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ABSTRACY

This report contains descriptions of
"client-oriented™" evaluation programs--students evaluating teachers,
teachers evaluating principals, and principals evaluaiing central
office administrators. The information was gathered through
questionnaires received from 22 of 67 school systems which had
indicated in an earlier survey (of 500 school systems) that they
conducted such evaluation programs. The information is presented to
illustrate some of the approaches schools and school systems have
used to implewent evaluation by subordinates. Included are reports
from 1) tive systems in wvhich some teachers in one or more schools
have given their studcuts the opportunity to evaluate them; 2) 19
systeas where teachers in one or more schools have been permitted to
evaluate their princifals; 3) three systems which submitted foras
used by principals to evaluate central office nersonnel and services
(in cne of these districts teachers also evaluate central office
subject-matter coordinators and directors); and &) four school systenm
evaluaticn programs developed and administered by universities. The
evaluation forms used by each are included along with inforeation on
the frequency c¢f evaluation and use and disposition of fores. A
bibliography lists 45 items under "Pating of Teachers by Students"
and three under “"kKating of Principals by Teachers." (JS)
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August 1970

THE EVALUATEE EVALUATES THE EVALUATOR

Who is the best judge of the effective-
ness of a teacher or administrator? Traditional
evaluation programs are based on the premise
that an individual's immediate superior is the
pergon most competent to conduct in-depth jod
evaluations., Others have advocated that evalu-
ation by an individual'’s subordinates is more
significant because the subordinate is in a po-
sition te constantly observe the performance of
the evaluatee. In other words, it is the stu-
dent who 1s most familiar with the work of the
teacher; the teacher knows best how his princi-
pal and supervisor operate; and the principal is
keenly aware of the effectiveness of the super-
vicfon and cooperation he receives from central
of fice administrators.

Much unrewarding thought on the part cof the
Fducational Reseacch Service staeff has gone into
a search for a concise adjectiva or phrase en-
compassing all the above subordinate evaluation
varfations. For want of a better expression,
the term ''client-oriented’ is used in some of
the discussion which follows.

As has been evidenced by inquiries to the
NEA Research Divisicn over the past 10 years,
the idea that teachers ought to be allowed to
evaluate their principals has long been on
teachers' minds. Similar inquiries have come
to the Educational Researci: Service from admin-
istrators who believe they should have the op-~
portunity to evaluate superintendents and other
central office staff, Not a great deal has been
written, and almost nothing has been done, to
frplement such evaluatiuns.

That positive steps are now deing taken in
sooe school districts to make possible the eval-
vation of professioral personnel by their "cli-
ents™ has becowme evident from recent literature
and negotiation agreements between tcachers and
boatds of education. At least two systems now
vave a prevision in the agreement negotiated
betwveen the teachers' organirzation and the
board of education vhich allows for teacher eval-

uvation of principale and central offtce staff,
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The agreement negotiated between the Aurora
(Colorado) Education Assocfation and the board
of education for the period 1969-72 makes teach-
er evaluation of adinin{strators mandatory:

1. Teachers must evaluate their principal
and their appropriate consultaent or co-
ozdinator once annually between Febru-
ary 1-15,

2. Teachers will use th: same forms used
by those who evalu:nte principals, con-
sultants, and coordinators.

3. Evaluatiors wmust be signed by teachers
and the original givan to the person
evaluated. Teachers are encouraged to
retain copies of evalvations.

The 1969-71 agreement negotiated in Berea,
thio, states that:

The faculty of each building shall have the
opportunity to annually evaluate the admin-
istrators and supervisors; all teachers
shall have the opportunity to annually eval-
uvate the administratio. of the central of-
fice. The forms for such evaluations shall
be mutually agreed upon by the Association
and the Administration. A summary, pre-
pared jointly by the Adninistration and the
Assocfation, shall be filed in the adminis-
trator's personnel files.

In communications with the administration
of the Berea City School District, however, it
was learned thst as of the beginning of the
1970-71 school year the topic has been studied
by committees but no agreement oh procedures has
been reached.

In the area of student evaluation of teach-
ers, much his veen done over the past 3% years
by way of experfmentation (see bidbliography on
pages 50-52). Generally, these experiments
have been in higher education and have been set
up as special research projects in the area of
Much of this literature

shows a strong correlation betveen the :alidity

teacher effectiveness.

of student evaluations and pupil achievement
under a specific teacher. MNore recent.y, how-
ever, students have bdeen demanding the right to
s:brit formal evaluations of their teachers ta a
regular basis.

1n ©°der to determine vhat has deen the ex-

perience of school systems vhich have tried scome
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form of "client-orfented"” evaluation on the
school building level or systemwide, the Educa-
tional Research Service sent a special request
for information to 67 school systems which re-
sponded 'Yes" to one or more of the following
questions on & recent questionnaire on selected
school practices:

Hae there been instituted in your gyse-
tem or any one of ite echools, a regu-
lor procedxe whereby teachere suwbrit

formal evaluations of their prineipal?
Has this ever been tried and abwidoned?

Is there @y echool in yow: system

which pemite estudents to ewbmit forval

evaluatione of their teachere? Has

thie ever been tried on wi experirental

tas’s and abandoned?

Twenty-nine of the 67 systems submitted
the requested information. Of the remaining 38
systems, 13 indicated that their respcnses had
been {n error, and 25 did not reply to the re-
quest. Included in this Circular are the re-
purte from five systems in which some teachers
in one or more schools rLave given their stu-
dents the opportunity to evaluate them; 19 sys-
tems where teachers in one or more schools have
been permitted to evaluate their principals;
three systems which subpitted {orms used by
principals to evaluate central office person=~
nel and services (in one of these districts
teachers 1lso evaluate their central office sub-
Ject-matter coordinators and directors); and
fcur university-sponsored evaluation services
rentioned by responding scheol systems,

Because of the small nunber of replies and
the linmfted distribution of the inftial ques~
ticanafre (only SO0 of nearly 20,000 school sys-
tems were surveyed), this Circular {s not a
statistical or normative study. It is intended,
rather, to fllustrate some of the approaches
schools and school systens have used to fople~
waat this type of avaluation.

In the secticn beginning on page 5, each
of the above progranms is swmarized and evalua-
tion forms are reproduced. 1t {s enphasfted
that the forrs have been reproduced as they were
subnitted dby the participating schools and
school systms, for the sole purpose of wmaking

Q
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clear the scope of the evaluations. They have
not been especially selected and they are not
necessarily recommended.

Scope_of olisnt-oriented evaluation pro-

grams.
dents evaluate their teachers, this program is

In four of the systems where some stu-

voluntary on the part of teachers and is depend-
ent upon the encouragenent given the program by
inlividual principals and teachers. In one sys-
ten, however, a principal has made the program
mandatory on the part of his teachers. Six of
the teachers~evaluate-principal pregrams oper-
ate on a systemwide basis; that is, it is manda-
tory that each principal provide his teachers
with this opportunity. All of the evaluations
of central office personnel and services operate
districtwide on a required basis,

Reviev by highes authority. GCenerally, the

evaluations are submitted only to the person
befng evsluated for his personal perusal and in-
formation. In two systems, hovever, a teacher's
principal or assistant principal reviews the stu-
dents' evaluations. In one of these cases the
teacher has already seen the form; in the other
the forms are submitted directly to the princi-
pal who prepares a summary of the results on
each teaclher, discusses these with him, gives a
copy of the summary to the teacher, and destroys
the original forms.

In five systems the superintendent or other
central offfce adninistrator reviews evaluations
teachers have made of principals; in two of these
systems, the principal voluntarily subnits them
to the superintendent for review, In the thre
central offfce evaluation systems, the results
are automatically sent to the superintendent.

Frequeney of evaluation. Where use of the
evaluation forms is voluntary on the part of the

individual being evaluated, the frequency of
evaluation is also discreticnary, but annual
evaluations are most comson in both mandatery
and voluntary p-~grams. In the proposed program
of evaluating principals and central office per-
soanel in Fayette County, Kentucky {page 36),
the frequenty of evaluations decreases vith years
¢f service in the systen.
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Types of evaluation procedures and forrs.

With the exceptions of the {nterview-type pro-
cedure employed for cvaluating principals in
Tulsa, Oklahoma (sce page 20) and the summary
report of conferences on central office services
in Alum Rock Elementary School District, Cali-
fornia (page 44), evaluations are submitted
anonymously on printed or otherwise duplicated
avaluation forms which provide a checklist on
personal and job performance characteristics and
usually fnclude space for narrative comments by
the respondent. In a few cases, these forms are
the same used by the individual's superior to
evaluate him; several principals have developed
one or more forms for their own use; and the
teachers' association in another system develop-
ed the form used to evaluate principals. In
most cases, however, a form and procedura was
suggested by the central office.

One method of client-oriented evaluation,
not reported by any of the respoending systems,
has been suggested in a recent unpublished paper
by George B, Redfern.
the thecory set forth in his book, How 7o Ap-

Kis proposal is based on
rraiee Teisiing Perfon*mcey, that evaluation
should be a cooperative effort, Client-orfented
evaluation, he suggests, should be a general
evaluation as opposed to the {n-depth evalua-
tions conducted by the inidividual'’s super‘tor.
The cooperatively-developed performance ot jec~
tives agreed upcn by the individual and his su-
perior form the basis for the client-oriented
evaluation. To use the process of teachers e~
vasluating principals as an example, the client-
oriented evaluation would proceed along the fol-~
loving steps:

1. The principal provides his teachers
with the 1ist of performance goals
he and his sdainistrative superior
have agreed upon,

2. The princip_. requests that his teach-
ers fdent fy goals cr objectives which
they deen sppropriate for the princi-
pal to be mindful of as he performs his
duties.

1/ Redfern, George B. Kow To dgrraiee Teacking
Performmeoe. Columbus, (hio! School Msnage-
went Institute, ine., 1963, 100 p. $2.%0.

Q
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3, The principal and teachers should agree
on a 1ist of general {tems which may be
used by the teachers to assess the over-

all performance of the principal.
4, The teachers assess the performance of
the princlpal in two ways:

a) By evaluating the degree to which
they feel the performance objectives
(those which they are coapetent to
assess) were achfeved, and

b) By using the general items earlier
agreed upon to make an overall
assessment of his performance.

The evaluator may or moy not sign the evaluation
form; this should be agreed upon in advance by
the parties concerned.

Dr. Redferm goes on to suggest examples of
performance goals. For instance, the principal
and his superfor may agree that fn the coming
year the principal ought to find ways to reduce
pupil absenteeism by probing for the causes and
recommending measures for {mprovement., The
teachers might agree with the principal that
another performance goal would be t¢ analyze the
reasons for delays in delivery of supplies and
find systematic ways to expedite the receipt of
supplies and materfals. The qualities of over-
all performance wight be such {tems as super-
visocy ability, temperament, abflity to motivate,
accessibility, and integrity. According to Dr.
Redfern's proposal, both the performance goals
and the overall qualitie: may be evaluated on a
scale-~a five-point scale, for instance, with
an additional mark to irdicate that the evalua-
tor does not have enough information to nake a
valid Judgment.

On the basis of only 29 responses, it is
impossible to make eny valid generalizations
about the state-of-the-art or the trends in
client-oriented evaluations. It is safe to say,
however, that the art is still in i°8 f{nfancy.
Whether it will ever mature will depend primarily
on the attitudes of the parties involved and the
type of procedure instituted.

The individual evaluated must be convinoced
that (1) he is not perfect; (2) the evaluation
tan be a valid method of achieving isprovment fn

perfornance--his evaluators are not Just "eut to
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get him®; (3) the evaluators are competent to tact. Evaluators will have to regard the client-
oriented evaluation as a cooperative process

judge him In certain areas, e.g., interactions,
which involves an obligatfion to be objective and

relationships, and other areas in which the

evaluator and evaluatee come into direct con- constructive.

This study was designed and
written by Suzanne K, Stemnock,
Professional Assistant,

Educaifonal Pesearch Service

O
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STUDENT EVALUATION OF TEACHERS

RIDGE, NEW JERSEY

Use of forrms by teachera: Voluntary, now used by about 10-15 percent c¢f teachers.

encourage middle and high school teachers to use them.

Principals

Frequency of evaluation: At teacher's discretion--generally at close of each senester.

Disposition of corpleted forrs: At teacher's discretion.

Forrg used:

The design of each form is to be worked out cooperatively <7ith the teacher's director or
the teacher may do this alone. The topics below are presented ss suggestions for possible
areas that could be included in a teacher-designed forn for student evaluation of the
teacher:

Personal: Ceneral:

Communicatjon ability
Rapport with students
Emotional stability
Promptness

Presentation of subject matter

Abf1lity to convey relevancy of sub-
Ject matter to ctudent lives

Enthusiasm for subject matter

Sincere interest i{n students' wel-
tare, progress, and success

How much respect does the teacher
hold for the knowiedge of students?

Does he act superior?

Stress on learning rather than grades

Atmosphere of classroom

Adjustment to new ideas and situations

Well prepared, can meet any situation

DPiscipline develops from self

Motivates best efforts of all students

Accessibility

Understands all sides of a question

Prejudices show

Efficlency:

Objectivity in the selection of ma-
terials

Clarity of goals and objectives

Cchesiveness of topics

Use of class time

Wide range of methods

Nature of outside assignments

Creatfvity:

Motivating influences
Resourcefulness
Inventiveness

BAY CITY, MIQYIGAN

O

[E
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Vol'mtary, used by less than 12 of a staff in excess of 100, A
former high schoecl principal made the forms available to hie staff
froa 1962 to 1467, Small minority of students in the school has
recently desmanded right to evaluate teachers, and one teacher tur-
rently plans to use the form, The demand vas taken under adviserent
and {8 deing studied.

Vee of forre by teachere:

Frequenoy of evalvation: At end of school year.

Diepoeition of corpleted forre: At teacher's discretion.

Wy vas the practice ab@idomed? The push tame froa the individual vho was principal at the time.
When he left in 1967, the practice was asbandoned. There was no
demsnd on the part of the staff to continue the practice, al-
though the teachers who used the forms found them personally
uteful and the students welcomed the opportunity.

{(Contiviued)

RIC



BAY CITY, MICHIGAN (Comtiviied)
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Form used

tnsirucior's nemas. (Pleuss prunt)

gy leom 1w &
your instructor.

ORGANIZATION OF COURSS

PREPARATION FOR
EACHH CLASS

TFACIING SKILL

ENTIHUSIASM AND
INTEREST IN COURSE

ASSIGNMENTS

1 ? 3
Carefully planoed; well Lrgssa-
wed

1 ] 3

Bt nwe  definite avidence of
carelul prajarstion

brodaocn pready Inurr
dihct,  <raslee nln.
Reaps thi- g tmoviag.

xu:- ub oteady fstezeot and
snthurine

1 ] 3
T Etudrais urdeiriand e tasks

—w Course

A PUPIL'S RATING SCALE OF AN INSTRUCTOR

Date

4 s ()
Some organigation tul mct al-
ways clear.
4 $ L]
Mbo% ¢ owme pieparatich

Lacky mcreunmu

4 $ L]

" Tenching priceduss peMem
cpll.h.':v': student toleresl tnod.
arete.

[l 5 ]

"Appenrs tc be rearorably ln.
tereoted.

4 H ]

T &Jmrilmes  rather indefiolte’

Each of the qualities isted below (s divided Lnto thre: sections. Each section Is divided into three degrees and numbered secord-
9, 1 b-l.y ke bighest degree and § the lowest. In rating, draw 8 clrcls asound (ke number which best deseribes

Your fale and nonest opiuicn 8 ahst really counts. Your instrucior desires this ratirg for hls own self-Umprovement.

L ]
# )

pieh ka"organization and pisa-
T ] [ ]

Not well pnx-ued Arowledge
inhccurats a1 timwes

1 L ] [ ]

- Classen w -
Iluruun;, clua“x-o‘fzd““n.:.

" Beerat eo teach ocuros withe
ptt tathuslasm,

? [] ’
1"\" ty lurﬂe&l: ﬂvo:hrui

cf each new AMFTmenl. Sty. without definite plasnlre. ln‘e. ootz el
denle know what deatznd.
JUDGMENT OF VALUES i 3 1 s s ] s ’
LA e Nl R e R T
dotalle.
CLASS DISCUSSION X 1 v s . 1 . .
AND QUESTIONS Quiviona chaliengiog, foman]  Querions - ratber ey dag o feppre & labciniory dise
b TSR S AT I SR et T st SoiacCuredy.
POISE AND SELF-. o ) ] ] ] s 1 N ]
CONFIDENCE .‘I ol ‘-ur- of B Eaelt; hf”,m.m_r:ob‘_t beed 8t Umes; ?‘mu'u';pi.:ﬁaw.u:.‘ [ 7
' 1 ] ) 4 1 [ ]
EXAMINATIONS .;Q-u'c " "Mus'at vrv' Aing; hv":n.ﬂ%nn um hctn] - ";i'_ﬂ““'" pootly plaswed
SCHOLARSHIP 1 ] . 1: & ] . ' fl U
;5:. o] 1) .L:;erf o n.::&. hl{'&eﬂmo falr Sat withont “l‘s‘mtmo requenily lsads-
ABILITY TO CREATE 1 ) ) ] ' 1 L I
STUDENT INTEREST ul‘: sz hee s".eldy&!n‘u“rw ;?;Jl::u hati aversge diount lualf:mt‘r" and stndeate ave
CLASSROOM MANAGEMENT 1 ) 1 S: H] ¢ L] (] {
AND DISCIPLINE m!‘.‘ﬁcw 4:.1“‘:‘3:.[6:':--!. pepkia !ml:ri’:rm;l:ﬂka; few d:;:r’erm‘hlﬂot By e
SPEECH Vs phasuiti SN s oMy L~ B R
mm' &.w_u w Boaald resbonsdly nl-.s“né.u« Poot's o Iré-
- i 1] 4 3 s ) ) [ ]
TOLERANCR e T e e TEy T pa—
ASTRE LR Ol (ALRT SR B R i W
mfr‘e‘q T e +all SPDees matiwetort et
SENSE OF HUMOR ) [ (] U ot L] ’
Foadorss toed otwe of Nemor. ~ Rithad “ obet and  pirlews: "g;‘ wvs TN oF 00 mase of
wmivial bomorees 15 L. X
PERSONAL APPEARANCE R S ST R I, JUUU S IR N,
K-:'l:.lm«w :).Ii_' 4 hir; Baku it Caview W M wuly.
] | ] 4 $ L)
RELATIONSHIP BETWEEN -l . 0 e ds S S -
m‘ﬂtt‘.;ﬂ'sm m“ﬁ'.‘.' &“&"’9‘:&?'&% :c:!iﬁm!&«m o - nn mm Muug
INSTRUCTOR \prad
mn;mmmum . These will be very belphal te your Ingtreciars deid-tmpesrement Do bet Pout tame
Ba beck of Wis borm PRINT any annoying sanneriond owt Lutracde hat developed which shoedd
——

RIC



JERICHO, NEW YORK--Jericho Senior High School

Use of forms by teaohers: Developed in 1968-69 by a group of students and teachers; used on a
voluntary basis by teachers and students,

Frequency of evaluation: At discretion wf teachers and students.

Dieposition of corpleted forma: Returned to tcachers by students; used by teacher to become
more sensitive to perceptions of students in his class.

Forr weed!

Course and Mathod Evaiuation Form

Title of course Teacher

Evaluator's name (optional)

1. COURSE
A. Write an assessment of the course curriculun. (Suggestions--relevance,
interest, organfzation, amount of material, time spent on topics)

R, Materfals involved
1. Circle one:
Homework: a. too little; b. average; c¢. too much
Commnents:

2. Circle cne:
Tests: a. too few; b, ri{ght arowmt} £. too many
Comments:

3, Circle one:
Tests. a. too hard; b. fair; c. too easy
Comments :

é. Please comment on any other materfals {nvolved--labs, field trips,
textbooks, etc.

Il. STUDENT

Describe your general attitude and relationship toward class and ¢lass menmbers
(interested, fndifferent, hostile, ete.) and how or {f 1t has changed as a
result of taking the course.

111. MEYHODS OF PRESENTATION
Write a general assessmont of different methods of presentation use.i by the
teacher to present the course (sugsestions--villingness to ansver questions,
guidance of discussion and stimulation of interest and furtter study, etc.)

O
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GLENDALE-NICOLET HIGH SCHOOL DISTRICT, WISCONSIN (4lwaukee) -- Nicolet High School

lee of feime vy teaskzcre: Veluntary on part of teachers. Tested by 16 in May 1969, by 12 in
Cecenber 1909, and additional teachers will be evaluated in 1970,

Frequency of eraluation: Fegular schedule has not yet been established. Tested cn pilot basis.

Liegpoaitio: of coyleted forre: Reviewed by teachers, filed with assistant principal,

For— weed:

p—m

O
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To be zilled in by student

Hour Teacher No. Year Llevel Required
Elective

GUEST ISSTRLCTOR PATING SCALE DIRECTIONS

In order to secure [nformatfon which ray lead to the frprovemeat of instruction
fn this departrent, you are asked to rate your fnstructor on EACH of the ftens
on the followiry pages. Oa each line zake an "X at the place which seems to you
most appropriate for the fnstructor you are rating. To aveid confusion, all
narks should be directly oa the nudberr. The highest rating for an itex is 5,
the lovest £s 1. To aid yo in making vour evaluation, two descriptions have
been supplied for each ftez. The one at the left is for the best rating and the
one at the right for the lovest rating. These descript{ons are to be used f{n a
relative rsther thay an sbsolute sense.

1. The purposes and goals of this s 1 oo | 3 |2 |
course wvere outlined coapletely not at all
2. Your instructor’s coacem for 5 l 4 I ) L 2 l 1
studeats wvas outstanding poor
3. This course has eacoursged 5 l 4 l 3 I 2 l 1
Fou to think Ereatly 1{ttle
&, The tests in this course have $ l 4 l k) I 2 l 1
been compretiensive natrow
5. The fustructor's appreach to 5 l 4 l ) l 2 | 1
Lthe course and sudject vas imaginative qull
6. The purposes sad goals of 5 l 4 I ) l 2 l 1
this ccurce vere realized tocpletely not at all
7. Your instrwctot, as compated b} | & l k] I 2 | 1
vila others, vas outstanding poor
8. The tests in this coutse have ) l 4 l 3 l 2 l 1
Leen falr unfair
9. 1his course has beea S l ‘J 3 l 2.J 1
difficult easy
10. TYour toupochensica of the 5 l ) l 3 l 2 J__l_____
content of the course vas clearly satisfactory confvsing
11. Testing done in this course s | s i b l 2 ] 1
stisulated leaming was pediocre
12. the lamguage used by the S l 4 I 3 |2 1
fostructor has been ¢leat and overvly complex
comprehensible and confusing

{Centinwed)




CLENDALE-NICOLET HIGH SCHOOL DISTRICT, WISCONSIN

13,

14,

15.

16.

17,

18.

19.

20.

21.

22,

25.

Classroom procedures have
been

Your attitude toward this course
has been

The instructor's encouragement
of student thinking wvas

In his attitude toward students,
your instructor was

0f all the teachers vou have had,
your instructor was among Lhe

This course captured your
interest

Your in:i.uctor's grading
practices were

Your instructor's presenta-
tions were

Explanation of difficult points
or concepts has been

Demonstration of procedures
and techniques has been

Application of principles and
concepts has been

Organization of principles and
concepts was

Meaningful evaluation of stu-
dent accomplishrent was

Please use the following space for any comments you would like to make about this
course.

-9.

Continued.

S B O PR

:;éanized erratic
reaningfully confusing
514J3|211
highly favorable very unfavorable
5|6lal2|1
outstanding discouraging
s a1l 3 1 2 |
always considerate frequently rude
s Lo s b s )
best poorest

5 ! 4 , 3 l 2 _41 1

a great deal very little
s e | s 2 1y

clearily understood not explained

__5 l 4 l 3 _J‘ 2 l 1

novel, orginail boring

s |

outstanding

s |

outstanding

.|
.|
s |4 | 3
. |

poor

2

poor

s L2 J
l
|

2

outstanding poor
sl 3|211_

outstanding poor
s Loa o3 1 2 1.

oustanding poor

CHATTANOOGA, TENNESSEE

Use of forrs Oy teacrers:

Frequency of evaluation: Not reported.

Disposition of corpleted forms:

ERIC
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Required by principal in one secondary school,

The principal develops a summary from the completed forms and

in turm discusses the results with the teacher., The composite
is given to the teacher for self-evaluation and improvement.
All original forms are destroyed by the principal after he has
made the composite.

{Continued)
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CHATTANDOGA, TENNESSEE (Continued)

O

ERIC

Aruitoxt provided by Eic:

Form uged:

Teacher Evaluation

Direction: This is a subjective evaluation. Your honest and thoughtful
opinion is desired. What you say will not be revealed to anyone. Do not sign
your name or identify ycurself in any way.

Please mark in the blank spaces provided an (X) for the most appropriate
answer to each statement.

I. On the whole what do you think of this course?

Very worthwhile « Well taught « Subject matter too difficult
Teacher too far above me . Subject interesting . Not worth-
vhile .

II. Do you now feel that you will get enough from this course to continue to
the next level. (Fxample: Latin I to Latin II)

Yes . No .

III. Do ycu feel your teacher explains the subject adequately?
Part of the time . Most of the time . Seldom ___ .
1V, How do you feel about the amount of work assigned in the course?
Too much . About right . Too little .
V. Do you feel the teacher knows the subject?

Very well . Fair « Weak .

VI. 3 you feel the teacher has trouble reaching the students?
All students some of the time __ . All students all time .
Some students some of the time . Some students all time _ .
VII. Do you feel the teacher is properly prepared to teach each day?
Prepared every day . Sometimes not ready to teach . Wastes many
days with little going on in class_ .
VIII. Does the teacher hold your interest?
Always____ . Usually . Sometimes____ . Never_ .
1X. Do conditions in the classroom interfere with your learning?
Too much noise . Room uncomfortable _ . Teacher has irri-

tating maanerisms__ « List mannerisms:

X. Do you think your teacher has explained the subject so that you understand
what is goeing on?

Most of the time « Part of the time . Seldom __ .

{(Continued)



CHATTANOOGA, TENNESSEE (Continued)

XI. Do you feel the evaluations given by your teacher (tests) are:

Fair . Unfair__ « Too hard__ . About right .
Too easy + Vsually what is expected . Rarely what {is
expected .

XI1. Do you feel the teacher's classroom control is:

Too strict . About right . Too weak .
XII1. Do you think the teacher's grading system is: Ffair . Unfair___ .
XIV. Do you feel the teacher is sincerely interested in you as an individual?

Yes . No .

XV. Vthat do you think of the teacher's appearance?
Doesn't detract from teaching . Detracts from teaching .
XVI. Do you feel the teacher makes assignments clear?
Always . Usually = . Seldom . Never___ .
XVII. Do you feel free to discuss class activities with your teacher?

Sometines . Yes . No .

XVIII. What do you think of the course as taught?
Like it enough to take another similar course __« Will take a similar
course only if required + Will never take a course again like this .

XIX. Do you feel your teacher spends as much time and effort on this ccurse as
most of our teachers do?

More . About the same . Less .

XX. Would you recommend this teacher to other students at this school?
Easy teacher + Hard but fair + Outstanding ’

Weak teacher .

XXI. What changes would you recommend in your teacher's teaching methods?

Better explanations More group work

More explanations More student participation

More homework More audiovisual aids

Less homework More resource people (nun-teacher
More tects lecturers)

More work with individuals More extra work

Stay after school and help more
XXIT. Are you satisfied with what you are learning?

Yes . No .

ERIC

Aruitoxt provided by Eic:
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TEACHER EVALUATION OF PRINCIPALS

CHULA VISTA, CALIFORNIA, Elementary School District
Use of fomns by prineipals: Voluntary; several principals have used self-made instruments,
and in 1968 an instrument developed by the Stanford Center for
Research and Development in Teaching (see page 48) was used.
Frequency of evaluation: Not reported.
Disposition of commieted forvie: Stanford forms were scored by the Center and a profile was
deve Yoped and sent directly to the principal. Self-made forms
are strictly for principal’s benefit.

Formg used: Two of the self-made evaluation forms are reproducad below.

TO: All Teachers
1 would like to do some self-evaluation through your eyes. I would ap-

preciate your filling out this questionnaire on a "no pullirg of punches"
basis.

The behavior of the principal indicates that he is:

1. Good
2. Fair
3, Poor

Knows the facts which support the program

Studies all problems which may be involved before making changes in the school
program

Consults with parents and teachers when developing new policies
Accomplishes a lot of work through his office

Is able to solve problems between teaching And non-teaching personnel
Utilizes the special skills and talents of others _
Encoureges a teacher and provides security which helps the teacher to work
Locates and makes available new and pertinent instructional materials

Is considerate of all religious and moral opinions

Makes his meaning clear

Plans the best use of physical facilities, time, and personnel
Makes wise assignment of responsibilities to each teacher __
Takes the initiative in organizing curriculum plans

Is interested in what is happening in each classroom _

Helps teachers to know whether or not they are doing a good job

Stimulates the teacher to be creative and independent in teaching

{Continued)

ERIC
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CHULA VISTA, CALIFORNIA (Continued)

ERIC

Aruitoxt provided by ERic

PRINCIPAL BEHAVIOR DESCRIPTION QUESTIONNAIRE

Directions:

7.

8.
9.
10,

11,

12.
13,

14,

15.

16.

17.

18,

19.

a. PLEASE READ EACH ITEM CAREFULLY,

b. Think about how frequently your principal engages in the behavior de-

scribed by the item.

c. Decide whether he always, often, occasionally or never acts as described

by the item.

d. Draw a circle around one of the five letters following the item to show

the answer you have selected,

Alwvays
Often
Occasionally
Seldom

Never

moOw>

Demonstrates a genuine personal interest in children.

Actively supports staff in their relatfonships with parents
and students.

Evidences a definite philosuphy of education.

Is sensitive to teachers' problems.

Is forward looking and progressive in attitude and action.
Makes important decistions on the basis of only a few facts.
Copes with parental pressures and determines the extent of
influences an individual or a group should have on school

policy or routines.

Is reluctant to admit his own mistakes.

Evaluates teachers' effectiveness objectively and impartially.

Has the respect and admiration of the students.

Attempts to help teachers find ways of working more
effectively with problems present in their classrooms.

Retrains calm and poised in difficult situations.
Makes friends for the school.

Protects staff from unjust criticism or demands made by
individual parents or groups.

Makes an effort to see¢ that teachers have adequate supplies
and equipment when needed.

Is enthusiastic about his work.

Hendles problems with tact.

Solicits teachers' participation in making decisions on
matters with which they are concerned.

Provides teachere with the security and freedom needed to
do a good job.

A

(Continued)
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CHULA VISTA, CALIFORNIA (Continucd)

20.

21.
22,

23,

24,
25,
26,
27,

28,

29,

30.
31,
32.
33.
34,
35.

36.

37.
KL
33,
40,
41.
42,
43.
44,
45,

46,
47.

ERIC

Aruitoxt provided by Eic:

Hesitates to take a stand or make his position kiown on
issues involving education.

Is friendly and approachable.
Realizes the possible value of differing points of view.

Makes decisions on the basis of logical, clear thinking--
not emotionalized responses.

Keeps his expactations and requirements reasonable.
Conducts meetings effectively.

Criticizes in’ividuals in the presence of others,
Deals fairly with all children.

Has the ability to weld the faculty into a harmonious
working unit,

Looks with Jdisfavor on the expression of opinions which
differ from his.

Exhibits positive educational leadership.

Criticizes constructively through suggestions for improvement.
Carefully considers teacher suggestions when making decisions.
Follows through on discipline problems referred to him.

Makes himself readily accessible to staff members.

Gives effective interpretation of school to the community.

Shows little appreciation for teachers' efforts or ac-
complishments,

Is able to accept constructive suggestiorss gracefully.
Speaks effectively.

Compliments teachers for work well done.

Has a sense of humor.

Plays favorites among faculty menmbers.

Gives each teacher a feeling of importance as a person.
Gives little direction to school program.

Is neat and well groomed.

Conducts all school affairs in honest, ethical, tactful
minner

Is able to admit errors in judgment.

Develops effective procedures which simplify and facilitate
the procurement of needed supplies, communications, etc.

> > >

>
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CHULA VISTA, CALIFORNIA (Continued)

48. Deals impartially and fairly with each teach:r. ABCDE
49. Makes :-'ggestions and corrections tactfully. ABCDE

50. -uspends judgment and decisions until all the facts have
been obtained. ABCDE

EAST WHITTIER ELEMENTARY SCHOOL DISIRICT, CALIFORNIA
--Ceres Elementary School

Use of form by prinoipals: Used by one prineipal and vice principal at end of 1968-69 school
year. Will he used at midyear and end of year in 1970-71.

Frequency of evaluation: Annually.

Disposition of forms: HKeturmed anonymously to principal, who reads them, takes notes, and
forwards them to the superintendent. Effect on principal and vice
principal's formal evaluations not known,

Form usged:

Evaluation of Principal and Guidance Vice Principal

We are desiiovus of some feedback from you, relative to the effectiveness of our
effort in behalf of you and the students. We need to know what we are doing well,
not doing, and/or not doing well.

1. Areas where you feel we have been supportive of you.

2. Areas where we have been effective with children.

3. Areas where you feel we have not been supportive of you.

4. Areas where we have been less (or not) effective with children.

5. How can we help you become more effective in the classroor?

6. What areas are in need of more attention from us next year?

7. General suggestions for our improvement.

8. In what ways do you think that you, as teachers, can increase the effectiveness
of the school's educational program.

O

ERIC
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SAN JUAN SCHOOL DISTRICT, CALIORNIA (Carmichael)

Use of form by piinoipale: Used systemwide since 1968-69.

Frequenoy of evaluation: Not reported,

Disposition of forms: Completed forms are sent to the school p§incipal anonymously by the
staff. He then sumnarizes the results which are discussed with his
immediate superior, an assistant superintendznt. Forms are not placed
in persommel files, but do help the assistant superintendent in his

evaluation of the principal.

Form used: Form below was developed by the San Juan Teachers Association, The district has
also used the Purdue Kating Scale for Administrators and Executives.

CRITERIA FOR THE EVALUATION OF SCROOL ADMINISTRATORS :

This administrator evaluation form is for a presentation of your views con-
cerning the effectiveness of your admiaistrator, React to the 25 statements on
the form as you see the relatjonship buotween you and your administrator, There
is no requirement to sign the completed form., The following simple directions
should be read before proceeding.

1. All reactions are to be put on the single sheet form.

2. Put the administrator's name on the form on the line provided,

3, Remember, if this evaluation procedure is to be truly effective,
every teacher should re.pond, to provide as broad a base of

opinion as possible,

4, 1f you have any written comments to make, place them on the back
of the form,

5. When you have completed filling out the form, seal it in the
envelope with the administrator's name on it, and return the
sealed envelope to your Building President,

The rating scale:

1, The first four spaces in the rating scale on the form are num-
bered from 1 through 4,

2, The #1 space represents a low rating, or inadequate performance,
3, The #4 space represents a high rating, or superior performance,

4, The numbers #2 and #3 would represent progressively higher ratings,
between inadequate and superior performance,

5, 'The space headed N/A is designed for your use in the event you
feel the item does not apply to you and your relationship with
your administrator; or 1f you simply have no information on which
to base a rating.

6. Fill in the space in the rating column, for each of the 25 items
that reflects your evaluation of your administrator on that item,

1)

O
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SAN JUAN S(HOOL DISTRICT, CALIFORNIA (Continued)

O

ERIC

B A .17 Provided by ric [

NAME:

1, Knows and respects my individual characteristics, talents
and potentialities,

2, Is accessible when needed,
3., Lets me know when I d¢ a good job,

4, Assists me in creating and maintaining good classroom
discipline,

S. I have confidence in him,

6, Encourages my cooperation in determining the policies
and goals of the school,

7. 1Is hospitable to my opinions, whether solicited or vol-
unteered, and considers them fairly and without prejudice,

8, Avoids exchange of derogatory remarks with others,
9, Puts good suggestions into practice,

10, Makes faculty assignments and promu.*ions on the basis of
professional qualifications, not on the basis of personal,
likes or dislikes,

11, Creates a professional environment which results in high
teacher morale,

12, Does all he can to establish tne best physical working
conditions,

13, Has the ability and the courage to give constructive
criticism in a friendly, firm and positive manner,

14, Evaluates me oti bases which include adequate classroom

observations, /

Encourages me to try new methods and teaching techniques,
.h, Plans and executes profitable teachers' meetings,
17, sapports me in my professiona! development,

18, Assists me in the guidance and counseling of pupils and
parents,

19, Provides proper and continuous orientation for new
teachers,

20, Provides proper and continuous orientatiorn for substi-
tute teachers,

21, Provides leadership in continuous curriculum evaluation
and improveunent,

22, Treats me as a responsible adult,

23, Helps me in orientating source materials for curriculum

development,

24, Does not make unreasonable demands for my services during

my unassigned time,

25, Has an effective philosophy of education which results
in high student morale,

Place an X in the
sppropriate square,

1

”,

2 3 4 NA
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ROME, GEORGIA, city schools

O

ERIC

Aruitoxt provided by Eic:

Use of form by principals: Voluntary since 1967-68.
Fyequency of evaluation: Twice a year, in Decemher and May.
Uisposition of forms: Not reported.

Form uged:

PRINCIPAL EVALUATION FORM

Name of Administrator

Name of School

Address of School

Enrollment in School

This evaluation guide may be used in several ways. The guperintendent of
s hools may use it as he evaluates each administrator; it may serve as & self-
¢ aluative instrumeat; or teachers may be encouraged to evaluate their adminis-
tr:t.rs, Indeed, all three plans may be used concurrently,

Chack: 3 - If it 13 clearly evident that the item represents superior
practice

2 - If evidence indicates that the item represents satisfactory
or average practice

1 - If there is little affirmative evidence, but the item gen-
erally represents unsatisfactory practice

1. Defends principle and conviction in the face of

PrEESULE 1uusteseonttosetoseessotonsensssnssssensses

2, Earns respect and standing among his professional
€0l1eaguUes ...iveierssrssncasstostsssscnetsassoes sos

3. Is neat and well groomed ,....icieesessvessccscsnsee

4, 1s genuinely pleasant and attentive, displaying a
800d sense ©f MUMOY ..eivvvevesrsnsssosssantoncssones

5. Maintains poise under trying situations ...eecceeuee
6, Has vitality ensuring regular performance ,...,.eee.

7. Shows a deep sense of loyalty to associates and
respect for group decisions cooperatively reached ,,

8, Has a personal goal for improvement through graduate
study, studying the professional literature, and
other known practices ,.,..ceieeesesrssscsccnccosnne

B, COMMUNITY RELATIONSHIFS

1. Gains respect and support of the community in the
conduct of the school operation ,,,.vsesseescessscns

2, Actively participates in P,T,A. work without domi-
nating the organization

SesseetessIttesetonsOE 0P

A, PERSONAL QUALITIES 3 2 1 Comments

(Continued)
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ROME, GEORGIA (Continued)

3 2 1 Comments

3. Develops an understanding by parents of the program
and philosophy of the school

4. Achieves status as a commnity leader in public

educat‘-on 9001000 s 0100000 0s 0000080000 0000R800CTRTEBTSTS

5. Lives a noimal, balanced life acceptable to the

COnl‘nunitY $0s 400 i sstsesItsevsssseestsabessese  sane

6, Participates actively in commu.uity activities, com-
munity chest drives, civir clubs, etc,

C, ADMINISTRATION AND SUFERVISION

1, 1Is prompt in carrying out his duties ,,,....eeeeeses

2, 1Is prompt in providing reports to central office ,,,
3, Demonstrates loyalty to the profession and par-
ticipates in activities of professional organiza-
L T

4, Demonstrates good judgment in decision making ...,..

5. Helps teachers and other professional workers grow
in their professional capabilities by providing
them with security and freedom to do a good job ..,.

6. Evaluates teaching effectiveness courageously, ac~
cura.ely, and impartially ....vivevieessccocaccnacss

7. Carries out supervision by devoting adequate time
to this part of his duties ,,..ceevesesssssarssnnnsns

8, Continually extends his own understanding of good
curriculum practices as he provides the means for
curriculum improvement and in-service programs ...,

9, Cooperates with central administrative staff in
carrying out policies and programs of school and
staff improvement

D, PUPIL PERSONNEL SERVICES

1, Establishes good relationships with pupils by
demonstrating alertness to their interests and
development .....eseesessssscrssocentnransnsonsarnas

2, Guards tne health, physical well-bein_ d safety
of the children in all school situations ,....eceeee

3, Makes adequate provisicn for individual differences
* among children ...,icceiieecisssiiecsssroscsersecees

4, Keeps adequate records on individual children ,.....

5. Gives attention to providing a testing program that
encourages growth in learning and improvement in

teaching ,.ieeuiosececoscosocsssscnncennsaosossenssse

ERIC

Aruitoxt provided by Eic:
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ROME, GEORGIA {Comtinued)

3 2 1 Comments

E., SKILI. IX OOMXMUNICATIONS
(Oral and Written)

1. It is easy for stal€ members to talk to the princi-
pal 10 the privacy of his office ...ciccessencnncces

2. Thexe is a tendency for the principal to do most
of his comwnicating with the building staff on a
face-to-face basis and to send out a limited num-
ber of written 1irectives ,....eeieesesccscescsessoss

3. The principal fs able to communicate in a frank and
friendly manner with the administrators in the
central office .,..c0i0eeisnresrecrerunsrsnsncsarnes

4, Communication fn the school s a tro-way process,
directives are given and understood and staff mem-
bers make their needs known ...ciiciessercsersrncnse

F, RELATIORSHIPS WITH PEOPLE

1. Maintains a high level of morale on the part of
(@) Teachers ...ueeeesessroncseasnssccsnsssstssnes
(b) StudentS .....coveveriosrseccrcscenr-asstorsas
() Parents ,....ceevavecccorosossossssossasarsnne

2, EKnows z2nd upholds the philosophy and policies of
the Rome City School System ....evesreceorssssccsnns

3. 1Is consistent in:

(2) Application of discipline for rules viola-

(b) Insists on quality performance by all members
of the staff ., ... ccieereestereneesaansscnsas

Signed

(Principal)

(Superintendent)

TULSA, OKLAHOMA

Evaluations of principals are conducted by an administrative team selected by the Ad-
ministrative Director of Elementary/Secondary Schools. Evaluations are made by the Adminis-
trative Director, consulting with other members of the evaluation team after a scheduled on-
site visitation with the principal. The principal to be evaluated is to notify all members
of the faculty grievance committee and the local classroom teachers association dzlegatec in
his bullding to select from among their number a committee of not more than five. The prin-
cipal may also, if he wishes, appoint two additional faculty representatives to this com-
nittee. These seven rembers are to mecet with the visiting team at the close of the sciool
day on vhich the visfitatfon takes place. The administrative team then discusses its cbserva-
tions and recommendations with the priacipal.

LRIC
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LEON COUNTY, FLORIDA (Tallahassee) -- Sealey Memorfal School
Use of Ffaivs by principale: Developed and used by one principal since 1967.
Frequency of evaluation: Annually, at end of school year.

Digposiiion of corpleted forrs: Returned anonymously by teachers. Studied by principal and
placed in his own personal files.

Fori weed:

(Turn fnto offfce when completed, No signatures needed,)

TEACHER EVALUATION OF PRINCIPAL

Please number according to principal's areas of best performance: ¢1 best,
#2 next, etc,, with the weakest area indicated as #4,

( ) Supervisfon and improvemeant of fnstruction

( ) Leadership fn pcouscnnel relations

( ) Davelopment of community and pudiic relatfons
( ) Maintenance of school plant

Please use this scale fn evaluatfng the following characteristics:
5-superior; hL-very good; 3-average; 2-below average; l-unsatisfactory

( ) Personal appearince ( ) Dependadbility
( ) Resourcefulness ( ) Enthusfasn
. ) Inftlative, drive

Supervisfon and fmprovement of fnstruction:
( ) Curriculum guidence
() Help fn getting professional and classroom materfals needed
() Classroom visftation

Personal relatfons:

( ) Ability to deal with individual staff prodlems

( ) Cooperaticn with staff members; group participation fa
school policy-making encouraged

( ) Democracy in philosophy and procedures

( ) Conduct of staff meetings

( ) Adminfatration of routfne duties, such as adninistrative
precedures, handling of materfals and supplies, and keep-

fng of school records,

Relationships with:

( ) Teachers ( ) Custodians
( ) Pupils { ) Secretary
( ) Parents

Please use the back of this sheet to complete the following:

+ Areas of greatest strergth -~ Hov can the new teachers be
= Needs for fmprovement helped pore effectively

O
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ALACHUA COUNTY, FLORIDA (Gainesville)

Vse of forml . »rincipals: Used systemwide since 1968-69.
Frequency of evaluaticn: Twice a year.

Digposition of cormpleted foirrie: The teacher places the surnymous evaluation in the principal's
box, and the principal may do what he wishes with {t.

Foirs used:

THE TEACHER EVALUATES HIS/HER PRINCIPAL
Please check one of the three columns and give this form to your Principal or place it in his/her box.
The purpose of this evalustion is to improve the total school program in an effort to mske continuous

improvement and to identify strengths and needs.

Principi ) ___ School Date

Accephbdle
Needs
Improvement
Observed

Not

l

1. Develops clear and conclise plans and policies with the staff for the
operstion of an effective educational program,

2. Orgsnizes school personnel and coordinates the programs so that maximum
benefits in terms of student growth and development will result,

3. Fosters good public relations through the support and involvement of 1sy
citizens, community agencles, ard organizstions.

4. Insures that each member of the instructional staff carries his fair pastof
the total school program, including psrticipation (n in-service trsining,
meetings, pre- and post-school conferences and commitiee aspignments.

5. Allocates budget faitly, cooperatively, and where needs are the greatest.

6. Portraya general charscteriatics as follows:

a. Is available when needed
b, Keeps lines of communlcation open
¢. Demonstrates profesaional knowledge and skill

d. Diaplays empathy and underatanding

e. Demonstrates profesaional ethics

f. 1s professional with ataff and faculty

g. Deals objectively with staff problems

h., Cooperates with staff membera

i. s democratic in philosophy and procedures B

J. Holds meaningful, well structured, facuilty centered staff meetinga

k. Administers routine dutlea, procedures, supplies, ard records
adequately . -

1. Maintaina achool plant adequately

m. ls dependadle

7. Providea & climate which induces innovative ptograms and secutity to try
new ideas

Comments:

Do not aign this form untess you are leaving your present position. In that event. it is suggested that
you sign it and forwsrd lo the Personnel Office, Alachua County Board of Fducation, 1817 East University
Avenue, Gelnesville, Floride 32601,

Signature of Teacher Upon Terminstion of Setvice

Q
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PORTLAND, MAINE -- Elementary School Area 9 (West and Reed Schools)

Use of fori by prinoipalg: Self-made instrument used by principal of one elementary area, which
includes two schools, since 1568-69.

Frequeney of evaluation: Once a year, at the end of the year.

Uispogition of corpleted forme: Submitted anonymously to the principal and read by him.

Form wged:

Principal Evaluation Form

Directions: It would be most hulpful and greatly apprecfated {f you would take
a few moments to ffll out the following questfonnafre., it has been designed by
me fn an effort to have you, the people with whom 1 work most closely, evaluate
my efforts at effective administration, Please strive to be objective and candid,
for fn no other way will the fnstrument prove to be useful, when complete, please
place the questionnaire in the envelope provided for that purpose in each office,
1. Overall, I bzlieve the principal fs: well above average ( );
sbove average ( ); average ( ); below average ( ); well below average ().
2, The principal's professional knowledge fa: well above average ( );
abovz average ( ); average ( ); below average ( ); well below average ().
3. The principal seems to be: genuinely concerned ( ); concerred ( );
rot very concerned ( ); uncoucerned ( ) adbout the children in the school,
4, The principal provides: very effective ( ); moderately effective ( );
not very effective ( ) professional leadership,
$. The principal is: definitely open to suggestions ( ); only appears to de ( );
does not want advice ( ); responds moderately well (),
6, The principal provides assistance with discipline: always ( ); most of the

time ( ); sometimes ( ); hardly ever ( ); never ().

7. 1 feel 1 can () cannot () go to the principal with a curriculum prodlem
and get a satfsfactory answer,

8. As far as making decisfons fs concerned, the principal fr (check as meny as
you think apply): too slow ( ); indecisive ( ); too democtatic ( )} not
democratic enough { )i does a creditable job ( ); fair and {apartial ( );
has favorites (),

9. The principal's evaluation procedures are: helpful ( ); useful ( )}
useless ( ); are on the right track ( ); can be fmproved ( ).

10, 1 feel the principal's potential fs: high ( ); average ( ); lov ().
11. 1In my opinion, st:dents in general: tespect ( ); fgnore ( ); apprectate ( );

dislike ( ); value ( ); have no feeling towvard ( ) the principal,

{Continwed)
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PORTLAND, MAINE (Continued)

12, The principal’s meetings are held: too often ( ); not often enough ():

often enough ().
13, Meetings are: too long as a rule ( ); not long enough ( ); just about the

right length ( ).

14, The meetings should be rotated between West and Reed Schools: yes ( ); no (),

15, In my opirion, I think we neced more grade-level meetings: yes ( ); no ().

16, The principal spends too much time at: meetings ( ); Reed School ( );

West School ( ); home ( ); fn the office ( ); in the afide room ( ); drinking
coffee and smoking cigars ( ); in the classroom ( ).

17, The principal should be in the classroom: much more ( ); is in often
enough ( ); 18 in too often now ( ).

18, The principal should delegate more authority to the assistant principal:
yes (); no ().

19, The prinzipzl needs to manege the teacher aides: more effectively ( ); does
a good job right now ( ).

20, 1In general, 1 am satisfied with my professional relationship with the prin-
cipalt to a high degree ( ); average ( ); dissatisfled ( ); I'm not really
pleased ().

21, I believe that principals should periodically be rotated from area to area:
yes ()5 no ().

22. From here on {t is open-ended for you to include any narrative evaluation you
wvish to make, MANY THANKS,

SFRINGFIELD TOWNSHIP, PENNSYLVAN1A (Orelend)

lige of forre by prineipale: At superintendent's suggestion fn January 1970, used voluntarily
by principals.

frequrcy of evalvation: Once a year.

Diepcaition of forre: The teacher evaluation of the principal fs part of the total administrae
tive evaluation form. The first two parts of the form pertain to the
principal's responsibilities and profeseional activities and are com-
pleted by hia to provide background material for evaluaticn by the su-
perintendent. Part thtee {s Lo be complieted by the principal's supe-
rior, by the principal himself, and by his teachers. Part four, a re-
view of performance goals, is completed by the principal. Frincipal re-
views teachers' evaluations of him, makes a compo .te list, and keeps
completed forr: {n his building.

(Covtinwed)
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SPRINGFIELD TOWNSHIP, PENNSYLVANIA (Continued)

For. used: (Part three--teacher's evaluation of principal.)

GENERAL ADMINISTRATIVL PERFORMARNCE

Administrator Date

School Position

The evaluation of the factors of general sdministrative performance listed
below should bz related to the administrator's major duties and responsibilfities,
Descriptive statements under some ftems are intended as guidelines only,

{cable

(3
'~

PERSONAY, AND PROFESSIONAL CHARACTERISTICS

Satisfactory
Area Needs
Attention
Not app

Superior

I. Personal Characteristics
(Appearance, speech and voice, health and vitality,
emotional stability)

11. Professional Ethics

111. Leadership Characteristics (Willingness to make decisfons
and accept responsibility; forcefulness; ability to ef-

fect desirable changes)

1V, Enthusiasm and Inftiative Shown in Work (Qualfity and
quantity of output)

V. Success in Prodlem Solving (Judgment, logical thinking,

creativity, imagination)

VI, Professfonal Knowledge and Understanding
ADMINISTRATIVE AND SUPERVISORY PERFORMANCE
1, Success in Administrstion (Planning, organfszing, cotmmuni-

cating, influencing, carrying out district policies)

11, Suc¢cess in Supervision (Evaluating and fmproving teach-
ing; developing a strong instructional program)

11T, Ability to Build Morale (Democratic in fnterpersonal re-
lations; delegates; listens to other points of view)

1V, Relations with Collesgues

V. Relstions with School Community (Adility to work with
pudblic; use of commmunity resources)

Vl. Relatfons with Students
Vil. Attention to Detafl and Routine

VII1. Abfility to Establish and A-hfeve Goals

{Continwed!

O
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SPRINGFIELD TOWNSHIP, PENNSYLVANIA (Contivued)

EVALUATION SUMAARY - GENERAL ADMINISTRATIVE PERFORMANCE

A, Comments and suggestions of staff member

B. Commendations and suggestions of Superintendent (or other evaluator)

Date

Signature of Superintendent
or other evaluator

Signature of administrator or
staff memdber being evaluated

Posftion

POUDRE StHOOL DISTRICT, COLORADO (Fort Collins)
Use of forma by principals: Used since 1963 on a voluntary basis.

Frequency of evaluation: Annually, gererally,

Diepcsition of corpleted forra: Submitted to principal anonymousiy by teachers; primcipal

disposes of form as he sees fit.

Forr weed:

PRINCIPALS APPRAISAL FORM
(To be used by teachers)

Indicate the descriptive statements by a check (X) fn the space provided,

wunity feeling before important decisions are made?
( ) Very democratic for all concerned

Too little attention to faculty opinion

Too little attentfon to student opinion

Very dictatorial

Very fnconsistent

Somewhat dictatorial

Somewhat fnconsistent

Other:

e Nt Nt e e P

Please be as impersonal and objective as possidle when checking the most descrip-
tfve ftem or ftems under each of the following questions, DO NOT SIGN YOUR NAME,

1, 1s the principal democratic, taking fnto account faculty, student, and com-

8 Yt taYe Lo e

n a faculty weaber's work?

Not tactful or diplomatic

Overly careful, shou’d te more dfrect

Yery tactful and diplomatfc

Direct, forceful, and easfly understcod

Should "get after" teachers more when they are nec doing the jod
Does not make it a practice to correct teachers

Other:

ra Y Y e e Yo X N
et ot P P

you consider the prinrcipal effective wvhen he attempts to correct a fault

ERIC

Aruitoxt provided by Eic:
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POUDRE SCHOOL DISTRICT, COLORADO (Continued)

3, 1s the principal one whose opinion and judgment you respect, and to whom you
go for help with school problems?

} I would never go to him

} Princfpal will never comnit hinself

) Opinions valued, judgment gener2ily sound

) Too difffcult to contact and get time

; Sometimes he's very helpful, other times not

(
(
(
(
(
( ) Other:

4, Do you feel that the principal is readily available and has time to work with
ou when needed?

) Always willing to take time

) Always available, but appears to have his mind elsewhere
) Never available

) Out of the building too much

) Time 15 too limited for thorough talk

)

y
(
(
(
(
(
( ) Other:

5, Does the principal furnish sufficfent supervisory leadership through class
visitation?
( ) Should visit classes more often
{ ) Visitation to classes is helpful
{ ) visitation is too frequent
{ ) Unscheculed visfts would help keep everyone on his toes
( ) Visits are appropriate, but follow-up counseling fs poor

( ) Other:
6, What {s your opinfon of faculty meetings as conducted by the principal?
( ) Worthwhile~-a vital part of ocur inservice improvement
() Useless--same could be accomplished on a bulletin
( ) Not enough open discussfon--principal dominates
( ) Not often enough to be helpful
( ) Everyone should be required to attend, regardless of conflfcts
( ) Too much griping
( ) Should be concerned with fomedlate school problems only
( ) Should be concerned with professional developwent rather than adnin-
fstrative details
{ ) Other:

7. Do you feel that school organizatfon, scheduling of classes, assigning of
dutiea, control of activities, and other adainfstrative details are well
planned?

{ ) Good organization, very few hitches

( ) Good plans, but not made clear to teachers
( ) Poor planning, slipshod organication
( ) Not 2nough comsmunication with teachers over plans
( ) Other:
8. bHow do you regatrd the principal as a disciplinarfan?
¢ ) Very fair and reasonable
() Exttemely harsh and unreasonable
() Fair but not strict enough
( ) Too reluctant to punish
( ) Prefers counseling and constructive suggestions
{ ) Altogether toc lenient
( ) Does not regard it as his function
{ ) Very effective; always gets {mprovement
() Strings along with severe deviates too long before taking extreme action
( ) Stands by tesachers 100 percent
( } Does not support teacher’s stand with studeats
( ¥ Very inconsistent; studeats never know wvhat to expzact
() Ris first aim 1s to help students
() Too friendly with students, should be wore aloof
( ) Students respect his judgment and regard him &s their friend
() Other: __

{Contiriued)
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POUDRE SCHOOL TISTRICT, COLORADC (Comtinued!

9.

10,

11,

12,

13,

14.

ERIC

Aruitoxt provided by Eic:

What dv you think of the principal's faculty bulletins?

( ) YWorthless, I neover read them

) Too wordy

) Tries to accomplish too much with them

) Really keep me inforwmed about school evants and problems
) Look forward to them, read them with fnterest

) Would like to sce weekly calendar to keep us f{nformed

)

(
(
(
(
(
( ) Other:

How do you regard the principal's practices in making equitable assignments
of duties (in and out of classroom?)

() As fafr and equitable as it nossibly could be

( ) Teacher's load in this school varies considerably

( ) Policy seems to be '"0f1 the wheel that squeaks the loudest"

( ) Principal loads the willing ones heavily

( ) It would be fmpossible to devise an absolutely equitable load for every-
one

( ) Supervisfon {s fnadequate; more assignments are needed in certain areas

( ) Othex:

How do you evaluate the principal's philosophy as {t affects long-range
planning, curriculum development, and organfeatfon?

( ) Progreesive and forward-looking

( ) Principal is well informed and moves ahead carefully and advisedly
( ) Very unwilling to try anything new

() Tries too many rash ideas without thorough thought and practice

( ) Keeps up very well on current educational theory and practfce

( ) Very uninformed; no apparent working philosophy

( ) Other:

s the principal contribute to good teacher morale?

Compliments and encourages when justified

Scems to be very sensftive to te¢rcher morale

Seems to be insensitive to teacher's feelings

Unprofessfonal in discussion of individual teacher's problens
Finds fault with teachers too much

Encourages teachers in thefr complafints

Does a good job of appeasing disgruntled teachers and “hurt feelfngs"
Doesn't keep his word with teachers

Males too wmany plans affecting teachers without telling them
Other:

Yt leala et lelata) g
N N N Nl Nl NP gl Nt Nt Nt

o what extent does the principal provide professfonal leadership?
) Encourages new techniques, helps with new fdeas
) Encourages experimentatfon and research
) Is interested in good teaching, obviously promotes it
) Does not devote enough attention to this area
) vould like to help but doesn't seeta to have the skill and know-how
) Should spend wore of his time in this area
) 1s too wrapped up in detafl to do a good job in this area
) Other:

Y et YaYalea e e R,

dces the principal fanctfon in telping teachers?

Very effective, teachers are well-informed about procedures
Mote time should be given in pre-school orfentstion

New teachers are left too much on their own devices

Teo l1ittle supervision

Should spot “troudble spots™ earlfer

Other:

Yt te e e ?
St ks

(Comtinved)
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POUDRE SCHOOL DISTRICT, COLORADO (Continued)

15,

AN AN~

o

- ettt ot N Nt I N N o

does the principal represent the school to the parents and community?

Good "publicity man" for the school--sells it well to the community

Encourages teachers to publicfze classroom activities

Meets parents well; they belfeve fn the school

Handles critfcal constituents well; diplomatfc but direct

Very clumsy with parents; offends them often

Too wishy-washy with parents; should be more dfrect

Doesn't get enough of school news berore the public throngh press and
radio .

Does not see value of good public relations

Strong point, effective all around

Tries to do too much himself, needs help

Over-emphasfizes certain departments--neglects others

Other:

LINOOLN OUUNTY, OREGON (Newport) -- Newport High School

Vee of form by principale: Used by principal of one high school since 1967-68.

Frequency of evaluation:: Annually in January.

Dieposition of forre:

Teachers give forrs to principal, who tabulates them, analyzes the

area’ fn which he needs to improve, and forwards the tabulation to the
central offfce. The sunmary form i{s placed f{n the principal's file
but the superfntendent does not use the form to personally evaluate

the principal.

Form weed:
Principal Evaluation Report Form
19_19__
Kame School
A, EDUCATIONAL LEADERSHIP AND SUPERVISION
1* [22 [ 3#
1, Formulates plans fn cooperation with staff members and
works with teachers individuvally and {n groups to fmprove
instruction,
2. Afds teachers in obtainfing and using a variety of up-to-
date materfals and resources,
3. Provides opportunity for teachers to try new practices and
techniques,
4, visits classes on a regular basis,
5. Us2s classroom visits and interviews to help teachers to
fncrease thelr effectiveness,
6. Arranges & variety of educatfonal activ'rles, such as work-
shops and conferences, and fndividual ! group research
projects,
{Continmed
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1%| 2%] 3%

7. Seeks ways to enlist teachess in study and activity con-
cerning the fnstructional program,

8. Encourages the professional gro.'h of teachers and helps
them to develop themselves to their highest potential,

9, Assists teachers In the interpretation and evaluation of
the instructional process,

10, 18 democratic, taking into account faculty, student, and
comunity feeling betore fmportant decisions are made,

11, 1Is approachable and friendly, one to whom teachers will
turn for advice and assistance,

12, Makes use of faculty meetfngs for the improvement of in-
struction,

13, Helps all staff members to attain a feelfng of security
and satisfaction in thelr work,

14, Makes decisions and sticks with them in the face of dia-
agreement and criticism,

15, Maintsfns a balanced program of school activities,

16, Pupil morale is high and conduct in the school and on

the grounds is acceptable,

ADMINISTRATIVE ORGANIZATION

1. Budgets his time to provide a balance between admin-
fstrative and supervisory dutfes,

2, Assigns teachers in the areas fn which their teaching
will be most effective,

3, _Registrations, scheduling, and reporting procedures make

possible a high degree of efficiency in the use of
teacher and student time,

Supplies and equipment are well accounted fot but
readily accessible when needed by teachers,

5.

Inftiates good procedures for expenditure of budget
through conferences with all departwments,

PLANT OPERATION AND MARAGEMENT

1. 1Inspects plant facilities regularly to {nsure efficient
operation and healthful coaditioas,

2., Directs the planning and operation of a program of
safety and safety education,

3. Bas developed a program vhetrcdy buildings and grounds
ate generally neat and clean,

&4, Has a good working relstionship with the ¢custodial de-

partment,

{Contivued)



-3 -

LINCOLN COUNTY, OREGON {Contirued)
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D,

OFFICE MANAGEMENT
1%] 2% 3%

1, Office procedures are as uncomplicated as possible and
well understood by the entire staff,

2, Visitors are greeted courteously and given prompt at~
tention,

3. Records and reports are completed accurately and on time,

4, Members of the clerfcal staff understand their dutfies
and responsibilities,

5. Internal funds are properly accounted for,

COMMUNITY RELATIONSHIPS

1. There 18 a definfite plan for the interpretation of the
school program to the community,

2, District-wide concepts and programs are interpreted as
well as those of the fndividual school,

3. Participates actively in community service,

4, 1Is the educational leader in his community as well as in
his school,

PROFESSIONAL CHARACTERISTICS

1, Exhibits a well-formulated philosophy of education con-
sistent with the Amerfcan concept of democracy,

2, Staye abreast of current educational advances and 1f{t-
erature,

3, Demonstrates ability to grow professionally,

4, Organizes and plans well,

5. 1s sensitive to problems of students, teachers and parents,

6, Mafntains membership fn professional organiratioans,

7. 1s an active participant in professional meetings,

8, Works cooperatlvely with the central staff,

PERSONAL CHARACTERISVICS

1. 1s free from chronic aflments - attendance {s gererally
good,

2, Exhibits the recessary physfcal stamina to vithstand the
tigors of the job,

3. Exhibits emotional maturity and stabflfty,

4, Exhibits the personality teaits necessary for good human
relations,

{Cortined)



LINOOLN OOUNTY, OKEGON {Tontired)}

1%] 24] 3%
S. Presents a good personal appearance,
6. 1s poised and self-confident,
7. Frpresses himself well, both orally and in writing, J

COMMENTS :

ek St A Ak A e AR R A A ik A A ik S Ao A ke S g R dedeke i kb deAcdeodedek Soke ook sedctcdodetdedotodotod stk deded dok dok dele

ARATING CODE:
Superintendent

1. Outstanding Areas
Principal 2, Capable Areas

3. Areas of Concern
Date

ABERDEEN, WASHINGTON

tige cf form by privnsipale: 1n 1970 all teachers {n the district vere asked by the superintend-
ent to evaluate their principals and vice principals. Teachers
also evaluste thelr directors and coocrdinators and principals eval-
uvate the central office staff (see pages &4-47).

Frequeriay ¢ f evaliatio:: Annvally

Liepceition of forra: FToros completed by teachers are sent to superintendent who compi.es data
to use in evaluation conference with the principal or vice principal.
The form s designed to provide data in areas in which the superintend-
ent feels teachers have had more direct experience.

Ferrm weed:

TEACRER EVALUATION OF PRINCIPAL

Rame of Person Being Evaluated

Iastructions: You #re ssked to rate your admfnfstrator on the following scale,
Your tating will be anosymocs, You do not need to sign the evaluation sheat, A
sumary of results will be used by the Supetintendent with the adminiatrator to
work toward fmproved effectiveness.
Always Seldom Not Encugh
or Some - or Informsiion

Usually times Never to Respond

£], Demoastrates an fnterest fo vhat is
happening 1a esch clessroon

2. Stimulates the teacher to be creative
ia his teaching,

{Comtinued)

ERIC

Aruitoxt provided by Eic:



- 33 .

ABERDEEN, WASHINGION (Continte d)
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*14,

%15,

16,

*17,

*18,

*19,

*20,

*21,

‘lways
or
Usually

Seldom Not Enough
Some - or Information
times Never to Respond

Makes wise assignments of responsibil-
ities to each teachcr to utilize spe-
cial talents and provide the best pro-
gram for students,

Attempts to understand and help resolve
teachers' professional problems,

Is readily available for consultation
by ataff members and makes them feel
welcome to bring problems to him,

Studies implications before changing
the progranm,

Consults with teachers when developing
new programs,

Understands and tolerates differences
in point of view in his staff and com-
munity, where appropriate,

Works effectively with staff as a
group to improve program,

Plans and conducts worthwhile faculty
meetings,

Effectively resolves conflicts between

staff members,

Has respect of staff,

Allows for appropriate amounts of
faculty and student involvement in
developing and evaluating school
policies,

Creates an atmosphere of relationships
in the school conducive to high morale,

Maintains high working standards for
self and staff,

Stimulates professional growth and
development,

Kelps teacher to know whether or not
he {s doing a good job,

Is sincere and consistent in dealing
with staff.

Demonstrates 2 sincere interest {n
helping problem studeuts overcome
difficulties,

Is consistent and fair in administer-
ing discipline to students,

Has the respect of students,

{Continued)
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ABERDEEN, W.3HINGION (Continued)

Always Seldom Not Enough
or Some- or Information
Usually times Never to Respond

%22, Takes prompt and appropriate acticn
when a problem arises,

23, Does an effective job of orienting new
teachers to the school, the district
and the teaching profession,

24, Plans and implements a well-organized
opening and closing of the school year,

%25, Explains clearly and is easy to under-
stand,

26, Does an effective job of interpreting
district philosophy and policies to staff,

%27, Works effectively with parents,

*28, Effectively resolves conflicts betwecen
parents and staff and students and staff,

Commentss:

%* These items comprise the form used by teachers to evaluate their vice-principals,

BAY CITY, TEXAS

O

ERIC
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Use of forms by principal: Used systemwide beginning in 1969-70.
Frequency of evaluation: Annually,

Disposition of forms: Responses from teachers are sent to the superintendent, tabulated, and
summarized on a single page. A copy goes to the principal who has
been evaluated; the superintendent keeps another copy. The original
forms are kept for one year until the next evaluation for comparative
purposes. The results of the teacher evaluation are discussed between
the principal and the administrative council as part of the principal's
formal evaluvation by the council,

Form used:

PRINCIPAL FVALUATION FORM

Mame of Principal

Evaluative processe. are ronducted to indicate areas of strengths as well as the
need for change of techniques and practices for the improvement of effectiveness.
Your assistance in the evaluation of your principal is needed. Please complete
the following check 1list and return unsigned to your building representative.

(Continned)



- 35 -

BAY CI1Y, TEXAS {Continued)
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(X

Check the appropriate column by using the following standard:

1 Outstanding 2 Above Average 3 Average 4 Below Average 5 Poor

1 2 3 4 5

Provisions f-.r Educational Environment

Constructive Supervision

Planning and Coordination ¢f School Program

Provisions for (Creative Instruction

Assistance to Teachers in Curriculum Planning

Providing Materials to Meet Individual Student's Needs

Effectiveness in Counseling Students

Fair and Proper Assignment of Teacher Duties

Orientation of New Teachers

Assistance to Teacher with Disciplinary Problems

Efficiency in Grouping and Providing Balarced Teacher-Load

Shows Evidence of Professional Growth

Provides Opportunity for Professional Growth of Teachers

Keeps to a Minimum Interruption of Classroom Activities

Effectiveness in Community Relations

Effectiveness in Providin, "School Morale"

Adequate Communication Skills

Acceptance of New Concepts

Brings Teachers Into Planning for Staff and Faculty Meetings

(as to Time, Place and Agenda)

Makes Himself Easily Availgble When Needed

Coordinating School Services, e.g. Custodfal, Nursing,

Counseling, etc.

Interpreting Policies of Superintendent and School Board

Effectiveness in Assisting With Parent-Teacher Relations

Personality

Gives Careful Consideration to Suggestions from Teachers

Sympathet{c Understanding of Both Teacher and Student Needs

Suggestions for administrative improvement in your school:

(Continued)



BAY CITY, TEXAS (Continued)

Comments:

FAYETTE COUNTY, KENTUCKY (Lexington)

Use of forrs by principale: Will be used systemwide in the 1979-71 school year for teachers
to evaluate thnir principals, associate principals and supervi-
sors. The form will also be used for appraisal of each division
and department head by the members of his unit and appraisal of
central office staff menbers by principals with whom they have
had frequent professional association during the evaluation peri-

od (see page 44).

Frequency of evaluation: Each administrator and supervisor will be evaluated in his first and
second year in a position, and every fourth year thereafter.

Dispcsition of forws! Forms are to be distributed, completed, and returned during a faculty
meeting, principals' meeting, or central office staff meeting. The
completed forms are to be used exclusively by the person being appraised.
Each administrator is to carefully review and analyze the completed forms.

Form used!

APPRAISAL OF ADMINISTRATIVE/SUPERVISORY SERVICES

Name of Person Being Evsluated:
Asaignment of Person Being Evaluated:
Period Covered 19 to 19

Title/Assignment of Appraiser: —

Instructions:

1. Carefully iead the professional qualities asnd accompanying definitive
statements ss listed below.

2. In the space provided check the three quaslities which you would rank
the highest if you were ranking these qualities from highest to
lowest. 1In the second column check the three qualities you would
rank the lowest.

Highest Lowest
Ranking Ranking
Qualities Qualities

ORGANIZATION (Sees that each person's
responsibilities ere clearly defined.
Effectively delegates suthority. Lets
members know what is expected of them.
Sees that membere acquire needed equip-
ment. Minimizea confusion.)

{Continued)
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FAYETTE COWTY, KENTUCKY (Continued)

ADMINISTRATION (Coordinates work of all
members. Ewphasfres meeting of dead-
lines. Makes prompt and wockable de-
cisions. Tecognizes situations which
require attention.)

PLANNING (Plans and utilizes time to best
advantage. FEstablishes realistic goals,
Seeka group participation in plenning.
Esteblishes peaningful prioritfies.)

COMMUNICATIONS (Encouragea membera to
expregs {deas. Keeps members informed.
Expresses appreciation for a job well
done. Provides constructive criticism
when appropriate. Fxpresses himself
clearly. Facilitates exchange of in-
formation within groups.)

RELATIONSHIP WITH STAFF (Makes it
pleasant to be a member of his
group. Provides personal attention.
Shows concern Fo. each member's
welfare. Is cooperative. 1Is under-
standing. Commands respect,

Creates enthusiagm.)

RELATIONSHIP WITH COMMUNITY (Partici-
pates in community activit.ocs. Is
tactful and courteous, Enlists
community support. Effectively
interprets school progrem to
community. )

PROFESSTONAL GROWTH AND ETHICS (Main-
taina contact with current resesrch
and practices., Contributes to edu-
cational leadecship. Receptive to
new approaches. Maintaina high
standard of professional ethics.)

INSTRUCTIONAL LEADERSHIP (Develops and
maintaine an effective {natructional
program. Develops program for good
citizenship. Supervises instructional
program. Provides for effective use
of materials,)

PERSONAL CHARACTERIS:1CS (Demonstrates
good physicsl health end emotional
stability, Presents favorable appear-
ance. Recognires value of good
grooming.)

RELATIONSRIP WITH PUPIlS (Commands
respect, Maintains good discipline.
Expresses concern for their individual

welfare. Superviees total program
of pupil gervices.)

Highest Lowest
Ranking Ranking
Qualitias Qualities
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YOUNGSTOWN, OHIO
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Disposition of completed forms:

Use of formms by principals: Voluntary

Frequency of evaluation: Once a year since 1968.

Unsigned completed forms are placed in a box which is not

opened until all teachers have had the opportunity t» submit
their forms. Principal reviews forms and disposes of them as

he sees fit.

Form waed:

PERSONNEL ADMINISTRATION IN ELEMENTARY SCHOOL
PROCEDURES FOR EVALUATING THE PRINCIPAL

This form is for evaluating me and my work, I should appreciate your
completing it as thoroughly and as honestly as possible, This is not
for the Board of Education but for self-improvement only,

So that this will be completely anonymous, please seal it in the at-
tached envelope and put it in the box provided in the office for this
purpose, Check your name. The box will not be opened until all names
have been checked,

Name of Administrator

Name of District

Name of School

Check (v')
3. If {t is clearly evident that the item represents superior practice.

2, 1If evidence indicates that the item represents satisfactory or average
practice,

1, If there is little affirmative evidence, bu: the item generally repre-
sents unsatisfactory practice.

A, PERSONAL QUALITIES 3 2 1 Comments

1. Defends principle and conviction in the
face of pressure,

2. Earns respect and standing among his pro-
fessional colleagues,

3. 1Is neat and well-groomed.

4, 1Is genuinely pleasant and attentive, dis-
playing a good sense of humor,

5. Maintains poise under trying situatlions,

6. Has vitality ensuring regular performance,

7. Shows a deep sense of loyalty to associ-
ates and respect for group decisions co-
operatively reached,

(Continued)
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YOUNGSTOWN, OHIO (Contirnued)

3 2 1 Comments

8, Has a personal goal for improvement through
graduate study, studying the professional
literature, and other known practices,

B, COMMUNITY RELATIONSHIPS

1, Gains respect and support of the community
in the conduct of the school operation,

2, Actively participates in P,T,A, work with-
out dominating the organization,

3. Develops an understanding by parents of the
program and philosophy of the school,

&, Achieves status as & community leader in
public education,

5, Lives a normal, balanced life acceptable
to the community,

C. ADMINISTRATION & SUPERVISION

1., 1Is prompt in carrying out his duties,

2, Demonstratce loyalty to the profession
and participates in activities of profes-
sional organizations,

3. Demonstrates good judgment in decision
making,

4, Helps teachers and other professional
workers grow in their professional capa-
bilities by providing them with security
and fraedom to do a good job,

5, Evaluates teaching effectiveness courageous=-
ly, accurately, and impartially,

6, Carries out supervision by devoting adequate
time to this part of his duties,

7. Continually extends his owm understanding
of good curriculum practices as he pro-
vides the means for curriculum improvement
and in-service programs,
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WINSTON~-SALEM/FORSYTH COUNTY, NORTH CAROLINA (Winston-Salem)
Use of formg by principals: Voluntary.
Frequeney of evaluation: At principal's discretion, generally annually,
Digsposition of completed forms: At principal's discretion.

@
Form used:

EVALUATION OF ADMINISTRATIVE SERVICE

By the Faculty

Key: Check 1. Operating at a high professional level,
2, Operating at an acceptable level.

3. Needs to improve.

1. Stays familiar with and carries out policies

2. Maintains good working relations with colleagues and
communi ty

3. Has knowledge of instructional program

4. Has well organized faculty meetings

5. Conducts faculty meetings within reasonable lengths

6. Reco_aizes and appreciates achievements of teachers

7. 1Is aware of maintenance and plant facilities

8., Offers help in solving problems and criticizes
constructively

9, Strives to meet teachers' needs for materials and
equipment

10. Keeps school day clear from interruptions

11. Works with teachers on parent conferences

12. Has a sense of humor

13. Listens to teachers' ideas and opinions

14. Has satisfactory relationship with children

15. Is efficient in handling of discipline

16, 1Is efficient in total school organization

Date

O
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DODGE CITY, KANSAS
Use of form by prineipals: ysed syscemwide at both elementary and secondary levels,
Frequency of evaluation: Not reported.

Disposition of completed forma: Available to principals and central office administratiom,
but have not as yet been shown to board of education.

Foir used:

FORM FOR APPRAISAL OF SCHOOL'S ADMINISTRATOR
Rating scale: (1) strong, (2) acceptable, (3) needs improvement,

Please evaluate the administration of this school as to proficiency in the fol=-
lowing areas: (Feel free to omit ftems {f you are uncertain,)

1. Provision of needed help for teachers,

2, '"Backing of teachers" when they need ft,

3, Pride in the teaching profession,

4, Contribution to staff morale,

5. Sense of humor,

6, Courage and ability to react well under pressure,

7, Accessibility - willingness to listen to teachers and students with

problems,
8, CGeneral organization,
9. Maturity of judgment.
___10, CGeneral discipline,

11, Evaluation of teachers,

12, Educational philosophy,
13, Honesty and dependability,
14, Ability to hold temper and maintain even disposition,

15, Provision, in the school program, for individual differences,
16, Faculty meetings.

17, Extent to which tke program tends to help students become more self-

reliant,
18, Personal appearance,
19, Enthusiasm,
____ 20, Tact in dealing with students, teachers, and others,

21, Provision of democratic leadership.
22, Cooperation,

23, Orientation of new teachers,
24, Orientation of new students,
25, Maintenance of cumulative student records,

26, Empathy for students,
27, Empathy for teachers,
28, Gzneral efficiency of school office.

Additional comments or suggestions:
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CHEYENNE, WYOMING
Use of for: by prineipals: Voluntary on part of principals, since 1968-69,
Froquenoy of evaluation: Annually, at midyear.

Disposition of forms! Teachers give completed forms to department chairmen, who in turn give
them to the school advisory committee., The committee tabulates the re-
sults, gives the principal a copy of the summary, and destroys the in-
dividual forms. Unless the principal so requests, the summary is not
placed in his personnel file.

Forr: used:
SEMANTIC-DIFFERENTIAL ANALYSIS
Directions: Whether you are rating yourself or others, you can give one of seven
different ratings for any one category. A glance at the test will quickly
show you six of the seven. The seventh is a ""no opinion, " which should
be indicated by marking the middle column.
Very Quite Slight Slight Quite Very
competent N N ) L incompetent
1 1 ¥ ¥
not approachable { — ¢ } approachable
speaks up { — — } clams up
follower | 4 — | leader
sincere ' ' ; = insincere
L] '
stubborn . v | L flexible
1 | e 1 I
listens . L } L doesn't listen
4 I l
fence straddler . L i IL takes a stand
r I I
acts | | | | procrastinates
! I | —
closed-minded I I | _ cpen-minded
) ! F i
gets to point \ | { 1 roundabout
i 1 f U
emotional . | ! % objective
1
lelps others f ' } I ignores others
) | ¥
unfair 1 ' I l fair
¥ I L f
solves problems . | f L ignores problems
T T { —
restricts others | } ! ; permits initiative
sees both sides ( | f L sees one side
f i T —
guts \ \ ! [ gutless
f 1 1 | —
Self Rating ?
Person Being Rated Yes No
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DUBUQUE, IOWA ~- Irving Elementary School
Use of form by prineipal: Voluntary, used by one principal only.

Frequency of evaluation: First used in 1968-69; will be used occasionally, but not every
year.

Disposition of for3: \Unsigned forms were given to principal's secretary. Principal made a
composite of the evaluations to guide him in {mproving his work.

Form yged:

ADMINISTRATOR EVALUATION

BE SURE TO MARK AN ANSWER FOR EVERY STATEMENT

Always true
True most of the time
True about half of the time

Seldom true
Not true

My administrator:

1. Encourages teachers to come to see him with their

problems 123 4 5
2, Offeys criticism and/or praise in a constructive
manner 123 4 5
3. Seeks to maintain good inter-staff relations and
morale 123 4 5
4. 1Is receptive to ideas from his staff 123 4 5
5. Treats all the faculty equally 123 4 5
6. Is flexible 123 4 5
7. Fosters good relationships between staffs 123 4 5
8. Works toward a good staff morale 123 4 5
9. 1Is a knowledgeable resource person 123 4 5
10. 1I5 willing to admit his mistakes 123 4 5
11. Expects too much of his teachers 123 4 5
12, Treats his staff members with individual respect 12 3 4 5§
13. Has a sense of humox 123 4 5
14. Encourages differences of opinion 123 4 5
15. Encourages creative teaching 123 4 5
16. Cares more about what some teachers say 123 4 5
17. 1s receptive to new ideas 123 4 5
12. Accepts suggestions from his staff 123 4 5
1¢. Praises teachers for jobs well done 123 4 5
20. Lets me know what is expected 123 4 5
21. 1s afraid of change 123 4 5
22, Keeps teachers well-informed on new school poli-
cies and procedures 123 4 5
23. Is never too busy to listen to problems of mine
or other tecachers 123 4 5
24. Listens with understanding to what I have to
say 123 4 5
25. 1Is consistent in his application of school pol-
icies and procedures 113 4 5
26. 1Is receptive to my trying new ideas 123 4 5
27. 1s cooperative with others 123 4 5
28. Enjoys his work 123 4 5

ERIC

Aruitoxt provided by Eic:



EE

- 44 -

I EVALUATION OF LINTRAL OFFICE STAFF AND SERVICES

In two ot the responding systems, Fayette County. Kentucky, and Aberdeen, Washington, central
office administrators are evalusted by the principals. In Aberdeen, teachers are also permitted to
evaluate central office subject matter directors and coordinators. The form used in Fayette County
is the same as that used by teachers to evaluate principals (see page 36). In Aherdeen, however,
separate fo:ms have been developed, and are reproduced below. The first form is nsed by principals
to evaluate the superintendent, assistant superi~tendent, and administrative assistant for business.
The second is the form used by teachers to evaluaic directors and coordinators.

In Alum Rock Elementary School District, California, each year principals are required by board
policy to evaluate the services and functions of the central office. A committee of principals ap-
points groups of five or six principals, each group to evaluate cre of six areas in the central of-
fice--the superintendency, adrinistrative services, instructional services, business services, per-
sonnel office services, and special services. The membersh’p of the six groups is selected to pro-
vide a broad-based cross-secticn represeatation of the district, recognizing such factors as the
availability of the principals, the inclusion of upper grade and K-6 principa's, experience, number
of school personnel, and target area schools.

The meetings to evaluate the services and functions of the central office are held between the
close of school and the first of July each year. Each group selects a chairman who calls the meet-
ings and a recorder who records group discussions, summarizes the findings, and reviews the stmmary
with the nerbers of the group. The chairman is responsible for interpreting the group's findings in
a conference with the superintendent. The groups are each provided with a list of responsitilities
of the offfces they are evaluating to gufde them in their discussions.

Additionally, two systems--Shoreline School District, Washington (Seattle), and Glen Ridge, New
Jersey--use a form for noncertificated personnel to evaluate their supervisors. The Shoreline form
is reproduced in ERS Circular Xo. &, 1969, The Evaluation of Noncertificated Pevsonnel (48 p. $1.50)

Aberdeen, Washington

ADMINISTRATOR EVALUATION OF CENTRAL OFFICE STAFF

Name of Person Being Evaluated

Instructio1s: You are asked to rate your central office staff on the following
scale. Your rating will be anonymous. You do not need to sign the evaluation
sheet. A summary of results will be us2d by the Superintendent with the admin-
istrator to work toward improved effectiveness.

Always Seldom Not Enough
or Some- or Information
Usually times Never to Respond

1. Demonstrates an interest in what
is happening in each school and
program.

2. Stimulates the adaministrator to
be creative im his work.

3. Yakes wise assignments of re-
sponsibilfties to each admin-
istrator to utilize special
talents and provide the best
program for the district.

4. Attespts to understand and
‘. help resolve administrators’
professfonal problems.

(Continued)
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ABLRDEFN, WASHINGTON (Continued)

P LA
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Is readily availesble for
consultation by administrators
and makes them feel welcome to
bring problems to him.

Studies implications before
changing the school program.

Consults with administrators
when developing new programs.

R, ,s% 'wrtands and tolerates

10,

11.

12,

13,

14.

15.

16.

17.

18.

19.
20.

21,

differences in point of view
in his staff and coumunity,
where appropriate.

Works effectively with staff
as a group to Iimprove program.

Plans and conducts worthwhile
administrators' meetings.

Effectively resolves conflicts
between adrinistrators.

Has the respect of administrators.

Allows for appropifate amounts
of administrator, faculty and
student involvement in develop-
fng and evaluating school
policies.

Creates an atmosphere of re-
lationships in the schools
conducive to high morale.

Maintains high working standards
for self and staff.

Stimulates professional growth
and development.

Helps adminfistrator to know
wvhether or not he {s doing a
good job.

1s sincere and consistent in
dealing with staff.

Has the respect of teachers.

Takes prompt and spptopriate
action whea a problen arises.,

Plans and implements a well-
organized opening and closing
of the school year.

Always Seldom Neoo En 5h
or Sore- or Inforr vcion
Usually  times Never to! und
——
——
—
—
- —_—

(Comtinwed)
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ABERDEEN, WASKLICTON {Continued)

2.

3.

ERIC
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ation sheet.

Always Seldom Kot Enough
or Some - or Inforration
Usually times Never to Respond
22. Explains clearly and is easy to
understand. ——
23. Does an effective job of
interpreting district phi-
losophy and polficies to staff,
24, Effectively resolves conflicts
between administrators and
teachers and between adminis-
trators and parents and stu-
dents.
Comments:
Aberdeen, Washington
STAFF EVALUATION OF DIRECTORS AND COORDINATORS
Name of Person Being Evaluated
Instructions: You are asked to rate your Director or Coordinator on the follow-

ing scale, Your rating will de anonymous, You do not need to sign the evalu-
A sunmary of results will be used by the Superintendent with the
administrator to work toward fmproved effectiveness.

Always
or Some~
Usually times

Seldoa ¥ot Enough
or Informatfion
Never to Respond

De vonstrates an interest {n what
is happening in each school.

Stismulates personnel to bde
creative {n theftr work.

Attempts to understand and help
resolve personnel's professional
problens,

1s readily avallable for ¢onsul-
tation by staff mexbers and makes
thea feel velcome to bring
problems to hia.

{"ontinwed)
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ABERDEEN, WASHINGTON (Conitirued)
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Always Seldom Not Enough
or Sone- or Information
Usually times Never to Pespond
5. Underntands and tolerates differ-
ences in point of view in the
staff and community, where ap-
propriate. S
6. Works effectively with staf. as
a group to {mprove program. .
7. Plans and conducts worthwhile
staff meetings.
8. Effectively resolves conflicts
between staff meabers.
9. Has respect of adrinistrators. _
10. Maintains high working standards
for self and staff.
11. Stimulates professional growth
and development. .
12. Helps teacher to know vhether or
not he is doing a good job.
13. 1s sintere and consistent in
dealing with staff.
14. Has the respect of personnel in
his area.
15. Does an effective job of
orfenting new personnel to the
school district.
16. Does an effective job of fn~
terpreting district philosophy
and policies to staff.
Commentis:
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SCHOOL SYSTEM EVALUATION PROGRAMS DEVELOPED AND ADMINISTERED BY UNIVERSITIES

Stanford Center for Research and DLevelopment in Teaching,
Stanford University, Palo Alto, California

The Principal’s Behavior Questionnaire developed by the Stanford Center consists of 12 state-
ments, each describing an element of a principal's professional behavior. For each of these ftems,
the teacher 1s asked first to indicate on a 10-point scale the degree to which, in his opinion, the
statement applies to the behavior of an fdeal principal. Second, the teacher is asked to indicate
on the same scale the degree to which the staterent applies to the behavior of his own principal.
From the responses, the Center compiles 12 separatc graphs, each showing the average response char-
acterizing the ideal principal and, on the same graph, the average response of the principal's teach-
ers regarding the degree to which his own behavior meets the descriptive statement. The 10-point
scale ranges from not at all like" to "extrerely like." The graphs are sent from the Center direct-
ly to the principal.

Iniversfty of Illinofs, VUrbana, Illinois

In 1965 the College of Education of the University of Illinois sponsored a demonstration project
for gifted youth, In order to select administrators to participate in the seminar progran, teachers
working under prospective candidates were asked to complete a form relating to their principal. The
first part of the form was composed of 64 statements about administrators; teachers were asked to in-
dicate the degree to which each statement was true sbout their principal, using a [ive-point scale
ranging fron "always true' to "not truve."” The second part of the questionnaire form was an in-basket
exercise in which six hypothetical incidents werc givern, with ffve possible solutfons to each. Teach-
ers were to, imagine that their adninistrator was the director of the gifted program, and were to rank
from 1 (rmost likely) to 5 (least likely) the possible actions thelr principal would tuke, or to offer
an alternative solution if none of the five seemed appropriate. The participating teachers were also
told to rank on the same scale their own probable behavios in the situvation. Both forms were then
sent directly tv the Unfiversity for compilation.

As part of the summer 1965 workshop at the University, the Demonstratien Project for Gifted Youth
constructed a "Style of Teaching Inventory." Students were asked to {isicate on the form the Jegree
to which each of 52 statements described his teacher, ratinp each ta a five-point scale from “always
true” to "not true." This particular evaluation form was also used in the spring of 1968 at Lakeview
Kigh School in Decatur, Illinois.

Purdue lniversity, Lafayette, Indiana

Cupertino Elementary School District, California, reported that in the spring of 1968 the Purdue
Teacher Opinfonaire was used on & trial basis and in the spring of 1969 on a systerwide basis. The
evaluation of the principal 1s one of the factors in the Opinfcnafre. The cbjective of the Opinion-
aire is primarily one of assessing the effect of teacher-principal rapport on general school effec-
tiveness. The form contains 20 statements which might be made about the principal of any school.

The teacher is asked to indicate whether he agrees, prcbably agrees, probably disagrees, or disa-
grees with the statement as 1t applies to his principal.

The completed Opinionnaires are sent to the district personnel offfce for machine scoring. After
the entire form has been scored, profiles are develeped on each of 10 factors neasured by the Opinicn-
aire, including tcacher response to the principal. The profiies sre delivercd to the school for fac-
ulty reaction and discussion.

The San Juan tniffed School District, Carsichasel, California, also reported using the Purduve
Rating Scale for Administrztors and Executivee, but no detafls were subritted.

Educator Feedback Center, Western liichigan University, Kalaazoo, Midiigan

At the tequest of a teacher or principal, the Educator Feedback Center provides a Teachet Image
Questionnsite to be administered to one or more of a teather's claeses, at a fixed price per class,
The questionnaire forn 1s desigred to help teachers learn how students feel adcut and perceive sig-

{Comtivied)
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nificant characteristics of a teacher. Designed to be administered to grades 7-12, the questionnaire
measules reactions varying from poor to excellent in 16 areas including knowledge of subject, fair-
ness, control, attitude toward students, varfety in teaching procedures, encouragement of student
participation, and svense of hunmor.

As soon as the questionnaires have been completed, *hey aie shipped back to the Center for an-
alysis. After analysis, an image profile is developed and sent to the teacher. In additior to the
Teacher Inage Profile, the Center compiles a listing of factors which night be causing prcblems in-
dfcated by the profile and suggestions for possible behavioral changes designed to improve teaching
effectiveness. These are potential causes and solutions based on exhaustive reviews of behavioral
science research from which the teacher may make selectiuns based on his familiarity with the situa-
tion. All feedback i{s confidential and goes only to the perscen on whom it was obtained, unless that
person requests otherwise.

Upon request, the Center will also prepare "superirposed" irage profiles which show graphically
the discrepancfes between a teacher's self-image, his real image, and his ideal image; how students
in different classes perceive the same teacher; and how much perceived effectiveness {s altered over
a period of tire.

Similar services are avaflable for administrators, counselors, and college insiructors,

O

RIC

Aruitoxt provided by Eic:



10.

11.

12,

13.

14.

15.

16.

17.

18.

19.

20.

O

ERIC

Aruitoxt provided by Eic:

- 50 -

B1BLIOGRAPHY

Rating of Teachers by Students

Barbe, Walter, and Stefert, Katherfne. 'wWhat Children Like About Their Teachers.' Childhood
Education 40: 463-64; May 1964,

Berger, Allen. "Students Study Teacher: .'" Clearing House 35: 527-31; May 1961,

Bledsoe, Joseph C., and Brown, Iva1 D, "Role Perceptions of Secondary Teachers as Related to
Pupils' Parceptions of leacher Behavioral Characteristics.” Journal of Educatfonal Research 61:
422-29; May 1968.

Brady, Elfzabeth H., and Richardson, Sybil K. '"How Do Children View the Teacher?" (hildhood
Fducation 36: 111-12; November 1959.

Bryan, Roy C. '"As Students See Thefr Teachers." NEA Journal 57: 20-21; April 1968.

Bryan, Roy C. Pupil Rating of Secondary School Teachers. Contributions to Education, No. 708.
New York: Teachers College, Colu-biz University, 1937. 96 p.

Bryan, Roy C. "Pupils' Perceptfons of Teacher Merft: A Factor Analysis of Five Postulated Di-
mensfons."” Journal of Educatfional Reseafch 61: 127-:8; November 1967.

Bryan, Roy C. ''Student Reactions to Teachers."” Clearing House 36: 358-60; February 1962,

Bryan, Roy C. ''Students Evaluate Their Teachers.” Bulletin of the Natficnal Assocfation of
Secondary-School Frincipals 45: 68-72; December 1961.

Bryan, Roy C. Twelve Teachers and Thelr Effects on Students. Faculty Contributions, Series IV,
No, 4, Kalamazoo, Mich.: School of Graduate Studies, Western Michigan University, 1959.

Castetter, D. Dee; Standlee, Lloyd S.; and Fattu, Nicholas A. Teacher Effectiveness: An Anno-
tated Biblfography. Bulletin of the Institute of Educatfonal Research. Bloomington: Institute
of Educational Research, Indiana University, 1954, 104 p. (See page 2 for list of references
dealfing with student evaluation of teachers.)

Dallolio, Helen C. "Teachers on Trial: Croup of Pupils Tell ¥hat They Like in Teachers."
Clearing House 29: 497-99; April 1955.

Delaney, A. A. 'When Students Rate Their Teacher."” Fea:ndy Journal of Education 37: 222-25;
January 1960.

Gage, N. L., and others. Teathers' Understanding of Their Pupils and Pupils' Ratings of Their
Teachers. Washington, D. C.: Anerican Psychological Assocfation (1200 - 17th Street, ¥. W.},
1956. 37 p.

Gulo, E. Vaughn. "Rural Students' Attitudes Toward Their Teachers." Joumnal of Educatfional
Research 62: 88-93; October 1968,

Hall, Vernon C. ‘''Former Student Evaluatfon as a Criterfon for Teaching Success.” Journal of
Experimental Educatfon 34: 1-19; Fall 1965.

1]

Hood, Edvin M. '"Student Evaluation cf Teachers.” Bulletin of the National Assocfation of
Secondary-School Pr ncipals 41: 116-30; February 1957.

Howsar, Robert B. Who's A Good Teachetr? Prcblems gnd Progress in Teather Evaluation. turlin-
gane, Calif.: California Teachers Association, 960, p. 3I-34.

Isaacson, Robert L.; McKeachfe, Wilbert J.; and Milholland, John E. "Ccrrelatioa of Teacter Per-
sonality Variables and Student Ratings.” Journal of Educational Fsychology S&: 110-17;
April 1963,

Leeds, Carroll H. "Teacher Behavior Liked and Disliked by Pupils.” Edication 75: 29-37:
Septerber 1954.

{Contired)



21.

22.

23,

24,

25.

26.

27.

28.

29.

31.

32,

37.

8.

i,

42.

Q

ERIC

Aruitoxt provided by Eic:

-5 .

Leipold, L. Edmond. "Students Do Have Favorfte Teachers." Clearing House 34: 240-41; Decenmber
1959.

McCall, Willfiam A, Measurement of Teacher Merit. Bulletin No. 284. Raleigh, N. C.: State
Department of Public Instructfon, 1952. (p. 37)

Matlack, Harry H. "Junfor High School Students Reflect on the Ideal Teacher." (Clearing House
24: 26-28; Septcmber 1959,

Morsh, Joseph E.; Burgess, George G.; and Srizh, Paul N. '"Student Achievement as a leasure of
Instructor Effectiveness.” Journal of Educational Psychology 47: 79-88; Februarv 1956.

Murdock, Royal P, The Effect of Students' Achfever nt and Rating. Final report. Salt Lake
City: Unfversity of Uteh, October 1969. 23 p. (ERIC Accession No. ED U3% 715)

Nation's Schools. 'Teacher Evaluators: California School Plans Rating Checklist.” Nation's
Schools 84: 50; September 1969.

Nelson, Kenneth G.; Bicknell, John E.; and Hedlund, Paul A. Development and Refinement of
Measures of Teacher Effectiveness. Albany: New York State Education Department, 1956.

Owen, li. "Who's the Good Teacher?" High Points 48: 62-63; January 1966,

Paraskevopouleos, loannfs. '"How Students Rate Their Teachers; Rogge's Style of Teaching In~
ventory.” Journal of Educational Research 62: 25-29; September 1968,

Patton, Robert A., and DeSena, Pavrl A. "ldentification Through Student Opinion of Motivating
and Nonmocivating Qualities of Teachers." Journal of Teacher Education 17: 41-45; Spring 196b.

Punke, Harold H. "Pupil-Teacher Relationships of High School Senfors.” Bulletin of the Na-
tional Association of fecondary-Schuol Principals 45: 64-71; May 1961,

Reed, Horace B., Jr. "Teacher Varisbles ¢f Warmth, Demand and litilzation of Iatrinsic Moti-
vation Related to Pupils' Scic... nteresis: A Study lllustrating Several Poientiale of
Varfance~Covariance." Joumal of Experimental Education 29: 205-29; March 1961.

School Management. '"Three Gimmicks That Help Teachers Grow: Teaching lnventery.' School Man-
agement 12: 92, 95; February 1968.

Simpson, Ray H., and Seidman, Jerome. Student Evaluation of Teaching and Learning: 1lllustra-
tive Iters for Teacher Self-Evaluative Instruments. Washington, ¥ C.: American Association
of Colleges for Teacher Education (One Dupont Cfrcle, N. W.), 19€2. 38 p.

Sister Josephina. "Study of Attitudes {n the Elcmentary Grades." Journal of Educational
Sociology 33: 56-60; October 1959.

Sister M. Amatora. "Tead.er Rating by Younger Pupils.” Joumnal of Teacher Education 5: 149-
52; June 1954,

Sister M. Theopane, and Rasor, Arlene. ''Good Teaching as Seen by Junici High School Pupils.”
School Review 64: 72-75; February 1956. Condensa2d: Educatfon Disgest 21: 4&0-41; April 1956.

Sister Maty Xavier. "How Do You Rate as a Teacher? Ask Your Students.” Catholie Scheol
Journal 69: 36-38; January 1969,

Symonds, Percival Mellon. "(haracteristics of the Effective Teacher Based on Pupil Evaluations.”
Joumal cf Exterirental Education 23: 289-310; June 1955.

Tuckma,, Bruce W., and Oliver, Wilsot F. "Effectiveness of Feedback to Teachers as a Function
of Source.” Journal of Educattonal Psychology 59 227-31; August 1968,

Vander Werf, lester S. "The Teacher and His Pupils."” How To Evaluate Teachers and Teaching.
New York: Rinehart and Company, 1958, p. 24-26.

Veldman, Donald J., and Peck, Rebert F. "tnfluences of Fupil Evaluations ca St dent Teachers.”
Journal of Educational Psychology 60t 103-108; April 1969.

{Contirueu)



- 52 -

43, Weintraub, Samuel. "Pupil Concepticns of the Teacher." Reading Teacher 20: 441, 443, 445-46;
February 1967.

44, Witey, Paul A, '"Some (haracteristics of the Effective Teacher." Educational Administration and

Supervision 36: 193-208; April 1950.

45. Yonge, George G., and Sassenrath, Julius M. "Student Personality Correlates of Teacher Ratings.’
Journal of Educational Psychology 59: 44-52; February 1968,

Rating of Principals by Teachers

1. Daw, Roteit W., and Gage, N, L. '"Effect of Feedback from Teachers to Principals.' Journal of
Educatiimal Psychology 58: 181-88; June 1967,

2., CGentry, Harold W., and Kenney, James B, 'The Performance of Elementary School Principals as
Evaluated by Principals and Teachers.' Journal of Educational Research 60: 62-67; October 1966.

3. Wwoldy, Gilbert R, "Teachers Evaluate Their Principal.”" Bulletin of the National Association
of Secondary-Schuol Principals 45: 145-50; October 1961.

ERIC

Aruitoxt provided by Eic:



School Admlnls!;atorg and’ the Rosearc
D{vlston of. lho Naﬂo' l Edueation‘ mo--’

EDUOATIONAL RESEARGH SERWCE GIR- ,
CULARS reportinq current practlees in-
: various areas of focal' school ‘administra- -
> tion, afe lssued six 1o ten times year.
;" Subscribers to the Servics receive oné
*: copy of each clrcular ‘autoraticatly. Larger
: quantltios. wher ordered directly from ERS, "
" are avalfable to oubscdberc at a epodai
discounl (29 coples, 16%; 10 or more,’
30%) Nonsubscribers may purchase sine oo
- gle coples at the price Indicated on the »7‘ f
;oovef ol dach Circular, ot large? quantties”
al the’ roqular NEA diseouni (Mi,ooplu,

PE AT W

PLEASI’ NOTE' SuMHptlom to the ERS ;
« CIRCULAR ate not accepted sepsirately

from” u subocﬁption Io the ° eomplote
OGMOO. f ¥ ;

A wbccdption to ens |o seo a year and
‘may begin on the first of any month. For
commelo Intormauon. wfno tos 1%

\"yc

' EDUCATIONAL RESEARCH s’eavacs
- Box 8, NEA Buliding - . -
1201 Sixtesnth Sttoe!. Nonhvmt

JAruitoxt Provided



