecting ob j e c  

- ' tive peers 9 ~ b ~ p e r o n i n g  f i e l d  t r i ps ,  and so for th.  
- 

ge see many advantages i n  moving t o  the teacher a ides.  They include: 

-- with broader use of teacher aides the need t o  maintain a spec i f ic  pupil- 
teacher r a t i o  w i l l  be less important. A school d i s t r i c t ,  ra ther  than mek- 
ing to  reach a cer ta in  plipil-teacher ra t i o ,  w i l l  emphasize gett ing a greater 
mount of professional teaching time from each teacher. Reduction i n  the 
s i z e  of a c lass  per professional educator is a very expensive e f fo r t .  S* . 
Vera1 questions have been raised as  t o  whether the ex t ra  expense is worth 
the e f fo r t .  The question is not  whether students would benef i t  i f  the c lass 
s i z e  w e r e  lowered, but whether th'e benef i ts would be greater i f  the same 
amount of money were spent i n  other ways. It is most important t ha t  the 
State Board of Education make i t  c lear  t ha t  its recornmengation of one Pro- 
fessional  per 30 students is  not in f lex ib le ,  and tha t  w i t h  the use of teach- 
er aides t h i s  r a t i o  can be greater than one to. 30. 

-- W e  have been informed of a c r i t i c a l  manpower shortage i n  educstion, as re- 
ported i n  February 1969 by the U. S. Office of Education. Te_acher aides 

. a re  a-vehic le f o r  easing the shortage, because the  demand fox f u l l y  certi- 
f icated personnel w i l l - ~ o t  be as great i f  non-certif icated persons can be- 
used ef fect ive ly  i n  the classroom. Ever-increasing demands on education, 
including the mwement toward individualized- instruct ion,  ear ly childhood 
education, increased guidance and counseling services, growth of community 
colleges, improved vocational programs, expansion of opportunit ies f o r  the 
handicapped and special  e f f o r t s  to  meet,the needs of the disadvantaged, dl1 
contribute t o  increased pressures fo r  education manpower, the report  s ta tes -  

-- Teachers have long maintained the importance of $upgrading t h e i r  profession . 
and have urged,that entrance requirements i n to  the p ro fess im be tightened. 
This has been d i f f i c u l t  t o  accomplish to  date, a t  l e a s t  par t ia l l y  because 
of a fear  there won ' t be enough teachers. Even G i  t h  an expansion of teacher 
aides, a substant ia l  demand f o r  cer t i f icated personnel w i l l  continue, as. 

- indicated by the manpower shortage outl ined> abav;. Nevertheless, the use of 
teacher aides w i l l  keep the demand from b e c e n g  even p e a t & ,  and e n a b ~ e  -. 
entrance requirements i n to  the teachiag _profession to  be s t r i c t e r  than they 
otherwise could be. 

-- The teaching profession, through the broader use o f  teiaclier a i d e s ,  would b? ' 

f o l lw ing  a pat tern whi-ch has been w e l l  establ ished i n  other prof ~ s s i o n s -  - 
Hospitals have very ef fect ively used nurses aiaes md licensed prac t i ca l  

-1 
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nurses t o  perform many du t ies  which do not  requ i re  a h igher-pad reg is te red  - 

nurse. W e  can imagine how proh ib i t i ve  medqcal costs'  would be i f  only regis- - 
" tered nurses were allowed t o  work wi th pat ien ts .  In pub l ic  sa fe t y  wo~k', 
policemen long opposed proposals t o  use meter maid9 f o r  m i t i n g - p a r k i n g  - 

t i ckers .  Yet t h e i r  uke has proved t o  be very- successfu l  and has, f reed 
po l i ce  f o r  work f o r  which they were t ra ined.  _The  engineering profession 

- 
makes extensive use of engineering a ides andz'engineering technicians t o  , 

- 
provide ass is tance t o  profess$onal engineers. - 

\ 

A major untapped manpower resource can be ut i l ized- ' through employ&nt o l  
teacher aides. Undoubtedly, there a r e  many housewives and o thers  who-would 
work very w e l l  wi th chi ldren bu t  can only work part-time and do not  have a 
f u l l  teaching c e r t i f i c a t e .  The experience i n  Minneapolis ind ica tes  t h a t  , 

some of the  bes t  r e s u l t s  with teacher a ides have come from thase who l i ve-  
i n  the  sane neighborhood as  the  chi ldren and can r e l a t e  c losely t o  t!h~n. 
This is pa r t i cu l a r l y  imp'ortant i n  schools with a lazge percentage of disad- 
vantaged youth. I n  such s i t ua t i ons ,  the  teacher aid,program can serve as 
a source of employment f o r  low-income people. The teacher a ide can use h i s  
job a s  a t ra in ing  ground f o r  upgrading h i s  own employment s t a tus .  - 

-- An experimental study by the Minneapolis Pub l ic  Schools has revealed t ha t  
i n  kindergarten c lasses  where teacher d d e s  w e r e  used the rea-ding *readiness 

-- scores of chi ldren were higher than i n  classrooms where the  a ides were not  
wed .  

Although a few  a ides are employed i n  many suburban d i g t r i c t s ,  the  teacher a ide 
movement received a major push i n  Minneapolis because of the  ava i l ab i l i t y  of federa l  
funds under the Elementary and Secondary Education Act. About 90 per  cent of the - 

cos t  of the a ides has been financed through f ede ra l  do l la rs .  Some four years ago, 
Ghen the  teacher a ide program began i n  Minneapolis, teachers were somewhat skpe t i ca l  
about the program. Mow, school  o f f i c i a l s  say the  diemand is s o  g rea t  t ha t  i t  cannot - 
be f i l l e d *  mere are  some - 800 a ides,  and an add i t iona l  1,600 could be placed. Suc- 

- cess is evident  elsewhere. A recent  survey of 82 of t he  dargest  school d i s t r i c t s  i n  
wiseonsin by the School of Education, Wisconsin S t a t e  Universi ty,  Oshkosh, ~ e v e a l e d  - 

t ha t  a l l  d i s t r i c t s  but  one were react ing  favorably t o  t h e i r  teacher  -ai,de program. 

A pos i t ion  statement by t he  S ta te  Board of Educat'ion on the use of teacher 
a ides s t a t e s  tha t  aides may perform any dut ies  i n  the  classroom t h a t  the  professional  
teacher may assign. I n  Minneapolis the re  a r e  three c lass l f i ca t ions  of teacher a ides,  
and a four th is planned f o r  the  future. Aide I ha's the foll?wing respons ib i l i t i e s  : - 
Take attendance, g ree t  pupi ls  and encourage pup i l  pa r t i c ipa t ion ,  cor rec t  object ive- 
type Papers, Prepare materials f o r  teacher, operate machines, arrange p ic tu re  f i les,  
arrange i n t e r e s t  centers,  make and use f l ash  cards, superv ise small  groups of child- 
ren,  and l i s t e n  t o  pupi ls  read. The hourly rate of pay was $2.00 f o r  1968-69. ./ 
'-- 

Aide 11 is &signed t o  the fol lowing types of  funct ions: delp s tudents  both 
indiv idual ly  and i n  groups, he lp  chi ldren develop independent s k i l l s ,  such as read- 
ing  and w r i  t i ng  , arrange b u l l e t i n  boards, make work sheets  , make overhead mans par- 
encies,  t rans fe r  marks t o  repor t  cards, cor rec t  workbooks, co l l ec t  lunch and , . - 
prepare repor ts  f o r  off  ice, compile resource materials f o r  t he  teacher, set up aP- 
pointments and conferences f o r  the  t e a c h e ~ ,  telephone parents f o r  t h e  teacher. The 
r a t e  of Pay f o r  an Aide 31 w a s  $2.46 an hour, f o; 1968-69. . . 
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An Aide IT1 is assigned the following functions:, Perfom inst ruct iona l  act i -  
v i t i e s  as  prescribed by the teacher, carry out  d i rected tasks in  the l imi ted absen- 
ce of the teacher, a s s i s t  the teacher i n  making daizy plqns, work with chi ldren who 
have spec ia l  problems, work with small groups w h i l e  the teacher is working with the 
larger c lass group, prepare monthly attendance reports, par t ic ipate i n  parent- 
teacher conferences, p lan bu l l e t i n  board arrangements and keep them current, a s s i s t  
the teacher i n  a l l  areas of work, and plan projects and help chl ldren carry th'em 
out. The r a t e  of pay'for ad Aide 111 was $3.25 an hour-for 1968-69. 

. , . - 
Job respons ib i l i t ies  f o r  an Aide I V  have not ye t  been outl ined. Such a person - 

w i l l  have at l e a s t  two years-of col lege and w i l l  be i n  t ra in ing t o  become a fu l l y  
cekt i f icated teacher. 

A teacher a ide needs the opportunity t o  make _a career out of h i s  job, a t  what- 
ever leve l  Q £  a ide he happens t o  be. Programs should be made avai lable to allow: 
aides t y  receive fur ther  t ra in ing,  with the prospect of advancement. 

i 

f t must be c lear ly  understood tha t  the f u l l  po ten t ia l  6f the  teacher a ide pro- 
gram w i l l  not be real ized unless the t rad i t iona l  idea of having one p ro fe~s iona l  

'-teacher f o r  every 30 pupi ls  is  modi'fied. The extra costs of adding teacher aides 
t o  the school system cannot be accomplished without a reduction i n  the number of 
professionals which otherwise would be needed. It must be recognized tha t  the dol- 
l a r s  avai lable f o r  publ ic i 'mtruct ion are limited'; The teacher a ide program is a 
wap tp  make be t te r  use of these dol lars.  Looking m ' t h e  future,  i t  w i l l  be cheaper 
to  provide a qual i ty  progran with a mixture of auxi l iary and professional s ta f f  than 
wfth professionals exclusively. - 

Employment of teacher aides'wil l  not involve any replacement af teachers n m -  , 
on school s ta f f s .  But, as  professional teachers r e t i r e  or  resign, and as additionL' 
a1  personnel a re  needed to  ser\ie increasing enrollment, a combinatidn-of a ides and 
cer t i f ica ted persoanel can be hired. 

1 

Final ly, w e  recognfze the opportunity to  use volunteers t o  a s s i s t  i n  many ways- 
' in the school. For example, Minneapolis has a cbmmunity resource volunteer- program 
i n  which individuals trained i n  many f i e l ds  come in to  the classroom to  enrich the - 
curriculum. Also some schools have mothers who serve, unpaid, i n  such capad<ies 
as monitoring hallways. I 

COMPENSATION . 
. . - 

Tite current method o£ determining teacher.' base sa la r i es  takes Wo factors  . 
in to  consFderation: Length of serv ice i n  the school s y s  tem and-the amount of ~ 0 1 -  

lege training. This is known a s  the s ing le  sa lary  schedule. Lowest pay on the - 
salary schedule is fo r  f i rst-year teachers d t h  no more than a bachelor' s degree, 
Some teachers with l e s s  than a bachelor's degree st i l l  a r e  on the payrolJ. They were 
'igr'andfatheredl' i n  when regulat ions of the S ta te  Board of Education were changed t o  . 
req*re a t  1east .a bachelor's degree fo r  a teaching cer t i f i ca te .  

A sa lary  schedule usually provides for  annual increases, cal led "increments," - 
year by- year f o r  9-12 years, depending upon the school d i s t r i c t .  A school board . - 

has the author i ty  to. withhold increments, but  thi's i s  rare ly  done. The salary 
schedule ~ r b v i d e s  fo r  higher sa la r ies  -at,  each year of experience ,- depending upon 
the number of addi t ional  college credits, o r  other ap&oved t ra in ing,  beyond the \ 

, - 
9 

-- 
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t raining by allowing only very -limited salary increases f o r  teadiers-who choose to  - 

\ bachelor's degree. Some school d i s t r i e t a  encourage teachers t o  obtain additional' - 

\ , - 
remain a t  the bachelor's degree level .  

. I . 
The spec i f i c  compensation l eve l -a t  each s tep ' i n  t he  sa lary  schedule h is tor ica l -  

l y  has been revised upward annually by.each school board. A teacher who is a t  the  
maximum salary  i n  experience, and iiho does not qud-lify fo r  higher pay beca&e of 
addit ional t ra in ing,  w i l l  st i l l  receive an annual increase i n  pay based on the L ,  

changes i n  the salary schedule. - 
- 

< 

It is possible f o r  a teacher, depending upon h is  experience and training, t o  7 

obtain, i n  e f fec t ,  three increases i n  pay from one year t o  the next: H i s  regular 
increment fo r  h i s  experience, the  increase because of-advancement i n  college train- 
ing, and the increase because the en t i re  salary schedule was upgraded. About 75 per 
cent of t he  teachers i n  the metropolitan area have not y e t  reached maximum salary 
f o r  experience. Therefore, they a re  receiving each year a .  increase based on the . -. 
regular increment f o r  experience, plus the increase because the en t i re  salary sched- 
u le  is upgraded. Many school d i s t r i c t s  with a large nrrmber of teachers who have \ 

not yet  reached the maximum sa lary  have ye t  t o  f e e l  the f u l l  impact of t he i r  sa lary  - 
schedules i n  t he i r  budgets. A s  more and more teachers -reach t%e maximum, overa l l  
costs to  the school system increase. 

The base' sa lary  -schedule does not r e l a t e  compensation 1e;ils to  -such fac to rs  . - 
as individual i n i t i a t i v e ,  classroom perfomance, or  supply and demand fo r  teachers 

- 
i n  d i f ferent  subject  areas. Teachers with the same experience i n  the school system 

. and the same amount of t ra in ing a r e  paid the same base salary. - 
Many teachers receive addi t ional  cobpensation beyond the basic salary'schedule 

for-addit ional dut ies.  This addi t ional  compensation covers a wide var ie ty  of re- 
spons ib i l i t i es ,  such as department chairman, teaching s m e r  school, dr iver train- \ 

ing , coaching a th le t i cs  o r  dramatics, chaperoning, t icket-taking , and teaAing 
\ - 

adult  evening s c h ~ o l .  
. -, 

I.. Findings and Conclusions 
- 

, . 
A. Advantages of the si&2e sa lary  schedule -- We explored i n  d e i a i l  t he  pros - ' 

and cons of the s ing le  salary schedule i n  our meetings with leaders of teachers' 
organizations, school boards, administrators, s t a t e  education o f f i c i a l s ,  arhd others. - 
Some persons argued tha t ,  while t he  s ing le  sa lary  schedule has its fau l ts ,  t he  f a u l t s  
have been exaggerated, and fur ther  there is no acceptable a l ternat ive a t  t h i s  t i m e .  . 
Among the advantages citea were : 

1. Ease of administration -- Once the salary schedule is agreed %pan; school 
' 

administrators have no trouble determining how much coapensation to  p.ayXeach 
teacher. A lL tha t  is necessary is t o  knwg a teacher's length of service and the 
extent of h is ,  training. Administrators a re  not required t o  make value jkdgrnents ' 
on the ab i l i t y  of teachers to  perform the i r  tasks. Because each .adminiStFator 

- may have 30 o r  mor,e teachers working d i rec t l y  under him, i t  would be very c l i f f % -  . 
cu l t  t o  make such value judgments. I - 

-- 

2 - equal it^ between elementary and secondary -- . Years ago, .. elementary teachers ; 
were paid less Ghan secondary teachers. The s ing le  salary schedule, is credLte'QL , 

wi th '  helping to  end t h i s  discriminatory prectice. 
,. . ., : , , .< 

. . C' . . : 
. -2 4 . ~ s .  , : 
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3. Equal i ty between men and women -- Although wage discr iminat ion on t he  bas i s  
of sex  is now prohib i ted by federa l  law,-the s ing le  sa la ry  schedule is credi ted 
with helping t o  end t h i e  discr iminatory p rac t i ce  before the  passage of the  fe- 
d e r a l  law. I 

L .. 

4 .  Incent ive f o r  add i t i ona l  t ra in ing  -- The s i ng le  sa la ry  schedule perrnfts a 
teacher who receives add i t i ona l  col lege c red i t s  sr equivalent t ra in ing,  as al- 
l e d  by the school board, t o  be 'rewarded with add i t iona l  pay. This incent%ver 
serves t o  upgrade the overa l l  educat ional l eve l  of t h e  professional  s t a f f .  , 

I 5. May he lp  morale -- T t  is claimed t ha t  the  s ing le  diary sch'edule helps - . 
teacher morale because a teacher knows h-is sa l a r y  is not  the  product of some 
evaluat ion i n  which he  has no-confidence. 

B, Disadvantages of the  s i ng le  salary schedule -- Ma~y of the  resoutce,persons 
we- met with sa ld  t ha t  the  problems wi th the s ing le  sa la ry  schedule are so  g rea t  t ha t  

' 
i t  must be revised so  as t o  d i s t r i b u t e  t he  personnel do l l a r  more equitably- and more 
i n  l i n e  wi th educat ional goals and & j ect ives  . Spec i f ica l ly  , the  fol lowing disad- -- 
vantages were c i ted :  - 

1. N o t  r e f l ec t i ve  of changes i n  ins t ruc t iona l  p rac t i ce  -- The s i ng le  salary - 
schedule may have been appropriate f a r  the  day when every teacher was i n  a self- 
contdned classroom, responsible f o r  the  e n t i r e  ins t ruc t ion  of a s p e c i f i c  number 
of pupi ls .  Many changes are taking p lace i n  the pub l ic  schools today, involv- 
i ng  a var ie ty  of i ns t ruc to rs  with d i f fe ren t  job r e s p g s i b i l i t i e s  working xdith 
the  same pupi ls .  The s i ng le  sa la ry  schedule does not  f i t  these new types ~f in- 
s t ruc t ion ,  suck as modular scheduling, team teaching, and individual ized in- 

!- st ruc t ion -  There is  no way f o r  teachers t o  be placed a t  d i f f e ren t  sa la ry  ranges 
according t o  job respons ib i l i t y .  There is a poss ib i l i t y  t h a t  re tent ion  of the 
s ing le  sa la ry  schedule w i l l  impede maximum development of new methods of teach- 
ing  involving d i f fe ren t  job respons ib i l i t i es  f o r d i f f e r e n t  i ns t ruc to rs .  

, 

The importance of the  changes i n  ins t ruc t iona l  p rac t i ce  are re f lec ted  i n  the  de- 
s ign  of new school bui ld ings,  where provision is made f o r  f l e x i b i l i t y  i n  the 
s i z e  of classrooms, t o  serve a'>few pupi ls  i n  small discussion groups, a la rge 
h e r  f o r  a lec tu re ,  and ind iv idua l  study. However, the  system-of teacher con- 

, pensation has not  changed. 

2. Fa i l s  t o  recognize teacher d i f ferences -- There. was alms t Ur.kanim0US agree- 
;nest sthat a fundamental problem wi th  t he  s ing le  sa la r y  schedule is t h a t  i t  re- 
cognizes only longevity and t ra in ing fo r  determining -base compensation. A 
teach&'s innovation, t i l e n t  and enthusiasm, fo r  example, a r e  no t  -factors i n  ' 
the  s ing le  sa la ry  schedule. The use of the  single sa la ry  schedule impl ies t ha t  
d i f ferences i n  teacher - 'abi l i t ies do not exist o r ,  i f  they do, t ha t  t he  d i f fe r -  
ences don' t - real ly  matter. Because the s i ng le  sa la ry  schedule is insu f f i c ien t  
as a veh ic le  f o r  compensating ce r ta in  highly ta lented teachers,  stdiool d i s t r i c t s *  
t o  some extent ,  "get around" the l im i ta t ions imposed by the  s ing le  sa la ry  sched- 

- u l e  by giving some teachers addi t ional  assignments, such as curriculum-writing, 
with addit iona4 - pay, + - 

, - , 
3. Over-emphasis on longevity -- The s i ng le  sa la ry  schedule provfdes higher Pay 
f o r  each year  of experience up t o  about the 12th year, We were informkd of a 
number of s tud ies  which ser iously.  questioned the bene f i t  of a d d i t i d -  --+-- 
ence beyond f i v e  t o  e i gh t  yeam, ,- 

r , 
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- -4. Over-emphasis on col lege t ra in ing -- The s ing le  salary- schedule cornpensat- 
a teacher a s  i f  h i s  conpetence automatically is,imprwed with addi t ional  t ra in - ,  

- ing beyond the bachelor's degree. Although school d i s t r i c t s  have some control ' 
over -the type of t ra in ing fo r  which addi t ional  -compensation dli be g i ven ,  a 
teacher generally knows he can pursue a college t ra in ing program leading to -a  
master's degree or  even a Ph. D., and be guaranteed a ra i se  in pay as  he reach- 
es cer ta in  levels of t ra in ing.  A school d i s t r i c t  may be paying f o r  t ra in ing a 
teacher wants, ra ther  than the .training the system needs. College t ra in ing is  
not the only vehicle, however, f o r - a  teacher t a  receive addi t ional  compensation, 
Many school d i s t r i c t s  have a program of professional  growth cred i ts ,  by which - , 
college-credit equivalents a re  given fo? approved study projects,  re la ted em- 
ployment, t rave l  o r  other outside ac t i v i t i es .  

2- 

C. Change needed -- We conclude tha t  the diGadvaqtages c lear ly  outweigh the 
I 

advantages and that  the s ing le  sa lary  schedule must be 'changed -- f o r  impro~ed edu- 
cat ion and fo r  more e f fec t i ve  use of the school personnel do l lar . -  We cannot perpet- 
u a t e ~ a  compensation system which requires a school board t o  pay i ts l e a s t  qual i f ied 

-teachers as much as Its a o s t  auaUf ied teachers fo r  the same job. Under such a sys- 
tem,  the only way i t  would be possible t o  pay the most highly .qual&fled teachers 

-what they a re  worth -- o r  t o  a t t r a c t  such persons to the profession -- wuaLd be for 
the school board t o  givg the same s a l ~ r y  t o  the least -~fua-lified teachers. This can- 

L 

not be justif-led on thQ basis of sound personnel pract ice. 

D. L i t t l e  movement f o r  change -- Despite wide d issa t i s fac t ion  with the s ing le  
salary schedule, we could f ind l itt le eddence of movement i n  another direct ion. 
PublicaEions of s t a t e  and nat ional  educational organizations contain many a r t i c l e s  
about the need t o  m a k e  changes, and indiv idual  leaders of these organizations fre- 
quently make comments t o  t h i s  e f fect .  For example, Roy A. Edel fe l t ,  associate dir- 
ector of the National Commission on Teacher Education and Professional Standards, an 

.arm of the National Education Association, is strongly urging a d i f ferent ia ted tea,+ 
i ~ g  s ta f f .  A well-publicized e f fo r t  i n  se t t i ng  up a , j o b  c lass i f i ca t ion  system7Ls i n  

-an experimental stage i n  Temple City, Cal i fornia, financed by a pr ivate foundation. 
But we a r e  unaware of any study under way by the  ~ i n n e s o t a  School Boards Association, 
tbe Minnesota Department of Education, the University of K n n e s ~ t a ,  the Minnesota 
 ducati ion Association o r  the Minnesota Federation of Teachers t o  come up with a spe-  
c i f i c  plan fo r  improving the system of compensation. 

', 
E. Impact on teacher mobil ity -- The s ing le  sa la ry  schedule does not,  i n  and 

of i tself , impede the mobil ity of teachers f ram school d i s t r i c t  t o  school d i s t r i c t ,  
or the ab i l i t y  of school boards t o  h i r e  teachers from other distr i lc ts.  But the ?re- 
va i l ing p o l i c ~ ,  i n  the Twin C i t i e s  area a t  l eas t ,  is tha t  school boards generally - 
do not h i r e  experienced teachers from other school systems, e i t he r  within br outside 
the s t a t e  and g ive c red i t  f o r  any more than s i x  years ' experience. I f  a teacher a t h  
more than s i x  years' experience des i res t o  move i n to  another d i s t r i c t ,  he may have t o  
take a cut  i n  Pay- This policy is an outgrmth of the i n f l ex ib i l i t y  of the s ing le  

-salary schedu1.e; 

- 
Another factor  i n  teacher mobil ity is tenure. A beginning teacher is on pro-. 

bat ion f o r  two years ( three years i n  Minneapolis and St.  PauL) during which time a - - - school board can decide whether t o  re ta in  him. If the ,teacher is retained a f t e r  
probation expires, he achieves tenure and cannot be dismissed except f o r  grotlnds 
specif ied i n  the law. I f  a teacher who already hasachieved tenure t ransfers  t o  a 
d i f ferent  school d i s t r i c t ,  he is on probation f o r  one year i n  h i s  new job (three 
years--in Minneapolis and S t  . Paul). 



- 
-13- 

-, 
L 

Rigidity i n  compensation po l ic ies  and tenure l a w s  should not  have the e f f e c t  of 
unduly impeding teacher mobility o r  the  a b i l i t y  of a school board t o  develop its - 
s t rongest  possible teaching s t a f f .  Some mobility of - s t a f f  is  an a s s e t  to teachers 
and students because of the  opportunity t o  be exposed t o  new experiences, though 
mobi. l ity should not be s o  g r ea t  a s  t o  endanger the  s t a b i l i t y  of the  teaching s t a f f .  

F. Current l e v e l  of ecompensation f o r  teachers -- The.question of whether 
teachers a r e  adequately paid is a source of continuous debate. We received c m i d e r -  
able  information from teacher and school board organizatl'bns and others ,  This fss* 
has been par t i cu la r ly  acute recent ly  because of the  negotiat ions between s c h ~ o l  boards 
and teachers over the 1969-70 s a l a ry  l e v e h .  Any area  of agreement on t h i s  subject- 
which both s ides  would be  wi l l ing  t o  acknowledge publicly is  d i f f i c u l t  t o  f ind.  
Fallowing a r e  our findings : 

7 1- Comparison with teachers'  s a l a r i e s  nat ional ly  -- The National Education ' 
h s o c i a t i o n  repor ts  annually on t he  ranking of teachers'  s a l a r y  schedules i n  
school d i s t r i c t s  throughou; the  nation.  I& lepor t s  revea l  t h a t  MhIesota  
s ~ h e d u l e s ,  pa r t i cu la r ly  those i n  t h e  m ~ t r o p o l i t a n  area ,  a r e  ra ted  among t h e  
highest  i n  the nation,  according to a 10-point r a t i ng  plan t ha t  compwes t h e  
s t ruc ture  of sa lary  schedules and s p e c i f i c  sa la ry  l e v e l s .  I n  the  1968 NEB 
repor t ,  the  highest  score  i6 the  nat ion w a s  r eg i s te red  by the Hopkins, bfinne- - 
so t a ,  achool d i s t r i c t .  Many other  Twin C i t i e s  area  d i s t r i c t s  were close be- - hind. The 1969 NEA repor t  reveals  t h a t ,  of t h e  18  school d i s t r i c t s  Pn the  
Twin C i t i e s  area included i n  t he  comparison, 16 ranked above t h e  90th p e r e n -  - - t i l e  throughout t h e  nation,  and seven ranked above t he  99th perceht i le .  A ma- 
j o r  fac to r  i n  the higher rankfng of the  Twin C i t i e s  a rea  d i s t r i c t s  w-' t h a t  

I 

- 
-- generally the  s t ruc tures  of t he  s a l a w  schedules here  (e  . g . , t h e  spread between 

1 { minim- and maximums) a r e  b e t t e r  than elsewhere. The s p e c i f i c  l eve l s  of sa l -  
't - a r i e s  here was not as important a fac to r  3n t h e  nationwide ranking. 

For the  1968-69 school year the m e d i h  sa la ry  f o r  a teacher a t  the  %A- maximum 
( a  master's degree and 12 years o r  more experience) amqng Twin C i t i e s  area  school 
d i s t r i c t s  was j u s t  s l i g h t l y  l e s s  than $13,000 ($12,911). I n  t h e  Milwaukee metro- 
po l i t an  area,  M.A. maximums were c loser  t o  $12,000. A sa la ry  survey c-ducfed 
by a suburban Twin C i t i e s  area  school d i s t r i c t  of se lec ted  suburban d i s t r i c t s  
throughout the  nation reveals a top M.A. maximum-among western United S t a t e s  
d i s t r i c t s  of $13,052 i n  Beverly H i l l s ,  California.  Among midwestern and eas te rn  
d i s t r i c t s ,  some I l l i n o i s  and New York school d i s t r i c t s  had M.A.. maximums- above I 

, $14,000, but  the maximum was not reached u n t i l  a£  ter 20 years  of experience 'in 
the  I l l i n o i s  d i s t r i c t  and 15 years i n  the  Mew York d i s t r i c t s .  

The MuA. maximum is not the  top s a l a ry  on t he  schedule. It is a common refer- 
ence point  f o r  comparing sa la ry  l eve l s  from school d i s t r i c t  t o  school d i s t r i c t .  
Schedules i n  the Twin Cities a rea  and, i n  many other d i s t r i c t s  throughout the  
nat ion provide higher s a l a r i e s  f o r  addi t ional  college t ra in ing  beyond the  mas- 
ter's degree. Maxiraum sa la ry  possible f o r  a teachef on the  s a l a b  schedule Was 
$16;107 f o r  a teacher wi th  a Ph.D. and 12 years ' experience i n  Bloomingtm, 
hfghest i n  the  Twin C i t i e s  area,  f o r  1968-69. - .  -. 
The m i n i m w  sa lary  i n  the  Twin C i t i e s  a rea  fo r  a teacher with a bachelor's de- 
gree Kmks some $200 t o  $600 lower than beginning teachers '  s a l a r i e s  i n  Some , 

other  mt r apo l i t an  areas. I n  the Twin C i t i e s  area  the  beginning sa la ry  f o r  
C, the t968-69 school year was -about $6,30(r-$6,400 ; ' i n  t h e  Milwaukee metropolitan 

area, $6,600-$6,700; subuyban New York City,  $6,800-$7,000; California,  $6,400- 
$6,700; eleveland, $6,000-$6,300.. -- - - 

\ 
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I n  general it appears as i f  the spread between the minim* and maximum sa la r i es  
' i s  greater i n  Twin Cities area school d i s t r i c t s  than elsewhere i n  'the nation. 

2.. Comparison with sa la r i es  i n  other occupations -- The most widely used - \ '  
\ sources fo r  sa la r ies  i n  provate business a r e  those col lected by   rankÔ S. Emli- 

co t t ,  Director of Placement, Northwestern University, i n  h i s  annual study, i 
1) Trends i n  Employment of College and University Graduates i n  Business and,,In- 

- 

dustry." - .  
Endicott ls l a t e s t  report ,  published i n  December, 1968, includes currenf average' 
sa la r ies  for men only who w e r e  ili the c ~ l l e g e  graduating c lass of 1958 and have 
been employed f o r  10 years. Fields covered were engineering, accounting , sa les  
and general business. The survey revealed that  the current average sa lary  fo r  
these men ranged from $13,716 i n  engineering t o  $14,544 i n  sales.  We have'at- , 

tempted t o  compare these sa la r i es  with those of teachers i n  some selected Twin 
Ci t ies  area school d i s t r i c t s  who had been employed by t h e  school-system fo r  10 
years,(and were on the 11th s tep of the salary schedule) but  had not Y e t  reached 

. 

maximum. The averages . ranged from $10,620 i n  S t  . Paul t o  $13,075 i n  Edina- , Al l-  
f igures fncluded sa la r i es  fo r  men and women, except the ~ d i n a  f igure,  which Cove 
ered men only. Approximately 60 per cent of the teachers i n  the Twin C i t i e s  , 
area a r e  women. The sa lary  comparison covered only base sa la r ies .  It d id  not - 

include pay t o  teachers fo r  ex t ra  school a c t i v i t i e s  o r  such compensation as non- 
contributory pension plans o r  stock options fo r  the other occupations. 

A complicating factor ,  of course, is tha t  teachers haveea shor ter  work Year. I n  ' \ 

an attempt t o  compare monthly sa la r i es ,  we divided the 'annual salary -for teach- 
ers by 9% months and the annual sa la r i es  f o r  other occupatioas by 12 months. 
On t h i s  basis the current average sa lary  fo r  employees from the col lege -gradu- 

- a t ing c lass of 1958 i n  the Endicott survey ~anged  from $1,143 monthly-to $1,212 
-monthly, as compared with a range of $1,148 t o  $1,413 fo r  teachers i n  the Twin 
C i t i e s  area. A problem i n  cornpazing monthly sa la r i es  th i s  way, of course, is 
that  teachers nust f ind addi t ional  employment during the-summer, within or out- 
s ide  the school system, o r  l i v e  f o r  12 months on 9% months1 pay., 

Because of the re la t i ve ly  large percentage of teachers who are women, meaniGful 
salary camparisons a lso  can be  made with cer ta in  other occupations which employ 
8 high percentage of college-trained women. For example, the 12-mon!h salary 
range fo r  soc ia l  workers i n  Hennepin County government i n  1969 is from a $7,728 - 

- 

&nimm,-for a beginning soc ia l  worker, t o  $12,576 maximum, f o r  a pr inc ipa l  
- 

soc ia l  worker. 

Beginning salaries_ fo r  persons i n  pr ivate business rank substant ia l ly  above 
those b f  teachers on an annual basis.  For example, the average annual s ta r t i ng  . 

- wage fo r  a l l  I i be ra l  a r t s  male graduates from the University of Minnesota i n  the 
spring of 1968 was $7,608. -The average sa lary  fo r  beg4nning teachers who gradu- 
ated from the University of Minnesota w a s  $6,378 fo r  secondary teachers and 
$6,131 fo r  elementary teachers. Again, t h i s  is comparing annual sa lar ies:  Whefi - 

the annual s s l a r i e s a r e  divided by 12 fo r  pr ivate business and 9% months for ,  
teachers, the monthly sa la r ies  ranked higher f o r  teachers. -. 

,' , - .- 
3. Additional compensation -- I n  addit ion t o  base sa la r i es ,  many teachere re- 

-, ceive addit ional qmpensation for  extra-curr icular a c t i v i t i e s ,  such,,as coaching 
a t h l L i c s  and dramatics, dr iver education, party and bus chaperoning, t i cke t  , 
taking and, teaching s-ex school. Some teachers w i l l  mo t  receive any extra- - 

7 -1 - - 
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:curricular pay and. others w i l l  receive substant ia l  amounts ; We were able"to, .-. 
:-/#obtain l imited information fo r  a few school d i s t r i c t s  - in  the  in Citges area. .. 

-- West St .  PauL -- Of 268 teache;~, some 178  of them received ext ra  corn- 
- 

pensation beyond the base salary during the 1968-69 schogl year, -g- 
ing £ram $63 t o  $4,172; The average amount of ex t ra  pay fo r  these 178 - 
teachers was $962. A greater  percentage of junior and senior  high 

-- 

, teachers than elementary reeejved ext ra  pay, with the  amounts a lso  
greater f o r  j u d o r  and senior  high teachers. For the elementary teach- 
ers, 71 of 134 received ext ra  pay, averaging $694; junior high, 5 9 . d  
71, averaging $99 2 ; and senior  high, 48 of 63, averaging' $1,320. 

I 

- --- . Burnsvil le -- According t o  a l imited survey, f o r  junior high school \ 

teachers only, some 65 o f -83  junior high school teachers received 
ext ra  pay;, ranging from $16 t o  2,155. Of these 65 teachers,, the ext ra  
Pay w a s  l ess  than $250 fo r  15 of them; $250-$500 fo r  27 teachers; -: 
$500-$1,000 fo r  9 teachers; and $1,000 o r  more fo r  14 teachers. , 

-- Edina -- Pay fo r  ex t ra  curr icular  dut ies  and ext ra  serv ice during the - 
regular school year i t s e l f ,  exctusioe of summer school and dr iver edu- 
cat ion, was  given t o  128 of 444 teachers, i n  amounts ranging from $130 
t o  $2,898. Of the 128 teachers receiving ext ra  pay, 111-of them were 
i n  junior and senior  high. The ex t ra  pay was less than $250 fo r  -27 
teachers; $250 t o  $500 f o r  46 teachers; $501 to  $1,000 for 25 teachers; 
and more than $1,000 fo r  30 of them. 

-- North S t .  Paul -- The average ex t ra  pay fo r  a22 teachew was $344. x 

-- . Rosevil le -- The average married male teacher received $461 i n  ext ra  Pay* 

Some teachers a lso receive addi t ional  compensation from non-school jobs. A -- 

survey by the National Education Association revealed tha t  i n  196546 about - 

- 10.1 per cent of a l l  teachers, men and women, had an outside job during the \ 

regulsr school year, and 18.4 per c a t  during the sunrmer. The survey reveded 
that-22-1 per cent of the men teachers had an outside job during the  regular 
school Year and 38.2 per cent  during the summer. 

- 
4. Fringe benef i ts  - We did not  examine the question of f r inge benef i ts  i n  
deta i l .  ~ r i n g e s z e  very d i f f i c u l t  t o  compare; bu t  i t  has been claimed tha t  
f r inge benef i ts  i n  pr ivate  business a r e  much be t te r  than those i n  the teaching 
profession. On the other hand, teachers a re  e l i g i b l e  f o r  tax-sheltered annui- 
t i e s ,  but persons i n  'pr ivate business a re  not. Teachers, who receive tenure, 
a f t e r  two o r  three years of employment, have greater  job securi ty. 

- 
We were informed i t  would be possible, i f  present s t a t e  laws re la t ing  t o  Pen- 
sion plans were Changed, t o  increase a q9acherts spendable income -- and tha t  
of o thecpubl ic  employees i n  Millnes&ta -- without an 5ncrease i n  t o t a l  sa lary  
Under t h i s  approach, the publ ic employee would not  make any contribution t o  a 
pension plan from h i s  regular salary.  The employer would make the c o n t r i b u t i ~ n  
d i rect ly  t o  the pension fund, i n  l i eu  of an equivalent mount i n  salary.  The 
 employ^'^ taxable income wduld be less, requir ing him t o  pay l ess  income tax,  
but he'd get  the same retirement benef i ts  as  i f  he had made the pension con- 
t r ibut ion himself and his spendable income would be  no less. 

/. . 
- 

.. 
d - 

, 

-. - 



A. Establ ish a d i f ferent ia ted s ta f f ing  plan fo r  the inst ruct lonal  sf&f  i n  
\ 

-the  pub^& schools, by which p e r s ~ n n e ~  a r e  c lass i f iedaccord ing t o  the i r  d i f fe ren t  . 
jobs- and levels of responsib i l i ty  and compensated accordingly. - -- 

The responsib i l i t ies  of publ ic school teachers in  Minnesota a re  beginning .to 
. cbange. No lo%er do - a l l  teachers have the same job -- being responsible for  100 

per cent of the education of 30 i p  a self-contained classroom fo r  t he  e n t i r e  - 
year .' A9 responsib i l i t ies  *change, the compensation system must change, too. Dif - 

. fefent ieted s ta f f i ng  is consistent  with widely-accepted personnel pract ices i n  publ ic 
I and- pr ivate employment. Job descript ions would be wr i t ten  fo r  the d i f fe ren t  re- . 

sponsibi l ' i t ies connected with the inst ruct ion of youth. - Teachers perf arming similaf 
jobs would be placed i n  the same category and be i n  the same salary range. This 

type of job caassi f icat ion is known as "di f ferent iated staff ing." A job c lass i f i -  
' ca t i on  system does not necessari ly involve m e r i t  pay. With m e r i t  pay, a teacher is 

-! 

,judged on the bas is  of h i s  performance i n  a spec i f i c  job, and is paid__accordingly. 
. ~ p d f  - i d l y ,  we  recommend a s  follows : 

1. S ta te  leadershie -- &adership a t  the state leve l  i n  se t t i ng  up job c lassi-  
, ' f icat ion '  systems among school d i s t r i c t s  is most important. The Sta te  B 0 . d  - 

of Education should : -. . 
Take the i n i t i a t i v e  i n  the establishment of se lec t i ve  p i l o t  projects i n  - 
d i f ferent iated s ta f f ing  i n  perhaps no more than three school d i s t r i c t s  
and provide f inanc ia l  support for- these pro jects  using e i ther  s t a t e  or 
federal  funds. The Sta te  Board should not i fy  a l l  school d i s t r i c t s  of 
i ts in te res t  i n  and recept iv i ty for  p i l o t  pro jects  i n  t h i s  f ie ld .  The 
s t a t e  Board should ins t ruc t  i ts s ta f f  t o  report  back with spec i f i c  
suggestions on d i s t r i c t s  t o  select, the ava i lab i l i t y  of funds, and an 

,, out l ine ofla-work program on d i f ferent ia ted s ta f f ing.  

' ' -- Adopt a strong statement ncting the problems with the 'exist ing salary 
_ schedule and the urgency for  schoal d i s t r i c t s  t o  t r y  new approaches* 

/ - ' - Offer technical  assistance aria advice t o  school d i s t r i c t s  considerfng -- 

the7establishment of job c lass i f i ca t ion  systems. - 

.. C 

7 ' +ke.-certain tha t  cer t i f  icat5o.p requirements w i l l  n o t  dlif f eren- , 
, b  t i a teds ta f f i ng .  

1 

\ . . 
. < - 

- \  . 
2." Local school d i s t r i c t s  -- As f a r  as ye know, there is nothing which legal ly  .. 

. -- , cad prevent a local: school d i s t r i c t  from se t t i ng  up :its own. j6b classif 5- 
. ~. 

.cat ion Fystem-. ---A d i s t r i c t  need not &a i t  ac t i on  by the S ta te  Board. Finan- ' - . - 

- cing might- be arranged through -regio&l. as'sociations of schoor. d i s t r i c t s ,  . A 

. such as the ~ d i k a t i o n a l  Research and Development Council, through . ~ r i v a t e  
, - 

foundations,, or  perhaps by dikect ipp l i&t ion f o r  federa l  or s t a t e  funds. \. - 
. - 

- inndvative ;chool d i s thc ;  might w e l l  dedde ,  on balance, t o u s e  its 
od-- funds t o  set up such a project. . . 

.. . ,  

3. ~ducat ibn'  associat ions -- Regional and s t a t e  aksociations of teachers, 
Y~chool boards and administrators should give fokmal endorsement tp d i f fer-  

--:At iated s ta f f ing ,  i f  they have not already done so. , 
-- 

/ - 
. <- -- 

-. . . 
4. Principles t o  .Pollow --. NO school  ' d i s t r i c t  should experiment with o r  , a d o ~ f  

.. \ 

.... - a j'ob c lass i f~k& t ion  &ysfm withqut the &ll p & ~ i c i p a t i o n ~  of the instruc- ..La ., 

' ,/ , - ~ - 
,..' .. 
: + . . '  . . 
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ti-opal s ta f f .    his means tha t  the s ta f f  must be involved ' in formulation of the 

f - epgcif ic project  from the beginning. The development of a system w i l l  require 
P. - %  the assistance of professional management consultants who have s e t  up job classi- 

- f%catibn,systems i n  other f ie lds.  Job c lass i f icat ion systems should be set up 
in  -an atmosphere separate from the negotiations over present sa lary  levels. 

B. Establish a systematic method of evaluating the performance of personnel i n  
1 , T  

'various types of jobs 10 provide an acceptable bas is  for  determining promotions and 
- - .  - f o r  grqqting tenure according t o  the cal iber 'of performance. 

*- , 

I -:AS school d i s t r i c t s  s e t  up d i f ferent  job c lass i f icat ions,  the span of kupervis- 
' 

ion of a. given number of teachers w i l l  not be as'great as  i t  is today. Also there 
w i l l .  be Bueh more in teract ion among s t a f f  members with d i f ferent  job' responsibi l i t ies._ 

, This w b l l  enable f a r  more ef fect ive evaluation a t  a l l  job levels.  Standards for  
- -  evaluation need t o  be agreed upon t o  ident i fy  weak points and help teachers correct  
,them, a8 w e l l  as to  determine-prdjmotions and grant tenure according to  the caliber' 

\ ;-of g e r f b a n c e .  Here again t h i s  must be done with the f u l l  par t ic ipat ion of the 
-. instrbct-a1 s ta f f  . Obviously, in-depth studies by educators and nan-educators 
must be lbade of thd c r i t e r i a  and procedures to  be followed i n  developing the method 
of ,fvduation. Any such c r i t e r i a  and procedures should provide f u l l  expression of , ' the individual teacher's creat iv i ty  and in i t ia t i ve .  

, . C. After establishment of d i f ferent ia ted s ta f f ing,  use the techniques of 'sup&- 
v is ion add evaluation which were developed fo r  the d i f ferent ia ted plan t o  determine 

0 - the extent t o  which -- within a given job c lass i f icat ion -- some compensation cm& - - 
- h 

- 

I aased on 'caliber of perf omance . 
\ 

C -1n'the absence of d i f ferent iated s ta f f ing,  i t  is  extreroelg unl ikely tha t  an ac-'- 
ceptable program of supervision and evaluation ever can be worked out t o  base any 

, compensation on ca l iber  of performance. Impl ic i t  i n  d i f ferent ia ted s ta f f ing,  how- 
, ever, are d i f fe ren t ia l  sa la r ies  -based on d i f ferent  leve ls  of job responsibi l i ty  and 

kinds of work performed. Compensation w i l l  be re la ted to  ca l iber  of performance 
when a teacher is promoted t o  a job with a higher salary. It a lso may be possible, 
using the techniques of supervision and evaluation i n  d i f ferent ia ted s ta f f ing ,  t o  

%bas& some com~ensation within a given job leve l  on performance even when no promotion 
is involved. 

\ 
- ., Do Abolish arb i t rary  sa lary  leve ls  fp r  personnel who trans£ e r  from other school 

systems, t o  assure freedom of mobil ity fo r  ins t ruct ional  and freedom fo r  a 
, school board t o  h i re  the personnel i t  desires. 

E. Provide a mechanism, outside the framework of the teachers' council which 
, negotiates sa lar ies,  whereby teachers can have a continuing, meaning£ u2. par t ic ipat ion 

i n  the decision-making process on educqtional matters. 
/ ,- 

- 
) The teachers' c o u ~ c i l ,  organized pursuant t o  s t a t e  law, is the team of teachers 

fthich negqtiates economic conditions of employment with the school board. A counc'il 
occasionally ra ises  educational matters not re lated t o  compensation during negotia- 
rims,,  be^?-e teachers contend that  they a r e  not seriously l is tened t o  a?-other t i m e 8  - , 

\ . -111. Discussinn - / 

<--, - .  
LJ Job classi f icat ion,  of dff f erentiated s ta f f ing  , repcesents a r e a l  breakthrough 

fi ins t ruct ional  cornpepsation. For too long the i ssue  of how teachers are pa id~has  
bocuse&'on what 'my not be the prime issue, merit pay. School boards have fa i l ed  i n  

I < 



. 
t h e i r  attempts a t  merit  pay. We see l i t t l e  prospect, under the exis t ing s ing le  
s a l a ry  ,schedule, whereby ahy s ign i f i can t  move i n  the  direct ion of compensating 
people based on t h e i r  performance Is possible. Differentiated s ta f f ing ,  however, - adds an en t i r e ly  new dimension. ' Certain jobs, with higher pay- ranges, w i l l  be made 
ava i lab le  t o  teachers who can s a t i s f y  performance requirements. 

To dlf  f e r en t i a t e  a teaching s t a f f  means simply t o  separate the  d i f f e r en t  ro l e s  
performed.by ~ m b e r s  of the  i n s t ruc t i ona l  s t a f f  and s e t  up d i f f e r en t  compensation - l eve l s  according t o . t h e  amount of respons ib i l i ty  and/or kind of work performed i n  , 
each ro le .  It is s imilar  t o  the  d i f f e r en t  job assignments s e t  up, f o r  example, i n  
s o c i a l  work. I n  Hennepin County t he  job c l a s s i f i c a t i o n  system fo r  s o c i a l  workers, 
includes case a ide,  ' socia l  worker, senior s o c i a l  worker and pr inc ipa l  s o c i a l  worker. 
Another example is i n  the  nursing prsfess ion,  with nurse a ides ,  licensed p rac t i ca l  - 
nurses,  s t a f f  nurses and'head nurses. 

The Temple city, c a l i f  ornia  ,' school sys tw, aided by a foundation grant ,  began 
ajl experiment i n  d i f f e r en t i a t ed  s t a f f i n g  of its teaching s t a f f  fn September, 1968. 
There a r e  seven leve ls  of respons ib i l i ty  i n  t he  Temple City model. Four a r e  certi- 

-, f i ca t ed  leve ls  -- associate  teacher, s t a f f  teacher,  senior  teacher, and master , 

teacher. Three a r e  non-cert if icated posi t ions  --clerk,  educational tekhnician and 
_ acadehic a s s i s t an t .  For 1968-69 the' sa la ry  range f o r  an associate  teacher was 

$6,500 t o  $9,000 fo r  t e n  month's; s t a f f  teacher,  $7,500 t o  $11,000, t en  months; 
senior  teacher,  314,500 t o  $17,500, 11 months ; and master teacher, $15,656 t o  / 

- 
$25,000, 12 months. The range f o r  an academic a s s i s t an t  was $6,000 t o  $7,500; edu- 
ca t iona l  technician, $4,000 t o  $7,500; q d  c lerks ,  $5,000 to  $7,500. See appAdix 
Sor a more de ta i led  descr ipt ion of the  d i f f e r en t  ro l e s  of ins t ruc t iona l  personnel 
i n  d i f f e r en t i a t ed  s ta f f ing .  

I - 

- W e  a r e  not equipped t o  conclude_whether the Temple City 11lode1 is one which 
should be followed. It should be reviewed purely f o r  i l l u s t r a t i v e  purposes. 

- It is absolutely e s s e n t i a l  t o  an e f f ec t i ve  use -of t he  d i f fe ren t ia ted  teaching ' -  

, s t a f f  t h a t  the  number of teacher aides be expanded. . - 
.. - I n  the  Temple 'City experiment, the  ro l e s  of the  teachers and the administxatoas _ 

become mixed. A prirrcipal w i l l  even spend p a r t  of h i s  time teaching. . W e  f ind  the  
,following advantages with the  di 'fferenciated teaching plan,: 

A; Recognizes changes i n  ins t ruc t iona l  p rac t ice  -- No longer is education a 
.process i n  which a l l  ins t ruc t ion  is given t o  3Q pupi ls  from the same teacher"in a 

-'self-contained classroqm. ,More and more, teams of ins t ruc tors ,  performing d i f f e r -  
en t  job functions ; a r e  working with a large group of students. A s  t h i s  takes place,  ' 
i t  is only l og i ca l - t ha t  job functions w i l l  be described and d i f f e r en t  compensation 

., l eve l s  adopted. Differentiated,  s t a f f i ng  is r igh t  i n  l i n e  with these new develop- ' 

ments . . - 
B. Teacher involvement i n  decision-making i n  the  school w i l l  be, much more 

-meaningful  -- Teachers a r e  i n s i s t i ng  on more and more involvement i n  decision-making 
i n  e d u c a t i ~ n a l  policies.  The t r ad i t i ona l  administrat ive orgar$zation- h'as COnCentra- 
ted t he  decisipn-making power i n  the hafids of a few. Different ia ted s t a f f i ng  w i l l  

' make the  teachers'  contribution t o  decision-making much more- meanitigful. /- 
J \ - . 
- C-  Career incentives i n  teaching -- Tradi t ional ly ,  the only way a teacher 

could r e a l l y  advance was-to ge t  out of the  classroom and in to  administration. Ed- 

- 
\\ ' - - 

L , - - 
t - 

/ - 
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deace .has indicated tha t  reaching a s  a profession has lacked career incentives.   he‘ 
.. d i f  ferqntiaticm of the t e a c h i ~ g  s t a f f  w i l l  e n a b l ~ h f g h l y  qual i f ied persons t o  con- 

t inue t o  use t he i3  t a l en t s  'in the-classroom a s  w e l l  as i n  administration. A report  
on' teacher supplyland demapd i\;l California by the Arthur D. 'L i t t l e  Company pointed 
out that ,  with the present s t ructure ,  there a r e  too few opportunities for  promotian, 

J ,  
and a r i g i d t y ,  and there  is d issa t i s fac t ion  with paper work i n  teaching, personnel 
practicees, the  prest ige of teaching, problems presented by the superintendent, and 
salaries. b ,  / 

'L 

C. C-nsation according to  qua l i f ica t ions  -- No longer w i l l  a teachez be con- 
-pensated solely  on the bas i s  of how long he has been employed by t h e  school system 

and how ma* years he went to-college. N 6 r  w i l l  supblementary compensatign beyond 
the salary bdse for  additionakresp&sibilities be necessary t o  the extent i t  is now. \, 

A teacher w i l l  apply f o r  .? cer ta in  job, knowing the du t ies  and the qual i f icat ions ,  , 

I-Iigher s a l a r i e s  w i l l  go to'those tgachers with appropriate respons ib i l i t i es ,  and 
lower s a l a r i e s  w i l l  ,go to  others ,  !hts w i l l  be a much more effect ive use of the  

. schopl personnel dollar.  Furthermore, i t  w i l l  avoid a serious sa$ary inequity which 
cosPd develop among teachers- in  2i school system which begins assigning teachers dif -  
fe ren t  types of jo+ and does not,-at the  same time ,- change the method of compensation. 

/ 
7 

We a r e  convinced. tha t  a dlf  ferent ia ted teaching s t a f f  w i l l  not come about with- - out a few selected school d i s t r i c t s  undertaking experiments i n  Minnesota f i r s t .  Such 
experiments a r e  urgently needed now. Planning w i l l  b e  necessary before experbents  - c a r  be undertakes. It w i l l  not  be easy t o  set up sukh a system. - 

/ TERM OF. TEACHER E-LOYMENT 

I < The normal term of teacher &lopeli t  each year is about nine months. The term 
a- of teache-r employment has been closely re la ted to s t a t e  law requiring 170 days of 

ins t ruct ion f o r  students (which w i l l  be increased t o  175 days beginning i n  1970-71). 
Usually-the term of teacher employment is pxpressed i n  t he  number of days a teacher- + t o  be on duty; the  median is 143 days i n  t h e  metropolitan area, and 177 days - throughout .the s t a t e ,  A. person employed year-round would have about 240, working days. 
The school ye= f o r  students is  less than the  school year f o r  teachers. The addi- 
t iona l  days a r e  used for teacher t ra ining or plawing.  . 

-. - \ 

I. Findings and Conclusions - - 

A. - P r o b l m ~  i n  sstabiir;hing sa l a r i e s  . --- The nine-month year  -is a source of Con.- 
~ ~ ~ U O U S  d i f f i c u l t y  f o r  $chool .board& & obtaining . ,maxima,  ou tp i t  f rain the school 
personnel dol lar  and i n  negotiating sa la r ies .  AS a rule,, school boards have 
hired teachers on a nine-month:~cmtract andfhen p a i d  t h w  fo r  nine months' work. . 

Teachers have not been men the  (aption of working year-round, except t o  the. extent L 

.. . -'they a re  hired a t  dff f e ren t  pay scales ,  fo r  addi t ional  work during. the  -.-summer. Teach- 
' ;er: a re  ins i s t ing  t h a t  t h e i r  base s a l a r i e s  be comparable w i th t  other occupations, ir- 
\ respective of the  nine-montjx versus the i2-mon.th year. ' Sqhool boards. a r e  finding 

, . t ha t ,  to a t t r a c t a n h  r e t a i n  .high.ly'inoti+ated, talented teachers, they &st offer .  a ,,. '., 

. >sala* which i s  compe6ieipe with pr ivate  employment, desp i te  the shocter;work Year. 
@nsequently-; s choo l  bdards , s t i l f  :.working within the confines of the ninemonth con- 

: .  t r a&,  a r e  Wdar. increasing. pressure t o  - ificmase salary l e v e l s  t o  12cm~nth' levels-  
- Effic ient  - use of the  -school.. personnel dol lar  is not  possible i f  we pay 12r~&hs'  ': - 

. . .. \ 
' I , sa lar ies  f o r  nine..months' work. . . . - 6;. , .  -. 

.. . \. "t . - - ,- 'L' 
. . .. 
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- B. L i t t l e  movement beyond the  nine~month yeat  -7 ~ o c h e s t e r  is the only school 
system of which we a r e  aware i n  Minnesota t o  move s ign i f ican t ly  beyond t h e  nine- 

‘month year. The-regular year f o r  teachers i n  Rochester is 10 months (196 days). Tn 
- additi&,, t e akhe~may  request an 11-month contract  (220 diiys). About 40 per  cent of 

~ o c h e s t e r ' s  700 teachers a r e  on the 11-month contract ,  'The MA maximum on the 10- 
month contract f o r  the  1968-69 school year was $11,900. On thg -11-month contract 
the  MA maximum was one-tenth more -- $1,190 -- o r  a t o t a l  of $13,090. During the . 
summer the teachers may teach summer schbol, work on curriculum projects ,  do research, 
par t ic ipa te  i n  in-service education, take addiJiona1 college t ra in ing ,  o r  t rave l ,  as 
approved by their-supervisors.  n'e cosf of educatson per pupi l  unit i n  Rochester 
f o r  the 1967-68 school year, exclusive of debt retirement, was ,$545. The median far 

- the Twin Ci t ies  a rea  school d i s t r i c t s  was $512. D i s t r i c t s  i n  the  Twin c i t i e s  area 
above the Rochester f i gu re  include Golden Valley, Hopkins , Mahfomedi , Mi-nnetonka, '.. . 
~ound,,Orono, Richfield, ~ t i l l w & e r  and Wayzata. 

Teac_hers and the  school board i n  Benson, ~ l inneso ta ,  have reached agreement on a - 
longer year f o r  the  1969-70 year. The MA maximum w i l l  be $12,606, which w i l l  be f o r  

_ a 215-day year. A teacher w i l l  be e l i g i b l e  f o r  addi t ional ,  cdllege.training,  as par t  
, o f  the 21% days, every t h i f d  year. After f i v e  years i n  t he  school system, approq?e'd 

t r a v e l  can count as pa r t  o f ' t h e  215 days. If a teacher requests- t o  work a 185-day 
year, g i s - s a l a r ~  w i l l  be proeated by substracting 1 2  per cent. The summer w i l l  be 
used essen t ia l ly  fo r  the same purposes a s  i n  T$ochester. - I 

C. Ineff ic ient  use of school personnel and f a c i l i t i e s  ---The current nine- 
month year r e su l t s  i n  an i ne f f i c i en t  use of the  three summer months. Supporters of 
a 12-month Year point  out  t h a t  25 per cent of t h e  enrollment could always be on va- 
cation a t  some time during the year. This means t h a t  the  same number of students 
could be educated with fewer teachers and fewer classrooms than otherwise would b e  
necessary* -L 

D. -Agreement On need t o  change -- We found a surpr is ing degree of agreement' . among teachers, admin i s t r a t~ r s ,  sctiool boards and others  on the need to provide 12- 
- 

month emplo~yment opportunity f o r  teachers. Nb -one argued against  12-month employ- . 
ment, and almost a l l  were strongly i n  favor of it, - - - .  

I ' . ,  rg. Recommendations 

Adopt 12-umnth salary schedules f o r  teachers and' adjus t  s a l a r i e s  f o r  fewer 
- months of employment. Provide oppartudit ies f o r  12-month teacher employment. Ex- 

eriment with Ways t o  make b e t t e r  uSe of t h e  12-month period, including staggered 
%he-month re--, par t icu la r ly  fo r  high $chopl- students. . 

" 
r Specifically , we recommend aa foll&s : 

x. 
7 

, A. Adopt amiiial schedules -- Rather than f igur ing bas i c  s a l a r i e s  f o r  teachers- 
accorang  a s i n e w n t h  Srhool year,'stepsLshould be taken immediately t o  noye t o  
12-month salary schedules, with s a l a r i e s  adjusteg f o r  fewer months' service.  This 
will not mean tha t  an)! teacher w i l l  receive a cut i n  pap. Negotiations would-Just . - be based, f ron now on, on &I annual salary s9edule ;  This would serve t o  ,make corn- 
parisons with other occupations eakier and also would indicate  the  opportunities 

N' available t o  teachers who w $ l l  work 12 months. Teachers-who are  now working 12 
- months wowld be  converte'd t o  ,an annual salary,  ' rath?r than the- 9-month saqary plus 

- extra compensa$ion. 
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B. Retafn option fo r  nine-month year -- Teachers w i l l  not be required t o  work 
12 months. Those who des i re  f o  cong.inue on it n ine o r  l04cmth contract can re ta in  
t h i s  option. I n  the ear ly years .of 12-month contqaats, there w i l l  need to be some 

[ limitat ions on tlie pmber bho c& be e l i g A b 1  £or l2-oanth h ip lopent .  But as the 
- years go by, a school board shou3d o f fe r  a 12-month contract t o  any teacher who de- 

sires one. There no longer would be the,uncertainty atta&ed t o  a person going in fo  
teaahing as t o  whether he wouldbe employed only f o r  a par t  of the year and have t o  
f ind other-employment fo r  the balance of the  year. A s  school d i s t r i c t s  move t o  12- 
month sa la r ies ,  they can discont inue'lPaying supplementary compensatiod t o  teachers 

. who- a r e  now employed during the summer. ' - .. \ 

3 
\ - 

C. Use o f , t he  sumer-period -- The bes t  approach,for use of 'the summer period 
has not ye t  been c lear ly  ident3f ied. W e  bel ieve 'that wfratever apprdach 1s -taken, 
the opportunit ies f o r  enfichment, rem*dial courses,' experimentation, curriculum work 
and in-service t ra in ing,  aow avai lable in many summer pmgrams, should not be redu- 
ced. We f ind considerable merit i n  an intensive look a t  some form 6f a staggered 

- nine-oath term fo r  students,.spread over the e n t i r e  12-month year. This may be ' 

par t icu lar ly  applicable f o r  high school students, One approacsmight .involve stu- 
dents on combination work-study programs year round who, f o r  be t te r  employment OP- 
portuni t ies,  would be attending s c h ~ o l  part-time and working part-time. We strongly 
recommend experiments, similar t o  a 12-month-year experiment now under way i n  the 
L l z n t a  s Georgia, metropblitan area, be under taken i n  the Twiu C i t ies  area on inno- 
vat ive m y s  t o  make the best  use of the en t i r e  year, Om poss ib i l i t y  advanced i n  
our- committee for a f our-quarter ,system, i n  which students'would attend school f o r  
three quarters and have vacation fo r  the fourth, is not t o  have a summer quarter  

r '  per se ,  but t o  divfde the smmmerAetween two quarters, say May, June and July, and 
- August, Septemberandoctober. 

- 
,- 
I 
F' 

D- S ta te  leadership - It is urgent tha t  strpng loadersMp come from the  s t a t e  
,to provide guidance t o  loca l  school districts on the use of the en t i r e  twelve months, 
Tha S ta te  Board of Education should encourage s c h o ~ l  d i s t r i c t s  t o  experiment i n  d i f -  
ferent  ways of using the 12-month period, and eamark funds fo r  experiments. The 
~ e g i s l a t u r e  should make s u r e  its s t a t e  a id  program doe; nor penalize any d is t r ic t :  - 

\C - 
which t r i e s  a new approach. J 

/ - 

IIJ. Discussion \ . -. 
? - 

The opportunity for  teachers to  be employed f u l l  time year-round i s  c r i t i c a l  
' 

t* making the most e f fec t i ve  use of the school personnel dol lar .  We reached 
t h i s  conclusion for  the  following reasons: ' , 

- 
r ,  -- A s  teachers' s a l z i r i ~ s  have increased repidly in recent years, the dif ference 

bemeen what const i tu tes a f a i r  salary f o r  nine months as against 12 months 
- has narrowed considerably, but teachers c o n t f ~ l e  t o  be employed fo r  a stand- 

ard nine-month period. I f  _such a trend continues, school boards may be Pay- 
ing sa la r i es  approachizig a 12-month level ,  but w l l l  not be getting a f u l l  

- 12-months' work from kheir teachers. In  6Lgotiations with school boards, - 

- teachers have repeatedly pointed out tha t ,  although they a re  employed fo r  
only nine months, they must l i v e  on the i r  sa lary  f o r  a f u l l  twelve monthso 

>- Salary comparisons are regular<y made with 12-npnth occupations. The clues- 
t ion  no longer-seems t o  be, therefore,, whether teachers should be paid a 12- 
month salary. The quest5on is, instead, huw t o  get  12  months' work f o r  12 -. months '-'pay. 

i 



-- We cannot j us t i f y  an educational system, i n  t h i s  modern d a y ~ w h i c h  does 'not- 
wovide a t  reas t  $he opportunity f o r  a college-trained teat-her tb be ~ l p l o y e d  

\ 
/ 

_ year-round. Teaching no longer can be regarded' a s  seasonaa employment. . If 
- highly motiyated persons are t o  be a t t rac ted  i n to  teaching as a' cafeer, they 

cannot be expected to-'accept em@oymenfknowing tha t  fo r  three mohths of the , ' 

year -they w i l l  have t o  f ind o ther  work. \- 

, -. 
-. 

\ -\ 
& no>e and mo%e teachers 'are given the  ortun tun&&^ t o  work -year-round, and 

c h ~ o s e  t o  do so, school boards w i l l  be challenged t o  make the most e f fec t i ve  use of 
the teacher resources. Some supporters of _the 12-month school year contend-that s ig-  
n i f  icant  cost  ,savings could be real ized. With- staggered vacabions fo r  students, they 
contend'that fewer teachers and fewer buildings would be required-than i f  teaching 
were concentrated i n  the- t rad i t ional  nine-month period. other advantages c i ted  were 
that t h i s  approach -would enable beginning ,spudenta t o  enter a t  d i f fe ren t  titles , 
throughout the year, ra ther  than j us t  in-~r l~ tember ;  i t  w ~ u l d  imprwe job oppcrtukti- 
t ies during vacations f o r  older students, because they a l l  would' not be.on--vacatiop 

' 

,'at the same t h e ;  nat ional  parks and other recreat ion areas,-now over-used during 
the s'mer months, would not  be a s  heavily used d u r h g  t h i ~ ' ~ e r f o d ,  because f 9 i l y  , 
vacations could be scheduled a t  other times of the year: the techex-shortage would 
be' s ign i f icant ly  eased and fewer replacenents wqgld have t o  be trained; and the 
amount of.money needed fo r  new buildings and equipment would bd reduced. This ap- ' 

proach would require that  fami l ies cfroose the period during the year whei th'ey want 
the i r  children on vacation, o r  they might be required t o  take vacation at cer ta in  
tines. On the -bther hand, school buildings may haire t o  be a i r  conditipned. 

- 

Our conmiittee .was a lso  made aware of the extensive summer school program now ' 
under way i n  the public schools. Although these  programs do not involve as many 
students as i n  the resexof the year, thity a re  providing very valuable enrichment 
and remedial courses, experimentation, and an opportunity f o r  curriculqm work fo r  
teacheis. Some educators claim tha t  t h i s  is the most exciting- pet of the .year and- - 
w e  should not, i n  any event, lose  t h i s  feature of ed6cation. - 
, 

Some committee members stressed. t ha t  we. should act f o r g e t  thsf 'the orghfZati 'cn ' - 

of elementary and secoi~dary . education is  i n  a s t a t e  o f  f lux. As we move more and 
-> .more i n  the d i rect ioh of team teaching and individualized instruct ion, '  the -sumher 

.mXght.. be p a r t  of the -regular.- school. year ,  and .in such a s i t u a t i o q  the school could 
be run year-round. . .- 

/ . ' :. . ' \  
. . - 
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' .* matever  f o m  o r  f o m s  evolve on the u s e  of the-ent i re year for edu'katidn, 'it .- , 

.. fs- very importarit t h a t  school boards, teachers,.  administrators tp~d the publ ic recog: 
nize t h e r e  . is  a two-pronged goal: The best  education poasibl& with a l&ited p o m c -  

' ;of f inanc ia l  - resources. --:- :\.. 
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- . BUSINESS  AGEME ME^^ OF THE SCHOOLS .- . . .. ., . 
. - .. . 

, - The school adrnirkstrator t r a d i t i o n a l l y  has had a dual  r e s p o n s i b i l i t y  --- di rec t -  
, ing  r h  educational  and t h e  business a f f a i r s  of t h e  school s y s t k .  He has 

received t r a in ing  i n  both f i e l d s ,  bu t  i n  many cases the  emphasis has  been g r e a t e r  on 
profeas ioaal  education th& on business administrat ion.  ' 

- .  

I. ~it id&ngs and Conclusions 
- . 

A, Importance of p ro fess iona l  management. -- School cos t s  have inc rew& rap id ly  
i n  receat years and there  i s  every l ike l ihood t h a t  t h i s  w i l l  continue. Tbie s i tua -  , 
r lon \makh  i t  incumbeht upon l o c a l  school boards and admirtis,trations t h a t  they adopt 
sound business procedures t o  ob ta in  maximum output  from l imi ted  do l l a r s .  To the  
ex ten t  t h i s  is  accomplished, t h e  wi l l ingness  of the. pub l i c  t o  support  addit ional----  
spending f o r  education w i l l  be,enhdnced. 

B. ~orep&ison with o the r  publ ic  i n s t i t u t i o n s  -- Many other  pub l i c  ' i n s t i t u t i o n s  -- 
f o r  example, h o s p i t a l s  - have s t a f f s  t ra ined primarsly i n  management t o  handle -ad- 
minis t ra tdve  a f f a i r s .  Doctors i n  a h o s p i t a l  a r e  i n  charge of t h e  medic@ program, 
leaving the  business a f f a i r s  f o r  t h e  h o s p i t a l  adminis t ra tor  and h i s  s t a f f .  

C. Budgeting -- School boards o f t en  lack t h e  kinds of ,da ta  needed t o  evaluate  
t h e  cos t s  and b e n e f i t s  of educat ional  programs. Tr'adit i o n a l  school  budgeting has 
been organized t o  show t h e  t o t a l  cos t  f o r  such items as i n s t r u c t i o n ,  administrat ion,  
c a p i t a l  out lay ,  and s o  fo r th .  It is n o t  poss ib le ,  a s  a general  r u l e ,  f o r  school 
d i s t r i c t s  t o  determine t h e  t o t a l  c o s t  f o r  s p e c i f i c  programs, such a s  high school 
science,  elementary reading, speech correc t ion,  counseling services .  As cos t s  of 
education rise, and the re  i s  increas ing competition f o r  t ax  d o l l a r s ,  i t  is e s s e n t i a l  
t h a t  t h e  cos t s  of s p e c i f i c  educational  programs be d e t e r m i n q d , , ~ ~  t h a t  competing de- 

--mands f o r  various programs can be weighed as ob jec t ive ly  as possible., An experiment 
i n  changing the  account5ng system of school d i s t r i c t s  has begun under t h e  auspices 
-of -the S t a t e  Department of Education, using the  Hopkins school d i s t r i c t  as a p i l o t  
d i s t r i c t .  7 . . 

' D .  I n t e r - d i s t r i c t  planning -- School boards i n  t h e  Twin CitXes a r e a  a r e  recog- 
n iz ing.  increas ingly  t h a t  t h e i r  ac t ions  af f e c t  each +her -=onsiderably. A s a l a r y  - 
se t t lement  by one school bo,ard is l i k e l y  t o  be the  benchmark f o r  s a l a r y  se t t lements  
among a l l  ~ c h o o l  d i s t r i c t s  i n  t h e  area,  Consequefitly , schobl boards have begun re- 
gu la r  informal contacts  with each o the r  during s a l a r y  negotiat ions.  These contacts  
concentrate on the  o v e r a l l  l e v e l  pfb s a l a r i e s .  However, o the r ,  perhaps equally im- , 

'partant ,  ques t ions  need t o  be thoroughly analyzed from an i n t e r - d i s t r i c t  s tandpoint .  
pecause of d i f  f-erences i n  the  school population, a teaching job i n  one d i s t r i c t  may. 
be more d i f f i c u l t  than i n  another d i s t r i c t .  Higher s a l a r i e s  may be needed t o  at- 
tract qua l i f i ed  teachers t o  d i f f i c u l t  assignments. Without. adequate , in te r -d i s t r i c t  

'plannfng, every schaol  d i s t r i c t  w i l l  f e e l  compelled t o  m e e t  the  same s a l a r y  l e v e l s  
-- as its neighboring d i s t r i c t s ,  regardless  of the  d i f fe rences  i n  th'e d i f f i c u l t y  of the  

teaching job. Many other  pub l i c  qgencies and p r i v a t e  -businesses i n  'the Twin C i t i e s  
area recognize t h e  ircportance of j o i n t  planning i n  a reas  of mutual concern. 

11. Recommendatisns , .- . 
-A. Give g r e a t e r  emphasis t o  separa t ing t h e  r o l e s  of the  ~ f e s s i o n a l  educators 

from t h e  business adminis t ra tors  i n  t h e  publ ic  schools., 



. . .. , \  ., ,- q 
B. ~ e v e l ~ ~  improvecl budget-fiscal, inforubtion system(r ti,make Possible the  ;.. - ! .  ,, 

ihent i f  icat ion of- program costs ' and .the extent t o  which program objective$ ate , .,. 
" . I . . , . . . . 

. \. _, achieved. \ .-. - .. ._ 
/ 

. . - 

-C, Proiride fo r  a continuing, .f o'mal contact and areavide plaunin 
- 

school boards i n  the Twin C i t i e s  -metropolitan are; on matters of m u t u t l z ~ n .  
\ 

I n  another part-&£ t h i s  report w e  strongly emphasi'ze t h i  importance .of a difl: - 
ferent iated i n s t r u ~ t i o n a l  s t a f f .  A t  the top of t h i s  s ta f f  aye the  qducational '  
leaders of the school system, whose pr$me tra in ing and r e ~ ~ ~ r k i b i l i t y  is i~ managi- \, 

ment of the edtrcatioOmZ program. It follows tha t  the education31 leaders of the - - . 4 

school s ta f f  should not have t o  occupy themselves with business affairs as well. . /-- 

, There are,  of course, i n t r i n s i c  dif ferences between the publ ic schools and pi-' 
vate  business. But the  schools can learn  much from business -- and i n  many cases 
they already have. Movement toward d i f ferent ia ted s ta f f i ng  will\mean that  plan?igg ' 
and design w i l l  be carr ied out by sk i l l ed  p,rofessionals and routipe, repet i t ivk  . 
operations, by l ess  sk i l l ed  personnel -- a well-established business pract ice. 

I n  the proper business management.of a s c h o o l  system, administrators a r e  con- 
cerned -- and know what t o  do -- about systematic u t i l i za t i on  of resources. Expen- 
s ive  equipment does not, l i e  id le.  ~ l t e k a t i v e  spending poss ib i l i t i es  a r e  thcqoughly 
analyzed. 
, - 

The national committee fo r  Economic Developtnent , composed _of 200 businedsmen - 
and educators throughout the  ati ion, i n  i ts Ju ly  1968 repor t  tit-led*-"Innovations - i n  Education: mew Directions fo r  tho Ambrican School,'' i ~ l u d e d  arhong i ts recm-. 
mendations tha t  school d i s t r i c t s -  employ continuously t h e  resu l t s  of cos t-benef i t  . - 
analysis 'in a l locat ing resources. The CED report  noted the  importance of review- 2 
ing any spehding proposal i n  the l i g h t  of possible al ternat ives.  For example, t he  7 
CED sa id  a proposal such a s  ra is ing the s ta r t i ng  s a l a r i e s  for-beginning teachers 
could be assessed against the poss ib i l i t y  of using thesame dol lars  fo r  re t ra in ing 
teachers. :'The choice among such a l ternat ives would involve many factors," the CED 
sa id ,  ''as fo r  instance the,pol icies and bargaining power-'of teachers' organization+ - 
But however d i f f i c u l t  the cost-benefit analysis when such factors  a re  included; i t  , , 

. - should always'be in '  the p ic ture ." 
- ' I  

our committee did not review id d e t a i l  the question of professional mahagment ' ' 
of the publ ic schools i n  the Win  C i t i e s  area. But we f e l t  the question is cent ra l  .- i 

t o  the key message of t h i s  report: Making be t te r  use of the 'school ,personnel dol- 
la r .  School administrators i n  previous years faced f a r - l e s s  complicated problems , - " 
of running the  schools than they da today. lk technkqueskf educatiioa change6 man- 

. 
agement - w i l l  change, too; New def in i t ions of ins t ruc t iona l  personnel require new- - 

\ 

personnel pol ic ies.  J 
\ - 
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BACKGROUND OF THE BPPRT .r - .  . . . .  ., 

. . 

C i t i z e n s  League h&i followed closely: over the pas t  few years, the leve l  
. 

-- 
of teaahers' sal i t r ies 'ambng Rrln Cities area school d i s t r i c t s ~  The League has peri- 

o d i ~ x % $  pubMshed tables ind icat ing the leve l  of sa la r i es  from 'distr ict:  to d i s  trlct 
Q ~ t l l  @BP; however, -the c i t i zens  League has no$ undertaken any deta i led mlew of - 
_ ~ ~ ~ c ~ . p ~ ~ i c i e s  of school d i s t r i c t s .  The prbblems of school f i n a m  have a lso  
)been &%%bred c l o ~ e l y  by the League over the years. I n  1967 the Cit izens teague 
recm@W$led t o  the Legislature thhat a new source of revenue be made-,avaiMle to  
sch~%-* tS~ t r i e t s  andl m u n i ~ i ~ a l i t i k s .  League s tud ies have revealed the increase i n  
prW!%%$ t-0s f rop  year  to year,  and the extent t o  which expenses fo r  the ~ C h ~ o l s  - 

taxpayer's b i l l .  
I -, 

- 
- m n g  1967 and 1968,- the Cit izens League's Board of Directors fo l lnred closely 

negotFatfons between school boards and teachers i n  the Twin C i t i es  areg and the prob- 
, l e m s  both s ides faced. I n  the f a l l  of 1968, the Board of ~ i rec toG-approved 

.. 

the wr*l ishhent of a research c m i t t e e  t o  look i n t o f h e  question of school Par,? 
sonnG The specbf ic-assignment to  the committee' was as follows: 

- 
- 

Srudy 311 aspects of the process fo r  cornpensatin8 publ ic  school \ 

teachers i n  the  metrbpolitan area, and ways by ~ ~ h i c h  maximum ef- 
- f ic iency can be achieved i n  the use of  teachers-and other cer t i -  

r - f i ca ted personnel. Speci f ic  areas of study should incldde sa lary  
- levdls,  value of f r inge benef i ts ,  numbe~ of teachers a t  each leve l ,  

the system fo r  reaching decisions on compensation, objec_tiws and 
rl - po l tc ies  t ha t  should enter  into' decisions, adequacy of' information 
f . ; available, and duties assigned t o  teachers.' 

- 'fhis ~ O ~ i t t e e  was one of the most ac t i ve  i n  the history-of the Cit izens i e q u e *  
. t o t a l  of 53 persons volunteered t o  se&e on the c~mp i t t ec ,  of which 42 becaw -- 

ac t ive members and attended meetings. The chairman was John W. Mooty , a m n n e a ~ o l h s  
lawyer. Other members w e r e :  D. W. Angland, Craig A. ~ e k *  John Be-~ l$ .~ l l ,  Robert 
Bonxne, u r e n a  0. Brynstad, -Donald Bussell, ~ rs . '  $ar l '  ~ o l b o t n ,  Jr. , Martin E. Conway 9 

F o b e ~ t  ?- Co~r&en, Rol l in 21, Crswf ord, wgl&& ~ o e r r , '  Charles Dolinar, Steve Ihrnfeld 9 

'Nicholas Duff , R. W. Faunce, R5gmond K. Prel lsen, Charles Frisch, Mr. 6 M r s .  W i l l  
~ a r t f e l d t ,  J a a n  Hook, C.- Joleph ~oward,  Larry IntVeld, Marqin Jacobson; Ernest 
Jensen,,E.' G- Joselyn, J: M, Leadhoh, Nrs. Dean ~ u n d ,  Frederick Markwardt, Jack k-  
Nelson, John W. Pulver , M r s .  Verngn Olsen, Mrs. Seik i  Oshiro,, Dr ;  ~ i l l a r d  Philipso*, 

F , Peter S* Popovich, I?.- Warren Preeshl, Roland C. Reimers, ~ o b e r t  Seha, Ramon L* Stave, - 
Stewart, John 8. Stout and  John Weaver, The committee was-assisted by Pau? 

I =LU~% - - L e w  Resear* Director. 7 

I . 


