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ABSTRACT 

Upgrading of the Teacher Performance 

Evaluation Process in Urban Schools 

September 1985 

Patricia A. O'Bryant, A.B., Hunter College, 

Mus. M., Boston University, Ed., University of 

Massachusetts 

Directed by: Professor Kenneth A. Parker 

This study was conducted in order to obtain an under¬ 

standing of the factors to be considered in planning for 

teacher evaluation designs and to examine the variables 

which serve as a catalyst for improving teacher performance. 

The putpose of this study was to investigate and review 

characteristics of, effectiveness of, and the acceptability 

of evaluation forms used to observe teacher performance 

in grades kindergarten through twelve in urban school set¬ 

tings. This was accomplished by utilization of a precursor 

questionnaire; observation—based research; literature 

review; and on-site interviews with relevant educational 

theorists. 

The information gathered in this study was based in 

part on the results of a precursor questionnaire survey 

administered to District ¥ administrators and teachers. 

The instrument was used to evaluate the issues impacting 

on teacher performance. These issues were rank ordered 

- vi - 



from 1 to 5 on a ranking scale, ranging from least impor¬ 

tant to most important. Based on the information regarding 

the competency issues, gained through use of the precursor 

questionnaire, a comparative study design was used to pre¬ 

sent a statistical pictograph to test the level of agree¬ 

ment among the Headmasters and Principals relative to the 

strengths and weaknesses of the control and experimental 

evaluation forms. 

The District V Headmasters’ and Principals' responses 

entered on the Boston Public Schools evaluation form were 

used as a control. The experimental teacher evaluation 

form, created by the researcher, was used to gather data 

relative to characteristics deemed important in teacher 

evaluation by Headmasters and Principals. 

In reviewing the project designs, several character¬ 

istics for teacher effectiveness involving classroom man¬ 

agement were developed and rated. These characteristics 

were viewed as having important consequences affecting the 

student learning process and improving teacher performance. 

The study results indicated that the experimental form 

B was ranked higher by the Headmasters and Principals in 

all but one of the evaluative categories which indicated 

their effectiveness and ease of use in the teacher perfor¬ 

mance evaluation process; and that the administrators 

ranked the Boston Public School control form A higher in 

the evaluative category of Professional Cooperation. 
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CHAPTER I 

INTRODUCTION 

Statement of the Problem 

Recent reports on the status of education in the urban 

public schools have sharply focused attention on the decline 

of quality education in its schools within the past genera¬ 

tion. Educators/ elected public officials and laymen are 

concerned with the pervasive educational shortcomings and 

have criticized the public school teachers and school 

systems for the decline in the quality of student education. 

Concurrent with this, educational performance in the public 

schools was discredited nationally in the report of the 

National Commission on Excellence in the following excerpt: 

We report to the American people that while we can 
take justifiable pride in what our schools and 
colleges have historically accomplished and 

contributed to the United States and the well being 
of its people/ the educational foundations of our 
society are presently being eroded by the rising 
tide of mediocrity that threatens our very future 
as a. Nation and a people. (Commission/ 1983, p.5). 

Further negative findings of the Commission's report 

suggests that Japanese and Western Europeans will assume 

leadership in science and industry if drastic measures 

are not taken to correct our educational shortcomings. 

(Cucinatto, 1983, p.13)„ 

1 
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A review of the literature strongly suggests that 

nationally and particularly urban public schools have not 

been enhancing the performance and accountability of our 

teachers and students through well-defined instructional 

goals and evaluation procedures* Instead, we are faced with 

doubt and dissatisfaction in our school environments, evi¬ 

denced through divergent opinions and procedures regarding 

the evaluation process as it relates to teacher instruc¬ 

tional behavior and pupil-behavior change. Failure to use 

powers of inquiry and knowledge to discover the real circum¬ 

stances and acting out of fear of being weak or wrong, the 

citizenry lays the burden of all of this on the backs of 

public school teachers and school systems. (Cucinatto, 

1983, p» 13). A searching and confused public has not 

understood that urban school systems and school teachers are 

inextricably tied to many of the day's most pressing con¬ 

cerns: declining school enrollments, closing of neighbor¬ 

hood schools, budget cuts and resultant declining resources, 

reduced staffing levels, inadequate salaries, lower teacher 

morale, higher teacher-student ratios, weak leadership, 

discipline problems and low test scores among others. 

(Maeroff, 1982, pp. 192-198). These factors affect prepa¬ 

ration and retention of teachers: also efforts to recruit 

new teachers, who are being lost to the private sector and 

the better paying high technology industry. (White, 1983, 

p. 10). Resistance from teachers is further exacerbated by 
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the public placing more responsibility for student failure 

on teachers. As a consequence of this view teacher account¬ 

ability as noted by Mints and Frudden is a major issue of 

teacher performance. Evaluation of teacher effectiveness is 

measured by a number of variables which include but are not 

limited to: 

1. The quality of instruction (Frudden, 1980, p.17) 

2. The improvement of student knowledge and skills 

Mintz, 1980, p. 9) 

3. Teacher characteristics 

4. Rating instruments 

5• Observable inventories 

6. Reporting devices (Frudden, 1980, pp. 14-16) 

Lack of consistent objective criteria and resultant favor¬ 

itism make it difficult to advocate through competency tests 

for teachers, intrinsic traits such as rapport, compassion, 

perseverance and ability to improvise. The importance of 

teacher expectation which translates into higher goals and 

achievement for our students is replaced by institution¬ 

alized low teacher expectations. According to Walker: 

Appraisal techniques become institutionalized 
quickly, and consequently are ineffective. They 

mal ?! effective at spotting the few performers 
and the clearly marginal or inadequate performers, 
but they do not help managers differentiate the 
performance of the majority of employees in the 
middle, (Walker, 1980, p. 236). 



To help minimize difficulties in designing a reasonable 

and fair evaluation tool, Lightfoot recommends that admin¬ 

istrators increase recognition and support for teacher 

nurturance, professionalism, autonomy and respect on the 

one hand and commitment to school life on the other, in 

order to enhance teacher effectiveness. (Lightfoot, 1983, 

pp. 335-342). 

During the course of a Boston Secondary School Project 

group discussion held with Theodore Sizer on April 14, 198 

he made several observations pertaining to testing the 

validity of performance evaluation. Among these observa¬ 

tions were observations regarding correlative assessment o: 

teachers work and initial first impressions of Principals 

toward a new teacher. His remarks brought attention to th, 

severity of the problem regarding superficial observations 

attributable to performance evaluations. 

Purpose of the Study 

The purpose of this study was to investigate and review 

characteristics of, effectiveness of, and the acceptability 

of evaluation forms used to observe teacher performance in 

grades kindergarten through twelve in urban school settings. 

Based on the concerns for teacher performance and its 

results on student achievement, the goals of this study 

were: (1) to use the results of a precursor questionnaire 
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survey to assist in the development of an experimental form; 

(2) to investigate what is being accomplished in the area of 

teacher evaluation in various school districts; (3) to con¬ 

duct research in District V, Boston Public Schools to gather 

basic information on teacher evaluation procedures utilizing 

a control form and an experimental form; (4) to identify 

areas of individual responsibility or observable behavior 

considered important to improved teacher performance and its 

effects on student achievement; and (5) to suggest guide¬ 

lines in ratings to assess the teacher's job performance 

based on objective criteria rather than subjective criteria. 

To further identify a more effective means of teacher 

evaluation, this study examined three research questions. 

The questions are as follows: 

1. What are the major determinants of objective 

teacher performance evaluations in urban school 

settings? 

Is objective teacher evaluation constant from one 

urban school setting to another within a large 

school district? 

2. 

3. How can improving indicators of behavior in 

teacher evaluation serve as a catalyst for 

upgrading teacher performance? 



Definition of Terms 

6 

Acceptable performance. m this study, the tern, 

^^^Me^erfornanee, will be concerned with th- lev#1 Qf 

proficiency an evaluates displays when his/her perfornance 

1S C°mPatlble "ith the established criteria for his/her 

position. 

Mjectival criteria. The tern, adjectival 

^en it appears in this study win refer to the strengths' 

and weaknesses' survey. 

A£-_of«nEe^. The tern, area^f .competency when 

1 aPPSarS ^ thlS 8tUdy' «fer to the area of profi- 

ciency predetermined by the school board for acceptable per¬ 

fornance m the various aspects of teaching behavior. 

— M"e”i- The ter"' assessment, when it appears in 

study will refer to the act of determining the degree 

- amount of a determination resulting from the evaluation 

process or part of the evaluation process. 

Clinical supervision. The term , 
--- me terra, clinical supervision. 

ifc aPP6arS 10 tMS "tud* refer to the improvement 

Of the teacher's classroom instruction, utilising records 

for classroom events. (Cogan, 1973, p. 9). 

The term, control form A. when it 

appears in this study, will refer to the 1984,-Boston Public 

Schools Performance Evaluation Porn. 
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Criteria. The term/ criteria# when it appears in this 

study will refer to the demonstrable levels of performance 

upon which a judgement or decision may be based. 

Descriptors. In this study/ the term, descriptors/ will 

refer to qualifiers? kinds of behaviors? and how well the 

evaluates did (Teacher Performance Evaluation Plans and 

Forms) . 

Evaluation. The term# evaluation# when it appears in 

this study# will refer to the process of making considered 

judgements concerning the professional accomplishments and 

competencies of the teacher based on a broad knowledge of 

the area of performance involved# the characteristics of the 

situation of the teacher being evaluated and the specific 

standards of performance pre-established for the position. 

Evaluative categories. The term# evaluative categories# 

when it appears in this study# will refer to the eight 

sections on Forms A and B. 

Experimental Form B. The term# experimental form B# 

when it appears in this study# will refer to the 1984B- 

Patricia A. O'Bryant's Performance Evaluation Form. 

Formal observation. In this study# the term# forma1 

observation# will be concerned with an observation of the 

evaluatee's performance for the length of time prescribed 

•in the regulations# -recorded on the appropriate form and 

followed by a conference. 
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Indicators. The term, indicators, when it appears in 

this study, will refer to those observable behaviors and 

specific conduct used to suggest or point out a given 

performance (Teacher Performance Evaluation Plans and 

Forms). 

Objectives. The term, objectives, when it appears in 

this study, will refer to a devised accomplishment that can 

be verified within a given time under specifiable conditions 

and by evidence of achievement. 

Performance criteria. The term, performance criteria, 

when it appears in this study will refer to general and 

specific standards by which teachers may be evaluated or on 

which judgements and decision making may be based. 

Quality of Work Life. The term, Quality of Work Life 

(QWL), when it appears in this study, will refer to a con¬ 

cept that is used to describe a variety of strategies for 

change in the workplace, involving at a minimum (1) employee 

participation, input into decision making at the worksite, 

and (2) a commitment and concern by management and unions 

for employee well being and satisfaction to enhance both the 

quality of work and the productivity of these employees. 

(Walker, 1980, pp. 183-185). 

Samples. In this study, the term, samples, means the 

number of people surveyed. 
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Self-evaluation. In this study, the term, self- 

evaluation, will refer to the process of making considered 

judgements of one's own performance concerning professional 

accomplishments and competencies as a teacher, based upon 

personal knowledge of the area of performance involved, the 

characteristics of the given situation, and the specific 

standards of performance pre-established for the position; 

to be used by the individual teacher for self-reflection and 

self-appraisal only* 

Supervision. The term, supervision, when it appears in 

this study, will refer to oversight and superintendency of 

teacher performance. (Webster, 1979, p. 1831). 

Standard of performance. The term, standard of oerfor- 

% nance, when it appears in this study, will refer to an 

authoritative or mutually established level of accomplish- 

ment. 

Uniform evaluation system. The term, uniform evaluation 

Sxstem, when it appears in this study, will refer to a 

system of evaluation according to which evaluators apply the 

same procedures in a consistent manner to all teachers of 

each type or class. 

Limita tions 

The project will be limited to the fact that the sub- 

jects, Boston Public Schools, District V administrators. 



10 

Will be allowed only one opportunity to view the question¬ 

naire and experimental forms and only one opportunity to 

rate the evaluative criteria. This may be a factor in the 

reduction of reliability of the data. The findings will not 

be valid beyond the population studied. 

Overview of the Study 

Chapter II of this study reviews the literature on the 

subject of teacher evaluation in order to develop a theo¬ 

retical base for a discussion of evaluation designs which 

seek to improve teacher performance efforts. A discussion 

of some characteristics of teacher effectiveness is also 

presented and the implications of these characteristics for 

change efforts are explored. m the last section of chapter 

II, a series of elements suggested by the literature and the 

practical experiences as necessary for establishing 

an improved evaluation model are presented. 

In Chapter III the conceptual framework and methodology 

used in the study is presented. Discussion of the research 

methodology used is stated. Sources and means of obtaining 

data are discussed with special emphasis upon the limita¬ 

tions and conclusions generated by the methods used. 

Chapter IV is concerned with the analysis and evaluation 

of data. A comparative study design was used utilizing a 

statistical pictograph to determine whether there was agree- 



ment between administrators regarding the variables studied. 

The Headmasters and Principals evaluated two forms, control 

and experimental. A relevant measure of the meaning of each 

category was ascertained by rating the adjectival criteria 

on a scale from low to high in each section of both forms. 

Based on the administrators' responses, the level of agree¬ 

ment among the strengths and weaknesses of each form was 

determined. 

In Chapter V conclusions are presented. General conclu¬ 

sions include: conclusions with respect to stated objec¬ 

tives of the study; suggested areas for further research; 

and discussion of possible implication of the study for a 

model of improved teacher performance. 



CHAPTER II 

REVIEW OF THE LITERATURE 

Two areas of the literature are reviewed in this 

chapter. The first section deals with literature on teacher 

evaluation by examining the different points of view on 

improving teacher performance. The second section suggests 

factors considered important to an improved evaluation 

model * 

Prior Research Efforts 

With the advent of the National Commission report, 

educational reform seekers have reviewed the in-school 

environment, particularly classroom management and have 

suggested certain observable tangible factors or behaviors 

to measure teacher abilities. These include: maintaining 

student discipline and order. According to Secretary of 

Education, William Bennett, and President Ronald Reagan, 

settings in our schools involving matters of discipline is 

a national priority and self-discipline is central to life 

in our democracy. (Reagan, 1985, p. B31). This notion is 

shared by the American Federation of Teachers, who according 

to Glass, advocate adopting effective discipline codes with 

two common ingredients. They are: 

12 
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1. Communication - Every teacher, student, administrator 

knows what the rules are and what will happen if a 

student violates those rules_clearly spelling out 

the consequences of unacceptable behavior. 

2. Consistency - Every infraction is treated the same 

way each time no matter who breaks the rules or why. 

(Glass, 1985, p. 14). 

Similarly, Professor Harold Howe, former president of the 

Ford Foundation and also former U.S. Commissioner of Edu¬ 

cation, contends that "We should use the schools to help 

youngsters become responsible adults." (Cohen, 1984, 

p. 10). The National Commission on Excellence report 

supports this statement by stating: 

The burden on teachers for maintaining discipline 
should be reduced through the development of firm 
and fair codes of student conduct that are enforced 
consistently and by considering alternative class¬ 
rooms, programs, and schools to meet the needs of 

continually disruptive students. (National Commission 
on Excellence, 1983, Recommendation C: Time). 

In order to prevent families from turning away from public 

schools in search of better discipline, Maeroff suggests a 

stronger orientation toward traditional values. (Macroff, 

1982, p. 196). 

In conjunction with these ideas for consistent disci¬ 

pline, a number of ways have been suggested to help resolve 

many of the discipline problems. Such attempts to assert 

rightful authority and discipline, Cohen suggests, can be 

found in the Wilmington Massachusetts Public School System 
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in which students were included in the revision of the dis¬ 

cipline code; and in the Boston, Brookline and Cambridge 

Public-Schools where students are now involved on fairness 

committees. (Cohen, 1984, p. 17). This sharing of respon¬ 

sibility is supported by Sizer who argues in favor of giving 

more responsibility to students for their learning because 

"the work is basically yours to do." (Sizer, 1984, p. 215). 

A corollary to the aforementioned proposition of class¬ 

room management is organization of the school day into a 

more effective use of time. On managing learning time or 

time on tasks, a teacher should, according to the National 

Commission report, maximize time spent in the classroom. 

This includes; helping students develop either the study 

skills required to use time well or the willingness to spend 

more time on school work and homework. Poor management, the 

report continues, has resulted in some elementary students 

receiving only one-fifth of the instruction others receive 

in reading comprehension. (National Commission on Excel¬ 

lence, 1983, Findings Re; Time). 

The idea of maximizing time, according to McCain, was 

further developed by Hawley and Rosenshine. Routines, 

Hawley contends, should be organized around checking home¬ 

work and correcting individual seatwork. Additionally, he 

states, "routines can be especially helpful in cases where 

the teacher has a difficult or unruly group to handle." 

(McCain, 1983, p. 117). This perspective is shared by 
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Rosenshine as he notes that "Successful teachers call on 

kids more often, give more practice, more feedback and spend 

fore time." (McCain, 1983, p. 39). Both authorities in the 

field of teaching effectiveness agree that gaining the 

attention and cooperation of these students in the first few 

minutes of the period are of vital importance in minimizing 

distractions and maximizing classroom management. 

To help teachers achieve basic classroom management 

techniques, Billups and Rauth advocate the American Federa¬ 

tion of Teacher's observation-based research and dissemina¬ 

tion program. This program relates useful classroom manage¬ 

ment research and effective teaching practices to teachers. 

This on-site observation-based research concept includes the 

following characteristics; 

1. contains useful knowledge to improve one's 

teaching style, 

2. confirms methods teachers have used all along, 

3. self-evaluation, by providing a checklist of 

effective teaching techniques that allows 

teachers to reflect upon their performance and 

expand their repertoire, 

4* improves performance and enhances the profes¬ 

sionalism and authority of teachers, 

5. will form the basis of new evaluation systems 

and career ladder promotions, 
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6. unions take the lead in helping to improve the 

effectiveness of classroom teachers/ (Billups 

and Rauth, 1984, pp. 34-35). 

In the realm of autonomous performance the Rand report 

makes recommendations for professionalizing teaching. 

(Hammond, 1984, pp. 12-13). If the critical task of manage¬ 

ment by teachers is to provide opportunities for students to 

take initiative and be involved in making decisions concern¬ 

ing the matters which directly affect their condition; then 

those same conditions for useful self-esteem should be 

available for teachers. Accordingly, Sizer and particularly 

Lightfoot strongly suggest nurturance of professionalism 

that combines autonomy and respect to encourage teacher 

growth and challenge. (Lightfoot, 1983, p. 335). 

In considering instructional preparation and implementa¬ 

tion, the National Commission on Excellence report finds 

that teacher preparation programs need substantial improve¬ 

ment; and that the professional working life of teachers is 

on the whole unacceptable. (National Commission on Excel¬ 

lence, 1983, Findings Re: Teaching). Mastery of content or 

proficiency with methods and techniques in current subject 

matter is unavailable in the professional working life of 

an increasing number of teachers. Prospective teachers, 

according to proponents of Massachusetts House Bill 5011 

(1985) will be faced with tighter teacher certificate 

requirements. For a Massachusetts provisional certificate, 
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an applicant must have successfully completed a seminar on 

teaching methods and skills and must have passed two stan¬ 

dardized examinations; one testing competence in the appli¬ 

cant's teaching subject and one testing communication and 

language skills. In order to be eligible for a permanent 

certificate, an applicant must have completed at least five 

courses of postgraduate academic work in his or her subject 

(sections 18-19). In related literature, emphasis on sub¬ 

ject mastery, according to President Silber of Boston Uni¬ 

versity, calls for a reform of teacher certification 

requirements and a deemphasis of education courses. Silber 

stated that "three education courses would suffice." 

(Silber, 1983, p. 12). 

In state colleges and universities in New Jersey in 

response to tighter standards on subject areas, the number 

of teacher-training programs will be limited. In order to 

be eligible for the program, students must maintain a 2.5 

grade average during their first two years of college and 

demonstrate proficiency in English and Math. (Council: 

New Jersey, 1982, p. 10). 

For experienced teachers, the Massachusetts House Bill 

5011 (1985) requires that teachers be evaluated by school 

committees once a year, based on principles of evaluation to 

be established by the Board of Education. The results of the 

evaluations may be used in decisions to dismiss or demote 

teachers* (Massachusetts House Bill 5011 — sections 15—16). 
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Training of teachers, prospective or experienced, 

according to Coons, will also include inservice training 

programs, teacher centers, private non-profit agencies and 

technical assistance centers; which will offer teacher 

training and provide services to teachers. (Coons, 1984, 

pp* 82,85). 

In addition to requiring comprehensive examination of 

teacher candidates, an increasing number of states are re¬ 

quiring experienced teachers to take the examination in 

order to measure the teacher's ability to make judgements 

and justify instructional decisions. In view of this, 

according to Currence, Albert Shanker, president of the 

American Federation of Teachers, recommends that experienced 

teachers be given several opportunities to pass the examina¬ 

tion. The National Education Association’s official posi¬ 

tion is to oppose the requirements of a test "as a condition 

of employment, evaluation criterion for certification place¬ 

ment or promotion of teachers," (Currence, 1985, p. 34). 

Attempts to remedy the situation of poor teacher preparation 

and to upgrade the quality and capabilities of those enter¬ 

ing the teaching profession by insisting on higher standards 

of competency for teachers introduces another problem for 

review. According to Raspberry, G. Pritchy Smith, a profes¬ 

sor of education at Jarvis Christian College in Texas, 

teacher-competency tests would reduce the proportion of 

black teachers from the present 12.5 percent to less than 
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five percent in the next decade. Further review suggests 

that even though the tests may not be consciously racist to 

screen out blacks, it is unrealistic to expect black 

children to learn to pass the tests that will get them into 

quality colleges and decent jobs if their teachers can’t 

pass such tests. (Raspberry, 1985, p. 18). 

According to the National Commission on Excellent re¬ 

port, Secretary Bennett, President Reagan and Massachusetts 

House Bill 5011 (1985), implementation of instruction is the 

establishment of a curriculum which purports: 

1. a core of subjects: English, math, science, 

social studies, physical education and the arts 

(Massachusetts House Bill 5011 - section 2), 

2. upgrading students' basic skills and knowledge 

(Massachusetts House Bill 5011 - section 6), 

3. new investments in textbooks, technology and 

other resources for teachers to present 

instruction and instructional materials 

effectively (Collins, 1985, p. 26), 

4. decision making by a consortia of educators? 

and scientific, industrial and scholarly 

societies that cooperate to improve the 

school curriculum (National Commission on 

Excellence, 1983, Recommendation A: Content). 

The issue of improved teacher performance was further 

investigated by Mintz and Frudden who addressed teaching 
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performance and its results on student achievement through 

clinical supervision and varied instructional materials 

studies. The results of the clinical supervision study by 

Mintz reflected the positive conclusions attendant with 

evaluation procedures used in teacher performance. Mintz 

utilized case studies to illustrate theoretically and prac¬ 

tically how a colleagial process of supervision, focusing on 

curriculum building and grounded in conditions of mutuality, 

commonality and publicness has a better chance for improving 

the teaching-learning situation and evaluation setting. 

Case studies provided observation and conference procedures; 

also opportunities to jointly set goals for competency among 

teachers and supervisors which led to overall better teacher 

performance. (Mintz, 1980, pp. 72-154). 

The study by Frudden rated teaching performance and the 

results reflected a negative conclusion. To determine the 

appraiser s ability to utilize the preinstructional materi¬ 

als m order to make more accurate judgements of perfor¬ 

mance, an exercise in teacher assessment was simulated. The 

findings revealed that the study of preinstructional materi¬ 

als and the use of high and low inference measurement in¬ 

struments did not contribute to significantly more accurate 

ratings of teacher performance, despite varying amounts of 

training in the teacher appraisal process ranging from 

at all to quite extensive. (Frudden, 1980, pp. 54-87). 

none 



Other methods used to improve teacher performance are 

peer evaluations. The concept of peer evaluation is evi¬ 

denced in the Toledo Plan originated by Dal Lawrence, 

president of the Toledo Federation of Teachers. The plan 

includes the following characteristics: 

1. emphasis on a strong professional development 

system, 

2. concerned with development of teachers by 

teachers, 

3. involves large numbers of teachers in various 

capacities of 

a. consulting teachers 

b. interns 

c. teachers experiencing serious difficulties 

d. teachers on union building committees 

e. teachers on joint review panels of union 

and management representatives with teachers 

retaining the majority 

4. puts teachers in charge of professional decisions 

related to ‘ 

a. curriculum 

b. testing 

c* staff development 

d* setting and overseeing standards of teaching 

practice 
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e. selection and evaluation of peers (Lawrence/ 

1984/ pp. 22-28). This last area is an area, 

according to Goodlad "particularly ripe for 

negotiation in the collective bargaining process." 

(Goodland, 1984/ p. 191). 

5. utilizes persuasive power 

a. administrators give up some power 

b. teachers' ideas are used (Lawrence/ 1984/ p. 29). 

A review of literature has suggested intangible factors 

or behaviors that one cannot see; but which can have an 

effect on teacher effectiveness and is not readily recogniz 

able. These include; poor morale which means poor perfor¬ 

mance. Another is poor working conditions which translates 

into lack of motivation of teachers. What is needed is a 

response to basic human problems and aspirations. To en¬ 

hance the quality of work life principle and teacher effec¬ 

tiveness in the classroom/ studies suggest incentives such 

as higher pay/ merit pay/ career ladders/ master teacher 

plans/ Horace Mann teacher grants/ paid educational sabbat¬ 

icals and the quality of work life concept of increased 

teacher participation in the educational decision-making 

process. Advocates for pay incentives include Mary Futrell 

President of N.E.Aw Albert Shanker/ President of A.F.T., 

U.S. Undersecretary of Education Bauer and former U.S. 

Secretary of Education Bell. The Massachusetts House Bill 

5011 and the National Commission report mention making 
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teaching a more rewarding and respected profession/ by con¬ 

sidering that salaries for the teaching profession should be 

increased and should be "professionally competitive/ market- 

sensitive and performance based." (National Commission and 

Excellence/ 1983/ Recommendation D: Teaching). Those who 

oppose the trend are some teachers in local unions/ particu¬ 

larly those teachers in Fort Worth/ Texas. Results of a 

survey conducted in 1984 by the Fort Worth Federation of 

Teachers showed that teachers believe that 

merit pay should come after an across-the-board pay 
increase for all teachers. Further/.they believe 

that such a plan should not be the method by which 
salaries are raised without such an across-the-board 
increase (Gambrel/ 1984/ p. 14). 

Proponents for career ladder incentives include the 

Colorado Federation of Teachers. This concept/ according to 

Glass/ would lead to better salaries and higher teaching 

standards. The Colorado Plan includes the following charac¬ 

teristics: 

1. an alternative to merit pay 

2. provides for quick advancement up the pay scale 

offering a chance to reach the maximum in about 

eight years instead of the 20- to 25-year 

requirement that exists in some districts 

3. teachers would earn as much as $15/000 a year 

above regular scales 

4. teachers would work 10 or 11 months a year 
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5. teachers would participate in curriculum 

development 

6. teachers would complete a certain number of 

graduate credits 

7. teachers are required to pass an evaluation 

by a three-member team consisting of a master 

teacher, an administrator and an expert from 

the teacher's field 

8. professionalism of teaching by involving teachers 

and the teacher union in the evaluation process 

(Glass, 1985, p. 11). 

The improvement of working conditions can also enhance 

teacher effectiveness. Educational theorists such as 

Goodlad and particularly Boyer recommended many ways to 

improve teachers' working conditions. Both want teachers to 

experience the following: 

1. relief from the burdens of record-keeping 

paperwork, security duty, attendance follow-up 

and other chores that other people in schools 

can do 

2. fewer full-size classes, with an opportunity for 

teachers to meet with smaller groups of students 

in seminar-like arrangements 

3. day and week organized differently, so that if 

some subjects are better taught in two periods, 

then run them together 



4. more preparation time for teachers 

5. more time for contact among teachers and their 

colleagues and among teachers and experts in 

their subject fields so that teachers can continue 

to learn 

6. paid summer study and paid professional leave 

7. salary increases at least 25 percent beyond the 

rate of inflation over the next three years with 

immediate entry-level increases 

8. salaries commensurate with other professions in 

order to raise teacher status and recruit able 

students for teaching (Boyer, 1983, pp. 156-168). 

Factors Important to Improved Evaluation 

As a result of a critical review of the literature 

efforts to discover factors considered important to an 

improved evaluation model and how best to measure those 

abilities are suggested in a list of tangible factors of 

what one can see and judge readily. These include: 

1. maintenance of student discipline and order;’ 

an observable behavior under Classroom Management, 

with suggested evidence of indicators such as 

maximizes learning time (time on task); minimizes 

distractions; and enforces school requirements 

fairly, firmly and consistently. 



2. well-organized routines; an observable behavior 

under Classroom Management* with suggested 

evidence of an indicator* establishes routine 

procedures to accomplish tasks. 

3. structures autonomy; an observable behavior 

under Classroom Management* with suggested 

evidence of an indicator* provides opportunities 

for teacher-student initiative and decision-making 

for doing work. 

4. mastery of content; an observable behavior under 

Instructional Preparation and Implementation* with 

suggested evidence of indicators such as is 

proficient with methods and techniques in current 

subject area(s); and keeps abreast of technical 

knowledge and recent developments in his/her field. 

5. plans instruction appropriate for class(es); an 

observable behavior under Instructional Preparation 

and Implementation* with suggeted evidence of 

indicators such as identifies the learning needs 

of students; develops and presents instructional 

experience that is positive* constructive and 

effective for the subject areas(s) and pupils 

involved. 

6. demonstrates ability to work with paraprofes- 

sionals* community and business collaboratives; 

an observable behavior under Professional 
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Cooperation, with suggested evidence of indicators 

such as utilizes community resources in instruction; 

and consults and cooperates with community resources 

to improve the school curriculum. 

The intangible factors of poor morale and poor working 

conditions attributable to poor performance and low pay have 

been identified. Careful planning and clear goal defini¬ 

tions can take these factors into consideration and develop 

a process which deals directly with these barriers. 



CHAPTER III 

METHODOLOGY 

This chapter describes the procedures and techniques 

used to conduct the research project. The first section 

will present the rationale for the research project. The 

second section will present the research procedures. 

Rationale for the Study 

Public attention to teacher competency issues prompted 

the researcher to develop a precursor questionnaire survey 

in the Fall of 1983* which included issues relevant and 

critical to the Boston Public School evaluation system for 

Teachers. (Appendix A). 

Procedure. During the 1983-1984 school year a precursor 

questionnaire survey was developed and distributed among 

District V Boston Public School administrators and 

teachers. This survey was developed to obtain information 

regarding administrative and teacher views on the critical 

issues of performance standards for effective teacher 

evaluation. The questionnaire was administered to twenty- 

three Headmasters* Principals and other administrators in 

District V. Twenty-three administrators returned completed 

questionnaires for a 100 percent response rate. A subse- 

28 



29 

quent questionnaire survey utilizing the same critical 

issues of teacher performance evaluation was administered 

to two hundred eighty-two District V teachers in the Spring 

of 1984 (Appendix A). One hundred thirty-one teachers 

returned completed surveys for a 46.4 percent response 

rate. 

As a result of the use of the precursor questionnaire, 

ten issues were generally accepted as being important and 

they became the basis of the experimental form used in this 

study. The ten issues included: (1) positive teaching/ 

learning reinforcement process: (2) determining curriculum; 

(3) social promotions; (4) versatility and adaptability to 

change; (5) working knowledge of data processing and com¬ 

puters; (6) graduate courses or in-service training; (7) 

standardized competency evaluations; (8) communication with 

parents; (9) working with paraprofessionals, community and 

business collaboratives; and (10) maximum utilization of 

existing resources, plant and equipment. (See Tables 1 and 

2 for the responses for administrators and teachers to the 

ten items.) 
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Tables 1 and 2 show that both administrators and 

teachers were in general agreement about the importance of 

the ten issues identified by the precursor questionnaire. 

A frequency count revealed the dominant range of priority. 

(See Appendices B and C). 

Research procedures 

Subsequent to an approval from the Director of Testing 

and Evaluation for the Boston Public Schools and the 

District V Community Superintendent, plans were made to 

conduct a survey in the seventeen District V schools. 

Ultimately, fifteen schools agreed to participate. These 

schools included two high schools, three middle schools and 

ten elementary schools. Two Headmasters and thirteen 

Principals were asked to evaluate two teacher evaluation 

forms, i.e., a control and an experimental form. The 

control form was the Boston Public Schools Form No. 1984A- 

Boston Public schools Performance Evaluation Form (Appendix 

D). The experimental form was Form No. 1984B-Patricia A. 

O' Bryant's Performance Evaluation Form (Appendix E). The 

experimental form was a composite of business appraisal 

forms and a variety of recent urban school district evalua¬ 

tion materials in use during the past five years. The 

—^W r-:--:.E-r?^ntyP^idfp^bUc -school 

certain Public School System Georgia; New 
Systems: Bibb County puoi Bedford Centrai school Dis- 

Orleans Public Sch * kl Pottsville Community Schools, 
trict, Mount Kisco^ New York PO^ Washington; 

PB^t‘onlpiblic°sachoorsy.tem, Boston, Massachusetts. 



33 

New Orleans Public School System's Personnel Evaluation 

Plan was one of the most informative evaluation forms 

used in this study in terms of developing and defining 

evaluative criteria. (Appendix F). 

Through a series of scheduled interviews between 

January 1985 and March 1985, each Headmaster and Principal 

was asked to compare the control and experimental form and 

rank what they considered to be the strengths and weak¬ 

nesses on a scale from 1 to 4 (Appendix G). Each Head¬ 

master and Principal was provided with a list of defini¬ 

tions for each strength and weakness to help describe the 

choices. The average time for the Headmasters and Princi¬ 

pals to complete the survey during the scheduled interview 

was thirty minutes. 

By administering an evaluation survey form comprised of 

nine adjectival strengths and weaknesses for each section 

of each evaluation form, the level of agreement and dis¬ 

agreement among the Headmasters and Principals was tested 

for specificity and ease of use. The evaluation was based 

on the Headmasters' and Principals' observations of the two 

forms. 

At the completion of the survey the ratings of the 

adjectival data was tallied and quantified. Statistical 

pictographs and numerical charts were utilized to linear 

plot and diagram the evaluation survey results and level of 

agreement and disagreement among the administrators. (See 

Appendices H, I, J/ K). The pictograph was chosen because 
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2 
a chart or graph is one of the most vivid and forceful 

medium of presenting statistical data. The pictograph used 

in this survey was designed to serve two major purposes: 

(1) presentation of the survey data and (2) analysis of the 

survey data. (Spurr et al., 1955, pp. 128-144). 

2 
"Graph" may be used in the same sense as "chart" to 

mean any representation of statistical data in pictorial 
form, or it may refer to a line or curve drawn upon a 
chart. 



CHAPTER IV 

ANALYSIS OF DATA AND FINDINGS 

Analysis of Data 

The data for this project were compiled from the 

control and experimental questionnaires. The variable 

items surveyed on the control and experimental question¬ 

naires consisted of nine adjectival strengths and nine 

weaknesses. Four rating scores were utilized for the 

strengths and weaknesses with inference items ranging on a 

scale from one to four. More specifically these variables 

can be described as follows: 

1. Nine adjectival strengths and nine adjectival 

weaknesses. These were originated from a 

consensus and agreement between the researcher 

and Dr. Alan Clarke, former executive assistant 

to Or. Robert Wood, superintendent of the Boston 

Public Schools. Dr. Clarke was also chairman of 

a performance evaluation committee in 1980 which 

was responsible for designing an improved 

evaluation form for the Boston Public Schools. 

Dr. Clarke's committee developed the eight 

evaluative items used on form A and Form B. 

In order to Identify the effectiveness and 

specificity of each form, the Headmasters and 

35 
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Principals were given a list of nine adjectival 

strengths and nine adjectival weaknesses with 

accompanying definitions prior to their observing 

Forms A and B. These strengths and weaknesses 

were defined as they related to the various items 

in each evaluative category as follows: 

Strengths 

Nondiscriminatory. Not applying favoritism 

or difference in treatment. 

Specific. Exact or precise. 

Inclusive. Covering all i-tems. 

Applicable. Capable of being applied. 

Concise. Brief in statement or expression. 

Efficient. Productive, without waste. 

Explicit. Characterized by full clear 

expression. 

Organized. Arranged or formed into a coherent 

unit. 

Understandable. Having the power of 

comprehension. 

Weaknesses 

Discriminatory. Applying or favoring 

discrimination in treatment. 

Nonspecific. Inexact, nonprecise or vague. 

Exclusive. Selective, not covering all items. 

Inapplicable. Not applicable, unsuitable. 



Diffuse. Spread out, not concentrated. 

Inefficient. Not producing the effect 

intended or desired; not efficient. 

Inexplicit. Vague, not explicit. 

Disorganized. Disordered, confused. 

Incomprehensible. Not understood. 

Eight evaluative categories. 

The eight evaluative categories used on control 

form A and experimental form B originated from a 

conceptual framework for performance appraisal in 

the Boston Public Schools which was developed by 

Dr. Alan Clarke!s committee and presented to 

Superintendent Dr. Robert Wood in a Final Report 

on Performance Evaluation dated January 7, 1980. 

Listed below are the eight evaluative categories 

which the Headmasters and Principals rank-scored 

on the Boston Public School Form A and the 

Experimental Form B: 

1. Organization and Environment 

2. Classroom Management 

3. Instructional Preparation and Implementation 

4. Use of Instructional Materials 

5. Individualization of Instruction 

6. Professional Cooperation 

7. Attendance and Punctuality 

8. Professional Growth 



A detailed description of the essential parts of 

each of the eight evaluative categories appears on 

pages 2, 3 and 4 of Appendix G. 

3. Four-point scale. This scoring process was used 

to ensure that the items listed on control form A 

and experimental form B were judged as objectively 

as possible within the time limitations and con¬ 

straints imposed upon the Headmasters and Princi¬ 

pals. The four-point scale was instrumental in 

forcing the Headmasters and Principals away from a 

middle or uncommitted score; and to decide whether 

the evaluative category on each form was designed 

well enough to rate the high score (3-4) or so 

poorly that it rates the lower score (1-2). 

Findings 

The following tables describe the composite ratings 

for the improvement of teacher performance according to 

the Headmasters® and Principals' ratings of adjectival 

strengths and weaknesses of the Boston Public Schools 

control form A and the experimental form’3: 
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Table 3 

Headmasters'/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Nondiscrimination 

Form A 

Section 

Low 

1-2 

High 

3-4 

Form B 

Low High 

1-2 3-4 

1. Organization & Environment 2 

2. Classroom Management 3 

3. Instructional Preparation 2 

& Implementation 

4. Use of Instructional 2 

Materials 

5. Individualization of 2 

Instruction 

6* Professional Cooperation 1 

7. Attendance & Punctuality 1 

8. Professional Growth 5 

13 

12 

13 

13 

13 

14 

14 

10 

0 

0 

1 

0 

0 

3 

15 

15 

14 

14 

15 

15 

15 

12 
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Table 3 shows that for the adjectival criteria non- 

discriminatory/ the Headmasters/Principals found both 

forms A and B to be nondiscriminatory and ranked the 

control form A high* for each of the evaluative categories 

with a minimum of from 66 percent to 93 percent determin¬ 

ing the adjectival criteria as high* The Headmasters/ 

Principals also ranked the experimental form B high with 

100 percent of the respondents ranking the evaluative 

categories high in 62 percent of the evaluative categories. 

Table 4 shows that regarding the adjectival criteria 

specifici the Headmasters/Principals recorded a mixed trend 

on scoring the adjectival criteria on form A. A majority 

of the administrators posted a high rating for five of the 

eight evaluative categories on the control form A. A 

majority of the Headmaters/Principals scored the experi¬ 

mental form B high and overall more specific than form A# 

with the exception of Professional Cooperation, where they 

scored form A slightly more specific._ 



Table 4 

Headmasters'/Principals* Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Specificity 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1* Organization & Environment 8 7 0 15 

2 ® Classroom Management 8 7 1 14 

3. Instructional Preparation 

& Implementation 

7 8 1 14 

4. Use of Instructional 

Materials 

5 10 4 11 

5. Individualization of 

Instruction 

3 12 3 12 

6. Professional Cooperation 1 14 4 11 

7* Attendance & Punctuality 5 10 4 11 

8.' Professional Growth 10 5 4 11 
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Table 5 

Headmasters1/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Inclusiveness 

Section 

Form A 

Low High 

1-2 3-4 

Form B 

Low High 

1-2 3-4 

1. Organization & Environment 7 

2. Classroom Management 7 

3. Instructional Preparation 9 

& Implementation 

4. Use of Instructional 2 

Materials 

5. Individualization of 2 

Instruction 

6. Professional Cooperation 1 

7. Attendance & Punctuality 3 

Professional Growth 8 

8 1 

8 0 

6 2 

13 4 

13 4 

14 5 

12 3 

7 4 

14 

15 

13 

11 

11 

10 

12 

11 8. 
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Table 5 shows that on control form A for the adjectival 

criteria inclusive, 93 percent to 53 percent of the Head¬ 

masters/Principals rated the adjectival criteria high in 

six of the evaluative categories with the exception of 

Professional Growth and Instructional Preparation and 

Implementation. A high rating of three to four was noted 

by a majority of the adminstrators on experimental form B 

in each of the eight evaluative categories. All evaluative 

categories on form B were rated high by two-thirds or more 

of the administrators. 

Table 6 shows that on control form A for the adjectival 

criteria applicablet a majority of the Headmasters/ 

Principals ranked seven evaluative categories a high (3-4) 

score. The evaluative category Professional Growth was 

scored a low (1-2) by 53 percent of the administrators. 

On experimental form B, a minimum of four-fifths of the 

Headmasters/Principals provided a high (3-4) ranking for 

the adjectival criteria in each of the eight evaluative 

categories. 



Table 6 

Headmasters'/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Applicable 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 6 9 1 14 

2* Classroom Management 6 9 0 15 

3. Instructional Preparation 

& Implementation 

7 8 1 14 

4. Use of Instructional 

Materials 

4 11 2 13 

5. Individualization of 

Instruction 

2 13 0 15 

6. Professional Cooperation 1 14 2 13 

7 . Attendance & Punctuality 2 13 1 14 

8. Professional Growth 8 7 3 12 



Table 7 

Headmasters'/Principals* Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Concise 

Section 

Form A 

Low High 

1-2 3-4 

Form B 

Low High 

1-2 3-4 

1. Organization & Environment 9 6 0 15 

2. Classroom Management 6 9 0 15 

3. Instructional Preparation 8 7 2 13 

& Implementation 

4 * Use of Instructional 5 10 3 12 

Materials 

5* Individualization of 4 11 0 15 

Instruction 

6. Professional Cooperation 1 14 3 12 

7* Attendance & Punctuality 4 11 2 13 

8. Professional Growth 8 9 3 12 
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Table 7 shows that a high (3-4) rating was given to six 

of the eight evaluative categories regarding the adjectival 

criteria concise on control form A by a majority of the 

Headmasters/Principals. The two evaluative categories of 

Organization and Environment and Instructional Preparation 

and Implementation each received a low (1-2) rating by a 

minimum of 53 percent of the administrators. On the 

experimental form B, 80 to 100 percent of the Headmasters/ 

Principals ranked all evaluative categories a high (3-4) 

for the adjectival criteria concise. 

Table 8 shows that on control form A for the adjectival 

criteria efficient, a high (3-4) score was recorded by 53 

percent to 93 percent of the Headmasters/Principals. A 

majority of administrators 73 percent or more, ranked each 

evaluative category on experimental form B with a high 

(3-4) score. 
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Table 8 

Headmasters'/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Efficient 

Form A Form B 

Low High Low High 

Section 1-2 3-4 1-2 3-4 

1. Organization & Environment 7 

2. Classroom Management 6 

3. instructional Preparation 7 

& Implementation 

4. Use of Instructional 4 

Materials 

5. individualization of 2 

Instruction 

6. Professional Cooperation ] 

7. Attendance & Punctuality - 

Professional Growth I 

8 0 15 

9 1 14 

8 2 13 

11 3 12 

12 1 14 

14 4 11 

13 1 14 

7 4 11 
8. 
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Table 9 

Headmasters1/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Explicit 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 9 6 0 15 

2. Classroom Management 7 8 1 14 

3. Instructional Preparation 

& Implementation 

7 8 2 13 

4. Use of Instructional 

Materials 

6 9 4 11 

5. Individualization of 

Instruction 

2 13 2 13 

6. Professional Cooperation 1 14 4 11 

7. Attendance & Punctuality 4 11 2 13 

8. Professional Growth ~ 7 8 '4 11 
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Table 9 shows that for the adjectival criteria 

explicit/ seven of the eight categories on control form A 

were ranked a high (3—4) by a majority of the Headmasters/ 

Principals. The evaluative category Organization and 

Environment was ranked a low (1—2) on control form A. 

Each of the evaluative categories on experimental form B 

received a high score from a majority of the Headmasters/ 

Principals. 

Table 10 shows that for the adjectival criteria 

organized# a majority of the Headmasters/Principals 

recorded a high (3-4) score for seven of the eight evalu¬ 

ative categories on control form A. A low (1-2) rating was 

scored for the category Professional Growth by 53 percent 

of the administrators on form A. For the experimental form 

B, a majority of the Headmasters/Principals ranked the 

adjectival criteria high in each of the evaluative 

categories. 



Table 10 

Headmasters1/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Organized 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 7 8 0 , 15 

2. Classroom Management 6 ' 9 0 15 

3. Instructional Preparation 

& Implementation 

7 8 1 14 

4. Use of Instructional 

Materials 

5 10 2 13 

5. Individualization of 

Instruction 

3 12 1 14 

6. Professional Cooperation 1 14 3 12 

7. Attendance & Punctuality 3 12 2 13 

8. Professional Growth 8 7 5 10 
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Table 11 

Headmasters’/Principals' Ratings of the Strengths 

of the Control and Experimental Forms Regarding 

Understandable 

Section 

Form A 

Low High 

1-2 3-4 

Form B 

Low High 

1-2 3-4 

1. Organization & Environment 7 

2. Classroom Management 5 

3. Instructional Preparation 7 

& Implementation 

4. Use of Instructional 4 

Materials 

5. Individualization of 4 

Instruction 

6. Professional Cooperation 1 

7. Attendance & Punctuality 3 

8. Professional Growth 8 

8 0 

10 1 

8 0 

11 3 

11 1 

14 2 

12 2 

7 4 

15 

14 

15 

12 

14 

13 

13 

11 
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Table 11 shows that for the adjectival criteria under¬ 

standable , seven of the eight evaluative categories on 

control form A were ranked a high (3-4) score by a majority 

of the Headmasters/Principals. For the evaluative cate¬ 

gory/ Professional Growth eight of the administrators 

recorded a low (1-2) score on form A. Eighty to 100 

percent of the administrators scored the experimental form 

B a high (3-4) rating in each of the eight evaluative 

categories. 

Table 12 shows that on control form A for the adjec¬ 

tival criteria discriminatory/ a majority of the Head¬ 

masters/Principals ranked all eight evaluative categories 

a low (1-2) score. Seventy-three percent of the adminis¬ 

trators rated Professional Growth low and 80 percent or 

more scored a low (1-2) rating in each of the remaining 

categories. For the experimental form B/ not less than 

80 percent of the Headmasters/Principals ranked this 

adjectival criteria a low (1-2) in each of the evaluative 

categories. 



Table 12 

Headmasters5/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Discrimination 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 13 2 15 0 

2. Classroom Management 12 . 3 15 0 

3. Instructional Preparation 

& Implementation 

13 2 14 1 

4. Use of Instructional 

Materials 

13 2 14 1 

5. Individualization of 

Instruction 

13 2 15 0 

6. Professional Cooperation 14 1 15 0 

7. Attendance & Punctuality 14 1 15 0 

8. Professional Growth 11 4 12 • ‘ 3 



Table 13 

Headmasters'/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Nonspecific!ty 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 7 8 15 0 

2. Classroom Management 7 8 14 1 

3. Instructional Preparation 8 7 14 1 

& implementation 

4. Use of Instructional 10 5 11 4 

Materials 

5. Individualization of 12 3 12 3 

Instruction 

6. Professional Cooperation 14 1 11 4 

7. Attendance & Punctuality 10 5 11 4 

8. Professional Growth 6 9 11 4 



Table 13 shows that on control form A for the 

adjectival criteria nonspecific a mixed scoring trend 

occurred, with from 53.3 percent to 93.3 percent of the 

Headmasters/Principals ranking the adjectival criteria low 

in five of the eight evaluative categories. On experi¬ 

mental form B> a majority of the Headmasters/Principals 

scored the adjectival criteria a low (1-2) in each of the 

evaluative categories. 

Table 14 shows that on control form A for the 

adjectival criteria exclusive a majority of the Head¬ 

masters/Principals ranked seven of the eight evaluative 

categories a low (1-2). The category Instructional 

Preparation and Implementation was scored a high (3-4) 

by 53.3 percent of the administrators. On experimental 

form B, each of the evaluative categories was scored a 

low (1-2) by a majority of the Headmasters/Principals. 



Table 14 

Headmasters'/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Exclusiveness 

Section 

Form A 

Low High 

1-2 3-4 

Form B 

Low High 

1-2 3-4 

1. Organization & Environment 8 

2. Classroom Management 8 

3. Instructional Preparation 7 

& Implementation 

4. Use of Instructional 12 

Materials 

5. Individualization of 13 

Instruction 

6. Professional Cooperation 14 

7. Attendance & Punctuality 12 

8. Professional Growth 8 

7 

7 

8 

3 

2 

1 

3 

7 

14 1 

15 0 

% 12 3 

11 4 

11 4 

10 5 

12 3 

11 4 



Table 15 

Headmasters’/Principals * Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Inapplicable 

Form A Form B 

Low High Low High 

Section 1-2 3-4 1-2 3-4 

1« Organization & Environment 9 6 14 1 

2. Classroom Management 10 5 15 0 

3. Instructional Preparation 8 7 13 2 

& Implementation 

4. Use of Instructional 11 4 13 2 

Materials 

5. Individualization of 13 2 14 1 

Instruction 

6. Professional Cooperation 14 1 13 2 

7. Attendance & Punctuality 13 2 14 1 

8. Professional Growth 9 6 12 3 
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Table 15 shows that on control form A for the 

adjectival criteria inapplicable a low (1-2) rating was 

scored for each of the eight evaluative categories by a 

majority of the Headmasters/Principals. On experimental 

form B, eighty percent or more of the administrators 

recorded a low (1-2) score for each of the eight evaluative 

categories. 

Table 16 shows that on control form A for the 

adjectival criteria diffuse a majority of the Headmasters/ 

principals scored a low (1-2) ranking in six of th 

evaluative categories. Fifty-three percent of the admin¬ 

istrators scored control form A in the high (3-4) category 

for the evaluative categories of Organization and Environ¬ 

ment and instructional Preparation and Implementation. The 

administrators' scorings on experimental form B generally 

followed the trend of scores shown on control form A for 

this adjectival criteria. One major area of disagreement . 

was recorded with 100 percent of Headmasters/Principals 

,' . . n a low Cl-2) in the evalua- 
ranking the experimental form B a low i 

five category of Organization and Environment. 



Table 16 

Headmasters'/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Diffuse 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1* Organization & Environment 7 8 15 0 

2. Classroom Management 9 6 14 1 

3. Instructional Preparation 

& Implementation 

7 8 13 2 

4. Use of Instructional 

Materials 

10 5 12 3 

5. Individualization of 

Instruction 

11 4 15 0 

6. Professional Cooperation 14 1 12 3 

7. Attendance & Punctuality 11 4 13 2 

8. Professional Growth 9 6 12 3 
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Table 17 

Headmasters'/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Inefficient 

Form A Form B 

Low High Low High 

1. 
2. 
3. 

4. 

5. 

6. 
7. 

Organization & Environment 

Classroom Management 

Instructional Preparation 

& Implementation 

Use of Instructional 

Materials 

Individualization of 

Instruction 

Professional Cooperation 

Attendance & Punctuality 

Professional Growth 

7 

9 

7 

11 

12 

14 

13 

7 

8 15 0 

6 14 1 

8 13 2 

4 12 3 

3 15 0 

1 11 4 

2 14 1 

8 11 4 
8. 
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Table 17 shows that on control form A for the 

adjectival criteria inefficient/ a majority of the Head¬ 

masters/Principals rated the form low in five out of the 

eight evaluative categories. Fifty-three percent of the 

Headmasters/Principals ranked the control form A a high 

(3-4) in each .of the three evaluative categories of Organi¬ 

zation and Environment, Instructional Preparation and 

Implementation and Professional Growth. On experimental 

form B, a low (1-2) ranking was scored by a majority of 

the Headmasters/Principals in each of the evaluative 

categories. 

Table 18 shows that on control form A for the 

adjectival criteria inexplicit, a majority of the Head¬ 

masters/Principals recorded a low (1-2) rating for seven 

of the evaluative categories. Two-thirds of the admin¬ 

istrators ranked the remaining evaluative category 

Organization and Environment a high (3-4) score. On 

experimental form B, a majority of the Headmasters/ 

Principals recorded a low (1—2) ranking for each of the 

evaluative categories. 



Table 18 

Headmasters'/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Inexplicit 

Form A Form B 

Low High Low High 

erH on 1-2 3-4 1-2 3-4 

1. Organization & Environment 5 10 15 0 

2. Classroom Management 8 7 14 1 

3. Instructional Preparation 9 6 13 2 

& implementation 

4. Use of Instructional 9 6 11 4 

Materials 

5. Individualization of 13 2 13 2 

Instruction 

6. Professional Cooperation 14 1 ' 11 4 

7. Attendance & Punctuality 11 4 13 2 

8. Professional Growth 8 7 11 4 
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Table 19 

Headmasters'/Principals1 Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Disorganized 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 7 8 15 0 

2. Classroom Management 9 ’ 6 15 0 

3. Instructional Preparation 

& Implementation 

9 6 14 1 

4. Use of Instructional 

Materials 

10 5 13 2 

5. Individualization of 

Instruction 

12 3 15 0 

6. Professional Cooperation 14 1 13 2 

7. Attendance & Punctuality 12 3 13 2 

8. Professional Growth 7 8 10 5 



Table 19 shows that on control form A for the 

adjectival criteria disorganized/ a majority of the 
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Headmasters/Principals scored a low (1-2) ranking for six 

of the evaluative categories. A narrow majority of Head¬ 

masters/Principals scored a high (3-4) rating each in the 

evaluative categories of Organization and Environment and 

Professional Growth. On the experimental form B/ a low 

(1-2) ranking was scored in all eight evaluative categories 

by a majority of the Headmasters/Principals. 

Table 20 shows that on control form A for the 

adjectival criteria incomprehensible, a majority of the 

Headmasters/Principals recorded a low (1-2) score in six 

of the eight evaluative categories. The two evaluative 

categories of Organization and Environment and Profes¬ 

sional Growth were each scored a high (3-4) ranking by 53.3 

percent of the administrators. On experimental form B, a 

majority of Headmasters/Principals scored the adjectival 

criteria a low (1-2) for each of the eight evaluative 

categories. 



Table 20 

Headmasters'/Principals' Ratings of the Weaknesses 

of the Control and Experimental Forms Regarding 

Incomprehensible 

Form A Form B 

Section 

Low 

1-2 

High 

3-4 

Low 

1-2 

High 

3-4 

1. Organization & Environment 7 8 15 0 

2. Classroom Management 10 % 5 15 0 

3. Instructional Preparation 

& Implementation 

9 6 15 0 

4. Use of Instructional 

Materials 

11 4 12 3 

5. Individualization of 

Instruction 

11 4 14 1 

6. Professional Cooperation 14 1 13 2 

7. Attendance & Punctuality 12 3 13 2 

8. Professional Growth 7 8 11 4 
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TABLE 21 

A Composite of the Overall Scoring of Control Form A and 

Experimental Form B by the Administrators 
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C
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An asterisk was placed in a space on Table 21 to 

identify the form having the stronger rating for each of 

the strengths and weaknesses. On Table 21 when control 

form A and experimental form B have a similar score in 

terms of evaluative categories or adjectival criteria, an 

asterisk was entered on Table 21 for both forms. 

Table 21 shows that in the adjectival criteria 

strengths, a majority of the Headmasters and Principals 

consistently rated the experimental form B stronger in 

all but one of the eight evaluative categories. The one 

evaluative category which was not rated stronger by a 

majority of the administrators was the category Profes¬ 

sional Cooperation. 

In the category Professional Cooperation, experimental 

form B was scored a stronger rating only in the adjectival 

strength nondiscrimination. 

In the adjectival criteria weaknesses, a majority of 

the Headmasters and Principals gave a consistently stronger 

rating to experimental form B in each of the evaluative 

categories with the exception of Professional Cooperation. 

The administrators rated control form A stronger in the 

adjectival criterion exclusive for the evaluative category 

Use of Instructional Materials. For the evaluative 

category Individualization of Instruction, the Headmasters 

and Principals gave a stronger rating on control form A 

to the adjectival criteria nonspecific, exclusive and 
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inexplicit. Experimental form B was scored a stronger 

rating by the administrators in the adjectival criterion 

discriminatory for the evaluative category Professional 

Growth. In the evaluative category Attendance and 

Punctuality, the Headmasters and Principals gave a stronger 

rating on control form A to the adjectival criterion 

exclusive. 



CHAPTER V 

SUMMARY AND CONCLUSIONS 

Summary 

The purpose of this study was to investigate and review 

characteristics of, effectiveness of, and the acceptability 

of evaluation forms used to observe teacher performance in 

grades kindergarten through twelve in urban school set¬ 

tings. A review of the literature and particularly the 

National Commission on Excellence report and the Massachu¬ 

setts House Bill 5011 disclosed that the nation is facing 

a serious crisis in public education and teachers will be 

faced with higher standards of competency in order to 

retain their teaching positions as the public and their 

legislative representatives press for improvement in the 

education of public school students. Of the several mea¬ 

sures to be invoked/ teachers will be faced with required 

periodic evaluations at least annually based on principles 

to be established by the states. In the quest for better 

student grades urban school systems will be faced with the 

requirement for the- establishment of curriculum with a core 

of Math/ English/ Science/Physical Education and the Arts. 

Additionally/ investment in new testing instruments and 

instructional materials will be utilized to make more 
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accurate judgements of teacher performance. Also disclosed 

are efforts to discover factors considered to be important 

to an improved evaluation model and what methods are best 

to measure teacher competency. 

This becomes an important issue as administrators in 

the future will be required to more frequently perform 

valid/ reliable performance evaluations to substantiate 

their decisions on promotion/ tenure/ merit and termina¬ 

tion. These trends will/ according to educational the¬ 

orists/ Lovely Billups/ Marilyn Rauth/ Mary Futrell/ Albert 

Shanker/ John Goodlad and Ernest Boyer, extend the admini¬ 

strators* role responsibility not only to access the 

teacher's performance but also, to prescribe actions which 

if followed by the teacher, will result in improved 

instruction, maintenance of student discipline through 

better classroom management; and deal with the issues of 

improving teacher working conditions, poor morale, low pay 

and other intangible factors, which are barriers to 

improved teacher performance. This heightens the anxiety 

level of administrators who fear that their educational 

leadership image will diminish if they fail to address the 

need for improvement of teacher performance and suitable 

teacher evaluation. These apprehensions as expressed by 

educational administrators, legislators and the public are 

the focus of this research which was undertaken to deter¬ 

mine the answer to the following research questions: 



1 * What are the major determinants of objective 

teacher performance evaluations in urban school 

settings? 

2. Is objective teacher evaluation constant from 

one urban school setting to another within a large 

school district? 

3. How can improving indicators of behavior in 

teacher evaluation serve as a catalyst for 

upgrading teacher performance? 

This study began by reviewing the administrators' and 

teachers' identification of the critical issues of teacher 

performance which was referred to throughout the investiga¬ 

tion as a precursor questionnaire survey. 

The research was designed to test the strengths and 

weaknesses of major determinants of objective teacher 

performance evaluation in urban school settings? and to 

examine the relationship between the results of the 

researcher's findings and those results with others. 

Procedures used in this study were the initial admin¬ 

istering of a precursor questionnaire survey to twenty- 

three administrators and two hundred eighty-two teachers 

in District V Boston Public Schools during the 1983-1984 

school year, in order to obtain information regarding 

administrative and teacher views on the critical issues of 

performance standards for effective teacher evaluation. A 

a result of the use of the precursor questionnaire, ten 
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issues were generally accepted as being important and these 

became the basis of the experimental form B used in this 

study. 

Following administrative approval from the Director of 

Testing and Evaluation for the Boston Public Schools and 

the District V Community Superintendent, two Headmasters 

and thirteen Principals were asked to evaluate two teacher 

evaluation forms, i. e. , a control and an experimental form, 

for their schools. These schools included two high 

schools, three middle schools and ten elementary schools. 

Through a series of interviews between January 1985 and 

March 1985, each Headmaster and Principal compared the con- 

trol and experimental form and ranked what they considered 

to be the strengths and weaknesses for nine adjectival 

criteria covering eight evaluative categories on a scale 

from 1 to 4. 

The level of agreement and disagreement was based on 

the Headmasters' and Principals' observations of the two 

forms. At the completion of the survey the ratings of the 

adjectival data was tallied and quantified. Statistical 

pictographs describing adjectivals strengths and weaknesses 

for the eight evaluative categories and twenty-three tables 

were utilized to chart, linear plot, diagram and 

numerically record the survey results. 

The statistical analysis of the data yielded the 

results summarized below: 
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1. The experimental form B was ranked higher 

by the Headmasters and Principals in all 

but one of the evaluative categories which 

indicated their effectiveness and ease of 

use in the teacher performance evaluation 

process. 

2. The Headmasters and Principals ranked the 

Boston Public School control form A higher 

in the evaluative category of Professional 

Cooperation. 

Conclusions 

The conclusions which may be made from these findings 

are as follows: 

1. The majority of administrators' responses 

as shown by tables 3 through 21 indicated 

that the experimental form B was given a 

stronger rating in seven of the eight 

evaluative categories in its effectiveness 

and'ease of use. 

2. On experimental form B, the evaluative 

categories, Organization and Environment, 

Classroom Management, Instructional Preparation 

and Implementation, Use of Instructional 

Materials, Individualization of Instruction, 



Attendance and Punctuality and Professional 

Growth were the evaluative categories scored 

higher by the Headmasters and Principals as 

having important consequences affecting the 

student learning process and improving 

teacher performance. 

3. The evaluative category# Professional 

Cooperation on experimental form B was 

scored a weaker rating by Headmasters and 

Principals compared to control form A. 

Regarding the three research questions on which the 

project was focused# the study revealed the following: 

1. The major determinants of objective teacher 

performance evaluations# according to the 

perceptions of the District V Headmasters and 

Principals were the evaluative categories 

Organization and Environment# Classroom Management# 

Instructional Preparation and Implementation# Use 

of Instructional Materials# Individualization of 

Instruction# Attendance and Punctuality# and 

Professional Growth. 

2. There was consistency within a large school 

district from one urban school setting to another 

as evidenced by the fact that the Headmasters and 

Principals generally agreed on all of the items 

pertaining to the control form A and the 
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experimental form B. There was a consensus that 

experimental form B was consistently workable# 

specific and less generic than control form A. 

3. The indicators on control form A and experimental 

form B were not identifiable as catalysts for 

upgrading teacher performance. The researcher 

had no way of knowing if the indicators would work 

or concrete evidence that they would work. The 

evaluation forms were compared by the adminis¬ 

trators in a theoretical way and were not tested 

on the teachers. Based on the theoretical use 

of the control and experimental forms# it was 

impossible to determine how improving indicators 

of behavior in teacher evaluation might serve as 

a catalyst for upgrading teacher performance. 

Recommendations for Future Research 

The following recommendations for future research are 

suggested; 

1. A study of how Headmasters and Principals 

view their roles in terms of improving 

teacher performance evaluation through 

well-defined categories# criteria and 

evaluation procedures. 
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• 2. A study of how urban school systems 

prepare Headmasters and Principals 

collectively to assist in the design 

and implementation of teacher 

evaluation forms. 

3. A study of urban school systems using the 

clinical supervision model to determine 

the advantages that may accrue to urban 

public school administrators and teachers 

in upgrading the teacher performance 

evaluation process. 

4. That the Boston Public School system 

consider the incorporation of data 

utilized on experimental form B for the 

evaluative categories in their evaluation 

process for teachers. 

Implication for Practice 

Evaluators of teachers must be able to understand the 

evaluative categories and utilize them in such a way that 

it is not perceived as criticism against the person? but 

rather directed solely at the functioning in the classroom 

and improving educational performance. The improvement of 

instruction will be greatly facilitated if the performance 

evaluators can present themselves as non—threatening 



77 

instructional associates. Experiential training in the 

evaluative categories would enable administrators to learn 

how to judge good instructional planning, to capture objec¬ 

tive data, to use appropriate measuring instruments and 

to develop communication skills which will improve their 

interaction with teachers. This type of training program 

would create confidence in administrators as they developed 

those competencies which would allow them to become effec¬ 

tive teacher evaluators as well as capable agents for 

improvement of instruction. Until such training programs 

are available, it may be unrealistic to expect administra¬ 

tors to function as accurate appraisers of teachers' 

instructional planning or classroom performance. 



FOOTNOTES 

Teacher Performance Evaluation Plans and Forms— 
Certain School Districts; Day County Florida Public 

School System? Bibb County Public School System, Georgia? 

New Orleans Public School System? Bedford Central School 

District, Mount Kisco, New York? Pottsville Community 

Schools, Pottsville, Iowa? Bremerton School District, 

Washington? Boston Public School System, Boston, 
Massachusetts. 

2 
William A. Spurr, Lester S. Kellogg and John H. 

Smith, Business and Economic Statistics (Homewood, 

Illinois; Richard D. Irwin Inc., 1955), p. 128. 

78 



bibliography 

Allen, B., Lyons, L., & Reynolds, J. 
evaluation. New York: Irvington 

Alexander, L. (1983). Master teachers in the schools. 

American Educator, 7_ (4) , 13-14, 42. 

American Federation of Teachers. (1982, September) . 
Where we stand: Educational issues. American Teacher, 

pp. 7-9. 

American Federation of Teachers. (1983, May). Classroom 

help. American Teacher, p. 9. 

American Federation of Teachers. (1983, December/1984, 
January). Are you ready for reform? American Teacher, 

p. 2. 

American Federation of Teachers. (1984, September). The 

crucial days ahead. American Teacher, PP. 8-9. 

Arthur, H. (1983).-The Japan gap. American Educator, 

7 (2),-38-44. 

Associated Press. (1984, July 31). 46 states working to 

improve schools, task force says in study for 

governors. The Boston Globe, p. 53. 

Billups, L.H. (1984, May). Ideas for teaching that really 

work. American Teacher, p. 14. 

Billups, L.H. & Rauth, M. (1984, Summer). The new 
research: How effective teachers teach. American 

Educator, 8_ (2) , 34-39. 

Bourne, K. (1984, September 6). Simmons programs helps 
Boston science teaching. Bay State Banner, pp. 6, 16 

Boyer, E. (1983). High school: A report on secondary 
education in America. A Report Preparedbv the 
CarnegTi~FounditTon~for the Advancement of Teaching. 

New York: Harper and Row Publishers. 

Bridgeman, A. (1985, February 6). States launching 
barrage of initiatives, Purney finds. Education 

Week, pp. 1,31. 

Effective teacher 

Press Inc., 1982T 

79 



80 

Clarke, A., Betcher, M., Cooper, C., Cox, G., Donahue, R., 

Kennedy, P., & Murninghara, M. (1980). Final report 
on performance evaluation (No Report No.). Boston, 

Massachusetts: Boston Public Schools. 

Cogan, M., Clinical supervision. Boston: Houghton Mifflin 

Company, 1973. 

Cohen, M. (1983, September 6). Public schools are trying 

to turn their F's into A's. The Boston Globe, 

pp. 21, 24. 

Cohen, M. (1983, November 13). Demand and supply alter 

certification. The Boston Globe, p. A36. 

Cohen, M., McCain, N., & Sege, I. (1983, November 13). 
Status, earnings decline: Talent heads elsewhere. 

The Boston Globe, pp. A36-37. 

Cohen, M. (1984, January 5). School discipline steps in 

effect. The Boston Globe, p. 17. 

Cohen, M. (1984, May 6). Study predicts resistance to 

high school reforms. The Boston Globe, p. 11. 

Cohen, M. (1984, August 24). State graduation requirements 

are getting tougher. The Boston Globe, pp. 25—26. 

Coit, L. (1985, March 17). Teacher shortage grows nation¬ 

wide. The Boston Globe, pp. A64, A66. 

Collins, J.G. (1985, March 10). Recommendations to reshape 

schools. The Boston Globe, pp. B25-26. 

Coons, P. (1984, September 30). Under the umbrella of 

EdCo. The Boston Globe, pp. 82, 85. 

Coons, P. (1984, December 16). Sizer’s ideas begin to 

swing into action. The Boston Globe, pp. 29—30. 

Coughlin, W.L. (Ed.). A guide to the Massachusetts public 
employee collective bargaining''Taw (5th ed.) . Boston, 

Massachusetts: Joint Publication of the Institute for 

Governmental Services, Institute for Labor Affairs 

and Massachusetts.Labor Relations Commission, 1983. 

Council of New Jersey State College Locals. (1982, November). 
N.J. teacher training shifts emphasis. American Teacher, 

p. 10. 



81 

Currence, C. (1985, February 6). Shanker urges national 

test for new teachers. Education Week, pp. 1, 34. 

Dandridge, I. (1982, November). AFT defends teaching 

standards. American Teacher, p. 6. 

Doherty, E. (1985, January). Evaluating the evaluators. 

Boston Union Teacher, pp. 2-3. 

Doyle, D.P. (1985, Spring). Education and the press. 

American Educator, 9_ (1) , 28-33 . 

Dunne, F. (1984, Fall). Liberal arts colleges and teacher 

quality. American Educator, 8_ (3), 18-21. 

Feldman, S. (1984, Fall). Teacher collective bargaining: 

The critical third decade. American Educator, 8^ (3), 

12-17, 42. 

Frudden, S.J. (1980). A comparison of school administra¬ 

tor's ratings of teaching performance utilizing 
varied instructional materials in the assessment 

process (Doctoral dissertation, Iowa State Univer¬ 

sity) . Dissertation Abstracts International, 41, 

3799A. 

Futrell, M. (1985, February 6). A passing grade is not 

enough. Education Week., p. 6. . 

Gambrel, K. (1984, May). Misgivings about merit pay. 

American Teacher, p. 14. 

Glass, R.S. (1983, November). Discipline: It's a national 

priority. American Teacher, p. 14. 

Glass, R.S. (1984, November). Partnerships a boom to 

public education. American Teacher, pp. 1, 14. 

Glass, R.S. (1985, February). Interns and veteran teachers: 

Partners in the classroom. American Teacher, pp. 10-11. 

Globe State House Bureau. (1984, April 8). Dukakis finds 

quality uneven in high schools. The Boston Globe, 

p. 32. 

Goldharamer, R., Anderson, R.H., & Krajewski, R.L. Clinical 
supervision. New York: Holt, Rinehart and Winston, Inc., 

rsiiin 



82 

Goodlad, J.X. A place called school: Prospects of character 
and culture. New York: McGraw-Hill Book Company, 1984. 

Griffiths, S.R., & Downes, L.W. Educational statistics 
for beginners..London: Methuen Educational, 1969. 

Hammond, L.D. (1984). Beyond the commission reports; The 
coming crisis in teaching. Santa Monica, California: 
Rand Corporation. 

Hammond, L.D. (1984, Fall). Taking the measure of excellence. 
American Educator, 8_ (3), 26-29, 46. 

Harris et al. (1984, September). Teachers respond to reform. 
American Teacher, p. 4. 

Hawley, R.C. Assessing teacher performance. Amherst, 
Massachusetts: Education Research Associates, 1982. 

Hogan, E.A. (1984, February). Performance evaluations 
rarely accurate. The Fednews, p. 4. 

Howard, M. (1985, March 17). An elementary alternative. 
The Boston Globe, pp. A64-65. 

Joint Committee on Education. (1985, January 29). House 
bill 5011: An act to improve the public schools of 
the Commonwealth. Hearing, House of Representatives. 
Boston, Massachusetts: Government Printing Office. 

Kalb, M. (1984). Meet the press. Electronic Media Press 
Conference of The Air. Washington, D.C.: Kelly 
Press Inc. 

Kobliner, R. (1983, November). On the road with American 
education. American Teacher, p. 14. 

Ladd, G.F., & DeAngelis, G.C. (1981, Summer). Teacher 
evaluation: An attainable goal. Boston, Massachusetts: 
Boston Public Schools. 

Lawrence, D. (1984, Spring). Teacher excellence: Teachers 
take charge. American Educator, Q_ (1), 22-29. 

Lightfoot, S.L..The good high school: Portraits of charac¬ 
ter and culture. New York: Basic Books Inc., ' " 
Publishers, 1983. 



83 

Lucio, W.H., & McNeil, J.D. Supervision in thought and 
action. New York: McGraw-Hill Book Company, 197$.' 

Massachusetts Federation of Teaching. (1983, September). 
New compensation proposals. The Federation Paper, 

p. 4 . 

Massachusetts Federation of Teachers. (1983, September). 
Quality education and quality teaching—'a new 
agenda. The Federation Paper, p. 4. 

Maeroff, G.I. Don81 blame the kids: The trouble with 
America1 s*”public schools. Mew York: McGraw-Hill 

Book Company, 198 2. 

McCain, N. (1983, November 13). It's not easy to measure 
a good one. The Boston Globe, pp. A36-39. 

Michaels, M. (1984, January 1). The good news about our 
public schools. The Boston Globe-Parade, pp. 4-6. 

Mintz, P.P. (1980). A model and a rationale.for super¬ 
visors as the process of curriculum building 
(Doctoral dissertation, Columbia University Teachers 
College). Dissertation Abstracts International, 41, 

3862A. .. 

Moseovitch, E. (1985, March 20). What's wrong- and right- 
with Dukakis school plan. The Boston Globe, p. 19. 

Munro, R.J. (1984, March). Partners in business. American 
Teacher, pp. 4, 13. 

National Commission on Excellence, (1983). Report on a 
nation at risk: The imperative for educational reform. 
Washington7 D.C.: U.S." Governmint Printing Office. 

Nevins, P. (1982, October). So your principal wants to 
evaluate you? Boston Union Teacher, pp. 4, 8. 

Newell, R.C. (1984, March). 'School discipline, American 
Teacher, pp. 1, 8-9, 14. 

New York State United Teachers. (1984, October). Moon¬ 
lighting: A fact of life. American Teacher, p. 2. 

Osgood, V. (1983, November 13). Dukakis warns of- shortage 
of qualified U.S. teachers. The Boston Globe, 
pp. 29, 33. 



Osgood, V. (1984, March 11). Advice on better teachers: 

Pay to get what you want. The Boston Globe, p. 29. 

Peterson, F. (1985, February 17). Computer programs aim 

at SAT preparation. The Boston Globe, p. B18. 

Phi Delta Kappa, Inc. (1984, March). 15th annual gallup 
poll of the public's attitude toward public schools. 

American Teacher, p. 4. 

Raspberry, W. (1985, January 21). No easy answer on 

teacher testing. The Boston Globe, p. 18. 

Reagan, R. (1985, March 10). Reagon on education. The 

Boston Globe, pp. B25, B30-31. 

Rosenholtz, S.J., & Kyle, S.J. (1984, Winter). Teacher 
isolation: Barrier to professionalism. American 

Educator, 3_ (4) , 10-15. 

Shanker, A. (1983, March). Master teacher idea won't 

work. American Teacher, p. 5. 

Shanker, A. (1984, December/1985, January). Reform: 
Don't expect quick results. American Teacher, 

p. 5. 

Shanker, A. (1985, March). A new exam for teachers. 

American Teacher, pp. 2, 12. 

Shanker, A. (1985, March). When will we be professionals? 

American Teacher, p. 5. 

Silber, J. (1983, July). Silber calls for teacher 

competency. Boston Union Teacher, p. 12. 

Sizer, T.R. (1984) . Horaces compromise*: The dilemma of 

the American high school. A Report Prepared by the 
National Association of Secondary School Principals 

and the Commission on Educational Issues of the 
National Association of Independent Schools on A 

Study of High Schools. Boston: Houghton Mifflin 

Company. 

Spurr, W.A., Kellogg, L.S., & Smith, J.H. Business and 
economic statistics. Homewood, Illinois: Richard D. 

Irwin Inc., 1955. 

Stutman, R. (1985, February). Performance evaluation: 

Know your rights. Boston Union Teacher, p. 5. 



Tarr, J. (1985, February 6), Changing course: A 50-state 
survey of reform measures. Education Week, pp. 11-30. 

Teacher Performance Evaluation Plans and Forms - Certain 
School Districts; Day County Florida Public School 
System? Bibb County Public School System, Georgia; 
New Orleans Public School System; Bedford Central 
School District, Mount Kisco, New York: Pottsville 
Community Schools, Pottsville, Iowa; Bremerton 
School District, Washington; Boston Public School 
System. 

Travers, R. An introduction to educational research. 

New YorkTTilcmi 11an~Company, 197IT- 

Walker, J.W. Human resource planning. New York: McGraw- 

Hill Book Company, 1980. 

Ward, B.A. (1984 , Fall). Do you think of .yourself as a 
teacher-researcher? You should! American Educator, 

8 (3) , 38-41. 

Webster's New twentieth century dictionary of the English 

"" ""language^ UnabfTdged7~T97 9. 

Wert, J.E. , Neidt, C.O., & Ahmann, J.S. Statistical 
methods in educational and psychological research. 
EngTewoddT^nfTi, New~Jersey: Prentice Hall, 1954. 

Wesley, V.W. (1984, September). Dr. Comer’s Rx for sick 
schools. Black Enterprise, pp. 38-39. 

Wesley, V.W. (1984, September). Making America's class¬ 
rooms work. Black Enterprise, pp. 34-37, 42. 

White, D.S. (1982, November). Off the shelf and into the 
classroom. American Teacher, pp. 8-9. 

White, D.S. (1983, Winter). Can merit pay work in educa¬ 
tion? American Educator, 7_ (4) , 8—11, 42. 

Wilson, D.M. (1984, July 29). Yale program for public 
.school teachers to be copied nationwide. The Boston 
Globe, p. 43 

Wrightstone, W.J., Justin, J., & Robbins, I. Evaluation 
in modern education. New York: American Book”* 
Company, 1958, 



APPENDIX A 

86 



87 

School System: District V 

Questionnaire 

This questionnaire is designed to provide Headmasters/ 
Principals and other Administrators with the opportunity 

to express their opinions regarding desired performance 

standards of an effective teacher. 

Your responses should accurately affect your opinion about 

the item. 

Please use 
following 

scale and 

the rating scale below to respond to the 
items. "1" indicates the lowest point on the 

"5" indicates the highest point on the scale. 

1. Teachers should be engaged in the positive 
teaching/learning reinforcement process. 

12 3 4 5 

2. Teachers should have more say over determining 

curriculum. 

1 2 3 4 5 

3. Teachers should be tolerant of social 

promotions. 

1 2 3.4 5 

4» Teachers should be versatile and adaptable to 

change. 

1 2 3 4 5 

5. Teachers should have a working knowledge of data 

processing and computers. 

1 2 3 4 5 

6. Teachers should participate in graduate courses 
or in-service training to improve competencies. 

1 2 3 4 5 
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7. The effectiveness of teachers can be readily 
identified by standardized competency — 
evaluations. 

1 2 3 4 5 

8. Teachers should be more communicative with parents 
for a helpful educational process. 

1 2 3 4 5 

9. Teachers should demonstrate ability to work 
with paraprofessionals, community and business 
collaboratives. 

1 2 3 4 5 

10. Teachers should make maximum utilization of the 
existing resources, plant and equipment. 

1 2 3 4 5 
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Frequency Count 

Least ^ 
Important — 

3 4 
Most 
Important 

1 0 0 0 2 21[91 - 3%] 

2 1 1 10[43.4%] 6 5 

3 5 5 8[35%] 3 2 

4 0 0 1 7 15 

5 1 2 9[39.1%] 4 7 

6 0 1 4 3 15[65.2%] 

7 6 8 [ 35%1 7 1 1 

8 0 1 8 7 9[39.1%] 

9 1 0 . 3 9 10[43.4%] 

10 0 0 1 9 13 [57%] 

Number of Responses 

Administrators 





92 

Frequency Count 

1 1 2 7 17 104[77.9%] 

2 . 1 3 22 40 65[49.6%] 

3 36 33 40[30.5%] 15 7 

4 1 2 23 44 61[46.6%] 

5 18 19 42[32.1%] 30 22 

6 4 14 28 46[35.1%]39 

7 37 40[30.5%] 36 9 9 

8 7 6 30 37 51[38.9%] 

9 4 15 35 39[29.7%]38 

10 2 3 19 49 58[44,3%] 

Number of Responses 

Teachers 
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BOSTON 
PUBLIC 
SCHOOLS 
FORM NO. 1984A 

BOSTON PUBLIC SCHOOLS 

PERFORMANCE EVALUATION FORM 

Tenured 
Name of Teacher __________ Non-Tenured 

Prior Rating 

Subject Area(s) 

School 

The Teacher will be rated on each standard within the various 
categories. There are three possible ratings: 

% � U = The teacher fails to meet the standard and 
his/her performance, as measured against 
the standard, is unsatisfactory. 

S = The teacher meets the standard and his/her 
performance, as measured against this 
standard, is satisfactory. 

E = The teacher exceeds the standard and his/her 
performance, as measured against this 
standard, is exceptional. 

The rater will circle the letter that applies. Any rating of 
"U" must be accompanied by a diagnosis and prescription on 
the attached,sheet. Comments on a rating of "S" is optional. 
In the event a particular standard does not apply, draw a 
broad line through UU S E". An overall evaluation of U - S - E 
must be given and recorded in Section IV - General Comments. 
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BOSTON PUBLIC SCHOOLS 
FORM NO. 1984A 
Page 2 

ORGANIZATION AND ENVIRONMENT 

a. Establishes and maintains a 
challenging teaching-learning 

environment. 

b. Provides conditions for inter¬ 
action among students, and between 

teachers and students. 

c. Provides instructional activities 

at the appropriate level for all 

students. 

U S E 

USE 

USE 

2. 

3 . 

CLASSROOM MANAGEMENT 

a. Establishes and maintains appropriate 

management procedures in class. 

b. Creates an environment in which 

students work with a sense of 
purpose and understand what is 

expected of them. 

c. Treats students with fairness, 

respect and consistency. 

d. Maintains accurate classroom 
attendance and grade records. 

USE 

USE 

USE 

USE 

INSTRUCTIONAL PREPARATION AND IMPLEMENTATION 

a. Maintains up-to-date written evidence 

of adequate prior lesson preparation. 

b. plans lessons to achieve both the 
short and the long-term objectives 

of the class. 

c. Formulates objectives that are well 

defined and consistent with the 
instructional levels of the students. 

d. Apportions, reviews, records and 
returns homework on a consistent 

basis. 
E 
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Teacher 

4. USE OF INSTRUCTIONAL MATERIALS 

a. Uses materials which relate to 

the objectives of lesson. USE 

b. Employs a wide variety of materials, 
methods and activities in the 

instructional processes appropriate 
to the levels of all students. USE 

5. INDIVIDUALIZATION OF INSTRUCTION 

a. Includes in each lesson a variety 

of activities geared to the 
individual needs of the students. 

b. Knows subject matter and presents 
it clearly and logically. 

c. Works effectively to carry out 
educational plans for special 
needs students. 

6. PROFESSIONAL COOPERATION 

a. Works cooperatively with peers. 

b. Complies with reporting requirements 

and administrative rules and 
regulations. 

c. Exhibits cooperative relationship 
with parents (e.g., parental 

conferences, parental contact). 

d. Performs duties and assignments 
effectively. 

USE 

USE 

USE 

USE 

USE 

USE 

USE 

e. Participates in activities to promote 

general welfare of the school and the 

teaching profession. USE 

f. Maintains professional appearance 

and demeanor. T7 u s 
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7. ATTENDANCE AND PUNCTUALITY 

a. Maintains regular attendance in 
conformity with rules and regulations 
of the School Department. 

b. Maintains punctuality in all matters 
pertaining to the teaching and 
professional role. 

8. PROFESSIONAL GROWTH 

Engages in activities that contribute 
to one's performance in the teaching/ 
learning situation (e.g,, participates 
in professional organizations, responds 
to in-service and professional growth 
opportunities in terms of personal and 
pupil improvement). 
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BOSTON PUBLIC SCHOOLS 

PERFORMANCE EVALUATION 

DIAGNOSIS AND PRESCRIPTION 

School _ Date 

Evaluation of Evaluator 

Date of Visit 

Time of Visit __ 

Length of Visit 

1. Notes of Classroom Observation, (use other side 
necessary) 
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FORM NO. 1984A 
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Diagnosis: (use other side 

Teacher 

if necessary) 2. 
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3. Prescriptioni (use other side if necessary) 
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BOSTON PUBLIC SCHOOLS Teacher 
FORM NO. 1984A 
Page 8 

4. General Comment: (use other side if necessary). 

Date Signature"H(Headmaster/Principal") 

Date ^Signature (Teacher) 

Teacher's Comments, (use additional pages if necessary). 

*The teacher's signature indicates that he or she has seen 
and discussed report. It does not denote agreement with 
the report. 
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SUGGESTED OBSERVABLE BEHAVIORS 

FOR CLASSROOM OBSERVATION 

CONINCIDING WITH PERFORMANCE EVALUATION FORM 

1. Organization and Environment 

a. Establishes and maintains a challenging teaching¬ 
learning environment. 

1. Sets high expectations for students in 
what they are to learn. 

2. Assumes personal responsibility for making 
certain students learn. 

3. Displays effective knowledge of subject 
matter. 

4. Has a firm grasp on what is being taught 
and why. 

5. Presents factual information accurately. 
6. Asks a variety of questions which require 

responses at the various levels of task 
domain. 

7. Exhibits a sense of humor and a sense of 
ease. 

8. Shows how interesting real life situations 
apply to the classroom. 

9. Maintains stimulating and attractive 
classroom. 

10. Exhibits appropriate movements, gestures, 
voice variation and eye contact. 

11. Plans and makes effective use of instructional 
strategies involving large group, small group, 
individual setting, etc. 

12. Keeps students engaged in productive work. 
13. Is alert to and in command of what is 

happening in the classroom. 
14. Demands whole group's attention before 

beginning presentation. 
15. Provides students with an overview of 

expectations. 
16. Provides students with a summary of salient 

points of lesson. 
17. Employs a systematic instructional format and 

pattern. 
18. Poses questions/problems to student which seek 

information and value judgements. 
19. Responds to questions posed by students. 
20. Praises/encourages students for their efforts 

as well as accomplishments. 
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21. Treats students in a manner that shows aware¬ 

ness for their social, cultural and develop¬ 

mental stages. 
22. Shows compassion and empathy for students 

having difficulties learning. 
23. Uses speech patterns which promote positive 

development of good speaking habits in 

students. 

b. Provides conditions for interaction among students* 

and between teachers and students. 

1. Establishes learning centers/situations 

for individual learning* peer learning 

and teacher-student learning. 
2. Develops laboratory kinds of learning 

where students explore individually, with 
peers and with teacher, learning experiences 

which demand difficult levels of cooperative 

learning experiences. 
3. Keeps students actively engaged in productive 

work. 
4. Creates learning experiences where students 

work as team members to solve various 

learning problems. 
5. Acknowledges, modifies, applies, contrasts, 

compares, categories, etc. student statements 

and findings so that group may react, 
6. Responds to statements/questions posed by 

students. 
7. Allows for students to respond to statements 

made by teacher and/or other students. 

8. Poses open ended situations which allow 

for student reactions, 
9. Allows students to pose/suggest/develop « 

areas of research, home assignments, etc. 

as follow-up to class lessons, 
10. Allows students to cooperatively engage in 

in-school and out-of-school activities 

related to classroom instruction, 

c. Maintains attractive classroom setting (e.g., ^ 

bulletin boards, children’s work, displays). 

1, Organizes room to take advantage of% different 

educational settings--carrels, listening^ 

centers, library, writing center, bulletin 

boards, game center, etc. 
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2. Arranges desks and chairs as to affect 
maximum learning according to learning 
situation--large group, small group, 
individual, etc. 

3. Maintains lighting appropriate to task. 
4. Uses bulletin boards to display current 

work of students as well as current 
seasonal themes (when and where 
appropriate). 

5. Maintains well organized learning centers 
and attractively displayed learning 
materials. 

6. Keeps floors clean of debris; keeps chalk¬ 
boards displaying material, current and 
pertinent. 

7. Organizes teacher and student desks for 
efficient use of materials. 

d. Provides instructional activities at the appropiate 
level for all students. 

1. Shows command of correct language to meet 
the appropriate level of the variety of 
students. 

2 . Provides learning activities which are 
able to challenge the various levels of 
"domain of learning" of the students. 

3. Provides instructional strategies which 
emphasize multi-sensory, multi-modal 
approaches so as to reach all students. 

4. Supervises the on-going learning process 
by "visiting" the various learning groups 
to check progress. 

5. Displays an objective attitude that all 
learning, regardless of level of difficulty, 
is important. 

6. Provides materials so that every student 
can show positive achievement during the 
work period. 

7. Knows the ability potential, achievement 
level, learning style of the students and 
incorpbrates this information into lesson 
planning. 

8. Seeks new educational materials/or develops 
new educational materials to meet the needs 
of the students. 
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2. Classroom Management 

a. Establishes and maintains appropriate management 

procedures in class. 

1. Begins class on time and plans materials 
and presentations for the specified period. 

2. Takes attendance and knows who is absent 
and those who are in special assignments 

at that time. 
3. Has definite seating procedure according 

to activities. 
4. Keeps a list of classroom monitors/ 

assistants and responsibilities. 
5. Lists various schedules: recesses# lunch, 

dismissal, assemblies, etc. 
6. Has developed written rules .for classroom 

behavior which are understood for members 

of class. 
7. Maintains established routines for asking, 

answering questions, sharpening pencils, 
leaving room, entering room, etc. 

b. Creates an environment in which students work with 

a sense of purpose. 

1. Provides students with an overview of the. 
task at hand, the reasons for its accomplish 
ment, and the possible methods for accom¬ 

plishing it, 
2. Is alert to what is going on in the 

classroom. 
3. Solicits student suggestions as to values 

and methods for accomplishing tasks. 
4. Acknowledges accomplishment, corrects errors, 

modifies approaches, encourages effort, 

assists those in need. 
5. Is task-oriented, keeping task^simple and 

accomplishable according to ability of 

student. 
6. Exhibits a business-like attitude toward 

task accomplishment reminding students of 

purpose and time commitments. 
7. Provides meaningful-activities and materials 

flexible enough to challenge the ablest and 
to meet the needs of the neediest. 

8. Provides opportunities for students to further 
develop newly acquired information and skills. 
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c. Treats students with fairness, respect and 
consistency, 

1. Discusses and develops with students a Code 
of Discipline and its understanding which 
applies to all students, 

2. Establishes the understanding that teaching 
and learning are based upon order and 
discipline of the mind and body. 

3. Treats students in a manner respectful of 
their developmental and emotional maturity. 

4. Displays a positive attitude toward all 
students, i.e. seeks to discover positive 
qualities of each student. 

5. Displays empathy and understanding of the 
problems which confront students. 

6. Applies the established rules of conduct 
and the code of discipline fairly and 
consistently to all students. 

7. Accepts the feelings of students in a 
non-threatening manner. 

8. Does not become overly excited at a student 
error, 

9. Listens to all sides of a dispute before 
trying to resolve or settle a problem. 

10. Discusses disciplinary incident with student 
and follows through with disciplinary action 
which is consistent with seriousness of 
incident. 

11. Is not sarcastic or abusive with students. 
12. Interacts with students at a professional 

level consistent with occasion. 

d. Maintains accurate classroom attendance and grade 

records, 

1. Establishes and maintains a consistent policy 
for student accountability for tardiness, 
absences, early dismissal. 

2. Establishes and maintains records showing 
classroom work, home lessons, tests. 

3. Establishes and maintains records showing 
tardiness, absences, early dismissals. 

4. Reports incidents involving tardiness, 
absences, etc. to school office in need for 
school and parent conferences. 

5. Grades and returns all tests, home lessons, 
etc. with appropriate comments for improve¬ 
ment, within a reasonable period. 
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6. Records appropriate testing results for 
use in student lesson planning. 

7. Uses a seating plan or arrangement for 
educational activities. 

8. Lists students who are used for monitor 
duties, etc. 

9. Maintains a schedule for students who 
leave regular classroom for special 
assistance programs. 

10. Maintains a list of personal duties and 
times for carrying out responsibilities. 

3. Instructional Preparation and Implementation 

a. Maintains up-to-date written evidence of adequate 
prior preparation. 

1. Keeps lesson plans up-to-date and in detail. 
2. Cites specific objectives of lesson plans 

which are related to skills developed in 
the past. 

3. Uses a definite consistent format to indicate 
the overview, the methods, the materials, 
the groups intended to be reached, a summary 
and means to be used to judge effectiveness 
of method and materials. 

4. Develops plans based on prescribed curriculum, 
use of courses of study, guidelines, etc. 

b. Plans lessons to achieve both the short and the 
long term objectives of the class. 

1. Lists long term objectives to be achieved 
along with subdivisions which compose 
skills to be mastered. 

2. Shows evidence of understanding of both long 
and short term objectives by indicating 
materials and methods to be used to achieve 
them. 

3. Shows understanding of how to use instruc¬ 
tional materials in an organized approach 
to achieve objectives. 

4. Uses appropriate testing data in planning 
and achieving educational objectives. 

5. Uses entering and terminal objectives as 
beginning and ending levels of competency 
to determine accomplishment of long and 
short term goals. 
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c. Formulate objectives that are well defined and 
consistent with the instructional levels of the 

students. 

1. Diagnoses the individual skills, progress 
and learning styles and adapts learning 
programs accordingly, 

2. Matches levels of student competency to 
the level of lesson difficulty through 
lesson content, methods, materials and 
activities. 

3. Provides materials so that each student 
shows achievement during the learning 

period. 
4. Facilitates the learning process for 

reluctant learner by utilizing classroom 
tutors, teacher aides, volunteers, etc, 
when and where available.- 

5. Stimulates learning by noting which 
students are reached by demanding, by 
being critical, by encouraging, by being 
supportive, etc. according to the needs 
of each student. 

d. Apportions, reviews, records and returns homework 
on a consistent basis. 

1. Establishes a homework schedule for all 
students to follow. 

2. Demands that homework be returned_on time 
and completed according to established 
guidelines. 

3. Grades homework consistently according to 
guidelines and makes appropriate remarks 
to assist students' improvement. 

4. Assigns homework as a natural outflow of 
classroom activity so as to review or 
further develop a skill. 

5. Records homework so that students know that 
grade is to be a portion of the mark the 
students earn. 

6. Return graded homework so that students 
realize that what and how they do is to 
count as part of their school work. 

Use of Instructional Materials 

a. Integrates use of materials with objectives of 

lesson. 

4. 
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1. Lists materials to be used for the accomplish¬ 
ment of each objective. 

2. Lists students who will use the materials 
as each objective is to be achieved. 

3. Uses instructional materials in an organized 
fashion so that they are adequate and 
plentiful. 

4. Prepares materials so that they are available 
for the range of abilities and competencies 

. in the classroom. 

b. Employs a wide variety of materials,, methods and 
activities in the instructional processes appropri¬ 
ate to the levels of all students. 

1. Provides many hands-on materials for students 
to gather concrete kinds of information. 

2. Uses manipulative materials, methods and 
activities to develop interest and achieve¬ 
ment levels. 

3. Allows students to work individually, in 
small groups and under teacher supervision. 

4. Uses audio-visual materials. 
5. Allows students to report learning in style 

most comfortable and appropriate. 
6. Provides extra reading and enrichment 

materials. 

5, individualization of Instruction 

a. Includes in each lesson a variety of activities 
geared to the individual needs of the students. 

1. Defines levels of domains of learning for 
the various activities included in the 
lesson and those of the student. 

2. Uses language which is geared to the 
needs and level of the student. 

3. Uses reasoning patterns which are consistent 
with the levels of development of each 

student. 
4. Uses a'variety of methods, materials and 

activities which are aimed at allowing 
each student to show achievement during 

a work period. 
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Knows subject matter and presents it clearly 

logically. 

1 

2 

c. 

Uses an overview of subject matter to be 

Divide^the learning material in a logical 
sequential flow from majors to minors,“irHve 
from minors to majors (inductive and deductiv 

reasoning patterns) . . +-r» 
Uses definitions, rules, categories, etc. 
establish understanding of essential 

Uses^anguage which is aimed at the develop- 

mental level of the students. 
Presents factual information accurately and 

Answers questions posed by students with 

Asks1 2 * * S 6qSestions°which lead students to think 

and arrive at answers using information 

Uslfmaterials and techniques which develop 
informational and evaluative cognitive 

Presents^xamples, materials and techniques 
which illustrate the practical use of learn g 

in everyday living. . , 
Cites situations where exceptions to the 
information presented are possible. 

Works effectively to carry out educational plans 

for special needs students. 

1. Includes special needs students in the variety 

of groups in the classroom. _ 
2. Knows and understands the ability levels o. 

each special needs student, . , 
3» Knows and understands the frustration point 

of each special needs student. 
4 Knows the student in terms of preferences 

for setting, thinking modalities, receiving 

and expressing information. w 
5. Plans activities so that each special needs 

student achieves positively, is challenged, 

and still remains part of class. _ 
6. Respects the uniqueness of the sPe^al needs 

students and accepts the value of their 
participation in the regular classroom. 

4. 

5. 

6. 
7. 

8, 

9. 

10 
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d. Exhibits concern and sensitivity to the needs of 
bilingual' students. 

1. Includes the bilingual students in the 
activities of the regular classroom. 

2. Uses the uniqueness of the bilingual 
students as a strength to foster cultural 
understanding. 

3. Attempts to develop language and language 
skills in a deliberate, pragmatic approach. 

4. Understands the positive attributes and 
abilities of each bilingual student and 
utilizes them to include students in 
mainstream programs. 

5. Plans activities for bilingual students 
so that each achieves positively, is 
challenged and suffers minimal frustration. 

6. Promotes interaction between bilingual 
students and regular mainstream students 
through cooperative student learning. 

6. Professional Cooperation 

a. Works cooperatively with peers. 

1. Consults with fellow teachers on matters of 
mutual concern: (a) students, (b) duties, 
(c) materials, (d) etc. 

2. Shares materials and information. 
3. Covers classes and duty assignments in 

emergency situations. 
4. Maintains a speaking relationship with 

fellow teachers. 
5. Acts as mediator in disputes arising 

between colleagues. 

b. Complies with reporting requirements and adminis¬ 
trative rules and regulations. 

1. Presents required reports on time: 
attendance records, report cards, emergency 
information, etc. 

2. Follows rules and regulations required by 
administration for an efficient and 
effective school. 

3. Uses the "chain of command" when making 
suggestions for change, questioning rules 
and regulations, or challenging decisions. 
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4. Notifies administration when unable to 

complete reporting requirements, etc. 

because of mitigating circumstances. 

c. Exhibits cooperative relationship with parents 

(e.g., parental conferences, parental contact). 

1. Arranges for conference with parents to 

discuss and explore better understanding 

of students. 
2. Notifies parents of student absences. 

3. Asks for parental cooperation in the 

understanding and the solution of 

student learning problems. 
4. Invites parents to school and classroom 

to view and understand teaching and 

learning process. 
5. Accepts reasonable parental suggestions 

and attempts implementation. 
8. Suggests possible areas of cooperation 

between home and school, 
7. Promotes position that education of 

student is a cooperative effort between 

school and home. 
8. Tells parents of personal expectations 

demanded from students. 

d. Performs duties and assignments effectively. 

1. Reports for duty on time. 
2. Performs assignments completely in time 

period required. 
3. Understands responsibility of duty assign¬ 

ments and carries out duty accordingly. 

4. Asks questions regarding duty and assign¬ 

ments in order to more effectively carry 

out responsibilities. 

5. Suggests possible changes to improve 
performance of duties and assignments. 

6. Notifies administration of possible 

problems developing in the duty and 

assignment process. 

e. Participates in activities to promote general 

welfare of the school. 

1. Accepts assignment to be member of 

committee to develop a program or study 

a problem. 
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2. Volunteers to accept assignment or 
responsibility for curricular or extra¬ 
curricular activities (e.g., after 
school tutoring, intramural sports, 
assembly programming, etc,). 

3, Promotes actively and supports various 
school activities. 

f. Maintains professional appearance and demeanor. 

1. Dresses according to standards which set 
positive models for students to emulate. 

2. Grooms oneself in terms of basic standards 
of health and cleanliness. 

3. Uses posture and stances which indicate 
command, enthusiasm, decorum and good 
health. 

4. Maintains command of occasion in terms of 
bearing, voice, language, sensitivity and 
emotional control. 

7. Attendance and Punctuality 

a. Maintains regular attendance in conformity with 
rules and regulations of the School Department. 

1. Uses sick leave when truly ill. 
2. Uses personal leave for personal 

business. 
3. Notifies school principal in sufficient 

time to arrange for substitute. 

b. Maintains punctuality in all matters pertaining 
to the teaching and professional role. 

1. Reports to school in time to properly 
sign in. 

2. Covers duty station at the designated 
times. 

3. Begins classroom activities at the 
designated times. 

4. Remains at duty station for the designated 
period of time. 

5. Reports to office for possible coverage in 
any situation when duty station is to be 
left uncovered. 

6. Leaves school at the approved designated 
time. 
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8 • Professional Growth 

a. Engages in activities that contribute to one's 
performance in the teaching/learning situation 
(e.g., participates in professional organiza¬ 
tions , responds to in-service and professional 
growth opportunities in terms of personal and 

pupil improvement). . 

1* Participates with colleagues as a member 
of a team, grade, department, school 
staff member. 

2. Exchanges with colleagues ideas,_ 
materials, methods strategies which will 
enhance the teaching/learning experience. 

3. Participate in in-service courses which 
promote better understanding of the 
latest approaches to educational 
activities. 

4. Remains abreast of educational develop¬ 
ment through professional readings. 

5. Is an active member of professional 
associations directly related to 
academic areas. 

6. Engages in appropriate course work at 
a college/university. 

7. Studies, works with and evaluates new 
approaches and materials as to their 
appropriateness in particular learning 

situation. 

(These lists are not meant to be all-inclusive.) 
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EXPERIMENTAL 
FORM NO. 1984B 

PATRICIA A. O'BRYANT'S 

PERFORMANCE EVALUATION FORM 
Tenured 

Subject Area (s) _Non-Tenured 
Prior Rating 

School ________ 

The Teacher will be rated on each observable behavior within 
the various categories. There are three possible ratings: 

U = The teacher fails to meet the observable 
behavior and his/her performance, as measured 
against this observable behavior, is 
unsatisfactory. 

S ~ The teacher meets the observable behavior 
and his/her performance, as measured 
against this observable behavior, is 
satisfactory. 

E = The teacher exceeds the observable behavior 
and his/her performance, as measured 
against this observable behavior, is 
exceptional. 

The rater will circle the letter that applies. Any rating 
of "U" must be accompanied by a diagnosis and prescription 
on the attached sheet. Comments on a rating of "S" is 
optional. In the event a particular observable behavior 
does not apply, draw a broad line through "U S E". An 
overall evaluation of U - S - E must be given and recorded 
in Section IV - General Comments. 
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EXPERIMENTAL Subject Area(s) 

FORM NO. 1984B 

Page 2 

1. ORGANIZATION AND ENVIRONMENT 

a. Ability to organize the classroom/ 

center for learning. U S E 

b. Competency in planning and record 

keeping. U s E 

c. Sets realistic goals with a sound 

sense of priorities. U s E 

d. Monitors and evaluates the results 

of delegated tasks. U s E 

e» Establishes routines for self and 

students to create a positive 

work climate. U s E 

f. Maintains effectiveness in varying 

environments, tasks and 

responsibilities. U s T? 

2. CLASSROOM MANAGEMENT 

a. Maintains student discipline and 

order. U s E 

b. Orderliness and arrangement of 

classroom. U s E 

c. Establishes and clarifies rules. U s E 

d. Clarifies responsibilities. U s E 

e. Well-organized routines. U s E 

f. Structures autonomy. U s E 

g. Manages change. u s E 

h. Invests the classroom with a 

sense of purpose and meaning. u s E 
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EXPERIMENTAL Subject Area(s) 

FORM NO. 1984B 
Page 3 

3. 

4. 

5 . 

INSTRUCTIONAL PREPARATION AND IMPLEMENTATION 

a. Mastery of content. 

b. Plans instruction appropriate 
for class(es). 

c. Tailors instruction to individual 
differences. 

d. Instructs and distributes materials 
in a logical and orderly manner. 

e. Uses coaching-counseling techniques 
to encourage participation in 
learning activities. 

f. Effective use of instructional 
methods and materials. 

g. Evaluation of student progress via 
appropriate tests. 

h. Has a working knowledge of data 
processing and computers. 

i. Provides opportunities for 
instruction in technology to 
students for computer literacy. 

USE OF INSTRUCTIONAL MATERIALS 

a. Makes maximum utilization of the 
existing resources, plant and 
equipment. 

INDIVIDUALIZATION OF INSTRUCTION 

a. Is aware of students’ individual 
learning styles. 

USE 

USE 

USE 

USE 

USE 

USE 

U S E 

USE 

USE 

USE 

USE 
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EXPERIMENTAL Subject Area(s) 

FORM No. 1984B 
Page 4 

6. PROFESSIONAL COOPERATION 

a. Demonstrates ability to work with 
paraprofessionals, community and 
business collaboratives. 

7. ATTENDANCE AND PUNCTUALITY 

a. Consistency of attendance. 

b. Reports timely to work. 

8. PROFESSIONAL GROWTH 

a. Participates as required in 
inservice and outservice career 
development programs; and after¬ 
school tasks and programs. 

USE 

USE 

USE 
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EXPERIMENTAL 
FORM NO. 1984B 
Page 5 

PATRICIA A. O'BRYANT'S 

PERFORMANCE EVALUATION 

DIAGNOSIS AND PRESCRIPTION 

School __Date __ 

Sub]ect Area(s) ____Evaluator__ 

Date of Visit _____ 

Time of Visit _____ 

Length of Visit ____ 

I. Notes of Classroom Observation. (use extra paper 
if necessary) 

II 



EXPERIMENTAL 
FORM NO. 1984B 
Page 6 
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Subject Area(s) 

II. Diagnosis: (use other side if necessary). 



EXPERIMENTAL Subject Area(s) 
FORM NO. 1984B 
Page 7 

III. Prescription: (use other side if necessary) 



EXPERIMENTAL 
FORM NO. 1984B 
Page 8 
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Subject Area(s) 

IV. General Comments Regarding This Form: 

I Have Seen This Evaluation And Realize That This Is Not A 
Formal Evaluation Of The Teacher. 

Date Signature (Headmaster/Principal) 
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EXPERIMENTAL Subject Area(s) _ 
FORM NO. 1984B 
Page 9 

IV. a. General Comments Regarding This Form? 

I Have Seen This Experimental Evaluation And Realize That 
This Is Not A Formal Evaluation Of The Teacher And Will Not 
Be A Part Of The Teacher’s File. 

Date Signature (Teacher) 
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SUGGESTED EVIDENCE OF OBSERVABLE BEHAVIOR 

COINCIDING WITH EXPERIMENTAL EVALUATION FORM 

I. Organization and Environment 

a. Ability to organize the classroom/center for 
learning. 

1. Has specific learning centers or areas. 
2. Utilizes multi-media materials. 
3. Displays stimulating visual aides. 
4. Has available instructional and 

manipulative materials. 

b. Competency in planning and record-keeping. 

1. Establishes workable procedures for 
maintenance of records and materials. 

2. Plans time; work efficiently 
organized. 

3. Performs his/her work in an orderly 
manner. 

4. Demonstrates promptness and accuracy 
with records and reports required by 
the administration. 

c. Sets realistic goals with a sound sense of 
priorities. 

1. Identifies critical tasks. 
2. Anticipates needs. 
3. Correctly assigns priorities so that 

the most important work is done first. 
4. Organizes resources and plans for its 

accomplishments. 
5. Schedules activities in order to achieve 

desired objectives. 
6. Obtains successful results. 

d. Monitors and evaluates the results of delegated 
tasks. 

1. Is aware of current status of delegated 
tasks under his/her supervision. 
Monitors pupils' progress and adjusts 
the pace accordingly. 

2. 
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3. Makes appropriate checks on tasks to 
see if the work is correct and on time. 

4. Sets up follow-up classroom activity to 
review assigned task accomplishment. 

e. Establishes routines for self and students to 

create a positive work climate. 

1. Identifies routine tasks. 
2. Organizes goals and procedures for 

carrying tasks out efficiently. 
3. Communicates the organization to 

students. 

f. Maintains effectiveness in varying environments, 

tasks and responsibilities. 

1. Uses different approaches to different 

individuals. 
2. Adjusts to new plans and schedules. 
3. Accepts the need for change. 
4. Creatively manages the physical 

environment. 

II. Classroom Management 

a. Maintains student discipline and order. 

1. Maximizes learning.time (time on task). 

2. Minimizes distractions. 
3. Establishes work standards that are 

reasonable. > . . 
4. Enforces school requirements fairly, 

firmly and consistently. 

b. Orderliness and arrangement of classroom. 

1. Gives proper attention to lighting, 
heating, best seat arrangement and 

ventilation. . , 
2. Keeps the room attractive, neat and 

orderly. 
3. Organizes the classroom setting . 

appropriate to the students subject 
matter and the objectives to be 

achieved. 
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c. Establishes and clarifies rules. 

1. Sets rules to promote uniformity. 
2. Equitably enforces the rules. 
3. Explains the rules. 

d. Clarifies responsibilities. 

1. Issues relevant, clear and thorough 
verbal/written pupil assignments. 

e. Well-organized routines. 

1. Establishes routine procedures to 
accomplish tasks. 

f. Structures autonomy. 

1. Provides opportunities for student 
initiative and decision-making for 

doing his/her work. 

g. Manages change. 

1. Adjusts instruction to changes in 

conditions. 
2. Manages classroom interaction. 

h. Invests the classroom with a sense of purpose. 

1. Ends each class on a positive note. 

III. Instructional Preparation and Implementation. 

a. Mastery of content. 

1. Is proficient with methods and 
techniques in current subject 

area(s). 
2. Keeps abreast of technical 

knowledge and recent developments 

in his/her field. 

b. Plans instruction appropriate for class(es). 

Identifies the learning needs of 

students. 
1. 
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2. Develops and presents instructional 
experience that is positive, 
constructive and effective for the 
subject area(s) and pupils involved. 

c. Tailors instruction to individual differences. 

1. Recognizes and provides for 
individual differences in levels 
of achievement, ability and 
interest. 

d. Instructs and distributes materials in a 
logical and orderly manner. 

1. Presents instruction and instructional 
materials effectively. 

e. Uses coaching-counseling techniques to 
encourage participation in learning activities. 

1. Encourages and advises students 
to achieve improved performance. 

f. Evaluation of student progress via appropriate 
tests. 

I. Obtains and uses information 
effectively related to the needs 
and progress of individual students. 

g. Has a working knowledge of data processing and 
computers. 

1. Uses word processing and certain 
computer words in instruction. 

h. Provides opportunities for instruction in 
technology to students for computer literacy. 

1. Utilizes Computer Assistance Centers 
for classroom instruction and running 
simple programs. 
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IV. Use of Instructional Materials. 

a. Makes maximum utilization of the existing 
resources, plant and equipment. 

1. Uses current programs and available 
instructional materials. 

2. Demonstrates creative innovation in 
the use of resources. 

V. Individualization of Instruction. 

a. Is aware of students’ individual learning 

styles. 

1. Provides each student with materials 
appropriate to his/her achievement 

level. 
2. Allows each student to work at 

his/her own speed. 
3. Monitors their work and provides 

constant feedback. 

VI. Professional Cooperation. 

a. Demonstrates ability to work with paraprofes- 
sionals, community and business collaboratives. 

1. Utilizes community resources in 
instruction. 

2. Consults and cooperates with 
community resources. 

VII. Attendance and Punctuality. 

a. Consistency of attendance. 

1. Has good attendance record. 

b. Reports timely to work. 

1. Observes required time schedules 
promptly. 

VIII. Professional Growth. • 

a. Participates as required in inservice and 
outservice career programs; and after-school 

tasks and programs. 
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1. Accepts and performs responsibilities. 
2. Evidences effort toward self-improvement. 
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Survey 

Section #1 - Organization and Environment 

Evaluator Fatricia A, O’Bryant 

FORM A FORM B 

low! [high low] (high 

S a. nondiscriminatory 1234 a. nondiscriminatory 1234 

T b. specific 1234 b, specific 1234 

R c. inclusive 1234 c. inclusive 1234 

E d. applicable 1234 d. applicable 1‘2 3 4 

N e. concise 1234 e. concise 1234 

G f. efficient 1234 f. efficient 1234 

T g. explicit 1234 g. explicit 1234 

H h. organized 1234 h. organized 1234 

S i. understandable 1234 i. understandable 1234 

lowj |high low| (high 

W a. discriminatory 1234 a. discriminatory 1234 

E b. nonspecific 1234 b. nonspecific 1234 

A c. exclusive 1234 c. exclusive 1234 

K d. inapplicable 1 2 3 4 d. inapplicable 1234 

N e. diffuse 1234 e, diffuse 1234 

E f. inefficient 1234 f. inefficient 1234 

S g. inexplicit 1234 g. inexplicit 1234 

S h. disorganized 1234 h. disorganized 1234 

E i. incomprehensible 1234 i. incomprehensible 1234 

S 
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Survey 

Section #2 - Classroom Management 

Evaluator Patricia A. 011 Bryant 

FORM A FORM B 

lowj jhigh low] |hiqh 

S a. nondiscriminatory 1234 a, nondiscriminatory 1234 

T b. specific. 1234 b. specific 1234 

R c. inclusive 1234 c. inclusive 1234 

E d. applicable 1234 d. applicable 1234 

N e. concise 1234 e. concise 1 23 4 

G f. efficient 1234 f. efficient 1234 

T g. explicit 1234 g. explicit 1234 

H h. organized 1234 h. organized 1234 

S i. understandable 1234 i. understandable 1234 

low| |high lowj jhigh 
W a. discriminatory 1234- a. discriminatory 1234 

E b. nonspecific 1234 b. nonspecific 1234 

A c. exclusive 1234 c. exclusive 1234 

K d. inapplicable 1234- d. inapplicable 1234 

N e. diffuse 1234 e. diffuse 1234 

E f, inefficient 1234 f. inefficient 1234 

S g. inexplicit 1234' g. inexplicit * 1234 

s h. disorganized 1234 h. disorganized 1234 

E 

Is 

i. incomprehensible 1234 i. incomprehensible -1234 
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Survey 

Section #3 - Instructional Preparation and Implementation 

Evaluator Patricia A, O'Bryant 

FORM A FORM B 

low| |high low| jhigh 

s a* nondiscriminatory 1234 a. nondiscriminatory 1234 

T b. specific 1234 b. specific 1234 

R c. inclusive 1234 c. inclusive 1234 

E d. applicable 1234 d. applicable 1234 

N e. concise 1234 e. concise 1234 

G f. efficient 1234 f. efficient 1234 

T g. explicit 1234 g. explicit 1234 

H h. organized 1234 h. organized 1234 

S i„ understandable 1234 i, understandable 1234 

low) |high lowj |high 

VI a.% discriminatory 1234 a. discriminatory 1234 

E b. nonspecific 1234 b. nonspecific 1234 

A c. exclusive 1234 c. exclusive 1234 

K d. inapplicable 1234- d. inapplicable 1234 

N e. diffuse 1234 e. diffuse 1234 

E f. inefficient . 1234 f. inefficient 1234 

S g. inexplicit 1234 g. inexplicit 1234 

S h. disorganized 1234 h. disorganized 1234 

E 

S 

i. incomprehensible 1234 i. incomprehensible 1234 
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Survey 

Section $4 ~ Use of Instructional Materials 

Evaluator Patricia A, O'Bryant 

FORM A FORM B I 

low! (high L iwUM 1 II % � 1 H % � % % % � 

low| |high 

S a. nondiscriminatory 12 3 4 a. nondiscriminatory 12 3 4 

T b. specific 12 3 4 b. specific 12 3 4 

R c. inclusive 12 3 4 c. inclusive 12 3 4 

E d. applicable 1 2 3 4. d. applicable 1-234 

N e. concise 12 3 4 e. concise 12 3 4 

G f, efficient 12 3 4 f. efficient 12 3 4 

T g. explicit 12 3 4 g. explicit 12 3 4 

H h. organized 12 3 4 h. organized 12 3 4 

S i. understandable 12 3 4 i. understandable 12 3 4 

lowj jhigh low| |high 

w a, discriminatory 12 3 4 a. discriminatory 12 3 4 

E b. nonspecific 12 3 4 b. nonspecific 12 3 4 

A c. exclusive 12 3 4 c. exclusive 12 3 4 

K d. inapplicable 12 3 4 d. inapplicable 12 3 4 

N e. diffuse 12 3 4 e. diffuse 12 3 4 

E f. inefficient 12 3 4 f. inefficient 12 3 4 

S g. inexplicit 12 3 4 g. inexplicit 12 3 4 

s h. disorganized 12 3 4 h. disorganized 12 3 4 

E 

S 

i. incomprehensible 12 3 4 i. incomprehensible 12 3 4 



141 

Survey 

Section #5 - Individualization of Instruction 

Evaluator Patricia A. O'Bryant 

la"''' " 

FORM A FORM B 

low! |high low| |high 

s a. nondiscriminatory 12 3 4 a. nondiscriminatory 1234 

T b. specific 1 2 3 4. b. specific 1234 

R c. inclusive 12 3 4 c. inclusive 1234 

E d. applicable 12 3 4 d. applicable 1‘ 2 3 4 

N e. concise 12 3 4 e. concise 1234 

G f. efficient 12 3 4 f. efficient 1234 

T g. explicit 12 3 4 g. explicit 1234 

H h. organized 12 3 4 h. organized 1234 

S i. understandable 12 3 4 i. understandable 1234 

< lowj |high low [ |high 

w a. discriminatory 12 3 4 a. discriminatory 1234 

E b. nonspecific 12 3 4 b. nonspecific 1234 

A c. exclusive 12 3 4 c. exclusive 1234 

K d. inapplicable 12 3 4 d. inapplicable 1234 

N e. diffuse 12 3 4 e. diffuse 1234 

E f. inefficient 12 3 4 f. inefficient 1234 

S g. inexplicit 12 3 4 g. inexplicit 1234 

S h. disorganized 12 3 4 h. disorganized 1234 

E 

S 

i. incomprehensible 12 3 4 i. incomprehensible 1234 



142 

Survey 

Section #6 - Professional Cooperation 

Evaluator Patricia A. Q'Bryant 

FORM A j FORM B 

1 lowj |high low| |high 

S a. nondiscriminatory 1234 a. nondiscriminatory 1234 

T b. specific 1234 b. specific 12 3 4 

r c. inclusive 1 2 3 4 | c. inclusive 12 3 4 

E d. applicable 1234 d. applicable 1* 2 3 4 

Me. concise 1234 e. concise 12 3 4 

I 

G f. efficient 1234 f. efficient 12 3 4 

T g. explicit 1234 g. explicit 12 3 4 

H h. organized 1234 h. organized 12 3 4 

S i. understandable 1234 
i. understandable 12 3 4 

| low! (high low| |highl 

w a. discriminatory 1234 
a. discriminatory 12 3 4 

E b. nonspecific 1234 b. nonspecific 12 3 4 

A c. exclusive 1234 c. exclusive 12 3 4 

jK d. inapplicable 1234 • d. inapplicable 12 3 4 

N e. diffuse 1234 e. diffuse 12 3 4 

E f. inefficient 1234 
f. inefficient 12 3 4 

s g. inexplicit 1234 
g. inexplicit 12 3 4 

S h. disorganized 1234 
h. disorganized 12 3 4 

E i. incomprehensible 1234 
i, incomprehensible 1234 

S__ 
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Survey 

Section #7 - Attendance and Punctuality 

Evaluator Patricia A. O’Bryant 

FORM A FORM B 

low| |high low( |high 

S a. nondiscriminatory 1 2 3 4 a. nondiscriminatory 1 2 3 4 

T b. specific 1 2 3 4 b. specific 1 2 3 4 

R c. inclusive 1 2 3 4 c. inclusive 1 2 3 4 

E d. applicable 1 2 3 4 d. applicable 1 2 3 4 

N e. concise 1 2 3 4 e. concise 1 2 3 4 

G f. efficient 1 2 3 4 f. efficient 1 2 3 4 

T g. explicit 1 2 3 4 g. explicit 1 2 3 4 

H h. organized 1 2 3 4 h. organized 1 2 3 4 

S i. understandable 1 2 3 4 i. understandable 1 2 3 4 

lowl high low) |high 
W a. discriminatory 1 2 3 4 a. discriminatory 1 2 3 4 

E b. nonspecific 1 2 3 4 b. nonspecific 1 2 3 4 

A c. exclusive 1 2 3 4 c. exclusive > 1 2 3 4 

K d. inapplicable 1 2 3 4- d. inapplicable 1 2 3 4 

N e. diffuse 1 2 3 4 e. diffuse 1 2 3 4 

E f, inefficient 1 2 3 4 f. inefficient 1 2 3 4 

S g. inexplicit 1 2 3 4 g. inexplicit 1 2 3 4 

S h. disorganized 1 2 3 4 h. disorganized 1 2 3 4 

E 

L 
i. incomprehensible 1 2 3 4 i. incomprehensible 1 2 3 4 



Survey 

Section #8 - Professional Growth 

Evaluator Patricia A, Q’Bryant 
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FORM A FORM B 

low| jhigh low| |hiqh 

s a. nondiscriminatory 1234 a. nondiscriminatory 1234 

T b. specific 1234 b. specific 1234 

R c. inclusive 1234 c. inclusive 1234 

E d. applicable 1234 d. applicable 1* 2 3 4 

N e« concise 1234 e. concise 1234 

G f. efficient 1234 f. efficient 1234 

T g. explicit 1234 g. explicit 1234 

H h. organized 1234 h. organized 1234 

S i, understandable 1234 i. understandable 1234 

low] |high lowj (high 

W a. discriminatory 1234 a. discriminatory 1234 

E b. nonspecific 1234 b. nonspecific 1234 

A c. exclusive 1234 c. exclusive 1234 

K d. inapplicable 1 2 3 4 d. inapplicable 1234 

N e. diffuse 1234 e* diffuse 12 3 4 

E f. inefficient 1234 f. inefficient 1234 

S g. inexplicit 1234 g. inexplicit 1234 

S h. disorganized 1.2 3 4 h. disorganized 1234 

E 

S_ 

i, incomprehensible 1234 i. incomprehensible 1234 



APPENDIX H 

See plastic pocket insert attached to the back cover. 
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APPENDIX I 

See plastic pocket insert attached to the back cover. 



APPENDIX J 

See plastic pocket insert attached to the back cover. 
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APPENDIX K 

See plastic pocket insert attached to the back cover. 
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Table 1 

Strengths - Pictograph 146 

APPENDIX H 



Table 2 

Strengths - Numerical 
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STRENGTHS 

SECTION 1 
ORGANIZATION 

ENVIRONMENT 
A 

SECTION 2 
CLASSROOM 

MANAGEMENT 

SECTION 3 
INSTRUCTIONAL PREP. 

A IMPLEMENT. 

SECTION 4 
USE OF INSTRUCTIONAL 

MATERIALS 

SECTION 5 
INDIVIDUALIZATION 

OF INSTRUCTION 

SECTION 6 
PROFESSIONAL 
COOPERATION 

SECTION 7 
ATTENDANCE AND 

PUNCTUALITY 

SECTION 8 
PROFESSIONAL GROWTH 

FORM A FORM B FORM A FORM B FORM A FORM B FORM A FOR M B 
HIGH 

3 4 

FORM A FOR M B..._ F®!A FORM B FORM A FORM B FORM A FOR M_B 
LOW 

1-2 
HIGH 

3-4 
LOW 

1-2 
HIGH 

3-4 
LOW 

1-2 
HIGH 

3 4 
LOW 

1-2 
HIGH 
3-4 

LOW 
1-2 

HIGH 

3-4 
LOW 

1-2 
HIGH 
3 4 

LOW 

1-2 
HIGH 

3 4 
LOW 

1-2 
LOW 

1 2 
HIGH 

3-4 
LOW 

1-2 
HIGH 

3-4 
LOW 

1-2 
HIGH 

3-4 
LOW 
1-2 

HIGH 
3-4 

LOW 
1-2 

HIGH 

3-4 
LOW 

1-2 
HIGH 

3-4 
LOW 

1-2 
HIGH 

3-4 
LOW 

1-2 
HIGH 
3-4 

1. NON DISCRIMINATORY 2 13 0 15 3 12 0 15 2 13 1 14 2 13 1 14 2 13 0 15 1 14 0 15 1 14 0 15 5 10 3 12 

2. SPECIFIC 8 7 0 15 8 7 1 14, j 7 8 1 14 5 10 4 II 3 12 3 > 12 1 14 4 II 5 10 4 II 10 5 4 II 

3. INCLUSIVE 7 8 1 14 7 8 0 15 9 6 2 13 2 13 4 II 2 13 4 II I 14 5 10 3 12 3 12 8 7 4 1 1 

4. APPLICABLE 6 9 1 14 6 9 0 15 7 8 1 14 4 II 2 13 2 13 0 15 1 14 2 13 2 13 1 14 8 7 3 12 

5. CONCISE 9 6 0 15 6 9 0 15 8 7 2 13 5 iO 3 12 4 II 0 15 1 14 3 12 4 II 2 13 6 9 3 12 

6. EFFICIENT 7 8 0 . 15 6 9 1 14 7 8 2 13 4 II 3 12 3 12 1 14 1 14 .4 11 2 13 1 14 8 7 4 II 

7. EXPLICIT 9 6 0 15 7 8 1 14 
7 

8 2 13 6 9 4 11 2 13 2 13 1 14 4 11 4 II 2 13 7 8 4 II 

8. ORGANIZED 7 8 0 15 6 9 0 15 
7 

8 1 14 5 10 2 13 3 12 1 14 1 14 3 12 3 12 2 13 8 7 5 10 

9. UNDERSTANDABLE 7 8 o. 15 5 10 1 14 7 8 0 15 4 II 3 12 4 II 1 14 1 14 2 13 3 12 2 13 8 7 4 1 1 

ALL 62 73 2 , 133 54 81 4 131 61 74 12 123 37 98 26 109 25 NO 1 12 123 9 126 27 108 27 108 14 121 68 67 34 101 

APPENDIX I 



Table 3 

Weaknesses ~ Pictograph 
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WEAKNESSES 
o 

SECTION 1 SECTION 2 SECTION 3 SECTION 4 SECTION 5 SECTION 6 SECTION 7 SECTION 8 

b. 

c. 

e. 

f. 

ORGANIZATION 
AND 

ENVIRONMENT 
CLASSROOM 

MANAGEMENT 

INSTRUCTIONAL 
PREPARATION 

AND 
IMPLEMENTATION 

USE OF 
INSTRUCTIONAL 

MATERIALS 

INDIVIDUALIZATION 
OF 

INSTRUCTION 
PROFESSIONAL 
COOPERATION 

ATTENDANCE 
AND 

PUNCTUALITY 
PROFESSIONAL 

GROWTH 

a. DISCRIMINATORY 

NONSPECIFIC 

EXCLUSIVE 

d. INAPPLICABLE 

DIFFUSE 

INEFFICIENT 

INEXPLICIT 

h. DISORGANIZED 

i. INCOMPREHENSIBLE 

APPENDIX J 



Table 4 

Weaknesses - Numerical 

152 

SECTION 1 
ORGANIZATION 

ENVIRONMENT 
« 

SECTION 2 
CLASSROOM 

MANAGEMENT 

SECTION 3 
INSTRUCTIONAL PREP. 

A IMPLEMENT. 

SECTION 4 
USE OF INSTRUCTIONAL 

MATERIALS 

SECTION 5 
INDIVIDUALIZATION 

OF INSTRUCTION 

SECTION 6 
PROFESSIONAL 
COOPERATION 

SECTION 7 
ATTENDANCE AND 

PUNCTUALITY 

SECTI 
PROFESSION 

ON 8 
AL GROWTH 

WEAKNESSES FORM A FORM B FORM A FORM B FORM A FORM B FORM A FORM B FORM A FORM B FORM A FORM B FORM A FOR M B FOR M A FOR M B 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3 -4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 
high 
3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3 -4 

LOW 

1-2 

HIGH 
3-4 

LOW 
1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 

3-4 

LOW 

1-2 

HIGH 
3-4 

1. DISCRIMINATORY 13 2 15 0 12 3 15 0 13 2 14 1 13 2 14 1 13 2 15 0 14 1 15 0 14 1 15 0 II 4 12 3 

2. NONSPECIFIC 7 8 15 0 7 8 14 1 8 7 14 1 10 5 H 4 12 3 12 3 14 1 II 4 10 5 II 4 6 9 II 4 

3. EXCLUSIVE 8 7 14 1 8 7 15 o 7 8 12 3 12 

1 
3 II 4 13 2 II 

A, 

4 14 1 10 5 12 3 12 3 8 7 11 4 

4. INAPPLICABLE 9 6 14 1 10 5 15 0 I 8 7 13 2 II 4 13 
> 

2 13 2 14 . 1 14 1 13 2 13 2 14 1 9 6 12 3 

5. DIFFUSE 7 8 15 0 9 6 14 1 7 8 13 2 10 5 12 3 II 4 15 0 14 1 12 3 II 4 13 2 9 6 12 3 

6. INEFFICIENT 7 8 15 0 9 6 14 1 7 8 13 2 II 4 12 3 12 3 15 0 14 1 II 4 13 2 14 1 7 8 II 4 

7. INEXPLICIT 5 10 15 0 8 7 14 1 9 6 13 2 9 6 II 4 13 2 13 2 14 1 11 4 II 4 13 2 8 7 II 4 

8. DISORGANIZED 7 8 15 0 9 6 15 0 9 6 14 1 10 5 13 2 12 3 15 0 14 1 13 2 12 3 13 2 7 8 10 5 

9. INCOMPREHENSIBLE 7 8 15 0 10 5 15 0 9 6 15 0 II 4 12 3 II 4 14 1 14 1 13 2 12 3 13 2 7 8 11 4 

ALL 70 65 133 2 82 53 131 - F 58 121 14 97 38 109 26 NO 25 124 II 126 9 109 26 108 27 118 
17 172 

63 10.1 34 

APPENDIX K 




