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Imtroduction

, The- Nat al CAtholic Edutational As octet' n

r.

considers itself to

a service organization devoted to its members. .Froril time

'papers are commissioned by departmints of NCEA-1 _SeviraltimdtVarious

. of these -pape s have,been ass=embled into this booklet in- the hope of

providing-valuable service to those engaged in Catholic education.

The f,i first paper,'"Guidelines for Hiring Teachers," discuse,S general

principles which i d -guide the - employment' practices of CathOric

va teas prepared by the Commission on Teachers And Teaching-of

Secondary School Department NCEA.

next paper provides a 2I-point summary.of the characteristics which
tr

should b ,exemplified-in a teacher insa Catholic school. It.should be
.

utjlized bath iri the preparation of an application form anad in the

'interview profess. This paper was prepared by the Commitr e on Personnel
1

f the Supervision, Personnel and Curriculum Section of the Department of

Chief Administrators of.Catholic'Education, NCEA.

The same committer preparr ihe next paper, "Procedures for-Selection

of Jeacher fdr Cathol i Schools." Fn outl i.nel, form, suggestiOns are made

1 'Lions and for the condUcting of an in erview.for the preparation

The premise made is that each diocese or scho "1'1 prepare its own

applic ion blanks which will reflect local -polici

As a follow up-to the hiring of teachers,

is necepsary. Rather than a detailed scheslu_

Suryey of Pre/in-Service Progams for New Teachers

and approaches.

sented by Rev.- Robert J. Shuda, ph.p. -at the annua

ion program

a paper\ "A

This paper was pre

of the CACE



Department in San Diego,- October, 1974. Fath r Shuda is Di ector,o Edu-

cation fdr the Diocese, of Greensburg, Pa.

Turning from the teacher to tfvp,rincipal Karl ertz, Ph.D. has

prePared a paper--;--14L1ring a Principal in a Catholic School: Guidelines for

. the Search Committ The Secondary StWol Department of NCEA has received

permission to dist ibUte this paper. )6itially, this paper served as 'a

guide for the Sear h

A final section

B ebet.0- Prepafatory School in Indianapolis.

ncer evaluation procedures and instruments After.

presenting an historical ov f-v'iew of the evaluation of supervisory trends

in out 9 f:education, , thi's section gives some of the current issues

and practices In the appraisal of teacher effectiveness, luation is

seen as a means to promote 'teacher growth and t provide better instruction

for students as well as-an adMinWrative necessity.. A bibliography of

We'evalu ive function, also provided.. materials relating

Appendi A, we have placed a summary o thOughts froM the Bishops'
qs,

,Pastorgl, To Teach /A . They are pres nted as guiding prim iptes

'go ,

for teacher co mitment but AA_Veryonp,

,administrat

involved fn Catholic education

rs, teachers, parents and studen -;4 should be acquainted with

them,. these principles have been assembled _ he Committee on Personnel

of the Supervision, P!e, and Curricul m SeCtlop'9f.theSACE Department.
2 s

which prepared thesein addition to those who served on emit

documents (Appendix B), we e espetiaif indebted o Br.o. Mpdard Shea c.F.X.,

Assistant Superintendent fd-itegiher, Persohnel, Diocese 40!eBr'Ooklyn,

contributed, much valuable ti

4.

and offart to, this Oedje64 .

Rev, Msgr. Francis X. Barre
Br6:. John D. Olsen, C.F.X.

May, 1975
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Guidelines for Hiring Teachers for C

prepared by

a holic Schools

4

Commission of leachers and Teaching
SecOndary School De'partment, NCEA'

_atholid aucators identify the uniqueness the Catho lc schoo as-

one of the prime reasons for their existence. 'Uniqueness .thi; context.,

centers on.'the 'religious instruction and the dlimate in the school for the

religious development of students. The statement of the .philosophy which

'each' school proclaimsis an attempt by the staff and the school community

o express an idea of hoi their'school is unique. This NCEA -tudy.,recog-

nizes-the central position. that such statements of uniqueness must hold iR-

th hifosophy of the Catholicschool.. The guidelines arid recommendations

Whj1\.:.h follow are meant to be used by Catholic school educators to help them

late the philosophy of the school into viable theories and practices for

the hiring of new teachers..

The:Executive Committee °Cale NCEA Sendary 'SchOol Department Conducted

is survey during 1973-74 of how Catholic-high schools actually _ L

stated philosophy of their schoo

e the

in the prbcess of hirin new teachers and

providing in- service. programs for active faculties. The pauclty'of programs

reported and the requests of so many pr...ycipats in the survey for information

in this area'make two thigs clear. Catholic high sdhool administrators do

not generally use the philosophy of their schools in the process of hiring new

teacher Or developing in-service programs; there is a need for some practical

guidelines in these areas.



While .l t is comoian p rect i to for.. h schoo

of -goals and object ives it is equally true

more rhetoric than actual practice... As ,ea r

tat Anents

that such statements often are

y as.1964Ret.

the noted. Jesui t sociologist. and researcher, found that

studied few i
. -

n-approaciied the goals s'ta ted ir, ?their

Joseph fich er,

schoJS-1-ie

'em school

phi I ostlphies. If theory and -prra c ice are. the actiral accompl Aliment

philosophy of the school , the conc,1 u i On .must'

of- ma is not the rte. _philosophy

Dr. liege. El ford, former Di rector f Rest

f the

that the stated philosophy

school operates
At

oh for NOA, designed his boOkle

The Cathol i c School in- Theory and Practice, with. this rea I i ty.. in mi nd. The

El for# self-study process presses faculty, members to a ee., disagree that
iv.

practices do exist or hould -e ist their sqchool .

of these responses-, .the staff is encouraged to re

Fol lowing a discuss ion

e the phi loshphy, of the

school. TThis same process is used in the elementary and se6ondary school

Sections of the NCEA publ ica ion 1 which is designed to get a s hdol staff to

examine the practices and theo les. operati ng in the school in, tht light of

the Bishops' Pastoral, To Teach As Jes'us Did r Message, munit' Service

Today, no Cathol ic° school can undertake to rest-ate its phi losophy without.

reference to this pastoral.

When o ]chool has a stated phi losophy which can actually be seen in

practice in the day-to-day operations of the school-, the administrator has

an instrument upon which to base his s judgment about the sui tab') i y of a-,

prospect ve teacher to join the staff. This assume that the pro-spect

teacher has al ready, been found competent and desirable i n' one of the depart-,

men s of the school. The principal or school edmi ni .t._-.getor must then be

I

,iving Form to 'the s ion. The Practice,nPas oral Na n 1 CatholicPastoral
Educational Assooriation, Washington, D.C., July, 1W-7

er
2



wtereste01

pec

y,

before completing the hiring process ter d termibe whether the

teacher can workposjtively within the parameters of thedctual

the school. Poi-example, the school philosophy may incorporate

the concept that Cathe,flic edycation

faith that is

means to help students develop a

conscious and Active. The principal'-s interview -may

el om the prospective teacher how he will be able to contribute to this ?

AI .

- hoped -fot religious growth of students,

The esuit Secondary Education' Assoc iatiol under 'the leadership of its

President /Rev. Edwin McDermott, S.J., has ggested _some competencies2

which .principal may judge necessary for apostolic consciousness on the part

f the prospective teacher. Twia of these -are offered here to illustrate the
}

types of competencies that might be considered valid in the decriOn

hire a hew -teacher.

Competency I - The applicant must -be able to Manifest to students
awareness of the apostolic mission in teaching.

(a) Shows a willingness to join together with
the rest of the staff to perform specific
works of service.

Would try to provide students with :oppor-'
tunities to see that there is no dichotomy,
between the sacred and the secular areas of
man's !life.

Indicates a.w i l l l guess to' speak of:Gospel

values:and'O share:in school liturgical
end prayer experiences.

The paper entitledCha acteristics of Teachers in CathuIrc Schools,,
could be utilized as a list of competencies-See page Thr-TITITI7)6Fre717.7-

:



Competency 2 The, applicant is interestedin quiNro tudents to
1

become mature and responsible persons- inIhe Church
and civil -society.

Manifests an ability to encourage students 'to,
lacocepf responsibility, make value judgments 'and
accept. the consequences for 'their decisions.

Exhibits a Concern that stWents be aware of
unjust social structures in thig country and
other cbuntries!

Expresses a,de6p concern for the oppressed-
, peoples of developing nations.

(d) Indicates a style, ofteaching that Uould
respect the individuality of each student
and that would foster a positive learning.
environment.

(e) Interested in providing student learning
experiences that encoura e coope
rather than competition.

eo
.

Exhibiq a s'ense of self-Control and otignity"--.:

__The dis-eus-s-i-o'nbetweerr tlh principal and CEe prospective teacher can

,pro 'Qide the principal with,e fair evaluation of the person's potential to

become a positive, addition to the-faculty. It must be recognized, however,

thtt while the'Trincipai may have before him _.during the intrviewa set of

clea ly expressed competencies, these are stiiionly guidelines, to help him

Make a subjective judgment on the potenti 1-value to the school of the

prosp tive,teacher.. HoweVer, th6:desi competencies should flow directly

out of the statement of:tihe philosophy of the school.

The last step i.n this process A5. he-determination by the principal

hether or. not to hire the kndividu6;L ,This process assumes that the

principal' will already have from department hea'ds:of the school a separate

evaluation of the prospective teacher, Just as it is important Co base teacher

selection on a critical judgment of the teachert_ professJonal competencie;

equally important thgt the Krin
so, too, in he Catholic schoo-1---it



.

the teacher based on an evalvation of at least.a recognition of the.

Christiaf competencies e would bring to

is it suggestect

tha

a school .Nowhere in this process

an inqUisition be carried out by the'princ pal no

the prospective teacher be subjected .to an-invasion of the privacy,

f his conscience or'of h s style of life. The process does emphasize an

evaluation by the Administrato responsible for hiring tha,t the prospective

teacher has the basic .competencies which teaching 'in 'a school with a given

expression of its philosophy would require.

4t is obvious that the process involved here, s more than'a hi irrgTone.

f
The prodess of faculty consensu on the.philosophy of the school ,is in its el

a process of in-service training for the staff.

At the beginni-ng of each school year, is important that the principal
..e

.0

and the staff start with,an agreement on general goals and specific objectives

for the year: This can be done only if the staff has already accepted a

single chaps staterigra o its philosophy. Kopwing its specific objectives,

I
the principal and staff _a e them.in a position to establish plogties of

'Lift, finances and staff resou -e to be expended in seeking to achieve -those

objectives. The in-service nature of the program continues through the year.

Like the spinning earth, such a process for hiring and in-service must become

a self-per(Atuating one.



Character'-isfies of Teachers.

prepared

Committee on PersonKel. of Supervisiin, Per
'and Curriculum Section

,Department of Chief AdministratOrs, NCE

. The teacher. ,understands_and'actepts the fact tha
are operated in accordance with the philosophy o,

edbgatiOn.

The teacher accepts and supports the on-going building and
living of a- Faith -Community, not simply as ,a concept to
be taught but as a reality to be lived in worship, service;
and interpersonal relationships..

The teacher has an overall .knowledge of the goals of the
entire schooljirogram and can relate his specific expertise_
,to these goals.

/

The teacher reflects-in his personal and professional life
a commitment t.o Gospel values and the Christian tradition.

.The teacher-acknowledges .that faith Commitment is a free
gift of God that is both relational and intellectual:

The teacheraccepts the responsibility'for providing an
atmosphere'for fostering the dev lopMent of -a faith--_

commitment%.by the students.

The teacher accepts accountability in the fu.l f.i l lment
his 'professional responsibilities.

The teache accepts- professional evaluation of his performance.

The teacher demonstrates good classroom Managment and ecord7
keeping techniques.

1Q The teacher provides for continuous- professional growth by
.

engaging in advanced studies, rterding workshops and in-
service programs, -reading current krofessional journals
End adapting to improved-teaching ideas, methods' and
materials.

14. The teacher recognizes and appreciates. the contributi=ons of
the other memher5 of the professional staff, and:shares with
them his ideaS,- abilities and materials.



12. The teacher understands the limits of his professional com-
petencies and makes appropriate referrals for the benefit.'
of the student,.

The teacher recognizes and respects the primary role
the parents in the education of their children.,

14. The teacher relates to the students in an adult Christian
manner and contributes to the student's sense of self -
worth as a Christian person.

15. The teacher shows an understandihg of the principles,of
human growth and develepment.

7

16. The teacher is creative and resourceful in choosing i struc-
tional materials and in using app;rtiOriate, School and
community resources to facilitate optimum learning for all
students.

17. The-teacher fosters the apostolic consciousness of students
by encouraging them to join in experiential learning
activities that give witness to Christian justice and love.

-18. The teacher motivates and guides the students in acquiring
skills, virtues and'habits of heart and mind required to
address with Christian insight the multiple problems of
injustice which face individuals and our pluralistic
society.

19. The teacher demonstrates the use of skillful questions
that lead pupils to analyze, synthesize, and think

'20.- The teacher provideslearning experiences- which enable
students to transfer principles and generalizations
developed in -.school to situations outside of the school.

21. The teaCher provides for on-going evaluation of students
and the learning program in order' -to modify the learning
process in accord with each student's needs, interests
and learning patterns.



4
Procedures for Selection of Teachers for Catholic Schools

prepared by

Committee on Personnel of Supervision., Personnel
and Curriculum Section._

ant of Chief Administrators, NCEA'

A. Application Process

I. include questions on role of; teachers in light of purposes,,
and- uniqueness of Catholic schools.,

Ip collection off actual data le aware of limitations
placed by Equal Opportunity commissidn On certain
information.

Obtain information on academic background and credentials;
accept only official transcripts.

Include statement by applicant as to the accuracy of
the information, e,g., "I understand that any misrepre-
sentation of facts in this application will be
considered just cause for dismissal_ at the discretion
of the employer."

Ask permission to investigate any of the facts or state-
ments submitted, e.g.,"1 hereby grant
permission to investigate any of the facts or statements
submitted to me, except where my written statement upon
this form specifically requests that no investigation
be made.''

6 Indicate on application the lengLh of time you will file
the application if the person is not hired.

Check with previous employer.

If applicant is ex-religious, contact formerCongregation;
let applicant suggest one person and you select another.

9. Be sensitive to the problems caused by test minute or
panic hiring procedures.

Background Preparation

1. The two previous documents, Gutdeljhes for Hiring Teachers
for Catholic Schools and Characteristics of Teachers in
Catholic Schools, should be the applicatTon
prepared.

8



2. Both the applicant and .,the interviewers} should be
familiarwith,what will be expected of the teacher.

IntervieW Process

All documents and materials (references and transcripts
should be on file before the interview is conducted
realize it may not be possible to obtain informatton
from preSent employer

During interview respect the confidentialitye
information submitted.regarding the applicant.

Interview questions and discussions should focus on
Guiding, Principles for Teacher Commitment in Light
of the Pastoral, TO TEACH AS JESUS Dti..D, Guidelines

for MTH-1g Teachers for Catholic Schools, and
Characteristics of Teachers in CaTF;TTZSchools

More than one person shouldHntervieWthe applicant
(both at central o.ffice levels and at local school

,Make notes as soon after the interview as- possible.
Be honest. Include both strengths and weakneSses

of the applicant.

6 If possible, Interview process should Provide for.
observation of applicant in classroom situation:

Orientation Program

I. In order to avoid conflicts between theory and practice,
build program around. the Guiding Principles for

Teacher Commitment in Light of the Pastoral, TO TEACH

AS JESUS DID,'-and Guidelines for Hiring Teachers for

Catholic Schools. Words and witness must be harmonized

in order,. to avoid ambiguity.

2. The Characteristics of Teachers in Catholic Schools
could be introduced as a Se! f7eValuation guide for

the teachers. .



A Survey on Pre/In-Service Programs for New Teachers

by

Rev. Robert.J. Shuda, Ph.D.
for the Department of Chief Administrators, PICEA

As the result of a survey taken in the Fall, of'1974 to which 83 of

165 (arch)dioceses responded. (about .50 percent), 32,5 percent indicated no

organized pre/in-servi-- programs for new teachers,-36.1'perCent answered

that such program provided by local principal individual Schools,

=31.4 percent stated (some with suppleMentary, material) that central/regional

programs were offered for new teachers under diocesan aegis: The majority

f respondents did say that in-service programs were being offered for all

principals and teachers naturally including new teachers, while a

minority of respondents indicated some tYpe of program offered for principals

new to the diocesan system. One could conclude, then, that most dioceses-

have no formal pre/in-service program prepared by the central office for

teachers new to the Catholic school system.

Some General Aspects of Existing Programs

With 'some variation programs offered locally and regionallY or centrally

'show similar tendencies. While local programs are usually attendance-

,

mandated even by contract,_ broader programs usually "expect' "urge'

attendance. They are presented free - except possibly for lunch costs,

predominantly without credit, before or in early part of the school

year, sometimes during school hour e often after school, rarely on

weekends. Rarely is the public sector or the religious comffiuhi_y involved.



the level; the anages the pregram-, on the:central level,

central staff manages the Whatever evaluation occurs depends on

available time; individual admirjistrative insight'and, sometimes, supervisory

help from eligiouS,comm nity qbnsultants. Normally, especially at the

central gatherings, the progr9Fm is a one-shot-affaif.

Some Specific Asper s C'i'ting Programs

Local 'school programs were hard to come

local programs are Bing presented, the specific vary fnrri one school to-

another. There we e indications of share-io faculty

meetings, admini natively- directed metings, ,bUt no'eommonality.

0n the regi nal/central level, prograMs appeared to take on-the

aspect of "welc me-to-the-club".oTi htation meetings, scheduled separately

or chedul-d-t specially with an alirteacher Meeting. Under the orientation

umbrella, the e programs usually covered one or more of these three topics:

(1) the ph 1 ophy of Ca holic.educafionH2 the policies and prac ices

of the d o ese re teachers, especially those points important to the-teacher

beginning in the system; and (3) -curriculum specialization.

For example, one medium-sized diocese scheduled a six -hour day _9 am

beginning 07-a welcome by the s-uperintendent and going on (with

-ample offee breaks and lunch) with such topics as: teaching in a Catholic
_

schoo religion in the Catholic school, organization and bookkeeping,

:cer, fiction p ocedures, the teach_r and auxiliary personnel the Catholic

sch.ol curriculum and textbooks /materials /equipment. Another diocese, after,,

th- welcome, went on to provide sessions for lower, infer' diate and upper

vel teachers according:.to their professional cur.rieular areas. And another

iocese, after the welcome, went over a check-list of "nitty-gritty" points



who is my immediate superior; what about. 'plenboo where do 1 get

materials4texts, etc.; do I collect mid k money?) to orient the teacherto

the system.

In one program or another, such topics were-covered: tbe philoppphy

atholic education; Mate, diocesan and sometimes) local regulations-

policies and practices; salaries and fringe penefLts:,' certification needs;

cular needs; a calendar of the year"- professional events;-organization

lines and contacts; a multiple number of speificiand "hOw to" poi all

which .somehow help to orient and welcome the teacher to a new school,

a new system.

What To Do.'

[

It seems ,that, Considering one' turnover rate (of both lay and rel igious

teachers) in each diocese, new teachers need special recognition and help}e p

(This presumes that 'w principals heed social recog ition and help.)

Central Offices cannot do everything to satisfy new-te her needs;',thus,

much of what is said in this section should also be said to local principals.

At least, an orientation day should be scheduled for new
teachers to let them know th'y belong, have support and
will be helped. Accordi,ng to diocesan direction, the
prograM may vary but shoed include A warm welcome
and a'presentation onAhe special differences ofiCatholic
schooling:

Guidelines (check-lists?) shbuld be centrally prepared_ or
local orientation and follow-up programs for rneW eachers.
These should be issued to'-principals; perhaps the iMplemen-
tation of such Auidelines should be surveyed at diocesan
leeti-ngs of principals.-and at supervisors' visitations to
sthools. ti

12



rurther ideas might be considered. Teacher evaluation
processes are growing-, new teachers need special and
compass ionate evaluation. I nteri ntra school exclinge
of teachers might offer opportunities for bey nd- be-
wail ias-ights and grpwt A master teacher mig t be
,an advantageous approach o new teacher support.
Self- evaluation procedures -for new teachers could be
useful.' and less threateni g. Education consultants
supervlsors) might point dly seek out and listen to
eW'teachers on theirs ool Visitations.

done, d ioce$e s shduld eoniinue with
nd "all prinClals" meetings, of cou
or all new teachers is needed. -As one

respondent to the survey aptly put it all teachers
:Teal ly-:new. teachers alj,the tiMe, might' add--.

'especially when they.',re new new teacher

Allen

on -go

There are. other good programs,. Hopefully,this survey will spur all

,dioeSes to the establishment of such programs.

own and Phi

ng program

specific orient tion- day programs.. in the dioceses of

erphia= In YoungStown and Los .Angeles there are

Salt Lake City has a good ch -klsf fo new teachers.



k

Hiring a Frincinal in a'CatholicSchoo
for the Search Co_ mmitte

by,

Karl HerIZ Ph.

GuidelJmes

Any g'uid.elines for the .hiring of a principal must take into conside a-
t

-,tfr

five general categories. The philosophy of -eductLori as found ip

incgeneral, tJie phi l solDJ-.TY and objectives of a ,specificCatholic educat

school, the methods for determi.ning qualifi ion -and:sources of applicants,

the practical aspects of the --_sition, and'the actual vi

aYe all ingredients. On the pages that foil

cif the applicant

direction Will h-pefully be

given to any group of people who are fated i h'_he task of fd ntifying

new Oripcipal for 6:schopl.

Search Committee

It is important :o recommend

ing a principal will

-et,that the process of identify-

t likely be-effective- if a brdad cross-section the

people involved in the school are also a part of the seleCtion of this edu-

cational leader: A "Search Committee" is a good plate to start. This

group shoUld be large enough to be representative and small enough to'avoid

being -unwieldy. Approximately twelve is a reasonable number. It should

411ze from the outset if is just recommending; it should alSo know if

is expected to come up with two or three choices to be decided upon by
rn

someone else. Above a 1, the Search Committee must understand that it works

for a.School Beard, District Superintendent, a Religious Community or perhaps

A-Pastor. The Search Committee is

it J responsible for seeking ou and

responsible for naming a new principal;

screening the best-qualified and most

acceptable applicants for those who will make the final choice.

14



romps Will certainly be able to contribute to the

-.4nembership of Sear trCommittee : the School Board, or whoever appoints

the Search Commlitee, the administration of the school, the paikrhs, the

faculty ('religious and lay), the students, 'and possibly a.p _fes _n-1

.consultant (a pexscin with special skill, from outside the school, who

will help in organization). B.alanc 0--this group is significant and must.

be-accomplished in a way,that is appropriate for a specific.sehool..- The

consultant ,who wiil certainly'nOt Make th CHO'ce for.the scho: 1 may:

of great,help etermining the make-up o
-

the Search Committee'.

Philosophy and Objectives of-a Specific School

The Search Committee should not only be familiar with the general con-

cepts of a Catholic philosophy

with the

education, but it shOuld also be provided
.

hilosophy and objectives of the school. A given section of a

city Or town may have very distinct needs and a general phil--ophy will not

Ve the school well at this point.' The Search Committee may find a need

know exactly wha are the need5Of this school. They would be wise to_ _

carry their thoughts before "sample gro

the committee epresents, t

of the school community, which

their feelings.

The Search Committee may find it quite profitable to state its charac-

teristics for a principal in a.very straightforward manner. The following
co.

might well be some examples:

oi The principal .should evidence an understanding and an acceptance
of the Christian message as expressed through Vatican II.

The principal should have a sound gilasp of .Catholic traditions
and Current developments in CatholiC educational Problems.

The principal should have a knowledge of child psychology
in today's world.



The principal should have',some specific attitudes toward
the, wayS in which young people express their feeling for
God through worship::

The prialipal should have sound curriculum competencies
which allow .him to promote a curriculum for the school
which soundly addresses itself to, Christian principles.

The principal should be able to express a willingness
eto direct the educational approach toward a service of
mankind.

The principal's own life should give evidence of inte e

in other people.

o The principal should be will ng to promote within the
student body va_set.oif values which it can carry.away
from the schoot and into the community in which the
students live.

The principal should be able to lead the school in

an undestanding of the Third World, peace, oppressed
people, and minority groups.

o The principal should have the organizational skill's
which would allow the teachers to carry out many of the
above mentioned projects. a

o The principal should have the insight and perspective
to see that :the 'people he hires will .greatly affect .-

the young people being taught and will be the front
line of presentation of-Christian values.

o The principal should have. the openness to hear._
ideas of other people and the strength to make
decisions and carry them through realizing that a
_great deal of the responsibility is in his/her
hands. 0

7

Methods for Determining Qualifica ions and Sources of Applic n

The methods for determining qualifications and obtaining applicants,

pf se, was started when the committee became aware of the school's

philosop y and objectives. At that point certain applicant's were

ted. It now appropriate th the Search Committee start to contact

people 'who will have 'knowledge

agencies and individuals -r

-possible applicants.

all helpful:
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Religious superiors

Catholic superintendents of education

6 Educational placement offices at a number Of.univeri ies
and colleges ,

, College deans of educa on

Professors of educational administration

o Friends\ in-Vministration who may have their eye on a
person capable of moving into such a role

o Friend's at universities who may have knowledge of
potential administrators

Edcdlty,members in the school and on the Search Committee

O Administrators in public and non-public schools in the area

o A consultant on :he Search Committee

o Acquaintances in the religious ommunity_and in other1
communities

o Contacts with professional organizations such as NCEA,
NASSP and NAESP

When such contacts are made, it is important to send a-brief job

description, location, and pay range that will he'involved. -Many of the

contacts may be )made by telephone which' necessitates the ability to

articulate the desc iption,of the position immediately.

As the applications start to arrive, the Search Committee will need

some criteria upon which to base its judgment aS,to which applicants

would be worth pursuing through the interview p cess. The following

steps for determining gualifications may prove valuable:

o Does the applicant have the,necessary Professional course
requirements?

The committee can.depend on college transcripts
and state licensing for this determination.

* Does the applicant have the enthusiastic support of
the person doing the recommending?

People and bureaus often recommend, but interestingly

17



enough,j they Flo not always do it enthusiastically:

Have the personal and telephone recommendations for the
applicant been.sound?J.

It is always WOrthWhile_to actually contact
people. Aftem,:theObok'gOod on paper, do riot
be afraid to 'spend, the.money toa l l long.
distance. TheSe,COnta:ts often prove beneficial.

What are the feelings of the Search Committee after
personally'mpetin the applicant?

DO not be afraid to lisSen to "gut reactions"-
when you have been with the applicant. After
all, they may give you the soundest feelings
about how the applicant deal s, with people.,

Nowthe Search Committee, is ready to deal with the visit to the school

by one or more of the applicants to whom the .search has been narrowed..

The Practical Aspects of-the Position

At.thjs point, the applicant and tne,Search. Commi tee mus -t. be .candid

with each other. Neither must hold back information or questions becau56

one of the worst possible outcomes would be br the applicant to -come

the position unaware of some important'feature the school operation

or for the committee t .be unaware of some deepfeeling on the part of

he principal. During the visit to the cheol, t would seem pertinent_

for the applicant and. the Search Committe to discuss the following areas

with the applicant reacting to each:

Discuss the climate of 'the school The-committee should
explain what the school community hopes for from the
schoql both spiritually and academically.

Refer to, the administrative 5tructure of-the school. At
this point the applicant can

,
get a grasp of the adminis-

trarion within the school add such outside forces as
district boards.

-Discussion of what is happening to the previous princ pal
, should take plaice. This topic will greatly affect the
climate within the school. Was the principal fired?
Is there anyone within the school who wants the job?
These are all important factors.



Some discussion should take place concerning who will
actually decide on who:gets this position.

o 'Discuss the role of unions in the-schobl. The applicant
may have strong feelings about this which will greatly,

affect the-school.

o Areas of responsibility and who the principal reports
to are importAt. At this time discussi4rtan,take
pldte, as to whether the principal will have the author
to bring about the expectations that have developed.

o Reference should be made. to the most pressing problems
within the school. This discussion gives ome perspec-

tive to immediate concerns.

o Discussion of minorityperceitages within the school

should take place. It ,Lbuld be appropriate to talk

about the percentages ithin the faculty as Well as

the-student body.

Talk about the percentage of religious and lay teachers'
'within-the school. If there are good relations exist-
ing presently, that is alyreat help; if:not, it certainly

must be addressed early by the new principal.

Some presentation of the financial situation within the
scheel is important. The question may develop into a

number of interesting areas. One person might be p
good principal under certain conditions and a poor
principal- under others. For instance, one school may

be about to build, another may:need an academic.curriculum
expert, and another may need a fund raiser.

o An attempt should )e made to characterize the curriculum.
This gives the applicant a chance to know, whether he or
she has the ability to handl.e the needs of this school.,.

al Discuss what is meant by individualised instruction,

innovation, and such terms. Everyone needs to be

talking about the same things.

o Time should be spent on the social action projects. If

the applicant is I501e to see his relktionshrp to
Christian formatibn, a potential problem exists.

o Discussion of the student-teacher ratio would be valuable.

Talk about the number of students involved in work-study
projects.
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.0 Reference should be made` as to *ether the school is - involved
in a regional accrediting association and when it is due for
a,visitation.

o The' type f scheduling done ix the school should be discussed.

The type of- guidance and referral systems in the school
should be discussed. Some insight should be made as Ao
how the religious formation in the school is .tied to
guidance,

Discuss the #iethod of formal Yeligio edudatisn and whether
all students have to take it.

:Reference should be made to ,the pay scale for teachers and
o.itscompetitiveness with other area sChools.

%

He, role-of student government, sports, and other extra-
curricular activities should be discussed

Security within the school should be discussed. If there
is --a need for pol icemen, it should be a matter of real
,interest. Where the patrons of the.sch'oo -1 are concerned
about this matter, it will affect many other feattites of
the school

o The function of.-the liturgy within the school shoarbe
discussed. Whether Protestant and Jewish children have
to attend these ,services is important.:

In the case of a lay applicant, there are certain housing
and financial considerations to be discussed. The benefits,
sal le, and cost of -living should be important factors.

Actual Visit of the Applicant

The actual visit of the applicant can be scheduled in a number of ways.

It would be profitable to have the Search Committee actually spend some

time on the program for the day:- All too often, the time spent by an

applicant is far too unstructured, and both the school,and the applicant

finish the day with a somewhat unfulfilled feeling. The following sugges-
.

.
, .. . . . .-Lions are made -oncerningfspecifid activities to be built into the visit.
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442

(They may take more than one day, and

second vis

a Have a host
Committbe.

Tour the school

he first.):

the applican

may be mere appropriate.

Meet the entire Search Committee. This is of

opportunity to aik -the applicant to tell.a li
about himself.

en a good

Meet with Department Chairmen. lA is-often beneficial

that this be in two groups.

Meet wi th, pre nt administrators .-

o Have an open faculty meeting. This provides-an ,opport_un

for all faculty members to talk Wititi the applicant.

Meet: with a student group. It is not helpful for this to
be the entire student body, but officers of the student
government are normally appropriate.

to Meet with any b -rd or individual (such as stiperint

who regul

y

dent

Have time when the candidate can wander the school on
his This is a chance to talk to students and adults
inforpaliy=and get some feeling of the school'.

A coffee or social-ihour can provide .a time for parer,
meet' the applicant:

Curing one of the sessions, and there should -be wore one vri th

the Search Committee, it might be quite appropri

Committee to have formulated a 5

the Search

ies of situations which could exist -

in the school or any schdol for that matter. The applicant could be

presented with these situations and asked to react to them. Each

committee Gourd appropriately form its own questions, but the following

ibilitjes may help in simulating the situations important to a

specific school:

We would 1 ike you to respond each situation by
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7

indicating how you might deal with the problem
involved including the important considerations,
people to contact, etc. In othe,r words, as
principal of a school, what would you do when:

The celebration of the liturgy is being
unimaginatively done, and students are
not becoming in.volved.

O The Physical Education Department requests
a major revision in its curriculum. The
revision can be implemented within the
present total school program.

The Foreign Language Department -desires
to increase its graduat i n requirements
'from two to three years.

O The faculty, in faculty meeting and by
majority vote, adopts a major change in
the grading policy. You are philosophically
opposed to the change.

Student government requests that they be
given representation on your curriculum
committee.

Memllers- of the Governing Board of the
Parents' Association express their
concern, that the school program is

not providing enough training in basjc
writing including grammar=

A distinguished (math, English, phyi
professor, who is a parent, contacts
you with the ,claim that a text being
used in his or her child's (math,

English, physics) class is too advance
for that class.

4 After a series of the ci
fire marshal files a report ith the sCh 1-

claiMing that the behavior of the school
faculty and students during the drills
has been unsatisfactory.

O You observe that s_chool students are
generally not complying with school
rules and that faculty members are
not paying any attention to open
violations.

22



You observe that bl ack st u nt have
themselves .from white st is i n cl

' i n the cafeteria,_ at basket=b 1 1 game

at social even ts.

eparated
srooms,

and

4 You find that you are unabl e to get religi
Or Clergy to teach religious. ormation cla

Of course, there are not 1 ly right o or wrong answers to the

above q ue tio s-. However, the committee will 1.il ely have some feeling

as to the approach hi ch the applicant would take in what could be touchy.

Situation

The Cho ice

When the Search Commi t tee has conscientiously attemnpted to Make 1

decision; the final hoi ce is= clearer, but it stil 1 must be made.

s erne uation5 the Search Committee recommends one choic

actually makes the

the mbers- o f the

superi ntendent., or ,di rector. fit times, the comei

choice.- In ei then case, they thin must sample

committee to get their first . choice a princip1, Since the committee

narrows the number

interviews-,

f candidates

there are many-'choJo

three peopl e beg° re- the

his point . Some commi t tees ,

atat. finis point in the process, conclude that they have a clear cut choice;

some coMm i t tee .find that t they must take a_ formal vn tee, and in few

th the people theycases the Iconnm ittee find that they are satisfied w

have interviewed an are interested n having more people in for tha

purpose.

The fo nna 1 process nami ng a pri nci pal i s detai led. Sometimes

seems too involved. However, the role is

g of the school t

;racial to the h function;

it is well worth the time that i5 spent if the

proper person is identified for the position.



EvalLiation'

by

Brother- John C.F.X., PM.*

hods and procedures of evaluating teacher effectiveness currently

used in schools have evolved, from practices, of many years ago. ?hese

evolving practices have been related to certain movements in government,

industry and psychological research..

The 'processes f making-Appraisals and the

recorded were once known ''rating" and "rating f:rms "

forms on which they are

Later-the

processes' of apprai sal were called "'evaluation" and "evaluation 'form

Curren nevaluatio " s used but there is a trend toward =ailing these

processe "appraiser" and ' pp aisal forms."

Durfng the nineteenth century ,the

tendnt'of schools was refe

the e pons,ibility for over

total res p risibility of a superin-

red to as supervision, Sup v s ion entailed

eeing and

achers. Evaluation of teachers

this function was

is the_chie

Formal evaluation of teacher effectiveness as practiced today -ppears

improving the olasroom

s a supervisory function. Generally,

still delegated to a supervising principal who

luatot of his teachers.

ve had its origin, for the most part during the late nineteenth

century as well as in the efficiency movement of the early twentieth

century. The theory d practice of scientific management with "efficiency'"

--4Materials developed for a course in Human Relations in Educational
Administration, School of Education, Catholic University, Washington,
0,C., May, 1974.

'Biddle, B. and Ilene William,
activeness; New York: Holt, Rineha
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as its'catchword swept the country in the early 19©©'s. Frederi k-W.

Taylor book The Principles of Scientific Management (1911) was

responsible. for the efficiency movement. -Although this movement had

its origin in industry, it was not long before educators and school -

administrators adapted and extended theseprinciOles to the field of

education-.

-School _Surveys placed emphasis- n-testing the.efficiency of teaching;

often utilizing the newly - developed standard tests in school sill:3j

There was little interest in individual tests of individual teacher

iciency. The survey movement did succeed in keeping the idea of

efficiency in the forefront of educational concern. However, the gro ing

use of individual efficiency ratings for teachers seems to have been

stimulated by the efficiency movement. and by interest and developments

in educational measurements.

The use of employee ratings in business and industry as an out

of the efficiency movement did not occur in any marked degree until after

1915., The rating:sheet was.first used by Lord and Taylor's. stores In

-1916 for rating_sa spersons. The individual responsible for initiating

Its use reportedl oked around for an example to imitate.but found none.

He apparently was unaware of the hundreds of examples in public chool

systems. In 1917 the Army introduced a man -to -man rating scale for officers

and later developed a graphic rating scale. This graphic rating scale

has been the foundation for many similar ones to follow. Although several

attempts were made at initiating rating scales in private induStry and

governmental bodies, idespread use has been limited to- governmental bodies.

One large survey conducted by the.Ngti_ona1,Industrial Conference Board
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(1936) showed that 363 or 14.8 percent 2,452 companies investigated,

-mainain rating systems. The majority,of these were large comparvieS-

employing 38 percent_ of the total number of employees.

Research in,the area of appraisal of teacher effeetiveness,is

best summarized in a statement-by Getzell and Jackson.

Despite the critical importance of the problem of teacher-effective-
,

ness and a half century prodigious research effort, "very little is

known for' cert in about _the nature.-and measurement of teacher personal ily

and teaching effectiveness. The regrettable fact is that many of the

studies so'far have not p oduced'signif nt results."

Current Issues and Trends in the f- ation of Teacher Performance

The "traditional" meth,od of appraisal has tended to be used to

primarily-on the individual's personality; discipline of the-stude

social graces and the biases of the evaluator- or appraiser.

of performance appraisal carries negative implications for

ocus

This concept

education

administrators. Castetter, in his book '"personnel Function in Educational

Administration," lists some of the significant objections to this approach:

,"Appraisal focusing on personality, not on what
is achieved.

"Individual administrators are not fol the most
part qualified to assess personality.

"Appraisal tools such as rating se
and the likedack validityL

"Raters display biases,

les checklists,

"Appraisal devices do not provide administrator
with effective counseling tools

2
,Getzels, J. ,and Jackson. '',-"The Teacher's Personality and-Characterist

in_Gage. (ed.) Handbook of Research on Teaching, Chicago: Rand- h1cNa llly and
'Co., 1=963, p. 57.4;
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"Most of the traditional appraisal tools do
not establish orgartiization& expectations for 'f
individuals in var "iqu positions.

"Appraisals are arbitrary or, unjust when
used for discipline, salary increases, promo
tion or dismissal.

"Traditional appraisal methods tend to
hamper comMunication between the appraiser and

appraisee."3

''furtlier illustrate the need' for a new approach to apprai.sal,

Meyer., Fay and French,'.V (1960) Study, "Split Ribles In performance Apprai7

sal,"_n that frequent "ce ism" without relationship tc; goals

or objectives during the appraisal intervie

than the achievement dined by-

result -s:- in less achievement

kers who are criticized less and

receive more supportive help in iOn to objectives to be achieved.

They have concluded that: (1) rificism has a negative effect on

7achievement; :(2) praise has little effect ther way; (3) performance

Improves when e61fic goals are established and that (14) mutual goal

Sett not criticism, improves perfo mence-."

Current' sea rch and

dev lOpment an

studies. in performance appraisal emphasize the,

elationshis, i i.lt 'can- confider-roe in another's

integrity, :goal or ierr ation_and personal commitment to the problem-,

';The-one-way'proces ,exemplified by the oneNisit,
,

rating scale checklist summative ap h will necessarily, be ,rei red to

pig e in the -past Pres

by to cher

bear on the' adini istrator

ations, unions and edu research has- emphiaSrzed an

Oastetter, Wil 1 iam B. Th onnel Punction in Education Adminis-

tration, New York: Macmillan pany; 1971 pp. 233=735.

rr Meyer, H.H., Kay-, E. and French,. J.R.P. "Split Roles in Performance

Appraisal Harvard ifusiness Revie arch-April 1964, pp. 123-124.
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increasing importance of creating opportunities for the worker to share

in mutual goal setting, plans.for implementation and continual follow-

Up and feedbeck to improve the instructional perforMance (Redfern,

1963).5

James Popham _has proposed that two major functions' of the super

-V-

the teacher in making defensible objedtives;

to assist the teacher in achieving these objectives. Popkam's
(At

e idn-referenced evaluative process-..and Redfer'n's delineation of -'

the five steps of the client - oriented evaluation_ constitute the nucleus

of the current trend in appraising teacher performance. Inherent in

this,"positive" or "open" approach to the evaluative process ere several

advantages:

The appraisee knows -advance the basis on-which
he is to be rated:

2. The, appraiser-and appraisee both agree on OS-el-0
the objectives of the appraisee -should be in relation to
his needs, standayds and goals, and the goals on the
organization.

3. The'rolationship between the appraiser and appraisee
rengthemed i n a itive manner. Commumication is two-

and continuous.

4 Targets are both challenging and reachable, promoting
job. satisfaction.

S. Feed-back provides methods, for both training require
meats and reorganization of goals.

5Redfern, .George. "How to Appraise Teaching Performance," ColumbuS,
Ohio: School Management Institute, Inc., 1963.
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6. This appraisal method treats as a total, process a
person's ability to understand organizational goals and his
ownneeds, devise ways of obtaining or making.progress and
contribute to the overall educational process.6

Procedures and Instruments

TeacherS' are evaluated fora variety of purposes, which may be summarized

under two ma or categories: I) administrative purposes; and (2) instruc-

t iona 1 ps. Both- categories, are important to the .eduCational-organiza-,

tion and are actually related in -the total educational process.

--Teacher evaluation for administrat4ve purposes may ptovide information

numerous types of administrative decisions,-such as those concerning

tenure, teacher a ignments., transfers, p omoi n-_ a d salary increases

in merit salary plans.

Teacher evaluation for instructional improvement iS.Als0 an administra-

tive responsibility, but it is designed for a, different function:_ the

p ovement-of the teaching-learning-

ins uctidn in _particular.
8

atiOn-in the schoel,,andc lassroom

With-these basic purposes of evaluation in mind, a number. of character-4 -

tics of a well- defined evaluation program have been identifi -ed by Harold J.

- McNally, including the following :.

6Kindall, Alva andGatza, James, "Positive Program for Performance
Appraisal ,'"'Harvard Business Review, November 1963-, p. 157.

7McNally, Harold J., "What Makes a Good Evaluation P am,

National Elementary Principal, Fall 1973, pp.24-29.

8
Ibid.



The purposes of the evaluation .program are
stated im writing and are well known to the .'

evaluators and those who are to be-evaluated.

The policies and proce
knowledge of the exten
teacher evaluation.

of the program reflect
esearch related to

Teachers knoW and under the eri feria_ b -hich '00
they are evaluated.

The evaluation program IS cooperatively planned,
carried out, and evaluated, by teachers,,supervisors,
and-administrators.

The evaluations are as Valid:and re iable-as_poSStbl

Validity as used here means: (1) the degree
to which the fac6s evaluated are important
to the learning-of children and to the
successful functioning of the school; and
(2) the degree to which the criteria are
related to, the needs and conditions of the
local setting.

b. Reliability as used here refers to the degree
to which different evaluators agree in their
evaluations made of, a teacher'on the same
criteria, or that the same_evaibuator would
agree with himself on evaluationsof the

me teacher on different occasions.

Evaluations are more diagnostic than judgmental.

Self-evaluation is an
program.-

mportant objective of the

The self-image and self- respect of teachers are
maintained and-enhanced.

The nature of the evaluations is such that it
encourages teacher creativity and experimenta-

n in planning and guiding the teaching-
Darning experiences provided children.

10. The program makes ample provision for cleAr,
personalized, constructive feedback.

11. Teacher evaluation I seen as an integral part
Of the instructional leadership role of the'
principal and of the ptogram of in-service
teacher development.

9 bid., pp. 4-29.
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Evaluation Procedures

Two general types of evaluation procedures have been identified by the

Educational Research Service in a study of 110 school sySte- They appear

to have relevance for Catholic schools d diocesan systems as well as to

public schools.

The fi
.

type utilfzes a prede_ ined list f eharacteristics'of a

teacher and his performance against which the-teacher is compared. The

second type involves the setting of individual perfo mance goals, againsl

which the individual teacher is evaluated. The first type may include

not necessarilyrecifimmendations for needed improvement, but the teather is

.assessed- -fin. whether, he has accomplished the improvements. The second type,

often_referred to as the job target, performance goal or management by

objectives approach, may contain elemeritS of the first type in the total-

approach. For instance, the to cher may-be rated against- prescribed

performance targets in addition to individually prescribed performance

standards. 10

Withirm these two genera types of evaluation many vari tions are possible

Both types of appraisal may include a foemal self-evaluation, a numerical

rating, narrative summary evaluation indicating how the teacher measures

up to the performance standards or has achieved hi-s job targets.

A very impcirtant aspect of- the evaluation proceSs is the manner in which

the teacher is informeed of his evaluation. The ER S survey indicates that

most of the reporting systems required that the evaluator(s) have.a post-

evaluation conference ith-the teacher to discuss:the final rating.

10Amer ican Association of School Administrators, .Educational Researth
Service, Evaluating Teaching Performance, Arlinaton, Va., 1972, p. 5.
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Sometimes the evaluating form actuall

as items were discuss

required to sign th

d with the teacher

feted- during-_ the conference

'Usually the teacher was-

ion form even if he did not, agree with the

assessment. The teacher was usually given a copy of the evaluation form.

SuMmary

-Current trends indicate increasing use f eValUation approaches designed

so much to judge the.teacher but rather

to improve his performance and the quality

trends also indicate

--helvthe teacher help himself

educatiOn his school, The
,.-

.

ing teache i ngut which allows/the teacher

opportun-ities for selecting the standard's against which he will be evaluated.

, -

Some schools and school systems are requiring the teacher and administrator

agree-dn objective measures or indicators of how well the teacher has

achieved his goals

procedures that rely,

Experiments are also being conducted'on the-'u e of

including th__use of goa

-ment, and personal)

t from other than the

objectives"

eacher's superiors,

veral levels ool 'depart-

The Bishops' Pasto To Teach As Jesus Did, provides the basis for

individual schools, a 5' I as diocesan offices,.to,,specify the goals and

objectives for the institution and for =each member of its faculty and staff.

The process for doing this has been provided for in the publication, Giving

Form to the Vision. Such a process can involve not only the administration

and faculty but also parents and students. It is in this way that the

uniqueness of the Catholic school is define Evaluition then is based

on the agreed upon goals and objectives.

Perhaps no one mode) can be advanced at that will 9nswer all

the needs or questions lved in evaluation procedure's however, the
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luation.model devel

=Teaching, seems t'con

,George Redfern in his book, How To Evaluate

common elements that-haye wide applicability,

particularly in-a performan. -oriented.procedure designed. -for the improve-

'merit of teach performance. These six components inclAe the following:

Component I - Per_formance Criteria Standards -- Duties and
responsi ilitiJiTTi55771W in the performance of an assign-
ment are 'specified, usually wider broad areas of performance
with several sub-elements listed under each heading, These
criteria can be used in the diagnosis of the status of
the evaluatee's current performance,and as the preliminary

, activity for establishing performance targets.

Component II -/Performance Objectives or Job Tariets. These
targets are' based upon the areas of responsibility and should
involve consideration of targets-in terms of behavior change
for the teacher as well as possibly for the student.

Component Performance Activities. These are the
actions and activities designed to attain the performance
objectives. They should reflect the emphasis either
upon teacher or learner or both, as indicated in Component
II, and should be the concern of both evaluator and
evaluatee.

4. TTip5inenl_ IV - Performance. This process
involves collec1721TTand informatiori relating to
the objectives which are being pursued. All parties
involved should djseuss and agree upon certain matters
such as data-gathering forms- to be used, kinds and

frequency of classroom visitations, identity of monitors
use of any mechankal monitors, conferences, and other

s of contacts, Results fromthis-type of formative
evaluation or monitoring.should be fed back to the
teacher immediately for impeovement of performance.

Component V - Assessing Monitored Data. This aspect
is an-extremely importanr-FTITTirthe evaluation pro-
cedureland should be at least a-two-fold process,
including self-assesSment by the evaluatee, assessment
by the evaluator, and possibly assessments by other
professionals, students or parents, The latter types
of assessments are in the experimental stage, but
they are receiving increased attention in some school
districts and bOmmenities.

onent VI - Zonferenc and Follow-Up. This impor-
tant "final" step in the process is very important,
for here theipersons involved in the process discuss
the results of efforts designed to achieve. the objec-
tives. At all times the evaluator shbuld help the
evaluatee to view this as a constructive process.



this conference may come ideas . fo.r followaup
activities to reirif re the gaihs'that have resulted
from this initial process, Obviously, the, final
step Is-actually the peel imihary-step for .reentry'
into the evaluation system.

The most outstanding aspect Juation is that as Redfern.states,

is a means to an end. "It

competent in the perfor an f his

duties- and respoosibilitie mint

to the'primary task of the scho01'7

for boys and girls.
11

The children

Ev uation

help the teacher become more

le -and responsibilities. These

ih6ally be eyaluated in.relatiohship

f improving learning:opportunities

e_the beneficiaries.

be-an evolving process that will develop -and change

our concepts of the teaching-learning process grow and change. No one ,

model can answer all the que,stions, Each evaluation proceSs should

reflect the goals, obje ives, and

commun i ty or school.

An the future, eve uation proc

eristics of the particular

May include two-way exchanges and

"power network" evaluations, The o7 y exch nges would allow-the

evaluator to d i Scuss with= the evalmatee'factOrs for whith the evaluater

is responsible that hinder t eval

The "power network approach would a

in the performance of his job,

consider-how an individual's,

ormance is affected -by others Lth and under whom he /she is worki

. The future may also ihclude a.variety ofvariety approaches now being used.

might see evaluation by teams including peers, students7-and- parents'as.

well superiors.

.1

1

Redfern, George B. 4110w to

School Management Institute, Inc 1
Teeehing. Worthington, Ohio:

p. 15.



Appendix A

Guiding. Principles for Teacher Commitment in Light of the Pastoral,
TO AS ,JESUS DID

Catholic education is an expression of the mission entrusted by Jesus
the-Church He founded: Through education the Church seeks to prepare

its members to proclaim the Good News and to translate this proclamation
into action. Since the Christian vocation is a call to transform oneself
and society with God's help, the educational efforts of the Church must
encompass the twin purposes of personal' sanctification and social reform
in light of Christian values. (#7)

Thus, one crucial measure of the success or failure of the educational
ministry: is how well it enables men to hear the message of hope contained
in the Gospel, to base their love and service of-God upon this message,

achieve a vital personal relationship with Christ, and to share the
Gospel's realistic view of the human condition which recognizes the fact
of evil and personal sin while affirming hope. (48)

The success of the Church's educational mission will also be judged
by how well it helps the Catholic community to see the dignity of human
life with the vision of Jesus and involve itself in the search for solu-
tions to the pressing problems of society. ( #10) Since the Gospel
spirit is one of peace, brotherhood, love, patience and respect for
others, a school rooted in these principles ought to explore ways to
deepen its students' concern for and skill in peacemaking and the
achievement of justice. (#109)

The educational mission of the Church is an integrated ministry
embracing three interlocking dimensions: the message revealed by God
(didache) which-the Church proclaims; fellowship in the life of the
Holy Spirit (koinonia); service to the ChriStian community and the
entire human Community,(diakonia ), While these three essenti elements
can be separated for the sake of analysis, they are joined in the one
educatiohal ministry. (#14) Community is at the heart of Christian
education not siMply as a concept to be taught but as a real ity to be
lived. Through education, men must be moved to build community in all
areas of life; they can' do this best if they have learned the meaning
of community by experiencing it. (423)

Of the educational programs available t the Catholic community
Catholic schools afford the fullest and best opportunity to realize
the threefold purpose of Christian education among children and young
people. .(#101) Only in such a, school can they experience learning,
and living fully integrated in the light of faith. The Catholic school
"strives to relate all human culture eventually to the hews of
salvation, so that the life of faith Will illumine the knowledge which
students gradually gain of the world, of life, and of mankind" (Christian



Ed0Cation, Mere, therefore, students- are instructed in human knowledge
and skill's, valued indeed for their own w_Jrth but seen simultaneously as
deriving_ their most profotind sign-ificance from Gods plan for His creation.
Here, too+ instruction in religious truth and values is an integral part
of the school program. It 15, not one more subject alongside the rest,
but instead it is perceived and functions as the underlying reality in
which the studenes experiences of learning and liv.ing achieve their
coherence and their deepest meaning. (x103)

This integration of religious truth and values with' the rest of life
is brought about in the Catholic,school not only by its unique curriculum
but, more important, by the presence of teachers who express an integrated
approach to learning and living in their private and 'professional
lives. (#10h)
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