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State of North Carolina
CHARLES F. CARROLL Superintendent of Public Instruction

SUPERINTENDENT z'{altigh April 5’ 1965

To The General Assembly
State of North Carolina
Raleigh, North Carolina

Greetings:

In compliance with Section 3, Chapter 1043, Session Laws of 1961, and
in behalf of the State Board of Education, I am submitting herewith a
Report on the North Carolina Teacher Merit Pay Study.

The accompanying Report relates the origin, initiation, development,
operation, and evaluation of the North Carolina experimental project, as
authorized by the 1961 General Assembly and as continued by the General
Assembly of 1963. Part One, essentially, is a composite account of the in-
dividual experiments in the three pilot centers: Gastonia, Martin County,
and Rowan County. The latter portion of this section is devoted to major
observations, findings, and conclusions--as well as recommendations. Part
Two is a detailed account of each of the experimental studies.

The worth of this experiment has been due, in large measure, to the
willingness of boards of education, superintendents, and the instructional
personnel in each of the three administrative units to pursue with determi-
nation the execution of a project which gave promise of improving classroom
instruction as well as the profession of teaching itself. The cooperative
efforts of those involved in this study have resulted in a number of ob-
servations and conclusions which should be useful as educators and laymen
continue their search for ways of improving the quality of education
throughout the State.

Educational personnel throughout the State are grateful to the

Legislatures of 1961 and 1963 for making possible this significant investi-
gation.

Respectfully yours,

> (2O

Chas. I".'. Carroll
State Superintendent of Public Instruction







Preface

The North Carolina Teacher Merit Pay Study, authorized by the 1961 General Assembly and con-
tinued by the General Assembly of 1963, was intended from its inception as an educational, ex-
perimental study. Approval of Gastonia, Martin County, and Rowan County by the State Board of
Education as experimental centers was based primarily on the demonstrated readiness and willing-
ness of these administrative units to engage in a study of this nature, The dominant character-
istic of each pilot project was the widespread desire among local educational personnel to learn
everything possible from participation in the experiment. Though teachers were not convinced in
all instances of the soundness of the concept of merit pay for teachers, they recognized the fact
that further study and experimentation were needed in this controversial area and that they, as
members of the teaching profession, should cooperate in every way possible in learning more about
this sensitive topic.

Those accountable for the cooperative planning, initiation, operation, and evaluation of the three
projects—superintendents, coordinafors, observers, members of the merit study and “work” commit-
tees, and teachers in general—accepted their responsibilities in a professional manner and pursued
them with intelligence and determination. Particular credit is due Dr. Brank Proffitt and Robert
G. Aldous, director and assistant director of the Study during its early days, for their outstand-
ing leadership and assistance in each of the experimental centers. In spite of certain obstacles
which had to be encountered in each pilot center—obstacles which likely would present themselves in
almost any center in which a major experimental project was in progress—an atmosphere for
learning was prevalent at all times. Members of the General Assembly, taxpayers in North Caro-
lina, and educators in particular have reason to appreciate the manner in which personnel in the
three pilot centers approached this experimental project in terms of discovering additional avenues
for the improvement of instruction.

The overall purpose of the Teacher Merit Pay Study was to determine to what degree it is feasi-
ble and practical to evaluate teachers in terms of potential increments for outstanding teaching.
Underlying this general purpose was the fundamental assumption that improvement in instruction
would likely accompany any determined efforts to identify superiority in teaching. Moreover, it
was hoped, and this was clearly stated in each of the three operational plans, that teacher morale
and relationships would not be disturbed as a result of participation in such an experiment. Limita-
tions of the study, definitely implied in each local plan of operation, are significant. For example,
it was never intended that pupil progress be considered in this study; nor were the opinions of
students concerning their teachers to be considered.




Much of the evidence supporting the findings, conclusions, and recommendations in this report
is subjective in nature; for this reason, reactions to various aspects of the study are frequently
contradictory. This situation was inevitable in view of the nature of the project, the personnel
involved, and the manner in which the project was initiated and executed. This very quality of
subjectivity which characterizes the report, plus the contradictory nature of many reactions, may
indeed be its major strength.

Many feel that good teaching is a relatively private performance which resists measurement; and
many more feel that it is practically impossible to devise an acceptable analytical rating procedure
for determining superior teaching. In the latter group are those who believe that in fractionating
the act of teaching its very genius is destroyed. On the other hand, there are those who are con-
vinced that the cooperative determination of standards and the cooperative approach to evaluation
can result in fairly accurate evaluations of classroom instruction. A number of forward-looking
educators believe that the single-salary schedule no longer can be taken for granted, and that new
developments likely will be forthcoming in personnel administration, especially in the area of salary
administration. In discussing “Difficulties and Obstacles Inherent in Merit Rating for Teachers,” in
The Journal of Teacher Education, June 1957, Finis E. Engleman optimistically stated, “No pro-
fessional problem is without its reasonable solution when science and judgment are fairly and freely
applied by our total membership.”

Evidence resulting from this project suggests that teachers desire to teach well and that they
want additional competent personnel to assist them in this process. There is evidence of the need
for:

o further experimentation of a controlled nature in the area of evaluating teachers

e more understanding and appreciation for the possibilities and values inherent in subjective evaluations
s continued efforts to find basic agreements relative to the art and science of teaching

e continued efforts to find satisfactory means of measuring teaching skills

Dr. Joseph M. Johnston, supervisor of curriculum development in the Department of Pablic In-
struction, served as director of the Teacher Merit Pay Study after Dr. Brank Proffitt resigned to
become superintendent of schools in Burlington, North Carolina. Dr. Vester M. Mulholland, director
of educational research in the Department of Public Instruction, prepared this report. He was as-
sisted by Mrs. Erma T. Scarlette, assistant director of the Rowan County experimental study and each
of the coordinators in the three pilot centers: G. Harold Miller, Gastonia; Furney K. James, Martin
County; and Jesse C. Carson, Jr., Rowan County.

As the findings, conclusions, and recommendations of this report are disseminated and studied,
it is hoped that many of the suggestions for improving instruction will be implemented in schools
throughout North Carolina and the Nation.

Joseph M. Johnston, Director,
Teacher Merit Pay Study

Vester M. Mulholland, Director,
Educational Research




Chronology of Significant Events Relative to the North Carolina
Experimental Program of Teacher Merit Pay

June 20, 1959
Resolution 80 of the General Assembly establishing
the Commission for the Study of Teacher Merit Pay
and Implementation of a Revised Public School Cur-
riculum was ratified.

August 1959
Governor Luther Hodges appointed the 17-member
Commission for the Study of Teacher Merit Pay and
Implementation of a Revised Public School Curricu-
lum.

September 1960
Dr. Cameron West was appointed consultant and ex-
ecutive secretary for the Commission for the Study
of Teacher Merit Pay and Implementation of a Re-
vised Public School Curriculum.

December 16, 1960
The report of the Commission for the Study of
Teacher Merit Pay and Implementation of a Revised
Publie School Curriculum was submitted to Governor
Luther Hodges.

June 19, 1961
The act authorizing the State Board of Education to
conduet an experimental program in teacher merit
pay was ratified,

July 6, 1961
The Superintendent of Public Instruction recommend-
ed, and the State Board of Education approved the
employment of Dr. Brank Proffitt, principal of the
campus laboratory school and associate professor of
education at Western Carolina College, Cullowhee,
as director of the project.

July 15, 1961
Dr. Proffitt assumed duties as director of the North
Carolina Experimental Program of Teacher Merit
Pay.

August 28-September 1, 1961
Dr. Proffitt visited Salt Lake City, Utah, Provo
School Distriet, Weber School District, and Jordan
School District to discuss with key personnel their
experiences with teacher merit pay.

September 18-20, 1961
Dr. Proffitt visited Sarasota and Orlando, Florida, to
discuss with school officials and other key personnel
their experiences with teacher merit pay.

September 25-29, 1961
Dr. Proffitt visited St. Louis, Missouri, (School Dis-
trict of the City of Ladue) to discuss the experiences
of this administrative unit in merit pay. Also, he
visited in Chicago for the purpose of discussing merit
pay with Gale Rose of the University of Chicago and
former director of the Utah School Merit Study.

October 2-5, 1961
Dr. Proffitt visited Summit, New Jersey; Hartford,
Connecticut; and Albany, New York, for the purpose
of discussing merit pay programs in the school sys-
tems of these eities.

November 17, 1961
Robert G, Aldous, former director of merit study in
Weber School District, Ogden, Utah, assumed duties
as assistant state director of Teacher Merit Pay.

"December 7, 1961
The State Board of Education adopted “Rules of Pro-
cedure and Organization for Experimental Program
of Teacher Merit Pay.”

December 20, 1961
“Handbook for Pilot Centers” was distributed to the
three prospective experimental centers,

January 4, 1962
The State Board of Education approved two adminis-
trative units as pilot centers in North Carolina’s
Experimental Program of Teacher Merit Pay: Gas-
tonia City Schools and Rowan County Schools.

March 1, 1962
The State Board of Education approved Martin
County Schools as the third pilot center in North
Carolina’s Experimental Program of Teacher Merit
Pay.

April 11-13, 1962

Dr. Proffitt and Robert Aldous attended a group con-
ference in Washington, D. C., in relation to merit pay.
This group represented school officials from several
states: Robert Stewart, Weber County School District,
Utah; Robert Andree, Rich Township High School
District, Park Forest, Illinois; Morton Ashman, Sum-
mit School District, New Jersey; Ivan Nicholas, Ladue
School District, Missouri; Ed Thorne and Paul Birch,
West Hartford School Distriet, Connecticut; H. B.
Justin, Canton School District, Connecticut; James
Stephansen, U. S. Office of Education, Washington,
D, C.

April 29-May 4, 1962
Representative Rowan County personnel, in two sep-
arate groups, visited in Ladue, Missouri, and in Can-
ton, Connecticut, to observe practices and procedures
relative to merit pay and to confer with teachers and
school officials.

May 2-5, 1962
Representative educators from the Gastonia City
Schools visited in Canton, Connecticut, to observe
practices and procedures relative to merit pay and
- to confer with teachers and school officials.

May 9-11, 1962
Representative Martin County personnel visited in
Summit, New Jersey, to observe practices and proce-
dures relative to merit pay and to confer with teach-
ers and school officials.

June 1962
Each of the pilot centers held local workshops for
the purpose of completing statements of philosophy,
objectives, criteria for classroom observation, and
local policies and procedures: 5 days in Gastonia, 5
days in Martin County, and 6 days in Rowan County.




August 1962
Martin County held a continuation workshop for two
days to complete work on philosophy, objectives,
criteria, local policies and procedures.

August 13-31, 1962
Orientation conferences for prinecipals and super-
visors who were to be classroom observers were held
in each pilot center in August, with Dr. Brank Prof-
fitt, Robert G. Aldous, and the local superintendent
assisting with the conferences.

August 30, 1962
Robert Aldous resigned as assistant director of the
North Carolina Merit Pay Program; the resignation
became effective September 24, 1962.-

September 1962

Training sessions for observers (principals and super-
visors) were continued, with emphasis on actual
observations in classrooms, note-taking, evaluations,
and conferences with teachers. These sessions were
3-4 hours in duration, in which observations were
critically discussed under the leadership of Dr. Brank
Proffitt and Robert G. Aldous.

September 1962-June 1963

Plans and procedures for ecarrying out each local
study were put into effect, with major emphasis being
placed on classroom observations, teacher-observer
conferences, and final evaluations of teachers who
volunteered for classroom observations. Dr. Proffitt
and Robert Aldous, serving as consultants, visited
each of the three pilot centers as often as possible
throughout the school year.

Observer training sessions were held in each of the
three experimental centers, with the local superin-
tendent, the state director of the Merit Pay Program,
and the assistant state director assisting with these
orientation sessions.

March 1963
A 64-page printed progress report of the Experi-
mental Program of Teacher Merit Pay was submitted
to the 1963 General Assembly.

May 21, 1963
Dr. Brank, Proffitt resigned as state director of
North Carolina’s Experimental Program of Teacher
Merit Pay; the resignation became effective June 30,
1963.

June 4, 1963
A full-day review of progress made and lessons
learned in each of the three experimental centers in
1962-63 was held in Raleigh. Local coordinators and
representative personnel from each of the pilot cen-
ters were present for this evaluation.

September 1963-June 1964
The Experimental Program of Teacher Merit Pay
was continued in the Gastonia City Schools and in
the Rowan County Schools—again with emphasis on
classroom visitations, teacher-observer conferences,
and final evaluations of teachers volunteering for
classroom observations.

September 1, 1963
Dr. Joseph M. Johnston, supervisor of Curriculum
Development in the State Department of Public In-

struetion and superintendent of the Governor's
School, was appointed director of the Teacher Merit
Pay Study.

October 22, 1963
Martin County officially withdrew from participation
in North Carolina’s Experimental Program of Teacher
Merit Pay.

January 2, 1964
Dr. Vester M. Mulholland, director of Educational
Research, State Department of Public Instruction,
was appointed to prepare the final report of the
Merit Pay Study.

January 10, 1964
Planning conference was held between Dr. Joe John-
ston and Dr. Vester M. Mulholland relative to final
report.

February 4, 1964
Planning conference was held between Dr. Vester M.
Mulholland and Dr. Brank Proffitt, former director
of the Merit Pay Study, relative to the final report.

January-June 1964
Dr. Mulholland attended meetings of local merit study
committees and meetings of observers in Gastonia
and in Rowan County; participated in their delibera-
tions; assisted with local substudies; and solicited
suggestions relative to the final report.

March 4, 1964
Conference was held with local merit study committee
and observers in Martin County relative to sugges-
tions for the final report to the 1965 General Assem-
bly.

March 13, 1964
Conference was held with Dr. Jerry Hall and Dr.
James Valsame, Division of Professional Services,
State Department of Public Instruction, concerning
certain aspects of final report,

March 25, 1964
Agreement was reached by Dr. Charles F. Carroll,
* J. E. Miller, Dr. Joseph Johnston, and Dr. Vester M.
Mulholland on tentative outline for final report.

April 1964

Attitude-opinion instrument, consisting of 180 items,
was completed by Dr. Vester M. Mulholland, with
assistance from Dr. Norman Anderson, North Caro-
lina State of the University of North Carolina. Other
consultants were Miss Macil Via, Dr. Joseph John-
ston, William Peek, Robert Gaines, Dr. James Val-
same, and Dr. Jerry Hall.

March-May 1964

Representative schools were visited in each of the
three pilot centers at which time teachers, principals,
and supervisors were given opportunity to confer
privately and voluntarily with Dr. Vester M. Mul-
holland concerning various aspects of the experi-
mental study. Opinions and attitudes of 507 individuals
were recorded in these interviews, or 44.47 percent
of all instructional personnel in these experimental
centers.

May 18, 1964
Attitude-opinion instrument was administered in each




school in the three pilot centers, according to pre-
planned, standardized directions; absentees were per-
mitted to complete instrument two days later,

June-July 1964

Copies of the attitude-opinion instrument were
analyzed for relative completeness and then given to
the Division of Statistical Services for data processing.

July 29, 1964

Conference was held at Mars Hill College concerning
anticipated contents of final report plus manner of
its presentation. Present were Superintendent of Pub-
lic Instruction Charles F. Carroll; J. E. Miller,
assistant superintendent; Dr. Woodrow Sugg, super-
intendent, Gastonia City Schools; Charles C. Erwin,
superintendent, Rowan County Schools; James C.
Manning, superintendent, Martin County Schools; Dr.
Joseph Johnston, director, Merit Pay Study; Dr.
Brank Proffitt, former director, Merit Pay Study;
William W. Peek, director, statistical services, De-
partment of Public Instruction; Robert F. Gaines,
data processing supervisor, Department of Public
Instruction; and Dr. Vester M. Mulholland, director,
Educational Research, Department of Public Instruc-
tion.

August 11, 1964

A conference was held with all local coordinators and
the one assistant coordinator (Harold Miller, Furney
James, Jesse Carson, Mrs. Erma Secarlette), Dr.
Joseph Johnston, and Dr. Vester M. Mulholland for
the purpose of further refinement of plans for the
final report.

August 14, 1964

Official approval was given detailed suggestions for
final report in a conference including Dr. Charles F.
Carroll, superintendent of Public Instruction; J. E.
Miller, assistant superintendent of Public Instruction;
Dr. Joseph Johnston, director of the experiment; and
Dr. Vester M. Mulholland, director of Educational
Research.

August 1964-February 1965

The report for the 1965 General Assembly was drafted
by Dr. Vester M. Mulholland, with special assistance
from Mrs. Erma Scarlette of Rowan County. Fre-
quent conferences were held with local coordinators in
the three pilot centers, with the local merit study
committees in Gastonia and in Rowan County, with
each of the three superintendents, and with Superin-
tendent Charles Carroll, Assistant Superintendent
J. E. Miller, and Director Joseph Johnston.

January 7, 1965

The State Board of Education tentatively approved
the report as presented by Dr. Joseph Johnston, di-
rector of the experiment, and Dr. Vester M. Mul-
holland, director of Educational Research. Board
members received duplicated copies of major findings,
conclusions, and recommendations to the 1965 General
Assembly for careful study prior to its next official
meeting.

February 4, 1965

The State Board of Education officially approved the
accompanying report and authorized its publication.
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PART TWO

includes a detailed account of each of the three experimental studies.
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Historical Overview of the Concept

Salary determination for teachers has experi-
ced three evolutionary stages in American edu-
tion: individual negotiation, position-type
nedules, and single-salary schedules. Even so,
e concept of quality-of-service recognition has
d its devotees throughout the years. In the
rly 1900’s teachers negotiated their salaries
th the superintendent of schools and/or the
ard of education, a practice consistent with
evailing salary administration procedures in
number of other fields, such as business and
lustry. The spoils system was common in the
100l personnel field; and the practice of in-
7idual negotiation of salaries, when viewed in

ecdnomic, social, and professional context,
18 not unreasonable.!

The position-type salary schedule gradually
pplanted the practice of individual negotiation.
is approach to determining salaries, that of
signing a certain pay scale to each teaching
signment, prevailed until the 1930’s and 1940’s.
iring these years, the single-salary schedule,
the preparation-experience schedule, which
8 introduced in the twenties, began to be used
such a wide scale that by 1951 the National
ucation Association reported that 96 to 98 per-
1t of all school systems in communities having
dopulation of 2,500 to 500,000 had adopted a
gle-salary schedule.?

The transition to the single-salary schedule,
sed on training and experience which provides
* no distinctions as to types of teaching posi-
n, race, or sex, was regarded as a marked
vance in the administration of teachers’ sal-
es. Positive features of such a system, accord-
" to educators, include the following:

* It is fundamentally sound, since edueation and
knowledge are intimately related to teaching skills;
and since experience, up to a certain point, should
improve teaching performance,

e It is objective in nature.

¢ It is free from personal and political pressures.

It has the general approval and support of school

personnel.

of Merit Pay For Teachers

Weaknesses of such a system, according to ed-
ucators, include the following:
e It does not recognize individual differences of teach-

ers within comparable levels of training and expe-
rience.

There is wide variation in the quality of training.

® There is wide variation in the quality of experience.

* The system is too restricted, since factors other
than training and experience are not considered.

® The system does not give sufficient encouragement
to professional growth and improvement while in
service.?
Designed to prevent abuses of personnel and
to facilitate instruction, the single-salary sched-
ule, it is generally felt, was a genuine improve-
ment over other approaches to salary determina-
tion when it was conceived, developed, and so
widely adopted.

Though these two approaches to salary ad-
ministration have dominated the American edu-
cational scene, paying teachers according to the
quality of their work and the value the com-
munity places upon their services is one of the
oldest of all practices for determining teachers’
salaries.* In the early stages of American edu-
cational history, when the curriculum was limited
to the three R’s, when pupils learned chiefly by
memorization, and when schools were the only
avowed educational agency in the community,
the results of a teacher’s efforts were easily
identified.

In the 1960 Report of the Commission for the
Study of Teacher Merit Pay and Implementa-
tion of a Revised Public School Curriculum, the
following paragraphs relative to the history of
merit rating are illuminating:

During the early days of education in the United -
States evaluation of teachers was conducted by the
town selectmen or some other governmental body. Seat-
ed at the front of the schoolroom, the members watched
the lessons, examined the copybooks, and sometimes
asked questions of the class to determine its progress.
Probably teachers had a good idea as to the sort of
questions that would be asked and drilled the youngsters
accordingly. Undoubtedly the ideas of the selectmen in
regard to the efficiency of the teacher were largely
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fixed before the visit was made because communities
were small and there was ample opportunity to judge
by firsthand observation how things were going at
school. With a very narrow curriculum and somewhat
fixed ideas as to how teaching should be conducted,
evaluation was not too difficult a process.

A later development seems to have been for the se-
lectmen or school committees to visit the school or
schools but to have the examination conducted by the
teacher. This plan permitted the teacher to keep the
examination on safe ground. Children were drilled on
the answers to certain questions until they could parrot
back the answers quickly and accurately.

By the latter part of the nineteenth century, com-
munities had become too large, curricula too expanded,
and teaching methods too complex for laymen to feel
competent to evaluate the work of the teacher. Pro-
fessional school administrators, who had become com-
mon to most school districts, inherited the task of
rating teachers.’

As a significant issue in American education,
the concept of merit pay attracted considerable
attention around the turn of the century. In 1898,
in St. Paul, Minnesota, teachers voiced strong
opposition to the idea of merit pay, even though
the press, the Chamber of Commerce, and civic
organizations were unsympathetic with their point
of view.® One of the earliest recorded systems
of merit rating of teachers was that initiated in
Newton, Massachusetts, by Superintendent Frank
E. Spaulding in 1904.7 In 1906, Baltimore adopt-
ed an involved teacher promotion plan; and in
1913 Superintendent William Davidson of Wash-
ington, D. C., signalled the beginning of the
scientific approach to merit pay in a number of
his official pronouncements.® By 1918, according
to the National Education Association, 48 per-
cent of the 309 city school systems studied, were
using merit for granting increases in connection
with their salary schedules.?

It was during the 1920’s that interest in merit
pay plans reached unprecedented heights. This
decade, it should be remembered, was marked by
great faith in the notion that practically every-
thing can be measured scientifically. A study
made by The Ohio State University in 1922 in-
dicated that 99 percent of the cities in the United
States with population over 25,000 had a system
of teacher rating in operation.!* Such systems of
teacher rating were used not only as a basis for
determining salary schedules, but also as a basis
for supervising teachers, and as a basis for dis-
missing unacceptable teachers.’' One of the most
elaborate of all the early merit plans began in
Gary, Indiana, in 1921."2 By 1928, St. Paul and
Minneapolis had merit rating salary schedules.
Other cities using merit rating in the 1920’s

included Detroit, Kansas City, St. Louis, Mil-
waukee, Philadelphia, and Pittsburg.’®

Harris also reports in the 1960 Report of the
Commission for the Study of Teacher Merit Pay
and Implementation of a Revised Public School
Curriculum that:

Most of the efforts to rate teachers by means of pupil
progress came in the 1920’s as a corollary to the testing
movement. At that time many educators believed that
they could accurately judge pupil progress by means of
standardized tests covering such subjects as reading,
arithmetic, spelling, grammar, and history. These were
given at the beginning of the year to measure status
before instruction. At the end of the year similar tests
were given, The difference in the results indicated the
gains. Some administrators assumed that teaching was
responsible for whatzver gains were made. If this as-
sumption were correct, then the efficiency of the
teacher could be judged by standardized tests. Com-
pletely disregarded were the natural abilities to learn,
the effects of incidental learning and the growth that
had taken place in some of the intangibles such as so-
cial adjustment, character, and personality.”

In this early period, teachers were usually
rated on the basis of teacher-traits through the
use of various types of rating scales, which in-
cluded lists of personal and pedagogical attributes
possessed by successful teachers. Barr, in an-
alyzing 209 of these rating scales, concluded
that ten categories could include all the attributes
that were being used in this approach to rating:
instruction, classroom management, professional
attitude, choice of subject matter, health, co-
operation, personal habits, discipline, personal
appearance, and appearance of room.®

Beginning early in the thirties and continuing
into the forties a majority of the merit pay pro-
grams were abandoned for one reason or another,
usually for one of the following reasons:

e economic conditions of the early thirties

e failure of merit programs to accomplish their avowed

purposes

e difficulty of judging the exact amount of pupil im-

provement attributable to any ome teacher in view
of the rapidly expanding curriculum

e recognition of the development of many good methods

of teaching

e awareness that the school is only one of many edu-

cational influences in the community

By 1940 approximately every good-sized school
district had instituted a single-salary plan for
all teachers, based on training and experience.

Between 1950-55 interest in merit rating was
renewed; and since then this controversial con-
cept has been widely debated and has been im-
plemented in a number of places, experimentally




or otherwise. Among the many plans which pro-

vide for additional compensation for superior

service, the following, some of which have been

abandoned, have attracted national attention:
Arlington County Public Schools, Arlington, Virginia
Canton Public Schools, Collinsville, Connecticut
Evanston Public Schools, Evanston, Illinois

Florida Education Association (67 County districts),
Tallahassee, Florida

Glencoe Public Schools, Glencoe, Illinois

Grosse Point Publie Schools, Grosse Point, Michigan
Highland Park Public Schools, Highland Park, Illinois
Ithaca Public Schools, Ithaca, New York

Ladue Public Schools, Ladue, Missouri

Newton Public Schools, Newtonville, Massachusetts
Salem Public Schools, Salem, Oregon

San Diego City Schools, San Diego, California
Sarasota Public Schools, Sarasota, Florida
Scarsdale Public Schools, Scarsdale, New York
Summit Public Schools, Summit, New Jersey

Weber County School District, Ogden, Utah

West Hartford Public Schools, West Hartford, Con-
necticut

In the latest publication of the National Edu-
cation Association relative to salary schedules
for classroom teachers, figures indicate that re-
porting school systems with enrollments of 1,200
or more provide additional compensation for
superior service in smaller and smaller percent-
ages as school systems become larger. No school
system, for example, of 100,000 or more, cur-
rently provides additional compensation for su-
perior service; and only 2.1 percent of schools
systems with populations of 50,000—99,999 cir-
rently have additional compensation for superior
service. On the other hand, 21.5 percent of school
systems whose populations range between 1,200
and 2,999 reported that they provide additional
compensation for superior service; and in the

3,000 to 5,999 bracket, 18.9 percent of reporting

schools indicated policies providing for additional
compensation.’® These figures can be misleading,
however, unless the percentages are examined
carefully in terms of the provisions under which
additional compensation for superior service may
be given. NEA statistics for the school year
1964-65 indicate percentages of reporting school
systems which provide additional compensation
for superior service according to “stated dollar
amounts,” “by acceleration but not to exceed reg-
ular maximum,” and “by board action.”” In
each of the two latter types of situations the un-
certainty of merit inerements is more than
apparent.

Historical Overview 3

Table I-NEA

_ Percent of 1964-65 Salary Schedules for
Classroom Teachers Which Provide Additional
Compensation for Superior Service, Reporting Systems
With Enrollment Of 1,200 or More

Number of By Stated By Acceleration
Systems Dollar  But Not to Exceed By Board
Enrollment Strata  Reporting Amounts Regular Maximom Action

100,000- or more 21 0 0 0
50,000-99,999 48 0 0 2.1
25,000-49,999 72 1.4 0 5.5
12,000-24,999 266 3.0 04 34

6,000-11,999 656 2.7 0.6 7.8
3,000- 5,999 970 5.4 2.5 8.5
1,200- 2,999 228 3.5 1.8 154

The NEA has estimated that 216 school
systems of 5,767 reporting, or 3.7 percent of
the total for 1964-65, have within their salary
schedule some stated dollar provision for recog-
nizing superior service beyond the ordinary maxi-
mum of the salary schedule.

In another recent survey, Evaluation of Class-
room Teaching, conducted by the National Edu-
cation Association among superintendents, prin-
cipals, and teachers “the most frequent response
for all three groups was that evaluation stimu-
lated efforts to improve instruction.” Another
major outcome of planned programs of evalua-
tion, according to respondents, “was the develop-
ment of good rapport between teachers and
administrative staff—there was more understand-
ing of what each needed.” Good evaluation
procedures, it is claimed, can uncover much out-
standing teaching that might not be noticed with-
out such a program. This tends to raise the
morale of the teaching staff. “Other desirable
outcomes noted were better administrative plan-
ning and the use of evaluation to rid the school
system of really incompetent teachers.”

The survey also indicates that administrators
and teachers recognize certain weaknesses in
programs of evaluation: Too often evaluation is
not accurate; and too often the administrative
staff is too busy to do an effective job in evalua-
ting. Principals over and over expressed the
opinion that “lack of time prevented them from
making sound evaluations of every teacher. Some
also commented on lack of communication. . .”

The survey shows that good evaluation programs can

be carried on in the public schools, but that to be ef-

fective they must be given a high priority on the list
of the administrators’ duties. This applies to the
central-office staff no less than to the principal. Time
must be allowed to plan a good program and set up
realistic criteria. After this, more time must be allowed
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to train the evaluators and to explain to each member mous amount of time that a good evaluation program
of the professional staff just what his part in evaluation takes to administer. Yet those persons working under
is. Furthermore, there must be a continuing program such a program seem to agree that it is worth the effort
of interpretation as new teachers and new administra- because of the improvements brought about in teach-
tors are added to the staff. Finally, there is the enor- ing.*®
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Policy Positions of Representative Educational
Organizations Relative To Merit Pay

In recent years the keen interest in incentive
or superior performance pay for teachers has
resulted in numerous articles, - discussions, and
debates relative to this highly controversial and
sensitive topic. Potential strengths and values of
merit pay, along with potential weaknesses and
hazards, have been assessed by school systems,
professional organizations, and theorists. Pro-
fessional literature abounds in analyses of the
general concept of merit recognition for teachers
along with appraisals of efforts to implement
merit pay in a number of administrative units
throughout the Nation. Much of the professional
writing on this topic from 1940 to the present
must be characterized as conjecture and opinion.
Although a considerable amount of the opinion
being published is in opposition to merit rating,
the values as well as the disadvantages of such
rating are being more sharply defined and ex-
amined than ever before. Agreement is practical-
ly unanimous throughout the literature on this
subject that there exists a genuine need for dis-
covering more effective means of evaluating the
performance of the classroom teacher.

National Education Association

Professional organizations representing teach-
ers, administrators, and supervisors have opposed
or looked with skepticism upon plans of incentive
or superior performance pay for teachers. The
National Education Association, for example, in
a carefully worded resolution has expressed con-
tinued opposition to evaluation and subjective
ratings. Resolution Number 11, readopted at the
1964 representative assembly states, relative to
“evaluations and subjective ratings”:

The National Education Association believes that it
is a major responsibility of the teaching profession,
as of other professions, to evaluate the quality of its
services. To enable educators to meet this responsi-
bility more effectively, the Association calls for con-
tinued research and experimentation to develop means
of objective evaluation of the performance of all pro-
fessional personmel, including identification of (1)
factors that determine professional competence; (2)

factors that determine the effectiveness of competent
professionals; (3) methods of evaluating effective
professional service; and (4) methods of recogniz-
ing effective professional service through self-realiza-
tion, personal status, and salary,

The Association further believes that use of subjective
methods of evaluating professional performance for
the purpose of setting salaries has a deleterious effect
on the educational process. Plans which require such
subjective judgments (commonly known as merit
ratings) should be avoided. American eduecation can
be better served by continued progress in developing
better means of objective evaluation.

American Federation of Teachers

For more than 30 years the American Federa-
tion of Teachers has expressed vigorous opposi-
tion to merit ratings. In a resolution adopted at
the convention of 1958 and since then unchanged,
the AFT declared:

Whereas, there is a growing tendency on the part of
school boards to include “merit rating” factors in de-
termining a teacher’s salary, and whereas rating plans
are, of necessity, based on subjective judgment into
which personalities and pressures are certain to enter,
and whereas “merit rating” weakens teacher tenure,
threatens academic freedom, and places the teacher
in the impotent position of bargaining individually
with administration, and whereas “merit rating”
plans create a false salary maximum which few teach-
ers will ever attain, and whereas “merit rating” has
failed to measure and improve the quality of instruc-
tion in the classroom, and whereas “merit rating” has
greatly damaged the morale of teaching personnel,
and whereas “merit rating” adversely affects the
professional relationship between teachers and ad-
ministrators, be it resolved that the AFT oppose the
use of “merit rating” in all salary schedules; and be
it further resolved that the AFT support the principle
of a single salary schedule based on training and
experience; and be it.finally resolved that the AFT
vigorously condemn all plans which base teachers’
salaries on “merit rating.” *

American Association of School
Administrators, NEA

The official policy of the American Association
of School Administrators, adopted in 1958, has
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remained the same since then. The policy states:
The Association believes that teachers should be paid
what they are worth. The science of teacher evalua-
tion, however, has not yet developed a sufficiently
valid instrument or procedures which justifies general
adoption of salary schedules based on individual merit
ratings. The Association strongly urges accelerated
systematic experimentation in teacher evaluation to
the end that professional pay can be attached to pro-
fessional rating of merit.

The Association cautions those in the profession who
adamantly oppose such experiments lest they place
the supposed interests of the profession above those
of the public. We also caution those lay groups who
use a concept of merit pay as subterfuge by which
they oppose paying any teacher what he is worth.’?

Nevertheless, a number of superintendents of
the AASA, members of the New York State
Council of City and Village School Superintend-
ents, in 1960 endorsed merit pay for teachers,
and declared that superintendents cannot avoid
the issue if the public wants it.*

Department of Elementary School
Principals, NEA

In 1957 the Department of Elementary School
Principals adopted a resolution concerning merit
rating, which since then has remained unchanged.
The statement follows:

Merit Rating—The Department of Elementary School
Principals, NEA, believes that evaluation for the im-
provement of teaching is an obligation of school
personnel and requires professional preparation and
competence. Evaluation is necessary in selective re-
cruitment, appointment to teaching positions, deter-
mination of tenure, and the continued development of
professional skills, There is at this time, however,
insufficient evidence that merit rating of teachers for
determination of salaries will contribute significantly
to the development of a competent staff. Therefore,
the Department cannot recommend its use until better
methods of rating are developed.

We strongly urge continued research and experimen-
tation to develop effective uses of evaluation for the
improvement of professional competence. We further
recommend that principals and their staffs continue
to work cooperatively in their efforts to evaluate and
to improve the instructional program.®

Department of Classroom Teachers, NEA

In its 1963-64 platform the Department of
Classroom Teachers of the NEA adopted two
statements pertaining to evaluation and merit
rating. One is entitled “Evaluation and Rating”;
the other, “Teacher Evaluation and Merit

Rating.” These statements follow:

Evaluation and Rating—The Department believes
that any evaluation of teaching should be based upon

all educational factors including types of community,
building facilities, administrative practices, and class-
room procedures, and that evaluation of teaching
should be used as a constructive measure during the
probationary period. The Department further believes
that no just system of rating teachers and adminis-
trators for the purpose of salary scheduling has yet
been found, and that this practice tends to destroy
the friendly relationship which should exist between
teachers and administrators.

Teacher Evaluation and Merit Rating—The Depart-
ment maintains that evaluation of teaching for the
improvement of instruction is a major responsibility
of the teaching profession. It regards the improve-
ment of instruction as the major purpose of evaluation
of teacher competence and holds that such evaluation
will be effective only when done as a cooperative en-
deavor by all concerned. The Department believes that
evaluation should be based primarily upon perform-
ance of the teaching task in relation to the specified
teaching situation in which the task is performed. It
maintains that evaluation must be continuous and
must be based upon all educational factors including
type of community, building facilities, and adminis-
trative practices as well as classroom procedures.

The Department recognizes that a great need exists
for developing an understanding of evaluation and its
many ramifications. It therefore recommends that a
staff member of the National Education Association
who is an expert in the field of evaluation be assigned
responsibility for the coordination, guidance and di-
rection of activities in the area of evaluation.

The Department maintains that experience shows
that relating evaluation to salaries, commonly called
merit rating, destroys professional relationships and
morale; creates strife and discord among teachers;
impedes the cooperative improvement of education by
teachers, supervisors, and administrators; and leads
to deterioration in the quality of education of children.
The Department, while supporting all efforts to im-
prove evaluation, vigorously opposes merit rating as
a basis for determining salaries.

The Department feels that a need exists for teachers,
administrators, and school boards to find a common
understanding of the critical issues of evaluation and
merit rating. It expresses satisfaction with its co-
operative study with the American Association of
School Administrators and the National School Boards
Association and directs its officers to continue the
present working relationship to achieve a joint state-
ment on evaluation.’

The North Carolina Education Association

Over the years, the North Carolina Education
Association has committed itself to a policy of
encouraging all legitimate, well-conceived efforts
toward the improvement of instruction. Though
the NCEA has never endorsed merit rating as
a satisfactory approach to improving instruction,
neither has it assumed indifference toward con-




o

S ———

B S

R S L T

tinued exploration of its possibilities. Instead,
by keeping an open mind and by encouraging
experimentation and research at all levels in
worthwhile efforts to improve teaching, the
NCEA has assumed its service to teachérs would
be of more value than by issuing dogmatic pro-
clamations on controversial, educational topies.
From its platform the following overall state-
ment makes clear this policy:

The Association believes that one of its major respon-
sibilities lies in improving the .quality of instruection
provided for the children in the public school. To that
end, it will support in the Local Unit, on the State
Level, and at the National Level all forward-looking
efforts to improve the education of teachers and the
standards of the teaching profession.

Specifically, on March 4, 1961, the Board of
Directors of the NCEA adopted the following
policy statement on rating and testing:

The members of the North Carolina Education Asso-
ciation wish to affirm their confidence and faith in the
education provided the young people of our State.
We wish, however, to state our belief that it is incum-
bent upon the teaching profession, as with all pro-
fessions, to evaluate the quality of its services.

Quality education can be enhanced through the judi-
cious use of tests and other objective devices applied
at the proper time in the training of teaching candi-
dates and as a condition of entrance into the profes-
sion. Further experimentation is required to improve
present testing materials and to devise new and better
evaluative techniques. We accept the challenge and
pledge our know-how and resources to the develop-
ment of better means of evaluation.

We believe that the use of subjective methods of
evaluating teaching performance for the purpose of
setting salaries has a deleterious effect on the edu-
cational process because of its effect on teacher
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morale. Plans requiring such subjective judgments
should be avoided.

The members of the North Carolina Education Asso-
ciation further believe that an improved quality of
teaching can best be achieved by the setting of proper
standards for entrance into the profession, by the
development of more uniform programs of teacher-
preparation, and by the establishment of adequate
programs of in-service training and supervision.

The teacher-training institutions should continue their
efforts to find a common basis for screening candidates
for teaching. They should continue to work coopera-
tively with professional services committees from the
organized profession in efforts to establish a basic
core program for the education of teachers. They
should econtinue efforts to find a common ground for
evaluation of both the effectiveness of the training
program and the competencies of individual candidates
for teaching. Improved quality in education can only
result from a program in which quality candidates
train in a quality situation.

We further believe that an adequate salary schedule
will encourage a sufficient number of able students to
seek entrance into the profession and to remain.

School systems should be encouraged to maintain and
strengthen the quality of the present educational
efforts through improved methods and approaches to
in-service training and supervision.

The maintenance and improvement of excellence in
teaching, upon which rests quality in education, is a
many-sided problem requiring attack on many fronts.
We believe that the implementation of the above-
stated policies will result in the quality educational
effort so earnestly sought by our citizens.

The North Carolina Teachers Association

The North Carolina Teachers Association at
no time has taken official action by way of
resolution or policy statement relative to merit
pay for teachers.
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Strengths and Weaknesses of Merit Rating
As Viewed By Representative Writers

Strengths and Values of Merit Rating

Potential strengths and values of merit rating,
as frequently analyzed in recent literature, in-
clude the following:

+ The concept of merit pay for teachers is
not only sound but logical.

. Teachers should be paid what they are
worth: merit pay programs provide greater
rewards for greater service. There is mo
greater inequality in the area of education
than that of the equal treatment of un-
equals. Present pay scales, for the most part,
perpetuate inequality: Without provisions
for performance recognition the teaching
profession continually risks the loss of high-
ly competent, well-motivated people and at
the same time fails to encourage first-rate
performance standards. Merit pay means
better pay for more teachers.

« Superior teachers can be identified and effec-
tive teaching can be measured, even though
subjectivity cannot be eliminated in the
evaluation process.

+ Planning and executing a merit rating pro-
gram provides opportunities for unifying
teachers as, democratically and cooperative-
ly, goals are set, criteria for superior teach-
ing are developed, and as evaluations of the
program are undertaken. Such highly pro-
fessional activities tend to focus attention
on important values in teaching, tend to
raise the sights of teachers, and tend to
clarify purposes and objectives. Such ex-
periences afford teachers an excellent quality
of in-service training.

. Merit pay programs make provisions for
formalizing and bringing consistency to the
task of appraising teachers, a task which,
for many years, has been accepted as the
responsibility of every school administrative
unit. Teachers are already rated by students,

supervisors, principals, parents, and fellow
teachers. There is no reason why they should
oppose or fear rating nor any sound reason
why they should not be rated for merit in-
crements.

Merit-rating programs demand outstanding
administrative and supervisory personnel.
Competent principals and supervisors can
make teacher ratings with relatively few
inequalities.

Merit rating schemes provide for added in-
centive and guidance in efforts to improve
the quality of instruction. A good teacher
gets satisfaction in knowing that he will be
recognized and rewarded financially for do-
ing a superior job. Merit pay programs give
teachers a goal for which to strive and tend
to help them do their best. As a result, the
general level of education throughout the
schools is raised.

Rating, interpreted as evaluation, has possi-
bilities of improving teacher-priucipal and
teacher-supervisor relationships.

Teachers more nearly approach their capaci-
ty as intelligent, creative, dedicated individ-
uals when they are made to feel that they
are being adequately rewarded. Present ap-
proaches to determining teacher salaries en-
courage, for the most part, mediocrity in
teaching and give security to the “barely
satisfactory” and “poor” teachers without
challenging the potentially “average,” “above
average,” or “superior” teachers.

The public is interested in receiving divi-
dends for money spent. It is willing, for
example, to pay professional salaries to
superior teachers; on the other hand, it is
unwilling to pay incompetent teachers the
same salaries as superior teachers. Merit
salary programs, with emphasis on remun-
eration according to worth, will help the
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public become more willing to sﬁpport higher
salaries. Salary tied to service almost always
wins public acceptance,

The total fabric of American life is one of
healthy competitive endeavor, with the high-
er rewards going to those who excel. In-
dustry, in many instances, has used merit
incentive with good results. Why can educa-
tion not bring this same businesslike ap-
proach to the administration of teacher sal-
aries?

Merit rating programs will tend to draw and
hold superior teachers in the profession,
since by mnature such programs place a
premium on intelligence, effort, opportunity
for advancement, pride in one’s work and
in one’s profession. As a career, classroom
teaching assumes added attractiveness when
provisions are available for recognizing
ability, quality performance, effort, and
efficiency.

Merit rating programs have experienced
varying degrees of success in recent years.
Cannot educators learn from the successes
and partial successes of other programs as
they seek to find more equitable ways of
paying teachers what they are worth??
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professional standards, emphasis on in-serv-
ice programs of improvement, more effective
approaches to recruitment, and emphasis on
improved salary schedules would result in
better instruction than adoption of a merit-
pay program,

Merit rating is not a substitute for adequate
facilities, good working conditions, decent
salaries for all teachers, faculty team work,
and effective supervisory services, When
teaching conditions are excellent, when teach-
ers are well selected, and when an effective
in-service program is in operation, merit
rating is superfluous,

Merit-rating plans tend to create problems
in teacher relationships or morale—problems
related to jealousy, fear, favoritism, tension,
undesirable competition, and insecurity.
Merit programs tend to develop devisive and
competitive attitudes rather than coopera-
tive attitudes among teachers; for this
reason, such programs are psychologically
disintegrative.

Psychologically, merit rating tends to create
undesirable relationships between teachers
and their evaluators. The rating of one per-
son by another tends to create a superior-

inferior relationship, a situation which is
destructive to good teaching morale. Equal
treatment is better than arbitrary treatment.

Weaknesses and Hazards of Merit Rating

| Potential weaknesses and hazards of merit
] rating, as emphasized in recent literature include

the following: + Programs of merit rating tend to discourage

creativity in teaching. Instead, a premium is

* Merit rating ultimately depends on subjec- placed on conformity and rigid adherence

tive judgments. No valid or reliable instru-
ment has yet been developed for measuring
teacher effectiveness or the total growth of
students, which involves acceptance of re-
sponsibility, growth in values, ability to
think, development of understanding, the in-
stilling of proper attitudes and moral stand-
ards, understanding of self, and other in-
tangibles.

Teaching is an art as well as a science and
is too complex to be evaluated objectively.
Thus far, it has been impossible to measure
teacher competence accurately because of the
human qualities in evaluators. Excellence in
teaching resists measurement.

It is more important that the general level
of teaching be raised than that a few teach-
ers be rewarded financially. Development of

to stereotyped criteria. Conformity, it is felt,
is the enemy of academic freedom.

Merit rating is generally condemned by
teachers as individuals and by their profes-
sional organizations throughout the Nation.
Conceived and practiced for the most part by
nonteaching groups, merit-rating plans are
felt by teachers in general to be imposed and
consequently of no benefit in improving edu-
cation.

Emphasis on rating precludes effective su-
pervisory assistance on the part of evalua-
tors, who, according to teachers, should help
them in improving instruction. The specter
of rating tied to salary disturbs the friendly
and frank relations which should exist be-
tween teachers and their professional co-
horts.
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+ Merit rating places teachers in a competitive

position for salary increments, whereas, edu-
cation should be regarded as cooperative proc-
ess rather than a competitive one. Coopera-
tive activities are often sacrificed by teachers
competing for favorable ratings. This often
results in ostentatious teaching rather than
professional teaching. In turn, the student
is likely to be exploited. Apple-polishing and
merit rating go hand in hand.

Wage-incentive plans in industry are highly
controversial and many major industries do
not use them. In fact, industry’s success with
merit incentives, for the most part, has been
in terms of quantity not quality. Teachers
do not produce a product which lends itself
to accurate measurement. Industry, except
in saleswork, has largely given up merit in-
centives and is adopting in-service training
and placing emphasis on better working con-
ditions to get better production.

Merit rating has questionable incentive value
for professional teachers. Under a rating
system, teachers constantly live in an atmos-
phere of limitation. Fear and insecurity tend
to result in servility and submissiveness.

The best guarantee of improving the quality
of teaching is to be found in developing a
professional climate in which continued
growth in creativity and cooperativeness
among teachers is guaranteed.

Merit programs too frequently presuppose
that all improvement comes through changes
made in teachers.

The time required on the part of principals
and supervisors for making ratings is not
warranted in terms of results.

Programs of merit rating demand larger ad-
ministrative, supervisory, and clerical staffs.

References
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Young teachers are often denied the privilege -
of being rated for merit increments, thereby
discouraging potential teacher candidates
from entering the profession,

Budget-making becomes considerably more
complicated in situations in which merit
rating prevails.

In an administrative unit in which a system
of rating prevails, parents will resent their
children being taught by any other than
teachers who are rated superior.

Merit-rating programs force teachers to
work longer and under greater strain than
is otherwise the case; already their hours
are long enough and the strains too great.

Over a period of time, practically all pro-
grams of merit pay have proved unsuccess-
ful. Almost all communities, within a rela-
tively short time, abandon merit-salary plans.
More research is necessary and greater suc-
cess must be observed before merit rating,
in practice, can be accepted.

Merit rating will neither hold competent
teachers nor attract prospective teachers. A
sound, satisfactory salary schedule will in-
terest competent, capable young men and
women in choosing teaching as a lifetime
career; while at the same time such a sched-
ule will permit experienced teachers to per-
form their services in an atmosphere of
dignity and personal satisfaction.

Merit rating is punitive philosophically not
only because it penalizes a majority while
“rewarding” a minority, but also because it
is retributional.

Merit rating is oppressive politically, because
the persons who are directly affected by it
are not the ones who originate it, put it
into operation, and administer it.2
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In recent years three separate legislative bills
have been passed authorizing studies and investi-
gations to determine the feasibility as well as the
possibility of instituting a program of merit
rating of teachers for salary purposes, based
upon the specific abilities of individual teachers.

Commission on Merit Rating of Teachers, 1945

The first of these three studies was authorized
March 13, 1945, when the General Assembly
approved a joint resolution (No. 22) providing
for the appointment of a commission to study
and report upon the payment of teachers, based
upon the ability of the individual teacher.® The
Commission on merit rating of teachers was com-
posed of the following seven individuals:

John W. Umstead, Jr., Chairman, Chapel Hill, North
Carolina

Insurance executive and member of the House of
Representatives

James E. Hillman, Secretary, Raleigh, North Carolina
Director, Division of Professional Services
State Department of Public Instruction

Mrs. Inez B. Hinnant, Wilmington, North Carolina
Classroom teacher, New Hanover County

Carl W. McCartha, Greensboro, North Carolina
Assistant head, Department of Education
Woman’s College of the University of North Carolina

A. M. Proctor, Durham, North Carolina
Professor of Education, Department of Education
Duke University

Junius H. Rose, Greenville, North Carolina
Superintendent of Greenville City Schools and Director
of Training Schools, East Carolina Teachers College

J. Carlyle Rutledge, Kannapolis, North Carolina
Lawyer and member of the House of Representatives®

Members of the Commission were to serve with-
out compensation and were to report their find-
ings to the 1947 General Assembly.

The Commission prosecuted its study through
use of the following procedures:

North Carolina’s Early Interest
in Teacher Merit Pay

e an examination and study of all known and available
literature related to this topic

o a study of present practices in merit rating

s utilization of the services of experts or of specialists
such as Dr. A. S. Barr of the faculty of the University
of Wisconsin; Dr. W. A. McCall of the faculty of
Teachers College, Columbia University; and members
of the staff of the State Department of Public In-
struction

e the holding of meetings and conferences with appro-
priate committees from the white and Negro teacher
associations of North Carolina

discussion by members of the Commission with or-
ganized school groups, such as county and distriet
meetings of the North Carolina Education Associa-
tion, Schoolmasters Clubs, Kappa Delta Pi and Delta
Kappa Gamma groups, the North Carolina Associa-
tion of College Teachers of Education, and others

e frequent meetings of the Commission itself®

Deliberations and findings of the Commission
were reported in a bulletin printed by the Depart-
ment of Public Instruction, Report of the Com-
mission on Merit Rating of Teachers, from which
the above information was taken, and which was
done in six parts:

e Organization and Procedures of the Commission

¢ Basic Definitions and Guiding Principles

e The Evaluation of Teachers in Relation to Salary
Schedules ;

» The Commission’s Recommendations

¢ The Improvement of Instruction, A Major Need

s Factors Conditioning the Effectiveness of Instruction

The Commission reported that after an ex-
tensive survey of current practices both as to
procedures in merit ratings of teachers and the
application of such ratings to salary schedules
that it had been unable to find an instrument for
measuring teaching efficiency which can be ac-
cepted as valid for determining salaries. The
Commission expressed belief that such a device
might be constructed, but that “the means nor
the time to construct such an instrument” were
available during its period of study. The Com-
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mission, therefore, recommended that an experi-
mental program, scientifically devised and care-
fully controlled, be instituted as a means of de-
termining whether fundamental changes were
needed relative to the current basis of rating
teachers for salary purposes.* The report stated
further, at this point:

It is hoped that growing out of the experimentation
there might be developed a system of merit rating
which would be reflected in the salary schedule and
which would recognize the principle of individual differ-
ences in teachers and in their ability to teach.

State Education Commission, 1947,
and the McCall Study

Upon recommendation of the Governor, the
1947 General Assembly accepted the recommenda-
tions of the Commission on Merit Rating of
Teachers, its Advisory Committee of 34 members,
and its three consultants, appropriated funds
(later supplemented by a private grant from the
Knapp Foundation) to finance the research, and
authorized the Governor to appoint the State
Education Commission to supervise the proposed
study.® The Commission was appointed with the
following officers:

R. Grady Rankin, Chairman

Jule B. Warren, Vice-Chairman

Mrs. R. S. Ferguson, Secretary

W. H. Plemmons, Executive Secretary

Other members were:
W. Dudley Bagley
Arthur E. Brown
C. S. Bunn
Carlyle Campbell
M. C. Campbell

Charles F. Carroll
Bertha Cooper
James J. Harris, Jr.
Clarence Heer
Brandon P. Hodges
H. W. Kendall

Edwin Pate

J. C. Scarborough

Richard G. Stockton

John W. Umstead”

Four public school systems—Asheville, Guilford
County, High Point, and Greensboro—were in-
vited to participate in the investigation, with
85 sixth grades in these systems being the centers
of special effort. Sixty supervisors and college
education professors administered the elaborate
battery of initial and final tests which were given
in all cities and counties of the State. Dr. William
A. McCall, professor of education, Columbia Uni-
versity, directed the research for this project,
the results of which were published by the State
Department of Public Instruction in a brochure,
entitled, Measurement of Teacher Merit, famil-
arly known as the McCall Report.

The first year of the study was devoted to de-
veloping details of the research plan, securing
the agreement of all concerned on these details,
and in conducting a pilot study to check on tests
and procedures. At the very beginning of the
study, Dr. McCall warned the State Education
Commission that the pilot study might disclose
that the science of education had not yet ad-
vanced far enough to permit a satisfactory study
of such a complex matter as the merit of a
teacher.®

The general plan of research, according to
McCall, was “to measure comprehensively the
growth produced in each class by the teacher of
that class, to weight the elements of the growth
according to importance, to secure as a single
composite figure for all the growths made by each
class, to correct this weighted crude growth for
the capacity of the class to grow for differences
in class size if the latter appeared to influence
growth, and then to correlate a large number of
measures of the teachers’ traits with this purified
criterion of each teacher’s worth as a teacher.” ?

The critical research was conducted in the Guil-
ford County schools and in two nearby -cities,
Greenshoro and High Point. The teachers used
as subjects in the research were all sixth-grade
teachers. Tests were given students to register
both progress and retrogression. All initial meas-
ures were made during a single week in late
September and the final measures were secured
in a single week during the following mid-May.
These tests dealt with abilities, attitudes, be-
haviors, and the like; and were so fundamental
that it was not easily possible to teach to the
tests without generally educating the whole
child.®

The tests were administered by supervisors of
North Carolina schools and professors for the
teachers’ colleges in the State. Seventy-three
teachers and 2,164 students participated in this
study.1t

The initial tests and the final tests were graded
and mean scores of each class were recorded.
The purpose was to give the director of the study
the amount of growth that the teacher produced
in the general mental ability of the class. Deduc-
tions which Dr. McCall drew for the study were
these:

* The simple, inexpensive rating by superiors lacked
sufficient validity to justify its adoption.

® The method of measuring teachers’ merit by measur-
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ing the growth each teacher produced in his pupils
is workable and ecan be extended to all grades. But
the trouble and expense involved make the systematic
use of such a method unwise.

e The findings of this study show that a battery of the
measures used in this research could be assembled
that would be muech more valid than the State’s exist-
ing system of measuring merit by training and ex-
perience; but that the expense and complexity of
such a battery make its use prohibitive for all
teachers.”

McCall reported that “a very simple and inex-
pensive measure was followed which is more
valid than the existing system, namely, the rating
by the teacher’s pupils. But the propriety of
having teacher’s salaries determined by the
opinion of their pupils is so questionable on other
grounds that the director does not recommend
its general adoption for allocating salaries.” 13

In conclusion, McCall stated:

This research failed to find any system of measuring
teacher merit which the writer is willing to recommend
be adopted as a basis for paying the salaries of all
teachers. This study did establish that the existing sys-
tem is of little value if salaries should be paid on merit,
and the system of merit rating by official superiors
which the State was considering for adoption is of no
value.*

Finally, he cited several positive findings, one
of which is revealed in the following statement:

Of far greater importance than how teachers should
be paid is how we can make teachers better teachers. It
is in this area that the research has made its greatest
contribution, and in doing so has indicated one promis-
ing approach to a salary formula.

The most valuable discoveries of this research are the
characteristics which differentiate good teachers from
poor teachers. This permits us to paint a partial picture
of the ideal teacher, thereby making possible guidance
of the proper young persons into teaching, selection of
candidates for training, diagnosis of deficiencies in
trainees, revision of the program of teacher training
in college and in service, and guidance in developing
additional instruments for measuring progress toward
the valid goal of all training . . . If all colleges and
universities which train teachers in the State will aceept
the responsibility for making their curricula functional
and their marks and measures valid and will conduct
additional research to this end, then the writer recom-
mends, pending the discovery of a satisfactory formula,
that the salaries of young teachers coming into service
be based solely on training. Thereafter, experience may
be dropped from the salary formula, since those with
the most experience, if they are professionally alert,
will have the most training—and training that makes
them better teachers. The wvalid cumulative record for
each teacher will show how far that teacher has pro-
gressed toward the ideal teacher and thus will ulti-
mately provide a valid basis for paying salaries accord-
ing to merit.™
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MeCall also recommended that pupils be given
an opportunity at the end of each school year to
give a confidential rating of their teachers, since
research in this particular study indicated that
a substantial gain in teacher efficiency could be
secured by this simple device.!®

Establishment of the Commission for the Study
Of Teacher Merit Pay and Implementation
Of a Revised Public School Curriculum, 1959

Legislative interest in the merit rating of teach-
ers was again in evidence in 1959, when the
General Assembly adopted Resolution 80, “pro-
viding for the appointment of a commission to
report upon the pay of public school teachers
based upon the ability of the individual teach-
er . ..” The Commission for the Study of Teach-
er Merit Pay and Implementation of a Revised
Public School Curriculum was established through
this Resolution, which was ratified June 20, 1959.

Section 1 of this Resolution provided for a
commission ‘“to consist of not more than seven-
teen members including the Superintendent of
Public Instruction, the Chairman of the North
Carolina Board of Education, five members rep-
resenting the North Carolina General Assembly,
five members representing the school profession,
and five members representing the public . .. .”

Membership of Commission

In August 1959, Governor Luther H. Hodges
appointed the 17-member Commission, with
Charles F. Carroll, State Superintendent of Pub-
lic Instruction, and Dallas Herring, Chairman
of the State Board of Education, as ex-officio
members. Members of the Commission included
the following:

Representing the Legislature
Representative W. C. Harris, Jr., Raleigh, Chairman
Representative Frank W. Patterson, Jr., Albemarle
Representative Edward H. Wilson, Blanche
Senator Elbert S. Peel, Jr., Williamston
Senator Garland S. Garriss, Troy

Representing the School Profession

Mrs., Hazel Cartright, Chapel Hill
Demint F. Walker, Edenton, N. C.
C. Reid Ross, Fayetteville

G. T. Proffit, Lillington

J. L. Cashwell, Albemarle

Representing the Public
Mrs. Frank Blakeney Meacham, Roanoke Rapids
Joseph S. Moye, Greenville
S. Tom Proctor, Fuquay Springs
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E. E. Boyer, Statesville

Prince A. Simmonds, Winston-Salem
In September 1960, the Commission appointed
Dr. Cameron West, academic dean of Pfeiffer
College, Misenheimer, to serve as a consultant
and as executive secretary.

Highlights of Commission’s Report
To Governor Luther Hodges

On December 16, 1960, Chairman Harris trans-
mitted his report to Governor Luther Hodges,
who, in turn, submitted it to the 1961 General
Assembly. In that portion of the report pertain-
ing to teacher merit pay emphasis is placed on
the following topics:

* Previous Study of Merit Rating in North Carolina

® History of Merit Rating

® Definition of Merit Rating and Merit Salary Schedule
¢ Findings

* Conclusions and Recommendations

“All deliberations (of the Commission) were
founded upon the belief that no rating merit
plan should be attempted nor would it be suc-
cessful without first establishing a basic salary
schedule for beginning and experienced teachers
which would attract and retain in sufficient num-
bers enough quality teachers to assure an ade-
quate supply for any demand the future may
bring.” Among the findings of the Commission,
the following are significant:

* Though merit rating is no substitute for intelligent
professional leadership, it is a complementing factor
to preservice preparation, in-service training, an
atmosphere conducive to learning, and provision of
teaching facilities and materials.

¢ There is much sentiment throughout the country
against merit rating, with much of the eriticism cen-
tering around three major areas of concern: wide
differences in definitions of good teaching; the meas-
uring instrument itself; and evaluators and the merit
evaluation process.

* There is significant evidence that differences in teach-
ing ability may be identified, though there is no
single validated instrument acceptable to the entire
teaching profession.

¢ Measurable achievement change in students is but
one possible factor among many in measuring rela-
tive teaching ability or success and far from being
an acceptable basis in itself.

® Criteria of superior teaching, acceptable to teachers
and school patrons, should be cooperatively developed
at the local level.

e Evaluators must be highly skilled in the proceés of
evaluation.

* Experience has shown that the morale factor is sig-
nificant in any overall program of merit pay.

¢ Evidence suggests that merit rating is not a money
saving device nor one which will serve to keep taxes
down in itself. If merit is rewarded financially, based
upon a fair salary for all teachers, then extra funds
will be necessary. Otherwise merit rating becomes
so only in name and will not survive.

e Merit rating will require additional administrative

staff and will demand that the principal return to a

supervisory role, which should inevitably lead to

better teaching.

Merit rating in teaching is comparable to merit rating

in industry only in a limited number of particulars.

® The Commission found that merit plans have been
adopted in a number of school systems since 1946,

Conclusions and Recommendations in the
Commission’s Report

Conclusions and recommendations of the Com-
mission’s report follow:

CONCLUSIONS AND RECOMMENDATIONS

1. Merit rating should be based on a salary schedule capable of
attracting and holding qualified individuals in numbers sufficient to
meet the d ds for teach

It is recommended that a basic salary schedule competitive within
the region be established.

2. Merit rating should be accompanied by a vigorous and positive
plan to improve the preparation of teachers in both (a) the pre-service
level and (b) in-service.

It is recommended that the Board of Higher Education and/or State
Board of Education continue efforts to improve the pre-service prep-
aration of teachers; and further, that the State Board of Education
set high standards for teacher certification in academic subjects, not
overlooking the ity for ad te pre-service professional training
culminating in a strong student teaching experience; and further that
the State Board of Education establish a broad program of in-service
training for the teachers in the several academic subject felds.

3. The principle of paying teachers according to quality of per-
formance is sound. In addition the factors of preparation and experi-
ence should be considered in the over-all salary schedule. As the

of teacher eval has not developed a completely acceptable
instrument upon which to adopt a general system of merit rating, the
Commission feels that systematic experimentation in merit rating
should be instituted.

In all of the experimental and permanent plans studied by the
Commission the necessity for a plan tailored to the individual
system, either local district or state-wide, is plainly seen. The in-
t and 1 agr t of teachers, administrators, and
school patrons is inevitable for suecess. It should also be stated that
the Commission believes that not less than four years should be spent
in this experimentation; one year in planning and implementation
and three years for investigation and validation.

It is recommended that a program be established for the next two
bienni This experi tal program would award merit salary
allowances above maxima which are reached through the factors of
training and experience. The plan for super-maximum pay should be
aimed directly at determining the level of teaching ability and per-
formance for experienced teachers and rewarding those found to be
definitely superior.

'
volv

4. Realizing that the recommended program involves an expenditure
of funds, the C issi ds an appropriation to make pos-
sible r dati Numbh One and the inservice program part of
Number Two. In addition a sum of $350,000 should be appropriated for
an experimental program of superior service recognition in two or
more selected school districts of North Carolina along with funds for
necessary ex to administer the study and program for a total
of four years. Of this total an amount of §$150,000 would be necessary
for 1961-63 and an additional $200,000 for 1963-65.

The Resolution making possible the study of
this topic follows:
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RESOLUTION NO. 80—A JOINT RESOLUTION PROVIDING FOR

THE APPOINTMENT OF A COMMISSION TO RFPORT UPON THE
PAY OF PUBLIC SCHOOL TEACHERS BASED UPON THE ABILITY

OF THE INDIVIDUAL TEACHER, AND TO STUDY AND REPORT
MEANS OF IMPLEMENTING CURRICULUM STUDIES IN THE
PUBLIC SCHOOLS

WHEREAS, the present salary schedule for teachers in the public
schools of North Carolina does not take into account the individual
ability and the value of the services rendered by the individual teacher
and the work done by the individual teacher in the public schools of
the State; and

WHEREAS, it is desirable to have an incentive for teachers to
excel in their profession and encourage the best endeavors of the
teacher to improve their teaching eapacity; and

WHEREAS, it is in the interest of the public schools of the State
that the merit of an individual teacher be recognized and awarded by
salaries based upon individual teaching ability in addition to minimum
standard salary; and

WHEREAS, intensive curriculum studies are now being made, the
findings of which will need implementation in order that the school
children of North Carolina may benefit from the findings and receive
maximum education; and

WHEREAS, there is widespread disagreement among eduecators,
legislators and taxpayers as to the feasibility and needs of a merit
system for teachers, and a change in the public school curriculum,
the elimination of which would improve public relations: and

WHEREAS, the rapid increasze in school population and demand for
additional revenue makes it necessary that we derive the maximum
benefit from our teaching effort and financial expenditures: and

WHEREAS, the continuing better education of our youth is a fun-
damental and continuing necessity for the welfare of our citizens;

Now, therefore, be it resolved by the Senate, the House of Repre-
sentatives concurring:

Section 1. The Governor is hereby authorized and empowered to
appoint & commission to be known as the North Carolina Commission
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for the Study of Teacher Merit Pay and Implementation of a Revised
Public School Curriculum to consist of not more than seventeen mem-
bers including the Superintendent of Public Instruction, the Chairman
of the North Carolina Board of Education, five members representing
the North Carolina General Assembly, five members representing the
school profession and five members representing the public, The Gov-
ernor shall designate one of the members as Chairman.

Section 2. It shall be the duty of the Commission to study any and
all problems involved in teacher merit pay, and the implementation
of a revised public school curriculum, to the end that our publie school
system may be strengthened and the public relations improved. The
Commission shall fully investigate and report their findings as to the
methods by which the compensation of teachers in the public schools
of the State may be based upon merit and the individual capacity and
ability of the respective teachers, to the end that such capacity and
ability may be recognized, and compensation provided therefor in
addition to the minimum standard salaries.

Section 3. The Commission shall work with and in consultation with
the State Board of Education, or its representatives, in conducting its
studies.

Section 4. The Commission shall be authorized to employ an executive
secretary and such other assistants as it, from time to time, with the
approval of the Governor, finds necessary. The salaries of the executive
secretary and all other assistants employed by the Commission shall
be fixed by the Commission with the approval of the Governor and
shall be paid, together with all other necessary and proper expenses of
the Commission, from the Contingency and Emergency Fund.

Section 5. The Commission shall make its report to the Governor
of North Carclina on or before December 1, 1960, and the Governor
shall transmit said report to the 1961 North Carolina General Assembly.
Members of the Commission shall receive the same per diem and travel
allowances as the allowed officers and employees of the State while in
the performance of their duties, said pay and expenses to be paid from
the Contingency and Emergency Fund.

Section 6. This Resolution shall be in full force and effect from and
after its adoption.
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Authorization by 1961 General Assembly

As a result of the report of the Harris Com-
mission, which recommended “systematic experi-
mentation in merit rating,” the 1961 Genera] As-
sembly passed an act authorizing the State Board
of Education to establish. an experimental or
pilot program of merit pay for teachers under
the general supervision of the State Superintend-
ent of Public Instruction. To support the pro-
gram, the General Assembly appropriated the
sum of $200,000 for the 1961-63 biennium. Of
this amount, the sum of $40,000 was made avail-
able to the Department of Public Instruction for
each year of the biennium to defray the costs
of organizing and administering the program,
and the sum of $120,000 was made available to
the State Board of Education to be used during
the second year of the project as incentive com-
pensation for recognized merit in teaching. Other
significant provisions in this act, which was rati-
fied June 19, 1961, include the following :

* The State Superintendent of Public Instruction shall
formulate and prepare reasonable rules and regula-
tions for the administration and development of the
experimental or pilot program, such rules and regu-
lations to become effective upon approval by the
State Board of Education.

* The first school year (1961-62) shall be devoted to
the formulation and development of the plans, regu-
lations, procedures, instruments of measurement, and
administrative machinery for conducting the experi-
‘mental program.

® The second school year (1962-63) shall be devoted to
the application and actual administration of the
plans, standards, and eriteria for an experimental
program of teacher merit pay in two or more publie
school administrative units approved for participation
in the program.

e The State Board of Education, through the State
Superintendent of Public Instruction, shall prepare
and submit a progress report to the General Assembly
of 1963, and a final report of findings, together with
recommendations as to the future of the program, to
the General Assembly of 1965.

Provisions of the Authorizing Legislation

The entire act (Chapter 1043, Session Laws
of 1961) is reproduced below:

Chapter 1043, Sessions Laws of 1961

CHAPTER 1043, SESSION LAWS OF 1961

A BILL TO BE ENTITLED AN ACT TO AUTHORIZE THE STATE
BOARD OF EDUCATION TO CONDUCT AN EXPERIMENT OR
PILOT PROGRAM IN TWO OR MORE SCHOOL ADMINISTRATIVE
UNITS BASED UPON MERIT PAY FOR TEACHERS WHO EXCEL

-IN THEIR PROFESSION AND TO APPROPRIATE FUNDS FOR

THE EXPENSES OF THE PROGRAM.

WHEREAS, the present salary plan or schedule for teachers in the
public schools of North Carolina does not recognize adequately in-
dividual quality, attainments, ability, value of services rendered, and
professional work plished by the individual teacher; and

WHEREAS, it is desirable to have an incentive for public school
teachers who excel in their profession and to stimulate, encourage and
inspire such teachers to make their best endeavors in the fleld of
public education and to improve their teaching competence, proficiency,
skill and capacity ; and

WHEREAS, a Commission for the study of teacher merit pay was
authorized by Resolution 80 of the General Assembly of 1959, and said
Commission made an extensive and thorough investigation and study
of the subject of merit pay for teachers and has filed its report, and -
among other things said Commission recommended as follows:

*“The principle of paying teachers according to quality of performance
is sound. In addition the factors of preparation and experience should
be considered in the over-all salary schedule. As the science of teacher
evaluation has not developed a completely ptable instr t upon
which to adopt a general system of merit rating, the Commission
feels that systematic experimentation in merit rating should be in-
stituted.” and

WHEREAS, the State of North Carolina should now authorize an
experimental program for the purpose of determining the validity of
such standards and criteria, as may be developed in the evaluation of
teachers for merit pay purposes: NOW THEREFORE,

The General Assembly of North Carolina do enact:

Section 1. There shall be organized and established by the State
Board of Education, and administered under the general supervision
of the State Superintendent of Public Instruction an experimental or
pilot program for the purpose of developing, formulating and ad-
ministering a teachers’ merit pay plan or system. The program shall
be administered by the State Superintendent of Public Instruction who
shall formulate and prepare reasonable rules and regulations for the
administration and development of said experimental or pilot program
and said rules and regulations shall become effective upon approval
by the State Board of Education. The program shall extend for a
period of two school years, beginning with the school year of 1961-62
and extending through the school year 1962-§3. The first school year
(1961-62) shall be devoted to the formulation and devel t of the
plans, regulations, procedures, instruments of measurement, and ad-
ministrative machinery for conducting the experimental or pilot
program. During the first school year, as above set forth, there shall
be devised or prepared as near as possible, suitable factors, standards
or criteria of an experimental nature, for the evaluation of the in-
dividual quality, attainments, ability value of services rendered, work

lished, and professional pet of teachers for purposes of a
merit pay plan or salary system.

Section 2. The second school year shall be devoted to the application
and actual administration of the plans, standards and eriteria de-
veloped for an experimental evaluation of a teachers’ merit pay plan.
The funds appropriated and made available to the State Board of
Eduecation shall be used, during said second school year, for the benefit
of the experimental or pilot program in the form of incentive com-
pensation for recognized merit in teaching as demonstrated by full-
time teaching personnel in two or more publie school administrative
units approved for participation in said experimental or pilot pro-
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gram. The extent, application and number of participants in the pro-
gram shall be in the judgment and discretion of the State Superin-
tendent of Public Instruction with the approval of the State Board
of Education.

Section 3. The State Board of Education, through the State Super-
intendent of Public Instruction shall prepare and submit a progress:
report to the General Assembly of 1963, and a final report of findings,
together with recommendations as to the future of the program, to the
General Assembly of 1965.

Section 4. There is hereby appropriated and made available to the
Department of Public Instruction the sum of $40,000.00 for each fiscal
year of the biennium of 1961-63, to be used for the employment of
personnel, and for defraying necessary office and travel expenses in-
eurred in the formulation of instruments of measurement and the
administration of this Act.

Selection of Director

Following ratification of the act authorizing the
North Carolina Teacher Merit Pay Study, June
19, 1961, the State Superintendent of Public In-
struction sought to find a director for the pro-
gram. According to the Progress Report of the
project to the 1963 General Assembly:

At the regular meeting of the State Board of Educa-
tion on July 6, 1961, the State Superintendent recom-
mended, and the State Board of Education approved,
the employment of Dr. Brank Proffitt, principal of the
campus laboratory school and associate professor of
education at Western Carolina College, Cullowhee, as
director of the project. Dr. Proffitt reported for duty
in this assignment on July 15, 1961, and began imme-
diately to build up a file of information and to explore
the best approaches to carrying out the legislative in-
tent. Office space became available on August 1, 1961,
and an office was established at 102 Brown Rogers Office
Building, 115 Hillsboro Street, Raleigh.

Employment of an Assistant Director

Early in November 1961, Robert G. Aldous,
director of the teacher merit pay program of the
Weber County School system, Ogden, Utah, was
employed as assistant director of the North Caro-
lina Teacher Merit Pay Study. He assumed duties
November 17, 1961.

Learning From the Experience of Others

As the basis for making decisions and de-
termining actions on the soundest information
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Section 5. There is hereby appropriated and made available to the
State Board of Education the sum of $120,000.00 to be used during the
second year of the project as incentive compensation for recognized
merit in teaching as required by this Act.

Section 6. All laws and clauses of laws in conflict with this Act are
hereby repealed.

Section 7. This Act shall be in full force and effect from and after
its ratification.

In the rules of procedure and organization,
adopted by the State Board of Education, the
total project is designated as the North Carolina
Teacher Merit Pay Study.

Organizing the Experimental
Program at the State Level

available, the director immediately began to build
an up-to-date file of information on merit pay
for teachers. The Progress Report states:

Particular effort was directed toward securing copies
of official reports relative to going programs in other
places and articles or statements prepared by persons
who had had experience with such programs. Written
materials dealing with the pros and cons of merit pay
and those concerned primarily with exploring the theo-
retical or academic aspects of the concept of merit pay
for teachers, were likewise noted as sources for refer-
ence or secured as additions to the file of information.

In order to be as well informed as possible on
how best to begin an experimental program which
would be soundly conceived in terms of educa-
tional values and in terms of the authorized
legislation, the director also made plans for a
series of out-of-State trips to visit several merit
programs then in operation. These visits were
made between August 28, 1961 and October 5,
1961. According to the Progress Report:

The State of Utah was visited first because of its state-
supported Utah School Merit Study. While in Utah,
the director conferred with state officials and members
of the Utah School Merit Committee; also, he made
visits to the Weber, Provo, and Jordan school distriets,
discussing merit pay programs with school administra-
tive officials and, in the case of the Weber district
where an actual program was in operation, examining
their criteria, evaluative procedures, and administrative
arrangements for handling the program. Subsequent
trips were made by the director to school systems in
Sarasota and Orange counties in Florida; Ladue, Mis-
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souri; Summit, New Jersey; and West Hartford, Con-
necticut.

In all of the school systems visited, the director found
a willingness to share information and an attitude of
complete cooperation. To the extent that his schedule
would permit, he was given complete freedom to visit
individual schools and talk with principals and teachers.
In conjunction with the trip to Ladue, he stopped at the
University of Chicago for a conversation with Mr. Gale
Rose, former director of the Utah School Merit Study.
Likewise, in conjunction with the wvisit to West Hart-
ford, the director stopped in Albany for conversations
with the New York Commissioner of Education, Dr.
James E. Allen, Jr., and members of his research staff,
followed by a wvisit to the headquarters of the New
York State Teachers Association and conversations
with Dr. Arvid J. Burke, Director of Studies, and Miss
Blanche Waterman, Research Associate.

These visits proved to be invaluable as the
director sought to learn from the experiences of
others. As a matter of professional information
as well as sound public relations, progress re-
ports on initial phases of the Experimental Study
were made to the State Board of Education at
its regular monthly meetings and to the State
Department of Public Instruction at its scheduled
meetings. Dr. Proffitt emphasized in his progress
reports the following conclusions, based upon the
literature concerning merit pay and based upon
first-hand information from visits to certain
schools in the Nation in which merit pay pro-
grams were in operation:

¢ Programs of merit pay which seemed to have been

successful appeared to be those in which teachers
themselves had had a considerable part in the plan-
ning and development stages. Generally, these pro-
grams had started out in an atmosphere of coopera-
tion and good will, even though there had sometimes
been honest skepticism on the part of teachers. Once
the programs were put into operation, every attempt
was made to handle them in a way to retain the re-

- spect and confidence of teachers. On the other hand,

programs of merit pay which had been hastily con-
trived, arbitrarily imposed upon teachers, and intro-
duced in an atmosphere of antagonism and distrust,
almost always failed.

¢ Any merit pay program, in order to have a chance of

successful operation, would have to begin and con-
tinue on a plane of high ethical standards, objec-
tivity, and fairness. Personal bias, partisanship, and
any form of prejudice, of necessity, would have to be
kept out of any merit program which was to have
respect and function effectively.

¢ Evaluation of teaching performance should be based
on factors which have clear relevance to the teacher’s
responsibility.

Rules of Procedure and Organization

In accordance with the special legislation
authorizing the project and in light of the study

and travel done by the director, rules of procedure
and organization were drafted and presented to
State Board of Education at its December 1961
meeting. This statement of rules of procedure
and organization designated the total project as
“The North Carolina Teacher Merit Pay Study,”
frequently referred to as the North Carolina Ex-
perimental Program of Teacher Merit Pay, and
posed the following questions to “clarify the
purpose of the study and serve as continuing
objectives’ :

« Is it desirable to identify and recognize su-
perior performance in teaching?

» Can criteria and procedures be formulated
and employed to evaluate levels of per-
formance?

» Can evaluation of performance in teaching
be related to salaries with beneficial results?

In addition, this statement of rules of pro-
cedure and organization set forth the method of
selecting pilot centers for the experimental pro-
gram and the organizational patterns and pro-
cedures to be followed in carrying on the pro-
gram.

Upon recommendation of the State Superintendent of
Public Instruction this statement was adopted by the
State Board of Education on December 7, 1961 “as the
basis for administering the experimental study and
pilot program in teacher evaluation and merit pay.”

The complete statement relative to rules and

procedures follows:

Rules of Procedure and Organization
For Experimental Program of Teacher
Merit Pay

RULES OF PROCEDURE AND ORGANIZATION FOR
EXPERIMENTAL PROGRAM OF TEACHER MERIT PAY

(Adopted by the State Board of Education on D ber 7, 1961)

The following rules of pr and organi are formulated
as the basis for administering the experimental study and pilot pro-
gram in teacher evaluation and merit pay, as set forth by the special
act of the 1961 General Assembly.

Stafl

The state staff shall be composed of a director, an assistant director,
a secretary, and such consultants as shall be needed in temporary
assignments.

Purpose of the Study

The purpose of the Study shall be to establish, administer, and
evaluate an experimental teacher evaluation and merit pay program, in
two or more local school administrative units serving as pilot centers,
in accordance with a special act of the 1961 Legislature. The following
questions should clarify the purpose of the Study and serve as con-
tinuing objectives of the North Carolina Teacher Merit Pay Study:

1. Is it desirable to identify and recognize superior performance in

teaching 7

2. Can criteria and procedures be formulated and employed to

evaluate levels of performanece?

3. Can evaluation of performance in teaching be related to salaries

with beneficial results?

Selection of Pilot Centers
Local administrative units shall be selected as pilot centers for this
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experimental program in terms of their interest in ‘the program and
their demonstrated readiness to earry on meaningful study. The follow-
ing preliminary steps will be necessary in assessing this readiness:

1. On request of the local unit superintendent, State Merit Study
officials will meet with local unit school officials and instructional
personnel to explain the nature of the Study and determine the
extent of the local unit’s interest in participating in it.

2. After such a meeting has been held, if the local unit has
sufficient interest in the Study, the superintendent shall recom-
mend and the county or city Board of Education shall adopt an
o. cial resolution, pvoperly entered in the minutes of the loecal
Board of Education, requesting the State Superintendent of
Public Instruction to inelude the local unit in the State Merit
Study.

3. Along with this request for inclusion of the local administrative
unit in the State Merit Study, the ‘local superintendent shall
furnish to the director of the State Merit Study (1) a carefully
prepared statement as to why the local unit wants to enter into
the Study and (2) reasonable evidence that principals, teachers,
and other instructional personnel in the administrative unit are
willing to participate in it.

4. Final selection of pilot centers shall be made upon recommenda-
tion of the State Superintendent of Public Instruction and ap-
proval of the State Board of Education.

Loeal Merit Study Committee

In each county or city administrative unit selected as a pilot center
for the experimental merit program, the superintendent shall be re-
sponsible for constituting a Local Merit Study Committee composed
of teachers and administrators, with classroom teachers making up a
majority. This Merit Study Committee shall be large enough to be
representative of the instructional and administrative personnel of the
administrative unit but small enough to be a deliberative body. The
function of the Local Merit Study Committee shall be first to formulate
a statement of philosophy and objectives, and then to develop and
adopt criteria and procedures to be used in a pilot program of
evaluating teacher performance and relating it to salary. A continuing
function of the Merit Study Committee shall be to evaluate the opera-
tion of the merit program after it is initiated and recommend revisions
when needed.
Advisory Council on Merit Study

To give unity of purpose to the pilot centers and to provide an
opportunity for sharing information, an Advisory Council on Merit
Study shall be constituted after the pilot centers are selected and
Loeal Merit Study Committees are established. The membership of this
Advisory Council shall be made up of representatives from each of
the pilot centers and such other lay and professional school people as
the State Superintendent of Public Instruction may designate.
Consultant and Other Help for Local Merit Study Committees

The director and assistant director of the State Merit Study shall be
available as consultants on a continuing basis for Local Merit Study
Committees. Other consultant help may be made available by the State
Merit Study officials in specific cases of need. Materials and literature
relating to merit programs shall be collected in the offices of the
State Merit Study and made available to local leaders in the pilot cen-
ters. Contacts shall be maintained by the State Merit Study with local
and state school officials throughout the nation, who have had useful
experience with merit programs.
Loeal Discretion in Pilot Centers

It will be the intent of the State Merit Study to encourage local
diseretion and initiative in the pilot centers, to the end that criteria
and procedures are in line with local resources and patterns of work-
ing together. All pilot programs should make use of available research
findings concerning evaluation of teaching and the experience which
other states and local school systems have had in formulating and
carrying on merit salary programs. Specific approaches in the different
pilot centers need not be the same, but over-all objectives should be
educationally sound and in line with the legislation creating this
experimental Study. Basic conditions for operating a sound teacher
evaluation and merit pay program should grow out of the efforts of the
Local Merit Study Committee.

Systematic Evaluation Must Be Provided for in Pilot Programs

The Local Merit Study Committee shall formulate adequate eriteria
and procedures to be used in a careful, systematic evaluation of teach-
ing. The extent of the experimental program in each pilot center will
depend on local interests and capabilities. State help will be available
in training evaluators. Individual personnel folders shall be maintained
for all teachers who are evaluated for merit increments. These folders
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shall be kept strictly confidential and available only to the persons
having responsibility for the evaluative process. A part of this process
shall be a conference or conferences between the evaluator and the
teacher who is being evaluated. Such conference or conferences should
be scheduled reasonably soon after the teacher has been observed in
the actual teaching situation.
Merit Salary Increments

Merit salary inecrements shall be provided from state funds for
teachers who qualify for such increments in approved experimental
programs. These increments shall be available after systematic evalua-
ticns have been made during the entire 1962-1963 school year. The
allocation of state funds to pilot centers for merit salary increments
shall be on a ratio basis, related to the annual allocation of state
funds to these units for instructional salaries. Regardless of the
amount of money available, evaluations should be made in terms of
the criteria, procedures, and values of the experimental program,
avoiding the danger of tailoring evaluations to the amount of money
available.

The following regulations shall govern allocation of state funds for

merit salary inerements:

1. Administrative units which become pilot centers must maintain
existing salary levels, including local supplements; in other words,
state merit increments cannot be substituted for local effort.

2. Merit increments must be the same in all pilot centers, so that
one school system is not furnished a salary advantage over an-
other by the state (the amount will be determined by state
officials after pilot centers are functioning and a consensus of
thinking is reached).

3. The process of evaluation in the experimental program must be
PP 1 for ad v and effectiveness by the director of the
State Merit Study.

Local Units May Go Beyond State Program

Local pilot centers may go beyond the state effort in Merit Study,
if interest and resources are sufficient to motivate and sustain a larger
effort. In such areas as related research, in-service help for teachers,
use of outside consultant help, visits of Local Merit Study Committee
leaders to school systems where merit programs have been in effect, and
additional merit increments if such are justified, the local pilot center
has opportunity to broaden its effort beyond what state funds will
support.
Reports from the Pilot Centers

The Merit Study Committee in each pilot center will be expected
to make a comprehensive progress report to this director of the State
Merit Study by the opening of the 1963 General Assembly and at the
end of each school year covered by the Study. Special information
may be requested from Local Merit Study Committees from time to
time, as need for such information arises.

Handbook for Pilot Centers

During the fall of 1961 the director of the
North Carolina Teacher Merit Pay Study and
the assistant director prepared a 25-page mimeo-
graphed bulletin, entitled Handbook for Pilot
Centers, which included the following items, in
addition to a useful introduction:

e Qutline of Procedures for Pilot Centers
Guidelines for Merit Study in North Carolina
Selected, Annotated Bibliography
e Rules of Procedure and Organization
s Special Act of the 1961 General Assembly

This Handbook for Pilot Centers was ready for
distribution on December 20, 1961.

No single effort of the director and assistant
director, according to testimony in the three pilot
centers, proved to be more useful than the publi-
cation of this brochure. The thirteen guidelines
included in the publication are a composite of
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the thinking of many people; and, according to
the director, this fact in itself would justify their
consideration. “It would be unfruitful labor for
local merit study committees to learn by trial and
error those things which are fairly well accepted
already by people who are well-grounded through
experience and study in this merit question.”
The guidelines, without their elaborations, are
as follows:

1. It is obvious that a merit program cannot be sepa-

rated from the context of overall personnel admin-
istration in the school system.

2. The purpose of a merit program is to improve
instruction.

3. A merit program will cost more money.

4. There is no one merit plan which is clearly superior
to all others.

5. Morale among school personnel is a complex of
many factors and is not necessarily a product of
salary programming.

6. It is of utmost importance that any merit program
be based on high ethical standards and a well-
developed sense of objectivity.

7. The extent to which qualitative elements in teach-

ing can be identified, recognized, and rewarded is
ultimately dependent on expert professional judg-
ment.

8. More and more, teachers are insisting that evalua-
tion be based on the teacher’s performance at
school.

9. Teachers are judging criteria for evaluation more
critically, as interest in merit programs grows,
questioning whether such ecriteria emphasize the
highly significant often hard-to-evaluate elements
in teaching, rather than the superficial, easily
observable, less important aspects.

10. Research in the field of education must rely on the
social sciences for its techniques and procedures.

11. Much study needs to be given to the desirability and
feasibility of further job differentiation in teaching.

12. In a merit salary program, merit increments should
be sufficiently large to furnish a real incentive and
to justify a careful, systematic evaluative process.

13. There is no reason to jump to the conclusion that
teachers will not accept any kind of merit program;
on the contrary, it is evident that teachers are
likely to be reasonable in their attitudes about such
a program if it has been soundly conceived and
procedures well defined.

Initiating the Merit Pay Study at the Local Level

Selection of Pilot Centers

According to Rules of Procedure and Organiza-
tion . . ., “local administrative units shall be se-
lected as pilot centers for this experimental pro-
gram in terms of their interest in the program
and their demonstrated readiness to carry on
meaningful study.” This readiness was to be de-
termined on the basis of four requirements de-
scribed in Rules of Procedure and Organization.
On January 4, 1962, State Superintendent Charles
F. Carroll recommended to the State Board of
Education that the Gastonia City Schools adminis-
trative unit and the Rowan County Schools ad-
ministrative unit be selected as two of the pilot
centers in the experimental merit pay study. This
recommendation was approved. Similarly, on
March 1, 1962, the Superintendent of Public In-
struction recommended to the State Board of Ed-
ucation that the Martin County School adminis-

trative unit be selected for participation as a
pilot center, and the Board approved.

The Gastonia City administrative unit and the
Rowan County administrative unit continued to
participate in the experimental study throughout
its duration; but the Martin County administra-
tive unit, because of intensified racial tensions in
the community, withdrew from active participa-
tion October 22, 1963. (See Part Two for the
official letter from Superintendent James Man-
ning of Martin County to State Superintendent
Charles F. Carroll concerning the necessity for
withdrawal.)

Responsibilities of Superintendents

Responsibilities assigned to superintendents in
the cooperating units for initiating the local study
were outlined in the Handbook for Pilot Centers,
and include the following:
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e Select a local coordinator for the Study.

* Constitute a local merit study committee which will
develop a statement of the philosophy and objectives
of the Study, decide procedures and criteria to be
used in the evaluative process, and be responsible
for a continuing evaluation of the Study, including
recommendations for revisions of philosophy, pro-
cedures, and criteria as needed.

e Qrient all personnel as to the purposes of the Study,
the philosophy that will govern the Study, and the
proposed procedures and criteria which will be used.

Appointment of Coordinators for Pilot Centers

Local superintendents appointed the following
coordinators for the three pilot studies: Harold
Miller, Gastonia; Furney K. James, Martin Coun-
ty; and Jesse L. Carson, Jr., Rowan County.

Harold Miller had previously been a director of
instruction; Furney K. James, a guidance direc-
tor; and Jesse C. Carson, Jr., an assistant super-
intendent.

In each of the pilot centers the coordinator di-
rected the local study and also served as chairman
of the local merit study committee. The State Di-
rector and Assistant Director served as consul-
tants to each of the experimental centers on a
continuing basis during their association with the
project.

Formulation of Local Merit Study Committees

The Handbook for Pilot Centers includes a list
of major responsibilities assigned to local merit
study committees for which superintendents had
the obligation of establishing. Committee respon-
sibilities suggested in the Handbook follow:

* Devise or adopt techniques for surveying teacher atti-
tudes and morale before the Study begins and at
regular intervals during the Study.

* Develop a statement of the philosophy and objectives
of the Study.

* Develop or adopt a set of criteria which can be used
as a basis for evaluating teacher performance.

* Develop or adopt a systematic method for describing
teacher performance and recording data in individual
Personnel folders.

¢ Determine specifically who will do the observing, re-
cording of data, maintaining and keeping custody of
personnel folders, and final evaluating of perform-
ance.

* Determine priority factors to be recognized in schedul-
ing initial evaluations.

* Provide the means through which the criteria and
procedures can be continuously evaluated and revi-
sion undertaken if necessary.

* Study the relationship between the merit program

and ethics which should characterize the teaching
profession.
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e Set up in the very beginning an adequate system of
records on the work of the local merit study com-
mittee.

® Feel free to call on State Merit Study officials for

help at any time.

In cooperation with the three local coordinators,
superintendents in the authorized pilot centers
helped to constitute local merit study commit-
tees, according to recommendations in the Hand-
book.

Gastonia

In Gastonia, a local merit study committee with
21 members was organized. Each school in the
system was represented on this committee—as
well as the Industrial Education Center in 1962-
63. Membership included 13 teachers, 5 principals,
2 supervisors, plus the coordinator, who was ap-
pointed chairman by the Superintendent.

This local merit study committee met weekly
in open discussion sessions with a continuing
agenda, for more than two hours at each session,
from January 25, 1962 through May 31, 1962
trying to develop an operational plan for the Gas-
tonia experimental study. Between meetings, in-
dividual committee members, in addition to having
“homework” to do, interpreted the work of the
committee to colleagues in their respective schools
and solicited comments and suggestions. These
comments and suggestions were brought back to
committee meetings and given full consideration
as the committee sought to devise a functional
and meaningful plan for the local study. From
June 18 through June 25 almost all members of
the committee participated in a full week’s work-
shop designed to refine and complete Gastonia’s
initial plan.

Continuously, from the first deliberations of
the committee, members studied and were guided
by the experiences of many other school systems
in which merit pay programs have been in opera-
tion. The primary aim of the committee was to
develop an operational program through which
superior teaching performance might be identified
and rewarded and through which good working
relationships might be maintained.

With only three changes, the committee con-
tinued to function during the two years in which
the local plan was being implemented, 1962-63
and 1963-64, and was especially active during cer-
tain approaches to evaluation, which were carried
on during the spring of 1964. The committee is
currently operating, though less actively than
heretofore, in further evaluation and analysis of
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the experiment in terms of long-range improve-
ments in the Gastonia School system.

Martin County

In Martin County, original deliberations rela-
tive to planning the local experimental study were
carried on through two work committees, one
composed of 18 white educators and the other
composed of 21 Negro educators. After these work
committees had explored basic issues concerning
the projected study, a central merit study commit-
tee was formed, composed of 9 white and 9 Negro
educators, plus the coordinator. This central com-
mittee was composed of : 2 supervisors, 6 elemen-
tary teachers, 8 high school teachers, 2 special
education teachers, and 1 coordinator, experimen-
tal study.

The local merit study committee met daily after
the close of school in June 1962 for one week and
again for three days in September, prior to the
opening of school, for the purpose of rewriting,
editing, and otherwise refining the organizational
materials in order that they might be ready for
county-wide discussion, possible modification, and
ultimate adoption early in the fall of 1962.
Througout these deliberations, Dr. Brank Prof-
fitt and Robert G. Aldous, director and assistant
director, respectively, of the Merit Pay Study,
served as consultants to the Martin County per-
sonnel.

Meetings of the merit study committee were
held, as needed, during 1962-63, and were charac-
terized by enthusiasm and determination to gain
the most possible from participation in the ex-
perimental project. Emphasis was placed on small
group meetings within the larger committee and
on efforts to involve as many non-committee
teachers as possible in the development of various
phases of the program.

The infeasibility of Martin County’s participa-
tion in the experimental study in 1963-64 pre-
cluded the active continuation of the local merit
study committee, except when called into special
sessions to assist in the final evaluation of the
total program.

Rowan County

After the Rowan County school system became
a pilot center in the North Carolina Experimental
Program of Teacher Merit Pay, teachers in each
school were invited to select a representative to

serve on study groups which would carry on
preliminary discussions and bring together contri-
butions from school personnel throughout the
County. Schools with more than 20 teachers were
invited to select two representatives for these
study groups. Every teacher in the County was
invited to contribute ideas and suggestions for the
formulation of an overall philosophy, for the de-
velopmont of criteria which were to be used in
evaluating classroom performance, and for the de-
termination of operational procedures. Though
Negro and white personnel worked separately
during the initial discussions, as had been cus-
tomary over the years, the groups later merged
for their deliberations and found this experience
“quite productive.”

In the second phase of the Rowan County study,
a 16-member local merit study committee was
appointed from the membership of the two orig-
inal work groups. This central steering commit-
tee undertook the necessary work of consolidat-
ing, revising, and editing the work of the original
study groups and bringing out of their efforts an
actual plan for beginning an experimental project
in merit pay for teachers, In Rowan County this
16-member committee was composed of 14 teach-
ers, 1 principal, and 1 assistant superintendent-
coordinator. During the following year, 1963-64,
the local merit committee was enlarged to 22, with
12 of its members having served on the 1962-63
committee. It was during this year that super-
visors were added to the committee, whose over-
all membership included: 13 teachers, 4 super-
visors, 3 principals, 1 assistant superintendent-
coordinator, and 1 assistant coordinator.

In harmony with procedures developed at the
State level and published in the Handbook for
Pilot Centers, the local merit study committee
met regularly, usually on a weekly basis, from
two to three hours per session, trying to develop
a functional plan for the Rowan experimental
study. Between meetings, it was intended that in-
dividual committee members interpret the work
of the central committee to colleagues in their
respective schools (all schools were not, however,
represented on the merit study committee for fear
of having an unwieldy number) and solicit sug-
gestions for the effcctive operation of the study.
These suggestions were brought back to commit-
tee meetings and given full consideration by the
total committee as it sought to devise a fune-
tional and meaningful plan for the local experi-
mental study. in the early summer of 1962, seven




AT e — ot

B EIEEE————

consecutive meetings of the local merit committee
were held with Dr. Brank Proffitt and/or Robert
G. Aldous, director and assistant director, respec-
tively, of the Experimental Program of Merit Pay,
for the purpose of refining and completing
Rowan's initial plan.

Throughout all deliberations of the local com-
mittee, members studied the plans and procedures
of other school systems in which merit pay pro-
grams had been attempted or were at the moment
in progress. The chief function of the committee,
as was continually emphasized, was to develop an
operational program through which superior
teaching performance might be identified and re-
warded and through which good working relation-
ships might be maintained. Fundamental in the
thinking of all committee members was the hope
that such an experimental study would bring
about improved instruction.

With four replacements and eight additional
members, the enlarged 1963-64 merit committee
continued to function; and was especially active
during certain approaches to evaluation which
were carried on during the spring of 1964. The
committee continues to function in 1964-65 in
further evaluating and analyzing the experiment
and its substudies in terms of long-range improve-
ments in the Rowan administrative unit.

Orientation of Personnel Concerning the
Purposes of the Study

In addition to appointing coordinators in the
three pilot center and assisting with the initiation
of local merit study committees, superintendents
had the obligation of orienting all personnel with-
in their respective administrative units relative to
the purposes of the study. This responsibility was
taken seriously, and in each of the three pilot
centers efforts were made to acquaint all teachers
with purposes and possibilities of the study.

Gastonia

Orientation relative to the purposes of the
study took place as explorations relative to par-
ticipation in the study were under way. Follow-
ing conversations between Superintendent of
Publie Instruction Charles F. Carroll and Gas-
tonia Superintendent of Schools Woodrow B.
Sugg concerning Gastonia’s possible participation
in the experimental study, Dr. Sugg discussed
the matter with personnel of the central admin-
istrative offices, among whom he found genuine
interest in the experiment. After this Superin-
tendent Sugg discussed the possibility of Gas-
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tonia’s participation in the study with all of the
publiec school principals, in two closed and con-
fidential conferences.

Armed with preliminary information relative
to the proposed study and with enthusiasm and
willingness for participating in it, Gastonia prin-
cipals then discussed the possibilities of such a
project with teachers with whom they worked.
Following this, a general city-wide staff meeting
was held, at which time State Superintendent
Carroll, Dr. Brank Proffitt, director of the State-
administered project and Robert G. Aldous, as-
sistant director, discussed the study in broad
terms, emphasgizing its potential values to in-
dividuals, to the Gastonia School system, and
to the teaching profession at large. In view of
the size of the group, the meeting was not open
for discussions; and no decisions concerning par-
ticipation were made at this session. Individual
principals continued these discussions with their
several faculties at a subsequent date; and prac-
tically all schools indicated a willingness to par-
ticipate in the experiment and learn everything
possible from it. In personal letters to Superin-
tendent Sugg, principals clearly stated that par-
ticipation in the experiment would be a definite
opportunity for in-service growth and a genuine
challenge to all concerned.

Early in the fall of 1962 the entire Gastonia
staff met for the purpose of hearing read, with-
out editorial comment, the plan which had been
developed for the Gastonia study, including phi-
losophy, objectives, criteria for classroom ob-
servation, and policies and procedures for ad-
ministering the program. Further orientation of
all teachers, after this, became a specific respon-
sibility of the local merit study committee through
its individual members as they communicated
with their respective school staffs.

Martin County

In reality, orientation of all Martin County
teachers relative to the purposes of the study
began in January and February 1962, when Su-
perintendent James Manning, Furney F. James,
guidance supervisor, and Miss Mildred Manning,
elementary supervisor, visited each school for
white students in the County and discussed with
teachers the general nature of such an experi-
ment and some of its potential advantages. The
same type of discussion took place among Negro
teachers at a regularly scheduled County-wide
staff meeting for Negroes. Though some skep-
ticism and even opposition existed among certain
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Martin County teachers relative to such an ex-
perimental study, the feeling was widespread
that participation in such a study would be of
genuine value to the County.

Martin Cecunty was approved by the State
Board of Education as the third experimental
center, March 1, 1962. A central merit study
committee, which evolved from two work com-
mittees, prepared statements of philosophy, a
set of objectives, criteria for classroom observa-
tion, as well as policies and procedures for ad-
ministering the project, during the spring and
late summer. On September 24, 1962, County-
wide meetings were held with all teachers in
order that they might learn more about the ex-
perimental study. Robert G, Aldous and a panel,
composed of members of the local merit study
committee, met with all white teachers; and Dr.
Brank Proffitt and a similar panel met with all
Negro teachers. During these mestings, at which
open discussions were held, emphasis was placed
on philosophy, objectives, criteria for classroom
observation, and policies and procedures for ad-
ministering the program.

Following this, further efforts at acquainting
all teachers with the purposes and possibilities of
such a program were left up to the local merit
study committee through its individual members
as they communicated with the instructional per-
sonnel in each school.

Rowan County

In discussing the possibility of Rowan County’s
participating in the State Merit Pay Study, Su-
perintendent Charles C. Erwin learned from his
administrative cohorts that they thought such
participation would be altogether stimulating and
productive. Following this, Superintendent Erwin
discussed the matter with Rowan County prin-
cipals, among whom he also found a receptive
attitude. It was after these two steps had been
taken that Superintendent Erwin, in a prepared
speech, addressed all white teachers at the Kizer
School and all Negro teachers at the Dunbar
School. In this statement, he reviewed the work
of the Harris committee and the legislation which
made possible the study. In addition, he stressed
Rowan’s readiness for such a project, the ad-

vantages which might result. from participation,
and tentative ideas relative to the operation of
such a study at the local level, should participa-
tion become an eventuality. The address indicates
that his approach was both forthright and posi-
tive.

Following these presentations by Superintend-
ent Erwin, teachers discussed the matter further
in each faculty and took informal votes relative
to participation. All but one school among 30
indicated approval of the idea of participation.
After January 4, 1962, when Rowan County was
recognized officially as one of the pilot centers,

work committees with representatives from each

school began the development of plans for the
operation of the local experimental program. It
was through these committees, and later through
the central merit study committee, that additional
efforts at orientation were made among all teach-
ers.

Early in the fall of 1962, orientation sessions
were held for white and Negro teachers, with
the same integrated team or panel, composed of
members of the merit study committee, appear-
ing before each group. At these meetings panel-
ists discussed philosophy, objectives, criteria for
classroom observation, and policies and proced-
ures for administering the program. Duplicated
copies of Rowan County’s plan for participation
were distributed at these meetings. Another effort
at continuing orientation of all teachers was the
mailing of minutes of the merit study committee
to each school following each meeting of the
committee.

As the 1963-64 school year began, an integrated
team of committee members met with all white
teachers of the County in four separate meetings,
scheduled for the four consolidated high schools;
and a similar meeting with a similar team met
with all Negro teachers at the Dunbar School for
the purpose of bringing all teachers up-to-date in
their information about the study.

Additional efforts at orientation continued to
be made throughout 1963-64 by the merit study
committee, which again sent its minutes to each
school following each meeting. Individual com-
mittee members, with varying degrees of success,
continued to communicate with the school staffs
represented on the central committee.
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Organizational Plans at the Local Level

Responsibility of Local Merit Study Committees

The merit study committees in Gastonia,
Martin County, and Rowan County had the speci-
fic responsibility, among others, of developing
plans of organization and procedure whereby each
pilot center might carry on its own local ex-
perimental program in teacher merit pay in an
effective manner. Certain features were common
to each program, and in each situation certain
features were different. From the beginning
emphasis was placed on the desirability of in-
volving local personnel in determining the nature
of the program which most likely would be
meaningful to the local community. Operating
on this basis, the several merit committees solicit-
ed suggestions of others as plans were being
made to initiate the studies and continuously
thereafter during the program. At no time was
there any desire to impose an experimental pro-
gram of teacher merit pay on any administrative
unit. Throughout the planning of each loeal pro-
gram, merit study committees had the counsel
of State Director Brank Proffitt and Assistant
State Director Robert G. Aldous. These plans are
part of the detailed reports which follow on
Gastonia, Martin County, and Rowan County.

Comparison of Specific Features in Each
Experimental Plan

The following areas, though developed inde-
pendently and in turn reflecting certain local
needs and desires, are to be found in each of the
experimental plans:

e Philosophy

* Objectives

e Policies and Procedures

Eligibility

Evaluation Folders or Confidential Records
Classroom Observations

Conferences with Teachers

Observation and Conference Reports
Criteria for Classroom Observation

Final Evaluation

Observer Training

Evaluation of the Total Program

e The Criteria for Classroom Observation
e Record Forms (These vary slightly in each locality)

Application Form

General Information from the Teacher
General Information from the Principal
Record of Imposed Variables
Observation and Conference Report
Final Evaluation Report

Comparison of Statements of Philosophy

Statements of philosophy, formulated in each
pilot center, were the result of concentrated
efforts on the part of local merit committees
working in close cooperation with other person-
nel in each administrative unit. The following
comparative statements may be of interest:

Gastonia

Members of the Gastonia Merit Study Com-
mittee, in collaboration with the instructional
personnel of the Gastonia city schools, believe:

That the possibility for rewarding superior teaching
performance should be explored.

That it is the responsibility of the teaching profession
to evaluate the quality of its own performance.

That any program of evaluation for merit salary incre-
ments should be developed by the persons who are to
participate in it so that levels of performance and
cooperation will not be adversely affected.

That any teacher employed in the public school system
deserves and should be paid an adequate salary based
on training and experience and that any merit incre-
ment should be a reward, paid in addition to the basic
salary.

That no teacher should be evaluated for a merit salary
increment without his consent.

That evaluation for merit salary increments should be
based on the teacher’s professional job performance.

That the problems inherent in this study necessitate
maintaining a positive attitude and an open-minded
approach, based on the highest ethical standards.

That this study should be instrumental in attracting
and holding highly qualified teachers.

That this study should strengthen the teaching profes-
sion and its members individually and result ulti-
mately in greater benefits to the pupils.

Martin County

The Martin County Merit Study Committee desires to
identify, recognize, and reward meritorious teaching
through a democratically evolved program of merit pay,
free of politics. The program should provide for volun-
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tary teacher participation. It should neither penalize
a teacher who chooses not to participate nor one who
does not qualify for a merit inerement. It must be based
on well-defined criteria and procedures for evaluation.
Merit pay should be in addition to an adequate State
salary schedule for all teachers, and the merit inecre-
ment should be large enough to furnish an inducement
for superior performance, continuous professional
growth, and improvement of teaching competence.

Rowan County

Members of the Rowan Merit Study Committee feel
that a professional teacher puts the training and wel-
fare of the individual pupil first at all times. We be-
lieve that the understanding and acceptance of a merit
concept in teacher pay has great possibilities for im-
proving instruction and promoting the total development
of the child.

We consider every teacher in the Rowan County school
system to be satisfactory and entitled to an equitable
basic salary, related to training and experience. How-
ever, some teachers are by natural endowment, train-
ing, and experience more successful than others in ful-
filling their teaching responsibilities. We believe that
the current evaluation of teachers by pupils, parents,
fellow teachers, and administrators should be put on a
more systematic basis; that evaluation should be related
to the professional job of the teacher; and that eriteria
for evaluation should be comprehensive and walid,
clearly stated, and conducive to reliability in the evalu-
ative process.

Rowan County teachers will be given an opportunity to
participate voluntarily in the experimental merit pay
program, irrespective of teaching field, race, sex, or
creed. No stigma or job insecurity will be forthcoming
for choosing not to participate. Since rewarding superi-
or accomplishment is in accord with our free enterprise
system, we believe that an experimental program in
teacher merit pay will be a forward step for the teach-
ing profession.

Comparison of Objectives

Objectives in each of the pilot centers were
developed in a similar manner, and indicated
purposes underlying each experimental program.

Gastonia

1. To conduet this study in such manner that it will
encourage self-evaluation and professional growth
among teaching and administrative personnel.

2. To conduct this study in a manner which will not
disrupt teaching morale, but will promote and
maintain mutual respect and confidence among
teachers and administrators.

3. To establish clearly stated criteria for evaluation of
teaching performance, compatible with sound edu-
cational theory and the learning process.

4. To develop and implement a practical system of ad-
ministering the criteria.

5. To provide for a system of continuous appraisal and
any necessary revision of the total program of
merit evaluation.

Martin County

1. To administer the program in such way as to en-
courage self-evaluation, improve teacher perform-
ance, and promote initiative.

2. To conduct the program in a manner which will not
disrupt morale, but will maintain mutual respect
and confidence among teachers and administrators.

3. To devise suitable criteria for evaluating levels of
teaching performance, compatible with sound edu-
cational theory and the learning process.

4. To develop a systematic plan for using the criteria
fairly and impartially in the evaluation of all
teachers who participate in the program.

5. To select and train qualified evaluators.

6. To establish a system for keeping merit pay records
confidential and available only to the persons hav-
ing authorized access to them.

7. To provide for continuous evaluation of the experi-
mental program and to make revisions when nec-
essary.

8. To determine if a merit pay program will serve as
a stimulus for improving education in Martin
County.

Rowan County

1. To challenge administrative and supervisory per-
sonnel to use high quality appraisal techniques
and render valid decisions and recommendations.

2. To encourage among teachers professional attitudes
toward colleagues and administrative personnel.

3. To encourage students with superior ability to enter
and remain in the teaching profession.

4. To provide an opportunity for individual teachers
to raise their economic status through their own
initiative and professional efforts.

5. To develop valid criteria for evaluating the effec-
tiveness of teaching performance.

6. To devise a system for applying the criteria.

To put a sound evaluative process into operation.

To provide a means for continuous evaluation, and

revision when necessary, of the experimental pro-
gram in merit pay for teachers.

o0

Comparison of Eligibility' Requirements

Eligibility requirements in each of the pilot
centers, though similar, were also somewhat
different. In each experimental center provisions
were made whereby teachers might volunteer for
classroom observations and subsequent evalua-
tions and ratings in terms of merit pay.

Gastonia

Any full-time teacher under contract at the beginning
of the school year shall be eligible to apply for merit
evaluation. Application shall be made on a form pro-
vided by the coordinator of the study.




Martin County

Teachers who hold a Class A or higher certificate and
who have had one year of successful teaching experi-
ence may apply for evaluation in the experimental
merit pay program; however, the certification require-
ment shall not apply to teachers who were employed
in the Martin County school system during the 1961-62
school year.

Full-time teaching principals cannot satisfactorily serve
in the dual role of observer and teacher. For purposes
of the merit pay program, they shall make a choice be-
tween being evaluated for merit pay and serving as an
observer. If any full-time teaching principal chooses
to be evaluated for merit pay, his distriet principal
shall serve as observer in his school. In any case where
a full-time teaching principal chooses to be an observer,
arrangements for taking care of his teaching duties
shall be worked out within his own school.

A teacher who desires to participate in the merit pay
program shall make application on a form to be pro-
vided by the coordinator. Because of extenuating cir-
cumstances, a teacher may withdraw from the program
by written notice. Applications and withdrawal notices
shall be transmitted through the school principal to
the coordinator. In any school where the principal
teaches full time and has chosen to be evaluated for
merit pay, the district principal shall transmit appli-
cations and withdrawal notices from the teachers to
the coordinator.

Rowan County

To be eligible for merit consideration a teacher must
hold a North Carolina Class A or higher certificate and
have nine consecutive months of teaching experience.
Principals are not eligible for merit consideration, even
though they may be serving as classroom teachers.

Near the beginning of the 1962-63 school year, Rowan
County teachers shall be given a planned orientation
regarding the policies and procedures to be used in the
experimental teacher merit pay program. As soon as
this orientation has been completed, teachers shall be
given an opportunity to make application for merit
consideration.

For the year 1963-64 the following additions
were made to the Rowan County requirements
for eligibility:

Any teacher who is absent more than 15 days will not

be eligible to receive a merit increment.

Teachers who are rated out of field (taking a pay cut)
and who did not participate in the merit study program
during the school year 1962-63 will not be eligible to
have their evaluations considered for merit increments.
Such teachers who did participate during the school
year 1962-63 will be eligible to continue participating
in the program.

Evaluation Folders or Confidential Records

Each of the three organization plans for the
local experimental programs made provision for
evaluation folders or confidential records in which

Organizational Plans at Local Level 27

would be included all evidence relating to the
evaluation of each teacher who volunteered for
classroom observations: general information from
the teacher and principal, a record of imposed
variables, records of classroom observations, re-
ports of teacher-observer conferences, and rec-
ords of final evaluations.

It was the intention in each pilot center that
the information in the evaluation folders be used
for one purpose only; namely, the professional
evaluation of teaching performance; and that all
persons having authorized access to the folders
treat the information as confidential. Those hav-
ing access to these folders included:

o the teacher concerned e the observing principal

¢ the superintendent # the observing supervisor
of schools e the directors of the

¢ the local coordinator North Carolina Teacher
of the study Merit Pay Study

Classroom Observations

In each of the administrative units participat-
ing in the merit pay study, provisions were also
made for classroom observations. At elementary
level, a complete lesson or logical block of teach-
ing time (a minimum of 40 minutes was required
in Gastonia) was made mandatory; and at high
school level, a full period was to be observed. In
each pilot center it was intended that a repre-
sentative sampling of a teacher’s total classroom
performance be included in the observations.

Observations were to be made, for the most
part, by a teacher’s principal and one other train-
ed observer, usually a supervisor. In Martin
County, in the absence of high school supervisors,
guidance supervisors observed high school teach-
ers. Fulltime teaching principals in Martin Coun-
ty were permitted to volunteer for observations
if they wished to be considered for merit pay;
and if this choice were made, they might not
serve as observers. Instead, principals from other
schools would be requested to observe the teach-
ers concerned.

In Gastonia four observations were required,
only one of which might be requested and speci-
fically scheduled. In Martin County four observa-
tions were mandatory, the first two of which
were scheduled and the remaining two unsched-
uled. And, in Rowan County, three observations
were required, the first of which might be an-
nounced or unannounced in 1962-63. For the fol-
lowing year regulations concerning observations
stated that the teacher or observer might request
an observation by a third observer, who would be
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assigned by the coordinator on an unannounced
basis.

Teacher-Observer Conferences

In each of the pilot centers provisions were
made in the organizational plans for teacher-
observer conferences following each classroom
observation. In Gastonia the provision is stated
as follows:

Within a week after each observation, and at the
earliest time suitable for the observer and teacher, the
observer shall arrange a private conference with the
teacher who has been observed. The purpose of the
conference shall be to provide an opportunity for the
observer to explain the record of the observation to the
teacher and for open and frank discussion between ob-
server and teacher.

In Martin County:
A private conference between the observer and the
teacher shall take place as soon as it is mutually con-
venient after each observation.

And, in Rowan County:

A private conference shall take place between the ob-
server and the teacher within two school days (later
changed to five school days) following each observation,
at a mutually convenient time. During the conference,
the observer shall show the teacher the complete obser-
vation record, and sufficient time shall be allowed for
explanations and discussion.

Reports of Observations and Conferences

According to operational plans in each of the
experimental centers, observers were required to
prepare a descriptive report of each classroom
observation and of each teacher-observer con-
ference. Classifications agreed upon for rating
teachers were somewhat alike in each plan of
operation. In Gastonia three classifications were
suggested: “Superior,” “Competent,” and “Needs
Improvement.” In Martin County four classifica-
tions were agreed upon: “Superior,” “Highly
Acceptable,” “Acceptable,” and “Needs Improve-
ment.” And, in Rowan County, four classifica-
tions were also recommended : “Superior,” “High-
ly Competent,” “Satisfactory,” and “Needs Im-
provement.” :

Complete statements from the three pilot
centers follow:

Gastonia

Report of Observations and Conferences

A report of each observation and the follow-up confer-
ence shall be filed in the evaluation folder of the teacher
as soon as feasible after the observer-teacher confer-
ence. The body of the observation report shall be based

on the seven main areas of the “Criteria for Classroom
Observation.” Following the observation, the observer
shall classify the performance of a teacher in each of
the seven main areas as either “Superior,” “Competent,”
or “Needs Improvement.” “Superior” shall mean that
the teaching performance was consistently outstanding
in the area. “Competent” shall mean that the perform-
ance was usually satisfactory in the area. The term
“Needs Improvement” is self-explanatory. Space shall
be provided on the observation report form for the
observer to record evidence from the classroom to
support the classification of performance in each area.
The observer may use the back of the form to record
evidence if he needs more space.

The report of the follow-up conference shall give in-
formation on the time and place of the conference, sum-
mation of the conference, comments which the teacher
or observer want to make a part of the record, and
signatures of each.

Martin County

Observation and Conference Report

Observers shall complete a report of each observation
and conference on forms supplied by the co-ordinator.
The observation report shall be based on the seven
major areas of the “Criteria for Classroom Observa-
tion.” In each of these areas observers shall classify
teaching performance in one of the following categories:

e Superior—means that the teacher’s performance is
consistently outstanding

e Highly Acceptable—means that the teacher’s perform-
ance is generally good

¢ Acceptable—means that the teacher’s performance
meets minimum standards

s Needs Improvement—means that the teacher’s per-
formance shows a need for professional assistance

Evidence observed in the classroom shall be recorded
on the observation report to justify the classification in
each area.

The conference report shall show the time and place
of conference, a conference summary, and pertinent
comments of the teacher and observer. Both shall sign
the report.

Rowan County

As soon as possible after each observation, and prior to
the observer-teacher conference, the observer shall com-
plete the observation portion of the *“‘Observation and
Conference Report.” This report form shall be supplied
by the co-ordinator and shall be based on the six major
areas of the “Criteria for Classroom Observation.” In
completing the report, the observer shall classify the
performance of the teacher in each of the six areas as
superior, highly competent, satisfactory, or needs im-
provement. These classifications are defined as follows:
* superior denotes a consistently outstanding level of
performance, emotional maturity, ethical relation-
ships, adaptability to changing needs, and over-all
professional alertness




o highly competent denotes an above-average level of
performance, emotional maturity, ethical relation-
ships, adaptability to changing needs, and over-all
professional alertness

® satisfactory denotes an acceptable level of perform-
ance, emotional maturity, ethical relationships, adapt-
ability to changing needs, and over-all professional
alertness

® needs improvement denotes a need for supervisory
help and planned effort toward improvement in areas
of need

The report form shall provide space for the observer to
record evidence from the classroom observation to sup-
port the classification given to each area. The back of
the form may be used if additional space is necessary.

A report of the follow-up conference shall be completed
while the observer and teacher are still together. The
report shall include a summary of the conference and
pertinent comments of the teacher and observer. Both
teacher and observer shall sign the “Observation and
Conference Report.”

Criteria for Classroom Observation

Provisions were made in each of the three
organizational plans for the development of cri-
teria for classroom observations, standards which
would be used by observers (principals and su-
pervisors) in appraising the teaching perform-
ance of those who volunteered for observations
and merit pay evaluations. In each of the ex-
perimental centers much time and many people
were involved in formulating these criteria.

Members of the merit study committees in
Gastonia, Martin County, and Rowan County
elicited the best thinking of many teachers, prin-
cipals, and supervisors throughout the three ad-
ministrative units as they themselves took the
initiative in trying to agree on what constitutes
superior teaching. Work committees in Martin
and Rowan Counties, involving many more in-
dividuals than were represented on the merit
study committees, discussed this topic at length
in their deliberations; and, in turn, shared their
ideas with the merit study committees when they
were formed. Fundamental to the success of the
experimental program in each pilot center, it was
felt, was the development of criteria for class-
room observation which, as nearly as possible,
suggested standards for outstanding performance.
This approach to a reasonable consensus at the
local level of what constitutes superior teaching—
one of the most sensitive and controversial issues
in all education—was widely accepted as sound,
practical, and challenging.

These criteria appear in detail in each of the
descriptive reports of the three pilot centers.
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Their main subdivisions, though not so revealing
as the specifics accompanying them, are presented
Lelow for purposes of comparison.

Gastonia

e To what degree does the teacher organize learning

experiences so that pupils understand purposes and

procedures?

To what degree does the teacher recognize individual

differences in pupils and attempt to meet their needs?

* To what degree does the teacher maintain an emo-
tional climate conducive to good discipline and learn-
ing?

e To what degree does the teacher show professional
skill in employing effective methods?

* To what degree does the teacher show professional
skill in motivating pupils?

e To what degree does the teacher show professional
skill in the use of evaluation?

e To what degree does pupil reaction in the classroom
show evidence of a good learning situation?

Martin County

¢ To what degree does the teacher recognize and meet
the individual needs of pupils?

* To what degree does the teacher guide classroom pro-
cedures toward achievement of class purposes?

e To what degree does the teacher show ability to
evaluate the teaching situation and assist pupils in
assessing their progress?

e To what degree does the teacher give encouragement
and provide opportunities for pupils to make generali-
zations and relate concepts?

* To what degree does the teacher motivate pupils to
learn?

e To what degree does the teacher contribute to a good
emotional climate for learning?

* To what degree do the pupils show positive reactions
to the learning situation?

Rowan County

e Is the teaching geared to meet the maturation level
of the pupils?

* Is there evidence that the teacher has a good under-
standing of purposes and methods in teaching?

* Are pupil activities directed toward valid learning
goals?

e Are pupils made aware of their progress in the learn-
ing activity?

* Is the behavior of the teacher conducive to keeping
the classroom free from distorting anxieties?

s Is the teaching situation characterized by positive
pupil responses?

Final - Evaluation

A section entitled ‘““final evaluation” was in-
cluded in each of the organizational plans in
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Gastonia, Martin County, and Rowan County. In
Gastonia, the final evaluation was to be made by
the coordinator and by those who observed the
teacher concerned. In Martin County, the eval-
uating team was composed of the superintendent
and the observers, along with coordinator, who
was to serve in an ex-officio capacity, except
when teachers whom he observed were being
appraised. In Rowan County, a teacher’s principal
plus the observing supervisor were to be respon-
sible for final evaluations.

In each of the three centers, teachers who
might be dissatisfied with the final evaluation
given them were given the privilege, in the or-
ganizational plans, of appealing directly to the
superintendent (Gastonia and Rowan County)
or to the Final Evaluation Committee (Martin
County) for a review of their evaluation.

Statements from each of the organizational
plans pertainiug to final evaluation follow:

Gastonia

A final evaluation of the evidence contained in each
teacher’s folder shall be made by April 15. This final
evaluation will be made for each individual teacher by
a committee composed of the co-ordinator and the ob-
servers who have filed one or more observation reports
in the teacher’s folder. In any case where only the
co-ordinator and one other observer have filed observa-
tion reports for the teacher, a third trained observer
shall be brought in as a member of the final evaluation
committee. .

After the final evaluation has been made, the committee
shall make a duplicate report of its findings and its
decision concerning the teacher’s qualification for a
merit pay increment. One copy of this report shall be
filed in the teacher’s folder and one copy mailed to the
teacher at the home address. All members of the final
evaluation committee shall sign the report.

After receiving a copy of the report, the teacher may
request a conference with any member of the final
evaluation committee if additional information concern-
ing the report is desired. If the teacher considers the
decision of the final evaluation committee to be unfair,
the teacher may make an appeal directly to the superin-
tendent of the school system, who shall review the evi-
dence and make a final decision.

Any teacher may withdraw from the merit pay program
by notifying the co-ordinator in writing. The co-ordina-
tor shall provide all others an opportunity to make a
request regarding final evaluation.

Martin County

The final evaluation of the evidence in each evaluation
folder shall be made by a Final Evaluation Committee
composed of the county superintendent of schools and
the observers who have placed observation reports in
the teacher’s folder. The co-ordinator shall be an ex

officio member of each Final Evaluation Committee,
but shall have a vote only in those cases where he has
served as an observer.

Following final evaluation, each teacher’s observing
principal shall explain the decision of the Final Evalua-
tion Committee in a conference with the teacher. The
teacher shall have the right to request a meeting with
the Final Evaluation Committee to review the final
decision.

Rowan County

A final evaluation for each teacher shall be completed
by April 1. This evaluation shall be based on the total
evidence in the teacher’s folder and shall be made by
the teacher’s principal and observing supervisor. In
the event these two are unable to reach a decision, the
county superintendent of schools shall resolve the mat-
ter. If the teacher does not accept a decision made by
the principal and supervisor, a formal appeal may be
made to the county superintendent, whose decision shall
be final.

A copy of the record of the final evaluation shall be
mailed to the teacher at the home address.

Observer Training

In each of the experimental centers provisions
were included among policies and procedures for
operating a special training program for prin-
cipals and supervisors (observers) who were to
to be responsible for classroom observations. In
each instance the responsibility for planning,
scheduling, and conducting a systematic and in-
tensive training program for all classroom ob-
servers was to be that of the local coordinators
in cooperation with the directors of the North
Carolina Teacher Merit Pay Study. In each in-
stance, too, the initial phase of this training
was to be scheduled near the opening of school
for the 1962-63 term. In addition, regular month-
ly meetings of observers were called for in these
organizational plans for the purpose of correlat-
ing the work of the observers, for studying com-
mon problems, and for improving the reliability
of methods and procedures of classroom observ-
ing.

Evaluation of the Total Program

Evaluation of the total program in each of the
pilot centers was provided for in the manner sug-
gested below:

Gastonia

Evaluation of the Total Program

The Local Merit Study Committee shall have the con-
tinuing function of evaluating the total merit pay pro-
gram. As the policy-making group for the program, the




Committee shall decide the need for changes in policies
and procedures. To facilitate its work, regular monthly
meetings of the Committee shall be scheduled by the co-
ordinator to follow the regular meetings of observers
by about a week. This schedule will permit matters of
concern to be referred from the meeting of observers to
the Local Merit Study Committee. Special meetings of
the Committee may be called by the co-ordinator when
necessary.

Martin County

Evaluation of the Experimental Merit Pay Program

The Local Merit Study Committee shall continue to
function as the policy-making body for the experi-
mental merit pay program. A further responsibility of
this group shall be evaluation of the program itself.
This group shall decide when changes are needed and
make revisions in policies and procedures when neces-
sary. Regular monthly meetings of the Committee shall
be scheduled by the co-ordinator to follow the regular
meetings of observers by about a week. Such a schedule
will allow matters of importance to the Committee to
be referred from the meeting of observers.

Rowan County
Revisions and Additions
The Local Merit Study Committee shall be responsible

Though completion of organizational and opera-
tional plans for each of the three pilot studies
and orientation of all personnel relative to the
purpose of these studies were significant under-
takings in terms of launching the State program,
nothing was more important than efforts in all
of the experimental centers to assist observers
(principals and supervisors) in becoming in-
creasingly skillful in observing classroom activi-
ties. To this end, preliminary training sessions
were arranged in each of the pilot centers for
August 1962, at which time the Director and
Assistant Director of the State program, assist-
ed by local superintendents and coordinators,
worked with principals and supervisors on ways
to make classroom observations effective. The
agenda for the initial observer training session
follows:

First Half-Day Session

A. General orientation of observers

1. Outline by the superintendent of the responsi-

bilities and opportunities for observers in the
merit pay program
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for formulating any new policies or revising existing
policies and procedures as needed. A continuing fune-
tion of this Committee shall be the evaluation of the
total program. To facilitate the work of the Committee,
regular monthly meetings shall be scheduled by the co-
ordinator. These monthly meetings should follow the
regular meetings of observers by approximately one
week so that matters of concern to the Committee may
be referred from the meeting of observers.

Record Forms

Though record forms which were developed
in each experimental center varied slightly, they
were essentially the same. Only minor changes
were made in a limited number of these forms
during their second year of use.

Forms used in all centers included the follow-
ing: “Application Form,” “General Information
from the Teacher,” ‘“General Information from
the Principal,” “Record of Imposed Variables,”
“Observation and Conference Report,” and “Final
Evaluation Report.”

Observer Training Sessions

2. Explanation by the coordinator of policies and
procedures in the merit pay program

3. Introduction to the nature of observation and
evaluation by the State Director

B. Discussion

Second Half-Day Session
A. Explanation by the coordinator of the “Criteria for
Classroom Observation”
1. Presentation of criteria
2. Outline of how criteria are to be used in class-
room observation and reporting
3. Discussion
B. Introduction by the Assistant State Director con-
cerning the use of the criteria in classroom obser-
vation
1. Observation of filmed teaching situations
2. Application of criteria to filmed situations as a
trial run
3. Comparison of individual efforts for reliability
4. Discussion

C. Pianning for the next training session
Particular emphasis was placed in these sum-

mer workshops on observers’ acting as reporters
and recording, almost camera fashion, all which
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they saw in classroom situations. Following this,
it was suggested that observers, with as much
detachment as possible, analyze their notes and
attempt to gain a clear perspective of what had
taken place in the classroom as well as purposes
underlying classroom activities. Only after this
had been done were observers to assume their
readiness for classifying teachers in terms of
their skill in elassroom performance.

Guidelines for observers, developed by Assist-
ant State Director Robert G. Aldous, were also
used as a basis for discussion during the summer
training sessions. These aids included the follow-
ing three items:

e Suggested Classroom Observation Procedures
¢ Note-taking During Classroom Observations
¢ Suggested Post-Observation Conference Procedures

These suggestions may be found at the con-
clusion of this chapter.

After school opened in the fall of 1962-63, con-
tinuation efforts were made in each of the ex-
perimental centers to prepare observers as care-
fully as possible for their responsibilities of
classroom observing. In each pilot center, ar-
rangements were made for observers (principals
and supervisors) to observe actual classroom sit-
uations and to put into practice that which had
been emphasized during the summer seminars.

Typical of these local observational programs
was that in Rowan County, where observers, ac-
cording to grades to be observed and according
to race, visited a high school teacher, an upper
elementary teacher, and a primary teacher. Ex-
tensive notes were taken in every instance of
what transpired in the classroom, according to
suggestions which had been recommended by the
Assistant Director of the State study and which
had been agreed upon by observers. Following
this, notes were carefully analyzed and teachers
were classified according to their demonstrated
skill in each area of the criteria, Having accom-
plished this aspect of the observer training effort,
observers gathered for a critique concerning their
observations. During this period of sharing, ques-
tioning, and clarifying—under the leadership of
Director Proffitt and/or Assistant Director
Aldous—observers gained appreciation and in-
sight relative to the improvement of their skill
as classroom observers.

Through the school year 1962-63, observers
continued to meet together on a monthly basis
(in Gastonia and Rowan County) for the pur-
pose of additional sharing, discussion of common

problems, and planning ways for the continuing
improvement of evaluation.

In the early weeks of the school year 1963-64,
similar observer training observations and criti-
ques were held; and throughout the year observ-
ers in Gastonia and Rowan County continued to
meet at regular monthly intervals in their de-
termination to improve their skills as observers.
Guidelines prepared by Robert G. Aldous again
were used in the pilot centers as bases of prepara-
tion for the special tasks which lay ahead. The
guidelines follow:

Suggested Classroom Observation Procedures

I. Preparation

A. Complete training for classroom observers

1. Understand the eriteria for classroom obser-
vation '

B. Become oriented on the class and teacher to be
observed

C. Have access to a watch or other timepiece

D. Have an adequate note pad and writing equip-
ment

II. While in the classroom
A. Become situated at a spot where the entire class
can be observed and yet where the observer will
be as inconspicuous as possible
1. Try not to distract the teacher or class
B. Record appropriate evidence concerning the class-
room situation
1. General information
a. Teacher's name, date, grade level, subject,
time, ete.
2. Significant content details and classroom pro-
cedures
3. Significant teacher behavior and statements

4, Significant pupil behavior and statements

II1. Following the classroom visitation
A. Agree with the observed teacher on a time and
place for the post-observation conference
B. Review criteria for classroom observation
Review notations made in the classroom
D. Make a classification for each major area of the
criteria
1. Record classifications and substantiating evi-
dence on the Classroom Observation Report
form

a

Note-Taking During Classroom Observations

I. Procedural suggestions
A. Begin by recording general information
1. Teacher’s name
2. Date
3. Time of day
4. Place
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B.

C.

D.

a. Any unique features of the setting
5. Size of class
6. Nature of the pupils
7. Subject being taught
8. Grade level
Record pertinent teacher behavior
1. Significant statements
a. About content
b. About classroom procedures
¢. Regarding teacher-pupil relationships
d. Regarding pupil progress
2. Significant non-verbal teacher actions
3. Stated or implied teacher expectations of
pupils
Record pertinent pupil behavior ,
1. Significant statements
a. Regarding classroom procedures and eon-
tent
b. Showing pupil-teacher relationship
¢. Showing pupil-pupil relationship
Significant non-verbal pupil actions
Observable pupil commitment to the area of
study or the learning activity
Record the general nature of the content
1. Type of lesson or activity
2. Methods used in developing content
3. Changes in content or activities

-l

II. Other suggestions

A,

Do mnot attempt to record all classroom conver-
sation and behavior

Do not be over-concerned with penmanship, spell-
ing and grammar during the note-taking

Use a system of abbreviations and shorthand
when possible

While recording classroom observations make
periodic notations of the time

E.
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While observing and recording in the classroom

do not make and record personal judgments

1. Personal judgments are not admissible as fac-
ual evidence

Suggested Post-Observation Conference

Procedures

I. Preparation

A,

Arrange for a conference with the observed .
teacher

1. Timed to be mutually convenient for both

teacher and observer

2. To be held in a quiet private place
Observers will review all notes and make classi-
fications for each major area of the classroom
criteria

TI. During the conference

A,

F.

G.

Recall what occurred in the classroom through a

general review of classroom notes

1. Avoid stating personal judgments during this
review

2. Obtain teacher verification of the accuracy
of the review

Make certain that the teacher understands the

criteria for classroom observation

Inform the teacher of the classifications made

for each area of the classroom criteria

Outline any recommendations

Answer teacher questions

Record significant comments that may have been

made by either teacher or observer

Obtain signatures on report form

III. Following the conference
A. Forward Observation and Conference Report

form to the co-ordinator




Statistics, Local and Statewide, Relative
to the Experimental Study

In Terms of Total Instructional Staff, Those Who Volunteered
for Observations, and Those Who Received Merit Increments,
According to Sex, Race, Certification, and Teaching

Experience, for 1962-1963 and 1963-1964

Statistical information was secured from each of the pilot centers in this experimental study re-
lative to sex, race, certification, and years of experience in terms of the total instructional person-
nel, those volunteering for classroom observations, and those receiving merit increments. These data
for 1962-63 are presented and analyzed in some detail in each of the descriptive reports for Gas-
tonia, Martin County, and Rowan County. Similar details for 1963-64 are presented for Gastonia and
Rowan County only, since Martin County was unable to participate in the experiment during this
particular year, except for efforts of cooperation in evaluating the first two years of the program.
The tables in this section include figures from the three experimental units in order that State
totals may be studied and in order that comparisons among pilot centers may be made.

Table S-I indicates numbers and percentages by grade level and sex of all teachers in each of
the three pilot centers in 1962-63, along with State totals, as well as the same information for
those who volunteered for classroom observations, and for those who received merit increments.

A limited number of facts revealed in this table are stressed below:

¢ Of the 1,079 teachers in the three pilot centers in 1962-63 who participated in this program, 484, or 44.9 percent,
volunteered for classroom observations; and, of this number, 229, or 47.3 percent, received merit increments.

* Percentages of volunteers and recipients in terms of all teachers in each experimental center follow:

Gastonia 41.8 47.2
Martin County 37.2 56.1
Rowan County 51.3 43.6
State 44.9 47.3

¢ There were 244 men teachers in these three centers in 1962-63, or 22.6 percent, of the total instructional person-
nel; and there were 835 women teachers, or 77.4 percent of the total instructional personnel.

e Of the 244 male teachers, 128, or 52.5 percent, volunteered for classroom observations; and 42.6 percent of all female
teachers, or 356 volunteered.

¢ Of the 128 men who volunteered for classroom observations, 41, or 32.0 percent, received merit increments; of the
356 women who volunteered, 188, or 52.8 percent, received merit increments.

In each of the three experimental centers, the percentage of women on the respective staffs exceeded that for men;:

_Men_ Women
Gastonia 25.3 4.7
Martin | 959 74.3
Rowan County 19.1 80.9
State 22.6 7.4

¢ Among those volunteering for classroom observations, the percentages in each pilot center were higher for men
than for women:

l{_«_n;_ Women
Gastonia 59.7 35.7
Martin County 44.6 34.6
Rowan County 62.7 51.0

State 52.5 42.6
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Numbers and Percentages by Grade Level and Sex for All Instructional

Table S ¥ Personnel in Each of the Three Experimental Centers, for All Those
a i, Volunteering for Classroom Observations, and for All Those Receiving
Merit Increments, Along with State Totals for 1962-1963

Total Teachers Volunteering
Instructional Staff for Classroom Observations
Qrad Pilot Nox Sex
rade
Lovel Cln:ll' —em oo %O“I! Male Female Total Te.z{;' e
ac
No. Yo No %o Grade Level No. v?fi. M‘Z‘n No. 1?21 3*5 \Ig:i E'di.f::ld .
G — — 76 100.0 76 = —_ — 22 100.0 28.9 22 28.9
1.8 M — — 85 100.0 85 — - - 24 100.0 28.2 24 28.2
5 R s s 128 100.0 128 — — — 52 100.0 40.6 52 40.6
State s - 289 100.0 289 — — — 98 100.0 33.9 98 33.9
G 24 18.6 106 81.6 130 14 29.2 58.3 34 70.8 32.1 48 36.9
M 33 28.9 81 71.1 114 10 294 30.3 24 70.6 29.6 34 29.8
-8 R 31 17.3 148 82.7 179 14 15.4 45.2 77 84.6 52.0 91 50.8
State 88 20.8 336 79.2 423 38 22.0 43.2 135 78.0 40.3 173 40.9
G b3 54.1 45 45.9 98 32 56.1 60.4 26 43.9 5b.6 b7 b8.2
9.12 M 41 46.1 48 63.9 89 23 46.9 b6.1 26 53.1 54.2 49 56.1
R 62 86.9 106 63.1 168 36 34.0 b56.5 68 66.0 64.2 103 61.3
State 166 48.9 199 b6.1 356 90 43.1 7.7 119 56.9 59.8 209 58.9
G T 256.3 227 4.7 304 46 36.2 69.7 81 63.8 35.7 127 41.8
Total M T4 25.7 214 74.3 288 33 30.8 44.6 T4 69.2 34.6 107 37.2
9 . 93 19.1 394 80.9 4817 49 19.6 52.7 201 80.4 51.0 250 51.3
State 244 22.6 836 774 1,079 128 26.4 52.b 366 73.6 42.6 484 44.9
Rowan
! Sp. Education — = 12 100.0 12 —_ —_ — 4 100.0 33.3 4 33.3
Teachers Receiving
Merit Increments o
Grade Pilot Rex Ny
Level Center Male Female Total E-
No. 0
No. Ree \?961. No. R.?e. ‘71‘:1 Ree‘;p. ‘Z?I. Fg'l:
G — - —- 10 100.0 45.5 10 456.6 =]
1-3 M - —— — 16 100.0 66.7 16 66.7 =
R -— — = 27 100.0 51.9 27 51.9 <
State — — — 53 100.0 b4.1 b3 54.1 3-
G 4 16.0 28.6 21 84.0 61.8 25 52.1 b
H-8 M 1 5.3 10.0 18 94.7 75.0 19 55.9 g
R 3 7.7 214 36 92.3 46.8 39 42.9
State 8 9.6 211 75 90.4 55.6 83 48.0 g-
G 12* 48.0 37.5 13 52.0 52.0 2b 43.9 w
D-12 M 12 48.0 52.2 13 52.0 50.0 25 b1.0 ~
R 9 22.6 25.7 31 7.5 45.6 40 38.8 s
State 33 36.7 36.7 b7 63.3 47.9 90 43.1 %
G 16 26.7 34.8 44 73.3 54.3 60 47.2
Total M 13 21.7 394 47 78.3 63.6 60 56.1
R 12 11.0 24.6 97 89.0 48.3 109 43.6
State 41 17.9 32.0 188 82.1 52.8 229 47.3 %9‘
Rowan — — — 3 100.0 75.0 3 75.0
Sp. Education  * Includes 3 teachers from Industrial Education Center.
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Percentages of recipients of merit increments in each experimental center were higher for women than for men:

Men Women
Gastonia 34.8 54.3
Martin County 39.4 63.5
Rowan County 24.5 48.3
State 32.0 52.8

In grades 1-3, there were 289 women teachers in 1962-63 in the three pilot centers, and no men. Of this number, 98,
or 33.9 percent, volunteered for classroom instruction. Of the 98 volunteers, 53, or 54.1 percent, received merit incre-

ments.
In grades 1-3, percentages of volunteers and recipients in the three centers follow:

Volunteers Recipients
Gastonia 28.9 45.56
Martin County 28.2 66.7
Rowan County 40.6 51.9

In grades 4-8, 38 of 88 men in these grades, or 43.2 percent, volunteered for observations, and 8 men, or 21.1 percent,
received merit inerements. In the same grades, 135 women, or 40.3 percent of the 335 women in these grades, volun-
teered for obsrvations, and 75, or 55.6 percent, were awarded merit increments, a percentage difference of 34.5. In-
cluding men and women in all three centers, 173, or 40.9 percent, volunteered for classroom observations; and 83
teachers, or 48.0 percent, were awarded merit increments.

In grades 4-8, percentages of volunteers and recipients, according to sex and according to all teachers, are listed for
each pilot center: :

Volunteers Recipients
Men ) Women Total Men Women  Total
Gastonia 58.3 32.1 36.9 28.6 61.8 52.1
Martin County 30.3 29.6 29.8 10.0 75.0 55.9
Rowan County 45.2 52.0 50.8 214 46.8 42.9

In grades 9-12, a total of 90 men, or 57.7 percent, volunteered for classroom observations; and 33 men, or 36.7 per-
cent, received merit increments. In the same grades, 119 women, or 59.8 percent, volunteered for observations; and
57 women, or 47.9 percent, were awarded merit increments. Including men and women in all three centers, 209, or
58.9 percent, volunteered for observations; and 90 teachers, or 43.1 percent, were awarded merit increments.

In grades 9-12, percentages of volunteers and recipients, according to sex and according to all teachers, are listed
for each pilot center and as State totals:

Volanteers Recipients
Men Women Total Men Women  Total
Gastonia 60.4 55.5 58.2 37.5 52.0 43.9
Martin County 56.1 54.2 55.1 52.2 50.0 51.0

Rowan County 56.5 64.2 61.3 25.7 45.6 38.8
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Table S-IT

Table S-II indicates numbers and percentages by grade level and race for all instructional per-
sonnel in each of the three experimental centers, for all those volunteering for classroom obser-
vations, and for all those receiving merit increments, along with State totals for 1962-63.

e Of the 1,079 teachers in the three experimental centers in 1962-63, a total of 782, or 72.5 percent, were white
teachers and 297, or 27.56 percent, were Negro teachers.

* Total percentages according to race and according to experimental centers follow:

White Negro
Gastonia 80.3 19.7
Martin County 49.7 50.3
Rowan County . 81.1 18.9

* Of the 782 white teachers, 356, or 45.5 percent, volunteered for classroom observations; whereas, 128 of the 297 Negro
teachers, or 43.1 percent, volunteered for observations. A total of 484 teachers in the three experimental centers, or
44.9 percent, volunteered for classroom observations.

¢ Total percentages for each experimental center in terms of volunteers follow:

White Negro
Gastonia 45.1 28.3
Martin County 39.9 34,5
Rowan County 47.8 66.3
State 45.5 43.1

e Of the 356 white teachers who volunteered for classroom obzservations, 175, or 49.2 percent, received merit incre-
ments; and of 128 Negro teachers who volunteered, 54, or 42.2 percent, were awarded merit increments. A total of
229 teachers, or 47.3 percent, were awarded merit increments.

* Total percentages relative to recipients according to each experimental center follow:

White Negro Total
Gastonia 49.1 35.3 47.2
Martin County 64.9 46.0 56.1
Rowan County 444 41.0 43.6
State 49.2 42.2 47.3

e In grades 1-3, a total of 68 white teachers among 198, or 34.3 percent, volunteered for observations. Of the 289 teach-
ers in grades 1-3, a total of 98, or 33.9 percent, volunteered for observations.

¢ Percentages of volunteers in grades 1-3 according to race and according to experimental centers follow:

White Negro Total
Gastonia 32.2 17.6 28.9
Martin County 33.3 24.5 28.2
Rowan County 35.9 60.0 40.6
State 34.3 33.0 33.9

¢ Among the 68 white teachers who volunteered for observations in grades 1-3, a total of 38, or 55.9 percent, received
merit increments; and of the 30 Negro teachers who volunteered, 15, or 50.0 percent, received increments. Of 98
volunteers in grades 1-3, a total of 53, or 54.1 percent, were awarded merit increments.

Percentages of recipients in grades 1-3 according to race and according to experimental centers follow:

White Negro Total
Gastonia 47.4 33.3 45.5
Martin County 75.0 58.3 66.7
Rowan County . 541 46.7 51.9
State 55.9 50.0 54.1

® In grades 4-8, a total of 125 white teachers among 303, or 41.3 percent, volunteered for classroom observations;
whereas, 48 Negro teachers among 120, or 40.0 percent, volunteered for observations. In these grades, a total of 173
teachers, or 40.9 percent, volunteered for classroom observations.

* Percentages of recipients in grades 4-8 according to race and according to experimental centers follow:

White Negro A,
Gastonia 38.1 32.0 36.9
Martin County 31.5 28.3 29.8
Rowan County 47.2 65.7 50.8
State 41.3 40.0 ' 40.9

In grades 4-8 a total of 62 white teachers among 125 volunteers, or 49.6 percent, were awarded merit increments;
whereas, 21 Negro teachers among 48 volunteers, or 43.8 percent, were awarded merit increments. Of a total of 173
volunteers in these grades, 83 teachers, or 48.0 percent, were awarded merit increments.
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Numbers and Percentages by Grade Level and Race for All Instructional Personnel
Table S-I1 in Each of the Three Experimental Centers, for All Those Volunteering for
Classroom Observations, and for All Those Receiving Merit Increments,

Along with State Totals for 1962-1963 &?
Total Teachers Volunteering
Instructional Stafl : for Classroom Observations hi
Grade Pilot Race Race g‘
Level Center White Negro Total White Negro Total 9 Teachers 2
Each
No. Yo No. Yo G“d:i““l No. ‘?:‘:I. % No. \?&I. Z". \1;::]'. E“ll..le?eli.d' 9‘
G 59 77.6 17 22.5 76 19 86.4 32.2 3 13.6 17.6 22 28.9 =
-3 M 36 424 49 57.6 86 12 50.0 33.3 12 50.0 24.5 24 28.2 &
R 103 80.5 2b 19.5 128 37 71.2 36.9 16 28.9 60.0 52 40.6 Q
State 198 68.5 91 31.5 289 68 69.4 34.3 30 30.6 33.0 98 33.9 8
G 106 80.8 25 19.2 130 40 833  88.1 8 16.7 32.0 48 36.9 3
4-8 M b4 474 60 52.6 114 17 50.0 315 17 50.0 28.3 34 29.8 g
R 144 80.4 35 19.6 179 68 74.7 47.2 23 25.3 65.7 91 50.8
State 803 71.6 120 28.4 423 125 72.8 41.3 48 2749 40.0 173 40.9 ~
G 80 81.6 18 18.4 98 51 89.5  63.8 6 10.5 33.3 57 58.2 §
p-12 M 53 59.6 36 404 89 28 57.1 52.8 21 429 58.3 49 55.1
R 139 82.7 29 17.3 168 82 79.6 59.0 21 20.4 72.4 103 61.3 3
State 272 76.6 83 234 356 161 77.0 59.2 48 23.0 57.8 209 58.9 ~
G 244 . 803 60 19.7 304 110 866  45.1 17 13.4 283 127 418 =
Total M 143 49.7 145 50.3 288 57 53.3 39.9 50 46.7 34.5 107 37.2 ®
R 395 81.1 92 18.9 487 189 75.6 47.8 61 24.4 66.3 250 51.3 '3*
State 782 72.5 297 27.5 1,079 356 73.6 45.5 128 26.4 43.1 484 44.9 ~
Rowan g
Sp. Education 9 76.0 3 25.0 12 2 50.0 22.2 2 50.0 66.7 4 33.8 @»
Lo o]
Teachers Recelving g.
Merit Increments 3]
Grade Pilet Ruce
Level Center White Negro Total
No. s, va. No. R%c. \?E.’l. R?c'i;t. Vol.
G 9 90.0 474 1 10.0 33.3 10 45.5
1-3 M 9 56.3 75.0 7 43.8 58.3 16 66.7
R 20 74.1 4.1 7 25.9 46.7 .27 51.9
State 38 71.7 55.9 15 28.3 50.0 53 4.1
G 21 84.0 52.5 4 16.0 50.0 25 52.1
8 M 18 68.4 76.5 6 31.6 35.3 19 55.9
R 28 71.8 41.2 11 28.2 47.8 39 42.9
State 62 747 49.6 21 25.3 43.8 83 48.0
G 24*  96.0 47.1 1 4.0 16.6 25 38.6
12 M 15 60.0 53.6 10 40.0 47.6 25 51.0
R 36 87.5 42.7 5 125 23.8 40 38.8
State 74 82.2 46.0 16 17.8 33.3 90 43.1
G b4 90.0 49.1 6 10.0 35.3 60 47.2
Total M 37 61.7 64.9 23 38.3 46.0 60 56.1
R 84 77.1 44.4 25 22.9 41,0 109 43.6
State 176 76.4 49.2 54 23.6 42.2 229 47.3
Rowan i 33.3 50.0 2 66.7 100.0 3 75.0
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o Percentages of recipients in grades 4-8 according to race and according to experimental centers follow:

‘White Negro _Total
Gastonia 52.5 50.0 52.1
Martin County 76.5 35.3 55.9
Rowan County 41.2 47.8 42.9
State 49.6 43.8 48.0

¢ In grades 9-12, a total of 161 white teachers among 272, or 59.2 percent, volunteered for classroom observations;
whereas, 48 Negro teachers among 83, or 57.8 percent, volunteered for observations. A total of 209 teachers among
355 in grades 9-12, or 58.9 percent, volunteered for classroom observations.

« Percentages of volunteers in grades 9-12 according to race and according to experimental centers follow:

White Negro _Total
Gastonia ) 63.8 33.3 58.2
Martin County 52.8 58.3 55.1
Rowan County 59.0 724 61.3
State 59.2 57.8 58.9

o In grades 9-12, a total of 74 white teachers among the 161 who volunteered for classroom observations, or 46.0
percent, were awarded merit increments; whereas, 16 of the 48 Negro teachers who volunteered for observations, or

33.3 percent, were awarded merit increments. A total of 90 teachers among the 209 who volunteered in grades 9-12,
or 43.1 percent, were awarded merit increments.

o Percentages of recipients in grades 9-12 according to race and according to experimental centers follow:

White Negro _Total
Gastonia 47.1 16.6 38.6
Martin County 53.6 47.6 51.0
Rowan County 42.7 23.8 38.8

State 46.0 33.3 43.1
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Table S-I11

Table S-III indicates numbers and percentages of certificates held by all teachers in the three
experimental centers, by all those volunteering for classroom observations, and by all those receiv-
ing merit increments, according to grade level and type, for 1962-63.

' e Of the 1,079 teachers in the three experimental centers in 1962-63, a total of 913, or 84.6 percent, held Class A
{ certificates; 140, or 13.0 percent, held Graduate certificates; and 26, or 2.4 percent, held certificates below Class A.

o Percentages in terms of experimental centers according to types of certificates held follow:

Class A Graduat Below Class A
Gastonia 77.3 19.7 3.0
Martin County 84.7 15.3 —_
Rowan County 89.1 7.4 3.5
State 84.6 13.0 2.4

e Of the 913 teachers who held Class A certificates, 395, or 43.3 percent, volunteered for classroom observation; 81 of
the 140 who held Graduate certificates, or 57.9 percent, volunteered for observations; and 8 of the 26 who held certifi-
cates below Class A, or 30.8 percent, volunteered for observations. A total of 484 teachers, or 44.9 percent, volun-
teered for classroom observations. i

s Total percentages for those who volunteered for classroom observations in terms of types of certificates held accord-
ing to each experimental center follow:

Class A Graduate Below Class A
Gastonia 38.3 48.3 83.8
Martin County 32.0 65.9 —
Rowan County 52.3 63.9 —
State 43.3 57.9 30.8

o Of the 395 teachers who held Class A certificates and who volunteered for classroom observations, 180, or 45.6 per-
cent, received merit increments; 46 teachers with Graduate certificates among the 81 who volunteered for observa-
tions, or 56.8 percent, received merit increments; and 3 teachers with certificates below Class A among the 8 who
volunteered for observations, or 37.5 percent, were awarded merit increments. A total of 229 teachers of 484 who
volunteered, or 47.3 percent, were awarded merit increments.

o Total percentages of those who received merit increments in terms of types of certificates held according to each
experimental center follow:

Class A Graduate Below Class A
Gastonia 47.8 48.3 37.5
Martin County 53.8 62.1 —_
Rowan County 41.9 60.9 —
State 45.6 56.8 37.5

s In grades 1-3, 89 teachers among the 256 who held Class A certificates, or 34.8 percent, volunteered for classroom
observations; and 9 of the 25 who held Graduate certificates, or 36.0 percent, volunteered for observations. A total
of 98 teachers among the 289 in grades 1-3, or 33.9 percent, volunteered for classroom observations.

e Percentages of volunteers in grades 1-3, in terms of certificates held, and according to each experimental center

" follow:
Class A Graduat Below Class A
Gastonia 29.2 30.0 —
Martin County 27.6 33.3 —
Rowan County 42.6 50.0 —
State 348 36.0 -

s In grades 1-3, 46 of the 89 volunteers who held Class A certificates, or 51.7 percent, were awarded merit increments;
and 7 of the 9 who held Graduate certificates, .or 77.8 percent, were awarded increments. A total of 53 teachers among
the 98 who volunteered, or 54.1 percent, received merit awards.

» Percentages of recipients in grades 1-3 in terms of certificates held and according to each experimental center follow:

Class A Graduate Below Class A
Gastonia 36.8 100.0 —
Martin County 66.7 66.7 —
Rowan County 51.0 66.7 —_
State 51.7 7.8 —_

s In grades 4-8, a total of 144 teachers of the 371 who held Class A certificates, or 38.8 percent, volunteered for class-
room observations; and 29 of the 46 teachers who held Graduate certificates, or 63.0 percent, volunteered for observa-
tions. A total of 173 teachers of the 423 in grades 4-8, or 40.9 percent, volunteered for classroom observations.
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4 A 1.
3 a B N B N A 19 864 202 8 136 800 — — — 22 289
R 115 89.8 6 4_7 q' 5_5 128 21 87.5 27.6 3 12.5 33.3 e — — 24 28.2
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Percentages of volunteers in grades 4-8 in terms of certificates held and according to each experimental center follow:
Below Class A

Gastonia
Martin County
Rowan County
State

Class A

32.4
24.2
51.6
38.8

Graduate

56.0
66.7
83.3
63.0

In grades 4-8, a total of 65 teachers of the 144 who held Class A certificates and volunteered for classroom observa-
tions, or 45.1 percent, were awarded merit increments; and 18 of the 29 volunteers who held Graduate certificates, or
62.1 percent, received merit increments. A total of 83 teachers among the 173 who volunteered in grades 4-8, or 48.0
percent received merit increments.

Percentages of recipients in grades 4-8 in terms of certificates held and according to each experimental center follow:

Class A Graduate Below Class A
Gastonia 53.0 50.0 —
Martin County 45.8 80.0 —
Rowan County 41.9 60.0 _—
State 45.1 62.1 —

In grades 9-12, a total of 159 teachers among 279, or 57.0 percent, volunteered for classroom observations; 42 of 67
teachers with Graduate certificates, or 62.7 percent, volunteered for observations; and 8 of the 9 teachers with cer-
tificates below Class A, or 88.9 percent, volunteered. A total of 209 teachers among the 355 in grades 9-12, or 58.9
percent, volunteered for classroom observations.

Percentages of volunteers in grades 9-12 in terms of certificates held and according to each experimental center
follow:

Class A Graduat Below Class A
Gastonia 57.0 48.0 100.0
Martin County 47.8 80.0 -
Rowan County 61.4 63.6 —
State 57.0 62.7 88.9

In grades 9-12, a total of 67 teachers among the 159 with Class A certificates who volunteered for observations, or
42.1 percent, were awarded merit increments; 20 of the 42 teachers with Graduate certificates who volunteered for
observations, or 47.6 percent, were awarded increments; and 3 of the 8 teachers with certificates below Class A
who volunteered for observations, or 37.5 percent, were awarded increments. A total of 90 teachers among 209 in
grades 9-12, or 43.1 percent, were awarded merit inerements.

Percentages of recipients in grades 9-12 in terms of certificates held and according to each experimental center

follow:

Class A rad Below Class A
Gastonia 48.6 33.3 37.6
Martin County 51.5 50.0 —
Rowan County 36.0 57.1 —_
State 421 47.6 376
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Table S-IV indicates the distribution of all teachers in the three experimental centers, those
volunteering for classroom observations, and those receiving merit increments, according to years of

experience and grade level for 1962-63.

o Of the 1,079 teachers in the three experimental centers in 1962-63,

27.4 percent had less than 5 years’ experience
23.4 percent had 5-10 years’ experience

21.6 percent had 11-20 years’ experience

97.5 percent had over 20 years’ experience

TOTAL STAFF

o Percentages of staff employed in each of the three experimental centers, plus State percentages, according to years

of teaching experience follow:

Experience & Gast Martin County Rowan County State
Less than 5 years 29.6 26.1 26.9 274
5-10 years 30.6 21.5 20.1 23.4
1-20 years 17.4 20.8 24.6 21.6
Over 20 years 22.3 31.6 28.3 27.56
e In grades 1-3 percentages in terms of experience for each experimental center and for the State follow:
Experience Gastonia Martin County Rowan County State
Less than 5 years 30.3 20.0 14.8 20.4
5-10 years 25.0 15.3 21.1 20.4
11-20 years 11.8 20.0 273 21.1
Over 20 years 32.9 44.7 36.7 38.1
s In grades 4-8 percentages in terms of experience for each experimental center and for the State follow:
Experience Gasti Martin County Rowan County State
Less than 5 years 33.1 23.7 25.1 27.2
5-10 years 30.8 184 17.3 21.7
11-20 years 15.4 22.8 24.6 21.3
Over 20 years 20.8 35.1 33.0 29.8

¢ In grades 9-12 percentages in terms of experience for each experimental center and for the State follow:

Rowan County State

Experience Gast Martin County

Less than 5 years 24.5 34.8

5-10 years 34.7 315

11-20 years 24.5 19.1

Over 20 years 16.3 14.6
VOLUNTEERS

38.7 33.8
22.6 28.2
22.0 22.0
16.7 16.1

o Of the 484 teachers who volunteered for classroom observations from among the 1,079 in the three experimental

centers,
37.8 percent had less than 5 years’ experience
49.8 percent had 5-10 years’ experience
57.9 percent had 11-20 years’ experience
37.4 percent had over 20 years’ experience

e Total percentages, grades 1-12 for volunteers in each experimental unit, plus State percentages, follow:

Experience Gast Martin County
Less than 5 years 40.0 34.7
5-10 years 46.2 43.5
11-20 years 52.8 46.7
Over 20 years 29.4 28.6

Rowan County State
38.2 37.8
571 49.8
65.8 - B7.9
47.1 37.4

e In grades 1-3 percentages of volunteers in terms of experience for each experimental center and for the State follow:

Rowan County State

Experience Gastonia Martin County
Less than 5 years 26.1 29.4
5-10 years 42,1 30.8
11-20 years 22.2 41.2
Over 20 years 24.0 21.1

¢ In grades 4-8 percentages of volunteers in terms of experience for each experimental center and for the State follow:

Experience Gastoni Martin County
Less than 5 years 34.9 25.9
5-10 years 375 38.1
11-20 years 45.0 46.2
Over 20 years 33.3 175

211 25.4
370 37.3
bT7.1 47.5
38.3 29.1
Rowan County State
42,2 35.7
61.3 45.7
61.4 53.3
441 33.3




Distribution of All Teachers in the Three Experimental Centers, Those Volunteering

| : Table S-1V for Classroom Observations, and Those Receiving Merit Increments, According 'y
| to Years of Experience and Grade Level, for 1962-1963 LS
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e In grades 9-12 percentages of volunteers in terms of experience for each experimental center and for the State follow:

Experience

Less than 5 years
5-10 years

11-20 years

Over 20 years

RECIPIENTS

Gastonia Martin County Rowan County State
62.5 45.2 415 46.1
58.8 53.6 68.4 61.0
70.8 52.9 83.8 731
31.3 84.6 67.9 6L4

e Total percentages of recipients of merit increments, in terms of volunteers for classroom observations, according to
each experimental center and in terms of State percentages and in terms of teaching experience, follow:

Experience

Less than 5 years
5-10 years

11-20 years
Over 20 years

Gastonia Martin County Rowan County State
50.0 42.3 18.0 33.9
37.2 444 42.9 41.3
53.6 60.7 51.9 54.1
55.0 76.9 53.8 59.5

s In grades 1-3 percentages of recipients of merit increments, in terms of volunteers for observation, according to
each experimental center and for the State, in terms of teaching experience, follow:

Experience

Less than 5 years
5-10 years

11-20 years

Over 20 years

Gastonia Martin County Rowan County State
50.0 40.0 — 33.3
25.0 50.0 60.0 45.5
50.0 85.7 65.0 69.0
66.7 75.0 44.4 56.3

o In grades 4-8 percentages of recipients of merit increments, in terms of volunteers for observation, according to
each experimental unit and for the State, in terms of teaching experience, follow:

Experience

Less than 5 years
5-10 years

11-20 years

Over 20 years

Gastonia Martin County Rowan County State
46.7 42.9 26.3 36.6
40.0 375 31.6 35.7
71.8 58.3 44.4 54.2
55.5 85.7 61.5 64.3

e In grades 9-12 percentages of recipients of merit increments, in terms of volunteers for observation, according to
each experimental unit and for the State, in terms of teaching experience, follow:

Experience

Less than 5 years
5-10 years

11-20 years

Over 20 years

Gast: Martin County Rowan County State
53.3 42.9 14.8 32.1
40.0 46.7 42.3 42.6
41.2 44.4 48.4 45.6
40.0 72.7 52.6 7.1
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Table S-V

Tables S-V, S-VI, S-VII, and S-VIII are comparable to Tables S-I, S-II, S-III, and S-IV; but
they pertain to the third year of the experiment, 1963-64, or the second year of rating teachers
for merit increments. As explained earlier, Martin County did not participate in the experimental
study during 1963-64, except to cooperate in the evaluation of the first two years of the experiment.

Table V indicates numbers and percentages by grade level and sex for all instructional person-
nel in Gastonia and in Rowan County, for all those volunteering for classroom observations and
for all those receiving merit inerements, along with State totals for 1963-64.

Of the 821 teachers in Gastonia and Rowan County for 1963-64 a total of 224, or 27.3 percent, volunteered for class-
room observations; and of these 224 volunteers 167, or 74.6 percent, were awarded merit increments.

Percentages of volunteers and recipients in terms of all teachers in Gastonia and in Rowan County follow:

% Volunteers _o_Recipients
Gastonia 20.9 87.3
Rowan County 31.0 ' 69.6
State 27.3 74.6

There were 167 men in these two experimental centers in 1963-64 or 20.3 percent of the total instructional person-
nel; there were 654 women teachers or 79.7 percent of the total instructional personnel.

A total of 49 men teachers, or 29.3 percent, volunteered for classroom observations; and 175 women teachers, or 26.8
percent, volunteered for observations.

Percentages of volunteers in terms of sex for Gastonia and Rowan County follows:

Men Women
Gastonia 27.9 18.8
Rowan County 30.3 31.2
State 29.3 26.8

Of the 49 men volunteering for classroo mobservations, 32, or 65.3 percent, were awarded merit increments; of the
175 women who volunteered for observations, 135, or 77.1 percent, were awarded increments.

Percentages of those receiving increments by sex in Gastonia and in Rowan County follow:

_Men Women
Gastonia 89.5 86.4
Rowan County 500 74.1
State 65.3 M1

In grades 1-3, of the 205 female teachers in Gastonia and Rowan County, 43, or 21.0 percent, volunteered for obser-
vations. They were divided as follows:

_Men ‘Women
Gastonia — 12.8
Rowan County —_ 26.0
State J— 21.0

e Recipients in grades 1-3, all women, are accounted for in the following manner:

_Men Women
Gastonia —_ 90.0
Rowan County — 75.8
State — 79.1

e In grades 4-8, 14 of all 51 men in these grades, or 27.5 percent, volunteered for observations; and of these 14 men,
7, or 50.0 percent, were awarded merit increments. On the other hand, 75 of all 270 women in grades 4-8, or 27.8
percent, volunteered for observations; and of the 75 women volunteers, 55, or 73.3 percent, were awarded merit in-
crements. Total number and percentage of volunteers among 321 teachers was 89, or 27.7 percent; total number of
recipients among the 89 volunteers was 62, or 69.7 percent.

e Percentages of volunteers and recipients in grades 4-8 in Gastonia and Rowan County follow:

Men Women Total
Percent P t P t Percent Percent Percent
Vol s  Recipient: Vol Recipient Vol s Reclplent
Gastonia 22.7 80.0 18.2 75.0 18.9 76.0
Rowan County 31.0 33.3 34.4 2.7 33.9 67.2

e In grades 9-12, 35 of all 116 men in these grades, or 30.2 percent, volunteered for classroom observations; and of these
35 men 27, or T1.4 percent, were awarded merit increments. At the same time 51 women among all 163 women in
these grades, or 31.3 percent, volunteered for observations; and of the 51 women who volunteered 41, or 80.4 percent,
were awarded merit increments. Total number of volunteers among the 279 teachers in grades 9-12 was 86, or 30.8
percent; total number of recipients among the 86 volunteers was 66, or 76.7 percent.




; Numbers and Percentages by Grade Level and Sex for All Instructional Personnel
in Gastonia and in Rowan County, for All Those Volunteering for Classroom

Table S-V Observations and for All Those Receiving Merit Increments,
Along With State Totals, for 1963-1964

Total Teachers Volunteering
Instructional Staff for Classroom Observations
Grade Pilot b Hex %
Level Center ke Female E::.hl Male Female Teachers|
Grade| % T}t}ul (1}!:::.!:0
Ne. % No. % Level No. ﬁt- ‘?ﬂ‘l No. Vol. %. V;’I’. Level
" ﬁ = —_ 78 100.0 78 — — — 10 100.0 12.8 10 1238
R - = 127 100.0 127 - _ — 33 100.0 26.0 33 26.0
State — — 206 100.0 205 = == s=2 43 100.0 21.0 43 21.0
b ﬁ 22 16.7 110 83.3 182 5 20.0 22.7 20 80.0 18.2 25 18.9
R 29 16.3 160 84.7 189 Iy 141 31.0 55 25.9 344 64 33.9
State 51 16.9 270 84.1 321 14 15.7 27.6 75 84.3 27.8 89 27.7
1 % 46 50.0 46 50.0 92 14 50.0 30.4 14 50.0 30.4 28 30.4
R 70 374 117 62.6 187 21 36.2 300 37 63.8 31.6 58 310
State 116 41.6 163 68.4 279 36 40.7 30.2 51 59.3 31.3 86 30.8
- g{ 68 22.5 284 7.6 302 19 30.2 27.9 44 69.8 18.8 63 20.9
ota — J— —_ — _— — — — _— _— — —_— f—
R 99 19.1 420 80.9 519 30 18.6 80.3 131 81.4 31.2 161 81.0
State 167 20.8 654 79.7 821 49 21.9 29.3 176 78.1 26.8 224 27.3
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p. Education — — 16 100.0 16 == == — 6 100.0 87.6 6 37.6
Teachers Receiving
Merit Increments m
o]
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yid % % Nor. % o
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G o - — 9 100.0 90.0 9 90.0
1-3 7 G — —_ — —_ —_ — e oy
R — = — 25 100.0 75.8 25 76.8 o
State @ — —_ — 84 100.0 79.1 84 79.1 8
G 4 21.1 80.0 16 8.9 75.0 19 76.0 &
4-8 M — — — — — — — — ®
R 3 7.0 33.8 40 93.0 72.1 43 67.2 o
State 7 113 50.0 66 88.7 73.3 62 69.7 S
G 13 48.1 92.9 14 519  100.0 21 96.4 @
B-12 M — —_ — — —_ — — — s
R 12 30.8 57.1 27 69.2 73.0 39 67.2 Q,
State 25 87.9 71.4 41 62.1 80.4 66 76.7 <
G 17 30.9 89.5 38 69.1 86.4 55 87.3
Total M = L — — — — — e
R 15 13.4 50.0 97 86.6 74.0 112 69.6 <
State 32 19.2 65.3 185 80.8 771 167 74.6
Eowan
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Table S-VI

Table S-VI indicates numbers and percentages by grade level and race for all instructional per-
sonnel in Gastonia and in Rowan County, for all those volunteering for classroom observations and
for all those receiving merit increments, along with State totals, for 1963-64.

e Of the 821 teachers in Gastonia and in Rowan County in 1963-64, a total of 660, or 80.4 percent, were white teach-
ers; and 161, or 19.6 percent, were Negro teachers.

e Percentages of total instructional staff according to race and according to experimental centers follow:

White Negro
Gastonia 794 20.5
Rowan County 80.9 19.1
State 80.4 19.6

» Of the 660 white teachers in these two centers 166, or 25.2 percent, volunteered for classroom observations; and of the
161 Negro teachers 58, or 36.0 percent, volunteered. All volunteering teachers included 224, or 27.3 percent, of the
total instructional staff in both pilot centers.

* Percentages of volunteers for classroom observations according to race and according to experimental centers

follow:
White Negro Total
Gastonia 23.8 9.7 20.9
Rowan County 26.0 52.6 31.0
State 25.2 36.0 27.3

» In grades 1-3 a total of 30 white teachers among 162, or 18.5 percent, volunteered for classroom observations;
whereas, 13 of 43 Negro teachers, or 30.2 percent, volunteered for observations. Of the 205 teachers in grades 1-3,
a total of 43, or 21.0 percent, volunteered for observations.

e Percentages of volunteers in grades 1-3 according to race and according to experimental centers follow:

White Negro Total
Gastonia 16.9 — 12.8
Rowan County 19.4 54.2 26.0
State 18.5 30.2 21.0

e Of the 30 white teachers who volunteered for observations in grades 1-3, a total of 27, or 90.0 percent, were awarded
merit increments; and of the 13 Negro volunteers, 7 or 53.8 percent, were awarded increments. Of 43 volunteers in
grades 1-3 a total of 34, or 79.1 percent, received increments.

e Percentages of recipients in grades 1-3 according to race and according to experimental centers follow:

_White Negro Total
Gastonia 90.0 _ 90.0
Rowan County 90.0 53.9 75.8
State 90.0 53.8 79.1

e In grades 4-8 a total of 64 white teachers among 262, or 24.4 percent, volunteered for observations; and of this
number 51, or 79.7 percent, were awarded merit increments. At the same time in grades 4-8, 25 of 59 Negro teach-
ers, or 42.4 percent, volunteered for observations; and of the 25 Negro volunteers 11, or 44.0 percent, were awarded
increments. In grades 4-8 there was a total of 89 volunteers, or 27.7 percent, of all teachers in these grades; of
these 89 volunteers 62, or 69.7 percent, were awarded increments.

* Percentages of volunteers and recipients in grades 4-8 according to race and in terms of the two experi-
mental centers follow:

Volunteers Recipients
White Negro Total White Negro Total
Gastonia 19.6 16.0 18.9 76.2 75.0 76.0
Rowan County 299 61.8 33.9 81.4 38.1 67.2
State 24.4 42,4 27.1 79.7 44.0 69.7

e In grades 9-12 a total of 70 white teachers among 225, or 31.1 percent, volunteered for observations; and of these
70 volunteers, 60 or 85.7 percent, were awarded merit increments. At the same time 16 of 54 Negro teachers in
grades 9-12, or 29.6 percent, volunteered for observations; among these 16 volunteers 6, or 37.5 percent, were award-
ed increments. There was a total of 86 volunteers in grades 9-12, or 30.8 percent; and of these 86 volunteers, 66,
or 76.7 percent, were awarded merit increments.

* Percentages of volunteers and recipients in grades 9-12 according to race and in terms of the two experi-
mental centers follow:

‘Volunteers Recipients
White Negro Total White Negro Total
Gastonia 35.1 11.1 30.4 96.1 100.0 96.4
Rowan County 29.1 38.9 31.0 79.5 28.6 67.2
State 31.1 29.6 30.8 85.7 37.6 76.7




Numbers and Percentages by Grade Level and Race for All Instructional
Table S-VI Personnel in Gastonia and in Rowan County, for All Those Volunteering
for Classroom Observations, and for All Those Receiving Merit
Increments, Along With State Totals, for 1963-1964
Total Teachers Volunteering
Ingtruetional Staff for Classroom Obhservations
tl}‘ndo Pilot Race SR Race
evel Center White Negro gl:‘dh White Negro sl % To:ch!‘rl
rade
No. % No. % Level No. va. . No. va. % Vei. e
G 59 76.6 19 24.4 78 10 100.0 16.9 — — — 10 12.8
1-3 M — — — — — S - — —_ — — —_ —
R 103 81.1 24 18.9 127 20 60.6 19.4 13 394 b4.2 33 26.0
State 162 79.0 43 21.0 205 30 69.8 18.6 13 30.2 30.2 43 21.0
G 107 81.1 25 18.9 132 21 84.0 19.6 4 0 16.0 26 18.9
-8 M — — - —_ — — — s - - - — —
& R 156 82,0 34 18.0 189 43 67.2 27.7 21 32.8 61.8 64 33.9
State 262 81.6 59 184 321 64 71.9 244 25 28.1 424 89 277
b IC\}{ T4 80.4 18 19.6 92 26 92.9 36.1 2 71 11.1 28 304
R 161 80.7 36 10.3 187 44 75.9 291 14 241 889 58 31.0
State 226 80.6 b4 194 279 70 814 311 16 18.6 29.6 86 30.8
G 240 79.4 62 20.6 302 57 90.6 23.8 6 9.6 9.7 63 20.9
Total M — — — - - — - - — - — — ce
R 420 80.9 29 19.1 519 109 67.7 26.0 52 32.3 62.6 161 31.0
State 660 80.4 161 19.6 821 166 74.1 25.2 58 25.9 36.0 224 27.3
Rowan
Sp. Education 11 68.8 5 313 16 2 33.3 18.2 4 66.7 80.0 6 375
Teachers Receiving wn
Merit Increments ~~
Grade Pilot Race ]
Level Center ‘White Negro Total H-:
% o 9% ‘7& No. ;
No. Recip. Vol. No. Recip. ol. Recip. Vol. g.
G 9 100.0 90.0 o — — 9 90.0 &
1-3 M —- — - — - - — .
R 18 72.0 90.0 7 280  53.9 25 75.8 &
State 27 79.4 90.0 7 20.6 53.8 34 79.1 &
G 16 84.2 76.2 3 15.8 75.0 19 76.0 g:
-8 M — — _ —_ — — o — o
R 35 81.4 81.4 8 18.6 38.1 43 67.2 ®
State 51 82.3 9.7 11 17.7 44.0 62 69.7 g_
G 25 92.6 96.1 2 74  100.0 27 96.4
h-12 M s — — — — — — —_ @
R 35 89.7 79.56 4 10.3 28.6 39 67.2 o
State 60 90.9 856.7 6 9.1 376 66 76.7 %
G 50 90.9 87.7 b 9.1 83.3 55 87.3
l'otal M - — — —_ - — — —_
R 90 80.4 82.6 22 19.6 42.3 112 69.6
State 140 83.8 84.3 27 16.2 46.6 167 74.6 %
Rowan
Sp. Education 2 40.0 100.0 3 60.0 75.0 b 83.3
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Table S-VII

Table S-VII indicates numbers and percentages of certificates held by all teachers in Gastonia
and in Rowan County, by all those volunteering for classroom observations, and by all those re-
ceiving merit inerements, according to grade level and type, along with State totals for 1963-1964.

B e ]

® Of the 821 teachers in Gastonia and Rowan County in 1963-64 a total of 695, or 84.7 percent, held Class A certifi-
cates; 107, or 13.0 percent, held Graduate certificates; and 19, or 2.3 percent, held certificates below Class A.

Percentages according to certificates held in terms of experimental centers follow:

Class A Graduate Below Class A
Gastonia 78.8 20.5 0.7
Rowan County 88.1 8.7 3.3
State 84.7 13.0 23

Of the 695 teachers who held Class A certificates 184, or 26.5 percent, volunteered for observations; 40 of the 107
teachers who held Graduate certificates, or 37.4 percent, volunteered for observations; no teachers with certificates
below Class A volunteered for observations. A total of 224 teachers, or 27.3 percent, volunteered for observations.
Total percentages for those who volunteered for classroom observations in terms of types of certificates held and
according to the experimental centers follow:

Class A Graduate Below Class A
Gastonia 185 30.7 —
Rowan County 30.6 46.7 —
State 26.5 374 —_

Of the 184 teachers who held Class A certificates and who volunteered for classroom observations 134, or 72.8 per-
cent, were awarded merit increments; and 33 of the 40 who held Graduate certificates and who volunteered for ob-
servations, or 82.5 percent, were awarded increments. Since there were no volunteers who held certificates below
Class A, there were no recipients of merit increments. A total of 167 teachers among the 224 who volunteered for
observations, or 74.6 percent, were awarded merit increments.

* Total percentages of those who received merit increments in terms of types of certificates held according to
each experimental center follow:

Class A Graduoate Below Class A
Gastonia 86.4 89.5 -
Rowan County 68.6 76.2 —
State 728 82.6 —

In grades 1-3 there were 38 teachers with Class A certificates in Gastonia and in Rowan County, or 21.0 percent,

of all teachers in these grades who held such certificates who volunteered for classroom observations; 5 of 13 who

held Graduate certificates, or 38.5 percent, volunteered for observations. Total volunteers in grades 1-3 were 43

among a total of 205, or 21.0 percent.

o In grades 1-3, 30 of the 38 volunteers who held Class A certificates, or 78.9 percent, were awarded merit incre-
ments; and 4 of the 5 holding Graduate certificates, or 80.0 percent, were awarded increments. A total of 34 teach-
ers in grades 1-3 among the 43 volunteered for observations, or 79.1 percent, were awarded increments.
Percentages of volunteers and recipients in grades 1-3 according to certificates held and according to the experi-
mental centers follow:

Volunteers : Recipients
T Below Below
Class A Graduate Class A Total ,_Class A Graduate ClassA _Total
Gastonia 10.3 33.3 —_ 12.8 85.7 100.0 — 90.0
Rowan County 274 50.0 = 26.0 7.4 50.0 - 75.8
State 21.0 38.5 —_ 21.0 78.9 80.0 — 79.1

* In grades 4-8 a total of 89 teachers, or 27.7 percent of the 321 in these grades, volunteered for observations; 73 of

these, or 26.2 percent, were among the 279 who held Class A certificates; 16, or 41.0 percent, were among the 39

who held Graduate certificates. '

In grades 4-8, 62 of the 89 who volunteered for observations, or 69.7 percent, were awarded merit inerements; 49,

or 67.1 percent, held Class A certificates; and 13, or 81.3 percent, held Graduate certificates.

e Percentages of volunteers and recipients in grades 4-8 according to certificates held and according to the experi-
mental centers follow:

Volunteers Recipients
Below Below
Class A Graduate - Class A Total Class A Gradoate (Class A Total
Gastonia 14.4 37.0 — 18.9 73.3 80.0 - 76.0
Rowan County 33.1 50.0 - 33.9 65.5 83.3 —_ 67.2

State : 26.2 41.0 — 217 67.1 81.3 —  69.7




Numbers and Percentages of Certificates Held by all Teachers in Gastonia and in
Table S-VII Rowan County, by All Those Volunteering for Classroom Observations, and
aoce o= By All Those Receiving Merit Increments, According to Grade Level
and Type, for 1963-1964
Total Teachers Receiving
Instructional Staff Merit Increments
i Bel
‘i;:‘:; Ci‘lll::l Class A Graduate C?:Is:'a\ Class A Graduate CIIISWA
No. % No. Y% No %o Total No.: \731. TZ‘L:.. No. v%n. Teﬁh. No. v‘% - 'r.;%éu. 'r?:;l T %
G 68 87.2 9 11.6 1 1.3 78 7 70.0 10.3 8 30.0 33.3 — — - 10 12.8
1-3 M — — — — — —_— — = w— —_ — —_ — — — — — J—
R 1138 89.0 4 3.1 10 7.9 127 31 93.9 274 2 6.1 50.0 — — J— 338 26.0
State 181 88.3 18 6.3 11 b.4 206 38 88.4 21.0 b 11.6 38.6 — —_ — 43 21.0
G 104 78.8 27 20.6 1 0.8 132 16 60.0 14.4 10 40.0 37.0 —_ — —_ 25 18.9
4.8 M — — — —_ —_ — —_ — —_ — — — —_— ., - — — e —_
R 175 92.6 12 6.3 2 1.1 189 568 90.6 33.1 6 9.4 50.0 - — —_ 64 33.9
State 279 86.9 89 12.2 8 0.9 321 73 82.0 26.2 16 18.0 41.0 — —_— — 89 277
g‘r{ 66 T1.7 26 28.3 _— — 92 22 78.6 33.3 6 214 23.1 — — — 28 304
9-12 — —_ — — - o — — — —— — - — —_ - — —_— J—
R 158 84.5 27 14.4 2 1.1 187 46 79.3 29.1 12 20.7 444 — — — b8 31.0
State 224 80.3 53 19.0 2 0.7 279 68 79.1 304 18 20.9 34.0 — — —_ 86 30.8
G 238 78.8 62 20.6 2 0.7 302 44 69.8 18.6 19 30.2 30.7 - —- — 63 20.9
Total M — — - - - - - — - — — — — — —_ — — — —
R 457 88.1 45 8.7 17 3.3 519 140 817.0 30.6 21 13.0 46.7 - - — 161 31.0
State 6956 84.7 107 13.0 19 2.3 821 184 82.1 26.6 40 17.9 37.4 — .- S 224 27.3
Rowan
Sp. Edue. 11 68.8 2 12,6 3 18.8 16 b 83.3 45.6 1 16.7 50.0 - — — 6 37.6
Tm:;:r! l}ocelvl‘n_l )
Below ah
Grade Pilot Class A Graduate Class A =4
Level Center % % = ;.
No. Reelp. \?EI. No. Recip. ‘?EI. No. Reeip. \?i’l. Total \?gl. !;‘1:
G 6 66.7 86.7 3 33.8 100.0 —_ — — 9 90.0 a
1-3 M — — —_ — - — —_ — —_ —_— -_—
R 24 96.0 77.4 1 4.0 50.0 — = — 26 75.8 ]
State 30 88.2 78.9 4 11.8 80.0 —_ — - 34 79.1 ®,
G 11 57.9 73.8 8 42.1 80.0 — - = 19 76.0 g,
-8 M — - —- —_ - —_ — = == — . ”
R 38 884 655 5 116 88 — — — 43 672 &
State 49 79.0 67.1 13 21.0 81.3 S— - —— 62 69.7 i
G 21 7.7 9.6 6 222 1000 — — — 27 964 e
b-12 M e — -— — — - —_ — - - -— (7o)
R 30 76.9 656.2 9 23.1 76.0 — - - -— 39 67.2 S
State b1 77.3 76.0 16 22.7 83.3 - - - 66 76.7 g-
G 38 @91 £84 U7 809 85 — — — 8 93 =
T'otal M — — _— — — —_— — = 2= o S
R 96 86.7 68.6 16 14.3 76.2 - — — 112 69.6
State 134 80.2 72.8 33 19.8 82.6 - — — 167 74.6 &‘
Rowan
Sp. Edue. 4 80.0 80.0 1 20.0 100.0 - — - b 83.3
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e In grades 9-12 a total of 86 teachers, or 30.8 percent of the 279 in these grades, volunteered for observations; 68
of these, or 30.4 percent, were among the 224 who held Class A certificates; and 18, or 34.0 percent, were among
the 53 who held Graduate certificates in these grades.

e In grades 9-12, 66 of the 86 who volunteered for classroom observations, or 76.7 percent, were awarded merit in-
crements; 51, or 75.0 percent, held Class A certificates; and 15, or 83.3 percent, held Graduate certificates.

o Percentages of volunteers and recipients in grades 9-12 according to certificates held and according to the
experimental centers follow:

Volunteers Recipients
Below Below
Class A Gradnate Class A Total Class A Graduate Class A  Total
Gastonia 33.3 23.1 — 304 95.56 100.0 — 964
Rowan County 29.1 444 — 31.0 65.2 75.0 — 67.2

State 30.4 34.0 — 30.8 75.0 83.3 — 76.7
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Table S-VIII

Table S-VIII indicates the distribution of all teachers in Gastonia and Rowan County, those
volunteering for classroom observations, and those receiving merit increments, according to years of

experience and grade level, along with State totals, for 1963-64.

® Of the 821 teachers in Gastonia and in Rowan County in 1963-64,

25.2 percent had less than 5 years’ experience

25.8 percent had 5-10 years’ experience

21.1 percent had 11-20 years’ experience

27.9 percent had over 20 years’ experience
Percentages of staff employed in each of the two experimental centers, plus State percentages, according to
years of teaching experience, follow:

Experience Gastonia Rowan County State
Less than 5 years. 23.5 26.2 25.2
5-10 years 31.8 22.4 25.8
11-20 years 20.8 ¢ 21.2 211
Over 20 years 23.8 30.3 27.9
* In grades 1-3 percentages in terms of experience for each experimental center and for the State follow:
M Gastonia Rowan County State
Less than 5 years 25.6 12.6 1756
5-10 years 30.8 28.3 29.3
11-20 years 154 21.3 19.0
Over 20 years 28.2 37.8 34.1
¢ In grades 4-8 percentages in terms of experience for each experimental center and for the State follow:
Experience Gastonia Rowan County State
Less than 5 years 23.5 21.7 224
5-10 years 318 20.1 24.9
11-20 years 18.9 21.7 20.6
Over 20 years 25.7 36.5 82.1
e In grades 9-12 percentages in terms of experience for each experimental center and for the State follow:
Experience Gastonia Rowan County State
Less than 5 years 21.7 40.6 34.4
5-10 years 32.6 214 25.1
11-20 years 28.3 20.9 23.3
Over 20 years 174 17.1 17.2

® Of the 224 teachers who volunteered from among the 821 in Gastonia and Rowan County,
15.5 percent had less than 5 years’ experience
29.2 percent had 5-10 years’ experience
37.0 percent had 11-20 years’ experience
28.8 percent had over 20 years’ experience
* Total percentages, grades 1-12 for those who volunteered for classroom observations in each experimental unit,
plus State percentages, follow:

_Experience Gastonia Rowan County State
' Less than 5 years 12.7 16.9 15.5
’ 5-10 years 22.9 345 29.2
11-20 years 27.0 42.7 370
} Over 20 years 20.8 32.56 28.8
‘ ® In grades 1-3 percentages of volunteers in terms of experience for each experimental center and for the State
i Tollow: Experience Gastoni Rowan County State
| Less than 5 years 10.0 18.8 13.9
Ii 5-10 years 8.3 22.2 16.7
| 11-20 years 8.3 37.0 28.2
[ Over 20 years 22.7 25.0 24.3
| * In grades 4-8 percentages of volunteers in terms of experience for each experimental center and for the State
[ follow:
Experience Gastoni Rowan County State
Less than 5 years 9.7 17.1 13.9
5-10 years 238 421 325
11-20 years 24.0 41.5 34.8
Over 20 years 17.6 34.8 29.1
* In grades 9-12 percentages of volunteers in terms of experience for each experimental center and for the State
follow:
_Experience Gastoni Rowan County State
Less than 5 years 20.0 © .15.8 16.7
5-10 years 33.3 37.5 35.7
11-20 years 385 43.6 41.5
Over 20 years 25.0 43.8 37.5

b— - e e e =T




Distribution of All Teachers in Gastonia and In Rowan County, Those Volunteering
Table S-VIII for Classroom Observations, and Those Receiving Merit Increments, According
to Years of Experience and Grade Level, Along with State Totals,

for 1963-1964 @
LS
Total Teachers Volunteering
Instructional Staff for Classroom Observations
Grade Pilot '1'|E'”'l 5 5-10 1-2 0 Tlll"ms 5-10 20 §
-l an - -t

Level Center Y:‘!‘y Years lYn:l '}::r:o Years Years ll"lenn o;::rfo ®
No. % No. % No. % No. % Totab No. ‘7&1. Tﬁ:h No. \?21. ‘rﬁeh No. ‘?ﬁl. Tﬁeh No. ?ﬂ. '!'?:eh Total 2
.3 E{ 20 26.6 24 80.8 12 15.4 29 28.2 78 2 20.0 10.0 2 20.0 8.3 1 100 8.3 B 50.0 227 10 9:
- p—— a—— — — P —— - — — _— —_ _— —— P p— — A A — — Eos A o]
R 6 126 36 283 27 213 48 3718 127 3 91 188 8 242 222 10 803 370 12 364 250 383 =
State 36 17.5 60 29.3 39 19.0 70 34.1 205 5 116 139 10 233 167 11 26.6 282 17 395 243 43 )
- g,{ 31 23.6 42 31.8 25 18.9 34 25.7 132 8§ 120 9.7 10 40.0 23.8 6 24.0 24.0 6 240 176 2b 3
R 9 o217 88 201 41 217 69 365 189 7 To9 171 16 2650 421 17 266 415 24 375 348 64 | =
State 72 224 80 24.9 66 20.6 103 32.1 321 10 11.2 139 26 292 325 23 258 348 30 337 29.1 89 g
i ]E;[ 20 21.7 30 32.6 26 28.3 16 17.4 92 4 14.3 20,0 10 36.7 33.3 10  36.7 38.6 4 143 25.0 28 ~
R 76 406 40 214 89 209 82 171 187 5 207 158 16 2659 75 17 298 436 14 241 438 b8 S
State 96 844 70 26.1 66 23.3 48 17.2 279 16 18.6 16.7 256 29.1 3657 27 314 415 18 209 376 86 %
rotal ﬁ 71 2356 96 - 3818 63 20.8 72 23.8 302 9 143 12,7 22 349 229 17 217.0 27.0 16 238 20.8 63 -

Tota J— — — —_ — =, i — — PR — — —_— — — —_— — — L e N —

R 136 26.2 116 224 110 21.2 167 303 619 23 148 169 40 248 3456 47 29.2 427 b1 817 3825 161 E
| State 207 26.2 212 26.8 173 21.1 229 27.9 821 32 143 1655 62 27.7 202 64 28,6 87.0 66 205 288 224 "“i
| Rowan s
' Bp. Education 3 18.8 2 12.6 3 18.8 8 50.0 16 1 16.7 833 1 16.7 50.0 3 50.0 100.0 1 11.7 126 6 ~
| o

L~

e Tntrmenty %

Grade Pilot Less &

- 4 o

B cmln| 2, pan e &
No. Redip. ENTE- No. Ribw. Vol | Ne. SR - Total VL.
G 1 11k 50.0 2 222 100.0 h | 11.1 100.0 5 bbb 100.0 9 900
1-3 M _ e e e e s e e Th e e o — T
R 1 4,0 33.3 8 320 100.0 8 320 80.0 8 32.0 66.7 26 768
State 2 5.9 40.0 10 294 100.0 9 266 81.8 13 382 76.6 34 1791
G 2 1056 66.7 7 368 70.0 b 263 83.3 b 263 83.3 19 176.0
H-8 M —_— — — —_ - _— —_— — —_— — — —_ —_ -
R 2 4.7 286 11 25.6 68.8 12 279 706 18 419 75.0 43 672
State 4 6.5 40.0 18 29.0 690.2 17 274 739 23 371 76.7 62 69.7
G 4 14.8 100.0 9 333 90.0 10 387.0 100.0 4 14.8 100.0 27 964
H-12 M = e s = SR 1t o ey S —  —
R 4 10.3 33.3 9 23.1 60.0 16 3856 88.2 11 282 78.6 39 672
State 8 121 50.0- 18 273 72.0 25 379 926 16 22.7 83.3 66  76.T
G 7 124 778 18 327 818 16 29.1 94.1 14 2556 93.3 56 873
otal M i e A e, S mEEL ol =g - —_ -
r R T 6.3 304 29 269 726 88 339 80.9 38 33.9 745 112 69.6
State 14 8.4 438 47 281 758 b4 323 844 b2 BI1 788 167 T4.6

Rowan

Qn Rdneatinn — S . j § 20.0 100.0 3 60.0 100.0 1 20.0 100.0 b 83.8
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A total of 167 teachers in grades 1-12 from among 224 who volunteered for classroom observations, or 74.6 percent,
were awarded merit increments. Recipients in each experience category in relation to those who volunteered in each
experience category follow:

48.8 percent had less than 5 years’ experience

75.8 percent had 5-10 years’ experience

84.4 percent had 11-20 years’ experience

78.8 percent had over 20 years’ experience
Of the 167 recipients of merit increments,

8.4 percent had less than 5 years’ experience

28.1 percent had 5-10 years’ experience

32.3 percent had 11-20 years’ experience

31.1 percent had over 20 years’ experience
Percentages for recipients in Gastonia and Rowan County follow, in terms of volunteers, and according to
teaching experience:

Experience Gastoni Rowan County State
Less than 5 years 7.8 30.4 43.8
5-10 years 81.8 725 75.8
11-20 years 94.1 80.9 84.4
Over 20 years 93.3 74.5 78.8

Gastonia’s 55 recipients of 63 volunteers are distributed as follows:

12.7 had less than 5 years’ experience

32.7 had 5-10 years’ experience

29.1 had 11-20 years’ experience

25.5 had oper 20 years’ experience
Rowan County’s 112 recipients from among 161 volunteers are distributed as follows:

6.3 had less than § years’ experience

25.9 had 5-10 years’ experience

33.9 had 11-20 years’ experience

33.9 had over 20 years’ experience
In grades 1-3, 34 teachers from among the 43 who volunteered for classroom observations were awarded merit
increments. Recipients in each experience category in relation to those who volunteered in each experience category
follow:

40.0 percent had less than 5 years’ experience

100.0 percent had 5-10 years’ experience

81.8 percent had 11-20 years’ experience

76.5 percent had over 20 years’ experience
Of these 34 teachers who received increments,

5.9 percent had less than 5 years’ experience

29.4 percent had 5-10 years’ experience

26.5 percent had 11-20 years’ experience

38.2 percent had over 20 years’ experience
In grades 4-8, 62 teachers from among the 89 who volunteered for classroom observations were awarded merit
increments. Recipients in each experience category in relation to those who volunteered in each experience category
follow:

40.0 percent had less than 5 years’ experience

69.2 percent had 5-10 years’ experience

73.9 percent had 11-20 years’ experience

76.7 percent had over 20 years’ experience
Of these 62 teachers who received increments,

6.5 percent had less than 5 years’ experience

29.0 percent had 5-10 years’ experience

27.4 percent had 11-20 years’ experience

37.1 percent had over 20 years’ experience
In grades 9-12, 66 teachers from among the 86 who vounteered for classroom observations were awarded merit
increments. Recipients in each experience category in relation to those who volunteered in each experience category
follow:

50.0 percent had less than 5 years’ experience

72.0 percent had 5-10 years’ experience

92.6 percent had 11-20 years’ experience

83.3 percent had over 20 years’ experience
Of these 66 teachers who received increments,

12.1 percent had less than 5 years’ experience

27.3 percent had 5-10 years’ experience

37.9 percent had 11-20 years’ experience

22,7 percent had over 20 years’ experience
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Table S-IX

Table S-IX indicates distribution of Gastonia and Rowan County teachers who received merit
increments for 1962-63 and for 1963-64 according to sex, race, certification, teaching experience,
and grade level. The following findings are significant:

o Of the 115 teachers in Gastonia and 221 teachers in Rowan County who received merit increments, there were
113 teachers in the two pilot centers who received increments for two successive years.

e Of the 15 men who received increments for two successive years there were 13 white men teachers and 2
Negro teachers. Seven of the white teachers were from the Gastonia system and 6 from the Rowan County system.
The two Negro teachers were from the Rowan system.

e Of the 98 women teachers who received increments for two successive years, 79 were white and 19 were Negro.
In the Rowan unit, more white women in grades 9-12 (21) received increments for two successive years than
did teachers in any of the other three grade categories. In the Gastonia system, more white women in the grade
category 4-8 (10) received increments for two successive years than in any of the other three grade categories. The
largest number of Negro women teachers who received increments for two successive years in both the Gastonia
and Rowan systems were in the grade category 4-8.

e In the Gastonia system, there were a total of 34 teachers who received increments for two successive years. of
these 34 teachers, 21 held Class A certificates while 13 held graduate certificates. In the Rowan system, 79 teach-
ers received increments for two successive years. Of these 79 teachers, 66 held Class A certificates and 13 held
Graduate certificates.

e Of the 113 teachers in the two systems who received merit increments for two successive years, 87 held Class A
certificates and 26 held Graduate certificates.

o The greatest number of teachers in the Gastonia system who held Class A certificates and received merit incre-
ments for two successive years were in grades 9-12. In the Rowan unit, the largest number of teachers with
Class A certificates receiving increments for two successive years were in grade categories 4-8 and 9-12, both
groups having the same number of recipients.

e From the Gastonia system, more teachers with over 20 years experience received merit inerements for two
successive years than for any of the other three experience groups. From the Rowan system, more teachers
in the 11-20 years of experience category received merit increments for two years than in any other experience
category.

In the Gastonia unit and in the Rowan unit, more teachers in the grade category 9-12 with 11-20 years experience
received increments for two successive years than did any other group. In grades 4-8 and 1-3, there were more
teachers with over 20 years experience who received increments for two successive years than in any of the
other experience groups. Of the two special education teachers who received increments for two successive years
one had 11-20 years of experience; one had over 20 years of experience.




Distribution of Gastonia and Rowan County Teachers Receiving Merit Pay
Table S-IX Increments For 1962-1963 and For 1963-1964, According To Sex,
Race, Certification, Teaching Experience, and Grade Level

Men Women Total CertTm,::tlon Teaching Experience
Gnde Pt [ e | ol [Whits News | o | M P onss  gon (Sl T TOue ] T
No. No. Men No. No. Women | Women No. No. Total No. No. No. " Ne.
1-8 G —- —_ —_ 6 — 6 6 3 3 6 1-3 G — 1 —_ b 6
R o - —_— 13 b 18 18 17 1 18 R - 4 6 8 18
-8 G 2 e 2 10 2 12 14 8 6 14 H-8 G 1 4 4 b 14
R —_— 1 1 20 7 27 28 24 4 28 R - 7 10 11 28
-12 G b — b 9 — 9 14 10 4 14 D-12 G 2 b 6 1 14
R 6 1 7 21 3 24 31 24 7 31 R 1 6 14 10 31
Epecial pecial
ducation R — — o — 2 2 2 1 1 2 ducation R — — 1 2
Totals G 7 — 7 2b 2 27 34 21 13 34 Totals G 3 10 10 11 34
6 8 b4 17 71 79 66 13 79 R 1 17 31 30 79
State State
Total 18 2 16 79 19 98 113 87 26 113 Total 4 27 41 41 113
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Status of Teachers Who Participated in the
Teacher Merit Pay Study for 1962-63

and for 1963-64

Gastonia

e Thirty-five teachers who received increments in 1962-
63 participated in the study in 1963-64.

s Twelve teachers who received an increment in 1962-63
remained in the system but did not choose to volun-
teer for the study in 1963-64.

¢ Eleven teachers who received an increment in 1962-63
did not teach in the Gastonia system in 1963-64.

e One teacher who received an increment the first year
who volunteered for the second year did not receive
an increment.

The North Carolina Teacher Merit Pay Study

Rowan County

* Eighty-two of the teachers who received an incre-
ment in 1962-63 participated in the study in 1963-64.

o Sixteen teachers who received an inerement in 1962-
63 remained in Rowan County and were eligible to
volunteer for the second year but did not choose to
do so.

e Two of the teachers who received an increment in
1962-63 remained in the County but were not eligible
to participate, since they had changed positions with-
in the system—that of principal and supervisor.

¢ Nine of the teachers who received increments in
1962-63 did not teach in the Rowan County system
in 1963-64.

. Three teachers who received an increment the first
year and volunteered for the study the second year
did not receive an increment.

Reactions to the Experimental Study

As Revealed Through An Opinionnaire Administered to All
Instructional Personnel in Each of the Three Pilot Centers

On May 18, 1964 the 180-item opinionnaire prepared by Dr. Vester M. Mulholland, director of
educational research for the State Department of Public Instruction, with the assistance of Norman
Anderson, assistant professor, North Carolina State of the University of North Carolina at Raleigh,
was administered to all instructional personnel in each of the three pilot centers, a total of 1,170.
Identical directions for administering the instrument, agreed upon by the coordinators of the three
projects, were distributed to principals or to representatives of the merit study committees who
were responsible for administering the instrument in each school in each administrative unit. These
forms were returned to the Director of Educational Research of the Department of Public Instruction
in Raleigh, who, with the assistance of Mrs. Erma Scarlette, assistant coordinator of the Rowan
County study, was responsible for their future use.

Statistical data relative to the number of forms administered and the number found usable for
this report follow:

Experimental Number Number Percentage Number Percentage
Center Administered Usable Usable Discards Discards
Gastonia 322 312 96.9 10 3.1
Martin County 311 302 97.1 9 29
Rowan County 537 507 94.5 30 5.5
Total 1,170 1,121 96.0 49 4.0

Discards were those forms on which too little identifying information was given on pages 2 and 3
of the instrument, plus those on which a relatively large number of statements were left unanswered.
Percentages in summarizing all forms for each pilot center were determined by using exact num-
bers who responded to each statement., Reaction percentages are referred to in three categories in-
stead of the five which were used in the opinionnaire. Percentages for “strongly agree” and “agree”
have been combined and will appear as “A or SA”; similarly, percentages for ‘“disagree” and “strong-
ly disagree” will appear as “D or SD.” Percentages for “undecided” will constitute the third cate-

gory.
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In this section certain statements among the 180 will be reviewed in terms of their interest
and significance. The entire instrument appears as Appendix S-I, along with percentages for each
experimental center as well as total figures for the three participating units.

Point of View

The first section of the instrument, which pertains to “Points of View,” includes several state-
ments for which reaction percentages were quite similar in all experimental centers. For example,
to Item 3, “Some teachers do a better job in the classroom than others,” 98 percent or more of
all respondents in each experimental center agreed or strongly agreed. To Item 5, “It is the respon-
sibility of the teaching profession to devise ways of successfully evaluating the quality of its own
performance,” more than 80 percent of all respondents also agreed. Similarly, 95 percent or more
of all respondents agreed to Statement 7, “Teachers should evaluate their own teaching and attempt
to make improvement irrespective of monetary incentive.”
Similarity was also indicated in reactions to Items 8, 9, 12, and 14 in all experimental centers:

A or SA Undecided D or SD
8. Teachers demonstrating superior G 52.4 26.9 20.7
competency should be paid more M 57.5 20.9 21.7
than other teachers. R 52.4 . 251 22.5
Total 53.8 24.5 21.8
9, All teachers’ salaries should be G 12.6 21.0 66.5
based on merit. M 15.3 25.3 59.3
R 13.7 21.2 65.1
Total 13.9 22.3 63.9
12. There are practical, satisfactory G 19.2 37.56 43.2
methods of administering a pro- M 19.7 36.7 43.7
gram of teacher merit pay. R 23.9 31.4 448
Total 21.4 345 44.1
14. A salary schedule based on merit G 16.1 27.3 56.6
pay is more acceptable than a M 17.0 26.8 56.3
salary schedule with automatic R 16.9 22.8 60.4
increments based on preparation Total 17.7 25.1 58.2

and experience.

From 80 to 88 percent of all respondents agreed that “participation in a program of teacher merit
pay should be voluntary” (Item 13); and 83 to 87 percent of all respondents agreed that “any
merit salary increments should be in addition to regular increments” (Item 15.) In reacting to
Item 20, respondents indicated in each pilot center that “a program of teacher merit pay encourages
self-evaluation”: Gastonia, 74.0 percent; Martin County, 75.0 percent; and Rowan County, 73.3 per-
cent, Item 21, involving a widely discussed concept, was reacted to in the following manner:

A or SA Undecided D or 8D

21. Evaluation aimed at improving G 78.4 13.2 8.4
instruction should be independent M 74.9 12.8 124

of salary determination. R 74.0 16.1 9.7
Total 75.5 14.4 10.1

Percentages for Items 22 and 27 are also significant:

22. A program of observations and G 86.0 9.8 42
conferences, with emphasis on M 80.4 16.3 34
helping teachers improve, is of R 87.1 8.1 3.9
more value than a program aimed Total 85.0 10.8 4.2
at evaluating teachers for merit
pay.

27. The possibility of rewarding G 74.0 17.0 9.0
superior teaching performance M 82.1 9.3 8.7
should be explored further. R " T3.6 12.3 14.0

Total 76.0 12.8 11.2

The degree to which factors other than classroom performance should affect the rating given
teachers has been a point of debate throughout the years. Respondents to Item 11 indicate a wide
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variety of opinions, yet over 50 percent stated that factors other than the teacher’s professional
job performance in the classroom should be considered:

11. Evaluation for merit salary in- G 41.2 14.5 44.3
crements should be based solely M 31.1 16.4 52.6
on the teacher’s professional job R 27.9 12.2 60.0
performance in the classroom. Total 32.5 14.0 53.6

Specifics mentioned in Items 28-33 likewise elicited a variety of opinions as to what factors other
than classroom performance should be considered in evaluating teachers. Similarity of percentages
indicating uncertainty is quite moticeable:

A or SA Undecided D or SD

28. In evaluating teachers for merit G 474 22.1 30.4

pay increments, the number of M 54.7 17.3 28.0

years of successful teaching R 53.7 16.2 30.0

should be given a major con- Total 52.3 18.2 29.6
sideration.

29. In evaluating teachers for merit G 47.8 22.8 29.5

pay increments, the personality M 57.3 19.2 23.5

of teachers should be given a R 55.6 19.0 25.5

major consideration. Total 53.8 20.1 26.1

30. In evaluating teachers for merit G 29.0 19.3 51.8

pay increments, work with extra- M 46.5 19.9 33.6

curricular activities should be R 46.5 17.3 36.0

given a major consideration. Total 41.6 18.6 39.8

31. In evaluating teachers for merit G 19.5 18.9 61.5

pay increments, community serv- M 35.1 16.2 48.6

ice rendered by teachers should R 81.3 16.8 51.8

be given a major consideration. Total 29.0 17.3 53.8

32. In evaluating teachers for merit G 24.7 20.5 54.8

pay increments, the amount of M 271 179 55.0

graduate work completed should R 28.3 19.5 52.0

be given a major consideration. Total 27.1 194 53.6

33. In evaluating teachers for merit G 32.1 15.9 50.0

pay increments, membership and M 45.8 12.8 41.4

service in professional organiza- R 41.5 134 45.0

tions should be given a major Total 40.6 14.0 45.5

consideration.

Over 50 percent of the respondents indicated that the number of years of successful experience and
the personality of teachers should be given major consideration in evaluating teachers for merit
pay. Similarly, over 50 percent of all respondents stated that community service rendered by teach-
ers and the amount of graduate work completed should not be given major consideration in eval-
uating teachers for merit pay.

Organization and Adminisiration

Reactions to the 14 statements in this section of the opinionnaire vary much more widely than
did those in the section on “Points of Viev”; however, there was considerable similarity in the re-
actions of respondents from Gastonia and Rowan County. A number of reasons no doubt underlie
the wide discrepancy in reactions of Martin County respondents and those of the other two ex-
perimental centers. Much similarity was indicated in reactions to Item 44, “A majority of the mem-
bers of the merit pay study committee should have been classroom teachers,” with over 73 percent
agreeing or strongly agreeing with the statement: Gastonia, 73.9 percent; Martin County, 74.9 per-
cent; and Rowan County, 79.6 percent. Similarly, “A or SA” responses were somewhat akin to
Item 47, “Differences in the interpretation of the experimental program was a noticeable weakness
of the program’: Gastonia, 45.0 percent; Martin County, 48.2 percent; and Rowan County, 56.2 per-
cent.

Elsewhere in this section variations in reactions were quite noticeable. For example, Items 36, 37,
42, and 45 indicate considerable differences between reactions in Martin Mounty and those of respond-
ents in Gastonia and in Rowan County :
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A or BA Undecided D or 8D

36. Teacher orientation relative to G 53.1 23.0 24.0

the experimental program was M 29.3 27.7 43.0

satisfactory. R 48.4 25.9 26.7

Total 446 25.6 29.8

37. Teachers were sufficiently ac- G 57.2 15.8 27.1

quainted with the details of the M 32.0 22.7 45.3

experimental program of teacher R 50.4 17.6 31.8

merit pay to discuss it intelli- Total 474 18.5 322
gently and fairly.

42. The merit pay study committee G 62.4 31.7 5.9

met sufficiently often throughout M 29.2 43.6 27.2

the year for sharing results of R 52.4 37.0 10.7

the experiment, for examining Total 48.9 37.3 13.8
policies and procedures, and for
suggesting improvements.

45. The method of informing teach- G 50.5 34.7 14.7
ers relative to being selected or M 25.7 35.0 39.3
not selected as merit teachers R 39.9 33.1 26.9
was satisfactory. Total 39.1 34.1 26.9

Criteria for Classroom Observation
Among the 13 items in this section there was considerable similarity in the reactions of respond-
ents in each of the experimental centers; in fact, variations are almost never unusually wide:

A or SA Undecided D or SD

48. The criteria for classroom obser- G 324 40.1 27.6
vation describe superior teaching M 344 25.3 40.3
adequately. R 43.6 21.7 34.7

Total 38.0 27.8 343

49. Development of the criteria by G 704 22.5 71
classroom teachers resulted in M 62.9 26.8 10.4
their being more useful than if R 65.9 25.6 8.6
they had been developed by some Total 66.4 25.0 8.6
other group.

51. Teachers can be classified fairly G 321 347 33.1
as “superior,” “competent,” or M 33.1 29.5 37.4
“needs improvement” on the basis R 37.7 26.8 35.3
of the eriteria. Total 34.9 29.7 35.3

52. The criteria should be evaluated G 89.4 9.0 1.6
frequently by teachers and ob- M 86.4 11.6 2.0
servers in order that the criteria R 88.0 8.8 3.1
may be modified for increased Total 87.9 9.7 2.4
effectiveness.

55. Teaching at elementary and sec- G 67.5 20.6 11.9
ondary levels is sufficiently dif- M 57.3 25.5 17.2
ferent that the criteria should R T0.4 17.8 11.7
reflect these differences. Total 66.1 20.7 13.3

57. Developing the eriteria and hav- G 61.8 30.1 8.1
ing them available for teacher M 55.3 31.7 13.0
use was a major benefit of the R 66.0 22.7 114
experimental program. Total 61.9 27.2 10.9

59. Differences in interpretations of G 54.9 34.4 10.6
the criteria by observers was a M 56.5 32.8 10.7
major weakness of the experi- R 612 25.7 13.1
mental program. Total 58.2 30.0 11.7

60. Some observers attached more G 69.1 27.3 35
importance to certain criteria M 65.1 28.6 6.5
than to others. R 69.6 21.9 8.6

Total 68.3 25.2 6.6
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Observations ;

Respondents in each of the three experimental centers agreed in largest numbers with Items 70,
71, and 72. For the three units, 93.2 percent agreed that “observers should be aware of the class
activities which preceded and which will follow the lesson observed” (Item 70.) According to Item
71, 84.9 percent of all respondents to this statement agreed that “at no time should observers
request that teachers change their lesson plans”; and 87.0 percent of all respondents agreed that
“observers should make comprehensive notes covering all aspects of each lesson observed” (Item
72.) And, according to Item 69, 64.5 percent of all respondents indicated that “some observations
should be made by observers from other administrative units.”

Percentages are strikingly similar in each of the experimental units to Items 61, 64, 67, 73,
and 79:

A or SA Undecided D or SD
61. Observers saw a representative G 46.8 21.5 31.7
sampling of classroom teaching. M ) 415 22.1 30.56
R 43.2 16.3 40.6
Total 45.3 19.3 35.4
64. Teachers in the experimental pro- G 74.3 144 11.2
gram should be observed more M 70.0 14.7 15.4
than three or four times each R 64.1 14.0 21.7
year. Total 68.6 14.3 17.1
67. Teachers prefer supervisors to G 16.4 31.0 52.5
make all observations with re- M 17.4 31.7 51.0
spect to the experimental pro- R 17.7 23.2 59.1
gram. Total 17.3 271 55.0
73. Observers need not be specialists G 43.4 17.7 38.9
in specific subject-matter areas M 36.0 13.3 50.6
in order to judge what constitutes R 40.4 16.1 43.5
superior teaching. Total 39.9 15.9 44.1
79. Because of the time spent observ- G 56.3 26.4 174
ing those volunteering for ob- M 50.0 30.0 20.0
servations, principals did not R 61.6 17.0 21.4
have time to observe other teach- Total 56.9 23.2 19.9

ers often enough or carefully

enough.

Typical of the items in this section in which reactions vary considerably are Statements 62, 66,
and 76:

A or SA Undecided D or SD

62. All observations should be un- G 48.2 19.3 324
announced. M 34.9 17.9 47.2

R 65.4 12.5 22.1

Total 52.3 15.9 31.7

66. Teachers prefer observers other G 371 27.9 34.9
than their own principals. M 56.0 21.7 22.3

R 29.7 23.7 46.5

Total 38.9 24.3 36.8

76. Observers have indicated su- G 19.6 51.1 29.2
perior knowledge of how learning M 17.56 46.5 36.0
best takes place. R 34.6 30.8 34.6
Total 25.8 40.7 33.5

Teacher-Observer Conferences

Throughout this section, reaction percentages to the 18 statements fall into no pattern of similar-
ity or dissimilarity, though there are more likenesses between reactions from Gastonia respond-
ents and Martin County respondents than otherwise. Percentages of agreement were highest for
reactions to Items 83, 89, and 94. To Item 83, “experiences in the experimental study indicate
that satisfactory observations and conferences cannot be rushed,” 78.5 percent of all respondents
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agreed: Gastonia, 71.4 percent; Martin County, 72.8 percent; and Rowan County, 86.7 percent. In
terms of all respondents in the three experimental centers to Item 89, 72.5 percent indicated that
“teachers observed for evaluation purposes desired specific, down-to-earth suggestions for improving
their teaching”: and 72.9 percent of all respondents to Item 94 indicated that “an opportunity
should be provided for teachers to evaluate their own teaching by using the same mimeographed
form as used by the observers.”

Reactions to Item 81 are significant as are those to Items 85 and 86:

A or SA Undecided D or SD

81. Conferences between teachers and G 40.2 40.8 19.0
observers have been of genuine M 45.3 39.0 15.7
value in helping bring about ad- R 53.5 23.9 22.5
ditional improvement. Total 47.5 32.8 19.7

85. An atmosphere conducive to the G 40.4 48.2 114
mutual sharing of opinions pre- M 42.8 46.8 10.3
vailed during econferences be- R 59.6 24.4 16.0
tween observers and teachers. Total 49.5 373 13.2

86. Evidence recorded during each G 38.7 54.5 6.8
observation has been sufficiently M 36.5 50.5 13.1
compete for satisfactory confer- R 57.6 217.6 14.8
ences. Total 46.6 414 121

Percentages for “undecided” in this section were highest for Items 91, 97, and 98:

91. During teacher-observer con- G 140 58.0 28.0
ferences, observers contradicted M 16.8 54.6 28.6
themselves from one conference R 21.8 37.6 40.6
period to another. Total 18.2 47.9 34.0

A or SA Undecided D or SD

97. Observer suggestions for improv- G 28.2 55.7 16.2
ing instruction reflected a M 31.6 51.9 16.56
thorough understanding and ap- R 45.8 33.3 21.0
preciation of what the teacher Total 36.9 44.6 18.5
and students were trying to ac-
complish.

98. Teachers and observers had little G 37.6 54.7 7.7
trouble in establishing rapport at M 36.9 54.0 9.1
teacher-observer conferences. R 54.2 32.7 13.1

Total 44.8 44.7 10.5

Reactions to Items 93 and 96 indicate mixed feelings relative to observers, again with relatively
high percentages in the “undecided” column:

93. Observers displayed weakness in G 22.1 53.9 24.1
not being frank with teachers. M 304 45.5 242

R 24.0 30.7 45.3

Total 25.2 41.2 33.6

96. During conferences observers G 14.9 52.4 32.7
acted as if they knew all the M 20.5 47.0 32.6
answers. R 42.7 26.4 30.9
Total 28.8 39.4 31.9

Evaluation

Among the 17 items in this section, percentages again vary considerably, with those from Martin
County being quite unlike those from Gastonia and Rowan County in a number of instances. Per-
centages which were highest in the “A or SA” column included Items 106, 107, 111, and 115,
Reactions to Item 106, “A fair evaluation of teaching can best be made by two or more observers,”
indicate that 63.7 percent of all respondents agree; whereas, 57.6 percent of all respondents agree to
Item 107, “The rating a teacher receives, in large measure, is dependent on the nature and ability of
the students in the class that is observed.” A total of 63.6 percent of all respondents to Item 111
agree that “teachers should have an opportunity to evaluate supervisors and principals who served
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as their observers.” Finally, according to Item 115, 64.7 percent of all respondents agreed that
“observers can be more objective with teachers whom they do not know.”
Percentages which were noticeably high in the “D or SD” column included Items 104 and 105:

A or SA Undecided D or 8D

104. The responsibility for making G 12.5 19.3 68.1

! evaluations should rest solely M 11.3 23.7 65.0
with the building principal. R 17.0 24.2 58.9

Total 14.2 22.7 63.2

105. A fair evaluation of teaching can G 8.6 10.3 81.0

be made by a single observer. M 7.7 11.7 80.6

R 10.1 11.9 78.0

Total 9.1 11.4 79.6

Item 99, “Observers have made every effort to be fair in their evaluations,” was agreed to by
45.0 percent of all respondents; 34.4 percent were uncertain about this point; and 20.6 percent dis-
agreed. Reactions indicate that 43.2 percent of all respondents felt as if “principals made ratings
without prejudice and personal bias” (Item 100); and 38.5 percent stated that supervisors did also
(Item 101.) In each instance approximately 20 percent disagreed and more than 35 percent were
uncertain. Reactions to Statements 102 and 103 are interesting and perhaps significant:

A or SA Undecided D or SD

102. The principal as an observer G 43.8 48.4 78
was understanding when personal M 38.2 50.0 11.9
problems of teachers tended to R 68.5 21.5 10.1
affect classroom performance ad- Total 53.3 36.8 9.9
versely.

103. The supervisor as an observer G 34.1 57.8 8.1
was understanding when personal M 39.9 49.3 10.7
problems of teachers tended to R 49.8 34.6 15.6
affect classroom performance ad- Total 42.7 45.2 12.2
versely.

Statements 108, 110, 112 are also worthy of attention, especially as they relate to each other:

108. Teaching has been evaluated ex- G 52.9 35.5 11.7
clusively in terms of the class- M 474 39.3 13.4
room performance of the teacher R 56.1 30.5 13.4
during the experimental program. Total 52.8 34.3 12.9

110. Observers were often influenced G 35.4 47.7 16.8
in their judgments of teachers M 39.3 41.3 19.3
by factors other than classroom R 52.7 26.5 20.8
teaching. Total 444 36.4 19.2

112. Observers, in their evaluations, G 36.2 46.6 17.1
gave adequate consideration to M 35.3 47.0 171
“imposed variables,” such as R 42.3 36.7 21.0
class size and physical surround- Total 38.7 42.3 19.0
ings.

Item 109 might be regarded as an outcome, but it definitely pertains to the topic of this section,
evaluation, Reactions are worthy of note:

109. Evaluation of teaching through- G 33.8 39.3 26.9
out the school has been on a M 279 51.0 21.3
more systematic basis since the R 47.8 29.4 22.8
beginning of the experimental Total 38.3 38.1 23.7
program.

Finally, reactions in Items 113 and 114 relative to principals are important:

113. Principals demonstrated that they G 36.5 46.3 17.2
were qualified to evaluate what M 30.4 49.7 20.0
constitutes outstanding teaching. R 50.0 324 17.5

Total 40.9 41.0 18.2

114. Principals tend to rate teachers G 25.6 44.3 30.1
under their immediate supervision M 24.3 50.2 25.6
more generously than do “out- R 33.5 33.6 33.0

side” observers. Total 28.7 41.1 30.2
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Morale and Relationships

Though the North Carolina Teacher Merit Pay Study was not designed to improve morale, it was
hoped that teacher relationships would not be damaged during its operation. Reactions in this im-
portant section of the opinionnaire are of particuler significance, even though they reflect a wide varia-
tion of opinions on a number of different items.

Item 116 indicates that respondents in each of the experimental centers felt somewhat alike con-
cerning the “improvement of teacher morale since initiation of the experimental program”:

A or SA Undecided D or 8D

116. There has been improvement in G 11.2 25.6 63.1
teacher morale since initiation of M 13.5 34.2 52.3

the experimental program. R 134 24.4 62.2

. Total 12.7 27.5 59.9

In reacting to Item 117, 21.8 percent of all respondents stated that “teachers had given evidence
of greater personal satisfaction with their teaching since the initiation of the experimental program” ;
50.3 percent disagreed; and 28.5 percent were undecided.

About 20 percent of all respondents to Items 119 and 120 declared that teacher-supervisory rela-
tionships and teacher-principal relationships improved after the merit pay project was initiated;
over 40 percent disagreed in each instance. Significantly, reactions to Item 121 are quite similar in
each experimental center:

121. Rapport among teachers them- G 10.6 32.8 56.6
selves has improved since the M 13.8 35.9 50.4
initiation of the experimental R 9.6 24.7 656.7
program. Total 10.9 30.1 59.0

Statements 123 and 124 should be considered as a pair:

123. The experimental program of G 39.2 31.8 28.9
teacher merit pay has resulted M 33.8 31.8 34.5
in undesirable competition among R 54.3 21.6 24.0
teachers. Total 446 27.3 28.1

124, The experimental program of G 49.2 29.3 216
teacher merit pay has fostered M 52.0 22.8 25.2
jealousy among teachers. R 64.8 17.1 18.1

Total 57.2 21.9 20.9

And, according to Items 126 and 127, the morale and prestige of teachers who volunteered for ob-
servations in the experimental program but who did not receive merit increments was seriously dam-
aged. Reactions to Item 129 seem to imply, by and large, a compliment to principals: 54.7 per-
cent of all respondents declared that principals were not partial to teachers who volunteered to
be observed as part of the experimental program; on the other hand, 15.8 percent indicated the
opposite.

Relative to the freedom which teachers felt about discussing the experiment, negative per-
centages were always somewhat higher than others: 42.7 percent of all respondents stated that they
did not feel free to discuss the project among themselves (Item 130); 40.1 percent said they did not
feel free to discuss it with administrative and supervisory personnel (Item 131); and 51.1 per-
cent declared that they did not feel free to discuss the project with individuals outside the profession
(Item 132.) This and much more was implied also in the reactions to Item 133:

A or SA Undecided D or 8D

133. There was too much secrecy and G 39.7 23.2 371
“hush-hush” about all phases of M 56.8 21.1 22.2

the experimental program. R 55.8 20.2 24.0
Total 51.6 21.3 271

Improvement of Instruction and Other Outcomes -

From the inception of the North Carolina Teacher Merit Pay Program and in the development of
each of the local operational plans, which include statements of philosophy and specific objectives,
it has been hoped that instruction might be improved as a result of the experimental study and
that other positive benefits might also accrue,
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In this section are nine pairs of statements pertaining to the improvement of instruction; one of
these pairs is general, the others relate to specifics. In every instance, without exception, respondents,
from 15.7 percent to 59.7 percent, declared that improvement had taken place in these several areas
of instruction, especially among those teachers who volunteered for observations, conferences, and
merit evaluations. Contrariwise, a number of respondents also disagreed with every statement and
many remained uncertain. Items 134 and 135 pertain to improved educational benefits for all stu-
dents and for those whose teachers volunteered to be observed for possible merit rating. Total per-
centages involving all experimental centers are used in this section:

A or SA Undecided D or 8D
134. Participation in the experimental 27.8 28.6 43.5
program has resulted in improved
educational benefits to all stu-
dents throughout the school.
135. Participation in the experimental : 31.1 30.8 38.0

program has resulted in im-
proved educational benefits to
those students whose teachers
volunteered to be observed.

The remaining eight pairs of statements pertain to the specifics of planning, use of instructional
materials, creativity, respecting individual differences, use of class time, motivation of students,
emotional climate in the classroom, and evaluation.

The greatest percentage difference relative to improvement among all students and those of teach-
ers who volunteered for classroom observations, 19.4 percent, occurs in connection with the pair of
items, 136 and 137, pertaining to increased planning on the part of teachers:

A or SA Undecided D or SD
136. The experimental program has 40.3 23.4 36.2

resulted in increased planning on
the part of all teachers.

137. The experimental program has 59.7 22.0 18.3
resulted in inereased planning on
the part of teachers volunteering
for observations.

In Items 138 and 139, 41.7 percent of all respondents declared that instructional materials and
equipment had been more widely used by all teachers during the experimental study, and 49.5 per-
cent declared that such materials had been more widely used by teachers who volunteered for ob-
servations, conferences, and merit evaluation. At the same time 29.9 percent of all respondents de-
clared that “the experimental program had resulted in increased creativity in teaching throughout
the school, with emphasis on the maximum development of each student” (Item 140) ; whereas, 42.9
percent declared that the experimental program resulted in increased creativity in teaching on the
part of those teachers who volunteered for observations, conferences, and merit evaluation (Item 141.)

The following pairs of statements pertain to individual differences, use of class time, motivation
of students, emotional climate in the classroom, and use of the techniques of evaluation:

A or SA Undecided D or SD
142. As a result of the experimental 28.0 37.6 34.4
program, all teachers placed in- '
creased stress on individual dif-
ferences.

143. Teachers volunteering for obser- 35.0 40.2 24.9
vation in the experimental pro- '
gram have placed increased
stress on individual differences.

144. The experimental program has 30.6 34.0 35.5
resulted in all teachers using
class time more productively.
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145. The experimental program has 414 32.9 25.7
resulted in more productive use
of class time by teachers who
volunteered for observations.

146. The experimental program has 29.8 34.6 35.6
resulted in all teachers’ using
more effective means for moti-
vating students.

147. The experimental program has 39.3 35.6 25.2
resulted in more effective moti-
vation of students by teachers
who volunteered.for observations.

148. The experimental program has 15.7 33.8 50.6
resulted in a better emotional
climate in all classrooms.

149. The experimental program has 22.4 38.9 38.7
resulted in a better emotional
climate in the classrooms of those
teachers who volunteered for ob-
servations.

150. The experimental program has 29.9 33.3 36.8
resulted in all teachers using the
techniques of evaluation more
effectively.

151. The experimental program has 34.5 36.1 29.3
resulted in more effective use of
the techniques of evaluation by
teachers volunteering for obser-
vations.

In response to Item 152, 58.2 percent of all respondents indicated that the experimental program
had not discouraged teachers from trying new ideas and new methods; 16.7 percent felt otherwise.

In terms of total percentages, 33.4 percent of all respondents declared that principals exerted
more effective leadership in the improvement of the instructional program after the initiation of
the experimental program; 30.3 percent disagreed; and 36.3 percent were undecided about this point
(Item 153.) :

Reactions to the following statements are important in terms of teachers and their attitudes to-
ward open-mindedness, acceptance of responsibility, professional ethics, and desire to improve:

A or SA Undecided D or 8D

155. Teachers have made a conscien- 59.3 20.9 19.7
tious effort to be open-minded
about the experimental study.

156. Teachers have accepted their in- 63.6 23.9 12.5
dividual responsibilities for the
operation of the experimental
program.

157. Teachers have been professional 48.6 25.6 25.8
in their treatment of confidential
information resulting from par-
ticipation in the experimental

program.

158. The experimental program has 58.2 24.2 17.6
encouraged teachers to use self-
evaluation as a means of im-
proving their teaching.
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Reactions to the next four statements are also significant:

A or SA Undecided D or 8D
161. The experimental program has 33.9 43.5 22.6
encouraged professional growth
among administrators.
162. The experimental program has 31.8 46.9 21.3
encouraged professional growth
among supervisors.
163. During the experimental program 33.9 36.6 29.5
teachers have developed inereased
respect for the professional com-
petence of their principals.
164. During the experimental pro- 275 43.6 28.9

gram teachers have developed
increased respect for the profes-
sional competence of their su-
pervisors.

As the third year of the experimental study ended (two years for Martin County), it is clear
from the following percentages how the respondents felt concerning Items 154 and 168, respectively:

154. Teachers are more convinced 10.9 26.0 63.2
than ever before that merit pay
can be made to work.

168. A program of teacher merit pay, 19.9 30.8 49.2
with provision for modification
of procedures, should be con-
tinued in this administrative unit.

Item 12, it may be recalled, has comparable percentages:

12. There are practical satisfactory 21.4 34.56 441
methods of administering a pro-
gram of teacher merit pay.

Percentages for Item 165 are quite revealing and parallel what was said by teachers in their
voluntary conferences, by observers, by members of the three local merit pay committees, by co-
ordinators of the three studies, and by superintendents themselves:

A or BA Undecided D or SD
165. Additional supervisors are need- G 62.3 27.0 10.6
ed for the effective administra- M 66.4 23.0 10.7
tion of this type of merit pay R 63.9 17.1 19.1
program. Total 64.1 21.5 14.56

Observers
To the 12 statements in this section 64-68 observers responded. Their responses follow:

A or SA Undecided D or SD
169. As a result of participation in the G 88.3 11.8 —_
experimental program, observers M 76.5 11.8 11.8
became more aware of what con- R 94.0 2.9 2.9
stitutes superior teaching. Total 88.2 74 4.4
170. Observers felt that effective use G 88.3 5.9 5.9
of the follow-up conference was M 76.5 17.7 5.9
the major key to the effectiveness R 97.0 3.0 -
of the experimental program. Total 89.6 7.5 3.0
171. Observers profited more from the G 62.56 25.0 . 12,6
teacher-observer conferences than M 31.3 25.0 43.8
did teachers themselves, R 48.6 30.3 21.2

Total 419 27.7 24.6
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A or SA Undecided D or SD

172. During the conferences, obser- G 25.1 18.8 56.3
vers profited more from the com- M 31.3 25.0 43.8
ments of experienced teachers R 60.6 27.3 12.1
than from those of less experi- Total 44.6 24.6 30.8
enced teachers.

173. Observers often felt inadequate G 37.6 12.5 50.0
because they were not “experts” M 43.8 6.3 50.1
in the subject area of the class R 54.6 12.1 33.3
being observed. Total 47.7 10.8 41.56

174. Observers tended to be generous G 62.5 6.3 313
in their evaluations of teachers M 31.3 6.3 62.5
particularly if they were some- R 39.4 21.2 39.4
what uncertain about that which Total 43.1 13.8 43.0

was observed.

175. Teachers with only a few years G 43.8 18.8 37.5
of teaching experience were M 50.1 — 50.0
more willing to accept sugges- R 485 6.1 45.4
tions for improvement than Total 47.7 7.7 44.6
those with more experience.

176. Observers felt that non-compli- G 25.0 18.8 b6.1
mentary evaluations of teachers M 25.1 18.8 56.3
would likely lessen the possibili- R 45.4 12.1 42.4
ties of effective communication Total 35.4 15.4 49.2
and improvement in the future.

177. Observers felt that the informal, G 81.3 12.5 6.3
leisurely conference with teach- M 68.8 6.3 25.0
ers was superior to the formal, R 75.7 9.2 15.1
down-to-business type of confer- Total 75.4 9.2 15.3
ence,

178. Teachers seemed easily frustra- G 6.3 6.3 87.5
ted when observers made sug- M 20.0 6.7 73.4
gestions for improving their R 2.1 6.1 84.8

[ teaching. Total 11.0 6.3 82.8

179. Teachers overlooked the fact that G 56.3 313 12.5
observers, with different back- M 33.3 33.3 33.4
grounds, would naturally tend to R 39.4 30.3 30.3
emphasize different aspects of Total 42.2 31.3 26.5
classroom teaching.

180. Teachers should be aware of the G 81.3 6.3 12.5
problems which observers have M 60.0 33.3 6.7
during observations and follow- R 81.7 15.1 3.0
up conferences. Total 76.6 17.2 6.3




An Analysis of Reactions to Representative Statements

In the Opinionnaire Administered to the Personnel
in the Three Pilot Centers According to Recipients
and Nonrecipients of Merit Pay Increments

A panel of seven individuals composed of representatives from each pilot center in the experimental
project, from the State Department of Public Instruction, and including one college professor select-
ed 60 statements from among the 180 in the opinionnaire for analysis in terms of reactions from
recipients and nonrecipients of merit pay increments. Such an analysis for certain comparable state-
ments was made by Robert M. Howard, elementary principal, in his substudy in Gastonia; and a rather
detailed analysis of 61 comparable statements was executed in Rowan County by Jesse C. Carson, Jr.
and Mrs. Erma Scarlette, coordinator and assistant coordinator, respectively, of the experimental
study.

In this report major attention relative to the opinionnaire has been focused on reactions to the
180 statements in terms of all personnel in each of the administrative units, irrespective of the
differences which might exist in the opinions of recipients and nonrecipients of merit pay incre-
ments. This position is predicated upon the assumption that, in a unit-wide experiment or study, the
opinions of all personnel involved are more significant than those of any particular segment of the
total personnel. Nevertheless, an analysis of the reactions of recipients and nonrecipients of merit
increments—those who volunteered for observations and those who did not receive increments as well
as those who did not volunteer for observations and subsequent evaluations—to representative state-
ments among the 180 in the opinionnaire does add materially to the meaningful information result-
ing from the total evaluation of the project.

Point of View

Reactions to the 7 statements chosen among the 33 in the section of the opinionnaire entitled, “Point
of View,” in terms of recipients and nonrecipients of merit increments, follow:

¢ Percentagewise in terms of State totals, twice as many individuals who received merit increments felt that “the
idea of merit pay is basically sound” as did those who were not awarded merit increments: 67.4 percent as compared
to 34.0 (Item 1.)

* Relative to Item 4, “Outstanding classroom teaching can be measured objectively,” 60.2 percent of those receiving
merit increments agreed, whereas, 36.6 percent of nonrecipients agreed.

* To a greater degree than nonrecipients, those who received merit increments declared that “evaluation for merit
salary increments should be based solely on the teacher’s professional job performance in the classroom”: 36.6
percent as compared to 31.4 percent (Item 11.)

* Recipients of merit increments, 24.2 percent, as opposed to nonrecipients, 14.7 percent, declared that “merit pay
promotes professional ethics among teachers, administrators, and supervisors” (Item 17.)

* Concerning intensified interest in self-evaluation as a result of participation in a program of teacher merit pay, all
percentages were between 68.8 and 93.4. State Figures show that 91.7 percent of all recipients felt that “a program
of teacher merit pay encourages self-evaluation”; at the same time, 70.3 percent of nonrecipients indicated the
same opinion (Item 20.)

* All percentages, those for recipients and nonrecipients, are relatively high in terms of agreement with Statement
22, “A program of observations and conferences, with emphasis on helping teachers improve, is of more value than
a program aimed at evaluating teachers for merit pay.” These percentages range from 73.1 to 90.2. State figures
show that 77.8 percent of all recipients agreed with this statement and that 86.4 percent of all nonrecipients agreed.

* Reactions to Item 30, pertaining to the recognition which should be attached to teacher supervision of extracurricu-
lar activities as evaluations for merit pay are determined, show that recipients of merit increments in larger
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numbers than nonrecipients felt that this type of responsibility should not be considered as merit ratings are de-
termined: in Gastonia, 68.7 percent of the recipients of merit increments expressed this opinion: 38.9 percent, in
Martin County; and 41.1 percent, in Rowan County. State percentages for Item 30 follow:

A or SA Undecided D or SD
Recipients 31.8 20.8 474
Nonrecipients 43.3 18.4 38.3

Organization and Administration

Four statements among the 14 in this section were selected for a comparison of attitudes of re-
cipients and nonrecipients of merit increments.

¢ Reactions to Item 34 show that 49.7 percent of recipients of merit increments felt that “the method of adminis-
tering the experimental program of teacher merit pay was practical and sound”; whereas, only 16.7 percent of
nonrecipients shared this opinion.

e From 50.0 to 78.8 percent of all recipients of merit increments indicated that “teacher orientation relative to the
experimental program was satisfactory” (Item 36); whereas, 24.4 to 50.2 percent of all nonrecipients agreed with
this statement. Percentages for the State project show that 68.2 percent of all recipients of merit increments
believe that orientation for the experiment was satisfactory, and that 39.7 percent of nonrecipients felt this way.

e Reactions to Item 41, “The merit pay study committee has operated on a highly ethical basis,” show that 75.6 percent
of all merit pay recipients agreed with this statement and that 40.2 percent of all nonrecipients agreed. Opinions at
the local level between these two groups varied considerably: 33.5 percentage units in Gastonia; 44.3, in Martin
County; and 32.8, in Rowan County.

s Reactions to Item 44, “A majority of the members of the merit pay study committee should have been classroom
teachers,” were quite similar in each of the three pilot centers and for recipients and nonrecipients of merit
increments. State totals follow:

A or SA Undecided D or SD
Recipients 8.6 10.4 109
Nonrecipients 76.2 16.6 7.2

Criteria for Classroom Observation

Four statements among the 13 in this section of the opinionnaire were chosen for an analysis of
the reactions of recipients of merit increments as compared to those of nonrecipients, Items 48, 53,
55, and 59.

* Responses to Item 48, “The criteria for classroom observation describe superior teaching adequately,” reveal per-
centage differences in the “A or SA” column between recipients and nonrecipients of merit increments as follows,
with the higher percentages representing those who were awarded increments: Gastonia, 52.1 percent as compared
to 28.8 percent; Martin County, 52.9 percent as compared to 29.6 percent; Rowan County, 73.3 percent as compared
to 36.8 percent. State totals follow:

A or SA Undecided D or SD
Recipients 62.3 15.7 21.9
Nonrecipients 32.6 304 37.0

* A total of 34.4 percent of all recipients of merit increments declared that “criteria developed for use in classroF»m
observations were appropriate for all subject-matter areas”; whereas, 20.8 percent of nonrecipients agreed with
this proposition.

e Total percentages for Statement 55 indicate less divergence of opinion among recipients and nonrecipients:

A or SA Undecided D or 8D
55. Teaching at elementary and sec- Recipients 58.9 20.3 20.7
ondary levels is sufficiently dif- Nonrecipients 67.6 20.9 11.6

ferent that the criteria should
reflect these differences.

o Nonrecipients, more than recipients, according to Item 59, believe that ‘“differences in interpretations of the
criteria by observers was a major weakness of the experimental program”: 60.2 percent of all nonrecipients
agreed with this statement and 47.6 percent of all recipients agreed.
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Observations
Reaction percentages vary greatly among those for the 6 items among the 20 which were selected

for analysis in this section of the opinionnaire. Recipients of merit pay increments agreed in sig-
nificantly larger numbers than nonrecipients that:

Recipients Nonrecipients
61. Observers saw a representative sampling of class- 76.0 38.0
room teaching.
73. Observers need not be specialists in specific sub- 54.5 37.0
ject-matter areas in order to judge what consti-
tutes superior teaching.
74. Observers have been sufficiently well-acquainted 58.6 40.9
with the subject-matter content of classes to make
meaningful observations and suggestions for im-
provement. )
76. Observers have indicated superior knowledge of 29.0 25.1
how learning best takes place.
80. Teachers had confidence in the competence of 68.0 25.7

their observers.
But, nonrecipients indicated in a larger percentage than recipients that “teachers tended to ‘put on
a show’ while observers were in the classroom for evaluation purposes”: 53.6 percent of all non-
recipients subscribed to this statement; whereas, 24.8 percent of all recipients agreed.

Teacher-Observer Conferences

Of the 18 statements in this section of the opinionnaire, 4 were selected for an analysis of reac-
tions in terms of recipients and nonrecipients of merit increments. Percentage differences are sig-
nificant in each instance. Reactions to three of these statements show the degree to which recipients
of merit increments agreed in larger numbers than non-recipients relative to the concepts involved :

Recipients Nonrecipients

81. Conferences between teachers and observers have 76.5 41.5

been of genuine value in helping bring about addi-

tional improvement fn instruction.
85. An atmosphere conducive to the mutual sharing 88.0 414

of opinions prevailed during conferences between

observers and teachers.
87. During conference periods, observers emphasized 66.3 31.0

specifics leading to improved teaching.
With Statement 91, “During teacher-observer conferences, observers contradicted themselves from
one conference period to another,” 19.9 percent of all nonrecipients of merit increments agreed; where-
as, 10.0 of all recipients agreed. At the same time 56.3 percent of all nonrecipients were uncertain
about this statement; and 7.9 percent of recipients were uncertain. In disagreement were 82.1 per-
cent of all recipients and 23.7 percent of all nonrecipients.

Evaluation

Six statements among the 17 in the opinionnaire relating to evaluation were chosen for analysis.
Reactions to four of these items indicate to what degree all recipients of merit awards agreed with
the concepts involved as compared to the reactions of nonrecipients:

Recipients Nonrecipients

99. Observers have made every effort to be fair in 83.9 36.8
their evaluations.

100. Principals made ratings without prejudice or per- 8.9 35.8
sonal bias.

101. Supervisors made ratings without prejudice or 81.2 29.7
personal bias.

109. Evaluation of teaching throughout the school has 60.5 33.6

been on a more systematic basis since the begin-
ning of the experimental program.
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B

In response to the other two items selected for analysis, nonrecipients of merit awards agreed with
the concept expressed more often than recipients:

o Neisclsht
107. The rating a teacher receives, in large measure, 33.4 55.3

is dependent on the nature and ability of the stu-

dents in the class that is observed.
110. Observers were often influenced in their judgments 21.9 49.1

of teachers by factors other than classroom teach-

mg.

Morale and Relationships

experimental program but who
did not receive merit increments
has been seriously damaged.

Total percentages for the eight statements selected for
make up the section of the opinionnaire on morale follow:

Improvement of Instruction and Other Qutcomes

comparative analysis among the 18 which

A or SA Undecid D or 8D

116. There has been improvement in Recipients 15.1 35.6 49.2
teacher morale since initiation of Nonrecipients 12.1 25.8 62.1
the experimental program.

119. Teacher-supervisor relationships Recipients 40.5 30.5 29.0
have improved as a result of the Nonrecipients 17.1 34.7 48.3
of the experimental program.

120. Rapport between teachers and Recipients 40.9 29.8 29.4
principals has improved since the Nonrecipients 16.5 38.5 45.1
initiation of the experimental
program,

121. Rapport among teachers them- Recipients 16.8 33.0 50.3
selves has improved since the Nonrecipients 9.7 29.5 60.8
initiation of the experimental
program.

122. A sense of insecurity has been Recipients 33.9 26.6 39.5
more evident among teachers Nonrecipients 42.7 30.8 26.6
since the initiation of the experi-
mental program.

123. The experimental program of Recipients 27.6 18.8 53.7
teacher merit pay has resulted in Nonrecipients 48.0 29.2 22.7
undesirable competition among
teachers.

124. The experimental program of Recipients 53.6 12.5 33.8
teacher merit pay has fostered Nonrecipients 57.9 23.8 18.2
jealousy among teachers.

126. The morale of teachers who vol- Recipients  43.9 34.6 21.4
unteered for observation in the Nonrecipients 52.4 29.4 18.1

The panel which selected representative statements from among the 180 in the opinionnaire chose
21 of the 35 items which constitute the subsection on “Improvement of Instruction and Other Out-
comes,” for an analysis of reactions among recipients and nonrecipients of merit increments:
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134.

135.

Participation in the experimental
program has resulted in improved
educational benefits to all stu-
dents throughout the school.

Participation in the experimental
program has resulted in improved
educational benefits to those stu-
dents whose teachers volunteered
to be observed.

136. The experimental program has re-

138.

140.

142.

143.

144.

146.

147.

150.

153.

sulted in increased planning on
the part of all teachers.

Instructional materials and equip-
ment have been used more widely
by all teachers during the
school’s participation in the ex-
perimental program.

The experimental program has
resulted in increased creativity in
teaching throughout the school,
with emphasis on the maximum
development of each student,

As a result of the experimental
program, all teachers placed in-
creased stress on individual dif-
ferences.

Teachers volunteering for obser-
vation in the experimental pro-
gram have placed increased
stress on individual differences.

The experimental program has
resulted in all teachers using
class time more productively.

The experimental program has
resulted in all teachers’ using
more effective means for moti-
vating students.

The experimental program has
resulted in more effective moti-
vation of students by teachers

who volunteered for observations.

The experimental program has
resulted in all teachers using the
techniques of evaluation more ef-
fectively.

Principals have exerted more ef-
fective leadership in the improve-
ment of the instructional pro-
gram since the initiation of the
experimental program.

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients
Recipients

Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

A or SA Undecided D or SD
50.8 20.4 28.8
23.0 30.4 46.6
64.4 18.3 17.3
24.2 33.6 424
52.8 18.3 28.8
37.7 245 37.8
57.4 18.9 23.7
38.4 28.6 32.9
50.3 241 25.6
25.6 37.0 374
36.6 29.3 34.0
26.1 39.3 345
60.2 17.3 22.5
29.6 45.0 25.4
44.5 27.2 28.3
27.6 35.4 37.0
41.9 24.6 33.5
27.2 36.7 36.0
69.1 13.1 178
33.0 404 26.7
43.4 241 32.4
27.1 35.2 37.6
54.2 23.7 22.1
29.0 39.0 32,0




154.

159.

160.

161.

162.

163.

164.

165.

168.

Reactions of Recipients and Nonrecipients

Teachers are more convinced
than ever before that merit pay
can be made to work.

The experimental program has
stimulated the professional growth
of all teachers—those who vol-
unteered for observations and
those who did not.

The professional growth of teach-
ers volunteering for observations
has been greater than that of the
other teachers.

The experimental program has
encouraged professional growth
administrators,

The experimental program has
encouraged professional growth
among supervisors.

During the experimental pro-
gram, teachers have developed
increased respect for the profes-
sional competence of their prin-
cipals.

During the experimental pro-
gram teachers have developed in-
creased respect for the profes-
sional competence of their su-
pervisors.

Additional supervisors are need-
ed for the effective administra-
tion of this type of merit pay
program.

A program of teacher merit pay
with provision for modification of
procedures, should be continued
in this administrative unit,

Recipients
Nonrecipients

Recipients

Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

Recipients
Nonrecipients

A or SA
22.4
8.4

44.0
31.6

46.4
19.2

51.6
30.3

51.0
27.8

62.3
28.0

54.7
21.9

79.0
60.9

41.6
16.3

Undecided
32.2
24.6

23.6

30.3

28.4
34.3

36.3
45.0

37.2
48.9

21.6
39.8

27.9
46.9

11.5
23.6

29.5
311

D or SD

45.3
67.0

32,5
38.2

25.3
46.4

121
24.8

11.7
23.3

16.2
32.2

17.3
31.3

9.4
15.5

28.9
53.6

75
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Reactions to the Three Experimental Merit Pay Studies
As Revealed Through Voluntary Interviews

The Interview Approach to Evaluation

The decision agreed upon by local coordinators, local merit study committees, and the director of
educational research in the State Department of Public Instruction to afford teachers and observers
an opportunity to discuss the experimental study frankly and freely with the director of research
was met with approval and considerable enthusiasm in Gastonia, Martin County, and Rowan County.
In welcoming this opportunity to discuss the project, many teachers felt that it had been discussed
too little during its operation.

Arrangements were made through each local coordinator for teachers in selected schools in each of
the three pilot centers to discuss the local experiment with the director of educational research, Dr.
Vester M. Mulholland. As a result, 480 teachers and 27 observers, or 507 instructional personnel rep-
resenting 28 schools, volunteered for these interviews.

These conferences were free-conversational in nature, thereby encouraging, it was hoped, frank
and honest appraisal of the three local projects. Preparation for the conferences was undertaken at
early morning staff meetings in each of the representative schools, at which time Dr. Mulholland
stressed the following points:

e Conferences were to be absolutely voluntary.
e Conferences were to be held in a private and convenient place within school between 8:30 a.m. and 5:30 p.m.
e Teachers should discuss those aspects of the local experiment about which they had strongest convictions.

e At no time would the identity of the teacher or his school be involved, though comments by teachers in any given
administrative unit would, it was made clear, be associated with that administrative unit.

e Notes would be taken during the conferences under the following subheads, yet teachers should feel free to discuss
only such subtopics as strongly appealed to them:

e Notes taken would be examined by each teacher before the conference was concluded,
e*e The general philosophic concept of merit pay
es Organization and administration of the experimental program
oo Criteria for classroom observation
*s Classroom observations
oo Teacher-observer conferences
se QObservers; evaluators
ee Teacher morale and relationships
es Qutcomes of experimental program
es Recommendations

e Notes taken would be examined by each teacher before the conference was concluded.
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Statistical Data

A composite of statistics relative to these voluntary interviews follows:

Table S-X

Statistical Date Relative To Voluntary Interviews
In Each of the Three Pilot Centers In Terms of
Schools Represented, Type, and Total Staff

Type Total Teachers Observers
School Grades Race Staff Interviewed Interviewed
Gastonia
Abernethy 1-9 w 22 14
Arlington i 7-9 W 20 12
Armstrong 1-6 w 13 9
Ashley 10-12 w 63 21
Grier 1-9 w 46 19
Highland 7-12 N 28 19
Highland Elementary 1-6 N 30 20
Wilson 1-6 w 15 8
Wray 7-9 W 26 11
Total 263 133 9
Martin County
Church Street 1-5 w 33 15
East End 1-12 N 26 17
Hayes 1-12 N 56 42
Oak City 1-12 w 17 13
Robertsonville Elem. 1-7 w 14 9
West Martin 1-12 N 25 13
Williamston High 6-12 w 21 11
Total 191 120 T
Rowan County
China Grove 1-7 W 25 18
Clement 1-12 N 26 21
Dunbar 1-12 N 41 28
East Rowan High 9-12 W 37 24
Enochville 1-7 w 13 13
Faith Elementary 1-8 w 13 12
Granite Quarry 1-8 N 8 T
Hurley Elementary 1-8 w 20 18
Landis 1-12 W 54 33
Rockwell Elementary 1-8 w 24 13
Spencer Elementary 1-8 w 24 18
West Rowan High 9-12 w 28 22
Total 313 227 11
GRAND TOTAL 757 480 27

The 133 teachers and 9 observers who participated in the interviews in Gastonia constitute 45.8
percent of all instructional personnel in Gastonia; in Martin County 127 individuals, or 41.0 per-
cent of the total staff, volunteered for interviews; and in Rowan County 238 individuals, or 45.6 per-
cent of the total staff volunteered for interviews. In terms of all three pilot centers, 507 persons,
or 44.4 percent, of all instructional personnel in these centers volunteered for interviews.

It is believed by each local coordinator and the Director of Educational Research that teachers who
presented themselves for interviews did so on a voluntary basis, that their comments did represent
their honest convictions, and that this face-to-face approach at evaluation was eminently worthwhile,
not only in terms of the reactions expressed but also in terms of satisfying a psychological need
for discussing all phases of the experiment forthrightly and without apprehension of being mis-
understood, misquoted, or otherwise involved in a nonprofessional manner.

Teachers who volunteered their opinions relative to the three local studies included those who vol-
unteered for classroom observations, those who did not, those who received merit increments, and
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those who did not. Knowledge of those who were or were not recipients of merit increments was
available only when participants in the interviews volunteered such information. This conscious ques-
tion-free approach toward encouraging freedom of expression was felt to be of more value in get-
ting a total picture of the climate in each administrative unit than trying to separate opinions and
attitudes of recipients and nonrecipients of merit increments. Moreover, it was realized that the latter
approach would be part of the interpretation of the 180-item opinionnaire which was administered
to all teachers in each of the pilot centers. In addition, substudies in Gastonia and in Rowan County
were concerned with this analytical approach.

No effort has been made to analyze in a statistical manner the hundreds of statements made by
the 507 participants in these interviews; but representative comments from each of the experimental
centers have been organized under the major headings under which notes were taken and according
to those which were favorable, those which were unfavorable, and those which were in the nature
of suggestions or recommendations. Typical comments from among the 507 interviewees in the
three pilot centers follow: '




Representative Comments Through Voluntary Interviews
from 507 Instructional Pesonnel in Gastonia,
Martin County, and Rowan County

POINT OF VIEW

Favorable Comments

The theory underlying merit p;\y is good.
Superior teaching can be measured.

There should be remuneration for those who do
outstanding teaching: those who understand and
teach students according to their needs and in-
terests; those who help to maintain enthusiasm for
continuous learning; those who stimulate rather
than stultify; those who look up in amazement
when the bell rings; those who work harder.

A merit pay program encourages teachers to be-

at their best at all times.

The experirﬁent has built into it aspects of inspira-
tion and incentive.

Such a program demands cooperative efforts in
establishing policies, procedures, and criteria
whereby classroom teaching is to be appraised.

Such a program tends to satisfy the many objec-
tions concerning equal pay for unequal work.

The program is definitely worthwhile, since its
emphasis is on continuous growth among teachers.

The program can be made to work in spite of the
human element involved.

Teachers can adjust themselves to such a program.

A merit program can be a powerful incentive for
continuous improvement among all teachers,

The concept of merit pay has many values, yet
implementing it is difficult because of its many sub-
jective elements,

Competition among teachers can be desirable.

Almost all teachers do want to improve them-
selves.

Unfavorable Comments

Teaching cannot be identified as superior by one
or two individuals who observe the teaching pro-
cess on three or four occasions. Such an approach
may ignore background, preparation, or how the
teacher might react under similar situation at
another time. Final judgment on such a basis is
morally wrong.

Merit pay can too easily lead to harmful, cut-
throat techniques of competition.

In such a program those who need help most may
not volunteer for observations.

Influencing character is more important than class-
room instruction. How can this aspect of teacher’s
responsibility ever be evaluated?

The teacher’s job is to help students to think. Can
this be judged adequately in three or four ob-
servations?

The act of what appears to be good teaching does
not guarantee that learning is taking place.

This sort of program makes little provision for
knowing about students’ growth—intellectually or
otherwise. Results of good teaching may not show
up for years.

A merit pay program tends to produce stereo-
typed teaching as if the end of education were a
stereotyped product. The program encourages
conformity; kills initiative. The teacher who has
unorthodox manner or reaching students is penal-
ized in a program of this sort.

It is unrealistic to think in terms of merit pay
until the base pay of all teachers is increased.

There are too many intangibles which cannot be
measured, and some of these are the most worth-
while things which teachers do.

Suggestions

All teachers who participated in the experiment
should be rewarded in some way; perhaps a scale
for renumeration would be practical.

Maturity in teacher attitudes is necessary for the
success of any merit pay experiment or program.

Personnel relationships must be strong and posi-
tive in any given school if an experiment or pro-
gram of merit pay is to have a chance. 2

In a faculty group there must be freedom to think
independently, yet a oneness of understanding and
purpose if such a project is to be successful.

Teachers and observers must respect and trust
each other implicitly and be willing to learn from
each other if such an experiment is to function
effectively,

The State must forget the fact that so many teach-
ers are women and pay salaries high enough to
attract more and more competent men. The merit
pay approach to improved teaching is impractical
and unrealistic until the base pay of teachers is
more competitive,

Increased emphasis in the teacher preparation
institutions should be placed on identifying poten-
tially strong teachers and on eliminating the po-
tentially unfit.

Merit pay, in its final analysis, must be based, not
only on classroom skills but also on other respon-
sibilities demanded of teachers. These other re-
sponsibilities are no more difficult to evaluate
accurately than are the skills of teaching,

Principals and supervisors should be rated in a
merit program if it is to have the respect of
teachers.

Teacher merit should be approached from many
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Point of View (cont’d)
Favorable Comments

Unfavorable Comments

Working under continuous pressure is not the
best way to improve instruetion,

Three or four visits as a basis for judging teach-
ers is unthinkable; the worth of teachers cannot
be measured through several observations.

The program, by its very nature, is susceptible to
political maneuverings.

The literature pertaining to merit pay is largely
negative in nature.

Merit pay is based too largely on personal opin-
ions,

Extra pay for doing one's best as a teacher is
repulsive; if money were taken out of the pro-
gram, it would be excellent.

The program is particularly unfair for elemen-
tary teachers who often teach 10-13 different
areas. It is also unfair in terms of the various
reading abilities of students.

When teachers are more ereative, imaginative,
and skillful than their observers, a real problem
immediately presents itself.

It is impossible to measure interaction and com-
munication within an hour.

Whatever else is said, merit pay is a glorified form
of professional bribery.

Merit pay tends to minimize team work and
emphasize individual performance.

Teaching is not comparable to other occupations:
the schools are public and all children must be
accepted; teachers have no choice in pupils as-
signed them; it is impossible to apply an objective
yardstick to a creative process.

The name itself, “A merit program,” has unfor-
tunate eonnotations.

The program is characterized by detrimental pres-
sures.

Suggestions

angles, not just through formal classroom ob-
servations,

Ways should be found to prevent a total instruc-
tional program from suffering while a limited
number of teachers are trying to impress their
observers.

Teachers need to know what constitutes outstand-
ing teaching; at present there is too much uncer-
tainty, haziness, and difference of opinion.

Rather than giving up in their search for sound
ways of determining superior teaching, teachers
themselves must assume even more initiative in
trying to discover ways which are satisfactory to
them for identifying outstanding teaching.

Student opinions—perhaps student progress—
should be considered in any program for deter-
mining who the best teachers are. Students defi-
nitely know who the superior teachers are.

Teachers must want to experiment with such a
program if it is to have a chance for survival.

Lack of equipment in a number of schools should
be remedied before superior teaching can be ex-
pected,

If money were completely removed, and concen-
tration were on better teaching, the program
would be greatly improved and teachers would
like it better.

. All teachers should be observed; teachers should

not have to apply for observations. The concept
of volunteering for observations defeats the basic
purpose of merit pay.

Merit teachers should give undeniable evidence of
professionalism; this factor should be strongly
emphasized as part of the program.

Participation in the program should be regarded
with pride; this aspect of the experiment should
continually be emphasized.

Somehow, teachers must learn that the purpose
~of an experiment is to learn. The entire program
should be regarded as a learning situation.
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Point of View (cont’d)

Favorable Comments

Organization and Administration

Favorable Comments

® The program was well planned and organized and
has been fairly administered.

e The training for observers was excellent.

e Cooperative planning of the experiment was a
major reason for its success.

® Excellent work of individual principals helped
program to be respected.

e Making it obligatory that principals observe class-

Unfavorable Comments

Unfavorable Comments

¢ Organization should have come from within; too
much of it was imposed.

¢ Experiment was done too quickly; there was too
much hurry to meet deadlines, especially in early
days of program.

¢ Organization and administration should have pro-
vided for more emphasis on “imposed variables.”

e Provisions were not made for stressing the ex-
periment enough during its operation.

Suggestions

e Teachers should never feel compelled to please
observers; this can easily kill the spark that
characterizes good teaching.

Observers themselves should be given increments,
whether or not they are rated by teachers.

Teachers themselves know who the good teachers
are and their opinions should somehow be con-
sidered.

¢ The entire performance of a teacher should be
taken into consideration when final ratings are
made, not just classroom performance.

ers in several categories, not only “superior”
teachers.

® A larger teaching staff with fewer students per
teacher is the soundest approach to better teach-
ing; merit increments cannot solve this problem.

® An inerement of $500 is too small to be challeng-
ing.

® Successes of merit teachers should be shared with
all teachers.

e In order to have a merit program, there must be
merit teachers and merit principals and super-
visors,

® In-service training is more important than a
merit-pay program.

Suggestions

eTeachers themselves need a training period for
determining the characteristics of good teaching.

e Observers need a longer period of time for orien-
tation into the most effective ways of observing
classes.

¢ Arrangement should be made for observers to
know more about students before observing them;
student records might be used; pre-observation
conferences might be held with teachers; brief

Inerements should be broader and include teach-.
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Organization and Administration (cont’d)

Favorable Comments

room teaching was a positive feature of the pro-
gram,

The experiment provided opportunities for leader-
ship,

Members of work committees tried to get ideas
from as many other teachers as possible concern-
ing philosophy, objectives, criteria, and plans and
procedures.

Working with Dr. Brank Proffitt and Robert Al-
dous was an outstanding experience in in-service
growth,

Cooperative development of criteria accounted for
much of their soundness.

The involvement of many teachers in the original
study groups provided a sound basis for planning
a sound program, .

The merit pay committee was diligent, conscien-
tious, and thorough in its efforts to keep the ex-
periment moving along effectively.

Unfavorable Comments

® There was too much unrealistic emphasis on ob-
jectivity,

* Too much stress was placed on a single approach
for identifying superior teachers.

® The danger of too much concentration of power in
hands of observers was an obvious weakness of
the study.

® Fear of the program gave it a bad name to start
with,

® There were insufficient qualified observers to go
around; principals and supervisors were over-
worked.

® Because of the amount of money available, there
was in reality a quota system,

¢ Observers should have a training session of longer
duration, perhaps in the summer, perhaps on a
college campus, and perhaps with outstanding con-
sultants. A brochure should result from such a
session in which eriteria are clarified and in which
characteristics of good teaching are emphasized.

¢ Having a volunteer for observations defeats the
very purpose of such a program.

¢ Such a program should have been initiated by
teachers.

* Too many principals lacked enthusiasm for the
program.

® Teachers were not sufficiently well prepared for
the initiation of the program.

* Training period for observers was too brief for
principals and supervisors to have an adequate
and common point of view toward the characteris-
ties of good teaching.

Suggestions

notes relative to character of class might be stud-
ied in advance.

Teachers should be given reasons for the final
evaluations which they receive.

Increasingly, the principal should be responsible
for observations and follow-up conferences.
There should be provisions for more flexibility in
the number of observations made and the length
of time involved in observations.

During an experiment such as this teachers
should have more opportunities to discuss the
progress of the program as well as its problems.
An experiment of this nature needs a full-time
director at the local level and at the State level.
Just when we needed help the most from Raleigh,
we had none,

Any semblance of a quota system should be
avoided; there should be enough money to reward
all superior teachers,

More time was needed in terms of orientation for
initiation of the experimental program; too many
teachers were not ready for the program. Ideas
were too new to be accepted at once; they need
to grow on teachers. '

Supervisors and principals should work with «ll
teachers, not just those who volunteer for ob-
servations, There should be continuous observa-
tions among all teachers.

The base pay for all teachers should be raised

- before placing emphasis on merit pay. Salary

scales must continually be raised to attract and
hold the most competent teachers.

Staff members should know who the merit teach-
ers are, and should be able to learn from them
through classroom visits, conferences, workshops,
and the like.

Relationships and morale should be stressed a
great deal before such a program is initiated;
in addition, relationships and morale should be
faced realistically throughout the program.

More consideration should be given to “imposed
variables” in making final evaluations of teachers,

il
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Criteria for Classroom Observation

Favorable Comments

The eriteria are sufficiently comprehensive; all
areas pertaining to good teaching are included in
the major categories of the eriteria.

The fact that teachers helped to develop the cri-
teria assured their general acceptance.

The ecriteria were experimental; they permitted
modification.

The eriteria are useful to teachers who take self-
evaluation seriously.

The criteria were intended as guidelines, not as
inflexible standards for all situations.

The criteria served as a challenge to teachers and
helped them to evalnate themselves,

The committee which worked on the criteria is to
be congratulated on its excellent results,

The criteria were fairly and cooperatively de-
veloped.

The criteria have encouraged many teachers to
try to teach better.

Unfavorable Comments

o The criteria tend to force teachers to fit a certain
mold; this is not good for teachers or students.
Rigidity of criteria was very disturbing.

e The criteria were designed for classroom type of
work, not for athletics, home economics, library
activities, counseling, and special education. Spe-
cific criteria are needed for such areas,

e Too much uncertainty existed concerning the
proper interpretation of criteria in relation to im-
posed variables.

* More emphasis in the criteria should be placed on
classroom grouping.

® The criteria are too restricted, especially in the
area of creativity.

® Teaching according to the criteria does not guar-
antee significant learning.

¢ There can be no single set of eriteria which ade-
quately describe all types of superior teaching.

® The criteria did not mean the same thing to all

observers; basically this was a handicap to teach- .

ers being observed.

* The criteria were too general; the same standards
cannot cover grades 1-12 with equal effectiveness.

e Application of the criteria, even among superior
observers, is fundamentally subjective, and there-
fore subject to too many whims of personality and
individual interpretation.

¢ Teaching to the criteria for the purpose of letting
an observer realize how clever one can be under
difficult circumstances is high class educational
tomfoolery with few positive values.

® The criteria are particularly unfair for teachers
of slow learners.

¢ The criteria make too little provision for emphasis

on work with individual students, or for independ-.

end student effort,

Suggestions

o It 'should be well understood by observers and
teachers that all criteria should not necessarily
be applicable to each lesson observed.

Criteria can be effectively developed only when
time is available for freedom of discussion.

‘The criteria in certain instances would have been
more useful if they had been more specific, espe-
cially those which might apply to librarians, coun-
selors, special education teachers, and the like,

e The criteria should be restudied and revised as

often as needs suggest the desirability for doing
§0.

® The criteria should definitely emphasize motiva-

tion and the values of learning to think more.

* Teachers should be helped in appreciating the fact

that differences in the interpretation of the eri-
teria can be an asset rather than an assumed lia-
bility.

¢ Provisions should be made whereby the criteria

encourage each teacher to teach according to his
own peculiar genius, his skill in using imagination,
and in emphasizing creativity.

e The criteria should recognize that the perform-

ance of students is only one phase of good teach-
ing.

e Overlapping among the criteria should be elim-

inated.

¢ Teachers and observers should discuss criteria

freely in an effort to come to a more common
ground of understanding and interpretation rela-
tive to their intended meaning.

e The total task of teaching should be reflected in
criteria, not only classroom aspects.

e The criteria should not be introduced artificially

just to impress observers,

® There should be no set pattern for good teaching;
any stereotyped approach to determining a supe-
rior teacher should be eliminated.
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Criteria for Classroom Observation (cont’d)

Favorable Comments

Classroom Observations

Favorable Comments

Classroom observations are definitely an incentive
for better teaching,

Classroom observations helped to reveal strengths
and limitations of teachers; they have been suc-
cessful.

Opportunity for the principal to assume leader-
ship in the improvement of instruction was of
genuine value.

Teachers were treated fairly; there were no great
shocks; teachers were well aware of criteria for
evaluation.

Notes taken during observations were comprehen-
sive, accurate, and indicated penetrating insights
on part of observers.

Note-taking did not worry teacher or pupils, es-
pecially after the first observations,

Observations, along with the conferences, consti-
tuted the best part of the program.

Observations were good for teachers; they dis-
turbed very few.

Many teachers enjoyed observations as well as
having received help from them.

Some principals observed all teachers, not just
those who volunteered for observations; this
proved to be an excellent way of improving the
total school program, and was greatly appreciated
by the teachers.

Unfavorable Comments

Unfavorable Comments

e Observers observed a system of production but

never really observed the product.

e There was too much special preparation for ob-

servers, though all of us have our company ar-
rangements; lesson plans specifically formulated
for observers’ visits were used frequently.

e Observation schedule permitted observers to know

little of continuity of learners’ experiences.

s Classroom atmosphere was not natural under ob-
servations, even for the most mature teachers not
to mention the nervous and the timid.

e Being observed for improving instruction is one
thing; being observed for possible merit pay is
quite different. The latter is disrupting and inde-
fensible.

o Inadequate materials and equipment make supe-
rior teaching difficult.

s The greatest of all temptations in a program like
this is that of teaching jor the observer.

e Observations do disturb many conscientious and
outstanding teachers, some of whom grow tense,
freeze, or otherwise fail to demonstrate their real
abilities. Under such strain, teachers are not like-
ly to do superior teaching.

Suggestions

e The criteria should be used daily by all teachers
as a means of self-evaluation.

e The uniqueness, the genius, the art which is the
innate possession of every good teacher must be
respected—not tampered with through the me-
chanical application of criteria which, at best, are
quite fallible.

Suggestions

e Observations should be continued irrespective of
merit pay.

e Observers should know as much as possible about
a teacher before observing his class.

e More than three or four observations are needed
to get an all-round picture of a teacher.

o Shorter and more frequent observations should be
considered as a supplement to the several more-
or-less formal ones.

e Observations should be made of every area for
which the teacher is responsible.

e There should be one or two observations just for
the purpose of learning each other, not for eval-
uation purposes.

e In grades 1-8, consideration should be given to
.observing classes for one full day. At high school
level some of the observations should be consec-
utive.

e Observations should be unannounced; there is less
fear, tension, and artificiality this way.

e Observations should be for instructional improve-
ment, not rating. ‘

e Observations should be approached more creative-
ly; less description of every detail observed in
class would free observers for something more
significant.

e Often, a series of observations is preferable to
isolated visits,

78

fipng fing 1424 42YIDI [, DUT)0UD)) YJAON] Y L




Teacher-Observer Conferences

Favorable Comments

Conferences were handled in a fair manner and in
a professional manner.

Conferences were very beneficial; they seem to
make most teachers conseious of their strengths
and weaknesses,

Conferences, by all means, constituted one of the
best features of experiment.

Some observers explained carefully their bases of
evaluation,

Respect for the ideas of others was apparent in
almost all conferences.

It seemed easy to talk to the supervisor and also
to the principal.

Teachers felt free to discuss various topies—all
aspects of classroom observations—during the
conference periods.

Conferences were not only helpful to teachers but
to observers also.

This opportunity to share ideas was professionally
very stimulating.

Suggestions for improvement were sound, prac-
tical, and useful.

Conferences did much to improve relationships
among principals, supervisors, and teachers,

Conferences were characterized by freedom, cor-
diality, and an atmosphere conducive to profes-
sional growth,

Observers

Favorable Comments

¢ Top-notch observers know how to take into con-
sideration tension and other peculiar aspects of

Observers frequently detected the frauds and
show-offs.

classroom situation.

Unfavorable Comments

¢ Observers were not frank enough; they offered

too few constructive criticisms. Suggestions were
much too general; terminology was often too
vague.

¢ Too often teachers did not feel free to express

themselves,

¢ Conferences, with merit pay involved, are imme-

diately devoid of their many positive potentials.

¢ Conferences too often were held a long time after

observations; this is bad!

e Time is too valuable to rehash old, worn-out ideas.

Observers too seldom had anything fresh, stimu-
lating, or exciting to offer—as if teachers were
satisfied with their own dismal bungling.

* Too many small, insignificant matters were played

up during conference periods.

® Few challenging ideas were presented during con-

ference periods.

¢ Observers refused to alter written comments even

after explanations,

® Conferences permitted little opportunity to jus-

tify actions, ideas, or purposes.

¢ Conferences for too many teachers were not learn-

ing experiences.

e Teachers were too readily over-persuaded by ob-

servers.

e Reading all classroom notes to teachers during

conference periods was monotonous, unnecessary,
and sometimes embarrassing.

Unfavorable Comments

e Observers and teachers too often interpret eri-
teria much too differently; they look for different
things; they do not think alike; and in a merit
experiment this is a liability.

¢ Principals, for the most part, were too preoccupied

Suggestions

e Observers should offer suggestions for improving
instruction as well as reviewing notes taken in
class.

® Observers should not play up insignificant details
in conferences.

¢ Observers should at all times be able to explain
the why of any oral or written comment.

® More encouragement should be given teachers to
react to observers.

¢ Conferences, even- with their shortcomings, should
be continued as a useful means of improving in-
struction, irrespective of merit pay.

e The teacher-observer conference should be re-

garded as a learning opportunity for teachers and
observers.

¢ Conferences should be much more flexible, since

an atmosphere of rigidity forbids the mutual
sharing of constructive ideas.

* The final evaluation of a teacher’s ability should
be cooperatively arrived at.

¢ Whenever possible, conferences should come the

same day or the day following observations,

® Teachers should be informed of their weaknesses
in such a way that incentive for improvement is
also present.

e Teachers should evaluate themselves prior to con-
ference periods on forms similar or like those
used by observers.

e Teachers must continually make efforts to mature

in their acceptance of criticisms,

Suggestions

¢ Observers should consider imposed variables more
and should change comments or ratings if teacher
and observer agree.

 Observers should return to classrooms after sug-
gestions for improvement are made to determine
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Observers (cont’d)
Favorable Comments

e Observers were conscientious and worked tirelessly
to do a satisfactory job.

Observers, in almost all instances, were well pre-
pared and understood what makes for outstanding
teaching.

* Observers did an excellent job in view of their
great responsibilities; they should be commended.

Observers were fair, honest, cordial, and helpful.
They were as unbiased as possible.

It was a pleasure to work with observers; they
were well-qualified, by and large, and almost never
overbearing.

e Observers themselves learned much from their

efforts.

e It was amazing how much observers saw and re-
corded; they were complete in their note-taking.

e Observers were respected by most teachers who

seemed to have great faith in their abilities and
skills.

Unfavorable Comments
to be good observers.

e Observers find it impossible to be objective and
this is the real reason for so much dissatisfaction
with merit pay.

e Too often observers do not understand the real
problems; they can see only the momentary mani-
festations of that which frequently is hidden.

e Some observers were afraid to talk frankly—
afraid feelings of teachers would be hurt.

e Observer cannot know within a short period the
personal needs of pupils, yet he is asked to deter-
mine whether the teacher met these needs or not.

e Observers not qualified to observe any and all
classes, since skill in human relations, and since
knowledge of subject matter, the learning process
itself, and of human growth and development are
all so important.

¢ Observers who have known teachers over the years
already have many pre-judgments, a fact which
keeps them from being objective.

e In view of training, experience, and habits too
many principals are incapable of making effective
observations,

e The merit program imposed too much work on
personnel who were already overloaded.

s Disagreement among observers has been the most
demoralizing aspect of the entire experiment.

e Observers cannot be at ease, either in classrooms
or conferences, when they are so unfamiliar with
the subject matter being taught.

¢ There was marked conflict in what observers said
to teachers on many occasions and what was ap-
parently written in the final report and what came
to be the final evaluation. This type of easy talk to
teachers, without ultimately their being rated
superior, was disturbing to teachers.

Suggestions

whether improvement is being made.

Observers must be superior themselves if teach-
ers are to respect their judgments. Experienced,
qualified observer-evaluators are the key to the
success of such a program as this.

Observers should be relieved of all other duties
while concentrating on a program of observations.
Money used for merit pay would be of far more
value if spent for special supervisors. More ob-
servers are a necessity if such a program is to
attain its goals.

Observers should be able to give suggestions for
improvement as well as describe what they see.

Some way must be found to evaluate observers.

Observers should continually take the initiative in
trying to learn more about the art and skill of
observing.

Observers need to find ways of further agreement
relative to standards.

More orientation on the part of observers was
needed prior to initiation of program,

More observers should be outsiders; personal ac-
gquaintance does too much damage.

Observers with special knowledge should observe
teachers in special areas, at least for part of the
observations. Observers in primary work, for ex-
ample, should by all means have had experience
at the primary level.

Enough observers to help all teachers is manda-
tory before such a program can be expected to
be successful.

Observers should remain in some classes much
longer in order to get some concept of the con-
tinuity of what teachers and pupils are doing.
Observers should know the total situation of
classes observed: Nature of pupils, grouping, what
transpired previously, and what's being planned
for the future. An awareness of continuity is all-
important.

Observers should have time to become familiar
with new books and other teaching aids; with
research and experimentation; with what observ-
ers and teachers elsewhere are doing.
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Teacher PMorale and Relationships

‘Favorable Comments
. ® Morale was wonderful. The experimental pro-

gram has made no difference in relationships
among staff members, The program has perhaps
strengthened teacher morale and respect for
each other.

e Early apprehension concerning program grad-

ually gave way to a normal situation. There was
less tension, jealousy, suspicion during second
year.

e Teachers have worked hard and cooperatively to
get the most out of the experiment. The program
has created a close bond of cooperation among
teachers, most of whom want to help each other,

e Excellent relations have existed among teachers

for years; this experiment has not changed situa-
tion.

e Participation in this experiment actually brought

our faculty closer together: We discussed ecriti-
cisms from observers in a constructive manner;
there was little evidence of jealousy among our
teachers; and we treated the entire project in a
professional manner.

e Most of us admired those who volunteered; there

were no ill effects because of participation in the
experimental program,

¢ Teachers treated all information confidentially and

professionally; they did not discuss merit pay
matters with other teachers,

e Teachers volunteering for observations and other

teachers have been eager to help each other dur-
ing this project; no harsh feelings existed in this
school.

e Visits of principal have helped the morale of

teachers and students.

e This is an easy faculty to work with; everyone

does more than is expected; there was little dis-
sension in this school—therefore, this program
brought about few if any damaging results.

e The professional attitude of staff members helped

to keep morale high.

Unfavorable Comments

There was too much tension and apprehension;
lowering of morale was the worst feature of the
entire study.

Desire to be approved created great strain; this
made work much harder.

The experiment has caused teachers to build up
fears, a fact which has lessened their effectiveness.

The manner of informing teachers relative to
increment was a source of unhappiness.

Too many ugly things have been said, especially
about “nonparticipants” and about young teachers
who volunteered.

Lack of understanding about the program with
its resultant distortions of ideas has lowered mo-
rale.

Emphasis on undesirable competition, though un-
intended, was a disrupting factor.

The program created a wall between those who
volunteered for classroom observations and those
who did not. Faculty turned against faculty.

Morale suffered a great deal; there was too much
feeling involved—even bitterness and anger, espe-
cially when teachers who heretofore had been
considered superior did not receive merit pay dur-
ing this program.

The hush-hush approach to the entire program re-
sulted in whispering campaigns, coolness among
teachers, and even bitterness. Excessive emphasis
on secrecy has been unwholesome.

Teachers were afraid to be frank with other teach-
ers, with principals, and with supervisors.

There was little sharing of ideas among teachers
after the program was initiated.

Teachers were constantly under pressure; realiz-
ing they could not do their best under such a sit-
uation, they became cynical and indifferent.

Emphasis on individual excellence lessened coop-
erative efforts among teachers; there was too
much striving for personal acceptance,

Suggestions

All teachers should be subject to observations and
conferences, not primarily as a means of main-
taining morale, though certainly this would help,
but because this procedure is basically sound.
For one thing, it would lessen tension, jealousy,
and ugly aspects of competition.

All teachers should be kept well informed relative
to the progress of such an experiment, thereby
eliminating one of the chief sources of misinfor-
mation, misinterpretation, and suspicion.

More emphasis on professional ethics, especially
during a special project such as this, would help

to eliminate loose talk and build positive attitudes -

of respect and cooperation among all teachers,

As a basis for less frustration, teachers must be
helped to appreciate the fact that various ob-
servers will likely never rate them exactly alike.

More professional meetings in which all teachers
are encouraged to share their successes as well
as their problems would tend to solidify faculties
and, in turn, lessen possibilities of low morale
and unsatisfactory relationships.

A longer period of orientation for understanding
and appreciation of the project would have les-
sened the tension and suspicion which existed
from the very beginning.

All observers should be highly qualified in terms
of

—subject-matter knowledge

—how learning takes place

—human relationships

—fairness to all teachers

Teachers and administrators should be proud of
participating in a professional program of ex-
perimentation.

Participants must be mature enough to accept
criticisms.

Teachers, principals, and supervisors should co-
operatively undertake ways of lessening pressures
which seem to accompany such a program.
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Teacher Morale and Relationships (cont’d)

Favorable Comments

If unwholesome attitudes existed, most of us
were unaware of them.

Outcomes

Favorable Comments

The program has caused all teachers to be more
conscious of trying to teach better; more conscious
of their chief responsibility as teachers; more con-
scious of better planning; increased awareness of
good teaching.

Basically, the experiment was a good approach for
self-improvement; it encouraged teachers to re-
evaluate themselves.

The experiment has made for much better prepa-
rations on the part of teachers.

Unfavorable Comments

¢ Recipients of increments too often have assumed
airs of haughtiness and superiority in staff meet-
ings, committee meetings, and in private life; and
this is not unbridled imagination.

e Young, progressive, sharp teachers are sometimes
the envy of others; this in itself has created ten-
sion,

e Prior to the project we were helpful to each
other; after the project was initiated, it was
everybody clawing for himself.

¢ Using unqualified observers has resulted in more
ill feelings than any other single factor.

e Too many teachers who have heretofore been told
how good they were failed to receive merit incre-
ments; this fact was the basis for much dissension
and unhappiness.

e The program has created negative attitudes toward
principals and supervisors.

¢ Teaching morale suffers when merit teachers leave
school early, seldom make lesson plans, grade
papers, or keep up-to-date with professional re-
* search.

e Too many “participants” spend much of their
time in having showy rooms.

e The program causes insecurity among teachers,
especially, those not judged to be merit teachers.

Unfavorable Comments

e The program made for greater rigidity in class-
rooms; less flexibility in teaching; less creativity;
less imaginative thinking on the part of teachers.
Teachers tended to adhere to safe, well-tried pro-
cedures,

e Teaching to include all eriteria is deadening.
e The program discouraged experimentation.

e Observers were too critical concerning small as-
pects of teaching.

Suggestions

Suggestions

e Certain types of controls should have been built
into the experiment which would make its findings
more valid.

e Teachers should be helped at all stages of such a
program to be prepared for the realistic accep-
tance of whatever outcomes result, especially
decisions which observers must make relative to
who receives merit increments.

e If the program were designed to improve instruc-
tion, why should all teachers not be included?
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Outcomes (cont’d)

Favorable Comments

The project resulted in more professional staff
meetings and much more professional reading
than ever before.

The experiment has brought schools of the ad-
ministrative unit together professionally.

We learned that pupils do more when they are
expected to do more; teachers do more when they
are expected to do more,

The training program for observers was excellent;
they certainly learned to take comprehensive and
correct notes.

The merit program gave all teachers a common
point of contact; this we liked.

1 am all the richer for participation in the pro-
gram, though I might not do it again.

As a nonvolunteer for classroom observations, I
gained a great deal from the program; it was
more valuable than any other in-service experience
I ever had.

Trying to follow the criteria has been a stimulus
to almost all of us.

The program has encouraged teachers to be more
conscientious, especially in the area of day-by-day
planning.

The program has tended to help teachers in be-
coming more resourceful,

The involvement of teachers in developing criteria
for classroom observation was an excellent idea.

In soms schools the program has been a means of
unifying teachers.

The program gave principals a mandate as well
as the opportunity to visit classes.

Teachers are using time to better advantage than
ever before.

Unfavorable Comments

We learned that too much seeretiveness is not good.

Emphasis on reward throughout the experiment
lessened its character and usefulness.

There was too much resentment about the whole
program, and this was perhaps the most detri-
mental aspect of the experiment.

Personalities entered the picture too strongly.

We are not accustomed to being guinea pigs, and
I'm afraid we reacted irregularly too often.

The program tends to stifie naturalness and cre-
ativity.

Outstanding teachers, according to past records
and reputation, in a number of cases were rated
less than superior, thereby causing untold frus-
tration, lack of confidence in supervisors and prin-
cipals, and complete distaste for the experimental
program.

This manner of rewarding teachers will never
guarantee good teaching; judgments of teachers
by other educators will forever remain personal,
no matter what the standards or how they are
devised.

Only those volunteering for observations were ob-
served, and this was a great weakness of the
merit-pay program; the nonvolunteers soon real
ized they would not be observed and, in turn, had
a tendency to take things easy.

The program itself involved little experimentation
and little research of an objective nature.

Teachers who criticized the program longest and
loudest were those who did not volunteer for ob-
servations either year; for this reason they can-
not be all-knowing experts about the experimental
program,

There is little evidence that students learned more
during this experiment than previously.

Suggestions

e Teachers are eager for supervision—but always
by superior supervisors, with special consideration
on one’s successful teaching experience, and his
ability to work constructively with others.

e Supervisors and principals should be evaluated in
order to give the program the prestige and forth-
right quality which it deserves among all teachers.

e Something more than merit pay is needed in our
system: more supervisors, more special teachers,
fewer pupils per class, elimination of combination
grades.

e A strong in-service program involving all teach-

ers would be preferable to a merit pay program,

e Channels of communication among all those con-
cerned with the program should be improved.

e All teachers in the program should have been
rewarded in some way.

o Teachers want expert supervision without merit-
pay entanglements.

¢ Concerted efforts should be made to relieve ex-

ternal and internal pressure accentuated by such
a program.

e Students should have been involved more directly
in this experiment.

¢ Supervisors and principals should be evaluated
in a program such as this.

e Ways should be found to lessen the load of ob-
servers.
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Appraisal of the North Carolina
Teacher Merit Pay Study

by Observers and Members of Local Merit Study Committees—

Observations, conclusions in terms of lessons
learned, and implied recommendations which are
found in this chapter represent the consensus of
many, though not all observers and members of
local merit study committees in the three ex-
perimental centers. Reactions of these staff mem-
bers are particularly significant, since they, more
than any others, were closely indentified with
all aspects of the study: its initiation, its opera-
tion, and its evaluation. Each of the reports of
the three pilot centers includes detailed reactions
of observers and committee members in these
centers.

Statistics

The following table indicates the number of
observers and committee members in each of the
experimental centers. Figures in the third column
show the number of different personalities whose
reactions are included in this chapter. These fig-
ures take into account duplication of personnel
among observers and committee members.

Conclusions In Terms of Lessons Learned

center were held throughout the duration of the
~study for the purpose of sharing ideas and plan-
ning more effective ways of observing teachers,
conferring with them, and preparing the deserip-
tive evaluations and actual ratings.

Members of local merit study committees, a
total of 61 in the three pilot centers, also held
regular meetings throughout the experiment for
the purpose of continuously evaluating the
progress of the experiment and for seeking ways
to guarantee its maximum effectiveness. In each
instance the chairman of the local committee was
appointed by the superintendent of the admin-
istrative unit, and in each instance the chairman
was the coordinator of the local experiment,

Observers and committee members totaled 137
in the three pilot centers, but actually there were
only 96 different individuals involved, in view
of the overlapping of personnel. During the
spring of 1964 observers and committee members,
not only met for their regular sessions but also
on several other occasions as combined groups

Table S-XI

Numbers of Observers and Members of Local Merit Pay
Study Committees in Each Experimental Center Along
With Numbers of Different Personalities Whose
Opinions Are Expressed in This Chapter

Number of

Number of Number of Different

Experimental Center Observers tee s Individuals Involved
Gastonia 20 20 27
Martin County 20 19 36
Rowan County 36 . 22 33

Total 76 61 96

Principals and supervisors who were respon-
sible for classroom observations in this study
were known as observers, and numbered 76 in
the three pilot centers. In addition to training ses-
sions which were necessary for preparing ob-
servers for their special responsibilities in the
experiment, regular meetings of observers in each

to appraise the experimental study and to offer
suggestions for the final report to the 1965 Gen-
eral Assembly. (In Martin County, whose schools
did not participate in the study during 1963-64,
one such combined meeting was held.) The
director of educational research for the State De-
partment of Public Instruction, Dr. Vester M.
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Mulholland, attended all of these meetings and
recorded comments made by all members of these
groups. '

The following reactions represent the com-
posite thinking of these 96 individuals, those who
gave more time and thought to the experimental
study than anyone else.

Philosophy

In discussing the experimental study in the
three pilot centers, observers and committee mem-
bers frequently expressed points of view relative
to the merits and demerits of the concept of
merit pay. Fundamental questions were raised as
the project was being contemplated in each
center, as it was carried out, and more particular-
ly, as it was being evaluated. As would be ex-
pected, many diverse opinions and even contra-
dictions existed among the members of these two
groups—96 different individuals—through the
several stages of planning, implementation, and
evaluation.

Many observers and members of local merit
study committees indicated that the concept of
rewarding superior teachers is theoretically
sound, though it is very difficult to implement.
This difficulty, it was agreed, was no reason to
shy away from experimentation designed to pro-
duce more information about merit pay. Ob-
servers and committee members, for the most
part, felt that teachers participated in the several
local studies primarily as a means of improving
themselves, not because of their interest in merit
increments. They reported that recognition of the
continuing need for self-evaluation also prompted
many teachers to look upon the experiment with
favor.

Many among the observers and committee mem-
bers stated that in their opinions, some form
of merit pay is inevitable and that teachers
themselves should be willing, through an experi-
mental project of this nature, to assist in finding
a sound and practical approach for rewarding
superior teachers. Over and over, it was stated
that an administrative unit must be selective in
choosing teachers, that salaries must be adequate,
that personnel much be ample, and that working
conditions must be decent before a merit program
can function. The question was raised quite often
as to what discrepancy, if any, there is in pro-
viding merit pay for the purpose of improving
teaching and for the purpose of rewarding su-
perior teachers. Observers and committee mem-

bers in each of the three centers often doubted
the feasibility of having observers spend practi-
cally all their time with teachers who volunteered
for observations, thereby leaving little time for
the many other teachers, who frequently needed
and wanted instructional supervision. Similarly,
a very practical question was frequently raised:
Can the time required for the effective imple-
mentation of a merit pay program be justified in
terms of the many other responsibilities which
staff members must continue to assume?

Observers and committee members contended
that teachers, by and large, are interested in
improving their teaching but that too many are
fearful of change or unwilling to make change.
An experiment such as this, it was felt by many,
might do much to encourage teachers to make
change when there was evidence that change
might be desirable. A majority of the 96 people
whose ideas are expressed in this chapter indi-
cated the desirability of thinking positively about
the experiment, the feasibility of minimizing its
negative features without being unrealistic, and
the necessity of keeping open minds about the
experiment in order to learn everything possible
from its successes and its failures.

Other perplexing questions were raised
throughout the experiment:

e In considering who are the outstanding teachers, to

what degree should factors other than classroom
teaching be considered?

e Is the merit-pay approach to improved teaching the
best way to bring about superior teaching?

e Can a program of merit pay be successful when so
many school personnel seem to see only its negative
aspects?

e Is it possible to eliminate sufficient subjectivity in
determining who the merit teachers are for teachers
in general to be satisfied with the program?

e If merit increments are sound, should there be sev-
eral levels of monetary reward to parallel several
possible degrees of competency?

e Should supervisors, who are regarded as helping
teachers and consultants, be expected to rate teach-
ers in terms of their fitness for merit recognition?
Or, are supervisors better prepared to accept this
responsibility than anyone else?

e Is it not likely that the merit approach would degen-
erate into a stereotyped program without its original
thrust and momentum ?

e Should not current programs of in-service training
be strengthened before launching into a merit-pay
program whose virtues are so widely questioned?

e Is it possible for the merit-pay approach to be used
satisfactorily when teachers regard themselves as
unique and the teaching process as something of an
art as well as a skill?
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Conclusions in Terms of Lessons Learned

e The merit approach to improving instruection has many
positive aspects and these should be thoroughly under-
stood by all teachers, principals, and supervisors.

* There are many other approaches which also might be
useful as emphasis is placed on instruetional improve-
ment; these. too, should be explored with intelligence
and with enthusiasm,

* Even though the merit approach has many possibilities
for in-service growth, it is not necessary as a means
for identifying superior teachers.

® Teachers in the three pilot centers are not yet ready
for a continuing program of merit pay; yet apathy
toward such a concept is indefensible in view of what
is known about merit pay and the muech that is not
known.

* Improvement in the teaching-learning process must be
approached simultaneously from many angles: in the
areas of college preparation, selection and retention,
in-service training, research, and - experimentation
among others.

Organization and Administration

Observers and committee members in each of
the three pilot centers agreed, by and large,
that the methods of organizing and administer-
ing the experimental program were practical and
sound; and that the careful planning of each pro-
gram was characterized, for the most part, by
positive attitudes, by fairness, and by a willing-
ness to learn everything possible from participa-
tion in the project. These individuals, whose in-
sights into the experiment were comprehensive
and somewhat penetrating, having indicated that
the democratic involvement of many staff mem-
bers in the development of the program was one
of its most significant features. There was gen-
eral consensus in each of the experimental centers
that emphasis on classroom visitation on the part
of principals was one of the most important
mandates in each of the three organizational
plans.

Observers and committee members in each
center expressed satisfaction with provisions
which were made for the special training sessions
for principals and supervisors, those who were
to be responsible for classroom observations. This
approach to refining one’s skills in classroom ob-
servation, it was felt, was excellent; and should
be strengthened irrespective of efforts at merit
rating. Members of the merit study committtees
agreed that they met sufficiently often for shar-
ing results of the experiment, for examining poli-
cies and procedures, and for suggestiing improve-
ments. Observers testified, and it was learned
from many teachers, that each of the merit study

committees was highly respected for its com-

mendable efforts to carry out its assigned respon-

sibilities,

Conclusions in Terms of Lessons Learned

* The period of orientation for all teachers was too brief
to achieve a widespread understanding and appreciation
of the purposes and possibilities inherent in such an
experiment. Many teachers in each pilot center were
not ready for the experiment. The pressure of time
limited the effectiveness of the orientation program;
and the fact that some articulate individuals in each
pilot center felt that the project was imposed caused
some unrest. A program of merit pay can be successful
only if it is implemented after teachers are ready for it.

* In spite of efforts at the State and local level to the
contrary, the experimental study in each pilot center
was too much of a crash program. The pressure of
time was intense relative to all phases of planning and
initiating each project; and, as indicated above, too
many teachers were not ready for participation in such
an experiment.

* Experience has shown that work committees should in-
clude representatives from all levels of the teaching
profession and that better results are accomplished
when these committees are racially integrated,

* Experience has demonstrated also that each school
should be represented on the central merit study com-
mittee, and that improved plans for interchange of ideas
between individual schools and the central committee
should be effected. Lines of communication among all
personnel involved in such a program must at all times
be open.

* Teachers need to be kept informed relative to the prog-
ress and problems of the experiment during its opera-
tion, not only as a means of maintaining satisfactory
morale but as an incentive in soliciting positive ideas
for improving the study.

* Basic to the success of such a program must be oppor-
tunities for discussion, disagreement, continuous eval-
uation, and desirable modification,

¢ Experience in this study has reinforced the belief of
many teachers that there are a number of ways to im-
prove instruction other than through classroom observa-
tions and conferences; and that the “camera shot” ap-
proach to better teaching should not be overemphasized
to the exclusion of others. Additional study and exper-
imentation are needed in an effort to determine other
ways of determining superior teaching.

In each pilot center it was agreed that in some instances
more than three or four observations are necessary for
determining the strengths and limitations of classroom
teachers.

* It was likewise felt that more agreement should have
existed among observers in each pilot center relative
to the significance of “imposed variables” as final
evaluations were made.

In efforts to formulate and execute plans for an exper-
imental study of this nature, more emphasis should be
placed on the importance of respecting professional
ethics, especially in the area of confidential information.
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¢ In each experimental center, it was indicated, too much
emphasis was placed on secrecy and the infeasibility of
discussing the study. This aspect of the experiment
needs further exploration, since many of the misunder-
standings and frustrations relative to the study were
intimately related to this sensitive area,

e Though observer orientation for more effective class-
room observation might well be considered one of the
outstanding features of each local study, a longer
period of special training is recommended for all ob-
servers. Ways of identifying what constitutes superior
teaching should be explored in depth with all principals
and all supervisors with competent consultants, irre-
spective of whether a merit pay program is under con-
sideration or not.

e Various types of pressure which might result from par-
ticipation in such a program should be anticipated, to
the degree possible; and forthright efforts should be
made to eliminate the causes of these pressures or to
find ways of appreciating their presence and working
cooperatively in spite of them.

e Efforts to improve instruction through identification of
superior teachers should be accompanied by well-
planned efforts for evaluating principals and super-
visors.

» Ways must be found to lessen the time required for
classroom observations, teacher-observer conferences,
recording the results of conferences, and rating teach-
ers, The workload imposed by participation in the
study, in addition to many other responsibilities, has
been all but unbearable.

e Provisions for additional personnel should be consid-
ered in planning for such an experiment; without it,
results are destined to be less effective than otherwise.

e Any local project of this nature involving as many
individuals as these three studies involved needs a full-
time coordinator who has no responsibilities whatever
for observations, rather one who coordinates, adminis-
ters, interprets, clarifies, and encourages.

e Experience has taught that the principal, more than
anyone else, should be directly involved in what is going
on in the classroom, and that he, more than anyone else,
should be responsible for appraising the worth of
teachers.

e A large number of teachers believe that operational
plans for such a study should provide for a much wider
participation of more teachers.

o Serious study should be given the feasibility of several
levels of financial reward to parallel the several pos-
sible levels of competence.

e Merit increments should involve more than $500 each;
and there should be sufficient funds to reward all su-
perior teachers.

Criteria for Classroom Observations

Principals, supervisors, and members of the
three merit study committees have indicated that
the criteria for classroom observation were demo-
cratically and cooperatively formulated in each

center, and that, for the most part, they de-
scribed superior teaching. Some feeling existed
among these individuals, however, that more
specific attention should have been give areas
such as special education, counseling, library
service, and perhaps vocational education courses,
Likewise, there were some who questioned the
use of the same criteria for elementary and high
school teachers.

Members of these groups heartily agreed that
the development of the criteria, largely by class-
room teachers, resulted in their being more ac-
ceptable and in turn more useful than had they
been developed in some other manner. It was
agreed that differences in the interpretation of
the criteria by observers and the giving of more
weight to certain criteria than to others consti-
tuted one of the major weaknesses of the study.
This was especially true since little or no effort
was made to stress the fact that such differences
in interpretation and in assigning values should
be expected and that the very inevitability of this
fact might have many positive values.

Observers and committee members have indi-
cated that the criteria have been useful in help-
ing teachers evaluate themselves; and that they
have been particularly useful to principals and
supervisors in affording them a uniform ap-
proach for making their observations and evalua-
tions. Everycne agreed that provisions within the
operational plans for refining the criteria were
excellent. Without exception, observers and com-
mittee members indicated that the criteria for
classroom observation should continue to be used
in every school as a basis for further improve-
ment, irrespective of any formal program or ex-
periment in teacher merit pay.

Conclusions in Terms of Lessons Learned

e The criteria would likely have been even more effective
had more time been available for their cooperative
development. More time was needed for discussions
among teachers.

« The criteria seem weakest in their overlapping relative
to certain points, in their ambiguity in certain places,
and in their omissions relative to counseling and libra-
ry services, special education, and vocational education.

e The involvement of more teachers in the development
of the criteria would have been an excellent approach
to further in-service training.

It was agreed that all criteria need not apply to every
class observed. Misunderstandings relative to this point
caused confusion and frustration in each experimental
center.
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e The criteria should be carefully restudied in terms of
their most effective applicability to elementary teach-
ers, to high school teachers, and to the instructional
staff in specialized areas.

Similarly, the criteria should be restudied in terms of
what aspects of teachers’ responsibilities should be in-
cluded in the criteria and what should be included in
“imposed variables.”

Observations

Observers and committee members were in
basic agreement in each of the three pilot centers
relative to the beneficial aspects of classroom ob-
servations, even though a number of innate
weaknesses were recognized. The fact that ob-
servations were planned, organized, and done in
a highly professional manner added to their effec-
tiveness, according to principals, supervisors, and
members of the three merit study committees.
Observers felt, for the most part, that they saw
a representative sampling of classroom teaching,
though they also admitted that more observations
for some teachers might have been useful. Prin-
cipals, supervisors, and committee members in-
dicated that observers made a conscientious effort
to observe fairly and thoroughly.

Observers and committee members were in gen-
eral agreement that principals profited from mak-
ing observations and that this aspect of the ex-
periment should be continued and strengthened
irrespective of merit rating. These evaluators,
many more than otherwise, also suggested that
all observations should be unannounced, and that
on occasions more than two observers should be
responsible for making official observations.
There was unanimous agreement that observers
should be aware of class activities which precede
and those which will follow the specific class
observed. Observers reported that teachers were
both surprised and pleased that observers had
been so complete in their note-taking during ob-
servations, Nevertheless, it was felt by many that
less note-taking would enable observers to be
more aware of the subtleties of teaching which
otherwise might be overlooked.

Conclusions in Terms of Lessons Learned

® Observations should be sufficient in number that ob-
servers and teachers are satisfied that an adequate
sampling of a teacher’s overall efforts has been made.
For some teachers, this would obviously mean more
than three or four observations. Such flexibility, if
planned and thoroughly understood by observers and
teachers, would likely do much to strengthen such a
program.

* Consideration should be given the desirability of more
continuity in observations, both at elementary and at
high school levels,

o Observers should visit classes which represent a full
range of that for which teachers are responsible: sub-
ject areas, grade levels, and types of pupils.

® Observers and committee members reported in con-
vineing numbers that a combination of short and long
visits would have strengthened the program.

* Note-taking during observations should be less regi-
mented and perhaps less detailed after observers and
teachers are satisfied that such a change has its ad-
vantages.

* Observations, with continuing and cooperative effort
to make them increasingly effective, should be continued
as part of the ongoing educational program in each
pilot center.

Teacher-Observer Conferences

More than any other single feature of the ex-
perimental study, teacher-observer conferences
were felt to have been of genuine value in bring-
ing about additional improvement in instruction.
Such conferences, observers and committee mem-
bers contended, should be continued and con-
sciously strengthened irrespective of a merit pay
program. Observers felt that they understood and
appreciated the purpose of such conferences and
that they themselves approached these confer-
ences with a genuine desire to be of assistance.
Though conferences were time-consuming and
frequently difficult to schedule, observers and
committee members expressed genuine satisfac-
tion with their overall results.

Observers reported that teachers were recep-
tive during conferences and that, for the most
part, they felt free to discuss observations which
principals and supervisors had made. Observers
indicated that they were sympathetic to teacher
objections and differences of opinion during con-
ference periods, and that they attempted to deal
with matters of importance rather than petty
details. They admitted, however, that it was
sometimes difficult to be completely frank with
teachers relative to their weaknesses.

Conclusions in Terms of Lessons Learned

® Teachers, for the most part, appreciate the inherent
values in teacher-observer conferences and earnestly
desire their continuance—without merit rating, accord-
ing to observers and committee members. Teachers
would like for all school officials to remember that
there are also other ways to improve instruction.

* Conferences should be held, as planned, shortly after
observations, in private places, and in an unhurried
manner.
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e Efforts of a positive nature should be made to help
teachers appreciate the fact that observers will seldom
emphasize the same points following observations and
that this inconsistency can be a real strength of the
program. Observers should not feel the necessity to be
on the defensive.

e Arrangements should be made for the cooperative eval-
uation of conference techniques at frequent intervals.

e Agreements should be reached between observers and
teachers relative to the value of specific suggestions
for improvement on the part of principals and super-
visors as opposed to efforts of observers to assist teach-
ers in arriving at their own decisions concerning modi-
fications which might be desirable.

Observers

Principals, supervisors, and committee mem-
bers agreed that observers had undertaken their
responsibilities with determination to be of gen-
uine assistance to teachers, that they had develop-
ed professionally as a result of participating in
the experiment, and that they had learned much
more about the specific concerns of teachers than
ever before. Observers reported that they had
learned, with more appreciation than previously,
that observing, in reality, is one skill and that
offering suggestions is another. Everyone agreed
that during the course of the study observers
developed additional discipline and sophistication
in their observations.

Differences in the opinion of observers, it was
felt, should be interpreted as constituting a
strength of the study and should be utilized to
this end. Observers and committee members con-
tended that equally important as highly skilled
observers are highly receptive teachers. They also
expressed strong conviction that no matter how
objective observers try to be in terms of the
criteria that their final conclusions cannot es-
cape a high degree of subjectivity.

Conclusions in Terms of Lessons Learned

e Such a time-consuming program warrants additional
personnel, either in individual schools or in the central
office or both, whose major responsibility is that of ob-
serving teachers for the purpose of improving instrue-
tion,

e Superior observers are needed to identify superior
teaching; the more competent observers are, the more
confidence teachers have in them.

e Supervisors and principals should assist each other in
developing confidence and competence in observing.

e Observers should continue to demonstrate a willingness
to learn more effective ways of observing.

e Principals increasingly should assume more and more
responsibility for classroom observations; at the same

time, they should demonstrate more discernment in
their observations and in their final evaluations.

o Observers should remember that there is something in
their relationships with teachers over, above, and be-
yond the mechanical awareness of every detail of class-
room activities. The spark found in teachers who are
superior is also needed in observers.

e As well as being skilled observers in the classroom,
principals and supervisors should also develop skill in
offering ideas for the improvement of instruction.

o Observers themselves should receive increments.

s Observers should be officially evaluated, in some co-
operatively devised manner, by teachers who themselves
are rated by observers.

e Observers should simplify note-taking as experience
suggests the feasibility of doing so.

e Observers should demonstrate their awareness of the
conditions under which learning best takes place, their
knowledge of subject matter, their familiarity with
teaching aids, their appreciation for variety in teaching
techniques, and their skill in interpersonal relationships.

s More agreement should exist among observers relative
to all aspects of the program.

Evaluation

Principals, supervisors, and members of the
three local merit study committees were in basic
agreement relative to major aspects of evalua-
tion. Processes of evaluation which were used in
this experiment were regarded to be fair, yet ob-
servers and committee members admitted the
practical difficulty of applying evaluation pro-
cedures to the satisfaction of many teachers.
Provisions of the study required that major at-
tention in the evaluation of teachers be placed
on classroom teaching, and this, it was felt, was
right; nevertheless, there was general consensus
among observers and committee members that
more attention should be placed on “imposed
variables” and that more agreement should exist
among observers and with teachers concerning
the amount of stress which should be given these
variables. At this point, according to observers,
evaluation became somewhat complicated in view
of the highly subjective interpretations which, of
necessity, had to be placed on “imposed varia-
bles.”

Principals, supervisors, and committee mem-
bers agreed that three and four observations were
insufficient in some instances for adequate eval-
uation of teachers. In addition, a large number of
these 96 individuals indicated that librarians,
counselors, and special education teachers should
have been evaluated in terms of criteria which
were more applicable in some instances. Ob-
servers and committee members also indicated,
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and with strong conviction, that the prinecipal,
more than anyone else, must be the key person in
such an experimental study and that he must
have the confidence of teachers, especially in the
critical areas of observation, conferences, and
evaluation.

Conclusions in Terms of Lessons Learned

e The study likely would have been more useful had addi-
tional emphasis been placed on self-evaluation as a
means of personal improvement. Many observers and
committee members indicated that self-evaluation by
teachers in terms of the same criteria used by observ-
ers, and done on identical forms as those used by ob-
servers, prior to the teacher-observer conferences, might
provide an intelligent basis for outstanding conferences
and a sensible means of continued growth on the part
of teachers.

e Final evaluation left some teachers and observers dis-
satisfied, a fact which suggests that the entire approach
to evaluation needs careful appraisal, with teachers,
principals, and supervisors facing up to the controver-
sial issues with intelligence, maturity, and a willingness
to try to eliminate the current points of dissatisfaction.

e Many observers and committee members indicated that
the uniform approach to evaluating teachers, no matter
how valid and scientific it may appear, should be fur-
ther studied in terms of its strengths as well as its
limitations.

® More “outside” observers might have strengthened the
experimental program.

e Provisions should be arrived at whereby principals and
supervisors might also be evaluated, though not neces-

sarily rated.

Teacher Morale and Relationships

The North Carolina Teacher Merit Pay Study
was designed as a means of identifying and re-
warding superior teachers. It was anticipated
that through this approach the instructional pro-
gram in each pilot center might be improved.
The project, it should be remembered, was never
designed as a means of improving morale, though
it was hoped that morale would not be damaged.
This hope was not completely realized, however;
for pockets of jealousy, undesirable competition,
and irresponsible talk did evolve in each experi-
mental center as a result of participation in the
study.

In some schools, morale seemed to be strength-
ened as a result of participation in the project,
according to observers and committee members;
whereas, in other situations, therée appeared to be
no perceptible difference. The unrest and dissatis-
faction which existed in some schools seemed to
stem, for the most part from one of the follow-
ing reasons:

e unsatisfactory communication among those involved
in the study

e insufficient orientation relative to the entire experi-
ment

e lack of interest on the part of some principals

® handicaps resulting because of the relatively large
size of the administrative unit, an apparent factor
relative to morale in Rowan County

® teachers’ interpretation of the request to consider

certain information as personal and confidential as
an effort to cloak the entire program in secrecy

® lack of confidence in some observers

¢ the unintentional pressure of time which tended to
characterize the study as a crash program

e occasional cries of favoritism, politics, maneuvering,
and the like

Observers and committee members, many more
than otherwise, indicated that morale remained
good among a majority of teachers during the
experiment; that actual problems in morale had
been major only in a few instances; that damage
to morale, by and large, had been slight; and
that little if any permanent damage would result
from participation in the study.

Conclusions in Terms of Lessons Learned

e The period of orientation for the experimental study
needed to be longer in each pilot center in terms of
understanding and appreciating the purposes and pro-
cedures of the project, and in terms of developing
feelings of satisfaction relative to participation in the
project.

e More satisfactory ways should be devised whereby the
flow of needed information between teachers and com-
mittee members, teachers and coordinator, and teachers
and observers might be effectively accomplished.

e More open discussions about all phases of the program
would have kept morale from suffering in a number of
situations.

e More agreement should exist relative to what aspects
of the experiment should be considered confidential
and what aspects might well be discussed on a profes-
sional basis.

® Observers must be of such undisputable calibre that
teachers have utmost confidence in their competence.

e The morale factor, so significant in the success of such
an experiment, should be faced realistically by all per-
sonnel at the onset of such a projeet and throughout
its duration, Efforts to solve problems in the area of
teacher morale should engage the cooperative thinking
and determination of all personnel involved in the
project. :

Ouicomes

In each of the three experimental centers, ac-
cording to observers and members of the merit
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study committees, the positive values of the ex-
periment far outweighed those of a negative na-
ture. Such outcomes as the following were fre-
quently emphasized by the 96 principals, super-

visors, and committee members whose opinions

are reflected in this chapter:

¢ The opinion expressed in the following quotation is
representative of the feeling of many teachers in
each of the three experimental centers: “The involve-
ment of so many teachers in such a worthwhile ven-
ture, with its emphasis on the improvement of in-
struction throughout the administrative unit, is one
of the best things that ever happened to us.”

e Participation in the experimental study resulted in
improved teaching for a number of teachers in each
pilot center, those who volunteered for classroom
observations and those who did not: many teachers
were better prepared for day-by-day teaching than
ever before; many showed more enthusiasm for
teaching than previously; many used supplementary
materials more widely and more effectively than ever
before; many shared ideas with their cohorts more
generously than previously; and many attempted to
teach more frequently in terms of individual differ-
ences.

o A large number of teachers grew professionally dur-
ing the experiment more than at any previous time;
many teachers placed more emphasis on critical self-
evaluation than heretofore; many read professional
literature more widely than previously; and many
more teachers than ever before became conscious of
trying to determine what constitutes outstanding
teaching.

Participation in the experiment has helped teachers
in becoming more aware of the problems and re-
sponsibilities of principals and supervisors.

Participation in the study has enabled principals and
supervisors, for the most part, to work with teachers
more effectively than at any previous time, since so
much emphasis in the study was placed on direct
supervision of instruction. As a result, principals in
significant numbers gained in prestige as educational
leaders.

Participation in the study has demonstrated clearly
the need for additional supervisory personnel in each
of the three pilot centers, irrespective of a continu-
ing project in merit pay. The experimental program
consumed an inordinate amount of time on the part
of observers, leaving them little time for other re-
sponsibilities.

Many teachers learned that principals and super-
visors need not be subject-matter specialists to be
good observers.

In spite of the problems which arose relative to teach-
er morale during the experiment in each of the three
pilot centers, observers and committee members feel
that little permanent damage resulted from partici-
pation in the study.

Cooperative development of the criteria in each pilot
center constituted one of the most positive aspects
of the entire experiment.

Equally significant were classroom observations and
teacher-observer conferences, which should be con-
tinued in all centers, according to observers and com-
mittee members, irrespective of permanent programs
of teacher merit pay.




A Summary of Substudies Carried On in Gastonia,
Martin County, and Rowan County

A total of seven substudies were carried on in
the three pilot centers during the North Carolina
Teacher Merit Pay Study, 4 in Gastonia, 1 in Mar-
tin County, and 2 in Rowan County. Highlights
of these studies are included in this chapter; fur-
ther details may be found in the separate accounts
of each experiment in Part II of this publication.

Investigatiens in Gastonia

In Gastonia and Rowan County local opinion-
naires were formulated and executed, according
to agreements reached with the State coordinator
prior to the finalization of plans for the overall
evaluation of the project. Robert M. Howard, an
elementary principal in Gastonia, was responsible
for an investigation entitled, ‘A Study of Teacher
Attitudes Toward the Gastonia Merit Pay Pro-
gram.” Howard used an attitude survey, which
teachers throughout the Gastonia system executed.
As a result of this survey, he concluded that
“teachers were not entirely for nor entirely
against all aspects of the merit program as
conducted in Gastonia.” Teachers, he found, who
volunteered for observations and subsequent
evaluations and who received merit increments
were, for the most part, more in agreement with
all aspects of the philosophy, objectives, policies,
and procedures of the Gastonia program than
were other teachers. Teachers who were not
judged “superior” and who did not receive merit
increments, quite often expressed negative atti-
tudes about the program. Results of a carefully
executed and comparable survey in Rowan County
were similar. :

Howard’s findings, at times, parallel those of
this report; whereas, on other occasions they do
not. His report contains convincing evidence that
teachers hold widely divergent views concerning
merit pay. In response to his survey, teachers,
many more than otherwise, indicated that “there
should be evaluation and improvement of teach-
ing, but not for money.” This point of view, it
might be added, was expressed in many ways dur-

ing the final evaluation, not only in Gastonia but
elsewhere. Howard learned that teachers prefer
for participation in such a program to be volun-
tary; yet as the total experiment was evaluated,
it was learned that teachers, in large numbers,
believe that such a study should include all teach-
ers within a particular school system. Again,
Howard found that improvement of instruction
had not necessarily taken place as a result of the
merit program; whereas, results of the final eval-
uation indicate, more positively than otherwise,
that improvement in instruction was rather wide-
spread among the instructional personnel in Gas-
tonia, especially among those who volunteered for
classroom observations.

Howard also learned from more than 300 Gas-
tonia teachers that:

e the criteria for classroom observations were com-
patible with sound educational theory; that they do
describe superior teaching; that they were mot too
subjective

e teachers should be observed more than four times
per year

e principals are well qualified to serve as observers
and evaluators

e the merit program does not tend to foster good
teacher-administrator relationships

e the program tends to produce an undue amount of
tension

Howard concluded that the Gastonia study pro-
duced several significant outcomes that may lead
to the improvement of the overall educational
program in the public schools. For example, he
indicated that the cooperative effort to define and
describe superior -teaching will likely have per-
manent results. “Principals,” he concluded, “will
likely do more and better classroom observing as
a result of the experiment.” He recommended:
further study of all aspects of the experimental
program, the acceptance of increasing responsi-
bility among principals for the improvement of
instruction, and the formulation of a well-planned,
systematic program of observations and confer-
ences among all principals and supervisors for
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the purpose of helping teachers evaluate their
own efforts in terms of improving classroom
instruction.

Harold Miller, coordinator of the Gastonia ex-
perimental study, carried on three separate in-
vestigations during the project. In one substudy
he attempted to determine to what degree there
was consistency in teacher ratings among all ob-
servers—the assistant superintendent, supervi-
sors, teachers’ own principals, principals from
another school, and assistant principals. By
weighting each rating classification agreed upon
in Gastonia, “superior,” “competent,” and “needs
improvement,” he was able to come to the follow-
ing conclusions, among others:

e Principals observing their own teachers, both at

elementary and secondary levels, rated them signifi-
cantly higher than did other observers.

s Principals rated women teachers under their super-
vision significantly higher than did other observers,
but not the men teachers.

e Principals rated teachers under their supervision with
Class A certificates significantly higher than did other
observers. This was not true, however, for teachers
who held Graduate certificates.

e All observers who rated Negro teachers were more
nearly in agreement in their ratings than were ob-
servers of white teachers.

In another investigation concerning the consis-
tency with which team observers rated teachers
who were observed at the same time and under
the same circumstances, Miller found that the
observers who were to take careful notes and later
meet teachers in face-to-face conferences consis-
tently rated teachers higher, but not significantly
higher, than did “checking” observers, who also
took classroom notes but who had no conferences
with teachers.

Miller also analyzed the ratings given teachers
according to race, teaching experience, and in
terms of the regular annual evaluations made by
principals of teachers under their supervision.
He found, in relation to 477 observations, 409 of
which were of white teachers and 68 of Negro
teachers, that white teachers in Gastonia were
rated higher than Negro teachers. (Negro teach-
ers were observed and rated by Negro and white
observers; white teachers, by white observers,
except in one situation in which a Negro observer
observed and rated a white teacher.) Miller also
learned, as was basically true in Martin County
and in Rowan County, that teachers with increas-
ing levels of experience were rated higher than
those with less experience. He found, too, that
teachers who had been rated highest in the
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annual evaluations made by principals also were
rated highest in this experiment.

Substudy in Martin County

One local investigation was carried on in Mar-
tin County during its two years of participation
in the experimental study, and that pertained to
a comparison of classifications in ratings given
teachers. In 1962-63, the only school year in which
Martin County teachers were observed for rating
purposes, 388 observations were made, 194 among
white teachers and 194 among Negro teachers.
The following conclusions, among others, re-
sulted :

e Principals, with one exception, rated teachers higher

than did supervisors.

e Principals and supervisors rated elementary women
teachers considerably higher than elementary men
teachers.

¢ Principals rated men teachers in high school higher
than women teachers; but supervisors rated women
teachers higher than men teachers in high school.

e Principals and supervisors rated women teachers, on
the whole, higher than they rated men teachers.

e Teachers with increasing levels of experience re-
ceived an increasing number of “superior’s” in their
ratings.

e Principals and supervisors gave more “superior” rat-
ings to white teachers than to Negro teachers.

Local Studies Relatlive to the Rowan
Experimental Program
One of the two local investigations carried on
in Rowan County involved the formulation and
administration of a 65-item opinionnaire, The re-
sults of this study are of particular significance
since they are summarized in terms of opinions
and attitudes of:
e teachers who received merit increments, 1962-63
e teachers who did not receive merit increments, 1962-
63
e teachers who did not volunteer for classroom obser-
vations, 1962-63
According to the findings of this study, recip-
ients of merit increments indicated in larger per-
centages than other teachers that:

e principals exerted more effective leadership in the
improvement of the instructional program than prior
to the experimental study

e instructional materials and equipment were used
more efficiently and on a wider basis than before the
beginning of the experimental study

s evidence recorded by the evaluators during each ob-
servation was sufficiently complete and accurate to
be fair
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conferences between teachers and observers tended
to bring about additional improvement in instruction

an atmosphere conducive to the mutual sharing of
opinions pervaded all conferences

» evidences of continued professional growth were ap-
parent among Rowan County teachers

* rapport between teachers and principals and between
teachers and supervisors consistently improved after
the initiation of the study

* consistent improvement in teacher morale was ob-
vious since the initiation of the study

Nonrecipients of merit increments and those
not volunteering for observations indicated in
larger percentages than recipients that:

e some undesirable competition among teachers came
about as a result of participation in the merit pay
study

* evaluators were often influenced in their judgments
of teachers by factors other than classroom teach-
ing, such as pressure from individuals, pressure
from the community, and participation in extra-
curricular activities

e teachers for the most part felt considerable tension
since the initiation of the merit pay study

e good classroom teaching cannot be measured objec-
tively.

This same investigation also resulted in a sum-
mary of comments from teachers who received
increments, from those who did not, from those
who did not volunteer for classroom observations,
and from principals. These are to be found in the

account of the Rowan County study in Part II
of this publication.

The second investigation which was made in
Rowan County was a comparison of classifications
in ratings given teachers who volunteered for
classroom observations. In 1962-63 there were 761
observations which were made among Rowan
County teachers, 187 among Negro teachers and
574 among white teachers. During 1963-64, with
fewer volunteers for classroom observations, 496
observations were made, 157 among Negro teach-
ers and 339 among white teachers. The total
number of observations for the two years was
1,257. Major conclusions from this substudy,
among others, were the following:

* Principals in Rowan County consistently rated teach-
ers higher than did supervisors.

e Principals and supervisors who observed and evalu-
ated white teachers rated them at all grade levels
higher than did principals and supervisors who ob-
served and rated Negro teachers.

e High school principals tended to rate teachers higher

than did elementary prinecipals.

Principals and supervisors rated women teachers

higher than men teachers.

Principals and supervisors rated teachers with Grad-

uated certificates higher than those with Class A

certificates.

e Teachers and supervisors rated teachers with 11-20
years' experience higher than those in the other three
experience categories, “Less Than 5 Years,” “5-10
Years,” and “Over 20 Years.”




Evaluation of the North Carolina

Experimental Program

of Teacher Merit Pay in Terms

of Superintendents’ Appraisals of Local Studies

Upon request of the director of Eduecational
Research for the Department of Public Instrue-
tion, each superintendent in the three experi-
mental centers was requested to appraise the local
merit pay study for which he was responsible.
Each of the superintendents indicated that par-
ticipation in the experiment had been beneficial
and cited specific aspects of the study which were
of a positive nature. Dr. Woodrow Sugg of Gas-
tonia commented:

The project has been thoroughly worthwhile. All of us
have taken a more detailed look at ourselves, at the
teaching-learning process, and at the complex of inter-
personal situations involved. This appraisal opportunity
has been a high-water mark of professional experience
as it has engendered much provocative thought, dis-
cussion, and action.

In Martin County, Superintendent James C.
Manning, realizing that “this type of experimental
program would provide for continuous profes-
sional growth,” stated in his appraisal:

We believe that there is evidence to show that one of

the most beneficial things to come from the program

is the extent to which it has stimulated self-evaluation.

This has been evident among teachers, supervisors, and

administrative personnel alike. We believe that every

person in our unit took a more realistic look at his or
her job than ever before and found that with proper
planning, skillful presentations, and careful evaluation
that improvement would come about . . . . We believe

that as a result of the experimental program in 1962-

63 that we had in Martin County the best instruc-

tional program that we have ever had.

Superintendent Charles C. Erwin in Rowan
County, admitting that “the concept of merit pay
for teachers as an incentive or reward for super-
jor performance . . . seems to have a sound basis,”
continued in his letter of appraisal:

There seems to have been some improvement of in-

struction due to more careful preparation on the part

of teachers. More particularly was this true among
teachers who requested that their evaluations be used
as a basis for the awarding of a merit increment.

Concerning classroom visitations and teacher-
observer conferences, Superintendent Erwin de-
clared:

The program of classroom observations along with the

post-observation conferences were among the most de-

sirable practices resulting from the study. For the
most part it caused observers to get into the class-
rooms on a planned schedule and hold the personal con-
ferences. These observations caused the observers to
see the instructional program more closely than ever
before while the conference brought an understanding
to the observers and teachers of each others’ problems.

Superintendent Manning (Martin County) in
elaborating his belief and that of his staff in a
strong supervisory program stated:

We have always believed that adequate supervision is
the key to improved instruction in the classroom. Prop-
erly trained and qualified supervisors can be of im-
measurable assistance to beginning teachers who need
guidance in developing skills and a sense of confidence
in doing their job, as well as assisting experienced
teachers in keeping up with the latest media of in-
struction. Since the experimental merit pay program
provided that classroom observations be made and con-
ferences held, we believe that this alone served to
strengthen instruction.

Superintendent Sugg of Gastonia also reacted to
classroom visitations and teacher-observer con-
ferences:

The experimental study has brought about the essen-
tial need of planned, critical, and comprehensive class-
room visits by all administrative and supervisory per-
sonnel. These visits followed by a conference with the
observed staff member have the potential of being of
great help to those involved.

In these letters of appraisal, each superinten-
dent stressed the need for additional supervisory
personnel in the schools, if instruction is to be
continually improved, two of them directly and
one indirectly. Superintendent Manning (Martin
County) stressed the point in the following para-
graph:

We believe even more strongly now that an effective
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program of supervision with an adequate number of
people to do the job will definitely improve instruetion
regardless of whether or not the merit pay concept is
integrated with the program. The number of super-
visory personnel needed will of course depend on the
number of teachers to be observed. The time required
to make an observation, write reports, and have con-
ferences ranges from three to six hours. The program
has definitely pointed up the need for additional super-
visory personnel in order that they may be given ample
time to do an effective job.

Superintendent Erwin of Rowan County re-

marked on this topic:

If the program should result in an increase of super-
visory personnel so that all teachers could receive ade-
quate supervision with emphasis on the improvement of
instruction rather than the classification of the level of
performance, a real advance in the upgrading of in-
struction would be made.

And, Superintendent Sugg (Gastonia) expres-

sed his opinion as follows:

I believe there must be a wisely developed program of
observing critically both teaching and learning, and I
am convinced that the teacher-administrator and/or
supervisor conference is an effective technique for im-
proving instruction.

Miscellaneous comments of a favorable nature

included in these letters of evaluation follow:

The criteria for classroom observations seem sound
and should provide an excellent guide to better class-
room instruction providing the teacher realizes it does
not have to be laboriously followed in every detail in
every lesson. (Erwin, Rowan County.)

Just how much adding the merit bonus of $500 for each
qualifying teacher pays in the individual improvement
of teachers is difficult to determine. (Manning, Martin
County.)

Without doubt this program caused observers to be-
come stronger leaders of instruction. Principals found
it necessary to put some of the less important details
in the background and find the time to make the class-
room observations and hold the conferences. (Erwin,
Rowan County.)

Supervisory personnel gained confidence in the super-
visory process and found that constructive ecriticism
was wanted and accepted by teachers. (Manning, Mar-
tin County.)

Evidence seems to point to the fact that observers have
grown professionally. (Erwin, Rowan County.)

I do believe it (the program) has real implications for
all of us and that there is a possibility of adapting it
for evaluating teachers and the teacher-learning pro-
cess. (Sugg, Gastonia.)

Suggestions for Consideration

Each superintendent included in his letter of

evaluation an occasional suggestion for considera-
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tion. Some of these ideas follow:

For a program of merit pay for teachers to funetion
satisfactorily, it is absolutely necessary to have a
salary schedule based upon training and experience
that is adequate to attract and hold highly competent
and mature persons into the teaching profession. (Er-
win, Rowan County.)

We agreed that it would be better for the profession
to experiment with the program and come to some con-
crete conclusions as related to policies and procedures
rather than to have nonprofessional people to devise
and implement such a program. (Manning, Martin
County.)

. . . outside activities other than classroom performance
should have more weight in determining a superior
teacher. (Manning, Martin County.)

A firm line of communication must be established.
Everyone must be kept informed at all times on the
development of the program and feel free to offer
suggestions they may have in mind. (Erwin, Rowan
County.)

One very definite conclusion that we reached in the
program is that there needs to be more than four ob-
servations made for each teacher. This will bring
about the need for additional personnel to carry out
the program. (Manning, Martin County.)

. . . teaching is less a science than it is an art. Attitudes,
motivation, emotional climate, and related factors great-
ly affect learning and learning is more important than
teaching. (Sugg, Gastonia.)

. it is questionable whether the average individuals
called upon to serve as observers and evaluators have a
background or the inclination to pass such a profes-
sional judgment as required by this program. (Erwin,
Rowan County.)

The conference, in my opinion, must be for one pri-
mary purpose: that of assisting the classroom teacher
to rise in fulfilling the maximum potential of teaching
and working with children and youth. No, not for
merit evaluation nor for purposes related to salary de-
termination. (Sugg, Gastonia.)

The extent of the effect (of the program) on morale is
not known; however, it is quite noticeable. (Erwin,
Rowan County.)

- . it does need to be more carefully studied and ree-
ommendations made. From our experience it would seem
that such a program must be initiated from the local
level with the teachers developing a program that
will fit local situation. We do not believe that such a
program could be developed and implemented state-
wide, from above. (Manning, Martin County.)

Related investigations to help move to the mountaintop
in this area are sorely needed. The study has only be-
gun. (Sl_lgg, Gastonia.)

We believe that North Carolina can save money and
provide a better quality of instruction if sufficient
supervisors were provided to carry on a more intense
program of supervision even without merit pay. (Man-
ning, Martin County.)




A Composite of Major Observations

Introduction

The North Carolina Experimental Program of
Teacher Merit Pay, authorized by the General
Assembly of 1961 and extended by the General As-
sembly of 1963, has involved approximately 1,170
educators in Gastonia, Martin County, and Rowan
County, as well as leaders at the State level. Ap-
proximately $400,000 has been spent in efforts to
determine to what degree superiority in teaching
can be identified, and whether of not it is feasible
to pay teachers in terms of their demonstrated
effectiveness. Partial answers have been found to
both of these questions, and a number of other
valuable learnings have also resulted from this
study.

Findings of this investigation indicate that
superior teaching can be identified to a marked
degree; but that such identification, in the absence
of reliable instruments designed for gathering
objective data, must be largely subjective. As a
result of the study much evidence is available,
though contradictory at times and often baszd
on qualifying conditions, pertaining to the feasi-
bility of remunerating teachers in terms of merit
evaluations. The contradictory nature of much of
the accumulated evidence—a composite of opinion,
conviction, and demonstrated behavior—is not
surprising ; moreover, it parallels that which has
been found in practically every investigation rela-
tive to merit pay. Apparent contradictions fre-
quently represent diversity in interpretation of
purposes and results, not contradictions in terms
of inflexible standards or purposes. Throughout
the years the concept of merit pay has been a
sensitive, readily debatable issue; and even now
in North Carolina, following this experimental
study, it continues to be charged with emotional
overtones which ecannot be minimized in view of
the diversity in background, preparation, experi-
ence, and philosophy of thousands of individual
teachers.

and Conclusions

North Carolina’s four-year project in merit pay
was initiated as an educational experiment; and,
throughout the study every effort has been made
to conduct the experiment as professionally as
possible. The primary purpose of the project,
clearly stated among the locally formulated ob-
jectives in each of the three pilot centers, was to
improve instruction; and provisions of each op-
erational plan made it possible for emphasis to
be placed on instructional improvement. There is
evidence in each experimental center that instruc-
tion was better in many classrooms than prior to
the experiment. At the same time, there was evi-
dence of frustration, anxiety, and insecurity
among a number of teachers, thereby limiting
their maximum effectiveness.

Since the specific objectives of the expenmental
program of teacher merit pay were largely the
same in each of the three pilot centers—even
though there was considerable freedom in plan-
ning and in operating at the local level—there was
marked similarity in organization, administration,
and evaluation of each separate project. Many
teachers in each pilot center participated in the
formulation of operational plans and in the de-
velopment of criteria for the identification of
superior teaching; and all teachers, supervisors,
and administrators participated in the evaluation
of the project.

In evaluating the total State program, pro-
cedures were identical in each pilot center, except
for some variation in local substudies. Informa-
tion, including attitudes and opinions, from which
major observations and conclusions are drawn,
include the following types and sources:

e statistical data relative to sex, race, experience, and

certification of all teachers in each experimental cen-

ter, of those who volunteered for classroom observa-
tion, and of those who received merit increments

e opinions of 1,121 teachers and observers as revealed
through an opinionnaire prepared for the three ex-
perimental centers
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¢ opinions and attitudes of 507 teachers and observers
as revealed through private, voluntary interviews

e the considered judgments of 96 observers and mem-
bers of local merit study committees as revealed
through separate and combined conferences of these
two groups

e conclusions of six local substudies: 3 in Gastonia, 1
in Martin County, and 2 in Rowan County

reactions of each superintendent, as indicated in an
official letter

» data from the confidential files of observers

Findings in this study, based on well-docu-
mented evidence of a subjective and objective na-
ture, are relatively conclusive on a number of is-
sues; whereas at other points evidence is less con-
clusive. Evidence is abundant, for example, that
teachers, by and large, want to do an outstanding
job of teaching. Equally abundant is the evidence
that many teachers need continuing assistance in
order to perform to the best of their ability. More-
over, emphasis is convincing that teachers earn-
estly desire instructional assistance. They also
want to know the degree to which they are per-
forming satisfactorily, and they want to know
ways of improving their services. Teachers, it is
felt, are entitled to know when they are teaching
well and they are entitled to know how to teach
better. Evidence from the North Carolina project
emphasizes the fact that those who would assist
teachers must be competent in knowledge of sub-
ject matter, in the learning process, in the pro-
cess of evaluation, and in the skills of interper-
sonal relationships. Other observations and con-
clusions are dealt with in more detail in the fol-
lowing pages.

The comments which follow represent a com-
posite of the major observations and conclusions
of the experimental studies in Gastonia, Martin
County, and Rowan County. Observations and
conclusions which are primarily pertinznt to each
local study are found in Part II of this publica-
tion in the respective accounts of the three experi-
ments.

Attitudes Toward Participation in the
Experimental Program

Personnel in the three adminisirative units
which were chosen as pilot centers for North
Carolina’s experimental program of teacher
merit pay were, for the most part, appreciative
of the professional opportunity to participate in
the program. There we-e leachers, principals,

and supervisors, however, who entered each local
study with some reluctance and apprehension.

A large number of teachers felt that participa-
tion in such a project would likely contribute
something of value to individual teachers, to the
local community, to the State, and to the teach-
ing profession. Personnel in the three pilot cen-
ters—approximately 1,170—entered the experi-
ment, for the most part, with open minds and a
determination, often characterized by enthusiasm,
to learn everything possible from the study. There
was obvious optimism and pride among many
teachers, principals, and supervisors because their
administrative units had been chosen as school
systems which had demonstrated willingness and
readiness to engage in a meaningful educational
venture of this nature. The feeling existed in each
pilot center that it was the responsibility of the
teaching profession itself to investigate further
the possibilities of merit pay for meritorious
service; for this reason, too, there was consider-
able professional pride in each administrative
unit because of the possible contributions which
might be made to the profession and to the larger
community.

As might be expected, certain of the professional
personnel in each experimental center felt that
the program was characterized by too much im-
position from above, that it was too much of a
crash program, that teachers were not ready for
suck an experiment, that everyone had enough to
do without participating in a research project,
and that the concept of merit pay—though theore-
tically feasible—was altozether impractical,

Attitudes Toward Merit Pay

Not only were opinions and attitudes varied at
the beginning of the experiment, they remained
equally divergent and at times contradictory
throughout the study. Such diversity of opinions,
when honest and based on appropriate evidence,
was regarded healthy and was to be expected,
especially since the issue involved was a sensi-
tive, highly controversial one.

Though no instrument was administered dur-
ing the initial phases of the experimental pro-
gram to determine attitudes and opinions concern-
ing merit pay, it was obvious from other evidence
that many teachers, principals, and super-
visors had genuine faith in the concept of merit
pay as the local studies were being initiated. On
the other hand, many in each pilot center were




skeptical of this concept and had serious forebod-
ings as to its practicability. It should be re-em-
phasized, however, that an atmosphere conducive
to learning something of value from the experi-
ment existed in each pilot center.

Now that the three experiments have been con-
cluded, opinions are still divided. Percentage
figures concerning the desirability of continuing
the project were amazingly similar in each of the
experimental centers. Reactions to Item 168 of the
opinionnaire, “A program of teacher merit pay,
with provisions for modification of procedures,
should be continued in this administrative unit,”
which were supported also by other evidence, in-
dicate that 20 percent of all respondents would
like for such a program to be continued; that 49
percent feel that this would be unwise; and that
31 percent expressed themselves as uncertain.
Responses to Item 154, “Teachers are more con-
vinced than ever before that merit pay can be
made to work,” which relates to the practicability
of a merit pay program, are also significant:
Among all respondents, 11.4 percent indicated that
they agreed with this proposition; 62.6 percent
disagreed ; and 26.0 percent expressed uncertainty
relative to this point.

Superintendents in each of the pilot centers,
now that the project has been concluded, have in-
dicated that State-administered programs of merit
pay do not now constitute the next step for im-
proving instruction. Each superintendent has
readily agreed, however, that much of value has
been learned from this professional project which
can be incorporated into the ongoing educational
program of each experimental unit as well as in
other administrative units in the State.

Organization and Administration

It was generally agreed that the experimental
study in each of the pilot centers was carefully
planned, organized, and initiated. Consensus was
widespread that the personnel in each adminis-
trative unit, by and large, had worked together
cooperatively and democratically. The involve-
ment of many teachers, principals, and super-
visors in all phases of the program, it is felt,
tended to guarantee, to a marked degree, the
success of this learning experiment. On the other
hand, the organization and the administration of
each local study were characterized by certain
pressures, urgencies, inadequacies, and misun-
derstandings.

Local merit study committees served as steer-
ing agencies in each administrative unit, and, to
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a large degree, were responsible for the effective-
ness of the experiments. Experience has indicated
that these committees should be composed of rep-
resentative teachers, principals, and supervisors;
and that, for the purpose of effective communica-
tion, each school in the administrative unit should
be represented on the local merit study commit-
tee. It was agreed by practically everyone that
the cooperative development of the criteria for
classroom observation in each pilot center was one
of the more significant aspects of the entire proj-
ect. This cooperative process in and of itself was
regarded as an outstanding in-service experience
which stimulated many teachers, principals, and
supervisors to become more aware than ever be-
fore of the qualities which characterize superior
teaching.

Provisions which were incorporated into each
local operational plan for observing teachers in
the classroom and for conferring with them were
regarded likewise as positive aspects of the ex-
perimental program. The fact that principals were
responsible for many of these observations and
conferences, it was agreed, tended to enhance
their position of educational leadership. Agree-
ment is widespread that the local observer train-
ing sessions for principals and supervisors, who
were to be the official observers in these centers,
were excellent, but that they were much too brief
to accomplish all that principals and supervisors
desired and all that they needed in order to carry
out their specialized responsibilities in an experi-
ment of this nature.

Though the instructional personnel in each ex-
perimental center were pleased, by and large, with
organizational plans and procedures which finally
evolved, it was clearly indicated in each adminis-
trative unit that a sense of urgency permeated the
formulation of all plans, policies, and procedures.
This sense of urgency, in large measure, resulted
from the legislation itself which provided for
specific activities for each year of the experiment.
Working under pressures of various types, es-
pecially that of time, constituted a very real,
though not insurmountable, obstacle in each pilot
center. In retrospect, it is now generally agreed
that more time was needed for the effective orien-
tation of teachers for participation in this experi-
ment which, by virtue of its purpose and its or-
ganization, was subject to such widely diverse at-
titudes and interpertations. Teacher orientation,
it is now felt more keenly than ever, should be
characterized by adequate and open discussion, a
willingness to study all aspects of the issues in-
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volved, and a conscious effort to anticipate and
resolve controversial and critical issues before
their presence in the program might tend to re-
duce its effectiveness. Teacher readiness for such
an experiment, it was widely agreed, is funda-
mental for any marked degree of success,

There was also a widespread feeling in each
pilot center that possibly the total instructional
staff should participate actively in all phases of
an experiment of this type, and that a sufficient
number of observers should be available to make
this type of participation possible. Likewise, it
was widely agreed that provisions should be made
for principals and supervisors to be evaluated.
There was general consensus that a project of this
nature and magnitude deserves and demands the
full-time efforts of a local coordinator. Finally,
it was generally agreed that any experimental
study or program of this nature should be kept as
simple as possible, lest too many complexities tend
to endanger its very existence.

Criteria for Classroom Observation

In each of the pilot centers it was agreed that
the criteria for classroom observation were for-
mulated on a democratic and cooperative basis;
and that the involvement of many teachers, prin-
cipals, and supervisors in this process provided
an invaluable learning experience. It 1cas gener-
ally agreed that the criteria in each experi-
mental center described somewhat comprehen-
sively the characteristics of good teaching and
that they were applicable to practically all class-
room situations. On the other hand, a number of
teachers indicated that the criteria were some-
what difficult to apply to such areas as coun-
seling, vocational education, special education,
and library services.

Teachers in each local study agreed, by and
large, that the criteria had been used to advantage,
that availability of the criteria had provoked in-
creased self-evaluation among many teachers and
that—in some form and in some manner—these
criteria, with possible modification, should con-
tinue to be used in each of the three administra-
tive units as a means of improving instruetion.
Yet, in spite of their general acceptance and use-
fulness, the feeling existed in each pilot center
that more effort should have been made in find-
ing a relatively common interpretation of the
criteria among teachers and between teachers and
observers. It was also felt by a large number of
teachers in each local study that the criteria often

were too rigidly applied by many observers with-
out proper consideration for “imposed variables,”
or for factors particularly applicable to the classes
which were observed or to individual groups with-
in these classes. Finally, it was generally agreed
that the criteria should be evaluated frequently
and revised as needs suggest the desirability of
modification.

Classroom Observations

Agreement was widespread in each of the pilot
centers that classroom observations, for the most
part, were conscientiously and effectively done;
and that this approach to improving instruction
should be strengthened and continued in each
administrative unit, with the awareness that
other approaches for improving teaching should
also be explored. At the same time, opinion was
widespread that appraisals of teachers would be
fairer, more complete, and more useful if obser-
vations were more numerous and if they were
unannounced.

Classroom observations, by and large, were
characterized by alertness and by determination
to recognize and understand the purposes of all
teaching-learning experiences.

Recording by observers was generally reported
as comprehensive, useful, and nondisturbing to a
large majority of teachers and students, and
served as a basis for increased respect between
observers and teachers. It was suggested, how-
ever, that less note-taking might be desirable as
such a study continued, thereby permitting ob-
servers additional freedom for detecting the more
subtle overtones characteristically evident in the
teaching-learning process.

It was specifically agreed by more individuals
than otherwise that three dr four observations (3
in Rowan County, 4 in Gastonia and Martin
County) were not always sufficient to get an ade-
quate picture of a teacher’s skill, and that several
short, drop-in visits should supplement the longer,
more formal ones. Likewise, it was widely agreed
that continuity in observations might, on many
occasions, be highly desirable. A large number of
teachers in each experimental center indicated
that all observations should be unannounced,
though some felt that flexibility in arrangements
for observations would be preferable. In each of
the pilot centers considerable emphasis was placed
on the desirability of having specialists as well
as “outside” observers to do certain observations.




Teacher-Observer Conferences

It was generally dgreed in each of the experi-
mental centers that the teacher-observer con-
ferences which followed classroom observations
constituted one of the most beneficial and con-
structive aspects of the entire project—for
teachers, principals, and supervisors; and, thal
these professional conferences should be
strengthened, extended, and continued as part
of the permanent, ongoing educational program
of each administrative unit. Simultaneously,
there was widespread agreement that observers
had difficulty in being frank and specific in
their comments, and that finding appropriate
and suitable time for conferences soon after the
classroom observations was a very real problem.

Basic to the values derived from teacher-obser-
ver conferences, it was felt, was the sincere de-
sire of practically all personnel to improve the
quality of classroom instruction. More often than
otherwise, it was reported that these conferences
were conducted in a climate which was conducive
to positive thinking. There were occasional criti-
cisms of a negative nature which indicated that
some conferences were characterized by impa-
tience and domination on the part of observers.

Observers, by and large, were professional in
their criticisms of teachers’ classroom performan-
ces, it was learned, but at times they found dif-
ficulty in being frank and specific in their re-
marks. Suggestions were fairly numerous that
conferences be held as soon after classroom ob-
servations as possible, just as provided for in each
of the three operational plans, and that they be
held in places permitting privacy. Though it was
widely agreed that the skill of observing and the
skill of conferring are quite different, teachers
in great numbers expressed the desire that prin-
cipals and supervisors be more specific in their
recommendations for improvement. Though pro-
visions of the three local studies did not require
such specifics, becoming aware of this attitude
of teachers is a valuable outcome of the State
project.

The time-consuming aspect of observing classes
and conferring with teachers who volunteered for
observations proved to be a real handicap on the
part of many principals and supervisors in terms
of rendering services to all teachers.

In each of the experimental centers, teachers,
principals, and supervisors indicated in large num-
bers that teacher-observer conferences, which had
always been utilized to some degree in each ad-
ministrative unit, should be strengthened, ex-
tended, and continued as part of the permanent,
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ongoing educational program of each administra-
tive unit.

Observers

Principals and supervisors, those who served as
observers in each of the three local studies, were,
for the most part, highly regarded as capable,
conscientious, and professional individuals. On
the other hand, there were those who insisted
that some observers needed richer backgrounds
of professional experience; that some needed to
be better acquainted with the grade level or the
subject area being taught; and that some, more
especially principals, needed to know more about
what constitutes superior teaching.

Principals and supervisors (observers) were
often complimented for their earnest endeavors,
their indefatigable efforts in the face of overwhel-
ming workloads, and their sincere determination
to cooperate with each other in every way possible.
Teachers also indicated, in large numbers, that
observers were well-prepared and that they en-
deavored to be fair and helpful. It was apparent
also that many teachers recognized the difficult
role of the observer-evaluator, and on many oc-
casions they have commended principals and sup-
ervisors for accepting and fulfilling their respon-
sibilities in such an admirable manner.

Observers were also criticized on occasions for
certain professional or personal inadequacies.
Teachers at times insisted that some observers
needed richer backgrounds of professional experi-
ence; that some needed to be better acquainted
with the grade level or the subject area being
taught; and that some, more especially principals,
needed to know more about the characteristics of
good teaching. It was the general consensus in
each pilot center that principals and supervisors
must themselves be competent individuals, in
whom teachers have implicit confidence, if merit
rating as an approach to improved instruction is
to be respected.

Teacher-observer friendships were criticized as
the basis of partiality in evaluations in each pilot
center. This situation suggests certain cautions
which should be respected in any future venture
involving a similar combination of circumstances.

In each of the experimental centers teachers in-
dicated that observers likely would have profited
from a longer, more thorough orientation period;
and tnat more opportunities should have been ar-
ranged during the experiment itself through
which observers might have shared ideas, helped
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to resolve major differences in interpretation of
the criteria, and otherwise refined their skills as
observers,

Morale and Relationships

Teacher morale improved in a limited number
of situations in each of the pilot centers during
the State-administered experimental project,
though participation in the merit pay study was
never intended as a specific means of strengthen-
ing teacher relationships. Other evidence of a
convincing nature from each experimental cen-
ter also confirms the fact that morale among
many teachers definitely suffered as a result of
participation in the merit rating study.

In situations in which morale improved, there
was evidence, it was reported, that qualities of
loyalty, cooperativeness, and determination to
teach well were more apparent than prior to the
experimental study. Many felt, in each local unit,
that relationships among teachers and between
teachers and the administrative-supervisory per-
sonnel remained good throughout the project,
particularly in view of time pressures, ambivalent
attitudes toward merit rating, and other deter-
rents to satisfactory morale which are mentioned
below.

In spite of these positive outcomes which were
reported as a result of participation in the merit
pay experiment, tensions among teachers were
more pronounced than ever before; undesirable
competition and jealousy were more obvious than
previously ; lack of rapport between some teach-
ers and their prinicpals and/or supervisors was
more apparent than heretofore; and feelings of
frustration and insecurity among a number of
teachers seemed more apparent than at any other
time. It should be pointed out that a number of
individuals believe that similar tensions, frustra-
tions, and insecurity would accompany any major
experimentation or the introduction of any major
type of new program.

Factors contributing most significantly to the
lowering of morale among many teachers include
the following:

e the haste with which the study had to be initiated in
each pilot center, according to the legislated time
table, and the accompanying lack of opportunity for
instructional personnel to discuss freely and often
enough the purposes, possibilities, procedures, -and
inherent problems involved in such an experiment

* ineffective communication, especially between merit
study committees and the teachers themselves

o the misinterpretation which existed in each pilot
center relative to the confidential nature of certain
information pertaining to the experiment

e the lack of confidence on the part of some teachers in
the ability of certain observers to make such profes-
sional judgments as are required by a merit rating
study; assumed partiality on the part of certain ob-
servers

* the lowering of prestige among those who were not

awarded merit increments

There is widespread agreement that problems
pertaining to teacher morale, apparent in each
pilot center, were made even more critical than
was necessary, and certainly more than was in-
tended, by the nebulous agreements relative to
what aspects of the program should be regarded
as confidential.

Though a number of teachers were disturbed at
various stages of the experiment in each pilot
center, it is generally agreed that damage to
teacher morale as a result of participation in the
experimental study was short-lived for a majority
of those who were frustrated by any aspect of the
project. It is felt that clarification of uncertain-
ties, further appreciation of the purposes of the
experiment, personal and professional matura-
tion, and time itself were basic factors underly-
ing the temporary nature of almost all dissatis-
factions.

Finally, teachers, administrators, and super-
visors—more than otherwise—expresed the op-
inion that the all-important and sensitive area of
teacher morale should be faced realistically at all
stages of such an experiment, especially during the
initial planning period when discussions can be
impersonal and when safeguards can be included
in the operational plans.

Improvement in Instruction and
Other Positive Outcomes

The belief is widespread in each of the three
experimental centers that improvement in in-
struction definitely resulted from participation
in the merit rating study, that supervisory prac-
tices were strengthened, that opportunities for
leadership were expanded, and that increasing
emphasis was focused on the characteristics of
superior teaching. On the other hand, and in view
of the provisions of the experimental project,
evidence is limited and altogether subjective
relative to the degree of progress made by stu-
dents themselves during the experiment.

Those who volunteered for classroom observa-
tions and who also received merit increments were




more convinced than others that instruction was
improved during the experiment; and it was gen-
erally agreed that those who volunteered for ob-
servations and subsequent evaluations profited
more from participation in the experiment than
did other teachers, many of whom, it is generally
felt, also gained much from the study. In an at-
mosphere for improving instruction, which was
characteristic of each pilot center, many individ-
uals contend that something of value came to a
large majority of teachers in each administrative
unit. '

The feeling is rather strong in each pilot cen-
ter that teachers, especially those who volunteered
for observations, were more concerned than ever
before with:

e effective classroom planning

e wise use of instructional aids

e variety in teaching techniques

e effective motivation

e creativity in teaching

e individual differences in students

s improved approaches to evaluation

Principals in large numbers have indicated that
they themselves understood the instructional pro-
gram better than prior to participation in the ex-
periment and that they learned more about cer-
tain aspects of supervision during the study than
at any previous time. As a matter of fact, par-
ticipation in the experimental program, it has
been generally reported, has served to strengthen
supervisory practices in each of the administra-
tive units. Principals and supervisors, in using the
criteria to the best of their abilities, have in-
creased their skills in observing and in the record-
ing of classroom activities; as a result, confidence
in the general competence of observers increased
among many teachers. Participation in the ex-
periment also resulted in principals’ becoming
more aware of the ongoing instructional programs
in their respective schools than at any previous
time.

A number of teachers emphasized that they vol-
unteered for classroom observations primarily for
self-improvement, and that participation in the
experiment had made them more conscious than
ever before of the importance of self-evaluation.
Many teachers also indicated that they did more
professional reading during the experimental
study than at any time previously, that they

shared ideas with fellow teachers more offen than

heretofore, and that they sought the advice of
principals and supervisors more frequently than
at any other time.
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Participation in the experimental study afforded
increased opportunities for leadership develop-
ment in each experimental center at all levels
among professional staff members. Principals,
more than otherwise, assumed increasing respon-
sibilities for the improvement of instruction dur-
ing the study, and became more aware than ever
before of what constitutes outstanding teaching.
Supervisors, to a degree greater than ever, at-
tempted to demonstrate their ability as educa-
tional leaders: and teachers themselves, especially
those who volunteered for observations, renewed
their initiative in trying to be outstanding in-
structors. In such an atmosphere, in which desire
to do one’s best prevailed, it was natural that a
large number of the professional personnel in
each experimental center demonstrated additional
enthusiasm for developing instructional leader-
ship.

There is some evidence—subjective, inferential,
and limited—that students under the supervision
of teachers who volunteered for observations had
better learning experiences than did other stu-
dents, though this cannot be validated, since pro-
visions of the experiment made it infeasible to
collect evidence relative to the progress of stu-
dents during this study. Similarly, student opin-
ions of teachers in terms of their skill in teaching
were not sought in this experiment.

Communications

Emphasis on effective communication among
all personnel concerned relative to all aspects of
the experimental project in each of the pilot
centers was consciously planned as the three
studies were being initiated and as they were
being carried out. Nevertheless, it is felt that un-
anticipated problems of communication in each
experimental center forbade the most effec-
tive results from the study. A number of indi-
viduals feel that similar problems would have
accompanied any major experimentation or the
introduction of any major type of new program.

Superintendents, coordinators of the three local
studies, and each of the State advisers assumed
the leadership which was felt necessary in dis-
cussing the project and in establishing channels
of intended effectiveness of communication. To a
large extent, these efforts were successful : Mem-
bers of local merit study committees, by and large,
understood and acted effectively upon their dis-
cussions and agreements; principals and super-
visors, to a fairly satisfactory degree, were in ac-
cord on their specialized responsibilities as ob-
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servers in this experiment; and a reasonable de-
gree of common interpretation of the criteria for
classroom observation existed between observers
and teachers themselves. Yet, something in the
area of communication was lacking in each pilot
center, Some of the most apparent problems in
communication include the following :

* A number of teachers in each .administrative unit
felt that the study was imposed, either by the Legis-
lature, the Department of Public Instruection, or by
local administrative officers—even though a conscien-
tious effort was made in each experimental center to
approach the matter democratically.

* Teachers, principals, and supervisors—all of whom
were eventually represented on the committeés which
formulated the eriteria for eclassroom observation—
found it difficult to interpret the criteria with con-
sistent agreement.

* In each experimental center there was misunderstand-
ing and even disagreement concerning the degree to
which all criteria should be applicable to each class
observed.

Similarly, as final evaluations and ratings were being
made, there were varying interpretations in each
pilot center relative to the significance of “imposed
variables.”

¢ For some principals and for some teachers, there was
uncertainty concerning purposes, policies, and pro-
cedures of the study—usually for one of several
reasons: Lack of interest in the program, lack of
effort to keep informed about the program, or lack
of school representation on the central merit study
committee,

® In each experimental center there was considerable
misunderstanding concerning which aspects of the
study should be regarded as confidential—among
teachers themselves, and between teachers and mem-
bers of the lay public. Misunderstanding in this sen-
sitive area provoked undesirable and unnecessary
uncertainties.

* The absence of clear-cut policies relative to inform-
ing the public concerning such a study and its prog-
ress at times provoked concern in each pilot center.

* In a number of schools sufficient opportunities were
not afforded through which all teachers might have
discussed freely any aspect of the experimental
study, as a means of gaining information, clarifying
issues, sharing successes and problems, as well as
improving morale. The absence of sufficient oppor-
tunities of this nature tended to emphasize uncertain-
ties and misinformation and at the same time lessen
teacher morale.

Many of the personnel in each administrative
unit have indicated that continuing efforts should
be made at all times to improve all aspects of com-
munication among ell individuals involved, es-

pecially during the planning stages of such an
experiment.

More time for better communication in the
orientation phase of the experiment would likely
have paid rich dividends. Too many teachers,
principals, and supervisors were apparently not
ready for the program, regardless of conscien-
tious efforts to the contrary.

Personnel

Personnel in each experimental center, it is
felt, were, by and large, individuals who were
prepared to carry out the responsibilities of
their respective assignments. With relatively few
exceptions, supervisors and principals respected
the ability and efforts of the teaching personnel
in each of the three pilot centers; and, similarly,
with a limited number of exceplions, teachers
had confidence in the ability and efforts of their
principals and supervisors. Notwithstanding,
problems pertaining to personnel loomed large
in each administrative unit participating in the
State-administered project.

It is felt that there was a reasonable balance
among teachers in each experimental center rela-
tive to teaching experience, type of certification,
and sex. For the most part, principals and super-
visors were regarded as competent and dedicated
individuals. Moreover, it is felt that interest in the
profession of teaching was quite noticeable among
the personnel of the three administrative units.

Yet, of the several critical problems pertaining
to the overall experiment, that relating to per-
sonnel was a major one in each administrative
unit. Three conclusions stand out among others:

¢ Teachers, many more than otherwise, in each of the
experimental centers, desire additional instructional
assistance. They are adamant that this assistance
be competent. Moreover, they have indicated with
conviction that the prineipal, more than anyone
else, should be responsible for classroom observa-
tions and for evaluations, whether for merit pay or
otherwise. This, teachers have indicated, will require
continuous growth on the part of many principals in
recognizing the qualities of effective teaching.

¢ Many of the instructional personnel in each pilot
center are convinced that using funds for the addi-
tion of competent teachers in situations in which
they are genuinely needed is a better approach to
improving instruction than the merit pay approach.

e In order that instructional improvement may be
continuous’ and effective, programs of continuing
education for all schaol personnel must exist in each
administrative unit.




Summary

More than otherwise, teachers, principals, su-
perintendents, and supervisors have indicated
that they believe participation in the experimen-
tal study provided an in-service challenge which
has been of genuine value to a large number of
instructional personnel in each administrative
unit. Being a part of the experiment, it is felt,
has been the basis for widespread and continuing
growth in varied areas for many individuals. In
spite of this consensus, the superintendents in-
volved in this project feel that a State-adminis-
tered project in merit pay should not be con-
tinued; 49 percent of all insiructional personnel
in the three pilot centers believe that such a pro-
gram should not be continued and 31 percent are
doubtful; and 62.6 percent of all personnel are
more convinced than ever before thai merit pay
cannot be made to work and 26 percent are
doubtful.

The involvement of teachers, principals, and
supervisors in various aspects of the study in each
pilot center has been encouraging and provocative.
The willingness and maturity with which many
staff members examined themselves as educators
has likewise served as another basis for continu-
ing growth. As a genuine stimulus for critical self-
evaluation, participation in this particular study,
for many individuals, has been the source of re-
newed personal confidence in the unlimited poten-
tialities of teachers. Evidence is abundant that
many individuals in each experimental center
firmly believe that participation in the study has
lifted the sights of teachers, that it has brought
about improved instruction, and that it has re-
sulted in a widespread determination to teach in
terms of what they now conceive to be superior
teaching.

Staff members, by and large, are also convinced
that findings of this study, as they are imple-
mented in each of the three participating school
systems, will be of definite value in improving
the total educational program in each administra-
tive unit. In addition, many are confident that this
experiment has resulted in a real contribution to
the teaching profession. More than ever, it is ap-
parent that teachers are aware of the need for
further experimentation in this and other areas
of education; and, to a greater degree than form-
erly, teachers recognize their own innate possibil-
ities for continuous growth. The experimental
study has clearly demonstrated, according to
much evidence, the need for lifelong learning
among all teachers, irrespective of college credit
or merit increments; and a number of suggestions
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were made for in-service approaches to continua-
tion learning.

In spite of these many positive results, which
in part have resulted from participation in the
experimental program, 49 percent of all instruc-
tional personnel in the three pilot centers believe
that such a program should not be continued and
an additional 31 percent are in doubt. Moreover,
62.6 percent of all personnel are more convinced
than ever before that merit pay cannot be made
to work; whereas, 26 percent expressed uncer-
tainty about this idea. Practically everyone in-
volved in this experimental program, including
the superintendents and the coordinators of the
local studies, believes that such a program should
not be attempted on a uniform, Statewide, State-
supported basis at this time. Reasons most often
cited for these points of view include, among
others, the following :

s The merit concept, though characterized by theoretical
soundness, is administratively difficult to implement.

e Such a program should include all teachers, not just
those who might volunteer to be observed for merit
rating; and at this time it seems unlikely that a
sufficient number of competent personnel would im-
mediately be available to assist in a supervisory
capacity with the improvement of instruction.

s Such a program, by its very nature, depends, at this
time, almost entirely on subjectivity, a fact which,
according to many, limits its potentiality and its
practicability.

e Such a program might tend to encourage conformity
in the classroom, rather than originality, creativity,
and imaginativeness.

o Such a program, by way of improving instruction,
has less potential value, it is felt, than other ap-
proaches, most of which are less controversial and
less encumbered with dangers, such as the inservice
approach to better teaching, the improved prepara-
tion approach, and the cooperative-determination-of-
standards approach.

s Such a program would be too time-consuming” and
backbreaking for the current allotment of instrue-
tional assistants (principals, assistant principals, and
supervisors.)

e Such a program, by its very nature, would likely
tend to increase and perhaps create tensions, frustra-
tions, jealousies, and unwholesome attitudes.

e In such a program too much emphasis would likely
be placed on independent teacher performance rather
than on the cooperative approach to improving in-
struction. e

° Tlirough such a program too much emphasis would
likely be placed on fragmentsry aspects of good
teaching rather than on the tota]l process, thereby
losing the intended force of one’s philosophy and the
individual artistry of one’s performance.
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[ “ * Such a program would likely ignore almost completely teachers, principals, and supervisors in each ad-
i the widely accepted opinion that teaching is an art, ministrative unit in large numbers have indicated

as well as a science, and that much which is excellent that the observations and conclusions resulting
in teaching is personal, private, and almost impossi-

¥l 0; HIGRETG fron} th-is experimental study should be useful as
continuing plans are made at the local level and
Notwithstanding the opinions presented above, at the State level for the improvement of teach-

many of which are based on convincing evidence, ing in all grades.




Major Findings and Recommendations

Major findings and recommendations which fol-
low suggest certain action which at this time seems
appropriate in view of the preceding observations
and conclusions which were arrived at in terms
of evidence from each of the experimental stu-
dies. It is felt that the learnings from this ex-
perimental project should be studied carefully
by educators and laymen alike in an effort to im-
plement those which give promise of improving
education in North Carolina. In addition to the
evidence needed for satisfying the intent of the
1961 legislation which made possible this State-
supported project, much additional and pertinent
evidence is also available which suggests ways in
which educational progress may continue to be
made.

1. A uniform, Statewide program of merit pay
is not feasible nor practicable at this time.

According to the major findings resulting from
the North Carolina Teacher Merit Pay Study, it
is not deemed feasible at this time to establish a
uniform, Statewide program of merit pay for
teachers. The following findings among others,
support this recommendation:

e The teaching profession (superintendents, principals,
supervisors, teachers, and special personnel) in North
Carolina is not ready to participate in a program
of merit pay. Factors affecting this lack of readiness
include such items as the following:

—The concept of merit pay continues to be highly
sensitive and controversial among large numbers
of teachers.

—Much misinformation, prejudice, and emotion-
alism relative to merit pay are still prevalent
among many teachers.

—Teachers are quite conscious that merit pay
programs, for the most part, have mnot been
successful.

—Teachers are aware that their professional or-
ganizations, by and large, continue to voice of-
ficial opposition to merit pay programs.

—Teachers are also aware that much of the pro-
fessional literature pertaining to teacher evalua-
tion has expressed opposition to the concept of
merit pay.

— Teachers, on the whole, are apprehensive about
such aspects of merit rating as its possible
negative effects on teacher morale, its unavoidable
emphasis on subjectivity, the difficulty in de-
termining equitable standards for superior teach-
ing, the inevitable subjectivity and perhaps un-
fairness in measuring each teacher’s art and
technique of teaching by the same standards, and
the very possible necessity for making changes
in their own manner of operation were a merit
rating program in effect.

— Teachers, by and large, feel that other ap-
proaches to improving themselves and their in-
struction have more possibilities than the merit
pay approach.

¢ Administratively, it is unlikely that sufficient and

competent instructional assistance would be available
immediately to assist all teachers to the degree
necessary were a Statewide program advisable.

o Findings of other merit pay studies, recommendations

of state and national commissions, and opinions.of a
majority of teachers in the North Carolina Teacher
Merit Pay Study insist that base salaries for teach-
ers must be sufficiently high in any given situation
to attract career teachers before a program of merit
pay can succeed. Acceptance of this realistic con-
clusion as fundamental to the success of a merit pay
program apparently would preclude the adoption
of a Statewide program of merit pay at this time,
when salaries for North Carolina teachers are con-
siderably below the national average, a figure itself
not regarded as an adequate professional salary.

e The dramatic decrease in the number of volunteers

for classroom observation during the second year of
observations as compared to the number of volun-
teers for the first year suggest the reality of certain
internal misunderstanding, jealousy, and skepticism
concerning the merit pay experiment.

e With considerable emphasis now being placed through-

out the State

—on growing professionally through participation
in various in-service experiences,

—on developing courses of study at the local level
to parallel the Program of Studies developed at
State level,

—on evaluating schools for State accreditation or
accreditation by the Southern Association of
Colleges and Schools,

__on consolidating schools and school administra-
tive units,

—on participating in relatively new and some-
times experimental programs,
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—on improving school facilities,

—on improving techniques of teaching for students
at all levels and of all interests and abilities,

—on reducing teaching loads,

—on improving salary schedules, and on other
projects,

it is unlikely that instructional personnel in great
numbers, especially those responsible for instruction-
al supervision, could also find the time or muster the
enthusiasm to become involved with another pro-
fessional program, which, experience has proved,
would demand a great amount of time in order to be
reasonably productive.

A merit pay program at the local level appears
possible under a number of provisions deemed
necessary for its success, according to the find-
ings of this experimental study.

According to the major findings of the North
Carolina Teacher Merit Pay Study, and notwith-
standing the aforementioned findings and recom-
mendation, a merit pay program for teachers does
appear possible at the local level under provisions
such as the following:

¢ There must exist among a majority of teachers an

understanding and appreciation of the purposes of
merit pay, a knowledge of how an anticipated pro-
gram will operate, and a widespread sentiment that
much of value can result from the merit pay ap-
proach to the improvement of instruction. Teachers
must be ready for a merit pay program if it is to
accomplish its purposes.

All teachers in an administrative unit must be active
participants in a program of merit pay, not just
those who might volunteer for classroom observations.

There must be sufficient supervisory personnel—
principals, assistant prineipals, and supervisors—
to work with all teachers, not just those who might
volunteer for classroom observations. Such personnel
must be recognized for their general competence in
subject matter, for their knowledge of the learning
process, for their skill in evaluation, and for their
ability to work effectively with others.

There must be enough merit increments, of whatever
amount or amounts, to award every teacher who is
adjudged superior. Any semblance of a quota system
for an administrative unit will tend to reduce the
effectiveness of such a program.

Opportunities must be provided for effective com-
munication among all personnel at all times—during
the orientation for such a program and at all stages
of the operation of such a program.

Organizational plans for a merit Pay program must
be sufficiently flexible that individual differences
among teachers can be respected. Any provision which
tends to stereotype the teaching process is deadening
and should be avoided.

Operational plans must provide for:
—a full-time coordinator of each local program
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—a local steering committee composed of a Tep-
resentative from each school in the administra-
tive unit

—flexibility in the number of classroom observa-
tions and conferences between observers and
teachers

—continuing orientation of principals and super-
visors for the specialized task of appraising
teachers in terms of merit pay

—specific understandings relative to what aspects
of the program should be confidential

—facing the issue of teacher morale realistically
at all times—during the planning of such a
program as well as during its operation

—cooperative planning in the early stages of the
program for continuous and effective evaluation
of the total program

Criteria for superior teaching must be cooperatively
developed, must -be thoroughly understood by all
teachers, principals, and supervisors, and must pro-
vide for and encourage creativity and experimentation
in the classroom. Criteria must be sufficiently flexible
that all teachers and their efforts may be intelligently
appraised. Criteria must be continually reexamined
and revised as needs suggest revisions.

Provisions must be made whereby consideration may
be given to certain agreed-upon factors other than
classroom performance in the evaluation of teachers.
Appraisal of fragmentary aspects of teaching as if
this were a correct evaluation of the total teaching
process must be avoided.

Emphasis must be placed on self-evaluation and co- :
operative evaluation of the total teaching program.
It must be recognized that the use of classroom ob-
servations followed by teacher-observer conferences
is not the only way to appraise teacher competence
and teacher effectiveness.

An understanding must exist among teachers them-
selves and between teachers and observers (principals
and supervisors) relative to the inevitable subjec-
tivity which necessarily characterizes a merit pay
program. This understanding must be part of a
broader concept, however, in which emphasis is
placed on objectivity wherever possible.

Teacher-observer conferences must be characterized
by an atmosphere which encourages freedom of
discussion between teacher and observer and by an
atmosphere in which teachers themselves are habit-
ually encouraged to make decisions relative to ways
in which their teaching might be improved. “Telling”
teachers how to improve their teaching, though many
teachers want this type of “assistance,” has proved,
by and large, to be ineffective; planning with teach-
ers on how to teach better more often results in
changed behavior.

Diverse opportunities must be provided for all teach-
ers to grow professionally on the job. Enthusiasm for
a merit pay program must not preclude participation
in consciously planned efforts for continuing growth
of all teachers through other meaningful channels.

The salary base at the local level must be high
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enough to attract competent, professional personnel
if a merit pay program is to succeed.

Though the many qualifying conditions indi-
cated above may seem, at first, to preclude the
feasibility of merit programs at the local level,
such an impression is not intended. Findings from
the North Carolina experiment suggest, however,
that these significant learnings be stressed. Merit
pay programs at the local level, under conditions
such as those mentioned, likely would meet with
considerable success. It is recommended, however,
that no continuation study of merit pay be author-
ized in any local administrative school unit under
the sponsorship of any state agency at this time.
Instead, it is recommended that continuing educa-
tional progress, with emphasis on the improve-
ment of instruction, be sought throughout the
State, in all administrative units, in terms of what
this experimental project and other research ef-
forts have demonstrated to be worthy of imple-
mentation.

3. Programs and efforts now underway at the
State level for the improvement of instruction
should be continued, strengthened, and ex-
panded.

Findings of the North Carolina Teacher Merit
Pay Study suggest strongly the continuation,
strengthening, and expansion of programs and ef-
forts now underway at the State level for the im-
provement of instruction. Participants in this ex-
perimental study, approximately 1,170 educators,
have indicated with considerable frequency and
conviction that improvement in teaching must
continually be sought through a number of differ-
ent approaches, and that excessive attention to
any one approach to the exclusion of others will
tend to delay maximum improvement in instruec-
tion. In view of this strong conviction and the
demonstrated reasonableness of this approach, it
is recommended that the following efforts and/or
programs heretofore sanctioned, approved, or en-
couraged by the State Legislature be continued
and strengthened:

¢ The Program for the Professional Improvement of

Teachers, initiated by the General Assembly of 1961
and continued by the General Assembly of 1963.
It is recommended that special attention be given to
the possibility of extending the program to include
courses and activities especially designed for super-

intendents, principals, and supervisors, one of whose
chief responsibilities is that of improving instruction.

e The Scholarship Loan Fund for Prospective Teachers
through which more than one thousand teachers have
been prepared and who have entered the teaching

profession in North Carolina since the initiation of
the program by the Legislature of 1957 and its
continuance by each succeeding legislature

Efforts to strengthen the total instructional program
of the State by providing increasing numbers of
supervisors and administrative assistants at the local
level who, in carrying out their responsibilities,
would give priority to the improvement of instruc-
tion, with increasing attention to classroom observa-
tions and follow-up conferences

Efforts to improve instruction through emphasis on
educational television, experimentation in teaching
and evaluation procedures, and special programs de-
signed for special groups of students.

Efforts to reduce the teacher load

o Efforts to minimize interruptions which lessen the
effectiveness of classroom teaching

¢ Efforts to provide adequate teaching and administra-
tive personnel for programs pertaining to special
education and vocational education

Efforts to improve the salary schedule of teachers
at the State level while encouraging at the same
time additional financial support at the local level

4, Additional programs and efforts for the im-
provement of instruction at the State level and
at the local level should be initiated and pur-
sued with determination and enthusiasm.

Findings of the North Carolina Teacher Merit
Pay Study indicate that teachers, by and large,
earnestly desire to improve instruction; and that
in order to achieve this goal they strongly desire
competent instructional assistance. Furthermore,
in seeking to achieve this goal, teachers have in-
dicated that they welcome the opportunity for in- -
service growth through a diversity of approaches.
In this investigation many more teachers than
otherwise have insisted that there are a number
of approaches to the improvement of instruction
which are superior to the merit pay approach and
that some of these approaches should be empha-
sized with the same enthusiasm, determination,
and financial support as has been true of the
merit pay approach in this experiment.

The following additional programs or efforts for
the improvement of instruction are recommended
at the State level:

a. Additional efforts should be made at the State level,
in cooperation with the institutions of higher learn-
ing which prepare teachers, to formulate increasingly
effective preparation programs for all types of edu-
cational personnel.

Though significant progress has been made in
this area in recent years, the importance of the
task and its inescapability suggest that continuing
and cooperative efforts be made to determine what
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preparation is best for those who plan to teach,
those who plan to supervise instruction, and those
who plan to administer school programs. It is
especially recommended that as much priority as
feasible be given the type of preparation which
is most suitable for those who plan to assist with
the instructional program in a supervisory capac-
ity. It is recognized that principals and supervisors
need additional preparation, including intern ex-
periences of a rewarding nature, relative to what
constitutes superior teaching and how best to
identify it. Teachers themselves are increasingly
aware that principals seldom have been taught
the skills of evaluating teaching performance, yet
they (principals) are constantly being reminded
that this is primarily their responsibility.

b. A continuing and expanded program designed to
attract prospective career teachers into the profes-
sion, with emphasis at the State level, should be
stressed among high schools and colleges throughout
the State, either through or in cooperation with the
Scholarship Loan Fund for Prospective Teachers.

It is at this critical point in the educational
spectrum that failure to become involved at the
State and local level could be disastrous. Long-
range planning for improvement of instruction
throughout the State suggests, as indicated earl-
ier, the feasibility of continuing and strengthen-
ing the Scholarship Loan Fund for Prospective
Teachers; yet this specific approach needs to be
augmented. As part of the concept involved in this
particular program, it is also recommended that
intensified efforts be undertaken at the State level
to delineate more clearly and positively the na-
ture, importance, and benefits of careers in edu-
cation. A well-planned, Statewide approach to im-
proving the image of teaching as a vocational
choice can be of genuine significance to North
Carolina and the Nation.

c. An effort should be sponsored at the State level
through which each local administrative unit would
develop, as part of its in-service educational pro-
gram, what it considers to be the characteristics of
good teaching.

It is further recommended that the formulation
of criteria for good teaching involve all teachers
in the administrative unit, that study and discus-
sion of this vital topic be of sufficient flexibility
and depth that basic agreements are reached
among the instructional personnel, that emphasis
continually be placed on the necessity for the co-
operative improvement of instruction, and that

such local studies be used by the administration
in terms of continuing employment,

It is further recommended that funds be made
available for conducting area and Statewide work-
shops or institutes for superintendents, principals,
supervisors, and teachers for the purpose of ex-
ploring this topic in depth, to the end that fur-
ther insights into the characteristics of good
teaching and how to identify it, might result.

It is further recommended that funds be made
available to publish and disseminate significant
findings and conclusions of such conferences,
workshops, and institutes—as well as other ap-
propriate publications which might be prepared
by the State Department of Public Instruction in
this significant area.

It is recommended, as part of this intensified
effort to identify the characteristics of good teach-
ing, that personnel and financial assistance be
available at the State level for the cooperative
preparation of self-appraisal instruments at the
local level. Through the development and use of
such instruments—which for some would be a
natural and logical continuation of the study of
the characteristics of good teaching—teachers,
principals, and supervisors would likely be stimu-
lated to approach the improvement of instruction
both as individuals and as unified, working
groups. This approach, completely divorced from
rating for merit pay, is recognized as being char-
acterized by psychological soundness, practica-
bility, and a high degree of acceptance among ed-
ucators. Such a project, in its initial stages, might
involve a select number of interested administra-
tive units whose experiences then might become
the basis for a wider implementation of this ap-
proach to improving instruction.

d. Professional and financial efforts should be made at
the State level to assist local administrative units in
providing for well-planned programs of interschool
visitation.

Cooperative efforts at the State level and at the
local level in developing well-planned, meaningful
programs of continuation learning for teachers,
principals, and supervisors through interschool
visitations have real possibility as a means of im-
proving instruction. Implementation of this old
but dynamic concept of professional growth would,
of necessity, have to be characterized by accep-
tance of its innate possibilities, by careful and
cooperative determination of purposes, proced-
ures, and techniques of evaluating the total effort,
if improvement in instruction were to be ex-
pected from this approach.

|
; the agreements and conclusions resulting from
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Appendix S-1

Statistical Data Relative to Reactious to the Opinionnaire “A Study of
the North Carolina Experimental Program of Teacher Merit Pay,”
Administered to Instructional Personnel in Gastonia, Martin County,
and Rowan County

An opinionnaire, identical in content to the ac-
companying pages, was administered to all in-
structional personnel in Gastonia, Martin County,
and Rowan County, on May 18, 1964. A total of
1,170 individuals were involved, but 49 of the
forms were discarded, either because of insuffi-
cient identifying information among the first 14
items or because a fairly large number of the 180
items in the opinionnaire were omitted. The opin-
ionnaire was administered in each of the three

pilot centers by representatives of the local merit
committees or by principals, according to pre-
arranged and identical directions. Following this,
all forms were sent to the Director of Educational
Research, Department of Public Instruction in
Raleigh for processing.

As indicated elsewhere, the data which follows
summarized pertinent numerical information
relative to administration and subsequent use of
the opinionnaire:

Experimental Number Number Percentage Numb Percent
Center Administered Usable Usable Discards Discards
Gastonia 322 312 96.9 10 3.1
Martin County 311 302 97.1 9 29
Rowan County 537 507 94.5 30 5.6
Total 1,170 1,121 96.0 49 4.0

Percentages in the following pages were deter-
mined by using exact numbers who responded to
each statement. For example, 310 individuals in
Gastonia of the 312 whose forms were used re-
sponded to Item 1; whereas, 306 Gastonia person-
nel responded to Item 22. In Gastonia, 34 of the
168 statements (12 statements were for observers
only) were reacted to by 312 individuals; 46, by
311; 26, by 310; 31, by 309; 23, by 308; 2, by 307;
4, by 306; 1, by 305; and 1, by 303. An average of
310 individuals in Gastonia, among the 312 whose
forms were used, responded to each of the 168 gen-
eral statements in the opinionnaire. In Martin
County an average of 299 persons, among the 302
whose forms were used, responded to each of

these statements; and in Rowan County an aver-
age of 498 individuals, among the 507 whose forms
were used, responded to each of the 168 items.
In terms of State totals, an average of 1,106 per-
sons, among 1,121 whose forms were used, re-
sponded to each of the items.

Percentages on the following pages are pre-
sented under each of the five categories appearing
in the opinionnaire. In the descriptive chapters
percentages for “strongly agree” and ‘“‘agree”
have been combined, as have those for “disagree”
and “strongly disagree.)” “G” stands for Gas-
tonia; “M,” for Martin County; and “R,” for
Rowan County.
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Check the appropriate answer for each question as it relates to you personally by placing an “x”
in the proper box.

1.

2.

3.

5-

G.

8.

9.

10.

Administrative unit?

Race?

Sex?

Assignment, 1963-64?

Teaching level, 1963-64?

Certification, 1963-647?

Teaching experience, including 1963-64 7

Status of participation, 1962-63?

Received a merit pay increment, 1962-63?

Status of participation, 1963-64

Gastonia City
Martin County
Rowan County

Negro
White

Male
Female

Teacher
Principal
Supervisor

Elementary School
Junior High School
High School

Graduate Certificate
Class “A” Certificate
Other Type Certificate

1-3 years
4-10 years
More than 10 years

Volunteered for observations

Did NOT wvolunteer for observations
Not eligible

Not in administrative unit

Yes
No

Volunteered for observations

Did NOT volunteer for observations
Not eligible

Administrative unit did not participate
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11. Main reason for volunteering for observations, 1962-637?

belief in merit pay

desire for self-improvement

interest in the experiment

This question for teachers « + « + . . .monetary reward
volunteering for observations, . . . . effort to be cooperative
1962-63 . . . community, administrative
or other pressures

other reason (please specify)

O o 0 D

g0 -"OEana
=]

-1

12. Main reason for volunteering for observations, 1963-64?

belief in merit pay

desire for self-improvement

interest in the experiment

This question for teachers . . . . . . . monetary reward
volunteering for observations, . . . . effort to be cooperative
1968-64 . . . community administrative
or other pressures

other reason (please specify)
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13. Main reason for NOT volunteering for observations, 1962-637

ineligible to enter

. not in administrative unit

did not believe in merit pay

did not feel I was superior teacher

This question for teachers who . « « . . . increment too small
did NOT volunteer for obser- . . . . uncertain of competence
vations, 1962-63 . 2 . . . of observers
. unwﬂlmg to undergo additional

. . . strain

lacked the necessary time

other reason (please specify)
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14.. Main reason for NOT volunteering for observations, 1963-64?

. . ineligible to enter

. not in administrative unit

did not believe in merit pay

This question for teachers who . did not feel I was superior teacher

did NOT wolunteer for obser- . . «. . . . increment too small

vations, 1963-64 . . . . uncertain of competence

; . « . . of observers

: unml]mg to undergo additional

. . strain

_ lacked the necessary time
i . . other reason (please specify)
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DIRECTIONS

+  This instrument consists of statements designed to sample opinions about the North Carolina Ex-
perimental Program of Teacher Merit Pay. A summary of these statements will be used in pre-
paring the official report for the 1965 General Assembly.

+ Since there is a wide range of opinions relative to teacher merit pay, there are no right or wrong
answers. What is wanted is your own individual feeling about each statement.

= If you strongly agree with the statement,
circla “SAY . . ovens v i dnerae B SR v SA A U D SD

If you agree with the statement,
CITElE YA (oiinais s ammae Do B CaTEALSEE D dEwE SA A U D SD

If you are undecided about the statement,
givele S . L.isess vesns 56 oo N oy SA A U D SD

If you disagree with the statement,
CIPElE B . conchiin sunenrren e e SuEEsE T SA A U D SD

If you strongly disagree with the statement,
cirele “SD7 e SA A U D SD

«  Although there is no time limit, this instrument should be completed at one sitting. Take what-
ever time is necessary.

+ Record your first impression, the feeling that comes to mind as you read the statement.

+ PLEASE RESPOND TO EACH ITEM.
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Point of View

1. The idea of merit pay is basically sound.

7. Teachers should evaluate their own teaching and
attempt to make improvement irrespective of mone-
tary incentive.

Pilot Strongly Un- Strongly
Pilot Strongly Un- Strongly Centers Agree Agree decided Disagree Disagree
Centers Agree Agree decided Disagree Disagree
G T 371 203 226 12.3 G 60.9 349 1.6 1.9 0.6
5 8'5 26‘3 22'2 19'1 23'9 M 54.8 40.5 2.7 1.7 0.3
> - i = : R 59.7 38.5 A4 1 0.4
R 9.0 30.9 19.9 19.3 20.9 g 010
Total 85 314 20.6 20.2 193 Total 687 88.1 1.3 14 0.5
2. ‘Superior teaching éan be identified. 8. Teach.ers demonstrating superior competency should
" be paid more than other teachers.
g 146 4 il 8 o8 -G 17.8 34.6 26.9 15.2 b.b
M 18.0 42,5 14.3 14.3 10.9 i 193 382 30.9 27 90
B 110 420 155 ! L R 19.9 325 25.1 14.1 8.4
Total 16.6 44.2 16.3 14.2 8.8 Total 19.1 34.7 245 14.0 78

3. Some teachers do a better job in the classroom than

9. All teachers’ salaries should be based on merit.

others. = : :
2.6 10.0 21.0 36. 30.0
. 40.1 3 : ==

1\(; :3 i 330 6 1 g g ? M 2.0 13.3 25.3 27.0 32.3

: . : ' s 0 : : . :
R 52.5 455 01 05 0d R 3 10.1 21.2 27.8 37.3
Total ; 7 .3 0 33.9

Total 56.0 422 1.2 0.5 0.2 gea 2.9 11.0 22 30 3

4. Outstanding classroom teaching can be measuored

10. A program of merit pay should provide for incre-
ments of varying amounts instead of one fixed sum.

objectively.
G 1.9 30.4 30.8 26.6 10.3 G 11.3 41.6 27.1 13.5 6.5
M 9.1 0.7 20.9 51.2 81 M 10.3 37.0 25.7 17.3 9.7
R 5.4 35.3 251 20.3 139 R 15.0 35.8 228 13.6 12.8
Total 5.4 35.4 25.6 29 3 11.3 Total 12.7 37.8 24.8 14.6 10.2

11. Evaluation for merit salary increments should be
based solely on the teacher’s professional job per-
formance in the classroom.

5. It is the respenmsibility of the teaching profession
to devise ways of successfully evaluating the quality
of its own performance.

G 26.2 56.6 1.0 29 13 G 11.6 29.6 145 28.0 163
M 28.3 56.3 10.2 3.4 17 M 114 19.7 16.4 37.5 15.1
R 20.2 60.0 12.9 3.7 3.3 R 8.8 19.1 12.2 35.{) 24.0
Total 24.1 58.1 11.6 3.9 23 Total 10.3 22.2 14.0 34.1 19.5

6. Teachers desire observation and follow-up confer-
ences as a means of improving their teaching.

12. There are practical, satisfactory methods of admin-

istering a program of teacher merit pay.

G 17.0 40.2 20.9 18.3 3.6 G 0.6 18.6 37.5 25.6 17.6
M 21.7 57.5 11.4 8.0 1.3 M 2.7 17.0 36.7 27.0 16.7
R 18.9 54.4 124 11.0 3.2 R 2.2 21.7 31.4 23.4 21.4
Total 19.2 51.3 145 12.3 2.8 Total 1.9 19.5 34.5 25.0 19.1
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13. Participation in a. program of teacher merit pay
should be voluntary.
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19. Teachers volunteering for observations are tempted
to try to influence their principals and supervisors.

Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 45.8 34.3 7.7 8.7 3.5
M 40.9 473 5.4 3.0 34
R 41.1 41.7 7.5 6.0 3.8
Total 42.4 411 70 5.9 3.6

CElet, UMY peres  debied  Dissgres  Disagrew
G 183 362 170 224 6.1
M 149 821 185 2558 89
R %51 %67 152 119 29

Total 205 354 166 213 6.3

20. A program of teacher merit

pay encourages self-

14. A salary schedule based on merit pay is more ac- evaluation.
ceptable than a salary schedule with automatic G 20.5 53.5 16.0 8.3 1.6
increments based on preparation and experience. M 23.0 52.0 13.0 8.0 4.0
G 2.6 13.56 27.3 334 23.2 R 17.6 55.7 12.3 10.3 3.9
M L7 16.3 26.8 812 254 Total  20.0 54.1 135 9.1 3.3
R 3.2 13.7 22.8 314 29.2
Total 2.6 141 25.1 31.9 26.3

15. Any merit salary increment should be in addition to

21. Evaluation aimed at improving instruction should

be independent of salary determination.

regular increments. G 26.0 52.4 13.2 6.8 1.6

G 33.4 54.3 8.0 2.6 1.6 M 26.2 48.7 12.8 7.4 5.0

M 395 543 36 16 ) R 29.1 449 161 9.0 0.7

R 30.7 52.6 84 5.2 3.1 Total 275 48.0 14.4 7.9 2.2
Total 31.1 53.6 8.3 4.3 2.7

16. Less competent teachers feel more secure with a
salary schedule based on experience and prepara-
tion than with a schedule which provides for merit

pay.
G 18.6 50.0 18.3 9.9 3.2
M 17.3 48.5 17.3 10.6 6.3
R 22.7 50.2 14.0 8.5 4.5
Total 20.1 49.7 16.1 9.5 47

22. A program of observations and conferences, with
emphasis on helping teachers improve, is of more
value than a program aimed at evaluating teachers

for merit pay.

G 41.2 44.8 9.8 4.2 —

M 41.7 38.7 16.3 2.7 0.7

R 47.7 39.4 8.1 3.8 0.10
Total 443 40.7 10.8 3.6 0.6

17. Merit pay promotes professional ethics among

23. A program of teacher merit pay should be of value
in strengthening all members of the teaching pro-

teachers, administrators, and supervisors. fession.
G 1.9 128 25.6 32.1 27.6 G 20.3 47.6 16.7 10.9 4.5
M 6.0 126 24.3 27.9 29.2 M 24.8 474 12.3 9.9 5.6
R 3.0 134 20.1 29.2 34.2 R 24.3 47.6 12.6 10.3 6.3
Total 3.5 131 229 29.7 31.0 Total 23.3 475 13.7 10.4 b.2

18. A merit pay plan encourages political maneuvering

within the school system and community.

24. A program for teacher merit pay should be instru-
mental in attracting and holding qualified teachers.

G 16.0 36.2 27.9 15.7 42 G 13.8 36.5 23.1 19.2 74
M 20.2 391 25.8 10.6 43 M 17.2 414 15.9 15.9 9.6
R 22.7 32.0 21.9 19.5 3.7 R 16.4 38.9 16.6 17.4 10.6
Total 20.2 351 24.6 16.1 40 Total 15.9 38.9 18.2 17.6 9.5
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25. Failure to receive merit pay will stimulate teachers
to improve their teaching skills.

124 The North Carolina Teacher Merit Pay Study

31. In evaluating teachers for merit pay increments,
community service rendered by teachers should he
given a major consideration.

Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree G 3.2 16.3 18.9 44.2 17.3
el 0.6 10.3 36.3 32.5 20.3 M 9.6 25.5 16.2 34.4 14.2
M 3.6 14.9 27.2 32.8 215 R 6.8 245 16.8 34.8 17.0
R 1.6 15.0 241 33.8 25.4 Total 6.5 22.5 17.3 37.4 16.4
Total 1.9 13.7 28.3 33.2 23.0

26. Teacher confidence and respect for observers is a
basic factor in the effectiveness of a merit pay pro-

32. In evaluating teachers for merit pay increments,
the amount of graduate work completed should be
given a major consideration.

gram. G 2.6 22.1 20.5 401 147
G 32.2 444 13.2 7.1 2.6 M 76 195 7.9 i 13.3
M 32.9 395 133 78 56 R 57 22.6 195 30.6 124
R 26.3 454 13.8 9.3 5.1 Total 5.4 217 19.4 40.3 13.3
Total 207 136 135 84 a8

27. The possibility of rewarding superior teaching per-
formance should be explored further.

33. In evaluating teachers for merit pay increments,
membership and service in professional organiza-
tions should be given a major consideration.

G 34.6 39.4 17.0 5.8 3.2 G 6.2 27.9 15.9 38.3 11.7
M 38.2 43.9 93 47 10 M 125 33.3 12.8 29.6 11.8
R 30.6 430 12.3 6.7 73 R 10.2 31.3 13.4 32.9 12.1
Total 33.8 42.2 12.8 5.9 5.3 Total 9.7 30.9 14.0 33.6 11.9

28. In evaluating teachers for merit pay increments,
the number of years of successful teaching should
be given a major consideration.

Organization and Administration

34. The method of administering the experimental pro-

- G 12.5 34.9 221 22.4 8.0
, M 17.0 37.7 17.3 22.0 6.0
: R 16.2 375 16.2 23.3 6.7

Total 15.4 36.9 18.2 22.7 6.9

gram of teacher merit pay was practical and sound.

G 1.6 24.4 34.4 30.2 9.3
M 1.3 9.3 30.9 31.9 26.6
R 3.0 24.1 26.0 26.0 20.7
Total 2.2 20.2 29.7 28.8 19.1

29. In evaluating teachers for merit pay increments,
the personality of teachers should be given a major

35. The planning of the experimental program was
characterized by positive att'tudes and a willingness
to learn everything possible from the study.

consideration.
G © 9.0 38.8 22.8 244 5.1
M 14.6 27 19.2 5.9 76
R 11.5 441 19.0 16.8 8.7
Total 11.6 22 20.1 187 74

G 7.8 56.2 25.0 8.8 2.3
M 5.3 38.3 27.3 18.3 10.7
R 8.5 484 24.3 12.5 6.3
Total 7.5 47.9 25.3 13.0 6.4

30. In evaluating teachers for merit pay increments,
work with extracurricular activities should be given
a major consideration.

36. Teacher orientation relative to the experimental
program was satisfactory.

G 5.8 23.2 19.3 41.5 10.3
M 13.6 32.9 19.9 24.6 9.0
R 12.2 34.3 17.3 24.8 11.2
Total 10.8 30.8 18.6 29.4 10.4

G 2.6 50.5 23.0 20.0 4.0
M 2.3 27.0 27.7 31.3 11.7
R 5.5 42.9 25.9 18.6 7.1
Total 3.9 40.7 25.6 224 74
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43. The merit pay study committee had too many mem-

bers.
37. Teachers were sufficiently acquainted with the de- Pilot Strongly Un- Strongly
tails of the experimental program of teacher merit Centers Agree Agree degited.  Dhagnes:  Dissiver
pay to discuss it intelligently and fairly. G 0.3 1.3 54.9 38.9 4.5
cPll;t Stﬁmngly i dgl::t-d T Bl;ir:.:;ly M 1.7 T3 57.3 26.3 7.3
enters gree Eres Tée Tee
1. 4.2 0.5 29. 44
G 2.3 54.9 15.8 21.3 5.8 B 2 8 2
M 2.3 29.7 297 30.0 15.3 Total 1.0 42 58.1 315 5.2
R 5.3 45.1 17.6 23.1 8.7
Total 3.7 43.7 18.5 24.5 9.7

44, A majority of the members of the merit pay study
committee should have been classroom teachers.

38. Teachers within the administrative unit were kept G 17.0 56.9 16.7 8.7 0.6
well informed of the successes and difficulties ex- M 952 0.7 172 8.0 2.0
perienced during the experimental program. R 19.6 0.0 134 51 10

G 0.9 42.6 19.7 28.1 8.7 S
M 57 182 340 358 19.2 Total 20.4 56.4 15.3 6. 1.2
R 3.8 31.6 19.8 33.9 11.1

Total 2.7 31.0 21.0 32.8 12.6

39. Staff meetings at individual schools were arranged
sufficiently often during the experimental study
that problems and suggestions relative to the pro-
gram were adequately considered.

G 2.3 47.7 24.0 224 3.6
M 3.0 19.6 31.2 32.6 13.6
R 4.6 36.6 19.9 30.7 8.2
Total 3.5 35.1 24.1 28.9 8.4

40. Staff meetings of all teachers in the administrative

45. The method of informing teachers relative to being
selected or not selected as merit teachers was sat-

isfactory.
G 5.8 44.7 34.7 9.6 5.1
M 5.7 20.0 35.0 20.0 19.3
R 4.7 36.2 33.1 16.0 10.9
Total 5.3 33.8 341 15.3 11.6

46. The administrative unit took the initiative suffi-
ciently often to acquaint news media with the prog-
ress being made in the experimental study.

unit were arranged sufficiently often during the G 2.3 45.0 35.2 14.3 3.3
experimental study that problems and suggestions M 13 13.7 43.3 29.0 12.7
relative to the program were adequately considered. R 3.4 33.3 387 188 58

G 1.9 35.9 25.9 31.7 4.6
M 50 120 316 369 156 Total 2,56 31.2 39.0 20.3 7.0

R 4.4 31.3 25.1 31.1 8.2

Total 3.1 27.9 271 32.8 9.2

41. The merit pay study committee has operated on a
highly ethical basis.

G 12.6 48.7 27.1 8.1 3.5
M 7.0 22.2 32.8 24.2 13.9
R 9.3 38.1 27.8 14.1 10.7
Total 9.6 36.7 28.9 15.1 9.6

42. The merit pay study committee met sufficiently
often throughout the year for sharing results of the
experiment, for examining policies and procedures,
and for suggesting improvements.

47. Differences in the interpretation of the experimental
program was a noticeable weakness of the program.

G 11.0 34.0 44,0 9.7 1.3
M 12.0 36.2 36.6 9.6 5.7
R 15.7 40.5 29.4 12.1 24
Total 13.4 37.6 35.4 10.8 3.0

Criteria For Classroom Observation

48. The criteria for classroom observation describe
superior teaching adequately.

G 111 51.3 317 46 13 G . 42 28.2 40.1 205 7.1
M 6.4 22.8 43.6 181 9.1 M 4.7 29.7 25.3 31.3 9.0
R 8.7 43.7 37.0 8.1 26 R 6.8 36.8 21.7 25.0 9.7
Total 8.7 40.2 37.3 9.8 4.0 Total 6.5 32.5 27.8 25.5 8.8
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Criteria For Classroom Observation

49. Development of the criteria by classroom teachers
resulted in their being more useful than if they had
been developed by some other group.

Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 14.5 55.9 22.6 5.6 1.6
M 114 51.5 26.8 8.7 1.7
R 125 53.4 25.6 5.2 3.4
Total 12.8 53.6 25.0 6.2 24

50. The criteria contain too many subjective items.

G 4.5 24.2 49.7 21.3 0.3
M 5.4 30.9 47.3 141 2.4
R 5.0 26.2 41.4 23.9 3.6
Total 5.0 26.9 45.3 20.5 23

51. Teachers can be classified fairly as “superior,”
“competent,” or “needs improvement” on the basis
of the criteria.

G 3.2 28.9 34.7 21.1 12.0
M 23 30.8 29.5 26.8 10.6
R 5.3 324 26.8 22.7 12.6
Total 3.9 31.0 29.7 23.4 11.9

52. The criteria should be evaluated frequently by teach-
ers and observers in order that the criteria may be
modified for increased effectiveness.

G 19.9 69.5 9.0 0.6 1.0
M 18.6 67.8 11.6 1.7 0.3
R 19.0 69.0 8.8 22 0.9
Total 19.1 68.8 9.7 1.6 0.8

53. Criteria developed for use in classroom observations
were appropriate for all subject-matter areas,

G 1.3 14.7 40.4 29.2 14.4
M 2.7 21.3 35.9 29.2 11.0
R 2.6 25.1 28.9 29.0 144
Total 2.2 21.2 34.0 29.1 13.5

54. Criteria developed for use in classroom observations
were also appropriate for areas of specialized serv-
ices, sich as library and counseling services.

55. Teaching at elementary and secondary levels is suf-
ficiently different that the criteria should reflect
these differences.

Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 15.2 52.3 20.6 11.0 0.9
M 12.3 45.0 256.5 14.9 2.3
R 12.0 58.4 17.8 9.5 2.2
Total 13.0 53.1 20.7 114 1.9

56. Each of the criteria should be used by observers in
evaluating each lesson observed.

G 5.5 44.4 22.6 20.6 7.1
M 6.7 40.2 21.9 26.3 6.0
R 7.3 45.8 16.0 21.7 9.1

Total 6.6 43.9 19.4 224 7.7

57. Developing the criteria and having them available
for teacher use was a major benefit of the experi-
mental program.

G 8.3 63.6 30.1 5.9 2.2
M 8.3 417.0 31.7 11.0 2.0
R 12.1 3.9 | 22.7 8.0 3.4
Total 10.0 51.9 27.2 8.2 2.7

58. Possessing a copy of the criteria resulted in a
greater sense of security for those teachers volun-
teering for observation.

G 10.3 53.2 27.9 7.1 1.6
M 10.0 48.8 29.4 9.7 2.0
R 14.9 50.8 22.0 - 9.1 3.2
Total 12.3 50.9 25.7 8.7 24

59. Differences in interpretations of the criteria by
observers was a major weakness of the experimental

program.
G 17.0 37.9 34.4 9.0 1.6
M 17.7 38.8 32.8 9.0 1.7
R 19.1 42.1 25.7 11.9 1.2
Total 18.2 40.0 30.0 10.3 14

60. Some observers attached more importance to cer-
tain criteria than to others,

G 0.6 8.1 40.1 36.2 14.9 G 20.9 48.2 27.3 29 0.6
M 1.0 79 37.7 38.0 15.7 M 19.3 45.8 28.5 5.1 14
R 1.0 15.7 42.1 27.6 13.5 R 20.9 48.7 21.9 8.0 0.5
Total 0.9 114 40.4 32.8 14.5 Total 20.5 478 25.2 5.8 0.8

‘
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67. Teachers prefer supervisors to make all observa-
tions with respect to the experimental program.

Observations

61. Observers saw a representative sampling of class-

room teaching. it Ao v dmiiod  Dissgres  Dismgrs
cf.i't'fu Sf\r::e‘el B Agree deEll:l-ed Disagree mle!e G 2.9 13.5 31.0 41.9 10.6
G 6.7 401 215 20.5 11.2 = ) 1~ il 410 o
M 77 898 221 238 67 e &0 1By |s 2 A4 80
R 6.8 36.4 16.3 215 19.1 Total 3.9 13.4 27.9 40.2 14.8
Total 1.0 38.3 19.3 21.8 13.6

68. Successful teachers should be used as observers for

62. All observations should be unannounced. making some of the observations.

G 18.6 29.6 19.3 26.0 6.4 G 9.6 40.2 18.0 19.3 12.9
M 8.6 26.3 17.9 '35.9 11.3 M 9.0 32.9 20.3 24.3 13.6
R 26.8 38.6 12.5 16.1 6.0 R 6.3 35.2 18.6 21.8 18.2
Total 19.6 32.7 15.9 24.2 7.5 Total 8.0 36.0 18.9 21.8 15.6

63. Provision should be made for teachers to request
the specific time at which they wish to be observed
for at least fifty per cent of the total number of

69. Some observations should be made by observers
from other administrative units.

observations. G 14.1 52.4 15.1 13.5 4.8

G 6.3 30.4 20.1 27.4 15.8 M 178 493 211 T 20

M 128 394 145 232 101 R 129 86 171 15.7 ]

R 9.0 26.9 15.7 317 16.9 Total 146 49.9 177 12,9 5.0
Total 9.3 31.2 16.6 28.2 147

70. Observers should be aware of the class activities

64. Teachers in the experimental program should be which preceded and which will follow the lesson

observed more than three or four times each year,

observed.
G 30.4 43.9 14.4 9.3 1.9
M 21.3 487 147 117 37 ; 2?3 gg‘:; 23 ;2 g'g
R 242 39.9 14.0 16.6 : : : d - -
s R 36.2 57.6 12 1.6 0.4
Total 25.2 43.4 14.3 12.8 43

Total 35.7 5756 4.4 2.0 0.5

65. During the second year of the program, observers
should have determined the number of observations
for teachers previously selected for a merit inere-

71. At no time should observers request that teachers
change their lesson plans.

ment.
G 8.0 383 37.3 135 29 G 45.8 414 8.0 3.9 1.0
M 35.2 48.2 9.6 4.7 2.3
= = oz = Tt L R 432 a2 8.8 5.8 10
R 74 46.5 26.3 149 5.1 » - . . .
: ; .8 4.9 14
Total 7.0 431 32.7 15.6 o Total 41.8 43.1 8

72. Observers should make comprehensive notes cover-

66. Teachers prefer observers other than their own
ing all aspects of each lesson observed.

principals.
G 115 25.6 27.9 30.4 4.5 G 29.8 57.4 8.3 4.4 -
M 21.3 34.7 21.7 15.3 7.0 M 23.8 67.9 4.6 3.0 0.7
R 9.4 203 23.7 35.6 11.0 R 26.4 57.4 71 7.9 1.2
Total 13.2 25.7 24.3 28.7 8.1 Total 26.7 60.3 6.8 5.6 0.7
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73. Observers need not be specialists in specific subject-
matter areas in order to judge what constitutes

79. Because of the time spent observing those volun-
teering for observations, principals did not have
time to observe other teachers often enough or care-
fully enough.

superior teaching. Pilot Strongly Un- Stronely
Pilot Stronely Un- Strongly Centers Agree Agree decided Disagree Disagree
Centers Agree Agree decided Disagree Disagree G 20.6 35.7 26.4 15.1 2.3
G 7.1 36.3 179 24.1 14.8 M 16.7 33.3 30.0 15.3 4.7
M 5.0 31.0 13.3 27.3 23.3 R 20.9 40.7 17.0 174 4,0
R 6.7 33.7 16.1 26.2 17.3 Total 19.6 37.3 23.2 16.2 3.7
Total 6.3 33.6 15.9 25.8 18.3
80. Teachers had confidence in the competence of their
. . observers.
74. Observers have been suffciently well acquainted with
the subject-matter content of classes to make mean- G 4.2 248 40.2 20.9 10.0
ingful observations and suggestions for improve- M 6.0 21.7 356.1 22.7 14.4
ment. R 7.3 31.2 27.4 18.1 16.0
G 8.7 30.6 32.6 19.4 8.7 Total 6.2 26.9 33.0 20.0 13.8
M 8.7 32.6 27.2 21.8 9.7
R 8.5 40.3 20.7 20.0 10.5
Total 8.6 35.4 25.8 20.4 9.8 Conferences

75. Observers tried to leave the impression that they
were better informed than teachers regarded them

to be.
G 4.8 19.0 48.9 22.2 5.1
M 7.0 19.7 44.5 23.4 5.4
R i1.3 24.3 28.8 30.2 5.3
Total 8.3 21.6 38.7 26.1 5.3

76. Observers have indicated superior knowledge of

81. Conferences between teachers and observers have
been of genuine value in helping bring about addi-
tional improvement in instruction.

G 7.4 32.8 40.8 14.5 4.5
M 12.0 33.3 39.0 9.0 6.7
R 13.9 39.6 23.9 15.5 7.0
Total 11.4 36.1 32.8 13.5 6.2

82. Conferences were of sufficient length to permit time
for mutual discussion of specific aspects of the
teaching-learning situation.

how learning best takes place. G 4.2 40.2 46.3 11 2.3

G 4.2 15.4 51.1 24.4 4.3 M 8.3 33.9 435 10.6 3.7

M 3.4 14.1 46.5 28.3 7.7 R 13.3 45.0 23.1 15.2 3.5

R 10.0 246 30.8 28.5 6.1 Total 9.4 40.7 35.1 11.7 3.2
6.6 19.2 40.7 273 6.2

Total

77. Teachers tended to “put on a show” while observers

83. Experiences in the experimental study indicate that
satisfactory observations and conferences cannot be

were in the classroom for evaluation purposes. rushed.
G 18.3 276 315 17.0 55 G 10.6 60.8 28.0 0.6 =
¥ o . e =13 =7 M 173 555 %.6 o o7
R 5.9 312 167 381 6.0 R 18.7 68.0 11.4 14 0.8
T 3 62.5 9. g 0.3
Total 19.3 29.2 24.6 21.7 5.2 Yotal e e s e

78. Taking of notes by observers while in the classroom

was a source of teacher annoyance.

84. The places provided for conferences between teach-
ers and observers were sufficiently private for con-
ferences of a professional nature.

G 7.0 19.9 34.6 30.8 7.7 G 9.7 51.0 336 3.9 1.9
M 6.7 273 30.7 31.7 3.7 M 11.6 41.2 385 7.0 1.7
R 15.4 26.5 16.0 33.8 8.3 R 15.0 56.2 133 10.1 5.5
Total 10.7 24.9 25.2 32.4 6.9 Total 12.6 50.6 25.9 7.5 3.4
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Conferences 91. During teacher-observer conferences, observers con-
tradicted themselves from one conference period to
85. An atmosphere conducive to the mutual sharing of another.
ini i i 1 il Un- ]
opnions provaled duing contersncs bobveen ob- Sy O g
= S - G 2.6 11.4 58.0 22.5 5.5
Conters  “Awres’  Agres  dooed  Disgres  Somely M 3.0 138 546 243 14
G 6.1 34.3 48.2 7.8 2.6 R 6.5 15.3 37.6 35.7 4.9
M 11.4 31.4 46.8 7.0 3.3 Total 44 13.8 47.9 29.0 5.0
R 12.1 475 24.4 10.7 5.3
Total 10.0 39.5 37.3 8.9 4.3

92. During conference periods,
stressed insignificant aspects of that which was ob-

observers too often

86. Evidence recorded during each observation has been served.
sufficiently complete for satisfactory conferences. G 4.9 19.9 51.6 20.9 2.6
G 49 338 545 42 2.6 M 59 205 630 2 185 2
M 9'4 27'1 50-5 9.4 3'7 R 8-2 2717 2917 30‘5 3;9
R 9.1 48.5 27.6 10.1 4.7 Total 6.6 23.5 42,2 24.5 3.1
Total 8.0 38.6 41.4 8.3 3.8
93. Observers displayed weakness in not being frank
87. During conference periods, observers emphasized with teachers.
specifics leading to improved teaching. G 4.6 17.5 53.9 991 2.0
G 3.2 21.7 54.4 16.2 4.5 M 5.1 25.3 45.5 20.2 4.0
M 2.7 26.9 55.7 11.1 3.7 R 6.1 17.9 30.7 38.4 6.9
R 5.5 43.9 26.3 18.2 6.1 Total 5.4 19.8 41.2 28.9 4.7
Total 4.0 33.1 42.1 15.8 5.0

88. During conference periods, observers were sym-

pathetic to teacher objections and differences of

94. An opportunity should be provided for teachers to
evaluate their own teaching by using the same
mimeographed form as used by the observers.

opinion.
G 3.6 1.7 53.1 8.1 3.6 G 14.8 56.1 246 4.2 0.3
M 43 29.4 488 12.7 a7 M 12.1 57.9 24.9 3.7 14
R 6.8 43.6 30_2 14_8 4-6 R 15.5 60.4 18-5 4.4 1.2
Total 5.2 36.5 41.6 12.4 4.3 Total 14.4 58.5 21.9 4.2 1.0

89. Teachers observed for evaluation purposes desired
specific, down-to-earth suggestions for improving
their teaching.

95. Teachers had a tendency to agree with observers
during conferences and afterwards ecriticize them
because of their comments.

G 19.4 52.6 25.5 1.9 0.6
M 16.8 46.1 33.0 3.0 1.0
R 19.7 59.0 15.7 4.5 1.2
Total 18.8 53.7 23.1 3.4 1.0

G 9.4 24.0 47.7 15.6 3.2
M 7.1 26.9 45.3 17.1 3.7
R 10.7 31.9 26.3 26.4 4.6
Total 9.4 28.3 37.4 20.9 4.0

90. During conference periods too much time was spent
in discussing the detailed notes which had been
made by observers.

96. During conferences observers acted as if they knew
all the answers.

G 4.2 15.9 55.5 22.4 1.9 G " 5.5 9.4 52.4 29.1 3.6
M 3.0 205 54.4 20.5 17 M 4.4 16.1 47.0 28.2 44
R 10.6 30.7 26.3 29.7 26 R 10.7 32.0 26.4 26.4 45
Total 6.8 23.8 420 25.2 2.2 Total 7.5 21.3. 39.4 27.7 4.2
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103. The supervisor as an observer was understanding
when personal problems of teachers tended to affect
classroom performance adversely.

i ' Conferences

97. Observer suggestions for improving instruction re-

flected a thorough understanding and appreciation Pilot Strongly Un- Strongly
of what the teacher and students were trying to Centers Agres Agree decided  Disagree Disazree

| accomplish. G 4.9 29.2 57.8 6.5 1.6

| B T 0. Strongly M TR 32.2 49.3 7.7 3.0

) en gZree gree ec isagree isagree

:._ G 56 556 557 153 3.9 R 6.8 43.0 34.6 10.7 4.9

. M 4.0 276 51'9 135 3.0 Total 6.5 36.2 45.2 8.7 3-5

[ R 6.6 39.2 33.3 15.3 5.7

| Total 4.7 32.2 44,6 14.0 4.5

104. The responsibility for making evaluations should
rest solely with the building principal.

98. Teachers and observers had little trouble in estab- G 3.5 9.0 19.3 46.6 21.5
lishing rapport at teacher-observer conferences. M 2.3 9.0 23.7 43.3 21.7
G 7.8 29.8 54.7 52 2.5 R 5.7 11.3 24.2 38.9 20.0
L o4 80:5 5440 6.7 24 Total 42 10.0 2.7 42.3 20.9
R 6.1 48.1 32.7 10.6 2.5
Total 6.7 38.1 44.7 8.0 2.5
105. A fair evaluation of teaching can be made by a
single observer.
Evaluation G 0.9 7.1 10.3 43.9 37.1
h d ir in thei M 1.3 6.4 11.7 47.8 32.8
99. Obsmt!rs ave made every effort to be fair in their ® 58 73 119 39.9 381
evaluations.
G 9.4 7.1 41.9 6.8 4.2 Total 1.9 7.2 114 43.2 36.4
M 7.3 27.3 40.0 16.7 8.7
R 12.1 38.0 26.3 14.8 8.9
Total 10.1 34.9 344 13.0 7.6 106. A fair evaluation of teaching can best be made by

100. Principals made ratings without prejudice and per-

sonal bias.
G 9.7 30.56 42.2 114 6.2
M 7.6 25.3 42.9 14.6 9.6
R 13.9 31.7 26.9 124 9.2
32.2 35.5 12.8 8.6

Total 11.0

101. Supervisors made ratings without prejudice and

two or more observers.

G 15.8 46.0 14.8 15.1 8.4
M 15.9 54.7 15.2 7.8 6.4
R 13.2 47.7 18.3 13.0 7.8
Total 14.6 49.1 16.5 12.2 7.6

107. The rating a teacher receives, in large measure, is
dependent on the nature and ability of the students

in the class that is observed.

personal bias. G 14.9 37.0 19.8 23.4 4.9

G 8.1 29.9 49.4 9.1 3.6 M 12.7 15.0 17.0 19.7 5.7

M 8.4 26.9 465 10.4 T R 175 13.6 14.9 18.9 5.1

R 94 32.0 32.8 14.3 116 Total 15.4 422 16.8 20.4 5.2
Total 8.8 29.9 411 11.8 8.3

102. The principal as an observer was understanding
when personal problems of teachers tended to affect

108. Teaching has been evaluated exclusively in terms
of the classroom performance of the teacher during
the experimental program.

G ch&sm:;_: perfo;: oa e ai;e: Y 55 23 G 11.3 41.6 35.5 9.4 2.3
M 7.1 31.1 50.0 7.8 4.1 M 7.1 40.3 39.3 114 2.0
R 16.4 b2.1 21.5 7.0 3.1 R 114 44.7 30.5 10.0 34
Total 11.4 41.9 36.8 6.8 31 Total 10.2 42.6 34.3 10.2 2.7
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Evaluation 115. Observers can be more objective with teachers whom
they do not know.
109. Evaluation of teaching throughout the school has Pilot Strongly Uﬂ' - Strongly
been on a more systematic basis since the beginning EMacs Agios AyTin el gree L i
of the experimental program. G 11.9 52.1 27.7 8.0 0.3
Pilot Strongly Un- ) Strongly M 18.0 47.7 24.0 7.7 2.7
e Ao Ak deddd.  Dlwavés | Disagies R 15.0 196 19.2 13.2 3.0
G 3.9 29.9 39.3 21.4 5.5
R 10.0 37.8 29.4 15.9 6.9
Total 6.5 31.8 38.1 17.9 5.8
Morale

110. Observers were often influenced in their judgments
of teachers by factors other than classroom teach-

116. There has been improvement in teacher morale
since initiation of the experimental program.

ing. G 0.6 10.6 25.6 34.3 28.8

G na 27.7 47.7 14.2 2.6 M 1.7 11.8 34.2 315 20.8

M 13.3 26.0 41.3 16.0 33 R 1.6 11.8 24.4 32.3 29.9

R 15.8 36.9 26.5 18.6 2.2 Total 1.3 11.4 275 32.6 27.3
Total 12.9 315 36.4 16.6 2.6

111. Teachers should have an opportunity to evaluate
supervisors and principals who served as their ob-

117. Teachers have given evidence of greater personal
satisfaction with their teaching since the initiation
of the experimental program.

Servers.

G 20.3 42.8 15.8 17.7 3.5
M 25.3 41.3 223 8.7 2.3
R 23.8 38.3 20.3 15.0 2.7
Total 23.2 40.4 19.6 14.0 2.8

112. Observers, in their evaluations, gave adequate con-
sideration to “imposed variables.” such as class size

G 0.6 17.0 30.8 33.3 183
M 2.3 17.3 37.0 27.7 15.7
R 3.6 20.9 221 30.8 22.7
Total 2.4 18.9 28.5 30.7 19.6

118. Teacher-student relationships have improved as a
result of the experimental program.

and physical surroundings. G 0.6 12.2 36.2 36.5 14.4

G 2.9 33.3 46.6 9.7 74 M 1.0 13.4 44.0 29.5 12.1

M 7.3 28.0 47.0 1137 6.0 R 2.0 17.1 31.0 32.2 17

R 6.0 36.3 36.7 143 6.7 Total 14 14.7 35.9 32.7 15.3
Total 5.5 33.2 42.3 12.3 6.7

113. Principals demonstrated that they were qualified to
evaluate what constitutes outstanding teaching.

119. Teacher-supervisor relationships have improved as
a result of the experimental program.

G 4.5 32.0 46.3 12.3 4.9
M 6.7 23.7 49.7 13.0 7.0
R 9.2 40.8 32.4 10.4 74
Total 7.2 33.7 41.0 11.7 6.5

G 0.3 13.8 40.4 30.1 15.4
M 3.0 16.8 43.0 26.9 10.4
R 2.0 24.3 243 31.1 18.3
Total 1.8 19.3 34.0 29.5 15.4

114. Principals tend to rate teachers under their imme-
diate supervision more generously than do “outside”

120. Rapport between teachers and principals has im-
proved since the initiation of the experimental pro-

observers. gram.
G 2.6 23.0 44.3 26.2 39 G 1.9 16.3 38.5 28.6 14.7
M 4.7 19.6 50.2 18.3 7.3 M 1.3 17.8 42.6 28.9 9.4
R 3.5 30.0 33.6 26.1 6.9 R 3.8 19.3 324 29.2 15.3
Total 3.5 25.2 41.1 24.0 6.2 Total 2.6 18.0 37.0 28.7 13.6
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Morale

121. Rapport among teachers themselves has improved
since the initiation of the experimental program.

127. The prestige of teachers who volunteered for ob-
servation in the experimental program but who did
not receive merit increments has been adversely

Pilot Strongly Un- Strongly

Centers Agree Agree decided Disagree Disagree
G — 10.6 32.8 37.3 19.3
M 1.7 12.1 35.9 35.6 . 14.8
R 1.4 8.2 24.7 38.2 27.5
Total 11 9.8 30.1 37.2 21.8

affected.
Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 11.9 237 38.56 21.56 4.5
M 12.0 33.0 36.3 15.0 3.7
R 15.5 26.5 33.8 22.2 2.0
Total 13.6 27.5 35.8 20.1 3.1

122. A sense of insecurity has been more evident among
teachers since the initiation of the experimental pro-

128. The prestige of those not volunteering for observa-
tions has increased more than that of those volun-

gram. teering for observation.
G 9.6 23.1 36.9 27.2 4.2 G 1.6 6.5 44.8 38.7 8.4
M 6.0 24.8 36.5 25.8 7.0 M 3.7 10.8 40.5 39.2 5.7
R 16.7 36.0 22.5 20.5 43 R 41 114 39.6 38.8 6.1
Total 11.8 29.3 30.1 23.8 5.0 Total 3.3 9.9 41.3 38.9 6.6

123. The experimental program of teacher merit pay has
resulted in undesirable competition among teachers.

G 10.9 28.3 31.8 25.7 3.2
M T4 26.4 31.8 27.8 6.7
R 22.8 31.5 21.6 19.8 4.2
Total 15.4 29.2 27.3 23.5 4.6

124. The experimental program of teacher merit pay has
fostered jealousy among teachers.

G 12.2 37.0 29.3 18.3 3.2
M 16.4 35.6 22.8 19.5 5.7
R 28.4 36.4 17.1 15.3 2.8
Total 20.7 36.5 21.9 17.2 3.7

125. Recognized professional rights of teachers were vio-
lated in the experimental program of teacher merit

pay.
G 4.2 10.3 42.4 38.6 4.5
M 8.1 19.9 44.3 23.7 41
R 11.0 17.56 38.0 28.0 5.5
Total 8.3 16.1 40.9 29.8 4.8

126. The morale of teachers who volunteered for ob-
servation in the experimental program but who did
not receive merit increments has been seriously

damaged.

129. Principals were partial to teachers who volunteered
to be observed as part of the experimental program.

G 3.9 94 26.9 47.6 12.3
M 3.0 11.8 36.1 37.8 11.2
R 5.6 12.5 27.1 43.6 11.3
Total 4.4 114 29.5 43.2 11.5

130. Teachers have felt free to discuss the experimental
program among themselves.

G- 45 48.4 12.9 25.2 9.0
M 71 44.0 17.8 23.8 7.4
R 3.3 27.9 14.3 33.2 21.4
Total 4.7 37.8 14.9 28.5 14.2

131. Teachers have felt free to discuss the experimental
program with administrative and supervisory per-

sonnel.
G 3.9 37.0 29.2 20.1 9.7
M 34 29.2 31.2 26.2 10.1
R 3.0 28.7 19.9 30.5 17.9
Total 3.3 31.2 25.5 26.5 13.6

132. Teachers have felt free to discuss the experimental
program with people outside the profession.

G 17.9 324 324 14.1 3.2
M 15.3 32.7 33.0 15.7 33
R 205 32.3 279 17.7 18
Total 184 32.6 30.3 16.2 2.6

G 3.2 22.9 30.3 32.6 11.0
M 3.4 18.9 29.3 36.7 11.8
R 3.1 19.3 204 36.56 20.6
Total 3.2 20.2 25.5 35.5 15.6




Morale

133. There was too much secrecy and “hush-hush” about
all phases of the experimental program.

C::Ib:is SH;:SY Agree de‘gﬂi-ed Disagree gm:ﬂz
G 16.5 23.2 23.2 31.0 6.1
M 23.2 33.6 21.1 17.5 4.7
R 28.1 2.7 20.2 17.7 6.3

Total 23.6 28.0 21.3 21.3 5.8

Improvement Of Instruction
And Other Outcomes

Appendix S-1 133

139. Instructional materials and equipment have been
used more widely by teachers volunteering for ob-

servations.

Cfrit?e:'s S‘;:rrl:el ¥ Agree d:gir:i-ed Disagree SD&;:";ﬂi
G 8.7 34.6 35.0 16.8 4.9
M 8.0 35.8 331 174 5.7
R 15.3 41.3 20.0 18.1 5.3

Total 11.5 38.0 277 17.5 b.3

140. The experimental program has resulted in increased
creativity in teaching throughout the school, with
emphasis on the maximum development of each

student.
L B G e T
dents throughout the school. M 4.0 248 40.8 24.8 5.1
G 1.9 20.1 27.8 37.5 12,6 R 12 30.6 278 aa Bl
M 3.4 19.7 35.8 29.8 11.4 Total 4.9 25.0 34.7 27.4 8.0
R 6.3 28.2 25.0 242 16.3 '
Total 43 23.5 28.6 29.5 14.0

135. Participation in the experimental program has re-

141. The experimental program has resulted in increased
creativity in teaching on the part of the teachers
volunteering for observations.

sulted in improved educational benefits to those
students whose teachers volunteered to be observed.

G 3.9 21.4 33.3 32.0 9.4

M 4.0 24.1 37.1 24.1 10.7

R 6.5 30.5 265.5 23.2 14.3
Total 5.1 26.0 30.8 26.0 12.0
136. The experimental program has resulted in increased

planning on the part of all teachers.

G 2.6 27.5 25.6 35.3 9.1

M 6.0 30.9 28.2 27.2 A

R 10.3 38.8 19.2 22.0 9.7
Total 7.0 33.3 23.4 27.2 9.0

G 3.2 35.6 39.2 16.5 5.5
M a7 38.0 138 17.9 3
R 9.6 a8 228 19.1 6.7
Total 6.5 36.4 32.9 180 6.1

142. As a result of the experimental program, all teach-
ers placed increased stress on individual differences.

G 1.2 19.2 44.2 30.2 5.2
M 5.7 20.7 45.5 24.1 4.0
R 5.4 28.4 28.8 29.8 7.5
Total 4.3 23.7 37.6 28.5 5.9

137. The experimental program has resulted in increased
planning on the part of teachers volunteering for

143. Teachers volunteering for observation in the exper-
imental program have placed increased stress on

observations. individual differences.
G 14.2 43.5 22.3 10.4 4.5 G 3.2 25.9 48.9 17.5 4.5
M 10.1 36.4 31.7 15.8 6.1 M 4.7 27.2 44.6 19.5 4.0
R 16.0 49.7 16.1 - 11.9 6.3 R 14 32.7 32.1 21.0 6.5
Total 13.9 45.8 22.0 12.5 5.8 Total 5.7 29.3 40.2 19.6 5.3

138. Instructional materials and equipment have been
used more widely by all teachers during the school’s
participation in the experimental program.

144. The experimental program has resulted in all teach-
ers using class time more productively.

G 3.9 223 36.9 30.1 6.8
M 7.7 28.5 33.6 23.8 6.4
R 115 432 17.0 21.8 6.5
Total 8.4 33.3 27.0 24.8 6.6

G 2.6 14.6 40.8 33.0 9.1
M 5.4 26.4 38.5 25.1 4.7
R 7.7 30.6 26.9 25.7 9.1
Total 5.6 25.0 34.0 27.6 7.9
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Improvement of Instruction
and Other Outcomes

145. The experimental program has resulted in more pro-
ductive use of class time by teachers who volun-

teered for observation.

Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 5.8 317 36.6 19.7 6.1
M 6.7 29.4 38.6 20.4 5.0
R 9.5 37.5 27.2 18.2 7.7
Total 7.7 33.7 32.9 19.2 6.5

146. The experimental program has resulted in all teach-
ers’ using more effective means for motivating stu-

dents.
G 1.9 15.5 39.2 36.9 6.5
M 5.4 26.8 36.8 24.8 6.4
R 7.1 29.1 30.6 25.5 7.9
Total 5.1 24.7 34.6 28.6 7.0

151. The experimental program has resulted in more
effective use of the techniques of evaluation by
teachers volunteering for observations.

Pilot Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 3.8 32.8 41.9 18.2 3.9
M 3.4 29.3 44.8 17.9 4.7
R 3.6 31.0 27.5 27.9 9.9
Total 3.4 31.1 36.1 22.5 6.8

152. The experimental program of teacher merit pay has
discouraged teachers from trying new ideas and

new methods.
G 1.9 11.6 30.1 48.4 8.1
M 3.7 10.4 264 48.2 11.4
R 6.1 141 21.4 49.1 9.3
Total 43 124 25.1 48.7 9.5

147. The experimental program has resulted in more

153. Principals have exerted more effective leadership in
the improvement of the instructional program since
the initiation of the experimental program.

effective motivation of students by teachers who vol-

unteered for observations. G 4.9 19.4 37.2 31.7 6.8

G 5.2 29.2 413 19.7 4.6 M 5.0 21.5 45.3 £0.8 14

M 6.7 31.0 374 20.5 44 R 8.8 34.7 30.2 18.4 8.0

R 8.6 35.6 30.0 18.7 7.4 Total 6.7 26.7 36.3 22.8 7.5
Total 7.0 32.3 35.6 19.4 b.8

148. The experimental program has resulted in a better
emotional climate in all classrooms.

G 0.3 8.8 33.8 45.8 11.4
M 1.7 15.8 41.4 32.3 8.8
R 3.6 15.2 29.3 36.8 15.2
Total 2.2 13.5 33.8 38.1 12.4

149. The experimental program has resulted in a better
emotional climate in the classrooms of those teach-
ers who volunteered for observations.

G 3.2 14.2 45.3 29.1 8.1
M 3.0 19.5 45.0 25.5 7.1
R 4.0 21.4 31.2 32.0 11.5
Total 3.5 18.9 38.9 294 9.3

150. The experimental program has resulted in all teach-
ers using the techniques of evaluation more effec-

154. Teachers are more convinced than ever before that

merit pay can be made to work.

G — 7.4 30.4 31.7 30.4
M 2.3 7.3 26.7 32.3 31.3
R 3.4 10.5 22.9 29.0 34.2
Total 2.2 8.7 26.0 30.8 32.4

155. Teachers have made a conscientious effort to be

open-minded about the experimental study.

G 9.3 54.0 19.9 12,5 4.2
M 8.0 45.7 24.3 14.0 8.0
R 9.0 51.3 19.6 14.1 6.1
Total 8.8 50.5 20.9 13.6 6.1

156. Teachers have accepted their individual responsi-
bilities for the operation of the experimental pro-

tively, gram,
G 1.6 18.4 38.4 35.2 6.5 G 5.5 57.3 23.9 11.3 1.9
M 2.3 30.8 36.8 25.4 4.7 M 5.7 47.3 29.3 12.0 5.7
R 3.b 311 27.8 28.0 9.6 R 9.0 61.4 20.6 6.5 2.5
Total 2.6 27.3 33.3 29.4 7.4 Total g5 56.5 23.9 9.3 3.2
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157. Teachers have been professional in their treatment
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163. During the experimental program, teachers have de-
veloped increased respect for the professional com-
petence of their principals.

of confidential information resulting from partici-
pation in the experimental program.

s by <-4 Agree dectded ez Doy
G 4.5 44.1 26.0 18.0 7.4
M 6.4 37.1 33.1 171 6.4
R 7.1 44.6 20.9 17.0 10.56

Total 6.2 42.4 25.6. 173 8.5

158. The experimental program has encouraged teachers
to use self-evaluation as a means of improving their

teaching.
G 4.2 49.2 29.6 "13.8 3.2
M 9.0 47.0 26.0 14.3 3.7
R 9.0 53.4 19.8 12.2 5.5
Total 7.7 50.5 24.2 13.2 4.4

159. The experimental program has stimulated the pro-

Pilat Strongly Un- Strongly
Centers Agree Agree decided Disagree Disagree
G 4.8 22.3 42.9 21.9 8.1
M 3.4 25,1 39.8 21.7 10.0
R 6.7 34.8 30.9 19.9 7.7

Total 5.3 28.6 36.6 21.0 8.5

164. During the experimental program teachers have de-
veloped increased respect for the profession com-
petence of their supervisors.

G 1.9 18.1 52.6 20.6 6.8

M 4.7 24.3 44.3 18.7 8.0

R 4.7 26.9 37.3 21.0 10.2
Total 3.9 23.6 43.6 20.2 8.7

165. Additional supervisors are needed for the effective
administration of this type of merit pay program.

fessional growth of all teachers—those who volun- G 19.9 424 27.0 8.7 1.9

teered for observations and those who did not. M 26.7 39.7 23.0 7.0 3.7

G 1.9 22.2 32.5 34.1 9.3 R 23.4 40.5 17.1 11.4 7.7

M 60 31.0 28.3 24.0 10.7 Tctal 23_3 40-8 21-5 9'5 5-0
R 4.4 33.1 279 24.6 10.1
Total 4.1 29.6 29.1 271 10.1

160. The professional growth of teachers volunteering

166. The experimental program has been a major factor
in causing teachers to leave this administrative unit.

for observations has been greater than that of the G 6.8 17.1 39.4 271 9.7

other teachers. M 74 13.7 37.8 29.8 11.4

G 2.3 20.3 36.7 315 9.3 R 9.3 2L.9 875 241 18

M 3.3 14.0 36.3 32.0 14.3 Total 8.1 18.4 38.1 26.4 9.0
R 6.7 22.2 295 29.7 12.0
Total 45 195 333 30.8 11.9

161. The experimental program has encouraged profes-
sional growth among administrators.

G 5.2 23.7 53.3 12.7 5.2
M 3.4 24.8 47.7 16.1 8.1
R 5.5 35.1 35.1 17.0 7.3
Total 4.8 29.1 43.5 15.6 6.9

162. The experimental program has encouraged profes-
sional growth among supervisors,

167. The experimental program has been a major factor
in attracting teachers to this administrative unit.

G 0.3 3.2 42.8 40.2 13.5
M LT 5.0 34.0 40.0 19.3
R 1.6 71 34.8 35.4 21.1
Total 1.3 5.4 36.8 38.0 18.5

168. A program of teacher merit pay, with provision for
modification of procedures, should be continued in

this administrative unit,

G 42 235 56.9 10.8 4.6 G 4.9 15.6 31.2 23.7 24.7
M 3.7 25.1 438.8 147 7.7 M 5.7 12,5 35.0 18.9 28.0
R 4.7 313 39.8 17.0 7.2 R 43 16.6 28.0 15.8 35.3
Total 4.3 -27.5 46.9 14.7 6.6 Total 4.3 15.1 30.8 13.9 30.3
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175. Teachers with only a few years of teaching expe-
rience were more willing to accept suggestions for
improvement than those with more experience.

Observers (Completed by obsevers only.)

169. As a result of participation in the experimental

p::u:g:am, obser:er: b:lcl-ame more aware of what con- G 6.3 375 18.8 37.5 A
DEGARS Nipetar Thaoane M 188 313 = 50.0 —
G 47.1 41.2 11.8 — —_— R 27.3 21.2 6.1 45.4 —
M 29.4 47.1 11.8 11.8 —
Total 20.0 217. 78 44.6 —
. R 41.1 52.9 2.9 2.9 — L)
1 Total 39.7 48.5 74 4.4 —

176. Observers felt that non-complimentary evaluations
of teachers would likely lessen the possibilities of

Il 170. Observers felt that effective use of the follow-up effective communication and improvement in the

conference was the major key to the effectiveness of

2 future.
the experimental program. = 5 ]

— 25.0 18. : —
| ; ﬂ'; ;;'z 1?2 i'g == M 6.3 188 188 56.3 =
! : : 2 : — R . 42.4 121 42.4 =
'l R 39.4 57.6 3.0 == = s

Total 3.1 '32.3 15.4 49.2 s
| Total 418 418 7.5 3.0 — -

177. Observers felt that the informal, leisurely confer-
ence with teachers was superior to the formal, down-
to-business type of conference.

171. Observers profited more from the teacher-observer
conferences than did teachers themselves.

G 25.0 375 25.0 12.5 - a = — 5a ~ o=
. 1: 2i'2 ii‘g zz'g ;i': S M 18.8 50.0 6.3 25.0 =
' - : : - =L R 21.2 54.5 9.2 121 3.0
| Total 20.0 27.1 27.7 24.6 — Total 185 56.9 9.2 13.8 15

172. During the conferences, observers profited more
from the comments of experienced teachers than
from those of less experienced teachers.

178. Teachers seemed easily frustrated when observers
made suggestions for improving their teaching.

G 6.3 18.8 18.8 50.0 6.3 G = 6.3 6.3 75.0 12.5
R 152 454 273 121 — R — 9.1 6.1 2.7 12.1
' Total 9.2 35.4 24.6 27.7 31 Total 1.6 94 8.3 719 10.9

i 173. Observers often felt inadequate because they were 179. Teachers overlooked the fact that observers, with
;] not “experts” in the subject area of the class being different backgrounds, would naturally tend to em-
|

i observed. phasize different aspects of classroom teaching.
\ G 6.3 31.3 12.5 37.5 12.5 G 12,5 43.8 31.3 12.6 -
i M 6.3 376 6.3 438 6.3 M — 33.3 33.3 26.7 6.7
i R 15.2 39.4 12.1 243 . 9.0 R — 39.4 30.3 27.3 3.0
i Total 10.8 36.9 10.8 32.3 9.2 Total 3.1 39.1 31.3 234 31

180. Teachers should be aware of the problems which

bif 174. Observers tended to be generous in their evaluations
| observers have during observations and follow-up

i of teachers, particularly if they were somewhat un-

certain about that which was observed. conferences,

G == 625 63 25.0 63 G 315 438 6.3 12,5 ==
it M 6.3 25.0 6.3 62.5 = M 6.7 53.3 33.3 6.1 "
r* R 9.1 30.3 21.2 39.4 = R 15.1 66.6 15.1 3.0 =
;} Total 6.2 36.9 13.8 415 15 Total 1838 57.8 172 6.3 =
M= :
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Appendix S-11

A Percentage Analysis of Reactions to Sixty Representative Statements
from the Opinionnaire, “A Study of the North Carolina Experimental
Program of Teacher Merit Pay,” in Terms of Recipients
and Nonrecipients of Merit Pay Increments

Percentages used in this appendix were derived in terms of the exact number of respondents in each pilot center to
each of the statements in the opinionnaire. An average of 310 individuals in Gastonia, among the 312 whose forms were
used, responded to each item of the opinionnaire; in Martin County, the average was 299 from among 302; and in Rowan
County, the average was 498 from among 507.

“G” stands for Gastonia; “M” for Martin County; and “R” for Rowan County. In the next column “R” stands for re-
cipients of merit pay increments”; and “NR,” for “nonrecipients.”

1. The idea of merit pay is basically sound. 11. Evaluation for merit salary increments should be
based solely on the teacher’s professional job per-

3 .
. 2% » . " .‘.}! formance in the classroom.
§ 5.2 £ H i3 & F
§-— aE's g =] = o H » a8
&S E “g < < 2 £ 53 2 E » "
] g @ ) 5] ol 5.2 g . 8 C E
{ z 22 3%3 £ E L]
: £5 592 £ 3 =¥ £
& R 16.7 52.1 16.7 10.4 4.2 © g é @ wR
NR 6.1 34.4 21.0 24.8 13.7 = e e i 250 ok
R 13.5 51.9 13.5 7.1 13.5 G
i M NR 10.3 29.3 14.4 28.5 175
i e a3 &1 AS i =62 R 15.0 20.8 17.0 5.8 11.3
! R 20.0 47.8 17.8 6.7 7.8 M
,' R NR 10.7 19.4 16.1 38.0 15.7
i AR ol =5 204 = &4 R 11.1 18.9 7.8 49.8 14.4
' R
' Tl T T4 W 168 = A NR 82 186 134 337 262
! 6.5 275 217 23.0 21.3 R 14.1 22.5 12.0 38.7 12.6
i Total
E NR 9.5 21.9 14.4 33.3 20.9
[ 4, Outstanding classroom teaching can be measured
; objectively. 17. Merit pay promotes professional ethics among teach-
& R 42 417 33.3 16.7 4.2 ers, administrators, and supervisors.
i G R 6.3 16.7 33.3 27.1 16.7
; NR 15 28.4 30.3 28.4 11.4 G
R 148 50.0 218 5.0 19 NR 1.1 12.1 242 33.0 295
i M ' ) R 11.1 11.1 37.0 25.9 14.8
i NR 7.9 38.3 19.2 25.0 9.6 M
} = o h _— ot NR 45 12.8 21.8 28.8 32.1
I R g 2 : : 3.4 5 R 10.0 16.7 244 30.0 18.9
| - NR ; 4 k : .
: . . B NR 15 127 188 293 378
] R 12.0 48.2 25.1 11.5 3.1 R 9.4 15.1 30.2 28.1 17.2
Total Total
} NR 41 32.5 25.8 24.7 13.0 NR 2.2 125 21.2 30.2 33.9
H
%
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| ' 20. A program of teacher merit pay encourages self- 36. Teacher orientation relative to the experimental
! evaluation. program was satisfactory.
? 2 % n-. »8 2 g » 23
| iy o o4 b OB o#@m B o o4 0§ i
| — i 2 g -]
; &8 E’E a.a?: < =3 é wé ok E“E & < = a @wa
| z z
I " R 43.8 45.8 8.3 2.1 R 68.8 6.3 25.0
| G
B NR 16.3 54.9 17.4 9.5 1.9 NR 3.1 47.1 26.1 19.2 46
f y F W7 50 5.6 3.7 R 5.6 444 222 222 5.6
i M
| NR 19.0 52.5 14.5 9.1 5.0 NR 1.7 22.7 28.9 33.5 13.2
! i R 36.7 56.7 2.2 3.3 11 R 14.4 64.4 8.9 10.0 2.2
! R
i NR 13.7 55.1 14.5 12.0 4.7 NR 3.9 38.3 29.5 20.5 8.0
! R 39.6 52.1 4.7 3.1 0.5 R 8.3 59.9 12.0 17.2 2.6
{ Total Total
NR 15.9 54.4 15.3 10.5 3.9 3.0 36.7 28.3 23.5 8.4

i 22. A program of observations and conferences, with
| emphasis on helping teachers improve, is of more 41. The merit pay study committee has operated on a
| value than a program aimed at evaluating teachers highly ethical basis.

.: for merit pay. R 202 604 10.4

I R 45.7 413 10.9 2.2 G

I NR 95 466 302 9.5 4.2
{ NR 404 45.4 9.6 46 R 185 463  21.8 5.6 1.9
1 R 444 333 222 M

| M NR 4.1 16.4 34.0 28.7 16.8
| NR 409 397 149 3.1 0.8 R 244 500 156 8.9 11
I R 315 416 146 9.0 34 R

{ R NR 6.1 35.5 30.4 15.2 12.7
I NR 51.5 38.7 6.6 2.7 05 24.0 51.6 177 5.7 1.0
i R 38.6 39.2 15.9 43 1.6 Total

f Total NR 6.6 33.6 31.3 17.2 11.4
| 45.5 40.9 9.7 35 0.4

30. In evaluating teachers for merit pay increments,
work with extracurricular activities should be given

a major consideration.

44. A majority of the members of the merit pay study
committee should have been classroom teachers.

t R 229 50.0 14.6 12.5

i . 188 188 - M2 128 NR 160 582 171 80 08
{ NR 6.8 25.1 19.4 38.8 9.9 N R 27.8 57.4 T4 5.6 1.9
i w' 19 EBE  Be. N4l g NR 246 471 201 6.1 2.0
l NR 160 32.9 185 22.6 9.9 N R 25.6 52.2 10.0 12.2

' i N R 133 28.9 16.7 28.9 12.2 — - - - o e
J[ | NR 12.2 35.0 17.8 23.8 11.2 95.5 53.1 10.4 10.4 0.5
! Total

I Total = s e e i 4 NR 19.3 56.9 16.6 6.0 1.2
I? 11.7 31.6 18.4 27.8 10.5

34. The method of administering the experimental pro-
gram of teacher merit pay was practical and sound.

48. The criteria for classroom observation describe su-

perior teaching adequately.

i R 2.1 47.9 25.0 22.9 2.1 & R 6.3 45.8 20.8 22.9 4.2
| ] G .

}; NR 1.5 20.2 36.1 31.6 10.6 NR 3.8 25.0 43.6 20.1 7.6
]i.; R - 28.3 28.3 28.3 15.1 R 3.8 49.1 11.3 30.2 5.7
- M

%I‘ NR 1.6 5.3 31.1 324 29.5 NR 4.5 25.1 28.8 31.7 9.9
Ef B R 13.3 48.9 16.7 17.8 3.3 o R 20.0 53.3 15.6 10.0 11

i NR 0.7 18.5 28.3 27.8 24.6 NR 39 32.9 22.9 28.7 11.5

'1.: R 6.8 42.9 22.0 22.0 6.3 R 12.0 50.3 15.7 18.8 3.1

il Total Total

i' NR 1.2 15.5 31.3 30.1 21.9 NR 4.0 28.6 30.4 27.0 10.0

)
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53. Criteria devéldped for use in classroom observations 73. Observers need not be specialists in specific subject-
were appropriate for all subject-matter areas. matter areas in order to judge what constitutes
2 superior teaching.
S & u. ® Y] -
£ S8 I ] . 8 & cH =
vt S T TR B N | TR D I T T
(5] @ “ = 1= 2< 383 g LE- §
3 g = R Zg 283 gs ) 5% £
. “ © 2 £ @ < = 1)
R 42 146 2.0 417 146 s
G R 16.3 46.9 12.2 14.3 10.2
NR 0.8 14.8 43.2 26.9 144 G
R 1.9 25.2 241 20.6 9.3 NR 5.3 34.4 18.7 26.0 15.6
M R 1.9 44.2 19.2 17.3 17.3
NR 2.6 17.7 39.1 29.6 11.1 M
R 5.6 36.6 50.0 278 111 NR 5.7 27.9 12.3 29.1 25.0
R R 11.4 431 13.6 25.0 6.8
NR 2.0 22.7 31.0 29.3 15.1 R
R 12 30.2 994 31.8 115 NR 5.6 31.6 16.6 26.56 19.6
Total R 10.1 44.4 14.8 20.1 10.6
NR p I 19.1 36.6 28.7 13.8 Total
NR 5.6 31.4 16.1 27.0 19.9

55. Teaching at elementary and secondary levels is
sufficiently different that the criteria should reflect
these differences.

74. Observers have been sufficiently well acquainted
with the subject-matter content of classes to make
meaningful observations and suggestions for im-

= R 12.5 41.7 18.8 25.0 21 provement,
NR 166 542 210 8.4 08 & = 125 438 104 250 8.3
- R 22.2 38.9 25.9 13.0 .- NR 8.0 28.2 36.6 18.3 8.8
NR 98 45.9 25.8 15.6 29 o R 3.8 39.6 22.6 32.1 1.9
B R 12.2 47.8 17.8 21.1 11.1 NR 9.5 30.7 28.2 19.9 11.6
NR 120 611  17.8 6.6 24 5 v S 53.9 157 135 2.2
Total 156.1 43.8 20.3 19.7 1.0 NR 7.2 37.3 21.7 21.5 12.3
(4]
R 11.1 47.4 16.3 21.6 3.7
NR 125 55.1 20.9 9.5 21 Total

8.0 32.9 27.8 20.2 11.1

59. Differences in interpretations of the criteria by ob-

gservers was a major weakness of the experimental 76. Observers have indicated superior knowledge of
program. how learning best takes place.
R 17.0 31.9 31.9 17.0 21 2 R 4.1 16.3 16.3 57.1 6.1
NR 17.0 39.0 34.8 7.6 1.5 NR 4.2 15.3 57.6 18.3 4.6
R 111 356.2 27.8 25.9 o R - 22.6 26.4 43.4 7.5
M
NR 18.7 39.4 34.4 5.4 21 NR 4.2 12.1 50.8 25.0 7.9
B R 10.0 37.8 26.7 24.4 1.1 R 9.1 28.4 21.6 39.8 1.1
R
NR 214 42.9 25.4 9.1 1.2 NR 10.2 23.8 32.8 26.1 T2
R 12.0 35.6 28.3 23.0 1.0 R 5.3 23.7 21.6 46.83 4.2
Total Total
NR 194 40.8 30.5 1 15 NR 6.9 18.2 44.8 23.5 6.6
61. Observers saw a representative sampling of class- 77. Teachers tended to “put on a show” while observers
: room teaching. were in the classroom for evaluation purposes.
G R 10.2 61.2 12.2 143 2.0 R 6.1 245 18.4 32.7 18.4
G
NR 6.1 36.1 23.2 21.7 12.9 NR 20.6 28.2 34.0 14.1 3.1
M R 15.1 60.4 1.9 22.6 T R 5.8 13.56 9.6 556.8 15.4
M
NR 6.2 35.1 26.4 24.0 8.3 NR 16.1 30.6 35.1 17.4 0.8
R 17.8 61.1 7.8 11.1 2.2 R 4.5 20.2 15.7 48.3 11.2
R R
NR 4.4 30.7 18.2 23.6 23.1 NR 27.0 33.6 16.9 17.6 4.9
R 15.1 60.9 7.3 15.1 16 R 5.3 19.5 14.7 46.3 14.2
Total Total

' NR 5.4 33.4 21.8 23.1 16.2 NR 22.3 31.3 26.6 16.6 3.3
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80. Teachers had confidence in the competence of their 91. During teacher-observer conferences, observers con-

: observers. tradicted themselves from one conference period to
another.
ii . ' &
i 5 § - o] - % $ - 5 2
i -t T S H i 282 % 3 i it
i Sge & < . & @s £E 253 £ s 5% £ £
[ Z S g 5 @ 4 a wa
]
it a R 12.2 49.0 12.2 22.4 41 .
il R 2.0 8.2 8.2 63.2 184
f NR 2 20.2 45.4 20.6 11.1 G
| . R 18.9 43.4 22.6 11.3 3.8 NR 2.7 12.0 67.4 14.7 3.1
R 7.5 1.9 81.1 9.4
NR 3.7 174 37.6 24.8 16.5 M
- R 22.5 52.8 9.0 12.4 3.4 NR 3.3 15.0 66.3 12,1 3.3
R 34 8.0 11.4 68.2 9.1
NR 4.0 26.5 31.4 19.3 18.8 R
, R 188  49.2 136 147 3.7 NR 72 169 433 286 4.0
Tota R 21 7.9 7.9 70.5 11.6
! NR 3.5 22.2 37.1 21.1 16.0 Total
NR 4.9 15.0 56.3 20.2 3.5

81. Conferences between teachers and observers have

been of genuine value in helping bring about addi- 99. Observers have made every effort to be fair in their

tional improvement in instruction. evaluations.
| B ¥ A8t 61 204 R 265 653 6.1 2.0
| NR 53 286 473 134 5.4 ¢ NR 62 324 486 71 5.0
| » R 32.1 43.4 11.3 9.4 3.8 R 18.9 64.2 13.2 3.8
' M
NR 7.0 31.3 45.3 9.1 74 NR 4.9 18.9 461 19.3 10.7

g o W 4= 0 6.7 11 R 822 478 122 6.7 11
- NR 100 380 262 174 8.3 ® NR 77 358 2904 165 106
I 28.3 48.2 11.0 11.0 16 R 271 56.8 109 47 0.5
il Total Total ' '
i:_ NR 80 335 373 140 7.2 NR 65 303 394 148 9.0
i )

85. An atmosphere conducive to the mutual sharing of
opinions prevailed during conferences between ob-

100. Principals made ratings without prejudice and per-

servers and teachers. sonal bias.
R 14.3 69.4 2.0 12.2 2.0 G R 32.7 49.0 12.2 6.1
¢ Nr 46 217 569 6.9 3.8 NR 5.4 270 419 124 7.3
R 34.0 60.4 5.7 R 22.6 54.7 20.8 1.9
M M
NR 54 252 579 7.4 41 NR 45 184 475 180 115
R 292 513 6.7 6.7 . R 322 456 178 33 11
R
NR 84 453 283 116 6.4 NR 9.7 359 289 145 110
R 26.7 61.3 3.7 7.9 0.5 29.7 29.0 172 31 0
Total Total
NR 6.5 34.9 44.4 9.1 b.1 NR 7.1 28.7 39.4 14.8 10.1

87. During conference periods, observers emphasized

101. Supervisors made ratings without prejudice and per-

specifics leading to improved teaching. sonal bias.
4 R 8.2 44.9 8.2 36.7 2.0 P R 245 57.1 143 4.1
NR 2.3 17.3 63.1 12.3 5.0 NER 5.0 24.7 56.0 10.0 4.2
5t R 9.4 54.7 17.0 17.0 1.9 - R 208 62.3 17.0
NR 0.8 21.1 64.0 9.9 4.1 NR 5.8 18.7 52.9 12.9 9.6
B R 12.5 62.5 12.6 12.5 i R 30.3 49.4 9.0 7.9 34
NR 3.9 39.9 29.3 19.56 7.4 NR 4.7 28.1 38.1 15.7 13.4
R 10.5 556.8 12.6 20.0 1.1 R 26.2 55.0 12.6 4.7 1.6
Total Total
NR 2.6 28.4 48.2 14.9 5.8 NR 5.1 24.6 472 13.3 9.8
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107. The rating a teacher receives, in large measure, is 119. Teacher-supervisor relationships have improved as
dependent on the nature and ability of the students a result of the experimental program.
in the class that is observed. .
s E [
o 2 B8 = - - 5 g 'is
2 5 25 2ms i :
gbl % ¢ o4 % EEOE P o4 1§
=t BET su ] =5 e e B o
"33y & A i 3 44 Z
= R 2.1 25.0 35.4 25.0 12.56
R 6.3 271 125 376 16.7 G
G NR s 11.7 41.3 31.1 15.9
NR 16.5 38.8 21.2 20.8 2.7 R 74 27.8 370 22.2 5.6
R 13.2 34.0 11.3 37.7 3.8 M
M NR 2.1 14.2 45.0 27.1 11.7
NR 12.3 47.7 18.1 15.6 6.2 R 34 47.7 23.9 18.2 6.8
R 10.2 34.1 21.5 27.3 6.8 R
R NR 1.7 19.3 244 33.9 20.7
NR 19.1 45.7 13.4 17.1 47 R 42 363 30.5 21.1 7.9
R 10.1 32.3 16.4 32.8 8.5 Total
Total NR 1.3 15.8 34.7 31.3 17.0
NR 16.6 44.3 16.9 17.8 4.5

120. Rapport between teachers and principals has im-

109. Evaluation of teaching throughout the school has proved since the initiation of the experimental pro-

been on a more systematic basis since the beginning

of the experimental program. gra:. = = % 7
: 3 ; J J
R 10.2 32.7 28.6 26.5 2.0 G s
NR 1.1 13.6 40.5 29.5 15.2
NE___ov 294 A3 E0h 63 R 38 226 415 245 15
R 38 40.4 34.6 13.5 7.1 M
NR 0.8 16.6 43.6 29.0 10.0
NR 3.3 20.0 55.0 18.3 3.3 R 6 244 544 189 56
= R 23.6 56.2 11.2 9.0 . R )
NR 5 8 34.2 31.4 17.4
NR 7.0 33.7 33.4 17.5 8.5 = i = ;2 T 3 T T3
_ R 14.7 45.8 22.1 14.7 2.6 Total : ] ’ ' i
otal ; 14. 8.5 0.3 )
NR 48 28.8 414 18.6 6.4 L 0 ) 8 B i

121. Rapport among teachers themselves has improved

110. Observers were often influenced in their judgments since the initiation of the experimental program.

of teachers by factors other than classroom teaching. B — 146 354 593 508
R 220 143 42.9 30.6 10.2 G
NR e 10.0 32.3 38.8 19.0
NR 8.8 30.3 48.7 11.1 1.1 R e 15.1 30.6 34.0 113
R avii 13.2 34.0 49.1 3.8 M
M NR 2.1 10.8 35.7 35.7 16.8
NR 16.5 29.2 42.4 8.6 3.3 R 33 15.6 27.8 35.5 - 178
R 8.9 21.1 22.2 42.2 5.6 R
R NR 1.0 6.6 24.0 38.7 29.7
NE 178 403 276 184 1.6 R 16 162 330 335 1638
R 4.7 17.2 30.7 411 6.3 Total
Total NR 1.0 8.7 29.5 37.9 22.9
NR 14.6 34.5 37.6 11.6 1.9
122. A sense of insecurity has been more evident among
116. There has been improvement in teacher morale since teachers since the initiation of the experimental
initiation of the experimental program. program.
R 2.1 10.4 33.3 27.1 27.1 R 4.2 31.3 29.2 33.3 2.1
G
NR 0.4 10.6 24.2 35.6 29.2 NR 10.6 21.6 37.1 26.1 4.5
R I 11.3 43.4 28.3 17.0 i R 1.9 25.9 24.1 38.9 9.3
NR 1.7 11.6 32.8 32.0 22.0 NR T4, 24.1 39.4 22.8 6.6
- R 5.6 13.3 32.2 30.0 18.9 % R 6.7 30.0 26.7 35.6 1.1
NR 0.7 114 22.6 32.8 32.4 NR 18.9 87.3 21.6 17.2 4.9
R 31 12.0 35.6 28.8 20.4 R 4.7 29.2 26.6 35.9 3.6
Total Total

NR 0.9 11.2 25.8 33.4 28.7 NR 134 29.3 30.8 21.3 5.3




142 The North Carolina Teacher Merit Pay Study

i
it | - 123. The experimental program of teacher merit pay has 135. Participation in the experimental program has re-
| resulted in undesirable competition among teachers. sulted in improved educational benefits to those
! 3 students whose teachers volunteered to be observed.
| 2 8 B [} e
i i E ‘U—"‘ ¥ - . T M 1 5 k-
% g5 £: & A i if 5 52 3 .3 .

i S8 a< - = a 1) E‘E' B ﬁ‘g g £ ; s§ Eg

i o S 2°F &+ = a @A

il R 83 250 167 417 8.3 %

! G ; : ; : 7
l NR 114 28.9 34.6 22.8 2.3 G & &3 @3 M4 20.8 B

" R 5.6 143 16.7 50.0 13.0 NR 3.1 16.9 35.6 34.1 10.3

| 2 53. . 5 T4
! NR 7.9 286 357 224 5.4 w = sl c o :

{ - R 8.9 20.0 21.1 43.3 6.7 NR 2.9 16.6 41.1 27.8 11.6
| R : ; : g 2.

| NR 25.9 34.1 21.7 14.6 3.7 R =0 a2 e 2 .

i 7.8 19.8 18.8 44.8 8.9 ) NR 2.7 26.8 27.6 25.9 17.0
W Total R 15.7 48 18. 131 :
o NR 16.9 31.1 29.2 19.0 3.7 Total ; i 2

il NR 2.9 21.3 33.5 28.7 13.7

i 124. The experimental program of teacher merit pay has - )

il fostered jealousy among teachers. 136. The experimental program has resulted in increased

p i rt hers.

i. R 33 an 161 271 6.3 planning on the part of all teachers
! R 4.2 33.3 14.6 39.6 8.3
| NR 12.9 36.1 31.6 16.7 2.7 G

R 13.0 315 13.0 33.3 9.3 NR 2.3 26.4 21.6 345 9.2
| M R 13.0 35.2 25.9 22.2 3.7

i NR 17.5 37.1 24.2 16.3 5.0 M

| R 167 444 100 256 3.3 NR 46 292 288 288 8.8
e R R 24.7 39.3 15.7 14.6 5.6

|‘ NR 31.0 34.6 18.7 13.0 2.7 R

j R 13.5 101 12.7 28.1 5.7 NR 71 38.7 20.0 23.6 10.6
: Total R 162 366 183  23.0 5.8
NR 22.2 35.7 23.8 14.9 3.3 Total
NR 5.1 32.6 24.5 28.1 9.7
126. 'I"he r.norale of teaf:hers ‘;ho volnnte;red ﬁl): Ob_“:;“at' 138. Instructional materials and equipment have been
tion in the experimental program but who did no used more widely by all teachers during the school’s

receive merit increments has been seriously dam-

participation in the experimental program.
aged.

S P Pt o A e e ey e e

R 12.5 37.5 20.8 27.1 21
R 20.8 31.3 31.3 16.7
NR 2.3 19.6 39.8 30.7 7.7
NR 17.4 32.6 32.6 13.6 3.8 R 13.0 370 941 24.1 1.9
R 14.8 29.6 38.9 11.1 b.6 M
M = 2 NR 6.7 26.2 35.4 24.2 7.6
{ NR 15.7 33.9 31.0 16.5 2.9 R 23.9 2.0 14.8 17.0 2.3
| R 10.1 29.2 33.7 24.7 2.2 R
IL R NR 8.8 43.5 17.4 22.9 7.4
_ NR 227 330 264 161 1.9 R 179 395 189 216 2.1
| R 141 29.8 34.6 18.8 2.6 Total ¢
| Total NR 6.4 32.0 28.6 25.4 7.5
i1 NR 19.3 33.1 29.4 15.5 2.6
I 140. The experimental program has resulted in increased
134. Participation in the experimental program has re- creativity in teaching throughout the school, with
sulted in improved educational benefits to all stu- emphasis on the maximum development of each stu-
dents throughout the school. ' dent.
& R 6.3 31.3 14.6 417 6.3 & R 6.3 33.3 22.9 37.5
NR 1.1 18.0 30.3 36.8 13.8 NR 1.2 13.5 42.1 33.5 8.8
= R 1.9 46.3 22.2 20.4 9.3 5 R 5.6 42.6 27.8 16.7 T4
NR 3.7 13.3 38.6 324 12.0 NR 3.7 20.3 440 26.6 5.4
= R 19.1 40.4 225 16.7 - 2.2 5 R 20.2 37.1 22,5 19.1 1.1
NR 3.4 25.6 25.6 26.0 194 NR 4.4 29.2 28.9 26.0 11.5
R 11.0 39.8 20.4 23.6 5.2 R 12.6 37.7 24.1 23.0 2.6
Total Total

NR 2.9 20.1 30.4 30.8 15.8 NR 3.3 22.3 37.0 28.3 9.1
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142. As a result of the experimental program, all teach- 147. The experimental program has resulted in more
ers placed increased stress on individual differences. effective motivation of students by teachers who
volunteered for observationms.

3
4 5 b ° B
8 5 2 Bg 3 H B e 2
g 292 £E g 23 8 25 = 8 =
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& g @ a 1= s ..%EE £ ) =¥ 8 E_!
Z S é £ & = a ma
R 2.1 188 333 438 2.1 ®
G R 16.7 45.8 12.5 22.9 2.1
NR 11 19.2 46.2 27.7 5.8 G
R 9.3 25.9 33.3 27.8 3.7 NR 3.1 26.1 46.7 19.1 5.1
M R 13.0 57.4 111 148 3.7
NR 4.6 19.5 48.1 23.7 41 M
R 9.0 371 2479 27.0 2.2 NR 5.0 95.5 42.7 22.2 4.6
R R 21.3 50.6 14.6 13.5
NR 417 26.5 29.7 30.5 8.6 R
R 73 29.3 29.3 314 2.6 NR 5.5 31.3 35.0 19.4 8.9
Total R 17.8 51.3 13.1 16.2 1.6
NR 3.6 22.5 39.3 27.9 6.6 Total
NR 47 28.3 40.4 20.0 6.7

143. Teachers volunteering for observation in the experi-
mental program have placed increased stress on
individual differences.

150. The experimental program has resulted in all teach-
ers using the techniques of evaluation more effec-

tively.
R 6.3 39.6 18.8 35.4
R 4.2 22.9 12,6 56.2 42
NR 2.7 23.4 54.4 14.2° 5.4 G
R 13.0 51.9 16.7 148 B NR ; s £ 17.6 43.1 31.8 6.8
R 1.9 42.6 31.6 20.3 3.7
NR 2.9 21.3 51.0 20.5 4.2
R 16.9 483 16.9 16.9 11 NR 2.5 27.8 38.2 26.6 5.0
R R 6.7 44.9 25.8 16.9 5.6
NR 5.7 29.3 35.5 21.9 7.6 R .
13.1 271 173 20.9 16 NR 2.7 28.0 28.3 30.5 10.4
Total R 4.7 38.7 24.1 27.7 4.7
NR 41 25.5 45.0 19.3 6.1 Total
NR 2.2 24.9 35.2 29.7 7.9

144. The experimental program has resulted in all teach-

ers using class time more productively. 153. Principals have exerted more effective leadership in

the improvement of the instructional program since

G R 8.3 16.7 29.2 37.5 8.3 the initiation of the experimental program.
NR 1.5 14.2 42.9 32.2 9.2 R 8.3 39.6 20.8 31.3
.3 37.0 i :
M & 9 1 62 s &1 NR 4.2 15.7 40.2 31.8 8.0
NR 4.1 24.1 39.4 27.4 5.0 - R 74 35.2 33.3 20.3 3.7
R 15.7 8.2 X £ 5
R 8 213 a8 % NR 4.6 17.9 48.3 20.8 8.3
NR 5.9 28.9 28.1 26.4 10.6 B R 15.9 48.9 19.3 14.8 1.1
NR 4.2 23.4 35.4 28.3 8.7 R 11.6 42.6 23.7 20.6 1.6
; Total
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146. The experimental program has resulted in all teach-

ers using more effective means for motivating stu- 154. Teachers are more convinced than ever hefore that

dents. merit pay can be made to work.

G R 6.3 20.8 18.8 47.9 6.3 R 14.6 37.5 22.9 25.0
G

NR 1.1 14.6 42.9 34.8 6.5 NR s 6.1 29.2 33.3 314

- R 9.3 33.3 315 20.4 5.6 R 3.7 9.3 35.2 31.5 20.3
M

NR 4.1 25.3 37.8 26.1 6.6 NR 2.1 6.6 24.4 33.1 33.9

R R 18.0 31.56 23.6 24.7 2.2 R R 111 21.1 27.8 244 15.6

NR 4.7 28.6 32.1 25.7 8.9 NR 1.7 8.1 21.9 30.0 38.3

R 12.6 29.3 24.6 29.3 4.2 6.3 16.1 32.2 26.0 19.3

Total Total
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159. The experimental program has stimulated the pro- 163. During the experimental program, teachers have
fessional growth of all teachers—those who volun- developed increased respect for the professional com-
teered for observations and those who did not. petence of their principals.
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164. During the experimental program, teachers have

160. The professional growth of teachers volunteering
developed increased respect for the professional com-

I for observations has been greater than that of the

other teachers. petence of their supervisors,
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165. Additional supervisors are needed for the effective

161. The experimental program has encouraged profes- . 5 _ k
administration of this type of merit pay program.

sional growth among administrators.
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| 168. A program of teacher merit pay, with provision for
| 162. The experimental program has encouraged prof_ea— modification of procedures, should be continued in
i sional growth among supervisors. the administrative unit.
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