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The growth of unionism and collective bargaining in the blic sector has been

c hard, tenze(Ilas the single most important labor market phenomenon to occur in the
last ten to fift en yeas.' While the effects of unionization or selected segments of the
public sector ave)acen the subject,of considerable research the effects of Unioniza-

tion and collet ve bargaining on two-year public colleges (In this paper the term w ill

be used synonymously community` colleges.i has received little ,artenton..
The community .collegeasrde from being the most rapic4 growing sfeptor of

higher education, have been a public sector indutry Jr( which unionism ha's made

considerable headway in recent years, arid it appears will continue to make fun her
inroads m the future. lwen though th4 Spread of bargaining in this sector hAbeen
srgnificant and rapid. there are still a large 'proportion of vommunity tplleges A yet
unorganized. This feature of the bargaining developmentrecent and rapid but not
totalmakes this sector an excellent vehicle for study ing the impact of unionization
on a segment of the public sector dims.ng the initial stages of organization. The concern

of this paper is to determine, the effects that unionization and collective bargaining
have had on the compensation and selected working conditior of faculty in two-year
pOblic colleges.

Faculty in all sqi.'tor?" higher education have .been adopting The chicle of
collective bargaining:as the mechanism by whtch the parameters of the work env i

rot ment are to be determined It is, however. the community colleges that have
proven to be the mat fertile area for unionization. An examination of the effects of
unionization on community colleges should prove useful in modifying some of the

extreme perceptions held by both faculty and administrators regarding the,potential
impact of unionization. Faculty members tend to look at collective bargaining as the
panacea that will ovrcoinc the gloomy picture of stagnation that is facing academia
Administrators generally view collective bargainingg as a disrUptive force that will
bring about considerable increases in costs as well as severely limit their ability to
manage institutions of higher education. Thus, for purposes of both effective cduca
tional planning and effective collective bargaining it seems essential that the early
years of bargaining in higher education receive an accurate appraisal. Equally

important is the need to direct attention to the larger concern of whether collective
bargaining is an rnappropnate mechanism for determining wages and other condi
tions of work in the public sector as some have contended.2

\ Foals of the Study

4

.1e?1

4
One of the major limitations of virtually all of the earlier impact studies, both those

of the private sector as'well'as those of the public sector, was their focus on wages.
These studies inherently looked.upun relative wage gains as being the basis sine qup
non for determining union success or failure. This myopic focus on wage rate alone
'fails to (Amsuicr trig multi-dimensional aspect s of tinlielTation and the collective
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birgaining process Wage rates* by no means the sole negotiating item or n ssar-.
ily the most important The rapge of issues both pecuniar5 and nonpeeuniary,
discussed and Agreed upon at the 'bargaining table are quite extensive and extend far
beyond the question of Wailes.,

unionism, then the total compensati ri package of both wages and employer expendi-

tures

a Ilninumurii, if one were goal to assess just the measurable pecuniary impact of
is

tures for fnngg benefits should be ex toed. There is noupnun reason to expect thata

the impact ofjunions on fringe benefit should be the same as that on wages. Thus, in
examining tq impact of unions it is important to determine not only how relative total
compensation has teen affected, but also what has been the impact on the vanous
c;Imponents,of total compensation. This study will attempt to address the question of
the impact of unionism on the total compensation 'package.

.

Ttie lack of available measurement techniques for most of the nonpecuniary issues
that anse in community college faculty negotiations makes it impossible to assess the

total impact of negbtiations. However. certain ,aspects of these non-nrnetary
issues can be examined quantitatively. In the case of the community Lollege faculty
Member we will., in addition to looking at the in pact of onionizatiOn ort faciilty-
compensation. examine the effect of unionization on faculty workload, which will be.
defined simply as the ratio of full -time equivalent students to full-time equivalent
faculty ,
.,

Determinants of Community College Compensation Differentials\ . ,

The model used in this study to explain differences in faculty compensation
k.assumes that compensationpensation dikemnttals anse due to _oppensating differentials.

Itoncompeting groups and transitional differences, III examination of the impact of
these factors on the c mponent parts of compensation. salan nnge benefits',
4,SWeiwell a_. _o nsation.allows us to,gain significantficant insights into the w e

fon.es affect the pet. marytetums to teaching. Since the literature is virtually void of
any relevant analysis on the determinants, of antra industry fnnge benefit differentials.\ a _

I Ain& assumed at the outsetthat the factors affecting salary and total compensation
arc also those which affect fringe benefits. It will also be asSuthed, unless noted
othe ice. that the direction of'the relationships are the same.'

Diffe nces due to,compensatmg differentials and non competing group will be
reflected two asp:Lb of the _ommunity college. (11 differences in the 'work
env ironment, d (2) differences in the _hatactensties of the faculty. Differences in
the demaad for mmun itycotlege education will also b?,17-1 integral factor in the
model. 11

Differences in the W k 'Environment
One reflection of the work el nment may be simply then ize of.the student body.

It has been argued that larger educate al institutions arc lessdesirable places to work
in than smaller schools.'

There may be certain nonpecunar) Lima an tages associated with largeinstitutions
in that they may have a more impersonal at sphere. a large bureaucratic structure
with its usual encumbrances, and they may tend have greater disiplinary problems.
It has been noted by Albert Rces's3bat. in addition to the factors already Cited .

establishment size might also act as a proxy for other factors. He suggests that other

1,
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things being equal: a larger establishment has to dra%. its v.ork force from a ii,%ider
geographw arca than a smaller . and must therefore at the margin offer %%orke" a
larger premium to y11 Cr the LOsts vt getting to work !khese 1,anous disutilities
associated with Institutional size du exist an.: reqUITn a cortipensating differential %%e
should expect to find a positi%e relationship between faculty compensation and the
size o

e
f the student body

At the sane time ,inc should not cxptcrconipensation and enrollment to be linearly
related \\ hilt it is expected that the disutil dies grow with inc ?cased size it is not
anticipated that the increase in disutilities w ill occur in a direct um ary ing proportion
%%ith enrollment Mort like. there art thresholds such that once a school attains a
gi% en le % el of operations ectlain disut il ies are associated %%ith it Further increases in
size add other disutilities but %%ith thc marginal inCrea.se in one's disutility becoming
less and less. To allow for this positi% c but nonlinear klationship the natural log of
full time equi%alent students (log ..as used in the model If the abo% c hypotheses t s

are true it is expected that log S %% ilkbe posit ely associated ith total compensation.
A major facet of the faculty 's wort, tnyironment is the teaching load. Fi!..ulty

generally prefer fe%%er and smallei classes Ceteris paribus. it is expected that in
..011cgcs in ..filch the teaching load tdb illeasured b; the Fano of full -time Am% 4Ient
students to t ull-timc equi%alent faculty' iS/F) is relati%ely high faculty members %%ill

Sect i%e grealer compensation for the additiohal %%Ork performed It is thus anticipated
that S/F and compensation will be positively associated

Differences in thc %%ork cn.ironment anc not limited to the internal differences that
exist among institutiolis In addition to thc internal differences. there may exist
significant %arianon in the climate. general economic actisity, . social atomosphere
and numerous other iti;,,ins*hat &termitic the l crall external %%ork en% ironment

of different institutions. Differences in thc external %%ork cn%ironnyni are reflected
by the opportunity ..uct or reser% ation %%age of v-orLing in one arca ref ti%eto another

It is expected that the NUppl!.. curs of labor to a particular Institut,' would shdt to Qa
the left lithe %,Ilue of alte: mat % es to %. kirk mg inja gi% en college 'rick d This would
tend to increase l)m%-...nsation at the institution. ktte-risl paribus e salue of
altcmatiues is in itself a function cif a great number of loc*al factors. Su h eonsi4era
twins as the extent arri mix of induistr% . the lc % el'of economic JOIN It) th to of price.-
ad%Snce. the degree and impact of unionization and the accessibility or Ikk of
al. ssibatty bet0.ecn one area an another all affect the %alue of alternati c employ

In au arca v.herc better alternati%e exist. the reseration ..age ..al ie higher. S

so to wart o of ,ompLnsatton necessary to attract and retain faculty mbers
In ordertocapurre skimekirthesteffects it was necessary to define a proxy % nable to
reflect the opportunity cost of teacliiiig at itt...itution in a geographic a ca. The
opportunity cost %anablc tested in this model %%as *the x.erage starting sal ry of a

-person %ith a master's degree in thc public school systems located m the ounty

%%here the community college is situated (OPP) This Nanable ..as used for seral
reasons. Ai' avoid the need for using other %anables such as thc CPJ and popu ation
%%hid] may,ha%e a high chgrec of multiLollmcant) not only %%ith each other butAkith
sum; Of the other incli.pendcnt %anables. SeLondk. the master's degree stn mg
salar5 ..as used in preference to that of a.bachelors or doctoral degree because he
model degree held by community colle.gc faculty members is the masttrs de
Third. the great majont) of faculty members-in community colleges either ha .\c

taught in public school iti:iously or possess thc peccssary training to teach in th
ptiblic khouls if they so desired. it should be noted that public school teaching in

76
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many instances may not be the best alternatie but it is an 'alternati c generous open

to most eommunity college lac idl f lis sariahle is txpeeted to be .posifit
associated with taeulty ;.onniiensation

The tinatlat.tor to he included as on of the work en .IP mitten! is the ex:stone or
nont.fxistenee of a etillIretixe bargaining agreement IC i This tactOr'influences the

internal ambienee of the college It has been argued that the prese nee ot a union can

act in the, same fashion ,ts 4 licensing reqiiirement in that it creates noneompcting
groups By prohibitiiii4 people torn: working for less th e agreed lipon lex el of

compensation. unions in effect eliminate a certain amo nt competition In this

study an institution was considered as being unionired it it had a LI eetix e bargaining

agreement with its faeulty etwering the 19,0-1971 academie year Cis a binary
warlable reflecting the presence or absence of a etilleetie bargaining agreement at the

college It takes on a t attic, tit I it the conlmunity eollege has swned a contract for the

year 1970-1971. and is 0 others Ise The basic hypothesis is th compensation tt ill

tend he higher where labor Lowe tition is restricted. Or.f my faculty with
collect ix e bargaining contracts .sill reee e- a higher Iced 01 tomp nsation. «lerts
paribiis. than faLults tao do not negotiate collet. ti-Wly with college adrninistraOls
and boards.

Differences in Faculty Characteristics

1.% en thotigh community colle'gcs t:an he looked upon .1% he me homogeneous in the

sense that their clientele are high schotil graduates Nee inepost*.eondary edyeation

in a progjam designed to encompass two academy years,. there are substan-fial
differences bet %%fen community colleges in the curricultim and emphasis of their
programs These differences-may be refit:Lied in the composition tit the faculty

Certain community colleges are primarily JO igned.to praide a erect number t2if
spec wilted programs for students who intcsid to terminate their education with their

degree/at the end ,ot tte'o years, Other institutions are principally cdncemed with
pros +ding their students ith the first two years of general higher educatuin, that is

expected to culminate et entually ith the student receit ing a bachelor's-degree from
Ana year college or uniwrsity Almost all community colleges offer both types of

programs. the ditterences being in the emphasis accorded one program relatixe to the

other N\r here the accent is on a broall-baseerbaekground inurnany academie areas. the

faculty needs are accordingly broader A larger peteent'age of the faculty .sill
necessanly haw to, be drawn trom a eery dieerse set of disciplines. The faculty
recruited will he expected to teaeli a wider x army of courses than those traditionally
incorporated into the so called liberal arts core In other words. the community
colleges will not be recruiting from one labor market of aeaaemics or potential
acadethics, but from a group of segnicnte,d labor markets that are distinguishable by

their academic disciplines Lich of these labor markets is charactettied by has mg

different alteranatix es It is customarily the 41se that faculty in the sciepees haw

better alternatie es (Awn the higher reserxItion wage of scientists. it will be
nee essary to pay them a eorrespondingly higher lex el of compensation to attract and

retain them It is our contention that the greater the proportion ot faculty oho are to
the se ienees the higher w ill he the aserage etunpensation of the entire faculty

(-wen that there may c aitfercnees in faculty eompensation because of the need to
hire trom segmented academic labor markets, one w ill alsO find w ohm these markets

people possessing different Icx:e* Is of skill This will be due to vther differences in

77
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innate ability or to sanations in the embodiment of humaq capital orboth. If it
assumed ihM the degree held is a measure of skill v. ithin a-discipline. and if great
skills do in part reflect a greater v. dl tend to get paid More This is in fact one of th
principles that is embodied in Any salary sche$ule based on educational attainment
and experience One measure of the qualit, of-the faculty at an institution is the
percent of faculty possessing only the bachelor's degree n B.A. Since. most faculty at
community .Alleges possess 'a master's degree. by recruiting and maintaining a
relatively large percentage of the faculty members with only a bachelor's,clegree the
institution may not be fostering a relatively low quality education. Or. by offenng a
low level of compensation. the itittitution may not be 'able to recruit people' with
advanced degrees and must be satisfied with. a substandard faculty. An inverse
relationship it thus.expected.between zB.A. and the average level of compensation
at an institution.

There are other differences -11r* characteristics of faculty members That could
possibly read m differences in compen, ion. Such Noes as the expeneiqce. sex and
race charactenstics of the faculty might b Able to explain some of the t anation in
compensation between institutions. however,'the data necessary to test the effects of
these v atiables A as not available for their incorporation into the empincalrnodel. The

exclusiqp of these variables could introdu<.e a bias into the estimated parameters.
Thus, for example. if any of these factors is positively associated with unionization
and with the measure of 1. ompensation. then the union,parameter would tend to
overstate the true relationship between un isinization and compensation iassurning.that
unimnzanon has a positive effect Qn compensation).

Pjfferencq in Demand

The model can be expanded elyond the supply t.onsiderations al ready discussed by

considenng differences in the student-anti community ability to pay for the ''pro-
daCt " We can bnefly define the "product" as the purchase of a community college
education. The demand for community college faculty Is den s ed from the derOand for

the community college education. Clearly'. the greater demand for a community
-college education the,greater th3e,demansi for faculty fo teach in a community college.

There' are three basic carponents tb the demand for .the community college
education the demand of the state. the demand Of the local community. inti tkc
demands of the 4tudents. It is geneiully the state government thatdrill set the tone of
the sources of support to community colleges. State support of community colleges
varies widely In some states thd state government provides virtually 100 percept of
the community college revenues. In other states, the pnmary.sourc.e ofrevenue is the

local community While in others. the burden is shared in various proportickns by the
States. the local commdnity and the students. Additionally ..it would not bercorn:
mon to find some community colleges within a stair~ totally supported by state
revenues while other schools within the state receive little state support. Because of
the many possible variations in funding there is only one reasonable measure of
community college demand total expenditures per student (E'S). Expenditures per
student reflect the total demands of all three groups and is staqclardized so as to
account for differences 4n the sizes of the colleges. This variable is-expected to be
positively related t9 faculty compensation (1.e.4 .better quality faculty are hired where
demand is greater).

The expenditures per student ,.anable covers only.pne aspect otthe demand side. It

78
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.
dejermining the budget constraint. College administrators must then

allocate this dget to achieve desired output goals. I4nder a. fixed budgecc011ege

administrators an (-house IA ire a relatively small number of high quality instructors

,.,or a relatively I. ger number of lower quality instructors. There is no theoretical basis

for postulating hich alternative is preferable. However. there'is some indication
from the empiric 1 literature that the extent of local involvement may hive a bearing

un the budget al cation decision." The level of community involvement will be

measured by the rcent of college revenues that come from local sources (%LA)
The empirical stud ,es suggest that there may be apositive relationship between %LA
and total compensa ion but since there is no theoretical basis for the direction of this

association.all that III be postulated here is that faced with the same level ofgocal

participation colleg administrators will tend to operate in a similar manner when

making the allocatiOn decision)
To summarize th above discussion. we have argued that compensation iv a

function of six suppl vanables the log of full-time equivalent enrollment (logs);
the student-faculty ritio (ST). the average starting public school salary of a teacher
with a master's degree (OPP). the existence of a collective bargaining agreement (U);
the percent of facial In the sciences (%5,ci) and the percent of faculty 'possessing a

baclelor's degree ( A BM. In addition total expenditures per student (E/6) and'
percent loc-al aid (9(1,A) represent the demalid variables in the 'model.,

The mei can be expressed in the following form:

= b1 (log S) + b2 (S/F) b3 (01?) + 43) + b, r(%Sci)

b, (q-BA) + (E/S) + bK (%LA) + ei

C.1 is the compensation variable (C, = salary; C2 = fringe benefits;
C3 = total compensation) ei is the error term, and the other variables are as
defined above. .

Compensation ModelReptession Results ,

Results from the. cross-sectional analysis of the compensation model, using 1970

1971 data for 263 community colleges. throughout the Unit States are displayed in

Table-1. The model explains nearly 67 percent of the v ariatidn in total compensation,

66 -percent of the anation in salaries and 30.9 percent of the variation in fringe

benefits. .

Only one i pendent variable, log S, was significantly related to all three
dependent variables. This vanable as expected was positively associated with each of
the dependent variables.' This set of coefficients indicates that as enrollment in-

c,reases, tams partbus, compensation, salary and fringe benefits increase but at a

. - diminishing rate.
As was indicated above it was expected that total' compensation would be higher,

the higher The incidence of faculty in the sciences. the regression results bear this

assumption,out. Both salary and total compensation were positively and significantly

aslociated with changes in (A,Sci. The level Of fringe benefits was not significantly
rerated to changes in this independent variable. Thus, changes in the distribution of
faulty who are in the sciences affecttutal compensation mainly by changing average

salaries (presumabl the salaries of those in the sciences). '

The fact that this v a able di not have a significant impacton fringe benefits, is in

retrospect. not surprisi . An, institution that wishes to attracts, more scientists by

4 *. 79
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TA$LE 1
Regression Coefficient:for the D erminants of Faculty Compensation (1970)971)

(2 2556)

/pendent Variable

45 2181)

Fringe Total
dependent Vari/ble Salary. Benefits Colinpe ion
B A -3 735 2 224

(-517714398)2

e4 SCI'

OPP

Cog S':

14 46
(7 9789)

.1 38
(0 12169(

302793***

(94 290)

S/F 69 50
(17 091)/

CF LA

302 77

(2q 29)

0 44572"
(0 194891

14 14
(4 1485)

Constani -4746 3

. ! 65 92

Standard CCM! of 1226 9 -
the estimate

1 Significant at p' 01

Significant at p< 05

' Significant at p< 10

Note. Standard Errors aac m Parentheses

5 257

(3 4489) s!'

0 0211

(0 026031*

2 .85...

757)

e

5 694 ,

( 3878)

.694 5".
,(iO4 73)

088'1742

(0 08442421

2 126

(I 7932)

-933 95

30 90

530 32

I

20843"
(8 8102)

1.38
(0 134681

,502-72
(104 35)

67 6,3

(18.915

10;4'3
(268 14)

0 5467
(0 21568}

; Cr"
(4 5911)

5709,7

66 65 ,

1357 8

paying higher saIanes can limit the group that receives the higher compensa ton. If
fringe netts were raised, so as to increase the attractiveness of the Institut n to a
prospro ve rcurrent faculty member. they would have to be increased for all acuity

"and woul therefore be far more costly than raising wages for a select few
The op riunity cost variable was also positively associated with both sal and

total:cum. nsatlon. With all other *tors held constant, A one hundre
\ increase in P would cause an indease in salary and total compensatiop o $138.

This relatto suggests that when competitive salaries nse, college admit trators
adjust. the c mpensation of their faculty by increasing the salary compo ear of
compematio

,
The studen faculty ratio was significantly and positively associated wit vana-

tkons in salary and total compensation. These results support the hypoth sis that
.alleges,pay fa ulty a compehsating differential to overt.ove the unattractiv ness of

-Itiadung..larger odds. Holding all other factors constant, it Is estimated, that or each,
unit increase in S/F total compensation increases by $67.65.

*
;

t
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It also turns out that the demand .stria
significantly assoLiattd w-ith salary and total
discussion of the model, that the sign of
eompensation sariables Louie' nut be speed

analysis suggest that the greater the tinanei

I.e. perL .nt lo.al, aid is directly, and
Ompcnsation I Ow as noted earlier in the

c relationship between '; LA and the
d ti priri The results of the regression
ins olsement of the local eommunty in

the operations ot the college. the higher will IN. the lesel of salaries and eonsequently

total eompensation. all other Lie tors being equal The alut: of fringe benefitsss
signit wand) realted to '; LA

One of the more interesting rcsults,of this set of equations is the relationship
between the binary unionization sariatlic and the"ompensation sariable. Unionza-
tOn and salary were nut signitie'and related. but unionization and fringe benefits
ss cre directly and signitie'antly assoei ted The unionization efteet on fringe benefits

hit total eompen awn was. also found to he significantly and
positisely a%soeiate with unionizatii These results suggest that in community

_colleges one ot the ajor effects of u ionization has been a significant relame
inerease in the les el ut tringe benetits. Pere of faculty ith a B_ANas designed to

,retleerthe sarianee in the skill mix of faculty frol'il one institution to another. The Idck
of a signifieant relationship between this sariableand any o1 the nom c sation
measures indieates either that differences in skiliIre-d urumporkant det am of

impensatii,in or. that this sanable is not truly cocas ring the', inter °liege skill
s non

In ght of our results it is Ot interest to put the change. inberernott the regression
analy Its into perspectise Table-2 's hoss s the mean lex els1) salary . fringe benefits and

total compensation t_parately fur the colleges in the samp e that were toniothred and
those that were not unionikcd The table indicates thatekal tries in unionized eolleges
were 14.6 percent higher than those,m the nonunion insli thins. How es er. much of

this differential can be explainiAl by factors other taq6inii nization. As was indicated
in the regression analysis differences in the work em ironment. prineipally reflected
through the altianatise wage. enrollment and the student faculty ratio explain a large
part of the ditferenee between salaries in the two groups. additi n. differences lb
thLharaeteristies,of the faculty and,dffercnees in demand were also able-to account
for some of the differential.

E7mployercontrlbutiCins to ) arious fringe benefits re substantially different at the

two types of colleges As an he obserxed um t e table. fringe benefits in the
unionized colleges excei;ded those in the Ili nu ionized institutions by ore's 96
peqent. The only sariablc. other than union zation. thdt gnifieantly.affeeted the
loel of fringe benefits was the log of cnro ment. This s a able proba145 acts as a
proxy fur the pries: of fringe be'nefits.fi e larger the site f the group receising
bend its. the lower are the adMinistratise eo s and the tower is the risk_in pro% iding a

gis.en fringe bench t N possible taking aceiluiti of the influe e of enrollment and

other faetors to innate the union. nonunion differential c benefits:This can
be done sim ts by di% (ding the union regression coefficient by t e axeragecxel of
fringes in th nonunion'eolleges. Using this method we would then estimate that
unionization has raised. fringe benefits pearly 80 percent &%e1 those prevailing in

eompensation between the union and nonunion colleges 15 oser 20 pere0t. After
without tic,inifaeeiiiiiSt of any. factors otht4 than unionization. the difference unotal

nonunion col eges.
A similar approach can be taken %kat!' tqtal t.ompensatlyn. Table 2 indicates that
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TABLE 2

Differences In Salary, Fringe Benefits, And Total Compensation Betw en
Community Colleges With and Without Collective Bargaining Contract
1970-1971,Academic Year -

4. , . Colleges Without Percentage

Compensation Colkes With Contracts N Contracts . Differences

Measure (N = 38) (N = 225) . (1) (3) / 3'

.
/ Standard

_ (I) (3) ,43) (4)

Stdard Standard

Mean Deviatiory Mean Deviation

Salary ,4, 1 1993 6 1266.3 10463 5' 2098.5 14.6%

Fnnie /
Be,nefffs 1665 7 934 3 849 2 469.6 96.1%
Total / .

Compensation 13659 6 , 1840 3 11311.3 2215 7 20.8%

SOURCE. Based,on A .Ample of mstitutions from the Higher Eklut..ition General Information Survey.
U S Office of Education, 1970

the7e other factors Are taker, into account the difference is under 10 percent and
o iously a large pact of this differential can be explained by differences in fringe

nefits.

.

Vacuity Teaching Load Model
.

Pecurilary matters a by no means the sole concern of negotiators in higher
education. Numerous accts of the work env ironment hay c become they subject of
negotiations. One the more frequently discussed areas of concern is faculty

, teaching load. liege Administrators would generally oppose proposals by the
faculty that would serve to lower the number of classes taught and/or the number of
studems placed in a class. Each of these issues has been the focus of negotiations. and
an area of conflict between labor and management.

The teaching load model combines institutional considerations with assumptions
regardrflg the behavior of college administrators. The model argues that teaching,
,load, measured by the ratio of full-time, equivalent students to full time equivalent
faculty (Sin, is a function of the percent of faculty with a B.A. aegree (qBA), the
number of full' -time equivalent students (S) and its square (S2), the change'in the size
of the student body over the prey IOUS academic year (A S), percent of revenue. from
local sources (7( LA). expenditures per student (E/S) unionization and the level of
compensation (Ca). The model would thus take the folloWing form:

S/F = bn + bi (%RA) + b2 (S) f b3 (S2) + b4 (S) + bs (%LA) + b6 (EIS) I-
b7 (C3 4- c

Where the bits are the estimated parameters and c is the error term and the variables
are as dcfi ed above.

The student-faculty ratio was expected to be inversely related to Ace `B.A.
degree holders are generally considered to have substandard credentials, they are
ustially hired at lower salaries than their collegues with more advanced degrees,. The
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the larger will be the size of I - faculty that it Lan Aford to hire or a gi%en budgetary
k togreater the willingness of an i stitution acLept faculty, with substandard credentials,

outlay.
A positive association was expected between the student-faculty ratio and the

.
percent of an institution's re,enue that,was proNided for by local goNemmental
sources. Since ALA was positiNely associated with faculty compensation in the
earlier model, it was assumed.iat where 'ILA v, as high. college administrators.

.:

would prefer to hire a relatiNely 4.1.111 but higher paid faculty ." Thus the higher 'ILA
the greater the likelihood that y011ege adm in is rators will choose to have larger classes

and/or halve faculty teach a greater number if classes. A posime association was,
therefore, anticipa }ed betty en S/F and %L A.

Since physical facilities d faculty 1. ontrais are usually fixed in the short run (a a
minimum an academia ye r) marginal adjustmen\ts of faculty to 1. hanges id, st ent

population becomes a cu bersome'and expensive undertaking. It seems re Unable

to assume that Lollege a ministrato w ill adjust to increased enrollment y either
expanding the number of students si ng in a classroom or inLreasitfg th number of
Llasses faculty membe teach rather 1 an by adjusting the site of the fa tufty to me t
increases m the size of the student b y. By the same token, it w ill als be assume

that for short run decreases in enroll ent the reiction will be to reduce Llass sitE
and,or the number of classes taught pet aculty member. The Lhangeo enrollment, as
dsed in the analysis, was calculated,by taking the change in full-time equk aleiit
students between 1969 and 1970 and diN 'ding it by enrollment in 1969. This variabli
(AS) was hypothesized to_be positively related to the student-facinty ratio.

It is also-assumed that college administrators and -college boerds v, ill build a
rcp al plant that is designed to accommodate a gi en leN el of students. The large!'

e expected leNel of students the more appropriate it becomes to plan larger Llass-
rooms that easily facilitate the use of the mass lecture technique This is especially
usehil wherethe majby4 of the students are expected to take, a.se of basic courses.
Where this is the case ass lecture_halls beCome not only feasible ut also practical.

Bigger Llassrooms_w, tend to encourage large student faculty.ratios as ficulty are
asked:to teach more students per class. Large enrollments also make it feasible to
offer specialized %Nurses that could not be accommodated wilhqu some minimum
expected enrollment. The offering of specialized c urses would+ %,e the effect of
lowering the student faculty ratio. In order to capture it S possible ni n linear effect of

enrollment n the student-faculty ratio., full time ent enro Iment(s) and its
square. (S2) were used in the model. \, .

.

institUtio.nal expenditures per student tE./S) was anticipated to be inversely corre-
lated wIrthe%tUdent faculty. ratio. Since smaller classes are usually preferred to

:....,..-
larger onsweeby administrators), the college was expected to higher

1 expenditinAifier student into smaller classes.
. On an a priori basis the expectations with respect to the impact of collecth e
negotiations is unclear. Faculty associations normally' include as part of thetr de
mands a reduction .in the number of teaching hours andlor a smaller number of
students. On the other hod, college administrators who are fac,ed with compensation
demands and relatiNely fixed budgets may be willing to trade off pay increases for
larger teaching. loads. Or they may possibly be willing to reduce teaching loads if
compensation demailds are reduced. The sign of the relationship thus is a function of
what and hov, much taLulty and Administrators are willing to trade and catMot be
determined a priori. .
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The student faculty ratio.\L as L:xpeLted to ary, positiely . ith the le\ el of total
Lompensation (C f Of a given budgetary expenditure per sttldvnt and foi a given
number ot students. thL. liighLr the let el of Lompensation the smaller is ill be the size
ot the Wilt) that Lould be hired Consequently . the higher.the loci of Lompenstion
the higher .111 be the number of students it faculty member

Teaching Load Model': Regression Results

Table-3 displays the regression results obtained from equation 2. The independent
ariabl es Lere able to explain nearly $4 perLent of the s ariat ion in the student-lteulty

ratio.
The number of full-time equivalent students \Las Positively related to S/F while -as

ant IL ipated.enrollme9t squared vas negatively re I ated ,tp ST. This ,ip4:ateN that class

size tends to ins:rease v.ith the number of students butaltir .a. point incieas8 In
students "result in smaller Llasses as more Specialized' Loqrsc offerings, are made

available. ,

U

TABLE.3
.

Regression CoeffiLlents for the DeterminaMs of The Studept-Facul ) Rat

Indeperldent Variable Dependent

BA

Variable,ST

4 (0 017881

S2

AS.

4
1-Is

001511
(0 0004271

0000000912*

(0.00000004551

4 24 "
(1 57771

3 93
(010123)

-0 001.3"
000006531

ri 00)41
(0 0145651

Cr 000832'7
(0.00016(51.

Constant 12 376

R1 a i 53.72

Standard Error of (Monate . 4 3149

. Significant at r 01
Significant alt pc: 05

Significant at p-. 10

MA Standard error. arc parenthcsic

Q r.-
.1.* * ,la .
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The change in the number of students was alto positively associated ith-change.),_

in the 'student 'acuity rail.' Th ',Jesuit suggests that administroors react to increases
in enrollment by simply raising the number of students in a class and k r increasing the
number of Masses tautht by the faculty It also stIggests, tome% cr. that if there arc
short-run declines in enrollment there is no corresponding redue ti to the size of the
faculty.

The %amble e; LA as expected was ptisitix et% related changes in the student-

faculty ratio. A one percent inereasein the share ot kenues that Lome from local
sources would increase the student faculty rat! by 0 t14, all other taefors held
constant.

Increases in The level ot ei'pendithrt!s r student. km% paribu.s, result Inca
deerpse in the student faulty' ratio Fc each SlO (X) increase in expenditure r
student the studeniaculty ratio is !estimated to decline by '0 03

all other factors e.onstant, increases in total compensation egad to a
positive change in ttk student faeulty ratio This suggests that where the bus "et line
and other factors arc fixed. an inereasc in compensation kk II) lead to a smaller n m6cr
of faculty per student. This result is totally consistent wnh basic demand then In
this Lase compensation represents the price (4 the good and the number of faculty r

strident can be v Ic k Lel as the quIntitKmeasure Increases in price tl c., eompensati n)
result in a decrease in quantity. demanded (i.e.. faculty per student). ,

rinally the existence ot a Lolleet1 bargaining agreement was assolated with
redtielions,in teaching loads When all other faetorsitre'hela constant the existence Of
a wilt:Luxe bargaining agreemeni(kkas associated with a 3.93 reduction in the:
studerit faculty ratio Thus it appears thut collective bargaining has had some impact,
not only thc A.,,mpLnsation ot faeulty. but also their kkorking conditions as reflected in
the student faeulty ratio The results suggest that additional compensation gains
might have been possible it unions were willing toyade off some of the imprti% e-
ments made in faculty teaching loads

. .

Concluding Remarks

This paper has attempted to detail the characteristics ?Iconimunity colleges and the
iinpact of bargaining In the community college, A eross sectiotal regression
analysis of the ty pettsed in this study i, by no means &fin in% c It does nokse.parate

out cause trom effect, nor does it show changes ox t!r time, hokke% er, it isuggestixe of

possible initial effects of unionizatioti in this sphere ..

4,:nionization appears to have raised total compensation priinanly through its
impact on increasing the ..tlue of employer Lontnikutions on fnngc benefits The
frrn Kilda area tis pros ided a %cry attractive focal point for union.beeause of the
generally lov.1A-1of such benefits in do:community colleges and the tax advantages
inherent in purchasing some ot the;.e. items through group employer plan,: rathor than

indixidually kk'ith after tax income, r ,
I '

teV* hilc unionization did not haxc a significant effect on salaries, it did ap ar to
reduce signitiCintly the relative teachtng, load These results suggest the pos ibility
that in tllo...,untial years of bargaining the faesulty haq been willing to tide .off
potential salary gains for increased welfare and better working kAguiltionsi In the
future one might expect the type of relationships shown here to change as bargaining
matures and certain kAtnk.trn% betIMC less paramount No attempt has been made here

, 1.3



I
4

to distinginsh between colleges who hav e negotiated one ont!a.t ersus those which
have negotiated two or more agreements. It may well be th4t there is a difference
between the type and level of demands and offers In the first contract as opposed to
subsequent contract bargainlig.

As the academic labor market has shifted from a sellers to a buyers market the
immunity colleges have begun to attract a larger percentage of their faculty directly
from graduate schools and from teaching positions at four year collegiis and univ er-
sities.-This)nfltrx of faculty may have resulted in a change of focus,of the community
college from the secondary school systems to the colleges and universities iThe
,dech ht relative teaching load seems to be an indication of this change in focus

Bar dining has not been limited to the matters addressed in this paper There ore
numenAs other matters such as tenure policies, faculty participation in acadimic
decisionrmaking that have been the subject of bargaining. To the extent that these
so-calsled nonpecuniary matters are of comem to faculty , this study has only begun to
touch upon the.mpact of bargaining on faulty. There is clearly a need/for a detailed

assessment of the impact that bargaining has had on these other aspects of working
life in the community colleges.
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14

86



Footnotes

'R6bert J Thorittim. The Fitects of Collective Negotiations on Teacher'' Salaries."
Quarterly Re} few of Lonomiv and Business. I I . 4 (Winter 1971 37

H. Wellington and R. 'W inter. The Unionstand the Corks ashington The Brookings
Institution. 1971), pp 15-21.

As used in this study fnnge benefits refer to mployer contributions to retirement plans that
are vested and not vested. hospitalization. s gical and Medical plans guaranteed disability
ipcome protectionnuition.plans. housing pla s. social seventy la.ea, unemployment compen
hation'taxes. group life insurance and of benefits in kind with cash options

' Since linear transformations of least squares estimators are also least square estimators it
follows that the estimators of the salary and fringe benefit equations will satisfy Abe restrictions,
imposed by the cornpensation equation ic. . the estimates of the union paramekr in the fnnge
benefit and salary equations will add to the estimate of the union effect on compensation)
Thus. e'may obtain separate estimates ot the union. nonunion effects on salary . fnnge benefits
and total compensation See Orley Ashenfel The Effect of Unionization on Wages in the
Public Sector; The Case of Firemen." Priaton Unitersit). Indistnal 'Relations Settion.

,; Working Paper #21 (July 1970). pp 15.16
See David B. Lipsky and John E Drotning. The Influence of Collective Bargaining on

Teachers Salaries in New York State. Industnal and Labor II-clarions Relict q.
)October 1973). 18 35 The Lipsky and Dretning argument andlindings are consistent with the
more general results of other authlirs who have found that large establishments pa5 higher
wiges on av rage than small establishments in the same industry . See for example. Richanj A
Lester. 1 a Differentials by Size of Establishment Industrial Relations.7 kOctobet,1967).
57-67

Albert Rees. Compensating A age Differentials... Print )Jon Lni*ersio Industrial Rela-
tions Section. Working Paper #41 (January 1973). pp. 1748

/ If two or more colleges are located in the same county they are assumed to have the same
external environment as reflected in the value of altematives. but they are not precluded from
having a different internal environment

r,

" The dependence of various disciplines on the academic labor marker is indicated by the
percentage of Ph.D. s who enter college &caching. Canter has noted that for most humanities

*disciplines, between 85 percent and 95 percent &vilest: teaching. the percentage is about 70
percent insoioal sciences. 50 percent in life scierwes and 35 percent in physical sciences. See
Allan Canter.. The Academic Labor Market. in Margaret S 'Gorden. ed Higher Edtuation
and the' Labor Market, (New York, McGraw Hill. T973). p. 301

See. Fobera,N Baird and John H. Landon. "the Effects of Collective Baigaining on
Public School Teachers' SalariesComment." Industrial and Labor Relations Review. 25
(Apnl 1972). 410-417 .

'" See RObert F Carlson and James W Robinson. Toward a Public Employment Wage
Theory. Industrial and Labor Relations Re4 le . 22.2 January 1969) 243 -248. Carlson and
Robinson discuss the basic choice. between quantity and quality of inputs that faces public
administrators Absent the cartier results on the relationship between compensation and %LA.
lItla priori relationship netweenittc ST and %LA could not have been specified.
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