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At the White House Conference last summer, Sidney Marland, Superin-
tendent of Schools in Pittsburgh, Pennsylvania, introduced his remarks with the
following anecdote: "It is said that George Washington, soon after his ascendan-
cy to the presidency in the early days of our country, sent Gouverneur Morris to
France to take a look at Louis XVI and see what kind of a person he was.
Gouverneur Morris reported back this message, 'Touis XVI, Mr, President, is

a good man, as despots go, but he inherited a revolution'." Superintendent Mar-

‘land then went on to say, "I think that in 1965, President Johnson has sent John

Gardner into the city schools of our land and said, 'What kind of people are the
superintendents ?' and John Gardner is saying to the President, 'They are good
men, as despots go, but they've inherited a revolution', "

Dr, Marland went on to enumerate a number of aspects of this current
revolution, and among them he listed "a search for increased influence and
autonomy by teachers.'

We are, indeed, in the midst of the greatest revolution in the history of
education., It is a revolution sparked by a revivified teacher union movement
and fanned to a flame by the rivalry between the AFT and the NEA, Itisa
revolution epitomized by the following item in the Wall Street Journal of June
14, 1965, The headline was tMilitant Educators', and the first paragraph read:
"School teachers~-once regarded as'underachievers' in the labor movement--

are rapidly moving to the head of the class in collective bargaining.”
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This collective bargaining revolution is raising the economic, as well

§as the professional status of the teacher,' to heretofore unknown heights, and

i

listhereby shifting the focus in education back to its proper object, namely, the

children in the classroomo

We must face up to the charge of those who seek to delay or 'pvrevent the
practice of collec’;ive bargaining that, allowing teachers to be represented by 2
strong and militant organizatioﬁ in collective bargaining will bring teacher gains
only at the expense of the children. It is my contention, as 1 have indicated,
that the very contrary of this thesis represents thé true state of affairs.

As things stand now, throughout the country, except where collective
bargaining prevails, feachers, no matter how competent o‘r‘ dedicated, are still
constrictgd by their employment relationship. Decisions concerning their work-
ing life are made far distant from the classroom. Boards of education, whether
well-meaning or not, decide upon salaries, working conditions, and cur‘ricula
--not necessarily on the basis of what is best for education, but on what is
expedient, econbmic and politic, In other words, because taxpayers are not al-
ways generous, politicians civic-ﬁinded, nor board of education members
magnanimous, our classes are overcrowded, textbooks scarce, clerical work
mountainous, salaries low, and morale lower. Teachers are viewed as budget
figures. Class size is a factor of construction, finance, and tax anticipationfu}&v-(ﬁﬁ.:{i

- Preparation periods are considered not necessary because teachers can be hired
who will do the extra work at home. In many cases, teachers' salaries are set
on the basis of what prevails in surrounding districts--where teachers are also
underpaid. Thus, whole sets of communities go down the road to educational

mediocrity in happy lockstep.



-3 -

To affect the conditions under which they work, therefore, teachers
must exert influence upon their employer. 50, 100, 3000, or 10,000 teach-
ers in a school district cannot do this as individuals, but they can do it if
they organize., They must organize, and they must organize in a way that is
not impeded by obstacles between themselves and their employer. Manage-
ment, in the person of the Board of Education, the Superintendeﬁt, and the
principal can be just such an obstacle.

When Superintendénts and principals form associations and "request'
teachers to join,' they are injecting themselves into a teacher situation and not
removing obstacles between the individual teachers and the school board, but
enhancing them.

Uniting effectively as employees can be accomplished only when they are
free of management pressures. Traditionally and honestly, this means teach~
ers should form their own organizations--unions. Unions have served all em~
ployees seeking organization. Craftsmen have influenced the conditions under
which they work by binding together into unions~~why not teachers? The men
on the assembly line have mitigated the tedioué aspects of their toil through
their unions-~why not teachers? Musicians, newspaper men, radio and television
broadcasters, airline pilots, engineers, actors, and even doctors (when they
have found themselves as employees) have organized into unions to protect and
enhance their professional talents--why not teachers ?

We in the American Federation of Teachers have fought for the right of
teachers to organize into unions of their own choosing. We are nearly 50 years

old, and have over 110,000 members. We have the backing of employees organ~
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ized into other unions; they have our backing. Through our union, we can ac=-
complish much for the teaching professién and for education.

As we organize into unions, some basic method must be found by which
we can sit down with our employer and discuss the terms and conditions of our
work, In other words, teachers acting together as professional employees
must find a mechanism by which they can create conditions of work that will
enable the individual teacher to really teach. The method, the mechanism, is
collective bargaining. It is my intention to demonstrate that unionism and col-
lective bargaining are not nnly compatible with profes sioﬁalism, for the best
interest of teachers and students alike,‘ but they also provide the beét opportun-
ity to make it a reality, I shall shortly cite samples of provisions which typify
our recent contracts—-in New York, Philadelphia, Detroit, and Yonkers,

To begin with, there are the indirect and infangible, but nonetheless
significant effects of collective bargaining. These come about through the very
nature of the collective bargaining relationship as a democratic decision-making
process and through the creation of conditions of work, such as the elimination
of nén-teaching chores, that enable us to teach effectively with self-respect,
Then too, there are the direct effects of creatingbteaching/learning conditions,
such as limiting class size, which by their very nature lead to the improvement
of teaching.

Indeed, the very existence of a sound collective bargaining contract is
calculated to bring about a management-~teacher relationship that is conducive
to a wholesome learning situation, for collective bargaining has been developed
by two centuries of labor relations history as the process of economic democra-
cy. It is this method of operation which enables those who do the major work in

the schools to have a significant role in determining the conditions therein. In
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short, the partnership concept has begun to operate in the schools, Inherent
therein is a basic and revolutionary changve in the *phjloso-phy and operation of
the school system.

The partnership concept is evidenced in many ways in the collective bar-
gaining relationship. Jointly established rules replace arbitrary.rqles; negoti~
ations replace unilateral décisions. In addition,b the consultative process is
provided for on a continuous basis. I quote from the ‘pregmble to the New York
City contract:

| "The Board of Education and the Union recognize that they have a
jqint responsibility beyond their collective bargaining relationship.
The Board of Education and the Union wish to declarevtheir mutual
intent to work together toward the achievement of common aims of
educational gxcellence;

"The Board of Education and the Union will strive to achievé a
mutually acceptable formulation of general objectives and of long-
term educational goals and programs in areas of such mutual con-
cern as the recruitment of Well—qualified teachers, the improve-
ment of difficult schools,b the reductimof class size, and the deA-
velopment of é more effective curriculum. ...

"Toward this end, they have agreed that the Superintendent of Schools
or his representative will meet and consult once a month during the
School year with representatives of the Union on matters of educa-~
tional policy and development,

"It is hoped that this joint effort will contribute in significant measure

to the advancement of public education in the City of New York. "
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Economic Gains

Teachers' salaries come first to mind when discussing their economic
status. They not only affect the welfare of the teacher, but they also affect
his ability to perform. Obviously, if low salaries force a teacher to ""moonlight'',
his teaching effectiveness will be reduced. The psychological effects of low
salaries upon the teacher are even mozre important than the economic, For ih-
stance, if an experienced teacher isb paid a relatively low salary, say $8, 000,
according to the value system in our economic society, he must somehow equate
the importance of his job with that of the many p-eople who judge him by his tea-
ching salary, or his more visible standard of living. Inevitably, the teacher is
psychologically forced to lower the evaluation of his; job, and even of himself,

to correspond to this community-wide evaluation.

After he hears, '"Oh, Joe? ‘He is just a teacher over at Woodbridge
High, "' three or four times, he soon begins to believe that he is "justa teacher., "
Sometimes this éa*p between community stereotype and the teacher's ego ideal
is devastating, Witness this true story:
"A parent in a wealthy suburb in Philadelphia visited her Johnny's
teachér to see why he was such a discipline problem. She con-
fided in the teacher that she could not understand his behavior
since, 'I always teach my children to be nice to the help.'"
Students respond to status symbols of this kind more than we realize.
Thus, as the teacher is better paid, he will gain better respect from and con-

trol over his students.
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An aspect of teachers' salaries that affects the teachers' evaluation
of the teachingk role is the ratio of teachers' salaries to those of administra-
tors. When a new teacher learns that the principal is paid two or three or four
times as much as he is, he cannot help but wonder whether teaching or non-
teaching duties are m01;e important. Furthermore, in his mind this reduces
the teacher's status relative to the growing corps of. non-teaching supervisors,
specialists, and quasi-administrators.

We are not sa*ﬁng that school administrators' salaries should be leveled
down to the classroom teacher, vbut that both the administrator and the teacher
should have their salaries raised, only asking that the latter be raised faster
than the former in order to lessen this unnatural "status gap."

Sfca,tus is important, and so are classroom conditions. And it is these
factors that remain obstacles to the attainment of excellence in teaching.

Other economic conditions of significance that have been negotiated in
our collectiye bargaining é.greements are such fringe benefits as extended sick
leave provisions; sabbatical leaves for rest, as well as for restoration of health,
travel and education; and various types of health insurance benefits.

The latest provision in the New York GCity contract provides for a welfare
fund, the first in the nation's s;chools, to my knowledge. The Board ,Of Educa-~
tion puts in $140 a teacher per year, and benefits to be paid from ‘the fund are
agreed upon by the Board and union representatives. Administration of the fund,
including approval of benefits to individual teachers, is the sole responsibility
of the union. At the moment, the union is in the process of selecting the benefits

which it will recommend to be covered by the f&ld. These will probably include

major medical, life insurance, and either dental insurance or a drug plan.
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The Welfar-e fund idea is a sound way to handle fringe benefits because
unified benefits can be provided in an area in which teachers have lagged behind
employees in private industry. New York City teachers, incidentally, already
have one of the best pension arrangements in the country, with Social Security
coming on top of it. Also, complete health and hoé-pital insurance will be paid
in full for the teacher outside of the welfare plan.

Working Conditions

It is very difficult, in a professional situation,' to draw a distinct line
between working conditions and 'professiondl matters., Working conditions, in
turn, may also be considered as included within economic gains.

The typical AFT collective bargaining contract establishes an orderly
procedure for job assignmgnts within the school, thus minimizing the dependence
of the teacher upon the arbitrary good-will of the principal. The evlimination of
non-teaching chores thl;ough the use of school aides by its very nature strengthens
the role of the teacher qua teacher and 'professional. The expansion of unassigned
periods frees the teacher from part of the excessive routinization of his life, al-
lowing at least a modicum of time for free exercise of the professional spirit.
Then again, guaranteeing of a duty-free lunch period eliminates a shameful prac-
tice which, for many years, had denigrated the elementary school teacher as a
person and as a professional.

These new preparation periods, furthermore, are used primarily for
creative activity of a great variety~-improvement of visual aids facilities, assis-
tance in teacher training, drawing up of all kinds of curriculum materials, mar-
king papers, interviewingv'pupils, etc. ; and it certainly bolsters the professional
spirit when principals leave it to the good judgement of the individual teacher to

choose the type of activity that he wishes to pursue during these periods,



Professional Matters

The AFT views professionalism somewhat differently than the associ-
ations. There are many possible definitions of thé term, and it is, at best, a
very ambiguous one. But to us, é, trufly professional status involves improved
working conditions, as well as professional matters in the nérrower sense,
that is, items involﬁng the nature and quality of education. To us, professional-
ism has at least three inter-related ingredients: 1) high individual standards of
performance; 2) the existence of conditions of work that make it possible to
apply these standards; and 3) 'collective power to control these conditions of
work,

Through our collective bargaining agreements we are experiencing a
veritable revolution in the control and in the nature and quality of education.

In Detroit, the agreement provides fof'definite rules and procedures
governing the respective rights and duties of the teacher and of the adminis-
trator in the contrpl of discipline ih the schools,

_ Philadelphia has a section on the extended services program--a system
of after-school activities. The United States_ Commissioner of Education,
Francis Keppel, speaking at our national convention in Los Angeles last sum-
mer, called for much greater utilization of school facilit'ies. He pointed out,

I think correctly, that we cannot continue to think in terms of the 9 - 3 school

day in these times of direct attack on poverty and ignorance. The Philadelphia
Federation of Teachers has negotiated both the nature of the activities to be
dfered and the compensation to be paid. The program is not the ultimate, but

it is a good beginning, and I think we will have to face up to this problem through-

out the nation. In doing so, we must avoid confusion between greater utilization
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of school facilities by children é,nd extension of the teaching day. The Phila~
delphia system goes only a part of the way in this regard.‘ Teachers accept

after—svchéol as signr'nents'.on a voluﬁtary and 'pa,i‘d basis and that is good, but

we have long talked about making teaching a one-job profession.

I think we might well explore a system of staggered shifts-with _a'ppropri—
ate shift differentials and pay rates so that no teacher would be enco;i;aged to
take on rﬁore work ’.chan‘ he can perform at a high level of professional competence.

The New York City contract provides fov'rb non-'profeswsion'al feacher aides
for non-professional duties, such as lunch, yard, lavatory, and hall patrols,
as well as clerical duties. Provision is made for the greater use of specialists
in the elementary schools to teach the specialized subjects such as music, art,
and health education.

Collective bargaiping also stands to improve professionalism in another
. sense; namely, in the s@nse of the standards that guide the teacher as well as
the school system as a whole.

First, the teacher, by becoming personally involved in the day-to-day
decisions affecting his work, naturally tends to become more and more inter-
ested in other aspects of his teaching activity, including the so-called purely
professional. The union sees its own role as evolving into an ever-widening
area of interest.

The United Federation of Teachefs (Local #2, New York City) has brought
into its collective bargaining discussions such matters as the ipadequacy of cur-
rently available textbooks; auxiliary services; the practices of the Board of
Examiners in recruiting, examining and licensing teachers; the kinds of work

that may be expected of 2 teacher during his additional preparation periods in

lieu of building assignment. And, as a result of the consultative process pro-
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vided for in the contract, a comprehensive plan has been developed for improv-
ing conditions in, as well as staffing of, difficult schools, which are primarily
the schools in the slum and ghetto areas. This is the More Effective Schools
Plan, which the AFT has turned into a nation-wide programs.

The Shift of the Focus to the Children

It should be quite clear, from what I have said heretofore, that the collec-
tive bargaining process enables us, more and more, to shift the emphasis of
our concern to the student in the classroom. Tile improvement bin economic status.
--teacher salaries, fringe benefits, and workihg conditions--emphasizes the
economic barrier which has been preventing teachers from giving all of their at-
tention to the needs of the children. In fact, as I have already pointed out, in
many cases the improvement in the working condition jtself is a direct improve-
ment for the learning situation of the student. Such, for example, is clearly the
case in regard to class size.
Far from being mercenary, each and.every item in the contract is care-
- fully designed to establish a high professional status for the teacher, and this
makes the schools a better place in which to teach.
And because the teacher has a rejuvenated attitude and becomes a more
effective professional, the focus can return to its proper place, the student.
The student in need of special help now has a fighting chance because his teacher,
instead of crying for help for himself, Iis now freed to use his abilities to 2 great-
er extent to help the individﬁal student. |
I think, in short, that the current teacher collective bargaining experi-
ences prove conclusively that collective bargaining, unionism, and professional-

ism are not only compatible, but an interrelated requisite for educational pro-

gress,
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The NEA As A Stumbling Block

The collective bargaining movement is now being imitated, in an ersatz
manner, by the NEA, The Association calls its variant of collective bargaining
"srofessional negotiations, " and has attempted to construct a whole new nomen-
clature to try to prove that, while they are seeking increased teachers' bene~
fits, they are not giving teachers any more rights than before, vis-a-vis ad-
ministrators.

This effort to invent a substitute for collective bargaining has some signi-
ficance, although it is really only a side effect of the movement, The signifi-
canée lies in its organizational implicatiohs. The NEA has been part and parcel
of the paternalistic system which stands in the way of *professional progress. It
has been the champion of the status quo in education.

Those who really run the organization, the hundreds of staff members in
Washington and in the state associations, have depended upon the influence of
administrators to insure the flow of dues income. They believe that administra-

not v
tors would/supportgeneral collective bargaining, and so they have anxiously tried
to keep the teacher movement on a level and geared in a manner that would not
risk losing their main source of support.

Thus, the focus of the collective bargaining struggle at this moment is
on the question of whether or not the association manageéers and the managers of
our schools will succeed in their efforts to pervert the movement and turn it
into some reform much less sweeping than collective bargaining.

Last year there were a dozen or more proposals for collective bargain-

ing legislation or for professional negotiations before state legislatures. The
NEA and the state associations used all their power and influence to prevent

bona fide collective bargaining legislation. The resultant harvest is a legislative
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hodge podge. In Connecticut and in Michigan, with the help of the labor move-
ment, good, Workablé collective bargaining laws were passed which give teach-
ers almost all of the rights which have been enjoyed by employees in private
industry ever since 1935, But in several other states, legislation was blocked
by the associations, primarily because of their fear that if teachers were given
the right to a secret ballot and the power to negotiate, the power of the associ-
ations and their administrétor allies would be seriously curtailed.

In the three West Coast states, under the influence of the NEA State As-
sociations, ludicrous hybrid laws were passed which leave everybody concerned
at a loss as to how to proceed. The Washington aﬁd Oregon laws include super-
visors and administrators in the voting and negotiating unit--although I think it
an open question as to whether or not a principal would want teachers to decide
how much he should be paid. No elections are s;heduled in either stéte because
nobody seems quite sure about what the laws require.

In California, a law sponsored by the California Teachers Association
sets up a council of organizations to ndiscuss and confer' with each board of edu-
gation. . ‘R,e‘pr,esentation on the council is to be proportional to the membership of
the involved organizations. This scheme is totally unworkable, of course, be-
cause it takes no account of the fact that many teachers beiong to more than one
organization, and many belong to no organization at all-=not to mentioh the fact
that many teachers are forced into association membership by administrators,
and would vote for the union in a secret ballot election. Furthermore, there
K are literally dozens of administratgga organizations, each of which could have

representation on the council.
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In the face of this dilemma, the San Francisco Board of Education has

declared that the new council will have exactly the same status as any other

teacher organization. If there is anything teachers do not need, it is another
organization.

The American Federation of Teachers has been urging the NEA to sit
down with us to try to work out some agreement on the basic ingredients of a
collective bargaining code for elections, but this sensible idea has been rejec-
ted, and I submit that the refusal of the Associations to work out a true collec-
tive bargaining pattern is nothing short of reprehensible.

None of the non-union agreements that we have examined-~the so-called
"professional negotiations' agreements--are anywhere near as comprehensive
as the agreements that the AFT locals have negotiated. Most of the profession-
al negotiations agreements, as in Denver, for instance, are little more than
recognition clauses, with provisions for the association to meet with the Super=
intendent about matters of mutual concern. Furthermore, none of them have
specific termination dates.

Thfe, termination date is one of the most important features of any collec=~
tive bargaining contract because it implies that if a new contract is not negoti~-
ated to follow after the current contract, something drastic will happen., Just
what '"drastic" means depends upon the teachers in each case.

I personally favor a ‘'no contract, no work' rule; thatis, teachers will
work only under terms and conditions to which they have agreed. This rule has
been applied with great success in the Canadian Provinces, as well as in New
York City. It is also somewhat similar to the NEA sanctions--although ''no

contract, no work'' is much easier to understand, less subject to flim-flamming,

and less damaging to the school system in the long run.
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A contract with an expiration date has a built-in signal system-~=-either
you have a contract or you do not. There is no h.alf-wa:y point, and no investi=-
gating commission is needed to evaluate whether or not a contract is in existence.

In.general, the forces of the status quo-=the school boards, the adminis-
trators, and the National Education Association and its affiliates--are doing all
that they can to keep the teachers in line bgr coercion and company unionism.
Such is the case, for example, in Lincoln Park, Michigah, where a so-called
"negotiated agreement'' gives the teachers almost nothing in improved working
conditions, but contains a list of so-called working conditions which are really
a code of ethics for teachers and makes all kinds of commitments on the part of
teachers to behave as ”proféssionals”. Such, for example, is the requirement
fthat all teachers will report to their buildings at least 15 minutes before
classes begin ad be in the vicinity of their classrooms unless otherwise assigned
by the building principal. Further, teachers agree to stay not less than 15
minutes after closing time,b whatever that designated time may be in a particular
building. “A

Collective Bargaining and Unionism

I want to conclude by saying another word about the relation of collective
bérgaining to unionism and to the labor movement as a whole., Ihave already re-
ferred to the "gingerly' approach to collective bargaining taken by the non-union
associations, This is because the association is so largely dominated by the
management group and because the a.ssociation bargaining units include members
of both the management group and the employee group., The AFT, being a union,
is not troubled by any ambivalerice toward collective bargaining., Even where

the local takes in some levels of supervisors into the membership, it does not

include them in the same unit with classroom teachers for collective bargaining

R N o |
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Encouragement of collective bargaining is the main raison d'etre for
the AFL,-CIO. The AFL-CIO is founded on the fact that all employees have
problems in common, and that by working together they can all benefit.

We in the AFT are proud of our AFL—CiO affiliation, just as musicians,
televiaion engineers, newspaper men and many other professional groups are
proud to be in the 1ab6r movement, But there is a very special reason why tea-
chers should be a part of the union movement. We are agents of social progress.
We have been charged by society with the professional responsibility to see to it
th;t American children are prepared to function as responsible, self-supporting
adults, committed to the principles of democratic society, We in the AFT do
not believe that this responsibility ends at the classroom door. If slums are
an anti-educational force, then we have an additional responsibility to work with
other groups to eliminate stums. If extremist groups would try to curtail edu-~
gational activity, we have a responsibility to try to curb their nefarious activities.

The largest, most powerful and most active organized group working for
the same objectives as teachers is the AFL-CIO; so, in addition to all the more
mundane reasons for affiliation with organized labor, we maintain our affiliation
because they are ''going our way. "

The teacher union movement, the labor movement,b and the new militant
movement toward collective bargaining are all going in the same direction. In-
creasing numbers of teachers are going to see that this is the way for them to
go, too. Ours is a dynamic movement with a great future., There is a place
for every teacher in this movement. In particular, there is a place for those

who want to be able to focus education on the child in the classroom.



