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‘) | " INTRODUCTION -

. p ’ . - .
The Center for Urban Education is a vehicle for carrying on -

Bystem—wide long—range planning and development in a select set of

/

-

areas for the Chicago public schools. The four projects in.\ SRS

management analysis described here comprise bne part of the*Center 8 -

planning and.development‘agenda for the-l977~78 year. Additional

-/' —_—

-

information on the Center. for Urban Education is included in separate

: . .
brochurea\which accompany this document. ' 3 ' L e

The Long Range System-Wide Planning'Process is the means where*

S,

~

. by the’ school system determines its multi-year priorities. The
¢ .

system-wide plan will enable the school system to coordinate

-'planning aCtivities at,several dlevels and will faoilitate the

+ Y

'planning of other units. A recommended strategy for implementatidn

- N,

Loy . . . . .

\1

" of the process is also included. R

- The School Profiles provide critically needed buiiding-level

‘information for the Long Range System-Wide Plan in areas sﬂch as '

"\r.

staffing, teacher characteristics, class size, program budgeting,

and school safety and environment. These profiles are utilized in

the goal setting process involving building principals, district '

o superintendents, and the Deputy Superintendent for Field‘Services.

e ’

' They are also used to assess trends and make compariscns between

,seﬁ%’ls., .

‘'
3

The Management Development Program provides a means to

. B
.

reduce costs and improveathe‘huality of education services by .

;improving the management skills of school personnel. The project

,encompasses ten tasks-vhich involve identifying éach job task



- ' » _ i ] : . . \ . - N ‘ i . . ‘ . '.A :-— ——--»m..,,.u.‘___w .
a ' i . : s ‘ ' v , B e
» analyzing the job skills necessary'to perform each'job,”forecasting
. N
) employment needs and developing job—related instructional’programe
L - g for'personnel. ,3 . ﬂ” " ) . -_ - . "‘ Y.
' The. research on. Long Run Changes in the. Composition “of the .
Labor Force in the Chicagd public schools will provide critical \ L

information on staffing trends for the

-

Management Development '
1 _— J

Program. The activities of the research include analysis of

.

@ os .

"a

changes in the labor force ovér the last 10 years, isolating the

and measuring the SLOCkS and -

-
v

most significant of these changes,

- v
AEN

flows of individuals entering. and leaving the school s

ystem
oo . .
. S All four of these projects are interrelated and dépendent ons
) S each qther for a comprehensive management analysis of ;he Chicago

>
@

public school system. These prOJects will enable the Chicago Board

'of Education to develop and administer programs that will contribute

S to'its needs for organizational efficiency and respcnsiveness. 'R'
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e e T LT e T . ; g e
SR BACKGROUND R SRR .
. "’ An important aspect of E:he managerial revolution is the . i
R increasing recognition of planning as a basic management function S
' . within all foms of enterprise, p.rBfit as well as . : - 'uPu
: . v’l‘o date, *much of the interest in pianning has been due t& pressures ‘f.f:“ o
. ; . ' 7'\

: ,-of crisis management rather than pno—activefmanagement choice or R
R A : " SRS N
T decision. Nonethel&/._,( are in an era of economic, technological, .. RS

“ . . socia‘ 'and politieal change in which planning has become reqﬁisite ’ | J

.. , ' for organizational growth o'r even sur_v:Evai Change £irks  of '/' '":Y'._' -
| - c\ . nity: but it also brings"risk., l . precisely the tas of plan- :

) ‘ : ning to minim}hze :isk while conc.ur ently taking advantage -of - all '

e ' -,”‘"k- opportunities. To plan well to make pla’ns that wilsl succeed --' - K
v B » . the actiWLty must take plact: in;a-“contex/t of well;conaeived \ '..:_. J ‘
o ’ :' - ’.'principles, structure, implementation phases and follow—up. l.; '.'_ - I
. % A good long range plan will prb;ide a means to. 7 ” ) * h : . :

i ; T _ 1.' :reduce uncertainty and unanticipated changq .. L A

oo e v ‘- < ' o // . \ e e . -

:'. ’ thtough ﬁositﬂ.ve action ‘ e 5 ‘X S - > I R TR .

5 .‘; ‘;.'3 ;" “- .7 2. focus attention on oﬂ/etives and plans of action o i
. \*" /md a sub equent me.ans of evaluatin;l, ,_’ E " 'f~w‘.\f '( - A . o

_\ \\ 5;"?.' o 3. ' ,gain and maintain economy and effi‘tiency‘ of" bpera; .""':‘ -'J,_{_

s e and R E TR S S SO

) TR . wWhe ,facili‘tate contto].vt and c.ommunication.- P ';_ ST
| LN A I"o‘ \1ized and structured planning process will contribut)e* 0 °.,;,__ ‘
. ; _,\\'h to’ organiz_tional success by en(h_fxcing the decfision-making process. ‘
‘ Purcg)he/rmore\y‘itxwill be sufficiently flexible to tallow .for ex- /m 'v,.:.
- ._; - e’;h pansion or mbellishment during subsequent pla.nning cycles in -
/ : guture years.- Such a planning process will e ance decision- :
.‘ - . . - , . ‘ a - .\ : T, -
- - ) D‘A" N i - ‘ -, ,ﬁ" , . Py
., . v 5 . ,
‘ . . - N - - o b T s




’ o R . .
. ! ) ’ . - .
it e Bt e g s e g BT S * ) o ' ) ‘
(‘ o N . T LA 5
' ' - g e DAoLl .. S 2
) T . : . . . - RSO ou P U Y
. A S . ' . - .

L ‘u making in the Chicago public schools by the: .\;" o

'l.“ identifiCation and examination\of long term en- ‘ _ R
L ' bl

vironmental*threats and opportunities which wil"shape or in— I

r
- . a

o fluence the school system, L
- : N N . . "'I .. R "k . . v’
.;?g; T ' . - 2. articulation and. communication of objectives, T o

,Ji‘v-d‘ . ltrategies, goals, action programs and contingency plans’ for\\ o ‘t> ﬁ:;..
. b - . ) 4

l*:;.§3 ; use both internally and externally to the school systemi and ' ST

RN T s, establishment of accountability by providing , R N

- Lt b * ‘ - . -

standards of control for the monitoring of performanse, and ' oy

feed—back within the system. | o _ A o

P : I

Tew
et

rh light of-the importance of planning, the Long Range
s Pianning Task Force, coﬂsisting of five corporate planners and
“-'eight Chicago public school employees, was convened by the .
| General Superintendent in August 1977. The ¢harge to this Task :

Y . -

:f-i- ,:LFbrce was to design a long range planning process for the Board o ';—

v q

K ) of Education of the City of Chicago.o“Such a planning process : .
if -f incorporates the principles of long range planning deVeloped B ..

- in other organizations and reflecéb the operating realities of )

1

» e ._--the Chicago public schools. -t ! K ‘ ", -

wl . o The Task Force met on the average of once every two weeks ’{fk K
- -;,from Angust'through November 1977. The major topics of considera-‘~

tion during that period of time included methods of 165§’§ahge~‘ '
;.planning as well as current programs, practices,zand organization ' f’_i}\

. of the Chicago public schools. The,products of these discussions

T include' a recommen&/d‘deﬁégn/for a long range planning process

.and a recommended strategy for its implementation.




The purpose of this. Task Force differs from that_of_pre— .

b S S

‘. vious ventqres into planning, such as the efforts of Leu and

Candoli (Plannigg for the Futufé A Recommended Long-Ran -

Edgcational and Facilities Plan for Chicgge, 1971) and Project -

- Simu—School. Chicago Component (1971 74) Leu and Candoli

-

L -

. developed a :(.ong-range Qlan, ,hut conclud"ﬂ” their study with

the statement that "as-soo. as;any study hn printed it becomes s
v . . ' ".‘ .

‘. obsolete. Planning is a continuouslﬁpystemaqic process -— not N S

_s,singletwcookboos", unchanging solution" (p.472). As.the AN

authors anticipated their plan;ss now out of date and a cur- -

-

o o rent long-range plan must be developed - In A Data sttem for .

—

Comprehensive Planning in Education (a 1973 Simu—School publica— -

ion), Higgins and Conrad.state that "Comprehensive Educational
Planning is a. continuous process of (1) establishing goals, n
. - .

(2) gathering data, (3) forming and assessing alternative meansu ‘ '
, of goal achievementoand (% making decisions about these alterna—

- tives" (p. 1) The Simu-School materials suggest methods of ?wr;:;

& .

carrying out each of these individual activi}ies, however, a'°'

.

' :fclear and direct cOordinacion among them is not delineated.- The
. ;e 3 e . A
purpose of the Lohg Range Planning Task Force aras to develop a: 'aszbf“‘ N

plan to plan" which would provide for the coordination of planning

, ' A N ”,..fwﬁgau~~; 3 g”; S
Tyt activities at several levels.' L Tt o : :§ e

ST N . KRS
' . N v L [
- . . . ' . . N ] P et o L
L AN RN ) . . : N
- .
.
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ggIGN OF A LONG 'RANGE PLANNING PROCESS FOR THE- CHICAGO PUBLIC SCHOOLS )

R B N
oy
:

s m rm———

LT e *.. E t e - 8
S '.. N The Iong range planning process can best be described ‘as one of ;~5”'“}

;. i,?' _assembling, reviewing, and interrelating three discrete types of L e
.-qplans which differ in level of detail and degree of comprehensive— ??k;[;;fz

s PR =

ness. These three types of p1ans are developed in a generally

5 . sequential manner during a twelve monthcyerisim although there’*'f,aﬂi'=l§ i A
48 a great deal of overlap among them during their development. e ”g?‘fifg

_Bach plan has a variety of ingredients.' The three types of plans “

| e

re described below, followed by a description of how they are Jfﬁ:p“.}l';f_ﬁ

linked together ‘and scheduled._ ' i | V CE

. Type I: “The System-Wide Long Range‘Plan
s ‘ The'system-wide plan is a description in general tepms of

~ . the strategies which will be used to achieve the system—wide goals
" # gnd objectives. Thus the firgt_component of the system—wide plan
Rl - 1s.a statemeno-of the systemrwide goals and objectives. The cur-
. nt goals and objectives were revised on. July 14, 1976 and
. adopted at a_ General Committee Meeting of the Board of Education

'on August 11; 1976.K Listed under each of the nine systemdwide

=~Jgoals are several more specific objectives which clari}y the
'.'9“0 N

'r“;:’°'ﬁ;E§9als. These goals and objectives shbuld be reviewed at the - : ,

'.beginning of each planning cycle by the General Superintendent,

N

che foun‘dep ies, and-members of the Board of Education. Primary
pjz .responsibility for this ta;k rests yith the Board of Educat on.
- '\‘ * .The revised system-wide goals apd : j;;tives should be a major
- ‘inclusion in the sysicmﬁwide long range plan. 'E 3%» » ‘
= I ) , E_,j 2 ;ﬁ;i it
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\__“_-m__} ] . c ‘ . ‘_ . . _8_ ) : \ .

- . The second major ingredient of the system-wide plai is a -

narrative summary of the most important factors which will affect - ’;

' - S )
TR et L TR U P S B

" the way in which the goals and objectives are to be achieved.
} )
Such factors include, for example, descriptions of. trends in .

. , ' rGVenues, regulations, popuIation and contracts. The implications . o -~

- ‘ of these factors, if they’are not obvious, should be summarized
here. The narrative summary should also include a description

A

'of the major strengths and weaknesses facing’ the system.a'

s N

Strengths are those positive aspects of the system which can be

-

built up upon, weaknesses are problems which are not being cor=
\

~ . rected in- an effective ‘and timely fashion.‘ Above all else, the

a

narrative summary ‘should assistﬁkhg?reader in relating the goals

< }///- of the system ‘to the specific.strategies of the system. In other | oo

r

~

words, - the subject matter of thé narrative Summary 1s’ the same as

* -,

that implied in the system-wide goals and objectives.- Primary
responsibility for the task of writing the narrative summary
rests with the Office of the General Superintendent. f

A third major piece of the system—wide plan is a. set of

- - r.

. statements about system—wide'strategy.-These statements are

specifications of broad courses of action assumed to be the best

methods of attaining the system—wide goals.‘ Where possible,

-e . N T o . .

‘these-statements describe the requi*;d resources implicit in each

'd .- : atrategy, e. g., people, ttme, and ey.. v . . o K

Theqe threéjparts —- the systemrwide goals and’ objectives1~4$fL,]'}
O T
. rsummary 6f'impo tant factors to. consider, and the statements of -

*
ma]or-strategies to be employed - constitiute the system—wide long

range plan. A11 three parts reflect about a five year time horizon- .
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' éhat is,rthe system-wide plan should explain to the reader where

k3 -management intends to d1rect—its—efforea—oua:_the_nexr five years. -
B

The pr%mary purpose of the system—wide long range plan is
’ ' . * e
to provide direction to the lower levels of management within the .

A

organization.5 In order for the system—wide plan tg have ‘an effect :

v A

\ e

1on the behavior at lower levels in the organization, it should be ' , [

accompanied by planning guidelines which tell managers what is

é,.fvﬂ_:" ‘expected'in_order to ‘develop their second level plans. '

. : t L _-/;c.b -"’ - ‘1' - " ' ‘ - '

L TYpe II‘: Second Level Plans ) y
' ﬁ%i' Although-there is. one system—wide plan, there-are_atlleast ’

.$‘~z. . .

’

E—
<

gy second levél plans, which are specialized responses to the

g;gi systemrwide plan. Their time horizon is shorter thanathat bf thed

'il system—wide plan (three years as opposed to five) They are

“ﬁi" eveloped by each unit manager under the supervision of the

’ }f, 1;5 appnfpriate superior. Specifically, second level plans are

,; ‘ ..'“ developed by those units reporting to’ beputy Superintendents asv;.
L we11 .a8 those staff units reporting to the Office of the General . f' _;f

,T?:.g - Superintendent. The second- level plans which should be developed -

\.?,f?f_ are those portrayed on the’following page.". . _ .

Each second level plan consists'of two general parts. The .’b' -

‘first part contains a listing of those strategies delineated

.

in the sysfﬂh\wide plan which the 1ndividua1 unitjrill endeavor L

to support and a description of goals, strategies, and objectives ,

ch will be used by that unit to achieve the selected parts of
- the ystemrwide plan. In this section, the unit manager is saying,

o ‘ -"in eff ct, "Here is how my unit is helping the system to achievevt,

3 . o . ¢ . i
N L . - . e ) . . o )
\‘l‘ ) . . ! . Y .. ) M S e -, [

. .- " N .
@ L. . . Lo







F SECOND LEVEL PLANS. |
ELOPED UNDER THE GENERAL SUPERINTENDENT OF SCHOOLS

'f ~ BY THE. FOLLOWING'

ENTS REPORIING DfRECTBY TO “THE GENERAL SU?ERINTENDENT)

tment . of Internal Audif . ~ .
tment .0of Administration . - L ' ‘ B
tment ofﬁEmployee Relations . > 2 B { .
tment‘of Research and: Evaluation s h
tment of hunity Relations

u of Mul gual Education® : . )
tment oﬁ‘gchool Safety, and Environment 4 e

» o for‘Urban Education ‘ o _ .
.

(ENTS REPORIING TO THE DEPUTY SUPERINTENDENT—FIELD SERVICES) ’ o

fect 1 : Lo pDistrict 14

-icts 2 and 24 " _' : “}-'-_ District 15

-ict 3 _ : . ' ‘District 16
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"-mw unit is proposing to do what it has. . .

j’the systemrwide goals and objectives. . i

v .
" The ‘second part of this plan contains a description of those
=== "

- ~
factors which influence the selection of strategies which will help

the unit to achieve its goals.m Such factors may 1nclude trends

which are, affecting ‘the unit, as. well as an analysis of the unit s ' h
—strengths and weaknesses.; This part may contain a description of

‘»unresolved issues affecting the operation of the unit but re-

quiring action at a higher level. This section also includes an |, . ‘

. aggregate summary of the financial impact of the unit’ s plans.ﬂ In

S

'this section, the unit manager is saying, in effect, 'ﬁere is’ why /

LY e
—

3

i In the case of. the plans developed by the District Superintendents,‘

it vill be necessary tQ develop guidelines and instructions for trans-

mittal of the -plans to th school building level. The .other second

™~
R «

level unit plans (with aj few exceptions) will not require trans-

mittal‘downward. 1

7 S o
Type III' Bailding Level Plans r. . .
& - ’ 'y ' T :

- One building level plan is’ developed forreach separave in-

structional facility in the system."Each plan is a response to

the-district (second level) plan of which it is a part., Each of-

‘these plans is relatively short range (two yeArs) and describes' S

v

‘ how programs in that building will’ support.district level goals.

Like the second level plans, these plans consist of two parts. RE

Eowever,.the descriptions of what will be done and why are even-

more specific.

—

A
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' Linking the Three Levels of Plans ' oo
R

In several respects, the planning process described here is '
"top down ‘planning activity is initiated in the upper echelons |

N of management and is filtered down through the—organization to

. euccessively lower leveléilf&management. The systemrwide plan
. v
is comprehensive and general. It provides a basis and A direction

for developing the f cond‘level plans which are ‘more specialized I

and detaifed. Some of these plans, those of the District Supe\'}

"“intendents, in turn provide a basis and direction for the building.

level plans.ff
During the planning'process, lower level-(e.g.. building) plansh
need to be reconciled with higher level (e.g., district) plans.
Aléo. plans. need to reconciled with each other at the same level
(e g., the facilitiks requirements emanating from pupil: personnel
services must be re onciled with facilities planning) Recon=
ciliation among plans takes place through an extensive review
.f’. process. District Superintendents work with principalstto recon-
: ' \ ‘eile building level and district level plans.* The General.Super-
intendent'and the fou;ABeputy Superintendents work with those who
prepare the second leyel plans in order to reconcile th second

i

level and system~wide plans. Aqynlevel plan can be modified
(/during this process of review‘and reconciliation.' .
Because ‘of the need to reconcile the various plans> they-
cannot_be developed in a strictly sequential manner. Each of
the three "levels of plans requires about ten weeks to develop.
About five weeks into the development of the systemrwide plan,

preliminary pleces of the system-wide plan are transmitted to

)

4




C

‘

-

'planning-process is ongoing, that is, the entire prdcess is

o o ,..';l o ’ - =13-

those administrators responsible for developing second level pIhns. _-

In a similar fashion, about half~way through the development of ;

dgzond level (district) plans, work begins on the third level

—_—

(building) plans.

v

~ ' . . ' “, o \§

A’Linking the Planning Process to Budget and Control Decisions

~ . P

After the. three levels of plans have_been developed and B

1

. . |
reconciled, they are used‘as\\he basis for- decision on the anngé% Lo

budget.' About four'or'five

ths are requ*ied to develop short

range (one year) spending plans’ and reconcile these with long

' range;objectives.- The. three levels o plans are also used as a

generalfguide for managerial decision-m g during ‘the following

school year. Progress towardaobjectives 'assessed at all levels:
in the organization. The approximate schedule of the planning and

review process is. portrayed on the following page. Note -that this

repeated annually.

<
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mx.m-:mmcmpmumc PROCESS . . - B

T

The steps toward implementing a leng range planning process

‘. are summarized by Alvin C. Eurich i"Plan or Perish", College and o
I' University Journal, Summer 197Qf’:s follows. ‘7/» . n . . ?". :'
: ‘f o 1. The gegernigg body establishes a commitment to. | | &é;
kfr :. S Y plan;:\_""_". ”Tﬁ“'v_ '_. ’,f‘ L . ' ,-. f‘_;;_%%u*
' Zi S i- . _;i .Z.v An administrative officer responsible for planemn _" dm:l£?i' ;i:
‘ ',‘inz is designated' ‘ o ‘ |
3. All relevan information is.collected' and '. s
v , : | &, Specific and: ealistic recommendations are for- .
' mulated..' ; * - ' | e
I . '?@“ - PR
Steps 3 ang-4 d&ount to the ongo-; process of planning, which s T
V and 2 need to be completed SR

. _has been aborated above. Steps
onl once, aléhough the indicated commitment and responsibility
. must be maintained as long as successful plans are desired.
T These two steps can be completed by the establishmentng a
| geparate unit (perhazé\a department 1eve1 unit) for long range
planning. This ‘unit should be charged with the reSponsibility
for implementing the long range planning process described above.b
‘4d | . :' As suggested by Gerald H. Gaither ("The Imperative to Plan in

- e
R g <0 ‘
Higher Education ’ North Central Association Quarterly, Fall 1977),

"the plrnning staﬁf should ‘be based close to the t0p of the v

s _ .
organizational hierarchy bit generally remain in a staff function"

1

/\
(p. 351). Thus the unit.should be headed by someone at a rela—

i

tively high level in the organization (such as an Assistant

3

' ;!'Superintendent); the head of the long range planning unit should T,

'"""repéri directly to General Superintendeﬂt °f SCh°°ls' The \

unit should be'house t the Center for Urban Education, since the
~- : i K N l.?

P

“



’]plans,"

B N
_'prinary function of the Center for 6Lban Edugation is " to pro—

vide a mechanism for carrying on strategic system-wide planning

and developmeﬁf of a select set of program areas .o
. The long’ rauge planning unit does not plan fot‘other units. )

ther, it is re590nsible for managing the planning process of

'-the other units in the Chicago public schools.- In pursuing this s

“i- 1 - A

»function, the 1ong range planning unit would undertake the fol—'

)
. -

. P 1. Prepare a multimedia presentation on the general

»

_°7design and purpoge of the long range planning proces§ - e

Prepare planning manuals 1ist1ng activitiex to be ' N

;undertaken, time schedules for the activities, procedures to be‘

'follOWed and forps and formatsgto:be subm%tted with individual

pL-TIE

~

' 3. Design and ¢onduct workshops’ on the long range
planning process i cooperation with the Administrativ:\ﬁniver—'

a

3, . @ hd - > -

aity staff;

. a : - - £ . .
. . 3

4. Coardinate,long range planning activities witHA

those of, budget preparacion, L ’ g ‘ we e
5. Evaluate the quality of plans that are prepared )
and:make recommendations for iﬂprovement° -
o -- 6. Apalyze plansqin order to identify discrepancies
_ between levels and across other units--” : ;

' 7.} Facilitate the aéquisition of manageme“{ information

needed to aid uplt managers as ‘they develop planms (for example,

‘ providing the school profiles for\aphool/Principals), ' ‘,gb'

gl

LR
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FCN [ - . . . .- . R -, R <
: _ . ‘ R . ) _ D _17_‘N
. o ‘ .. x . . o 2
' . oy . . Er

" )'a "' " . vl )
ano"uve \w" doc ent which descrihes trends which are nbt

o W
vy o o V. 4
< LR S e . L

\5 Syntkesize the various levels of plans;and prepare

R [f }?;'btherwise apparent in.the long range plan, and SR e 'r;—-
‘o a N % -\',A 43" * . o - )
. .‘ /£{<; ". ‘ 9. Pregare and circulate copies of the annual long " ..
I VU ' Lo% ’ _A.-_ . . . ) ."_.
raﬂﬂe pla\-; oL o A .7

i
.a\.

. ;finto" the ctual develqpment of plans. This particular process =

1s portraYed on the following page. o 5 .; ,__”

The long,range planning unit should be kept relatively small

'\ .

as its overall purpose is to facilitate the planning of other T

units, not’ to do the planning for the other units. The individual

[N

chosen to head the long range planning unit should have the

;o following: characteristics. a . ‘ —

Y

[l HBave extensive knowledge (based‘largely on expertence)

’ nf . of all levels of operation of the Chicago public schools;

2. Be well grounded in the general principals of long g

. W range planning, _— . o
N . ’ . . -

3 , ‘Have the aptitude to think in abstract termsiyet be

able to design and - implement specific concrete procedures, and

/" | N ;‘4; Be able to work easily with and secure'the coopera— |
tion of a wide variety of individual; (including, for example,._a
members of the Board of Education and school principals)

The first step in implementing the long range planning ’

process should be to identify the individual who is to head t

long range planning'unit. That person should meet with the

-~

o~
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1in all flve: coiumns.
s

Nuber of poritiono that the school has owx the statfing
fornula, - here ana $taffing formulas vhich determine how
many positions to which a lchool Is entitled based on_
achm. Information 13

mnths in. tha 77-78 column and
for the curzent month.in the current, mouth column,

—7""—“““7'77""' -- _Tﬁ._‘_
- ’

Nmber of positions for which there 18 n%ther ¥ regultrly

appointed teacher nor a.PT8 tiliing thepogition,

Infomtion ia avallable for previous month and the .

qprrent month, /
A K

mmbet o! ltudontn vho could be placed vithin the leiiooi
before another tnqhar neoda to be mignod.

[ ,.-

4

Husher of atudentl in roqulnr plmnnt dividad by tho
nusker of classroon teachers assigned to classroous, Por

provided'in tha precading colums, In thh colum 77-78
date, {nformation is provided on the previous mnth' ‘
‘ratio, ‘ ”
divided by the nusber of requlsr: cladsroon teachers’ in thar
“school, even 1f they are not in classrooms, Previdus

year's ratios are also providad in the preceding chwns.
In the coluan 77-76 ta date, information g providod on
the previous month's o’ ) )

-

Membership on the last. day of tho poriod undar stqdv ,
pompared with the number of paraproiessionals oifering
instructional secvice. Previous year's ratios are aiso

to date, information is provided on the previous month's
Cn ¢ S
Nusber of days thye clagsroon teachers vere absent and

covered by substitutes divided by ‘the number of daya that
clagscoon teachers were bsent. Infoﬂ\atiun is provided

) .
E '

This index will provide infomtion vhich pmitl thh,
monitoring of hov schools are-being statfed. if fositiond
are overstaffed in both the 7778 colum and the current

| coluan, the reasons for overstaffing should be invoatiqatod
If ovamtaifinq occurs dnly within the curcent month,
pariups the situation night rectity itsoif vithin the
month, '

)
Information can reveai
local school levél wh
at the school,’ If vacancies appear for hog\ wnths it ny
be an indication of & position belng held which should be

closed. . : v

could be saved, This can be done In two ways - S

;37’\:

,' notéd. The probable cayse of tho di cropancy
school not having enough upace ior ¢ ery rcgulat ciassrooh
teacher. ‘

2a.xt>‘

'

ch may-be an indication of a problgm.

[

Due td\tho nature of wo ltatiing fornula, thero could bo
, &riation iw the eleuntary school of as much as 8 students .
% [gliver.the same nunber of teachérs, This would indicata that
in the sftichcious placenent of students, teuching. positions

K}

tablishing comon attendance’ dreas among 8chools or by

o clusterinq achools' -attendance ams 1

|t view oi the- emhiishment o! 2 joint Board-linion .

Tcomnittee to study. maximum class sz proqruns, this .

1l P indicator could also be used to compare various stafting
S L _ fornulae belhg revieved, This indicator can be provided

' " ' . ~ using a varlety of staffing formula, Theé formula vhich

) _ creates the smallest degree of siippago should probably bo

' o [selectedy ‘ L,

Infornation can be uaed to th tre.nds over thé Jasit foui-L '
. years and changes, in ratios over the last month, When the |
| & given pontlf, information will be provided in the curreny ratio 'is outatandingly high coupared vith othor achoois,

| vonth -colusn, Previous year's class.size (s) are also - rehsons night be inve'iitiqated

. L

. *,
I 40 - \
e Lo

. L f
o Y

e -

Sm a8 ACS: hovever, when this iniomtion il uaod in
conjunction with ACS, discrepancios betveen the two can be

1. due- ta the.

L

nparisons can be ude across the years for givan schooi 1

’

a's veu 28 aross. uchooia ior a givon yem RN

I the . iirot four coiwu provide yoarly ovmqes vhich can 1 be

used for vithin school cogparisons and trends. Al} five:

columg chu ba used-for noting 'the deqrao of improvemnt in
swatitute coverage. By comparing current months ‘across t
city, varlability for'a glven month can be obsorved. * For a
[abeen unit, it one raviews protiles tox’evorai montha,

complete picture on a uonth to month b

$ can be obtnnedt

4

v— R

increasing trends in vacancles at the| -

54Ez—
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||~'rum'mn ST 2

] Do BRRERE LAY R

'. eiﬁestitute pey‘ Co o

| umber of government unded

nunber of mn-clmroo’e taachers
- sbaent coverad by substitutes

[
[ v

B —"

. @

| statting cost per pupll

’
]

"t

Number of boerd !unded chssroon
teeching positions S

| humber of board funded nuxiliary
, counselors, mter teachers, e,

teachinq pontione (m)
Nunber'vef board funded special
ecjucetion poeitione

teeching poettione ‘

Nusber of board’ !unded
pe!eptofeeeio poeitione

R, d L

Years a5'a principal *

Turnover rate

B &

1 teachers, etc.) and for uhich ¥y to day eubaﬂ
| vas paidy - ; : ,

A ot teacher vacancies.” o

| those personnel.

" | 'The nusber of board funded teacher aidss ‘,

il tive colunne of the profile, =

education etudente

.Sex of the principal .

'Race of-the 'prtng‘#"ipa'lw

Nusber of days ebecnt of teachers filling nontea inq
boiitione (free ‘assistant principals, adjustment \

/
Index 1s found by multiplying the nunber of days thet 'y
substitute has been employed by the substitute's pay. It
should be oted that this fiqure is derived for
substitutes who are edployed-to-covet-teaehembsences,

The, total per pupil stefrinq cost of reqular plccenent

students fon eadh,school relates: the cost of eelatiee for
Board of EducatiBn funded professional pereennel eerving
reqular students in.each school to the number of. requler
placenent. etudente in that school who are eerved by

y : .
Board of Bducetion funded classroom ot subject teechm

+
' 0 -

Number of free assistant principals, libreriene,

Nunber of positions epproprieted for eerving epeciel

) ‘cheimnent funded classroon ot 'enbject toechere |

cy .
.
’

o m B
ot

Curtentege‘ofpiincieel‘, o i

(,-n. L ) ) \

.. .-r"‘ . . 'l‘.

v

Yeere ot experience A8 A principel, not neceeeerily R

' within the sane school

‘Nunber of chengee in teachinq peteonnel conpared with the

average of the nunber of poeitione at the gchool at the
beqinning and end ot the pertod under etudy

’
1

Nnmber of deyg ebserlt of teachen charged to A echool
(excludinq teachers on leave) divided by the nunber of
possible teacher sttendance dajs. Information eppem 1n

s is'a good place to look for eurplus dollere,.in thct.

‘ expertiee or

| between-schools can ba made. frends and increasing k

N

v "l

eperieone can bs ade withfn end batween echoole. 'l‘tende'.
:centeleo b noted, o, - " |
Conperieone 'n 'be made ' tween and within echcole. frends
| can be noted, ' 3
Comparisons within and betueen lchoole can be Mde Trends
can be noted. . - - '
c'onperisone can be nede withtn and between echoole. 'h;ence
cenbenoted.« .‘ c, . .
r . Y " . o - ) )
L Comperieone cen be nde withtn end between echoele. Trends

X COuperieone dcrogs schools in edninietrative age can be

| Necessary. Lnfornation to ineu:e ccmpltence vith 'l‘ltle w |

| usesul in deternining conpliange with nitle. v o! the civil |

_ . Jadninistration,
: .. educational probl

Jstuilar to rate’ 3 attendance fcr pupile except

. * Lcolums can be used for notinq the deqree of ilproveeent tn |

‘ , the city, variehmw for e

substitutes are very seldon really used for covering the -
responsibilit esof a mncleeeroon taachbr ~- dus to lack off

eufticient becquound infornetlon.
M .

Glves infunnetion as to the budgetery .anolint vhich is being
expended for substitute: pay. conwisone across years and

personnel rcete, oan be cbserved.

IntomtJon can be ueed to deternine increasing ﬂquree in
the ‘major costs of educating a student in a given Chicago
publ chool. Cityide conperieone are eleo ueninq!tﬂ\

can be noted, ©

]

nede. Trands can be noted, e.g., in average age, ‘ne cen

nots when a principal s feaching retirepent age 90 ' 7
xepleceunt $cedum ‘can be tnitiltcd. S &

Lol
. K

Composite cltywida numbers can be conpared, Trends in
cwpoeition ot edninietretiveteteft can be. ncted. e

N\

Rights Act: of 1964, citwlde“edninistretive cenpoeitton cm'
be noted’ s w,elI es/trende uctoel yem.‘ , .
Trends in a«hintettetlve expetience can be noted Helpful
in‘neeeseinq perfomnce ﬁl”princlpale . [

steming fron such fartdrs ag chanqing neighborhoods, poor
¢, “Mhe high turnover may create,
gven. when the turnovet is ccincldentel :

I
May 1ndlcete prcblele\gthin the school uch as poor mrelqﬁ

t tho
veciable 1e ebeenteeiee rather than ettendenco and: the
populetion is seachers zether than etudente. Al tie ;.

taacher eheenreelee. By cenpuinq ‘curront lonthe ecroee- 1

nmnﬂi can. observed,
g e |



DESCRIPTION -

SIGNIFICANCE

i

\

‘ luuab'or. of hours Lgat i

$

[Parcent alnority el

. [parcent vith loss than six yaau'
xporianca ‘

[parcent with only a bachelor's
‘Hegree '

’

. ‘
[Percent attendance

. pobility.

imuntlviw/llﬂéﬂh\w '

4
'
o

" [etentivity/Sumer

| Number of teacher days ahsent multiplied by 5 hours for
:} each day of absence. - Information appears in'all flw

% teaching experdence, Infomation appears in the first

| the titie of the survey.

g l’orcent with approxinataly four yaars college education.
‘ Infomation appears in Hirst four columns of the profile,

total nusber of possible student attendance days.

.+ | the current wonth divided by the menbérship at the-end of

. _‘ Nunber of stulents retoindd over ‘the sumer dividad l;y the|
| average,of the June nembership and the September- : L
nenbership, Infornation appears in the first four coluns .

colunns of the profile.
e v \

Percent of" taachﬁrs who ara classified in one of the

‘ ninority ethnic groups.- Information appears ln first four|-
| colunns of the profile, but not the fifth, Numbers -

represent percent minority at the time of the survey in
November. & - ‘ -

-

Percent of the faculty who have. less than six years ot

four colunns of the profile but not the fifth, Flqures
represent percent with 18ss than six years'oxperienco at’

\

[ Flgures represent percent with only 2 bachelor 8 degree at
-the time of the aurvey

. L.
g .
N \ '
.

. ,")

Hunbér of student attendants days present divided by ‘the

\

Number of students who entered and left.from Septanber to

Septenber, Infornation appeds in alf tive cdlumrot the
profile. . _ ST '

anber of students retained during the ichool year“dividod
by the average daily mesbership. lInior'nation appearr in
all five columns of the profile, ‘ ‘

R

of the proiilo, ) voA

vFor a qivan school, ,Af one roviows profiles for aovml ‘
f
N nbaﬂnt.

| Can
| withinfand betmn schools, Trends’can be notsd. -

,Can be used as ,‘ measure of chnn

| pdputat

'{-of students who' have- been taught at the sc
" ear and the nusber for vhor adninistratoryf and toachers |
~can be hald accountuble for their pmqres

‘ anaimd

months,:a eonplat
ohtained

itture on a-gonth to month basiy can be

»

13
e ! '

Number of, hours which children are without their regular
teacher San be noted. Hlthin gchool comparisons can be
nade, If the number of hours is divided by thip nimber

represen\:s the actual number of. days that ‘the téachm wre

\

' Conpnisons vithin and between schools can«\he dade. Trends

caniho fited, Can be used for determining complianto vith
atatu and ioderal quidolines.

1.
A
t
S T H

n?uud for: connarinq percent of ineipariencod teachers

Meanidgful in determining conpliance vit}\ Title VI of the
clvil nghta Act of 1964, , o

Can bo used tor datemining aducational composition of

- faculty, ('.onparisons within and between schools can be

made. Teends can be noted, Negessary inforwation for

daternining compliance with Title VI of tha civil. nighta’"’

Act of 1964,

‘Can ‘be ysed to conpm the degm to which atudanta are -

attanding school, Relevant in deternindng loss of revenve’
from the - stata. . Conparisons across years can be u‘a to
deternine improvement. - Anong school compnrisons can alao

' -benade.

in student population
from Scptanbor to the present. Within-and among Jchool
conparttofis can be made. Trénds: can be noted, It isr
good indication 6f the amount’of paper work reguired of
adninistrators and teachers due to the procossing of

‘ transactions.

milvis qood nmeasure ot stability of tho school
patentivity should be viewed in conjunction
with nobility. * Mobility night be decelving in that it
could be the sane students who are causing the large

‘percentage-of :transactions; 1.¢., multiple transtm in and

out; etc. Ratnntivity, on the other hand, i icatos numbat

1 for the tul

J Acroas yoarN
'h'ends can b}

ard anong school canparisona can be' aade.

P '

Hoaauro ot stability of school populat}on owr tho luom |
‘o continu{ty botmn school. yeara.
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percent behind reading lqvql

4

]
1

T

\

)

f

-

:
a

{

P

- | indesgartan and
nenbership

i

'pral'dndargdkun

°

-

{ nacing ?&ﬁ/ﬁm'll ‘
o S v :

mb;_x"lhlb txln[

.| Pectent with language,
difticulties -

v

Elemintary reading {ndox

. '

fading Mdian/ige 8

" | Ragular mesbership -

wiagh daly lﬂWshIp "

Merage, dadly alkendance

ousttog et -

Special edﬁdtim nenbership ‘

'

L)
Pl

' A,ﬂ,ve' point scale assessment by
facilities Planning of & school's meabership over tha next
anging from: 1) golny:
i, ) going:stablle, 4) going wp, to 5] golng
Jup critically. Infornation is found only in the fourth

column of the profile. I R .
Y v ,
Enrollnent of kindergarten and prekindergactef stodents

enrolled within the 16¢al school, 'Columns 1, 2, 3 and 5
contatn infornation on thig index: - Colum 4 contalns

Ly

the protile, o .

age level is deterningd to obtain

on the alementary reading index.

first three colums of the profile. !

saveral yeat"
2), going dwn,

last nonth's information,

)

Niddlenost score for 2ge 11 when all scores have been
- |arzanged in order of size. Information {s-found id the
first three columns of the.profile, - ,‘

the Deparmint of

Regular mesbarship includes all the students enrolled in
|the school who are asaignéd to regular placement, =
Infornation is available in columns 1, 2, 3; and § of the
profile, -Column-4 contains last ,npnth_'s' information.

|11 students ehi&jl‘ed in special education ,ciassaé. B
colmns 1, 2, 3, and § contain information on this index.
Colunn 4 contains last Hontha' infomation. b

: ‘ a . i
Nuzber of student days in meabership conpared with the

nugher of school days, Infornation is available in

*loolumns 1, 2, 3 and5e T T ’

)

the pcmntl of @tudinti who are ctioning significantly: [
balov thelr expected age=level placenant in reading, '
Infornation s available in the first three columns of

- Ibitterences batused phe school s reading nedian for each
“diffarence soores’ W{th
 |matn butidings and-branches ‘considered separstely. The
|test index 1s the nedian of "difference scores” ‘for the
*|nain building and branches gonverted from ‘years
the first thred columns of the profile conuln{inifor:mation

to ponths.

uiddlemst score for.age 8 shen all scoi:eé have. been -
’ rarrgnged in order of size, Information is found in the

|etrst thres columhs of the profile.

Middlemsé score for éqa 13 when all Bcores have been
araiged in ocder of siza, Inforaation is found In the

[
)

Sown critically, . *

A'-‘g""

I
f

Total mumber .ot.studoﬁt days in atpandahce comparad with
the nuber of school-days. Colums 1, 2, 3, and 5 contain
{nfornation on this index. - :

Percent of students whosi dominanr. lan«quge i8 not
English and are having’ ifficulty mastering English,

schools can be noted,

|cityvide.

| Good neasure for conpaing 13-yenreclds’ reading progress

Good nepsure for school planni'nq in terns of facil;itlu,

| nade among schools. e

"*| can be used as a basls for ddentiying schools which are.

Useful for recaiving 'state’ and ‘fedetal fuids wd

POO! ﬂldlm) p!ogllll cﬂl Lol ik ek A TR |
Iprovenent Can. be noted, Conparisons and trends: anong -,

Caii be used 88 a measure of the school's standing 1n' mdlnq

[y

progress, Citywide conparisons can bo made.
" .
s
Good mm& for oonpazing
C“ﬁﬂlld&. ‘ '

Good measure’ for conparin; ll-yoalsoldl'\ reading p}oguu '

bt

citywide, When used in conjunction ith reading nedian/age

8 and reading median/age 11 can be very useful at the'local |-
"1 schobl level, L |

squipnent, and staff. L D
. B §y . -'-‘.;;{:,a“.-'-'-‘i.:
AR e l :
’ A (" .‘v,-.o‘” ". " {II'"" | . e N !

Can ba used a8 &n 1ndicntn£ of pini,chool‘ and kindergarten
level needs. Also shovs trends in pembership across

(duparison cap be made among schools.
Shovs trends in membership acrocs years. - Conparisons’ can be

sarving lArge-parcentages of children withiapocm needs.
Useful in obtaining additional state funding,

Shova trends ih nenbership acrosd years. ;Compélrison oan ba |
{nade among schools, used a8 the djvisor ir many indices.

Critical for funding purposes, 1.8., .:’e:';et‘ﬂnq- state r'o
t6venua, - Used ga the diviaor in nany indices: . .?

¢ i

deternining need %r additional services necessary for o

agfyq_'a_;:g‘ldu' reading progress |

yoars. |

A ——

copliance with-statéimndates. - ..

! o e 3H .
. ‘ [
5 ) fa -

ot H\:‘».
. PN 4 . ik
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‘ L DRSCRIPTION

v Y C uImIF!cAm L t v, ' ‘

Total upqqditu‘m per pu‘én- =

.| Vandalisp costs 'p'er‘ pupil ,

<+ | oqrcant from lov-Lncons fanilies

Racs + Porcent minority

mmt and atheicity qf the
dominant rm. ‘

Total appropmuon por pupll

i 3

(n

mdtnq related |ppropri|tion|

pcr pupn

\1' N
Reaging related expenditures jer
pu ‘ '
Y

mhmticu approptlatlonl per-

' pupll TN

'," o
: '
§ i

- Numbor of accidontl ~nqulring*
. ndical lttention (N

Aecident ratio

\.

Total mtf assaul ta 1nvolv1ng
: conuct C ) ,

o

* fachool student projected over the gchool year. .

E

- |standard tine auotmnt schedules, o

: Ehvironment on Feport of Accident‘s to Pupil o

-

60, ‘ot recelve welfare, . - y oo

; school yeat.

Y -
mlun mceivlng Ad to Fanllies with Depandont ,
Children or Gerieral Assistance and povnrty famluea who ‘

)
\

S

Racial and ethnid groups tor students 15 doternined ln ﬂn
fall of each school yaar by observatlon head count,

Major racial and ethnlc eomosition of a glven achool,
. . ]

; 'rhe total educanonal fund and t.extbook fund allocated for

sducating a Chicago publlc school student.

Total~'amunf exppndéd for educatlnq a glven Ch1cago public

L

S

The per pupil cost apptopriated for the, tea hinq ot

reading and related Metivities prmted aofording to- _

Sy

The total per puplf educational and textbook tund :
expenditure for the teaching of ::Ilng and relnted
actdvitias projected over the schodk year. §

Appropriation contained in the. budge}; for the teaching o!
nathenatics and related activltles projectcd ovar tho

‘,,‘ “

] couﬁt of the mmber of studenta requlring nedit:a!.

premises from one-half hour ‘before the beginning of, the

reported to the Department of Schgggimty o
L v1sltor.

'(

Nmnbar of accldants tequirlnq mdical attnntlon comparod

with the araraqe daily membership for the petlod under .
study.

i
A

l» .

1bta1 number of assaults, lnvblvlng contact reporteq to the

bepartment of- School -Safety and Enviroﬁn& by the - .

pistrict Superlntandents.

' 'l‘ha mul costs of vandalisu, burglaries, theft, missing

itens and fire damqe at the school, . less the cash

redtitution and’ recovary of property g deternined from -

the schiool englneers reports to the Department of
Majntenance and Rehabillitation dlvidad by the avetaga
daily membershlp.

:'l'otal hours for ucurlt.y pmonnel Juunber ot hoqrs of security service. received by ‘the

. |schoolsan type of sekvice (Blicenany Betired Policenan,

" feintlian, Com, €uc.) as dgtamload fron the racords kapt
by Opmtional Sewices.; Dl

iy

: achievemant acores, schqol attendance, atc. L '

Useful for conpliance and lﬁtugratlon purpases,

\" E -
"} Indicator of: possible bltobiém'withln te ochool, -+
' atbention nsa result of pccidﬁntd docurrihg on the dchool | iy v ‘ o

" Jechool day wti) one-halt hour after the clofng a_g A o

'Mndlcator of student mtale and polsible problems vlthln thJ i

Dseful for datermining eligibllity of an attendance stm |
for ESEA Titie I services, Also lmportant in characterisig| .
the schodl sinck this index 1] highly correlated’ wlth

Useful !or deteminlnq complianca uith Eedml mandates,

« 7 ) ' .

i ' v‘ .
Shobs trends across years, COnparlsons cnn bo made mnq o
) E’* L
schools, A

i

Comparlsona betmn pmjected oxpcnditures and

appropriations can {ndicate/spacial achool problm or
neads. l’:an serve as & weans of cont;ol ot o dltum. 1
Forns bula \upan which aupplemntnl furdk can be aecu'ud..
Cost and mdinq achieyenent can be related within and
batwsen- nchooll. e ‘
: eful in ttoming cost effectiveness analyses for varloulf' |
B ding prqqums and/or nppronchcs. . ,

Uu!ul in pesforaing cost analyses,

+

AN
)

A faptor in detmining phylical clluu vithin the cmol. o
CItwide, conpartsonl across the years can be made.

’ ‘.,

locu school.

R . ' /\ ) “
. " . L

Vandalisn s source of lnrgl ¢hpenss, conpar;lon can be
'} made amﬂq schools and acrosa yem. ‘ : .
g
- |
Ve . Lot . q
I

. ¢ ('8

VSewed in conjunction vith the tvo. ot lndicau can be
uqed as an indicator of: /the cost: amctivenm ot ;

securlty services, ;.
' K S

»,= B IEN)

; “I\"‘ I
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‘ costs pur pupll

L

tumbar of nulpmiunl

N\dnr of susponlion duys

t

\

[
3
“

Average length of auspansion -

»!

Suspension ratio

| sudading' capacity .

‘hcl'ltg needs

' mrugo daily mbmhip.

: consideration. ST

of suspensions,

-and whether or not they appear in the budget

N TN - _‘

The p:ujccr.ed mrly cost !or mumy oonpared with the

0 ¢, '
‘Nunber of suspension notices aubuittod by the principal
and approved by the district supenntenﬂent for the
petlod under consideratiol. '
S ol the’ days students wre suspended as ingicated o
the suspension notices submitted to and app%d‘by- the
district superintendent for the period under " -

Total numbar. of suspension days compared with the number

. . .
’ ) . ) ,

’ . .
S ' ’

Number of auspensions conparad with daily uembership
‘during the perlod under utudy N

?ur elenentary schools, mumber of roam{ﬁ:t'utmzed.
Pori high schools, BAT times number of rooms gonpared to -
mmberahip. .

‘l‘he three highest priority permanént. iuproveuent und
capital activity itens submitted jointly by the principal
and engineer to the district on form 5b101, their cost

‘ 1

; mu:ity appjoachen wlthln and wnq schooll.

Indmtor of hehavior problm uithln Y school

posaible e:?ml fundlﬁq problems, = -

uaetul fog. promtinq 1n1t1a1 1nvut1qatory pmcedurel for
purchasinq and/or blannlng. Coe
LN e o y
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Indicatar of Fraquency aild sevarity of behavior probleas. [
K AT e .

s ‘ ! ‘ L ) . “ ..“ ‘] i
Iudicator of the‘auu'ogity,‘of behavipr Problm. L
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X
Indicator of behavlot pmbleu within the school and’

Usaful in m‘p planning and orqnnir.lion. '
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i.,into question.f While the cdse of educating each child increases, thef

o :tgraduating product is far below standard and’

All across Amenica today urban school systehs are being caIled-

. -

, too many cases that -

m-fproduct is unemployable. However we place the b_ame for this social:

N malady, rectifying it will call £or a new.model of‘developing managers

-

killed enough to cope with the qhanging ro1e of\sch 'lfadministration.,. L

*The job of a principal today” for example, is simply mo'e complex than

ever before. SRR L s

3
.

‘ Study aftef“study has shown that teachers and admin)strators at’

t

;_ all levels too‘often lack the training ‘and skills required to cope’ with

. ES ]

community demands, racial problems, goal setting and other important

i‘managerial attributes. A clear manifestation of this problem cam be 3

M'such conditions, it 1§ not. possible to improve the product, nor to re- .M

‘ would also save additional funds.

- duce costs;.and_costs there are. - | L

. -
‘e S
’

nseen in the rising absenteeism of both students and teachers. Under

” For‘example, in the Chicago Public Schools there are apprbxi- .

.

‘mately 130 ODO high school students with an absenteeism rate of 152

[

per day. At a rate of $7 00 per student in lost state revenuea the '
n

- aystem looses $136 500 per day, or $24,480, 000 per year, Improved

Ta

- managedent skills of aIl types could reduce this figure. Elementary.u

-1

(school absenteeism is not as bad at 9. 61. However, a reduction here

' d

hl §

As for absenteeism of teachers, the Chicago Public Schools pay

substitute teachers $42 00 per day for a total of approximately $65, 000

-

A\

2

\.; e '



-, \p\ ”t“-_’v

~

| personnel within and by the system. " .\_' ,

. . . . .
. . . ) . . *o

per day, or $11 700 000 pPer year. Clearly a-well trained.manager.

utilizing the best in motivational skills, could redude these
»

- R ‘_q

costs dramatically. ’

e

i

:if¥ The problem is compounded by declining enrollment decreasingfi
3 _ 4

mobility of teachers, and lagging’revenues._ Declining enrollments:

o - h

imply decneases in the number of new’ teachers hired, resulting in a,

decline in the pool of telatively young candidates for administra-_

tive positions.. Decreasing mobility imp}ies fewer vacancies whichg,' S

in turn implies fewer opportunitiés to improve the overall skill
4 . . .
level of\the organization through recruitment of new personnel.

Lagging revenues make it difficult to locally fund positions

-within school systems d signed to attack these problems.. This im—"

@ -3

plies fewer opportunit es ‘to improve the overall competence of .
I L )

L - .- '

As the concepts and regulations of affirmative action are
1 3 . L
translated into specific personnel decisions, patterns of internal

1

career advancement will be altered. This can increase the career

| opportunities of some personnel while decreasing them for others.

- These trends have important ramifications for school systems

’

and school personﬁel across the country. FrOm the standpoint of the_ _P

</*\ Chicago public schools, these trends suggest' .-

.8

——=a
B
1)



- 5.\ _ Increasing complexity of role descriptions reflec-*s " -;-

iii;l;Vla' Reduced ability tqéppgrade the capabilities of its'::{

e . . - . . -

a "personnel pool through/external recruitment at-all

: » . . VAR
'levels.. o i ; 'f I __mg',\>

- . - ..

v e

:fIncreased need to:ledefine existing roles within

;the organization and to staff them with existing

yo, . L . . . »

/

personnel. : ; ' R C )

3. - Reduced ability'to address preceived weaknesses in =

{*ka;n the system BY aﬁding organizational units without e y

*

. ‘reducing or eliminating other units within thg ‘ :j'

' “‘organization. S o SR

ting both more specialized tasks and greater co—

" ordinative responsibilities. e . .1 f. ) L

'-From the standpoint of school personnel, ‘theése trends suggest. -

1.' . Reduced or altered potential for internal mobili;y

Hithin the system.

N - -
s -

”,25? “T Increasingly inadequate individual initiatives-to improve

: , 7
skills in current positions.” = - o P

' The individual ‘and the organizational implications are interrelated

and require a strategy of personnel developm@nt -which addresses both '

~The Chicago Board of Educaﬁion asked itself how could it

.

impact a very large urban school system to bring about sufficient

‘change to improve the product and reduce costs-byJimproving manage—

Ty -




,.-‘ -‘o‘-" N : . . LS -v'_' . B ‘

ment and the pr&fessional and nonprofessional staff’

”,~ Eiatorically, school syStems including ‘th'e Chicago Public

= -"

SChbols,have encouraged pegsonnel to develop the}r_cap?bilities,-“f

Lo et :
PP S Come W e
S e e i v’

to-

:'l. ' .'Taking advanced course work through departments of education. F;

A} . T

Individuals enroll at programs at nearby institutions of

& .

'”;;higher learning, undertaking ¢ourses of study ‘and often acquir-»"

ing graduate‘degrees‘ o

. 2f" .'Attending sessions at professional associa

voted to various asgects of educational manegement;

h}, . Attending "imported" personnel development)programs brought
;into ‘the schoyl.system on,aJconsultancy basis to.conduct .,_“
sessions on management development;i | o

4, . fAttending.management seminars and courses.designed by school
boardjgtaff._ The’ system identifies immediate training needs'

) /
and develops short working sessions to deal with them.

- Each 'of" these practices has 'fulfilled somé iniporta’ht-‘ needs in

. . . ' F 4 .
CoE many‘school systems. Programs at institutions of;higher'learninggpro-
vide‘important job-related, albeit general, information regarding

the structure and” o.rration of schools. Professional meetings pro-

vide a means for individuals to upgrade skills and acquire informa- //;>

e

tion ‘on toaics of current interest to the profession. }nsgrvioe S

seminars, whether ‘contracted dr developed in house, provide a
° _" o . \ v -

S
Yy




mechanism for'introducing,.or reinforcing-general_conceptsiin rela-
e A . ' . . i
gtively short, intensive ‘doses.

¢ T

’fﬁfﬁ . Despite the utility of these ‘fjditional mechanisms, they no':

longer satisfy the needs for personnel development programs within :

s _ “y
the 1argé§ urban school systems.- Recognizing ‘this dilemma, the

f' General Superintendent of the Chicago Public Schools reached out f

I

e 'into the greater Chicago community for help. In response,hthe

» "City that ‘works" provided a management expert for appointment-to .

d

ﬁthe Board of Education, a "think tank " the Center for Urban Educa—

o

ntion, was established by the board and funded by the community%

and an administrative university was createg Finally, the‘Super—

LT -
. - Toe

‘.intendent asked the business community to review personnel develop—

)
N

ment within the system, with an eye toward recommending improvement.

‘ ]

_ ‘A business committee chaired by a, pe{iffzjl specialist from Arthur#i.

Anderson & Co., submitted a Plan to the ter for Urban Education,T.

'\rhich in turn, modif.ied it some

. "‘of Education personnel. That

SO0,00Q-children. It operates over 600 physical plants. ‘! ST
' There"are approximately 2,480 management positions within
' u'the Ghicago Public School . System. These ar osediof approxi—

) _ mately 1, 188 professional and 1, 292 career service employees ‘whose
' w _ ‘ , S _ K

£, after review by selected Bqard‘i

'employing over 50 000 people to provgde educational service to over



T

xﬁf uhich in turn, modified it somewhat, after T iew‘by selected Board N

<

2

.
4

mq'ively sﬁort, intensive doses. o ,A»H.__;;:””::'

*

Despite the utility of these traditional mechanisms, they no

alonger satisfy the needs for personnel development programs within

the larger urban Jghool systems. Recognizing this dilemma, the

General Superintendent of the Chicago Public Schools reached out

4 R

into the greater Chicago community for help. In response, the .

R

, "City that works" provided a managemenv expert for appointment to

the Board of Education-'a "think tank," the Center for Urban- Educa- L

2

"L:‘ tion, was established by the board. and funded by the community,

" and -an administrative university was created. Finally, the Super—

intendent asked the business.community to review personnel develop—

BaY

hanism;for introducing,“or reinforcing“gqperal:cohcepts;in relaf' e

t within the system, with an eye toward recommending improvement. R

.

"Akbusiness committee chaired by a}personnel specialist from Arthnr

Anderson & Co.,'submitted ‘a Plgn to the,Center for Urban Education"

of ‘Education personnel. That effort~culminat in this proposal._
By any definition, the Chicago Public Schoof/;ﬁsufm is a- big

business, withAan annual budget exceeding 1 2 billion dollars and

| employing over 50,000 people to provide educaﬂ&onal service]to over

500,000 children. - It _operates over 600 physical plants."

There are approximately 2,480 management positions wi hin‘

the Chicago Public School System. These are<composed of appro




responsibilities span all operational phases of the system
v ?"' o The project encompasses ten tasks which involve identifying

. .' elch job task analyzing the job skills neceggary to performaeach

job forecasting employment needs,jand developing instruCtional

o v : .. L

K programs for _each: job. These are outlined on the following page.
_gg\\ . _:: This planning and design stage takes three years to complete. _lt F(_ s-;‘}
. b W1l be qperated throngh the Center ‘for Urban EducatiOn and - |
administered i; annAssistant Superintendent who will repoﬂ?

directly to the General Superintendent. Again the goals are.

A L s

:f ; _ ‘ l; ImproVe the graduating product by upgrading the:

- : : management skills of school personnel' and.

§

~ AN ey
2.. To cut costs. J .

\
i
1
i

Proposed Scope of Work o 11.-. . e

v
I

ﬁ!’general the first year of the project is devoted to"

» l. ' research and design; the emphasis of the sepond year is on AT S
»'r ' ‘. ‘ s '." X »-w:;ﬂ:,. " -
development° and the third year is devoted to implementation of

the system.n There are five major interrelated components of .

-the project5° job. identification, skills analysis, quantitative

"
« 3

methods for record keeping and’analysis, curriculum development -
and overall project: management. o

]
-5
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*

r
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e I : .
* A"q.'l

‘fters within the system, consolidating responsibilities in some cases and

A

_breaking others into smaller components. -The major obisctives of the job

e skills analysis component include' identifying the major skills required

B ”for each job' determining whichwskills can. be acquired bY P13V1°“3 j°b x

L '-f'experience and’ which can be acquired by training, "and designing the system

Sy for ongoing job skill analysis.‘ Work on these two components will com-;'

o " SO B DO -
< i vmence fmmediately, moving into the development phase before the second "g- &
. .- . o . -qul - . - Lo

..,,, «J

'yeer and decreasing in relative emphasis during the third year. The Depatt- -

P ’“"ment of ?ersonnel and: thg.offices of the fodr Deputy Superintendents

- B v

Tha v : . T e
. S I

'.will Be involved heavily in this component.v

’, .
: 'h

& ;IVEV o The majo\\thectives of the quantitative methods component in—

A L

O clude- developing methods for forecasting multiyear internal'demand and
. s :

i supply of personnel for each positiom, identifying long;run changes'inl'

internal labor*mobility, and designing a system for ongoing computer

r

, .based record keéping to‘be used also as a tool for analytic functions.

- ! 'w

? Wbrk on this component will commence the second year with a series oﬁ

' v
[N W)

Al

Vliminary designs for forecasting future changes in it. The second and

»
ﬂ

third years will be devoted to developing necessary Softwear to supply” _

W

P

3
the data necessary to operate the progr . The Department of PersonneI

‘Pinancial Planning, Data ?rocessing, and Administration will be heavily

k»"’ T . ".;.4‘ ce . -

’

involved in this component.‘;lt _ i fiV

Aa trainable skiils-are identified for each job curricqum pack- -
,_‘A_:. I, s .

_analyses of long run.- changes in the .internal work.force and with pre—.";;il"

'me first chore w111 be to identify each Job and define 1rs perime- 'aq;' |

R



' ages will be designed deVeloped and pilot tested..~The major ohdectives
;;‘1 .of the. component inciude designing and develOping an initial set of pre— BRSO
RN : KR .

servicé and in—service curriculum packages, and designing a’ system for"‘"’

b

qngoing course éperation, evaluation, and'modificJtion.. Virtually every :
unit in the Ghicago Public Schools will have.some involvement in this |
component. Work in this component will hegin in the first year and con—"“'h _S;“

tinue throughout the planning period as courses are added to the bank

e .;

v -7 of curricular packages for management development.

I

'adi S The objectives of the overall-pxoject‘management componest iﬁcl d
. } T ]
or designing and developing the additional task areas which are required\fo; .
X \ A

the sucdessful completion of the project' and implementing the management

. AL B

At .
Y

R development program within the,operations of the Chicago Public Schools.?~

The work of this component w111 grow steadély over. the’ three—year period *_fﬁ/

and will involve the following units most’ heavily. The Deﬂ%rtment of . ;fi,
?:E;::Lf . Personnel,.Offices of fhe Deputy Superintendents and the General Super-
intendent. '5.;- - ." .““—; - . Sl U.fvﬁ ﬁhw

e - . . . LY

. S : To complete the design &nd’ implementation project as jﬁst out= . :

lined the ten tasks which have been alluded to earlier now begin.. The

3
s first is “to identify and defi%e‘éach job within thg system. Next is to

.

forecast\job demand followedﬁqy-determining the skill requirement for’

" -+ ‘.\ s

each-job.~ These job skills will be isolated into those which can ‘be ac= - o
. : b -

I . quired in other jobs within the system and those skills which’can be . J

>

imparted by.special training. In- the first'instance, the next task is

to plot career pathways-jobs that prepare people to assume ore responsi- L

. e * -~
--b.-mlnm,r S el :
5 o n LY . ° -
- Ve _4'1
1 ‘..*
T o
P
. - . - 9]
L " ‘g‘ ‘ 4 ._f




3 . 7 "
-~ s v

-

bility.

in jobs that hre preparing them for..ew responsibilitiea.

4

Next it will | be necessary to identify the supply of’ personnel o

For joba skills requiring apecial training, two additional taSks -

..of developing and administering training packages will be: undertiken

r’ < .‘./

' 'ing_a job.

ayateméwide promotion and procedures policy.

D

°r_The project will be’ staffed as- follows. o

for (a) peraonnel,preparing for a job,eand (b) persog“&xcurrently hold-

| \* o™

The final task will be to develop and administer a new

-4

. RESPONSIBILITY

. TITLE® n _ .
_Project Director/Assistant - 1. Successful completion of the
Superintendent for Wanage- . Foierall.project._ | 1ﬂii1
ment-DeveIOpmen- | . .g‘-. 2. Primary liaison with other units
(Three man yearj? o in the Chicago Public Schools as
— . y well as with external grpups. |
. v _ , |
, g R E
" Job Skills Analyst "v - | " 1. Successful completiongof the’joh -

(Two and one-half man years)

anntitatfbe'Methods Analyst 1.

(Three man years) ‘ 7
/ . . T
'3 2.
/ ‘,r * A 3
: Bone Curriculum DeGeloément . 1.
S and one-half man years) . 2.
QO s - _

w54

. . I T a%
_8kills analyst component.

Liaison with Data Xl’rocessing

-

-

Liaison.with‘?ersonnelfbepartment"‘

Successful completion.of-Quihtiéf

. tative methods componﬁnt

-

Department

Successful completion#f curricu-

‘ lmmwcomponent,

‘Asgigtant to Project Director




; “fhe.concept of this project is, in a large measure,'the'direct:out-
- growth of the Generat Superintendent, who, less than eighteen hours after
.taking oﬁi'!e, publically stated that he would work to establish.a staff :
w'development program. e § wou%g hope,? he said "that one of the things

l,.' ’~é
that,is done every early is_to set up a high level program of staff de-
. velopment." Within the past . three ‘years, much effort has been expended ‘
‘ by the Chicago Public Schools to improve the capabilities of its«person—--~

.fgel. Three (3) of these efforts bear directly upon this proposal

o

. . a. Administratgge University,

~ : : > b LN
Tk ‘b. - the computerized progrém planning and control system, and
N . C. ;he identification of staff responsible for pldnning ang -
) ’ 'xw " .
e implementing the program in personnel development.

.3i Together these efforts provide a solid base upon which to build a .

comwrehensive management develoumﬁnt prozram. ’ o ’ . e

-—‘

The Administrative Universfty, operating~since the summer of 1976,

ia the first attempt in any major school system to develop and administer'

comprehensive and continuing training programs for its administrators.
It is perhaps the most tangible evidence of intent within the Chicago

,Public Schools Eo work toward a fully implemented management development

program. - | *
v L-

'
.

“In 192%, nearlx;650 school Principals went back to the classroom
',for two full %eeks of instruction in principles of management. An in—

depth assessment of skill requirements was then undertaken, leading to

<

7training programs for all Principals during the following summer*in the

i

9y |
s




T

a

high need areas, such asf‘teacher eva,luation dealing w'ith the media in A

ctisis situations, andsrecent trends in due process, prdcedures in schools.,- ’ l;&
[ 4 . o

During this school year, one. day ‘in-depth sessions on patterns of manage-

.. ¢ ment action are being presented to all Principals aélreinforcement of - - .
previous work. This has all be undertaken with Increased planning with. . f'A .
. i N PR
the Princ ipals themselves . ' .

)

More recently, the Administrative University has been expanded to

include other positions. The top 65 Administrators in the Chicago Publi'c' S

. Schools recently spent three days and nights in an intensive pr_pgram for ,

'to‘p level executives on planning and manage.ment. Each of these admini-‘ o

strators is now designing one-day programs for persoxxxel within his or

.
-

- her ‘area. oi{ respcmsibility. In a word, the Administrative University is )}

intended to be’ the professional school for currént and potential managers e
in the Chicago. Public Schools.\ Its program of study is growing and. being\
Eefined. é:ogress has been made in identifying and providing for the.' '”i -g' -
% , training'needs of system personnel. It is important to point out that A
; -this effort represents only one: of the ten task areas of personnel/manage—
development suggested earlier in this proposal. That one area is

. ¢ V @ Y . ) E ]

Ileveloping and administrating training packages fo.r personnel currently

- -

K holding a given position.

‘program planning and control system reprwts a second major

The
base” upon which go build a comprehensive management development program.z'z, ,
"A multi-million dollar project -r(e/quiring ‘half a decade.o_f development,

the program planning and wtrol system will supply much of the persoynel .




e .. - se

e‘ . '.‘ . .

e

L3

‘data required in the.managenent_developmsnt program. Relevans ‘

4 : | computér-based»capabilities of the program planning and~“control

o system include,, T‘ RN
. . ‘o . ' . . r'.' sioe

Lo L. 1e 7 An invéntory of all employees with selected persongel . f;-

payroll job skills and job history information.

-

A l o | 2.°¢Files of positions and position openingsw S . 4
| - '?3, A history of modifications in staffing patterns.
o " ": _' Only with this kind~of computer capability is it possible | ’ ._.l;}
' ‘ o even tg conceive of a personnel development program which poten—_%”'
tially involves over 50 000 employees. anh' the ten task .'
areas will be supported by this computer—based information system.
e It will provide some of the data for- job demand and: aupplyﬁforegggt,
ﬁ/' . | N it will be used to stoxg the joh‘skill and training data. on each o . (:
.~'A. employeecin the system;,énd most impbrtantly, it'will provide.the |
'h overall recor&“heeping for a comprehensiVeﬂmanagenent developnent
»

program. - ' o S . o _ B j{.

\
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o ‘f‘ ' | | S
_ ASSESSING LONG RUN CHANGES IN' THE COMPOSITION OF THE LABOR FORCE,
* - LY r o

. IN THE CHICAGO PUBLIC SCHOOLS: A PROPO$AL

Majyx economic demographic, andosocial c‘har;ges over the lasty ./ .
ﬁ;‘ decade have greatly influenced the composition of the work force
’ ¥

:Ln urban: school'systems. Examples of these changes include. )

declining student enrollment, (2) decreasing labor mobilitya (3)

increasing job complexitq,, (4) lagging revenues, (5) changing em-

o -ployment criteria, and (6) changing instructional programs.. Each ’
R J ‘2 1 A

& ,of these factors affect bhe managhrial requirements of school*sys—

7-.lu " , 'Q' . a (,

s M ! C .
gi;}."_.;‘ 1"' -tep personnel.. Howe\re.r, theﬁﬁcts are “hat, uni‘rfom.‘ For example, :
u\i#}%ﬂ’ d’eclining enrol]ements imply creases in Re size of the "teacher '

X K] . '*.4/ "'!

e ’ol and hence ‘d decline in the size of the po%l' of. relatively
. I

4' .

5 e C :
LW young candidates {.‘o,r adminis;rative positions&m Relatedly, ‘decreas-—

e g : \
. 1

ing labor ,mobibity impli:e,s fewet vacancies, whicli in' turn, implies

o

anizat on throxigh ‘recr"u-‘igtmen; of new per'sonnq,l

v
- st

8y .
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tﬁ"'lexit manifests itself An- greater speciali—

T el B ;o '
’ oﬁ’fﬁ work Aforc‘e, in easing regulétion \:nd enlarged forma-
Ao J r . __, . . Q{f" ) s . L* o =

Syst.e‘uis. .. These factbrs inc,rease the algill requirements of

,_..e'l l Betause of“’lagg E revenées, it is increasingly dif--

T i X T 23 -
",plies fewer oppor!s‘unities to fmprove thg ver 211 competence
‘ ‘ \/: C g 'i P v.{__. o ‘
" in the organization by ﬂs deVice ie
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ST ‘.'fic}n'],ﬁ“’-t&}loc‘ ly iundinéwly cr&ated positions within school systems.



*As the concepts and regulations relating:‘d*changingwemploy-

MSKment_criteria, e.g., are translated into specific personnel dec%sions,.
/ . . . . e ) ! M . . . .. ) '

- . /‘patternsvof internal career adwancementzare-altered. This'can.in— s
toLy " o
.ikv' S crease the career opportunities of some personnel and decrease them *°
PV DI P e
: for others..,,

Iv"

Eé%tgent programs (e. g., bilingual education) and funding sources

(e 8- Coqprehensive*ﬁmployment Training Act) create new. jobs. Some

(3
£

of these jobs may be filled by applicants already employed by the ) .
. . ,,‘,\... 3 . Too» /
school system. Other jobs dxaw on extna—organizationél labor pools.

"

We" have speculated about the general effects of ‘each of these L s

I *3

{ .
factors on the internal labor fo es within large urban public schools."

4 ' P .

' However, we are simply not able.to specify with any precision the

_combined effects of these factors over time. Yet knowledge about S
. . ‘. . ‘“ . . X .
- .; 3devélsping trends in the composition of the public education labor .

;1f"_-;; Hforce is critical., Such knowledge is importané to local ‘state, and '
tfederal policy makers whose actions are indirectly reflected in staf- A

T R
, - fing’ decisions;{ It 1 impo;tant to district level administrators

“oncerned with rationalizing the structure and function of school e

e oo

e districts.ﬂ It 1s important to individuals wishing to enter and ad-

N

wvance within the field of public education. One way of anticipating

-‘f - futore changes in ;he composition of the labor fonce is to examine

T 'the effects of these factors in'the recent past. ' - R
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-OBJECTIVES . o . . - | . L
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The proposed study is designed to accomplish three objectives.

One is te describé changgs in the numbenrandjiypes o positions re—

AR 'quired to operate the Chicago public schools over the last ID years,“
g including a description df the procedures whereby specific\positions
s ' are created _gilled and closed  The second objfctive is to isola%e_f
{Zeil 5"?' the most signific nt of these changes and attempt to describe their
s;' C ~ causes. 'I'he thir} objective is to measure: .the stocks and fl” of

l’

- v individuals into the school system labor force, through positions e

\

within the school system and out of the school system labor. force.

No single theoretical construct will guide~the project. However,‘

4
- two organizing concepts, drawn largely from economics will guide
#
b mnch of the analysis ‘of the way in .which individuals move through
: - : &ib » i
e the school systems.. internal labor markets and- human capital. (The

. . general tenets oféthese organizing concepts are=summarize%fin,Appen?.

F dix A) .
‘,.tk ACTIVITIES OF THE PROJECT. o« , . :f' , 5
f !,r?‘;. Five separate activities wilI be required in order to accomplish
| the objective of the project. L 'f L A
: '1%-;'.' : 1"1):_ Prepare personnel files for analysis. -Thislinvoives:
/}sﬁ .,'. . | @ securing the’ personnel files for each individual em- _'
: ;fﬁ_f ,Qﬁh'-. ployed on aftull-time basis by the Board of Education
» .;;é; since 1967; extracting data elements relevant to the
f;,\«fgg‘ : t_s analyses; and creating new files which are compatibre
S \ .iif '1'. ' | . )
é/"’ﬂ .%v ‘ .




17:ﬁ | | strators whq are familiar with pgst 'and - present O

»
o

with-the anelytic software;"
: ~ o
2) Identify events which are likely to have had a

P majot impact on the.composition of the labor force.

This involves. interviewing cenfral office admini—

L]

factors affecting personnel procedures in the sys-

. .tem; and developirng classification schemeS‘of person=- -

SN .

-nel'which arée likely to reflect the effect oR&thQSé

v

factors.
”f,;-S) <;§nduct preliminary analxses which portgay personnel

flow-as a finite Markov Chain. (See Appendix B for”

a brief description of Markov processes o) This step-

pntails using a computer program preyiously developed
_to analyze the flow of Air Force personnel (see Hall;

.o 1971a, 1971b and Merek and He%l 1971), and preparing
1n1tial,de8criptions of flows using a variety of

[ '..
! 3 ._, oy

o classificatioh schemes. X

i [
L Y ¢ -
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f\ _.4) Develop and test specific hypotheses of personnel

flow grounded in theoties of internal labor markets .

and human qepital This entails- integrating infor-

mation gleaned from Activity 2 with the theoretical

copstructs drawn from economics; .and developing con—
crete, cestable hypotheses of persbnnel flow.

3) - Prepare a~teport on the findingslof the: study,tﬁ

.-...‘.4,
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\ R APPLYING BASIC- -THEORETICAL concsn’ts T0 'rmaa q x o | .
' | STUDY OF PERSONNEL IN LARGE ORGANIZAT;O“:XS( _' - o L
Prinary reference. David Greenberg and John, MeCall,. alxsis ‘
'of Educational. Personnel Systems Vol. 1, Sa;ta Monica, Rand ‘J”
N '"‘"k—lon-nnw 1;73' s
o 1, hInternal Labgg%firkets : ‘
v Classical economists viewed labor markets as highly competi-.
'? . | tive arenas in which workers searche%}for high wage ;ob%:end em— ,
) | .ployers searand for highly productive noriers. Varkets,are ot
ﬁln‘« | . '_Jhighly fluid with wages primarily determined by the principles .
:‘ B of "equalizing diff.er“‘éﬁces" C endeney toward equilibrilM) o —
d L An alternative explanatio of wage determination is basedlidﬁ; |
on the principle of "non—compéting groups.f Wbrhers and em- q:ii;f{;f.: ,“:'
| ployers are, in this interpretation xunableAto engage in un- | l“;.
. :v__ ‘}’i;i inhibited search within a fluid labor market., Rather, “they are.i'
B ' | constrained by geographic, social occupational and institu- l )
tiOnal factors. : @ -’74_ . “}_ ¢ ';ﬂ J?Z _'~15;-,' ﬂ A
{F‘! - ! ia?;wfir p:
A S T o . “U ct o ' _ . Y
Labor markets are of two broad typjgci (1) the - \_
”'g | o C " structureless and (2) the structured. _In;the'structutee'l. N
, - o, . g g el ‘\ )
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less market;’there'is no attachment except‘the'wages

“between the worker and the employer. . No worker has i

'any claim on any job and no employers has any hold on -

T any man.' Structure enters the market when different o
[

ST 4

treatment is accorded to the "ins" and the 'outs." In .

""" . E

the struetured market therefalways exiStﬁ (1) the in— t
Rt ‘
ternal market and (2) the external market. Thevin—g
3' N ternal market may be the plant :i the craft group, and

preferment within it nay be based on prejudice or
Jn

merit or equality of opportunity or seniority or some

g Y . e
ﬁ . _‘r;_vi'

_ cdmbination of these. “The external market&consists

\?—. . . .. I A

see o of clusoersﬂof workers actively or passively available
| ' s v

.for new jobs lying within ‘some: meaningful geographical
and occupational boundaries, and of the port or’ ports

A of entry which are open or’are potentially open to'
g : ‘i;. ’ P
T . them. .. The more: structured the, marﬁet, tﬁe more pre—
.-..‘ N )

"‘.\J

cise will be the rules on allocation of opportunity
~ within the internal market and the fewer will be the’

. ports of entry and the,more rigid will be the'requirev

R N ments for;admission, Institutional ruIEs do not .'

L4
-

'\-‘ ’ : . ' A | . s

. ng .




f£ Kerr identified three different.;ypes of internal labor
1\" '
markets: open " "manoqdal " or. "guild " The open market is un-‘

structured and competitive, all jobs are filled directly from the
fexternal lahor msrket. Manorial markeqi emphasize vertical‘ )

stratification. ~Pgrts ‘of entry into this market are confined ‘to

KXW

the lower job classification and movement within the_marki; takes :

place alongna ;ob 1adder. There, ate'elements of the manorial sys—
¥
tem in education, e. gm, teacherS«becoming principals, who in turn

.o.m Ty e . f«.

. nbecome superintendents. Guild markets are strag}fied horizontally.ﬁ_\t
.:t;‘Admission into the guild system tends. to be closely controlled
.,through training and’other requiremehts, and wnxkers tend to be
;l.thighly skilled. Wbrkers within a guild would move relatively

' ‘freely from firm to firm so long is. they had proper credentials.

movement '

.,among'ﬁ%hool districts and ﬁifVment among teaching a§§ignments..

o a3
j* nt can be initiated either at the schqol district s request
o . -

oqvn§ the teacher s request, although in practice, the distinc-’Tiﬂv

o Ii. .‘.

wide vdtiety of reasons

,l not clear. There, of coJrse, ‘a

RN ’ -

~

Human Capital , S . R, d i

.'ylz A second organizing concept that will be used relates to the

'fhas embodied within him a vatugble economic resource that yields ;
v‘,—.

'4¢fp ;eturns‘over his lifetime. Inve ments in human capital include

theory of human capital, t.e., the recognition that each indivdual

s

Y
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'.formaibeducation; v&cational training, on-the—job:traiding,ﬂhealthj:J

ot

. care, migration, and information accumulation. ; ‘E_,.E;ﬂ‘

4

W MF

;H,itif e make the distinction between general" And ' specific human ﬁf L

- capit31°. General humgn capital encompasses all those investmenta

* ’\.‘

that bringthe.same return in all occupations. Specific human

Capital comprises thoSe investments in human capital having a |

‘ h,ig“ return’r‘in one, occupation# ﬁbr even in on

D

‘)- . o

ment, than in. o

»

) I ‘ P
. The éoncept of specific human capital is. relative. Knowledge '

of the idiosyncrasies of a, certain school principal is a form-of ﬁ

’

: human capital specific to that school.. It is, however~"general

human capital with respect to alternative assignments/kithih that
'; 80h001A Jff"lf' ‘ '};LE' . | Y

i N . * !

Large investments in specific human capital impede movement

e

from the set’ of jobs for which ‘the iavestments are specific.

-

Similarly, movement into this set of jobs is "also inhibited by

e
pecifiC'human capital requirements. These human capital bagriers ' .

L »,* O
to mobility partition labor marKets into relatiVely aotonomous ' ﬁJ -
sub—markets (internal labor markets) ' ’_ «WHNQ"J-:

v

’ The analysis of mobility within larée organizationsw(e.g,,

- U. S. Navy, the Chicago Public Schools, and the University of .3 |

€

e specific assign- 3ﬂVﬁj|

The theory ‘of human capital can be useful tolls in but work ;fo?

Rochester) can be facilitated by observing the correspondence R

between internal labor markets and ‘the barrief‘ to’ mobility in- o

duced by specific human capital. . ;
N ] . ' ) e -
-‘f - - b 8 : . o o o . -.,1_
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o . rUsi g Thesg and Other Organiii’ng Cpncepts , 1 AT L ; \".'L'
These general l':oncepts provide a. base upon which to constrdc't v

an test specific theories of pe,iz'sonnel movement with;l.n large - ¥

organization'o. Also, they can buttress concepts developed :I.n i
* c | other discioidnes, lé\lgch'ao "stayers vS. movers and "coSmopolitans '
; o . ¥8. local.s" in socio“]l.ogy. Initial analysishof; tﬁe data bases _-! et
| L, would :I.déntify additions t6 hum canit;]. as well as barriers Q;o '
;ﬁteinal- niolgil:_ity.. ‘ However specif:tc t;estabLa theot&es would :ff."r ) o _‘;;%
. ' . , o _ L e L

EIN need*to be _-_deve_llﬁ’bedl. . S W N T
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© 7 APPENDIX B |
USE OF mxov MODELS IN CAREER ANALYSIS

-

‘A Harkov Chain is'a mathematical model for describ:‘:ng a certain

e ‘.
Lo : type of process that moves in a sequence of steps through a set of B
" .t . - ‘::';:
P S statesr — Markovian models are used’ ’fo analyze the current movements of ' ‘
- ‘ e B S
ST _l- some variable in an. effqrt ta pre et the guFre movement of that sam'im,.af

- _

‘In a finite Markov chaiig we have a finite number of statés
B! S 2

vhi,gh ve may denote by sy, Sy - <. :’-} When the. process is in’

state S; there is a proqu,ility p ?Ehat the next position will be _ .-

vatiable .

"'state o lenatrix P = (P ad. called a transitio matrix Its

entries are non—-negative and its rows have sum 1. To specify the pro-—

/ )
cessrcompletely, we must give P and the starting state.

-~
>

K

Matrix operations - (addition and multiplication) play a basic role

' ~ 4n this theory. 'For example, the probability of moving from state si V;'
to sj in n steps is given by the ijth entry of the transition matrix P ) .
raised to the power"enz,. " If p 1s a row vector whose. components give ) - &

ik ‘ A
the probability of. bgﬁﬁng in the various states at the present time, the

product of this row ‘vector’ and the transition matfix, written PP, gives

s .
- a

, ‘ o the probabilities after one step, ,Qld pP afte eps.
. Like a Markov model the "ﬂ°" of personne’ ﬁmugh a school’SS;.S"
. - tem may be seen as a sequence of steps through a set of states. A s ‘¥
. : otate 1s defined for our purposes as a subset of the population under*
J . . co)}sideration %e members are differentiated from al.l other members
..*.' . ',' of the Populatio: on the basis of one or more characteristics of a
- ) . N b . - - ' N:‘ ﬂ X | . |
' oY S - .
f,u s e




- . ~~’tindividua1 members of the population. Each member of the population

o must be a.member of one, and only one, state of the system. Thus, fgrf’y

-

-f’7‘ f exampl& each teaeher could be classified as a member of a set of

states reflecting say, type of school. States are then characterized

'ff“ffjm;ww)'as, for example, "inner c/ § school " and "outer ring SCh°°1'

- ', - k
motion system as it is reflected in the proportions, or probahiliti'

M \l

of movement from state to state through the system oven:a speciiied

Q

intérval of time. g r_-. ' | "dﬁyl

’

L4

o State definitions may include more than one characterizing vari—"
. Ve .
' able. For example, subﬁ%ct matter specialization mdﬁ be determined to e

- ‘Q'

be a relevant variablekin determining régention rates of teachers.4=
. N ’ “‘

g

' The states generated by subject mAtter specialization and mype of

school would expand as follows. reading teacher, inner city schoGl, ' ~

; o

math teacher, inner city school' r@ding teacher, outer ring schoolf—k\\v
& .

'I)'te. Because the specifﬁcity of a transition probability depends

<

.‘upon the variables used ‘to define the system of statea, it is possible L a,

4

N\

N = t change the level oquhe méasure 8 generality by adding variables
9

v L3
H

1. to or removing them from the state of dffinition. e

B
. ,'-hl

Analysts and managers can interpret the p€?babilities of transi-

e

tion among's£§§EQ in:one of two ways:

~

similar measures for different cohorts AQ'fAr; H'fmiiarly‘defined fEZ‘
. ~ . - o ] N
.; : . cohort‘at a different point in time.: Thus, ein r example,:one mightphf o
| - .compare the migration behavior of teachers with?differen:‘sgecializa-‘;&;V“'"
' ’tion.u Th;s courd take the form of: comparingzprobabilities of ;5323“




A

e mqnt to particular sch ols for the members 0&@5 th;t‘ are ‘idénti- _°

Y

. A ’

‘e ._ L . RN /— ' .
P vie 'cal §1 all respects e cept specializa,tion. Or_one mi.ght c___dmpar_e.

ent 1cally defiﬂed ransitional probabilities @j each' of several dif-

I

._/ g erent time inte'rvals n ord%.r td“ estJ.mate the/ex:sstence of chan/ging o

- thi. population. _— KJ‘ '
ra -~ ol

applying

- \,“, behaviot patterns ‘on the part

£ There is sqme- brecedence £i

Ao 0T ‘described above. Indeed Mkov(?: a.in Rheor  has been used to stud
£

YR var:lvety of types of problems,’ severa}l o which have direct pl ca~+
: , - . 2 ° /" ; e ‘_'.‘

bility to this prbposal,«ﬁ?ze of these ;eferences. are listed 1
.8 B 3 \

L Appendix C. oS |
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