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CHAPTER ONE

INTRODUCTION

The Puhlic has long expressed a desire to improve educa-
tion. In the past year there have been several reports such
as A Nation at Risk and High School: An Agenda for Action,
indicating various problem areas that need the attention of
the public and educators nation wide. These reports have
been submitted by federal and state commissions, education
committees, and "knowledgable" individuals. The areas of
concern and the recommendations include additional funding
fqr salaries, supplies, materials, curriculum revision,
higher standards of achievement, lengthening the school day
and the school year, as well as other suggestions and ideas.
Among the recommendations set forth are forms of merit pay
for teachers. However, little mention is made regarding how
to evaluate aqg identify meritorious teachers. A realistic

alternative may be "on the job" teacher evaluation. Evalua-

tion is defined by Webster's Dictionary as "an estimated
wor"ch."-1 Teach is defined as "imparting knowledge"z and
teacher is defined as '"one who instructs“.3 The three com-
bined could be then defined as estimating the worth of one
who instructs.

Teacher evaluation is important to the improvement of
instruction by serving a two-fold purpose. Most importantly

it provides teachers information about their teaching. It



assists teachers in recognizing their strengths and weak-
nesses, so that the former may be capitalized upon and the
latter properly addressed. Second, it serves to quantify
teaching performance for the purpose of promotion, reap-
pointment, or non-renewal.

The problems associated with teacher evaluation are
almost limitless. The topic is clouded with Opinions, sub-
jective judgments, and myths. Consequently, the people
most involved in the evaluation process, the teachers and
supervisors, are 6ften reluctant to initiate and accomplish
the needed appraisals. Examples of this reluctance or fear
of evaluation is indicated by Natriello when he stated "many
supervisors are unsure of how, when and where to perform
meaningful evaluations. Increasing pressure for accounta-
bility in education had led to the development of formal
systems for the evaluation of teachers at all levels. Many
administrators are untrained in the evaluation procedures
and relatively unprepared to add the task of systematic
evaluation to an already overflowing schedule.”4 Savage
supported the above statement with one of his own when hé
said, "the sad fact of the matter is that too many princi-
pals are unable and/or unwilling to devote the time neces-
sary to conduct a thorough teacher evaluation that involves
classroom obser‘vation."5 The following authorities illus-
trate the problems facing the development of a realistic

teacher evaluation system. "Faculty evaluation is the bane



of many principals. A myriad of evaluation styles are in
use; many more have been discarded.“6 From the teachers'
side of the situation comes "teachers in general held very
negative, even hostile, attitudes toward the idea of per-
formance evaluation."7

It is apparent that teacher evaluation is constantly
running into opposition from both sides of the spectrum,
the evaluator and the evaluatee. Both groups seem to fear
the process as well as not understand it. Thomas Petrie,

in an article in the NASSP Bulletin stated that there are

some myths, each containing some truth, that need clarified:

1. Each teacher is unique and has an individual
way of getting results.

2. Teaching is an art.

3. Evaluation and supervision are incompatible.
4. Teachers cannot interpret objective data.

S. Teachers do not like evaluations.

6. Supervisors can judge the quality of instruc-

tion without classroom observation.

7. The smiles on their faces tell me everything
I need to know.

8. Supervisors must find things needing improve-
ment.
9. Teachers and supervisors do a_ lot of intangible

good that cannot be measured.
These and other myths leave the profession with little
consenéus about the worth of evaluation. However, 'despite
claims by some that teacher performance cannot be measured,

the good teacher can be differentiated from the poor teacher



and teachers can be evaluated on an ongoing basis through
informal, covert systems if not through a formally defined
process."9 While, there is some teacher evaluation going
on in education, if is not universally productive. In
research conducted by Natriello and Dornbusch, several
findings were reported:

1. In general, teachers reported that evalua-
tions were communicated infrequently.

2. On the average, they received formal evalu-
ations from their principals every three
years.

3. Principals believed themselves to be commu-

nicating evaluations much more frequently
than teachers reported receiving them.

4. Principals reported communicating dissatis-
faction far more than teachers reported
receiving negative evaluations from princi-
pals.

5. A principal may think he is communicating

evaluations frequently, any one te?Sher
will receive them less frequently.

School district administrators are obligated to evaluate
their staffs. Many administrators admit that their methods
need improvement. An example cited by Blecke is '"Archaic
examples of teaching techniques used on evaluation instru-
ments ~- 'colorful use of bulletin boards' and 'blinds or
shades drawn in a systematic marmer"."11

The need for teacher evaluation is sufficiently evident
for all supervisors to realize the need Lo assess staff

strengths and weaknesses. The crux of the matter is that

many programg used to accomplish this do not accomplish



the objective, but tend to waste teacher and administrator.

time, as well as, school resources.

THE PROBLEM

In the past year the Woodbine School Disﬁrict has
revised its policy on the evaluation procedures of its
instructional staff. The previous method called for the
teaching staff to be formally evaluated by the building
principal a minimum of three times each year for first
‘and second year teachers and two times for teachers with three
years and beyond. Each of these evaluations was to be
based on several observations by the principal.

The current format prescribes much the same proce-
dure to be followed as in past years. The essential change
is in the minimum number of formal evaluations to be used,
(the teachers will be evaluated a minimum of two times each
year for first and second year teachers and one time for
all teachers beyond the second year), additionally, the
rating scale and.the characteristics or items to be evalu-
ated are somewhat different on the final evaluation instru-
ment.

The change in the evaluation procedure came about at
the request of both the administration and the teachers'
association. Both groups felt that for the amount of time
being used, the previous method was not accomplishing as

much as it should. Both parties were reluctant to go
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through the procedures because of the time and often repe-
titious material that was gained from the evaluations and
observationé. As the program is initiated in the Woodbine
Public Schools, the process will itself need to be evaluated.

The purpose of the study was to examine the current
evaluation procedures of Woodbine Schools to determine if
the methods being utilized are those recommended by authori-

ties in the field.

DELIMITATIONS

The project was limited to the new evaluation instru-
ment and practices being employed by the Woodbine School
District. It included the observation and evaluation forms,
the required frequency of observing and reporting and all
other practices and procedures prescribed by the school
district's policies. The time allowed for the research
was limited by the parameters set by the district's policy
and the limitations set by this field project, primarily

the 1983-84 school year.

RELATED LITERATURE

In the chapter dealing with related literature, the
various goals and objecfives of teacher evaluation will be
identified and described. The study reviewed and elabo-
rated on the identified authors' prescriptions of what

teacher evaluation is supposed to accomplish. Examples of



these types of recommendations will include improvement of
instruction and aiding in the decision making process with
regard to promotion, granting of tenure or dismissal.

The identification of criteria on which to base these
goals and objectives will be the second purpose. Recom-
mendations of the various authors will be identified to
determine what skills and abilities a supervisor should
be looking for in their instructional staff. Examples of
the various criteria are in the general areas of instruc-
tional skill, communication, organization, personal appear—

ance and rapport with others.

METHODOLOGY

1. From the review and synthesis of the related 1lit-
erature, the study identified recommended criteria for a
quality teacher evaluation system.

2. The study contrasted the Woodbine Public School's
evaluation system with these identified criteria.

3. This step includes documentation of how the
Woodbine Public Schools' evaluation system compared with
the recommended criteria for a program of teacher evalua-
tion.

4. The final step assessed the extent that the
Woodbine Schools' evaluation system enabled the evaluator
to make decisions about the criteria identified from re-

lated literature.



DEFINITIONS OF TERMS

Accountability: to be held responsible for the duties of

teaching; includes preparation, organization, instructional
skills, behavior and management.

Administrator: the person to whom responsibility is given

to manage the designated area of the school, in this in-
stance the building principal.

Evaluation: an estimation of performance abilities of a

teacher with regard to educational competencies (examples:
questioning, lecturing, organization, classroom management).

‘Evaluation Instrument: the prepared form used to aid in

identifying the competencies of teachers.
Evaluator: the person doing the evaluation, in this study
the person is the building principal.

Improvement: to become better.

Observation: the action of the principal where he/she

assesses the actions of the teacher in a given singular

situation.

Supervision: the aqt of overseeing an area of responsi-
bility.

Teacher: one who instructs.

Teacher Agreement or Teacher Contract: the negotiated

agreement between the school district and the teachers'’
bargaining organization.

Termination: to end the employment of a person.




ORGANIZATION OF THE PROJECT

Chapter 1 - Introduction

Chapter II - Related Literature

Chapter III - Woodbine's Approach to Teacher Evaluation
Chapter IV - Presentation of Findings

Chapter V - Summary, Conclusions, and Recommendations
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CHAPTER TWO

RELATED LITERATURE

In reviewing the literature about teacher evaluation,
it is quite apparent that there has been a great deal of
research on the subject. Reasons given for the amount of
research range from the desire to dismiss "Incompetent"
teachers to the need to promote and increase the pay of
"good" teachers. In the middle of dismissal and promotion
stands the area that many teachers profess needs the most
attention; that being to improve the instructional level of
all teachers. The assumption of many that teaching is the
most important determinant of a student's success is very
close to being correct. "Studies have shown that what the
teacher does is the second most powerful indicator of stu-
dent acdhievement and that what the student knows prior to
entering class is the most powerful predictor of how much
he or she will 1ear‘n."12 We cannot control what students
will know when they enter a particular teacher's classroom,
but there are some methods available to us to help insure
that there is quality instruction that takes place once
they are in the classroom. The method discussed in this
chapter is that of teacher evaluation. The author intends
to identify goals and objectives that various researchers
and experts in the area consider to be essential to a quality
teacher evaluation procedure, cover methods of developing an
evaluation system, and then give various criteria for teacher

evaluation.



GOALS OF TEACHER EVALUATION

When discussing the various goals that the authors
identify, two primary goals kept appearing in the litera-
ture. These were the two that were designated by David

Larson in his article for the NASSP Bulletin. Staff evalu-

ation should "improve and maintain good instructional
skills and identify unsatisfactory performance within the

13

staff.’ He went on to state that the bottom line of the

evaluation program should be to "help teachers to get bet-

14 Two other authors

ter or to help teachers to get out.”
feit that there should be four goals in a teacher evalua-
tion system, these being "1) assess the overall school
program, 2) provide a basis for improving instruction, 3)
motivate teachers to render their highest level of profes-
sional service and 4) provide a basis for making admini-

strative decisions.“15 Hansen in 1978 cited eight goals

that he felt were needed when conducting teacher evalua-

tions;
1}). Improving teacher performance and behavior.
2). Improving school and classroom climate.
3). Enhancing student learning.
4). Maximizing professional capabilities.
5). Assessing innovation and curricular implementa-
tion.
6). Quantifying program and instructional programs.
7). Implementing accountability.

8). Determining retention and dismissal.l6
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Kimball in 1980 stated that the first purpose of teacher
evaluation should be to "improve the quality of instruc-
tion; and second, to provide a basis for personnel decisions
regarding the retention and dismissal of teachers.”17

It is apparent that teacher evaluation is felt to be a
very important function within a school district. Most of
the authors agree that the primary purpose of improving

instruction is met if there is a meaningful and realistic

evaluation program used in that particular school district.
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ESTABLISHING A TEACHER EVALUATION PROGRAM

One of the best formats found for the establishment
of a teacher evaluation system, in the opinion of the
author, was detailed by Donavan and Katheryn Peterson for
the NASSP Journal in February of 1984. The Petersons felt
that there needed to be an understanding by both the admini-
strators (evaluators) and the teachers (evaluatees) of the
various .terms listed below:

Due Process: There is a need for established rules

and for each party to understand and to follow these

rules for the protection of all those concerned.

Discrimination: Since the U.S. Constitution guéran—
tees that no citizen can be discriminated against
for beliefs, associates, or personal characteristics,
the only evaluation criteria that are directly job
related may be legally applied. Court cases have
found that wvarious tests, interview techniques, and
evaluation systems used for selection, promotion,
and retention are racially, .culturally and sexually
biased. |
Validity: Evaluation must measure the attributes it
purports to measure.

Reliability: The authors felt that the courts are

concerned that teachers not be discharged without
documented evidence from qualified evaluators. They
felt that there were two major concerns involved in

establishing reliability:
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1.) "To what degree can two or more persons observe

the same teacher at the same point in time and inde-
pendently draw the same conclusions; and
2.) To what degree can this be done in varying con-

texts over time?"18

High/Low Inference Variables: Inference depends upon
the amount of judgment the observer must apply to
determine the presence, absence, or quality of a
phenomenon (Borich, 1977). Examples used to indicate
large amounts of judgment. were "warmth'" and "enthusi-
asm" which would be high inference variables. An
example of a low inference verbal behavior is ”spegifi—
cation of objectives" which the authors felt could be
detected with reasonable accuracy by a trained observer
who could tell when a teacher had specific objectives.

Representative Observation of Teacher Performancer:

"Evaluation systems need to be comprehensive and in-
clude a wide range of wvalidated variables that can be
applied to a wide variety of contexts and levels."19
‘This statement is taken to mean that when a teacher

is being evaluated, the evaluation should be based on
observations of what the teacher has done in the class-
room that is directly involved in the educational pro-
cess.

Researched/Valued Variables: The selection of variables

to be observed and reported on is felt by the authors of

this process to be one of the first decisions to be made
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when developing a teacher evaluation system. They
felt that these teacher evaluation systems should be
based on researched teacher behaviors that can be
linked to student outcomes.

Numbers and Kinds of Instruments: It is felt that

there is no one evaluation instrument that could in-
clude all the potential behaviors that are worthy of
observation for the purpose of evaluation. Four
types of observation methods that are identified are
1. Naturalistic inquiry which has the observer record-
ing what he or she saw using nothing that would have
been predetermined to be seen, heard, or recorded.

2. Sign systems which are based on a number of items
identified by research which are checked off a check
list if they are observed. These do not provide a
method of recording how often these behaviors occur.
3. Category systems provide both sequence and fre-
quency, but since observations are made on a timed
basis,_the number of items that can be observed are
limited. 4. Rating scales are used when quality
judgments must be made. "Frequently the only instru-
ment used for evaluating is a summative rating scale”.20
The Petersons recommend that if a district is going

to increase the number of instruments to be used for
teacher evaluation, then that district should 1. De-
velop or select instruments that are researched based

and fit into the total evaluation system of the dis-
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trict. 2. Select the type of data collection system
that fits the context and purpose of the evaluation.

3. Be certain the instruments are validated before
they are used for the decision-making purposes.

Number and Length of Observations: "Preferable prac-

tice is to arrange short appraisal periods that incor-
porate a series of interrelated lessons into a teach-
ing unit" (Borich, 1977)2l All aspects of a teacher's
performance should be observed and evaluated.

Context of Evaluation: Context factors that affect

instruction were teachers, subject being taught, stu-
dents, and classrooms. These all can have an effect

on how well a teacher is performing. The authors feel
that evaluation techniques should measure knowledge of
subject matter and pedagogical skill, but remain neutral
with regard to teaching styles.

Who Should Evaluate: The person/persons should first

of all be adequately trained to do so. The Petersons

feel that there are three levels of teacﬁer evaluation.

1. Self-evaluation where the teacher learns the vari-
ables being evaluated, their definitions, and examplés
that constitute clinical teaching and practice them.

2. Peer evaluation which is much the same as item No. 1 in
regard to learning what is to be evaluated only with

this type, one person observes another's teaching and

counsels that person on improvement. 3. Supervisory
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evaluation where the teacher evaluation is done by
the teacher's supervisor (department head, principal,
assistant principal). Once again the evaluator must
be knowledgable of what is to be accomplished and how
it is to be done.

Levels of Evaluation: A three level approach is sug-

gested to evaluate the teaching staff because of the
differences in the make-up of a teaching staff. The
first level applies to experienced teachers who are

doing a good job. These teachers should be engaged in
self and peer evaluations for the purpose of improving
instruction. This should go hand in hand with an annual
conference with the supervisor to review past work and
to discuss future goals. Level two is to be used for
new teachers, experienced teachers who have new assign-
ments, a sample of those teachers from level one, and
those teachers that are identified as needing improve-
ment. This level of evaluation should be formative in
nature with the goal being to first determine if improve-
ment is needed, to identify the particular problem, and
then indicate to the teacher what must be done to reme-
diate the problem. Level two evaluations require several
observations. Level three is summative in nature and is
used only when that teacher is judged to be incompetent.
Documentation at this point is extremely important and
evidence must be shown that the teacher will not or can-

not change the undesirable behavior. The outcome of
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this level is generally dismissal or reassignment.

The following guidelines were given by the Petersons
to consider when developing a teacher evaluation system.
1. Only performance that teachers can control (i.e.. their
own behavior) should be summatively evaluated. 2. Items
in the evaluation system should stem from researched per-
formance that directly relates to student learning, rather
than items chosen only because they are valued, such as
consensus based upon group opinion. 3. Groups of perfor—
mances (examples are how instruction is organized and
managed) must be identified, classified, and defined, and
examples must be given to clarify the basis on which eval-
uations are to occur. 4. Instruments designed to detect
and record teacher performance must be developed and vali-
dated, and observers trained and tested for reliability.
5. Formative evaluation should result from observations
scheduled during significant periods of extended.teaching;
e.g., during the period of a unit or sequence of instruc-
tion. 6. Summative evaluation must be based on a repre-
sentative sample of teacher performance and, where re-
sources are adequate, should be the end result of a series
of formative evaluations.

In an article by Richard Larson, it was stated that
the development of a teacher evaluation system should '"be

a cooperative effort involving teachers, administrators,
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and school board members. Cooperation is necessary for
the following reasons:
1. So the educational standards and community
expectations can be established;
2. When teachers are involved they are more com-
mitted to the procedures, know what is expected, and know
what will be evaluated;
3. The teachers' union, especially the leadership,
wiil be less likely to challenge a termination and
will support the concept of helping teachers to
improve performance through evaluation;
4. School board members as well as community mem-
bers will be more knowledgable about the purpose and
process of evaluation and will provide the necessary
support for administrators to effectively implement
the evaluation system; and
5. Principals will operate more confidently, under-
standing that the evaluation system has the support
of all parties concerned, especially the teaching

staff.”22

Larson went on to state that he felt that an evalua-
tion system should include a philosophy or a statement of
beliefs that establishes the foundation of the evaluation
system. These statements of philosophy should contain an
assertion that the primary purpose is to improve instruc-

tion. A statement of objectives should also be included
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that indicates the aims of the evaluation system and should
be directly related to the philosophy. Those who are going
to do the evaluation as well as the procedures for evalua-
tion need to be identified. Larson feels thalt in the area
of procedures, each teacher should be placed in one of
three tracks for the purpose of evaluation. These tracks
are: Track one - probationary for a period of two years
and formally evaluated three times a year during those two
years. Track two - these teachers have been employed in
the district for more than two years and their performance
is generally considered satisfactory by the principal.
These teachers are evaluated at least once every three
years. Track three - the people in this category are con-
sidered to be those that are in need of extensive assis-
tance and need to improve in order to meet district stan-
dards. These teachers are evaluated about three times a
vear for up to two years. If adequate improvement 1is not
noticed and documented, then action is started to terminate
the teacher. The evaluation criteria should be spelled out
and "developed by reaching a consensus among teachers, ad-
ministrators,.and board members as to what constitutes a
good or effective teacher.”23 These criteria should be
valid and reliable.

Another key area that should be covered is the class-
room observation procedures. This requires the principal
and the teacher to agree prior to the observation about

what is to be accomplished in a lesson and how such accom-
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plishment is to be measured. The final area is for the
principal and the teacher to set job improvement targets.
The purpose of this is to "help the teacher to develop a
plat for professional, personal, and/or instructional im-
provement; assist the teachers in overcoming a weakness
and improving performance to meet district standards; demon-
strate that the school district has made a reasonable docu-
mented effort to assist the teacher improving performance
prior to initiating dismissal proceedings; and provide a
means for the school district to achieve organizational
goals compatible with individual teacher goals.”24

Robert A. Garawski in an article for the N.A.S.S.P.
Journal in March of 1980 gave some guidelines to be con-
sidered in dealing with the subject of teacher evaluation.

He felt that the administrators could use these as bench-

marks to effect "meaningful evaluation with resultant change.

"Guideline 1: The administrator must be personally com-

mitted to the idea that teacher evaluation should be a shared

process.

Guideline 2: Teacher evaluation must be considered a
formative process.

Guideline 3: Evaluation must be implemented as a mutu-
al process between teaching staff and evaluator.

Guideline 4: The evaluation process should offer
teachers the opportunity to reflect, in depth, upon their
personal educational tenets. and to compare them with their

actual classroom practices.

"

25
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Guideline 5: Never underestimate the power of posi-
tive reinforcement.

Guideline 6: Growth is a necessary ingredient of all
educational programs and staff members must be aided in
recognizing its ongoing importance.

Guideline 7: The administrator must be thoroughly
prepared to éarry out the evaluation process.

Guideline 8: The evaluation process should be clearly
conveyed to the teacher along with any expectations.

Guideline 9: Do not expect miracles.”26

Other procedures that were identified by Manatt in
1976 led to questions such as:

When will the evaluations take place? How often?

Are there to be pre-visit or post visit conferences?

Are the visits announced?

Does the teacher know specifically what will be evalu-
ated?

Does the teacher know what will happen if the evaluator
views the performance to be unsatisfactory?

Who will do the evaluating: The principal? Assistant
principal? Department chairpersons? Collegues? Students?

If the teacher evaluation system to be used is well
planned and organized, it can be a tremendous asset in up-
grading district teaching performance. An evaluation system
that is poorly planned, unilaterally determined, poorly com-

municated and inadequately understood can severely hurt the

morale and the teaching performance in the given school district.
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CRITERIA FOR TEACHER EVALUATION

Earlier in this paper it was indicated that there were
three types of teacher evaluation with regard to who would
be doing the evaluation. The three were: 1.) self-evalua-
tion, 2.) peer evaluation, and 3.) supervisory evaluation.
Once it has been determined as to the method/methods to be
used, the decision should be made as to the overall format
to be used. Does the district wish to use one of the four
types indicated by the Petersons which included naturalistic
inquiry, sign systems, a category system, rating scales, or
combination of them? The other areas to be dealt with in
the early stages'were indicated in the section of this paper
déaling with that of establishing a teacher evaluation
system. When those are accomplished to the satisfaction of
the majority, the school district can get to the specifics
of what is to be evaluated with regard to the teaching
staff. This is what will be dealt with in this section of
the field project.

It has been indicated by several authors (Petrie,
Mooney, and Manatt) that the interrelationships between the
evaluator and the evaluatee with regard to a particular ob-
servation/evaluation be based on: 1.) a pre-classroom
visit conference, 2.) the classroom visit and 3.) the post—
classroom visit converence. During the first part of this
contact there should be the ground rules set for what is
to be observed with regard to the objectives of this par-

ticular class. Other mutual agreements should be made
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about time to observe the class, time to meet for the post-
classroom visit and any other details. With regard to the
classroom visit, Mooney gives four rules a supervisor
should follow during the classroom observation. They are:
1. Arrive before the start of the lesson and remain until
the end. 2. Greet the teacher in a friendly manner. 3.
Take a seat that makes you unobtrusive 4. Do not partici-
pate in the lesson.

The post-classroom visit conference accbrding to
Mooney should have the following characteristics: be a
relaxed atmosphere, concentrate on the objectives mutually
agreed upon, let the teacher talk, be positive, suggest
resources that will aid improvement, and mutually plan
future supervisory activities. Mooney also suggests that
the teacher be asked if the supervisory process actually
helped him or her. This is ail concluded with a written
report to the teacher with an invitation to discuss its
contents.

Gerald D. Bailey gives the following criteria for
teacher evaluation and diagnosing and analyzing various
teaching styles. He calls his system the Methodology-
Strategy-Technique Classification System. The major
methodologies include:

Lecture: a process of telling, explaining, or show-
ing information to students for the purpose of impérting

subject matter information.
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Inquiry: an activity which involves evaluating in-
formation to arrive at specific conclusions. Open minded-
ness and problem solving skills are essential attributes
in inquiry teaching and learning.

Gaming/Simulation: an activity involving players
in a situation with specific rules and conditions. Reso-
lution conflict or solving problems in a life-like situa-
tion results in a conslusion or outcome.

Small-Group Instruction: a process of allowing a
smaller number of students (2-10) to engage‘in interaction
for brainstorming, inquiry, or solving problems. Student
self-direction is essential.

Instructional Modules: units or packages of informa-
tion which direct teacher and student in sequential acti-
vities.

Contracting: a plan whereby teacher and student
negotiate an agreeﬁent dealing with a certain amount of
work which must be completed within a specified period of
time.

The second part of Bailey's system in instructional
strategies which he states can be found within the major
methodongies or as separate approaches aside from the
major methodologies. Those instructional strategies most
commonly observed in classroom instruction include: case
studies, drill activities, field trips, panel discussions,
demonstrations, charades, role playing, laboratory acti-

vies, outside speakers, films, discussion activities, com-
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puter activity, etc.

The third area covered in Bailey's system is instruc-
tional techniques. These verbal and non-verbal behaviors
are found in each major methodology and instructional
strategy. Examples of verbal techniques include: Lecturing,
reinforcing,'criticizing, questioning, direction giving,
and giving and accepting emotion. Examples of nonverbal
Cues are mannerisms, Gse of time, gestures, use of space,
facial features, touching, silence, teacher travel, energy
level, eye contact, and posture.

"The classification of classroom teaching styles into
major methodologies, instructional strategies, and instruc-
tional techniques provides a framework for the evaluator
to observe and evaluate classroom teaching, irrespective of
grade level or subject matter.”27

In the article "Systematic Observation Formats: Key
to Improving Communication in Evaluation" by Nick J. Cuccia
the idea is brought out that teacher evaluation and lesson
observation are two different things. The primary difference
is that observation is only a paft of the teacher evaluation
process.

The author identifies five main criteria that should
be used to assess the teacher's worth in a school situation.
The five that Cuccia alluded to are 1.) instructional skill,
2.) classroom organization and management skills, 3.) inter-

est in student extra-school activities as well as in class
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activities, 4.) handling of student discipline and 5.)
subject matter expertise. The author goes on to state
that "although each area can be evaluated exXclusively,
they are inclusive in their relation to the total teacher
evaluation system."28

Cuccla 1s another author that feels that the process
should include a pre-conference, observation, and post
conference. He states that during this pre-conference a
great deal of information can be exhanged between the
teacher and the evaluator. The teacher can explain the
lesson plan, the objectives, and the classroom routines.
The teacher can also present classroom products such as
teacher—madé tests, assignment sheets, course outlines
and descriptions as well as some of the students' work.

With regard to this particular evaluation/observa-
tion system, it is felt that the observation formats
should reflect instructional variables that are based on
sound principles of learning. Five general areas of in-
structional style emerged from this author's particular
study. The five most prominent areas were:

"Sequencing Strategy which refers to the order in

which a teacher chooses to present material and how he
or she chooses to present it."29 'It has been shown
that through the orderly presentation of subject matter,
based on previously acquired skills, the chances for a

sucessful learning experience is enhanced.' (Caghie and

Briggs, 1974)30



"Grouping of students relates to the classroom organ-

izational arrangements consciously chosen by the teacher."”
Four grouping categories were prevalent: large (the en-
tire class), small (4-6 group), pairs (2-3 working to-

gether, and individuals.

"Transitions can best be described as the interim

period between lesson phases. Ideally, the transition
should be orderly, subtle, and logically related to the
flow of the lesson.">2 This process hinges on the ability
of the teacher to accomplish closure during one instruc-
tional phase and at the same time cue students to another

instructional phase.

Directions, or more accurately the skill of giving

clear directions. "The two dimensions that concern an

evaluator most are clarity of directions and the order in

which they are given."33

"Interaction describes the information-giving or

seeking behavior between teachers and students.”34 There

are three measurements of interaction built. into this for-
mat.

The first deals with the classification of the types
of questions asked by the teacher (example: are the

questions of the cognitive/memory type?). Another type

28

31

of measuring the questions a teacher asks is by the methods

used to ask the questions. Does the teacher use positive
reinforcement, hinting, refocusing, redirecting, or phras-

ing to encourage participation?
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The second measure of interaction is student ques-
tions. The two types of student questions the author
identifies are student to student and student to teacher,
with the second being the most prevalent.

The third measurement of student questions is un-
solicited response. This pategory is usually not in the
form of a question nor is it sclicited by the teacher or
other students.

Cuccia states that with this information, the teacher
and the evaluator can have their post-conference with fhe
needed data to discuss the objectives, strategies, and
evaluation procedures. The teacher and the evaluator each
should gain valuable feedback information about what trans-
pired during the observation, which in turn will alleow the
teacher to adjust his/her teaching methods for the better.

Evaluation by using the products produced in the class-
room is another way of evaluating teaching. This idea
brought forward by Robert Madgic is based on the principle
that completed projects, student essays, teaching aséign—
ments and oral reports are a realistic method of evaluating
teacher effectiveness. He states that evaluation methods
typically used do not focus on the classroom products yet
"what is more important than what the student produces to
demonstrate learning?"35

In discussing the student products, the author in-
cluded student essays and papers, completed projects, test

results, class performances, skill demonstrations, works of
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art, cooking or sewing products, musical performances, and
any other tangible product or performance that can be re-
viewed and assessed.

Madgic goes on to state that a second dimension of
this type of evaluation system should include teacher-made
products. Examples of teacher-made products include tests,
major assignments, and course handouts.

The author feels that "a folder containing samples of
selected student works and the portfolio of teacher devel-
oped products can provide the evaluator with tangible evi-
dence of learning, and assist him or her, as well as the
teacher, to assess more accurately the effects of the in-
struction.”36

One of the most interesting articles that was read
dealt with fifteen recommended ways for teachers to improve
themselves as educators. In this article written by Hilmar
Wagner, the recommendations were of such a nature that they
could be very useful if they were placed on some sort of
check list to be used by an evaluator. Listed below are
the 15 methods.

1.) Establish a positive classroom atmosphere. In

the first few days of class there should be a studious, no-
nonsense atmoSphere established.

2.) Know your students. Find out as much as possible

about the students in your class while being careful not

to prejudge the students in a negative manner.
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3.) Involve all students. The author feels that

learning by doing is still a very essential part of educa-

tion.

4.) Exercise positive classroom control. Avoid

negatively correcting students when there is a more posi-
tive method available. Don't correct the whole class for
a few disruptive students.

S.) Be familiar with materials being presented. Good

preparation leads to good instruction.

6.) Hold student's attention. When a student's in-

terest begins to wane, change to a different strategy.
Studies indicate 12 to 15 minutes.

7.) Maintain the proper pace of instruction. Find a

tempo that meets most of the students needs.

8.) Use proper questioning techniques. Encourage

response by reqarding response, passing around the honor
of responding, ask challenging gquestions, and pause for
answers.

9.) Provide appropriate rewards. Praise such as pub-

lic recognition and written teacher comments on papers can
be very effective.

10.) Work with individuals.

11.) Use your voice properly. Voices should be plea-

sant, soothing and intellectually stimulating.

12.) Be patient.

13.) Take pride in your appearance. Be neat and well

groomed.
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14.) Improve your language pronunciation. Students

have a certain amount of respect for teachers who speak

correctly.

15.) Use "we", not "I" or "me". This tends to pull
the class together instead of drawing an unneeded line be-
tween the teacher and the students.

With a certain amount of rephrasing, each of these

points could be placed within the context of an evaluation

instrument.
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CHAPTER THREE

WOODBINE'S APPROACH TO TEACHER EVALUATION

SPECIFIED WRITTEN PROCEDURES

The Woodbine School District follows a specified pro-

cedure of teacher evaluation as designated in the Master

Contract for the school district. The teacher evaluation

policy states:

Section 1. The classroom teaching performance of
regular full-time first and second year classroom
teachers shall be formally evaluated a minimum of
twice each school year. Beyond their second year of
service, classroom teachers will be formally evalu-
ated as deemed practical and possible by the admini-
stration. The first evaluation of a first year
teacher will be within (9) weeks after the start of
school.

Section 2. Within two (2) weeks following the first
day of school teachers shall be acquainted by a mem-
ber of the administrative staff with the evaluation
procedures to be observed. The evaluator shall in-
form the teacher of criteria and policy to be observed,
but said criteria and policy shall be at the sole dis-
cretion of the Board without right of grievance.
Section 3. Results of the formal classroom observa-
tions provided for in Section 1, above, shall be in

writing, with a copy to be given to the teacher, and
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shall be preceded by an in-class observation of the
teacher's performance. Furthermore, any alleged de-
ficiencies found in this formal evaluation, shall be
accompanied with the evaluator's suggestions for re-
mediation in order that this supposed problem in the
teacher's performance of the job expected might be
improved upon.

Section 4. The evaluator shall have a meeting, as
soon as possible but not later that ten (10) school
days, with the teacher following classroom observa-
tion and prior to submission of the written evalua-
tion report to the Superintendent.

Section 5. The teacher shall have the right to sub-
mit an explanation or other written statemeﬁt regard-
ing any evaluation for inclusion in his-her personnel
file. All evaluation reports during this contract
period shall be available at reasonable times and
places for the teacher's inspection or the teacher's
designee authorized in writing.

Section 6. All formal evaluations of classroom teach-
ing performance of a classroom teacher shall be con-
ducted with full knowledge of the teacher. Closed
circuit television or electronic equipment shall not
be used without mutual agreement.

Section 7. This Article deals with but a single method
teacher evaluation, i.e., evaluation of classroom

teaching performance. Nothing in this Article is to
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be construed as precluding informal evaluation of
teachers, in performance of their duties, by any other
means whatsoever so deemed appropriate by the admini-
stration of. the School District. Any informal evalua-
tion which is critical of the teacher shall be called
to the teacher's attention within ten school days, and
the teacher will be given the right to respond to said

informal evaluation.

In addition -to the procedure spelled out in the teacher
agreement, there is a statement requiring teacher evaluation
in the Woodbine School Board Policy Book. ‘Policy number
402.2 states:

The Board of Directors shall employ, retain, and ad-

vance only the wéll qualified professional personnel

on the staff. The administrative staff shall evaluate

in accordance with the master contract with the Wood-

bine Education Association the services of the profes-
sional personnel and shall submit such evaluation in
writing to the Superintendenf of Schools in such man-
ner and at such times as may be determined by the

Board of Directors and the Superintendent of Schools.

ADMINISTRATIVE DIRECTIVE
In addition to the written statements regarding teacher
evaluation, there is an administrative directive from the

Superintendent to the building principals that goes beyond
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the Teacher Agreement and the Board Policy. This directive
states that even though first and second year teachers are
evaluated twice each year during their first and second
year, all other teachers would be formally evaluated at
least once each year. These evaluations would be of the
same nature as all other evaluations conducted for the

first and second year teachers.

REPORT FORMS AND LOGS

The Woodbine School District uses a two page teacher
evaluation form (appendix A) to rate the teachers' perform-
ance during the designated period of time indicated on:the
form. This form is revised from another (appendix B) that
had been previously used by the district in years prior to
1983-84. The primary changes were with the standards used
to rate the teaching staff and with the phrasing and elimina-
tion of various statements.

The rating scale consists of a five category check list

that enables the evaluator to mark the teacher's performance.

as he or she perceives it. The five categories consist of:
N/A -- Not applicable/not observed
1 -- Consistently fails to perform tasks - exhibit

characteristics

2 -— Occasionally fails to perform tasks - exhibit
characteristics

3 —-— Regularly performs tasks - exhibit character-
istics
4 —-— Consistently outstanding and innovative. Pro-

vides a maximum from available resources.
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The change in the phrasing of the statements was due
to the opinion of both the teachers' organization and the
administration that several items as stated were very dif-
ficult to observe and rate. Two examples of these were
the elimination of the statements "has emotional stability"
and "has interest in total development of child as well as
mastery of subject matter". To determine if a teacher is
emotionally stable would be very difficult to document and
to defend. Most people doing the evaluating of a teacher
would be ill-prepared to determine another's emotional
state.

The instrument used in the Woodbine School District on which
to base these evaluations is an observation log (appendix
C). This one sheet form is used by the principal to write
what he/she observes in a class or whatever event the teacher
is being "observed" doing. The area of "general observations
and comments'" is filled out by the observer and a copy is

given to the teacher.

PROCEDURE USED TO EVALUATE A TEACHER

In the Woodbine district the procedure used to evaluate
any given teacher would usually follow the format identified
below.

1. The teaching staff is informed of the procedures

and standards during the first two weeks of the school

year.
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2. The principal will "visit for observation" with
the teachers being evaluated several times (2-3) dur-
ing a semester. (If the teacher is a first or second
year teacher, he/she will be evaluated two times,
once each semester.) These "visits" will consist of
a period of time from a few minutes to the entire class
(55 minutes). The principal will record what he feels
is necessary to give the teacher input about his or her per-
formance in that observed period of time. The informa-
tion recorded on the observation log is given to the
teacher and time is then scheduled to visit with the
teacher about the observation if needed or requested
by either party.
3. Several of these observations should take place be-
fore the teacher is to be formally evaluated. Some will
require the principal and the teacher to meet to discuss
areas of concern. The teacher receives copies of all
written material regarding performance with the princi-
pal and teacher each retaining a copy.
4. After the principal has acquired enough information
about the teacher's performance from the observations
and other sources, the principal can then use the teacher
evaluation form to indicate to the teacher what he/she
feels is the teacher's level of performance with regard
to the identified criteria. Other sources are identi-
fied as information acquired from students, other

teachers, other administrators, and the public. This
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"other" information is used only if some sort of docu-
mentation is available (this documentation is necessary
primarily if the information is of the negative nature).
5. The formal evaluation is given to the teacher and a
time is set for the teacher and the principal to meet
to discuss the evaluation form and the comments made on
it. The teacher and the principal have ten days to
meet and discuss after the evaluations is given.
6. Any comments that the teacher may have can be added
to the evaluation instrument to respond to any state-
ments by the principal.
7. The evaluation form is then submitted to the super-

intendent who has it put into the teacher's file.
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CHAPTER FOUR

PRESENTATION OF FINDINGS

In the chapter dealing with related literature, several
key areas were identified with regard to teacher evaluation
and the criteria to be used in evaluating tcachers. In this
chapter these areas will be identified and compared to what
the Woodbine School District is currently doing.

1.) Type of observation techniques to be used. Four
types of observation techniques were identified to aid the .evalu-
ator in observing the teacher. These were:

a.) naturalistic inquiry where the evaluator
writes down what is being done by the teacher and the
students in a narrative form.

b.) sign systems which employ a checklist of
items that are identified by research and are checked
off if observed in the classroom.

c.) category systems which is a method to help
determine sequence of an event in the classroom and
frequency of its happening.

d.) rating scales which are used when quality
judgments must be made.

In the Woodbine District naturalistic inquiry is used
in the observation phase of teacher evaluation as the prin-
cipal records what is observed on the observation log.

Sign systems and rating scales are also used on the formal

evaluation as there are areas that are indicated by research
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to be positive in the education process and some of these
are identified on the formal evaluation instrument. These
areas are then rated on the scale provided on the instruf
ment.

2.) Who is to do the evaluating? The authors in
chapter two indicated that there are three levels of evalu-
ation: a.) self-evaluation, b.) peer-evaluation, and c.)
supervisory evaluation.

In Woodbine, supervisory evaluation is the primary
method of evaluation. There would, naturally, be some form
of self and peer evaluation but not to the degree of sophis-
tication that is identified in chapter two.

3.) Who is to be evaluated and how often? The authors
in chapter two felt that the experienced teachers were not
in need of evaluation by the supervisor as often as those
teachers who were inexperienced or those viewed as not per-
forming up to district standards.

The method used in Woodbine follows much the same system
as indicated above. First and second year teachers are evalu-
ated twice a year based on several observations and experienced
teachers (beyond two years) are formally evaluated once a
year. Teachers having difficulties are evaluated as often
as deemed necessary by the administrator. This could be more
than two times a year.

4.) What is to be evaluated? The only clear answer
given by the authors in chapter two is that only performance

a teacher can control (i.e., their own behavior) should be
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evaluated, items that are indicated (by researched and suc-
cessful experiences) to be educationally sound, and per-
formance that directly relates to learning should be rated.

The Woodbine evaluation system makes a legitimate
attempt to meet the standards stated above. The items identi-
fied on the evaluation instrument are based on research by
the faculty and administration as to what is being done with
success elsewhere.

5.) Any evaluation system should be developed with
input from all parties involved. Those the authors felt
should be included were the teachers, the administrators,
the schocol board,. and the public.

The system used in the Woodbine district was originally
developed many years ago without much regard to the wishes
of all those parties mentioned above. With the advent of a
teachers organization there is now input from all the recom-
mended groups with the exception that input from the public
is limited.

6.) Is there a need for conferences between the teacher
and the principal? If was felt by many of the authors that
there is a need for a pre-conference and a post-conference.

In Woodbine there is no pre-conference before the ob-
servation. A post-conference is used if felt necessary by
the teacher or administrator to discuss the observation or
the evaluation.

7.) Are the classroom visits to be announced? Since

several of the authors in chapter two felt the need for a
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pre-conference, it is to be assumed that visits should
be announced in advance. Not all of the authors addressed
themselves to this question.
Woodbine does not specifically state what should be
done in the district with regard to this question. The
principals do however indicate to the teachers more times

than not their intentions to visit the classroom.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

SUMMARY

During the past eighteen months, school districts nation-
wide have fallen under the scrutiny of the public to a larger
degree than ever before. Questions are being asked with re-
gard to the quality of instruction, and whether or not tax-
payers get what they pay for.

This study has identified one aspect of the public's
concern, that being in the area of teacher evaluation. The
‘Woodbine School System teacher evaluation program is compared
with opinions given by authors and experts in the field of
education.

Goals and objectives are identified as a basis for the
establishment of such a teacher evaluation program. These
goals and objectives indicate that the improvement of the
instructional environment for the education of the young
should be paramount in any educational institution. The
evaluation procedure should be such that all parties con-
cerned should experience positive results of the methods
involved whenever possible. This statement is not to elimi-
nate the negative aspects of teacher evaluation with regard
to correcting what is perceived to be wrong in the school
district.

Methods are identified that the experts feel are needed
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to implement and sustain a program of teacher evaluation.
The need for documentation and interpersonal relations
between the teacher and evaluator in the process is of
great importance to the success of the program. An under-
standing of what is to be done in terms of time, place, and
what is to be observed is necessary to both evaluatee and
evaluator. A specific time frame is needed to insure that
both parties have a mutual protection from delay in imple-
menting change and progressing toward improvement.

The teacher should be evaluated only on items or areas
that he/she has control over and that are recognized as being

 pertinent to educational performance.

CONCLUSION

1.) By comparing what Woodbine does and what the
recommendétions indicate, it can be stated that Woodbine's
evaluation system does a great deal of what is recommended
by authors in the literature.

'2.) Based on the vast amount of literature, the pros-
pect of Wgodbine or any other school district meeting all
of the criteria would appear to by unnecessary and unreason-
able, if not nearly impossible. The contradiction of ideas
between the authors indicate that there is no one right way
to get the task of teacher evaluation accomplished. The
various methods and frequency of observations and evaluations

are just one example of the contradictions. What is to be
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observed and for how long is another.
3.) It can be said that Woodbine can do more to im-
prove on the job it does as indicated in the recommenda-

tions below.

RECOMMENDATJIONS

1.) There should be more active involvement on the
part of all concerned in evaluating the evaluation program
as a whole.

2.) A more specific observation log should be developed
with identified criteria listed. This would allow the eval-
uator and evaluatee to have a better undefstanding of what
is to be observed. This does not mean to eliminate the avail-
able narrative form but rather to supplement it.

3.) An attempt should be made for the administrator to
use the pre-conference before an observation to gain an under-
standing of what the teacher is trying to accomplish. This
would not be done on all observations as it is felt that to
do so would distort the overall_evaluation of the teacher by
allowing the possibility of the teacher to '"teach for the
evaluator".

4.,) The entire evaluation process should be period-
ically examined by the administration, teachers, board of
education, and the public in order to update and revise as
needed.

5.) While periodic short "visits" are necessary to
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each classroom, these visits shouldynot be the basis for
evaluating the teacher. There should be several lengthy
observations in the classroom to determine the entire con-

tent of the lesson the teacher is presenting.
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WOODBINE SCHOOLS

TEACH

TEACHER

ER EVALUATION FORM
- Page 1 -~

DATE

EXPLANATION OF STANDARDS

NA/NO - Not Applicable/Not Obwerved

1 ~ Consistently fails to perform
tasks - exhibit characteristics

2 -~ Occasionally fails to perform
tasks - exhibit characteristics

3 -~ Regularly performs tasks-
exhibits characteristics

- Consistently outstanding and
innovative. Provides a maximum
from available resources.

4

THE LEARNING SITUATION

1. Evidence of planning and prepara
Knowledge of subject matter.
Pupil control (Discipline).
MAintains an orderly environment
Evaluation of students.

Use of supplemental materials an
Explanations clear and adequate.
Conducts themself as a leader.
Instructional techniques.
Encourages student participation

COMMENTS :

NA/NO 1

tion.

d aids.




WOODBINE SCHOOLS

- Page 2 - (Teacher Evaluation Form)

PERSONAL - PROFESSIONAL QUALITIES NA/NO 1 2 3 4

1. Reliable, punctual, completes duties

promptly.
2, Personal appearancc; well groemed.

3. Exhibits enthusiasm,

4. Responds favorable to suggestions.

5. Proper use of grammar (written, oral).

6. Possesses sufficient energy.

7. Adequate voice control.

COMMENTS :

OVERALL EVALUATION NA/NO 1 2 3 4

DATE OF CONFERENCE:

Signature of Teacher ]
(Signature does not necessarily mean
agreement with the evaluation)

Signature of Observer

Note: Additional comments by evaluator and/or teacher response may be attached
if desired or necessary.
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WOODBINE SCHOOLS
TEACHER EVALUATIOH REPORT

TEACHER SUBJECT OBSERVER

DATE OF OBSERVATION DATE OF CONFERENCE

Key: S - Satisfactory 1 ~ Improvement lieeded U - Unsatisfactcry

1. Personal Qualities Comments
a. Good personal appearance - well-grocmed S I U

B. Reliable-punctual, completes duties SIU
promptly. ,

c. Has emotional stabilicy SIU

d. Possesses good health and suffigient S1U
energy

e. Voice, speech and use of English SI1vU

f. Has developed a teaching personality SIU
that commands respect

g. Exhibits enthusiasm for teaching STU

2. Ianstructional Skills
a. Has adequate knowledgze of subject matter S I U

b. Evidence of preparation SIT

¢. Does recognize and provide for indiv- SIU

idual differences.
d. Encourages and develops creative think- S I U

ing and independent study habits

e. Has interest in total development of SI1U
child as well as mastery of subject
matter

f. ©Skill in instruction and securing

wn
[
<

pupil participation
g. Uses resource and supplemental materials S I U

and teaching aids

h. Teachers explanation are clear and SIU
adequate

i. Keeps adequate records for proper pupil S I U
evaluation

3. Classroom control and management
a. Practices good housekeeping habits SIVU

b. Has developed proper teacher-pupil re- SI1U

lationship—-being fair and impartial but
vet friendly and sympathetic '
c. Has the ability to maintain a good work- 5 I U

ing environment in a classroom situation



4. ‘Professional Qualities
a. Participates in professional growth STU

activities

b. Responds favorably to suggesticns SIE¢T
for improvement

c. Has an interest in co-curricular SIGT

activities of the schools

5. Teacher-Staff Relationships
a. Has learned the art and value of SI1IU
cooperation
b. Keeps his own work in proper balance S I U
with the total school program
c. Accepts his share of building and SIU
district responsibilities

6. Teacher-Community Relationships
a. Supports and participates in parent SIVU
teacher activities

7. General Evaluation

Date Principal

8. Teacher Comments

Date Teacher
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WOODBINE COMMUNITY SCHOCLS
Observation Log

TEACHER OBSERVER

DATE

GENERAL OBSERVATIONS AND COMMFNTS

Additional Comments by Evaluator and/or Teacher response may be attached if desired
or necessary.

Signature of Teacher (Optional) Signature of Observer

Date Given to Teacher
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