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ABSTRACT |

This study of British Columbia teachers was designed to
examine the relationships of (1) professionalism, (2) employee
oriert+ation, (3) closeness of supervision and (4) evaluation.
In additaicn, these four variables were analyzed on the basis
of their relationship to selected biographic criteria.

The research sample consisted of 443 teachers randomly
selected from those actively employed in the public schools
of British Columbia. The "Professional Role Orientation Scale"
was used to measure teacher professionalism. The second major
variable was measured by the "Employee Orientation Scale".
Selected items from “"The Role Behaviour of School Principals"
were used to measure closeness of supervision. The fourth
major variable was measured by the total scores achieved on
responses to the "Evaluation Model" items designed specifically
for this study.

.Cf the six correlation hypotheses tested, three were
supported in the predicted direction. These included:
(1) A positive correlation between professional orientation
and employee orientation.
(2) A positive correlation between professional orientation
and the evaluation model.
(3) A positive correlation between employee orientation and
closeness of supervision.
In the case of two other hypotheses, a significant correlation
was found but opposite in sign to the one predicfed.

These two were:
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(1) A positive correlation between professional orientation
and closenéss of supervision.

(2) A positive correlation between closeness of supervision
and the evaluation model.

Although there was a statistically significant positive
correlation between professional orientation and employee
orientation for the tota; sample, examination of the sub-sam-
ples indicated that a number of teachers who score high on
professionalism are not equally emplovee oriented. It should
also be noted that professionally oriented teachers who are
most likely to be involved in the evaluation process, are
the ones who give greatest support to the statistically
significant positive cprrelation between professional orien-~-
tation scores and the evaluation model scores.

The high positive correlation between employee orientation
and closeness of supervision should not be misinterpreted.
Examination of the responses given to the individual items on
these two scales confifms the findings of previous research.
Principals should realize that there is only a limited area
in which they can expect to receive uhquestioning support
from teachers for those orders issued on the basis of adminis-
trative position. There was substantial evidence, however,
that teachers in the sample were prepared to accept super-
vision of a supportiVe and constructive nature, provided it
also embodied the ideas of mutual influence and mutual

interaction for the improvement of classroom instruction.
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CHAPTER 1

I The Problem

One of the major and most perplexing responsibilities of a
school principal is the supervision and evaluation of his teaching
staff. The purpose of this study is to examine whether differences
in the attitudes of teachers toward evaluation and closeness of
supervision are related to their prdfessionalism and employee
orientation. h

ITI The Importance of the Study

A teacher's obligations as a professional person are in
several respects in conflict with the role of the teacher as an
employee of a schocl board of education. Pfofessiqns aré re-~
coénized as nationwide organizations and in Canada are organized,
for the most part, on a provincial level. The teacher as a pro-
fessicnal is bound by the standards of professional behavior that
are set ahd sanctioned outside the local community. By way of
contrast, employee obligations are locally inspired and enforced.

2 3 the charac-~

As pointed out by Corwin, 1 McEwan, and Argyris,
teristics of a bureaucracy are incongruent with the needsz of peer
relations and creative thinking among professionals. To compound
the problem, a teacher is usually supervised and evaluated by a

principal who is élso appointed by the local school board. 1In

éther words, the‘teécher is successful or unsuccessful depending
on his attitude toward his pfofessional obligations, his attitude

1 ;

as an employee and the rating he receives from a 1ocally appointed



evaluator.

In view of this situation which confronts the individual
teacher, the results of two recent surveys suggést the need for
further study of the problem. The National ﬁducation Association,4
in October 1969, published the results of a nationwide survey
of teachers conducted by their Research Division in the spring
of that year. 1In answer to the questions, "In your opinion,
should teachers be evaluated regularly?" 75 percent of the
teachers surveyed responded that both probationary and tenure
teachers should receive regular evaluation. Furthermore, when
these same teachers were asked to respond to the question: "If
teachers are evaluated; by whom should the evaluation be done?"

97 percent said the prihcipal should make the evaluation. 1In
response to the question: "Whether or not you favour teacher
evaluation, if teachers are to be evaluated, for what purpose
should this be done?" 92 percent replied that it was to assist
in improving teacher competence.

Although the general aim and value of evaluation seem to be
upheld by the results of the survey mentioned, a second study
recently reported by Clear and Seager,5 indicates that teachers
and principals disagree strongly on the influence a principal
should try to exert upon a teacher to change his teaching techniques?

If this study can help bring the problems of teacher pro- |
fessionalism, employee orientation, methods of supervision and
evaluation into sharper perspective, it will have served its purpose.

III Definition of Terms

There are three basic areas to be surveyed in this study:



1. Professional Orientation

2. Employee Oriehtation

3 Supervision
(a) Closeness of supervision
(b) An Evaluation Model

Professional Orientation

Within the past two decades there has been considerable im—
provement in the professional status~of teachers. For examp}e,
there has been a notable increase in the minimum training required
for becoming a teacher. The statistics in the Bfitish Columbia
Public Schools Annual_Report 6 illustrate that practising teachers
. with degrees in this pr;vince have'increased.from less than forty
percent of the total in 1963, to approximately fifty—fivé percent
iha1970. Corwin 7 outlines that not only have requirements in-
creased, but also noteworthy is fhe fact that teachers are in-
Creasingly being prepared by major educational institutions rather
than minbi ones as in the past. Furthermore, there has been a
steady increase in the professional unity of teachers as in-
dicated by their steadily increasing membership in teachers'
associations. 3/ Findlay9 noted teachers' drive toward profession-
alism and their increasing capability to exercise more control
over situations related to the positions they hold. Campbell10
discussed the gro&inq competence of teachers and also the reéent-
ments growing out of paternalistic management practices. Redfern11
focused upon the shrinking authority base of the adminigtrator
resulting from the increased amount of formal and’SPecialized

training of the teaching staff. The principal is no longer the
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pest educated person in the building concerning all matters and
the authority base of expertise is more broadly distributed.

If this information is contrasted with thaf from an early
study by Carr-Saunders, then these findings are significant.
Carr-Saunders claimed (under conditions which prevailed) that
teachers had little or nothing in common with members of the
‘recognized professions.12

Professional orientation as described by Corwinl3 includes
importance of clients, professional colleagues, competénce based
on knowledge, decision-making authority, and con£r61 over work.

Based upon Corwin'§ Professional Role Orientation Scale,14
other studies to investigate the extent of teacher professionalism
have been made by Rob'inson15 and Hrynyle. In each case‘the scale
was adapted and extended to study differences in educators when
they were scored on the professional role orientation scale.

In view of the findings of these previous studies, it was
decided that an important variable of this study should be pro-

fessional orientation.

Employee Orientation

The considerable discontent within the teaching profession
regarding the demands of bureaucratic school organizations
appears to have its origin in a number of sources. Campbell17
cites the influx 6f new teachers from union oriented blue-collar
families as one reason. SOIOmon18 observes that in a bureaucracy
the superior has the right to the last word because he is the
‘superior, while in professional matters the last Qord goes to

the person with the greater knowledge or the more convincing
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. ) 19
logic. In a study by Fishburn, he too found basic differences
when he asked high school teachers to list, in order of importance,
six roles which they perform. He also asked administrators to
list, in order of importance, the same roles and found the

variations as listed below:

Teachers' Administrators'

Ranking Ranking
Mediator of the culture 1 6
Member of the community 2 5
Difector of learning 3 . 2
Guidance and counselling pérson 4 3k
Liaison between school and
community 5 1
Member of the pfofession 6 4

Fishburn concluded that:

. ..either administrators and teachers have remarkably diff-
erent concepts of the role of the teacher or, in discussing
these problems, they ascribe different meanings to their

roles.
...In either case there seems to be a need for administrators

and teachers to work more closely with one anotggr before
they find themselves working at cross-purposes.

Robinson noted in his discussion of the topic that:
In schools today, we have, existing side by side two in-
herently contradictory forces both of which are growing in
importance. On the one hand, there is the bureaucratic
demand for control expressing itself in hierarchical
supervision, and on the other hand, there is the growing 21
trend towards teachers developing professional role concepts.
Accepting the premise that conflict does exist between the growing
professionalism of teachers and the bureaucratic structure of
school organizations, it is important to examine the employee

Orientation of teachers. To accomplish this purpose Corwin

devised a scale to measure employee orientation within the



framework of: importance of administration, loyality to or~
ganization, competence based on experience, interchangeability
of personnel, stress on rules and procedures, aﬁd public
orientation. In this study COrwin's22 scale is used to measure
the employee orientation of teachers.

Supervision

The Dictionary of Education23

defines supervision as:

...all efforts of designated school officials toward pro-
viding leadership to teachers and other educational workers

dwm e {1mmeravamand AF rnabviimbdiAane TnuvAaleaes ha oddimuiliaés An
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and professional growth and development of teachers, a
selection and revision of educational objectives, materials
of instruction, and methods of teaching, and evaluation of
instruction. .

Davis further states that:

.. .where there.is a supervisory principal, 92 is almost
always the chief evaluator of his teachers.

Heald affirms the idea that evaluation is a part of supervision
practice when he says that:

...0of the many expectations held for supervisors, among

the most common is the expectation that the supervisor

will evaluate the work of the teacher.

In view of these supporting statements it appears reasonable
to examine supervision, in this study, under the two sub-headings
of closeness of supervision and evaluation.

Closeness of Supervision

In a study of the kinds of supervision employed, Brawn26
found the pupil-teacher rapport, warmth and understanding, and pupil-
teacher interaction suffered from stress induced by the super-

visor. The technical aspects of teaching were largely ﬁnaffected.



Stress had its greatest negative impact on the performance of
teachers high in neuroticism and in schleStic aptitude. By
contrast he found that improved performance followed stress in-
duced in those teachers low in neuroticism and scholastic aptitude.

When Ennsz7 studied supervision and teacher evaluation he
found that principal behaviour which.was perceived as highly
directive and restrictive was correlated much more highly with
teacher dissatisfaction. On the other hand, leadership behaviour
which was perceived as exemplary and which was personally stimu-
lative correlated much more highly with teacher satisfaction.

Most writers agreé that the improvement of instruction
should be the main'focus of supervision. Eye and Netze:f:28 assert
thét, although there is a dichotbmy of functions between adminis-
tration and supervision, supervision is nevertheless a phase of
administration. Heald and Moore29 further maintain that lay
communities expect supervision to be done by administrators.

In a later description of supervision, Heald, states that:

...the goal of supervision is to improve instruction,

and it would seem logical to expect that research

would centre on the effects_of various supervisory

practices upon instruction.

That supervision by administrators does exist is undeni-
able, however, the manner in which it is carried out, as related
tovother aspects of this study, is of major concern to both
teachers and principals.

An gvaluation Model

The concept of evaluation has changed over the years and

31

will probably continue to change. In conjunction with the
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growth of new ideas on evaluation of teachers, there has been

definite indication by such writers as Corwin32, Flanders33,

Mitze134, ana Robinson35 that the growing proféssionalism of
teachers must be accommodated more adequately than current
practice indicates. Since most innovations in teaching practice
today are directed toward the goal of allowing students to learn
on a more individﬁal basis rather than as class groups, it is
necessary for administrators to be able to judge the effect-‘
iveness of these techniques fairly and objectively. ‘If the
evaluation process is performed without this coﬁéiderétion, the
professional growth o? teachers is curtailed by the very fact
that their teaching position is placed in jeopardy unless the
effectiveness of their teaching methods lies within thé per- |
ception of evaluator. Stiles supports this idea when he states:

A careful study of the matter would seem to suggest

that in many instances supervisory ratings are ‘

'bas@callgsnot efficiency ratings, but compatibility

ratings. _
Furfhermore, Guba and Bidwell37 found that the ratings of
effectiveness which principals gave to their teachers were a
function of the degree to which the principal perceives that
the teacher conforms to his expectations of the teacher's role.

If the evaluation process is designed to be really effective
in the improvement of instruction, then teachers énd evaluators
must have close consultation regarding the teacher's objectives
and purposes, the characteristics of the students in a cléssf
and the desired behavioural outcomes which can determine the

effectiveness of the instruction given. 1In support of this idea

Fatu maintains that:



If one wants only to make a decision, ratings may
be sufficient. If one wants to provide inservice
training and upgrading, ratings are not sufficient.
It then becomes necessary to search for more
explicit connections between attainment of ob~-
jectives, teacher behaviours, characteristics

and education. The process of joint inquiry in-
volving both teachers and administrators, has

much to recommend it. Administrators and teachers
can help each other clarify their thinking and
knowledge, and in the process both gain something
in professional fulfillment.38

When Curtin examined the problem of teacher evaluation he
concluded:

...It is evident...that evaluation of teaching is
vital if instructional improvement is to occur.

It is precisely for this reason that evaluation
through formal rating is not highly regarded. 1In
our judgement, it is not sufficient, and it has a
way of defeating its own purpose. What is favoured
is a dlver51f1ed approach that can come only through
frequent and supportive contacts with teachers;
contacts which actively encourage teachers to seek
supervisory help and which work toward a solution
of instructional problems. When such evaluations
are made part of the process of supervision and not
.judgmental documents, evaluations will be more
comprehensive, more positive,_and more directional
than other narrow approaches.

40

Morphet, Johns and Reller also stressed the idea of im-

proved instruction as the major purpose of evaluation: Their
guidelinés regarding evaluation are:

1. It should be cooperative, involving the teacher
and the administrator.

2. It should provide for self-evaluation.

3. It should be carefully planned in light of a
definition of the desired role of the teachers.

4. It should involve the collection of many data
pertaining to the services rendered by the
teacher.

5. It should be seen as a constructive effort,
over a considerable perlod of time, to ass1st
the teacher in improving his work.

6. It should draw upon wide resources of personnel
and not be seen as a principal-teacher re-

lationship only.
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Each of the points mentioned, by these previously quoted
writers on evaluation, have been brought into sharper focus
by Brighton and Rose.41 Their publication lists concisely
the characteristics which are encompassed in successful teacher
evaluation programs. (See questionnaire items 63-71).

In order to determine whether or not such an evaluation
plan will meet with approval or disapproval by those people
actually involved with its implementation, it is necessary
to include in the questionnaire items describing a comprehensive
evaluation model.

This study is an-attempt to determine what relationships
exist between professional orientation, employee orientation,
closeness of supervision, and attitude toward an evaluation

model by teachers* in British Columbia schools.

IV Statement of the Problem

The central problem of this study is an investigation of
the relationships existing between teachers' professionalism,
their employer orientation, their attitude toward close super-
vision and an evaluation model. The problem arises from a
situation where a teacher's status as an employee has been
reinforced by a long tradition of local, lay control over
educators. Added to this situation has been the growth of

complex school systems which in turn have required more admin-

*This term refers to all certified teachers, vice-principals,
and principals employed in the public schools of British
Columbia as of April, 1971.
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istrative control to maintain coordination. Concurrently, the
growth of systematic knowiedge in teaching and a definite sense
of responsibility for students' welfare are characteristics
which support a tegcher's claim to professional growth. Within
this context, a %eacher's obligations as a professional person
are in several respects in conflict with the role of the teacher
as an employee of a school board of education.

This problem is compounded many times for the school
principal. He is a locally appointed professional«eﬁployee
who has, as one of his responsibilities, the task of super-
vising and evaluating a staff of professional-employees.

From these circumstances a number of gquestions arise:
Do teachers differ in their degree of professionalism? Are
some teachers able to reconcile their position as employees
better than others? Which teachers accept and which ones
reject the concept of close supervision? If evaluation is
for the improvement of instruction, is there an acceptable model?

Beyond answers to these questions, an attempt is made to
determine whether or not other selected criteria are influential
in determining the types of relationships existing among the
main areas of this study. Included in the background variables
taken into consideration, when classifying teachers, are sex,
marital status, present position, teaching level, academic and
professional training, age, the number of school districts each
has taught in, the number of years in their present school, an”
the length of teaching experience. When examining the main

problem of this study, it was determined that an exploration of
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how and why these selected criteria are related to professional
orientation, employee orientation, supervision and evaluation

would be enlightening.

V Hypotheses

From the foregoing background it was determined to test
the folloWing hypotheses:

Hypothesis I

Moo ovle o wmes & L et era vmamna
LCACIITLD (¥ (¥ VO LWL L™

[

otal professional scores show a posi
elation with scores on the employee orientation scale.

Hypothesis 2

H

Teachers' total professional scores show a negative
correlation Qith scores on the closeness of supervision scale.
Hypothesis 3

Teachers' total professional scores show a positive
correlation with scores on the evaluation model.

Hypothesis 4

Teachers' total scores on the employee orientation scale

show a positive correlation with scores on the closeness of

supervision scale.

Hypothesis 5 -
Teachers' total scores on the employee orientation scale
show a negative correlation with scores on the evaluation model.

HYpothegis 6

Teachers' total scores on the closeness of supervision -
scale show a negative correlation with scores on the evaluation

model.
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VI Overview of the Remainder of the Study

In the first chapter the problen ié stated and arguments
are advanced to suggest the importance of the study. The terms
are defined and a statement of the problem with questions
following from this statement are proposed. From these questions
the hypotheses to be tested were determined. Chapter II is
devoted to a review of the literature and previous research
related to this study followed bv a summary and a rationale
for this study. Chapter III will outline the research method-
ology and data collection employed in the study. Chapter IV
will be devoted to reporting, analysis and discussion of the
findings concerning professional orientation, employee orien-
tation, closeness of supervision and an evaluation model.
Chapter IV will also report, analyze and discuss how the find-
ings of the four scales are affected by the selected background
critéria. The last chapter will be devoted to the summary,

conclusions and implications of this study.
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CHAPTER II

Review of The Literature and Rationale For This Study

Literature Pertaining to Professional Orientation

A mature profession is an organized work group that has
legal monopoly to establish procedures for recruiting and
policing members and for maximizing control over a body of
theoretical knowledge and applying it to the golution of social
problems.

Kornhauser2 in his description identifies four criteria of
a profession: specialized competence having an intellectual
component; extensive autonomy in exercising this special com-
petence; strong commitment to a career based on a special com-
petence. Goode3 reduéed the term to two dimensions which in-
clude training in a body of abstract knowledge which is proloriged
and specialized enough that a monopoly can be obtained, and a
colleétivity with a service association.

Colombotos4 went beyond description and examined how the
gocial backgrounds of teachers are associated with their pro-
fessional orientations using an "index of professionalism" based
on the teacher's emphasis on technical cowpetence, autonomy, and
the service ideal. He found that the more professional teachers
come from higher social class backgrounds, and that academic
males are more professional than men teaching in nonacademic
areas. He alsc found that teachers' professionalism correlated
with the school's professional "climate".

When Robinson5 studied teacher professionalism in schools
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he administered an adapted form, of the Professional Role
orientation Scale developed by Corwin6, to teachers and principals
in 29 schools randomly selected from all British Columbia schools
having ten or more teachers. He found there was not a significant
over-all difference between schools in staff professionalism,
put there was an indication that certain schools more frequently
attract and retain professionally oriented teachers. Teachers
Qith a university degree collectively exhibit more profession-
alism than those without degrees. He also found that married
teachers had higher professional’scores than single personnel
and that female married teachers as a group had the highest scores.

Hrynyk7 modified,;adapted, and extended Corwin's scale to
include five dimensions; nahely knowledge, service, organization,
colleague and autonomy subscales. It was on the basis of the
cervansus expressed by some twenty-three writers that Hrynyk
proposea & model for the "ideal profession" based on these five
dimensions. He found no basic contradictions involved in their
definitions of professionalism. Only minor variations were
observable in what was stressed, included or omitted.8 His
study indicated that principals and vice-principals scored higher
than classroom teachers on the dimensions of knowledge, service,
organization, and colleague orientation but lower on the student-
autonomy subscale.

From the literature reviewed, there sgem to be adequate
indications that professionalism in teaching has been defined
and, furthermore a teacher's professional orientation can be

measured on thé scale developed by Corwin and revised by Hrynyk.
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Literature Pertaining to k.wloyee Orientation

One of the major characteric*ics of a good employee is his
willingness to suspend his own judgment and follow the directives
of superiors, whose primary claimsg to authority are the official

. o . .
3 According to Gouldnerl ; in bureaucracies,

positions they hold.
specialists of distinction are evaluated by administrators who
may or may not be fully skilled and knowledgeable in new pro-
cedures and developments in a particular field. However, it
should be acknowledged as Corwinll points out that many people
believe that there is a general set of teaching principles which
can be applied regardless of fieid specialization. By contrast,
oti.rrs feel that compétence to teach depends more upon knowledge
and procedures specific to the subject matter being taught. It
is this latter situation that produces strain between specializec
teachers and the administrators who evaluate them.
Professional-employee role conflicts have been identified
by a number of writers in a variety of puklic organizations.
Brownlz, found that professional employees in a government
laboratory resisted rules made for them by persons outside the
professional group. McEwan13 noted that the incongruities,
between the professional researchers and the bureaucratic roles
of military persons, stemmed from the fact that the professional
research person's self-concept, as an indi&idual capable of
critical ability and original thought, could only be super-
€irially followed in the étructure of a military organization.

He felt ihat standardization and subordination by rank are

incongruent with the need for creative thinking and equality‘
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relations which are necessary among professionals.

sorenson™? developed scales modeled after Corwin's for the
measurement of professional and employee role éoncepts amdﬁg
accountants employed in twenty-four offices of four national
accounting firms. He found direct increases in bureaucratic
orientations and decreases in professional orientations followed
with rank from junior member to senior partner in the firm.
Less experienced persons in lower positions felt there was too

much bureaucracy, while more experienced people in higher posi-

tions felt that there was too little. 1In Corwin's study of employee

orientation he found that a strong employee orientation seems
to have its greatest éffect on the reduction of conflict in
the most professionaily oriented schools.

That employee orientation is a factor, in the role conflict
of professional employees, has been demonstrated from previous
research in this area. Corwin's Employee Orientation Scale has
been designed and validated to give a measurement of this di-
mension within the teaching profession, and will be used in this
study to measure the employee orientation of teachers in British
Columbia schools.

Literature Pertaining to Supervision

In a survey of principals, Rose found they repeatedly said
that:

...the effects of supervision and evaluation on
teachers can be constructive, that most teachers
will accept the process, and that teacher-principal
rapport will be good when the appropriate com-

- bination of circumstances obtain.

Writers such-as Harrisl7, curtin 18, Crosby19, and Heald?® a11
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state that the fundamental role of supervision is to bring about
improved instruction. The conclusions from Trask's2¥ study
indicate that many principals are not taking advantage of their
position regarding supervision. They have arrived at this posi-
tion because teachers' desire for professional autonomy tends
to lead to a rejection of the classroom visitation as unpro-
fessional. However, according to Erickson, teachers tend to
be ambivalent about supervision.

It is possible, for example, that teachers some-

times deny the competency of the principal to

rate their performance for tenure purposes and

simultaneously crave his recognition for a job

well done. In difficult neighbourhoods, some

teachers may both demand the administrator's

help with classroom control and resent his

suggestions conocerning their instructional

methods .22

In an experimental study, Brown23 examined the effects of
negative criticism of teaching performance upon a sample of
seventy-eight practice teachers. He found that pupil~teacher
interaction, warmth and understanding, and pupil-teacher
rapport suffer when stress was introduced by the supervisor.
This stress had its greatest negative impact on the performance
of teachers high in neuroticism and in scholastic aptitude.
Improved performance followed when stress was induced in the
one guarter of the group who were low in neuroticism and schol-
astic aptitude. When Kong and McMurray24 studied teacher
reactions to communications advocating teaching method inno-
vations their conclusions were as follows: (1) teachers should
‘be prepared for innovations by having them become aware of their

problems, (2) personal contacts, rather than written communi ~

cations, should be used, (3) the needs of teachers should be
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determined before changes are planned, and (4) anyone in a
supervisory position should recognize that changes in teaching
method are likely to meet resistance because of a high degree
of ego involvement.

Ziolkowski25

attempted to determine which supervisory
practices differentiated between high schools classified as
‘being superior or inferior. He found that the use of staff
meetings which focused on classroom teaching problems and hard-
working, considerate behaviour by principals was emphasized
more in the superior schools. Another conclusion from his
study indicated that classroom visitation and demonstration
lessons were being alﬁost completely neglected. By contrast,

a longitudinal study by Egnatoff26 found that, in the same
~rovince, during the period 1954-65 an increase occurred in

the emghasis placed on the supervisory aspects of the principal's
role,

In a survey of teacher attitudes toward supervisory per-
sonnel in Quebec schools, Young27 found those characteristics
which teachers disliked most included such items as: not helpful,
no constructive criticism, interrupts lessons, officious
superior attitude, critical of the teacher in front of the
class, petty (fussy about.minor details) and arrives unexpectedly.
In other words, negative criticism and negative behaviour on
the part of any supervisory personnel resulted in negative
re.~tions on the part of feachers.

It appears evident from the literature regarding éupervision

that it is not the existence of supervision which causes the
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greatest problems, but instead, the manner in which it is some-
times practised.

In order to gain sdme measure of teacher attitude toward
close supervision techniques, the items included in this study
were selected from Gross?8 Principal Role Questionnaire. The
particular items selected coincide closely with those items
from Young's29 study which evoked a negative reply by teachers.
These items are also similar to Hamilton's3o description of
*autocratic inspection”.

The purpose for inclusion, of these items in this study,
is to determine how professional teachers regard close super-
vision. '

Literature Pertaining to an Evaluation Model

When examining those attributes which teachers themselves
consider to be worthwhile goals and objectives of evaluation,
the results of some previous surveys are enlightening. Some
idea of teacher reaction to evaluation practices can be gained

by studying Young's3l Survey of Teacher's Attitudes Toward

Certain Aspects of their Profession. His surveys were conducted

between 1957 and 1963 (inclusive) among teachers attending

summer school at Macdonald College of McGill University. Al-
though evaluation as such is not mentioned in his survey, it
would seem fair to conclude, that very high on the list of
teacher expectations, from administrators in evaluative positions,
they rank heipfulness and constructive criticism as very im- .
portant. In addition, the evaluator musf be one who possésses

good facility in the area of human relations.
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In their studies, Abbott and Bradfield found that
teachers classified the informal individual conference very high
in the evaluative process. In addition to this information,
Cornell33 found that teachers wish to share in policy decisions.
Those most adversely affected, by lack of opportunity to par-
ticipate in decision-making, are those who are above average in
-professional attitude on the Minnesota Teacher Attitude Inventory.
and that teacher satisfaction with participation in administrative
decision-making is positively related to teacher classroom per-
formance.

The foregoing descriptions suggest strongly that adminis-
trators have decided upon a criteria for evaluative judgments,
but teachers would be more satisfied with the practices if
they were involved in planning the evaluation procedures.

Traditionally, the performance of the teacher has been
central in the evaluation of instruction. Corwin explains the
rationale of this situation when he states:

Employees are evaluated for their efficiency in

performing given tasks and have no particular

responsibility for the total product:; pro-

fessionals, on the other hand, are evaluated for

their service to clients and do have responsi-

bility for the over-all objectives....Within

the limit of his competence, a professional is

responsible for any facet of a client's life that

has a bearing upon the outcomes of his adminis-

tration. Yet, as schools have become specialized,

fewer teachers know the whole student. The

problem, which is greater for the higher grades,

makes it difficult to hold individuals respon-

sible for the total development or failure of

students as persons. It is easier to evaluate

a teacher's specific teaching procedure, hig or

her ability to cover material, maintain discipline,

and operate a smoothly run and efficient class-

room, than to assess his impact on his students'
character development.34

“w
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Competence of practising teachers has been regarded as one or
more abilities of the teacher to produce certain educational
effects. Many abilities, properties, or traité such asg in-
telligence, age, length of education, scholarship and pro-
fessional attitude have been the subject for research studies.
tUndoubtedly, good teachers possess many of these traits, pro-
perties, or abilities in good measure; none, however, has been
identified as indespensible. No single ability or group of

abiiities correlates significantly with a criterion of com-
36

petence.35 When considering teacher evaluation, Bryne
indicates two factors which must be considered; the actual
effectiveness of the feacher and the expectations of the ad-
ministrator making the evaluation. Too often, it has been the
aésumption that the possession of certain personal and profess-
ional gualities will result in good instruction, regardless

of the classroom setting. If teaching, however, is a social
process, and the school is a social system, then the classroom
becomes a sub-system of the total school. Some characteristics
of the smaller unit will resemble those of the school itself.
Others will be created by the variety of social interrelation-
ships which make that classroom a unique society. Furthermore,
it must be realized, if each school is distinctively unique as

37, then the organizational

suggested by Halpin and Croft
climate of the school will undoubtedly influence the classroom
climate, providing the teacher with either support or lack of
‘support. Pursuing further the premise that each'class¥oom isg

unique, it is possible for a teacher to be judged competent in

o
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one situation and by the same criteria be considerably less
effective in another orgahization setting. The qualities and
abilities which produce effectiveness with students from a
middle class neighbourhood, do not necessarily create success
with a group of culturally deprived youngsters.

The concept that teacher evaluations can be influenced by
the expectations of the evaluator also receives support.

38

' Rosencranz and Biddle found that there are significant

outcomes of teacher behaviour, by teachers, parents, and school
board members. If the administrator who evaluates a teacher is
greatly influenced by his perceived local expectations, then
teacher competence will be viewed from this perspective. Brown
supports this concept when he states:

...the effective-rated teacher to the system-
centred principal is quite different from the

. effective rated teacher pergsived by the in-
dividual centred principal.

It is evident that the problem of teacher evaluation is
extremely complex and even beyond reasonable solution. Rose,
however, points out two important reasons why it must be pursued:

(1) It fits within the larger context of an
evaluation of the total school operation
to which the public is entitled. The
public employs professionally trained
individuals to run its schools. It is
entitled to and should demand an accounting
of their efforts. The public should know
what goals are being sought by schools and
to what extent these goals are being reached.
It is impossible to render a true and complete
account without evaluating the teaching and.
its effects. :



(2) Teaching must be evaluated so it can improve

- and reach its potential. ...A profession
rmust be analytical about its own quality,
and self-correcting in terms of both the
present and future members and their
practices. A group which does this only

in terms of upgrading certification and
degree requirements is dealing with only

a part of the problem.40

41

To achieve these aims successfully, both Rose and

Andrews42

place the school principal at the centre of this
‘responsibility. Only when he functions as a leader, aésisting
teachers to more closely realize their own potential, does he
truly fulfill the obligations of his position. :Tb meet this
objective a workable plan must be devised. As referred to
earlier, such writers és Fatu43, Curtin44, Morphet45, and
Rose46 have each devised plans for a successful teacher

evaluation program. Brighton47

encompassed the strengths of
these ideas into one scheme. It is one of the purposes of
this :study to determine the reaction of teachers and principals
to the "Evaluation Model"” delineated below:

(1) Involve teachers in the design and development of the
evaluation program.

(2) Define the educational goals and teaching as they apply
to each specific school.

(3) schedule the evaluation cycle.

(4) Provide time and training for evaluators to perform
observations and interviews properly.

(5) Evaluate on the basis of classroom performance of

teachers.

27
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(6) Anticipate problems and provide for résolving"of any
possible‘disagreements between teachers and evaluators.
(7) Evaluate the evaluation process periodicaily.*

summary and a Rationale for this Study

If the main premise, for the supervision and evaluation

of teachers, rests upon the goal of improved instruction, then
the school principal, as a central figure in this process, must
‘pursue this objective iﬁ an enlightened manner. From the lit-
erature reviewed, it appears there is a trend toward a higher
degree of professionalism among teachers. At the same time
the advance of bureaucratic orgénization within complex school
districts cannot be deﬁied. The problem of reconciling these
two major trends can be viewed pessimistically. However, if
this problem is seen as not just one of professionalism versus
bureaucracy, but rather as just a special case of the real
problem of bureaucracy versus humanization, then the perspec-
tive is different.

One of the main areas, where close human relations are
vital to its success, is that of supervision and evaluation
of teachers. If the results of this study are able to assist
teachers and school principals in the solution of this aspect

of the larger total problem, it will have served its purpose.

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

Research Methodology and Data Collection

I Data Redguired

The following data were obtained:
1) Teacher identification
- personal background
- educational background
2) sSscores of teachers on the Professional Orientation Scale
3) sScores of teachers on the Employee Orientation Scale
4) Scores of teachers on the Closeness of Supervision Scale
5) Scores of teachers on the Evaluation Model Scale
All information was incorporated into an omnibus questionnaire.
The instruments used to measure professional orientation,
employee orientation, and closeness of supervision were reviewed
with respect to reliability and validity of the instruments.

The evaluation model was based on the items outlined by, Curtin,

Fatu, Morphet, Rose and Brighton.

II Instrumentation

Personal Data

This section of the questionnaire was constructed to gain
the following information on each teacher: age, sex, marital
status, present position, teaching level, academic and pro-
fessional training, numbef of school districts taught in since
starting to teach, length of time in present school, Years of

teaching experience, and commitment to teaching. The information
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gained from this section will not be used to test the main

hypotheses, but will be useful in the analysis of sub~groups.

Instrument on Professional Orientation

The Professional Role Orientation Scale used in this study
was first devised by Corwinl. He found that teachers differed in
their degree of professional role orientation. Hrynyk2 proposed
a model for the "ideal profession" based on the dimensions of
(1) knowledge, (2) service, (3) core-organization, (4) colleague-
profession, and (5) client--autonomy.3 The results of Hrvnvk's
study confirmed the reliability and validity of.fhe Professional
Role Orientation Scale. No major changes were made in Hyrnyk's
instrument, to measure the professional orientation of teachers,
with the exception of the modification of terms or phraseology
which it was considered might be unfamiliar to British Columbia

teachers.

Instrument on Emplovee Orientation

| Thése questions were selected from Corwin's Employee
Orientation Scale.4 The total employee orientation scale possessed
a r, = .84 on the corrected split half reliability of the scale
and subscale items. The sub-scales used in this study are
(1) administrative orientation, (2) loyalty to the organization,
and (3) rules and procedure orientation. No changes were made
to the sub-scales selected from Corwin's scale.

Instrument on Closeness of Supervision

These items were selected from Gross' Principal Role
Questionnaire.5 The validity and reliability of these items

were verified by Gross, Herriott and McEachern in their gtudy -

of The Role Behavior of School Principals. No changes were
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made to the items selected from Gross' scale.

Instrument on An Evaluation Model

The items included in this scale are a cdmposite of the
evaluation plans devised by Curtin6, Fatu7, Morpheta, and Rose9
Brightonlo encompassed the strengths of these ideas into one
scheme. On the basis of this latter plan, the "Evaluation
Model" was devised and included in the questionnaire.

Scoring of the total guestionnaire

Following the procedures described in this chapter and in

order to test the hypotheses in Chapter 1, an ombibus questionnaire

was prepared and sent to all the survey sample members. The
guestionnaire incorpo;ated into one instrument the various

- measuring devices described previously and the items were
classified as follows:

A. Personal background variables
Items 1, 2, 3, 10

' B. Educational background variables
Items 4,5,6,7.,8,9

C. Professional Orientation
Items 11 - 40 (inclusive)

D. Employee Orientation
Items 41 - 55 (inclusive)

E. Closeness of Supervision
Items 56 - 62 (inclusive)

F. Evaluation Model
Items 63 - 71 (inclusive)

(See Appendix A)

Scoring of the total guestionnaire

The questionnaires were scored by assigning values from

one (for expressions perceiving the least positive reaction)
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to five (for the most positive reaction) on each bf the sixty-
one items. These sixty-one five-point Likert-type items appliea
to the four areas of professional orientatiOn; employee
orientation, closeness of supervision and the evaluation model.
On the thirty items dealing with the professional orientation
scale the scores could range from 30 to 150. On the fifteen
employee orientation items, the scores could range from 15 to 7%.
On the seven items on closeness of supervision a score from
7 tc 35 was possible while scores the evaluation model could

range from 9 to 45.

III The Population and Sample

The Population

The population for study consisted of regular certified
teachers employed in the public schools of British Columbia
in April, 1971. At that time, membership in the British
Columbia Teachers' Federation, was an automatic condition of
employment, therefore, authorization was sought and obtained
from the Office of the General Secretary of the B.C. Teachers'
Federation to jain access to their complete alphabetical file
of all active teachers in the public schools of the provincé.
(see appendix G)

The Sample

The sample of teachers was chosen on a guasi-random basis
from the approximately twenty-three thousand active teachers.

in British Columbia. The method employed was that advocated

11 ,ng kishl?.

by Moser It is achieved by calculating the



36
desired number needed for the sample where k = N/n and every
kth teadcher is selected ﬁhroughout the alphabetical listing
after starting with a randomly chosen number between 1 and k
inclusive.* The seven hundred and fifty teachers selected
had a k of 29. A random number of less than 30 was chosen to
represent the first sample number. This random number was
seventeen, consequently the second number was forty-six
(17 + 29) and then seventy-five (46 4 29) until 755 selections

were made from the population of approximately twenty—three

thousand.

IV Collection of Data

A covering letter and a questionnaire was mailed to each
6f the seven hundrea fifty-five teachers in the sample chosen
for this study. A stamped, addressed envelope was included for
convenience of return. Ten days later a follow-up postcard was
sent to all teachers in the sample. (See appendix C)

A total of 524 questionnaires were returned (70 per cent).
Fifty~-three of these were incomplete and twenty-eight were
returned too late for use as they arrived after the data had
been analyzed. It was therefore possible to use 443 (59 per
cent) returns in this study. The returns used were checked for
relative proportion with the statistical tables published by
the British Columbia Department of EducationlB. It was found

that the sample numbers corresponded closely with the actual

* k 2 the interxrval; N = the population; n = the sample population.



number of teachers according to certification and also in
relation to the number teaching at primary, intermediate,
junior secondary and senior secondary levels. »
Treatment of Incomplefe Questionnaires

Upon return of the questionnaires, they were inspected for
incomplete responses. Questionnaires with more thankfive items
not completed were considered unusable and discarded. In cases
where fewer than five item responses were missing, the median
response to that item was assigned.
Computer Analysis

The responses on each acceptable questionnéire were trans=—
ferred to Fortran Coding Sheets and then key punched and veri-
fied on IBM cards.

A computer program was written to give the following

analyses of the data:

.1) Intercorrelation matrices for the fourteen variables

"in the study._ (Probability levels were one-tailed
because a positive or negative prediction had been
made on each hypothesis).

2) Intercorrelation matrices for the sub-groups in the
personal and educational background variables.
(Probability levels were one-tailed for the same
reason as above).

3) In order to solve the problem of the variability of
scores on each of the scales used in the quesfionnaire
{(each scale had a different possible total), fhe

Pearson product-moment correlation coefficient was

37
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'calculated to show the relationship between each of

the variables used.

««+The Pearson product-moment correlation
coefficient is simply a measure of the slope
after the X and Y scores have bzen=transformed
to 2 scores (standard scores) .l

Computational formula (using raw scores)

4)

r = NEXY - (EX) (£ Y)
VIEX?2 - (EXZJLNEY? - (V2T

The values of the correlation coefficients obtained

in this study were tested at the .0l level of signifi-

cance. The tables used for this purpose are found

in Popham.15

«.sthe notion of statistical significance for
r is, sensibly enough, tied to the size of
the sample. Since a larger sample will pro-
vide a more representative index of the
nature of a relationship, smaller values of

r become statistically signifigant as the
size of the sample increases.

As an example when a t-test is applied to the

‘correlation between professional orientation scores

and evaluation model scores for single teachers, the
correlation is significant at the .01 level.

(summary Table III)

t=1r /N-z = .288 /68-2
1-x2 1~.0829

= ,288 x 8.49 = 2.445

From the table, 2.390 is required for .0l level of

significance on a one-tailed test.17

The program for the analysis of the data was written by

Angelique Kopp of Simon Fraser University, under the supervision
of Misa Gratton, Program Consultant, of Simon Fraser University

Computing . Centre.
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CHAPTER IV

Results, Analgsis; and Discussion of Hypotheses

I Analysis of Relationships Between Professional

Orientation and Emplovee Orientation

Results: The first problem to be investigated was an attempt

to determine the relationship between total scores by British

+ha nrofecaional orientatinon and amnlavae
n the profegsional oraientation and om ployee

orientation scales. This problem was formally stated as
Hypothesis I: teachers' totél professional scores show a positive
correlation with scores on the employee orientation scale.

The results of a.Pearson Product Moment correlation between
total professional orientation scores and employee orientation
scores show a correlation coefficient of .174 on the total pop-
ulation (Table I). This figure is actually statistically
significant beyond the .0l level. This difference was found
when the sample was subdivided into male and female sub
samples. The correlation between scores for each group is sig-
nificant at the .0l level.

Although a great deal has been said in recent years re-
garding the difference between the attitudes of people over
age thirty and under that age, Table II shows similar signifi-
cance for the cofrelation coefficients for both age groups of
teachers.

When examined on the basis of marital status it is

interesting to
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TABLE 1

CORRELATION OF PROFESSIONAL ORIENTATION SCORES
WITH EMPLOYEE ORIENTATION SCORES

EXAMINED ON THE BASIS OF SEX

Sex Numbexr Correlation Coefficient
Male 221 .155%
Female ' 222 .200*
Total 443 .174%*

*Significant at the .0l level.
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TABLE II

CORREIATION OF PROFESSIONAL ORIENTATION SCORES
WITH EMPLOYEE ORIENTATION SCORES

EXAMINED ON THE BASIS OF AGE

Age Number Correlation Coefficient
30 4 under . 173 .193*
31 ¢4 over 270 .143*

*Significant at the .01 level.
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TABLE III

CORRELATION OF PROFESSIONAL ORIENTATION SCORES

WITH EMPLOYEE ORIENTATION SCORES

EXAMINED ON THE BASIS QF MARITAL STATUS.
Marital status _ Number Correlation Coefficient
Single 68 .215
Married 340 .160*
Other 35 .243

*gignificant at the .0l level.
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note (Table III) that only married teachers show a significant
correlation between professional orientation and employee
orientation. Although the relationship is stfonger for the
other two groups, the number in each of these sub samples was
too small for the correlation to be significantly different
from zero. Since there is a distinct correlation between age
and employee orientation (TABLE XX), these results are not
surprising. This observation is also consistent with the re-
sults of previous research. Corwinl nofed that younger
teachers had lower employee orientations than did older
members. (note also the correlation between age and marital
status, Appendix X). .

Discussion: The Professional Role Orientation Scale used in this
study was designed to measure an individual's attitude toward

the iive professional dimensions of knowledge, service, core-
organization, colleague-profession, and client-autonomy. The
Employee Orientation Scale measured a teacher's orientation to
rules and procedure, administration, and loyalty to the organi-
zation. Since the characteristics measured, in these two

scales, are in many ways a contradiction to one another, it

would be presumed that a negative and not a positive correlation
snould exist between the two. It must be noted, however, that

2

Moeller“ found that teachers frequently prefer standardized systems

because they reduce particularism and increase predictability.
Therefore, teachers demand rules, especially in dealing with.

3

other groups. Another aspect is noted by Peabody when he

found that although elementary teachers attached considerable
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importance to the professional basis for their authority, they
typically acquiesced to authority of administrative position
when conflict arose. |

As predicted in this study, there was a significant positive
relationship between professional orientation and employee
orientation. Hypothesis I was supported. This significant

trend will be given further examination in Chapter V.

II Analysis of Relationships Between Professional

Orientation and Closeness of Supervision.

Results: The second problem to be invertigated was an attempt
to determine the rela%ionship between the total scores of
teachers on the professional orientation scale and their total
scores on the closeness of supervision scale. This problem was
formally stated as Hypothesis 2: teachers' total professional
scores show a negative correlation with scores on the closen:8s
~€ gupervision scale.

The results of a Pearson Product Moment correlation between
these two areas are shown in Tables IV, V, and VI. It was
predicted that a negative correlation would exist between pro-
fessional orientation and closeness of supervision. However,
as it can be seén from Table IV, when examined on the basis of
sex, there is a positive relationship significant at the .0l
level. If examined on the basis of age‘there is a slight
variation between those under thirty and those over that age.
The correlation coefficient of ;helo;der'group, thle’not

significant at the .0l level, falls short of significance by
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only a few points. It is only when the population is examined
on the basis of marital status that a difference exists. The
married teachers show a significant positive correlation
between professional orientation and closeness of supervision
(Table VI), whereas single teachers show a tendency to support
the negative correlation predicted in the second hypothesis.
Discussion: Hypothesis two was not supported. This finding would
indicate that not all aspects of classroom supervision are re-
jected by teachers. When Enns4 studied supervision of teachers,
he found that principal behaviour which was pefcéived as highly
directive and restrictive was correlated with teacher dissatis-
faction. Furthermore: Trask's5 assertion that principals in many
instances have abandsned classroom visitations, on the basis
fhat teachers reject this behaviour as unprofessional, lends
additional support to the predicted negative correlation of
hypothesis two. Upon examination of the individual items on
the closeness of supervision scale it becomes evident why teachers
do not reject all aspects of close supervision. As illustrated
in Table VI A, there are certain phases of close supervision
such as assistance to teachers experiencing difficulty, which
teachers in this sample did not reject. Furthermore, it can
be seen from Table VI B that only those acts of supervision,
such as unexpected evaluations, which could be interpreted
as punative, were rejectea by the majority of teachers. Al-
though examination of the tablgs in Appendix A will show that
" principals and vice-principals teaching half tiﬁe or more,

intermediate grade teachers, and those teachers with a B.Ed.
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TABLE IV

CORRELATION OF PROFESSIONAL ORIENTATION SCORES
WITH CLOSENESS OF SUPERVISION SCORES

EXAMINED ON THE BASIS OF SEX.

sex Number | Correlat ion Coefficient
Male 221 .143%
Female 222 .170*
Total 443 .154*

*Significant at the .01 level.
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TABLE V

CORRELATION OF PROFESSIONAL ORIENTATION SCORES
WITH CLOSENESS OF SUPERVISION SCORES

EXAMINED ON THE BASIS OF AGE.

Ade Number Corxelation £
30 4= under 173 .186*
31 4 over 270 .120

*significant at the .01 level.
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TABLE VI

CORRELATION OF PROFESSIONAL ORIENTATION SCORES
WITH CLOSENESS OF SUPERVISION SCORES

EXAMINED ON THE BASIS OF MARITAL STATUS.

Marital status Number Correlation Coe ient

Single ' 68 -.026
Married 340 . 199%
Other - 35 .038

*significant at the .0l level.
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TABLE VI A

Scale Items Percentage of Total Sample
Responding to Each Alternative
(N = 443)
Closeness of Supervision SA A U E SD

56. Principals should be pre- 14.4 43.6 14.7 23.5 3.8
pared to closely super-
vise new teachers in the
school.

60. It is essential that 5.4 47.6 20.8 21.9 4.3.
principals closely direct
the work of teachers who
are likely to experience
difficulty.

61.  Principals should know 9.7 53.7 11.7 22.4 2.5
what is taking place in
most of the school's
classrooms during most
of the day.

62. Principals should insist 21.4 54.2 11.7 11.3 1.4
that they be consulted-
prior to teachers taking
problems to higher
authorities in the
school system.
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TABLE VI B

Scale Items Percentage of Total Sample

Responding to Each Alt ative
(N = 45;35

Closeness of Supervision SA A U - D sD
57. Evaluators should require .5 l17.6 11.5 53.7 1l6.7

58.

59.

that teacher's classroom
behaviour conform to the
principal's standards.

Principals should always 3.4 23.7 8.6 52.1 12.2
vieit classes on a regular

schedule to determine how

well teachers are carrying

out their jobs.

Any evaluation scheme 3.4 20.8 11.5 42.6 21.7
should include a check

to see that teachers

prepare written lesson

plans and previews of

the work they intend to

cover.
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(secondary) Degree all tend toward support of the negative
correlation predicted between professional orientation and close-

ness of supervision.

III Analysis of Relationships Between
Professional Orientation and

Evaluation Model

Results: The third problem to be investigated was an attempt
to determine the relationship between the professional
orientation of British Columbia teachers and théir acceptance
or rejection of the evaluation model. This problem was re-
stated as Hypothesis:B: teachers' total professional scores
show a positive correlation with scores on the evaluation
model.

The results of a Pearson Product moment correlation between
total professional orientation scores and evaluation model scores
show a correlation coefficient of .180 on the total population
for this study. (Table VII). This figure is statistically
significant at beyond the .0l level. Table VII also illustrates
that both male and female populations show positive correlations
which are significant.

When examined on the basis of age, the resulting correlations
between professional orientation and the evaluation model are
quite revealing. Those teachers of age thirty or under support
the positive prediction of the hypothesis. The correlation-
coefficient for this group is .359 which is staéistically signifi-~
cant at beyond the .0l level. On the other hand, those teachers
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age thirty-one and over show a correlation coefficient of .095
which is not significantl
When examined on the basis of marital stafus, it was found
that both single and married teachers showed support for the
positive relationship predicted in hypothesis three. However,
those teachers grouped on the basis of separated, divorced or
widowed show a correlation coefficient of ~.090, which is not
significantly below zero but is nevertheless negative. 1In
spite of these two deviations, it could be safely stated that
hypothesis 3 was supported. |
Discussion: An explanation of the deviations of different
groups of teachers féom the positive correlation predicted in
hypothesis three can be found by the examination of other data.
Table XXIXI illustrates these findings:
l) Age and evaluation model scores aré negatively
éorrelaté& and this correlation is significant at
the .0l level.
2) The number of years of teaching and evaluation
model scores are negatively correlated and this
correlation is significant at the .0l level.
3) Teaching level and evaluation model scores are
negatively correlated but not to a significant
level.
In addition, examination of the tables from Appendix C indicates
that of the four levels of teaching only teachers of primary ‘

-grades have scores which correlate positively with professional

orientation scores and scores on the evaluation model at a
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TABLE VII

CORRELATION OF PROFESSIONAL ORIENTATION SCORES

WITH EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF SEX

Sex Numbex : Correlation Coefficient
Male 22} .149*
Female 222 .220%
Total 443 .180*

*Significant at the .0l level



TABLE VIII

CORRELATION OF PROFESSIONAL ORIENTATION SCORES
WITH EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF AGE

Age Number Correlation Coefficient
30 under ** 173 «359*
31 over 270 .095

*gignificant at the .0l level.

54
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TABLE IX

CORRELATION OF PROFESSIONAL ORIENTATION SCORES
WITH EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF MARITAL STATUS.

Marital Status . Number Correlation Coefficient
Single 68 .288%*
Ma;ried 340 L177%

Other 35 -.090
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significant level. PFurthermore, from the same tables it may
be noted that only teachefs with ten years or less teaching
experience show scores with a positive correlafion between
professional orientation and the evaluation model at a sig-
nificant level. Another interesting fact is shown when teachers
are examined on the basis of present position. Regular class-~
room teachers support the prediction of hypothesgis three with
a correlation coefficient of .215 which is significant beyond
the .01 level. |

That hypothesis three was supported, is.évident. The

discrepancies found will be given further examination in Chapter V.

IV Analysis of Relationships Between Employee

Orientation and Closeness of Supervision

Results: The fourth problem to be investigated was an attempt
to determine the relationship between employee orientation and
closenesé of supervision scores. This problem was formally
stated as Hypothesis 4: teachers' total scores on the employee
orientation scale show a positive correlation with scores on
the closeness of supervision scale.

The results of a Pearson Product Moment Correlation between
employee orientation and closeness of supervision scores re-
vealed significant correlations in most areas examined (Tables
X, XI, XII and Appendix A). Interesting is the fact that all
correlation coefficients examined on the basis of total popu-
lation, sex, age and marital status were signifiéant beyond the

.01 level. It is further revealing to note the positive
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correlations between employee orientation and age, number of
years in present school and teaching experience (Table XX).
Discussion: Although hypothesis 4 was suppo?ted; any intérpretam
tion suggesting that teachers are loyal, compliant employees
should be made with considerable reservation. Close examination
of the percentage of teachers answering the individual items
on the employee orientation scale is quite enlightening. Half
the teachers or more in the sample feel that they should be
obedient, respectful, and loyal to the principal. They would
also feel that his judgement should be followed regarding
controversial textbooks or speakers permitted in the school.

In addition, they would agree that teachers should ke com-
pletely familiar with the written descriptions of rules and
procedures necessary for running the classroom.

More thaﬁ half of the teachers in the sample oppose the
suggestion that teachers who openly criticize the adminis-
tration should be encouraged to go elsewhere. Approximately
the same number disagree that schools should have manuals
of rules and regulations which are to be followed seriously.
More emphatic are the more than two thirds of the sample
who do not feel that the administration of a school is better
qualified than the teacher to judge what is best for education.
They would not follow the wishes of the top administration in
order to keep out of "hot water", nor would they put the
interests of the schobl above their own personal interests.
The strongest disapproval was shown toward those stafements

which suggested that teachers' behaviour as employees, could



TABLE X

CORREIATION OF EMPLOYEE ORIENTATION SCORES

WITH CLOSENESS OF SUPERVISION SCORES

EXAMINED ON THE BASIS CF SEX.

sex Nurbexr Correlation Coefficient
Male 221 .527%
Female 222 .595*
Total 443 .553%*

*Significant at the

.01 level.
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TABLE XI

CORRELATION OF EMPLOYEE ORIENTATION SCORES
WITH CLOSENESS OF SUPERVISION SCORES

EXAMINED ON THE BASIS OF AGE

Age Number Correlation Coefficient
30 4+ under 173 .504*

31 % over 270 .580%

*significant at the .0l level.



TABLE XII

CORRELATION OF EMPLOYEE ORIENTATION SCORES
WITH CLOSENESS OF SUPERVISION SCORES

EXAMINED ON THE BASIS OF MARITAL STATUS.

60

Marital status Numberx Correlation Coefficient
68 -427*
Married 340 .540%
35 .820%*
*Significant at .01 level.
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be controlled by a series of rules. For example, at least
eighty percent do not wish to have their time of arrival and’
departure from school strictly enforced. A similar number do
not want rules to cover numerous problems which might arise
in the school situation. Lastly, eighty-seven percent of the
teachers in the sample would not avoid the controversy which
could arise from the varied interpretation of school rules.
The implications of these findings will be examined more

closely in Chapter V.

V Analysis of Relationships Between
Emplovee Orientation and

Evaluation Model

Results: The fifth problem to be investigated was an attempt
to determine the relationships between the scores obtained

by .British Columbia teachers on the employee orientation scale
and the evaluation model. The problem was formally stated as
Hypothesis 5: teachers' total scores on the employee
orientation scale show a negative correlation with scores on
the evaluation model.

The results of the Pearson Product Moment correlation for
the two above mentioned variables does produce a negative
relationship as predicted in the hypothesis. However, this
relationship is not significant. Examination of the scores
on the basis of sex proéuced a similar result. Although
both male and female teachers show a tendency to supbort the

hypothesis by a negative correlation, in neither case was the
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relationship significant at an acceptable level. (Table XIII).
When the population is éxamined on the basis of marital status,
none of the three groups single, married or other as shown in
Table XV reveal negative correlations of a significant value.
The results of correlations examined on the basis of age indicate
a negative direction to the relationship between employee
orientation and the evaluation model for those over thirty but
a very low, positive direction for those under thirty.

Discussion: Hypothesis 5 was not supported. The examination

of the results indicates that an individual's employee
orientation score is not a valid predictor of his acceptance

or rejection of the ‘evaluation model.

VI Analysis of Relationships Between

Closeness of Supervision
And Evaluation Model

Results: The sixth problem to be investigated was an attempt

to determine the relationships between the scores obtained
on the closeness of supervision scale and the scores on the
evaluation model. This problem was formally stated as
Hypothesis 6: teachers' total scores on the closeness of
supervision scale show a negative correlation with scores
on the evaluation model.

The correlation coefficient obtained, when these two
variables are examined 6n the basis of total population,
is: positive and significant at the .0l 1eve1.'(Tab1é XVI).

Similarly, the»female population reveals a positive,



TABLE XIII

CORRELATION OF EMPLOYEE ORIENTATION SCORES
AND EVALUATION MODEL SCORES

t“"“"lI:"‘ED Giv Tv.v—g - —_Is OF s_,_A.
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Sex Numbexr Correlation Coefficient
Male 221 -.081

Female 222 ~.014

Total 443 -.033




TABLE XIV

CORRELIATION OF EMPLOYEE ORIENTATION SCORES
‘AND EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF AGE.

Age Number | Correlation Coefficient
30 4 under 173 .0l6

31 += over 270 -.041

64
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TABLE XV

CORRELATION OF EMPLOYEE ORIENTATION SCORES
AND EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF MARITAL STATUS.

Marital Status Number Correlation Coefficient
Single 68 -.099
Married 340 -.022

Other : 35 . ’ -.012
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TABLE XVI

CORRELATION OF CLOSENESS OF SUPERVISION SCORES

AND EVALUATION

EXAMINED ON THE

M EL SCORES

BASIS OF SEX.

Correlation Coefficient

Sex Number

Male 221 .084
Female 222 .151%
Total 443 .114*

*Significant at the .01l level.
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TABLE XVII

CORRELATION OF CLOSENESS OF SUPERVISION SCORES
AND EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF AGE.

Number Correlation Coefficient

Age
30 under 173 .174%

31 over 270 .086

*Significant at the .01 level.



TABLE XVIII
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CORRELATION OF CLOSENESS OF SUPERVISION SCORES

AND EVALUATION MODEL SCORES

EXAMINED ON THE BASIS OF MARITAL STATUS .

Marital Status . Number Correlation Coefficient
‘Single 68 .072
Ma;ried 340 A.135*
Other | 35 -.007

*Significant at the .01 level.
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TABLE XVIIIA

scale Items

Percentage of Total Sample

‘Responding to Each Alternative

(N = 443)

63.

64.

65.

67.

Evaluvation Model

It is the overall purpose
of evaluation to replace
poor teaching with good
teaching, not to eliminate
poor teachers.

Teachers and principals
should be actively in-
volved in developing the

24 .4 57.6

31.6 50.1- 16.7 1.4 .2

evaluation plan and reviewing

it periodically.

A usable definition of
teaching and a job descrip-
tion of each position which

10.2 48.5 23.9 15.1

is appropriate to each school

should be developed.

Evaluations should include
a pre-visit informal con-
ference between the evalu-
ator and the teacher to
determine the teacher's
objectives and purposes
and to determine the
characteristics of the
students in the class.

Evaluations should include
a post-visit informal con-
ference between the evalu-
ator and the teacher. All
notations on the evaluation

records should be initialled

by the teacher and the
evaluator.

22.6 64.8 7.4

26.6 60.9
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e e e S R ST

Scale Items

Percentage of Total Sample
Responding to Each Alternative

(N=_443)

Evaluation Model

68.

69.

70.

71.

In the event there is
disagreement between the
teacher and evaluator over
any item, provision should

be made for other observers,

acceptable to both teacher
and evaluator, to partici-
pate in the evaluation.

Provisions should be made
for training the evalu-
ators and they should be
given sufficient time to
do the job properly.

Evaluators should be
evaluated periodically
by superintendents and
the teaching faculty.

The evaluation process
should itself be evaluated
veriodically and changed
whenever improvement is
possible.

SA A U D SD

[{S]

29.4 63.4 5.2 1.8

38.2 57.6 3.6 .2 -4

33.9 57.3 7.2 l.4 .2
45.4 52.6 1.3 .5 .2




TABLE XIX

CORRELATION OF PROFESSIONAL ORIENTATION SCORES

AND SELECTED BIOGRAPHIC CRITERIA.

(Respondents = 443)

71

Criteria Correlation With
Professional Orientation

Age L127%

Teaching level .125%*

Number of years in present school .154*

Number of years of teaching .214*

Commitment to teaching .168*

*Significant at the .01 level.




TABLE XX

CORRELATION OF EMPLOYEE ORIENTATION SCORES

AND SELECTED BIOGRAPHIC CRITERIA

(Respondents =

443)

Criteria Correlation With Emplovee
Orientation

Age .251%

Teaching level .027

Number of years in present school .180%*

Nuﬁber.of.years of teaching .256%

Commitment to teaching 011

*Significant at the .01 level.
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TABLE XXI

CORRELATION OF CLOSENESS OF SUPERVISION SCORES

AND SELECTED BIOGRAPHIC CRITERIA

(Respondents = 443)

Cirteria Correlation With
Clogseness of Supervision

Age . 061
Teaching level _ .027
Number of years in present school .071
Number of years of téaching .090

Coﬁmitment to teaching .002




TABLE XXII
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CORRELATION OF EVALUATION MODEL SCORES

AND SELECTED BIOGRAPHIC CRITERIA

{(Respondents =

443) .

Criteria Correlation With
Evaluation Model
Age -.134*
 Teaching level ~-.086
Number of years in present school ~-.059
Number of years of teaching ~.126%*
Commitment to teaching .023

*Significant at the .0l level.
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significant correlation. As shown in Tables XVII and XVIII,
correlation coefficienté for teachers under thirty years of
age and for married teachers are also significant at the .01l
level. The only negative correlation which appears is from
the segment of population classified under separated, divorced,
or widowed. The correlation coefficient obtained although
negative was essentially zero {(r= -.007).
Discussion: Hypothesis 6 was not supported. Although it was
predictedvthat a negative correlation would exist between
closeness of supervision and the evaluation mbdel, it is not
difficult to explain the positive correlation when the results
of Hypothesis 2 are'examined. It was illustrated in Tables VIA
and VIB that only téree of the seven items on closeness of
supervision were rejected by the majority of teachers. There-
fore, the higher number of items on this scale were answered
positively and were, thereby, correlated with the positive
respoﬁse given to the evaluation model (Table XVIIIA).

When the correlations between the evaluation model and
selected biographic criteria are examined (Table XXII), a
number of interesting factors appear. Since age and evaluation
model scores are negatively correlated to an acceptable level
(.01), one may draw at least two conclusions. Either younger
teachers express a greater desire and need for this type of
evaluation scheme, or older teachers, having grown accustOmed
to another system, are more confident of their tenure and see

less need for any change. These ideas receive further support



when it is noted that the scores on the evaluation model are
also negatively correlated, at a significant level, with the
number of years of teaching (Table XXII). Viewing this in-
formation, an administrator responsible for teacher evaluation
must assume that either teachers as they gain age and ex-
perience accept current evaluation practices or, a younger
generation of teachers expect a different set of criteria to
be examined in the evaluation of their work. The implication

of this topic will recieve further consideration in Chapter V.
VI SUMMARY

For the purpose.of testing six hypotheses, a survey was
performed and the résults obtained, from 443 teachers randomly
‘selected from all active British Columbia members, were used.
Of the six hypotheses, three were supported at a significant
level. Two others were supported at the .0l level, but in
the opposite direction to that predicted. The remaining
hypothesis obtained correlations in the direction predicted,
but not at an acceptable level.

With the exception of hypothesis six, (correlation between
closeness of supervision and evaluation model), the results
when examined on the basis of sex, revealed no significant
difference. When examined on the basis of age, correlations
between professional orientation and closeness of supervision
reveal some difference. The younger group show a significant
positive corrélation, whereas the older teachers do not. The

age factor is also evident when professional orientation and
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evaluation model scores are correlated. Again, the younger
teachers show a positive correlation, whereas, the older group
does not, correlations between closeness of éupervision and
the evaluation model reveal similar differences. It is,
therefore, evident that age is a factor to be considered in
some of the relationships tested.

It is interesting to observe that although teachers are
growing professionally (as previously discussed), their
professional orientation scores still correlate significantly
with their employee orientation. Revealing too, is the fact
 that teachers do not reject all aspects of close supervision.
Lastly, it was most'enlightening to find that with one exception,
all items on the evéluation model were agreeable to between
80 and 95 per cent of all teachers in the sample.

The implications of each of these observations will receive

consideration in the final chapter of this study.
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CHAPTER V
Conclusions, Implications, Further Research, 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 professional-~
emplioyees. It is realized 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 Relation to the Positive Correlation Between

Professional Orientation and Emplovee Orientation.

From the empirical support shown for hypothesis 1l in Tables
I, II, and III, 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 position, regular classroom teachers support the
" hypothesis. However, vice-principals and priﬁcipals do not

indicate similar support. The interesting point to note is
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that current research shows administrators, as a gioup,
achieving higher professional orientation scores than other
groups.1 Another group revealing a signifiéant correlation
is that comprised of teachers who hold teaching certificates
but no degrees. They support the positive correlation in
hypothesis 1, but also score lower on the professional orientation
scaie. When the total sample is divided into two groups
consisting of those committed to continue teaching and those
who would choose another alternative, only the latter group
show a significant correlation between professional orientation \
and employee orientation. Previous research in this area2
also reveals that those committed to teaching have higher total
professional orientation scores than do the uncommitted
teachers.

The basic conclusion to be drawn from this information is
the realization that teachers who score highest on the pro-

fessional orientation scale are not necessarily employee oriented.

Conclusions in Relation to the Positive Correlation Between

Professional Orientation and the Evaluation Model.

The support shown for hypothesis 3 in Tables VII, VIII
and IX should be considered on the basis of information
revealed by the examination of other sub-groups. This
hypothesis received significant support from regular classroom
teachers at the .0l level. Department Head teachers with
teaching loads of half time or more also supported this
positive correlation as did primary teachers and thése who

possess no Degree or a Bachelor of Education (elementary). - g
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In addition, support was shown by those new to their school,
those who had taught in only one district and those teachers
with ten years or less teaching experience.:

The basic conclusion from this information appears to
centre around the fact that those teachers most likely to be
involved in the evaluation process, are the ones who give greatest
support to the positive correlation between professional
orientation and the evaluation model.

Conclusions in Relation to the Positive Correlation Between

Emplovee Orientation and Closeness of Supervision.

In Chapter IV (Tables VIA and VIB and the discussion on
p. %7), the main céncern was to avoid conclusions without
careful consideration of how the respondents answered each of thg
items on the two scales relating to employee orientation and |
closeness of supervision. As mentioned at that time, the majority
of teachers do not object to all aspects of close supervision:
only to those which could be interpreted as punitive in nature.
Regarding the items on the employee orientation scale, the
majority of teachers expressed disagreement with all but three
of the fifteen suggestions. These two findings are given
support by two other recently published studies.

Clear and Seager3 indicate that Barnard's4 “zone of
indifference" (the area within which a subordinate will find
the orders of a superior unquestionably acceptable) is more
accurately described as a "zone of acceptance". Their cdn-

clusions are enlightening.
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Administrators, who must promote organizational
maintenance and goal attainment should not
become over-confident when teachers readily
accept some amount of influence. While these
initial attempts may fall within teachers'
zones of acceptance, subsequent, more in-
tensive, efforts from administrators whose
feelings of legitimacy are consistently
greater than teachers', may fall outside

the teachers' zones and have the unanticipated
consequence of precipitating resistance or
hostility. This can sharply curtail the
administrator's capability to do his job.s

In a different study, Hoy and williams6 came to the conclusion
that a school principal's reliance on this 'zone of in-
difference" is unlikely to give'a sufficient base for the
effective operation of a school.

It seems fair tb'conclude, from the above mentioned ob-
servations and the findings of this study. that school
principals must make themselves cognizant of the professional
aspirations of their faculty members, if they wish to achieve
desifed,educational:gqais'with effective harmony in staff effort.

Conclusions in Relation to the Positive Correlation Between

Closeness of Supervision and the Evaluation Model

As‘ihdicated in'Chaptér 1v, this'hypothesis was supported
with a positive correlation and‘nbt‘a‘hegativeVOne as
predicted. Scrutiny of the items on the closeness of
supervision scale revealed support for four of the. seven
statements. It was further noted that over eighty per cent of
the réspondents in the sample approved all but one item on the
evaluation model. Further examination of the findipgs in-
'dicates that regular classroom teachers, teacﬁersvof primary

grades, and those with teaching certificates but no university
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degree, all support the positive correlation between these two
areas. In addition, it should be realized there is a signifi-
cant correlaticn (.01 level) between age and teaching level and
between age and professional training.

This information leads one to conclude that most teachers
in the above mentioned arecas are prepared to accept supervision
of a supportive and constructive nature, provided it also embodies

the ideas outlined in the evaluation model.

II Implications for Administrators

In Chapter II, two basic purposes were suggested for
evaluation. First, if the teaching profession is to reach its
full potential, it mdst be critical about quality and develop
self-correcting mechanisms to upgrade the performance of
members. Secondly, the public is entitled to an accounting
of the efforts of the professionally trained individuals it
employs in the total school operation. The public should know
what goals are being sought by schools and the extent to which
these goals are being reached.

Rationale for Supervision and Evaluation Change

Examination of the various sub-groups of teachers in this
study indicates that a growth in professional orientation
accompanies experience gained and increased academic and profess-
ional training. Concurrently, employee crientation reveals
a positive correlation with age and experience (Tab;e Xx) .
However, those teachers with six to fifteern yéars of experience,

show the lowest correlation between professional- -orientation
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and employee orientation; they comprise 46 per cent of the
populatién sample. From this information administrators may
come to one of two conclusions: If tﬁey surmise that teachers
usually become more employee oriented as they gain age and
experience, little change in supervision and evaluation
procedures will appear necessary. Conversely, if they con-
clude that professionalism among teachers is growing and,
furthermore, this group, with currently six to fifteen years

experience, will exert influence on

younger teachers for at
least the next decade, the administrative implications will
be different. |

If credence can be given to previous studies which in-
dicate that principals and vice-principals reveal the highest
 scores on professional orientation scales, 7 then they must
take the responsibility of being professional leaders. ToO
fulfil this obligation, they must have a clear concept of what
is currently possib;e regarding supervision and evaluatiocn in
teaching. To improve instruction entails more than suggestions
on how to manage a classroom. It involves acting as a mirror
for the teacher to enable that individual to reflect intelli-
gently on how the various technigues used in the classroom effect
the desired behavioural changes in students.

Teachers surveyed in this study have indicated that
certain aspects of close supervision are acceptable, provided
their puxpose is constfuctive in natufe (Table ViA). They have
also shown convincing support for the ideas presentéd in the

"evaluation model" statements (Table XVIIIA). It is now clear
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that administrators who choose to carry out an effective
program of supervision and evaluation must do so from a
pcsition of professicnal authority rather than from the

s . A . . 8
position of administrative authority.
When changing the formal procedures of supervision and

evaluation, it seems likely that those most affected by these

procedures would have much tc contribute to their improvement.
Changes in policy, however, freguently produce anxieties

amcng teachars. It is then the‘responsibility of those
implementing the changes to be certain that effective
comrunications exist to minimize this teacher anxiety. To
achieve success (particularly in the area of supervision and
evaluation) the communications between teachers and administra=-
tors must pogsess certain characteristics. They should en-
compass a mutual determination of goals, a spirit of inguiry,
muitual interaction and a mutual influence system.

The concept of mutual influence is most fundamental to
understanding communicaticn. The idea is not new. More than
g 10 L .
fifty vears ago Mary Follett recognized the psychological
aspects of administration. Her main contribution to organizational
theory lay in her understanding that conflicts ketween members
of an organization do occur and that if they are properly re-
solved these confliéts can be beneficial. She emphasized that
human reaction is circular and not lin=zar. Her theory of
integration requires the understanding that employees react
not just to employers, but also to the anticipated reactions

of other employees. She felt that true integration of
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conflicting views was successful when it negated that feeling

of sacrifice by either side.

More recently, Gellerman summarizes this concept of
nutual influence when he says:

...the sender, to be certain that his message will

be accepted by the receiver, must be prepared to

let the receiver influence him. He must even ke

prepared to let the receiver alter or modify the

message in ways that make it more acceptable to

the receiver. Otherwise it may not be understood,

or it may not be accepted, or it may simply be

given lip service and ignocred.*+

The message, therefore, is communicated best when it
encompasses within its content the sender’s willingness to
consider the receiver's reaction to his message as relevant
and important.

To those administrators who accept the challenge of
enlightened supervision and evaluation, the implications may

appear overwhelming. The need for autonomy, which educational

L

pérticipants express, is based on the principle of self-
government, self-control, and self-determination. Teachers,
in particular, display numerous credentials in terms of
profegsional expertness as justificaticon for the expression
of this need.

Before pursuing fhe topic further an examination of

professicnal needs, on the basis of lower=-order and higher-

12

order needs, appears relevant. When Sergiovanni examined

3

Maslow's hierarchy of needs as they applied to teachers, he

came to the following conclusions:
1. The lower-order needs are those which become

available to teachers when they make the decision
to become a member and remain a member 0f a school
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faculty. The schocl system in return exchanges
money, benefits, position, friendship, protection,
and interpersonal gratification for satisfactory
membership by teachers. These fundamental needs
must now be supplied in order for teachers to
function adequately as persons. They now feel
entitled to security and social need fulfillnment by
virtue of membership in a school system.

2. The higher-order needs are those which should
become available when a teacher decides to do that
which is beyond maintaining membership in the

school faculty. This increase in commitment is

exchanged for rewards such as recognition of

competency and autonomy, opportunities for assuming
responsibility and participating in decision

making, and opportunities for experiencing success.
Teachers will not be concerned with higher-order needs of
esteem, autonomy and self-improvement until lower-order
. . 14
needs are recognized as assured.

In a materialistic society, many of the esteem needs are
met as a result of increased salary benefits derived through
efforts of teacher organizations. With these needs satisfied,
teachers move to effect autonomy and self-realization needs.

The implications for administrators are now clear that teachers
wish to be provided'with opportunities to make independent
educational decisions and administrators are expected to provide
these opportunities and also encourage personal and professional
development .

It would be wrong for administrators to assume that all
teachers operate at the same level of needs. A large number
seem ready. willing, and able t0 respond to the intrinsic
rewards in schools if given the genuine opportunity to do so.

“Ancther sizable group would like to respond similarly if they

had the confidence to do so. There is undoubtedly a small
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group who are too emotionally immature to be able to respond
to this type of participaticn, partly as a result of less than
rewarding school organizational experiences;

It seems reasonable to suggest that teachers expect fair
and adequate supervision and evaluation, supportive school
pelicies and administrative directives, friendly interpersonal
relationships and pleasant working conditions. When supervision
and evaluation procedures build upon this foundation by providing
opportunities for teachers to experience self-improvement,
success, recognition of efforts, meaningful responsibility,
and intrinsic rewards, then a better school system is assured.
The goal is accompiished when human participants in schools
are given the opportunity to own shares in the school enter-
prise. The reward is the development of better teachers and
thereby better service to the parents and children of our
society.

It must be remembered, however, that the public is not
necessarily appreciative of the professional aspirations of
teachers. There is a growing demand from the taxpayer for greater

15 Teachers want more latitude

accountability by educators.
in educaticnal decisions and greater monitary reward for the
professional services they render. Taxpayers, by their reluc-
tance to pass operating referenda, have shown their feelings
regarding increased educational costs.16 The two points of
view, under present circumstances, are not compatible.

"Educational administrators, teachers and échool boards must

take steps to demonstrate to the public that education deserves
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the position of the largest consumer of public monies.17 If
administrators use methods of supervision and evaluation which
are agreeable to teachers to improve {he level of instruction,
teachers will become confident enough to involve the public in
the development of school educational programs. In order to
appreciate the goals of education, the public mugt be involved
- in the development of programs and services that are relevant
and worthwhile from the point of view of citizens in their
respective communities. Public education will probably receive

more favourable consideration when these actual lines of

communication are thus opened and continuously maintained.

« TIT Murther Research

This study has been an attempt to gain insight into the
professionaliism and employee orientation of British Columbia
tgachers, and furthermeore, how these two variables are re-
lated to selected aspects of instructional supervision. Un-~
like previous studiés which focused on either professionalism
or employee orientation, this study attempted to explore the
receptivity of teachers to a plan which would enable them to
participate fully in the improvement of the instructional
aspects of their profession.

Although teachers in this study gave ample support for the
procedures outlined in the "evaluation model", it would be
unwise to make general predictive statements‘from these
"results. This study was confined to Brifish Columbia. When

Ryans18 undertook to identify teacher characteristics in his
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extensive study of 6,000 teachers in 1700 schools, he found
differences in the results from various geographic areas.

He concluded that Midwestern teachers were ﬁore traditional

in educational viewpoints, while West Coast teachers were

more permissive in their educational viewpoints. Furthermore,
he found that West Coast teachers scored higher in stimulating
classroom behaviour, while teachers from the Midwestern states
scored considerably lower in this area.

It is interesting to speculate on the correlations between
professional orientation and the evaluation model. Why do
teachers of thirty years of age and under reveal a higher
correlation between these two variables than do older
teachers? Considering growth in teacher professionalism, will
this relationship remain constant or will it change with age
and experience? What actually induces teachers to be desirous
of improving their instructional competence? Do teachers at
different career stages, different age levels, and of opposite
sex vary in their concept professional improvement? Can the
reward system presently used give teachers incentive to
improve professionally in areas other than certification? 1If
the goal of supervision is to improve instruction, what are
the effects upon instruction of various supervisory and
evaluative practices? Further research is necessary before

conclusive answers can be given to these questions.
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The purpose of this study was to examine the attitudes of

British Columbia teachers toward supervision and evaluation

to determine how these two aspects relate to professional

orientation and employee orientation. The specific variables

involved were: (1) professional orientation, (2@ employee

orientation and, (3) supervision (a) closeness of supervision

(b) an evaluation model. 1In addition, an attempt was made to

determine rélationships between these four variables and

selected biographic characteristics

of teachers.

The research saﬁple consisted of 443 teachers randomly

selected from those actively employed in the public schools

of British Columbia.

Survey Findings

Of the six correlation hypotheses tested, three were

supported in the predicted direction at or beyond the .01 level

of statistical significance. These
(1) A positive correlation between
and employee orientation.
(2) A positive correlation between
and the evaluation model.
(3) A positive correlation between
closeness of supervision.

Two other hypotheses were supported

included:

professional orientation

professional orientation

employee orientation and

at or beyond the .01 level

of statistical significance but in the opposite direction to

that predicted. These two were:
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(1) A positive correlation between profeséional orientation
and closeness of supervision.
(2) A positive correlation between closeneés of supervision
and the evaluation model.

Certain conclusions and implications for administrators
follow from these survey findings. Teachers with high
- professional orientations are usually employee oriented but
certain sub-groups, including principals and vice-principals,
although high on professional orientation escores are not
employee oriented. The sub-~groups to reveal the lowest
correlation between these two variables were those with six
to fifteen years of teaching experience. Administrators
must further realize that regular classroom teachers with high
professional orientation are the ones who will desire the con-
siderations outlined in the evaluation model statements.
Principals must be aware of the growing professional aspira-
tions of their faculty members. Their latitude in administrative
authority is lessening and must be replaced by the authority
of professional competence, if they hope to have their schools
reach desired educational goals with effective staff cooperation.
They will achieve this objective if they are prepared to
assist teachers to be effectively critical of the quality of
teaching performance.

The results of this study should be of interest to other
students of educational administration and to those adminis-
~ trators who hold the responsibility for the éupervision and

evaluation of teachers.
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APPENDIX A: SUMMARY TABLES




SUMMARY TABLE I

Correlation of Professional Orlentatlon Scores With Employee
Orientation Scores.

Correlation
Number Coefficient

Total Population 443 .174%
Sub-groups
Sex: :

Male ' 221 .155%*

Female 222 .200%*
Marital Status: ‘

Single 68 .215

Married 340 .160*

Other . 35 .243
Age: .

30 and under 173 .193*

31 and over 270 .143*
Present Position:

Classroom Teacher 302 .197*

bept. Head teaching more than

half~time 40 214

Dept. Head teaching half-time or

less 4 -.878

Vice-Principal or Principal

teaching more than half-time 25 -.140

Vice-Principal or Principal

teaching half-time or less 32 .240

Other ’ 40 -.006
Teaching lLevel:

Primary grades 106 .243%

Intermediate grades 145 .148%*

Jr. Secondary grades 104 ' .099

Sr. Secondary grades 88 . .205%*

*Significant at the .0l level.




Academic & Professional Training:
Letter of Permission

Teaching Certificate (no degree)

B.Ed. (elementary)

B.Ed. (secondary)

Bachelor's and Teacher Training
and Bachelors and old B.Ed.

Masters Degree

No. of Districts Taught in:
b

2

3

4-~7

8-10

10 or more

Years in Present School:s
1

2.

3

6-15
16-25
26 or more

Years of Teaching: -
0-5

6-10
11-15
16-25

25 or more

104

Number Correlation
Coefficient
7 .269
159 .3009*
74 .072
39 .042
123 .104
22 .189
187 .083
108 .290%*
75 .163
81 .195
10 .270
2 -
97 .312%
106 .018
51 .044
54 .290
30 .180
84 .139
18 .032
3 -.901
137 .152
126 .060
76 , .082
72 .221
31 >.24l



Commitment to Teaching:
Not committed

Committed

Number

154

289

105

Correlation

Coefficient

.344%*

.085



SUMMARY TABLE II

Correlation of Professional Oiiéﬁtation Scores With Closeness
of Supervision Scores. :

Number Correlation
Coefficient
Total Population 443 © .154%
Sex: ‘ "
ale 221 -143%
Female 222 .170%
Marital Status: .
Single 68 -.026
Married 340 o L199*
Other 35 .038
Age:
30 and under . 173 .186%
31 and over 270 120
Pregent Position:
Classroom Teacher ) 302 J137%
Dept. Head teaching more than '
half-time 40 .383%
Dept. Head teaching half-time or 5
lags i 4 -.263
Vice-Principal or Principal
teaching more than half-time 25 ~-.263
Vice~Principal or Principal
teaching half-time or less 32 ?327
Other 40 .063
Tea."vng Level: ‘
Primary grades 106 .231
Intermediate grades | 145 ~.026
Jr. Secondary grades 104 : .160
8r. Secondary grades 88 .393

*gignificant at the .0l level.



: Academic and Professional Trai nlng
f Letter of Permission

Teaching Certificate (no degree)
B.Ed. (elementary)

B.Ed. (secondary)

Bachelor's and Teacher Training
and Bachelor's and old B.Ed.

Master's Degree

No. of Districts Taught in:

4-~-7
8-10
10 or more

Years in Present School:

6-15
l6~-25
26 or more

Years of Teaching:
0~5

6-10
11-15

l6-25
25 or more

Number

159
74
39

123

N
N

167
108
75
81

10

97
106
51
54
30
84
18

137
126

76

72
31

Correlation

" Coefficient

.924
.186
.168
-.269

*

N
wn
-~

N
[+
Q

.073
.334
131
137
.169

.032
.150
.014
.265
-.069
.393
.098
.210 .

.152
121
.153

.202
.395

107




Commitment to Teaching:
Not committed

Committed

Number

154
289

108

Correlation
Coefficient

.352%
.052
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SUMMARY TABLE III

Correlation of Professional Orientation Scores With Evaluation
Model Scores.

Correlation
Number Coefficient

Total Population 443 .180%*
Sex:

Male 221 .149*

Female 222 .220%*
Marital gtatus:

Single 68 .288%

Married ' 340 S W177%

Other 35 -.090
Age: :

30 and under . 173 .359%

31 and over 270 .095
Present Position:

Classroom Teacher 302 .215*

Dept. Head teaching more than

half-time 40 371*

Dept. Head teaching half-time

or less 4 .723

Vice-Principal or Principal

teaching more than half-time 25 -.093

Vice-Principal or Principal

teaching half-time or less 32 .077

Other 40 .042
Teaching Level:

Primary grades 106 .361%*

Intermediate grades , 145 .145

Jr. Secondary grades . 104 112

Sr. Secondary grades 88 .224

*Significant at the .0l level.
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Correlation

Numbexr Coefficient
Academic and Professional Training
Letter of Permission 7 : .302
Teaching Certificate (no degree)v 159 .243*
B.Ed. (elementary) 74 .330%
B.Ed. (secondary) 39 -.078
Bachelors' and Teacher Training
and Bachelor's and old B.Ed. 123 .183
Mastere Degree 22 .049
No. of Districts Taught in:
1 167 . .169%
2 108 -.007
3 . 75 .431*
4-7 ' 81 .221
. 8-10 10 .094
10 or more 2 -
Years in Present School:
1. 97 .237%
2 106 .065
3 51 .306
4 54 .135
5 30 411
6~15 84 .136
16-25 18 .370
26 or more o 3 .901
Years of Teaching:
0-5 ‘ 137 .204*
6~10 126 . .351*
11-15 » 76 .048
16-25 72 ;141

26 or more ' 31 .185




Commitment to Teaching:
Not committed

Committed

Number

154
289

Correlation

111

Coefficient

.346*
.087
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SUMMARY TABLE IV

Correlation of Employee Orientation Scores With Closeness
of Supervision Scores.

QQEEQLQEAQE
Number Coefficient

Total Population 443 .553%*
Sex:

Male 221 .527%

Female 222 .595%
Marital status:

Single ' 68 427*

Married 340 _ .540%

Other | 35 .820%
Adge: .

30 and under 173 .504%*

31 and over ) 270 .580%
Present Position:

Classroom Teacher 302 .568%

Dept. Head teaching more than

half-time 40 .458%*

Dept. Head teaching half-tlme

or less 4 .639

Vice-Principal or Principal

teaching more than half-time 25 .603*

Vice-Principal or Principal

teaching half-time or less 32 .463*

Other 40 .548*
Teaching Level:

Primary grades 106 .431%*

Intermediate grades 145 .491*

Jr. Secondary grades 104 .603*%

Sr. Secondary grades 88 - .688%

*Significant at the .0l level




Academic and Professional Training:
Letter of Permission

Teaching Certificate (no degree)
B.Ed. (elementary)
B.Ed. (secondary)

Bachelors' and Teacher Training
and Bachelor's and old B.Ed.

4-7
8-~10
10 or more

Years_in Present School:

6-15
1l6-25
26 Oor more

Years of Teaching:
' 0-5

6-10

11-15

Number

159
74
39

123

ro
(XS}

167
108
75
81

10

97
106
51
54
30
84

18

137
126

76

Correlation
Coefficient

.539
.459%
474%*

.347

.520%*
.530%*
.573%*
.601*

.750%

.508*
.628%*
.438%*
.527%*
.338

.636%*
L717%*

.500

.596*

.451%*

113

—~.
LT
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Numberxr Correlation
Coefficient
16-25 72 .704*
26 or more 31 .759
Commitment to Teaching:
Not committed 154 .542%

Committed 289 .560%




SUMMARY TABLE V

Correlation of Employee Orientation
Model Scores.

Total Population

Female

Marital Status:
Single

Married

Other

Age:
30 and under

31 and over

Present Position:
Classroom Teacher

Dept. Head teaching more than
half-time

Dept. Head teaching half-time
or less -

Vice-Principal or Principal
teaching more than half-time

Vice-Principal or Principal
teaching half-time or less

Other

Teaching Level:
Primary grades

Intermediate grades
Jr. Secondary drades

Sr. Secondary grades

*Significant at the .0l level.

Scores With Evaluation

Correlation
Number Coefficient

443 -.033
221 -.081
222 .014

68 -.099
340 -.022

35 ~-.012
173 ~-.016
270 -.041
302 .0003
40 011

4 -.649

25 -.224

32 -.238
40 -.018
106 .046
145 .048
104 -.155
88 -.029

p\

\



116

Correlation
Number Coefficient
Academic and Professional Training:
Letter of Permission 7 _ .265
Teaching Certificate (no degree) 159 | ~.003
B.Ed. (elementary) 74 .054
B.Ed. (secondary) 39 -.177
Bachelors' and Teacher Training
and Bachelor's and old B.Ed. 123 -.064
Masters Degree 22 .038
No. of Districts Taught in: -
1 167 -.095
2 108 | -.011
3 75 .094
4-7 ] 81 -.076
8~10 10 ~-.012
10 or more 2 -
Years in Present School:
1 97 -.038
2 | 106 -.163
3 | 51 -.046
4 54 .156
5 30 , .004
6-15 84 .0003
16-25 18 .184
26 or more v 3 -1.000
Years of Teaching:
0-5 137 -.079
6-10 126 .038
11-15 76 . -.066
16-25 ' | 72 .033
26 or more . | 31 .126
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Correlation
Number " Coefficient
Connmitment to Teaching: }
Not committed 154 : .062

Committed 289 -.079




SUMMARY TABLE VI

Correlation of Closeness of Supervision .Scores With Evaluation
Model Scores. :

Correlation
Number Coefficient
Total Population 443 .114%*
Sex:
ale 221 .084

Female 222 .151*
Marital Status:

Single 68 072

Married , 340 o .135%

Other 35 ~-.007
Age: :

30 and under 173 .174%*

31 and over 270 .086
Present Position:

Classroom Teacher 302 .123%*

Dept. Head teaching more than

half~time 40 .327

Dept. Head teaching half-time

or less 4 -.528

Vice-Principal or Principal

teaching more than half~time 25 .130

Vice~Principal or Principal

teaching half-time or less 32 .044

Other 40 .118
Teaching Level: .

Primary grades 106 .206%*

Intermediate grades . 145 .086

Jr. Secondary grades 104 .034

Sr. Secondary grades 88 .156

*Significant at the .0l level.




Academic and Professional Training:

No.

Letter of Permission

Teaching Certificate (no degree)
B.Ed. (elementary)

B.Ed. (secondary)

Bachelors' and Teacher Training
and Bachelor's and c¢ld B.Ed.

Masters Degree

of Districts Taught In:

1

2

3

4-7

8-10

10 or more

Years in Present School:

6-15
16-25

26 or more

Years of Teaching

0-5

l6-25
25 Or more

Number

159
74
39

123

22

167
108
75
81
10

.97
106
51
54
30
84
18

137
126
76

72
31

1i¢

Correlation
Coefficient

.153
.163*
.140
.081

.118

.19€

.089
.169
.111
.159
-.111

.095
-.053
.139
227
.339
.157
.208
-.500

.122
.130
.098

- .077
.143
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~ Correlation
Nunmber Coefficient
Commitrent to Teachking: ‘
Nct cocmmitted 154 236%*
Ccmmitted 289 .053
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SUMMARY TABLE VII

Scale Items Percentage of Total Sample
Responding to Each Alternative
(N = 443)

Professional Oriepntation

11. It is vital to his effect- SA A U D sSh
iveness that the teacher 52.1 39.7 .9 6.6 .7
should possess a thorough
knowledge of his sukject
matter.

12. Persons should ke evaluated SA A U D 'SD

primarily of the basis of 12.2 46.D 9.5.27.8 4.5
their ability to communicate
knowledge. ’

13. Schools should hire no one SA A U D SD
to teach unless the person 4.0 13.3 7.5 50.8 24.4
holds at least a bachelor's
degree in education.

14. A teacher's practice should SA A U D SD
be based primarily on his .9 13.5 21.2 48.6 15.8
acquaintance with educational
literature and research.

15. Persons who do not meet the SA A U D SD
present British Cclumbia 6.3 47.2 15.8 21.4 9.3
certification requirements
should be allowed to teach
when there is a teacher
shortage.*

16. Knowledge of educational SA A U D SD
theory is vital for effect- 8.1 39.1 12.0 35.6 5.2
ive teaching. :

17. Teachers should be expected SA A U D SD
to give after-hours instruc- 7.4 32.3 10.8 36.6 12.9
tion to pupils who are not
doing well in their school
work.

i” I would rather teach than do SsA A U D SD
anything else for a living. 23.5 33.8 21.7 16.5 4.5

*Scored negatively




19.

20.

21.

22.

bleclaa tde ek i

23.

24.

25.

26.

27.

Because of what I am able to
do for society, I would con-
tinue to teach even if I
could earn more money at
another vocation.

A teacher should be pre-
pared to devote the whole
of his working lifetime
to the occupation to
teaching.

A teacher should encourage
as many of his students as
possible to enter teaching

L R e W =k T
Ao A VUuLaAdLlLwile.

A teacher should promote
what he deems to be needed
social changes through his
contact with students in
schools.

Membership in the British
Colurbia Teachers' Federation
should be more important to
teachers than membership in
most other organizations to
which they belong.

:I do not feel that I am a

real integral part of the
provincial Federation.¥*

If I had the choice I would

not belong to the British Col-

umbia Teachers' Federation
at the provincial level.*

Only the British Columbia
Teachers' Federation should
speak for all teachers on
professional matters.

In case of a dispute between

the British Columbia Teachers'

Federation, at the provincial

level, and some other provincial
authority or agency, the teacher

owes his prime loyalty to the
B.C.T.F.

SA
11.5

SA

SA
14 .4

sAa
6.8

SA
3.4

SA
12.2

SA
20.8

35.0

13.3

5.2

24 .4

36.3

28.4

11.7

16.5

17.2
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21.7 3.4

47.9 22.8

55.5 30.0

36.3 14.0

26.0 6.8

34.3 10.8

44.5 40.2

25.3 6.5

D sD
11.5 2.9
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28. The British Colurkia Teachers' SA A U D SD

. Federation is the best body 25.1 58.2 11.0 4.1 1.6
t0 cversee the enforcement of

a code of ethics for teachers.

29. Teachers shcould try to live up SA A U D SD
to what they think are the 30.9 56.0 9.5 2.5 1.1
standards of the profession
even if the administration
or the community does not seem
to respect these same standards.

30. One primary criterior of a gocd SA A U D SD
school should be the degree of 6.3 38.8 19.9 28.9 6.1
respect that it commands from
other teachers around the

prevince.

31. Teachers should sukscribe to SA A U D )
and read the major professional 311.1 62.5 13.1 12.4 .9
journals.

32. A teacher should not try to put sa A U D SD

what he believes to be standards 2.9 14.7 15.8 49.0 17.6
and ideals of godd teaching into

practice if the procedures of

the school prohibit them.*

33. A teacher should be a memker of SA A U D SD
at least one specialist associa- 9.0 52.2 18.7 17.6 2.5
tion and should take an active
part in it.

34. A teacher should not give mcre SA A U D Sb
consideration to the views of 1.8 28.7 26.0 39.7 3.8
other teachers than to those cf
the puklic.

35. Unless a teacher is satisfied SA A U D SD

that it is best for the student, 16.9 49.7 13.3 18.3 1.8
a teacher should not do anything

which somecne else tells him

to do.

36. A teacher should not do anything SA A U D SD
that may jeopardize the interests]j4.9 38.8 27.8 17.4 1.1
of his students, regardless of '
who gives the directive or what
school rules state.

37. Small matters should not have SA A U D SD
to be referred to somecne 36.1 59.1 1.8 2.5 .5
higher up for a final answer. '




38. The ultimate authority over
the major educational decisions
should be exercised by
qualified teachers.

39. Decisions concerning textbooks,
references and courses of
study should be made by
teachers or groups of teachers
and not by the Department of
Education.

40. Teachers should not be any
more concerned than they are

of the schools' programs for
all students.*

Employee Orientation

41. Teachers should adjust their
teaching to the administration's
views of good educational
practice.

42. Typically, the school adminis-
tration is better qualified to
judge what is best for education
than is the teacher.

43 . Teachers should be obedient,
respectful, and loyal to the
principal.

44. 1In case of a dispute in the
community over whether a con-
troversial textbook or con-
troversial speakers should be
permitted in the school, teachers
should look primarily to the
judgement of the administration
for guidance.

45. Personnel who openly criticize
the administration should be
encouraged to go elsewhere.

46. A teacher should not allow her-
self or himself to be influenced
by the opinions of those teachers
whose ideas do not reflect the
thinking of the administration.

SA
31.4

SA
40.6

SA

SA

SA
5-4

SA
4.5

SA
1.6

45.6

A
43.8

4.7

9.0

U
7.9

6.1

49.0
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SD
1.4

SD

SD
39.3

SD
16.9

SD
23.9

sSD
5.4

SD
5.7

sD
10.6

SD
11.0



47.

48.

49.

50.

51.

52.

53.

54.

55.

The only way a teacher can keep
out of "hot water" is to follow
the wishes of the top adminis-
tration.

What is best for the school is
best for education.

A good teacher should put the
interests of his school above
everything else.

In case of doubt about whether
a particular practice is better
than another, the primary test
should be what seems best for
the overall reputation of the
school.

A teacher should be required to
be completely familiar with the
written descriptions of the
rules, procedure manuals and
other standard operation pro-
cedures necessary for running
the classroom.

The school should have a manual
of rules and regulations which
are to be followed seriously.

Rules stating when teachers
should arrive and depart from
the building should be strictly
enforced.

SA
3.8

SA
1.6

To prevent confusion and friction SA
1.1 9.0 4.1

among the staff, there should
be a rule covering almost every
problem that might come up at
the school.

When a controversy arises about
the interpretation of school
rules, a teacher should not
"stick his neck out" by taking
a definite position.

Closeness of Supervision

56.

Principals should be prepared
to closely supervise new tea-
chers in the school.

SA

SA
14 .4

19.4 12.2

10.8 21.4

15.6 15.6

A U

A U
43.6 14.7

D
23.5

SD
11.1

SD
14.9

SD
14.2

sD
11.7

SD

SD
11.8

SD
33.6

SD
36.8

SD
30.9

SD

125
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57. Evaluators should require SA A U D SD
that teachers' classroom be- .5 17.6 11.5 53.7 16.7

havior conform to the princi-
pal's standards.

58. Principals should always visit SA A U D SsD
classes on a regular schedule 3.4 23.7 8.6 52.1 12.2
to determine how well teachers
are carrying out their jobs.

59. Any evaluation scheme should SA A U D SsD
include a check to see that 3.4 20.8 11.5 42.6 21.7
teachers prepare written lesson
plans and previews of the work
they intend to cover.

60. It is essential that principals SA A 4] D sDh
closely direct the work of 5.4 47.6 20.8 21.9 4.3
teachers who are likely to o
experience difficulty.

61. Principals should know what is SA A U D SD
taking place in most of the 9.7 5
school's classrooms during
most of the day.,

62. Principals should insist that SA A U D sD
they be consulted prior to tea- 21.4 54.2 11.7 11.3 1.4
chers taking problems to higher
authorities in the school system.

Evaluation Model

63. It is the overall purpose of SA A U D SD
evaluation to replace poor 24.4 57.6 9.0 7.0 2.0
teaching with good teaching,
not to eliminate poor teachers.

64. Teachers and principals should sa A U D SD
be actively involved in develo- 31.6 50.1 16.7 1.4 .2
pPing the evaluation plan and
reviewing it periodically.

65. A usable definition of teaching SA A U D sD
and a job description of each 10.2 48.5 23.9 15.1 2.3
position which is appropriate
to each school should be devel-
oped.
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66. Evaluations should include a SA A U D sD
pre-visit informal conference  22.6 64.8 7.4 4.3 .9
between the evaluator and the
teacher to determine the
teacher's objectives and pur-
poses and to determine the
characteristics of the stu-
dents in the class.

67. Evaluations should include a SA A U D SD
post-visit informal con- 26.6 60.9 8.8 3.2 .5
ference between the evaluator
and the teacher. All notations
on the evaluation records should
be initialled by the teacher
and the evaluator.

68. In the event there is disagree-~ SA A U D sSD
ment between the teacher and 29.4 63.4 5.2 1.8 .2
the evaluator over any item,
provision should be made for
other observers, acceptable to
both teacher and evaluator, to
participate in the evaluation.

69. Provisions should be made for SA A U D sD
training the evaluators and 38.2 57.6 3.6 .2 4
they should be given sufficient
time to do the job properly.

70. :Evéluators should be evaluated SA A U D SD
periodically by superintendents 33.9 57.3 7.2 1.4 .2
_and'the teaching faculty.

71. The evaluation process should SA A U D sD
itself be evaluated periodically 45.4 52.6 1.3 .5 .2
and changed whenever improvement
is possible.




APPENDIX B: TEACHERS' QUESTIONNAIRE




QUESTIONNAIRE.

INSTRUCTIONS

The following items are relevant to the study and were
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designed so that your anonymity might be assured and yet certain
self-descriptional information could be gained from your
Please respond by indicating a check mark in the

answers.

blank of the one response which most closely identifies you.

5.

Section A

l. Your sex: Male
Female
2. Marital status: Single
"Married
Separated
Divorced
Widowed
3. What is your. age? (Check the approp- under 20
riate blank) 20 - 30
31 - 40
41 - 50
51 - 60
over 60
Section B
4. Present Position:
Regular classroom teacher ......e.ceevncecannces ceeee

Department head teaching more than half-time .....
Department head teaching half-time or less .......
Vice-Principal or Principal teaching more than

half-time .........

Vice-Principal or Principal teaching half-time

Or 1eSS ceeeevrnene
Other (specify):

Teaching level (if you are involved in more than
one level check only your major responsibility).

Primary grades .........
Intermediate grades ....

Junior secondary grades
Senior secondary grades

T TTH T

1]
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6. Academic and Professional Training (Check only one
of the following blanks)

Letter of permisSsion ...cecvecerccrecocccnnaoanns
I hold a teaching certificate but do not hold a
university degree ............ cieceansanss
B.Ed. (elementary) ........ et tesenaeas . .o
B.E4. (secondary) ...................... ceeaes .o

Bachelor's degree in a faculty other than
education plus one year teaching training.
Bachelor's degree in a faculty other than
education plus old (post-graduate) B.Ed...
Master of Education dedgree ........ccceceeen. ceee
Other (specify):

IR

7. How many school districts have you taught in since

you started teaching? 1 only —
2 -
3 —_—
4 - 7
8 - 10

more than 10

8. Number of years in your present school (count the
present year as a full year)

l year 5 years

2 years 6 - 15 years

3 years 16 - 25 years

4 years - 26 years or more

' 9. How many years have you been teaching? (check one
appropriate blank) (count present year as a full year)

less than 5 years
6 - 10 years

11 - 15 years

16 - 25 years
over 25 years

i

10. If you inherited enough money to live comfortably
would you: (check only one of the following)

leave teaching for a non-educational occupation?..
leave teaching for an educational administrative
post?.....
leave teaching for an educational consultant or
supervisory post?.
leave teaching for university or college teaching?
continue teaching? ......ccieececcccsss eressseneee

1]
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Section C

The following section is designed to measure teachers'
attitudes to their role. There are five possible answers
to each statement. -

STRONGLY AGREE (sa)
AGREE ( a)
UNDECIDED ( U)
DISAGREE ( D)
STRONGLY DISAGREE (sD)

For each statement circle the answer which indicates
your attitude towards the statement.

11. It is vital to his effectiveness SA A U . D SsD
that the teacher should possess
a thorough knowledge of his
subject matter.

12. Persons should be evaluated SA A U D SD
primarily ofy the basis of
their ability to communicate
knowledge.

13. 8Schools should hire no one to SA A U D sD
teach unless the person holds
at least a bachelor's degree
in education.

14." A teacher's practice should be SA A U D SD
based primarily on his ac-
quaintance with -educational
literature and research.

15. Persons who do not meet the SA A U D sD

present British Columbia
certification requirements
should be allowed to teach
when there is a teacher
shortage. *

16. Knowledge of educational theory SA A U D SD
is vital for effective teaching.

17. Teachers should be expected to SA A U D SD
give after-hours instruction
to pupils who are not doing
well in their school work.

*gcored negatively.
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18. I would rather teach than do SA A U D SD
anything else for a living.

19. Because of what I am able to "SA A U D SD
do for society, I would con-
tinue to teach even if I
could earn more money at
another vocation.

20. A teacher should be prepared to SA A U D SD
devote the whole of his working
lifetime to the occupation of
teaching.

21. A teacher should encourage as SA A U D SD

to entex teaching as a vocation.

22. A teacher should promote what he SA A U D sSD
deems to be needed social changes
through his contact with students
in schools.

23. Membership in the British Columbia SA A U D sSD
, Teachers' Federation should be
S _ more important :o teachers than
: membership in most other organi-
zations to which they belong.

24. I do not feel that I am a real SA° A U D sD
. integral part of the provincial
Federation. *

25. If I had the choice I would not SA A U D sD
belong to the British Columbia
Teachers' Federation at the
provincial level. *

26. Only the British Columbia Teachersd SA A U D sD
Federation should speak for all
teachers on professional matters.

27. In case of a dispute between the SA A U D sD
British Columbia Teachers'
Federation, at the provincial
level, and some other provincial
authority or agency, the teacher
owes his prime loyalty to the
B.C.T.F.

28. The British Columbia Teachers' SA A U D sD
Federation is the best body to
oversee the enforcement of a
code of ethics for teachers.




29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Teachers should try to live up SA
to what they think are the

standards of the profession

even if the administration or

the community does not seem to
respect these same standards.

One primary criterion of a good SA
school should be the degree of
respect that it commands from

other teachers around the

province.

Teachers should subscribe to SA
and read the major professional
journals.

A teacher should not try to put SA
what he believes to be standards

and ideals of good teaching into
practice if the procedures of

the school prohibit them. *

A teacher should 'be a member of SA
at least one specialist associa-

tion and should take an active

part in it.

A teacher should not give more SA
consideration to the views of

: other teachers than to those

of the public.

Unless a teacher is satisfied that SsA
it is best for the student, a

teacher should not do anything

which someone else tells him to do.

A teacher should not do anything SA
that may jeopardize the interests

of his students, regardless of

who gives the directive or what
school rules state.

Small matters should not have to SA
be referred to someone higher up
for a final answer.

The ultimate authority over the SA
major educational decisions should
be exercised by qualified teachers.

SD

SD

SD

SD

SD

SD

sD

SD

SD

SD
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39.

40.

41.

42.

43 .

44 .

45.

46 .

a7 .

48.

Decisions concerning textbooks,
references and courses of
study should be made by
teachers or groups of teachers
and not by the Department of
Education.

Teachers should not be any
more concerned than they are
at present about the adequacy
of the schools' programs for
all students. *

Teachers should adjust their
teaching to the administration's
views of good educational
practice.

Typically, the school adminis-
tration is better qualified to
judge what is best for education
than is the teacher.

Teachers should Ye obedient,
respectful, and loyal to the
principal.

In case of a dispute in the
community over whether a con-
troversial textbook or con-

- troversial speakers should be

permitted in the school, teachers
should look primarily to the
judgement of the administration
for guidance.

Personnel who openly criticize the
administration should be en-
couraged to go elsewhere.

A teacher should not allow herself
or himself to be influenced by the
opinions of those teachers whose
ideas do not reflect the thinking
of the administration.

The only way a teacher can keep
out of "hot water" is to follow
the wishes of the top administra-
tion.

What is best for the school is
best for education.

SA

SA

SA

SA

SA

SA

SA

SA

SA

SA

SD

SD

SD

SD

SD

SD

SD

sD

sSD

sD
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49.

50.

51.

52.

53.

54 .

55.

56.

57.

58.

A goéd teacher should put the
interests of his school above
everything else. '

In case of doubt about whether
a particular practice is better
than another, the primary test
should be what seems best for
the overall reputation of the
school.

A teacher should be required to
be completely familiar with the
written descriptions of the rules,
procedure manuals and other
standard operating procedures
necessary for running the class-
room.

The school should have a manual
of rules and regulations which
are to be followed seriously.

Rules stating whén teachers
should arrive and depart from
the building should be strictly
enforced.

To prevent confusion and friction
among the staff, there should be

. a rule covering almost every prob-

lem that might come up at the
school.

When a controversy arises about
the interpretation of school
rules, a teacher should not
"stick his neck out" by taking
a definite position.

Principals should be prepared
to closely supervise new teachers
in the school.

Evaluators should require that
teachers' classroom behavior
conform to the principal's
standards.

Principals should always visit
classes on a regular schedule
to determine how well teachers
are carrying out their jobs.

SA

SA

SA

SA

SA

SA

SA

SA

SA

SD

SD

SD

SD

SD

SD

SD

SD

SD

SD
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59.

60.

61.

62.

63.

64 .

65.

Any evaluation scheme should
include a check to see that
teachers prepare written
lesson plans and previews of
the work they intend to cover.

It is essential that principals
closely direct the work of
teachers who are likely to
experience difficulty.

Principals should know what is
taking place in most of the
school's classrooms during
most of the day.

Principals should insist that
they be consulted prior to
teachers taking problems to
higher authorities in the
school system.

It is the overall purpose of
evaluation to replace poor
teaching with good teaching,
not to eliminate poor teachers.

Teachers and principals should

be actively involved in developing
the evaluation plan and reviewing
: it periodically.

A usable definition of teaching

‘and a job description of each

position which is appropriate
to each school should be
developed.

SA

SA

SA

SA

SA

sD

sD

SD

SD

SD

SD

SD

SD

66. Evaluations should include a pre-
visit informal conference between
the evaluator and the teacher to
determine the teacher's objectives
and purposes and to determine the
characteristics of the students
in the class.

67. Evaluations should include a post-
visit informal conference between
the evaluator and the teacher.

All notations on the evaluation
records should be initialled by
the teacher and the evaluator.



68.

69.

70.

71.

In the event there is disagree-
ment between the teacher and the
evaluator over any item, pro-

vision should be made for other

observers, acceptable to both
teacher and evaluator, to par-
ticipate in the evaluation.

Provisions should be made for
training the evaluators and they
should be given sufficient time
to do the job properly.

Evaluators should be evaluated
periodically by superintendents

and the teaching faculty.

The evaluation process should
itself be evaluated periodically
and changed whenever improvement
is possible.

SA

SA

SA

SA

SD

sD

sD

SD
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APPENDIX C: CORRESPONDENCE



SIMON FRASER UNIVERSITY

PROFESSIONAL DEVELOPMENT CENTRE BURNABY 2, BRITISH COLUMBIA

Yelephone 291-3111 Area code 604

April 30, 1971

Mr. D. Holden

Treasurer, General Secretary's Division
British Columbia Teachers' Federation
#105 - 2235 Burrard Street

Vancouver 9, B.C.

Dear Mr. Holden:

This letter is to confirm our telephone conversation of
April 28th. At that time I inquired if the British Columbia
Teachers' Federation would be willing to assist in a research
study which I am conducting in the Department of Professional
Foundations at Simon Fraser University. Dr. Arthur Elliott is
my senior adviscr. )

The purpose of the study is to investigate the relationships
of certain characteristics and attitudes among teachers in British
Columbia schools. Two important variables in the study will
concern supervision and evaluation of teachers.

In order to accomplish this project I would like to send a
guestionnaire to a random selection of 800 teachers who are
Federation members. The.questionnaire is designed so that
guestions can be answered by a single check or circle. Pre-
cautions will be taken to ensure the anonymity of the respondents.
No names will be required on the questionnaire and only composite
information will be reported in the final analysis.

It would, therefore, be appreciated if you would give your
authorization to conduct this study and assist me in gathering
the names and home addresses of a random selection of active
teachers in the B.C. Teachers' Federation.

.ea2



Mr. D. Holden Page

I am certain the results of the study will prove of interest
to the Federation and I will be pleased to discuss them with you
as soon as the analysis of the data is completed.

Very truly yourg

GCO:as



SIMON FRASER UNIVERSITY

PROFESSIONAL DEVELOPMENT CENTRE BURNABRY 2, BRITISH COLUMBIA

Telephone 291-3111 Area code 604

May 6, 1971

Dear Colleague:

You are one of a number of teachers who has been chosen randomly
to participate in a research study. I have obtained permission from
the British Columbia Teachers' Federation and the Professional Develop-
ment Centre at Simon Fraser University to conduct this survey. May
I ask for a few minutes of yocur time and your cooperation to help me
with this part of the project?

The purpose of this study is to investigate certain characteris-
tics and attitudes of teachers throughout British Columbia. The data
collected will be used for a thesis on the Master of Arts program at
Simon Fraser University. Dr. Arthur Elliott is my senior advisor.

Please answer the. enclosed questionnaire candidly. It is con-
structed for brief and easy completion. In order to ensure anonymity.
you are NOT required to place your name on the gquestionnaire. Only
composite information will be reported in the thesis.

Since you may wish to know something of the person who is im-
posing upon your time, I will mention my teaching background briefly.
My teaching experience has covered all grade levels from three to
eleven. I have taught in several districts in this province and
in schools with staffs ranging in number from six to seventy. My
administrative experience has been as a vice-principal and principal
in elementary schools and I am currently employed as a junior
secondary vice-principal in Cogquitlam School District.

To make this study reasonably valid, I must have a high percentage
of returns. A stamped, self-addressed envelope is enclosed for your
convenience. Please do not seal the envelope. If you would find time
to complete the gquestionnaire within the next few days, I would be
very grateful.

May I extend my thanks in anticipation of the cooperation and
consideration you are giving to my request.

Yours sincerely,

CO:ms carlton Olson

Enclosure



SIMON FRASER UNIVERSITY

PROFESSIONAL DEVELOPMENT CENTRE BURNABY 2, BRITISH COLUMBIA

Telephone 291-3111 Area code 604

May 28, 1971

Dear Colleague:

You recently received a letter requesting your help in a
research study by completing an enclosed questionnaire.

May I thank all those who were most co-operative in com-
pleting the survey and returning it so promptly. I am indebted
to you for your kind -consideration.

If you have not completed the questionnaire and have not
returned it, I would be sincerely pleased if you could attend
to this matter at your earliest convenience.

Thank you for ydur co-operation.
Yours very txuly,

Carlton Olson
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