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ABSTRACT . . oo .

. There is not any one thing or any one group that can
solve all the problems involved In staffing rural .and small schools.
It is qu1te common to find a “bimodel distribution of teaching faculty
in rural and small schools--those with legs-than 3 years and those
with more than 10 years of experience. It could be inferred that
either recruitment strategies and hiring criteria are inappropriate,
or there are -factors that cause a sizable group to lgave teaching-in

.that district in the ‘early years of their,career.: While the problems
" are not unique to rural schools, ‘even oneg

.rural school has a rather dramatic effect on the educational program

unfilled position in'a

and young people in that school. There are many intervening factors

and little research in the ‘area. These suggestions could help' a

national and state priority for development of qual1£1ed teachers for -
all schools should be established; teacher. training institutions R
should establish identifiable programs for rural teaching; the

profession should accept its responsibility for providing serv1ces to

.students regardless of their location; networks of persons in all job

categories should be developed-to reduce the feeling of professional
isolation among rural and small school teachers. (BRR)

. N . .

7
——t 3
-

+- -
] | ..
KERKKKRKKRKKRKKKRKRKRKRKKKKK KKK KR Rk khkhkhkkhkhkhhhkhkhhkhkhkhkhkhhhkhhkhkhkhkkhkkkkkkkk%k

* Reproductions supplied by EDRS are the best that can' be made *

* from the original document, *
***********************************************************************

- . ' >




v

“
e

LA

ED215807

¥

EXCELLENCE THROUGH CREATIVE RECRUITMENT AND RETENTION OF STAFF FOR RURAL AND

SMALL SCHOOLS.

¢
ars 3

by

v
Jerry G. Horn, Associate Dea%
College of Education
Kansas State University
Manhattan, Kansas 66506 . . .

!

o

H 1
I

Paper Presented at the Rural Education Seminar:
Education for Rural America,'’ May. 3-5, 1982, Washington? D. C.

133
oo . o
/

) "PERMISSION TO REPRODUCE THIS
MATERIAL HAS BEEN GRANTED By

’ Q_e“m/ G. Hoen
|

2 > TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER {ERIC)

. ® * . Al

"Ensuring Excellence in.

-

*

U.8. DEPARTMENT OF EDUCATION
NATIONAL INSTITUTE OF EDUCATION
EDUCATIONAL RESOURCES INFORMATION

CENTER (ERIC) i
Thrs document had been reproduced s
recorved from the person or orgamzaton
‘/ongmmng ot .
Minbr changes have bean made o improve
- reproduction quahity

S

& Ponts of view o7 opwaons stated i this docu
ment do not necessanly represant official N!E_
' position of poicy




?

Exce]]ence Through Creative Recruitmént and -
.+ Retention of Staff for Rural and Small Schools

Jerry G. Horn, Associate Dean .
\ . College of Education '
Mo, Kansas State University
Manhattan, Kansas, 66506

<

‘The reasons why teachers leave ahd/or express dissatisfaction with
rural/small schools are as diverse as rurat/sma]l schools themselves.
Attempts by me to explain all the reasons and/or to descrtbe foolproof
solutions would be futile, jf not foolhardy.

Exce]]ence,‘e theme of this seminar, is equally incapéb]e of being
defined to the satisfaction of all. For the processes of recruitment and
retention to‘make any sense at all, we must assume that one is capable of
predicting who wi]l be effective in teaching in rural schools and that
effectiteness will be maihtaihed, if certain personal, social, economic,

.ahg professional needs are satisfied. At the same time, we must be cautious
) about the drive to‘“fi]] open positions" regardless of some impertant factors,
such as academic preparation and other traits thought to be prerequisites

-«

ta effective teaching. ®

-
4

f' It is quite common td find a bimodal distribution of teaching fachty
in rura] and small schoo]s - those with ]ess than three years and thoge
‘w1th more than ten years, of exper1ence In other cases one finds 45% of the
teqchers with 1ess'than five years of experience and a 30% turnover each
year. From this one could’ infer that either recrujtment strategies an&
the cr1ter1a used fer h1r1ng are inappropriate, or there are factors that
cause a s1zab1e group to 1eave teaching in that district in the early years o

” T
. of their career. Probab]y all of these are accurate, at least to some ’
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degree. Turnover, resulting in the‘need.for improved recruitment and
re*gntion actjvities, is‘oftéh caUSed.by d{ssattsfactioh and/or‘ineffecttye-
ness. The reasons associated with this dissatisfaction ahd’ingffectiveness
seem to fall into.the following éreas: — .
" s professional isolation A
- social isolation
- inadeqybte/unréa]istic preparation )
' s , - excessive job-related ‘demands u.
- limited opportunities -for advancement ‘
ThE data, in a 1979 study by Mhse and$Stonehoqker, involving teachers in high v
schoo%é with 200 or fewer students in ijl wester% states, i]]ustrqte quite
vividly these problem areas. fwo other studies unhe;wgy in the Center fot
Rur;] Education and Small Schools "at Kansas State University are showing’
simila;‘results, but clearly there are many individual and unigue s%tuation§. . (;
If we assume that the best qualified and the most experieqced t’eachersgE
are the mogt effective, then clearly recruitment, and'retentionémust be ‘
improved, whether or not it is crgatiye. Recruitment is not the sole
responsihi]ity of the localeschopl admin?strator It is a long t1me process
! that begins when a student ‘enters KJ]Z schooTs and cont1nues up to the time
of employment. Peop]e don't decide to teach or to teach in a‘part1cu1ar
area or sjze schoo] at age;ZZ.‘ They -are 1nf]uehced throughout their fife.
Herein lies much of.thg problem. Litt]e_encouragehent is phovidep bgfore or
in teacher education.brograms for students' to teach.in smalj~schoo]s,,ang )
i , only in rare cases does one find ptrograms that éttempt to_prepare teachers ' .
I ‘ —tor small éthbols. In fact, in a study wepohted in a_paper.b} Horniin

1981 at the national fieeting of AERA, several colleges indicated that one -

should not be prepared for_ teaching in unique settings, such a$ rural schools. .

.
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reason," th not a very valid -one. Qre galaries really lower in rural af;as,
particu]ar1y when the cost of 1iving'is taken into considerat%on’ The inter-
v1ew process and the interest shown in a candidate are ver%‘1mportant Most
rura] school adm1n1strators are not prepared fi recruiters or interviewers,
yet they must compete for the same employees.

State departments of.eduggtion have generally not been very -active {d
the recruitment and retention business. However, they are respons1b1e to
the public for the quality of K-12 education in that state, and as much
concern should Le given to these areas as is giveﬁ to setting the standards
for certification and accreditation. Théy are re]ated}and should be
addressed at a high level of concern and appseciation for the neehs of all
students in the state. ‘ﬁﬁgf'does a student gaiq when state monies are with-
held from a school district when it cannot finq a teacher to teach foreign
language, or-for that matter, who is to blame?

From a rural school superintendeht's point of vikw, there afe several’
importaﬁf points that help determing quaf?ty.among faculty. Thomas Moriar;y
.reported feedback from a study in 1981 émong school superintendents of .
45 school districts in the sparsely populated plains of western SSG;L
Dakota. Sixty _percent noted their principal problem was maintaining a: , )
qua1ity staff oﬁ}teachers.' Although salaries were asse§sed as criticé],
the larger problem is obtaining committed personnel who can effectively
deal with geographic isolation, population sparsity, and tﬂe essential
"community-fit" to the ]1fe style and expectations of rural communities..
Quality was not defined as a more highly credentialed teacher but rather

more competent generalists who can work with the unique strengths and E

weaknesses found in“a rural setting. . This implies a teacher should be °

capable of dealing with the uniqueness’ of thescommunity ahd its citizenry .

’
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' Ho&eier; one cannot avoid the reality of the propiem areas cited above.

. . . \
Tivinghand working in sma]] ‘towns or rural areas. [ cite medicine and law

Teacmgng is not the only profession’ that is impacteq by the perceptions of
as ‘two others In the mid- ]970 s, Halter found professional 1so]ation “to
be a Significant determinant to the meeting of medical needs in rura] Co )
South Dahgta. Unfortunate]y, parents can't seek alternative services,
as.is true with medicine'or law, even though it may be inconvenient;

. .. No massive Federal program'Zill provide a long term solution to the
(: prob]em However, the Federal government can help by providingﬂincentives
t and cha]ienges for the deve]opment of effective programs. I am aware of ')- .
two programs where}this has occ:rred even though this was not the primary .
obJeqtive. The Career Opportunities Program and the early Teacher Corps
'Program did demonstrate in some cases how persons,can be recruited and ,%é? .
trained to teach in rural areas. National priorities and targeteo training

and deve]opment prOJects could provide the cha]ienges that are necessary !

to prov1de a noticeable impact on 1ongstanding patterns of action.

At the 1oca] 1evei, I think one should present ‘a realistic picture .o

to {H?Vprospective_teacher and then.go emzrything possible to diminish

the cause for dissatisﬁaction: This could take the'shape of forming c&nsortia
with other districts, exchange teaching, arranging for co]]ege/universities
‘TT“\\\to,offereon;site cfedit andAnon—creoit course work for teachers, differentiated
«% staffing-and most importantly inc1uding the new teacher in the community

in all o# itsvactivities- At the same time, some peop]e w11] never be

&

satisfiéﬁ in a rural area, and the.worst thing you can do is try to keep

Y

them by extrins1c rewards. whiﬁfrlow salaries are often cited as a reason ,

for 1eav1ng a rura] school, i think that is a "socially acceptable public ]

L]




as well as being inventive iﬁ“ﬁsing community resources, preparing\

curritu]arkmateria1s,\and teaching children rather than subjects. - .

I doubt that these observatjons are unique to-western South Dakota, . —\\\‘

and one would rarely question the desired skills or abilities, Tregardless.
n .

“of the setting. 'Hohever, the key phrase may bé "dealing with the unique- -

- s

‘ ’ - \ - ’
ness of the community and the citizenry." L
In summary, there is not any one thing or any one group that can solve
1

] all the problems involved in staffing rural and-small schools. . Individuals ~

e 4

and local sétt%ngs are unique, and the proper match should be “made. Educa-

»

tion, honesty, support toncern and comm1tment are ingredients that are .
necessary for any effect1ve effort. - —

. Appropriately, I wish to quote a formar governor of Kansas,‘Roberf
- «
Bennett, while he was a state senatqr and when he summarized a conference ®

on “educational careers and recruitment" on the KSU campus in‘]968.
I think the best thing that.you”people could do to

[ recruit teaclfers is to stop knocking your own pro-

| fession. I've been amazed at the fact that when you

talk to most teacheﬁs all they can say about their

T .
g - prdfession is bad. we re underpa1d we re derworked :

< we're\overeducated or undereducated in” some cqsesﬁ

the job is poor, the administrator is*pad, it's too 7 ;

much politits or too little politics. You come up

'y T

with all these complaints. Eveny";ﬁer profess1on has '
complaints, but mos% of the time they don't’ share these
comp1a1nts with the pu‘bh%‘;K They do it privately and . ‘
;Ezy to iﬁProve’the situatipn. - . ' L
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A friend of mine has a ha]]—hanging in his office that says, "There are ~
. > g

three good reasons for becom1ng a teacher - June, July and August "
.. Aren't there severa] good reasons for kLeaching in rura] or small schoo]s,

~

7 "* and why don't we “tell the world about them? .-
. A
In \conclusion, I wish to emphasize that recruitment and the keten®ion .

L\,/ of qua11f1ed personnel for rural and smal] schools aré real and widespread °
problems These problems are not un1que to rura] schoo]s¢ but unfilled

positions, even one in a rura]cschoo], has a rather dramat1c effect upon / p)

]

the educational program and the young people in that school. e

L}

. ¢ » - \ *
There are no. easy solutions and, to my knéhledge,\there are al limited
number of exemplary efforts. OVera]]J we all must play a part in the
\\ " very: complicated procedures for ‘effective recruitment and retention.
\ ]

Whatever recommehdations can be gleaned from this presentation or frdm,g

7 -

those c1ted betow must -at best be considered as- suggest1ons There are
simply too many 1nﬁerven1ng factors, and there is precious 11tt1e i

research in‘this area. Among my suggestions are the following:

> —

]j‘ A national and state priority for the deve]opment of qua11f1ed
. teachers For a]]/schoo]s should be established. This priority. '
couTﬁ be QgpresSed through the various proaects for tr&ining,
’ development and research.
2) Schoo]s and co]]eges of educat1on s/pu]d establish 1dent1f1ab1a . N

programs for the preparat1on of teachers for rural schools at

’
z

. both pre-service and in- serv1ce ]evels
3) The profess1on should carefu]]y.exam1ne its role in the total" k\ -

//‘terpr1se of education and asshme an adequate share of the

youth, regardless of their geogr Phig an\demograhhic Tocation.
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Lo 4) School administrators sh?uld retain the services of qualified ) )
. T {h\Bersons to recruit and/or ‘screen applicants for teaching and
- ' adm%nisfraiive positions- . RN .

\\Ez“ Efforts should—be made by all to develéb-anp conduct inservice _

.
"

and advanceﬂ;stud1es programs for the least exper1enced teaéhers. B '

' .

- o ; )] Networks of persons in all job categories shou]d be deVeloped

4 .,

to reduce the feeling of professional 1solat19§ among rural

r

-

and small school teachers. ' ' s,
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