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Chapter 1 

INTRODUCTION 

Education is a :prc~ess of learning in which success. 

depends on the quality of personnel ih the 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 1 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 

formulation, salary administration, record keeping, adjust-

ment counseling, negotiations, and a variety of othe·r 
1 

activities. In th~ 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 

American Association of School Administrators, 
Profiles of the Administrative Team (Washington, D.C., 
1971), pp. 7T]"::77. 

1 
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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 
3 

to insure equal employment practices for all employees. 

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 Prottrams 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 procedu~es, and 

collective negotiations have mainly been the responsibility 

U.S. ~epartment of Labor, EldmeAttryMand Secondary 
Schools Under·the Fair Labor Standar s c , ~' 1972 
{Washington: Government Printing Office';-1972), pp. 3-9. 

3 
U.S. Equal Employment Opportunity Commission, 

Affirmative Action and Equal Em~loyment (Washington: 
Government Printing--c51'fice, 197 ), I, 4. · 

4 
Thompson Powers (ed.), Egua(WEmfiloyment Op~ortunity: 

Compliance and Affirmative Action as ington, D •• : 
National Association of Manufacturers and Plans for Progress, 
1969), p. 17. 
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of the personnel office. The increase of teacher militancy, 

which has changed the entire decision-making process, has 

been~ chief factor in the personnel 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 social factors have created the 

need for school systems to review their personnel practices. 

Good employee morale in a school system often depends on 

successful development and implementation of effective 

personnel 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 
5 

available. 

By 1960, expansion of ·school personnel administration 

programs necessitated the development and adoption of 

national standards for personnel administration services 

by the Americqn Association of School Personnel Administra-

tion (AASPA). In the following decade, these national 

standards were revised to meet the new legal and social 

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. 8. 
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personnel administration. 

4 

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 :i.ts 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 e.ffectiveness of 

selected personnel services. The following questions were 

formulated 9s a guide for the development and implementation 

Standards for School Personnel Administration 
(Walnut Creek, Cal17ornia: 1972), p. 
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of the study: 

1. Which personnel services do element~ry teachers 

perceive ~s being in the most and least need 

of improvement? 

2. Which personnel services do elementary principals 

perceive as being in the most and least need of 

improvement? 

3, Which personnel services do secondary teachers 

perceive as being in the most and least need of 

improvement? 

4. Which personnel services do secondary principals 

perceive as being in the most and least need of 

improvement? 

5, Which personnel services do central office 

administrators perceive as being in the most and 

le~st need of improvement. 

6. 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? 

7. 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? 
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84 What are the relationships between the personal 

characteristics of the elementary teachers, 

elementary principals, 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 personnel 

services for county employees and to determine which 

personnel services currently in operation WAre perceived 

to be effective. 

DEFINITION OF TERMS 

For the purpose_of this study, the following defini-

tions were formulated: 

Elementarl teacher. A person certified by the 

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

school system to teach studP.nts in a school which housed 
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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 housed 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, associate super-

intendent, assistant superintendent, director, coordinator, 

administrative assistant, or consultant in the school 

system. 

Selected personnel services. Specific 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-

istrRtion. 

Perception. An individual's interpretation of a 

situation. In this study it was the interpretation of 
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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 personnel 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: (4) 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, second'lry principals, and central office 
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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 System 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 teachers, 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 School System and 

their perceptions of the effectiveness of selected personnel 

services. Conclusions and implications on personnel 

services for the Kanawh'8 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 sunnnary, 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 selected 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 Association of School 

Personnel Administration (AASPA). This Association has 

beert 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 their personnel 

programs. During the 1960 1 s, teacher militancy, public 

demand for accountability, increased salary and fringe 

benefit demands, and school 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 guide to improve personnel progr9.ms in nchoo1 
1 

systems. 

1 
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: (1) organizational 

structure, (2) staff procurement, (3) staff selection, (4) 
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, superintendent, and chief per~onnel adminis-

trator in the area of personnel administration. The first 

duty of a school board, according to Heald and Moore, ls 
3 

the establishment of local operational policy. A school 

system's dep1rtment of personnel administration is directed 

by policies which are adopted by the board of education. 

Board policies should be clearly written to insure their 

proper execution. It is the purpose of policies to ·estab-

lish the direction of the school system, but not to indicate 
4 

procedures necessary to implement those policies. Policy 

making, policy review, and policy revision should be a 
5 

continuous process for the board of education. · 

2 Ibid., p. 15. 
3 James E. Heald and Samuel A. Moore, II, The Teacher 

and Administrative Relations in School Systems (New York: 
The Macmillan Company, 1968};}). 112. 

4 
Ibid. 

~ . . 

- Roald F. Campbell ':3.nd others, The Org.11nization.and 
Control of American Schools (Columbus,-ml"io: Charles E. 
Merrill Publishing 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, must formulate 

internal procedures. to govern their department or school 
6 

in relationship to the entire school system. Heald a~d 

Moore defined the role of the superintendent as the execu-

tive agent employed by the board of education and ·stressed 

that his first major responsibility was the execution of 
7 

board policy. 

In recent years, the superintendent's position in 

.large systems has become so complex and demanding that 

specialists have been employed by the superintendent in a 

variety of ~reas to increase efficiency. In many of these 

school districts, the superintendent has made the chief 

personnel administrator an integral part of his admin-
8 

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. 

8 
American Association 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 guidelines 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, 
10 

and avoids the drawbacks related to expediency. 

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 
11 

cooperative activity." Employee involvement in policy 

formulation enables the chief personnel administrator to 

utilize the front-line employees in order to understand 

the pertinent issues and allow them to provide their 
12 

judgments as to the best methods of meeting those issues. 

Decisions on policies and procedures are decided coopera-
13 

tively to insure a balance of judgment on the issues. 

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 11 
Van Zwoll, p. 6. Ibid., p. 13. 

12Ibid. 
13American Association of School Administrators, p. 84. 
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Well-structured, written personnel policy is 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 
14 

on policy and procedures available to all personnel. 

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 
15 

basis. With continuous change related to personnel 

actions 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 greatly to their.understanding and accep-
16 

tance of the policies. 

According to Redfern, the earliest form of school 
17 

personnel administration was record keeping. 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 Administrat6r--(Boston: Houghton MiRI"in, 1965), 
p. 367. 

15 
American Association of School Administrators, p. 85. 

16 
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. Bernarq 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 should be maintained by the chief per-
18 

sonnel administrator. Because of the importance of 

personnel records for decision making, Castetter empha-

sized that records should be protected against fire, 
19 

theft, and examination by unauthorized persons. In 

large school districts the increased volume of data collec-

tion has required the use of automatic data processing. 

Data processing provides fast, effective services in the 
20 

collection and tabulation of data. 

Personnel operations should be conducted in a 

manner that provides an effective and friendly employer-

employee relationship. Fairness to employees is an 
21 

important factor in staff relations. The personnel 

office must deal with individuals in the school system in 

order to understand their needs. Gibson and Hunt empha-

sized the fnct 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 

18 
Kaye _, p . 12 . 

19 
William B. Castetter, 

Personnel Program (New York: 
p. 301. 

20 
Van Zwoll, p. 374. 

Administering the School 
The Macmillan Company, 1962), 
21 

Ibid., p. 181+. 
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22 
is satisfying to individuals." 

STAFF PROCUREMENT 

Recruitment of good employees should be a top 

priority with any school system. Recruitment has been 

defined as a "process whereby qualified personnel are 
23 

made interested enough in a position to apply for it." 

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 
24 

quality of its teachers~ Cabe agreed in noting that the 

success of American education is dependent on effective 
25 

teachers. 

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 employees. A 

good recruitment program should have written definitions 

of each position and the quaJ.ifications 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 McNally and Company, 1968)~ p. 18. 

24 
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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26 
to fill the position. In addition, attractive brochures 

and leaflets which accurately depict the more favorable 

aspects of the school system can be helpful in the recruit-
27 

ment process. To insure fair employment practices, 

interviews should be conducted with all potential empl~~ees, 

including those already employed by the school system. 

Therefore, it is necessary to post notices of vacancies so 

that all individuals who are qualified can have the oppor-
29 

tunity to apply. 

The application form should be adapted to meet the 

needs of the school syste~. Some·of the essential items 

in the form should be: items arranged to aid in reading 

and analyzation, instructions to secure transcripts and 

certification, and allocation of space for listing previous 

employment. If the school system has data processing 

equipment, the application form should be coded for easy 

processing. References can be useful to supplement the 

information contained on the application form and provided 
30 

in the interview. 

26 
Davis and Nickerson, p. 20. 

27 
Jay E. Greene, School Personnel Administration 

(New York: Chilton Book Company, 1971), p. 104. 
28 

Davie and Nickerson, p. 22. 
29 

Harold E. Moore, The Administration of Public 
School Personnel (New York:"" The Center for""A°pplied 
Research in Education Inc., 1966), p. 55. 

30 
Greene, pp. 104-08. 
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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 
31 

process is the employment interview. A group interview 

of the candid~te is desirable since it provides more than 
32 

one opinion on the fitness of the candidate. To optimize 

staff cooperation in the selection process, the individual 

who will be responsible for the new employee should be 
33 

involved in the final decision for employment. 

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 approve recommendations of the superintendent and his 
3h 

staff. Another important factoT in the selection process 

is the health examination. Some school systems have their 

own physicians examine the applicants or require another-

physician to complete the examination using an established 
35 

form. In order to maintain the health atandards of school 

31 

33 

35 

Moore, pp. 40-42. 
32 

Davis and Nickerson, p. 30. 
3h 

Gibson and Hunt, p .166. Moore, p. Jn 
Greene, p. 144. 
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employees, post-employment examinations should be required 
36 

as a condition of employment. 

Even before employment, it is customary to require 

evidence that the candidate has acquired certification or 
37 

licensing require? by law and essential for the position. 

This helps insure fairness of evalctation during the proba-

tionary period. Other measures which should.be taken by 

the organization during the probationary period to promote 

the performnnce of employees are effective orientation, 

developmental inservice programs, systematic appraisal 
38 

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 
39 

system. Clearly written policy should be· available to 
40 

all staff members for making or request~ng transfers. 

The primary reason for transfer should be to improve the 

operation or efficienc,y of the school system. A corollary 

to that factor is placement of the employee where he can 
41 

best fulfill his own objectives. No transfer should be 

made arbitrarily or vindictively. Causes for transfer 

36 
Van Zwoll, p. 318. 

37 
William B. Castettcr, The Personnel Function in 

Educational Administration (NewYork: 1rhc Macmillan-
Company, 1971), p. 210. 

38 
J-1-0 

Ibid., p. 306. 

Moore, p. 53. 

39 
Van 

La 
Van 

Zwoll, p. 266. 
Zwoll, p. 267. 
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should be reQsonable and should be understood by the 
42 

parties involved in the process. 

STAFF DEVELOPMENT 

Orientation, inservice education, appraisal, and 

morale are all functions of staff development. Orientation 

is the process by which the individual becomes aware of the 

various aspects of his school employment and the implica-
. 43 

tions of his assignment. Cabe emphasized that a school 

system owes a new teacher a well-organized plan of orienta-

tion. He 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 fonned.44 . 

The orientation program should be structured so that it is 

a continuous process throughout the year. Because much of 

the induction process goes on·1n the school where the 

teacher is employed, the principal and professional staff 
45 . 

should orient the new teacher to the school program. A 

well-structured orientation program should supply the new 

employee with helpful literature, such as a handbook which 

includes the school's philosophy, obg~ctives, regulations, 

schedules, and methods of operation. 

42 
Moore, p. 52 

J.i4 
Cabe, p. 221. 

46 
Van Zwoll, p. 139. 

43 
Van Zwoll, p. 135. 

45 
Moore, pp. 1+6-7. 
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The implementation of a sound inservice program is 

an important phase of employee development. In addition, 

employee involvement in the development of the inservice 

program is vital to its 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 
47 

meaningful way." Louis J. Rubin emphasized that teachers 

in the inservice education program are 48werful instruments 

in attacking real educational problems. 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 departments in the coordination of various inservice 
h9 

programs. 

Employee appraisal is a significant aspect of 

employee development. According to Lewis, teacher appraisal 

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

47 
Ben M. Harris, et. al., Inservice Education: A 

Guide to Better Practice {Englewood Cliffs, New Jersey: 
Prentice Hall Inc., 1969), p. 9. 

48 
Louis J. Rubin (ed.), Improving Inservice Education 

(Boston: Allyn and Bacon Inc., 1971), p. 13. 
49 

Gibson and Hunt, p. 225. 
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which the teacher fulfills his professional responsibilities 
50 

in the school district. The planning of the appraisal 

program should be~ cooperative effort between representa-
. 51 

tives of employees and employers. One of the major 

prerequisites of the evaluation proc;ram is that the eval-

uator and the evaluatee know the ob,jecti ves of the program 

and base the evaluation on the fulfillment of those 
52 

objectives. 

Lewin emphasized that the most significant phase 

of the appraisal program is the post-appraisal conference. 

He stressed the fact that the teacher and the administrator 
53 

should review the appraisal form before the conference. 

During the conference, the evaluntor and the evaluatee 

discuss the evaluation; moreover, if both agree on the 
54 

assessment, they sign tho instrument. Rose felt that 

most teachers would welcome evaluation "if the major focus 

is on improvinB 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 Eff~ctive School 
Evaluation Proe;ram {New York: Parker Publishing Company 
InC:-)-1973 )-,p .11 

52 53 
Ibid., pp. 70-1. 

5L~ . 
Lewis, pp. 31-2. 

Stayner Brighton and Gale Rose, Increasing Your 
Accurac:t in Teacher Evaluation (Englewood Cliffs, New 
Jersey: Prentice-Hall Inc., 1965), p. 49. 
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useful to the teacher ...• " 

24 

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 perfonnance of the appraisee; at the same time, 

the appraisee makes a self-appraisal. A performance pro-

gress review conference is held to exchange information 

relating to performance. The appraiser and the appraisee 

establish an individual develop~ent program to work toward 

the resolution of problems which are noted in the 
56 

appraisal. 

One of the ma,jor responsibilities of the personnel 

administrator is to develop and retain high morale among 

employees. Promotion practices are a significant part 

of personnel administration, and they have a defini t·e 
57 

affect on staff morale. Notices of all vacancies 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 
(En~lewood Cliffs, New Jersey: Prentice-Hall Inc., 1970), 
p. o7. · 

56 
William B. Castetter and Richard S. Heisler, 

Appraisine and Improving the Performance of School Admin-
istration Personnel {University of Pennsylvania, Graduate 
School of Ecfucation, 1971), p. 38. 

57 . 
Castetter, The Personnel Function in Educational 

Administration_. p. 323. 
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systematic promotional policy which includes in 1.ts process 

the early identification of those potentially qualified for 
58 

promotions. This promotion policy should be organized 
59 

so that promotions are based on merit and achievement. 

Another important phase of staff morale is 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 is 

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 e;ood fringe benefit 

program in a school system is recruiting and retaining 

good employees. Most fringe benefit programs contain . 61 
various forms of group insurance for school personnel. 

Recently, credit unions and tax sheltered annuities have 
62 

developed as part of fringe benefit programs. By 191+6, 

all states had a teacher retirement program. Although the 

58 59 
60 

Moore, pp. 51~-5. 
61 

Gibson and Hunt, p. h23. 
Van Zwoll, 

62 
pp.171,185. Greene, pp. 2ho, 255. 

Percy E. Burrup, The Ten.chcr and the Public School 
Ststem (New York: Harpcr"ecRow Publishers,").972}, pp. 
3 5-66. 
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state retirement programs vary, one of the major character-
63 

istics _is th11t membership is required for all new teachers. 

The role of the personnel offlce in the retirement process 

is to establish a procram which will be adequate for all 
6l~ 

employees. 

l\nother necessary part of the general area of 

conditions of service for the employee is the leave of 

absence regulations. Leave of absence plans are developed 

to improve employment conditlons, to 1ncrcase productivity, 

and to develop job satisfaction. Eveiy school district 
65 

needs .leave policies and procedures for personnel. In 

many school districts, the office of school personnel 

administration provides limited professional leave without 

sacrifice of pay for the attendance at professional con-

re rences, conventlons .• and other actl vitlcs. l\t times, 

the leave policy is not invoked, but personnel are illowed 

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 illn~ss, 

paternity, religious holidays, and emergencies. The policy 

concerning leaves should be ns specific as possible; never-

theless, the employee's immediate supervisor should be 

63 6~ 
Ibid. , p. 359. 

65 
Gibson and Hunt, p. 312. 

CaGtetter, The Personnel 
Administration, pp. 2ffi5-8"7. 

Function ln Educational 
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66 
allowed to consider special requests for a leave. 

One of the major concerns of the employee is his 

salary. The most essential factors in determining the 

salary schedule for en~loyees are years of experience, 
67 

prepar.qtion, and professional growth. Since there is 

no area more sensitive than salary administration, it is the 

responsibility of the personnel department to identify 

deficiencies in the salary schedule and to propose 
68 

revisions. Salary compensation policy Guides should be 

developed in local nchool districts. One of the policies 

should require position descriptions for use in the deter-. 69 
minatJ.on 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 
70 

employee in the position. 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. 

66 
Van Zwoll. pp. 359-60. 

67 
Eric F. Rhodes, "Determining Practical Salary 

'Schedules," School Executive's Guide_, p. 124. 
68 

American Association of School Administrators,p.83. 
69 

Castetter, The Personnel Function in Educational 
Administration, p. 126: 

. 70 
Ibid., p. 20lL 
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In the past decade, teachers have organized to 

such a degree that many school systems have developed 

grievance procedures to insure a system of local due 

process for employees. A grievance has been defined ns 

an alleged violation, misinterpretation, or misapplication 

of personnel policies or nonwritten policy which has been 
71 

practiced in the past. Grievance procedures provide a 

system of appeals designed to assure equity in the imple-
72 

mentation of board policies. The theory of the grievance 

procedure implies that the problem should be handled first 
73 

by the supervisor who is close~t to its· origin. Admin-

istrator and employee representatives should establish 
. 74 

grievance procedures. Furthermore., these procedures 

should be clearly stated so that the employee and his 
75 

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 Publlshers Inc . ., 1967), p. 74. 

72 
Ibid., p. 73. 

73 
Charlen T. Schmidt, :{1.r .. , et. al. A Guide to 

Collective filcgotiations in Education (East-:Lansing-,-
Michigan: ocial ScienceResearch Bureau, 1967), p. 69. 

74 
David A. Pyle, Jr. "Grievance rrocedures," 

Professional Negotiations and the Principaljhip (Washington, 
D.C.: Nationall!!ducation Association., 1969, pp. 189-90. 

75 
Myron Lieberman and Michael H. Moskow, C::,llective 

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 
76 

steps of appeal to the higher levels of authority. 

Grievances should be settled as quickly as possible because 
77 

dissatisfaction may spread to other employees. The 

success of any ~rievance procedure depends on GOOd proce-

dural operations. Steps should be established and 

followed from the origin of all complaints to the settle-

ment of the grievance with an effort to improve the 
78 

efficiency of the procedure. 

State laws and school board policies usually provide 

guidelines 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-
79 

missal proceedin~s. The exit interview has been imple-

mented to determine reasons for resignation and to identify 

any matters related to the resignation which might require , Bo 
attention. 

76 
Lutz, p. 75. 

77 
John E. Massey, "Contract Administration and 

Grievance Procedures., 11 The Collective Dilemma: Negotiations 
in Education, Patrick W:-Carlton and Harold I. Goodwin {eds.) 
"{Worthington, Ohio: Charles A. Jones Publishing Co., 1969), 
p. 215. 

78 79 
Pyle, pp. 190-92. 80 . Moore, pp. 5G-7. 
Gibson and Htmt, pp. 312-13. 
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Termination of an employee is a serious step which 

should only be taken after a continuous appraisal of the 

individual reveals that he has not performed adequately. 

Com1scline and guida.nce services .should be available to· 

personnel to help them overcome weaknesGes which are cited 
81 

in the appraisal. A teacher ,ilio is being dismiGGed 

should be provided, by certified mail, a written statement 
82 

of all charr~es and the time and place of a hearing. In 

order to avoid problems, school boards and educational 

administrators should abide by guidelines on teacher 
83 

dismissal established by state laws. 

SUMMARY 

The review of the literature and research was 

presented on selected personnel services which were drawn 

from national standards adopted by AASPA. One of the most 

significant nspects of school personnel administration 

't·rhich prevailed in the literature was that the employee 

or a represP-ntative should be involved in the development, 

11 
Castetter, The Personnel Ftmction in Educational 

Administration, p. 3215:" -- H2 --
Hendrik C. de Bruin, "Due ProcP-ss: Richtn of the 

Non-Tenured Teacher," The Clearing House, XLV \February, 
1971), 371, 

83 · 
John C. Davis, "Legal Trends in Teacher Dismissal 

Procedures," NASSI' !3ulletin, 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 administration 

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 ciassification 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 1 . 
the future might be charted. The purpose 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 selected 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 

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 conditions 

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 were 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, per-

centages, 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 



persons certified by the state and employed by the Kanawha 

Cotmty 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 an 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 in 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 1,01i5 elementary teachers, 1,185 secondary 

teachers, 78 elementary principals. and 34 secondary 

principals. 1here were also g4 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 
2 

the accessible population should be used for the sample. 

In this study ten percent of the elementary teachers (1,045} 

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 'wfnston, 1972), 
p. 167. 



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 department did not 

have infonnation concerning these employees' 

perceptions of the personnel administration 

program. 

Instrument 

One self-report questionnaire was developed to 

gather pertinent infonnation from randomly selected 

teachers, all principals, and all central office admin-

istrators in the Kanawha County 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 sub,jects were also 

asked to rate the !mportance 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 developed from selected 

personnel services identified by national standards 

adopted by AASPA and the survey of pertinent literature. 

Experts in the fields 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 System 

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. 



Procedures 

The s~lf-report questionnaire was mailed on March 

5, 1975, with a cover letter and a self-addressed return 

envelope. The questionnaire packets 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 infonnation to be processed by use of the 

following statistical techniques: frequency distribution, 

percentage, mean, chi square, and the Pearson Product 

Moment (P-P-M) Correlation Coefficient. The statistical 

techniques were provided by using the computer program 
3 

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 

3 
Norman Nie, Statistical Package for the Social 

Sciences (New York: McGraw-Hill Book Company, 1970), 
pp. 115-151. 
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their present cl-9.ssification 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 
4 

of the group to which the respondent belonged (alpha a .01). 
These data wer8 used to provide the information needed to 

answer question seven in the study. 

The SPSS program was Rlso used to compute the 
5 

P-P-M Correlation Coefficient on each it~m. This 

statistic w~s used to determine if a relationship existed 

between responses of the groups surveyed and the selected 

personal characteristics of the sub,iects in the study. 
+ A correlation coefficient of -.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 st~tistical 

significance. These data were used to answer question 

Ibid., pp. 115-25. 
5 

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 detennine whether differences existed 

between elementary teachers, elementary principals, 

.secondary teachers) secondary principals., !md central 

office administrators in terms of their perceptions ~s to 

the effectiveness of selected personnel services in the 

Kanawh~ County School System. Seven questions were 

developed to facilit"lte this pl'lrt oti· the study. The 

second purpose w~s to determine the rel~tionship between 

selected person9l ch-!!racteristics of elementary te'ichers, 

element~ry principals, secondary teachers, second~ry 

princin~ls. ~nd central office Administr~tors in the 

Kgn~wh8 County School System and their perceptions of 

the effectiveness of selected uersonnel services. One 

question was formuloted to f~cilitqte the second part of 

the study. 

The popul~tion of the study was composed of teachers, 

principals, ~nd centr~l office administr~tors in the 

K~n~wha Cotmty School SyBtem during the 1974-75 ~cademic 

school ye'ir. There were 2,230 teachers. 112 principals, 

I.to 



and 94 central office administrators in the total population 

of the study. A stratified random sample was selected 

which contained 105 elementary teachers and 11,9 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 teachers, 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 
1 

the SPSS computer program. Before the responses were 

recorded, an arbitrary decision was made to note any 

personnel service which received a sixty-six percent rating 

of II strongly present" or II adequately present." These per-

sonnel services were cited for least improvement. In the 

same manner, a sixty-six percent response on a personnel ser-

v.ice in the section marked 11not present" or "weakly present" 

Norman Nie, Statistical Packa~e for the Social 
Sciences (New York: McGraw-Hill Boo 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 percentages of responses were 

reviewed to detennine 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 
2 

computer program. The levels of importance of the means 

which were arbitrarily established were: items 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 
3 

square, again using the SPSS computer progr~m. The signi-

ficant chi squares were identified for each item. (alpha= 

.01) This statistical process indicated which responses 

were not independent, but rather, dependent on group 

membership. Since the responses were dependent on group 

membership, this indicated that different groups responded 

differently to the items which were significant. 

The last research procedure employed was the Pearson 

Ibid., pp. 143-51. 
3 

Ibid., pp. 115-?.5. 



Product Moment (P-P-M) Correlation Coefficient, using the 
4 

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 -.30 or greater as being the level which 

would indicAte a significant correlation. The results of 

the statistical procedurP.s constitute the findings of this 

study. 

EMPLOYEES' PERCEPTIONS OF SELECTED 
PERSONNEL SERVICES 

The frequency and percent13.ge of responses by the 

elementary teRchers, elementary principals, secondary 

~teachers, second13.ry principals, and central office admin-

istrators in the Kanawha County School System are presented 

in Tables 1 through 25. In each table, the total nu.~ber 

of subjects, the number responding, and the percentage of 

responses for each grc:up of employees surveyed are shown. 

The possible choices of responses are given below the tables. 

In the tables, the personnel services to which sixty-six 

percent of the group responded rrnot present" or "weakly pre-

sent" !lre indic11ted as being in the most need of improve-

ment. In the same mann~r, :tf sixty-six percent of the group 

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

"adequately present" or "strongly present," the service 

wa.s 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 present~d according to 

the followin~ five areas of personnel administration: 

organizational str~cture, staff procurement, staff 

selection, staff development, and conditions of service. 

Question Number One 

Which personnel services do elementary teachers 

perceive as being in thP most and least need of improve-

ment? 

Organizational structure. The frequency and per-

centage of responses on selected personnel services in the 

area of or~anizational stntcture by the elementary teachers 

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 emphasi7ed the review and revision.of personnel 

policies by P-mployees. In the same Table, Plement!'lry 

teachers' responses indicate that personnel services in 

items one, three, and seven were least in need of improve-

ment. Item one conceined the board of education's 

development of general operational policies for the 

personnel nepartment, and item threP. str~ssed the 



superintendent's inclusion of the chiet personnel admin-

istrator on his administrative team. Item seven indicated 

that the personnel department should have responsibility 

for all personnel records. 

Staff i;S'r·ocurement. 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 

or 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 §election. The frequency and percentage of 

responses on selected personnel services in the area of 

statf selection by the elementary teachers in the Kanawha 

County School System are presented in Table 3. There were 

no·personnel services in'.this'area cited for needing 

improvement .. The personnel services described in items 

two, four, and five received a significant ~ositive 

response 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 

Elementqry Tcqchers' Responses to 
Selected Personnel Services in 

Or~anizqtional Structure* 

Number Surveyed 

Number Responded 

Percent Responded 

Responses A B C D A% B% 
1 }.j. 1h 36 15 ·6 20 

2 }.j. 20 31 14 6 29 
I 3 9 14 32 14 13 20 

T h 12 22 25 10 17 32 

E 5 ]l 2g 22 7 16 42 

M 6 '.')'.) 3~ 12 3 (j2 '1D 
s 7 ? 8 32 27 3 12 

8 lh 17 24 11+ ?.O 25 

9 14 17 25 13 20 25 
10 4 25 28 12 6 36 

*Responses are defined as follows: 

A -· Not present 
B -::- We:1kly present 
C - Adequately present 
D - Strongly present 

105 

69 
66% 

C% D% 

~ ~** 

45 20 

(47 20) 
36 15 

3? 10 

]7 4 

06 39_) 

35 20 

36 19 

41 17 

* llCi re led 1 re A and B or C and b responses which total more 
th1n 65% 
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T1.1ble 2 

Elementary Tegchers' Responses to 
Selected Perscnnel Services in 

Staff Procurement* 

Surveyed 

Responded 

Percent Responded 

ResEonses A B C D 

I l 15 17 26 11 

T 2 14 20 21 14 
E 3 4 11 2~ 32 
M h 14 ?5 17 13 

s ~ " h 23 38 

*Responses are defined as follows: 

A 
B 
C 
D 

= 
::-

---

= 

Not present 
Weakly present 
Adequately present 
Strongly present 

A% B% 
22 2h 

20 29 
6 1.6 

20 36 
6 6 

105 

69 
66% 

C% D% 
38 16 

31 20 

G:2 4~** 
25 19 

G3 55) 

**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 T~ble 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 personnel service which was rated as being in the 

least need of improvement w~s item four, employee utiliza-

tion in developing inservice programs. 

Conditions of service. The frequency and percentage 

of responses on selected 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 identified 

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 pl~ns, also received a strong positive rating. 
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Table 3 

Elementary Te~chers' Responses to 
Selected Personnel Services in 

Staff Selection* 

--···-· 

Number Surveyed 

Number Responded 

Percent Rer;ponded 

Responses [\ B C 

1 13 13 28 

I 2 7 13 25 

T 3 9 2] 2h 

E h 6 J.1r 37 

M 5 ? }.j. 19 

s 6 20 16 23 

7 15 22 24 

8 11 22 ?q 

·*Responses 1re defined '.lS 

A Not present 
B We1kiy present 
C - Adequately present 
D -- Strongly pr~sent 

D A% B% 
15 lJ 19 

24 10 19 

15 13 30 

12 g 20 

4h 3 6 

10 ?9 23 

8 22 3~ 

7 16 32 

follows: 

105 

69 
66% 

C% D% 
Jio 22 

Q6 30~* 

35 22 

Qh ID 
(27 6'u 
33 15 

35 11 

42 10 

~*Circled ~re A and B or C 1nd D restionses which total more 
th1n 65% 
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Table 4 

Elementary Te3chers' Responses to 
Selected Personnel Services in 

Staff Development* 

Number Surveyed 

Number Responded 

Percent Responded 
- ·----------·-----------
_!tesponses r __ A ___ B ___ C ___ y ____ ~% B% 

1 23 
21 

16 

29 

27 

18 

13 

23 
22 

25 
12 

26 

15 
30 

18 

3 

3 

8 

Q_3_3 __ 1i_3) * * 20 

O:_fi __ 32, 26 

I 

T 

E 

M 

s 

3 

5 

6 

7 

8 

9 

10 

11 

5 

16 
8 

19 

13 
14 
19 

20 

27 

32 
22 

28 

23 

23 
22 

28 

17 

19 

8 

11 

2 

21 

7 

7 

2 

*Responses are defined as follows: 

A ---Not present 
B We~kly present 
C -- Adequ3te1y present 
D - Strongly present 

23 

7 

23 

12 

28 

19 
20 

27 

26 

19 

33 

32 
36 

17 

38 

22 

39 

@ 
32 
40 

33 

33 
32 
Li1 

25. 

105 

69 
66% 

D% 
5 

12 

2£) 
12 

16 

3 

31 
10 

10 

3 

**Circled ,'.lre l\. 13nd B or C and D responses which total more 
thsn 65% 



51 

In item eight, the personnel department was recognized 

for allowing immediate supervisors to grant 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 
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Number 
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Table 5 

Elementary Teqchers' Responses to 
Selected Personnel Services in 

Conditions of Service* 

----·---------- ---
Surveyed 

Responded 

Percent Responded 

Responses A B C D __ Afq_ ___ B% -----
1 12 22 24 11 17 32 

2 1 0 ]5 53 1 0 

3 2 !~ 2h 39 3 6 

J-1- g 22 19 19 13 31 

5 h 25 25 15 6 36 

I 6 12 13 27 17 17 19 

T 7 Ii 20 18 27 6 29 

E 8 7 6 26 30 10 9 

M 9 9 12 20 28 13 17 

s 10 9 18 28 1J.t 13 26 

11 17 23 23 6 25 33 

12 1J.i 20 23 12 20 29 

13 18 25 1g 7 26 36 
lh 16 22 23 8 23 32 

15 30 18 18 3 ~4 29 

105 

69 
66% 

gf D% 
35 16 

(§ 7V** 

Q5 56") 
28 28 

36 22 

39 . 25 

26 39 

(38 4LJ 
69 ,.n_:) 

hl 20 

33 9 

33 18 

28 10 

33 12 

26 4 
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T9ble 5 (continued) 

·-·-------·-· .. --- ·- ·---··------------
Number Surveyed 

Number Responded 

Percent Responded 
---------

Responses A B C ------·-I 
T 16 21 17 23 
E 
M 17· 15 1g 19 
s 

105 

69 
66% 

------·--·------------
D A% B% qro D% 
8 30 25 33 12 

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% 



executed these policies. This group also noted in item 

three that 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 

7. 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 need 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 selected 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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T:1ble 6 

Elementary Principals' Responses to 
Selected Personnel Services in 

Organization~l Structure* 

-- - - -----------------------·-- ------ -- ----·----- ------
Number Surveyed 

Number Responded 

Percent Responded 
--------------------· 

Re~Qnses_ A B C D A% B% ···--· ----··---

1 3 12 30 11 5 21 

2 Li 12 27 13 7 22 

I 3 3 7 19 27 5 13 

T 4 3 28 20 5 5 50 

E 5 2 25 26 3 Ji /.J.5 

M G 7 31 15 3 0) 5'.v 
s 7 0 3 25 28 0 5 

8 It 11 2J.i 17 7 20 

9 h 17 20 15 7 30 
10 3 19 24 10 5 34 

--- ·-----

*Responses are defined 13.S follows: 

A -- Not present 
B,... Weakly present 
C - Adequqtely present 
D = Strongly present 

78 
56 
72% 

c~ D% 
@i 2o)** 
@ 23) 

(31i 40 
36 9 

46 5 

'?7 5 

G2 ~ 
(!I3 30~ 

36 27 

43 18 

·**Circled are A 11nd B or C and D responses which total more 
th9.n 65% 



Table 7 

Elementary Principals' Responses to 
Selected Personnel Services in 

Staff Procurement* 

-------------·--- ----- --------
Number Surveyed 78 
Number Responded 56 

Percent Responded 72% 
--------- - ·-·-- -·- ------ -----

Responses ___ A ______ B ____ ~ ____ D__ A% 

I 

T 

E 

M 

s 

1 

2 

3 

4 

5 

8 

11 

4 

6 

2 

11 

18 

5 

16 
2 

26 

21 

22 

17 

25 

11 

6 

25 
17 

27 

14 

20 

7 

11 

4 

B%_o __ C%_o -~D% 
20 @_4_6 __ 2_@)** 

32 37 11 

9 (}9 45J 
29 30 30 

Ji cf4 h[:) 
----- ----- ----

*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 appraisals, 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 av.13.ilability 

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 principals in the 

Kanawha County School System are presented in Table 10. 

The principals did not identify any service in need of 

improvement in this 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 



'Table 8 

Elementary Principals' Responses to 
Selected Personnel Services in 

Staff Selection* 

----------·· ·------- ----------------~ 
Nurnbe r Surveyed 

Number Responded 

Percent Responded 

78 
56 

72% 

I 

T 

E 

M 

s 

1 

2 

3 

4 

5 
6 

7 

8 

----·------

7 

6 

2 

10 

4 

3 

19 

6 

23 

9 

5 

15 
19 

11 

C 

20 

23 

23 

29 

13 

23 
25 

35 

D 

10 

21 

8 

13 

34 

8 

8 

7 

_A-"---% __ 1?J_o __ C_,_% ___ D._% __ 

12 34 36 18 

11 11 (S_~ __ 1 __ §ry_1 * 
h hl 41 14 

9 

7 

18 

7 

5 

16 '52 23) 
C) e_§ 6D 

27 41 . 14 

34 1h 
20 

----------------·-----------
*Responses are defined as follows: 

A - Not present 
B ··- We':lkl.Y present 
C - Adequately present 
D = Strongly present 

**Circled are A and B or C and D responses which total more 
th!ln 65% 
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Table 9 

Elementary Principals' Responses to 
Selected Personnel Services in 

Staff Development* 

Surveyed 

Responded 

Percent Re~ponded 
--- ------ ---·-----

78 

56 
72% 

Response::: __ A ___ B ___ C ___ D __ A% ___ B% _ C% _!)% 

1 13 26 15 2 w h§)** 27 4 

2 11 20 23 2 19 36 41 4 

3 () 21 23 3 16 38 In :> 
I J..i 2 15 29 10 3 27 G:2 w 
T 5 8 23 211- 1 14 l.J.1 113 2 
E 6 7 18 28 3 13 32 50 5 
M 7 I') 17 26 l1 16 30 11-7 7 j 

s 8 h 8 22 22 7 14 (4o )]) 
9 6 21 21 8 10 38 38 lh 

10 12 ?6 13 5 (31 hf) 23 9 

]1 13 28 12 3 G3 so) 22 5 
------ --·------ -··----· -------·-- --- --------··-------------·---
*Responses are defined as follows: 

J\ - Not present 
B - Weakly present 
C - Adequately present 
D - Strongly present 

~H(·Circled ,'lre A and B or C :1nd 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 grievance 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 

selection, 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 belng in the most and least need of improve-

ment? 

Organizational structure. The frequency and 

percentage of resp~nses on selected personnel services 

in the area of organizational structure by the secondary 

teachers in the Kanawha County School System ~re 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 
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Table 10 

Elementary Principals' Responses to 
Selected Personnel Services in 

Conditions of Service* 

--------·---·- -·- ... --- ----··----·-------· ------------- ------------- --------· 
Number Surveyed 

Number Responded 

Percent Responded 
------------------------·------·-·-----------------------·· 

78 

56 

72% 

R~onses ___ A ______ B ____ C ____ D ______ _Mf ____ B% C% __ D%_ 
1 2 17 21+ 13 1, 30 (§ 21))1--)!-
2 2 0 13 La Ji 0 (?3 73--=:) 

3 3 5 13 35 5 9 Q3 6}) 
J+ 3 6 18 29 5 11 02 5Z) 
5 3 h 30 19 5 7 G4 31!:) 

I 6 2 6 21 27 4 11 (37 h8=:) 

T 7 2 7 19 28 4 12 Q4 52::) 
E 8 6 Li 17 29 11 7 oo 52:=) 
M 9 4 10 26 16 7 18 c~6 2L) 
s 10 4 19 23 10 7 34 La 18 

11 5 21 24 6 g 37 1+3 11 

12 2 3 20 31 h 5 QG 5S) 
13 5 12 31 8 9 21 (}6 1LC) 
lh 3 3 29 21 5 5 G_2 30 
15 20 16 15 5 36 28 27 9 
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Table 10 (continued) 

-------
Number Surveyed 

Number Responded 

Percent Responded 

A B Re§~ses ---·--··-I 
T 16 7 21 
E 
M 17 l IS 
s ------·-·· ·-- ---· 

-):·Responses are defined 

A .. Not present 
B ~ Weakly present 

C 

24 

30 

as 

C ·- Adequately present 
D = Strongly present 

D A% 
4 12 

19 2 

follows: 

78 

56 
72% 

B% ·c% D% 
38 43 7 

11 @ 34) 

**Circled are A and B or C and D responses which total more 
than 65% 
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members of the personnel department, and item six was 

the review Rnd 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 their roles. Table 11 also illustrates 

that the secondary teachers rated positiv~ly item seven, 

the personnel department's handling or 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 infonnation 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 

Secondery Teachers' Responses to 
Selected Personnel Services in 

Orgeniz~tional Structure* 

-------· ----------------- -
Number Surveyed 

Number Responded 

Percent Responded 
---------------

119 

91 

76% 

_ !, ___ _B ____ C ___ ~---- A% B% C% ___ D%..__ _ 

I 

T 

E 

M 

s 

1 

2 

3 

h 

5 
6 

7 

8 

9 

10 

G 

8 

8 

?.3 

22 

36 

4 

15 

18 
16 

13 

23 
16 

28 

38 

3h 

12 

23 
20 

39 

52 
45 

45 

30 

26 

19 
44 

43 

40 
31 

20 

15 

22 

10 

5 

2 

31 
10 

13 
5 

*Responses are defined as follows: 

A Not present 
B ~ Weakly present 
C -- Adequately present 
D - Strongly present 

7 11+ @_5_7 __ ?;:D_2 ** 
9 25 @ 1() 

9 18 (]9 2LO 

25 31 33 11 

~-2_h ____ h_z)_ 29 5 

(E_4_o~-3~7_'.:) 21 2 
4 13 (!--49-----3~![) 

17 
20 

18 

25 11 

14 
5 

**Circled are A and B or C ~nd D responses which total more 
than 65% 



Table 12 

Secondary Teachers' Responses to 
Selected Personnel Services in 

Staff Procurement* 

---- ---------- --------- ----------------
Number Surve.ved 

Number Responded 

Percent Responded 

-------------
119 

91 
76'/, 

---------· --·--------- --- -----
Re~onses _ __ A-------· B __ C ___ D ___ A% ____ ~- C'/o 

I 1 30 27 24 10 33 
T 2 30 28 22 11 33 
E 3 11 17 31 32 12 

M 4 22 30 25 14 21+ 

s 5 1 3 30 57 1 
-----·----------

*Responses are defined as follows: 

A= Not present 
B = Weakly present 
C = Adequately present 
D = Strongly present 

30 26 

31 24 

19 ~ 
33 28 

3 (33 

nr~-
11 

12 

iv* 
15 
6{) 

K·*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 1 terns one and two, t-he secondary 

teachers cited weaknesses in the yearly orientation pro-

grams and the lack of the proper person to conduct these 

programs. Item seven concerned periodic progress con-

ferences for employees. Secondary teachers also questioned 

the bases for promotion presented in item ten, and the 

employment counseling program 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 

Number Responded 

Percent Responded 

119 

91 
76% 

Responses A . __ B ___ C ___ ~-- A%· ____ B% C% 

I 

T 

E 

M 

s 

1 

2 

3 

4 

5 

6 

7 

8 

26 26 

8 23 
12 

8 

2 

24 

19 

20 

44 

21 

10 

27 

36 

34 

32 
34 

26 
li6 

28 

33 
28 
25 

7 

26 

9 

16 

51 
7 

8 

12 

*Responses ·are defined as follows: 

A= Not present 
B = Weakly present 
C = Adequately present 
D = Strongly present 

29 

9 

13 

9 

2 

26 
21 

22 

29 35 7 

25 Cl:._3 __ 7 ___ ~2--~** 
48 29 10 

· 23 (§o 1[) 

11 @ 56) 
30 36 8 

39 31 9 
37 28 13 

**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 

Number Responded 

Percent Responded 

Res onses A B .c D 

1 32 33 20 6 Q_5 3§) ** 
2 22 41 21 7 (?4 45) 

3 15 13 38 25 16 14 

I 4 9 23 38 21 10 25 

T 5 ?.6 29 30 6 29 32 

E 6 19 32 34 6 21 35 
M 7 30 40 17 4 Q3 44) 

s 8 21 24 28 18 23 26 

9 27 32 27 5 30 35 

10 26 37 25 3 @ 4_Q) 

11 42 31 13 5 ~6 34) 

*Responses are defined as follows: 

A= Not present 
B = Weakly present 
C = Adequately present 
D = Strongly present 

119 

91 
76% 

22 7 

23 8 

(42 28) 

42 23 

33 6 

37. 7 
19 4 

31 20 

30 5 

28 3 

14 6 

**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 i terns two, three, seven, and eight. Items 

two and three included group insurance, tax sheltered 

annuities, and credit plans. The availability of per-

sonal leave and the immediate supervisor's approval of 

the leave, identified in items seven and eight respectively, 

were: given 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. In 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 Surveyed 

Number Responded 

Percent Responded 

-- -----------------
119 

91 

~~JHmsec ___ /\ ___ B __ C --~------A% ___ B% . C% 

I 

T 

·E 

M 

s 

1 

2 

3 

J-1-

5 

6 

7 

8 

9 

10 

11 

12 

13 

14. 

15 

0 

5 

11 

10 

8 

l 

5 

21 

20 

33 

21 

32 

?l 

J-1-6 

33 
2 

7 

23 
22 

28 

16 

7 

15 

31 
28 

30 

38 

30 

25 

24 

20 

27 

28 

31 

33 

30 
,~1-1-

28 

33 

27 

26 

16 

32 
18 

10 

69 

52 

29 
28 

22 
41i 

35 

27 

7 

3 

1Li 

5 
8 

2 

26 
0 

5 

12 

11 

9 

1 

5 
23 

37 26 11 

2 @'-2_2 __ 1_0** 
8 (30 5'V 

25 31 32 

2lt 3h 31 

31 36 24 

18 @ 48:) 

s Cfs 32J 
16 31 

22 3h 36 

30 

8 

06_36 __ 3_i) 30 

23 33 29 

0_3_5 __ zi_?) 18 

23 33 35 

(}_5_1 __ 2])_ 20 

3 

15 

5 

9 

2 
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Table 15 (continued) 

---------
Number Surveyed 

Number Responded 

Percent Responded 

B_~_!!P.onses A 
I 
T 16 24 
E 
M 17 20 
s 

B 

35 

29 
··--- ---- -

C D A% -
28 4 26 

31 11 22 
-·- ------------· 

*Responses are defined as follows: 

A= Not present 
B = We.:ikly present 
C = Adequately present 
D = Strongly present 

119 

91 
76% 

B% C% D% 
39 31 4 

32 34 12 

**Circled are A and B or C and D responses which total more 
than 65% 
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of service. 

Question NumbP-r 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 sel~cted personnel services in 

the area of organizational structure by the secondary 

principals in the Kanawha County School System are pre-

sented in TRble 16. The responses by the principals 

identify a weakness 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 responses 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 

Number Responded 

Percent Responded 
-----

Respoi:ises A B C D ____ - _ A% B% 

1 2 7 15 6 7 23 

2 2 1+ 16 8 7 13 

I 3 1 3 12 14 3 10 

T 4 3 14 9 h 10 1+7 

E 5 3 13 12 2 10 43 

M 6 9 12 6 3 Go hv 
s 7 1 2 11 16 3 7 

8 2 12 10 6 7 ho 

9 1+ 7 11 8 13 23 

10 3 12 10 5 10 l+O 
---- ·-------·-· 
*Responses are defined as follows: 

A = Not present 
B = Wealtly present 
C = Adequately present 
D = Stronr;ly present 

34 
30 

88% 

C% __ _!#., __ 

(50 22)*"* 

(J3 27) 

(lo 40 
30 13 

40 7 

20. 10 

Q7 53) 

33 20 

37 27 

33 17 

**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 guides 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 

personne_l 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 employee~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 Surveyed 

Number Responded 

Percent Responded 

Respon_~es __ A B C D 

I 1 3 7 14 6 

T 2 1 10 16 3 
E 3 3 6 10 11 

M 4 h 8 10 8 
s 5 1 3 15 11 

*Responses are defined as follows: 

A= Not present 
B = Weakly present 
C = Adequately present 
D = StronGlY present 

~<l B% 
10 23 

3 33 

10 20 

13 27 

3 10 

34 

30 

88% 

cfo ~ 

~7 20)** 
54 10 

(13 3U 
33 27 

60 37') 

**Circled are A and B or C and D responses which total more 
th:m 65% 
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TRble 18 

Secondary Principals' Responses to 
Selected Personnel Services in 

Staff Selection* 

Number Surveyed 

Number Responded 

Percent Responded 
- -----------------------·---··-·-· 
Res.E_on~:;es A B C D __ go ___ B% ~-- ------- -·- ---~--~---

1 3 10 11 6 10 33 
I 2 1 9 12 8 3 30 
T 3 3 15 10 2 10 50 
E h 2 10 13 5 7 33 
M 5 l 1 12 16 3 3 

s 6 6 15 6 3 (20 50 
7 9 10 9 2 30 33 
8 7 8 11 4 23 27 

---- .•. ------·-
*Responses arc defined as follows: 

A = Not present 
B = Weakly present 
C = Adequately present 
D = Stronely present 

C% 

37 
G_o 

33 
l13 

(fo 
20 

30 

37 

*-l<·Ci rcled are A and B or C and D responses which total 
than 65% 

34 

30 
88% 

D% 
20 

2U** 

7 
17 

54) 
10 

7 
13 

more 
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program in items one ~nd 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 only service 

which was detP.rmined effective in Table 19 by the 

secondary principals was item eight. This item stated that 

the final employee appraisal fonn was available to the 

employe.e. 

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 onl~r personnel service which was noted by the pr~ncipals 

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 tennination also received a 
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Table 19 

Second~ry Principnls' Responses to 
Selected Personnel Services in 

Staff Development* 

-----------
Number Surveyed 

Number Responded 

Percent Responded 

R~.s..P .. <2. n s e 1? .. A B C D ____ Aj B% C% 

1 9 16 4 1 ~** 13 

2 9 13 7 1 Go lq) 23 

3 12 8 6 4 C!f.o 27-:J 20 

I 4 h 12 11 3 13 40 37 
T 5 7 12 9 2 23 40 30 
E 6 8 10 10 2 27 33 33. 
M 7 6 18 5 1 (?o 6Q) 17 

s 8 2 7 15 6 7 23 do 
9 3 12 9 6 10 ho 30 

10 8 11 10 1 27 37 33 

11 9 12 8 1 (lo lro) 27 
---
·*Responses are defined as follows: 

A = Not present 
B = Weakly present 
C = Adequately present 
D = Strongly present 

34 

30 

88% 

... D% 
3 

3 

13 

10 

7 

7 

3 

2o:) 

20 

3 

3 

**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 little 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 in 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 of the 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. 



Bo 

Table 20 

Secondary Principals' Responses to 
Selected Personnel Services in 

Conditions of Service* 

-------------·-
Ntnnber Surveyed 

Number Responded 

Percent Responded 

Responses A B C D A% B% ·---·-------
1 Ii 13 8 5 13 43 

2 1 2 3 24 3 7 

3 1 2 4 23 3 7 

l~ 3 3 7 17 10 10 

5 0 9 12 9 0 30 

I 6 0 4 10 16 0 13 

T 7 1 4 5 20 3 13 

E 8 1 4 7 18 3 13 

M 9 7 l~ 9 10 23 13 

s 10 5 13 11 1 17 43 

11 4 15 11 0 13 50 

12 2 3 6 19 7 10 

13 5 6 11 8 16 20 

11.i 1 3 11 15 3 10 

15 12 13 h 1 {170 41) 

34 

30 

88% 

C% D% 
27 17 

(io 8§)** 
(I3 77:) 

Q3 57) 
~o 3V 
Q3 51£) 
(f1 60 
eg\ 6o:) 

30 34 

37 3 

37 0 

(20 6D 
37 27 

G1 :sv 
13 3 
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Table 20 (continued) 

Number Surveyed 

Number Responded 

Percent Responded 
--·---- -----·· 

[\ B C Be~on~~~-
I ----·--· -----·-- -
T 16 
E 
M 17 
s 

5 

1 

11 1Jf 

lf 14 

·-·-----
D A% 
0 16 

11 3 
-·---------- --·----------- ·-----------
*Responses are defined as follows: 

I\= Not present 
B = Weakly present 
C = Adequately present 
D = Strongly present 

34 

30 

88% 

B% C% D% 
37 1+7 0 

13 (E1 37) 

**Circled arc A and B or C and D responses which total more 
than 65% 
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T1ble 21 

Central Offjce fldminintrators' Rcsponnes to 
Selected Personnel Services in 

-Ore~n1zation3l Structure* 

-·---- -----------
Number Surveyed 

Number Responded 

Percent Responded 

Responses fl B C D !)'}§ __ B% ~ -·---
1 0 2L~ 32 16 0 33 (I5 
2 6 19 30 17 8 26 (!_2 

I 3 7 8 24 33 10 11 (33 
T 4 17 26 20 9 24 36 28 

E 5 8 36 23 5 11 50 32 

M 6 25 25 18 4 (35 3V 25 

s 7 5 10 27 30 7 ll+ 6_7 
8 12 19 28 13 17 26 39 

9 10 15 30 17 1J1 21 ~2 

10 10 29 25 8 14 40 35 
-------- ------------
*Responses are deflned as follows: 

A = Not present 
B = Weakly preaent 
C = Adequntcly present 
D = Stron~ly present 

9lt 

71 

76% 

D% 
2~** 

29 
1~6) 

12 

7 

5 

'® 
18 

23 
11 

**Circled are fl !lnd B or C and D responses which total more 
than 65% 
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Staff procurement. The frequency and percentage·or 

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, Rupervision, and inservice training. The 

only service in this area which was recognized as being 

effective was item five which discussed the requirement 

of a periodic 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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T:Jble 22 

Centrryl Office Administrators' Responses to 
Selected Personnel Services in 

Staff Procurement* 

·-··------------------~--·- ---·--------·----------------· 
Number Surveyed 

Number Responded 

Percent Responded 

Res2onses A B C 

I 1 5 21 32 
T 2 22 26 21 

E 3 9 11 35 

M 4 6 23 27 

s 5 5 10 29 
-·----·-- -· 

*Responses 1 re defined as 

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

D A°l3. B~ 

14 7 29 

3 61 39** 
17 12 15 
16 8 32 

28 7 lh 

follows: 

C% 
45 

29 

09 
38 

Go 

94 

71 
76% 

D% 
19 
4 

2b 
22 

~ 

**Circled are A and B or C ~nd D responses which total more. 
th1n 659b 
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T1ble 23 

Central Office Administrators' Responses t6 
Selected Personnel Services in 

Staff Selection* 

-·-· 
Number Surveyed 

Number Responded 

Percent Responded 

Responses~ A~~- B C D A% B% C% 

1 11~ 25 25 8 19 35 35 
I 2 1Ji 28 22 8 19 39 31 

T 3 15 37 18 2 (21 5D** 25 

E 1.j. 2 27 31-1- 9 3 38 47 
M 5 10 6 20 36 lh 8 (fs 
s 6 18 29 16 9 25 40 22 

7 q 28 28 7 12 39 39 

8 12 25 26 9 17 35 36 

*Responses are defined as follows: 

A ::: Not present 
B - We8kly present 
C -- Adequately present 
D -·· Strongly present 

94 

71 

76% 

D% 
11 

11 

3 

12 

5[) 

13 
10 

12 

K·*Ct rcled .q re /\ and B or C 8nd 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 appraisal 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, 

expl~ined in item eleven, was also marked as an ineffective 

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 responses 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 indicated that the 

fringe benefit program, group insurance, tax sheltered 

annuities, credit plans, and retirement programs mentioned 

in items one through four were excellent services. Items 



Table 24 

Central Office Administrators' Responses to 
Selected Personnel Services in 

Staff Development* 

Number Surveyed 

Number Responded 

Percent Responded 

Responses A B C D A% B% C% 

1 2g 31 ·10 2 Go 18)+-)(-14 

2 23 36 10 3 62 5D 14 

3 32 22 16 2 611 31) 22 

I l~ 7 20 34 11 10 28 117 

T 5 29 30 12 1 c§ ~b 17 

E 6 214 30 15 3 03 112_) 21 

M 7 23 40 7 2 Q2 55) 10 

s 8 28 16 20 8 39 22 28 

9 11 2h 32 5 15 33 !15 

10 11 30 26 5 15 112 36 
11 28 26 15 3 QJ 30 21 

*Responses are defined as follows: 

A = Not present 
B -::: Weakly present 
C = Adequately present 
D = Strongly present 

94 

71 
76% 

D% 
3 

h 

3 

15 

1 

4 

3 

11 

7 
7 

11 

·**Circled are A and B or C nnd D responses which total more 
thsn 6570 
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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 were in little 

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 

percentage 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 25 

Central Office Administrators' Responses to 
Selected Personnel Services in 

Conditions of Servicex 

· Number Surveyed 

Number Responded 

Percent Responded 

Respons~s A B C D A% FY'f /0 C% 
1 4 20 27 21 6 28 07 
2 4· 1 lh 53 6 1 (lg 
3 7 2 16 47 10 3 (?2 
4 lj 10 18 1w 5 14 (35 
5 6 19 26 21 8 27 36 

I 6 1 15 29 27 1 21 G:o 
T 7 lt 5 21 42 6 7 (29 
E 8 1 6 28 37 1 8 (jg 
M 9 14 24- 21 13 20 33 29 

s 10 9 23 32 8 13 32 44 

11 12 23 32 5 17 32 44 
12 2 12 23 35 3 17 G:2 

13 11 28 25 8 15 39 35 
11~ h 9 26 33 6 12 (36 

15 35 20 15 2 ~ 2D 21 

:)4 

71 

76~& 

1Y}0 

29)+* 

10 
6{) 

56_) 
29 

3() 

sD 
52=) 
18 

11 

7 
Lra) 

11 

1+6) 

3 
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Table 25 (continued) 

Number Surveyed 

Number Responded 

Percent Responded 

Responses A 
I 
T 16 14 
E 
M 17 9 
s 

-----~- ·-------
B C D A% 

29 22 7 19 

17 29 17 12 

*Responses are defined as follows: 

A -· Not present 
B - Weakly present 
C - Adequately present 
D - Strongly present 

--~ 
lW 

24 

94 

71 

16% 
---------

C% D% 
31 10 

40 24 

**Circled are A and B or C and D responses which total more 
than 65% 
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p rinci p;1ls, .:;econdiu--y teachers, r,ccondr1.ry principals, and 

central office administrators are similar regarding 

selected personnel services most and least in need of 

improvement'? 

In Tables 26 through 30 the significant similar 

positive and negative responses on selected personnel 

services by the elementary teachers, eJementary principals, 

secondary teachers, second Et ry principals, :1nd central 

office admini~trators in the Kanawha County School System 

are presented. A significant response was record~d when 

sixty-six percent of the responses on an item had been 

marked in the sections of the survey entltled "strongly pre-

sent" and "adequately present" or in the sections entitled 

11not present" and "weakly present." 'l'he responses recorded 

in the "strongly present" and "adequately present 11 sections 

were considered positive because they jnctieated that the per-

sonnel service was effective. The responses marked in the 

"not present" and "wea}{-.J.y present" areas were labeled nega-

tive because these perLlonnel services were considered in 

need of improvement. In the tables, the letter P was used 

to indicate 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 percentuge of 

the positive or negative responses of' each group is shown 



in the tables. Furthennore, in '!'ables 26 through 30, the 

items which have a sign1ficant chi :;quure value (alpha= .01) 

are indicated. Each item with a aignificant 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) '!'he mean of each item wa8 computed from the 

responses of the entire population, and &rbitrary limits 

were established to indicate the level of importance for 

each item. 

The data from Tables 26-31 are presented according 

to the five d~signated areas of p~rsonnel administration: 

organizational structure, staff procurement,· staff 

selection, staff development, and conditions of service. 

Org_anl zationnl s true tu re. In •rable 26, the 

significant, similar positive and negative respon~es 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, six, and.seven. Item six, 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 need of improvement. The personnel 

services in items one, three, and seven in this area 

received a strong positive rating 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 little 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 

which 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 two 

in this area also received significant similar positive 

responses from all the gr~ups 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, 



Item 

1 I 
2 I 

3 I 
·4 

5 

6 

7 

8 

9 

10 

Table 26 
Similar Positive .(P) and Negative (N) .Responses of more than 65'1, on 

Selected Personnel Services in Organizational Structure 

Elementary Elementary Secondary Secondary Central Significant 
Teachers Principals Teachers Principals Office Chi Square 

Alpha=.01 

74% P* 74% P 79% P 70'/, P 67'1, P 

71% P 66% P 80% P 66% P 

67% P 82% P 73% P 87% P 79'/, P 

66'1, N** 

79% N 68'1, N 77% N 70% N 70% N 

85% P 95'/, P 83% P 90% P 79% P 

73% P 

*P = Item marked adequately present or strongly present 
**N = Item marked not present or weakly present 

'° +=" 



95 

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 strong 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 fonn 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 sjmilar positive responses. This effective 

personnel service was the periodic health examination for 

employees. Elementary te~chers, 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 Princip!lls Te&1chers Principals Office Chi Square 

~· AlEha= .-01 

1 I 66% P* 67% P X 

2 I 67% N** 

3 I 78% p 84% P 69% P 70% P 73~ P 
4 

5 I 88% P 92% P 96% P 87% P 79% p 

*P = Item marked adequately present or strongly present 
**N = Item marked not present or weakly present 

'° 0\ 



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 responded 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 
Teachers Principals Teachers Principals 

1 

2 I 71% P* 78% P 66% P 67% P 
~ I ~ 

4 I 71% P 75% P 68% P 

5 91% P 84% P 87% P 94% p 

6 70% N 

7 

8 I 75% P 

*P = Item marked adequately present or strongly present 
**N = Item marked not present or weakly present 

Central Significant 
Office Chi Square 

Al ha=.01 

X 

72% N** X 

78% P 
\D 
co 
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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. In Table 30, 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 

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 Tab1e 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 in 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 availability 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 
Teachers Principals Teachers Principals Office Chi Square 

Alnha=.01 

1 I 75% N** 69% N 71% N 84% N 83% N 

2 I 70% N 69% N 74% N 82% N 

3 70% P* 67% N 75% N X 

4 74% P 70% P 

5 82% N 

6 75% N X 

7 77% N 80% N 87% N X 

8 79% P 70% P X 

9 
10 I 68% N 69% N 

11 I 72% N 731, N 80% N 70'f, N 75% N 

*P = Item marked adequately present or strongly present 
**N ~ Item marked not present or weakly present 

...... 
0 
0 
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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 las~ personnel service to receive a 

significant similar response by two groups in this area 

was identified in item nine. The elementary teachers and 

elementary principals indic~ted that the bases for the 

salary schedule, explored in item nine, was in little 

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 -- .01). These items arP discussed in 

question seven of the study. 

In conclusion, the groups of employees surveyed 

indic~ted 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 little need of improvement. 

S1K 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 



Item 

1 I 

2 I 

3 I 
4 I 

5 

6 

7 I 

8 I 
~ I 

10 

11 
,. 

12 I 

13 I 

Table 30 

SimilAr Positive (P) ~nd Negative (N) Resnonses of more th9n 65% on 
Selected Personnel Services in Conditions of Service 

Elementary Elementary Secondary Secondary Central Significant 
Te9chers Principals Teachers Principals Office Chi Sauare 

(Alnha=.01 

66% P* 66% P X 

99% P 96% P 98% P 90% p 93% P 

91% P 86% P 87% P 90% P 87% P 

84% P 80% P 81% P X 

88% P 70% p 

85% P 87% P 78% p X 

84% P 81~ P 84% P 87% P 

81% P 82% P 87% P 84% P ~n% P 

70% P 75% p 

67% N** X 

91% P 83% P 80% P X 

70% P 77% N X 

1...1 

0 
I\) 



Table 30 (continued) 

Item Elementary Elementary Secondary Secondary Central Significant 
Teachers Principals Teachers Principals Office Chi Square 

Alnha=.01) 

14 I go% P 87% P 82% P X 

15 I 70% N 7 8% N 84% N 76% N 

16 
17 I 87% P 81.i.% p X 

*P = Item marked adequately present or strongly present '-' 

£ **N ~ Item marked not present or weakly nresent 
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significant responses, all five groups of Pmployees indi-

cated a significant positive or negative response on the 

items. 

In Table 31, the importnnce of ea~h item was 

indicated by calculating the mean of the item from the 

responses of all five groups surveyed. 'l'he arbitrary 

levels which were est~blished to determine the importance of 

the items were: means less than 1.50 indicated items of 

low importance; means 1.50-2.1!9 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-ei.ght services 

were rated of high importance by the sub,jects 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-1:'ive percent were of average 

importance, there was no attPmpt made in this study to 

indicate a ma.jar difference in the importance of the items. 

However, in the area of staff development eight of the 

eleven i terns were indicated to be of average importance. 

Question Nwnbc--! r Seven 

Which perceptions of elementary tea~hers, elementary 

principals, secondary teachers, secondary principals, and 



Table 31 

The Importance of Each Personnel Service as Indicated by th~ Mean of 
the Item Which Was Calculated from the Responses 

of the Five Groups Surveyed* 

Organizational Staff Staff Staff Conditions of 
Structure Procurement Selection Develoornent Service 

1 = 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 3 = 2.75 3 = 2.59 3 = 2.48 3 = 2.42 12 = 2.73 

4 = 2.72 4 = 2.59 4 = 2.60 4 = 2.36 4 = 2.68 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 

10 = 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 

µ 
0 
\J1 
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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 thP. 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 marked "adequately 

present II or II strongly present II indicated little need of 

improvement in that personnel service. On the other hand, 

a m~jority of responses by the subjects surveyed in the 
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section of the 1 tern marked "not present II or "weakly pre-

sent" indicated that the 1tem was in a considerable need 

of improvement. The information on this question is 

presented according to the follow1.ng 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 chi square value. 'l'his implies that the 

responses by the subjects on the personnel services in 

this area were independent of group membership. 

Staff procurPment. In Table 32, the percentages of 

significant rlifferent responses in item one in the area of 

staff procurement by elementary teachers, elementary prin-

cipals, secondary teachers, secondary principals, and 

central office administrators in the Kanawha County School 

System are presented. The personnel service in item one 

was the use c1f 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 neg~tive r~ting of 

sixty-three percent which indicated a need for improvement. 

Elementary teachers were divided in their responses on 

item one. 



Responses 

Employees 

:Sle!nentary 
Teachers 

Elementary 
Principals 

Seconday·y 
Teachers 

Secondary 
?~in::inals 

Central 
Office 

Table 32 

?ercentages cf Significant Different Responses in Item One 
in the Area of Staff Procurement Which Focused on 

the Use cf Job Descriptions for Vacancies 

N + Ov Weakly Adequately Strongly 
Pre sent: Present ?resent ?resent 

I 22% 24% 38% 16~ 
~ ,-

I 

I 14% 20% 46% 20% 

I -=<3~ _,, /v 30~ 26~ ll% 

I 10% '"'':?~ ,_ - ; .. · 47:1 20% 

I 7% 29% 45% 10" .., ;D 

µ 

0 
00 
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Staff selection. In Table 33, the percentages of 

significant ctifferent responses in item two 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. The personnel service identified in 

item two of this area focused on written, probationary 

appraisals being made and discussed with employees. 

Elementary teachers, elementary principals, secondary 

teachers, and secondary principals perceived this personnel 

service to be in Ji t tle need of improvement. The rangf' of 

their percentages was sixty-seven to seventy-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 sienificant 

different responses in item three in'the area of staff 

selection by the elementary teachers, elenienta ry principals, 

secondary tec1.chers-, 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-

cipals rated this service· in little need of improvement, 



:{esponses 

Employees 

:E:le!T:entary 
Teachers 

Eler.-:entary 
?r:.n~ipals 

.Sec c:1da :ry 
'Iee.che!'s 

Secondary 
?Tincipals 

Central 
C:'fice 

Table 33 

Percentages cf Significant Di:'ferent Responses in :te~ Twc 
in the Area of Staff Selection Which Fccused on 

\•;ri tten, ProbationaTy Appraisals Being 
Made and Discussed with 

Employees 

Not Wea~ly Adequately Strongly 
Present Present Present ?resent 

10% 19% :::6~ 
_) I~' 35% 

I 11% 11% 41~ 37% 

I or: _, ,v 25% -;,,7C::. 
_,' /V ?9~ - I' 

I - _, 30% I: /"\c' 27% ..._._ -'-'·/~? ~/v 

I ,oc:; 
-JI 

~ :)C": 
_._.,1"" 

:::,1~ - ,.- 1"1~ -Iv 

1--1 
~ 

0 



111 

while a majority of the secondary teachers and secondary 

princip~ls perceived the item to be in need of improve-

ment. Central office administrators 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, elemenb1ry 

principals, secondary teachers, secondary principals, 

and central office administr~tors in the Kqnawha County 

School System are presented. The personnel service identi-

fied in this item was the availability of general school 

policies to employees. Secondary teachers perceived the 

item to be in little need of improvement with a seventy 

percent positive n~sponse. Secondary principals anct central 

office administrators indicated by sixty-seven percent Rnd 

seventy-five percent respectivPly that the service was in 

gre~t need of improvement. Elementary teachers and elemen-

tary principals were divided in their responses to this 

item. 

In Table 36, tl~ percentRges of significant 

different responses in item six in the area of staff 

development by the elementary tear.hers, elementary prin-

cipals, secondary teachers, secondary prjncipals, and 

central office administrators in the Kanawh!'l. County School 



ne spc::1se1: 

Er..plcyees 

Ele::1enta ~~ 

Teacher2 

::::1er.:entary 
Principals 

Secondary 
Te ache rr 

Seccndary 
?rincipa2.2 

Ce:1t ral 
Cf:'ice 

Table 3t 

?ercentages cf Significant Different  Responses  in Iterr Three 
~~ the  Area  of  Staff  Selection Which Focused  on 

Adeauate Orientaticn, Supervision,  and 
Inservice Trai~i::1b During  the 

Probationary ?eriod 

Net Weal\.ly Adequately Strongly 
Prese:r:::- ?resent Present P:resent ., 

, 3c: 
- I" 30% 3i;S-:--Ji 22% 

I lJ.c.'. 
I-' 2.J2_~ 41% l4% 

I 13~ 1.i 8(j 
I 

"'9,.., C. >-' 10% 

I 10~~ 50% 33~ 7% 

I 21~ 
_.-'I. r' 25% 

~,., 
i.-.., I  • ,~ jj'D _.J-/-

~ 

~ 
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Responses 

T"" -., .::,rr.p_._cyee s 

E:le:nenta:ry 
Teachers 

Elementary 
Principals 

Sec6ndar:y 
Teachers 

Secc-y:jar~? 
Principals 

Central 
Of::'ice 

Table 35 

Percentages cf Significant Different Respcnses in I~em Three 
in the Area cf Staff Development Which Focused on 

the Availability of General School 
Policies to Employees 

N"'+ vv Weakly Adequately Strongly 
Present Present Present ?resent 

?~·".' ,-....r.-' -:; '.)C~ 1 ?~ __ ,.,, c:O;; ....1.,./1.J --;v 

I 16~ :;gr. 
_) /V 41( 5~ I' 

I i 6c:'. .... /,.. lil~ t2~~ 28% I 

I ~0% r,7{" 
c_ I /J 20:~ i "CJ: ~:)P 

I 44~ -:;1 ~ ...)~/ 22s 3c /v 

µ 
µ 
w 
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System are presented. Th1s 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 ma,jori ty 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 Table 37, the percentages of significant 

different responses in item seven in the area of staff 

development by the elementary teachers, elementary prin-

cipals, secondary teachers, secondary principals, and 

central offjce admjnistrators in the Kanawha County School 

System are presented. Periodic progress conferences for 

employees was the personnel service identified in item 

seven. The table indicates that elementary teachers, 

secondary teaC'he rs, secondary principals, and central 

office administrators perceived this service to be in need 

of improvement. In fact., secondary principals and central 

office administrators gave a negative response of eighty 

percent or more. However, elementary principals respondad 

by fifty-four percent 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 



:Res0onses 

Er.iployees 

:=ie:::enta ~:: 
Teachers 

Eleme:1tary 
?rincipals 

Secondary 
Teache!'s 

Sec c::.d a r~l 
?rincip2.ls 

Central 
c :':'ice 

Table '=<h ..,, .. ) 

Percentages  cf  Significant  Different Resnonses in Item Six 
in the Area of Staff  Develop!"::ent ·which Focused en 

the E:::ployee Appraisal Being Based  on 
Specific Job Objectives 

Not Weakly .4dequately S-:rcngly 
Present Pre ser,t, ?resent ?resent 

12% ~ ~ 
_,J-1.J LJ.0~ 16~; 

I 13~ 32% -o,.., :J ~,:; c;~ 
_, /< 

I "1 ~ -::i-,..., -=<7:::' 7c-cf.. ~..._,,,s ..; '.)).:; --' I /.J I ;.J 
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Employees 

I:::lementary 
Teachers 

Elementary 
Principals 

Secondary 
Teachers 

Seconde r:v·. 
Principa::..~ 

Central 
Office 

Table 37 

Percentages of Significant Different Responses in Item Seven 
in the Area of Staff Development Which Focused on 

the Establis~7:ent of Periodic Conferences 
on Employee ?rogress 

Not Weakly Adequately Strongly 
Present Present Present Present 

28~ 36% ~':;~ 
-_)/.J 3% 

I 16~ 30~ 47% 7c:'. ' 1~ 

I 33% lJ.4% 1ac1 ',.., 
/,:; 4 10 

I 20% 60;.; 17:,:;; 3~ ,~ 

I ~2(:1' 
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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 employee 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 little 

need of 1mprovement. The range of these positive responses 

was from sixty-four percent to seventy-nine percent. 

Nevertheless, central office administrators perceived this 

item to he in need of improvement by a sixty-one percent 

negative response. Secondary teachers we re more evenly 

divided in their responses on this item. 

Conditions 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 th~t this item was in little need of 

improvement. Secondary teachers and secondary principals 

indicated in their responses that the service was 



nesponses 

Err.ployee s 

Elementary 
Teachers 

::1ementary 
P~incipals 

Secondary 
Teachers 

Secondary 
Principals 

Central 
0:'f:'...ce 

Table 38 

Percentages cf Sign!ficant Different Responses in Item Eight 
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ineffective and needed improvement. Elementary teachers 

were more evenly divicted in their responses to the item. 

In Table 40, the percentages of sienificant 

different responses in item four in th~ area of conditions 

of servJce by the elementary teachers, e]ementary prin-

cipals, secondary teachers, secondary principals, and 

central office administrators in the Kanawh1. County 

School System are presented. A eood retirement program 

for employees was the service presented in this item. 

Al though al 1 five groups surveyed indicated by a ma,jori ty 

response that the item was in little need of improvement, 

the significance i.s found in the perccnt.:,ge differences 

between groups. Element-:lry principals, Gecondary principals, 

and central office ~dministrators GUVe the item an eighty 

percent or above positive rating. Element1-try teache!'s and 

secondary teachers supported the service with positive 

. ratjngs of only fifty-sjx percent and cixty-thrPe percent 

respect.i vely. 

In Table 41, the percentages of significant 

different responses in item six in the Rrea of conditions 

of service by the elementary teachers, elementary principals, 

secondary teachers, secondr1ry principAls, and central 

officP actm1nistratorG in the K3nawha County School System 

are presented. Item six focused on the provision to 

grant leaves to employees for professional meetings. On 

this i tern, the five groups suY-veyed pe rcej ved by a 
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Percentages of Significant Differen~ Responses :.n Item One 
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majority response that the item was in little need of 

improvement. However, the percentage in each group varied 

to such a ereat extent that there wns a significant 

difference in the responses. Elementary principals, 

secondary principals, and central office administrators 

gave the item a strone positive rating of eighty-five, 

eighty-seven, and seventy-eight percent respectively. 

Elementary and secondc1ry teachers prov~dect 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 KanRwhA County School 

System are presented. This item pertained to the competi-

tiveness of the salary schedule with other local school 

systems and businesses. Elementary teachers, secondary 

teachers, and secondary prlncipals 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 percentages of significant 

different responses in item twelve in the area of 

conditions of service by the el~mentary teachers, elementary 
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Table  42 

Percer.tages of Significant Di~ferent Responses  in Item Eleven 
in  the Area of  Conditions  of  Service  Which  Focused 

on the Competitiveness  of  the Salary 
Schedule  with Other Local 

School Syste~s and 
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principals, secondary teRchers, secondary pr1ncip8ls, and 

central o!'f'ice adm1nistrtttors in the Kanawha County School 

System 9re 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 admin1strators provided 

positive responses of nlnety-one, eighty-three, and 

eighty percent respectively. This meant that these groups 

perceived the service to be in little need of improvement. 

On the 0ther hand, only fj f'ty-one percent of the elementary 

teachers responded that the service was "in little need 

of improvement. The secondary te8chers' responses V3ried 

further because only forty-four percent of the responses 

indicated little need for improvement in the services. 

In Table 44,.the percent~ges of significant 

different responses in item thirteen in the area of con-

ditions of service by the elementFJ.ry teachers, element'3ry 

princip~ls, secondary teachers, secondary principals, and 

central office administrators in the Kanawha County School 

System are presented. This item also dealt with the area 

of grievance procedures, and it stres~ed employee input 

into the forrnulA.tion and revision of grievance procedures. 

The table illustrfltes that differences existed between 

teachers' and principals' perceptions on this item. 

Elementary principals and secondary princip,1ls provided 
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positive responnes of sixty-nine and sixty-four percent 

respectively. To the principals, the item was in little 

need of improvement. Conversely, elementary teachers 

gave the item a negqtive rating of sixty-two percent. 

Secondary teachers stronc;ly concurred with this positJon 

with a seventy-seven percent negative response. CentraJ 

office admini~trators were more evenly divided in their 

response to this item. 

In Table 45, the percentages of s1enificant 

different responses in item fourteen in the area of con-

ditions of service by the elementary teachers, elPmentary 

princip8ls, secondary te'.lchers, secondary princip.<tlr:, and 

central office administrators j n the Kanm,rha County School 

System are presented. The development of several steps jn 

grievance procedures was the personnel service identified 

in item fourteen. The division between teachers and admin-

istrators' per~eptions w~s evident Again in thjs item. 

Elementary principals, se~ondary principJ.ls, ~nd central 

office adrnlnistrators per·celved the service to be in little 

need of improvement by positive responses which rAnged from 

eighty-two percent to ninety percent. Neverth.eless, 

elementary ar..ct seconciary te,1ch~rs responded negntively 

to the effectiveness of this personnel servjce by fifty-

five and fifty-six percent respectively. 

In rrable li6, the percentages of si:3nificant 

different responses in Jtem seventeen in the area of 



Responses 

En:ployees 

Eler:1enta:ry 
Teachers 

Elementary 
Principals 

Secondary 
Teachers 

Secondary 
Principals 

Central 
Office 

Table 44 

Percentages of Significant Different Responses in Iterr. Th~rteen 
in the Area of Conditions of Service Which Focused on 

Employee Input into the Formulation and 
Revision cf Grievance Procedures 

Not Weakly Adequate~y Strongly 
Present Present Present Present 

26% 36% 28% 10% 

I 9% 21% 56% 14% 

I ':I ~c-1_ _;'.),c 4?~ ~1.J 18% 5% 

1 16% 20% 37% ~7,-{ 
C /c 

I 15% 39% -:i.5~ _, I 11% 

l,...J 

:\) 
CD 



Responses 

Employees 

Elementary 
Teachers 

Elementary 
Principals 

Secondary 
Teachers 

Secondary 
?rincipals 

Central 
Office 

Table 1J.5 

Percentages  of  Significant  Different  Responses  in Ite~ Fourteen 
in  the Aree of  Conditions  of  Service  Which  Focused  on 

the Development  of  Several  Steps  in 
the  Grievance  Procedures 

Not Weakly Adequately Strongly 
Present Present Present Present 

2~c: _,,., 32% ~ ~ ..., I- 12% 

I 5r.t I" 5c1 /:! 52% 38% 

I 2~c: 
_;/"' 33~ 35% 9r 1-· 

I -;; ('~ 10{ 37% 50% ..)/V 

I 6% 12~; 36% 46% 

~ 

f\) 

'° 



130 

conct1tions of service by the elementury teachers, 

elementary p rincipctls, ~econda ry teachers, secondary 

principals, ~nd central office administrators in the 

Kanawha County School System are presented. Item 

seventeen focused on provid1.ng adequate assistance to the 

employee be fore termination procedures we re initiated. 

Again, this item illustrated a division between teachers 1 

and administrators I perceptions. Strong positive ratings 

of eighty-seven percent by elementary principals, eighty-

four percent by secondary principals, and sixty-four percent 

by central office administrators indicated little 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 :even 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, thirteen, fourteen, and seventeen of conditions 

of service sh6wed that elementary Rnd secondary pripcipals 

indicated little need of improvement on these items. On the 
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other hand, elementary and secondary teachers provided less 

favorable responses A.s to the effectiveness of the per-

sonnel services. Central office ndministrators concurred 

with the principals on all services but the one found in 

item thirteen, employee input into the formulation and 

review of grievance procedures. 

In reviewing the specific items in the area of 

condttions of service where the pattern developP.d, it was 

determined that items twelve, thirteen, and fourteen 

focused on grievRnce prncectures in the school system, 

and item four focused on the retirement program for 

employees. Providing personal leave for employees to 

attend profe.Jsional meetings was the service identif1ed 

in item nix, and item seventeen stresEed ussistance to 

employees before terminat:i.on. 

Qu~stion Number E].ght 

What are the relationships between the personal 

char~cteristics of the elementary teachers, elementary 

principals, secondary teachers, secondary principals, 

and central office administrators and their perceptions 

regarding selected personnel services most and least 

in need of improvement'! 

In the dat~ collection instrument, suhjP.cts 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 characteriatics. The first 

personal characteristic listed in the questionnaire was the 

highest degree the subject had received. 'l'he 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 Coefficient was 

computed on the five groups of employees' perceptions of 

each personnel service and their responses to each personal 

characteristjc. 
+ A correlation coefficient of -.30 or higher was 

established as the level necessary to indicate a relation-

ship between the perceptions of the· selected pers0nnel 

services by the five groups surveyed and the two personal 

characteristics. After reviewin~ the correlation coefficient 

on each variRble, it was detennined that there was not a 

correlation coefficj_ent of ·±.30 or higher. (see Appendix F) 

Therefore, the implication for this part of the study was 

that no significant relationship existeJ between the 

perceptions of elementary teachers, elements ry principals, 

secondary teachers, secondary prlric ipals, 9.nrt central office 

administrators in the Kanawha County School System regarding 

the effectiveness of selected personnel services and their 

personal characteristics. 

The findings of the first part of the study and 

the seven pertinent questions indicated that differenc~s 

existed between e1ementary te~chers, elernentc1ry principals, 
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seconctRry teachers, secondiry prlnc1puls, and central 

office administrators in terms of their perceptions as 

to the effectiveness of selected personnel services in 

the K~nawha County School System. The d!.tt3 indicated 

that in fifteen items (?9%) the percept1ons of the five 

groups surveyed were significantly different. However, 

the findin~s also indicated that in t~enty-two items (43%) 
the percept ions for the five groups of employees indicA.ted 

some significant sim1lar responses. In ad<1ition to these 

findings, it was also ctetenninect that the five groups of 

employees indicated a need for improvement in the personnFJl 

services expl~ined in the Rrea of staff d~velopment. It 

w~s further noted, however, th9t a majority of the items 

in this area 1:rere rated of only average importB.nce by the 

groups of employees. 

The results of the second part of' the ::;tudy discussed 

in the cne pertinent que~;t:i.on revealed that there was no 

siGniflcc:int rr;lutionship bctweP.n selected person3.l character-

istics of e] ementa ry tcriche rs, elementary pr:!. nc ipals, 

secondary teachers, secondary principals, nnd central office 

administrators in the K9nawha County School System and 

their perceptions of the effectivenes::; of selected per-

sonnel services. 



\ 

Chapter 5 

SUMMARY, CONCLUSIONS Arm IMPLICATIONS 

SUMMARY 

The purpose of this study was twofold. 1~e first 

problem was to determine whether differences existed 

between elementary teachers, elementary principals, 

secondary teachers, secondary princi.pals, 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 determlne the relationship betw-een selected per-

sonal characteristics of elementary teachers, elementary 

principals, secondary teachers, secondary principals, and 

central office administrators in the Kan9wha County School 

System and their perceptions of the effectiveness of 

selected personne1 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 rev1ew revealed that one of the most important 

aspects in ::;chool personnel administration was that the 

employee or his representative should be inV'olved in the 

development and 1·evision of personnel services provided in 

1 3•j 



R school system. In the litergture, duties of the board 

of education members, superintendent, and chief personnel 

Administrator in the area of school personnel administra-

tion were studied. Operati.onal definitions on such 

items as recruitment, grievances, teacher appraisals, 

employee orientation, and staff selection were presented. 

Furthermore, it was discovered in the literature that 

there were several personnel services which would enhance 

a school system's personnel administration program if they 

were used effectively. 

The next step in studying 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 administrators 

were identified for the sample. 

A questionnaire was constructed and mailed to all 

sub.1ects in the study to collect the empirical data. 

The data on the questionnaire were recorded and analyzed 

to answer the eight questions in the study. Frequency 

distribution and percentage an~lysis were perfonned on 

all items to provide the data needed to answer the first 

six questions of the study. The sub,jects in the population 
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also rated the importance of each 1tcm. The means were 

computed to detennine the importance of each service. The 

chi square value for each item was computed to provide the 

data necessary to answer question seven in the study. 

The seven queat16ns 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. 

'rhe 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 Kun9wha County 

School System. In reviewing the findings from these 

data, it was detennined that the five groups indicated a 

majority of personnel serv1ces in the areas of organiza-

tional structure, staff procurement, staff selection, 

and conditions of service were in ltttl...! need of improve-

ment. However, 1n the area of staff development a majority 

of personnel services which received significant responses 

(66%) from the employee groups were detennined to be in 

cons1der~b1e 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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Rdministrqtors in the K,mJ1wh1:1 County School S~rstem were 

similar reg~raine; selected personnel services most and 

least in need of improvement. The results revealed thRt 

in twenty-one (41%) of the items, five groups of 

empJoyees surveyed responded simil.!irly. Jt was further 

noted that 1n fifteen (29%) of the items. two or more 

groups of employees surveyed indic~ted th.lit the personnel 

service in the i tern WRS in 1:1 ttle need of :J.mprovement. 

From the respon~es of the popul~tion on the 

importance of the service~, it w,is noted that the means 

of the items indicated that the selected personnel 

services were important to the employees. It was further 

noted th<:1t in the area of staff developrrent, a mR.jori ty of 

the items were rated of only average importance. 

Question seven of the study revealed which 

selected personnel services had significRnt different 

responses from the five groups surveyed. The findings 

reveoled th~t in fifteen (~9%) of the items, there was a 

significqnt difference of perceptions on the selected 

personnel services by the five groups of employees. It 

w~s further ~hown th~t in the areq of personnel admin-

istrqti0n entitled conditions of service. princip~ls and 

centr~l office ~dministr~tors indicqted by the responses, 

little need for improvement to those ~ervices rel~ting to 

gri.ev1:1nce procedures. employee termin~tion, the retirement 

progr~m. ~nd le~ves for profession8l meetings. On the 
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contrarJ, elementa.r'J ~d secondary teachers provided 

lesA 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 pr1ncipa1s, 

secondary teachers, secondary principals, and central 

office admin:f. strators in terms of their perceptions a.s 

to the effectiveness of selected personnel services 1n 

the Kanawha County School System. It was also determined 

that several personnel services in the area of staff 

development were in need of improvement, but these services 

had.been indicated to be of only average importance. 

In question eight of the study, data were 

gathered and analyzed to·determine if a relationship 

existed between selected personal characteristics 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 s~rvices. The Pearson Product Moment Correlation 

Coefficiency was computed on each variable, the two 

selected personal characteristics, and the perceptions 

of the selected personnel services by the groups of 

employe~s surveyed. The findings on this question and the 

second part of the study indicated that there waR no 
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significRnt relAtionship between selected personal 

characteristics of the five groups surveyed and their 

perceptions of the effectiveness of selected personnel 

services. 

Finally, the conclusions and implic9tions were 

deyeloped. In this study, it·was determined that 

differences did exist between the five groups surveyed 

in tenns of their perceptions as to the effectiveness of 

selected personnel services. The study also found there 

was no sign:tfictmt relRtionship between selected personal 

ch~r~cteristics of the respondents and their perceptions 

of the effectiveness of selected personnel services. 

CONCLUSIONS 

On the b~sis of the findings of this study, the 

following conclusions were dra"1!1: 

1. It was concluded that the five groups of 

employees surveyed responded similarly to 

several of the items in their perceptions of 

the personnel services most ~nd least in need 

of improvement. Those items which the five 

groups rated at a level (66% or greater) as 

being in the most need of improvement were: 

a. Organization~l structure--employee review 

and revision of personnel polic:tes: and 

b; Staff development--yearly or1.entRtion program 



And employment counseling. 

The items which were rated Rt a level (66% or 

greater) as being in the least need of improve-

ment were: 

~. Or~ani~ationql structure--roles of the 

board of education and chief administrator 

in personnel administr~tioni 

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 approval. 

2. 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 orientation 

program and the bases for promotion of employees. 

3. 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, competitive 

salary schedule, grievance procedures, and 

employee termination. 

4. 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 little 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 empirical 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 orientation 

program, employment counseling, and promotional ·procedures. 

The differences in the perceptions by the five 

groups of employees surveyed on personnel services most 

and least in need of improvement were significant enough 

to w·arrant further study by the Kanawha County Schobl 

System. Although each personnel service which drew a 

Significantly 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 valuable only if they 

are used, and they have the potential for giving suggestions 

as to possible directions which the Kanawha County School 

System may take. 
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Dec:1r Co1.1e:1r,ue: 

DunL:1r High School 
D1mbar, Hest Virginia 
M·u·ch 5, J t)75 

In various mcctinGs, employees in our school systGm have 
suggested e;eneral improvements which they i·rou1d 1 j ke to see 
in the personnel ndministr~tion program. Due to the exten-
siveness cf the rirect of personnel :1dndnisLr1tion, these 
suggestions h1ve to be systematically collected frcm the 
employees to ald the Persoctnel Dep~rtment in the determina-
tion of the proper direction which should be taken Jn ·1t3 
program. 

'11his survey is be int~ conducteci with the 'lpproval of' Jdrn 
S~ntrock, Superintendent of Schoo1a, and Den C~ldwell, 
Assistqnt SunerJntendent for Personnel. The results of the 
survey will be m~de available to the fersonncl Dep1rtment 
and to the Superi.ntendent for the purpoce of developing 
more effective personnel services for the employees of the 
Kan~wha County School System. 

Respon~es frnm individual employees and specific schools 
will rem~jn anonymous. The three groups being surveyed are 
teachc rs, urine.! 1pals, and cent rnl off i cc ,idrrd ni st rators. 
The· ctnta will be reported from thene three ~rcups of 
employees. 

The enclosed survey Jnstrurncnt rns t\'To p-1rts. Please re-
spond to nll of the items on the survey instrument accord-
ing to yonr kno\·1ledge ·and feelings :ibout perscnnel services. 
I have enclosed an envelope with my address. F]ease return 
the completed n.uestionnc1ire by vr1y of the pony mail service. 
Your coopcr,1titm on this pro,ject is e;reatly 3ppreci.ated. 

Eiincerely yc;urs, 

Jack C. McCl~n1hnn, Principal 



Al'l'ENDIX B 

Declr Collec1gue: 

DunlJ·lr }fi[sh School 
Di.mba r, He st Vi rgj nin 
11prJJ 2, 1 J75 

App roxi nn tely three weeks ac;o, I sent ycJu J survey on the 
pe r.sonne 1 ~;e rvice s j n the K1.n:1.wlF1 County :;chool :-:ystem. 
If you hCJ. ve returned the ~; urvey, I uoul d lj ke to th,:mk 
you for your j 1nr,1edL1 te response. 1 t i .s ooss i bJ.c that due 
to your busy schcdul e you 11].ve not h·1d time to complete 
the survey form. I have enclosed J. second copy of the 
survey jn c:1se your first copy has heen mi.spJc-1cecl. Plc.:3.se 
use the enclosed envelope and return the completed 
questionn1i re by the pony nnll serv:ice. 

Since only 1 few e1:1ployee:~ ,·1ere selecte:ct f'c,r the ritudy, 
youc immedi1te response js import:1nt in Lhc study of per-
sonnel services in your county school system. You~ coopera-
tion on thls project is gre1tly apprcci1ted. 

Si nee re 1y yours, 

,he!<:: C. l·1cCl,rnalEm 
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APPENDIX C 

PERSONNEL ADMINIS'rRl\TION SURVEY POHM 

PASP 

To be completed by elementary te:.1chers, 
elementary principals, secondary tea-
chers, 3econdary prjncjp~ls, ~nd centr~l 
offjcc ~dmJnistrntors. 
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PAH'r A 

INSTRUCTIONS: PlcJ.ce a check (./) in the blank by th~ one 
response under each item ,·1rdch best descrjbe:, 
you j n your employment ;l t this U me. 

1. M.v hlghc~:;t cduc,1t1oncJ.1 Jeve1 iB: 

_ 1 l Hic;h school gT'1du.1 te 
b ll3chelor 1 s de~ree 

-----·· c f,hster' s deGrce 
___ d Dc;c tor I s degree 

2. The total number of ye1rs I h1ve been employed in the 
K~n1wh~ County School System is: 

!j ·---- b 
C ---ct 
e 

O tCJ J ye:H· 
2-ll yc,1 rs 
5-10 years 
11-20 years 
Over 20 years 

Pl\RT D 

INSTRUCTIOm,: 0rhe i terns on personnel c1dmini straticm 1.n 
Part l3 \·rere constructed into five c::1tegod.es: 
org9.ni.z3.tiorD.l structure, staff procurement, 
staff selectibn, staff development, 3nd con-
ditjons of service. 

You should 1111 rk e 01ch qut~ :-o ti on \'Ti th two 
responses. Your first rer;ponse should be 
b'1Sed on your lmowlecte;e cJ.nd feelings of how 
the Kan3.Wh!J. County Personnel Department is 
providing the service which has been de-
scribed. Your second response should indi-
cate the importance which you pl;.1ce on the 
personnel service which h1s been described. 
Ple~se pJace ~ check (J) in enc bl3nk in 
c1.ch nre,1 to m:=uk your respcnse. 

Each item shou1d be answered with enc 
respons2 in e'.1ch of the two :1re1s. 

(PART B Continued) 
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(P3rt ll Ccntinuert) Page 2 

Each item ahould be anEwercd with one response in e~ch cf 
the hm ~rc::i.n. 

l'rcsen~~e cf the 2ervicc -------
A--Hct present 
I3--He;tkly pre.sent 
C--1\dcquntely present 
D--Strongly present 

OTIGJ\Nli'.A'l'IOfiJI.L f;THUCTUHE 

1. 'l'llc Bo,1rd of:' Educ:J.tic,n 
cstabli~,hcs the general 
po].icics for the operation 
cf the Dcp::.utment of Pc r-
sonnel Administration. 

2. The Superintendent pruvidcn 
the le~dership Jn the execu-
tion of Bc2rd Policicn for 
the development :1nd improve · 
n~nt cf Personnel Adrnin-

Import mc;e cf th,.~ ;;c rv:i.ce 

f', - -Le ;1: i mpo r V: nc e 
D- -I-Ind~ I'"! te i rnpo rt :mcc 
C--IIich irnp0rt·,mce 

l' BESENCI·; IMPOR'l'l\NCE 

A B C D 1\ B C · 

istr3tirn. A B C D A . B C 

3. The chi.ei' personnel ,1dmin-
i strator is a pn1~ of the 
Superintendent's adminj~-
tr.:1tJ vc te,irn. 

h. Hritten vccsonncl pe,Jlc1cs 
~n·e rn'.J clL' a-v.:..:.i 1nblc· to ~il 1 
cmployl~C 2. 

5, Members of the Personnel 
Department cxplajn and 
interpret personnel poli-
cies tc upprcprLtte st· . .tf f 
mcmbe rs. 

6. l:'crscnne"J poljcies ~re cnn-
tj nuousJ y r·cvie,·red by e1,1-
ployees· and recommenct,1tions 

I\ B C ]) 

A B C D 

[\ B ,.. 
L, D 

are made for revision. A n C D 

(Part D Continul"::ci) 

1'\ B C 

A 13 C 

A B C 

A B C 
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( P:i:ct B Conti11ucd) l'uge 3 

Euch i tern should be answer.ed vii th one re:..,ponse in each of 
the two are 'lfj. 

Presence of the Service 

A--Not present . 
Il--Wc3kly present 
C--Adequately present 
D--Strongly present 

7. The Personnel Department 
h~s the responsibility for 
personnel records of nll 
school employees. 

8. The Personnel Dep~rtment 
provides s~feguards ag~lnst 
the loss or 1amage of per-

l!llportnnce of the Service 

A--Low import::mce 
B--Moderatc import~nce 
C--1-Iic;h importance 

rtm~mrrcE 1 l-1PCH'I'ANCE 

l\ B C D I\ B C 

sonnel records. A 13 C D I\ B C 

9. 

10. 

Dnta processjn~ is used to 
provide 111ore effective pro-
cessing and inte~r:iticn of 
employee inform3tion. 

The Personnel Administra-
tive Department conducts 
its buslne~s in sucb n 
m.:mncr thc1t it provide:, 
cffcctj vc_! ·uul l'ricndly em-
ployee rclntjonships. 

S'r [\ Fli' r HOC UHEt.mm.1 

1. In the recruitment process 
written Job descriptions 

.are used as guides for all 
vacancies. 

2. All interested cundid~tes 
for employment a re pro vi decl 
written lnform~ticn on the 
employment requirements ~nd 
on the school system's 
philosophy. 

1\ I3 C D 

1\ B C D 

J\ B C D 

A B C D 

(l':1rt B ContJnucd) 

A B C 

I\ B C 

fl. B C 

A B C 
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(Part B ConUnued) Page 1+ 

Each item should be answered with one re::.ponse in each of 
the twc ~1 re: :1 s • 

l'rcscnce of the Service ---- - -- ----
A--Hot present 
B--Weakly present 
C--1\dcquately present 
D--Strongly present 

3. All interested potential 
employees a re given a per-
~;onal intcrviei·r. 

4. All vacancies ure posted so 
that al] interesterl parties 
can apply for uvailable 

Jrnnort,1ncc of the Service 

t"\--Luw Jmport'.tnCe 
B--Moderste irnport::.1nce 
C--HiL~h importance 

PHE:iE.NCE JMPOlU/\NCE 

A B C D 

positions. A B C D A B C 

5. The appJjcation form uGks 
for pc rU nent infonnation 
such as~ candidate's 
truin.inJ, references, :md 
J.CJ.dernic record. 

S'11A FF .SELEC'l'IOH 

1. Every potential employee 
fol lm1s the .s1me cencr:tl 
:.;c;J ecticn prnceclures. 

2. L>uring tllc probationary 
period, urittcn a.pprai::;.1ls 
of the employee are made 
and discussed with him. 

3 .. 

h. 

During the probc1tionary 
µe rJcd, the ernployee j :; p rc-
vided u:i th .1dcqu:1tc oricnt:1-
tion, supervislon, and ln-
s e rv i c e t r ·: in i ng . 

New employees ure placed in 
positions and given assign-
ments which are in line 
with their qualific1tions. 

1\ B C D 

A 13 C D 

A D C D 

/\ l3 C D 

A B C D 

(P:1rt 13 Continued) 

/\ 13 C 

A B C 

A 13 C 

A B C 
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( Pu rt 13 Continued) 

E:1ch i tern should be ::mswe red 1•1ith one: respcnse h1 each of 
the two areas. 

Presence of the Service 

A--Nct present 
B--Ncnkly present 
C--Adequately present 
D--Str·on~ly present 

Importance of th2 Service 

/\--Low irnport::mee 
D--Moderntc importance 
C--High jmport2ncc 

5, All employees are required PRESENCE 
to take periodic health 

J MPOR'l'ANCE 

examinations :md tuberculin 
tests. 

6. Written policies on trans-
fers are provlded to all 
employees. 

7. The two prime considerations 
given inn transfer request 
arc the effective operation 
of the school program and 
the interests of the em-
ployee. 

8. In most transfer cases, all 
parties have a general under-
standing before the transfer 

A D C D 

A B C D 

A B C D 

is m1.de . I\ B C D 

STAFl" DEVELOPMENT 

1. 

2. 

The orientation program for 
al1 new employees i.s con-
ducted throughout the year. 

Crient:.:tion is conducted by 
persunno.l who cnn rn:tke tlie 
orientatjcn relevant to the 
needs of the new employee. 

A B C D 

A B C D 

(Part B Continued) 

A B C 

A B C 

A . B C 

A B C 

A B C 

,'\ B C 
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(Part B Contlnued) l'ar-;e 6 

Each item should be answered with one response in each of 
the two nre,u;. 

Presence of the Service 

A--Not present 
B- -Weakly pre sent 
C--Adcquately present 
D--Str0ngly present 

Importance of the Service 

A--Lcw importance 
B--Mode1·ute import::mcc 
C--High importance 

3. All new employees ure pro-
vided information (ex. 
handbook) which describes 
the educational philosophy, 
personneJ practices, and 
generul policies of the 
school Gystem. 

h. EmployeeG arc uti.lized in 
the development of inscr-
vicc p 1 L\~r.1mn. 

5. 1\n appr:d sal p ror;ram re r nn 
employee .iG developed and 
periodically reviewed by 
employee representatives ~nd 
the supervisors in the schoci1 

PRESENCE 

.8. B C D 

J1 B C D 

system. A_B_~~J~~ 
,,. 
o. 

8. 

9. 

The appr~isul of th~ em-
ployee i. b~sed on specific 
objectjvc~ identified in 
his Joh. 

Periodic conferences Jl~ 
held on the progress of the 
employee. 

'I'hc f irnl :.i.pp.cQ.j sal fo:c;n ii; 
:lV::tiL1.b] (; to the crnplO,YCC. 

Promotlon:il c,ppc.l:'tuni tier; :trc 

A B C D 

A B C D 

A B C D 

widely publicized. A_B_C~D-

10. Promotions arc b:.-tsec.1 011 qu.'.l1i-
fications, achievement, nnd 
precstablished job stand.1rds. A_B_C ___ D_ 

( P.:1rt D Cont:i rnwd) 

JMl'CR'l'ANCE 

A B C 

l\ B C 

A B C 

A B C 

A B C - - -
P•. n C -- - -
I\ D C -- - -

A B C 
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(P:ut B C<:.,ntJnucJ) 

E::i.ch i tern ::;hould he :rn.swe J'C d \Ji th one re :,punse in e'.lch cf 
the Luo 1 re ~1 :; • 

f're:~cn.cc uf the ;krvicc 

/\--Hot presenL 
B--1fo,:i.k1y present 
C--Adeou1tc1y present 
D- -St. r,:-ing1y -pre sent 

11. Employment counse1inrs i::; 
provided to J]J employee:-; 
to us:,j st them \'11th pro-
blems which arise in reJ1-
tionsllip to their ,jubs. 

CONDI'l'Icm; OF' fiEHVICE 

l. A.gc,od fringe benef1t pro-
u;r1m 1 s estnb1 ished to 

l~ort·.:1ncc c,f the :icrvjce 

/\- -Low irnpo rt 'ffice 
I3--Modc:r:1te ir:1port'.rnce 
C--Hlc;h impcrt.:rnce 

T MPO F:1' f\ NC E 

A 13 C D l\ D C 

3ttrqct and ret3in employcc3.A G C D A B C 
') 
(., . Group in~,1..trc1nce is ~1v:1Jlabl e 

to :1J 1 crnpJ oyees. A B C D !\ B C 

3. Tax sheltered annuities :1nd 
ere di t plans ::i.re av'.lilc1bJ.e 
to al l employees. A B C D f\. B C ---· . ---··- -·-- ···- ---- -- ·--·-

l~ . A sound reti 1·ernent p f(; f_: L'.H:1 
exii,ts fc r :1 l] employer;; uho 
tl1 '.H]e '1 ea ree r jn educntlc,n. /\ B C I) I\ B C - - -·· - -- - -

5. Leave pol1cies for employees 
n re est:.1blished, published, 
tmd distdbuted by the Bc,1rd 
of Ectuc1th-n. /J. I3 C D I\ B C -·- -·- -·- - - - --

G. Le':3.VCS :; re provided to em-
ployu::s for their p'.lrt1cip-:i-
tlcm in pref es s ion::iJ. m9ct-
ings. A B C D ,'\ B C -- - - -- ·-- - -

7. All employees h3.ve pe rsc,n:11 
le:.1ve 'J. v:1 llable. A B C D A B C - - -- - - - -

( P 'Ht B Contjnued) 
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(Purt B Continued) Page 8 

Each i tern shou1d be answered with one response in e9.ch of 
the two :1re,rn. 

8. 

Presence of the Service 

A--Not present 
B--We3kly present 
C--Adequ::i.tely present 
D--Stroncly present 

The immediute supervisor of 
:1n employee 1pproves requests 

Import:1nce of the Service 

A- -J,01.r importance 
B--Moderate importance 
C--Hir:h import!1nce 

PRESENCE 

for person::tl Je3.ve. A __ B_C. _ _D_ 

IMPOH'l'ANCE 

A B C 

9. 

10. 

11. 

12. 

The s~l1ry schedule of the 
employee is based on his 
qu1lifications, perform1nce, 
and experience. 

Clearly defined st9.tements 
of duties, mj.nimum require-
ments, 3nd responsibilities 
are avoil~ble for ench type 
of' position. 

The sala~y schedu]e is com-
petitive with other school 
systems nnd businesseR in 
the ]ocality. 

Written grievance proc(~dures 
have been es ta bl i shed ,'.rnd 

A B C D 

A B C D 

A I3 C D 

distributed to o.11 empJoyees.A __ B ___ c ___ D_ 

13. Employees have imput into 
the formulation and revision 
of grievance procedures. 

The griev1nce procedures 
have several steps to insure 
a solution to the problem. 

15, An exit interview is pro-
vided when an employee re-
signs to discuss re-employ-
ment, reinstatement, or 1~-

A B C D 

A B C D 

tirernent fund withdraw9l. A B C D 

(P]rt.. B ConUnued) 

A B C 

A B C 

A B C 

A B C 

A B C 

!\ B C 

A B C 
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(Petrt B Continued) Page 9 

Each item should be answered with one response in each of 
the two a reJ.s. 

Presence of the Service 

A--Not present 
B--Weakly present 
C--Adequately present 
D--StrongJy present 

16. The Personnel Department 
h:lS established effective 
procedures fer employment 
termjnatjcn. 

17. An employee is terminated 
only 1fter serious efforts 
have been m1de to assist 
the employee. 

A--Low 1mport3nce 
B--Moderate importQnce 
C--Hi~h import1nce 

PRESENCE IMPOH'I'ANCE 

,1 D C D A B c' 

A I3 C D A B C 



APPENDIX D 

STANDARDS F'OR SCHOOL Pf:RSONI'mL ADI/JINISTRA'fION 

I. Orrr,J.niz:itj cm1.l Structure 

A. The b:1sic function of the Bo3.rd er Educ1.t.icn j_s 
pol1cy-makjng and review of the totql education1l 
pror;ram. 

B. The S\~erintendent of schools furnishes the pro-
fessional leader~;hi.p fer the development and im-
provement of.a personnel program to meet the 
objectives of the school system. 

C. Written personnel policies furnish guidelines for 
the administrative procedures rel~ting to personnel 
matters. 

D. 'rl1e personnel department ls that section of the 
administrative structure established to c1rry out 
responGibi)ity for fulfilling the personnel 
1.ctivities of the school system. 

E. Personnel operEJ.tions are conducted ln a manner that 
provides f'or effective and friendly employee rela-
tionships. 

II. Staff Procurement 

III. 

A. The recruitment process provides qualified personnel 
with information on avail1ble positions and allows 
interested personnel the 0pp0 rt unity to compete for 
V1.C cHlC ic s. 

B. The 0.pplication form contains information necess::iry 
to facilitate initial screening and contribute to 
sound decisj cn-m9.kirig on fin,11 recorrunend3.tion fer 
c.1ppointment. 

St:1ff Selection 

A. Decisions involvine staff selection are based upon 
a carefully planned program of investig9.tion, 
screening appointment and probatjon. 



13. PJacement, ::.tssignmcnt, and tr'.lnsf'er of personnel is· 
n basjc administrative responsibiJity thqt balances 
school system needs with the desires and qualifica-
tions of the individual. 

IV. St8ff Develonment 

!\, Odcntc1Uon of te,1chers is a continuing process 
based upon a planned program designed to ~cquaint 
the teacher with his responsibilities toward the 
student. school, and community. 

D. Inse rv1ce educ a ti.on programs a re des i e;ned to assist 
the te:1cher Hith continued profession3.l r;rowth by 
keepin~ the te1cher qware of new developments and 
me~ns for jmp]emcnt1tion of curricular innovations. 

C. App1"1is1l of te.9.chinr; performo.nce js a cooperative 
process desir;ned to improve the cn11lity of te::1ching. 

D. l\drninistr"ltive appraisal proc;r'.lms 1jrr. to improve 
the quality of admjnistrntive le~dershjp by im-
provin~ individual performance. 

11:. llif~l-1 ~1t3.ff mc)r1le and tl'1e le:..LdershJp, effective-
ness, ~nd influence of the personnel dep1rtment 
C'1] J l'or i ndi vidu:1ls in professtonc11 st'lffs to be 
recognized for excellence ,md promoted on the basj s 
of competency, qunJlfications, fitness fer the job, 
and promise of future r;rowth nnd ctevelopment regard-
less of nge, sex, re]igion, n~tj0n·1l orj[in, or 
ethnic herltnge. 

V. Cnnditinrn, oi' :;ci·vjce 

A. A t'rjn~e benefits pror;r1m that meets the pc1rticu1ar 
needs of the staff shou]d be estab1jshed within the 
constr1ints of local and state Jaws. 

13. He11:u1<::.tjons coverirn~ the 1nrim1s tynes cf absences, 
Hith or Hi'thout p:=i.y, nre nuric 1v,til1ble to the 
st::1fl' '.Hld :1re fA.ir]v ridr~inistercd by the penwnne1 
dt)p 'l rtmcnt. 

C. Sala ,·y scheduJ es trnt pl':lce the school boa rd in a 
favor~ble competitjve positJon 'lnd salary policies 
that encoura(!,e professj on:11 growth and person3.J 
improvement in service c1re essenti1J e]ements of 
personne] :1dmini str·1ti,:n. 



D. J\n orderly procedure for the hearinr; nncl :::id.just-
rnent of employee's grievances shou1cl be adopted, 
publicized, and implemented. 

E. Regulations governing resignations should provjde 
an orderly meo.ns of termination of service, with o. 
minimum of dislocation to the school system and a 
minimum of inconvenience to the employee. 

F. The personnel administrator should est:lblish pro-
cedures for expeditiously terminating :ln employec 1 s 
nervices or for t:1king corrective actions when the 
employee 1 s perform~nce or conduct is uns1tisfactory. 

(Taken from St--=q_nd'.lrds f_<.2..!~ .§_c_h_ool Personn~_]_ A_?m1_!11stration, 
ihlnut Creek, C·=i1ifornia, 1')7?., pp. 19-35.) 



APPENDIX E 

Table of the Tot.:il Population, Number of 
Em:rloyecs Survey<',], NumlJer Responding, 

~nd Percent~~~ of RP.spons~s 

Employ~es Total Number Number Pe rcentagP. 
Population Surveyed Responding of RP.sponses 

Elementar~{ 1 011 i; ' - 105 6() 66% 
'J'e.tjchP. rn 

El eme!'!t fl ry 78 '18 56 72% 
Prlnc-ipals 

Secondary 1,185 119 91 76% 
'J'efl.ChP. rs 

SPcond;:\ry 34 34 30 88% 
Princip~_ls 

Cent :ral 911 9h 71 76% 
Office 



APPENDIX F 

Table of Intercorrelation Between Demographic Variables 
and Perceptions of Selected Personnel Services 

by the Groups of Employees Surveyed 

Item Educational Degree Length of Serv.ice 

1 r=.0616* p=.275** r=.1150 p=.041 

2 r==.131~ p-=.020 r=.1056 p=.061 

3 r=.1340 p=.017 r=.1799 p<.001 

4 r=-.0851 pc:=.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=,771 r=,0075 p=.895 

11 r=.1134 p,__,, .o44 r= .1744 p=.002 

12 r==.0259 p-:.646 r=.0598 p=.289 

13 r=.0474 p=.401 r=-=-:0477 p=.398 

14 r:-::.0468 p=.407 r=.1589 p=.005 

15 r=-:-1100 p::-.051 r=-;-1073 p-=.057 

16 r=.0149 p=.792 r=.0582 p:;,.303 

17 r:-:-:-0694 p:c:.219 r=-:-0504 p=.372 

18 r=-;0520 p-=.357 r=-:-0643 p=.254 
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Table of Intercorrelation (continued) 

Item Educational Degree Length of Service 

19 r=-:-0921 p=.102 r=-:-1104 p=.050 

20 r=-:-0935 p=.097 rc=-:1184 p=.035 

21 r=.0332 p=.557 r=.1231 p=.029 

22 r=.0078 p=.890 r=-=.0466 p=.409 

23 r=-:0131 p=.817 r=-=. 0173 p=,759 
24 r=.0411 p=.467 r=-=. 0769 p~.173 

25 r=.0018 p:c:,974 r=.0537 p=,341 

26 r=-:0924 p=.101 r=-:0294 p:ce.603 

27 r=-;0446 p=.430 r=-:0052 p=.927 
28 r-=-:0677 p=.230 r=-:-0172 p=.761 

29 r-:c;-1106 p=.050 r:=c"":0800 p=.156 

30 r=:-0024 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=e-:-014 8· p=.794 
34 r=-:-0376 p=.506 r=.0455 P= )~20 

35 r-=,0086 p-=.879 rc-:-:0052 p=.927 
36 r=-;0587 P"'"' .298 r=-:-043) p=.446 

37 r=.0088 p=-=.877 r=.0450 p=.425 

38 r=.0399 p-=.480 r-=.0602 p=.286 

39 r=-=.1066 p=.058 r=.1707 p=-=.002 

40 r==.1484 p=.008 r= .1465 p=.009 
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Table of Intercorrelation (continued) 

Item Educational Degree Length of Service 

41 r=-.0921 p=.102 r=-:0169 p=.764 

42 r=.0060 p==.915 r=:-1151 p=.041 

43 r=:-0309 p=.585 r==.0132 p=.815 

44 r=.0402 p=.476 r=.0690 p=.221 

45 r=.0646 p=.252 r=.0301 p=.594 

46 r=.2560 . p<.001 r=.2408 p<.001 

47 r-=. 2581.J. 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:::-.lil7 

51 r=.1694 p=.003 r=-= .1918 p~.001 

*r = correlat~on coefficient 
**p = probability 
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A STUDY OF THE PERCEPrIONS OF TEACHERS AND ADMINISTRATORS 

ON THE EFFECTIVENESS OF SELECTED PERSONNEL SERVICES 

IN THE KANAWHA COUNTY SCHOOL SYSTEM 

by 

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 administrators in tenns of their perceptions as 

to the effectiveness of selected personnel services in 

the Kanawha Collllty School System. The second problem was 

to determine the relationship between selected personal 

charA.cteristi~s of elementary teachers, elementary prin-

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 ot School 

Personnel Administration. The statistical procedures used 

on the responses to the questions were frequency, 



distribution, percentage, chi square, mean, and the 

Pearson Product Moment Correlation Coefficient. A 

series of tables ·wae 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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