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ABSTRACT 

This investigation was designed to study the patterns of percep

tions of the central office administrators involved in the 1978 Tucson 

Unified School District teacher strike. The theoretical framework 

developed for this study, which was based on perceptual psychology, 

included the following areas: (1) perception; (2) empathy; (3) adequacy/ 

self-concept; (4) relationships; (5) stress; and (6) perceptual frame-

work. 

An interview schedule was developed based on the theoretical 

framework. The schedule utilized a Likert-type attitudinal scale as 

well as an,open-ended comment format. Quantitative data were collected 

based on the principals' responses to the scale items. Qualitative 

data were based on the comments on each of the scale items. Twenty-one 

central office administrators who were in those positions at the time 

of the strike were interviewed in-depth regarding their perceptions on 

the following aspects of the strike: (1) issues and causes; (2) rela

tionships; (3) stress; (4) post-strike views. All of the data were 

collected during the field interviews. 

The central office administrator sample was a volunteer sample 

selected from the total population based on their willingness to par

ticipate. 

Among the findings, the following appeared~to be the most sig

nificant: (1) the superintendents and school board were cited most 

x 
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frequently as the major cause of the strike; (2) relationships with any 

of the significant others were not significantly impacted by the strike; 

(3) the participants were most stressed during the strike. They indi

cated the least stress was experienced in the pre-strike period; (4) a 

break in relationships with significant others, especially teachers, 

was a major strike concern of the central office administrators; (5) 

Tucson Education Association was perceived by the majority of the par

ticipants to have acted in a responsible manner before and during the 

strike; (6) the consensus agreement was considered by the majority of 

the participants to be a fair and equitable resolution to the problem; 

(7) central office administrators, for the most part, did not perceive 

the strike as having a negative impact on their effectiveness as 

central office administrators; and (8) the efforts of the district to 

effectively meet district educational goals was not negatively impacted 

by the strike circumstances, according to slightly less than a majority 

of the participants. 



CHAPTER 1 

THE PROBLEM TO BE STUDIED 

Area of Concern 

In the last century, public education in the United States ex

perienced changes in nearly every facet of its structure. One area 

which changed significantly was that of teacher attitudes and behaviors. 

From the beginning of public education, teachers were expected to be 

quiescent, modest, and meek (Donley 1977). The efforts to overcome 

this stereotype have, for the most part, been productive (Flygare 1977). 

For the past century, teachers throughout the country have been 

organizing to effectuate change in educational policy and procedures 

while attempting to advance their own interests in the realm of school 

politics. Teacher militancy has grown considerably over the last two 

decades, despite the lack of legislation by Congress permitting collec

tive bargaining for public employees (Flygare 1977). Teacher organiza

tions will quite probably have a profound impact on educational policy 

in the next decade. 

The membership growth of teacher organizations, such as the 

National Education Association (NEA) and the American Federation of 

Teachers (AFT) bear witness to the increase in teacher militancy. In 

1910, approximately 1.3 percent of the public school teachers belonged 

to the NEA. By 1977, this figure had grown to 80 percent (Flygare 1977; 

1 



Donley 1977). Membership in the NEA alone for 1980 was over 1,886,000 

(Sergiovanni et ale 1980). 

2 

The first major period of teacher strikes occurred between 1942 

and 1959. These strikes, which involved more than 20,000 teachers, were 

carried out by teacher groups affiliated with organized labor, the NEA, 

and various state associations (Donley 1977). Between 1955 and 1966, 

35 teacher strikes occurred throughout the country. During a two-year 

period from 1967 to 1969, there were 245 teacher strikes. Teacher 

interest in the utilization of the strike declined appreciably in 1971 

and 1972 but increased to a record high of 203 strikes during the school 

year 1975-76. The school year 1977-78 produced 152 teacher strikes 

(Conley 1977). 

The Tucson Unified School District strike in the 1978-79 school 

year was one of 130 strikes that year in 21 states which affected nearly 

two million students (Barbery 1980). The impact of such strikes on 

communities can have important economic, political, and personal conse

quences for people, both within and without the various school systems. 

In short, "a teacher strike is a significant event in the public affairs 

of any municipality" and is worthy of study and investigation (Flygare 

1977, pp. 40-41). 

There appears to be a growing acceptance among various teacher 

groups of the strike as a weapon of last resort in negotiations (Donley 

1977). The increase in teacher militancy, especially in larger school 

districts, is of special significance to school district central office 

administrators in their relationships with significant others including 

their respective school faculties, school boards, general publics, and 



the media. The central office administrator of today is faced with the 

reality of learning to work productively within this labor environment 

(Sergiovanni et al. 1980). 

How the teacher and the central administrative staff perceive 

the strike circumstances tends to affect their respective behaviors 

(Combs 1962). An organized system of concepts which has special 

3 

utility in dealing systematically with perceptions has been developed 

and is referred to as perceptual psychology. This perceptual psychology 

serves as the theoretical basis for this investigation. Regarding this 

point of view, Combs commented, "Behavior, from the perceptual psy

chology point of view, is only a symptom. It represents the externally 

observable manifestation of what is going on inside a person." He con

tinued, "All behavior, without exception, is determined by, and per.· 

tinent to, the perceptual field of the behaving organism" (Combs, 

Richards, and Richards 1976, p. xi). The central office administrator's 

sensitivity to his and others' perceptions tends to significantly in

fluence the central office administrator's behavior, and ultimately 

effectiveness, in a strike situation. 

The Tucson Unified School District strike of 1978, in which 61 

percent of the teachers voted to strike, was a strike of major impor

tance and impact on the Tucson area (Barbery 1980). The central office 

administrator's perceptions of the strike events are significant in 

attempting to understand the complexities of any teacher strike con

figuration. Among these perceptions, it is germane to inquire regard

ing: the issues involved; the relationships involving school district 

officials and significant others; the matter of stress as a factor in 



the human relationships of the district; and the post-strike viewpoints 

on this event. 
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With this in mind, this investigator has chosen a teacher strike 

in a large district to explore the patterns of perceptions and attitudes 

of central office administrators regarding various aspects of the strike. 

Statement of the Problem 

Regarding the 1978 teacher strike in Tucson Unified School Dis

trict, what were the patterns of perceptions and attitudes of central 

office administrators concerning: (1) issues; (2) relationships; (3) 

stresses; and (4) post-strike views? Subquestions relating to this 

problem are as follows: 

1. What, in the central office administrators' perceptions and 

attitudes, were the issues of the teacher strike as viewed before, 

during, and after the strike? 

2. What were the perceptions and attitudes of the central office 

administrators regarding relationships with significant others through

out the school district before, during, and after the strike? 

3. What were the perceptions and attitudes of the central office 

administrators before, during, and after the strike concerning the 

factor of stress? 

4. What were the central office administrators' post-strike percep

tions and attitudes regarding certain administrative, teacher, and com

munity functions? 
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Significance of the Problem 

According to Sergiovanni et ale (1980, p. 5), "Administration is 

the art and science of decision making ••• the process of working with 

and through others to efficiently accomplish organizational goals." In 

the public school, administration at the district level is represented 

by the central office staff. 

The central office administration, which for the purposes of 

this study excludes the superintendent, is comprised of both line and 

staff administrators. The staff specialists are the district's resident 

experts on a particular aspect of the educational system. The services 

provided by these specialists rest upon their knowledge and ability to 

coordinate their skills with others in solving problems. Accordingly, 

the personal relationships within the district involving staff special

ists in the central office administration are important. 

The line administrators in the central office are, according to 

Crane (1979), performing activities that are directly related to the 

primary objectives of the organization. Line personnel have the primary 

role in formulating policy as well as authority over operatives. Line 

administrators in the central office must work effectively with teachers, 

staff administrators, and other line administrators, as well as signifi

c~~t others. 

The unique relationships between the central office adminis

trators and teachers tend to affect site relationships which in turn 

influence the learning environment (Knezevich 1969). As Barbery (1980, 

p. 156) suggested, "School administrators are in a strategic position 

to facilitate those processes which result in shifts in perception and 



thus bring about more effective personal relationships within the dis

trict." The ultimate effectiveness of those relationships appear to 

directly affect the educational program. 

The coordination of the efforts of the staff specialists and 

line generalists is crucial in the overall functioning of the educa

tional system. Their combined efforts have a profound impact, not only 

on the general administration of the district but on the morale of the 

staff as well (Anderson 1972). Feelings of unity and cohesiveness in 

working toward goals shared by both teachers and administrators are 

essential to the successful functioning of a school district. 

The ability of the central office administrator to be cognizant 

of both his perce~tions and those of significant others is another 

critical aspect of staff morale. According to Anderson (1972, p. 25), 

"The attitudes that a group holds toward its leaders have an important 

bearing on morale." 

This study is designed to investigate the 1978 Tucson Unified 

School District teacher strike. Perceptions of central office adminis

trators, excluding the superintendent, were sought regarding issues and 

post-strike outcomes, in addition to relationships and stresses before, 

during, and after the strike. It is anticipated that a better under

standing of the central office administrators' relationships with sig

nificant others within the schools and school district might result. 

This could lead to more productive patterns of relationships and mini

mize the possibility of future strikes. 

6 



Assumptions Underlying the Study 

The following assumptions underly the problem: 

7 

1 •. Each person has a web of personal relationships with significant 

others at his work place. 

2. This web of relationships with significant others has a great 

deal to do with how a person perceives his world. 

3. Stress, such as that induced by a strike, significantly influ

ences a person's perceptions. 

4. A Likert-type attitude rating scale is a valid and reliable 

method of collecting data for this study. 

5. Members of the sample were willing to discuss their various 

strike perceptions. 

6. The re~orts of the respondents reveal patterns of perception 

concerning the strike. 

Limitations of the Study 

1. The study is limited to central office administrators in the 

Tucson Unified School District. 

2. The study is limited by the number of central office adminis

trators available. 

3. The study is limited in that it seeks to describe selected 

perceptions and attitudes of central office administrators. 

4. The study is limited by the exclusion of the superintendent 

from the central office administrative team. 
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Definitions of Terms 

The following definitions apply in this study: 

Attitude: An organized predisposition to think, feel, perceive, and 

behave toward a reference or cognitive object. It is an enduring struc

ture of beliefs that predisposes the individual to behave selectively 

toward attitude referents (Kerlinger 1973, p. 495). 

Attitude Referents: A referent is a category, class, or act of phe

nomena: physical objects, events, behaviors, even constructs (Kerlinger 

1973, p. 496). 

Central Office Administration: Administrators who implement board 

policies. The superintendent and his team, which consists of both line 

and staff administrators (Knezevich 1969, p. 252). 

Line Administrators: Administrators who are responsible for dis

charging the substantive functions of the institution. They have 

authority over operations (Knezevich 1969, p. 48). 

Perception: Any differentiation a person is capable of making in 

his perceptual field whether or not an objectively observable stimulus 

is present (Combs, Richards, and Richards 1976, p. 17). 

Relationships: To feel a sense of oneness with things and people; 

to identify with others (Combs, Richards, and Richards 1976, p. 267). 

Significant Others: Association with a limited number of unique 

individuals whose responses are of crucial importance for the construc

tion and reinforcement of one's self-concept of himself. Each is highly 

responsive to the demands of such persons (Shibutani 1961, p. 339). 

§!!ff Administrators: Administrators whose functions primarily are 

advisory and consultative. They do not have authority over operations. 



Staff administrators derive authority by relation to the line adminis

trator (Knezevich 1969, p. 50). 

Strike: A work stoppage by employees to protest or enforce com

pliance with demands or conditions made on an employer (Webster 1969). 

Stress: Physical, mental, and chemical reactions to circumstances 

that frighten, excite, confuse, endang~r, or irritate (McNerney 1974, 

p. 2). 

Summary and Organization of the Study 

The development of the stUdy has been presented in Chapter 1, 

including the statement of the problem, significance of the problem, 

assumptions, limitations, and definition of terms. 

The remainder of the study is organized as follows: Chapter 2 

presents a review of the literature and theoretical considerations; 

Chapter 3 presents the design of the study and background information; 

Chapter 4 presents the quantitative data; Chapter 5 presents the quali

tative data; Chapter 6 presents two case studies; Chapter 7 presents an 

analysis of the data; and Chapter 8 presents concluding comments and 

implications. 
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CHAPTER 2 

THEORETICAL CONSIDERATIONS 

This chapter reviews selected literature drawn from the area of 

perceptual psychology. On the basis of these concepts a theoretical 

framework has been constructed to assist in understanding the percep-

tions of central office administrators concerning the teacher strike 

under .study. 

Introduction: Background Considerations 
Regarding Perceptual Psychology 

The field of psychology has been traditionally regarded from one 

of two frames of reference (Combs, Richards, and Richards 1976; Child 

1973; Postman and Weingartner 1973; Avila, Combs, and Purkey 1971; 

Kuenzli 1971; Snygg and Combs 1949). The first of these is the external 

frame of reference which denotes the observation of people and their 

behaviors from the point of view of an outsider. One of its chief pro-

ponents, B. F. Skinner, "was not concerned with what goes on inside the 

organism, the organism's motivational or emotional state, or even its 

neurology" (Sprinthall and Sprinthall 1974, p. 208), but rather focuses 

on behavior from the standpoint of what a person does. 

The second is the internal frame of reference which focuses on 

individual perceptions of events as perceived by the behaver. This 

frame of reference, often referred to as humanistic psychology, "draws 

its inspiration from one man -- he is the late Abraham Maslow" (Postman 

10 
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and Weingartner 1973, p. 64). This frame of reference is concerned with 

the internal experiences of the individual. The humanists believe "that 

the behavior of men is hU'gely governed by the structure of their bene

fits, i.e., their feelings, their purposes, their attitudes, their 

perceptions, ect." (Postman and Weingartner 1973, p. 65). 

Thus, behavior can be studied from either the external or in

ternal frame of reference. Each has been used to examine behavior from 

a different point of view and both have contributed to an understanding 

of human behavior. Each point of view is essential to t.he study of 

human behavior, but by itself has proved incomplete (Kuenzli 1971; 

Child 1973). The external frame of reference tends to overlook the in

ternal feelings of the individual: "The object of study (individual) 

is looked at only as an object and is considered not for its own sake, 

but for the generalization that can be based upon it" (Child 1973, 

p. v). The internal frame of reference is primarily concerned with the 

internal meanings and the perceptions of the individual and "may forget 

the person in order to study the process occurring within him" (Child 

1973. p. v). 

Because of the seemingly restricted concerns of both the exter

nal and internal frames of reference, a third alternate approach to the 

study of behavior has been advanced. In 1949, Donald Snygg and Arthur 

Combs, in their book. Individual Behavior: A New Frame of Reference for 

Psychology. introduced a conceptual system which they referred to as a 

"new frame of reference" for studying behavior. In 1959. this "new 

frame of reference" was changed to what is commonly known as perceptual 

psychology. This conceptual system has gained acceptance from many 
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leading psychologists such as Sidney M. Jourard, Earl C. Kelley, A. H. 

Maslow, and Carl Rogers (Welch, Tate, and Richards 1978). 

In perceptual psychology, an attempt has been made to integrate 

the concepts of both the external and internal frames of reference to 

form a more viable approach to the study of human behavior. This inte-

grated view is employed to understand man by studying the relationships 

between the external behavior of a person and his internal perceptions. 

It is to this extent that the person is being studied more nearly in his 

entirety (Welch, Tate, and Richards 1978; Combs, Richards and Richards 

1976; Avila, Combs, and Purkey 1971; Combs 1962; Allport 1960; Snygg and 

Combs 1949). 
" 

Perceptual Psychology: A Frame of Reference 
for Perceptions and Behaviors 

Combs (1962), in Perceiving, Behaving, Becoming, described per-

ceptual psychology as a frame of reference which: 

seeks to understand man in dynamic terms. It looks at human 
beings, not only through the eyes of an outsider but also in 
terms of how things look from the point of view of the behaver 
himself. It is concerned with more than the forces exerted 
upon people from the outside. It seeks also to understand the 
internal life of the individual: his wants, feelings, desires, 
attitudes, values, and the unique ways of seeing and under
standing that cause him to behave as he does (Combs 1962, p. 
67). 

One the the basic principles underlying the perceptual frame of 

reference is that all behavior is a product of a person's perceptions. 

Perception is defined in this study as the significance given an event 

or object by the behaver. This definition of perception will be used 

rather than the traditional definition of perception, which is "an event 

in the person or organism primarily controlled by the excitation of 
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sensory receptors due to the presence of a stimulus" (Combs, Richards, 

and Richards 1976, p. 16) and does not allow for the significance of the 

individual's perception of that stimulus. Combs went on to point out 

the importance of perception when he stated, "The differentiation of an 

idea or concept just as the differentiation of a scent, a sound, or 

printed words on a page are involved in some measure of personal meaning 

on the part of the person/perceiver" (Combs, Richards, and Richards 

1976, p. 17). Further, "Each individual will interact with or respond 

to the situation in terms of what it means to him" (Combs, Richards and 

Richards 1976, p. 18). 

Combs's basic postUlate in the perceptual frame of reference is 

that "all behavior, without exception, is completely determined by and 

pertinent to the perceptual field of the behaving organism" (Combs, 

Richards, and Richards 1976, p. 18). This perception, however, is a 

totally individualistic experience. "Our activities may seem irrational 

to other people looking at our behavior from an external, objective 

point of view because they do not experience things as we do" (Combs, 

Richards, and RiChards 1976, p. 18). Additionally, "however capricious, 

irrelevant and irrational our behavior may appear to an outsider, from 

our point of view at the instant of that behavior, it is purposeful, 

relevant, and pertinent to the situation as we understand it" (Combs, 

Richards, and RiChards 1976, p. 20). Thus, any attempt to understand, 

predict, or respond'to an individual's behavior must be done in terms 

of understanding his perceptions. 

Another significant aspect of understanding individual percep

tion is recognizing the uniqueness of that perception. '~eople do not 
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behave according to the facts as others see them. They behave according 

to the facts as they see them" (Combs, Richards, and Richards 1976, p. 

20). What governs behaviors from this point of view are the person's 

unique perceptions of himself and the meanings events have for him. 

'~e are governed by perceptions in everything we do from the simplest 

to the most complex of behaviors. We do not step out in the street un-

less we believe the cars will stop" (Avila, Combs, and Purkey 1971, 

p. 9). 

The behaver tends always to act according to the "facts" as he 

perceives them. Given a person's unique perceptions, the meanings 

things have for him may not coincide with any other person's observation 

of the same phenomenon. As Avila, Combs, and Purkey (1971, p. 82) 

observed: 

A fact is not what is; a fact for any person is what he believes 
is so. If Joe Green believes his boss is unfair, he behaves 
as though he were. Whether Joe's boss is really unfair in the 
eyes of other people has little or nothing to do with the mat
ter. As Joe thinks, he behaves. He can behave only in terms 
of what seems to him to be the fact of the matter. So far as 
Joe's behavior is concerned, the real facts as they appear to 
an outsider are irrelevant and immaterial. 

The behavior of each person is invariably purposeful and relevant to him 

at the moment of action. Such behavior may seem irrelevant to an out-

sider, but the situation as it appears to others is not the cause of 

one's behavior. 

Each person behaves with reference to any situation in terms of 

how he perceives that situation. '~eople do not react to situations; 

they react to their perceptions of situations. Therefore, a person's be-

havior in a situation is not a direct action to the situation, but 

rather to the person's perception of the situation (Nevill 1977, p. 52). 
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Relationships 

Individual perceptions which directly affect behavior are close

ly related to relationships. Combs, Richards, and Richards (1976, pp. 

267-268) define relationships as the need "to feel a sense of oneness 

with things and people; to identify with others." They see relation

ships as meeting the "basic human need for adequacy and self-fulfillment" 

(Combs, Richards, and Richards 1976, p. 341). Given that people are 

motivated from their own points of view, how individuals relate to 

others, either successfully or not, is governed by their perceptions. 

These perceptions determine relationships in that "individuals tend to 

seek adequacy through identification with people seeking need satisfac

tion in ways similar to their own" (Combs, Richards, and Richards 1976, 

p. 343). 

The individual's perceptions also will dictate the nature of 

those relationships. "The maintenance and enhancement of self becomes 

extended to those with whom we are identified and the satisfaction of 

our needs becomes almost indistinguishable from the satisfaction of 

theirs too" (Combs, Richards, and Richards 1976, p. 26). 

Self-Concept and Perceptions 

The self-concept is one of the most significant factors affect

ing perceptions. Each person tends to perceive that which is congruent 

with his concept of self. Studies have shown that persons with positive 

self-concepts are likely to behave in ways that cause others to per

ceive them in a more positive manner than persons having a negative 

self-concept. The existence of positive self-concept often contributes 
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in creating behavior of a more mature fashion. This viewpoint is re

flected in the writings of many psychologists, including Allport, Avila, 

Combs, Kelly, Maslow, Nevill, Purkey, Jourard, and Rogers. The litera

ture suggests that persons who have a positive self-concept tend overall 

to be more adequate than those who do not. 

The Perceptual Field 

As previously mentioned, all behavior is a function of a per

son' e perception. The "act or state of perception is seldom, if ever, 

the acquiring of just a single perceptual belief; it is rather the 

acquiring of more or less large sets of such beliefs" (Pitcher 1971, p. 

72). Each perceptual belief is amassed together with all other percep

tions to form each person's personal field of meanings. This field is 

called the perceptual field. It "is simply the world of naive, imme

diate experience in which each individual lives, the everyday situation 

of self and surroundings which the unsophisticated person takes to be 

real" (Kuenzli 1971, p. 14). The perceptual field is responsible for 

the behavior of each person. 

The perceptual field consists of its ground and figure. The 

ground is the total perceptual field observed by the behaver. The fig

ure is something within the ground that is meaningful. Anything in the 

perceptual field and ground can be a figure, i.e., objects, events, 

feelings, and ideas. The meaning of any event is a result of the rela

tionship of any meaningful item (figure) to the totality observed 

(ground). This relationship is called the figure-ground relationship 

by Gestalt psychologists (Collings and McBurney 1977; Combs, Richards, 

and Richards 1976; Sargent and Stafford 1965). 
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The figure-ground relationship and its effects upon behavior is 

illustrated below in an experience at a movie theater: 

Entering the theater, we. perceive the screen and its contents 
as ground, the aisle and the seats as figures. Having found a 
seat, we perceive the screen somewhat more precisely as we make 
ourselves comfortable. At this stage we are still aware of our 
surroundings, of the edge of the screen, even of the screen as 
a screen. Shortly, however, if the picture is a good one, the 
images on the screen move into exclusive figure so that we lose 
practically all awareness of the ground surrounding us. We may 
even feel so "alone" with the images on the screen that we cry 
unabashedly--something we might not do if all the strangers 
around us were clearly in figure (Combs, Richards, and Richards 
1976, p. 30). 

Within the perceptual field, figures emerge and recede from the 

ground as the attention of the perceiver shifts. The perceiver con-

stantly searches his perceptual field for meaningful items in conformity 

to his needs and the activity he is pursuing. This search tends to 

cause a change in his perceptual field by the rise of characters into 

"figure" and the consequent lapse of others into "ground." This process 

is described by Combs, Richards, ~nd Richards (1976, p. 2) as "the 

emergence of figure from ground • • • of increased awareness of details 

called differentiation." 

It is through differentiation that perceptual change can affect 

behavior. Sometimes the differentiations become so significant in 

affecting behavior that they can serve as tentative guidelines in pre-

dicting what a person will or will not do in a given circumstance 

(Combs, Richards, and Richards 1976; Kuenzli 1971). 

Differentiation and its effects upon behavior is illustrated in 

the following example where the field and behavior of a motorist who is 

testing his brakes is compared with that of a motorist who is stopping 

to avoid an imminent accident. 



In the first case the figure is rather diffuse and includes some 
awareness of his tires; consequently, the driver brings the car 
to a stop in a way that will not damage the tires. • •• In a 
real emergency, however, the object to be avoided and the need 
for stopping stand out so sharply that his concern for his tires 
drops into ground, and the brakes are applied with violence and 
decision (Combs, Richards, and Richards 1976, p. 29). 
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The perceptual field widens (opens) and narrows (closes) depend-

ing on the immediate concerns of the person. The perceptual field tends 

to widen when the person is relaxed and unrestricted. The field tends 

to narrow when the person's concerns are intense and it seems necessary 

to concentrate upon a particular perception (Nevill 1977; Combs, 

Richards, and Richards 1976). The narrowing and broadening of the per-

ceptual field will "influence the perceptions possible and control the 

likelihood of change in ways of perceivinz and behaving" Avila, Combs, 

and Purkey 1971, p. 106). The extent to which information is perceived 

tends to depend upon the degree to which the perceptual field is open 

or closed. The more closed the belief system, the greater will be the 

influence on behavior or outside authority, rather than intrinsic de-

sire. An open perceptual system assists the behaver to perceive events 

from a much broader perspective, thus tending to permit more options 

from which to choose (Rokeach 1960). 

It should be noted that the narrowing of the perceptual field 

is not necessarily undesirable. On the contrary, concentration on a 

particular perception is often desirable and necessary, as it frequently 

facilitates the completion of tasks and the achieving of personal goals. 

The narrowing of the perceptual field is in some instances an absolute 

necessity. An example of such occurs when a driver notes a pedestrian 

about to step into the path of his moving vehicle. There is no time to 
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think of the surrounding world (ground). There must be an instantaneous 

and exclusive awareness of the pedestrian, and the driver needs to 

react at once. 

Unfortunately, some people tend to carry the concentration of 

perceptions to extremes. They seek so actively for money, admiration, 

and personal feelings of power over people and events that they tend to 

overlook important values and principles of effective social interrela

tionships (Nevill 1977). 

The Effect of Stress and Threat Upon Perceptions 

Psychologists have noted that when persons are under stress or 

threat, two negative effects upon perception occur. The first is the 

narrowing of the perceptual field to the extent that needs are strongly 

affected. The second is the tendency for the individual to more vigor

ously defend existing perceptions. 

The first effect, where needs are affected by a narrowing of 

the perceptual field, is like looking through a tunnel. The object of 

threat or stress is an exclusi.ve figure which is clearly seen at the 

end of the tunnel, while surrounding events are disregarded. This type 

of perception is called "tunnel vision." 

The degree of tunnel vision will depend upon the significance 

of the threatening event. "The more threatening a situation is to a 

person, the more closed his belief system will become" (Rokeach 1960, 

p. 37). Avila, Combs, and Purkey (1971, p. 106) observed that "if the 

threat is very great, attention becomes sharply focused on the threaten

ing event, to the exclusion of all else." 
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The behavior of persons under stress and threat tends to be 

rigid and inflexible, as the individual experiences an inability to per-

ceive from a broad perspective. The conditions leading to such a nar-

rowing of perception, with its attendant exclusive figure, results in a 

loss of all awareness of the surrounding ground. This then, tends to 

produce non-adaptive behavior as well as decrease personal efficiency 

and problem-solving ability (Walch 1979; Combs, Richards, and Richards 

1976; Combs 1962; McNerney 1974; Avila, Combs, and Purkey 1971; Allport 

1960; Kuenzli 1971). "Experiences of threat seem also to be accompanied 

by rigidity in the sense of intolerance of ambiguity; that is, people 

under stress seem less able to cope with ambiguous or unsolved problems" 

(Combs, Richards, and Richards 1976, p. 244). 

The second effect of stress and threat upon perceptions is that 

"persons are forced into more rigid defenses of their existing percep-

tions" (Combs, Richards, and Richards 1976, p. 358). Avila, Combs, and 

Purkey (1971, p. 107) commented on this latter effect of stress as 

follows: 

People in the midst of argument do not hear what others are 
saying. Children dig in their heels and refuse to cooperate. 
Grown men become stubborn. • •• Almost everyone is aware that 
when he feels threatened, his first reaction is to defend him
self in every way he can. What is more, the greater the degree 
of threat to which he is exposed the more tenaciously he holds 
to the perceptions, ideas or practices he already has. Under 
the experience of threat, people find it almost impossible to 
change. 

Kuenzli (1971, p. 44) notes that "threat produces defense. The 

self-concept, as it exists at the time, is defended more vigorously and 

is less capable of change and growth." 
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Theoretical Framework 

In that which follows, a set of concepts drawn from the litera-

ture are presented which seem to be significant in analyzing the percep-

tions and attitudes of the participants under study in a teacher strike. 

Perception 

1. All behavior is a product of an individual's perception. 

As previously discussed, all behavior is a product of an indi-

vidual's perception. Perception is defined as the significance given 

an event or object by the behaver. Personal meaning associated with 

these perceptions will affect the actions of the behaver. Any attempt 

to understand behavior must be done within the framework of the be-

haver's perceptions. These perceptions are unique to the individual. 

An outsider's perceptions of the situation will tend not to affect the 

perceptions of the behaver or his actions. 

Empathy 

2. Effective relationships require sensitivity to the other per
son's perceptions. 

Perhaps the most important ingredient in the development of 

effective relationships is empathy. Empathy is "the ability to identify 

wi th other people" (Dale 1974, p. 21). Avila, Combs, and Purkey (1971, 

p. 85) commented on empathy as "the capacity to place one's self in 

another's shoes, to perceive as he does." 

Much of the misunderstanding among people and most of the break-

down in human interaction seems due to a failure to effectively under-

stand how the "facts" of the situation appear to the other person. "To 

deal effectively with other people, whether across the lunch table or 



across the diplomatic conference table, requires a sensitivity and an 

understanding of how things seem to the other fellow" (Combs 1962, 

p. 72). 

22 

Behavior is a product of personal meaning and is a selective 

process. Accordingly, each person tends to be preoccupied with that 

which seems significant to him. In his selective concentration, he 

often fails to perceive what is important to the other person. This is 

often the basis of the breakdown in communication. What people see, 

think, and hear is determined by what they think is important (Avila, 

Combs, and Purkey 1971). 

Rogers (1961, p. 18) expressed the value he places on empathy 

as follows: "I have found it of enormous value when I can permit myself 

to understand another person. • •• If I let myself really understand 

another person I might be changed by that understanding. And we all 

fear change. • . . It is not an easy thing to permit oneself to under-

stand an individual, to enter thoroughly and completely and empatheti

cally into his frame of reference." 

Studies show that persons who are empathetic in their relation

ships are more effective in their dealings with others (Dale 1974; 

Anderson and Van Dyke 1972; Stahl 1962; Sartain and Baker 1972). 

Sartain and Baker (1972, p. 214) commented on the effectiveness of 

empathy in effective social relationships, as follows: "Supervisors 

should empathize ••• as much as possible about the facts of the situ

ation (and feelings are facts, too) and handle them in the wisest, most 

efficient and most ethical manner. Emp&thy, then, is a means to the 



end of effective motivation toward worthwhile goals, and effective 

cooperation with others in the attainment of these goals." 

Adequacy/Self-Concept 

3. Persons whose sense of adequacy is challenged or threatened by 
attempts at manipulation and control tend to retaliate. 

The behavior of each person is a result of his constant quest 
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for personal adequacy/self-concept. Personal adequacy is "the urge to 

expand, extend, develop, mature -- the tendency to express and activate 

all the capacities of the organism or self" (Rogers 1961, p. 351). 

Maslow (1971) described the growth principle of "self-actualization." 

He observed that each person appears to be in the process of actualizing 

his potentialities, which suggests "working to do well the thing one 

wants to do. To become a second-rate physician is not a good path to 

self-actualization. One wants to be first-rate or as good as he can be" 

(Maslow 1971, p. 48). 

A person's need for adequacy tends to provide the direction and 

drive for his actions. If this drive is challenged or threatened by 

attempts at manipulation and control, he might experience stress. As 

previously discussed, a person under stress tends to experience a nar-

rowing of his perceptual field, often thus disposing him to behave in 

less flexible ways. If this continues, the behaver tends to retaliate 

in defense of self and in defense of existing perceptions. 

Powers (1973, p. 65) considered the possible consequences of 

stress-producing social conditions when he observed: "Attempts to 

manipulate and control behavior without regard for the internal deter-

minants of that behavior will inevitably lead to conflict. If a 



person's sense of adequacy is challenged or threatened by attempts at 

manipulation and control, he may retaliate in similar fashion." 

Relationships 

4. Individual perceptions which directly affect behavior are 
closely related to relationships. 

Given that people are motivated from their own points of view, 

how individuals relate to others, either successfully or not, is gov-

erned by their perceptions. These perceptions determine relationships 

in that "individuals tend to seek adequacy through identification with 

people seeking need satisfaction in ways similar to their own" (Combs, 

Richards, and Richards 1976, p. 343). 

The individual's perceptions also will dictate the nature of 

those relationships. "The maintenance and enhancement of self becomes 

extended to those with whom we are identified and the satisfaction of 

our needs becomes almost indistinguishable from the satisfaction of 

theirs too" (Combs, Richards, and Richards 1976, p. 267). 

Stress 
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5. Persons under stress tend to undergo a narrowing of percentions, 
behaving in less flexible ways. 

In an earlier section of this chapter, it was indicated that a 

person who is under stress or threat has at least two negatives with 

which to contend. The first of these effects is a narrowing of the per-

ceptual field to the extent that needs are strongly affected. The 

second effect is a tendency for the individual to more vigorously 

defend his perceptions. 
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Regarding the narrowing of the perceptual field, whatever seems 

stressful or threatening seems to demand increasing attention from the 

behaver. This tends to produce a certain degree of tunnel vision sug-

gesting that the object of stress or threat is becoming an exclusive 

consideration in the behaver's perceptual field. As this process con-

tinues, surrounding events or objects seem to fade into the background. 

The more stressful or threatening a situation becomes, the more 

the person's attention becomes focused on the situation, often to the 

exclusion of all else. This narrowing of the perceptual field seems to 

make it more difficult for the behaver to perceive events from a 

broader perspective, thus his behavior tends to become less flexible. 

This has a tendency to diminish the person's sense of adequacy, thus 

affecting his ability to solve problems and function in an efficient 

manner. 

The second effect of stress and t~xeat is that a person is 

forced into more rigid defenses of already existing perceptions and thus 

becomes less capable of change and growth. A frequent result is a com-

munication breakdown and diminution of effective social relationships. 

Perceptual Framework 

6. Persons in both management and labor positions need to work 
toward adequate social relationships through the development 
of positive and productive perceptual frameworks. 

Effective relationships have a greater chance to develop When 

there is an overlapping of the perceptual fields of all persons in 

interaction with each other. Such an overlap increased the opportunity 

for respective understanding which in turn can lead to more adequate 

relationships. 
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Likert (1951, p. 171) summarized a number of studies of motiva

tion and morale in industry. He concluded that workers have two primary 

sets of interest. First, workers want "ego recognition," which includes 

credit for work done, economic security, praise, and many other means 

of building self-esteem. Second, workers want "affiliation with the 

group," which includes pleasant relations with the foreman, a sense of 

participation in teamwork, and foremost, the satisfaction of conducting 

themselves in terms of the values and normative expectations prevailing 

within the group of co-workers. 

One's need for recognition and satisfactory working relation

ships is significant. "In industry, and probably in any other form of 

human association, men wish to preserve their self-esteem, their self

love, and simultaneously wish to have warm affiliation relations with 

their fellows" (Allport 1960, p. 171). 

Summary: Theoretical Considerations 

This section summarizes the concepts developed in this chapter. 

Following that, the theoretical framework to be used in organizing, 

analyzing, and reporting the data is outlined. 

Perceptual Frame of Reference 

The perceptual frame of reference suggests that behavior is a 

product of perceptions and that people tend to behave in terms of the 

personal meanings existing for them at the moment of action. People 

do not behave according to the "facts" as they appear to others but 

behave according to the "facts" as they perceive them to be. Further, 



perceptions are significantly affected by the experiences and self

concept of the behaver. 

27 

Each person's need for adequacy provides the direction and drive 

for his actions. His actions, as he sees them, are always purposeful, 

relevant, and pertinent. 

The perceptual field of each person will determine his behavior. 

The perceptual field consists of "figure" and "ground." The figure is 

something within the ground that is meaningful. The ground is the 

total perceptual field observed by the behaver. The figure emerges and 

recedes from the ground as the attention of the perceiver shifts. The 

perceptual field broadens and narrows, depending on the immediate con

cerns of the person. For the behaver to consciously change his be

havioral patterns necessitates some change in his perceptions. 

Theoretical Framework: Outline 

The following is a condensed outline of the theoretical frame

work to be employed in this study. 

Perception. All behavior is a product of an individual's perception. 

Empathy. Effective relationships require sensitivity to the other 

person's perceptions. 

Adequacy/Self-Concept. Persons whose sense of adequacy is chal

lenged or threatened by attempts at manipulation and control tend to 

retaliate. 

Relationships. Individual perceptions which directly affect 

behavior are closely related to relationships. 

Stress. Persons under stress tend to undergo a narrowing of per

ceptions, behaving in less flexible ways. 
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Perceptual Framework. Persons in both management and labor posi

tions need to work toward adequate social relationships through the 

development of positive and productive perceptual and behavioral frame

works. 



CHAPTER 3 

DESIGN OF THE STUDY AND BACKGROUND INFORMATION 

This chapter outlines the procedures to be employed in this 

study. This study is one in a series of studies concerned with the 1978 

teacher strike in the Tucson Unified School District. The study is 

designed to explore the patterns of perceptions reported by central 

office administrators concerning their involvement in a teacher strike. 

Central office administrators' perceptions are examined in the following 

areas: (1) viewpoints concerning the issues of the strike; (2) rela

tionships with significant others in the district before, during, and 

after the strike; (3) stresses experienced before, during and after the 

strike; and (4) selected perceptions regarding the outcomes of the 

strike. 

Description of the Population 

In the Tucson Unified School District, a board of education 

consisting of five elected members is the governing body. The central 

office administration in 1978 consisted of a superintendent who was 

directly responsible to the school board and a deputy superintendent 

who was directly responsible to the superintendent. There were also 

five assistant superintendents directly responsible to the deputy super

intendent. 

29 
,/ 



30 

At the time of the strike, negotiations for the central office 

administration were a responsibility of the superintendent. According 

to the 1977 administrative organizational flow chart for the district, 

the superintendent was directly assisted in negotiations by the dis

trict's legal counsel. During the strike, the site administrators re

ceived direction from both the Assistant Superintendent for Operational 

Services and the Deputy Superintendent for Educational Services. The 

duties for all central office adminiatrators and district staff were 

detailed in the Organizational Structure and Administrative Job 

Descriptions: Levels and Interrelationships of Responsibilities pub

lished by the district in 1977. 

The Tucson Unified School District is the largest school dis

trict in Arizona, serving a metropolitan population of 486,000. The 

1978 school population was 55,934 students and 2,751 teachers. There 

were 68 elementary schools, 4 adaptive education schools, 15 junior 

high schools, and 10 secondary schools. Site administrators included 

95 principals and 36 assistant principals. 

The Tucson Education Association (TEA) is the major teacher 

organization in the district, representing over 80 percent of all dis

trict employees. 

Background of the study 

The Tucson Unified School District board, on February 21, 1978, 

adopted a negotiations policy which provided for negotiation between the 

board and employee organizations concerning wages, hours, and fringe 

benefits. Between March and October of that year, the school board and 

the TEA participated in negotiation sessions, mediation, and advisory 
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arbitration, but failed to r-each any agreement. An impasse was declared 

on October 1, 1978. As a result, the TEA, for the first time in its 

history, elected to strike (Hoffman, 1982). 

The strike lasted five days, from Monday, October 2, through 

Friday, October 6, 1978. Over 70 percent of the 2,751 teachers went on 

strike. The teachers voted to terminate the strike on October 8, 1978, 

following an agreement between the school board and the TEA. A consen

sus agreement was adopted by the school board on October 17. 1978. 

Procedures for the Study 

This investigation of the central office administrators' percep

tions of the 1978 teacher strike in Tucson Unified School District 

parallels a study investigating perceptions of school building princi

pals regarding the strike. In addition, much support and direction for 

this particular aspect of the study has been provided by the various 

doctoral students investigating the strike. This group has met fre

quently and provided mutual assistance in the clarifications of the 

research thrusts and requirements. 

A search of the literature relating to the problem statement and 

subquestions was conducted seeking concepts relevant to strike behavior. 

These concepts have been developed into a theoretical framework for 

organizing, analyzing, and summarizing the data. The theoretical 

framework is discussed in Chapter 2. 

An interview schedule has been developed to seek reactions from 

central office administrators regarding their perceptions of the strike. 

The interview schedule was field tested on four Tucson Unified School 

District central office administrators who held that position during 



the strike. The interview schedule was then mOdified as necessary on 

the basis of the information gained from the field test. 

The volunteer sample used in this study included 21 adminis

trators who were central office administrators at the time of the 

strike. These administrators were selected on the basis of their 

willingness to participate in the interview. Requests for interviews 

were made by letter and confirmed by telephone. 

In each letter requesting an interview and at the beginning of 

each interview, permission was sought to tape record each session for 

analysis at a later time. Each administrator interviewed was given a 

copy of the interview schedule. The interviewer read each item while 

the interviewee followed on his copy of the schedule. The interviewer 

marked the rating scale pursuant to the central office administrator's 

responses. 

The Development of the Interview Schedule 

An interview schedule was developed to explore central 
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office administrators' attitudes and reported patterns of perceptions 

regarding various aspects of the strike. A search of the literature in 

social and perceptual psychology, administrative theory, strike mate

rial, and consultation with other doctoral students investigating the 

strike provided the background from which the interview schedule has 

been developed. 

'. The Interview Schedule 

The interview schedule designed for this study is a two-part 

instrument concerned with reported patterns of perceptions of central 
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office administrators during the 1978 Tucson Unified School District 

teacher strike.l Part One of the instrument is a Likert-type attitudi-

nal scale designed to collect data on the perceptions of the central 

office administrators. Part Two of the instrument is the respondent's 

clarification of the attitudinal scale items. 

This instrument has been designed to seek data relating to the 

statement of the problem and subquestions developed in Chapter 1. The 

instrument has been designed to gather both quantitative and qualitative 

data. The quantitative data is that information provided by the rank-

ings on the Likert-type scale. The qualitative data is that information 

the respondents provide under the "Comments" space provided for each 

scaled response item during the interview. All data were collected 

during the interview. 

The instrument is divided into two major sections, as follows: 

Section I--Demographic Information: This section is designed to 

collect information on the respondent's professional background. 

Section 2--Perceptions: This section is designed to obtain the 

perceptions of the central office administrators and is divided into 

the following parts: 

Part I--Issues: This part of the interview schedule is designed 

to obtain central office administrators' perceptions concerning the 

issues of the strike. 

Part II--Re1ationships: This part of the interview schedule is 

designed to obtain the degree of change as perceived by the central 

1The interview schedule developed for this study is included as 
Appendix A. 



office administrators in relationships with significant others 

bef.ore, during, and after the strike. 

Part III--Stresses: This part of the interview schedule is 

designed to obtain central office administrators' feelings of stress 

before, during, and after the strike. 

Part IV--Post-Strike Views: This part of the interview sched-

ule is desi~ned to obtain central office administrators' perceptions 

of the outcome of the strike. 

Treatment of the Data and Selection of the 
Statistical Analysis 

Data for this study was derived from the interview schedule and 

collected during the field interviews. The quantitative data was col-

lated and analyzed on the basis of the theoretical frameworK. Both the 

quantitative and qualitative findings are reported on this framework. 

The quantitative data were collected by the respondents' rating 

on a Likert-type attitudinal scale. Comments on the scale response 

constitute the qualitative data. This method is so designed as to gain 

maximum utilization of the field interview and served to more fully 

clarify the responses. 

According to recognized experts, "the best instrument available 

for sounding people's behavior, future intentions, feelings, attitudes, 

and reason for behavior would seem to be the structured interview 

coupled with an interview schedule that includes open-end, closed, and 

scaled items. • • • The self-administered questionnaire has been used 

too much, and the structured interview too little (Kerlinger 1973, p. 

488). Additionally, "the use of scaled items in interview schedules is 
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a development of great promise, since the benefits of scales are com

bined with those of interviews. We can include, for example, a scale to 

measure attitudes toward education in an interview schedule on the same 

topic" (Kerlinger 1973, p. 485). 

The sample of central office administrators used in this study 

is a volunteer sample from the population of all central office adminis

trators who were in that position during the strike. As the sample is 

a volunteer sample, it is difficult to generalize to the population, as 

this sampling method is not as representative as other techniques. 

The data collected using the Likert-type attitudinal scale are 

ordinal data. An analysis was made between the demographic information 

collected in Section 1 of the interview schedule and the attitudinal 

information collected in Sections 2 and 3 of the interview schedule. 

Due to the nature of the data collected, summary indices were developed 

to present the data. 

This investigator recognizes the two most obvious difficulties 

in designing such a research methodology. One, attitudinal scales are 

difficult to work with as there is a ~reat deal of random variation in 

the responses~ Two, as such scales are applicable to descriptive and 

not inferential statistics, this condition limits the degree of statis

tical analysis. 

Reporting of the Data 

Following a search of the literature relating to the problem 

statement and central office administrators' strike perceptions, con

cepts were developed into a theoretical framework for analyzing and 

summarizing the data from strategic theoretical vantage points. 



Summary 

This chapter presented the design of the study. The interview 

schedule was developed seeking reactions from central office adminis

trators of the Tucson Unified School District concerning their patterns 

of perceptions regarding a number of issues which may have been ex

perienced before, during, and after the 1978 teacher strike. 

Following the field research, the data were analyzed and sum

marized on the basis of the theoretical framework constructed for this 

study. Answers to the questions in the statement of the problem (Chap

ter 1) are discussed in terms of the theoretical framework (Chapter 2) 

and reported in terms of patterns of perceptions developed in Chapters 

4 and 5. A theoretical consideration of the data is discussed in 

Chapter 6, followed by conclusions and recommendations for further 

study. 



CHAPTER 4 

PRESENTATION OF QUANTITATIVE DATA 

The purpose of this chapter is to present the quantitative data 

obtained during the field interviews with central office administrators. 

The data are presented as follows: (1) Participation Data; (2) Demo

graphic Data; (3) Perception Data including Part 1: Issues and Causes, 

Part II: Relationships, Part III: Stresses, and Part IV: Post-Strike 

Views. 

Section 1: Participation Data 

Section 1 of the interview schedule was designed to collect 

demographic data on central office administrator participants. After 

the Tucson Unified School District gave permission for the study, let

ters were sent to those individuals who had held a central office posi

tion during the 1978 strike. All correspondence relating to the field 

interviews are included in Appendix A. Follow-up telephone calls were 

made to each central office administrator to confirm his willingness to 

participate. Twenty-one central office administrators were interviewed 

using the method discussed in Chapter 3. Table 1 illustrates the total 

central office population and participation. 

Description of Total Population 

In the 1978-79 school year, the Tucson Unified School District 

had 46 central office administrators. A total of 21 central office 
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Table 1. Participation of Tucson Unified School District central office 
administrators by total population. 

Item 

Central office participants (N) 

Unavailable 

Refused participation 

Total number of central office 
administrators in 1978 

Total 

21 

16 

9 

46 

Percentage of 
Population 

45.7 

34.8 

17.7 

100.2 

Note: In this table as well as all following tables percentages may 
not total 100% due to the rounding off of percentage figures. 
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administrators or 45.7% agreed to participate in this study. An analy

sis of this group (N) is included in this chapter. 

Sixteen central office administrators or 34.8% vere unavailable 

at the time the field interviews were conducted. The reasons for lack 

of participation due to availability were as follows: (1) deceased; (2) 

left district for another position; (3) left district due to retirement; 

and (4) medical absence. The investigator attempted to contact those 

who had left the district through the Tucson Unified School District 

personnel office. In many cases the attempt was unsuccessful. 

Nine participants or 18% refused to participate in the study. 

The reasons supplied for refusal to participate were as follows: (1) 

work load indicated by phrase as "too busy;" (2) failure to clearly 

recollect events in 1978; and (3) refusal to return phone calls made 

by the investigator. 

In summary, the total available central office population for 

participation in this study was 21, 16 were unavailable and 11 refused 

to participate. Accordingly, the N of 21 for study represents 100% of 

the available central office population. 

Analysis of Central Office Participants 

Of the 21 participating central office administrators, care was 

taken to ensure there was adequate balance between line and staff posi

tions. A summary of this analysis is included as Table 2. 

Table 2 indicates that ten central office participants or 47.6% 

of the N vho held line positions were interviewed. This study was de

layed for several weeks in order to interview important line 
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Table 2. Analysis of central office participants by line and staff 
positions. -- N = 21; 1978-1979 = 46. 

Position Number 

Line 10 

Staff 11 

Total 21 

Total Number 
Percent of N of Positions 

47.6 21 

52.4 25 

100.0 46 

Percent of 
All Posi tiona 

47.6 

44.4 
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administrators who had retired prior to the study. The percentage 

(47.6%) represents the central office administrators who were available 

out of the total central office population. 

Eleven central office administrators, or 52.~ of N, were in 

staff positions in the district. This represented 44.4% of the staff 

positions available in the district. 

Demographic Data 

Table 3 summarizes the age, sex and educational level of the 21 

central office participants. Care was taken by the investigator to 

offer as much balance as possible of male and female responses. This 

study was delayed several weeks in order to interview retired centra~ 

office personnel who were not available during the initial interview 

period. As indicated in Table 3. thirteen or 61.9% of the participants 

were male; eight or 38.1% were female 

The majority of the central office participants, twelve or 

57.2%, were 51 years of age or older. Seven of the participants or 

42.9% were between the ages of 30-50 years. Seventeen of the partici

pants or 81% were between the ages of 41-60. Thus the majority of 

those participating in the study were those central office administra

tors between the ages of ~1-60 years of age. 

The largest single category for educational level consisted of 

those with doctorates. Eight or 38.1% of all participants had acquired 

a doctoral degree prior to the strike. The second largest group con

sisted of those participants with an educational level of MA + 30. 

There was one or 4.8% of the participants who had not gone beyond the 
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Table 3. Central office participants -- demographic data: sex/agel 
educational level. 

Number Percent 

Sex 

Male 13 61.9 

Female 8 38.1 

Total 21 100.0 

~ 
30-40 years 1 4.8 

41-50 years 8 38.1 

51-60 years 9 42.9 

61-70 years 3 14.3 

Total 21 100.1 

Educational Level 

BA 1 4.8 

MA 2 9.5 

MA + 30 6 28.6 

MA + 45 3 14.3 

MA + 60 1 4.8 

Doctorate 8 38.1 

Total 21 100.1 
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level of a BA. Thus, a majority of the central office participants had 

attained educational levels of at least MA + 30 prior to the strike • 

. Table 4 summarizes administrative experience of the participants. 

Sixteen or 76.2% of the participants had never had any administrative 

experience outside of the Tucson Unified School District. Those who 

had 1-5 years of outside administrative experience represent 23.8%; the 

remainder, of the participants. Thus, a majority of the administrators 

had never held an administrative position outside of the school dis

trict. 

Sixty-two percent or thirteen of the participants had been in 

the school district as an administrator from 6-15 years. Four or 19.1% 

of the administrators had been in the school district 11-15 years. 

Thus the majority of the participants had substantial experience as 

administrators within the district. 

Sixteen, or 76.2% of the participants had occupied a central 

office position from 6-15 years. Those with 16-20 years of administra

tive experience in a central office position represent 14.3%. Of those 

with administrative experience inside the district, the vast majority 

of all of their experience had been in central office administration. 

At the time of the strike, 10 or 47.6% of the participants had 

held this position for 1-5 years. Eight or 38.1% of the participants 

had be(~n in their central office position for 6-10 years. Thus the 

majority of the participants had relatively little experience in their 

current position when compared to their total administrative experience. 

Table 5 summarizes the teaching experience of the central 

office participants. Seven or 33.3% of the participants had taught 
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Table 4. Central office participants -- demographic data: administrative 
experience. -- N = 21; percent in percent of N. 

Percent of 
Years Number Total 

Administrative Experience 0 16 76.2 
Outside District 

1- 5 5 23.8 

6-10 0 

Total 21 100.0 

Administrative Experience 6-10 5 23.8 
Inside District 

11-15 8 38.1 

16-20 4 19.1 

21-25 2 9.5 

26-30 0 0 

31-35 2 9.5 

Total 21 100.0 

Years Central Office Admin- 1- 5 2 9.5 
istrators in District 6-10 8 38.1 

11-15 8 3R.1 

16-20 3 14.3 

Total 21 100.0 

Years in Position at Time 1- 5 10 47.6 
of Study 

6-10 8 38.1 

11-15 1 4.8 

16-20 2 9.5 
Total 21 100.0 



Table 5. Central office participants -- demographic data: teaching 
experience. -- N = 21; percent in percent of N. 

Total Years of Teaching Experience 

o years 

1- 5 years 

6-10 years 

11-12 years 

16-20 years 

Teaching Level 

Elementary 

Total 

Junior High School 

High School 

Teaching Fields 

Elementary 

English 

Social Studies 

Foreign Language 

Business 

Counselor 

Total 

Physical Education 

Total 

Number 

1 

5 
2 

7 

6 

21 

9 

5 

7 

21 

9 

2 

4 

1 

1 

2 

2 

21 

Percent of 
Total 

4.8 
23.8 

9.5 
33.3 
28.6 

100.0 

42.9 
23.8 

33.3 
100.0 

42.9 

9.5 
19.1 

4.8 
4.8 

9.5 
9.5 

100.1 
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between 11-15 years. Those participants who had taught from 1-5 years 

represented 23.8% of the population while six or 28.6% of the respon

dents had taught from 16-20 years. Thus the majority of the partici

pants had substantial classroom experience~ 

Fourteen or 66.7% of those participating had taught at the 

elementary or junior high school level. Those participants who had 8. 

high school teaching background represented 33.~ of the population. 
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Of those who had taught school, four or 19.1% had taught social 

studies. Prior teaching experience in the areas of foreign language 

and business constituted 9.6% of the subject areas taught. The majority 

of the participants had taught in the areas considered "core" in the 

curriculum. 

Table 6 is a comparison of the teaching experience and sex of 

the participants. The researcher found a significant difference in 

prior teaching experience of partiCipants when compared with the sex of 

the participant. Seven or 53.9% of the male participants had taught 

ten or less years. Seven or 87.5% of the females had taught from 11-20 

years. Thus the majority of the male participants had fewer years of 

classroom experience when compared to female participants. 

Summary: Participation/Demographic Data 

The list below summarizes some of the more significant informa

tion concerning the participation and demographic data: 

1. The N of 21 represents 100% of the available central office 

population. 

2. Eleven or 52.4% of those participating were central office 

administrators in a staff position. 



47 

Table 6. Central office participants -- demographic data: teachin~ 
experience, sex. -- N = 21; percent in percent of N. 

Total Years of Teaching Experience Male Female 

0 yrs. 1 0 

% of total in group 7.7 0 

% of group 4.8 0 

1- 5 yrs. 4 1 

% of total in group 30.8 12.5 

% of group 19.1 4.8 

6-10 yrs. 2 0 

% of total in group 15.4 0 

% of group 9.5 0 

11-15 yrs 4 4 

% of total in group 30.8 50.0 

% of group 19.1 19.1 

16-20 yrs. 2 3 

% of total in group 15.4 37.5 

% of group 9.5 12.5 



3. Thirteen or 61.9% of the participants were male. 

4. Twelve or 57.2% of the participants had acquired at least an 

MA + 45 educational level prior to the strike. 
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5. Sixteen or 76.2% of the participants had no prior administration 

experience outside of the Tucson Unified School District. 

6. Thirteen or 61.9% of the participants had between 6-15 years of 

administrative experience within the District. 

7. Ten or 47.6% of the participants had five or fewer years of 

experience in the particular central office job they held at the time 

of the strike. 

8. Thirteen or 61.9% of the central office participants had taught 

from 11-20 years. When compared by sex, 87.5% of the females had taught 

for eleven plus years.; 46.2% of the males had taught for eleven plus 

years. 

9. Of the central administrators, 57.1% had taught either high 

school or junior high school. Of the nonelementary teachers, the sub

jects of English, Social Studies, foreign language, business and physi

cal education were represented. 

Section 2: Perception Data 

Section 2 of the interview schedule was designed to collect 

data on the central office administrators' perceptions of various 

aspects of the strike. This section is composed of four parts: (1) 

Issues and Causes; (2) Relationships; (3) Stress; (4) Post-Strike Views. 

Data vere collected during the field interviews through the central 

office administrators' responses to a 27-item Likert-type attitudinal 
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scale. The attitudinal Bcale items were ranked using the following 

criteria: strongly agree, agree, undecided, disagree, strongly dis-

agree. Each participant was asked to rate the items utilizing his per-

ceptions of the events that occurred at the time of the strike. 

The data will be presented utilizing the following format: each 

atU tudinal. scale item is presented followed by tables which summarize 

the results. Accompanying each table is a discussion of the data. 

The tables are designed to portray the most significant demo-

graphic data. Each table includes line and staff responses, as well as 

responses by sex. The percentage of the total within each group is 

listed in addition to the percentage response of the total sample. 

These categories were selected on the basis of their significance to the 

study. No other categories seemed to Significantly affect the response 

of the central office participants. 

This study is one of a series on the Tucson Unified School Dis-
t 

trict strike. As a consequence certain parallel items on the interview 

schedule will be compared to previous strike research. This particular 

analysis lends itself most appropriately to Cooper's (1982) research 

which summarizes the perceptions of 40 or 95.2% of the available popu-

lation of Tucson Unified School District principals, and Barbery's 

(1980) study which summarizes the teachers' perceptions. This allowed 

for a comparison of principals and central office administrators' per-

ceptions as well as those of teachers. 

Part I: Issues and Causes 

Item 1: A major issue was the manner in which the School Board 

handled teacher relations before and during the strike. As summarized 
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in Table 7, 72% of the participants agreed with the above statement~ It 

should be noted that 91% of those interviewed who held staff positions 

perceived the School Boards handling of teacher relationships as a major 

issue before the strike began. During the strike 92% or twelve of the 

males and four or 50% of the females perceived the School Boards hand

ling of teacher relationships as a major cause of the strike. Fifty 

percent of the line personnel interviewed were either uncertain about 

this issue or disagreed with the statement concerning the School Board 

before the strike began. 

When the responses of central office personnel were compared to 

earlier research, it was found that 70% of the principals interviewed 

on this question (Cooper, 1982) and 78.5% of the teacher participants 

(Barbery, 1980) agreed with central office administrators in the percep

tion that the School Boards handling of teacher relationships was a 

major issue of the strike. 

Item 2: A major strike issue was the manner in which the superin

tendent handles teacher relationships: before, during the strike. 

The responses to Item 2 are summarized in Table 8. Seven or 

88% of all female participants either agreed or strongly agreed that 

the superintendents' handling of teacher relationships was a major 

issue in the strike before the strike began. Three or 30% of the line 

personnel disagreed or strongly disagreed with the statement concerning 

the superintendents before the strike began. All of those participants 

who were in staff positions agreed that the superintendents' handling 

of teacher relationships was a major issue before the strike. Eighty 
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Table 7. Response to Item 1 (Section 2, Part 1). -- "A major issue 
(of the strike) was the manner in which the School Board 
handled teaching relationships:" before the strike; during 
the strike. By total sample population. 

Before the Strike Durin~ the Stri'<e 
Line Staff Total Line Staff 'fotal 

Strongly Agree 

female 
male 2 1 23 
% total of in group 20 9 
% total of group 10 5 15 

Agree 

female 1 4 62.5 2 2 50 
male 2 5 54 6 6 92 
% total of in group 30 82 80 73 
% total of group 14 43 57 37.5 37.5 75 

Uncertain 

female 1 13 1 13 
male 1 8 
% total of in group 10 18 
% total of group 5 5 10 10 

Disagree 

female 1 13 1 1 25 
male 3 23 
% total of in group 40 10 9 
~ total of group 19 19 5 5 10 

Strongly Disagree 

female 1 13 1 13 
male 
% total of in group 9 10 
% total of group 5 5 5 5 
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Table 8. Response to Item 2 (Section 2, Part 1). -- "A major strike 
issue was the manner in which the superintendent handled 
teacher relationships:" before, during the strike, by the 
total sample population. 

Before the Strike During the Strike 
Line Staff Total Line Staff Total 

Strongly Agree 

female 1 1 25 1 13 
male 2 3 39 2 3 39 
% total of in group 30 36 20 36 
% total of group 14 19 33 10 19 29 

Agree 

female 1 4 63 2 3 63 
male 2 3 39 3 3 46 
% total of in group 30 64 50 55 
% total of group 14 33 47 24 29 53 

Uncertain 

female 
male 1 8 1 8 
% total of in group 10 10 
% total of grrup 5 5 5 5 

Disagree 

female 1 1 25 
male 1 8 1 8 
% total of in group 10 20 9 
% total of group 5 5 10 5 15 

Strongly Disagree 

female 1 13 
male 1 8 
% total of in group 20 
% total of group 10 10 
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percent of all participants agreed the superintendents' handling of 

teacher relationships was a major issue of the strike, before it began. 

During the strike the superintendents' handling of teacher re

lationships as a major cause of the strike was for the most part sup

ported by all factions involved including males, females, line and 

staff personnel. 

In comparing these findings to teacher responses (Barbery, 1980), 

teacher participants singled out the superintendent as the second 

greatest contributor to the need for a strike in the teachers' percep

tions. In summary, Central Office personnel and teachers perceived the 

superintendents' handling of teacher relationships as a major issue of 

the strike. 

Item 3: Salary was a major issue of the strike: before, during 

the strike by the total sample population. 

As summarized in Table 9, 48% of the respondents felt salary 

was a major strike issue before the strike. Male participants gave the 

heaviest support of salary as a major strike issue before the strike. 

Eight or 62% of the male participants perceived salary as a major issue; 

in contrast, only two or 26% of the female central office participants 

agreed with the salary statement. 

The perceptions of salary as a strike issue appeared to have 

changed for both male and female participants once the strike began. 

Four or 50% of the female participants agreed that during the strike 

salary was a major issue. Ten or 77% of the male respondents agreed 

with the salary statement. Of the total percentage of respondents in 

agreement, fifteen or 71% indicated salary was a major issue. 
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Table 9. Response to Item 3 (Section 2, Part 1). -- "Salary was a major 
issue of the strike:" before and during the strike, by tne 
total sample population. 

Before the Strike During the Strike 
Line Staff Total Line Staff Total 

Strongly Agree 

female 1 13 1 13 
male 1 8 1 8 
% total of in group 20 20 
% total of group 10 10 10 10 

Agree 

female 1 13 1 3 50 
male 3 4 54 5 4 69 
% total of in group 30 46 60 64 
% total of group 14 24 38 29 32 61 

Undecided 

female 2 25 1 13 
male 1 8 1 1 15 
% total of in group 10 18 18 10 18 
% total of group 5 10 15 5 10 15 

Disagree 

female 2 2 50 1 1 25 
male 2 2 31 1 8 
% total of in group 40 36 10 18 
% total of group 19 19 38 5 10 15 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 
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It should be noted that 57.5% of the principal participants 

(Cooper, 1982) and 34.9% of the teacher respondents (Barbery~ 1980) per

ceived salary to be a major strike issue. 

In summary, salary as a major strike issue gained importance in 

the perceptions of central office participants as the strike progressed 

from a threat stage to one of reality. Teachers perceived salary as a 

lesser issue while principals and central office participants gave it 

more importance. 

Item 4: A major issue of the strike was teacher militancy: before, 

during the strike. 

Piror to the strike, six or 60% of the line administrators per

ceived teacher militancy as a major strike issue. In contrast four or 

36% of the staff participants agreed with the statement concerning 

teacher militancy. The responses of the central office participants 

regarding their perceptions before the strike were 49% in agreement, 

38.5% in disagreement and 15% uncertain (Table 10). There were 

slightly more participants in agreement than disagreement but there 

~as not a significant shift in either direction. 

During the strike, central office personnels' perceptions re

garding the issue of teacher militancy appeared to have shifted from 

49% before the strike in agreement with the statement, to 72% in agree

ment. The group precipi tating this change was the females. Of the females 

37.5% were in agreement with the statement prior to the strike. Once 

the strike began, 75% of the female participants agreed that teacher 

militancy was a major strike issue. 
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Table 10. Response to Item 4 (Section 2, Part 1). -- "A major issue of 
the strike was teacher militancy:" before, during the 
strike, by the total sample population. 

Before the Strike Durin~ the Strike 
Line Staff Total Line Staff Total 

Strongly Agree 

female 
male 2 2 31 3 2 38.5 
% total of in group 20 18 30 18 
% total of group 9.5 9.5 20 14 10 24 

Agree 
female 2 1 37.5 3 3 75 
male 2 1 23 2 2 31 
% total of in group 40 18 50 46 
% total of group 19 9.5 29 24 24 48 

Uncertain 

female 1 12.5 1 13 
male 1 1 15 2 2 31 
% total of in group 20 9 20 27 
% total of group 9.5 5 15 9.5 14 23.5 

Disagree 

female 3 37.5 1 13 
male 2 2 31 
% total of in group 20 45 9 
% total of group 9.5 24 33.5 5 5 

Strongly Disagree 

female 1 12.5 
male 
% total of in group 9 
% total of group 5 5 
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In summary, there was no significant agreement concerning 

teacher militancy as a strike issue until the strike began. At this 

point the majority, 72% of the participants perceived teacher militancy 

to be a major strike issue. 

Item 5: The negotiations policy was a major issue of the strike. 

The participants' response to the importance of the negotiations 

policy as a major strike issue was fairly inconclusive. Twelve or 57% 

of those responding agreed with the negotiations statement. It should 

be noted that five or 24% of the respondents indicated uncertainty on 

this issue (Table 11). 

Summary: Issues and Causes 

A majority of the central office administrators, 72%; the prin

cipals, 70% (Cooper, 1982); and the teachers, 78.5% (Barbary, 1980) 

agreed that the school board's handling of teacher relationships was a 

major issue of the strike. It should be noted that the issue of the 

school board's handling of teacher relationships is a District level 

rather than a building level issue. The participants' agreement on the 

role played by the superintendent as an issue of the strike further 

SUbstantiates the problem to be a District level one. Eighty percent 

of all central office participants perceived the superintendents' hand

ling of teacher relationships as a major issue before the strike began. 

On the issue of salary, the majority of all participants, 71%, 

perceived salary to be a major issue of the strike. This is a signifi

cant contrast to teacher perceptions. Of the teacher participants, 

34.9% (Barbery, 1980) perceived salary to be a major issue. Of the 
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Table 11. Response to Item 5 (Section 2, Part 1). -- "The negotiations 
policy was a major issue of the strike:" by the total 
sample population. 

Line Staff Total 

Strongly Agree 

female 
male 
% total of in group 
% total of group 

A.gree 

female 2 2 50 
male 3 5 61.5 
% total of in group 50 64 
% total of group 24 33 57 

Uncertain 

female 1 3 50 
male 1 8 
% total of in group 20 27 
% total of group 10 14 24 

Disagree 

female 
male 3 1 31 
% total of in group 30 9 
% total of group 14 5 19 

strongly Disagree 

female 
male 
% total of in group 
% total of group 



principal participants, 57.~ (Cooper, 1982) agreed that salary was a 

strike issue of importance. Salary as a strike issue was definitely 

perceived quite differently amongst the three groups: teachers, prin

cipals and central office administrators. 
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The issue of teacher militancy prior to the strike as a cause of 

the strike was supported by less than a majority, 49%. Once the strike 

began, however, there appeared to be a shift in perceived teacher mili

tancy by the participants. Seventy-two percent of the participants 

agreed that teacher militancy was a major strike issue once the strike 

began. 

The n'~otiations policy as a major strike issue was inconclu

sive. The majority, 5?%. of those responding saw it as a strike issue, 

but another 24% were uncertain. Neither teacher respondents (Barbery, 

1980) nor principal respondents (Cooper, 1982) perceived it to be a 

strike issue of major importance. 

The issues as perceived by central office administrators in 

order of importance were: superintendents' handling of teacher rela

tionships, school boards' handling of teacher relationships, teacher 

militancy, salary and the negotiations policy. 

Part 2: Relationships 

Item 6: I felt comfortable communicating with significant others: 

before, during and after the strike. 

As summarized in Table 12, 20 or 9~ of the central office 

participants were in agreement with the statement concerning communi

cation with significant others before the strike began. There was a 



Table 12. Response to Item 6 (Section 2, Part 2). -- "1 felt comfortable communicating with 
significant others: before, during, after the strike" by the total sample 
population. 

Before the Strike Durin~ the Strike After the Strike 
Line Staff Total Line Staff Total Line Staff Total 

Strongly Agree 

female 1 3 50 2 2 50 3 38 
\Bale 3 2 38.5 3 23 3 23 
% total of in group 40 45.5 50 18 30 2:7 
% total of group 19 24 43 24 10 34 14 14 28 

Agree 
female 2 2 50 1 1 25 3 2 62.5 
male 3 4 54 2 3 38.5 1 4 38.5 
% total of in group 50 54.5 30 36 40 54.5 
% total of group 24 29 53 14 19 33 19 29 48 

Uncertain 
female 
male 
% total of in group 
% total of group 

Disagree-

female 2 25 
male 1 8 1 3 31 3 2 38.5 
% total 0 f in group 10 10 45.5 30 18 
% total of group 5 5 5 24 29 14 9.5 23.5 

Strongly Disagree 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 0'\ 

0 
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significant change in response once the strike began. Sixty-seven per

cent of the participants were in agreement with the statement concerning 

communication with significant others during the strike. This repre

sents a shift of 29% toward a negative response. The group experiencing 

the greatest change in response were those in staff positions. Before 

the strike 100% of those in staff positions were in agreement. After 

the strike began, 5~ were in agreement. 

After the strike, respondents indicated somewhat more agreement 

with the communications statement, but the change represented a change 

from 67% during the strike to 76% after the strike. The 76% figure is 

significantly less than the 96% which represented the respondents' pre

strike perceptions concerning comfort in communication with significant 

others. 

In conclusion the strike significantly lowered the respondents' 

comfort level in communicating with significant others. This shift in 

comfort occurred most dramatically during the strike but lingered on 

into the post-strike period. 

Item 7: I felt comfortable communicating with teachers before the 

strike. 

The respondents overwhelmingly supported the above statement. 

Twenty-one or 100% of all those participating strongly agreed. The 

group most significantly impacting the figure 100% were those in line 

positions. Eighty percent of the line administrators strongly agreed 

that they felt comfortable communicating with the teachers prior to 

the strike (Table 13). 
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Table 13. Response to Item 7 (Section 2, Part 2). -- "I felt comfor-
table communicating with teachers before the strike:" by 
the total sample population. 

Line Staff Total 

Strongly Agree 

female 2 3 62.5 
male 6 2 61.5 
% total of in group 80 45.5 
% total of group 38 24 62 

Agree 

female 1 2 37.5 
male 1 4 38.5 
% total of in group 20 54.5 
% total of group 10 29 39 
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Eight or 39% of thos~ participating agreed with the above state

ment. Staff personnel represented 29% of those responding in this 

category. 

Item 8: I felt comfortable communicating with non-striking 

teachers: during, and after the strike. 

The strike had little impact on the participants' apparent com

fort in communicating with non-striking teachers during the strike. Of 

the participants, 80.5% either strongly agreed or agreed that they felt 

comfortable communicating with non-striking teachers. Of those respond

ing in the strongly agree category, were four or 50% of the female 

respondents. 

The respondents indicated little discomfort in communicating 

with non-striking teachers after the strike. Fifteen or 61.5% of the 

participants agreed with the statement when it was applied to the post

strike period (Table 14). 

In summary, 80.5% of the respondents indicated they were com

fortable communicating with non-striking teachers before the strike. 

There was a net shift of 9% when compared to the post-strike percentage 

of 71.5. Line personnel and females indicated the largest support of 

the statement by responding at 50% of the females and 50% of the line 

personnel in the strongly agree category. 

Item 9: I felt comfortable communicating with striking teachers: 

during, after the strike. 

As summarized in Table 15, the 'vast majority of the participants, 

86%, felt comfortable communicating with striking teachers during the 
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Table 14. Response to Item 8 (Section 2, Part 2). -- "I felt comfor-
table communicating with non-striking teachers: during, 
after the strike:" by the total sample population. 

Durin~ the Strike After the Strike 
Line Staff Total Line Staff Total 

Strongly Agree 

female 2 2 50 2 2 50 
male 3 23 3 23 
% total of in group 50 18 50 18 
% total of group 24 9.5 33.5 24 9.5 33.5 

Agret' 

female 1 2 37.5 1 13 
male 2 5 54 1 6 54 
% total of in group 30 64 10 64 
% total of group 14 33 47 5 33 38 

Uncertain 

female 1 13 1 1 25 
male 1 8 1 8 
% total of in group 10 9 20 9 
% total of group 5 5 10 10 5 15 

Disagree 

female 1 13 
male 1 1 15 2 15 
% total of in group 10 9 20 9 
% to tal of group 5 5 10 10 5 15 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 
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Table 15. Response to Item 9 (Section 2, Part 2). -- "I felt comfor-
table communicating with striking teachers: during, after 
the strike:" by the total sample population .. 

During the Strike After the Strike 
Line Staff Total Line Staff Total 

Strongly Agree 

female 2 2 50 2 3 62.5 
male 3 2 39 3 23 
% total of in group 50 36 50 27 
% total of group 24 19 43 24 14 38 

Agree 

female 1 2 37.5 1 2 37.5 
male 2 4 46 2 6 61.5 
% total of in group 30 54.5 30 73 
% total of group 14 29 43 14 38 52 

Uncertain 

female 1 13 
male 1 8 
% total of in group 10 9 
% total of group 5 5 10 

Disagree 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 

Strongly Disagree 

female 
male 1 8 1 8 
% total of in group 10 10 
% total of group 5 5 5 5 



strike. Nine or 4~ of the respondents strongly agreed to the above 

statemant during the strike period. 
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After the strike, 19 or 90% of the respondents felt comfortable 

communicating with those teachers who had gone out on strike. It is 

interesting to note that during the strike 39% of the male respondents 

strongly agreed that they felt comfortable with striking teachers, but 

after the strike only 23% strongly agreed. Those who switched to a 

different stance after the strike, moved from strongly agree to agree 

on the statement. 

In summary, central office participants, for the most part, felt 

comfortable communicating with striking teachers during and after the 

strike. 

Item 10: My relationship with the teachers in the District were 

improved as a result of the strike. 

As indicated in Table 16, 2 or 10% of the participants indicated 

their relationships were improved. In comparison, principal respondents 

(Cooper, 1982) indicated with a positive response from 32.~ of the 

participants that they felt relationships were improved. 

Sixty-two percent of the central office participants disagreed 

or strongly disagreed with the statement. A majority of those respond

ing indicated relationships had simply not changed, rather than rela

tionships being damaged. 

It is interesting to note that 55% of the staff personnel par

ticipants indicated uncertainty on this issue. This would seem to 

indicate that these staff participants were unable to ascertain the 

precise nature of their post-strike teacher relationships. 
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Table 16. Response to Item 10 (Section 2, Part 2). -- ''My relation-
ships with the teachers in this District were improved as 
a result of the strike:" by the total sample population. 

Line Staff Total 

Strongly Agrae 

female 
male 
% total of in group 
% total of group 

Agree 

female 
male 2 15 
% total of in group 20 
% total of group 10 10 

Uncertain 

female 4 50 
male 2 15 
% total of in group 54.5 
% total of group 29 29 

Disagree 

female 3 1 50 
male 4 3 54.5 
% total of in group 70 36 
% total of group 33 19 52 

Strongly Disagree 

female 
male 1 1 15 
% total of in group 10 9 
% total of group 5 5 10 



Previous research of teacher perceptions concerning this issue 

indicate that 8l.~ of the teachers (Barbery, 1980) participants per

ceived no change in relationships with administrators. 

Item 11: I feel that my relationship with other central office 

administrators changed as a result of the strike. 

As indicated in Table 17, 5 or 2~ of the participants agreed 

or strongly agreed with the above statement. Those who indicated a 

change in relationship viewed this change as a negative one. 

Of those interviewed, 87.~ of the females and 6l.~ of the 

males perceived no change in central office relationships. A total of 

15 or 71% of the participants viewed central office relationships as 

unchanged by the strike. 
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In summary, the relationships between central office personnel 

as perceived by the majority of the respondents appeared to be unchanged 

as a result of the strike. 

Item 12: I feel that my relationships with site administrators 

changed as a result of the strike. 

As summarized in Table 18, 15 or 71% of the central office par

ticipants did not perceive any change in relationships with site admin

istrators. Nine or 82% of the staff personnel responding indicated no 

change in relationships with site administrators. Six or 60% of the 

line personnel, in contrast, perceived no change in site administrator 

relationships. 

Of the 20% of the participants who indicated a change in rela

tions, there was no clear indication as to whether these changes were 

perceived as positive or negative. 



69 

Table 17. Response to Item 11 (Section 2t Part 2). -- '~y relationship 
with other central office administrators changed as a 
result of the strike:" by the total sample population. 

Strongly Agree 

female 
male 
% total of in group 
% total of group 

Agree 

female 
male 
% total of in group 
% total of group 

Uncertain 

female 
male 
% total of in group 
% total of group 

Disagree 

female 
male 
% total of in group 
% total of group 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 

Line 

2 
20 
10 

1 
10 

5 

3 
4 

70 
33 

Staff 

1 

9 
5 

2 
18 
10 

4 
4 

73 
38 

Total 

13 

5 

31 

20 

8 

5 
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Table 18. Response to Item 12 (Section 2, Part 2). -- "I feel that my 
relationships with site administrators changed as a result 
of the strike:" by the total sample population. 

Line Staff Totals 

Strongly Agree 

female 1 12.5 
male 1 8 
% total of in group 10 9 
% total of group 5 5 10 

Agree 

female 1 12.5 
male 1 8 
% total of in group 10 9 
% total of group 5 5 10 

Uncertain 

female 1 12.5 
male 1 8 
% total of in group 20 
% total of group 10 10 

Disagree 

female 2 3 63 
male 4 6 77 
% total of in group 60 82 
% total of group 29 42 71 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 
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In summary, 71% of the participants viewed their relationships 

with site administrators as unchanged. Four or 20% perceived a change, 

but were not clear on its positive or negative impact. Two or 10% were 

uncertain as to whether relationships had changed. 

Item 13: I feel that the direction provided by the central office 

concerning the strike was appropriate and supportive: before, during. 

after the strike. 

Prior to the onset of the strike. 14 or 56.5% of the central 

office participants felt the direction provided by the central office 

was supportive and appropriate. as indicated on Table 19. Of the female 

respondents. 87.5% compared with 54% of the male respondents, agreed 

with the statement. Interestingly enough, 80% of the line personnel and 

54.4% of the staff personnel agreed that central office direction was 

appropriate and supportive before the strike. 

During the strike 71% of the participants perceived the direc

tions from the central office in a positive manner. One hundred percent 

of the female participants in contrast to 53.~ of the males agreed with 

the statement during the strike. Five or 39% of the male participants 

did not feel the directions from the central office were appropriate 

and supportive. 

The post-strike view regarding this issue changed slightly from 

pre-strike perceptions. Fifteen or 71% of the partiCipants indicated 

that central office directives were appropriate and supportive. 

In summary. the majority of the participants viewed the central 

office in a positive role. Female participants had the greatest ratio 



Table 19. Response to Item 13 (Section 2, Part 2). -- "I feel that the direction provided by 
the central office concerning the strike vas appropriate and supportive:" by the 
total sample population. 

Before the Strike Durin~ the Strike After the Strike 
Line Staff Total Line Staff Total Line Staff Total 

Strongly Agree 
female 2 2 50 3 37.5 3 37.5 
male 1 8 
% total of in group 20 18 10 2? 27 
% total of group 9.5 9.5 19 5 14 19 14 14 

Agree 
female 1 2 37.5 3 2 62.5 3 2 62.5 
male 5 2 54 4 2 45.5 3 4 54 
% total of in group 60 36.4 70 37 60 55 
% total of group 28.5 19 47.5 33 19 52 28.5 28.5 57 

Uncertain 
female 
male 1 8 1 8 1 8 
% total of in group 9 9 9 
% total of group 5 5 5 5 5 5 

Disagree 
female 1 13 
male 1 3 31 1 3 31 3 1 31 
% total of in group 10 36.4 10 27 30 9 
% total of group 5 19 24 5 14 19 14 5 19 

Strongly Disagree 
female 
male 1 8 1 8 1 8 
% total of in group 10 10 10 
% total of group 5 5 5 5 5 5 ...:J 

N 



of supportive perceptions with 87.5% in agreement before the strike, 

100% during the strike and 100% after the strike. 

Summary: Relationships 

The strike had a significant impact on central office partici

pants' communication with significant others. Twenty or 9~ of all 

participants felt comfortable communicating with significant others 

prior to the strike. During the strike, those who felt comfortable 

dropped to 67%. After the strike. some degree of comfort was regained 

as indicated by a positive response by 7~ of the participants. Com

munication comfort was definitely impaired by the strike. 
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Central office participants also felt comfortable communicating 

with teachers before the strike. One hundred percent of those respond

ing indicated they were comfortable communicating with teachers before 

the strike. 

Once the strike began, central office participants were forced 

to communicate with both striking and non-striking teachers. Of the 

respondents, 80.5% indicated they felt comfortable communicating with 

non-striking teachers during the strike. After the strike 61.5% of the 

central office participants maintained a feeling of comfort when com

municating with non-striking teachers. 

It is interesting to note that 86% of the participants felt com

fortable communicating with striking teachers during the strike. This 

figure is 5.5% higher than the figure for communicating with non

striking teachers during the same time period. After the strike, a full 

~ of the central office respondents claimed to be comfortable com

municating with those teachers who had chosen to strike. 
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Apparently one of the post-strike phenomena was a significant 

decline in communication comfort with non-striking teachers and a slight 

decline in comfort with striking teachers. 

The strike had some impact on relationships with teachers in 

addition to the area of communication. The majority, 62%, of the re

spondents perceived no change in relationships with teachers. The one 

group within the central office study to express uncertainty over 

changes in relationships was the staff personnel. Fifty-five percent 

of the staff personnel were unable to decide whether or not their rela

tionships with teachers had changed as a result of the strike. 

The relationships with other central office administrators 

appears to have been negatively affected to some extent. Twenty-five 

percent of the participants had indicated agreement with the statement 

that relationships with other central office personnel had changed as 

a result of the strike. The change was perceived as a negative one, for 

the most part, by the respondents. Seventy-one percent of the partici

pants perceived no change in relationships with the central office 

personnel. 

Perceived changes in relationships with site administrators was 

only slightly supported by the central office participants. Seventy-one 

percent of the respondents indicated no change in site administrators' 

relationships, while 20% of the participants were uncertain as to 

whether or not there had been a change. 

The strike put a great deal of pressure ,on the central office 

sector as well as others. When asked how appropriate and supportive 

the central office directives were before the strike, 56.~ of the 



respondents commented in a positive manner. During the course of the 

strike 71% indicated the central office responded appropriately. This 

seems to indicate that the central office improved its performance as 

the strike stage progressed. After the strike 71% of the respondents 

indicated the central office's directions were appropriate and suppor

tive. 

Part 3: Stresses 
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Item 14: I experienced considerable stress: before, during, after 

the strike. 

As summarized in Table 20, the majority, 66.~ of the partici

pants did not feel "considerable" stress before the strike. The sub

group within the central office participants which experienced more 

stress, than the group at large, consisted of females. Of the female 

respondents, 5O.~ indicated they experienced considerable stress before 

the strike. In the research on principals concerning this question, 

47.~ of the principal participants indicated they were stressed before 

the strike. 

Seventy-one percent of the participants indicated considerable 

stress was experienced during the strike. It is interesting to note 

that 80% of the line administrators responding indicated considel'able 

stress during the strike. It should also be noted that female stress 

apparently stayed constant. Of the female group, 5O.~ reported con

siderable stress during the strike in contrast to 85% of the males. 

Male participants experienced an increase in perceived stress while 

females indicated no change in stress during the strike. When compared 

to the principal participants (Cooper, 1982), 83% of which reported 

.~ 



Table 20. Response Item 14 (Section 2, Part 3). -- "I experienced considerable stress: 
before, during, after the strike:" by the total sample population. 

Before the Strike Durin~ the Strike After the Strike 
Line Staff Total Line Staff Total Line Staff Total 

Strongly Agree 
female 2 1 37.5 2 1 37.5 2 1 37.5 
male 2 15 3 3 46 1 8 
% total of in group 40 9 50 36.4 20 18 
% total 0 f group 19 5 24 24 19 43 10 10 20 

Agree 
female 1 13 1 13 
male 1 8 3 2 39 5 3 61.5 
% total of in group 18 30 27 50 27 
% total of group 10 10 14 14 28 24 14 3B 

Uncertain 

female 
lIale 
% total of in group 
% total of group 

Disagree 
female 1 3 50 1 3 50 1 4 62.5 
male 5 5 77 1 1 15 2 2 31 
% total of in group 60 73 20 36.4 30 54.5 
% total of group 28.5 38 66.5 10 19 29 14 28.5 42.5 

Strongly Disagree 

female 
male 
% total 0 f in group 
% total of group 

--..J 
0\ 



considerable stress during the strike, the central office personnel 

appeared to be less affected. 
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Once the strike ended, those central office participants report

ing considerable stress declined from 71% during the strike to 58% after 

the strike. This figure compares favorably to the 55% reporting stress 

amongst the principal participants after the strike (Cooper, 1982). 

Item 15: The School Board exerted the g~eatest stress producing 

pressure on me: before, during, after the strike. 

As summarized in Table 21, 13 or 76% of the central office re

spondents disagreed or strongly disagreed with this statement prior to 

the strike. The two subgroups within the sample, females and staff 

personnel reported 87.5% and 82% disagreement in respective order. 

During the strike, those participants disagreeing or strongly 

disagreeing with the statement regarding the School Board as the great

est stress producer grew from 76% before the strike to 86% during the 

strike. During the strike 15% of the respondents considered the School 

Board as the major stress producer. 

After the strike, 6 or 28% of the respondents agreed that the 

School Board was the greatest stress producer, while 67% disagreed or 

strongly disagreed. 

In summary, the School Board was not perceived by most central 

office participants to be the major stress producer. 

Item 16: During the strike my greatest stress resulted from the 

fear that there would be a possible break in relatioDships with signifi

cant others. 



Table 21. Response to Item 15 (Section 2, Part 3). -- "The School Board exerted the 
greatest stress producing pressure on me: before, during, after the strike:" 
by the total sample population. 

Before the Strike Durin! the Strike After the Strike 
Line Staff Total Line Staff Total Line Staff Total 

Strongly Agree 
fellale 
male 
% total of in group 
% total 0 f group 

Agree 
female 1 13 1 13 
male 1 1 15 1 8 3 3 46 
% total of in group 10 18 18 30 27 
% total of group 5 10 15 10 10 14 14 28 

Uncertain 
female 
male 2 15 1 8 1 8 
% total of in group 20 10 10 
% total of group 10 10 5 5 5 5 

Disagree 
female 3 '+ 87.5 3 4 87.5 3 5 100 
male 3 5 62 5 5 77 2 3 38.5 
% total of in group 60 82 80 82 50 73 
% total of group 28 43 71 38 43 81 24 38 62 

Strongly Disagree 

female 
male 1 8 1 8 1 8 
% total of in group 10 10 10 
% total of group 5 5 5 5 5 5 ....., 

00 
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As indicated on Table 22, 11 or 53% of the participants dis

agreed with the above statement. The subgroup which had the greatest 

impact on this percentage was the males o Sixty-two percent of the males 

indicated disagreement with fear of a break in relationships with sig

nificant others as the major stress producer. Of the female subgroup, 

62.~ agreed with the statement. 

In summary, 48% of the participants, significantly impacted by 

the female response, indicated that the greatest stress producer was 

the fear of a break in relationships with significant others. Fifty

three percent of the central office respondents, impacted by 62% of the 

male subgroup response, indicated they did not find the possible break 

in relationships the main stress producer. 

Item 17: The superintendent exerted the greatest stress-producing 

pressure on me: before, during, after the strike. 

As indicated in Table 23, 14 or 66% of the central office re

spondents disagreed with the above statement before the strike began. 

Of those responding in this category, l~ strongly disagreed with this 

statement regarding the superintendent before the onset of the strike. 

During the strike, 29% of the respondents indicated the super

intendent was the source of greatest stress. Seventy-one percent 

either disagreed or strongly disagreed with this statement. 

After the strike a full 90% of the participants disagreed with 

the statement of the superintendent being the greatest stress producer. 

It should be noted that there had been a change in superintendents 

shortly after the end of the strike. 
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Table 22. Response to Item 16 (Section 2, Part 3). -- "During the 
strike my greatest stress resulted from the fear that there 
would be a possible break in relationships with significant 
others in the District:" by the total sample population. 

Strongly Agree 

female 
male 
% total of in group 
% total of group 

Agree 

female 
male 
% total of in group 
% total of group 

Uncertain 

female 
male 
% total of in group 
% total of group 

Disagree 

female 
male 
% total of in group 
% total of group 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 

Line 

2 
2 

40 
19 

1 
10 

5 

1 
4 

50 
24 

Staff 

3 
2 

46 
24 

2 
4 

54.5 
29 

Totals 

25 
15 

19 

37.5 
23 

29 

37.5 
62 

53 



Table 23. Response to Item 17 (Section 2, Part 3). -- "The superintendent exerted the 
greatest stress producing pressure on me: before, during, after the strike:" 
by the total sample population. 

Before the Strike 
Line Staff Total 

During the Strike 
Line Staff Total 

After the Strike 

Strongly Agree 
female 
male 
% total of in group 
% total of group 

Agree 
female 
male 
% total of in group 
% total of group 

Uncertain 
female 
male 
% total of in group 
% total of group 

Disagree 
female 
male 
% total of in group 
% total of group 

Strongly Disagree 
female 
male 
% total of in group 
% total of group 

3 
4 

70 
33 

3 
30 
14 

1 
1 

18 
10 

2 

18 
10 

2 
5 

64 
33 

13 
8 

10 

25 

10 

62.5 
69 

66 

23 

14 

1 
1 

20 
10 

2 
5 

70 
33 

1 
10 

5 

2 
2 

36 
19 

3 
4 

64 
33 

37.5 
23 

29 

62.5 
69 

66 

8 

5 

Line Staff Total 

1 
10 

5 

1 
10 

5 

3 
5 

80 
38 

5 
6 

100 
52 

8 

5 

8 

5 

100 
85 

90 

00 .... 



In summary, the superintendent was not sin~led out as the 

greatest stress producer by central office participants. 

Item 18: Teachers exerted the greatest stress-producing pressure 

on me: before, during, after the strike. 
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As indicated on Table 24, the majority, 77% of the participants 

disagreed or strongly disagreed, with the statement regarding teachers 

as the greatest stress producers before the strike. One hundred percent 

of the female subgroup disagreed with the teacher statement. 

During the strike teachers were not, for the most part, per

ceived as a source of stress for the participants. Seventy-seven per

cent of the respondents indicated teachers were not a great source of 

stress for them before the strike. During the strike, 62% of the par

ticipants disagreed or strongly disagreed with the~atement concerning 

teachers as a major source of stress. 

Participant perceptions remained fairly constant after the 

strike. Seventy-two percent of the respondents did not perceive 

teachers as the source of major stress for them. It should be noted 

that 38.5% of the male subgroup did perceive teachers as a major source 

of stress after the strike 

Item 19: In your perceptions, what aspect of the strike produced 

the greatest stress for you? 

As indicated on Table 25, 7 or 33% of the participants were the 

most stressed by trying to keep the schools open. Long hours, new 

duties and shift in responsibility were all cited as part of the prob

lem of maintaining open schools. 



Table 24. Res-ponse to Item 18 (Section 2, Part 3). -- "Teachers exerted the greatest 
stress producing pressures on me: before, during, after the strike:" the 
total of the sample population. 

Before the Strike DurinS the Strike After the Strike 
Line Staff Total Line Staff Total Line Staff Total 

Strongly Agree 
female 
male 1 8 1 1 15 
% total of in group 9 10 9 
% total of group 5 5 5 10 

Agree 
female 
male 2 1 23 2 2 31 3 2 38.5 
% to tal of in group 20 9 20 18 30 18 
% total of group 10 5 15 10 10 20 14 10 24 

Uncertain 
female 
male 1 8 1 8 1 8 
% total of in group 10 10 10 
% total of group 5 5 5 5 5 5 

Disagree 
female 3 4 88 3 5 100 3 5 100 
male 3 4 54 2 3 38.5 2 4 46 
% total of in group 60 73 50 73 50 82 
% total of group 29 38 67 24 38 62 24 43 67 

Strongly Disagree 
female 1 13 
male 1 8 1 8 1 8 
% total of in group 10 9 10 10 
% total of group 5 5 10 5 5 5 5 

00 
I.J.I 



Table 25. Response to Item 19 (Section 2, Part 3). -- "In your per
ception, what aspect of the strike produced the m08t stress 
for you:" by the total sample of the population. 

Item Number Percent 

Crossing picket line 3 14 

Si te adntinistrator 1 5 

Keeping schools open 7 33 

Lack of community understanding 1 5 

Concern for children ·2 9 

Poor administrative decisions 1 5 

Split in teacher group 3 14 

Fear of unpredictable 1 5 

Teacher/administrators as 
adversaries 1 5 

Negotiation Process 1 5 

Totals 21 100 

R4 



The second most cited stressors were crossing picket lines and 

a perceived split in the once cohesive teacher group. Each received 

l~ of the responsibility as the major stressor. 
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Concern for the children was cited by 9% of the central office 

respondents. The other items cited included: site adMinistrators, lack 

of community understanding, poor administrative decisions, fear of un

predictable, negotiations process and the adversarial stance of teachers 

and administrators. 

Summary: Stresses 

Prior to the beginning of the strike the majority of the cen

tral office participants, 66.5%, indicated they did not experience con

siderable stress. The one notable subgroup deviation from this 

position were females; 50.5% of whom indicated they suffered consider

able stress before the strike. 

During the strike, the percentage reporting considerable stress 

rose to 71%. The major subgroup to impact on this percentage was com

posed of line administrators who reported considerable stress for the 

majority, 80%. The male subgroup's response to stress during the strike 

rose from 23% before the strike to 85% during the strike, while the 

female response to stress remained constant. 

A majority, 58%, of the participants indicated considerable 

stress after the strike. The male subgroup impacted on the percentage 

of the total group by agreeing or strongly agreeing at the rate of 

69.5% of the male group. 

When asked to evaluate the School Board as the major stress 

producer, 76% of the respondents before the strike indicated it was 
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not the source of ~eatest stress. During and after the strike the 

respondents indicated 86% and 67% respectively in disagreement with the 

statement that the School Board was the major stress producer. 

In rating the respondents' perceptions of the greatest stress 

producer as delineated by the interview schedule, the respondents 

agreed: the fear of a break in relationships with significant others, 

48%; the superintendent, 29% during the strike; the School Board, 28% 

before the strike; the teachers, 2CJ% durinG the strike were t!1e rna~or 

stress producers in respective order. 

In comparison, the respondents when asked to name the single 

greatest stress producer chose: keeping schools open, 3~; crossing 

picket lines, l~; split in teacher group, l~; concern for children's 

safety, 9% as the major stressors. 

There is no doubt that the majority of the respondents experi

enced sustained stress throughout the various stages of the strike 

experiences. The sources of the stress were diverse and perceived in 

a fairly disparate fashion. 

Part 4: Post-Strike Views 

Item 20: I perceive the Tucson Education Association as having 

acted in a responsible and professional manner: before, during, after 

the strike. 

As summarized by Table 26, the respondents' perceptions of the 

Tucson Education Association actions prior to the strike were fairly 

disparate. Ten or 48% of the participants agreed with the above state

ment. Of those in agreement, 7~ were of the female subgroup. It is 

noteworthy that 7~ of the staff subgroup were in agreement also. 



Table 26. Response to Item 20 (Section 2, Part 4). -- "I perceive the Tucson Education Associ-
ation as having acted in a responsible and professional manner: before, during, 
after the strike:" by the total sample population. 

Before the Strike Durin~ the Strike After the Strike 
Line Staff Total Line Staff Total Line Staff Total 

Strongly Agree 
female 
male 
% total of in group 
% total of group 

Agree 
female 2 4 75 2 4 75 2 5 87.5 
male 4 31 1 3 31 2 4 46 
% total of in group 20 73 30 64 40 82 
% total of group 10 37 48 14 33 47 19 43 62 

Undecided 
female 
male 2 1 23 1 1 15 1 2 23 
% total of in group 20 9 10 9 10 18 
% total of group 10 5 15 5 5 10 5 10 15 

Disagree 
female 1 1 25 1 13 1 13 
male 3 1 31 4 2 45.5 2 15 
% total of in group 40 18 50 18 30 
% total of group 19 10 29 24 10 34 14 14 

Strongly Disagree 
female 1 13 
male 2 15 1 8 2 15 
% total of in group 20 10 9 20 
% total of group 10 10 5 5 10 10 10 

()I!l 
...:J 



88 

The response of the central office participants was favorable 

when compared to the principal participants (Cooper, 1982). A mere 25% 

of the principal respondents agreed with the statement regarding Tucson 

Education Association's actions. 

The respondents' pre-strike perceptions regarding the Tucson 

Education Association remained constant during the strike. After the 

strike there was a slight shift toward agreement. Sixty-two percent of 

the central office participants were in agreement with the statement. 

It should be noted that line and staff personnel responded dif

ferently. Line personnel were 60% in disagreement with the Tucson 

Education Association's statement during the strike. Only 34% of the 

staff personnel were in disagreement during the same time period. The 

majority of the male participants, 53%, were either uncertain or dis

agreed with the Tucson Education Association's actions after the strike. 

Item 21: I was unpleasantly surprised at some of the strike be

havior I witnessed in the school district. 

As indicated on Table 27, 16 or 76% of the respondents either 

strongly agreed or agreed with the statement on strike behavior. One 

hundred percent of the female participants were in agreement. 

It should be noted that probably 40% of the respondents were 

referring to administrative behavior, particularly site administrators 

when they chose to agree with the statement. Of those participants in 

disagreement, 20%, all of the participants were male. Line personnel 

represented 15 % of the 20% in disagreement. 

Item 22: I feel the parents supported the strike. 
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Table 27. Response to Item 21 (Section 2. Part 4). -- "I was unpleas-
antly surprised at some of the strike behavior I witnessed 
in the school district:" by the total sample of the popula-
tion. 

Line Staff Total 

Strongly Agree 

female 2 25 
male 3 3 46 
% total of in group 50 27 
% total of group 24 14 38 

Agree 

female 1 5 75 
male 0 2 15 
% total of in group 10 64 
% total of group 5 33 38 

Uncertain 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 

Disagree 

female 
male 2 1 23 
% total of in group 20 9 
% total of group 10 5 15 

Strongly Disagree 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 

.. -- .. -



As summarized on Table 28, there wae no majority in agreement 

or disagreement with this statement. Forty-eight percent of the central 

office respondents indicated the parents were in support. Four or 20% 

of the participants were in disagreement. The most noteworthy group 

were those in the uncertain category. 

Thirty-three percent of the respondents indicated they were un

certain as to whether the parents were supportive or not. The principal 

participants were: 7.5% uncertain, 60% agree, 32.5% disagree (Cooper, 

1982). The majority of the principals were in agreement that there was 

parental support of the strike. 

Item 23: I feel tl1e community supported the strike. 

As indicated in Table 29, the largest group response was the 

43% participant response in the uncertain category. Apparently these 

participants were unable to ascertain where the community stood on the 

issue of the strike. 

Five or 63% of the female respondents were in the disagree cate

gory. The other notable group in the disagree category was the 45.5% 

of the staff subgroup. A total of 3~ of the respondents disagreed with 

the statement regarding community support. 

Item 24: I see the strike as being successful in terms of the 

teachers achieving their goals. 

Responses to this item, summarized in Table 30, indicate that 

76.5% of the central office participants perceived the teachers as 

successful in achieving their goals. This figure is significantly 

higher than the 55% principal participant response in the agree cate

gories (Cooper, 1982). It also compares favorably with the striking 
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Table 28. Response to Item 22 (Section 2, Part 4). -- "I feel the 
parents supported the strike:" by the total sample popula-
tion. 

Line Staff Total 

Strongly Agree 

female 
male 
% total of in group 
% total of group 

Agree 

female 2 2 50 
male 3 3 46 
% total of in group 50 45.5 
% total of group 24 24 48 

Uncertain 

female 2 25 
male 3 2 38.5 
% total of in group 30 36 
% total of group 14 19 33 

Disagree 

female 1 1 25 
male 1 1 15 
% total of in group 20 18 
% total of group 10 10 20 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 
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Table 29. Response to Item 23 (Section 2, Part 4). -- "I feel the 
community supported the strike:" by the total sample of the 
population. 

Line Staff Total 

Strongly Agree 

female 
male 
% total of in group 
% total of group 

Agree 

female 
male 3 2 38.5 
% total of in group 30 18 
% total of group 14 10 24 

Undecided 

female 2 1 38 
male 3 3 46 
% total of in group 50 36 
% total of group 24 19 43 

Disagree 

female 1 4 63 
male 1 1 15 
% total of in group 20 45.5 
% total of group 10 24 34 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 
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Table 30. Response to Item 24 (Section 2, Part 4). -- "I see the strike 
as being successful in terms of the teachers achieving their 
goals:" by the total sample population. 

strongly Agree 

female 
male 
% total of in group 
% total of group 

Agree 

female 
male 
% total of in group 
% total of group 

Uncertain 

female 
male 
% total of in group 
% total of group 

Disagree 

female 
male 
% total of in group 
% total of group 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 

Line 

2 
2 

40 
19 

2 
20 
9.5 

1 
1 

20 
9.5 

2 
20 
9.5 

Staff 

2 
18 
10 

4 
4 

73 
38 

1 

9 
5 

Total 

25 
31 

29 

50 
46 

47.5 

25 
8 

14.5 

15 

9.5 
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teachers' response to this question which was 7% in agreement (Barbery, 

1980). 

The remainder of those participants responding to this statement 

posted 14.% uncertain and 9.5% in disagreement. 

Item 25: I feel the consensus agreement (1978 strike settlement) 

is a fair professional resolution to the problem. 

Table 31 summarizes the responses to item 25. Fifteen or 71% 

of the participants either agreed or strongly agreed with the statement 

concerning the consensus agreement. The central office respondents' 

response is significant when compared with the principal participants' 

responses. Of the principals, 77.5% somewhat to strongly disagreed 

with the consensus agreement statement (Cooper, 1982). 

It is noteworthy to mention that 8% of the males responded in 

the agree category. The female subgroup was divided 2% to the uncer

tain category and 2% to the disagree category. 

In summary, the majority of central office participants per

ceived the consensus agreement to be a fair professional resolution to 

the problem. 

Item 26: The strike r,educed my effectiver!ess as a central office 

administrator. 

As summarized on Table 32, the overwhelming majority of the 

central office participants, 81%, either disagreed or strongly disagreed 

with the reduction in effectiveness statement. Of this group one or 

% strongly disagreed with the above statement. 

The participants in agreement with the reduction in effective

ness statement represented 20% of the sample population. It should be 
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Table 31. Response to Item 25 (Section 2, Part 4). - v'I feel the con-
sensus agreement (1978 strike settlement) is a fair and 
professional resolution to the problem:" by the total sample 
of the population. 

Line Staff Total 

Strongly Agree 

female 1 13 
male 
% total of in group 9 
% total of group 5 5 

Agree 

female 2 1 37.5 
male 5 6 85 
% total of in group 70 64 
% total of group 33 33 66 

Uncertain 

female 2 25 
male 1 8 
% total of in group 10 18 
% total of group 5 10 15 

Disagree 

female 1 1 25 
male 1 8 
% total of in group 20 9 
% total of group 10 5 15 

Strongly Disagree 

female 
male 
% total of in group 
% total of group 
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Table 32. Response to Item 26 (Section 2, Part 4). -- "The strike 
reduced my effectiveness as a central office administrator:" 
by the total sample population. 

Line Staff Total 

Strongly Agree 

female 1 13 
male 
% total of in group 9 
% total of group 5 5' 

Agree 

female 
male 2 1 23 
% total of in group 20 9 
% total of group 10 5 15 

Uncertain 

female 
male 
% total of in group 
% total of group 

Disagree 

female 3 4 87.5 
male 4 5 69 
% total of in group 70 82 
% total of group 33 43 76 

Strongly Disagree 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 
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noted that 75% of the principal participants were in agreement with the 

statement regarding a perceived reduction in effectiveness. This is in 

sharp contrast to the majority of the celltral office respondents' re

sponses. 

Item 27: The strike reduced the effectiveness of the school 

district in meeting the goals of the educational program. 

As summarized in Table 33, the respondents' responses were dis

parate regarding the reduction of the effectiveness of meeting district 

educational goals. Thirty-eight percent of the respondents either 

strongly agreed or agreed with the statement. Fifty percent of the line 

participants were in agreement. 

Four or 19% of the participants were uncertain as to the long 

term impact on educational programs in the district. Line personnel 

were represented in this category by 30% of its membership. 

Of those in disagreement with the educational program impact, 

6~ were from staff personnel. A total of 43% of the total sample of 

the population indicated disagreement with the statement regarding a 

reduction of the effectiveness of the school district in meeting educa

tional goals. 

It should be noted that 55% of the principal participants agreed 

with the educational goals statement. 

Summary: Post-Strike Views 

Central office administrators' responses to Part 4 of the inter

view schedule contained several patterns of significance. A total of 

62% of the participants were in agreement concerning their positive per

ceptions of Tucson Education Associations' actions. Sixty percent of 
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Table 33. Response to Item 27 (Section 2, Part 4) .. -- "The strike 
reduced the effectiveness of the school district in meetin~ 
the goals of the educational program:" by the total sample 
population. 

Line Staff Total 

Strongly Agree 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 

Agree 

female 2 25 
male 4 1 38.5 
% total of in group 40 27 30 
% total of group 19 14 33 

Undecided 

femalA 3 1 50 
male 
% total of in group 30 9 
% total of group 14 5 19 

Disagree 

female 2 25 
male 1 5 46 
% total of in group 10 64 
% total of group 5 33 38 

Strongly Disagree 

female 
male 1 8 
% total of in group 10 
% total of group 5 5 
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the line personnel perceived the Tucson Education Association as acting 

irresponsibly during the strike. 

Seventy-six percent of the respondents agreed or strongly agreed 

that they were unpleasantly surprised by strike behavior. It should be 

noted that some of those responding in this category were referring to 

the behavior of other administrators. 

The question of parental support of the strike lacked strong 

comment on any category. Forty-eight percent of the respondents per

ceived the parents as supportive. Twenty percent of the participants 

felt parents were not supportive of the strike; while 33% of those sur

veyed were uncertain as to whether or not parents were in support. Com

munity support of the strike was also viewed by the respondents in a 

disparate manner. Forty-three percent of the participants were uncer

tain about community strike support. Of those remaining participants, 

3~ perceived the community as non-supportive on this issue. 

A majority, 76.5%, of the participants felt the strike was a 

success in terms of the teachers achieving their goals. Central office 

responses are in sharp contrast to principal participants. Fifty-five 

percent of the principal participants perceived the strike as a success 

of the teachers (Cooper, 1982). The consensus agreement which was an 

outcome of the strike was viewed by central office administrators as a 

fair and professional resolution to the problem by 71% of the central 

office participants. 

The impact of the strike on each central office participant's 

effectiveness in his professional capacity as perceived by the partici

pants appeared to be minimal. Eighty-one percent of the participants 
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disagreed with a statement which included a reduction of effectiveness 

as a professional. The respondents were less in agreement on the issue 

of the strike's impact on the effectiveness of the educational program. 

Thirty-eight percent of the participants perceived the strike as impact

ing in a negative manner on the school program. Those who felt the 

strike did impact in a negative manner. represented 43% of the total 

sample. 

Summary 

The following list summarizes some of the more significant pat

terns of perceptions reported by the central office participants in 

response to the 27 quantitative items on the interview schedule. 

1. For the most part line and staff personnel responded in a 

similar fashion. As a group, however, line personnel tended to vote 

more consistently as a block. 

2. As a generalization, female central office participants tended 

to react in a rather similar manner to that of their male counterparts. 

Female participants were to some extent more concerned about relation

ships than their male counterparts. 

3. Male participants tended to take a strong positive or negative 

stance on an issue. 

4. As a group, all females reported more stress before the strike 

than during or after the strike. Males reported less stress before the 

strike, with a significant increase in stress level during the strike. 

5. It was of particular interest to compare teacher, principal and 

central office administrator perceptions regarding the strike. Each 
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group perceived the major cause of the strike differently. Central 

office respondents felt the superintendents handling of teacher rela

tionships was the major cause. Teachers blamed the School Board and 

principals viewed salary as the major cause. All groups reported that 

the strike circumstance was stressful. Principals perceived the strike 

as having reduced the effectiveness of their jobs; while central office 

participants disagreed with the statement indicating a reduction of 

effectiveness. All groups concurred that the strike had not, for the 

most part, improved relationships between groups. Central office per

sonnel perceived the Tucson Education Association in a more positive 

light than did the principal group. Finally, all groups involved per

ceived breaks in relationships a major concern. 

6. As a group, central office administrators expressed dismay over 

strike behavior exhibited by the teachers and administrators during the 

strike. 

7. ~ost of the central office participants perceived the teachers 

as successful in achieving their goals. 

8. The majority of the central office administrators viewed the 

consensus agreement as a fair and professional resolution to the prob

lem. 

9. As a group, central office personnel were ambivalent about the 

strike's impact on the educational program. The largest percentage of 

the group felt the educational program would not experience a reduction 

in effectiveness in meeting the educational goals of the district. 

This group was not in the majority. 



CHAPTER 5 

PRESENTATION OF QUALITATIVE DATA 

This chapter presents the qualitative data in the form of com

ments made during the field interviews. The comments have been 

organized on the basis of the categories of the theoretical framework 

presented in Chapter 3. These categories are: (1) Perceptions; (2) 

Empathy; (3) Adequacy/self-concept; (4) Relationships; and (5) stress. 

The theoretical framework also contains the category Perceptual Frame

work. However, as this delineates each individual's need to work toward 

adequate social relationships through the development of a positive per

ceptual framework, it is felt such a discussion is implied and need not 

be discussed in each separate item. 

Under each category, several statements concerning the category 

are presented. Following this is a brief recapitulation of the related 

quantitative data presented in Chapter 4. Finally, there will be a dis

cussion of the theoretical framework for each category. It should be 

noted that comments appearing under each category are intended to high

light some of the major ideas of that particular aspect of the theoreti

cal framework. 

Perception 

The concept of perception is employed in this section to 

facilitate the examination of the participants' behavior. The 
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perceptions of an individual, according to Combs et ale (1976) become 

that individual's reality. An individual behaves according to his, not 

someone elses, perceptions of the situation. Central office adminis-

trators behaved as individuals, not as a group during the strike. Their 

behavior was as varied as their perceptions of the changing situations. 

Consequently their strike behaviors must be considered through an 

analysis of their individual perceptions. 

Respondents' Perceptions of Issues and 
Causes of the Strike 

As indicated in Chapter 4, 72% of the central office partici-

pants indicated that the School Board's handling of teacher relationships 

was a major cause of the strike. 1 The comment of Harold Johnson, a line 

administrator, was typical: 

The District used to be like one big happy family. Teachers 
were looking for a change in salary but the Board wouldn't give 
in. The Board was very paternalistic toward the teachers. 

Another line administrator commented that the School Board looked 

at teachers with contempt. He indicated teachers were regarded as pawns 

by the School Board. John Gregson, a staff administrator, commented: 

When the teachers sued the District and won, Lee and Hafly took 
it personally. They were insulted by the teachers and took a 
defensive position. The Board was very paternalistic toward 
the teachers. 

Of those central office participants who did perceive the School 

Board as the major cause of the strike, several indicated that the 

militancy of the teachers and the strike were a "sign of the times." 

lNames of those participating in this study have been changed in order 
to protect the anonymity of the participants. However sex, line and 
staff designations have been kept intact. The names of more public 
figures such as Tucson Unified School District school superintendents 
and school board members were not changed. 



Jim Herbert's comment was typical of this group's belief: 

We became a target for AEA and NEA to make an issue of this 
district. We were very similar to other area districts but 
we were larger. 

The superintendent's handling of teacher relationships was 

singled out by 80% of the participants as the most important issue to 
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cause the strikeo The superintendent's role in this situation was per-

ceived very differently by various groups within the sample population. 

Regina Garcia, a staff administrator commented: 

The Board used the superintendent. He was set up to do what 
he had to do. He was so new to this area. He did as he 
thought the Board wanted him to do. 

There were a number of participants who viewed the superintendent's per-

sonality as the problem. Alicia Smith's comment is typical of this 

group: 

His attitude was we're going to win--not let's work this out. 
He had poor people skills. He was rough and helped blow the 
situation up. 

Those who blamed the superintendent tended to perceive the School Board 

and superintendent as a team. Some commented that the Board and the 

superintendent were a team. 

The issue of salary was perceived by 71% of the participants to 

be an important issue once the strike began. Before the strike, 48% 

agreed salary was a major issue. The minority attitude on the salary 

issue was typified by Jason McElligott's comment: 

The strike happened because teachers wanted to be recognized 
as professionals. They wanted what was good for children. 

Teacher militancy was another issue where central office admin-

istrators held significantly disparate views. One group's thinking is 

typified by the comment made by Raul Guerrero: 



Teachers were not militant before the strike. What happened 
to them in terms of the school board and others made them mili
tant. They became militant after mistreatment. 

James Barnes, a line administrator, commented regarding teacher mil i-

tancy: 

The average teacher was not militant, but the leadership kept 
them up in arms. It was a sign of the times. There were 
teacher strikes everywhere. 
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As noted in Chapter 4, the negotiations policy was perceived as 

a major strike issue by 57% of the central office administrator partici-

pants. Ann Hooper's comment typifies the majority attitude toward the 

negotiations policy: 

The negotiations policy was "the principle." This is the 
reason teachers struck. It was their bill of rights. 

Many participants, 43%, were either in disagreement or uncertain that 

the negotiations policy was a major issue. A typical comment regarding 

this perspective was: "the negotiations policy helped trigger the dis-

play of militancy." 

Respondents' Perceptions of 
Relationships 

The strike had a deleterious effect on the comfort levels 

experienced by the participants in communicating with others. Sixty-

seven percent of the central office respondents indicated that they 

felt comfortable communicating with significant others after the strike. 

This was a marked change from the 96% who indicated comfort in communi-

cation before the strike. One line administrator, Jack Smith commented: 

It took a long time to get back to a comfortable feeling in 
the district. It really upset the district. 
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Another staff administrato~ commented: "I was not comfortable with 

supervisors for a long time -- they were against the teachers and I was 

for them." 

Central office administrator participants experienced little 

discomfort in communicating with both striking and non-striking teachers. 

As noted in Chapter 4, 71.5% of the participants were comfortable com-

municating with non-striking teachers after the strike. Ninety percent 

of the participants felt comfortable communicating with striking 

teachers after the strike. John Claussen, a staff administrator, com-

men ted as follows on his ability to communicate comfortably with 

teachers: 

I did not become an administrator. I helped those who wanted 
to stay, as well as, those who went out on strike. I was 
against administrators in support of teachers. 

Gina Gloria, a line administrator, had another approach: 

I felt no animosity for any of my teachers. I had a good 
rapport with everyone. I called a meeting and tried to re
assure everyone that they could do whatever they felt was 
right. 

One female staff participant, Sheila Katy commented: "I did not deal 

wi th it as good as I could have. I was too militant." 

As noted on Table 16 in Chapter 4, 62% of the participants did 

not feel their relationships with teachers had improved as a result of 

the strike. Judi Garcia, a staff administrator typifies one groups' 

comments on this statement: 

I had good relations which stayed good. Everybody was deva
stated by this strike. The thing to do was to help others 
recover as quickly as possible. 

John Jackson's was typical of the majority: '~y relationships were less 

good -- there was an underlying tension afterwards." 
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Participants perceived little change in their relationships with 

other central office administrators. As noted in Chapter 4, 71% of the 

respondents felt their relationships had remained the same. Those who 

felt that there had been a positive change made comments similar to 

Lloyd Casio's comment: 

I felt a positive change, because I had to help pull them 
through a bad time. I really felt there was a team rapport. 

John Terril's comment was typical of another kind of response to this 

question: "They had shifted the administration. The change in rela-

tionships may have resulted from that." 

Central office participants, for the most part, did not feel 

their relationships with site administrators had changed as a result of 

the strike. Seventy-one percent indicated their relationships had not 

changed. Amongst those who perceived a positive change, Angela 

Carlson's comment is typical: 

I went to help a site administrator (during the strike). 
Rapport was improved. I felt I had gained more respect as a 
female minority handling a crisis situation. 

Carmen Garcia's comment is typical of those who felt a negative 

change in relationships with site administrators: 

Some of them /Bite administrator!V were so horrible to the 
teachers. I really lost a lot of respect for them as indi
viduals and professionals. 

Central office participants, for the most part, viewed the 

central office directives to be appropriate and supportive. Seventy-

one percent of the participants indicated the directives were fine. 

John Camp, a staff administrator held a less than favorable view of the 

central offict attempts to issue directions. He commented: "They 
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didn't have it together themselves; they overreacted." Several com-

mented on the good communications sent-out by the central office. Mary 

Ashe commented, "they were constantly having us meet and giving us 

directions. It was good because I felt I knew what I was supposed to do. 

Respondents' Perceptions of Stresses 

As noted in Chapter 4, stress and percei-ved stressors were an 

important factor in the behavior of those involved in the strike. The 

majority of the participants, 66.5%, did not feel considerable stress_ 

before the strike. As a group females, 50.5%, slightly deviated from 

the total sample percentage. The fear of a possible break in relation-

ships with significant others was cited by 48% of the total sample popu-

lation as a major stressor. Jan Garcia, a staff administrator 

commented: "I told my people that not matter what you must defend 

principles. Be true to yourself." Her stance typified those who were 

not as fearful of a break in relationships with significant others. 

Jesse Johnson, a line administrator indicated, "I most feared a break 

in relationships with teachers." 

The greatest stress experienced by the participants was during 

the strike period. Seventy-one percent of the participants agreed that 

they experienced considerable stress during this time period. Jane 

Smith, a line administrator commented: 

Stress 
hissed 
next. 
Police 
future 

did not decline. Meetings were held and teachers 
at Dr. Lewis. You didn't know what was going to happen 
I was always concerned about the safety of the children. 
met with the teachers. I was always fearful of the 
of the Board and superintendent. 



The majority, 71%, of the participants did not perceive the 

superintendent as the major source of stress during the strike. Jan 

Garcia's comment typifies one response to this: 

The Board simply used the superintendent. He was set up to do 
what he had to do. Once it began he was blown along in the 
wind. 
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The school board was not perceived by the majority of the par-

ticipants, 86%, as the major stress producer. John Claussen's comment 

may shed some light on the lack of pressure exerted by the board: 

"He Lthe superintenden'y took the teachers on. He was the board's front 

man." Mary Carter commented, "the superintendent was an autocrat. He 

was running the board and the central office." 

Teachers were not a major source of stress during the strike for 

67% of the participants. Of those participants who chose this category, 

Amy Smith's comment is representative of the group: 

I felt concern that this was happening, but not real stress. 
I always felt in control. Teachers never bothered me when I 
crossed the picket line. They knew I was just doing my job. 
I would try to wave and be friendly as I crossed. 

Marsha Johnson's comment was: 

The teachers didn't know what to do. They were so upset. I 
felt no pressure to keep them in. I told them to do as they 
must. There would be no problem here. 

Central office participants most frequently cited the necessity 

of keeping the schools open as the major stressor for them. John 

Marquez commented, "I felt like I was doing two jobs - mine and the new 

one assigned to me." Another commonly heard comment was "keeping the 

schools open was difficult and a waste of time as far as education was 

concerned." 
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The second most often cited stressor emanated from two sources. 

The first was the necessity of having to cross the picket line. Max 

Johnson, a staff administrator, comments: 

Having to cross the picket line was a horrible experience for 
me. I had to go against my teachers to do that. 

Gerry James concurred when he said: 

I was made a messenger. As a consequence I had to cross lots 
of picket lines. It was always hard to do that. 

The other most cited stressor was the perceived split in the 

teacher group. Jay Jansen commented: "I was most upset knowing that 

there were two camps of teachers. I knew my job would be harder to do 

after the strike no matter what." Several respondents were concerned 

with the disruption in friendships experienced by teachers. Martha 

Jones, administrator, commented: 

My greatest stress came from my concern over the destruction 
of so many relationships. There were so many problems 
experienced by the teachers. So many were confused and 
really stressed. 

The next most cited stressor for central office personnel was 

the concern over the children. Participants in this category were 

stressed by their concerns for the strike's impact on the children. 

A typical statement concerning the children was the comment made by 

Steve Murray, a line administrator: 

The safety of the children was always in the back of my mind. 
The other thought was -- those kids are being deprived of an 
education. 

The other stressors cited by respondents were: keeping schools 

open, pOOl' administrative decisions, fear of unpredictable, lack of 

community understanding, teacher/administrators as adversaries, and the 

negotiations process. One comment by a male line administrator was: 



Lack of understanding and support from significant groups 
such as the community factors, College of Education Lat the 
University of Arizon!Ci, business groups,et cetera was the 
thing that really bothered me. 

III 

A female line administrator responded to the stress question by comment-

ing: 

I was stressed most by the long hours that had to be spent. 
The days were long and went sometimes late into the ni~ht. 
I was sleeping 5-6 hours a night. Some people were sick 
after it was over from all the stress during that time. 

Several staff personnel were stressed by their fears of the long 

term impact of the strike on their future work situation. Gerald Hayes 

commented: 

There were two camps of teachers. I was worried about 
cliques forming and the difficulties in holding inservice 
programs for teachers. 

After the strike, the participants still reported a fairly sub-

stantial level of stress. Fifty-eight percent of the respondents indi-

cated "considerable stress" in the post-strike period, as indicated on 

Table 20 of Chapter 4. The respondents in this category indicated 

several areas of stress. Nancy Thompson's comment typifies the re-

sponses in this area: 

The let up after the strike was devastating. People were 
tired, emotionally overwrought. We had to go back and try 
to pick up the pieces. 

Some of the respondents were concerned with the impact of the strike on 

the central office staff as a whole group. Several felt the group 

would never be the same. Al Smith, a line administrator commented: 

There were those who were "in" and "out" amongst the staff. 
There was a new superintendent and new yes men. The cliques 
were formed and there were those amongst the groups who were 
out to get rid of those who had opposed them when Lewis was 
there. People were pressured and were demoted or switched 
out. It was a bad time. 
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The participants indicated that the district was starting over 

in building rapport and relationships. As one respondent put it, "we 

had been a big family before, now the family was shattered." 

It should be noted that central office participants, unlike the 

teacher and principal respondents, ~ere not facing the same intensity 

of pressure as individuals in the group. Higher line administrators 

had stress related to keeping every aspect of the school functioning 

while others in lower line and staff positions had either no change in 

job or a new job plus their ongoing one. 

Some respondents were not placed in high stress positions by 

virtue of their job or new job assignment. Principals and 

teachers to some extent each shared somewhat equally the pressure of 

certain decisions and pursuant actions. For example, each teacher had 

to decide whether to strike or not strike. Each principal had to decide 

how striking teachers should be treated. Central office participants 

were withdrawn enough from the center of the problem to elude some of 

the hard and fast decisions encountered by teachers and principals. 

Respondents' Perceptions of the 
Post-Strike Period 

The central office participants were asked during the interview 

to reflect on various aspects of the strike which were not covered in 

the prior categories of issues and causes, relationships and stress. 

The first item addressed in this section was the respondent's perception 

of the actions of the Tucson Education Association. 

As indicated in Chapter 4, 48% of the participants felt the 

Tucson Education Association had acted professionally and responsibly 
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before and during the strike. Thirty-nine percent of the respondents 

disagreed or strongly disagreed with the Tucson Education Association's 

actions before and during the strike. Elain Turley's comment illustrates 

the pro-Tucson Education Association's attitude: 

The Tucson Education Association did the best they could do, 
given the circumstance. The District pushed them too far. 
They had to stand up. 

Those who viewed the Tucson Education Association in a negative 

light were quick to point out the Association had changed. Most of the 

participants indicated they had belonged as members to the Tucson Edu-

cation Association up until the strike. Al Smith's comment: 

The leadership in TEA was militant. I had belonged for years. 
They were out there whipping up the teachers. They wanted 
the strike to happen. 

Those who were uncertain about the manner in which Tucson Edu-

cation Association acted before and during the strike had a tendency to 

perceive the association as a victim, not a villain. Nancy Scott, a 

line administrator commented: 

TEA was just a little country group. NEA and AEA came in and 
persuaded them to do this. They really didn't know what they 
were getting into. 

The subject of strike behavior elicited some fairly strong 

opinions from the central office participants. As noted on Table 27 in 

Chapter 4, 76% of the total sample popUlation perceived the strike be-

havior of some district employees as unpleasantly surprising. Sheila 

Jones, a line administrator's comment was typical of this group: 

Some of the teachers reacted poorly. I was shocked to see 
teachers calling kids names and calling parents to tell them 
to keep their children home. They weren't the only ones, 
some of the principals were unbelievable. How could anyone 
be a principal and act the way some of them did toward the 
teachers. 



114 

Those who were not dismayed by the strike behavior took the 

attitude, for the most part, that there were a few bad examples on the 

fringes but by-in-large teachers and administrators tried to consis-

tently do the best they could under the stressful circumstance. 

When asked about parental support for the strike, 48% of the 

participants perceived the parents to be supportive of the strike. One 

participant commented: 

There were parents who really supported teachers. Many 
parents kept their children home. Others let the teachers 
know they understood. 

Twenty percent of the respondents felt parents did not support the 

strike. Line administrator, James Jones, commented: 

There were groups on each side. Parents weren't really con
cerned about teacher or administrator concerns. They only 
wanted their kids in school. 

The second largest category selected by participants concerning parental 

support was that of uncertain. Thirty-three percent of the partiCipants 

were apparently unable to ascertain whether parents were supportive or 

not. The typical comment was: "Sure some of the parents were in sup-

port, but what about the other 90% we never really heard from?" 

Community support was another area where participants held sig-

nificantly disparate views. The largest proportion of the participants, 

43%, chose the uncertain category on the interview instrument. One 

comment by a line administrator was: 

The community was naive. They could be swayed by whomever 
spoke to them last. They had not really had an educational 
strike in their backyard before. 

The second largest group, 3~ indicated that the strike was not 

supported by the community. Carl Garcia's comment typified the thinking 
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on this subject: "There were some in support and some against, but most 

simply didn't know what to think about it." Of the 24% who felt the 

strike was supported by the community, the typical comment was: "They 

may have not been strongly for it, but they certainly weren't actively 

against it." 

The participants were fairly united in their perceptions of the 

teachers' success in reaching their goals as a result of the strike. 

As summarized in Chapter 4, 76.5% of the central office participants 

perceived the teachers as successful in attaining their goals. Alicia 

Gierrero, a staff administrator, commented: 

I guess the teachers basically got what they wanted. If their 
goal was to gain power, they certainly had done that. 

Of the participants, 14.~ were uncertain as to whether or not 

the teachers had achieved t~eir goals. Don Johnson, a line administra

tor commented, "who knows? They Lthe teacher~ had never clearly 

defined their goals." 

The consensus agreement was the end product of the negotiations 

process during the strike. Seventy-one percent of the respondents per-

ceived the agreement to be a fair and professional resolution to the 

problem. Sam Smith commented: 

In general the consensus agreement was okay. It has since been 
revised and refined into a much better document. I do think 
the Board overreacted and over-compensated the teachers to 
placate them. 

Of those who felt it was a poor document, Mary Jones', a line adminis-

trator, comment was typical: 

Because of the consensus agreement, I am not able to do my 
best to place teachers as I should. This agreement is having 
a negative impact on my program. 



Many of the participants, 81%, felt the strike had not reduced effec-

tiveness on the job. Of those 20% who felt their job effectiveness 

was reduced, Jane Stapleton's comment typified their perceptions: 

You can't just make edicts. You must work with people to 
make them supportive and follow what is going on. For example 
the compliance plan. 

On the question of the strike's impact on the overall ability 

of the district to meet the goals of the educational program, 41% of 
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the central office participants held a negative view point. One of the 

comments by staff administrator Lynne Smith exemplified the perceptions 

of this group: 

Some of the joy has gone out of teaching. There is more 
unionization. There is less idealism. Teachers will no 
longer contribute time for extras. 

Those who felt the district would be able to meet educational 

goals represented 38% of the sample population as noted in Chapter 4. 

Staff administrator, John Smith stated the groups' perceptions most 

eloquently. He said: 

The District is taking more responsibility for the educational 
program in the schools. There is more central direction. Now 
there are effective accountability programs. We have to talk 
about ~oals and measures of the educational program. Prior to 
this time there wasn't much educational leadership. The strike 
acted as a catalyst. 

Discussion 

Perception shapes the behavior of the individual. A stressful 

situation, such as a strike, will have significant impact on the per-

ceptions of that individual. Throughout the strike the participants 

reported varying but significant levels of stress. The period prior to 



the actual strike was reported by most central office participants to 

be the least stressful time period. 
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The stress experienced by the participants before the strike 

reportedly came from first, a fear of a break in relationships with 

significant others and secondly, from the uncertainty and anticipation 

of the situation. 

Central office participants as well as principals and teachers 

experienced the greatest amount of stress during the strike. The major 

stressors were: problems with relationships; the lo~istics of keeping 

the district functioning at the classroom level; fear and uncertainty 

of the strike circumstance. 

The time period following the strike was cited as the second 

most stressful one for the participants of this study. The problems 

surrounding any attempts to get the district back on a functioning, 

productive basis were the major stressors. These included adjusting 

relations as well as policies and programs. 

Line administrators appeared to experience the greatest stress 

levels before, during, and after the strike. Male staff personnel 

perceived themselves as feeling less stress than the other participants 

reported. 

Depending on the job or new job assignments held by the indi

vidual participants, varying levels of stress were experienced. Those 

who had to repeatedly cross picket lines or take on a double job 

assignment tended to be more stressed. In addition, higher level line 

administrators appeared to suffer greater anxiety due to in-house 

fighting and cliques within the central office. 
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Summary 

The following list summarizes some of the more significant 

qualitative data which were collected during the field interviews. The 

qualitative data were collected in order to clarify responses of the 

participants to the attitudinal portion of the interview instrument. 

1. Central office participants held disparate views of the issues 

and causes of the strike. 

2. The superintendent's handling of teacher relationships were 

perceived by the largest percentage of the participants to be a major 

issue in the strike. 

3. The teachers were perceived by the participants to have moved 

into a militant stance by either/or the actions of the school board, 

superintendent or representatives of Tucson Education Association, 

Arizona Education Association, National Education Association. 

4. Central office participants' relationships with significant 

others in the district appeared to suffer less damage than did teacher

teacher or teacher-principal relationships. 

5. The majority of the central office participants were positive 

in their perceptions of the central office directives throughout all of 

the strike stages 

6. Those participants who felt they dealt with the strike situation 

successfully, indicated that it was necessary to not take the strike 

personally. Those who felt the least stressed indicated they actively 

sought to relieve the stress in others by not taking extreme stands on 

the strike issue. 
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7. The actions of the Tucson Education Association was viewed quite 

differently by the central office respondents. The largest percentage 

perceived TUcson Education Association as having acted professionally 

and responsibly in the strike circumstance. Tucson Education Associa

tion was perceived by the majority of the participants to be a pawn in 

the situation. 

8. The majority of the strike participants were dismayed by the 

behavior of some administrators and some teachers during the course of 

the strike. 

9. Central office participants held disparate views on the question 

of parental support of the strike. A large percentage were uncertain on 

the issue. Forty-eight percent of the participants did perceive parents 

as supportive. 

10. A small percentage of the participants perceived the community 

as supportive of the strike situation. The largest percentage of the 

respondents were uncertain on the issue of community support. 

11. The majority of the central office respondents perceived the 

teachers as having successfully attained their goals as a result of the 

strike. 

12. Striking and non-striking teachers were viewed with a nearly 

equal positive attitude by the participants both during and after the 

strike. 

13. The central office respondents, for the most part, viewed the 

consensus agreement as a fair and professional resolution to the prob

lem. 



120 

14G The impact of the strike on the ability of the district to meet 

educational goals was perceived quite differently by various portions 

of the respondents. The largest percentage, 41%, felt the district's 

attempts to meet future educational goals was somewhat thwarted by the 

impact of the strike. 



CHAPTER 6 

CASE STUDIES 

The intent of this chapter is to show the impact of the strike 

on the lives of those human beings who experienced it as central office 

personnel. 

In order to protect the anonymity of the participants, the case 

studies presented will be composites of several participants' experi

ences and comments. A pseudonym has been assigned to each of the charac

ters in the case studies. 

The strike appeared to have a much greater impact on some par

ticipants than on others. The investigator did not discern a particular 

pattern of stress arising from a single subgroup, such as line or staff 

administrators. The stress and disruption perceived by the individual 

participants appeared to be most closely related to individual percep

tions of the series of events rather than actual job related problems 

or job assignment. 

In order to best portray the strike's impact on individuals, 

the investigator has presented two separate case studies. The first 

case study is a composite of individuals who perceived the entire strike 

episode to be one of high stress and disruption. The second case study 

is a composite of individuals who felt the strike was not very 

stressful or disruptive. Comments of both line and staff individuals 

121 



122 

have been used in this portrayal of individuals' perceptions during the 

strike sequence 

Each case study utilizes the following format: (1) Background 

data on the individual; (2) Perceptions on issues and causes of strike; 

(3) Perceptions on relationships before, during, and after the strike; 

and (4) Post-strike views of the individual. The stress experienced by 

the individuals cannot be separated from the events as they occurred. 

Consequently the individua!sperceived stress will be discussed through

out the case study. 

Case Number 1: Dr. Harold Johnson 

Dr. Harold Johnson was a fairly typical central office adminis

trator in the Tucson Unified School District. He had been employed by 

the school district for nine years as an elementary teacher prior to 

becoming an administrator. The administrative experience included an 

assistant principalship as well as a principalship in the district. 

Dr. Johnson had never worked for any other school system, but 

by 1978 he had amassed nearly 26 years of educational experience within 

the Tucson Unified School District. The year of the strike, 1978, was 

his third year as an administrator in the central office. 

Through the years Johnson had developed a large network of 

acquaintances within this district. He felt he was a part of a large 

family that worked together. 

At the onset of the strike Dr. Johnson was given the extra 

assignment of making sure there were substitutes for those teachers who 

struck. This, in addition to his original job, was enough to really 

keep him busy as well as stressed. 
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Issues and Causes 

In Harold Johnson's perceptions the strike was not something 

that suddenly appeared unprovoked. He had seen the rivalry between the 

School Board and the teachers long before Wilbur Lewis was hired as 

superintendent. He commented: 

Teachers were upset because they wanted a written right to a 
negotiations agreement. In the early '70s T.E.A. gucson 
Education Associatio~ had worked hard to put together a pro
fessional agreement for negotiations which would be a model 
in the state. When the Board said no, this really upset 
them. They felt Superintendent Lee and the School Board. 
were sweeping away important rights. This hurt the good, 
decent relationships between the Board and teachers. 

As a result of the hard feelings the teachers filed suit against 

the District claiming the right to negotiate. In 1977 the courts backed 

the School Board. October 14, 1977 Superior Court Judge Robert R. Bean 

ruled that the Board was not bound by arbitration. Johnson saw this as 

the "final straw" as far as the teachers were concerned. 

Certain individuals on the School Board were, in Johnson's per-

ceptions, insulted by the teachers' law suit and they set out in 1975 

to find a superintendent to "handle" the situation. Johnson observed: 

"This could have been prevented but both sides egged it on." 

The new superintendent, Wilbur Lewis was hired, according to 

Harold Johnson, as a "strike breaker." During this period Johnson had 

several observations about the new superintendent's handling of the 

si tuation: 

He ~ilbur Lewi§7 tried but he was too harsh and forceful. 
This may have been Board provoked or he may have lead the 
Board. No one knows. The Board set up the policies but 
Lewis really enforced them too stringently. He had poor 
people skills. 



The teachers were also involved in this whole period prior to 

the strike. Harold Johnson comments concerning the teachers: 

The Board's handling of the teachers made some of them militant. 
Some of the militants were in strategic positions by this time 
and they were being pushed along by lots of things. First 
there were lots of teachers' strikes all around the country. 
There was a mood in the country which was ~ro-strike. Both NEA 
~ational Education Associatio~ and AEA LArizona Education 
AssociatioB7 came in to help push for a strike in Arizona. 
Because of the TUSD's ~cson Unified School Districi7 size it 
was the target. 

This whole period prior to the strike was stressful for Dr. 
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Johnson. He commented, "It was like sitting on the sidelines watching 

everything in the family come apart." People were fighting and bicker-

ing. It was a period of unrest for all. "I was worried all during 

this I¥.! year period." 

Relationships 

Dr. Johnson felt comfortable in the early prestrike period with 

all of the District personnel, as well as community groups he had to 

interface with during the course of his job. As the strike drew closer 

this feeling of comfort began to erode. Dr. Johnson observed: 

It became more and more tense. The central office became in
creasingly polarized. There was a lot of secrecy and the 
superintendent was like a general. Very few of us had access 
to him--particularly the old guard. Many of the new people 
were close to him and this polarized the staff. 

In the immediate prestrike period Harold Johnson felt the 

teachers were changing. He commented, "They became more and more rest-

less. They were more militant." The change in the teachers was viewed 

with sympathy by Johnson. He had always had good relationships with 

teachers and he felt he maintainei this as the strike progressed. He 

commented: 



Teachers were in turmoil. They didn't know what to do. 
Friendships amongst teachers were broken up and every teacher 
was faced with whether to go out or stay in. I was sick to 
see this happening. I tried to reassure all teachers and 
not show animosity. I would have gone out myself. During 
the strike I really dreaded crossing picket lines and tried 
to wave and let the strikers know I was only doing my job. 

Dr. Johnson felt extremely stressed during the strike. The 
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problems experienced by the teachers were of particular concern to him, 

as well as the problems experienced by the central office staff. Both 

groups appeared to him to be polarized and to some extent in adversary 

positions. Even though he was not terribly stressed by his relation-

ships with teachers, he felt extreme stress over the disruption of 

teacher-teache~ administrator-teacher and Board-teacher relationships. 

Dr. Johnson basically had minimal contact with Superintenden~ 

Lewis. He commented: "Lewis had a small group of in people he worked 

with. The rest of us were basically just on the periphery taking 

orders. He didn't really consult us or include us. I didn't really 

feel like I had any input and certainly no control. As far as I was 

concerned, he was just this new person who was up there somewhere talk-

ing to the Board." 

The direct contact with the School Board was virtually non-

existent for Dr. Johnson. He was aware of the Board as a group, but he 

was never consulted or really talked to any of them directly. He com-

mented, "I was very much an employee of the District -- not a consul-

tant." 

There were problems within the central office itself. Dr. 

Johnson commented: 

At first things were pretty confused. People had new assign
ments and their old ones too. The central office group was 



polarized to some extent. There were the newer employees who 
were the in group and then all of us in the old guard who were 
pretty much the out group. There was a lot of jealousy over 
position and influence. I really felt nervous during this 
whole period. There was a lot of secrecy and back-biting. It 
was sad--we should have been working as a team. 

After the strike everyone was vying for a position in the 
central office. The in group during the strike knew there 
would be trouble when Lewis was gone. There were those who 
wanted vengeance. 
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Communications with site administrators, according to Dr. John-

son, were pretty good. He felt very sorry for the teachers as well as 

the site administrators. He commented, "most administrators were very 

stressed. They were pretty much on the firing line. We tried to give 

them as much support as possible. Of course, there were several who 

really took the strike personally and were reacting very badly to the 

situation. We had to go in and try to keep the situations from blowing 

up." There were hard feelings there somewhat after the strike. 

This time period strained relationships as well as each indi-

vidual's physical and emotional well-being. Harold Johnson commented: 

Everyone had to work very hard to keep the crises down. There 
were constant meetings with all administrators. I had probably 
3 or 4 hours of sleep a night. Everything was coming unglued. 
The safety of teachers and children was always on my mind. 
There was a constant fear of what would go wrong next. I felt 
less comfortable with many fellow LCentral offici! administra
tors as well as some of the principals. Some of the teachers 
really behaved badly, but so did some of the site administra
tors. I was dismayed by some of them. To add to all of this, 
I was trying to do my job as well as taking on other jobs to 
keep the schools open, the principals informed, etc. 

The stress level during the strike was at its greatest point. Partici-

pants were reporting significant levels of stress which to some extent 

heightened their anxiety. Dr. Johnson felt many others were experiencing 

stress equal to or greater than his own levels. He indicated that some 
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teachers as well as 80me administrators literally became physically ill 

as a result of their stress. 

Post-Strike Views 

The post-strike period did bring some relief from the pressure 

experienced by the participants. Howard Johnson continued to report 

higher levels of stress than he had experienced in the pre-strike 

period. He commented: 

After the strike it was cover yourself time. There were real 
power struggles in the central office. Lewis was out and 
everyone was shifting for position. People who had supported 
Lewis were now on the outs, due to association with him. The 
Board had used him as a fall guy and he took all of the heat. 
Teachers were in need of guidance in terms of rebuilding re
lationships. Principals had to be shifted and people trans
ferred to keep the conflict down. The central office did not 
do enough to remediate the situation. I was really worried 
about the future. 

Dr. Johnson indicated that the district was in a state of dis-

array upon Dr. Lewis' firing. He commented, "Flossie ~eynold§7 was 

able to bring things under control fairly quickly. Th~ whole group 

pulled together to help get the District back in good shape. We didn't 

perhaps do enough to mend relationships, but we did what we could." 

After the initial post-strike period passed, Dr. Johnson felt 

less pressured and more optimistic about the future. He did indicate 

that several central office administrators were given job changes which 

were really demotions. Others left the district via retirement or by 

taking a position in a new school system. 

In retrospect Dr. Johnson felt the strike basically had minimal 

impact on his relationships in the district. In addition, he did not 
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feel the need to change his administrative style. Howard Johnson com-

mented: 

Teachers basically got what they wanted. The consensus agree
ment was a fairly poor document but it has since been revised 
and improved. You can't just make edicts you must work with 
people to make them support and follow what is going on. 
Teachers are less professional now--they seem less willing to 
give their time. They want to be paid for anything they do. 
But on the other hand, the structure imposed on the system by 
the consensus agreement may help improve the curriculum. I 
just do not know whether or not the strike helped or hurt the 
school system. 

Dr. Johnson is close to early retirement from the District. He 

feels he will probably retire early and perhaps go into a second career. 

He commented, "It isn't like the old days. I enjoyed the feeling of 

family. This is too union-like for me." 

Case Number 2: Martha Smith 

Martha Smith had no teaching or administrative experience out-

side of the District. She taught for about eight years, then had a 

variety of staff type pOSitions within the District. She was a curricu-

lum coordinator, then she had experience in the Title I programs. At 

the time of the strike she had been in her central office position for 

about hiO years. As a result of her 16 years of experience both as a 

teacher and administrator in the Tucson Unified School District, Ms. 

Smith felt she had a large network of friends and acquaintances within 

the School District. 

Ms. Smith was aSSigned to a school to assist the principal in 

the maintenance of the school during the strike period. She was also 

expected to keep up to some extent with her prior job assignment, 
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although in her work as a coordinator everything was slowed down by the 

strike itself. 

Issues and Causes 

In the post-strike period Ms. Smith perceived the strike to be 

the result of internal as well as external pressures. She commented, 

"The strike would have happened no matter what the issue." She felt 

that teachers were caught as victims to some extent. "Teachers and ad

ministrators at our level were pretty much pawns. We had to go through 

it, but we had no access to any of the groups in power," she commented. 

Ms. Smith felt the Board and the superintendent as well as the 

Tucson Education Association were responsible for the strike. She 

stated, "The teachers wanted more power and the Board wanted to keep it 

all for themselves. Teachers had to do something. I would have gone 

on strike if I had been in the position. It was a matter of principle." 

The time period in the early pre-strike and and pre-strike 

period were not terribly stressful for her. She knew the situation with 

the Board and the teachers was deteriorating but she felt in control of 

her situation. She felt there was no need to really get overly con

cerned because she had no way to control the situation. She viewed 

herself as a bystander, a pawn. 

Relationships 

The pre-strike period was somewhat stressful for Martha Smith 

because of both her concern regarding teacher-teacher relationships as 

well as those of teacher-administrators and administrator-administrator. 
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She had perceived herself as having solid relationships which were not 

really impacted by the strike circumstance. She commented: 

I was upset for the teachers, but I knew we would be okay. A 
lot of my teachers called me. I called a meeting of my 
teachers and told them they had to do as they saw fit. I 
tried to smooth the way for nonstrikers by talking about the 
situations some were caught in. For example one of my teachers 
was a divorced mother who had to have the paycheck. There was 
no way she could risk her job. I tried to keep the nonstriking 
and striking teachers aware of the problems and circumstances 
surrounding individual decisions. I felt calm in terms of my 
teachers' relationships with me. 

Her relationships with others did not appear to be in jeopardy 

during the strike. She commented: 

I had good rapport with everyone--both administrators and 
teachers because of my long association with the District. I 
really felt very little pressure from any particular group. 
Three of my four teachers were out on strike. I felt sorry 
for all of them. 

The central office was supportive all through the strike. 
The communication was good. I felt in control. I wasn't 
really stressed because I really carried none of the respon
sibility for what was occurring. 

Teachers never bothered me when I crossed the picket lines. 
I always felt safe. The work I did to help a site administra
tor helped build a rapport between us. I felt I had a good 
experience there. 

The days were long but I knew it would soon end. I was 
able to sleep well and felt able to fully face each new day. 

Ms. Smith felt she had strong relationships which stayed strong. 

She never appeared to have felt undue pressure from any particular 

group. In her perceptions the strike really had no impact on her rela-

tionships. She commented, "I really didn't have a lot of interaction 

with teachers after the strike, but I felt like they knew I had just 

been doing my job all along." The one area of change in relationships 

was her relationship with some site administrators. She stated, "I 

think some of the site administrators were a little jealous that they 

had had so much stress while central office people did not." 
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In Ms. Smith's perceptions most site administrators did a fine 

job during the strike. Those who had done poorly in her estimation had 

made the mistake of mixing their e~os in with the distr~ct problems. 

She commented "there were some LP'rincipals7 who had to be transferred 

after the strike but overall everyone had done the best they could~" 

She did not feel her relationships with site administrators had been 

damaged. In fact she felt that perhaps she had more insight into the 

principal's job as well as having gained some rapport with them as a 

result of the strike. 

Her relationships with the superintendent and the Board were 

unchanged. She commented, "Nothing really changed with the superinten

dent or the Board. I had really no contact with either of them before, 

during or after the strike. They were the source of the directives but 

I was not involved in any way other than to take orders e " They were 

minimal sources of stress for her. 

Her relationships with other central office personnel were in 

her estimation fine. She commented, "nothing changed there. We were 

all caught in this affair and we did the best we could do." She was 

well aware of the toll the stress had taken on some of her cohorts. She 

commented, "Sure teachers and principals were stressed. So were some of 

the central office people, because they were in jobs where they were 

pressured more than some of us. Fortunately, my job was low key and I 

had good relationships." 

She did not perceive any real polarization within the central 

office group. She knew some were closer to Lewis than others, but she 

felt "he was a very solitary man. No one really knew him." Consequently 
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after his firing very little changed for her. She felt things, for the 

most part, went back to normal very quickly without a lot of changes in 

the district. 

Post-Strike Views 

The post-strike period was one of some disruption for Martha 

Smith, but overall she did not perceive it to be terribly stressing. 

She commented: 

The first few weeks back to work were hard lifter the strike? 
People were polarized--particularly the teachers. But the -
animosity began to dissipate fairly rapidly and the school 
began to get back on a more even keel. My teachers were fine 
and we went right on with our work as a team. 

Ms. Smith viewed the consensus agreement as a teacher victory. 

She didn't feel that the teachers had gained much salary-wise, but their 

real goal of a gain in power had been realized. Personally she felt 

the consensus agreement did impede her ability to place teachers to some 

extent but overall it "was still a fair document which was later im-

proved through negotiations." The Tucson Education Association in her 

perceptions had erred a little during the strike, but it had redeemed 

itself in the post-strike period. She felt it was a good organization. 

Ms. Smith did not hold any animosity toward anyone after the 

strike. She had been dismayed by some strike behavior, but for the most 

part she felt people had acted appropriately during the strike. Conse-

quently she did not feel the need to change her administrative style in 

the post-strike period. She commented, "There was no need for me to 

change, everything was fine. I had good report before, during and after 

the strike." 
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The future of the school district was not of particular concern 

to Ms. Smith. She perceived the District as a successfully functioning 

educational system which, if anything, was slightly improved by some of 

the outcomes of the strike. She felt the consensus agreement was "per

haps a help to the instructional program. Now the teachers and Board 

are more conscious of their roles." She currently feels good about the 

District and her role in the District. 

Summary 

The two case studies illustrate the different perceptions and 

corresponding stress experienced by two fictional central office adminis

trators. Each person is a composite of several actual participants who 

were in either line or staff positions. The quotes ~ere those of actual 

participants, although some of the quotes were slightly changed to 

protect the anonymity of an actual participant. 

The experiences of the two individuals in the case studies were 

similar, but their perceptions and perceived stress levels throughout 

the strike sequence were not. Dr. Johnson was very aware of the pre

strike stages and was actively worried by the nebulous threats in the 

future. Ms. Smith felt a strike was inevitable and that she was power

less to do anything to stop it. She was able to take it less as a per

sonal threat or a threat to important relationships to her. She felt 

that ultimately everything would work out, as a consequence she felt 

in control of her situation. 

The diverse perceptions and perceived stress levels are indica

tive of personal reaction to similar stimuli. 



CHAPTER 7 

ANALYSES OF DATA 

The purposes of this chapter are threefold. Initially there is 

a review of the theoretical framework. The second purpose is to pre

sent a synthesis of the quantitative data (Chapter 4) and qualitative 

data (Chapter 5). The last purpose is to examine the data in light of 

the concepts of the theoretical framework. The four subquestions are 

used as a basis for the organization of this chapter. 

Recapitulation of Theoretical Framework 

The theoretical framework was designed utilizing perceptual psy

chology as the basis. The analyses of the data were based on the theo

retical framework. The following is a short synopsis of the significant 

concepts which constitute the theoretical framework. 

1. Perception: All behavior is a product of individual percep

tions. 

2. Empathy: Effective relationships require sensitivity to the 

other person's perceptions. 

3. Adequacy/Self-concept: Persons whose sense of adequacy is 

challenged or threatened by attempts at manipulation and control tend 

to retaliate. 

4. Relationships: Individual perceptions which directly affect 

behavior are closely related to relationships. 
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5. Stress: A person who experiences stress tends to undergo a 

narrowing of perception, thus behaving in less flexible ways. 

SUbguestions Under Study 

The subquestions posed in Chapter 1 and the answers to those 

questions are presented and examined in the following: 

Causes and Issues 
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Suhquestion 1: What, in the central office administrator's percep

tions and attitudes, were the issues of the teacher strike as viewed 

before, during and after the strike? 

As reported in Chapter 4, the single most important cause of 

the strike, as perceived by 80% of the central office participants, was 

the superintendent's handling of teacher relationships. The superin

tendent was perceived by many central office administrator participants 

as working closely with the School Board and perhaps overstepping School 

Board intent. 

The School Board's handling of teacher relationships was 

selected by 72% of the participants as the second most important cause 

of the strike. The qualitative data as presented in Chapter 5 reveal 

that many participants felt the system was similar to a patriarchy. 

Several respondents indicated during the interview that teachers wanted 

to be viewed as equals. Teachers wanted input in district policies. 

The selection of the superintendent's and the School Board's handling 

of teacher relationships as major causes of the strike indicates a dis

trict level rather than a building level problem 
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Seventy-one percent of the participants chose the issue of 

salary as a major issue of the strike during the strike. The issues of 

teachers' rights, as well as Board and Superintendent actions super

ceded salary as ~~ issue before the strike began. The respondents con

sistently expressed the unimportance of the salary issue in comparison 

to the above issues. 

The negotiations policy was perceived by 57% of the participants 

as a major strike issue. Respondents commented that the negotiations 

policy was perceived by some of the striking teachers a core beginning 

of teacher power in the district. 

As indicated in the qualitative data, there were a number of 

participants who perceived the strike as a nationwide trend. Those who 

held this belief indicated that Tucson Education Association and others 

involved were puppets for the powerful National Education Association 

and the Arizona Education Association. For those who did not perceive 

the strike to be a National Education Association conspiracy, a national 

strike attitude in the country was cited. 

Relationships 

Subquestion 2: What were the perceptions and attitudes of the cen

tral office administrators regarding relationships with significant 

others throughout the school district before, during and after the 

strike? 

Pursuant to the data presented in Chapter 4, the strike had a 

significant impact on communications with significant others. Ninety

six percent of the central office participants felt comfortable 
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communicating with significant others before the strike. Once the 

strike began, 67% of the participants reported feeling comfortable com

municating with significant others. This figure rose to 76% agreeing 

after the strike. 

Comments tended to indicate that there had been some decline in 

communication with significant others. Some respondents felt less com

fortable communicating with other central office administrators due to 

the cliques which had developed within the group. Others felt poor be

havior and transfers had damaged relationships as well. 

The relationships with both striking and nonstriking teachers 

were important to the participants. In the post-strike period 62% of 

the respondents perceived no change in relationships with teachers. 

Staff personnel amongst the respondents were significantly less certain 

about teacher relationships than line personnel. Fifty-five percent of 

the staff respondents were uncertain about teacher relationships after 

the strike. 

Many staff participants were uncertain concerning teacher rela

tionships. Several respondents whose jobs were related to inservice 

functions were concerned about possible problems in teacher-teacher 

communication and rapport. Several staff members reported that post

strike inservice programs were difficult and stressing for themselves 

as well as teachers. 

Central office relationships were perceived by 71% of the par

ticipants to be unchanged. Those who did perceive changes with their 

peer group comment that those changes were negative. One individual 

felt the strike was not the sole reason for negative changes in 
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relationships; he indicated that both staff and line personnel experi

enced problems due to the reasaignnlent of many central office personnel 

in the post-strike period. 

The respondents indicated that the central office ability to 

function successfully improved as the strike progressed through its 

three stages. The central office was perceived by 57% of the respon

dents as handling the situation before the strike in an appropriate and 

supportive manner. Comments by respondents tended to indicate that 

there was confusion and uncertainty concernin~ responsibilities in the 

period just prior to the strike. 

Once the strike began 71% of the participants viewed the central 

office directives as appropriate and supportive. This would indicate 

either a change in performance on behalf of the central office or a 

change in the perceptions of the central office by the participants. 

The relationships with site administrators appeared to be, for 

the most part, unchanged. Seventy-one percent of the participants per

ceived no change in relationships with site administrators. Another 

20% of the sample population were uncertain as to whether any change had 

taken place. 

The qualitative data seem to indicate both positive and negative 

perceptions of changes in relationships with site administrators. Those 

who viewed positive changes spoke of a feeling of rapport as a result of 

having worked closely with site administrators during the strike. Others 

reported a negative impact on their relationships with site administra

tors. 
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The negative comments were for the most part related to person

ality and philosophical conflicts which had arisen due to the strike 

circumstance. Several commented on the poor behavior of some site ad

ministrators which led to a feeling of disrespect, on the part of the 

respondent, for the site administrator. 

Stress 

Subquestion 3: What were the perceptions and attitudes of the 

central office administrators before, during and after the strike con

cerning the factor of stress? 

Definite patterns of stress were reported by the central office 

participants. As summarized in Chapter 4, 43.5% of the participants 

reported experiencing considerable stress before the strike. The two 

greatest stressors cited by respondents were: (1) uncertainty; and (2) 

fear of a possible break in relationships with significant others. 

The week of the strike was perceived by 71% of the participants 

as the most stressful time during the sequence of strike stages. Com

ments by respondents seem to indicate that changes in job assignments, 

increased workloads and long hours were big factors in the stress ex

perienced during this period. Another major source of stress as indi

cated in the qualitative data in Chapter 5 was the fear for everyone's 

safety and particularly the children's safety. 

The respondents also reported a great deal of stress during the 

strike as a result of having to cross picket lines. Teacher-teacher 

conflict also was often cited as distressing for the central office 

respondents. 



140 

The post-strike period was still reported to be a time of consider

able stress for the central office participants. 

Fifty-eight percent of the participants reported considerable 

stress after the strike. The problems of reestablishing damaged rela

tionships and getting the school district back to a productively func

tioning level were cited most frequently as the major stressors. During 

this period several central office administrator participants were 

fearful of a forced job change as a result of the change in administra

tion. This may have added to the overall stress experienced by the 

participants. 

It should be noted that line administrators as a group reported 

more stress before. during and after the strike than did staff personnel. 

Comments in the qualitative data seemed to indicate that staff persormel 

perceived themselves as simply doing what they were told; while line 

participants had to both make decisions and carry out orders. 

Post-Strike Views 

Subquestion 4: What were the central office administrators' post

strike perceptions and attitudes regarding certain administrative, 

teacher and community functions? 

Central office administrators' responses to post-strike issues 

as reported in Chapters 4 and 5 contained several patterns of signifi

cance. The minority of the participants perceived the Tucson Education 

Association as having acted irresponsibly before and during the strike. 

Tucson Education Associations' actions after the strike were viewed by 

62% of the participants to be appropriate after the strike. 
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Comments by the participants concerning the Tucson Education 

Association seemed to indicate that the Association was used by both the 

Arizona Education Association and the National Education Association as 

a way to provoke a strike in Arizona. Others perceived the Tucson Edu

cation Association a victim of both a national strike sentiment and a 

radical teacher leadership group. Most participants indicated in their 

comments that they once belonged as members to the Association, but had 

resigned as a result of the strike. 

Another area of significance was the participants' perceptions 

of strike behavior during the course of the strike. Seventy-six percent 

of the participants were unpleasantlY surprised at the strike behavior 

of both some administrators and some teachers. Several respondents 

cited poor site administrator behavior. Another group of respondents 

were dismayed over the callousness displayed by teachers toward the 

District and students. 

It should be noted that many participants felt teachers were 

"whipped into a frenzy" by the Tucson Education Association during the 

strike. 

In the areas of parental and community support, respondents 

were less united in their perceptions. Forty-eight percent of the re

spondents viewed the parents as supportive of the strike; 24% viewed 

the community as supportive. Many of the partiCipants were uncertain 

about parental and community support for the strike. Many felt the 

vast majority of both parents and other members of the community were 

silent on this issue. 
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The consensus ~greement was considered by 71% of the partici

pants to be a fair and professional resolution to the problem. The 

qualitative data seemed to indicate that the teachers had to achieve a 

written agreement, which would indicate they had a right ,to negotiate 

with the District. The respondents tended to comment on the naive, 

simplistic nature of the document, but most respondents felt the con

sensus agreement laid a foundation from which future agreements could 

be reached. This was viewed for the most part as a teacher victory. 

The strike was viewed by 76.~ of the respondents as being a 

success in terms of teachers attaining their goals. The respondents 

frequently commented that the consensus agreement was a first step 

toward gaining significant power in the District. The qualitative data 

also revealed that for the most part, the partiCipants did not see the 

teachers as haVing gained significantly financially as a result of the 

strike. 

Most of the respondents, 81%, perceived the strike as having no 

impact on their effectiveness as central office administrators. Most 

respondents indicated in the qualitative data that they continued to 

function pretty much as they always had. Those participants who per

ceived a negative impact of the strike on their effectiveness as central 

office administrators, for the most part, cited the negative impact of 

the consensus agreement. Several felt the consensus agreement was an 

impediment in trying to do their jobs. 

The impact of the strike on the effectiveness of the district 

in meeting the goals of the educational program was viewed by the par

ticipants in a disparate manner. Thirty-eight percent perceived the 
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educational program receiving a negative impact from the strike. The 

qualitative data seemed to indicate that some of the respondents felt 

teachers were no longer willing to work hard for the benefit of the 

students. Others cited losa of control by principals as well as other 

administrators which led to a negative impact on the program. The most 

often cited loss in power was the ability of administrators to place a 

person of their choice in a teaching position. 

Forty-three percent of the respondents viewed the strike as 

having no impact on the school program. The qualitative data appeared 

to indicate that the respondents in this category viewed the changes as 

inconsequential or positive. Those who foresaw a positive impact on the 

district cited the benefits of a new structure forced on the district by 

the consensus agreement. Several respondents indicated that more struc

ture would force the district to eValuate and monitor the ongoing 

educational programs more carefully. This was viewed as impacting in a 

positive manner on the future educational programs in the district. 
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CONCLUSIONS AND IMPLICATIONS 

This study was designed to discern patterns of perceptions of 

central office administrators involved in a teacher strike. It was 

organized around a series of questions regarding central office adminis

trators' perceptions of the following: (1) What did the central office 

administrators perceive as the issues and causes of the strike;? (2) 

What effect did the strike have on relationships in the central office 

administrators' perceptions;? (3) What was the degree of stress and what 

were the major strike stressors before, during and after the strike;? 

and (4) What are the post-strike perceptions of the central office ad

ministrators? 

Conclusions 

The conclusions which follow are derived from both the quanti

tative and qualitative data presented in earlier chapters in this study. 

1. The superintendent's and school board's handling of teacher 

relationships were cited most frequently as the major cause of the 

strike e A major issue of the strike was salary. 

2. Relationships between teachers and central office administrators 

were not perceived to be significantly impacted by the strike circum

stance. Central office administrators felt slightly more comfortable 
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communicating with striking teachers than non-striking teachers after 

the strike. 
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3. Relationships between each participant and other central office 

administrators was not perceived by the majority of the participants as 

having changed. 

4. Relationships between central office administrators and site· 

administrators were, for the most part, unchanged by the strike circum

stance. 

5. Central office participants to some extent perceived the direc

tions provided by the central office prior to the strike as unsupportive 

and inappropriate. During the course of the strike the central offica 

participants felt the directions became more supportive and appropriate 

than before the strike. 

6. The par,ticipants were most stressed during the week of the 

strike. The second period of greatest stress was in the post-strike 

period. The reactions to various stressors were as follows: 

a. The greatest stressors, as perceived by the central office 

administrators, before the strike were: (1) fear of a break in 

relationships with significant others; and (2) fear of the uncer

tain. 

b. During the strike, the greatest stress was experienced from 

a fear of a break in relationships with significant others. Keep

ing the schools open during the strike was the second most cited 

stressor. 

c. Stress levels after the strike were higher than the levels 

experienced before the strike. The major stressor after the strike 



was trying to get the district back to a productive, functioning 

level. 

7. Central office administrators held a variety of post-strike 

views. These views are noted as follows: 
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a. Tucson Education Association was perceived by the majority 

of the participants to have acted in a responsible manner before 

and during the strike. 

b. The majority of the respondents were unpleasantly surprised 

by the behavior exhibited by some administrators and some teachers 

during the strike. 

c. The central office participants did not agree on whether or 

not the strike was supported by the parents. The largest percentage 

of those responding perceived the parents as supportive, but they 

were not in the majority. 

d. The community was not perceived, for the most part, by the 

participants as supportive of the strike. 

e. The consensus agreement was considered by the majority of 

the participants to be a fair and professional resolution to the 

problem. 

f. The majority of the participants perceived the teachers as 

having successfully attained their goals as a result of the strike. 

g. Central office participants, for the most part, did not 

perceive the strike as having a negative impact on their effective

ness as central office administrators. 

h. The efforts of the district to effectively meet distinct 

educational goals was not negatively impacted by the strike 



circumstance, according to slightly less than a majority of the 

participants. 

Implications 

147 

The data collected from this investigation and the theoretical 

framework constructed for its study allowed several implications to be 

drawn. These implications are as follows: 

1. All administrators should be carefully schooled in the theory 

and practice of good human relationships. 

2. Instruction in perceptual psychology in theory and practice 

should be designed for both teachers and administrators. 

3. Funding for human relations training should be a priority for 

a school district. 

4. A major criterion for the selection of both teachers and adminis

trators should be demonstrable skill in human relations. Only those 

candidates who have special skills in positive and open human relation

ships should be seriously considered. 

5. All administrators and teachers should work together to build 

'an effective communications system which will facilitate the building 

of district rapport. 

6. Special attention should be paid to human relationship factors 

in the various stages of a strike circumstance. Administrators in top 

line positions should model as well as instruct other line and staff 

administrators in human relations. 



APPENDIX A 

THE INTERVIEW SCHEDULE 
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To the central office administrator: 

I am requesting your voluntary partiCipation in the completion of this 
interview. The objective of this study is to identify the central 
office administrator's perceptions and attitudes before, during, and 
after the 1978 Tucson Unified School District teacher strike. I hope 
to collect quantitative data of your perceptions and attitudes using a 
Likert-type attitudinal scale. Also, I hope to collect qualitative 
data as to your perceptions and attitudes through follow-up comments on 
the attitudinal items. This study is one of several in a series on the 
strike. 

I may ask your permission to tape record this session for analysis at a 
later time. Completion of this interview will indicate your consent as 
a willing participant in this study. While part of this information 
may be used in other publications, anonymity will be preserved at all 
times. 

I very much appreciate your professional support. Thank you. 

Very truly yours, 

Ruth de Beauchamp Cooper 
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CENTRAL OFFICE ADMINISTRATOR INTERVIEW SCHEDULE 

Section 1: Demographic Information 

Name ---------------------------------------
Date -----------------------
Present position 

~----------------------------
Age Male -------- Female 

Education level -------------------------------
Position during strike ----------------------------------
Number of years of administrative experience: inside district 

outside distric~t--------

Number of years as central office administrator --------
Number of years as central office administrator in TUSD ----
Years in position at time of strike -------
Prior administrative position(s) -------------------------------------
Teaching field's) ------------------------------------
Teaching level "-----------------
Total years teaching~ ____ __ 

Previous strike involvement ----------------------------------------
Section 2: Perceptions and Attitudes 

Part 1: Issues 

"As a central office administrator during the 1978 Tucson Unified 
School District teacher strike. • •• " 

1. A major issue was the manner in which the school board handled 
teacher relationships: 

a. before the strike 

L. L. L. L. 
SA A U D SD 
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Comments: 

b. during the strike 

I I I I 
SA A u D SD 

Comments: 

c. In retrospect, the school boards handling of teacher rela
tionships was a major issue of the strike. 

I I I I 
SA A u D SD 

Comments: 

2. A major strike issue was the manner in which the superintendent 
handled teacher relationships. 

a. before the strike 

I I I I 
SA A u D SD 

Comments: 

b. during the strike 

I I I I 
SA A u D SD 

Comments: 



3. 

4. 

c. In retrospect, the superintendent's handling of teacher 
relationships was a major issue of the strike. 

/ / / / 
SA A u D 

Comments: 

Salary was a major issue of the strike. 

a. before the strike 

/ / / / 
SA A U D 

Comments: 

b. during the strike 

/ / / / 
SA A u D 

Comments: 

c. In retrospect, salary was a major issue of the strike. 

/.. /.. / / 
SA A U D 

Comments: 

A major issue of the strike was teacher militancy. 

a. before the strike 

/.. /.. /.. L 
SA A U D 
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SD 

SD 

SD 

SD 

SD 



Comments: 

b. during the strike 

/ / / / 
SA A u D 

Comments: 

c. In retrospect, teacher militancy was a major issue of the 
strike. 

/ / / / 
SA A u D 

Comments: 
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SD 

SD 

5a. The negotiations policy was a major issue of the strike equated 
to teacher relationships 

t. / t. t. 
SA A U D SD 

5b. What other issues did you perceive as important? 

Part 2: Relationships 

6. I felt comfortable communicating with significant others. 

a. before the strike 

t. t. t. t. 
SA A u D SD 

Comments: 
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b. during the strike 

/ I / / 
SA A u D SD 

Comments: 

c. after the strike 

/ / / / 
SA A u D SD 

Comments: 

7. I felt comfortable communicating with teachers before the strike. 

/ / / / 
SA A u D 

Comments: 

8. I felt comfortable communicating with non-striking teachers. 

a. during the strike 

/ / / / 
SA A u D 

Comments: 

b. after the strike 

/ / / / 
SA A u D 

Comments: 

SD 

SD 

SD 



9. I felt comfortable communicating with striking teachers. 

a. during the strike 

I I I I 
SA A u D 

Comments: 

b. after the strike 

I I I I 
SA A u D 

Comments: 

10. My relationships with the teachers in this district were 
improved as a result of the strike. 

I I I I 
SA A u D 

Comments: 
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SD 

SD 

SD 

11. I feel that my relationship with other central office adminis
trators changed as a result of the strike. 

I I I I 
SA A u D 

Comments: 

12. I feel that my relationships with site administrators changed 
as a result of the strike. 

I I I I 

SD 

SA A u D SD 
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Comments: 

13. I feel that the direction pro,dded by the central office con
cernin~ the strike was appropriate and supportive. 

a. before the strike 

I I I I 
SA A u D SD 

Comments: 

b. during the strike 

I I I I 
SA A u D SD 

Comments: 

c. after the strike 

I I I I 
SA A u D SD 

Comments: 

Part 3: Stresses 

14. I experienced considerable stress. 

a. before the strike 

t. t. t. t. 
SA A U D SD 

Comments: 
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b. during the strike 

I I I I 
SA A u D SD 

Comments: 

c. After the strike 

I I I I 
SA A u D SD 

Comments: 

15. The school board exerted the greatest stress-producing pressure 
on me. 

a. before the strike 

I I I I 
SA A u D SD 

Comments: 

b. during the strike 

I I I I 
SA A u D SD 

Comments: 

c. after the strike 

I I I I 
SA A u D SD 

Comments: 
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16. During the strike my greatest stress resulted from the fear that 
there would be a possible break in relationships with signifi
cant others in the district. 

/ / / / 
SA A u D 

Comments: 

17. The superintendent exerted the greatest stress-producing 
pressure on me. 

a o before the strike 

/ / / / 
SA A u D 

Comments: 

b. during the strike 

/ / / / 
SA A u D 

Comments: 

c. after the strike 

/ / / / 
SA A u D 

Comments: 

SD 

SD 

SD 

SD 

18. Teachers exerted the greatest stress-producing pressure on me. 

a. before the strike 

/ / / / 
SA A u D SD 



Comments: 

b. during the strike 

/ / / / 
SA A u D 

Comments: 

c. after the strike 

/ / / / 
SA A u D 

Comments: 

19. In your perceptions, what aspect of the strike produced the 
greatest stress for you? 

Part 4: Post-Strike Views 
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SD 

SD 

20. I perceive the Tucson Education Association as having acted in 
a responsible and professional manner. 

a. before the strike 

/ / ( / 
SA A u D SD 

Comments: 

b. during the strike 

/ / / / 
SA A u D SD 
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Comments: 

c. after the strike 

I I I I 
SA A u D SD 

Comments: 

21. I was unpleasantly surprised at some of the strike behavior I 
witnessed in the school district. 

I I I I 
SA A u D SD 

Comments: 

22. I feel the parents supported the strike. 

I I I I 
SA A u D SD 

Comments: 

23. I feel the community supported the strike. 

I I I I 
SA A u D SD 

Comments: 

24. I see the strike as being successful in terms of the teachers 
achieving their goals. 

I I I I 
SA A U D SD 
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Comments: 

25. I feel that the consensus agreement (1978 strike settlement) is 
a fair and professional resolution to the problem. 

I I I I 
SA A u D 

Comments: 

26. The strike reduced my effectiveness as a central office 
administrator. 

I I I I 
SA A u D 

Comments: 

SD 

SD 

27. The strike reduced the effectiveness of the school district in 
meeting the goals of the educational program. 

I I / / 
SA A u D SD 



APPENDIX B 

STRIKE CHRONOLOGY 

The following list represents the significant events which 

occurred prior to the Tucson teacher strike (Hoffman, 1982). 

April 3, 1974: Negotiations between the TEA and the school board 
for the first time ever, in a deadlock. The negotiations 
entered into arbitration. 

May 16, 1974: The arbitration committee suggested a salary increase 
of 7.8 percent for teachers. 

May 22, 1974: The school board offered a 6 percent increase to 
teachers, thus rejecting the recommendation of the arbitration 
committee. 

June 2, 1974: The Tucson Education Association (TEA) files a law
suit against the school district. The suit alleged that the 
district failed to negotiate in "good faith" when it failed to 
offer the 7.8 percent salary increase to teachers as recommended 
by arbitration committee. 

June 5, 1974: The school superintendent resigns from the TEA as a 
result of the lawsuit filed by the TEA against the district. 

June 27, 1974: The school district suspends the TEA's telephone 
privileges at the district's central office. 

October 14, 1977: Lawsuit against the district was settled by 
visiting superior court Judge Robert R. Bean (Pinal County) 
against the TEA. He ruled that the bO::i.rd ,oj 3.,::: !iot bound by 
arbitration. 

October 21, 1977: The TEA threatens action including a possible 
strike against the school district if the teachers do not 
receive an adequate pay increase for the 1977-78 school year. 

December 5, 1977: The TEA protests the development of a new school 
district negotiation policy. 
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January 11, 1978: The school board formally rescinds the ten-year
old negotiation policy. The TEA requests that the board extend 
the policy for one year while a new policy is developed. The 
board refuses to extend the old negotiation policy. 

February 21, 1978: The school board formally adopts (4-1 vote) a 
new negotiation policy. The new policy is unacceptable to the 
TEA. 

March 6, 1978: The first-round negotiations break down as the TEA 
feels that the board wishes to limit the topics of discussion. 

March 22, 1978: The TEA rejects a salary offer by the board of 
4.6 percent. 

April 10, 1978: . The TEA pickets the school district. administrative 
headquarters, employing anti-board picket signs. 

May 9, 1978: Arbitration begins between the TEA and the school 
district. 

May 31, 1978: Arbitration recommends a 6.5 percent salary increase 
for teachers. This was accepted by the TEA. 

June 15, 1978: The school board offers the teachers a 5.6 percent 
pay increase. This constitutes another rejection of the arbi
tration. 

August 28, 1978: The TEA rejects the board's offer of a 5.6 percent 
salary increase for teachers. 

September 18, 1978: The teachers begin to picket their respective 
schools. A TEA poll shows that 82 percent of the teachers 
would strike against the district. 

October I, 1978: The TEA votes to strike against the school 
district. 

October 2, 1978: The first day of the teacher strike. 

October 8, 1978: The teachers vote to terminate the strike. 

October 17, 1978: The adoption of consensus agreement between the 
TEA and the school board. 
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