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Chapter 1
INTRODUCTION

Education is a prccess of learning in which success
depends on the quality of personnel ih phe school system.
Therefore, one of the top priorities of a school system
should be the development of effective practices which
will enable it to recruit, develop, and retain productive
personnel.

From the 1930's to the 1960's, programs of school
personnel administration arose from near obscurity to
programs which included the following: placement, assign-
ment, staff development, evaluation, policy and procedure
formulatién, salary administration, record keeping, adjust-
ment counseling, negotiations, and a variety of other
activities.1 In the past decade, school personnel admin-
istration programs have become even more complex because
of legal and social factors.

Federal laws and controlling agencies have affected
personnel practices in school systems. In 1967, the Fair
Labor Standards Act, which included guidelines on minimum

wages, overtime, and equal pay programs, was made

1
American Association of School Administrators,
Profiles of the Administrative Team (Washington, D.C.,

1971), pp. 70-77.




2
applicable to school employees. In 1972, the Federal

Government amended the Civil Rights Act of 1964 to include

‘ public school employees. Title VII of this Act established
the Equal Employment Opportunity Commission (EEOC) to

assist in the enforcement of guidelines which were developed
to insure equal employment préctices for all employees.3
The Department of Labor also established the Office of
Federal Contract Compliance (OFCC) to administer government
regulations which provide equal employment opportunities in
the area of government contracting. In some areas, Affirma-
tive Action Pro&rams were required to insure fair employ-
ment practices.

Social factors in the school system have also
affected personnel programs. In recent years, the emphasis
on accountability in education has been of primary concern
to school personnel administration programs.. New activities

such as differentiated staffing, grievance procedures, and

collective negotiations have mainly been the responsibility

2
U.S. Department of Labor, Elementary and Secondary
Schools Under’the Falir Labor Standards Act, May, 1972
(Washington: Government Printing Office, 19 s pp. 3-9.

U.S. Equal Empioyment Opportunity Commission,
Affirmative Action and Equal Employment (Washington:
Governmﬁnt Printing Office, 1973), 1, U. ‘

Thompson Powers (ed.), Equal Employment Opportunity:
Compliance and Affirmative Action (Washington, D.C.:
National Association of Manufacturers and Plans for Progress,
1969), p. 17. '




of the personnel office. The increase of teacher militancy,
which has changed the entire decision-making process, has
been a chief factor in the personnél program. The expansion
of the educational program to include such areas as day-
care services, vocational training, and community education
has broadened the base of personnel programs.

The enlargement of school personnel programs and the
influence of legal and soclal factors have created the
need for school systems to review their personnel practices.
Good employee morale in a school system oftén depends on
successful development and implementation of effective
personnél services., Castetter emphasized that one of.the
best methods to use in working on new problems in personnel
administration is to adopt the best personnel practices
available.5

By 1960, expansion of ‘school personnel administration
programs necessitated the development and adoption of
national standards for personnel administration services
by the American Association of School Personnel Administra-
tion (AASPA). 1In the following decade, these national
standards were revised to meet the new legal and soclal

factors which challenged school systems in the area of

5

William B. Castetter, The Personnel Function in
Educational Administration (New York: The Macmillan
Company. 1971), p. O.
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personnel administration.

In 1972, the Kanawha County School System, located
in the vicinity of Charleston, West Virginia, completely
reorganized its personnel administration program to provide
more effective services to its employees. This study was
developed to supply the Kanawha County School System with
information on its employees' perceptions of the effective-

ness of selected personnel services.

STATEMENT OF THE PROBLEM

\

The problem of this study was twofold. The first
problem was to determine whether differences existed
between elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office-administrators in terms of their perceptions as
to the effectiveness of selected personnel services in the
Kanawha County School System. The second problem was to
determine the relationship between selected personal _
characteristics of elementary teachers, elementary princi-
© pals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System and their perceptions of the effectiveness of
selected personnel services. The following questions were

formulated a2s a guide for the development and implementation

5
Standards for School Personnel Administration
(Walnut Creek, California: 1972), p. 6.




of the study:

1.

Which personnel services
perceive as being in the
of improvement?

Which personnel services
perceive as being in the
improvement?

Which personnel services
perceive as being in the
improvement?

Which personnel services
perceive as being in the
improvement?

Which personnel services

do elementary teachers

most and least need

do elementary principals

most and 1éast need of

do secondary teachers

most and least need of

do secondary principals

most and least need of

do central office

administrators perceive as being in the most and

least need of improvement.

Which perceptions of elementary teachers, elemen-

tary principals, secondary teachers,

secondary

principals, and central office administrators

are similar regarding selected personnel services

most and least in need of improvement?

Which perceptions of elementary.teachers, elemen-

tary principals, secondary teachers, secondary

principals, and central office administrators

are different regarding selected personnel

services most and least in need of improvement?



8. What are the relationships between the personal
characteristics of the elementary teachers,
elementaryAprincipals, secondary teachers,
secondary principals, and central office admin-
istrators and their perceptions regarding
selected personnel services most and least in

need of improvement?
SIGNIFICANCE OF THE STUDY

Thie study was conducted in an attempt to pro-
vide the Kanawha County Board of Education with pertinent
information to be used in evaluating the effectiveness
of personnel services in the School System. Data were
gathered from five professional groups of employees
in the Kanawha County School System to aid the personnel
department in planning and implementing new persennél
services for county employees andlto determine which

personnel cservices currently in cperation were perceived

to be effective,
DEFINITION OF TERMS

For the purpose of this study, the following defini-

tions were formulated:

Elementary teacher, A person certified by the

state and employed on a full-time basis by the public

school system to teach students in a school which housed



grades K through six.
| Elementary principal. The individual designated

by the board of education as the chief administrative
officer in a school which housed grades K through
six.

Secondary teacher, A person certified by the state

and employed on a full-time basis by the public school
system to teach students in a school which houéed grades
seven through twelve. °

Secondary principal. The individual designated

by the board of education as the chief administrative
officer in a school which housed grades seven through

twelve.,

Central office administrator. Any person who

has the position of superintendent, associéte super-
intendent, assistant superintendent, director, coordinator,
administrative assistant, or consultant in the school
system.

Selected personnel services. Speciflc activities

engaged in by the employing agency of the school system
which were identified in the literature'and by the American
Association of School Personnel Administration as being
important to the effectiveness of school personnel admin-

istration.

Perception. An individual's interpretation of a

situation. In this study it was the interpretation of



elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators of the effectiveness of selected personnel
services in the Kanawha County School System,

Standards for school persohnel administration. A

list of goals established by the American Association of
School Personnel Administration which have been determined
to be general guidelines by which a personnel program

should be operated. The five areas of personnel administra-
tion for which these goals have been established were:

(1) organizational structure; (2) staff procurement:

(3) staff selection: (%) staff development; and (5)
conditions of service.

Personal characteristics. The selected personal

characteristics of the school personnel used in this study
were:

1. Job experience. The number of years in which

. a person had been employed in the Kanawha

County School System.

2. Educational level. The highest degree held by

the person being surveyed.
LIMITATIONS

This study was limited to the perceptions of
elementary teachers, elementary principals, secondary

teachers, secondary principals, and central office



administrators in the public schools of Kanawha County.
This study was limited to one school district. It was
assumed that the perceptions of school employees are
affected by so many internal factors that it would be
difficult to make comparisons between school districts.
In addition, all classified personnel, vice principals,
and counselors in the Kanawha County School Syéfem were

excluded from the study.
PROCEDURES FOR THE STUDY

A study of the literature was made on selected per-
sonnel services. The selected personnel services were
drawn from national standards established by the American
Association of School Personnel Administration. Empirical
data were collected from elementary teachers, elementary
principals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System. First, the data were analyzed to determine the
differences in perceptions of elementary teachers, elementary
principals, secondary peachers, secondary'principals, and
central office administrators on the effectiveness of
selected personnel services in the Kanawha County School
System. Second, the data were analyzed to determine the
relationship between selected personal characteristics of
elementary teachers, elementary principals, secondary

teachers, secondary principals,. and central office
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administrators in the Kanawha County Séhool System and
their perceptions of the effectiveness of selected personnel
services. Conclusions and implications on personnel
services for the Kanawha County School System were

generalized from the data.
ORGANIZATION OF THE STUDY

Chapter 1 contained the introduction, the statement
of the problem, and the questions of the study. The
significance of the study, limitations, and the procedures
of the study were also presented. Chapter 2 reviewed the
literature relevant to selected services of personnel
administration. The description of the research design
was presented in Chapter 3. This procedure included
population, procedures, the instrument used to collect and
process the data, and the analytical process which was
used. Chapter 4 contained the analysis and interpretation
of the data. The summary, conclusions, and implications
of the study were presented in Chapter 5. The bibliography
and the appendix completed the study.



Chapter 2
REVIEW OF THE LITERATURE AND RESEARCH

A review of the literature was conducted to determine
the views of authorities on selécted areas of school per-
sonnel administration. The areas of school personnel admin-
istration which were selected for study were drawn from
national standards (see Appendix D) which were adopted by
the most prestigious national organization in school per-
sonnel administration, the American Associaticn of School
Personnel Administration (AASPA). This Association has
been meeting more than three decades in an effort to
improve administrative services in the area of personnel
administration. In 1960, AASPA developed standards to‘
aid school systems in the improvement of theilr persohnel
programs. During the 1960's, teacher militancy, public
demand for accountabllity, increased salary and fringe
benefit demands, and schcol bond failures created the
need for school personnel prcgrams to make significant
changes. Because of these conditions, the AASPA in 1971,
approved a set of revised standards which could be used
as a gulde to improve perscnnel programs in school

systems.

Standards for School Personnel Administration
(Walnut Creek, California: 1972), pp. 5-6.

11
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The five broad areas of school personnel admin-
istration designated by AASPA were: (l) organizational

structure, (2) staff procurement, (3) staff selection, (U4)
' 2

staff development, and (5) conditions of service.
ORGANIZATIONAL - STRUCTURE

The area of organizational structure includes a
brief study of some specific duties of the board of
education, superintendeht, and chief personnel adminis-
trator in the area of personnel administration. The first
duty of a school board, according to Heald and Moore, is
the establishment of local operational policy.3 A school
system's department of personnel administration is directed
by policies which are adopted by the board of education.
Board policies Should be clearly written to insure thelr
proper execution. It is the purpose of policies to estab-
1ish the direction of the school system, but not Eo indicate
procedures necessary to implement those policies. Policy
making, policy review, and policy revision should be a

continuous process for the board of education.

2
Ibid., p. 15.

James E, Heald and Samuel A. Moore, II, The Teacher
and Administrative Relations in School Systems (New York:
The MacEillan Company, 1968), p. 112.

Ibid.

5 . .

"Roald F. Campbell and others, The Organization and
Control of American Schools (Columbus, Ohioc: Charles E.
Merri1l PubIishing Company, 1965), p. 182.
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The policies developed by a board of education pro-
vide direction to the superintendent and other staff
members. The staff members, however, mpst formulate
internal procedures. to govern their department or school
in relationship to the entire school system. Heald and
Moore defined the role of the supérintendent as the execu-
tive agent employed by the board of education and stressed
that his first major responsibility was the execution of
board policy.7

In recent years, the superintendent's position in
large s&stems has become so complex and demanding that
speclalists have been employed by the superintendent in a
varliety of areas to increase efficiency. In many of these
school districts, the superintendent has made the chief
personnel adminéstrator an integral part of his admin-
istrative team.

In 1972, in a speech to the annual convention of
school personnel administrators, Bernard W. Kaye cited

fifteen basic responsibilities of a chief personnel admin-

istrator in a school system. The second basic responsibility

[§) .
James A. Van Zwoll, School Personnel Administration
(New York: Meredith Publishing Company, 1964}, p. 12.
7

Heald and Moore, pp. 124-25.

American Assoclation of School Administrators,
Profiles of the Administrative Team (Washington, D.C.,

1971), p. 90.
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listed was:
The chief personnel administrator should have
the responsibility of seeing that there are written
personnel policies which furnish guldelines for

administrative procedures relating to personnel
matters.9

In discussing employer and employee relationships,
Van Zwoll has stressed that this relationship can best be
expressed in written policy. He stated further that
written policy assures consistency, promotes security,
and avoids the drawbacks related to expediency.lO

In order to formulate adequate personnel policies,
it is important for teachers and administrators to be
involved in the formulation procedures. Van Zwoll has
stated, "Policy formulation is most functionally a
cooperative activity.”l1 Employee involvement in policy
formulation enables the chief personnel administrator to
utilize the front-line employees in order to understand
the pertinent 1ssues and allow them to provide their
Judgments as to the best methods of meeting those issues.12
Decisions on policies and procedures are decided coopera-

13
tively to insure a balance of judgment on the 1issues.

9
Bernard W. Kaye, "The Superintendent and his Chief
Personnel Administrator: Putting it all Together" (A
paper presented to the American Association of School Admin-
istrators, Atlantic City, New Jersey, February 12-16, 1972).
10 R
Van Zwoll, p. 6. Ibid., p. 13.

1gl[bid.

13American Association of School Administrators, p. 84,
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Well-structured, written personnel policy 1s often
negated because of a failure by the personnel office to
interpret and explain the policy at regular intervals.

It is essential that the personnel office make statements
on policy and procedures avallable to all personnel.ln
Written and oral communication between the personnel depart-
ment and other employees for the interpretation of per-
sonnel policies and practices is necessary on a regular
basis.15 With continuous change related to personnel
actlions occurring in education today, it is necessary that
periodic review and revision be made on personnel policies.
Participation of employees in policy formulation and policy
evaluation adds greatly6to thelir understanding and accep-
tance of the policies.l

According to Redfern, the earliest form of school
personnel administration was record keeping.17 With the
oversupply of teachers today and the demand for effective
evaluation of employees, the record keeping process has

become an enormous job for the personnel division of a

14
Oliver R. Gibson and Herold C. Hunt, The School
Personnel Administrator(Boston: Houghton Miffilin, 1965),
p. 307.

15
6American Association of School Administrators, p. 85.
1
Gibson and Hunt, p. 367.
17

George B. Redfern, "Personnel Administration to
Motivate Faculty and Staff," School Executive's Guide
(Englewood Cliffs, New Jersey: Prentice-Hall Publisher,
1970), p. 5.
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school system., Bernard W. Kaye also cited record keeping
as one of the fifteen major areas-of responsibility for
the school personnel administrator. He noted that all
personnel records shouéd be maintained by the chief per-
sonnel administrator.l Because of the importance of
personnel records for decision making, Castetter empha-
sized that records should be protected against fire,
theft, and examination by unauthorized persons.19 In
large school districts the increased volume of data collec-
tion has required the use of automatic data processiqg.
Data processing provides fast, effective services 1n'the
collection and tabulation of data.go

Personnel operations should be conducted in a
manner that provides an effective and friendly employer-
employee relationship. Fairness to employees 1s an
important factor in staff relaﬁcions.g1 The personnel
office must deal with individuals 1n the school system in
order to understand their neceds. Gibson and Hunt empha=~
sized the fact that the personnel administrator must develop

an approach which will result "in the creative and produc-

tive performance which promotes the goals of the school and

10
Kaye, p. 12.
19

William B. Castetter, Administering the School
Personnel Program (New York: The Macmillan Company, 1962),
p. 301,

20

21

Van Zwoll, p. 37h. Ibid., p. 184,
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is satisfying to individuals."

STAFF PROCUREMENT

Recrultment of good employees should be a top
priority with any school system.- Recruitment has been
defined as a "process whereby qualified personnel are
made interested encugh in a position to apply for 1t."
The recruitment of effective, certified personnel is
important to the success of a school system. Wennerstrom
stated that '"the worth of the system depends upon the
quality of its ’ceachers{'24 Cabe agreed in noting that the
success of American education is dependent on effective
teachers.25

In order for the school personnel office to have a
successful recruitment program, there must be a systematic
plan to locate and attract highly competent employeés. A

good recruitment program should have written definitions

of each position and the gualifications which are necessary

22
Gibson and Hunt, p. 420.
23
Donald E. Davis and Neal C. Nickerson, Critical
Issues in School Personnel Administration (Chicago:
Rand Mcg"iiy and Company, 1968), p. 18.
2
Lillian Wennerstrom, ”Personnel Interdependency,"
Education, LXXV (December, 1954), p. 233.

25
Ernest W. Cabe, Jr., "The Functions of Administration -
of Educational Personnel," Education, LXXV (December,
1954), p. 218. -
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to fi1ll the position. In addition, attractive brochures
and leaflets which accurately deplct the more favorable
aspects of the school system can be helpful in the recruit-
ment process.27 To insure falr employment practices,
interviews should be conducted with all potential emplogees,
including those already employed by the school system.2
Therefore, it is necessary to post notices of vacancies so
that all individuals who are qualified can have the oppor-
tunity to apply.29 |

The application form should be adapted to meet the
needs of the school system. Some-of the essential items
in the form should be: items arranged to ald in reading
and analyzation, Instructions to secure transcripts and
certifiéation, and allocation of space for 1isting previous
employment. If the school system has data processing
equipment, the application form should.be coded for éasy
processing. Réferences can be useful to supplement the
information confained on the application form and provided

30

in the interview.

206 :
Davis and Nickerson, p. 20.
27
Jay E. Greene, School Personnel Administration
(New Yogk: Chilton Book Company, 1971), p. 104,
2
Davis and Nickerson, p. 22.
29
Harold E. Moore, The Administration of Public
School Personnel (New York: The Center for Appilied
Research In Education Inc., 1966), p. 55.
30 _
Greene, pp. 104-08.




19

STAFF SELECTION

Staff selection is the process of choosing persons
for available jobs who are competent and seem to require
the least amount of training, retraining, and supervision.
Each candidate should be required to follow the policies
established for the selection process before being consid-
ered for employment. One of the steps in the selection
process is the employment interview.B; A group interview
of the.candidate is desirable since it provides more than
one opinion on the fitness of the candidate.32 To optimize
staff cooperation in the selection process, the individﬁal
who will be responsible for the new empldyee should be
involved in the final decision for employment.33

In order for the selection process to be successful,
the board of education should adopt policies which will
guide the employment process and place itself in a position
to éppggve recommendations of the superintendent and his
staff. Another important factor in the selection process
1s the health examination. Some school systems have their
own physicians examine the applicants or require another-

physician to complete the examination using an established

form, In order to maintain the health standards of school
31 32
Moore, pp. 40-L2, lDavis and Nickerson, p. 30.
33 34
Gibson and Hunt,p.166. Moore, p. 1
35

Greene, p. 144,
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employees, post-employment examinations should be required
as a condition of employment;36

Even before employment, it is customary to require
evidence that the candidate has acquired ccertification or
licensing required by law and esscntial for the position.37
This helps insure falrness of evaluation during the proba-
tionary period. Other measures which should be taken by
the organization during the probationary period to promote
the performance of employecs are effective orientation,
developmental inservice programs, systematic appraisal
procedures, and counseling sessions for job adjustment.

Transfer is the shift of an employee to a job of
equal status, pay, and responsibility in the school
system.39 Clearly written policy should be"availableuto
all staff members for making or requesting transfers. °
The primary reason for transfer should be to improvée the
operation or efficienc& of the school system. A corollary
to that factor is placement of the employee where he can
best fulfill his own objeci:ives.Lll No transfer should be

made arbitrarily or vindictively. Causes for transfer

30
Van Zwoll, p. 318.

37
William B, Castetter, The Personnel Function in
Educational Administration (New York: The MacmilTlan

Company, 1971), p. 210,
38 39

Ibid., p. 306. Van Zwoll, p. 266.
iTe) Ly
Moore, p. 53. Van Zwoll, p. 267.
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should be reasonable and should Ee understood by the
2
parties involved 1in the process.

STAFF DEVELOPMENT

Orientation, inservice education, appraisal, and
morale are all functions of staff development. Orientation
1s the process by which the individual becomes aware of the
various aspects of his 5ﬁh001 employment and the implica-
tions of his assignment. ] Cabe emphasized that a school
system owes a new teacher a well-organized plan of orienta-
tion. e said:

Unless we have an organized plan of induction,

. the problems of the new teacher can easily be

overlooked or remain undiscovered during the

critical period when habits and attitudes...are

being formed.ll .
The orientation program should be structured so that it 1is
a continuous process throughout the year. Because mﬁch of
the induction process goes on in the school where the .
teacher is employed, the principal and professional staff
should orient the new teacher to the school p:r'ogram.b'5 A
well-structured orientation program should supply the new
employee with helpful literature, such as a handbook which
includes the school's philosophy, obﬂgctives, regulations,

schedules, and methods of operation.

L] 43

Moore, p. 52 Van Zwoll, p. 135.
Iy hs
u6Cabe, p. 221. Moore, pp. 46-7.

Van Zwoll, p. 139.
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The implementation of a sound inservice program 1is
an important phase of employee development. In addition,
employee involvement in the development of the 1nservice
program is vital to 1ts success. Harris and Bessent
stressed that in the inservice program "from initial
planning to final evaluation, the staff members must be
intimately involved in the activities of a program in a
meaningful way."u Louls J. Rubin emphasized that teachers
in thé inservice education program are ggwerful instruments
in attacking real educational prpblems. Teachers and
staff members should be involved in the development and
implementation of inservice education. The personnel
department has the responsibility to see that personnel
development serves the best interest of the school system;
therefore, its role should be one of cooperation with
other depﬁgtments in the coordination of various inservice
programs.

Employee appraisal is a significant aspect of
employee development. According to Lewls, teacher appraisal

is the judgment by one or more educators of the manner in

b
Ben M. Harris, et. al., Inservice Education: A
Guide to Better Practice (Englewood Cliffs, New Jersey:
Prentiﬁg Hall Inc., 1969), p. 9.

Louis J. Rubin (ed.), Improving Inservice Education
(Bostoa: Allyn and Bacon Iné., 1971), p. 13.

Gibson and Hunt, p. 225.
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which the teacher fulfi}ls his professional responsibilities
in the school district.)o The planning of the appraisal
program should be a cooperative effort between representa-
tives of employees and eniployers.51 One of the major
prerequisites of the evaluation program is that the eval-
uator and the evaluatee know the objectives of the program
and base the evaluation on the fulfillment of those
ob.jectives.52

Lewis emphasized that the most éignificant phase
of the appralsal program is the post-appraisal conference.
He stressed the fact that the teacher and the administrator
should review the appraisal form before the conferenée.53
During the conference, the evaluator and the evaluatee
discuss the evaluation; moreover, if bﬁth agree on the
dssessment, they sign the instrument.5 Rose felt that
most teachers would welcome evaluation "if the major focus
is on improving teaching rather than on inspectorial fault-

finding; if the information produced is meaningful and

50
James Lewis, Jr., Appraising Teacher Performance
(New York: Parker Publishing Company Inc., 1973), p. 23.
51 ’
Jerry J. Herman, Developing an Effective School
Evaluation Program (New York: Parker Publishing Company

Inc., 1973), p. 11
52 53
Ibid., pp. 70-1. Lewis, pp. 31-2.

s5h
Staynor Brighton and Gale Rose, Increasing Your
Accuracy in Teacher Evaluation (Englewood Cliffs, New
Jersey: Prentice-Hall Inc., 1965), p. U49.
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55

useful to the teacher...."

The administrator appraisal program is much like the
teacher appraisal program. A pre-appraisal planning con-
ference should be held between the appraiser and appraisee
to explain the appraisal process. Next, the appraiser
observes the performance of the appralsee; at the same time,
the appraisee makes a self—appraisal. A performance pro-
gress review conference 1s held to exchange information
relating to performance. The appraiser and the appraisee
establish an individual development program to work toward
the resolut%on of problems which are noted in the
appraisal.5

One of the major responsibilities of the personnel
administrator 1s to develop and retain high morale among
employees.A Promotion practices are a significant part
of personnel administration, and they have a definite |
affect on staff morale. Notices of all vacancles should
be posted so that qualified personnel have the opportunity

to apply for promotions. A school system should have a

55 :
Gale W. Rose, "Establish and Maintain an Effective
Teacher Evaluation Program," School Executive's Guide
(Englewood Cliffs, New Jersey: Prentice-Hall Inc., 1970),

. 67.
p 56

William B. Castetter and Richard S. Heisler,
Appraising and Improving the Performance of School Admin-
istration Personnel (University of Pennsylvania, Graduate
School of Education, 1971), p. 38.

' Castetter, The Personnel Function in Educational
Administration, p. 323.
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systematic promotional policy which includes in its process
the early idgntification of those potentially qualified for
promotions.5 This promotion policy should be organized
so that promotions are based on merit and’achievement.59

Another important phase of staff morale 1s counseling. The
employee should have the freedom to approach administrators

60
for help and counsel,.

CONDITIONS OF SERVICE

The broad area in personnel administration which 1is
entitled conditions of service includes the fringe benefit
programs, leaves of absence, salary schedules, job descrip-
tions, grievance procedures, employee resignations, and
employee terminations.

One of the major purposes of a good fringe benefit
program in a-school system 1s recruiting and retainihg
good employees. Most fringe benefit programs contain 6
various forms of group insurance for school personnel, .
Recently, credit unions and tax sheltered anngitiés have
developed as part of fringe benefit programs. ¢ By 1946,

all states had a teacher retirement program. Although the

56 9 -
Moore, pp. 54-5. ¢ Gibson and Hunt, p. M23.
0 : 1 .

. Van Zwoll, pp.171,185. Greene, pp. 240, 255.
2

Percy E. Burrup, The Teacher and the Public School
S%stem (New York: Harper & Row Publishers, 1972), pp.
3 5‘ .
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state retirement programs vary, one of the major character-
istics is that membership is required for all new teachers.63
The role of the personnel office in the retirement process

is to estagiish a program which will be adequate for all
employees.

Another necessary part of the general area of
conditions of service for.the employee is the leave of
absence regulations. Leave of absence plans are develqped
to improve employment conditions, to increase productiwity,
and to develop job satisfaction. Every school district
needs leave policies and procedures for pcrsonncl.65 In
many school districts, the office of school personnel
administration provides limited professional leave without
sacrifice of pay for the attendance at professional con-
ferences, conventions, and other activities. At times,
the leave policy is not invoked, but personnel are allowed
to improve themselves by visitation to other schools.
Personal leaves are provided in some school systems today,
and these leaves include such areas as family illness,
paternity, religious holidays, and emergencies., The policy

concerning leaves should be as specific as possible; never-

theless, the employec's immediate supervisor should be

b3 6U
Ibid., p. 359. Gibson and Hunt, p. 312,

Castetter, The Personnel Function in Educational
Administration, pp. 286-87.
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allowed to consider special requests for a leave.

One of the major concerns of the employee 1s his
salary. The moét essential factors in determining the
salary schedule for employees are yeags of experience,
preparation, and professional growth. = Since there is
no area more sensitive than salary administration, it 1is the
responsibility of the personnel department to identify
deficiencigs in the salary schedule and to propose
revisions. ° Salary compensation policy guides should be
developed in local school districts. One of the policies
should require position descriptions for use in the deter-
mination of a salary. The position specifications should
include not only purposes, duties, and relationships of
the position, but also results which are expected from the
employee in the position.7o In order for 'a school system
to recruit and retain competent employees, the salary

schedule must be competitive with other school systems and
businesses in the locality.

616}
Van Zwoll, pp. 359-60.

: Eric F. Rhodes, "Determining Practical Salary
‘Schedulgg," School Executive's Guide, p. 124.

American Association of School Administrators,p.83.

Castetter, The Personnel Function in Educational
Administration, p. 126.
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Tbid., p. 204,
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In the past decade, teachers have organized to
such a degrec that many school systems have developed
grievance procedures to insure a system of local due
process for employees. A grievance has been defined as
an alleged violation, misinterpretation, or misapplicétion
of personnel policies or nonwritten policy which has been
practiced in the past.71 Grievance procedures provide a
system of appeals designed to assurec equity in the imple-
mentation of board policies.72 The theory of the grievance
procedure implies that the problem should be handled first
by the supervisor who is closest to its-origin.73 Admin-
istrator and employece Eepresentatives should establish
grievance procedures.7 Furthermore, these procedures
should be clearly stated so that the employee and hi'?5

superior know what is to be done, when, and by whom.

71

Frank W. Lutz, et. al. Grievances and Their
Resolutions (Danville, Illinois: The Interstate Printers
and Publishers Inc., 1967), p. T4.

72
Ibid., p. 73.
73

Charles T. Schmidt, Jr., et. al. A Guide to
Collective Negotiations in Education (East Lansing,
Michigan& Social Science Research Bureau, 1967), p. 69.
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David A. Pyle, Jr. "Grievance Frocedures,"
Professional Negotlations and the Principalship (Washington,
D.C.: National Education Association, 1969), pp. 189-90.

75

Myron Lieberman and Michael H. Moskow, Collective
Negotiations for Teachers (Chicago: Rand McNally and
Company, 1966), p., 360.
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Procedures should be distributed to.all personnel in
written form, and every person should be aware of successive
steps of appeal to the higher levels of authority.76
Grievances should be settled as quickly as possible because
dissatisfaction may spread to other employees. The
success of any grievance procedure depends on good proce-
dural operations. Steps should bé established and
followed from the origin of all complaints to the settle-
ment of the grievance with an effort to improve the
efficiency of the procedure.78

State laws and school board policies usually provide
guldelines for separation policies such as resignation and
termination. Most resignations are voluntary and are based
on just reasons. However, at times a resignation ig
demanded due to the lack of a desire to go through dis-
missal proceedings.79 The exit interview has been imple-
mented to determine reasons for resignation and to identify
any matters related to the resignation which might require

80
attention.

70
Lutz, p. 75. .
77
John E. Massey, "Contract Administration and .
Grievance Procedures,”" The Collective Dilemma: Negotiations
in Education, Patrick W, Cariton and Harold I. Goodwin (eds.)
(Worthington, Ohio: Charles A. Jones Publishing Co., 1969),
p. 215. :
78 79
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Termination of an employee is a serious step which
should oniy be taken after a continuous appraisal of the
individual recveals that he has not performed adequately.
Counseling and guidance services should be available to-

personnel to help them overcome weaknesses which are cited

31
in the appraisal. A teacher who is being dismissed
should be prbvided, by certified mail, a written stgtement
. 2
of all charges and the time and place of a hearing. In

order to avoid problems, school boards and educational
administrators should abide by guideéines on teacher

dismissal estahlished by state laws.
SUMMARY

The review of the literature and research was
presented on seiccted personnel scrvices which were drawn
from national standards adopted by AASPA. One of the most
significant aspects of school personnel administration
which prevailed in the literature was that the employee

or a representative should be involved in the development,

51
Castetter, The Personnel Function in Educational
Adminisgratgon, p. 326.
52
Hendrik C. de Bruin, "Due Process: Rights of the
Non-Tenured Teacher," The Clearing louse, XLV (February,
1971), 371.
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John C., Davis, "Legal Trends in Teacher Dismissal
Procedures," NASSP Bulletin, LV, (December, 1971), 55.
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initiation, and revision of the personnel services which
are provided by a school system.

In the study, the duties of members of a board of
education, a superintendent of schools, and a chief per-
sonnel administrator in the area -of personnel administfation
were explored. Operational definitions for such terms as
recruitment, grievance, teacher appraisal, employee orienta-
tion, and staff selection were presented. The examination
of the literature and research established that there
were specific personnel services, within the five broad
areas of school personnel administration, which'optimized

the success of a personnel program.



Chapter 3
RESEARCH PROCEDURES

In this study descriptive research describes the
type of general procedures which were utilized to complete
the work. The specific classification of the type of
descriptive research employed in this study was survey
'research. Carter Good emphasized that descriptive-survey
investigations have these two obJectives; to collect
evidence on current conditions of a situation and to identify
standards with which to compare present conditions so that’
the future might be charted.l The purpoée of this study
was to determine whether differences exist between
elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators in terms of their perceptions as to the effective-
ness of selectgd personnel services in the Kanawha County
School System. The study was also undertaken to determine
the relationship between selected personal characteristics
of elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators in Kanawha County and their perceptions of the

effectiveness of selected personnel services. National

1
Carter V. Good, Essentials of Educational Research
(New York: Appleton-Century-Crofts, 1972), p. 208.

32
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standards on personnel administration adopted by the
American Association of School Personnel Administration
were selected for use in the study.

To accomplish the purposes of this study, the
following research procedures were utilized. Populations
were identified for the study, and existing cénditions
were described as they related to data collection.
Sampling procedures were reviewed to insure adequate
returns. The instrument for data collection was con-
structed and reviewed by a‘group of experts, and their
recommended changes were implemented. The instrument
was mailed to each person selected in the population.
After the questionnaires Qere returned, the data were
analyzed, tabulated, and recorded. The data were analyzed
by using data processing equipment, and the statistical
procedures utilized were frequency distributions, pef~
éentages, means, chi squares, and Pearson Product Moment
Correlation Coefficients. The preceding research procedures

provided the basis for the development of the study.
POPULATION

The source of data for this study was the population
composed of elementary teachers, elementary principals,
secondary teachers, secondary principals, and central office
administrators employed by the Kanawha County School System
during the 1974-75 school year. Teachers included all
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persons ceftified by the state and employed by the Kanawha
County School System to teach students. Principals were
individuals identified by the Board of Education as chief
administrators in the schools. Teachers and principals
were classified as being employed in én elementary or
secondary school. The elementary category included
teachers and principals who worked primarily with students
enrolled in grades K through six. The secondary category
included teachers and principals who worked primarily:with
students enrolled in grades seven through twelve. Central
office administrators included any person employed by the
School System 1n the position of superintendent, associate
superintendent, assistant superintendent, director, coordi-
nator, administrative assistant, or consultant.

The total population of the study was 2,436. This
Included 2,230 teachers and 112 principals. In these two
categories were 1,045 elementary teachers, 1,185 secondary
teachers, 78 elementary principals. and 34 secondary
principals. There were also 94 central office administra-

tors in the population.
SAMPLING PROCEDURES

The total population of elementary and secondary
principals was used for the study. The Kanawha County School
System had 112 principals employed in the 1974-75 school

year, The entire classification of employees identified as
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central office administrators was also surveyed for this
study. This employee classification totaled 94,

A stratified random selection was made of the
elementary and secondary teachers identified in the popula-
tion. A table of random numbers was utilized, and the
table was entered in an unsystematic manner. Ary and
others noted that the major advantage to stratified random
sampling was that it guaranteed representation of defined
groups in the population. These authors also stressed
that in descriptive research, a ten to twenty percent of
the accessible population should be used for the sample.2
In this study ten percent of the elementary teachers (1,0U45)
and secondary teachers (1,185) were randomly selected and
surveyed. The teacher sample consisted of 105 elementary

teachers and 119 secondary teachers. Therefore, the total

number of teachers surveyed was 224,
DATA COLLECTION

Conditions

The conditions at the time of data collection in
the study were:
1. In 1971, AASPA adopted a newly revised set of

national standards which could be used by

2

Donald Ary, et. al., Introduction to Research in
Education (New York: Holt, Rinehart and Winston, 1972),
p. 167.
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school systems to improve their personnel
administration programs.

2. During the 1972-73 school year, the Kanawha
County School System implemented numerous
changes in the personnel administration program
in an attempt to deliver more effective services
to employees.

3. In 1974-75, the Kanawha County School System
employed over 2,000 professional employees;
nevertheless, the personnel depértment did not
have information concerning these employees'
perceptions of the personnel administration

program,

Instrument

One self-report questionnaire was developed to
gather pertinent information from randomly selected
teacheré, all principals, and all central office admin-
istrators in the Kanawha Colunty School System. (see
Appendix C) The questionnaire was organized in two
sections. Section A of the questionnaire was constructed
to gather data on personal characteristics of the
elementary teachers, elementary principals,. secondary
teachers, secondary principals, and central office
administrators who were selected for the study. Section

B of the questionnaire was developed to determine the
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perceptions of elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office administrators as to the effectiveness of selected
personnel services in the Kanawha County School System,
Section B}required the selected participants to check

the responses which best described their perceptions of
the effectiveness of personnel services. The range of
possible responses was as follows: (a) not present;

(b) weakly present; (c) adequately present; and (d)
strongly present. In Section B the subjects were also
asked to rate the importance of each personnel service.
The range of possible responses was as follows: (a) low
importance; (b) average importance; and (c) high
importance.

The questionnaire was develobed from selected
personnel services identified by national standards.
adopted by AASPA and the survey of pertinent literature.
Experts in the filelds of educational research, education
administration, and curriculum and instruction reviewed
the questionnaire and changes were'recommended. In
addition, the Superintendent and Assistant Superintendent
in charge of Personnel in the Kanawha County School Syétem
reviewed the questionnaire and made recommendations to
improve its adaptability to the Kanawha County School System.
Recommended changes were made in the questionnaire, and

it was reproduced for the survey.
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Procedures

The self-report questionnaire was mailed on March
5, 1975, with a cover letter and a self-addressed return
envelope. The questionnaire packeta were sent through
the Kanawha County School System's mail service. On
April 2, 1975, follow-up letters, with a copy of the
questionnaire, were sent to the population to increase
the percentage of completed questionnaires.

After the questionnaires were returned, the data
were given to a keypunch operator for tabulation on
cards. The returns were charted on a daily basis, and. "

the survey was concluded on April 25, 1975.
DATA PROCESSING

The data cards were submitted to the computer
center for the information to be processed by use of the
following statistical téchniques: frequency distribution,
percentage, mean, chl square, and the Pearson Product
Moment (P-P-M) Correlation Coefficient. The statistical
techniques were provided by using the computer program
entitled Statistical Package for the Social Sciences (SPSS)?
The SPSS program recorded the frequency and percentage

of responses for all subjects in the study according to

Norman Nie, Statistical Package for the Social
Sciences (New York: McGraw-Hill Book Company, 1970),
pp. 115-151. :
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their present classification of employment. The SPSS
program also computed the mean of each item which indi-
cated the importance of each service to the five groups
surveyed. The results of the frequency distributions,
percentages, and the means provided the data to answer
questions one through six in the study.

The SPSS program was also used to calculate the
chi square of each item, This statistic was used to
determine whether the response on each item was independent
of the group to which the respondent belonged (alpha = ,01).
These data were used to provide the information}needed to
answer question seven in the study.

The SPSS program was also used to compute the
P-P-M Correlation Coefficient on each item. This
statistic was used to determine 1f a relationship existed
between responses of the groups surveyed and the selected
personal characteristics of the subjects in the study.

A correlation coefficient of t.30 was required to
indicate whether the relationship between a personal
characteristic and the responses of the groups was of any
practical importance, in addition to the statistical

significance. These data were used to answer question

T
Ibido, ppo 115"250

Ibid., pp. 143-51.



Chapter 4
RESULTS OF THE STUDY

The results of the study were organized and pre-
sented in accordance with the dual purpose of the study
and the eight pertinent questions. The first purpose
of the study was to determine whether differences existed
between elementary teachers, elementary principals,
.secondary teachers, secondary principsals, and central
office administrators in terms of their perceptions as to
the effectiveness of selected personnel services in the
Kanéwha~County School System. Seven questions were
developed to facilitate this part of:the study. The
second purpose was to determine the relationship between
selected personal characteristics of elementary teachers,
elementary principals, secondary teachers, secondary
princinals. ~nd central office administretors in the
Kanawhna County School System and their perceptions of
the effectiveness of selected personnel servicesf One
question was formulnted to frcilitate the second part of
the study.

The population of the study was composed of teachers,
principals, and central office administrators in the
Kanawha County School System during the 1974-75 academic

school year, There were 2,230 teachers. 112 principals,

ho
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and 94 central office administrators in the total population
of the study. A stratified random sample was selected

which contained 105 elementary teachers and 119 secondary
teachers. All of the 78 elementary principals, 34 secondary
principals, and 94 central office administrators were - -
selected for the study. All subjects in the study were sent
a questionnaire to collect empirical data which were used to
answer the questions developed for the study. Responding to
the survey were sixty-six percent of the elementary teachers,
seventy-two percent of the elementary principals, seventy-
six percent of the secondary teachérs, eighty-eight percent
of the secondary principals, and seventy-six percent of the
central office administrators. (see Appendix E)

The data from the questionnaire were recorded and
analyzed to produce the results of the study. A frequency
distribution and percentage analysis were computed through
the SPSS computer program.l Before the responses were
recorded, an arbitrary decision was made to note any
personnel service which received a sixty-six percent rating
of "stfongly present” or "adequately present." These per-
sonnel services were cited for least improvement. In the
same manner, a sixty-six percent response on a personnelAser-

vice in the section marked "not present" or "weakly present"

1

Norman Nie, Statistical Package for the Social
Sciences (New York: McGraw-HI1I Eoo% Company, 1970),
pp. 115-25.
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indicated a strong need for improvement. (see Appendix C)
The personnel services most and least in need of improve-
ment were identified according to the responses of each
group surveyed. Next, the pefcentages of responses were
reviewed to determine which groups responded similarly

to the personnel services, The persons surveyed were also
asked to rate the importance of each personnel service.
The mean was tabulated on each item by using the SPSS
computer program.2 The levels of importance of the means
which were arbitrarily established were: 1items which
showed a mean 2.50-3.00 were deemed to be of high importance;
items which showed a mean 1.50-2.49 were considered of
average importance; and items which showed a mean of less
than 1.50 were considered to be of low importance.

The next research procedure employed was the chi
square, again using the SPSS computer program. The signi-
ficant chl squares were identified for each item. (alpha =
.01) This statistical procesé indicated which responses
were not independent, but rather, depgndent on group
membership. Since the résponses were dependent on group
membership, this indicated that different groups responded
ﬁifferently to the items which were significant.

The last research procedure employed was the Pearson

2
Ibid., pp. 143-51.
3

Ibido, ppo 115"?50
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Product Moment (P-P-M)uCorrelation Coefficient, using the
SPSS computer program. This statistical process was used
to determine the extent to which a relationship existed
between selected personal characteristics of the groups
surveyed and their perceptions of the personnel services.
An arbitrary decision was made to establish a correlation
coefficient of t.30 or greater as being the level which
would indicate a significant correlation. The results of
the statistical procedures constitute the findings of this
study.
EMPLOYEFES' PERCEPTIONS OF SELECTED
PERSONNEL SERVICES

The frequency and percentage of responses by the
elementary teachers, elementary principals, secondary
“teachers, secondary principals, and central office admin-
istrators in the Kanawha County School System are presented
in Tables 1 through 25. 1In each table, the total number
of subjects, the number responding, and the percentage of
responses for each grcup of employees surveyed are shown.
Tﬁe possible choices of responses are given below the tables.
In the tables, the personnel services to which sixty-six
percent of the group responded "not present" or "weakly pre-
sent" are indicated as being in the most need of improve-

ment. In the same manner, 1f sixty-six percent of the group

i
Ibid., pp. 143-51.
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surveyed responded that the personnel service was

"strongly present," the service

"adequately present" or
was considered to be in the least need of improvement.
Circled are items in the most and least need of improve-
ment. The personnel services are presented according to
the following five aréas of personnel administration:

organizational structure, staff procurement, staff

selection, staff development, and conditions of service,.

Question Number One

Which personnel services do elementary teachers
perceive as being in the most and least need of improve-

ment ?

Organizational structure, The frequency and per-

centage of responses on selected personneliservices in the
area of organizational structure by the elementary feachers
in the Kanawha County School System are presented in Table
1. The results in Table 1 indicate that elementary teachers
perceived item six as most in need of improvement. This
item emphasized the review and revision .of personnel
policies by employees. 1In the same Table, elementary
teachers' responses indicate that personnel services in
items one, three, and seven were least in need of improve-
ment. Item one concerned the board of education's
development of general operational policies for the

personnel department, and item three stressed the
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superintendent's inclusion of the chief personnel admin-
istrator on his administrative team. Item seven indicated
that the personnel department should have responsibility

for all personnel records.

Staff procurement. The frequency and percentage of

responses on selected personnel services in the area of

staff procurement by the elementary teachers in the Kanawha.
County School System are presented in Table 2. No per--
sonnel service in this area was considered to be in need

of improvement by these teachers. The two services which
were rated in least need of improvement were explained in
items three and five. These two services dealt respectively
with the improvement of the recruitment process by collecting
information through personal interviews and a good appli-

cation form.

Staff Belection. The frequency and percentage of

responses on selected personnel services in the area of
staff selection by the elementary teachers in the Kanawha
County School System are presented in Table 3. There were
no personnel sérvices inithis area cited for needing
improvement. The personnel services described in items
two, four, and five received a significant positive
regponse by these teachers which indicated that those
services were in the least need of improvement. The

services included written appraisals during the
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Table 1

Elementary Teachers' Responses to
Selected Personnel Services in
Organizational Structure*

Number Surveyed | 105
Number Responded 69
Percent Responded 66%
Responses A B C D , A% B% C% D%
1 1 36 15 6 20 **
2 h 20 31 14 6 29 lg 20
I 3 9 1+ 32 1 13 20
T A 12 22 25 10 17 32 36 15
E 5 11 29 22 7 16 42 32 10
M5 5p 3o 10 3 17 I
s 7 2 8 32 27 312
8 14 17 ok 14 20 25 35 20
9 17 25 13 20 25 36 19
10 h 25 28 12 6 36 iy 17

*Responses are defined as follows:

A = Not present

B = Weakly present

C - Adequately present
D - Strongly present

¥¥Circled are A and B or C and D responses which total more
than 65%
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Table 2

Elementary Teachers' Responses to
Selected Ferscnnel Services in
Staff Prccurement*

Number Surveyed 105
Number Responded 69
Percent Responded _ 66%
Responses A B C D A% B% C% D%
I 1 15 17 26 11 22 ol 38 16
T 2 14 20 21 14 20 29 31 20
E 3 N1 22 32 6 16 (32 LB
M- b 14 °5 17 13 20 36 25 19
s 5 nooon 23 38 6 6
*Responses are defined as follows:

A = Not present

B - Weakly present

C = Adequately present

D = Strongly present

*¥Circled are A and B or C and D responses which total more

than

65%
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probationary period, proper employee placement, and

periodic health examinations.

Staff development. The frequency and percentage of

responses on selected personnel services in the area of
staff development by the elementary teachers in the Kanawha
County School System are presented in Table 4. The three
personnel services in this area which received responses
noting a need for improvement were items one, two, and
eleven. Item one indicated a need for a yearly orientation
program. Item two emphasized that the proper personnel
should conduct the orientation program in order to make it
relevant. Item eleven concerned employment counseling.

The one persocnnel service which was rated as being in the
least need of improvement was item four, employee utiliza=-

tion in developing inservice programs,

Conditions of service. The frequency and percentage

of responses on seleéted personnel services in the area of
conditions of service by elementary teachers in the Kanawha
County School System are presented in Table 5. The exit
interview process, described in item fifteen, was ildentified
as the only area where there is need for improvement.

There are four personnel services in this area which were
considered effective. Item two, group insurance, was

rated extremely high. Item three, tax sheltered annuities

and credit plans, also received a strong positive rating.
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Table 3

Elementary Teachers' Responses to
Selected Personnel Services in
Staff Selection*

Number Surveyed 105
Number Responded | 69
Percent Responded ' 66%
Responses A B o D A% B% C% D%

1 13 13 28 15 19 19 ko 22
I 2 7 13 25 24 10 19 »*
T 3 9 21 ok 15 13 30 35 20
E b 6 1 37 12 2 20
M 5 > 5 19 4n 3 6
S 6 20 16 23 10 29 23 33 15

7 15 22 U 8 22 32 35 11

8 11 22 29 7 16 32 hp 10

*Responses are defined as follows:

A - Not present

B -~ Weakly present

C - Adequately present
D = Strongly present

¥*Circled are A and B or C and D responses which total more
than 65%
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Table U

50

Responses to

Selected Personnel Services in
Staff Development*

Number Surveyed 105
Number Responded 69
Percent Responded 66%
Responses A B C D A% B% C% D%
1 23 29 14 3 ** 20 5
> 21 27 18 3 26 It
3 16 18 27 8 23 26 39 12
I 4 |5 13 3 19 7 19
T 5 16 23 22 8 23 33 32 12
E 6 8 22 o8 11 12 32 4o 16
M 7 19 25 23 2 28 36 33 3
S 8 13 12 23 21 19 17 33 31
9 14 26 22 7 20 38 32 10
10 19 15 28 7 27 22 iy} 10
11 20 30 17 2 25 3

¥*Responses are defined as follows:

A = Not present

B - Weakly present

C = Adequately present

D = Strongly present

**Circled are A and B or C and D responses which total more

than 65%
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In item eight, the personnel department was recognized
for allowing immediate supervisors to granf personal leave,
Last, the elementary teachers responded in item nine that
the salary schedule was based on qualifications, performance,
and experience,

In conclusion, the elementary teachers indicated
very little need of improvement on personnel services in
the areas of organizational structure, staff procurement,
staff selection, and conditions of service. In staff
development, this group of employees did cite four of the

personnel services as being in need of improvement.

Question Number Two

Which personnel services do elementary principals
perceive as being in the most and least need of improve-
ment?

Organizational structure. The frequency and

percentage of responses on selected personnel services

in the area of organizational structure by the elementary
principals in the Kanawha County School System are pre-
sented in Table 6. Table 6 shows that the principals
believed that item six, employee review and revision of
personnel policies, was in the most need of improvement.
This group responded positively in items one and two that
the board of education developed operational policies

for the personnel department, and the superintendent



52

Table 5

Elementary Teachers' Responses to
Selected Personnel Services in
Conditions of Service*

Number Surveyed 105
Number Responded 69
Percent Responded 66%
Responses A B C D A% B% C% D%
1 12 22 24 11 17 32 35 16
2 1 0 15 53 1 o (2___1D*
3 2 4y 2k 39 3 6
I 9 22 19 19 13 31 28 28
5 I 25 25 15 6 36 36 22
1 6 12 13 27 17 17 19 39 25
T 7 u 20 18 27 6 29 26 39 .
E 8 7 6 26 30 10 9 _
M9 9 12 20 28 13 17
s 10 9 18 28 1 13 26 4 20
1m |17 23 23 6 25 33 33 9
12 14 20 23 12 20 29 33 18
13 18 25 19 7 26 36 28 10
1 |16 22 23 23 32 33 12
15 30 18 18 3 @ 26 L
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Table 5 (continued)

Number Surveyed 105
Number Responded 69
Percent Responded 66%
Responses A B C D A% B% C% D%
% 16 21 17 23 8 30 25 33 12

§ 170 |15 19 19 16 21 28 28 23

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

*¥*¥Circled are A and B or C and D responses which total more

than 65%
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executed these policies. This group also noted in item
three thét the chief personnel administrator was an integral
part of the superintendent's team. In items seven and
eight, the personnel department was credited with main-

taining all employees' records in a safe manner.

Staff procurement. The frequency and percentage

of responses on selected personnel services in the area
of staff procurement by the elementary principals in
the Kanawha County School System are presented in Table
T. The principals did not cite a personnel service in
need of improvement in this area., These principals
indicated that items one, three, and five were in the
least neeﬁ of improvement. Item one was the service
indicating that written job descriptions were used in
the recruitment process. Items three and five respec-
tively dealt with providing personal interviews for
employment and developing an effective application

form.

Staff selection. The frequency and percentage of

responses on selecﬁed personnel services in the area of
staff selection by the elementary principals in the
Kanawha County School System are presented in Table 8.
These principals did not indicate a service in need of
improvement in this area. This group indicated a positive

response to items two, four, five, and eight which dealt
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Elementary Principals' Responses to
Selected Personnel Services in

Organizational Structure*

Number Surveyved 78
Number Responded 56
Percent Responded T72%
Responses A B C D A% B% Ch D%
1 3 12 30 1 5 21 (Gh___e0)
2 12 27 13 7 o2
13 3 7 19 27 5 13
T 4 3 28 20 5 5 50 36 9
E 5 2 25 26 3 I hg L6 5
M6 7 31 15 3 (@35 7. 5
s 7 o 3 25 28 o 5 (@5 50
8 nooo11 eh 17 7 20
9 no17 20 15 7 30 36 27
10 3 19 ol 10 5 34 b3 18

*¥Responses are defined as follows:

A = Not present

B
C
D

!

il

il

¥*¥Circled are A and B or C and D responses

than 65%

Weakly present
Adequately present
Strongly present

which total more
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Table 7

Elementary Principals' Responses to
Selected Personnel Services in
Staff Procurement*

Number Surveyed ' 78
Number Responded | 56
Percent Responded T2%
Responses A B C D A% B% C% D%
11 8 11 26 11 14 20 (@6__ 20+
T 2 11 18 21 6 20 32 37 11

E 3 I 5 22 25 7 9 (oI5
M h 6 16 17 17 11 29 30 30

s 5 2 2 25 21 AN

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

¥¥Circled are A and B or C and D responses which total more
than 65%
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with probationary apprailsals, employee assignments,
periodic health examinations, and employee transfer

clearance respectively.

Staff development, The frequency and percentage

of responses on selected personnel services in the area of
staff development by the elementary school principals in
the Kanawha County School System are shown in Table 9,
This group cited for improvement items one, ten, and eleven,
Their responses indicated that the yearly orientation pro-
gram, the promotional procedures, and the employment
counseling were ineffective. In Table 9, it is shown that
the'elementary principals responded that there were two
effective services In this area., These were presented in
items four and eight which were the utilization of
employees in the inservice programs and the availability

of the appraisal form to the employee.

Conditions of service., The frequency and percentage
of responses on selected personnel services in the area of
conditions of service by the elementary principais in the
Kanawha County School System are presented in Table 10,

The principals did not identify any servicevin need of
improvement in thils area. The responses in Table 10
indicated a positive feeling toward the majority of
services in this area. The principals responded posi-

tively to items one through nine. These services dealt
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Table 8

Elementary Principals' Responses to
Selected Personnel Services in

Staff Selection *

Number Surveyed

Number Responded

Percent Responded

N
(O)Y

Responses A B C D A% B% C% D%

1 7 19 20 10 12 3 36 18
I 2 6 6 23 21 11 11 *
T 3 2 23 23 8 h h b1 14
E & 5 9 29 13 9 16
M 5 |4 5 13 3 7 9
S 6 10 15 23 8 18 27 b 14

7 b 19 25 8 7 3L us 14

8 3 11 35 7 5 20

*Responses are defined as follows:

A - Not present

B := Weakly present

C = Adequately present

D

*¥Circled are A and B or C and D responses

than 65%

Strongly present

which total more
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Table 9

Elementary Principals' Responses to
_ Selected Personnel Services in
Staff Development*

Number Surveyed 78
Number Responded 56
Percent Respcnded 72%
Responses A B C - D A%  B% C% D%
1 13 26 15 2 ** 27 Iy
2 11 20 23 2 19 36 W 4
3 2 21 23 3 16 38 h 5
I I 2 15 29 10 3 27
T 5 8 23 ol 1 14 ] h3 2
E 6 7 18 28 3 13 32 50. 5
M 7 2 17 26 il 16 30 W7 7
s 8 b8 22 22 7 14
9 6 21 21 8 10 - 38 38 1h
10 12 26 13 5 23 9
11 13 28 12 3 22 5
e e -

¥Responses are defined as follows:

A = Not present

B - Weakly present

C -~ Adequately present
D = Strongly present

*¥Circled are A and B or C and D responses which total more
than 65%
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with the fringe benefit programs, personal leave, and

the bases of the salary schedule. Elementary principals
also responded positively to the development and distri-
bution of the proper grievaﬁce procedures to the employee
as mentioned in items twelve through fourteen. Item
seventeen, which showed a positive response, was the
termination procedure used with employees.

" In conclusion, the elementary principals responded
favorably to the personnel services in the areas of
organizational structure, staff procurement, staff
gselection, and conditions of service. However, three
of the eleven items in the area of staff development
were cited as needing improvement by the elementary

principals.,

Question Number Three

Which personnel services do secondary teachers
perceive as being in the most and least need of improve=-

ment?

Organizational structure. The frequency and

percentage of responses on selected personnel services

in the area of organizational structure by the secondary
teachers in the Kanawha County School System are presented
in Table 11. Secondary teachers rated items five and

six as the services most in need of improvement. Item

five was the interpretation of personnel policies by



Elementary Principals' Responses to

61

Table 10

Selected Personnel Services in
Conditions of Service*
Number Surveyed 78
Number Responded 56
Percent Responded 72%
Responses_ A __ B C D Ap BE ChH Dk
P 13 NS
2 2 o 13 M h o G3_73
3 3 1335 5 9
i 3 6 18 29 5 11 (3252
5 3 4 30 19 5 7 (G 3D
1 6 2 6 21 27 o1
T 7 2 7 19 28 L2 @
E 8 6 L1729 11 7
M 9 il 10 26 16 7 18 16 29
S 10 l 19 23 10 7 34 ] 18
11 5 21 2 6 9 37 k3 11
12 2 3 20 3 I 5
13 5 12 31 8 9 21
il 3 3 29 2 5 5
15 20 16 15 5 36 28 27 9
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Table 10 (continued)

Number Surveyed 78
Number Responded 56
Percent Responded 72%
Responses A B ¢ D A% B4 C% D%
'%‘ 16 7 21 ol Iy 12 38 u3 7
§ 17 1 6 30 19 2 1

*Responses are defined as follows:

A = Not present

B Weakly present

C - Adequately present
D Strongly present

*¥Circled are A and B or C and D responses wh
than 65%

ich total more
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members of the bersonnel department, and item six was

the review and revision of personnel policies by

employees. On the positive side, these teachers recognized
in items one, two, and three that the board of education,
the superintendent, and the chief personnel administrator
work well in thelr roles. Table 11 also illustrates

that the secondary teachers rated positively item seven,
the personnel department's handling of the personnel

records.

Staff procurement. The frequency and percentage

of responses on selected personnel services in the area
of staff procurement by the secondary teachers in the
Kanawha County School System are presented in Table 12,
No service was indicated as being in need of improvement
in this area. The results indicated that the secondary
teachers gave positive responses to items three and five
which focused on personal interviews and pertinent

application information for prospective employees respec-

tively.

Staff selection. The frequency and percentage of

responses on selected personnel services in the area of
staff selection by the secondary teachers in the Kanawha
County School System are presented in Table 13. The
secondary teachers did not record a service in this area

in need of improvement. Table 13 indicated that the
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Table 11

Secondary Teachers'
Selected Personnel Services in
Organizational Structure*

Responses to

Number Surveyed 119
Number Responded 91
Percent Responded 76%
Responses A B C D A% B% C% D%
1 6 13 52 20 7 1 **
2 8 23 45 15 9 25
I3 8 16 45 22 9 18
T i 23 28 30 10 25 31 33 11
E 5 |22 38 26 5 29 5
M6 36 34 19 2 21 2
s 7 boo12 W 3 b 13
8 15 23 43 10 17 25 g 11
9 18 20 Lo 13 20 22 Ly 1h
10 16 39 31 5 18 43 34 5

*Responses are defined as follows:

A - Not present

B -~ Weakly present

C = Adequately present

D = Strongly present

**Circled are A and B or C and D responses which total more

than 65%
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Table 12

Secondary Teachers' Responses to
Selected Personnel Services 1in
Staff Procurement*

Number Surveyed 119
Number Responded 91
Percent Responded | 76%
Responses A B C D A% BE___CH DF

I 1 30 27 ol 10 33 30 26 11

T 2 30 28 22 11 33 31 ol 12

E 3 |11 17 31 32 12 19 @*

M b 22 30 25 14 ol 33 28 15

s 5 1 3 30 57 13

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

¥¥Circled are A and B or C and D responses which total more
than 65%
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three services receiving favorable responses were items
two, four, and five. These items stated that the personnel
department provided effective services in probationary
appraisal, employee assignments, and periodic health

examinations.

‘Staff development. The frequency and percentage

of responses on selected personnel services in the area

of staff development by the secondary teachers in the
Kanawha County School System are presented in Table 14,
These teachers indicated that the personnel services listed
in items one, two, seven, ten, and eleven were in need

of improvement. In items one and two, the secondary
teathers cited weaknesses in the yearly orientation pro-
grams and the lack of the proper person to conduct these
programs. JItem seven concerned periodic progress con-
ferences for employees. Secondary teachers also questioned
the bases for promotion presented in item ten, and the
employment counseling pfogrém explained in item eleven.

On the positive side of the responses, Table 14 illustrates
that the secondary teachers responded favorably to item
three. This item focused on providing information to

employees in the school system.

Conditions of service. The frequency and percentage

of responses on selected personnel services in the area of

conditions of service by the secondary teachers in the
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Table 13

Secondary Teachers' Responses to
. Selected Personnel Services in
Staff Selection*

Number Surveyed 119V
Number Responded 91
Percent Responded 76%
Responses A B C D A% B% C% D%

1 26 26 32 7 29 29 35 7
I 2 8 23 34 26 9 25 **
T 3 12 hh 26 9 13 48 29 10
E b4 8 21 46 16 9 23
M 5 2 10 28 51 2 11
S 6 ol | 27 33 7 26 30 366 . 8

7 19 36 28 8 21 39 31 9

8 20 3U 25 12 22 37 28 13

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

*¥%¥Circled are A and B or C and D responses which total more
than 65%
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Table 14

Secondary Teachers' Responses to
Selected Personnel Services in
Staff Development*

Number Surveyed 119
Number Responded 91
Percent Responded 76%
Responses A B .C D A% B% C% D%
1 32 33 20 . 6 35 36) ** 22 7

22 M 2 7 23 8

15 13 38 25 16 14

9 23 38 21 10 25 I2 23
26 29 30 6 29 32 33 6
19 32 34 6 21 35 37 . 7
30 ho 17 y 19
21 okl 28 18 23 26 31 20
27 32 27 5 30 35 30 5

26 37 25 3 28

11 ho 31 13 5 14

:

n 22 =3 H
O© O N O v B oW N

fd
o

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

*¥*Circled are A and B or C and D responses which total more
than 65%
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Kanawha County School System are presented in Table 15.
This table shows that secondary teachers expect improve-
ment on services in items eleven, thirteen, and fifteen.
The responses to item eleven indicated that teachers
felt that the salary schedule of the school system was
not competitive with other businesses and school systems
in the locality. The responses recorded in item thirteen
suggested that the teachers believed that employees did
not have input into the formulation of grievance procedures.
Item fifteen, the exit interview, also drew significant
negative responses from secondary teachers, In Table 15,
significant positive responses by the teachers were
recorded in items two, three, seven, and eight. Items
two and three included group insurance, tax sheltered
annuities, and credit plans. The availabilitybof per-
sonal leave and the immediate supervisor's approval of
the leave, identified in items seven and eight respectively,
were : 8lven positive responses by the secondary teachers.
In conclusion, the secondary teachers indicated
that most of the personnel services in . the areas of
organizational structure, staff procurement, and staff
selection were in little need of improvement. 1In the
area of staff development, five of the eleven personnel
services were cited for improvement by the group. The
secondary teachers also indicated need for improvement

in three of the seventeen items in the area of conditions
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Table 15

Secondary Teachers' Responses to
Selected Personnel Services in
Conditions of Service*

Number éﬁrve}é& 119

Number Responded 91

Percent Responded 76%

Resgggggpﬁmr_jxﬁ___ B C D A% B% C% D%
1 oh 33 ok 10 26 37 26 11

2 o 2 20 69 o 2 (2___16p*
3 5 7 27 50 5 8

u 11 23 28 29 12 25 31 32

5 10 22 31 28 11 24 3% A

I 6 8 28 33 22 9 31 36 . 24
T 7 1 16 30 hb 1 18
‘E 8 5 7 M 35 5 8

M 9 |21 15 28 27 23 16 31 30

s 10 20 31 33 7 22 34 36 8

11 (33 28 27 3 30 3

12 21 30 26 1 23 33 29 15

EO R R R €. B

14 21 30 32 8 23 33 35

n O WU\
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Table 15 (continued)

Number Surveyed 119

Number Responded 91

Percent Responded 76%
Responses A B C D A% B% C% D%
I

T 16 2k 35 28 l 26 39 31 i3

E
M 17 20 29 31 11 22
S

32 34 12

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

¥%*¥Circled are A and B or C and D responses
than 65%

which total more
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of service,

Question Number Four

Which personnel services do secondary principals
perceive as being in the most and least need of improve-

ment?

Organizational structure. The frequency and

percentage of responses on selected personnel services in
the area of organizational structure by the secondary
principals in the Kanawha County School System are pre-
sented in Table 16. The responses by the principals
identify a weaknéss in employee review and revision of
personnel policies as listed in item six. This group
responded favorably to the services identified in items
one, two, three, and seven. The first three items -
explained the roles of the board of education, the super-
intendent, and the chief personnel administrator as they
relate to personnel administration. The last personnel
service in item seven dealt with the personnel depart-
ment's maintaining the responsibility for all personnel

records.

Staff procurement, The frequency and percentage

of-regponses on selected personnel services in the area
of staff procurement by the secondary principals in the
Kanawha County School System are presented in Table 17.

There was no personnel service in need of improvement
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Table 16

Secondary Principals' Responses to
Selected Personnel Services in
Organizational Structure*

Number Surveyed 34
Number Responded 30
Percent Responded 88%
Responses A B o D " A% B% Cc% D%
1 2 7 15 6 7 23
2 2 I 16 8 7 13 @
I3 1 3 12 14 3 10
T h 3 14 9 I 10 b7 30 13
E 5 3 13 12 2 10 43 - bo 7
M6 9 12 6 3 20. 10
s 7 1 2 11 16 3 7
8 2 12 10 6 7 Lo 33 20
9 I 7 11 8 13 23 37 27
10 3 12 10 5 10 k0 33 17

*¥Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

*¥*%¥Circled are A and B or C and D responses which total more
than 65%
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in this area. The principals responded positively to three
personnel services. In item one, the secondary principals
agreed that job descriptions were used as guldes in the
recruitment process. In items three and five in this

area, principals recognized that personal interviews and
efficient-application forms were used effectively by the

personnel department.

Staff selection. The frequency and percentage of

responses on selected personnel services in the area of
staff selection by the secondary principals in the

Kanawha County School System are presented in Table 18,
The responses by the principals indicated a need for
improvement in item six which stated that written policies
on transfers were provided to all employees. The per-
sonnel services which were considered to be in least

need of improvement were probationary appraisal and pro-
viding health examinations to employees, explained in items

two and five respectively.

Staff development. The frequency and percentage

of responses in selected personnel services in this area
of staff development by the secondary principals in the
Kanawha County School System are presented in Table 19.
The results in Table 19 indicated that the secondary
principals cited a need for improvement on several of

the .services. They stressed a weakness in the orientation
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Table 17

Secondary Principals' Responses to
Selected Personnel Services in
Staff Procurement*

Number éﬁrveyéﬁ 34
Number Responded 30
Percent Responded 88%
Responses A B c D AL __B% _Ch _DF

I 1 3 7 14 10 23 **

T 2 1 10 16 3 3 33 54 10

E 3 3 6 10 1 10 20

M 4 I 8 10 8 13 27 33 27

s 5 1 315 1 3 10

*Responses are defined as follows:

**¥Circled are A and B or C and D responses

A = Not present

B = Veakly present

C = Adequately prese
D = Strongly present

than 65%

nt

which total more
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Table 18

Secondary Principals' Responses to
Selected Personnel Services in
Staff Selection¥*

Number Surveyé&v 34
Number Responded : 30
Percent Responded 88%
Responses A B C D A% B% C% D%

1 3 10 11 6 10 33 37 20
I 2 1 9 12 8 3 30 ‘ﬂllll!i'y*
T 3 3 15 10 2 10 50 33 7
E h 2 10 13 5 7 33 43 17
M5 | 1 12 16 3 3 (o5
s 6 6 15 6 3 20 10

7 9 10 9 2 30 33 30 7

8 7 8 11 l 23 27 37 13

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

*¥¥Circled are A and B or C and D responses which total more
than 65%
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program in items one and two. The lack of the availability
of an employee handbook of general school policies was
indicated by the principals' responses in item three,

Items seven and eleven, periodic progress conferences for
employees and employment counseling, were other areas

which were suggested for improvement. The onlybservice
which was determined effective in Table 19 by the

secondary principals was item eight. This item stated that
the final employee appralsal form was available to the

employee,

Conditions of service. The frequency and percentage

of responses on selected personnel services in the area of
conditions of service by the secondary principals in the
Kanawha County School System are presented in Table 20,

The only personnel service which was noted by the principals
as being in need of improvement was the exit counseling
procedures identified in item 15. In items two through
eight, the secondary principals responded that personnel
services dealing with group insurance, tax sheltered
annuities, credit plans, and personal leave were effective.
The group also indicated that the personnel service related
to the development and distribution of good grievance
procedures, as explained in items twelve and fourteen, were
being properly conducted by the personnel department. Item

seventeen, procedures for termination also receilved a
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Table 19

Secondary Principals' Responses to
Selected Personnel Services in
Staff Development*

Number Surveyed 34
Number Responded 30
Percent Responded 88%
Responses A B C D A% B% C% D
1 9 16 y 1 ** 13 3
2 9 13 7 1 23 3
3 |12 8 6 4 20 13
I 4 ! 12 11 3 13 Lo 37 10
T 5 7 12 9 2 23 Lo 30 7
E 6 8 10 10 2 27 33 33 7
M7 6 18 5 1 17 3
s 8 2 7 15 6 7 23
9 3 12 9 6 10 ho 30 20
10 8 11 10 1 27 37 33 3
11 9 12 8 1 27 3

*Responses are defined as follows:

Not present

Weakly present
Adequately present
Strongly present

oQuw >
oo

*¥*Circled are A and B or C and D responses which total more
than 65%
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positive rating.

In conclusion, the secondary principals indicated
that 1little improvement was needed in the personnel
services in all the areas of personnel administration
except staff development. In the area of staff develop-
ment, this group cited five of the eleven personnel

services for improvement.

Question Number Five

Which personnel services do central office admin-
istrators perceive as being in the most and least need of

improvement?

Organizational structure. The frequency and

percentage of responses in selected personnel services

in the area of organizational structure by the central
office administrators in the Kanawha County School System
are presented in Table 21. The central office administra-
tors indicated a need.for improvement ih the employee
review and revision of personnel policies which was
explained in item six. This group responded positively

in items one, two, and three. These items defined the
roles ofrthe board of education, the superintendent, and
the chief personnel administrator in the area of school
personnel administration related to organizational Structure.
Another positive response was found in item seven, the

personnel department's control of all personnel records.
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Secondary Princlipals' Responses to
Selected Personnel Services in
Conditions of Service¥*

Number Surveyed 34
Number Responded 30
Percent Responded 88%
Responses A B C D A% B% Ch D%
1 I 13 8 5 13 L3 o7 17
2 1 2 3 2 3 7 Qo 8w
3 1 2 4 23 3 7 (BT
] 3 3 7T 17 10 10 @3 5D
5 o 9 12 9 o 30
1 6 o L1016 0 13 @
T 7 1 I 20 3 13 @7__6>
E 8 1 47 18 3 13
M 9 T 4 10 23 13 30 34
S 10 5 13 11 1 17 b3 37
11 yoo15 11 0 13 50 37 0
12 2 6 19 7 10
13 5 11 8 16 20 37 27
14 1 3 11 15 3 10
15 12 13 y 1 13 3
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Table 20 (continued)

Number Surveyed 34

Number Responded 30
Percent Responded 88%
Responses - A B C_ D A% B% C% D%
I

T 16 5 11 1) 0 16 37 W7 0

E

S

*Responses are defined as follows:

Not present
Weakly present
Adequately present
Strongly present

Q>
R

*¥¥*¥Circled are A and B or C and D responses which total more
than 65%
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Table 21

Central Office Administrators' Responses to
Selected Personnel Services in

Organizational Structure*

Number Surveyed 9l
Number Responded 71
Percent Responded 76%
Responses A B c D A% B% CH = D%
1 o 24 32 16 o 33 (U5 oy
2 6 19 30 17 8 26 @27
I3 7 8 24 33 10 1
T il 17 26 20 9 ol 36 28 12
E 5 8 36 23 5 11 50 32 7
M 6 o5 25 18 . o5 . 5
s 7 5 10 27 30 7w G
8 12 19 28 13 17 26 39 18
9 10 15 30 17 i 21 0 b2 23
10 |10 29 25 8 14 4o 35 11

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Stronfly present

*¥*Circled are A and B or C and D responses
than 65%

which total more
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Staff procurement., The frequency and percentage of

responses on selected personnel services in the area of
staff procurement by the central office administrators in
the Kanawha County School System are presented in Table
22, This table indicates that the group recognized a
need for improvement in item two. This item stated that
potential employees are provided written information on
the school system., This table also shows that the group
considered items three and five in the least need of
improvement. These items dealt with personal interviews

and proper application forms respectively.

Staff selection. The frequency and percentage of

responses in selected personnel services in the area of
staff selection by the central office administrators in
the Kanawha County School System are presented in Table
23. The responses by this group in item three showed

a need for improvement. This item stated that during the
probationary period an employee was provided adequate
orientation, supervision, and inservice training. The
only service in this area which was recognized as being
effective was item five wﬁieh discussed the requirement

of a perlodic health examination for employees.

Staff development. The frequency and percentage

of responses on selected personnel services in the area

of staff development by the central office administrators
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Table 22

Central Office Administrators' Responses to
Selected Personnel Services in
Staff Procurement¥*

Number Surveyed
Number Responded

Percent Responded

gl

T76%

Responses A B C D A% B% c% D%
I 1 5 21 32 14 7 29 s 19

T o 22 26 21 3 ** 29 b

E 3 9o 11 35 17 12 15
M b 6 23 27 16 8 32 38 22

s 5 5 10 29 28 7 1k

*Responses are defined as follows:

A - Not present
Weakly present
Adequately present
D = Strongly present

¥¥Circled are A and B or C and D responses which total mofe )

than

65%
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Table 23

Central Cffice Administrators'
uelected Personnel Services in
Staff Selection*

Responses to

Number Surveyed gl
Number Responded 71
Percent Responded 76%
Responses - A B C D A% B% C% D%
1 14 25 25 8 19 35 35 11
I 2 10 28 22 8 19 39 31 11
T 3 |15 37 18 2 (2&1_ s5D**25 3
E. ) 2 27 34 9 3 38 4t 2
M5 10 6 20 36 14 8
S 6 18 29 16 9 25 ho 22 - 13
7 9 28 28 7 12 39 39 10
8 12 25 26 9 17 35 36 12

*Responses are defined as follows:

A = Not present

B
C
D

gl

i

Hi

Weakly present
Adequately present
Strongly present

*¥Circled are A and B or C and D responses which total more

than 65%
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in the Kanawha County School System are presented in Table
24, Several services in this area were cited for improve-
ment by this group. The orientation program identified

in items one and two was given significant negative
responses. The central office administrators also indicated
that improvement was needed in the employee handbook,
identified in item three. Item five, which stressed the
review of the employee appralsal program by joint represen=
tation of employees and employers, was marked by this

group to be in need of improvement. Responses were
recorded in items six and seven which indicated a need

for improvement in the appraisal procedures and the
periodic progress conferences. Employment counseling,
explained in item eleven, was also marked as an ineffecﬁive
service by the central office administrators. This group

did not cite an effective service in this area.

Conditions of service. The frequency and,percentage

of reéponses on selected personnel services in the area of
conditions of services by the central office administrators
in the Kanawha County School System are presented in Table
25. The only personnel service which was cited for improve-
ment in this area was the exit interview explained in item
fifteen. Central office administrators indicatéd that the
fringe benefit program, group insurance, tax sheltered
annuities, credit plans, and retirement programs ﬁentioned

in items one through four were excellent services. Items
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Tatle 24

Central Office - Administrators' Responses to
Selected Personnel Services in
Staff Development*

Number Surveyed ' ol
Number Responded 71
Percent Responded 76%
Responses A B C D A% B% C% D%
1 29 31 10 2 (o i) 3

2 23 36 10 = 3 14 I

3 |32 22 16 2 oo 3

I b 7 20 34 11 10 28 b7 15
T 5 |29 3 12 1 171
g 6 o 30 15 3 (:::::2::) 21 I
M7 23 ho 7 2 10 3
S 8 28 16 20 8 39 22 28 11
9 11 2k 32 5 15 33 45 7

10 11 30 26 5 15 ke 36 7

11 28 26 15 3 21 Y

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

¥¥Circled are A and B or C and D responses which total more
than 65% |
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six through eight, which dealt with personal leave policies,
were also given high ratings by the central office admin-
istrators. In the area of grievance procedures, this group
acknowledged in items twelve and fourteen that grievance
procedures, with several steps for solutions, were presented
to the employee.

In conclusion, the central office administrators
indicated that most personnel services we}e in 1little
need of improvement in the areas of organizational structure,
staff procurement, and conditions of service. In the area
of staff selection, only two items received a significant
peréentage of responses. One item was found to be in great
need of improvement, and the other item was in little need
of improvement. In the area of staff development, the
central office administrators identified a need for improve-
ment on eight of the eleven personnel services.

A review of the responses of the five groups
surveyed generally indicates that in the areas of organiza-
tional structure, staff procurement, staff selection, and
conditions of service a majority of the personnel services
were perceived to be in little need of improvement.
However, in the area of staff development, each group cited

a need for improvement on several of the personnel services,

Question Number Six

Which perceptions of elementary teachers, elementary
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Table 2%

Central Office Administrators' Responses to
Selected Personnel Services in
Conditions of Service*

" Number Surveyed

Number Responded

Percent Responded

94
71
76%

Responses A B C D A% B% C% D%
1 4y 20 27 21 6 28 (31 20
2 51 1k 53 6 1
3 7 2 16 U7 10 3 (265>
I 410 18 ko 5 1h
5 6 19 c6 21 8 27 36 29
I 6 1 15 29 27 1 21
T 7 i 5 21 . L2 6 G5 58D
E 8 1 6 28 37 1
M 9 14 24 21 13 20 33 29 18
S 10 9 23 32 8 13 32 Ly 11
11 12 23 32 5 17 32 b 7
2 |2 12 23 35 3017
13 11 28 25 8 15 39 35 11
1k N 9 26 33 6 12
15 35 20 15 2 21 3
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Table 25 (continued)

Number Surveyed 9L
Number Responded 71
Percent Responded ' 76%
Responses A B C D A% B% C% D%
% 16 14 29 22 7 19 o) 31 10
§ 17 9 17 29 17 12 24 Lo oy

*Responses are defined as follows:

A = Not present

B = Weakly present

C = Adequately present
D = Strongly present

¥*%¥Circled are A and B or C and D responses which total more
than 65%
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principals, secondary teachérs, secondary principals, and
central office administrators are simllar regarding
selected personnel services most and least in need of
improvement?

In Tables 26 through 30 the significant similar
positive and negative responsés on selected personnel
services by the elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office administrators in the Kanawha County School System
are presented. A significant response was recorded when
sixty-six percent of the responses on an item had beeh
marked in the sections of thé survey entitled "strongly pre-
sent" and "adequately present” or in the sections entitled
"not present'" and "weakly present." The responses recorded
in the "strongly present" and "adequately present" éections
were considered positive because they indicated that the per-‘
sonnel service was effective. The responses marked in the
"not present'" and "weakly present' areas were labeled nega-
tive because these personnel services were considered in
need of Improvement. 1In the tables, the letter P was used
to 1ndicate a significant positive response on a personnel
service by a group of employees., In the same manner, the
letter N was used to identify a significant negative
response on a personnel service. The total percentage of

the positive or negative responses of each grocup 1s shown



in the tab]eé. Furthermore, in Tables 26 through 30, the
items which have a significant chi square value (alpha = .01)
are indicated. Each item with a gignificant chi square
value is reviewed in question seven of this study.

In Table 31, the importance of each personnel service
is presented by computing the mean of the item. Each
subject surveyed rated the personnel services of low
importance, average importance, or high importance. (see
Appendix C) The mean of each item was computed from the
responges of the entire population, and arbitrary limits
were established to indicate the level of importance for
each item,

The data from Tables 26-31 are presented according
to the five designated areas of personnel adminigtration:
organlzational structure, staff procurement, staff

selection, staff development, and conditions of service.

Organizational structure. In Table 26, the

significant, similar positive and negative responses of

the elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators in the Kanawha County School System in the area

of organizational structure are presented. In this area,
the table indicates that all five groups responded similarly
on items one, three, slix, and . seven. Item si1x, the

personnel service which focused on employee involvement in
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the review and revision of personnel policies, was indi-
cated to be in great heed of improvement. The personnel
services in 1fems one, three, and seveniin this area
received a strong positive ratihg from all five groups

of employees. Item one suggested that the board of educa-
tion develop operational policies for the personnel depart-
ment. This item was considered to be in 1ittle need of
improvement. The establishment of the chief personnel
administrator as part of the superintendent's administrative
team was the effective service presented in item three,
Item seven received positive responses from all groups
whiéh ranged from seventy-nine percent by central office
administrators to ninety-five percent by the elementary
principals., The item stressed that the personnel department
should be in charge of all personnel records. Item fwo

in this area also received significant similar positive
responses from all the grcups except the elementary
teachers. After reviewing Table 1, page 46, it was noted
that the elementary teachers did respond to item two with a
sixty-five percent positive response. The superintendent's
execution of operational policies for the personnel depart-
ment in item two was the personnel service considered to

be in little need of improvement by the groups surveyed.,

Staff procurement, In Table 27, the significant

similar positive and negative responses of the elementary

teachers, elementary principals, secondary teachers,



Table 26

Similar Positive (P) and Negative (N) Responses of more than 65% on
Selected Personnel Services in Organizational Structure

Item Elementary Elementary Secondary Secondary Central Significant
Teachers Principals Teachers Principals Office Chni Square
(Alpha=.01)
1 T4E P* Th% P 79% P 70% P 67% P
2 71% P 66% P 80% P 66% P
3 67% P 82% P 73% P 87% P 79% P
4
5 66% Nxx
6 79% N 68% N 77% N 70% N T0% N
7 85% P 95% P 83% P 90% P 79% P
8 73% P
9
10
*P = Item marked adequately'present.or strongly present
**N = Item marked not present or weakly present

176
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secondary principals, and central office administrators in
the Kanawha County School System in the area of staff
procurement are presented. In this Table, items three

and five were given stfong similar positive responses by
the five groups surveyed. The personnel service identified
in item three was that a personal interview was given to
all potential employees. The development of a good
application form found in item five received a strong
positive rating which ranged from seventy-nine percent to
ninety-six percent., Both of these services were considered
extremely effective. Item one in this area, the use of
Job'descriptions in the recruitment process, had a
significant chi square value (alpha = .01) and is discussed

in question seven of this study.

Staff selection, In Table 28, the significant

similar positive and negative responses of the elementary
teachers, elementary principals, secondary teachers,
secondary principals, and central office administrators in
the Kanawha County School System in the area of staff
selection are presented. In item five, all five groups
indicated similar positive respohses. This effective
personnel service was the periodic health examination for
employees. Elementary teachers, elementary principals,
secondary . teachers, and secondary principals also responded

in item two that there was little need for improvement in



Table 27

Similar Positive (P) and Negative (N) Responses of more than 65% on
Selected Personnel Services in Staff Procurement

Item Elementary Elementary Secondary Secondary Central Significant
Teachers Principals Teachers Principals Office Chi Square
(Alpha=.01)
1 66% P* 67% P X
2 67% N**
3 78% P 8u% p . 69% P 70% P 73% P
b |
5 88% P 92% P 96% P 87% P 79% P
*:§ = Item marked adequately present or strongly present

Item marked not present or weakly present

96
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written appraisal procedures which were developed for the
employee's probationary period. Item three, which identified
the programs of orientation, supervision, and inservice
training for employees during the probationary period, had

a significant chi square value (alpha = .01) and is discussed

in question seven of this study.

Staff development. In Table 29, the significant,

similar positive and negative responses of the elementary
teachers, elementary principals, secondary teachers,
secondary principals, and central office administrators in
the ‘Kanawha County School System in the area of staff
development are presented. In this table, item one, a
yearly orientation program, and item eleven, the employment
counseling program, were perceived to be in strong need of
improvement by all groups surveyed. Item two, the use of
proper personnel in the orientation program, was identified
for improvement by all the groups except the elementary
principals. The elementary principals and secondary
teachers also responded that the bases for promotions found
in item ten were in need of improvement., Elementary teachers
and elementary principals respoﬁded similarly to the per-
sonnel service in item four. These groups indicated that
the utilization of employees in the inservice program,

item four, was an effective personnel service. In this

area, items three, six, seven, and eight had significant



Table 28

Similar Positive (P) and Negative (N) Responses of more than 65% on
Selected Personnel Services in Staff Selection

Item Elementary Elementary Secondary Secondary Central Significant
Teachers Principals Teachers Principals Office Chi Square
(Alpha=.01)
1
2 71% P* 78% P 66% P 67% P X
3 T2% N** X
b4 71% P 75% P 68% P
5 91% P 8u4% P 87% P oug p 78% P
6 70% N '
7
8 75% P
*P = Item marked adequately present or strongly present
**¥N = Item marked not present or weakly present

86
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chi square values (alpha = .01). These items dealt with
employee information, appraisal objectives, progress
conferences, and the availability of final appraisal forms
respectively and are reviewed in question seven of this

study.

Conditions of service. 1In Table 30, the significant,

similar positive and negative responses of the elementary
teachers, elementary principals, secondary teachers,
secondary principals, and central offipe administrators

in the Kanawha County School System in the area of
conditions of service are presented. In Table 30, the
five groups indicated a similar response in several per-
sonnel services. The exit interview, item fifteen, was
rated in need of improvement by all the groups surveyed
except the elementary principals. In Table 10, page 61,
elementary principals gave this item a sixty-four percent
negative rating, which is close to the level necessary for
a significant response. The other services which received
similar responses iﬁ'this area were indicated to be in
little need of improvement. All five groups responded
that group insurance, tax sheltered annuities, and credit
plans in items two and three respectively were effective
services. .Elementary principals and secondary principals
concurred positively about item five which stressed distri-
bution of leave policies to all employees. In Table 30,

item seven, the availlability of personal leave to all



Table 29

Similar Positive (P) and Negative (N) Responses of more than 65% on
Selected Personnel Services in Staff Development

Item Elementary Elementary Secondary Secondary Central Significant

oot

Teachers Principals Teachers Principals Office Chi Square
(Alpha=.01)
1 T5% N** 69% N 71% N 84% N 83% N
2 70% N 69% N T4% N 82% N
3 70% P* 67% N 75% N X
4 T4% P 70% P
5 82% N
6 75% N X
7 7% N 80% N 87% N X
8 79% P 70% P X
9
10 68% N 69% N
11 72% N 73% N - B80% N 70% N 75% N
*P = Item marked adequately present or strongly present
**N = Item marked not present or weakly present
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employees was given a significant positive rating by all
groups except the elementary teachers. In Table 5, page 52,
this group gave the item a sixty-five percent positive
rating. Also in the area of personal leave, all five
employee groups gave a strong positive response to item
eight, the approval of personal leave by the immediate
supervisor. The last personnel service to receive a
significant similar response by two groups in this area
was identified in item nine. The elementéry teachers and
elementary principals indicated that the bases for the
salary schedule, explored in item nine, was in 1little

need of improvement., - In the area of conditions of service,
Table 30 shows that items one, four, six, eleven, twelve,
thirteen, fourteen, and seventeen had a significant chi
square value (alpha = .0l1). These items are discussed in
queétion seven of the study.

In conclusion, the groups of employees surveyed
indicated similar positive or negative responses on
twenty-one of the fifty-one selected personnel services.
Fifteen of the services were given significant positive
responses by two or more groups of employees, which
indicated they were in 1ittle need of improvement.

Six personnel services were given significant negative
responses by two or more groups of employees which
 indicated they.were in need of improvement. In twelve

of the twenty-one items, which were given similar



Table =0

Similar Positive (P) a2nd Negative (N) Responses of more than 65% on
Selected Persconnel Services in Conditions of Service

Item Elementary Elementary Seccondary Secondary Central Significant
Teachers Principals Teachers Principals Office Chi Saquare
___ (Alpha=.01)
1 66% p* 66% P X
2 99% P 96% P 98% P 90% P 93% P
3 91% P 86% P 87% P 90% P 87% P
u 8ug P 80% P 81% P X
5 88% p 70% P
6 85% P 87% P 78% P X
7 8u4¢ P 81% P 84% P 87% P
8 81% P 82% P 87% P 8u% P 91% P
3 70% P 75% P
10
11 6T7% N** X
12 1% P 83% P 80% P X
13 70% P 77% N X

cO0l



Table 20 !{continued)

Item Elementary Elementary Secondary Secondary Central Significent

Teachers Principals Teachers Principals Office Chi Square
(Alpha=.01)

1k | 90% P 87% P 82% P X

15 70% N 78% N 8u% N 76% N

16

17 87% P 8.% P X

*P = Jtem marked asdecquately present or strongly present

* %N

= Jtem marked not present or weakly present

eo
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significant responses, all five groups of employees indi-
cated a significant positive or negative response on the
items.

In Table 31, the importance of each item was
indicated by calculating the mean of the item from the
responses of all five groups surveyed. The arbitrary
levels which were established to determine the importance of
the items were: means less than 1.50 indicated items of
low importance; means 1.50-2.49 indicated items of average
importance; and means 2.50-3.00 indicated items of high
importance. Table 31 shows that only thirteen personnel
services of the fifty-one were considered to be of
average importance. The remaining thirty-eight services
were rated of high importance by the subjects in the
study. This indicates that the personnel services for
this study were pertinent items. Due to the fact that
seventy-five percent of the personnel services were of
high importance and twenty-five percent were of average
importance, there was no attemnt made in this study to
indicate a major difference in the importance of the items.
However, in the area of staff development eight of the

eleven items were indicated to be of average Importance.

Question Number Seven

Which perceptions of elementary teachers, elementary

principals, secondary teachers, secondary principals, and



Table 31

The Importancé of Each Personnel Service as Indicated by the Meah of
the Item Which Was Calculated from the Kesponses
of the Five Groups Surveyed*

10

Organizationsal Staff Staff Staff Conditions of
Structure Procurement Selection Development Service '
1l =2.50 1 =2.69 1 = 2.47 1 =2.43 1=2.58 10= 2,76
2 = 2.63 2 = 2.69 2 = 2.56 2 = 2.47 2 =2.59 11 = 2.71
3 = 2.57 R =2.75 3 =2.59 3 = 2.48 3 =2.42 12 = 2.73
b = 2,72 L = 2.59 L =2.60 4 = 2,36 L = 2,66 13 = 2.62
5 = 2.67 5 = 2.58 5 =2.51 5 =2.31 5 =2.72 14 = 2.72
6 = 2.64 6 = 2.51 6 = 2.47 6 = 2.62 15 = 2.36
7 = 2.73 7 = 2.48 7 = 2.36 7 =2.79 16 = 2.59
8 = 2.69 8 = 2.59 8§ = 2.54 8 = 2.58 17 = 2.67
9 = 2.31 9 = 2.50 9 =2.78

= 2.75 10 = 2.59

11 = 2.47

*Mean of High Importance = 2,50-3.00
Mean of Average Importance = 1.50-2.49
Mean of Low Importance = 0.00-1.49

GOt
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central office administrators are different regarding
selected personnel services most and least in need of
improvement?

Tables 32 through 46 were developed from the items
on personnel services in the study which had a significant
chi square value (alpha = ,01). The significant chi
square value on an item indicated that the responses on the
item were not independent, but were dependent on group
membership., Since the responses were dependent on group
membership, this implies that different groups responded
differently to the items which had significant chi square
values. There were fifteen items in the study with a
significant chi square value, and a table was developed
for each item. Therefore, Tables 32 through 46 provide
an analysis of the important different responses of the
elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators in the Kanawha County School System on each
item.

An analysis of the responses in the tables
illustrates the significant difference of responses by the
five groups surveyed. In the items a majority of responses
by the subjects surveyed in the section mafked "adequately
present”" or "strongly present" indicated little need of
improvement in that personnel service. On the other hand,

a majority of responses by the subjects surveyed in the
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section of the i1tem marked "not present' or "weakly pre-
sent" indicated that the item was in a considerable need
of improvement. The information on this question is
presented according to the following areas of personnel
administration: organizational structure, staff procure-
ment, staff selection, staff development, and conditions

of service,

Organizational structure., In this area, no item

had a significant chl square value. This implies that the
responses by the subjects on the personnel services in

this area were independent of group membership.

Staff procurement, In Table 32, the percentages of

significant ditfferent responses in item one in the area of
staff procurement by elementary teachers, elementary prin-
cipals, secoﬁdary teachers, secondary principals, and
central office administrators in the Kanawha County School
System are presented. The personnel service in item one
was the use of job descriptions'for Vacancies. On this
personnel service, elementary principals, secondary prin-
cipals, and central office administrators indicated there
was little need of improvement. However, secondary
teachers gave the personnel service a negative rating of
sixty~three percent which indicated a need for improvement.
Flementary teachers were divided in their responses on

item one.



Table 32

rercentages cf Significant Different Responses in Item One
in the Area cof Staff Procurement Which Focused on
the Use c¢f Job Descriptions for Vacancies

Recsponses Not Weakly Adequately Strongly
Present Present Present Present

Employees

Zlementary 22% 244 38% 16%
Teachers

Elementary 14% 20% L6% 20%
Principzls

Secondary 23% 30% 26 11%
Teachers

Seccndary 10% oR% L 20%
Zrincivals

Central 7% 29% 454 19%
Office

g0L
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Staff selection., In Table 33, the percentages of

significant different responses in item two in the area of
staff selection by the elementary teachers, elementary
principals, secondary teachers, secondary principals, and
central coffice administrators in the Kanawha County School
System are presented. The personnel service identified in
item two of this area focused on written, probationary
appraisals being made and discussed with employees,
Elementary teachers, elementary ﬁrincipals, secondary
teachers, and secondary principals perceived this personnel
service to be in little need of improvement. The range of
their percentages was sixty-seven to séventy—eight percent,
However, fifty-eight percent of the central office admin-
istrators indicated that this item was in need of improve-
ment.

In Table 34, the percentages of significant
different responses in item three in the area of staff
selection by the elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office administrators in the Kanawha County School System
are presented. Adequate orinetation, supervision, and
inservice training during the probationary period were
personnel services presented in item three of this area,

A review of the percentages of responses indicates that a
majority of the elementary teachers and elementary prin-

clipals rated this service in 1little need of improvement,



Teble 33

Percentages cf Significant Different Respcnses in Item Twe
in the Area cf Staff Selection Which Focused on
Written, Probaticnary Appraiszls RBeing

Made and Discussed with

Employees
Resoonses Not Weakly Adeguately trongly
Present Present Present Present

Employees

Zlementary 10% 19% 365 35%
Teachers

Elementary 11% 11% L1s 37%
Principals

Seccndary Q% 25% 37% 29%
Tezchers

Seccndary 322 205 L0% 27
Principzals

Central 205 227 21% 114
Cffice

oLt
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while a majority of the secondary teachers and secondary
principals perceived the item to be in need of improve-
ment. Central office administraters also concurred by a
seventy-two percent response that the item was in need of

improvement.

Staff development. In Table 35, the percentages of

significant different responses in item three in the area
of staff development by the elementary teachers, elementary
principals, secondary teachers, secondary principals,

and central offlice administrators in the Kanawha County
School System are presented. The personnel service identi-
fied in this item was the avallability of general school
policies to employees. Secondary teachers perceived the
item to be in 1ittle need of improvement with a seventy
percent positive response. Secondary principals and central
office administrators indicated by sixty-ceven percent and
seventy-five percent respectively that the service was in
great need of 1mprovement., Ilementary teachers and elemen-
tary principals were divided in theilr responses to this
item.

In Table 36, the percentages of significant.
different responses in item six in the area of staff
development by the elementary teachers, elementary prin-
cipals, secondary teachers, secondary principals, and

central office administrators in the Kanawha County School



Table 3L

rercentages c¢f Significant Different Responses in Item Three
in the Area of Staff Selection Which Focused on
Adecuate Orientaticn, Suvervision, and
Inservice Trﬂlnlng During the
Probationary reriod
rResponses Nct Weakly Adeguately Strengly
Present Present Present Present
Emplcyees
Elementary 13% 30% 35% - 22%
Teachers
Tlementary b bhag b1% 144
Principszls
Secondary 13% L8 29% 10%
Teachers
Seccndary 10% 50% 23¢ 75
Principeals
C 217 gi% 25% 3%

clL



Table 35

rercentages ¢f Significant Different Respcnses in I<en Three
in the Area cf Staff Development Which Focused cn
the Availability of General Schoecol
Pclicies to Emprloyees

Respenses Nct Weakly Adeguately Strongly
Present Present Present Present

Employees

Zlementary 237 =657 29% 10
Teachers

Elementary 16% 28% 41 5%
Principals

Secondary 16% 145 Lo 28%
Teachers

Seccrdary Loz 27% 207 13%
Princigpals

Central Lhe 315 22% 34
Cfrfice

Lt
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System are presented. This item focused on the personnel
service which stated that employee appraisals are based
on specific job objectives. Elementary teachers and
elementary principals indicated by a majority response
that this service was in little need of improvement.
Secondary teachers, secondary principals, and central
office administrators indicated that the item was in
considerable need of improvement by fifty-six, sixty, and
seventy-five percent respectively.

In Taeble 37, the percentages of significant
different responses in item seven in the area of staff
development by the élementary teachers, elementary prin-
cipals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System are presented. Periodic progress conferenceé for
employees was the personnel service identified in item
seven, The table indicates that elementary teachers,
secondary teachers, secondary principals, and central
office administrators perceived this service to be in need
of improvement. In fact, secondary principals and central
office administrators géve a negative response of eighty
percent or more. However, elementary principalé responded
by fifty-four bercent that the service was in little need
of improvement.

In Table 38, the percentages of significant

different responses in item eight in the area of staff



Percentages cf Significant Different Responses in Item Six
in the Area cf Staff Develorment Which Focused on
the Employee Aprraiszl Being Based on
Specific Job Cbjectives
Resoonses ot Weakly Adequately St
Present Present Present rr
Imployees
Tlementary 125 32% 4o%
Teachers
—_ . ~ ~ -~~~ —
Elementary 13% 32% 507% 5%
rincipals
Secondary 215 235% 7% 7%
Teachers
Seccndary 27¢! 2% 337
rrincipzals
Central 33% 12% 21%
Crflice

il




Table 37

o

Percentages c¢f Significant Different Respcnses in Item Seven
in the Area of Staff Develcpment Which Fccused on
the Establishment of Pericdic Conferences
on Imployee Progress

Responses Not Weakly Adequately Strongly
Present Present Present Present

Employees

lementary 28% 26% 235 3%
Teachers

Slementary 16% 3073 L7% 7%
DPrincipals

Secondary 33% LLcs 19% i
Teachers

Secondary. ‘ 0% 60% 17% 3¢
Principzalcs

Central 32% 55% 10% 3%

Cffice

91l
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development by the elementary teachers, elementary prin-
cipals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System are presented. The availability of the final
appraisal form to the empioyee is the personnel service
identified in item eight. In this table, it is noted that
the elementary teachers, elementary principals, and
secondary principals believed this item to be in 1ittle
need of improvement. The range of these positive responses
waé from sixty-four percent to seventy-nine percent.
Nevertheless, central office adminictrators perceived this
item to be in need of improvement by a sixty-one percent
negative response. Secondary teachers were more evenly

divided in thelr responses on this item.

Cenditions of service. In Table 39, the percentages

of significant different responses in item one in the

area of conditions of service by the elementary teachers,
elementary principals, secondary teachers, secondary prin-
cipals, and central office administrators in the Kanawha
County School System are presented. Item one focused on a
good fringe benefit program for employees. Elementary
principals and central office administrators agreed in
their responses that this item was in 1ittle need of
improvement. Secondary teachers and secondary principals

indicated in their responses that the service was



Table 38

Tercentages cf Significant Different Responses in Item Eight
in the Area of Staff Develovment Which Fccused on
the Availability to the Employee of the
Pinal Aprraisal reorm

Responses Not Weakly Adeguately Strengly

Present Present Present Present
zmployees
Flementary 195 17% 33 21%
Teachers
Zlementary 7% 1L L0 3%
Principals
Secondary 23% 265, 31% 20%
Teachers
Secondary 7% 23% 50% 20%
Principals
Central 39% 22% 28% 11%

.
opg

Irlce

QLT



ineffective and needed improvement. Elementary teachers
were more evenly divided in their responses to the item,

In Table 40, the percentages of significant
different responses in item four in the area of conditions
of service hy the elementary teachers, elementary prin-
cipals, secondary teachers, secondary principals, and
central office administrators in the XKanawha County
School System are presented. A gocd retirement program
for employees was the service presented in this item.
Although all five groups surveyed indicated by a majority
response that the item was in 1ittle need of improvement,
the significance is found in the percentage differences
between groups., Elementary principals, secondary principals,
and central office administrators gave the item an eighty
percent or above pcesitive rating. Elementary teachers and
secondary teachérs sgpported the service with positive
. ratings of cnly fifty-six percent and cixty-three percent
respectively.

In Table 41, the percentages of significant
different responses in item six in the area of conditions
of service by the elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office administrators in the Kanawha County School System
are presented. Item six focused on the provision to
grant leaves to employees for professional meetings. On

this item, the flve groups surveyed perceived by a
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Table 393

Significant
Conditicns

Diff

of Service Which Focused

erent Responses in Item One

cn a Good Fringe Benefit Program
Responses Not. weakly Adequately Strengly
Present Presen Present Present
Employees
Zlementary 17% 32% 35% 15%
Teachers
Zlementary Lz 30% L3% 23%
Principals
Secondary 267 7% 26% 11%
Teachers
Secondary 13% 4363 27% 17%
Prinzcipals
Ll =~
62 28% 375 29%
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Table 40

Tercentages cf Significant Different Kesponses in Item Four
in the Area cf Conditions of Service Which Fccused
n a Gocod Retirement Program

Responses Not Weakly Adecuately Strongly
Present Present Present Present

Employees
Elementary 13% 1% 28% 28%

Teacherc

~ ~ —

Elementary 5% 11% 32% 52% N
Principals

Seccndary 12% 25¢ 1% 32%

Teachers

Seccndary 10% 103 233 E7%

Prircivzls

Central 5% 14% 25% 56%
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majority responsc¢ that the item was in little need of
improvement. However, the percentage 1In each group varied
to such a great extent that there was a significant
difference in the responses. Elementary principals,
secondary principals, and central office administrators
gave the 1tem a strong positive rating of eighty-five,
eighty-seven, and seventy-eight percent recpectively.
Elementary and secondary teachers provided a positive
response of sixty-four percent and sixty percent respec-
tively.

In Table 42, the percentages of significant
different responses in item eleven in the area of condi-
tions of service by the elementary teachers, elementary
principals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System are presented, This item pertained toc the competi-
tiveness of the salary schedule with other local school
systems and businesses. Elementary tecchers, secondary
teachers, and sécoﬁdary principals provided a negative
response which indicated the service was ineffective.
However, elementary principals responded with a positive
rating of fifty-~four percent. Central office administrators
were more evenly divided in their responses to the item.

In Table 43, the percéntages of significant
different responses in item twelve in the area of

conditions of service by the elementary teachers, elementary



Tzble 41

Percentageq ctf Slgﬂlf;C&ﬁ* Different Responses in Item Six
in the Area cf Conditions of Service Which Focused
cn the Establishment of Leave Time
for Professional Meetings

Xesponses Not Weakly Adecuately Strongly
Presen Present Present Pregent

Employeec

Tlementary 1752 195 257 257
Teachers

Zlementary < 11 37%- L8
Principzls '

Secondary 0% 217 255 o4
Teachers

Secondary 9% 137 337 5ic
Principals

Central 1% 21% L0% 28%

ffice
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~

Percentages of Significant Different Responsecs in Item Eleven
in the Areaz of Conditicns c¢f Service Which Focusea
orn the Competitiveness of the Salary
Schedule with Cther Local
Schocl Systems and
3ucinesses.

Responses Not Weazly Adequately Strongly
Present Present. Present Present

Zmployees

Elementary 25% 335 335 afl
Teschers

Zlementary 2% 37% L3 11%
Principzlic

Seccndary 36 317 307" 7,
Teacherc

Seccndary 13% 50% 37% 0%
Principals

Central 17% 3273 Lig 75

ffice

el




principals, secondary teachers, secondary principsls, and
cenﬁral office administrators in the Kanawha County School
System are presented., Item twelve focused on the develop-
ment and distribution of written grievance procedures to
employees. This table indicates a difference of response
by the groups surveyed. Elementary principals, secondary
principals, and central office administrators provided
positive responses of ninety-one, eighty-three, and
eighty percent respectively. This meant that these groups
perceived the service to be in little need of improvement.
On the other hand, only fifty-one percent of the elementary
teachers responded that the service was in 1little need

of improvement. The secondary teschers' responses varied
further because only forty-four percent of the responses
indicated 1ittle need for improvement in the services.

In Table 44, the percentages of significant
different responses in item thirteen in the area of con-
ditions of service by the elementary teachers, elementary
principals, secondary teachers, seccndary principals; and
central office administrators in the Kanmawha County School
System are presented., This item also_dealt with the area
of grievance procedures, and it stressed employee input
into the formulation and revision of grievance procedures.
The table illustrates that differences existed between
teachers' and principals' perceptions on this item.

Elementary principals and secondary principals provided



Table 43

Percentages of Significant Different Responses in Item Twelve

in the Areea of Conditions of Service Which Focused

cn the Development and Distribution of
Written Grievance Procedures

Responses Not Weakly Adequately Strongly
Present Present Precsent Present

Employees

Ziementary 20% 297 23% 18%
Teachers

Tlementary 4g 5% 36% 55%
Principals

Secondary 23% 33% 29% 15%
Teachers

Secondary 7, 103 20% 63
Zrincipzls

Central 3% 17% 22% L8
Office

9ct
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positive responses of.sixty-nine and sixty-four percent
respectively. To the principals, the item was in 1little
need of improvement. Conversely, elementary teachers
gave the item a negative rating of eixty-two percent.
Secondary teachers strongly concurred with thils position
with a seventy-seven percent negative recponse. Central
office administrators were more evenly divided in their
response to this item.

In Table 45, the percentages of significant
different responses in item fourteen in the area of con-
ditions of service by the elementary teachers, elementary
principals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System are presented. The development cof several steps in
grievance procedures was the personnel service identified
in item fourteen, The division between teachers and admin-
istrators' perceptions was evident again in this item.
Elementary principals, secondary principsls, and central
office administrators perceived the service to be in 1little
need of improvement by pcsitive responses which ranged from
eighty-two percent to ninety percent. Nevertheless,
elementary and csecondary teachers responded negatively
to the effectiveness of this personnel gservice by fifty-
five and fifty-six percent respectively.

In Table 46, the percentages of significant

different responces in item seventeen in the area of



Table 44

v’

Percentages of Significant Different Responses in Item Thirteen
in the Area of Conditions of Service Which Focused on
Employee Input into the Formulation and
Revision ¢f Grievance Procedures

Not Weakly

Responses v Adeqguately Strongly
Present Present Present Present

Employees

Elementary 26% 36% 28% 10%
Teachers

Elementary 9% 21% 56¢ 14%
Principeals

Secondary 35% L2g 18% 5%
Tezchers

Secondary 165 20% 375 7%
Principals

Central 15% 39% 35% 114
ool
i111l1ce

gel



Table 45

Percentages of Significant Different Responses in Item Fourteen

in the Arez of Conditions of Service Which Focused c¢n
the Development of Several Steps in
the Griewvance Procedures

Responses Not Weakly Adequately Strengly
Present Present , Present Present

Employees

Elementary 23% 32% 339 12%
Teachers

Elementary 5% 5% 525 38%
Principals

Secondary 23% 335 35% 9%
Teachers

Secondary 3% 107 37% 50%
rincipals

Central 6% 12% 36% Leg

Office

STAN



conditions of service by the elementary teachers,
elementary principals, cecondary teachers, secondary
principals, and central office administrators in the
Kanawha County Schcol System are presented. TItem
seventeen focused on previding adequate assistance to the
employee before termination procédures were initiated.
Again, this item illustrated a division between teachers'
and administrators' perceptions. Strong positive ratings
of eighty-seven percent by elgmentary principals, eighty-
- four percent by secondary principals, and sixty-four percent
by central office administrators indicated 1little need of
improvement in this service. Elementary and secondary
teachers responded less favorably to the service. Only
fifty-one percent of the elementary teachers and forty-six
~percent of the secondary teachers surveyed rated the
personnel service in need of improvement.

In conclusion, personnel services identified in the
fifteen items used to answer question ceven indicated
differences in the perceptions of the groups of employees
surveyed. After analyzing the results of these differences,
it was noted that in the area of conditions of service
a pattern developed in the perceptions of the groups of
employees, Personnel services identified in items four,
six, twelve, ihirteen, fourteen, and seventeen of conditions-
of service showed that elementary and secondary principals

indicated 1ittle need of improvement on these items. On the



Table 46

Percentages of Significant Different kesponses in Item Seventeen
in the Area of Conditions of Service Which Focused on
Providing Adecuate Assistance Before
Employee Termination

Respenses Not Weakly Adeaquately Strengly
Present Present Present Present

Employees

Tlementary 215 28% 28% 23%
Teachers

Zlementary 2% 115 53% 34%
Principzlcs

Seccondary 20% 329 349 12%
Teachers

Seccndary 3% 13% 07 37%
Zrincipals

Central 12% 2L% Lo% 2L

[EL.
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other hand, clementary and secondary teachers provided less
favorable responses as to_the effectiveness of the pef—
sonnel services. Central office administrators concurred
with the principals on all services but the one found in
item thirteen, employee input intc the formulation and
review of grievance procedures.

In reviewing the specific items in the area of
conditions of service where the pattern develoved, 1t was
determined that items twelve, thirteen, and fourteen
focused on grievance procedure¢ in the school system,
and item four focused on the retirement program for
employees. Providing personal leave for employees to
attend professional meetings was the service identifiled
in item six, and item seventeen stresced assistance to

employees before termination.

Question Number Eight

What are the relationships between the perscnal
characteristics of the elementary teachers, elementary
principals, secondary teachers, secondary principals,
and central office administrators and their percepticns
regarding selected personnel services most and least
in need of improvement?

In the data collecticn Instrument, subjects in
the population not only recorded their perceptions of

the selected personnel services, but also indicated their
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responses on two personal characteristics. The first
personal characteristic listed in the questionnaire was the
highest degree the subject had received. The second per-
sonal characteristic was the respondent's length of service
in the Kanawha County School System. (see Appendix B)

The Pearson Product Moment Correlation Coefflcient was
computed on the fivé groups of'employees' perceptions of
each personnel service and their responses to each personal
characteristic.

A correlation coefficient of £.30 or higher was
established as the level necessary to indicate a relation-
ship between the perceptions of the cselected perscnnel
services by the five groups surveyed and the two personal
characteristics. After reviewing the correlatlon ccefficient
on each variable, it was determined that there was not a
correlation coefficient of %.30 or higher. (see Appendix F)
Therefore, the implication for this part of the study was
that no significant relationship existed between the
perceptions of elementary teachers, elementary principals,
secondary teachers, secondary principals, and central office
administraters in the Kanawha County School System regarding
the effectiveness of selected personnel services and their
percsonal characteristics. |

The findings of the first part of the study and
the seven pertinent questions indicated that differences

existed between elementary teachers, elementary principals,
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secondary teachers, secondary principals, and central
office administrators in terms of their percéptions as

to the effectiveness of selected perscnnel servieces in

the Kanawha County School System. The data indicated

that in fifteen items (29%) the perceptions of the five
groups surveyed were significantly different. However,
the findings also indicated that in twenty-two items (423%)
the perceptions for the five groups of employees indicated
some significant similar responses. In addition tc these
findings, it wac also determined that the five groups of
employees indicated a need for improvement in the personnel
services explained in the area of staff development. It
was further noted, however, that a majority of the items
in this area were rated of only average importance by the
groups of employees.

The results of the second part of the study discuscsed
in the cne pertinent question revealed that there was no
significant rélationship between selected personil character-
1stics of elementary teachers, elementary principals,
secondary teachers, secondary principals, and central office
administrators in the Kanawha County School System and
their perceptions of the effectiveness of selected per-

sonnel services.



Chapter 5
SUMMARY, CONCLUSIONS AND IMPLICATIONS
SUMMARY

The purpose of this study was twofold. The first
problem was to determine whether differences existed
between elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office administrators in terms of their perceptions as
to the effectiveness of selected personnel services in
the Kanawha County School System. The second problem
was to determine the relationship between selected per-
sonal characteristics of elementary teachers, elementary
principals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System énd their perceptions of the effectiveness of
selected personnel services,

A review of the literature was conducted to provide
current information on the important personnel services
in the area of school personnel administration. The
literature review revealed that one of the most important
aspects In school personnel administration was that the
employee or his representative should be involved in the

development and revision of personnel services provided in
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a school system. In the literature, duties of the board
of education members, superintendent, and chief personnel
administrator in the area of school personnel administra-
tion were studied. Operational definitions on such

items as recruitmenf, grievances, teacher appraisals,
employee orientation, and staff selection were presented.
Furthermore, i1t was discovered in the literature that
there were several personnel services which would enhance
a school system's personnel administration program if they
vere used effectively.

The next step in studyling the two aspects of the
problem was to identify the population for the study.
Elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators in the Kanawha County School System were selected
for the study. The sample included a ten percent
stratified random sample of the elementary and secondary
teachers. All principals and central office gdministrators
were ldentified for the sﬁmplc.

A questionnaire was constructed and mailed to all
subjects in the study to collect the empirical daﬂa.

The data on the questionnaire were recorded and analyzed
to answer the eight questions in the study. Frequency
distribution and percentage analysis were performed on
all items to provide the data needed to answer the first

8ix questions of the study. The subjects in the population
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also rated the importance of each item. The means were
computed to determine the importance of each service. The
chl square value for each item was computed to provide the
data necegsary to answer question seven in the study.

The seven questions were used to examine whether differences
existed in the perceptions of personnel services of
elementary teachers, elementary principals, secondary
teachers, secondary principals, and central office admin-
istrators.

The data gathered to answer questions one through
five of the study indicated which personnel services were
perceived to be in the most and least need of improvement
by the five groups of employees in the Kanawha County
School System. In reviewing the findings from these
data, 1t was determined that the five groups indicated a
majority of personnel services in the areas of organiza-
tional structure, staff procurement, starf selection,
and conditions of service were in 1ittlc need of improve-
ment. However, in the area of staff development a majority
of personnel gervices which received significant responses
(66%) from the employee groups were determined to be in
considerable need of improvement.

The findings from the information collected on
question six of the study showed which perceptions of
the elementary teachers, elementary principals, secondary

teachers, secondary principals, and central office
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administrators in the Kanawhs County Schocl System were
gsimilar regarding selected personnel services most and
least in need of improvement. The results revealed that
in twenty-one (11%) of the items, five groups of
employees surveyed responded similarly. Tt was further
noted that in fifteen (29%) of the items, two or more
groups of employees surveyed indicated that the personnel
service in the item was in 1ittle need of improvement.

From the responses of the population con the
importance of the services, i1t was noted that the means
of the items indicated that the selected personnel
services were important to the employees. It was further
noted that in the area of staff development, a majority of
the items were rated of only average importance,.

Question seven of the study revealed which
selected personnel services had significant different
responses from the five groups surveyed. The findings
revealed that in fifteen (29%) of the items, there was a
significsnt difference of perceptions on the selected
personnel services by the five groups of employees. It
was further shown that in the area of personnel admin-
istraticn entitled conditions of service. principals and
centr~l1 office administr~tors indicated by the responses,
little need for improvement to those rervices relating to
grievance procedures, employee termination, the retirement

progr-m, and leaves for professional meetings. On the
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contrary, elementary and secondary teachers provided
less favorable responses as to the effectiveness of
these personnel services.

The results of the first seven questions of the
study indicated that there were differences existing
between elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office administrators in terms of their perceptions as
to the effectiveness of selected personnel services in
the Kanawha County School System, It was also determined
that several personnel services in the aréa of staff
development were in need of improvement, but these services.
had been indicated to be of only average importance,

In question eight of thevstudy, data were
gathered and analyzed to determine if a relationship
existed between selected personal characteristics of
elementary teachers, elementary principals, secondary
teacthers, secondary principals, and central office
administrators in the Kanaﬁha County School System and
thelr perceptions of the effectiveness of selected per-
sonnel services., The Pearson Product Moment Correlation
Coefficlency was computed on each variable, the two
selected personal characteristics, and fhe perceptions
of the selected personnel). services by the groups of
employeeé surveyed, The findings on this gquestion and the
second part of the study indicated that there wag no
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significant relationship between selected personal
chearacteristics of the five groups surveyed and their
perceptions of the effectiveness of selected personnel
services.

Finally, the conclusions and implications were
developed. In this study, it-was determined that
differences did exist between the five groups surveyed
in terms of their perceptions as to the effectiveness of
selected personnel services. The study also found there
was no significant relationship between selected personal
characteristics of the respondents snd their perceptions

of the effectiveness of selected personnel services.
CONCLUSIONS

On the basis of the findings of this study, the

following conclusions were drawn: '

1. Tt was concluded that the five groups of
employees surveyed responded similarly to
several of the items in thelr perceptions of
the personnel services most and least in need

“of improvement. Those items ﬁhich the five
groups rated at a level (66% or greater) as
being in the most need of improveﬁeﬁt were:

a. Organizational structure--employee review

and revision of personnel policies: and

b, Staff development--yearly orientation program
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and employment counseling.
The items which were rated at a level (66% or
greater) as being in the least need of improve-
ment were:

a, Organizational structure--roles of the

board of education and chief administrator
in personnel administfations

b. Staff procurement--personal interview and

application form in the recruitment process;

c. Staff selection--periodic health examination

for employees; and

d. Conditions of service--group insurance, credit

plans, and personal leave approﬁal.
It was concluded that the five groups of employees
perceived a need for improvement in selected per-
sonnel services related to the area of staff
development. In addition to the items in the
area of staff development listed in conclusion
number one, the selected personnel services in
need of improvement in this area focused on the
use of relevant personnel in the orilentation
program and the bases for promotion of employees.
It was also concluded in this study that there
were significant differences in responses as to

the effectiVeness of selected personnel services

by the teachers and administrators surveyed,
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and these differences were particularly evident
in the area of personnel administration which
related to conditions of service. The items in
this area which indicated a significant difference
of response by the five groups focused on the
retirement program, personal leave, competltive
salary schedule, grievance procedures, and
employee termination.

bk, It was further concluded in this study that
no significant relationship existed between
selected personal characteristics of the five
groups surveyed and their perceptions of the

effectiveness of selected personnel services.
IMPLICATIONS

There was 1ittle evidence to indicate that the
educational level or length of service of the five groups
surveyed in the Kanawha County School System had any
significant relationship to their perceptions of the
effectiveness of selected personnel services most and
least in need of improvement.

There was, however, considerable empiricél evidence
to suggest a need for improvement of the personnel
services in the area of staff development in the Kanawha
County School System. The Kanawha County School System

should review its staff development program and alter its
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direction in order to provide more effective services in
this area. The specific personnel services which should
be considered for study in this area are the orlentation
program, employment counseling, and promotional procedures.

The differences in the perceptions by the five
groups of employees surveyed on personnel services most
and 1east>in need of improvement were significant enough
to warrant further study by the Kanawha County Schodl
System. Although each personnel service which drew a
slgnificantly different response from the groups surveyed
should be analyzed, particular attention should be given to
the personnel services in the area of conditions of service
which indicated a pattern of disagreement between
administrators and teachers. The specific items which
illustrated this pattern in this area were related to the
retirement program, personal leave, grievance procedures,
and employee termination.

The resultsof this study are wvaluable only if they
are used, and they have the potentlal for giving suggestions
as to possible directions which the Kanawha County School
System may take.
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ADPPENDIX A

Dunbar High School
Dunbar, West Virginia
March 5, 1975

Dear Colleaguc:

In various meetings, employees in our school system have
suggested general improvements which they would like to see
in the personnel administration program. Due to the exten-
siveness cf the area of personnel administration, these
suggestions have to be systematically collected from the
employees to aid the Perscrnnel Department in the determina-
tion of the proper direction which chould be taken in its
program,

This survey is being conducted with the approval of Jchn
Santrock, Superintendent of Schools, and Ben Caldwell,
A“vthint Suoerintendent for Personnel. The results of the
survey will be made available to the Fersonnel Department
and to the Superintendent for the purpose of developing
more effective personnel services for the employees of the
Kanawha County School System.

Responses from individual employees and specific schools
will remain anonymous. The three groups being surveyed are
teachers, principals, and central office administrators.
The data will be reported from these threce groups of
employces.

The enclosed survey instrument his two parts. Please re-
spond to all of the items on the survey instrument accord-
ing to your knowledge and feelings about perscnnel services.
I have enclosed an envelope with my address. FPFlease return
the completed questionnaire by way of the pcny mall service
Your cooperation on this project is greatly appreciated.

Sincerely yours,

Jack C. McClanahan, Principal
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APPENDIX B

Dunbar High School
Dunbar, Vest Virginia
April 2, 1975

Dear Collesague:

Approximately three weeks ago, I senlt yocu 2 survey on the
personnel services in the Kanawha County School Cystem.

If you have returned the survey, 1 would like to thank
you for your immedizte response. 1t is possible that due
to your busy schedule you have not had time to complete
the survey form. I have enclosed a2 second copy of the
survey in case your first copy has been misplaced. Please
use the enclosed envelope and return the completed
guestionnaire by the pony miail service.

Since only a few employees were sclected for the study,

your immediale response is important in the study of per-
sonnel services in your county school system. Your coopera-
tion on this project is greatly appreciated.

Sincerely yours,

Jack C, MeClanahan
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APPENDIX €

PERSONNEL ADMINISTRATION SURVEY FORM

PASF

" To be completed by elementary teachers,
" elementary principals, secondary tea-
chers, secondary principals, snd central
office administrators.
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PART A

INSTRUCTIONS: Place a check (/) in the blank by the one
response under each item which best describes
you in your employment at this time.

1. My highest educational level is:

High school griaduate
(b) Bachelor's degree

c) Master's degree
d) Dcctor's degree

=

—

N

The total number of years 1 have been employed in the
Kanawha County Schcol System is:

) 0O to 1 year
b) 2-4 years

c) 5-10 years

d) 11-20 years

e) Over 20 years

PART B

INSTRUCTIONS: The items on personnel administration in
Part B were constructed into five categories:
crganizational structure, staff procurement,
staff selection, staff development, and con-
ditions of service.

Ycou should mark each auestion with two
respcenses. Your Tirst response should be
based on your knowledge and feelings of how
the Kanawha County Personnel Department is
providing the service which has been de-
scribed. Your second response should indi-
cate the importance which you place on the
personnel service which has been described.
Please place a check () in cne blank in
e1ch area tc mark your response.

Lach item should be answered with cne
response in eidch of the two areas.

(PART B Continued)
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(Part B Centinued) Page 2

Each item should be answercd with one response in each cf
the two arcas.

Presence c¢f the Cervice Importance of the Scrvice
A--llct present A-<Loawr dmpoertonce

--lleakly present B--lodcerate importance
C-~Adequately present C--igh importance

D--8trongly present

ORGANIZATICHNAL STRUCTURLE IRESENCIH 1MPORTANCE

1. The Board of Education
establishes the general
policics for the operation
c¢f the Department of Per- .
sonnel Administration. A B C D A B C

2. The Superintendent provides

the leadership in the execu-

ticn of Beard Policies for

the develepment ond improve -

uent of Personnel Admin- '

istraticn. A_B C D A_B _C__
3. The chiei pcrsonnel admin-

istrator is a part of the

Superintendent's adminis-

trative team. A B C D A B C

4. Written personnel pelicies
are made available to all ~
cmployeesz. A B C D - A B C

5. Members of the Persornnel
Department explain and
interpret personnel poli-
cles tc apprepriate stofrl
members. A B ¢ D A B C

6. Yerscnncl policies are con-
tinuously reviewed by en-
ployees and recommend:ations
are made for revision. A B C D A B C

(Part D Continucd)
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(FPart B Continuecd)

Lage 3

FEach item should be answered with one response in cach of

the two areas.

Presence of the Service

A--HNot present ,
B--WUecakly present
C--Adequately present
D--Strongly present

7. The Perscnnel Department
has the responsibility for
personnel records of all
school employecs.

8. The Personnel Depzrtment
provides safeguards agalinst
the loss or damage of per-
sonnel records.

9. Data processing is uscd to
provide more effective pro-
cessing and integraticn of
employee information.

10. The Perscnnel Administra-
tive Department conducts
its business in such a
manner that it provides
effective mnd f'ricendly em-
ployee rclationships.

STAFE PROCUREMENT

1. In the recruitment process
written jcb descripticns
~are used as guides for all
vacancies.

2. All interested cuandidates

for employment are provided

written Iinformaticn on the

employment requirements and

on the school system's
philosophy.

Jmportance of the Scrvice

A--Low importance
B-~-Moderate importance
C--High importance

FRESENCE IMPGRTALCE
A_B C D A_B C__
A B C D A_B C_
A B C D A B C__
A_B C D A_B C__
A B C b A B C__
A_B C_D A_B C

(Part B Continued)
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(Part B Continued) Page 4

Each item should be answered with one response in each of
the twc areuas,

I'resence of the Service Tmportunce of the Service
A--Nlot present A-~-Low importance
B--Heakly present B--Moderate importunce
C--Adequately present C--High importance
D--Strongly present

3. All interested potential PRESENCE JHMPORTANCE
employecs are given a per-

sonal interview, A B C D A_B C__

4, All vacancies are posted so0
that 31l interested parties
can apply for available
positions. A B C D A B C

The application form asks

for pertinent information

such as a candidate's

training, references, and

academic record. A B C D A B C

o

STALFE SELECTION

1. Ivery potentieal employec
follows the same general :
sclecticn procedures., A3 C D A B C

AV)

. During thec probationary
period, written appraisals
of the employee are made
and discussed with him. A_B C D A B C

3.. During the probationary
pericd, the euployee is pro-
vided with adequate oricnta-
tion, supervision, and in-
service traiining. A B C D A B C

L4, HNew employces are placed in
positions and given assign-
ments which are in line
with their qualifications. A B C D A B C

(Part B Continued)
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(Part B Continued) ' Page 5

IEach item should be answercd with one respcnse in each of
the two areas,.

Presence of the Service Importance of the Service
A--Nct present A--T.ow importance
B--lleakly present B--Moderate importance
C--Adequately present C--High importance

D--Strongly present

A1l employees are required PRESENCIS TMPORTANCE
to take periodic health

examinations and tuberculin

tests. A B C D A_B C

Written policies on trans-
fers are provided to all
employees. A B C_D A B C

The two prime considerations

given in a transfer reouest

are the effective operation

of the school program and

the interests of the em-

ployee. A B C D A B C

In most transfer casecs, all

parties have a general under-

standing before the transfer

is made. A B C D A_B C

STAFI DEVELOPMENT

10

N

The orientation program for

all new employees is con-

ducted throughout the year. A_B C_D A B C__
Crientation is conducted by

personnel who can mzke the

crientaticn relevant to the

needs of the new employec. A B C D A B C

(Part B Continued)
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(Part B Continued)

Page 6

Each item should be answered with one response in each of
the two areas.

L,

10.

Presencc of the Service

A--Not present
B--Wleakly present
C--Adequately present
D--Strongly present

All new employees are pro-
vided information (ex.
handbook) which describes
the educational philosophy,
personnel practices, and
general policies of the
school system.

Employees are utilized in
the development of inscr-
vice pregrams.

An appraisal program fcr an
employee is developed and
periodically reviewed by

employce representatives and
the supcrviscrs in the school

system,

The appraiszl of the cm-
ployece i.. based on specific
chjectives identificd in
his job.

Periodic cenferences are
held on the progress of the
employee.

The final apperaisal form is
available to the cmpleyee.

Promotionil oppertunities are

Twportance of the Service

A--Lovw importance
B--Moderate importance
C--High impcrtancec

PRESENCE TMPCRTANCE
A B C D A_B C__
A B _C_D A_B C__

A_B C D A_B C_
A_B C D A_B C__
A B C D A B C__
A B C_D A B _C

widely publicized. A B _C_D A _ B _C_
Promotions arc based on quali-

fications, achievement, and

preestablished job standards.A_3 C D 85 B C

(Part B Continucd)



158

(Part B Continucd)

ace 7

Ilach item should be answered with one response in each of
the tuo arcauas.

11.

Presence of the Scrvice Importance of the bervice
A--Not precent A--Low importance
B--Wleakly present B--Moderate importance
C--Adecuately present C--High impcrtance

D-~-Strongly present

Employment counseling is PRESFNCE
provided to 2ll employees

to assist them with pro-

blems which arise in rela-

tionship to their jobs. A B C D

CONDITICNS COF SLRVICE

JAC

V)

A good f'ringe benelit pro-

gram is established to

attract and retain employees.A B C D
Group Insurance is available

to all employeces. A_B C_D
Tax sheltered annuitles and

credit plans are available

to all employees. A B C D

A sound retirvement prasoan
exists f'cr 211 employees who
made 2 career in education. A B C D

Leave policies for employees

are established, published,

and distributed by the Bcard

of Educaticn. A B C D

Leaves are provided to em-

ployeces for their participa-

tien in professional mect- :

ings. A B C D

All employees have personal
leave available. A_B.C D

(Part B Continued)

TMPORTANCI

A B C
A B C_
A_B C_
A B C
A B C
A B C
A B C_
A B C
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(Part B Continued)

Page 8

Fach item should be answered with one response in each of

the two areas.

Presence of the Service Importance of the Service

A--Not present A--ILcw importance
B--Weakly present B--Moderate importance
C--Adequately present C--High importance

D--Strongly present

8. The immediate supervisor of  PRESENCE

an employee approves requests
for perscnal leave. A B C D

9. The salary schedule of the

employee is based on his

qualifications, performance,

and experience, A B C D

10. Clearly defined statements
of duties, minimum require-
ments, and responsibilities
are avallable for each type
of position. A-B C D

11. The salary schedule is com-
petitive with other school
systems and businesses in
the locality. A B C D

12. Written grievance procedures
have been established =znd
distributed to all employees.A__B _C D

13. IEmployees have imput into
the formulation and revision
of grievance procedures. A B C_ D _

14, The grievance procedures

have several steps to insure

a solution to the problem. A B C D
15. An exit interview is pro-

vided when an employee re-

signs to discuss re-employ-

ment, reinstatement, or re-

tirement fund withdrawal. A B C D

(Part B Continued)

IMPORTANCE

A_B C

A B C
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(Part B Continued) Page 9

Each item should be answered with one response in each of

the two areas.

Presence of the Service

A--Not present
B--lWeakly present
C--Adequately present
D--Strongly present

16. The Personnel Devnartment
has established effective
procedures for employment
terminaticn.

17. An employee is terminated
only after serious efforts
have been made to assist
the employee.

Importance of the Service

A--Low jmpo?tance
B--Moderate importance
C--High importance

PRESENCE TMPORTANCE
A B C D A B C

A B C D A B C
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ADPPENDIX D

STANDARDS IPOR SCHOOCL, PERSONNEI, ADMINISTRATION

Organizational Structure

A,

The basic function of the Board ¢t Educaticn is
policy-making and review of the total educational
program,

The superintendent of schools furnishes the pro-
fessional leadership for the development and im-
provement of a personnel program to meet the
objectives of the school system.

Written personnel policies furnish guidelines for
the administrative procedures relating to personnel
matters.

The personnel department is that section of the
administrative structure established to carry out
responsibility for fulfilling the personnel
activities o1" the schocl system.

Personnel operations are conducted in a manner that
provides for effective and friendly employee rela-
tionships.

Staff Procurement

A.

The recruitment process provides gualified perscnnel
with information on available positions and allows
interested personnel the opportunity to compete for
vacancies.

The application form contains information necessary
to facilitate initial screening and contribute to
sound decisicn-making on rinal recommendation for
appointment.

Staff Selection

A.

Decisions involving staft selection are based upon
a carefully planned program of investigation,
screening appointment and probation.
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IV.

V.

162

Placement, assignment, and transfer of personnel is’
a basic administrative responsibility that balances
school system needs with the desires and qualifica-
tions of the individual.

Staff Development

A.

D.

[l
I .

Orientation of teachers is a continuing process
based upon a planned program designed to acquaint
the teacher with his respcnsibilities toward the
student, school, and ccocmmunity.

Inservice education programs are designed to assist
the teacher with continued professional growth by
keeping the teacher aware of new developments and
means for implementation of curricular innovations.,

Aporaisal of teaching performance is a cooperative
process designed to improve the quality of teaching.

Administrative appraisal programs aim to improve
the quality of administrative le=adership by im-
proving individual performance.

High staft morale and the leadership, efflective-
ness, and Influence of the personnel department

call tor individuals in professional staffs to be
recognized for excellence and promoted on the basis
of competency, aqualifications, fitness fcr the job,
and promisec of future growth and development regard-
less of age, sex, religion, naticnil crigin, or
ethnic heritace.

Conditions of Service

A.

A tringe benefits pregram that meets the particular
needs of the stafr should be established within the
constraints of local and state laws.

Rerulations covering the various tynes ¢of absencces,
with or without pay, are mude 2viailable to the
staft and are rairly administered by the perscnnel
departiment .

Salary schedules that place the school board in a
favorable competitive position and salary policies
that encourage professional growth and personal
improvement in service are essential elements of
personnel administration,
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D. An orderly procedure for the hearing and adjust-
ment of employee's grievances should be adopted,
publicized, and implemented.

FE. Regulations governing resignations should provide
an orderly means of termination of service, with a
minimum of dislocation to the school system and a
minimum of inconvenience to the employee.

I'. The personnel administrator should establish pro-
cedures for expeditiously terminating an employee's
services or for taking corrective actions when the
employee's performance or conduct is unsatisfactory.

(Taken from Standards for School Personnel Administration,
Walnut Creek, California, 1972, pp. 10-35.)




APPENDIX E

Table of the Total Pcopulation, Number of
Employeces Surveyed, Numher Responding,
and Percentage of Responses

Employees Total Number Numbe r Percentage
Population | Surveyed Responding | of Responses

Elementary 1,005 105 69 66%
Teachers

Elementary 78 78 56 7%
Prinecipals

Sccondary 1,185 119 91 76%
Teachers

Secondary U 34 30 884%
Principals

Central 9l 9l 7). 76%
Office
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APPENDIX F

Table of Intercorrelation Between Demographic Variables
and Perceptions of Selected Personnel Services
by the Groups of Employees Surveyed

lLength of Service

Item Educational Degree
1 r=.0616* p=,275%* r=,1150 =011
2 r=.1312 p=.020 r=.1056 p=.061
3 r=.1340 p=.017 r=.1799 p<.001
b r-.0851 p=,131 r=.0609 p=.280
5 r=,0744 p-.187 r=.1164 p=.039
6 r=.0825  p=.143 r=.1177 p=.037
7 r=,1000 p=.076 r=.1327 p=.018
8 r=.1218 p=,030 r=,1693 p=.003
9 r=.1494  p=,008 r=.0937 p=.096
10 r=,0165 p=.7T71 r=,0075 p=.895
11 r=.1134 p%.ouu r=,1744  p=,002
12 - r=.0259 p=.6U46 r=.0598 p=.289
13 r=s0474  p=,401 r=70477 =.398
14 r=,0468 p=.407 r=.1589 p=.005
15 r=:1100 p=.051 r=71073 p=.057
16 r=.0149 p=.792 r=.0582 p=.303
17 r=:0694 p=.219 r=s0504  p=.372
18 r=:0520 =.357 r=70643 p=.254
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Table of Intercorrelation (continued)

Ttem Educational Degree Length of Service
19 r=:0921 p=.102 r=:1104 p=.050
20 r=-0935 p=.097 r=31184 p=.035
21 r=.0332 p=.557 r=.1231 p=.029
22 r=,0078 p=.890 r=.,0466 p=.409
23 r=70131  p=.817 r=.0173  p=.759
ou r=.0411 p=.467 r=.0769 p=.173
25 r=.0018 p=.974 r=,0537 p=.341
26 r=30924 p=.101 r=70294 p=.603
27 r=70446 p=.430 r=70052 p=.927
28‘ r=70677 p=.230 r=:0172 p=.761
29 r=:1106 p=.050 r=<0800 p=.156
30 r=70024  p=.966 r=0069  p=,903
31 r=.,0117 p=.836 r=;0552 p=.328
32 r=,0478 p=.397 r=,0594 p=.292
33 r=,0198 p=.726 r=70148.  p=.794
34 r=30376 p=.506 r=,0455 p=.420
35 r=,0086 p=.879 r=:0052 p=.927
36 r=0587 p-.298 r=70431  p=,U446
37 r=,0088 p=.877 r=,0U450 =125
38 r=.0399 p-.480 r-.0602 p=,286
39 r-.1066 p=.058 r=,1707 p=.002
ho r=,1484 p=.008 r=.1465 p=.009
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Table of Intercorrelation (continued)

Item Educaticnal Degree Length of Service
L r=.0921 p=,102 r=30169 p=.764
42 r=.0060 p=.915 r=71151 p=.041
43 r=70309 p=.585 ' r-.0132 p=.815
Ly r=.0402 =476 r=,0690 p=.221
45 r=.0646 p=.252 r=.0301 p=.594
u6 r=Q256o p<,001 r=.2408 §<.001
L7 r=.2584 p<.001 r=.1845 p<.001
48 r=.2988  p<.001 r=.1950 p<.001
49 r=,0610 p=,279 r=.0373 p=.509
50 r=.0709 p=.161 r=.0818 p=.147
51 r=.1694 p=,003 r=.1918 p<.001
correlation coefficient

*
Lo 1
i

probability
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A STUDY OF THE PERCEPTIONS OF TEACHERS AND ADMINISTRATORS
ON THE EFFECTIVENESS OF SELECTED PERSONNEL SERVICES
IN THE KANAWHA COUNTY SCHOOL SYSTEM

by A
Jack C. McClanahan

(ABSTRACT)

The problem of this study was twofold.® The first
problem was to determine whether differences existed
between elementary teachers, elementary principals,
secondary teachers, secondary principals, and central
office adminigtrators in terms of theif rerceptions as
to the effectiveness of selected personnel services in
the Kanawha County School System. The second problem was
to determine the relationship between selected personal
characteristi¢s of elementary teachers, elementary pfin-
cipals, secondary teachers, secondary principals, and
central office administrators in the Kanawha County School
System and their perceptions of the effectiveness of
Selected personnel services.

A questionnaire on selected personnel services
was developed from the relevant literature and national
standards adopted by the American Association of School
Personnel Administration. The statistical procedures used

on the respongses to the questions were frequency,



distribution, percentage, chl square, mean, and the
Pearson Product Moment Correlation Coefficlent. A
series of tables ‘Was8 developed to present the data
collected from the responses. ’

The results of the first part of the study
indicated that differences existed in the perceptions
of the effectiveness of selected personnel services
by the five groups surveyed. The differences were
particularly noted between teachers and administrators
in the area of personnel administration entitled‘
conditions of service. The second part of the study
revealed that no significant relationship existed
between selected personal characteristics of the five
groups surveyed and their perceptions of the effectiveness

of selected personnel services.
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