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Foreword

The issue of the supoly of and demand for
education personnel is often oversimplified
because of the need to gain a wide public un-
derstanding of what is essentially a compli-
cated matter. For many years this country has
had a severe teacher shortage. The number of
people minimally qualified to be hired by
school systems was fewer than the number of
available positions. That simple statement,
however, glosses over the complicated fact
that the national shortage was an aggregate of
a great variety of situations across the coun-
try: shortages have been very severe in cer-
tain kinds of school systems, in certain areas of
the country, and in certain subject fields or
supportive positions—and much less severe
and even nonexistent in others.

When the national “shortage” ended, the
number of people minimally qualified to be
hired by the Nation’s school systems was re-
ported to be greater than the number of avail-
able positions. But much of the discussion has
tended to create misunderstanding of the mean-
ing of “shortage” and “surplus” and of “sup-
ply” and “demand.” The fact of the matter is
that national data have built-in limitations.
Local education agencies report the number of
individuals who are certified to teach, the num-
ber who actually seek teaching jobs, the num-
ber who have left teaching and who have re-
turned to it, and the number who retire or die.
We learn in this way about the continuing
shortages of certain supportive staff and of
classroom teachers in certain subject flelds.
But we do nnt learn of the severe “shortages”
which persist for teachers who are black, Chi-
cano, male, or bilingual. In addition, school
systems, in the face of the alleged “surplus,”

i

continue to point out that whiie the applicants
meet the minimum certific .tion requirements
of the State, they still do not meet their local
standards—standards which are becoming
higher an¢ more demanding. The positions ma;’
be filled, but not always by the kind of people
or the quality of pecvle that the school systems
have determined they need.

It is the question of need that complicates
the matter further. When a local education
agency reports its teacher “surplus” or “short-
age,” it indicates whether its budgeted positions
have been filled or not. But that report may or
may not reflect whether the staffing pattern of
that school system is based on the true needs
of its students and of “he community it serves.
While schools generally devote more and more °
of lheir resources to planning, the fact is few
school systems make continuing, systematic.. .
and comprehensive needs assessments which
provide an accurate picture of the kind and
number of staff required and which result in
budgets that reflect those realities. The “state
of the art” of needs assessment remains rela-
tively unsophisticated, and so does our under-
standing of the true “surplus” or ‘“shortage”
of teachers.

These are important and necessary qualifica-
tions to national data on the teacher surplus.
But the fact is that there is a national surplus,
and if present trends continue it will increase
substantially—to as much as a million new
teachers by the midseventies. The argument
that our teachers need higher quality education
and can achieve it only if there are more
teaching positions for higher qualified per-
sonnel is persuasive; but the fact is the schools
are trying to find ways to use éxisting person-
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nel within their present budget constraints.
They are not establishing new positions but re-
arranging the stafing patterns they already
have, while at the sume time sceking highly
gualified personne! among the multiple appli-
cants for vacated positions,

In the meantime, the surplus continues to
grow. The waste involved in continuing to
prepare teachers for whom no ;obs exist is of
course intolerable. The first step toward cor-
recting these education manpower imbalances
is the development of a close collaboration be-
tween the colleges and universities which re-
cruit and train teach:rs and the school systems
which hire them. State education agencies
will need to assume leadership in bringing
about this collaboration and in developing ac-
tion programs to minimize a costly and waste-
ful teacher surplus.

The issue of need for qualified personnel and
of an actual impending surplus exists fur post-
secondary institutions as well. Here the situa-
tion is complicated by the great variety of in-
stitutions and by the wide differences in their
goals and objectives and in the characteristics
of the students they serve. As with the phrase
“teacher surplus” when applied to elementary
and secondary schools, the term “Ph.D. glut” at
postsecondary ins.itutions is barely descriptive
and is, in fact, misleading. Overall, these in-
stitutions have not responded to the very real
and widely varying needs of many students who
attend them and of the far greater number who
do not but would if programs were available
which were responsive to their requirements.

iv

The criterion for the hiring of college teach-
ers is the Ph.D. or master of arts degree, and
often these degreex and the education and
scholarship they represent are suitible only tor
a certain kind of student. In this sense., the
“Ph.D. glut” is real in that there .are more
teachers with these credentinls than there are
positions requiring that kind of preparation. So
while this phrase may be useful in indicating
that we have too many teachers trained in one
way for one job at one kind of institution. it is
not useful to the exten: that it suggests there
are too many teachers fully trained to meet the
needs of all students sceking postsecondary
education.

The problem, then, of recruiting, training,
and using the services of qualified teachers
and other personnel at our schools and col-
leges in such a way as to respond to carefully
identified needs of all students is enormously
difficult. As we study that problem we must
become more sensitive to the importance of
maintaining a balance between adequate supply
and carefully thought-out demand for teach-
ers. The extreme imbalances that have oc-
curred in the shortage years of the 1940's,
1950’s, and 1960’s in both the schools and
colleges can be avoided even though an ap-
parent “surplus” is upon us, if we have a clear
view of our priorities and of the needs of the
students to be served. This report is designed to
contribute to that understanding.

S. P. Marland, Jr.
U.S. Commissioner of Education



Preface

This is the third of the annual reports on
the state of the education professions which
the Commissioner of Education is required to
publish, as stipulated by the Educatica Pro-
fessions Development Act. The first report in
1968 was an effort to describe the “‘state of
the art” among the education professions at all
levels. In a separate section it included statis-
tical information on education personnel from
preschool to graduate school and a descriptive
analysis of training supported under all Fed-
eral programs, the firat time such material
had been presented in this form. The second
report, combining 1969 and 1970, was devoted
to analyzing the problem of educating students
from low-income families and the staffing pat-
terns of schools which serve these students.

The annual report for 1971-72 is to be issued
in four parts—each to be devoted to a separate
concern. This report, which is part I, discusses
the issue of supply of and demand for educa-
tion personnel in public elementary and secon-
dary schools and in colleges and universities.
The other parts of the report will concern dif-
ferentiated staffing, the supply of and demand
for special education personnel, and a man-
power survey of the school library media field.

Part I attempts to explore the nature of the
teacher surplus in institutions of higher educa-
tion and in the elementary and secondary
schools. No new national data of great con-
sequence are offered. Rather than view the
issues solely in quantitative terms, this report
emphasizes the qualitative side of the problem
of an adequate supply of teachers. The fact is
that gross national figures can be misleading
and not very helpful in trying to gauge the

nature of the problem with any accuracy.
There are no qualitative national norms;
each school district and institution of higher
education has its own standards and its own
needs. Only against those standards and needs
can the ‘“‘shortage” or ‘‘surplus” of teachers
be measured.

Chapter 1 analyzes the alleged “Ph.D. glut”
in postsecondary educational institutions. Be-
ginning with an analysis of past and future
trends in enrollments and degree production,
the study attempts to examine job prospects in
postsecondary institutions in the 1970’s and {o
examine the policy issues involved in the
preparation and hiring of teachers.

Chapter 2 is a case study of 10 school dis-
tricts of differing sizes and locations and serv-
ing quite different communities. The study
examines the kinds of decisions which go iuto
the staffing of schools, particularly those de-
cisions which involve the effective demand for
teachers—not only the number but also the
kind of teachers recruited to meet the neods
of the schools. Most national and State stud’es
focus on the quantitative aspects of teacler
supply and demand, but only a few concentrate
on specific elements of recruitment policy.
This study analyzes concrete situation® which
demonstrate a critical point msde 1n the Com-
missioner’s 1969-70 Report on the Education
Professions: “ ‘Demand’ is deiined b, budgets.
It is somewhat arbitrarily 1 mited by fiscal
capacity as perceived by the )olitical decision-
makers and therefore does 1.0t measure total
need. Indeed it only implicitl;‘ reflects concerns
for the quality of education or equalization of
educational opportunity.” This case study, then,



is an effort to put some meat on what have
been largely statistical bones.

Chapter 38 is a regional analysis of the sup-
ply of and demand for teachers for 1969, the
latest year for which the U.S. Office of Edu-
cation (USOE) currently has finished data. The
data are taken from the USOE Staffing Survey
of some 4,000 elementary and secondary
schools.

Chapter 4 sets forth the Office of Educa-
tion’s program priorities for 1973. It outlines
plans for strengthening continuing programs

supported by the Education Professions Devel-
opment Act (EPDA) of 1967 and the mnew
directions prescribed for EPDA efforts under
the Education Amendments of '972.

Each year the previous years' program ac-
tivities are summarized in the Commissioner’s
report. Those supported from fiscal vear 1971
funds, most of which took place in the 1971-72
academic year, are described in the appendix
along with brief summaries of EPDA program
funding in previous fiscal years.

ACKNOWLEDGMENTS

This report was prepared under the direc-
tion of Gerald W. Elbers, Chief of the Under-
graduate Preparation of Educational Personnel
Branch in the National Center for the Improve-
ment of Educational Systems, where responsi-
bility for the report has been assigned.

As has been the practice in previous reports,
reliance has been placed on outside agencies
snd individuals to help in its preparation.

The analyses of the supply of and demand
for elementary and secondary personne' (chap-
ter 3) and of the supply of and demand for
postsecondary teachers (chapter 1) were pre-
pared under contract with Joseph Froomkin,
Inc., of Washington, D.C.

The case study in chapter 2 of the 10 school
systems was conducted under contract by A. D.
Little, Inc., of Cambridge, Mass.



Contents

Chapter 1
AN ANALYSIS OF THE “PH.D. GLUT” AT PosT-
SECONDARY INSTITUTIONS ... .. ........cccevunnn

Chrapter 2
A CASE STUDY OF THE QUALITATIVE NEED
FOR TEACHERS . ...........00ciiininine venennnnn
Chapter 3
THE TEACHER “SURPLUS” . ............c.0c0vnennnn

Chapter 4
OFFICE OF EDUCATION PRIORITIES FOR 1978 ........

Appendiz
PROGRAMS FOR THE TRAINING OF EDUCATIONAL
PERSONNEL UNDER THE EDUCATION PROFESSIONS
DEVELOPMENT ACT, 1969-71 . . ............c.....

vii

28

50

60

66



CHAPTER 1

An Analysis of the “Ph.D. Glut” at

Postsecondary Institutions

During the decade of the 1970’s, between
180,000 and 190,000 new postsecondary teach-
ers will be hired. These teachers will be
trained in the graduate schools of our universi-
ties. If projections about the supply and de-
mand for highly trained personnel (especially
Ph.D.’s) are anywhere close to being correct,
and if the employment patterns of the 1960's
were to continue in the 1970’s, then there
would be more persons with doctorates than
will be required to fill available jobs. However,
although it is likely that there will be no short-
age of highly trained or certificated personnel
willing and able to fill teaching slots, it is not
at all clear that the poatsecondary sector is
prepared to provide the kinds of training that
teachers will need for jobs in the 1970’s. Hence,
concerns other than ‘eacher training may be
more urgent.

With job prospects for the most highly
trained products of the postsecondary system
changing drastically, the energy and the crea-
tivity of graduate departments will very likely
be directed to modifying their programs to
make Ph.D.’s more desirable to potential em-
ployers. It is also quite likely that the orienta-
tion of master’s programs will be affected by
the increasing supply of college-trained person-
nel. In fact, the training for that degree may
change to the detriment of the training of the
college teacher, as will be discussed. Under
those circumstances the requirements for train-
ing postsecondary teachers may be deempha-
sized even more.

The important policy problems involved in
the training of postsecondary teachers will be
resolved only after careful consideration of the
following issues:

(1) How many and what kinds of postsee-
ondary teachers shall ‘ve need?

(2) To what kinds of training should they
be exposed?

(3) How different should this training be,
a8 compared to the training in the 1960’s?

This third question is especially important.
During the 196(’s, the “match’ between teach-
ers and students was far from ideal. Much of
the campus unrest during the past decade may
be attributed to student dissatisfaction with the
courses offered to them.' It can be argued that,
while the character and orientation of the stu-
dent body changed drastically during the re-
cent past, the course content and the methods
of instruction did not.

This chapter w’ll examine the growth of
past enrollment and will project enroliments,
degree production, and stocks of potential
teachers. In light of these, there will follow a
discussion of desirable changes in teacher prep-
aration.

PAST TRENDS IN ENROLLMENT
AND DEGREE PRODUCTION

The past two decades have witnessed unin-
terrupted growth in postsecondary education.
In 1950, 3.8 percent of the population, or 5.8
million persons out of 152 million, had com-
pleted 4 or more years of college. In 1970, the
number had risen to 12.7 million, or 6.6 percent
of the total population of 205 million.? The
greatest quantitative increase in higher educa-
tior occurred during the 1960’s. The number of
bachelor’s degrees granted doubled between the
beginning and the end of the decade, and the



Chart 1

DEGREE-CREDIT ENROLLMENT IN INSTITUTIONS OF
HIGHER EDUCATON AND DEGREES CONFERRED
1940, 1950, 1960, 1970
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of Education. National Center for Educational Statistics. Prejections of Educstionsl Stetistics to 1979-80, Washington: U.S. Government
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number of advanced degrees conferred in-
creased even more rapidly. Total enrollments in
post-second..ry education almost doubled be-
tween 1940 and 1950, slowed to a 30-percent in-
crease during the 1950’s, and more than doubled
again during the 1960’s. By the end of the
1960’s some 8 million students were attending
post-secondary institutions, either part time
or full time.*

Enrcliments

Part of the postsecondary expansion was due
to demographic trends. The higher number of
births during the 1940’s (as compared to the
1980's) increased the number of college stu-
dents in the eligible age groups in the 1960’s

by about - quarter over the decade of the
1950’s.* Adding to increasing enrollments was
the 22-percent increase in the rate of gradu-
ation from high school in the 1960’s.* In addi-
tion, the propensity of high school graduates to
enroll in college increased. Between 1890 and
1960, roughly 50 percent of all high school
graduates enrclled in college; during the 1960’s,
the proportion increased to 60 percent.® Also
toward the end of the 1960’s, increased avail-
ability of student aid (mainly provided by
Federal funds) encouraged more students to
attend college full time and to stay in ccllege for
far longer periods—until graduation from the
4-year course. That is, students were iess likely
to drop out for financial reasons.’

The postsecondary sector at the end of the

Chart 2

PERCENT OF AGE-ELIGIBLE POPULATION (18-24)
ATTENDING INSTITUTIONS Of HIGHER EDUCATION
1940, 1950, 1960, 1970

1940 8.49%
1950 14.2%
1960 22.29,
1970 31.19
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SOURCE: U.S. Department of Health, Educatior and Welfare, Office of Education. National Center for Educational Statistics. Digest of
Educationsl Statistics, 1970, Washington: U.S. Government Printing Office, 1970. Table 86.



Chert 3
PERSONS WITH 4 OR MORE YEARS OF COLLEGE

AS PERCENTAGE OF TOTAL POPULATION
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1960-64 .0 37 percent in 1965-69. It would
appear that while a small proportion of stu-
dents was either dropping out or fading out
for periods of time, enough students else
where stayed in school and received their
dogress earlier.’ It is difficult to predict to
what extent disaffected youths are trend setters,
and whether the aspirations of the majority of
young people to attend college will continue to

Slower population growth, which will arrest
the increase of enroliments in elementary and

than in 1960. By contrast, the high school class
in 1960 was three-Afths again as large as the
class of 1980. Thus, postsssondary enrcliments
in the 197¢’s will inerease at a slower rate
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uate enrollment in 1960 and less thai v percent

in 1970. they may account for 10 percent of
the undergraduate population by 19880. The
share of the lower half of the high achool cluss
is certainly likely to exceed a quarter of the
undergraduate enrollment and may well reach
a third of the total. '

Past projection of trends would lead to the
assumption that enrollment in graduate schovls
will grow at least as fast as total postsecon
dary enrollment or even faster. The NCES

period 1969 79 to increase 65 percent.'
However. there is considerable difference of

fessor M. Haggstrom has prepared estimates
for the Carnegie Commisasion on Higher Edu-
cation. His high estimate anticipates graduate
onroliments will grow 113 percent between
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Chart 4
Enroliment  ENROLLMENT IN INSTITUTIONS OF HIGHER EDUCATION
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graduate level. Concluding that existmg Ph.D.
projections were too high, Dr. Froomkin esti-
mates Ph.D. production during the 1970’s at
a figure closer to 325,000-350,000.:: With grad-
uate student support either failing to increase
or being discontinued by some agencies, fewer
students are likelv to persist in obtaini~
Ph.D.’s. The Officc of Management and Bu
estimates that the number of graduate students
supported by Federal funds declined from 121,-
000 in 1969 to 107,000 in 1970.7

The difficulty experienced by young, doc-
toral recipients in finding suitable jobs ap-
pears to discourage recent bachelor’'s degree
recipients from applyimg to graduate school.
For example, news steries about the career
plans of recent Harvard and University of Chi-
cago graduates indicased that in the spring
of 1971 a third fewer were planning to attend
graduate school ** than was the case in the late
1960°s.

JOB PROSFUEETS IN ME 1099'S

The oppor unities far college mmaduates 1
the job mark<t of the 2970’s will &e drastically
affected by demograghic factors. .n 1970. els
mentary and secondary teachers ssseumted fur
as many as 18 percent of all collage gvaduates
and close to 28 percest of all wesking eell
graduates.” During the 1970's the derr
for teachers will incrense at a very slow rate
tail end of the baby beom of the 1960's
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Senisus readjustmenin are alse anticipmsd
for bhelders of advammd degress. copamally
Ph.D.’s. During the 1080’s, about inif of e
Nation’s Ph.D.'s were empleyed by academic
metitations, and a simnble propestion, prebe-
bly dese to 30 peresnt, were empisyed in
ssareh and developmant astivitism.” Duriag
the 1970’s, though the total enrcliment in ced
tage is likely to ineremss as much as it did in
the 1900’s, the rate of growth of enreliment

will slow down from an average 8.0 percent
a year in the 1960's to 4.1 percent.. At the
same time, the rate f growth of research and
development. which increased 7 percent in cur-
rent dollars and 4 percent in real terms dur-
ing ‘¥ 1960’s, is expected to continuc at 4
. equal the rate of growth . the
TS ..nal prodiuct (GNP).** With the cost
of research increasing, employment in research
and development will not grow very fast during
the next decade, forcing an even larger propor-
tion of advameed degree holders to find jobs
elsewhere.

If recent declines in the birth rate con-
tinue into the next 10 years, we are likely to
experience a stable or declining elementary
school! population in the 1970's, and we are
practically certain to have a small decline in
college enroliments during the late 1980’s.™
These demographic developments will .fec!
the demand for persons with advanced é=
grees,

Even the mwn msmate developments -
slemeninry and smemdary school sector ..
likely to afwet the lowel of demand for ms«
ter’'s degres holders. Guar the next 10 years, t!
school-eligible populatioa aged 5 through
is likely to decline by 1.0 million or 4.2 n
lion (depending upon which demographic p
jection one uses). In all probability the n.
ber of chiliren aged 3 through 8 in preschool
will increa-¢ gremsly. However, even if one
postulates a rather startling growth in early
childhood enrollamats, the total employment
of instrustional smfl, which grew from 1.7 to
2.5 millien betwamm 1960 and 1970, is wet
lkely to mmsenns &y wmore than 400,000 durmg
the preses: desndin

By 19% a temsher without a B.A. was a
sarity in public sshesl, as 96 percent of all
tenchers were cslinge graduates. Between 1900
and 1970. the nsumber of sssondsry scheel
teachers with master’s degress increased from



all teachers will obtain master’s degrees. Start-
ling as this estimate may appear, it is probabiv
conservative. As experienced elementary amd
high school teachers will need retraining ™
teach preschool, it will be only natural for them
to obtain an advanced degree as part of thew
retraining.

The higher educational attainment of teach-
ers will undoubtedly have an effect upon the
field of school administration, although it =
not yet clear what form the effect will take
More administrators may seek an Ed.D. or .
Ph.D. degree. Currently, it is estimated ths
fewer than 2,000 persons in elementary amr
seconcary schools hold an Ed.D. or Ph.D. Sorm
form f doctorate may become a prerequisise
to the job of principal or head of a large high
school department. A small increase in the
total number of persons with doctorates em
ployed in elementary and secondary schosls
(e.g., from the current less than ome-tenth ef
1 percent to 1 perceat of the total) could ressit
in an increase of 20,000-26,000 doctorate pem-
tions.

An overview of future sasoliments, the de-

srnducing institutions lost some 7 percent of
che total Ph.D market. At the beginning of the
decade these 50 institutions were granting 78
percent of the Ph.D.’s; by the end of the dec-
ade, their share had declined to 71 percent.
These schools are now keeping constant or
seducing the intake of graduate students. Other
sghools, by contrast, are increasing their intake.
It is quite possible that by 1980 no more than
two out of three Ph.D.’s will be graduated from
these larger schools.

If low estimates of Ph.D. production are
seasonable, then similarly lower eatimates
might be made for total enroliments in grad-
amte schools. It is much more likely, though.
that graduate scheal enrollments will grow
fmster. but that a lmger number of students
will eamtent themssdwes with the master’s de-
srea. The following discussion of job epmer-
tuniigs for college graduates leads to the ~)n-
clusisn et additional traiming will be de-
mumanded by many bacheior’'s degree remgmants
= sn ingmeasingly tight jeb market. lhmoe,
it is guite Bkely that the preduction of Fil.’s
il shert of the MCES projectiams. but
#» fameast of master’s degrees gmmmtnd
goeve to be accurate. If this assmsmgmion
& aiged. full-tisme-equivalent enrollmemt in
osuiygte cshoole ean be estimated to imssense

the next 10 years. This is
ssaligtic limit of future envellmumss.
; t, the CES
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ple of decades. some are wondering if they
will receive any suitable offer. Projections
of the future market all agree that the
number of positions will increase substan-
tially throughout the 1970's, The projec-
tions also agree that the number of people
holding doctor’s degrees will also increase.
Barring a major depression, here will be
more positions requiring the doctorate;
there will be more candidates for those
positions; and there will be so many can-
didates that a considerable number will
enter non-traditional jobs to do work that
in past years has not attracted many hok:-
ers of the doctorate. Ten years from now,
unless corrective actions are taken. can-
didates will face an even bleaker prospect,

for higher education has expanded t the
point of being able to educate more wc-
toral candidates than can be effect :iy

employed.

DEMAND FOR FACULTY FOR
POSTSECONDARY INSTITUTIONS

Tetal Faculty Requirements

Most projections of full-time instruct..ass
faculty positions estimaie the total desmmm
(including replacements) at 180,000 for -
decade ending in 1980. The total number
full-time faculty positions in the course
the next 10 years is thus likely to exceed -
total number of openings during the MWW
by only 5,000. By contrast, the number of »
sons with doctorates entering the labor »er -
will double during the coming decade e~
pared to the 1960’s.

Junior colleges, which had an estimatec 'R
000 full-time faculty members in 1960 s
expanded their staffs to number an estimmmped
53,000 by 1970, are likely to add an additienn|
25,000 full-time positions during the 19™'s.
With attrition from death and retiremesws
added to this figure, possibly as many as -5.-
000 full-time joba are litely to open ur in
2-year institutions.’® The teaching of umdber-
graduates in 4-year colleges, which prowiled
for 55,000 new positions in the 1960’s, is iy
to show a growth of only 30,000 positismss.
However, openings due to attrition are Himly
to create an additional 46,000 positions. for
a total of 76,000. In the graduate sector 1t
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1 be well to disaggregate the growth into
segments: teaching, and research and de-
'pment. It is estimated that in the 1960’s
-thirds of th~ total 38,000 increase in grad-
2 faculty posts, or 25,000, were accounted
by teaching positions, while the rest were
s paid for by research and development
tD) moneys. In the 1970’s, an additional
100-20,000 teachimg posts are likely to open
R&D employmest is not Kkely to grow by
‘e than 5.000 positions. Thus, with a provi-
| for replacements, another 59,000 jobs will
erialize.*
omparing the total number of openings for
period 1960-69 with those for 1970-79, ome
truck by the fart that. deapite the different
w of growth im varioma sectors, the new
itisns for faculty will met be too different.
tawr colleges ave estimmmted to account for
99 new openings in the 1970°s as compared
M990 in the 1980’s. Undergraduate teach-
is likely to provide 76,000 new openings in
MNO's vessus §5,000 iw the 1960's; and
dunte faculties, §9,000-10,000 more than
he 1960’s. These estimates assume the con-
iod growth of the pestsecemdary system
ity much along the patterns which were
rienced in the 1960’s. If these patterns
1t eontinue, however, the demand for fac-
' may change quite comsiderably.
n alternative estimate of the future de-
id for faculty may be derived from esti-
es recently published by the National Sci-
) Foundation.® The NSF estimated that the
] openings for graduate facwlty with doc-
ites in science and engimeering would be
00 for graduate faculty and 47,000 for
srgvaduate faculty. Simge these asswmp-
s indicate that 95 percemt of the graduate
iity slots will be filled by PhB.'s. and some
ercent of the faculty is in solamse and engi-
ring, the NSF ostimate weuwid place
1 graduate demamd for facufly at 61,000.
se estimates are higher ham the afere-
itioned ones because they assume that
either R&D outlays will wise with the
wth of enrollments, or (2) M&D outtays
person will continue to grow, thesgh
as fast as during the past 1 years. These
imptions may prove incorrest. For under-
luate facuity, NSF assumes that @2 per-
- of the wew positions will be filled with
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Ph.D.’s. Using the same line of reasoning, NSF
would expect undergraduate openings to total
130,000. Thus, NSF implies that new positions
would total 191,000, some 11,000 more than the
aforementioned estimates.

The Damend for Decterates in
Postssasndary Institalions

It is rather diflmmit to predict how many
persems with doctssstes will fill faculty posi-
tions. The careses of persons with destoral
degrass have not semm documented fully. While
the esswer patsmmms of scientists and engi-
neers mawe beem smmdied, the careers of doc-
torate weipients ‘m the humanities ané edu-
caticn tmwe to be guwessed at. Whereas there
is nut gveat umesrtainty about the demand for
postsecendary farumity in the 1970’s, the sum-
ber of pusitions which will be filled by pessons
with dammtorste:. and the number by pewsons
with isswer edmsmtion are by no means cear.
The 4lllwnity in poajecting the degree lowsl of
incuminsmts is duwe to the drastic chamgms in
the suggly of PRD.'s in the 1970's as compmmad
to the HDO0’'s. Dumimg the 1960’s, 180,000 wow
doctesmtns were gmanted. The same dammde
probaltly witnessed-the death or retirermsss of
some 30000 PD.’s. The net increase of WN,-
000 pessons with dectorates was distributsd as
follows:

(1) 160,000 feumd academic jobs—

(a) absut 70000 persons with dester-
ates ware added to the teashing
facuity ;

(b) soms 30800 feund jobs in resssweh
and dovelepment ;

(c) abemt 5000 memsived postdesseral
followahips ; and

(d) anether 5000 persons entewad ad-
ministrative jobs.

(2) Of the remmining 50,000, 30,000 uiled
nemacademic R&D jobs, and the rest
took admimistrative or other jobs in
government amd industry.

The next 10 years ame likely to witness the
production of betwmam 320,000 and 450,000
doctorates. After damthe, emigration, retive-
ments, and temporssy withirawals frem the
labur fusee by women, the met additions will
number dtween 300000 and 400,000. If B
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persons with doctor's degrees. In 4-year insti-
tutions, many faculty positions in fine arts,
law, journalism, and sometimes business ..
filled with nondoctorate holder- !' h. -
suggested that no more than 70 percent of
all vacancies are likely to be filled by persons
with doctorates durimg the 1970’s. This esti-
mate appears to be gsmerous. .gince it would
increase the desctorate proportion of full-time
faculty time frem 6550 percent in 1970 to
55-60 percent m 1980.*

Even if this rather heavy infusion of per-
sons with dessorates takes place in the aca-
demic world = the 1970’s, four to five times
as many perssms with doctorates will have to
find jobs in pussrewwent and imdustry in areas
other than ressswch amd develspment during
the next desmdn Hence. the yesung holder of
a doctorate. mmmmad of startimg his career in
research amsl dwwelopment. will have to look
elsewhere.

Lot

ISSUES RELABEEE TO WNE TRANNNG OF
POSTSECONDARE TEATMERS N TRE 1000's

The U.S. edmmstional establishment is not
monolithic. It caters to a wide variety of stu-
dents. Therefore. the change in the character
of job oppestumilies fer college students, and
especially persems with graduate degrees, is
likely to affect diferent types of institutions in
different ways. Nence, it appears reasomable
to discuss the preblems of the match between
instructor and imstitutiam not in giobal terms,
but by type of institmtion. The problems of
training and recruitimg teachers for 2-year
oelleges should be diffesemtiated from these of
the 4-year ssheols. In the case of universities,
distinctions shewld also be made between pres-
tige institutioms which train teachers and re-
searchers for eamsh other or for a limited num-
ber of prestige wonassdemic jebs, and those
whose gradustas fil] a wider gamut of teach-
ing, businsss, amd pulie service positiema

The peliay isouss whish are invelved cam be
divided inte han invelning schosls which have
ovuiinate dpavtnnste sans those which de not.
Fiost, inellinthes withest graduate deparst-



Chart 5

SUPPLY AND BEMAND FOR PH.D's IN ACADEMIC,
RESEASCH AND DEVELOPMENT AND OTHER FIELDS
1960's and 1970's
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during the past decade and a half. Most of these
schools granted graduate degrees to persons
already employed or likely to be employed in
education, other segments of the public sector,
or business. Although they were more respon-
sive to employer needs, the pressure of con-
forming to the patterns of prestige institu-
tions, in order to have some of that prestige
reflected upon them, has made them ambivalent
about their role. The most succesaful new uni-
versities oven managed, in two or three decades,
to build themselves a reputation close to that
of well-established institutions and have as.
sumed a role which is indistinguishable from
the older prestige inatitutions.

The greatest amount of redirection will be
required in schools which train graduate stu-
dents. The career paths of many of their most
prized students, especially those aspiring to
or being granted a doctorate, will be diffferent
than in the past. These atudents will have to
be prepared for different types of jobs.

The 2-Year Cellege

General Considerations

The professional staffs of junior colleges are
facing by far the most difficult tasks, not only
because these institutions are growing fastest,
but also because their function and goals are
not yet fixed. The recently puwhblished Report
on Higher Education (by the Newman Task
Force) decried the present comesption of the
mission of junior colleges.® Specifically, mem-
bers of the task force objected to the institu-
tionalization of a two-track system—one for
vocational preparation, the other as a “trans-
fer” or academic program. They found that
the vocational track was failing because “few
[students] enjoy, excel at, or persist in aca-
demic studies” (p. 59). By contrast, they ap-
proved of the efforts of junior college educa-
tors to stremgthen occupational programs, com-
munity services, and adult education. While
one cannot help but agres with this point of
view, their report’s prescription for the 2-
year colleges (i.e, having them “organised
to meet the specific needs of the students they
serve” (p. 60)) is far too general to be help-
ful, The 2-year college has to accommodate di-
verse entrants. Some wish to improve their
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preparation for the world of work, others wish
to broaden their cultural preparation, and still
others wish to be certificated. Without any
clear direction about the role which they should
perform, 2.year colleges will be facing a period
of strain and confusion.

These colleges do, however, offer a chance
for upward mobility to less well-prepared stu-
dents. While an increasing number of highly
trained, research-oriented, and highly certifi-
cated personnel will become available and seek
jobs in these institutions, it is not at all cer-
tain that they are best suited to teach students
in 2.year imstitutions. The present trend to-
ward open-door admission is Hkely to result
in some 25 percent of all postsecondary stu-
dents coming from the high schools’ lowest
achievement quartile. A sizable minority of
students will enter these institutions with lan-
guage and mathematics skills which may not
exceed those of an average ninth grader. The
majority of this group will not be likely to
aspire to, or last through, a full 4-year col-
lege course, and will probably be most con-
cerned with improving basic skills and obtain-
ing marketable technical skills, The growing
criticism of 2-year colleges is that these two
objectives are not pursued either concurrently
or effectively.

To clarify some of the options which may be
open to these institutions as they try to im-
prove their performance, it may be worth-
while to restate somse of the remsoms which
have been advansad for their expansion. First
and foremost, they were meant to aid chil-
drem of leas affiwent parents, children who had
not received adequate preparatiom in elemen-
tary and secondary schools. Some studeats who
did badly in high school might have lsarmsd
more if they had been properly motivated. .
They were not. As they matured, they were
motivated to return to schosl by the realiza-
tion that career opportunities were cloged
to them because of deficiency in skills. To
ter themselves, they needed to comtimwe
stedies. Most Americans believe that
ustion from college, or mere expasure to eol
lege, can be transiated into increassd earnings
in later life. Statistics to the effect that a ool
lege graduate earns $100,000 more tham a high
school graduste during his lifetime are com-
monly accepted. However, many eollege grad-
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uates who have made higher earnings are
those who, on the average, came¢ from more
affluent families and were better prepared when
they entered collegze, Hence, par- of the re-
turn of a college education is probably due
to gemeral background, and part to the con-
nections these students possessed or acquired
during their college experience which facili-
tated their entry into well-paying jobs.

The 1960’s were unusual in American in-
dustry, Jobs for white-collar workers in-
creased 70 percent, much faster than the
total labor force. Recruiters for professional.
subprofessional, and clerical positions gave
preference to those with college degrees or,
at least, some college experience. We are now
at a turning point in terms of demand and
supply for college-trained personmel. There are
indications that from now on the increased
capacity of postsecondary institutions is likely
to eradicate all shortages of persons with col-
lege degrees. It also seems likely that the fi-
nancial returns from a college edmecation will
decline.** Thus, those institutions which cater
to the less well-prepared studemt may find
themselves in the difficult situatiem of havire
to increase the quality of their outpmt-—if they
are to maintain credibilitv—while redirecting
the profeasional aspirations of their students.
The twin challenge of remedial edweation and
inb orientation is likely to pose problems.

The first task of 2-year institutiewms is to
bring the students to an acceptahle level of
competence in basic skills. Readimg. writing,
and arithmetic skills are demanded by employ-
ers, not necessarily because they are essential
to the performance of a job, but maimly be-
cause they are necessary for commmumication
and general flexibility. Currently, postsecom-
dary institutions are not staffed to perform this
function; they do not have sufficient person-
nel trained in remedial work. The gmemtest
gingle challenge in the training of imstrwetors
for the postsecondary level will comme im the
field of remedial education. Rewadinl educa-
tion has never been seriously umdestalssn be-
yond high school, and it has no sst wmsodels
which it can follow. Even in the elementary
and secondary school systems remsedial pro-
grams have had only indifferent smseess.

The introduction of instructioms technol-
ogy is most urgently needed in the area of
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remediation. An important difference between
postsecondary remedial programs and those
at the secondary level is the level of student
motivation required, Postsecondary students
enroll voluntarily and most want to learn.
Because they are more highly motivated, it
is important that they be allowed to learn
at their own pace. Regimented classroom teach-
ing techniques may discourage or repel them.

It may be preferable to train learning man-
agers rather than teachers for these class-
rooms, but it is not clear where the responsi-
bility for training such managers should lie.
They might be trained in the subject disci-
plines, in the schools of education, or in a
combination of both.

The second task of the 2-year institution is
to redirect the vocational aspirations of less
able students. Since many junior and com-
munity college students will not be able to
compete for technical or professional careers,
alternatives will have to be introduced to them.
This may be what is meant by the community
service function of the 2-year college.*¢ It is
here that adequate counseling is of crucial im-
portance. At both the secondary and postsec-
ondary levels, counseling generally has been
most successful with academic placement for
better prepared students. Vocational guidance
has not been as effective. It is difficult for
young people to grasp the concept of a career
ladder. Youth has a short fuse. Using one job
as a stepping stone to another hardly makes
sense to persons who have not had any experi-
ence in the labor force.

The more successful vocational programs
at the secondary level combine work with study.
An exposure to real-life settings is worth more
than numerous counseling sessions. In a post-
secondary setting, the problems are more com-
plex. Even though roughly one-third of all col-
lege students work part time, opportunities are
circumscribed by the academic program, and
in most instances are only financial stopgaps.

For large numbers of students in community
and junior colleges, attendance is inspired by
a desire to upgrade themselves in the labor
force and sometimes to change their careers.
With the exception of fairly narrow technical
training for technicians in medical labs or in
repair work-—courses which only marginally
belong in the postsecondary system—there is



no opportunity to expose students to the type
of work which they may want to undertake.
These opportunities must be made available
through the cooperation of local business and
industry.

General Education

An important, though seldom discussed funec-
tion of 2-year colleges is to broaden the
cultural perspectives of their students. As lei-
sure time increases during the next 40 to 50
years (within the life expectancy of most stu-
dents enrolled in college today), continuing
education beyond high school must orient it-
self to the cultivation of avocational interests
and the broadening of curiosity. To achieve
what has been called “relevant” presentations
of general knowlege courses, it will be nec-
easary to depart from the general survey for-
mat now so widely used. A way of reaching
these students may be to help them understand
and appreciate the culture that is indigenous
to their particular group or groups, if not to
the United States as a whole. The promise of
this approach was best verbalized by blacks in
the last few years. Black students have active-
ly demanded courses which deal with their
environment, literature, history, and music.
If properly presented, such courses not only
will provide cultural information, but also will
broaden the critical faculties of the students
to appreciate other new and possibly different
manifestations in the arts and in the political
and social events around them,

Summary

It should be pointed out here that, as a pro-
fession, 2-year college teaching is extremely
new. Back in 1960, it was estimated that some
84,000 were teaching in 2-year colleges. By
1970, the number exceeded 100,000. Roughly
one-half of the total instructional personnel
in 2-year schools are full-time employess.
Others are mostly “moonlighting” high school
teachers or persons with special skills drawn
from the community. The vast majority of the
full-time staff have master’'s degrees, with a
small minority, less than § percent, holding
Ph.D.s. In the course of the next 10 years,
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another 25,000 full-time positions and proba-
bly an equal number of part-time positions are
likely to open in 2-year cclleges. How many
of these jobs will be or ought to be filled by
Ph.D.’s is debatable. Certainly there will be
a sufficient number to fill the jobs. However,
the 2-year college needs professionals highly
trained in skills not generally emphasized in
most graduate programs. It is essential that
graduate programs prepare to meet the needs
of 2-year colleges.

If the 2-year colleges continue to recruit
their staffs from the ranks of persons with
master’s degrees, either new graduates or for-
mer high school teachers, then special inserv-
ice as well as preservice programs for this
growing group will be called for. Inservice
training opportunities for the part-time teach-
ers in 2-year schools are also of great impor-
tance. Until now they have been the forgotten
segment of our postsecondary teaching re-
source.

The 4-Year College Without a Graduate Scheel

The 4-year institutions which do not have
graduate departments are still in a majority in
the United States, although they employ only 40
percent of all full-time faculty.*®* Most of them
are either small liberal arts institutions or out-
growths of normal schools dedicated to the
training of elementary and secondary school
teachers. By the 1960’s most prestige liberal
arts colleges, such as Dartmouth, Swarthmore,
Bryn Mawr, Vassar, or Union, acquired grad-
uate departments and granted at least master’s
degrees, if not Ph.D.’s. During the same period
many of the State higher education systems
added graduate departments. ‘

The small college without a graduate depart-
ment depends on the product of the graduate
schools even more than does the 2-year col-
lege. Between two-fifths and one-half of the
faculties of the 4-year schools are holders of
doctorates, and probably another two-fifths
have master’s degrees. Many holding master's
degrees are candidates for the doctorate. Some
eventually earn the doctorate, others do not.
It is quite likely that as an increasing number
of persons with doctorates become available
for employment, 4-year colleges will increas-



ingly fill their vacancies with Ph.D.’s rather
than hire applicants lacking doctorates and
offer them an opportunity to complete their di
sertations while teaching.

The more complete staffing of these schools
with fully certificated persons is likely to move
them further in the direction of full-fledged
universities. It has been said about the latter
that they are mainly channels to graduate
school. This direction would probably be dis-
astrous for the aspirations and career orien-
tation of the majority of students in the 4-year
colleges.

4-year College Students

As do a large number of enrollees at State
universities, the students in 4-year colleges
have limited postsecondary aspirations. Some
of them enroll in college merely to get some
postsecondary education, and are thus no dif-
ferent from 2-year college students; others
aspire to and eventually obtain a bachelor's
degree. During the 1960’s, some 25 percent of
the men and 465 percent of the women who ob-
tained bachelor’s degrees and were employed
2 years after graduation were teaching at the
elementary and secondary school level.* The
vast majority of the remainder found other
professional jobs. It is interesting to note that
even in the early 1960’s, when college grad-
uates could pick and choose jobs, a survey
of the early careers of college graduates who
reported employment as of 1963 indicated that
social science and humanities majors found
jobs in vastly heterogeneous endeavors. Stu-
dents with these majors were most often placed
in teaching, which offered opportunities for
roughly 80 percent of the men and 60 percent
of the women.*

Training and Job Prospects for B.A. Graduates

The changing environment of the job mar-
ket, with the lessening of opportunities in
teaching, will probably create a demand for
new types of courses in 4-year colleges. In all
probability these institutions will have to pay
increasing attention to courses training stu-
dents to fill jobs in human services, many in
local, State, and Federal governments, etc.
Though, in most instances, the entrance re-
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choice of servicen which are available. the an-
aurance of their continuity. and the puckaging
of relevant service have been fairly huphazard.
For insatance, whilc job training is done by one
agency. job counseling may be done by an-
other, job placement by a third, and followup
services for marginal workers by a fourth,
Expecting the poor to avail themselvea of all
these servicea presumes a degree of sophisti-
cation which even the well-educated person
may not possess. With increasing awarenesa
that poverty and deprivation are complex phe-
nomena, job opportunities may well develop in
the area of coordinating human services. If
such opportunities actually obtain, a great
deal of experimentation and new training re-
sources will have to be developed for persona
to fill these joba. To a large extent, the training
for these new professionals will uave to be
developed by the universities.

One suggested profession ! program for the
managers of human services would consist of
a mixture of courses in social sciences (e.g.,
economica, sociology, psychology. and anthro-
pology). integrated with fleldwork, and prac-
ticums in settings where social services are
dispensed. Starting with the sophomore year.
the program would include fleldwork. In swe.
ceeding years, the students would be rotated
among & number of institutions: the schools.
where they could participate in highly struc-
tured coaching programs: the home. where
demonstration programs of cognitive child de-
velopment and good nutritiona) patterns would
be given in situ; recreation and adult training
coenters, health centers, and well-baby eclinies.
In the later phases, the students should not act
as observers. but be employed as demcaatrators.
The fleldwork would become increasingly de-
manding as students become thoroughly im-
mersed in the diagmosis of an area’s social
pathology. They should not only administer
tests and discuss the results, but .l.ould asaist
also in what is commonly known as “ecase-
work,” following up the progress of a grouwp or
a family. Concurremtly with the feldwork,
the program of social studies should be com-
tinued, with the students going from the gon-
eral introductory courses to more apecialised
courses. Thess coursss would it in very well
with the advocated broader, nonprofessionalised
bachelor’s degree program. While the attrac-

tion and the use of the program will probably
be limited to n amall segment of students, no.
exceeding 10 percent of the totul enrollment in
undergea iuate programs. such a4 program
might well be a worthwhile undertaking for
univeraitien.

Changes in Faculty Preparution for the 4 Year
College

The preparation of teachers to staff liberal
arta colleges involves a myriad of problems.
The values of most liberal arta 4-yvear achoola
are fairly close to those of the universitiea.
Their ataffs conaist of persons with doctorates
or pera.is who are candidates for the doc-
torate. 3y contrast to the environment in the
universitien, however, the majority of the ataff
in the 4-year college is not engaged in research.
Hence, the major share of the content of the
doctora)l program. which consists of training
in research, is scarcely utilized by 4-year
college faculty. The seriousness of the gap be-
tween training and job requirements is illus-
trated by the fact thot 88 percent of twose
who received Ph.D.’s have never published.*

On the surface, it would appear that the
doctor of arts degree, which substitutes some
training in teaching for ressarch, may meet
the requirements of these schools: but this is
only a partial answer to the problem. It would
be desirable to fill the 80,000 or so new posi-
tions in undergraduate schools, probably two-
thirds of which will open in 4.year schools,
with teachers who are (1) aware of the im-
portance of their discipline’s comtribution to
young people’s lives, and (2) aware of the job
requirements in the real worid. These two
points need some elaboration because they are
subject to varying interpretation. When dis-
cussing the comtribution of a given discipline
to a curriculum, it is fnhlonblo to argue that



decision. consciously or otherwise. Flite insti-
tutions and those which are tryiag to imitate
them have designed the undcrgraduate curricu-
lum as a stepping stone to graduate school.
Coursea have been replete with facta and tech-
niques. The more general survey courses,
whether in social thought or civilization, have
fallen into disregsrd. Many schools have aban-
doned them., both because teachers disliked
teaching them and because students were not
interested in taking them. The whole question
of the contributisn of survey courses to liberal
education needs to be reevaluated. To what ex-
tent is their unpopularity due to the way they
have been taught, rather than to the subject
matter covered? As narrow scholarship has be-
come a sure ticket to advancement in the aca-
demic community, the disappearance of the
generalist from college faculties has contri-
buted to the declining popularity of survey
courses.

The hundred thousand or sc new teachers of
undergraduate students in 4-year institutions
and universities will have to resis\ falling into
three traps: (1) They must not succumb to the
temptation to provide low-level technical train-
ing to At their students for the boring jobe
which they will have to All before they get a
chance to climb the career ladder: (2) They
must not imitate high-prestige institutions in
shaping their curriculums solely to the pre-
paration of students for graduate school, since
the opportunities for persons with graduate
training are likely to be less promising than
those for persons with bachelor's degrees;
(3) They must not continue to train students
only for today’s jobs, many of which will dis-
appear. Instead, they should prepare studemts
for new careers in human serviees, where more
job opportunities are likely to materialize.

Undorgraduste Training in Universities

Planners of undergraduate programs in the
universities must distinguish between the
problems of students in many State sniversi-
ties and those of students in prestige schools
(some of them State universities), as these
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carecrs in teaching. The problems of their
undergradunte departments are not very differ
ont from those of the 4-vear collegex. On the
other hand, the preatige institution, e.g.. Ha1-
vard. Chicago. or the University of California
at Berkeley, may fuce the moat scvere prob-
lems in reorienting their curriculums to meet
the challenge of the 1970’s. In the 1960's these
institutiona directed their efforta to the devel-
opment of scholars and potential entrants to
professional schools. If the outlook previously
outlined for employment in the 1970’s proves
correct, and if the trend toward completing
one’s education at the bachelor's level con-
tinues, the training patterns for the intellectual
or at least the academically achieving elite will
huve to change drastically.

The Report on Higher Education cataloged
a large number of failings of the present uni-
versity system. It mentioned, among other
student complaints, objections to the “rounded
curriculum and course re juirements for which
(students) have absolutely no interest.” *
However, the report then went on to argue
againat foreing students to choose a major
early, “without having any idea what histor-
ians, biologists, or physical scientists do in the
world, or how various people in various oceu-
pational roles utilize the akills these disciplines
provide.” * The task force which prepared the
report did not propose a solution to this dilem-
ma, but recommended increased attention to
learning by doing.

It could be argued that the elite institutions
should shape their curriculums with greater
care because they impose their patterns not
only through prestige and example, but aleo
because they train large numbers of post-
secondary teachers. Ever since Herbert
Spencer asked, ‘“Whe Wmnwirdge is of most
worth ' the fundamw- -+ of education
has been widely @i Benec 5 years ago
the objectives of educativn v + restated onece
again by Joha R. Platt, whese call for diver-
sity was “interpreted as a plea to discover what
kind of education will produes, in all men, the
greatest inventivensss, the greatest willingness
to undertake intellectual endeavour, the great-
est capacity to combat the commonplace and
repetitive.” »

Examined in this light, the content of the
undergraduate curriculum appears less im-



portant than its form. It may be more im-
portant to define how to study rather than what
to study.

The choice of appropriate methods to help
students understund the interrelationship of
social forces, the development of doctrine. and
the growth of acientific discipline, for example,
goes to the very heart of the process of training
teachers. Especially in the humanities, where
recently the concern has been to define and
describe the creative process rather than to
svaluate the impact of creativity upon social
forms, the format and content of courses have
increasingly focused on classifying art forms
rather than on their meaning. In the social
sciences, the increasing sophistication of
methods has led to the result that most courses
deal with techniques rather than with the sub-
stance and relevance of different policies.

The uii- ersity now suffers from a flight from
ideology to inethodology. This change in empha-
sis has withered a principal function of higher
education: i.e., to train students for leadership
and decisionmaking. The increased sophistica-
tion in most disciplines has helped acholars and
teachers understand the unintended consequen-
ces of actions. This, in turn, his made the uni-
versity less prescriptive, less controversial,
more oriented to methodology and to the exposi-
tion of facts. The up-to-date professor is likely
to restate the Golden Rule in George Bernard
Shaw's terms: “Do not do unto others as you
wish them to do to yourself, they may have the
same tastes.” This attitude cannot help but
make undergraduate teaching duller and less
appealing to students. Thus, the elite universi-
ties and colleges are faced with the challenge
of reexamining the possibility of creating pro-
grams for social and scientific leadership. The
curriculum for managers of human ssiviess
mentioned previously is one such program. An-
other opportunity lies in a rigorous interdiscip-
linary program of studies. While the Report on
Higher Education decries the college’s failure
to ereate interdisciplinary programs, this fail-
ure is understandable if ome looks at the dy-
namics of postgraduate education and its link-
ages with the curriculum at the bachelor’s lovel.
While the Federal Government has encouraged
interdisciplinary programs at the graduate
level, those programs did mot prove popaular
since there was little demand for teachers with

those skills at the lower levels of postsecondary
cducation.

To summarize, at the prestige colleges and
nuniversitics teachers will have to be increas-
ingly aware of the purposes of their disciplines.
They will have to be trained or retrained
to orient the undergraduate courses toward
problem solvng. rather than toward the ac-
Quisition of facts and attitudes to meet the
requirements of graduate or professional
schools.

The Evelution of Graduste Education

While changing demand conditions are likely
to affect roughly one-half of the student bodies
of undergraduate achools, the graduate estab-
lishment is likely to feel the change in economic
conditions even more drastically. Thus, the
character of the master’s degree program will
have to change quite dramatically and the
orientation of Ph.D. programs will require
realignment according to the employment op-
portunities which will be available.

The Master’s Degree Pregram

While there is a great deal of soul-searching
about the content and the size of Ph.D. pro-
grams, the master's program has received
much less attention. This is the more surpris-
ing since for every Ph.D. awarded, seven mas-
ter's degrees are conferred. Yet, strangely
enough, the master's program has been in-
creasingly deemphasized by most prestige
schools, and withou* their leadership it has not
changed dramatically elsewhere. In prestige
universities the master’s degree is often a con-
solation prize to those graduate students who
are deemed to fall short of the ability required
for a Ph.D., especially in the physical and
social sciemeas In some ther schools it is a
stopa .ag @ son.. = toaPhD. How-

N esaions the master’s degree is
- meve~sary ocertification for specialization. In
such endeavors as business, social work, and
teaching, it is increasingly becoming a pre-
requisite for tenure in professional jobs. In
many cases, the “tools of the trade” are taught
at the graduate level, and undergraduate
preparation is thereby rendered less important.



Thus. any liberal arts or «cinee training ha
come to be considered ad. . uate for admission
to 4 master’s program in . <iness administra-
tion or teaching. Finally. .. number of school~
have specialized in granting master’s. but not
dector’s degrees. while in the certification of
their atudentas little distinction is made between
the bachelor’s and master's programs. Many
of these master’s degrees are obtained by par-
ticipating in evening programs.

During the 1980's some attempts were made
to modify the curriculums for professional or
“mass-produced’’ master's degrees. A grant
from the Ford Foundation helped numerous
business schools reexamine their programs. As
a result, their programs became oriented less
to “nuts-and-holts” and more to teaching de-
cisionmaking techniques, A similar reexamina-
tion led to changes in the master’s degree in
education. A case in point is the introduction
of the master of arts in teaching, with greater
emphasis on study of the social sciences and
less on educational techniques. In schools of
social work. notably at Brandeis. Columbia.
and California (Berkeley), greater emphasis
has been placed on understanding the social
pathology and psychological problems which
students may have to deal with in day-to-day
contacts with welfare clients. By contrast, the
mechanics of social work have been deempha-
sized. These changes have not been accepted
widely. nor have they been greeted with uni-
versal and unreserved approval. While the new
master’'s programs made it easier for some
students to go on to doctoral work, they have
not been approved by all employers. Estab-
lished businessmen considered the “new"”
M.B.A. candidates too theoretical, too inter-
ested in testing hypotheses about business be-
havior, and pot versed enough in making ad
hoc decisions. In some cases, teachers prepared
by the new programs knew little about the
real world, and newly trained social workers
were more interested in solving the problems of
society than in calculating welfare clients’
eligitility for benefits. In a seller's market,
where the number of college graduates fell
short of or was equal to the number of jobs,
the employers grinned and bore it. In a buyer’s
market, employers may well shun the products
of the more innovative programs.

During the 1970’s, the pressures on the

-« programs will be great. On the one

uny  ambitious students will opt to

in school through the master's degree

to ensure employment in o job with

Al conter . On the other hand. em-

i1l be more choosey, often giving

™ to students who are trained spe-

+ o given job, While the students will

nding training for high-level jobs, the

s will be expecting more specific train

jositions at the bottom of the profes-

«dder. The master's degree will become

ngly a professional degree. even in the

- If the employers win. we are likely

a8 a much greater emphasis on mid-

raining as managers, or employees on

' vo of promotion and returning to school

. a= about new techniques applicable to

1ds. While most of these new customers

%~ reaaduate programs are not likely to be

" afford the time to earn a Ph.D., the

- which will suit them best will resemble
the wing given to Ph.D. candidates.

“reomtly most evening programs are de-

vere courses with more professional than

thee=' -al content. There have been some

Mg~ o.g., the executive program at the

1 f Business, University of Chicago) that

-r ms with largely theoretical content 14y

«</me appeal to the more upwardly mobile

- sers of the private sector. If such pro-

ovams catch on, they will have interesting im-

eficntions both for the demand for and the

training of postsecondary teachers.

In line with more emphasis on mideareer
training, the professionalization of master’s
degrees in all fields, including the sciences, is
likely to be quite pronounced. If this occurs,
the nature of teaching at the immediate post-
graduate level will have to become more prag-
matic. Teachers there will have to possess a
combination of teaching experience and high
technical skill. Thus, the patterns of entry into
the lnwer levels of graduate work in the 1970's

quite different from the 1960’s. The
an: . maent of part-time teachers, and of per-
sa» ith experience in research and develop-
men: or in practical work settings, is likely
te be encouraged. Young Ph.D.’s may be forced
to take their first jobs in industry or govern-
ment before qualifying for lower level graduate
teaching jobs.

[o)
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« has been comsidere: .ar ammr-wwceship,
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Reweman heve charactersses ‘h1i twmmsphere
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They stated that the “faculr mestv ~ncluded
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stringent efferts were mes@iss' :0 pwewsnt sub-
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Jencks and Riesman have 22w mstu hat re-
views of the Ph.D. trainimgy geessss W govern-
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and committees *‘all forvmmmss- @ - rFeCOM-
mendations on the assusmgem S the Aation’s
leading graduate schools were m peamty good
shape and that America’s «dmcs-wemnl problems
were those of quality comswi futieer eswn the
ssademic line”.* Anyome wath -wsen 1 fleeting
asntact with the Ph.D. tumswag 11cemss cannot
help but agree with Pesiusser> Jemeks and
Riesman. The Ph.D. tssiesmy pvesss until
now has varied from ssiseol t «ifenl. not by
design but becawse of cxrcussmmimse. If cer-
tain schools adopted a move powagmatic ap-
proach to tim traimimg of Phill ' this was
usually not as a result of a cssmmeasdssision
to deemphasme pure or agplied resssseh but
Secause the research familitiss were mshing.
In certain eases the failimg wa. lms at the
door of e faculty, and admeimimmmsme~ tried
» remedy ®ie shortceming by hismsy-=aditional
wesearchem.
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In the = ot these crrcumstar. more
furbishi:: the Ph.D. program t  ~e ‘he
new cond! ions of market demand - (§ I
will be nothing short of traumatic. ; « the
halevon dave »f the 1950°s and the 19 shen
doctuora~- were in high demand. erxcan
graduan  achools kept training rew.rchers
even mmugh the vast majority of “» .rradu-

ates mevw:- published. Since 10 link .~ estab-
lished werween effective teaching .nd good
reseurcr. this state of events wus -onsidered
satisfacrory. (andidates for a Ph.B demree
receivec considerable exposure to diffevent
facets o' ‘heir chosen field, took comprehemmve
examinations, wrote their theses, and were
exported to the real world where thev were
eagerly snapped up. The graduate schools,
however, skimmed the cream of their output.
either placing prize students in the vrniversity
undergraduate program till an opening oc-
curred on th. graduate faculty, or retaining
them in rese. ‘h or postdoctoral programs. As
long as the rest found respectable jobs. all was
well.

In the 1970’s conditions are changing radi-
cally. It is quite likely that some outstanding
graduates can no longer be retained in suit-
able academic settings. Under those circam-
stances, it is quite likely that members of
graduate faculties will change their attitades
toward the outside world. During the last dec-
ade, they have had increasing exposure to it,
either through their contacts with public
authorities in the matter of research grants or
through involvement in advisory eapacities in
the privase ssetor. It is not unlilsly that they
will try te psepare promising students for
positions in these areas. On the other hand, it
is less likely that much attentiom will be paid
to preparimg either junior esllage teachers,
teachers of smdergraduates = ether 4-year
schools, secsmumry schesl acadsswe leaders, or
school admimistestore These ar. low-prestige
occupations m #he e « guuimate faculties.

In all prohability » mur: suabistie to look
10 less puestigienn institutions to pisk wp @e
challenge of wmiming prstsccondumty tonshmmm
Research is mst emphasized as mumgh in e
universities and “he Ph.D. process esn bewuse



easily converted to he training of specialis:
who want to continue learning but are n
necessarily interested in contributing to know
edge, From this n.unt of view the resear:-
component of the 1octoral program can tuke
on the important ;unction of developing stu-
dents’ ability ‘. assimilate new findings
throughout life

It is unfortunate that the doctor of ars
degree was introduced so late. and so often n:
the wrong places. This degree, which puts more
emphasis upon preparation for teaching aume
generally dispenses with the thesis, would hawe
been a boon had it been invented in the 1950+
In the 1970’s, however, with the plethora .t
highly certificated Ph.D.’s, it will always carrr
the stigma of ‘‘a cheap doctorate.” Generally
the doctor of arts degree programs wer
funded at prestige institutions. The practice
teaching also took place in the universities
where the program was conducted. Thus. the
doctor of arts candidates did their peactice
teaching in classrooms filled with academically
well-preparec students. In all probability, they
would later take jobs in junior collesmes and
lower prestige 4-year schools where the stu-
dents are completely different.

Impact en Graduate Faculties
of Changss in Demand

The readjustment of the graduate faculties
in the 1970’s will have to come about not only
as a result of the projeeted surplus of Ph.D.’s
but also because of the fimancial crisis in higher
education. During the 1960’s and 1960’s. grads-
ate faculty positions were considered to be
the zenith of academsic life. Teaching schedulas
were light; the graduate faculty, which as-
counted for 185 pereemt of the total postsecoms-
ary faculty, taught less than 8 peresnt of the
total class hours. Ressaseh money in the physi-
cal sciences and, to a lesser degree, in the social
sciences was readily swailable. Part of the
graduate student faculty outlays was covered
by research grants. Geaduate-level pusfessers
in prestige institwtions complained thut Whov
worked emtremely hard bosamse of thes '
seassh lamd and their respenafhility for seper
vising greduate studemts. Hewever, mmch of
their activity was seif-stastimg. They chese
research topics which interested them. and
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= ofier mw teaching loads ane pleasamt work
ng comltiens to atteaet facult- who wiill aring
preamge m the other hand, thev are ‘ryimg to
salhace thewr budgets. .n some large university
sy~ smrh as California. attempts nave been
mes « smmtralize the offering of graduate
degeree: » eortain disciplines on a limated num-
ber o awmpuses; so far th: has been umsuc-
walml

The tradition of low tesching lemds for
ersmuste professors is under presswre from
whe quawters as well. There was little mape of
ncremy teaching lemds for graduse mcul-
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the presence of a lower status or lower rated
graduate faculty may induce administrators to
increase teaching loads—especiallv members
of this new faculty who are recruited from
research and development or private industry,
because they are leas likely to object to longer
hours and harder work.

Policy i1ssues in Graduate Education

It would not be difficult to make policy rec-
ommendations if postsecondary institutions
were homogeneous. The prescription then
would consist of limited support to a selected
number of prestige institutions which would
produce highly gifted and well-trained man-
power. Unfortunately, the issues are not so
clear-cut. In the first place, postsecondary in-
stitutions have students at varying ability
levels. Secondly, students attend both under-
graduate and graduate schools with a variety
of goals in mind. Some attend to broaden thcir
perspective, others to obtain marketable skills,
and still others merely to acquire degrees. The
tolerance of the postsecondary institutions
toward a variety of student goals has not made
it any easier to shape a policy for the training
of future teachers. As long as there is an im-
plicit belief that everyone can benefit from any
postsecondary education under any circum-
stances, the problems involved in postsecond-
ary personnel training will be difficait to re-
solve. This attitude will have to change as the
variety of students, their orientation, and their
career goals become increasingly diverse. The
realization that not all postsecondary teachers
have to be trained as researchers is a mecessary
first step. Moat first-line schools, and a number
of others aspiring to this status, are met inter-
ested in graduating teachers for low-prestige
institutions. Lower ranking schools wmay be
interested in performing this function but do
not know how to do it.

The challenge at the Fedemal level is to de-
velop models of graduate edmcation which will
be more closely oriented to the market demand.
Students with below-average attainmsent in
high school will attend collages in increasing
numbers and will require special curriculums
and intensive remedial techmigues to balp them
schieve at the level expectsd of college stu-
dents. Because of the chamging character of

the demand for educated personne!  from wmowre
preschool teachers to trainers of rmumswrrs -
new occupations, such as the rmummse . *
human services already described) twe F er .
interest in developing effective prowram- .~
new teacher trainees should not #+ unds e«
mated. Thus, while the consensus .emmn = tn
physical scientists and humanists am~ eertur
going to be in excess supply in the "%0's an
that career patterns for social sciemrsses durvee
the next decade will fol''w quiv illevesr
paths from those available to graduanes iy M-
1960’s, there may still be pockets -~ &
occupations. With surpluses in mar wear

is reasonable to think of graduate fmcutes
a resource for retraining as well as twninmg

This shift in the orientation o*  -#tuate
schools is not going to come about was the
whole degree structure is reexaminec ™ po-
sible need to restructure the maste - eagree

and make it a program for professimmsi prvpa-
ration has already been discussed. It tsim wg-
gestion were adopted, the ability of grasumte
achools to gain the type of expertise mendindd to
retrain people in midcareer would be gmamtly
enhanced. The professionalization of Y wma-
ter's program complements the suggus e ns of
the Carnegie Commission to shorten the wariod
needed to earn a bachelor's degree. The srgu-
ment of the Commission that great stwides have
been made by American high schoes curimg
the past decade or two and that mmsmtient
freshmen are irked by the repetition i celiege
of high school subjects is well wmimm for
roughly one-half of the freshman ciase Thsse
students are probably better prepamsi tham
ever before, and for them it would mmiss sswee
to shorten the period required for the first
degree. Such a course, however, weulll mat be
appropriate for the other half of the fnshman
class. They are probably less well-guopssed
academically than comparable fresuman of
10 years ago. For these students it may wut e
possible to shorten the 4 years used tosyumat
students with culture, society, art, amsk libase-
ture, while at the same time orientingsthmm to
a vocation and instilling marketalis sahifis.
Only if the vocational components wase oliimsi-
nated could the curriculum be shertensd willh-
out further depreciating a degres wiinh i»
losing value already.

For the young people whose atimmdimsee at



mestsecondary imstitutions is a declar-tior ¢
wmdependence from the career path- f th-
warents. the postsecondary system mmmst -~
amme an awesome burden. Curremm mwst
~emchers are not up to it.

Postsecondary teachers start out as vrilhant
<tmdents in high school, good students ..~ under
gwaduates, meritorious graduate students. and
fomally Ph.D.’s. Generally they have very little
experience of what the world is all about. How
can they then tell their students about the
probable paths to different jobs? How can
they counsel their students about matching
fwture opportunities to their abilities? Anyone
wiho reads the job descriptions in The Occupa-
tienal Outlook Handbook published by the
Bareau of Labor Statistics, U.S. Department
of Labor, comes away with exactly the correct
immpression of what the world of werk is all
alsut. It is a world of drudgery, of occwpations
maguiring detailed attentimm to repetitive tasks.
Mhew can those deseriptiems motivate the young
mam to choose occupatiom A rather then occu-
pution B? Most people do mot know amd neither
do most teachers. The sslution to the career
guwidance problem has not been foumd. Sug-
gestions have beem made to integrate more
clesely postsecondmry education with job ex-
perience. In fact, about a third of all postsec-
ondary students work either part tiswe or full
time. Yet, in the majority of cases their day-
to-day jobs have very little relationship to the
career they plan to follow after gradmation.

It is paradoxical that the value «f a post-
sesondary education for emtrance te johs with
professional contant makes it difllewit for stu-
demts to obtain good jobs while thay ase study-
img. The certification requiremenis. ssmessary
or arbitrary, for eertain jobs mitigmte agminmt
apprenticeships cencurrent with eclmsation
Fuwrthermore, in 2 number of large compamies
where aspiring mrofessionals are trwimmg for
pumiods as lomg as 2 years, there is chwines
mfuctance to invest in the training «f highly
mmbile college students. During a pesimd when
the supply of college graduates is grest. in-
sovation in tmmining patterns is st Miely
» be intouduend

I in it to pmatsecondary teachews. then. to
aaryy emt the orientation of studwsts to the
easesr world. In the absence of eximbimg wowk-
sbile pmtterns, experimentation with alternma-

= “he oy f the day.

The objective highe: edu ation in the
United States a+- o varied that they are n-
likely to be ucr.ewed by aingle group v
teachers or witr miform =i ring. Praobably :
d~versity of teac~mnwg civ v - produced if
tk < diversity - aiche= caniug institutions
1> maintained. A: -he - =cussion about career
opportunities f. .+ wghtr -raaned personnel es
calates, as Ph.I) - are "vreed imto less presti-
gious jobs. new chmillemmwez o define missions
will confront postseconsmry mstitutions.

t:ve model~ ma-
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CHAPTER 2

A Case Study of the
Qualitative Need for Teachers

The purpose of this case study is to suggest
answers to three basic questions about the need
for educational personnel:

~—How do school districts decide upon the
effective demand, the quantity, and the
quality of educational personne! they try to
obtain?

~What is the relationship betweem educa-
tional staffing demand thus determined
and educational needs of students?

~—What is the qualitative and quantitative
adequacy of educational personnel at
school districts?

In addition, the study investigates the
reasons behind the answers to these questions
and possible steps that might be taken to al-
leviate problems.

Visits were made to 10 school districte
which are representative of the range of US.
school districts in terms of important variablea.
For purposes of this study, edmcational per-
somnel were defined to imclude both clasereom
teachers and ancillary perssmmsl, sech as guid-
ance counselors and teacher sides, but not ad-
ministrative personmel.

The following comelusioms resulted from the
visits:

1. The 10 districts visited felt their stafing
patterns had only partially succeeded in mest-
ing the educational needs of students, as each
district defined those needs. It was found that
school district programs and policies ware
usually determined more by what was finan-
cially expedient or possible than by what was
educationally needed to meet the needs eof
studentas.

2. Some of the major resssms behind dix
tricta’ failures are:

—There » litthe assessment ef presemt or
future esducationa] nmeds. As a result. there
often is little correimtion between success
in filling «taffimyg reguirewments and success
in Mling the actual educational needs of
stadunts. This is a factor that has receivad
litthe consideratiom W many previess
studies of scheol parsemme! staffing mewe-
tices and pulicies.

—Even wimm needs ase assessed., there =
insufficient involvesmst of teachers, stu-
dents, pavents, and community in the as-
seasment process and in the translation of
noeds into programa

—There is little évalastion of current pro-
gvamms in light of stwlant needs; modifica-
cotinn of preseat pregwams and introduc-



meet the district’s quality criteria. The blame
for this situation was divided:

—Teacher preparatoryv institutions (TPI's)
were faulted by interviewees for not
stressing sensitivity amd responsiveness
to individual student needs, for not pre-
paring middle-class trainees with tools for
dealing with inner city emvironments and
alien cultures, and fer not teaching such
“basics” as how chilsiren learn to read.

—Also. as a result of memure systems and in-
sufficient inservice tsmining. many teachers
who were once responsive to the educa-
tional needs of their students lost all con-
tact with the needn of their students and
may, in fact, no lsmgeer be in touch with
current developments in temching methods.

Most frequently expremsed qmality shortages
are of teachers who hawe positive attitudes to-
ward students, and wie are wriented to indi-
vidual student needs amd intesmsts rather than
subject matter, flexible in appwemch, willing to
experiment, open to change. mmd sensitive to
other cultures.

4. In most of the distriess. quantitative
shortages exist. These shortages vary from
district to district, but certaim patterns are
evident:

—Shortages due to the dsmand-decision
process—the process whemsby a district
prepares its budget and staffing plans—
involve primarily staff other than class-
room teachers. Sevasnl csmtwibuting fac-
tors can be isslated: the prierity given to
classroom teachers (ammillary staff re-
quirements are often msst only through
the use of Federal amd State funds or
other nondistrict commumity resources),
lack of experimentation with alternative
stafling patterns, failure to involve a broad
spectrum of individuals in needs assess-
ment, and insufficient or nonexistent
evaluation of programs.

—The most frequemtly mentioned shortages
due to the demamd-decision process in-
volve the followimg positions: teacher
aides, special edusstion tsachers, psycholo-
gists, guidance counselers, elementary
physical educatiom teachers, elementary
art teachers, elementary music teachers,
teaching consultants, and Kbrarians.

—However. there were shortages in three im-
portant categories of classroom teachers.
which were associated with an insufficient
supply rather than with the demand-de-
cision process: male elementary teachers.
black and Chicano teachers, and bilingual
teachers. In the last two of these three
categories, the schools could be faulted for
having a white middle-class orientation
and for not meeting the needs of : udents
who drop out or do not “succeed” in school.
thus making these students ineligible to
become teachers. Salary differentials. role
stereotypes, and competition from industry
are faulted for shortages of male elemen-
tary teachers.

—In addition, shortages in supply. coupled
with insufficient recruiting attempts, led
to unmet needs for the following: reading
specialists and diagnosticians, elementary
and remedial mathematics teachers, in-
dustrial arts teachers, vocational educa-
tion teachers, and science teachers.

5. Approaches to filling these gaps varied
widely from district to district and within dis-
tricts. Volunteers and paraprofessionals helped
alleviate demand shortages; lower quality (of-
ten uncertified) teachers were substituted for
desired staff; teachers in oversupply areas
were “retrained” for shortage areas; and TPI's
in some instances were approached to change
training methods, priorities regarding short-
age areas, etc, Often, unmet needs were not
alleviated ; some classes were discontinued in
the face of personnel shortages; and in the
case of shortages due to the demand-decision
process, students went without the services
of the personnel in question (psychologists,
for example).

6. Among the school districts visited, the
one which appeared to be most effective both
in meeting educational needs and in staffing
its district appropriately was School District
A. Other districts were working toward these
goals, Where districts were closest to the ideal,
schools were moving toward student-oriented
educational teams, integrating administrators,
teachers, specialists, and aides. These teams
were set up to provide individualized instruc-
tion based on specific identifiable student needs.
Further, teams were organized to make the



best possible use of the skills and capabilities.
as well as motivations. of individual teachers.

The aforementioned conclusions imply that:

—The school districts visited should incor-

porate the following operational philos-
ophy: systematic program planning and
evaluation ; a broader participatio=. of the
various parties affected in the assessment
of needs (as well as mechanisms for resolv-
ing conflicts among these groups); and
improved communication and coordination
with the training personnel and programs
of TPI's.
The TPI's, in turn, should do more to dis-
seminate research information on im-
proved teaching methods and innovations
to the district administrators and teach-
ers. Professors at the TPI’s should spend
more time observing everyday problems
in district classrooms while the institu-
tions should make more use of superior
classroom teachers as instructors on their
campuses,

—The Federal Government should intensify
its efforts to fund and publicize effective
models for inservice and preservice train-
ing. Additional research should be under-
taken to identify student educational needs
and staffing and organizational patterns
to better satisfy these needs.

In this study there is an emphasis on the
process that underlies teacher supply and de-
mand. In each district, an attempt was made
to find out:

—What happens

—Who makes it happen

—How it happens

—Why it happens
A conceptual framework was then developed
to tie together the findings and conclusions.

A key concept in the framework was that of
need, defined here as a condition in which serv-
ices must be provided to students in order to
help them maximize the development of their
academic, social, psychological, and physical
potential in ways that will foster their achieve-
ment of educational goals held by the stu-
dents themselves, by educators, and by seg-
ments of the community. Needs are dynamic,
changing with sociceconomic conditions, with

student body compositions. with community
values. and in response to education itself.

It was determined that there are three pro-
cesses which directly affect supply and demand
of teachers: the demand-decision process, the
supply process, and the staffing process.

The demand-decision process includes those
steps that take place within a school district
to enable decisions to be made regarding the
staffing levels which the district will attempt
to fill. These steps are:

—The formulation of preliminary district
planning guidelines, which include: the
budget forecast, enrollment forecasts, and
policy objectives.

—The development of individual school
budget requests embodying program/staff
plans. These include: perception, assess-
ment, and communication of educational
needs; design and/or modification of pro-
gram and staffing configurations; estab-
lishment of priorities in consideration of
fiscal constraints; and completion of the
final school district budget.

The outcome of this process is the effective
demand. 1deally, an important input is an as-
sessment of needs and an evaluation of how
well present programs, policies, and curricu-
lums, combined with current staffing config-
urations, meet the needs. As a departure from
the ideal pattern, decisionmakers in a district
may depend largely or entirely on previous
stafling patterns and previous budget patterns
during the demand-decision process to produce
the effective demand.

The supply process, largely carried out with-
in teacher preparatory institutions (TPI's),
was not investigated in detail and therefore
is discussed only tangentially.

The staffing process includes the obvious
function of filling or attempting to fill the po-
sitions determined by the effective demand
process. It also involves the following impor-
tant elements: setting of hiring criteria; job-
acceptance factors (the ability of the district
and the candidate to match their interests
and requirements) ; procedures for placing new
staff members in particular jobs and schools;
and methods for providing for staff develop-
ment and evaluation so that qualified person-
nel will remain and changing needs will be
met.



The aforementioned three processes (de-
mand decisions, supply, and staffing) are inter-
dependent, together forming what economists
call a production function. Partial failure in
any one area will limit the school district’s
success in all three. If a school has carefully
defined its needs, while the teacher-prepara-
tion institution turns out products without re-
gard to these defined needs, then the school
district is likely to have only partial success
in recruiting the kinds of people it must have.

The diversity among and within the 10 dis-
tricts becomes very apparent in an analysis
of the variety of unmet needs and their causes
as cited by interview respondents. It should
be stressed that this study simply reports
those needs mentioned by those in the school
districts themselves. Within the scope and con-
straints of the study, there was no exhaustive
or independent effort to verify those needs.
Unmet needs can be either “felt”” or emperically
substantiated, and they are recognized here as
legitimate regardless of the variety of edu-
cational goals of those who indicated their
presence.

This very broad definitionn of unmet needs is
itself an indication of the state of the art of
educational theory and its application in school
districts. None of the school districts visited
used any system which was based on both
theory and data. which related needs to their
solutions, which showed conclusively which
needs (or their solutions) had priority in terms
of their importance to the educational process,
or which analytically chose the best solution to
a need. This has created a situation in which a
district may attempt to hire a certain type of
teacher or fill a position that may not actually
be required in terms of the actual, current edu-
cational needs of students. The process can fig-
ure statistically in a teacher-demand study but
can also provide the false impression that each
filled or unfilled position is related to a realis-
tic student need.

Although no attempt was made to evaluate
either the legitimacy or the priority of needs
within a given district, some needs can be
related to the National Education Association’s
(NEA) figures.! However, two cautionary
notes must be sounded. First, great emphasis
on the need for “remedial” and “specialist”
teachers emerged at the elementary level, and

81

other levels in the svstem. To what extent is
this “‘need” for specialists and remedial teach-
ers a result of the lack of quality of present
classroom personnel? Elementary teachers are
trained as generalists, vet they must cope with
mathematics, science. reading. music, foreign
language. ct cetera. Probably. no one teacher is
facile in all areas nor. apparently. are most pre-
pared in all of them. To what extent does the
expression of this need represent an implicit de-
cision that the concept of self-contained class-
room learning is outmoded and unresponsive to
the wide variety of needs represented by stu-
dents in each classroom? To what extent are
“needs” for specialists and remedial teachers at
the secondary level an implicit recognition that
poor quality teachers ‘“‘pass on” their failures
to be coped with at the next level? To what ex-
tent are secondary classroom teachers, who
are now trained on the assumption that their
students know how to read, lacking in ‘“qual-
ity” when they can neither teach their sub-
ject matter to nonreaders nor improve the
reading ability of their students? In other
words, some needs are primary needs, and
others are secondary needs resulting from
the primary needs. Without extended evalua-
tion, the determination of which needs are
which is impossible. Yet, in the long run, pri-
mary needs must be met at an early level to
relieve other parts of the system of the in-
herited effects.

Second, school systems either were unable
or unwilling to evaluate staff on the basis of
the quality of the content of teaching (as op-
posed, for example to the process issues raised
relating to children, etc.) . Even their definitions
of teacher quality varied greatly and were
vague. Thus, there is no attempt here to pose
specific quality griteria against which to meas-
ure staff and make assessments as to the scope
of the problem. That is a whole study (or series
of studies) in itself.

The list of unmet needs which follows (table
1) is certainly not comprehensive. It should
rather be viewed as partially indicative of the
types of educational needs which public school
systems are not currently meeting, either in
whole or in part. It is divided into two cate-
gories: unmet needs related to the demand-
decision process, and unmet needs related to
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make the best possible use of the skills and
capabilities, as well as the motivations, of in-
dividual teachers. Even within their budgetary
constraints, some achools and districts have
achieved far greater flexibility in the discre-
tionary use of funds (limited as they are) than
their counterparts with similar budgetary eon-
straints. In a few cases, budgetary cuts acted
as the stimulus to seek out and implement
imaginative ways to use teacher aides and un-
paid voluntesrs with teachers who had larger
classes under the more stringent budgetary
situation.

The following sections describe how the de-
mand-decision process worked in two of the
districts examined.

Sehool Distrist A

School District A, an innovative district
which it was felt was closest to the ideal in
its demaad-decision process, is a moderately
wealthy suburban community with above-aver-
age yearly per-pupi! expenditures (around
$800). Although faced with a severe budge-
tary squeese in 1971-72, its demand-decision
process is not likely to change and bears ex-
amination.

However, before describing the ongoing
yearly decision process of defining teacher and
other professions! meeds, a word about the
background of innovation in District A is nec-
essary. About 10 years ago a fundagagnial re-
view of the objective, goals, and edueational
needs of the district was initiated. This led
to a needs assessment of persomnel and to
changes in philosophy, policy, and programs.
The inquiry process used in the review in-
volved the community (through mestings and
:u:." questionnaire) and the professional

The needs assssament leading to change in
the educational philosophy, policies, and oper-
ating practices was comtinued over a period
of years by teachers and the community. Con-
sideration and thought were given to the type
of society children will live in, the need to
know how to learn, the rate of technologieal
change and its impacts, the findings of be-
havioral science, and the philosophy of indi-
vidualised, continuous education. Because this
needs assessment has been completed, yearly

definition of new needs can be addressed and
the process made workable. The basic patterns
of process and analysis are well established.
The framework for this process is the theory
and research of differentiated staffing and in-
dividualized instruction done by a noted edu-
cation consultant.

The decisions on teacher and other profes-
sional needs were widely shared in District
A among teachers, the administration, and the
school board. Some continuing involvement of
community, parents, and students also occurs
and is increasing.!

The four-level framework (master teach-
ers, ete.), of teacher functioning has led to
emphasis on the qualities of newly employed
teachers and the way teaching is to relate to
curriculum content and revitalization on the one
hand, and child-centered attitudes on the other.
In more specific terms, teacher needs are speci-
fied by the appropriate grade level personnel
or departmental teacher group as openings oc-
cur. Criteria are broad and comprehensive
rather than simply directed to subject content.
Needs for other staff, such as vocational coun-
selors, are defined from a number of sources
and are widely discussed before implementa-
tion. This goes on during the entire budget-
making process.

In the long-range planning for Distriet A's
shift to differentiated stafiing, professional
staff levels have been projected to 1978-74.
The total number is currently the same as in
1969, before the shift was started, but the mix
has been altered markedly (master teachers,
senior teachers, and paraprofessionals have
been added; “regular” teachers are fewer).
However, in the current financial crisis it is
doubtful that continuous progress can be made
in 197172 toward the 1978-74 projection.
Clearly the financial feasibility of the projee-
tion depends in part on a balanced teacher
group with a spread of salaries.

The number of paraprofessional staff is de-
termined following separats formulas for the
three school levels. The original target for
1978-74 was set at three in each eclementary
school, eight in each intermediate school, and 18
in each high school. The number of aides aec-
tually hired for the schools depends on theoreti-
cal and practical grounds: the differenmtiated
staff mix as set up by the education consultant



and applied by another consultant and the dis-
trict professional staff, plus the availability of
Federal funds to support the aides. Upon
changeover to differentiated s' .Ming. the ex-
penditures of paraprofessionals, clerks, and
other support personnel increased 20 percent.
Now that 1971 72 financial constraints are a
major concern, there is apparently a move to
cut back on paraprofessional personnel rather
than on the pupil ‘teacher ratio. The aides have
an informal liaison with a member on the dis-
trict salary committee and thus have a voice
in the decisionmaking process. However, the
small number of aides and the ambiguity of
their status (while they are members of the
clas- ‘ied employee organization, their salaries
are in certificated personnel budget) lead them
to feel that their influence i{s minimal in a
year with imminent cutbacks.

Under the district’s policy of shared deci-
sionmaking, needs for additional teachers are
determined at the individual schools, mainly
on the basis of enroliment forecasts, the ob-
servations and findings of the achool staff, and
—inevitably—the known availability of runds.
In general, most professionals appear to have
a part in the decisionmaking process. Some in-
terviewees expressed dissatisfaction with vari-
ous aspects of this shared decisionmaking and
differentiated staffing. They said, for example,
that the decisionmaking process was excessive-
ly long, and that the workload of a staff teacher
and an associate teacher may be so similar
that salary differences become open to ques-
tion.

The relationship of decisionmaking in the
school to that in the distriét is illustrated in
this paragraph from a district document:

All policies at the school level are made
by each school’'s academic senate, com-
posed of the senfor teachers and the prin-
cipal. Principals have no veto power. All
district policy is made by the district sen-
ate, which is made up of the six prin-
cipals, a senior teacher from each school,
and the superintendent. Again, no one
has veto power, although at any point a
minority opinion can be flled and proper
appellate (to the next higher body) pro-
cedures followed. The Board of Educa-
tion has final word on all policy adoption.
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Despite the district’'s pupil teacher ratio
guidelines, interviews indicated that the actual
ratios vary among the elemer.tary schools of
the district on the basis of needs defined by
the staff. Thus, one school may have a smaller
mathcmatics class if it sets out to teach that
subject in a different way. Stafing needs are
sometimes filled by intraschool transfers. which
must be agreed on by both schools involved.

Scheel District 8

School District B, in contrast with School
District A, is a small rural community with
chronic unemployment and below-average year-
ly per-pupil expenditures (under $400), pri-
marilv supported by nonlocal sources (State
and Federal funds).

In this district, staffing, like curriculum, re-
flects the current orientation of the district
toward a minimum program offering basic
skills, with few if any “f. or options be-
yond these fundamentals. The district is barely
able to meet the Statc commission of educa-
tion’s minimum staffing standards. It offers no
curricular options other than a basic college
preparatory program, even though only 30
percent of its high school graduates go on to
college.

The staffing process is fairly simple in Dis-
trict B, since it is determined according to fixed
procedures and minimum guidelines laid down
by the State commissioner of education. These
standards cover virtually all aspects of per-
sonnel operations, including salary levels, staff
mix, and pupil/teacher ratios. The superin-
tendent receives State-supplied salaries for a
specific mix of faculty and staff personnel
based on District B's average daily attend-
ance. In view of the district's reliance on
State funds, staffing is determined as much by
the State department of education as by local
administrators, who participate only in fore-
casting the all-important average daily attend-
ance.

In order to hire personnel beyond those com-
puted in the State aid formula, District B must
rely on local or Federal funding. Although local
monies are used only as marginal supplements
to the State-supported salary scale, Federal
funds have enabled the district to hire a small
number of additional staff (including kinder-



garten, art, and remedial reading teachers. as
well as librarians and aides). The allocation
of such Federal funding is also coordinated
through the State education department.

The process of setting staff requirements for
the next school year is begun in late winter amd
completed in early spring, when the prospec-
tive budget is approved by the county court.
If the State legislature takes subsequent ac-
tion which affects that budget, the superin.
tendent then files an amended budget for final
court approval in July.

This district is unique among those visited
in the lack of control and discretion exereised
by the superintendent and other district ofi-
cials in determining staffing requirements. Be-

cause local funds have been insufficient, th-

district maust honor the stafiing requiresssmt
mandsted by its two major revenue sowree:
the State education department and specia.
Federal programs.

UNMET NEEDS RELATED TO DEMAND

Quantitative shortages due to imperfections
in the demand-decision process were evident
in the 10 districts visited in the following
areas:

Teacher aides

Special education teachers
Psychologists

Guidance counselors

Elementary physical education teachers
Elementary art teachers

Elementary musie teachers

Teacher consultants
Librarians

The needs addressed by these categories of
educational personnel are varied. One thing
the categories have in common, however, is
that they respond to more specialised and dis-
crete needs rather than to the need for regu-
Jor classroom teachers. In the demand-decision
pwocess, priority is given to obtaining the
Intter. Bhortages in the aforementioned cate-
gories aleo stem from a tight budget situation.
School district programs and policies were
usually determined more by what was finan-
clally expedient or possible than what was
educationally related to the needs of students.
Regardless of their level of per-pupil expendi-

tures and the scope of their current programs.
all 10 districts visited felt that they did not
have suficient funds to provide programs that
would adequately meet the educational needs
of their students. In some of the districts,
staffing cuts due to the financial crisis have
led to cutbacks in existing programs or even
to their termination. Because of the priority
given to regular classroom teachers, these cuts
tend to begin with the kinds of ancillary per-
sonnel listed above. Thus, the paramount con-
siderations in the demand-decision process
were the priorities of obtaining self-contained
classroom teachers for the elcmentary level
and subject matter specialists for the secon-
dary level—both at specified teacher pupil ra-
tios.

A further reason for the shortage of the
categories previously listed is that the de-
mand-decision process included little consid-
eration of possibilities for experimenting with
combinations of self-contained classroom teach-
ers with other educational personnel (e.g., spe-
cialists and paraprofessionals). This reflects
the fact that broad and systematic needs as-
sessment involving the participation of all in-
terested parties simply do not exist in many
districts. Very few districts either modify ex-
isting programs or design new ones on the
basis of evaluation.

Each category of unmet needs is discussed
in this chapter.

Toasher Aldes

Teacher aides are needed for a variety of
roles, from instructional reinforcement tutor-
ing to low-skilled clerical work. Many respond-
ents indicated that the need for aides of all
types is most acute in the elementary schools,
while the need in secondary schools was mainly
for clerical help and for hall or lunchroom
monitors.

Nine districts indicated that this aneillary
stafl category ordinarily doss not receive suffi-
cient budget funds to create the needed sal-
aried positions. Most frequently this is due
to the other demands (especially for profes-
sional classroom teachers) made on limited
financial resources, leaving little, if any, funds

for teacher aides. In a few of the districts,
professional teacher associations have sharply



constrained the utilization of noncertificated a:

cillary personnel through informal pressur
or explicit negotiated agreement (although one
association had taken the opposite tack and
used part of its lump-sum negotiated funds to
support aides for the schools). Such groups
usually defended such stances with statements
that an increase in ancillary personnel positions
could reduce the number of job openings avail-
able for their own certificated professionals.

Although several districts are encouraging
those responsible for each school's personnel
affairs to consider tradeoffs between parapro-
fessional aides and professional staff, particu-
larly where budget constraints preclude hir-
ing the extra personnel desired to meet needs,
most schools are financially able t avail them-
selves of only a token number o’ paid para-
professionals. The only schools that can ordi-
narily develop effective teacher-aide staffing
programs are those with nonlocally funded
projects; e.g., projects with State or Federal
funds earmarked for swsh paraprofessional
salaries.

In some schools and dstricts, the uamet
need for aides is partially accounted for by
the fact that the decision influencers—inelud-
ing principals. teachers, and central district
administrators—often do mot fully recogmise
the financial and the instructional benefits st
could result from changing their traditioms
stafing mix by adding aides. Even some schesh
with teacher aides stated that few teachers
or aides really understand how they can mest
effectively work together. For example, some
faculty members considered teacher aides as
intruders in their classroom affairs—hardly
the type of attitude which encourages proper
use of paraprofessional assistance. In one dis-
trict, however, the services of aides were sup-
ported by Federal funds as a way of increas-
ing the minority mix and bringing the ecom-
munity culture into the classroom.

Because of the shortage of salaried posi-
tions for teacher aides and also to alleviate
other unmet need areas, almost all districts
have initiated programs designed to foster vol-
untesr paraprofessional help in the schools.
These voluntesr aides may be local parents,
other community adults (e.g., senior citissms)
older junior high school or high school studnmts
(sometimes helping in areas connected with
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*aelr course work), or nearby college students.
H swever, not al! schools or districts have equal
mcess to such voluntary help. Fur instance,
n neighborhoods in which both parents work
or in which mothers must care for smaller
children in their homes, schools are not able
to attract any volunteer help. There may not
be programs whereby high school students can
work in other district schools, nor colleges
within casily accessible distince

Spusisl Eduvasthm Teschers

Wine distr» reported unme ‘iceds in spe-
-m educatiem (The remaining district does
mst assume -mmponsibility for most special
«iucation pewgrazas since ther ncarby agen-
cwe provide wach service- Staff trained in
working with emotionally Jdisturbed students,
maptls with speech problems. and the educsble
mentally retarded were mentioned as most fre-
qmently needed. In addition to these three areas.
thre were other students whose special edm-
camaal nesds ware unmet: brain injurel.
try able menully retarded, slow learners, and
. deaf.

fae two majer reasons for the unmet needs
2 agmeial education are insuficient budgeted
amend and inadeguate supply of trained per-
wanel Mum of the districts visited relied on
Mg and-er Federal funds to support their
@ueal ecdasatisn programs. Usually these
immds are madeguate to meet the full range
of needs of the students, Since pupils with
these special edueation requirements usually
represent only a minority uf the total enroll-
ment, their needs are often given rather low
priority when it comes to allocating distriet
budget funds. One special education administra-
tor stated a possible additional problem. “Very
few parents of special education youngsters
are willing to admit publicly the existence of
their childrems’ problems, a factor which of-
fectively precludes the formation of a power-
ful loeal pressure group which could press for
more funds, higher priority, ete.”

The problem in the supply process seems
to be ome of quantity more than quality: there
are simply not enough speeial education per-
sonnel to @B even the available jobs, which are
themselves insufficient. Few respondents criti-
cined the quality of the available manpower.
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of developing broader interests and abilities
of students. Unfortunately, in most of the dis-
trieta visited, they were among the first to
suffer cutbacks, or even to be elimimated m
times of fiscal austerity. As one admministra-
tor sesponsible for his district’s instsuctional
pregram put it: “The taxpayers act often to
support only those educational progwams ori-
essind to basic fundamental skills of the three
R's; and unfortunately they consider music,
axt, physical education, and similar peagrams
an frills or luxuries which are mst werth extra
tames.”

Temshing Consufinnts

Five districts indicated the nend far experi-
enced, succeaafy| teachers to leawe their class-
rooms and serve as districtwide comsmitants
werking with individual teachers im ssssssing
and improving classroom tesshing perform-
ance. Such “floating” teachers could be espe-
cially competent in either gameral wsaching
methods and approaches or specific subject
aress.’ The primary cause for this wamet need
has been the lack of available funds. A sec-
ondary comsideration, however, is tescher as-
sociation opposition to this modified “differen-
tiated stafiing.”

Qualified librarians were mentioned as un-
met staff needs by five districts. The functions
for which such personnel are needed vary, in-
cluding full-time management of the school
library, assistance to the reading program.
operation of the multimedia learning materiale
resource center. This category saffers the same
goneral fate as other ancillary professional
staff areas, except that the problem is not
caused by lack of supply. Because this cate-
gory often has lower priority than regular
classroom teaching positions, it is also more
susceptible to budget cuts or total elimination.
Two distrists aleo indicated preblems in re-
cruiting emough certificated librarians to fill
the budgeted vacancies. In ome system, the
difficulty was imposed by stringent State cer-
tifieation reguirements, which foreed many li-
brarian applicants to take additional course-

work after graduation without any salary m»
crement to reward the extra effort.

Pessible Seiutiens

Table 2 shows some possibilities for spesific
need-related solutions. These possibilities wawe
derived partially from the saccessful solwtisms
observed dmring the 10 case studies and partly
from analyess.

Table 2—POSSIBLE NEEDS FOR DEMAND-
RELATED UNMIET QEEDS

Unmet sl amg—epecific satubions
Tescher Aigan Yuanigre
Speciel Eduastien Pumgadvssionals
Sulter atilization of the serv-
Psycholegists ) wes @ professionnl stelt by
Guidsnce Coumgsiors | eamptmpng sides to perform
closmst duties
Elementary Phwmical
Educatien
Elementary Art Temsm taching
Elementary Mumic
Teaching Consuitants Difisventiated staffing
Librarians Volunteers, is
Properly utilised velumteers and paragse-
fessionals can go a lemg way toward fillimg
onmet nesds—the former at wo cost to the
schools. For exampie the services of aides amd

volunteers may be used appropriately to relisve
educational personnel of elerical duties (guid-
ance counsslors were particularly bogged down
in “administrativia”), for tutorial assistance to
slow learners or gifted children, and as clase-
room assistants (dividing the classroom in two
segments, for example). All but one district
used paraprofessionals or volunteer help. How-
ever, in several of the districts the means of
utilizing these persommel were questionable.

Difterentiated stafimg (which includes aides
and team teaching) would allow greater flexi-
bility in the classresm and would allow ele-
mentary teachers with specific interests to
pursue them to a gweater extent. Only one dis-
trict made extensive use of differentiated staf-
fing; three others had pilot schools with some
form of difterentiated staffing; and one or two
others had made some tentative steps in this
direction.
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districts have attmmpted to increase theer
swareness of cdussional nesds by expandimg
participatiom in the eerly stages of meed
recagnition amd setting priorities to imchmie
fanully mmmmburs, parents, and even studums.
G of the gatons has gane 20 far as to jai-
tulisnslive snsh immsivernsnt by creating sshesl
adusinistyatioe commsils in which principals emd
tosshese shmse reaponsibility for mahing sadl
and plams.

of the sshool distriets visitad hume
mads vations offests to base their distuist
staffiny: decisiens more on educationsl esm-
sidusatirty than en punsly financial ones. Pour
tmwe taken specific pel-
meeting specific educa-

of speeific cless size targets de-
o on a per-pupil
student learning
he distriet assumes responsi-
or pulllic commitments to broadscale
inmovations designed to address vari-
assensed er-amticipated student needa.

Confronted with wasions legal and/or pelliti-
and pressures impossd bWy

2
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and ability to innovate with-
significantly altering the
chasaster or mix of their staffing demand and
plans withsut violating the constraints. In
several scheols, teachers themselves had taken
in thess effests, often by agresimg to
werkicads er alass sizes in order to
enpesiment with incssmsed utilization of para-
rofessional assistance, tsam teaching, or other
traditional agproaches. In one of the districts,
we have nated, the tescher association even
its own megotiated compensation funds
pay for a certain level of paraprofessional

Goeswth in revenue in most districts has not
kept pase with imflation and/or rising teacher
compensntion packages, and some districts
have espurienced recent voter rejection of in-
creased funding proposals, guarantesing an
extendad period of financial retremchment.
Several districts have not lain idle in the face
of this discouraging financial prospect. For
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example, one distriect with a low per-capita
income (ome of the lowest in its county)—
and, therefare. having omly an average per-
pupil expemditure despite the highest tax rate
in the cowmty—has attesspbed to deal with its
financial erisis by aggvessively seeking out
nondistriet resources, susk as staff, financial,
or materinls assistance fwsm local industry;
special State and Federal program moneys;
and charitable foundation grants. It has em-
ployed an sdministrative staff member whose
sole job ia to seek out sweh smpplemental re-
sources. liswever, such efforts do not obviate
the critimml need for additional support from
the regulmw local, State, and Federal sources of
educatiom funds.

All of ¥mse approaches can help alleviate
or elimimsse unmet needs arising from prob-
lems in e desssmd-decision process, either
by expamdimg the scope of budgeted demand
or by irmpmeving the degree to which that de-
mand repaseents a true understanding of the
current amd futwre needs of students and a
frm conmmitment te their solutiom.

Supply Pwasess

The supply process, largely carried out with-
in teacher preparatory institutiens (TPI's),
attracts, sslects, and trains studemts for edu-
cational escupations. Because the scope of
this study was confined to the sehool districts
themselves only a limited number of inter-
views were conducted in TPI's. The following
remarks on the supply process represent main-
ly the viewpoints of the districts and should
be viewed im the light of this Mmitation.

Baskground data indicate that ssme quanti-
tative overall teacher shortages haws been tem-
posarily alleviated by demogragphic trends.
Thess tremds include increasing mumbers of
people in the 20-25 age group (graduating
teachers) and decreasing mumbers in the 5-17
age group (students). This trend is expected
to comtinue for some time. An even shorter
term trend contributing to alleviating groes
number shortages in certain fields is the eco-
nomic slowdown which began in 1969. The
slowdown has resulted in many scientifically
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trained people being unemployed : some of them
are looking for teaching jobs. Ir addition,
ciassroom teachers may be in quant™ ative (but
not necessarily qualitative) oversswply. since
the slowdewn has curtailed the budgets and
the effective demmands in some districts.

Informasion om the supply process indiswtes
that it immimdes little trainmg for innovarive
approachss in edmeation. TPI’s temd to erapha-
#ize contamt rather than process. Pew TPT's,
secording 10 tiee districts, are preparing stu-
dents for wem tesaching and differentiased
staffing; rather. training concemtrates on
one-teacher-to-a-elassroom imteraction. Ssmdent
teaching teo often escwsswd in white mididie-
class schesis, preventing stmdent teachers from
gaining emperiemce with children of mimority
groups or disadvamtaged children. This lack of
experience was detrimemtal on two coumts.
First, it pssvented studewt teachers from test-
ing their shillity to teach these types of chil-
dren comfertably, thereby depriving the stu-
dent teachess of 2 means of mmking their own
career decisioms. Semamd, it fadled to tzain them,
before their first pastgradustion sssigwmemt,
to dewelop the mmwitiwities and techmigmes
necessary to mest the masds of these kimds of
students.

Albough recent trends hawe allsviated ganss
teacher shortages, definite evidence was foumd
of teacher shortages in certain ancillary epe-
cialty areas and in certain gesgraphical assas.
This will be discussed in more detail in the saxt
section. As previously discussed, the alleviation
of quantitative shortages should not be talen
to indicate that qualditative shortages do mst
exist. They do.

In the TPI's, as deacribed by the district
staff and as revealed from intervisss at TPI's,
little seemsd to be dome to oriemt studemts
toward the cdusatiomal shertage areas. There
appeased to be litthe commmunication between
the districts and the TPI's regarding shortage
areas and little use of national information
that would identify these areas. Probably
more important, it seems that the organization-
al dymamies of TPI's, like those of many col-
leges, encourage each department to expand
to its maximum, regardless of whether or not
its students can find jobs in their specialties.
Finally, in many TPI's, students are assigned
to or identified with education at a late



stage (junior or senior year) of their college
career. This makes it difficult even to identify
those students interested in education soon
enough so that they can receive career counsel-
ing to encourage them, if they have appro-
priate interests and aptitudes, to go into short-
age areas,

The Staffing Process

District success in filling budgeted vacancies
with fully qualified personnel varied widely
according to a district’s location, accessibility
to TPI's, district image, and recruiting prac-
tices themselves. District compensation poli-
cies also affected the competitive advantage of
each district, the competitive advantage of edu-
cation professions versus other professions, and
success in recruiting and retaining educational
personnel. Thus, even with a given nationwide
situation of shortage or overage either in edm-
cational professions generally or within spe-
cific professional and paraprofessional aress,
some districts have significant advantages im
attracting educational personnel. A discussiem
of the staffing process and its effects in ome
district follows.

School Distriect C, a moderate-sized wealthy
district with per-pupil expenditures over twice
the national average, was experiencing few
area-related shortages in personnel, although
it was unhappy with the quality and training of
incoming staff and was unable to obtain black
teachers of sufficient quality to meet its criteria.

Recruiting in this district, while active in
the past, has been curtailed somewhat recently.
Last year, 50 or 60 colleges (quite a few in
the South) were visited by district recruiters
and advertisethents were placed in southern
cities where the potential fer x black audience
is greater. Applications are screened by the
personnel department. For those that reach
the interviewing stage (which goes on continu-
ously through the year), two principals (ele-
mentary level) or two building administrators
(or one administrator and a department head)
at the secondary level interview the applicant.
Only upon a unanimous affirmative decision
will the applicant reportedly be considered for
an opening.

Some dissatisfaction was voiced with this
method of selection. Since the schools are
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highly individualized (reflecting the philoso-
phies of the principal). since newly hired teach-
ers are not necessarily (imdeed, not usually)
placed in the school of the principal(s) who
interviewed them, and sinee principals have
little or no choice in job assignment, a teacher
suiting one principal may be tetally unsuited
to the style and philosophy «f the school into
which he or she is placed.

Figwres quoted as.to the number of applica-
tions for the number of positions varied widely
from 1,100 for 90 to 3,500 for 99. Factors
considered in screening applicants are: knowl-
edge of the subject area, interest in working m
an integrated environment, creativity, willing-
ness to experiment, and philosophy of teach-
ing. Previous teaching experiemce is generally
preferred.

Some figures will serve to illmstrate the di-
versity of the teachers. No teacher is uncerti-
fied ; teachess in the district hewe degrees from
over 103 cellages or univessitias, but probably
70 percent of the teachers ase from colleges
or universities in the State; smmd two out of
every three teachers hired hawe had previous
teaching experience. In only one school (a pilot
program) are teaciiers’ services eonsistently
utilized effectively in terms of flexibility im
stafiing. In others, howewsr, some fexibility »
shown i mslated instances. One primripal, for
ammpls, sasigns an art teacher te halp in read-
ing, sinee Mhis teacher has proved to he excel-
lent at resshing nonreaders thoamgh art, there-
by getting them to read.

An extemsive and dynamic program of in-
service training has been takimg place in the
district, dwe to the recognition of a need both
to orient new teachers and to lmep teachers
abreast of new ideas. A coopesstive program
involving fiwe school districts in the county has
performed several majer functions: orienta-
tion of mew teachers, imservice credit courses
(which count toward salary increases), and
helping teachers change their attitudes and
culture norms so they may more effectively
reach their students. Unfortunately, the fund-
ing for the program (title III, ESEA) would
terminate in 1971,

All tesshars from three elementary schools
were involved in many of the pilot programs
in those schools, from which have sprung crea-
tive approaches to teaching. (For example,



one school offers open, multilevel. ungraded.
individualized instruction—ail planned by
the teachers—at no extra cost. and another
opened up a storefront, free summer school in
a bluck area of the community.) There is no
complacency about inservice training. Incom.
ing teachers are seen as needing more one-to-
one supervision (like a ‘‘buddy” system) ; more
emphasis still needs to be placed on innovation
in teaching methods. The teacher associa-
tion helps sponsor the inservice training pro-
gram from its negotiated lump sum. This is
unique among the districts visited.

As mentioned previously, taking courses for
credit is part of the inservice program. In
1968 teachers were paid $140 to participate in
self-development programs. In 1969 the amount
was reduced to $100, and in 1970 no cash in-
centive was given, yet it is interesting to note
that in 1970 there were more applicants than
there were in 1969 when an incentive was
provided.

District C recognizes the need for cross-
district exchange as part of the continual pro-
cess of professional developmemt. It also ap-
pears unique among the distriets visited in its
cooperative courses, which allow interaction
among teachers from five different districts.
Some teachers also have traded classes with
others outside the district.

Even with the evidence of dynamic involve-
ment of teachers in high energy-demanding
innovative activities, not all respondents
painted rosy pictures of the teaching staff:

—*“B0 percent of the teachers exert no lead-
ership.”

—“Teachers use mecthods that are dull and
boring.”

—*“Teachers are not doing their job; there
should be mandatory reeducation for those
that are not.”

—“There may be an oversupply of teachers
in quantity, but not in quality.”

—“Good students don’t go into teaching;
teaching careers are recommended for the
average student.”

Qualitative Shertages

There were many teachers who showed
qualitative deficiencies with respeet to meeting
the needs of students in the following areas:
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—Positive attitudes toward students
-—Orientation to individual student needs or
interests rather than subject matter
—Flexibility in approach, willingness to ex-
periment, openness to change
—Sensitivity to other cultures

Most of the unmet needs for teachers meet-
ing these criteria arise from failures in the
supply process. Particularly, it appears from
the limited information gathered about TPI's
that they do not sufficiently emphasize training
in and sensitivity to interpersonal relations.
As a further aspect of the supply process,
many teachers came from a middle-class back-
ground, and this makes it difficult for them to
become aware of and responsive to the needs
of minority or disadvantaged students.

(1) Positive Attitudes Toward Students,
The paramount nced (mentioned in nine of the
10 districts visited) was for educational per-
sonnel with positive attitudes toward students.
This need was identified and expressly articu-
lated across the board—from the central office
on down. As one group of students put it,
“Teachers are human beings until they step
into the classroom.” Respondents cxpressed the
nced for teachers who could treat students as
individual human beings, who could be friendly
with their students, who recognized the rights
of their pupils, and who treated them with re-
spect. Typical of several respondents was the
following: “You can *ake a person who likes
and gets along well with children, give him pro-
fessional training in an educational area, and
end up with a great teacher; but it’s very diffi-
cult to take someone, even though well trained
professionally, who does not relate well with
children, and make a decent teacher of him.”

The important relationship between teacher
expectations of student capability and actual
student performance was cited as a reason for
needing personnel whose views of their stu-
dents’ potential encourages greater achieve-
ment in the classroom. A self-fulfilling low ex-
pectation of students is a relatively common
problem, especially in inner city schools in
which teachers have become accustomed to un-
responsive students, high dropout rates, and
the like, and place most of the blame on the
students, rather than modifying their own
behavior and approach in an effort to provide
greater challenge to their pupils.



(2) Orientation to Individual Student
Needs. An important related need is for educa-
tional professionals who are oriented more
toward meeting the individual needs and in-
terests of students than simply toward present-
ing their subject. Many respondents argued
that too much attention is devoted to teaching
without an adequate understanding of learn-
ing. Teaching techniques and skills should be
developed to respond to the learning abilities
and problems of students, not vice versa.

In one or two districts there was particular
concern over the teaching staff’s inability to
cope with different learning curves: the excep-
tional student, the slow learner, the hyperac-
tive student, for example. Teachers and an-
cillary staff should be capable not only of de-
tecting and diagnosing student problems but
also helping to solve them. For example, the
knowledge that a student has a reading prob-
lem is of little value unless the requirecments in
the way of staff, curriculum, or materials fur
its solution are understood and available. Ap-
parently, the selection and training stages of
the supply process are at fault here; i.e., per-
sonnel are not initially well-motivated toward
the individualization of instruction and are not
being well trained in it.

Some of the schools in the sample have
achieved unprecedented successes by develop-
ing a core faculty group who believe in the
capabilities of their students and who are en-
thusiastic about the instructional program of
the school (which is in these instances usually
based on a realistic appraisal of their stu-
dents’ particular needs). The positive attitudes
and expectations of the faculty have encour-
aged students to develop more positive feelings
about themselves, which have sometimes been
reflected in terms of improved academic per-
formance.

The lack of positive attitudes toward stu-
dents is due primarily to shortcomings in the
supply process. First of all, the decision to
enter a career in public education may be mo-
tivated by factors other than one’s personal
feelings about children; e.g., the prospect for
long-term job security, or (particularly in the
case of women) seemingly better opportunity
for gainful emp'oyment upon graduation than
in other professions. Second, people who enter
professional training programs may not have a
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chance to determine the truc extent of their
interest in education in time to choose other,
more personally satisfying, professions. Uni-
versity instruction and practice teaching
norms must also be faulted for too often fail-
ing to provide the types of experience needed
to build skil's in interpersonal relations.

Unfortunately, attitudinal qualifications are
usually difficult to discern until after the per-
son has been hired, and even then shortcomings
may go unnoticed unless there is effective sup-
ervision and cvaluation of staff members. Thus,
the staffing and demand-decision processes also
contribute to these staff shortcomings, by ap-
plying lax personnel screening procedures and
by failing to assess adequately the degree to
which previously hired staff are meeting the
needs of their students.

(8) Flexibility/Erperimentation/Openness
to Change. Eight districts stressed the need
for personnel who were flexible in their ap-
proach to meeting educational needs, willing
to experiment with alternative or innovative
techniques, and open to change. These districts
satisfy all the needs of their students. Since
educational needs are both personal and chang-
ing, their solution calls for approaches which
can be individualized and modified as needed.
Many respondents felt that very few teachers
were competent in this area. One school district
administrator estimated that only 25 percent
of his staff could be considered creative, al-
though 75 percent were receptive to changes
suggested by others.

Again, the responsibility for this unmet need
rests primarily with the supply process (spe-
cifically, the selection and training of potential
teachers), though the other two processes share
a portion of the blame (school districts without
a reputation for innovation are not likely to
attract innovative teachers, for example).

(4) Sensitivity to Other Cultures. There is
a pressing need for educational staff capable
of dealing positively with students whose cul-
tural, economic, or racial backgrounds differ
from their own. Such capability also involves
an understanding of the effects such back-
grounds can have on the learning or behavioral
patterns of students. Respondents often stated
that many teachers attempt to enforce their
own values and cultural norms in their deal-
ings with students from quite different back-



grounds, rather than accept the positive as-
pects of such cultural pluralism. Such in-
sensitivity to the environment in which these
students live was cited by several respondents
as thc reason why public school education has
come to be perceived by many pupils as an ir-
relevant nuisance. Practice teaching in white
middle-class schools and inflexible university
courses were often cited as contributing to this
failure,

In some schools visited in this study, teach-
ers are working with curriculums developed
years earlier for their then-predominantly
white middle-class students. Now, however,
nonwhite students and/or students from poor
economic backgrounds are in the majority; yet
the programs, curriculums, and materials in
many of these schools continue largely un-
changed. This retention of outmoded ap-
proaches and practices also happens at the in-
dividual classroom level when teachers are
transferred into alien working environments.
In several of the districts visited, numerous
" teachers had been transferred from schools in
affluent, education-oriented neighborhoods to
assignments in multiethnic poor areas, or
vice versa. Often these teachers failed to modi-
fy their approaches or attitudes to respond to
their new environments and, as a result, lost
contact with their new students.

In the case of the Mexican-American stu-
dents in four of the districts, this problem has
two components: many of their teachers lack
understanding of their students’ cultural heri-
tage and educational needs, and few can speak
Spanish well enough to reach those students
not fluent in English. These two factors were
pointed to by several respondents as prime
contributors to the depressingly high dropout
rates among such students (as high as 90 per-
cent). Indeed, very few interviewees felt that
there were enough educational personnel who
could effectively work with potential or actual
dropouts from any type of background. .

This teacher insensitivity also was men-
tioned in dealings with students with behav-
foral or emotional problems. It was felt, for
example, that too few teachers could deal
effectively with disruptive pupils or those un-
able to adapt to regular school life. This feeling
is manifest in the expressed need for additional
psychologists and special education staff.
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Demographic Shortages

Shortages primarily due to the supply proc-
ess were reported, involving the following
kinds of teachers:

—Male teachers in the elementary schools

—Black and Chicano teachers

—Bilingual teachers (especially
speaking)

—Young teachers.

Seven districts indicated the chronic need
for additional qualified male teachers to teach
in elementary schools. Respondents of both
sexes felt that students, especially those from
households in which there is no steady adult
male presence, needed some type of masculine
influence to offset the overwhelming predomi-
nance of females at the elementary level.

The major reasons behind the unmet needs
for male elementary teachers, as well as for
blacks and Mexican-American staff, are de-
ficiencies in the early stages of the supply proc-
ess. Most male educational personnel are
trained for nonelementary areas, and most
blacks and Mexican-Americans do not receive
any professional training in the first place. The
recruiting part of the staffing process also
plays a role, particularly with blacks and in
relation to the character of the district. One
school district, which made energetic attempts
(advertising and recruitment trips to the
South) to secure black teachers had difficulty
because its community does not welcome black
residents, and it has a shortage of moderately
priced housing.

Subject-Related Shertages

Districts visited had subject-related short-
ages due to the supply and staffing processes
in the following areas:

o Industrial arts/vocational education teach-
ers

o Reading specialists and diagnosticians

o Science teachers

o Elementary and remedial mathematics
teachers.

(1) Industrial Arts/Vocational Education.
Industrial arts was the one unmet staff need
category mentioned in all 10 districts. Other
examples of unmet needs relative to vocational

Spanish



education include teachers for courses in mia-
chine shop, nutomobile mechanics, cosmetology,
home eceonomics, distributive (husiness) educa
tion, and data processing. The fundamental
ciiuse for the unmet <«taff necds in this in-
portant area is the faect that school districts
cannot ordinarily offer compensation packiges
which compete with employers in private -
dustry, In a few of the districts visited, some
industrinl arts and some vocational education
programs have been forced to close for luck of
staff.

Although & major problem jx often one of
recruiting capability. there are also deficiencies
in the demuand-decision and supply processes
which contribute to this shortage area. Voca
tional education programs generally are not
given high priority: when budget funds are
restricted, these programs may be among the
first to suffer. In one district. & new muitimil-
lion-dollar technicul trade center may not even
be opened because of budget cuts. No doubt
partially because of uncompetitivencas of pub-
lic school vocational education positions com-
pared with jobs in indusatry, teacher prepara
tory institutions have also not been producing
enough tra‘ned people in vocational eduestion,

The problh = ~f industrial arts is exemplified
by Diatrict D. a amall, geographically isolated
area that at the time of our visit was just
beginning to improve its image and appeal to
teachers under a new, dynamic superintendent.
Industrial arta in District D is seen as by far
the most critical shortage area. To begin with,
there are few institutions—aix—in its State
or in nearby States qualified to turn out indus-
trial arta tenchers. Apparently. the one in the
district's own State has traditionally been the
focus of recruiting for the district. but turns
out only 100 graduates a year. Not only does in-
dustry compete for this small number of grad-
uates, but 50 also do other school districts. Dis-
trict D, being amall. cannot offer the facilities
and equipment. the opportunity for secondary
employment. the diversity of programs, or the
industry backing for progrums that » yme of the
other districts can. Thus. it loses « at. in the
opinion of the respondents. According to one
respondent, recruiting has not been active
enough. In a nearby State, for example, active
recruiting. in 2 years, turned 37 unfilled indus-
trial arts positions to an overflow situation.
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Other respondents feel that more attention
necds to be focused on improving the image of
ndustrind arts to entice more «tudents into
teaching this subjeet.

Many approaches have been tuken to remedy
the problem. For weveral years shopa were
cloned for luck of qualiicd teachers. loeal
craftamen were hired who were exeellent
their trade but uncertified (without even a
degree). Teachers were “retreaded'” (teachers
with some background in industrial arts but
with certificatex in a surplus area); certified
but inexperienced teacherx were hired. teach-
era who were both experienced and certified
but whone records were questionable were
hired. These appru “hes were disastrous. Ex-
cept for one or two local craftamen, the arti-
suns generally could not relate to the students
nor could the inexperienced teachers. '‘Re
treaded” teachers applied for openinga in their
preferred fields ax soon us poxitions became
uvailable. and the certified und experienced
teachers turned out to be unatable. The image
of the industrial arta program has suffered
greatly as a result, and the decision has been
made to restrict the a* ilability of the pro-
gram rather than compromise on quality. In
1971 the superintendent of sachools and the
present industrial arts teacher at the high
school recruited extensively in nearby univer-
sities. The industrial arts teacher used his
previous contacta in these schools to try to in-
fluence other industrial arts teachers to join
the staff. Results were still uncertain at the
time the district was visited.

(2) Reading Specialiats and Diagnoaticians/
Elementary and Remedial Mathematics, In
view of the importance placed on reading skills,
it was not :urprising to note that eight dis-
tricts expresseu needs for more staff specially
trained in reading. Such specialists would in-
clude not only diagnosticians and testers, but
also classroom teachers specifically competent
in actually teaching students at various skill
levels to read.

Needs for remedial mathematics teachers
were also mentioned in five of the 10 districts.
The needs expressed in this area were mostly
related to the foeling that current stafl were
using outdated techniques emphassizing the
mechanies of mathematics rather than explor-
ing relevant new methods for teaching the



analytical, logical. and conceptual aspects of
the subject. As in the ease of remedial reading
tenchers, this need also arises to some extent
out of the inadequacy of the concept of the
sclf-contiined classroom, which requires teach-
ers to be fucile in teaching many areas.

One important reason for the existence of
shortages in reading and mathematics is the
incrensed visibility of the nee i. Diandvantaged
students need specinl services in reading and
mithematics in order to compensate for their
initial handicapa. If the needs are not met at
the clementary level. they lead to remediation
needs at the secondary level. The TPI's are
producing  insufficient numbers of people
trained as reading or mathematics specialists.
in addition, the self-contained classroom teach-
ers produced by the TPI's are not sufficiently
trained to overcome or compensate for the limi-
«ations in home preparation and readiness for
reading and mathematics. Further, few schools
visited use team teaching or differentiated
staffing approaches to maximize the contribu-
tion of classroom teachers having particular
strengths in those areas.

(3) Science. Certification  requirements
caused difficulties in 1ecruiting people other-

Table 3—POSSIBLE SOLUTIONS FOR STAFFING/
SUPPLY-RELATED UNMET NEEDS

Unmet need Need specific solutions
Quality of Sta¥¥
Positive Attitudes
Responsiveness to
Individuals
Flexibility and
innovativeness
Culture Sensitivity

Inservice training

Young teachers

Minority, bilingual, and young
teachers; inservice training

Oemegraphy
Elementary Maie
Blacks, Chicanos Paraprotessionals
Bilingual Volunteers from the
Young Teachers community
Subject-Relsted
Industrial Arts Recruitment further afield

Vocational Education Hiring of less qualified
eachers

Science

Remedial Reading/ Recruitment further afield
Diagnosticians from oversupply arees

Elementary and Re- Use of persprofessionals and
medial Mathematics volunteers to bolster present

staf?
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wise qualified to teach secondary physics and
chemistry. In addition. inadequacies in the
supply process caused inadequate training of
elementary teachers in science. as roported by
some districts,

Possible Sofutions

Table 3 gives a synopsis of possible general
solutions to presently felt unmet needs. These
represent both judgments of what might be
done and a collation from the districts’ ex-
perience.

The importance of a good inservice training
program cannot be overemphasized. Both in-
coming teachers and current staff can benefit
from human relations courses and a forum for
discussing new theories and methodologies in
teaching. Although most districts visited had
an inservice training program, at least two-
thirds of them were considered marginal by
the majority of personnel interviewed.

In the face of the quality lack in the area of
human relations, many schools are pressing
for minority, bilingual, and young teachers.
However, these in turn are in short supply.
Paraprofessionals and community volunteers,
although often difficult to obtain in the center
city, have effectively served to bring the
neighborhood into the school system. For Chi-
canos the paraprofessionals and volunteers are
often the only adults in the classroom who can
speak their language.

For subject-related shortages and staffing
problems, broadening the recruiting effort has
often proved effective in filling positions, al-
though not necessarily in meeting needs. Some
districts chose to close down a class rather
than lower standards, but most districts either
hired uncertified professionals or local artisans
(for vocational education or industrial arts)
or retained teachers from oversupply areas to
fill their positions. Most respondents agreed
that at best these measures were only partial
(often temporary) solutions. Paraprofession-
als to help alleviate the load of current staff in
shortage areas were not used in any district,
but certainly could be. Volunteers could like-
wise be used.

Long-Term Solutions. Communication be-
tween the school districts and the TPI's must
be improved if the latter are to be responsive



to district needs. Where this communication
has existed, the rcsults have been impressive.
Interaction cannot stop there, however. Inter-
action among school district teachers, profes-
sors, college students planning to enter teach-
ing. and district students must be frequent.
Cooperative plani.ing of preservice training is
also needed.

Many needs can be met if TPI's revise their
curriculum as to content, process, and methods
teaching; provide, as a matter of priority,
course offerings in areas where teachers are
in demand; and counsel students into these
areas. To alleviate needs, the school districts
could pay differentiated salaries in order to
compete with industry in shortage areas. They
could also encourage (through programs of
subgidy) the entry of minorities into programs
enabling them to prepare for teaching careers.

Some Solutions Observed in the 10 Districts.
Some unmet needs are the result of failures to
attract certain types of people into teaching
careers, and many respondents stressed the
need for programs which facilitate entry into
teaching by interested people who are poten-
tially effective educational professionals. In
one district, several respondents pointed to
efforts made to entice black high school gradu-
ates to enter teacher training programs in
return for financial assistance during training
and job placement upon graduation. Some
criticized this approach, however, since “its
quid pro quo arrangement may interest those
primarily wanting a college degree per se,
many of whom may have little or no actual de-
sire or interest in becoming a teacher.” Re-
spondents in another district mentioned the
possibility of providing high school students
with exposure to the teaching profession
through participation in tutoring programs.
Such contact with the teaching career might
help stimulate an interest in more students to
enter public education professions.

Many of the unmet needs indicated by re-
spondents in the districts visited were the
result of perceived inadequacies in preservice
training programs. Respondents strongly fa-
vored ' aining programs which combined for-
mal course work with substantial student teach-
ing experiences throughout the duration of the
training process. Such programs emphasize job
training in which trainees serve as teaching

interns in the schoo! districts. Often the
courses taught in conjunction with this student
teaching experience are taught by experienced
schoo! district teachers or by professors with
recent working experience in public schools.
Such clinical training requires a great deal of
collaboration between TPI's and school dis-
tricts. Two of the school districts visited in
this study had developed their own models for
such collaborative preservice training pro-
grams with selected educational training or
research institutions. In addition, several of the
urban districts are participating to varying
extents in nearby federally funded Teacher
Corps programs.

Such preservice training programs can also
potentially facilitate district recruiting efforts.
Most of the districts participating in such
programs attempt to recruit and hire trainees
whose successful student teaching experience
has been actively observed by those in the
district itself. According to some respondents,
the expanded opportunity for working in real-
life teaching environments enabled trainees
themselves to clarify their interest in a teach-
ing career and to develop their abilities on the
basis of a realistic understanding of the de-
mands and problems faced by full-time public
school teachers. The need for shared adminis-
trative and financial responsibility and rewards
was streassed by some of those actually involved
in these collaborative preservice training pro-
grams. Too often, it was felt, districts were
forced to “donate’ their time and resources to
college-administered programs without receiv-
ing benefits commensurate with that partici-
pation.

Some school districts take an active part in
communicating their unmet teacher needs to
local TPI's and encouraging the TPI's to meet
the needs. For example, one district visited,
which until recently did not have enough girls’
physical education teachers, solved the prob-
lem by approaching a TPI which instituted an
entirely new program to prepare these teach-
ers. Mawy, if not most, of the teachers graduat-
ing found employment with the district.

Some of the districts visited have been able
to compensate for inadequacies in the locally
available supply of education personnel by
adopting more aggressive recruiting activities
which serve to expand the portion of the total



potential supply which the district can tap for
staffing purposes. For example, several sys-
tems conducted personal campus interviews at
a8 wide variety of nearby and distant teacher
colleges. Some augmented these visits with
newspaper advertisements or recruiting letters
in selected job markets.

If expanded recruitment efforts prove too
costly or unfeasible, the district may reclassify
the staff position and attempt to use alterna-
tive types of manpower. For example, several
districts were forced to hire library clerks (at
lower salaries and with less skills) because of
problems in filling staff positions for certified
librarians. In addition, some districts have used
unpaid volunteers to provide neeled staff as-
sistance that is unavailable in any other way.
A few of the districts visited have attempted to
overcome recruiting proulems by improving or
restructuring their salary scales or fringe bene-
fit packages. In their effort to recruit career
teachers (those employees who will stay with
the district for some time), some districts
have increased either the salary increment or
the maximum salary to encourage newly hired
staff to remain with the district. Although most
districts recognized the need to increase their
starting salaries also, such increases were
ordinarily constrained by financial resources.

The importance of screening, hiring, and as-
signing the most qualified applicants possible
has been discussed earlier. One way in which
districts can alleviate needs arising from prob-
lems in the first and third areas is to give
those closest to the actual job themselves a
forceful role in the process. For example, sev-
eral districts have begun actively to transfer
responsibility for interviewing, screening, and
assigning to the principals of the schools hav-
ing vacancies. Some huve even involved other
teachers, :tudents, or parents in this critical
process. In this manner, districtas are able to
avoid the problems which sometimes arise when
central office personnel officials, who are some-
what removed from the positions (eapecially
in large districts), have a monopoly on the
selection and job assignment authority. An-
other way in which districts can alleviate staff
inadequacies is by reallocating present staff
into areas in which needs exist. Some districts
have initiated their own “retreading’” courses
for such transferrals of staff; others have sub-
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sidized outside training for the personnel in-
volved.

In addition to restructuring their salary
scales, some districts have made additional
efforts to improve their retention of previously
hired staff members, especially those with in-
novative ideas. Due to seniority rights guaran-
teed by contract or tradition, those with the
longest service in the district are often kept
regardless of their current competence in
meeting the contemporary needs of their stu-
dents. Unfortunately, this means that newer
employees, many of whom represent fresh
contributions to the system’s educational pro-
prams, are usually the first group to be let go
in periods of budgetary retrenchment and staff
cuts. In some districts, liberal transfer policies
have enabled such personnel to seek work in
schools that utilized their experimental inter-
ests and, thereby, helped to alleviate some of the
frustration which might have contributed to
early resignations.

Inservice training provides yet another op-
portunity to address unmet needs resulting
from staffing inadequacies. When one considers
the fact that teaching staffs undergo complete
turnovers relatively rarely (despite fluctua-
tions in attrition rates among certain groups
of staff) and that many districts operate with
strict tenure protection for senior staffers, the
importance of inservice training becomes clear.
Two districts in the sample have established
relatively extensive inservice training pro-
grams—sometimes on a regional basis in co-
operation with other nearby school systems—
which include attention to educational innova-
tion and human relations issues.

FOOTNOTES

1. The National Education Association publishes yearly
figures concerning “Teacher Supply and Demand in
Public Schools.” These figures deal primarily in gross
numbers (national, State, or “large school districts”),
and with quality only from the stendpoint of mini-
mum qualification. They do not deal with utilisation
in any real way.

2. Counselors are one group that apparently is not part
of the decision process on professional needs.

3. As mentioned previously, it is dificult to determine
whether certain unmet needs are secondary (result-
ing from other unmet needs) or primary.



CHAPTER 3

The Teacher “Surplus”

A surplus of teachers is certainly with us.
Although different projections of supply and
demand come up with different estimates of
the dimension of this surplus, there is very
little doubt that more persons are seeking
teaching jobs than there are openings and that
the excess of applicants over vacancies will
increase in the course of this decade.

This chapter attempts to look at factors
affecting both the supply of and demand for
public school teachers in the early 1970’s. It
focuses on these key findings:

FUTURE DEMAND

In the next 5 years, according to National
Center for Educational Statistics (NCES)
figures, the total of public school teachers is
not likely to increase by more than 40,000
And this growth will take place only if (1)
pupil-teacher ratios continue declining, (2)
preschool enroliment rates rise by 26 percent
over the 1970 experience, and (8) the dropout
rate in high school is further reduced. By con-
trast, the growth in the 5 years between 1960
and 1965 was 300,000 and was 272.000 in the 4
years from 1968 to 1970.

A more optimistic estimate? indicates that
vacancies in the next 5 years rould total 100,-
000 to meet increases in enrvilment and 140,-
000 to meet a decline in pupil-teacher ratios.
In addition, there will be 998,000 vacancies
caused by teachers leaving education.

FUTURE SUPPLY

To fill these positions, there will be an esti-
mated 2,063,000 new graduates likely to seek
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teaching positions, plus 300,000 older men and
women returning to the teaching field. These
estimates mean that there could be a surplus
of more than a million potential teachers with-
in 4 to 5 years.

RECENT EXPERIENCE

In 1969, about 282,000 students were gradu-
ated with teaching credentials. Of these, some
196,000 were expected to seek teaching jobs.
Another 46,000-50,000 persons, who received
training earlier, were expected to reenter the
teaching profession, bringing the total to
242,000-246,000 applicants. However, there
were only 184,000 openings, thus producing a
surplus of between 58,000 and 62,000 appli-
cants.

Of the 184,000 openings in 1969, 41,000
were new jobs due to increases in enroliments
or declines in pupil-teacher ratios; 23,000 of
these jobs were in the suburbs.

One teacher in 10 in 1969-70 was new, and
another one in 10 began the year in a new
school.

Contrary to popular impression, a larger pro-
portion of experienced teachers can be found in
central cities than in suburban or nonmetro-
politan areas.

The yearly average turnover in a school
district is 15.2 percent. Roughly 9 percent of
all teachers leave the profession every year,
and 8 percent move to different teaching jobs.

The decade of the 1970’s will witness the
accentuation of the trends of the late 1960’s,
a period when for the first time in 80 or 40
years, the number of qualified applicants for
teaching jobs exceeded available positions. The



obvious conditions creating change in the labor
market for teachers are due to (1) a declining
rate of growth of enrollments in public schools,
and (2) an increasing number of recent college
graduates qualified to teach.

The number of public school teachers in-
creased by some 300,000 in the 5 years between
1960-65. and by 272,000 during the 1965-70
period. Even according to the more “op-
timistic” estimate, the number is not likely to
increase by more than 240,000 in the 5 years
between 1970 and 1975. By contrast, the num-
ber of college graduates grew from 2.3 million
in the period 1961-65 to 3.4 million in 1966-70.
It is expected to increase further to 4.8 million
in the B years between 1971-75. While enroll
ments in elementary schools are declining and
enrollments in secondary schools are leveling
off as well, a continually increasing proportion
of the products of the baby boom are graduat-
ing from college.

A summary of developments from 1961 to
1970 and projections to 1975 appear in table
4. The range in projections is due to the un-
certainty about future pupil-teacher ratios. the
trend in preschool enrolilments, the dropout
rate, as well as the role of private schools in
the n<ar future,

Table 4—INCREASE IN PUBLIC SCHOOL ENROLLMENTS,

CLASSROOM TEACHERS, AND TOTAL BACHELOR:- AND

FIRST-PROFESSIONAL-DEGREE RECIPIENTS, 1960 to 1975
(In thousands)

Enroliments 8A '.'"‘9 'i'?t

nursery~—12 Teachers m“.:'.%"'
e W B @
1971-75 -958 to +1,700 20-240 a7

Source: U.S. Departmen: of Mealth, Educetien, ond Welfare, Ofice eof
Education, Netione! Center for !duuhonsl S'ehmu Prejections of Educe:
tional Stotistics 1o 1980-81 (1971 Edition). U.S. Gevernmaent Printing Office.
Waeshingten, D.C.. tebles 2, 21, and 26 Migh ostimetes for 1971 to 1978
onreliment end teachers are by Joseph Freemkin, prepered for the President’s
Commission on Schee! Finence.

Estimates of Teacher Turnover

The low number of additional classroom
teachers as estimated in table 4 indicates a
bleaker job market than is actually the case. In
fact, new teachers will be needed to meet attri-
tion as .ell as new openings resulting from
lower student-teacher ratios, increases in pre-
school enrollment, and declines in the dropout
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rates. Additional vacancies will occur as cur-
rently employed teachers dic. leave teaching
for other jobs either in or out of education, or
withdraw either to raise a family or retire.

Two surveys of the ebb and flow of instruc-
tional personnel, one conducted in 1959 and
the other in 1969, can be used to provide esti-
mates of the likely withdrawals of the present
classroom staff which will increase the number
of openings over and :bove tlie net additions
expected to occur in the course of the next 5
vears. While the two surveys are not precisely
comparable (see table 5). they do support the
inference that between 1959 and 1969 there
was a fair amount of stability in the rate of
attrition and teacher mobility.

Table 5S—~REASONS FOR SEPARATIONS OF PUBLIC
SCHOOL TEACHERS--1959. 1969

(percent)

1959 1969

Leave of absence 12 1.2
Nonteaching job in education 04 07
Nonteaching job outside education na. 13
Retirements and deaths 13 19
Job in annther schoo! district ) 59

) 105

Other reasons ) _A2
Tota! 134 15.2

Seurce: 1939. U.S. Department of Meelth. Educotien. ond Welfers, Ofice
of Educetion, Feecher Yurnever in Public Elementary and Secondury Scheels.
19359 60,

1969. U.S. Department of Mesith. Educetion, end Welfers, Office of
Educetion, Netionsl Conter for Educetional Stetistics, The 1969 Schoe!
Stefing Survey of Additiens end Separetien: of Public Scheel Teechers for
350 Siotes ond the Disrict of Celumbia {(vnpublished).

Jobseskers and Openings in 1900-70

The 1989 survey'® of additions and separa-
tions of teachers in public elementary and sec-
ondary schools during 1969-70 not only
describes how teachers move from job to job,
or in and out of the labor force, but also shows
the number of new vacancies filled. The sur-
vey’s estimates, based upon a sample of 800
schools, placed the total number of new posi-
tions in the Nation’s public schools at 41,000
in the academic year 1969-70. The number
of new teachers was much higher than that.
Because of attrition due to death, retirement,
promotions to nonteaching jobs. or due to
teachers leaving the profession, 184,000 new
teachers were hired that fall. Thus, in 1970,



roughly 3145 times as many openings for new
teachers occurred as a result of attrition than
as a consequence of additions to the staff. An-
other 183,000 teachers started the year in
different schools, either in the same or in dif-
ferent school districts. When school opened in
1970, roughly one teacher in five in each school
was new to the school.

This information on the ebb and flow of in-
structional personnel can be used to draw con-
clusions about job opportunities in elementary
and secondary education by comparing new
openings to the number of potential teachers.
During the academic year 1969-70. 282,000
persons graduated from college with teaching
credentials. If past trends were followed.
196,000 would have sought and found posi-
tions in the classroom.' Also in line with
past trends, an additional 46,000-50,000 per-
sons, other than recent graduates, would have
looked for and been placed in jobs in public
elementary and secondary schools.* However,
there were only 184,000 new teaching openings
available. Therefore, as many as one out of
five jobseekers were disappointed. (See table
6.) The results of the 1969-70 staffing survey
can be used to imply a surplus of 58,000 to 62 -
000 applicants f.. that year.

The survey on which this estimate is based
does not give any information on how well
recent graduates did in the job market by com-
parison to older people, usually women, who
returned to teaching. Anecdotal information
from a number of school districts indicates that
the brunt of the surplus was borne by older
people who wished to find teaching positions.

Regional Patterns of Job Opportunities
for Recent Graduates

The 1969 School Staffing Survey was based
on a sample liarge enough to make it possible to
estimate the number of job openings filled by
new teachers by region for the total U.S." The
number of new vacincies resulting fron: staff
increases was highest in the Northeast region.
about equal in the North Central and South,
and lowest in the West. It is significant that
the number of college graduates likely to
choose careers in the achools and the number
of openings filled by new teachers varied con-
siderably from region to region. Some regions
came close to achieving a balance between re-
cent graduates and jobs, while others experi-
enced a surplus of applicants:

—The Northeast region had a surplus of ap-
proximately 4,000 applicants, even though
it had the largest number of openings.
With 64,000 persons receiving degrees and
preparation to teach in elementary and
secondary schools, 45,000 could have been
expected to start on a career in this field.
Actually, 41,000 openings were filled with
new teachers.

—In the North Central region, with 93,000
graduates qualified to teach and 67,000
who were likely to seek teaching jobs, all
new openings could have been filled by re-
cent graduates, with 9,000 new teachers
left over. This was the region with the
largest surplus.

—In the South, there was a balance between
recent graduates and openings for new
teachers. With 85,000 graduates, 58,000

Table 6—JOBSEEKERS AND NEW TEACHERS HIRED IN PUBLIC SCHOOLS, 1969-70
(Figures in thousands)

Total graduated
qualified to tesch

u.s. 22

Northeast Region o4
North Central Region 93
South Region 85

West Region )

Likely to seek teachinz jobs

New New teachers
Sraduates Others hired
196 46-5 183.7
'3 na. 411
67 na. 58.3
57 na. 58.0

27 na. 263

Sevrce: Adupted from U.S. Desertmont of Moeith. Educotion, and Welfere, Oe of Education, Nerione! Ceonter for
Edvcationel Biotistics, The 1949 Stafling Survey. (Tor0ls may net metch becevse of reunding.)
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of vi m would have been placed in the
“ioaerC wn according to past trends, the

*1mper .. ~w teachers hired was 1,000
A 1C *ian Lae number of graduates likely
: ‘obs.

- o West with over 40,000 recent grad-
Voo, aad 27,000 likely to seek jobs in the
v - oo 4,000 too many jobseekers
veie est.mated,

These cstiimates of supply for new teaching
jobs are vused on past trends in the proportion
of recent graduates with teaching credentials
likely "o scek careers in teaching. With a wors-
ening of economic opportunities for college
graduates, it is conceivable that more young
potential teachers were disappointed. Also,
the estimates do not take into account jobs
filled by older people coming back into the
labor force. Where layoffs among professionals
in aerospace have swelled unemployment ranks,
especially in the Far West, the number of
disappointed jobseekers would be more than
an estimate based on the national average.

HOW TEACHERS MOVE FROM JOB TO JOB

An understanding of the movement of
teachers from one job to the next, and an
analysis of how these patterns vary from re-
gion to region, in central cities, suburbs, and
nonmetropolitan settings, as well as in schools
serving poor children, can provide some in-
sights into where jobs for recent graduates
are most likely to materialize.

Regional and District Varistions

The proportion of new openings (for new
teachers and for those who moved to different
schools or school districts) varied from region
to region, from a high of 14.8 percent of teach-
ers in the North Central region to a low of 9.4
percent in the Weat. New vacancies for teach-
ers were 11.2 and 11.7 percent in the Northeast
and North Central regions, respectively.

Vacancies due to increases in staff ranged
from a high of 3.8 percent in the Northeast,
to 3.8 percent in the North Central region, to
2.2 percent in the South, and a low of 1.0 per-
cent in the West.

The proportion of new teachers hired to il

these jobs varied somewhat from region to
region:

—In the Northeast, 87 percent of the va-
cancies were filled by new teachers;

~—In the North Central region, 76 percent:

—In the South and West, 81 and 91 percent,
respectively.

The proportion of total number of teachers
hired to total number of teachers on duty dur-
ing the preceding year varied by region as
much as did new openings: It was 9.6 per-
cent in the Northeast; 10.8 percent in the
North Central region; 9.5 percent in the South,
and 7.7 percent in the West. The Western
region hired fewer teachers than would ordin-
arily be expected.

The movement of teachers from school to
school in the same district increases from East
to West.® It is safe to draw the conclusion
that, in general, the mobility of teachers from
district to district is roughly proportional to
the size of the district. It is lowest in the
Northeast where districts are largest, and
highest in the North Central region where
they are smallest.

Central Cities, Other Standard Metropolitan
Area Districts, and Others

The relationship between the size of the
district and the probability of teachers leaving
a given jurisdiction when changing schools is
confirmed by the analysis of mobility of teach-
ers by type of school district. Movement be-
tween districts is low in central cities, higher
in other Standard Metropolitan Statistical
Areas (SMSA) (i.e, suburban districts), and
highest in the non-SMSA's. By contrast, the
movement from school to school within the
same district is highest in central cities, some-
what less in the suburbs, and lowest in the
non-SMSA'’s.

The difference in mobility patterns by type
of school district extends to other segments
of the addition and separation petterns. In
academic year 1970-71, the lion's share of new
openings through additions to staff in 1370
was in suburban districts. Of the total of 41.-
000 additional teachers hired, 23,000 were
hired by suburban school districts. In other
words, the number of teachers in the suburbs



increased by 3.6 percent in the fall of 1970.
In the central cities, only 10,000 additional
teachers were hired for a net growth of 1.7
percent. The growth of 8,000 teachers in non-
standard metropolitan statistical area districts
accounted for 1.1 percent of the total.

On a national basis, experienced teachers
are more heavily represented in the central
cities. Less than one teacher in 11 was a recent
graduate. In the suburbs and in nonmetropoli-
tan areas, one teacher in 10 was inexperienced.

Suburbs appeared to do somewhat better in
attracting experienced teachers moving to new
jobs than either the central cities or rural
regions. Thirty percent of all teachers who
came to the suburbs to teach in the fall of
1969 had previously taught in other districts.
This compares with 20 percent in the central
cities and 25 percent in non-SMSA-located
school districts.

One might conclude from these figures that
there was a flight of experienced teachers from
the central cities. Actually this was not the
case. Only 4.5 percent of the teachers in cen-
tral cities left to find jobs in other school dis-
tricts, as contrasted to 6.1 percent in the sub-
urbs and 6.8 percent in the non-SMSA’s areas.
Apparently there was considerably more job
switching in noncentral city school districts
than in the large central city units. No evidence
of a mass flight of teachers from the central
cities could be derived from another possible
index of teacher disaffection. If one compares
the number who took leaves of absence in all
three types of school districts with the number
who returned, a ratio of roughly two to one
(two teachers going on leave of absence for
each one coming back) seems to hold for each
of the three types of districts.

The job changes by teachers within the
school district appear to be roughly propor-
tional to the size of the school district. Teach-
ers starting the school year in a different
school within the same school district account-
ed for 5.4 percent of all the teachers in central
cities, 4.0 percent in the suburbs, and 3.5 per-
_cent in the non-SMSA'’s.

Promotion vpportunities appear to be slightly
better in central cities than in the other two
types of school districts. One teacher in 120 in
the central cities was promoted to a nonteach-

ing job in education. This contrasts with one
in 150 in the suburbs and one in 185 in districts
in the non-SMSA's.

Contrary to current impression, the move
ment out of teaching to nonteachiny occupa-
tions was lowest in the central cities—Iless than
1 percent. as contrasted to 1.3 and 1.5 percent
in the suburbs and the SMSA's. This is con-
firmed by using the rates of job shifting out-
side of edveation as well as other losses. and
there appears to be no consistent flight of teach-
ers from central cities as compared to either
the suburbs or nonurban areas.

Schools for Predominantly
Disadvantaged Students

One of the reported concerns of parents in
ghetto areas is that their children are taught
by inexperienced teachers. For the total United
States this did not prove to be true in schools
where the principals estimated that 756 percent
or more of the students were deprived, and
where 9.2 percent of their teachers were new
as compared to 9.6 percent nationally. In
schools where 50 to 76 percent of the students
were believed deprived, there were 10.8 per-
cent new teachers, slightly more than the
national average.

In schools with 75 percent or more poor chil-
dren, 24 percent of the teachers added were
new. For schools with 50 to 75 percent poor
children, 22 percent of the teachers added were
new. The national figure was 21.5 percent. This
would imply that the total turnover of teach-
ers in “poverty area” schools was a little
higher than the nationwide experience, and
that teachers leaving were replaced by ex-
perienced teachers.

The higher proportion of new teachers to
total additions occurred in suburban schools
with large poverty concentrations. There the
additions and turnover were much higher,
especially in schools with large concentrations
of poor students where one teacher in seven
could be expected to be new. Despite the myth-
ology on the subject, the central cities appear
to be managing the staffing of schools which
cater to deprived students much mcre effective-
ly than suburban districts which are probably
coping with new influxes of poor children.



Comparison of Elementary and
Secondary School Teachers

Roughly half of the new teacher openings
occur in elementary schools, and half in sec-
ondary schools. In both types of schools, the
percentage of teachers who started the schoo!
year in a different schoo! from the year before
was roughly the same. So were the percentages
of newly graduated teachers hired and other
additions.

By contrast, the promotions to nonteaching
jobs in education were much more frequent
among secondary school teachers than among
elementary school teachers. Also, the propor.
tion of those teachers who took jobs outside of
education was roughly twice as great among
secondary school teachers as among elementary
school teachers. Other losses from teaching—-
most of them women dropping out of the
labor force to raise families—were 1 percent
higher in elementary teaching than in second-
ary teaching., This is readily explained by the
higher proportion of women employed in ele-
mentary schools.

HOW MANY NEW TEACHER OPENINGS
ARE THERE LIKELY TO BE?

If past mobility and separation patterns
continue, some 9.2 percent of all teachers at
the beginning of the year are likely to leave
the profession and an additional 6 percent are
likely to move to a teaching job in another
district. In addition, jobs may materialize if
(1) the enrollments in public schools increase,
or (2) the pupil-teacher ratio continues to
decline.

During the school year beginning in the
fall of 1969, roughly two-thirds of the 41,000
new openings occurred as a result of enroll-
ment increases, and the other third could be
explained by declining pupil-teacher ratios.
The major share of openings for newly enter-
ing teachers—148,000 out of 184,000-—was due
to withdrawals of existing teachers from the
classroom.

In the period 1970-75, enrollment increases
in public schools have been estimated by the
National Center for Educational Statistics at
400,000. An alternative projection which as-
sumes a nursery school boom, further reduc-

tions in high school dropouts, and drastic de-
clines in private school enrollments. estimates
an increase of 2 million. If preschool attendance
rates do not go up, it is quite possible that en-
rollments will not increase at all. Thus. the
masinium increase in deweand from onrollment
increases alone is no more than 100.000 teach-
crs.

The future of the pupil-teacher ratio is un-
certain. The National Center for Educational
Statistics has estimated that much of the de-
cline in the pupil-teacher ratios curing the
late 1960’s was due to additional financing
made available by the Elementary and Second-
ary Education Act, and that in the futurc the
ratios would resume a much slower downward
trend. Preliminary results for 1970-71 indicate
that the decline may have been underesti-
mated.” On the basis of past trends, the pupil-
teacher ratios are not likely to improve by
more than 7 percent in the course of the next
5 years. No more than 140000 teachers are
likely to be hired to improve pupil-teach. r
ratios.

Another imponderable is the extent to which
experienced teachers will he able to find jobs
in other school districts. As the supply of new
college graduates eases some more, it is quite
likely that an increasing number of vacancies
will be filled with younger teachers at lower
salaries. Some teachers may forego job hopping
between districts because of a shortage of
openings. Other teachers move from school
district to school district as their husbands
change jobs, and they may have difficulty find-
ing teaching positions in their new location.
While this consideration does not affect the
total figures of surplus or shortage of teachers,
it does have some bearing on job opportunities
for new graduates.

The survey of mobility as previously sum-
marized makes it possible to generalize about
the places where openings will occur. The
estimates by type of region and school district
are indicated in table 7.

The potential supply of teachers is difficult
to estimate, largely because many women
whose children have grown up and who had
previous teaching experience are also likely to
seek teaching jobs. In 1959 some 50,000 experi-
enced teachers returned to the classroom. The
corresponding figure for 1969 is not available,
but it can be inferred that the number of po-



Table 7—TEACHER VACANCIES. BY REGION, TYPE OF DISTRICT, AND LEVEL,
1970-71 TO 1975-76
(In thousands)

Vacancies
due to
vacancies w.thdnwals and
due to 1ob changes
withdrawais ~etween district:

Maximum
additions

Numbet of teachers
1970-71 1975-76

Northeast

476 52 46 215 322

North Centra! 59 645 50 324 556

South 639 711 72 302 503

West D . R 4 Rl 28

2,061 2,301 240 998 1,650

Central 614 642 28 311 o7

Suburbs 7 871 144 339 583
Nonmetropolitan 120 - s 68 348 60

. 2061 2,301 240 9% 1,650

Nursery or

Kindergarten 69 . 9 36 57

Elementary 1,063 1,095 32 523 e

Secondary B 929 7177.128 19 ”ne »

2,061 2,30° Y -~ 160

Sowu us o...mnm ot numu Educetion, s Wutlere, Ofiee o Qusestion, Weohenc C(onter te fuucotional

Scheel Finance. (Total may net metch Bocouse of revnding.)

tential reentrants in 1969 was not very differ-
ent. Some 40.000 more women over age 35 re-
entered the teaching foree than left it in the
1960’s.® After the relevant attrition factors are
entered, the estimated supply from this source
is some 50,000-60,000 teachers a year.

The summary of the total demand for and
the probable supply of new teachers appears in
table 8. The last part of the table shows the
proportion of new graduates who are likely to
find jobs. A range is given on the assumption
that the present percentage of vacancies filled
with new teachers will continue; a second
higher ratio is based on the assumption that
all of tne openings will be filled by new teach-
ers. Finally, a third estimate assumes that new
graduates will find jobs in proportion to the
total job openings, including those due to teach-
ers moving from district to district. These
estimates range between 49 and 92 percent.

In all probability some 60 percent (see table
7) of all newly qualified teachers who will seek
jobs in the classroom will get them. It is high-
ly unlikely that new graduates will replace
all experienced teachers moving from district
to district, though it is possible that some
married women who change their residence will
not find teaching jobs, and some of these va-
cancies may go to new graduates.
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In total, however, the tearver surpius is
Hhely to be quite large. If the estimates in
table 8 are accepted. there will be meme than
a million too many teachers 4 to 5 years
from now. One potential teacher out of three
will have to seek a job elsewhere or, in the
case of women ra2turning to the labor force,
may decide to remain at home. As the sur-
plus builds up, many students will be deterred
from entering teacher-preparation programs
and will choose other majors—a pattern fol-
lowed in other fields where surpluses have
occurred, notably engineering. Such possible
developments are not taken into consideration
in table 8 which is based on past trends.

THE 1900'S AND BEYOND

The discussion so far has focused on supply
and demand factors for the near future. In
the long run, however, the total number of
elementary and secondary school pupils—and,
therefore, the demand for new teachers—is
likely to increase markedly in the late 1980’s.
The latest Bureau of the Census projections
(chart 6) indicate that the current flattening in
the enrollment curve is unly a pause, not a
plateau. If these projections are borne out, we
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Table 8—ESTIMATED VACANCIES AND THE SUPPLY OF TEACHERS, 1970-71 TO 1975-76
(In thousands)

Vacancies:

To meet increases in ;n .ment
To meet lower pupil-teacher ratios
To replace teachers leaving education

Caused by teachers moving from district to district

Total vacancies
Teacher Supply:

New graduates likely to seek teaching jobs

Older women returning to teaching
Teachers changing jobs

Percent of new graduates obtaining jobs:
If all positions filled by new graduates
If new vacancies filled by new grajuates

If new graduates obtain jobs in proportion to jobseekers

High Low
L _f_s({nnwize‘ esvrmate
100 0
140 0
998 998
1,238 998
652 652
1890 1,650
2,053 2,053
250
652 652
3,005 2,95%
(Percent) (Percent)
9 81
60 49
56

63

Source: U.S. Department of Hecith, Educetion, and Welfare, Ofice of Education, Nationo! Center for Educationo!
Stotistics, Pro-ections of Frducationol Stotistics fo 1980-81 (1971 Edition]. U.S. Government Printing Office. Washington,

D C. High ostimates for

can expact a return of the “teacher shortage”
within 15 years. Efforts to alleviate the effects
of the current surplus that are based on the
assumption of permanent stability in the de-
mand for teachers may therefore turn out to
be fallacious.

CONCLUSION

The supply of persons who traditionally seek
jobs in teaching is likely to exceed the demand
by a million in the first 5 years of the
1970’s. It is important that this imbalance in
supply and demand not be misinterpreted.
Much of it is due to projecting past patterns
of employment. These patterns were estab-
lished during a period of brisk demand for
teachers during the 1950’s and 1960’s. A large
number of young women found it convenient
to be certificated as teachers by taking a
limited number of courses in education. Many
found it easy to obtain a teaching job on the
strength of these credentials.

Moreover, teaching was a Convenient interim
occupation between the B.A. and the “Mrs.”
If other jobs were available, these young
women would have taken them. Such jobs are
opening up and me J1l open in the 1970's.
Many teachers wili ./itch to other careers or
homemaking later in life. As teaching jobs be-
come scarce, the decision to embark on another
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career will have to be faced earlier in life.
Teaching positions as port-of-entry jobs will
be harder to obtain and, consequently, many
may decide not to be certificated as teachers.
In all probability teaching will become a more
linear and more consistent career for those
who manage to get a position. This change in
the character of teaching careers will post new
challenges to those who hire and train teach-
ers—challenges which will be intensified by the
need to provide enough teachers to meet pro-
jected enrollment increases in the late 1980’s.
In this respect, the ‘“surplus” oi teachers
offers the opportunity for school systems to be
more selective in their recruitment and more
demanding in the preparation required.
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Enrollment, and Costs of Public Elementary and
Secondary Education 1975-7¢ and 7980-81. A report
to the President’s Commission on School Finance.
1971. See especially section 3.

. National Education Association, Research Division.
Teacher Supply and Demand in Public Schools,
1970. Research Report 1970-R14, the Association.
1970, p. 21.



4. U.S. Department of Health, Education, and Welfare,

Office of Education, Education in the Seventies, U.S.
Government Printing Office, Washington, D.C., 1968,
chapter 8.

. There are no authoritative data showing the extent
to which prospective teachers are employed in
schools outside the region of their teacher-training
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is no significant interregional migration.
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Office of Education, Teacker Turnmover in Public
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Government Printing Office, Washington, D.C., 1963,
p- 18 and footnote 1.

. Cf. U.S. Department of Health, Education, and

Welfare, Office of Education, Projections of Educa-
tional Statistics to 1978-79, U.S. Government Print-
ing Office, Washington, D.C., 1970, p. 57; and U.S.
Department of Health, Education, and Welfare,
Office of Education, Statistics of Public Schools,
Fall 1970, U.S. Government Printing Office, Wash-
ington, D.C., 1971, pp. 14 and 16,

8. Education tn the Seventies, loc. eit.
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specific needs and problems of children in given
areas but will be designed as an instrument to
improve the educational ayatom as a whole.

In addition, the new programs will grow out
of a realistic analyris of the needs of children
us well as of the organisations serving chil-
dren as they are perceived by the local com-
munities themselves. Educational personnel of
children from low-income families will continue
to be a major focus of EPDA efforts.

EPDA will continue to look at the need for
edueational personmel in areas where critical
shortages persiet and where there are needs
for inserviee  ‘liag to improve corprehen-
sive ser . icc chiviren. The rederal role of
supporting exewplary programs which adapt
promising products and practices identified
through ressarch will continue.

In carrying out these activities, EPDA pro-
grams will direct interventions to the sctuwal
working environment: training designs and
strategies will be developed in the regular
school settings and with the help of instrue-
tional personnel from higher educational ineti-
tutions, so that they are related to the solution
of existing problems. The EPDA offort will be
defined by the need of the site itself and not by
a generalised understanding of needs and prod-

lome.
These plans will be implomented in fleeal
EPD

>

bility for the education of teachers among the
schools of education, the arts and sciences. and
the school systems: (2) the inadequacy of the
professional sequence. particularly the practi-
cum or practice teaching which the prospective
teacher receives: (3) the failure to rationalize
recruitment, screening and counselirg, and
evaluation for proapective teachers:; and (4)
the lack of parent and other community par-
ticipation in the development. design. and im-
plementation of programs for educating teach-
ers. The program will not support the training
of individua) teachers or purchase the services
or the resources of institutions of higher edu-
cation. Its client. and the object of the reform.
is the inatitution of higher education itself
and those school systems where the prospective
teacher receives practical experience.

Second, § percent of the funds appropriated
annually for parts C and D must be st aside
for bilingual education. These funds will be
used to continue and to expand upon bilingual
oducation efforts already begun under EPDA.
The program will support the training of edu-
cation personnel for schools which use two
languages as mediums for teaching and learn-
ing all or a significant part of the regular ex-
periences and subjects of the curriculum. The
languages are English and the mother tongue
or home language of the target pupils. Its
purpose s to make a substantial contriba.
tion to Bpanish. Indian, and other groups
in learning how to teach variows subjects in
their own languages. in learning how to develop
and use tonching materials in their own lan-
guages to tranamit the hest of their naiive evul-
ture to ehildren, and in learning more about
the mature of language and language loarn.
ing and teaching.

Third, a § percont set-aside from part D of
EPDA was provided for the inservice and pre-
service training of persons serving as teach-
ors in achools for Indian echildrem operated
by the Department of the Interior. The funds,
te be administered by NCIES in OR, wil] in-
volve NCIES, the Bureau of Indian Affairs
(BIA) In the Department of the Interior. and
the new Bureauw of Indian Fducation (BIE)
In OR in jointly identifying program 1. ods,
establishing priorities fir funding, and solieit-
ing grants and contracts to meet those needs
and priorities. While the three agencicrs would



together review and recommend p1
approval would be made by BIE.
tional training areas esiablished
priorities are as follows: innovat
and development for school boards
in Federal Board, in Indian conti
public schools operated by Indians
ministrators, particularly Americ
teachers and related staff in special
cfforts to update knowledge and sk
tional trends and specific content .

Fourth, not less than § percent
appropriation for the EPDA will
for graduate fellowships and univ
training programs. This part of the
used for a national program in 1§
spective and the Experienced Fell
grams and the Related Institution
Grant Program), to continue an «
prior to the implementation of
essential purpose of the legislati
prove the qualifications of actu:
school teachers ‘“by awarding
for graduate study at institutiol
education and by developing and
ing programs for the educatio
ers and related educational |
institutions of higher education.” |
cover many categories at several |
ing preschool, postsecondary voe
adult, and a broad variety of a
child development, bilingual, coun
school social work, sehool nursing,
fces, special education, “returnesd
feasion, administ-ation, and pros|
ers. Because part C is a small pr
require meticulous husbanding o
an eye to maximum impact from
vestment. The emphasis will be
educators to become leaders in
educational reform which is |
NCIES offorts. The 35-40 progra
ported in flscal year 1973 will be s
which are ready to work out the |
one or more schoul systems ol
agencies directly responasive o lo
needs. Selection of the fellows
jointly with the cooperating agen
gram will include a comprehens
for the fellows.

In addition to these congres
dated pregrams, several other



of the 14 programs under EPDA
ducation, a program designed to
ar classroom teachers to deal ef-
1 handicapped children enrolled
ssrooms. Seven of the 28 projects
tially will be continued in fiscal
addition, an effort will be made
nd disseminate teacher training
regular educational personnel for
eaching exceptional children. De-
ssistance will be provided to those
gencies interested in training ed-
sonnel to educate exceptional chil-
regular classrooms. The program
ond to requests from States and
as which are being required by
to integrate exceptional children
classrooms (such decisions have
made in the District of Columbia,
s, Pennsylvania, and California).
Bxceptional Children Program will
grate special education coneepts,
schniques into all Career Oppor-
rams and Urban/Rural projects.
Jessons learned, the Office of Edu-
ioved over the past few years to
stworks of interested educators
ds of the educational system, and
ts of the Nation to stimulate the
) and diffusion of promising ideas.



Educational Leadership, and Pupil Personnel
Services.

Carcer Opportu.ities Program (COP). Now
entering the fourth year of its present 5-year
program in 130 school districts throughout the
country, COP is training individuals, including
residents of low-income communities and vet-
eruns of the Vietnam era, for services in the
Nation’s schools. The requested sum of $28.-
572,000 will provide support for approximately
8,000 participants.

Urban Rural School Development. This pro-
gram effort is a means through which compre-
hensive programs of training and development
for the staffs of individual schools or clusters
of schools are designed by school-community
councils, thereby involving both the procedures
and consumers of educational services. The re-
quest for $12,135,000 will provide support for
training approximately 6,500 teachers and staff
members, in cooperation with colleges and uni-
versities at 40 local school sites.

Vocational Education. The $11,860,000 ear-
marked for the support of State and local edu-
cation agencies, as well as institutions of higher
education, to strengthen the recruiting and
training of individuals for career education will
be implemented through grants to all 50 States
and to those universiiles and colleges which
offer State-approved grauuate study in voea-
tional education.

New Careers in Education. The purpose of
the $500,000 which is to be spent for imple-
menting section 804, part A, EPDA, is to at-
tract to the fleld of education persons such as
artists, »cientists, homemakers, and others who
would ordinarily not enter it. This is required
by the Education Amendments of 1978.

Education Lealership. This program, which
is being phased out, will have approximately
$4.0 million in flscal yoar 1978 to complete
the second or third year commitments on somse
23 multiyear projects. Maj. r emphasis is given
to the National Program i . Edueational Lead-
ership (NPEL), which is centered at Ohio
State University with cooperating institutions
in varioua areas of the country. It is directed
at the identification, recruitment, and training
of talented individuals who have no prior work
experience in school systems for positions as
sch ol administrators. Additional emphasis is

v to the city university projests whieh

combine inservice and- preservice training to
help the schools improve themselves and to help
university training programs by using the city
schools as laboratory settings for solving prob-
lems.

Pupil Personnel Services (PPS). This pro-
gram, which is also scheduled to be phased out,
will have $3.6 million in fiscal year 1973 to fi-
nance its continuing commitments to the nine
national centers and their affiliated satellites.
The purpose of PPS is to improve the quality
of those serving as pupil personnel specialists
(counseling and guidance personnel, school
psychologists, social workers, and school
nurses) and to strengthen the programs of
training institutions which prepare such per-
sonnel and the schools which employ them.

EPDA authorized two other programs:
Teacher Corps and part E for graduate-level
training for college teachers.

Teacker Corps. The administration has ree-
ommended the transfer of Teacher Corps to
the ACTION agency, but as of December 1972
Congress has not acted on this recommendation.

As Teacher Corps increasingly treats the
problems of training teachers in a total sehool
environment through innovative school organ-
izations, it becomes evident that upgrading the
skills of regular teachers must receive new at-
tention. It is presently envisaged that this em-
phasis will be translated into a markedly
heavier stress on retraining teachers already
in the classroom with proportionately fewer
resources earmarked for training new taachers,

At the same time, Teacher Corps will help to
fulfill the Commissioner’s objective of ending
the isolation of children with learning and be-
havioral problems. Teacher Corps projects will
be requived, starting in flscal year 1978, to
implement comprehensive designs for training
in special education to emabls members of
Teacher Corps instructional teams to provide
instruction for such children in regular class-
room settings. Throughout the year, as it has
since its inception, Teacher Corps will support
those projects which are devised to expand the
learning opportunities of children and improve
the training and certified and prospective
teachers. Such plans will combine new curricu-
lum developments with team teaching, more
individualizsed instruction, and strategies for
disseminating this experience throughout en-



tire school systems. Local education agencies,
institutions of higher learning, and represent-
atives from communities where Teacher Corps
projects are located will collaborate in imple-
menting this design.

Teacher Corps will, through its program
development activities, increase its technical
assistance to projects which experience prob-
lems in implementing Teacher Corps objectives.
In addition, Teacher Corps will continue its
empYasis on addressing the needs of the dis-
ad intaged. The Volunteer Teacher Corps en-
courages high school and college students, par-
ents, and other community residents to serve
as tutors or instructional assistants for child-
ren in disadvantaged areas.

Part E. During fiscal year 1978, the part E
program—the Office of Education’s effort to en-
courage improvements in the quality of college
teaching—will remain focused on three pri-
ority areas: junior colleges, low-income stu-
dents, and developing institutions. The area
which will be given the highest priority will
be programs to train at the graduate level
higher education personnel who will serve the
needs of low-income and minority students.
This effort will continue and build on earlier
commitments in this fleld.

In line with this foeus, there will be some in-
crease in support for imstitute programs to

train college teachers to teach remedial read-
ing and related skills to students who lack the
basic tools required for a successful college ex-
perience. This effort is part of the broader
Right-To-Read program in the Office of Edu-
cation. In addition, programs to train college
personnel to work with low-income students
will deal with: (1) student financial aid; (2)
student personnel services, including counsel-
ing, career placement, and the special problems
involved in recruiting and training low-income
and minority students; (3) using teaching
methods, sych as individualized instruction,
which are known to be effective in helping stu-
dents with academic deficiencies; and (4) ac-
quainting educators with the culture, attitudes.
and life experiences of these students.

Aside from these three priority areas, the
part E program will seek to address itself to
additional areas of concern during fiscal year
1973: notably, efforts to improve higher edu-
cation personnel training; increase the num-
ber and preparation of women entering or re-
entering graduate education for careers in
higher eduecation; and improve communication
between faculty, students, administration, and,
wherever appropriate, local communities in the
planning and implementation of proposed pro-
grams. In addition, there will be limited sup-
port for projects in the educational fields of
environment and drug abuse.



APPENDIX

Programs for the Training of

Educational Personnel Under the
Education Professions Development Act, 1969-71

The first Commissioner’s Report on the Ed-
ucation Professions published in 1968 included
a summary of Federal programs which train
educational personnel for fiscal years 1966,
1967, and 1968. The Commissioner’'s 1969-70
report included descriptions of program activi-
ties during the 1969 and 1970 fiscal years. For
this report program information focuses on the
1971 fiscal year and includes plans for fiscal
year 1972, which covers the 1972-78 academic
year.

In education, as in many other areas of so-
cial need, the Federal Government has been
faced with the problem of attempting to meet
virtually unlimited needs with limited re-

unrelated to the realities of the outside world—
it has been, in a word. mediocre. Only the
Federal Government has the scope and re-
sources required to stimulate systemic reform
on more than a piecemeal basis.

Those who seek to improve the quality of
teacher education must confront an array of
unpalatable charges. Among the most salient
are the following :

~—Preservice and inservice training are usu-

ally isolated from one another, as are also
the universities which prepare teachers
and the school syatems which employ them.

—About 60-80 percent of a teacher’s under-

graduate education is provided by profes-
sors in the traditional academic disei-
plines. Thess professors often have little
concern for the nature and problems of
teacher education; they consider teaching
to be a second-rate vocation and the schools
of education to be the last resort for aca-
demic failures,

~Many professors in schools of edueation

neither know of nor care about the prob-
Jems involved in teaching academic sub-
jocts in a way that will enable studsats
to communieats, as weoll as to sccumulate,

knowledge.

—Most faculty, including those in sechools of
oducation, are hired on the basis of eri-
teria which do not include a demonstrated
ability to teach.

—~Teacher training programs rarely provide
for involvement of the scommunities served.

~Fow teachers are given the spesialised



training needed to trach minority group
and inner city children.

—Student teaching, the only practical ex-
perience which most prospective teachers
receive, varies widely in effectiveness; is
seldom tied closely to academic study;
and comes too late in the student’s aca-
demic career to enable him to reconsider
his career choice.

—Inservice programs are often nighttime
versions of full-time academic studies;
they lack a clear focus and rationale of
their own.

~—The size, diversity, and complexity of the
American educational system increases
tendencies toward inertia. While these con-
ditions make cooperation more essential,
they also make it more difficult to achieve.

In dealing with this situation, however, the
Office of Education has had neither the legis-
lative authority nor sufficient appropriations
to make a concerted attack on these problems,
which, of course, exist largely at the under-
graduate level. Moreover, the teacher short-
age came to an end soon after the passage of
the Education I'rofessions Development Act
(EPDA), and, therefore, no attempt was made
to train maasive numbers of new teachers, or
fundamentally change preservice teacher edu-
cation, an approach which in any case would
have been ineffective because of funding limita-
tions. Consequently, the Bureau of Educational
Personnel Development—now the National
Center for the Improvement of Educational
Systems (NCIES)-—set up to administer most
of the provisions of the act, has stressed the
inservice education of teachers already in the
classroom, particularly teachers in areas which
the bureau had identified as deserving priority
concern.

Federal offorts in educational personnel de-
velopment have taken a variety of forms. Some
of the programs of the Office of Education
have involved formula grants with tescher
training components; the major focus of these
grants, however, is the educational program
in the sechool. Notable examples are title 1 and
title 111 of the Elementary and Secondary Ed.
uestion Act of 1968, which provide about §20
million for inservies training. In addition to
these programs, the Commissioner has at his
disposal discretionary programs which he ean

target in order tuo improve the teacher educa-
tion system by concentrating on selected needs
and problems. OE support of most of these ac-
tivities is administered by NCIES, It should be
noted that these discretionary programs are
directed to clear-cut privrities, and as such ad-
dress the entire teacher education system by
concentrating on selected points of influence.
It is these discretionary programs on which
the Commissioner must rely as instruments of
change.

MAJOR TRAINING EFFORTS

In the area of professional development for
elementary and secondary education, the efforts
of the Office of Education address four major
goals:

1. To improve the education of children from
low-income families.

2. To reinforce the preparation of all edu-
cational personnel.

8. To help meet critical personnel deficien-
cies, .

4. To meet special needs by developing and
testing specific solutions.

To improve the Educstion of Children
Prom Low-insome Fomilies

Three different USOE programs, embodying
distinctive strategies, are directed toward
achieving this overriding national objective.
They are Teacher Corps, the Career Oppor-
tunities Program. and the Urban /Rural 8chool
Development Program.

Established by Congress in 1965, Teacher
Corps joins experienced teacher-leaders with
interns in a unique pattern of tescher eduea-
tion. The primary purpose of Teacher Corpe
is not to produce more teachers, but to help
institutions train and retrain better teachers
by improving their professional preparation
and career growth. Especially in the past
2 years, Teacher Corps has encouraged losal
long-range planning for developing and adap-
ting competency-based teacher eduestion aad
other new eoducational ideas to teacher-
training programs. These approaches are be-
ing used increasingly by school systems, Btate
education agencies, and institutions of higher



education alike. Modular patteras of instruc-
tion, personalized learning, systems approaches
to planning and management, performance-
referenced criteria for measuring competency
and recommending certification, field-oriented
training, vanguard schools—all of these new
concepts are beginning to make an impact on
the traditional business of education. Teacher
Corps has played an important part in
bringing about these changes, the long-term
significance of which is only beyinning to be-
come apparent. Teacher Corps projects have
served as vehicles for the dissemination of
promising ideas developed through the Na-
tional Center for Educational Research and
Development (NCERD), the Office of Educa-
tion regional laboratories, and other sources of
innovation. Cooperative Teacher Corps pro-
jects have involved linkages with projects
funded under the Peace Corps, Model Cities,
the Office of Juvenile Deliquency, the Bureau of
Education for the Handicapped, the Follow
Through and Career Opportunities programs,
and others.

Individual Teacher Corps projects act as
temporary organizations within a given lo-
cality designed to facilitate coalitions among
colleges, school districts, State agencies, and
the communities served. Such coalitions assess
needs, determine common goals, and locate
resources to mount a concerted eoffort that will
last well beyond the life of Teacher Corps
projects and create more effective means of
education. The means emphasised by Teacher
Corps projects are intended to change entire
educational systems, to increase the use of the
total learning environment, and to encourage
institutions to improve their teacher training.

During fiscal year 1970 and 1971, Teacher
Corps projects have pursued a wide variety of
activities. Projects are serving populations in
urban poverty centers, on Indian reservations,
in other rurs] areas, in correctional institutions,
and among children whe speak little or no
English. A majority of the projects involve
early childhood education (especially in States
which are beginning or expanding their kin-
dermarten or preschool programs)—and edu-
cation for early adoleacents (particularly in
districts developing new middle-school pro-
grams). All projects have attempted to foster
greater cooperation between sshools and the
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neighborhoods they serve through such means
as volunteer-assisted learning projects (in-
cluding both parents and student tutors) and
new types of school-neighborhood associations.

Institutional change is hard to measure, but
the evidence has shown that the Teacher Corps’
approach does work. Project staff are acquir-
ing increasing skill in planning, managing,
and analyzing progress and in taking correc-
tive steps toward achieving their goals. The
majority of universities jnvolved have in-
creased the percentage of time their students
spend in the field; many of these schools have
begun the development of substantially dif-
ferent instructional designs evolved from com-
petency-based approaches. At the same time,
school districts have increased their involve-
ment with parent and community groups. As
a result of corpsmembers’ efforts in coopera-
tion with local staff, many districts have moved
toward increased amounts of jndividualized
instruction and the use of a broader variety
of cultural materials.

Increasing evidence shows that the corps-
members themselves are unique. The teachers
graduated from Teacher Corps projects in
1968, 1969, and 1970 are staying in education,
particularly in poverty-area schools, at rates
well above national averages. Many team lead-
ers have moved on to roles as supervisors, ad-
ministrators, and master teachers. Teacher
Corps, furthermore, has been able to attract
increasing percentages of minority group in-
terns, up from 47 percent in 1969 to 58 per-
cent in 1970.

The Career Opportunities Program (COP)
was  ‘ed in 1969 as a nationwide career
develu, .uent model. COP was based on the
premise that the education offered to echil-
dren of low-income families can be improved
by entry into the schools of more talented, dedi-
cated low-income adults. In addition, the adults
would thereby receive opportunities for ad-
vancement in education not otherwise avall-
able. Serving as educational auxiliaries to l-
brarians, media specialists, or counselors, these
adults have the firsthand understanding of
the students’ needs which is necessary if edu-
cational achievement is to be improved. COP
works through a “career lattice.” This con-
copt allows participants to move from para-
professional positions upward to attainment



of baccalaureate degrees and eventual full
teacher certification, or laterally to other aide
positions. It should be noted that many of the
present CGOP participants, at the time of their
selection for training, were employed in dead
end teacher aide positions before COP opened
new avenues for career advancement.

During the 1969-70 academic year, Office
of Education staff and State education agency
COP coordinators helped design some 130 proj-
ects. In 1970-71, the first full year of oper-
ation for COP, these projects became fully
operational. All projects have combined in-
service experience with academic training at
cooperating colleges and universities.

The progress of the Career Opportunities
Program up to the present can best be illus-
trated in relation to the six COP objectives:

1. Improving the education of low-income
children. This is the central objective for COP,
and one of the major priorities for the Office
of Education as a whole. All COP projects are
located in poverty area schools and linking
Federal moneys are being contributed by other
programs (ESEA title 1. Head Start, Model
Cities, etc.) in order to achieve the maximum
amount of coordination. Impact evaluation is
now being initiated after the program’s first
tull year of operation. One of the first analyses
has come from Louisville, Ky., where suspen-
sions in a project senior high school have de-
creased by 59.7 percent, compared to an in-
cresse in a nonproject senior high school of
45.5 percent. The same study showed that drop-
outs in a project junior high school fell by
58 percent.

2. Attracting low-income people and Viet-
nam-era veterans to mew careers in schools
serving low-income areas. Almost all (97.3
percent) of the COP participants are low-in-
come and are residents of the community being
served. Eleven percent of all COP trainees
and 60 percent of male trainees are Vietnam-
era veterans. Emphasis is now being placed
on the further recruitment of veterans to fill
new training slots scheduled to open during
the 1971-72 achool year.

8. Finding better ways to utilize school staffs
through the development of career lattices.
Career lattices, encompassing all levels from
the high aschool student perticipating in a

“youth-tutoring-youth” program through the
fully certified teacher, exist in all COP proj-
ects. In addition to upward mobility, these
lattices allow horizontal or diagonal movement
to such specialties as library aide, health aide,
or home-school counselor, These lattices are
being integrated into the personnel and salary
st-uctures of local school system, with an in-
creasing share of COP project funding coming
from local revenue. Each career lattice, it
should be noted, is unique to its own project;
e.z.. COP projects on Indian reservations in
South Dakota fill educational gaps which sim-
ply do not exist in urban areas. One reflection
of the success of the career lattice idea is the
increasing use by participating schools of dif-
ferentiated staffing—especially in connection
with informal team teaching approaches. A
career lattice provides people with diverse spe-
cialties at various levels of expertise. The COP
participant performing certain educational
tasks in the classroom allows the teacher to
spend more time on planning, diagnosis, and
individual instruction. In this way, COP has
exerted powerful leverage for educational im-
provement,

4. Encouraging greater participation by par-
ents and the community. Average community
representation on the typical COP council,
which advises local project management on
all COP operations, ranges from 40 to 50 per-
cent. In a total of 62 sites, the council played
a part in selecting the project director. In 21
percent of all COP sites, project directors are
from the community being served. COP com-
munity councils are involved in the recruit-
ment and selection of participants. Once chosen,
these participants themselves are an essential
bridge between the school and community.

5. Finding better ways to train personnel
for schools. Students, parents, school adminis-
trators, and teachers have recognized that
present teacher training methods have not pre-
pared educational personnel for the realities
that face them once they are on the job. COP
secks to establish vitally needed relationships
between inservice training and counseling and
the skills participants need to perform their
functions in the schools. Sixty-three percent
of COP’s funds go toward this training, which
210 cooperating institutions of higher educa-
tion are tailoring directly to the participants’



needs and, in many cases, subsequently incor-
porating into their regular teacher training
curriculums. COP trainees are given an aver-
age of one-fifth of the work week in “released
time” for special inservice or academic train-
ing. They earn an average of 26 semester hours
of credit per year; some of these credit hours
are awarded for experience gained in the class-
room. A further effort toward better training
is involved in the assignment of one “team
leader” for each six participants within a proj-
ect. This team leader is usually a teacher who
has special characteristics qualifying him or
her as counselor, advocate, and trainer for the
COP aides. In some projects, the team lead-
ers have received college faculty positions en-
abling them to participate in COP’s academic
training.

8. Increasing cooperative relationships be-
tween related programs and institutions. COP
is intended to act as a catalyst for needed
change in low-income schools. In this context,
it has been vital that COP efforts be linked
and coordinated with those of other Federal,
State, and local programs working toward the
same end. Cash and in-kind linkages between
COP and these other programs have helped
increase the effectiveness of each.

The Urban/Rural School Development pro-
gram provides retraining to the entire facul-
ties of selected schools in urban and rural dis-
advantaged areas. The objective of the pro-
gram, like that of COP, is to improve the qual-
ity of education in schools serving low-income
families. The two programs, however, employ
different means to achieve this common end.
COP attempts to change instructional practice
by injecting fresh talent into the schools (para-
professionals from the surrounding com-
munity). The Urban/Rural program, on the
other hand, is designed to improve the over-
all effectiveness of inservice efforts by retrain-
ing existing school faculties at their own
schools. This effort is based on the idea that
a given achool faculty is more than the sum
of its parts—that by aiding the faculty as a
unit it is poasible to generate spin-off effects
and cumulative changes which will continue
long after the Federal contribution ends.

The program is almost evenly divided among
city and rural sites. Each site may consist of
one or more schools, depending on local con-

ditions. Operative since April 1971, the pro-
gram had set up 38 projects by the end of fis-
cal year 1971, involving an expenditnre of
$7.472 million.

To Reinforce the Preparation
of All Educational Personnel

Two programs, Training of Teacher Train-
ers and Training Complexes, focused on the
accomplishment of this objective during fiscal
years 1970-71.

The Training of Teacher Trainers (TTT)
program is concerned with the faculty mem-
bers in the disciplines and schools of educa-
tion who are engaged in providing training for
future elementary and secondary school teach-
ers and advanced graduate study for others
who will become trainers of teachers.

Sixty to 80 percent of the prospective teach-
er's undergraduate “teacher training’” is taken
in liberal arts subjects. Much if not most of the
experienced teacher’s inservice training is simi-
larly oriented toward the academic disciplines.
And yet, dozens of recent studies attest that
inadequate teacher preparation is partly re-
sponsible for the failures of the school system.
The reasons behind the inadequacy of teacher
preparation are several,

First, the scholars in the disciplines have
not been trained as teachers. Their concern is
largely with research in their own fields and
as a group they have manifested little interest
in the business of training classroom teachers.
This situation is unfortumate: for while it
is true that teachers must be more than tech-
nicians. effective teaching does require a com-
mand of up-to-date teaching techniques. Second,
there has been little communication between
the liberal arts and teacher education sectors
of institutions of higher education. Third, the
education faculty whose original role was to
provide the prospective teacher with claasroom
methodology has increasingly concerned itself
with educational research, little of which has
had any influence on the development of new
training programs for beginning teachers.
Fourth, inservice training in the school systems
has generally been held in low esteem. When
conducted cooperatively with colleges and uni-
versities, such training does not utilize all avail-
able institutional resources which could pro-



vide invaluable feedback about the needs of
schools. Such feedback, i. it 2<isted, could then
influence regular preservice training.

In order to correct such deficiencies, NCIES'
Training of Teacher Trainers program was
set up to improve the teaching skills of
the “gatekeepers” who train most of the Na-
tion’s teachers. By concentrating efforts on this
relatively small and strategically placed group,
TTT is able to multiply the effectiveness of its
resources and efforts. Its basic objective has
been to support cooperative efforts involving
the liberal arts and education faculties, the
schools, and the communities they serve in
order to do what had not usually been done
well before—to train teachers to teach. The
level of support has never been designed to
directly affect a major portion of those insti-
tutions which regularly graduate substantial
numbers of new teachers. Rather it has always
been viewed as a developmental program
based at colleges and universities Wwhich
seemed ready for institutional change—change
expected to endure long after Federal funds
are phased out. Many of the projects produce
a multiplier effect by selecting participants
from among faculty members nominated by
other institutions which train teachers. Such
participants, often at the postdoctoral level,
are selected only if their institutions commit
themselves to implementing change based on
TTT concepts once the participants return.

The TTT program began with pilot activities
during the 1969-70 school year. The 1971-72
school year marked its second year of full-scale
operation. Over the past several years TTT
has put increasing emphasis on establishing
centers to bring together educators from col-
leges and universities, State educational agen-
cies, and school districts in order to mount
comprehensive efforts to change the teacher
education system.

In fiscal year 1971, 88 TTT projects were
funded at a cost ~f $10.8 million. There are
5,700 participants, of whom about 40 percent
receive Feoderal stipends. Most of the projects
are conducted at major institutions, including
several of the most prestigious in the country.
Five of these institutions rank among the first
25 major producers of initially certified
teachers.

All TTT projects include practicum training

in the schools, where college and university
faculty members encounter the realities of to-
day’s classroom. With the staff of these schools,
and often with strong community participa-
tion, they plan new programs to overcome the
inadequacies of present training. Since TTT is
vitally concerned with the improvement of the
education of economically disadvantaged chil-
dren, most practicum sites are in low-income
areas and the training in many projects
focuses on the problems of cities and minority
groups.

A basic premise of TTT is that change be-
gins at the top. Thus, TTT projects seek to re-
cruit high-level teacher trainers who admin-
ister or can otherwise influence teacher-train-
ing programs. Participants include college and
university faculty at both graduate and under-
graduate levels in arts and sciences and edu-
cation, college administrators, deans, depart-
ment chairmen, and State and local school
system leaders (i.e., superintendents and State
or districtwide directors of curriculum or staff
development). It is expected that with their
support, concepts successfully developed and
implemented in the TTT program and its proj-
ects will be institutionalized as ongoing ac-
tivities which no longer require Federal fund-
ing.

Some TTT goals for reform are:

—Acceptance by the academic disciplines of
joint responaibility with the departments
and colleges of education, the school sys-
tems, and the community for teacher edu-
cation,

—Certification by all appropriate sectors of
the university of a teacher’'s competsnce
to teach in a particular field or flelds and
at a specific level from kindergarten
through graduate school. Concurrent de-
velopment of strategies by State education
agencies to change certification require-
ments in the direction of performance-
based criteria.

—Modification of the university’s reward
and prestige system to equate good teach-
ing and dedication to the problems of
teacher training with research scholarship;
formal changes in the requirements for
graduate degrees, both in education and
academic disciplines, to permit degres can-



didates to direct the full strength of their
scholarship to the problems of teacher
training and learning in the schools.

—Allocation of high priority in school sys-
tems to teacher training and retraining,
including released time for teachers to
participate in training activities at the
university or in the community.

Institutional reform cannot be accomplished
in 2 years. However, signs of progress have
been noted. A few of the changes that have
taken place are:

~—The University of Chicago, Clark Univer-
sity, and Northwestern University now
award credit toward the Ph.D. degree for
Practicum activities in the schools and
communities. As a result of TTT, Chicago
now requires practicum experiences for
all doctoral students in teacher education.
More than half of the TTT projects have
established training-oriented doctorates
as alternatives to research-oriented doc-
torates.

~—At Michigan State University, which
graduates the largest humber of students
in the Nation eligible for certification,
graduate and undergraduate professors
and doctoral students participating in TTT
now spend at least 80 percent of their
time in the achools and community. The
TTT project in North Dakota has played a
significant role in supporting activities in
the University’s New Schocl of Behavioral
Studies in Education in a statewide effort
to improve the qualifications of teachers
and introduce the open classroom concept
in the elementary schools.

While TTT’s primary focus has been on the
graduate faculty who teach those who will
become the trainers of teachers, it has involved
and affected those responsible for undergradu-
ate teacher training. A proposed new program,
Undergraduate Preparation of Educational
Personnel, will allow the Office of Education to
encourage further reform at this level,
which is in critical need of change, particularly
since most teachers enter the classroom without
further graduate study after attaining the
baccalaureate. While the TTT program concen-
trates on improving preservice education, an-
other program, Training Complexes, is directed
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to improving the quality of both preservice
education and inservice training for teachers
already in place.

To Help Meet Critical Deficiencies

The focus on teacher trainers, with its
promise of maximizing the ultimate effects of
Federal efforts, animates other NCIES pro-
grams which address specialized needs. Some
of these fields—special education for example
—have undergone great changes in philosophy
and techniques in the past decade. Others—
such as pupil personnel services—are still in
the midst of difficult adjustments to new con-
ditions. All involve complex training. All have
been, and for the most part still are, short of
personnel. All of the personnel training efforts
in these fields atand in need of new resources,
ideas, and techniques in order to keep pace
with society’s changing demands. The Federal
role in these areas has been that of a catalyst

.for change,

The Pupil Personnel Services program, for
instance, supports projects designed to improve
the qualifications of those who train and su-
pervise future and present counselors, school
medijcal staff, and other ancillary personnel.
The program also seeks to develop better train-
ing models which utilize new sources of train-
ing talent and bring about organizational
change in the training institutions and school
systems. .

The basic goals of the Educational Leader-
ship program are to increase the quality of
elementary and secondary school administra-
tion and to encourage the development of new
training approaches and new administrative
techniques. Educators generally agree that
school administration is one field which could
reap immediate benefits from the infusion of
new skills and resources from persons with
diverse career backgrounds The Educational
Leadership program gives special priority to
the training of administrators from minority
groups. The general aim of the program is to
synthesize the efforts of all agencies involved
with schools in an interdisciplinary effort to
train present school personnel, as well as per-
sons just entering the fleld of education. Al-
though the program does not dictats major



curriculum chang
concomitant of fu
Another special
tive shortages sti
end of the over:
childhood educati
kindergarten and
in the past deca
increased demanc
ized training in th
methodological d
jzed theories on h
even more than
yesterday's know
purpose of NCIE
is to increase th
quality of perso
working with pr
aged children. T
the development
training of early
models have st
grams as well as
universities and
NCIES program
gram has stres:
trainers. In this
close linkages wi
the early childhc
and Follow Thrc
Vocational edi
suffers from pe
training in voca
characterized by
and rigidity. Th
Vocational Educ
the quality and
the Nation's voc
integration of v¢
programs into a
education is an 1
cern. To meet th
tion program su
under part F of
of higher educat
doctoral work f
sonnel, and Staf
tion are given fi
schools, and fo
leges.
Approximatel
capped children



1ges, these often have been a
funded projects.

ialized field in which quantita-
still remain despite the recent
rall teacher surplus is early
tion. The explosive growth of
id prekindergarten enrollments
:ade has led to an enormously
nd for personnel with special-
this area. Equally as important,
developments have revolution-
how to educate the very young:
1 in other fields of education,
wledge is obsolete today. The
[ES’ Early Childhood program
the quantity and improve the
sonnel specifically trained for
yreschool and early elementary-
The program has encouraged
t of conceptual models for the
‘ly childhood specialists. These
stressed interdisciplinary pro-
as closer relationships between
d school districts. Like other
ms, the Early Childhood pro-
»ssed the training of teacher
is connection, it has developed
with other Federal programs in
hood fields, such as Head Start
rough.

ducation is another field which
persistent deficiencies. Teacher
cational education is too often
sy lack of imagination, neglect,
*he major objective of NCIES’
ucation program is to improve
i effectiveness of instruction of
»cational education courses. The
vocational and other educational
a meaningful pattern of career
1 urgent matter of national con-
this need, the Vocational Educa-
supports two types of activities
of EPDA: selected institutions
ation are given grants to support
for prospective leadership per-
:ate boards of vocational educa-
funds to train personnel for the
for junior and community col-

ely 70 percent of the handi-
' in the United States who re-

ceive education at all are in regular classrooms
and are taught by teachers who are seldom
trained to help such children. The focus of the
Special Education Training program within
NCIES is on these regular classroom teachers
(specialists in special education are assisted

" by the Bureau of Education for the Handi-

72

capped). The program is designed to enable
handicapped children to achieve their highest
potential by counteracting the classroom condi-
tions and attitudes that have a negative effect
on learning. A longer range objective is to
modify the curriculums of regular teacher edu-
cation programs so that their graduates will
be better prepared than they are now to work
with handicapped children.

To Mest Special Needs by Developing
and Testing Specific Solutions

Events of the past few years have clearly
shown that the educational and social problems
created by segregation do not nd with the
first steps toward integration. The coming of
desegregation is usually uneven at best; even
where a substantial degree of desegregation
has been achieved, a lingering legacy of inter-
ethnic and cross-cultural misunderstanding
persists. In addition, the end of formal segre-
gation has all too often led to a tragic waste
of human resources as many educators—mostly
black but also including some Wwhites—have
found themselves fired, transferred against
their will, or placed in unsuitable positions.
The Teacher Training in Developing Institu-
tions program (TTDI), formerly Teacher De-
velopment for Desegregating Schools, attacks
this broad range of problems. The program has
attempted to improve the preparation of edu-
cational personnel who have been or will be
serving in recently desegregated schools, espe-
cially those personnel who have been or may
be displaced by the school desegregation pro-
cess. TTDI has had three major objectives:

1. Through inservice training, to increase
the subject matter and professional compe-
tence of teachers, especially in such areas of
critical need as early childhood education, read-
ing, mathematics, and Afro-American studies.

2. To prepare these teachers to work in in-
terethnic settings.



3. To enhance the capabilities of institutions
providing preservice education.

Projects have included short-term institutes
as well as longer term graduate fellowship
programs. Participants in the institutes have
been given team training and are expected to
conduct training sessions for other personnel
in their home schools. In fiscal year 1973, the
focus on training personnel for desegregated
settings will be reduced, while the emphasis
on installing innovative reform in the teacher
training programs of developing institutions
will be increased.

Progress toward assuring equal access to
the benefits of education for all of the Na-
tion’s children—a continuous if sometimes slow
and halting progreas—has been one of the
major themes of the decade just passed. How-
ever, & more somber note has been struck by the
spread of drug abuse. This complex problem
defies simple nostrums or quick remedies.
Education—the dissemination of information
about the nature of drugs—is essential if the
drug plague is to be brought under control. An
astonishing amount of drug abuse and addic-
tion stems from basic ignorance about the ef-
fects of the drugs being used; many addicts
who want to shake their habit are unfamiliar
with ways and m.. ns to do s0; and many indi-
viduals and communities remain unaware of
the symptoms, causes, or effects of drug abuse.

In order to remedy these conditions the
Drug Abuse Education program provides the
States with the opportunity to participate in a
nationwide teacher-training effort. As is the
case of other programs, limited resources have
caused this program to emphasize its role as
a catalyst for other efforts on the State or
local level.

All of the aforementioned NCIES programs
have had a number of common threads. All
have two major objectives—to promote equal
educational opportunity and to stimulate insti-
tutional change. In practice thess two objee-
tives have proved to be inseparable. It is difi-
cult to imagine how any Office of Education
(OE) program can begin to solve the myriad
problems involved in educating the edueation-
ally disadvantaged without at the same time
changing prevailing modes of education, in-
cluding teacher education. Meanwhile, the needs
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of the disadvantaged continue to be identified as
the catalyst for broader educational reform.

In order to achieve these twin objectives
within the limits of available resources, NCIES
has stressed several strategies for eflecting
change. NCIES programs have sought to
achieve a multiplier effect by training the
“gatekeepers”—those who will teack :l:c teach-
ers. Also, in an effort to secure greater con-
tinuity of efforts, most pro_. cts are supported
on a multiyear basis.

OTHER OE EFFORTS

The Bureau of Education for the Handi-
capped (BEH) within the Office of Education
administers programs for the development of
specialists in special education. (Training of
regular classroom teachers in methods of
teaching the handicapped is administered bv
the Special Education program of the National
Center for the Improvement of Educational
Systems.) At the present time the field of
special education is nndergoing rapid and sig-
nificant change. Improved diagnostic pro-
cedures, an increased stress on early identifica-
tion of handicapping conditions, greater pre-
cision in defining the nature of the handicaps
involved—all of these factors have enormously
increased the number of children identified as
“handicapped.” At the same time, State and
local education agencies have provided in-
creased resources for the handicapped child.
(Trends in special education will be the sub-
ject of a forthcoming part of this report.)
These trends have called for new efforts on
the Federal level.

During the past year, the Education of the
Handicapped Act brought together all legisla-
tive authorities for the education of handi-
capped children. The passage of this act capped
a decade of expansion for Federal programs in
this area. During the past 10 years—-

Federal funding has increased from $1
million in fiscal yaar 1960 to $32.6 million
in fiscal year 1971;

Universities training special education
personnel have increased from 70 to over
400; those receiving Federal aid have in-
creased from 16 to more than 300;

The number of individuals receiving sup-
;srt has increased from 177 to more than

,000;



Inservice training programs have ex-
panded along with preservice efforts.
BEH studies reveal a trend on the part of
State education agencies away from the
support of master's level programs toward
increased inservice summer and special
study traineeships.

Organized during fiscal year 1871, the
Bureau of Libraries and Educational Tech-
p~logy (BLET) administers Office of Educa-
uen programs designed to support the improve-
ment of educational media and technological
aids to learning. In order to improve the qual-
ity of training for librurians, the bureau con-
ducts & number of institutes in librarianship
at selected colleges and universities, and also
awards fellowships for graduate-level training.
Training for media specialists has also re-
ceived major attention from the bureau.

The purpose of the Media Specialist pro-
gram, administered by the Bureau of Libraries
and Educational Technology during fiscal ycar
1971, is twofold: to increase the pool of spe-
cialised personnel qualified to assist and sup-
port teachers and administrators in the effec-
tive use of available instructional material and
to design more effective instructional media;
and also to develop, install, and utilize newly
validated innovative products, practices, and
processes.

Since 1969, the program has attempted to
reach these objectives through both long-term
and - rt-term projects. The long-term efforts
have ..cused on the internship and multiplier
concepts, while the short-term projects have
directed their attention to specialized problems
within a locality or State.

During the 1969-70 funding period, 1,139
teachers, administrators, supervisors, and
paraprofessionals were trained in 18 projects
across the country. Followup investigation and
final project reports indicate that more than
half of these professiomnals and paraprofession-
als were employed by school systems. In 1970
71, the scope of the program increased, with
8,387 participants and 16 projects. Emphasis
during this shifted to long-term projects, with
only a few shorter term problem-oriented
projects remaining.

In addition to programs for the development
of elementary- and secondary-level educational
personnel, the Office of Education has two
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major programs aimed at improving college
level teaching. These programs a ¢ authorized
by part E of the Education Prufessions Devel-
opment Act and title IV of the National De-
fense Education Act (NDEA).

The pr~visions of purt E of the EPDA were
intended to “improve the quality of teaching
and to help meet critical shortages of adequa-
tely trained personnel” in institutions of higher
education. Although this part of the act is
broad enough to support improvement of
higher education at all levels, a primary pur-
pose of the legislation was to strengthen 2-year
colleges. Within the Bureau of Higher Educa-
tion, part E of the act has been administered
by the Division of University Programs (for-
merly called the Division of Graduate Pro-
grams). which is responsible for the fellow-
ship programs and special projects. A number
of broad national priorities were established
for the part E program when it was first set up
in the spring of 1968. These priorities, which
have besn refiected in the guidelines, have re-
mained unchanged throughout fiacal Yyears
1969, 1970, and 1971, and provide for the
support of :

1. Programs to train teachers. administra-
tors, or educational specialists to serve in 2-
year colleges.

2. Programs to prepare educational person-
nel who are concerned with the needs of minor-
ity and low-income college students from edu-
cationally deprived backgrounds.

8. Programs to train educational personnel
to serve in developing institutiona.

4. Programs to train «dministrators in high-
or education with important decisionmaking re-
sponsibilities for long-range and short-range
planning.

8. Programs to
teaching.

6. Programs to train educational specialists.

Because the appropriations for part E for
fiscal yoars 1969, 1970, and 1971 have been
limited ($6.9 million, $10 million, and $10 mil-
lion, respectively), an effort was made to comn-
centrate funds on the most crucial of the
aforementioned national priorities in order to
make a significant impact. Consequently, al-
though priorities 4, 5, and 6 have not been
neglected, most of the funds have been allo-

improve undergrauuJate



cated to the first three priorities—2-year col-
leges. low-income and minority students, and
developing inatitutions. There in pressing
need for training higher educational person
nel in these three priority areas. The rapid
expansion of enrollmenta in the 2-year colleges
has resulted in a need for additional tenchers
who are well prepared in the philosophy be-
hind and requirements for junior college teach-
ing. There is also a great need for inservice
training to upgrade the skills of personnei
currently serving in the 2.year colleges. Also
the need continues for training personnel
for developing insatitutions, particularly the
black colleges. in order to overcome their iso-
lation from the mainstream of academic life.
Colleges and universities throughout the coun-
try are attempting to provide increased higher
education opportunitios for minority and low-
income youth who previously have heer. ex-
cluded from full participation in the ben.-fits of
our society. Accord’ .gly, part K is helping to
train college teachers, administrators, and
educational specialists to serve these students.

FY 19¢9

Total appropriation $6.9 million
Funds allocated for

fellowship programs $2.2 million

51
408

No. fellowship programs.
No.

Funds allocated for in-
stitutes, short-term
truining programs, and
special projects

No. of institutes, short-
term training pri-
Krams, and special
projects .

No. persons trained in
institutes, short-term
training programs,
and special projects ..

fellowships

$4.7 million

4,610

1. The 2-year Colleges: A large portion of
the fellowship programs supported under part
E in fiscal years 1969, 1970, and 1971 provided
training for teachers, administrators, and edu-
cational specialists serving or preparing to
serve in 2-year colleges. During the first 3
years of the program, 1470 1- and 2-year
fellowships were awarded to 102 programs at

Owing to financial necessity and the need
to avoid overlapping eff rts, cortuin other ob-
Jectives have heen entirely exeluded from the
part E program. First, it was decided (hat
programs to train higher education personnei
in the flelds of elementary o secondary educa-
tion should be supported under parta C and D
of the EPDA rather than part E, Second, part
E has not supported training programs for
righer education personnel i taecondary
occupational or vocational | 8 at the
junior-college or technical institute level. in-
stead. this area of training is covered under
part F of the EPDA, which is administered by
NCIES. Third, training programs in acience
foreign language and area studies which are
cligible for support from the Nationa! Science
Foundation, title V1 of the National Defense
Education Act, or the Fulbright-Hays Act are
not supported under part E.

The following is a summary of the amount
of training support provided under part E in
its first 3 years of operation as well as pro-
Jectd levels of support for fiscal yoar 1972

FY 1820 FY 1971 FY 1972
(p"ojc'l‘h'cl)
$10 million $10 million $10 million
88 million $5 million $5 million
7 80
902 900
5 million $5 million $5 million
23 94 96
5312 6,800 1,000
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87 institutions of higher education. Approxi-
mately 70 percent of these fellowships were
awarded to prepare educational personnel for
junior and community colleges.

The part E institutes, short-term training
programs. and special projects were focused
to a large extent during these fiscal years on
the needs of junior colleges. In fiscal year 1969,



about 38 pereent of the funds allocated for sup-
port of institutes. short-term training pro-
prams, and special projects supported training
programs designed specifically for 2-year col-
loge personnel. In fiscal year 1970, this per-
contage increased to 50 percent. Twenty-two
yrants awarded in that year were made directly
to 2-year institutions. In fixcal year 1971, about
50 percent of the funds allocated to inatitute-
type projects supported the training of junior
college personnel.

These training programs provide a variety
of approaches to mecting the needs of junior
college personnel. including preservice train-
ing for teachers and counselors which includes
practicum experience in a junior college, train-
ing teams of junior college administrators,
training personnel of statewide 2-year college
systems for maximum impact on the total
system, and orienting new teachers to the
philosophy and special problems of the open-
door community college with its great variety
of students.

2. Low-Income and Minority Students: Part
E fellowship programs have sought to be inno-
vative in providing preservice training for col-
lege personnel to equip them to serve the spe-
cial needs of minority and low-income students
in higher education. In the first 3 years of the
part F program. approximately 36 percent of
the total number of fellowships awarded were
designed to prepare higher education personnel
to work with low-income and minority stu-
dents.

The part E institutes, short-term training
programs, and special projects also focus to a
large extent on the needs of these students.
In fiscal year 1969, about 40 percent of the
funds allocated for support of these types of
training programs provided training to pre-
pare college personnel to work with low-income
youth. In fiscal year 1970, this percentage
increased to 65 percent, and in fiscal year 1971
the proportion was about 71 percent. Thus,
there has been a continuous increase in the
amount of attention given to low-income stu-
dents under part E.

8. Developing Institutions: The fellowship,
institutes, and short-term training programs
and special projects under pari E are provid-
ing training to meet the needs of developing
institutions, including both black colleges and
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the small. 4.-vear predominantly white college.
An example of an innovative fellowship pro-
gram to train teachers for black colleges s
being coordinated by Atlanta University. In
this project students combine traditional gradu-
ate study toward a master’'s degree in an aca
demic field with a practicum of designing and
teaching an innovative curriculum for low-
income black freshman students. The levels
of support under the part E institute proxram
for training personnel for developing institu-
tions has been as follows: In fiscal year 1969,
32 percent of the total $5 million was allocated
for institutes, short-term training programs,
and special projects: in fiscal year 1970, 34 per-
cent of this amount; and in fiscal year 1971,
about 45 percent. These programs are training
a variety of personnel for developing institu-
tions. including business officers, student finan-
cial aid officers, trustees, teachers. counselors,
and academic deans. They enable these people
to increase their skills and their knowledge of
their subject field. as well as to expand into
new curricular areas such as black studies.

4. Other Areas of Concern: The EPDA part
E program has addressed itself, on a limited
scale, to other areas of critical need in higher
education. In fiscal year 1970, a small amount
of support was given for training college per
sonnel in environmental education. There has
also been an effort to deul with such immediate
problems as J- ¢ abuse and the needs of
returning Vietnain veterans. Some programs
are being funded, in both fiscal year 1971 and
fiscal year 1972, to train higher education per-
sonnel to deal with drugs on campus and to
provide guidance to returned veterans.

In pursuit of new approaches to training
educational personnel, the part E fellowship
program has supported training projects
which: 1) draw upon the total resources
of the college or university—the graduate
school, the college of education, and other rele-
vant professional schools; 2) involve coopera-
tive relationships between and among institu-
tions of higher education, especially between
4-year colleges and universities and 2-year
junior and community colleges; 3) encourage
cooperation between colleges and universities
with the community, especially in the prepara-
tion of personnel to work with the disadvan-
taged; and 4) include significant supervised



teaching or administyative internships in insti-
tutions of higher education,

The other major OF program aimed at
improving collegeievel teaching is supported
under title IV« f the NDEA. In 1958, when the
NDEA beciane Law, there was a widespread
conviction that the number of doctoral gradu.
ates available for college and university teach-
ing was inadequate and would become increas-
ingly o in future years, Title IV, the doctoral
fellowship program. wis designed to remedy
this deficiency, first by assisting graduating
students in speedily completing their doctoral
programs. and, secondly, hy assisting institu-
tions in establishing new programs a.d in ex-
panding existing doctoral programs. An in-
stitutional  allowance accompanying each
fellowship was intended to help institutions
defray the costs of the new or expanded pro-
grams,

In the early vears of the program, preference
in the award of fellowships was given to stu-
dents intending to become college teachers.
With the exception of theology. all academic
fields were considered eligible for approval. In
practice i preference was given to those fields
regarded ax central to undergraduate study.
A national advisory committee assisted in the
appraisal of program applications and in the
development of appropriate policies and pro-
cedurea.

In 1964. Congrress reviewed and amended the
program. An interest in college teaching was
made a requirement for tellowship holders. The
institutional allowance was fixed at a uniform
$2.500 per vear. And, most importantly, the
authorized number of fellowshi was increased
from 1.509 to 3,000 in 1968, to 6,000 in 1966,
and to 7.500 in subsequent years. Appropria-
tions, however. were insufficient to support
these numbers of fellow=hips. Since 1967, ap-
propriations have decreased each year, so
that beginning in the fall of 1971, only 2,100
new fellowships were awarded. In 1972 no
money was requested or new fellowships, al-
though second- and third-year awards would
be continued for studeats already holding
first-year awards. The proc.-am has thus sub-
stantially remedied those inadequacies to
which it was addressed.
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Data have recently become available on the
doctoral attainment und subsequent  employ-
ment of the first five ¢lasses of title IV fellows,
Thexe data show that out of g total of about
000 fellows, 3 261 had completed their degrees
by June 30, 1970, This includes over 30 percent
of the class of 1960, and somewhat smaller
numbers for Liter elasses, Of course these fig-
ures will inerease with the passagre of time.
It must be remembered that for o majority of
doctoral candidates it takes 5 or more yeirs
to complete requirements for the degree, par-
ticulr!v when, as in the case of title IV, insti-
tutions are encouraged to provide teaching
experience for their fellows during their fellow-
ship tenure. Of those who earned their de-
Krees. approximately 67 percent found em-
plovment jr. higher education; nearly 12
percent were employed in business or industry;
and nearlv 6 percent took jobs in American
government. The number not finding jobs of
any kind was one-half of 1 percent. The pri-
mary work activity of tho<e employed in higher
edncation was as follows: 52 percent were
teaching : 25 percent were involved in research
and development : 8 percent had postdoctoral
fellowships: and 16 percent were in administra.
tion. professional services. or other miscella-
neous activities,

In the light of new labor market conditions,
which seem to indicate that the need for re-
search Ph.D.’s in traditional fields is no longer
as urgent a1 it once was, consideration is now
being given to broadening the purpose and
mission of the title IV program. Approval has
already been given for a number of doctor
of arts programs to train undergraduate
teachers for community colleges and 4-year
institutions. There are emerging new needs in
such areas as cnvironmental studies and in
work with minority groups. Special encourage-
ment is needed for prospective graduate stu-
dents from among the disadvantaged. More-
over, in our increasingly technological society
there will be no diminution in the need for
highly trained professionals in traditional
academic fields. The title IV program can easily
be adapted to these and other newly emerging
areas of critical national need.
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