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AN ANALYSIS OF TwO TEACHERS UKION CO

WITH LARGE URBAN SCHOOL SYSTCMS

Preface

This the urban school system as a contrac ng

agency which must negotiate with en orgmniLed group of employees who

ro relatively powerless in presenting demands The focus Of

the study is on the contracts between the Boards of Education of New

York and Detroit with the respective teachers unions in these cities

following Strike! in 0-1968 Part of the study deals with the im-

pact of the contracts on teachers and principals in each city and e

search is made for some of the factors related to the climate for

board amen negotiations in the tvo cities A key finding of the study

that a qualitative difference in the climate for negotiations

p between the hoards end the unions in both cities

Questionnaires answered by snmpits of teacher! principals, and

building representatives were the major instruments used

get in this study Also utilized were detail ed

inntions or the two contracts and int erviews with selected spokesmen

in 0,1 two '71tItS Since the study began_

cataclysmic teachers strike took place in New fork City. as 4111 es

major economic but lass socially disruptive one In Detroit Undoubted-

ly. Chest end similar events are likely to imp

bargal a

future collective

-et of cOmmunity control and decentr :11

vhich has been inaudible in dhal has
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essentially a dialogue tetveen the boards of education and the teachers

unions That voice is the c ty's which, as recent situations in

New York have pointed up, has not always been heard in rd-union

deliberations

The present study alludes to some

ences but has been limited in the ma

se newly emerging 1

tensive examination of the

1967-1268 contracts As such, it should provide some support for fur-

ther research and social action in a rapidly changing =nd highly explo-

sive field

Mortimer Kreuter

Assistant Director
Educational Personnel Committee



10 ANALYSIS OF TWO TEACHERS UNION CWITRACTS
J1TH LARGE URBAN SCHOOL SYSTEMS

Chapter I Description of Project

Collective bargaining for teachers is a relatively new and rapidly

growing phenomenon The agreement reached by York, Board of

Education and the United Federation of Teachers in 1962 is a Landreth

this movement chile a number of teacher collective gaining

agreements existed in the nation prior to 1962. the New York agreement

is often cited as a turning point It appears to have served as the

major impetus for similar developments in other cities Detroit was

one or the major cities to build on the New York experience_

ginning in 1965. the Detroit Federation of Teachers has negotiated

three successive collective bargaining agreements with the Detroit

Board of Education Since 1962. the United Federation of Teachers has

signed contracts with the New York Board of Education

New York and Detroit were chosen as the loci for this comparative

study because of their points of similarity and difference Both are

large urban centers with all the problems afflicting our cities today

Both ci have large labor organizations The pattern of labor rela-

tions in Detroit. however. is influenced by the United Automobile

workers. a large industrial union New York. on the other hand. has a

number of craft unions with a much less unified approach to labor-

nt problems In both cities. were negotiated be-

tween a school board and a local of the American Federation of
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Teachers. which is an affiliate of the AFL-CIO The United Fedcraci3n

of Teachers iUFT) is Local 2 of the American Federation of Teachers.

the Detroit Federation of Teachers (DrT) ls local 231 of the AFT

This study is concerned with the impact of collect bargaining on

the two public school systems as perceived by teachers and school ad-

ministrators It also provides a detailed examination of the New lurk

and Detroit contracts in effect during the school year 1967-68 It is

not concerned with the process of collective bargaining except tangen-

tially Its major focus is on the content of the two contracts and the

views of those persons, teachers and administrators, who implement the

contract on a day-to-day basis

It may be useful to distinguish between collective bargaining and

collective negotiations The American Federation of Teachers

of the American labor movement and is committed to -collective bargain-

The National Education Association. the nation's largest teacher

organization, has preferred the term prof ions A

distinction between the two terms has been made by Theodore Kheel

New York labor mediator On a OR-711 interview on January 7. 1968, he

said that bargaining implies the right or the buyer not to by and of

the seller not to sell Negotiations may go on forever without reach-

ing a resolution he parties do not agree where nn agreement is

not otherwise possible, the workers strike, 1 t to sell In

the course of a strike. bargaining on items still in dispute can take

place and an agreement is then reached

Despite fundamental similarities. there are important differences



in the patterns of events sirroundin rcive bar gaining in the two

cities and in the kind or agreements reached In December. 19 ;1, the

New York local was able to effect a collective bargaining election and

won designation as collective targaining agent only through a strike

Detroit achieved this as the resat of enabling state legislation. passed

in 1965, though a threat of strike was necessary to move the Board of

Education to action

in the fall or 1967. both the United Federation or Teachers In New

York and the Detroit Federation of .instle to reach agreements

with their respective school boards by school-opening date, acted on the

slogan, No contract, no work The Uri' called on the superintendent

and the school board to close the schools in the interim The New York

school board refused In Detroit, the schools were closed There was

a full school year for children beginning with the date of settle-

cent and no loss of pay by the stri'ing teachers

In New York. where the schools had been kept open with the services

of the supervisory staff and a handful chers who passed picket

lines. the teachers lost a considerable portion of the September chech$

The union was fired 1150.000 and lost the right to check-off of dues

its president was jailed ;Mr iliteTn days

The supervisory staff reported to the schools and attempted to run

them wits, a negligible number of non-striking teachers. they not only

collected their salaries while the teachers unpaid. but also, as a

result of a state law nItttriv resented by the teachers. profited auto-

matically and in geometrical prnportion from lsr-/ sched riles 1-on



the teachers The tau provides that vhznever the Leachers' salary sched-

ule is increased.

staff shall be

arses of the supervisory and administrative

in accordance vich a fixed index Thus the

monetary gap between the teachers schedule and the supervisors schedule

grows with each increase This mutual mistrust and bitterness vas per-

vasive of faculty-administration relations in Hew York Hovever, there

vas joint strike action by the Council of Supervisory Organizations and

the LIFT in the fall of 1968 These events precipitating this action are

beyond the purview of the present study which vas largely completed be-

fore they took place

The atmosphere in Detroit is different This was clear in Inter-

with union functionaries, with the president of the Organization

of School Administrators and Supervisors, and with an associate super-

intendent in the Office of Staff Relations They expressed the opinion

the the procedure for consultation provided for on the school level and

on viable, resulting in cooperation on many school

problems The administrators said they velcomed union chinking on prob-

leas cy however. in hew York, difficulties 1 reaching agree-

meats have been mos nt and mo5t bitter eas. e e the

battles over the union's demand for a More Effective Schools program in

l9 3, for the

teacher's authority 1r

lecti

In

n of thin nler in i9F7. and for definition of the

supervis ,

Ye ldren

r who approves of col-

for teachers the exception, Rrincirais

td against the teachers contracts, them for m

in-



s of the school system For example, although the inner-city

schools have had almost insuperable staffing problems for at least

twenty- five years, in private conversations principals often attributed

their inability to get an adequate number of teachers to the contract

clauses which increased the need for staff. e g , decreased class size.

preparation OdS, etc 'sore than Go per cent or the principals who

responded to the questionnaire attributed to chc contract the deterio-

ration in the community's feelings toward the school

In addition, principals may have had an unclear understanding of

the nature and meaning of a collective bargaining agreement For ex-

ample, during the 1966-67 school a grlevance based on a principal'

failure to use the seven aides allotted for that specific purpose for

the relief of teachers assigned tc cafeteria, hall. and street

reached the arbitration stage The principal stated again and again

before the arbitrator his feeling that only teachers were adequate to

ks he was completely untroubled when the Union representa-

titre

Board when

on

on on this has been made by the

ract vas signed This was the most reve

of cases tssue which the union carried to -tion and

although the final agreements are made by the Union and the Noard.

the dete of harga.nzne are carried out for

tendent and the top administrative staff

Th ors. on hand,

own hargalnins organization a man who
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states his approval of collective bargaining for teachers and adminis-

trators

In 1967. the president of the Organization of School Administrators

and Supervisors, a former active member of the Detroit Federation of

Teachers, '&5 interviewed by a research worker from the Center for Urban

Education He stated, "Teachers new found rights have hot been detri-

mental to school administration except "here a weak administrator let it

be He felt that most administrators in Detroit generally regard col-

lective bargaining for teachers as a force for good It is a more dig-

nified procedure than the prior practice of petitions and demonstrations

by a multiplicity of teacher organizations and unilateral decisions by

all all-powerful Board "In collective bargaining. "you meet

have

been most beneficial both for teachers and administrators A new readi-

ness on to part of the star:- to accept res n- bill has been fostered,

as equals The negotiating process and the contract, he

and consultation ns with the school union committee have given the

teachers more insight into the problems of administration

The Associate Superintendent. Office of personnel of the Detroit

Public Schools. also spoke with approval of the opportwiity now afforded

for seekiflg the solution of school problems. e g

substitute teachers in

mittees

an offer from

equalization of

schools. through and with Federation core-

fly Consultations on this problem brought

on to publish lists of

hers of substitutes on their staffs and to invi

members to tranSfer to tries: schools

h excessIve nom-

fully cert



tone

The vordinz!, of the two agreements also s'Iovs marked differences in

The New York contrac' is detailed and legalistic Detroit's pro-

visions are often stated in terms of goals For example, iev York sets

rigid maximums for class size which may be exceeded only if the prin-

cipal can prove that one or roux specific difficult'es prevents his adher-

ence to the contract Differences of opini tne validity of his

reasons can he and have been, taken to arbiTcation Detroit sets up

median class size limitations and a Class Size Review Board, composed

equally of teachers chosen by the Federation and administrators appoint-

ed by the Superintendent, to investigate complaints filed by any teacher

whose class size exceeds a given figure Guidelines are set do.rn to aid

the Class Size Board in arriving st their recommendations for correcting

inequities Should the Board of Education fail to act on the recommenda-

tions or this Review Board vathin 30 days, a special meeting of a con-

ference committee or the School Board and the Union must be called

So great was th distrust or the teachers in New York for the Board

of education and so legalistic is the application of the agreement that

in 1967 they refused to vote for acceptance or any agreement until it

had been reduced to vriting and been in their hands for 214 hours for

adequate study In vlev of the fact that in the three prelous bargain-

ing rounds the process of ironing out the exact 'wording had taken weeks

greement had been reached, and printing the document hay'

again taken weeks, this insistence on a written contract prior to the

vote might weal have delayed annecessari for a month or more had not

the New York, Law Journal come to the rescue and printed the contract as

a civnic Service



improvement or program in the area of testing, for handicapped children,

summer school program revision of materials, in-service training, and

cr-wision for joint meeting on policy matters

The school board in Nev York has fought bitterly against any en-

croachment! by the union in policy matters As stated publicly by its

pre s the Board s position has been that educational policy is

exclusive prerogative of the Board moreover, it has tried to maintain

an extremely broad definition of vhat constitutes educational policy

insisted on separating items in the contract into a section set-

ting forth board 'policy and other sections dealing with worKing condi-

tions, salaries, etc The grievance procedure is hedged dith many lim

Lions an complaints arising from violation

Class size

policy Inclusion of

visions as a working condition was one of the hardest

points for the Union to win Inclusion of items dealing with discipline

or the More Effective Schools even in sections setting forth Roard pol-

icy, required intense strur pies on the oars of the Union

Stud,), Design

This report, then, has been designed as a comparative study

ements arrived at In these two .far -hen school systems No at-

has been made to cover the histor-y of collective bargaining the

strikes or all the 1SEut!S which very raised Li each round of bargaining

OnlY the Final results of the bargaininc, have been analyzed It is ex-

pected that such a stud will reveal important inSig.hts into the areas

which &T!! necessitated or encol,raged by thr a.c-r!!mt!ntS The attic res
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of school staffs toward the collective bargaining process were examined

with a view to uncovering similarities and t.tfferences between the staffs

In these two cities and between teachers and administrators within each

city

tn the interests of simplicity, and because it is the focus of in-

terest ror the Center for Urban Education, the study will be limited to

those sections or the contract dealing with the elementary schools and

their personnel

The contracts were analyzed item by item and compared Prior ( eg-u-

la ns and school conditions were described and compared with the con-

tract conditions Questionnaires were distributed to teachers, chapter

chairmen, and principals to elicit their attitudes and perceptions of

current conditions Union and school officials were inzerNieved The

annual reports of the superintendents of schools were examined for data

on changes in staffing and class size

Detroit has 223 schools with elementar,,, classes k 20 percent sam-

ple or these schools was chosen with proportionate representation ac-

cording,

sent questionnair New City has 613 elementpy schools in view

e- size of tine total p-Op0J8t.1011 8 5 per cent s9lnple of schools

organization and all teachers in these schools Jere.

was chosen in a sim)Jar manner and aJ1 teachers in the sample were sent

questionnaires

Because or

bui_

smnllzr numbers iniolv in the principal and

DE; C5ti-CLAtAvt' populations estionnaires ihuted to
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the entire population in these groups in both cities 1

Summaries of findings on each area covered by the contract elle

tables of the responses to the questionnaires conclude each point under

review

-The aulhor ls indebted to Albert C-oldberg, Staff Associate st. the

Center for Urban Education, for the priviltRe of using rtsuiLs he ob-
tained In A stdd,:y of the rose of one chapte7 chair non In New cork



Chapter 11 Analysis Of The Contract

A Bargaining Units

Both the Detroit and the Nev York locals of the A F T include many

categories of educational personnel in

ample, the Detroit contract enumerates

bargaining units For , %-

411 elementary and secondary teachers. including resource and

relief teachers, apprentice training Leachers, nurse training

teachers, special education Leachers, senior teachers, audito-

rium teachers, special education teacher counselors, physio-

therapists, school diagnosticians. visiting teachers, counsel-

ors, attendance officers, emergency substitutes in regular posi-

tions serving in any of the above classifications. emergency

substitutes serving in any of the above classifications, atten-

danc- agents, school-community agents, and all other non-

supervisory personnel on a classroom teacher salary schedule

The New York agreement covering classroom teachers describes the

bargaining unit as follows

'The Board recognized the Union as the exclusive bargaining

representative of all those assigned as classroom teachers in

the regular day school instructional program and all those em-

ployed as per session teachers (except supervisors and per diem

substitutes)

The term 'classroom teachers in regular day school in ruction-

al program' (herein referred to as 'day school teachers ; con -

prises the following teacher categories Teachers of kindergar-

ten classes, teachers of grades is through 6g. teachers or

grades above GB. teachers of early childhood classes teachers

or mucis. rine arts. health education. sewing. industrial arts.

howl economics, classes for children with retarded mental de-

velopment classes for the blind, sight conservation classes.

classes for crippled children, health conservation classes.

classes for therculous children, hospital classes. speech im-

provement. and schools for the deaf Leachers in day academic

and day vocational high schools, teachers or library in junior

high and day high schools. teachers or swimming, teachers or

swimming and health Instrl.ction in junior high and day high

rh ?19 Leachers or homebound chi:Lc:Jen duly appointed LO rUll

_me service under licenses issued pursuant to Section holt of

the Board or F,docaton By-Laws. teachers or shop 0-trades.

teachers or .ypew-rit.lri, in junior high school
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The terra 'per session teachers' comprises the -wing teaci
er categories teachers and teachers in charge regularly em-
ployed by the Board of Education Yho are assigned to less than
full time teaching service to Board or Education activities
other than the regulas day school instructional program Such
activities are vacation day camps, after-school centers,
evening commuility and youth and adult centers. evening element-
ary schools for adults, summer evening elementary schools for

adults, fundamental adult education day classes. summer day
high schools, summer evening high schools, summer junior high
schools. summer '600' schools, summer day elementary schools,
evening high and trade schools, the special after-school In-

structional help program. and evtrecurricular athletic and non-
athletic programs in day academic and vocational nigh schools.
day junior high schools and day '600' schools

In addition. the UFT bargains in separate bargaining units for school

secretaries. er..tendance teachers, leborator" assistants.

selors. psyche'-gists and social dorkers Thus it covers an even ii

spectrum of educational employees Char the DretroiL local

B Salaries

Pe rmanen Personnel

schedules for Leachers are usually arranged

merit takes place in two diffe Th or. is ordinas

for progression through successive annual Increments f I Ott

the highest step on a 'basic scale Such advancement :s based

ii aiid

rewarding. and thus encouraging. stability or StrviCt

In addition.

Te

some time

effect

L has

advance

provision

LO

are one c).r m-ire parallel but higher scalts

enter system on a

try

scale or s ame LS SuCh 9 Sc

5tady requirements This

and encourstong Cher greater



breadth of academic preparation. or both. depending an

id dow'l ror advancement from one pa scale to another

pecific rules

The agreement between the United Federation of Teachers and the

Board or Education of the City of Nelw York, covering the period of July

1. 1967 through September 1. 1969 provides for both these types of pro-

on This agreement revises salary schedules upward in a Series of

three staggered' increases which will reach their peek March 1. 1969

ysis of pay scales uses these last

The basic pay scale for classroom teach

merits (usually a bacc

Rif n i mum

her including or supplemented by ape-

cific courses in educational theory and methods; vi11 range from 36,750

crement at the end

'led

Ci

to 311,150. in thirteen increments

vii be $200. others viii be 3350

A second scale. C2, -'ill paraIle 0

bctwc,n cinch sLID of Ci end the corresponding step of C2 Eligibi

for Lhis scAlt

c7edits

ewer nee

quaiifications

en another scale

fourth

zor_e

knot ha- sc

!lee proving

e bacc-alaurente

who in

has earned

coulsem A teaeher

academic

group or thirty-sir credits vh = ' satisfy

quirements secondary school

.74iona Differential

:h step

;In*

the

scale is $100r. above
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acquisition of thirty approved credits beyond those needed for C2, or

sixty credits beyond the baccalaureate, parallels Cl and C2 There is

a di ff ntia $1750 between corresponding steps of Cl and C6, or

$1250 between corresponding steps of C2 and C6 A fifth scale is for

teachers on C6 whose academic qualifications include ar H A or the

equivalent. the 36 specialized credits mentioned above Table 1 shows

the complete set or scales

TABLE 1

SALARY SCHEDULES FOR NEw YORK TEACHERS
EFTECTIvE MARCH I, 1969

C1-B A
or base

5 C &I e

C2-5 A
plus 30

credits

c6=E; A

plus 60
credits

C2 s P D
fM A or

e-uivalent

c6 plus P 0 '

M A or

equivalen 0

S 950©s 6750 $ 7250 $ 850o 3250

2 6950 71,50 8750 81,50 9700
3 7300 7800 9050 8800 10050

7650 8150 9400 9150 1000
8000 8500 9750 9500 10750
3350 8850 10100 9850 11100

8700 920o io150 10200 111,50

9050 9550 10800 10550 11300
91400 9900 11150 10900 12150

10 97 50 10250 11500 11250 12500

10100 10600 11850 11600 12850

12 i0L50 10950 12200 11950 13200

13 10300 11300 12350 12300 13550

!1150 11650 12900 12650 00

'P 0 2 rP-romo.iorsi Dirrt., tial

Tea

under

July 1

or-rse.r

oyet,

esent system achieved

who Li-sr meet these requirements before

remain on this s placed upor
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entrants into the school system will be eligible rcr C6, however, only

if they have actually earned an M A and have subsequently completed

thirty credits With this change in requirements C6 as an independent

scale should in time disappear, since teachers who earn placement on CG

will automatically earn placement on C6 plus P 0

These scales can be compared with those existing on June 30, 1962

prior to the institution of collective bergair'.ng to the New York school

system Only Cl, the base scale, C2 and C6 were it existence The base

scale started at $4800 and rose to $8650 in thi--tee unequal Increments,

heavily weighted toward the top of the scale she r:rst two increments

were $200 each, the next five were $270 each, the last six were $350

each Teachers on C2 received an additional $100 at each step over the

parallel step on Cl Teachers on C6 received still another $400 Table

2 shows these schedules

TABLE 2

SALAM SCHEDULES IN EPtECT FOR NEW YORK TEACHERS
IN JUNE 1962

Sal ary

Step
Cl

B A Base
C2

scale B A plus 30 credits B A
c6

plus 60 credits

1 $ 4 800 t 5200 t 5600
2 5000 540 5800

3 5200 5600 60 00

5L 70 5870 6270

5 5710 614 6540
6 6010 6110 6810

7 6200 66on 7080
8 6550 6950 7350
9 6900 7300 7700
10 7250 7650 80 50

11 7600 8000 800
12 7950 3350 87 50

13 8300 8700 9100

8650 9050 9150
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Since the inauguration of collective bargaining the lowest salary

paid increased by 40 6 percent, the highest by i7 1 percent Nor is this

all Take home pay also increased by the Board's assumption of the

responsibility for payment (amounting to five percent of the teacher's

salary) of the teacher cortribution to4ard his retirement income

Under the 1967-1969 contrac, the Board agrees to support legislation to

raise this payment into the pension reserve by an additional 3 percent,

or, failing the passage of enabling legislation, to pay each teacher an

additional percent

Another increase resulting from collective bargaining took place in

entry salaries Formerly the highest entry salary was Step 6 on any

scale for which the teacher qualified Through negotiated increases in

advanced salary placement allowed to entering teachers with prior ex-

perience in teaching or in work experience related to the teacher's

license field, teachers may now enter the New York City school system on

the eleventh step Before July 1, 1961 they were limited to Step 7 no

matter how extensive their prior experience had been Moreover, year for

year credit is now given in place of one year's credit for two years'

experience This change, it is hoped, will help to attract into the

system experienced teachers and craftsmen It is also aimed to enable

the schools to compete for the services of mathematicians, scientists,

and other specialists whose t,nowl and skills are sought by industry

Like New York, Detroit has several parallel salary scales for con-

tract teachers Contract teachers are those who meet in hill the re-

quirements of the Michigan State Certification Code After a three year

probationary period they acn1,ire tenure in their positions
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The current Detroit contract, September 15, 1967 to July 1, 1969,

provides for a substantial Increase in the teachers' salary schedules by

two stages In the interest of simplifications only the final stage,

effective September 1968, is discussed

There are four separate scales with the teacher's placement on a

scale dependent on his academic qualifications The first, or base

scale, is for those teachers who have not attained M A It starts at

$7500 and rises by increments of $300, $100 or 5500 annually to an elev-

enth step maximum of $11200 The $500 increment comes at the end of the

probationary period as a reward for attaining tenure The teacher may

also at this time be transferred to a more difficult school in general

the $300 increments come early on the scale

The second scale, $500 above the parallel steps on the base scale,

is for teachers with an M A or the equivalent The latter is defined

as the completion of thirty-two semester hours of study beyond the

baccalaureate in an accredited college or university, according to a

plan approved in advance The third scale, with a differential of $800

above the base scale, is for teachers with the M A plus an additional

thirty credits of graduate work, completed subsequent to the g anting of

the M A and directed toward the fulfillment of doctorate requirements,

or In cognate studies designed to increase their effectiveness in their

1This is the third formal collective bargaining agreement between

the 0 F T and the Board Prior to the first such contract an informal
agTeement between the D F T and the Roard had set a new salar-f, schedule
and a pledge not to chance 'isting policy and practice without prior
consultation with the Union
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present or subsequent assignments The fourth scale requires a doctor-

al degree and provides $1100 more than the parallel steps in the base

scale In addition the third and fourth scales each have a twelfth step

which is SLOG more than the eleventh

A longevity bonus of $150 is paid annually in December to teachers

on the payroll who have thirty or more years of service as lull-

time employees of the Detroit school system Table 3 shovs all Cour

scales Table shovs the four scales in operation just prior to col-

lective bargaining

TABLE 3

SALARY SCHMULES IN EFFECT FOR

DETROIT TEACHERS 1968-1969

Sal eery Step Base Scales Or EquIv Master

30 hours
Doctorate

1 1 7500 $ 8000 8300 $ 8600
2 78c0 8300 8600 8900

3 8100 8600 8900 9200
L 8600 9100 9Loo 9700
5 9000 9500 9800 10100
5 9300 9800 'moo Io400
7 9600 10120 10100 10700
8 10000 10500 10800 11100
9 l0600 10900 11200 11500

10 10800 1]300 11600 11900
11 11200 1170C 12000 12300
12 12L00 12700
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Tki3i

SALARf SCHEDULES 1N EFFECT FOR

DETROIT TEACHERS 1963-1960

Step Base Scale Master's or

Equivalent

Master

30 Hours

Doctorate

1 $ 5,100 $ 5,400 5,700 $ 6,oOo

2 5,400 5.700 6.coo 6,300

3 5,700 6,000 6,300 6,600

4 6.000 6,3oo 6 ,600 6 ,900

5 6,300 6,600 .900 7,200

6 6,600 6,900 7.200 7,500

7 6.900 7,200 7,500 7.800

8 7,200 7,500 7,800 8,100

9 7,500 7 ,80o 8,100 8,400

10 7.800 8,100 9,1,00 8,700

11 8,700 9,000

or to collective bargaining

Each of these new scales represents a rise of 11700 above the com-

parable step in the 1966-67 contract, the first agreement concluded by

the Federation and the Board The lowest step on the base scale is

52400 higher than the lowest step on the 1963-64 scale, which vas in

force prtor to the first agreement between the Detroit Leachers and the

card The topmost step on the doctoral scale is $3700 above the top

step of the pre-bargaining scale Since the work year has been reduced

by one week at the same Lime as the salaries have risen the gain

achieved in three rounds of Formal bargaining, is 50 8 percent at the

bottom or the scale and 44 7 percent at the top

These changes in the salary schedules shoo. b1- Detroit to a:-

tract and hold highly
fi d It shoold be noted, hovev
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position on a scale other than the base scale is far

difficult in Detroit than in New York since the requirements are

more structured and there are no rewards for z.poradic or scattered

studies To attain a salary of t.12,700 in Detroit one must actually

have a doctorate In New York a salary or t17,650 is given to teachers

who have completed thirty college credits beyond the baccalaureate on

the graduate or undergraduate level, with a concentration of 36 credits

in a specific subject area Until July 1, 1970 a New York teacher may

attain a salary of t13,9DG with an additional thirty credits, graduate

undergraduate in any area

Detroit also has been less liberal in grarrtinr, advanced salary

cement for teaching service as a contract teacher in outside public

school systems before entering the Detroit school_ em Prior to the

first agreement, teachers entering their first probationary

receive four years advanced salan, credit, starling on

The first agreement made no change in this area The new agreement.

1967

step and, in the sewn

of mllitary

des for an advance in the first year to entry on the sixth

On the seventh Step One gear

ence may be counted in lieu of one ',tar of the outside

teaching experier,:e

The salaries described are for s thirty nine week school year

Service beyond this time is to be compensates on a pro-rata basis

..mmary of the major features or for permanent

members of their teachinR staffs negotiated by the school boards in New

York and Detroit vltn the AFT locals in their cities, to ctuated
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before the end or Lh: 196( -109 contract period s presented in
tabular form

SUMKAR Y OF 1969 SALARY PLANS fOR Pc^RMANENT TEACHERS

New York Detroit

1 Ki 0 imum Salary b 6750 7500

2

3

Maximo Salary 13900 12700

Number of Sal ary Steps 14 11 , or 12,
'cpendent
scale

on

4

5

Number of Salary Scales 5 ( in effect v111 b,

come L for new

entrants )

Requ1 rements for Top

Sc ale

M A plus 30 graduate
credits, earned
subsequent) y

Doctorate

7

KaA_tmum kl 1 owable

Salary Credit for

PT for Eiper 1 ence at Entry

10 years 6 years

0-51n over r e-

bar gal n 1 ng Scales'

a at Yin imum

b at Ma_x 1 mum

u0 67
1, ( 11

50 8S
LL 7 1;

'It is recognized that other factors also account for these gains
1 e , the population orpl cis ion shortages or qua) ri ed teachers
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SUMMARY OF CONTRACTUAL ITEMS AFFECTING SUBSTITUTF SALAJUES

New York Detroit

Number or categories
of subs titutes

Per diem
and regular

Pour Limited Emergency
Substitutes, Unlimited Pin-

ergency Substitutes in

Regular Positions with 60
or 90 day permits Emer-
gency Substitutes ip Regu-

lar Positions with one year

certificates or better

2 Basis or distinctions
aftong categories

Length of the
assignment.

run term or
shorter

Length of the assignment.
teacher's qualifications
and '-,111ingness to accept

assignment

Number of s eps in

saiar scale

Sip Three

Marslmtua salary
a Per diem femkr-

gency Substit_;te'

b Regular Subst Lute
Emergency Suisti-

Lute In Regular

Position

r day3

16750 00 er

annum

50 Per Day

1330 00 hi-weekly
(16),35 00 per annum)

5 maximum 0

a Per diem
ge-,:w Substitute

b Regular Substitute

(Rmergency Substi-
Lute in Regular
Position)

)

$55 50 per day-

$11,100 per annum
3

$110 OC per day

1615 38 bi-weekly

(S8C99 91 per annum)

6 Maximum entry salary Step L Step I

Notes

All figures wen as of June 30, 1969, date of termination of

tnese agreements
If the Board's pledge to abolish substitute examinations and ]e=

sue no new 3ubStitutf licenses after June 30. 194)? is not ke

substitute teachers .-111 be eligible for ed.'ancement to Step
3 The Board will alp© he bound. in that case, to increase the .591-

arl,,s or sunstitutes Fr? an amount eoul.alent to that =which It lc

either paying, into Lne pension system or directly to the teachers

as a Reserve for Increased Tare Home Pay
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Under the iii' cont, act the aoaro agrees to t! suostitutes dry ad-

ditionai percentage of their salaries to compensate lor cie increased

take-home pay received reguiar teachers as a result of the city 85-

ion of part or chcir retirement contributions Substitutes are

not eligible to contribute to the retirement system

There are also an tulknovn number of men and :omen holding valid

substitute licenses 'ho are classified as per diem substitutes They

serve in vacancies ranging from e single day to months, sometimes even

8 fug.] tern They are not Included in the UFT bargalninl unit, but under

state law, fer each day served, they must be one -tuo hundredths of

annual salary of 9 teacher with comparable years of experience, up

to and including the s.x--ch step They. too. may quallrY for any of the

five seder,' schedules

anriher-

They are not centrally ed nor )s there

ter list or such teachers A principal =ho needs the

services of such a teacher must ferrei one out f himself Most schools

mainaln rhelr ov-n Ilsts or per diem substItt.tes

Substitutes 81-C regarded by the Union ns an exploited group '-'hose

existence threatens the status and compensatioo of teachers The

sees them as a substandard c -roup onable to meet the

(ommunity

r ement S _et IsV

itacners SUPT-v1q0r5 have on occasions admitted

to us)nR oirierent crIteria for TnicInc, the wori' of teachers and

substitutes cases have beer brouci t, to the attention or the Union

by teachers Oho recei satisfactory -5t inss while servin as 5uhs Li

the Sainf; supervisors for

period ,hen the latter o -,ached 5043-e, or Examlners to

Lutes but "ere later rs,ed unsat)sfact



determine v_ h hl.cr Lle CcuCricrli should be k,ranted probntlonary licenscS

Although man,/ of those ser-vtng in regular positions ar recent college

graduates '-'ho vaht to earn wrille completing their gracriate nreparat)Or

for teaching there 13 &n appreciable numoe,- among them vno have func-

tioned as substitutes Inasmuch as they are not permanent members of a

school staff, they 'nave been rree to move about among schools and have

added an element or instability to school faculties

In Detroit diem substitutes s e called emergency substitutes,

and regular substitutes are called Emergenc Substitutes in ReAvlar

Positions (ESHP s) 4 separate three-step salary schedule is set up iOr

substitute teachers, almost every case belo, the ie,e1 of co:ract

teachers 'with comparable years or experience Substitute t-achers are

10I ellihte for credit ror outside leaching experience or for differ-

dncials for advanced oreparatlon

Tile_ current contract introduces further divisions in the rank.; or

each or om above cateaories of 5ubslitute3 vlth ntv salary dIstlnctLons

E'mergency itutes are d)vidtd into t,o catec,ories (1) unlimited sub-

stitutes those '-'ho are Fully 0ualilled are available c ec or more day',

per veek and are accept an sf)propriace nAsignmeot in an

school and (2) roll others TM1'25 others are teachers vho m3y be in-

terested 1n earninv, a little extra money 1005 are not too oner-

ous or -'ho have been unable OF UA=11110a, to complete all the rebut:-

COUTS__ Unlimited pal at a Maher F5,e Others

Anothtr ntv cateory Introduced h urion in current contract 1.3.

the emercricy substitute In 5 .,!c,u.lar position .'Ith 5 ilifUted



c e ri. Lr 1C5LC The

Lutes In reguler posit_

26

st substitute rates 5re to emergency suusti-

ho are Cully or almost Cull,/ quelliled These

rates match the fIrsc three years or the basic scale for Leachers (Scte

Table 5 )
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TARLE 5

SALARY SCHEDULES POH KHENCENCY bURSTITUTM DETROIT

Categories

1965-661

No experience`
One year

Tvo years

1966-67
No experience

One year
Two years

New Categories

ErnerEer,

r

Per Day

(Annual Equivalent)

Substitut Emergeritv_Su_bstitute

to Re P°I1

at-weeLly Earnings
(Annual Equivalent)

26 00
27 50

00

$5.500)

5,500)
5,800)

$275 00 S5,500)
2fT 5,800)
305 00 ( 6,100)

50 ($5,5001

29 00 ( 5_800)

30 50 ' I00

90 00

305 00

320 00 (

vuh
?13 Day

Teacher
with

1967-6P.

No experience
One yea-

VII 50

362 50,
29 00

5.655 00)

30 50
50;

33 50

986 50;
33 00

(6.1435 o0;
34 50

6.727 501

$32 56
6.3119 20)

31, 50

. ?2i 501

36 00
(7,020 00!

36 92
7.199 101

38 46

9 70)
L0 00

.800 00) ! :1.020 00

S290 00
655 00)
305 00

9147 50)

320 00
6,2L0 00

certif!cates
kNee
category)

Z3 L1 03

i6.650 6r9

356 Li

.950 00)

371 79
.2L9 91)

330 00 :048 62

(6.L35 00; r .7.500 00

345 00 LOO 00

27 50) i 7 ,800 00)

360 00 1 415 38

.099 91)

In 1965 -66 and 1966-67 the school year was 200 days or 140 ---e

long in 196' -68 and 198-(-1.0 school !ear -ns reduced to

weeks This change is reflected in the EUllu4 equivalents or
bi-weekly salary

2 This ratans erperience Detrol:, pu!--.1;,c schools

Defined 53 a s,..hatitute Leacher who :5 /Lily certiried. avaIlabie

at least three dsys t week, and 7111 i to acctot assinment
any 3chool
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Tliese dl5t1n;:tions SceM to nave 1.v0

,,1Le teachers

es more dirricult

in contrast the New York i .-Cai has wrIn

ing to t

vcS.

CO ept ed

that they malt fiLt51 roll certirication

the substlt-

wage distinctions

d be rememb d

the

is not abolished, by eliminating most of the

teacners and regLiar teachers It

FAticittlon isw now stands in New

ed tech frig to

If

York, the Board cannot simply place ail

accept rull time positions on probationary status. but most avail sane-

Lion b the aOkr

law to prevent this

Examiners, whereas re is notm g in michigan

C. --rIttcr. LInn3my ham :Dcen cmpo,,erd ht

11.1141-_ to appc11-1: mediLlonR1 mtirftic-s or znnc.!* t0 th'!

Boue dl%rt :13)sulstIc, or 3.-7verni members or ois 011c! Nomrd

bRJarc7 of p.ower sw as ne-crmerl and 1,71is lt

stv, rtme-1:,A cid:n4 rr)n-CO mil'!t:.11 Ma

perznn-!n:, r.30-11 %/1-

assl.itarc P'n5re Or Exaffilners



SUMMARY OF CONTRACTUAL ITEMS AFFECTING SUBSTITUTE. SALAMI F'S

New York Detroit

Number or categories
of substitutes

Two Per diem
and regular

Four Limited Emergency
Substitutes, Unlimited Em-

ergency Substitutes in

Regular Positions with 60
or 90 day permits Emer-
gency Substitutes in Regu-

lar Positions with one year

certificates or better

2 Basis or distinctions
among categories

Length of the
assignment,

f"uil term or

snorter

Length of the assignment.
teacher's qualifications
and wi Llingness to accept

assignment

3 Number or s eps in

salary 5C8it
Six2 Three

Minimum salary
a Per diem + cm. r-

gency Substit.:Le.

b Regular Subst Lute
(EMergency Stlsti-

Lute in Regular

Position)

75 per dav3

$6750
EIJI (1 LLM

$31 50 Per Day

$330 00 bl-weekly
(L6L35 00 per annum)

5 maximum 3alary

a Per diem Erner-

ge--:y Substitute

b Regular Substitute

(EMergency Substi-
Lute in Regular
Position)

$55 50 per day j

$11,100 per annurn3

$40 OC per day

615 38 bi-weekly

2099 91 per annum)

Maximum entry salary Step b Step

Notes

I All figures are given as of June 30. 1969. date of termination of

tnese agreements
If the Board's pledge to abolish substitute examinations and lc-

sue no new substitute licenses after June o. 19419 is not kept,

substitute Leachers .1,i1 be eligible for advancement to Step ,1

3 The Board will also be bound. in that case, to increase the sal-

aries of 5ubsti1oL.5 br an amount toulvcil,7.nt to that which It is

elLh -r paying Into the Den5lon system or directly to the teachers

as a Reserve for Increased Take Home Pay
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Health and 'welfare Benefits

New York City teachers are provided with basic medical coverage for

themselves and their families fully paid by the Board of Education

They have the choice of three systems of coverage, The Health Insurance

Plan, Croup Health Insurance, and Blue Shield-Major Medical Insurance

while the medical benefits of these plans differ substantially, all are

accompanied by hospital insurance providing full payment for semi-

private care for tnree weeks plus an additional 180 days at a discount

Ic 1965 the LEFT succeeded in having a welfare Fund established to

which the Board contributed 5160 80 per annum per teacher in the bargain-

ing unit This fund provides supplemental benefits tailored to fit

with the medical plans from which teachers are free to choose For ex-

ample, for Leachers who have chosen H I P , the welfare Fund

part of the cost for prescribed drugs which exceeds seventy-five cents

per prescription For Blue Shield-Major Medical subscribers it

in r1 '_11 for the services of visiting nurses and an additional maternity

allowance

Fur all members of .cnc bargaining unit, the Fund provides Increased

hospital Insurance so that between the basic medical plan and the Fund

her covered for 120 full days in tne hospital and 180 discount

in addition. dental care and the cost or eye classes 15 also paid

for by the welfare Fund

The 1967 agreement raises the NDard's contrlbution to

member per annum effectie September

an n

1967. and to f,190 per member per

of ective September 1, 1968 The ose r' the additional monies
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0.11 be determined by the f'und's trustees Part of it will be used to

prelvtile college scholarships for the children of members of the Fund

In Detroit the Board fully subsidized hospital medical surgical

insurance for employees prior to the first asreemen'. and partially sub-

sidized such insurance for dependents Tbe current agreement raises the

&mount of such insurance from $25 00 and '628 00 per day on hospital

charges for ward arc semi-private accommodations respectively to $30 00

and $33 00 respectively In addition provision Is made for full payment

of the cost of confinement in an lntersive care uni Hospital-Major

Medical insurance is available Co the insured employee, but it is not

subsidized A teacher nay elect to apply the hospital medical

surgical subsidy to coverage under the Community Healtf- Plan but most

bear any additional costs this may entail himself

In addition, the current agreement hinds the Board to under,drite a

basic group lire i_nsurz-)ce v ror 81: appointed personnel and those

Emergency Substitutes in Regular Positions who have held such positions

for two years immediately preceding death or retirement The policy pays

$10(J0 upon toe death or an employee in active service or $350 for a re-

tiree The contract further provides that the Detroit public schools

continue to pay ten percent of the cost or supplementary ,group life

insurance and somewhat liberalizes the option ror securing disability

insurance for older teachers

There is no provision an independent welfare Find

'ablished by U A w and other Detroit onions
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SUMMAR Y OF CONTRACT PROVISIONS GOVTRYING HEALTH kMD WELFOLE

Nev York Detro

1. Basic health Teacher has choice
of three medical
and hospital plans

covering himself
and his faaily,
paid for by the

Board.

2 Welfare Pund In 1967 the Board
contributed $165
per bargaining-unit

member, i.e , regu-
lar teachers on ac-
tive service, sab-

batical leave, paid
sick leave, or term-
inal leave and regu-
lar substitutes and

$190 in 1968.

Subsidized hospital, medical
and surgical insurance for
the teacher, up to $33 per

day for semi-private accom-
modations Partial subsidy
for dependents Pull pay-

ment for cost of confinement
in intensive case unit.

No welfare fund Board to

underwrite a basic group life
insurance policy for contract
teachers and F S R P 's who

have served as such for 2
years immediately prior to
death or retirement This

pays $1000 for teacher in
active service, or $350 for
retiree Board pays 10
percent of supplementary

group life insurance Dis-

ability option of this pol-
icy to be available to age

70 or age of mandatory re-
tirement, if extended fur-
ther In case of an injury
compensable under vorkman's

compensation leave, the
teacher receives free medic-
al, surgical, and/or hos-

pital care at a list of dee-

ignited hospitals
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D Teachers ograms

Clauses governing teachers' programs and duties are round n two dis-

crete sections or the New York contract Some are found In Article IV,

Working Cobditions These are state'' u.neguivocal tern_, ulth a minimum

or escape clauses Others are round in Article v, Statement of Policy

Relating to Day Scbool Teachers These allow mucn more roo,7o for admin-

istrative discretion Most or these clauses are modified by the words,

where advisable and possible The teacher who complains of viola-

tion of such clauses has the burden of proving chat the action complained

arbitrary and capricious, discriminarory, or outside the range of

activities consistent with professional obligations

Tie greatest innovations in programming arising from collective

bargaining are to be found in the elementary schools with minor excep-

tions, the elementary school teacher, pr_or to collective bargaining,

spent all his time while in school in his on self-contained classroom

mciteaching his class IS class at about 8 10 A M and taught until

noon, then led the class to the street floor and the exit, had lunch_ and

the children again at about 12 65 F H for a session which ended only

when they were again led dow-nstairs at 3 P M The teacher's lunch period

wars freTientl reduced to less than half an hour by an assignment to caf-

eteria and patrol duties Several timts a term each teacher took a turn

at pre-school and after-school yard and bus patrol duties This schedale

not only L.Trt h131 no time for preparation of lessons and materials, but

also disregarded for the most part the teacher s need time to attend

to personal pnysical needs
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The New York 1967-69 contract contains provision in Article IV

(Working Conditions) for a r'ull 50-minute duty-free tinch period and for

two preparation periods oer veck to be given each teacher In special

service ghetto) schools, each reacher is to have four preparation peri-

ods per week in the first year of the contract, and five per week in the

second year This has been made possible 1-:,y the creatl,.;n of positions

for "cluster- teachers in the elementary school, teachers without home-

room classes wno relieve homeroom teachers for the necessary time One

such tea.:her is assigned to groups of teachers called a "cluster ne works

closely with the teachers in his cluster He teaches either special sub-

,Jests such as music, art, science th education, or the fundamen-

tal skills The principal is ordered to assign other "professional" ac-

tivittes to three teachers in time not needed for such relief Leaching,

and to assign them the same number of preparation periods and non-

Leaching, duties as er teachers in the school

Preparation periods may not be Laken sway except In an emergency

The Leacher must. be Low ensated

cess of two i 1 any term

in tele v fEducationsJ PolPolicy provision

p

preparation periods

1 to hold

Colloelng

wl

3C US 5

in ex

for cat rInel-

roles for

must also, teachers to lit i out preference sheets

th . espec,. tc grade led t:pe or class th!" Leacher would

for the 10_;(-).41no, 5:h001 year and make provlslon to discu55 these i

guests d:Lh tne teachers lugain where advisable 15J°, the

must honor thes reetuests he. . conflicts in requeSL3 arise .



seniority m,st determine the principal's choice, provide the 'lualifica-

lions of the applicants are equal Special cla's's for gifted children

must be rotated every three years, dirficult and 'less difficult"

classes on each grade level, ar...! assignment to ;,:,--cable classrooms must

be rotated annually

P-rovisions goverrir5 programming tli teachers In Detroit are

fever and simpler than this_ d In the correspond: sections of thc

Nev York agTeemer_ moteover they are staled n terms which clearly

allow the school administration far more latitude than is envisaged by

the Ufl in New York City

The contract enumerates :ne purposes for which teache-s shall use

the school day The list includes

of pupil ess and d'sc,iss)on

nrei-,aration evaluation

of hesh effective.nes5 of

the plans and trim Implementation. re orting on pup, progress to the

school adinnist'ation and to parents assuminc respons,bilitles

education. healtn

fessional service in the ..7-velopment and ,,--plementatior

cation

their pupils prowl dl ng oro-

Provision

leve,. st,b)ect

and scnoo

for the expression tec, er encts

extra-c1JrrIcu assiRn-

required to

teach outside 113 I-C9 of certifice,on To be Considered for th rol-

lodipc semester tb r.11.,!d bv October 15th

March i51.h and the remain or fi lA for One 5Ch01 Jen:- The IS -IC

obligation in tri 81 -:r8t1Qn is
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to be given to requests on the basis or seniority ano competency or the

indivildual in judgment of the vrincipal fl senlority la Lieq, pct.-

ority or request snail rule Requests for such assirtments which are not

acted upon must tt refiled each September to remain active

A teacher who riles a request to be relieved or 5 section within a

grade level, a room, or an ercre-cuTricuiar activity must be relieved of

the accivnty io later an one year after filing the request Light

and 'heavn/ duties must be rotated except that teachers may exchange Or

contin.e duties, if there is mutual consent and the approval of the ad-

ministrator A tentative school EITOF,T T and assignments must posted

at least ten school days prior tc the end or the semester and a final

program when it is established

Any loss of preparation periods necessitated by the needs or the

school must be equitibl;- rotated The teacher who loses a preparation

period must subsequently be granted equal time at a mutually convenient

time Substitute Sc ice is to be irovided for teachers who take their

classes on trips. if a substitute is avallabte and the school cannot

otherwise provide Lh's class co.erage This is oi intended to require

thT JOSS of preparation per iods or c_ de voluntar-y, excha ge or such

orrioda

ror the elementary school teacner th,'re is pr9ns10;1 for thr

preparation triods per ,.ek upon the hiring additional staff to im-

m_it this or trpcn the eqJliabie redistilbotion of staff The Boaid
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has made a public commitment to hire aci,iitionisl teachers 5 Beginning

with Lne sixth wee.< of the term & joint commILtee Of the aid the

Administration will reviev tne scheduies of elementary schools not meet-

Ina this commitment and continuo t, tne review of those schools not pro-

viding rour and five such periods, ror the purpose of implementing eddi-

tionaJ, preparation periods

Each elementary school ceac'itl; 1 to have a forty -five minute duty

free lunch period The sAministr,itton is constrained CO take positive

action to provide special educaL-07, teachers with a duty-free lunch oeri-

od In any school where tt has :,sled to accomplish this ad ml n -

istration must state the reasolis writing at the request of the Union

5 For ;Irteen years Detroit has had resource ,:eachers assactned

9 school building to provide substitute service when not engaged
that sr-v.ct, the resource teachers provided relief (preparatlon) periods
for all teachers 071 4 rep,1,1ar scheduie
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SLIM.H.AB Y 01:1 00 N TR A CTUA L 1 TFIM1_)1 F PCT I NG T1E:A 14 ltS PROC, RAMS

1 T ,etable

a 'tat ement or
pre ferences

b assignment

1

New York Detrcit

Principal must ask for
these early in the

spring

Must be received by

June 15

Must be made known to
principal by Oct 15

or Mar 16 Teacher's

respons bi 1 ty

Tentative program

must be made known at

least 10 days before
end of semester

2 Items open to

choice

Qual fi cations of the
teacher Senior ity 1,1

the school

t Rotation Classes of Intellectu-
ally Ci fled , even/ 3

years , -more difficult
and less di fficult

classes. annually

Seniority and compe-
tence , in Licizment of
the Drinc 1 pal Prior-

ity of request

Light" and "heavy

duties Teacher who
requests relief from
a section, room or

extra-curricular etc-

tivitj must be re-
lieved within a year
nr request

pare Ion periods
es Number No per week, cxrepi. in

special service School:,

which have u per week
in 1967-68 and 5 per
eek in l08-

h Loss

Lunch period

Only in emergency Any

in excess or two per

te7 must he compensate

by equal time
L

least three per
week, dependent on

hiring more teachers

Such losses must be
rotate

must be

sated

50 minutes, duty free 145 minutes duty
r'Te except in emer-

gencies



39

Relief from Non-Teaching Chores

In the elementary schools or Nev Yon, City (except Or teachers as-

signee to super-vise school aloes), teachers are relieved or all patrol

duties (yard bus, lunchroom, hall and staircase), ol all vori, on a

School-vide basis relatPd to the heindllne of books, supplies, eLc ,

and ase not responsible for trir collection of mor.ei/ for milk or school-

banking They are also relieved of scoring city vide standardiLed

achievement tests and of oreparing absentee post cards and truant sites

Such bus patrol duties as must be assigned before or alter school will,

in non-special service schools, bie given to teachers vicnout homeroom

classes Yho ,'111 receive compeosatory Lime at the bcg nning or end of

the

P-rovision for relief or teachers ,r'rn non-teaching chores in

Detroit elementary schools is far less detailed than in the ricv 'fork

afireemeni 'here is Pc listing of non-teaching chores from which teach

ors 4111 be relieved There is merely a statement that aides should be

p ovided and that posltive action be taken by the administration to

minat need for teachers form such duties The action )n-

eludes the actlie seeking out and utllizink cr state Ated federal funds

ny the administration Such non-teaching duties as MUSL still he ter

formed by teachers Pure to be ItR01;* assigned to the staff

Special provision is made committinr, the administration to caJling

upon ;ce department to perform police duties in and around schools

and disappr owing the assigTimcnt of teachers to pollee of areas

except at r:F,;11 r iy scheduled off-camp,is events



Provisions For Leave

1 Sick Leave

The general rule goverring sick pay for educational personnel in Nev

York Cit., is an allowance of ten days per year of absence for illness

with PLY This is cumulative to a total of 200 days for a perman-

ent teacher, and 120 days for a substitute when that limit is reached

the teacher is credited with ten days at the beginning of the next school

year, If he is a regular teacher, or five days each semester if he is a

substitute, against which any absence occurring during that school year

is charged before dipping into the reserve Any unused days among the

ten days allowed are forfeited at the end of the school year

A newly appointed teacher is credited Immediately with twenty days

reserve, but receives no additional sick leave until his third year A

regular teacher who has exhausted his sick leave reserve may 'borr up

to twenty days There is provision for retention of unused reserves by

substitutes who accept regular appointments and by regular teachers who

resign or retire and contin.,e to work as substitute Leachers

Under the 1967-196y agreement, regular teachers who are absent no

more than ten days during the school year need no longer produce a

i Wised statement by a the illness The

vision applies to sdbstitute teachers absent no more than five school

days in a semester This clause iminetcs a requirement teachers round

Irksome and hum:liaLLig

Under the reguJations or the Board or Education teachers who suffer

accidents in or out. 87C thei r,ii without



100 r-rom the t- curri_tist4ve absence reserves The nev air Lc 1 ti

pi ;es the ssme principle three de:1 k-nown _n1 idren s disenses, :rumps,

measles, and chick

Detroit nad inaugurated leave Policy prior to ccilectve nar

gainins comparable to the Nev York C:ty system

A first year probationary teacher started

days Thereof-ter he received fifteen drys per year Jrused Gays ware

accumulated p Lo 9 i1m1 I. of 200 days A ,:ontract teacher ex-

ten Csys five days for a first

teacher id ot deCoctee np_, of

teacher ,he terminated 11s emp ofmert prior to

Lent

usted hts reserve mtght borre%,

/CST

the nexl, Seho.

days he had

expecte :cosy

merit only a_rter

Unlike New York,

lance o en days per

nts reserve. tnr temcner who

etary o the nor-Towed sick

state-

rensect,t,ve day of absence for personal

tar is more

other

Court

tmbursed without r erence to

nadd.

reserve sr. abschc

York reimburses,

ts absent for Lnree

or for one

Absence dot

,,earnsr

rd n veed:TIR

rsdse the 4eddlnk or Ir connect:en

:we

erX s Clew=

t charge against

to a marl

leave r7strve

-Re P1461151_ nits cttmlntIvr

Lhe

the tmp10

the

t faml, ;10 nr-



Cafe roc e member

be made.

buSineSi muSt_ De 'fr,r-med vItnIn the schoo day New (ork teacners

eLe ramiiN wit i er,arigeMe01.5

,s oDservar,ce, anc ror Uther t7er5ural

ror similar rtesone may

As b

rOlicOding DrC;V:StO'lb to the

round

'leave

but wIthoot pay

bargail added the

Teacher aosence resu

from a scare,; - related meSeu4L sn rot ue charged against

Live reserve, houigh tne teacher Is tr-., receive full remur.eretion

Likewise absence of five days 3r less res rmlmereted ch:id-

d diseases shal ne deducted from tre reserve In the latter

ff nee

For

derin!Llon

Also the r:od allowed an,

or a i ,cens

case or

physlciar is ;.cquired as

he family, the contract extends the

fam;ly to incls;de a mother or rather-in-Law

ye,: Co r attendance at his ow7 .,edd

is ertelded from ndar days

sever, feltne.at days

Schoo:-

CfMDel-;3ft:, " -cumin

worsing days dIthir a period

rather than as-
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SUKRA.PY OF SIC' LEAVE PROVISIONS

Number of days

New (ork Detroit

negular teacher 10 days
per year cumulative to

200 days Regular sub-

First year probation-

er, 10 days Subse-

quently 15 days per

stitute, 5 days per year, cumulative to

term, cJmulatIve to 120 200 days No provi-

days sloe for non-contract

teacher

2 p-roviston for Regular Lettener may I
Contract Leacher may

'borrovin days , borrow 20 days borrow 10 days

Types cr illness not' Accidents in the line Contract Leacher may

charged against cum-
l or duty, mumps. borrow 10 days

uiative reserve C measles. chicken pox

Doctor

cartiricatlon

Other absences
which may be
charged be cumu-

laLlwe reserve

obsence in Pxcess 0(

1
10 days wlfnin 8

school year

r Ilth oonsecu-

tive day of absence,
and In special case
or children

ease

weddIng in the imme

diate family
Teacher's ow-r: 'edd-

ing. 5 working days
within a day peri-

od

DeaLh in the lamlly.
Care for a member or
the family

Religious observance
Personal business
which must be per-

rormed during school

aay



Terminal 1.elve

Teachers who are eligible for retirement and who have unused cumu-

lative absence reserves are, prior to retirement, eligible for a leave

known as a terminal or retirement leave This is a leave at full pay

for one-half the number or days in the absence reserve, in no case may

IL run longer than a single semester, usually between 90 and 95 days

Beginning with September 1, 1967 the privilege of receiving pay-

ment fc,r half the days in the cumulative reserve is extended to teachers

who resign or to the estates of those who die in service before a-

chieving eligibility for retirement This is limited, however, only to

re serves accumulated after September 1, 1967

The Knowledge that unused sick days will not be lost to the teacher

in case he leaves the system will, it is thought, act as a deterrent to

the abuse or the sick leave priviieges

Upon retirement an employee in Detroit may receive payment for one-

hal f his unused sick days up to maximum allowance or 30 days No changes

dealing vitn tnis regulation appear in the contract

SileiNAM' OF TERMINAL LEAVE PROvISTONS

New 'ork

1 How accumulated

2 L.enF;th

Detroit

1 Unused sick leave
--I

Hair the number or
days In the reserve,

but in no case more

than 1 semester

Unused sick leave-t
Mali the unused sick
leave, to a maximum

or Jo days

Eligibility Eligibility for r_ Eiigibiiity for re-
tirement Fcr re- j tirement

series accumulated
after 9-1-67. re5,ig-
nation or death in

cervice



3 Other Leaves

A teacher in the New York City school mai take a six month

sabbatIcai leave for restoration of health, for travel, or for study,

and in some cases for rest, after seven yews of service on regular

appointment, or any multiple thereof Befr're 1962, a teacher on sab-

batical leave lost (rocs 60 to 65 percent of his pay for the six months

of the leave -- every such leave includes a acistiot month depending

on the cost of substitutes to reniace the Leachers on leave From the

remainder vas deducted a contribut;on to tne pension system based on

teacher s rul; normal

of medical Insurance

redera_ nholding oast, and the cost

At that time the ceacners were paying half the

,_ost of enrollment in the Healt 1-surance Pia ice the pension con-

tribution as often as MAC, as 15 percent of ht

be more than 30 percent of the sabbatical a> The m;nuscude take -home

pay resu made sabbaLica2,s ;m act-. most teachers

Under the current a_greemenl the teacher is given 55 percent of

regu,lar salary for the 5:x m of the ai best; ai The rise

the take-home pay is. no ever greater than the s,rface difference of i5

percent It 5 5ssumption of responsibllitY

for contriPut:ng 5 percent of the teat er 5 salary tc tie pens:or

in lieu of

cent under

negotiated

r cont.1-1;Alon iy toe teacher This .rises to

current contract

7'1

raises the saphatIcal

contrtlicl. rrcv

The h.:ler sajery rates tne TT

from =30 to 47 percent aziove 102 10-

nre tO i e gra



67

teachers on regular appointment for purposes or study related to the

teacher's license field. to meet eligibility requirements for another

license, or LC enable the teacher to accept a teacning position abroad,

provided it is a posItion sponsored or approved by the United States

government Substitute teacners, not r,eing permanent employees. may

leave the system when they wish, for any purpose they wish, and for as

long as they wish

All ',nese leaves are subject to the "urgent needs of the school to

which the teacher is assigned Sabbatical leaves may be restricted to

a small

There

ness altho-

faculty in any scnool

no provision In the contract for leave for personal

ere is a ive c}ause in the

such leave for periods of up to one month

loses pay each day of ab

and hol ys

Furtetn leaves of absence

mailable for

eeive credit toward

SS

tnly nontr

able SaidT;CS for

Yew 'fork =7,1ts sr'

care

s

officers or e.

authorizing

ut :s for Saturdays, Sundays.

- al salary

a-c toward retirement

et:rem

iteldt

em grarts

rangi from tnree five years

ur n any school

Tescoers on st.ch leave

on tne appropriate

gees must make regu-

"taiSP-i

sne wisne%

erit mss,

tieir tar ==

for maternity and

Learner shorten

that n '-, rats credit

tenener .hom



e was granted during school year I± also ;_jrpv],jts that

era may perrorm per diem sbstitute service during such a leave without

being required to resign their regular licenses and appointments This

ides the school dith B pool or qualified substitutes and enables

the teachers on leave to see

their skids

Detroit leachers may appLy for a year's sabbatical leave at hall

pay for study or For some other activity resigned to effect. proress.onal

Couch with the schools and to refresh

Improvement A we -considered

both an interim

presented ir advance. and

mildyear a.ld a firal report or the first day of

tne month ic_ teachers retur- t service a e demanded

teacher must sIgr an agrl!ement to return to

service for at least one

eool

after )115 returr. tali re to kte this

promise or): mites Learner to return

ror

tc: make

teacher receives nis scheduled

to. less tnat

may rt.ce:ve wtrier compensatior

his t =tat comoensatich

beticai ac_cordi

er s cneck 55

n tent

movt! Cirec

.rst retJrni

change made

5C ercent..

a rt,n-

or the

A

:Yed

to service

v or a

hdio, >r perceh

but

reduce his

7ric same G.td:,ct1,,r1f1 are madr. From the _each=

ract. 'as to

we to n sehatIcal xeave



A proresstomal leave 15 & Ieave without ;ranted LO a Leacher

vho is elected Or apponted to a position it government service or 1 a

recoullted teacher or6arlzation The contract extends experience crecIlL

both to Leachers professional leave and to teachers who serve in the

Peace Corps This insures the same vertical advancement on the salary

schedule as service or the same period in Detroit public schools
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SUMMARY OF rrt0V ISIONS WVERNINL 01,10;:k LEJOPES

Nev York

Sabbatical
leaves
a Length

Purpose

6 months

Study
`rave

Restoration or Health

Rest

c Eligipility AC-ter 10 years or service, 7

years o. OlIch Brt on regular
appointment Upon completing
any multIple or 7 years on

regular* appointmcit

Compensatlan 55 perc.Tni or salary

Professional

a Purpose

b Number

Detroit

year

udy or professional
Improvement

Seven years of continuous

or 10 years of non-continu-
ous service. 3 of which
must immediately precede

toe leave

Scneduled salary mlnus the

cost of a full time sub-

stitdtc, maximum deduction
,o De )0 percent of sched-
uled salary, unless teacher

.a;,s additional money
4h11e on sabbatical

time -m:lloy-mc,IL by onion time employment by
recogilized teacher organl-

Lation Elective or etp-

.
pOintive government office

Conditions Leave withotl pay but teacher

earns increments on the appro-
priate salary schedule, and -e-

tirement credit Must contri-

bute to Retirement system

Maternity

and/or child

care

14 Other leave
without pa

Contract is silent

eta expzrience credit
Does not lose sabbatical
rights

Leave without pav ror period or Leave without pay for

3 tc 5 years Teaches gets pro 1
period or 2 years may be

extended on request to 3rata service and increment
credit ror partial veer pre-

ceding teeve

Stud: in yield releed to ii

tense or to qualar, or 5not-lc

license To accept teaching
position e.rroad in U S goverh

ment spo7,sored school

Contract i5 silent



C Class Size

The Nev York City contract sets precise ceilings on class-size in

every division Pre-kindergarten clas3es are limited to no more tht) 15

pupils per Leacher and kindergarten classes to 25 pupils per teacher

Nc elementary school subject class is to exceed ii children in 1967-68

or 32 children In 1968 -69

These licalts are qualiried by provision for exceptions based on

(1) lack or space, (2) a resulting Increase in numbers o: children on

shorttlme sessions, (3) the resulting creation of nail- classes or (LI)

the desirability of a larger class for purposes or specialized or ex-

perimental instruction An example or specialized instruction would be

a class for the intellectually gifted Upon the request or the teacher

affected be principal must stipulate the reason, in writing, for ex-

ceeding the class -size 1r1.1 t

The effect or such clauses car be seen from a comparison or class

site rigwes for the 1961-62 (oerore the contract) and i966-67 In

1961-62 teacher allotments Lc schools %dere made the basis of an

average class site There -'as no maximum class site established Al-

though the mesh size or Pali elementary -rhool classes was 30 3260 or

the 15 826 classes 20 6 percent had ,-esters rar,ging rrom 35 to 69

pupils (Si L Fourl.h Ronuai RcpOrt or toe SuperihLendent of Schools

or the City or hew Statistical Section School Year 1961-62. Bureau

of Educational Research and Statistics Board of Education Nev, ;ork

N T p 105 ) 195/ 01,1 51-11 elementary school classes out or 19.118

(2 u till.) had TT Over 35 There stiJ1 LJ classes,
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consisting or b0 to LL child-en ( 01_5 percent) "

The section devoted to class size in the Detroit agreement starts

with a joint statement acknowledging the desirability of reducing class

size in Detroit Schools Pending such reduction, there 15 a provision

forbidding the exceeding or medlar class sites of the 1966-67 school

year or the 1967-68 school year, whichever is smaller In March 1967,

the median clses sizes were 31 80 in kindergarten classes and 33 2i, in

elementary classes

The upper limitation is protected by the provision for a Join! Class

Size Review Board to hear complaints by any teacher whose class exceeds

39 in 1967-68 or 38 in 1968 -69 This Roard is empowered to investigate

complaints Lo select particular schools and classes for review, to

recommend the method of use of specific state or federal funds in redu-

cing class size kny recommendation of this board which is not acted on

wathan 30 days by the school board must be referred to a special meeting

Of the joint conrerence committee of the board and the Union Guidelines

for the Review Board are included in the contract In October

2,1b6 out or 5,620 classes 019 2 percent) were over 35 In reRister

them over hb In October 1967, only 1 b13 classes out or 1,,),38 were

above 35 in recoster (31 8 percent) and none of them =ere above IA

T'wo special cases are specifically provided for Available federal

funds are to be used to reduce classes in the inner city schools to a

maxlm-um of 25 students per replas class

_c- igures not yet published obtained prom the Bureau or Educational

Research and Statistics
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Also, In 50 schools where the fourth g-rade reading level is below

Lhe net-tonal nor-m, Primary unit ciaasts (non-giaded primaries) are to be

reduced to 30 pupils each

Although no provision appears in the contract, special education

classes are held to 15 pupils each A sixteenth pupil may be admitted

by transfer with the consent or the teacher
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SUMMARY OF CLASS SIZE PROVISIONS

New York

1 limitations on

Detroit

The following ceilings have Only half the classes
been established 15 ,n may exceed the median

pre kindergarten ?5 in 31, d in kindergarten or

kindergarten, 33 1967-68 33 2L in other grades

In grades 1 through and

32 in 1968-69 Federal funds will be

used to reduce inner-

cit school classes to
25 per class These

correspond to Nev

York's -special ser-
vice" schools

Non-graded primaries
will be reduced to 30
pupils in as many of 50

schools wick Lich ,glade

reading retardation as
available funds will

allow

A ceiling of 39 has
been established for

1967-68 and 38 for

1968-69

2 Exceptions Ceilings may be exceeded if
(]) there is no room avail-
able for another class (2)

another class would in-

crease the number of chil-

dren on short session (3)

or vould result in half

classes or (14, a it717-Rtr

clans is desirable for
specialized or experimental

instruction

A joint review board

will investigate clas-
SC'S which exceed these

limits and recommend

(1) prlorities for cor-

rection. (2) methods of
correcting inegLitits,

and (3) methods of use
or specific state and
federal funds
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H Time Limitation

The contract limits the Nev York teacher's school day to six nours

and twenty minutes and such additional time as tne By-lays provide

The ay-laws permit the principal to add forty minutes to the school day

with the consent or the district superintendent in practice the use or

this extra time has been limited to faculty conferences once a month

The six hours and twenty minutes is inclusive of a lunch hour The

contract mandates a 50- minute, duty-free Lunch Period for elementary

school teachers vho formerly enjoyed only a thirty-minute, duty -tree

lunch period

The UPI' contract is silent on the subJect or the school year

However, an attempt by the Boaro or Education to extend the school year

by two days was dereated in 1966 by determined action on the part or the

union

The agreement concluded between the Detroit Federation or Teachers

and Crie Board or Education contains limitations on the clock, hours in

chets regular school day In eiemenlary schools the day is lim-

ited to six and a hair hours inclusli,c or a lunch period Prior to the

contract it -,RS FS04, 'S custom to tell teachers they Jere required

to be in school v.:11 in advance or the pupils to check the condition or

th^ room, and to remain at least a hall hour alter the dismissal or

pupils for ,_onsultation with principals other teachers parents and r,u-

pits

This time limitation is accompanied by a clause enumerating, the

purposes for which Lhe school day is to he ,ts:d b/ the Leacher;
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There Js also a clause advising teachers to - eserve 1./ednesday after-

noons for various school meetings, with provision for o'orly dismissal

for two such meetings per semester, four per year

One of the natty contested issues of the most recent round of bar-

gaining was a limitation on the length of the school year The teachers

von a reduction from a LO week to a 39 week school year, bringing De-

troll into e 'ith schoo districts This limitation 15

expressed in terms of the annual salary The 1966 67 contract had mere-

ly required that the Board pa} eaih teacher a Jay y for each day of

service in the 60th

is lot repeated for

separation from the ;trvice That clause

1967-69

SUMMARY GOVERNING PROv1SIONS FOR TIME LIMITATIONS

New York troit

School day Limited to 6 hours and 20
minot.es, inclusive or a 50-

mi note di.ty-f-ee lunch

period. p.us 'such sddl-
Lionel time RA the 2L1
laws provide

Limited to 6 hours and
30 minutes, inclusive

or a h5-minute, duty-

free lunch period
ednesday afternoons
must 1'e reserved for

school meetings, with

early dismissal man
dated for 2 such meet-
ings per semester

School yes" I Contract is silent lmited to 39 deeks
h pro rata pay for

any additional time



Assignments

in Nev Turk the assignment of teachers to schools upon appointment

to a permanent reg-ular position nas been tne prerogative of the Board

The Board must ofre- an assignment to each eligible high enough on a

list For example, there are 500 vacancies, the first 500 eligibles

rust each be offered an appointment But the specific school to be

offered to a specific eligible is a matter of Board discretion

Custom dictates offering appointments in the home borough to teach-

ers wit'', the highest examination scores 'where there are more applicants

resident In the borough than positions available The Board has recently

adopted a system of assigning in rotation to special service and non-

specie', service s,:hox-ls *ithi the oorou.g.TIs

The union fought for and secured a provision for placement of regu-

ler substitute teachers by an objective centra placement unit Former-

ly the principals were allowed free choice ulong the substitutes, and

substitutes free choice among available schools Central

placement seemed to Inc union

I:-tritment subsilt,:tes anci

d and equitable method or

even dIstribu-

lion of available teachers among the schools It also eliminated a con-

on whicri some qua.lified f_tecners to remain sunstitutes and

pick their schools instead of accepLIno, appointment

P-rovislon is made for :ettntion 3y prIrcpais or sJbstitutt teach-

rrs found satisfac After first year of service In the, school

a substitute is protected In fetentlon Lpr his 9551c U,ent :iv an inverse

senlorit:, s y s t e m w h i ch must ne Jse li in cSs` or Lne dIsnpnearanc
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vacancies For those substitutes seeking assignment or reassignment an

elaborate system of priorities is spelled out, insurim, rirst preferences

to those teachers who seek to return to regular service after resigns-

tion,7 then to substitutes who have passed the exarnination for regular

license but have not yet been reached for appclntment, thirdly, to "dis-

Placed" substitutes, those whose positions have disapneared, fourthly, to

new substitutes vho served during the previous Year in spccial service

schools or in ongoing school programs and last to all others seeking

assignment in order of their lenc.rth of scrvice 'rev fork C,-_y schools

Substitute teachers who refuse an assignment viCout good cause

tnis Is also spelled o'it, in the agreement) may not be assigned as regu-

las substitute teachers ror that school Year Although they may fill

iong, term vacancies they v111 be designated per diem" substitutes They

lose all welfare fund benefits and most or their sick pay rights A

princlpai vho refuses to accept an assigned substitute must give his

ons in v-riting and, unless he can she v the position has disappeared,

vill be overruled by the Division or Personnel

In addition there are provisions for definite periods or notice to

be given to substitutes 'hose positions disappear, or for per diem em-

ymcnt. -ithin the district for the stated period, 1r the position dis-

appears too suddenly to alloy for notice

7 These teachers must spend at least nne semester in scrine as s_,b-

sLitutts, if the period of interruption of service has exc.eded

years. Prior to reinstatement es permanent teachers
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The right of a regularly appointed teacher to retain his position

in a given school is protected by a provision that the &Darn must abide

by "excessing" rules already in existence, which set down in detail the

order in which regular teaci,ers must be transferred out of a school when

there is a shrinkage in staff needed In those sectors where no such

rules haie been set up, plans must be prepared in consultation with the

Union
8

The Detroit contract is silent on the subject of the assignment of

contract personnel and substitutes in regular positions to vacancies

board's regulations provide for offering vacancies alternately to

new appointees and to teachers seeking transfers The date of the

candidate's eligibility and the subject he is qualified to teach deter-

mines his place on the eligibility list The contract does, however,

commit the Board and the Union to working toward the equitable distri-

bution ^f substitute teachers in the city schools Even per diem sub-

stitutes are centrally placed

Provision is mr_de r:r the trial use of a peer rating form, developed

by the Union and the Orrice or Personnel, for selecting teachers for

promotional positions This includes not only administrative and super-

visory positions, but aiso such positions as senior teachers and coun-

selors Review of teacher-prow otion policies by a )pint Union-Board com-

mittee is mandated.

8
The Union rears losins this r.o6er as a restuL of the implementation

of decentralization plans

9
Me conditions or ellgibIlity for these positions is found 1n

Teacher Bulletin No b. New fork City Board or Education, 196
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SUMMARY OF PROVISIONS CrIOVERJINC A5!,IGNMENT OF TLACHE8S

Permanent

regular

teachers

2 Regular
substitutes

New York i Detroit

Contract is silent on first Contract is silent on

assignment Governed by es assignment of con-

tabilshed policy snd prat- tract teachers to va-

Lice Involuntary trans:"e: cantles Board's pol-

clue to need to reduce icy 15 to alternate

school staff is governed i in offering vacancies

by "excess rules to transferees and
; new appointees Joint

commitment on part of

Beard and Union to
1 work toward equitable
distribution of sub-

s

stitutes in city
I schools, and toward

Integration of school

staffs

Centrally nlaced, with einb-i Contract t'rt.

orate system of priorities Centrally assigned in

s©eilea out to protect accordance with es-

seniority r;ghts ;2) sun- tablisned policy and

ply of heginninF teachers practice

and stability of

school staff Teachers

acquire seniority rights
if they are retained after
the first year of scrv,c-

in a school

3 Per diem 1
Contract is ssileat These

substitutes teachers are not in ?he

bargainIng unit. Selected

by principals in accordance
with custom

Contract is silent

Central!



Transfers

Prior to collective oargaiing, a Nev fork teacner vnc vented a

transfer voujd nave to ferret

ransfer. arrange

nimseif a list of vacancies open

Interview with the princ:pa: of a school

which had a vacancy, and tnen go, hat in nand, to secure the signature

of the principal and of the district superintendent of the desired

school. He was also obligated to secure tne signature of his own prin-

cipeLl and the district superintendent Very often the approval of tne

former pair was made contingent upon the approval of tne latter This

en discouraged many teachers who were reluctant to :et their prin-

cipals know in advance that they were seeking transfers since strained

ions often developed as a result If he survided these hurdles,

the teacher then presented his transfer application to the Division of

Personnel, which might or might not approve the transfer Only teachers

had corn obation were eligible for transfer s,

the other nand. -L.nanged scnocls vita no formalities Ir a principal

wished to hire any

could take

to fill a long term leave, he

t eacfse, who applied

RegL-lar teachers found the transfer procedure unpredictable,

cquiLable, and

a release

without on the superv:so,. fel', they were locked In their

schoos and favor

If the:e was a personalIty clash between a teacher and his principal,

the only way out of what might ne nn intolerable sit.iat :on for the

impossible to secure

transfer from e;rflrlt-to -stafr schools The teachers
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teacher vets res,gration Many teacners turned to otner school systems

Some cnose substItJte StatIS lr the new York school system, a status

vhich gave the© freedom of movement

The Li-FT-Board or Edrrtation agreemept sets impersonal

transfer pro,edures for every category of employee In each of the bar-

gaining ICS On a given date lists of vacancies available for trans-

rer &re sent to the scnools 4 teacher vi,h fide !ears or service on

regular appointment (equivalent tont-att teacher in Detroit) who

wishes to transfer may indicate six choices, ranked In ordcr of prefer-

ence u lime

an elaporate seniorit/

teachers may transfer rrom each school and

spelled out 11 he con,ruct, determines

be granted a transfer if there are too many requests Senior

icy also determines which teacher shall be granted transfer to s partic-

vacancy 'here too or more applicants have requested the same one-

Protection for di r trn-- sch secured by limiting

who may i:rst-isr,zr out of such schools to five percent of the

appointed teachers and iimitinc drastically transfers Into schools

-1th high Percentages of experienced teachers Stabilit', Is ruche,

aided n! denying transfers to teachers drio nave served less than five

years in a s ht5ol On Permanent appointment or since thC1,- most recent

voluntar( transfc

Despite the efforts v more stable stasis tn.: limits-

-mons On transfers the centrei placement of 5ub5L,tuteS ghsnting

job-retertion rights and sen i 1Fhts with respect try the rotFi-

tiOn or the prefer re assignments New iorK sLiil has a lon4 to go



to achieve stability In LnIs arca Too many "'actors militate against

it For exmmple, there is a massive proportion or youog married women

on the stair whicP insures large numbers of requests for maternity

leaves Such women are usually out or the classroom for at least roux

years If the teacher conceives again prior to her return, a new leave

musi, be g-rarted and some women have been out or the classroom for very

extended periods Many of them never return to the system The massive

proportion of substi''e Leachers on the striff is another unsettilLng

facto- since, despite central placement, they have round It comparative-

ly easy to shift schools

In ad-i!iiion. hardship
10

transfers may be granted to Leachers with

only three years service in a school on r appointment Such

teachers may not cnoose the schools to which they wish to transfer

Another exception is made in the transfer rules for teachers who volun-

Leer to go to special service (ghetto) school

transfers be

Not only may such

iectuated of regard to the elaborate transfer ro.ie

but the teacner is g,-uaranteed the right to returr his sending, schoo]

or a comparable school AL Lht, end or AL his on request No men-

Lion is made 01 transfers other than to guarantee tnaL there

sill be no change ithout prior consultation made in the eccessing

rules e procedues for transferring teachers -hose cc :ions

10
' hardsni2 transfer is 9 transfer granted co a teacher who is

other-wise ineligible under tne regular poce,itire Travel time exceeding
one and a half hours 15 the nril criterion spelled Out in the contract
Hardship transfr-s on other grounds are exceedingJy riare
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wichLo a school become reouPciant because or d oecl,nr in the number or

classes in a school

The DrT-Detroit agreement does not discuss procedures for voluntary

transfer of contract teachers it does mandate the parties during the

term of the current contract, to evaluate the effect of the recommenda-

tions made in January 1967 by a Joint committee whicn studied the three-

year transfer plan Transferring . teacher at the end of the probation-

ary period nas been a feature or the Detroit school scene After de-

scribing the kind of assignment a beginning teacher may expect, the

Detroit PlJblic Schools Teachers Bullet n Plumber 1-1, 1966, goes on to

ttate, "Alter a period or three years, the teacher will be placed on an

tlikibility list for reassignment Each teacher will receive an assign-

ment in a different school experienced help is needed and where,

rhere is a difference In the racial or socio-economic composi-

tion of the pupil population The Union and the Board are to decide

jointly whether or not the recommendations of this Joint committee shall

become permanent policy

With respect to invnluntary transfers, contract Leachers must re-

ceive at least a week's_ notice of such transfers and substitutes must

wen at least two day's notice before an assignment is closed out

The method of teacher assignment, which has been r_,-Jestion of contro-

versy is different in Detroit from rle,, 100',



(JUmM_AY Or CONTRACT PRoviSioNs wypRNING TouNsFER

OP TEACHERS

Vho ma,)

aPP1Y

We Yoik

Teachers '=i t' Ciye Or more years or

service on regular appointment
the school

? Method of

applying

3 Rights of

ancalcant

DeLrOIL

Applicant Indicates six choices from
schools on official list of vacancies,
ranked In order of preference

Applicants from any school axe ranked
on transfer list in order of senior-
ity, length of service thin the
school, and applications are processed
In that order IF several teachers re-
r,uest the same vacancy iu goes to the
one vath the longest -..trvice vichin

his school

J

Limita-
-tions

Only five percent of the appointed
teaching stall may be transferred out
of any school in one year No more

than two teachers Liall be transferred
into any school whose experience index
(ratio of appointed teachers Yith five

years total Leaching experience to all
appointed teachers on a school staff)
is abc,ve that for the city If uhe can
is more than 28 percent Jrilv one

Leacher "ill he transferred to A

teacher 'rho is granted a transfer to
one of his six choices and refuses to

accept is barred from reduesuing
transfer the folloYang spring

5 Exception-
al cases

Hardship transfers may he granted to
Leachers vitn only three years service

on regular appointmenu ,within a
school The Leacher is barred from
indicating a choice Teachers EniV!

transfer free]_; to special service
schools and request to return after
one year

A joint committee U! the

Union and the 3,oeird has

made rccOmmendaLiooS and
the Union and the Board

dill decide jointly
Yhether Or not to make
permanent policy

6 Involun-

tary
transfers

No change Jill be mad- in excessing
rules ,Jithout prior consultation Jith
the Union

Contract teachers must
reccave at least a 6eek, s

notice and emergency sub-

stitutes in reglilar post-
tons at least two da:,s
notice of such a trans-

fer The joint committee
is studying Lho three
ye r
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Control Over Professional Clatters

Control over areas of orofessional decisions such as curriculum,

teaching materials and methods, Crie evaluation of pupil progress, etc

has been the most Jealously guarded prerogative of the Nev York City

Board Very :'ev concessions CO control or participation by teachers in

these areas have been made In any of the four agreements negotiated so

far, and in each case these have been among the last issues to be re-

solved Each agreement has extended somewhat the Union's powers

There is provision even in the first contract for monthly consulta-

tion between the Union and the Superintendent and between the Union

chapters and the heads of their schools or units W'nile questions of

professional conditions may be broached in these meetings, the Union has

little or no control over these matters No provision is made for fur

tier steps 11 no consensus is reached The principal or the Board is

then free to act unilaterally

Nothing appears in any of the contracts regarding curriculum.

teaching materials or methods, or teachers rights with respect to

grading their pupil:, A grievance concerning the last point has been

carried through the three steps of the grievances procedure on grounds

of violation of established policy and practice and is currently in lit-

11

lgEitlon in the courts Such a grievance may not be carried to arbi-

tration

11 Since the above was written an adverse decision has been handed

dove. based on procedural grounds and leaving the substantive oues

undecided
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In 1963 a preamble was written into toe agreement acknovledging the

common rc naibility and tnteresL of the Board and the Union to working

toward educational excellence and a promise to strive to achieve a mutu-

ally acceptable formulation of general objectives and of long term edu-

cational goals and programs in such areas 01 mutual concern as the re-

cruitment of qualified teachers, the improvement of difficult schools,

the reduction of class size, and the development of a more effective

curriculum

In connection herewith, the Board of Education acknowledges that

the United Federation of Teachers has submitted proposals for the
improvement of difficult schools The Board affirms its intention
of moving immediately to develop s program for difficult sc1-_ools

in consultation with the Union, as veil as other educational and
community groups, es part of the Joint responsibility of the par-
ties, taking into account the Union's proposals as well as the
further assistance the Board can obtain from the Union in the

formulation of A major approach on this problem

The plan referred to was the Union's plan for the More Effective

Schools, a comprehensive restructurinr, or difficult schools making mas-

sive changes in class -size school size special services administra-

tive and supervisory personnel, and provision or teRchinp, materials

The Union's proposal included a formulation or the philosophic basis

of the changes proposed It aimed at fosterinp, a mutually cooperative

climate among tht Jarious disciplines working together in the school,

and between the school on one side and the narents and community on the

other AS a result of these negotiations twenty -one such schools were

sit up between 196JJ and lP67

Although considerahlt controversy has arisen as to the academic

improJement, achieved by these schools (stt Fox D . Expansion of the
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ore Errecti,,e School Program, Center ror Urban '-'clucation, September

190 and Schvager, S , tin Analysis or the more Effective Schools Programs

Conducted by the Center for Urban Education, United F.2cieracion of Teach-

ers, October, 1967 , there is no disagreement as to the favorable effect

or the program on school-community relations, school climate, and the

proressional sate suction of the staff The C U E study which con-

cludes that academic improvement has been small, advocates the continu-

ance of the program There is no agreement on the Union's characteriza-

tion of MFS as an integration plan

The continuance end expansion of this program an became an impasse

Issue in the 10C)7 bargaining round The Board had unilaterally ordered

the elimination of two professional positions in each school, positions

orowidinP two of the auxiliary services which were part of the compre-

hensive m E S Plan, and had dissolved the administrative unit entrusted

with the leade -ship and servicing oe the M S schools The Union re-

garded this as a first step coward phasing out the progr am and demanded

its expansion instead

tion resulted in the Incision of a clause In the preamble

promising, the continuation of the M E S program elong with several other

Intensive experimental programs (the Ail Day Neighborhood School pro-

gram which has now been in existence for a generation and is generally

acknowledged to have proved its worth is included as an 'experimental'

program) and setting aside $10 000.000 in 1968-59 to be used 'Ion the

purpose of making further progress in the development of new programs

for the elementary schools A new clause A;t1Cle XVII seta forth the
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desirability of constant experimentation in methods and organization or

schools and the agreement on the part of the Union co racilitate the

voluntary participation or its members in such programs, with e recipro-

cal promise on the part of the Board to keep the educational experimen

tation consistent vith the standards or vorking conditions prescribed

in the agreement

Another area of serious disagreement arose over the Union's demand

in 1967 ror a clause giving teachers Rovers vith respect to the exclu-

sion or "disruptive' children The issue vas resolved by the inclusion

of Article XvIll incorporating into the contract a special circular on

procedures to be used in handling children vho engage in violent or dis-

ruptive behavior Tnus disciplinary action becomes subject to the grie-

vance procedure to determine whether the circular has been folloved

After one year the procedures may be altered by mutual consent

The circular permits the teacher to send to the principal under

escort any pupil who threatens to or engages in physical violence in the

classroom, and mandates consultation 'bet-' en the principal and the

teacher prior to ,eedmission of the child to the class Seriously dis-

ruptive chiloren are to be reported to the principal with 5 vritten re-

oort containing substantiating data The principal must then undertake

an investigation and take action in the interests or the school and the

children if this action is not effective, the child is to be referred

to other facilities either in the school or in the orrice or the district

superintendent do final decision 13 to be arrived at without

pation of teacher :Id. pare-it and other appropriate personnel
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If the principal's action is ineffective or the child is repeatedly

sent back to the same class loom, the Leacher may appeal to the district

superintendent vho must set up an appropriate reviev procedure In addi-

tion a tripartite panel must be set up in each district to hear appeals

from the district superintendent's decision, one member selected by

Union, a parent selected by the local school board from a list submitted

by the district parents council, and a psychologist, social worker or

guidance counselor employed by the school system, select d by the dis-

trict superintendent The panel vill make recommendations to the Super-

intendent of schools who v111 render a decision .'ithin 30 days during

1967 -68 and thereafter w1Lnln 15 days

The new contract contains, for the first time, provision for on the

Job training of the inexperienced teacher enterilg the New York City

school system The Union has agreed to relaxation of the rules against

infringement on preparation periods during a teachers first year of

employment It permits the principal to mandate the use of not more

than 20 such periods during the school year for observation of more ex-

perienced teachers or consultations vith colleagues familiar with class-

room problems In addition, classroom assignments of these inerperi-

enced teachers may be made without regard to the rules governing the

rotation of assig riLS The Superintendent of Schools may direct these

teachers to participate in a specie after-school training program of

not more than two hours per week for not more than fourteen weeks

Beginning with September 1968, in special service schools, the

number of preparation periods which may he used for mandated observation
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of and consultation iith colleagues is increased to 30 ouril)g a teacher's

first year of employment and to 20 during his second year

It is likely that many of the more militan'_ elements in the UFT re-

gard this concession as a step backyard in the Union's progress The

right of teachers to self-directed preparation periods was one of the

most Conspicuous gains in collective bargaining It is, however, a new

area opened to the collective bargaining process It remains to be seen

how the Union will use this opening in future negotiations

One more professional area has been breached in the current con-

tract Principals must now post copies of their annual financial state-

ments and audits of school monies

Detroit devotes far more space in its agreement than does New York

to areas of professional concern This may be a reflection of an atti-

tude of greater mutual respect on the part of the Board and the Union for

the other's professionalism, and a belief in the possibility of coopers-

alive action

The document contains. both in the preamble and the body, an un-

equivocal statement of commitment on the part of the Board and of the

Union to the cause of quality integrated education A dttakled list of

measures in the area of curriculum and textbook changes is made In ad-

dition the use of federal funds to reduce class site in inner city schools

to a maximum, of 25 pupils. with proportional reouctions in special edu-

cation classes on half-day sessions, and for increased use of special

services, psychological, medical and dental. is Pledged The Board is

obligated to designate the personnel necessary to implement these plans
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The Federation pledges to cooperate with the Administration and the

Board to seek greater staff integration A Joint committee of the Fed-

eration and the Administration is set up to work with teacher training

colleges toward developing a course of study geared toward understanding

and working with children with cultural differences Federal funds are

to be used for assisting teachers who are teaching for the first. time in

schools in economically deprived areas through internship programs and

other methods

Provision is made for review and revision of testing programs with

the ob)ect of eliminating culturally biased tests

while recognizing the necessity for compensatory education in eco-

nomically deprived areas, the Union and the Administration agree to in-

vestigate ways of achieving quality integrated education and to recom-

mend to the Union's executive board and to the Superintendent programs

which further racial integration of pupils Funds to achieve these goals

are to be aggressively sought

Both agreements negotiated in Detroit have contained a section de-

voted to discipline which was lifted bodily from pre-existing school

regulations It affirms administrative support to avoid undermining the

teacher authority Procedt,.res to be followed by a teacher who wishes

to exclude from his class a child who in his opinion is causing serious

disruption are then outlined The teacher confers with an administrator

or counselor and files a written statement of the problem within twenty-

four hours A conference must be held including the child and at least

two others, an administrator, a counselor, social worker, school
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psychologist, or attendance otuicer, or a pareni of ire child The

teacher may be there unless he feels his presence is unnecessary He

must be informed, however, of the results of the conference and the ad-

justment which has been made

The conference may decide on one of several measures ranging from

return to the class, with the understanding that the child will correct

his behavior, to suspension If all the Leachers who work with a child

recommend suspension but the principal disagrees, a referral is made to

the region superintendent who meets witn the principal and teachers to

decide whether or not to suspend Lists of offenses which may warrant

exclusion are given and of offenses which must be reported to the police

by the principal The former includes obscenity or profanity, posses-

sion of tobacco or pornographic literature, skipping classes, defiance

of authority, inciting violence or disobedience, petty theft or vandal-

The latter includes extortion, possession of narcotics, alcoholic

beverages, a knife o: other weapons, and of fireworks, arson, serious

theft or vandalism and false alarms of fire or bombs Suspension may

result from persistent disobedience which interferes with the weil-being

or the instruction of other students, or an assault upon a Leacher

Provision is made for maintaining a record of discipline cases

which shall be accessible to the staff, and for counseling by his supe-

rior of any principal who is unwilling or unable co support teachers in

maintaining school discipline

The teacher's authority with respect to the evaluation of a pupil s

work 15 unequivocally asserted by the contract The Board and Onion have
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agreed that the teac',er shall be considered an expert in evaluating the

work of his pupils and that the teacher's integrity in marking his pupils

will be respected No other person may -.:riunge his marl( nor may anyone

set a maximum or minimum limitation on the number who pass or fail

Another area in which Detroit teachers are given a voice Is in the

use of monies in the school fund the accumulated earnings of school

projects The responsibility for administration of the fund is ack-

nowledged as the principal's, but allocations are the Joint responsibil-

ity of the principal and a School Fund Committee which Is Co be appointed

by the principal, elected by the fecult) , or chos, by any other

as mutually agreed upon by the scnooi u:ion clmmittee and the principal

The Union has been allowed voice 1- teacher promotion policies

and practices Not only has provision been made for joint review by the

Board and the Federation of these policies and practices, but the Board

has agreed, on a trial basis, use a petr rating form developed by the

Union and the Office of Personnel in evaluating candidates for promotion

addition the agreement contains dates for the

regular school-wide testing programs, and for expansion of the inservice

training program

clause

rovide more and better trained personnel

vidilg for joint planning for a pattern of utilization

cial education rooms in a selected number of schools and evaluation of

Such a p, a clause providing for free summer school programs for

en .dho fail and for free summer school classes for some

children clause providing for expansion of tne school psycho-

logical and social work 'ALA into the summer school period i5) for
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annual revisions of supply lists with teacher participation on the com-

mittee (6) for in-service training of staff prior to the introduction of

any new programs (7) for reimbursement of tuition for approved courses

taken by qualified employees who are willing to serve in any school to

which assigned, and (8) for the right of television teachers to review

and correct each recorded lesson

Provision Is made for meetings of designated representatives of the

Board and the Union at least once a month for consultation. Any agree-

ment reached is to be presented by the Superintendent as his recommenda-

tion to the Board of Education. If no agreement is reached, a confer-

ence committee must be set up, composed of the Superintendent, Union

representatives and Board members, the committee is to submit a written

report to the iLll Board, setting forth any agreements reached or, in the

absence of agreements, the specific issues which are unresolved and the

respective positions of the parties The Board must consider tnis report

at its next regular meeting or at a special meeting publicly called for

that purpose

Provision is also made for consultation at least once a month be-

tvern the principal of each school and the school union committee wide

latitude is given in the choice of topics for discussion The only lim-

itation stated is that such consultationo may not result in decisions

which change either the agreement or any established Board policy or pro-

cedure
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"VIOL oveR pRorEs IONAL tAATTEliS

New Yor'A Detroit

1 Consulta-
tion

Monthly consultation between
Union ana Superintendent,
and Principal and scnool

chapter No provision for
handling matters in wnicn no
agreement is reached

Monthly consultations between Su-
perintendent and Union Matters

agreed to are rhen presented to
the Board as the Superintendent's
recommendations rnnference com-

mittee mandated in case of fail-

ure to reach agreement monthly

consultations between principal
and school committee ray not

make decisions altering the
agreement or established policy
ar,d practice

Pupil's

marKs

Contract is silent Teacher has absolute control

Advance-
merit to pro-

motional

positions

Contract is silent Joint review by Union and Board
of promotional policies Union's

peer rating form to be used on

experimental basis in selection
of teachers for promotion

14 Discipline Teacher can initiate action
Teacher may appeal to the
district superintendenr if

principal's action is iner-

fective
Tripartite panel selected
by local school boa.d, dis-

trict superintendent, and
the Union set up in each
district ,,c, review such

cases

Affirmation of need for support
of teacher's authority by school

administration Teacher may in-

itiate action Conference must be

held In cases of disagreement
between the child's teachers and

the principal, referral is to be

made to the regional superintend-
ent Joint meeting of the tatter,
the principal, and the teachers
precedes decision as to whether

to suspend the child Lists of

offenses warranting suspension
and report to the police are

included

5 Quality
Integrated

education

more Effective School,' pro-
gram (In at least one

school the introduction of

the la F 5 program has led
to reverse busing from a
middle-class white area to

a minority ghetto school )

Categorical statement of belief

in integration of pupils and of

staff
Provision for joint improvement
of curriculum. textbooks, testing
materials for children with cul-

Cural differences Use of federal

funds for compensatory measures
in inner-city schools. reduced
class-size. increased cervices
Joint measures to further staff
integration
internship program to assisc,
teachers newly assigned to
schools in low soclo-economic

areas
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Octroi,

Principal must post rinancial
report and audit

7 Ex-pert-

mental

programs

Allocation or funds made by a
school fu_no committee chosen in a

manner mutually agreeable to

principal and school union com-
mittee

Constant ex-perimentation 15

desirable The Union will
facilitate the voluntary
participation of its
members in such programs

The Board will keep the
experimental programs
consistent vith the

agreed -upon working condi-

tions

The contract is silent

8 Inexperi-
enced

Teachers

Relaxation or preparation
periods, school day provi-

sions, and rotation or
class assignment rules
during beginning

teacher's first year in

all schools, and in
teacher's first two years
in special service

schools

See internship provision above,
under Quality, Integrated

Education
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L i,,Iscellaneous Provisions

The New York contract specifically Provides that Ole Board make

adequate supplies available in Leachers' washrooms, that pay telephones

shall be made available to teacners rot their reasonable use, and that in

schools -ithout continuous cafeteria service a v--Jing machine for bev-

erases shall be Installed It is clear that teachers had to wait for

collective bargaining to secure Job amenities most workers Lake for

granted

Among the most troublesome Provisions, measured by the number of

grievances ,hich have arisen, are the provisions for reimbursement of

medical expenses which are not covered by ins,Jr-nce to those teachers

who suffer accidents in the line or duty, and for reimbursement of

Leachers for loss or damage to personal properly of the sort normally

worn or brought to school A ceiling of 4750 00 is set on medical ex-

penses and S100 00 ior lost or damaged property The damage or loss

must not be due to the teacher's contributory negligence and must occur

while the teacher is on duty in the school This condition is inter-

preted literall, by tne Board Relmburarment has been denied for loss

sustained by a teacher on duty outside the school during a fire drill

It has also been dense; to another teacher ,/hose purse v88 snatched vhile

She vas escorting her class to a nearby playground although this was a

regular part or her duties Teachers may not be held responsible for loss

or damage to school property or to children's property, if the teacher

has exercised due care

Teachers 411i be reimbursed for thet- loss of pay while on required

Jury duty, if they promptly remit to the Board the payment received from
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the courts As the Board -interprets this, women whn serve on juries

need not be reimbursed since women are not required to serve in Nev York

The Board has agreed to assist teachers who suffer assaults in

crn^ection with their duties The prlAlcipal must report these assaults

promptly to the Deputy Superintendent for Personnel and the Leo/ Sec-

retary The latter must notify the teacher of his rights under the law

and of the law secretary's readiness to assist the Leacher with the

criminal aspect of any case arising under such assault

The Un,,Jr1 has also won a change in the Board's payment procedures

Payment is now on a semi-monthly, rather than a monthly, basis

Detroit, too, has a clause providing that adequate lunchroom, rest-

room, and lavatory facilities exclusively for teachers are to be made

avalleble in all schools The contract states that a systematic program

is being developed to upgrade existing school buildings as rapidly as

flinds and conditions permit

A $l0.000 fund is set up to reimburse teachers who suffer loss or

damage of person property of the sort normally worn or brought into

school, up to amounts of '!'100 00 for each claim As in New York, cash

is excluded But unlike New York, the troublesome "while on duty in the

schoci" phrase does 'MG appear A colcluding clause in this section

states that both the Union and the Board agree that a teacher who is re-

imbursed for such loss by insurance is morally obligated to repay the

fund if he recovers from Ln insurance company

Teachers are obligated to exercise due care in connection with

school property, but will lot ne required to do major repair or replace-

ment work on equipment or prolerty.
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SUMMARY OF MISCELLANEOUS PROVISIONS

ew Yorl, Detroit

Additional
facilities

2 Reimbursement
for

a Medical

Expenses

b Loss or

damage co

property

c Damage to
school

property

Adequate supplies must be
provided in teachers' wash-

rooms, vending machines for
beverages in the absence of
cafeteria service, and pay

telephones

Adequate lunchroom,
washroom, and rest-
room facilities ex-
clusively for teach-
ers must oe provided

Up to 1750 00 of a teacher's

uncovered medical expenses,
if the teacher is the victim
of a school-connected ac-

cident or assault

Up to $100 00 per claim

Must occur ,-rhile teacher is

on duty in the school Cash
is excluded Teacher must
exercise due care

Teacher not responsible, if
he exercised due care

Contract is silent

Up to $100 00 per

claim, cash excluded
Total for all claims,
$10,000

Teacher must exercise
due care Will not be

required to do major
repair or replacemert
work

Jury duty n teachers who serve on
juries will receive their
proper salaries upon re-
mittance to the Board of

their pay from the courts.

The contract is
silent

Assaults on

teachers

Principal must report WS-

sau.ts promptly to Depart-
ment of Personnel and Law
Secretary, who must render
assistance to the teacher

in any criminal proceed-
ings in connection with
the assault. Absence due

to assault will not be
charged against teacher's
absence reserve.

Absence due to

school-related as-
sault may not be
charged against
teacher's absence re-
serve
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M Procedural Rights of Teachers

In New York a tc:acher who is summoned for medical examination,

either physical or psychiatric, with a vie', to determining his medical

competency, is granted the right by the contract to have the report of

the medical division sent to his own physician, at his request If

the report of the Medical Division recommends placement of the teacher

on leave of absence without pay for a period of more than three months,

or termination of service, or disability retirement, the teacher may re-

quest an independent evaluation of the findings An ad hoc committee

consist.ng of a physician selected by the teacher, one selected by the

Board, and a third selected by the other two will then review the find-

ings and submit an advisory opinion to the Board The teacher and the

Board will share the third physician's fee

The contract also protects teachers who are summoned to the office

of the district superintendent or to the Office of Personnel The

cher must receive a statement of reasons for the summons and at least

two days notice, except in cases of emergency or where considerations of

confidentiality are involved

Unless the it,-:rvi ©w is to be completely off the record (this in-

volves not only the contents of the interview but also the very fact

that it was held) the teacher must be informed that he may be accom-

panied by a representative of his choosing who may be a fellow teacher

or y employee of the Union who is not a lavyer However, if an at-

torney is present to represent any other person included in the inter-

view. the teacher may bring an attorney
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The teacher is protected against having a damaging dossier built up

without. his Knowledge by a requirement that he must be given a copy of

any derogatory material which is being placed in his personnel file, and

his signature attesting to such receipt must appear on the document

Such a document may not be placed in the file after the lapse of three

months between the action or incident recorded and the reduction to

writing The teacher has the right to attach an answer to any material

placed in his file, to examine his file at reasonable intervals, and to

reproduce material in the file Material which is proven to be inaccu-

rate or unfair must be removed

The contract extends to regular substitutes and probationary

teachers the right already possessed by the tenured teacher to review of

an unsatisfactory or doubtful rating by a committee designated by the

Superintendent The adversely rated teacher is entitled to a detailed

statement specifying the reasons for the rating The teacher has a

specified time within which to file an answer He is entitled to rep-

resentation before the committee by a Union employee or a colleague of

his choice

Probationary teachers and substitutes have no further rights if the

decision is made to discharge them after such a hearing. The state

tenure law provides for a more formal hearing by the Board, for tenured

teachers facing discharge, during which the teacher has the right to be

represented by counsel.

In Detroit the contract makes no special provision for the protec-

tion of teachers found unfit to teach by the Board's medical department.
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As in Nev York, the contract does protect a teacher from any damag-

ing dossier built up without his knowledge All materials arising from

official grievances filed by a teacher are ipso facto excluded from his

personnel file and from any files used in he promotion process or for

recommendations for job placement

A dated copy of any official reports or derogatory statements by

an administrator or supervisor must be transmitted to the teacher at the

time it is placed in either his central or school personnel file, and he

has the right to submit a response to be attached to the report or state-

ment

Step by step procedures are mandated which must precede an unsatis-

factory rating There must be at least two observations each on the

part of the principal and the subject matter supervisor A conference

involving both of these officials and the teacher must be held at least

a month prior to the date on which the rating becomes final, aimed not

only at putting the teacher on noti,e, but also at discussing with him

ways in which he may improve

Neither the contract nor the Board's regulations have any provi-

sions for appeal by the teacher against such a rating. The regulations

based on the state tenure law, however, require a full-scale hearing with

procedural safeguards no earlier than 30 days after the filing of charges

which may lead to discharge or demotion, and no later than 65 days after

the filing of such charges Before the teacher who is rated unsatis-

factory may be discharged he must, if he is a continuing tenure teacher,

be transferred and be given two opportunities to attain a satisfactory
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rating Thus three unsatisfactory ratings in consecutive terms are

needed for discharge A probationary teacher may be given the fame

opportunity at the option of the school district
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SUMMARY OF CONTHICT PROVMONS DEALING WITH THE. nACHER'S
PROCEDURAL RIGHTS

New York Detroit

1 Medical
disabil-

qty

Teacher has right to have
findings of Board sent to his

owm physician
',there extended leave without
pay or involuntary disability
retirement, or termination of

service is recommend!d,
teacher may secure an inde-
pendent review of the medical

findings

Contract is silent

Files Teacher rn t receive and ack-
nowledge receipt of copy of

any derogatory report placed
in his school file at th-
time it is placed there
It must be timely, 1 e , no

more than 3 months after the
date of the event recorded
Teacher may append answer

Material proven inaccurate
or unfair must be removed
Teacher may examine and re-
produce file upon appro-

priate request

Dated copy of official re-
port or derogatory state-

ment made by a superior
must be transmitted to
teacher at time of place-

ment in either school or
central file
He may append An answer
No material arising from

off:..cial grievances may be
placed in file, or used in
promotion or job placement

process

Unsatis-

factory
rating

Regular substitutes and pro-
bationary teachers receive
the same right to review by
a superintendent's committee
as the by-laws give to reeu-
lar teachers on tenure

At least two observations
each by the principal and
the subject matter super-
visor must precede an un-

satisfactory rating
Joint conference of above
and the teacher must be
held at least a month DTi-

or to final date of
rains

h. Discharge

for unsat,

isfactory
work

Governed by state law Governed by state law
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N Grievance machinery_

Before the establishment of collective bargaining a grievance pro-

cedure called the Staff Relations Plan was instituted in the New York

City schools Under this plan a teacher who felt aggrieved could appeal

for a hearing on his grievance Grievances might concern actual teach-

ing conditions, excessively burdensome class assignments or an inequit-

able share of non - teaching duties, failure to support the teacher

authority, unduly harsh criticisms of the teacher's performance, denial

of proper salary credit or of sick pay, etc His first step was an ap-

peal to his principal On this step he might be represented by any col-

leagues chosen from his own school The second step was an appeal to the

district superintendent and at this point the teacher might choose a rep-

resentative of anyone of approximately one hundred teacher organizations

to represent him The third step was an appeal to the Superintendent of

Schools who vas to select a hearing officer to act as his "alter ego",

hear the partie.: and recommend a decision, The teacher might again be

represented by a member of a teacher organization.

It was expected that the hearing officer would be selected from

outside the school system, and this vas actually the practice for the

first cases which reached the third step. Very soon, however, the 'Ter-

intendent turned to selecting from among the supervisory staff assigned

to headquarters, to the great dissatisfaction of the teachers.

It was not until the "vT won the right to collective bargaining

that a grievance machinery providing for outside review of findings in

grievance cases vas established.
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Under the current agreement a teacher may bring a complaint that

there has been a violation or misi-terpretation or inequitable applica-

tion of the agreement which affects him personally, or that he has been

treated unfairly or Inequitably by reason of a violation of existing pol-

icy and practice He may not bring a grievance concerning any matter for

which another review procedure is prescribed state law or the state com-

missioner's regulations, or by Cre Board's by-laws, or concerning a

matter on which the Board hss no power to act Groups of employees so

affected may also initiate grievances The Union may initiate or ap-

peal a grievance involving alleged violation of the

Except for certain special matters which arc initiated with the

Deputy Superintendent for Personnel, the same three steps arc followed.

Step 1 is a conference with the head of the school, Step 2 with the dis-

trict superintendent, and Step 3 with a supervisor ass1Nned to represent

the Superintendent of Schools A fourth step has been added, however,

hearing before one of a panel of three impartial arbitrators This step

is held in accordance with the rules of the American Arbitration Associ-

On Step '. the teacher Is limited to representation by a colleague in

the school who may or may not be the :hmpter chairman where the chap-

chairman is not the representative, he must he invited to the confer-

ence, the grievance involves the interpretation or terms of the cgree-

ment or the working conditions or welfare of employees in the bargaining

unit. At Steps 2 and 3 and in arbitration, the teacher may choose a

classroom teacher to represent him or an employee of the Union. In any
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case the Union has a right to be present when the terms of the Agreement

or the working conditions or welfare of employees in the bargaining unit

are in question

A grievance involving the application or interpretation of the

agreement may be submitted to arbitration by the aggrieved teacher or by

the Union unless it arises under Article v, A Statement of Policy, or

any term of the agreement Involving Board policy or discretion In

matters involving Board policy or discretion the only question which may

be submitted is a request for a determination as to whether the Board's

policy was disregarded or applied in so discriminatory, arbitrary or

capricious a manner as to constitute an abuse of discretion.

Arbitration is further limited in tnat the arbitrator may render

no decisions modifying the terms of the agreement or of applicable law

and regulations having the force t.nd effect of law, or limiting or in-

terfering with the powers, duties, and responsibilities of the Board

wider its by-laws, applicable by and regulations, or violating the

restriction above on matters of policy and discretion.

Time limits have been set an each step, On Step 1 the employee

must initiate his grievance within a "reasonable" time following the act

or condition which gives rise to the complaint and the principal must

respond within five school days. To proceed to Step 2 the teacher must

respond within five school days. The district superintendent has 15

school days to render a decision- The appeal to Step 3 must be made

within ten school days and the Superintendent must decide within 15

school days. Failure to render decisions within the time limits on Steps
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1 and 2 frees the teacher to proceed to the next step Failure to meet

the time limit on Step 3 does not free the complainant to proceed to

arbitration unless, after the expiration of 15 days, a notice of inten-

tion to proceed has been filed and the Superintendent has then failed

to render a decision within 20 school days after receipt of such notice

where a decision has been rendered, arbitration must be initiated within

ten school days Time limits may be extended by mutual consent

Provision is made for frequent consultation between the Board and

the Union to determine priority handling of Step 3 grievance conferences

which require prompt disposition Special provision is made for highly

accelerated time limits at periods of school reorganization

The Union regards this procedure as greatly superior to the proce-

dures under the Staff Relations Plan because (1) time limits are far

more realistic, (2) the Union is represented on every step, (3 there

is definite recognition in the agreement that the various .steps are

conferences", not "hearings where the supervisor acts as a judge, and

the arrival at mutually satisfactory solutions is strongly urged, (h)

recourse to a truly impartial arbitrator is available

The Board and the Union agree to accept the decision of the arbitra-

tor as final and to abfde by it, i e , 11 grievant is sustained

the Board will apply the decision in the case appealed and in all sim-

ilar cases. and, if the grievance is denied. the Union will refrain from

carrying through similar grievances In the newest contract the arbitra-

tor is empowered to recommend a remedy where he finds a violation The

extent of the Board's obligation to accept this recommendation which has

been the subject of great controversy is not clarified in any way
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Prior to the 1965 agreement, Detroit teachers were expected to seek

redress for grievances through regular administrative channels, begin-

ning with the principal The Superintendent had set up a Grievance Com-

mittee to which the teacner might apply 'hen the grievance had not been

satisfactorily reached through regular administrative channels or if

the teacher felt it would be inadvisable to proceed through such chan-

nels There was no provision for representation of the teacher The

decision to afford the teacher an opportunity to confer with the Commit-

tee was completely at the discretion of the Committee No provision was

made for appeal The contract sets up a five-step procedure

A grievance is defined as a complaint, submitted as a grievance,

which involves the work situation, or a deviation from, or misapplica-

tion or misinterpretation of a policy or practice, or a violation or

misinterpretation, or misapplication of a provision in the Agreement

The teacher may take his complaint directly to the principal either

alone or accompanied by the Union building representative, prior to its

submission to the grievance procedure If the teacher decides to use

the grievance machinery, the grievance may be initiated and discussed

with the principal either by the teacher accompanied by a Union repre-

sentative, who may be the building representative or from the central

staff, or by the Union representative for the teacher, or by a Union

representative in the name of the Union. The principal must render his

decision in writing in ten days.

The teacher and/or the Union have ten days to appeal to the dis-

trict superintendent on Step 2. The latter must offer all persons who
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participated on Step 1 an opportunity to be heard Unless specifioally

requested by either the district superintendent or the Union, there need

be no meeting of all the parties A decision in writing with supporting

reasons must be transmitted to all parties within 15 days

The Union has ten school clays to appeal this decision to the Super-

intendent of Schools or to his designated representative This time the

appeal must be in writing and be accompanied by ',he decision on Step 2

Provision for hearing all the participants and for a joint meeting of

all the parties are similar to Step 2 The Superin-..c,dent has 15 days

to transmit his decision together with supporting reasons to all parties

The Union has ten days to appeal, in writing, to the Board of Edu-

cation, which, in turn, has 20 days in which to give the Union an op-

portunity to be heard and 25 days from the receipt of the appeal to

transmit a decision to the Union, in writing and wYth supporting reasons

Within 20 days the Union may submit any such decision to advisory

arbitration under the rules of the American Arbitration Association, or

it may request a further meeting with the Board to consider other meth-

ods of settlement upon which a mutual agreement can be reached, including

no,-governmental mediation and binding arbitration

Time limits may be extended by mutual consent set down in writing.

Provision is made for grievances requiring immediate action to be ini-

tiated at a higher step than the head of a school, for protecting teach-

ers at any step from having to meet with an administrator without union

representation, and for the excuse with pay of persons involved in a

grievance being processed during school hours.
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This procedure seems to have been found satis'actory to both the

Union and the Board since no changes from the provisions in the 1966 con-

tract are found in the 1967-69 contract It is also significant that

during the first year and a half of this procedure very few grievances

were carried beyond Step 2 by the Union, which alone has the right to

proceed further

There are several significant differences between this procedure and

that instituted fn New York Firstly, although it is not often done, a

Detroit teacher may avail himself even on Step 1 of a represehtative

from the Union's central office, he may also choose to have this rep-

resentative initiate his grievance either in his (the teacher's) name or

in the name of the Union Only the Union may carry an appeal to Step 3

or al In New York, the bringing of a grievance is regarded as the

right of the complaining teacher and he must initiate grievances and ap-

peals He may appeal even to the highest step, arbitration, on his own

initiative The right of the Union to initiate grievances is severely

limited

Provision for the fourth step in Detroit makes it obvious that the

Union as well as the administrative staff perceive tht. Board as able and

sometimes willing to differ with the Superintendent's thinking on school

problems This has apparently never occurred to the school staff in Nev

York The provision for a pre-grievance discussion of the complaint by

the teacher, the Unit building representative and the principal seems

to set the tone for a genuine exploration of possible sclutions without

the injection of fe
I

lings of resentment on the part of the administrator,
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entrants into the school system '-'1]) be eligible for CE, however, only

if they nave actually earned an M A and have subsequently completed

thirty credits with this change in requirements Cu as an independent

scale should in time disappear, since teachers who earn placement on C6

vial automatically earn placement on C6 plus P D

These scales can he compared with those existing on June 30, 1962

prior to mr1,, institution of collective bargair In the Nev York school

system Only CI, the base scale, C2 and CE weI it existence The base

scale started at $L800 and rose to $8650 in thi tee unequal increments,

heavily weighted toward the top of the scale The T rat two increments

were 1200 each, the next five were $270 each, the lest six were $350

each Teachers on C2 received an additional $600 at each step over the

parallel step on Cl Teaches )n C6 received still another $600 Table

2 shows these schedules

TABLE 2

SALAPY SCHEDULES IN EFFECT FOR NEN4 ;ORK TEACHERS
TN JUNE 1962

Saler--;

St.ep

2

5

6 Eoao

5200

8 555o

9
600.

io

(4-)ou

I? 79-,o

13 8yio

C1 (2 cE

B A Base scale B A plus 30 credits B A plus 60 credits

h800
;0o0

5200
L70

5-0J(1)

r-)e.u0

5100

5(,no

6870

Li o

561 0

69',0
7 r n

5 sr,

8ono

835('
O

{iii

9050

t 5600
5800

6000

6270

551,0

5,810

7o8o

7350
7700
805o

8h 01)

87,,n

oioe
011 c0
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who may perceive the filing of a formal grievance as an attack on his

good faith in the discharge of his duties, and the consequent build-up of

hostility by the teacher in response to this resentment

Provision for conferences between the Union and he Board, in case

a real impasse is reached, and for a variety of vays of seeking a solu-

tion to such an impas!:e argues a great deal of mutual trust on the part

of the Board and the Union on the openness to viable solutions



SUMMARY OF PH0v1SIONS FOR A GRIEVANCE PHOCEDUML

New York Detroit

What is
griev-

violation, misinterpretation

or inequitable application
of the contract, or of ex-
isting policy and practice

Complaint involving the

work situation, deviation
from, misapplication, or
misinterpretation of pol-

icy and practice, viola-
-Lion, misinterpretation or
misapplication of the con-

tract

Power to
initiate

Rests with the teacher
Union may initiate where
violation of the agreement

is alleged

The teacher, the building
esentative, the Union

?over to
appeal

Rests vith the teacher un-
less it involves a viola-

tion of the terms of the

ement

Teacher may carry appeal
to Step 2, beyond that i

rests with the Union

Steps Step 1, school level
Step 2. district superin-

tendent
Step 3, Superintendent or
Schools or his designated

representative
Binding arbitration See

text above for limitations
on arbitrabilitv of criev-
ance5 and on arbitrator 3

dec1310115

nforma
incipal

scussion with

Step 1 school level
Step 2, district superip

tendent
step 3. Superintendent of
Schools or his designated

representative
Step L, Board of Educa-

tion
Step 5. advisory arbitra-

tion or joint conference
of Union and Board to con-
sider other methods of
settlement. po5sibly bind-

ing arbitration with mutu-

al consent

tat ion

chapter chairman or

other collesAut in the

school
Step 2 and beyond cent:-al

In Info CVe51071_

hui1din5 representative

Thereafter central



Time

limits
a Initia-

tion
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Nev York. Detroit

Lime

Step 2, 10
after
cis ion

Step 3, 10 school days
after district superin-
tendent's decision
Arbitration, 10 school

days after Suoerintendcnt
decision

1 e

1 days
s de-

ool level, no time lim-

d for initiation
Step 2, 10 scnool days
after principal's deci-

sion

Step 3, 10 school da
miter region, superinten-

dent's deci

Step IA, 10 school days
after Superintendent's
decision

Step 5, 20 school days
after board's decision

Deci-

sions
St- p 1 5 school days

Sten 2. 15 school days
Step 3, 15 school days
Arbitrator. one month
after final presentation

of proofs and briefs

Step 1. 10 scnool days
Step 2, 15 scnool days
Step 3. school days

Step h, 25 school days

Step 5, not stated
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UFT is recol.;nized as the exclusive bargainin, agent

for members of the ba accorded the right regular

monthly consultation vith the Superintendent on matters of educational

policy and development It has the right to be vhenever any

Board official meets with representatives of any other employee organ

ation for the discussion of matters which are the proper subject or

collective bar Ho changes or modifications may be mode in such

matters vithout negotiation with the Union

The Board agrees to honor signed requests by teachers for the check-

off of Union dues This clause has been abrogated by the State Public

lmployees Relations Board as a punishment for the 1967 strike

The Union has the right to iniii

violation of the terms of the

ces involving the alleged

these grievances

ell the vay through arbitration At all steps it may represent indiv-

idual teachers who initiate grievances. except that at the school level

this

stair

by the chapter chairman. not the central Union

case where a grievance is brought by a teacher who chooses

f represented by the Union. the Union has the right to

plicaTion of intern

the working conditions or

involved_ or

the members or the bargaining unit

The Onion has the right of access to ItItri of vacancies and senior-

Ity lists drawn

tral placement provisions

directives must he sent

must be

nting transfer on_ and cen-

all official Board circulars and

Onion. and available class sire statistics
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At the request or the Union. lh leaves of OUL vill

be granted to officers or employees of the ids i' -,11ese teachers receive

annual increment credit for the Union service their

regular monthly contributions based on their earnable salaries as mem-

bers of the teaching they receive credit toward retirement

The union chapters in the schools have also been accorded rights

Each chapter exclusive right LO taont'11x consultations with the

matters of school policy and i

schoo.. The vestiGial remnants of

s rig t prior to collective bang

ull ei

committee 1 ich had the

been derinitiv

place oust a assigned

school or

the school

Chapter chairmen must be programmed

1'

to meet within

green

ions

have

d art accessible

vc use The chapter

ool building either before or after

lunch hour at a plate

periods coed tci c

e assigned by the 4 of

eh meetings

two additional Drei=ar3tion

business vithin the In re-

Union ^ass pledged there shall be no strikes ork stoppages.

©r other concerted refusal to vork. no-

the Union the or

means of settIine disputes vithout

u t

er nc

r

50th

log peaceful

hool ogr RAI

--d recognizes OFT as the sole end exclus. ve bnr-

Raining R-gent for the ersployets in the ng unit The Union

Ot to the cheek -off of dues for its members

The -Board tlndp

tiono set forth in

make no changes existing Yorking con

IM the Pr 50ard of Education_
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the Teacher's aunt-tin, or the Administrative Handbook. rthout prior

itation of and consultation Union

The Union hes the right to monthly consultation vith the Superin-

tendent, and an elaborate procedure is outlined for resolving matters oil

ch a consensus Is not reached This has been described in detail in

the section dealing with control over Profejsional Matters

The Union has t to initiate a grievance for any teacher and

may represent s grievant at any step of cc procedure The

cher may not choose the representative of any other employee organi-

Lotion to represent him Only the Union

Step 2

5 vance

ataves of the Federation may visit the schools to in-

vestigate working conditions, teacher complaints Cr for any other purpose

relating to the Agreement. providing there :s no interference vith school

functioning

The building representative is the official representative

Union in ire school He end the school unior-, committee composed of mem-

bers of the bargaining unit selected in any manner determined by the

Union have the right to meet vith the princi a- at least monthly and to

const.1 pool problems and policies The local school chap=

within the school befo-e or after school or

during the lunch period It has the right to a bulletin board and the

rip,ht to place materiels in boxes of teachers and other profes-

sional employees

The building representative is to be excused from homeroom duties

in schools there arc more teachers than homeroom classes or if-
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:hat is not >033131c, front SOmt other hdMIn1Stralivr duly

ro "no -a tr. ledge b in simpler terms The Union prom-

a not to engage in or encourage stri. e action of any kind during the

life of the contract
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Central
rUnion

Recog-

ion

Consul-
tation
with

Superin-
tendent

Griev-
ance

Access

to in-

forma-
tion

Access

to

schools

off

s

Exclusive bargaining agent
must be consulted prior to

condi-

necessitate by ex-

ntal programs

at least monthly

Limited power of initiation

:eay renrcsent teacher
and above

If not Tell msentihe. the

teacher it has the richT. to
be nresent at Step 2 a.:
above, if the terms of the
contract are involved or the

fcirking conditions or wel-
fare of the members of the
bergainine unit

11 lists a,

5 retention. and central

cement of teachers
Official Board circulars and

directives

Class

nd school char,

(", anted b th# contract

A ed PFRB

Fourtete leaves may he

granted Increment and

5101 rights of teachers on
leave protected

t'io !strike

17:xclusive bargaini g

agent Must be consulted
prior to charw.es in e

ng reulations exTveroing

working condition

,gust meet at lease imanth-

lv Appeal aiay be made to

Board if consultation es-

.ions do not result in
consensus

Unlimited power or repre-
sentation
'eiay represent teacher at

Exclusive right
to appeal beyond Stets 2

All available informot1

etntistics and records

relevant to negotiations
or necessary for the
proper enforcement of the

arreement

hay visit freely to :nves-

tleate vorhing conditions,
teacher complaints etc .

provided there la no in-
terference with, school

ram

Cranted

Teachers on leap to work
for the Union are entitled

to exnerience credit
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School

chapter

n Mcet-

inps

b

letin
Sward

Consul-
tation

eld before or after
chool, or during lunch

our, 1st R1ace designated

by princtpal

Must be assigned one in an
ble place

at month-

Chapter chairman must
for programmed for t---o addi-

Union ;clonal orenaratior pert-

bust- ods

i

1

1

Infor- 'Official circulars, senior=
1

nation I iLY list and specific

et the formation as to rotation of

school assignments must be made

available The principal

must post a copy of all
assirJiments in the school
and give one to the chapter

rman The chairman shall
v, eceess to school

information necessary to the
performance of his dtiti

May be held or

urter scnool, or during,

lunch hour

assigned one MAY
place material In the
staff mail boxes

bc held at least
nchly

Build;nr re rase tetive
must be prop, mmo yitnout

homeroom, it r1.0351ble If

not must be excused from
some other administrative

duty

Contract is silent
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A1'TER III

COOSEQUENCES OF The COVTRACTn

cements has shown the enormous changes which

have ensued from collective bar for caassnle, the introduction of

a new class or school workers, school aides, the revision of school r)tr-

sonnel relationships, the shifts In auchorIty, and the changes in tradi-

nal patterns of budgeting and programming

Changes in school staffing and class-sixes are clearly reflected in

the annual re

for such data Additional

onnel

the superintendents of schools which were examined

on changes MS perceived by school.

btained from the responses to the quectionna

to teachers,

A

cipals and building representatives

naires distributed to chapter chairmen for a concurrent study by another

member of the Center for Urban education staff were made available

this study

School Staffin he Contract

One of the most serious problems of urban school systems in recent

years has been that of keeping the schools adequately staffed In rev

York there is controversy

the collective bargaining

problem

Therm no doubt that the agreements

Vt!

much greater Increase in the

en without collective hargelntna, increasin enormously the

need for new teachers For eza sole. in the three yea:;:; hetwttn October

d the Union Ms to

ted the

bro,jght

Of authorized positions than therE
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etc:ober 31. 1961, the lest pre-contract year. authorized

the elementary division increased by 4113, or 1h7 7 positions

per year In the six years between October 31, 1961 and October 1.

1967 the number of authorized positions ,ose by 5.629, or 938 2 positions

per year

In the same period, pupil population increased by 39, 8, a r-se

which would have necessitated 1.282 more positions if there had been no

change -size HOwever, since tne collective bar gaining contract

has charged the mean class-size 11 Hey York from 30 6 (1961) to ?5 9

(1967), an increase of 11,347 teachers

classes has been necessitated

Preparation for elementary school teachers must also

responsibility for the expansion of the staff There were 3.970 posi-

tions authorized for the 1967-68 school ye.r !or the purpose of providinft

number of

coverage regular classroom teachers during their preparation teritsds

Some of these were for teachers of library. coordinators of instruction

for non- 010

VhaSe

children and other specialists. only part of

for providing coverage, the ulk of these posi-

-ere for 'cluster teachers whose function -.ties to provile most of

tht pre ods on grads

In Detroit there as an increase of 273 oositions in the

division between October 1965 -- the last pre-contract sesiester and

October 1967. or 136 5 positions per yeas Since Detroit statistics are

in terms of median rather than mean class size. it is not possible to

Calculate exactly how many new positions must he attributed k

the class-site provisions



The Chief of Labor Negotiations for the Detroit Public Schools sug-

gested CO it ive of the Center that the Detroit contract is net

yet at the point where specific numbers of additional teachers are being

requested to reduce class-size in a number of schools at the primary

unit level {below grade L) Data from Detroit indicates, further, that

there has been a decrease of 17 L percent in the number of .lasses vith

registers above 35 It is appropriate to note that the question of

class- sometimes academic Many urban school systems have faced

shortages of teachers in selected subject levels and have

found it difficult to provide qualified instructional personnel in all

their classroom. let alone provide for preparation periods

Thus it is clear that in Nev York the contracts have aggravated the

staffing problem by making it necessary find teach

new positions However, Table 6 shows that New York has been able to

attract and keep more career teachers than it lost in the years between

1961 and 1967 During this

through resignations.

the s

nts and dismissa

12.319 positions vacated

system ended

sod 41th 2.656 more peri» anent teachers on the staff than it

had started with The years between 1961 and 1967 have been rears of

mounting turmoil in the schools There has been Frouinc, demand for local

control which -v teachers Tt would seem, that tht

claims of the Union for the increased recruiting power under col ective

hal-ginning can be supported

The Detroit picture Is far less

far shorter history in that city than in

a valid eonciusion as to

tetive hn has a

too nhOrt a histor



105

It was not possible to get figures to compare with those for Nev

York for the number of contract teachers in active service and on leave

By subtracting the number of ESRP's from the number of filled positions

we found that the number of contract teachers in active service had

shrunk from 6,951 in October 1965 to L1,803 in October "I'"7 )ss of

11.18 teachers However, du-ing the sc,r:e period there hu. en 993 resig-

nations and 27 deaths the elementary division (This includes some

supervisory-administrative personnel, but the number is probably too

small to affect. the conclusions drawn ) Thus the system must have re-

cruited 862 career teachers during the same period (Detroit Board of

Education, Department or Admanistrative and Statistical Reporting,

Annual Educational Personnel Reports 1965- 1966 -67, 1967-68 )

TABLE 6

CKANGES IN STAFFING' FOLLOWING THE ENTRODUCTION
OF COLLECTIVE BARGAINING

Authorized
Positions

Permanent

Staff

Nev York

October 1,'O1

October 1967
Change

Detroit

October 1965
October 1967
Change

21,615

27,041,

+5,629

5,505
273

20,339

22,995
2.656

6.951
14,803

168

'Detroit figures include 0111: contract teachers on active service
New York figures include probationary and tenured teachers on leave as

well as those In active service
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B The Contract and Class-Size

ti -ome research to the contrary, classroom teachers are vir-

tually unanlmous in their agreement that classes of thirty-five or more

are entirely too large Despite this agreement little progress had beeo

made in New York City toward a reduction in tne number of classes with

registers of thirty-five or more prior to collective bargaining Be-

tween 1955 and 1961 the last pre-contract year the mean register

had fluctuated between 29 6 and 30 6 In 1961 it stood at 30 6 In that

year there were 3,2140 classes, 20 1, percent of all elementary school

classes, ranging from 35 to 119 in register In October 1967 mean class

register had fallen to 25 9 and there were only 5L1 classes with regis

ters between thirty-five and forty-four, 2 8 percent of all elementary

school classes While small class registers are, of course, no guarantee

of good teaching, it is true they impose fewer and less formidable ob-

stacles to such teaching The change in ciass-size conditions in New

York City, directly attributable to the contract, has undoubtedly im-

proved the classroom situation considerably as perceived by teachers

and pupils
1

Improvement is also evident in Detroit, although the conditions were

worse to start with and 6he Union has had a much shorter time to work

toward improvem-.it In October there .were 2,1146 classes with

Corroborative e.idence for this statement can be found in a stud
in progress at the Center for urban Education, Primary Crade_Varied

Crz,._,,pine's Effect of Reduced Class Patio upor Classroom Environment,

Interim Ruort. Dr Ruth R Berkcn, Project Director
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registers between 35 and 39 (L9 2 percent) In October 1967 there were

only 1,1413 classes with registers between 35 and IA (31 r percent)

TABLE 7

CHANGES IN CLASS-SIZE FOLLOWING THE INTRODUCTION

OF COLLECTIVE BARGAINING

No of Classes with Percent or Classes
Registers Over 35 Registers Over 35

New York

October 1961
October 1967
Decrease

Detroit
October 1965
October 1967

Decrease

3,260(1)
5L1(2)

2,719

2,166(3)

1,413(2)

733

20 L

2 8
17 6

L9 2

31 8

17 L

NOTES 1 Top register was 149

2 Top register was 1414

3 Three classes exceeded 46
u Top register was LL

C The questionnaire

As noted. questionnaires were sent to all elementary school prin-

cipals in both cities and to thuae teachers in a random sampling or

schools A 5 percent sample was used in New fork and 20 percent in

Detroit The response rates or principals (56 0 percent in New York and

30 5 percent in Detroit) were considerably higher than the response rates

or teachers (19 nt in New fork and 21 9 percent in Detroit)

ess, a comparison or descriptive data (or teacher respondents

and the total teacher population, made on the basis or sex and schoc
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organizational type, suggests that tee respondents ere representative or

the Local group

1 The Respondents

The teachers in New York who replied to the questionnaire were

comparatively inexperienced The netrolt respondents were rar more ex-

perienced in teaching An overw-heLming proportion or the New York

teacher respondents (60 0 percent) reported less than 10 years total

experience in education Only 31J 9 or the Detroit teacher respondents

were in that category A mere 3 u percent or the teacher

dents had more than 30 years experience i30 year service retirement

is practicable In New York) whereas 11 cent or the Detroit teacher

respondents were in this group Principals in both groups, or course,

showed greater length or service in education than teachers

Figures by the respondents ror length or service in the present

school showed cazt trends among teachers and principals in both

cities to change rrom school to school, which raises serious questions

as to the stability or school stairs
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TABLE 8

LENGTH OF EXPERIENCE

Teachers Principals

Nev York

N=292

Detroit

N:289

Neu, York

N2363

Detroit

N=68

In education

'Less than 10 yrs 60 0 36 9
10-30 rrs 30 5 L

More than 30 yrs 3 LI 11 7

N A 62 h9

In present school

Less than 10 yrs 71 9 66 I,

10-30 yrs 15 7 23 6

More than 30 yrs 6 5 2 h

N A 7 9 7 6

2 9

1,1 2

32
23 5

67 9 82 6

25 6 16 1
0 0 0 0
6 LI I 5

TABLE

SEX

achers Principals

Ti292
rk Detroit Neu York Detroit

Nz269 0=363 t 68

made
7), 9

Female Ep, 6 22 14 50 0

R A 0 7 1 0 26 29
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Al seen in Table 10, Lhe Detroit sample teachers :1 the

older age groL.p Cher Nev York Od Lhe oLher hand, the prin-

Reirolt

sample has a greater proportion in Lhe older ate group than

TABLE 10

ACE

Teachers PT 1 nci pals

kg

20-29

30-39

5C-59

60-69

t, A

New 'fork

M=292

20 5

1 7

31i

De %.

N2

21

6

20

62

u8

fork Detroit
ft= 3b 3 N7.63

0 9

4

40 2

26 2

7 .1

0 0

2

A st,bs%aptially

cloals have had r',1 1 Li_me tarn,

Lhcir

number

of fork te prin-

tire °trier

(Thera !,ave had sor

Ltachi'ls Lhan

tar

lence Table



FULL TIRE EARNING EXPERIENCE P T CHING

Teachers Principals

Yes

No

A

Hey fork Detroit

N=292 N2289

33 9 19

59 6 66 8

65 138

Nev York Detroit

N=3143 N=68

52 1.1 35 3

32 h 62 6

15 2 22 1

As for educational 5ack6round 12i, Nev York still has an

appreciable proper-Lion or teachers vithou'L degrees Detroit has a lar-

ger proportion filth the s A

propo,

vet. It is obvious that a much greeter

principals than teachers nave higher degrees

12

HIGHEST DECREE HELD

Teachers

k DctrOIL

N=292 A=289
Hew York Detroit

o268

None 4 0 0 0 D 0

3 A 53 4 56 14 3 8 0 0

M A 288 3E,0 75 5

Do<torate 2 30 3

6 8 S 6 13 2
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Both teachers and principals are themselves largely the products of

public schools, the overwheLming numbers coming from urban public

schools A slightly larger proportion of Detroit teachers end princi-

pals attended parochial schools than their New York counterparts When

principals and teachers are compared, more teachers are seen to have

come from parochial schools than principals (See Table 13 )

when questioned as to the preferred type of school for their own

children, only a third of the teachers chose urban public schools in

both cities, as did the principals in Detroit More than 50 percent of

the New York princi however, chose such schools About 30 percent

of all groups chose public schools outside the city Parochial schools

were chosen by approximately 11-1 0 percent of Detroit teachers and prin-

cipals, but only by 8 6 percent of Nev York teachers and L 1 percent of

New York orancipttls Secular private schools were chosen by 13 9 per-

cent of all teachers, but only 3 9 percent principals However,

18 2 of New York teachers chose such schools as compared with 9 1 per-

cent of tne Detroit teachers, and LI percent of rork principals

chose such schools as compared with 1 5 percent or their Detroit col-

1 eeksue s
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TABLE 13

TYPE OF SCHOOL ATTENDED AND CHOICE OF SCHOOL FOR C/iILDKEN

Attended by Respondents

Teachers

N Y Detroit All

N=292 N=289 N=581

Princ1pala

Choice for their Children

Principals

Detroit Ali Y Detroit All

N=292 N=289 N=581 N =313 m=68 N.LII

Teachers

N T Detroit All

N=313 N=68 N=111

Urban

Public
School

71 0 62 6 68 3 85 I, 72 t 83 2

50 13 2 6

6 7 11.8 7 5

Mon-city

Public 10 3 16 3 13 3
School

Parochial
12 3 15 6 13

School

Secular
pri vate

School

30 1 35 L 32 7 5. 9 33 8 1,89

33 2 25 0 29 1 29 u 36 8 30 6

8 6 11 3

18 2 9 1 13 6

9 9 16 3 13 1

1 13 2 5 6

L 1 5 3 9

10 2 11 7 10 9

A uassi5le cxplanation or the greater bias or teachers against urban

school education for their own children lies in the difference in the

ages of the two groups The median a,e or the teachers is respecti,,ely

31 1 years in New York and 12 6 years in Detroit Their children are

likely to be currently in the elementary grades a

median age of 55 8 years in New fork and 51 3 years in Detroit. are cal-

likely to have such young children The urban scnool crisis had not

developed when their child..ren were of elementary school age but the bulk

teachers 8.1-1! caught in it as as deli as teachers
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TABLE

LABOR UWION KEgBERSHIP OF PkREWTS

Teachers

York Detroit

0292 Fix289 N=58.1

3 38 L LO 5 10 L

Nom-members 56 5 56 L 56 L

1 A

mothers

5 1 3.1

Members 17 L 40 5 29

Non-members 66 1 56 L 6i 31

N A 16 L 3 t 9 8

Primcipais

New York Detroit

N68

399 41 2

56 3 52.9

38 59

6 7 2 9

790 68 2

8.8

Ali

481

40 1

.2

6.1

80.5

13.5

union

Responses concerning, membership or the

re ably unirorm (Table

in a labor

Approximately ti0 percent in

each group replied' In the arrirmative The replies show. however, that

teachers are rar more likely to have had mother! who were members or

trade unions than principals and that Detroit teachers answered this

question arrirmatively mr rmore than twice as ore as New York teachers
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Teachers in Nev York and Detroit currently taking courses erperi-

ence a desire to improve their Leaching ae a motive for such study

rather th a desire for a better salary placement Hovever, the con-

siderably smeller netroit Leachers caking courses may in-

dicate that qualifying for a salary differential in Detroit is more

arduous than in Hew York Required cJursts must be aimed at en M A

degree or taken in accord with an equivalent study plan (See Table 15)

TABLE

FACTORS IKFLUENCINC TTACH1RS TO TAXI COURSES

York Detroit

Percentage or teachers currently

taking courses iH 292
F.

(N o

27

289)

7

Influenced by desire (N = 150) (N BO)

Lmprove their teachin 90 0 81 0

Improve salary placemenL 3L 0 68 8

Achieve promotion 5L 7 51 3

PTeoare for another field Lib 0 117 5
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Experiences with Grievance machinery

An inquiry into teachers' experiences with grievances under collec-

tive bargaining in these two cities shows wide divergences More than

half the Detroit teachers reported they had no complaints whereas only

36 2 percent of the New York teachers so reported Of those who took

action on their complaints, 29 i percent of Detroit's teachers said they

were able to achieve a satisfactory resolution in informal talks with

their principals, 18 5 percent of the New Yorkers reported such a set-

tlement Only 3 8 percent of the Detroit respondents initiated a form-

al grievance compared to 21 3 percent of the New Yorkers (See Table 16 )

The overvhelming majority of Detroit teachers who reported formal

grieances, 81 8 percent, stated they had reached a favorable settlement

whereas 51 8 percent of the New York grievants reported their grievances

had been denied (Table 17) Orgy LI 9 percent had reached a satisfactory

resolution None of the Detroit teachers had exhausted the grievance

procedure, 12 9 percent or the New Yorkers had (Table 18)

TABLE 16

COURSE OF ACTION POLUOwn I1 TEACREP CRIEvAN

rcentage reporting N Y N.292 Detroit (N.2891

Bad no compi

Had complaints but took no action

Achieved a favorable settlement
informally in the school

initiated a formal grievance

N A

36 2

11

18 5

21

13 0

51 9

10 L

29

38

1 5
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TABLE 17

DISPOSITION Or TEACHEF CRIEv ARC

Percentage reporting, their grievances were

Favorably settled

Denied

Still pending

wy (r-62)

LI 9

51 8

6 I,

81 8

18 2

0 0

=11)

TABLE 18

HIGHEST STEP REACHED IN DISPOSITION or TEACHER VANC

Percentage or Grievances

vhich reached

Step 2

Detroit region supt
N Y district supt

Step 3
Supt or Schools

Step

Detroit -- Board or Education

St

Detroit Arbitration or mediation

Pendang

N A

v (r4.6

8 1

)2 3

12 9

6 5

Lo 3

Croi' N=11/

27 3

36 h

9 1

27 3

The reports from the princl ls w-ho responded showed much less di-

vergence The teachers questlonnaire -red to complaints during

the whole period or collective aAning The principals were ques-

tioned only about the cur-Tent school year (See Table 19



TABLE 19

PRINCIPALS' REPORTS ON TEACHER GRIEVANCES

N Y N 3143)

Percentage or Principals
Reporting Grievances in

Current School Year Which
were

No

Orley- One or
ances More N A

Detroit (68)

No

Criev- One or
lances More N A

Brought up informally
and resolved in school

Brought up as formal

grievant - and resolved

in school

Still pending on a

higher step

Decided in teacher's
favor on higher step

Decided against teacher

on nigher step

IA 7

7 ©9

86 9

83 14

79 0

87 2 162 758

20 3 8 71 662 221

2 3 108 83 8 h I,

2 6 1 83 8

7 0 ILI 01, 83 8 2 9

88

13 2

NOTE Some prin cipals reported on several grievances

Inrormation about grievances was also available from chapter

chairmen in New York and o,,ildins representatives in Detroit (Table 20)

These union orricials correspond to shop stewards and bear considerable

responsibility for processing grievances. especially on tnt school

level information rrom chapter chairmen is rrom the as yet unpub-

fished study refer:-
2

Albert Goldberg.
ress for the Center ror Urban Education , Nev fork

airm Stud:
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?flThaEiR* OF CB I EV A_NC E5 I NPORMALL Y R ESOL V ED REPORTED BY CiiAPTEP
GRA IRXEN AND BUILDING REPRESENTATIV-ES

None 1 7 8 9 or more

N r (4600) 29 3 10 0 1L 5 LL 7 6 0 Li 5 LI 3 0 5 2 0 1_2 2

Detroit(N=72) 36 1 12 5 12 5 5 6 1 L. 0 0 L 2 0 0 1 Li 26

Both New 'fork and Detrc.i: at least thirds or the respondents

had had experiences with complaints brought by teachers since October

1967, most of them with more than one In Nev York 28 6 percent or the

chap-ter chairmen reported the formal initiation of : -e or mor. ev

&aces vhile only 19 L percent of the Detroit building representati-,es so

reported In addition, 13 8 percent of the chapter chairmen and 13 8

percent or the building representatives reported carrying one or more

grievances beyond the school

In an attempt to gain information about possible peripheral con-

sequences flowing from the processing or grievances, the union represen-

tatives were asked whether grievants had complain-1 or retaliation by

the principal, vhether colleafr,ues of the grievants whose assignments or

programs were disrupted a-s a regul'. or the resolution of the grievance

had become embittered against the representative L ne union, whether

principals had become embittered against the representatives, or whether

the processing or the grievance had cleared the air

Approximately 70 percent or botn grotps reported Ho complaints or

retaliation or b tte.nc5 by their colieeic-i es (Table 211 New -7'orxers
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who reported Coe embittering of the principal against the union rep-

resentatives exceeded their Detroit fellows by 10 percent an the other

had 77 7 percent of the chapter chairmen reported grievance processing

as clearing the air as compared 6), 7 7!rcent of the building rep-

resentatives

TABLE 21

EYTECTS OF CRIENANCE PROCESSING, AS REPORILD 8-1- CHAPTER

CHAIRMEN AND BUILDING REPRESEXTATIVES

ComplalLte of Retaliation

Colleagues Embittered

Principal nmbittered

Cleared the Aar

N r (N=2,65)

Most Some No

Cases Cases Case

Detroit (N.33)
Some No

Cases Cases Cases

7 8 20 5 71 6 9 ? 19 3 Ti 0

25 6 72 6 5 9 23 5 70 5

ii 6 22 9 65 5 5 7 20 0 74 3

50 3 27 I, 22 3 50 0 1 7 35 3

Reactions to Selected School Conditions

Moore than eighty percent of the teacher° each city indicated that

they find teaching satisfying Lb more tban half checking the cate-

very rewarding This finding is partially confirmed by the con-

sisteocy with d-hich teachers denied aspirations to such positions as

principal, superintendent or urersity professor Those Nebo indicated

Irations other than classroom teaching were interested In vprKing as

educational specialists or guidance couneelore
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This does not 02[8.1) that teachers vere uniformly satisfied ti

thing about :heir schools A large proportion of both Hey York and

every-

Detroit teachers indicated dissatisfaction vith pupil discipline in very

large numbers Large percentages in Both cities were dissatisfied vith

textbooks and instructional materials and with opportunities for educa-

tional innovation Detroit teacers were satisfied v-:h the support

given by the school administration in slightly larger numbers than their

New York colleagues 1r general, Detroit teachers seem less dissatis-

fied (Tab, 22)

TABLE 22

TEArliEY SATISFACTION WITH SELECT-0 SCHOOL CONDITIONS

Detroit N.281

Discipline 26 0

Textbooks and other materials L4 6

f.pr Educational

innovation 56 5

Paperwork

School administration's
support of teachers 69 9

ude toward

Satisfied Dissatisfied NA

T2 6 1 3L 3

2 i 56 1

X18 1 7 505

57 2 1 7

,

27 L, 2 7 72 0

school staff 62 0 36 6

Faculty Turnover 57 9 37 0 5 1

Coverage of uncovered
classes 73 2 22 0 Si 2

68 7 2 1

LO 8 3 1

35 0

55 3 28

214 2

2I,

3 5

22 2 10 7



172

Kore than nal( the - eachers in ootn cities did not believe col-

lective bargaining had affected these conditions to one area,

number of uncovered classes, slightly less char half the teachers thought

bargaining had had no effect, a negligible percentage say a bay' errect,

and 39 5 percent in New York and 32 8 percent in Detroit saw a beneficial

effect In another area, amount of paperwork, a strikiag divergence was

found 5lightly more than three-fifths of the New York teachers found a

beneficial effect compared to only 22 L. percent in Detroit The provi-

sions prodding for relief of teachers from incidental paperwork in New

York are as noted, far more detailed and specific than the Detroit

contract This is confirmation of the efficacy of these clauses

Only in one area did any appreciable percentage find a negative

effect (the community attitude toward the school staff) and in both

cities an equal number thought the effect nab been positive iTable 23)

cities, also, those teachers who saw no effect well outnumbered

those who did Kee an effect
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TABLE 23

ETTECT OF COLLECTIVE IAPCAININC ON SELECTED SCHOOL CONDITIONS

AS REPORTED BY TEACHERS

Selected School
Conditions

Discipline

Tertbooks, etc

Opportunities for
educational inno-

vation

Paperwork

School Administra-
tion's support of
teachers

None

68 7

66 L.

N y 124=292

Posi-
tive

Nega-
tive N

15 5

20 6

5 2

1 0

7 28 9 2 7

25 0 6? 9 1 7

55 3 213 c

Community's attitude
toward school stair 56 0 16 5

Faculty Turnc-t7. 67 0 10 2 1 L.

Coverage or un-

cove. Id classe_ I 1
0

10

IL

10

10

11

11

Influence and Decision - Flaking

nth teachers and principals were asked

ascribed to various groL,ps as a source or information and leadership

teachers Responses 're presented in Table 2L

A None

_(11.2

Post- Nega-

live Live N A

5 60 3 19 3 7 2 Is, 1

7 5u 1 32 1 2 1 11 7

7 55 30 7 7 1'c I,

3 60 7 22 L 1 12 8

0 SC7 3 30 3 5 2

0

67 2 s 2 12 7

2 1

ho,-, much importance they
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IPORTAfiCE ASCRIBED TO vARIOUS FACTORS AS SOURCES OF EDUCATIONAL
INFORMATION kr(D LEADERSHIP 0OR TEACHERS

Community

Organ za t ions

tic 1 pal and

his Aides

Board of

Education

School's Pareots
Asaociation

The

Union

N Y Tear here

( Na292 )

I arpo rt an t

Not Lmportant
r A

5i., 8

3L 6
1.0 6

77

11 3

11 0

51 L

31 3

11 3

L2 I

1,5 9

12 0

73.7

16.8

7 0

Detroit ;cache rs

( N2269 )

Dap° irt an t 568 83 7 67 8 L6 L 77 2

Not Import ant 37 0 11 5 26 3 147 3 17.3

fi A L 2 L8 59 6 2 55

Ail Tear he rs

( NA 581 )

Lap° rt an t

Not Important

56 8
35 8

8o 7
11

59 6
31 5

LL 2

L6 6

75 L
17 0

N A 7 Li 7 9 8 5 91 75

N Y Principals

(Nr3L3)
Important 82 5 95 6 796 788 78 L

Not Inportant 144 2 6 16 0 17 7 17 2

N A 38 L L 3 5 L L

Detroit

Principal s

(N268)
Important 79 L 91 2 77 9 72 i 79 L

Not Important 1L 2 9 16 2 22 0 13 2
N A R9 5 5 7

All Principals
('12L11)

Important &) 0 9L 9 79 3 77 78 6

Not I _por t an t IL 6 1 C 16 0 18 Li 16 5

N A 3 5 L. 2 3 9 9
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differentiates netween teacners and principals

in three categories. ch are closely related Teacher!! In both

cities attached far e$!: importance to the leadership or community Orga-

nizations and school parent organizations ,,,an did principals The third

differentiation concerned views on the Board of Education as a source of

leadership Principals were more convinced then teachers of the value of

such rznip Qn the other nand it Is important to rote that Detroit

teachers cane far closer to ing the view of the Board

than did their New York colleagues The opinions of Detroit teachers and

princiTlals were also much chaser with respect to L,,e principal leader-

ship opinions of teachers and principals in New York, although

princlpais in ere far more convinced of the Importance of

their leadership than their teacners were

with respect to the importance or the union's leadership there was

little difference between the cities or between principals and teachers

A substantial majority considered the union an important source of edu-

cational Info-mation and leadership for teachers

'ben the reelings of teachers and prir7ipals with respect to the

degree to which tney reit able to exert, influence on school bodies, union

orgazilons or teachers were analyzed, there we rr rather

than dissimIkarities in the perception of degree of influence felt by the

respondents or both cities (Table 25)
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Teachers and principals
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both cities felt they had much the same

ability to influence the school union chapter A greater proportion of

the Detroit principals felt confidence In their ability to influence the

school chapter than Detroit teachers Large numbers of principals in

both cities felt they yield no influence over the central school admin-

istration

Wbile many teachers displayed such feelings with respect to their

unions, it vas to a markedly smaller degree Principals were far more

confident of their ability to influence individual teachers than teach-

ers were of their ability to influence their principals

with respect to a number of school areas where decleions must be

made, teachers and principals were asked to indicate who was at present

making such decisions and who ought to nave the power to make them

were offered a choice between the teacher, the principal, a central

administrator, a bureau, toe contract, the school chapter, or any com-

bination of these The choice selected by the highest percentage or

respondents in any RTOU" was accepted as the group choice Theme per-

centages varied from a low of 20 6 to a 89 2 In general, prio-

cipals snowed a higher degree of agreement with others in their group

thaL &id teachers

where disagreements were observed the division was generally along

status lines There as only one clear example of a division &long geo-

graphical lines. , greater agreement between Sew or teachers and

principals on one narld, tulx, Detroit teachers

than between teachers in both cities or

ipals, on the other

s both cities All
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teachers and principals &greed that the evaluation of a teacher's per-

formance is today the responsibility of the principal Teachers and

principals in New York thought this is as it should be, despite the fact

that differences of opinion in accountability and ratings exist Both

teachers and principals in Detroit thought it should be a joint_ respo.1-

sibility

A more pattern vas a difference of perception between teachers

and principals For example, teachers saw the assignment of non-teaching

programs as subject to the will of the principal at present, principals

saw themselves as only one of several elements responsible for these de-

cisions Ali agreed that it should be a joint responsibility

There was general agreement that teachers can determine for themselves

the use of their preparation periods For teachers, this Is as it should

but principals did not feel It should be a unilateral decision of the

teacher Teachers saw the principal as responsible for classroom inter-

ruptions at present and for the deployment of school aides, principals

aRain felt they are only one of several elements responsibie

Choices Indicating perceptions on decision-making in the schools

produced varied response by the New or teachers For example, In

of the 23 categories the g st perctrf_ege of respondents stated that

the union chapter Is the force which makes dec at present

fortunately. the questionnaire form did not permit further probing to

determine the meaning ese rather surprising choices At least two

possitilities suggest themselves, nowever, as expiad3ations it may be

that teachers In New Tork feel te'_ administrators and supervisors.
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including the central headquarters staff, have abdIC"ated, leaving the

teachers to fill the vacuum as best they can and that they look to the

union chapter as their instrument, or they may feel that the union

chapter has successfully wrested all these decision -making areal from

the bands of the higher -ups However, since the teachers did not choose

the chapter as a unilateral decision-making force when asked who should

make the decisions, this interpretation falls to stand up

Table 26 shows the most frequent responses to questions of ideal

power division, and seems to show great areas of agreement For example,

except for two items for which Detroit principals thought they should

have the responsibility, and for one item for which all felt teachers

should have the responsibility, all groups chose some combination of

forces as the power depository However, since it was not puesible

under the conditions of udy tc tabulate the various permutations

and combinations chosen. tnis seeming agreement on joint -responsibility

may ConceeL1 divergences of thought as to which groups should be involved

and how the power should be divided among them

The Teachere seemed, general, to be a more dlv -ided group than

the principals In estimating where the power is at present There were

many fewer areas where more than half the teaching group in a city made

the same choice, unlike the principals On Table 26, the asterisk in

each box shows which were actually majority choices, and the following

abbreviations are used T for Teachers, P for Principal, A for Central

Administrator or Bureau C for the Contract, u for the school

chapter, and Co for any combination of these groups
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Teachers were asked to react to Len statements about thei pr n

cipais and their schools, vith responses ranging rrom ree strongly,

to "Disagree strongly The data indicated that responses could be com-

bined into tvo categories, r_nd 'Disagree

In a number of statemerts there was very clo3e correlation betveer

the answers given by teachers in Nev York and Detroit However, for

some items there vas divergence of views Many more New York teasn'trs

felt hampered by excessive rules than their Detroit colleagues and fever

felt that their suggestions are taker seriously, tnat experimentation

and innovation is encouraged, or that racult, meetings are productive of

solutions to school problems Or the other hand, more New York teachers

&greed that teachers are free to discuss problems vith the supervisory

staff, that the principal accepts collective bargaining, that union-

principal consultation has been very effective, and that high academic

standards are maintained in their schools

one item vhere congruity or res_lts Lb most striking, some di-

v-ergence has been concealed by the &rOuping or results Although 66

percent or respondents In both cities &greed that principal is con-

cerned with improving education but Is hampered by school conditions,

the Ncv York :tplies Urea.); don into 18 8 percent agreeing "strongly

and 117 6 percent agreeing. whereas Detroit replies shoe 31 1 percent

agreeing strongly and 3L 9 percent agreeing
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TkBLE 27

TEACHERS' ATTITUDE TOWARD THEIR PRINCIPALS UID SCHOOLS

N y N.292)

Statements kgree
Ols-

agTee N A

The principal is concerned with im-

prow-ing education but school condi-
tions prevent his doing the Job he
would like 66 C 29 1 5

Teachers' suggestions are given
serious consiclEration 63 1 31 9 1 7

Teachers are hampered by the ex-
cessive number of rules and regv-
istions b8 0 2 1

Teachers are free ,o deter-mine
tertbooks, curriculum, etc 658 2

her feel free to discuss
professional difficulties with
the supervisory staff in tne

school

Experimentation and new ap-
proaches in instruction are

encouraged in the school

The principal in this school ac-

cepts collective bargaining

High academic standards are main-

tained able students in this

school

School faculty meetings are use-

ful in solv-ing school problems

Cons ltatic n between the school

uniwi committee and the prin-

cipal nas been very effective
in this school

73 3

50 0

Detroit (N=289)

Agree

Ols-

tg.ree N A

15 2 t.

2 I,

18 2 2

66 0 30 1 3 8

706 266 28

29 1 61 8 5 9

23 2 71 L 2

699

71 2 23 9

77 8

4 5

52 69

20 L.
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The study solght to determine the impact or the inclusion of a

clause Ln pupil discipline Detroit had such a clause in several con-

tracts but Ne%, York Included It only in the most recent contract The

Detroit clause is a verbatim transcription of an existing Board reglla-

Lion, the New York clause was hammered out in negotiations

Perhaps It was optimistic to Include such a question in view of

the short erperience of New York with this clause The results of the

Questionnaire, however, are amazingly similar in both cities with

respczt to the percentage who find the principal genuinely concerned

and helpful However, 5 3 percent more teacher? New York found the

principal ineffectual or insu ficlently supportive than in Detroit

This Is reinforced oy the fact that 8 percent more Detroit teachers said

the principal always upoolds the teacher against the child

TABLE 28

TEACHERS' ATTITUDES ON PRINCIPAL'S REACTION TO

CUMFROKTATION VITT,' A DISRUPTIVE CHILD

N Y

He is genuinely concerned and helprui

He is ineffectual

He sidem th child against the teacher
He always upholds the teacher
C F A

M A

=292)

37 0

13 0

3 1

22 3

19 9

Detroit 1,N3289)

37 0

80
28

12 8

21, 2

15.2

I'A.ny teachers answered this question by describing measures taken by
the principal without giving any clue as to their ovr, evaluation of
these measures Their responses were classified 'Does Not Apply
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Teachers were also asked to state how the d) spline clause in the

collective agreement had affected this situation

TABLE 29

TEACHI PERCEPTIONS OF INFLUENCE OP DISCIPLINE CLAUSE
IN COLIFCTIVE AGREEMENTS ON PRINCIPAL'S

FUNCTIONING IN PUPIL-DISCIPLINARY
SITUATIONS

There has been no change

Be is more concerned
He is more effective
N A

N 22.2 Detroit (N=289)

39 7
3 1

1 L

55 8

32 2

2 1

4 8

Lo 9

As can be seen from th-2 table of responses, of those reporting

only a negligible number of teachers in either city feels that the in-

clusion of the clause has caused any change However, the large pro-

per-Liar of N A responses may be indicative of a serious ambivalence

on the part of teachers with respect to the discfpline clauses
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5 Perceptions of Effect on Selected Items

The study also sought to discover teachers' Impressions of charges

brought about by collective bargaining in significant relations and other

elements of their school situation While large numbers of teachers saw

no effect, an appreciable number saw improvement In all areas, and a

comparatively small number saw deterioration The only exception is in

the area of the _.unity's attitude toward teachers

TABLE 30

TEACHERS' PERCEPTIONS OF tYFECT OF COLLECTIVE

BARGAINING ON SELECTED ITEMS

N (N2292) Detroit (N.289)

No

Effect
improve-
ment

Deteri-
oration NA

No
Effect

Improve-

went

Deteri-
oration NA

Quality of your class-
room performance 82 2 11 3 1 1 5 5 7L 7 18 3 0 3 6 6

Community's attitude
twarLi teachers 52 L 15 1 25 3 7 5 56 7 13 5 23 2 8

Teachers' sensitivity
toward comnunity
pressures 38 7 12 7 5 5 5L. 3 29 1 10 0 6 6

Teachers' perception of
children's needs 68 2 25 7 1 0 5 1 61 2 29 1, 2 8 6 6

Your relations with your
nclpal 73 6 17 8 27 58 69 6 X90 5.5 5 9

You relations with your
colleag-ues 70 9 16 L. 7 2 72 0 16 6 5 2 6 2
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Principals have a more pessimistic view of the effect of collective

bargaining They were asked comparable questions with the following re-

sults

TABLE 31

PRINCIPALS' PERCEPTIONS OF EFFECT OF COUFCTIVT
BARGAINING ON SELECTED ITIENS

y (N.31,3)

NOVINII

Detroit (m68)

No

Effect

Quality of classroom
instruction 55 7

Principals' relations
witty p..rents 15 5

Community's feeling
toward the school 30 0

Teachers sensitivity
to children's needs 69

Principals' relations
with teachers LL 3

Teachers relations with

their colleagues 23 9

Lmprove- Deteri-

meat oration NA

16 0 27 4 0 9

6 1 16 6 1 7

6 5 61 8 1 7

ii 3 17 8

IL. 6 39 LI 1 7

24 5 L9 5 2 0

On the whole principals &Tt more likely than

No Improve-

Effect went

Deters-

oration NA

67 6 s 4 25 0 2 9

82 L. 1, 1, 10 3 2 9

60 3 L L 32 1.1 2 9

75 0 3 0 19 1 2 9

51 5 11 8 32 3 4 1,

Ll 2 10 3 45 6 2 9

teachers to see the a-

greement as having a definite impact on the items, and to see lt 61.9

leading to a deter_oration of performance or relations Many more prin-

cipals than teachers see the contracts as responsible for a deteriora-

tion in the community's attitude toward the school The proportion of

Detroit principals who are convinced there has been no effect is twice



137

as great as their New York colleagues very rev teachers feel a deteri-

oration in their relations with their principals resulting from the

contract, whereas sizable numbers of the principal population do see such

a result The same is true For teachers' relations with their colleagues

When teachers were afforded an opportunity to discuss any general

effects on the school system or the introduction or collective bargain-

ing not previously covered in the questionnaire the overwhelming major-

ity (61A 0 percent in Nev ';'crit and 67 8 percent in Detroit) failed to

answer Whether this is Indicative of ambivalence, fatigue, the greater

difficulty of answering so unstructured a question, or to the exhaustive

nature of the preceding questions is not clear However, of those who

din answer the largest percentage, 19 9 percent in New York and 16 3

percent in Detroit, felt it. had had a generally favorable effect

A New York teacher wrote, In my school, 1 believe it has had a

general effect of allow-trig teachers to feel more free and independent

and not subject to whim or disapproval of the administrati_:- Being

free from fear, and therefore more relaxed, they do a better

However, I have the impression that in some schools teachers attitudes

are so relaxed that they are not conscientious or serious about teaching

Another wrote, 1 am sorry to say that 1 cannot perceive of any

direct results in my owr school Within the large school system it still

seems that policy maAing 13 set at 110 Livingston Street and larger

grievances are settled on the streets

One Detroit teacher wrote, The teachers who are presently members

in my school strongly object to the non-members receiving all benefits



An assessment should be made

1 38

luding all teachers Another vrote,

"Teachers vbo are closely coanec ted th the Union seem to get all tne

breaks Other than this I cannot see any di f ference

Given the same opportunity, principals vro:e at much greater length

and more than half or them toot advantage of this opportunity

TAB LE 32

IMPRESSIONS CF ETFECT OF COLLECTIVE &ABC AI RING

ON SCHOOL SYSTEM

Teachers Principals

Y

(q2292)
Detroit
(N=289)

Y Detroit
(N68)

No Er fect

Generally good effect

Ambivalent, good and bad

Generally Da4 effect

N A

9 2

19,9

2

5

64, 0

7 3

16 3 5 5

9

58 118

7 1,

7 L

3i., 33 8

1,8,1 39 7

7 3

67 8

Approximatel y one third of the principals sted pr 1 nc pa

cts One such comment from a New York principal reads, minority

or the faculty members ) make all the decisions Other teachers

(a majority nave never been consulted or represented This has caused

a cleavage fin the stair The F T delegation looks hard for petty

grievances This is resented by the other teachers vho consider this

d s disruptiv^ to tne veil -be lag or the schooi
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The secretary is U F T member) meets with, discusses with, and

goads on the U P T teacher members There is a deci:Icd deterioration

of good human relations

"There is constant proselytizing There is a spirit of der-

ground activities', defiance and threats of grievances by a small gov-

erning group Non-member teachers are ignored

A Detroit principal wrote, 1 am conscious of the fact that teach-

ers are following every move from the Office which might have any ef-

fect on the negotiations There are no longer 'volunteers' per se for

activities No one is willing to go to meetings, workshops, etc ,

after school unless pressure is brought

The willingness each other, the usual give-and-take in

emergencies, seems to be rapidly disappearing

to be to avoid any extras'

-There is

Standard procedure seems

ethical, honest response from staff No feeling or

regret for tardiness, not appearing for hall duty or leaving rooms and

children witnout supervision They object

Time Meetings

lag Released=

y want the office to plan and conduct cut and dried

ors and leave early They protest Open Rouse and Parent-Teacher con-

ferences rind the Union committee by-passing procedures established

by negotiations by failing to file a grievance at the local school or

District level and achieving aims he Central Office

There were many cases of comments showing mixed feelings, in which

case it vas necessary to evaluate tne predominant feeling An example

such a comment rrOM a New York principal reads, The need for more



teachers has forced us to hire more margins! teachers to cover prepara-

tion periods The increased salary has made the supply of per diem sub-

stitutes more plentiful Teachers have a greater sense of unity, es-

pecially the younger ones The meetings between the teacher represen-

tatives and the principal have at times been fruitful in advancing the

progress of the education of tne children The chapter commolttee has

been helpful in relations among teachers, in supporting outside agencies,

and in assisting in the administration of some programs in the school

Another New York principal wrote, The Union contract has forced

the Board Education to recognize the need for preparation periods and

bus forced them to grant them to elementary schools Before the con-

tract the Board of Education was always able to w-e out by saying

they don't nave money for these positions

In preparing the Union contract, supervisors' knowledge and spe-

cial circumstances are seldom listened to First, the Union fights for

its rights After winning, the Board of Education leaves it up to prin-

cipals to implement without giving principals the necessary personnel to

implement the program

in selecting personnel, principals are limited by transfer policy

We often get people -ho do not rill our needs

teacher get an early childhood transfer )

A Detroit principal wrote, Teachers are more outspoken and more

secure In some cases teachers nave not mssumed professiona_t respon-

sibilities along with their increased rights and deserved Improvements

Need a foreign language



We asked principals how collective bargaining had affected the In-

fluence wielded by five power figures on the school system, The Board of

Education, the central administrative staff, the principal, the teacher,

and the parent, and whether changes in relative status were for the

better or the worse more than 80 0 percent of the New York principals

thought that the power of the Board, the central staff and the princi-

pal had decreased Fewer Detroit principals were of tnis opinion

72 1 percent thought tneir own Power had decreased, only 64 7 percent

thought the central staff influence had decreased, and only 5L U percent

saw a decrease in tne 0oard's powers

Both groups or principals were almost unanimous (91 0 percent and

88 2 percent respectively) in seeing the teacher's power as increased

More than half or all principals thought there had been no appreciable

change in the power of tne parents, but another quarter (29 2 percent

and 26 Li percent) tnought there na.d been an Increase

An interesting contrast between principals In New York and Detroit

appears on Table 33 New York principals are, 0, tne whole, more prone

to find collective t-.1:gaining disruptive of traditional power distribu-

tion They also see the cnange as a change

proportion than principals in Detroit

the worse in greater
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TABLE 33

ATTITUDES OF PRINCIPALS ON THE EFFECT OF COLLECTIVE RARGAININC

ON POWER DISTRIBUTION

N Y (N=343) I Detroit (N-68)

Pover

Decreased

No

Effect

Power

Increased

Power No

NA I Decreased Effect

Power

increased NA

Board of
Education 81 6 7 6 7 8 2.91 511 14 29 14 13 3 2 9

Central
AdmAnistrative

staff 81 7 7 9 7 0 3 5 64 7 20 6 14 8 0.0

Principal 84 8 6 7 5 8 2 6 72 1 16 2 11 7 0 0

Teacher 4 3 2 6 91 0 2 0 3 0 7 L 88.2 1,5

Parent 12.8 55 1 29.2 2 9 13 3 58 8 26 is 1.5

TABLE 34

ATTITUDES OF PRINCIPALS ON THE EFFECT CHANCE IN

BALANCE OF POWER ON TRIE SCHOOL SYSTEM

N Y Detroit (N68)

CbaEge for the setter 29 L 38 2

Ambivalent Response 0 0

co Olonion 11 14 7

Cbang7e for the worse 51.6 61.

PI A
2 3
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Principals were asked whether a number of specific factors inter-

fered with the optimum operation of the school and how collective bar-

gaining affected each of these factors On tne whole the New York prin-

cipals demonstrated much more dissatisfaction with the teachers and the

agreement On one item, however, there vas quite a striking accord In

both cities 04 percent or the principals felt that the teachers were n-

villing to assume more than minimal responsibility and that this did in-

terfere with the running of the schools More than 50 percent of the

principals also felt that collective bargaining had caused a deteriora-

tion in this area

On the other hand only 8 8 percent of the Detroit principals round

teachers excessive absence a problem and only 11 8 percent saw the con-

tract as causing deterioration, whereas 50 7 percent or the Nev York

principals found tt a p-oblem and 66 i percent reported deterioration

New York principals are convinced in almost double the proportions of

Detroit principals that inexperienced staffs hamper their functioning

but only a slightlj higher percentage of the former reported the contract

had caused deterioration rcentage or New ork principals who

found that the collective bargaining agreements prevent ex-perimentation

and innovation vas three times as high as tne Detroit percentage ''hen

they were asked whether collective bargaining had caused deterioration a

slightly higher number or principals in eac-J city replied in the affirma-

tive

On those it which tested the feelings or principals %,1J respect

to their superiors, the Detroit sample showed more hostility Here.
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30 9 percent complained of restrictive rules and regulatIons tls compared

with 25 7 percent of the New York principals Only 22 1 percent of the

Detroit principals reported deterioration with collective bargaining com-

pared with 32 7 percent or the New Yorkers Auld 22 1 percent of the

Detroit principals complained that suptrinteudents did not support the

principals in grievances brought by teachers, only 7 0 percent or the

Rev York principals complained The same percentage of Detroit princi-

pals wbo made this complaint saw collective 'bargaining as causing de-

terioration The percentage of Rev York principals who attributed de-

terioration to the contract was two and a half times the percentage who

had listed this as interfering with the functioning of their schools
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CHAPTER TY

CONCLUSION

In the preliminary Interviews with Union ono supervisory officials

in the two cities selected for study, it was apparent that the prevail-

ing relationship between teachers and their superiors in the Detroit

school system was one much more closely approaching mutual trust and

cooperation than the relationship of the New York staff and their supe-

riors This difference was confirmed by the very nature of the Agree-

ments The Mew York contract was seen to be extremely specific and

legalistic, with all procedures for securing the goals sought spelled

out in the utmost detail The Detroit kgreement, on the other hand, was

couched in terms of goals with provision for joint committees work

out ways and means and to iron out diffEnces of opinion The griev-

ance machinery in the agreements reflects this difference The paucity

of items dealing with 'professional" or policy matters in the New York

contract as compared wltn the Detroit contract is adS0 a reflection of

this different climate Where such matters are treated, moreover, there

is toe same attempt to establish a pattern of action so definite there

WI 11 be no room for developments which might be viewed by tne New York

teachers as attempts to withdraw the fruits of negotiation

The analysis of the questionnaires confirms the existence of tnis

difference In cuti.00k where one finub differences between teachers and

principals, the distance between New 'fork, teacners and princip Is con-

sistently wider than that between Detroit teachers and principals New

York teachers sbo,.., greater dissatisfaction than their Detroit 1,,i,lleag-es

as showti by Tables 1,7, and 214. trey bring many more grievances and carry
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them further (Tables 18 and 20 they are less likely to reel that the

principal will support tnem when they bring a "disruptive" child to him

(Table 28)

A number or changes In objective school conditions have taken place

in both school systems Although it would not be possible to prove a

one-to-one relationship between collective bargaining and the changes

yhich are observable, &nc it would be erroneous to maintain that other

factors have not also Influenced the course of events, ii would bt equal-

ly erroneous to overlook the fact that the changes have followed the in-

troductiun of collective bargaining and bear a definite relationship to

clauses round In the contracts Salary scalz: have risen f-om LO 6 to

50 8 percent ative pre-bargaining levels This has been accompanied

by rises 1- the level of entry pay, by tne establishment of a welfare

Fund in New Tork and Increased welfare benefits in Detroit, by an in-

crease in the citv's coniributicn to the pension system for teachers and

a corresponding reduction in the teacners' contributions in New

Class size has fallen decided(., i cities A substantial rise

has taken place in the size of the New York school staff Isolation

of the elementary school teacher with her owr class has been altered and

the path has been opened for the introduction of n kinds of school

personnel. on a suh-professional and para- professional level, such as

school aides and teacher aides Consultation between teachers and prir-

cipals has been mandated, giving teachers an opportunity to influence the

course of events in their schools

Although It is true that changes in New 'fork tve been more rar-

reeLch_ing, for the most part, and have come at a raster pace, and that



the uri and its members are ii)gell to attribute this to their harder,

less trustful attitude toward the school administration, this study shows

that collective bargaining is not necessarily acc-zpanied by increased

animosity and distrust Rather, it seems, the nature or collective bar-

gaining will tc decidedly influenced by tk. climate or relationships

preceding bargaining

it also seems true that with the advent or teacher unionism as a

force in American cities more issues remain to be erploreu Will col-

lective bargaining improve the educational status or inner city children?

Will the teachers unions be able to raise the professional level or their

membeToips7 what new patterns or interaction between school boards and

teacher aeons wil: emerge to address the seemingly insurmountable prob-

lems or big city schools? These queotlons and others like them can only

be answered in the years ahead Collective bargaining m.ay turn out to be

one or the most important influences yet felt on public education


