ALASKA LEGISLATURE 24388
HOUSE and SENATE FINANCE COMMITTEE FILES, 2003-2004



Retaining Qual ity Teachers farAlaska

Chart 6. Number of Teachers Hired ;n Alaska, 1996-2000

1995 1996 1997 1998 1999 2000
Year

Source: Alaska Department o fEducation and Early Development. 2001

Teacher Demand in Urban and Rural Areas

Given the high rural turnover rates we just reported, it is not surprising that
Alaska’s rural districts hire a disproportionately large share of new teachers. Chart 7
below shows the average annual number of new teachers that urban (with Anchorage
shown separately) and rural districts hired from 1994-95 through 1999-2000." According
to data from the Alaska Department of Education and Early Development, Alaska
districts employed 8,206 full- and part-time teachers in 2001-02. Of these, 5,518—or 67
percent—worked for the five largest districts: Anchorage (2,836), Fairbanks North Star
(911), Juneau (349), Kenai Peninsula (635), and Matanuska-Susitna (7S7). Yet these
districts accounted, on average, for only 44 percent of the new teachers hired annually
from 1994-1995 through 1999-2000. The remaining districts—mostly rural districts off
the road system—employ only 32 percent of fhe full- and part-time teachers in the state
but accounted for 56 percent of new hires during that period.

1The definition of “urban™ here is slightly different from the one ISER used in describing teacher turnover
in the previous section. These figures arc from Alaska Teacher Placement, which classifies as “urban” not
only the four districts ISER included as urban but also a fifth district—the Kenai Peninsula. This shift does
not change the urban-rural patterns discussed throughout this report.
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Chart 7. New Hires (Full-Time Equivalent), In Urban and Rural School Districts
(Annual Average, 1994-95 through 1999-2000)

Average Annual Turnover, 1994-95 through 1999-00 — 1,030

Source: Alaska Teacher Placement, 2001

Demand bv Speciali?

Charts 8 through .2 show average annual new hires by specialization among
Alaska’s urban and rural districts from 1994-95 through 1999-00. We have no reason to
believe that tl e pattern of demand for specializations throughout the U.S. differs from
that in Alaska. Chart 8 shows numbers of elementary teachers hired. On average, 297
(29 percent) of the annual average 1,030 hires were elementary teacners. Again, the
number of new hires was disproportionately high in rural districts; on average, 62 percent
of newly hired elementary teachers went to work for the smaller districts.

A similar pattern is evident in the hiring of secondary math and science teachers
(charts 9 and 10). The school year 1997-98 presents an anomaly: that year, in the wake of
an early retirement program, the Anchorage School District hired more math and science
teachers than all the other districts in the stale combined. But except for that unusual
year, the pattern holds: rural districts annually hire a disproportionately large number of
math and science teachers.

The other area of critical shortages nationally is special education. As Chart 11
shows, districts around Alaska annually hire a large number of special educators. Still,
the smaller, rural districts hire a disproportionate number of special educators annually.
And the number of new hires in those districts has increased annually since 1995-96.

Even in an area for which a surplus of teachers exists nationally—secondary
English specialists -rural districts must hire a large number of teachers annually, as
Chart 12 shows.
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Chart 8. New Elementary Teacher Hires (FTE) in Urban and Rural Districts,
1994-95 to 1999-2000
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Source: Alaska Teacher Placement, 2001

Chart 9. New Math Teacher Hires (FTE) in Urban and Rural Districts
1994-95 to 1999-2000

Source: Alaska Teacher Placement, 2001

Chart 10. New Science Teacher Hires (FTE) in Urban and Rural Districts
1994-95 to 1999-2000.
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Source: Alaska Teacher Placement, 2001
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Chart 11. New Special Education Teacher Hires in Urban and Rural Districts
1994-95 to 1999-2000.

Source: Alaska Teacher Placement, 2001

Chart 12. New English Teacher Hires (FTE) in Urban and Rural Districts,
1994-95 to 1999-2000.
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Summary of Teacher Demand

The recent pattern of hiring in Alaska school districts reflects the pattern
nationwide: math, science, and special education teachers are in demand. However,
when we disaggregate the data, we find that the demand for teachers of all
specializations—including specializations for which there is an ample supply nationwide,
like elementary school and secondary English—is much higher in the rural districts than
in the larger urban districts. These data underline the data on turnover examined earlier.
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Ill. Survey Findings: Why Alaskan Teachers Leave Their Jobs

As we showed in the previous section, teachers in some Alaska districts and
individual schools leave theirjobs at high rates. If we are to reduce those high turnover
rates—particularly in rural districts and schools—we need to understand more about the
reasons why teachers leave. Some of those reasons are beyond the reach of policy. For
instance, some teachers leave because they retire. Some are looking for new challenges in
other professions. Similarly, teachers who move from one school to another often do so
for reasons that policy cannot address—the desire to live in a particular location, the
desire to have children attend particular schools, the need to be closer to specialized
medical care, or the need to care for family membcis.

But other reasons that prompt teachers to leave their jobs are more amenable to
policy instruments. For instance, the lack of strong and effective instructional leadership
could be addressed by better training or incentives likely to attract people with the
requisite skills, knowledge, and talent. The lack of professional growth and development
opportunities could be addressed by providing the resources—human and fiscal—needed
to offer such opportunities. Even a lack of communication between school professionals
and parents and community members could be addressed through several mechanisms—
for instance, through training and changes in organizational structures and procedures.

Consequently, ifwe are to craft policies that keep committed and effective
teachers in our schools, we need to know why teachers leave their jobs. This is precisely
what we set out to find with ISER’s 2001-2002 survey of exiting teachers.

We mailed 239 surveys to persons identified as teachers who had left their jobs in
urban or rural Jistricts at the end of the 2000-2001 school year. We had a 51 percent
response rate from the urban surveys and a 59 percent response rate from the rural
surveys. We had hoped for higher response rates—but nevertheless, these rates are high
enough to produce useful results. Our response rates are also higher than the average for
nationwide surveys of exiting teachers—who, after all, have little motivation to complete
the surveys.

Research Methods

Questionnaire

Before developing our survey, we did a thorough search of the Internet and print
sources for all exiting teacher surveys. In particular, survey instruments from the National
Center for Education Statistics in the U.S. Department of Education served as valuable
guides. We then developed our own survey, using items from other surveys that fit the
Alaska context. We then asked district personnel directors and teachers to review the
questionnaire, made revisions, and field-tested the revised questionnaire. (The
questionnaire is online at http://w\vw.iser.uaa.alaska.edu/).

Sampling

Existing data demonstrated that hiring and retention issues differ significantly
between urban districts—defined here as those in or near Alaska’s large population
centers—and rural districts, many of which are remote and far from the road system. So
we stratified districts into urban (Anchorage, Fairbanks, Juneau, and Mat-Su Borough)
and rural (all other districts).

21


http://w/vw.iser.uaa.alaska.edu/

Retaining Qual ity Teachers farAlaska

We further stratified rural districts by teacher turnover rates averaged across the
years 1996-2000—Ilow turnover (15 percent or less), medium turnover (16-29 percent),
and high turnover (30 percent or more). We did this to increase the probability that all
types of districts were equally represented in the final sample.

To design the sample, we first estimated the expected teacher turnover for each
district, using the district’s total teachers in 2000-01 times its annual average turnover
rate from 1995-1996 through 1999-2000. We calculated the sample size for each stratum
to achieve the same level of precision for all. Table 3 shows the numbers of exiting
teachers from each stratum, as well as sample sizes and response rates.

Table 3. Population and Sample Size for Teacher Exit Survey, 2001-02

Number of Number in Number of
Exiting Final Completed Response

Teachers, 2001 Sample Surveys Rate

Urban 431 77 39 51%
Rural Total 583 162 96 59%
Low Turnover 134 60 40 67%
Medium Turnover 338 57 33 58%
High Turnover m 45 23 51%
Total 1014 239 135 56%

Survey Process

In December 2001, we mailed a survey to each respondent in our random sample
for whom we had a postal address, using names and addresses supplied by district
personnel directors. A month later, we followed up this initial mailing with a letter. As
the data came in, we entered it into a database and analyzed it using SPSS. To date, we
have looked only at frequencies and urban/rural cross tabulations; we will carr out
additional analyses later.

Response Rate

A major problem with surveys of exiling teachers is that respondents have little
motivation to complete and return surveys. After all, they are on their way out. Some
probably are leaving because they are dissatisfied with some aspects of their work life.
This makes it even less likely that they will respond.

Although not as high as we had hoped, response rates for all our samples were
over 50 percent. We mailed out 239 surveys. For the 77 teachers in our urban sample, we
received 39 completed surveys, for a 51 percent response rate. This rale is above the
average for such surveys. As noted above, we stratified rural districts by their historic
teacher turnover rates. Of the 60 surveys sent to teachers exiting low-tumover rural
districts, 40 (67 percent) were returned. Of the 57 surveys sent to teachers exiting
medium-tumover districts, 33 (58 percent) were returned. Of the 45 surveys sent to
teachers exiting high-tumover districts, 23 (52 percent) were returned. Thus, for our total
rural sample of 162, we received completed surveys from 96 exiting teachers—or 59
percent.
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As much as we would like to follow up with a sample of non-respondents to leam
why they did not respond, our only contact information for these exiting teachers is a
postal address. Consequently, they are unlikely to respond to a request for additional
infonnation, having chosen not to respond to our first two contacts. We are also aware
that some of the postal addresses we received were likely invalid. As a result, we do not
know how many of the 43 percent who did not respond simply did not receive a survey.
Again, these problems are typical in exit surveys.

Statistical Significance of Findings

In the tables reporting our survey findings, we note which differences in
responses of urban and rural teachers are statistically significant—that is, which
responses we can say with confidence reflect real differences between the two groups,
rather than chance variation. Other responses that don’t meet the strict test of statistical
significance can still help show patterns of difference among urban and rural teachers
who left their jobs, when we have other information that supports the survey findings.

Characteristics of Exiting Teachers

Most exiting teachers in our survey were women—75 percent of the urban
teachers and 62 percent of the rural teachers. The mean age of respondents was 43 for the
urban teachers and 40 for rural teachers. Teachers leaving urban schools were
significantly more likely to be married than those leaving rural schools—=88 percent
compared with 73 percent (Table 4). Both groups were predominantly white' 100 percent
of the urban and 97 percent of the rural). Three teachers who described themselves as
Alaska Natives left theirjobs at rural schools.

Teachers leaving rural schools were about twice as likely to be the primary wage-
eamers in their families as were those exiting urban schools (65 percent to 28 percent).
These rural teachers were also likely to have more financial dependents than their urban
counterparts had.

Tablc 4. Demographics of Exiting Teachers 2

Characteristic Urban (N=29) Rural (N=83)
Female 7% 62%
Mean Age 43 years 40 years
Married 88% 65%*

*Significant at the 0.05 level Source: ISER survey ofexiting teachers. 2001-02

2The number of respondents reported in the tables showing survey results is a maximum o fl 12, rather than
the 135 responses reported in Table 3. This is because 23 of the responses indicated that the respondent
was not, in fact, an exiting teacher, but rather an exiting administrator or other staff member who was not a
teacher.
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Plans for Following Year

To learn more about the future plans of exiting teachers, we asked what their main
activity would be in the year after they left theirjobs (Table 5). We found that many of
both the urban and the rural exiting teachers planned to continue teaching in a new
setting—but the proportion was much higher among rural teachers (53 percent) than
among urban teachers (24 percent). Conversely, a much bigger share of the exiting urban
teachers (37 percent) chan of the rural teac. .ers (10 percent) planned to retire.

Tabic 5. Main Activity for the Coming Year Among Teachers Who Left Their Jobs,
2000-2001 (Percentage Citing Activitty)

Urban Teachers Rural Teachers

N=29 N=83
Following Year Activities
Teaching K-12 24% 53%
Retiring 37% 10%
Working outside education 15% 12%
Caring for family members 10% 6%
Other activity 9%
College student 7% 0
Non-teaching work in education 2% 3%
Unemployed/seeking work 0 4%
Missing 2% 3%
Don't know 2% 0
Total 100%* 100%*

*May lotal more llwn 100 % due to rounding.  Source: ISER survey ofexiting teachers, 2001-02

When asked if they planned to continue living in the communities where they had
been teaching, 35 percent of exiting urban teachers intended to stay put, compared with
only 20 percent of rural teachers. This finding is consistent with the historical pattern of
rural schools, staffed largely by teachers who are recruited from outside the community
and who move when they leave theirjobs. Interestingly, 67 percent of exiting rural
teachers who said they planned to leave the communities where they had been teaching
still planned to stay in Alaska.

Why Alaskan Teachers Left the Profession

Thirty teachers in our sample said they were leaving the profession entirely.
Nearly 60 percent identified “family or personal reasons” as important reasons they were
leaving (Table 6). Responses of urban and niral teachers were not significantly different.
Similarly, half of both urban and rural leavers reported that pursuing another career was a
somewhat or very important reason for leaving the profession. Surprisingly, only 21
percent indicated that the opportunity for better pay and benefits was somewhat or very
important in their decision to leave teaching.

Among those leaving the teaching profession, 40 percent of urban leavers and 48
percent of rural leavers cited dissatisfaction with the job of teaching as an important
factor in their decision to leave. About 40 percent of urban leavers and 35 percent of rural
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leavers cited dissatisfaction with community support for the schools as a very important
or somewhat important reason for leaving the profession.

As Table 6 demonstrates, we found few differences in reasons why urban and
rural teachers were leaving the profession. Leaving for personal reasons and leaving to
pursue other careers were among the most important reasons both groups cited for
abandoning the profession. Fora significant number of both urban and rural leavers, job
dissatisfaction, dissatisfaction with community support, and pursuit of sabbatical leaves
or other breaks from work were very important or important reasons for leaving.

In short, teachers leaving the profession appear as likely to cite factors that were
pulling them awayfrom teaching— family or personal reasons and opportunities in other
fields— as they were factors that were pushing them out— such as dUsatisfaction with job
responsibilities, inadequate pay and benefits, or disagreement with refonns. Many of
these teachers appeared to be headed toward something rather than running away from
teaching.

Table 6. Reasons Alaska Teachers Cited For Leaving Teaching, 2000-01
(Percentages Citing Reason as Important)

[%2] [%2]
g T 1 C_E S S8
Important or Very Important Reasons for Lea\mg Teaching 2 % zZ > ?5 2 o
oo x o m =z
- -

Left because of family/personal reasons 6'% 55% 59%
Left to pursue another earner 50% 50% 50%
Dissatisfied with job description or responsibilities 40% 48% 45%
Changed residence 60% 30% 40%
Dissatisfied with community support of the school 40% 35% 37%
Took sabbatical or other break from teaching 33% 35% 35%
Left for better salary or benefits 14% 24% 21%
Left for health-related reasons 13% 20% 18%
Laid off or involuntarily transferred 0 25% 17%
Dissatisfied with CHANGES injob description or 13% 15% 14°/,

Enrolled in courses to improve career opportunities
. P . PP 0% 20% 14%

OUTSIDE the field of education

Enrolled in courses to improve career opportunities

. P . PP 10% 5% 7%
WITHIN the field of education

Feltunprepared to implement new reform measures 0% 10% 7%
Did not agree with new reform measures 8% 7% 7%

Source: ISER survey ofexiting teachers, 2001-02
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Why Alaskan Teachers Moved to New Districts

A second group of 57 exiting teachers were movingfrom a teaching position in
one district to aposition in another district. In addition to asking them why they were
moving, we also asked for infonnation about their new positions, since most of them (838
percent; knew what and where they would be teaching the following year (Table 7).

Most teachers in this group were moving tojobs similar to the ones they were

leaving. Among teachers leaving their positions at urban schools, 90 percent were
pursuing the same teaching specialization. Similarly, 66 percent of teachers moving from
rural schools would be teaching the same subjects and age groups in new districts.

Table 7. Description of Alaskan Teachers Moving to Oither Districts, 20<10-01

Percentages answering “yes” to statement % i % i § Ev'
EZ
Know next year’s teaching assignment 91% 87% 88%
Specialization will be the same 90% 66% 71%
Earnings will be more 40% 25% 29%
Position described realistically 100% 65% T74%*

*Differences significant atp <.05. Source: ISER survey o fexiting teachers, 2001-02

Apparently, most teachers are not leaving to earn more elsewhere. Only 40
percent of urban teachers and 25 percent of their rural counterparts reported they would
be earning more in their new Dositions than in their old.

We had heard anecdotal accounts from some rural teachers, saying that the jobs
they took hadn’t been accurately described to them at the time they signed on. So we also
asked teachers who were moving to new districts whether the positions they were leaving
had been accurately descrioed to them before they took the jobs Whereas all of the
urban teachers who were changing districts reported that their jobs had been described
realistically beforehand, only 65 percent of teachers moving from rural schools reported
that to be true—a difference that was statistically significant.

Reasons Rural and Urban Teachers Cited as Important for Moving to New Districts
Many teachers moving from both urban and rural districts cited similar reasons
for moving (Table 8). Most—all urban teachers and 73 percent of rural—reported that
personal or family reasons were somewhat or very important reasons for their decision to
move. Most teachers (63 percent) in both settings cited wanting to live in a new place as
an important reason for moving. Similarly, the desire to teach in a different community
was important to a little more than half the teachers who u'ere moving to new districts.
Asked how we'l-supporled they had felt in the jobs they were leaving, substantial
proportions of the movers expressed dissatisfaction. Thirty-six percent of urban movers
and 57 percent of rural movers cited dissatisfaction with support the school received from
the community as an important reason for leaving. Similarly, 64 percent of urban movers
and 60 percent of their rural counterparts cited dissatisfaction with support from their
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district administrators as a prime reason for moving on. Finally, 36 percent of urban
movers and 47 percent of rural movers were dissatisfied with the support they received
from the school board. Clearly, almost half the teachers—both rural and urban—moving
to new teaching jobs felt they had received inadequate support from the community, the
district office, and the school board. Substantial minorities (36 percent of urban and 3S
percent of rural teachers) also cited dissatisfaction with professional development
opportunities as an important reason for moving. About one in four movers overall—9
percent of urban but 27 percent of rural—cited lack of colleague support as an important
reason for moving, and similar numbers cited changes in their job responsibilities. None
of these differences in responses of urban and rural movers were statistically significant.

Living conditions were also important in teachers’ decisions to move to new jobs.
The desire for more affordable housing was important to 64 percent of urban and 41
percent of rural movers, while 38 percent of rural and 36 percent of urban teachers cited
the desire for better housing as an important factor in their decision to move.

Table 8. Reasons for Moving from One District to Another, 2000-01
(Percentages of Teachers Citing Reason as Important)

Urban Movers Rural Movers Both
(N=17) (N=38) (N=55)

Reason for moving: Percent Percent Percent
Personal or family reasons 100% 73% 80%*
To reside elsewhere 50% 67% 63%
Dissatisfied with district administrative su( tort 64% 60% 61%
To teach in other district or community 36% 57% 52%
Dissatisfied with community support of 36% 56% 51%
school
Dissatisfied with school board support 36% 47% 45%
To ha"e more affordable housing 64% 41 46%
To have better housing 36% 38% 38%
For bette_r Professmnal development 36% 38% 38%
opportunities
For better shopping 36% 28% 30%
For cultural events 9% 35% 29%
Because job description or responsibilities 9% 3204 27%
changed
Because colleague support unsatisfactory 9% 27% 23%
For better salary or benefits 50% 14% 22%**
For better medical care 0 30% 22%*
For health-related reasons 9% 24% 21°,
DI-SsatISerd with education for movers’ 0 25% 20%
children
Dissatis_figq _Withjob description or 0 220 17%
responsibilities
Because not prepared to enact refonns 0 19% 14%
Because disagreed with reforms 9% 14% 13%
Because laid-off or transferred 0 11% 8%
To enroll in other career courses 9% 5% 6%

*Difference significantat <.05 level ** Significant at the <.01 level Source: ISER sunty o fexiting teachers. 2001-02
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Although one might expect that improved access to amenities would be a more
important reason for rural teachers to move, our survey found no s'atistically significant
difference in the importance urban and rural movers placed on access to amenities. Nine
percent of urban and 35 percent of rural movers wanted access to different cultural events
than those available in their previous school districts, and 36 percent of urban and 28
percent of rural movers wanted access to better shopping.

Some reasons for changing districts were important to relatively few urban or
rural teachers—such reasons as being laid off or involuntarily transferred; enrolling in
courses to improve career opportunities outside education; being dissatisfied with
changes in the job description or responsibilities; feeling unprepared to implement new
refonns; and disagreeing with new refonn measures.

Areas of Disagreement Between Urban and Rural Movers

Still, despite similarities in some reasons urban and rural movers cited for moving
to new districts, several differences are apparent, as Table 8 also shows.

Most teachers move at least partly for reasons that may not be directly related to
their jobs—80 percent cited personal or family reasons. Another important non-
professional reason why rural teachers move is for access to better education for their
children: 28 percent of rural movers cited that as a reason, but no urban movers did. This
difference does not, however, reach the threshold of statistical significance.

The relative lack of access to high-level medical care in rural Alaska is reflected
in the fact that more than 24 percent of the rural movers cited health-related reasons as
important in their decision to change districts, as compared with only 9 percent of urban
movers. This difference was even more pronounced when we asked about access to better
medical care as a reason for moving: 30 percent of rural movers cited this as an important
reason for leaving their districts, but none of the urban teachers did—a difference that is
statistically significant.

Only 14 percent of the rural movers cited wanting a better salary or benefits as an
important reason for moving, while half of urban movers rated that as an important
reason for moving on—a statistically significant difference While mral teachers who
moved to find better salary and benefits went to a variety of districts, all of the urban
movers in our survey who were seeking better salary and benefits left the state.

Looking at teaching conditions as an incentive for changing districts, we found
that a much greater proportion of rural teachers (27 percent) than of urban teachers (9
percent) reported dissatisfaction with support from colleagues as an important reason
they were changing districts. Neaily a third of the rural movers reported dissatisfaction
with changing job descriptions or responsibilities as an important reason for leaving—a
reason judged important by only 9 percent of the urban movers.

In short, many teachers appear to be moving on to new districts because of an
apparent desire to live elsewhere and for reasons related to their personal lives, families,
and health. But many, especially those in rural schools, are also unhappy with their
working conditions. They feel they are not getting the support they need—from district
administrators, colleagues, school boards, or communities. Similarly, many urban movers
also feel they are not getting the community or district support they need, and they share
with their rural counterparts dissatisfaction with professional development opportunities.
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Why Alaskan Teachers Retired

A third group of exiting teachers retired. This was a relatively small sample (21
teachers), and the differences between rural and urban retirees are not meaningful, so we
report only the total. As Table 9 shows, most of the teachers (62 percent) were retiring
because they became eligible for their full pension benefits. However, half the retirees
also cited as somewhat important or very important their dissatisfaction with teaching as
a profession. This dissatisfaction is also reflected in the 57 percent who cited their job
descriptions or responsibilities as important reasons for retiring, and the 52 percent who
identified changes in the job description or responsibilities as important reasons. Not all
these changes appear related to recent refonns: only 26 percent of retirees rated the
advent of the refonns as an important reason to retire. Clearly, more than half (58
percent) were also retiring because of personal or family reasons.

In short, many of those who retired appeared ready—not just because they were
eligible for their pensions, but because they were dissatisfied with the job itself.

Table 9. Reasons Teachers Retired, 2000-01
(Percentages of Retiring Teachers Citing Reason As Impor tant)

&2
(5]
<
o 3
Somewhat or Very Important Reasons for Retiring from Teaching < 2 .
ST o
£ 5 1
Sx &
Became eligible to receive full pension benefits 62%
Retired for other family or personal reasons 58%
Dissatisfied with job description or responsibilities 57%
Dissatisfied with CHANGES injob description or responsibilities 52%
Dissatisfied with teaching as a career 52%
Did not agree with new reform measures 26%
Did not feel prepared to implement new reform measures 14%
Became eligible to accept early retirement incentive 9%
Wanted to teach in a different state but my state teacher certification was 0

not accepted there
Source: ISER survey ofexiting teachers, 2001-02
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Job Satisfaction and Working Conditions

We asked all exiting teachers—including those who quit teaching, retired, or
moved to new districts—two direct questions about their satisfaction with teaching and
also asked them the extent to which they agreed or disagreed with a series of 30
statements about the conditions under which they worked before leaving. Finally, we
asked another series of 10 questions about leadership at the schools teachers had left.
These questions were motivated by what we have learned in recent years about the
relationship between school leadership and teacher success (as measured by student
assessment scores) and retention (see, for instance, Kelley, 1998 and Ingersoll, 2001).

Overall Satisfaction of Exiting Teachers

We asked teachers whether they were satisfied with their teaching before they left
their jobs. Among exiting teachers, 56 percent of those leaving urban schools and 55
percent of those leaving rural schools expressed satisfaction. When we asked exiting
teachers to compare their final year at the schools they had left with their prior years of
teaching, 53 percent of urban teachers reported they were at least as satisfied with their
teaching as they had been in prior years, but only 42 percent of teachers leaving rural
schools expressed a comparable level of satisfaction.

As we would expect, teachers’ reported satisfaction differed among those who
were retiring, leaving teaching, or moving to another district. Only 30 to 35 percent of
airal and urban teachers leaving the profession were satisfied with their previous year of
teaching—either overall or in comparison with earlier years of teaching.

Again, as we would expect, more teachers who were moving to other districts
(rather than leaving the profession) were satisfied with their previous year—just over 50
percent. However, there was a significant difference in responses of urban and rural
teachers changing districts: 91 percent of urban movers but only 39 percent of rural
movers were satisfied with their previous year of teaching, in comparison with earlier
years. This finding suggests a higher level of dissatisfaction with teaching among
teachers leaving rural schools than among those leaving urban schools.

Exiting Teachers’ Satisfaction with Specific Working Conditions

To understand more about exiting teachers’ satisfaction with their jobs and their
profession, we asked them to respond to a series of statements, indicating whether they
agreed or disagreed with each statement. Some of the statements were positive, and
agreement indicated satisfaction. Other statements were negative, so that agreement
indicated dissatisfaction with some aspect of their jobs. In Table 10, the positive
statements are in regular typeface, and the negative statements are in italics. All
responses show the percentage of teachers agreeing with a statement, whether it was
positive or negative. Asterisks indicate differences that are statistically significant in
responses of urban and rural teachers.
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Tabic 10. Exiting Teachers’ Satisfaction with Their Jobs and Teaching Profession:
Areas where a majority of both Urban and Rural Teac lers were Satisfied

Statements about Teaching Conditions = % > =So 9
o c N ~ g OO — i

— o |l S5 o o |l

D2 xrH-2Z mm2Z

Areas of High Satisfaction

I was satisfied with the grades | was assigned to teach. 93% 88% 90%
The school was located in a safe neighborhood. S6% 81% 83%
1felt safe at the school. 84% 83% 83%
The school’s security policies and practices were sufficient. 7% 64% 69%
The school emphasized academic success. 84% 75% 79%

The professional caliber of the faculty at the school was high. 79% 7% 78%
| was satlsfleo! \_N_lth the !evel _of job security at the school 29% 73% 7504
(e.g., low possibility of being laid off).

1was satisfied with the policies and practices for assigning
students to classes or sections for instruction.

The procedures for teacher performance evaluation were
satisfactory.

65% 68% 67%

7% 62% 68%

Workplace Planning and Administration
1did _not have enough influence over the school's policies and 39% 36% 37%
practices.
| did not have enough influence over the curriculum | taught. 21% 20% 21%
The school admlnlstrat_ors behavior toward the staff was 68% 59% 63%
supportive and encouraging.
D|str|ct_ admlnlstrators_ behavior toward the staff was 5806 5504 56%
supportive and encouraging.
Professional Development
I was pleased with the opportunities for professional growth
and development that the school offered to teachers.
There were many opportunities to collaborate with other
teachers in the school.
Required professional development activities at the school
usually closely matched my professional development goals.
Workload
| oftenfelt that my teaching workload was too heavy. 65% 45% 55%
Mamsf[regrr}mg special needs students in regular classes 560 46% 50%
made it difficultfor me to teach.

63% 55% 58%

49% 68% 609%™

31% 32% 32%

Some ofthe classes or sections | taught were too large. 65% 29% 43%**
Time availablefor planning and preparation was insufficient. 70% 64% 66%
_There was not enough uninterrupted class time availablefor 42% 330 37%
instruction.
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Tabic 10, continued - 2 2 .
Statements about Teaching Conditions ] cfé Ry = :—_% R
— 11
52z 222 &7
Resources
| was satisfied with my salary and benefits 56% 75% 68%

Resources and materials/equipment for my classrooms were
sufficiently available.

Computers and other technology for my classrooms were
juffieiently available.

The school facility (buildings and grounds) was in need of
significant repair.

56% 78% 69%*
37% 81% 64%**

37% 45% 42%
Student, Parent and Community Attitudes

Student behavior was a problem. 63% 61% 62%
Most of the students in the school were motivated to leam. 65% 43% 51%*
I received little supportfrom parents. 43% 67% 58%*
The school received little supportfrom the community. 30% 45% 39%

'Difference significant at the <0.05 level "Difference significant at <0.01 level Source: ISER survey ofexiting teachers, 200J-02

A surprisingly high proportion of teachers leaving both urban and rural schools
were satisfied with many of the conditions in the schools they were leaving. Over 90
percent were satisfied with the grade level they taught. Contrary to some public
perceptions—influenced perhaps by recent events in Kivalina—most rural teachers (83
percent) and their urban counterparts (84 percent) felt safe in their schools. Most (81
percent of rural and 86 percent of urban) also believed the neighborhoods where they
taught were safe. And most (64 percent of rural teachers and 77 percent of urban) felt that
their school’s security policies were sufficient.

Although more urban than rural teachers agreed that their school emphasized
academics (84 percent compared with 75 percent), a sizeable majority of both groups
agreed that academic success was emphasized. Most urban and rural teachers also
thought that the professional caliber of the faculty at their schools was high.

Most exiting teachers (79 percent of urban and 73 percent of rural) were satisfied
with the level ofjob security they had. Nearly as many (65 percent of urban teachers and
68 percent of rural teachers) were satisfied with the policies and practices for assigning
students to classes or sections for instruction. The majority—77 percent of urban teachers
and 62 percent of rural teachers—were also satisfied with teacher evaluation procedures
at their schools.

Most teachers in both settings felt they had sufficient control over their work
place. Only about 20 percent of both groups felt they did not have enough influence over
the curriculum they taught. However, substantial minorities of both groups felt they did
not have sufficient influence over their school’s policies and practices (39 percent of
urban and 36 percent of rural exiting teachers).

Most of the exiting teachers agreed that school administrators had supported and
encouraged them, although the percentage agreeing was higher among urban (68 percent)
than among rural teachers (59 percent). Both groups were slightly less satisfied with the
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level of support from central district administrators - 58 percent of urban and 55 percent
of rural exiting teachers.

Over half of both groups (63 percent of urban and”5 percent of rural exiting
teachers) were pleased with the opportunities available to them for professional growth
and development. However, ntral teachers were much more likely to be satisfied with
their opportunities to collaborate with colleagues. Just under half (49 percent) of urban
teachers agreed that there were many opportunities to collaborate with their colleagues,
compared with 68 percent of rural teachers—a statistically significant difference. And
both groups were much less satisfied with required professional development activities.
Less than one-third agreed that the required professional development in which they
participated met their needs.

On the issue of workload, 65 percent of urban and 48 percent of rural teachers
agreed that their workloads were too heavy. Around half—56 percent of urban and 46
percent of rural teachers—felt mainstreaming special-needs students into their regular
classes made teaching difficult. As one might expect, when asked about class size, exiting
urban teachers were significantly more like to agree that their classes were too large (65
percent) than were teachers in rural schools (29 percent). Many rural schools are so small
that class size is not an issue.

Along with their workload concerns, most exiting teachers felt time pressures.
The r ajorily of both groups of teachers (66 percent of the combined sample) felt that
there was insufficient time available for planning and preparation. A substantial minority
(42 percent of urban and 33 percent of rural teachers) v/as also dissatisfied with the class
time available for instruction.

Three out of four exiting rural teachers were satisfied with their salary and
benefits; however, significantly fewer urban teachers (56 percent) were satisfied.

Availability of instructional materials and resources and of comput'.-s and other
technology does not appear to have been a problem for exiting rural teachers: 78 percent
agreed adequate resources were available, and 81 percent agreed that enough computers
were available. However, exiting urban teachers were significantly less likely to agree:
only 56 percent of urban teachers agreed adequate resources and materials were available
and just 37 percent agreed that enough computers were available.

Somewhat more exiting ruial teachers (45 percent) than urban teachers (37
percent) thought their school facilities needed repair—a result not surprising to those
familiar with the conditions in many rural schools, but a difference that is not statistically
significant.

Although student behavior is no more of a problem for rural than for urban
teachers, a majority—62 percent—of the exiting teachers in both areas agreed that
student behavior was in fact a problem. However, on the question of student motivation,
we found a large and statistically significant difference. '5 percent of the urban teachers
agreed that most students in their school were motivated to learn, but only 43 percent of
the rural teachers believed their students were motivated.

Similarly, when we asked about parental support, significantly more exiting rural
teachers (67 percent) than urban teachers (43 percent) reported feeling that they had
received “little support from families.” When we asked about community support, we
received similar (but not statistically significant) responses: 45 percent of rural teachers
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felt they received little community support, while only 30 percent of urban teachers cited
such lack of support.

Summary: Teachers1Feelings About Working Conditions In Schools They Left
Many teachers from both urban and rural schools were surprisingly positive about

a number of aspects of the schools they were leaving. Clear majorities (60 percenQ of
teachers leaving both rural and urban schools felt satisfied with:

» Safety at their schools

» Teaching assignments

» The school’s emphasis on academic success

» The professional caliber of the faculty

» Job security

» Student assignment policy

» Procedures for teacher performance evaluations

» Influence on school policy and curriculum

In other areas, teacher satisfaction was less clear—that is, while more than half of all
teachers were still satisfied with the conditions listed below, that satisfaction wasn’t as
pronounced. Either rural or urban exiting teachers or both were closer to being split, with
less than 60 percent satisfied, with:

» Salary and benefits

» Opportunities for professional development

e Support from school and district administrators
* Mainstreaming special needs students

»  Workload

» Availability of uninterrupted instructional time

And majorities from both urban and rural schools were clearly dissatisfied with other
conditions at the schools they had left:
» Time for planning and preparation
» The match between required professional development activities and teachers’
professional development goals
» Student behavior

Exiting urban and rural teachers disagreed about some conditions. Teachers leaving rural
schools were significantly more likely to be dissatisfied with:

» Student motivation

» Parental support

Teachers leaving urban schools were significantly more likely to be dissatisfied with:
» Availability of computers and other instructional resources
* Class size
o Salary
* Opportunities to collaborate with colleagues
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In short, exiting mral and urban teachers were dissatisfied with different aspects
of their working conditions, and those differences have, of course, different policy
implications. Exiting rural teachers were significantly more likely to be dissatisfied with
their students” motivation and effort and lack of support from parents. EXiting urban
teachers were more likely to be dissatisfied with the work environment—instructional
resources, class size, and salaries—provided by their districts. And interestingly,
dissatisfaction was higher about instructional resources and class size than about salaries.

These results support findings of national studies (see Ingersoll, 2001 and Kardos,
2001), which emphasize the role working conditions—rather than primarily salary and
benefits—play in influencing teachers’ decisions about staying or leaving.

Exiting Teachers’ Satisfaction with Instructional Leadership

As noted above, we asked our sample of exiting teachers about leadership at the
schools they had just left. We hypothesized that the absence of effective leadership might
be a primary reason why teachers decided to leave their schools.

But what we found does not seem to bear this hypothesis out. As Table 11 shows,
most teachers from both urban and rural schools were satisfied with the effectiveness of
the leadership at the schools they were leaving. Differences about a few measures of
leadership emerged, with smaller proportions of rural teachers expressing satisfaction—
but even in those areas, the majority of rural teachers rated their leaders as effective.

The first question we asked was about the school principal’s role in instructional
leadership. About two thirds of teachers leaving both urban and rural schools reported
that the principal took responsibility for such leadership. The next most frequently cited
leaders were other teachers—including department chairs and the respondents
themselves—identified by 28 percent of urban teachers and 25 percent of rural teachers.
Ten percent of urban teachers and 8 percent of rural teachers reported that other
administrative personnel (assistant principals or directors of curriculum or instruction)
provided leadership. A few teachers in both groups reported that no one was responsible
for leadership at their schools.

More than 80 percent of urban teachers and 70 percent of rural teachers rated their
leaders as somewhat or very effective in encouraging them to change their methods if
students weren’t learning, and in working with them to develop and attain curriculum
standards. Almost as many teachers (72 percent overall) rated leaders as effective in
communicating respect and the value of teachers and in encouraging professional
collaboration among teachers (70 percent overall).

Significant differences between responses of urban and rural teachers emerged on
two leadership issues. Almost all urban teachers (89 percent), but only 66 percent of rural
teachers rated their leaders as effective at communicating with parents. And 85 percent of
urban teachers but only 61 percent of rural teachers said their leaders effectively
facilitated and encouraged professional development.

Another dimension of leadership teachers rated somewhat lower was “working
with teaching staff >0 solve school or department problems.” Only 69 percent of the
urban and 60 percent of the rural teachers agreed that their leaders engaged in such
collaborative problem-solving. Differences in responses of urban and rural teachers were
even smaller on the question of using student evaluation data in planning curriculum and
instruction. In that area, 58 percent of urban teachers and 62 percent of rural teacher:.
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reported effective leadership. On developing broad agreement on the school’s mission,
halfofurban and 61 percent of rural teachers agreed that their leaders were effective.

Table 11. Exiting Teachers’ Evaluation of Effectiveness of School Leadership
(Percentages Who Rated Leader as Effective)

i . Urban Rural Both
Effectiveness of Instructional Leader

N=26 N=79 N=105

Encou_raging teachers to change teaching methods if students were 81% 75% 27%
not doing well
W orking with staff to develop and attain curriculum standards 85% 72% 77%
Communicating with parents 89% 66% 15%*
Communicating respect and value of teachers 78% 68% 72%
Facilitating and encouraging teachers' professional development 85% 61% 71% *
Encouraging professional collaboration among teachers 70% 70% 70%
W orking with teaching staff to solve school or department 69% 60% 64%
problems
Encou_raging 'Fhe teaching_staff to_use student evaluation results in 67% 58% 63%
planning curriculum and instruction
Developing broad agreement among the teaching staffabout the

Ping J g g 50%  61%  56%

school’s or department's mission
- Difference significant at <.05 level Source: ISER survey o fexiling teachers. 2001-02

In sum, while majorities of both urban and rural exiting teachers reported that
leadership in their schools was effective under many measures, significantly more rural
teachers found leaders in their schools ineffective in professional development and in
communication with parents.
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IV. Teacher Supply: Producing Teachers in Alaska

Most of those who teach in Alaska are prepared elsewhere. Nonetheless, the
roughly 30 percent of Alaska teachers who are prepared at colleges and universities in the
state represent a substantial share of the teaching force. So policymakers and university
administrators have responded to teacher shortages in some schools by trying to produce
more teachers. In 2001, the University of Alaska’s board of regents decided to revive the
four-year bachelor of education degree. But just five years earlier, the regents—
concerned about the quality of teachers graduating from UA—had voted to phase out the
four-year program and move teacher preparation to the graduate level.

That brief history is critical to understanding the data presented below. The recent
dip in teacher production at the University of Alaska has been due largely to the policy
change that occurred in 1996 and began to have effects in 1997.

Research Methods

Our efforts to collect accurate infonnation about the number of teachers
graduating from Alaska’s institutions of higher education were made difficult by die
proliferation of education programs and by the fact that teacher candidates, enrolled in
programs, may take more than the expected time to complete their course work. Thus, we
focused on graduates rather than on the number of candidates enrolled.

Dr. Shirley Holloway, Alaska’s Commissioner of Education, contracted with Dr.
Jerry Covey—a former commissioner—to gather data on teacher program graduates in
preparation for the Governor’s Summit on Teacher Education, held in Anchorage in
October 2001. To avoid duplication of effort and the resulting imposition on educators,
we asked Dr. Covey to verify the data he collected for the summit. He provided a final
report in December 2001, and we used his data on teacher education program graduates.

Elementary Education Graduates
As Chart 13 shows, the number of elementary teachers graduating from the University of
Alaska declined after 1998 on the Anchorage and Fairbanks campuses, the major
producers of teachers in the state. After two years of higher-than-average numbers of
graduates, the Southeast campus returned to its lower pre-1998 level of graduation.
Overall, the number of elementary education graduates from UA declined by about one
third between 1997-98 and 2000-01, dropping from 246 tc 164.

One interpretation of this decline is that some potential elementary candidates
may have been deterred by the prospect of having to pursue an undergraduate bachelor
degree before entering a program to earn their teaching certificate—the change UA
instituted in 1996, as described above. Some potential candidates might have found the
additional year of studv economically challenging, including not only another year of
tuition costs but also the opportunity cost of being out of the labor force for an additional
year. Some might have also found the prospect of pursuing a degree in a discipline rather
than in education cither irrelevant to teaching or academically intimidating.
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Chart 13. Elementary Education Graduates (Type A), University of Alaska,
by Campus, 1997-2001,

97-98 98-99 99-00 00-01

Year Completed Program

Source: J. Covey. Alaska Educator Supply, December 10. 2001

Understanding the reasons for the production decline is further complicated by the
state board of education’s decision to require passing scores on the PRAXIS | exam for
initial teacher licensure. That change was instituted at the same time the UA board of
regents was moving teacher preparation to the post-graduate level. Some potential
candidates may have been deterred by the prospect of passing that exam—and certainly,
some candidates who were already enrolled in UA teacher education programs did not
complete their programs because they had failed to receive a passing score on the
PRAXIS exam.

Two other institutions of higher learning in Alaska—Alaska Pacific University in
Anchorage and Sheldon Jackson College in Sitka—also prepare elementary education
teachers. Chart 14 shows that the number of graduates from Alaska Pacific University
increased in 1998-99 and 1999-00 but declined precipitously in 2000-01, to roughly the
level of 1997-98. Sheldon Jackson’s number of graduates declined even more steeply;
that institution has recently undergone an examination of its organization and mission.
These declines after initial increases appear unrelated to UA’s decision to move teacher
preparation to the graduate level.

38



Retaining Qual ity Teachers for Alaska

Chart 14. Elementary Education Graduates (Type A) From Other Alaska
Institutions of Higher Learning, 1997-2001
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Year Completed Program

Sources: J. Covey, Alaska Educator Supply, December 10, 2001

Finally, Chart 15 captures the primary story lire: Production of elementary
teachers in Alaska has declined significantly over the past four years. But at the same
time, few school districts are reporting shortages of elementary classroom teachers,
despite these declines. As we noted at the outset, the northwest region of the U.S.
currently appears to have a surplus of elementary teachers.
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Chart 15. Elementary Education Graduates (Type A), from AH Alaska Institutions
of Higher Education and from the University' of Alaska, 1997-2001
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Year Completed Program

Source: J. Covey, Alaska Educator Supply. December 10, 2001

Secondary Education Graduates

As we noted above, Alaska, like other states, is experiencing shortages of
secondary teachers, particularly in math and science. Just as the production of elementary
teachers declined in the wake of the UA regents’ decision to end the four-year bachelor
of education progiam, so too did the production of secondary teachers. But that decline is
less obviously related to the policy change, since the secondary programs had already
evolved to the graduate level before the regents’ decision.

As Chart 16 shows, the Fairbanks campus suffered the most precipitous decline,
with the number of secondary education graduates dropping from 61 in 1997-98 to 14 in
2000-01. At UAA, the number of graduates declined from 127 to 62 during that period.

But the Southeast campus showed no decline and, in fact, experienced a significant
increase in 2000-01.
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Chart 16. Secondary Education Graduates, University of Alaska, by Campus,
1997-2001
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Source: J. Covey, Alaska Educator Supply. December 10. 2001

Special Education Graduates

Chart 17 shows the number of graduates from the special education certification
program at the University of Alaska Anchorage during the period 1996-2000. This is the
only special education certification program in the state. Despite the high demand for
certified special education teachers—not just in the state but across the nation—the
number of those entering and graduating from the program did not increase substantially
between 1996 and 2000, and in fact began declining in 2000. During the five-year period,
77 certified special education teachers graduated from the program, but only 15
graduated in 2000. This reflects a national trend: as many special education teachers
leave their positions because of increasing caseloads and paperwork, fewer candidates
enter special education programs. In 1999-2000, more than 12,000 openings for special
education teachers nationwide were left vacant or filled by substitutes (SPeNSE, 2001).
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Chart 17. Graduates with Special Education Certification,
University of Alaska Anchorage, 1996-2000
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Source: Datasupplied by Dr. Claudia Dyhdahl. Director, Teacher Education Program. University o f Alaska
Anchorage, June 2001

Summary: Producing Teachers in Alaska

In short, overall production of teachers in Alaska has declined significantly over
the past five years. Given that there is a surplus of elementary teachers in the region, it is
the nearly 50 percent decline in the production of secondary teachers that should be of
greatest concern to policymakers. This decline cannot be easily explained by the UA
regents’ decision to move teacher preparation to the graduate level, since that change had
already occurred for secondary preparation programs before 1996. Other factors appear to
be at work, but identifying the causes is beyond the scope of this report. Of equal concern
is the recent decline in certified special education graduates.

How Many Teachers Who Graduate in Alaska are Likely to Go Into Classrooms?
In considering policy directions, we need to remember that the number of
certified teachers who graduate from teacher education programs does not translate into a

similar number in the classroom. As many as 40 percent of the graduates of traditional
four-year bachelor of education programs do not enter classrooms after certification
(Darling-Hammond, 2000). A greater percentage of the graduates of 5th year and 5-year
programs enter classrooms, but as many as 10 to 20 percent do not (Andrew, 1981 and
1990; Shin, 1994). Thus, if Alaska’s colleges and universities produced, on average, 230
elementary teachers over the period 1997-2001, we might expect that about 143 teachers
would actually enter classrooms. A higher percentage of graduates of secondary teacher
preparation programs that are 5th year programs may be expected to actually enter the
classroom—roughly 80 percent of the average of 85 annual graduates from 1997-2001, or
68 teachers.
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V.Survey of Alaska Instructional Aides

Overview

As Alaska faces shortages of teachers in a number of remote districts, attention
has focused 11 a pool of potential teachers: instructional aides. For remote rural districts
that often suffer turnover rates of 25 percent or more a year, supporting resident
instructional aides who want to pursue certification seems an obvious strategy. Filling
many or most of the positions in these schools with permanent residents of the
community could improve curricular, instructional, and social continuity for rural
students—and that would, in turn, improve their learning.

In addition, the recent No Child Left Behind legislation raises the ante for
instructional aide qualifications. Under NCLB, paraprofessionals must have two years of
postsecondary education, or demonstrate requisite skills on a “formal state or local
academic assessment.” All paraprofessionals who were hired after January 8, 2000 and
are paid with Title 1funds must meet these requirements. By 2005-06, all Title 1
paraprofessionals will have to meet these requirements.

Nationally, a number of school districts and institutions of higher education have
collaborated to create career ladder programs to support para-educators in becoming
certified teachers (DeWitt Wallace Readers Digest, 1997). Evaluations of some of these
programs show that para-educators lend to persist in the programs, and that when they
graduate, they go right into the classroom—and appear to be successful teachers.

In the past, the State of Alaska funded rural-based programs (such as X-CED) to
provide course work and instructional support to para-educators and other rural residents
who wanted to become teachers. As oil dollars—and consequently state revenues—
declined, funds for such site-based support largely came to an end, although funding for a
few outreach instructors and for distance-delivered programs has continued.

And as we will discuss in our survey results below, rural instructional aides need
multiple supports to pursue certification. A critical area is developing the fundamental
reading, writing, and numeracy skills required for college-level work. To have the time
and the opportunity to develop these skills, many instructional aides would require other
types of support such as tuition grants and child-care subsidies.

Against the cost of supporting aides who wish to earn certification must be
balanced the high cost of teacher turnover. The costs are not only fiscal—training a new
teacher typically costs SS,000 or more—but educational as well. As we noted above, high
turnover rates are associated with low student achievement (Grissmer et al., 2000).

To find out more about the potential of instructional aides as a pool of prospective
teachers, we surveyed a statewide sample. The questions we wanted to answer included:
(1) What are the demographic characteristics of instructional aides in Alaska schools?
(2) How many aides are interested in pursing bachelor’s degrees or certification?

(3) What impediments do aides who would like to pursue certification face?
(4) What differences exist between instnictional aides in rural and urban schools?
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Survey Methods

Questionnaire

To learn more about instructional aides, ISER researchers drafted a survey
questionnaire (available at http://www.iser.uaa.alaska.edu/) and sent it for review to six
instructional aides and several educators knowledgeable about instructional aides (some
of whom had previously been aides themselves). After that review process, we field-
tested the instrument with aides who were attending the PRAXIS Institute sponsored by
the Cook Inlet Tribal Council in the summer of 2001. We used their responses to further
refine the questionnaire.

Procedures

In fall 0f 2001, we surveyed the personnel directors of 53 school districts in the
slate (the survey instrument is available at http://www.iser.uaa.alaska.edu/). All but four
provided the names and mailing addresses of the aides in their districts. We drew a
stratified random sample from these names. We then mailed surveys, with a cover letter,
to our sample in November 2001. We continued to send follow-ups and replacement
surveys until February 2002.

As we received surveys back in the mail, we entered the data into a database and
subsequently analyzed these data using SPSS. In addition to running simple frequencies
for all the items, we also tested the significance of differences between results from the
rural and urban samples.

Sampling

We divided our sample nto three strata: (1) Anchorage School District; (2)
Fairbanks Northstar Borough School District, Juneau School District, and Matanuska-
Susitna School district; and (3) rural school districts. We hypothesized that the
instructional aides in rural districts might have issues and demographic characteristics
distinctly different from those in urban areas. And given the size of the Anchorage
School District (42 percent of all students enrolled in the state), we wanted to make sure
that the three other urban districts were represented in the final sample. Table 12 shows
the number of instructional aides in each stratum, as well as the number randomly
selected for inclusion in our sample.

Table 12. Population and Sample Size for Instructional Aide Survey, 2000-01

Districts Total Number Number in Number of  Response

of Aides* Final Sample ~ Completed Rate
Surveys

Anchorage 609 83 39 52%
Fairbanks 178 35 14 43%
Juneau 96 19 12 63%
Matanuska-Susitna 114 23 7 35%
Rural 1,166 89 31 35%
Total 2,373 249 103 41%

‘Figures on tow! number o faidesfrom Alaska Department ofEducation and Early Development.
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Response Rate

Despite numerous follow-ups with aides who didn’t respond, we were unable to
achieve the response rate we had hoped for. However, the response rate we achieved is
typical of self-administered, mail-out surveys. As Table 12 shows, we received 103
completed surveys of the 249 we mailed out. Among aides in urban schools, the response
rate was 45 percent and among aides in rural schools 35 percent.

We do not know whether or how those who didn’t respond may differ from those
who did respond. We may speculate, however, that those who did respond may be more
likely to have an interest in additional educational opportunities. Readers should bear this
in mind. These modest response rates urge caution in interpreting the results.

Results of Instructional Aide Survey

Demographic Characteristics of Instructional aides

As Table 13 shows, all but a few of Alaska’s instructional aides in the 2000-01
school year were women. Aides in urban schools were almost exclusively white, while
more than half in rural areas were Alaska Natives. About three-quarters of both urban and
niral aides were married; 17 percent of urban aides and 12 percent of rural aides were
widowed or divorced.

Just over a fourth of the urban aides and more than half the rural aides were the
primary wage earners in their families. This has implications for policy development: to
pursue further education, most rural aides would probably have to continue working,
unless funds could be found to support their families while they studied.

Not surprisingly, rural aides were much more likely to report that subsistence
foods were an important part of their family's diet. Respondents from rural and urban
schools reported comparable annual salaries—in the 515,000 to $17,000 range.

Rural aides appear to have significantly more experience than do urban aides. The
rural aides in our sample had, on average, 9.1 years of experience as aides, compared
with 6.2 years among urban aides. (Interestingly, nearly a third of urban aides in our
sample reported that they had at some time held teaching licenses, while only one rural
aide reported ever having held a teaching license.)

Table 13. Characteristics of Alaska Instructional Aides, 2000-01

Characteristic Urban Rural
(N=72) (N=31
Female 94% 95%
Married 76% 7%
Widowed or Divorced 17% 12%
Alaska Native 2% 5494**
White 96% 50%**
Primary wage earner 26% 56%**
Rely on subsistence foods 11% T74%**
Years as an instructional aide 6.2 9.1*

Hole: Racial composition o frural aides adds to mure than 100% because two aides identified themselves as both
Alaska Native and while. * Difference significant at the <.01 level ** Difference significant at the <.001 level.
Source: ISER survey ofAlaska instructional aides. 2001-02
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Aides most often work in preschool through sixth grade (Table 14). Rural aides
appear to work more often in the early grades (kindergarten through third grade) than do
their urban counterparts—but that difference is not statistically significant.

Table 14. Grade Levels Where Alaska Instructional Aides Worked, 2000-01
(Percentage of Aides That Spent Any Time Working with Various Grade Levels)

Urban Rural
Grade Level (N=70) (N=30)
Preschool 13% 7%
Kindergarten 16% 24%
Grades 1-3 28% 46%
Grades 4-6 39% 40%
Grades 7-8 13% 17%
Grades 9-12 20% 17%

Source: ISER survey ofAlaska instructional aides. 2001-02

Significant differences do appear when we look at the distribution of aides across
programs (Table 15). Nearly 9 out of 10 instructional aides in urban schools spend at
least some of their time working in special education, compared with just over a third in
rural schools. This difference may reflect the higher case loads that special education
teachers typically face in urban schools, as well as differences in funding. Conversely,
rural aides are much more likely to work in regular classrooms than are urban aides.

Table 15. Programs Where Alaska Instructional Aides Worked, 2000-01

Urban Rural
Instructional Program (N=70) (N=30)
Special Education 89% 37%*
Title | 4% 9%
Regular Instructional Program 22% 50%*
Migrant Education 0 4%
Bilingual 2% 7%

* Difference significant at the <.001 level
Source: ISER survey ofAlaska instructional aides, 2001-02

Education Levels and Post-Secondary Experience of Aides

We found significant differences in education levels of urban and rural
instructional aides (Table 16). On the whole, urban aides were more likely to have
education beyond high school. Among rural aides, 38 percent reported no formal
education beyond high school, while another 40 percent reported “some college.” Over a
third (35 percent) of the urban instructional aides, on the other hand, reported having at
least a bachelor’s degree. This finding suggests that, in constructing career ladders for
rural para-professionals, a first goal might appropriately be associate degrees.

This also speaks to the issues raised by No Child Left Behind legislation. Rural
schools, especially, will face a crisis in hiring and retaining aides unless they can find

46



Retaining Quality Teachers for Alaska

ways to increase the educational level of their aides, very few of whom currently meet the
new federal guidelines.

Table 16. Education Levels Among Alaska Instructional Aides, 2000-2001

Urban Rural
Highest level of education completed (N=70) (N=30)
High school diploma/GED 13% 38%*
Some college 43% 40%
Associate’s degree 4% 0
College beyond AA degree 4% 9%
Bachelor’s degree 18% 8%
Some graduate-level study 13% 4%
Graduate-level degree 4% 0
Total 100%** 100%**

* Difference significant at .01 level **May add to more or less than 100% dee to rounding
Source: ISER survey ofAlaska instructional aides. 2001-02

We also asked aides—including those who held only high-school degrees—about
taking college-level courses and where they took those courses. Table 17 shows the
percentages of aides who had taken at least one college-course from specific institutions.
Remember that any given aide may have taken courses from more than one institution—
so the percentages in Table 17 add up to more than 100.

Table 17. Sources of Post-Secondary Education Among Instructional Aides
(Percentage of Aides Who Have Taken Courses from Specific Institutions)

Urban Rural

Post-Secondary Institutions (N=70) (N=30)
A community college or rural campus in Alaska 17% 24%
University of Alaska Anchorage 39% 13%
University of Alaska Fairbanks 20% 17%
University of Alaska Southeast 9% 9%
Alaska Pacific University 13% 13%
Sheldon Jackson College 0 0
Institutions outside Alaska 46% 24%

Source: ISER survey ofAlaska instructional aides, 2001-02

Not surprisingly, more rural than urban aides—24 percent compared with t/
percent—had taken courses at either rural campuses or community colleges. Table 17
also shows how many aides had taken courses un the three main UA campuses. Given
that a substantial share of those who responded to the survey were from Anchorage, it is
unsurprising that 39 percent of urban aides had taken courses at UAA, compared with 13
percent of rural aides. About one fifth of both groups had taken courses at UAF. Smaller
shares—about 9 percent of both—had taken courses at UAS.

About 13 percent of both urban and rural aides had taken classes at Alaska Pacific
University, but none in our small sample had taken courses at Sheldon Jackson College.
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Almost halfthe urban aides and a quarter of the rural aides had taken some classes
outside Alaska.

Overall (eliminating the duplication in Table 17 resulting from aides’ taking
classes at more than one institution), 65 percent of the urban aides and 35 percent of the
rural aides had taken courses on college or university campuses. That difference between
the two groups was statistically significant. Interestingly, all the rural aides and 85
percent of the urban aides who had taken on-campus classes said they would take more if
they had the opportunity.

Because many Alaskans rely on distance-delivered education, we also asked
instructional aides about their experiences with distance education— which can include
correspondence courses and telephone conference classes as well as courses offered over
the Internet or via television (Table 18). Among urban aides, 26 percent had taken
distance-delivered courses and among rural aides 23 percent. That amounted to just 19
urban aides and 7 rural aides. Among that small sample, most reported at least somewhat
positive experiences— but rural aides were more likely than urban aides to report positive
experiences.

Table 18. Experience of Alaska Instructiona Aides With Distance Education

Urban Rural

N=71 N=31

Share who had taken distance delivery courses 26% 23%
Experience of those who had ‘oken courses N=19 N=7
Positive 27% 54%
Somewhat positive 36% 31%
Mixed 27% 0
Negative 9% 15%

Source: ISER survey ofAlaska instructional aides, 2001-02

Share of Aides Working Toward or Interested in Pursuing Degrees

We also asked instructional aides whether they were currently working toward
degrees. At the time of the survey, only 15 percent of the urban aides and 19 percent of
the rural aides were actively pursuing degrees. On average, among those aides working
toward degrees, the urban aides needed 29 more credits and the rural aides 24 credits to
complete their degrees.

But a much larger share of aides— 43 percent o f urban and 48 percent of niral
aides—told us they were interested in working toward degrees or certification. As we see
below, instructional aides identified a number of impediments to further education.

Future Plans and Impediments to Further Education
Ve asked our sample of instructional aides a series of questions about their future
plans. These were especially relevant in light of our finding that many aides have an

interest in working toward degrees or certification. We were particularly interested in the
impediments the aides faced in continuing their education (Table 19).
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Table 19. Impediments To Alaska Instructional Aides Obtaining Degrees

Urban Rural

Impediments, including lack of: (N=37) (N=17)
Money for tuition 96% 100%
Courses available when | have time 95% 76%
Required courses available in community 56% 76%
Good advice on courses available in community 60% 59%
Affordable child care 27% 48%
Child care with which 1am comfortable 23% 36%
Computer skills 32% 43%
Support to help me read college-level material 18% 31%
Support to help me write at college level 25% 60%*
Support from superintendent and school board 59% 22%*
Support from principal 37% 20%
Support from family and friends 36% 8%*
Support from teachers 21% 7%
Support from my community 27% 18%
Support in community for distance delivery courses 50% 33%
Access to computer 17% 17%

= Difference significant at the <.05 level Source: ISER sun'ey o fAlaska instructional aides, 2001-02

As Table 19 shows, virtually all the aides who expressed an interested in working
toward degrees and certification identified lack of money for tuition as an impediment.
Next in importance was aides’ not having access to courses when they had time to take
them. This was followed by the lack of access to required courses in the aides’
communities— although this was an issue for only 56 percent o f Me urban aides
compared with 76 percent of the rural aides. As we discussed earlier, rural aides in
particular tend to be the major salary earners in their households and are involved in
subsistence activities as well (see Table 13). Thus, many aides contemplating further
education cannot easily move to places where classes are more readily available.

The majority of rural and urban aides interested in getting degrees also said that
lack of good advice on which courses to take was an impediment. Where to go to gel the
information they need appears to be a major concern for both urban and iural aides.

Issues related to child care proved to be aconcern for more rural than urban aides.
Among our small sample of rural aides, 48 percent expressed concerns about the
affordability of child care available to them and 36 percent had reservations about the
guality. In contrast, only 27 percent of urban aides had similar concerns about the
affordability of child care and 23 percent about the quality. These results are surprising,
given the extended family networks on which many rural residents depend for child care.

More of the iural aides in our sample who expressed an interest in pursuing
additional education saw lack of specific academic skills as barriers. In addition to the 43
percent of rural aides who thought their computer skills were not up to standard, a third
judged theii reading skills and nearly two-thirds their writing skills as not up to college
standards. The scores of rural aides on the PRAXIS examination bear out these self-
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assessments. Clearly, any program designed to help rural aides become certified must
include opportunities for them to improve their reading and writing skills. Far fewer
urban aides thought their reading (18 percent) and writing (25 percent) skills would
impede their progress toward certification.

For instnictional aides to continue their education, they need support from many
people with whom they work and live. As we see in Table 19, lack of such support seems
to be a bigger impediment for urban than for rural aides. Significantly more urban (59
percent) than rural (22 percent) aides saw lack of support from the superintendent and
school board to be an impediment. Similarly, 37 percent of the urban aides but only 20
percent of the rural aides saw lack of support from the principal as an impediment—a
difference that is statistically significant. Very few rural aides saw lack of support from
family and friends as an obstacle, but more than a third (36 percent) of the urban aides
did. Relatively few in either group saw lack of community support as an issue.

The lack of support in their community for distance-delivered courses was an
impediment cited by fairly high proportions of both urban (50 percent) and rural (33
percent) aides. On the other hand, access to a computer was an issue for only about 17
percent of both urban and rural aides.

In sum, the greatest impediment for both urban and rural instructional aides who
said they would like to become certified was the money needed to pay tuition. A majority
ofboth groups also identified as major impediments the limited availability of and access
to required courses and good advice about which courses to take. Many rural aides rated
concerns about affordable, quality child care as an issue, as well as help they need to
upgrade their computer, reading, and writing skills. Many urban aides, on the other hand,
were concerned that they might get inadequate support from the superintendent, school
board, principal, and family and friends— concerns that relatively few rural aides shared.

Future Education Options

To leam more about how educational programs might best fit the needs of
instructional aides, we asked a series of questions about which arrangements would best
suit their circumstances.

An important issue for aides interested in further education is whether they could
afford to leave their home communities for some period oftime, to take required teacher
preparation courses. So first we simply asked aides who had expressed an interest in
further education how long they could afford to be away from home each year. The
results of that question are shown in Table 20. We then asked those same aides how long
they could afford to be away from home, if their travel, tuition, and living expenses were
paid; those results are shown in Table 21. Finally, we asked the aides how long they
cou'd afford to be away from home, if not only their travel, tuition, and living expenses
weie paid but also some support for child care were provided (Table 22).
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Tabic 20. Longest Period Aides Could be Away From Home Each Year

Urban Rural Both

N=37 N=17 N=54
No time 20% 42% 32%
1-3 weeks 40% 36% 38%
4-6 weeks 28% 16% 21%
7-12 weeks 0 0 0
Longer than 12 weeks 12% 6% 9%
Total 100% 100% 100%

Source: ISER survey o fAlaska instructional aides, 2001-02

When simply asked how long they could afford to be away from home each year
to take teacher-preparation courses, a majority of both urban and rural aides said they
could not afford to be away at all or only for a short time (Table 20). Among rural aides,
42 percent said they could not afford to be away at all, and another 36 percent said they
could be away no longer than 1to 3 weeks. Among urban aides, 20 percent said they
could not be away at all and another 40 percent said they could be absent no longer than 1
to 3 weeks. Very few said they could afford to be away longer than 6 weeks.

However, when we asked the same question and included support for tuition,
travel, and living expenses, the numbers changed dramatically (Table 21). With financial
support, almost all the aides in our sample said they could afford to be a.vay for some
time—and 42 percent of urban and 24 percent of rural aides said they could be away for
longer than 12 weeks each year.

Table 21. Longest Period Aides Could be Away Ft om Home, If A Program Provided
A Scholarship For Travel, Tuition and Living Expenses

Urban Rural Both

N—-37 N=17 N=54
No time 8% 0 4%
1-3 weeks 13% 23% 18%
4-6 weeks 25% 42% 35%
7-12 weeks 13% 13% 13%
Longer than 12 weeks 42% 24% 31%
Total 100% 100% 100%

Source: ISER sunvy ofAlaska instructional aides, 2001-02

And when we added child care support to the other financial supports, an even
higher proportion of aides reported that they could be away from their homes to pursue
further education (Table 22). Nearly a third ofrural and 44 percent of urban aides said
they could be away from home 12 weeks or longer each year, with all that support.
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Table 22. Longest Period Aides Could Be Away From Home Each Year,
If a Program Paid Travel, Tuition and Living Expenses and
Provided Some Support for Child Care

Urban Rural Both

N=37 N=17 N=54
No time 4% 0 2%
1-3 weeks 13% 17% 15%
4-6 weeks 13% 30% 23%
7-12 weeks 26% 23% 23%
Longer than 12 weeks 44% 30% 36%
Total 100% 100% 100%

Source: ISER sunvy o fAlaska instructional aides. 2001-02

Given the remoteness o f many Alaska communities, computer technology
represents a means to provide additional education to aides. Sr we also asked the
instructional aides who were interested in furthering their education about their level of
comfort with computer technology. Almost all the sample ofboth urban and rural aides
said they would be at least somewhat comfortable using computers to communicate with
instructors— but urban aides were almost twice as likely to report themselves as “very
comfortable” with the prospect of using computers for communications (Table 23).

Table 23. How Comfortable Do Aides Feel Using Computers to
Take Classes and Communicate with Instructors?

Urban Rural Both

N=37 N=17 N=54
Very comfortable 48% 25% 35%
Somewhat comfortable 35% 75% 57%
Not very comfortable 13% 0 6%
Very uncomfortable 4% 0 2%
Total 100% 100% 100%

Source: ISER sunvy ofAlaska instivclional aides. 2001-02

We also asked a series of questions about computer and Internet availability
(Table 24). All rural aides and about 8 in 10 urban aides reported having access to both
computers and Internet connections at school. But rural aides are far less likely to have
either computers or Internet access at home. Just 55 percent of rural aides reported having
computers at home, compared with 91 percent of urban aides. And only 38 percent of
rural aides said they had Internet connections at home, versus 91 percent of urban aides.
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Tabic 24. Percentage of Instructional Aides with Computer and
Internet Connections at School and at Home

Urban Rural Both
N=37 N=I7 N=54
Computer available at school 83% 100% 92%
School computer is connected to Internet 79% 100% 90%
Computer available at home 91% 55% 73%
Home computer is connected to Internet 91% 38% 62%

Source: ISER Survey O fAlaska Teacher Aides. 1001-02

Summary: Potential for Aides to Become Teachers

As we noted earlier, rural aides who are permanent residents of the communities
where they work represent a potential pool of teacher candidates that could help reduce
the high turnover rates that plague some remote rural districts. They also bring other
strengths to the table besides their knowledge of the community including, on average,
more than 9 years of experience in the classroom. Recent changes in federal law have
profound implications for niral schools. Many of their instructional aides are paid with
federal Title 1monies; unless they increase their education, they will not qualify for that
funding in the future.

At the same time, supporting those aides who would like to meet the new
requirements or to become licensed teachers would require considerable resources. Rural
aides, who are predominantly Alaska Natives, are more likely than their urban
counterparts to be the primary wage earners in their families and to depend on
subsistence foods. This suggests that many, if not most, could not simply stop working to
continue their education. They would have to replace both their income - and their
contributions to the family subsistence effort—much of which is concentrated in the
summer, when aides might otherwise have time to pursue their studies.

Nearly half the rural aides in the sample also reported that the lack of affordable,
guality child care is a major impediment to their working toward a degree. This is a
critical issue, because 92 percent of the rural aides are parents, and of those, 13 percent
have at least one child younger than 5. On average, rural aides are parents or guardians
oftwo children of school age.

Rural aides would also need opportunities to develop the academic skills that are
critical to success in college. Four o f ten have only high school diplomas and no college
experience. Only about two of ten are currently enrolled in degree programs. Nearly two-
thirds of the rural aides interested in furthering their education admit that they would
need help in developing college-level writing skills, and a third would need help learning
to read at a college level. Four of ten rural aides interested in more education also
reported deficiencies in their computer skills. This suggests that before many of the rural
aides could begin working toward degrees they would need courses to help them master
college-level reading and writing.

Urban aides interested in becoming teachers face other challenges. Most do not
feel that their superintendents and school boards would support their efforts to become
licensed. More than athird do not think their principal would support such efforts, nor
that their family and friends would support them.
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VI. Conclusions and Recommendations

Alaska, like most other states, is facing teacher shortages. These shortages are,
however, confined to certain specializations and to a few rural districts. For some remote
rural districts, the shortage of teachers is not new. Beset with seemingly endemic teacher
turnover, these districts must scramble every year to fill humerous openings.

Because Alaska depends on universities outside the slate to prepare the majority
of teachers for Alaskan schools, the state is particularly vulnerable to the vicissitudes of
teacher labor markets in the other slates. The specialization shortages—particularly in
special education and in secondary math and science—are national in scope.
Consequently, Alaska is competing with other states for teachers in these areas. Alaska’s
school districts are not in a strong competitive position. Teachers’ salaries are
comparatively modest, when you consider Alaska’s higher living costs—especially in
rural communities, where living costs are higher than in urban Alaska and much higher
than in most of the U.S.

The turnover problem in some rural districts is all the more disturbing because of
recent research that shows a strong relationship between low teacher turnover and higher-
than-average student achievement. Results from Alaska’s High School Graduation
Qualifying Examination confirm that many of the remote rural districts that fared poorly
on the test are precisely those that have historically experienced the highest rates of
teacher turnover. Addressing the turnover problem may not be sufficient, by itself, to
improve student achievement in these districts— but it may well be a necessary condition.
As noted above, the performance of schools that enroll educationally disadvantaged
students is a particular focus of the NCLB legislation. Failing to improve the
achievement of low-performing schools will have profound consequences for the state as
a whole.

A central question for state and university policymakers is how to respond to the
geographic and specialization shortages we have identified and to the high rates of
turnover in some remote rural districts. To assist policymakers, we collected and
analyzed data from avariety of sources. We amassed and analyzed data from the Alaska
Department of Education and Early Development, the University of Alaska, and from the
Alaska Teacher Placement office at the University of Alaska Fairbanks. We also
collected new data through avariety of means, including surveys and interviews.
Specifically, we collected data from (1) personnel directors in 49 of Alaska’s 53 school
districts; (2) directors of the teacher education programs in the state in 2001; (3) a
representative sample of teachers who exited Alaska schools in 2001; and (4) a
representative sample o f rural and urban instructional aides in 2001-02. For the latter two
surveys, our response rates were in the range of45 to 55 percent— rates fairly typical of
self-administered surveys with these populations. These rates do, however, urge caution
in interpreting the data.

Given our analyses of these various data, what are the factors that appear to be
contributing to the specific shortages that Alaska schools are experiencing?
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Teacher Supply: Declining Numbers of Alaska Graduates

¢ UA 1996 decision to require a baccalaureate degreefor admission to teacher
preparation programs may have affected the number ofelementary graduates.

A major concern of policymakers has been the decline in the number of certified
teachers graduating from University of Alaska preservice programs. The decline can be
traced in large part to the upheaval created by the UA regents’ decision in 1996 to move
all teacher preparation to the graduate level. That decision was prompted by research
showing that teachers, especially elementary teachers, were often inadequately prepared
in the subjects they taught (National Center for Research on Teacher Learning, 1991). In
the period from 1997 through 2000, the three main campuses of the University of Alaska
were understandably preoccupied with creating new post-baccalaureate programs and
ensuring that students already enrolled in the old programs graduated. No doubt, some
potential teacher candidates were discouraged by the requirement that they earn a
disciplinary bachelor’s degree before beginning their professional preparation. We lack
the data, however, to say how many were discouraged by the new requirements.

< UA’ 2001 decision to again offer a bachelor's degree in elementary education does
not address the decline in graduates where shortages are greatest— in secondary
teachers, in special education teachers, and in remote, hard-to staffschools.

About a third fewer elementary teachers graduated from UA programs in 2000-01
than had graduated in 1997-98. But we could find little evidence of a shortage of
elementary teachers. The only exception may be in the historically hard-to-staff districts
in remote rural areas.

What should be of greater concern is the nearly 50 percent decline in secondary
teachers graduating in the same period. UA's 1996 move to a post-baccalaureate degree
should not have affected candidates for secondary certification, because their program
was already at the graduate level. Without further investigation, attempts to identify the
causes of the decline would be mere speculation.

Given the high attrition—both nationally and regionally—among teachers
certified to teach special education, the small number of UA graduates in special
education over the past five years is also a concern. Whereas all Alaska districts
combined hired, on average, 52 special education teachers annually during the period
from 1996 to 2000, the University of Alaska has averaged about 15 special education
graduates annually over the same period— or about 29 percent of the demand.

The shift back to an undergraduate elementary education degree could possibly
make more teachers available for the remote rural areas where there are shortages of
elementary teachers. Those shortages are also exacerbated by :hc scarcity of certified
Alaska Native teachers, who are likely to be permanent residents of the remote
communities they call home. Alaska Natives may represent the best long-term solution to
the chronic teacher shortages in some remote districts but currently little is being done to
help them move toward certification. Reinstitution of the four-year baccalaureate in
elementary education may encourage more Alaska Natives to pursue certification, but it
is loo early to know.

In deciding on policies to address perceived shortages, policymakers should
expect pressure on the university from administrators and school boards to produce more
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certified teachers: the more qualified teachers available in the market, the more selective
districts can be and the better their bargaining position.

The decision to widen the gateway into teacher certification programs raises a
second issue: increasing the general supply of teachers by no means insures that teachers
will go where they are most needed— either geographically or by specialization. In fact,
given the declining competitiveness of Alaska's teacher salaries, UA-educatcd teachers
could leave Alaska to teach in slates that are raising salaries to address their own
shortages. At least three of those states are in the western U.S. Unless the state and
school districts attend to teacher compensation and working conditions, the University of
Alaska could find itself producing teachers for schools in California and Texas.

Policy Implications: How Can We Produce More Alaska Teachers?

< Developing targeted programs could address specific shortages.

Given the specific nature of Alaska’s teacher shortages, the university and the
slate may need to collaborate on programs designed to recruit and prepare teachers in the
specializations where they arc most needed. This would suggest collaboration with the
historically difficult-lo-staff districts to identify the specializations they need—including
generalists or multi-subject endorsed teachers, who are in great demand in rural Alaska.
The emphasis that the federal No Child Left Behind legislation places on reducing out-of-
field teaching raises issues that cannot be ignored about preparing teachers for rural
schools—where teachers frequently have to teach outside their fields. It isn’t clear what
preparation programs could do to qualify teachers in the range of fields they might need
in niral schools, particularly since teacher education programs are required to meet the
NCATE standards.

Targeted programs could be designed with an understanding that they might be
phased out or transformed after a few years, as needs changed. But universities are not
noted for their organizational flexibility and nimbleness. Thus creating programs that can
be adapted to changing circumstances will not be easy. In addition, production of
teachers lags behind identification o f shortages, and predicting future shortages is always
risky. However, most shortage areas— especially, secondary science and math: special
education; and difficult-lo-staff remote rural districts— have proven persistent over the
past decade. Developing programs to address those shortages is probably a safe bet.

< Developing programs specifically to prepare teachersfor ru al schools could address
shortages in hard-to-staffrural districts.

To address historic shortages in hard-to-staff districts, the university and the state
need to develop programs to graduate more teachers who are permanent residents of rural
communities. The state has not funded a program that specifico'ly targets the
development of teachers in remote rural communities in more than a decade. Although
the Rural Educators Preparation Partnership (REPP) has enjoyed success in helping a
small number of students complete their teacher preparation in rural Alaska, it is a
federally funded program that must reapply for funding every three years. Some school
districts, such as the Lower Kuskokwim, have established their own professional
development programs for instructional aides and have had some success in growing their
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own. But districts have limited funds to commit to such programs, and smaller districts
often lack the capacity to organize, fund, and oversee them.

eDeveloping career laddersfor and providing support to instructional aides could
produce more teachers in remote rural districts.

As our survey data revealed, a large number o f current instructional aides in rural
Alaska are interested in becoming teachers. But these potential candidates face a legion
of obstacles: affordable, quality day care; funds for tuition; maintaining (heir incomes as
the primary breadwinners in their families; and the demands of subsistence activities in
summer months, when they would otherwise be available for classes.

Equally challenging is the inadequacy of their basic academic skills. Nearly 40
percent have no mo<e than a high school education. Nearly two-thirds lack adequate
writing skills, a third believe their reading skills are not up to college standard, and four
of ten lack basic computer skills. Sadly, these data speak to the substandard high-school
preparation many of the aides experienced. Any program for rural instructional aides
would have to begin with opportunities to develop the basic skills they need to succeed at
college-level work.

Recent changes in federal law make the availability of additional educational
opportunities even more important for rural paraprofessionals. Soon, school districts will
be unable to use their Title 1funds to pay aides whose educational levels fall below
federal requii aments.

These challenges might seem insurmountable, the costs far greater than the
current political will to address the obstacles. Yet, they must be viewed against what we
know of the current situation in many remote rural districts: persistent, debilitating levels
o f teacher turnover; the high costs of recruiting and training new teachers every year or
two; persistent low student achievement; and mounting concerns about student behavior
and motivation. Developing a core ofteachers who are permanent residents of these
communities could be the cornerstone of policies and programs to reverse the trends in
remote iural districts. As anyone familiar with the history of regional boarding schools
and the home-boarding program knows, returning wholesale to the failed policies of the
past is not the answer (Kleinfeld, 1973).

Districts may be able to partner with their non-profit Native regional corporations
to develop career ladder programs for each region. These organizations appear to have
the needed experience, having previously established career development programs for
vil'age health aides.

Alaska’s Declining Competitiveness

= Cost-of-living adjusted salariesfor Alaska teachers have declined steadily over the
past decade.

In the late 1970s and early 1980s, Alaska's teacher salaries were the highest in the
country. The American Federation of Teachers now ranks Alaska’s cost-of-living
adjusted salaries as 40th among the 50 states. Even if that ranking overstates the cost-of-
living differential between urban Alaska and the Lower 48, it may understate the
differences between remote rural Alaska—where the shortages exist—and the Lower 4S.
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Obviously, this decline must be reversed if Alaska is to recruit new teachers.
Although a sizeable portion of the teaching force is place-bound, many teachers are free
to sell their services to the highest bidder. Because of Alaska's historic dependence on
teachers from Outside, Alaska districts are particularly vulnerable to changes in the
state’s competitive position.

Policy Implications: How Can We Improve Alaska’'s Competitiveness?

<Raising salaries to keep up with other states is critical.

A priority for the slate must be to raise teachers’ salaries overall, to regain at least
some of the competitive edge the state enjoyed in recruitment during the early to mid-
1980s. Allocating more money to education at atime of declining state revenues and
growing budgetary shortfalls seems unlikely. But policymakers and the electorate must
be made to understand the consequences of failing to increase salaries. Hard-to-staff
districts, as well as those that have not typically had to struggle to staff their schools, will
find it increasingly difficult to compete for well-qualified teachers in areas where
shortages are nationwide. Schools in which students are already performing poorly on the
state assessments will have to rely on unqualified or under-qualified teachers and will
continue to suffer high teacher turnover rates. A deck that is already stacked against
many o f the highest-need students in the state will become even more stacked.

<Addressing housing cost and quality issues could help.

As away to recruit and retain teachers in remote areas, districts might encourage
the village corporations to provide loans for teachers to build housing. This might reduce
the cost of housing for teachers and improve the quality—as well as increase the stake
that teachers from outside have in the community. If teachers left during the summer, the
housing could be rented out to generate income to offset high housing costs.

High Turnover Rates and Difficulty' Recruiting in Some Rural Districts

Many rural teachers leave because o fdissatisfaction with theirjobs.

While no urban district had an average turnover rate greater than 14 percent
during the period 1996-2000, one-quarter of all rural districts experienced average
turnover rates of 30 percent or more during the same period. In the 1980s, unusually
generous teacher salaries and benefits combined with a general teacher surplus
ameliorated some of the difficulties of staffing Alaska’s remote rural schools. Recently,
however, as real salaries for teachers in Alaska’s rural schools have fallen and shortages
appeared in high-need districts across the country, staffing has become a major problem
for many—but not all—remote rural districts.

When we asked a representative sample of rural teachers why they left their
positions, half cited dissatisfaction with theirjobs. Many felt that the job they actually did
was misrepresented during recruiting. They were also dissatisfied with: (1) student
motivation and behavior; (2) community and parental support; (3) the school leader’s
communication with parents; and (4) the relevance of professional development activities
to their needs. Thus, while comparatively modest salaries may be responsible for the
difficulty in recruiting teachers for hard-to-staff districts, it is working conditions, not
pay, that is the primary issue for most teachers who leave rural teaching positions.
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These findings are consistent with research done nationally. Ingersoll (2001)
found that for most teachers, school and district characteristics were as critical to their
decision to leave theirjobs as was compensation. He found that turnover was lower in
schools where: (1) salaries are higher; (2) teachers receive more administrative support;
(3) fewer problems with student discipline were reported; and (4) teachers had relatively
more influence on the decision-making process.

These results suggest several possible actions to improve working conditions m
rural schools.

Policy Implications: How Can We Reduce Turnover and Increase Recruitment?

«School improvement efforts should include conversations between educators and the
community on goalsfor the school and academic and behavioral expectationsfor
students.

To address issues of student motivati and behavior requires a concerted,
collaborative effort by educators, on the one hand, and parents and community members,
on the other. Problems with behavior and motivation can often be traced to inconsistent
messages coming from home and school. Other research in Alaska has shown that when
parents and educational professionals agree on values, and when students receive the
same messages about appropriate behavior and learning goals at home and at school,
students are unable to play one side off against the other and must bear down and do their
work (KJeinfeld, 1979; Kleinfeld, McDiannid, and Plagstrom, 1985).

State assessments have identified schools that clearly need additional support. A
key part of that support will be convening school-community meetings to discuss goals
and expectations.

»Professional developmentfor principals could help them broker the conversation
between the school and the community about goals and expectationsfor student
performance and behavior.

The conversation required to develop common expectations for student behavior
and school performance should be at the core of communications between the school and
the community. Each must listen to the other. Educators who do not plan to stay in the
community need to make a special effort to hear what parents want from the school. As
temporary residents, they need to be careful about imposing their agenda on the school
when they will be gone in ayear or two. Residents have to live with the consequences of
educators’ decisions long after most o f them are gone.

The school principal is obviously the person to broker these conversations. As the
results o f our survey show, principals’ failure to communicate with parents and
community members is a major dissatisfaction among those who leave their teaching
positions. This role for the principal is one that must be emphasized—and practiced —
both in principal preparation programs and in state and district training for principals.

« District- and school-level professional development must include teachers in
identifying their needs and planning activities.
Districts and school administrators need to address teachers’ perception that much
of their professional development is irrelevant to the issues and problems they face.
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Although a mounting body of evidence clearly demonstrates the importance of teacher
involvement in planning their professional development, some districts insist on
controlling the agenda (McDiarmid and Kelly, in review; Sparks 2002). Involving
teachers in planning professional development activities is not difficult (for a description
of how this has been done elsewhere, see McDiarmid and Kelly). What apparently is a
challenge for some administrators is relaxing their control. The advent ofthe benchmark
tests and the High School Graduation Qualifying Examination has, understandably,
ratcheted up administrators’ levels of anxiety, making them even less inclined to take the
risk ofturning professional development planning over to teachers. State-level policy
interventions— such as those that were part of the Kentucky Educational Reform Act—
may be needed to put teachers in control.

eInduction programs that support teachers through the difficulties o fthefirst-year of
teaching help keep them in the classroom.

A major problem all slates face is that a high number of new teachers— between
30 and 50 percent, depending on location— leave the profession within the first five
years. Much of that attrition can be traced to the frustrations and sense of failure that new
teachers feel. Even the best teacher education programs cannot fully prepare teachers for
the unrelenting demands made on them when they are solely in charge of a classroom.
Clearly, as other countries such as China have demonstrated, beginning teachers need and
respond well to support from their more veteran colleagues and the school and district
administration.

As research from California has shown, well-designed and funded induction
programs for beginning teachers can dramatically reduce the number of teachers leaving
the profession in their first few years (Bullard, 1998). Using a federal grant, the Alaska
Department of Education and Early Development in 2001-02 funded mentor programs
for new teachers in eighteen districts. Although it is loo early to determine the effects of
the program on teacher retention, data suggest that first-year teachers found the program
helpful and felt encouraged to stay in theirjobs.

The State of Alaska should fund induction programs in all districts, especially
those experiencing high rates of teacher turnover. Districts can work in collaboration with
the University of Alaska and NEA-Alaska to prepare teachers as mentors. This
preparation is critical to the success of the program. The costs of such a progr \m need to
be weighed against the costs districts bear in recruiting and training new teachers.

In conclusion, the shortages that some Alaska districts face are unlikely to
disappear in either the short- or long-term, without some major policy changes at the state
and district levels and at the University of Alaska. Although graduating more highly
gualified teachers should clearly remain a goal, the evidence suggests that we cannot
simply “produce” our way out of our current shortages. Policymakers must directly
address the conditions that cause high rates of turnover and difficulties in recruiting in
some districts, if all students in all Alaska’s schools are to have the high quality
opportunities to learn that they need and deserve.
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Finance Committee considered CS FOfc HOUSE BILL NO. 23(JUD)
HB 23 RESTITUTION FOR CRIME VICTIMS

"An Act relating to court-ordered restitution and compensation following a criminal conviction."

and recommends: Senate Bill:
[ 1 same title
be replaced with CS ) [ j newtitle
House Bill:
adopt previous _ CS ) [ ] same title
[ ] technical title
attached amendment(s) [ ] new: SCR #_
adopt Letter of Intent by Committee
further referral to Committee
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FISCAL NOTE APR 2 22003

IENAIL i.VJ*ivh!

STATE OF ALASKA Fiscal Note Number: 2, GOMMIP-L
2003 LEGISLATIVE SESSION Bill Version: CSHB23
(S) Publish Date: 4/10/03
Revision Date/Time (Note if correction): Dept. Affected; Administration
Title An Act relating to restitution BRU Legal and Advocacy Service
Component Public Defender Agency
Sponsor Rep. Weyhrauch
Requester (H) Jub Component No. 1631
Expenditures/Revenues (Thousands of Dollars)
Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2004 FY 2005 FY 2006 FY 2007 FY 2008 FY 2009
Personal Services 0.0 0.0 0.0 0.0 0.0 0.0
Travel
Contractual
Supplies
Equipment

Land & Structures
Grants & Claims
Miscellaneous
TOTAL OPERATING 0.0 0.0 0.0 0.0 00 0.0

CAPITAL EXPENDITURES

CHANGE IN REVENUES ( ) | |

FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF 0.0 0.0 0.0 0.0 0.0 0.0
1005 GF/Program Receipts
1037 GF/Mental Health
Other (Specify Type--Do not abbreviate)
TOTAL 0.0 0.0 0.0 0.0 0.0 0.0

Estimate of any current year (FY2003) cost: 0.0
Mark this box (X) if funding for this bill is included in the Governor’'s FY 2004 budget proposal:

POSITIONS
Full-time
Part-time
Temporary

ANALYSIS: (Attach a separate page if necessary)

This bill would amend the criminal statutes to expand restitution orders and restitution as a condition of probation to
include compensation for the value of labor and goods provided by volunteers to victims that are nonprofit
organizations, when the volunteer labor or goods are necessary to alleviate or mitigate the effects of a crime.

This bill would not have a significant fiscal impact on the operations of the Agency. The Agency represents indigent
defendants in contested restitution hearings, a part of the sentencing process. This bill would authorize a sentencing
judge to order a defendant to pay restitution to a nonprofit organization victim for the value of volunteer labor or goods
provided to it when necessary to alleviate or mitigate the effects of a crime. This limited expansion of the statute will
not noticeably Increase the workload of the Agency.

Prepared by: Linda K. Wilson. Deputy Director Phone (9071-334-4416
Division Public Defender Agency Date/Time 3/4/03 12:28 PM
Approved by:  Mike Miller. Commissioner Date 3/4/2003

Agency Department of Administration
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FISCAL NOTE APR 2 2 2003
Jhi'J/uUf
STATE OF ALASKA Fiscal Note Number: 2  GOMVIIITT
2003 LEGISLATIVE SESSION Bill Version: CSHB23
(S) Publish Date: 4/10/03
Revision Date/Time (Note if correction): Dept. Affected: Administration
Title An Act relating to restitution "BRU Legal and Advocacy Service
Component Public Defender Agency
Sponsor Rep. Weyhrauch
Requester (H) JuD Component No. 1631
Expenditures/Revenues (Thousands of Dollars)
Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2004 FY 2005 FY 2006 FY 2007 FY 2008 FY 2009
Personal Services 0.0 0.0 0.0 0.0 0.0 0.0
Travel
Contractual
Supplies
Equipment
Land & Structures
Grants & Claims
Miscellaneous
TOTAL OPERATING 0.0 0.0 0.0 0.0 0.0 0.0
CAPITAL EXPENDITURES
CHANGE IN REVENUES ( ) i
FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF 0.0 0.0 0.0 0.0 0.0 0.0
1005 GF/Program Receipts
1037 GF/Mental Health
Other (Specify Type-Do not abbreviate)
TOTAL 0.0 0.0 0.0 0.0 0.0 0.0
Estimate cf any current year (FY2003) cost: 0.0

Mark this box (X) if funding for this bill is included in the Governor’s FY 2004 budget proposal:

POSITIONS
Full-time
Part-time
Temp jrary

ANALYSIS: (Attach a separata page if necessary)

This bill would amend the criminal statutes to expand restitution orders and restitution as a condition of probation to

include compensation for the value of labor and goods provided by volunteers to victims that are nonprofit
organizations, when the volunteer labor or goods are necessary to alleviate or mitigate the effects of a crime.

This bill would not have a significant fiscal impact on the operations of the Agency. The Agency represents indigent
defendants in contested restitution hearings, a part of the sentencing process. This bill would authorize a sentencing
judge to order a defendant to pay restitution to a nonprofit organization victim for the value of volunteer labor or goods
provided to it when necessary to alleviate or mitigate the effects of a crime. This limited expansion of the statute will

not noticeably increase the workload of the Agency.

Prepared by: Linda K. Wilson. Deputy Director Phone (907)-334-4416
Division Public Dofendor Agency Dale/Time 3/4/03 12:28 PM
Approved by: Mike Miller, Commissioner Date 3/4/2003

Agency Department of Administration
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A laska State Legislature

Representative Bruce W eyhrauch
Alaska
State Capitol
Juneau, Alaska

99801-1182

(907) 465-374+
FAX (907)465-2273

CS for HB 23 (JUD)

Sponsor Statement

In 1992, the Legislature adopted a statute to allow the court to order a convicted defendant to pay
restitution to the victims of their crime. The Legislature also gave the court discretion to require a
convicted person to pay restitution as a condition of probation. The Legislature intended that a court
would " make full restitution available to all persons who have been injured as a result of criminal
behavior to the greatest extent possible.”

Flash Forward

In December of 2000, the former treasurer for the Alaska State Folk Festival was convicted of
embezzling $13,000 over a four-year period and he was ordered to pay restitution. In addition to the
actual cash that was robbed, restitution included $5,400, or an approximate value for the 200-hours of
accounting costs expended by the six-member volunteer board to reconstruct and audit tha books that
the defendant had absconded with.

The defendant objected to the restitution award for the volunteer-accountants and appealed. In February,
2002, the Court of Appeals ruled that thp victim, a non-profit organization, did not incur any actual
damages or loss caused by crimes when its board members volunteered 200 hours of work auditing and
reconstructing the organization’ s records, and thus was not entil.ed to restitution for that volunteer
work. Demers v. State, 42 P.3d. | (Alaska App. 2002).

The undesirable implication of the Demers decision is that contrary to legislative intent, the tireless
efforts of the volunteers laboring to mitigate damages ends up as a reward the perpetrator. Because the
public, private or non-profit organization relied on volunteer labor, they weren' t allowed to claim ihe
value during the restitution determination.

HB 23 clarifies the clear intent of the Legislature that a court may order restitution to a non-profit
corporation as a part of a sentence or probation if the facts and the record support the restitution. This
is an obvious fact considering that Lhe Legislature intended for the court “ to make full restitution
available to all persons who have been injured as a result of criminal behavior to the greatest extent

possible."

In the real world, HB 23 simply enables the court to consider documented volunteer labor as a factor in the
process of determining restitution.

Updated: February 28,2003



A laska State Legislature

Representative Bruce W eyhrauch
House District 4
Alaska
State Capitol
Juneau, Alaska

99801-1182

(907) 465-3744
FAX (907)465-2273

CS for HB 23 (JUD)
Sectional Analysis

Section 1. Expands the type of restitution that a court can order a
defendant convicted of an offense can be ordered to make.
Specifically, the court would have the power to order restitution equal
to the value of volunteer labor incurred to alleviate or mitigate the
effects of the crime.

Section 2. Expands the type of restitution that a court can order a
defendant convicted of an offense can be ordered to make while the
defendant is on probation. Specifically, the court would have the
power to order restitution equal to the value of volunteer labor
incurred by the public, private, or private non-profit organization to
alleviate or mitigate the effects of the crime.

These changes would specifically reverse the view of the Alaska Court of
Appeals, expressed in Demers v. State, 42 P.3d 1, (Alaska App. 2002), that
Alaska statutes do not specifically allow a court to include compensation to
the victim public, private, or private non-profit organization for the value
of volunteer labor incurred to alleviate or mitigate the effects of a
defendant’ s crime.
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Decision stands not to collect accounting
fees from Demers

State's high court decides not to hear appeal for
restitution for volunteers' time in folk-festival theft
case

Sunday, July 7, 2002
[ CORRECTION ]

A Juneau man convicted of stealing about $13,000 from the Alaska Folk
Festival won't have to reimburse the nonprofit group for time volunteers
spent documenting his crime.

The Alaska Supreme Court recently decided not to hear the case of Jim
Cemers, who was convicted of felony theft and falsifying business
records. As a result, the former folk festival treasurer will not be required
to pay $5,000 to cover some 200 hours of work volunteers put into
reviewing the organization's books after the theft was discovered.

/Three of the five Supreme Court justices voted to hear the appeal by state
prosecutors, who wanted to overturn a lower appeal court's decision
against forcing Demers to reimburse the festival for the volunteer work.
Two justices supported hearing the case, arguing it could hurt other legal

\gfforts to force criminals to reimburse their victims.

"It can be expected that many other citizens and organizations will be
affected by this ruling,"” wrote Justice Walter Carpeneti in a dissenting
opinion opposing the June 13 Supreme Court order not to take up the
case.

Demers was accused in 1999 of embezzling the money while acting as
treasurer of the group that puts on the annual, week-long, free music
event at Centennial Hall. Prosecutors said $13,000 was taken during more
than 40 transactions between 1995 and 1999. Demers admitted taking
some money, but claimed it was lar less than $13,000.

Juneau Superior Court Judge Patricia Collins sentenced Demers to serve
six months in jail and pay up to $24,000 in restitution, including the
money he took, interest, accounting fees and volunteer time put into
straightening out the group's books.

I of 2 2/8/2003 1:01 PV
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His lawyer appealed the sentence, and the state Court of Appeals struck
down the $5,000 in restitution for the volunteer work. In a 2-1 decision,
the court said state law was not written to reimburse unpaid work.

"We conclude that the Legislature did not provide a sentencing court with
the power to order restitution to a victim who was injured but who did not
sustain actual damages or loss because the injury was cured by volunteer
efforts,” said the majority ruling written by Judge David Stewart.

Chief Judge Robert Coats, in a dissenting opinion, suggested the festival
was penalized for trying to save money by having volunteers do the work.

"Had the folk festival hired accountants to audit the books and reconstruct
the records, it would have been far more expensive for the board. By
conducting the audit with volunteers, the folk festival saved itself - and
Demers if he pays the restitution award -a substantial amount of money"
Coats wrote.

Juneau District Attorney Rick Svobodny said his office wants the state
Department of Law to try to get the Legislature to change the law so
injured parties can be awarded restitution for volunteer work in similar
future cases.

An example would be if a vandal broke his car's windshield, he said. If an
auto shop did the repairs, ajudge would have no problem ordering

restitution for the work. But if a friend or relative replaced the window as
a favor, the criminal would escape financial responsibility, Svobodny said.

"If | took it to my brother and he fixed it and he didn't charge anything,
under the Demers decision, neither one of us would get anything," he
said.

Demers' attorney, Philip Pallenberg, said he doubted the court action
would impact other cases. He said the Court of Appeals' ruling was
narrow, focusing on payment to an organization, not the person who does
the work.

"l thought the issue here should be whether the folk festival should be
paid for volunteer labor, not whether the people themselves should be
paid for that work," he said.

Ed Schoenfeld can be reached at eschoenfeld&iuneauemoire.com.
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42 P.3d 1, Demers v. Slate, (Alaska App. 2002)
*1 42 P.3d 1
Court of Appeals of Alaska.

James G. DEMERS, Appellant,
V.
STATE of Alaska, Appellee.
No. A-7916.
Feb. 8. 2002.

Defendant pled no contest and was convicted in the
Superior Court, First Judicial District, Juneau,
Patricia A. Collins, J., of second-degree theft and
falsifying business records.  Defendant appealed.
The Court of Appeals, Stewart, J., held that: (1)
victim was entitled to restitution for costs incurred
for paying accountants to review its books after
defendant's theft was discovered, and (2) victim, a
non-profit organization, did not incur any actual
damages or loss caused by' crimes when its board
members volunteered 200 hours or work auditing and
reconstructing organization's records, and thus was
not entitled to restitution for that volunteer work.

Affirmed in part and vacated in part.

Mannheimer, J., filed a concurring opinion.

Coats, C.J., filed a dissenting opinion.
West Headnotes

(1) Sentencing and Punishment <@=>2154

350H

350HXI Restitution

350HXI(D) Compensable Losses

350Hk2154 Other Particular Matters.

Non-profit organization was entitled to restitution
for costs incurred for accounting services due to
defendant's theft and falsification of records while
organization's treasurer: organization paid
accountants for reviewing its books after defendant's
theft was discovered. AS  12.55.045(a)(2),
12.55.100(a)(2).

[2] Sentencing and Punishment <@=2148
350H —-

350HXI Restitution

350HX1(D) Compensable Losses

350HKk2148 Monetary, Pecuniary, or Economic

Loss.

Non-profit organization did not incur any actual
damages or loss caused b> crimes of second-degree
theft and falsifying business records committed by
defendant, die former treasurer of organizai:on, when

Page 1

its board members volunteered 200 hours of work
auditing and reconstructing organization's records,
and thus was not entitled to restitution for that
volunteer work, although organization was injured,
since organization neither expended any money nor
received an invoice for the volunteer effort. AS
12.55.045(a)(2), 12.55.100(a)(2).

James E. Curtain, Juneau, for Appellant.

David Brower, Assistant District Attorney, and
Bruce M. Botelho, Attorney General, Juneau, for
Appellee.

Before COATS, Chief Judge, and MANNHEIMER
and STEWART, Judges.

OPINION
STEWART, Judge.

from 1994 until 1999, James G. Demers served as

treasurer of the Juneau-based Alaska Folk Festival, a
non-profit organization. After Demers resigned his
position, the new treasurer discovered discrepancies
in the Festival's business records. More than
$13,000 was unaccounted for in over forty
transactions spanning more than four years. After
the police investigated, the State filed an information
charging Demers with one count each of second-
degree theft and falsifying business records. (FN1)

Demers waived indictment by the grand jury and
pleaded no contest to the charges. Superior Court
J,-dge Patricia A. Collins imposed 2 years with 18
months suspended on each count and ran the
sentences concurrently. At sentencing, Judge Collins
ordered Demers to pay restitution of up to 524,000
(with credit for the S7.743.14 he paid before
sentencing) as a condition of probation subject to
input from Demers after he had reviewed the
Festival's records.

Ultimately, Judge Collins amended the judgment to
provide as a condition of probation that Demers pay
restitution to the Festival in the total sum of
516,283.17. Included in this sum was 55.400 for the
Festival's "accounting costs."” In this appeal,

/ Demers challenges only the $5,400 awarded for
( accounting costs. Those costs included 5400 paid to
the Festival's accountants for reviewing the Festival's
books after the embezzlement *2  was discovered
and 55,000 for 200 hours of volunteer work
performed by two of the Festival's board members
who audited and reconstructed die Festival’s business

Copyright (c) West Group 2002 No claim to original U.S. Govt, works

I ro\Jid<.d t>v "2p. \MeyV\rauc.”®



42 P.3d 1, Demers v. Stale, (Alaska App. 2002)
records.

For the reasons expressed below, we affirm the
award of $400. as reimbursement to the Festival's
accountants. However, we vacate the condition of
probation that orders $5,000 restitution for the
volunteer time expended by the Board members.

Discussion

Title 12 of the Alaska Statutes authorizes courts to

award restitution both as a component of the sentence
and as a term of probation. Alaska Statute
12.55.045(a)(2) provides that when contemplating an'
order of restitution, the court should consider the
"financial burden placed on the victim ... as a result
of the criminal conduct of the defendant." The
legislature intended that courts should construe AS
12.55.045(a) broadly by ordering restitution to all
persons who were injured as a result of a defendant's
conduct. (FN2) Alaska Statute 12.55.100(a)(2)
provides, in part, that a court may order a defendant
to make restitution or reparation to a victim 'for
actual damages or loss caused by the crime" as a
condition of probation.

[11 Clearly, Demers injured the Festival, and the
Festival incurred a loss as a result of Demers's theft
and falsification. Judge Collins considered the
evidence that, in addition to the stolen funds, die
Festival incurred other expenses. For example, the
State presented evidence that the Festival incurred a
$400 expense for accounting services. This evidence
supports the court's probation condition ordering
restitution of $400 for the accounting services.

(2 A Festival board member also testified that > /

board members volunteered 200 hours of work
auditing and reconstructing Festival records. The
member valued the volunteer effort at $25 per hour
for purposes of seeking restitution.

Judge Collins ordered $5,000 of restitution for
accounting services based on the testimony regarding
the volunteer efforts of Festival board members. She
reasoned that restitution was appropriate because, if
she did not order the restitution, Demers would
benefit since the Festival "is too poor to afford the
costs of a more expensive, hut necessary, audit.J
Judge Collins" recogmzeHthis was aclose issueTmt
reasoned that this amount of restitution was
appropriate because a commercial enterprise would
have incurred a monetary cost that, in this case, was
met by volunteer efforts.
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"But the Festival did not expend any money nor A
receive an invoice for this volunteer effort. Although
5ie Festival was injured as a result of Demers's
crimes, it did not incur any monetary damage or loss
when the Festival’s board members volunteered their
time and effort to audit and reconstruct the Festival's
business records.

Obviously, the legislature intended to provide the
courts with the authority to order defendants to
compensate their victims. But AS 12.55.100(a)(2)
grants a sentencing court the power to impose
restitution as a probation condition when a victim
suffers "actual damages or loss."

We conclude that the legislature did not provide a
sentencing court with the power to order restitution to
a victim who was injured but who did not sy
actual damages orJoss because the injury w”s cured 9
bv vclunteer efforts. Accordingly, we vacateThat
portion of the court's probation conditions which
ordered $5,000 restitution for the volunteer work
performed by the board members.

Conclusion

The judgment of the superior court is AFFIRMED
in part and VACATED in part.

*3 MANNHEIMER, J., concurring.
COATS. Chief Judge, dissenting.
MANNHEIMER, Judge, concurring.

Demers embezzled money from the Alaska Folk
Festival and, as part of his sentence, he was ordered
to pay restitution to the Folk Festival for the money
he stole. The question in this case is whether the
sentencing court was authorized to order Demers to
pay an additional $5000 in restitution to the Folk
Festival for the value of labor donated by two of its
board members who volunteered their time to
reconstruct the Folk Festival's financial records, thus
allowing the Folk Festival to ascertain die amount of
Demers's embezzlement.

A court's sentencing powers are defined by the
legislature. (FN1) The statutes at issue in this case
are AS 12.55.045(a) (which authorizes a court to
order restitution as a direct component of a sentence)
and AS 12.55.100(a)(2) (which authorizes a court to
order restitution as a condition of probation). (FN2)
The question is whether the Alaska Legislature
intended these statutes to authorize a sentencing court
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to order a defendant to reimburse a victim for the
value of unpaid labor volunteered hy”-ot*er people
who wish to assist the victim iii copinjftvith the
crime.

The aim of restitution is to restore victims to their
financial condition before the crime. The problem in
the present case is that the superior court has ordered
"restitution" that makes the Folk Festival $5000
richer than it was befoic. Demers has been ordered
(1) to repay the money he stole and (2) to pay S5000
for the labor donated by the two board mcmbers--
labor that the Folk Festival did not have to pay for.
Thus, if Demers satisfies both parts of the superior
court's restitution order, die Folk Festival will end up
with S5000 more than it possessed before Demers
committed his theft.

If the Folk Festival had been insured against
embezzlement, and if the insurance company had
paid for an audit, no sentencing judge would order
the defendant to "reimburse" the Folk Festival for the
money spent by the insurance company. Similarly, if
the insurance company had sent its own employees to
reconstruct the Folk Festival’s records to ascertain
the amount of the theft, no sentencing judge would
order die defendant to "reimburse" the Folk Festival
for the labor performed by the insurance company's
employees. The Folk Festival did not pay for this
labor; it merely received the benefit of this labor.
Ordering the defendant to pay "restitution" to the
Folk Festival for the hours of work performed by the
insurance company employees would result in the
unjust enrichment of the Folk Festival.

The facts of the present case offer another example
of the same situation. Two Folk Festival board
members reconstructed the Folk Festival's records.
The two board members were not employees ot the
Folk Festival, and they did not charge the Folk
Festival for their time. The Folk Festival received
the benefit of their labor but incurred no expense.
Under diese circumstances, the Folk Festival received
a windfall when the superior court prHerecT Demers to
"reimburse* the Folk Festival for the hours of labor
donated by die two board membfcrs.

If anyone deserves to be compensated for the board
members' labor, it is the board members themselves.
Arguably, the superior court might simply amend its
judgement and name the two board members as the
recipients of the restitution. But | conclude that die
legislature has not authorized sentencing courts to
impose this type of restitution.
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AS 12.55.045(a) declares that a sentencing court
may order a defendant to pay restitution to three
categories of people: (1) "to the victim”, (2) to
"[any] other person injured by the offense”, and (3)
"to a public, private, or private nonprofit
organization that has provided or ... will be
providing counseling, medical, or shelter services to
the victim or *4 [any] other person injured by die
offense". The Folk Festival board members are not
themselves the victims of Demers's embezzlement,
nor are they "a public, private, or private nonprofit
organization that has provided or ... will be
providing counseling, medical, or shelter services to
the victim or [any] other person injured by the
offense”. So if the board members are to be deemed
proper recipients of restitution, they must qualify as
"other person[s] injured by the offense".

The only sense in which die two board members
were "injured"” by Demers's crime is that they felt
duty-bound to conserve the limited financial
resources of die Folk Festival by devoting their own
time and energy to the reconstruction of die Folk
Festival's financial records. And, indeed, this is the
"injury" that the sentencing judge ordered Demers to
reimburse. But I conclude that the legislature did not
intend the phrase "injured by the offense" to be
interpreted in so broad a fashion.

AS 12.55.045(a) must be interpreted in light of its

companion provision, AS 12.55.100(a)(2), the statute
which authorizes a sentencing court to impose
restitution as a condition of probation. AS
12.55.100(a)(2) declares that a sentencing court can
order a probationer to "make restitution or reparation
to aggrieved parties for actual damages or loss
cTnsefniVZin<,-iprooaiioner"71~~crttne®.— Because AS
12.55.045(a) and AS 12.55.100"a) appear to be
designed to give sentencing courts two different
methods of achieving the same goal, they should be
construed in pari materia. That is, we should
presume that the legislature intended the phrase
"person[s] injured by the offense™ to mean the same
thing as the phrase "aggrieved parties (who have
suffered] actual damages or loss".

One could argue that volunteers who come to the
aid of a victim, and who thereby spare the victim
identifiable and measurable financial expense, should
be compensated for their time and trouble. Indeed, if
I were writing on a clean slate, free to adopt
whatever rule | thought best, there is much to
commend the position taken by Judge Collins (the
sentencing judge) and by my dissenting colleague,
Judge Coats. But | conclude that such an
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interpretation of AS 1255 .045(a) and AS
12.55.100(a) would expand restitution beyond die
scope envisioned by the legislature. It would
seemingly authorize a sentencing judge to order a
defendant to pay restitution at an hourly rate to
relatives, friends, and neighbors of a crime victim
who spend time consoling the victim, or who help
clean up the victim's house after a burglary or an
assault, or who do the shopping or cooking for a
victim who is too distraught to attend to these tasks.

Based on the wording of AS 12.55.045(a) and AS
12.55.100(a), | conclude that our legislature did not
intend to authorize a entencing court to order a
defendant to reimburse people who volunteer their
labor to alleviate or mitigate the effects of the
defendant's crime. Accordingly, Ijoin Judge Stewart
in reversing the award of S5000 restitution for the
labor of die two Folk Festival board members.

COATS, ChiefJudge, dissenting.

In a detailed order, Judge Collins made several
factual findings to support her restitution award, and
Demers does not contest these findings. Judge
Collins found that the $5,000 restitution award was to
reimburse the Folk Festival for the efforts of two of
its board members to audit and reconstruct die
Financial records. The audit was required to
reconstruct the books after Demers's theft. The audit
would have been unnecessary but for the theft. Had
the Folk Festival hired accountants to audit the books
and reconstruct the records, it would have been far
more expensive for the board. By conducting the
audit with volunteers, the Folk Festival saved itself
(and Demers if he pays the restitution award) a
substantial amount of money. Judge Collins reasoned
that if the Folk Festival could recover restitution for
money it paid to accountants to conduct an audit, it
was reasonable to allow it to recover for the value of
the lime spent by the volunteers. Judge Collins's
reasoning appears to me to be sound.

Alaska Statute 12.55.045 and AS 12.55.100
authorize a sentencing court to make restitution
awards, either as part of die defendant's sentence or
as a condition of probation. The *5. Alaska
legislature clearly intended courts to construe AS
12.55.045 and AS 12.55.100 broadly to allow courts
to order restitution to all persons injured by the
defendant's conduct. (FNI) Alaska Statute
12.55.045 directs a sentencing court that orders
restitution to take into account the "public policy that
favors requiring criminals to compensate for damages
and injury to their victims." (FN2) One of the
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purposes of AS 12.55.045(a) is "to make full
restitution available to all persons who have been
injured as a result of criminal behavior, to the
greatest extent possible." (FN3) This expressed
legislative intent seems to me to support the
conclusion that the legislature favors restitution
awards as part of criminal sentences.

Judge Collins's restitution award in this case
appears to me to be consistent with this legislative
policy. The Folk Festival was clearly injured by
Demers's thefts. But for the volunteer efforts of the
board of directors, the cost of reconstructing the
financial records of the Folk Festival would have
been much greater. To say that a victim can recover
restitution only when he hires someone else to undo
the damage caused by a criminal act appears to
violate the policy set by the legislature. Moreover,
as a separate policy consideration, if we only allow a
victim to recover restitution if he hires a third parly
to undo the damage, we actually encourage victims to
increase the amount of their actual loss.

On the other hand, if the victim of a crime, rather
than hiring someone else, spends his own time and
effort to fix damages caused by a criminal act and
can clearly establish the value of his efforts, | see no
reason to preclude a court from awarding restitution.
Such a rule seems to me to be consistent with the
legislative policy of these statutes and the past
interpretations by this court. Accordingly, | would
uphold the restitution award. ltherefore dissent.
(FNI.) AS 11.46.130(a)(1) & AS 11.46.630,
respectively.

(FN2.) In the Alaska Session Laws, Ch. 71, SLA
1992, the legislature announced the purpose of AS
12.55.045(a):

Section 1. PURPOSE. It is the purpose of this Act
. to make full restitution available to all persons

who have been injured as a result of criminal

behavior, to the greatest extent possible, by

(3) allowing courts to order that restitution be made
to all persons who have suffered a loss as a result of
a defendant's conduct(.j

(FNI.) See R.I. v. Stale. 894 P.2d 683, 685 (Alaska
App. 1995).

(FN2.) Shortly after Demcr: committed his crime,
the legislature amended AS 12.55.045 so that any
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duly of restitution imposed as a direct component of
the defendant's sentence automatically becomes a
condition of the defendant's probation. See AS
12.55.045(i), enacted in SLA 2000, ch. 103, § 4.

(FNI.) See Lonis v. State, 998 P.2d 441, 447
(Alaska App.2000).

(FN2.) AS 12.55.045(a)(1).

(FN3.) Ch. 71, § 1, SLA 1992 (emphasis added).

Copyright (c) West Group 2002 No claim to original U.S. Govt, works



alaska

P.0. Box 21748, Juneau, Alaska 99802 festival«

February 12, 2003

Representative Bruce Weyrauch
Alaska State Capitol
Juneau, AK 99801-1182

Re: HB 23

Representative Weyrauch,
| am writing to you on behalf of the Alaska Folk Festival in support of House Bill 23.

As you know, our organization has experienced first hand the trauma caused by embezzlement.
When aformer treasurer of the Board of Directors absconded with thousands of dollars over a
several year period, it was only due to the tireless efforts of dedicated volunteers that the extent of
the damage was determined. These volunteers donated hundreds of hours of their time to rectify a
terrible situation. Unfortunately, those hours were not counted towards the restitution the
organization was entitled to receive.

The Alaska Folk Festival recovered frorr. the crime committed by the former treasurer because of
excellent volunteers who were commiiRd to maintaining the integrity of the organization. We are
pleased to know you are working to make it easier for other organizations that may be faced with
this unfortunate situation in the future. We supportyour efforts to clarify the intent of the
Legislature, that the courts may consider the time and efforts of volunteers as a factor in the process
of determining restitution.

Thank you,

Maridon Boario
Board President, Alaska Folk Festival

cc: Representative Leslie McGuire, Chair House Judiciary Committee
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Aiding Women in Abuse and Rape Emergencies
"Serving Juneau and Nine Southeastern Communities”

P.O. Box 20809 * Juneau, Alaska 99802-0809
(907) 586-6623 (business)
(907) 586-2479 (fax)
DOVE COTTACE (907) 586-1090 (crisis)
APlace of Peace 1-800-478-1090 (toll free in state)
SHAA-KA UT-YATX-NOOW E-mail: aware@alaska.com

February 27, 2003

Representative Bruce Weyrauch
Alaska State capitol
Juneau, AK 99801-1182

Dear Representative Weyrauch:

I am writing this letter in support of HB 23, which would allow the court to
order restitution equal to the value of volunteer labor incurred to alleviate or mitigate
the effects of the defendant’s crime, including embezzlement.

In 1994, AWARE was a victim of embezzlement, and the effects on our staff and
agency were great. We were fortunate to have a strong.staff and Board of Directors
who worked to correct the situation and our reputation in the community. It seems
appropriate that an offender is required to pay restitution for the aull effect of the
damage they have caused, not only those with a direct financial cost.

Thank you for your work in protecting victims of crime as we work together to
end violence in the lives of those impacted by domestic violence and sexual assault.

Sincerely,

Saralyn Tabachnick
Executive Director
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Jacque Debbaut

PO Box 73G22

Fairbanks, AK 99707

907-451-4637
February 12, 2003

Representative Bruce Weyhrauch
Alaska State Capital
Juneau, AK 99801-1182

RE: HB 23

Dear Representative Weyhrauch;

| am a member of the Board of Directors for the Ester Volunteer Fire Department
(EVFD) in Ester, Alaska and have been for approximately 10 years. | am writing
this letter as my own personal views and these views may not be the views of
the other Board members at EVFD.

A former Fire Chief of EVFD was convicted of theft In the first degree
(embezzlement). The Investigation started in April, 2000 with an indictment In
June, 2000 and a trial that was postponed several times and finally took place in
September, 2001. He was found guilty and was sentenced In February, 2002.
He was ordered to pay restitution for the amount the Court decided he stole. If
it wasn't for the large amount of volunteer hours put Into this case, the Troopers
and the District Attorney would have had a difficult time obtaining the
appropriate documentation and Information necessary to convict him.

| understand that HB 23 would provide the Court the means to order restitution
to a non-profit corporation as a part of a sentence or probation for documented
volunteer hours spent to alleviate or mitigate the effects of the crime.

Our particular case Included literally about a two foot deep stack of paperwork.
The District Attorney commented that he has never processed a case with as
much pap” rwork as this one, Well, that paperwork had to come from
somewhere. | personally spent countless hours researching Information the
Investigators were looking for or specific documents the District Attorney
requested. The defendant's attorney subpoenaed five years worth of Board
minutes, financial reports, fire chiePs reports, annual reports, correspondence,
formal audits and tax returns. Due to the fact that we are a volunteer Board and
serve an elected two year term, Board members come and go. Most of the
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reports were in a central location but there were parts and pieces missing. |
spent many, many hours sorting these documents, calling other Board members
to see if they had the missing pieces. They In turn spent time looking for the
documents. | didn't dare turn over the original documents for fear of not getting
them back in the condition they were given so 1 made copies of everything for
both the District Attorney's office and the defendant's attorney,

Once the paperwork was turned in and the Investigators and attorneys had time
to sift through it all, they had many questions for us, They would call any time
they had questions and since It was a very complex case, they called often. We
would then have to do more research if we didn't know the answer ofT the top of
our heads. This went on for a year and a half. We also had to take time out of
our work day to answer these questions, to be Interviewed by the Troopers and
District Attorney and to sit at the courthouse awaiting our turn to testify.

The amount of hours put Into this case by myself alone is literally countless. |
could not even begin to guess how many hours | put into this case. Other Board
members and fire fighters spent many hours on the case as well. | personally
felt,| had a duty to put the time and effort into the case because | was diiven to
get the information to the appropriate authorities In a timely manner,
Sometimes | wondered if it was all worth it but | was determined to see It
through and hoped It would all be worth it when the verdict came In, and it was.

| understand that HB 23 would not be retroactive In our case, however the
prospect of restitution for volunteer hours may give other volunteers the
incentive to put forth the extra effort to see it though to the end to benefit their
non-profit organization.

| support HB 23 and hope that by passing It, It will help other volunteers get

through a difficult time. Piease feel free to contact me at #907-451-4637 If you
have any questions regarding my experience.

Volunteer
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Ester Volunteer Fire Department Phone 907-479-6858
3750 Old Nenana Hwy Fax 907-479-9883
PO Box 229 www esterfire .org
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Representative Bruce Wcyhrauch
Alaska State Capital
Juneau, AK 99801-1182

Re: HB 23

Dear Representative Weyhrauch,

| am writing on behalfof the Ester Volunteer Fire Department EVFD to support HB 23. |
have witness the devastation that embezzlement can play on a non-profit corporation.
Just recently our former Fire Chief was convicted of embezzlement. We were very
fortunate to have a strong core of volunteers who worked vigorously to correct the
situation. These volunteers put in countless hours to ensure that the former Chiefwould
not pull down the Fire Department with him. Wc arc still licking our wounds from the
incident and hope that our fete never falls upon another department or service
organization.

Although House Bill 23 would not be able to cure the situation, it would put a light at the
end of the tunnel for volunteers who assist with these types of situations. | feel that the
burden of the volunteers would be lifted knowing their efforts would result in a positive
outcome for their non-profit organization. Please feel free to contact me if | can be of
any more assistance to you, | can be contacted at the above number.

Sincerely,

John Debbaut
Fire Chief
Ester Fire Department
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Employee theft often hits
vulnerable small businesses

mFRAUD: Owners can’t be
loo vigilant against
embezzlement by workers.

By GLORIA IRWIN
Knight Rldder Newspapers

About one in four owners of a
small business is getting his pockets
picked by his most valuable asset —
his own employees. A recent survey
conducted for Intuit found that 24
percent of the 500 small-businers
owners surveyed have caught their
employees stealing from them.

An embezzling worker loots on av-
erage $127,500 from a small busi
ness, according to the Association of
Certified Fraud Examiners, which
conLends that companies with fewer
than 100 employees are more vulner-
able than larger businesses. The as-

sociation pegs the overall cost of
workplace fraud at $400 billion annu-
ally. With the billion-dollar account-
ing scandals at Enron and World-
Com and a light economy, more and
more business owners are paying
closer attention to whal’s going on
inside their companies.

Employee thefl can undermine a
small business, but owners can take
steps to safeguard their companies,
CPAs advise.

Whether the person dipping into
the till is a new hire or a trusted vet-
eran, the business owner may be left
questioning Ins or herjudgment.

that was true in the case of Ce-
leste A Klopfenstein, who appeared
Oct. 15 in Summit County (Ohio)
Common Pleas Court for sentencing
in the theft of $330,000 from the Tall-
madge Collision Center.

"Celeste, you broke my heart,"”

company founder Kenneth C. Dixon
Jr. said.

Accountants documented 2G0 in-
cidents in which Klopfenstein stole
money — a little at a time — since
1997. ¢ . '

Klopfenstein was almost like fam-
ily, company vice president Robert
L. Black said. He played basketball
with her sons and worked out with
her husband.

Because she was such a trusted
employee, Black said, as a conve-
nience he let her use a stamp bear-
ing his signature when he wasn’t
around.

"l didn’t want to give anybody else
the authority to sign, so | just gota
stamp and gave it to her,” Black re-
calls with regret.

*That in itself is a red flag to Mark
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TO DAY

m Rick Norland of the
Norland Agency presents
"Brand Building and Televi-
sion” to the Anchorage
Chamber of Commerce at
the 4th Avenue Theatre at
noon. R.S.V.P. to 272-2401 or
www.anchoragecliamber.org.

TUESDAY

m The Mat-Su Borough
Small Business Development
Center, with Rene Russ of
Waddell & Reed, offers "Fi-
nancial Management” from 9
a.m. to noon at the SBDC’s
Wasilla office. Pre-registra-
tion is required. Call 1-907-

373-7232 for more informa-

tion.

TUESDAY -

m Former Gov. Watty = wev
Hickel discusses his proposal
fora Community Dividend
fund at a Greater Wasilla
Chamber of Commerce
meeting at the Mat-Su Re- '
sort at noon. Call 1-907-37G-
1299 for more information.

THURSDAY

Org -0

Port director Bill
Sheffield speaks on "Think-
ing Globally, Acting Locally”
to the Resource Develop-
ment Council at 7a.m. at the
mPetroleum Club of Anchor-
age." R.S.V.P. to www.akrdc.

THURSDAY

m "Entrepreneur Univer-
sily,” a one-day business con-
ference co-sponsored by
Alaska InvestNet and the
Alaska Manufacturer’s Asso-
ciation, begins at 8 a.m. at
Downtown Marriott Hotel,
Anchorage. For details:
www.eualaska.com, or call
the manufacturers associa-
tion in at 5G5-5(4G.

Coming a
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away from Alask.
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Bober, a partner at Bober, Markey, Fedorovich
& Co., who conducts what are known as forensic
fraud investigations. Bober doesn’t recommend
a signature stamp to begin with, but for owners
who insist on a stamp’s use, "keep it locked and
secured,” he advises, or allow only the person
whose signature the stamp coi ains to control
it.

That’s one of the lessons that Black said he’s
learned since Klopfenstein’s thefts were uncov-
ered. She used the stamp to obtain cash from
the company’s checking account. Owners who
turn over responsibilities to trusted managers
still need to keep an eye on what's going on. '

“The owners have to play an active role in
monitoring the internal controls of their busi-
ness,” said Dave McCarthy of the Rea & Associ-
ates certified public accounting firm in Medina,
Ohio. ¢ o’

Strong internal controls are the first defense.

That starts with segregation of duties. Don’t
allow the same person to send out bills and also
collect the mail and prepare bank deposits, Mc-
Carthy advises. Have the receptionist open the
mail, someone else prepare the bills and yet an-
other person reconcile bank statements. If the
business is small, the owner can fill one of those
roles. W " [ /

Asimple step like requiring every employee
to take an annual vacation can help preventenv
bezzlement, McCarthy said. A substitute filling
in for a trusted employee may spot,questionable
procedures. "It’s amazing how' many times
somebody.goes on vacation, and thdy haven’t’
taken one for five or six years, how many things
get caught at that time,” McCarthy said.

Raymond Dunkie, a certified fraud examiner
at Bober, Markey, Fedorovich, said he’s known
of cases such as Tallm'adge Collision Center’s in
which a trusted employee has been stealing
over a period of years. Employees often justify
stealing as a way of making up for a lack of pay.

"They're able to rationalize that,they’re enti-
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tied" to the extra money, Dunkle said. -
vPadded expense accounts, unauthorized pur-
chases with a company credit card, invoices
from fictitious vendors ahclghost employees on
the payroll are only a few of the ways' that em -
ployees can get unearned compensation.

Although owners must be able to trust em-
ployees, "you just need to be curious and watch-
ful of what they’re doing,” McCarthy said. An
employee who shrugs off an error may simply
have made a mistake, but "just because some-
body said it was a mistake, you may heed to look
further arid be a little more curious about any
situations that come across your desk." .TV

Dave Haramis, a partner at I-laramis & Roel
Inc., which has offices in Barberton aiid Copley, ;
Ohio, recalls a iocal c.!se in which an employee =
scarnmed her company into paying her utility,
bills. She added her bill to the company's before -
writing the corporate check: Her emplbyer did-; m
n't notice that the company’s utility bills were
just a bit higher than usual.’ Y

Owners should review invoices before sign-
ing checks, Haramis suggests, "They don’t have
to look at every single bill, just spot-check," he
:said. Knowing that an employer is randomly,
checking work is the first step in deterring theft,,
he said. "You have to have something there! that',;,
lets the person know there’s a/possibility.'thaf;
"they will be caught,” he said.-

McCarthy cautions owners'agairist' merely:?
assessing an employee's integrity and deciding',’,
the person won't steal.'flit's not.necessarily.
whether someone is ethical, The said. TThe goal
is not to put them in a posiliori'wher'e.theyjcari;
easily do something." Business'gWii'ers should.
instead emphasize that,there are procedures’
and policies in place tdvfcatch dishonesty, her-
said. : ] v .

'You don’t want an employee in receivable
going into payable and cutting himselfa check," '
said Jeff Haramis, who also recommends that
employers make it mandatory that computer
users periodically change their passwords.
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House bill allows for full restitution Enterat
NONPROFIT: Festival board not paid for time spent oL or

proving a crime.

The Associated Press
3 - Y 18, ) Search b

Juneau — A legislator is seeking to change a law

he says prevented the Alaska Folk Festival from

collecting full restitution from an accountant who ipmclninrp npuk | Submit
embezzled thousands of dollars from the Bi
organization in the 1990s.

Rep. Bruce Weyhrauch, R-Auke Bay, went before the House Judiciary

Committee on Friday to discuss House Bill 23. He says it would allow Find and

nonprofit groups to collect restitution for time and resources spent to Emer y°:_

Search uncover criminal activity within an organization. freet ad
Cty:

Weyhrauch told the committee that when the Juneau-based Alaska
Folk Festival, which hosts an annual free music fest and other
events, discovered that money was missing in 1999, its members Zip:
were burdened with reconstructing the crime before law enforcement
authorities would prosecute.

Festival accountant Jim Demers was chaiged with stealing at least Committ

$13,000 from the organization. He was sentenced to two years in Select C

prison with 18 months suspended and was ordered to pay restitution

up to $24,000. | Submit
- State

But a Court of Appeals decision in 2002 cut $5,000 that would have * State S

gone to the group for the 200 hours festival board members spent
uncovering the thefts. The court found that "the festival did not
expend any money nor receive an invoice for this volunteer effort.”

Former festival president Riley Woodford told the committee that the
Juneau Police Department told the organization it didn't have the
time or resources to Investigate such a crime.

Festival officials would have to document each individual crime and
how the crimes were covered up before police would get involved,
Woodford said. He said restitution likely would have been paid in full
had the nonprofit group hired an accounting firm to reconstruct the
crimes.

Sign up

Weyhrauch noted white-collar crime is increasing in Alaska and
throughout the nation. As a member of several nonprofit
organizations, he said he is particularly sensitive to the issue of
restitution for such organizations.

"You go on a song and a prayer a lot of times. You are running on a

shoestring, and you can't afford to go out and hire a bunch of
professionals to re-create crimes," Weyhrauch said.
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SENATE COMMITTEE REPOR,

DATE: 3/17/03

Judiciary Committee considered CS FOR HOUSE BILL NO. 23(JUD)

FURTHER: Finance

DATE TURNED
INTO OFFICEwj i n k D-

HB 23 RESTITUTION FOR CRIME VICTIMS

"An Act relating to court-ordered restitution and compensation following a criminal conviction."

and recommends:
be replaced with CS
adopt previous _ Cs
attached amendment(s)
adopt Letter of intent by

further referral to

[ 1 APPROPRIATION - no fiscal note

SIGNATURES AND RECOMMENDATIONS:

e "ilv.'bR

mtw .

CHA,R:(at,0K |  —— -

Senate Bill:
[ ] same title

) [ ] newtitle
House Bill:
[ ] same title
[ ] technical title
[ ] new: SCR #_

Committee

Committee

PREVIOUS FISCAL NOTE(S):

Department

Do

Pass

Date Fiscal Zero FN#

Do Not

Pass

No Rec Amend









HOUSE COMMITTEE REPORT

[()]éli)e Referred to Committee; May 8,2003 FURTHER REFERRALS:
Date of Committee Action;: _ s k /o |,

The FINANCE Committee considered: SSHB 28
SPONSOR SUBSTITUTE FORHOUSE BILL NO. 28 OIL & GASROYALTY MODIFICATION

"An Act relating to adjustments to royalty reserved to the state to encourage otherwise uneconomic production

of oil and gas; and providing for an effective dat®.

Recommends it be replaced with [ JHCS or ft/1CS for Hiz 2.& y A
For Senate Bills with new title: [ ] Technical Title [ ] New Title: HCR [y/] Same Title [ ] New Title

[ ] attach amendments
[ ] add new referral to Committee
[ ] Letter of Intent Committee

,l&lééroei, NEW FISCAL NOTES PREVIOUS FISCAL NOTES

for ) oAssignedhby Chief Clerk’s Office List by Dept(s): FNtt Fiscal Indet. Zero
. List by Dept(s): *EN#  Fiscal Indet.  Zero
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igni i i DP DNP NR AM
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FISCAL NOTE

STATE OF ALASKA Fiscal Note Number:
2003 LEGISLATIVE SESSION Bill Version: CS SS HB 28(RES)
() Publish Date:
Revision Date/Time (Note if correction):  5-8-03 Dept. Affected: Natural Resources
Title Oil & Gas Royalty Modification ‘BRU Resource Development
Component Oil and Gas Development

Sponsor Kohrinp Rokeberg
Requester House nance Component No. 439
Expenditures/Revenues (Thousands of Dollars)
Note: Amounts do not include inflation unless otherwise noted below.
OPERATING EXPENDITURES FY 2004 FY 2005 FY 2006 FY 2007 FY 2008 FY 2009
Personal Services
Travel
Contractual 150.0 150.0 150.0 150.0 150.0 150.0
Supplies
Equipment
Land & Structures
Grants & Claims
Miscellaneous

TOTAL OPERATING 150.0 150.0 150.0 150.0 150.0 150.0
CAPITAL EXPENDITURES | | | |
CHANGE IN REVENUES ( ) | | | |
FUND SOURCE (Thousands of Dollars)
1002 Federal Receipts
1003 GF Match
1004 GF
1005 GF/Program Receipts
1037 GF/Mental Health
1108 Statutory Designated Prog. Receipt 150.0 150.0 150.0 150.0 150.0 150.0

TOTAL 150.0 150.0 150.0 150.0 150.0 150.0

Estimate of any current year (FY2003) cost: 0.0

Mark this box (X) If funding for this bill Is included In the Governor's FY 2004 budget proposal:

POSITIONS
Full-time
Part-time
Temporary

ANALYSIS: (Attach a separate page if necessary)
Fiscal Note for CS SS HB 28(RES):

HB 28 would 3mend AS 38.05.180(j) whicn addresses oil and gas royalty modifications. The $150,000 per

year\ Jld pay for the services of an independent contractor to assist the DNR Commissioner in
evaluating the applicant's financial and technical data prior to making a determination on royalty

modification. Under paragraph (6)(A), "V" version, page 5, lines 14-26, this amount would be reimbursed

to the state by the applicant.

Prepared by:  Mark D. Myers Phone 269 8800
Division Oil and Gas DateTime 5/8/2003
Approved by: Tom lrwin, Commissioner Date 5/8/2003
Agency Natural Resources
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23-LS0177W 2

Chenoweth
5/15/03
AMENDMENT \
OFFERED IN THE HOUSE BY REPRESENTATIVE KERTTULA

TO: CSSSHB 28(RES)

Page 5, lines 1-12:

Delete "[MODIFICATIONTHE CONFIDENTIAL DATA MAY BE DISCLOSED
BY THE COMMISSIONER TO LEGISLATORS AND TO THE LEGISLATIVE AUDITOR
AND AS DIRECTED BY THE CHAIR OR VICE-CHAIR OF THE LEGISLATIVE
BUDGET AND AUDIT COMMITTEE TO THE DIRECTOR OF THE DIVISION OF
LEGISLATIVE FINANCE, THE PERMANENT EMPLOYEES OF THEIR RESPECTIVE
DIVISIONS WHO ARE RESPONSIBLE FOR EVALUATING A ROYALTY
MODIFICATION, AND TO AGENTS OR CONTRACTORS OF THE LEGISLATIVE
AUDITOR OR THE LEGISLATIVE FINANCE DIRECTOR WHO ARE ENGAGED
UNDER CONTRACT TO EVALUATE THE ROYALTY MODIFICATION. IF THEY
SIGN AN APPROPRIATE CONFIDENTIALITY AGREEMENT]"

Insert "[MODIFICATION]; the confidential data may be disclosed by the
commissioner to legislators and to the legislative auditor and as directed by the chair or vice-
chair of the Legislative Budget and Audit Committee to the director of the division of
legislative finance, the permanent employees of their respective divisions who are responsible
for evaluating a royalty reduction [MODIFICATION], and to agents or contractors of the
legislative auditor or the legislative finance director who are engaged under contract to
evaluate the royalty reduction [MODIFICATION], if they sign an appropriate confidentiality

agreement"”
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23-LS0177W.3

Chcnoweth
5/15/03
AMENDMENT C
OFFERED IN THE HOUSE BY REPRESENTATIVE KERTTULA

TO: CSSSHB 28(RES)

Page 5, lines 14 -19:

Delete "(A) require the lessee or lessees making application for the royalty reduction
under (1)(A) of this subsection [MODIFICATION] to pay for the services of an independent
contractor, selected from a list of qualified consultants to evaluate hydrocarbon
development, production, transportation, and economics [[WHO IS SELECTED] by the
commissioner to assist the commissioner in evaluating the applicadon and financial and
technical data;"

Insert "£A) require the lessee or lessees making application for the royalty reduction
under (IKA) of this subsection [MODIFICATION] to pay for the services of an independent
contractor, selected bv the lessee or lessees from a list of qualified consultants compiled by
the commissioner, to evaluate hydrocarbon development, production, transportation, and
economics and [WHO IS SELECTED BY THE COMMISSIONER] to assist the

commissioner in evaluating the application and financial and technical data;”
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23-L.S0177W.1

Chenoweth
) 5/15/03
/K oi*7 A lw w W
AMENDMENT
OFFERED IN THE HOUSE BY REPRESENTATIVE KERTTULA

TO: CSSSHB 28(RES)

Page 4, lines 13 -19:

Delete "[MAY NOT GRANT A ROYALTY MODIFICATION UNDER THIS
SUBSECTION WITHOUT INCLUDING AN EXPLICIT CONDITION THAT THE
ROYALTY MODIFICATION IS NOT ASSIGNABLE WITHOUT THE PRIOR WRITTEN
APPROVAL OF THE COMMISSIONER; THE COMMISSIONER SHALL, IN THE
PRELIMINARY AND FINAL FINDINGS AND DETERMINATIONS, SET OUT THE
CONDITIONS UNDER WHICH THE ROYALTY MODIFICATION MAY BE
ASSIGNED;

(6)1"

Insert "may not grant a royalty reduction [MODIFICATION] under this subsection
without including an explicit condition that the royalty reduction [MODIFICATION] is not
assignable without the prior written approval of the commissioner; the commissioner shall, in
the preliminary and final findings and determinations, set out the conditions under which the

royalty reduction [MODIFICATION] may be assigned;
(6)"

Page 5, line 13:
Delete "(61 [(7)]"

Insert "(7)"

Page 6, line 9:
Delete "(21 [(8)]"

Insert "(8)"



