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CHAPTER I

INTRODUCTION

In a nation which has dedicated itself for several
generations to the education of its citizens, it is not
surprising to hear of demands for educational improve-

The mass media remind us daily of teacher strikes,ment.
student boycotts, parental dissatisfaction with educators,
desegregation problems, demands for curriculum change,
overcrowded schools, and increased taxes.

The major issues confronting American education
are multiple and complex. And the concerns for these
issues vary at each level of government: local, state,
and federal.

One current issue considered important at the local
level is the decreased availability of school building
and operational funds, resulting in the reduction of per-
pupil expenditure and the retardation of the development

This issue was brought home recentlyof needed programs.
in the Grosse Pointe, Michigan, Public School System.
Three of the last five bond issues failed to receive

1
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Glencoe, Illinois school super

intendent, Charles Young, recently stated that his school

In Youngstown, Ohio, public schools were
closed for 15 days during the 1968-69 school year due to

lack of funds following the sixth straight levy defeata
in 2 3 months.
its first teachers' strike.

The Youngstown school system was not the only
During the 1968-69system to experience this problem.

Teacher
strikes are not confined to the United States. According
to Knut Akerlund, teacher strikes have been reported

school year there was a total of 131 teacher strikes.
This was an all time high for the nation.11

4 Stanley M. Elan, ed.,
Teacher Strikes," 
(April, 1970), p. 532T

"Some Striking Facts About 
Phil Delta Kappan, Vol. I, No. 8,

^Lawrence F. Kennedy, private interview held at 
the offices of the Grosse Pointe Public School System, 
Grosse Pointe, Michigan, March 31, 1970.

9Charles Young, private interview held at the 
offices of the Glencoe Public School System, Glencoe, 
Illinois, April 1, 1970.

^Pete Sheehan, "Why the MoneyRan Out in Youngstown," 
Phi Delta Kappan, Vol. LI, No. 3, (November, 1969), p. 118.

During the same period, Youngstown suffered 
3

district lost its first request in years for a millage 
2 increase.

approval of the voters.
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Other educational issues being brought before
local boards of education by teacher groups include
textbook selection procedures, curriculum issues such

sex education, student and teacher discipline proas
cedures, in-service education practices, length of

Educational issues of this kind have brought
concern to most state legislatures. Recent legislation
applies pressure on would-be teacher militants by threat

An example of such legislation can beof salary loss.
noted in Act. No. 10H.81 (Special Session, 1970) of the

This act stated:State of Alabama.

5 Knut Akerlund as told to Floyd L. Bergman, 
"Schools, Strikes, and Students: Swedish Style," Phi 
Delta Kappan, Vol.LI, No. 8, (April, 1970), p. 430.

6 Kai L. Erikson, "New Management Figures in 
Michigan School Administration," Phi Delta Kappan, Vol. 
LI, No. 8, (April, 1970), p. 426.

^Alabama. "Act. No. 10, H.81," Alabama Law 
(Special Session, 1970) /An Amendment to Act. No. 91, 
H. 22 Special Session 19K97.

throughout the world.$

school day and year, academic freedom, and peer 
evaluation.&

. . . Any teacher who participates in, 
encourages or condones any mass truancy even 
for a single day, or any extra-curricular 
demonstration which is not approved. . .shall 
forfeit the aforementioned /salary? increase 
for that particular year.7
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bargaining is a common practice between teachers'
unions and school boards.

As the 1969-70 school year began, problems at the

The U. S. Office of Education is presently developing an
evaluative and reporting procedure referred to as a
Comprehensive Evaluation System for use by local, state
and federal educational agencies. It will be used to

Behind this facade of protests, legislation, and
demands, accountability emerges as a significant edu
cational issue of today. The public and various pressure
groups demand balanced budgets and cost savings on the

Another example relating to state legislative 
concern involves school districts where collective

one hand and increased services and salaries on the other.

federal level of government centered on finance, student 
disruption, accountability and desegregation guidelines.9

Some states have legally 
provided for fact-finding in impasses.®

improve the management information requirements of the
U.S.O.E.10

®Paul D. Staudohar, "Fact-Finding for Settlement of 
Teacher Labor Disputes," Phi Delta Kappan, Vol.LI, No. 8, 
(April, 1970), p. 422.

9Phi Delta Kappan's Washington Bureau, "Education 
Faces Crucial Tests of Money, Unrest, Segregation." Vol. 
LI, No. 1 (September, 1969), p. 53.

•L0/X'llied Data Research, Inc.7, Office of Education/ 
State Educational Agency Evaluation Plan, /prepared for Office of EducationV Department of Health, Education and 
Welfare U.S.A-//, Arlington, Virginia, 1969.
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Contemporary educational issues are exposed to public

Few issues inscrutiny at every level of government.

Research and development should be encouraged and
many studies are needed if education is to meet the

It isdemands of those who call for relevance and change.
significant, therefore, that a study of teacher appraisal
methods underlie the issue of accountability. Proper
appraisal methods can measure teacher inputs in terms of
quality and effectiveness. Proper appraisal methods can
also help to justify the use of tax dollars in the form
of remuneration for superior teaching efforts. When it is
considered that approximately 80 per cent of the average
local school districts expenditures is spent for salaries,
the necessity of appraising teachers is relevant. The
issue of accountability, in terms of teacher effectiveness,
can be met if a method is developed to appraise teachers
in an equitable and objective fashion.

In the history of American education since 1900,
many schemes have been developed to evaluate teachers and

Most of the schemes were designed for thetheir work.

^••'-Jacob W. Getzels, James M. Lipham, and Roald F. 
Campbell, Educational Administration as a Social Process 
(New York: Harper and Row, Publishers, 1968) , p^ 332.

education are more potentially explosive than the process 
of evaluating the performance of the teacher.
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salary increases;

however, The American Association of School Administrators
claim that the "science" of teacher evaluation has not

This study attempted to show what has been done in
this controversial area of personnel management by com
paring three selected appraisal systems, presently in
use, with teacher appraisal methods generally used by the
education profession during the last sixty-five years.
Many school districts have been examined, but the three
school districts included in this study have been selected
from the literature as "useful" because of their unique
differences when compared to those teacher appraisal
methods in general use.

The selected school districts included in this
study are the Grosse Pointe Public School System, Grosse
Pointe, Michigan, the Glencoe Public School System,
Glencoe, Illinois, and the school district of the City
of Ladue, Ladue, Missouri.

Based on the current issues confronting public
education, this study is appropriate and relevant due

purpose of rewarding teachers with "merit"

1 ?The American Association of School Admini
strators, Official Report. "Resolutions," (Washington, 
D. C., 1958), p. 269.

yet developed a sufficiently valid instrument for this
12purpose.
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to the need for management planning in the area of teacher
appraisal.

Statement of the Problem

The problem, as viewed by this study, involves
the methods of teacher appraisal presently in use. The
implementation of most methods of teacher evaluation has

To thisproblems between teachers and administrators.
date, an appraisal method that will provide a conceptual
framework which will permit the measurement of the teacher
and his work in an equitable and acceptable manner does
not exist.

Purpose of the Study

The purpose of this study represents an attempt
to determine why existing teacher appraisal methods have
generally been considered unsuccessful by teachers,
administrators, and some laymen.

The study also attempted to analyze the basic
teacher appraisal methods in general use and for purposes
of comparison the study specifically analyzed the unique
appraisal methods of three selected school systems.

caused controversy, misunderstanding, and personnel
13

n oNational Education Association, "Evaluation and 
Subjective Ratings," Addresses and Proceedings, Vol. 96, 
(June-July, 1958), p. 171.
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Significance of the Study

This study seems especially appropriate and timely
in light of the present United States Government’s atti
tude toward increasing federal funds for education.

In April of 1970 the then U. S. Commissioner of
Education James C. Allen called it
tude toward education that increasingly emphasizes

This same attitude seems apparent atperformance.
the state and local levels of government based on the
instances cited previously in this chapter.

This study is particularly significant in that it
should serve to clarify some of the existing problems that
tend to create controversy in the area of teacher appraisal.

Of special significance to the educational pro
fession is the fact that this study attempted to provide
some useful recommendations that may serve as guidelines
in the development of an appropriate teacher appraisal
method.

"Allen Offers 
Vol. LI, No. 8,

"a new, tougher atti-

1ZtPhi Delta Kappan Washington Bureau, 
Proposal to Reform Research, Finance." 
(April, 1970), p. 449.

accountability and refuses to accept promises, demanding
,.14
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Methodology

The approach to this study involved the following

procedure:
Basic research was conducted by reviewing the1.

literature pertaining to teacher appraisal methods.
Personal interviews were conducted with2.

superintendents of selected school districts which employ
appraisal methods that are considered unique. These
school districts include the Grosse Pointe Public School
System, Grosse Pointe, Michigan, the Glencoe Public
School System, Glencoe, Illinois, and the School District
of the City of Ladue, Ladue, Missouri. To maintain the
anonymity of the school districts and the respective
school superintendents, this study randomly assigned the

to designate both the school
districts and the superintendents involved in the study.
These school districts were selected for several reasons.
First, the longevity of the appraisal methods in use
indicates apparent success. Glencoe’s appraisal program
has been in operation twenty-four years while the Ladue
and Grosse Pointe programs have been in use seventeen
and eighteen years respectively. Secondly, based on the
review of the literature, the factors and criteria used

"B," and "C"letters "A,"

to evaluate teachers in these school districts are
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significantly different from those factors used in most
other appraisal methods studied. Specifically, these
selected teacher appraisal methods focus on factors
related to the individual growth and development of the
teacher rather than on teacher traits, characteristics
and personality. The third reason for selecting these

three appraisal methods is their application in terms

Grosse Pointe's program isof staff participation.

voluntary; Glencoe's program is mandatory and rewards the

whole staff; and Ladue's appraisal program is mandatory,

but is administered on an individual basis.

The findings of one (1) above were analyzed3.
from the standpoint of the basic types of appraisal
methods used to evaluate teachers in the United States.
And the general weaknesses of these methods were reported
to provide background for the study.

A critical analysis of the criteria used by4.
the selected school districts mentioned in two (2) above

This analysis presented the criteria specifiedwas made.
by the respective evaluation program.

The problems and general weaknesses of these
programs were revealed in terms of responses to four
questions asked as leading questions in an extensive
interview with the superintendents of the respective



11
Subsequent questions were asked duringschool districts.

The leadthe interview to clarify certain responses.
questions used in each interview were: (1) Now that the
/name of program/ has been in operation /no. of years/,
what effects has it had on teachers, administrators,
students and the community? (2) Has the use of the
/name of program/ caused any unfavorable criticisms

(3) Have there beenfrom teachers or the community?
any undue administrative problems associated with the

An analysis was made of all the teacher5.
appraisal methods discussed in the study to determine
specific reasons why teacher appraisal methods in general
have been considered unsuccessful.

Organization of the Study

The study is organized in chapter sequence as
follows:

IntroductionChapter I
This chapter includes these subheadings:
Statement of the Problem, Purpose of the Study,
Significance of the Study, Methodology,
Organization of the Study, Definition of Terms,

of Delimitations.and a Statement

/name of program/? (4) Do you have any future plans to 
revise the /name of program/?
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Review of Literature Concerning TeacherChapter II

Appraisal Methods

This chapter presents a brief historical background

on the subject of teacher evaluation. It also
discusses four basic methods of teacher evaluation
and their strengths and weaknesses.

Three Significant Teacher AppraisalChapter III
Methods of the Last Twenty Years

This chapter analyzes the appraisal methods used
in the Grosse Pointe
Glencoe's "Career Teaching" plan, and Ladue's

This analysis wasplan.
based on the unique differences of the three plans.
The significant problems and weaknesses of these

This information isplans will be summarized.
based on the replies to the four basic interview
questions previously described.

An Analysis of Problems in TeacherChapter IV
Appraisal Methods

This chapter includes an analysis of the teacher
appraisal methods discussed in the study. The
weaknesses of the appraisal methods will be dis
cussed and the reasons why teacher appraisal
methods in general have not been successful will
be related.

"Professional Growth" plan,

"Teacher Evaluation"
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Observations Related to Teacher AppraisalChapter V

Methods and Recommendations for Further

Study.

Definition of Terms

The following terms were used frequently throughout
this study; therefore, these definitions are offered to
eliminate as many semantic problems as possible.

Accountability, This term refers to a means by which an
group of individuals can show, in reason

able terms, that they are or have been judicious, effective,
and responsible in the execution of duties assigned to
them as

teacher executing her tasks or a superintendent
administering school funds.)

This term is synonomous with the wordsAppraisal.
evaluate and rating.

responsibility. (i.e.: classroom teacher)

This term refers to the variousAppraisal Methods.
techniques and/or instruments of measure used to evaluate,

a result of public or private employment, i.e.:

individual or a

an individual assigned to a specific position and/or job

(As a

As used in this study appraisal 
means to evaluate or rate the performance or traits of



14
rate or appraise either an individual or a group of

achievement, i.e.: (as in measuring student achievement
to determine teacher effectiveness).

Equitable. This term refers to a fair and impartial
method of appraising the work and the effectiveness of
an individual in a specific job or position assignment.

Merit Program (System). This term refers to
plan or procedure that encompasses an appraisal method
and a salary schedule based on merit. There are many
different merit programs.

This term refers to monies awardedMerit Pay (Salary).
to individuals, in the form of salary increases
result of being appraised of performing
outstanding, excellent.above average, or in an average
manner as prescribed by a specific plan.

Merit. In this study merit means to be deserving of
reward as prescribed by
criteria.

This term is used interchangeably, inMerit Rating.
this study, with the terms "appraisal method" and "merit
program."

a predetermined set of appraisal

as a
a job in an

a specific

individuals in the areas of traits, performance, or
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Merit Increments. This term indicates an increase in
salary based upon an evaluation, rating or appraisal
judged to be worthy of merit considerations in
merit plan.

Objective. This term refers to appraising the work or
effectiveness of an individual by utilizing an objective

approach or of measuring observable and verifiable

information that exists independent of the mind.

Single-Salary Schedule. This term refers to a procedure
of paying teachers salaries based upon years of teaching
experience and the number of credits earned in prepara
tory institutions.
categories accordingly.

Statement of Delimitations

This study did not develop a teacher appraisal
method nor did it compare every teacher appraisal method
ever developed.

The scope of this study was limited to a review
of the literature regarding the most widely used teacher
appraisal methods. An analysis of these appraisal

Rating and the
. 1 A J _  -___» *_____  .I*

Teachers are usually placed in salary 
15

15William Paul Lewis, "Merit Rating and the 
Single-Salary Schedule." Educational Administration 
and Supervision, 45 (1959), 297.

a specific
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methods was made to determine their general strengths and
weaknesses and these methods were compared with the unique
appraisal methods of three selected school districts.
An analysis was made of all the teacher appraisal methods
discussed in the study to determine why teacher appraisal
methods in general have been considered unsuccessful
during the last sixty-five years.

Observations were made and recommendations for
further study were suggested in order to assist in the
possible development of an appropriate comprehensive
teacher appraisal method.



CHAPTER II

A REVIEW OF THE LITERATURE
CONCERNING TEACHER APPRAISAL METHODS

History and Development of Teacher
Appraisal Methods

During the last decade, interest in evaluating
teacher performance for effectiveness and for the purpose
of determining salary increases has been substantial.
In the history of education in the United States, the
idea of evaluating teachers is not new.

A review of the literature related to teacher
evaluation from 1900 to the present reveals that the
idea of merit rating
work first attracted attention as a result of the
efforts of Frank E. Spaulding. As superintendent of
schools, at Newton, Massachusetts, from 1904 to 1914,
Spaulding is credited with initiating one of the earliest,

17

or appraising teachers and their

if not the earliest, merit rating programs in the 
country.

XJerry B. Mitchell, "Merit Rating: Past, Present, 
and Perhaps". Phi Delta Kappan, Vol. XLII, No. 4. 
(January, 1961), p. 139. (Hereinafter referred to as 
Merit Rating.)
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In 1906, James H. Van Sickle, Superintendent of

Schools at Baltimore, Maryland, addressed the National
Educational Association convention at Louisville and
outlined an involved inspection plan adopted by the City

The plan, according to the proceedingsof Baltimore.
of the National Education Association, 1906, called for
the annual inspection of teachers to determine individual
readiness for promotion and salary increases. The
inspection, made by city school officials, involved an

By 1913 Superintendent William Davidson of

by the achievements of their pupils. Brighton and
Hannan believe that Davidson's idea initiated the beginning
of the scientific approach to teacher appraisal because it
involved the measurement of student progress.

By 1917 the role of the supervisor became prominent
in the teacher appraisal movement. Essentially, super
visors became known as mediators between the teacher and

Washington, D. C. advanced the idea of appraising teachers
3

2j. H. Van Sickle, "What Should be the Basis for 
the Promotion of Teachers and the Increase of Teacher 
Salaries?", National Educational Association, Vol. 50, 
(1906), pp. 177-183“ 

oProceedings, Washington, D. C.: National 
Educational Association, (1913), pp. 286-290.

estimate of the teachers work and an efficiency exami
nation.
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They were described as being neitherthe superintendent.

With regard toinvolved hiring and firing of teachers.
appraising teachers, the supervisor became the inspecting

According to Brighton and Hannan,master of instruction.

this concept of supervision grew.
From World War I to 1930 teacher appraisal methods

used by educators to evaluate teacher performance involved
such ideas as group testing, intelligence testing, rating
scales, and various evaluative devices that included
criteria relative to teacher-traits and the personal and
pedagogical attributes of a successful teacher. The
personal and pedagogical attributes considered in the
appraisal of teachers at that time included such classi-

instruction, discipline, classroom management,
appearance of the room, professional attitude, personal
appearance, choice of subject matter, cooperation, personal
habits, and health.

The extent to which the economic depression of the
Nineteen Thirties affect education is difficult to measure;

Economic as well as otherhowever, Mitchell says that

 „ Program 
Inc., 1962\ 
Programs.)
Pay Programs for Teachers.

P. 5.

a teacher of children nor an executive whose duties

fications as

^Stayner F. Brighton and Cecil J. Hannan, Merit
' San Franciso: Fearon Publishers,

(Hereinafter referred to as Merit Pay

"strong antisupervision feeling grew among teachers as
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return to more creative thinking in
regards to teacher appraisal or merit rating.

During the early 1950's, interest in the idea of
merit pay and teacher appraisal was renewed. Brighton and

This action
by critics motivated school leaders to reevaluate tradi
tional merit programs and teacher appraisal methods to

A classic example of an appraisal method that
illustrates a contemporary appraoch to the appraisal of
teacher performance is the "Cooperative Appraisal Program"
utilized by the Cincinnati Public Schools, Cincinnati,

George B. Redfern's How to Appraise TeachingOhio.
Performance published in 1963 provided the basic concept

prosperity saw a

factors undoubtedly accounted for an abandonment of many 
/teacher appraisal/ plans in the 1930's."’’

At the conclusion of World War II a spiraling

seek new and better ways of relating teacher pay to 
quality and service.?

^Mitchell, Merit Rating, p. 139.
^Brighton and Hannan, Merit Pay Programs, p. 4.

7Ibid.

Hannan cited the cause of this renewed interest as pressure 
from critics of the single salary schedule.®
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for the appraisal program now in use throughout the
Cincinnati school system.

is a form of performance evaluation which stresses:
-- Close cooperative working relationships

between the person being appraised and the
evaluator.

— Clearer definition of the appraisee's job
-- Determination of job targets (objectives)

which are relevant to day-to-day professional
performance

— Depth evaluation of achievements insofar as job
targets are concerned

Originally, Redfern proposed that the evaluation

Redfern considered these major functions to include:
Classroom Instruction1.
Consultation with Individual Pupils2.
Effective Communication3.

Essentially, the "Cooperative Appraisal Program"

oCincinnati Public Schools, How Teaching Performance 
is Appraised, Division of Staff Personnel, DSP #150 Revised, 
Cincinnati, Ohio, October, 1969. p. 1. (Hereinafter 
referred to as Performance is Appraised.)

^Redfern, George B., How to Appraise Teaching 
Performance, School Management Institute, Inc., Columbus, 
Ohio, 19'6'3',' p. 10.

g
-- General appraisal of overall accomplishment.

of teacher performance be based on those functions which
9 constitute the major phases of the teacher's work.



22
4. Professional Participation
5.
Today, the appraisal of teachers in the Cincinnati

school system is based upon four broad areas of responsi
bility . For appraisal purposes in this school system, these
areas are assumed to be:

Professional Skills (include)1.
-- knowledge in field of specialization
— techniques and procedures
-- sensitivity to pupil needs
-- management and organizational skills
-- capacity for achieving goals and objectives
-- performance effectiveness
-- other (specify)
In-Service Growth (includes)2.
-- participation in school and systemwide

committees, workshops, etc.
-- additional training and graduate work
-- involvement in professional activities
-- other (specify)
Parent-Community Relations (include)3.
-- effectiveness in working with parent and

community groups

10Ibid.

-- capacity to communicate and interpret 
effectively the educational program of the

Self-Criticism and Analysis
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school to parents and community groups.

-- other (specify)
Personal Qualities and Relationships (include)4.
-- administrative relationships
-- supervisory relationships
-- staff relationships

— physical and mental health, emotional
maturity

As a method of performance evaluation or appraisal
of the teacher's work, the philosophy underlying the
"Cooperative Appraisal Program' states the following:

of the staff member

Although this method of appraising teacher perfor-

toward improving the instructional process by identifying
performance responsibilities and appraising the individual
teacher according to specific criteria.

Each individual's needs, abilities and desires 
must be considered. . . . The insight and growth 
of the staff member, resulting from partici
pation in the appraisal process, are more 
significant than the process itself .... 
One of the goals of both the administrator and 
the supervisor is to develop ways to assist 
staff members in improving their professional 
performance throughout their careers.12

mance is limited in use, it illustrates a dramatic step

pp ^'■■'-Cincinnati Public Schools, Performance is Appraised, 
'-20p. cit. , p. 2.

- dress, appearance, manner

-- other (specify)^
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The evaluation of teachers,

reveals few generalizations about the subject. Mitchell
maintained that,

The impact of the historical setting on this study

implies that the subject of teacher appraisal or merit

rating remains highly controversial. That may be so
partly because fundamental research has not provided the
answers for many of the questions brought forth; and
partly because teachers, school administrators, and those

Brighton and
Hannan revealed that:

Although there is no substantiating evidence
found in the literature, some authorities hint that
teachers fear the idea of being appraised. Comparing
teachers one against the other and against persons in

"There has been a great deal of trial and

school board members and other school patrons 
are baffled at the opposition of the pro
fession to salary programs logically differ
entiated to recognize differences in the quality of teaching service.^

as shown by this review,

13Mitchell, Merit Rating, p. 139.
1^Brighton and Hannan, Merit Pay Programs, p. 4.
15Ibid.

closest to the teaching process are most critical of 
formal appraisal and merit programs.^

error experimentation but very little of what could be
13called basic research.
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business and industry is, however,

To establish the background of this study in
further detail an examination of the kinds of appraisal
methods which have been used during the last sixty-five
years appears evident.

Methods of Teacher Appraisal

Teacher appraisal methods used by educators can be
differentiated by the factors employed in appraisal
instruments. According to Brighton, teacher appraisal
methods can be narrowed to four basic approaches. These
are as follows:

(1) Evaluation by Trait Studies
(2) Raw Material—End Product Approach
(3) Performance Ratings

17(4) Combination or Composite Measures.
It is significant to this study to review each of

these appraisal methods individually to establish the
basic differences and the kinds of evaluation criteria

^George E. Holloway, Jr. "Objective Look at the 
Merit Pay Issue." The School Executive, Vol. 78, No. 8, 
April 1959, p. 20-217.

^Staynor F. Brighton, Increasing Your Accuracy in 
Teacher Evaluation, Englewood Cliffs, N. J.: Prentice- 
Hall, Inc., 1965, pp. 18-34. (Hereinafter referred to as 
Accuracy in Teacher Evaluation.)

a significant criticism 
of the appraisal idea held by teachers.^
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used in each method. Essentially, the appraisal methods
to be reviewed represent the kind of teacher appraisal
methods that are in general use in the United States

An analysis of these teacher appraisal methodstoday.
appears in Chapter 4.

Evaluation by Trait Studies
Specifically, an evaluation instrument designed

to appraise a person in terms of traits places emphasis
on those factors associated with personality and character.

variety of factors as the criteria
It is not uncommon to find an appraisalto be evaluated.

instrument that includes integrity and sincerity,
conscientiousness, friendliness, discretion, cooperative
ness, reliability, industriousness, empathy, sense of humor,
creativity, physical attractiveness and health as factors

The variety of factors that can be usedto be measured.
in a trait measuring device is practically unlimited.

According to Staynor F. Brighton, practically every

Raw Material--End Product Approach
In the field of education the Raw Material--End

Product Approach is more commonly known as product measure-

The instrument may use a

■^Brighton, Accuracy in Teacher Evaluation, p. 28.

teacher evaluation or appraisal program in existence takes 
18these factors into consideration to some degree.
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ment, student achievement, student performance, or student

This method of teacher evaluation involves theprogress.
use of achievement tests that have become standardized

and accepted by educational establishments in the United

The idea is to judge or measure a teachersStates.

effectiveness based on the performance scores achieved by

her students. Tests of this type are designed to include
specific areas of study or a combination of studies.
Specific grade level tests are usually administered to
students at the beginning and again at the end of a school

The assumption made is that the best teaching isterm.
performed by the teacher whose students measured the

This use of the pre and post testgreatest progress.
system has been widely used in those systems where
behavioral objectives are said to be utilized.

Performance Ratings
Using the performance appraisal approach to teacher

evaluation assumes that the effectiveness of the teacher
can be measured by what the teacher does. In this method,
emphasis is placed on teacher actions in the classroom.
This does not mean, however, that activities performed
by teachers outside the classroom are overlooked in
performance ratings.
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Essentially, this concept of evaluation implies that

pupil learning takes place in accordance with how the
teacher lectures, explains, questions, demonstrates,
illustrates, encourages pupils, makes assignments, diagnoses
learning difficulties, and reassures students involved. To
be sure, there are many other kinds of pedagogical acts
that may be observed in any performance evaluation, but
these help illustrate classroom actions. Activities out
side the classroom that may be considered in a performance
rating of teachers would include actions and attitudes to
ward fellow teachers, parents, other students, and school
and community activities.

Evaluation by Combination or Composite Measures
Evaluation by combination or composite measures is

an appraisal method that makes use of the three methods
previously discussed--evaluating by trait studies, evalu
ating by the raw material--end product approach, and
evaluating by performance ratings. The assumption made
by using this approach to teacher appraisal is that the

Essentially, this teacher appraisal method

19Brighton, Accuracy in Teacher Evaluation, p. 34.

teacher can change what he does more readily than what 
he is.1^
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places emphasis on determining pupil progress and teacher

Personality traits of a teacher ordinarilyperformance.
have less significance in this approach to teacher

appraisal.

The Strengths and Weaknesses of
Teacher Appraisal Methods

Four specific types of teacher appraisal methods
have been examined in the previous section. It was also
established that these appraisal methods represent the

This
section will attempt to show some of the strengths and
weaknesses of each appraisal method previously discussed.

Evaluation by Trait Studies
Many different kinds of trait scales and personality

inventories have been developed to assist evaluators in

extremely difficult to measure accurately. As human beings,
we react differently to each other's personality. This
fact is perhaps the greatest weakness associated with
the trait approach to teacher appraisal.

Appraisal of

2Opp, cit., p. 29.

basic types of evaluation methods in general use.

appraising teacher traits; however, personality traits are

rfith regard to 
this observation, Brighton claimed that human beings 
"tend to place the highest values on those traits we 
outselves possess--or think we possess.
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teachers by the trait studies approach leaves much to be
desired.

The numerous personality factors involved in a
trait study approach to teacher appraisal provide so
many variables, that have not been conclusively validated
in terms of validity scales, it is hardly feasible to
expect an accurate measure of a teachers effectiveness.

A study, made in North Carolina, tried to relate
pupil achievement to a large number of teacher traits;
it was determined, however, that significant differences
of pupil growth existed between one classroom and another
and teachers produced greater pupil achievement than others
in situations and with pupils deemed to be comparable. A
second conclusion of this same study determined that there

"Measurement of Teacher Merit," 
North Carolina Department of Public
--- . pp. 1-23.

21William A. McCall, 
Bulletin No. 284, Iwi v 
Instruction, April, 1952.

22 Brighton, Accuracy in Teacher Evaluation, p. 28.

is little or no relationship between experience /teaching 
21traits/ and merit.

If there is any specific strength in the trait
studies method of appraising teachers it has not been

2 2determined through research.“
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Evaluating by the Raw Material--End Product Approach

With the development and standardization of

ment as a criterion for judging teacher effectiveness.

Viewing this approach to the appraisal of teacher

effectiveness, there are two important limitations or

weaknesses that must be considered by administrators

before adopting this appraisal method

to evaluate a teaching staff.

The first consideration would be the pupil. Each
pupil brings certain capacities, talents, and drives to

In addition, he has already acquired a numberthe class.
of skills, habits, attitudes, and prejudices resulting
from previous experiences.

the students ability to profit by the instruction he
The interaction between the pupil and teacherreceives.

also plays an important part in how the pupil performs.
When this aspect of pupil learning is related to the
individual goals of the pupil, the teacher and parents,
learning on the part of the pupil may be accelerated or
retarded because the goals may be relegated to different
levels of importance by each individual. The prime
consideration in measuring teacher effectiveness through

Each of these attributes have a definite effect on

as the sole device

achievement tests, educators turned to product measure-
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the use of the raw materiaIs--end product approach lies in
the fact that allowances for individual differences must
be made.

A second consideration involved in the end product
appraisal method is the achievement testing idea itself.
Brighton suggested several limitations. He claimed
present achievement tests can measure pupil gain in those
areas pertaining to the mastery of information and skills
but cannot validly assess pupil gain in attitudes,
appreciations, character and other outcomes of teaching

Too much reliance on achievement tests can result
in a decrease in teacher effectiveness especially if the
goals of the school or the teacher focus attention on
having students pass the test with high scores. This
attitude can result in the teacher directing his efforts
to teach for the test" by using previous tests, on file,

When teacher advancement, salary increases, and
tenure are based upon the raw material--end product
approach to teacher appraisal there is also the danger

2-^Brighton, Accuracy in Teacher Evaluation,

as the study guide.

such as teacher effectiveness in terms of helping students 
develop integrity, social skills, and citizenship.^3

p. 31.
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of the teacher placing excessive pressure on the students
to do well on the achievement test. Brighton reported
instances of teachers "stepping up drill exercises,
increasing homework assignments, and raising class

nervousness and frequent emotional outbursts.
The basic strength of the raw material--end

product approach to teacher appraisal lies in the fact
that achievement tests can measure a pupils mastery of
information and skills to an acceptable degree. When
utilizing this method of appraisal, evaluators need to
consider the limitations mentioned above and place emphasis
on those areas of the achievement instrument that can be
assessed adequately.

Evaluating by Performance Ratings
It was determined in the previous section that

performance ratings deal with what the teacher does in
the classroom to stimulate learning.

The basic weakness of this teacher appraisal
method lies in the fact that teaching includes many

The problem, in terms of evaluatingdifferent acts.

which act or combination of acts is effective or in

effective, becomes a matter of judgment on the part of

standards to the point where pupils exhibit symptoms of
>,24

240p. Cit., p. 32.
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This aspect of appraising teacher effective-the evaluator.

ness becomes increasingly complicated because of the human
factor of the evaluator. What one evaluator believes to
be an effective teaching act may be judged ineffective by
a different evaluator judging the same teacher.

The variables involved in judging teacher effective
ness, by means of the performance method, are so numerous
it would be difficult to justify this approach to teacher
appraisal as the sole instrument of measure.

If there is one strength or asset in judging
teachers on their performance it may be found in one
variable reported by Anderson and Hunka in 1963.
Essentially, their studies were based on cognitive

changing conditions in the classroom. Interestingly,
this factor is one of ten significant acts listed, by
trained observers, which a superior teacher supposedly
does while teaching. Anderson and Hunka's study regarding
the ability to change and adapt teaching methods may
possibly be the best earmark of an effective teacher.

flexibility or the ability of the teacher to adapt to
25

25C. C. Anderson and S. M. Hunka, "Teacher 
Evaluation: Some Problems and a Proposal," Harvard 
Educational Review, Winter 1963, pp. 74-95.



35
Evaluating by Combination or Composite Measures

The utilization of the combination or composite
measures approach to appraising the performance of the
teacher involves all of the strengths and weaknesses of
the three methods discussed above. The primary advantage
of using this method of appraisal rests with the purpose
of the evaluation program. If the purpose of the program
is to improve instruction and to upgrade the faculty of a
school system, emphasis would be placed on those aspects
of teacher performance and pupil achievement found in the
raw material-end product approach rather than on the

The assumption is thattraits approach to appraisal.
teachers may change what they are doing in the classroom
more readily than they can change their personalities or
what they are.

This assumption permits the evaluator to measure
only those things that can be seen with a fair amount of

The appraisal is centered on what theobjectivity.
teacher accomplishes in terms of classroom performance

The outcome of this kind of anand student progress.

evaluation provides information about the learning pro

necessary .
attempt to obtain the desired results if change is

26

9 Az°Brighton, Accuracy in Teacher Evaluation, pp. 33-34.

cess which can be used to modify teaching methods in an
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The chief asset of the composite measures approach

to teacher appraisal is that it can combine the better
features of the trait, performance, and end product
methods of appraisal which can lead to insights regarding
individual and staff performance. On the other hand, the
composite measures method of appraisal may become cumber
some and ineffective if too many factors are utilized in
the evaluation instrument. One basic problem is the
selection of factors to be utilized.

Summary

brief historical background on the subject of teacher
In addition, this chapter has identified fourappraisal.

basic types of teacher appraisal methods presently being
used by various school districts of the United States.
These included the methods of evaluation by trait studies,
evaluation by the raw material—end product approach,
evaluation by performance ratings, and evaluation by com
bination or composite measures.

Each of the appraisal methods discussed in this
chapter was analyzed in terms of its strengths and weak-

administrative application in the process ofn esses
appraising teacher performance. An analysis of these four

The intent of this chapter was to establish a

as an
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appraisal methods appears in chapter four; however, it is
significant at this point of the study to focus attention
on the fact that each of the weaknesses identified thus
far indicates some of the reasons why teacher appraisal
methods have been a major management problem in the
field of education over the last sixty five years.

The following chapter discusses teacher appraisal
methods presently being utilized in three selected school
districts in the United States. These school districts
have been selected from the literature because their
teacher evaluation programs make use of teacher appraisal
methods considered to be different from those appraisal
methods discussed in the preceding section. An illustrated

summary of the analysis discussed in this chapter, appears

in Figure 1 in the Appendix.



CHAPTER III

THREE SIGNIFICANT TEACHER APPRAISAL METHODS

OF THE LAST TWENTY YEARS

During the early part of the last decade, several

appraisal programs of significance attracted the attention

of administrators, teachers and lay people from throughout

The reasons for this attention are two-fold.the nation.
First, the programs were different; different, that is,
in terms of teacher appraisal programs in use at that
time. Secondly, the programs were alike in that they
all shared a common objective-appraising the teacher.

Specifically, these were programs in the school

These three systems of evaluation were discussed
Attention focused, primarily, on thein this chapter.

evaluative factors utilized in each program. The
strengths and weaknesses of each program were pointed

38

1
in The Journal of Teacher Education. 
(June, 1957).

Descriptions of other merit programs can be found 
' ‘ ’ Vol. 8, No. 2,

systems of Grosse Pointe, Michigan; Glencoe, Illinois; 
and Ladue, Missouri.^
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Details regarding salary information were notout.

discussed.

districts had some type of merit program in operation.
In addition, the great majority of the bona fide teacher

The significance of these two
statements tends to verify earlier conclusions that merit

trial and error approach. It seems that very few
approaches to the teacher evaluation idea were long
lasting. Apparently Grosse Pointe, Glencoe, and Ladue
offered something unique in their appraisal programs to
warrant nation-wide attention. Their uniquenesses were
determined in the following analysis.

15-16.

At approximately the time these three programs 

gained recognition, the National Education Association

programs were controversial in nature and reflected a

2National Education Association, Research 
Division, Quality-of-Service Provisions in Salary Sche
dules , 1958-59. public School Salary Series, Research 
Report 1959-R29, Washington: The Association, December, 
1959, p. 10.

QBrighton and Hannan, Merit Pay Programs, pp.

reported that only 81 of the nation's 3,805 urban school
2

merit programs initiated during the twenty years prior to 
this had been abandoned.3
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In 1952 the Grosse Pointe Public School System
adopted a professional growth program tied to the earned
increment principle. According to Bushong, teachers

This means that Grosse Pointe teachers are notschedule.
given salary increases automatically. They must earn them.

to present objective evidence of professional growth.
When this program was initiated, Grosse Pointe teachers
received an eleven month salary.

The criteria used to appraise teachers in the
Grosse Pointe professional growth program required staff
members to meet one of the following provisions:

1. course

2.

raise under this plan is
5

Participation in a workshop or other practical 
course requested by the teachers which is 
sponsored and financed by the Board of Education, 
and, in some cases, offers university credit.

Grosse Pointe's "Professional Growth Program"

The only way a teacher can get a

Completion of a regularly approved 
at a college or university.

Sarnes W. Bushong, "The Story Behind Grosse 
Pointe's Professional Growth Program," The Journal of 
Teacher Education, Vol. VIII, No. 1, (March, 1957J, p. 170.

^Ibid., p. 171.

voted to "forego the comforting assurance of 'another 
year, another raise',associated with the single salary



41
3.

4.

5.

6.

7.

The Board of Education provided lenient benefits
to encourage teachers who pursued a personal program of

These provisionsprofessional growth in service.
(1) The payment of $5.00 per semester hour forincluded:

approved college credit; (2) the reimbursement of the
entire cost of courses requested by the staff and
sponsored by the board; (3) the full tuition for courses
taken at the suggestion of the superintendent; (4) the
payment of a $15.00 fee for any article written by a
staff member and published in a professional journal; and
(5) one day a year off with pay for visiting other schools.

In addition, a sabbatical leave policy was estab
lished to promote long-term programs of professional
improvement.

^Loc. cit.

Travel warranting educational and cultural 
values.

Supplementation of teaching with approved 
work experience.

Participation in other activities such as 
outstanding community service, state or 
national professional committees, professional 
programs at state or national conventions.

Service on professional committees meeting 
outside of school hours.

Other professional work recommended by the 
evaluation committee and approved by the 
superintendent.®

The policy provides for extended leaves on
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To obtain professional growth credit the individual

must submit official college transcripts or grade sheets

to the Superintendent. Classes sponsored by the school

board are reported for credit automatically. Other
evidence of professional growth--travel, community
service, work experience, professional committee service--
is reported to the Superintendent by the respective staff
member prior to September 1 of each year.

Advancement to what is called the "super maxi
step on any one of the three salary schedules

employed in the system is granted to any professional
staff member who has served one year on the maximum salary
step of a specific schedule and has earned an equivalent
of four semester hours of college or university credit

A teacher with the master's
degree may substitute approved travel or other worthwhile
professional experience once in six years to meet this

Teachers approved for the "super maximum'requirement.
schedule retain this status for a three year period. To

mum"®

over a period of three years.

70p. cit., p. 172.

8"Super-maximum" refers to a salary grade one 
step above the maximum in any one level of a salary 
schedule. A level refers to A.B. Degree as the 4-yr. 
level, M.A. Degree 5-yr. level, and so forth.

half-salary for recognized advanced study or educational 

travel.7
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continue this status teachers must earn four semester
hours of college credit or allowable equivalents as
approved from a pre-determined list of acceptable courses,
workshops, or other teacher related work experiences to
promote professional growth. If this requirement is not
met during the three year period, status is not retained
and the teacher is returned to maximum status. An
evaluation committee composed of teachers, administrators,

Their decision is final.may not be advanced in salary.

Grosse Pointe Professional GrowthTo be sure, the
Program is different from other programs reported herein;
however, these differences are analyzed later.

G1encoe's "Career-Teacher Plan''

The Career-Teacher Plan of the Glencoe Public

. . attempts to reward the merit of an entireIt

It is not an individual merit plan of the
type discussed in CHAPTER 2 of this study.

According

■^Private interview held in the offices of the 
Glencoe Public School System, Glencoe, Illinois, April 1, 
1970.

and a board member of the district determines who may or

Schools
faculty

This plan began in 1946 and it retained its 
identity, essentially unchanged, until 1966.^0

9jack Cushman, "The Glencoe Career-Teacher Plan," 
The Journal of Teacher Education, Vol. VIII, No. 1, 
(March, L957), p. 154. (Hereinaf ter referred to as The 
Glencoe Plan,)
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to Cushman, emphasis of the Glencoe plan is placed
cooperative effort toward a more competent and professional

Unlike the Grosse
Pointe program which stresses individual growth, the
Glencoe program emphasizes mandatory group participation.
The significant features of the program include the
following:

1.

2.

A.

B.

C.

D.

E.

group, not competition between teachers to catch the 
attention of an evaluation team."H

Teachers are employed on a twelve month 
They do not, however, work twelvebasis.

months.

Field trips and social events for all 
staff members;

New teacher orientation directed by staff 
members of the school system;

Experienced teacher workshops and study 
groups which are conducted by Glencoe 
counsellors, administrators, teachers and 
outside experts;12

Experienced teacher evaluation and planning 
groups which actually appraise, study, and 
revise curriculum materials, methods, and 
other phases of the school program;

"upon

Experienced Teachers and remaining staff 
members not participating in orientation 
and "on-campus" workshops are involved in 
graduate work and domestic or foreign travel.

llCushman, The Glencoe Plan, p. 156.
Impart of the new teacher orientation program is 

assimilated into the workshops and study sessions of the 
five week "on-campus" activities whenever possible.

All teachers participate in a five week period 
of professional growth from the end of school 
in June until August 1. This work period 
involves:

program
activities whenever possible.
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3.

According to Cushman, recognition in terms of
salary increases and advancement in the Glencoe system
ultimately depends upon participation in some phase of
the above program and the recommendations of Personnela

consisting of twenty-two staff members of the

school system Teachers so appraised can advance in any

one of three salary schedules labeled respectively as

and "The Career-Teacher level. Each
salary level has specific requisites for advancement.
Once in "The Professional Teacher Level," salary advance
ment is continuous unless there is some question of
personal or professional competence. Any question of this
nature must be resolved by the Personnel Committee before
advancement in salary is granted. level candi
dates must have a masters degree from an accredited
university graduate school and a minimum of eleven years
of service. Three of these years must be in the service

Credit beyond the master's degreeof the Glencoe Schools.
enables teachers to exceed the maximum salary specified
at this level.

"The Probationary Teacher Level," "The Professional
.,14 ,

Committee"

"Career"

^Cushman, The Glencoe Plan, p. 155.

I40p. Cit. pp. 156-157.

Teacher Level,"

All teachers participate in year-round work
shops, study groups and committee work.13
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All teachers new to the Glencoe system start at

the probationary level regardless of their background.

Inexperienced teachers remain at this level for a minimum

of three years. Experienced teachers are eligible for

advancement at the end of a two-year period. During this

Evidence of satisfactory adjustment to the school
system and capacity for continued professional growth is
required before a recommendation for advancement is made.
Cushman says the Personnel Committee is charged with the
responsibility of

bationary to the professional level.

The Ladue Teacher Evaluation Program

A teacher appraisal program relating salary to

competence has been in operation in the Ladue School

According to Alexander the two-foldSystem since 1953.

purpose of the program
17teaching and to make placements on the salary schedule.

"was to promote improvement in

"advising the superintendent of schools
on the advancement of teaching personnel from the pro- 

.,16

time, the experienced teacher is paid a salary commen
surate with experience despite the probationary status.

■'■^Cushman, The Glencoe Plan, pp. 156-157.
16Ibid.
17r. Virginia Alexander, "Teacher Evaluation 

Program: Ladue Public Schools," The Journal of Teacher 
Education. Vol. VIII, No. 1, (March, 1957), pl 150. CHere- 
inafter referred to as Teacher Evaluation Program.)
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Unlike the Grosse Pointe and Glencoe programs, the

"combination" type appraisal

method to appraise their teachers individually. The
criteria developed to serve as a guide for evaluators
describe three aspects of the superior teacher. These
are personal qualities, professional qualities, and

The evaluation is based
The Ladue appraisal committee

claim the criteria used and described are those which can
be observed and discussed with the individual. To be
specific the committee said;

According to the Ladue evaluation program, the
personal qualities of the superior teacher reflect:
(1) a strong basic character; (2) good mental and
physical health; and (3) understanding of the role that
social amenities play in good personal relationships.
The professional qualities of the superior teacher are

(1) basic training; (2) experiencesmanifested by:

Ladue system utilizes a

These criteria are broad enough to be signifi
cant and yet specific enough to give insight 
into the effectiveness of an individual’s 
teaching and to serve as a guide for further 
personal growth.19

^Loc. cit.

18Ibid.

evidence of superior teaching, 

largely on subjectivity.-^
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that contribute to the effectiveness of teaching;

(3) experiences other than teaching that tend to improve

the quality of teaching; and (4) membership and active

participation in professional organizations.

Evidences of superior teaching incorporated in the

Ladue program of teacher appraisal are measured by the

degree to which (1) the pupils are led to govern their

own behavior in a constructive manner and to act in

accordance with democratic ideals; (2) learning situations

are organized and objectives clarified so that pupils

understand the purposes of a course or activity; (3)

activities and opportunities are provided to help students

achieve planned goals; (4) the needs of the individual

pupil (retarded, normal, gifted) are recognized and met;

(5) the classroom environment is conducive to learning;

(6) wholesome and friendly relationships within the

In the Ladue system, the building principal is

responsible for the appraisal of teachers. The Ladue
appraisal method insists that the evaluator should be
in direct professional contact with the person being

This approach is also conducive to making theevaluated.

^Alexander, Teacher Evaluation Program, pp. 150-151.

school and community are developed; (7) there is con-
2 0 structive evaluation of the pupil’s growth.
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idea of evaluation a continuous process rather than
periodic. The idea incorporated here is for the principal
to make regular contacts with teachers to appraise the
aims and techniques teachers utilize in order to accomplish
their objectives.

The key to measuring the factors mentioned in the
Ladue program rests with the definition of four terms to
denote the degree to which the factors are being met.

"(1) constantly--in a regular, faithful manner, (2)

The interpretation of these terms is translated
into a final descriptive term that indicates in which

For instance,salary schedule a teacher would be placed.
a teacher who constantly meets the standards as set forth
in the criteria would be rated as a

A teacher who usuallywould be placed on Schedule 3.
meets the standards would be rated as a
and would be placed on Schedule 2. When a teacher meets
the standards frequently, he or she receives a rating of

The teacher who seldom"good" and is placed on Schedule 1.

"very good" teacher

210p. cit., p. 152.

Alexander says the terms used and their definitions are

usually--habitual, (3) frequently--of ten, repeatedly, 
(4) seldom--not often, rarely, at long intervals ."2^-

"superior" teacher and
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meets the standards of the criteria would not be qualified

A Close-Up of The Grosse Pointe, Glencoe,
and Ladue Appraisal Methods

Since these appraisal methods have been in use for
approximately twenty years, it was decided extensive
personal interviews with the respective superintendents
would be appropriate to determine what effect these pro
grams have had on the organizations, communities, and

The persons interviewed at Grossepersons involved.
Pointe and Ladue had been employed with their respective
school districts prior to the implementation of the

The Glencoe intervieweeappraisal methods discussed.
was employed in 1968; he was, however, completely familiar
with the Glencoe "Career Teacher Plan and the problemsn

encountered throughout the history of the program. The
interviewee at Glencoe had been employed previously in
an administrative position with the Ladue school district
at Ladue, Missouri and was also highly knowledgeable of
the Ladue "Teacher Education Program. Essentially thett

interviews were designed to determine some of the strengths

for advancement on the salary schedule or would not be
22re-employed.

22Ibid., p. 153.
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and weaknesses of each program.

criticisms of the program. In other instances they

referred to the strengths of the respective appraisal

methods when asked about the effects of the program.

Specifically, the leading questions asked of each

superintendent were as follows:

(1)

(2)

(3)

W

to ask subsequent questions which revealed some interest
ing information about the appraisal methods. To provide
continuity the responses to the above questions were
discussed in numerical order and by school districts.
From this point on, this study refers to the respective
school districts and superintendents by the letters "A",

The name of the specific school district"B", and "C".
appraisal program was also eliminated for the sake of

An analysis of the criteria used by theanonymity.

In some instances, the 
superintendents referred to problems when asked about

Now that the /name of program/ has been 
in operation /no. of years/, what effects 
has it had on-teachers, administrators, 
students and the community?
Has the use of the /name of program/ 
caused any unfavorable criticisms from 
teachers or the community?

Do you have any future plans to revise 
the /name of program/?

For purposes of clarification it was necessary

Have there been any undue administrative 
problems associated with the /name of 
program/?
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selected appraisal methods was made in the following

section.

School District "A'"s Appraisal Program

(1)

administrators, students and the community?
In response to this question interviewee "A"

described some of the effects of the appraisal program.
In effect, teachers were extremely pleased with

the opportunity to benefit in terms of improving their
professional growth essentially free of charge. During
the first few years of the program approximately 80 per
cent of the teachers participated in various activities
as outlined by the policy. The program was voluntary and
teacher participation was based on individual initiative.
In terms of educational enlightenment, the elementary
teachers gained new knowledge in the area of special
education regarding children with limited abilities.
Prior to this exposure, the system did very little in the
way of special education courses. For some teachers the
program opened up whole new careers. As the years pro
gressed interest began to diminish and participation be
gan to dwindle once certain salary levels were obtained.

Now that the /name of program/ has been in 
operation 18 years, what effect has it had on teachers,
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Specifically, teachers would participate sporadically to
maintain, their salary levels. Interviewee "A" said our
policy requires that a teacher produce
evidence of four hours credit or its equivalent in
approved work, travel or one of the other categories

Participation in the program on an annual

the superintendent sponsored special workshops.
Concerning the effects the program had on admini

strators, Interviewee "A" pointed out that as the program
developed, the evaluation committee, composed mostly of
teachers, began to question and disapprove some of the
evidence submitted by their fellow members for credit
toward the earned increment sought by the individual.
The administration was faced with the task of soothing
feelings and maintaining morale problems in instances
where teachers claimed credit for travel to see a stage

This
problem was finally eliminated by publishing an approved
list of activities that were considered of value to the

"satisfactory

outlined in the policy to maintain a particular salary 
level."23

basis was difficult to maintain except when the board or

23Interviewee "A", Private interview held in the 
offices of School District "A", March 31, 1970.

24Ibid.

show, taught Sunday School, or enrolled in college
24 courses unrelated to their area of instruction.
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improvement and growth of the teacher. Administrative
problems other than this have been practically non

existent. Record keeping and other paper work associated
with the growth program are of a routine nature and
except for approval signatures this work is handled by
clerical personnel.

Students, and in particular those students in the
special education sections, have benefited from the pro
gram, but above this level, Interviewee "A" inferred
that there was no way to measure student gains as a result
of the teacher growth program.

Regarding the community, Interviewee "A" said it
should be pointed out that School District A "has a

Initially, and until the last five years,
the community felt the program was a necessity to maintain
qualified teachers; however, this attitude has changed.
Feedback, according to Interviewee "A", brings comments of
"too much pay and not enough work, and

The results of this kindtaxes are too high as it is."
of thinking have been reflected at the polls. Three of

the last five bond issues failed to receive approval of

voters.

history of providing strong support for the school 

program."25

Interviewee "A" said "although we

2^Loc. cit.

are continuing

too many frills"
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reduction in the eleven month salary schedule, school
in search of an appraisal program based

(2) Has
any unfavorable

In response to the second question, regarding
criticisms from teachers and the community, Interviewee
"A" reiterated his comments about present community
attitudes but said that teachers have had no real
criticisms of the program; however, in his opinion he
feels that some teachers resent having to earn credits
to maintain their salary level.

Have there been any undue administrative(3)

emphasized that the biggest problem with the program
centers on the committee idea of administering the pro-

This committee is composed offessional growth program.
teachers, the superintendent and a board member. Teachers
serving the committee are rotated periodically and this
creates an adjustment problem in terms of becoming
familiar with the programs policies and procedures.

problems associated with the /name of program/?
Concerning the third question, Interviewee "A

district "A" is 
on merit."26

the use of the /name of program/ caused 
criticisms from teachers or the community?

the present program with some program revisions and a

26 Loc. cit.



56
Often, much time is wasted in discussions about individuals
rather than appraising the individuals credentials or
evidence of earned credit. Interviewee "A" pointed out
that the nature of these committee meetings is supposed
to be confidential, however, information leaks regarding
salary advances and other personal data continually
cause rumors and disgruntled feelings among teachers
throughout the system.

(4) Do you have any future plans to revise the

pointed out that the appraisal program was revised in
This revision took into consideration two key1965.

First, as was mentioned earlier, the elevenfactors.
month salary was reduced to ten months and the super
maximum salary level was removed from the schedule to

Secondly, the professional growth standardscut costs.
These include the satisfactorywere reduced to two items.

completion of graduate level course work and approved

Since 1965, Interviewee
"A" pointed out the program centers more on the workshop

/name of program/?
In terms of revising the program, Interviewee "A"

^School District "A", "General Provisions and 
Fringe Benefits." 1969-70.

workshops or similar experiences which can be shown to be
2 7 equivalent to a college course.



57
idea of in-service training rather than on college courses.
He also said that ft teachers prefer short workshop courses

summer
courses offered at nearby universities. Since this
revision there have been fewer administrative problems
regarding earned credit problems but overall interest in
the program has subsided since salaries have been reduced
to the ten month schedule and the super-maximum salary

At this time School Districtlevel has been removed.
"A"’s Appraisal Program is still in use but school
officials and board members are seeking a
approach to reward teacher performance.

(1)

administrators, students and the community?

Interviewee "B", superintendent of School District

, revealed some interesting information about the"B
district's Appraisal Program in response to the question
asked regarding the effects the program has had on

teachers, administrators, students, and the community.
He immediately pointed out that active participation in

Now that the /name of program/ has been in 
operation 24 years, what effects has it had on teachers,

"merit

School District "B"1

^interviewee "A", Loc. cit.

to earn credits rather than the college level
>,28

s Appraisal Program
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the Appraisal Program, also referred to locally as the

This condition was a key element in the program from
1947 to 1966. Each summer 60 per cent of the teachers

activity developed for

the purpose of improving the individual competence of

teachers and the effectiveness of the overall staff.

Those not involved in workshops, orientation, curriculum

planning, and evaluation of school programs were enrolled

in approved college courses or participating in authorized

domestic or foreign travel. According to Interviewee "B"

the teachers
twelve month salary for their efforts. The idea of
involvement during the summer worked fairly well according
to Interviewee "B" however, some teachers resented the

militants from outside the district caused trouble.
Essentially, the outside teachers pointed out that
neighboring school systems were paying teachers the same
salaries for ten months and they were not obligated to

obligation and these feelings multiplied when teacher
30

"were

was involved in some "on-campus"

"In-Service Program," was a condition of employment.

involved and they were receiving a 
,.29

29Interviewee "B", private interview held in the 
offices of School Districts "B", April 1, 1970.

30Ibid.
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participate in an appraisal program. At the height of

lost a number of
teachers. Prior to this problem Interviewee "B” said
teachers in general showed genuine interest in theIt

In 1966, the plan was revised to a non

In addition, the twelve month salarymandatory program.

schedule was reduced to eleven months and those teachers
who participated in the program were paid one hundred
dollars a week rather than their normal salary. This
revision seriously hurt the plan in terms of teacher

interest according to Interviewee "B".

During the first fifteen years of the program

administrators, students and the community enjoyed the

results of their efforts. observed that

the school program and the appraisal plan were considered

as outstanding examples by educators, administrators,

and the public in general.

(2)

community?
In answer to the question concerning criticisms

referred to the small

Has the use of the /name of program/ caused 
any unfavorable criticisms from teachers or the

this trouble School District "B”

of the program, Interviewee "B"

Interviewee "B"

program and their efforts were reflected in the school
31 program."

3LLoc. Cit.
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Criticisms from thesummer.

community were really not brought out in the open until

1969 according to Interviewee "B". Specifically,

Interviewee "B" observed, the school system's financial

reserves were being exhausted in a program that rewarded

teachers financially for developing their own professional

growth; however, when the total school program was com

pared to several neighboring school districts in a

public survey no significant advantages or benefits
saidwere noted.

an
increase in tax rates. This represented the first
time, in the history of School District , that a

request for increased school funds had been turned down

by the community according to Interviewee "B".

Have there been any undue administrative(3)

observed that there was one significant administrative

This involved the workweakness of the plan.

of the Personnel Committee. This committee was held
responsible for the appraisal of personnel prior to

number of teachers who resented having to participate 
in the program each

career"

"B"

problems associated with the /name of program/?
In answer to this question, Interviewee "B"

"this observation was
noted at the polls when citizens refused to vote for

i,32

32 Ibid.

Interviewee "B"
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advancement from the professional to the career level on

the salary schedule. According to Interviewee "B", the

committee consisted of twenty-two persons including

teachers, principals, the superintendent of schools and

In describing the problem, Interviewee

"B" said "the committee sat around involving themselves

In 1969 the superintendent dissolvedadvancement.

the Personnel Committee according to Interviewee
W Do you have any future plans to revise the

/name of program/?

In response to the question regarding plans to

revise the appraisal program, Interviewee "B" emphasized

that the entire program was being cut back for economic

reasons and, like the School District "A", School District

investigating several merit plans as a result ofwas

definitive criteria to be used in teacher evaluation to
replace the existing appraisal program. Interviewee "B
said a

"B".

"B"

"the ratio of the voting was 7 to 1 in favor of

with who would and who would not become eligible for 
,.34

33lqc. cit.
34T Loc. cit.

a vote by teachers favoring a merit plan with more

his assistant, a board member, and the school psy

chologist.^
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Appraisal Program

(1)

Interviewee "C", superintendent of schools,
responded to the first question by emphasizing the fact

teacher evaluation program
was designed to relate teacher competence to salaries.

attitude about their work. Appraisals at one time
were held by an evaluator, but the teachers requested the
principal of the school to be charged with this respon
sibility. This change created a close working relation

ship between the teachers and the school principal, and

this change has been the key to the success of the whole

program, according to Interviewee "C".

The greatest effect the Appraisal program has had

on administrators is that it has made their tasks easier

from the standpoint of everyday problems involving

Interviewee "C" saidteachers and students. teachers

Now that the /name of program/ has been in 

operation 17 years, what effects has it had on teachers, 

administrators, students and the community?

As a result, he said, "the teachers have a professional 
,.36

School District "C's"

that School District "C's"

merit plan."35

35Loc. cit.
36 Interviewee "C", private interview held in the 

offices of School District "C", April 3, 1970.
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they are treated as professionals.
noted that over the years students

He explained that
teachers in the system continually search for new curri
culum materials, ideas, and ways to improve not only
content but also their own teaching techniques. The
reasons for this are directly related to the evaluation

Teachers and principals work to accomplishprogram.
agreed upon goals as a result of individual appraisals.

With regard to the community, Interviewee "C"

said

He

District "C’s" teacher’s salaries range from $6,500 to

$16,000.
Has the use of the /name of program? caused(2)

any unfavorable criticisms from teachers or the

gthened the image of the teaching profession 

qualified this statement by emphasizing that School

respond much differently when they are paid well and when
.,37

Interviewee "C"

Interviewee "C" said "students naturally benefit from 
the results."39

"the program has stabilized attitudes and stren-
„40

7ibid.
38Loc. cit.
39Loc. cit.
40Ibid.

have benefited from the evaluation program simply because 

"the teachers actually try harder."38
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co mtnunity?

'C" explained that the community was in favor of the
program for it has given the program full financial
support since it was adopted in 1953. Teachers, on the
other hand, criticize the program from the standpoint of
the principal not having enough time to give each teacher
during the school year. Interviewee "G" said that, "As

In addition,
he added, principals have difficulty in appraising per
sonality traits but he felt they were necessary.

Have there been any undue administrative(3)

w

administrative problems and plans for revising the
evaluation program, Interviewee "C" stressed the point
again that the evaluation program presented no problem
and in fact it made the administrative tasks easier.

/name of program/?
Concerning the last two questions, relating to

problems associated with the /name of program/?
Do you have any future plans to revise the

In response to the second question regarding 
criticisms from teachers or the community, Interviewee

Because of this he said; "We have been able to do a

41Ibid.

the evaluator, teachers feel the principal should spend 
more time in their individual classrooms".
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In 1968 School District

program was supplemented with a resource booklet which

states explicitly that kind of behavior which will improve

the teaching-learning act. The purpose of the supple

ment, according to School District "C's" Committee on

Evaluation Criteria and Procedures, was to improve the

communication between the teacher and the evaluator

during the appraisal process. In addition, the supple

ment is intended to aid the teacher in the task of im

proving instruction. concluded his

An Analysis of Criteria Used in Three
Selected Appraisal Methods

The basic differences in the three appraisal
methods discussed above lie in the criteria used to

These factors are significant toappraise teachers.
this study in that their use clearly illustrates that
the approach to teacher appraisal can be undertaken in
different ways.

"C's" evaluation

Interviewee "C"

better job of planning and up-grading the evaluation 
program.

School District "C", Resource Supplement.
(1968), p. 2. ’ ’

^interviewee "C", Ibid.

response to the last question by saying "we are always 

looking for ways to improve our program.
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In the preceding chapter, it was determined that

composite of these methods In the school District "A"
Appraisal Program and the School District "B" Appraisal
Plan the evaluative criteria shifted to activities
intended to develop the individual teacher. Evaluation

or the appraisal of teachers in these programs centers on

earned college credits, workshops attended, community

service, travel, supplemental work experience, and pro

fessional organization work. Today the School District

"A" appraisal method centers on the criteria of earning

credit in approved college courses or workshops. School

evaluation program relies upon criteria

involving personal traits, professional qualities, and

evidence of superior teaching. The latter plan can be

type evaluation.termed a

One significant difference in the three plans lies
in the fact that School District "A’s" plan is voluntary,
rewarding only those who participate in approved activi
ties and earn appropriate credit which is measured
against established requirements. School District "B's
plan is mandatory, rewarding all staff members in the
system based upon participation, career level and the

appraisal methods in general focused on measuring teacher 
traits, teacher performance, student achievement, and a

District "C's"

composite"



67
recommendations of a personnel committee. School District

ality traits, professional qualities and teacher effec
tiveness.

Significant Weaknesses and Problems of

Three Selected Appraisal Methods

The most glaring shortcoming in the District "A"

and District "B" appraisal methods is that recognition

and rewards are given in the name of merit when no

effort is made to determine teacher effectiveness in the

classroom.

what Burke calls

knowledge, and professional activities. In other

words, teacher credentials are appraised annually to

determine merit. Appraisal outcomes are based upon
requirements and criteria that have no direct relation
ship to the work performed during the school year as a
classroom teacher.

The primary problem of the District "A" and
District "B" appraisal programs involves an administrative

The final decision to determine the appraisalfactor.

"C's" plan is mandatory but focuses on rewarding or pena

lizing the individual based on the appraisal of person-

"secondary considerations such as

Appraisal or measurement is concentratred on

^Arvid J. Burke, Financing Public Schools in the 
United States (New York: Harper & Brothers, 1951), p^ ZT95. 
(Hereinafter referred to as Financing Public Schools.)
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outcome is left in the hands of a committee. In

program began originally
defined list of approved activ-

ties. Evaluation committee members and the administration

finally solved decision impasses regarding questionable

credits by specifying acceptable courses of study, work

shops, travel, and professional activities. The problem

of committee evaluation in District "B" was somewhat

different. According to the school superintendent,

salary increases were in order. He also said

committee found themselves disputing their colleague's

'career growth’ credits". As a result of these

problems District "B

The committee for evaluation has been dissolved. Today,

the administration and board members of the District "A"

and District "B" school systems are searching for a new

method of appraising their teachers. Both school systems

method of evaluating teachers

has presently been in operation for seventeen years.

particular, School District "A's"

personality and character rather than their earned
45

The District "C"

"the

without the benefit of a

twenty-two committeemen determined if advancement or

are searching for a "merit approach" to replace their 

present professional growth programs.

^5interviewee "B", loc. cit.
^Interviewee "A" and Interviewee "B", Loc. cit.

" is revising its evaluation program.
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The primary weakness of the program is that of time.

According to Interviewee "C", the responsibility of

evaluation in each school has been placed upon the

building principal. Under the District "C" concept of

merit evaluation Interviewee "C" said, "the evaluator and

as professionals for the program to work. Finding
the"time" to bring about this relationship has brought
the most criticism from those participating in the
program.

A second weakness of the District "G" program is
Interviewee "Cthe "personality criteria." says

but it is a difficult factor to weigh"

appraisal plans where committee groups recommend place
ment or advancement on salary schedules the District "G"
appraisal method insists that this responsibility rests
with the building principal and the superintendent.

Earlier in this study, reference was made to the
school

systems faced cuts in some of their programs due to

Loc. cit.

the teacher being evaluated must identify with each other
,37

fact that the District "A" and District "B"

Interviewee "C" 
48Ibid.

"personality has much to do with being a good teacher 
48 /measure/.

Compared with the District "A" and District "B"
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reduced financial support. District "A" teacher's

salaries were cut to a ten month schedule and District

teachers were reduced to eleven months. As of
1965 the School District "B" appraisal program was no
longer mandatory. Those who participated in workshops

were paid only one hundred dollars per week rather than

their normal salary. As a result, teachers began to

lose interest in the program. In a survey conducted by

the school system, teachers requested the administration

The search for these

criteria is now underway and the whole District "B"

evaluation program is being revised. Essentially, the

significant problem to be recognized here is that

financial resources were being exhausted for a program to

reward teachers financially for their own professional

growth and not for the quality of work they performed;

and when the total school program was compared to

neighboring school districts no significant advantages
50or benefits were noted for the tax dollars being spent.

"B's"

49The Administrative Council "Memorandum to All 
Faculty Members," School District "B", (January, 1970).

S^This statement does not imply that no differences 
existed between the school districts.

and the board to consider more definitive criteria to
49 be used in teacher evaluation.
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District "A's" school system faces the same

dilemma; their Appraisal Program, however, continues to
function while the search for a program based upon
teacher effectiveness in the classroom goes on.

teacher evaluation program

is continually being reviewed and up-dated in terms of

criteria to measure teacher effectiveness. Steps are

being taken to implement criteria that are observable in
both the teacher and the student according to the super
intendent.

Significant Strengths of Three
Selected Appraisal Methods

Analyzing the selected appraisal methods discussed
above on an individual basis, the District "A" teacher
appraisal methods greatest strength lies in the fact

Teachers are free to participatethat it is voluntary.
The incentives ofdesired.

increased salaries, self improvement, and possible

advancement in position are designed to provide teacher

Individual initiative and freedom of choicemotivation.
give the District "A" appraisal method the element of
self determination which is
democratic way of life.

School District "C's"

so widely cherished in the

in the program if they so
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Another significant attribute of the District 'A"

appraisal method is that participation was measured by

objective evidence. Evidence in the form of official
college transcripts or other tangible evidence of having
participated in one of the required activities was
supposedly appraised by the evaluation committee to
determine a teacher's final appraisal outcome.

teacher appraisal method was
developed as a result of a two year study to determine
what could be done to improve the instructional program
and to hold teachers who would become an integral part

The results of this studyof the total school program.
revealed a need to reward the teacher adequately, pay
equal salaries to men and women teachers, provide for
continuing professional growth, and provide for advance
ment on a salary schedule that would encourage career
teachers to stay in the system. Cushman, a former
administrative assistant in the District "B" Public
School system, noted that these particular conclusions
of the study were incorporated into the "Appraisal

From the standpoint of experience and what

154-155.

The District "B"

51„Op. cit., pp.

Program" and are considered as the strengths of that 
program.51
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has been reported in this study these apparent strengths
were not sufficient enough to maintain the program.

One specific strength the District plan incor
porated was a well prepared set of policies and procedures
used to guide administrators in the advancement of staff

This one particular strength,petence was accumulated.
however, was sacrificed as a result of committee
administration.

method of

appraising teachers lies in the method used and the idea

of having the building principal serve as the evaluator.

The District "C" appraisal program makes use of

what has been determined as a combination or composite

The plan incorporates criteriaapproach to appraisal.

for the appraisal of the teacher's personality, pro

fessional qualities, and effectiveness in the classroom.

Rather than isolate the appraisal task to one area the

District "C" method looks at three specific appraisal

areas which have an overall effect upon the learning

process and instruction in general.

appraisal
position

takes on new meaning. He is directly responsible for

The strengths of the District "C"

"B"

program, the principal and the principal’s

personnel as evidence of personal and professional com-

As the evaluator in the District "C"
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the accountability and performance of his staff and in

reality he becomes the instructional leader of the school.

These two assets have made the District "C" program a

success even though measuring personality factors and the

element of time are two stated weaknesses of the program.

In effect this chapter has attempted to describe

the appraisal methods used in three selected school

districts in the United States. These districts were

selected because the appraisal methods they employ were

considered useful and unique in that they are different

than most appraisal methods in use. In addition, a brief

analysis was made of the criteria used to appraise

teachers in these school districts.

The significant problems, strengths, and weak

nesses of these appraisal methods were also revealed.

Essentially, the data discussed in this chapter further

established some of the reasons why appraisal methods

An illus-have been generally considered unsuccessful.

trated summary of this analysis appears in Appendix B.



CHAPTER IV

A CRITIQUE OF TEACHER APPRAISAL

METHODS STUDIED

In 1959 the National Education Association reported

During the 20

years prior to this report by the NEA, the great majority

The reasons cited most often for abandoning these

programs include (1) failure to accomplish the purpose

for which it was designed, (2) teacher resistance, (3)

lack of money to pay merit salaries or bonuses, (4)

difficulty in obtaining satisfactory ratings by super-

75

^National Education Association, Research Division, 
Quality of Service Provisions in Salary Schedules, 1958-59, 
Public School Salary Series, Research Report 1959-R24. 
Washington: The Association, December, 1959, p. 10.

^Brighton and Hanna, Merit Pay Programs, p. 4.
3Op. cit., pp. 15-16.

of bona fide merit programs involving various teacher
2 appraisal methods were abandoned.

visory staffs, and (5) lack of a satisfactory instrument
3

for evaluating teacher competence.

that 81 of the nations 3,805 urban school districts had 

some type of merit program in operation.
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of the problems related to teacher appraisal; this study,
however, is interested in trying to determine some of the
underlying causes for appraisal methods in general to be
considered unsuccessful. An analysis of the appraisal
methods discussed herein should shed some light on this
subject.

One consideration relating directly to this

problem rests with the kind of factors selected for use

The following observation byin the appraisal process.

Stahl clarified this consideration.

The above statement by Stahl bears directly on

what many persons believe to be the greatest problem of

This problem ispresent teacher appraisal methods.

directly related to the reason cited above that indicates

appraisal methods are abandoned for the lack of a satis

factory instrument to measure teacher effectiveness.

With the exception of the "Raw Material--End

Product" approach, the

approach, and Ladue's none"Teacher Evaluation Program
"Combination-Composite Measures

In effect, the reasons cited above represent some

It is important to choose factors which either 
are significant in themselves or are demon
strable indexes of characteristics related to 
success or failure in particular types of 
jobs.2*

^O. Glen Stahl, Public Personnel Administration, 
New York: Harper & Row, 1962, pp. 264-265. (Hereinafter 
referred to as Personnel Administration.)
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of the evaluation methods discussed in this study utilizes

factors that are related directly to the teachers' task.

It was previously determined that it was difficult to

evaluate personality and pedagogical traits and the

performance of a teacher objectively because no one has

established standards by which a teacher's personality

or performance can be judged appropriately. Evaluators
employing appraisal methods utilizing personality traits,

teacher traits, and performance as factors to measure

teacher effectiveness usually reach their appraisal out

comes from subjective judgments, and depending upon the

perceptions of the evaluator, these factors can be

measured differently each time they are considered.

The "Raw Material-End Product" approach to

teacher appraisal lends itself to measuring teacher

effectiveness by using standardized achievement tests in

Through the measurement ofthe appraisal program.

student's scores on standard achievement examination,

appraisers assume that the best teaching is done by those

teachers whose students scored well on examination.

The significant shortcoming in the use of standardized

achievement tests lies in their design. They are not
designed to measure pupil gains in attitudes, appreciation,
and character that may have been influenced by the teacher.
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Although the Raw Material--End Product approach to
appraising teacher effectiveness has a direct relation
ship to the instructional tasks of the teacher, there are
too many variables not taken into consideration if this
method is used by itself in the appraisal process. The
most significant variable involved in this approach is
the individual differences of pupils.

School District "G's" Appraisal Program" makes use
of specific factors related to teaching effectiveness in
the classroom; however, it also uses personal qualities
and professional experiences as factors to be considered

It was determined earlier inin the appraisal effort.
this study that appraising personal qualities in the
District "G" appraisal system presented a significant
problem to evaluators because they were difficult to

In this instance, the appraisal responsi-evaluate.
bilities rest with the principal; and the appraisal

outcomes are the result of the subjective observations of

The one area in the District "G" appraisalone person.
method that can be approached with some degree of ob
jectivity, in terms of evaluation, is that area involving
factors related to professional experiences. Professional
credentials and teacher certification may be cited as

examples of factors that can be measured objectively.
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School District "A" and School District

Appraisal Programs are very similar in terms of factors

used to appraise teachers. Here again, the significant

factors considered in the appraisal process were not

related directly to the classroom responsibilities of the

Although these two appraisal methods canteacher.

work, the remaining factors must be evaluated subjectively.

The discussion regarding the use of significant

evaluative factors in the appraisal process may be

summarized concisely from a quotation made by the NEA's

The Commission said,Commission on Teacher Evaluation.

series of traits or

A second consideration to be recognized in this

analysis of problems in teacher appraisal methods con-

the administration of these appraisal processes.

Specifically, this administrative problem deals with the

question of who will be held responsible for appraising

^Commission on Teacher Evaluation, Better Than 
Rating, The Association for Supervision and Curriculum 
Development, NEA, Washington, D.C., 1950, p. 39.

"B’s"

objectively evaluate criteria related to college course

rating of teachers. . . it does not and probably cannot 

adequately analyze successful teaching."

cerns itself not with the method of appraisal but with

"Even though /the evaluation of7 a 

aspects of teaching provides for a more comprehensive
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the performance of teachers?

In practice, various school systems delegate
responsibility for evaluating the teaching process to
different individuals. This can include administrators

(the principal, vice principal, supervisors, department

heads, or any special administrative officer assigned

to this responsibility), peer groups or selected teachers

who evaluate other teachers' work, pupils, using various

self-rating
Of the three selected appraisal methods discussed

school
systems used committees to appraise the criteria required
of teachers in their respective appraisal programs. These
committees were composed of teachers and other school

officials; and as such, they are representative of the

considerations as they relate to appraisal methods.

When the appraisal program at District "A" was

adopted, appraisal committee members became involved in

appraising teacher performance to the building principal.

This section analyzes the problems associated with these

peer group idea mentioned above.

appraisal program delegated the responsibility of

in this study the District "A" and District "B"

^Brighton, Accuracy in Teacher Evaluation, p. 19.

The District "C"

kinds of ratings, and the teachers themselves, using 

or self-evaluation techniques.
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the dilemma of trying to determine what kind of college

courses, travel, workshops, work experiences, and

community activities constituted acceptable evidence of

growth as required by the program. Until these factors

were clarified by school officials, the committee created

number of personnel problems with staff members bya

refusing to recognize some of the evidence submitted by
their colleagues. Eventually, the committee concerned
itself with individual personalities and ignored their
main task of appraising evidence. Essentially, this
problem can be related to the fact that many individuals

This same problemwere involved in the appraisal task.
was also evident in the Appraisal Program sponsored by

school system.
The use of committees or teachers as peer

evaluators can lead to inaccurate appraisals because of

prejudices, biases, and the preconceptions of those

charged with the responsibility.

In an analysis of this same problem, Brighton

suggested several other drawbacks associated with the

concept of using peers as evaluators in an appraisal

Specifically, he implied that teachers oftenprogram.

have a reluctance to appraise their colleagues perfor

mance formally; and in such instances there is also the

District "B’s"
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variable of ability. Teachers vary in their ability to
judge the factors involved in the appraisal process.

When considering the principal as the evaluator
in an appraisal program as practiced in the District
appraisal program, several important observations should

program is still inbe made.
operation while the District "A" and District "B"

appraisal programs are in the process of being revised

terms of relating teacher competence to salary and

process becomes more meaningful to everyone involved.

This is not to say that problems are not encountered

when principals are designated as appraisers of teacher

Regardless of whichperformance and effectiveness.

appraisal method is used in the appraisal process, the

principal should anticipate some problems. In the
school system a major criticism of the

improving the quality of the educational program through 
improved instruction, the significance of the appraisal

"C"

District "C"

70p. cit., p. 22 „

First, the District "C"

Some teachers praise everyone and others are far too 

critical.7

completely. Secondly, when the underlying purpose of 

an appraisal program is centered on accountability in
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evaluation program by teachers was that of time. They

felt the principal did not have enough time to ade

quately observe their classroom activities and their

overall performance. Indirectly, criticisms of this

nature can lead staff members to think that their efforts

will be overlooked or misunderstood and that appraisals

will be based on quick observations or the general

appearance of a classroom at the time the observation

is made. Appraisal methods administered in this fashion
tend to weaken the confidence of staff members and in
turn to destroy the professional rapport so desired in

On the other hand, as thethe appraisal program.
"instructional leader" of a school, the principal is in
the best position to conduct teacher appraisals. First,
he is the administrative head of the school and he holds
the authority to assign, re-assign, dismiss or recommend
advancement in salary or position; and second, he is, in
many instances, the best qualified in terms of training

In the opinion of Staynor F. Brighton,and experience.
the selection of the principal as the chief appraiser
will probably have more impact on the program and the

A third administrativeanother individual or group.

8pp. cit., p. 20.

staff than if this responsibility was performend by
8
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consideration bearing directly upon the success and

ultimately on the acceptance of a teacher appraisal

method is that of involvement or active participation in

the appraisal process itself. A study of forty-one

appraisal programs by Mitchell illustrates the importance

of teacher involvement.

"personal conference is required between the evaluator

and he also determined that appraisal

programs in this same study were

of the districts studied. Teacher involve

ment in the actual appraisal process was observed in
only one of the three selected school districts discussed

The District "C" program requiresin this study.

individual conferences between the appraiser and the

This procedure was not followed in theappraisee.

appraisal programs of District "A" and District "B".

The appraisal process was performed strictly by committees.

Teachers were informed of appraisal outcomes after the

Based upon the success of the District "C"fact.

appraisal method and the data quoted above, it is

"well accepted or fairly

His study revealed that a

and the teacher in twenty-seven, 
districts;

or 65.9 percent, of the

QMitchell, Merit Rating, p. 141.
10Ibid.

well accepted on the part of the teaching staff in over 

90 per cent"^
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apparent that teacher participation in the appraisal

Another underlying cause for appraisal methods

to fail lies in the goals or objectives of the program.

This study determined earlier that School District "A's"

program was designed to improve the instructional quality

of the school system by rewarding teachers with earned

salary increments following the completion of one or

more of seven required efforts that showed evidence of

improved professional growth. In this instance, parti

cipation in the program was voluntary and pursuit of the

earned increment was determined by the initiative of

the individual. salary

schedule was based on eleven months.

appraisal program was

designed to improve the instructional program of the

school system by rewarding the whole staff as a result of

participation in a mandatory in-service type self

improvement program centered around five areas of

These included orientation,required participation.

workshops, school committee work, college courses, and

District "B’s" salary schedule paid teacherstravel.
twelve month basis.on a

process is important to the success or failure of any 

appraisal method.

School District "B’s"

In addition, District "A's"
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program based its program on

improving the instructional quality of the school system
by relating salary schedules to competence. Competence

in this instance was determined through the measurement

of personality traits, professional qualities and

experiences, and teaching effectiveness.

The objectives in the latter appraisal method

point to two considerations worth noting. First,

school system were being

Thus, appraisalheld accountable in terms of competence.

outcomes governed salary advancements, promotional

Secondly, the appraisalconsiderations and dismissals.

program was meaningful to the individual involved.

Principals and teachers concentrated on improving mutually

agreed upon weaknesses or in accomplishing new instructional

goals because they were personally and professionally

involved in the appraisal process.

concentrated their

appraisal programs on worthy objectives, but, measuring

Essentially, teachers

fulfilled specific off campus requirements and were paid

The appraisal program apparently heldaccordingly.
little meaning to teachers in terms of improving class

performances or establishing new instructional goals.room

the competence of the individual in terms of classroom 

effectiveness was overlooked.

School District "C's"

teachers in the District "C"

School Districts "A” and "B"
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An important factor not yet discussed

for appraisal methods to fall short of their anticipated

in a manner conducive to sound financial planning in
terms of controlled budgeting. With a salary minimum and
maximum, administrators could tabulate salary require
ments according to appraisal outcomes. Increases in
school funds are not based upon across-the-board advances;

therefore, millage increases in tax rates can be kept to

a minimum.

School District "A's" salary schedule was origi
nally based on paying top salaries for an eleven month

Following serious financial shortages, as aperiod.
result of voters turning down requests for increased
millage rates, teachers salaries were reduced to a ten

In addition, salary increases were basedmonth schedule.
upon voluntary participation in the appraisal program and

in terms of financial planning, the factors of voluntary

participation and final approval of the required evidence

of professional growth make salary budget planning almost

impossible.
School District system faced similar

expectations relates to salaries and overall financing.

Salaries in the District "C" system were scheduled

financial problems, however, the appraisal program was

as a cause

"B's"
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mandatory. In effect this meant every teacher in the
system would be given a salary increase each year. A
plan of this type plus paying teachers on a twelve month
schedule called for extremely high millage rates. As

deterioration in the appraisal program and the school

systems financial reserves.

Predicaments of this nature affect the attitudes

First, teacher morale and confidenceof two key groups.

is lowered and secondly, the public becomes apprehensive

about administrators abilities to manage the school

program.

In effect, this chapter has attempted to analyze

the problems associated with the appraisal methods dis-

In addition, some of the underlyingcussed in this study.

Essentially it

failure of the appraisal

The significant underlying causesmethods discussed.

relating to problems associated with the failure or

abandonment of the appraisal methods studied are as

follows:

1. The selection of improper factors to 
appraise teachers.

pointed out earlier in the study cutbacks caused a

direct impact on the success or

causes of these problems were revealed.

was determined that these underlying causes have a
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2.

3.

4.

5.

6.

The following chapter will present some obser
vations related to teacher appraisal methods; and in
addition, several recommendations will be made for
further study.

The lack of teacher participation in the 
appraisal process.

Determining who should be held responsible 
for conducting the appraisal process.

Poor salary scheduling and financial 
planning.
Poor attitudes on the part of teachers and 
the public because of unexpected program 
changes and poor financial management.

Stated goals and objectives lack personal 
meaning.



CHAPTER V

OBSERVATIONS RELATED TO TEACHER APPRAISAL METHODS

AND RECOMMENDATIONS

Observations

The purpose of this study represents an attempt

to determine why existing teacher appraisal methods

have generally been considered unsuccessful by teachers,

administrators, and laymen.

The research performed to produce this study was

These areas included: (a) thedivided into four areas.
historical background of teacher appraisal, (b) the

basic methods of teacher appraisal, (c) the strengths
in use,and weaknesses of teacher appraisal methods

(d) personal interviews with superintendents of three

selected school districts using unique appraisal systems.

In addition, this study included an analysis of the

basic teacher appraisal methods in general use and the

unique appraisal methods of three selected school systems

90

were specifically analyzed.
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Historical Background of Teacher Appraisal

Teacher appraisal in the United States first

gained the attention of educators and the public in the

Appraising teachers at that time focusedearly 1900's.

method.
Between 1913 and 1930 teacher appraisal methods

The ideas advanced during thisvaried considerably.

period included the measurement of student achievement,
testing of teachers, rating scales and the evaluation of
personal and pedagogical traits of teachers.

During the depression years and through the period
of World War II, most teacher appraisal methods and merit
pay programs were abandoned for the single salary sche-

The single salary schedule of teacher payment wasdule.

first introduced in the 1920's.

The idea of appraising teachers to measure

teaching effectiveness were renewed in the early 1950's.

An appraisal method designed to evaluate the performance

of teachers based upon job responsibilities evolved from

the work of George B. Redfern.

The significant observations concerning this 

study will be treated accordingly.

This appraisal method was

on appraising a teachers worth by means of an "inspection"
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Interest in the idea of teacher

appraisal today continues to receive the attention of

school board members, educators, and the public.

Methods of Teacher Appraisal

This study has shown that there have been many

kinds of teacher appraisal methods used by educators

during the last sixty years. Most authorities agree,

however, that teacher appraisal methods can be narrowed

These four appraisal methodsto four basic types.

include evaluation by trait studies, raw material—end

product approach, performance ratings, and a combination

or composite approach which utilizes parts of or all of

the first three methods named above.

The Strengths and Weaknesses of Teacher Appraisal Methods

process of appraising teachers,

Looking at thesestrengths and weaknesses were observed.

of teachers by the trait studies method did not have any

particular strengths of note; however, of the variety

■'"Cincinnati Public Schools, Performance is 
Appraised.

With regard to the four basic approaches to the 

a variety of significant

on an individual basis it was determined that evaluation

implemented in the Cincinnati Public School System 

during the 1960's and it is being utilized today with a 
few minor revisions.^
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of trait scales and personality inventories developed for
the purpose of appraising teachers it was determined
that personality traits are extremely difficult to
evaluate for several reasons. Viewing these reasons as
weaknesses of the trait study approach it was determined
that as human beings, individuals react differently to
each personality encountered. The results of this
human characteristic are often reflected in appraisal
outcomes because the evaluator tends to place the highest
values on those traits believed to be possessed by him-

This weakness becomes magnified in terms ofself.

inaccuracy because of the numerous traits involved and

because no one has conclusively developed the validity

of these traits in terms of measuring teacher effective

ness .

It was determinedtests used to measure student progress.

that a teacher's performance could not be measured

accurately by utilizing this appraisal method because

direct effect upon the abilities

It was also observed that achievement tests used to

determine student progress were of limited use because of

material--end product method of appraising teachers 

included individual pupil differences and the achievement

pupil differences have a

of those involved to profit from the instruction received.

Two important limitations associated with the raw
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their design. Accurate student achievement in terms of
pupil attitudes, appreciations, character and other out
comes of teaching cannot be determined by using present
achievement test instruments. Another weakness involved
in measuring teacher effectiveness by means of the raw
material—end product method of evaluation centered on

It was noted that some teachers engaged
in teaching pupils to perform well on achievement
examinations by

ing to achieve the goals and objectives of the instructional

program of the school.

One asset of the raw material--end product method

of appraising teacher effectiveness when using standard

achievement examinations lies in the fact that tests of

this nature can measure, to a fair degree of accuracy,

It was also

approach to teacher appraisal should place emphasis on

those areas of evaluation that can be appraised with a

reasonable degree of accuracy.

The basic weakness associated with the appraisal

of teachers by using performance ratings involves the

subjective judgment of the evaluator involved. The

perceptions of one evaluator may differ from those of

"teaching for the test" rather than teach-

determined that evaluators using the "end product"

destroying the instructional objectives of a school or

a pupils mastery of information and skills.

a school system.
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another evaluator when appraising the effectiveness of
one or a combination of teaching acts.

As a result of studies made by Anderson and Hunka
it was suggested that the ability of teachers to change
and adapt teaching methods in terms of classroom perfor
mance may be the best criteria to measure teacher
effectiveness.

Generally, the performance appraisal method of
measuring teacher effectiveness involves too many
variables to be considered as the primary means of
appraising teachers.

Utilization of the combination or composite

measures approach as an appraisal method offers evalu

ators the opportunity to use the better features of the

ation.

effectiveness is especially significant if the appraisal

related to student achievement and teacher performance

rather than on the traits method of appraisal. Appraisal
outcomes focused on this kind of evaluation tend to
provide information relevant to the learning process which

the faculty of a school system.
method to teacher appraisal places emphasis on criteria

program is designed to improve instruction and to upgrade
Use of the combination

trait, performance, and end product methods of evalu- 
The combination method of appraising teacher
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can be used to modify teaching methods and instructional
programs.

The incorporation of a large number of factors in

the combination approach to teacher appraisal can create

an ineffective instrument in terms of measuring overall

teacher effectiveness.

The four appraisal methods discussed above were

analyzed in terms of their strengths and weaknesses as

an administrative application in the process of appraising

teacher performance; and it was further determined that

each of the weaknesses described relate to some of the

reasons why teacher appraisal methods have been a major

management problem for educators over the last sixty-

five years.

Further observations concerning the underlying

methods will be presented at the close of this chapter.

To provide the study with additional background

and to show that the process of appraising teachers

can be accomplished by other means, considerable attention

was given to the appraisal programs of three selected

Personal Interviews with Superintendents of 
Three Selected School Districts Using Unique 
Appraisal Systems

causes of the weaknesses found in these basic appraisal
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school districts of the United States. In addition,

personal interviews were carried out with the superin
tendents of these school districts.

Specifically, the districts involved in the study
were the Grosse Pointe Public School System, Grosse
Pointe, Michigan, the Glencoe Public School System,
Glencoe, Illinois, and the School District of the City
of Ladue, Ladue, Missouri.

The appraisal methods used by these school districts
selected because of their longevity of operation,were

their uniqueness in terms of factors and criteria used

to appraise teachers, and their application in terms of

dents of these school districts was to determine the

general status of the programs after approximately

Specifically, the purpose oftwenty years of operation.

these interviews was to determine the effects these

strators, students and the community.

appraisal program

continues to function with the majority of teachers and

This attitudeadministrators in favor of the program.

has developed a professional rapport between faculty

respective appraisal programs had on teachers, admini-

The interviews

revealed that School District "C's"

staff participation.

The purpose of the interviews with the superinten-
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members and administrators of the district.

community.

up

graded as a result of teacher efforts. The community
reflects its appreciation for a sound school system by

providing continual financial and moral support to the

board of education, the superintendent, and the entire

teaching staff.
appraisal pro

grams have not experienced this success. Both school
systems have had administrative problems with their

The problems were primarily relatedappraisal programs.

actually made the finalto the fact that

of salary increases.

Generous salary arrangements in both school systems were

when these monetary inducements were reduced and they

found that neighboring school systems were paying teachers 

salaries equal to their own without participation in self

designed to encourage self improvement on the part of 

teachers; however, teachers became somewhat disillusioned

decision regarding the up-grading of a teacher in terms

Administrative efficiency, ordi-

Indirectly, 

these circumstances have benefited students and the

The District "C" school system has a sound 

instructional program which is continually being

narily controlled by appraisal program policies, became 

bogged down with committee small talk and petty biases.

"committees"

The District "A" and District "B"
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improvement programs. Because of recent financial
problems, School District "A" and School District "B"
are searching for new ways to appraise teachers and
reward them on a basis of merit.

During the first few years of operation, the
teacher appraisal methods discussed above seemed to
benefit the teacher, the student, and the community.
On the surface, it was assumed by the taxpayers that
students would benefit directly from the self improve-

Millage increasesment programs engaged in by teachers.
and school bond issues received complete community support;
however, during the last few years this liberal attitude

Now school officials are faced with planningchanged.
cuts in p.er pupil and program spending throughout their

Taxpayers in School Districtrespective school systems.
have found that their school systems offer"A" and "B

more and compare equally with neighboring systemsno
which operate without teacher appraisal programs involving

the concept of teacher self improvement.

In addition to interviewing the superintendents

analysis was made of these unique appraisal methods.

An Analysis of Criteria Used in 
Three Selected Appraisal Methods

of the selected school districts previously mentioned, an
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The Appraisal Programs of School Districts "A"
and "B" placed emphasis on individual teacher improve
ment while the District "C" Appraisal Program emphasized
teacher effectiveness. Generally, the criteria used in

all three appraisal programs focused on such secondary

evaluative factors as teacher traits, knowledge, college

courses, workshops, travel, work experiences and pro

Criteria relatedfessional activities and experiences.

to the effectiveness of the teacher in the classroom

School District "C".

Each of the programs differed in terms of parti-

School District "A's" program was voluntary,cipation.
District

common objectives of evaluating and rewarding teachers 

according to different criteria.

This analysis determined that teacher appraisal methods 

can differ in approach and application yet fulfill the

"B’s" program was mandatory and excluded the 

teacher from the appraisal process, while District "C’s" 

program was mandatory and included the teacher in the 

appraisal process on an individual basis.

was isolated to the appraisal program utilized by the
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This study indicated that the District "A" and

school systems recognized teacher merit

based upon criteria that has no direct relationship to

the work performed by the teacher in the classroom.

Performance evaluations or appraisals based on this kind

of criteria was considered as a weakness for it caused

teachers to participate in programs above and beyond the

normal school year to earn credit for consideration in

their promotional and salary advancement. Essentially,
teachers began to resent this obligation or did not

participate in the programs at all.

From an administrative point of view, a second

weakness in the District "A" and District "B

programs was limited to the committee concept of appraising

It was shown that committees, engaged in theteachers.

task of appraising their peers, often involved person

alities in the appraisal process and became ineffective

In contrast, the District "C"administrative groups.

evaluation program placed the responsibility of appraising

teacher performance with the school principal.

Cutbacks in generous salary arrangements because of

financial shortages caused serious revisions in the

programs which resulted in

Significant Weaknesses and Problems of 
the Selected Appraisal Methods

District "B"

District "A" and District "B"

" appraisal
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Two primary assets of the District "A"Appraisal

Method involved the fact that participation in the

program was voluntary; thus teachers with initiative

fleeted in the criteria of the program. The second

important strength of this program concerned the require

ment of earned credit which could be appraised objectively.

The one particular strength observed in the District

"B" Appraisal Program was isolated to its policies and

procedures which outlined step by step requirements for

teachers and the evaluation committee to observe in the

administration of the appraisal program.

approach to teacher appraisal the District

Program made use of the better features of the traits and

In addition, Districtperformance appraisal methods.

appraised teachers professional qualities and experiences

as factors related to community or outside activities.

Based upon the longevity and general acceptance of the

District "C" program the use of the combination approach

to teacher appraisal was regarded as a definite asset. In

revision has not been fully

Significant Strengths of the Selected 
Appraisal Methods

By using a combination or composite measures

"C" Appraisal

"G"

l-The District "B" 
implemented at this date.

could determine their own level of achievement as re-

a lack of teacher interest.
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These two observations

were also considered by this study as significant strengths

of the District "C" Appraisal Method.

In view of the strengths and weaknesses observed in

appraisal method continues

to function adequately with time and the evaluative factors

involving personality traits creating minor criticisms of

the program. continually

reviews its Appraisal Program; and new criteria developed

to measure teacher effectiveness has recently been

implemented.

The District "A" and the District school

systems are both searching for a new method of appraising

version of the original Appraisal Program.

An Analysis of Problems in Teacher Appraisal Methods

In an attempt to isolate some of the underlying

considered unsuccessful, an analysis was made of some of

methods discussed in this study.

observations that follow:

the problems and weaknesses associated with the appraisal

This analysis led to the

teacher performance and effectiveness; however, the 

school system of District "A" continues to use its revised

addition, this program made use of relating competence to 

salaries and placing the responsibility of the appraisal 

process with the school principal.

"B"

this study, the District "C"

The school system of District "C"

causes for appraisal methods to be abandoned or to be
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(1) The selection of evaluative factors to be considered

Supporting evidence of this observation was made by at

least two authorities on the subject who revealed that

present appraisal methods generally made use of

or insignificant factors in the teacher appraisal process.

Few, if any, of the teacher appraisal methods discussed

in this study used factors, of primary significance,

that were related to the position for which a teacher was

being appraised.

(2) The determination of who should conduct and be respon

sible for teacher appraisals is significant to the success

This study noted theor failure of appraisal methods.

administrative task of making appraisals was not as

successful when final appraisal outcomes were the respon-

A1 though

upon the success of teacher appraisal methods.

Teacher participation or the lack of teacher partic-(3)

the success or failure of teacher appraisal programs.

Teachers not involved in their own appraisal lose interest

sibility of administrative committee groups.

some problems may be expected, it was determined that 

school principals, as evaluators, made the greatest impact

"secondary"

ipation in the appraisal process has a direct bearing on

failure of most appraisal schemes presently in use.
in an appraisal method bear directly on the success or
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understanding with the appraiser regarding individual

strengths, weaknesses, and future goals related to the

instructional program of the school.

(4) Stated goals and objectives of appraisal methods

of the appraisal methods. When goals and objectives are

stated in terms of accountability and measuring teacher

effectiveness in terms of competence in the classroom,

appraisal methods have more meaning to those involved.

When the goals of teacher appraisal relate competence to

salary, appraisal methods will enjoy a greater degree of

success.

Salary schedules and financial planning have direct(5)

or failure of teacher

This study indicated that generousappraisal methods.

salaries and yearly salary increases in two school districts

created financial shortages and revisions in salary sche-

Proper planning thatdules and the appraisal programs.

includes minimum and maximum salary ranges with salary

increases based
confidence of teachers and taxpayers in appraisal programs

so designed.

in the objectives of the appraisal program because there 
is no real meaning involved. Teachers who participate 
in the appraisal process reach a mutually agreed upon

on individual competence insure the

implications upon the success

and/or programs have a direct relationship to the success
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(6)

methods.

morale and confidence of teachers in general; and the

public becomes apprehensive about the managerial abilities

of school administrators. The result is reflected in a

loss of interest in the appraisal process on the part of

teachers and a lack of support for the school program on

the part of the public.

Recommendations

Because of the significance of the observations
made above, it seems appropriate to make several
recommendations for consideration in the future development
of teacher appraisal methods and teacher appraisal programs.

Evaluative Factors:1.

should incorporate evaluative factors that are in direct

Factors such as

cruiting and selection process of school personnel

Poor salary scheduling and financial planning, 

as cited in the above observation, tend to destroy the

Attitudes on the part of teachers and the public play 

an important part in the success or failure of appraisal

Recommendations for Consideration in the
Development of Teacher Appraisal Methods

Teacher appraisal methods

relationship to the teaching task.

personality traits, community activities, health, personal 

appearance and so forth should be considered in the re-
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This implies that central administrationmanagement.

the appraisal process to significant position related

factors. An example of position related factors would

such as establishing course objectives, planning and

selecting learning experiences, guiding learning

experiences, and evaluating instructional techniques

and student achievement. Another position related group

of factors would involve a teacher's administrative tasks.

Examples of these factors would involve record keeping,

development of

statistical studies of pupil achievement grades and other

routine administrative tasks required by the school.

Still another position related group of factors to be

considered in the development of teacher appraisal

methods would be those related to a teacher's miscellaneous

tasks such as sponsor of a school club, member of the

curriculum committee, assistant coach, and so forth. The

approach to incorporating factors of this nature in an

appraisal method could be accomplished by the develop

ment of individual position descriptions.

Determining who will be responsible for2.

It is recommended thatconducting teacher appraisals:

should strengthen the selection process in order to 

isolate the appraisal or teacher evaluation factors in

involve those tasks found in the instructional process,

course examinations, anecdotal records,



In most instances this will involve the

principal of a school.

Teacher appraisal by committees should not be attempted.

The role of the committee should be isolated to planning,

evaluation and arbitration as they relate to the appraisal

Appraisal outcomes should be the responsibilityprogram.

of the appraisees immediate superior regardless of the

organizational structure.

As a result of3.

that teachers be included in the appraisal process on an

individual basis. Involvement provides the teacher with

an opportunity to establish a professional rapport with

the appraiser.
In the development ofGoals and Objectives:4.

appraisal methods to measure the performance and

effectiveness of teachers, it is recommended that goals

and objectives involve the scope of individual aspirations

as well as the overall objectives of improving the pro

fessional qualities of a staff and the instructional

Relating competence toprogram of a school system.

the opportunity to identify strengths and weaknesses she 

may not have been aware of, and involvement also provides

Appraisal participation: 

information presented in this study it is recommended

In other instances the appraisal 

will be conducted by a department head or chairman.

108 

teacher appraisals be conducted by the appraisees immedi

ate superior.
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5. It

capabilities. This should involve salary schedules

that are designed to reward individuals on the basis of

accountability and competence. Salary schedules so

designed could incorporate percentage increases based

upon levels of competence and responsibility rather than

Financialon criteria unrelated to the individuals tasks.
planning in terms of the program, planning, and budgeting
systems approach would be an invaluable approach to
capture public interest and financial support.

With regard to this aspect of planning6. Time:

appraisal methods it is suggested and recommended that

appraisals of staff members be conducted on a staggered

basis or by departments if the situation so dictates.

Essentially, this recommendation would provide evaluators

schedules could be

based upon the employees date of employment or the number

of years worked or by departments. The important

total personnel program designed to 
enlighten and develop employees to their highest

to salaries and position advancement provides individuals 
with motivation and incentive to seek success through 
personal initiative and determination.

with the opportunity to concentrate on a limited number 
of appraisals at one time. Appraisal

Salary schedules and financial planning: 
is recommended that appraisal methods be considered in
the realm of a
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all at the end of the term. Conditions of this nature

would permit evaluators time to make adequate observations

and preparations to conduct an appropriate appraisal

conference.

systems cannot be used as a guide for the purpose of

study be conducted to determine what aspects of present

appraisal methods may be combined to accomplish this three

fold goal.

It is further recommended that research and

development work be performed in the area of relating

of objectivity can be obtained in the appraisal process.

Written evidence of this nature could be compared to what

be utilized during the course of the school year, and other 

evidence of the instructional program so that some degree

employee development, promotion, and salary advancement 

inclusively; therefore, it is recommended that further

consideration here is that appraisals should be scheduled 

for at least six months of the school term rather than

Recommendations for Further Study

Generally speaking the present use of appraisal

position descriptions to the appraisal process by 

incorporating teaching tasks in an appraisal instrument 

that requires the teacher to prepare written objectives, 

outlines or schedules of selected learning experiences to



Ill

generally considered unsuccessful, it does reveal some

teacher appraisal method that is practical in approach, 

fair in its considerations, and acceptable to everyone 

engaged in the pursuit of improving the quality of 

instruction and education in the United States.

actually was accomplished in the course of the school year. 

Statistical measures involving data from examinations 

and periodic reviews could be objectively appraised 

against pre-established objectives to determine the

evidence showing several significant underlying causes 

for this dilemma; and, as a result, it is recommended 

that administrators, teachers, and the public continue the 

work that has been done toward the development of a

degree to which the teacher accomplished the goals. The 

feedback gained in this kind of evaluation would provide 

insights that would prove valuable in making instructional 

revisions and measuring student progress.

Although this study is not all inclusive in terms 

of determining why appraisal methods presently in use are
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