.0 2

=

[ HH!gg
= 5

[[E5 S [lis e

o



DOCUHENT RESUME

ED 132 708 EA 008 999

AUTHOR Terborg, James R.

TITLE Integration of Women into Management Positions: A
Research Review.

PUB DATE Sep 76

NOTE 31p.; Paper presented at the Annual Meeting of the

American Psychological Association (84th, Washington,
D.C., September 3-7, 1976)

EDRS PRICE MF-$0.83 HC-$2.06 Plus Postage.

DESCRIPTORS Career Choice; *Employment Opportunities; Employment
Practices; *Females; *Literature Reviews:
*Management; Managerial Occupations; Role Conflict;
Sex Role; Sex Stereotypes; Socialization; Social
Science Research

ABSTRACT

This paper reviews the literature on the
psychological and social processes involved in the integration of
vomen into management positions. The author concentrates onm two
areas. First is the entry of women into management (including women's
career choices, choice of organization, and the effects of these
choices on the organization. These effects include the impact on
recruitment procedures and male job applicants). The second area
concerns the socialization and develepment of women managers oace
they have gained entry. The research in this area deals with the
personal needs, valunes, and skills of women managers, as well as with
the physical-technological environment and the social-interpersonal
environment that women managers must face. The author suggests that
researchers should conduct more 1Qngituiinal field research and
should investigate the effects of women in management on the society
as a vhole. (Aunthor/DS)

%

* materlals nct avallahle from ather sources. ERIC nakes Every effcrt
* to obtain the best copy available. Nevertheless, items of marginal

* reproducibility are often encountered and this affects the quality

* of the microfiche and hardcopy reproductions ERIC makes available
*
*
¥
L

via the ERIC Document Reproduction Service (EDRS). EDRS is not
responsible for the quality of the original document. Reproductioas :
supplled hy EDRS are the best that cau be made frem the erg;nal.




[4 F U3 DEFARTMENT OF HEALTH,
B EDUCATION A WELFARE
HATIOMAL IMSTITUTE OF
EDUCATION

THI5 DOCUMENT HAS BEEN REPRD-
OUCED EXACTLY A5 RECEIVED FROM
THE PERS0ON OR ORGANIIATION ORIGIN-
ATING IT POINTS OF VIEW OR OPINIONS
SENTOFEICIAL NATIONAL INSTITUTE OF
EDULATION BONITION D8 POLICY

Integraticn of Women into Management Positions:

FD132708

A Research Review

Presented a¥f the 84:th Annual Conventicn of the
Admerican Psychological Association,

Washington, D.C., September, 1976

James R. Terborg
- Department of Psychology
University of Illinois

Champaign, Ill, 61820

~°EA 008 999

ERI

Aruitoxt provided by Eic:



Integration of Women into Management Positions:

A Research Revisw

The purpose of this paper is to review the literature on the psychological
processes surrounding the integration of women into management. The background
research for this paper was limited to articles published in the past few
years that had implications for a psychological analysis of the area. Re-
views of research published prior to 1973 can be found in Gordon and Strober
(1975), O'Leary (1974), and to some extent Terborg and Ilgen (1975).

To provide soma semblance of order to the wide variety of studies, topics,
etc,, that were encountered in the review, I have chosen to consider two

broad issues., The first concerns the entry of women into management; the

second concerns the socialization and development of women once they have

gained entry.

Entry

The entry of women into management positions can be examined from several
perspectives, These include: (1) choice «f a career or occupation, (2) choice
of a particular organization within which to work, and (3) the effects of these
choices on other variables in the system such as male job applicants aﬁd re-
éfuitment practices of the organization,

Theory and research on career choice points to the importance of a person's
self -concept as a determiner of vocational preferences, Other things being
equal, people will choose careers which are consistent with their beliefs
about themselves (Kormam, 1970; Super, 1953), In the past, women have been
denied the opportunity to gain entry into management jobs. Also, the existence

of a "male managerial model" perpetuates societal norms that women should not
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or can not be successful in management, Thus, we find that women as a group
have a self-image which is not consistent with that assumed necessary for
management., As reported by Mcllelland (1965) and others {(cf,, Jacklin &
Macesby, 1975; O'Leary, 1£74), women as a group describe themselves as dif-
ferent from or even opposite te men as a group on presumed requisite
management traits. Schein (1973, 1975) has shown that these beliefs are
strongly held by male managers and famoale managers as well,

One area for research then may be the examination of the self-concepts
of women who do choose careers in management. Why do scme women develop
self-concepts consistent with management zareers?

Evidence exists which suggests that women choosing 'msla’’ careexs were
raised in families where the mother worked full-time and where sex-typed
behaviors were not emphasized (Almquist, 1974; Vogel, Broverman, Broverman,
Clarksor, & Rosenkrantz, 1970). It would appear that to the extent women
and men develop a gender free self-concept that more women will choose careerg
in, business and management, The increase of women in business courses, MBA
programs, and even little league holds promise of & changing self-concept at
least among some women, As an added benefit, we would expect to find an in-
creage in the number of males entering traditionally female occupations with
occupational sex-typing becoming less pervasive,

Perhaps of more immediete concern, however, might be the effects of
blocked carear pathways, Just because some women develop seli-images
consistent with management jobs does not guarantee thelr entry into these

;%> jobs, Schein (1971) noted that she was advised to contact Dr, Joyce Brothers
rather than consider a job with that organization as an indugtrial psychologist,

In a more serious vein, Weisman, Morlock, Sack, and Levine (1976) found that
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counseling given to femules who were danied entry into mediezl school was
different from that giveu to mzles who were denied entry into medical school.
Men were encouraged to re-apply to more schools or to consider a Ph,D. program
in a related 7“ield., Women were warned of the difficulties that would 1lile

ahead if they chose to persist in medicine and were encouraged to changze their

=

career aspiraticns., The conseguences of these practices, if continued, might
ba to lower th: self-concepits of the affected women, and to perpetuate sax-
typad occupations. Of Iaterest, however, were their findings that wemen who
reported themselves as in agreement with the women's rights movemen:z showed

a degrgé of persistence in having a medical career similar to that of males.
Clearly more research should be directed toward the cauges, occurrences, and
consequences of such career counseling for both females applying for masculine
Jobs and males applying for feminine jobs,

This raisea a paiﬁ£ I intend to emphasize throughout this paper, We
should not limit our research attention only to women and to attitudes men
have about women. Rather, given en open system with feedback loops and in-
terdependencies, it might be valuzble to consider whether the career aspirations
and job choices of women have any effect on the career aspirations and job
choices of men. For example, Touhey (1974a, b) reported that the increase of
women into previously male dominated occupations resulted in a decrease in the
rated prestige énd desirability of those occupations, while the increase of
males inte female cccupations resulted in an increase 1 the rated prestige
and desirability of those occupations, The integration of woman into masculine
jobs then may influence the available labor pool of men who chocse to enter
that aczupétiaﬁ. Does the admittance of women into West Point affect the

choice of men to ,attend Vest Point, and if so, what are the consequences of -
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this self-selection for all job applicants and the organization?

Given that a woman has chosen a career in management, the next step is to
gain entry into an organization of her choice. Impaftant.faeturs here include
evaluation of the organization by the woman applicant and evaluation of the
woman applicant by the ergszaization. Most of the research seems to address
the latter,

On the positive side, evidence indicates that predictors such &s biograph-
ical data and assecsment center ratings, which have been validated om males,
also predict managerial performance for females (Huck & Brajy, 1976: Mnses &
Boehm, 1975; Nevo, 1976). There is, however, some quesiion as to the compara-
bility of criterion ratings across sexes (Nevo, 1976). This is especially
relevant for subjective ratings as will be addressed later. But generally
speaking, the inability to predict female performance does not appear to b
a barrier to the entry of women into management,

On the other hand, we have scmewhat of a contradietion in that several
studies have shown that women are perceived to be lacking in requisite
mapagerial traits and to be limited in potential to perform various kehaviors.
The existence of these stereotypes are frequently invoked as ezplanations for
the findings that women are rated less desirable for management positions than
men (cf., Dowman, Worthy, & Greyson, 1965; Cecil, Paul, & Olins, 1973; Cohen
& Burker, 1975; Dipboye, Fromkin, & Wiback, 1975; Rosen & Jerdee, 197%; Schein,
1973, 1975; Terborg & Ilgem, 1973).

While ast questicning theselfindiﬂgs, there are two alternative explana-
tions other than that women are perceived to be limited in required traits/
behaviors, The first concerns the manner in which stereotypes ate measured.

In some studies, respondents are asked to describe the "typical female" cr

6
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the "typical manager,' etec, In other studies, respondents may only be told
that the applicant is a woman for a white collar job. As stated by 0'Leary
(1974) and others (cf., Brigham, 1971), the use of different imstructional
sets to elicit stereotypic profiles or evaluative responses may produce dif-
ferent results. For example, Brigham (1971) in discussing the measurement of
ethnic stereotypes stated that asking about the "typical black" and the
"typicalgwhita” confounds race wilth sccio-economic status. When these are
varied systematicaily, sccio-economiz status accounts for more respstse
variance than race. Similarly, asking about the "typical wonman" and the
“typical manager" confounds sex with occupation since most managers ave maies.
Consider the different prcfiles that might be provided to the instructional
set of "typical woman" and "typical woman MBA," The "typical woman MBA" may
elicit the same profile as the "typical male MBA." Therefore, while women

as a group may for a variety of reasons be perceived as displaying various
tfaits with less frequency than men as a group, this does not mean that the
subset of women who have demonstrated management career aspirations are seen
as being deficient in these requisite management characteristics.

As a final comment on the issue of sex-gtereotypes and discriminatien,
several writers in the field of attitudes and behaviors state that general
group stereotypes are probably not related to the beliefs about particular
members of that group just as general étiitude meagsures do not predict specific
attitudes or behaviors toward any particular object (Ajzen & Fishbein, 1973;
Brigham, 1971; Feldman & Hilterman, 1975). Rather, for stersotypes to be
useful, we need to determine the intra-personal and situational conditions
under which clearly delineate. attitudes do and do not relata to behavier

tecward individual group member. (Terborg, Peters, Ilgen, & Smith, in press).
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For example, Rcaen andeefdee (1574) reported that stereotypes appear to have
little impact on pérsgnnel dezisions when specific rules are operative.
Similarly, Terborg and Ilgén (1975) found that attitudes toward women as
managers wers related to subsequent behaviors only in situations where little

b

information abouat the fersle was provided.

A secord explanation for the fiudings that women are rated as less de-
sirable for mansgement positicas invalvzs not the belief that vomen lack the
abilities and traits n=sceszary for success, but rathar the fear that cther
members Iin the oxganization will not accegt vomen in positiens of auctority,
Bowman et. al. (1965) frund that even when women were perceived as capable,
they were not judged as desirable for management because of the anticipation
of resistance by co-workers. Consider the pcssibilitﬁ of an American woman
pettgiggﬁ engineer supervising the work of Arab males in the Middle East,
Consider fucther, if you will, the ramifications if this woman were Jewish,
The point is that future research must be designed to determine the reasons
why women are rated less desirable for management rather than simply demon~-
strating thgrgééﬁrféﬁéé. Such research would allow for affirmative aztion
programs to be designed with greater direction and focus,

Esgllef it was stated that rescarch on the entry of women into management
positions &lso requires that factors associated with the woman's evaluation
of the orgsnization be studied, This is inmportant for at least two reasous,

First, Tzrbovg and Ilgen (1975) suggested that one nubtle but affeciive means
of denying wemen entry into an organization would be to offer lower salaries
to women anplicants., The intention being to let the applicant choose not to

accept the job offer, In this instance the organization appears to comply with

EEOC guidelines concerning winority employees since an offer was extended.
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In reality, though, this form of discrimination would Tarely ocfux given the
aggressive prosecution rscord of the Eroc, However, it has been syggested by
economists and others (cf., Rosen & Jerdee, 1975; Trei®an & Terrely, 1975)
that lower salaries offered to women are justified fof fconomi¢ Tazgons éﬁﬁ
do not represent discrimination. The logic is that woMen as a 8¥ayp are
less likely to provide a raturn on the compan¥y's recrvitment and tyaining
costs Since women terminate employmeli: soone® than mens Simpi¥ Staied, Wehen
are worth less from a cost/benefit Standpoint®.

The fallacy Wwith ¢his argument is swofold, Firsts otudies Naye found
that vomen do mot take more sick leave, tsminate soon®r, etc. (Eagt, 1972),
Second, even if they did, the reason for thiS behaviof May reside sn the layer
salarics women are paid, If women perceive their rewafds as inéduyjtavle,
then they should be less likely to remain with the orgdnjization: gimilar
findings have been reported for men {Dangeredu, Cashméfs & Graef, 1973; Lawler,
1971). Thus, while women may display the behaviors which geem £ justify
their lower salaries, they are in fact victims of unfalt employmeny practices.
Although women still lag behind men in saléTles (TreiMan & Terrely, '1975),
recent Statistics compiled by the College Placement Cotmejl on 1974 college
graduates show that in technological fields Women are Peing off€Fqq higher
galaries than men, It would now be interesting to gee if male 4Pnjiicants
display the same behaviors of high turusver; etc,, winich 1ed ecolqpigts to
state thot women were worth legs when congidering poteftjal retYTng on
invesituants,

Terning to factors other than Salary, the reviewed 1iterattWq contained
no studles which examined the processes agsoClated with a woman's job choice.

thile some research has been donme with male MBA's (cfesr Lawler; Kupeck, Rhode,

el
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& Soremsen, 1975), little is known about such factcrs as (1) number of women
In management, (2) past utilication of women by that organization, and so
forth. Research needs to be done wh 'h specifies how women choose a company.
This may be critical if such things as the availability of female role models
has an effect on the socialization and development of women managers.

Finally, recent 3statistics (College Placement Council) s%gw thkat job
offers to women with college degrecs are increasing at a faster rate than
offers to men with college degrees, Increazing numbers of wemen applicants
coupled with a lack of managerial talent and legal pressures requivicg the
integration of women into all levels of the organization suggest that gzining
entry into management is not the barrier that it was a few years azo. Rather,
the problem is to assure that the new woman manager will be given the oppor-
tunity to make a contribution fo the organization and to develop her own skills

and agbilities,

_Socialization snd Development

Regardless of whether a woman {s hired from eutgidé the organization or
promoted from within, she faces a new enviromment and must learn how to
behave effectively in that envirooment. New employees of either sex must be
péaperly goclalized 1if they are to fit 1in with the established functioning of
the existing work unit.

Important factors in this socialization process are (1) the persocn system
of the new cmployee, (2) the physical-technological environment associated
with the job, and (3) the social~interpersonal environment of the work unit
(cf., Gyaem, 1976; McGrath, 1976) . The person system refers to the needs,

values, expectations, self-image, skills, etc,, that the new manager brings

“with her to the job., The physical-technological envirorment includes the

10
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skill/behavioral demands of the job or task t. be performed. The social=
interpersonal environmen: refers to the expectations that relevant others
(pasrs, superiors, subordirates) have concerning the new manager's behavior,
temperament, snd work patterns,

Effective socialization is achieved when the new emplovee lesrns what 1is
expected of her from the tsck environment and the interpersonal environment,
aad then can behave effentively in this role in a manner consistent with her
own person £ystem. Acstions dizcrepaat from evpectations may elicit additicnal
pressures to conform, may alter the content of the sent e¥pectations, or some
combination of both. As pcinted out by Graen (1976) it is important to
distinguish between role~tsking z=nd role-making. The former irvoives the
reception @nd compliance of the sent role from one's role set, The latter
takes into account the abiiity of the role incumbent to¢ bring ebout changes
in the expected behavior pattern held by the role set,

The development of the new employee into a contributing member of the
organization is a by-product of s successful secialization proceas. This comes
about through the attainment of meaningful goals by independent effort and
utilization of one's skills and abilities (Hall, 1971). The employee is
provided with opportunities to achieve and to master new skills. This fosters
2 pogitive self-image and tracks the employee into a cycle of goal attainment,

Malfutictions in this secializatioi process ean azise from szveral
sources ard would become manifest as dysfunctional behaviors, lack of ckill
utilization, lowered self-image, and perhaps termination of ecuployment or
promotion into dead-end jobs. To the extent that opportunities are denied,
expectations and behaviors firom one source are in conflict with expectations
and behaviors from another source, or skill and training are deficilent; the

new cmployee2 will encounter resistance. Thig places stress not conly on the

11
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effected new employee, but on other coumponents in the larger system as well
(cf,, Alderfer, 1971).

Given this conmceptualization of employee socialization and development,
and the importance of the interchange smong the person system, the technolo=
glcal enviromment, and the interperscual ervironment, we can better evaluate
existing regearch on the integration of women into management. The fcllowing
discusrlon will counsider each of thece systems/environments as unique and

nteractive gources of influence cnn the socialization and development proceas,

First, past research has not cufficiently examined the influence of the
technologicsl environment on the socialization of women managerse, Ju;z as
co-workers communicate their expectations concerning appropriate tehaviors
to the new employee, the technological requirements of the job also may be
thought to communicate eXpectations of appropriate skills, abilities, and
behaviors. The new manager must possess the technical expertise required of
her job, Problems zrise when women are placed on jobs for which they have no
technical knowledge and e¥perience, and are denied opportumities to acquive
this needed erpertise, K

In theory, such mis-matches should rarely occur if accepted methods and
techniques of personmel selection and placemenﬁ are followed, However, many
organizations are faced with the roblem of integrating women into management
at all levels in the organization. The present lack of experienced women
managcrs for:es organizations to imstigate "crash" programs of management de~
velopmert. Unfortunately,; these programs are often nothing mcve than'plaeing :
a reavonably bright woman into management, regardless of her experience JT
trainine, Consider the conssaquences of this statement: "Yegterday ghe didn't

even know how to spell merchandise and today she is my merchandisiug manager "
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Such token placement of unqualiffed woygnp will have effects on the woman's
own person gystem and on other cofponey.s in the larger system. Resentment
by mcre tenured and qualified males, Wy polding of technical and emotional
support, even direct attempts to &ssurq ner failure may result, The young
ifBA who is jmmediately placed in 8 posipion of authority over older wore
experienced workers faces a "show me Whyt you can do" attitude from these
passed over subcrdinates., In the case £ a woman, the need to demonstrate
that sh2 is capable may be even more Eigpifizﬁnta Iler high visibility will
most likely mapgnify any uistake ghe ﬁa§25- The 1list could continue, but the
point is that almost no resezrch to dayg has focused on the consejuences te
the woman and her colleaguzs of a uis-Mz¢ch between thg woman'e sxills,
abilitiss, and experience and the requipgments of the job in which she is
placed,

The women manager'c own person 878 cM represents a seeénd important
factor with regard to her gocialjzaticn gnd development. To the extent that
women have different values, m@tivatiﬂag! self-images, ond so forth than men,
they may expericnce different pregsurea juring the socialization process,

A search of the literature ghowed tpat considerable research attenticn
has been directed toward this general ay.Aa.

First, although it was stated eafly,r that some studies show differences
between men and women on measures of va)yes, self-imsge, etc,, when women
managers sre studied they generally apPesF to be very similar to male managers.
Miner (1974) frund that within a gample ,f store managers and school
administratcors there were ﬂ§ differencey between sexes on notivation to manage.
Further, managerial motivation wag relapyd as would be expected to manage?ial
performance for females, Similar findiyngs were reported by Morrison ard
Sevald (1974)., Female exescutives were gymilar to male executlves on self-esteem,

13
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motivation, and mental ability. Also, when male executives were compared
with male nonexecutivos and female executives were compared with female non-

executives, similar profile patterns emerged, Bartol (1976) examined job

*. orientation (i.e., values the individual places on job rewards and outcomes)

as a function of occupationel grouping and sex. Same occupational groups
showed more similarity thaa same sex groups. Finally, Miner (1965) reported
that the mauagerial motivation of wcmen changed with training and experience
in a manner similar to that observed with men, These resulis coupled with
the relationship between self-councept and oceupational choice suggesi that
women who gain entry into management jobs and experiencs the precsures dsso-
ciated with that job have similar person systems to men who encounter
equivalent experiences,

Just as these studies indicate that women do possess or zaﬁidevalap
person systems compatible with management jobs, other evidenze shows that
this match is not attained without some costs. Hawley (1971) found that role
expectations and role behaviors of women were strongly relatzd to thaze

wemen's perceptions of the male stereotype of women. To * : extent that

thege atiitudes place home and family responsibilities p: .marily in the domain

cf the "feminine role," then the working woman will ex arience pressures from

relevant others, and perhaps her own self-concept, t sacrifice her profession=-

al career for family responsibilities, Mathews, Collina, and Cobb (1974)
found that such responsibilities were frequently mentioned as reasons why
women terminated training for the job of air traffic controller while men who
terminated rarely mentioned this as a reason. Consistent results with role
_conflict as the dependent variable were reported by Gordon and Hall (1974)

and Hall and Gordoa (1973).
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It sppéarszthen that while women can add the role of a businass career,
they have difficulty shedding the role of housewife and mother., This results
in experienced role conflict on two levels, First, ;anlicté—;a; arise due
to the incompatibility beiwsen the woman's self-perception of her role ard
the role sent to her by relevant others. Second, the taking of additional
roles may create role overload. Here, the roles ave not necesgarily incem~-
patible but it is difficult to allocate sufiicient time and energy to ail of
the multiple zoles.

Hall (1972) examined these conflicts among working women and focused on
the methods women used to cope with the added stress. Women usad primarily
three coping strategies. 7These involved (1) changing the demands of a role
which was termed structural role redefinition, (2) setting priorities on
meeting role demands and otherwise lesrning to live with the added conflict
vhich was termed perscnal role redefinition, and (3) attempting to meect the
demands of all the multiple roles which was termed reactive role behavigri
In general, structural role rederfinition was positively related to satisfac-
tion while reactive role behavior was negatively related to saéiéfactiana
The results were complicated, however, by other variables such as full versus
part-time employment., As stated by McGrath (1976) such coping strategies
will only be successful if they are directed toward the source of the conflict.
Similarly, Hall (1972) found that structuial role definition would be the best
strategy in £he long rum,

Ncw some mey argue that men also have multiple roles of hustard and father
in addition to their carcer. Yet family responsibilities have primarily been
assigned to women with tﬁe husband's career taking priority. It would be

valuable to determine if husbands who share equally in family duties experience

15
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additional role conflict as a result of this new role, and the strategies they
use to cope with such demands,

Another area for research concerns the personal role conflict that may be
experienced by single women who have already established a career and now
desire to marry and/or have children, These women have been able to devote
their energies to thelr career, However, if they believe that wife and mother
are also desirable roles, btut do not went to chance sacrificing their job,
they may experience recentment. A similar argument cen be made for wives
and mothers who nov want a career but feel trapped in their present wcle,

o summarize this section, women are indeed aé capable as m2n of possessing
a person system that matches the requirements of a management career. However,
tiiese same women may experience stress as a result of multiple role conflict
and person role conflict, Future tesearch needs to examine how to effectively
cope with these additional conflicts, and whether stress will be experienced
by men who take on additional family responsibilities, by career women who
desire marriage and a family, and by married women who desire -a career,

The final source of influence on the socialization and developmernt of
women into management Involves the social-interpersonal enviromment. It was
stated earlier that members of this system communicate expectations to the
woman manager concerning appropriate behaviors, work patterns, and performance
levels, PFurther, her behavior and performance are monitored aund evaluated
according to these sent expectations, To the extent that women in management
positions ara sent different expectations than men and/or their behavior and
performance are evaluated differently, they will encounter different social-
ization and developmert,

The-literature in Ehis-afeé will be divided into two broad sections, The

16
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first will address the evaluation of women's behavior and performance by

relevant others in her role set; the second will address employee reactions

~ to women in supervisory positions. A final section will attempt to integrate

the regults from these studies,

A common theme in the literature centers on the lack of cgﬂgtuéﬁcy be-
tween the woman's traditional sex-role and her behavior and performance in
non~traditicnsl masculine sex-typed jobs, Research suggests that compared to
men women are promoted slower, denied opportunities for challenging jcb duties,
and paid lower salaries (cf., Rosen & Jerdee, 1973, 1§7&; Terborg & Ilgen,
1975), Of interest, out of role behavior also results in a negative
evaluation when displayed by men. Rosen and Jerdee (1974} found that a request
for timé off due to family problems was judged less acﬂePEablé when coming
from a man than a woman,

The overall results, however, are inconsistent, Hagan and Kahn’(1975)
found that competent women were evaluated negatively only in conditions of
competition. Under conditions of observation and ccoperation, raters posi-
tively evaluated a competent woman's performence, Similarly, Bigoness (1976)
reported that on a masculine task, given low levels of objective performance
women and men were rated equally 1aw;.hawsver; given high levels of objective
performance women were rated superiocr to equally performing men. Finally,
Epstein (1970) found that career women received more praise than men for lower
performance.

Tie findings of Hagan and Kzhn and Epstein could be explained by the role
congruency notion if one assumes that not being competitive and the display of
lov pexformance are consistent with woman's traditional role, However, the
findings of Bigoness suggest that some other process may be operating.

Superior performance when unexpected may result in a more positive evaluation
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than superior performance when expected (Leventhal & Michaels, 1971; Weiner,
1972) ., If women are not expected to perform well, and research suggests that
Wmen see women managers as operating under constraints beyond their control
(Terborg & Ilgen, 1975), then when they do perform well, their performance
‘may be attributed te extra effort, and so forth, Thuz, they are perceived as
more worthy of a reward,

Women appear then to be in the unenviable position of sometimes heing
rewarded for high performance which is not expected and sometimes baing
rewarded for low performznce which is expzcted. If the iaﬁter 0CCUrs, women
may quickly iearn to restrict their performance to "acceptable" levels, Given
this restricted performance, it becomes easy to explain why women are ﬁat
promoted as quickly as men, given challenging job assignmenta, etc. A strong
warning needs to accompany these results, however, Most of thesge findingg
are based on laboratory studies and as with much of the work in this area,
the external validity needs to be determined.

As a final comment, Rosen and Jerdee (1975) found that a similar pheno-
menon occurs with regard te behaviors in addition to performance, Women using
a threatening approach vwhen presenting a grievance were perceived as behaving
out of role and because of this their complaint was judged to be more gerious-
than a gimilar threat by a man.

The cangrﬁeacy idea has also been used to éxplain employee reactions to
women in supervisory positions. In a laboratory study, Jacobson and Effertz
(1974) found support for their hypotheses that followers would be more critical
of male leaders than female leaders since more was expected of the males in
this leadership position, and leaders would be more critical of female followers

than male followers since more was expected of the females in this follower
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position, Bartol (1974), however, found results not predicted by sex-role
congruency, In a detailed experiment which used an eight week long manage-=
ment game as a task, subordinate satisfaction was not cffected by the female

leader’s nred for dominance. Rather, need for dominance was positively related

Fmployee satlsfaction with leader behavior also was examined in Ewa
field studies, Hansen (1974) found that although there were no sex of
supervisor differences on ratings of support behaviors and goal facilitation
behaviers, subordinates of both sex2s were less satisfied if their supervimor
wvas female, Correlations between leadar behavior and subordinate satisface-
tion were generally lower féf the female supervisor group and there was some
indication that thias was due to the low satisfaction reported by female
subordinates working for femsle supervisors. Finally, Hansen found that a
subzet of women supervisnrs reported having less job autonomy than men, I1f
subordinates also perceived this, them this could explain the lower correla-
tions. Petty and Lee (1975) conducted a similar study with dissimiler results.
Ratings of leader comsideration were more highly correlated with subordinate
satisfaction when the supervisor was female. There also was a negative
correlation between initiation of structure and subordimate satisfaction.for
a subset of males under a female supervisor. These results were interpreted
as supporting the sex-role congrueacy notion since the display of consideration
behaviozrs 1s consistent with the feminine starectype while the display of
iﬁitiétién of structure behaviors is not,

The effects of sex of department head on subordinate ratings of
organizationzl climate were investigated by Roussell (1974). Even though
there were no sex differences on ratings of power, aggressiveness, suggestibil-

ity, and professional kmowledge, the climate profiles showed that departments
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headed by males were rated high on the dimensions of "esprit" and "intimacy"
while departments headed by females were rated high on the dimension of
"hinderance." Consistent with the findings of Hansen (1974), correlations
between leader behavior snd subordinate ratings of climate were generally
lower for the female departreut head group.

In explaining their results, many of the above discussed authors have

- limited their aigumenis to one of two overlapping positions, First, sex-role

sterectypes concerning appropriate behavior exist and second, actuarial pre-
judice makes successful performsnce by a female unexpected and therefcre
noteworthy, It would now be valuable to consider other more cowmplicsated
processes which could help explain this differential reaction to women in
management positions, If stereotypes are as pervasive as some assume, then
why are the results in this area so inconsistent? |

Cne explanation which merits further research is what Staines, Tavris,
and Jayaratne (1973) call the '"Queen Bee’Syndgﬂmei“ The queen bze is a
woman who has attained success and status in a man's world and views other
women as competitors for her position. If women managers do display differ=
ent behaviors toward female subordinates thaﬁ male subordinates, then findings
of low satisfaction among female subordinates of female supervisors could be
explained. Although past studies show no behavioral differences ecross sex
of supervisor, respondents frequently are asked to rate their supervisor
"on the average." This method would not uncover differential behavisr directed
toward individual subordinates. Use of the methodology emplcysd by Graen
(1976) in his vertieal—dfad—linkgge model of leader behavior would be batter
able to determine whether the queen bee syndrome is a viable explanation.

Another consideration deals with the upward influence women supervisors
have in making resourcas avzilable to their work unit.. Research sheows that
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women managers are often found in dead end jobs (Day & Stogdill, 1972), low
status jobs (Goetz & Herman, 1976), and other positions outside of the career
path ( Lyle & Ross, 1973), If Hansen's finding that women msnagers have less
autonomy is replicated, then the dissatisfaction and resistance toward wamén
managers by their sgbgrdinates may not be due éa the sex or behavior of the

. manager, Rather, Ehe.ﬁcmaﬂ due to her present low status positicn is unable
to wield influence, If this is correct, then ve would expect to firnd gimilaz
subordinate reactions to male manegers who aleo lack upward influence. Work
by Pelz (1952) and more rccently by Graen and his associates (Cashman,
Dansereau, Graen, & Hzga, 1976; Graen, Cashman, Ginsburgh, & Schiemen, in
press) provides strong support for the influence explanation. Pursuing thié
further, it should not be assumed that wamen.are placed in these low status
positions solely on the basis of stereotypes held by men. Women. for various
t2555n3 may not comait themselves to a career as early as men, they may be
unaware of the techniques of job switching due to lack of role models, or they
may be unwilling to relocate in order to progress up the career ladder,

The existence of inconsistent results should also be examinad with regard
to possible confusion emong th239§man‘s role set, At the beginning of this
section it was stated that mgmbéfa of the socilal-interpersonal environment
possess and communicate expectations concerning appropriate actions, qualities,
and performance levels which are associated with a position or job. Since
these expectations deal with a position and not with individual members who
occupy¥ that position, then sex of role incumbent should not é&rastically influ=-
ence this role-taking/role-making rrocess. Similarly, the display of identical
behaviors =nd performance levels should result in identical evaluctions of
that role incumbent, However, as evident from the proliferation of inconsistent

results, the procesgs is much more complex.
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Perhaps, due to the high visibility of the woman, her role set includes
a different membership than that of a man., Second, while the sent role for
male incumbents may be expected to vary as a function of position; when
considering a female incumbent, the sent role may vary as a function of sex,
pasitiﬂn,!and a sex by position interaction., Thuas, in those instances where
sex-role stereotypes are operative, a woman may be evaluated along the
dimensicns of sex end position while a man is evaluated according to pcsition,
Consequently, a woman's behavior and/or performance can be out of rele by
sex while in role by position, in role by sex and out of role by position, out
of role by sex and position, and in role by sex and position, Of course, the
same argument can be made for men in feminine sex-typed jobs but our concern
here is with women in management,

A further complication arises when we distinguish behavior from perfor-
mance, Successful performance - by a woman may be unexpected and for that
reason she is evaluated positively, However, the behaviors engaged in by
that woman in order to be successful may be discrepant from accepted sex-roles
and in this instance she may be evaluated negatively,

What then can be done in order to break out of this cycle? A solution
may be found if we reconsider the three major sources of influence which
interact to shape a woman manager's socilalization and development. Taking the
person éystém first, we know that increasing numbers of women are choosing
career3 iz business and are takiﬁg steps tovward acquifiﬁg:the recessary skills
aﬁﬁ experience, -Examination of the technological environzent also is
encouraging. Techniques are available for the selection and placement of
women into jobs for which they have a reasonable probability of success, The

major barrier then appears to be in providing on~the=-job opportunities for
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development and demongtrztion of guccess, fThis bringg FOle-takif@ gnd role-
making withig the int}ei;‘péréﬁnal‘Envi;’-’t:‘tsment t0 the foreftont, Jusk ag
mgmbgfg of this systenm igflueﬁge the Woman role incumbent, she alsa c;én in-
fluenee the g:;pegtatiansg ete,, held by these ‘flé:mbérgﬂf her role 8et, To
the extent that women engage in the aPpropriate hehayiofs for that ynosition
and demonstrate the ability to be suctessfyl, they will €xert préisyre on
the role set tu evaluate them cn an 12dividual basis rathey thes 2s an
undifferentiated member of & subgroup. HoyeveT, if a wolap ig proMgped into
a position golely because of her gex, and ghe does not POsgess the skiils
éxPeriéﬁEE; and self-concept needed £0r that POsition, then she wily mest
likely fail just 38 a gimilar map would fgi1, This f£ailUte would Degpetuate
the belief that women do not belong In pogitios of respOngibility and authority.
On the other hand, given a performance record ©f successs qver tine the
expectations of the role set should shift gway from g sexﬁrg;e orlepparion ang
more toward a positicn-role orieptation. In the past, thig change hs
Probably occurred due to the over powering qualificarions of che Y%an,
Evidence exists which ghows that women in mansBement have® greatef Syglifica-
tions than men in similgr pcsiéiuns (Day & stodill, 1972; Roussell, 1975).
This process can, however, be speeded up- Berlow and Hg11 (1955); Graen
(1976), Eall ([1971), and Livingston (1969) z11 point tow8%d the ¢flqya] role
of the person's first supervisor., The experifftes enco'Ptered during thg-
first year ava strongly related to later guccess and car€er deyelOPmgnr, If
wemen s—‘fé Placed in a protege-mentor Telationship with sUDeyvisor? Who have
records of developing their subordinates, then the initidl pesistaicg to
women by members of her role set should be proken down @0Te rapidl¥. However,

if women are denied thig early support amnd oppPTtunity Vig-a-vis lgck of
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role models or placement into dead-end jobs which have little power, then

only the over-qualified will survive, O'Leary (1974) stated that more re~

search needs to be directed toward the impact of such role models. This
research hae not been forthecoming. Yet this role making and role modeling
may provide the major step toward the successful integration of women in

management .

Througbout this paper vsricus regearch needs have been stated. I wouid
like to take this opportuniiy to make z few more ccmments in this éraa.
First, there must be more longitudinal field research which considers the’
interchange between the person system, the technological environment, and
the interpersonal enviromment. Behavior in organizations with its interlocking
roles, environmental constraints, and long térm consequencas is vastly dif- |
ferent from one shot laboratory studies with paper and penzil stimulus persons
and lack of reciprocity. Second, mere attention should be placed cu the
consequences of women in management outside of her own work behavior. Men
will be fazed with a re-evaluation of their own socialized %aie of "family
provider," Conflicts from dual cereer fsﬁiiies will most certainly arise,
We kniow very little about these conflicts or how to cope with them (Hall, 1976).
I zm optimistic about the increasing appartﬁniﬁies for wcmen to success~
fully pursue a career in management. Once women consistently demonstrate
success in handling the demands of the position, gender wili become unimportant.,

Rather, my ceoazern for the future lies in the consequences of job equality,
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B. Class Size

The relationship between class size and fluctuating school
enroliments and its impact on the cost and quality of education
1s. unclear. Sufficient data is not available to support a
recommendation in this area.

£y

o Unrequested Leave of Absence

1. The Legislature should review and clarify Minnesota 125.12,
Subd. 6a, Negotiated Unrequested Leave o Absence; Subd. 6b,

foTTowing ways:
a. Clarify the process of staff reduction for all certificated
positions.

b.  Clarify the reduction procedures should consolidation
occur to insure continuing contract rights and seniority
to all certificated staff.

c. Define the purposes of this policy:

. "Teachers" to mean a principal supervisor, classroom
teacher, and any other professional employee required
to hold a certificate except superintendent and assist-
ant superintendent.

. "Qualified" to mean a teacher who has a major in the
subject matter or field taught, and has successfully
had experience in such subject matter within the past
five years.

. "Subject matter or field" should be consistent with
State Department of Education requirements for
certification.

- "Seniority" to mean full-time continuing contract teachers
and shall exclude probationary teachers, substitutes,
part-time teachers, substitutes, part-time teachers,
and those teachers who are acting incumbents for teachers
on authorized leave of absence.

d. ANl school districts (cities of 1st class and independent
districts) in Minnesota should be treated equally under
the law.

D. Teacher Exit
1. The Legislature should provide a plan incorporating state-
local funding to support severance pay provisions which

encourage early retirement.
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3.

The Legislature should not Tower the age 1imit for recipients

of fu?? retirement benefits as a means of meetirig the problems
, of declining enrolliments.

The Legislature should provide funds for the retraining

of teachers and reemployment assistance both in and out

of teaching.

Foundation Aid Formula

1.

2,

k¥

4.

6.

7

8.

9

The foundation aid formula for declining school districts
should be changed to extend the special credit for enroll-
ment change over a three year period. This could be
accomplished by counting .6 pupil unit for each unit of
decline the first year, .3 pupil unit the second year, and
.1 pupil unit the third year. '

The Legislature should continue without change the fast
growth enrollment factor in the foundation aid formula.

The Legislature should continue to reexamine on an annual
or biennial basis the allocation of state/local support for
education using a 70/30 percent state/local ratio as a
measure of equity. The Council is particularly concerned

 that given constant levy mileage limitations the recent

inflationary increases in property valuations may lead to
excessive real property taxes and hence excessive local
effcrt. This would erode the equity and equalization
aspects of the foundation aid formula.

The Legislature should provide within the foundation aid
formula provisions for the professional training of all
certificated staff., Thic provision should account for the
levels of training on an index basis.

The Legislature should retain the present pupil unit weighting
for kindergarten, elementary, and secondary students.

The Legislature should revise the current levy limitation

to (1) incorporate a "power-equalized" or equal dollar

for equal effort provision for any excess levy; (2) allow
Tocal school board discretion on excess levies to a maximum
of £ mills on EARC valuation; and (3) maintain the referendum
provision for levies in excess of 5 mills on EARC valuation.

The Legislature should provide full state funding for school
district fixed costs associated with district contributions

" to Public Employees Retirement Association (PERA), and

Social Security (FICA),

The Legislature should provide within the foundation aid formula
provisions for adjustments to the pupil unit base to reflect
cost differentials attributable to sparsity of pupil populations.
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Transportation Aid Formufa

3

The Legislature should not amend the transportation aid
formula to provide for reimbursement levels adjusted for
charges in the Wholesale Price Index.

The Legislature should amend the transportation aid formula

to provide full state funding for the transportation of
handicapped students for all expenses above the 128% a113wab1e
costs.

The Legislature should expand the transportation aid formula
to include allowable costs for specified student activity
transportation needs (field trips, athletics, music, debate,
etc.) and for interdistrict cooperative programs transporta-
tion needs.

Educational Progham

1.

The Legislature should support a study on the cost and quality
of currerit educational services in school districts by size of
district and expenditure levels. This study should focus,
not only on the number and types of educational offerings, but
alsc on the F.T.E. staff capability related to the program,

The Legislature should define minimum educational standards
or require the State Department of Education to make such a
definition. Sufficient funds should then be allocated through
foundation aid to allow each school district to meet program
standards providing the school district is of sufficient size
to justify, economically, offering the program.

Cooperation

1.

3

The State Board of Education should seek statutory authority
to adopt administrative rules and regulations that would
serve as incentives to interdistrict cooperation and provide
for orderly development of cooperative interdistrict programs.

The Legislature should continue to fund the Educational ,
Cooperative Service Units for a second year at the same level
of support granted in year one.

The Legislature should amend the ECSU statute to allow for
the governance of the ECSU by lay citizens selected on a
proportional basis by local school board members, with
advice and counsel from a board of administratnrs.

The Legislature should amend the ECSU statute to require
all local school districts to participate in planning
activities on a regular basis.
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1.

Consolidation

1.

The Legislature should provide fiscal incentives to encourage
the consolidation of small districts. This should be more
than a planning grant including one or all of the following:

. A prorated grant based on the’size of the new district.

. A flat grant quaranteeing the new district a given number
of dollars for a fixed number of years. The threshold for
securing this aid should be an enrollment of at least
850 pupils in the new district.

. A shared cost formula to finance school facii.ties construc-
tion and/or renovation.

Management

1.

%]
-

3.

The Legislature should provide the appropriate funds, on a
continuous basis, for the training and retraining of
selected management personnel in the Gtilization of manage-
ment systems. -

The Legislature should provide appropriate funds to enable

the State Board of Education in cooperation with other ,
state administrative agencies and legislative research units
to develop and implement a school district management moni-
toring system to include the following components: enrolliment
data, revenue data, resource allocation data, service/program
capability data, outcome/productivity data, and elementary

and secondary school building data.

The Legislature should amend Minnesota Statute 123.741-742
to incorporate into the mandated annual reports to be made
available to the public a report on anticipated changes in
enrallment and their impact on the cost/quality of educa-

tional programs, facilities, and services.

The Educational Cooperative Service Units should be required
to provide the leadership and training for projecting local
school district enrollment trends and provide adequate
funding to carry out this mandate.

The Legislature should continue to support and encourage the
office of the State Demographer in all efforts made to
continually study the historical patterns of enrollment
changes, the development of assessment devices, and the
collection of a more reliable data base for the analysis

of enroliment change.

The Legislature should not mandate a provision of regional
bargaining units in Minnesota Statute Public Employment Labor

Relations Act of 1971,
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Local school districts should promote the concept of
cooperative purchasing of goods and services through the
Educational Cooperative Service Units or other govern-
mental units.

The Legislature should provide fiscal incentives for the
leasing or sharing of school facilities and/or buildings
between school districts, public or nonpublic. This may
be supplementary to the existing additional capital outlay
levy found in Minnesota Statute 275.125, Subd. 12, (1975
Supplement).

The Legislature should require all school districts to
submit school construction proposals for projects in excess
of $50,000 to the State Board of Education for review and
comment.

The State Board of Education should provide a facilities
planning manual or ad hoc committees of facilities experts
to the local school districts which would provide alterna-
tives for the disposal of obsolete and excess facilities.

The Legislature should develop and fund a shared cost
formula to finance school facilities construction and/or
renovation,

The State Department of Education should provide funds,
through a shared-cost formula, as incentive for the lease/
purchase or renovation of existing modular/relocatables or
the construction of new modular units, in districts where
there is reason to helieve the pupil population is unstable
or is projected to vacline in future years.

The State Department of Education should develop a standard
set of specifications for new modular/relocatable units
(basic unit) to help insure Tow local maintenance, and ease
of relocation at minimal cost to the state.

The State Department of Education and/or the ECSUs should
maintain a state file/1isting of their specifications and
availability and provide funds for the relocation of such
units us necessary throughout the state.
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Supplementary List of Recommendations - October, 1976

In addition to the recommendations sent with the Notice of Meeting,
the Council is also considering the following recommendations:

Educational Mobile Units: The Legislature should provide funds for
the purchase and use of educational mobile units in those sparsely
populated areas (students travel time exceeds one hour to or from
school) in which the quantity and quality of education cannot be
maintained or enhanced through inter-district cooperation or
consolidation. These mobile units might provide educational services
such as driver's education, science laboratories, model offices,

et cetera.

Teacher Supply and Demand: The Legislature or the State Board of
Education should conduct an annual study on the supply and demand

of public education teachers by area of certification and program
need. This study should be conducted in cooperation with the higher
education institutions in the state of Minnesota. Information
gathered from the annual study should be utilized annually to provide
appropriate career counseling for undergraduates. This is not
intended to encourage controls on individual career choices.

Issuance of Continuing Contracts: The Legislature should amend
Minnesota Statute 125.12, Subdivision 3, Probationany Period,

and Subdivision 4, Te&m&ngilou 0f Contnact After P&obai&cnaﬂg Period,
by changing the officiai date for remewal of teaching contracts from
April 1 to May 15. This change in the renewal date would provide
flexibility in educational, fiscal, and personnel planning at the
local level.

Professional Experience Provision: The Legislature should provide
within the foundation ald formula provisions for the professional

experience of all certificated staff. This provision may be based
on a staff experience index or adjustments to the pupil unit base

to reflect the experience levels,

Class Size: The Legislature should not enact legislation which
provides special aids to school districts to maintain an specified
class size as a means to alleviate the fiscal and educational problems
associlated with fluctuating school enrollments.

Correction -~ School Construction Proposals: The Legislature should

require all school districts to submit school construction proposals
for projects in excess of $250,000 to the State Board of Education
for review and comment
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1976 hearings has been categorized under six major headings:
(1) personnel, (2).eéducational program, (3) revenue, (4) organ-
ization/governance, (5) transportation, (6) school buildings.

1. PERSONNEL

Staffing Flexibibity/Mobility

a. There should be measures to support staff mobility between
school districts experiencing fluctuating school enrollments.

b. Ideally, providing monetary incentives to encourage mcbility
has merit. However, from a practical standpoint, the in-
centives would have to be quite substantial since, as so
so many studies show, job satisfaction is not related to
money alone. -

¢. 1 strongly support some action which leads to the reduction
of ceilings on longevity transferrable from one district to
another for all teachers in all districts not only in growing
districts. This would encourageé mobility of teachers génerallyj
create greater flexibility in staffing patterns in'all dis-
tricts, and make a contribution to the general improvement
of education.

of teachers and their security is important, it does not
appear prudent for the state to guarantee complete security
to any group of people. At any given time there is only so
much money in the educational pot and the priority should
be on the education of boys and girls, not on employee
security.

e. The clearinghouse and teachers corps concepts are attempts

to establish a procedure to support a segment of the labor

force that is now a victum of normal supply and demand trends

and certainly should not and would not be tolerated by others
similarily situated.

The clearinghouse concept has implications for statewide

teacher tenure. It utilizes teachers as '"journeymen" and

could affect continuity in buildings.

g. In response to the recommendations about a clearinghouse
and a teachers corps, I must indicate that we have existing
placement agencies and employment offices, we do not need
to create another bureaucracy to serve the same purpose.

h. These staffing recommendations are only another step toward
reorganization.

i. I do not believe I can agree with the clearinghouse concept.
We are, in many cases, too far down the road toward re-
organization and regionalization.
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Teacher Exit

a.

C.

"Early retirement

(1) The cost of lowering the age limit for recipients of
full retirement benefits is extremely expensive. Perhaps
some provisions can be found whereby individuals can
retire gomewhat earlier with full benefits and with a
greater personal contribution to the fund.

(2) I question adding to local costs on early retirement.
I do feel legislative attempts should be made to lower
the age limits for recipients of full time retirement
benefits providing the involved teachers are willing
to assume a larger share of payments into the fund.

(3) The Legislature should lower the age for retirement
benefits if the cost is not prohibitive.

(4) The Legislature should lower the age limit for recipients
of full retirement benefits and make up the amount for
which early retirees are penalized. Unlese guch action
is taken, few will retire early.

(5) If it were possible to increase, for those interested,
the percentage of monies going into retirement benefits,
I believe lowering the age from 62 to 60 or 55 would
encocurage greater number of teachers with 30 years of
experience, or thereabout, to leave teaching earlier.

Severance pay

(1) State-local funding to support severance pay provisions
which encourage early retirement is in effect an early
retirement. Can the state of Minnesota afford the cost?

(2) The severance pay provision might be advantageous under

one set of circumstances which can be adapted to individual

districts. However, if we are going to pay people to
exit, why not design a system which will also provide
services commensurate with those dollars expended?

(3) The two or three experiences we have had with severance
pay would imply that state funding for this particular
plan is not necessary, since it takes only one year
after an experienced staff member who earns $20,000 per
year leaves, and is paid severance pay, 1s replaced by
a $10,000 per year teacher to make up the difference in
cost,

(4) We believe thai it would be irresponsible to recommend
a plan incorporating state/local funding to support
severance pay plans to encourage early retirement.

(5) Unless severance pay was very high it is doubtfull that
it will encourage anyone to retire early unless a
teacher has some other assured source of income.

Unrequested leave of absence

(1) Why -do we need to spend more money to encourage mobility
of experienced teachers when all the Legislature has
to do is change the current seniority law to make
seniority transferrable from district to district. The
present law is stagnating and inflexible. It destroys
whatever free enterprise exists in the system,

(2) The Council's recommended changes in the unrequested
leave of absence law clarify ambiquities and restructures
priorities in favor of those who receive educational
services,
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The law requited Echnﬂl distrigts to nagntiate unIEquestéd
leave of abaence policies. There should be no inter-
ference in that process now. Boards of education and -
‘teachers ought to be given credit for the expertise they
have in recognizing and working to solve and prevent
problems at the local level,:

While there 1s concurrence that the present unrequested
leave of absence law should be clarified as to the
definition of teacher (i.e., inclusion or exclusion of

the superintendent in the definition), some protection
should be afforded the superintendent in terms of sub-
stantive and procedural due process before his/her
contract would be terminated. A minimum contract term
should be considered.

(5) 1t is our opinion that the unrequested leave of absence
law should allow the local negotiating units and the
school boards as muéh latitude in negotiations as
possible,

d. Extended Leaves of absence

(1) The Legislature should authorize extended leaves of
absence. There would be no problem with this if school
boards did not have to guarantee the teacher their
position and if there were a provision which would
prohibit the use of '"muisance" short temm leaves for
two or three months.

(2) Many districts grant two years leave of absence to
teachers for various reasons. There is no need for
the Legislature to mandate such leaves.. This should
remain at the discretion of the local school board.

e. Retraining of staff

(1) Why should the state be responsible for the retraining
of a speclalized segment of the work force?

(2) Why should the Legislature retrain teachers any more

- than it should retrain other citizens required to
change occupations? Teachers, by virtue of degrees,
should be better prepared for a variety of occupations
than most of our citizens.

2. EDUCATIONAL PROGRAM

Class Size

a. The special need for low staff-student ratios in inner city
schools cannot be ignored.

b. The relationship between class size, fluctuating enrollments
and its impact on the cost is near to being directly pro-
portional. A decrease in class size increases cost in most
instances. The subject of class size and the impact it has
on educational cost needs close examination.

c. While every effort must be made to keep class sizes as small
as possible, the determination must be made at the local
level. It would seem over-regulatory for the state to develop
rigid class size ratios.

d. We do believe that lower class sizes produce.more opportunity
féf léafning hy Ehé individual student and iﬂscfar as being
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b.

The definition of minimum standards might lead to°*required
consolidation of smaller schools. Do we really mean it
when we say that the "schools belong to the people'?

The Legislature 1s not the proper party to determine
minimum educational standards for all the students in the
state of Minnesota. If they are to be the responsible
party for this definition, then it would appear that local
school districts and local control are a thing of the past.
Minimum educational standards should be the responsibility

- of the local school district with broad goal statements

which have programmatic implications established by the
State Department of Education.

If foundation aids are allocated on the basis of meeting
educational standards, our school district will rapidly
deteriorate. '

State minimum educational standards would have the effect of
reducing our existing state quality educational program to
fixed areas without recognizing the variance of needs and
aspirations of students, parents and communities.

"Minimum educational standards" needs to be defined. Does
it mean (a) program of studies, (b) graduation credits, or
(c) meeting certain test requirements in certain areas of
study? If such standards are established and funds are
supplied, does this imply a sharply restricted curriculum
based on funds granted to support these gtandards? Does

it leave any local option? Does the standard provide for
speclal services as well as curriculum?

We express concern over the Council's apparent desire to set
minimum standards. It would appear desireable to explore

- alternative ways to fund education with the local community

determining appropriate programs with less emphasis on the
yet undefined term "quality education'.

If it is accepted that educational opportunities should be
equal for all students within our state, then some of the
programs in the rural areas should be given additional
economic support. A program for a small group of students
in rural Minnesota will cost more per pupil than in a large
school district. This high cost should not be considered
a deterrent these student's rights to the same program
received by students in the urban area.

Cost and Quakity Study

The recommendation regarding the cost and quality study of
educational programs should receive the highest priority.
This study should also include non-public schools since

they also receive revenue from the state and should be under
the same scrutiny as the public schools.

Any effective study of the cost and quality of educational
services must be coupled by the comparable pupil range. The
extremely diverse population of the central cities in the
seven county area is substantially different than any other
district in the state.
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The féEﬂmmEﬂdatiEﬂE on the educatianal program seem to
support a concept Qf legislative control rather than loeal
control.

d. The quality of education cannot be measured.

REVENUE

Declining Ennoflment Fastor

a. Attention must be given to foundation alds for districts
facing declining enrollments.

b. Changing the declining enrollment factor in the foundation
aid formula would be helpful on a temporary basis.

c. The three~year praposal fgr reduction of aids warrants
congideration.

d. We endorse the recommended changes in the foundation aid
formula to extending the special eredit for enrollment
change over a three-year period and that all districts
should be included in its application.

e. By extending the special credit ofr enrollment change
we are just precrastinating and not forcing districts to
come to grips with the problem at hand.

Fast Growth Factor

a. The fast growth factor whould be incorporated with capital
outlay costs.

70/30 State/Locak Support

a. Because of the inflationary increases in assessed valuation
the difference between the state and local support levels
has become smaller each year. The Legi..ature should look
at a small sample of school districts over the last three
or four years. They may be surprised at the effects inflation
has had on the "Minnesota Miracle".

b. The Legislature should reexamine the allocation of state/
local support levels on an annual basis. ,

c. The growth in the assessed valuations is the fundamental
problem and perhaps further limits on how much it can increase
in any one year should be set; particularly, when the rate
of increase far exceeds the rate of income.

Fixed Costs

a. There should be state support for school districts fixed
costs associated with district contributions to PERA, FICA

) and municipal retirement programs.

b. The Legislature may consider allowing an excess levy to

cover the school districts fixed costs. , .

The state pays the TRA in social security for certificated
staff. The same should apply to PERA and social security
for non-certificated staff.
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“liatuning Stafq

a.

This might be of some assistance to those districts with
a mature staff, but it might also encourage negotiating
groups to spend most of their time and emphasis on inereasing

‘the index ratios, wherein more money is given for credits

earned.
High expenditure, declining enrollment districts are often
staffed by highly trained and experienced teachers.

Special aids in this area should take into account the
differences in salary maximums between urban and rural districts.
The Legislature should provide additional aid for those
districts that have sixty percent or more of their teachers

at the top of the salary schedule.

High staff costs associated with a high level of professional
training place an inordinate burden on a district's ability

to finance its educational program.

Years of experience are not a controllable factor but the
"degree lanes" are established by local school districts.

Any index developed, therefore, should give more emphasis

to experience and actual degrees than to degree lanes.

The Legislature should allow local school board discretion
on excess levies to a maximum of five (5) mills on EARC
property valuations and maintain the referendum provision
for levies in excess of five (5) mills.

Power equalization is a good idea from an equality point

of view. Discretionary excess levies would solve the
problems of unique one year types of expenses incurred
when opening new schools, or in the transition period .
when closing schools.-

This is an excellent provision provided employee groups

do not simply expect this "extra" levy to be used for
salary alone. No program should be eliminated if the extra
levy if made.

The Legislature should provide special aids in the foundation
aid formula to reflect the increased costs due to the
sparsity of pupil populations.

Mandatory Proghan Costs

a.

b!

The Legislature should provide one hundred percent reimbursement
to a school district for costs in excess of the average

per pupil cost for mandated programs and services.

The impact of special education tuition places a school dis-
trict in serious financial trouble with no other choice than

to cut staff or programs in some other areas. We do not

receive near the amount of special aids necessary to cover

these costs.
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c. The Legislature must continue to look at its consistent
pattern of requiring service to handicapped pupils without
adequate funding sources available for local schools while
we advocate the educational needs being met of handicapped

- pupils. The pressure on the local district dollar to provide
‘these serVices has been accelerating more rapidly than loecal
districts can handle. Part of the problem is the continual
development of new mandated services by the Legislature with-
out adequate funding provided,

4, DBGAHIZATIGN/GQVERNANGE

Consotidation :

a. We support the need for state incentives to encourage

consolidation of small school districts.

b. Consolidation is one Df the avenues to providing effective
programs.

. I think we are hiding our heads in the sand in the state if
we do not face up to the inevitable problem of legislative
action to facilitate consolidation of small school districts.
Equalizing educational opportunity is not possible if we
continue to fund small school districts.

c. Fiscal incentives for school district comsolidation could

be handled through adjustments in the foundation aid formula.

d. ‘It is certainly realistic to suppose that consolidation will
be considered by school districts as population declines.

. School consolidation and the aftermath of school consolidation
has probably been the biggest thorn in the side to school
district operation.

f. While consolidation appears inevitable, there should be

no consolidation where the transportation of K-3 level
students is-required.

8. Local school districts should be permitted to continue to

educate their children as they see fit.

[

m

Cooperation
a. It should be clearly evident that coo operat ive service units
do perform a function at a lower cost before additional -

funding is continued.

b. Cooperation should be fostered by fiscal incentives which _
allow districts to provide service to students at a reduced
cost., Flexibility in utilizing funds is also extremely
important. In some cases cooperation leads to more

- programming which means more money.

c. Interdistrict cooperative programs can be supported only if

there is voluntary participation of respective schools.

Educational Cooperative Service Units

a. Participation in the ECSU's should be encouraged, not mandated.
b. The ECSU's should serve the participating districts, not control.
c. The ECSU's should not be made an arm of the state. If they

- are to be successful there should not be any tampering with
' the current basic philosophy.
: )
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" State Boand of Education - Rubes and Regubatio

ns on Coopenation

If the State Board has statutory authority to dev;lcp and
adopt administrative rules and regulations for the develop-
ment of cooperative programs, it then has the power to

-legislate out of existence small school districts. This

is a dangerous move.

Additional powers to the State Board to develop these rules
and regulations would further burden the overworked adminis-
tration of the school districts.

Those recommendations regarding management training should
be guidelines under the leadership®of the Department of
Education.

Unless we have legislative financial support for the employment
of personnel and training of personnel it will be difficult
for districts to keep up with the proliferation of additional
management - tasks required of the districts. It is becoming
more and more difficult to administer school districts with-
out adding administrative help., Educational Cooperative
Service Units or Cooperatives are not the answer to all of
these concerns.

TRANSPORTATION

a.
‘b!

cC.

Additional transportation aids in areas of sparse populations
should be considered.

Transportation aids should include educational field trips,
but not extracurricular costs.

The school districts should receive full state funding for
the transportation of handicapped students.

SCHOOL BUILDINGS

a.

The Legislature should provide aid to districts which modify
buildings to accommodate added students and programs as other
buildings are closed in line with declining enrollments.

The Legislature should not help pay for school facilities

or renovation.

Fiscal incentives should be provided to encourage the leasing
or sharing of school buildings. :

To assist and encourage school districts to upgrade their
educational facilities or to build new facilities, the state
could increase the state's contribution in the Debt Redemption
Levy by increasing the homestead credit percentage to the
consolidated district.
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MINNESOTA STATEWIDE
ENROLLMENT PROJECTIONS

Preface,

The Advisory Coumeil on Flugtuatigg'Sehaﬂl Enrollments was
organized in 1974 to "examine, by whatever means it deems appro-
priate, the impact of fluctuating school enrollments and their
consequential effect on the quality and cost of education" [4ce
Section A-1: Laws of Minnesota, 1974, Chapter 355, Sec. 68, Sub. 3(b)].

This paper addresses the baseline concern.of what those
fluctuations.in enrollment will be, when they are likely to
occur, and where they are most likely to be located.

Subsequent papers issued by the Council will be based on the
framework of population projections generated in this paper,
subject to revision according to the availabiliti of revised data

- from agencies charged with the provision of that information,
especially the State Planning Agency, the office of the State
Demographer, and the State Department of Lducation.

Projections

It i8 a cliche to say that one cannot predict the future.
To compensate for this inability, humanity assures that tomorrow
will be very much like today. The probabilities are that such
a belief is generally correct., But if one is interested in a
longer range period, 10 years for example, the probabilities
of being accurate attenuate rather quickly. Although one might
feel (rather than know) that the world of 1985 is going to be
quite different from our world in 1975, one cannot have any cer-
tainty as to which dimensions of life might be very different and
which might closely resemble those of today.

The human condition is such that nost personc either do not
think about 1985, or do not wish to. When they do, it is 1likely
that the general belief is that life will not change very much
between now and then.
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CAE ”ééépet,la%gi;‘héwéféﬁgitﬁat aimﬁiy 1s not true. A
on born two generations ago might have foreseen the wide=. .

“TspreadTiuseé of the automobile, but not round-trip rocket.travel to
the moon. Nor could anyone have imagined the expansion of man's
inhumanity to man from cannon shelle to nuclear bombs in relatively
few years,

There is an apparent contradiction--on the one hand, we do
not like to predict a different future .for ourselves, and on the
other hand we know that the future will be a good deal different
from what we know now. 1In fact, there 1s an array of futures
waiting to become reality, not-just one monolithic future,
Whatever emerges will depend to a large extent on what is done
to define, shape, and implement events of programs or policies.
From the range of alternatives, both desirable and undesirable,
humapity can influence what eventually ocecurs.

In order to think about the shaping of the future, we neod a
good many tools which transcend the capacity of human intuition.
Fortunately, more accurate recordkeeping of our recent hintoery,
the technological capacity of computers, increasingly sophisti-
cated statistical techniquea, and highly skilled people to manage
the interaction of ideas and machinery are available to us. ’

is especially susceptible to reasonably accurate projection.
(Compare the quality of population estimates over the next 10 yedars
to trying to estimate something like changes in the American value
system, for example,)

The case under eﬁamiﬁatiﬂﬁ in this instance, that of population,

Minnesota is the second state in the country to utilize a
demographer to develop various kinds of population projections,
State agencies will be using data provided by the State Demo-
grapher in their planning; for perhaps the first time, there will
be a commonality of data across agencies, a situation which will
both permit and encourage better comparisons of data and more
accurate planning. Heretofore, planning based on population was
performed by each agency according to its generally nonconparable
needs and by persons of varying degrees of skill.

The challenge of this Council involves fluctuating enrollments.
It 15 important to have a clear picture about the size of the
school-age population now, how much that population will change
in eize and composition in future, and how it will be distributed

around the state. Once those patterns begin to emerge, the
implications for other aspects of educational policy will also
become more apparent.

One does not have to project very far into the future to
percelve the approximate shape and size of the population of
school youngsters in Minnesota. Those children will not enter
school until 1980, shall all have been born by the end of this
summer, and they shall be in our schools until about 1993, Those
born only five years from mow will not leave school until about
1998. Children borm in the famous year 1984 will not leave
secondary school until after the next century has begun., In
other words, short-range projections of birth rates (e.g., for
the years between 1975 and 1980) will suggest the impact of
enrollments on schools from 1985-98.

42



in the future, it is useful to examine the recent paat in terms
of the state's population,

Between 1960 and 1970, the total population of Minnesota
grew by 391,000 from 3,414,000 to. 3,805,000, an increase of 11.5
percent over the population living in the state in 1960. While
the metropolitan areas of the state grew by 19 percent, nonmetyo-
politan areas increased by only 3 percent. Nearly 90 percent of
the total state increase was accounted for by the metropolitan
areas. (Sce map on page 86.)

Within Minnesota's metropolitan areas, all growth
oceunred in the suburban nings, where population
Ancreased by 385,000 or 45 percent. Central cities
show a slight Loss of 38,000 on 4 percent, As a nesult
of these changes, there was a rise in the proportion

of total state population Living in metropolitan areas.
In 1960, metropolitan areas accounted fon 53 percent of
the population; by 1970 this had increased to 57 per-
cent, In the nation as a whole, nearly 70 percent of
the population is metropolitan.

The growth of the state is neflected in an excess of
birnths over deaths (natwral increase) of 417,000, and
a small net out mighation of 25,000 persons, In
methopolitan areas, population growth was the result
0f both natural increase (268,000) and net immignration
(79,000). The central cities' Loss was produced by

a substantial out migration of 132,000 persons, equiva-
Lent 2o 14 pencent of Zhe population of the cities 4in
1960. By contrasit, net immighation was of great im-
portfance o the ghowth of the suburbs, which gained
211,000 persons grom this scurce, equivalent 2o 25
percent of 1950 population.

ALL areas of the state exporienced significant changes
4 age composition., The population under 5 years of ,
age declined by 14 percent in metropolitan areas and by
28 percent 4in nonmetropolitan areas., The most napidly °
ghowing ghoup was 15 %o 24 years of age, which increased
by 62 percent in metropolitan areas and 34 percent in
nonmethopolitan areas,

The central cities' population Loss was felt by all age
groups excepl for 15 tv 24 years and 65 years of age and
over, whife the suburbs show gains at all ages except
the youngest (under 5).

ALL changes simifar fo those which occuned in the sitate
as a whole are found in other sections of the country.
They are due in part ic cianging birnth nates and £n part
Lo mighation.... [Gerexal Demographic Trends fonr
Metropolitan Areas, 1960 zo 1970, U.S. Department of
Cormerce, July 1971, Tages 4-5.)
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Before a perusal of where Minnesota 1s likely to find itself
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- Insofyr as p:ﬁjeéting Minnesota's total population for the

-mext 25 years is concerned, the State Demographer has based her

calculations on the following major assumptions:

. Current rates of mortality will continue.

« Migration rates will vary at the state level between slight
outmigration and slight inmigration.

« In terms of fertility rates, the average number of children
per female at the end of the child<bearing years wiil be 1.5,
1.9, 2.1, or 2.3 (The State Demographer has suggested that the
159 and 2.; fertility rates were most likely. The 1.5 and 2.3
fertility rates have been eliminated from further congideration

in-this paper.)

Using the firat two aseumptians and fertility rate of 1 .9,
the fallawing total population figures are:

Table I

Males and Females, 0-85+ Years

Totals Pg:geét;ig;réggg
1970 3,804,971 | -
1980 4,076,663 7.1
1990 4,421,483 8.5
2000 4,652,816 5.2

The State Demagraphéf s projections suggest that there will
be a "mini-baby boom" Letween 198() and 1590, Live births will
average 71,500 per year during that decade, following which they
1111 drop back to a per year average of 60,700 between 1995 and
2000. Presently, they have beea running at an average of 56,600
(1970-75).

The significant shift will be in the composition of the
state's population: the proportion of persons under the age of
20 will decrease from 40 to 29 percent of the population between
1970 and 2000.

The following tables represent the best available projections
for llinnesota between now and the end of this century. Table II
represents a conservative fertility assumption of 1.9 births
per female through the childbearing years. Table III assumes a
rmore generous rate of 2.1 births per female. According to
linnesota'’s demographer, the latter figure is possible with a

ncderate probability.,
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11970
1975
1980
1985
1990

1995
2000

s L -

'STATE OF ‘
ity Assumption of 1.9 Births Per Female

6-13

662,879
573,854
492,118
479,480
553,923
572,393

542,470

-

.. PRELIMINARY INTERPOLATIONS OF POPULATION PROJECTIONS®

MINNESOTA

14-18
387,144
- 420,104

383,937
329,328

275,791
336,126

361,819

-»

5-18
1,124,605
1,062,458
932,599
874,441
901,161
979,575

969,731

* Not adjusted for the seasonality of births or an age attaimment
requirement for entry into the Education System,

_ Table III

PRELIMINARY INTERPOLATIONS OF ?éPﬁiATIDN PROJECTIONS*

1970
1975

\L"‘

1980
1985
1990
1995

2000

STATE OF MINNESOTA

Fertility Assumption of 2.1 Births Per Fenale

3 Yrs,

6-13

74,582
68, 500
62,283

72,268

" 78,807

78,916

74,375

662,879
573,854
514,060
534,388
610,423
634,715

609, 705

14-18

387,144
420,104
383,937
329,328
310,092
370,084

©.399,216

1,124,605
1,062,458
960, 280
935,984
999,322
1,083,715

1,083,296

* Not adjusted for the seasonality of births or an age retainment
requirement for entry into the Educational Systen,
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 Table IV shows the estimated enrollment shifts for school-age
youngsters for each fertility rate assumption.

Table IV

2.1 Fertility Rate " Projected Enrollments

Projection Net Change % Decrease Age 5-13 Age 14-18

1,124,605 — —

Year

1970 737,461 387,144

1975 1,062,458 - 62,147 = 52 642,354 420,104

1980 932,599 129,859 ~12% 548,662 383,937

= 67

1985 874,441 58,158 545,113 329,328

1990 901,161 + 26,720 + 3% 625,370 275,791

1995 979,575 + 78,414 + 8.7% 643,449 336,126

2000 969,731 - 9,844 + 17 607,912 361,819

Table V

2.1 Fertility Rate

Year Prcjeééicn Net Change 7 Decrease Ages 5-13 Ages 14-18

K

1975

1970

1980
1985
1990
1995

2000

- (Source:

Graphically, these data look like the following:

1,124,605

. 1,062,458

960,280

935,984

999,322

1,083,715

1,083,296

Preliminary Interpolations
State Demographer, 1975)

- 62,147

T 2102,178

24,296

+ 63,338

+ 84,393

- 419

737,461
642,354

576,343

606,656 . .

689,230
713,631

684,080

387,144
420,104

363,937

329,328

310,092

370,084

399.216

of Population Projections, Minnesota
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Under either projection, it is clear that overall enrollments
will decline until about 1985 at which juncture small increases
will occur. Under the 1.9 rate, there will be a sharp drop in
age 5-13 enrollments,l leveling off around 1985 and followed by a
sharp increase through 1995, at which point another decline Eeta
in. The 2.1 rate shows a somewhat less serious decline for ages
5-13 enrollments through 1980, followed by very marked in:rgase
through 1995 when the decline oeccurs.

In other words, the projected patterns for age 5-13 enroll-
ments under either fertility assumption are quite similar,
although the level of population differs.

For 14-18 enrollments, the patterns of decline for both
fertility assumptions hold true through 1990 and then very sharp
increases occur bringi.g 14-18 papulatinns back to levels to be
achieved about 1980,

Iﬂ=tétﬂ5 of proportion of 5-13 students to 14-18 students,
the shares will remain quite similar under either fertility
assumption, but with overall declining populations, proportion
can be a somevwhat misleading indicator.

Under either of the fertility assumptions, 1990 will be the
proportionate high for 5-13 enrollments at 69 percent. The

lsrgest share for 14-~18 enrollments will occur in 1980.

Giveu available daga on averall papulatian prajecticﬂs and
cfitical quéstign CDﬂ:etnéﬁiﬁE distribuﬁian of Echcal—age yaungsters
in the state.

Presently, data on population projections by Development
Region will not be avallable until July, 1975. For the present,

only current enrollment data i1s at hand.

It would be helpful indeed to be able to put these figures
inta a "prajéctian natrix" thfnuﬁh the vear EDDﬂ but as stated

In the most practical sense, 1t is impossible to "knou" what
future enrollments will be. Of the estimates avallable it is
not certain which one may eventually be deternmined to be correct,

~ IThe age categories (5-13 and 14-18) years reflect the way
in which population data were organized by the State Demographer.
There is no intent to suggest a preference for a particular form
of schoai Qfganigaziﬁﬂ, nor should any specific arrangement be

55

49




10

11

*Total is

Table VI

Public School Enroliments by Development Region aud

Proposed Fducational Cooperative Service Unit (ECSU)
Pall, 1974 |

Enrollment % of Total ECSU Enrollment X of Total
24,005 2.6 39,053 4.3
15,048 1.6
79,460 8.9 79,460 8.9
43,477 4.9 43,477 4.9
30,282 3.4 30,282 3.4

23,469 2.6 38,468 4.3
14,999 1.7
24,204 2.7 72,809 ' 8.1
48,605 5.5

32,562 - 3.7 32,562 3.7

45,606 5.1 45,606 5.1
89,986 10.1 89,986 10.1

417,832 47,0 417,832 47.0

= —— ————————— -

889,535 99,8% 889,535 99, 8%

not 100 percent because of errors in rounding,

However, the Council is obligated to base its determinationms

on the best information on hand, Until the regional projections
are produced, it vwill be impossible to address the specifiec
implications of fluctuating school enrollments in the way the
Council would prefer. Instead, the Council's findings are con-
strained by the fact that the data on hand suggest on a state-
wide basis only how enrcllments will alter incoming years.

In these terrg, it 1s clear that enrollments will decline in
the short-term future and increase slightly in the long-term
future. District-by-district differences are critical in terms
of both overall planning and local responsiveness. As has been
observed before, those will-have to wailt.
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In terms of local districts, Minnesota Statutes 120.095
requires an annual census "...of all persons under 21 years of
age on September 1" each year. However, cities of the first
class and those districts whose boundariea are contiguous with
federal census tracts may use decennial and mid-decade federal
census tabulations,

At present, the results of the cemnsus constitute the best
available local projections, assuming, of course, that they are
used as such. However, in large cities, federal census data may
be less valid primarily because it 1s collected at less frequent
intervals,

In less populous areas, conventional wisdom suggests that
the probabilities of errors in collecting data tend to increase.
This may be due to casual methodology, lack of control over data
collection, or other factors—more often than not a result of

{nattention.

(Should the proposed educational cooperative service units
come into existence, perhape their offices could be utilized in
dealing with the double-edged problem of the census and relevant
projections.)

Projections would have to be framed in such a way that they
-have a useful life on the one hand and enjoy a feedback capability
on the other. Two-year projections are not particularly useful;
they are of such short life that they cannot influence poliecy
matters., At the same time, l0-year projections may be beyond the
interest or ken of local or regional officials. Perhaps a five-
year projection could have broad use for local, reglonal, and
statewlde planning.

Having been made, the projections should not be assigned to
a numerical limbo. There must be an explicit way in which the
data are fed back to relevant agencles for maximum Iimpact on
questions of finance, teacher utilizatiom, interdistrict coopera
tion, facilities planning, etc.

In terms of the broad philosophical assumptions which
buttress the Council's work, it is appropriate to observe tha
the Council's function 1s not to decide the future; that is a
immense problem and better left to more appropriate bodies.

The Ccuncil 1s concerned that the state should not adopt any-~
thing which "locks in'" the present system. Nor, for that matter
should the Council promulgate recommendations which have the
same outcome. What eventually emerges should be an arrangement
which allows the state to respond to a fluid and shifting future.

SUMMARY

In terms of the overall impact of these statewlde porulation
projections, the Council wishes to outline the following issues:

5N
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« Is the school census as presently construed both appropriate
and useful for local districts in astinatiﬁg future enrollment
demands on their school systems?

+ Should the educaticnal cooperative service unit's (ECS®)
come into existence, what role might they play in supervising or
monitoring the school census? What data provided by local
districts would be useful if they were also aggregated at the
intermediate level? -

+ If educational gﬂnpatative service units (ECSU) do not emerge
in parts of the state, what eppropriate role might the State
Department of Education and other state agencies play in ensuring
comparable census results? How might those additionazl activities
be funded?

How diffizulz is 1t far schanl distrints to plag realisticaily for
10 to 15 years in the future?

» How might districts utilize census and projection data in
planning activities with constitutents and taxpayers?

» How frequently should census and projection data be
discussed by both local administrations and local boards? Would
such discussione be useful in reinforcing the importance of
projections in all educational planning (e.g., school facilities,
staffing, program, etc.)? )

. To what extent might project data play an important role
in helping districts anticipate the likely relationship of
enrollment trends to emerging school finence patterns?

Population is one of the common factors tied to a seriles of
other concerns shared by educators, school board members, and
citizens. As the population projects become more detailed (later
in 1975), the impact of enrollment changes will permit a more
specific discussion of school district structures, school
finance, educational program, school facilities and staffing.
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PROJECTED KINDERGARTEN, ELEMENTARY AND SECONDARY AGE POPULATION
BY COUNTY 1970 - 2000

Preface

The Advisory Council on Fluctuating School Enrollments was oxr—
ganized in 1974 to "examine, by whatever means it deems appropriate,
the impact of fluctuating school enrollments and their consequen=
tial effect on the quality and cost of education' [4ee Section A-
1z Laws of Minnesota, 1974,Chapter 355, Sec. 68, Subd. 31(b)].

This paper presents the projected kindergarten, elementary and
secondary age population by county, 1970-2000. The projections
by county reflect the anticipated impact of fluctuating schﬂal
enrollments for the state of Mlnnesota.

The information and data presented in this paper has been pro-
vided by the office of the State Demographer,

Definitions

Kindergarten* - includes children who will be 5 years old
bty September 1 of each year.

Elementary* -~ includes children who will be 6 to 11 years
old by September 1 of each year.

Secondary#* = includes children who will be 12 to 17
years old by September 1 of each year.,

* The figures given include anticipated birth rate and
net iﬁmigratian of eh*lﬂren. The birth rate prajectigﬁ

" Confidence Level of Data

1. For the state of Minnesota as a vliole, the projection
number are the most reliable.
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2. The data given up to 1985 can be considered the least
subject to error, as all children who will be enrolled
have already been born except for these born-in the
upcoming four years. Therefore, it is not unrealistic
to anticipate the various needs of education for that
period of time, .

3. The state as a whole has shown a precedent for net in-
migration of ‘school-age children. Therefore, the
figures reflected are greater than the anticipated
birth rate.

4. The projected secondary level data would be considered
the least subject to error as these students have
already been born. '

Limitatiaﬁs of Data

1. Projections for 1990+ might be considered more specula-
tive as they are based more on fertility assumptionms
rather than actual birthe and migration data.

2. At the county level the projections are based on two
migration assumptions which might make the figures less
effective:

a) Pate of migration (in- and out-) assumption of
school-age persons.

b) The migration pattern of females assumption

in the child-bearing ages. This would be

important for the upcoming four years.

3, Hennepin and Ramsey County data. Given the assump-

tions made in the projection model the projected
decline may not be adequate. If out-migration dimind.hed,
we could anticipate the data to be accurate. Hovever, if
out-migration continues, the figures are probably too
high.

General Notes

1. Note those areas with drastic enrcllment drops. These
areas are characterized by an older age structure and
generally skewed to producing minimum growth. These
areas have also shown a precedent for out-migration,
especially young adults,

2. There are generally four groups of counties which
reflect diverse population and enrollment trends which,
in turn, may affect the educational conditions in these
areas.

a) Those with projected severe enrollrent decline
which are rural in residence and not sparsely
populated. (F.g., Redwood County.)

b)  Those with a projected 30 through 40 percent
enrollment decline which are characterized by
a large geographic area and sparsely populated.
(E.g., Cook County,)
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c) Those with a projected enrollment decline attributed
to out-migration which are urban in residence but
characterized by out-migration of the genmeral popu-
lation. (E.g., Ramsey and Hennepin County.)

d) Those with potential growth in enrollments and the
general population for a limited period of time.
(E.g., Chisago County.)

Attachments
1. Kindergarten, Elementary, and Secondary Age Population
Data by County, 1970-2000.
2, HMap 1: Rapid Percent Population Growth 1970-1974

Map 2: 1985 Projected School Age Population as a
Percent of 1970, by County
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PROJECTED ELEIENTARY SCHOOL AGE POPULATION BY COUNTY,
1970-2000
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AN OVERVIEW OF MINNESOTA'S
ELEMENTARY AND SECONDARY
EDUCATIONAL SYSTEM

A. Definition of the Cducational System

Education ie a process through which students may .grow and
develop to become resourvceful, productive citizens in a democratic
society. In Minnesctz, this process of educating students
occurs under the auspices of the State Legislature, the State
Board of Education, the State Department of Education, interme-
diate units, local school boards, and professional educators.

The primary delivery syastem for education in Minnesota is
within 435 school districts which are experiencing a pheno-
menon referred to as fluctuating enrollments, This fluctua-
tion in enrollments is not unique to Minnesota, since it
appears to be occurring naticnwide.

For purposes of this overview, the 435 school districts in
Minnesota shall be referred to as the Educational System.
The fluctuation of enrollments vitkin this Educational System
and the complex interacticns of the system with 1its external
environment will set forth a framavork for understanding the
gtatus of education in Minnesota.

Minnesota's Educational Sysr+u is increasinrgly complex due
to the past rapid growth in the number of students entering the
sygtem. This can be recopgnized in the diverse sizee of the school
districts, the organizational structures of the school districts,
and the increasing speclalization of functions within the school
districtse. This system becores more cemplex as one considers the
external demands and supports f:r educational delivery systems
vhich are cost-—effective and of high quality.

Education doea not functien fn a vacuum, Iz is dynamic
and interacts contlnuously with 1cts internal and external
environment., Undzrstanding this interaction has been the
primary concern of educatore, lupislators, and the public at
large; comprehending the intilescies of this dynanic systenm is
difficult,
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Minnesota's Educational System appears to be going through
a critical period which may be considered a "fiscal erisis"
affecting the quality and comprehensiveness of the educational
process. The question often asked by legislators, taxpayers, and
educators is "What factors in the Educational System need to be
addressed and studied so this apparent crisis may be understood
and thus resolved?"

One demographic factor, school enrollmentse, is currently -
under study by this Council. School enrollments are an integral
part of the Educational System and, therefore, have extensive
influence within the System. Currently, enrollments are in a
- state of fluctuation characterized primarily by decline. The
adaptation to decline requires a new way of thinking and manage-
bent as illustrated inm the following statements by the economist
Kenpeth E. Boulding in M. Rodekohr, Adjustments of Colorado
districts to declining earollmenta, Lincoln, Nebraskes, University
of Nebraska, 1974,

Amerdcea, and indeed most of world society, has enfoyed
ghowth in many different donms for a period far beyond
£lving memony, sinetching back indoed iox some hundreds
of yeans, 1In the £us% 100 on 200 veaid growth L almoss
all mafon nespects has lcen quite rapid, ., . .

Grewth, however, camrot go on fonever, There 46 now
widespread necognition that we mey be in forn a period
0f general sfLowdown, certainly in population growth and
Quite probably in pen capita real income as energy and
materials [sic] sounrces become more scarce and more
- expensive, and as potentials fon technologieal change
begin to exhaust themselves, . .

A period of sLowdown, theregore, may create severe
problems simply becavse all oun Learning phocesscs
have taught us to adapt o growth and we have had very
Little oppontunity to experdeice io-2w0eth ok even
sLow growth and 42i£2 Less opportuinddy Zo axvondence
decline., . . .

Adaptation to decline, theregone, is going o be a very
dmportant 8kiLe in the years ahead, I§ ve are onby
adapted Zo ghrowth, then we cie Likely to make a #ragic
mess o4 decline, There is a dircra cose Zo be rade fon
the argument that decline Aequines greaioi shi£L, . tex
judgment, a &ironger sense of conmwddy, ard a highe .
order of Leadership than growth does. 1t is easy to
adjusZ to growth, 1§ you make mistakes, time will gen-
ernlly correct them, 1§ you put too much into one segment
of the system, all you have to dp i4 walt a Liitle
whife and hotd back the growth 0f the overextended sco-
Llon and the other sections will catch up with Lt. 1In
decline, however, time aggravates mistakes, 11 mahes
At much hander to achieve the proper phopohrtions of the
dyslem, as Lt (s the achicving of #hese propes propor-
tions which {8 one of the major gunctions of Leadership,
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In light of Boulding's distinction between management of
growth and the future management of decline, it may be appropriate
to bring the enrollment phencmenon into perspective, The Couneil
has found that fluctuating enrollments interact continuously with
other factors which are also influencing the System, It is
important that these other factors affecting the Educational
System be clearly defined and their interaction with enrollments
and with each other be described. This may provide a global
picture of the "fiscal crisis” and the effects on the quality .
and comprehensiveness of educaticn. The factors to be addressed
are demographic, economiz, legal, political, and cultural,

1. DEMOGRAPHIC FACTORS

In cooperaticn with the
developed two documents cu
ment trends in Minnzsota {422 Ap
address populatiocn trends on a2 s
trends on a county hagig. The 2 o
developed a Jocument =abfiti ) Yas A +1s el Public School
Enrollments in Minuneeote, L970-1974," shich was distributed by
the Council,

t
ata Dzmosrapher has also
3

A eynopzals of cha Infoy

=ile o In these documents provides
cnvellaent trends in Minnesota:

- The general zopulazion (U through 853+ vears) will continue
to increase from 3,804,971 1in 1970, to 4,652,816 by 200C {based
on 1.9 births per femnlc).

« The 5 through 18 year ¢l¢ population will decrease from
1,124,605 in 197C, to 569,711 by 2000 (bacsd on 1.9 births per

» Enroliment traendzs be
graphic facters, e.g.,
projoacted se 1]
age structure and generally «

« There are genoral '
diverse popvlation and eare it 19 1y In turn, may
affect the c.iucational conditions in these areas: those with a
projected severe envollrent decline vhich are rurail in residence
and are not spar ad (e.g., Pedwood County); those with
a projected 30 througt 42 ne--one enrollm decline which are
characterized by a J - rewoirvaphie area and are sparsely popu-
lated (e.g., Ceolt Co ; Ehogse wirh a projected enrollment
decline attributed to rut-misration which are urban in regsidence
and characterized by out—aiveation
(e.g., Ramsey and Henns
grovwth in enrollnent:
period of time (c.g.,

hic area are relazted to demo-
experiencing a current or

tewed to producing minimum growth.
5T unties which reflect




Understanding the impact of population and enrollment trends
on the Educational System can be perplexing. For example,
consider the possible implications of the future changes in
general population characteristics as they may relate to the
Educational System, There may be a divergent distribution of age
groups characterized by increasingly greater numbers of adults in
the older age groups and fewer adults with school~age children, -
This may necessitate an increasingly active pursuit of educa-~
tional and financial support “~om those citizens no longer
receiving direct benefits from education. The quality of citizen
participation could become a very crucial and serious element in
the Educational System,

The demographic characteristics found in the different
geographic areas will also need serious coneilderation when
planning for the future of education in Minnesota., How does one
develop policies at the state level which will facilitate the
diverse population trends existing in the four previously men—
tioned groups of counties? To what extent can these policies
ensure the flexibility necessary to meet the continuously changing
educational needs of these areas? These are complex questions
which are being addressed by the Council, It is anticipated that
they will be answered at the completion of this study.

2, ECONOMIC FACTORS

The Educational System's figcal component is algo affected
by more general economic developments such as inflation,
recession ‘and unemploynent, and changes in the general levels
of interest rates. At first glance, these might not appear to
relate to fiuctuatimg school enrollments, This may be an
erroneous assumption, Fluctuating enrollments and econonmic
conditions appear to interact to affect the total coasts and per
pupil unit costs in such areas as fixed charges, ingtructional
salaries, and supplies.

Glven the current revenue limitations of the 1971 Cmnibus
Tax Law, the managenent of the Fducational System can no longer
levy taxes beyond the limit authorized by the state aid fornula
without approval by the electorate, If expenditures related to
economic factors rise dramatically, school districts will neced
to reallocate existing funds betveen hudget functions to cover
these additional costs. This reallocation of revenue might
affect the quality or comprehensiveness of the educational
Program if dollars are taken from the instructional functions
to cover increasing noninstructional costs, This reallocation
may be reflected in reduced programe, staff and/or facilities.
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Nationally, Minnesota ranks very high in taxation and
expenditure levels for educaticrn, It might be unreasonable
to believe tax rates could be increased further to account
for increasing educational costs. This implies the need for 1
careful analysis of how money !g now being expended and how %*

might be allocated more effectively, .

3. LEGAL FACTORS

Legal fac.ors influencing the Educational Syastem include
legislative action at the state and federal level, court
decigicns, and rules and regulsivions set by the State Board of
Education and implemented by thz Stare Department of Education.
As with economic factors crne night say legal factors do not
interact with fluctuating school enrollments to affect the cost,
quality, and comprehensiveness of the educational process,
This, too, may not be totally correct. All of these actions in
interaction with enrollmente can affect the cost, quality, and
comprehensiveness of aducs? This will be 1llustrated in
cent vhich deseribes aspecific cost,

: itio
2

Section IV of this docu:

quality, and revenue proi ion, There problem
statementse consider - 28 tenvure, bargaining
rights, and senicrity

S0,

4, POLITICAL #:

Education is a comstitutional function of the state and,
therefore, is very much a part of tlhe political system, The
Educational System 1z influencnd thr ugh the electoral
process, interest growne, A rgha v r1l political climate.
This can be vitnesszc the growing
egsertivenesa of :nsion attributed
to tl~ Opening ! .0g concern fer
educaci izl acocunve i ds and
Bupports in the ext covirennenys of
the Educational Svat. 1T within
individual schoel i n the Tdueat lonal Cystem

that our soclety is plural-

as a whole. 7he wmere voo

istic, expreraiag di cnitvral, and social interests
pla 28 greater de-irnds ¥, vracesgs and structure of
the Educations:l g ‘¢ 1 nde in the Educational
System to adinegr to 11 ! ;i nte, the political
factors may berome a vavy frpor oat influence vhich nust be

understond.
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5. CULTURAL FACTORS

Cultural factors are most difficult to understand, project,
or define. Cultural factors include the norms, values, beliefs,
perceptions, motivations, habits, and expectations of our
pluralistic society. Since organizations are created to serve
particular needs of our soclety, cultural factors beccme increas-
ingly important to the functioning of the Educational System.

It might be accurate that this factcr has, historically,
had a positive effect on the Educarional System, The long
standing support of education in Minnesota via iicreased tax
dollars and public interest in quality education has promoted
the national recognition of Mimnesota for its support of educa-
tion.

It is difficult to predict how future cultural interests
will influence change in education. The anticipation of an
older age group distribution with fewer parents directly
involved in the educational process could have a devastating
or enlightening influence on the new demands and supporte
affecting the system,
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EFFECTS OF FLUCTUATING
ENROLLMENTS

A. Effects on Cost

1. GENERAL PROBLEM STATL 7

Tocal educational coste are increasing, This dees not
appear to be unique to only those school districts exhibiting
growth in enrollments. School districts with stable and
declining enrollments also appear to be experiencing increased
costsa,

To facilitate one's understanding of costs, the concepts of
total cost and per pupil unit cost need to be defined., Total
costs refer to all expenditures. Per pupil unit cost refers to
total expenditures divided by the total number of pupil units in
average dally membership (ADM),

Assuming a stable economy, the total costs in a growing
gchoel district will increase, while per pupll unit costs tend
to incicnse less ra ‘ly- The total costs in a declining school
dlgtflﬂt rmay decreatc while the per pupil unit costs probably
will ipncresse tare ra pld;y than stable or fast growth districts.

P
EC

The increu.2 in ccsts by type of school district can be
attributed to other factors interacting with the fluctuating
school enrolluents. These factors have been defined in Section
IIT £1-5 as demographic, legal, political, and cultural.

Flvuctuating scheol enrollments sre 2 reality in almost
every school district in Minnesota. A school district's total
enrollrent may be chiinlrg, remaining stable, or showing
growth. However, z tvealdewn of the total enrollment into
grades or levels rc¢vials the fluctuation. TFor example, secondary
enrollments nay EF ‘ﬂcreﬁsing wvhile elerentary enrollments are
declining. Dif’c in the decline by grade or level nay be
attrituted to cul : 'ratien or reduced birth rates. Since out-




migration may tend to reduce enrollment across grades, the
decline may not be comsistent by grades or level, Declipe
due to the reduced birth rate may be more consistent by~ grade.

Another element of demographic factors affecting the cost
of educational programs is the socioeconomic distribution of the
population. This %{s moat readily found in the urban school
districts. With the increased out-migration and the decrease in
birth rates, there may be a shift in the socioeconomic structure
of the community, If this results in a disproportionate
increase in the number of students from the lower sociceconomic
structure, the demands and needs for increased compengatory and
special programs may increase. This could place additional
financial burdens on the district which must be absorbed in the
current budget. The effects of this burden on general education
costs may reduce the comprehensiveness of education in that
district. :

Economie factors, such as inflation, seem to have eigni-
ficant effects on the fimancial aspect of education, This will
be reflected im the budget by inereasece in the tetal cost per
pupil unit costs, 1In a declining enrollment district the per
pupil unit costs will increase more rapldly than in a district
exhibiting stable or growing enrollments. For declining districts
these per pupil unit costs will continue to increase until an
optimal decline requires the closing of facilities and, perhaps,
the reduction of staff. Inflationary costs will also be re~
flected in salaries, fringe benefits, instructional supplies and
equipment, and the general naintenance and operation of the
plant,

Legal factors, represented by legislative action at the
state and federal levels, court decisions, and rules and regula-
tions set by the State Department of Education may contribute to
the increase of total cost and/or per prpll unit costs. Tor
example, Minnesota Statute 125.12, suvbd. 6a, Negotiate.! [~
nequested Leave of Absence, and Subd, gb, Unrequedted Lecve of
Absence, provide a legal baais for the inetitution of a seniority
clause in all school districts except Cities of the First Class.
School districts have the option of negotilating their own policy
or abiding by the provision in Subd., 6b. thile this statute may
have both positive and negative attributes for labor in the
Educational System, it may also demonstrate a negative effect by
increasing educational costs, This increase in cost (total
and/or per pupil unit cost) may occur where there ig an increas-
ingly unequal distribution of professional staff on the higher
steps of the salary schedule. As enrollments decline, result-
ing staff reductions may cause an increase in the number of
teachers with higher educational training and experience which
will be reflected in the groving number of tcachers on the
higher ievels of the salary schedule. This increase will also
affect the total and per Fupil unit costs,

8Y
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Court decisions, and the State Board of Education's rules
and regulations on legal issues (i.e., desegration/integration,
the effects of Inflation and declining enrollments) place a
financial burden on school districts, especially urban districts.
The costs related to instituting new programs to achieve
desegration/integration plus the effects of -inflation become an
educational overburden., Declining enrollments attributed to
out-migration and the decreasing birth rate may result in an
increasing proportion of lower socioeconomic students., This .
causes an increase in educational costs 1f there is additional
need for compensatory and specilal educational services.

Rules and repulations set by the State Board of Educa-
tion and the State Department of Education, to implement
legislation (i.e., equalizing athletic programs, human rela-
tions, special education programs and due process) are promulgated
to benefit the educational process. However, they could also
have an adverse cost effect, These rules may require redistri-
bution of funds or additicnal funds. School districts operating
within budgetary limitations are often forced to choose between
the expansion of existing programs and the institution of new
Programs,

Finally, one should consider the time involved 1in complying
with these legal factors in light of greater demands for accounta-
bility. Compliance takes time which consumes dollars otherwlse
spent in the Iinternal management of the educational program,

The extent to which compliance 1s done in the form of written
documents, financial reports, and written justification for
requasted funding may require additional administrative staff or
extended time allotted instructional personnel.

The interactic: of political and cultural factors shape
the demands, concerns, and supports placed on the Educational
Srstem. An anticipated older age group structure and its
rarticular interests ray limit the possibility of passing
educational referenda in the future, An clder citizenry might
inlluence an incrcace in the denand for educational cost efficiency
¢r a reduction in tl.e financial and educaticnal support for
the Educational System., The implications of future cultural
interests will be increasingly expressed in the political .
precess, This may require new and different governance skills
in. the Fducational Svsterm.

The problems discussed in the following specific problem
statements are interdependent but discussed separately to
distinguish their uniqueness. These problems are not presented
in order of priority for the Council's study or in order of
relative cests., Tor exanple, based on 1974-75 financial data
expenditures, the average expenditures per pupil unit for
acrinistration was $35, the average expenditures per pupil unit
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for instructional salaries wag $585, the average expenditures
pexr pupil unii for capital outlay was $112, and the average
expenditures per pupil unit for transportation was $55. (See
Special report: School district profiles show sharp comtrasts,

- UPDATE, 1975, 9(3), 1.)

2. SPECIFIC PROBLEM STATEMZ) I5-~PERSONNEL

a. Administration (Centi <eated Administrative Staff).
Administration costs may be affected by fluctuating .enrollments

as well as economic and legal factors. These costs appear to have
a positive relationship tec growing enrollments, For example,
total administrative costs may increase, yet the per pupil unit
cost may increase less rapidly or decrease. If a school district
increases its administrative staff, total cost will increase,
while the per pupil unit cost may increase slightly, remain
stable, or decrease. This relationship will depend on the amount
of enrollment growth and the number of new administrative per-
sonnel employed.

Total cost and per pupil unit cost in administracion appear
to have an inverse relationship with declining enrollments
(e.g., enrollment ne¢~ds to dacline significantly in order teo
realize reduction in ~dministration). Until this slgnificant
enrollment decline is realized, total administration costs may
imé;aasa due to inflationary factors and salary increases, while +he
per-pupil unit cost may accelerate due to decline in enrollments.
The level of the decline, whether elementary or secondary, may
also be a contributing factor in the reduction of additional
administrative persomnel. The slze of the district and adminis—
trative unit interacting with the enrollment trands may influence
the reduction cr addition of administrative staif. This influence
may have positive or negative effects depending on the school
district invelved. For example, a schecl district with an
enrollment of 650 students pay ecploy cnly ore secondory principal
and one elenentary Erincipal. 4n enrelli-<rt zrowth or cecline
of 100 students across all grades may nct accormodate the
addition or reduction of administrative sta’f,

b. Certificated Tnsthuctional Stadd.

(1) Elementary $tafd. The addition or reduction

of elementary instructional staff ray be proportionate t.
the enrollment growth or decline 1f the grovth or decline
occurs progressively by grade. Geographic factcrs and

the size of school Afgtricts may irpede properticnate
additions or reductions of staff which will 2ffect the
total cost and per pupil unit cost. In a growving district
the total cost for elementary instructicnsl staff nay
increase, while the per pupll unit cost wer increase or
decrezse, In & declining district the totol ccat zay
incrc se less rapidly than the groving dicirict or decrease.
The per pupil unit cost for declining districts 111
accelerate faster than in stable or growing errollment
districtsy,
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The reduction or addition of elementary imstructional
staff may not be proportionate to enrollment growth or
decline which occurs across grades rather than by grades.
Out-migration or in-migration may influence this type of
decline or growth, This disproportionate reduction or
addition of staff may be particularly true for school
districts which utilize the traditional classroom unit for
instruetion rather than ungraded instructional units. In a
growing district the total cost may remain stable or
increase while the per pupil unit cost may decrease or
increase, This will be dependent on the number of students
involved in the growth and the number of additional staff
hired. 1Im a declining district the total cost may remain
stable or decrease, while the per pupill unit cost may
increase.

In addition to the effects of enrollment trends on the
total cost and per pupil unit cost, economic factors (e.g.,
salary increases) and legal factors (e.g., seniority staff
reduction plans) may affect the total cost and per pupil
unit coste. These factors may cause an Iincrease in the
total cost for elementary inscructional stzff in growing
districts, while the per pupil unit cost may decrease or
increase. 1In declining districts the total cost may
increase less rapldly than growing districts, while the per
pupil cost may increase significantly.

These phenonmena could create diffiecult decislons when
adjustments nust be wmade in the expenditure patterns of a
school distriect operazing with budgetary limitations.

These decisions become increasingly difficult as enrollrments
tend to decline.

(2) Secondary sta4f. The addition or reduction of sccordary
instruccional staff ray not always be proportionate to the
enrollment growth or decline. At thie level, enrollmert

by course offerings becomes the determining factor in
reducing or adding staff. For example, if the growth or
decline occurs zcross course offerings, it may not be
possible to Increase or roduce staff proportionately

wvitheout Inereasing or decreasing the number of courses
offered. As a resulrt, the teotal cost for a growing district
may remai. stable cor increase, while the per pupil unit

cost Increase or decrease. Thig will be dependent on the
nunber of staff added and the increase in enrollment. For

a declining district the total cost ray remaln stable or
decrease, vhile the per pupll unit cost increases or remains
stable. Again, this will be dependent of the pumber of
s<afl involved in the reducticn process and the decrease in

ernrollment.

Further irylications for total cost and per pupil unit
cost ray resvlrc fror the cifects of economic factors (e.g.,
cgalaries) and legal facters (e.g., eeniority staff reduc-
tion plans and certification recuirements). Incremental
salary Increases plus an Increacse in the t.oaining and
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experience of the secondary staff will interact with the
cost effects of enrollment trends. These factors may
cause an increase in both the total cost and per pupil unit
cost regardless of the enrollment trend. Certification
requirements ({.e., vocational education) may restrict the
reduction of staff and the use of alternative staifing
patterns. This may cause an increase in total cost for a
growing district where a staff member must be added based .
on certification requirements. Per pupil urit cost may '
increase or decrease. For a declining district the total

y ) cost may increase while the per pupil unit cost accel-

4 erates with the decline.

- All of these phenomena complicate the dacision-making
process, especially when a district has to raad ‘ust expendi-
ture patterns under budgetary limitatior-

(3] Other instructional staff. Educational program
factors, student characteristics and mandated programs
influence the extensiveness of the supportive gtaff in this
category. Ume cannot assume a direct relatiounship be-
tween fluctuating enrollments anc other instructional staff
without considering interaction with the educational
program and the pupll characteristics stated above, For
example, a school district may employ 8 counselor who
serves 400 students. A growth or decline of 50 etudents
Day not dictate the addition to or reduction of counseling
staff. In a growing district this may not affect the

total cost, but the per pupil unit cost will decrease. In
a declining district the total cost way remain ¢-able,
wvhile the per pupil unit cost will increase. This same
phenonenon may be true for librarians, educational con-
sultants, and special services staff.

Increasing salaries dve to wage and benefit Ecttlements
Plus Increased traiping and experlence of staff vill affect
the total cost and per pupil vnit cost, This effect zay be
reflected in increased total cost regardless of the enrollment
trends. The effects on the per pupll unit cest may in-
crease or decrease depending upon the enrnllment trend and
subsequent addition or redvction of staff.

Increasing total cost and/or per gupll unit cost ?lus
an increasing public demand to "return to the ba.icg" may
influence the decisiors in growing school distr:..ts to not
add more suproert staff or influence declining d.stricts to
rake hasty decisions in reduvcing support staff. These
decisions may appear to lave pesitive cost effects but may

" result in adverse effects en the quality of education.

c.  Nencentificated Staif. t-rs too, ae with the other personnel
categorles, the addition or reduction of noncertificated staff
nay not be proportiorcte to the eurcllwent growth or decline

3
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thus affecting the total cost and per pupll cost for this area.
Economic factors such as wage, fringe benefits and conditions of
employment contracts also interact with en~ollment trends to
effect the total cost and per pupil unit cost in this area.

While districts may slightly increase or decrease personnel in
this area, significant changes may not occur unless new facilities
are added or unutilized or underutiiized facilitles are closed.

3. SPECIFIC FROBLEM STATEMENT--FACILITIES

For the most part, changes in the fixed costs for the
maintenance/operation of the plant may be more related to
econozic factors such as inflation than to enrollment trends.
Hovever, a growth or decline in enrollment which would require
either the building of new facilities or the closing of unutilized
or underutilized facilities could increase or decresse total
cost respectively. Declining enrollments may have a short-term
positive effect if alternative educational delivery systems are
previded which utilize the excess space; however, the per pupil
unit cost will increase. Crowing enrollments may place n short-
or long-term educational burden on schecol districts due to lack
of space and/or overcrowding; however, the per pupil unit cost
cay decrease,

Management decisions on the closing of facilities nay
have a positive effect on costs for the maintenance/ operation
of facilities but may have a negative effect on the educational
program. For growth districts the passage of a building i
referendun may have negative effects in the budget by iIncreasing
other related costs such as instructional supplies and equipment,
raintenance supplies and equipment, and additional professional
and noncertificated staff, but may have a positive effect on the

4, SFECIFIC PECHLEM STATIMINTS——TRANSFORT AT10H

a.  Siudent Thanspertation, Transportation costs tend to
interact with derographic, economic, and legal factors as well

¥
as fluctuating enrollreuts. Vhere the population density is
increasing and e¢nreollments are increasing, the (otal cost of
transportation may increase or remain stable w"'ie the per pupil

unit cost may decrease., Fowever, when the population density is
decreasing and enrollments are decreasing, the total cost may
remain stable while per pupil unit cost may increase. rtanges
ir transpc :fation, fizcd charges, travel time, and mileage may
have varying effects on the total cost and per pupil cost of
transportation. This vill depend on the size of the district,
population density, and snrvollment trend.
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b. Personnel Travel. Total cost for the reimbursement of
personnel travel expenses may increase as the amount of
reimbursement per mile Iincreases or as the mileage traveled per
staff member incresses. A district with declining enrollments

4y reduce the number of itinerant staff, but the result may
increase travel for remaining itinerant personnel, This may be
true for those dist. :=ts desiring to maintain or to continue the
educational programs associated with these itirerant perscnnel,
Total cost for personmel trave! may increase or decrease depending
upon how districts utilize itinerant staff, Declining or T
growing enrollments may, respectively, increase or decrease the
per pupll unit cost,

If distri- _a share itinerant staff, there may be a decrease
in the per pupil uni> cost; “ut, thers may be an increase in
total cost due to the amount of travel involved. Hidden costs,
such as time spent traveiing between districts, may not be
directly reflected in the budget and, therefore, difficuit te
measure,

5. SPECIFIC PROBLEM STATEMENTS--EDUCATIONAL PROGRA™M

a. Cwwicular Proghams, Total cost and par pupll unit cost

in the curricular program will vary with enrollment trends as
well as with cultural, economie, and legal factors. In a

growing district the per pupil unit cost may decrease as students
are absorbed in existing programs, grade levels and/or courses.
When instructional staff are added to expand programs, grade
levels and/or courses, the per pupil unit cost nay Increase.

In a declining district per pupil unit cost has an
inverse relati-rship with enrollment until the d ~line requires
a reduction in program and staff. This relationzhip 1s disg-
sirilar in the elenmentary and secondary levels. For example,
reduction in the elerentary program can be more readily achieved
ae the enrollrerts decline by grade rathar than across grades.
At the secondary level, reduction in the curricular Frogram

. Zg vore difficulv as program offerings and staff allccations

are, for the most part, provided across grades rather than hy
grades, Managenent decisions on reduction of aducational
programs may he rore difficult with the lack of clarity and/or
consistency at the state and local levels as to what should be
included in a minimal educational program.

b.  Student Aciivity Proghams. Per pupll unit costsin student
activity programs are affected by enrollment, economic, and
lepgal factors. Fqualization of athletie programs, salaries, and
staff along with increased costs of supplles and equipnment
strongly affect this area regardless of fluct ating enrollments.
Direct effccts of fluctuating enrollments cn the total cost and
per pupil uvnit cost will vary by district and the extent of
student activiiy preograms. Cne night expect that a significant
grewth or decline in enrollment must be realized befrre an
increase or decrease in total cost occur. Fer pupil unit cost
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