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INTRODUCTION

This is the third Metropolitan Life Survey of the American
Teacker. It represents an ongoing commitment to research that will bring teachers
views to the attention of the Americaa public and policymakers.

Since che publication of A Nation at Risk in 1983, the mo-
mentum has not slackered for improving 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 teaching conditions.

The focus of the educational reform movement continues to
be on the teacher. Challenged by impending teacher shortages, many groups of

educational reformers have developed inriovative approaches to enhancing career
advancernent for teachers. One such group is the Carnegie Forum on Educarion
and the Economy. Other groups that have aiso recently released important reports
on educational reform include the Council ior Economic Development, the Edu-
cation Com:nission of the States, vhe National Gevernor's Association and the
Holmes Group. These task forces of government, corporate, and educational lead-
ers successfully reached consensus on proposals to restructure and professionalize
teaching.

While momeritum builds for these innovative responses to
the complex pivllems wichin 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 — Metropolitan Life in the third
year of its survey of teachers has expanded its survey efforts to include the educa-
tional leadership of our country. 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 adminiscrative levels, up to the highest levels of educational policy-
making in the fifty states. It reveals where each key group stands on many of
the crucial problems facing education today. Included in this year’ survey are:

@ Teachers

® School principals

® District superintendents

@ State 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 committees

® Deans of colleges of education



e - This year’s survey analyzes teachers and educational leaders
8 AMERICAN- views about the structure of the teaching profession itself, and about ways to re-
structure that profession in the future. In this report:
® Teachers and educational leaders say what role they believe teachers should
hare in school management and the extent to which they feel teachers actually
db have such a role today.
® Teachers and educational leaders rate che job performance of other key par-
ticipants in public education: principals, superintendents, school boards,
state education officials, union officers, deans of education colleges, and par-
ents of school-age childrei.
® 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

_TEACHER.
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including:
® Career ladder programs;
® Mentor-teacher programs;
® Merit pay systems;
Their responses offer — for th~ first time — details about the specific aspects
of each reform that teachers and leaders either like or dislike.
® Teachers evaluate proposals to 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
anocher.
No other survey has teken such a comprehensive view —
from the ground up — of the issues facing education today.
Survey Method
The survey is based on incerviews with 1,602 teachers and
702 leaders. All interviewing was conducted by telephone between April 29 and
June 30, 1986. Every public school tedcher 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 leadeérship population. The detailed survey meth-
odology, including information on response rate: and the statistical reliabiity 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 to 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 (CASRO) and the code of the National Council of Public Polls (NCPP).
Because data from this survey will be released 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
was 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. Our colleagues at Metropolitan
Life and Program Planners, Inc., in particular, did a great deal ro 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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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 the report to understand the
full findings of this third Metropolitan Life Survey of the American Teacker.

Consensus on Dealing With An Emerging Teacher Shortage

Both teachers and all leadership groups take very seriously
the possibility of a future teacher shortage. A consensus exists on what ought to be
done to stem the exodus from the teaching profession and the short-fall of new
teachers.

1. Fifty-five per nt of American teachers have at some

time seriously considered leaving reaching to go into some other occupation.
This represents a small but statistically significant increase from the 51% regis-

tered in the previous Metropolitan Life Survey one year earlier. One possible reason
is that job satisfaction among teachers has also declined — by seven percentage
points over the past two years since the first Metropolitan Life Survey.

2. Among the educational leaders ‘th_] Eske h_Jrnpe_n_d:

ing ghﬂrtgggmmsr sezmusly are deans Qf' e 7u¢:atmn college

EELI&'L“@Q;;S

C}ve;f 60%705 all thEf leadershlp gmups - also thmk that the coming teacher short-
age will be “very” serious or “somewhat” serious in their own particular school or
districe or state.

3. Teachers and leaders 2re in strong agreement that fi-
1C key to reducing the shortage of teachers. By mcre
than 80%, teachers and all leadershlp groups agree that providing decent salaries
is essential to attracting and retaining good teachers. By more than 70%, teachers
and all leadershlp gmups believe that pmvxdmg mcreased \:Dmpensanon o begm-

leade:shlp groups belleve that pmvxdmg increased overall ffnam:lal suppcxrt to the
public school system is essential.
Evaluating Educational Reforms

Teachers and educational leaders are virtually unanimous on
EhE need fﬂr pn:viding Enam:ial incenﬁves to irﬂpmve the sifuatic:n Facing teach—

mg :he guals In pamcular dlsagfeemenf exists on the value and m‘pact cnf several

types ot performance-based pay reforms legislated in many states.
1. Both teachers and educational leaders are very enthu-

siastic about “mentor teacher” grams. Mentor teacher programs designate
certain teachers to perform 5pec131 one-on-one professional coaching for other
teachers,

Forty-four percent of American teachers are familiar with
such programs, and 82% of this group are in favor of the programs, while 15% are
Gppcosed C)ver 80% af every leadershlp group Favar mentor EEE!‘ZhEL' pmgrams

new teachers and pmvu:le valuable ccrachmg even for exgenem:ed reat:hefs,

10
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2. Teachers who are familiar with “merit pay” systems are

f them, whereas leaders tend to be divided over merit V.
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 thac 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 metit 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. Teachers who are familiar with “career ladder” pro-
grams are closely divided in their judgments ar the present time, whereas mo
educational leaders are in favor of career ladders. Career ladder programs divide
teaching into different jobs, and then provide different ranks and different salaries
according to the level of responsibiliry.

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 operarion of career ladder programs, most
teachers and their union leaders think not, while other leadership groups are more
oprimistic.

4. Jeachers views differ from leaders views about the
onal reforms to date. These differences reflect the disagree-

impact of educati
ments we have seen over performance-based pay. Several of the leadership groups
are twice 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 furure.

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.

o
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s -ds are currently supported
by_a narrow majority of Amerlcan teacher; ag 1 by many leadership groups.
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 to raise standards, and increase pmfessmnahsm

Fifty-two 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.

et than ¢ than paid for by individual feach_era ‘Each lead-

shnuld be;emﬁmrsed rat
ership group agrees that increased salary should be given to teachers who gain cer-
tification. But most leadershlp groups tend to be split over who should pay the
cost of any needed training.

Teachers and leade:s remain open at the present time to vari
ous possible ways in which such certification boards mlght be used

3. Teachers are virtually unanimous ( ) that cheir to
years of teaching experience should be recognized with the corres pg;é_ﬁ,g&
ary when they move from one district to another. 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 attfa;:ting 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-
trices might become top-heavy with senior teachers, who are clustered at the up-
per end of the salary scale. This could drive up costs 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 teachers economic mobil-
ity. Sixteen percent of all teachers say they have lost salary credit during a shift
between school districts. Another 13% say that at some time they decided 72 to
shift districts because of fear that they might lose salary credit. Among those who
have experienced salary loss, the median annual loss was $1,800 (not necessarily in
1986 dollars since many losses were in years past prior to inflation).

Leaders are not as strongly convinced as are teachers that
total years of past experience should be recognized in a career move. While 859 of
teachers are “strongly” committec 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 reachers strongly support steps to iinprove
working conditions by increasing collegiality and reducing isolation in the
wnrkplace The top-rated measure is having a formal system, such as “teacher
centeis, where teachers can get help and ideas from other teachers and

administrators.

[



2. Teachers are also concerped about class size and work-
load, which govern the extent to which they can effectively deliver their pro-
fessional services to individual students. Sixcy-eight percent of teachers say their
class size is too large. The median number of students in a classrcom today is re-
ported to be 25, while teachers say that the median nurmber of students that a rea-
sonable class ought ro contain is 21. This means that the typical teacher feels thac
a reduction: in class size of 16% is needed for effective teaching.

Participating in School Management

A major aspect of the teaching profession, as with any pro-
fession, is how the workplace is managed and who participates in important deci-
sions. When it comes to 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 cthan are others.

1. Ninety-seven percent of teachers and over 90% of all

leadership groups think that school districts should have a team approach to

school management. 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. But many more principals (86%) und superintendents (93%)
believe that team management already exists today.

2. Teachers demand — and leaders support — the biggest role for teachers in
those areas of school life that are academic pedagogical, and student-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 aud majorities of all leadership groups (except state legislators)
think that teachers should have a major role in designing and conducting in-ser-
vice training. 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 realiry falls shore 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. Teachers show somewhat less demand for — and many
leaders offer even less support for — teacher participation in tasks that are tra-
ditionally the cesponsibility 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 that 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 are least keen on participating in peer re-
view. Three in ten or fewer want to be involved in hiring new teachers or in eval-
uating their teaching 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.

-



5. Union officers and college deans see less progress to
ing these objectives 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 restructured teaching
profession in the future.
6. Principals and superintendents also think thar teach-
ers already play a greater role than the teachers currently perceive themselves

as playing. 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 to rate
the job performance of ten participants in public education. Several important
patterns emerged.

1. Of ten 1ypes of participants in public education at all
levels, classroom teachers receive the highest ratings in rerms of their nglpez—
formance. School principals ranked second among the ten types of participants in
terms of how well they are perceived to be perFormmg their role. In general, the
highest ratings tend to go to those participants in public education who are the
closest to the s’dents

and people in the gﬂvernar : i:if'f'ice wh deal thh ed ucation ten ;] Qbe rated

£ unf and some leadership groups concur. Of course,
such officials in a state’ 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 two 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.

rather unfavorably by teachers, nd sor

5. Parents of school-age children receive some of the

lﬁwegt markg fgm teav:hers and from many of tl the leagEfsh ip g ‘Q_ps Pa,[:nts

p;ants ‘Union oﬁ"icefs receive PQSIUVE marks fro fmm 67% of tEac:hers who fank
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 chey are actually members
of the AFT 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 undersufand the rﬂutuﬂl irﬂages that Ehey pfesenfl; hold of one EflOEth

OEth — since they wxll nécessaﬂly have to worlr: clossly ona Fﬁ:quént bas;s

14
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CHAPTER 1: CONCERN OVER A FUTURE
TEACHER SHORTAGE

Since one year ago, the percentage of American teachers
who have at some time seriously considered leaving teaching to go into some other
occupation has increased t0 55% from 51% (Table 1-1). This represents a statis-
tically significant increase between the 1985 and 1986 Metropolitan Life Surveys of
the American Teacker.

A possible reason for the shift is that teachers job satisfac-
tion has declined by seven percentage points over the past two years. Forty percent
of American teachers said they were “very” satisfied with cheir jobs in the 1984
Metropolitan Life Survey 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 zexs [fire years. This
level is almost exactly the same as that reported in the previous survey. Fourteen
percent of all teachers say they are likely to leave within the zext rwo years. This
question was asked for the first time in the latest survey.

As discovered in last year’s survey and confirmed this year,
male teachers are slightly more likely than are fernale teachers to contemplate leav-
ing. Single teachers, and teachers who are married to a spouse who does not 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% of each 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 (Table 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
that teachers get will be a major factor contributing to the shortage. Approx-
imately the same proportion of each group also think thar opportunities in other
fields, especially for women, will also be 2 major contributing factor.

Other factors seen as contributing to a shortage include the
status that society gives to che 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 thar these will be
contributing factors.

Students’ 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 Shorcrage

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 Life
Survey of the American Itacher, teachers evaluated key steps that might be raken o
attract and retain good people in the teaching 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 classtooms adequately
staffed. Ninety-four percent of teachers and over 80% of each leadership group
think that providing a decent salary would help a lot to ateract and retain good peo-
ple in the pmfess;nn Elghty-f'ouf percent GF t&ache:s anc:l over 709% of éach lead-
also help alot. And 79% of teachers and over 70% of each lEadEfShLP gmgp 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
bc:th teachers snd all lE‘adEfShip groups. Requiring new teachers to serve a _r:spef-

have important c:cmserquences for :estructurmg the pmf’essmn Slxty-mne 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.

among leaders, but all t:cu’nmaﬁd ms.]ﬂnty suppart fmm teachers Fo: 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 Eeachers 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’ teaching force.

16



Table 1-1  Likelibood of Leaving Teaching

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

QUESTION: Within the next five years how likely is it that you will Jeave the teaching profession
to go into some different occupation — very lik ely, fairly likely, not too likely, or not
at all likely?

QUESTION: Andwithin the next fuwo years how likely is it that you will leave teaching to go into
some different occupation — very likely, fairly likely, not too likely, or not at all
likely?

QUESTION: Allinall, howsstisﬁedwauldy:u say you are with your job as a teacher in the

ERIC
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Table 1-2  Educational Leaders View a Possible Teacher Shortage

Q UESTI O N : Inthe 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?

QUESTI O N : Ifthere were ateacher 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?

DISTRICT STATE DEANS OF STATE TEACHERS
SCHOOL SUPERIN- LEGIS- EDUCATION EDUCATION UNION
PRINCIPALS TENDENTS LATORS COLLEGES GFFICIALS OFFICERS

Perceived Seriousness

Base

Very serious

Somewhat serious —

Not too serious —

Not serious at all —

Notsuré — .

12




Table 1-3  Steps fo Altract and Relain Good People in Teaching

QUESTI ON: Iwillnowread 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?
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CHAPTER 2:

Evaluating Educational Reforms

When it comes to implementing the measures discussed in
Chapter 1, the consensus berween teachers and leaders breaks down. This chapter
looks at priorities concerning reforms which should actually be funded. It reports
several interesting differences becween the priorities of teachers and the priorities
of some educarional leaders.

We also look at perceptions about the impact of educarional
reforms to dare. Here we find a major difference in whar 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 reactio.s to these reforms by both teachers arnd educational
leaders. Such reactions provide — for the first time — information about specific ole-
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 facrors that impact most
immediately on their students. Teachers were asked to state in their own words, in
answer to an open-ended question, what particular educational reform thiey think
it is most important for their state to fund or to keep funding. They most fre-
quently cite curriculum-related reforms, Forty-five percent of teachers spontaneously
mention these kinds of reforins, including special education programs, pre-school
programs, bilingual education, vocarional education, remedial programs, coun-
seling services, and basic education (Table 2- 1.

Teachers cite second most frequency a variety of teacher-re-
lated reforms. 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 teachers point of view are
reforms 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 ro spread
their priorities more broadly, as one might expect of officials with wider responsi-
bility. They cite with approximately equal frequency curriculum-related reforms,
teacher-related reforms, and — in the case of ruperintendents — system funding-
relaced reforms.

Union officers, deans of colleges of education, and state edu-
cation officials tend 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.

20



The Perceived Impact of Reform

Teachers and educational leaders differ markedly about the
perzeived impact of reforms. Most leadership groups are much more positive
abourt the impact of reform to darte than are teachers (Table 2-2). In the earlier
1985 Mei rz:pa!itgm Lifé S'z:rze:y qf the Amﬁi&zn ngzfésr tE‘EChél’S tended to have mixed

S0 fa: had a posmve Lrnp act on féﬂ’é’é&*ﬂ ngever, most leadershlp 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 stadents, teachers
tended to be divided between saying it has had a positive effect (42%) and saying
there has not been much effect art all so far (44%). Union leaders tend to divide the
samne 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 PEFfutmaan Based Pay
the need for providing F nam;,lal incentives and career advam:&mént Dpp':)ftumnés
in cm:ler to impmve teaching cmnditicms Howevt'f less consensus exists on thé

ted in rnany states.

Sim:e the enactment ff career ladders me:it pay, aﬁﬁd men-
very chﬁferent E;;penémzes in 1mplemenrmg these reforms. Vaﬂanons amcng 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 teacher
programs are viewed by all groups as a positive approach to restructuring the
profession.

Mentor Teacher Frograms

Mentor teacher programs designate certain teachers to per-
form special one-on-one professional coaching for other teachers. Teachers who are
familiar with mentor teacher programs are overwhelmingly 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-
EEWE ringing endorsement from teachers and leaders alike, and they provide some

nsight into reasons underlying the overal! favorability toward the programs. Over
90% of each group agrees that mentor teacher programs help to improve the
teaching skills of riew teachers. And over 80% teachers and leaders alike agree that
mentor teacher :>rograms are a good way to continue coaching for #// teachers no
matter how experienced they are,
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Two criticisms of mentor teacher 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 tescher is too much ofa
short-term position instead of a permanent career advancement. However, it is
significant that more reachers than leaders agree with these two criticisms.

"AMERICAN .
TEACHER",

-y

OBSERVATI QN : Of the several specific reforms studied in
the survey, mentor teacher programs
proved 1o 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 thar is necessarily
more remote or indirece in the case of
other reform proposals, such as specialry
certification, career ladders, cr merit pay.

A second possible reason for the
popularity of the mentor teacher concept
may be that it also promisas to increase
collegiality and to reduce isvlation 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 paossibilities for career advancement
that it opens up to reachers. Some of
these reasons may also influence
educational leaders; mentor teacher
programs also proved the most popular
reform with leaders.

Merit Pay System

Merirt 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 familjar
with the idea of merit pay, and 719% of those who are familiar say that they oppose
merit pay systems (Table 2-4),

A majoriry of principals (55%) and an overwhelming major-
ity of union leaders (97%) agree with teachers in opposing merit pay systems. Bur
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 tend to be unfair
and nonobjective. A majority of principals, superintendents, and state legislators,
and an overwhelming majority of union leaders all agree with the teachers on chis
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, but considerably supporr from all of the leadership groups
except urion 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. But over 60% of each of the other leadership groups agree with
this pro-merit pay argument. Forry-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.

OBSERYATI O N : 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
critical of the program on some points. In
the 1984 Metropolitan Life Survey of the
American Teacker, teachers showed an
openness to merit pay #f merit could be

groups in favor of merit pay remain

judged in an objective manner.
Skepticism that this is possible still seems
a major sticking point in 1986,

Career Ladder Programs

The Ehird 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.

Th -'fyxmﬁe percent of teachers natmnwxde say, Ehey are Fa—
pmgfams and 46% Dpposed (Table 2-5). Eat:h leadershlp gmup, 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’ af educarion iDllEgES (879’5)

also presented in Table 2- 5; A SQlld m,a;onty of teachers and of each le,adershxg
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 rwo possible criticisms of career ladder programs: that they
create artificial and unfortunate distinctions among teachers, and that the meth-
ods used to select teachers for the programs are unfair and nonobjective. In con-

rast, 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.

::b

OBSERVATION: undamental disagreement in

erspecrive over career ladders seems to

"'l:l

exist at present between teachers and
their union leaders, on the one hand, and
other types of educarional leaders, on the
other hand. This may be due in part to

:he fact that, of the three reforms studied

(39% ) w uh career ladders Butitis also
possible thart there is something abour the
idea of differentiated ranks of teachers
with different duries and different
szlaries that runs against the grain of the
nation’s current teaching force. It may

require not just increased familiarity with
vhe concepr, bur also a change in thinking
in order to turn the present close division
of teacher opinion into fuller acceptance.
It is therefore significant that the leaders
of tiz= nation’s colleges of education are
particularly strong in favor of the career
ladder concepst, 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 are newest to the profession, i.e., those who jo ined less than
five years ago. Table 2-6 shows which other subgroups oF teachers rfm:l 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 $Z0,000. 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 housekold 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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OBSERVYATI!ION: That the newest rﬁer’nbers’ of the
of reform more stmngly than dEl 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 téachEFs are more recent pf&dutts of

the nation’ caLegE,s of Eduzagmn — whose
deans, as we have seen, are particularly
supportive 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 téache:s in this Cﬁuntry actually have any firse-

Seventeen pé:cent of Ameru:an t*?,at:hers say they now pas
ticipate in some type of performance-based pay program (Table 2-7). This includes
129% 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 carcer ladder programs. The West has the second highest pro-
portion of participants, 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 159 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 reachers 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 chat a
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, but that they do not participate. Nationwide, among teachers who do not
participate but who work in a district where perﬁ:):rnance—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, buc only slightly, more in favor of career lad-
ders mentor Eeaz:hég pmgfams and merit pay sysr:ems Ehan are those teachers who
cally les.d to mcressed enthusxa.sm at this tlfne LA pDSSlblE reason ﬁ‘)r 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 identify their state’s most significant educa-
tional reform so far, leaders cite a variety of teacher-related reforms, curriculum re-
forms, and funding-related reforms. And the type of teacher-related reforms that
the leadership groups point tc 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 their state that most need to be changed or modified, they zlso most frequently
cite teacher-related reforms such as performance-based pay (Table 2-10). Union
leaders and deans of education colleges are particularly likely to cite teacher-related
reforms as being in need of modification.

OBSERVATI ON : Someleaders must be aware of teacher

resistance to certain forms of
performance-based pay, or else some

as being in need of modification.



Table 2-T Priorities in Funding of Reform

QUEZ= 8§ TIO0N: Whatparticular educational reform do you think it is most imporiut for yonr— state
to fund or to keep funding?
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Table 2-2

QUESTION:

QUESTION:

TEACHERS
(1985
SURVEY)

Base

Effect on Students

Positive effect

Negative effect .

Not much effect ___

Not sure ——_
Effect on Teachers

Positive effect ____

Negative effect SIS o

28

Not mich effect ___=

Not sure ___

23

Perceivel Impact of Educational Re=fom to Date

Base: Thosewho report implementation of reforms mn thelr district/state

On the whole, vould you say that the educationai res=foms (in your school district/in
your state) have had a positive effect, negative effec—t, ornot much effect on
students?

On the whole, would you say that the educational re==foms (in youar school district/in
your state) hwve had a positive effect, negative effe—t, ornot much effect on
teachers?

DISTRICT STATE DEANS ©OF STATE TEACHERS
SCHOOL SUPEKIN- LEGIS- EDLCAT™XON EDUCATION UNION
PRINCIPALS  TENDENTS LATORS COLLEGES OFFICIALS OFFICERS

28
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Table - Support for Mentor Teacher Programs
: Now some questions about mentor teacher programs. These programs designate
certain teachers to perform special one-on-one pi‘DfESS onal coaching for other

r lee

teachers. (Are you familiar or not too familiar with mentor tea ,,ber programs?)

=
=t
o
w
-
L]
=]
2

QUESTI O N : Hereare some statements reg rding mentor teacher programs. For each, please
tell me if you agree strongly, agree somewhat, disagree somewhat, or disagree
strongly.

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

QUESTION

familiar with mentor teacher Programs are 3 shown.

W
Fon
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Support for Merit Pay Systems
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

sysiems?)

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

Overall, do you personally favor or oppose merit pay systems?
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Table 2-5 Support for Career Ladder Program

Q U.ES TI O N : Nowsome guestions 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. (Are you familiar or not too familiar with

career ladder programs?)

§ T.1 0 N : Here are some statements regarding career ladder programs. For ach, please tell
me if you agree strongly, agree somewhat, disagree somewhat, or disagree strongly.

o
=
=21

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

QUESTION:
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Table 2-6  Which leachers Support Each of Thice 1vpes of Reform
Base: Those who are familiar

FAYOR FAVOR FAW_]R
MENTOR CAREER MERIT
TEACHER LADDER PAY

700 617 1149
% %

imgigagﬁl'i‘i_r. ) 82 49 26

Rm:ive?erfnmc&&gﬂi‘ay '
- Those who receive . -~ - B 87 50 27
'ﬂmsgwhadnnm - - 81 49 26

'Iy'penfsdlm)l :

© Elementary |~ 83 47 23
jun_mrhjgh ‘ 77 45 28
Highschool =~ 84 52 30

Region - ,

| Midwest - 86 57
South . 84 40 23
West - 71 53

Size of Place

* Innercity - 81 52 31
Other urban -~ _ ' 78 e 26

burbasi - < : 83 53 29

84 45 25

84 48 22

Mle 83 52 30
Female ‘_ 82 48 2%

lesstanSyers 93 65 45

" 5to9years : 89 50 28
10 t0 19 years 82 46 25
207 yesrs ormore 78 50 23

Traini fﬂfTﬂEhﬂ' ’ '

CUp lhrough 4 years of cnllege 84 36 28
Some graduate credits 78 50 24
. Master’s compleled 85 57 27
‘Beyund masters 83 45 26

Uﬂiﬂﬂ Membeship ) )

CYes S 83 40 24
No .l , , 81 59 38

Hgnslé_hﬁli Income knf_ Teacher
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Table 2-7 Teachers Who Partic—ipate In Performance-Basel
Foy Progrezms ) ’

QUESTI ON: Arcypuyoursedf now particimeating in any “performance-based pay” program, such
as nerit pay, czareer ladders, —xmentor-teacher program, etc.?

QUESTI 0N : Whtype of peerformance-ba==ed pay do you receive?

Docsany type of performance=-based pay program currently exist in jour
ownsthool?

=]
=
]
2
w3
=]
2

Total Teachers Dotsnot participrate
Base 1602 82%

B5

o [ Bt

Participates
17%

Mentor #eacher

2%
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Suie Fum-ther Details About Teachers Wholy Parr=2cipate
ail Thos=e Who Do Not

QUE S TION: Honany ye=ars total have you participated in (this program/iiise proge—ams)?

Table 2-8

Wallyou filwe to participate in the program, or do you have ninterest & sz
parlipating==

=
=
m
-
o
z

Axtu not p=articipating now because of limited funding for teprogran==, or
begise you 2id not meet the selection criteria, or for some ollir reason 2

=}
4

QUE ST

_ Length of Participation
byThose Who Dor Particiate
Ras

280

 Interest in Pylicipating
1O e ] by Those Who Dot Particiggrate
1 ] y Those Dolot ParticiggFate
! O_; cars More thay Where Progun Exists
% 10 years B
9% 23]

g

29




ERIC

Aruitoxt provided by Eic:

Table 2-9 Leaders Identify Their Stal=sMost S_gnificant Refom

QUESTION: Whatwould you identify asyour states  most signifie—ant educational refimso  far?
(PROBE, IF NEEDED): Why dojou feel v thitit is signi—Ficant?
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T abie 2-10 Leaders Idntify Refoms Most in Need of Modification

QUESTI ON: Andwhatwouldyou idexxtify asilic educational reforran in your state that most needs
to be changed o modifZed?
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CHAPTER 3:

Changing the Structure of liching

Both teachers andeducational leaders sup=port the restruc-
turing of the teaching profession in muy different areas such as economic mobil-
ity berween districts, professional certifation, and isolation vexsus collegiality in
the workplace. Once again, as we sawailier in regard to other meforms, teachers
and leaders often agree on goals, but thyare not always in agree=ment on
implementation.

Teachers View Specialty Certificationboards

Specialty certifiatin boards are one of the= major new ways
being proposed to restructure teachinginorder to raise standard = and strengthen
the profession. These boards would cerf experienced teachers £ n their own spe-
cialcy, based on formal training and expricnce and rigorous exar-ninations or other
evidence of outstanding performance. Sich boards already exist & n some other pro-
fessions, such as for accountants, archits, and lawyers,

A narrow majorzyfAmerican teachers fvor s zech specialzy cer-
tification boards. Many leaders are also syportive.

Fifty-two percentdteachers favor such bos=rds while 41%
oppose them (Table 3-1). At the presenttine, however, teachers £2re Not certain
just how such certification boards shoullbe used. No one model of usage receives
majority endorsement. Of three alternatie ways examined in the survey — using
the boards as an alternative to merit p#(33%), as an alternative =0 career ladders
(27%), or as a means of advancing throwha career ladder programm (39%) — the
third garnered the most support from tathers, but still only abox 1t 4 in 10 teach-
ers currently see that as a good use of cetification.

Teachers are not atill undecided on some o=cher issues re-
lated to cerrification boards. Seventy-twopercent believe that inc=eased salary
should be given to those teachers who bume certified. And 819 believe that, if
advanced training is needed for certificaton, teachers should be re=imbursed in
some way for the cost of the training.

Support is broadlysread across most categeories of teachers.
While support is slightly higher amongfitern teachers, among =hose who have
training beyond the masters degree, and mong those who are noz= in unions such
as the AFT or NEA, these tendencies arent strong. Most other c=ategories of
teachers show very even levels of support(fible 3-2),

Leaders View Specialty Certification Boids

Most of the leadeship groups susveyed also Frave a majority
in favor of specialty certification boards, Ution officers {70%)and deans of col-
leges of education (61%) are especially infior. However, school pr-incipals and
state education officials are evenly dividedi the present time, witl1 approximarely
as many in favor as opposed (Table 3-1). isunderstandable thag se—ate officials
might be somewhat reluctant, Since they pesently have responsib& lity over
teacher certification, sorne might feel unetin as to how the new specialty cer-
tification boards might affect their role inliensing teachers.

Of the three alternui usages studied, usings certificacion
boards as a means of advancing through aarer ladder program pricoves to be the
most popular with 5 out of 6 types of eduational leaders. However=, a majority of
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systems. A solid majority 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. Bur 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.

OB SERVATI O N : The Metropolitan Life 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 awn

occupation. It is quite likely that this
same motive or goal lies behind teachers
support of the proposed specialty
certification boards 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 from the data that

both leaders and teachers at the present

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 time 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 American teachers have been person-
ally affected by lack of economic mobility berween school districes. Sixteen per-
cent say they have lost salary credit for past service during a change between
districts. Another 13% say they at some time dzcided #o# to make a career change
fiom one district to another because of fear they 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 <¢lazion.)

Both teachers and all the leadership groups in the survey
overwhelmingly agree that a teacher’s total years of past teaching experience shoxld
be recognized with the corresponding salary when a teacher moves frorn 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. Bur 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. Among legislators, state education officials and college deans,
there are about as many leaders who only agree with the principle “somewhat” as
there are leaders who agree “strongly”

Teachers and education leaders alike also recognize thar
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 shortage geographic areas like inner
cities. A majority of teachers and 2 majority of all leadership groups, except prin-
cipals and deans, believe that giving full salary credit for past service would have
this effect.

Bur a possible disadvantage of increased economic mobility
might be to deprive poorer school districts of many of their best teachers. A ma-
jority both of reachers and of all leadership groups say that increased economic
mobility would have such an effect. Another possible disadvantage mighe be to
make some school districts top-heavy with senior teachers whose salaries are a: the

upper end of the scale. A majority of teachers and of ail leadership groups, except

union officers, concur with this concern.

OBSERVYATI ON : Increased economic mobility between
diszricts is an objective that, quite

American teachers. Members of many
other professions expect, when they
change employers, to be able to transport
the experience, rank, and standing that is
documented on their resume or in their
curriculum vitae. But chis mark of
professionalism is often denied to schosl
teachers, and many resent it. Over half of
time shifted from onz school district to
another and, thus, have had personal
experience with the constraints on
economic mobility 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.



Increasing Collee=giality and Reducing Isolation

Armnerican teachers strongly support steps that would im-
prove their worke—ing conditions by increasing collegiality and reducing isolation.
This support cor—nes from teachers across the board, including elementary schools,
junior high schow=ols, and high schools (Table 3-6)* Seven out of ten teachers think
it would help a L-ot to have a formal system, such as “teacher centers,’ where teach-
ers can get help ==and ideas from other teachers and administzators. Seven in ten
teachers also thicmak 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 I@ob: having more structured and organized time to taik with col-
léagues ab@u’t Prti}fessiOﬁal matters, am:l féx:éiving more support iﬁ dealing with

C)f the five. steps i:f:sr:fzdi the least pc:pular — aJ:hough it still
garners majority— support — is having teachers able to observe each other in the
Ekassrﬁtzn‘l and pﬁvidé Féedback to one another It rnay be Ehat this kind OF obser-

Chaptez é,i is noe= tzu:remly popula: among teachers.

The Issue of Clae=ss Size

kalaad govems the eﬁéecaveness wu:h which teachers can
gf' wc::rkmg c:cxncl;:ltlons that rnany teachers are conc:efned Ebﬂut. In the I 985 Mezm—
politan Life Survexzs of the American Teacher, 79% of reachers said that providing
smaller class size=- would help a lot to encourage good people to remain in teaching.

The new 1986 survey mqmred abcsu: EhE typlcsl clﬁss size
able and desxrablxe,

The median number of students actxally taught by a typical
teacher today is ==5. The median number of students that teachers feel oxght to be
in a class is 21 (T==ble 3-7). Sixty-eight percent of American teachers feel that the
size of the typicaXd class they teach is currently too large. The typical teacher be-
IIEVES that a redus{tmn QF 169?:3 in LhE size oF tadays cla:ses is nEEdEd in OrdEl to as-
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Table 3-1 Support for Specialty Certification Boards

QUESTION: Somepeople have suggested the establishment of specialty certification boards,
such as exist for some other professions like accountants, architects, and lawyers.

These boards would certify experienced teachers in their own speciaity, based on
formal training and experience and rigorous examinations or other evidence of
outstanding performance. Do you personally favor or oppose establishing such
specialty certification boards?

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

QUESTION: Isuchspecialty 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?

QUESTION: Ifadvanced 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 ~ Which Teachers Favor Specialty Certification Boards
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Table 3-3

QUE

QU

ESTION:

STION:

ESTION:

Total Teachers

Base
1602

39

Teachers’ Mobility Between School Districts and

its Impact on income

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

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

Have you ever decided nof to make a change from one school district to another
because of fear that you might lose salary credit for years of past service?

Changed districts

55% , ,
" Decided not to make change because
of fear of losing salary credit
R ,_ 13%

. ! » - . Never changed
, e : ST : : districts
Didd ne I,?’.! ] ) i ’ TR ) 45%

ESITRIR




Table 3-4 ~ Support for Policy Changes Affecting
FEconomic Mobility and Tenure

QUESTI ON: Herearesome statem ~nts that people have made about the education system. For

or disagree strongly.

PERCENT OF EACH GROUP WHO AGREE OR DISAGREE
DISTRICT STATE DEANS OF STATE TEACHERS
SCHOOL SUPERIN- LEGIS- EDUCATION EDUCATION UNION
TEACHERS FRINCIPALS TENDENTS LATORS COLLEGES OFFICIALS OFFICERS
Base ) - r =N - ‘1 A1
B 1602 150 101 150 100 101
Economic Mobility 100% — —— = R ———
A teachers years of experience
should be recognized with the
corresponding salary when a
teacher moves from one school
district to another

1 Agree strongly
2 Agree somewhat
3 Disagree somewhat

“Loss Uan 0.5%.

Tenure Policy

for teachers to get as it is for
them to lose

1 Agree strongly

2 Agree somewhat

3 Disagree somewhat
4 Disagree strongly

40
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Perceived Impact of Increased
Economic Mobility for Teachers

[

Some people have suggested that, when a school district hires

DEANS OF
EDUCATION
COLLEGES _

DISTRICT
SCHOOL SUPFRIN-
PRINCIPALS

STATE
LEGIS-
_TENDENTS  LATORS

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

EDUCATION

OFFICIALS

UNION
OFFICERS

Base

Give teachers economic mobility
to move between 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
heavy with senior teachers
whose salaries are at the upper
end of the scale '

Attract teachers into high
shortage geographic areas like
the inner cities
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Table 3-6

~ Some Steps That Might Improve Working Conditions

QUESTI ON: Hereare some things that might possibly improve working conditions for teachers.

Base

Having a formal system, such as “teacher centers;
where teachers can get help and ideas from other
teachers and administrators

Having teachers heip each other with
troublesome students

Having more structured and organized time to talk
with colleagues about professional matters

Receiving more support in dealing with studenis from
the non-education professionals in the school system

Having teachers able to observe each other in the

classroom and provide feedback to each other

42

For each, please tell me whether you think it would help a lot, help a little, or would
not help at all.

B PERCENT SAYING “HELPA LOT>

TOTAL ELEMEN- JUNIOR HIGH
TEACHERS TARY HIGH SCHOOL




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

T 1 0N : Howmany students are in the typical class that you now teach?

<
=
2]
»

T 10N : Andwhatdo you think a reasonable size for your class ought to be?

QUES
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CHAPTER 4:

Farticipation 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 reachers in school 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-
trices should have a “ream approach” to school managernent that involves the su-
perintendents, and the principals, and the teachers. At least 90% of all the Zroups
interviewed in this survey 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 sicuation does or does not pres-
ently exist. Teachers themselves are split, reflecting the different management ap-
proaches that exist in the over 80,000 public schools throughout the U.S. Fifty
percent of teachers say that in their scheol 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 team 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 the survey agree
with the desirability of this goal.

A majority of teachers (70%) think that in ctheir school now
the principals actually do involve teachers to some extent in decisionmaking (e. £
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 optirnistic 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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OBSEXVATI ON : Aconsensus exists on the desirability
of teacher participation in school
management. But disagreement is sharp
over just how much progress toward
thar 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 opini
may reflect the differing realities of thE
various schools situations. Union officers
and deans of colleges of education are
even less impressed, seeing the status quo
as being far from the ideal. By contrast,
principals and superintendents — who
wculd pc:tenﬁsl,ly lcse aul:hnfity if
thaz teachlzfs slready have at:h;eved a
nearly ideal amount of participation.

How Different Groups of Teachers Feel About Team Management
Té‘aihé‘fs Ehémselves oF couirse, are not all of one mmd

r&ady have more mvﬁlvernent now than do others. Table 4.2 shows these resules
for many ke subgmups of teachers across the country in regard to the concept of
“teamn management” within the schools.

As an aid o interpretation, the table also shows the difference
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 feahty Ealls short aF thé 1déal and

satisfied or dlssausfied each gnjup is with the status quo as they see it

Teachers in the West sce a bigger difference befween the de-
sired situarion 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 masters 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 fhEy think they shou/d 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,
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Three Pedagogical Roles

Ninety-seven percent of American teachers think that reach-
ers should have a major role in choosing which textbooks are to be 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 state legislators of
whom only 36% think thar 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 669 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 leadership groups 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, Jess than & 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.

Forty-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-two 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 selecting new principals. But two
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 for 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.

When it comes to bandling the non-education problems that stu-
dents bring with them to school, reachers 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 out of the ten areas stud-
ied where teachers felt themselves tc have 200 much responsibility.
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Three Roles for Peer Review

Somewhat fewer teachers roday 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 performing. The same proportion
think they should have a major role in evaluating how more experienced teachers are per-
Jorming. Well under 10% of teachers in each case think they actually have such a
major role now. Most leadership groups tend to concur, 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 ﬁ;rrently seem to want.

Teat:h&rs and lEﬂdEIS differ more over what shox/d be the case
than they do over what actually is the case. Table 4-4 displays the degree of sim-
ilarity in how teachers and the leadership groups rank the ten areas in school
management.

The resules show that when ic 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, whén it comes to WhEEhEI Eéacths szrtzsgll_y o have

ers views have Ea_lrly hlgh i:OIfESPDndE ce with each of the six leadérshxp gfaups
That is, everyone is perceiving approximately the same reality. They differ more
over the extent to which thar realiry should be changed in the future.

OBSERVATION : Itis understandable thart teachers should
demnand the biggest role in those aspects
of school life that are academic and
student-related, such as selecting
textbooks. Today'’s teachers are semewhat
less insistent on playing a major role
in tasks traditionally handled by
administrators, such as scheduling and
budger 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 teachers chan 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, ina
sense, pressing for a significantly
restructured teaching profession for
the furure,

But it is significant that they are joined
in this campaign by the most highly
trained members of the nation's current
teaching corps. Many of these teachers
are natural leaders of their teaching
colleagues within individual schools and,
thus, represent an imporrant 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 &t lezst with lack of enthusiasm
for change, from many school
administrators. Principals and
superintendents — who might lose some
degree of their present authority if
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 balk at
many specific types of involvement.
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Table 4-1

Base

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
nowu: the superintendents,
principals and teachers all 4o
share 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
organization and curriculum
In my school now, the
prinicipals do recognize and
develop the teaciters
leadership potential by
involving them in decision-
making about school
organization and curriculum

(Percentage Point Difference

Between Desired and Actual)

30

QUESTION:

Actual vs. Desired Ways fo Organize Education

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.

T PERCENT OF EACH GROUP WHO AGREE STRONGLY OR SOMEWHAT _

DISTRICT  STATE DEANS OF STATE TEACHERS
SCHOOL SUPERIN- LEGIS- EDUCATION  EDUCATION UNION
TEACHERS | PRINCIPALS TENDENTS  LATORS COLLEGES  OFFICIALS  OFFICERS

1602 150 101 150 100 101 100

@ @ G @) G0 68
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Aruitoxt provided by Eic:

management from the per

“How Various Groups of Teachers Assess Desired vs.

he * pertf:msge paint" dlﬁ'erem:e Bexween DESiI‘Ed snd Atmal is based on subiracﬁ

Actual Participation By Teachers

Here are some statements that people have made about the educatio y stem. For
each, please say whether you agree strongly, agree somewhat, disagr e somewhat,
or disagree strongly.

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

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

g Lhe percentage saying Léarhers “scmally dn" shs.n: in school
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Aruitoxt provided by Eic:

Table 4-3 " Particular Roles for Teachers Within the School

QUESTI ON: Whodo you think should have the major role (READ EACH ITEM) — the principal,
the teachers, or someorne else?

QUESTION: Atthe present time who aclually does have the major role (READ EACH ITEM) —
the principal, the teachers, or someone else?

o
o

NOTE: The figures c@mbin the pos& “teachers” plus “both teachers azndizﬁngps]sf‘
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Table -+ — Amount of Agreement in Vieupoint Betiveen Teachers
and Six Leadership Groups Concer ning leacher
Participation in Ten Aspects of School . Vanagement

" il ) i WHETHER TEACHERS WHETHER TEACHERS _
SHOULD HAVE ACTUALLY DO HAVE
_ MAJOR ROLE MAJOR ROLE
Principals and teachers 90 93
- Supeﬁutendems and teachers ) 80 87
Legislators and teachers B 55 90
Deans and teache.rs o o o v .57 86
State officials snd teachers - 62 )
Union officers ; : ’ 84

offi ers and each group of leade heir ranking of the ten
3 h teachers might l ¢ 4 major role, Av ue of + 1.00 would denote wta agreement, 1 value of — 1.00 would represent total
disagreement. and 2 value of 0.00 wonld signify that there is no pattern or rels tionship besveen the ranking _;,nm by one group und the rianking given by the
other group.

o
o)
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e CHAPTER 5:
-AMERICAN.
TEACHER.

How Key Participants in Educatin Rate Fach Other

Teachers and the six lealship groups were inviced to rate
the job performance of key participants in publiceducation. In any efforr to re-
structure the teaching profession, many of thee participants will necessarily have
to work witl: each other. So it is important foril groups to understand the mu-
tual images they presently hold of one anothet

Job Ratings of Key Participants

Classroom teachers are thelighest rated group in ternis of
their job performance. Classroom reachers aretpically viewed as doingg an “excel-
lent” or “good” job in performing their role inte public educati~ ysrem. Ap-
proximately 90% of each of the leadership grousin the surve, sivea prositive job
performance rating to teachers (Table 5-1). Anl%3% of teachers themselves give
positive marks to their own teaching colleagus.

School principals rank secodamong the ten types of partici-
pants in terms of how well they are perceived tobe performing their role. Prin-
cipals receive positive ratings from 73% of teads and from approximately 70%
of all leaders interviewed. However, there is somvariation in the ratingrs given to
principals by some of the individual leadershipgoups. For instance, 94 9% of su-
perintendents give positive marks to principals bt only 379 of union officers
give positive ratings to principals. (This feelingtems to be reciprocated : only
44% of principals give, in turn, positive marksounion officers.)

Three other types of partifunts tend to be rated rather #2-
favorably by teachers, and some of the leadershi goups concur in this rmegative
judgment. For example, only one-third of reacls give positive marks to people in
the governor’s office who deal with education and to i legislators who serve on educa-
tion committees,

OBSERVATION : Degree of proximicymybe one
imporrtant fuctor iry v groups rate each
other’s job performuane, Officials located
in a state’s capial citywuld necessarily
seem somewhar disuntto typical
classroom teachers, whare unlikely to
have much personaltact with chese
figures. Other leadeniip groups who
have more close or diuit contact with
high officials, tend rogive somewhat
higher ratings to govinors aides and to
state legislators. Whewver groups are not
in direct contact wirhoe another, the
mutual images they fimof one another
can be heavily influentd by the media,
and the media are barialarly drawn by
controversy. Thus, anher factor chat
could affect a group’snings mighe be the
degree of partisanshipitadvocacy or
controversy in which liyare perceived

5 to be involved. State dlidals are often

o7
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seen as members of a particular polirical
party or appointees of a particular
incumbent administration; or otherwise
they are identified with parricular
educarional policies, some of which are
bound to be controversial. Such
controversy could reduce the ratings
they receive from others.

Parents of school-age children are also rated unfavorably on this
question by both teachers and 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 educarion are rated
toward the middle of the job rankings. In each case, they receive a majority of
positive ratings from teachers, but in some cases this is a bare majority, and in
other 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 15 ¢ b@ut 20 paints higher z:han thE rating given to Lmion Dfﬁiéfs by orher
hlgher ‘marks to union DEL:EIS (735’% p@smve)

Superintendents are 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 of 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 professors at colleges of education garner positive
marks from 51% of teachers, but from slightly smaller proportions of each lead-
ership group.

OBSERVATI ON : Ingeneral, the highest ratings tend to go
to those participants in public educartion
who are closest to the students — i.e., to
the classroom teachers and the school
principals. It is particularly important
thar teachers and principals have positive-
images of each other, since they will
necessarily have to work with one another
in any effort to reform the schools of the
furure, 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
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intviewe—=d for this survey. Pans are
sunas pot=—= performing the jobhy
shld be e=loing in public eduaion today.

A Profile of Teachexs and Eduitiona” 1 Leaders

Table S-presenss a comparative polle of each group inrer-
viewed for this survey. It jndjats som. -e major features ofach group’s background
which help ro shape their peryetive en the educational wid, and the way that
they view one another,

While 8 of te=sachers are wornen, flevast majority of
most educarional leaclership gmpsare  men. Men compris$3% of the principals,
98% of the superintendents, 8k of theme state legislators, 8% of the college
deans, and 749% of the state edition = fficials, Qnly the win officers, who are
54% male and 46% female, inide a s=ubstantial proporeinof women.

A strikingsepce  of the table is tharmy leaders have
taught full-time in axa elemenujor ssc—ondary school clagswm at some point
during their career. NJor susrpriily, 100% of school prindpls and superinten-
dents have taught at some tingeAnd sco have 97% of che wim officers. But 86%
of the college deans, 58% of tirtae ec—lucacion officials, aleven 31% of the
state legislators who ~wvere intenived h=zave also taugh elemtary or secondary
school. Such experiersce is bounlto helg= inform the perspetive that these leaders
have on the problems facing todf class=sroom teachers,

Anotheg yiking ==aspect is the amounfexperience the
leaders have, While oxaly 30% dwtcher—s have more than 2years experience in
education, 66% of the principablave tk—iat much experienc, 86% of the superin-
tendents, and 89% of” the collegdans.  Nearly half of the uion officers (46%)
and state educarion ofFicials (49)have srmore than 20 yearsmfessional involve-
ment in education, Tkais meansiit the - typical leader js coniderably older than
the typical teacher, Arad it meanthar m--any leaders who gand first-hand experi-
ence in the classroom Fhad that eprience= some dme ago, win conditions may
have been somewhar differenr fun todayo.

Leaders View the Quality o ﬁi“‘.‘cnt New=v Teachers

€Siven whelfears o=f experience, educatinal leaders are in
a position to assess the quality oftent rmew teachers. Somedservers allege that
quality of new teachers has beenidlining g over time. Howei leaders in the field
of education are currently not of ot mine=1 on this quesiton.

Superintentits (w=ho hire new teachen)ind deans of educa-
tion colleges (who prociuce new whers)  say thac the qualiggifiecent reachers
is, on balance, actually- better thmin the past. Principals, <ivin many ways are
closest to the situation,, are splichtveen : saying “becter” andbout the sarne” as
in the past (Table 5-3). (The surwdid nc>t determine wherht'sbout the same”
Was a positive of a nega rive assessint,)

Union I2adis hows—ever, take issue; 4 1% union leaders
think that the quality of recent guuates _ has declined. And spificant minorities
of state legislators (2695 ) and stattucatimon officials (3 1) tirk that quality has
declined.

OBSERVATIO N : Whikiese pe=rceptions may or muynot
be acuarite, themey constitute a porenilly
sefopymotivati—ing force for reform. ks
we savibove, both the leadership guups
as Wl curre=nt teachers themselv
SUP[ofSieps ta=as increase futuyre teadr

qualiy
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Table 5-1  JobRatings of Key Participants in Public Education
. L] 4 8 4

Q UE S TION: Wedlike you 10 r—ate 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
[ TEM) is/are doirag — excellent, pretty good, only fair, or poor?

mﬂm D? E(CEEL!NI‘AND GDDD RATINGS GIYEN BY) EA(;H GROUP

A . DISTRICT - STATE . DEANSOF  SIATE - TEACHERS
" semoOL.-  SUPERIN- . LEGIS- - EDUCATION ~EDUCATION . UNION
| TEACHIERS PRINGIPAEC.S - TINDENS  IATORS ~ COLLEGES  OFFICIALS  OFFICERS

Base . Y1602 150 101 150 100 101 100
AR TR B % % % % % %

95 9% 83 89 87 9%4
93 94 67 68 77 37
48 44 42 45 90
%0 89 60 : 71 34
75 76 57 2 53 27

69 76 59 0 80 41

41 45 45 2 50 31
51 54 30 2! 47 32
41 50 67 18 67 38

45 42 51 , 68 34
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Table 5-2 Profice of Teadus and Education. 1 Policy Leaders

- . T ~ISTRICT  STATE I DEANSOF  STAIE TEACHERS
SR - SCHOQL - {FERIN- = LEGIS- -~ EZZDUCATION = EDUCATION  UNION
© - TEACHERS .  PRINCIPALS TNDENTS =~ IATORS  @<COLLEGES  OFFICIALS  OFFICERS

1602 150 101 150 100 101 100
% % % % % % %

21 23 27 23 23 28
29 30 2 27 31 27 30
32 29 i 25 32 28 19
18 18 2 21 14 23 23

70 34 i 69 11 50 54
30 66 86 29 89 49 46

6 9 X 32 41 57 47
16 2% 3 23 22 29 27
48 35 1 3 35 13 21
30 11 7 : 2 1 '

32 83 3 : 82 74
68 17 ) ? 18 26

100

“For leaders, years in currentposiion and total vears profess=sionally involved iltducation were
question was used: totl vearsiarked as a teacher,
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Table 5-3 = PaZucational Leaders View the Quality of Recent
Ne=2w Teachers

Q UES TI0N: JStxghe overall quality of new teachers entering the profession foday better, worse, or
2bomout the same as the quality of new teachers in the pas??

DISTRICT STATE DEANS OF STATE TEACHERS
SCHOQL SUPERIN- LEGIS- EDUCATION EDUCATION UNION |
PRINCIRALS = TENDENTS LATORS COLLEGES OFFICIALS OFFICERS

Base

About the same ————

Depends (vol.) — -
Not sure —

G0




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 throughour all fifey states of the U.8. 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 Ezduc:atmn, and governors aides who deal with educarion.

Sample Selection of Teachers 7
Louis Harris and Associates drew a random sample of cur-
rent teachers from a list of 1.2 million teachers compiled by Marker Dara Retrieval

of Westport, Connecticut. Sample 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 Staristics.

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 paftlcula: universe.

tamed by Market Data Retneval of Westpert, Conn&c:ﬂguti

101 District Superintendents: drawn from a nationwide list
maintained by Market Data Retrieval of Westport, Con-
r’lEf:EiCLIL’ This lis: was first sfrafiﬁ'éd into tthE strata ac-

sugsfmtendents were sampled with pfcxbablllty Df selectlon
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
commiittees): 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- S(S compiled by The National
Conference of State Leglslatufes

with edux:atmn, 32 state commissioners of' Educ:auon, 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 of Colleges 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.
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100 Union Officers: drawn from lists of state 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 not reach a teacher directly, we left a message (including a
toll-free number) to allow a return call.

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 comrnents 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

All 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 Surveys, showing the results for each survey question,
both Ly 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 roral of 4,558 contacts at school were made o yield 1,602 completed in-
terviews 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 complerion 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 wds completed, and (5) the number who were unavailable for the duration
of the field period.

65



64

The interview completion rate for the survey of leaders was
also 81%. A roral of 1,013 leaders were contacted to obrain 702 interviews.

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

Teachers | Leaders

Contact Success = A+E+F+H+I+]J+K = 2049 = 51% N.A.

RateatSchool  A+E+F+G+H+I+J+K 4018

 Interview = =0 ZA = = 1062 = 81%| 702 = 81%
Completion Rate A+E+H+J+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 variation
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 obrained if interviews had been con-
ducted with all persons in the universe represented by the sample.

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

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 staistically significant. These figures, too, represent the
95% confidence level.

F(‘_‘)f example suppose one gmup DF 1 OOO has a :espense cf

yes to the same quesncn for an observed difference of 6 pef::entage pmnts
According to the table, this difference is subject to a potential sampling error of 5
percentage points. Since the observed difference is greater than the sampling error,
the observed difference is significant.

These errors account for sampling error only. Survey research
is also susceprible 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,



TableA-1  Detailed Profile of American Teachers
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*Less than 0.5%.
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Table A-2
DISPOSITION OF THE SAMPLES

) Policy
Teachers | Leaders

A. Completed interviews 1,602 702
B. Nonworking number, wrong number, no new number 116 21
C. Nolonger there, retired, deceased, on leave 352 4

D. No answer or busy (after three callbacks) 721 121

(¥
[

E. Refused interview 113

ot
it

E  Noneligible respondent (screened out)
G. Never returned call after message left at school 1,969 .
H. To call back (study completed before callback was needed) 194 28
L. Language barrier

J  Terminated within interview

‘” ~d

~d [ =y
~J

Loy

K. Not available during duration of field period

Total Number of Contacts 4,5581 1,013
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“TableA-3
Approximate Sampling Tolerances (at 95% Confidence) to Use in Evaluating
Percentage Results Appearing in This Report

SURVEY SURVEY SURVEY SURVEY SURVEY

NUMBER OF PEOPLE  PERCENTAGE  PERCINTAGE PERCENTAGE PERCENTAGE  PERCENTAGE
ASKED QUESTION RESULT RESULT RESULT RESULT RESULT

ON WHICH SURVEY AT AT AT AT AT

RESULT IS BASED _ 10% OR90% 20% OR80% 30% OR70% 40% OR60%  50%

2,000

1,500

1,000

800

700

500

300

200

100

50
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Table A-4
Approximate Sampling Tolerances (at 95% Confidence) to Use in Evaluating Differences
Between Two Percentage Results Appearing in This Report
APPROXIMATE SURVEY SURVEY SURVEY SURVEY SURVEY
SAMPLE SIZE PERCENTAGE PERCENTAGE PERCENTAGE PERCENTAGE PERCENTAGE
OF TWO GRC™ " ASKED RESULT RESULT RESULT RESULT RESULT
QUESTIONO. , HICH AT AT AT AT AT
SURVEY RESULt :5 BASED 10% OR 90% 20% OR80% 30% OR 70% 40% OR 60% 50%
1,500 vs. 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 i0 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 i2 14 15 15
200 vs, 200 6 8 9 i0 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. 50 12 16 18 19 20
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EUISMS AND ASSOCETEE IN C' o o " FOR OFFICE INE OV, }ij — —
Cigﬂ7f§??i?fhﬁg?lﬂg? Questionnaire No.: __ — . .
New York, New York 10111 S N R A

Study No. 864005 (Teachers)

April 28, 1986 SamplePointNo.: || | | | | | |
10 - 11 - 12 - 13 - 14 - 15 - 16
Time Started: { __AM.

—X

(— __ PM.

Interviewer: _ _ _ _ _ _. Date: _

AreaCode: ________ Telephone No.: ______ _ I _ — (18-27)

Hello, I'm ___ _ - __from Louis 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: Respondent sex:

SAMPLE SIZE = 1,602
INTERVIEWING DATES:
APRIL 29-JUNE 2, 1986

73
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1 o _CARD1 ___864005-T

1 If the gnvemment was able to make a major impmvement in xml_y one of the
following five services, which do you think should have the bighest priority?

| kﬁiﬁié}%STAﬁiiif*i?]

( ) a. Economic development ... .. .. (9( 14 -1
( )b.Healthcare.............. 12 -2
( )cEdm:atmn....“”“””. 63 -3
() d. Services for the poor . ...... 11 4
( ) e Transportation ....... ... * -5

Not sure/refused .......... * -6
(1984)

2 All in ail, how satisﬁed wnuld you say yﬂu are with yn'ur inb asa tEﬁ(:hEr in the

d:sssnsﬁed?
Verysatisfied. .................. (50( 33 -1
Somiewhatsatisfied .............. -2
Somewhat dissatisfied ............ 15 -3
Verydissatisfied. .. .............. 4 4
NOtSUre . . ........cvoiccuvsnns * .5
(1985) )
3 Do you teach in an elementary school, a junior high school, or a high school?
[SeGirepis RECORD |
Elementary school (Grades k-6) ..... (31( 56 -1 54
Junior high school (Grades 7-9) .. ... 21 -2 20 46
High school (Grades 9-12 or 10-12) .. 28 -3 25
NOUSUTE . ..o v veecene e 1 4

106% 100%
47 How many students are in the typical class that you now teach?

L===J—==‘ students Mean 25
(32-33) Median: 25

Not suré(_:f)é( -1
5. And what do you think a reasonable size for your class ought to be?

QJ | students Mean 22
(35-36) Median: 21

Not sure.... (37 ( -1
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CARD 1 ____B64005-T

2 _ _ _
6 What partir.ulaf educstmnaj reform do you think it is mast 1mportant for your state
to fund or to keep funding?
30 categories of reforms were volunteered. Most frequent was - (38-39)
“Increase Teachers' Salaries” (17%). . B -
[RECORD OV MOST IMPORTANT REFORH]
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?
T ) ~ Premy  only i
Excellent Good Fair Poor Not
ROTATE — 5TART AT “X" Job Job Job Job Sure
( ) a Theprincipalsinyourschool . .................. (40( 31 -1 42 2 20 -3 7 4 * 5
() b. Superintendents of your school district ............ (41( 19 -1 44 -2 26 -3 104 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
( ) e. Leaders of the teachers’ unions and teachers' associations ) _
inyourlocality. ............................ (44(20 -1 47 -2 24{‘5 7 4 1-5
() £ Deans and professors at colleges o education ....... (45( 7 -1 45 -2 35 -2 94 55
() 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 40-3 19-4 *.5
( ) j. Members of the school board in your district ........ (49( 11 -1 40 -2 35 -3 13 4 * -5
INTERVIEWER BE SURE TO REPEAT 'THE S]EM OF THE QUEST‘ION
~ SEVERALTIMES
75 7 5




3 i a CARD 1  864005-T

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

or disagree strongly.
T Agree agree Disagree  Disagree  Not

DO NOT ROTATE Strongly Somewhat  Somewhat  Strongly Sure
4. School districts shou/d have a team approach to school

management that involves the superintendents, and the e . , , % =

principals and the teachers . ....................... (B0(75-1 22 -2 23 14 *5
b. In my school district 7o, the superintendents, principals and . L ) , _

teachers all 4o share in the management of the schools ..... (51( 16 -1 34 -2 27 -3 23 4 — 5

¢. Principals should recognize and develop the teachers’

leadership potential by involving them in decision-making . i , . -
about school organization and curriculum . ............. (52( 86 -1 13 -2 1-3 1 4 * -5

d. In my school z#ox;, the principals do recognize and develop the
teacher’s leadership potential by involving in decision-

making about school organization and curriculum ........ (53( 29 -1 41 -2 16 -3 134 * -5
ey Should be as dificult forteachers to getasiisfor hem oy 46 ) 342 11-3 74 25

f. A teacher’s years of experience should be recognized with the
corresponding salary when a teacher moves from one school

distrctto another . .. . .. .0t e (55(85 -1 14 - 1-3 * 4 $*5

76
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INTERVIEWER SAY: THESE NEXT QUESTIONS EACH HAVE TWO PARTS. FIRST I WILL BE ASKING WHO YOU THINK
SHOULD HAVE THE MAJOR ROLE IN DOING VARIOUS THINGS. THEN I WILL BE ASKING WHO ACTUALLY DOES HAVE
THEMAJORROLE. , _ —

0. Who do you think should have the major role (READ EACH ITEM) — the principal,
" the teachers, or someone else?

At the present time who actually does have the major role (READ EACH ITEM) —
10. p , j
- the principal, the teachers, or someone else?

. Q9 _ Q10 )
- Should Have Major Role B B Actually Does Have Major Role )
Principal ~ Teachers Both  Somecone  Not Principal  Teachers Both  Someone  Not
ROTATE — START AT “X™ Should Should (Val) Else Sure Does Do (Vol) Else Sure

Ot e (B6(631 62 12-3 184 *-5|(66(51-1 *-2 5.3 B4 15

() b.For choosing which text

booksaretobeused......  (57( 1-1 88-2 9-3 24 *5|(7( 5-1 62-2 123 204 15

() c. For evaluating how new

teachers are performing ...~ (58( 60 -1 14 -2 17-3 8-4 *-5|(68(8 -1 2-2 4-3 8-4 * -5

() d.For evaluaiing how more
experienced teachers ar

performing ............ (59( 59 -1 15 -2 IG 301
( ) e.In disciplining students . . . . (60( 20 -1 56-2 17 -3

( ) L In designing and conducting

inservice training . ....... (61( 10 -1 55 -2 18 -3

( ) g In assigning students and

scheduling classes ....... (62( 33 -1 33 -2 15 -3 1¢

( ) hinhandling the
rion-education problems that

Moo TN 631541 222 113 524 s | (B(17- 472 123 24 1.
() 1 For selecting new principats.  (64( 7 -1 302 12-3 504 1-5 (74(11-1 2-2 33 84 1-5
oS 65(291 182 213 314 TS5 G534 22 43 614 15

*5169(8-1 12 23 8-4 *.5
*5 (700271 53-2 133 64 1-5

Lo N ]

" NN S
*
Wn

1-5/(71(27-1 152 14-3 424 25

[
"l

(72(52-1 122 93 254 15

"o
o
*

W
¥y}

INTERVIEWER: BE SURE TO REPEAT THE STEM OF THE
QUESTION SEVERAL TIMES.

NOTE: GIVE PRIORITY TO THE ANSWER CATEGORY
SHOWN. FOR EXAMPLE, IF RESPONDENT SAYS
“PRINCIPAL AND SUPERINTENDENT” RECORD THE

" ANSWER AS “PRINCIPAL” OR, IF RESPONDENT SAYS

“TEACHERS AND SCHOOL BOARD” RECORD THE

ANSWERS AS “TEACHERS? IF RESPONDENT SAYS

“PRINCIPAL, TEACHER AND SUPERINTENDENT”

RECORD ANSWER AS “BOTH (VOL.)”
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te,ar;!lmg into dﬁemnt ]Dbs smd then pﬂ}\'ldi: dlﬂ'erent rank:s ;md L‘Lﬁ‘erent salaries
according to the level of responsibility. Are you familiar or not too familiar with
career ladder programs?

Famlllar(76( 39 -1 (ASK Q.12)
61 -2 (SKIP TO Q.13)
E

| IF FAMILIAR

12, Hereare some statements regarding career ladder programs. For each, please tell
~ me if you agree strongly, agree somewhat, disagree somewhat, or disagree strongly.

Base: Those who are familiar

, T ©Agree  Agree  Disagree  Disagree  Not
ROTATE — START AT “X” Strongly Somewhat  Somewhat  Strongly Sure

( ) a. Career ladder programs improve teachers' chances for . i
professional growth and development ............. (77( 22 -1 41

P
'
[ Q%]

193 174 *5

( ) b. The methods used to select teachers for career ladder . ]
programs are unfair and non-objective ............ (78( 22 -1

\UJ‘
[VuN
o

30-3 104 45

( ) c. Teachers have a real say in the development and - )
operation of the career ladder program .. .......... (79( 9 -1

[ %]
e
[l
[

28-3 384 35

{ ) d. Career ladder programs create artificial and unfortunate
distinctions among teachers .. .................. (SO( 38 -1 3

S
I\

18 -3 84 25

Overall, do you personally favor or oppose career ladder firograms?
13. you p PP frrog

Base:
Those who
are familiar

Oppuse 3% *% 5:5; :

Nutsure 16*4 Teachers

o o, 25, W

INTERVIEWER: IF RESPONDENT ASKS WHICH CAREER
LADDER PROGRAM IN PARTICULAR WE ARE
REFERRING TO, PROMPT WITH “THE ONES YOU ARE
MOST FAMILIAR WITH?
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15.

4.

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 meril pay
systems?

Familiar ... (T2 -1 asKQus)
Nottoo familiar . . ... .......... .. 28 :g} (SKIPTO 0.16)

Here are some statements regarding merit pay systems. For each, please teii e if
You agree strongly, agree somewhat, disagree somewhat, or disagree strongly.

Base: Those who are familiar

ROTATE — START AT “X"

distinctions among teachers

() c. Merit pay systems recognize
quality teachers ........

() a. Merit pay systems provide valuable incentives for teachers

to improve their perfformance . .................. (12( 15 -1 35 -2 21-3 284 * .5

() b. Merit pay systems create artificial and unfortunate

¢ ) d. The means that are used to select the teachers for merit

-paytendmbeunfajrandnaneﬂbiecﬁve e (15043 35 -2 15 - 4 4 4.5

Agree  Agree Disagree  Disagree  Not
Strongly Somewhat  Somewhat  Strongly Sure

v (13(57 -1 29 2 93 54 — 5
(14C11-1 37-2 26-3 264 1-5

Lqu

[

16.

79

Overall, do you personally favor or oppose merit Day systems?

Famr(16(27 i% Base: 2% Base:

OPPOSE .. ..\vvitiii . 8 -2 Total 7 Those who

Depends (vol.) .....:........... 3 -3 o are familiar
) Teachers 2

Notsure...................... ,2!47 1

INTERVIEWER: IF RESPONDENT ASKS WHICH MERIT
PAY SYSTEM IN PARTICULAR WE ARE REFERRING

TO, PROMPT WITH “THE ONES YOU ARE MOST
FAMILIAR WITH?
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17. Now some questions abuut mentor téﬂfl'lff programs. 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?

(ASK Q.18)

(SKIP TO Q.19)

3 FAMILIAR

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

Base: Those who are familiar

 Agree Agree Disagree  Disagree  Not |
ROTATE — START AT “X™ Strongly Somewhat  Somewhat  Strongly Sure
( ) a. Mentor teacher programs help to improve the teaching o, ) ] . i )
skills of new teachers ........................ (18( 58 -1 34 -2 5-3 3 4 * .5
{ ) b. Mentor teacher programs create artificial and o, o - ) )
unforiunate distinctions among teachers ........... (19( 10 -1 25 2 37 -3 27 4 1-5

( ) c. Mentor teacher programs are a good way 1o continue
coaching for @/ teachers no matter how E}npenenced

theYare .......vooveerireninienniinnnn.. (2037 -1 43 -2 1

(]
WJM
~J
ES
o
<

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

position instead of a permanent career advancement . . . 21( 12 -1 40 -2 32 -3 11 4 4 -5

19 Overall, do you favor or oppose menltor teacher programs?

gavtxr ,,,,, (22((152 :% Base: 82 Base:
PPOSE . .. oii i y Total 15 Those who
Depends (vol) ................. 3-3 o 2 are familiar
NOLSUTE . . o v veer s e esenencns 11 4 Teachers 1

INTERVIEWER: IF RESPONDENT ASKS WHICH
MENTOR TEACHER PROGRAM IN PARTICULAR
WE ARE REFERRING TO, PROMPT WITH “THE

ONES YOU ARE MOST FAMILIAR WITH
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20 Snme people have suggested the establishment of sp&cislty 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 certificaiion boards?
Favor........... ... 23( 52 -1
OPPOSE ...ovvviveiiainn.,, 41 -2
Depends (val) ................. 3 -3
Notsure ...................... 3 -4
21. If such specialty certification boards were established, they might be used in several
7" different possible ways. Do you think that specialty certification boards shouid, or
should not (READ EACH ITEM)?
B i ~ - T should Depends T Not
DO NOT ROTATE Should Not (vol.) Sure
a. Be used as an alternative to merit pay systems? ........... (24( 35 -1 57 -2 23 6 4
b. Be used as an alternative to career ladder programs? 25( 27 -1 58 -2 1-3 13 4
c. Beused as a means of ad\sm:mg lhmugh a career ladder : -
e T R (26( 39 -1 50 -2 1-3 10 -4

8

Ty

23.

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?

Shouldbegiven................. (27( 72 -1
Should notbegiven .............. 24 -2
Depends(vnl)..,i“.,,“““., Ziﬁ
Notsure .. .................... 24

If advanced training is needed for specialty certification, do you think that teachers
shauld pay. fnr ﬂie tr:aiﬂing themselves, or do you think that teachers should be

Pay by themselves ...............(28( 16 -1
Reimbursed ................... 81 -2
Depends (vol.) ................. 3 -3
NOUSURE ...\ oos v, * 4
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[ASK EVERYONE |
2 4. Areyou 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 e 32 -2 (SKIP TO Q.27)
* 3
25. What type of performance-based pay do you receive?
| MULTIPLE RECORD
Meritpay .....ooovvvvnnnna... (3002 -1 Base:
Careerladder .................. i2 -2 17% Total Teachers
Mentorteacher ... .............. 2 -3
Other (SPECIFY):
_ 24
Notsure..... * -5
(No, not sure in Q.24) 83
26 How many years total have you participated in (this program/these programs)?
tyearorless ..................(31( 33- 1) Base:
_ Those who
Zyears Sg 2 participate in
3 () +-J b -3 program.
AYRALS © o vvviiii e 1 -4 (SKIP TO Q.30)
6lo10years .................. 7 -6
Morethan 10years .............. 9-7
Notsre . ........covvcinnsnsns *=SQ
[1FNOTO Q24 |
27. Does any type of performance-based pay program currently exist in your own
*  school district?
NS T ¢ .1 G L | (ASK Q.28) ' Base:
o G b o o
/ s i achers
NOUSUE . oo v veevereaeenn e 1-3. (SKIPT0 Q.30 Teachers
(Yes in Q.24) 17
82
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10 ) i ) ) D2 )
28. Would you like to participate in the program, or do you have no interest in
" participating?
Yes,wouldbke ................. (33( 37-1  (asK Q29) Base: Those
No .. , N 61 2 who do not
No oo (SKIP TO Q.30) participate, but
Notsure ...................... 2"3 i program exists,
[ IF YOU WOULD LIKE TO PARTICIPATE |
29 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?
Limited funding . . . . ............. (34( 4 -1 Base: Those who do not
Did not meet criteria ............. 9 -2 gzgugiPEEE. but program
Otherreason .................. 24 -3 37%
Notsure ............. 14,
(Do not want to participate) 63
(1985)
30). Have you ever seriously considered Jeaving teaching to go into some other
7" occupation?
Yes, considered . ................ (35( 55-1
No, not considered .............. 45 -2
Notsure . ..................... * .
(1985)
31 Within the next five years how likely is it that you will leave the teaching profession
- to go into some different occupation — very likely, fairly likely, not too likely, or not
at all likely?
Verylikely .................... (36( 13-1 o A0,

- ' .32 7%
Fairlylikely ................... 1{&*27 (45K Q.52) 27%
Nottoolikely .................. 30 -:

Notatalllikely ................. 42 -4 (SKIP TO Q.33)
NOLSURE .. ....evvivnnnnn .. * 5
52 _ And within the next fwo years how likely is it that you will leave teaching to go into
*  some different occupation — very likely, fairly likely, not too likely, or not at all

| p y likely, fairly likely )

likely?
Verylikely ....................(37( 7-1} 147 Base: Total
Faitlylikely ................... 7 -2 ' Teachers
Nottoolikely .................. 8 -3 27
Notatalllikely ................. 5!4
NOLSULE . ... ov s, * .5
(Not too likely, not at all likely,
not sure in next 5 years) 73
83
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3 3 Here are some things that mlght pnssnbly improve working conditions fl:lr teachers,
*" For each, please tell me whether you think it would help a lot, help a little, or would

not help at all.
. ~ would Would }
Would Help Helpa Not Help Not

ROTATE — START AT "X" alot Little at All Sure
( ) a. Having more structured and organized time to talk with

colleagues about professional matters . ............ (38( 61 -1 36 -2 3-3 * 4
( ) b. Having teachers help each other with troublesome . o ~ )

students . ..... .. it i (59(69!1 27 -2 3‘3 * 4
( ) c. Having teachers able to observe each other in the L ) i .

classroom and provide feedback to each other . ...... (40( 56 -1 37 -2 6 -3 * 4
( ) d. Having a formal system, such as “teacher centers," where

teachers can get help and ideas from other teachers and e

administrators .. ........... . il (41(71 1 26 -2 2-3 * 4
() e. Receiving more support in dealing with students from the L , )

non-education professionals in the school system c e (42( 59 -1 32 -2 7 -3 2 4

34 Some people have suggested that, when a scheol 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).
o o — ) ~ would ____ Not
ROTATE — START AT *X" Would Not Sure
( ) a. Encourage those who have left teaching to return to ] , )
Lhe:lassmum!.,,,.................“““i (43(63 -1 36‘2 2 -3
( ) b. Attract teachers into high shortage geographic areas like . )
the INNer Cities . . . ... .ovevvnororenennenn.... (44( 53 -1 44 -2 3-3
{ ) c. Make some school districts top heavy with senior teachers L , -
whose salaries are at the upper end of the scale ... ... (45( 59 -1 38 -2 33
( )d lee (eachers economic mobility to move between ] ) )
(Je Deprive poorer schrml dlsmcts of many of their best . ) )
P R (- 4 (¢ I | 38 -2 23

INTERVIEWER BE S[TRE TO REPEAT THE SIEM
OF THE QUESTION MORE THAN ONCE. _

F1 Is the area where your school is located considered inner city, urban, suburban,
°  small town, or rural?

Inpercity . .................... (48( 12 -1
Urban ....................... 11 -2
Suburban..................... 23 =3
Smalltown ............ccocvvuen 32 4
Notsure . .........ccenuunennns *-6

84
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2. [For purposes of receiving state school aid, is your school district considered to be
- of above average wealth, average wealth, or below average wealth?

<R

Above averagewealth . .. ..., ... ... 49( 21 -1
Averagewealth ................. 44 -2
Below averagewealth .. ........ ... 34 -3
Notsure . ..................00. 14

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

;;J years Median = 15

(50-51)
Not sure.... (52( -1

F4 During your teaching career have you ever changed from one school district to
- another district?

N G 1. TG L S | (ASK Q.F5)
No.. ... .o i 45 -2 -
Notsure ...................... *-3} (SKIPTO Q.F8)

F5. Since you first began teaching, how many times have you changed districts?

Tdme ... (540022 1D Base:
2tmes ..., 11 -2 Total Teachers
tmes ...................... 13 -3

4tmes ...................... 4 4 o

SHMES .. ...'unnnenrnrrnn.s Zssr 55%

Gmes ...................... * .6

THMES ......... ...l * .7

8ormoretimes ................ * . J

Notsure ...................... * .9

(Never changed) 45

E6 The most recent time you changed districts, did you lose credit in terms of salary for
" any of your years of past service?

Yes, lost credit for past , , ) . Base:

service ... (550 16 <1 (ask QFY) __ Total Teachers
No, ?idrrml lose credit . .. 32 TZ } (SKIP TO Q.F9) 55%

Notsure ............. F -3

(Never changed) 45

&5
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86

F10.

[IF LOST CREDIT |

When that happened, approximately how much income would you estimate that it
cost you per year?

Base:
Those who have
changed districts

$1,0000rless .................(50(
$1,00110%2,000 ...............
2001043000 ...............
$£3,001t0 84000 ...............
$4,001t0$5000 ...............
$5001 10 $10,000...............
$10,00110 $15000..............

“Uﬂlt'bn—u

™ (SKIP TO Q.F9)

o do - &dn

[l e B R AW e e a]
AN

(Did not lose credit 7

Have you ever decided nof 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 thisreason ................. O7( I’ Total Teachers

3 -1
No, neverdecided ............... 31 -2
Notsure .........ccvcrvncsncas *!’3
(Changed districi) 55

Are you a member of a teachers’ union or association such as the AFT or NEA?

Yes, member .. ................. (58( 83 -1

No,motamember ............... 16-2
NOLSUPE . . ..ot iiieeearannnnss *3

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

[ READ LIST IF NECESSARY |

Master’s completed .............. 32 -7 p (ASKQF11)
Credits beyond masters . .......... 20 -8
Ph.D. completed . ............... 1-9.
NOtSUIR . ... ...ciccversrrnnsnss = U
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=
|

Was your undergraduate college degree in education, or not?

)
i
=

Yes,education.................. (60( 79-1 Base:

No, not education ) 21 -2 Those with -i-years college or more
wleducation .........., ... - (N= 1598)

Notsure . ..................... -3

[IF “SOME GRADUATE CREDITS" OR MORE ADVANCED EDUCATION IN Q.10 ASK:

F12. Wasyourgraduate training mainly in education, or not?

Yes, mainly in edueation . .. ........ (61( 84-1 Base:

No, not mainly in education ........ 15 -2 Those with graduate training
) ' - (N=1327)

Notsure ...................... 1-3

[ ASK EVERYONE |

FI g w 91 are you?

]
T

lSmZOanrs,,,...g.....”,...(62(

21to2d4vears.................. 1 -2
25t029vyears. . ................ 7 ify
30t03dyears.................. 15 -4
35t1039years. . ................ 24 -5
40t049years. ... ........... ... 31 -6
50t0Gdyears.................. 21 -7
G50rOver .................... 1-8
Notsure...................... *.9

F1 4 Do you live in the same school district in which you teach, or do you live in some
"7 7" other school district?

Live in same district . .. ........... (68( 58 -1
Live in other district . .., .......... 42 -2
Notsure ...................... * .3
(1984)

Fls Are you single, married, divorced, widowed, or separated?
Single (64( 13 -1 (SKIP TO Q.F17)
Married .................... .. 75 -2 (ASK Q.F16)
Dlmrcedfmdc)wedfseparated 12 -3} (SKIPTO Q.F17)
Notsure ....................., - -
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Fl6 Which of the following best describes your spouse’s current employment situation?

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

b. Working part-time. . ........... 6 -2 Total Teachers

c. Laidofforonsirike ........... * .3

d. Unemployed but looking for work . . 14

e. Unemployed and not looking for
wWork . ...... i

Sw do

j. Notsure ..................:
(Not now married) 25

L T
e
[}
(1]
=
5
(1~
=
‘ g .
g
B -
R et gt WY D
[}

Which of the following income categories best describes the 1985 income you

derived from feaching, before taxes. Was it (READ LIST)?
$15,000 0less . . ... oonnn...... (66( 5-1 Median = $23,150

$15,001t0 820,000 .. ... ......... 24 -2
$20,00110$25,000.............. 33 -3
$25,00110 $30,000 . . ............ 21 4
$30,00110 $35,000 . ............. 11
$35,001 10 $40,000 . . ... ......... 4
$40,001 OFOVET . ...vvvvvvvnnn.. 1
NOLSURE . ... v i i e i s nn e rnnnn s -

"

Refused ...................... * 9

e
2

- 1 mﬂm Jk

o

Fi8. Which of the foliowiﬂg income categories best describes your total 1985 housebold
77" income from all sources, before taxes? Was it (READ LIST)?

$15,000 orless . . . . . civiiiie . (67C 1 -1 Median = $36,400

$15,001 10 $20,000 . . .. ......... 6 -2

$20,00110$25000 .. ............ 11 -3

$25,001 to $30,000 . . . . . 13 4

$30,00110 835,000 . . ... ...uvun.s 14 5

$35,001 10 $40,000 . .. ........... 13 -6

$40,001 orover ........... ... 40 -7

Notsure . ........coocinennrrns *=S

Refused . .......coovvvvvvnnnn 1-9

That completes the interview. Thank you very much for your cooperation!
Region
East 21 Time Endgd: (_AM.
Midwest 29 ' (_—_pM.
South 32
West 18 —
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LOUIS HARRIS AND ASSOCIATES, INC.
630 Fifth Avenue - I
New York, New York 10111 5 -6 - 7

Questionnaire No.:

T,
~d
pen?

Study No. 864005 (Educational Leaders)

May 9, 1986 SamplePointNo.: || | | | | |

Interviewer: ___ N _ ] I _ — Date: . —

AreaCode: _________ Telephone No.: __ — S —

Hello, I'm ______ , N , —from Louis Harris and Associates,
the national opinion polling and research firm located in New York. W are conducting a
national survey among leaders in education to learn some of their attitudes abou the
American educational system, and we would like to ask you a few questions.

Sample Size
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MAY 9-JUNE 30, 1956

NOTE: The separate results for each léj.&giship gi‘uup are projectable to their feispéctjivé ﬁéﬁn’lfatinns! Héweven
marginal frequencies for the total combined sample of leaders (N = 702) are not presented because the
combined figures do not refer to a meaningful population.
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!‘:,J

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 highesi priority?

[ ROTATE — START AT °X" |

, 2
)c.Education...........oooon 3
) d. Services forthe poor . ......_____ -4
) e Transportation . ..........— =5

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

[ RECORD ONE MOST IMPORTANT REFORM_

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

Enacted . .......ooovoeennnnn.. (32(—-1 (ASK Q.4)
Didnotenact ............ooevss e =2 SKPTOQ.7)
NOLSURR . . o\ eveesansaenen e =3 e
Have any of these reforms actually be implemented yet in (your school idistrict/
schools in your state)?

Implemented (SS(éil
Not implemented . .. ....... ...\ -2

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

students?

Negaﬁveeﬁect,.“i.i“i.,.,!,,,%ﬁz
Notmucheffect .. ...oovvvrenreee o -3
Natsure_,§4

s
S
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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?

What would you identify as your state’s most significant educational reform so far?
(PROBE, IF NEEDED): Why do you feel that is significant?
(36-37)

And what weuld you identify as the educational reform in your state that most needs
to be changed or modified?

(3839)

Has your state adopted any reforms that particularly affect feachers?

Adupled(4()(,=f1 (ASK Q.10)

Not adopted %:g} SKPTO Q.11)
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10. Which reforms are those: | RECORD UP TO 3 MENTIONS
(41-42)
(43-44)
_(45-46)

Pre-Coded List:

01. Competency tests for all teachers

02. Competency tesis 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 4/ ieachers

08. Increased salary for beginning teachers
09. Sabbaticals for advanced study

10. Reducing time spent on non-teaching duties

(1985)

11. 1 will now read you some steps that might be taken to attract good people into

~ 7" 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?

o "Help  Helpa NotHelp  Not

ROTATE — START AT “X" a Lot Little at All Sure
( ) a Providingadecentsalary .. .................... {47(_4. — -2 — -3 L
( ) b. Providing smaller classsize. . . .................. (48(____-1 -2 —-3 — 4
( ) c. Providing compensation to beginning teachers

zomparable to other pmfessmns that requu‘e similar ]

TRIIDE . o veveeee e e R (1 G | —-2 _—3 -4
( ) d. Providing better tools and supphes teachérs need to do . .

theirjob .......... . ... . i, (50(jf1 -2 -3 4
( ) e. Providing adwﬂnced study sabbancs]s fDr leax:hem to s , )

enhance their professional development . . .......... (51(___-1 -2 3 -4
( ) f Providing increased financial support for the school ) }

T . T U (71 G | — -2 — 3 - -

() g Having more parent involvement with the schools. . . ...  (53(___-1 —2 — -3 —4
( ) h. Reducing the amount of time teachers spend in non- - ) i

teaching duties . . . .. s i (‘;4(,_551 —_2 -3 4
( )i Requiring new teachers to serve 2 supemsed , ,

apprenuceshxp or internship before being certified. . ...  (55(___-1 —2 -3 —4

INTERVIEWER: BE SURE TO REPEAT THE
STEM OF THE QUESTION SEVERAL TIMES
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12, We d !ike you to rate hnw well dlﬂ'erent people are pﬁrformmg the role they are
- supposed to play in the education system. How good a ;ob do you think (READ FACH

ITEM) are doing — excellent, pretty good, only fair, or puar?

B - - ) rFi"Etl‘.}* ) Only ] :V — ) )
Excellent Good Fair Poor Nyt Not

ROTATE — START AT “X" Job Job Job Job Sure Applicable

() a School principals in your (districvstate) .. (56(____-1 —2 -3 4 _- -6

() b. Superiniendents of local school districts . . (57(_=§1 —2 3 - -5 __6

() c The state commissioner of education .... (58(___-1 __-2 __-3 __ 4 -5 ___-6

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

witheducation. . .................. (59 -1 __ -2 -3 -4 —-5 ——

( ) e. Leaders of the teachers' unions and
teachers’ associations in your

(districvstate) . ................... (60(__-1 2 3 _4 _-5 .6
COF Cncmon oo cllegesol e a2 s 5 6
() g Classroom teachers in your (district/state). (62(___-1 ___-2 -3 - -5 ___-6
() h. State legislators who serve on education - i

committees. .. ................... (03(_-1 __-2 __.3 _ 5 -
( )i Parents of school age children . . . . . .. .. (64 (___: 1 -2 —3 _ -4 _— ,_=-6
( ) j. Members of local school bgardsi e (65C—1 ___-2 —3 4 _5 6

INTERVIEWER: BE SURE TO REPEAT THE
STEM OF THE QUESTION SEVERAL TIMES _

INTERVIEWER: IF RESPONDENT WILL NOT
EVALUATE 7HEIR OWN POSITION, CHECK
“NOT APPLICABLE? DO NOT CHECX “NOT
APPLICABLE” FOR ANY OTHER ITEM THAN
THE RESPONDENT'S OWN POSITION.




13. 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.

S Agree Agrec biéagfeé ) ,D:sagire; " Not
DO NOT ROTATE Strongly Somewhat  Somewhat  Strongly Sure
( ) a. School districts shou/d have a team approach to school
management that involves the superintendents and the o i . ,
principals and the teachers. . . . ................. (66( -1 _ -2 ;f,fff} ,7;77:4, E-S

( ) b. In my (school/district/state) now, the superintendents,
principals and teachers all 4o share in the management

oftheschool . .... .. ...t ie s (67(,‘1 -2 -3 -4 -5

() c. The principal shou/d recognize and develop the teachers
leadership potential by involving them in decision-making o . )
about school organization and curriculum . ......... (68( -1 — 2 -3 -4 —5

( )d In my (schﬂul/dlstnct/smte) now, thE pnnﬁrpalr du

c:rgamzauan and curriculum .+ Y (<21 ¢ -1 -2 3 4 _-5

r.fm’lhemI@l(:»sﬁ*,............x.””i”,,.,,. 70(—-1 -2 -3 4 _-5

( ) £ Ateacher’s years of experience should be recognized with
the corresponding salary when a teacher moves from one

school district to another . .. . .................. (71( -1 2 3 __ 4 _5

94
94
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INTERVIEWER SAY: THESE NEXT QUESTIONS EACH HAVE TWO PARTS. FIRST I WILL BE ASKING WHO YOU THINK
SHOULD HAVE TFIE MAJOR ROLE IN DOING VARIOUS THINGS. THEN I WILL BE ASKING WHO ACTUALLY DOES HAVE
THE MAJOR ROIE. |

14 Who do you think should have the major role (READ EACH ITEM) — the principal,
14. j princip
the teachers, or someone else?

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

o Q.14 Q.15
Should Have Major Role ) Actually Does Have Major Role

" Principal  Teachers  Both  Somcone  Not | Principal Teachers  Both  Someone  Not
ROTATE — START AT “X™ Should Should (vel) Else Sure Does Do {Vol) Else Sure

( )aFor the: hiring of new

teachers .. ............ (72(§i1 -— -2 ;:iﬁ ﬁ*‘é =5 (ll(g-l — -2 _655 ==,:4 E-S

() b.For choosing which texi

books are (o be used. . . . .. (73 (,s-l -2 E-S %-4 =-5 (12( __-1 Y/ %ﬁ S=:4 595

( ) c. For evaluating how new - ) ) ) - )
teachers are performing ...  (74( -1 _-2 __-3 ___ .4 _.5 a3C__-1 -2 __ 3 ___-4 —=5
( ) d.For evaluating how more
expericnced teachers are

performing ............ (7S(s*l -_2 é-s — 4 =§5 (14(7_:-1 - -2 _6*3 4 555
a5(———1 :

n n
o
[}
v

() e In disciplining students . . . . (76(521 - -2 —3 =4 ___

¢ ) L. In designing and conducting

inservice training . .. ... .. (77(;1,;1 -2 — 3 ___ 4 =55 (16(;;4 1 %{’5 s-‘i 3-5

() g In assigning students and

scheduling classes ....... (78(___-1 __-2 __3 ___4 _.5 a7 —-1 ___-

w
|
Wb
|
kN
A

( ) h.In handling the
non-education problems that
students bring with them 10

school ............... (79(,‘;1 —2 — -3 —_4 —=5 (18(%4 -
( ) I For selecting new principals, (SD (%:1 _-2 —_—3 4 =5 (19(_=;1 [

|
(8]
|
L
|
NN
|

2 3 4 5

( J deciding about budget L, ) _ R i i )
"1 docatont for e ehgel 2 (101 2 3 ___4 .5 @o(__-1 ___.2 _ -

H.
b3
|
o
1
NS
3

INTERVIEWER: BE SURE TO REPEAT THE S7EM OF THE
QUESTION SEVERAL TIMES.

NOTE: GIVE PRIORITY TO THE ANSWER CATEGORY
SHOWN. FOR EXAMPLE, IF RESPONDENT SAYS
“PRINCIPAL AND SUPERINTENDENT” RECORD THE
ANSWER AS “PRINCIPAL” OR, IF RESPONDENT SAYS
“TEACHERS AND SCHOOL BOARD” RECORD THE
ANSWERS AS “TEACHERS!" IF RESPONDENT SAYS

SUPERINTENDENT” RECORD ANSWER AS “BOTH
(VOL.)”
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16 Nuw some questmns about career ladder _pmgrams ”lhese prngrsams dnﬂde

acmﬂimg to the levgl cf rg.?.p(msibllity. Here are some statements regardmg career
ladder programs. For each, please tell me if you agree strongly, agree somewhat,
disagree somewhat, or disagree strongly.

- Agree ~ Agree Disagree  Disagree  Not

ROTATE — START AT “X" Strongly Somewhat  Somewhat  Strongly Sure
() a. Career ladder programs improve teachers’ chances for . ,

professional growth and development . ............ (21( -1 -2 -3 4 _-5
( ) b. The methods used to select teachers for career ladder . .

programs are unfair and non-objective ............ (22 (—-1 2 3 4 _5
() c. Teachers have a real say in the development and . X i

operation of the career ladder program ... ......... (23(__-1 2 3 __ 4 _5
( ) d. Career ladder programs create artificial and unfortunate i

distinctions among teachers . .. .. ............... (24(7 _-1 2 -3 ___ -4 _5

17 Overall, do you personally faver or oppose career ladder programs?

Favor ........... .. caicrans (Zé(sil
OPPose .. ... .cieinnnrnsinrome =
Depends (vol.) ................. 3
Notsure .........coiinnnennnnn 4

INTERVIEWER: IF RESPONDENT ASKS WHICH CAREER
LADDER PROGRAM IN PARTICULAR WE ARE
REFERRING TO, PROMPT WITH “THE ONES YOU ARE
MOST FAMILIAR WITH?

18. Now sﬂmeiquesﬁons about merit pay systems. Thgse systems selecta certzain
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. Yor each, please tell me if you agree strongly, agree somewhat, disagree
somewhat, or disagree strongly.

- - Agree  Agree  Disagree  Disagree  Not
ROTATE — START AT “X” Strongly Somewhat  Somewhat  Strongly Sure
( ) a. Merit pay systems provide valuable incentives for teachers , ) . i

to improve their performance . . . . ............... (26(_-1 Y — -3 4 _5
( ) b Merit pay systems create artificial and unfortunate L ) )

distinctions amon; teachers . . . . . TR (74 GRS | -2 -3 4 _-5
{ ) c. Merit pay systems recognize and reward outstanding - )

qualityteachers . ...........covrvvvennnnnn.  (R8(——-1 -2 -3 4 _-5
( ) d. The means that are used to select the teachers for merit o

pay tend to be unfair and non-objective ............ (29(___-1 -2 -3 4 __5
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19 Overall, do you persnnallv favor or oppose merit pay systems?
Famr(SO(_%il
Oppose ............cccvvviiin i =2
Depends (vol.) ................._ -3
Notsure ...................... — -
TNT‘ERV’IEWER. IF RESPONDENT ASKS WHICH MERIT
PAY SYSTEM IN PARTICULAR WE ARE REFERRING
TO, PROMPT WITH “THE ONES YOU ARE MOST
| FAMILIAR WITH? -
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 teacher programs. For each,
please tell me if you agree strongly, agree somewhat, disagree somewhat, oz
disagree strongly.
[ - T o - Agree Agree Disagree  Disagrec  Not
ROTATE — START AT “X" Strongly Somewhat Somewhat  Strongly Sure
( ) a. Mentor teacher programs help to llTlprVE the leachmg , ) X , _
skillsof newteachers ........................ (31( -1 -2 _-3 4 __-5
() b. Mentor teacher programs create artificial and o ) ) , _
unfortunate distinctions anong teachers ........... (32( -1 __-2 3 _4 _5
() c. Mentor teacher programs are a good way to continue
coaching for all teachers no matter how expenertced i i
theyare ................. ... ... . ... 00, (33(7 -1 2 3 4 _5
() d. Becoming a mentor teacher is too much of a short-term , i
position instead of a permanent career advancement BG4C—1 2 ___3 __ 4 _.5

21.

97

Overall, do you favor or oppose mentor teacher Dbrograms?

) .(35(—-
Oppose ........ e e
Depends (vol.) .................c -3
NotSUre . ......oovvvvvnnvnnnsie— 4

INTERVIEWER: IF RESPONDENT ASKS WHICH
MENTOR TEACHER PROGRAM IN PARTICULAR
WE ARE REFERRING TO, PROMPT WITH “THE

ONES YOU ARE MOST FAMILIAR WITH?

Some pcople have suggested the establishment of specialty certification boards
sm:h as exist for some other professions like accountants, architects, and lawyers.

These buards wnulai certil'y expgrimgd teséhers in theu- own spemalty, bssed on
(nut_standmg perf(nnnsnce Do you persanally favm‘ or nppnse estabhshmg sm;h
specialty certification boards?

2 (36(___-1
Oppose ........ovvvnnirinnn, - -2
Depends (vol.) ................. 3
Notsure . .............. ... .0 -4




CARDZ

]
Lt

23 If such specialty certification boards were established, they might be vsed in several
"~ different possible ways. Do you think that specialty certification boards should, or
should not (READ EACH ITEM)?

DO NOT ROTATE Should Not (Vol.) Sure

a. Be used as an alternative to merit pay systems? ... ........ (37(_—_-1 —2 _3 4

b. Be used as an alternative to career ladder programs? . ... ... (SS (.g-l

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

[
B
——

|

]
(]

I

|

|

L]
e

I

L]
(3%

n‘

2 4! If such specialty certification boards were established, do you think that increased
salary skould, or should not, be given to those teachers wlio become certified in
a specialty?
Should begiven . . ...............(40(___-1
Should notbegiven ................__ -2
Depends ol.) .................—___ -3
" |

25. If advanced training is needed for specialty certification, do you think that tezchers
""" should pay for the training themselves, or do you think that te~chers should be
reimbursed in some way?
Pay by themselves ...............(41(__-1
Reimbursed .. .................— =2

Depends (vol) ...........ovvvr i -3
N |

26 In the near future, how serious a problem do you feel that shortages of qualified

problem, somewhat serious problem, not too serious problem, or not a sericus
problem at all?

Veryserious .. .................(42(__-1
Somewhal serious .. ....0vvvnren e =2
NOLI0O SETiOUS . ..\ vvvvrevnrien -3
Notseriousatall . ...............____ -4



27 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 whether you think it will or will not contribute to 2 teacher shortage. Do you

think (READ EACH ITEM) will or will not contribute to a teacher shortage?

Wil WillNot T Mot

ROTATE — START AT “X" Contribute Coniribute Sure
() a. The salaries that teachersget . .................. (43(%! —_ 2 -3
( ) b. The working conditions that teachers have .......... (44 (_%—'1 -2 _=3
() c Opportunities in other fields, especially for women. . ... (45(___-1 - -2 —3
() d. The status that society gives to the teaching profession . . (46 (é; — 2 ‘ —-3
( ) e. Alemporary imbalance between the growth of the

school-age population and the number of people who i

are entering teaching. . . ...................... (47(___-1 -2 —3
( ) £ Agrowth in the number of students today with . "

non-education problems . . ... ................. 48(___-1 -2 -3

INTERVIEWER: BE SI’JRE TO REPEAT THE
STEM OF THE QUESTION SEVERAL TIMES
28. 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 nnt
(READ EACH ITEM).
) B ] Would T Nat

ROTATE — START AT “X" Weald Not Sure
() a. Encourage those who have left teaching to return to the i

classroom .. ... .. (4901 -2 —3
( ) b. Attract teachers into hlgh shgrtgge geagraphlc areas like ) i

theinnercities. . ........................... (BO(C__-* -2 —-3
( ) c. Make some schcml dlsmcls top heavy with senior Py ) i

teachers whose salaries are at the upper end of the scale,  {(51(__-1 —_— -2 -3
( ) d. Give teachers economic mublhty to move between .

districts. . ... ... ... (52(%{1 — -2 -3
{ ) e. Deprive poorer school dlsmcts uf many of lhen* best _ ) )

teachers. .. ..........ooviiinniias G3(_-1 -2 _-3

INTERVIEWER: BE SURE TO REPEAT THE
STEM OF THE QUESTION SEVERAL TIMES |
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29 How many years total hav: you been professionally involved with the field of
- education?

Not sure.... {56 (%{l

50  Axnd how many years have you served in your current position?

|=Q$J years

(57-58)
Not sure.... (59(____-1

31 Is the overall quality of nuw teachers entering the profession Zoday better, worse, or
~ about the same as the quality 5f new teachers in the past?

BeMei . \ovovrninsineannns L (60(—-1
WOISE oot vt innnnssss - 2
Aboutthesame .................—_ -3
Depends Wol.) ...............ooo 4
NOLSUTE ... .. .ooveviirinrrer s B

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

Yes,taught . ......oooeriinnn.. 61(_-1
NO e i i -2
Notsure .. ......ccovviiininnens __-3
By observation: Sex:
Mae................ (62 (wr-1
Female ............. -2
'Thank you. That completes the interview.
Time Ended: < AM.
(—PMm.
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