
DOCUMENT RESUME

ED 283 781 SP 028 855

TITLE The American Teacher 1986. Restructuring the Teaching
Profession,_The Metropolitan Life Survey.

INSTITUTION Harris (Louis) and Associates, Inc., New York,
N.Y.

SPONS AGENCY Metropolitan Life Insurance Co., New York, N.Y.
.PUB DATE 86
NOTE 102p.; For previous surveys, see ED 247 230 and ED

268 076. Colored paper and ink may affect legibility,
especially for the _tables.

PUB TYPE Reports - Research/Technical (143) --
Tests/Evaluation instruments (160)

EDRS PRICE MF01/PCO5 Plus Postage.
DESCRIPTORS *Educational Change; .Eaementary Secondary_Education;

Faculty Mobility; incentives; *Participative Decision
Making; *Peer Evaluation; *Teacher Attitudes; Teacher
Participation; *Teacher Shortage; *Teaching
(Occupation)

ABSTRACT
This survey is based on interviews conducted between

April- 29 and June 30, 1986, with 1,602 teachers and 702 educational
leaders. The survey analyzed teachers' and leaders' views about the
structure of the teaching profession, and ways to restructure the
profession. Opinions are reported on: (1) what role teachers should
have in school management and the extent to which teachers actually
have such a role; (2) priorities for the next round of educational
reform; (3) views on several of the speCific reforms currently being
considered, such as career ladder programs, mentor-teacher programs,
and merit pay systems; (4) how teachers evaluate proposals to
increase collegiality_and to reduce-isolation in the workplace; and
(5) teachers' evaluat'on of their experience with restrictions on
economic mobility between Aistricts that have traditionally existed
in education and how they react to proposals that would make it
easier to move from one school district to another. Numerous tables
provide charts and graphs. Detailed survey methodology and two survey
questionnaires are appended. (JD)

********************* **** *** ******** *****************
Reproductions supplied by EDRS are the best that can be made

from the original document.
***** ************************************ ******



Restructuring The Teaching Professidn

"PERMISSION TO REPRODUCE THIS
MATERIAL HAS BEEN GRANTED BY

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC)"

0 AFFIL ATED COMPANIES

U.& DEPARTMENT OF EDUCATIONOffice ot Educational
Datioamn and knot-moment

EDUCATIONAL RESOURCES
INFORMATION

CENTER (ERIC(
0 This document fiss Nen reproduced asreceived from the oersOn Of Of genizationoriginating it.

0 Minor ofianOCIS have
been Made tO improvefeproductiOn duality

Points of view of opiniOnS
stated in this deco-moot 00 not necesssniy an rennin OfficialCiERI position or poiic



Rest ruct uring The Teaching Profésson

Conducted for
Metropolitan Life Insurance Company

by
Louis Harris and Associates, Inc.

with
Program Planners, hie.

Fieldwork:
April-june, 1986

Pmject Staff:
Louis Harris, Chairman

Anchael Kagay, Ph.D., Vice President
Stuart Leichenko, Research Associate



CO

INTRODUCTION
Survey Method . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . .

Notes on Reading the 711hla . . . . . .
Public Release al-the Survey Findings . . ...
Project Responsibility

.......

. . .

...
. . . . .

. ....
.

. .

. .

1
. 2

. 3
3

23
HIGHLIGHTS . . . . . . . . . . . . . . . . , . ... . . ... . . .... . . 4Concerzus on Dealing With an Emerging kacher Shortage

4Evaluating Educational Relbrms . . . .. . ... . . .. . . . . . . 4Changing the Structure of the 7eac1ing Profession . . . . . . . . , . . . . .
1Vorking Conditions . . . . . . . . . . . . .

. . . . ,

..
. . .

.

.

. . , .. . . . . 6Partkipating in School Management
7Participants Rate Each OtherS Peiformance 2222 2 2222

2
2 22 2 2222 8

Chapter : CONCERN OVER A FUTURE TEACHER SHORTAGE
= = 9Teachers Contemplate Leaving Their Profeaon . , . . . . . . . . . . . . . .. . . . .. . . .... , . . 9Leaders View a Poszsiblenucher Shortage

9SteAs to Avoid or Reduce the Teacher Shortage
2

222 2 22 2 2222 22 2 10
Chapter 2: EVALUATING EDUCATIONAL REFORMS . . . . . , . . 13Prioritiesjor Refirm , . 15The Perceived Impact of Reform

16Reactions to Peiformance-Based Pay . . .... . . .. . .Mentor Teacher Programs
Merit ary Systems . . .

16
Career Ladder Programs

18kachers Most in Favor of-Reforms . . . . . . . . . . . . . 19Erperienced With Performance-Based Pay 20Leaders Cite Most Significant Refbrms vs. Relbrms Most in NeedofcLwnge . . . . . . . . . . . . . . . 21
Chapter 3: CHANGING THE STRUCTURE OF TEACHING 2 22 2 22 22

2 222
2 33kachers View Speciality Certification Boards . . . . .... . .. . . . . . 33Leaders View Speciality Certification Boards

33Economic Mobillly Between Districts
34Increasing Collegiality and Reducing Isolation . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 36The Issue of Class Size . . . . . . . . . . . . .. . . . . . . . . . ..... 36

Chapter 4: PARTICIPATION BY TEACHERS IN SCHOOL MANAGEMENT 2
2 2

2
2

2
2

2 2
2 2

2 2
2

2 45Desired us Actual Ways of Organizing the School . . . . . .......... . . . . . . . 45How Afferent Groups of Teachers Feel About 7eam Management
Particular Areas of-leacher ParticOation Within the School

Chapter 5: HOW KEY PARTICIPANTS IN EDUCATION RATE EACH OTHER . . . . . . . , . . . . . . . . . . . 5465fob Ratings of Key Participants . . . . . . ... . . . . . , ... . . 545

Three Pedagogical Roles . . . . . .. . . .. , ... .
Four Administrativc Roles

46Three Rolajor Peer Review
48Correspondence in Views Between Teachers and Leaders . . . .. . ... 48

A Profik of Thichers and Educational Leaders . ... . . . ... . . . . . , .. . . . . . , 57Leadm View the Quality of Recent New 7eachers . . . . . .. . ... . . .

Appendix A: SURVEY METHODOLOGY
6 1Sampk Selection of 7eachers 2 2

2
2 62Sam%ifs Selection of [alders , . . ..... . .... . ... , . . . . . 62Interviewingfrocedures . , ...... . . . . . . . . . . . .. . . . .. . . .. . . .. . . . . .. . . . . . . . 63Quationnaire Development 2

2
2

2
2 63P'mresing of the Data . . . . . . . ..... . . ... . .... . 63Samp fs: Disposition and CompletWn Rata . , . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 63Reliability of Survey Percentages . . . . . . ... . .

AppendLx B: THE QUESFIONNAIRES . .. . . . . . . . . . .. . . . ..

4



TABUS

CHAPTER 1: CONCERN OVER A FUTURE TEACHER SHORTAGE

1-1 LIKELIHOOD OF LEAVING TEACHING . . . . . . . . ........ . . . ...... . 11

1-2 EDUCATIONAL LEADERS VIEW A POSSIBLE TEACHER SHORTAGE 12

1-3 STEPS TO ATTRACT AND RETAIN GOOD PEOPLE IN TEACHING 13

CHAPTER 2= EVALUATING EDUCATIONAL REFORMS

2-1 PRIORITIES IN FUNDING OF REFORM 22

2-2 PERCEIVED IMPACT OF EDUCAD '_/NAL REFORM TO DATE . . . 23

2-3 SUPPORT FOR MENTOR TEACHER PROGRAMS 24

2-4 SUPPORT FOR MERIT PAY SYSTEMS . ........ 25

2-5 SUPPORT FOR CAREER LADDER PROGRAMS 26

2-6 WEICH TEACHERS SUPPORT EACH OF THREE TYPES OF REFORM 27

2-7 TEACHERS WHO PARTICIPATE IN PERFORMANCE-BASED PAY PROGRAMS 28

2-8 SOME FURTHER DETAILS ABOUT TEACHERS WHO DO PARTICIPATE AND THOSE WHO DO NOT 29

2-9 LEADERS IDENTIFY THEIR STATES MOST SIGNIFICANT REFORM . ....... . . . 30

2-10 LEADERS IDENTIFY REFORMS MOST IN NEED OF MODIFICATION

CHAPTER 3: CHANGING THE STRUCTURE OF TEACHING

3-1 SUPPORT FOR SPECLAITY CERTIFICATION BOARDS . ....................... . 37

3-2 WHICH TEACHERS FAVOR SPECIALTY CERTIFICATION BOARDS ... . .. . ...... 38

3-3 TEACHERS' MOBILITY BETWEEN SCHOOL DISTRICTS AND ITS IMPACT ON INCOME . . . . 39

3-4 SUPPORT FOR POLICY CHANGES AFFECTING ECONOMIC MOBILITY AND TENURE 40

3-5 PERCEIVED IMPACT OF INCREASED ECONOMIC MOBILITY FOR TEACHERS 41

3-6 SOME STEPS TRAT MIGHT IMPROVE WORKING CONDITIONS 42

3-7 ACTUAL CLASS SIZE VS. DESIRABLE CLASS SIZE 43

CIMPTER 4: PARTICIPATION BY TEACHERS IN SCHOOL MANAGEMENF

4-1 ACTUAL VS. DESIRED WAYS TO ORGANIZE EDUCATION . . . . . . . ..... 50

4-2 HOW VARIOUS GROUPS OF TEACHERS ASSESS DESIRED VS. AcTua PARTICIPATION BY TEACHERS . . 51

4-3 PARTICULAR ROLES FOR TEACHERS WITHIN THE SCHOOL 52

4-4 kMOUNT OF AGREEMENT IN VIEWPOINT BETWEEN TEACHERS AND SLX LEADERSHIP GROUPS

CONCERNING TEACHER PARTICIPATION IN TEN ASPECTS OF SCHOOL MANAGEMENT 53



TAB S (corn ued)

rER 5: Y PARTICIPANTS IN EDUCATION RATE _ CH OTHER
5_ I IC' Of -al' PARTICIPANTS IN PUBLIC EDUCATION

58

59

,ThIff,T; ''SAL LEADERS VIEW THE (Nair/ OF RECENT NEW TEACHERS 60

OrriACHERS AND EDUCATION POLICY LEADERS . . . . .

APPVNIMX A: SURVEY METHODOLOGY

, I DEI1VLED PROFILE OF AMERICAN TEACHERS . . . . . 65

A-2 alTSPOSITION OF THE SAMPLES ....... . ... . .

A-3. APPROXIMATE SAMPLING TOLERANCES (AT 95% CONFIDENCE) TO USE IN EVALUATING PERCENTAGE
RESULTS APPEARING IN THIS REPORT . .. . . . . . . . . . . ... . . . . . . . . , . . . . .

A-4 APPROXIMATE SAMPLING TOLERANCES (AT 95% CONFIDENCE) TO USE IN EVALUATING DIFFERENCES
BETWEEN WO PERCENTAGE RESULTS APPEARING IN This REPORT . . . . . . . . . . . 69

6



AMER ICA
reACHER

INTRODUCTION

This is the third Metropolitan L Surtey of/be American
Teacher. It represents an ongoing commitment to research that will bring teachers
views to the attention of the kmerican public and policymakers.

Since the publication of A Nation at Risk in 1983, the mo-
mentum has not slackened for imprming American education. Indeed, debate has
spread and consensus seems to be gathering among teachers, state and local educa-
tional policymakers, business and government leaders on what can and should be
done to improve reaching conditions.

The focus of the educational reform movement continues to
he on the teacher. Challenged by impending reacher shortages, many groups of
educational reformers have developed innovative approaches to erthancing career
advancement for teachers. One such group is the Carnegie Forum on Education
and the Economy. Other groups that have also recently released important reports
on educational reform include the Council for Economic Development, the Edu-
cation Commission of the States, the National Governor's Association and the
Holmes Group These task forces ofgovernment, corporate, and educational lead-
ers successfully reached consensus on proposEds to restructure and professionalize
teaching.

While momentum builds for these innovative responses to
the complex problems within the school system, reformers face the challenge of
actually implementing changes.

As these new reforms will touch on all individuals involved
in the educational process not just teachers Metmpolitan Life in the third
year of its survey of teachers has expanded its survey efforts to include the educa-
tional leadership of our counny. This survey marks the first time that comprehen-
sive information from all strata of the education establishment has been gathered
on many of the innovative reforms debated currently.

Thus, the 1986 survey measures perceptions and opinions
at each major level of public education, from the individual classroom, through
intermediate administrative levels, up to the highest levels of educational policy-
making in the fifty states. It reveals where each key group stands oa many of
the crucial problems facing education today. Included in this year's survey are:

Teachers
School principals
District superintendents
Stare and local union officers of the American Federation of Teachers and the
National Education Association
State education officials, including commissioners of education, heads of state
boards of education, and governors' aides who deal with education
State legislators who lead their chambers or serve on education comm tees
Deans of colleges of education

7
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This year's survey analyzes teachers' and educational leaded
views about the structure of the teaching profession itself, and about ways to re-
structure that profession in the future. In this report:

Teachers arid educational leaders say what role they believe teachers should
haze in school management and the extent to which they feel teachers actually
do hate such a role today.
Teachers and educational leaders rate the job performance of other key par-
ticipants in public education: principals, superintendents, school boards,
state education officials, uni'on officers, deans of education colleges, and par-
ents of school-age children.
Teachers and leaders offer their priorities for the next round of educational
reform.
Teachers and leaders give their views on several of the specific reforms that are
either now being tried around the country or are on the drawing boards,
including:

Career ladder programs;
Mentor-teacher programs;
Merit pay systems;

Their responses offer for tlif first time details about the specific aspects
of each reform that teachers arid leaders either like or dislike.
Teachers evaluate proposals co increase collegiality and to reduce isolation in
the workplace.
Teachers tell of their experience with restrictions on economic mobility be-
tween districts that have traditionally existed in education; and they react to
proposals that would make it easier to move from one school district to
another.

No other survey has taken such a comprehensive view
from the ground up of the issues facing education today.

Survey Method
The survey is based on interviews with 1,602 teachers and

702 leaders. All interviewing was conducted by telephone between April 29 and
une 30, 1986. Every public school teacher from kindergarten through grade 12

had an equal chance of being drawn into the sample of teachers. Leaders were
drawn randomly from lists that were in every case the best enumeration that could
be located for each particular leadership population. The detailed survey meth-
odology, including information on response rate.% and the statistical reliablity of
the samples, is provided in Appendix A. Appendix B includes the two survey
questionnaires .
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Notes on Reading the Tables
An asterisk (*) on a table signifies a value of less than one-

half percent (0.5%). A dash ( ) represents a value of zero. Percentages may not
always add co 100% because of computer rounding, multiple answers from respon-
dents, or the elimination of "no answers'?

Public Release of the Survey Findings
All Louis Harris and Associates surveys are designed to ad-

here to the code of standards of the Council of American Survey Research Organi-
zations (CA$R0) and the code of the National Council of Public Polls (NCPP).
Because data from this survey will be rekased to the public, any release must stip-
ulate that the complete report is also available, rather than simply an excerpt from
the survey findings.

Project Responsibility
The director of this project at Louis Harris and Associates

vvas Michael R. Kagay, Ph.D., Vice President. He worked under the overall su-
pervision of Louis Harris, Chairman. Stuart Leichenko, Research Associate, as-
sisted in all aspects of the project.

Louis Harris and Associates gratefully acknowledges the
contributions of many individuals to this project. Ourcolleagues at Metropolitan
Life and Program Planners, Inc., in particular, did a great deal to set and to keep
our sights in the right direction However, responsibility for the findings and for
their interpretation rests solely with Louis Harris and Associates.
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HIGHLIGHTS

This summary provides an overview of the results of the sur-
vey. Many findings described in the body of the report do not appear in this sum-
mary. Interested readers should examine the body of rhe report to understand the
full findings of this third Metropolitan Lift Sum" of the American Teachen

Consensus on Dealing With An Emerging Teacher Shorrage
Both teachers and all leadership groups take very seriously

rhe possibility of a future teacher shortage. A consensus exists on what ought to be
done to stern the exodus from the reaching profession and the short-fall of new
reachers.

1. Fifty-five_percent ofAmerican reachers have at ome
time_seriously considered leaving machingo_into_some_other occupation.
This represents a small but statistically significant increase from the 51% regis-
tered in rhe previous Metropolitan Life Survey one year earlier One possible reason
is char job sarisfacrion among teachers has also declined by seven percentage
points over the past two years since the first Metropolitan Life Survey.

2. Amon _the educational leaders who rake tbe_impend-
iAg_shortage_most seriously arv deans of education ccilles FM) who train
pewle hers an slate e ac who certi fy new teachers.
Over 60% of all ocher leadership groups also rhirrk that the coming teacher short-
age will be "very" serious or "somewhat" serious in their own particular school or
district or stare.

3. Teachers and leaders ?re gon reement that fi-
nancial incentive are the k to reduchig the shortage of teachers. By more
than 80%, teachers and all leadership groups agree that providing decent salaries
is essential to attracting and retaining good teachers. By more than 70%, teachers
and all leadership groups believe that providing increased compensation to begin-
ning teachers is particularly necessary. And by more than 70%, teachers and all
leadership groups believe that providing increased overall financial support ro the
public school system is essential.

Evaluating Educational Reforms
Teachers and educational leaders are virtually unanimous on

the need for providing financial incentives to improve rhe situation facing teach-
ers. But consensus begins tu bleak down once we rurn ro specific means of achiev-
ing rhe goals. In particular, disagreement exists on the value and impact of several
types ot performance-based pay reforms legislated in many states.

1. Both teachers and educationalleaders are very.enthi
siastic about "mentor teachee programs. Mentor teacher programs designate
certain teachers to perform special one-on-one professional coaching for other
teachers.

Forry-four percent of American teachers are familiar with
such programs, and 82% of this group are in favor of rhe programs, while 15% are
opposed. aver 80% of every leadership group favor mentor reacher programs.
Both teachers and leaders strongly believe that such programs improve the skills of
new teachers and provide valuable coaching even for experienced teachers.

1 0
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2. Teachers who are familiar withmerit aay- systemsare
strongLygpposerQrhem.whereas_tend to be diNerrr_p_wrft_ay.
Merit pay systems select a certain number of teachers as meritorious, and then pay
them a greater amount of money with no change in their duties.

Seventy-two percent of American teachers are familiar with
such systems, and 71% of them are opposed to the systems, while just 26% are in
favor. Teachers feel very strongly that the means of selecting meritorious teachers
are not objective, and that such systems create artificial distinctions among
teachers.

A majority of principals (55%) and an overwhelming major-
ity of union officers (97%) agree with teachers in opposing merit pay. But nearly
three-quarters of the deans (73%) favor merit pay, and bare majorities of superin-
tendents (51%), state legislators (50%), and state education officials (52%) are in
favor of merit pay.

Arguments in favor of merit pay receive only modest sup-
port from teachers, but considerable support from all the leadership groups (ex-
cept union officers). Fifty percent of teachers (and 7% of union leaders) believe
that merit pay systems provide valuable incentives for teachers to improve their
performance. But over 60% of each of the other leadership groups agree with this
pro-merit pay argument. Forty-eight percent of teachers (and just 9% of their
union leaders) agree that merit pay systems recognize and reward outstanding
quality teachers. But over 70% of each of the other leadership groups believe this
argument in favor or merit pay.

3. Te hers wh are farnili with "_rela_td1 er"_p
grams are closely dividedio their jtAgments at the pre ent_time whereas
educationare in favor of_career lads. Career ladder programs divide
teaching into different jobs, and then provide different ranks and different salaries
according to the level of responsibility.

Only 39% of American teachers are actually familiar with
such programs, and they split 49% in favor and 46% opposed. All leadership
groups have a solid majority in favor of career ladders, except for union officers,
who are 66% opposed. Those most in favor are state education officials (90%) and
college deans (87%).

When it comes to the question of whether teachers have
any real say in the development and operation of career ladder programs, most
teachers and their union leaders think not, while other leadership groups are more
optimistic.

4. Teacher differ fr_e,_m leaders views about t1-.e
irnpact ucational reforms t ate. These differences reflect the disagree-
ments we have seen over perforrnance-based pay. Several of the leadership groups
are mice as likely as teachers to think that the impact of educational reforms to
date have been positive for teachers. Conversely, teachers are twice as likely as
some of the leadership groups to see the impact of reforms so far as negative for
teachers. However, many leaders must recognize this situation, since perfor-
mance-based pay is frequently cited by leaders as the reforms already in place that
needs to be changed or modified in the future.

Changing the Structure of the Teaching Profession
Teachers and educational leaders also support the restructur-

ing of their profession in several other areas such as economic mobility, profes-
sional certification, and relations in the workplace. But disagreement arises when
it comes to the financial implications of some of the reforms.

1 1
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1. Specialty certification hoardsare currerulyijppQre d
hy a narrow majority of American teachersi
These boards like those already in place in other professions such as accounting,
architecture, and law are one of the major ways proposed to restructure teaching
in order co raise standards, and increase professionalism.

Fifty-tavo percent of teachers are in favor, while 41% are op-
posed. Similarly, most of the leadership groups have a majority in favor of spe-
cialty certification boards. Union officers (70%) and deans of colleges of education
(61%) are especially in favor. However, school principals are evenly divided at this
time, as are the state education officials who presently have responsibility for cer-
tifying teachers.

2. Teachers are convinced 2
should be given to those teachers who gain such certificat"
lieve 81 tE(Ze_cost of a -ny advanced traini neede
should be reimbursed rger than paid for bv individual teach_ers. Each lead-
ership group agrees that increased salary should be given to teachers who gain cer-
tification. But most leadership groups tend to be sPlit over who should pay the
cost of any needed training.

Teachers arid leaders remain open at the present time to vari-
ous possible ways in which such cercification boards might be used.

3. Teachrs atv virtually unanirnou e'
years of teaclilgg experience_sh_ould be recognized wi h the con-esp
ary when they move_fronone district to anothr. Majorities believe that giving
full salary credit for total years of past service would have several positive benefits,
including encouraging those who have left teaching to return to the classroom,
and attracting teachers into high shortage geographic areas. But teachers also rec-
ognize that there might be some drawbacks in some school districts (in poorer dis-
tricts, for instance) if the economic mobility of teachers were to be increased via
portability of seniority, salary, and benefits. They also recognize that popular dis-
tricts might become top-heavy with senior teachers, who are clustered at the up-
per end of the salary scale. This could drive up coscs in such districts.

One reason that teachers feel so strongly about this topic is
that a majority of American teachers (55%) have at some time during their career
changed from one district to another, and 3 out of every 10 have beer. personally
affected by constraints that have traditionally existed on reached economic mobil-
ity. Sixteen percent of all teachers say they have lost salary credit during a shift
between school districts. Another 13% say chat at some time they decided not to
shift districts because of fear that they might lose salary credit. Among those who
have experienced salary loss, che median annual loss was $1,800 (not necessarily in
1986 dollars since many losses were in years past prior to inflation).

Leaders ate not as strongly convinced as are teachers that
total years of past experience should be recognized in a career move. While 85% of
teachers are "strongly" committer.: to this principle, only 40% to 50% of the su-
perintendents, legislators, college deans, and state education officials also agree
"strongly:'

Working Conditions
1. American teachers stronglyposectp_k_nprove

jjg condm y increasing collegiality and reducing isolation i the
workplace. The top-rated measure is having a formal system, such as teacher
centers.; where teachers can get help and ideas from other teachers and
administrators.



.7".for
slIMERICAN

2. Teachers are also come ed about class size and work-
load, which_govern rhe extent to which they can effectively deliver their pm-
fessional semices to individual students. Sixty-eight percent of teachers say their
class size is too large. The median number of stud:I-its in a classroom today is re-
ported to be 25, while teachers say that the median numberof students that a rea-
sonable class ought ro contain is 21. This means that the typical tea,:her feels that
a reduction in class size of 16% is nmded for effective teaching.

Participating in School Management
A major aspect of the reaching profession, as with any pro-

fession, is how the workplace is managed and who participates in important deci-
sions. When it comes CO the principles of school management, teachers and all
leadership groups share a consensus on involving teachers in school decision-mak-
ing. But when it comes to specific roles within the school, the consensus breaks
down. Teachers and leaders differ in the degree to which they are committed to
particular types of teacher participation, and some leadership groups are much
more in agreement with teachers than are others.

1. y-seven percent of teachersjuid oyer 0 of gl
ijjjpgroupsrhink that_school districts sl-IniAd have a tearn approach to
school_rnivement. Many teachers feel that current reality falls short of this
goal. Fifty percent of teachers think that their district -:ually does have team
management now. Bur many more principals (86%) and superintendents (93%)
believe that team management already exists today.
2. Teachers dernan and leaders support the biggest role f r wachers in
those areas of_schoollife rhat_are acnic .13_gcsgic_a1 ar_t_ident-related.
Ninety-seven percent of teachers, and strong majorities of all leadership groups
think that teachers should have a major role in choosing textbooks. Seventy-three
percent of teachers and majorities dal leadership groups (except state legislators)
chit& that teachers should have a major role in designing and conducting in-ser
vice trsining. And 73% of teachers and a majority of all leadership groups think
teachers should have a major role in disciplining students. All groups say that cur-
rent reality falls short of the desired goal in these three areas. But in general higher
actual teacher participation is seen as existing in these pedagogical areas than in
Other aspects of school management.

3. Teacher s s , ow somewhat less dernan for and many
leaders offer even less support for teacher participation in tasks that are tra-

ym11 the --esponsi ility of administrators. About 40% of teachers and less
than 30% of most leadership groups (except union officers and, sometimes, deans
of education) think teachers should be involved in administrative tasks such as as-
signing students and scheduling classes, selecting new principals, and deciding
budget allocations. Here, too, all groups agree chat the current reality falls short
of the desired goal. But principals and superintendents see more teacher participa-
tion as already existing, than do teachers themselves or any other leadership
group.

4. Teachers axe least keen ottpmtWpating in peer re-
view. Three in ten or fewer want co be involved in hiring new teachers or in eval-
uating their reaching colleagues. Although no leadership group has a majority in
favor of peer review for teachers, union officials and deans tend to favor this kind of
participation more than teachers do themselves.
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5. Union_officers and college deans see less pwgress to
date toward achieving these obiectives than teachers themselves presently per:
ceive. Union officers and college deans are, in a sense, a vanguard who are dissat-
isfied with the status quo, and pressing for a significantly restrucrured teaching
professioli in the future.

6. Principals and superintendents also think that teach-
ers already playAzreater role than the teachers currently perceive themselves
ol_playisig. This makes principals and superintendents relatively satisfied with the
status quo, and less enthusiastic about the need for future change in this area.

Participants Rate Each Other's Performance
Teachers and the six leadership groups were invited CO rare

the job performance of ten participants in public education. Several important
patterns emerged.

1. Of ten types of participants in public eAwation at all
levels classroom teacher receive the h' hest ratings in terms of their job_pe
formance. School principals ranked second among the ten types of participants in
terms of how well they are perceived to be performing their role. In general, the
highest ratings tend to go to those participants in public education who are the
closest to the students.

2. Sta slarors who serve on education c.mmittees
and people in the govern()
rather unfavorably by teachess_ancLsome le_a_dershipsroups_cortcur. Of course,
such officials in a state's capital city are inevitably distant from typical classroom
teachers. Some of the leadership groups who might be expected to have more first-
hand contact with these rwo leadership groups rate legislators and governors aides
more highly. But, even so, several of the leadership groups still give less than 50
percent positive marks to these key state policymaking and policy-setting
officials.

h deal with education tend to_be rated

3. Parents of school-age ch'ldren receive some of the
lowe t mark f m teachers and from many of the leacipsroups. Parents
are not perceived to be performing the role they should play in the education of
their children.
4. Union officers receive thrnost widely varying marks from other partici-
pants. Union officers receive positive marks from 67% of teachers, who rank
them third from the top in job performance, just behind principals. But this level
is about 20 points higher than the rating given to union officers by the other lead-
ership groups. It should be noted that teachers who say they are actually members
of the ./VFT or NEA give even higher marks 73% positive to union officials.

In any effort to restructure the teaching profession, many of
these participants will have to work with each other. So it is important for all
groups to understand the mutual images that they presently hold of one another.
It is barticularly important that teachers and principals have confidence in each
other since they will necessarily have to work closely on a frequent basis.
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CHAPTER 1: CONCERN OVER A FURFRE
TMCHER SHORTAGE

Teachers Contemplate Leaving Their Profession
Since one year ago, the percentage of AJnerican teachers

who have at some time seriously considered leaving teaching to go into some other
occupation has increased to 55% from 51% (Table 1-1). This represents a statis-
tically significant increase between the 1985 and 1986 Metropolitan Lifi, Surveys of
the American Teacher.

A possible reason for the shift is that teachers' job sarisfac-
tion has declined by seven percentage points over the past rwo years. Forty percent
of American teachers said they were "very" satisfied with their jobs in the 1984
Metropolitan Lift Surtry of the American Teacher, while just 33% said the same in the
new 1986 survey

Twenty-seven percent of teachers say they are "likely" to
leave the teaching profession for a new occupation within the next five years. This
level is almost exactly the same as that reported in the previous survey. Fourteen
percent of all teachers say they are likely ro leave within the next two years. This
question was asked for the first rime in the latest survey.

As discovered in last year's survey and confirmed this year,
male teachers are slightly more likely than are female teachers to contemplate leav-
ing. Single teachers, and teachers who are married to a spouse who does nor have a
paying job, are most likely to say they might leave. Those teachers who are mar-
ried to a spouse with a paying job are least likely to report that they might leave.

Leaders View a Possible Teacher Shortage
Educational leaders take the impending shortage quite se-

riously. Over 60% ofeach leadership group thinks that the coming teacher short-
age will be -very" serious or "somewhat" serious in their own particular school or
district or state (Mble 1-2). Union leaders (54%) and deans of education colleges
(57%) are most likely to think the shortage will be "very" serious.

Over 90% of each group of leaders believes that the salaries
than teachers ger will be a major factor contributing to the shortage. Approx-
imately the same proportion of each group also think that opportunities in other
fields, especially for women, will also be a major contributing factor.

Other factors seen as contributing to a shortage include the
status that society gives to the teaching profession, the working conditions that
teachers face, and a temporary imbalance between the growth of-the school-age
population on the one hand and the number of people who are entering teaching
on the other hand. Over 70% of each group of leaders think that these will be
contributing factors.

Studentg out-of-school problems economic, family-re-
lated, and societal that affect education are also cited. Over 60% of each lead-
ership group think that these will also be a major factor for contributing to the
impending teacher shortage.
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Steps to Avoid or Reduce the Teacher Shortage
Teachers and leaders agree on what ought to be done to stop

the attrition of the nation's teaching force. In the earlier 1985 Metropolitan Lifi
Surrey of the American Mather, teachers evaluated key steps that might be taken to
attract and retain good people in the reaching profession. In the new 1986 survey,
the leadership groups were asked to evaluate nine of these same steps. Their views
are now compared to those of teachers (Table 1-3).

A virtual consensus exists between teachers and leaders
about providing the financial support needed to keep classrooms adequately
staffed. Ninery-four percent of teachers and over 80% of each leadership group
think that providing a decent salary would help a lot to attract and retain good peo-
plc in the profession. Eighty-four percent of teachers and over 70% of each lead-
ership group think that providing increased financial support far the school system would
also help a lot. And 79% of teachers and over 70% of each leadership group be-
lieve that it would also help a lot to provide compensation to beg:nning teacherse com-
parable to other professions that require similar training.

Two additional steps also generate majority support from
both teachers and all leadership groups. Requiring new teachers to serve a super-
vised apprenticeship or internship before being certified is one such step; it would also
have important consequences for restructuring the profession. Sixty-nine percent
of teachers and 55% or more of each leadership group think such a reform would
help a lot The other step is having more parent involvement with the school. Fifty-six
percent of teachers and at least 52% of each leadership group think this step
would also help a lot.

Four remaining possible steps generate less consensus
among leaders, but all command majority support from teachers. For instance,
less than half of the principals, superintendents, state legislators, and state educa-
tion officials think that providing better tools and supplies, or providing advanced
study sabbaticals, would help a lot to attract and retain good people in teaching.
Yet 58% of teachers think sabbaticals would help, and an even greater 69% of
teachers think that better tools and supplies would be effective in attracting and
retaining the nation's teaching force.

10 16



T able 1-1 Likelihood of Leaving Teaching

QUESTION: Have you ever seriously considered leaving teaching to go into some other
occupation?

QU E ST1ON: Within the next five years how likely is it that you will ve the teaching profession
to go into some different occupation very likely, fairly likely, not too likely, or not
at all likely?

QUESTION: knd within the next two yeaxs how likely is it that you will lmtve teaching to go into
some dfferent occupation very likely, fairly likely, not too likely, or not at all
likely?

ST1ON; Alf in all, how satisfied wouldyou say you are with your job as a teach r In the
public schools.

a
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Table 1-2 Educational Leaders Wew a Possible Teacher Shortage

QUESTION: In the near future, how serious a problem do you feel that shortages of qualified
teachers (in your school/in your district/in your state) will be a very serious
problem, somewhat serious problem, not too serious problem, or not a serious
problem at all?

QUESTION: If there were a teacher shortage in some areas around the country, here are some
things that might possible contribute to such a teacher shortage. For each, please
tell me whether you think It will or will not contribute to a teacher shortage. Do you
think (READ EACH ITEM) will or will not contribute to a teacher shortage?

Perceived Seriousness

Base

Very serious

Somewhat serious

Not too serious

Not serious at all

Not Sure

12

DISTRICT STATE DEANS OF STATE TEACHERS

SCHOOL SUPERIN- LEGIS- EDUCATION EDUCATION UNION

PRINCIPALS TEN1)EN1S IATORS COLLEGES °MOMS OFFICERS



Table 1- teps to Attract aNd Retain Good People in Teach
QUESTION: I will now read you some steps that might be taken to attract good people into

teaching and to encourage good teachers to remain in teaching. For each please tell
me whether you think it would help a lot, help a little, or would not help at all?

13
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CHATTER 2:

Evalu ting EducationalRe 0 ns
When it comes to implementing the measures discussed in

Chapter 1, the consensus between teachers and leaders breaks down. This chapter
looks at priorities concerning reforms which should actually be funded. It reports
several interesting differences between the priorities of teachers and the prioritiesof some educational leaders.

We also look at perceptions about the impact of educational
reforms to date. Here we find a major difference in what teachers perceive and
what some educational leaders perceive to have happened.

We then examine in depth several reforms that are already in
place in many localities across the country, and that are on the drawing boards in
others. We measure reactions co these reforms by both teachers avd educational
leaders. Such reactions provide for the first time information about specific ele-
ments of various reforms, some of which cause strong disagreement berween teach-
ers and leaders.

Priorities for Reform
Teachers tend to think first of those factors that impact most

immediately on their student4. Teachers were asked ro state in their own words, in
-...nswer to an open-ended question, what particular educational reform they think
ir is most important for their state to fund or to keep funding. They most fre-
quently cire curriculum-related reforms. Forty-five percent of teachers spontaneously
mention these kinds of reforms, including special education programs, pre-school
programs, bilingual education, vocarional education, remedial prograrns, coun-
seling services, and basic education (Table 2-1).

Teachers cite second most frequency a variety of teacher-re-
lated refonns. Twenty-eight percent say it is most important for their state to in-
crease teacher salaries, hire more teachers, improve the training of teachers, and
raise teacher standards.

And third in frequently from the teacherg point of view are
re orms related to the funding of the education system (7%), such as level of funding,
equity of funding, property tax reform, and state aid to local districts.

School principals tend to share the priorities of teachers, cit-
ing curriculum-related reforms most frequently as a priority (54%), and teacher-
related reforms next most frequently (17%).

District superintendents and state legislators tend to spread
their priorities more broadly, as one might expect of officials with wider responsi-bility. They cite with approximately equal frequency curriculum-related reforrns,
teacher-related reforms, and in the case of ruperintendents system funding-
related reforms.

Union officers, deans of colleges of education, and state edu-
cation officials rend to put teacher-related reforms first in priority. In the case of
the college deans, 51% cite teacher-related reforms (especially salaries) as the most
important educational priority for their state.
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The Perceived Impact of Reform
Teachers and educational leaders differ markedly about the

perceived impact of reforms. MOSE leadership groups are much more positive
about the impact of reform to dare than are teachers (Table 2-2). In the earlier
1985 Meropolitan Life Surzt7 of the American Teather, teachers tended to have mixed
views on the consequences of reforms. Only 36% of teachers felt the reforms have
so far had a positive impact on teachers. However, most leadership groups, when
asked the same questions in the new 1986 survey, expressed a solidly favorable
judgment about the impact of reforms to date. For example, 78% of state educa-
tion officials and 73% of legislators believe reforms to have had a positive impact
on teachers.

When it comes to the impact of reform on students, teachers
tended to be divided between saying it has had a positive effect (42%) and saying
there has not been much effect at all so far (44%). Union leaders tend to divide the
same way. But all other educational leaders think that a positive impact has oc-
curred on students so far. Again, state education officials see the most positive im-
pact (85%).

Reactions to Perfo mance Based Pay
Teachers and educational leo.ders are virtually unanimous on

the need for providing fi nancial incenzives and career advancement opportunities
in order to improve teaching conditions. However, less consensus exists on the
merits and the impact of performance-based pay reforms, which have been legisla-
ted in many states.

Since the enactment of career ladders, merit pay, and men-
tor teacher programs (sometimes called master teacher programs), states have had
very different experiences in implementing these reforms. Variations among states
in the content of such programs makes it somewhat difficult to generalize, but
one thing is quite clear from the survey data. Teachers and educational leaders do
not see eye-to-eye on the acceptability of these types of performance-based pay
plans, and they also view their impact quite differently. However, teachers and
leaders do share a consensus on one type of performance based pay: mentor reacher
programs are viewed by all groups as a positive approach co restructuring the
profession.

Mentor Teacher Programs
Mentor teacher programs designate certain teachers to per-

form special one-on-one piofessional coaching for other teachers. Teachers who are
familiar with mentor teacher programs are ovenvhelmingly in favor of them.
Forty-four percent of teachers across the country are familiar with such programs,
and of these fully 82% are in favor of them (Table 2-3).

All categories of education leaders concur. Over 80% of each
type of leader surveyed expressed favorability toward mentor teacher programs.

Two arguments in favor of mentor teacher programs also re-
ceive ringing endorsement from teachers and leaders alike, and they provide some
imight into reasons underlying the overall favorability toward the programs. Over
90% of each group agrees that mentor teacher programs help to improve the
teaching skills of new teachers. And over 80% teachers and leaders alike agree that
mentor teacher ;-/rograms are a good way to continue coaching for all teachers no
matter how experienced they are.
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Two criticisms of mentor reacher programs received much
less endorsement. Just 35% of teachers, and less than 30% of each leadership
group, believe that mentor teacher programs create artificial and unfortunate dis-
tinction among teachers. A bare majority of teachers and less than a majority of
each leadership group agreed that becoming a mentor re...cher is too much of a
short-term position instead ofa permanent career advancement. However, it is
significant that more teachers than leaders agree with these rwo criticisms.

OBSERVATION: Of the several specific reforms studied in
the survey, mentor teacher programs
proved to be the most popular among
classroom teachers. One possible reason
for such popularity may be that teachers
perceive in mentor teacher programs the
prOmise of receiving some help in their
day-to-day task of teaching in the
classroom a promise that is necessarily
more remote or indirect in the case of
other reform proposals, such as specialty
certification, career ladders, or merit pay.

A second possible reason for the
popularity of the mentor teacher concept
may be that it also promises to increase
collegialiry and to reduce isolation in the
workplace a goal that is, as we will see
in Chapter 3, strongly endorsed by
teachers.

A third possible reason for the support
given to the idea of mentor teachers is the
new possibilities for career advancement
that it opens up to teachers. Some of
these reasons may also influence
educational leaders; mentor teacher
programs also proved the most popular
reform with leaders.

Pay System
Merit pay systems were also examined in depth. Such sys-

tems select a certain number of teachers as meritorious and then pay them a
greater amount of money with no change in their duties. A majority of American
teachers are both familiar with and opposed to such merit pay systems. Leaders,
for their part, are divided. Seventy-two percent of American teachers are familiar
with the idea of merit pay, and 71% of those who are fiuniliar say that they oppose
merit pay systems (Table 2-4).

A majority of principals (55%) and an overwhelming major-
ity of union leaders (97%) agree with teachers in opposing merit pay systems. But
nearly three-quarters of deans of education colleges (73%) favor merit pay and bare
majorities of superintendents, state legislators, and state education officials also
favor systems of merit pay.
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Two aspeCts of merit pay receive strong criticism from teach-
ers and from many of the leadership groups. Eighty-six percent of teachers agree
that merit pay systems create artificial and unfortunate distinctions among teach-
ers. Half or more of each leadership group concurs, with union leaders nearly
unanimous (97%) in this point of view. Seventy-eight percent of teachers agree
that the means that are used to select the teachers for merit pay rend to be unfair
and nonobjective. A majority of principals, superintendents, and state legislators,
and an ovemhelming majority of union leaders all agree with the teachers on this
point. However, less than a majority of college deans and state education officials
concur with this criticism of merit pay.

Arguments in favor of merit pay receive significantly less
support from teachers, bur considerably support from all of the leadership groups
except ur,ion officers. Fifty percent of teachers (and a mere 7% of union leaders)
believe that merit pay systems provide valuable incentives for teachers to improve
their performance. Bur over 60% of each of the other leadership groups agree with
this pro-merit pay argument. Forty-eight percent of teachers (and just 9% of their
union leaders) agree that merit pay systems recognize and reward outstanding
quality teachers. But over 70% of each of the other leadership groups believe this
argument in favor of merit pay.

OBSERVATION: The issue of merit pay would seem to be a
particularly contentious one. Teachers
and their union leaders are strongly
opposed, and other leadership groups are
divided. Moreover, even many of the
groups in favor of merit pay remain
critical of the program on some points. In
the 1984 Metropolitan Life Survey of th
American Teacher, teachers showed an
openness to merit pay tfmerit could be
judged in an objective manner.
Skepticism that this is possible still seems
a major sticking point in 1986.

Career Ladder Programs
The third type of reform examined was the concept of career

ladders. Career ladder programs divide teaching into different jobs and then pro-
vide different ranks and different salaries according to the level of responsibility.

Teachers at the present time are closely divided in terms of
favorability or opposition, whereas almost all leadership groups favor career
ladders.

Thj-ry-nine percent of teachers nationwide say they are fa-
miliar with career ladder programs, and these teachers split 49% in favor of such
programs and 46% opposed (Table 2-5). Each leadership group, on the other
hand, has a solid majority in favor of career ladder programs, except for union
leaders, who are 66% opposed. Leaders who are most favorable include state edu-
cation officials (90%), and deans of education colleges (87%).

Some of the reasons behind such support or opposition are
also presented in Table 2-5. A solid majority of teachers and of each leadership
group (except union leaders) believe that career ladder programs improve teachers'
chances for professional growth and development.
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But at the same time, both teachers and their union leaders
strongly agree with two possible criticisms of career ladder programs: that they
create artificial and unfortunate distinctions among teachers, and that the rneth-
ods ,tsed to select teachers for the programs are unfair and nonobjective. In con-
trast, most other categories of leaders tend to disagree with such criticisms.

When it comes to the question of whether teachers have any
real say in the development and operation of the programs, most teachers and
their union leaders think not, while most other leadership groups are more
optimistic.

0 El SE RV A TION:A fundamental disagreement in
perspective over career ladders seems to
exist at present between teachers and
their union leaders, on the one hand, and
other types of educational leaders, on the
other hand. This may be due in part to
the fact that, of the three rvforms studied
in the sumey, teachers were least familiar
(3996) wi..h career ladders. But it is also
possible that there is something about the
idea of differentiated ranks of teachers
with different duties and different
salaries that runs against the grain of the
nation's current teaching force. It may
require not just increased familiarity with
he concept, but also a change in thinking

in order to turn the present close division
sof teacher opinion into fuller acceptance.
It is therefore significant that the leaders
of tiv- nation's colleges of education are
particularly strong in favor of the carver
ladder concept, for they will be
producing the new teachers who will fill
the ranks in the years ahead.

Teachers Most in Favor of Reforms
One group that proves to be consistently in favor of reform

includes teachers who art newest to the profession, i.e., those who joined less than
five years ago. Table 2-6 shows which other subgroups of teachers tend to favor
each of the three types of reform.

Thus, mentor teacher programs are particularly supported
by those with less than five years teaching experience, by teachers in the East, and
by those whose household income is under $20,000. Career ladder programs are
especially favored by those with less than five years' teaching experience, by high
school teachers, by those who are not in unions, and by these whose household in-
come is under $20,000. And merit pay systems are most supported by those with
less than five years teaching experience, by high school teachers, by men, and by
those who are not in unions.
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OBS Ell VA TI ON: That the newest members of the
profession consistently support each type
of reform more strongly than do more
experienced teachers suggests three
possible explanations. Newer teachers
may be less wedded to the status quo and
to past ways of doing things, thus being
more open to new reform ideas. Second,
new teachers are more recent products of
the teaching and research than goes on at
the nation's colleges of education whose
deans, as we have seen, are particularly
supporrive of reform. Third, the youngest
generation in any profession may
naturally be the most idealistic and
hopeful that major change can soon be
accomplished.

Experience With Performance-Based Pay
How many teachers in this country actually have any first-

hand experience with any type of performance-based pay?
Seventeen percent of American teachers say they now par-

ticipate in some type of performance-based pay program (Table 2-7). This includes
12% who say they are now in career ladder programs, 2% in merit pay systems,
and 2% in mentor teacher programs.

Participation is reported most frequently in the South,
where 33% of the teachers say they participate in performance-based pay pro-
grams, mainly in career ladder programs. The West has the second highest pro-
portion of parricipants, with 20% of teachers there involved.

Among teachers who do participate, 72% have been in-
volved for just one or two years (Table 2-8). However, over 15% have been in-
volved for six or more years, indicating that a number of localities around the
country pioneered years ago some of the reforms that have spread more widely
only recently.

Most of the teachers who do not participate say that no such
program yet exists in their school district (Table 2-7). Sixty-seven percent of all
teachers report the lack of any such program. just 15% of all teachers say thata
performance-based program exists in their district of which they are not a part.
However, among Western teachers, 31% say such a program exists in their dis-
trict, bur that they do nor participate. Nationwide, among teachers who do not
participate bur who work in a district where performance-based pay exists, the
majority (61%) say they simply are not interested in participating, but 37% say
that they would like to participate yet cannot now for some reason (Table 2-8).

Overall, those teachers who are participating in a perfor-
mance-based program are slightly, but only slightly, more in favor of career lad-
ders, mentor teacher programs, and merit pay systems than are those teachers who
have no such first-hand experience. Thus, increased familiarity does not automati-
cally lead to increased enthusiasm ar this time. A possible reason for this is that
one of the earliest reforms to be tried in many localities was merit pay which, as
we have seen, turned out to be not popular at all among teachers.
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Leaders Cite Most Significant Reforms vs. Reforms Most in Need of Change
When asked to idenrify their srare's most significant educa-

nal reform so far, leaders cite a variety of teacher-related reforms, curriculum re-
forms, and funding-related reforms. And the type of reacher-related reforms that
the leadership groups point ro most frequently include new certification standards
and programs of performance-based pay (Table 2 9)-

When leaders are asked to identify the educational reforms
in rheir state that most need to be changed or modified, they also most frequently
cite teacher-related reforms such as performance-based pay (Table 2-10). Linicth
leaders and deans of education colleges are particularly likely ro cite reacher-related
reforms as being in need of modification.

OBSERVATION: Some leaders must be aware of teacher
resistance to certain forms of
performance-based pay, or else some
leaders have discovered the difficulties of
making performance-based pay work.
Leaders cite this reform most frequently
as being in need of modification.



Table 24 Priorities in Fmiding q

QIIEZESTION: What particular educational reform do you think it is n ost important for yout _ _

to fund or to keep funding?

4!:4

22

.1) km DEANSO. St4IE: 1CI LS
I, , SUPERIN- ISMS- EDLJCADON E A11DN 1141652IN ,

, , :LAM ykik, 6FraZERS:

1602 150 101 150 100 101 1000
% % %

45 54 31 34 16 29
14 14 6 3 4 1

8 7 5 7 2 4
2 5 4 5 5 8 it
1 2 - - -
3 7 3 7 1 2

2 3 3 4 2 E
2 1 - 1 E.
2 7 3 1

1 1

1 2 2 1 3
3 1 - 2 1

2 4 1 1 2 2 -
2 1 2 2 2
1 1 1

1 1 1 3
28 17 25 29 51 38
17 9 12 13 33 18
2 - - - - 1
3 3 7 5 12 10 2
2 3 5 5 2 5 3
1 1 1 6 3 4 1

3 1 1 .._
7 14 21 15 10 15 24
3 7 13 7 4 4 12
1 3 5 4 4 5

1 - 2 1 1

1 1 2 1 5 3 2

1 2 1 1 1 3 4
12 13 23 21 21 18 15

1 1 -
1 3 3 8 4

1 - 1 1 - -
10 11 19 17 13 14
7 1 1 1 1 1

cleLlegislative acts in various induidual states.
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Table 2-2

Base

Perceived Impact of Educationa 1 i?joim to _Date
Base: Those who report implementation of rcfurm n their district/state

QUEST 10 N: On the whole, would you say that the educational rfortns (in your school distrlct,in
your state) have had a positive effect, negative effec_L, or not much effect on
students?

UEST 10 On the whole, would you say that the educational rutforins (in your school district/in
your state) have had a positive effect, negative effe=t, or not much effect on
teizebers?

Effect on Studen

Positive effect

Negative effect

Not much effee

Not sure _ _ _

Effect on Teachers

Positive effect

Not much effect 28

TEACHERS DisnUCT STATE DEANS OF STATE IEACIERS
(1985 SCHOOL SUpERIN- LEGIS- EDUCATTON EDUCATION UNIONSUM) PRINCIPALS TENDENTS IATORS COILLEITS OFFICIALS OFFICERS

Not sure

23

85

78

2

16

3

28

45

7

43

24

31

3



Table 2- upportfor Mentor Teacher Programs

QUESTION: Now some questions about mentor teacher programs. These programs designate
certain teachers to perform special one-on-one professional coaching for other
teachers. (Are you familiar or not too faimiliar with mentor teacher pre grams?)

QUESTION: Here ue some statements regarding mentor teacher programs. For each, please
tell me if you agree strongly, agree somewhat, disagree somewhat, or disagree
strongly.

QUESTION: Overall, do you personally favor or oppose mentor teacher rograms?

_

*Only the 44% of teachers who said they were familiar with mentor teacher programs are shown.
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Table 2-4 Supportfor Merit Pay Systems

QUESTION: Now some questions about merit pay systems. These systems select a certain
number of teachers as meritorious and then pay them a greater amount of money
with no change in their duties. (Are you familiar or not too familiar with merit pay
systems?)

QUESTION: Here are some statements reguding merit pay systems. For each, please tell me if
you agree strongly, agree somewhat, disagree somewhat, or disagree strongly.

QUESTION: Overall, do you personally favor or oppose merit pay systems.

'Only the 72% of teachers who said they were familiar with merit pay systems are shown.
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Table 2-5 Support or Career Ladder Programs

QU.ESTION: Now some qucstions about career ladder programs. These programs divide
teaching into daTerent jobs and then provide different ranks and different salaries
according to the level of responsibility. (Are you faimiliar or not too familiar with
career ladder programs?)

QUEST_ION: Here are some statements regarding career ladder programs. For 'loch, please tell
me if you wee strongly, agrte somewhat, disagree somewhat, or disagree strongly.

QUESTION: Overall, do you personally favor or oppose career ladder programs

*Only the 39% of teachers who said they were familiar with weer ladder programs are shown.
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Table 2-

Receive Performance=

Those who recebe

Those who do not

1ype of School
Elementar7 .

Junior high
High school

' n

south

West

Sfte of Place
Inner city

other urban
Suburban

Smaft town

Rilral

Sex of Teacher
Mde
Female

Experience of Teacher
Less tom 5 years

5 to 9years

10 to 19 years

20 years or more

of Teacher

Up through 4 years of college

Some graduate credits

Master completed
_

Beyond mastefl

Union Membership

Yes

No

Household Income of Teacher
Under $20,000

$20,001 tq $3opo0

$30,001 to $40,000

$40,001 and owe,

_rs Support Each of Three I
Base: Those who are familiar

FAVOR
steam

YEACMR
PROGRAM

FAVOR

CAREER
LADDER

PROGRAM

FAVOR
AIERff

PAY

mums
700 617 1149

82 49 26

87 50 27
81 49 26

83 47 23
77 45 28
84 52 30

90 64 27
86 57 31
84 40 23
71 53 21

81 31
78 26
83 53 29
84 45 25
84 48 22

83 52 30
82 48 24

93 65 45
89 50 28
82 46 25
78 50 23

84 36 28
78 50 24
85 57 27
83 45 26

83 46 24
81 59 38

90 58 29
80 52 28
80 48 30
84 47 22

NOTE:All figures are based on those teachers who said they were familiar with the particular reform being discussed.
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Table 2-7

28

Teachers Who Partiipate In Per o nce-Based
Pay Progwnis

Q UES T I ON: Arc you yourseM now padicirmiating in any "performance-based pay" program, uch
as merit pay, emrcer ladder5, 7rientor-teacher program, etc.?

Q UESTION: Whattype of p--rfo ce-ba-ed pay do you receive?

Q UESTION: Does any type (34 performanc-based pay program currently exist in your
ow school?

Total Teachers Does not participate
Base 1602 82%

°Less thsn 05%. .

Participates

17%

Career ladder
12.. .



Table 2-8 Sole Futher Details About Teachers Who Do Parr----icipae
alkIrboe Who Do Not

QUE S TION: loonaøy ylars total have you participated in this prograrnAhese progartis

QUE STION: Would you 1114fflte to participate in the program, or do you have no Interest
padclpatifig72,

QUE S TION: Axtpu not p==trticipating now because of limited funding for the prograrrxr, or
house you tlid not meet the selection criteria, or for some alum-au:n.7?

Length of Partlicipation
by Those Who Du Particiate

BaSe

280

4 years

1%
5

years

5% 6 to
10 years

7%

29

More thin
10 years

9%

But
limited_
fundifig

4%

But dt1
not tut
crited2

9%

3 4

Interest in Patilcipating
by Those Who DoNot Particiwrate

Where Program Exists
Ran

237
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Leaders 'tient Their StalsJIost

QUES ION: What would you identify as your slates most signifian I educational r1orno r?

(PROBE, IF NEEDED): Why do )ou feel Filial it is signicaut?

is .-

150 101 1 50 1 101 100

%

17 21 3 4 25 32

3 1 1U 7 10

2 M 1

1 I_ 1
,

1 2 1_ I_ 3 1

9 5 7

1 2

2 1 4

2 3 3 -
-2

1 1

2 1 1 ---, T

OikiiiriMAT
, 42 41 3 3X. 37 26

leilifirthieli 7 13 7 it 12 2

5 7 3 5 4 1

4 4 1 &- 4 3

_

_ ---z
1 1 5 Z 4 1

s 5 2 3 1 1,
1 1 -
3 1 1 4 3

2 1 -
, 3 1 3

, 2 1
7?

u 0 1 2 1 1 4,_,
AI' 3 3 1

_

2 3 1

5 2 1 1

2 1 2



rrabie 2-10 ers Men e onn, Most in NeeW ofModfication

QUESTION: And what wouldyou identify as the educational reforri in your state that most needs
to be cbanged or modified?

31

5 6
1 -
2 1

11 8 2.- -
20 13 20 11- 4 2 2

3 - 3 2
2 2 - 3.
5 1 5

1 3 1 1 2
1 4 3 5
4 , 2 1 2
3 3 3 1 1 2

17 20 15 8 12 17
6 5 5 2 6 1
1 1 2 1 - 2
5 7 3 3 4 12
5 7 5 2 2 2

29 31 31 28 30 23
2 4 3 5

1 1 1 1
, 26 24 24 22

3 9 7
1 5 1
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CHAPTER 3-

Changing the Structure of Teaching

Both teachers andeducational leaders supwport the restruc-
turing of the teaching profession in rimy different areas such as economic mobil-
ity between districts, professional certification, and isolation vcsus collegialiry in
the workplace. Once again, as we savvearlier in regard to other .-eforms, teachers
and Leaders often agree on goals, but they are not always in agremenr on
mplementation.

Teachers View Specialty Certification Boards
Specialty certification boards are one of th major new ways

being proposed to restructure reaching inarder to raise standarcl_s and strengthen
the profession- These boards would certifyexperienced teachers Zn their own s -
cialry, based on formal training and expekace and rigorous exar:Aiinations or other
evidence of outstanding performance_ Such boards already exist in some other pro-.
fessions, such as for accountants, architects, and lavryers.

A narrow inajoriipfAmerican teachersfavor r-zech specialty cer
}Icarian boardr. Many leaders are also supportive.

Fifty-two percent of teachers favor such bora--rds while 41%
oppose them (Table 3-1). At the present (me, however, teachers .1-e not certain
just how such certification boards shouldbe used. No one model_ of usage receives
majority endorsement. Of three alternadve ways examined in the- survey using
the boards as an alternative to merit pay(35%), as an alternative o career ladders
(27%), or as a means of advancing rhrcugha career ladder program-n (39%) the
third garnered the most support from teachers, but still only abort 4 in 10 teach-
ers currently see that as a good use of certification.

Teachers are not atoll undecided on some oher issues re-
lated to certification boards. Seventy-r-vropercent believe that inc-eased salary
should be given to those teachers who become certified. And 819 believe that, if
advanced training is needed for certification, teachers should be rimbutsed in
some way for the cost of the training-

Support is broadlyspread across most caregt=iries of teachers.
While support is slightly higher arnons Eastern teachers, among .hose who have
training beyond the master's degree, andamong those who are nog.= in unions such
as the AFT or NEA, these tendencies arenot strong. Most other c.--tegories of
teachers show very even levels of support (Table 3-2).

Leaders View Specialty Certification Boards
Most of the leadership groups su,.-veyed also .1--iave a majority

in favor of specialty certification boards. Union officers (30%) and -.deans of col-
leges of education (61%) are especially in boor However, school paincipals and
scare education officials are evenly dividedut the present time, witli approximately
as many in favor as opposed (Table 3-1). Iris understandable that si=are officials
might be somewhat reluctant. Since they presently have responsibklity over
teacher certification, some might feel uncertain as to how the new specialty cer-
tification boards might a.ffect their role inlicensing teachers.

Of the three alternative usages studied, usin certificat ion
boards as a means of advancing through acareer ladder program prves to be the
most popular with 5 out of 6 types of educational leaders. Howeve.,=, a majority of
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union officers (55%) would rather use certification as an alternative to merit pay
systems. A solid majoriry of all six types of leaders concur that teachers who be-
come certified should receive increased salary.

On the practical issue of who pays, leaders are somewhat
split on who should bear the cost of any advanced training that might be needed
for certification. School principals and union officers strongly agree with teachers
that they should be reimbursed. But district superintendents disagree, while state
education officials are narrowly divided on the reimbursement question. Legisla-
tors and deans have slight majorities in agreement with teachers on the matter of
who should pay.

OBSERVATION: The Metropo itan L4f-e Survey of the
American Teacher discovered in its two
previous surveys that American
teachers strongly support new measures
that might serve to increase the
professionalism of teaching as at.
occupation. It is quite likely that this
same motive or goal lies behind reachere
support of the proposed specialty
certification boaxds in the new 1986
survey. And the support given by many
leadership groups underscores the
widespread desire to see a more
professionalized teaching force in the
U.S. It is also clear fmm the data that
both leaders and teachers at the present
time remain relatively open as to the
exact use to which such boards might
eventually be put. As this reform idea
evolves, and as they have an opportunity
to react to specific proposals, it is to be
expected that they will support some uses
more enthusiastically than others.

Economic Mobility Between Districts
A majority of American teachers (55%) have changed from

one school district to another district at some rime during their teaching career.
Teachers in the West are slightly more likely to have done so than those elsewhere
in the country (Table 3-3).

Three out of every ten Kmerican teachers have been person-
ally affected hy lack of economic mobility berween school districts. Sixteen per-
cent say they have lost salary credit for past service during a change between
districts. Another 13% say they at some rime decided not to make a career change
fiorn one district to another because of fear cbcy might lose salary credit. Again,
teachers in the West are the most likely to report having been affected by lack of
economic mobility Among teachers who did report a salary loss, the annual dollar
loss was reported by the median teacher to be $1,800 per year (This is not always
in 1986 dollars, since many of the losses are from years past, prior to i'l-dalion.)

Both teachers and all the leadership groups in thy survey
ovetwhelmingly agree that a teacher's total years of past teaching experience should
be recognized with the corresponding salary when a teacher moves from one school
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district to another (Table 3-4). Eighty-five percent of teachers and over 80% of
every leadership group agree with this as a goal. But the intensity of that agree-
ment varies dramatically between groups. While teachers and union officers are
strongly committed to the principle, some leadership groups are much weaker in
their commitment. AA-nong legislators, state education officials and college deans,
there are about 2S many leaders who only agree with the principle "somewhat" as
there are leaders who agree -strongly7

Teachers and education leaders alike also recognize that
there could be both serious drawbacks as well as major advantages to such in-
creased economic mobility between districts (Table 3-5). One advantage of giving
full salary credit for past service might be to encourage some of those who have
left teaching to return to the classroom. A majority both of teachers and of each
leadership group think that such a policy would achieve this goal. Another advan-
tage might be to attract teachers to high shorrage geographic areas like inner
cities, A majority of teachers and a majority of all leadership groups, except prin-
cipals and deans, believe that giving full salary credit for past service would have
this effect.

But a possible disadvantage of increased economic mobility
might be to deprive poorer school districts ofmany of their best teachers. A ma-
jority both of tenchers and of all leadership groups say that increased economic
mobility would have such an effect. Mother possible disadvantage might be to
make some school districts top-heary with senior teachers whose salarif-..s axe ac the
upper end of the scale. A majority of teachers and of all leadershipgtoups, except
union officers, concur with this concern.

OBSE RV ATION: Increased economic mobility between
districts is an objective that, quite
naturally, is overwharnii sly favored by
American teachers. Members of many
other professions expect, when they
change employers, to be able to train port
the experience, rank, and standing that is
documented on their resume or in their
curriculum vitae. But this mark of
professionalism is often denied to school
teachers, and many resent it. aver hef of
the nt.tion's teaching force have at some
time shifted from on ?. school district to
another and, thus, have had personal
experience with the constraints on
economic mobWty that presently exist in
many parts of the country. Moreover,
3 in 10 teachers have personally
experienced negative aspects of those
constraints on mobility either by loss
of salary credit during a move or else by
reduced mobility due to fear of such
salary loss. However, teachers are aware
that the issue is not entirely one-sided.
Teachers recognize that there may be
some undesirable consequences for some
school systems if total compensation
were portable.
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Increasing Collt____giality and Reducing Isolation
American teachers strongly support steps that would im-

prove their work=ing conditions by increasing collegiality and reducing isolation.
This support ccales from teachers across the board, including elementary schools,
junior high sclicuols, and high schools (Table 3-6)? Seven out of ten teachers think
it would help a 1ot to have a formal system, such as "teacher centers',' where teach-
rs can ger help ideas from other teachers and administrators. Seven in ten

teachers also thir=t1__ it would help a lot to have ways in which teachers could help
each other with .._roublesome students.

Six out of ten teachers also support two other steps to reduce
isolation on the *th: having more structured and organized time tO talk with col-
leagues about prknofessional matters, and receiving more support in dealing with
students from non-education professionals in the school system.

Of the five steps tested, the least popular although it still
garners majority support is having teachers able to observe each other in the
classroom and p=ovide feedback to one another. It may be that this kind of obser-
vation brings up.. issues of "peer review" a concept which, as we will see in
Chapter 4, is no= currently popular among teachers.

The Issue of Clamss Size
Workload governs the effectiveness with which teachers can

deliver their services E0 individual students Therefore, class size is another aspect
of working conrl -irions that many teachers are concerned about. In the 1985 Metro-
politan Lift Sum- qf the American Te.acher, 79% of teachers said that providing
smaller class size- would help a lot to encourage good people to remain in teaching.

The new 1986 survey inquired about the typical class size
that teachers actitally face today, and about the class size they think is both reason-
able and desirabIL7e.

The median number of students actually taught by a typical
teacher today is 5. The median number of students that teachers feel ought to be
in a class is 21 (TMble 3-7). Sixty-eight percent of American teachers feel that the
size of the typicafl class they teach is currently too large. The typical teacher be-
lieves that a redu,ction of 16% En the size of today's classes is needed in order to as-
sure effective teat _hing. Class size is largest in the West and in the inner cities.

*Leadership groups scre not asked this particular set of questions.
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Table 3-1 Support for Specialty Cer cation Boards

QUESTION: Some people have suggested the establishment of specialty certification boards,
such as exist for some other professions like accountants, artidtects, and lawyers.
These boaxds would certify experienced teachers in their own specialty, based on
formal training and experience and rigorous examinations or other evidence of
outstandfing performance. Do you personally favor or oppose establishing such
specialty certification boards?

QUESTION: If such specialty certification boards were established, they might he used in several
different possible ways. Do you think that specialty certification boards should, or
should not (READ EACH mh)?

QUESTION: If such specialty certification boards were estab ished, do you think that increased
salary should, or should not, be given to those teachers who become certified in
a specialty?

QUESTION: If advanced training is needed for specialty certification, do you think that teachers
should pay for the training themselves, or do you think that teachers should be
reimbursed in some way?



Table 3-2 c. Mac e s Favol Certification Bot

NOT
FAVOR OPPOSE DEMOS SUR

% % % %

1602 52 41 3 3

II .1 11 1..1

50 43 3 4
342 54 41 3 2
443 55 39 4 2

337 58 34
46 6 51 42
515 51 44
284 49 44

186 51 42
176 54 39
370 53 40
509 52 42
355 52 42

509 52 43
1093 52 41
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98 55 41 1

259 55 v) 3
771 51 43 4
473 53 41 3

275 50 45 2 3
472 51 42 3 4
515 52 41 4 4
340 57 38 4

337 51 42
264 59 37

332 54 40
702 53 41
552 51 43



Table Teachers' Mobility Between School Districts and
its Impact on income

QUEST1 ON: During your teaching career have you ever changed from one school district to

another district?

QUESTION: The most recent time you changed districts, did you lose credit in terms ofs
any of your year3 of past service?

QUESTION: Have you ever decided not to mahe a change from one school district to another
because of fear that you might lose salary credit for years of past service?

Total Teachers
Base

1602

Changed districts

55%
Decided not to make change because

of fear of losing salary credit

13%

Never changed
districts

45%



Table 3-4 Sujportfbr Policy Chawes Affecting
Economic Mobility and Tenure

QUESTION: Here are some statem 'nts that people have made about the education system. For
mich, please say whether you agree strongly, agree somewhat, disagree somewhat,
or disagree strongly.

Rase

Economic Mobility
A leader's years of experience
should be recognized vdth the
corresponding salary when a
teacher moies from one school
district to another

1 Agree strongly

2 Agree somewhat

3 Disagree somewhat
4 Disagree strung"

Tenure Policy

WACHERS

PERCENT OE EACH GRoup silo AGREE og DisAGRIE

DISTMCT STATh DEANS OE STATE
SCHOOL SUPERIN- LEGIS. EDUCATION EDUCATION

pRINCIPALS TENDENTS LATORS COLLEGES oMCLALS

602 150 101 150 100 101

nACHERS
UNION

OrnCERS

100

Tenure should be as difficult
tor teachers to get 25 II is for 90%
them to lose

En%

70%

4 1234 1 2 3 4 1 2 4 1 2 3 4

60%

50%

40%

30%

Agree strongly
20%

2 Agree someilthat
10%

3 Disagee somewhat
4 Disagree strongly 0%

40

76

2

234 1234

4 4



Tab 1 e Perceived Impact of Increased
Economic Mobility for Teachers

QUESTION: Some people have suggested that, when a school district hires teachers, the district
should give full credit for a teacher's total years of past teaching service. If school
districts did give full credit for past service, do you think it would, or would not
(RIAD EACH FrEm).

Base

Give tmchers economic mobility
to move beeween districts

Encourage those who have left
teaching to return to the
classroom

Deprive poorer school districts
of many of their best teachers

Make some school districts top
hilavy with senior teachers
whose salaries are at the upper
end of the scale

Attract teachers into high
shortage geograpkic areas Like
the inner cities

41

DISTRICT
SCHOOL SUTFRIN-

TEKLEHRS PRINCIPALS TENDENTS

STATE
LEGIS-

LATORS

DEANS OF STATE
EDUCATION EDUCATION
COLLEGES OFFICIAIS

1602

75

50

25

50

25

150 100

-
50

35

100

75

50

25

50

;5

0

101

TEACHERS
UNION

OFTICERS



Table 3-6 Some Steps That Might Improve Working Conditions

QUESTION: Here arv some things that might possibly improve working conditions for teachers.
For each, please tell me whether you think it would help a lot, help a little, or would
not help at all.

Base

Having a formal system, such as "teacher centers:'
where teachers can get help and ideas from other
teachers and administrators

Having teachers help each other with
troublesome students

Having more structured and organized time to
Mai colleagues about professional matters

Recehing more support in dealing with students from
the non-education professionals in the school system

Hming teachers able to observe each other in the
classroom and provide feedback to each other

100

75

50

2$

75

50

25

75

50

25

PERCENT SAYING "HELP A LOT"

0

GO

75

50

25

100

50

25

42 0



Table 3-7 Actual Class Size vs. Desirable Class Size

43

QUESTION: how many students are in the typical class that you now teach?

QUES T1 tj) N : And what do you think a reasonable size for your class ought to he?
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CHAPTER 4:

Pa ticipation by Teachers in School Management

A major structural aspect of the teaching profession, as with
all professions, is how important decisions get made and how the workplace is
managed. In this area, too, teachers and educational leaders support restructuring
of the teaching profession by increasing the role of teachers in Echool management.
However, teachers and leaders sometimes differ in the degree to which they are
committed to this goal, and some leadership groups are more in agreement with
teachers than are others.

Desired vs. Actual Ways of Organizing the School
Teachers and educational leaders alike agree that school dis-

tricts should have a "team approach- to school management that involves the su-
perintendents, and the principals, and the teachers. At least 90% of all the groups
interviewed in this suney agree with the desirability of this concept (Table 4-1).

However, teachers and some of the leadership groups sharply
disagree about the extent to which such a desirable situation does or does not pres-
ently exist. Teachers themselves are split, reflecting the different management ap-
proaches that exist in the ove:. 80,000 public schools throughout the U.S. Fifty
percent of teachers say that in their school district now the superintendent, prin-
cipals, and teachers all actually do share in the management of the school. The re-
maining 50% of teachers disagree. Union officers are the most skeptical; while
96% of union officers think school districts should have a teun approach, only
21% of them think it exists now. Principals and superintendents are the most op-
timistic; they overwhelmingly concur in the desirability of a team approach, but
approximately 90% also believe that such a situation already exists.

The same pattern holds for attitudes about management
within the school (Table 4-1). Teachers and all leadership groups are nearly unan-
imous that principals should recognize and develop the teachers' leadership
potential by involving them in decisionmaking about school organization and cur-
riculum. Ninety-six percent or more of all groups interviewed in thesurvey agree
with the desirability of this goal.

A majority of teachers (70%) think that in their school now
the principals actually do involve teachers to same extent in decisionrnaking (e.g.,
in curricular matters). But teachers differ strongly from several leadership groups
over the extent to which this ideal is approximated in practice. The most skeptical
groups are union officers and college deans; over 95% of them think principals
should involve teachers in decisionmaking, but just under half of them think this
is actually the case now. The most optimistic groups are principals and superin-
tendents; 100% of each group agree in the desirability of involving teachers in
decisionmaking, but over 95% of these leaders think that this goal has already
been achieved.
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OBSERVATION:A consensus exists on the desirability
of teacher participation in school
management. But disagreement is sharp
over just how much progress toward
that goal today's schools have already
achieved. Clearly, many teachers see
considerable progress, but just as many
others think that the reality still falls
short of the goal. This division in opinion
may reflect the differing realities of their
various schools situations. Union officers
and deans of colleges of education are
even less imprvssed, seeing the status quo
as being far from the ideal. By contrast,
principals and superintendents who
would potentially lose authority if
teachers were to participate more feel
that teachers already have achieved a
nearly ideal amount of participation.

How D fferent Groups of Teachers Feel About Team Management
Teachers themselves, of course, are not all of one mind.

Some teachers desire a greater role than do others, and some perceive that they al-
ready have more involvement now than do others. Table 4-2 shows these results
for many key subgroups of teachers across the country in regard to the concept of
team management- within the schools.

As an aid to interpretation, the table also shows the di erence
between the -desired" degree of teacher participation in team management and
the -actual- degree of participation now perceived to exist. Such a difference indi-
cates how much each group feels that current reality falls short of the ideal, and
how much progress each group feels should still be achieved. It also indicates how
satisfied or dissatisfied each group is with the status quo as they see it,

Teachers in the West see a bigger difference between the de-
sired situation and the actual situation than do teachers elsewhere in the country.
Secondary school teachers see a bigger difference than do teachers at the elemen-
tary level Teachers in inner city schools and in districts of below average wealth
see a bigger shortfall than do teachers in other localities. The least experienced
teachers those with less than five years of service see a larger difference be-
tween the desired and the actual than do more experienced teachers. Teachers with
training beyond the master's degree also see a larger shortfall.

All of these groups who see relatively large differences be-
tween the desired and the actual state of affairs in school management feel dissatis-
fied with the status quo. They believe that more needs to be achieved in the future
than has been accomplished so far.
Particular Areas of Teacher Participation Within the School

Teachers make clear distinctions between those particular
areas of school management in which they think they should have a major role,
and other areas of school management in which they do not think they should
have a major role. Table 4-3 shows the results of ten possible areas of teacher
involvement.

4 9



AMERIcAN
TEACHER,

47

Three Pedagogical Roles
Ninety-seven percent of American teachers think that teach-

ers should have a major role in choosing which textbooks are to he used. Seventy-two
percent believe that teachers actually do have such a role now. A majority of every
leadership group agrees with the desirability of the goal. Over 80% principals and
superintendents also concur that teachers actually do have such a role now, but the
other leadership groups are much less convinced of that actuality. For instance,
only 28% of state legislators think teachers presently have a major role in choosing
textbooks.

Seventy-three percent of American teachers think that teach-
ers should have a major role in designing and conducting in-service training. But it is
significant that only 29% believe that teachers actually have such a role now. A
majority of each leadership concurs with the goal, except for stare legislators of
whom only 36% think that teachers should have a major role in their in-service
training. A near majority of principals and superintendents are convinced that
teachers actually do have such a role now.

Seventy-three percent of U.S. teachers also think that teach-
ers should have a major role in disciplining students. And 66% of teachers believe,
that teachers actually do have such a role now. A majority of every leadership
group agrees in the desirability of this goal, and most leadershipgroups also con-
cur that teachers already do pay a major role in this area now. An exception is state
legislators, of whom only one-third think that teachers have a major role in disci-
plining students at the present time.

These were the only three aspects of school life in which a
majority of teachers thought that teachers should play a major role. On each of
seven other areas of school life that were studied, less thana majority of teachers
think that teachers should have a major role.

Teachers show somewhat less demand for participation in
tasks that are traditionally the responsibility of administrators. And leaders offer
weaker support for teacher participation in these areas.

Forry-eight percent of American teachers think that teachers
should play a major role in assigning students and scheduling classes. Twenty-one per-
cent of teachers believe that teachers actually do have such a role now. Less than
30% of each leadership groups (except union officers) think teachers should be in-
volved in assigning and scheduling.

Forty-rwo percent of teachers nationwide think that teachers
should play a major role in selecting new principals. Only 5% believe that they actu-
ally do play such a role at the present time. Less than 20% of most leadership
groups think teachers should be involved in selectins new principals. But rwo
groups of leaders (union leaders and college deans) have a majority who believe
that teachers should play a major role in this area i.e., more than the teachers
themselves.

Thirty-nine percent of teachers think that teachers should
play a major role in deciding aboUt budget allocations fir the school. Only 6% think
they actually do play such a role now. just a quarter or less of most leadership
groups think teachers should be involved in budget decisions. But 72% of union
officers think teachers should play a role in this area.

Wilen it comes to handling the non-education problems that stu-
dents bring with them to school, teachers do not particularly feel that they should have
to deal with such things (33%), but a majority report that they actually do have to
deal with them in practice (59%). This was the one area our of the ten areas stud-
ied where teachers felt themselves to have too much responsibility
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Three Roles for Peer Review
Somewhat fewer teachers today seek participation via peer

review of their colleagues' performance.
Thirty-one percent of teachers think that teachers should

play a major role in evaluating how new teachers are peiforming. The same proportion
think they should have a major role in emluating how more experienced teachers are per-

ing. Well under 10% of teachers in each case think they actually have such a
major role now. Most leadership groups tend to conc-ur, except for union leaders
and college deans, who desire more involvement for teachers in this area than
teachers themselves presently desire.

Finally, 18% of American teachers think that teachers
should have a major role in the hiring of new teachers. Just 5% of teachers think they
actually have this kind of role now. Most leadership groups concur, except for
union leaders and college deans who, again, believe that more teacher involve-
ment is desirable than teachers themselves currently seem to want.

Correspondence in Views Between Teachers and Leaders
Teachers and leaders differ more over what should be the case

than they do over what acrually is the case. Table 4-4 displays the degree of sim-
ilariry in how teachers and the leadership groups rarLk the ten areas in school
management.

The results show that when it comes to whether teachers
should have a major role in the ten aspects of school life, teachers' views are closest
to principals, union officers, and superintendents. Teachers' views are much less
close to legislators, state officials, and deans.

However, when it comes to whether teachers actually do have
a major role in the ten aspects of school management, the results show that teach-
ers' views have fairly high correspondence with each of the six leadership groups.
That is, everyone is perceiving approximately the same reality They differ more
over the extent to which that reality should be changed in rhe future.

OBSERVATION: It is understandable that teachers should
demand the biggest role in those aspects
of school life that are academic and
student-related, such as selecting
textbooks. Today's teachers axe somewhat
less insistent on playing a major role
in tasks traditionally handled by
administrators, such as scheduling and
budget allocations. However, the fact that
majorities do not presently demand
participation in administrative matters
should not be allowed to cloud the fact
that substantial minorities do want
to participate (around 4 out of every
10). Finally, teachers are least keen on
participating in peer evaluation
perhaps because it threatens to disrupt
the collegiality they value so much. But,
even here, around 30% of teachers do
seek this kind of role for teachers, a
proportion which could conceivably grow
in the future.
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Union officers and deans of colleges of
education are in the vanguard of those
pressing for more teacher responsibility
and greater involvement of teachers in
school decision-making. Indeed, on
question after question, they advocate
a greater role for reAcilers than most
teachers presently seem to want for
themselves. They also see less progress
achieved to date than teachers themselves
see. Deans and union officers are, in a
sense, pressing for a significantly
restrucrured teaching profession for
the fitture.

But it is significutt that they are joined
in this campaign by the most highly
trained members of the nation'scurrent
teaching corps. Many of these teachers
are natural leaders of their teaching
colleagues within individual schoob and.
thus, represent an important force for
change. Many may also feel that their
own goals of career advancement would
be reached if teachers were allowed to
participate more.

Those who press for greater teacher
participation in school management
should expect to meet with resistance,
or at least with lack of enthusiasm
for change, from many school
administrators. Principals and
superintendents who might lose some
degree of their present authoriry 1

teachers participated more are likely to
be quite satisfied with the status quo
in this area, according to the survey
findings. While they favor more teacher
participation in general, they bait at
many specific types of involvement.
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le 4-1 Actuai vs. Desired Ways to aganize Education

QUESTION: Here are some statements that people have made about the education system. For
each, please say whether you agree strongly; agree somewhat, disawee somewhat,
or disagree strongly.

Team Management

School districts should have a
team approach to school
management that involves the
superintendents, and the
principals and the teachers

In my school/district/state
now the superintendents,
principals and teachers all do
shan in the management of
the schools

(Percentage Point Difference
Between Desired and Actual)

Teacher Involvement

Principals should recognize
and develop the teachers'
leadership potential by
involving them in decision-
making about school
orgamUation and curriculum

In my school now, the
principals do recognize and
develop the teaiher
leadership potential by
involving them in decision-
making about school
organtzation and curriculum

(Percentage Point Difference
Between Desired and Actual)

PERCENT OF EACH GROUP MHO AGREE STRONGLY OR SOMEWHAT

TEACHERS
SCHOOL

PRINCIPALS

DISTRICT
SUPERIN-

TENDENIN

STATE
LEGIS-

WORN

DEANS OF
EDUCATION
COLLEGES

STATE
EDLICAIOON

OFFICIAIS

TEACHERS
UNION

OFFICERS

1602 150 101 iso 101

(47) (10)

100 100

(52) (45) (75

50 (29)

5 3

(5 9 (49) 58



Table 4-2 How Various Groups of Teachers Assess Des ed vs.
Actual Participation By Teachers

UEST1ON: Here are some statements that people have made about theeducation system. For
each, please say whether you agree strongly, agree somewhat, disagree somewhat,
or disagree strongly.

School districts should have a team approach to school management that involves
the superintendents, and the principals and the teachers.

In my school district now, the superintendents, principals, and teachers all do
share in the management of the schools.

51 NOTE: The "percentage point" difference Between Deseed and Ac based on subtracting die percentage saying teachers "actually do" share inmanagement from the percentage saying teachers "should" share,
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Ta le Alm- iv )einent in oin (yen
eind Six Jeidei:chij Groips Coiicemn/ng Teacher
Participation iii Ieii fi5peCtS 0/School AJanaeinenI

Principals and teachers

Superintendents and tea

l.egislators and teachers

Deans and teachers,

State officials and teachers

Union officers and teachers

WHETHER TEACHERS
SHOULD HAVE
MAJOR ROLE

WHETHXR TIMMS
ACTUALLY 00 HAVE

MAJOR ROLE

.90 .93

.80 .87
.55 .90
.57 .86
.62 .93

.86
NOTE: The s acma6 rank order correlation coefficient shows the eNleill ofagreement benveen teachers and each group of leaders in their ranking of the tenareas of school management in which teachers might have A major role. A vain(' or + Loo would denote total agreemm, a value of lain would represent totaldisiigret,meni. and a %nine of 0,00 would signify dim there is no pattern or relationship between the raking given hy one group and the ranking given by theother group,
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CHANTER 5:

How Key Participants in Education Rate Each Other
Teachers and the six leadaship groups were invited to rate

the job performance of key participants in publiceducation_ In any effort E0 re-
structure the teaching profession, many of thescparticipants will necessarily have
to work wirll each other. So it is important forallgroups to understand the mu-
tual images they presently hold ofone another.

Job Ratings of Key Participants
Classroom teachers axe the highest rated group in terms of

their job performance. Classroom teachers are typically viewed as doing an "excel-
lent" or "good" job in performing rheir role in the public educati-- ,ystern. Ap-
proximately 90% of each of the leadership groups in rhe surve, 'we a positive job
performance raring to teachers (Table 5-1). And93% of teachers themselves give
positive marks to their own teaching colleagues,

School princt-pals rank secondamong the ten types of partici-
pants in terms of how well they art perceived tabe performing their rol. Prin-
cipals receive positive ratings from 73% of teachers and from approxirna_tely 70%
of all leaders interviewed. However, there is sornevariation in the ratings given to
principals by some of the individual leadershippups. For instance, 949k of su-
perintendents give positive marks to principals, but only 37% of union officers
give positive ratings to principals (This feelingseerns to be reciprocated: only
44% of principals give, in turn, positive marks la union officers.)

Three other types of partkipants tend to be rated rather un-
favorably by teachers, and some of the leadershipgroups concur in this raegative
judgment. For example, only one-third of teachersgive positive marks ro people in
the governor's office who deal with education and to ilale legislators who serve on educa-
tion committees.

OBSERVATION: Degree ofproxirommay be one
important factor Ira how groups rate each
other's job performance. Officials located
in a state's capital citywould necessarily
seem somewhat distant to typical
classroom teachers, do are unlikely to
have much personal contact with these
figures. Other leadership groups who
have more close oc Jim contact with
high officials, tend toOve somewhat
higher ratings to governors' aides and to
state legislators. ANThenover groups are nor
in direct contact without another, the
mutual images they fora) of one another
can be heavily influenced by the media,
and the media ate to aviculatly drawn by
controversy. Thus, another factor chat
could affect a grou0 ratings might- be the
degree of partisanshipa advocacy or
controversy in which they are perceived
to be involved. state officials are often
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seen as members of a particular political
oarty or appointees of a particular
incumbent administration; or otherwise
they are identified with particular
educational policies, some of which are
bound to be controversial. Such
controversy could reduce the ratings
they receive from others.

Parents o school-age children are also rated unfavorably on this
question by both teachers arid leaders. Just 41% of teachers give positive marks to
the parents of children in their school for the role that parents should be playing in
public education. Parents also receive among the lowest marks given by several of
the leadership groups, especially by state legislators, of whom only 30% give par-
ents a positive rating.

Five other types of participants in public education are ra ed
toward the middle of the job rarLkings. In each case, they receive a majority of
positive ratings from teachers, but in some cases this is a bare majority, and in
ocher cases some leadership groups disagree.

Union officers do well with teachers but less well with other
leaders. They receive positive marks from 67% of teachers. This means that union
officers rank third (just after principals) in terms of ratings given by teachers. But
this level is about 20 points higher than the rating given to union officers by other
leadership groups. Teachers who are actual members of the AYT or NEA give even
higher marks to union officers (73% positive).

Superintendents art given positive job ratings by 63% of
teachers, and by 60% or more of each leadership group. The one exception is
union officers of whom just 34% give positive marks tO superintendents.

School board members receive positive ratings from 51% of
teachers nationwide and from an even greater proportion of most leadership
groups. The two exceptions are union officers (of whom just 27% give positive
marks to school board members) and deans of education colleges (of whom 42%
give positive ratings to school board members).

State commissioners qf education are rated positively by 52% of
teachers across the country and by an even greater proportion of each leadership
group. The one exception is union officers, of whom 41% give positive marks to
their state commissioner of education.

Deans and preasors at colleges of education garner positive
marks from 51% of teachers, but from slightly smaller proportions of each lead-
ership group.

OBSERVATION: lu general, the highest ratings tend to go
to those participants in public education
who are closest to the students i.e., to
the classroom teachers and the school
principals. It is particularly important
that teachers and principals have posit
images of each other, since they will
necessarily have to work with one another
in any effort to reform the schools of the
futurv. A major exception in this finding
is that parents of public school children
come in for low marks both from teachers
and from all of the leadership groups

5



imerviewe,d for this survey. 12Parents arc
sera as iso performing the job they

.should be .loing in public education today.

A Profile of Teachex-s and Eidurationa_l Leaders
Table 5.2presents a comparative piofile of each group inter-

viewed for this surve-y_ It indicates sorrte major features of each group's background
which help to shape their perspnive cs.rin the educational vmrld, and the way that
they view one anothr.

While .68% of te-chers are wornen, the vast majority of
most educational leadership groups are men. Men comprise 83% of the principals,
98% of the superintndents, Egb of dime state legislators, 82% of the college
deans, and 74% of tbe state e-clotion sz=)ffkials. Only the union officers, who axe
54% male and 46% f-ernale, include a .-ubstantial proportional women.

A strikingasepct of the table is thatmany leaders have
taught full-time in ax-i elerueriurot $eondary school classroom at some point
during their career. Njot surPtisingly, 1(=)0% of school principals and superinten-
dents have taught at some tirbe, And sc=, have 97% of the union officers. But 86%
of the college deans, 58% of thestate etz=ducation Official5, andeven 31% of the
state legislators who were inttruiuwedlive also raughr elementary or secondary
school. Such experierxce is bound to hel inform the perspeedve that these leaders
have on the problems facirsg tocliy'sclroom teachers.

Another striking ..spect is the aniountof experience the
leaders have. While cloly 3096 ofeaches have more than 20years experience in
education, 66% of the, princilsolshave tEr-iat much experience, 86% of the superin-
tendents, and 89% oF the colle1cdeans. Nearly half of the union officers (46%)
and stare education oftqcials (495)have liore than 20 years professional involve-
ment in education. 'Thais Mewls that the typical leader is considerably older than
rhe typical teacher. Amid it meansthat rnariy leaders who gained first-hand experi-
ence in the classroom Ilad that operienc some- dine ago, viler] conditions may
have been somewhat cLifferear from todaw.

Leaders View the Qulity /14,,atc Ne-w-ecr Teachers
Given ateityears otsi-fexperience, educational leaders are in

a position to assess the qualirY itirscenr r-Amew teachers. Sorneobservers allege that
quality of new telachers has heetidetlinins over time. However, leaders in the field
of education are currerxrly not eif roe tninl on this quesitoa.

Superintendents (v,---.w-ho hire new teachers)and deans of educa-
tion colleges (who produce new teachers) say that the qualityofrecent teachers
is, on balance, actually better titan in the past. Principals, vhoin many ways are
closest to the sittiation are split between .1 saying -better" and'about the same" as
in the past (Table 5-3)- (The Stkricydid n)t determine whether"about the same
was a positive or a oegarive assessment.)

lJniOrn lcaciers, how:ever, take issue; 41%ofunion leaders
think that the quality cif-recent soduares 1-ios declined. And significant minorities
of state legislators (26) and stateedocatikon officials (31%) think that quality has
declined.

OBSERVATIO N: Whileihese prceptions may or nlaynot

be %roue, thmey constitute a potentially
serclrigrnotivatng force for reform, As
we %sviabave, both the lendershipgroeps
as webs eurrut teachers theinsenci
4opporEsteps rw-lo increase future teacher
quality.
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Table 5-1 fob Ratings Participants in Public Education

QUEST I 0 We'd like you to tate how well different people are performing the role they are
supposed to plAy in the education system. How good a job do you think (READ EACH
mio is/are doig excellent, pretty good, oregy fair, or poor?

ladezôthéeachers itinlons
andleatheiVisscidations in '

..10M..10eaMty/digtietiatate 67
..., ., ,.. :. :.

1 $upertnteadentslof.Yeartin..

93

73

-ikhOol.siliStriet(i)',i e ...' 63
Memberied school =

th0..00.0.0.
l'bOard'On'10iiiSchool-di,stilefi ... 5 1
:Theatate'eOrnMisiciner Of
..-educatiOns.' 52
-.-Dea4s and profesSop at college
of echteation . 5 1
f'aientt.of :(aellool age)....,'the

'clAdreilrffn rschOoD:. 41
State logialatott WhO.sefle
edueitioorratt ,-._':: '-. 5 33

PRIROWA

OF ELUL= AND GOOD RATINGS GIVEN BY EACH GROW,

DISTRICT STATE DEANS OF spat TEACHERS

SUMER- LEGIS- EDUCATION EDUCATION UNION

TENDENIS IATOILS COLLEGES OFFICIAIS OFMCERS

150 101 150 100 101 100

95 94 83 89 87 94

93 94 67 68 77 37

48 44 42 45 45 90

90 89 60 68 71 34

75 76 57 42 53 27

69 76 59 66 80 41

41 45 45 72 50 31

51 54 30 29 47 32

41 50 67 48 67 38

People.inthe.qoverno0office _

who deldwhit ueation 45 42 51 45 68 34
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Table 5 Pro
_ EducatioL:

0

'MAULERS

1602

SC000
l'ILINCEVALS

150

RtiDENTS

101

LEGIS.
LAJORS

150

z. DEAlS OF
E=DUCATION
WICVLIEGES

100

STATE

EDUCATION
OFFICLULS

101

21 23 22 27 23 23
29 30 29 27 31 27

uth 32 29 30 25 32 28
18 18 20 21 14 23

Wins hooked with
Ediwalion :

ln2Oycrs 70 34 14 69 11 50
2Oyzsormoft 30 66 86 29 89 49

I position!

l4yrs ,' 6 29 35 32 41 57
5-9 16 24 38 23 22 29
1049

,
48 35 21 36 35 13

20 or more 30 11 7 9 2 1

e = 32 83 98 86 82 74
Female 68 17 2 14 18 26

Fuliabitt In
"

100 100 100 31 86 58
No 14 42

*For leaders, years in current lotion and total years pro esionally in
question was used: total yearsuorked as a teacher
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ucation were tnezsured by two d1iff

ThACHZKS
UNION

OFFICERS

100

28
30
19
23

54
46

47
27
21

5

54
46

97

ent questions. For teachers. a single



Table 5-

Base

Better

tional Leaders View the Quality ofRecent
emiqw Teachers

QUESTION: J =he overall quolity of new teachers entering the profession today better, worse, or
Amount the same as the quality of new teachers in thepast?

Worse

MOW the sante

Depends (voL)

Not sure

60

Disnucr STUE
SCRODot, SUPERIN- LEGO-

PRINCLWS TENDENTS IATORS

150 101 150

DEANS OF STATE MACIERS
EDUCATION EDUCATION UNION
COLLEGES OFFICLAIS OFFICERS

100 101

1

2 2 2
1
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The 1986 Metropolitan Life Survey of the American Teacher
was conducted by Louis Harris and Associates for Metropolitan Life Insurance
Company from April 29 through June 30, 1986. A total of 1,602 telephone inter-
views were conducted with current public school teachers in kindergarten through
grade 12 throughout all fifty states of the U.S. and the District of Columbia.

A parallel survey of 702 leaders and policymakers in the
field of public education was also conducted at the same time. This included
separate national samples of principals, superintendents, state legislators, union
OffiCerS, deans of colleges of education, and state education officials. The state
education officials, in turn, consisted of three groups: commissioners of education,
heads of state boards of education, and governors' aides who deal with education.

Sample Selection of Teachers
Louis Harris and Associates drew a random sample of cur-

rent teachers from a lisr of 1.2 million teachers compiled by Market Data Retrieval
of Westport, Connecticut. Sarrmie sizes for completed interviews were set for each
state, based on the proportion of elementary and secondary public school class-
room teachers in each state. The state sample sizes were set in line with statistics
published by the U.S. National Center for Education Statistics.

Sample Selection of Leaders
The leadership groups were sampled randomly from lists

which were in each case the best that could be obtained of that particular universe.

150 School PrinciPals: drawn from a nationwide list main-
tained by Market Data Retrieval of Westport, Connecticut.

101 District Superintendents: drawn from a nationwide list
maintained by Market Data Retrieval of Westport, Con-
necticut. This list was first stratified into three strata ac-
cording to the number of pupils in each district, so that
superintendents were sampled with probability of selection
roughly proportionate to the size of their district.

150 State Legislators (75 leaders of legislative chambers and
75 chairmen or ranking minority members on education
committees): drawn from "State Legislative Leadership,
Committees, and Staff 1985-86; compiled by the Council
of State Governments, and from the "Directory of Legis-
lative Leaders 1985-86'; compiled by The National
Conference of State Legislatures.

101 State Education Officials (34 governorg aides who deal
with education, 32 stare commissioners of education, and
35 heads of state boards of education): drawn from "Educa-
tion Directory 1985-86:' compiled by the education staff of
Capitol Publications, Inc., Arlington, Virginia.

100 Deans cf Co. lleges of Education: drawn from the "AACTE
Directory 1986; published by the American Association Of
Colleges for Teacher Education. Deans were sampled with
probability of selection proportionate to the number of
students at their institution.

4



100 Union 0 tam drawn from lists ofstate and local officers
provided by the national headquarters of the American
Federation of Teachers and the National Education Asso-
ciation. Leaders of the two organizations were sampled
approximately in proportion to their respective teacher
membership.

Interviewing Procedures
Each selected teacher was contacted at his or her school by a

representative of Louis Harris and Associates and requested to participate in the
survey. When we could nor reach a reacher directly, we left a message (including a
toll-free number) to allow a return

Before being asked to complete the actual interview, each
teacher was screened to ensure that he or she currently teaches in an elementary or
secondary level public school and teaches at least part-time in the classroom. Once
the respondent passed the screen, an appointment was made to telephone at a con-
venient time and place to complete the interview.

Leaders were in most cases interviewed at their office via
telephone).

Questionnaire Development
First drafts of the questionnaires were pretested among a

sample of 15 teachers and an equal number of leaders. The lessons learned during
this testing process provided important refinements to the survey questionnaires.

Many individuals contributed their cominents to the survey
questionnaire, and Louis Harris and Associates is extremely grateful for those con-
tributions. However, final responsibility for the questionnaire rests with Louis
Harris and Associates.

Processing of the Data
MI completed questionnaires were edited, coded, key-

punched, and verified. The data were tabulated, checked for internal consistency,
and processed by computer. The output of this process is a series of computer
tables for each of the two kurveys, showing the results foreach survey question,
both by the total number respondents interviewed and by important subgroups.
Sample Disposition and Completion Rates

The sample disposition for this survey is shown in Table
A-2. A total of 4,558 contacts at school were made to yield 1,602 completed in-
tenriews with teachers.

Of all the teachers who were contacted at their schools or
with whom a message was left, 51% were willing to talk to a Louis Harris and
Associates interviewer. Although there are a number of different methods by
which response rates can be calculated, we arrived at this figure by comparing the
number of teachers that we were able to reach with the complete list of current
teachers at their school. We call this the contact success rate.

Of the teachers who were contacted by Louis Harris and
Associates and who passed the screen, 81% completed an interview. We calculate
this interview completion rate by dividing the number of completed interviews by
the sum of: (1) the number of completed interviews, (2) the number of interview
refusals , (3) the number of interviews terminated within the course of the inter-
view, (4) the number of respondents who were left to call back at the time the
survey WaS completed, and (5) the number who were unavailable for the duration
of the field period.
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The interview completion rate for the survey of leaders was
also 81%. A total of 1,013 leaders were contacted to obtain 702 interviews.

With reference to Table A-2, the contact success rate and
the intervie- completion rates have been calculated according to rhe following
formulas:

Teachers Leaders

Contact Success = A + E F +14+ I + J + K = 2049 = 5 N. A.
Rate at School A+E+F+G-rE1+1+J+K 4018

Interview = A 1062 = 81% 702 = 81%
Completion Rate A + E H + K 1986 863

This disposition of all contacts is provided in Table A-2 so
that interested individuals may make their own calculations of response rate,
according to this or other formulas.

Reliability of Survey Percentages
It is important to bear in mind that the results from any

sample survey are subject to sampling variation. The magnitude of this vaiiation
is measurable and is affected both by the number of interviews involved and by
the levei of the percentages expressed in the results.

Table A-3 shows the possible sample variation that applies
to percentage results for this survey. The chances are 95 in 100 that a survey result
does not vary, plus or minus, by more than the indicated number of percentage
points from the result that would have been obtained if interviews had been con-
ducted with all persons in the universe represented by rhe sample.

For example, if the response for a sample size of 1,500 is
30%, then in 95 cases our of 100 the response in the total population would be
bemeen 28% and 32%. Note that survey results based on subgroups of small size
can be subject to large sampling error.

Sampling tolerances are also involved in the comparison of
results from different surveys or from different parts of a sample (subgroup analy-
sis). Table A-4 shows the percentage difference that must be obtained before a dif-
ference can be considered statistically significant. These figures, too, represent the
95% confidence level.

For example, suppose one group of 1,000 has a response of
34% "yes" to a question, and an independent group of 500 has a response of 28%
-yes" to the same question, for an observed difference of 6 percentage points.
According to the table, this difference is subject to a potential sampling error of 5
percentage points. Since the observed difference is greater than rhe sampling error,
rhe observed difference is significant.

These errors account for sampling error only. Survey research
s also susceptible to other errors, such as in data handling and in interviewer re-
cording. The procedures followed by Louis Harris and Associates, however, keep
errors of these kinds to a minimum.

6 6
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Detailed Pmflle ofAmericañ Teachers
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Detai d Pm fican Teachers

0.5%.



Table A-2
DISPOSITION OF T SAMPLES

Teachers
Policy

Leaders

A. Completed interviews 1,602 702

B. Nonworking number, wmng number, no new number 116 21

C. No longer there, retired, deceased, on leave 352 4

D. No answer or busy (after three callbacks) 72 121

E. Refused interview 113 52

F. Noneligible respondent creened out) 62 4

G. Never returned call after message left at school 1,969

It To call back (study completed before callback s needed) 194 28

I. Language barrier
1

.1 Terminated within interview 0 5

K. Not available during duration of field period 77 76

Total Number of Contacts 4,558 1,013
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Table A-3
Approximate Sampling Tolerances (at 95% Confidence ) t° Use in Evaluating
Percentage Results Appearing in This Report

NUMBER OF PEOPLE
ASKED QUESTION
ON WRICH SURVEY
RESULT IS BASED

SURVEY
PERCENTAGE

RESULT
AT

10% OR 90%

SURVEY
PERCENTAGE

RESULT
AT

20% OR 80%

SURVEY

PERCEN'TAGE
RESULT

AT

30% OR 70%

SURVEY
PERCENTAGE

RESULT
AT

OR 60%

SURVEY
PERCENTAGE

RESULT
AT

50%

2,000 1 2 2 2 2
1,500 2 2 2 3 3
1,000 2 2 3 3 3

900 2 3 3 3 3
800 2 3 3 3 3
700 2 3 3 4 4
600 2 3 4 4 4
500 3 4 4 4 4
400 3 4 4 5 5
300 3 5 5 6 6
200 4 6 6 7 7
100 6 8 9 10 10
50 8 11 13 14 14
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Table A-4
Appmxirnate Sampling Tolerances (at 95% Confidence ) to Use in Evaluating Differences
Between Two Percentage Results Appearing in This Report

APpROximATE
SA11113U SIZE
OF WO GRO- ?Mal)
QUEsiloN a 7Deil
SuRvEY RESL1 AS RASED

sURvEy
PERCENTAGE

RESULT
AT

10% OR 90%

SURUy
PERCENTAGE

RESULT
AT

20% oR SO%

sURvEy
PERCENTAGE

REMIT
AT

30% OR 70

SuRVEy
pERCENTAGE

RESULT
AT

% OR 60%

SURVEY
PERCENTAGE

RESuLT
AT

50%

1,500 r,-. 1,500 2 3 3 4 4
1,000 2 3 4 4 4

800 3 3 4 4 4
500 3 4 5 5 5
300 4 5 6 6 6
200 4 6 7 7 7
100 6 8 9 10 10
50 8 11 13 14 14

1,000 vs. 1,000 3 4 4 4 4
800 3 4 4 5 5
500 3 4 5 5 5
300 4 5 6 6 6
200 5 6 7 7 8
100 6 8 9 10 10

50 9 11 13 14 14

800 vs. 800 3 4 4 5 5
500 3 4 5 5 6
300 4 5 6 7 7
200 5 6 7 8 8
100 6 8 10 10 10
50 9 11 13 14 14

500 vs. 500 4 4 6 6 6
300 4 6 7 7 7
200 6 7 8 8 8
100 7 9 10 11 11

50 9 12 13 14 15

300 vs. 300 5 6 7 8 8
200 5 7 8 9 9
100 7 9 10 11 11
50 9 12 14 15 15

200 vs. 200 6 8 9 10 10
100 7 10 11 12 12
50 9 12 14 14 15

100 vs. 100 8 11 13 14 14
50 10 14 16 17 17

50 vs. 90 12 16 18 19 20



LOUIS ILLIRRIS AND ASSOC_

630 Fifth Avenue
New York, New York 10111

Study No. 864005 (Teachers)

April 28, 1986

kite

ES, INC

it lionna

MR OFFICE UsE

6 7

Sample Point No.:

Area Code: Telephone No.:

Hello, I'm

Time Started:

Date:

A_M

P M

8-27)

torn Lou s Harris and Associates,
the national opinion polling and research firm located in New York. We are conducting a
national survey among teachers to learn some of their attitudes about the American
educational system, and we would like to ask you a few questions.

From Observation:

73

Respondent sex:
Male (28 (324
Female 68-2

100%

TEACHERS

SAMPLE SIZE = 1,602

INTERVIEW% DATES:

APRIL 29-jUNE 2, 1986
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CARD 1 864005-T

1 If the government was able to make a major improvement in only one of the
following five services, which do you think should have the highest priority?

2.

ROTATE START AT "X7

( ) a. Economic development (29 ( 14 -1

b. Health care 12 -2
c. Education 63 -3

) d Services for the poor 11 -4
) e. Transportation ..... * _5

Not sure/refused * -6

(1984)
All in all, how satisfied would you say you are with your job as a teacher in the
public schools very satisfied, somewhat satisfied, somewhat dissatisfied, or very
dissatisfied?
Very satisfied (30 ( 33 -1

Somewhat satisfied 48 -2
Somewhat dissatisfied 15 -3
Very dissatisfied 4 -4
Not sure -5

(1985)
3. Do you teach in an elementary school, a junior high school, or a high school?

MU TIPIX RECORD

Elementasy school (Grades K-6)

Junior high school (Grades 7-9)

High school (Grades 9.12 or 10-12) .

Not sure

(31( 56 -1
21 -2
28 -3

1 -4

54
20
26

46

106% 100 %

4. How many students are in the typical class that you now teach?

students

(32-33)

Not su (34 (

Mean 25
Median: 25

j And what do you think a reasonable size fo your class ought to be?.

students

(35-30

Not sure.. (37 ( -1

7 4

Mean 22
Median: 21



What particular educational reform do you think it is most importan
to fund or to keep funding?
30 categories of reforms were volunteered. Most frequent was

"Increase Teachers Salaries" (17%).

864005-T
or your state

(38-39)

RECORD ONE MO MPORTANT REFORM

7 We'd like you to rate how well different people are performing the role they are
supposed to play in the education system. How good a job do you think (READ EACH
ITEM) is/are doing excellent, pretty good, only fair, or poor?

ROTATt START AT -X"
Excellent

Job

Pretty
Good
Job

Only
Fair
Job

Poor
Job

Not
Sure

) a. The principals in your school (40( 31 -1 42 -2 20 -3 7 4 * -5
( ) b. Superintendents of your school district (41 ( 19 -1 44 -2 26 -3 10 -4 2 -5
( ) c. The state commissioner of education ..... . . . . (42( 7 -1 45 -2 33 -3 8 4 7 -5

) d. People in the Governor's office who deal with education (43( 3 -1 30 -2 44 -3 18 4 5 -5
Leaders of the teachers' unions and teachers' associations
in your locality (44( 20 -1 47 -2 24 -3 7 4 1 -5

f. Deans and professors at colleges of education (45( 7 -1 45 -2 35 -3 9 -4 5 -5
) g. Classroom teachers in your school .... . . (46( 36 -1 57 -2 7 -3 * 4 * -5

) h. State legislators who serve on education committees (47( 4 -1 29 -2 47 -3 17 -4 3 -5
) i. Parents of the children in your school (48( 6 -1 35 -2 19 4 -5

( ) j. Members of the school board in your district .
. (49( 11 -1 40 -2 35 -3 13 4

NTERVIEWER: BE SLIM TO REPEAT rim s
SEVERAL TIMES

7 5

OF THE QUESTION



CARD 1 864005-T

8. Here are some statements that people have made about the education system. For
each, please say whether you agree strongly, agree somewhat, disagree somewhat,
or disagree strongly.

DO NOT ROTATE

a. School districts should have a team approach to school
management that involves the superintendents, and the

Agree
Strongly

Agree
Somewhat

Disagree
Somewhat

Disagree
Su-ongly

Not
Sure

principals and the teachers

b. In my school district nom the superintendents, principals and
teachers all do share in the management of the schools

c. Principals should recognize and develop the teachers'
leadership potential by involving them in decision-making

(50(

(51(

75

16

-1

-1

22

34

-2

-2

2

27

-3

-3

1

23

-4 * -5

-5

about school organization and curriculum

d. In my school notv, the principals do recognize and develop the
teacher's leadership potential by involving them in decision-
making about school organization and curriculum .

(52(

(53(

86

29

-1

-1

13

41

-2

-2

1-3

16 -3

1-4

13 -4 -5

. Tenure should be as difficult for teachers to get as it is for them
to lose (54( 46 -1 34 -2 11 -3 7 -4 2 -5

A teacher's years of experience should be recognized with the
corresponding salari when a teacher moves from one school
district to another (55( 85 -1 14 -2 1 -3

76
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INTERVIEWER SAY: THESE Nun. QUESTIONS EACH HAVE TWO PUTS. FIRST I WILL BE ASKING WHO YOU THINK
SHOULD HAVE THE MAJOR ROLE IN DOING VARIOUS THINGS. THIN I WILL BE ASKING WHO ACTUALLY DOES HAVE
rHE MAJOR ROLE.

9 Who do you think should have the major role (READ EACH ITEM) = the principal,
the teachers, or someone else?

10 At the present time who actually does have the major ole (REA10 EACH ITEM)
the principal, the teachers, or someone else?

ROTATE START AT 'N"

For the hiring of new

(2.9
Should Have Major Role

Principal Teachei
Shou_d Should

0.10
Iv floes Have Major Role

meane Not Principal Tmachers Both Someone No
Else Sure Dom Do (Vol) Use Sure

teachers (56 ( 63 -1 6 -2 12 -3 18 -4 * -5 (66( 51 -1 *
) hYbourotrg ehich text

(57 ( 1-1 88 -2 9 -3 2 -4 * -5 (67( 5 -1 62

) c. zfr,u1,11enchz:nrei
( ( 60 -1 14 -2 17 -3 8 -4 * -5 (68( 86 -1 2

) d.For maluating how more
experienced teachers are
performing . . . . ..

e, In disciplining students .. .

)1. In designing and conducting
inservice training

In assIgning srudents and

(59 ( 59 -1 15 -2 16 -3 10 -4 * -5 (69( 88 -1 1

(60( 20 -1 56 -2 17 -3 6 -4 * -5 (70 ( 27 -1 53

(61 ( 10 -1 55 -2 18 -3 15 -4 1 -5 (71( 27 -1 15

g_

schedang classes (62 ( 33 -1 33 -2 15 -3 19 -4 * -5 (72 ( 52 -1 12

) b.in hanling the
non-education problems that
students bring edth Mem to
school (63 ( 15 -1 22 -2 11 -3 52 -4 * -5 (73( 17 -1 47

1 For selecUng new mincipais. (64 ( 7 -1 30 -2 12 -3 50 -4 1 -5
In deciding about budget

(74 ( 11 -1 2

).

allocalion for the school . (65 ( 29 -1 18 -2 21 -3 31 4 -5 (75( 32 -1 2

-2 5 -3 43 -4 1 -5

-2 12 -3 20 -4 1 -5

-2 4 -3 8 -4 * -5

-2 2 -3 8 -4 * -5

-2 13 -3 6 -4 1 -5

-2 14 -3 42 -4 2 -5

-2 9 -3 25 4 1 -5

-2 12 -3 24 -4 1 -5

-2 3 -3 82 4 1 -5

-2 4 -3 61 -4 1 -5

77

INTERVIEWER: BE SURI TO REPEAT THE STEM OF THE
QUESEON SEVERAI TIMES.

: GIVE PRIORITY TO THE A1NSWER CATEGORY
SHOWN. FOR EXAMPLE, IF RESPONDENT SAYS
"PRINCIPAL kND SUPERINTENDENT' RECORD THE
ANSWER AS "PRINCIPAL:" OR, IF RESPONDENT SAYS
"TEACHERS AND SCHOOL BOARD" RECORD THE
A1NSWERS AS "TEACHERS:" IF RESPONDENT SAYS
"PRINCIPAI, TEACHER AND SUPERINTENDENT'
RECORD ANSWER AS "BOTH (VOL.):'

77
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1 1. Now some questions about career ladder programs. These prog -ams divide
teaching into dffferent jobs and then provide differvnt ranks and afferent salaries
according to the level of responsibility Are you familiar or not too familiar with
career ladder programs?

Familiar

Not too familiar

Not sure

(76( 39
61

-1

-2

3

(An Q.12)

(Rap TO Q.13)

IF FAMILLU1

12. Here are some statements regai-ding career ladder programs. For each, please tell
me if you agree strongly, awee somewhat, disagree somewhat, or disagree strongly.

Base: Those who are familiar

ROTATE START AT "X"
Agree

Strongly
Agree

Somewhat
Disagree

Somewhat
Disagree
Strongly

Not
Sure

( ) a. Career ladder programs improve teac ers chances for
professional growth and development (77( 22 -1 41 -2 19 -3 17 4 -5

) b. The methods used to select teachers for career ladder
programs axe unfair and non-objective (78( 22 -1 34 -2 30 -3 10 4 4 -5

) c. Teachers have a real say in the development and
operation of the career ladder program . . . . . . (79( 9 -1 21 -2 28 -3 38 -4 3 -5

) d. Career ladder programs create artificial and unfortunate
distinctions among teachers (80( 38 -1 34 -2 18 -3 8 -4 2 -5

78

13. Ove do you personally favor or oppose career

Favor 2* (10( 49 -1
Oppose . . ..... . . . . 32 -2
Depends (vol ) 3 -3
Not sure 16 -4

der programs?

Base:

Total

Teachers

INTERVIEWER: IF RESPONDENT ASKS WHICH CAREER
LADDER PROGRAM IN PARTICUIAR WE ARE
REFERRING TO, PROMYT WI-TH "THE ONES YOU ARE
MOST FAMILIAR WITIV

78

49
46

4
1

Base:
Those who
are familiar
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14 Now some questions about merit pay systems. These systems select a certain

number of teachers as meritorious and then pay them a greater amount of money
with no change in their duties. Am you familiv or not too familiar with merit pay
systems?

15.

Familiar

Not too familiar

Not sure

(11 ( 72
28

-1
-2
3

(ASK Q.15)

(SKIP TO Q.16)

IF FAMILLAR

Here w-e some statements regarding merit pay systems. For each, please tell i.ie Lf
you agree strongly, agree somewhat, disagree somewhat, or disagree strongly.
Base: Those who are familiar

R _ .4TE START AT

) a. Merit pay systems pnwide valuable incentives for teachers
to improve their performance . . . . . . . . . . . . . . . . . . .

) b. Merit pay systems create artificial and unfortunate
distinctions among teachers

) c. Medi pay systems recognize and reward outstanding
quality teachers

) d. The means that are used to select the teachers for merit
pay tend to be unfair and non-objective . . . .

Agee
Strongly

(12 ( 15

(13( 57

(14( 11

(15 ( 43

-1

-1

-1

-1

Agree
Somewhat

35 -2

29 -2

37 -2

35 -2

Disagree
Somewhat

21 -3

9 -3

26 -3

15 -3

Disagree
Strongly

28 -4

5 -4

26 -4

4 -4

Not
Sure

5

-- 5

1 -5

4 -5

79

16. Overall, do you personally favor or oppose merit pay

Favor

Oppose

Depends (vol.) . . . . .

Not sure . .

(16( 27
68

3
2

-1
-2

-3
-4

Base:

Total

Teachers

26
7

2

Base:
Those who
are familiar

INTERVIEWER: IF RESPONDENT ASKS WHICH MERIT
PAY SYSTEM IN PARTICULAR WE AIM REFERRING
TO, PROmvr WITH 'THE ONES YOU ARI MOST
FAAILIAR

79
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17. Now some questions about mentor teacher pmgrams. These programs designate
certain teachers to perform special one-on-one professional coaching for other
teachers. Are you familiar or not too familiar with mentor teacher programs?

Familiar (17( 44 -1 (ASK Q.18)

Not too familiar 56 -2
KIP TO Q.I9)

Not sure
* _3

IF FAM

18. Here are some statements regarding mentor teacher programs. For each, please
tell me if you agree strongly, agree somewhat, disagree somewhat, or disagree
strongly.

BaSe: Those who are familiar

ROTATE START AT

( ) a. Mentor teacher programs help to improve the teaching
skills of new teachers ............. . .

) b. Mentor teacher programs create artificial and
unfortunate distinctions among teachers

Mentor teacher programs are a good vmy to cominue
coaching for all teachers no matter how experienced
they are

) d. Becoming a mentor teacher is too much of a short-term
position instead of a permanent career advancement . . .

Agee
Strongly

(18( 58

(19 ( 10

(20( 37

(21( 12

-1

-1

4

Awee
Somewhat

34 -2

25 -2

43 -2

40 -2

Disagree
Somewhat

5 -3

37 -3

11 -3

32 -3

Disagree
Strongly

3 -4

27 -4

7 -4

11 4

Not
Sure

* -5

1 -5

1 -5

4 -5

80

1 Overall, do you favor or oppose mentor teacher programs

Favor .... . . . . . .. . . . . . .

Oppose

Depends (vol.)

Not sure

(22( 69
17

3
11

-1
-2

-3
-4

Base:

Total

Teachers

82
15 I
2

Base:
Those who
are familiar

NTERVIEWER: IF RESPONDENT ASKS Wmal
MENTOR TEACHER PROGRAM IN PARTICULAR
WE ARE REFERRING TO, PROWT WITH 'THE
ONES YOU ARE MOST FAMILIAR wrnir
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Some people have suggested the establishment of specially certification boards.
such as exist for some other professions like accountants, architects, and lawyers.
These boards would certify experienced teachers in their own specialty, based on
formal training and experience and rigorous examinations or other evidence of
outstanding perfo_ mance. Do you personally favor or oppose establishing such
specialty certificacion boards?

Favor

Cippose

Depends (vol.)

Not sure

(23( 52
41

3

3

-1
-2
-3
-4

21. If such specialty certification hoards were established, they might be used in several
different posstble ways. Do you think that specialty certification boards should, or
should not (READ EACH ITEM)?

DO NOT ROTATE

a. Be used as an alternative to merit pay systems?

b. Be used as an alternative to cat-eer ladder programs?

c. Be used as a means of achancing through a career ladder
program?

Should
should

Not
Depends

(vol.)
Not
Sure

(24( 35 4 57 -2 2 -3 6-4
(25( 27 -1 58 -2 1 -3 13 -4

(26( 39 4 50 -2 10 -4

81

rye) If such specialty certification boards were established, do you think that increased
salary should, or should not, be given to those teachers who become certified in
a specialty?

2

Should be Oven

Should not be given

Depends (vol )

Not sure .

(27( 72
24

2
2

-1
-2
-3
-4

If advanced training is needed for specialty certification, do you think that teachers
should pay for the training themselves, or do you think that teachers should be
reimbursed in some way?

Pay by themselves (28( 16 -1
Reimbursed 81 -2
Depends (vol.) . . .... 3 -3
Not sure * _4
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82

24.

ASK EVERYONE

Are you yourself now participating in any "performance-based pay" program, such
as merit pay, career ladders, mentor-teacher program, etc.?

Yes, participates (29( 17 -1 (ASK Q.25)

No 82 (SKIP TO Q.27)

Not sure

25 What type of performance-based pay do you receive?

2

MULTIPLE RECORD

Merit pay ...... . .. . (30( 2 -1
Caxeer ladder 12 -2
Mentor teacher 2-3
Other (SPECIFY):

Not sure

(No, not sure in Q.24)

2 4
*

83

Base:
17% Total Teachers

How many years total have you participated in this program/these programs

I year or less (31 ( 33- 1
2 years 39- 2
3 years 6-3
4 years 1 -4
5 years 5-5
6 to 10 years . ...... . 7-6
More than 10 years . . 9-7
Not sure . . .... . * -8

(SKIP TO Q.30)

Base:
Those who
participate in
program.

27 ormance-based pay program currently exist in

(32 ( 15 -1 (ASK Q.28)

67 -2
(MP TO Q.3o)1-3

17

your own

Base:
83% Total

Teachers

Does any type of pe
school district?

Yes, e 's

No

Not sure

(Yes in Q.24)

82
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28.

2

31.

Would you like to participate in the program, or do you have no interest in
partkipating?

Its, would like (33( 374 (ASK Q.29) Base: Those
No 61 -2 who do not

(SKIP TO Q.30) participate, but
program exists.

Not sure . 2-3

IF YOU WOULD LIKE TO PARTICIPATE

Are you not participating now because of limited funding for the program, or
because you did not meet the selection criteria, or for some other reason?

1 Base: Those who do not
participate, but program
exists.

37%

Limited funding

Did not meet criteria

Other reason

Not sure

(Do not want to participate)

(34( 4
9

24
1

63

-1
-2
-3
-4

(1985)
Have you ever seriously considered leaving teaching to go into some other
occupation?

Yes, considered

No, not considered

Not sure . . . .... . . .

(35( 55-1
45 -2

* _3

(1985)
Within the next five years how likely is it thatyou will leave the teaching profession
to go into some different occupation very likely, fairly likely, not too likely, or not
at all likely?

Very likely (36( 13-1
Fairly likely 14 -2 (AsK (2.32) 27%

Not too likely 30 -
Not at all likely 42 -4 (SFOP TO Q.33)
Not sure . . .... . -5

2 el And within the next Iwo years how likely is it thatyou will leave teaching to go into
some different occupation very likely, fairly likely, not too likely, or not at all
likely?

Very likely . . ... . . . .

Fairly likely . .

Not too likely

Not at all likely . ...
Not sure . . . . . . . . . . ... . .

(Not too likely, not at all likely,
not sure in next5 years)

(37( 7-1
7-2
8-3
5 4
* _5

73

83

14

27

Base: Total
Teachers
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Here are some things that might possibly improve working conditions for teachers.
For each, please tell me whether you think it would help a lot, help a little, or would
not help at all.

ROTATE START AT "X"

( ) a. Having more structured and organiLed time to talk with
colleagues about professional matters

( ) b. Having teachers help each other with troublesome
students

( ) c. Having teachers able to observe each other in the
classroom and provide feedback to each other

) d. Having a formal system, such as -teacher centers:' where
teachers can get help and ideas from other teachers and
administrators

( ) e. Receiving more support in dealing with students from the
non-education professionals in the school system

Would Help
a Lot

(38 ( 61 -1

(39( 69 -1

(40( 56 -1

(41( 71 -1

(42 ( 59 -1

Would
Help a
Little

36 -2

27 -2

37 -2

26 -2

32 -2

Would
Not Help

at All

3 -3

3 -3

6 -3

2 -3

7 -3

Not
Sure

-4

* 4

* -4

-4

2 -4

34. Some people have suggested that, when a school district hires teachers, the district
should give Full credit for a teacher's total years of past teaching service. If school
districts did give full credit for past service, do you think it would, or would not
(READ EACH ITEM).

ROTATE START AT "X"

a. Encourage those who have left teaching to return to
the classroom

Would

(43( 63 -1

Would
Not

36 -2

Not
Sure

2 -3
) b. Attract teachers into high shortage geographic areas like

the inner cities

c. Make some school districts top heavy with senior teachers
whose salaries are at the upper end of the scale . . . . .

(44(

(45(

53

59

-1

-1

44

38

-2

-2

3

3

-3

-3
) d. Give teachers economic mobility to move between

districts (46( 91 -1 8 -2 1 -3
) e. Deprive poorer school districts of many of their best

teachers .......... . . . . . . . . . (47( 60 -1 38 -2 2 -3

84

INURVIEWIR: SE SURE TO REPEAT THE STEM
OF THE QUESTION MOU rim ONCE.

Is the area where your school is located considered inner cit urban, suburban,
small town, or rural?

Inner city (48( 12 -1
Urban 11 -2
Suburban 23 -3
Small town . . . ........ 32 -4
Rural ... ............... . 22 -5
Not sure -6

8 4
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F2. For purposes of receiving state school aid, is your school district considered to be

of above average wealth, average wealth, or below average wealth?

Above average wealth (49 ( 21 -1
Average wealth 44 -2
Below average wealth 34 -3
Not sure 1 -4

F3. Regardless of the number of schools you've taught in, for about how many years, in
total have you worked as a teacher?

F4.

F6.

I I years Median = 15
(50-51)

Not u ... (52 (

During your teaching care r have you ever changed from one school district to
another district?

Yes . ...... . (53 ( 55 -1 (AsK Q.F5)
No. . . .. . . . . . . . . . . . . . . . 45 -2

(SKIP TO Q.F8)Not sure

IF YES

*

Since you first began teaching, how many times have you changed districts?

time (54( 22 -1 Base:
2 times 11 -2 Total Teachers

3 tinies 13 -3
4 times .

5 tirnes

. ... . .... 4
2

-4
-5 55%

6 times

7 times * _7

8 or more times . . . . * -8
Not sure -9
(Never changed) 45

The most recent time you changed districts, did you lose credit in terms o
any of your years of past service?

Yes, lost credit for past
service (55( 16 -1 (AA Q.F7)
No, did not lose credit . 39 -2

* (SICiP TO Q.F9Not sure

(Never changed) 45

85

55%

Base:
Total Teachers
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86

F LOST CREDIF

how much income would you e imate that itF7. When that happened, app oximately
cost you per year?

$1,000 or less . . . (56( 8 4 Base:

$1,00l to $2,000 8-2 Those who have
changed districts

$2,001 to $3,000 5-3
$3,00t to $4,000 . 3 4
$4,001 to $5,000 3 -5 (SKIP TO Q.F9)

$5,001 to $10,000 . . . .... 1 -6
$10,00l to $15,000 1 -7
$15,001 and above

* _8

Not sure .... . .. . . . . 1-9
(Did not lose credit) 71

Have you ever decided not to make a change from one school district to another
because of fear that you might lose salary credit for years of past service?

Yes, decided not to make change Base:
for this reason (57( 13 -1 Total Teachers

No, never decided 31 -2
Not sure . . . ... . _ . -3
(Changed district) 55

you a member of a teachers' union or association such as the AFE or NEA?

Yes, member (58( 83 -1
No, not a member . . 16 -2
Not sure .......... -3

_FlO What was the last grade or level of school that you yourself completed?

REM LIST IF NECESSARY

Less than high school graduate (59( -1

High school gaduate . . .
* _2

Some college . . . . . . . . .... . -3
Stu TO Q.F13)

Two-year college graduate -4

Four-year college graduate 17 -5
Some graduate credits 29 -6
Master's completed

Credits beyond master's

32 -7 (ASK (2.F11)

20 -8
Ph.D. completed ...... . . . . 1 -9
Not sure . . . -0

8 6
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87

F11. Was your ale college degree in education, or not?

Yes, education (60( 794
No, not education 21 -2
soi sure 3

Base:
Those with 4-years college or m
(N 1598)

F *.S0 E GRADUATE C _D OR MORE ADVANCED EDUCATION IN Q.F10 A "K:

F12. Was your graduate training mainly in education, or not?

F1

Yes, mainly in education

No, not mainly in education

Not sure

ASK EVERYONE

How old are you?

I

F15.

18 to 20 years

21 to 24 years ...... . . .

25 to 29 years

30 to 34 years

35 to 39 years

40 to 49 years

50 to 64 years . ... , .. .

65 or over . .

Not sure .

(61( 844 Base:

15 -2 Those with graduate training
(N 1327)

1 -3

6 -1
1 -2
7 -3

15 -4
24 -5
31 -6
21 -7
1-8

Do you live in the same school district in which you teach, or do you live in some
other school district?

Live in same district . .

Live in other district .

Not sure .

(1984)
Are you single,

. (68( 58 -1
42 -2

........ * _3

'ed, divorced, widowed, or separated?

Single . . . . . . . . . . . . . . . . . . (64( 13 -1 (SKIP TO Q.F17)
Married . . . , .. . . .. 75 -2 (ASK Q.F16)
Divorced/widowed/separated 12 -3

4 (StaP TO Q.F17)
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IF MARRIED

8 005-T

F16. g yp o situation?Which of the followin best describes our s ouse's current em lo

a. Working full time (65 ( 58-1 Base:

b. Working part-time 6 -2 Total Teachers

c. 12id off or on strike -3
d. Unemployed but looking for work . 1 4
e. Unemployed and not looking for

.
* _5

work

f. Retired 3-6
g. Keeping house . .... 5 -7
h. Full-time student ........ 1 -8
1 Disabled . . . . . . 1 -9
J. Not sure . . . . . ...... * 0-

(Not now married) 25

F17.

F18.

Regjon

East 21

Midwest 29

South 32

West 18

88

Which of the following income categories best describes the 1985 income you
derived from teaching, before taxes. Was it (READ LIST)?

$15,000 or less (66( 5-1 Median = $23,150

$15,001 to $20,000 . . 24 -2
$20,001 to $25,000 33 -3
$25,001 to $30,000 21 -4
$30,001 to $35,000 11 -5

$35,001 to $40,000 4 -6

$0,001 or over . . ....... . . 1 -7
Not sure -8
Rehmed -9

Which of the following income categories best describes your total 1985 household
income from all sources, before taxes? Vlas it (READ LIST)?

$15,000 or less . ........... (67 ( 1 -1 Median $36,400

$15,001 to $20,000 6 -2
$20,001 to $25,000 11 -3
$25,001 to $30,000 . . . 13 -4
$30,001 to $35,000 . .. ... . . . 14 -5
$35,001 to $40,000 13 -6
$40,001 or over 40 -7
Not sure . .... * -8
Refused . ...... . . .. 1 -9

That completes the interview. Thank you very much Fir your cooperation!

68-80Z

88

Thne Ene d:



LOUIS HARRIS AND ASSOCIATES, INC.
630 Fifth Avenue
New York, New York 10111

Study No. 864005 (Educational Leaders

May 9, 1986

Intervi

Sample 1 'a No-

krea Code: Telephone No.-

Hello, I'm

Da

Time Started- A-M
P M_

8-27)

_from Louis Harris and Associates,
the national opinion polling and research firm located in New York. We are conducting a
national survey among leaders in education to learn some of their attitudes about the
American educational system, and we would like to ask you a few questions.

INTERVIEWER RECORD:
Sample Size Leadership Category

150 a. Principal . = (28 (
101 b. Superintendent ... . . . .

100 c. AF1WEA leader

75 d. Legislator on education committee .. . . . . . . . . . . ...... ..... .

75 e. Legislative leader
34 f. Governo6 education aide
32 g. State commissioner . . . . . .. .. . . -7
35 h. State boast chairman . . . . . .. . , ..... .... -8

100 1. Dean of college of education . . . . .... . . ....... .......... -9
702

-5

INTERVIEWING DATES:

MAY 9-JUNE 30, 1926

NOTE: The separate results for each leadership group are projectable to their respective populations. However,
marginal frequencies for the total combined sample of leaders (N= 702) are not presented because thecombined figures do not refer to a meaningful population.

89

89
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If the goverment was able to make a major improvement in only one of the
following five serNices, which do you think should have the highest priority?

ROTATE START AT "X"

( ) a. Economic development . (29( -1

( ) b. Health care -2
) c. Education . . . . -3
) d. Services for the poor

) e. Transportation -5
Not sure -6

rp What particular educational reform do you think it is most important for your
state to fund or to keep fundin?

(30731)

RECORD ONE MOST IMPORTANT REFOR1-1

During the past several years, has your state enacted any educational reforms
or not?

Enacted

Did not enact

Not sure

4 . Have any of these reforms actually be imp
schools in your state)?

5.

Implemented ...... .. . . . .

Not implemented

Not sure

led yet in (your school listrict/

On the whole, would you say that the educational reforms (in your school district/in
your tate) have had a positive effect, negative effect, or not much effect on
students?

Posifive effect (34 ( -1

Negative effect -2
Not much effect -3
Not sure --4



6 On the whole, would you say that the educational reforms (in your school district/in
your state) have had a positive effect, negative effect, or not much effect on
teachers?

7.

Positive effect (35 ( -1
Negative effect -2
Not much effect -3
Not sure -4

What would you identify as your state's most significant educational refo _ so ar?
(PROBE, IF NEEDED): why do you feel that is significant?

6-37)

8 And what would you identify as the educational reform in your sta that os needs
to be changed or modified?

(38-39)

9. Has your state adopted any reforms that particularly affect teachers?

Adopted .. (40( 4 (ASK Q.10)
Not adopted . .

(SKIP TO Q.11)Not sure . .
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IF "AXIO__

10 Which reforms

11.

ose: RECORD UP TO 3 MENTIONS

41-42)

(43-44)

45-46)

Pre-Coded List:
01. Competency tests for all teachers
02. Competency tests for new teachers
03. New certification standards
04. Rigorous exams before certification
05. Performance-based pay such as merit pay career ladders or mentor teachers programs
06. Tenure reforms
07. Salary increases for all teachers
OF. Increased salary for beginning teachers
09. Sabbaticals for advanced study
10. Reducing time spent on non-teaching duties

(1985)
I will now read you some steps that might be taken to attract good people into
teaching and to encourage good teachers to remain in teaching. For each please tell
me whether you think it would help a lot, help a little, or would not help at all?

ROTATE srART AT "X"

) a. Providing a decent salary . . . . .

b. Providing smaller class size. ...
c. Providing compensation to beginning teachers

:omparable to other professions that require sham-
;raining . . . . . . . . . .. . . . .... . . . . . . . .... . . . . .

) d. Providing better tools and supplies teachers need to do
their job

e. Providing advanced study sabbaticals for teachers to
enhance thek professional development . . . .... .

f. sysProtviemding. ................................... ...... the. school_

) g. Hming more parent involvement with the schools

) h. Reducing the amount of time teachers spend in non-
teaching duties . . . . ........ .. . .

) i. Reqniring new teachers to serve a supervised
apprenticeship or internship before being certified. . .

Help
a Lot

(47(

Help 2
Little

-2
(48( -2

(49( -2

(50( -1 -2

(51( 1
(52 ( -1

-2(53( -1

(54( -1

(55( -1 -2

Not Help
at All

-3
-3

Not
Sure

4
4

-4

92

INTERVIEWER: BE SURE TO REPEAT THE
HEM OF IIIE QUESTION SEVERAL TIMES
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CARD I 8640054
12_ We'd like you to rate how well different people are p.rforming the role they are

supposed to play in the education system. How go9d a ',ob do you think (READ EACH
rum) are doing excellent, pretty good, only fair, fn. pt. er?

ROTATE START AT "X"

) a. School principals in your (district/state) .

) b. Superintendents of local school districts .

c. The state commissioner of education . .

) d. People in the Governor's office who deal
with education

Leaders of the teachers unions and
teachers' associations in your
(district/state)

f. Deans and professors at colleges of
education

g. ClaSsroom teachers in your (district/state)

) h. State legislators who serve on education
committees

) I ParenLs of school age children

Members of local school boards

Excellent
Job

56(
-1

-1

-1

-1

-1
-1

-1

-1

-1

Good
Job

-2
(57(
(58(

_-2
-2

(59 ( -2

(60( -2

(61( -2
(62( -2

(63 ( -2
(64( -2
(65( -2

Only
Fair
Job

Poor
job

-4

-4

N
Sure

Not
Applicable

-6_-5

_-5
_-6
_-6

-5

-5 -6

-6_-5
--5 -6

--5 -6
-6--5

-5 -6

NTERVIEWER: BE SURE TO REPEAT THE
STEM OF THE QUESTION SEVERA1 TIMES

INTERVIEWER: IF RESPONDENT WILL NO
EVAIUATE MIR OWN POSITION, CHECK
"NOT APPLICABLE:. DO NOT CHECK "NOT
APPLICABLE" FOR ANY OTHER ITEM THAN
TIM RESPONDENTS OWN POSITION.



1 Here are some statements that people have made about the education system. For
each, please say whether you agree strongly', agree somewhat, disagree somewhat,
or disagree strongly.

DO NOT ROTATh

( ) a. School districts should have a team approach to school
management that involves the superintendents and the
principals and the teachers

( b. In my (school/district/state) nom the superintendents,
principals and teachers all do share in the management
of the school

) c. The principal should recognize and develop the teachers'
leadership potential by invohing them in decision-making
about school organization and curriculum

( ) d. In my (school/district/state) now, dieprincipalc do
recognize and develop the teacher's leadership potential
by invohing ffiem in decision-making about school
organization and curriculum

( ) e. Tenure should be as difficult for teachers to get as it is
for them to lose

) f. A teacher's years of experience should be recognized with
the corresponding salary when a teacher moves from one
school district to another

Agree
Strongly

(66(

Agree
Somewhat

Disagree
Somewhat

-

Disagree
Strongly

-4

Not
Sure

_-5

..._-5

_-5

_-5

_-5

(67( -1 -

(68( - -2

(69( -1

-1

-2 -4

(70( --, -3

(71( -2

____-4

-4

94
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INTERVIEWER SAY: THESE NEXT QUESTIONS EACH ItAVE TWO PARTS. FIRST I WILL BE ASKING WHO YOU MINK
SHOULD 1LAVE ME MAJOR ROLE IN DOING VARIOUS MINGS. THEN I WILL BE ASKING WHO ACIZIALLY DOES HAVE
THE MAJOR ROIL

14 Who do you think should have the major role FLEAD EACH ITEM) the prindpal,
the teachers, or someone else?

5 At the present time who actually does have the major role (READ EACH ITEM)
the principal, the teachers, or someone else?

Q14
Should Have Major Role

Q.15
Actually Does Have Major Role

ROTATE START AT ``X--

For the hiring of new
teachers

b_For choosing which text
books are to be used

c_ For evaluating how new
teachers are performing _

d_For evaluating how more
experienced teachers are
perfuming

e_ In disciplining students .

f. In designing and conducting
inserAire training

g. In assigning students and
scheduling classes

bln handling the
non-education problems that
students bring with them to
school

) I. For selecting new principalL

In deciding about budget
allocations tor the school 2*

Princi al
Shou d

(72( -1

Teachers
Should

-2

Both
(Vol)

-3

Someone
Else

Not
Sure

-5

___ -5

-5

-5

-5

-5

-5

Principal
Does

1

Teachers
Do

Both
(Vol)

Someone
Else

Not
Sure

_-5

--5

--5

--5
_-5

_-5

--5

_-5
--5

_-5

(73 ( -2 -4

_-1

(12 (

_-2
-2 4

(74 (_-1

(75 ( -1

-2 4 (- -1 -2 -3

-2 -4 (14 (_-1
(15( -1

-
4

(76( -1 -2 -4

_-2

-2

(77( _-1

_

-3 -4 (16( -1 -2

___-4

(78( -1

__-2

-2 -4 (17 (_ -1 -2

(79( -1 -2 -3 ( 8 ( -1 -2

(80 (_ -1 _ -2 -3 (19( -1 -4

(IOC -3 (20--2

95

_NTERVIEWER: BE SURE TO __ PEAT THE STEM OF THE
QUESTION SEVERAL TIMES.

NOTE: GIVE PRIORITY TO THE ANSWER CATEGORY
SHOWN. FOR EXAMPU, IF RESPONDENT SAYS
"PRINCIPM, AND SUPERINTENDENT" RECORD THE
ANSWER AS "PRINCIPALr OR, IF RESPONDENT SAYS
"TEACHERS AND SCHOOL BOARD" RECORD nu
ANSWERS AS "VEACHERSr IF RESPONDENT SAYS
"PRINCIPAL, AM, TUCHER AND
SUPERINTENDENT" RECORD ANSWER AS "Bon
(VOL.

9 5
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16. Now some questions about career ladder programs. These programs divide
teaching into different jobs and then provide different ranks and different salaries
according to the level of responsibility. Here are some statements regarding career
ladder programs. For each, please tell me if you agree strongly, agree somewhat,
disagree somewhat, or disagree strongly.

ROTATE START AT "X"

) a. Career ladder programs improve teachers chances for
professional growth and development

) h. The methods used to select teachers for career ladder
programs are unfair and non-objective . .....

e. Teachers have a real say in the development and
operation of the career ladder program

) d. Career ladder programs create artificial and unfortunate
distinctions among teachers

Agree
Strongly

(21(

Agree Disagree
Somewhat Somewhat

Disagree
Strongly

-4

Not
Sure

_-5

_-5

-5

_-5

(22( -1

-1

_-3
-4

(23( -4

(24( ____.-4

17.

18.

Overall, do you personally favor or oppose career ladder programs?

Favor (24( -1

oppose -2
Depends (vol.) -3
Not sure _4

INTERVIEWER: IF IMSPONDENT ASKS 11711C11 CAMER
LADDER PROGRAM IN PARTICUIAR WE ARE
REHRRING TO, PROMPT WITH "THE ONES YOU ARE
MOST FAIKILIAR

Now some questions about merit pay systems. These systems select a certain
number of teachers as meritorious and then pay them a greater amount of money
with no change in their duties. Here are some statements regarding merit pay
systems. For each, please tell me if you agree strongly, agree somewhat, disagree
somewhat, or disagree strongly.

ROTATE START AT "X"

L. Merit pay systems provide valuable incentives for teachers
to improve their performance . . . . . . . . . . . . . . . ...

Merit pay systems create artificial and unfortunate
distinctions amoryj teachers

) c. Merit pay systems recognize and reward outstanding
quality teachers . . . . . . .

( ) d. The means that are used to select the teachers for merit
pay tend to be unfair and non-objectrve

Agree
Strongly

(20( -1

Agree
Somewhat

2

Disagree
Somewhat

Disagree
Strongly

-4

Not
Sore

_-5

_-5

.._-5

(27(__ -

-1

-1

-2 -4

(28( -2 -3 -4

(29( 2
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19. Overall, do you personally favor or oppose merit pay systems?

Favor . . . .. . . . . .. (30( -1
Oppose . . . . . . . -2
Depends (vol.) . . ... -3
Not sure . . .. . . . . . . . 4

INTERMWER: IF RESPONDENT ASKS WIHCII MERIT
PAY SYSTEM IN PARTICULAR WE ARE REFERRING
TO, PROMPT WITH MR ONES YOU ARE MOST
FAMILIAR Wrnir

20 Now some questions about mentor teacher programs. These programs designate
certain teachers to perform special one-on-one professionai coaching for other
teachers. Here are some statements regarding mentor teacherprograms. For each,
please tell me ff you agree strongly, agree somewhat, disagree somewhat, or
disagree strongly.

ROTATE sttnt AT "X7

( ) a. Mentor teacher programs help to Lmprove the teaclung
skills of new teachers . .. . . . . . . . . . . . .

( ) b. Mentor teacher programs create artificial and
urffortunate distinctions among teachers

C. Mentor teacher programs are a good way to continue
coaching for all teachers no matter how experienced
they are .. . ..... . . . . . .

( ) d. Becoming a mentor teacher is too much of a short-term

Avec
Strongh

Agree
Somewhat

Disagree
Somewhat

D sagree
Stroney

(31( -1 ___-2 -3

(32 ( -1 -2

(33 (_. -2 4

position instead of a permanent career advancement . . . (34 (_____ -2 _ -3

97

21. Overall, do you favor or oppose mentor teacher programs?

Favor . . . ......... (35 ( -1
Oppose . . . -2
Depends (vol ) -3

-4Not sure .

INTERVIEWER: IF RESPONDENT ASKS WHICH
MENTOR TEACHER PROGRAM IN PARTICULUt
WE AIM REFERRING TO, PROMPT mini "ME
ONES YOU ARE MOST FAMILIAR vinir

Not
Sure

-5

_-5

22. Some people have suggested the establishment of Vecialty certification boards
such as exist for some other professions like accountants, architects, and lawyers.
These boards would certify experienced teachers in their own specialty, based on
formal training and experience and rigorous examinations or other evideme of
outstanding performance. Do you personally favor or oppose establishing such
specialty certification boards?

Favor (36(
Oppose

Depends (vol.) .

Not sure

-2
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23. If such specialty certification boards were established, they might be tr.5ed in several
different possible ways. Do you think that specialty certification boards should, or
should not (RIAD EACH ITIM)?

DO NOT ROTATE

a. Be used as an alternative to merit pay systems? .

b. Be used as an alternative to career ladder programs?

c. Be used as a means of advancing through a career ladder
program?

Should

(37( -1

Should Depen
Not (Vol.)

-2

. o
Sure

-4

(38( -1 -2

(39( -1 -2

24. If such specialty certification boards were established, do you think that increased
salary should, or should not, be given to those teachers who become certified in
a specialty?

Should be given 00(_
Should not be given

Depends (vol.) --3
Not sure -4

25 If advanced training is needed for specialty certification, do you think that teachers
should pay for the training themselves, or do you think that te-chers should be
reimbursed in some way?

F'ay by themselves (41 ( -1
Reimbursed -2
Depends (vol.) 3
Not sure -4

26 In the near future, how serious a problem do you feel that shortages of qualified
teachers (in your school/in your district/in your state) will be a very set itous
problem, somewhat serious problem, not too serious problem, or not a serious
problem at all?

very serious (42 ( -1
Somewhat serious -2
Not too serious -3
Not serious at a

Not sure

98



2 7 If there were a teacher shortage in some areas around the country, here are some
things that might possibly contribute to such a teacher shortage. For each, please
tell me whetheryou think it will or will not contribute to teacher shortage. Do you
think (READ EACH roir) will or will not contribute to a teacher shortage?

ROTATh START AT "X"

a. The salaries that teachers get . . . ... . . . .

) b. The working conditions that teachers have

) c. Opportunities in other fields, especially for women.
) d. The status that society gives to the teaching profession

) e. A temporary imbalance between the growth of the
school-age population and the number of people who
are entering teaching

A growth in the number of students today with
non-education problms

2

Contribute

(43 -1
(44( -1
(45( -1
(46( -1

07( -1 -2

Will Not Not
Contribute Sure

-2
-2
-2

-1 -2

NTERVIEWER: BE SURE TO REPEAT THE
STEM OF ME QUESTION SEVERAI, TIMES

Some people have suggested that, when a school district hires teachers, the district
should give full credit for a teacher's total years of past teaching service. If school
districts did give full credit for past service, do you think it would, or would nOt
(READ EACH ITEM).

ROTATE START AT "X"

) a. Encourage those who have left teaching to return to the

Weold
ould tvot
NOt Sure

classroom (49 ( -2
) b. Attract teachers into high shoriage geographic areas like

the inner cities (50 (. .

) c. Make some school districts top heavy with senior
teachers whose salaries are at the upper end of the scale. (51 (--1 -2

) d. Give teachers economic mobility to move berween
districts (52( --1 -2

e Deprive poorer school districts of many of their best
teachers (53( -2

99

INTERVIEWER: BE SURE TO RIPEAT THE
STEM OF THE QUESTION SEVERA1. TIMES

9 9
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29. How many years total have you been professionally involved with the field of
education?

31.

32.

_ _ ye

(54-55)

Not sure.... (56

And how many years have you served in your current posit'on?

Iyears
(57-58)

Not sure.... (59( -1

Is the overall quality of ntw teachers entering the profession today better, worse, or
about the same as the quality of new teachers in the past?

Bette; (60( -1
Worse -2
About the same -3
Depends (vol.)

Not sure -5

At any point in your career have you ever taught full time in an elementary or
secondary school classroom?

Yes, taught

No....... .
Not sure . .

By observation:

100

Sex:

Male (62 (
Female

Thank you. That completes the interview

63-80Z

IMO

Tune Ended-
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