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ABSTRACT 

T h i s  study of B r i t i s h  Columbia teachers  was designed t o  

examine the  re la t ionsh ips  of (1) professionalism, ( 2 )  employee 

o r i e r t a t i o n ,  ( 3 )  closeness of supervision and (4) evaluation. 

I n  a d d i t ~ x ,  these  four  var iables  were analyzed on t h e  bas i s  

of t h e i r  re la t ionsh ip  t o  se lec ted biographic c r i t e r i a .  

The research sample consisted of 443 teachers  randomly 

se lected from those ac t ive ly  employed i n  t h e  publ ic  schools 

of Br i t i sh  Columbia, The "Professional  Role Orientat ion scale" 

was used t o  measure teacher  professionalism. The second major 

var iable  was measured by the  "Employee Orientat ion scale".  

Selected i t e m s  from "The Role Behaviour of School ~ r i n c i p a l s '  

were used t o  measure closeness of supervision. The four th  

major var iab le  was meaSured by t h e  t o t a l  scores achieved on 

responses t o  t he  "Evaluation Model" items designed spec i f i ca l l y  

f o r  t h i s  study. 

,2f t h e  s i x  cor re la t ion  hypotheses t e s t e d ,  t h r e e  were 

supported i n  t h e  predicted d i rec t ion ,  These included: 

(1) A pos i t i ve  cor re la t ion  between profess ional  o r ien ta t ion  

and employee or ien ta t ion .  

(2 )  A pos i t i ve  cor re la t ion  between profess ional  o r ien ta t ion  

and t h e  evaluat ion model. 

( 3 )  A pos i t i ve  cor re la t ion  between employee or ien ta t ion  and 

closeness of supervision. 

In  t h e  case of two o ther  hypotheses, a s ign i f i can t  cor re la t ion  

was found but opposite i n  s ign t o  t h e  one predicted. 

These two were: 



(1) A pos i t i ve  cor re la t ion  between profess ional  o r ien ta t ion  

and closeness of supervision. 

(2) A pos i t i ve  cor re la t ion  between closeness of supervision 

and the  evaluat ion model. 

Although the re  was a s t a t i s t i c a l l y  s ign i f i can t  pos i t i ve  

cor re la t ion  between professional  o r ien ta t ion  and employee 

or ien ta t ion  f o r  t h e  t o t a l  sample, examination of t h e  sub-sam- 

p les  indicated t h a t  a number of teachers who score high on 

prnfessionalism are not equally employee or iented,  It should 

a l s o  be noted t h a t  profess ional ly  or iented teachers  who a r e  

most l i k e l y  t o  be involved i n  t h e  evaluat ion process,  a r e  

t h e  ones who give g rea t e s t  support t o  t h e  s t a t i s t i c a l l y  

s ign i f ican t  pos i t i ve  cpr re la t ion  between profess ional  orien- 

t a t i o n  scores and t h e  evaluation model scores.  

The high pos i t i ve  cor re la t ion  between employee or ien ta t ion  

and closeness of supervision should not be misinterpreted. 

Examination of t h e  responses given t o  t h e  individual  i t e m s  on 

these  two sca les  confirms the  f indings of previous research. 

Pr incipals  should r e a l i z e  t h a t  t he re  i s  only a l imited area 

i n  which they can expect t o  receive unquestioning support 

from teachers f o r  those orders issued on t h e  bas i s  of adminis- 

t r a t i v e  posi t ion.  There was subs t an t i a l  evidence, however, 

t h a t  teachers  i n  t he  sample were prepared t o  accept super- 

v is ion of a  supportive and construct ive nature,  provided it 

a l s o  embodied t h e  ideas  of mutual influence and mutual 

i n t e r ac t ion  f o r  t h e  improvement of classroom ins t ruc t ion .  
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I The Problem 

One of t h e  major and most perplexing respons ib i l i tz ies  of a 

school p r i n c i p a l  i s  t h e  supervis ion and evalua t ion  of h i s  teaching  

s t a f f .  The purpose of t h i s  s tudy i s  t o  examine whether d i f f e r e n c e s  

i n  the a t t i t u d e s  of teachers  toward evalua t ion  and closeness  of 

supervis ion a r e  r e l a t e d  t o  t h e i r  professional ism and employee 

I1 The Importance of t h e  Study 

A t e a c h e r ' s  o b l i g a t i o n s  a s  a p ro fess iona l  person a r e  i n  

s e v e r a l  r e spec t s  i n  c o n f l i c t  with t h e  r o l e  of t h e  t eacher  a s  an 

employee of a school  board of education. Professio.ns are  re- 

cognized a s  nationwide organiza t ions  and i n  Canada a r e  organized, 

f o r  t h e  most p a r t ,  on a p rov inc ia l  l e v e l .  The t eacher  a s  a pro- 

f e s s i o n a l  i s  bound by t h e  s tandards  of p ro fess iona l  behavior t h a t  

a r e  set and sanct ioned ou t s ide  t h e  Local community. By way of 

c o n t r a s t ,  employee ob l iga t ions  a r e  l o c a l l y  i n s p i r e d  and enforced. 
1 

AS pointed out  by Conuin, McEwan, ' and Argyris ,  t h e  charac- 

t e r i s t i c s  of a bureaucracy a r e  incongruent with t h e  need% of peer  

r e l a t i o n s  and c r e a t i v e  th inking  among p ro fess iona l s .  To compound 

t h e  problem, a t eacher  i s  usua l ly  supervised and evaluated by a 

p r i n c i p a l  who i s  a l s o  appointed by t h e  l o c a l  school board. I n  

o t h e r  words, t h e  teacher  i s  buccessful  o r  unsuccessful  depending 

on h i s  a t t i t u d e  toward h i s  pimfessional  ob l iga t ions ,  h i s  a t t i t u d e  

as an employee and t h e  r a t i n g  he rece ives  appointed 
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evalua tor .  

I n  view of t h i s  s i t u a t i o n  which confronts  t h e  i n d i v i d u a l  

t eacher ,  t h e  r e s u l t s  of two recent  surveys suggest t h e  need f o r  

f u r t h e r  s tudy of t h e  problem. The National  Education Associat ion,  4 

i n  October 1969, published t h e  r e s u l t s  of a nationwide survey 

of t eachers  conducted by t h e i r  Research Divis ion i n  t h e  sp r ing  

of t h a t  year .  I n  answer t o  t h e  ques t ions ,  " I n  your opinion,  

should t eachers  be evalua ted  regular ly?"  75 percent  of t h e  

teachers  surveyed responded t h a t  both probat ionary and t enure  

t eachers  should rece ive  regu la r  eva lua t ion .  Furthermore, when 

these  same teachers  were asked t o  respond t o  t h e  ques t ion:  " I f  

teachers  a r e  evalua ted ,  by whom should t h e  evalua t ion  be done?" 

97 percent  s a i d  t h e  p r i n c i p a l  should make t h e  evalua t ion .  I n  

response t o  t h e  quest ion:  "Whether o r  not  you favour teacher  

evaluat ion,  i f  t eachers  a r e  t o  be evaluated,  f o r  what purpose 

should t h i s  be done?" 92 percent  r e p l i e d  t h a t  i t  was t o  a s s i s t  

i n  improving teacher  competence. 

Although t h e  genera l  aim and value of eva lua t ion  seem t o  be 

upheld by t h e  r e s u l t s  of t h e  survey mentioned, a second s tudy 

recen t ly  repor ted  by Clear  and Seager, i n d i c a t e s  t h a t  t eachers  

and p r i n c i p a l s  d i sagree  s t r ~ n g l y  on t h e  in f luence  a p r i n c i p a l  

should t r y  t o  e x e r t  upon a teacher  t o  change h i s  teaching  techniques,  

I f  t h i s  s tudy can he lp  b r ing  t h e  problems of t eacher  pro- 

fessional ism,  employee o r i e n t a t i o n ,  methods of supervis ion  and 

evaluat ion i n t o  sharper  perspect ive ,  it w i l l  have s e r v e d - i t s  purpose, 

I11 Def in i t ion  of Terms 

There a r e  t h r e e  b a s i c  a r e a s  t o  be surveyed i n  t h i s  study: 



1. Profess iona l  Or ien ta t ion  

2 . Employee Or ienta t ion  

3 Supervision 

(a) Closeness of supervis ion  

(b) An Evaluat ion Model 

Profess ional  Or ien ta t ion  

Within the p a s t  two decades t h e r e  has  been considerable  i m -  

provement i n  t h e  p r o f e s s i o n a l  s t a t u s  of t eachers .  For example, 

t h e r e  hhs been a no tab le  inc rease  i n  t h e  minimum t r a i n i n g  requi red  

f o r  becoming a t eacher .  The statist ics i n  t h e  B r i t i s h  Columbia 

Publ ic  Schools Annual Report i l l u s t r a t e  t h a t  p r a c t i s i n g  t eachers  . 
with degrees i n  t h i s  province have increased  from l e s s  than  f o r t y  

percent  of t h e  t o t a l  i n  1963, t o  approximately f i f t y - f i v e  percent  

i n  1970. Cowin o u t l i n e s  t h a t  not only have requirements i n -  

creased, but also noteworthy i s  t h e  f a c t  that t eachers  are i n -  

creaskngly being  prepared by major educa t iona l  inst i tut ionqb ra*krer 

than mfnw ones as i n  the p a s t .  Furthermore, t h e r e  has been a 

s teady i n c r e a s e  i n  t h e  p ro fess iona l  u n i t y  of  t eachers  as in-  

d ica ted  by t h e i r  s t e a d i l y  inc reas ing  membership i n  t eachers '  
8 9 assoc ia t ions .  Findlay noted t e a c h e r s '  d r i v e  toward profession-  

a l i sm and t h e i r  inc reas ing  c a p a b i l i t y  t o  e x e r c i s e  more c o n t r o l  
10 

over s i t u a t i o n s  r e l a t e d  t o  t h e  p o s i t i o n s  they  hold.  Campbell 

discussed t h e  growing competence of t eachers  and also t he  resen t -  
11 

ments growing o u t  of p a t e r n a l i s t i c  management p r a c t i c e s .  Redfern 

focused upon t h e  sh r ink ing  a u t h o r i t y  base  of t h e  admin i s t r a to r  
v 

r e s u l t i n g  from t h e  increased  amount of formal and spec ia l i zed  

t r a i n i n g  of t h e  teaching  s ta f f .  The p r i n c i p a r  is no longer t h e  
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best educated person i n  t h e  b u i l d i n g  concerning a l l  m a t t e r s  and 

t h e  a u t h o r i t y  b a s e  of  e x p e r t i s e  i s  more b road ly  d i s t r i b u t e d .  

If t h i s  in format ion  i s  c o n t r a s t e d  w i t h  t h a t  from an  e a r l y  

s tudy  by Carr-Saunders, t hen  t h e s e  f i n d i n g s  a r e  s i g n i f i c a n t .  

Carr-Saunders claimed (under cond i t i ons  which p r e v a i l e d )  t h a t  

t e a c h e r s  had l i t t l e  o r  nothing i n  common wi th  m e m b e r s  o f  t h e  
12 

recognized p ro fe s s ions .  

P r o f e s s i o n a l  o r i e n t a t i o n  a s  desc r ibed  by Convin13 i n c l u d e s  

importance of  c l i e n t s ,  p r o f e s s i o n a l  co l l eagues ,  competence based 

on knowledge, decision-making a u t h o r i t y ,  and c o n t r o l  over  work. 

Based upon Corwin's  P r o f e s s i o n a l  Role O r i e n t a t i o n  Sca l e ,  14 

o t h e r  s t u d i e s  t o  i n v e s t i g a t e  t h e  e x t e n t  of t e a c h e r  p ro fe s s iona l i sm 

have been made by Robinson15 and Hrynyk16. I n  each case  t h e  scale 

w a s  adapted and extended t o  s tudy  d i f f e r e n c e s  i n  educa to r s  when 

they  w e r e  s co red  on t h e  p r o f e s s i o n a l  r o l e  o r i e n t a t i o n  scale. 

f n  view of t h e  f i n d i n g s  of t h e s e  prev ious  s t u d i e s ,  i t  w a s  

decided t h a t  an important  v a r i a b l e  of t h i s  s tudy  should be pro-  

f e s s i o n a l  o r i e n t a t i o n .  

Employee O r i e n t a t i o n  

The cons ide rab le  d i s c o n t e n t  w i t h i n  t h e  t each ing  p r o f e s s i o n  

regard ing  t h e  demands of b u r e a u c r a t i c  s choo l  o r g a n i z a t i o n s  

appears  t o  have i t s  o r i g i n  i n  a number of sou rces .  Campbell 
17 

cites t h e  i n f l u x  of new t e a c h e r s  from union o r i e n t e d  b l u e - c o l l a r  
18 

f a m i l i e s  as one reason .  Solomon observes  t h a t  i n  a bureaucracy 

t h e  s u p e r i o r  has  t h e  r i g h t  t o  t h e  l as t  word because he i s  t h e  

s u p e r i o r ,  wh i l e  i n  p r o f e s s i o n a l  matters t h e  l as t  word goes t o  

t h e  person wi th  t h e  g r e a t e r  knowledge o r  t h e  more convincing 
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l og ic .  I n  a s tudy by Fishburn, he t o o  found b a s i c  d i f f e r e n c e s  

when he asked high school t eachers  t o  l i s t ,  i n  order  of importance, 

s i x  r o l e s  which they  perform. He a l s o  asked admin i s t r a to r s  t o  

list, i n  order  of importance, t h e  same r o l e s  and found t h e  

v a r i a t i o n s  as l i s t e d  below: 

Teachers ' Administrators  ' 
Rankinq Rankinq 

Mediator of t h e  c u l t u r e  1 

Direc tor  of learn ing  3 

Guidance and counse l l ing  person 4 

Liaison between soh001 and 
community 5 

Member of t h e  profess ion  6 

Rbhburn coneluded that: 

... e i t h e r  admin i s t r a to r s  and t eachers  have remarkably d i f f -  
e r e n t  concepts of t h e  r o l e  of t h e  teacher  o r ,  i n  d i scuss ing  
khese problems, they  a s c r i b e  d i f f e r e n t  meanings t o  t h e i r  
r o l e s .  . . . In e i t h e r  case  t h e r e  seems t o  be a need f o r  admin i s t r a to r s  
and t eachers  t o  work more c l o s e l y  with one anot  r before  
they  f i n d  themselves working a t  cross-purposes. !% 

Robinson noted i n  h i s  d iscuss ion  of t h e  t o p i c  t h a t :  

I n  schools  today,  we have, e x i s t i n g  s i d e  by s i d e  two in -  
h e r e n t l y  con t rad ic to ry  f o r c e s  both of which are growing i n  
importance. On t h e  one hand, t h e r e  i s  t h e  bureaucra t i c  
demand f o r  c o n t r o l  expressing i t s e l f  i n  h i e r a r c h i c a l  
supervis ion ,  and on t h e  o t h e r  hand, t h e r e  i s  t h e  growing 
t r e n d  towards t eachers  developing p r o f e s s i o n a l  r o l e  concepts.  2 1 

Accepting t h e  premise t h a t  c o n f l i c t  does e x i s t  between t h e  growing 

professional ism of t eachers  and t h e  b u r e a u c r a t i c  s t r u c t u r e  of 

school o rgan iza t ions ,  it is important t o  examine t h e  employee 

o r i e n t a t i o n  of t eachers .  To accomplish t h i s  purpose Coxwin 

devised a s c a l e  t o  measure employee o r i e n t a t i o n  wi th in  the  



6 

framewrk of: importance of administrat ion,  l oya l i t y  t o  or- 

ganizat ion,  competence based on experience, in terchangeabi l i ty  

of personnel, stress on ru l e s  and procedures, and publ ic  

o r ien ta t ion .  I n  t h i s  study Corwin'sZZ sca l e  i s  used t o  measure 

t h e  employee or ien ta t ion  of teachers.  

The Dictionary of  ducati ion^^ defines supervision a s  t 

. . . a l l  e f f o r t s  of designated school o f f i c i a l s  toward pro- 
viding leadership t o  teachers and o ther  educational workers 
4 Cka 4 m ~ r n ~ ~ a m a ~ C  ef f .;.,=truction; int~~Ives  the a t i ~ ? r ~ g ~ i ~ r !  
**I - b a r  * . L s r d . u  I . a . & L V . * W  

and profess ional  growth and development of teachers ,  a 
se lec t ion  and revis ion of educational  object ives ,  materials 
of in s t ruc t ion ,  and methods of teaching, and evaluat ion of 
i n s t ruc t ion .  

I 

Davis f u r t h e r  states that :  

... where t h e r e . i s  a supervisory pr inc ipa l ,  48 i s  almost 
always t h e  chief  evaluator  of h i s  teacher8. 

Heald aff i rms t h e  idea  t h a t  evaluat ion is a pa r t  o f  supervision 

practice when he says tha t :  
> 

... of t h e  many expectations held f o r  supervisors ,  among 
t h e  most common is t h e  expectation t h a t  t h e  supervisor 
w i l l  evaluate t he  work of t h e  teachere25 

In  view of these  supporting statements it appears reasonable 

t o  examine supervision,  i n  t h i s  study, under t h e  two sub-headings 

of closeness of supervision and evaluat ion.  

Closeness of Supervision 

I n  a study of t he  kinds of supervision employed, Brown 26 

found t h e  pupil-teacher rapport ,  warmth and understanding, and pupil-  

teacher i n t e r ac t ion  suffered from stress induced by the  super- 

v isor .  The technica l  aspects  of teaching w e r e  l a rge ly  Gnaf tac ted.  



St rees  had i ts  greatest n e ~ a t i v e  impact on t h e  performance o f  

teachers high i n  neuroticism and i n  s cho la s t i c  apt i tude.  By 

corhtrast he Eound t h a t  improved performance followed stress in-  

duced i n  those  teachers low i n  neuroticism and scho la s t i c  ap t i tude .  

When ~ n n s "  studied supervision and teacher evaluat ion he 

found t h a t  p r inc ipa l  behaviour which was perceived a s  highly 

d i r e c t i v e  and r e s t r i c t i v e  was corre la ted  much more highly with 

teacher d i s sa t i s f ac t ion .  On the  o ther  hand, l e a d e r ~ h ~ p  behaviour 

which was perceived a s  exemplary and which w a s  personally stimu- 

l a t i v e  corre la ted  much more highly with teacher satisfactf on. 

Most writers agre; t h a t  t he  improvement of ins t ruc t ion  

should be t h e  main focus of supervision. Eye and Netze?' a s s e r t  

t h a t ,  although there i s  a dichotomy of functions between adminis- 

t r a t i o n  and supervision, supervision i s  nevertheless a phase a•’ 

a&in is t ra t ion .  Beald and Moore2' f u r t h e r  maintain t h a t  lay  

communities axpeg* supervision t o  be done by administrators .  

I n  a l a t e r  descr ip t ion of supervision, Heald, states that :  

... t h e  goal  of supervision i s  t o  improve ins t ruc t ion ,  
and it would seem log ica l  t o  expect t h a t  research 
would centre  on t h e  e f f e c t s  of various supexvisory 
prac t ices  upon in s t ruc t ion  .30 

That supervision by administrators  does e x i s t  is  undeni- 

able, however, t h e  manner i n  which it is car r ied  out ,  ae  reLateb 

t o  o ther  aspects  of t h i s  study, is  of major concern t o  both 

teachers and pr inc ipa l s .  

an Evaluation Hodel 

The concept of evaluat ion has changed over t he  years and 
4 

w i l l  probably continue t o  change. 32 I n  conjunction with the 



a 

growth of new ideas  on evaluat ion of teachers,  t he re  has been 
33 d e f i n i t e  indicat ion by such writers a s  ~ o n v i n ~ ~ ,  Flanders , 

Mitze13*, and ~ o b i n s o n ~ ~  t h a t  the  growing professionalism of 

teachers must be accommodated more adequately than current  

p rac t i ce  ind ica tes .  Since most innovations i n  teaching prac t ice  

today a r e  d i rec ted  toward the  goal of allowing s tudents  t o  l ea rn  

on a more individual  bas i s  r a the r  than as class groups, it is  

necessary f o r  administrators  t o  be ab le  t o  judge the  e f f ec t -  

iveness of these  techniques f a i r l y  and object ively .  If t h e  

evaluat ion process i s  performed without t h i s  consideration, t he  

profess ional  growth of teachers is cu r t a i l ed  by the .very  fact 
b 

t h a t  t h e i r  teaching posi t ion i s  placed i n  jeopardy unless the  

ef fect iveness  of kheir  teaching methods lies within t h e  per- 

ception of evaluator .  S t i l e s  supports t h i s  idea when he s t a t e s :  

A ca re fu l  study of t he  matter would seem t o  suggest 
t h a t  i n  many instances supervisory r a t i ngs  a r e  

' b a s i c a l l  not e f f ic iency  ra t ings ,  but compatibi l i ty 
ra t ings .  Y6 

Furthermore, Guba and   id well)^ found t h a t  t h e  r a t i ngs  of 

ef fect iveness  which pr inc ipa l s  gave t o  t h e i r  teachers w e r e  a 

function of t h e  degree t o  which the  p r inc ipa l  perceives t h a t  

t he  teacher conforms t o  h i s  expectations of the  t eacher ' s  ro l e .  

If  t he  evaluat ion process i s  designed t o  be r e a l l y  e f f ec t ive  

i n  t h e  improvement of ins t ruc t ion ,  then teachers and evaluators  

must have c lose  cdnsultat ion regarding t h e  t eacher ' s  object ives  

and purposes, t h e  cha rac t e r i s t i c s  of t h e  students  i n  a c l a s s ,  

and the  des i red  behavioural outcomes which can determine the  

ef fect iveness  of t he  i n s t ruc t ion  given. I n  support of t h i s  idea 

LPatu maintains t ha t :  



If one wants only t o  make a dec i s ion ,  r a t i n g s  may 
be s u f f i c i e n t .  If one wants t o  provide i n s e r v i c e  
t r a i n i n g  and upgrading, r a t i n g s  a r e  not  s u f f i c i e n t .  
It then becomes necessary t o  search f o r  more 
e x p l i c i t  connections between at ta inment  of ob- 
j e c t i v e s ,  t eacher  behaviours,  c h a r a c t e r i s t i c s  
and educat ion.  The process of j o i n t  inqu i ry  i n -  
volving both t eachers  and admin i s t r a to r s ,  has  
much t o  recommend i t .  Administrators  and t eachers  
can he lp  each o t h e r  c l a r i f y  t h e i r  th inking  and 
knowledge, and i n  t h e  process  both gain something 
i n  p ro fess iona l  f u l f i l l m e n t  .3*  

When Cur t in  examined t h e  problem of t eacher  evalua t ion  he  . 

concluded: 

... It i s  evident  ... t h a t  eva lua t ion  of teaching  i s  
v i t a l  if i n s t r u c t i o n a l  improvement i s  t o  occur-  
It i s  p r e c i s e l y  f o r  t h i s  reason t h a t  eva lua t ion  
through formal r q t i n g  i s  not  h ighly  regarded. I n  
our judgement, i t  i s  not s u f f i c i e n t ,  and it has a 
way of de fea t ing  i t s  own purpose. What i s  favoured 
i s  a d i v e r s i f i e d  approach t h a t  can come only through 
frequent  and Hupportive con tac t s  with t eachers ;  
con tac t s  which a c t i v e l y  encourage t eachers  t o  seek 
supervisory h e l p  and which work toward a s o l u t i o n  
of i n s t  ruc t iona  1 problems - When such evalua t ions  
a r e  made p a r t  of t h e  process of supervis ion  and not  

. judgmental documents, eva lua t ions  w i  11 be more 
comprehensive, more p o s i t i v e ,  and more d i r e c t i o n a l  
than  o t h e r  narrow approaches. 39 

Morphet, Johns and l?e1ler4O a l s o  s t r e s s e d  t h e  idea  of i m -  

proved i n s t r u c t i o n  a s  t h e  major purpose of evaluat ion:  Their  

guide l ines  regarding evalua t ion  a r e  : 

It should be cooperat ive,  involv ing  t h e  teacher  
and t h e  admin i s t r a to r .  
It should provide f o r  se l f - eva lua t ion .  
It should be  c a r e f u l l y  planned i n  l i g h t  of a 
d e f i n i t i o n  of t h e  des i red  r o l e  of t h e  t eachers .  
It should involve t h e  c o l l e c t i o n  of many d a t a  
p e r t a i n i n g  t o  t h e  s e r v i c e s  rendered by t h e  
t eacher .  
It should be seen a s  a cons t ruc t ive  e f f o r t ,  
over a considerable  per iod  of t ime,  t o  a s s i s t  
t h e  t eacher  i n  improving h i s  work. 
It should draw upon wide resources of personnel 
and not be seen a s  a pr inc ipa l - teacher  r e -  
l a t i o n s h i p  only.  



Each of t h e  p o i n t s  ment ioned,  by  t h e s e  p r e v i o u s l y  q u o t e d  

w r i t e r s  on e v a l u a t i o n ,  have  been b rough t  i n t o  s h a r p e r  f o c u s  

by  B r i g h t o n  and Rose. 41 T h e i r  p u b l i c a t i o n  l is ts  c o n c i s e l y  

t h e  c h a r a c t e r i s t i c s  which a r e  encompassed i n  s u c c e s s f u l  t e a c h e r  

e v a l u a t i o n  programs.  (see q u e s t i o n n a i r e  i t e m s  63-71).  

I n  o r d e r  t o  d e t e r m i n e  whether  o r  n o t  such a n  e v a l u a t i o n  

p l a n  w i l l  m e e t  w i t h  a p p r o v a l  o r  d i s a p p r o v a l  by  t h o s e  p e o p l e  

a c t u a l l y  i n v o l v e d  w i t h  i t s  implementa t ion ,  i t  i s  n e c e s s a r y  

t o  i n c l u d e  i n  t h e  q u e s t i o n n a i r e  i t e m s  d e s c r i b i n g  a  comprehensive 

e v a l u a t i o n  model.  

T h i s  s t u d y  i s  anva t t empt  t o  d e t e r m i n e  what r e l a t i o n s h i p s  

e x i s t  between p r o f e s s i o n a l  o r i e n t a t i o n ,  employee o r i e n t a t i o n ,  

c l o s e n e s s  of  s u p e r v i s i o n ,  and a t t i t u d e  toward  a n  e v a l u a t i o n  

model by  t e a c h e r s *  i n  B r i t i s h  Columbia s c h o o l s .  

I V  S ta tement  of t h e  Problem 

The c e n t r a l  problem of  t h i s  s t u d y  i s  a n  i n v e s t i g a t i o n  o f  

t h e  r e l a t i o n s h i p s  e x i s t i n g  between t e a c h e r s '  p r o f e s s i o n a l i s m ,  

t h e i r  employer o r i e n t a t i o n ,  t h e i r  a t t i t u d e  toward  c l o s e  s u p e r -  

v i s i o n  and an  e v a l u a t i o n  model.  The problem arises from a 

s i t u a t i o n  where a  t e a c h e r ' s  s t a t u s  a s  a n  employee h a s  been  

r e i n f o r c e d  b y  a  long  t r a d i t i o n  of  l o c a l ,  l a y  c o n t r o l  o v e r  

e d u c a t o r s .  Added t o  t h i s  s i t u a t i o n  h a s  been t h e  growth o f  

complex s c h o o l  sys tems  which i n  t u r n  have  r e q u i r e d  more admin- 

* T h i s  t e r m  r e f e r s  t o  a l l  c e r t i f i e d  t e a c h e r s ,  v i c e - p r i n c i p a l s ,  
and p r i n c i p a l s  employed i n  t h e  p u b l i c  s c h o o l s  of ~ r i t i s h  
Columbia as of  A p r i l ,  1971. 
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i s t r a t i v e  c o n t r o l  t o  main ta in  coo rd ina t ion .  Concurrent ly ,  t h e  

growth of s y s t e m a t i c  knowledge i n  t e a c h i n g  and a d e f i n i t e  s ense  

of r e s p o n s i b i l i t y  f o r  s t u d e n t s h e l f a r e  a r e  c h a r a c t e r i s t i c s  

which suppor t  a t e a c h e r ' s  c la im t o  p r o f e s s i o n a l  growth. Within 

t h i s  con tex t ,  a % e a c h e r l  s o b l i g a t i o n s  a s  a p r o f e s s i o n a l  person 

a r e  i n  s e v e r a l  r e s p e c t s  i n  c o n f l i c t  wi th  t h e  r o l e  of t h e  t eache r  

a s  an  employee of a school  board of educa t ion .  

This  problem i s  compounded many t imes  f o r  t h e  s choo l  

p r i n c i p a l .  H e  i s  a l o c a l l y  appoin ted  professional-employee 

who h a s ,  a s  one of h i s  r e s p o n s i b i l i t i e s ,  t h e  t a s k  of super -  

v i s i n g  and e v a l u a t i n g  a s t a f f  of profess ional-employees .  

From t h e s e  ci*rcumstances a number of q u e s t i o n s  a r i s e :  

Do t e a c h e r s  d i f f e r  i n  t h e i r  degree  of p rofess iona l i sm? A r e  

some t e a c h e r s  a b l e  t o  r e c o n c i l e  t h e i r  p o s i t i o n  a s  employees 

b e t t e r  t han  o t h e r s ?  Which t e a c h e r s  accep t  and which oneF 

r e j e c t  t h e  concept of c l o s e  superv is ion?  I f  e v a l u a t i o n  i s  

f o r  t h e  improvement of i n s t r u c t i o n ,  i s  t h e r e  an accep tab le  model'? 

Beyond answers t o  t h e s e  q u e s t i o n s ,  an  a t tempt  i s  made t o  

determine whether o r  not  o t h e r  s e l e c t e d  c r i t e r i a  are i n f l u e n t i a l  

i n  determining t h e  t ypes  of  r e l a t i o n s h i p s  e x i s t i n g  among t h e  

main a r e a s  o f  t h i s  s tudy .  Included i n  t h e  background v a r i a b l e s  

t aken  i n t o  c o n s i d e r a t i o n ,  when c l a s s i f y i n g  t e a c h e r s ,  a r e  sex, 

m a r i t a l  s t a t u s ,  p r e s e n t  p o s i t i o n ,  t e a c h i n g  l e v e l ,  academic and 

p r o f e s s i o n a l  t r a i n i n g ,  age ,  t h e  number of school  d i s t r i c t s  each 

h a s  t a u g h t  i n ,  t h e  number of y e a r s  i n  t h e i r  p r e s e n t  s choo l ,  a*$ 

t h e  l eng th  of t e a c h i n g  expe r i ence .  When examining t h e  main 

problem of  t h i s  s tudy ,  i t  was determined t h a t  an  e x p l o r a t i o n  of 



how and why t h e s e  s e l e c t e d  c r i t e r i a  a r e  r e l a t e d  t o  p r o f e s s i o n a l  

o r i e n t a t i o n ,  employee o r i e n t a t i o n ,  supe rv i s ion  and e v a l u a t i o n  

would be e n l i g h t e n i n g .  

V Hypotheses 

From t h e  foregoing  background it  was determined t o  t e s t  

t h e  fo l lowing  hypotheses:  

Hypothesis  I 

rn-,-L,.,- 1 L - L - ' ~  ,.,-C ,,,, ,L-.. 
L C - L I I G L ~  L V L Q ~  pLVIG331~11~I DLVLC3 311VW a positf ve ci;rr= 

e l a t i o n  wi th  s c o r e s  on t h e  employee o r i e n t a t i o n  s c a l e .  

Teachers '  t o t a l  p r o f e s s i o n a l  s c o r e s  show a  nega t ive  

c o r r e l a t i o n  wi th  s c o r e s  on t h e  c lo senes s  of supe rv i s ion  s c a l e .  

H v ~ o t h e s i s  3 

~ e a c h e r s '  t o t a l  p r o f e s s i o n a l  s c o r e s  show a  p o s i t i v e  

c o r r e l a t i o n  wi th  s c o r e s  on t h e  e v a l u a t i o n  model. 

Hvpothesis  4 

Teachers '  t o t a l  s c o r e s  on t h e  employee o r i e n t a t i o n  s c a l e  

show a p o s i t i v e  c o r r e l a t i o n  wi th  s c o r e s  on t h e  c lo senes s  of  

supe rv i s ion  s c a l e .  

Hypothesis  5 .: 
' . 

, . .  
Teachers ' t o t a l  s c o r e s  on t h e  employee o r i e n t a t i o n  s c a l e  

show a n e g a t i v e  c o r r e l a t i o n  w i t h  s c o r e s  on t h e  e v a l u a t i o n  model. 

H m o t h e s i s  6 

Teachers '  t o t a l  s c o r e s  on t h e  c lo senes s  of  supe rv i s ion  

scale show a n e g a t i v e  c o r r e l a t i o n  w i t h  s c o r e s  on t h e  e v a l u a t i o n  

mode 1. 



V I  Overview of t h e  Remainder of t h e  Study 

I n  t h e  first chapter  t h e  problem i s  s t a t e d  and arguments 

a r e  advanced t o  suggest t h e  importance of t h e  study. The terms 

a r e  def ined and a  statement of t h e  problem with ques t ions  

following from t h i s  statement a r e  proposed. From t h e s e  ques t ions  

t h e  hypotheses t o  be t e s t e d  were determined. Chapter I1 i s  

devoted t o  a  review of t h e  l i t e r a t u r e  and previous research 

r e l a t e d  t o  t h i s  s tudy followed by a  summary and a  r a t i o n a l e  

f o r  t h i s  s tudy.  Chapter 111 w i l l  o u t l i n e  t h e  research method- 

ology and da ta  c o l l e c t i o n  employed i n  t h e  s tudy.  Chapter I V  

w i l l  be devoted t o  r epor t ing ,  a n a l y s i s  and d iscuss ion  of t h e  

f ind ings  concerning p ro fess iona l  o r i e n t a t i o n ,  employee or ien-  

t a t i o n ,  c loseness  of supervis ion and an evalua t ion  model. 

Chapter I V  w i l l  a l s o  r e p o r t ,  analyze and d i scuss  how t h e  f ind-  

ings  of t h e  four  s c a l e s  a r e  a f f e c t e d  by t h e  s e l e c t e d  background 

c r i t e r i a .  The l a s t  chapter  w i l l  be devoted t o  t h e  summary, 

conclusions and impl ica t ions  of t h i s  s tudy.  
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CHAPTER I1 

Review-of The L i t e r a t u r e  and R a t i o n a l e  For  T h i s  Study 

L i t e r a t u r e  P g r t a i n i n q  t o  P r o f e s s i o n a l  O r i e n t a t i o n  

A mature  p r o f e s s i o n  i s  a n  o r g a n i z e <  work group t h a t  h a s  

l e g a l  monopoly t o  e s t a b l i s h  p r o c e d u r e s  f o r  r e c r u i t i n g  and 

pol ic ing .mernbers  and f o r  maximizing con t ro l .  o v e r  a  body o f  

t h e o r e t i c a l  knowledge and a p p l y i n g  it  t o  t h e  s o l u t i o n  o f  s o c i a l  
1 

problems.  
2 

Kornhauser  i n  h i s  d e s c r i p t i o n  i d e n t i f i e s  f o u r  c r i t e r i a  of 

a  p r o f e s s i o n :  s p e c i a l i z e d  competence hav ing  a n  i n t e l l e c t u a l  

component; e x t e n s i v e  autonomy i n  e x e r c i s i n g  t h i s  s p e c i a l  com- 

p e t e n c e ;  s t r o n g  commitment t o  a  c a r e e r  based  on a  s p e c i a l  com- 
3 

p e t e n c e .  Goode reduced t h e  t e r m  t o  two dimensions  which i n -  

c l u d e  t r a i n i n g  i n  a  body of  a b s t r a c t  knowledge which i s  prolo$q&d 

and s p e c i a l i z e d  enough t h a t  a  monopoly can be o b t a i n e s ,  and a 

c o l l e c t i v i t y  w i t h  a  s e r v i c e  a s s o c i a t i o n .  

4 
Colombotos went beyond d e s c r i p t i o n  and exan ined  how t h e  

s o c i a l  backgrounds of t e a c h e r s  a r e  a s s o c i a t e d  w i t h  t h e i r  p ro -  

f e s s i o n a l  o r i e n t a t i o n s  u s i n g  a n  " i n d e x  of p r o f e s s i o n a l i s m "  based  

on t h e  t e a c h e r ' s  emphasis  on t e c h n i c a l  corrpetence, autonomy, and 

t h e  s e r v i c e  i d e a l .  H e  found t h a t  t h e  more p r o f e s s i o n a l  t e a c h e r s  

come from h i g h e r  s o c i a l  c l a s s  backgrounds ,  and t h a t  academic 

males a r e  more p r o f e s s i o n a l  t h a n  men t e a c h i n g  i n  nonacademic 

a r e a s .  H e  a l s c -  found t h a t  t e a c h e r s  ' p r o f e s s i o n a l i s m  c o r r e l a t e d  

w i t h  t h e  s c h o o l ' s  p r o f e s s i o n a l  " c l i m a t e " .  

5 
When Robin,son s t u d i e d  t e a c h e r  p r o f e s s i o n a l i s m  i n  s c h o o l s  
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he adminis te red  an adapted form, of  t h e  P r o f e s s i o n a l  Role 

6 o r i e n t a t i o n  Sca l e  developed by Corwin , t o  t e a c h e r s  and p r i n c i p a l s  

in 2 9  schools  randomly s e l e c t e d  from a l l  B r i t i s h  Columbia schools  

having t e n  o r  more t e a c h e r s .  H e  found t h e r e  w a s  not  a s i g n i f i c a n t  

o v e r - a l l  d i f f e r e n c e  between schools  i n  s t a f f  p ro fe s s iona l i sm,  

but  t h e r e  was an i n d i c a t i o n  t h a t  c e r t a i n  schools  more f r e q u e n t l y  

a t t r a c t  and r e t a i n  p r o f e s s i o n a l l y  o r i e n t e d  t e a c h e r s .  Teachers  

wi th  a u n i v e r s i t y  degree  c o l l e c t i v e l y  e x h i b i t  more p ro fe s s ion -  

a l i sm than  t h o s e  w i t h o u t  deg ree s .  He a l s ~  found "L-" L I ~ ~  L. ----:-J ILluLL.bCW 

t e a c h e r s  had h i g h e r  p r o f e s s i o n a l  s c o r e s  t han  s i n g l e  personne l  

and t h a t  female marr ied  t e a c h e r s  a s  a  group had t h e  h i g h e s t  s c o r e s .  
7 

Hrynyk modif ied,  adap ted ,  and extended Corwin's  s c a l e  t o  

inc lude  f i v e  dimensions;  namely knowledge, s e r v i c e ,  o r g a n i z a t i o n ,  

co l league  and autonomy subsca l e s .  It  was on t h e  b a s i s  of t h e  

cciF-ysnsus expressed by some twenty- three  writers t h a t  Hrynyk 

proposea ?. model f o r  t h e  " i d e a l  p ro fe s s ion"  based on t h e s e  f i v e  

dimensions. He found no b a s i c  c o n t r a d i c t i o n s  involved i n  t h e i r  

d e f i n i t i o n s  of p ro fe s s iona l i sm.  Only minor v a r i a t i o n s  were 

observable  i n  what w a s  s t r e s s e d ,  inc luded  o r  omit ted .' H i s  

s tudy i n d i c a t e d  t h a t  p r i n c i p a l s  and v i c e - p r i n c i p a l s  scored  h igher  

than classroom t e a c h e r s  on t h e  dimensions of knowledge, s e r v i c e ,  

o rgan iza t ion ,  and co l league  o r i e n t a t i o n  b u t  lower on t h e  s t u d e n t -  

autonomy s u b s c a l e .  

From t h e  l i t e r a t u r e  reviewed, t h e r e  seem t o  be adequate  

i n d i c a t i o n s  t h a t  p ro fe s s iona l i sm i n  t e a c h i n g  h a s  been de f ined  

an6, fur thermore a t e a c h e r  ' s p r o f e s s i o n a l  o r i e n t a t i o n  can be  

measured on' the s c a l e  developed by Corwin and r e v i s e d  by Hrynyk. 
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~ i t e r a t u r e  P e r t a i n i n q  t o  h , . -~ loyee  O r i e n t a t i o n  

One of t h e  major c h a r a c t e r l ~ ~ i c s  of a  good employee i s  h i s  

w i l l i n y n e s s  t o  suspend h i s  own judgment and fo l low t h e  d i r e c t i v e s  

of s u p e r i o r s ,  whose primary c la ims t o  a u t h o r i t y  a r e  t h e  o f f i c i a l  
10 

t h e y  ho ld  .' According t o  Gouldner , i n  bu reauc rac i e s ,  

s p e c i a l i s t s  of  d i s t i n c t i o n  a r e  eva lua t ed  by a d m i n i s t r a t o r s  who 

may o r  may not  be f u l l y  s k i l l e d  and knowledgeable i n  new pro- 

cedures and developments i n  a  p a r t i c u l a r  f i e l d .  However, i t  

ahould be acknowledged a s  ~ o r w i n ' l  p o i n t s  ou t  t h a t  many people  

b e l i e v e  t h a t  t h e r e  i s  a  g e n e r a l  set of t e a c h i n g  p r i n c i p l e s  which 

can be a p p l i e d  r e g a r d l e s s  of f i e l d  s p e c i a l i z a t i o n .  By c o n t r a s t ,  

o t i A m r s  f e e l  t h a t  competence t o  t each  depends more upon knowledge 

and procedures  s p e c i f i s  t o  t h e  s u b j e c t  matter be ing  t a u g h t .  It 

i s  t h i s  l a t t e r  s i t u a t i o n  t h a t  produces s t r a i n  between s p e c i a l i z e c  

t e a c h e r s  and t h e  a d m i n i s t r a t o r s  who e v a l u a t e  them. 

:Professional-employee r o l e  c o n f l i c t s  have been i d e n t i f i e d  

by a number of w r i t e r s  i n  a  v a r i e t y  of p u k l i c  o r g a n i z a t i o n s .  

12 Brown , found t h a t  p r o f e s s i o n a l  employees i n  a  government 

l abo ra to ry  r e s i s t e d  r u l e s  made f o r  them by persons  o u t s i d e  t h e  

p r o f e s s i o n a l  group.  ~ c ~ w a n ' ~  noted t h a t  t h e  i n c o n g r u i t i e s ,  

between t h e  p r o f e s s i o n a l  r e s e a r c h e r s  and t h e  b u r e a u c r a t i c  roles 

O f  m i l i t a r y  pe r sons ,  stemmed from t h e  f a c t  t h a t  t h e  p ro fe s s ionaJ  

r e sea rch  p e r s o n ' s  s e l f - concep t ,  a s  an i n d i v i d u a l  capable  of 

c r i t i c a l  a b i l i t y  and o r i g i n a l  thought ,  could on ly  be super -  

r ; c i a l l y  fol lowed i n  t h e  s t r u c t u r e  of a m i l i t a r y  o r g a n i z a t i o n .  

He f e l t  t3at s t a n d a r d i z a t i o n  and subord ina t ion  by rank a r e  
' 

incongruent y i r h  t h e  need f o r  c r e a t i v e  t h i n k i n g  and e q u a l i t y  



r e l a t i o n s  which are necessary  among p r o f e s s i o n a l s .  

sorenson14 developed ' s c a l e s  modeled a f t e r  Corwin' s f o r  t h e  

measurement of p r o f e s s i o n a l  and employee r o l e  concepts  among 

accountan ts  employed i n  twenty-four o f f i c e s  of f o u r  n a t i o n a l  

account ing f i r m s .  H e  found d i r e c t  i n c r e a s e s  i n  b u r e a u c r a t i c  

o r i e n t a t i o n s  and dec reases  i n  p r o f e s s i o n a l  o r i e n t a t i o n s  followed 

wi th  rank from j u n i o r  member t o  s e n i o r  p a r t n e r  i n  t h e  f i r m .  

Less exper ienced  persons  i n  lower p o s i t i o n s  f e l t  t h e r e  was t o o  

much bureaucracy,  whi le  more exper ienced people  i n  h i g h e r  pos i -  

t i o n s  f e l t  t h a t  t h e r e  w a s  t o o  l i t t l e .  I n  Corwin's s tudy  of employee 

o r i e n t a t i o n  he  found t h a t  a  s t r o n g  employee o r i e n t a t i o n  seems 

t o  have i t s  g r e a t e s t  effect on t h e  r educ t ion  of c o n f l i c t  i n  
15 

t h e  most p r o f e s s i o n a l l y  o r i e n t e d  schoo l s .  

That employee o r i e n t a t i o n  i s  a  f a c t o r ,  i n  t h e  r o l e  c o n f l i c t  

of p r o f e s s i o n a l  employees, ha s  been demonstrated from prev ious  

r e sea rch  i n  t h i s  a r e a .  Corwin's  Employee O r i e n t a t i o n  Sca l e  has  

been designed and v a l i d a t e d  t o  g ive  a measurement of t h i s  d i -  

mension w i t h i n  t h e  t each ing  p r o f e s s i o n ,  and w i l l  be used i n  t h i s  

s tudy  t o  measure t h e  employee o r i e n t a t i o n  of  t e a c h e r s  i n  B r i t i s h  

Columbia s choo l s .  

L i t e r a t u r e  P e r t a i n i n q  t o  Supervis ion 

I n  a  survey  of p r i n c i p a l s ,  Rose found t h e y  r epea t ed ly  s a i d  

t h a t  : 

... t h e  e f f e c t s  of supe rv i s ion  and e v a l u a t i o n  on 
t e a c h e r s  can be c o n s t r u c t i v e ,  t h a t  most t e a c h e r s  
w i l l  a ccep t  t h e  p roces s ,  and t h a t  t e a c h e r - p r i n c i p a l  
r appor t  w i l l  be good when t h e  a p p r o p r i a t e  cQm- 
b i n a t i o n  of c i rcumstances  ob ta in .16  

Writers such-as  ~ a r r i s l ~  , Cur t in  18 ,  Crosby19, and HealdZ0 a l l  



s t a t e  t h a t  t h e  fundamental r o l e  of supervis ion  i s  t o  b r i n g  about 

improved i n s t r u c t i o n .   he conclusions from Trask ' s21 study 

i n d i c a t e  t h a t  many p r i n c i p a l s  a r e  not t ak ing  advantage of t h e i r  

p o s i t i o n  regarding supervis ion.  They have a r r i v e d  a t  t h i s  pos i -  

t i o n  because t e a c h e r s '  d e s i r e  f o r  p ro fess iona l  autonomy tends  

t o  lead  t o  a r e j e c t i o n  of t h e  classroom v i s i t a t i o n  a s  unpro- 

f e s s i o n a l .  However, according t o  Erickson, t eachers  tend t o  

be ambivalent about supervis ion .  

It i s  p o s s i b l e ,  f o r  example, t h a t  t eachers  some- 
t imes deny t h e  competency of t h e  p r i n c i p a l  t o  
r a t e  t h e i r  performance f o r  t enure  purposes and 
simultaneously crave h i s  recogni t ion  f o r  a f o b  
we l l  done. I n  d i f f i c u l t  neighbourhoods , some 
t eachers  may both demand t h e  a d m i n i s t r a t o r ' s  
he lp  with classroom con t ro l  and resen t  h i s  
suggest ions conoerning t h e i r  i n s t r u c t i o n a l  
methods .22 

I n  an experimental  s tudy,  ~ r o w n ~ ~  examined t h e  e f f e c t s  of 

negat ive c r i t i c i s m  of teaching performance upon a sample of 

seventy-eight p r a c t i c e  t eachers .  He found t h a t  pupi l - teacher  

i n t e r a c t i o n ,  warmth and understanding, and pupi l- teacher  

rapport  s u f f e r  when s t r e s s  was introduced by t h e  supervisor .  

This stress had its g r e a t e s t  negat ive impact on t h e  performance 

of t eachers  high i n  neuroticism and i n  s c h o l a s t i c  a p t i t u d e .  

Improved performance followed when s t r e s s  was induced i n  t h e  

one q u a r t e r  of t h e  group who were low i n  neurot ic ism and schol-  

a s t i c  a p t i t u d e .  When Kong and McMurrayZ4 s tud ied  teacher  

r eac t ions  to communications advocating teaching  method inno- 

va t ions  t h e i r  conclusions were a s  follows: (1) teachers  should 

be prepared f o r  innovat ions by having them become aware of t h e i r  

problems, (23 personal  con tac t s ,  r a t h e r  than  w r i t t e n  comuni-  

ca t ions ,  should be used, ( 3 )  t h e  needs of t eachers  should be 
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determined b e f o r e  changes are planned,  and (4)  anyone i n  a 

supe rv i so ry  p o s i t i o n  should recognize  t h a t  changes i n  t e a c h i n g  

method a r e  l i k e l y  t o  meet r e s i s t a n c e  because of  a h igh  degree  

of ego involvement. 

ziolkowski2 a t tempted t o  determine which supe rv i so ry  

p r a c t i c e s  d i f f e r e n t i a t e d  between h igh  schools  c l a s s i f i e d  a s  

be ing  s u p e r i o r  o r  i n f e r i o r .  H e  found t h a t  t h e  u s e  of s taf f  

meetings which focused on classroom t e a c h i n g  problems and hard-  

working, c o n s i d e r a t e  behaviour  by p r i n c i p a l s  w a s  emphasized 

more i n  t h e  s u p e r i o r  schools .  Another conc lus ion  from h i s  

s tudy  i n d i c a t e d  t h a t  classroom v i s i t a t i o n  and demonstra t ion 

l e s sons  w e r e  be ing  alniost completely neg lec t ed .  By c o n t r a s t ,  

a l o n g i t u d i n a l  s tudy  by EgnatoffZ6 found t h a t ,  i n  t h e  same 

~ r o v i n c e ,  dur ing  t h e  pe r iod  1954-65 an  i n c r e a s e  occur red  i n  

t h e  emphasis p laced  on t h e  supe rv i so ry  a s p e c t s  of t h e  p r i n c i p a l ' s  

r o l e ,  

I n  a survey  of t e a c h e r  a t t i t u d e s  toward supe rv i so ry  pe r -  

sonne l  i n  Quebec s c h o o l s ,  ~ o u n ~ ~ '  found t h o s e  c h a r a c t e r i s t i c s  

which t e a c h e r s  d i s l i k e d  most i nc luded  such i t e m s  as: no t  h e l p f u l ,  

no c o n s t r u c t i v e  c r i t i c i s m ,  i n t e r r u p t s  l e s s o n s ,  o f f i c i o u s  

s u p e r i o r  a t t i t u d e ,  c r i t i c a l  of t h e  t e a c h e r  i n  f r o n t  of  t h e  

c l a s s ,  p e t t y  ( fu s sy  about minor d e t a i l s )  and a r r i v e s  unexpectedly.  

I n  o t h e r  words, nega t ive  c r i t i c i s m  and n e g a t i v e  behaviour  on 

t h e  p a r t  of any supe rv i so ry  personne l  r e s u l t e d  i n  nega t ive  

reb-+i.ons oq t h e  p a r t  of t e a c h e r s .  

It appears  ev iden t  from t h e  l i t e r a t u r e  regakding supe rv i s ion  

t h a t  i t  i s  npt  t h e  e x i s t e n c e  of  s u p e r v i s i o n  which causes  t h e  
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g r e a t e s t  problems, but  i n s t e a d ,  t h e  manner i n  which i t  i s  some- 

t imes p rac t i sed .  

I n  order  t o  gain some measure of teacher  a t t i t u d e  toward 

c lose  supervis ion techniques,  t h e  i tems included i n  t h i s  s tudy 

were s e l e c t e d  from ~ r o s s ~ *  P r i n c i p a l  Role Ques t ionnai re .  The 

p a r t i c u l a r  i tems s e l e c t e d  coincide c lose ly  with those  i tems 

from Young'sZg s tudy which evoked a negat ive r ep ly  by t eachers .  

These i tems a r e  a l s o  s i m i l a r  t o  Hamilton' s30 d e s c r i p t i o n  of 

" a u t o c r a t i c  inspec t ion" .  

The purpose f o r  inc lus ion ,  of these  i tems i n  t h i s  s tudy,  

i s  t o  determine how profess iona l  t eachers  regard c lose  super- 

v i s ion .  

L i t e r a t u r e  ~ e r t a i n i n q '  t o  an Evaluat ion Model 

When examining those  a t t r i b u t e s  which t eachers  themselves 

consider  t o  be worthwhile goals  and ob jec t ives  of eva lua t ion ,  

t h e  r . e su l t s  of some previous surveys a r e  enl ightening .  Some 

idea  of teacher  r eac t ion  t o  evalua t ion  p r a c t i c e s  can be gained 

by s tudying Young's31 Survey of Teacher ' s  A t t i t u d e s  Toward 

Certain Aspects of t h e i r  Profess ion .  H i s  surveys were conducted 

between 1957 and 1963 ( i n c l u s i v e )  among t eachers  a t t e n d i n g  

summer school a t  Macdonald College of McGill Univers i ty .  A l -  

though evalua t ion  as such i s  not mentioned i n  h i s  survey, it 

would seem f a i r  t o  conclude, t h a t  very high on t h e  l i s t  of 

teacher  expecta t ions ,  from admin i s t r a to r s  i n  eva lua t ive  p o s i t i o n s ,  

they rank heLpfulness and cons t ruc t ive  c r i t i c i s m  a s  very i m -  

p o r t a n t .  I n  a d d i t i o n ,  t h e  eva lua to r  must be one 'who possesses  

good f a c i l i t y ,  i n  t h e  a rea  of human r e l a t i o n s .  



I n  t h e i r  s t u d i e s ,  Abbott and E3radfieldS2 found t h a t  

t eachers  c l a s s i f i e d  t h e  in'formal ind iv idua l  conference very high 

i n  t h e  eva lua t ive  process .  I n  a d d i t i o n  t o  t h i s  information,  

cornel lS3  found t h a t  t eachers  wish t o  share  i n  po l i cy  dec i s ions .  

Those most adverse ly  a f f e c t e d ,  by lack of opportuni ty t o  par-  

t i c i p a t e  i n  decision-making, a r e  those who a r e  above average i n  

p ro fess iona l  a t t i t u d e  on t h e  Minnesota Teacher At t i tude  Inventory,  

and t h a t  t eacher  s a t i s f a c t i o n  with p a r t i c i p a t i o n  i n  admin i s t r a t ive  

decision-making i s  p o s i t i v e l y  r e l a t e d  t o  t eacher  classroom per- 

f ormance . 
The foregoing desc r ip t ions  suggest s t r o n g l y  t h a t  adminis- 

t r a t o r s  have decided upon a c r i t e r i a  f o r  eva lua t ive  judgments, 

but  t eachers  would b e  more s a t i s f i e d  with t h e  p r a c t i c e s  i f  

they w e r e  involved i n  planning t h e  evalua t ion  procedures.  

T r a d i t i o n a l l y ,  t h e  performance of t h e  t eacher  has been 

c e n t r a l  i n  t h e  evalua t ion  of i n s t r u c t i o n .  Corwin expla ins  t h e  

r a t i o n a l e  of t h i s  s i t u a t i o n  when he s t a t e s :  

Employees a r e  evaluated f o r  t h e i r  e f f i c i e n c y  i n  
performing given t a s k s  and have no p a r t i c u l a r  
r e s p o n s i b i l i t y  f o r  t h e  t o t a l  product;  pro- 
f e s s i o n a l s ,  on t h e  o t h e r  hand, a r e  evaluated f o r  
t h e i r  s e r v i c e  t o  c l i e n t s  and do have responsi-  
b i l i t y  f o r  t h e  over -a l l  ob jec t ives  .... Within 
t h e  l i m i t  of h i s  competence, a p ro fess iona l  i s  
respons ib le  f o r  any f a c e t  of a c l i e n t ' s  l i f e  t h a t  
has  a bea r ing  upon t h e  outcomes of h i s  adminis- 
t r a t i o n .  Y e t ,  a s  schools  have become s p e c i a l i z e d ,  
fewer t eachers  know t h e  whole s tuden t .  The 
problem, which i s  g r e a t e r  f o r  t h e  h igher  grades,  
makes it d i f f i c u l t  t o  hold ind iv idua l s  respon- 
sible f o r  t h e  t o t a l  development o r  f a i l u r e  of 
s tuden t s  a s  persons.  It i s  e a s i e r  t o  eva lua te  
a t eacher  ' s s p e c i f i c  teaching  procedure,  h i s  o r  
her  a b i l i t y  t o  cover ma te r i a l ,  maintain d i s c i p l i n e ,  
and opera te  a smoothly run and e f f i c i e n t  c l a s s -  
room, than  t o  a s s e s s  h i s  impact on h i s  s t u d e n t s '  
cha rac te r  development .34 
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competence of p r a c t i s i n g  t eachers  has  been regarded a s  one o r  

more a b i l i t i e s  of  t h e  teacher  t o  produce c e r t a i n  educat ional  

e f f e c t s .  Many a b i l i t i e s ,  p r o p e r t i e s ,  o r  t r a i t s  such a s  i n -  

t e l l i g e n c e ,  age, length  of educat ion,  scholarsh ip  and pro- 

f e s s i o n a l  a t t i t u d e  have been t h e  sub jec t  f o r  research s t u d i e s .  

Undoubtedly, good t eachers  possess  many of t h e s e  t r a i t s ,  pro- 

p e r t i e s ,  o r  a b i l i t i e s  i n  good measure; none, however, has  been 

i d e n t i f i e d  as indespens ib le .  No s i n g l e  a b i l i t y  o r  group of 

a b i l i t i e s  c o r r e i a t e s  s i g n i f i c a n t i y  w i t h  a criterion ff crz- 

petence . When considering t eacher  evalua t ion ,  Bryne 36 

i n d i c a t e s  two f a c t o r s  which must be considered; t h e  a c t u a l  

e f f e c t i v e n e s s  of t h e  teacher  and t h e  expecta t ions  of t h e  ad- 

m i n i s t r a t o r  making t h e  evalua t ion .  Too o f t e n ,  it has  been t h e  

assumption t h a t  t h e  possession of c e r t a i n  personal  and profess-  

i o n a l  q u a l i t i e s  w i l l  r e s u l t  i n  good i n s t r u c t i o n ,  r ega rd less  

of t h e  classroom s e t t i n g .  If teaching ,  however, i s  a s o c i a l  

process,  and t h e  school  i s  a s o c i a l  system, then  t h e  classroom 

becomes a sub-system of t h e  t o t a  1 school.  Some c h a r a c t e r i s t i c s  

of t h e  smal ler  u n i t  w i l l  resemble those  of t h e  school  i t s e l f .  

Others w i l l  be c rea ted  by t h e  v a r i e t y  of s o c i a l  i n t e r r e l a t i o n -  

s h i p s  which make t h a t  classroom a unique s o c i e t y .  Furthermore, 

it must be r e a l i z e d ,  i f  each school  is  d i s t i n c t i v e l y  unique as 

suggested by  alpi in and then t h e  o rgan iza t iona l  

c l imate  of t h e  school  w i l l  undoubtedly inf luence  t h e  classroom 

c l imate ,  providing t h e  teacher  with e i t h e r  support  o r  lack o f  

support .  Pursuing f u r t h e r  t h e  premise t h a t  each' classroom i s  

unique, it i s  p o s s i b l e  for a t eacher  t o  be judged competent i n  



26 

one s i t u a t i o n  and by t h e  same c r i t e r i a  be considerably l e s s  

e f f e c t i v e  i n  another  orgahiza t ion  s e t t i n g .  The q u a l i t i e s  and 

a b i l i t i e s  which produce e f f e c t i v e n e s s  with s tuden t s  from a 

middle c l a s s  neighbourhood, do not n e c e s s a r i l y  c r e a t e  success  

with a group of c u l t u r a l l y  deprived youngsters.  

The concept t h a t  teacher  evalua t ions  can be inf luenced by 

t h e  expecta t ions  of t h e  eva lua to r  a l s o  r ece ives  support .  

Rosencranz and ~ i d d l e ~ '  found t h a t  t h e r e  a r e  s i g n i f i c a n t  

difference= in the  rcles h e l d  E m  t he  teacher an8 s b e ~ t  t h e  

outcomes of t eacher  behaviour, by t eachers ,  pa ren t s ,  and school  

board members. I f  t h e  admin i s t r a to r  who eva lua tes  a t eacher  i s  

g r e a t l y  inf luenced b y ' h i s  perceived l o c a l  expecta t ions ,  then 

t eacher  competence w i l l  be  viewed from t h i s  perspect ive .  Brown 

supports  t h i s  concept when he s t a t e s :  

... t h e  e f fec t ive - ra ted  t eacher  t o  t h e  system- 
cent red  p r i n c i p a l  i s  q u i t e  d i f f e r e n t  from t h e  

: e f f e c t i v e  r a t e d  t eacher  pergeived by t h e  i n -  
d i v i d u a l  cent red  p r i n c i p a l .  

It i s  evident  t h a t  t h e  problem of t eacher  evalua t ion  i s  

extremely complex and even beyond reasonable so lu t ion .  Rose, 

however, p o i n t s  out two important reasons why i t  must be pursued: 

(1) It f i t s  wi th in  t h e  l a r g e r  context  of an 
evalua t ion  of t h e  t o t a l  school  opera t ion  
t o  which t h e  p u b l i c  i s  e n t i t l e d .  The 
p u b l i c  employs p r o f e s s i o n a l l y  t r a i n e d  
i n d i v i d u a l s  t o  run i t s  schools .  It i$ 
e n t i t l e d  t o  and should demand an accounting 
of  t h e i r  e f f o r t s .  The p u b l i c  should know 
what goa l s  a r e  being sought by schools  and 
t o  what e x t e n t  t h e s e  goa l s  are be ing  reached. 
It i s  impossible t o  render  a t r u e  and complete 
account without eva lua t ing  t h e  teaching  and 
i t s  e f f e c t s .  
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( 2 )  Teaching must be evaluated s o  it can improve 

and reach i t s  p ~ t e n t i a l .  . . , A  profess ion  
must be a n a l y t i c a l  about i t s  own q u a l i t y ,  
and se l f - co r rec t ing  i n  terms of both t h e  
present  and f u t u r e  members and t h e i r  
p r a c t i c e s .  A group which does t h i s  only 
i n  terms of upgrading c e r t i f i c a t i o n  and 
degree requirements i s  dea l ing  with only 
a p a r t  of t h e  problem.4•‹ 

To achieve t h e s e  aims success fu l ly ,  both  ~ o s e ~ l  and 

~ n d r e w s ~ ~  place  t h e  school  p r i n c i p a l  a t  t h e  cen t re  of t h i s  

r e s p o n s i b i l i t y .  Only when he funct ions  a s  a leader ,  a s s i s t i n g  

teachers t o  more c l o s e l y  r e a l i z e  t h e i r  own p o t e n t i a l ,  does he  

t r u l y  f u l f i l l  t h e  o b l i g a t i o n s  of h i s  pos i t ion .  To meet t h i s  

o b j e c t i v e  a workable plan must be devised. A s  r e f e r r e d  t o  

e a r l i e r ,  such w r i t e r s  hs  ~ a t u ~ ~ ,  C ~ r t i n ~ ~ ,  ~ o x p h e t ~ ~ ,  and 

~ o s e ~ ~  have each deviped p lans  f o r  a success fu l  t e a c h e r  

evalua t ion  program. ~ r i ~ h t o n * ~  encompassed t h e  s t r e n g t h s  of 

t h e s e  i d e a s  i n t o  one scheme. It i s  one of t h e  purposes of 

t h i s  :study t o  determine t h e  r e a c t i o n  of t e a c h e r s  and p r i n c i p a l s  

t o  t h e   v valuation Model" de l inea ted  below: 

(1) Involve t eachers  i n  t h e  design and development of t h e  

evalua t ion  program. 

(2)  Define t h e  educat ional  goa l s  and teaching  as they  apply 

t o  each s p e c i f i c  school. 

(3 )  Schedule t h e  evalua t ion  cycle ,  

(4) Provide t ime and t r a i n i n g  f o r  eva lua to r s  t o  perform 

observat ions  and in terv iews properly.  

(5) Evaluate on t h e  b a s i s  of classroom performance of 

teachers .  
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( 6 )  Ant ic ipa te  problems and provide f o r  r e so lv ing  of any 

poss ib le  disagreements between t eachers  and eva lua to r s  . 
( 7 )  Evaluate t h e  evalua t ion  process  pe r iod ica l ly .  * 
summaw and a  Rat ionale  f o r  t h i s  Study 

I f  t h e  main premise, f o r  t h e  supervis ion  and evalua t ion  

of t eachers ,  r e s t s  upon t h e  goa l  of improved i n s t r u c t i o n ,  then  

t h e  school p r i n c i p a l ,  a s  a  c e n t r a l  f i g u r e  i n  t h i s  process ,  must 

pursue t h i s  o b j e c t i v e  i n  an enl ightened manner, From t h e  lit- 

e r a t u r e  reviewed, it appears t h e r e  i s  a  t r e n d  toward a higher 

degree of profess ional i sm among teachers .  A t  t h e  same time 

t h e  advance of bureaucra t i c  organiza t ion  wi th in  complex school 

d i s t r i c t s  cannot be denied. The problem of r econc i l ing  t h e s e  

two major t r e n d s  can be viewed p e s s i m i s t i c a l l y ,  However, i f  

t h i s  problem i s  seen a s  not j u s t  one of profess ional i sm versus 

bureaucracy, but  r a t h e r  a s  j u s t  a  s p e c i a l  case of t h e  r e a l  

problem of bureaucracy versus humanization, then  t h e  perspec- 

t i v e  i s  d i f f e r e n t  . 
One of t h e  main a r e a s ,  where c l o s e  human r e l a t i o n s  a r e  

v i t a l  t o  i t s  success ,  i s  t h a t  of supervis ion  and evalua t ion  

of t eachers .  I f  t h e  r e s u l t s  of t h i s  s tudy a r e  a b l e  t o  a s s i s t  

t eachers  and school  p r i n c i p a l s  i n  t he  s o l u t i o n  of t h i s  aspect  

of t h e  l a r g e r  t o t a l  problem, it w i l l  have served i t s  purpose. 

*The writer 's adaptation of Brighton's model based on other research  discussed 
above. 
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CHAPTER I11 

Research Methodology and Data C o l l e c t i o n  

I Data Required 

The fo l lowing  d a t a  were obta ined:  

1) Teacher i d e n t i f i c a t i o n  

- p e r s o n a l  background 

- e d u c a t i o n a l  background 

2 )  Scores  of t e a c h e r s  on t h e  P r o f e s s i o n a l  O r i e n t a t i o n  Sca l e  

3 j Scores  of t e a c h e r s  on t h e  Empioyee O r i e n t a t i o n  Sca i e  

4)  Scores  of  t e a c h e r s  on t h e  Closeness of  Superv is ion  Sca l e  

5) Scores  of  t e a c h e r s  on t h e  Eva lua t ion  Model Sca l e  

1 A l l  in format ion  was inco rpo ra t ed  i n t o  an omnibus q u e s t i o n n a i r e .  

The in s t rumen t s  used' t o  measure p r o f e s s i o n a l  o r i e n t a t i o n ,  

employee o r i e n t a t i o n ,  and c loseness  of  supe rv i s ion  were reviewed 

w i t h , r e s p e c t  t o  r e l i a b i l i t y  and v a l i d i t y  of  t h e  ins t ruments .  

The e v a l u a t i o n  model w a s  based on t h e  i t e m s  o u t l i n e d  by, Cur t in ,  

Fa tu ,  Morphet, Rose and Brighton.  

In s t rumen ta t ion  

Pe r sona l  Data 

This  s e c t i o n  of  t h e  q u e s t i o n n a i r e  w a s  cons t ruc t ed  t o  ga in  

t h e  fo l lowing  in format ion  on each t eache r :  a g e ,  s e x ,  m a r i t a l  

s t a t u s ,  p r e s e n t  p o s i t i o n ,  t each ing  l e v e l ,  academic and pro-  

f e s s i o n a l  t r a i n i n g ,  number of school  d i s t r i c t s  t augh t  i n  s i n c e  

s t a r t i n g  t o  t e a c h ,  l eng th  of t ime i n  p r e s e n t  s choo l ,  years of  

t e a c h i n g  expe r i ence ,  and commitment t o  t each ing .  The in format ion  



gained from t h i s  s e c t i o n  w i l l  not  be used t o  test t h e  main 

hypotheses ,  b u t  w i l l  be u s e f u l  i n  t h e  a n a l y s i s  of sub-groups. 

Instrument on P r o f e s s i o n a l  O r i e n t a t i o n  

The P r o f e s s i o n a l  Role O r i e n t a t i o n  Scale used i n  t h i s  s tudy  
1 w a s  f irst  dev ised  by  Corwin . H e  found t h a t  t e a c h e r s  d i f f e r e d  i n  

2 
t h e i r  degree of p r o f e s s i o n a l  r o l e  o r i e n t a t i o n .  Hrynyk proposed 

a model f o r  t h e  " i d e a l  p rofess ion"  based on t h e  dimensions of 

(1) knowledge, ( 2 )  s e r v i c e ,  (3 ) core-organiza t ion ,  (4)  col league-  
3 p r o f e s s i o n ,  and ! 5) client-autonomy. The r e s u l t s  of Hrynyk's  

s t u d y  confirmed t h e  r e l i a b i l i t y  and v a l i d i t y  of t h e  P r o f e s s i o n a l  

Role O r i e n t a t i o n  S c a l e .  No major changes were made i n  Hyrnyk's 

ins t rument ,  t o  measure t h e  p r o f e s s i o n a l  o r i e n t a t i o n  of t e a c h e r s ,  

wi th  t h e  except ion  of t h e  modi f ica t ion  of  t e rms  o r  phraseology 

which it  w a s  cons idered  might be u n f a m i l i a r  t o  B r i t i s h  Columbia 

t e a c h e r s .  

Instrument on Employee O r i e n t a t i o n  

These q u e s t i o n s  w e r e  s e l e c t e d  from Corwin 's  Employee 

O r i e n t a t i o n  scale .4 The t o t a l  employee o r i e n t a t i o n  s c a l e  possessed 

a rn r .84 on t h e  c o r r e c t e d  s p l i t  h a l f  r e l i a b i l i t y  of t h e  s c a l e  

and subsca l e  i t ems .  The sub-sca les  used i n  t h i s  s t u d y  are 

(1) a d m i n i s t r a t i v e  o r i e n t a t i o n ,  ( 2 )  l o y a l t y  t o  t h e  o r g a n i z a t i o n ,  

and ( 3 )  r u l e s  and procedure  o r i e n t a t i o n .  No changes were made 

t o  t h e  sub-scales  s e l e c t e d  from Corwin's  scale. 

Instrument on Closeness  of Superv is ion  

These i t e m s  w e r e  s e l e c t e d  f r o m  ~ r o s s  ' P r i n c i p a l  Role 

~ u e s t i o n n a i r e . ~  The v a l i d i t y  and r e l i a b i l i t y  of  t h e s e  i t e m s  

were v e r i f i e d  by Gross, H e r r i o t t  and McEachern i n  t h e i r  $ tudy 

of  The Role Behavior of School P r i n c i p a l s .  No changes w e r e  



made t o  t h e  i t e m s  s e l e c t e d  from Gross '  s c a l e .  

Ins t rument  on An ~ v a l u a t i b n  Model 

The i t e m s  inc luded  i n  t h i s  scale are  a composite of t h e  

6 7 9 e v a l u a t i o n  p l ans  dev ised  by Cur t in  , Fatu , ~ o r ~ h e t ~ ,  and Rose . 
10 

Brighton encompassed t h e  s t r e n g t h s  of t h e s e  i d e a s  i n t o  one 

scheme. On t h e  basis of t h i s  l a t t e r  p l a n ,  t h e  "Evaluat ion 

~ o d e l "  w a s  devised and inc luded  i n  t h e  q u e s t i o n n a i r e .  

Sco r in s  o f  t h e  t o t a l  q u e s t i o n n a i r e  

Following t h e  procedures  desc r ibed  i n  t h i s  chap te r  and i n  

o r d e r  t o  test t h e  hypotheses i n  Chapter  1 ,  an  ombibus ques t i .onna i re  

w a s  p repared  and s e n t  t o  a l l  t h e  survey sample members. The 

q u e s t i o n n a i r e  i nco rpo ra t ed  i n t o  one ins t rument  t h e  va r ious  

measuring dev ices  desc r ibed  p rev ious ly  and t h e  i t e m s  w e r e  

c l a s s i f i e d  a s  fo l lows:  

Pe r sona l  background v a r i a b l e s  
I t e m s  1, 2 ,  3 ,  10 

Educa t iona l  background v a r i a b l e s  
Items 4 , 5 , 6 , 7 , 8 , 9  

P r o f e s s i o n a l  O r i e n t a t i o n  
I tems 11 - 40 ( i n c l u s i v e )  

Employee O r i e n t a t i o n  
I t e m s  4 1  - 55 ( i n c l u s i v e )  

Closeness of  Supervis ion 
I t e m s  56 - 62 ( i n c l u s i v e )  

Eva lua t ion  Model 
I tems 63  - 7 1  ( i n c l u s i v e )  

( s e e  Appendix A) 

Scor inq  of t h e  t o t a l  q u e s t i o n n a i r e  

The q u e s t i o n n a i r e s  were scored  by a s s ign ing  va lues  from 

one ( f o r  exp res s ions  pe rce iv ing  t h e  l e a s t  p o s i t i v e  r e a c t i o n )  



t o  f i v e  ( f o r  t h e  m o s t  p o s i t i v e  r e a c t i o n )  on each o f  t h e  s i x t y -  

one i t e m s .  These s ixty-one f i ve -po in t  L i k e r t  - type i t ems  a p p l i e a  

t o  t h e  f o u r  a r e a s  of p r o f e s s i o n a l  o r i e n t a t i o n ,  employee 

o r i e n t a t i o n ,  c lo senes s  of  supe rv i s ion  and t h e  e v a l u a t i o n  model. 

On t h e  t h i r t y  i t e m s  d e a l i n g  with  t h e  p r o f e s s i o n a l  o r i e n t a t i o n  

s c a l e  t h e  s c o r e s  could range f r o m 3 0  t o  150. On t h e  f i f t e e n  

employee o r i e n t a t i o n  i t e m s ,  t h e  s c o r e s  could range from 15 t o  ? r  

On t h e  seven i t ems  on c loseness  of supe rv i s ion  a s c o r e  from 

range from 9 t o  45. 

111 The ~ o p u l a t i o n  and Sample 

The  Popula t ion  

The popu la t ion  f o r  s tudy  c o n s i s t e d  o f  r e g u l a r  c e r t i f i e d  

t e a c h e r s  employed i n  t h e  p u b l i c  s choo l s  of B r i t i s h  Columbia 

i n  A p r i l ,  1971 .  A t  t h a t  t ime,  membership i n  t h e  B r i t i s h  

Columbia ~ e a c h e r s '  Fede ra t ion ,  w a s  an au tomat ic  cond i t i on  of 

employment, t h e r e f o r e ,  a u t h o r i z a t i o n  w a s  sought and ob ta ined  

from t h e  Of f i ce  o f  t h e  General  S e c r e t a r y  of t h e  B.C.  Teachers '  

Federa t ion  t o  3 a i n  a c c e s s  t o  t h e i r  complete a l p h a b e t i c a l  f i l e  

of  a l l  a c t i v e  t e a c h e r s  i n  t h e  p u b l i c  schools  of  t h e  prov ince .  

( s e e  appendix 6) 

The Sample 

The sample of  t e a c h e r s  was chosen on a quasi-random basis 

from t h e  approximately  twenty- three  thousand a c t i v e  t e a c h e r s  

i n  B r i t i s h  Columbia. The method employed was that advocated 

by ~ o s e r l l  and Kish12. It i s  ach ieved  by c a l c u l a t i n g  t h e  



desired number 

kth t e a c h e r  i s  

af ter  s t a r t i n g  
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needed f o r  t h e  sample where k r N/n and eve ry  

s e l e c t e d  throughout t h e  . a l p h a b e t i c a l  l i s t i n g  

wi th  a randomly chosen number between 1 and k 

i n c l u s i v e  .* The seven hundred and f i f t y  t e a c h e r s  s e l e c t e d  

had a k of 29 .  A random number of  less than  30 w a s  chosen t o  

r e p r e s e n t  t h e  first sample number. Th i s  random number w a s  

seventeen ,  consequent ly  t h e  second number w a s  f o r t y - s i x  

(17 .t 29) and t h e n  seventy- f ive  (46 t 29) u n t i l  755 s e l e c t i o n s  

were made from t h e  popula t ion  of approximately  twenty- three  

thousand.  

31V Col l ec t ion  of  Data 

A cover ing  le t ter  and a q u e s t i o n n a i r e  w a s  mailed t o  each 

of  t h e  seven hundred f i f t y - f i v e  t e a c h e r s  i n  t h e  sample chosen 

f o r  t h i s  s tudy .  A stamped, addressed  envelope was inc luded  f o r  

convenience of  r e t u r n .  Ten days l a t e r  a  follow-up pos t ca rd  w a s  

s e n t  t o  a l l  t e a c h e r s  i n  t h e  sample. (see appendix C) 

A t o t a l  of  524 q u e s t i o n n a i r e s  were r e t u r n e d  (70 p e r  c e n t ) .  

F i f t y - t h r e e  of t h e s e  w e r e  incomplete and twenty-eight  w e r e  

r e t u r n e d  t o o  l a te  f o r  u s e  a s  t hey  a r r i v e d  a f t e r  t h e  d a t a  had 

been analyzed.  It was t h e r e f o r e  p o s s i b l e  t o  use  443 (59 p e r  

c e n t )  r e t u r n s  i n  t h i s  s tudy .  The r e t u r n s  used were checked f o r  

r e l a t i v e  p ropor t ion  w i t h  t h e  s t a t i s t i c a l  t a b l e s  publ i shed  by 
13 

t h e  B r i t i s h  Columbia Department of Educat ion . It was found 

t h a t  t h e  sample numbers corresponded c l o s e l y  w i th  t h e  a c t u a l  

* k t t h e  i n t e r v a l ;  N o t h e  popu la t ion ;  n  r t h e  sample popula t ion .  



number of teachers according t o  c e r t i f i c a t i o n  and a l s o  i n  

r e l a t i o n  t o  t he  number teaching a t  primary, intermediate,  

junior secondary and senior  secondary leve l s ,  

Treatment of Incomplete Questionnaires 

Upon re tu rn  of t he  quest ionnaires,  they were inspected f o r  

incomplete responses. Questionnaires with more than f i v e  items 

not completed were considered unusable and discarded, I n  cases 

where fewer than f i v e  i t e m  responses w e r e  missing, t he  median 

response t o  t h a t  item was assigned. 

Com~ut e r  Ana lvs  i s 

The responses on each acceptable quest ionnaire were t rans -  

fe r red  t o  Fortran coding Sheets and then key punched and ver i -  

f i e d  on IBM cards. 

A computer program was wr i t t en  t o  g ive  t h e  following 

analyses of t he  data: 

In te rcor re la t ion  matrices f o r  t h e  fourteen var iables  

i n  t he  study. (p robabi l i ty  l eve l s  w e r e  one-tailed 

because a pos i t i ve  o r  negative predic t ion had been 

made on each hypothesis).  

In te rcor re la t ion  matrices f o r  t h e  sub-groups i n  t h e  

personal and educational background var iables ,  

( ~ r o b a b i  l i t y  l eve l s  were one-tailed f o r  t h e  same 

reason a s  above). 

In  order  t o  solve t h e  problem of t h e  v a r i a b i l i t y  of 

scores on each of t h e  sca les  used i n  t h e  quest ionnaire 

(each sca l e  had a d i f fe ren t  poss ible  t o t a l ) ,  t h e  

Pearson product -moment cor re la t ion  coef f ic ien t  was 
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calculated t o  show the  re1ationshgp between each of 

t h e  variables used. 

. . .The Pearson product -moment correlat ion 
coefficient  i s  simply a measure of , the slope 
a f t e r  the  X and Y scores have b en transformed 
t o  Z scores (standard scores) . 13 

Computational formula (using raw scores) 

4) The values of the  correlat ion coeff ic ients  obtained 

i n  t h i s  study were tes ted a t  the  .01 level  of s igni f i -  

cance. The tab les  used fo r  t h i s  purpose a re  found 

i n  Popham. 15 

. . .the notion of s t a t i s t i c a l  significance fo r  
r is ,  sensibly enough, t i e d  t o  the  s i z e  of 
the  sample. Since a larger sample w i l l  pro- 
vide a more representative index of the  
nature of a relat ionship,  smaller values of 
r become s t a t i s t i c a l l y  signif  ant a s  the  
s i z e  of the  sample increases. f g 

: A s  an example when a t - t e s t  i s  applied t o  the 

correlat ion between professional or ientat ion scores 

and evaluation model scores f o r  s ingle  teachers, the  

correlat ion i s  s ignif icant  a t  t he  .01 level. 

(summary Table 111) 

t = r - = . 2 8 8 4 r  

1--0829 

From the  tab le ,  2.390 i s  required f o r  .01 level  of 

significance on a one-tailed t e s t .  17 

The program f o r  the  analysis of the  data was writ ten by 

Angelique Kopp of Simon Fraser University, under the  supervision 

of Misa Gratton, Program Consultant, of Simon Fraser University 

 omp put ing' . Cent re.  



REFERENCES FOR CHAPTER 121 

1. Corwin, R.G., The Development of an  Instrument f o r  Examining 
s t a f f  c o n f l i c t s  i n  t h e  Publ ic  Schools, (~olurnbus: Ohio S t a t e  
Univers i ty ,  1964) . 

2 .  Hrynyk, N .P . , "Corre la tes  of Professior ial  Role Or ienta t io?  
i n  Teaching." (Unpublished Ph.D. d i s s e r t a t i o n ,  t h e  
Universi ty  of Alberta ,  Edmonton, 1966). 

I b i d  pp. 22-25. 3 .  0 ,  

4.  Corwin, OP. c i t . ,  re ference  1, Appendix I1 e. 

5 .  Gross, N . ,  and Druben, R . ,  The Role Behavior of School 
P r i n c i p a l s ,  (Canbridge, Harvard Univers i ty ,  1965) . 

6 Cur t in ,  J., Supervision i n  Today's Elementary Schools, 
(New York, The Macmillan Company, 1964), p. 251. 

7.  Fatu,  N.A., " ~ e s e a r c h  on Teacher Evaluation, I' J . E .  Heald 
e t  a l . ,  (ed. ) , Selected Readinss i n  General Supervision, 
( ~ e w  York, The Ma'cmillan Company, 1970) , p. 291. 

8 Morphe'c, E .L. ,' Educational Administration: Concewts, 
P r a c t i c e s ,  and I s sues ,  (~nglewood C l i f f s  , Prent ice-Hall ,  
Inc. ,  1959),  p .  354. 

9. Rose, G., "The E f f e c t s  of Administrators  Evaluat ion,"  
The National  Elementary Princiwal ,  2  , (November, 1963) , p. 51. 

10. h i g h t o n ,  S . , Increas inq  Your Accuracy i n  Teacher Evaluation, 
(~nglewood C l i f f s ,  Prent ice-Hall ,  Inc . ,  19651, p. 36. 

11. Moser, C.A., Survey Methods i n  S o c i a l  Inves t iqa t ion ,  (London, 
W i l l i a m  Heinemann, 1958), p .  76. 

12. Kish, L. ,  Survey S a m ~ l i n q ,  (New York, John Wiley & Sons, 
1965),  pp. 113-122. 

13. Superintendent of Education, Ninety-ninth Annual Report of 
t h e  Pub l i c  schools  of B r i t i s h  Columbia, (Vic tor ia ,  Queen's 
P r i n t e r ,  1971),  p .  16. 

14. Schoeninger, D.W., and Insko, C.A., In t roductorv  s t a t i s t i c s  
f o r  t h e  Behavioral Sciences,  ( ~ o s t o n ,  Allyn and Bacon, Inc., 
1971), p. 71. 

rJ. Popham, W . J , ,  Educational S t a t i s t i c s :  Use and I n t e r p r e t a t i o n ,  
(New Yowk, Harper & Row Publ ishers ,  1967), p. 398. 

16. Ibid. ,  p. 76. 

17. Ibid. ,  p.  398. 



CHAPTER IV 

R e s u l t s ,  Ana lys i s ,  and Discuss ion of  Hmotheses  

I Ana lvs i s  o f  Re la t ionsh ips  Between P r o f e s s i o n a l  

O r i e n t a t i o n  and Em~loyee  O r i e n t a t i o n  

Resu l t s :  The f i rs t  problem t o  be i n v e s t i g a t e d  w a s  an  a t tempt  

t o  determine t h e  r e l a t i o n s h i p  between t o t a l  s c o r e s  by B r i t i s h  

~ ~ l i ~ m . ~ ~ =  + - e ; r ~ h ~ ~ =  t-~, p y ~ f ~ ~ = i ~ f i ~ l  ~ r i f ? f i t = t i ~ ~  azd emnlnwnn r--J -- 
o r i e n t a t i o n  scales. Th i s  problem w a s  fo rmal ly  s t a t e d  as  

Hypothesis  I: t e a c h e r s '  t o t a l  p r o f e s s i o n a l  s c o r e s  show a p o s i t i v e  

c o r r e l a t i o n  wi th  s c o r e s  on t h e  employee o r i e n t a t i o n  scale. 

The r e s u l t s  o•’ a Pearson Product  Moment c o r r e l a t i o n  between 

t o t a l  p r o f e s s i o n a l  o r i e n t a t i o n  s c o r e s  and employee o r i e n t a t i o n  

s c o r e s  show a c o r r e l a t i o n  c o e f f i c i e n t  of .174 on t h e  t o t a l  pop- 

u l a t i o n   a able I ) .  Th i s  f i g u r e  i s  a c t u a l l y  s t a t i s t i c a l l y  

s i g n i f i c a n t  beyond t h e  . O 1  l e v e l .  Th i s  d i f f e r e n c e  w a s  found 

when t h e  sample w a s  subdivided i n t o  male and female sub  

samples.  The c o r r e l a t i o n  between s c o r e s  f o r  each group i s  s i g -  

n i f i c a n t  a t  t h e  . O 1  l e v e l .  

Although a g r e a t  d e a l  has  been s a i d  i n  r ecen t  y e a r s  re- 

ga rd ing  t h e  d i f f e r e n c e  between t h e  a t t i t u d e s  of  people  ove r  

age t h i r t y  and under t h a t  age ,  Table I1 shows similar s i g n i f i -  

cance f o r  t h e  c o r r e l a t i o n  c o e f f i c i e n t s  f o r  bo th  age groups of 

t e a c h e r s .  

When examined on t h e  basis of  m a r i t a l  s t a t u s  it is  

i n t e r e s t i n g  t o  



CORRELATION OF 

WITH XMPLOYEE ORIENTATION SCORES 

EXAMINED ON THE BASIS OF SEX 

TABLE I 

PROFESSIONAL ORIENTATION SCORES 

Number C o r r e l a t i o n  C o e f f i c i e n t  

Male 22 1 .155* 

F e m a l e  

T o t a l  

" S i g n i f i c a n t  a t  the . O 1  level. 



TABLE I1 

CORRELATION OF PROFESSIONAL ORIENTATION SCORES 

WITH EMPLOYEE ORIENTATION SCORES 

EXAMINED ON THE BASIS OF AGE 

Age Number Corre la t ion  Coefficient 

30 .+ under 

3 1 + over 

*Signi f icant  a t  t h e  . O 1  level. 



TABLE I11 

CORRELATION OF PROFESSIONAL ORIENTATION SCORES 

WITH EMPLOYEE ORIENTATION SCORES 

EXA-KI~_~ OK TEE EASLS np Nn,P,rT,n,L  STATUS^ 

M a r i t a l  Status Number  C o r r e l a t i o n  C o e f f i c i e n t  

Single  68 .2 15 

M a r r i e d  

O t h e r  

"Significant a t  the . O 1  l eve l .  



note   able 111) t h a t  only married t eachers  show a s i g n i f i c a n t  

c o r r e l a t i o n  between p ro fess iona l  o r i e n t a t i o n  and employee 

o r i e n t a t i o n .  Although t h e  r e l a t i o n s h i p  i s  s t ronger  f o r  t h e  

o t h e r  two groups, t h e  number i n  each of t h e s e  sub samples was 

t o o  small  f o r  t h e  c o r r e l a t i o n  t o  be s i g n i f i c a n t l y  d i f f e r e n t  

from zero.  Since t h e r e  i s  a d i s t i n c t  c o r r e l a t i o n  between age 

and employee o r i e n t a t i o n  (TABLE XX) ,  t h e s e  r e s u l t s  are not 

s u r p r i s i n g .  T h i s  observat ion i s  a l s o  cons i s t en t  wi th  t h e  re-  
1 

s u i t s  of previous research .  Corwin noted t h a t  younger 

teachers  had lower employee o r i e n t a t i o n s  than d i d  o lde r  

members. (note  a l s o  t h e  c o r r e l a t i o n  between age and marital 

Discussion: The Pro fess iona l  Role Or ien ta t ion  Scale  used i n  t h i s  

s tudy was designed t o  measure an i n d i v i d u a l ' s  a t t i t u d e  toward 

t h e  Live p r o f e s s i o n a l  dimensions of knowledge, s e r v i c e ,  core- 

organiza t ion ,  colleague-profession, and client-autonomy. The 

Employee Or ien ta t ion  Scale  measured a t e a c h e r ' s  o r i e n t a t i o n  t o  

r u l e s  and procedure,  admin i s t r a t ion ,  and l o y a l t y  t o  t h e  organi-  

za t ion .  Since t h e  c h a r a c t e r i s t i c s  measured, i n  t h e s e  two 

s c a l e s ,  a r e  i n  many ways a con t rad ic t ion  t o  one another ,  it 

would be presumed t h a t  a negat ive and not a p o s i t i v e  c o r r e l a t i o n  

should e x i s t  between t h e  two. It must be noted, however, t h a t  

~ o e l l e r ~  found t h a t  teachers  f r equen t ly  p r e f e r  s tandardized systems 

because they  reduce pa r t i cu la r i sm and inc rease  p r e d i c t a b i l i t y .  

Therefore,  t eachers  demand r u l e s ,  e s p e c i a l l y  i n  dea l ing  with 

o t h e r  groups. Another aspect  i s  noted by peabody3 when he 

found t h a t  although elementary t eachers  a t t a c h e d  considerable  



importance t o  t h e  p ro fess iona l  b a s i s  f o r  t h e i r  a u t h o r i t y ,  they 

t y p i c a l l y  acquiesced t o  a u t h o r i t y  of admin i s t r a t ive  p o s i t i o n  

when c o n f l i c t  a rose .  

A s  predic ted  i n  t h i s  s tudy,  t h e r e  was a s i g n i f i c a n t  p o s i t i v e  

r e l a t i o n s h i p  between p ro fess iona l  o r i e n t a t i o n  and employee 

o r i e n t a t i o n .  Hypothesis I was supported.  This  s i g n i f i c a n t  

t r e n d  w i l l  be given f u r t h e r  examination i n  Chapter V. 

XI AnaXvsis of Relati~nships Between Profess iona l  

O~r ien ta t ion  and Closeness of Supervision. 

Results:  The second problem t o  be i n v e ~ t i g a t e d  was an attempt 

t a  determine t h e  r e l a t i o n s h i p  between t h e  t o t a l  sco res  of 

t eachers  on the profess iona l  o r i e n t a t i o n  s c a l e  and t h e i r  t o t a l  

scores  an t h e  closeness  of supervis ion sca le .  This  problem was 

formally s t a t e d  a s  Hypothesis 2 : t e a c h e r s '  t o t a l  p ro fess iona l  

scores show a negat ive  c o r r e l a t i o n  with scores  on t h e  c loseness  

-c supervis ion  s c a l e  . 
The r e s u l t s  of a Pearson Product Moment c o r r e l a t i o n  betwem 

these two a r e a s  are shown i n  Tables I V ,  V, and VI. It was 

pred ic ted  t h a t  a negat ive c o r r e l a t i o n  would e x i s t  between pro- 

f e s s i o n a l  o r i e n t a t i o n  and closeness  of  supervis ion.  However, 

as it can be saen from Table I V ,  when examined on t h e  b a s i s  of 

sex,  t h e r e  i s  a p o s i t i v e  r e l a t i o n s h i p  s i g n i f i c a n t  a t  t h e  -01  

l e v e l .  If examined on t h e  b a s i s  of age t h e r e  is a s l i g h t  

v a r i a t i o n  between those  under t h i r t y  and those  over  t h a t  age. 

The c o r r e l a t i o n  c o e f f i c i e n t  of t h e  o l d e r  group, Crhile not 

s i g n i f i c a n t  a t  the . O 1  l e v e l ,  f a l l s  s h o r t  of s i g n i f f  cance by 
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only a f e w  po in t s .  It i s  only when t h e  populat ion i s  examined 

on t h e  b a s i s  of marital s t a t u s  t h a t  a d i f fe rence  e x i s t s .  The 

married t eachers  show a s i g n i f i c a n t  p o s i t i v e  c o r r e l a t i o n  

between p r o f e s s i o n a l  o r i e n t a t i o n  and closeness  of supervis ion 

(Table VI), whereas s i n g l e  t eachers  show a tendency t o  support  

t h e  negat ive c o r r e l a t i o n  predic ted  i n  t h e  second hypothesis .  

Discussion: Hypothesis two was not supported. This  f i n d i n g  would 

i n d i c a t e  t h a t  not a l l  a s p e c t s  of c l a s s r o ~ m  supervis ion  a r e  re -  
4 

j ec ted  by t eachers .  When Enns s tud ied  supervis ion  of t eachers ,  

he  found t h a t  p r i n c i p a l  behaviour which was perceived a s  h ighly  

d i r e c t i v e  and r e s t r i c t i v e  w a s  c o r r e l a t e d  with teacher  d i s s a t i s -  

f a c t i o n .  Furthermore: ~ r a s k '  s5 a s s e r t i o n  t h a t  p r i n c i p a l s  i n  many 

ins tances  have abandoned classroom v i s i t a t i o n s ,  on t h e  b a s i s  

t h a t  t eachers  we j ect t h i s  behaviour a s  unprofessional ,  lends 

a d d i t i o n a l  support  t o  t h e  p red ic ted  negat ive c o r r e l a t i o n  of 

hypothesis  two. Upon examination of t h e  i n d i v i d u a l  i t e m s  on 

t h e  closeness  of supervis ion  s c a l e  it becomes evident  why t eachers  

do not  r e j e c t  a l l  a s p e c t s  of c l o s e  supervis ion .  A s  i l l u s t r a t e d  

i n  Table V I  A,  t h e r e  a r e  c e r t a i n  phases of c l o s e  supervis ion  

such as a s s i s t a n c e  t o  t eachers  experiencing d i f f i c u l t y ,  which 

t eachers  i n  t h i s  sample d id  not r e j e c t .  Furthermore, it can 

be seen from Table V I  B t h a t  only those  acts of supervis ion ,  

such as unexpected evalua t ions ,  which could be i n t e r p r e t e d  

as punat ive,  were r e j e c t e d  by t h e  ma jo r i ty  of teachers .  A l -  

though examination of t h e  t a b l e s  i n  Appendix A w i l l  show t h a t  

p r i n c i p a l s  and v ice-pr inc ipa ls  teaching  h a l f  t i m e  or more, 

in termedia te  grade t eachers ,  and those  t eachers  wi th  a B.Ed. 



TABLE I V  

CORRELATION OF PROFESSIONAL ORIENTATION SCORES 

WITH CLOSENESS OF SUPERVISION SCORES 

EXAMINED ON THE BASIS OF SEX. 

Sex Number Correlation Coefficient 

Male 2 2 1  .143* 

Female 

T o t a l  

*Significant a t  the .01 level .  



TABLE v 

CORRELATION OF PROFESSI- ORIENTATION SCORES 

WITH CLOSENESS OF SUPERVISION SCORES 

-NED ON THE BAS1 S OF AGE. 

Correlation Coefficient 

30 + under 173 .l86* 

31 t ovex 

*Significant at the .01 level .  



TABLE VI 

CORRELATION OF PROFESSIONAL ORIENTATION SCORES 

W Z T H  CLOSENESS OF SUPERVISION SCORES 

EXAMINED ON THE BASIS OF MARITAL STATUS, 

Marital Status Number C o r r e l a t i o n  Coef f f c i e n t  

Single 68 - ,026 

Married 

Other 

*Signif icant  a t  the .01 level. 



Scale  I t e m s -  Percentase of T o t a l  Sample 
Respondins t o  Each Al te rna t ive  
( N C  443) 

Closeness of S u ~ e r v i s i o n  SA A U E SD 

56. P r i n c i p a l s  should be pre- 14.4 43.6 14..7 23.5 3 .8 
pared t o  c l o s e l y  super- 
v i s e  new teachers  i n  t h e  
school.  

60. It is e s s e n t i a *  t h a t  5.4 47.6 20.8 21.9 4.3 
p r i n c i p a l s  c l o s e l y  d i r e c t  
t h e  work of  t eachers  who 
are l i k e l y  t o  experience 
d i f f i c u l t y  . 

61. ' P r i n c i p a l s  should know 9.7 53.7 11.7 22.4 2 .5  
what i s  t a k i n g  p l a c e  i n  
most of t h e  s c h o o l ' s  
classrooms during most 
of t h e  day. 

62. P r i n c i p a l s  should i n s i s t  21.4 54.2 11.7 11.3 1.4 
t h a t  they  be consul ted 
p r i o r  t o  t eachers  t ak ing  
problems t o  h igher  
a u t h o r i t i e s  i n  t h e  
school  system. 



TABLE V I  B 

Scale Items percsntase of Tota l  Sanmle 
Reswondins t o  Each Al ternat ive  
(N 443) 

Floseness of Suwervision SA 

Evaluators shouJd require  . 5 
t h a t  t eacher ' s  classroom 
behaviour conform t o  t h e  
p r inc ipa l '  s standards. 

Pr inc ipa l s  should always 3 -4 
v i s i t  c lasses  on a regular  
schedule t o  determine how 
w e l l  teachers are carrying 
out t h e i r  jobs. 

Any evaluat ion scheme 3 -4  
should include a check 
t o  see t h a t  teachers  
prepare wr i t t en  lesson 
plans and previews of 
t he  work they intend t o  
cover. 



(secondary) Degree a l l  tend toward support of t he  negative 

cor re la t ion  predicted between professional  o r i en t a t f  on and close- 

ness of supervision. 

I11 Analvsis of Relationships Between 

profess ional  Orientat ion and 

Evaluation Model 

Resul ts t  The t h i r d  problem t o  be invest igated was an a t t e p t  

t o  determine t h e  re la t ionsh ip  between t h e  profess ional  

o r i en t a t i on  of Br i t i sh  Columbia teachers  and t h e i r  acceptance 

or r e j ec t ion  of t h e  evaluat ion model. T h i s  problem was re- 

s t a t e d  a s  Hypothesis 3 t teachers ' t o t a l  professional  scores 

s h w  a pos i t i ve  cor re la t ion  with scores on t h e  evaluation 

mode 1. 

The r e s u l t s  of a Pearson Product moment cor re la t ion  between 

total  profess ional  o r ien ta t ion  scores and evaluat ion model scores 

show a cor re la t ion  coef f ic ien t  of -180 on t h e  t o t a l  population 

f o r  t h i s  study. (Table V I I )  . This f i gu re  i s  s t a t i s t i c a l l y  

e ign i f ican t  a t  beyond the  . O l  l evel .  Table V I I  a l s o  i l l u s t r a t e s  

t h a t  both male and female populations show pos i t i ve  corre la t ions  

which a r e  s ign i f i can t .  

When examined on t h e  basis of age, t h e  r e su l t i ng  cor re la t ions  

between profess ional  o r ien ta t ion  and the  evaluation model are 

q u i t e  revealing.  Those teachers of age t h i r t y  o r  under support 

the  pos i t i ve  predic t ion of t h e  hypothesis. The cor re la t ion  ' 

coeff ic ient  f o r  t h i s  group is  .359 which is s t a t i s t i c a l l y  s i g n i f i -  

cant at beyond the  .01 leve l .  On t he  o ther  hand, those teachers  



age thir ty-one and over show a cor re la t ion  coef f ic ien t  of  .095 

which is not s ign i f i can t .  

When examined on t h e  b a s i s  of mar i t a l  s t a t u s ,  it was found 

t h a t  both s i n g l e  and married teachers showed support f o r  t he  

pos i t ive  re la t ionsh ip  predicted i n  hypothesis three .  However, 

those teachers grouped on t h e  bas i s  of separated, divorced o r  

widowed show a cor re la t ion  coef f ic ien t  of -.090, which i s  not 

s ign i f i can t ly  below zero but i s  nevertheless negative. In 

s p i t e  of these  two deviat ions,  it could be sa fe ly  s t a t ed  t h a t  

hypothesis 3 w a s  supported. 

Discussion: An explanation of t h e  deviat ions of d i f f e r en t  
1 

groups of teachers  from t h e  pos i t i ve  cor re la t ion  predicted i n  

hypothesis t h r ee  can' be found by the  examination of o ther  data.  

Table XXII i l l u s t r a t e s  these  f indings : 

1) Age and evaluat ion model scores a r e  negatively 

cor re la ted  and t h i s  cor re la t ion  i s  s ign i f i can t  

the  . O l  l eve l .  

2 )  The nwnber of years  of teaching and evaluation 

model scores are negatively corre la ted  and t h i s  

cor re la t ion  i s  s ign i f ican t  a t  the  . O 1  level .  

3) Teaching l e v e l  and evaluat ion model scores a r e  

negatively corre la ted  but  not t o  a s ign i f i can t  

leve 1. 

I n  addi t ion,  

t h a t  of t he  

grades have 

or ien ta t ion  

examination of t he  t ab l e s  from Appendix C ind ica tes  

four l eve l s  of teaching only teachers  of primary 

scores which co r r e l a t e  pos i t i ve ly  with professional  

scores and scores on the  evaluat ion model a t  a 



TABLE VII 

CORRELATION OF PROFESSLONAL ORIENTATION SCORES 

WITH EVALUATION MODEL SCORES 

EXAMINED ON THE BASIS OF SEX 

Correlation Coe f f i c i en t  

Male 

Female 222 .220* 

Total 443 . mo* 

*S ign i f i cant  at  t h e  . O 1  l e v e l  



TABLE VIIf 

CORRELATION OF PROFESSIONAL ORIErmATION SCORES 

WITH EVALUATION MODEL SCORES 

EXAMINED ON T m  BASIS OF AGE 

AZSS Number Correlation Coef S i c i e n t  

30 under 173 3 59* 

31 over 

*S ign i f i cant  a t  the . O 1  level. 



TABLE IX 

CORRELATION OF PROFESSIONAL ORIENTATION SCORES 

WITH EVALUATION MODEL SCORES 

EXAMINED ON THE BASIS OF MARITAL STATUS,* 

Marital Status N u m b e r  Correlation Coefficient 

Single 68 .288* 

Married 

O t h e r  
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s i g n i f i c a n t  l e v e l .  Furthermore, from t h e  same t a b l e s  it may 

be noted t h a t  only t eachers  with t e n  yea r s  o r  less teaching  

experience show scores  with a p o s i t i v e  c o r r e l a t i o n  between 

p ro fess iona l  o r i e n t a t i o n  and t h e  evalua t ion  model a t  a sig- 

n i f i c a n t  l e v e l .  Another i n t e r e s t i n g  f a c t  is  shown when t eachers  

a r e  examined on t h e  b a s i s  of present  p o s i t i o n .  Regular c l a s s -  

room teachers  support  t h e  p red ic t ion  of hypothesis  t h r e e  with 

a c o r r e l a t i o n  c o e f f i c i e n t  of .2 15 which i s  s i g n i f i c a n t  beyond 

t h e  . O 1  l e v e l .  

That hypothesis  t h r e e  was supported,  i s  evident .  The 

d iscrepancies  found w i l l  be given f u r t h e r  examination i n  Chapter V. 

I V  Analysis  of'  Relat ionships Between Employee 

Or ien ta t ion  and Closeness of Supervision 

Results:  The four th  problem t o  be inves t iga ted  was an attempt 

t o  determine t h e  r e l a t i o n s h i p  between employee o r i e n t a t i o n  and 

closeness  of  supervis ion  scores .  This  problem w a s  formally 

s t a t e d  as Hypothesis 4: t eachers '  t o t a l  sco res  on t h e  employee 

o r i e n t a t i o n  s c a l e  show a p o s i t i v e  c o r r e l a t i o n  with scores  on 

t h e  closeness  of supervis ion  s c a l e .  

The r e s u l t s  of a Pearson Product Moment Corre la t ion  between 

employee o r i e n t a t i o n  and closeness  of supervis ion  scores re- 

vealed s i g n i f i c a n t  c o r r e l a t i o n s  i n  most a r e a s  examined (~ab le s  

X,  X I ,  XI1 and Appendix A ) .  I n t e r e s t i n g  i s  t h e  fact t h a t  a l l  

c o r r e l a t i o n  c o e f f i c i e n t s  examined on t h e  b a s i s  of t o t a l  popu- 

l a t i o n ,  sex ,  age and m a r i t a l  s t a t u s  w e r e  s i g n i f i c a n t  beyond 

. O l  l e v e l .  It is  f u r t h e r  reveal ing  t o  no te  t h e  p o s i t i v e  

t h e  



c o r r e l a t i o n s  between employee o r i e n t a t i o n  and age,  number of 

years  i n  p resen t  school  'and teaching experience  a able XX) . 
Discussion: Although hypothesis  4 was supported, any i n t e r p r e t a -  

t i o n  suggest ing t h a t  t eachers  a r e  l o y a l ,  compliant employees 

should be made with considerable  r e se rva t ion .  Close examination 

of t h e  percentage of t eachers  answering t h e  ind iv idua l  i t e m s  

on t h e  employee o r i e n t a t i o n  s c a l e  i s  q u i t e  en l ightening .  Half 

t h e  t eachers  o r  more i n  t h e  sample f e e l  t h a t  they  should be 

obedient ,  r e s p e c t f u l ,  and loya l  t o  t h e  p r i n c i p a l .  They would 

a l s o  f e e l  t h a t  h i s  judgement should be followed regarding 

con t rovers i a l  textbooks o r  speakers permit ted i n  t h e  school.  

I n  a d d i t i o n ,  they  wduld agree  t h a t  t eachers  should be com- 

p l e t e l y  f a m i l i a r  wit'h t h e  w r i t t e n  desc r ip t ions  of r u l e s  and 

procedures necessary f o r  running t h e  classroom. 

More than  h a l f  of t h e  t eachers  i n  t h e  sample oppose the 

suggest ion t h a t  t eachers  who openly c r i t i c i z e  t h e  adminis- 

t r a t i o n  ehould be encouraged t o  go elsewhere. Approximately 

t h e  same nunlber d isagree  t h a t  schools  should have manuals 

of r u l e s  and regu la t ions  which a r e  t o  be followed se r ious ly .  

More emphatic are t h e  more than two t h i r d s  of t h e  sample 

who do not feel  t h a t  t h e  adminis t ra t ion  of a school  i s  b e t t e r  

q u a l i f i e d  than t h e  teacher  t o  judge what i s  best f o r  education. 

They would not fo l low t h e  wishes of t h e  t o p  adminis t ra t ion  i n  

order  t o  keep out of "hot water" ,  nor would they  put  the 

i n t e r e s t s  of  t h e  school above t h e i r  own pe r sona l  i n t e r e s t s .  

The s t ronges t  disapproval  w a s  shown toward those  s tatements  

which suggested t h a t  t eachers '  behaviour as employees, could 



TABLE X 

CORRELATION OF EMPLOYEE ORIENTATION SCORES 

WITH CLOSENESS OF SUPERVISION SCORES 

EXPAINED ON THE BASIS OF SEX. 

BSL -- Nunber Correlation Coefficient 

Male 

Total 

* S i g n i f i c a n t  at the .Ol l e v e l .  



TABLE X I  

CORRELATION OF EMPLOYEE ORIENTATION SCORES 

WITH CLOSENESS OF SUPERVISION SCORES 

EXAMINED ON THE BASIS OF AGE 

A & ,  Number - C o r r e l a t i o n  Coefficient 

3 0  t under 173 .504* 

3 1  + over 

*Signif icant  a t  the . O 1  l eve l .  



TABLE X I 1  

CORRELATION OF EMPLOYEE ORIENTATION SCORES 

WITH CLOSENESS OF SUPERVISION SCORES 

EXAMINED ON THE BASIS OF MARITAL STATUS. 

Marital Status Number Correlation Coefficient 

Single 

Married 

Other 

"Significant a t  the .O1 level. 
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be con t ro l l ed  by a series of r u l e s .  For example, a t  least 

e igh ty  percent  do not wish t o  have t h e i r  t i m e  of a r r i v a l  and 

depar ture  from school  s t r i c t l y  enforced. A similar number do 

not  want r u l e s  t o  cover numerous problems which might a r i s e  

i n  t h e  school  s i t u a t i o n .  Las t ly ,  eighty-seven percent  of t h e  

t eachers  i n  t h e  sample would not avoid t h e  controversy which 

could a r i s e  from t h e  var ied  i n t e r p r e t a t i o n  of school  r u l e s .  

The impl ica t ions  of these  f ind ings  w i l l  be examined more 

c l o s e l y  i n  Chapter V. 

V Analvsis of Rela t ionshias  Between 

, Em~lovee  Or ienta t ion  and 

Evaluation Mode 1 

Resul t s  e f i f t h  problem t o  be inves t iga ted  was an  at tempt  

t o  determine t h e  r e l a t i o n s h i p s  between t h e  scores  obtained 

by. .Bri t ish Columbia t eachers  on t h e  employee o r i e n t a t i o n  scale 

and t h e  evalua t ion  model. The problem was formally s t a t e d  as 

Hypothesis 5: t eachers '  t o t a l  sco res  on t h e  employee 

o r i e n t a t i o n  scale show a negat ive  c o r r e l a t i o n  with scores on 

t h e  eva lua t ion  model. 

The r e s u l t s  of  t h e  Pearson Product Moment c o r r e l a t i o n  f o r  

the t w o  above mentioned v a r i a b l e s  does produce a negat ive  

r e l a t i o n s h i p  as predic ted  i n  t h e  hypothesis .  However, t h i s  

r e l a t i o n s h i p  i s  not  s i g n i f i c a n t .  Examination of t h e  scores  

on t h e  b a s i s  of sex produced a s i m i l a r  r e s u l t .  Although 

both  male and female t eachers  show a tendency t o  support  t h e  

hypothesis  by a negat ive  c o r r e l a t i o n ,  i n  n e i t h e r  rase was t h e  
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r e l a t i o n s h i p  s i g n i f i c a n t  a t  an acceptable  l eve l .  (Table X I I I )  . 
When t h e  populat ion i s  examined on t h e  basis of marital s t a t u s ,  

none of t h e  t h r e e  groups s i n g l e ,  married o r  o t h e r  as shown i n  

Table XV r e v e a l  negat ive  c o r r e l a t i o n s  of a s i g n i f i c a n t  value.  

The r e s u l t s  of c o r r e l a t i o n s  examined on t h e  b a s i s  of age i n d i c a t e  

a negat ive  d i r e c t i o n  t o  t h e  r e l a t i o n s h i p  between employee 

o r i e n t a t i o n  and t h e  evalua t ion  model f o r  those  over t h i r t y  but 

a very low, p o s i t i v e  d i r e c t i o n  f o r  those  under t h i r t y .  

Discussion: Hypothesis 5 was not supported. The examination 

of t h e  r e s u l t s  i n d i c a t e s  that an i n d i v i d u a l ' s  employee 

o r i e n t a t i o n  score  'is not a v a l i d  p r e d i c t o r  of h i s  acceptance 

o r  r e j e c t i o n  of t h e  eva lua t ion  model. 

V I  Analysis of R e l a t i o n s h i ~ s  Between 

Closeness of S u ~ e r v i s i o n  

And Evaluat ion Model 

Results:  The s i x t h  problem t o  be i n v e s t i g a t e d  was an attempt -- 
t o  determine t h e  r e l a t i o n s h i p s  between t h e  scores  obtained 

on t h e  c loseness  of supervis ion scale and t h e  scores  on t h e  

evalua t ion  model. This  problem was formally s t a t e d  as 

Hypothesis 6: t eachers '  t o t a l  sco res  on t h e  closeness  of 

supervis ion  s c a l e  show a negat ive  c o r r e l a t i o n  with scores  

on t h e  eva lua t ion  model. 

The c o r r e l a t i o n  coe f f i c i en t  obtained,  when t h e s e  two 

v a r i a b l e s  a r e  examined on t h e  basis of to ta l  populat ion,  

18, p o s i t i v e  and s i g n i f i c a n t  a t  t h e  . O 1  l e v e l , '   a able XVI) . 
Simi la r ly ,  the  female population revea l s  a p o s i t i p e ,  



TABLE XXII 

CORRELATION OF EMPLOYEE ORIENTATION SCORES 

AND EVALUATION MODEL SCORES 

pvr  n-n+r.rmn h - v  --.- -- --- 
m r r m a u  ULY 1.- ~ ~ l a  OF Sm. 

Sex - Number Correlation Coefficient 

Male 221 -.081 

Female 

Total 



TABLE XIV 

CORRELATION OF EMPLOYEE ORIENTATION SCORES 

AND EVALUATION MODEL SCORES 

EXAMINED ON THE BASIS OF AGE. 

&Is Number Correlation Coefficient 

30 + under 273 .016 

31 t over 



TABLE XV 

CORRELATION OF EMPLOYEE ORIENTATION SCORES 

AND EVALUATION MODEL SCORES 

EXAMINED ON THE BASIS OF MARITAL STATUS. 

M a r i t a l  Status Number  C o r r e l a t i o n  Coefficient 

Sing le  68 -.099 

M a r r i e d  

O t h e r  



TABLE XVI 

CORRELATION OF CLOSENESS OF SUPERVISION SCORES 

AND EVALUATION MCDEL SCORES 

'EXAMINED ON THE BASIS OF SEX. 

&a Number Correlation '~oef  ficient 

Male 22 1 -084 

Female 

~ 0 t a l  

*Significant a t  the . O 1  level. 



TABLE X V I I  

CORRELATION OF CLOSENESS OF SUPERVISION SCORES 

AND EVALUATION MODEL SCORES 

EXAMINED ON THE B A S I S  OF AGE. 

ese Number Correlation Coefficient 

30 under 173 .174* 

31 over 

"Signi f icant  at the . O 1  level. 



TABLE XVIII 

CORRELATION OF CLOSENESS OF SUPERVISION SCORES 

AND EVALUATION MODEL SCORES 

EXAMINED ON THE BASIS OF MARITAL STATUS . 

Marital Status Number Correlation Coefficient 

Married 

Other 

"Significant a t  the .O1 level. 



TABLE X V I I I A  

p Scale  Items 
U 

Percentase of T o t a l  Sample 
' Respondins t o  Each Al te rna t ive  
(N = 443) 

Evaluat ion Model 

63. It i s  t h e  o v e r a l l  purpose 24.4 57.6 9.0 7.0 2 .0  
of evalua t ion  t o  replace  
poor teaching with good 
teaching,  not  t o  e l imina te  
poor t eachers .  

64. Teachers and p r i n c i p a l s  31.6 50.1. .16.7 1.4 .2 
should be a c t i v e l y  i n -  
volved i n  developing t h e  
evalua t ion  plan and reviewing 
it p e r i o d i c a l l y .  

65. A usable  d e f i n i t i o n  of 10.2 48.5 23.9 15.1 2.3 
teaching  and a job descr ip-  
t i o n  of each p o s i t i o n  which 
i s  appropr ia t e  t o  each school 
should be developed. 

66. Evaluations should include 
: a p r e - v i s i t  informal  con- 

ference between t h e  evalu- 
a t o r  and t h e  t eacher  t o  
determine t h e  t e a c h e r ' s  
ob jec t ives  and purposes 
and t o  determine t h e  
c h a r a c t e r i s t i c s  of t h e  
s tuden t s  i n  t h e  c l a s s .  

67.  Evaluat ions should include 26.6 60.9 8.8 3.2 .5 
a p o s t - v i s i t  informal con- 
fe rence  between t h e  evalu- 
a t o r  and t h e  teacher .  A l l  
no ta t ions  on t h e  evalua t ion  
records should be i n i t i a l l e d  
by t h e  t eacher  and the  
eva lua to r .  



S c a l e  I tems Percentaqe of Total Sample 
Respondins t o  Each A l t e r n a t i v e  
(N = 443) 

Eva lua t ion  Mode 1 SA A U D SD 

68. I n  t h e  event  t h e r e  i s  29.4 63.4 5.2 1.8 
disagreement between t h e  
t e a c h e r  and e v a l u a t o r  over 
any i t em,  p r o v i s i o n  should 
be made f o r  o t h e r  obse rve r s ,  
a c c e p t a b l e  t o  bo th  t e a c h e r  
and e v a l u a t o r ,  t o  p a r t i c i -  
p a t e  i n  t h e  eva lua t ion .  

69. P rov i s ions  should be made 38.2 5 7 . 6  3.6 .2 .4 
f o r  t r a i n i n g  t h e  eva lu-  
a t o r s  and t h e y  should be 
given s u f f i c i e n t  t i m e  t o  
do t h e  job  p rope r ly .  

70. Eva lua to r s  shobld be 3 3 . 9  57.3 7 .2  1.4 .2 
eva lua t ed  p e r i o d i c a l l y  
by supe r in t enden t s  and 
t h e  t e a c h i n g  f a c u l t y .  

71: The e v a l u a t i o n  p roces s  45 .4  52.6 1.3 . 5  .2 
' should i t se l f  be eva lua t ed  

n e r i o d i c a l l y  and changed 
whenever improvement i s  
p o s s i b l e .  



TABLE X I X  

CORRELATION OF PROFESSIONAL ORIENTATION SCORES 

AND SELECTED BIOGRAPHIC CRITERIA. 

C r i t e r i a  C o r r e l a t i o n  With 
P r o f e s s i o n a l  O r i e n t a t i o n  

T e a c h i n g  level  .12 5* 

Number  of years i n  present school .154* 

Number  of years of teaching .2 14" 

C o m m i t m e n t  t o  teaching .l68* 

"Signi f icant  a t  the . O l  l eve l .  . 



TABLE XX 

CORRELATION O F  W L O Y E E  ORIENTATION SCORES 

AND SELECTED BIOGRAPHIC CRITERIA 

( ~ e s p o n d e n t s  = 443) 

C r i t e r i a  C o r r e l a t i o n  W i t h  E m p l o y e e ,  
O r i e n t a t i o n  

T e a c h i n g  l eve l  .027 

N u m b e r  of years i n  present  school .180* 

~uniber of years of teaching 

C o m m i t m e n t  t o  teaching  

* S i g n i f i c a n t  a t  the  . O 1  level. 



TABLE XXI 

CORRELATION OF CLOSENESS OF SUPERVISION SCORES 

AND SELECTED BIOGRAPHIC CRITERIA 

C i r t e r i a  C o r r e l a t i o n  With 
C l o s e n e s s  of S u p e r v i s i o n  

A g e  

T e a c h i n g  level 

N u m b e r  of years i n  present school 

N u m b e r  of years of t6aching 

~ o k i t r n e n t  t o  teaching 



TABLE XXII 

CORRELATION OF EVALUATION MODEL SCORES 

AND SELECTED BIOGRAPHIC CRITERUli 

(Respondents s 443) . 

Cri te r ia  c o r r e l a t i o n  with 
Eva lua t ion  Model 

Teaching level 

Number of y e a r s  i n  p r e s e n t  school a.059 

Number of years of t e a c h i n g  -.126* 

commitment to teaching .023 

* S i g n i f i c a n t  a t  t h e  .O1 level. 



s i g n i f i c a n t  

c o r r e l a t i o n  

age and f o r  

l e v e l .  The 

t h e  segment 

o r  widowed. 

7 5  

c o r r e l a t i o n .  As shown i n  Tables XVII and X V I I I ,  

c o e f f i c i e n t s  fo r  teachers .under  t h i r t y  yea r s  of 

married t eachers  are a l s o  s i g n i f i c a n t  a t  t h e  . O l  

only negat ive  c o r r e l a t i o n  which appears  i s  from 

of populat ion c l a s s i f i e d  under separa ted ,  divorced, 

The c o r r e l a t i o n  c o e f f i c i e n t  obta ined  although 

negat ive  was e s s e n t i a l l y  ze ro  (r -, -.007) . 
Discussion: Hypothesis 6 w a s  not  supported. Although it was 

pred ic ted  t h a t  a negat ive c o r r e l a t i o n  would exist between 

c loseness  of supervis ion  and t h e  evalua t ion  model, it is not 

d i f f i c u l t  t o  expla in  t h e  p o s i t i v e  c o r r e l a t i o n  when t h e  r e s u l t s  

of Hypothesis 2 &re examined. It was i l l u s t r a t e d  i n  Tables VXA 

and VIB t h a t  only t h r e e  of t h e  seven i t e m s  on closeness  of 

supervis ion  were r e j e c t e d  by t h e  major i ty  of t eachers .  There- 

f o r e ,  t h e  h igher  number of i t e m s  on t h i s  scale w e r e  answered 

p o s i t i v e l y  and w e r e ,  thereby,  c o r r e l a t e d  with t h e  p o s i t i v e  

response given t o  t h e  evalua t ion  model  a able XVLIIA). 

When t h e  c o r r e l a t i o n s  between t h e  eva lua t ion  model and 

s e l e c t e d  b iographic  criteria a r e  examined  a able XXIX) , a 

number of i n t e r e s t i n g  f a c t o r s  appear.  Since age and evalua t ion  

model scores  are negat ive ly  c o r r e l a t e d  t o  an acceptable  l e v e l  

(.Or), one may draw a t  least two conclusions.  E i t h e r  younger 

t eachers  express  a g r e a t e r  desire and need f o r  t h i s  type of 

evalua t ion  scheme, o r  o$der t eachers  , having grown accustomed 

t o  another  system, a r e  more confident  of t h e i r  t enure  and see 

less need for any change. These i d e a s  r ece ive  f u r t h e r  support  



when it i s  noted t h a t  t h e  scores  on t h e  evalua t ion  model a r e  

a l s o  negat ive ly  c o r r e l a t e d ,  a t  a s i g n i f i c a n t  l e v e l ,  with t h e  

number of yea r s  of teaching  a able XXII) . Viewing t h i s  i n -  

formation, an admin i s t r a to r  respons ib le  f o r  teacher  eva lua t ion  

must assume t h a t  e i t h e r  t eachers  a s  they  ga in  age and ex- 

per ience  accept  cur rent  eva lua t ion  p r a c t i c e s  o r ,  a younger 

generat ion of t eachers  expect a d i f f e r e n t  s e t  of c r i t e r i a  t o  

be examined i n  t h e  evalua t ion  of t h e i r  work. The impl ica t ion  

of t h i s  t o p i c  w i l l  rec ieve  f u r t h e r  cons idera t ion  i n  Chapter V. 

V I  SUMMARY 

For t h e  purpose 'of t e s t i n g  s i x  hypotheses, a survey was 

performed and t h e  r e s u l t s  obtained,  from 443 t eachers  randomly 

s e l e c t e d  from a l l  a c t i v e  B r i t i s h  Columbia members, were used. 

Of t h e  s i x  hypotheses,  t h r e e  were supported a t  a s i g n i f i c a n t  

l e v e l .  Two o t h e r s  w e r e  supported a t  t h e  .01 l e v e l ,  but  i n  

t h e  oppos i te  d i r e c t i o n  t o  t h a t  predic ted .  The remaining 

hypothesis  obtained c o r r e l a t i o n s  i n  t h e  d i r e c t i o n  p red ic ted ,  

but  not  a t  an acceptable  l e v e l .  

With t h e  except ion of hypothesis  s i x ,  ( c o r r e l a t i o n  between 

closeness  of supervis ion  and evalua t ion  model), t h e  r e s u l t s  

when examined on t h e  basis of sex,  revealed no s i g n i f i c a n t  

d i f f e rence .  When examined on t h e  basis of age, c o r r e l a t i o n s  

between p r o f e s s i o n a l  o r i e n t a t i o n  and c loseness  of supervis ion  

r e v e a l  some d i f fe rence .  The younger group show a s i g n i f i c a n t  

p o s i t i v e  c o r r e l a t i o n ,  whereas t h e  o l d e r  t eachers  do not .  The 

age f a c t o r  is a l s o  evident  when p r o f e s s i o n a l  o r i e n t a t i o n  and 



eva lua t ion  model scores  are cor re la t ed .  Again, t h e  younger 

t eachers  show a p o s i t i v e  c o r r e l a t i o n ,  whereas, t h e  o l d e r  group 

does not ,  c o r r e l a t i o n s  between closeness  of  supervis ion  and 

t h e  evalua t ion  model r e v e a l  s i m i l a r  d i f f e rences .  It i s ,  

the re fo re ,  evident  t h a t  age i s  a f a c t o r  t o  be considered i n  

eome of  t h e  r e l a t i o n s h i p s  t e s t e d ,  

It i s  i n t e r e s t i n g  t o  observe t h a t  although t eachers  are 

growing p ro fess iona l ly  ( a s  previous ly  d i scussed) ,  t h e i r  

p ro fess iona l  o r i e n t a t i o n  scores  s t i l l  c o r r e l a t e  s i g n i f i c a n t l y  

wi th  t h e i r  employee o r i e n t a t i o n .  Revealing too ,  i s  t h e  f a c t  

t ha t  t eachers  do not  r e j e c t  a l l  a spec t s  of c l o s e  supervis ion .  

Las t ly ,  it was most en l ightening  t o  f i n d  t h a t  with one except ion,  

a l l  i t e m s  on t h e  evalua t ion  model were agreeable  t o  between 

80 and 95 p e r  cent  of a11  t eachers  i n  

The impl ica t ions  of each of t h e s e  

coos idera t ion  i n  t h e  f i n a l  chapter  of 

t h e  sample. 

observa t ions  w i l l  receive 

t h i s  s tudy,  
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CHAPTER V 

Conclusions, Implications, Further ~esearch, and Summary 

I Conclusions 

At the beginning of this study it was stated that a major 

problem 'confronting today' s school administrators is the 

supervision and evaluation of teachers as profesaional- 

empioyees. It is reaiized that the use of a survey research 

design and the analysis of the findings, are necessary 

procedures for understanding the problem. The basic purpose 

of the study, however, is to determine what implications 

exist for the practising school administrator in fulfilment 

of his responsibilities. 

Before suggesting implications which may be inferred from 

the study, it is necessary to examine those conclusions which 

may be drawn from the supported hypotheses. 

Conclusions in c elation to the Positive Correlation Between 
Professional Orientation and Em~loyee Orientation. 

From the empirical support shown for hypothesis I in Tables 

I, If, and 111, there is substantial indication that the 

professional orientation of teachers is correlated positively 

with their employee orientation. Examination of the 

correlations found in other sub samples, prohibits the assumption 

of any superficial conclusions (Appendix A ) .  On the basis of 

present posit ion, regular classroom teachers support the 

hypothesis. However, vice-principals and principals do not 

indicate similar support. The interesting point.to note is 



t h a t  cur rent  research  shows admin i s t r a to r s ,  a s  a group, 

achieving h igher  p ro fess iona l  o r i e n t a t i o n  scores  than  o t h e r  
1 

groups. Another group reveal ing  a s i g n i f i c a n t  c o r r e l a t i o n  

is t h a t  comprised of t eachers  who hold teaching c e r t i f i c a t e s  

b u t  no degrees.  They support  t h e  p o s i t i v e  c o r r e l a t i o n  i n  

hypothesis  1, but  a l s o  score  lower on t h e  p ro fess iona l  o r i e n t a t i a n  
b 

s c a l e .  When t h e  t o t a l  sample i s  divided i n t o  two groups 

cons i s t ing  of those  committed t o  continue teaching and those  

who would choose another  a i t e r n a t x v e ,  only t h e  lat ter  group 

show a s i g n i f i c a n t  c o r r e l a t i o n  between p ro fess iona l  o r i e n t a t i o n  

and employee 

a l s o  revea l s  

p ro fess iona l  

teachers .  

o r i e n t a t i o n .  Previous research i n  t h i s  area 2 

t h a t  those  committed t o  teaching have h igher  t o t a l  

o r i e n t a t i o n  scores  than  do t h e  uncommitted 

The b a s i c  conclusion t o  be drawn from t h i s  information i s  

t h e  r e a l i z a t i o n  t h a t  t eachers  who score  h ighes t  on t h e  pro- 

f e s s i o n a l  o r i e n t a t i o n  s c a l e  a r e  not  necessa r i ly  employee o r i en ted .  

Conclusions i n  Relat ion t o  t h e  P o s i t i v e  Corre la t ion  Between 

Profess iona l  Or ien ta t ion  and t h e  Evaluation Model. 

The support  shown f o r  hypothesis  3 i n  Tables VII, V I I I  

and I X  should be considered on t h e  b a s i s  of information 

revealed by t h e  examination of o t h e r  sub-groups. This  

hypothesis  received s i g n i f i c a n t  support  from regu la r  classroom 

teachers  a t  t h e  .01 l e v e l .  Department Head t eachers  with 

teaching  loads of h a l f  time o r  more a l s o  supported t h i s  

p o s i t i v e  c o r r e l a t i o n  a s  did primary t eachers  and those who 

possess  no Degree o r  a Bachelor of Education (elementary).  



I n  add i t ion ,  support  w a s  shown by those  new t o  t h e i r  school ,  

those  who had taught  i n  only one d i s t r i c t  and those t eachers  

with t e n  years  o r  less teaching experience.  

The b a s i c  conclusion from t h i s  information appears t o  

c e n t r e  around t h e  f a c t  t h a t  those teachers  most l i k e l y  t o  be 

involved i n  t h e  evalua t ion  process ,  a r e  t h e  ones who g ive  g r e a t e s t  

support  t o  t h e  p o s i t i v e  c o r r e l a t i o n  between professional.  

o r i e n t a t i o n  and t h e  evalua t ion  model. 

Conclusions i n  Rela t ion  t o  t h e  P o s i t i v e  Cor re la t ion  Between 

Employee Or ienta t ion  and Closeness of ~ u p e r v i s i o n .  

I n  Chapter I V  ( ~ a b l e s  V I A  and VIB and t he  d iscuss ion  on 

p.  5 7 ) ,  t h e  main concern was t o  avoid conclusions without 

c a r e f u l  cons idera t ion  of how t h e  respondents answered each of t h e  

i tems on t h e  two s c a l e s  r e l a t i n g  to employee o r i e n t a t i o n  and 

closeness  of supervis ion .  A s  mentioned a t  t h a t  t i m e ,  t h e  major i ty  

of t eachers  do not o b j e c t  t o  a l l  a spec t s  of c l o s e  supervis ion;  

only  t o  those  which could be i n t e r p r e t e d  as  pun i t ive  i n  na ture .  

Regarding t h e  i tems on the employee o r i e n t a t i o n  s c a l e ,  t h e  

major i ty  of t eachers  expressed disagreement with all but three 

of t h e  f i f t e e n  suggest ions.  These two f ind ings  a r e  given 

support  by two o the r  r e c e n t l y  published s t u d i e s .  

Clear and Seager3 i n d i c a t e  t h a t  Barnard's* 'zone of 

indi f ference"  ( t h e  a r e a  wi th in  which a subordinate  w i l l  f i n d  

t h e  orders of a super io r  unquestionably acceptable)  i s  more 

accura te ly  descr ibed  as a  "zone of acceptance".  Thei r  con- 



Administrators ,  
m i n t  enance and 

who must promote o rgan iza t iona l  
goal  a t ta inment  should not 

become over-csnfident when teachers  r e a d i l y  
accept  some amount of in f luence .  ' While t h e s e  
i n i t i a l  a t tempts  may f a l l  w i th in  t eachers '  
zones of acceptance,  subsequent,  more i n -  
t e n s i v e ,  e f f o r t s  f xom admin i s t r a to r s  whose 
f e e l i n g s  of legi t imacy a r e  c o n s i s t e n t l y  
g r e a t e r  than  t e a c h e r s ' ,  may f a l l  ou t s ide  
t h e  t eachers '  zones and have t h e  unant ic ipa ted  
consequence of p r e c i p i t a t i n g  r e s i s t a n c e  o r  
h o s t i l i t y .  This  can sharply  c u r t a i l  t h e  
a d m i n i s t r a t o r ' s  c a p a b i l i t y  t o  do h i s  job. f; 

I n  a d i f f e r e n t  s tudy,  Hoy and williams6 carne t o  t h e  conclusion 

t h a t  a school  p r i n c i p a l ' s  r e l i a n c e  on t h i s  ' zone of i n -  

d i f f e rence"  i s  un l ike ly  t o  g ive  a s u f f i c i e n t  base f o r  t h e  

e f f e c t i v e  opera t ion  of a school. 

It seems f a i r  t o  conclude, from t h e  above mentioned ob- 

s e r v a t i o n s  and t h e  f indings  of t h i s  s tudy,  t h a t  school  

p r i n c i p a l s  must make themselves cognizant of t h e  p ro fess iona l  

a s p i r a t i o n s  of t h e i r  f a c u l t y  members, i f  they  wish t o  achieve 

des i red  educat ional  goals with e f f e c t i v e  harmony i n  s t a f f  e f f o r t .  

Conclusions i n  Rela t ion  t o  t h e  P o s i t i v e  Cor re la t ion  Between 

Closeness of S u ~ e r v i s i o n  and t h e  Evaluat ion Model 

A s  ind ica ted  i n  Chapter I V ,  t h i s  hypothesis  w a s  supported 

with a p o s i t i v e  c o r r e l a t i o n  and not a negat ive  one a s  

p red ic ted .  Scru t iny  of the  i t e m s  on t h e  c loseness  of 

supervis ion s c a l e  revealed support  f o r  four of t h e  seven 

s ta tements-  It was f u r t h e r  noted t h a t  over e igh ty  per cent  of 

t h e  respondents i n  t h e  sample approved a l l  bu t  one i t e m  on t h e  

eva lua t ion  model. Fur ther  examination of t h e  f ind ings  i n -  

df c a t e s  t h a t  r egu la r  classroom teachers ,  t eachers  of primary 

grades,  and those  with t each ins  c e r t i f i c a t e s  b u t , n o  un ive r s i ty  
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degree ,  a l l  support  t h e  p o s i t i v e  c o r r e l a t i o n  between t h e s e  two 

areas. I n  a d d i t i o n ,  it should be . rea l ized  t h e r e  i s  a s i g n i f i -  

c an t  carre1ati .cn ( . 0 1  l e v e l )  between age and t e a c h i n g  l e v e l  and 

between age  and p r o f e s s i o n a l  t r a i n i n g .  

Th i s  in format ion  Leads one t o  conclude t h a t  m o s t  t e a c h e r s  

i n  t h e  above mentioned a r e a s  a r e  p repared  t o  accep t  s u p e r v i ~ i o n  

of a s u p p o r t i v e  and c o n s t r u c t i v e  n a t u r e ,  provided it a l s o  embodies 

t h e  i d e a s  o u t l i n e d  i n  t h e  e v a l u a t i o n  model. 

11 Imp l i ca t ions  far  Adminis t ra tors  

I n  Chapter  II, two b a s i c  purposes were suggested f o r  

e v a l u a t i o n .  F i r s t ,  i f  t h e  t each ing  p r o f e s s i o n  i s  t o  reach  i t s  

f u l l  p o t e n t i a l ,  i t  must be c r i t i c a l  about q u a l i t y  and develop 

s e l f - c o r r e c t i n g  mechanisms t o  upgrade t h e  performance of 

members. Secondly, t h e  p u b l i c  is  e n t i t l e d  t o  an account ing 

af t h e  e f f o r t s  of t h e  p r o f e s s i o n a l l y  t r a i n e d  i n d i v i d u a l s  i t  

employs i n  t h e  t o t a l  school  o p e r a t i o n .  The p u b l i c  should know 

what g o a l s  are be ing  sought by schoo l s  and t h e  e x t e n t  t o  which 

t h e s e  goa l s  are being reached.  

Ra t iona l e  for Superv is ion  and Eva lua t ion  Chanse 

Examination o f  t he  va r ious  rub-groups of  t e a c h e r s  i n  t h i s  

s t u d y  i n d i c a t e s  t h a t  a growth i n  p r o f e s s i o n a l  o r i e n t a t i o n  

accompanies exper ience  gained and i n c r e a s e d  academic and p r o f e s s -  

i o n a l  t r a i n i n g .  Concurrent ly ,  employee o r i e n t a t i o n  r e v e a l s  

a p o s i t i v e  c o r r e l a t i o n  wi th  age  and exper ience  C~abEe xX). 

However, t h o s e  t e a c h e r s  w i th  s i x  t o  f i f t e e n  years of exper ience ,  

show t h e  lowest  c o r r e l a t i o r .  between p r o f e s s i o n a l  o r i e n t a t i o n  
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and employee o r i e n t a t i o n ;  they  comprise 46 p e r  cent of t h e  

populat ion sample. Froin t h i s  information admin i s t r a to r s  may 

come t o  one of t h o  conclusions.  I f  they  surmise that t eachers  

usua l ly  become more employee o r i en ted  a s  they ga in  age and 

experience,  l i t t l e  change i n  supervis ion  and evalua t ion  

procedures w i l l  appear necessary.  Conversely, i f  they  con- 

clude t h a t  professional ism among t eachers  i s  growing and, 

furthermore,  t h i s  group, w i t h  c u r r e n t l y  s i x  t o  f i f t e e n  years 

experience, w i l l  exert 

l e a s t  t h e  next decade, 

be d i f f e r e n t .  

If credence can' be 

2 i c a t e  t h a t  p r i n c i p a l s  

scores  on p r o f e s s i o n a l  

i n f  l l ~ e n c r  - on youngel f eachers for  a t  

t h e  admin i s t r a t ive  impl ica t ions  w i l l  

given t o  previous s t u d i e s  which in- 

and v ice-pr inc ipa ls  r evea l  t h e  h ighes t  

o r i e n t a t i o n  s c a l e s .  then  they must 

t a k e  t h e  r e s p o n s i b i l i t y  of being p ro fess iona l  l eader s .  To 

f u l f i l  t h i s  o b l i g a t i o n ,  they  must have a c l e a r  concept of what 

is  c u r r e n t l y  p o s s i b l e  regarding supervis ion and evalua t ion  i n  

teaching .  To improve i n s t r u c t i o n  e n t a i l s  more than suggest ions 

on how t o  manage a classroom. It involves  a c t i n g  a s  a mir ror  

f o r  the t eacher  t o  enable t h a t  i n d i v i d u a l  t o  r e f l e c t  i n t e l l i -  

gen t ly  on how t h e  var ious techniques used i n  t h e  classroom e f f e c t  

the des i red  behavioural  changes i n  s tuden t s .  

Teachers surveyed i n  t h i s  s tudy have i n d i c a t e d  t h a t  

c e r t a i n  a s p e c t s  of c l o s e  supervis ion a r e  acceptable ,  provided 

t h e i r  purpose i s  cons t ruc t ive  i n  na tu re   a able VIA) . They have 

a l s o  shown convincing support  f o r  t h e  i d e a s  p tesented  i n  t h e  

"evalua t ion  model" s ta tements   able XVIILA). It i s  now c l e a r  
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t h a t  a d m i n i s t r a t o r s  wbo choose  t o  c a r r y  out a n  e f f e c t i v e  

p rog ram cf s u p e r v i s i c n  and e v a l u a t i a n  m u s t  do so f r o m  a 

p c s i t i o n  of p r o f e s s i o n a l  a u t h o r i t y  rather t h a n  f r o n t  t h e  

position of admini .s t ra t iwe a u t h o r i t y .  8 

Wken chang ing  t h e  formal p r o c e d u r e s  of s u p e r v i s i o n  and 

evaluation, it  seems l r k e l y  t h a t  t h o s e  m o s t  a f fec ted  by these 

~ r o c e d u r e s  would ha.vc mu& t o  c a n t  r i b u t e  ?:o their improvement .  

-5, -.. - rr - ., u j a i i y c n  in pt'jlicy , h' l rS~evcir  f r . e q u e n t i y  p r -od~ce  a n x i e t i e s  

amGng t e a e h e r s  .. It i s  t h e n  the .  .respor,srbil.i. t-iy of tf:::)ss 

imp lemen t ing  t h e  changes to he certain that effect-i.ve 

~ o m r r ~ u n i c a t i o n s  exist t a  r n i n i n i z e  t h i s  t e a c h e r  a n x i e t y .  T Q  

achieve si.xccess [particularly i n  t h e  area of superv~.:i .an and  

e v a l u a t i o i i )  t h e  c c m ~ u n i c a t i o n s  be tween t e a c h e r s  and a d m i n i s t r a -  

tors m.ii.st p r x s e s s  c e r t a i n  charac te r i s t ics .  Tney s h o u l d  en- 

cc;mpass a mutua.1 d e t e r m i n a t i . o n  of goals, a s p i r i t  of i n q u i r y ,  

m u t u a l  i n t e r a c t i o n  ar;d a. mutua J- i n8 l .ucnce  s y s t m .  
9 

The coficept cf rwtual influence is mast f.unc?amen t a L  t o  

u n d e r s t a n d i n y  c o m m u n i c a t i ~ n .  The idea  i s  not new. Mcre than 

10 
f i f t y  years ago Mary F o l l e t t  recaynized t h e  psycholag.ica1 

aspects of  a d m i n i s t r a t i o n .  H e r  main c ~ n t r i b u t i o n  t o  o r g a n i z a t i o n a l  

t h e o r y  l a y  i n  her understanding t h a t  c o n f l i c t s  be tween  members 

of an o r g a n i z a t i o n  do o c c u r  a n d  t h a t  if t h e y  are  p r o p e r l y  re- 

solved t h e s e  c o n f l i c t s  c a n  be b e n e f i c i a l .  She e.mphasized that 

human r e a c t i o n  i s  c i r c u l a r  and n o t  l i n e a r .  H e r  t h e o r y  of 

i n t e g r a t i o n  r e q u i r e s  t h e  u n d e r s t a n d i n g  t h a t  employees  react 

n o t  j u s t  t o  e m p l o y e r s ,  b u t  also to the a n t i c l p a , t e d  r e a c t i o n s  

of o t h e r  employees. She f e l t  that t r u e  i n t e g r a t i o n  o f  



and impor tan t .  

To t hose  a d m i n i s t r a t o r s  who accep t  t h e  c h a l L e n ~ e  of 

c o n f l i c t i n g  views was s u c c e s s f u l  when i t  negated t h a t  f e e l i n g  

of s a c r i f i c e  by e i t h e r  s i d e .  

More r e c e n t l y ,  Gellevman summarizes t h i s  concept of  

m u t u a l  i n f l u e n c e  wllen he says :  

. . . t he  sender ,  t o  be c e r t a i n  t h a t  his message w i l l  
be accep ted  by the receiver, must be prepared t o  
l e t  t h e  r e c e i v e r  i n f l u e n c e  h i m .  He must w e n  be 
prepared t o  Let t h e  r e c e i v e r  a l t e r  o r  modify t h e  
message i n  ways t b a t  make i t  more a ~ c e p ~ a b l e  t o  
t h e  r e c e i v e r .  Otherwise it may not  be  understood, 
or i t  may not be accepted ,  o r  it may simply be  
given l i p  ae rv i  ca and ignored. 

The message, t h e r e f o r e ,  i s  communicated best when i t  

cnconrpasses w i t b i n  its con ten t  t h e  sender  ' s wil - l ingness  t o  

cons ide r  t h e  r e c e i v e r ' s  r e a c t i o n  t o  h i s  message a s  r e l e v a n t  

en l igh tened  supe rv i s ion  and e v a l u a t i o n i  the i m p l i c a t i o n s  may 

appear  overwhelmirrg. The need f o r  autonomy, which educations!. 

p a r t i c i p a n t s  e x p r e s s ,  i s  based on the p r i n c i p l e  of se l f -  

gc~vernrnent, s e l f - c o n t r o l ,  and se l f -de t e rmina t ion .  Teachers ,  

i n  p a r t i c u l a r ,  display numerous c r e d e n t i a l s  i n  terms of 

p r o f e s s i o n a l  expertness as  j u s t i f i c a t i ~ n  f o r  t h e  express ion  

of t h i s  need.  

Before  pu:rsuing t h e  t o p i c  f u r t h e r  an examination of 

p r o f e s s i o n a l  needs ,  on the b a s i s  sf lower-order and h ighe r -  

order needs,  appea r s  relevant. men ~ e r ~ i o v a n n i l ~  examined 

 asl low's^' h i e r a r c h y  of  needs as they  a p p l i e d  t o  t e a c h e r s ,  he 

came t o  t h e  fo l lowing  conc lus ions ;  

1, The lower-order needs are t h o s e  which become 
a v a i l a b l e  to teachers when t h e y  make t h e  d e c i s i o n  
t o  become a member and remain a m e m b e r  of a school  



f a c u l t y .  The school  system i n  r e t u r n  exchanges 
money, b e n e f i t s ,  p o s i t i o n ,  f r i endsh ip ,  p r o t e c t i o n ,  
and i n t e r p e r s o n a l  g r a t i f i c a t i o n  f o r  s a t i s f a c t o r y  
membership by t eachers .  These fundamental needs 
mu&t now be suppl ied  i n  order  f o r  t eachers  t o  
funct ion  adequately as persons.  They now f e e l  
e n t i t l e d  t o  s e c u r i t y  and s o c i a l  need f u l f i l l m e n t  b y  
v i r t u e  of  membership i n  a school system. 

2 .  The higher-order needs are those which should 
become a v a i l a b l e  when a t eacher  decides t o  do t h a t  
which i s  beyond maintaining membership i n  t h e  
school. f a c u l t y .  This i nc rease  i n  comnaitment i s  
exchanged f o r  rewards such a s  recogni t ion  of 
competency and autani.smy, oppor tun i t i e s  f o r  assuming 
r e s p o n s i b i l i t y  and p a r t i c i p a t i n g  i n  dec i s ion  
making, and oppor tun i t i e s  f o r  experiencing success .  

Teachers w i l l  not be concerned with 'higher-order needs of 

esteem, autonomy and self -improvement unti l lower-order 

needs a r e  recognized a s  assured.  14 

I n  a m a t e r i a l i s t i c  s o c i e t y ,  many of the  esteem needs a r e  

met as a r e s u l t  of increased salary benefits der ived  through 

efforts of t eacher  organiza t ions .  With these needs s a t i s f i e d ,  

t eachers  move t o  e f f e c t  autonomy and s e l f - r e a l i z a t i o n  needs. 

The implications f o r  admin i s t r a to r s  a r e  now clear t h a t  t eachers  

wish  t o  be provided w i t h  oppor tun i t i e s  t o  make independent 

educat ional  dec i s ions  and admin i s t r a to r s  axe expected t o  provide 

t h e s e  oppor tun i t i e s  and a l s o  encourage personal  and professional,  

development . 
It would be wrong for admin i s t r a to r s  t o  assume t h a t  a l l  

t eachers  operate a t  t h e  same l e v e l  of needs. A l a r g e  number 

seem ready, w i l l i n g ,  and able t o  respond t o  t h e  i n t r i n s i c  

rewards i n  schools  i f  given the genuine opportuni ty t o  do so .  

Another s i z a b l e  group would like t o  respond sirni1arJ.y i f  they 

had t h e  confidence t o  do so .  T h e r e  i s  undoubtedly a small  
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group who are t o o  emotionally immature t o  be a b l e  t o  respond 

t o  t h i s  t ype of p a r t i c i p a t i o n ,  p a r t l y  as a  r e s u l t  of less than  

rewarding school o rgan iza t iona l  experiences.  

It seems reasonable t o  suggest t h a t  teachers  expect  fair 

and adequate supervis ion  and evalua t ion ,  suppor t ive  school 

p o l i c i e s  and admin i s t r a t ive  d i r e c t i v e s ,  f r i e n d l y  i n t e r p e r s o n a l  

r e l a t i o n s h i p s  and p leasant  working condit ions.  When supervis ion  

and evaluation pracedures b u i l d  upon t h i s  foundation by providing 

oppor tun i t i e s  for t eachers  t o  experience self-improvement, 

success, recogni t ion  of efforts, meaningful responsibility, 

and i n t r i n s i c  rewards, then a better scYiaol system i s  assured.  

The goal i s  accornplis'neli when human p a r t i c i p a n t s  i n   school.^ 

are given the opportuni ty t o  own shares  i n  t h e  school enter- 

prise. The reward i s  the develupment of b e t t e r  t eachers  and 

thereby better serv ice  t o  the paren t s  and chi ldren  of our 

society. 

It must be remembered, however, that t h e  pub3. i~  i s  not  

n e c e s s a r i l y  a p p r e c i a t i v e  of t h e  p r o f e s s i o n a l  a s p i r a t i o n s  of 

t eachers .  There i s  a growing demand from t h e  taxpayer for g r e a t e r  

accoun tab i l i ty  by educators .  l5 Teachers want more l a t i t u d e  

i n  educa t i cna l  dec i s ions  and y r e a t e r  rnonitary reward for  t h e  

p ro fess iona l  s e r v i c e s  they  render.  Taxpayers, by t h e i r  r e luc -  

tance t o  pass  opera t ing  referenda ,  have shorn t h e i r  f e e l i n g s  

regarding increased  educat ional  costs.  The two p o i n t s  of 

view, under p resen t  circumstances,  are not compatible. 

Educational admin i s t r a to r s ,  t eachers  and school  boards must 
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t h e  p o s i t i o n  of t h e  l a r g e s t  consumer of p u b l i c  monies. l7 If 

admin i s t r a to r s  use methods of supervis ion  and eva lua t ion  which 

are agreeable  t o  t eachers  t o  in~prove t h e  l e v e l  of i n s t r u c t i o n ,  

t eachers  w i l l  become con f iden t  enough t o  involve t h e  public i n  

the development of school  educat ional  programs. I n  order  t o  

appreciate t h e  goa l s  of educa t ion ,  the pub1i.c must be involved 

i n  t h e  development of  programs and s e r v i c e s  t h a t  are re levant  

and worthwhile from t h e  poin t  o f  view of c i t i z e n s  in t h e i r  

r e spec t ive  comnunf t i e s .  P u b l i c  educaticxn w i l l  probably rece ive  

more favourabPe c o n s i d e r a t i o n  when these a c t u a l  l i n e s  of 

communicatior~ a r e  thus  opened and continuousl4.y maintained. 

Ilf R e s e + ~ &  

T h i s  s tudy has been an attempt t o  gain i n s i g h t  i n t o  t h e  

professianaiism and employee o r i e n t a t i o n  of B r i t i s h  Col .wmbia 

t eachers ,  and furthemore, h ~ w  these two variables are re- 

l a t e d  t o  s e l e c t e d  a s p e c t s  of i n s t r u c t i s n a L  supervis ion .  Un- 

l ike  previous s t u d i e s  which focused on e i t h e r  profess ional i sm 

o r  employee o r i e n t a t i o n ,  this stxtdy attempted to explore the 

r e c e p t i v i t y  of teachers t o  a plan which would enable them t o  

p a r t i c i p a t e  f u l l y  i n  t h e  improvement of t h e  instructional 

a s p e c t s  of t h e i r  profess ion .  

Although t eachers  i n  t h i s  s tudy  gave ample support  f a r  t h e  

procedures o u t l i n e d  i n  the "evalua t ion  model", i t  would be 

unwise t o  make genera l  p r e d i c t i v e  s ta tements  from these 
f 

results. This  s tudy w a s  confined t o  B r i t i s h  Columbia. When 
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extens ive  s tudy of 6,000 t eachers  i n  1700 schools ,  he found 

d i f f e r e n c e s  i n  t h e  r e s u l t s  from various geographic a r e a s .  

H e  concluded t h a t  Midwestern teachers  were more t r a d i t i o n a l  

i n  educat ional  viewpoints,  while  West Coast t eachers  were 

more permissive i n  t h e i r  educat ional  viewpoints. Furthermore, 

he  found t h a t  West Coast t eachers  scored h igher  i n  s t imula t ing  

classroom behaviour,  while  t eachers  from t h e  Midwestern s t a t e s  

scored considerably lower i n  t h i s  a r e a .  

It i s  i n t e r e s t i n g  t o  specula te  on t h e  c o r r e l a t i o n s  between 

p ro fess iona l  o r i e n t a t i o n  and t h e  evalua t ion  model. Why do 

t eachers  of t h i r t y  years  of age and under r evea l  a higher  

c o r r e l a t i o n  between these  two va r i ab les  than  do o l d e r  

teachers? Considering growth i n  teacher  professional ism,  w i l l  

t h i s  r e l a t i o n s h i p  remain constant  o r  w i l l  it change with age 

and experience? What a c t u a l l y  induces t eachers  t o  be des i rous  

of improving t h e i r  i n s t r u c t i o n a l  competence? Do t eachers  a t  

d i f f e r e n t  ca ree r  s t a g e s ,  d i f f e r e n t  age l e v e l s ,  and of oppos i te  

sex vary i n  t h e i r  concept p ro fess iona l  improvement? Can t h e  

reward system p r e s e n t l y  used g ive  t eachers  incen t ive  t o  

improve p ro fess iona l ly  i n  a r e a s  o t h e r  than  c e r t i f i c a t i o n ?  If 

t h e  goal  of supervis ion  i s  t o  improve i n s t r u c t i o n ,  what a r e  

t h e  e f f e c t s  upon i n s t r u c t i o n  of var ious  supervisory and 

eva lua t ive  p r a c t i c e s ?  Fur ther  research i s  necessary before  

conclusive answers can be given t o  t h e s e  ques t ions .  



V Summary 

The Problem 

The purpose of t h i s  s tudy was t o  examine t h e  a t t i t u d e s  of 

B r i t i s h  Columbia t eachers  toward supervis ion  and evalua t ion  

t o  determine how t h e s e  two aspec t s  r e l a t e  t o  p ro fess iona l  

o r i e n t a t i o n  and employee o r i e n t a t i o n .  The s p e c i f i c  v a r i a b l e s  

involved were: (1) p ro fess iona l  o r i e n t a t i o n ,  (2b employee 

o r i e n t a t i o n  and, ( 3 )  supervis ion  (a )  c loseness  of supervis ion  

(b) an evalua t ion  model. I n  add i t ion ,  an attempt was made t o  

determine r e l a t i o n s h i p s  between t h e s e  four  v a r i a b l e s  and 

s e l e c t e d  b iographic  c h a r a c t e r i s t i c s  of t eachers .  

The research  s a i p l e  cons is ted  of 443 t eachers  randomly 

s e l e c t e d  from those  a c t i v e l y  employed i n  t h e  p u b l i c  schools  

of B r i t i s h  Columbia. 

Survey Findinqs 

Of t h e  s i x  c o r r e l a t i o n  hypotheses t e s t e d ,  t h r e e  were 

supported i n  t h e  p red ic ted  d i r e c t i o n  a t  o r  beyond t h e  . O 1  l e v e l  

of s t a t i s t i c a l  s i g n i f i c a n c e .  These included: 

( 1) A p o s i t i v e  c o r r e l a t i o n  between p ro fess iona l  o r i e n t a t i o n  

and employee o r i e n t a t i o n .  

(2) A p o s i t i v e  c o r r e l a t i o n  between p r o f e s s i o n a l  o r i e n t a t i o n  

and t h e  eva lua t ion  model. 

( 3 )  A p o s i t i v e  c o r r e l a t i o n  between employee o r i e n t a t i o n  and 

c loseness  of supervis ion .  

Two o t h e r  hypotheses were supported a t  o r  beyond t h e  . O 1  l e v e l  

of s t a t i s t i c a l  s ign i f i cance  but  i n  t h e  oppos i te  d i r e c t i o n  t o  

t h a t  predic ted .  These two were: 



(1) A p o s i t i v e  c o r r e l a t i o n  between p ro fess iona l  o r i e n t a t i o n  

and closeness  of supervis ion .  

( 2 )  A p o s i t i v e  c o r r e l a t i o n  between c loseness  of supervis ion  

and t h e  evalua t ion  model. 

Certain conclusions and impl ica t ions  f o r  admin i s t r a to r s  

fo l low from t h e s e  survey f ind ings .  Teachers with high . 

profess iona l  o r i e n t a t i o n s  a r e  usua l ly  employee o r i en ted  bu t  

c e r t a i n  sub-groups, inc luding  p r i n c i p a l s  and v ice -p r inc ipa l s ,  

al though high on p ro fess iona l  o r i e n t a t i o n  scores  a r e  not 

employee o r i en ted .  The sub-groups t o  r e v e a l  t h e  lowest 

c o r r e l a t i o n  between t h e s e  two v a r i a b l e s  were those  with s i x  

t o  f i f t e e n  years  of teaching  experience.  Administrators  

must f u r t h e r  r e a l i z e  t h a t  r egu la r  classroom teachers  with hi$r 

p r o f e s s i o n a l  o r i e n t a t i o n  a r e  t h e  ones who w i l l  d e s i r e  t h e  con- 

s i d e r a t i o n s  ou t l ined  i n  t h e  evalua t ion  model s ta tements .  

Pxinc ipa ls  must be aware of t h e  growing p ro fess iona l  a s p i r a -  

t i o n s  of t h e i r  f a c u l t y  members. Thei r  l a t i t u d e  i n  admin i s t r a t ive  

a u t h o r i t y  i s  lessening  and must be replaced by t h e  a u t h o r i t y  

of p ro fess iona l  competence, i f  t hey  hope t o  have t h e i r  schools  

reach des i red  educat ional  goals  with e f f e c t i v e  s t a f f  cooperation. 

They w i l l  achieve t h i s  o b j e c t i v e  i f  they  a r e  prepared t o  

assist t eachers  t o  be e f f e c t i v e l y  c r i t i c a l  of t h e  q u a l i t y  of 

teaching performance. 

The r e s u l t s  of t h i s  s tudy should be of i n t e r e s t  t o  o t h e r  

s tuden t s  of educat ional  adminis t ra t ion  and t o  those adminis- 

t r a t o r s  who hold t h e  r e s p o n s i b i l i t y  f o r  t h e  $upexvision and 

evalua t ion  of t e a c h e r s .  
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APPENDIX A: SUMMARY TABLES 



SUMMARY TABLE 

C o r r e l a t i o n  o  f  P r o f e s s i o n a l  O r i e n t a t i o n  Scores  With E2npl oyee 
O r i e n t a t i o n  Scores .  

T o t a l  Popula t ion  

Sex : - 
Male 

Female 

M a r i t a l  S t a tu s :  
S i n g l e  

Married 

Other 

Age: 
30 and under 

3 1  and over  

P re sen t  Pos i t i on :  
Classroom Teacher 

Dept. Head t each ing  more than  
ha l f - t ime  

Dept . Head t e a c h i n g  ha l f - t ime  o r  
less 

Vice-pr inc ipa l  o r  P r i n c i p a l  
t each ing  more than  ha l f - t ime  

Vice-Pr inc ipa l  o r  P r i n c i p a l  
t e a c h i n g  ha l f - t ime  o r  less 

Other 

Teachinq Level: 
Primary g rades  

In t e rmed ia t e  g rades  

Jr. Secondary g rades  

S r .  secondary grades  
< 

* S i g n i f i c a n t  a t  t h e  . O 1  l e v e l .  

N u m b e r  

443 

221 

222 

68 

340 

35 

17 3  

270 

3 02 

40 

4 

25 

32 

40 

106 

14 5 

104 

88 

c o r r e l a t i o n  
~ o e f  f i c i e n t  

.174* 

.155* 

.2 oo* 



Academic & P r o f e s s i o n a l  Tra in inq :  
L e t t e r  of  Permiss ion 

Teaching C e r t i f i c a t e  (no degree)  

B.Ed. (e lementary)  

B .Ed .  (secondary) 

Bachelor ' s and Teacher T ra in ing  
and Bachelors and o l d  B.Ed. 

Masters Degree 

N o .  of  D i s t r i c t s  Tauqht i n :  
7 
A. 

10 or  more 

Years i n  P re sen t  School: 
1 

2. 

3  

4 

5  

6-15 

16-25 

2 6  o r  more 

Years of Teachinq: 
0-5 

6-10 

11-15 

16-25 

25 o r  more 

Number 

7 

159 

74 

3 9 

12 3 

22 

'I C 7  
A U  I 

108 

7 5 

81 

10 

2 

97 

106 

51 

54 

30 

84 

18 

3  

1 3  7 

12 6  

76 

72 

3  1 

C o r r e l a t i o n  
Coef f i c i e &  



Co~mitment to Teachinq: 
Not committed 

Committed 

Number. Correlation 
Coefficient 



l C ? G  

SUMMARY TABLE If 
. , 

C o r r e l a t i o n  of  P r o f e s s i o n a l  o r i e n t a t i o n  Scores W i t h  Closeness 
of  Superv is ion  Scores .  

Number C o r r e l a t i o n  
C o e f f i c i e n t  

T o t a l  Popu la t ion  

Sex: 
7 

Male 

Female 

~ a r i t a i  S t a t u s :  
S i n g l e  

Married 

Other 

&: 
30 and under 

3 1  and over  

P re sen t  P o s i t i o n :  
Classroom Teacher 

Dept. Head t e a c h i n g  more than  
ha l f - t ime  

Dept . Head t e a c h i n g  h a l f  - t i m e  or 
lsss 

Vice-Pr inc ipa l  o r  P r i n c i p a l  
t each ing  more than  ha l f - t ime  - 
Vice-Pr inc ipa l  o r  P r i n c i p a l  
t each ing  ha l f - t ime  o r  less 

Other 

TeuLhinq  Level: 
Primary grades  

I n t e r ~ e d i a t e  g rades  

Jr. Secondary grades  

S r .  Secondary g rades  

* S i g n i f i c a n t  a t  t h e  . O 1  l e v e l ,  



Academic and Profess iona l   raini in^: 
L e t t e r  of Permission 

Teaching C e r t i f i c a t e  (no degree) 

B .Ed. (elementary) 

B .Ed. (secondary) 

Bachelor ' s and Teacher Training 
and Bachelor 's  and o l d  B - E d .  

Master 's  Desree 

N o .  of D i s t r i c t s  Tausht in :  
1 

2 

3 

4 -7 

8-10 

10 o r  more 

Years i n  Present  School: 
1 .  

2 

3 

4 

5 

6-15 

16-25 

2 6  o r  more 

Years of Teachinq: 
0-5 

6-10 

11-15 

16 -2 5 

2 5  o r  more 

Number 

7 

159 

74 

39 

12 3 

22 

167 

108 

75 

8 1  

10 

2 

97 

106 

51  

54 

30 

84 

18 

3 

13 7 

12 6 

76 

72 

3 1 

Corre la t ion  
Coeff ic ient  



Commitment to Teachinq: 
Not committed 

Committed 

Correlation 
Number Coefficient 



SUMMARY TABLE I11 

Corre la t ion  of P ro fess iona l  Or ien ta t ion  Scores With Evaluat ion 
Model Scores. 

T o t a l  Population 

Sex : - 
Male 

Female 

M ~ U ;  +a 'I C+=+~. rn  r 
A . A U I I  b I I  U W U L U U  I 

Single  

Married 

Other 

Aqe: 
30 and under 

3 1  and over 

Present  Pos i t ion:  
Classroom Teacher 

Dept. Head teaching  more than 
half- t ime 

Dept . Head teaching  h a l f  - t i m e  
o r  l e s s  

Vice-principal  o r  P r i n c i p a l  
teaching more than  half- t ime 

Vice-Principal o r  P r i n c i p a l  
I t eaching  half- t ime o r  l e s s  

Other 
6 

Teachinq Level: 
i Primary grades 

B Intermediate  grades 

Jr . Secondary grades 

S r  . Secondary grades 

Number 

443 

2 2 1  

222 

68 

340 

3 5 

173 

270 

302 

40 

4 

25 

32 

40 

106 

14 5 

104 

88 

Cor re la t ion  
Coeff ic ient  

"Signi f icant  a t  t h e  . O 1  l e v e l .  



Academic and Profess iona l   raini in^ 
L e t t e r  of Permission 

Teaching C e r t i f i c a t e  (no degree) 

B .Ed. (elementary) 

B .Ed. (secondary) 

Bachelors ' and Teacher Tra in ing  
and Bachelor 's  and o l d  B.Ed. 

N o .  of Districts Tausht in :  
1 

2 

10 or more 

Years i n  Present  School: 
1 :  

26 or  more 

Years of Teachins: 
0-5 

11-15 

I 16 -2 5 

26 or more 

Number 

3 

159 

74 

39 

12 3 

22 

16 7 

108 

75 

8 1  

10 

2 

97 

106 

51 

54 

30 

84 

18 

3 

13 7 

12 6 

76 

72 

3 1 

Corre la t ion  
Coeff ic ient  



Commitment t o  Teachinq: 

Not committed 

Committed 

Number 
Cor re l a t ion  
C o e f f i c i e n t  



SUMMARY TABLE I V  

Cor re la t ion  of Employee Or ienta t ion  Scores With Closeness - - 
of Supervision Scores.  

T o t a l  Population 

Sex : - 
Male 

Female 

Mar i t a l  S ta tus :  
S inqle  

Married 

Other 

Age: 
30 and under 

3 1  and over 

Present  Pos i t ion:  
Classroom Teacher 

Dept. Head teaching  more than  
h a l f  -t i m e  

Dept . Head teaching h a l f  - t i m e  
o r  l e s s  

Vice-Principal o r  P r i n c i p a l  
teaching more than half- t ime 

Vice-Principal o r  P r i n c i p a l  
teaching ha l f - t ime o r  less 

Other 

Teachins Level: 
Primary grades 

Intermediate  grades 

Jr. Secondary grades 

S r .  Secondary grades 

Number 

443 

2 2 1  

222 

68 

340 

35 

173 

270 

3 02 

40 

4 

25 

32 

40 

106 

14 5 

104 

88 

Cor re la t ion  
Coef f i c i en t  

.553* 

"Signif icant  a t  t h e  .01 l e v e l  



Number 

Academic and Profess iona l  Traininq: 
L e t t e r  of Permission 

Teaching C e r t i f i c a t e  (no degree) 

B .Ed. (elementary) 

B .Ed. (secondary) 

Bachelors ' and Teacher Training 
and B a c h ~ l o r ' s  and o ld  B.Ed. 

M % o C ~ r r  nnmunn 
+ - A U O  LGL O YCZrlGG 

N o .  of D i s t r i c t s  Tausht i n :  

10 or more 

years '  in- Prggent School: -- - 

26 o r  more 

Years of Teachinq: ,. - 



26 or more 

Commitment to Teachinq: 
Not committed 

Committed 

Number Correlation 
Coefficient 



SUMMARY TABLE V 

C o r r e l a t i o n  of Employee O r i e n t a t i o n  
Model Scores .  

T o t a l  Popula t ion  

Sex : - 
M a  l e  

Female 

M a r i t a l  S t a t u s :  
S i n g l e  

Other 

Age: 
30 and under 

3 1  and over  

P r e s e n t  P o s i t i o n :  
Classroom ~ z c h e r  

Dept. Head t e a c h i n g  more than  
h a l f  - t i m e  

Dept . Head t e a c h i n g  h a l f  -time 
o r  less 

Vice-Pr inc ipa l  o r  P r i n c i p a l  
t each ing  more than  ha l f - t ime  

Vice-Pr inc ipa l  o r  P r i n c i p a l  
t e a c h i n g  h a l f  - t i m e  o r  l e s s  

Other 

Teachinq Level: 
Primary grades  

In t e rmed ia t e  g rades  

Jr. Secondary g rades  

S r  . Secondary g rades  

* S i g n i f i c a n t  a t  t h e  . O 1  l e v e l .  

Scores  With Eva lua t ion  

Number 

443 

221 

222 

68 

340 

3  5 

173 

270 

3 02 

40 

4 

2 5  

32 

40 

10 6 

14 5 

104 

88 

C o r r e l a t i o n  
C o e f f i c i e n t  



Academic and Profess iona l  Traininq: 
L e t t e r  of Permission 

Teaching C e r t i f i c a t e  (no degree) 

B .Ed. (elementary) 

B .Ed. (secondary) 

Bachelors '  and Teacher Training 
and Bachelor 's  and o l d  B.Ed. 

Masters Degree 

So. of D i s t r i c t s  Tauqht i n :  
1 

10 o r  more 

Years i n  Present  School: 
1 

26 o r  more 

Years of Teachinq: 
0-5 

16 -2 5 
26 o r  more 

Number 

7 

159 

74 

39 

12 3 

22 

167 

108 

75 

81 

10 

2 

9 7 

10 6 

51 

54 

30 

84 

18 

3 

13 7 

12 6 

76 

72 

3 1 

Corre la t ion  
Coef f i c i en t  



Commitment to Teachinq: 
Not committed 

Committed 

Correlation 
Number Coefficient 



SUMMARY TABLE V I  

Cor re la t ion  of Closeness of Supervision .Scores With Evaluat ion - 
Model Scores. 

Corre la t ion  
Number Coeff ic ient  

To ta l  Population 

Sex : - 
Male 

Female 

Mar i t a l  S ta tus :  
S ingle  

Married 

Other 

m: 
30 and under 

3 1  and over 

Present  Pos i t ion:  
Classroom Teacher 

Dept . Head teaching  more than 
half -time 

Dept . Head teaching.  half- t ime 
o r  l e s s  

Vice-Principal o r  P r i n c i p a l  
teaching  more than h a l f  -time 

Vice-principal  o r  P r i n c i p a l  
teaching h a l f  -time o r  l e s s  

Other 

Teachinq Level: 
Primary grades 

Intermediate  grades 

Jr. Secondary grades 

Sr .  Secondary grades 

"Signi f icant  a t  t h e  . O 1  l e v e l .  



Academic and Profess iona l  ,Traininq: 
L e t t e r  of Permission 

Teaching C e r t i f i c a t e  (no degree) 

B .Ed. (elementary) 

B .Ed. (secondary) 

Bachelors ' and Teacher Training 
and Bachelor 's  and o ld  B.Ed. 

Masters Degree 

N o .  of  Dis t r ic ts  Tauqht In: 
1 

10 o r  more 

Years i n  Present  School: 
1 

2 

3 

4 

5 

6-15 

16-25 

26 or more 

Years of Teachinq 
0-5 

6-13 

11-15 

16-2 5 

2 6  o r  more 

N u m b e r  

7 

159 

74 

39 

1 2  3 

22 

167 

108 

75 

8 1  

10 

2 

97 

10 6 

51  

54 

30 

84 

18 

3 

13 7 

12 6 

76 

72 

3 1 

Corre la t ion  
Coeff ic ient  



Commit~ent t o  Teackinq: 
-I----- 

Not c c m n ~ i t  t ed  

Correlation 
Nurrber C o e f f i c i e n t  



SUMMARY TABLE V I I  

Sca l e  I tems Percentaqe of  T o t a l  Sample. 
Respondinc; t o  Each A l t e r n a t i v e  
(N = 443) 

P r o f e s s i o n a l  O r i e n t a t i o n  

It i s  v i t a l .  t o  h i s  e f f e c t -  SA 
i venes s  t h a t  t h e  t e a c h e r  52.1 
should possess  a thorough 
knowledge of h i s  s u b j e c t  
ma t t e r .  

Persons  should b e  eva lua t ed  SA 
p r i m a r i l y  of t h e  b a s i s  of 12.2 
t h e i r  a b i l i t y  t o  com.unicate  
knowledge. 

Schoo1.s should h i r e  no one SA 
t o  t each  u n l e s s  t h e  person 4.0  
ho lds  a t  l e a s t  a b a c h e l o r ' s  
degree  i n  educa t ion .  

A t e a c h e r ' s  p r a c t i c e  should SA 
be based p r i m a r i l y  on h i s  .9 
acqua in tance  wi th  educa t iona l  
l i t e r a t u r e  and r e s e a r c h .  

Persons  who do not  meet t h e  SA 
p r e s e n t  B r i t i s h  Cclumbia 6.3 
c e r t i f i c a t i o n  requirements  
should be  a1.lowed t o  t e a c h  
when t h e r e  i s  a  t e a c h e r  
sho r t age  .* 
Knowledge of e d u c a t i o n a l  S  A 
t heo ry  i s  v i t a l  f o r  e f f e c t -  8.1 
i v e  t each ing .  

Teachers should be expected SA 
t o  g ive  a f t e r - h o u r s  i n s t r u c -  7 .4  
t i o n  t o  p u p i l s  who a r e  no t  
doing w e l l  i n  t h e i r  school  
work. 

I would r a t h e r  t e a c h  than  do SA 
anyth ing  e l s e  f o r  a 1.iving. 23.5 

A U D 'SD 
46.0 9.5 27.8 4 . 5  

*Scored n e g a t i v e l y  



Because of what I a m  able t o  
do f o r  s o c i e t y ,  I would con- 
t i n u e  t o  t each  even i f  I 
could e a r n  more money a t  
ano the r  voca t ion .  

A t e a c h e r  should be  pre -  
pared t o  devote  t h e  whole 
of  h i s  working l i f e t i m e  
t o  t h e  occupat ion t o  
t e a c h i n g  . 
A t e a c h e r  should encourage 
a s  many of h i s  s t u d e n t s  a s  
p o s s i b l e  t o  e n t e r  t each ing  
as  a r.--...L-. -- 

v u L a ~ 1 u 1 1 .  

A t e a c h e r  should promote 
what he deems t o  be needed 
s o c i a l  changes through h i s  
con tac t  wi th  s t u d e n t s  i n  
s choo 1s . 
Membership i n  t h e  B r i t i s h  
Columbia Teachers '  Federa t ion  
should be more important  t o  
t e a c h e r s  t h a n  membership i n  
most o t h e r  o r g a n i z a t i o n s  t o  
which they  belong.  

:I do not  fee l  t h a t  I am a 
r e a l  i n t e g r a l  p a r t  of t h e  
p r o v i n c i a l  Federa t ion  .* 

I f  I had t h e  cho ice  I would 
no t  belong t o  t h e  B r i t i s h  Col- 
umbia Teachers '  Federa t ion  
a t  t h e  p r o v i n c i a l  l e v e l  .* 
Only t h e  B r i t i s h  Columbia 
Teachers '  Fede ra t ion  should 
speak f o r  a l l  t e a c h e r s  on 
p r o f e s s i o n a l  m a t t e r s .  

I n  case  of  a d i s p u t e  between 
t h e  B r i t i s h  Columbia Teachers '  
Fede ra t ion ,  a t  t h e  p r o v i n c i a l  
l e v e l ,  and some o t h e r  p r o v i n c i a l  
a u t h o r i t y  o r  agency, t h e  t e a c h e r  
owes h i s  prime l o y a l t y  t o  t h e  
B.C.T.F. 



The B r i t i s h  Colurrkia Teachers  ' SA A U D SD 
F e d e r a t i o n  i s  t h e  best body 25 .1  58.2 11 .0  4 . 1  1 .6  
t o  c v e r s e e  t h e  enforcement  o f  
a  code of  e t h i c s  f o r  t e a c h e r s .  

Teachers  s h ~ u l d  t r y  t o  l i v e  up SA A U D SD 
t o  what t h e y  t h i n k  a r e  t h e  30 .9  56.0 9 .5  2 . 5  1.1 
s t a n d a r d s  o f  t h e  p r o f e s s i o n  
even i f  t h e  a d n i n i s t r a t i o n  
o r  t h e  comr.unity does  n o t  seem 
t o  r e s p e c t  t h e s e  same s t a n d a r d s .  

One p r imary  c r i t e r i o r  o f  a  gocd SA A U D SD 
s c h o o l  s h o u l d  b e  t h e  d e g r e e  o f  6 .3  38.8 19 .9  28 .9  6 . 1  
r e s p e c t  t h a t  i t  cornrands from 
o t h e r  t e a c h e r s  around t h e  
p r o v i n c e .  

Teachers  s h o u l d  s u b s c r i b e  t o  S A A U D S D  
and read  t h e  major  p r o f e s s i o n a l  11.1 62 - 5  1 3 . 1  12 - 4  .9 
j o u r n a l s .  

A t e a c h e r  s h o u l d  n o t  t r y  t o  p u t  SA A U D SD 
wkat h e  b e l i e v e s  t o  be s t a n d a r d s  2 .g 14 - 7  35.8 49 -0 17 - 6  
and i d e a l s  of  godd t e a c h i n g  i n t o  
p r a c t i c e  i f  t h e  p r o c e d u r e s  o f  
t h e  s c h o o l  p r o h i b i t  them.* 

A t e a c h e r  s h o u l d  b e  a  memk'er of  SA A U D SD 
a t  l e a s t  one s p e c i a l i s t  a s s o c i a -  9 - 0  52.2 18.7  1.7.6 2 . 5  
t i o n  and s h o u l d  t a k e  an a c t i v e  
p a r t  i n  i t .  

A t e a c h e r  s h o u l d  n o t  g i v e  more SA A U D SD 
c o n s i d e r a t i o n  t o  t h e  views o f  1.8 28 .7  26 .0  3 9 . 7  3 . 8  
o t h e r  t e a c h e r s  t h a n  t o  t h o s e  c f  
t h e  p u k l i c .  

Unless  a  t e a c h e r  i s  s a t i s f i e d  S A A U D SD 
t h a t  i t  i s  best f o r  t h e  s t u d e n t ,  16.9 49.7 13 - 3  18.3 1.8 
a  t e a c h e r  s h o u l d  no t  do a n y t h i n g  
which somecne else t e l l s  him 
t o  do .  

A t e a c h e r  s h o u l d  no t  do a n y t h i n g  SA A U D SD 
t h a t  may j e o p a r d i z e  t h e  i n t e r e s t s l 4 . g  38 .8  27 -8 17.4 1.1 
o f  h i s  s t u d e n t s ,  r e g a r d l e s s  of  
who g i v e s  t h e  d i r e c t i v e  o r  what 
s c h o o l  r u l e s  s t a t e .  

s m a l l  m a t t e r s  s h o u l d  n o t  have  SA A U D SD 
t o  b e  r e f e r r e d  t o  someone 3 6 . 1  59 .1  1.8 2 . 5  - 5  
h i g h e r  up f o r  a  f i n a l  answer .  



The u l t i m a t e  a u t h o r i t y  o v e r  SA 
t h e  major  e d u c a t i o n a l  d e c i s i o n s  31.4 
s h o u l d  be e x e r c i s e d  by  
q u a l i f i e d  t e a c h e r s .  

D e c i s i o n s  c o n c e r n i n g  t e x t b o o k s ,  SA 
r e f e r e n c e s  and  c o u r s e s  o f  40.6 
s t u d y  s h o u l d  be made by  
t e a c h e r s  o r  g roups  o f  t e a c h e r s  
and n o t  by t h e  Department o f  
Educa t ion .  

Teachers  s h o u l d  n o t  be any S A 
more concerned t h a n  t h e y  are .9 
at przsent  about t he  adequacy 
of t h e  s c h o o l s '  programs f o r  
a l l  s t u d e n t s  .* 

Employee O r i e n t a t i o n  

Teachers  s h o u l d  a d j u s t  t h e i r  SA 
t e a c h i n g  t o  t h e  a d m i n i s t r a t i o n ' s  2 .O 
views o f  good e d u c a t i o n a l  
p r a c t i c e .  

T y p i c a l l y ,  t h e  s c h o o l  admin i s -  SA 
t r a t i o n  i s  better q u a l i f i e d  t o  1.1 
judge what i s  best f o r  e d u c a t i o n  
t h a n  i s  t h e  t e a c h e r .  

:Teachers s h o u l d  be o b e d i e n t ,  SA 
r e s p e c t f u l ,  and l o y a l  t o  t h e  5.2 
p r i n c i p a l .  

I n  case o f  a  d i s p u t e  i n  t h e  SA 
community o v e r  whether  a con- 5.4 
t r o v e r s i a l  t e x t b o o k  o r  con- 
t r o v e r s i a l  s p e a k e r s  shou ld  be 
p e r m i t t e d  i n  t h e  s c h o o l ,  t e a c h e r s  
s h o u l d  look  p r i m a r i l y  t o  t h e  
judgement of t h e  a d m i n i s t r a t i o n  
for  gu idance .  

P e r s o n n e l  who o p e n l y  c r i t i c i z e  SA 
t h e  a d m i n i s t r a t i o n  s h o u l d  be 4.5 
encouraged t o  g o  e l sewhere .  

A t e a c h e r  s h o u l d  n o t  a l l o w  h e r -  SA 
s e l f  or h i m s e l f  t o  be i n f l u e n c e d  1 .6  
by  t h e  o p i n i o n s  of t h o s e  t e a c h e r s  
whose i d e a s  d o  n o t  ref lect  t h e  
t h i n k i n g  o f  t h e  a d m i n i s t r a t i o n .  



The on ly  way a  t e a c h e r  can keep 
ou t  of  "hot  water"  i s  t o  fo l low 
t h e  wishes of t h e  t o p  adminis-  
t r a t i o n .  

What i s  b e s t  f o r  t h e  s choo l  i s  
best f o r  educa t ion .  

A good t e a c h e r  should pu t  t h e  
i n t e r e s t s  of h i s  s choo l  above 
eve ry th ing  else. 

I n  case of doubt about whether 
a  p a r t i c u l a r  p r a c t i c e  is  b e t t e r  
t han  ano the r ,  t h e  primary tes t  
should he w h a t  seems best fox 
t h e  o v e r a l l  r e p u t a t i o n  of t h e  
school .  

A t e a c h e r  should be  r equ i r ed  t o  SA A U D SD 
be completely f a m i l i a r  w i th  t h e  10.4 52.1 10.9 22.1 4.5 
w r i t t e n  d e s c r i p t i o n s  of t h e  
r u l e s ,  procedure  manua 1s and 
o t h e r  s t a n d a r d  ope ra t ion  pro-  
cedures  necessary  f o r  running 
t h e  classroom. 

The school  should have a  manual SA A U D SD 
of  r u l e s  and r e g u l a t i o n s  which 4.5 24.6 16.9 42.2 11.8 
are t o  be followed s e r i o u s l y .  

Rules s t a t i n g  when t e a c h e r s  SA A U D SD 
should a r r i v e  and depa r t  from 1.8 8.4 5.0 51.2 33.6 
t h e  b u i l d i n g  should be  s t r i c t l y  
en•’ orced . 
To prevent  confusion and f r i c t i o n  SA A U D SD 
among t h e  s t a f f ,  t h e r e  should 1.1 9.0 4 .1  49.0 36.8 
be a  r u l e  cover ing  almost  every 
problem t h a t  might come up a t  
t h e  school .  

When a cont roversy  arises about  SA A U D SD 
t h e  i n t e r p r e t a t i o n  of s choo l  .9 4.3 7.2 5 6 . 7 3 0 . 9  
r u l e s ,  a t e a c h e r  should not  
" s t i c k  h i s  neck ou t "  by t a k i n g  
a d e f i n i t e  p o s i t i o n .  

Closeness of  s u p e r v i s i o n  

56. P r i n c i p a l s  should be prepared  SA A U D SD 
t o  c l o s e l y  supe rv i se  new tea- 14.4 43.6 14.7 23.5 3.8 
che r s  i n  t h e  school .  



Evaluators  should requ i re  
t h a t  t eachers '  classroom be- 
havior  conform t o  t h e  p r i n c i -  
p a l ' s  s tandards .  

P r i n c i p a l s  should always v i s i t  
c l a s s e s  on a  r egu la r  schedule 
t o  determine how wel l  t eachers  
a r e  car ry ing  out  t h e i r  jobs.  

Any evalua t ion  scheme should 
inc lude  a  check t o  s e e  t h a t  
teachers  prepare w r i t t e n  lesson 
p lans  and previews of t h e  work 
they  in tend  t o  cover. 

It i s  e s s e n t i a l  that pr inc ipa l s  
c lose ly  d i r e c t  ;he work of 
t eachers  who a r e  l i k e l y  t o  
experience d i f f i c u l t y .  

P r i n c i p a l s  should know what i s  
t ak ing  p lace  i n  mbst of t h e  
school  ' s classrooms during 
most of t h e  day., 

P r i n c i p a l s  should i n s i s t  t h a t  
they  be consul ted p r i o r  t o  t e a -  
chers  t ak ing  problems t o  h igher  
a u t h o r i t i e s  i n  t h e  school system. 

Evaldation Model 

6 3 .  It i s  t h e  o v e r a l l ~ p u r p o s e  of SA A U D SD 
evalua t ion  t o  replace  poor 24.4 57.6 9.0 7.0 2.0 
teaching with good teaching,  
not t o  e l imina te  poor t eachers .  

64. Teachers and p r i n c i p a l s  should SA A U D SD 
be a c t i v e l y  involved i n  develo- 31.6 50.1 16.7 1.4 .2 
ping t h e  evalua t ion  p lan  and 
reviewing it  p e r i o d i c a l l y .  

65. A usable  d e f i n i t i o n  of teaching  SA A U D SD 
and a  job d e s c r i p t i o n  of each 10.2 48.5 23.9 15.1 2.3 
p o s i t i o n  which i s  appropr ia t e  
t o  each school  should be devel-  
oped. 



Evaluat ions should inc lude  a SA A U D SD 
p r e - v i s i t  informal  conference 22.6 64.8  7.4 4.3 -9 
between t h e  evaluatof  and t h e  
teacher  t o  determine t h e  
t e a c h e r ' s  o b j e c t i v e s  and pur- 
poses and t o  determine t h e  
c h a r a c t e r i s t i c s  of t h e  s t u -  
den t s  i n  t h e  c l a s s .  

Evaluations should inc lude  a SA A U D SD 
p o s t - v i s i t  informal  con- 26.6 60.9 8.8 3.2 .5 
Eerence between t h e  eva lua to r  
and t h e  t eacher .  A l l  no ta t ions  
on t h e  evalua t ion  records should 
be i n i t i a l l e d  by t h e  teacher  
and t h e  eva lua to r .  

I n  t h e  event t h e r e  i s  d isagree-  SA A U D SD 
ment between t h e  t eacher  and 29.4 63.4 5.2 1.8 .2 
t h e  eva lua to r  over any i tem, 
provis ion  should be made f o r  
o t h e r  observers ,  .acceptable t o  
both teacher  and eva lua to r ,  t o  
p a r t i c i p a t e  i n  t h e  eva lua t ion .  

Provis ions  should be made f o r  SA A U D SD 
t r a i n i n g  t h e  eva lua to r s  and 38.2 57.6 3.6 .2 .4 
they should be given s u f f i c i e n t  
t i m e  t o  do t h e  job proper ly .  

:Evaluators should be evaluated SA A U D SD 
p e r i o d i c a l l y  by super in tendents  33 .9  57.3 7 .2  1.4 .2 
and' t h e  teaching  f a c u l t y .  

The evalua t ion  process  should SA A U D SD 
i t s e l f  be evaluated p e r i o d i c a l l y  45.4  52.6 1.3 .5  .2 
and changed whenever improvement 
i s  poss ib le .  



APPENDIX B: TEACHERS' QUESTIONNAIRE 



Q U E S T I O N N A I R E  

INSTRUCTIONS 

The following i tems a r e  r e l evan t  t o  t h e  s tudy and were 
designed s o  t h a t  your anonymity might be assured  and y e t  c e r t a i n  
s e l f - d e s c r i p t i o n a l  information could be gained from your 
answers. P lease  respond by i n d i c a t i n g  a  check mark i n  t h e  
blank of t h e  one response which most c lose ly  i d e n t i f i e s  you. 

Sect ion A 

1. Your sex: 

2 .  Mar i t a l  S ta tus :  

3 .  What i s  your. age? 

Male 
Female 

s i n g l e  
Married 
separa ted  

, Divorced 
Widowed 

(check t h e  approp- under 20 
r i a t e  blank)  20 - 30 

3 1  - 40 
41  - 50 
51 - 60 
over 60 

Sect ion  B 

4 .  Present  pos i t ion :  

Regular classroom teacher  ........................ 
Department head teaching more than  half- t ime ..... 
Department head teaching  half- t ime o r  l e s s  ....... - 
Vice-Principal o r  P r i n c i p a l  teaching more than 

half- t ime ................................... - 
Vice-Principal o r  P r i n c i p a l  teaching  h a l f  -time 

o r  l e s s  ..................................... - 
Other ( spec i fy )  : 

5. Teaching l e v e l  ( i f  you a r e  involved i n  more than 
one l e v e l  check only your major r e s p o n s i b i l i t y )  . 
Primary grades ................................... - ............................... In termedia te  grades - 
Jun io r  secondary grades . . . . . . . . . . . . . . . . . . . . . . . . . . . .  - 
Senior secondary grades .......................... - 



Academic and Profess iona l  Training (check only one 
of t h e  following blanks) 

L e t t e r  of permission ............................ -. 
I hold a teaching  c e r t i f i c a t e  but  do not hold a ........................ u n i v e r s i t y  degree 
B.Ed. (elementary) ............................. - 
B.Ed. (secondary) ............................... 
Bachelor 's  degree i n  a f a c u l t y  o t h e r  than 

educat ion p l u s  one year  teaching t r a i n i n g .  
  ache lor's degree i n  a f a c u l t y  o the r  than . education p l u s  o ld  (post-graduate) B .Ed.. - 
Master of Education degree ...................... - 
Other ( spec i fy)  : 

How many school  d i s t r i c t s  have you taught  i n  s i n c e  
you s t a r t e d  teaching? 1 only - 

C) 
L - 
3 - 
4 - 7  - 
8 - 10 - 
more than  10 - 

Number of yeaks i n  your present  school (count t h e  
present  year  a s  a f u l l  year )  

1 year  - 
2 years  
3 years  - 
4  years  - 

5 years  - 
6 - 15 yea r s  - 

16 - 25 yea r s  - 
26 years  o r  more 

How many years  have you been teaching? (check one 
appropr ia t e  blank) (count present  year  a s  a f u l l  year )  

less than  5 years  
6 - 10 yea r s  - 

11 - 15 years  - 
16 - 25 yea r s  - 
over 25 yea r s  - 

If you i n h e r i t e d  enough money t o  l i v e  comfortably 
would you: (check only one of t h e  following) 

leave  teaching  f o r  a non-educational occupation?. . 
leave teaching  f o r  an educat ional  admin i s t r a t ive  .... post? .  - 
leave  teaching  f o r  an educat ional  consul tan t  o r  

supervisory pos t? .  
leave teaching  f o r  u n i v e r s i t y  o r  co l l ege  teaching? . ................................ cont inue teaching? - 



Sect ion  C 

The following s e c t i o n  i s  designed t o  measure t e a c h e r s '  
a t t i t u d e s  t o  t h e i r  r o l e .  There a r e  f i v e  p o s s i b l e  answers 
t o  each s tatement .  

STRONGLY AGREE (SA) 
AGREE ( A )  
UNDECIDED [ u) 
D I  SAGRXE ( D) 
STRONGLY DISAGREE (SD) 

For each statement c i r c l e  t h e  answer which i n d i c a t e s  
your a t t i t u d e  towards t h e  s ta tement .  

It i s  v i t a l  t o  h i s  e f fec t iveness  SA A U D S D  
t h a t  t h e  teacher  should possess  
a thorough knowledge of h i s  
sub jec t  mat ter .  

Persons should be evaluated 
p r imar i ly  oQ t h e  b a s i s  of 
t h e i r  a b i l i t y  t o  communicate 
knowledge. 

Schools should h i r e  no one t o  
teach  unless  t h e  person holds 
a t  l e a s t  a bache lo r ' s  degree 
i n  education. 

A t e a c h e r ' s  p r a c t i c e  should be 
based pr imar i ly  on h i s  ac-  
quaintance with educat ional  
l i t e r a t u r e  and research .  

Persons who do not  meet t h e  
present  B r i t i s h  Columbia 
c e r t i f i c a t i o n  requirements 
should be allowed t o  t each  
when t h e r e  i s  a t eacher  
shortage.  * 
Knowledge of educat ional  theory SA A U D SD 
i s  v i t a l  f o r  e f f e c t i v e  teaching .  

Teachers should be expected t o  SA A U D SD 
give af te r -hours  i n s t r u c t i o n  
t o  p u p i l s  who a r e  not doing 
we l l  i n  t h e i r  school  work. 

*Scored negat ive ly .  



I would r a t h e r  teach than do 
anything e l s e  f o r  a , l i v i n g .  

Because of what I am a b l e  t o  
do f o r  s o c i e t y ,  I would con- 
t i n u e  t o  teach  even i f  I 
could ea rn  more money a t  
another  vocation. 

A teacher  should be prepared t o  
devote t h e  whole of h i s  working 
l i f e t i m e  t o  t h e  occupation of 
teaching  . 
A teacher  should encourage a s  
many of his students as possible 
t o  e n t e r  teaching  a s  a vocation. 

A teacher  should promote what he 
deems t o  be needed s o c i a l  changes 
through h i s  contact  with s tuden t s  
i n  schools .  

Membership i n  t h e  B r i t i s h  Columbia 
Teachers ' Federat ion should be 
more important -0 t eachers  than 
membership i n  most o t h e r  organi-  
za t ions  t o  which they belong. 

I do not f e e l  t h a t  I am a r e a l  
i n t e g r a l  p a r t  of t h e  p r o v i n c i a l  
Federat ion.  * 
I f  I had t h e  choice I would not 
belong t o  t h e  B r i t i s h  Columbia 
~ e a c h e r s  ' Federat ion a t  t h e  
p r o v i n c i a l  l e v e l .  * 
Only t h e  B r i t i s h  Columbia Teacherg 
Federat ion should speak f o r  a l l  
t eachers  on p r o f e s s i o n a l  mat ters .  

I n  case of a d i spu te  between t h e  
B r i t i s h  Columbia Teachers ' 
Federat ion,  a t  t h e  p r o v i n c i a l  
l e v e l ,  and some o t h e r  p r o v i n c i a l  
a u t h o r i t y  o r  agency, t h e  teacher  
owes h i s  prime l o y a l t y  t o  t h e  
B.C.T.F. 

The B r i t i s h  Columbia ~ e a c h e r s '  
Federat ion i s  t h e  b e s t  body t o  
oversee t h e  enforcement of a 
code of e t h i c s  f o r  t eachers .  



Teachers  should  t r y  t o  l i v e  up 
t o  what t h e y  t h i n k  are t h e  
s t anda rds  o f  t h e  p r o f e s s i o n  
even i f  t h e  a d m i n i s t r a t i o n  o r  
t h e  community does no t  seem t o  
r e s p e c t  t h e s e  same s t anda rds .  

One pr imary c r i t e r i o n  of a good 
schoo l  should be t h e  degree  of 
r e s p e c t  t h a t  i t  commands from 
o t h e r  t e a c h e r s  around t h e  
prov ince .  

Teachers should s u b s c r i b e  t o  
and r ead  t h e  major p r o f e s s i o n a l  
j o u r n a l s  . 
A t e a c h e r  should not  t r y  t o  p u t  
what he b e l i e v e s  t o  be  s t anda rds  
and i d e a l s  of  good t e a c h i n g  i n t o  
p r a c t i c e  i f  t h e  procedures  of  
t h e  s choo l  p r o h i b i t  them. * 

A t e a c h e r  should 'be a m e m b e r  of  
a t  least one s p e c i a l i s t  a s s o c i a -  
t i o n  and should t a k e  an a c t i v e  
p a r t  i n  i t .  

A t e a c h e r  should no t  g i v e  more 
c o n s i d e r a t i o n  t o  t h e  views of 
o t h e r  t e a c h e r s  t han  t o  t h o s e  
of  t h e  p u b l i c .  

Unless a t e a c h e r  i s  s a t i s f i e d  t h a t  
i t  i s  best f o r  t h e  s t u d e n t ,  a 
t e a c h e r  should not  do anyth ing  
which someone else te l l s  him t o  do. 

A t e a c h e r  should not  do anyth ing  SA 
t h a t  may j eopa rd i ze  t h e  i n t e r e s t s  
of h i s  s t u d e n t s ,  r e g a r d l e s s  of 
who g i v e s  t h e  d i r e c t i v e  o r  what 
school  r u l e s  s t a t e .  

Small  matters should no t  have t o  SA 
be r e f e r r e d  t o  someone h ighe r  up 
f o r  a f i n a l  answer. 

The u l t i m a t e  a u t h o r i t y  over  t h e  SA 
major e d u c a t i o n a l  d e c i s i o n s  should 
be e x e r c i s e d  by q u a l i f i e d  t e a c h e r s .  



Decis ions  concern ing  t ex tbooks ,  SA A U D SD 
r e f e r e n c e s  and cou r se s  o f  
s t u d y  should  be made by 
t e a c h e r s  o r  g roups  of  t e a c h e r s  
and no t  by t h e  Department o f  
Educat ion.  

Teachers  shou ld  n o t  be any 
more concerned t han  t h e y  a r e  
a t  p r e s e n t  about  t h e  adequacy 
o f  t h e  s c h o o l s '  programs f o r  
a l l  s t u d e n t s .  * 

Teachers  shou ld  a d j u s t  t h e i r  SA A U D SD 
t e a c h i n g  t o  t h e  a d m i n i s t r a t i o n ' s  
views of good e d u c a t i o n a l  
p r a c t i c e .  

T y p i c a l l y ,  t h e  s choo l  adminis-  SA A U D SD 
t r a t i o n  i s  b e t t e r  q u a l i f i e d  t o  
judge what i s  best f o r  educa t i on  
t h a n  i s  t h e  t e a c h e r .  

Teachers,  shou ld  He o b e d i e n t ,  SA A U D SD 
r e s p e c t f u l ,  and l o y a l  t o  t h e  
p r i n c i p a l .  

I n  c a s e  of  a  d i s p u t e  i n  t h e  SA A U D SD 
community ove r  whether a  con- 
t r o v e r s i a l  t ex tbook  o r  con- 
t r o v e r s i a l  speake r s  shou ld  be 
p e r m i t t e d  i n  t h e  s c h o o l ,  t e a c h e r s  
shou ld  look p r i m a r i l y  t o  t h e  
judgement o f  t h e  a d m i n i s t r a t i o n  
f o r  guidance.  

Pe r sonne l  who openly  c r i t i c i z e  t h e  SA A U D SD 
a d m i n i s t r a t i o n  shou ld  be en- 
couraged t o  go e l sewhere .  

A t e a c h e r  shou ld  n o t  a l l o w  h e r s e l f  SA A U D S D  
o r  h imself  t o  be i n f l u e n c e d  by t h e  
op in ions  of  t h o s e  t e a c h e r s  whose 
i d e a s  do n o t  r e f l e c t  t h e  t h i n k i n g  
of t h e  a d m i n i s t r a t i o n .  

The on ly  way a  t e a c h e r  can keep SA A U D SD 
o u t  of  "ho t  wa te r"  i s  t o  f o l l o w  
t h e  wishes  o f  t h e  t o p  admin i s t r a -  
t i o n .  

What i s  best f o r  t h e  s choo l  i s  SA A U D SD 
best f o r  e d u c a t i o n .  



49. A good teacher  should put t h e  SA A U D SD 
i n t e r e s t s  of h i s  school  above 
everything e l s e .  

50. I n  case  of doubt about whether SA A U D SD 
a p a r t i c u l a r  p r a c t i c e  i s  b e t t e r  
than  another ,  t h e  primary t e s t  
should be what seems b e s t  f o r  
t h e  o v e r a l l  r epu ta t ion  of t h e  
school .  

51. A teacher  should be requi red  t o  SA A U D SD 
be completely f a m i l i a r  with t h e  
w r i t t e n  d e s c r i p t i o n s  of t h e  r u l e s ,  
procedure manuals and o the r  
s tandard  opera t ing  procedures 
necessary f o r  running t h e  c l a s s -  
room. 

52. The school  should have a manual SA A U D SD 
of r u l e s  and regu la t ions  which 
a r e  t o  be follow,ed s e r i o u s l y .  

53. Rules s t a t i n g  wh6n t eachers  SA A U D SD 
should a r r i v e  and depar t  from 
t h e  bu i ld ing  should be s t r i c t l y  
enforced. 

54. To prevent confusion and f r i c t i o n  SA A U D SD 
among t h e  s t a f f ,  t h e r e  should be 

. a r u l e  covering almost every prob- 
l e m  t h a t  might come up a t  t h e  
school.  

55. When a controversy a r i s e s  about SA A U D SD 
t h e  i n t e r p r e t a t i o n  of school  
r u l e s ,  a t eacher  should not 
" s t i c k  h i s  neck out" by tak ing  
a d e f i n i t e  p o s i t i o n .  

56. P r i n c i p a l s  should be prepared SA A U D SD 
t o  c lose ly  supervise  new teachers  
i n  t h e  school .  

57. Evaluators  should requ i re  t h a t  SA A U D SD 
t e a c h e r s '  classroom behavior 
conform t o  t h e  p r i n c i p a l ' s  
s tandards .  

58. P r i n c i p a l s  should always v i s i t  SA A U D SD 
c l a s s e s  on a r egu la r  schedule 
t o  determine how w e l l  t eachers  
a r e  ca r ry ing  out  t h e i r  jobs. 



Any evalua t ion  scheme should 
inc lude  a  check t o  s.ee t h a t  
t eachers  prepare  w r i t t e n  
lesson plans and previews of 
t h e  work they  in tend  t o  cover. 

It i s  e s s e n t i a l  t h a t  p r i n c i p a l s  
c l o s e l y  d i r e c t  t h e  work of 
t eachers  who a r e  l i k e l y  t o  
experience d i f f i c u l t y  . 
P r i n c i p a l s  should know what i s  
t ak ing  p lace  i n  most of t h e  
s c h o o l ' s  classrooms during 
most of t h e  day. 

P r i n c i p a l s  should i n s i s t  t h a t  
they be consul ted p r i o r  t o  
t eachers  t ak ing  problems t o  
h igher  a u t h o r i t i e s  i n  t h e  
school system. 

It i s  t h e  overal l ,  purpose of 
eva lua t ion  t o  replace  poor 
teaching  with good teaching,  
not t o  e l imina te  poor t eachers .  

Teachers and p r i n c i p a l s  should 
be a c t i v e l y  involved i n  developing 
t h e  evalua t ion  plan and reviewing 
it p e r i o d i c a l l y .  

A usable  d e f i n i t i o n  of teaching  
and a  job d e s c r i p t i o n  of each 
p o s i t i o n  which i s  appropr ia t e  
t o  each school  should be 
developed. 

Evaluations should inc lude  a pre-  
v i s i t  informal  conference between 
t h e  eva lua to r  and t h e  t eacher  t o  
determine t h e  t e a c h e r ' s  ob jec t ives  
and purposes and t o  determine t h e  
c h a r a c t e r i s t i c s  of t h e  s tuden t s  
i n  t h e  c l a s s .  

Evaluations should inc lude  a pos t -  
v i s i t  informal  conference between 
t h e  evalua tor  and t h e  t eacher .  
All no ta t ions  on t h e  evalua t ion  
records should be i n i t i a l l e d  by 
t h e  t eacher  and t h e  evalua tor .  



68. I n  t h e  event  t h e r e  i s  d i sag ree -  SA A U D SD 
ment between t h e  t e a c h e r  and t h e  
e v a l u a t o r  over  any i t e m ,  pro-  
v i s i o n  should be made f o r  o t h e r  , 

o b s e r v e r s ,  a c c e p t a b l e  t o  bo th  
t e a c h e r  and e v a l u a t o r ,  t o  par- 
t i c i p a t e  i n  t h e  e v a l u a t i o n .  

69. P rov i s ions  should be  made f o r  SA A U D SD 
t r a i n i n g  t h e  e v a l u a t o r s  and they  
should be given s u f f i c i e n t  t i m e  
t o  do t h e  job p r o p e r l y .  

70. Eva lua to r s  should be  eva lua t ed  SA A U D SD 
periodically by supe r in t enden t s  
and t h e  t e a c h i n g  f a c u l t y .  

71. The e v a l u a t i o n  p roces s  should SA A U D SD 
i t s e l f  be  eva lua t ed  p e r i o d i c a l l y  
and changed whenever improvement 
i s  p o s s i b l e .  



APPENDIX C : CORRESPONDENCE 





M r .  D.  Holden Page 2 .  

I a m  c e r t a i n  t h e  r e s u l t s  of t h e  s tudy  w i l l  prove of i n t e r e s t  
t o  t h e  Federa t ion  and I w i l l  be p l eased  t o  d i s c u s s  them w i t h  you 
a s  soon as  t h e  a n a l y s i s  of t h e  d a t a  i s  completed. 

Very t r u l y  yourg 

9 - 1 2 B r l t o ~  Q l s n ~  



SIMON FRASER UNIVERSITY 

PROFESSJONAL DEVELOPMENT CENTRE B U R N A B Y  2, B R I T I S H  COLUMBIA 

Trlcphottt 291-3111 Area codc 604 

May 6,  1971 

Dear Colleague : 

You a r e  one of a number of t eachers  who has been chosen randomly 
t o  p a r t i c i p a t e  i n  a research s tudy.  I have obtained permission from 
t h e  B r i t i s h  Columbia ~ e a c h e r s '  Federat ion and t h e  P ro fess iona l  Develop- 
ment Centre a t  Simon Fraser  Univers i ty  t o  conduct this survey. May 
I ask for a Few zdryi~tzs sf yotzr time and your cooperation t o  he lp  m e  
w i t h  t h i s  p a r t  of  t h e  p ro jec t?  

The purpose of t h i s  s tudy i s  t o  i n v e s t i g a t e  c e r t a i n  c h a r a c t e r i s -  
t i c s  and a t t i t u d e s  of t eachers  throughout British Columbia. The d a t a  
c o l l e c t e d  w i l l  be used f o r  a t h e s i s  on t h e  Master of A r t s  program at 
Simon Frase r  Universi ty .  D r .  Arthur E l l i o t t  i s  my s e n i o r  advisor .  

P lease  answer the-enclosed  ques t ionna i re  candidly.  It i s  con- 
s t r u c t e d  f o r  brief and easy  completion. I n  order t o  ensure  anonymity, 
you a r e  NOT requi red  t o  p lace  your name on t h e  ques t ionnai re .  Only 
composite information w i l l  be repor ted  i n  t h e  t h e s i s .  

Since you may wish t o  know something of  t h e  person who i s  i m -  
posing upon your t i m e ,  I w i l l  mention my teaching background b r i e f l y .  
My teaching experience has  covered all grade l e v e l s  f r o m  t h r e e  t o  
eleven. I have taught  i n  s e v e r a l  d i s t r i c t s  i n  t h i s  province and 
i n  schodls  with s t a f f s  ranging i n  number from s i x  t o  seventy.  My 
admin i s t r a t ive  experience has been a s  a v ice-pr inc ipa l  and p r i n c i p a l  
i n  elementary schools  and I am c u r r e n t l y  employed a s  a junior  
secondary v ice -p r inc ipa l  i n  Coquit l a m  School D i s t r i c t .  

To make t h i s  s tudy reasonably v a l i d ,  I must have a high percentage 
Of r e t u r n s .  A stamped, self-addressed envelope is enclosed f o r  your 
convenience. P lease  do not  s e a l  t h e  envelope. If you would find t i m e  
t o  complete t h e  ques t ionna i re  wi th in  t h e  next few days, I would be 
very g r a t e f u l .  

May I extend m y  thanks i n  a n t i c i p a t i o n  of t h e  cooperation and 
cons idera t ion  you are giving t o  my reques t .  

Yours s i n c e r e l y ,  

CO : m s  

Enclosure 

~ a 2 l t o n  Olson 



SIMON FRASER UNIVERSITY 

PROFESSIONAL DEVELOPMENT CENTRE RURNABY 2, BRITISH COLIdMBlA 

TrItphonr 291.3111 Amr cdc 601 

May 28 ,  1971 

Dear Colleague: 

You r e c e n t l y  received a letter reques t ing  your h e l p  i n  a 
research  study by completing an enclosed ques t ionnai re .  

May I thank a l l  those  who w e r e  
p l e t i n g  the  survey and re tu rn ing  i t  
t o  you f o r  your kind eons ide ra t ion .  

most co-operative i n  com- 
s o  promptly. I am indebted 

If you have not  completed t h e  ques t ionna i re  and have not 
re turned  it, I would be s i n c e r e l y  pleased if you could a t t e n d  
t o  t h i s  matter a t  your earliest convenience. 

Thank you for your co-operation. 

Yours very t r u l y ,  

Carl ton Olson 
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