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The Purpose of the Study

Dr. Frank Cross

The purpose of this study was to examine early teacher

attrition through a follow-up of Washington County teachers

in Oregon who left the profession with five years of ex-

perience or less. Focus was given to background data and

areas of greatest professional concerns for former teachers.

The Procedures

Washington County teachers with up to five years of ex-

perience and who left the profession from 1976 to 1978 were

this study's population.



Data was obtained through personnel files at the State

Department of Education (through provisions of Oregon

Revised Statute 192.420) and from two-part questionnaires

completed by respondents. Former teachers were sent intro-

ductory letters explaining the study; and a follow-up

telephone call was made to answer questions before mailing

the questionnaires. Part I of the questionnaire asked for

background data, and Part II required former teachers to

indicate their degrees of concern for 43 educationally

related statements.

The chi square statistic was used in Part I to deter-

mine whether significant differences existed between the

obtained and expected frequencies of variables for women,

men, and the total population, respectively. In Part II,

the 43 concerns were ranked individually and in the following

clusters; Self, Teaching Situation, Teaching Capabilities,

and Personal Ambition.

Summary of Findings

Seventy per cent of the former teachers in this study

had intended, upon receiving their degrees, to teach five or

more years. In reality, only one-fourth of them did teach

five years before leaving the profession.

Sixty per cent of the population had only one to two

years experience in their districts of leave. Greater than

seventy per cent of the sample were married.



One-third more women than expected left the secondary

level; and twice as many women as expected left the smallest

districts. Thirty per cent of the women had tenure, and

almost 40 per cent had salaries of less than $10,000. More

than half had one to two dependents, including spouse.

Seventy five per cent of the men who were employed

after leaving the profession had annual salaries of at least

$800 greater than their teaching salaries. Twenty per cent

were not employed during the subsequent year. Thirty five

per cent of the men identified "administration and/or super-

vision" as the factor most influencing their decisions to

leave teaching.

More than half the men and one-third of the women

deemed it unlikely that they would return to teaching. An

Additional 20 per cent of the men and 14 per cent of the

women said they definitely would not return.

Predominant concerns expressed by former teachers

dealt with meeting needs of students, including: increasing

students' feelings of accomplishment, whether students are

learning what they should, insuring that students grasp

subject matter fundamentals, and meeting needs of different

kinds of students. A low-ranking concern for both women

and men was "excessive time spent on teacher negotiations."

When concerns were organized into the four clusters,

concerns about Teaching Capabilities were ranked highest for

both women and men. In descending order, the others for



women were: Self, Personal Ambitions, and Teaching Sit-

uation. For men, the following rankings were shown:

Teaching Capabilities, Teaching Situation, Personal Ambition,

and Self.

Summary of Conclusions

Former teachers in this sample had greater expectations

of their commitment to teaching upon receiving their degrees

than they experienced in reality.

Economics was a major factor in the early attrition of

men.

Of greatest concern to former teachers were their

teaching capabilities in relation to the process of student

learning, as well as concerns about themselves.

Former teachers with one year of experience had greater

general concerns than those with additional experience.

Women had higher levels of concern than men. Also, former

elementary teachers had a higher general level of concern

than those at the secondary level.
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EARLY TEACHER ATTRITION:

BACKGROUND DATA AND PROFESSIONAL CONCERNS
OF TEACHERS WHO LEAVE THE PROFESSION

CHAPTER I

INTRODUCTION

"The symptomatic clue that all is not well
(in the teaching profession) is the high
drop-out rate during the first few years."

Robert Bush (1966, n. 7)

The early years of teaching provide a new world for

those women and men beginning careers in the classroom.

After spending at least four years in professional prepa-

ration, they acquire full-time teaching responsibilities:

instructing, supervising, and evaluating students; dealing

with Parents and the community; cooperating with faculty and

administration; and developing and keeping abreast of new

curricular developments.

For beginning teachers, these surroundings may en-

compass an aura of "newness": new responsibilities,

orientations to new surrounding and materials, introductions

to new colleagues, and classrooms of new students. It is

not unlikely then that induction into the beginning years of

teaching may be accompanied by a wide range of emotions,
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ranging from delight to disappointment, eagerness to exas-

peration, euphoria to panic, calm to fatigue.

During this period, teachers also begin to evaluate not

only their attitudes and concepts of the classroom teaching

role but also their own values, attitudes, and expectations

for self-fulfillment. By comparing their teacher-feelings

with their self-feelings, many teachers make crucial career

decisions and subsequently choose to leave the teaching

profession.

Background of the Study

Educators have been concerned with what Lortie (1966)

terms the "short-run service" of teachers. A National

Education Association (NEA) teacher opinion poll indicated

that one-third of those now teaching would not go into

teaching if they could choose a career again. Six out of

ten said they planned to remain in teaching until retirement.

The number of teachers with twenty years or more experience

has also dropped by nearly half in the past fifteen years

(McGuire, 1979) .

Studies have indicated that between 7-10% of the

nation's teachers are estimated to leave the profession each

year (Keeler, 1973). And among these, the highest rates of

loss occur in the beginning five years of teaching (Orlich,

1968; Corey, 1970; Trinchero, 1971; Anderson, 1977). In

fact, Ryan (1974) states that one out of five beginning
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teachers does not anticipate teaching five years later.

Data on the early attrition of teachers has been

limited, however. Only a few follow-up studies have been

identified; and most were conducted during the 1960's.

Needs for more validating evidence have been expressed by a

number of educators.

Among these, Bush (1969) observed that educational

literature on this problem "abounds with assertion but con-

tains little evidence." Noting the early loss of teachers

from the profession and the allegation that often the best

teachers drop out most rapidly, he recognized the need for

more precise and comprehensive information.

In its study of teacher supply and demand for 1974-1976,

the National Education Association (NEA, 1968) recommended

that the school system look beyond the rate of teacher

separation to review the characteristics of those who leave,

their employment status following departure, the stated and

"real" reasons for leaving, and characteristics of the

assignments being vacated.

Recently the Oregon Teacher Standards and Practices

Commission (TSPC) also identified a need for further study

on the loss of beginning teachers. The July 1978 report of

the TSPC Committee on Internships recognized that the first

year of teaching could be an exceedingly difficult one, in

which "many leave the profession after a frustrating and

painful year" (TSPC, p. 3).
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In a quest for additional study of this problem, the

following needs were identified: "What is the attrition

rate for new teachers in Oregon? How many teachers do not

continue after the first, second, third years of teaching?

How many are terminated by their districts? Why do new

teachers leave the profession?" (TSPC, Appendix D).

A follow-up study to identify background data and

professional concerns of those who leave teaching in their

early years of experience appears to be highly justified and

sorely needed. With the high rate of loss of teachers in

their early years of experience, their lack of long-range

commitment to teaching, and the need for more validating

data, focus is thus given to the present follow-up study.

Information herein should be helpful to teacher education

institutions and school district administrators in assessing

needs and concerns, reorganizing and developing personnel

policy, and providing assistance to future and present

teachers.

Statement of the Problem

The central problem of this descriptive study is an

examination of early teacher attrition through a follow-up

of Washington County teachers in Oregon who left the profes-

sion with five years of experience or less. Focus will be

given to two major dimensions:



5

Part I: What are the background data of those

respective women and men who left the teaching

field in Washington County from the school

years of 1976-1977 and 1977-1978?

Part II: What are the areas of greatest professional

concern for women and men, respectively, who

left the profession in Washington County from

school years 1976-1977 and 1977-1978?

Objectives

The objectives of this descriptive study are as

follows:

1. to determine whether any of the following background

data are statistically significant for women and men,

respectively, who leave the teaching profession with

five years of experience or less:

a. Personal Data: age, teaching level, highest level

of academic preparation; marital status, number of

years intended to teach after graduation.

b. Professional Data: total district enrollment, total

school enrollment; salary, tenure-nontenure status.

c. Termination Data: reason for leaving, most impor-

tant factor influencing other teachers known to

leave.

d. Current Data: employment status, change in annual

salary, plans to return to teaching.
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2. to identify areas of greatest professional concern for

women and men, respectively, who leave the profession

(with five years of experience or less) and in relation

to the following variables: years of total teaching

experience and teaching level.

Null Hypotheses

In part I, the following null hypotheses are tested to

determine if there are differences between the observed and

expected (chance) proportions of women, men, and total

teachers, respectively, who leave the profession in Washing-

ton County with five years of teaching experience or less:

1. Ho: There is no significant difference between the

observed and expected proportion of teachers who

leave the profession within the following age

groups: 23-26 years, 27-30 years, and 31+ years.*

Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession within the following age

groups: 23-26 years, 27-30 years, and 31+ years.*

2. Ho: There is no significant difference between the

observed and expected proportion of teachers who

*Chi square class boundaries were determined by recording
distributions of age for a sample of every fourth teacher
in Washington County with five years of experience or less
from 1976-1978.
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leave the profession at the elementary and

secondary levels.*

Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession at the elementary and

secondary levels.

3. Ho: There is no significant difference between the

observed and expected proportion of teachers who

leave the profession with bachelor's degrees and

those with academic preparation beyond a bachelor's

degree,**

Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession with bachelor's degrees and

those with academic preparation beyond a bachelor's

degree.

4. Ho: There is no significant difference between the

observed and expected proportion of married and

unmarried teachers who leave the profession.

*Chi square class boundaries were determined by recording
distributions of teaching level (elementary, secondary) for
a sample of every fourth teacher in Washington County with
five years of experience or less from 1976-1973.

**Teachers included in the latter category would have
achieved bachelor's + 45 hours or master's degrees.
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Ha: A significant difference exists between the

observed and expected proportion of married and

unmarried teachers who leave the profession.

5. Ho: There is no significant difference between the

observed and expected proportion of teachers who

leave the profession with no dependents, 1-2 de-

pendents, and 3 or more dependents.

Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession with no dependents, 1-2 de-

pendents, and 3 or more dependents.

6. Ho: There is no significant difference between the

observed and expected proportion of former teachers

with plans after graduation to teach 1,2,3,4,5+

years.

Ha: A significant difference exists between the

observed and expected proportion of former teachers

with plans after graduation to teach 1,2,3,4,5+

years.

7. Ho: There is no significant difference between the

observed and expected proportion of teachers who

leave the profession (compared to the total number

of teachers) from districts with less than 1,500

students, 3,000-6,000 students, and greater than

20,000 students.
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Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession (compared to the total number

of teachers) from districts with less than 1,500

students, 3,000-6,000 students, and greater than

20,000 students.

8. Ho: There is no significant difference between the

observed and expected proportion of teachers who

leave the profession (compared to the total number

of teachers) from schools with total enrollment of

less than 500, 500-900, and greater than 900.

Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession (compared to the total number

of teachers) from schools with total enrollment of

less than 500, 500-900, and greater than 900.

9. Ho: There is no significant difference between the

observed and expected proportion of teachers who

leave the profession with the following annual

salaries: < $10,000; $10,000-$10,999: 11,000-

$12,000.*

*Chi square class boundaries were determined by recording
distributions of salaries for a sample of every fourth
teacher in Washington County with five years of experience
or less from 1976-1978.
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Ha: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession with the following annual

salaries: G $10,000; $10,000-$10,999; $11,000-

$11,999; $12,000.*

10. Ho: There is no significant difference between the

observed and expected proportion of tenured and

nontenured teachers who leave the profession.

Ha: A significant difference exists between the

observed and expected proportion of tenured and

nontenured teachers who leave the profession.

11. Ho: There is no significant difference in the reason

for leaving given by teachers who leave the

profession.

Ha: A significant difference exists in the reason for

leaving given by teachers who leave the profession.

12. Ho: There is no significant difference in the factor

given as most influencing teachers' decisions to

leave the profession.

*Chi square class boundaries were determined by recording
distributions of salaries for a sample of every fourth
teacher in Washington County with five years of experience
or less from 1976-1978.
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Ha: A significant difference exists in the factor

given as.most influencing teachers' decisions to

leave the profession.

13. Ho: There is no significant difference in the factor

given as most influencing the decisions of other

teachers known to leave the profession.

Ha: A significant difference exists in the factor

given as most influencing the decisions of other

teachers known to leave the profession.

14. Ho: There is no significant difference between the

observed and expected proportion of teachers em-

ployed and unemployed after leaving the profession.

Ha: A significant difference exists between the

observed and expected proportion of teachers em-

ployed and unemployed after leaving the profession.

15, Ho: There is no significant difference between the

observed and expected proportion of teachers who

find other employment with regard to the following

annual salary changes: $800 less than teaching,

between -$800 and +$800 of teaching salary, and

$800 more than teaching salary.

Ha: A significant difference exists between the

observed and expected proportion of teachers who

find other employment with regard to the following
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annual salary changes: $800 or less than teaching,

between -$800 and +$800 of teaching salary, and

$800 more than teaching salary.

16. Ho: There is no significant difference between the

observed and expected proportion of teachers who

indicate that they will definitely return to

teaching, will probably return, will possibly re-

turn, are unlikely to return, and will definitely

not return.

Ha: A significant difference exists between the

observed and expected proportion of teachers who

indicate that they will definitely return to

teaching, will probably return, will possibly re-

turn, are unlikely to return, and will definitely

not return.

Assumptions of the Study

1. State Department data provided by school districts is

accurate.

2. The sample of teachers who responded to the question-

naire are representative of teachers who left the

teaching profession in Washington County with up to five

years of experience.

3. Information supplied by respondents in the question-

naires is valid.
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4. The concerns questionnaire is a valid means of obtaining

data for this study.

5. Members of the panel of experts for development of a

teacher concerns questionnaire represent a cross-section

of educational backgrounds, philosophies, and teaching

experiences.

6. Judgments of the panel of experts are a valid means of

verifying data for the questionnaire.

Limitations of the Study

1. The present study is limited to those teachers who:

a. had five years of teaching experience or less

b. were under contract in Washington County, Oregon

during the year prior to leaving teaching

c. resigned from their positions between October 15,

1976 and October 15, 1978

d. did not plan to take teaching positions during the

subsequent school year.

2. Additional data related to the background (not obtain-

able from State Department of Education records) and

concerns of former teachers is limited to those for

whom:

a. follow-up contact was possible, and

b. questionnaires were completed and returned.
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3. The possibility of human error in filling out forms,

copying data from records, transferring information to

IBM cards, publishing local directories, etc. is ever-

present.

4. Findings of this study are qualified only for the sample

of people for which data was obtained.

Definitions

The following terms are defined for use in this study:

Teachers: certificated public school personnel employed

full-time or part-time for instructional purposes

Teacher Attrition: loss of teachers from the education

profession, i.e. teacher dropout, teacher loss, teacher

termination

Early Teacher Attrition: loss from the profession of those

teachers who have five years of teaching experience

or less
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CHAPTER II

REVIEW OF RELATED LITERATURE

The literature surveyed here is divided into two major

areas. The first summarizes data on early teacher attrition,

dealing with introductory information, the people who leave,

and related studies. The second area deals with literature

on perceptions and difficulties during the beginning years

of teaching, grouped into the following categories: Self,

Teaching Situation, Teaching Capabilities, and Personal

Ambitions.

EARLY TEACHER ATTRITION

Within the 7-10% of teachers estimated to leave the

nation's classrooms each year (Keeler, 1973), the greatest

loss has been found to occur in the earliest years of

teaching. Orlich cited a 1960 NEA research memo which

examined nearly a dozen studies and found the first three

to four years of teaching to have the greatest percentage

of loss. This early attrition of teachers was confirmed by

later authorities (Wolf, 1964; Bush, 1965; Charters, 1968;

National Association of Secondary School Principals (NASSP),

1968; Trinchero, 1971; Anderson, 1977).
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One-half the first year teachers (one-fourth of the

men and two-thirds of the women) in a nation-wide survey

indicated their intents to leave teaching within their next

five years (Corey, 1970). Of these, 14% left by the end of

the first year (Hunter, 1964). This loss of potential

teacher talent was estimated to be between 20-30% before the

end of the second year (NASSP, 1968).

At a conference on the beginning teacher, reference was

made to a 1965 unpublished thesis where one-half the

California teachers left the profession before completing

ten years of service, with the largest number of separations

after three to five years of teaching (Corey, 1970).

And in a random sample of graduates from two teacher

training institutions in North Carolina, 35% of those sur-

veyed (80% return), were not teaching five years after

graduation and did not plan to return (Gosnell, 1977).

This lack of commitment about career plans was also

found in a 1977 field study of a stratified random sample

of 18 first year teachers. Nine out of fifteen of these

teachers projected themselves in the classroom for only two

to three years ahead. Only six saw themselves teaching

five years or more: half also expressed the possibility of

moving to another field. By Thanksgiving of the first year,

two among the sample had resigned. Both gave reasons for

leaving which were not related to teaching; in the
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researchers' judgments, however, the problems and frustra-

tions experienced by these two influenced their courses of

action (Applegate, 1977).

The Teachers Who Leave the Profession

Orlich (1968) observed that persons tend to leave

their jobs when they perceive negative aspects as weighing

heavier than positive ones. They leave former positions for

better jobs, "whatever 'better' happens to mean to a spe-

cific individual." Or, as in the case of most married

women, the job satisfaction may be high, but family factors

precede all other factors (Orlich, p. 167).

Studies do show differences between men and women in

their tendencies to leave the profession. In a follow-up

of Stanford secondary education graduates from 1959-1969,

men had the highest attrition rates immediately after

training (12.1%). Their rates for 1-5 years after training

ranged from 2-7%. Women left at rates of twelve per hundred

for the first two years after training; then they decreased

to 5-8% but remained consistently higher than men

(Trinchero, 1971).

These higher losses of women have been supported by

Keeler (1973) and Anderson (1977), although conflicting

evidence was found by Mueller (1976). In her follow-up of

graduates from a Missouri teachers' college, more men than

women left the profession after ten years.
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Reasons for leaving the profession vary between men and

women. Personal reasons (marriage, pregnancy, etc.) have

been cited most often as causes of women leaving teaching

(Hunter, 1964; Foster, 1967; Keeler, 1973).

In Foster's 1967 article on teacher supply and demand,

low salary was the prime factor for men leaving in studies

conducted by Blaser (1966), Stewart (1963), and Metz (1962).

In later years Keeler (1973) found that most terminees

did not work during the next year, suggesting that higher

pay in teaching, related to other jobs, would have little

effect on termination rates, especially for women.

Both Hunter (1964) and a study referred to by Corey

(1970) supported the contention that negative human re-

lations had a greater effect on attrition than salary

dissatisfaction.

After an analysis of data on San Diego schools, Keeler

(1973) confirmed that personal characteristics of teachers,

rather than economic conditions, were the predictors of

terminees.

Further data from the Stanford study indicated that men

left from one to two years after training for the following

reasons: service in the military, further education in an

academic area, and a shift in interest, Women's most fre-

quent reasons were: pregnancy, spouse transferred out of

school district, and dissatisfaction with administration or

frustration (Trinchero, 1971).
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Related Studies

Only a few studies have specifically focused on those

teachers who left the field of teaching. In 1966 a disser-

tation by Booth examined the extent of teacher loss in

Georgia and found that 38% of the teachers taught only one

year in their first teaching positions. Those who did not

plan to teach again expressed less favorable attitudes

toward teaching careers "for those whom they loved" than

did those who planned to return or were undecided. They

also expressed least favorable attitudes toward self,

teaching, and working with students. Responses to open

questions indicated that salaries were too low and that the

professional standards and status of teachers should be

raised.

Erickson (1968) found it possible to predict far beyond

chance whether teachers would leave education as a career,

based on data about teachersk perceptions of career expec-

tations held for them by their spouses and friends. Of

32 male teachers who indicated in the spring that their

wives and best friends desired that they leave education,

34% left teaching as a career in the fall. This constituted

69% of those teachers who dropped out.

A University of Arizona study identified three factors

whose tensions, demands, and pressures brought on role

stress and consequently affected the tenure of vocational
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education teachers: Environmental factors, conditions over

which teachers had no control, precluded their accomplishing

certain objectives due to lack of equipment/facilities,

inadequate funds, or limited time. Professional factors

(such as a lack of technical knowledge, discipline problems,

and dislike of subject area) affected their ability to ful-

fill job expectations; and sociological factors affected

their adapting to social needs of the community or getting

along with others (Mattox, 1974).

In a study of 430 North Carolina teachers, attrition

from the profession was found to be significantly related to

the source of financial support while in college and to work

experience prior to graduation. Loss was much higher among

those supported by scholarships than among either self-

supporting or parent-supported students. Teachers who had

only white collar work experience had higher dropout rates

than those whose work experience had been partly or entirely

blue collar. And a majority of those who left teaching with

no intentions of returning had aspirations toward higher

status occupations (Gosnell, 1977).

Follow-up studies on graduates from their teacher

education programs have also been conducted by Trinchero

(1971) and Mueller (1976). In both cases, data on teachers

who left the profession have been included.



BEGINNING YEARS OF TEACHING

Self

"The beginning teacher is thrust into a
situation fraught with anxiety and fear
that do not evaporate with experience.
He sees himself as on trial before his
pupils, his colleagues, his superiors,
and above all, himself."

Charles Silberman
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Arthur Jersild (1965) originally discussed these

"trials" at a conference on beginning teachers in 1965 and

acknowledged that the beginners' trials before themselves

are likely to be the "toughest trial(s) of all." (p. 43)

Although their performances may satisfy others, beginning

teachers often impose such high standards that they cannot

satisfy themselves. Through their own eyes, they are ex-

posed to self-criticism, or partial failure.

Fuller (1969) recognized the predominance of self-

concerns in the early teaching phase and focused on two

self-questions: The first concern was simply "Where do I

stand?" Beginning teachers are concerned with the level of

support from administrators and supervisors, their working

relations with nersonnel, and determining their limits of

acceptance as professional people, not only in the classroom

but in the teachers' lounge, the office, etc. For many, a

general state of uncertainty exists.
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A second self-question identified by Fuller was "How

adequate am I?" Teachers are concerned with their own

adequacy in knowing answers and understanding subject matter,

having freedom to fail on occasion, anticipating problems,

coping with evaluation, and making changes when failures

occur.

Self was also pinpointed as the major source of concern

in a 1977 investigation of the life-space of first year

teachers. Eighteen first year teachers were interviewed and

observed during the first four months of teaching. Their

concerns emerged from three sources: self, other people,

and procedural matters, with the greatest focus on self.

These beginning teachers were found to worry about their

competence in teaching a particular subject, managing a

classroom, confronting discipline problems, inability to

make and uphold decisions, and inability to separate profes-

sional from personal life (Applegate, 1977).

A survey of approximately two hundred teachers who had

sought help in achieving self-understanding was conducted by

Jersild and his colleagues (1965). These teachers identi-

fied attitudes which had interfered with their effectiveness

as beginning teachers and which had persisted even after

they had finished their apprenticeships.

Among them a large percentage named the inability or

difficulty in knowing their own minds and asserting their

own rights as one condition interfering with effective
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teaching. Stored-up, restrained anger was a second

condition. This resulted from tendencies to go out of

their ways to please people, to sacrifice their rights in

expressing opinions, to feel sensitive to criticism or

feedback, or to conceal anger. Teachers expressed a strong

need for approval. The less assured teachers were of their

own competence, the more likely they were to depend on the

approval of others; and the more vulnerable they became.

In fact, their needs to be liked sometimes placed them at

the mercy of their pupils.

Jersild has stated that the basic problems the begin-

ning teachers face are primarily subjective in nature--

personal and psychological rather than strictly professional

or academic. He recognized the frequency of anxiety among

teachers, where an inner conflict exists between teachers'

avowed and "real" motives, such as in claims of autocratic

classroom atmosphere which may actually stem from fears of

disciplining or needs to dominate others.

In their article "Stress in Teaching and How to Handle

It", Styles and Cavanaugh (1977) identified nine forms of

stress which can produce this anxiety in teachers:

1) expectations: fears of inabilities to live up to their

own expectations and those of others, 2) self-fulfillment:

feelings of limited utilization of their strengths within

the classroom, 3) ego needs: needs for more "stroking" and

recognition by others of their hard work, 4) student-teacher
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relations: concerns for meeting students' individual needs

and dealing with discipline, 5) personal competence: con-

cerns in communication with students, one's own competence

in teaching, and dealing with increasingly complex subject

knowledge, 6) self-relationship: fears of evaluation,

pressures of meeting deadlines, and realization of one's

personal limitations, 7) conflicting values: coping with

conflicting educational philosophies and practices, the

plurality of values and attitudes in schools, and the inner

conflict between one's own beliefs and accepted norms of

parents, 8) social approval: embarrassments of marital

problems or family relationships and the demands of teaching

on one's personal, family, and social life, and 9) profes-

sional constraints: imposed administrative decisions and

less classroom autonomy.

These feelings can produce a feeling of powerlessness

in teachers, according to Mimi Cameron, director of an

assistance program for Maryland public school employees with

professional or personal problems. She recognized that

"teachers by and large have a sense of isolation...a sense

of powerlessness. Not infrequently, they set goals and

standards for themselves that are unreachable. Then they

feel badly about themselves for not achieving them."

(Collins, Jan. 1980)

Job-related stress was the subject of a survey of

almost 5,000 members of the Chicago Teachers Union.
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Fifty six per cent said they experienced physical illness

due to work, and one-fourth experienced mental illness they

felt was related to employment. Cichon (1980) ranked four

general themes relative to their stress: 1) "priority

concerns," dealing with violence and student discipline,

2) "management tension," conditions (such as involuntary

transfer, overcrowded classrooms) over which teachers have

little control, 3) "doing a good job," maintaining self-

control and teaching students who are below average in

achievement level, and 4) "pedagogical conditions," the

lowest ranked stressors over which teachers have direct

control, e.g. conferences, in-service, etc.

Findings in a survey by the Portland (Oregon) Feder-

ation of Teachers in the spring of 1979 were similar. Using

the same Teaching Stress Events Inventory, responses from

1,063 teachers showed that 53% experienced "physical illness"

to classroom stress. Items ranked as most stressful were:

being involuntarily transferred, notification of unsatisfac-

tory performance, being threatened with personal injury,

managing disruptive children, and preparing for a teacher

strike.

This stress was related to attrition from the teaching

profession by Manny Lotito, a Eugene, Oregon school district

psychiatrist, who noted that the stress on teachers is

"greater than it ever has been." She charged that the
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"good teachers who feel they have other skills are looking

at other professions." (Collins, Feb. 1980)

Collins (Feb. 1980) cited an increased number of

teachers in Oregon who have left teaching rather than "put

up" with physical and emotional strains of the job. In the

1972-1973 school year, 236 Oregon teachers left to take

other positions. In 1979 the figure went up to

355 teachers.

In an article titled "Why Teaching is a Dying Profes-

sion," Dunham related stress to increased deathrates of

British teachers. He noted that, among male teachers who

were approaching the ends of their careers, death rates

more than doubled in the past ten years while the number

qualifying for a breakdown pension more than trebled

(Hodges, 1976) .

Willard H. McGuire, President of NEA, cautioned that

too many teachers are feeling "burned out" and ignored and

consequently become teacher dropouts. He labeled "teacher

burnout" as a condition that results from stress, tension,

and anxiety in its victims. McGuire branded this as a major

new malady that "threatens to reach epidemic proportions if

it isn't checked soon. It has already stricken thousands

of sensitive, thoughtful, and dedicated teachers--teachers

who are abandoning the profession." He warned that
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additional thousands may join their peers, for they fear

for their physical and mental health (McGuire, 1979, p. 5).

Kearney (1978), Larson (1979), Scrivens (1979), and

Walsh (1979) have also attributed burnout as a major factor

in teacher attrition.

Teaching Situation

"Because of budgetary and time pressures
facing some districts, far too many new
teachers have excessive Preparations,
little or no preparation time, large
classes, extensive co-curricular respon-
sibilities, and minimal guidance and
support. For such teachers, the first
year can be an exceedingly difficult one.
Many leave the profession after a frus-
trating and painful year while some
acquire ineffective teaching habits which
remain with them throughout their careers."

Oregon TSPC Committee on Internships (1978)

Orlich (1968) acknowledged that teachers who derive a

sense of satisfaction and personal worth from their work

will remain in their positions. He recognized, too, that

factors which contribute to high or low morale may result

from a variety of factors. His reference to a survey con-

ducted by the George Peabody College indicated the following

most common causes of poor morale among teachers: in-

adequate salaries, large classes, poor administration, lack

of a daily period for relaxation, unsatisfactory plant and

buildings, and lack of teaching materials and adequate

equipment.
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Teachers in two Maryland studies responded that

excessive pressure and overload and dislike for administra-

tive and supervisory practices were major reasons for turn-

over (Browning, 1963). Similar reasons were given by

Nelson (1963) with the addition of several factors: low

salary, poor assignments for first year teachers, and

discipline problems given to beginning teachers.

A Life magazine article, "How We Drive Teachers to

Quit," noted that teachers leave the profession because

their enthusiasm and satisfaction are snuffed out by the

system. An NASSP research report was cited wherein one-

fifth of the average teacher's time is spent on activities

which could be performed by non-professionals or electronic

devices (Meryman, 1962).

Teachers can also be expected to put in about 2,000

hours of work during a 38 week school year, or equivalent

to a 40 hour week for 50 weeks a year. This reference to an

occupational survey conducted in a large school system was

made at a 1965 conference on the beginning teacher

(Shipman, 1965) .

Corey (1970), Tompkins (NASSP, 1968), and Ladd (1965)

acknowledged that the workloads of most beginning teachers

are no lighter than their more experienced colleagues.

Davies (1966) executive secretary of the National

Commission on Teacher Education and Professional Standards

(NCTEPS), was concerned that beginning teachers were too
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often assumed to be "finished product(s) without sufficient

encouragement, support, and assistance to get started

properly in a life-long career." (Davies, 1966)

Corey (1970) pointed out that these teachers often

receive the more difficult or undesirable situations avoided

by older teachers who transfer positions.

Support for this position was given by Ryan (1974) in

his contention that "the way we introduce people into

teaching leaves much to be desired." (p. 27) He asserted

that beginning teachers often are assigned the heaviest

workloads, teach curriculums that are frequently strange to

them, and are saddled with the most difficult classes. They

are seen to be given the full complement of extra duties,

often the most onerous.

In his presentation on "Teacher Workload and Teacher

Dropout" at the Symposium on Teacher Dropout, Selden (1968,

p. 6) focused on teacher workload as a major cause of frus-

tration in lowering tolerance levels in education. He

described the "underground railroad out of the classroom"

which, more often than not, terminated in a nonteaching job:

"Many a capable teacher is pushed out
of a classroom by intolerable working con-
ditions only to find his way into counsel-
ing, coordinating, consulting, researching,
or administering in another part of the
enterprise. Very often these noncombatant
jobs pay very little more than teaching;
the difference lies in the more favorable
wear-and-tear factors,"
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Unrealistic demands are being placed on teachers,

according to Kenneth Burlingame, a school psychologist.

"Schools are being expected to solve all of society's prob-

lems, and teachers are being expected not only to be

educators but to be parents as well," he observed (Barnes,

1980, p. A10).

Citing a dramatic increase in teacher burnout as a

factor in early retirement or a change of careers, Barnes

(1980) noted deteriorating disciplinary and academic stand-

ards; mounting demands for accountability; involuntary

transfers and layoffs brought on by dwindling enrollments;

declining purchasing power of salaries; laws requiring that

handicapped students be taught in regular classrooms;

and increased pressure from parents, taxpayers, and

administrators.

Commenting that if the pupil dropout problem were to

be cured, we should first solve the teacher dropout problem,

Bush (1966) recognized the relationship between these two

problems: Conditions causing pupils to want to stay in

rather than leave school will also cause teachers to want to

remain: arrangements which permit pupils and teachers to

establish close personal relations and give teachers time to

devote themselves to general concerns of pupils; providing

stimulating and relevant curriculum with flexible schedules

that give pupils time to learn and teachers time to teach;
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and laboratories and libraries that are open, available,

and filled with the best possible materials for teaching

and learning.

Teaching Capabilities

An investigation of first year teachers' problems was

conducted by Broadbent (1965) with 163 elementary and sec-

ondary teachers responding to the Perceived Problems Inven-

tory. The following problems were found significant as

ranked by these teachers: methods, evaluation, discipline,

parent relations, routine and materials, and personal

matters.

In his analysis of expressed and observed difficulties

of beginning elementary teachers, Wise (1959) found that

most difficulties were related to techniques of instruction.

Difficulties relating to pupil control and guidance and to

techniques of instruction continued to present difficulties

after three years of experience.

Discipline was reported as a problem in five other

studies from 1951 to 1963 which Broadbent (1965) surveyed.

Also indicated as serious were aspects of methodology

(motivation, planning, remediation, provision for individual

differences.)

In a Missouri State University study, first year

teachers rated by supervisors as "superior" and those rated

"inadequate" to "fair" were interviewed. The following
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causes of "failure" were ranked by supervisors: lack of

class control, personality clash, immaturity, lack of

organization, and lack of confidence (Vittetoe, 1977).

Confirming data on discipline was provided by an NEA

survey of teachers from 1975-1976. When asked to indicate

what hindered them in rendering service, the three areas of

greatest concern were: negative student attitude and disci-

pline, poor administration, and heavy workload (Ream, 1977).

These first two items were also the main causes of

stress among a sample of New York teachers in May 1979.

Teachers were asked to indicate the relative degree of

stress caused by each of 47 events. The two highest stress-

producing factors were: managing "disruptive" children and

incompetent administrators.

In an article on teacher burnout, Scrivens (1979)

likened one of its causes as a "species of future shock"- -

not being able to cope with a new breed of youngster who

may be on dope or harbor a lack of respect for rules and

authority as well as not being able to cope with changing

educational methods and philosophies (p. 5).

These problems recurred in the Ohio State University

field study, when eighteen first year teachers were asked to

name specific surprises upon their entrance into teaching.

The greatest surprises tended to deal with the quality of

the relationship with students and inability to maintain

appropriate standards of student behavior. In all, a great
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many discoveries were made which necessitated more work,

changes in approach or resulted in unwelcome realizations

about the school environment. The unhappy surprises far

outnumbered the happy ones (Applegate, 1977).

Changes of attitudes for teachers beginning in their

classroom roles were studied by Lagana (1970). The Min-

nesota Teacher Attitude Inventory measured teachers' atti-

tudes toward pupils in interpersonal relations and in-

directly how well satisfied the teachers were. Test results

demonstrated a "curve of disenchantment" between teachers'

attitudes during pre-service training and their attitudes

as beginning teachers. Sharp declines occurred in attitudes

toward students during the first five months. In fact,

60% of the 779 beginning Pennsylvania teachers underwent

unfavorable attitude changes, with 21% being statistically

significant.

Estelle Fuchs (1969) described the symptoms of begin-

ning teachers as similar to "culture shock," the shock and

forced readjustment which occurred as a result of the strain

of heightened attention to strange cues and signs of an

unfamiliar environment. In her study of neophyte teachers

in inner-city schools, this reaction was compounded by

frustration, exasperation, and irritation at the strangeness

of the situation and absence of expected responses from

others.
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Personal Ambitions

At a conference on the beginning teacher, Lortie (1966)

expressed concern that those planning to teach usually see

it as a "short-run engagement." Orlich (1968) shared a

clichg that teaching is "not a profession, but a progres-

sion," in reference to the number of teachers who leave to

pursue other professions.

Robert Bush (1968) addressed the question of teachers'

career status as an influence on teacher dropout at a Phi

Delta Kappa symposium on that topic. He identified this

status as a "general, pervasive, powerful, and evaluative

force" affecting the holding power of the occupation (p. 7).

One root problem he recognized was that the prestige of

career teachers is not sufficiently different from those who

teach for a short time and then drop out, i.e. persistence

does not achieve loftier positions.

Bush speculated that those who stay in teaching are

probably those for whom achievement of position in teaching

satisfies their upwardly mobile drive in the social struc-

ture; they have neither the desire nor the drive to continue

their status.

With each additional year of experience, teachers tend

to remain longer in their profession, as their investments

in retirement and their salaries increase. A contrasting

point, then, was that some of the more dissatisfied,
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aggressive, and alert young people, seeing their conditions

not too markedly different after ten, fifteen, twenty years,

tend to get out early and begin other careers.

Bush countered that if colleagues are perceived to be

satisfied, living productive lives, continuing to keen

alert, growing in their nrofession, and exuding a degree of

satisfaction, beginning teachers may be likely to aspire to

the same status and continue their careers. If, in turn,

these colleagues are observed to be tired, overworked,

underpaid, with low morale, and complaining about lack of

satisfaction, beginning teachers are likely to be driven out.

Although no relationships between aspirations for

social prestige and teacher dropout were found in a study by

Erickson (19681, some support for Bush's contention has been

shown in other studies. In Booth's 1966 dissertation on

early withdrawal from the profession in Georgia, teachers

who left after the first year indicated that the status of

teachers should be raised. A study by Mattox (1974) men-

tioned the desire to achieve more status as a factor in the

dissatisfaction of vocational education teachers who left

the profession.

Scrivens (1979) recognized professional disillusionment

akin to mid-life crisis as a cause of teacher burnout. He

observed that teachers may suddenly realize that there are
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"all sorts of other meaningful, more interesting things

they could do with their lives if they weren't teaching"

(p. 5) .

In Gosnell's follow-up (1977) of graduates from two

teacher training institutions in North Carolina, teachers

were asked to indicate what occupation they would prefer in

ten years hence if they could choose any occupation. The

majority of those who left teaching and who indicated that

they did not intend to return had aspirations toward higher

status occupations.

In the same study, attrition was found to be much

higher among those supported by scholarships than among

either self-supporting or parent-supported students. Also,

those who had only white collar work experience had higher

rates of leaving than those with partly or wholly blue

collar employment. According to Gosnell, it would appear

that those from lower socio-economic backgrounds are satis-

fied with the status which teaching offers them.

Charters (1956) recognized the differences in what

teachers regard as a suitable means of realizing their

values. Although his statement specifically concerned men,

it should also be appropriate for women today:

"To some... life is a struggle for a
mild sort of affluence, possibly modeled
after successful merchants or insurance
agents in their hometown; public school
teaching and administration for them is
the means by which a more profitable ca-
reer can be launched. To other(s), life



is an opportunity for modest service to
humanity without, albeit, undue sacrifice
of other worldly desires. For them, pub-
lic school work may be an ideal path to
their goal. In short, people differ in
regard to their commitment to a career
in education" (p. 255).

Summary
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Research studies confirm a high attrition rate for

teachers within the beginning five years of their careers.

Rates of loss vary between men and women, with women gener-

ally leaving the profession in higher proportions and citing

personal reasons as causes for leaving more often than men.

Among studies on concerns of teachers in their begin-

ning years of experience, literature points to four general

areas of concern: Self, Teaching Situation, Teaching Capa-

bilities, and Personal Ambition. Self concerns are predom-

inant within the early teaching phase. Teachers are con-

cerned about their competence in the classroom, their

relationships with students and colleagues, and meeting

their own expectations and those of others. Anxieties

stemming from teachers' inner conflicts and the demands of

the job produce stress among a growing number of teachers.

Pressures and poor morale also arise from working con-

ditions of teachers. Heavy workloads, extra duties, and

large classes can be especially wearing for beginning

teachers when guidance and support systems are minimal
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and when their workloads are the same, or greater, than

those of more experienced teachers.

Beginning teachers may also suffer symptoms in the

classroom likened to "culture shock" in an unfamiliar

environment. Teachers in their beginning five months of

experience have shown a negative change of attitude toward

students. Ranking highest among their difficulties are

classroom discipline and methods of instruction.

For some, too, the career status of a teacher offers

dissatisfaction. Drives for upward mobility or other per-

sonal goals precede their commitment to an educational

career.

Research studies indicate a lack of substantive and

current data on teachers who leave the profession. This

research project is developed, then, with the goals of

providing background data and identifying concerns of

beginning teachers related to Self, Teaching Situation,

Teaching Capabilities, and Personal Ambitions.
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CHAPTER III

PROCEDURES

Procedures for this follow-up of former teachers

include: selection of the population, development of a

two-part questionnaire, collection of data, and analysis

of data.

Population of the Study

This study's population consists of teachers employed

in Washington County, Oregon who left the profession between

October 15, 1976 and October 15, 1978* and who had five

years of teaching experience or less.

Washington County, a rapidly growing area west of

Portland, Oregon, covers 716 square miles and is inhabited

by 196,000+ people. Principal industries include agricul-

ture, lumber, manufacturing, food processing and electronics

(Oregon Blue Book, 1977-1978).

The county consists of thirteen public school dist-

ricts** of which (during the time period of this study) five

*School district deadline for reporting data to State
Department of Education is October 15 of each year.

**Data is from "Summary of Organization, Pupils, and Staff
in Oregon Public Schools," 1977-1978.
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had less than 550 total students, three had between 1,000

and 1,500, four had 3,000 to 6,000, and one had total

attendance of over 20,000 students. More than 43,000

students attended schools during the 1977-1978 school year.

Of the 83 schools, 59 were elementary, 13 were junior

high/intermediate, 10 were high schools (one mid-high in-

cluded), and one was unclassified.

The number of students enrolled in the elementary

schools (as of October 1977) ranged from 68 to 952, and at

high schools from 160 to 1,810.

A wide range of ethnicity exists in Washington County

Schools. The greatest number of minorities are of Hispanic

origin, but other categories include: Black, Cambodian-

Vietnamese, American Indian, Russian, and others. The dis-

trict percentage of minority students varied from .7% to

10.7% and, for individual schools, between 0 (for two

schools) and 20.1%.

Table 1 provides data for each school district in

Washington County, including the number of schools, number

of students, percentage of minorities, and number of

teachers.

Washington County is a particularly strategic location

for this study. Its schools are in a rapidly growing com-

munity with a wide variety in school and school district



Table 1: WASHINGTON COUNTY SCHOOL DISTRICT DATA*

District No. Schools
EL/JH /HS

Int

No.
76-77

Students
77-78

Percentage
Minorities
76-77 77-78

No. Teachers
76-77 77-78

West Union 1 378 438 .3 .9 20 20

1

Hillsboro El. 6 3,090 3,270 6.1 5.5 128 143
7

Banks 3 1 1 1,001 1,042 1.2 .7 54 61

13

Forest Grove 7 1 1 3,791 3,782 7.1 7.3 211 215

15

Tigard 6 2 1 5,570 5,665 1.7 2.2 269 299
23J

Reedville** 4 1,057 1,252 2.6 3.5 52 58

29

* Data is compiled from: "Summary of Organization, Pupils, and Staff in Oregon Public
Schools," 1976-1977, 1977-1978 and"Washington County District Schools Directory,"
1976-1977 and 1977-1978.

**Reedville data includes a new elementary school added for the 1977-1978 year.



Table 1 (continued)

District No. Schools
El/JH /HS

Int

No.
76-77

Students
77-78

Percentage
Minorities
76-77 77-78

No. Teachers
76-77 77-78

Groner 1 257 262 6.6 4.6 15 13
39

Beaverton* 27 6 3 20,297 20,505 2.5 3.5 1,074 1,070
48J

Farmington View 1 213 229 3.8 3.9 10 11
58

North Plains 1 331 338 7.9 10.7 16 17
70

Sherwood 1 1 1 1,360 1,387 2.0 1.6 78 76
88J

Gaston 1 1 1 522 513 5.2 4.3 38 36
511J

Hillsboro UH 2 2 4,780 4,861 4.3 4.6 254 260
3J

Total 59 14 10 42,647 43,544 2,219 2,279

*Beaverton School District also includes an unclassified school, Levi Anderson
Learning Center.
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sizes and diverse ethnic backgrounds. Processes and charac-

teristics of the community are further replicated in the

nation; and findings from this study should, likewise,

provide implications for future directions of the state.
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Preparation of the Instrument

The questionnaire for use in this study was divided

into two sections; the first part dealt with personal back-

ground data of former teachers and the second section with

these teachers' levels of concern about various aspects

of teaching.

Questionnaire, Part I: Background Data

The first section of the questionnaire was designed to

obtain background data of former teachers to verify or sup-

plement available state department data. Through Oregon

Revised Statute (ORS) 192.420, access to certificated per-

sonnel files was provided: "Every person has a right to

inspect any public record of a public body in this state."

In most cases, these files included the following

information for each teacher: name; school district; school;

sex; year of birth; years of experience in district, in

Oregon, and outside Oregon; reason for termination; full-

time equivalency (FTE); teaching assignment; professional

preparation; and salary. (Appendix A)

State department data (submitted by respective school

districts) showed, however, a high frequency of "other known

reason" or "unknown" marked as the reason given for leaving

teaching, i.e. 32% of the men and 44% of the women had
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"other" reasons for leaving teaching; and 10% of the men

and 11% of the women had "unknown" reasons. Therefore,

the same question was asked in the follow-up questionnaire

with spaces for respondents to provide more specific

information.

Also, on district reports of certificated personnel,

data on the highest level of preparation and salary was not

included by all school districts. These items, too, were

placed in the questionnaire, although salary data was later

made available through other state files.

Background for the format of Part I was also obtained

from Orlich's critique of his questionnaire for a 1967 study

of teacher mobility in Idaho. Orlich selected strengths and

apparent weaknesses of the survey instrument. Specifically,

items 2, 9, and 10 of this instrument, which related respec-

tively to the number of dependents, present annual salary,

and the most important factor influencing the decision to

leave, were adapted from Orlich's model. Other question-

naire items were designed from readings, discussions with

colleagues, personal interests, and suggestions from com-

mittee members.

The majority of the items in Part I of the question-

naire were designed to allow former teachers to check off

responses and then to clarify those choices with specific

written statements. (Appendix B1
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Questionnaire, Part II:

Concerns Statements--Background Data

At the Spring 1977 annual meeting of the American

Education Research Association, Archie George discussed

"concern" as "the composite representation of the feelings,

preoccupation, thought, and consideration given to a par-

ticular issue or task." He elaborated that:

"depending on our personal make-up, know-
ledge, and experiences, each person perceives
and mentally contends with a given issue
differently; thus, there are different kinds
of concerns. The issue may be interpreted as
an outside threat to one's well-being, or it
may be seen as rewarding. There may be an
overwhelming feeling of confusion and lack of
information about what 'it' is... In response
to the demand, our minds explore ways, means,
potential barriers, possible actions, risks,
and rewards in relation to the demand. All
in all, the mental activity composed of ques-
tioning, analyzing, and re-analyzing, consid-
ering alternate actions and reactions, and
anticipating consequences is concern. An
aroused state of personal feeTIHTand thought
about a demand as it is perceived is concern."
(George, 1977)

In 1969 Frances Fuller conceptualized a teacher con-

cerns model with three phases which were generally seen to

occur sequentially. The first two phases involved self-

concerns of teachers: concerns about the parameters of

responsibility within their roles; and concerns about their

own adequacy in handling the teaching roles. Concerns with

pupils was the third level, focusing on pupil gain and

self evaluation.
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In "Becoming a Teacher" published in 1975, these three

levels were reconceived as: 1) survival concerns--concerns

about class control, mastery of content to be taught, and

evaluations by supervisors, 2) teaching situation concerns- -

concerns about limitations and frustrations in teaching

situation, about varied demands made on them to teach, about

methods and materials, and 3) concerns about pupils--con-

cerns about nupils as individuals, about their learning and

their social and emotional needs.

Through a decade of research on teacher concerns at

the University of Texas in Austin, Fuller and others devel-

oped several forms of a Teacher Concerns Checklist (TCCL).

The TCCL consisted of 56 Likert-scaled items, each de-

scribing a teaching concern considered to be representative

of one of five categories. The checklist provided five

response alternatives for each item, to indicate the

teacher's degree of concern with each item.

The items selected to best represent each of the five

subscales by their factor loadings are as follows:

1. Concerns about Adequacy: feeling under pressure

too much of the time, frustrated by routine and

inflexibility of the situation, and working with

too many students each day.

2. Concerns about Being Liked: how students feel

about me, whether students really like me or not,

acceptance as a friend by students.
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3. Concerns about Teaching: helping students to value

learning, guiding students toward intellectual and

emotional growth, challenging unmotivated students.

4. Concerns about Role: understanding the philosophy

of the school, understanding the principal's

policies, clarifying the limits of my authority and

responsibilities.

5. Concerns about Pupil Needs: lack of academic free-

dom, teaching required content to students of

varied background, mandated curriculum is not

appropriate for all students.

Each TCCL form varied only in the response alternatives

provided. In TCCL-A developed by Fuller and George in 1974,

the responses were: Yes, a lot; Yes, a little; No, not any

more; Not now, maybe later; and No, not concerned.

Because responses were skewed toward the left, TCCL-B

responses were altered to: Extremely concerned; Very con-

cerned; Moderately concerned; Slightly concerned; and Not

concerned at all.

In his 1976 study for which TCCL-Form C was developed,

Robert Pennington III changed the first option from "ex-

tremely concerned" to "totally preoccupied." Among the

limitations he noted in the TCCL was the need for more than

three items to represent each concern's subscale and thus

provide more reliable instrumentation. Pennington also

identified the need for more clarification between subscales;
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he pointed out that although concerns about adequacy are

clearly identified as belonging to the "self" concerns

category, items which comprise concerns about adequacy seem

to be more nearly representative of the situational concerns

category outlined by Fuller (1975) than of the adequacy

concern.

Questionnaire, Part II: Concerns Statements--Development

The present questionnaire was designed through the

guidance of a panel of experts composed of classroom

teachers, school district administrators, and teacher

educators from various communities in Oregon.

Seventy six items for referral to a panel of experts

were generated from a survey of literature and adapted from

the 56 items in the TCCL. These items were then regrouped

into four new categories of literature: Self, Teaching Role,

Teaching Situation, and Personal Ambitions. (Items were

interspersed in the questionnaire.

Each member of the panel was asked to make a judgment

about the importance and relevance of each item for a con-

cerns list by designating each as either "definitely in-

clude," "possibly include," or "reject." (Appendix C)

Based on input from the panel, several items were also

reclustered and a few items were added. Members were again

asked to react to newly placed items. (Appendix D)
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In total, those 43 items which the majority of panel mem-

bers indicated should definitely be included (5 out of 8)

were then selected as questionnaire items. (Appendix E)

Members of the panel of experts for the development of

this teacher concerns questionnaire included:

Charles Bowe, Principal; Hood River Valley High School,

Hood River, Oregon

Frank R. Cross, Professor, School of Education, Oregon

State University

Darlene Ellis, Teacher (14 years); Cook Elementary

School, McMinnville, Oregon

John L. Parker, Education Division Chairman, Pacific

University

William Ramme, Former Teacher (1 year); Vernonia High

School, Vernonia, Oregon

Roy Seeborg, Superintendent; Forest Grove School

District; Forest Grove, Oregon

Nancy Stouder, Teacher (4 years); Western View Inter-

mediate School; Corvallis, Oregon

Edwin Strowbridge, Associate Professor, School of

Education, Oregon State University

Although the format of the TCCL has been adapted for

use in this questionnaire, the response alternatives to

statements were again altered, as had been done in each of

the TCCL forms. In the most recent form, TCCL-C, the first
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response option, "Totally preoccupied," seemed confusing and

redundant. According to The American Heritage Dictionary,

"preoccupy" means "to occupy completely the mind or atten-

tion of; engross." Therefore, the term "preoccupied" ap-

peared to be sufficient.

Collection of Data

State Department of Education

Through provisions of ORS 192.420, access to certifi-

cated personnel files was provided by Walter Koscher and Jan

Clemmer of the Management Services Division of School Fi-

nance and Data Information Services, Oregon State Department

of Education.

One hundred forty one teachers were listed as having

left teaching, and the following personal data was made

available: name; school district; school; sex; year of

birth; years of experience in district, in Oregon, and out-

side Oregon; reason for termination; full-time equivalency

(FTE); teaching assignment; professional preparation; and

salary. Because salary figures were not provided on all

individual personnel forms, this information was obtained

through cross-referencing individual names in the District

Worksheet on Certificated Personnel, Teacher Report.

As of October 15 for respective school years, the fol-

lowing information was also obtained for each school and
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school district in Washington County: number of students in

attendance, number of teachers, percentage of minority

students, and number of students in each ethnic category.

(Table 1)

School District Administrators

District administrators were contacted in person and by

telephone to explain the purpose and procedure of the re-

search project and to solicit support in acquiring further

data. In most cases, the administrator contacted was the

superintendent; however, in several larger districts, the

personnel director was the liaison.

In all cases, the thirteen administrators expressed

support for the project and were willing to provide assist-

ance. (In one case, the district administrator was con-

cerned about providing former teachers' addresses and phone

numbers. After asking whether other districts were pro-

viding this information and finding that the other twelve in

fact were, he consented and was most helpful.)

Follow-up letters were sent summarizing the aims of the

project as well as the information sought from districts.

(Appendix F) At this point, districts were asked to provide

any names of teachers with up to five years of experience

who transferred to non-teaching positions within the dis-

trict between October 15, 1976 and October 15, 1978 (dead-

line dates for districts to provide state department
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information within the years of the study). No persons-were

identified by the districts, although several teachers with

more experience did transfer, e.g. a fifth grade teacher

became the school media specialist.

In a second correspondence, administrators, given a

list of teachers who left the nrofession with up to five

years experience between October 15, 1976 and October 15,

1978, were asked to provide follow -up addresses and phone

numbers. Twelve of the thirteen districts either provided

follow-up data for those teachers listed or indicated that

the location of the person was unknown. One district admin-

istrator, however, chose to send notices to former teachers

on the list, asking if they wished to participate/and then

contacted me through his secretary to provide forwarding

data for those consenting. The secretary did inform me that

the administrator "chose not to contact" all of the people

on the list. (During the prior year, teachers in this par-

ticular district had gone on strike; this undoubtedly

affected district sensitivity to follow-up of teachers.)

As follow-up procedures ensued and a high percentage of

people were, in fact, not located, two administrators did

volunteer to contact some of their district principals and

teachers in hopes of providing more recent addresses and

phone numbers and, as a result, higher percentages of

follow-up.



54

Two further contacts were made with district adminis-

trators regarding this project; the next was a memo of

thanks, and later, a final telephone call was made to

determine if any teachers surveyed who had initially in-

dicated they were "on leave" or had high probabilities of

returning had decided to return to teaching within the dis-

trict for the coming year.

Former Teachers

After lists of addresses and/or telephone numbers were

submitted by school district offices, these were checked

with the available Washington County and Portland telephone

books. For those not currently listed or for those listed

in other locales, numbers and addresses were confirmed by

dialing the Directory Assistance Operator. Since Operators

are allowed to take only three requests per call, this be-

came quite a lengthy process. Because of the computerized

system, however, operators were able to give numbers and

addresses of others with the last name; several times, a

telephone call to a relative led to the corresponding

location. Still, only half of the addresses and telephone

numbers were confirmed in this manner.

A second search led to the Elections Office of the

Washington County Courthouse in Hillsboro. Dorothy Thompson

provided access to the voter registration card file where

all registered voters are listed. In several instances,
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names of the parents provided the liaison. For three who

had moved to other counties and reregistered, the name of

the new county of residence was provided; and follow-up was

made through the telephone Directory Assistance.

The U.S. Post Office provided another resource for

tracking former teachers at the fee of one dollar per name.

However, forwarding addresses were current for only one

year. After visits to three post offices with only one

address which could be confirmed with a phone number, one

postal clerk suggested mailing letters to intended persons

with the following note inscribed: "Do not forward. For-

warding address requested." In this manner, addresses

would be provided for the cost of mailing. Two addresses

were obtained by return mail. In addition, two persons who

wrote letters in response indicated that they would like to

participate in the study even though, as one person ex-

plained, "The post office raid no attention to the 'please

do not forward' on the envelope."

With confirmed telephone numbers and addresses, former

teachers were mailed introductory letters explaining the

project and how their assistance was important. (Appendix G)

They were then told to expect a follow -up telephone call to

answer any questions.

Several days after the mailings, telephone contact was

attempted with each of these persons. Format of the call

included a brief self-introduction and explanation of the
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project followed by an opportunity for respondents to ask

questions. They were then asked for commitment to provide

confidential information for the study. (Appendix G) Only

one person expressed that "No, I'm not really interested."

One indicated that "I have lots of things I'd like to

say--with confidentiality." Another mentioned that her

position had been terminated and she planned to go to court.

Several former teachers, along with consenting to complete

the questionnaire, also spent 15-20 minutes discussing over

the telephone their reasons for leaving teaching.

Each of these former teachers was then mailed an ex-

planatory and thank you letter (Appendix I), a questionnaire

(Appendix J), and a self-addressed stamped envelope. As

explained in the letters, a number was placed at the top

corner of each questionnaire for reference. Follow-up post-

cards (Appendix K) were sent to those for whom a question-

naire was not received.

Of the 141 former teachers, 91 (65%) were able to be

contacted for further information. For these, district-

submitted forwarding addresses and telephone numbers were

confirmed through the Telephone Directory Assistance, the

Washington County Courthouse Elections Office, or the U.S.

Post Office. Specific resource data and the numbers con-

tacted through each means are included in Table 2.

Of teachers who were followed up, 30 or one-third were

later employed as teachers, including two in private schools



Table 2: RESOURCES FOR FOLLOW-UP CONFIRMATIONS
OF FORMER TEACHERS

District
No.

No. Teachers
Identified:
St. Dept.

Follow-up Data Confirmed:

Total
Follow-up

Telephone
Dir. Asst.

Elections
Office

Post
Office

76-77 77-78 76-77 77-78 76-77 77-78 76-77 77-78 76-77 77-78

1 1 - 0 - 0 - 0 0

7 5 1 4 1 0 0 0 0 4 1

13 2 3 1 2 0 0 0 0 1 2

15 12 10 8 8 0 0 0 0 8 8

23J 14 5 5 3 0 0 0 0 5 3

29 2 2 0 0 0 0 0 0 0 0

39 - - -

48J 26 27 14 16 2 2 0 2 16 20

58 1 1 - 0 0 - 1

Ln



Table 2 (continued)

District
No.

No. Teachers
Identified:

Follow-up Data Confirmed:

Telephone
Dir. Asst.

Elections
Office

Post
Office

Total
Follow-up

St. Dept.

76-77 77-78 76-77 77-78 76-77 77-78 76-77 77-78 76-77 77-78

70 1 - 1 - 0 - 0 1 -

88J 1 5 1 3 0 1 0 0 1 4

511J 2 3 1 2 0 0 0 0 1 2

3J 4 14 3 9 0 1 0 0 3 10

Total 70 71 38 44 2 4 0 2 41 50
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(Table 3). Only five of those returning to teaching were

listed as "on leave" from their districts; one also listed

"pregnancy" as the reason for leaving.

Fifty of these sixty one (82%) former teachers returned

their questionnaires. With the additional state department

data, a total-of 111 former Washington County teachers were

identified as having left the teaching profession with five

years of experience or less from the school years 1976-77

and 1977-78. Data on follow-up success for both years is

included in Table 4.
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Table 3: THOSE LATER EMPLOYED AS TEACHERS

-Teachers Later Employed

District
No.

Same
District

76-77 77-78

Outside
District

76-77 77-78

Total

76-77 77-78

1 - -

7 1 1 1 2 1

13 1 1

15 4 2 4 2

23J 1 2 1 2 2

29 -

39 - - - -

48J 1 2 5 2 6 4

58 - - _ - -

70 - - - -

88J - - 1 1

511J _ - 1 1

3J 2 2 2 2

Total 9 9 8 5 17 13



Table 4: FOLLOW-UP OF FORMER TEACHERS

Negative Affirmative

District
No.

Total
Former
Teachers

76-77 77-78

Quests.
Unable Not
To Contact Returned
76-77 77-78 76-77 77-78

Total
Completed
Quests.

76-77 77-78

Total
St. Dept.

Data
76-77 77-78

1 1 - 0 - 0 - 0 - 0

7 3 1 - 0 - 2 - 3 -

13 2 2 1 1 0 0 1 1 2 2

15 7 8 4 2 2 3* 2 3 7 8

23J 12 3 9 2 1 0 2 1 12 3

29 2 2 2 2 0 0 0 0 2 2

39 - - - - - -

48J 21 23 10 7 1 2 8 14 21 23

*including one former teacher who did not wish to participate in this study 01



Table 4 (continued)

Negative Affirmative

District
No.

Total
Former
Teachers

76-77 77-78

Unable
To Contact
76-77 77-78

Quests.
Not

Returned
76-77 77-78

Total
Completed
Quests.

76-77 77-78

Total
St. Dept.

Data
76-77 77-78

58

70

88J

511J

3J

Total

1 -

1 -

1 4

1 3

2 12

0 -

0

0 1

1 1

1 4

1 -

0 -

0 0

0 0

1 0

0 -

1 -

1 3

0 2

1 8

1 -

1 -

1 4

1 3

2 12

53 58 29 21 6 5 18 32 53 58
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Method of Analysis--Part I

The chi square statistic, used where assumptions of

normality are lacking, tests hypotheses regarding whether or

not there are significant differences between obtained and

expected (chance) frequencies (Courtney, 1974).

In Part I of the present study, the chi square test was

utilized to determine whether significant differences ex-

isted between obtained and expected frequencies of back-

ground variables for women and men, respectively, who left

teaching with five years of experience or less.

Expected frequencies were equated as the probable equal

percentage for each of the categories of a variable:

E1 = E = 1 E = 1 .

1 2 3

where k = the number of categories per variable

In the case of age and salary, chi square class bound-

aries were determined through obtained distributions of

teachers with five years of experience or less in the dis-

tricts in Washington County for 1976-1977 and 1977-1978.

For all districts, the age and salary were recorded for

every fourth teacher with up to five years of experience.

They were then totaled to determine the expected

proportion within each chi square cell. To obtain class

boundaries for teaching levels, district size, and school

size, the total number of teachers in each elementary,
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junior high or intermediate, and high school was obtained

from the Washington County District Schools Directory.

For each background variable, the following null and

alternate hypotheses were tested:

Ho: There is no significant difference between the

observed and expected proportion of women and men,

respectively, who leave the teaching profession

with five years of experience or less.

Ha: A significant difference exists between the

observed and expected proportion of women and men,

respectively, who leave the teaching profession

with five years of experience or less.

To test each hypothesis, the following formula for

chi square (x 2
) was used: x

2
(0-E)

2

E

where 0 = the obtained percentage

E = the expected percentage

Degrees of freedom were calculated by subtracting the

number of rows by one: df = R-1

where df = degrees of freedom

r = the number of rows

By comparing the obtained (computed) frequencies and

the expected (tabular) frequencies on the "Distribution of

x
2
Probability" (Courtney, 1974), null hypotheses were

tested; and the level of significance is given for each.

Two levels of significance, or "risk levels" are indicated:
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.05 and .01. This recognizes that 5% or 1% of the time,

respectively, there will be the possibility of predicting a

difference when there actually is none. In other words, for

these items, there is confidence in a significant difference

95% or 99% of the time, depending on the respective level

indicated.

Data was organized into one-way tables, as in the fol-

lowing example:

Ho
1' There is no significant difference between the

observed and expected proportion of teachers who

leave the profession within the following age

groups: 23-26 years, 27-30 years, and 31+ years.

Hal: A significant difference exists between the

observed and expected proportion of teachers who

leave the profession within the following age

groups: 23-26 years, 27-30 years, and 31+ years.

Age

23-26 years

27-30 years

31+ years

Total

Observed
No.

Expected
No.
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Method of Analysis--Part II

To analyze Part II of the questionnaire, items pur-

posely interspersed in former teachers' concerns lists were

placed into the following clusters of concern: Self,

Teaching Situation, Teaching Capabilities, and Personal

Ambition (see Appendix E). Numerical values that each of

the 43 items received (from 1-Not Concerned to 5-Preoccupied)

were totaled for women, men, and the total population,

respectively, and the sum divided by the number of respon-

dents to determine mean levels of concern. Means of items

for women, men, and the total population were also added and

their sum divided by the number of items to determine

cluster means.

Both the means for individual items and clusters are

ranked for women, men, and the total sample. Highest and

lowest ranked items are also designated for the following

variables: years of total teaching experience and teaching

level.
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CHAPTER IV

FINDINGS

This study's purpose was to determine background data

and areas of greatest professional concern for those who

left the teaching field with five years of experience or

less. Data was accumulated from those who left the profes-

sion in Washington County during the 1976-1977 and 1977-1978

school years.

Key questions asked of the data can be divided into two

major areas, as related to the questionnaire format:

1) Is there any significant difference between the

observed and expected proportion of teachers who

left the teaching field with specified background

data?

2) What are the areas of greatest professional concern

for those who left?

Part I-- BACKGROUND DATA

Data was accumulated from two main sources: state

department files and mailed questionnaires. Because a

number of teachers were not able to be contacted and thus

state department data was the sole source of information,

a variation exists in the sample size of items. Data on

age, teaching level, highest level of academic preparation,

years of district and total teaching experience, number of



68

students per district and school, salary, and reason for

leaving was compiled from state files. Other information

was based on questionnaires of those who were contacted and

who responded.

The null hypothesis was utilized to determine if there

was a statistically significant difference between the

observed proportion of teachers who left the profession

within guidelines of this study and the expected proportions,

based on chance. In most cases, chance proportions were

calculated as equal parts of the total sample, e.g. the

classification of teachers according to marital status:

married or unmarried.

For several items, however, chi square class boundaries

were determined by recording respective data of every fourth

teacher in Washington County within study guidelines, i.e.

those with up to five years of teaching experience. Expected

proportions of teachers related to age, salary, teaching

level, district size, and school size were calculated in

this manner.

Age

The difference between the observed and expected

proportion of teachers who left the profession is not

significant within the following age groups: 23-26 years,

27-30 years, and 31 years and above. (Table 5)



Table 5: AGE

Age

23-26 years

27-30 years

31+ years

Total

Women
Obs. Exp.

No. % No.

30 37.5 23.5 29.3

33 41.3 32.8 41.0

17 21.2 23.7 29.7

80

x
2 = 3.769
Retain Ho

Men
Obs. Exp.

No. o No.

10 32.3 9.1 29.3

9 29.0 12.7 41.0

12 38.7 9.2 29.7

31

x
2 = 2.062
Retain Ho

Total
Obs. Exp.

No. % No.

40 36.0 32.6 29.3

42 37.8 45.5 41.0

29 26.1 33.0 29.7

111

x2 = 2.448
Retain Ho



70

The number of teachers expected to leave within each

chi square cell for age was calculated by first tabulating

the age of every fourth teacher in Washington County with

up to five years of experience for school years 1976-1977

and 1977-1978. The percentage of expectation was then

multiplied by the total sample number to determine each

expected frequency.

No appreciable difference was seen for each identified

age group in the numbers of teachers who left the profession

early. Proportions were close to the expected number for

each group. Age, therefore, did not have a significant

effect on the proportions of women and men who left teaching

when compared to the expected proportion.

The null hypothesis, Ho, was retained for women, men,

and the total sample.

Teaching Level

The difference between the observed and expected

proportion of teachers who left the profession within the

elementary and secondary grade levels is significant for

women but not significant for men and the total population.

(Table 6)

The expected proportions for teaching level were cal-

culated separately for women and men: numbers of women and

men, respectively, with up to five years of teaching



Table 6: TEACHING LEVEL

Women Men Total
Teaching Obs. Exp. Obs. Exp. Obs. Exp.
Level No. % No. % No. % No. % No. % No. %

Elementary 40 50.0 51.4 64.3 8 25.8 10.3 33.2 48 43.2 54.1 48.8

Secondary 38 47.5 28.6 35.7 23 74.2 20.7 66.8 61 55.0 56.9 51.3

2* 2.5 2* 1.8

Total 80

x
2 = 5.62

31

x
2

= 0.770

111

x
2
= 0.983

Reject Ho (.05) Retain Ho Retain Ho

*denotes district specialist
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experience in Washington County were counted to determine

proportions.

Although half the women within this study left teaching

at the elementary grades, fewer women than expected were

actually in this category. Approximately one third more

women than expected were observed to leave the secondary

teaching level. One third of the male teachers taught at

the elementary level; observed proportions of men, as well

as the total population were not statistically different

from the expected.

Ho was rejected for women at the .05 level and was

retained for men and the total population.

Academic Preparation

The difference between the observed and expected

proportion of teachers who left the profession with

bachelor's degrees and those with academic preparation

beyond a bachelor's degree (bachelor's + 45 hours or master's

degree) is not significant. (Table 7)

Interestingly, however, 20% of both the male and female

population who left the profession of teaching with up to

five years of experience had attained academic preparation

beyond their baccalaureate degrees. This included either a

planned fifth year program or a master's degree.



Table 7: ACADEMIC PREPARATION

Women Men Total
Academic Obs. Exp. Obs. Exp. Obs. Exp.

Preparation No. % No. % No. % No. % No. % No. %

Bachelor's 63 79.7 60.3 76.3 23 79.3 22.1 76.3 86 78.9 83.2 76.3

*Bachelor's + 16 20.3 18.7 23.7 6 20.7 6.9 23.7 23 21.1 25.8 23.7

Total 79

x
2 = 0.511

29

x
2 = 0.154

109

x
2
= 0.7098

Retain Ho Retain Ho Retain Ho

*denotes bachelor's + 54 hours or master's degrees
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These results were close to the expected statistical

outcome; and the null hypothesis was retained for women,

men, and the total population.

Marital Status

The difference between the observed and expected

proportion of married and unmarried teachers who left the

profession is significant. (Table 8)

Greater than 70% of both men and women who left

teaching with up to five years of experience were married.

Ho was rejected at the .05 level of significance for

men and at the .01 level for women and the total group.

Number of Dependents

The difference between the observed and expected

proportion of teachers who left the profession with no

dependents, 1-2 dependents (including spouse and children),

and 3 or more dependents is significant for women and the

total sample but is not significant for men. (Table 9)

For women surveyed, greater than 50% who left the

profession early had one to two dependents, including a

spouse. Twenty per cent were single, and 23% had three or

more dependents. Although not statistically significant,

the proportion of men leaving the profession who had three



Table 8: MARITAL STATUS

Marital
No.

8

27

Women Men

50

50

Obs.
No.

11

38

Total

50

50

(.01)

Obs, Exp.
% No.

22.9 17.5 50

71,1 17.5 50

x2 = 10.871
Reject Ho (.01)

Obs. Exp.
No. % No.

3 20.0 7

11 73.3 7

Exp.
% No.

22 24.5

76 24.5

x2 = 14.88
Reject Ho

Status

Unmarried

Married

Total 35 14

x
2 = 10.871

Reject Ho (.01)

49



Table 9: NUMBER OF DEPENDENTS

No.
Dependents

0

1-2

3+

Total

Women
Obs. Exp.

No. No.

7 20.0 11.6 33.3

20 57.1 11.6 33.3

8 22.9 11.6 33.3

35

x
2 = 9.024

Reject Ho (.05)

Men
Obs. Exp.

No. % No.

3 20.0 4.6 33.3

4 26.7 4.6 33.3

7 46.7 4.6 33.3

14

x
2 = 1.887
Retain Ho

Total
Obs. Exp.

No. % No.

10 20 16.3 33.3

24 48 16.3 33.3

15 30 16.3 33.3

49

x 2 = 6.18
Reject Ho (.05)
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or more dependents was greater than expectation. Forty six

per cent of the men who left teaching were in this category.

Ho was rejected at the .05 level for women and the

total sample and was retained for men.

Number of Years Intended to Teach After Graduation

The difference between the observed and expected

proportion of teachers who left the profession early is

significant for those men and women who planned to teach

1,2,3,4, and 5 years upon graduation. (Table 10)

None of the former teachers surveyed indicated that

they had planned, upon graduation, to teach for only one

year, although 35.5% of the men taught only one year before

leaving. Seventy per cent of the total teachers who left

within five years of teaching had originally planned to

teach five years or more. In reality, less than one-fourth

taught for five years before leaving the profession; the

majority had fewer years of experience. (Table 11)

Ho was rejected at the .01 significance level for men,

women, and the total population.

Number of Students in School Districts

The difference between the observed and expected

proportion of teachers who left the profession from dis-

tricts with less than 1,500 students, 3,000-6,000 students,



Table 10: NUMBER OF YEARS INTENDED TO TEACH AFTER GRADUATION

Plans After Obs.
No.

Women
Exp.

No. %

Obs.
No.

Men
Exp.

No. % No.

Total
Exp.

No. %% %

Obs.
%Graduation

1 year 0 0 7 20 0 0 3 20 0 0 9 20

2 years 2 5.7 7 20 2 13.3 3 20 4 8 9 20

3 years 4 11.4 7 20 2 13.3 3 20 6 12 9 20

4 years 0 0 7 20 0 0 3 20 0 0 9 20

5+ years 24 68.6 7 20 11 73.3 3 20 35 70 9 20

Total 30 15 45

x
2 = 60.143 x

2 = 28.002 x
2 = 96.89

Reject Ho (.01) Reject Ho (.01) Reject Ho (.01)

CO



Table 11: EXPECTED TENURE v. ACTUAL TENURE IN TEACHING

Expected Years

Women Men

(%)

Total

Actual Years

Women Men

(%)

Total

1 year 0 0 0 13.9 35.5 19.8

2 years 5.7 13.3 8.0 22.5 22.6 22.5

3 years 11.4 13.3 12.0 22.5 6.5 18.0

4 years 0 0 0 20.0 6.5 16.2

5 years 68.6 73.3 70.0 21.2 29.0 23.4



Table 12: NUMBER OF STUDENTS IN SCHOOL DISTRICT

No. District Obs.
No.

Women
Obs.

No.

Men
Obs.

No.

Total

%

Exp.
No.

Exp.
No. % %

Exp.
No.Students

<1,500 19 23.8 9.8 12.3 2 6.5 3.8 12.3 21 18.9 13.6 12.3

3,000-6,000 32 40.0 32.3 40.4 15 48.4 12.5 40.4 47 42.3 44.8 40.4

20,000+ 29 36.2 37.9 47.3 14 45.2 14.7 47.3 43 38.7 52.6 47.3

Total 80 31 111

x
2

= 10.662 x
2

= 1.375 x
2

= 5.839
Reject Ho (.01) Reject Ho (.01) Retain Ho
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and greater than 20,000 students is significant for women

teachers but not significant either for men or for the total

sample. (Table 12)

The total number of district teachers employed within

each category with up to five years experience was counted

for the 1977-1978 year to determine the percentage of

teachers within each cell.

Twice as many women teachers as expected left smaller

school districts, taking into consideration the ratio of

teachers per district within the guidelines. The proportion

of women leaving mid-size districts was as expected; however,

only three-fourths as many women teachers as expected left

the largest district.

For men, the observed versus expected proportions in

the mid-sized and largest districts were fairly even.

Ho was rejected (.01 significance) for the female popu-

lation with greater numbers than expected leaving the smaller

districts and fewer leaving the larger district. The null

hypothesis was retained for men and the total population,

with no effect shown by school district size.

Number of Students in Schools

The difference between the observed and expected

proportion of teachers who left the profession from schools



Table 13: NUMBER OF STUDENTS IN SCHOOLS

No. Sch.
Students

< 500

500-900

900+

(Spec.)

Women
Obs. Exp.

No. No.

33 41.3 29.6 38.9

25 31.3 25.2 33.1

18 22.5 21.3 28.0

4* 5.0

80

x
2 = 0.907
Retain Ho

Men
Obs. Exp.

No. % No.

6 19.4 11.7 38.9

12 38.7 9.9 33.1

12 38.7 8.4 28.0

1* 3.2

31

x
2
= 4.729

Retain Ho

Total
Obs. Exp.

No. % No.

39 35.1 43.1 38.9

37 33.3 36.8 33.1

30 27.0 31.1 28.0

5* 4.5

111

x
2 = 0.440

Retain Ho

*denotes district specialist

CO
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with total enrollment of less than 500, 500-900, and greater

than 900 is not significant. (Table 13)

The total number of Washington County public school

teachers employed in schools with the above enrollments was

counted before the expected cell frequencies were calculated.

No significant differences were shown between the ex-

pected and observed proportions of early teacher attrition

related to school size. Numbers were very close to those

predicted, with the exception of men in schools with less

than 500 students, where approximately half of those expected

to leave actually did leave. In all, early attrition of

teachers was not affected by the number of students in one's

school.

The null hypothesis was retained for women, men, and

the total sample.

Salary

The difference between the observed and expected

proportion of teachers who left the profession with the

following annual salaries is significant for women and the

total sample but not significant for men: less than $10,000;

$10,000-$10,999; $11,000-$11,999; and $12,000+. (Table 14)

Class boundaries for expected salaries were determined

by recording the salaries of every fourth Washington County

teacher with up to five years of experience for the school



Table 14: SALARY

Salary

< $10,000

$10,000-10,999

$11,000-11,999

$12,000+

Total

Women
Obs. Exp.

No. % No. %

30 37.5 16.7 20.9

24 30.0 27.1 33.9

15 18.8 20.4 25.4

11 13.7 15.8 19.8

80

x
2
= 13.880

Reject Ho (.01)

Men
Obs. Exp.

No. % No. %

7 22.6 6.5 20.9

13 41.9 10.9 33.9

8 25.8 7.9 25.4

3 9.7 6.1 19.8

31

x
2 = 2.229

Retain Ho

Total
Obs. Exp.

No. % No. %

37 33.3 23.1 20.9

37 33.3 37.7 33.9

23 20.7 28.2 25.4

14 12.6 22.0 19.8

111

x
2 = 12.176

Reject Ho (.01)
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years 1976-1977 and 1977-1978. Averaged percentages were

then calculated for the expected number in each cell.

Ho was rejected (.01 significance) for women as well as

the total population. In each case, the portion of observed

teachers with salaries less than $10,000 was much greater

than the expected figure, while there were fewer teachers

with salaries of $11,000 and greater. Numbers of teachers

observed earning $10,000-$11,999 remained fairly consistent

with the expected.

Proportions of men who left teaching within each salary

group were much as expected with the exception of the

highest salary group, $12,000+, where half the predicted

number were observed to leave. However, the null hypothesis

was retained for the male population surveyed.

Tenure Status

The difference between the observed and expected

proportion of tenured and nontenured teachers who left the

profession is significant for women and the total group but

not significant for nen. (Table 15)

For women and the total group, greater than 60% of

those who left within five years of experience were tenured

teachers, Conversely, 31% of the women and 46% of the men

who left teaching did have tenure,



Table 15: TENURE STATUS

Women Men Total
Tenure Obs. Exp. Obs. Obs. Exp.
Status No. % No. No. % No. % No.

Nontenured 24 68.6 17.5 50 8 53.3 7.5 50 32 64 25 50

Tenured 11 31.4 17.5 50 7 46.7 7.5 50 18 36 25 50

Total 35

x2 = 4.828

15

x
2 = .066

50

x
2 = 3.92

Reject Ho (.05) Retain Ho Reject Ho (.05)
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Ho was rejected at the .05 level of significance for

women and the total group but was retained for men.

Reasons for Leaving

The difference in the reasons for leaving given by

teachers who left the profession is significant. Options

provided on state department personnel forms and utilized in

this study included: "left to take a position outside the

field of education, left to continue education, left without

plans to seek other employment, leave of absence or sab-

batical, pregnancy, other known reason, and unknown reason."

(Other options not included here referred to teacher trans-

fer, retirement, and death.) (Table 16)

The greatest proportions of men left to "take positions

outside education," while the second rated reason was given

as "other." For those teachers who completed questionnaires,

further clarification of their answers was requested. Their

responses are listed in Appendix M,

For women, a large percentage listed "other" as the

major reason for leaving, with a wide variety of explanations

given. Four of these mentioned that they were, for various

reasons, not rehired.* Among others, references were also

*One had a temporary position for a teacher on sabbatical,
another's job was filled by another half-time teacher, one
position was eliminated, and another contract was not renewed,
The latter teacher indicated she planned to take her district
to court.



Table 16: REASONS FOR LEAVING

Women Men Total
Reasons for Obs. Exp. Obs. Exp. Obs. Exp.
Leaving No. % No. No. % No. No. % No.

Position outside
education

17 21.2 11.4 14.3 12 38.7 5.1 16.0 29 26.1 15.9 14.3

Continue educ. 2 2.5 11.4 14.3 1 3.2 5.1 16.0 3 2.7 15.9 14.3

No plans to seek
employment

8 10.0 11.4 14.3 0 0 5.1 16.0 8 7.2 15.9 14.3

Leave/sabbatical 4 5.0 11.4 14.3 3 9.7 5.1 16.0 7 6.3 15.9 14.3

Pregnancy 12 15.0 11.4 14.3 12 10.8 15.9 14.3

Other known
reason

33 41.3 11.4 14.3 10 32.2 5.1 16.0 43 38.7 15.9 14.3

Unknown reason 4 5.0 11.4 14.3 5 16.1 5.1 16.0 9 8.1 15.9 14.3

Total 80 31 111

x
2 = 62.081 x

2
= 23.31 x 2 = 80.31

Reject Ho (.01) Reject Ho (.01) Reject Ho (.05)
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made to moving, staying home with children, dissatisfaction,

and accepting related positions outside public education.

The second and third highest priorities next to "other"

reasons, all with proportions above chance expectations,

included "accepting a position outside education" as well

as "pregnancy."

Ho was rejected at the .01 significance level for men,

women, and the total sample.

Most Important Factor Influencing

One's Decision to Leave Teaching

The difference in the factor given as most influencing

teachers' decisions to leave the profession early is

significant for men and the total sample, but not significant

for women. (Table 17)

For the male sample, administration and/or supervision

was ranked as the factor most affecting a decision. Other

factors given at rates above chance expectations were:

economic necessity, did not enjoy teaching, and unsatisfac-

tory teaching conditions. Individual comments made for each

factor are recorded in Appendix N.

Women's responses were more proportionately distributed,

although the following were listed more often than statis-

tically expected: personal reasons, did not enjoy teaching,



Table 17: MOST IMPORTANT FACTOR INFLUENCING DECISION TO LEAVE

Most Imp. Obs.
No.

Women
Exp. Obs.

No.

Men

No.
Exp.

%

Obs.
No.

Total
Exp.

%b No. cl.b % No.Factor

Admin./Superv. 6 15.0 4.4 11 8 34.8 2.5 11.1 14 22.2 7 11.1

Community 2 5.0 4.4 11 0 0 2.5 11.1 2 3.2 7 11.1

Desire for
change

6 15.0 4.4 11 1 4.3 2.5 11.1 7 11.1 7 11.1

Did not enjoy
teaching

7 17.5 4.4 11 3 13.0 2.5 11.1 10 15.9 7 11.1

Economic
necessity

2 5.0 4.4 11 5 21.7 2.5 11.1 7 11.1 7 11.1

Personal
reasons

9 22.5 4.4 11 2 8.7 2.5 11.1 11 17.5 7 11.1

Spouse changed
employment

4 10.0 4.4 11 0 0 2.5 11.1 4 6.3 7 11.1



Table 17 (continued)

Most Imp.
Factor

Teaching
conditions

Other

Total

Women
Obs. Exp.

No. No.

1 2.5 4.4 11

3 7.5 4.4 11

40

x
2 = 13,235
Retain Ho

Men
Obs. Exp.

No. % No.

3 13.0 2.5 11.1

1 4.3 2.5 11.1

23

x
2 = 20.090

Reject Ho (.01)

Total
Obs. Exp.

No. % No.

4 6.3 7 11.1

4 6.3 7 11.1

63*

x
2 = 18.001

Reject Ho (.05)

*Total exceeds number of subjects because several respondents designated more than
than one factor.
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administration/supervision, and desire for change. A list

of remarks by category are included in Appendix N.

Ho, the null hypothesis, was rejected at the .01 level

for men and at the .05 level for the total sample, while it

was retained for women.

Most Important Factor Influencing Decision

of 'Others' to Leave Teaching

The difference between the factors given by former

teachers as most influencing other teachers to leave the

profession is significant. (Table 18)

For women, the desire for change as well as economic

necessity were listed as factors most influencing other

teachers to leave the profession. The latter, however, was

not a significant factor mentioned by the female sample as

affecting their own decisions. Other categories rated as

above chance expectations were: desire for change, did not

enjoy teaching, and personal reasons. A listing of comments

is given in Appendix 0.

Men named three of the four factors indicated for them-

selves as those also influencing other teachers they knew

who left the profession; however, for others they know who

left, administration/supervision and economic necessity

rotated position rankings, with the latter ranked highest.

Unsatisfactory teaching conditions were viewed as a factor

by both the former teachers and these former teachers'



Table 18: MOST IMPORTANT FACTOR INFLUENCING OTHER TEACHERS KNOWN TO LEAVE

Most Imp.
Obs.

No.

Women
Exp. Obs.

No.

Men

No.
Exp. Obs.

No.

Total
Exp.Factor for

No. % % No.Others

Admin./Superv. 4 11.1 4 11.1 6 25.0 2.5 11.1 10 16.7 6.7 11.1

Community 0 0 4 11.1 0 0 2.5 11.1 0 0 6.7 11.1

Desire for
change

8 22.2 4 11.1 3 12.5 2.5 11.1 11 18.3 6.7 11.1

Did not enjoy
teaching

5 13.9 4 11.1 1 4.2 2.5 11.1 6 10.0 6.7 11.1

Economic
necessity

8 22.2 4 11.1 8 33.3 2.5 11.1 16 26.7 6.7 11.1

Personal
reasons

6 16.7 4 11.1 0 0 2.5 11.1 6 10.0 6.7 11.1

Spouse changed
employment

1 2.8 4 11.1 0 0 2.5 11.1 1 1.7 6.7 11.1



Table 18 (continued)

Most Imp.
Factor for
Others

Teaching
conditions

Other

Total

Women
Obs. Exp.

No. No.

3 8.3 4 11.1

1 2.8 4 11.1

36

x
2 = 18.00

Reject Ho (.05)

Men
Obs. Exp.

No. % No.

5 20.8 2.5 11.1

1 4.2 2.5 11.1

24

x
2 = 28.9

Reject Ho (.01)

Total
Obs. Exp.

No. % No.

8 13.3 6.7 11.1

2 3.3 6.7 11.1

60*

x
2
= 26.032

Reject Ho (.01)

*Total exceeds number of subjects because several respondents designated more than
one factor.
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perceptions of others who left. In this case, too, a desire

for change was ranked fourth; and only one mentioned that

s/he did not enjoy teaching. (This factor was observed at a

slightly higher proportion than chance for themselves.)

Responses are listed in Appendix 0.

Ho was rejected at the .01 level of significance for

men and the total group and at the .05 level for women.

Employment Status

The difference between the observed and expected

proportion of teachers employed and unemployed (outside the

home) after leaving the profession is significant for men,

but not significant for women. (Table 19)

Interestingly, 20% of the men surveyed were not employed

by March 1979 after leaving the profession of teaching; in

addition, four out of ten of the women were unemployed. One

of the men responded that he was on disability leave due to

multiple schlerosis; the majority of women were mothers,

which two stated was indeed a "full-time job!"

Ho was rejected at the .05 significance level for men

and the total population and was retained for women.

To gain further information, the occupations of those

who did gain employment were divided into the following

categories, as defined by the U.S. Department of Labor

(Dictionary of Occupational Titles, 1977):



Table 19: EMPLOYMENT STATUS

Employment
No.

15

20

Women
Exp.

50

50

Obs.
No.

3

12

Men
Obs.

No.

18

32

Total

50

50

(.05)

Obs.
No.

42.9 17.5

57.1 17.5

x
2 = 0.714
Retain Ho

Exp.
% No.

20 7.5 50

80 7.5 50

x
2 = 5.40
Reject Ho (.05)

Exp.
% No.

36 25

64 25

x
2 = 3.92
Reject Ho

Status

Unemployed

Employed

Total 35 15 50
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a. Clerical and Sales--activities concerned with

preparing, transcribing, systematizing, and

preserving written conmunications and records;

distributing information; and collecting accounts.

Activities are also concerned with influencing

customers in favor of a commodity or service.

b. Machine Trades--occupations concerned with the

operation of machines that cut, bore, mill,

abrade, print, and similarly work such materials

as metal, paper, wood, plastics, and stone.

c. Professional, Technical, and Managerial- -

occupations concerned with theoretical and prac-

tical aspects; most require substantial educa-

tional preparation, usually at university,

college, junior college, or technical institution

level.

d. Service--provisions are made for domestic services

in private households, preparing and serving

food and drink in community, institutional, or

other establishments; and others.

Within the sample, the vast majority of employed women

worked in professional, technical, or managerial capacities

while men selected this category as well as machine trades.

Listings of occupations for those employed are given in

Appendix P.
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Change in Salary, if Employed

The difference between the observed and expected

proportion of teachers who find other employment is

significant for men with regard to the following annual

salary changes: $800 or less than teaching salary, between

$800 less and $800 greater than the teaching salary, and

$800 more than the teaching salary. No significance was

found for women or the total sample. (Table 20)

Seventy five per cent of the men who were employed

earned at least $800 more annually at their new occupations.

One mentioned on the telephone that he had doubled his pay.

Another, a student now, said that "I now make the same

amount of money as I did teaching--waiting tables three

nights a week, 5-6 hours a night."

The distribution for women was fairly equal among those

within the three salary groups, from 25% for the group

within $800 less or greater than teaching salary to 40% who

earned less than $800 of their teaching salaries.

Ho was rejected at the .01 level for men but was

retained for women and the total sample.

Plans to Return to Teaching

The difference between the observed and expected

proportion of teachers who indicated that they will

definitely return to teaching, will probably return, will



Table 20: CHANGE IN SALARY (IF EMPLOYED)

Salary
Change

< $800

-$800 to +$800

$800+

Total

Women
Obs. Exp.

No. No.

8 40.0 6.6 33.3

5 25.0 6.6 33.3

7 35.0 6.6 33.3

20

x 2 = 0.709
Retain Ho

Men
Obs. Exp.

No. % No.

1 8.3 4 33.3

2 16.0 4 33.3

9 75.0 4 33.3

12

x2 = 9.50
Reject Ho (.01)

Total
Obs. Exp.

No. % No.

9 28.1 10.7 33.3

7 21.9 10.7 33.3

16 50.0 10.7 33.3

32

x
2 = 4.18

Retain Ho



Table 21: PLANS TO RETURN TO TEACHING

Women Men Total
Plans to Return Obs. Exp. Obs. Exp. Obs. Exp.
to Teaching No. No. No. % No. No. % No.

Definitely 3 8.6 6.8 20 1 6.7 3 20 4 8 9.8 20

Probably 3 8.6 6.8 20 2 13.3 3 20 5 10 9.8 20

Possibly 11 31.4 6.8 20 1 6.7 3 20 12 24 9.8 20

Unlikely 12 34.3 6.8 20 8 53.3 3 20 20 40 9.8 20

Definitely not 5 14.3 6.8 20 3 20.0 3 20 8 16 9.8 20

Total 34 15 49

x
2 = 11.294 x

2 = 11.32 x
2 = 17.22

Reject Ho (.05) Reject Ho (.05) Reject Ho (.01)

1-,0
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possibly return, are unlikely to return, and will definitely

not return is significant. (Table 21)

Concerning their responses, greater than half the men

maintained that it was unlikely they would return to

teaching; and 20% definitely did not expect to return.

Women showed a 30% possibility of returning, greater than

30% unlikelihood, and an additional 14% who would definitely

not return. Results for these and the total sample showed

skewing toward the negative end, although both absolutes,

"definitely" and "definitely not," had small numbers.

Ho was rejected at the .05 significance level for men

and women at the .01 level for the total.

Other Findings:

District Teaching Experience

For the men who left teaching, over half (51.6%) had

only one year of experience within their district. 'lcmen

showed a decreasing pattern of leave with each added year

of district experience. Thirty per cent did not remain

after the first year, while 10% did not continue in teaching

within the five year period. The total sample showed a

similar pattern of increased leave during the first two

years of district experience. (Table 22)



Table 22: DISTRICT TEACHING EXPERIENCE

District
No.

Women

No.

Men

No.

Total

Experience

1 year 26 32.5 16 51.6 42 37.8

2 years 21 26.2 5 16.1 26 23.4

3 years 19 23.8 0 0 19 17.1

4 years 8 10.0 3 9.7 11 9.9

5 years 6 7.5 7 22.6 13 11.7

Total 80 31 111



103

Total Years of Teaching Experience

Interestingly, results of data analysis for the total

amount of teaching experience varied with figures given for

teaching experience within the district from which one left.

For women, there was a fairly equal distribution of leaves

for each year of total teaching experience.

The pattern was more even for men as well, although

almost 60% left teaching with only one or two years of total

experience in their profession. (Table 23)

Any Factor Affecting One's Decision to Leave Teaching

Greater than 70% of the men and more than 50% of the

women indicated that there was a factor which, if changed,

would have influenced their early leave decision. Their

responses are listed in Appendix Q.

Summary of Findings--Part I

Seven per cent of the teachers in Washington County

public schools left their profession during the 1976-1977

and 1977-1978 school years (6.04% left from 1976-1977 and

8.07% left from 1977-1978). For those who left, 40% during

the former year and 31% from 1977-1978 were teachers with

up to five years of experience.



Table 23: TOTAL TEACHING EXPERIENCE

Total
No.

Women

No.

Men

No.

Total

Experience

1 year 11 13.9 11 35.5 22 19.8

2 years 18 22.5 7 22.6 25 22.5

3 years 18 22.5 2 6.5 20 18.0

4 years 16 20.0 2 6.5 18 16.2

5 years 17 21.2 9 29.0 26 23.4

Total 80 31 111



105

Of the total number of teachers in Washington County,

35% had up to five years of district experience; and, within

this number, greater than seven per cent chose to leave

teaching within the 1976-1978 frame.

Additionally, 70% of those former teachers surveyed

had, upon graduation, intended to teach five years or more.

Twenty per cent of the sample had academic preparation

beyond their bachelor's degrees, to include either a planned

fifth year of 45 hours or a master's degree. Also, almost

one-third of the women and half the men who left teaching

had received tenure.

Although quite evenly distributed in relation to ex-

pected proportions of teachers in terms of age, 60% had only

one to two years of experience in their districts of leave.

Seventy per cent of those who left the profession of

teaching were married, with greater than half the women

having one to two dependents and 45% of the men with three

or more dependents. A greater number of women than expected

were seen to leave from the secondary level. Adminis-

tration/supervision was a factor given as most highly

influencing the decision of men to leave teaching. Economic

necessity was also of great importance. For women, the most

important factors included personal reasons and the fact

that they "did not enjoy teaching."

Of those who left, 40% of the women and 20% of the men

were unemployed six months later. For those employed,



Table 24: PART I SUMMARY TABLE--CHI SQUARE SIGNIFICANCE TESTS

Women

x
2

Total

df Decision

Men

Age 3.769 2.062 2.448 2 Retain

Teaching Levels 5.620 0.770 0.983 1 Reject-Women (.05)
Retain-Men

Total

Academic Prep. 0.511 0.154 0.710 1 Retain

Marital Status 10.871 4.572 14.880 1 Reject-Women (.01)
Men (.05)
Total (.01)

No. Dependents 9.024 1.887 6.180 2 Reject-Women (.05)
Total (.05)

Retain-Men

Plans after 60.143 28.002 96.890 4 Reject-Women (.01)
Graduation Men (.01)

1-,

Total (.01) 0m



Table 24 (continued)

Women

x
2 df

Men Total

Decision

No. District 10.662
Students

No. School
Students

Salary

Tenure Status

Reasons for
Leaving

Most Important
Factor-Self

1.375 5.839 2 Reject-Women (.01)
Retain-Men

Total

0.907 4.729

13.880

4.828

0.440 Retain

2.229 12.176 3 Reject-Women (.01)

0.066 3.920 1 Reject-Women (.05)
Total (.05)

Retain-Men

62.081 23.790 80.310 6 Reject-Women (.01)
5 Men (.01)

Total (.01)

13.235 20.090 18.001 8 Reject-Men (.01)
Total (.05)

Retain-Women



Table 24 (continued)

Women

x
2 df

Men Total

Decision

Most Important
Factor-Others

18.000 28.900 26.032 8 Reject-Women (.05)
Men (.01)
Total (.01)

Employment Status 0.714 5.400 3.920 1 Reject-Men (.05)
Total (.05)

Retain-Women

Salary Change 0.709 9.500 4.180 2 Reject-Men (.01)
Retain-Women

Total

Plans to Return 11.294 11.320 17.220 4 Reject-Women (.05)
to Teaching Men (.05)

Total (.01)
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one-third of the women and three-fourths of the men had

salaries of $800 or greater than their teaching salaries.

(Table 24)

Part II--CONCERNS STATEMENTS

Data on concerns of former teachers was available only

for those forty nine who returned their questionnaires and

completed Part II (one man did not complete this section).

The number, then, included 35 women and 14 men.

Given Part II of the questionnaire, respondents were

asked to determine what level of concern they had at the

time of teaching for each of 43 items. Response options

included: 1-Not concerned, 2-Slightly concerned, 3-Mod-

erately concerned, 4-Very concerned, and 5-Preoccupied.

Means for each of the items are given for women, men, and

the total population.

The 43 items were also regrouped into four concerns

clusters, based on judgments made by a panel of former and

present educational personnel. The four clusters include:

Self, Teaching Situation, Teaching Capabilities, and

Personal Ambition.

Women

Five of the highest mean concerns for women related to

their abilities dealing with needs of students; the highest
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concern was identified as increasing student feelings of

accomplishment (3.97). Others included: insuring that

students grasp subject matter fundamentals, whether students

learn what they should, meeting needs of different students,

and, sixth and seventh, recognizing social and emotional

needs and teachers' abilities to present ideas to the class.

(Table 25)

Additional highly rated concerns dealt with being fair

and impartial (5th), personal reward in teaching (8th), and

meeting self-expectations (9th).

Concerns ranked tenth through fifteenth, with means

respectively from 3.6 to 3.4, again related to students:

challenging unmotivated students, helping them value

learning, diagnosing learning problems, motivating students

to study, maintaining class control, and the wide range of

student abilities.

Twenty two items were ranked as of moderate concern

(3.00) or higher.

Lowest ranked concerns which women noted as of only

slight concern, were, from the lowest, respectively: time

spent on teacher negotiations, guidance from colleagues and

supervisors, and too many students each day.

In organizing concerns into the four clusters

(Table 26), the Teaching Capabilities cluster was ranked

highest with a mean of 3.37. Items related mainly to
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Table 25: CONCERNS RANKINGS--WOMEN

Mean Concern & Cluster

3.97 Increasing students'
feelings of
accomplishment

3.94 Insuring that students
grasp subject matter
fundamentals

3.89 Whether students are
learning what they
should

C

C

3.83 Meeting needs of differ-
ent kinds of students

3.80 Being fair and impartial A

3.74 Recognizing social and
emotional needs of
students

3.69 My ability to present
ideas to the class

3.63 Personal reward in
teaching

3.62 Meeting my self- A
expectations

3.60 Challenging unmotivated
students

3.51 Helping students to
value learning

3.49 Diagnosing student
learning problems

3.43 Motivating students
to study
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Table 25 (continued)

Mean Concern & Cluster

3.43 Maintaining the
the appropriate degree
of class control

3.40 Wide range of pupils'
abilities

3.38 Negative student
attitudes

3.37 Slow progress of
certain students

3.34 Level of personal
satisfaction

3.34 Students who disrupt
classes

3.23 Nature and quality of
instructional materials

3.23 Planning and organizing
lessons

3.14 Adequately presenting
all required material

2.91 Teaching required con-
tent to students of
varied backgrounds

2.91 Ability to handle
discipline problems

C

2.89 Being accepted and A
respected by students

2.88 Lack of parental
interest/support

2.86 Administrative practices B

2.82 Little opportunity for
input in decision-making
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Table 25 (continued)

Mean Concern & Cluster

2.71 Standards and regulations B
set for teachers

2.71 Heavy workload

2.54 Opportunity for
advancement

2.49 Working with parents C

2.40 Being accepted and A
respected by parents

2.40 Support of my colleagues A

2.37 Little or no preparation B
time

2.37 Frustrated by the
routine and inflexibility
of the situation

2.29 Working productively
with other teachers

B

2.26 Being accepted and A
respected by colleagues

2.23 Opportunity to associate D
with professional people
outside education

2,11 Too many students
each day

2,09 Minimal guidance from
colleagues, supervisors

1.80 Excessive time spent on
teacher negotiations
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Table 26: CONCERNS CLUSTERS

Cluster

Women Men Total

A. Self 2.88 2.73 2.83

B. Teaching Situation 2.74 2.88 2.78

C. Teaching Capabilities 3.37 3.00 3.27

D. Personal Ambitions 2.81 2.81 2.81
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teachers' abilities in dealing with students, as discussed

above.

Self concerns (2.88) was the second ranked cluster,

with the highest concerns as follows: being fair and im-

partial, and meeting self-expectations. The latter lends

credence to Jeraild's assertion that teachers may set self-

standards that are difficult to satisfy.

The third ranked cluster was Personal Ambition (2.81),

relating to one's personal reward and the level of personal

satisfaction. Personal factors were also significant in

Part I of the questionnaire, where former teachers were

asked to identify the most important factor influencing

their decisions to leave teaching. Twenty two per cent of

the women identified personal reasons, and 15% indicated a

desire for change as the factor most influencing them to

leave the profession.

Teaching Situation was the cluster rated lowest by

women. Four individual concerns in this cluster did have

means above 3.00, however: negative student attitudes,

slow student progress, disruptions in class, and nature and

quality of instructional materials. Part I of this

auestionnaire also indicated a lower level of concern for

teaching conditions with only one woman naming this as the

most important factor influencing her decision to leave

teaching.
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Men

Men's highest rated concerns were similar to those

identified by women, although means for men were lower.

(Table 27) In fact, five of the men's six highest ranked

concerns were among women's highest six. The majority of

these related to student achievement: increasing students'

feelings of accomplishment, whether students are learning

what they should, insuring students' grasp of subject mat-

ter fundamentals, and meeting needs of different kinds of

students. Being fair and impartial, a Self-concern, was

ranked fifth by both men and women, although men's rating

(3.43) was .37 lower than women's.

The men's fourth ranked item, negative student atti-

tudes (3.46) was ranked sixteenth by women, although women's

respective mean rating was only .08 lower.

Lowest ranked concerns for men were, from the lowest,

respectively: being accepted and respected by colleagues,

time spent on negotiations, and working with parents.

The highest concerns cluster for both men and women was

Teaching Capabilities, although men (3.00) were less con-

cerned than women (3.37). (Table 26)

For men, Teaching Situation (2.88) was ranked second.

(This cluster was lowest for women at 2.74.) Highest in-

dividual concerns included: negative student attitudes,

lack of parental interest/support, nature and quality of
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Table 27: CONCERNS RANKINGS--MEN

Mean Concern & Cluster

3.86 Increasing students'
feelings of accomplishment

3.79 Whether students are
learning what they should

3.58 Insuring that students
grasp subject matter
fundamentals

3.46 Negative student
attitudes

3.43 Being fair and impartial A

3.43 Meeting needs of differ-
ent kinds of students

3.43 Maintaining the
appropriate degree of
class control

3.43 Wide range of pupils'
abilities

3.43 Lack of parental
interest/support

3.29 Nature and quality of
instructional materials

3.29 Helping students to
value learning

3.29 Meeting my self- A
expectations

3.29 Recognizing social and
emotional needs of
students

3.21 Administrative practices
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Table 27 (continued)

Mean Concern & Cluster

3.14 Students who disrupt
classes

3.14 Challenging unmotivated
students

3.07 Too many students each
day

3.07 Motivating students to
study

3.07 Diagnosing student
learning problems

3.07 Lack of opportunity for
professional growth

3.00 Adequately presenting
all required material

2.93 Standards and regulations B
set for teachers

2.93 Level of personal
satisfaction

2.93 Personal reward in
teaching

2.86 Opportunity for
advancement

2.79 My ability to present
ideas to the class

2.79 Slow progress of certain
students

2.71 Frustrated by the routine B
and inflexibility of the
situation

2.71 Support of my colleagues A
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Table 27 (continued)

Mean Concern & Cluster

2.62 Minimal guidance from
colleagues, supervisors

2.62 Working productively
with other teachers

2.57 Being accepted and A
respected by students

2.57 Heavy workload

2.57 Teaching required content C
to students of varied
backgrounds

2.54 Planning and organizing
lessons

2.54 Little opportunity for
input in decision-making

2.43 Ability to handle
discipline problems

2.36 Little or no preparation
time

2.31 Being accepted and A
respected by parents

2.29 Opportunity to associate
with professional people
outside education

2.23 Working with parents

2.23 Excessive time spent on
teacher negotiations

2.21 Being accepted and A
respected by colleagues
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instructional materials, and administrative practices. The

latter concern had a mean of 3.21 and was also a prominent

factor noted in Part I: Administration/Supervision was

identified as the most important factor influencing the

decision of 34.8% of the men to leave teaching.

Personal Ambitions (2.81) was the third rated cluster,

with the highest ranked concern given as a lack of oppor-

tunity for professional growth (3.07).

The lowest cluster was Self (2.73). Two items in this

cluster were included as of moderate concern (3.00) or

above: being fair and impartial (3.43), and meeting self-

expectations (3.29). Of the 43 total concerns, the lowest

ranked item was a Self concern: being accepted and re-

spected by colleagues (2.21).

Total Population

Of the 23 concerns with means above 3.00 for the total

population, eighteen were rated as such by both women and

men, respectively. Men tended to have lower levels of con-

cern for these items. To illustrate this, men had only one

less than the women's twenty two items rated as of moderate

concern (3.00) and above. However, the mean level of con-

cern for these items for men was 3.32 in contrast to women's

higher concern level of 3.55. For the total 43 items, men

had a mean of 2.94; women's mean was 3.03.
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Women's concerns which rated 3.00 or above but were

ranked lower than this by men included: ability to present

ideas to the class, personal reward in teaching, slow prog-

ress of certain students, and planning and organizing

lessons.

Concerns ranked higher than 3.00 by men but lower by

women were: lack of parental interest/support, administra-

tive practices, too many students each day, and lack of

opportunity for professional growth.

Ranking of concern means for the total population is

given in Table 28.

Lowest ranked concerns for the total sample included,

respectively: time spent on teacher negotiations, guidance

from colleagues and supervisors, being accepted and re-

spected by colleagues, and opportunity to associate with

professional people outside education.

Cluster rankings from highest to lowest included:

Teaching Capabilities (3.27), Self (2.83), Personal Ambi-

tions (2.81), and Teaching Situation (2.78). (Table 21)

Concerns Related to Years of Teaching Experience- -

Total Population

Concerns of former teachers are ranked in groups

according to the number of years of total teaching

experience (1,2,3,4,5). Because of the small sample size,
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Table 28: CONCERNS RANKINGS--TOTAL POPULATION

Mean Concern & Cluster

3.94 Increasing students'
feelings of accomplishment

3.86 Whether students are
learning what they should

3.78 Insuring that students
grasp subject matter
fundamentals

3.71 Meeting needs of different C
kinds of students

3.69 Being fair and impartial A

3.59 Recognizing social and
emotional needs of
students

3.52 Meeting my self- A
expectations

3.47 Challenging unmotivated
students

3.45 Helping students to
value learning

3.43 My ability to present
ideas to the class

3.43 Maintaining the
appropriate degree
of class control

3.43 Personal reward in
teaching

3.41 Wide range of pupils'
abilities

3.41 Negative student
attitudes
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Table 28 (continued)

Mean Concern & Cluster

3.37 Diagnosing student
learning problems

3.33 Motivating students
to study

3.29 Students who disrupt
classes

3.25 Nature and quality of
instructional materials

3.23 Level of personal
satisfaction

3.20 Slow progress of
certain students

3.10 Adequately presenting
all required material

3.04 Planning and organizing
lessons

3.04 Lack of parental
interest/support

2.96 Administrative practices

2.81 Teaching required content C
to students of varied
background

2.80 Being accepted and A
respected by students

2.78 Standards and regulations B
set for teachers

2.77 Ability to handle
discipline problems

2.74 Little opportunity for
input in decision-making

2.67 Heavy workload
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Table 28 (continued)

Mean Concern & Cluster

2.63 Opportunity for
advancement

2.51 Lack of opportunity for
professional growth

2.49 Support of my colleagues A

2.47 Frustrated by the routine B
and inflexibility of the
situation

2.42 Working with parents

2.39 Too many students each
day

2.38 Being accepted and A
respected by parents

2.38 Working productively
with other teachers

2.37 Little or no preparation
time

2.25 Opportunity to associate
with professional people
outside education

2.24 Being accepted and A
respected by colleagues

2.23 Minimal guidance from
colleagues, supervisors

1.92 Excessive time spent on
teacher negotiations
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rankings for women and men are combined. The number of

subjects in each category of experience subsequently ranges

from eight to thirteen.

The "greatest concerns" are designated as those with a

mean rating of 3.7 or greater where 3.00 indicates "moder-

ately concerned" and 4.00 designates "very concerned." The

"least concerns" are those having means of less than 2.00,

with 1.00 as "not concerned," and 2.00 designated "slightly

concerned."

Related to their varying extents of tenure, former

teachers with only one and two years of teaching experience

indicated the greatest general concern about the 43 items

listed. (Table 29) Means for the total 43 concerns showed

a decreasing pattern for each additional year taught, with

a variance of .267:

Experience Mean

1 year 3.090

2 years 3.088

3 years 3.044

4 years 3.034

5 years 2.823

This pattern was not, however, visible among means of

the "greatest concerns," those with means of 3.7 or higher.



Mean

4.13

Table 29: CONCERNS RANKINGS RELATED TO

YEARS OF TEACHING EXPERIENCE--TOTAL POPULATION

1 YEAR (N=8)

GREATEST CONCERNS

Concern & Cluster

My ability to present
ideas to the class

4.13 Maintaining the
appropriate degree of
class control

3.88 Whether students are
learning what they should

C

C

C

3.88 Being fair and impartial A

3.88 Meeting my self- A
expectations

3.86 Planning and organizing
lessons

3.75 Increasing students' 'C
feelings of accomplishment

3.75 Helping students to
value learning

3.75 Wide range of pupils'
abilities

3.75 Insuring that students
grasp subject matter
fundamentals

B
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Table 29 (continued)

LEAST CONCERNS

Mean Concern & Cluster

1.57 Excessive time spent
on teacher negotiations

1.75 Opportunity to associate
with professional people
outside education

2 YEARS (N=10)

GREATEST CONCERNS

4.00 Increasing students'
feelings of accomplishment

3.80 Insuring that students
grasp subject matter
fundamentals

3.70 Whether students are
learning what they should

3.70 Helping students to
value learning

3.70 Challenging unmotivated
students

LEAST CONCERNS

1.90 Excessive time spent on
teacher negotiations

C

C
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Table 29 (continued)

3 YEARS (N=8)

GREATEST CONCERNS

Mean Concern & Cluster

4.25 Meeting needs of differ-
ent kinds of students

4.13 Whether students are
learning what they should

4.00 Insuring that students
grasp subject matter
fundamentals

3.88 Recognizing social and
emotional needs of students

3.88 Meeting my self- A
expectations

3.75 Increasing students'
feelings of accomplishment

LEAST CONCERNS

1.88 Being accepted and A
respected by colleagues

1.88 Excessive time spent on
teacher negotiations

1.88 Working productively
with other teachers
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Table 29 (continued)

4 YEARS (N=10)

GREATEST CONCERNS

Mean Concern & Cluster

4.00 Insuring that students
grasp subject matter
fundamentals

3.90 Increasing students'
feelings of
accomplishment

C

3.90 Being fair and impartial A

3.80 Whether students are
learning what they should

3.80 Meeting needs of differ-
ent kinds of students

3.80 Maintaining the
appropriate degree of
class control

3.70 My ability to present
ideas to the class

LEAST CONCERNS

1.90 Heavy workload

C

1.90 Frustrated by the routine B
and inflexibility of the
situation
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Table 29 (continued)

5 YEARS (N=13)

GREATEST CONCERNS

Mean Concern & Cluster

4.15 Increasing students'
feelings of
accomplishment

3.85 Whether students are
learning what they should

3.85 Meeting needs of differ-
ent kinds of students

LEAST CONCERNS

1.85 Minimal guidance from
colleagues, supervisors

1.92 Opportunity to assoicate
with professional people
outside education

1.92 Being accepted adn A
respected by colleagues

1.92 Working with parents

1.92 Excessive time spent on
teacher negotiations
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These items had a variance of

Experience

.170 with the following means:

Mean

1 year 3.876

2 years 3.780

3 years 3.948

4 years 3.842

5 years 3.950

Those former teachers with only one year of total

teaching experience did harbor a greater number of concerns

with means of 3.7 or greater, although the overall mean of

these concerns was not higher than those of other years.

As with all other years, concerns about items in the

Teaching Capabilities cluster were predominant, with Self

concerns also evident.

Those concerns for which one years teachers were "very

concerned" dealt with their abilities to present ideas to

the class and maintain the appropriate degree of control.

Planning and organizing lessons was also a highly ranked

concern for first year teachers, whereas it had a much lower

priority with other teachers. Means for the above three

concerns are listed below alongside the means for the other

years combined, illustrating the more expressed first year

concerns:

My ability to present
ideas to the class

1 Year 2,3,4,5 Years

4.13 3.43



1 Year

Maintaining the appropriate 4.13
degree of class control

Planning and organizing 3.86 2.95
lessons

Apparently, time spent on teacher negotiations was of

only slight concern to these former teachers, as this item

had a mean of below 2.00 for all those except four year

teachers.
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2,3,4,5 Years

3.30

Concerns Related to Teaching Level--Total Population

Former elementary teachers identified a larger number

of highly prioritized concerns than did those who had taught

at the secondary level. (Table 30) Seven concerns with

means above 3.7 were listed by the elementary population,

with a group mean of 3.93. In contrast, only one item in

this category was indicated by former secondary teachers:

increasing students' feelings of accomplishment (3.77).

As with secondary teachers, their own capabilities in

dealing with the student learning process was the general

theme for former elementary teachers' greatest concerns.

Their highest five concerns (in fact, six of the seven)

dealt with student learning: increasing feelings of accom-

plishment, whether they learn what they should, meeting

needs of different students, insuring their grasp of funda-

mentals, recognizing social and emotional needs and



Table 30: CONCERNS RANKINGS RELATED TO

TEACHING LEVEL--TOTAL POPULATION

ELEMENTARY (N=19)

GREATEST CONCERNS

Mean Concern & Cluster

4.21 Increasing students'
feelings of
accomplishment

4.11 Whether students are
learning what they should

3.95 Meeting needs of differ-
ent kinds of students

3.84 Recognizing social and
emotional needs of
students

3.74 Diagnosing student
learning problems

LEAST CONCERNS

1.89 Excessive time spent
on teacher negotiations

SECONDARY (N =301

GREATEST CONCERNS

3,77 Increasing students'
feelings of accomplishment

LEAST CONCERNS

1.93 Excessive time spent on
teacher negotiations

C

B

133
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diagnosing learning problems. A Self concern, meeting one's

own expectations, was also predominant.

Overall, former elementary teachers had a mean concern

for the 43 items of 3.12; those at secondary schools had a

lower mean of 2.92. The greatest variance between elemen-

tary and secondary was shown for the concern for heavy

workload. Here, the elementary level had a mean of 3.32

while the latter group indicated 2.33.

Neither elementary nor secondary teachers were greatly

concerned about teacher negotiations, where they showed

means of 1.89 and 1.93, respectively.

Summary of Findings--Part II

Concerns about their Teaching Capabilities dealing with

student learning were those most highly expressed by former

teachers in Washington County. Such concerns most fre-

quently expressed are as follows: increasing students'

feelings of accomplishment, whether students are learning

what they should, insuring that students grasp subject mat-

ter fundamentals, and meeting needs of different kinds of

students.

Former women teachers indicated higher levels of con-

cerns than men, with the following prioritizing of their

concerns clusters: Teaching Capabilities, Self, Personal

Ambition, and Teaching Situation. Ranking of these clusters
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for men showed the following sequence: Teaching Capa-

bilities, Teaching Situation, Personal Ambition, and Self.

Those items with the lowest concerns expressed were:

time spent on teacher negotiations, and guidance from col-

leagues and supervisors.

With regard to their years of experience (1,2,3,4,5),

former teachers' general expression of concern for the

total 43 items showed a gentle downward trend with each

additional year of experience. First year teachers had the

greatest number of concerns with means above 3.7; these

correlated with Teaching Capabilities and Self clusters.

In relation to teaching level, former elementary

teachers had a greater number of concerns with means above

3.7 than those at the secondary level. Again, these dealt

predominantly with teaching capabilities in regard to

student learning.
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CHAPTER V

SUMMARY, CONCLUSIONS, IMPLICATIONS

The Problem Restated

The purpose of this study was to examine early teacher

attrition through a follow-up of Washington County teachers

in Oregon who left the profession with five years of ex-

perience or less.

Focus was given to two major dimensions:

I. What are the background data of those respective

women and men who left the teaching field in

Washington County?

II. What are the areas of greatest professional concern

for women and men, respectively, who left the

profession in Washington County?

Summary of the Procedures

Washington County teachers with up to five years of

teaching experience were selected as this study's popu-

lation. These former teachers left the profession between

October 15, 1976 and October 15, 1978.

Names and initial background data for those former

teachers who met criteria of this study were obtained from
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the State Department of Education records through provisions

of Oregon Revised Statute (ORS) 192.420.

Contacts were made with the assistance of school

district administrators, telephone directory assistance

operators, the Washington County Elections Office, and the

U.S. Post Office. An introductory letter was sent to those

for whom a means of contact was possible; and a follow-up

telephone call was made to answer questions and ask for

assistance through completion of a two-part auestionnaire.

Part I of the questionnaire asked former teachers to

provide background information by checking off responses to

questions and then clarifying their choices with specific

written statements. Part II consisted of 43 educationally

related statements, where former teachers were asked to

indicate their degrees of concern on a scale of one to five

for each statement, with "1" indicating "Not Concerned" and

"5" designating "Preoccupied." Input from a panel of

education personnel guided development of Part II.

In the analysis of Part I, chi square was used to

determine whether significant differences existed between

obtained and expected frequencies of variables for women,

men, and the total population.

Concerns items for Part II were placed into the fol-

lowing clusters of concern: Self, Teaching Situation,

Teaching Capabilities, and Personal Ambition. Individual



138

items and concerns clusters were ranked according to their

means of input from the sample.

Summary of Findings

Seventy per cent of the former teachers in this study

had intended, upon graduation, to teach five or more years.

In reality, only one-fourth of them did teach five years

before leaving the teaching profession. This group com-

prised seven per cent of those Washington County teachers

who had up to five years of experience (35% of the total

teachers had this extent of experience).

Findings related to null hypotheses indicated the

following:

1. Teaching Level: One-third more women than expected

left the secondary teaching level. (.05 signif-

icance level)

2. Marital Status: Greater than 70% of both the women

and men who left were married. (.05)

3. Number of Dependents: More than half the women who

left the profession had one to two dependents in-

cluding spouse. (.05)

4. Number of Years Intended to Teach After Graduation:

Almost 70% of the women and greater than 70% of the

men indicated they had intended to teach five years

or more. (.01)
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5. Number of Students in School Districts: Twice as

many women as expected left the smallest districts,

those with less than 1,500 students. Consideration

was given here to the ratio of teachers in each

given group. (.01)

6. Salary: Thirty seven per cent of the women who

left teaching had salaries of less than $10,000,

a proportion significantly above chance expec-

tations. (.01)

7. Tenure Status: Almost one-third of the women who

left the teaching profession were tenured teachers.

(.05)

8. Reasons for Leaving: Women's greatest reasons for

leaving were: "other" reasons, accepting a posi-

tion outside education, and pregnancy. The

greatest proportion of men left to take positions

outside education or for "other" reasons.

9. Most Important Factor Influencing One's Decision

to Leave Teaching: Men identified administration

and/or supervision as the factor most affecting

their decisions. Other factors for men included:

economic necessity, did not enjoy teaching, and

unsatisfactory teaching conditions. (.01)

10. Most Important Factor Influencing Decision of

'Others' to Leave Teaching: Women felt that others

they knew left the profession because of a desire
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for change and also economic necessity. (.05)

Most frequent reasons listed by men were: economic

necessity, administration/supervision, and teaching

conditions. (.01)

11. Employment Status: Although the majority of men

were employed during the subsequent year, 20% did

not have jobs. (.05)

12. Change in Salary, if Employed: Seventy five per

cent of the men employed after teaching had annual

salaries of at least $800 greater than their

teaching salaries. (.01)

13. Plans to Return to Teaching: More than half the

men and one-third of the women deemed it unlikely

that they would return to teaching. An additional

20% of the men and 14% of the women said they

would definitely not return, (.05)

14. For women, the following variables did not show

significant differences between the observed and

expected proportions: age, academic preparation,

number of students in schools, and the most im-

portant factor identified as affecting one's

decision to leave teaching.

15. For men, the items below showed no significant

difference between the observed and expected

proportions: age, teaching level, academic

preparation, number of dependents, number of
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students in school district, number of students in

schools, salary, and tenure status.

Concerns expressed by former teachers were predomi-

nantly those in the cluster of Teaching Capabilities in

meeting the needs of students. Highest ranked concerns

included: increasing students' feelings of accomplishment,

whether students are learning what they should, insuring

that students grasp subject matter fundamentals, and meeting

needs of different kinds of students. Women expressed

higher levels of concerns than men, former elementary

teachers had a greater level of concern than secondary

teachers, and first year teachers had a greater number of

high level concerns than those with additional experience.

Conclusions

The following conclusions are drawn for the population

in this study:

1. Former teachers in this sample, upon receiving

their degrees, had greater expectations of their

commitment to a teaching career than they ex-

perienced in reality. Seventy per cent planned to

teach five years or more, only 25% actually did

teach five years before leaving, and half the

population indicated it was either unlikely they

would return or they would definitely not return

to the profession.
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2. Economics was a factor in the decision of men to

leave the profession. One-fifth of the men listed

economic necessity as the most important factor

influencing their decisions to leave, and one-third

named it as the most important factor for others

they know who left. For those men who were em-

ployed after teaching, 75% had jobs with annual

salaries of at least $800 greater than their

teaching salaries.

3. Former teachers had greatest concerns for their

teaching capabilities in relation to the process

of student learning, including the following:

increasing students' feelings of accomplishment,

whether students are learning what they should,

insuring that students grasp subject matter funda-

mentals, and meeting needs of different kinds of

students.

4. Concerns about themselves in the roles of teachers

were a high priority for former teachers,

especially that of being fair and impartial as

well as meeting their own self-expectations.

5. Former teachers with only one year of experience

had greater general concerns than those with up to

five years of experience. The former identified a

greater number of higher level concerns and also

had a higher total mean for all items. Their
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greatest concerns related to two clusters:

Teaching Capabilities (presenting ideas to the

class, maintaining appropriate degree of class

control, and planning and organizing lessons) and

Self (being fair and impartial and meeting self-

expectations).

6. Women generally indicated a slightly higher level

of concern than men, with a mean of 3.03, in con-

trast to men's 2.94. Women's level of concern for

their high priority items was also higher (3.55

for women, 3.32 for men).

7. Former elementary teachers had a higher general

level of concern than those at the secondary level.

The total elementary mean for the 43 items was

3.12, while the secondary mean was lower at 2.92.

The elementary level also indicated a larger num-

ber of higher priority concerns.

Implications

eased upon the present study, the following impli-

cations are submitted:

1. School districts should continue to be aware of

the need to offer competitive salaries and fringe

benefits for men and women in teaching. Salaries

should reflect annual cost of living increases.
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2. School districts should assess how they provide

support for and meet needs of incoming teachers

and should consider arranging guidance systems for

these teachers. Beyond the initial fall orien-

tations, new teachers could profit by convening

periodically with designated administrators and

colleagues. This would also provide a closer means

of communication between administrators and tea-

chers, especially since men in particular voiced

concern about administrators and supervisors as a

factor in their leaving the profession. A mech-

anism could also be provided for beginning teachers

to meet with other new teachers at their schools

as well as those with similar positions in their

district or area. Meetings could focus upon both

social and informational goals, addressing concerns

and topics paramount to new teachers, such as those

identified in this study: classroom presentations,

classroom discipline, and organization of lessons.

3. School administrators and supervisors should insure

that new teachers, in particular, be given regular

feedback and assistance in their teaching per-

formance, as related to Fuller's self-questions of

new teachers: "Where do I stand?" and "How ade-

quate am I?" Such feedback is imperative in

assisting new teachers to improve their skills and



145

feel secure. They also should be guided in estab-

lishing reasonable job targets at the beginning of

the year and paced at points throughout so as to

face less frustration in meeting their own expec-

tations.

4. Teacher education programs must institute extensive

classroom and school practica in order to provide

as realistic an experience as possible for prospec-

tive teachers. These should begin early in the

students' schooling, progress through the methods

courses, and culminate in intensive student tea-

ching experiences. Emphasis should be placed on

careful monitoring of teacher competencies in

developing students' self-worth, assessing student

learning, becoming familiar with district subject

matter competencies and scope and sequence, and

methods of individualizing learning, as indicated

by former teachers' concerns.

Suggestions for Further Study

1. A long-term study of the backgrounds, concerns,

and commitment of present education students might

be undertaken with a follow-up early in their

teaching careers.
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2. A control and experimental group of new teachers

might be studied in relation to the effect of new

teacher orientation and teacher guidance programs

provided. Experimental groups could participate

in more extensive orientation and faculty self-

development seminars throughout the year based on

their identified concerns and needs.

3. The results of the present study could be verified,

using personal interviews to provide more in-depth

data.

4, A study could be conducted asking administrators,

rather than former teachers, to identify background

and concerns of former teachers.
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TERMINATION/LEAVE:
(10) IF THE INDIVIDUAL HAS LEFT YOUR DISTRICT, INDICATE IN THE BLANK AT THE LEFT THE NUMBER FROM THE FOLLOWING

LIST GIVING THE REASON.

1. LEFT TO TAKE A POSITION IN ANOTHER DISTRICT IN OREGON / PREGNANCY
2. LEFT TO TAKE A POSITION IN ANOTHER DISTRICT OUTSIDE OREGON B RETIRED
3. LEFT TO TAKE A POSITION OUTSIDE THE FIELD OF EDUCATION 9 DECEASED
4. LEFT TO CONTINUE EDUCATION 10 OTHER KNOWN REASON
5. LEFT WITHOUT PLANS TO SEEK OTHER EMPLOYMENT )NOT RETIRED' II UNKNOWN REASON
6. LEAVE OF ABSENCE OR SABBATICAL

FTE, IF LESS THAN FULL-TIME:

)III INDICATE IN THE BLANK AT THE LEFT THIS INDIVIDUALS FULL-TIME EQUIVALENCY (TO THE NEAREST TENTH!.

POSITION:
(12) INDICATE IN THE BLANK AT THE LEFT THE NUMBER FROM THE LIST BELOW WHICH MOST NEARLY IDENTIFIES THE

POSITION HELD BY THE INDIVIDUAL NAMED ABOVE WHICH REQUIRES THE MAJOR PORTION OF HIS/HER TIME

1131 INDICATE IN THE BLANK AT THE LEFT THE NUMBER FROM THE LIST BELOW WHICH MOST NEARLY IDENTIFIES HIS/HER
SECOND POSITION, IF ANY.

1 SUPERINTENDENT 4. ASSISTANT PRINCIPAL 7 COORDINATOR/CONS 10. COUNSELOR
2 ASSISTANT SUPERINTENDENT 5 HEAD TEACHER 8 TEACHER 11 ADMINISTRATIVE ASST
3 PRINCIPAL 6 DIRECTOR SUPERvISDR 8 LIBRARIAN 12 OTHER

ASSIGNMENT:

(14) INDICATE IN THE BLANK AT THE LEFT THE GRADES FOR WHICH THIS INDIVIDUAL IS RESPONSIBLE

(15) INDICATE IN THE BLANK AT THE LEFT THE NUMBER FROM THE LIST BELOW WHICH MOST NEARLY DESCRIBES THE
INDIVIDUALS MAJOR ASSIGNMENT.

1181 INDICATE IN THE BLANK AT THE LEFT THE NUMBER FROM THE LIST BELOW WHICH MOST NEARLY DESCRIBES THIS
INDIVIDUALS SECOND ASSIGNMENT, IF ANY

I SELF CONTAINED CLASSROOM 28 VOCATIONAL EDUCATION 39 EDUCATIONAL TV
2 LANGUAGE ARTS 14 PHYSICAL EDUCATION 27 DEVELOPMENTAL READING 40 CURRICULUM DEvELOP
3. SOCIAL STUDIES 15 FRENCH 28 REMEDIAL READING 41 GENERAL ADNIIN
4 SCIENCE 16 GERMAN 29 GIFTED 6 TALENTED 42 PLANNING 6 EVALUATION
5 ART 17 ITALIAN 30 MENTALLY RETARDED 43 GUIDANCE a COUNSELING
Z MUSIC 18 LATIN 31 BLIND-VISUALLY IMPAIRED 44 BUSINESS MANAGEMENT
7 DRAMATICS 19 SPANISH 31 DEAF HEARING IMPAIRED 45 ATTENDANCE
8 CRAFTS 20 OTHER FOREIGN LANG. 33 OTHER PHYSICAL HANDICAPPED 46. LIBRARY MEDIA SERVICES
9 HOMEMAKING 21 ATHLETICS 34 EMUliONALLY DISTURBED
10 INDUSTRIAL ARTS 22 PERFORMING ARTS 35 CUL TURALLY DIFFERENT
11 TRAFFIC SAFETY 73 PERSONAL FINANCE 36 LEARNING DISABI ED
12 MATHEMATi15 74 BUSINESS EDUCATION 37 SPECIAL EDUCATION
13 HEAL T. EDUCATION 25 CAREER EDUCATION 36 AUDIOviSUAL

PREPARATION:
117) INDICATE IN THE BLANK AT THE LEFT THE NUMBER FROM THE FOLLOWING LIST WHICH DESCRIBES THE HIGHEST LEVEL
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2 BACCALAUREATE DEGREE 5 DOCTORATE
3. BACCALAUREATE PLUS ADDITIONAL HOURS NOT A MASTERS)

SALARY ANO CONTRACT:
(18) INDICATE IN THE BLANK AT THE LEFT THE ABOVE-NAMED INDIVIDUALS TOTAL SALARY FOR THE CURRENT YEAR

(INCLUDE BASE PAY FOR REGULAR DUTIES AND EXTRA PAY FOR EXTRA DUTIES).

( 191 INDICATE IN THE BLANK AT THE LEFT THAT AMOUNT OF THE TOTAL SALARY (AS LISTED UNDER ITEM 18 ABOVE) WHICH IS
RECEIVED AS EXTRA PAY FOR EXTRA DUTIES.

1201 INDICATE IN THE BLANK AT THE LEFT THE ABOVE NAMED INDIVIDUALS CURRENT YEAR CONTRACT LENGTH IN NUMBER
OF DAYS (INCLUDE EXTENDED CONTRACT DAYS, IF ANY)

ASSIGNMENTS FOR EXTRA PAY
1211 INDICATE IN THE BLANK AT THE LEFT THE NUMBERS) FROM THE FOLLOWING LIST WHICH DESCRIBES THE ASSIGNMENT(S)

OF THE ABOVE NAMED INDIVIDUAL FOR EXTRA PAY AS INDICATED 111 ITEM NO 19.

I ADMINISTRATION 9 GUIDANCE CoUNSE I ING 16 STUDENT BODY ACTIVITIES ADVISOR
2 ATHLETIC COACHING 10 HEALTH COORDINATOR 17 SUPERVISOR OF PUPIL TRANSPORATIGN
3 ATTENDANCE 1 I INTERN PROGRAM IR TEAM LEADER MASTER TEACHER
4 AUDIOVISUAL 12 LIBRARY MEDIA SERVICES 19 VOC ED (OUTSIDE SCHOOL HOURS.
5 CURRICULUM DEVELOPMENT 13 MUSIC 20 OTHER
6 DEPARTMENT cHAIRPERSUN 14 NAIL, Al IONS ADVISOR
7 DRAMA/SPEECH COACH IE SPECIAL EDUCATION
B EXTENDED CONTRACT (OUTSIDE SC7-4"KK. HOURS

Form 531.31711 14/181 DUE DATE: SEPTEMBER 30
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Please check (1) only one item in each section. All information is confi-
dential.

1. I am:

unmarried

married

2. I have the following no. of
dependents (incl. spouse and
children):

none

1-2

3 or more--
3. The institution granting my

teaching certificate was:

(name of institution)

4. When I graduated, I intended to
teach:

1 year 4 years

2 years 5 years or more

3 years

5. My last annual teaching salary
was:

6. My teaching status was:

nontenured

tenured

7. My reason for leaving teaching
was:

to continue education

leave of absence

pregnancy

to take a position outside
education

no plans to seek other
employment

other reason

(please specify)

8. My present occupation is:

unemployed

government

manufacturing

other professional

retail business

service

(please specify job position)

9 If employed: My present annual
salary (earned annual income
before deductions) is:

$800 less than teaching salary

between -$800 and +$800 of
teaching salary

$800 or greater than teaching
salary

10 The most important factor in-
fluencing my decision to leave
was:

(over)

administration and/or super-
vision*

adverse community conditions*

desire for change*

did not enjoy teaching*

economic necessity*

personal reasons (marriage,
divorce, health, etc.)*
spouse changed employment*

unsatisfactory teaching
conditions*

other*

(*please specify)



Part I
Page 2

11. What is the most important
factor influencing the
decision of other teachers
you know who have left?

administration and/or super---
vision*

adverse community conditions*

desire for change*

did not enjoy teaching*

economic necessity*

personal reasons (marriage,
divorce, health, etc.)*

spouse changed employment*

unsatisfactory teaching
conditions*

other*

(*please specify)
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12. Do you plan to return to teaching
within 5 years?

definitely

probably

possibly

unlikely

definitely not--
13. Is there any factor which, if

altered, would have affected
your decision to leave teaching?

yes

no

(please specify)
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Appendix C: Correspondence with Panel of Experts

In this research project, questionnaires will be

distributed to former teachers in Washington County who have

left the profession with five years of experience or less.

Respondents will be asked to indicate their levels of con-

cern for educationally related statements, rating them from

"not concerned" to "totally preoccupied."

The items below are grouped into four clusters, re-

lating to professional concerns of teachers: self, personal

ambitions, teaching role, and teaching situation. (These

items will be interspersed in the questionnaire.)

Cluster items on the following pages have been adapted

both from the Teacher Concerns Checklist developed by

Frances F. Fuller and Archie George at the University of

Texas at Austin and from a survey of literature.

Please read each item carefully and determine for your-

self both its relevance and its importance to the respective

cluster title. Then indicate your determination of whether

it should be included in the concerns list by placing the

appropriate number in the blank to the left of each

statement:

3 definitely include

2 possibly include

1 reject
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Those items which the majority of panel members indi-

cate they would "definitely include" will be selected for

use in the questionnaire. In the case that a larger than

feasible number results, these items will be ranked accord-

ing to the number of points; and a determination will be

made.

Your contribution as a member of the panel of experts

for development of this questionnaire is greatly appreciated.

Please return these papers in the enclosed envelope by

September 1.
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Self Concerns

whether students really like
me or not

where I stand as a teacher

being respected by students

accepted as a friend by
students

being fair and impartial

being asked personal questions
by my students

how students feel about me

being accepted and respected
by colleagues

adequately presenting all
required material

my ability to present ideas
to the class

increasing my proficiency
in content

competence in subject matter
knowledge

ability to handle discipline
problems

what students expect of me

meeting my self-expectations

support of my colleagues

getting a favorable evaluation
of my teaching

doing well when supervisor
is present



Concerns related to
Personal Ambitions

little opportunity to associate with
professional people outside education

amount of recognition for teachers
from society

little personal satisfaction

lack of personal reward in teaching

working mostly with children rather than
adults

lack of opportunity for professional
growth

little challenge in teaching

little opportunity for advancement

amount of recognition for teachers by
other professionals

Concerns about
Teaching Role

whether students are learning what
they should

instilling worthwhile concepts and
values

increasing students' feelings of
accomplishment

recognizing social and emotional
needs of students

helping students to value learning

motivating students to study

challenging unmotivated students

maintaining the appropriate degree
of class control
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wide range of pupils' abilities

meeting needs of different kinds
of students

teaching required content to students
of varied backgrounds

diagnosing student learning problems

planning and organizing lessons

insuring that students grasp subject
matter fundamentals

whether students can apply what they
learn

students who disrupt classes

student health and nutritional
problems that affect learning

clarifying the limits of my authority
and responsibility

chronic absence and dropping out of
students

slow progress of certain students

evaluating and reporting student
progress

working with parents

methods of instruction

negative student attitudes

following the mandated curriculum

becoming too personally involved with
some students
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Concerns about
Teaching Situation

standards and regulations set for teachers

nature and quality of instructional materials

lack of instructional materials

feeling under pressure too much of the time

frustrated by the routine and inflexibility
of the situation

understanding administrative policies

too many noninstructional duties

working with too many students each day

unsatisfactory building/campus

excessive paper work

heavy workload

lack of parental interest/support

lack of public support for schools

little opportunity for input in decision-
making

minimal guidance from colleagues, supervisors

minimal support from colleagues, supervisors

lack of academic freedom for teachers

excessive preparations

little or no preparation time

administrative practices

working productively with other teachers

rapid rate of curriculum and instructional
change
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understanding philosophy of school

lack of professionalism of colleagues

excessive time spent on teacher
negotiations
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Appendix D: Second Memo to Panel of Experts

To: Members of the Panel of Experts for the Development of
a Questionnaire: Charles Bowe, Frank Cross, Darlene
Ellis, John Parker, Bill Ramme, Roy Seeborg, Nancy
Stouder, Ed Strowbridge

From: Linda Vandehey

Date: August 31, 1978

I certainly appreciate your time and expertise in

providing feedback for the development of this teacher

concerns questionnaire. Based on some of your input,

several items have been reclustered; and a few additional

items have been included.

One more time, will you please take a few minutes to

indicate the relevance and importantance of the items below

to their respective cluster concerns titles? You can again

indicate your judgements by placing the appropriate number

in the blank to the left of each item:

3 definitely include

2 possibly include

1 reject

Thank you so much for the assistance you have provided

me. Best wishes in the coming school year!



Self Concerns

being accepted and re-__
spected by students

being accepted and re-__
spected by colleagues

being accepted and re-__
spected by parents

feeling under pressure
too much of the time

Concerns--Teaching
Situation

wide range of pupil
abilities

whether students can
apply what they learn

student who disrupt
classes

slow progress of cer-__
tain students

negative student
attitudes

annual teaching salary
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Concerns--Teaching
Capabilities

adequately presenting
all required material

my ability to present
ideas to the class

increasing my pro-__
ficiency in content

competence in subject
matter knowledge

ability to handle
discipline problems

understanding admini-__
strative procedures

working productively
with other teachers

understanding philos-
ophy of school

getting a favorable
evaluation of my
teaching



Appendix E: Items Selected by Panel of Experts for
Inclusion in Concerns Questionnaire

Self Concerns

whether students really like me
or not

where I stand as a teacher

x being fair and impartial

how students feel about me

x being accepted and respected by
students

x being accepted and respected by
colleagues

x being accepted and respected by
parents

what students expect of me

x meeting my self-expectations

x support of my colleagues

feeling under pressure too much
of the time

becoming too personally involved
with some students

Concerns about Teaching Situation

x standards and regulations set for teachers

x nature and quality of instructional materials

lack of instructional materials

x frustrated by the routine and inflexibility
of the situation

too many non-instructional duties

166



167

x too many students each day

unsatisfactory building/campus

excessive paper work

x heavy workload

x lack of parental interest/support

lack of public support for schools

x little opportunity for input in
decision-making

x minimal guidance from colleagues, supervisors

minimal support from colleagues, supervisors

lack of academic freedom for teachers

excessive preparations

x little or no preparation time

x administrative practices

rapid rate of curriculum and instructional
change

lack of professionalism of colleagues

x excessive time spent on teacher negotiations

x wide range of pupils' abilities

x students who disrupt classes

chronic absence and dropping out of students

x slow progress of certain students

x negative student attitudes

annual teaching salary

whether students can apply what they learn
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Concerns about Teaching Capabilities

instilling worthwhile concepts and values

x whether students are learning what
they should

x increasing students' feelings of
accomplishment

x recognizing social and emotional
needs of students

x helping students to value learning

x motivating students to study

x challenging un-motivated students

x maintaining the appropriate degree
of class control

x meeting needs of different kinds of
students

x teaching required content to students
of varied backgrounds

x diagnosing student learning problems

x planning and organizing lessons

x insuring that students grasp subject
matter fundamentals

clarifying the limits of my authority
and responsibility

evaluating and reporting student
progress

x working with parents

methods of instruction

x adequately presenting all required
material

x my ability to present ideas to the class
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increasing my proficiency in content

competence in subject matter knowledge

x ability to handle discipline problems

understanding administrative policies

x working productively with other teachers

understanding philosophy of school

getting a favorable evaluation of my
teaching

following the mandated curriculum

Concerns related to
Personal Ambitions

x personal reward in teaching

most time spent working with children;
little time spent with adults

x opportunity to associate with professional
people outside education

little challenge in teaching

x opportunity for advancement

x lack of opportunity for professional growth

amount of recognition for teachers by
other professionals

amount of recognition for teachers from
society

x level of personal satisfaction



Appendix F: Letter to School District Administrators
COLLEGE OF ARTS AND SCIENCES

PACIFIC
UNIVERSITY
FOREST GROVE. OREGON 97116

503 357-6151
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November 17, 1978

I appreciate your support of my research project to
study early teacher attrition in Washington County. My dual
focus will include the identification of background data and
the professional concerns of Washington County teachers who
left our profession with five years of experience or less.

Since we last talked, I have made two changes in my
project, of which I would like to inform you:

1) All teachers with the above qualifications who left
the profession from 1976-77 and 1977-78 will be
contacted. The expanded sample should provide more
valid data.

2) Introductory letters will also be mailed to former
teachers before I contact them by phone, in order
to provide them prior information. Then, if com-
mitment is given to participate in this project,
questionnaires will be mailed.

With the above changes, the information I am seeking
from you will be altered slightly to include the following:

*(a) the names of your teachers (-within the above
qualifications) who transferred to non-teaching
jobs within your district between October 15, 1976
and October 15, 1978.

(b) addresses and telephone numbers for teachers who
left the profession in your district from October
15, 1976 to October 15, 1978. (Names will be sub-
mitted to you after state department files are
compiled; access to this data is provided through
ORS 912.420.)

At this point, then, I am seeking information preceded
by the asterisk (a). After I obtain state department data
near the end of December, I will contact you for addresses
and phone numbers. If you have any further questions,
please feel free to contact me.
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I am looking forward to making contacts with our for-
mer teachers during the month of January, and, later, to
provide you with a summary of my results.

Thank you again for your cooperation. Return forms
and self-addressed envelopes are enclosed for your
convenience.

Sincerely,

Linda Vandehey
Education Department

LTV/gs
Enclosure 1
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school district

Names of teachers who transferred to non-teaching jobs with-
in your district between October 15, 1976 and October 15,
1978:

Submitted by,
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Appendix G: Letter to Former Teachers

School of Education
misstate .
University Corvallis. Oregon 97331

As a former teacher, you are a member of a special group.
We need to more fully understand the concerns and backgrounds

of you who leave teaching. Educators tell us that the highest
rate of loss from the teaching profession occurs in the be-
ginning five years of teaching. Yet little supporting data
is available on teachers who leave.

I would like to give you an opportunity to provide
anonymous data for a two-year follow-up study of Washington
County teachers who leave the profession. You can help by
taking 20 minutes to complete a two-part questionnaire: the
first part is a checklist of background data, and the second
part asks you to rate, on a five-point scale, your concerns
about 43 educational statements. All responses will be
strictly confidential and will not be seen by public school
personnel.

Your faedback is important in helping us to reexamine our
teaching profession. I will telephone you near the beginning
of the new year to answer any questions and ask you for your
commitment to participate in this project. Then, with your
consent, I will mail you a questionnaire and a stamped self-

addressed envelope.

Your help will be greatly appreciated and is sorely
needed. I look forward to talking with you.

Sincerely,

Redacted for Privacy
Linda Vandehey
Assistant Professor
Pacific University

Supported

Redacted for Privacy
Frank R. Cross
Professor of Education
Oregon State University
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Appendix H: Outline for Initial Telephone Contact

with Teachers Who Left Profession

1. Self Introduction

2. Purpose of Call

- -Interest in the number of teachers who leave the
profession in their early years of teaching

-Follow-up study of those who left teaching in Washing-
ton County with five years of experience or less

- -Study independent from school systems

--Opportunity for former teachers to give feedback and
identify concerns about teaching

--Follow-up on what former teachers do after they leave
profession

3. Procedures

- -Mailed questionnaires

- -Approximately 30 minutes of time

- -All answers held in the strictest of confidence
(treated anonymously) and not seen by public school
personnel

--Numbers on questionnaires used as reference rather
than names

- -No reports written where anyone could be identified:
data will be treated as a total group (report will
deal with mass data)

--Information to be returned in enclosed stamped self-
addressed envelope
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4. Commitment/Non-Commitment

- -Opportunity to provide information without being
identified

--Questions?

--Confirmation of participation/non-participation

5. Follow-up Materials

- -Letter

-Questionnaire

--Self-addressed stamped envelope

--Date of return

6. Thank you
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Appendix I: Follow-up Letter

School of Education
Ofegonstate
University Corvallis. Oregon 97331

Thank you for your commitment to provide data for this
two-year study of teachers in Washington County who leave
the profession. This study is independent from the public
school systems, and all information you provide will be held
in the strictest of confidence. The number you see at the
top of your questionnaire will be used as a reference,
rather than your name.

Enclosed you will find a two-part questionnaire. Part
I asks you to check and fill in various background data.
In Part II, you are asked to rate each educational statement
from 1 to 5, in terms of your level of concern when you were
a teacher.

The enclosed, self-addressed stamped envelope is for your
convenience. Please return your completed questionnaire it
one week.

If you would like to receive a summary of the results,
you may contact me at the address below or you may write
your name and address on the upper right hand corner of
the questionnaire.

Your feedback is sincerely appreciated and needed.
Thank you.

Sincerely,

Linda Vandehey
1511 Larch Street
Forest Grove, OR T7116
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Appendix J: Questionnaire

Part I
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Please check (J) only one item in each section. All information is confi-
dential.

1. I am:

unmarried

married

2. I have the following no. of
dependents (incl. spouse and
children):

none

1-2

3 or more
--

3. The institution granting my
teaching certificate was:

(name of institution)

4. When I graduated, I intended to
teach:

1 year 4 years

2 years 5 years or more

3 years

5. My last annual teaching salary
was:

6. My teaching status was:

nontenured

tenured

7. My reason for leaving teaching
was:

to continue education

leave of absence

pregnancy

to take a position outside
education

no plans to seek other
employment

other reason

(please specify)

8. My present occupation is:

unemployed

government

manufacturing

other professional

retail business

service

(please specify job position)

9. If employed: My present annual
salary (earned annual income
before deductions) is:

$800 less than teaching salary

between -$800 and +$800 of
teaching salary

$800 or greater than teaching
salary

10. The most important factor in-
fluencing my decision to leave
was:

(over)

administration and/or super-
vision*

adverse community conditions*

desire for change*

did not enjoy teaching*

economic necessity*

personal reasons (marriage,
divorce, health, etc.)*
spouse changed employment*

unsatisfactory teaching
conditions*

other*

(*please specify)



Part I
Page 2

11. What is the most important
factor influencing the
decision of other teachers
you know who have left?

__ administration and/or super-
vision*

adverse community conditions*

desire for change*

did not enjoy teaching*

economic necessity*

personal reasons (marriage,
divorce, health, etc.)*

spouse changed employment*

unsatisfactory teaching
conditions*

other*

(*please specify)

179

12. Do you plan to return to teaching
within 5 years?

definitely

probably

possibly

unlikely

--
definitely not

13. Is there any factor which, if
altered, would have affected
your decision to leave teaching?

yes

no

(please specify)
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Page 3
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Please read each statement carefully. Then indicate your level of
concern, at the time of your teaching, for each of the items below.

Place the number of your answer in the blank to the left of each
statement. Please be as accurate as you can.

1 Not concerned

2 Slightly concerned

3 Moderately concerned

1. Standards and regulations set 23

for teachers

2. Nature and quality of in- 24

structional materials

3. Whether students are learning 25

what they should 26

4. Increasing students' feelings 27
of accomplishment

5. Being fair and impartial
28

6. Recognizing social and 29
emotional needs of students

7. Level of personal satisfaction 30

8. My ability to present ideas
to the class

9. Too many students each day 32

4 Very concerned

5 Preoccupied

31

10. Being accepted and respected
by students

11. Meeting needs of different
kinds of students

12. Heavy workload

33

34

13. Motivating students to study 35

36
14. Opportunity to associate with

professional people outside
education 37

15. Little or no preparation time 38

3916. Helping students to value
learning.

17. Maintaining the appropriate
degree of class control

18. Minimal guidance from
colleagues, supervisors

19. Wide range of pupils' abilities

20. Meeting my self-expectations

21. Insuring that students grasp
subject matter fundamentals

22. Diagnosing student learning
problems

. Lack of opportunity for pro-
fessional growth

. Slow progress of certain
students

. Students who disrupt classes

. Planning and organizing lessons

. Negative student attitudes

. Little opportunity for input
in decision-making

. Being accepted and respected
by colleagues

. Adequately presenting all
required material

. Challenging unmotivated students

. Teaching required content to
students of varied backgrounds

. Frustrated by the routine and
inflexibility of the situation

. Being accepted and respected by
parents

. Ability to handle discipline
problems

. Working with parents

. Administrative practices

. Support of my colleagues

. Opportunity for advancement

40. Lack of parental interest/
support

41. Excessive time spend on teacher
negotiations

42. Working productively with other
teachers

43. Personal reward in teaching
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Appendix K: Follow-up Post Card to Former Teachers

Recently we talked by phone about a follow-

up study of former teachers. Will you please

help me by filling out your questionnaire and

returning it as soon as possible?

If you do not have one at this tire, please

call me (collect), and I'd be glad to send you

another one.

Thanks!

Linda Vandehey
357-8786
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Appendix L: Concerns Clusters

A--Self Concerns C--Teaching Capabilities
B--Teaching Situation D--Personal Ambitions

Cluster Concern

B 1. Standards and regulations set for
teachers

B 2. Nature and quality of instructional
materials

C 3. Whether students are learning
what they should

C 4. Increasing students' feelings of
accomplishment

A 5. Being fair and impartial

C 6. Recognizing social and emotional
needs of students

D 7. Level of personal satisfaction

C 8. My ability to present ideas to the
class

B 9. Too many students each day

A 10. Being accepted and respected by students

C 11. Meeting needs of different kinds
of students

B 12. Heavy workload

C 13. Motivating students to study

D 14. Opportunity to associate with professional
people outside education

B 15. Little or no preparation time

C 16. Helping students to value learning

C 17. Maintaining the appropriate degree
of class control
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Cluster Concern

B 18. Minimal guidance from colleagues,
supervisors

B 19. Wide range of pupils' abilities

A 20. Meeting my self-expectations

C 21. Insuring that students grasp subject
matter fundamentals

C 22. Diagnosing student learning problems

B 23. Lack of opportunity for professional
growth

B 24. Slow progress of certain students

B 25. Students who disrupt classes

C 26. Planning and organizing lessons

B 27. Negative student attitudes

B 28. Little opportunity for input in
decision-making

A 29. Being accepted and respected by
colleagues

C 30. Adequately presenting all required
material

C 31. Challenging unmotivated students

C 32. Teaching required content to students
of varied backgrounds

B 33. Frustrated by the routine and
inflexibility of the situation

A 34. Being accepted and respected by
parents

C 35. Ability to handle discipline problems

C 36. Working with parents
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Cluster Concern

B 37. Administrative practices

A 38. Support of my colleagues

D 39. Opportunity for advancement

B 40. Lack of parental interest/support

B 41. Excessive time spent on teacher
negotiations

C 42. Working productively with other
teachers

D 43. Personal reward in teaching
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Appendix M: Reasons for Leaving the Profession

Women

"Other"
- I had a 1 year-old and wanted to be home with him
-Transfer of Spouse
- The system and what it does to children in the name of

"education"
- Was a temporary position: regular teacher on a 1 year

sabbatical
-Offered a job in early childhood education for more money
- Job filled by other 1/2 time teacher to meet schedule;

did not pursue other jobs to provide more attention
to family

- Help husband in business
-Position was eliminated
-Non-renewal of contract )phone conversation indicated

this person planned to take the district to court)
-To stay home with children
- "Pregnancy" + tired of spending so much time disciplining

children
-To move out of state and to get married
- "Pregnancy" + moving out of the area due to husband's

new job
-"Left to continue education" + parental problems
-Did not like city where school was located and will not

teach in nearby urban school system
-To perform and teach privately

Men

"Take position outside education"
-Salary too low to support family
-Contract not renewed
-Go into other major field, environmental education

"Other"
Disenchantment
- Was in temporary position, displaced by senior teacher
- Dissatisfaction with administration, size of classes,

lack of parental backing, discipline in general
- Disability leave of absence--time off to improve my

health (multiple sclerosis)



Appendix N: Most Important Factor Influencing One's

Decision to Leave Teaching

Women

186

1. "Administration and/or Supervision"

- Administration lacked respect and appreciation for
teachers as professionals

- Lack of administrative leadership: misguided emphasis-
desire of administrators to further their own careers
at the cost of staff and students alike

The administration preferred home economics to a
reading specialist.

-I felt harrassed by the principal. He was so negative.
We weren't allowed to work with other teachers. My
classes were overloaded, and I usually had half the
science materials I needed. The principal was busy
making sure each teacher stood by his door at passing
time and that the desks were lined up. I thought we
were concerned with kids!

- I had problems with the vice-principal of my school, so
it made it easy to leave when I moved out of state to
marry and live.

2. "Adverse Community Conditions"

- Non - community support
- Did not like city where school was located

3. "Desire for Change"

-Needing to manage new business
- Felt it wise to get out of teaching for a year to get

a new perspective (leave of absence--indicated she
will "possibly return")

- Resulting from a combination of factors (administra-
tion, teaching conditions, community)

- Wanted to perform more--found public teaching too
draining to pursue both

4. "Did Not Enjoy Teaching"

- I felt the pressures of being a good teacher and good
mother were more than I wanted to handle.

-I became tired of dealing with problem students every
day--even though most students were just great.
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- There are too many parents these days who don't teach
their children manners or how to mind; and I was
tired of doing it for them. I believe it is a
teacher's duty to reinforce these things, but not
to be the first one to try to teach them.

-Moved to Utah--but would have quit anyway before I
lost all patience with kids--it is a big drain to
keep teaching junior high age kids.

- I could not reconcile teaching with the goals I had
set for myself as a teacher and person. The reality
of teaching is not the image I hold of myself and is
not a way to help children reach their potential.

5. "Economic Necessity"

- My husband is starting a business. We couldn't live
with my only bringing home $600+ per month. (This

person's job is in the category of $800+.)

- Didn't feel I was fairly compensated for my work

6. "Personal Reasons"

Needed at home
To stay home with the baby (will "possibly return")
I couldn't find adequate day care for my 9 month old
baby

-Marriage and family
- To begin my family
-Moved to New York to marry and live
Spouse could not find work in city where I was teach-

ing. City was very small, conservative, and
isolated--caused much difficulty in personal life.

(now unmarried)

7. "Spouse Changed Employment"

-My spouse graduated from optometry school and has
opened his own practice.

-Moved to Utah--but would have quit anyway before I
lost all patience with kids--it is a big drain to
keep teaching junior high age kids. (also, 4,9)

8. "Unsatisfactory Teaching Conditions"

-There was no full-time teaching job available anywhere.
Finally, I refused to do a full-time job for half-

time pay.
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9. "Other"

- I would like to teach again but positions are rarely
available in Health careers. Also, I have a priority
that employment be "close" to home--within 15 miles.

- Undiagnosed premature twins--forced to take maternity
leave year early--had to resign. I hope to return
next year.

Men

1. "Administration and/or Supervision"

- Had difficult first year in a school with several
administrative/discipline problems

- Insufficient discipline action
- When discipline got very poor, the second half of the

year, the administration initiated a plan with set
rules for different offenses. But when it came time
to carry out the job of backing teachers and ex-
pelling the serious offenders, the administration
never carried their part; and the entire process fell
apart. By the end of the year, the communication
between administration and faculty was very poor; and
the problem of discipline, building-wide, had teach-
ers with 1 to 12 years of experience looking for new
jobs (including Oregon's Teacher of the Year).

- I was stagnating--no room for growth.
- Unwilling to be involved in a large bureaucratic

organization. Too large to change, too legal and
teacher-oriented. (Also marked "did not enjoy
teaching" and "unsatisfactory teaching conditions")

-Administration felt it was more important to add a
female to the all-male science department than to
retain competency in teaching.

3. "Desire for Change"

- Lots of reasons--no one would've been a deciding factor.
There were lots of small reasons I left most probably
in this order: 1) Lack of personal challenge. I

found in the particular situation (that) I was not
challenged, mentally or ability-wise. 2) Money.
3) I felt I reached the end of the line--after four
years, all I had to look forward to was forty more.
4) Lots of aggravations. Kids were the least of my
worries: Budgets, negotiations, supervisory
meddling, etc.
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4. "Did Not Enjoy Teaching"

- Enjoyed teaching--not babysitting (jr. high level)
- In general, I felt I was not reaching my potential as

an instructor of music-under the public school system
- Unwilling to be involved in a large bureaucratic

organization; too large to change, too legal and
teacher-oriented (also marked 1,8)

5. "Economic Necessity"

- Beginning salaries too low for family (3 or more
dependents)

- It becomes necessary to increase family income.
- Poor pay for time involved. I now make the same amount

of money as I did teaching, waiting table 3 nights a
week, 5-6 hours a night.

No pay for performance or merit pay in education;
limited career opportunities which required exces-
sive and unnecessary schooling.

6. "Personal Reasons"

- I have M.S. I am planning to teach at my old position
after my leave of absence expires.

8. "Unsatisfactory Teaching Conditions"

- My first year was exceptionally difficult as the
school was encountering critical discipline problems.
There were 4 arson fires that required fire crew
response. The problems with the 8th grade class
were of legendary proportions. The experienced
teachers told me if I could teach at this school
that year, I could teach anywhere. But there was a
price. I had to draw my personal satisfaction from
a small proportion of my students.

- Unwilling to be involved in a large bureaucratic
organization; too large to change, too legal and
teacher-oriented (also marked 1,4)

- (In a phone conversation another teacher indicated the
need for 3 R's: respect, rewards, and remuneration.
He had a fatherly instinct to swat some students on
the back but felt he had no backing from parents and
administration. "By March it got to me on the
inside.")
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9. "Other"

-Disappointment in students; lack of student instrinsic
motivation--always looking for rewards, looking for
a reward if they do it right. Lack of parent backing



Appendix 0: Most Important Factor Influencing Decision

of Others to Leave Teaching

Women
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1. "Administration and/or Supervision"

-Dissatisfaction with principal and mediocrity in
fellow staff

- Similar feelings to my own. The system and what the
expectations and responsibilities were

Lack of feeling that a teacher could make decisions in
regard to curriculum and discipline matters, i.e.
districts always ask for teacher input and then make
their own decisions and disregard teacher suggestions

- I know of other teachers who felt stifled by non-
creative administration. While I myself had an
excellent situation as public schools go, I too was
very aware of the noncreativity (both educationally
and personally) of many in today's education force.

3. "Desire for Change"

- Seems difficult for nurses to remain out of their
profession for too long

-Teaching not challenging; frustrating, not satisfying.
-One went into sales work for one year, and one went

into remodeling houses. Both had taken a one year
leave of absence.

- After several years of teaching, they wanted to do
something different--subject matter became boring,
not as much challenge to the job; some disliked
dealing with the discipline problems.

-Wanted to do something different

4. "Did Not Enjoy Teaching"

-Mainly for reasons similar to mine--but money was also
a big factor for heads of families

- Discipline
Disillusioned; low pay; isolated world; lack of
parental-administrative support
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5. "Economic Necessity"

- Many teachers now are single parents and trying to
raise a family on this salary which is extremely
difficult.

- Several men left to earn more for families.
- Men with lots of dependents/inflation
- Obviously, teacher income for men and women who are

supporting a family (is) no way competitive with
incomes that can be earned in the business world.

- Not enough money to support family of four and (make)
house payments

- Some I know change for higher wages--others because of
children and family.

-The money doesn't compensate for the job.

6. "Personal Reasons"

Other teachers I know who left were pregnant.
-Stay home with children
Because of children and family
- Having children and raising a family

7. "Spouse Changed Employment"

Changing roles--being a mother

8. "Unsatisfactory Teaching Conditions"

-Too many hassles for too little accomplishment with
children. Too many battles to fight

-Lack of student discipline

9. "Other"

-Moved to different location

Men

1. "Administration and/or Supervision"

- Insufficient discipline action
-Lack of discipline for students
-No chance to be creative
- Administration not sensitive to teacher desires to

adjust to class size and makeup of students, in order
to properly conduct a learning environment.
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3. "Desire for Change"

Resulting from such factors as economic necessity,
lack of community support, and, in certain instances,
lack of administrative support

5. "Economic Necessity"

Need for more money

8. "Unsatisfactory Teaching Conditions"

- Due to lack of child discipline

9. "Other"

- Didn't want to have to go back to school and take
subjects that about half the time didn't pertain.
Also, cannot understand why specialists need more
schooling by far than classroom teachers.
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Appendix P: Present Occupations of Former Teachers

Present Occupation Women Men

Unemployed 15 3

Clerical and Sales 4 1

Machine Trades 0 5

Professional, Technical, 14 4

Managerial
Service 2 1

Total 35 14

WOMEN MEN

Unemployed

Housewife
Pregnant (but left teaching

to help husband in
business)

Tutor on occassion
Mother--quite a job!!
Infant + 2 part time jobs
Housewife and mother
Housewife and mother--full-

time job!
Full-time mother

Clerical and Sales

Bank clerk
Real estate salesperson (2)
Secretary

Machine Trades

Disability--multiple
sclerosis

Bank bookkeeping clerk

Rock drilling and blasting
Patternmaker
Self-employed carpenter
Builder



WOMEN

Professional, Technical, Managerial

Graphic designer, free lance
Committee administrator
Coordinator, early childhood

education
Private music teacher
Managing owner
Substitute teacher
Optometric aide
Part-time tutor
Junior accountant
Employee relations specialist
Business owner and bank teller
Office manager
Private music teacher/singer
Self-employed - vice president,
contracting company

Service

Waitress
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MEN

Electronic technician
Real estate developer
Boeing-finance
Personnel administrator

Student and part-time
waiter
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Appendix Q: Factor Affecting Decision to Leave Teaching

Women

Yes

- The fact that there is no or little positive reinforce-
ment from parents or administrators for a job well done.

- My pregnancy was unplanned. I certainly would have con-
tinued otherwise.

An offer of full-time employment (part-time teacher)
- Had the sabbatical teacher not returned, I would have

stayed. It was a great year. I learned lots, had
super staff, great kids-high school-and really enjoyed
it. (will "possibly return to teaching")

- If they concentrated more on early (5 year old) educa-
tion--provided kindergarten. Also, if teachers were
paid better for their efforts--long hours, evening
classes, and studying all summer. Thirdly, if class-
room loads in grades K-3 were kept under 25; and
teachers were given even 2 hours per day of help
(aide time).

- Change the students
- If I hadn't been pregnant
- Perhaps one baby, not two (undiagnosed premature twins)
- If they had kept the program. I probably would have

stayed (position was eliminated).
- Make teachers feel they are trusted as adults when making

decisions (arrival, appointments); that administration
feels they are working very hard instead of (being)
negative--you must take more duties, you aren't doing
such and so.

If I could have found adequate day care for my baby. I

would have continued teaching. Day care centers
usually only accept children that are potty trained.

- More money
-Administrators who supported the staff of teachers
-A full-time high school job (half-time teacher)
- If my husband would have become the partner of another

optometrist, he would not need me to be his recep-
tionist, and I would probably be teaching.

If I could have gotten a comparable teaching position
closer to Portland area. (Also) My main reason for not
staying in teaching was the lack of respect from the
community in general for education and educators, which
manifests itself in students who have no respect for
the value of education and learning nor for their
teachers. I would like to return to teaching, but at
the post-high school level.
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- If I had had a 1/2 time job and see comment below:
Personal comments: While I believe in public education
and have many friends who are innovative educators, I
also became all too aware of the lack of quality among
some tenured teachers. (As a music specialist of a
successful program, I dealt with all the students in
the school and could quickly sense this lack from
different classes.) I would sincerely hope that in
the future, administrators take on a personal role of
helping improve the quality of teaching!

No

- Many things would have had to have improved
-At this time, I feel it is more important to be at home

with my child and to be her teacher.
- I would have left anyway because of pregnancy. (She did

not enjoy teaching--will "definitely not return")
Desire for change outweighed any negative factors (will

"possibly return")
The entire educational process would need to change for
me to consider a return to teaching.

(Being a full-time mother) seemed to be a way out, even
though not planned.

Men

Yes

- More stable program where I was working; improved
facilities. Employment at another school in district.

- Ease in securing another position. I was out of the
country all summer and had no chance to interview for
other positions. Note: I would interview for a
teaching position this coming year, but my summer
reserve activities are not complete until September,
missing the preparatory period. I intend to find a
later opening position and consider the year after.
Concerning the profession of teaching, I do not feel I
am ready to leave it yet. I recognize the need to
teach at least another year to gain perspective. I

was teaching physical sciences with my strength in the
Biological sciences. I was teaching at an intermediate
school rather than a high school.
I have been told I am a good teacher, and I feel I am.
Teaching is more of philosophical importance to me than
economic. I have other skills which earn me much more.
In my case, then, I do not feel a decision has been
reached. This period is viewed as temporary, and I
will teach one or more additional years.
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- More emphasis on teaching, less acceptance of minor
discipline, and more corrective actions placed on
student and parents

- Better backing from administration; money (During phone
conversation, this person indicated he had more than
doubled his teaching salary.)

- I was most comfortable with 1st through 4th grades. If
such a position were available, perhaps...

- Lower salary and benefit schedules
-Local control of schools and need for further education
- More openings and areas for change in my teaching field

(secondary math)
If I would have been offered a continuing contract within

the district in my major field
- Two factors: coaching positions and given a chance to

help with environmental education within district.
1) High school has a philosophy that teachers at that
level are superior to other level teachers and thus you
cannot coach unless you teach at the high school even
if you are the most qualified. 2) Working day con-
sisted of 10 classes of elementary kids, average 30
kids per class in rapid fire sessions.

-A salary structure to compensate for the educational
requirements, job demand, and the responsibilities.
There should be no tenure policy so only the strong
will survive. The education system must have stronger
management--administrators should have a bachelor's
degree in education and an MBA/administration degree.
A master's degree in education is almost a joke. An
individual can water it down to almost nothing, but
the educational system still values it highly.

No

Impossible to say, probably not
-Nothing in realm of reality
- Nothing at that point could have convinced me to stay


