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SELECTED FACTORS ASSOCIATED WITH FACULTY RECRUITMENT
AND MOBILITY AMONG BIBLE COLLEGES
ABSTRACT

by Frank Bertran Rice, Jr., Ph.D.
Washington State University, 1973

@hdirman: hidack-Ho Cooper

The purpose of this study was (1) to determine some of
the characteristics in common among persons being hired as Bible
college teachers, (2) to find whether their Jjob choices are de-
termined by different variables than among college professors in
general, and (3) to find whether their mobility patterns reflect
satisfaction or dissatisfaction with Bible college employment.
The problem undertaken was an identification and examination of
faculty employment and mobility patterns among the 50 Bible col-
leges who were listed as accredited members in the 1970-71 direc-
tory of the Accrediting Association of Bible Colleges. The study
was limited to the years 1969, 1970, and 1971.

Lists of mobile teachers were obtained from 48 of the 50
schools--a total of 502 names. Questionnaires were sent to these
teachers, and 310 responses were ultimately tabulated in the
~study. The sample processed was representative of the total
population in terms of geographic distribution and size of the
institutions. Two hundred forty-four of the respondents were

male and 65 were female. Most were married, had three or more



dependents, and typically were in their thirties or early for-
ties in age. Most ﬁad had more than one teaching position.
Findings from the study included these: (1) Most Bible
college teachers came from public school teaching posts or from
non-teaching forms of employment rather than from student popu-
lations. (2) Bible college teachers typically are not hired
with expectation of additional degree acquisition. (3) Bible
colleges hire more teachers from church-related colleges than
from public-controlled ones. (4) Bible college teachers hired
from other employment typically accept smaller salaries at the
Bible colleges. (5) The typical Bible college teacher was at
some previous time a Bible college student, but holds a non-Bible
college degree. (6) Teachers in Bible colleges with denomina-
tional affiliations typically have the same affiliation as the

school. (7) The typical Bible college teacher was hired from

‘out-of-state. (8) At the time of their hiring, Bible college

teachers typically have Bible college career intentions. (9)
When Bible college teachers leave their jobs, they usually go to
other Bible college employment. (10) In choosing their jobs,
Bible college teachers give lower priority to economic factors
and higher priority to Christian service factors than do college
teachers in general.

Conclusions reached were these: (1) Bible college

teachers have in common the ideals derived from their religious

faith. (2) The employment and mobility patterns of Bible col-
lege teachers suggest satisfaction with Bible college employ-

ment. (3) The religi'ous motives associated with the origins



pf the Bible colleges are reflected in the present-day Bible

bollege'teachers.
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CHAPTER 1

INTRODUCTION

Background

Fifty accredited member schools in the United States and
Canada were listed in the 1970-71 directory of the Accrediting
Association of Bible Colleges (AABC). These institutions--the
"Bible colleges"--were the concern of this study. Because they
have been little known and poorly understood as an educational
genus, some preliminary observations may be in order:

1. Their youth as an educational genus. Religious

motives led to the establishment of the first institution for
higher education in what is now the United States and of a very
great portion of those which have been established since that
time. Noble has noted that until recent times American higher
education in general was "the product of Christian impulses and

! It is not surprising, therefore, that

Christian vitality."
many of these institutions have sought to base their curricula
upon a Christian philosophy which they believed was to be found
in the Bible. Yet, the Bible college movement per se has been

a relatively recent phenomenon.

Witmer, first executive director of AABC, and historian

1H. C. Noble, "Reappraising the Role and Responsibility
of the Church-Related Colleges," Christian Scholar, L (Summer,
3987), 138, . :



of the movement, lists Nyack Missionary College as the first
Bible college, having been founded in 1882. Ten others followed
in as maﬁy years. Most, however, have been established during
the past half-century, the peak decade héving been 1941-50 when
82 such institutions were founded.? As has been true for Ameri-
can higher education generally, the mortality rate has been high;
so that many of the 234 such institutions which were founded
prior to 1962 have not survived, and others have not received
accreditation by AABC.

2. Their distinctive philosophy. A common supposition

is that the "Bible college" is one with the "Christian college."
It is true that the Bible colleges share with the Christian
liberal arts colleges® their commitment to a Biblical philosophy
of.education with Christ as integrating center. Both are con-
cerned with the personal development of their students. Both
seek to broaden and deepen the educational foundations of their
incoming students by general education. Yet the differences are
significant. The Christian liberal arts college emphasizes
liberal studies and prepares its students for many different
vocations. The Bible college emphasizes actual study of the

Bible and prepares its students primarily for Christian

25, A. Witmer, The Bible College Story: Education
with Dimension (Manhasset, New York: Channel Press, 1962),
p. 40.

3vliberal arts" is also a term that allows many differ-
ing definitions. Here it is used as a convenient distinguishing
term and is applied to those colleges whose curricula closely
parallel the standard undergraduate curricula of the state uni-
versities.



ministries and church-related vocations." Witmer says it thus:
The whole Bible institute movement has its roots in the
Bible as the Word of God. It is the source of vision and
dynamic as well as essential subject matter.?®
The belief that the Bible itself should be at the center of the
curriculum--in effect, be the liberalizing element--sets it off
from other forms of higher education. (The distinctions have
been blurred somewhat in recent years by an increasing tendency
for Bible colleges to add liberal arts studies. Some have meta-
morphosed into liberal arts colleges and have surrendered AABC
accreditation.)

3. Their reason for being. The rather sudden birth and

growth of the Bible college movement calls for some explanation,
especially since religious motivation had played such a strong
roie in the rest of American higher education. There appear to
have been two major reasons: (1) a shortage of ministers and
missionaries and (2) the increasing secularization of higher
education generally.

Speaking of the first two Bible institutes, Witmer
ebserved, "Their first function was to prepare students for
Christian ministries through a program of Biblical and practical
training."® As already noted, this has become the usual pattern.
Examination of the dates of founding reveals that the Bible col-
lege movement corresponds rather closely with the tides of reviv-

alism in America.’ The resulting need for ministers,

“Witmer, p. 25. i 9id.. b 23,
Srbides D24,

""Revivalism," World Book Encyclopedia (1972), XVI, 251.



missionaries, and Christian lay-workers led to the move for
schools to train them. Existing seminaries were thought too
slow and too expensive for this task, even if they had been in
harmony with the revivalistic purpose. The depression years
added emphasis to the cost factor.

Brubacher and Rudy observed the changing scene in higher

education:

After the Civil War, both academic control and curricu-
lum were being 1ncrea51ngly secularized; clergymen were
losing their predominance in the American higher learning.
In this new setting the spirit of evangelistic revivalism,
previously so important, began to lose much of its vital
force for American students.?®

Required chapel attendance and religious activities disappeared
gradually from the scene. The trend to secularization also oper-
ated within the church-related colleges. "Biblical content was

drained from the curriculum," according to Witmer, and a new

pragmatism and naturalism replaced the former theistic philoso-

phy.*

This trend was disturbing to conservative elements of
Christendom who believe in a "Christian higher education" which
illuminates liberal arts by the Christian faith.!® To counter
this trend, Bible colleges were formed. Witmer says of them:

They represent a pietistic reaction to secularism, a

theistic reaction to humanism and agnosticism, a resurgence
of spiritual dynamic in Protestantism, a restoration of

8 John S. Brubacher and Willis Rudy, Higher Education in
Transition: An American History 1636-1956 (New York: Harper and
Rew, 1968), p: 125;

*Witmer, pp. 29-30. See also Nevitt Sanford (ed.), The
American College (New York John Wiley and Sons, 1962), p. 90.

1%%oble, pp. 138-139.



Biblical authority and direction in education, and a return
to the central concern of Christian educatlon—-the implemen-
tation of Christ's Great Commission . . . .

4., Their evolution. The beginnings of these institu-

tions were often without dependable sources of support, in in-
adequate forms of housing, and with faculty who were minimally
qualified academically. The common pattern was the three-year
institute granting a diploma rather than a degree. As at Har-
vard in its early days, the library might consist of a bookcase
in some office. Few high school graduates were enrolled as stu-

12 gsuch beginnings contributed to their reputation as

dents.
inferior and substandard. Emphasis upon the practical rather
than the theoretical added to their stigma as being short-cut
training schools rather than educational institutions.?!?®

| Since the formation of AABC and the wide acceptance of
its standards, there has been a process of upgrading. Although
some still retain the tefm "institute" as part of their corporate
names, the current pattern is a collegiate curriculum leading to
a bachelor's degree. ". . . Bible schools have improved their
programs with better qualified faculties, greatly enriched li-
braries, improved instructional procedures, self-evaluating stud-

1% mpeachers have

ies and instructional seminars," says Witmer.
been able to specialize more and add offerings in the fields of
their training and interests. By 1960, the number of students

who had not completed high school had declined to 1.2 percent,

lgitoer, p. 30. 31%70¢4.. B, 4.

YSThid., vp. 1919, b, b, 3.



and a considerable number who had up to four years of college
were enrolled for specialized preparation.!® Witmer concludes:

Since the Accrediting Association of Bible Colleges has
come into being . . . some of the stigma has been removed.
At least, it has been demonstrated that Bible-centered edu-
cation is not incompatible with sound educational prac-
tices| !¢ :

Purpose of the Study

Not all the stigma has vanished, however. Even when
catalog offerings read the same, the Bible college is likely to
be considered academically inferior to the liberal arts college.
It was the writer's assumption in proposing this study that this
stigma was felt by the colleges' own constituencies as well as
the general public, and that the nature of the Bible college
faculty had been partially determined by this fact. Some poten-
tial teachers might avoid Bible college employment, at least as
permanent, and those who chose Bible college employment might
have been motivated by different considerations than are usual
among college professors.

The purpose of the study was (1) to determine some of
the characteristics in common among persons being hired as Bible
college teachers, (2) to find whether their job choices are de-
termined by different variables than among college professors in
general, and (3) to find whether their mobility patterns reflect

satisfaction or dissatisfaction with Bible college employmeﬁt.

Lirhid, . 181bid., pp. 18-19,



Need for the Study

Most of the bublished reports of studies have been con-
cerned with recruitment and mobility patterns among the public
elementary and secondary schools and publicly controlled insti-
tutions of higher learning. This investigator proposed to deal
with the Bible colleges. It was expected that such a study
might be of value to Bible college administrators in planning
their teacher recruitment programs, by identifying sources of
stable and qualified teachers. Also, it might furnish clues as
to the strength of the teachers' preparations and lead to the

better qualification of future Bible college faculties.



CHAPTER 2
THE PROBLEM

Statement of the Problem

The problem proposed for this study was an identifica-
tion and examination of faculty employment and mobility patterns
among the 50 Bible colleges who were listed as accredited mem-
bers in the 1970-71 directory of the Accrediting Association of
Bible Colleges (AABC). Specifically, the study was limited to
the years 1969, 1970, and 1971.

The general assumption examined was that the present
employment and mobility patterns among the Bible colleges reflect
the institutions' academic origins. Specific statements tested
included the following:

1. Bible college teachers are derived mainly from
student populations rather than from other
teaching positions. :

2. Bible college teachers typically are hired
with the expectation that they will pursue an
additional degree after being hired.

3. Bible colleges hire more teachers from church-
related institutions than from public-controlled
ones.

4., Bible college teachers who are hired from other
employment typically accept a smaller salary at
the Bible college.

5. The typical Bible college teacher has attended

a Bible college as a student at some time prior
to his employment by the college.



6. Bible colleges typically employ teachers having
the same religious affiliations as the college.

7. Bible college teachers typically are employed
from outside the immediate geographic area.

8. Bible college teachers at the time they are
hired typically expect to remain indefinitely
-as members of the Bible college faculty.

9. Bible college teachers who leave their jobs
tend to go to employment by other Bible col-
leges.

10. Bible college teachers choose their jobs on the

basis of different variables than college pro-
fessors in general.

Assumptions and Limitations

The study assumed that questionnaires were valid research
instruments and that responses of the administrators and teachers
to the questions would be true. Cooperation of the Accrediting
Association of Bible Colleges and its member schools was assumed
and, in general, received. The study was limited to the schools
accredited by the Accrediting Association of Bible Colleges, with
no generalizations to be made beyond that population except such

as could be made by inference.

Definition of Terms

Bible college as used in this study ordinarily refers to

one of the schools accredited by the Accrediting Association of
Bible Colleges. When used generically, the term refers to an
educational institution of post-high school level whose curricu-
lum is organized around the Bible as unifying concept and whose
primary purpose is the education of students for Christian reli-

gious service.
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Bible college teacher means a member of the instructional

staff at a Bible college, whether engaged solely in teaching or
part-time in teaching combined with administrative or other simi-
lar duties. "Teacher" was chosen over "instructor" or "profes-
sor" as being the more inclusive term and less likely to be con-
fused with academic rank or titles.

Teacher source means the place or situation from which

the teacher was hired by the Bible college. It may refer to the
institution granting his degree, the place of previous employ-
ment, or the geographic area from which he was hired. The con-
text in each case should make clear the point of reference.

Teacher mobility refers to the movement of teachers from

former positions (including student status) to employment with
the Bible college, or from employment with the Bible college to
some other position. If the term is found in a context not in-
volving the Bible college, it refers to similar movement to or
from the institution involved. It also includes the idea of
movement geographically when this is involved.

Teacher dropout means a person who has left teaching and

accepted a different kind of employment.

Procedures

The survey was conducfed in two phases. In phase one, a
form (Appendix A) was mailed during the autumn of 1971 to the
chief academic officers (hereafter called "deans") of the AABC
accredited Bible colleges. The accompanying letter briefly ex-
~ plained the purpose of the study and requested the names and

latest known addresses of teachers who had either joined the



Bible college faculty during the years 1969-71, or had left it
during that time. The form separated the teachers by years of
entry or departure. All but two of the schools returned the
requested information; those two declined because they did not
wish to subject their teachers to the gquestioning.

With a view to encouraging freedom of response and
uninhibited cooperation, the questionnaire was designed so that
it could be responded to anonymously. Accompanying instructions
assured the respondents that personal information would be held
in strict confidence and that names of neither the persons nor
the schools with which they were associated would be used in
reporting results of the survey. As a means of checking the
returns, the questionnaires were numbered serially to corre-

spond with the list of teachers' names to whom they were sent.

11

Most of the questionnaires had been returned by February

of 1972. Delay in mailiﬁg out a portion of the questionnaires
resulted in some returns being received during the spring months.
Corresponding numbers were checked off the mailing list as the
returns were received. Returns were assumed to be complete by
July 1972, and results were tabulated by Statistigal Services at
Washington State University.

Analysis of the data was dependent primarily upon
observation of the frequencies in the various categories rather
than upon complex statistical computatiops. Chi square test of
independence in contingency tables was applied to the 10 state-
ments listed at the beginning of this chapter. In comparing

the Bible college faculty'with college professors in general



as to determinants of job choice, rank difference correlation

techniques (rho) were used.

12
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CHAPTER 3

SURVEY OF RELATED LITERATURE

Introduction

This writer's research through the literature since 1960
revealed a dearth of studies having any direct bearing upon the
Bible colleges and their faculties. Two will be mentioned later
in this chapter. However, a éonsiderable amount has been pro-
duced relating to the career choices, job choices, and mobility
patterns of public school teachers and higher education faculties
in ‘'general. For such direction as they might provide for the
present study, some of the findings and opinions offered are pre-

sented in the following paragraphs.

Career Choice

A major study of faculty recruitment and motivation was
conducted at the University of Minnesota in the late 1950's and
has been widely reported by Stecklein and others. It sampled
all teachers in the collegiate institutions of Minnesota--i.e.,
full-time faculty members with a rank of instructor or above.

It sought to identify internal and external factors that led col-

lege teachers to enter college teaching.! The study found that

lJohn E. Stecklein, "Research on Faculty Recruitment and
Motivation," in Logan Wilson et al., Studies of College Faculty
(Boulder, Colorado: Western Interstate Commission for Higher
Education, 1983), 9. 12.
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internal factors (such as "interest in subject matter" or "desire

to contribute to society") outweighed external ones (such as "the
influence of a particular college teacher" or "the offer of a
graduate fellowship") in the teachers' career choice. State col-
lege teachers often were led into college teaching by offer of a
job, having taught already in elementary or secondary schools.

Predictably, they were influenced more by a desire to work with

college age students and less by a desire to engage in research

than were the university teachers. The inspiration or influence
of a college teacher had played a part in about 25 percent of the
cases.?

Gustad did a more limited study at about the same time as
Stecklein's Minnesota study. His sample was restricted to white
maie psychology, chemistry, and English teachers in Southern lib-
eral arts colleges and universities.® Among this select group,
more than 60 percent reported that a college or graduate school
teacher had been a major influence in their choice of career--
double Stecklein's figure."

An important conclusion by Gustad was that "By and large,
the decision to enter college teaching as a career is not a deci-
gsion at all. It is the end product of drift.®® That is, the
field of interest is chosen first, then later the decision to

enter college teaching is made. 1In over 60 percent of the cases

27bid., pp. 17-18.

1bid., p. 13, and John W. Gustad, The Career Decisions
of College Teachers (Atlanta: Southern Regional Education Board,
1960) .

‘Gustad, p. 21. *12¢d., p. 208,



sampled by Gustad, the field had been chosen before the bache-
lor's degree was received. Yet the decision to become a college
teacher was made in graduate school in 29.3 percent of the cases,
and after graduate school in 17.4 percent of the cases.® This
agrees with Stecklein's findings that college teaching typically
was not considered by the Minnesota college teachers until well
after college graduation. Both Gustad and Stecklein noted that
the choice tends to be considered earlier among humanities
teachers.’

Many qualified persons choose not to teach. Anderson and
Murray reported that only 20 percent of successful recent Ph.D.
candidates have gone into undergraduate teaching in liberal arts
colleges. They attributed this largely to competition from in-
dustry and government.® Gustad concludes that those who do
choose teaching are those who value independence and individual
activities more than the things money can buy--except for a cer-
tain subsistence level necessary to remain in teaching. As Gus-

tad puts it, "For the independence to pursue his own course and

in his own good time, he becomes willing to forego a Cadillac."®

Srhid.. pbe 206 and 21,

‘steeklein,p.-17

8Charles H. Anderson and John D. Murray (eds.), The Pro-
fessors: Work and Life Styles Among Academicians (Cambridge,

Massachusetts: Schenkman Publishing Co., 1971), p. 8l.

*Gustad, pp. 205-206.
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Job Choice and Recruitment

Determinants of Job Choice

As to factors which attract teachers to a particular job
or institution, reports differ according to differing populations
and differing research approaches; yet there are some commonali-
ties. Ludlow surveyed 34 beginning teachers at the University of
Michigan and found that they were attracted by the following fac-
tors, in order of impertance:

1. Time and encouragement for research and writing
2., Type and size of institution
3. Geographic location
4., Library facilities
5. Salary
6. Opportunity for promotion
7. Teaching load
8. Academic rank
9. Sabbatical leave opportunities
10. Retirement benefits!®
The low priority given to fringe benefits is in contrast to
Burdin's belief that they have facilitated Indiana State Univer-
sity's recruitment of competent personnel.!!
Responding to a diffefent set of questions, teachers at

the University of Minnesota listed the following five factors in

104, Glenn Ludlow, "What Attracts the New College Teach-
er?" School and Society, LXXXVII (June 20, 1959), 323.

11J0el L. Burdin, "Faculty Selection and Retention: A
Quest for Quality," Teachers College Journal, XXXVI (January,
1965), 185-187.
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order of relative importance in attracting them:

1. Reputation of the department

2. Reputation of the University

3. Recreational or cultural facilities

4., Salary offer

5. Academic rank offer!'?
It may bé noted that salary and academic rank appear in both
lists. Their different placements may reflect the ways in which
the questions were posed. The high rank of the departmental rep-
utation in Stecklein's list agrees with Gustad's observation that
teachers tend to identify with their discipline rather than with
the activity of teaching or with the institution.!?

As to the job itself, Stecklein and Eckert's exploratory
stﬁdy elicited most frequently the opportunity to teach in the
teacher's chosen field (21 percent), the availability of a posi-
tion (19 percent), and the'reputation of the school or department
and its staff (8 percent). Perhaps more relevant to a study of
the Bible colleges were the replies relating to choice of insti-
tution. Most freguent were a belief in the philosophy and objec-
tives of the type of school (12 percent), religious reasons
(9 percent), and a liking for the general atmosphere in the type
of school (8 percent).!*

Morelli, Muselman, and Strauch's study dealt with the

choices of Eastern Illinois University graduates among the public

‘2ctecklein; B, 24. *custad; B, 7.

1%*John E. Stecklein and Ruth E. Eckert, An Exploratory

Study of Factors Influencing the Choice of CoZZe%e Teachzn as a
Career (Minneapolis: University of Minnesota, 1958), pp. -21.



schools, but again there are commonalities. The order was as
follows:

1. Geographic location

2. Size of community and "community climate"

3. Salary

4., Size of school

5. Teaching load

6. Proximity to university

7. Friend in the community or system, near

husband's work, favorable impression of

faculty

8. Near home, school program, new school
and facilities

9. First contract offered!®

Comparing with Ludlow's list, it can be seen that geographic lo-
cation, size of school, salary, and teaching load appear promi-
nently for both public school and university teachers. It may
be noted also that salary has been shown to be an important con-
sideration in each study but has not been the first considera-
tion in any case.

The most comprehensive study of this subject was made by
Brown. He sent questionnaires to all the two-year and four-year
institutions of higher learning in the United States, asking for
the names of newly appointed faculty in 1963-64. Questionnaires
were then sent to the more than 10,000 teachers involved. Deter-

minants of job choice for this population assumed the following

15Rr. L. Morelli, Larae Muselman, and Juliabel Strauch,
"Teacher Recruitment and Retention," Illinois Education, LVII
(January, 1969), 192.

18



order of importance.
1. Courses taught
2. Teaching load
3. Research facilities and opportunities
4, Competency of colleagues
R T B e
6. Future salary prospects
7. Reputation of school
8. Quality of students
9. Administration and administrators
10. Cultural opportunities
11. Congeniality of colleagues
12. Academic rank
13. Fringe benefits
14. Nearness to graduate school
15. iClimate
16. Nearness to friends and relatives
17. Moonlighting opportunities®®
The only factor which uniformly occurs in all these
lists is salary, and it stands in nearly the same position in
each (see Table 1). Teaching load occurs in the upper levels in
three cases, but varies widely in position. Academic rank also
occurs in each case where it is applicable, but varies from
fifth position among the University of Minnesota teachers to

twelfth position for all higher education institutions. Brown's

18pavid G. Brown, The Mobile Professors (Washington,
D.C.: American Council on Education, 1967), p. 150.

19



list also includes several factors not found in the other lists.
(It is this listing by Brown that has been used by the writer as

a comparative for the Bible college teachers in this study.)

TABLE l.--Comparative rankings of job choice
factors in common among four studies

All : i o
. 4 . Minnesota E. Illinois
Higher Michigan :
FAGSOE Education (Ludlow) (itggiéii? %ig§Zi§§?
(Brown) ‘
Teaching load 2 7 e 5
Research 3 1 — =
Salary 5 5 4 3
Reputation of
: - 2 -
school
Academic rank 12 8 5 =
No. of factors 17 - 10 5 9
in study

Matching Teachers to Schools

Some general observations. Stecklein and Eckert's ex-

ploratory study among Minnesota college teachers showed that

they had been drawn about equally from private and public insti-
tutions. Forty-six percent had received bachelor's degrees from
private institutions to 47 percent from public ones. In the jun-
ior colleges, however, 61 percent had reqeived their bachelor's

7

degrees from private institutions. Reporting on his completed

study, Stecklein noted that two-thirds of the liberal arts

l17stecklein and Eckert, p. 15.



college teachers had graduated from church-related or independent
small college progréms. In éontrast, two-thirds of the Univer-
sity of Minnesota faculty had taken their undergraduate work in
public universities. One-half of the state college faculties had
been undergraduates in state colleges. Summarizing, Stecklein
says, "There was a strong tendency for individuals who entered
college teaching to return to the kind of institution in which
they had received their undergraduate work."?!®

As to previous experience, Stecklein and Eckert found
that 39 percent had taught at another college before accepting
their current assignment. Twenty-two percent had taught at a
lower level, and another 16 percent came from jobs in business or
industry. Again there was a difference for junior college teach-
eré, the great majority (69 percent) hgving taught formerly at
the elementary or secondary level, and 46 percent came directly
from such positions. Twenty-four percent of the junior college
teachers had taught at another college. Only 8 percent had en-
tered junior college teaching directly.!®

Brown's survey showed that 32 percent of the teachers
hired by the colleges and universities had come from other teach-
ing positions in higher education. This figure is very close to
that of Stecklein and Eckert, cited above. Considerably fewer
(9.7 percent) were found to have been elementary or secondary
teachers. His whole breakdown of sources (excluding nonre-

sponses) was as follows:

l8stecklein, pp. 14-15.

19Gtecklein and Eckert, p. 19.
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Teacher in higher education 31:0%
Student ‘ 39.6%

Teacher in elementary or
secondary school 9c/%

Business, government, or
foundation 10.2%

Other 4.68%°

Faculty inbreeding. One practice which is related to

teacher source and is not reflected in the above figures is
faculty inbreeding--i.e., an institution's hiring of its own
graduates. Both Brown and McGee have commented on this practice.
Although the practice has usually been assumed to be bad, McGee
suggested that it served a useful function at the University of
Texas, where 33 percent of the faculty sampled had a University
ofvTexas degree--29 percent their highest degree. This permitted
the university to compete in the academic labor marke£ to the
maximum degree, McGee felt, despite its handicaps of geographic
isolation, a reputation for southern provincialism, and inade-

! Brown mentioned as additional advantages the

quate finance.?
opportunity to hire a known candidate, one who is familiar with
the institution and what it expects of him, and at relatively

small expense. Still, there was a feeling that both the school
and the individual benefit from having the graduates get experi-

ence elsewhere before returning as members of the faculty; nega-

tive factors associated with inbreeding dissipate over time.??

“YBrown; p. 3.

2lpeece McGee, "The Function of Institutional Inbreed-
ing," American Journal of Sociology, LXV (March, 1960), 483-486.

‘iproun, P 51.



McGee did find that the inbred teacher was discriminated
against at the University of Texas. Hired at the junior ranks
as a cost saving to the institution, he is likely to remain
there longer without promotion, even though he is as productive
as the outbred teacher. He is also more likely to have a higher
teaching load.??

Quality of school. Another significant finding by Brown

was that certain characteristics of new faculty members related
to the quality of the school (as determined by a "prestige
index"). As the quality of school moves on a continuum from top
20 percent to bottom 20 percent, there is a consistent drop in
the percentage of teachers hired with Ph.D.'s, from 71 to 32.
The, number hired at the rank of Instructor increases from

30 percent for the "top twenty" to 46 percent for the "bottom
twenty." At the same time, the percentage hired from primary
and secondary teaching positions increases from 3 percent among
the top schools to 16 percent among the lower prestige groups.z'+
Brown has elsewhere observed that less-prestigious colleges at-

tempt to compensate for their lower salaries and lack of attrac-

tiveness by offering higher academic rank and more fringe bene-

v "

Religious beliefs. "Employers tend to hire persons of
the same faith as the college," Brown noted. "The tendency is
strongest in the Catholic schools but evident in all." The same

23McGee, pp. 486-488.

2'nroune. B 16, ; 25Th1ds o DD 15=16
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tendency is shown in hiring teachers with previous experience at

schools under the same control.2?® This, Brown thinks, may not

be so much discrimination as differentiation, since teachers
having religious beliefs consistent with the college's objectives
may be more productive and are more likely to understand what
their responsibilities will be.?’

King surveyed the 443 faculty members in six liberal arts
colleges and seven Bible colleges of the Churches of Christ and
conservative Christian churches. His findings were in harmony
with those of Brown: The faculty were drawn largely from the
religious body to which the institution was related, and 74.1
percent were Bible college graduates. Over 40 percent were em-
ployed by the college which had awarded their first degree. Con-
cerning their motives, King says:

The most basic reason for entering Bible college teaching
seems to be a belief on the part of these faculty that God
has, by their circumstances and talents, called them to this
service . . . . They remain in Bible college teaching be-

cause their work fulfills personal religious commitments.?®

Women teachers. Cook's follow-up study of Minnesota

Ph.D.'s revealed no differences between men and women in terms

of geographic location, accreditation, legal control, or enroll-
ment of employing institution. Nor did he find any significant
differences in academic rank or in time devoted to research. He
did find that only 57 percent of the women were in institutions

offering the Ph.D., to 77 percent of the men in such

b i 17 At ~ Yo, B s 7 7 Pl oy b

28charles W. King, "Motivations for Teaching in Bible
Colleges," Religious £ducation, LXV (September, 1970), 431-435.
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institutions, and he observed a considerable difference in sala-

ries between the twocdekes: 2

Brown's comprehensive study showed a similar concentra-
tion of women at the less affluent schools, where teaching rather
than research is emphasized. 1In keeping with this fact, he found
that 88 percent of the women spent more time in teaching than in
research. 3?

If discrimination is involved, however, Brown suggests
it is the women rather than the institutions who discriminate.
Lacking the prestige motives of men, they prefer jobs in schools
that emphasize teaching (not too far from husband's job) and
that do not involve heavy workloads, night duties in labs, long
travel to conventions, long hours in the library, and so on.

Further, he suggests that the women's choices may constitute "an
optimum allocation of resources," for a study at Penn State
showed women tended to be more successful with less able stu-

dents than with the abler ones, relatively better than men with

average students, but not as good with superior students. 3!

Mobility
The mobility which has become characteristic of American
life can be seen to operate in the educational world. Bayer, in
his study of migration among American scientists, stated that

nearly half of those who received the bachelor's degree in the

2%yalter W. Cook, 4 Study of Job Motivations, Activities,
and Satisfactions of Present and Prospective Women College Fac-
ulty Members (Minneapolis: University of Minnesota, 1960), pp.
84-85.

398rown, pp. 79-80. 311pid., pp. 80 and 82.



United States between 1930 and 1968 and then went on to attain
the doctorate migratéd to another region for doctoral training,
and about the same proportion migrated to another region for

2

their first post-doctoral position.? Bayer generalized that the

most mobile scientists (in terms of geographic migration) were

3

those who attended the better institutions.? He concluded:

Those who attend the better institutions and, presumably,
receive a better education, tend to form a national labor
market, while those attending the poorer schools more gener-
ally form a local (regional) labor market.3?"

The National Education Association conducted a poll among
public school teachers to determine their inclinations to migrate
to a different state, given a sufficient salary increase and
moving costs. About one-third (32.8 percent) said they would
move. Of those unwilling to move, 38.2 percent gave family or
personal reasons, and 26.2 percent indicated salary would not be
a sufficient justification for moving. A median salary increase

of about one thousand dollars was deemed sufficient justification

by those who were willing to move. 33

Causes of Teacher Turnover

A review of previous studies by Pallone, Rickard, and
Hurley in 1966-67 concluded that there is insufficient evidence

for believing that job satisfaction and dissatisfaction are

32p. E. Bayer, "Interregional Migration and the Education
of American Scientists," Sociology of Education, XLI (Winter,
1968), 89.

W3 1hid., pe 95, *rhid. . p. 10);
$SNEA Research Division, "Moving from One State to An-

other: Teacher Opinion Poll," NEA Journal, LVII (April, 1968),
60. ;
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generated by qualitatively distinct sets of variables, or that

& Charters'

job dissatisfaction leads tovjob or career change.?
study of survival among a cohort of over 2,000 Oregon teachers
from 1962 to 1966 led him to conclude that newly employed teach-
ers tend to be highly mobile per se, although there are higher
survival rates for males and for teachers in larger schools.?’
Brown noted that the first appointment must be considered tempo-

® and Gustad believed some turnover (not much) to be expec-

rary, ®
ted because not all teacher recruits have the characteristics
needed to become good teachers. 3?

Rather than treating mobility as inevitable, Orlich hy-
pothesized that there are identifiable causes for it."*? The
study of teacher turnover in the Idaho public schools in 1966-67,
coﬁducted by Orlich and others, found that males and females tend
to move for different reasons--personal factors being more impor-
tant for females. Economic factors were dominant overall, how-

gver it

It was found that women tend to teach to about age 25,

$¢Nathaniel J. Pallone, Fred S. Rickard, and Robert B.
Hurley, "Job Satisfaction Research of 1966-67," Personnel Guid-
ance Journal, XLVIII (February, 1970), 474.

3’7W. W. Charters, Jr., "Some Factors Affecting Teacher
Survival in School Districts," American Educational Research
Journal, VII (January, 1970), 1-8, 15.

%8Brown, p. 24. $%Guastad, b 1.

“%ponald C. Orlich, "An Analysis of Teacher Mobility,"
Journal of Teacher Education, XXIII (Summer, 1972), 231.
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leave their jobs to raise a family, then re-enter teaching at
around 41 to 50. The study égreed with Charters' that males and
teachers in larger schools are less mobile. "2

Economic factors, though not the only factors of note,
appear again and again in literature on this subject. Brown's
study showed an increased salary in 69 percent of the job
changes, although more often than not there was a decrease in
prestige and no change in rank."® Stecklein and Eckert listed
poor salary as the major cause of dissatisfaction among the four-
year colleges they studied.“*® The high turnover rate at the af-
fluent school studied by Kleinert seemed at first to contradict
the importance of economic factors, for salaries there were con-
siderably above the average. However, he found that the high
saiaries were offset by the extremely high cost of housing which
forced teachers to live outside the community.*®

One finds in the literature extensive lists of reasons
for teacher turnover and teacher loss, but apparently supported
by nothing more tangible than the author's opinion. Nelson and
Thompson suggested such things as assignments beyond teaching,
inadequate supervision, giving of poor assignments to first-year
teachers, placement of discipline problems in classes of begin-
ning teachers, pressure groups, poor mental hygiene, inadequate

knowledge of subject, unfair teacher evaluations, and many

$20rliche. PP 233~234. “3Brown, p. 36.
**Stecklein and Eckert, p. 25.

*5Jack Kleinert, "Teacher Turnover in the Affluent
School District," Clearing House, XLII (January, 1968), 299.
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hore, *©

In a similar vein, Drummond suggested that the 50 per-
cent loss in science teachers two years after their certifica-
tion could be attributed to discouraging practices based upon
seniority privileges. Beginners are given poorest situations,
assigned to teach outside their areas of preparation, and gener-
ally harrassed by and isolated from older colleagues."“’ While
such things would certainly be discouraging, proof that they
cause teachers to move is lacking.

Booth did a follow-up on 392 beginning teachers in Geor-

gia who left after one year of teaching. The reasons they gave

most frequently were these:

Family moved 92
Changed professions 76
Dissatisfaction 51
Marriage 49
Maternity 45
Salary too low 33
Returned to college 32
Adventure and travel o
Illness : 5
College teaching 3

Actually, 166 were still teaching, but in other states or coun-

tries. The real dropouts--those who left the profession for

*®R. H. Nelson and M. L. Thompson, "Why Teachers Quit
After the First Year," (Clearing House, XXXVII (April, 1963), 12-
k52

*7A. H. Drummond, Jr., "Must They be Expendable?" School
Science and Mathematics, LXIX (March, 1969), 241-243.



reasons other than for marriage and the like--listed factors such
as the lack of professional ethics on the part of their col-
leagues, poor professional image and standards, and a lack of
self-confidence in the teaching situation. The latter was par-
ticularly important for high-school teachers."*®

Some studies among college and university teachers list
important factors in job change other than salary. Stecklein
found that over half of those who left the University of Minne-
sota moved upward in rank or title, and 40 percent moved into
administrative positions. About one-fou<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>