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The Government of Nedoundand and Labrador is in the process of implementing 

massive refonns to the education system of this province. This drive for reform has been 

in light of our cment social and economic condibons. Presently, our system of education 

is viewed as a major conm%uting factor to our inadequate performance in the global 

market. The goverment of this province beiieves that the only way to bridge the gap that 

c u r r d y  exists on performance indicators provincidy, natiody and intemationaily is to 

overcome the barriers that exia in educational development, and ensure that the best 

system of education is provided. It is the aim of the Newfomdland and Labrador 

Govemment to put an accountabiiity systern in place to take corrective action if- 

performance is hadequate. It has been suggested within the educationai community b t  

the solution may Lie in a continuous appraisal systern for al l  educatiod personnel. 

The aim of the study was to investigate the attitudes and percepiions of 

educational personnel t owards evaluation policies and procedures. The study was 

conducted in a rural area of Newfoundland and Labrador that resembles most urban 

centres in terms of mident and tacher population. The qualitative paradigm was 

employed as the research methodology. Semi-stnictured interviews and focus groups 

were used to gather data firom the educational personnel. 

AU teachers, regardless of th& employment stams in the education system in this 
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midy, fkvored the establislunent of an ongoing performance appraisal system for ali 

educational personnel. This was found despite the prevailing belief that educational 

persorne1 do not want any form of performance appraisal. Teachers reaIize the 

importance and need to be held accountable for their teaching, and weicome any process 

that could M e r  enhance th& professional development, thus increasing their 

accountabllity. As a result, the teachers in this study see a dire need for an evaluation 

process beyond the traditional probationary and replacement time m e s .  Many problems 

were cited concaning the way evaluation policies and procedures are currentiy 

implemented in this province. The main issue conveyed imrolved the lack of stakeholder 

input into the formulation and irnplementation of existing policies. Consequently, this 

problem was viewed as the main barrier in the formuiation of an evahation policy. 

Respondents cornmunicated that evaluation should be a continuous process that 

emphasizes the formative, rather than the summative aspects of waluation Respondents 

continuously reiterated the fact that our society is constantly evolving and changing. As a 

redt,  there is an increased need for the continuous evaluation ofprograms, teaching 

styles and teachers, to ensure that the students of this province are receiving the best 

education possible, so as to be cornpetitive in the ever expanding and changing global 

market. 
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THE PROBLEM 

Tremendous pressure is being exerted on organkations to change in today's 

society. A focus is especiaiiy directed toward publicly b d e d  organiziitions. The 

education system in the Province of Newfoundiand and Labrador has not escaped this 

drive for social reforrn. If anything, t has been put at the forefiont of the govemment's 

agenda. 

Educational stakeholders appear to agreethat some sort of change is necessary in 

education at this pdcular time. The kind of change desired, and the direction fiom 

which the pressure is corning to change is wide and varied. No one source c m  be 

speci.ficaily identifieci, but rather there seems to be an accumulation of external forces 

wanting something other than what they feel the current system provides. 

Many rasons  are given for this need to change uicluding: declining enrolments, 

financial resources, a drastic change in the provinces traditionai industries, the 

technological revolution, and moa importantly, low student achievement levels. Today's 

students are entering a cornpetitive global market where the economic and social 

tandscapes are rapidly changhg. As a resuit, the need for increased student achievement 

levels is at an d time hi&. Educational literature explicitiy States that mident 
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achievement is inex&ricabIy iïnked with teacher efféctiveness In A~ustrng the Course 

Part 11 (1994) the Governmeat of Newfoundland and Labrador states that "our goal for 

education is to transform this society from one of persistent under-achievement to one 

whose achiwement levds rank with the best in the nation" (p. 1). 

The Govemmem of Newfoundland and Labrador recognizes that there are many 

forces which contri%ute to the economic and social development ofthis province fiom 

geography and climate, to giobal economic conditions. Yet, the governent also realizes 

that the most important force that cm bridge the gap, and overcome barriers is 

educational development. Ln A&~nng the Course Part II (1  994) the goverment states 

" m e  some other fiutors which shape our devefopment, educational achiwement is 

eIitireIy within our own capam to change" (p. 4). As a result, the Governrnent believes 

that for a change in educational achievement to occur, f'undaniental changes must occur in 

the structure with an increased emphasis placed on the act of teaching. 

It is the aim of govemment to initiate and carry out stnictural and currÏculum 

changes to the educational system to make it, not only more efficient, but more productive 

in terms of educated and prepared studem~. This task of increasing educational 

achievement in students resides with the classroom teacher. Two points worthy of noting 

under Principles of R d o m  in A4usting the Cmrse P w t  11 0994) are: 

O means must be found to ensure the highest quality teachùig. Increasing 

attention must be given to teacher professiod development, improving the 
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working conditions of teachers, and increasïug the rewards for teacher 

performance. 

an accountability system mua be estabiished to permit monitoring of 

-dent and system performance. Accompanying the accountability system 

must be a means of t a b g  corrective action if performance is inadequate. 

Statement of the Probtem 

Society is increasing emphasis on documentation and accoumability. Teachers are 

now, more than ever, being held accountable for their ab- to teach and the achievernent 

levels attained by their students. Pressure is stemming fiom the business community as 

they feel the education system is not giving the graduates the necessary skilis to work in a 

cornpetitive business environment. For this reason, the business community wants more 

input and idluence into the education system and wants the system and its teachers to be 

accountable for the current inadequacies. 

The govemment's agenda is behg duenced by the concems of the business 

community, and they too believe '%nt improved education is crucial to our social and 

economic wen-king. Higher leveis of educationai achievernent have become ever more 

important in the face of changing econornic and social conditions" (Governent of 

Newfoundland and Labrador, 1994, p. 1). Fullan (1982) suggests that 'boany reasons 

other than educationai merit influence decisions to change. A closer examination reveals 
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that innovations can be adopted for symbotic, political, or personal reasons to appease 

community pressure, to appear innovative, or to gain more resources" (p. 22). 

The Professional Development Centre established by the NLTA and the 

Newfoundlaud Goverment to assist teachers in effdvely implementing the changuig 

curriculum closed due to fiscal restraints. The goai of the Professional Development 

Centre was to inseNice teachers wÎth the latest technology and teaching strategies to 

better prepare the students of this province for the next millenaiwn. With emphasis on 

being accou~ftable, t eachers are now feeling tremendous pressure to perform, and have 

their students perform on various tests and performance uidicators. Hickrnan (1988) 

states "as the demand and desire for documentation and ccaccountability" hcrease in the 

fâce of declinhg enroiments, staff cutbacks, and soaring education costs, so does the 

emphasis on evaluation" (p. 6). 

'The Merature indicates that the majority of researchers agree with the premise 

that tacher evaluation should be aimed at the improvement of instruction" (Kickman 

1988, p. 7). In reality, this is not always the case, and as a result, teachers have concems 

about the real purpose of duat ion.  The fear is that evaluation is summative rather than 

formative. 'The literature is filied with reports and scenarios highlighing the disdain with 

which teachers regard evaluation" (Sergiovami, 1 995, p. 2 14). 

Fiscal restraints on the educatioa system of this province and the elimination of the 

Proféssional Development Centre has meant that educators are in need of a system to 
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ensure that they are providing the best instniction to the students of this province. It has 

been suggested that the solution may lie in the formulation and establishment of an 

evaluation system for aii educational personnel in the province including replacement 

teachers, probationary teachers, and t e n d  teachers. This is not a radical idea as school 

boards implemented such a policy before the reaiignment of the districts. The success or 

M u r e  of this approach depends on the attitudes and perceptions of educational personnel. 

These are the attitudes and perceptions that provide the impetus for this study. The 

purpose of this thesis is to assess the attitudes and perceptions of educational pe r so~e l  

towards the process of evduation. 

This study identifies the degree to which teachers fkom the intexmediate and senior 

high levels perceive the purpose and process of evaiuation and how, if at ail, an evaluation 

process can improve the education system of this province. The intent is also to identify 

what educators perceive to be the positive and negative aspects of evaluation and how any 

barriers might be overcome in an evaluation process. The final purpose of the study is to 

ide* what educationai personnel view as critical ingredients in the formulation and 

establishment of an evaluation policy and how the process can be brought to fhuition. 

Conceptuai Frammork 

The conception of an evaluation system for all ducational persorne1 presents a 

difncuit challenge when considered in light of the current teaching environment. 
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Traditionaily, and currentiy in this province, with the exception of a few school boards 

who bave undertaken a laborious and collaborative process to include al1 educational 

personnel waiuation procedures for the most part are only applied to replacement and 

probationary teachers. Once a teacher in this province receives tenue, bis or her 

performance is usualiy not summativeIy evaluated. The only situation where a tenured 

teacher is summatively evaiuated is when they are placed on review by the school 

administration and the school board. However, "any surmative evduation made on a 

tenured teacher must be preceded by a formative evaluationy' (Provincial Collective 

Agreement, 1994, p. 12). These rights are protected in the collective agreement between 

the teachers of this province and the goveniment. 

The evaluation policies used in this proMace are subject to much debate for their 

overd effeCtve~1ess. Many aaluation policies in this province are ody nhialistic; they 

exkt as a document but are nwer f o d y  implemented. Although many school boards 

have an evaluation policy7 they seldom use the policy except for when administrative 

decision-malang is required. In cases where teachers are placed on review, the evaluation 

policy is activated for documentation and accouutabiiity, with the sole purpose to be of a 

summative nature, that is to decide ifa person is cornpetent to remain in the teaching 

profession. 'To date, d job action taken by school boards for teacher incornpetence have 

resulted in the arbitrator defending the rights of the tacher" (Hickman, 1996). The end 

r e d t  in most cases seemed to depend not on whether the teacher was cornpetent, but 
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rather on the ineffieness of the evaluation poticy and the lack of due process in 

documentation strategies. 

Considering the environment in which educational persomel work in this province, 

many educators have mixeci attitudes and perceptions towards evaiuation and the overd 

process. For many teachers who are now teoured, the process of evduation existed for 

the sole purpose of deciding tenure. Professional development was not seen as the 

purpose or function of evaluation. Many reasons are &en for this, ranging f?om 

administrators not having enough tirne to cany out evaluation procedures properly to not 

being trained or capable of &ectiveiy evaluathg. The conceptuai fiamework 

su~roclllding evaiuation procedures and policies that existed in this province for decades, 

and the m e n t  drive for reform and restructuring, relates to the significance of th is  study 

Sipifiunce of the Snidy 

The educational iandscape of this province is rapidly changing. Cutbacks, 

declining enrohents, and budgetary restraints are the nom. Teachers are expected to do 

more with less and pressure is now on to have their students perform better provincîdy 

and nationally. Most teachers are deeply concemed and are soMng to help students 

achieve. With the constant change of technology, the media available to assist in 

instructional strategies, and the wealth of knowledge on leaming disabilities, teachers now 

more than mer, especiaüy with the incfeasùig emphasis on accountability and 



9 

documentation, want their teaching strategies examinecl so as to keep abreast with the 

latest pedagogy. The request is for professional development, not mere judgement. 'The 

nature of teachg leaves teachers feehg quite uncertain about their teaching performance 

and its effects on shidents7' Corte, 1975, cited in NatrieIIo, 1990). Sergiovanni (1995) 

says "cachers should know how to do their jobs and to keep this knowledge curent" (p. 

219). 

The ment reduction of 27 school boards to 10, translates into major changes in 

the way educational senrices will be administered in this province. As a result of the 

realignment of the schooi districts, existing policies, and especially duat ion  policies will 

need to be re-examined. The cultural identity of the organizational structure has changed. 

Now all stakeholders, both old and new, need to develop a common vision and 

phiiosophy. Essentidy, once the organi7iitional structure has changed, the collaborative 

process must once again be deveioped. In fact, when most of the existing policies were 

deveioped, iittie consuhaïion or consideration was given to the people it affect& most, the 

educatiod personnel. This presents the ultimate opportunity to rec* the inadequacies 

that existed in the old system and buiid on its strengths. Fuilan (1 982) believed change 

was never easy because ''ail change involves loss, anger, and stniggie" (p. 25). 

Organkzational policy deveiopment is sometimes seen as the measure of  an 

organization's structure. Extremes exist h m  the total lack of formai policy adoption to 

the mie book approach to policy formulation. Somewhere between these two extremes is 



an effective levei of policy making in which the organhation's leaders can Iea4 and 

individuals can maxhke their potentiai willingiy with the ultimate m e n t  from job 

satisfaction. 

DePree notes that 'iinderstanding what we believe precedes policy and practice7' 

(1 989, p. 26). Furthemore, our value system and world view should be integrated into 

our work hes. From this premise, policy may be considerd a codincation of our beliefs 

as they apply in a partidar setting. The foundation of our policies must corne f?om the 

objectives of the organization. It is important to note that policy is not prescriptive, but 

rather States the tenets ofthe orgamZation. 

Hiclmian (1988) stated: 

Few administrators or teachers are content with the one shot, fiagmented, 

and inconsistent practices often inherent in teacher evduation. Many are 

pressing for change. They want evduation policies which are not ritualistic 

and conducteci m e d y  as a matter of pro fonna bueaucratic routine. 

Rather, the demand is for a process, not merely an exercise, a process 

resuiting in the improvement of instruction. There is mounting aidence 

from administrators and teachers that weU-deveioped evaluation policies, 

which are formative in both theory and practice, can result in more 

effective teaching. (p. 6). 

This study is si@cant because it examines the amtudes and perceptions of educational 
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personnel towards evaluation and identifies what they perceive as the positive points of 

waluation. It also offers solutions to overcoming the barriers to the establishment of an 

evduation process. Many teachers realize the need for documentation and accountabdity. 

This study may not only show the need for evaluation, but how the process cm be 

effectively developed and implemented f?om the perspective of deducational personnel 

working in the field in this province. 

Delimitations of the Study 

This study is limitai to the attitudes and perceptions of teachers in a particular 

school district, exclucihg administrators and school district office personnel. The study 

foc& on replacement, probationary, and temeci teachers nom the intermediate and 

senior high levels. AU teachers f?om each individual category were containeci within a 

single school for the purpose of conducting focus groups after the individual inte~ews  

were completed. 

The research setting chosen was rural. The purpose for selection depended upon 

accessibility of the researcher and the similanties that exist between this sening and the 

educational system of the province. It is not the purpose or intention of the researcher to 

generake the hdings of this study to the province as a whole; that wiU be left to the 

discretion of the reader. 



Limitations of the Study 

The validity and reliability of this study may be limited due to a number of factors 

beyond the control of the researcher. These include (1) time restraints, (2) researcher 

bias, (3) researcher & i s ,  and (4) the nature of the study. However, every possible 

measure was undertaken to reduce these factors to remain as neutral as possible given this 

type of study. 

(1) The  restraints: 

The prirnary method ofcoilecting data for this study was interviewhg and 

conduchg focus groups of educational personnel fkom the intermediate and senior hi& 

Ievels. Because of the hectic schedules of the educators, most i n t e~ews  occmed after 

the regular school day, and due to the nurnber of interviews conducteci by the researcher, a 

time (imit of approximately 1 to 1 % hour duration was placed on each interview. 

(2) Researcher b i s :  

Qualitative studies are open to the cnticism of researcher bias. Every researcher 

has a tendency to view each and every event througb thei. own value and judgement 

systems. To ensure validity and reliability, the researcher must remain neutraI and report 

the data collecteci as accurately as humanly possible under the given circumstances 

without imernalizing, tainting or adding any personai dimensions to the data. The 

researcher was aware of the potential to influence inte~ewees and thus took every 

precaution to report the study's fîndings accurately. 
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(3) Researcher effects: 

As with researcher bias, the presence of a researcher cm have an innuence on the 

type of respooses @en by the inte~ewee during the inte~ew.  Every measure was taken 

by the researcher to eosure that no verbal or non-verbal nies were @en to the 

interviewee. Because the researcher is a teacher, the interviewees, who are aiso teachers 

may have preconceived notions of what the researcher expects and wants to hem. Again, 

the researcher was aware of the potemiai to influence inte~ewees and thus took every 

precaution to ensure that the responses given were the tme responses of the inte~ewee. 

(4) Nature of the study: 

The data gathered in this study involved teachers' attitudes and perceptions 

regarding evaluation. It was assumed that the information given represented the mie 

feelings of the respondents toward the process of evaiuation. Given the complexity of the 

study and its reliace on interviews, collaboration occurred tbrough the use of focus 

groups. 

Organization of the Study 

This snidy is organized h o  five chapters. The £ira Chapter contaias an 

introduction to the problem, a statement of the problem, a concephial f?mework, the 

signtticance of the study, delimitations, and limitations of the study. Chapter 2 presents a 
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review of the relevant literature on teacher evduation and the attitudes surroundhg the 

process. Chapter 3 provides a list of the specinc research questions and descnbes the 

methodolog to be used in the study. In Chapter 4, the data collecteci in the study are 

presemed and analyzed. In Chapter 5 the &ta are interpreted, conclusions are drawn, and 

recommendations are put forth. 



LITERATURE REVI3EW 

The researcher acknowiedges that there is a very comprehensive laerature base 

dealing with the concept of evatuation For the purpose of this thesis the iiterature review 

is selective in that it focuses on cluiical supervision and formative evaluation. These are 

the aspects of evaluation pertinent to the focus of the study. This chapter examines the 

fiterahire surrounding the waluation of educational personnel. EvaIuation systems, their 

purposes, and their eMveness, as weli as barriers related to d u a t i n g  performance are 

discussed. The literature identifieci various attitudes relabng to the evaluation of 

educationat personnel. This literature review examines the concept of eduation, 

eçtablishing why there is a need for an evaluation system for educational personnel, and 

identifies various viewpoints related to evaluation systems. It provides the information 

base necessary to M e r  understand the conceptuai fî-amework, sigrilficance, and focus of 

this study on the attitudes and perceptions of educational persorne1 towards evaluation, 

and the establishment of an evduation system. 

Evaluation: Purposes and Effectiveness 

Evaluation involves collecting and ushg information to judge the worth of 
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sornething. "Dependkg on how an evaiuation pmcess is designed, and how weH it is 

implernented, it can guide professionai and personal development, and influence 

motivation" (Darling-Hammond, 1990, p. 2 1). Sergiovanni (1  995) says evaluation is 

Cornmonplace in our ordinary Iives, eduation is an inescapable aspect of 

most of what we do. Whether we are buying a pair of shoes, seiecting a 

recipe for a h e r  Party, rearranging the fùmiture or enjoying a movie, 

basebail game, or an art show, evaiuation is part of the process. Ln its 

ordinary sense, evaluation meaas to discem, understand, and appreciate, on 

the one hand, and to vatue, judge, and decide on the other. These very 

same naturai and ordinary processes are at play in evahiating teachùig. (p. 

2 15). 

T a c h  teacher as a unique human being, ne& to discover the teaching styles and 

approaches that best suit his or her personality, knowtedge and vahies. En this sense, good 

teaching is an exciting joumey that never becornes stagnam or snittified" (Mdler, 1987, p. 

32). hoctor (cited in Calderhead & Gates, 1993, p. 93) emphasizes '?he responsibihy of 

the teacher to improve practice in the imerest of pupils". Both Miller & hoctor are 

suggesting mat an ongoing evahiation is an integrai and necessary aspect that contributes 

to personal and professional growth. 

"Just as public pressures for more rigorous evduation of studeat perfomance are 



rapidly uicreasing, so also are public pressures for instirrrtional accomtabitay and 

professional performance" ( Seidin, 1984, p. 9 1). "Whether intemionaily or not, a teacher 

evahiation system represems the incemive structure and mode of accoumability implicitiy 

adopted b y an organization or profession" @arhg-Hammond, 1990, pp- 20-2 1)- Gage 

(cited in Miirer, 1972) identifies ttiree reasons for evalnating teacfiuig: "the traditional ne& 

for providhg a broad base for administrative decisions on promotions, salaries, and 

tenure; the new concern for d u a t i o n  as a bais for professional improvement and 

developmm, and the ne& for data for M e r  research on teaching and leaniing" (p. I 1). 

Gage suggests mat an appraisal system should provide guidance and feedback to the 

teachers, not o d y  judgement. He believes these criticai elements are missing in rnost 

appraisal systems. "In essence, appraisai shouid improve professional performance; tha is 

its overall purpose" (Gage, 1959, p. 12). '"The evahiation systems found in schoois tend 

to serve a variety of purposes" (Gatioway & Edwards, 1 99 1, p. 1 10). Bates (cited m 

Gdoway & Edwards, 1991) categorize these as pedagogical, individuai developrnent, 

organizati0na.i deveiopment, and accomabiiity. 

"There is no greater purpose for performance evahiation than to improve the 

performance. That is achieved by using the evahliltion to assis the Wering, to encourage 

the tireci, and to direct the indecisive" (Seidin, 1984, p. 12%). Sergiovanni (1995) 

believes evahraton has three purposes: 



1. QuaIity Control. The principal is responsible for monitoring 

teacting and learning in her or his school and does so by visiting 

classrooms, touring the school, talking with people, and visiting the 

students. 

2. ProfeMond Development. Helpiug teachers to grow and to 

develop in their understanding of teaching and classroom Me, in 

improving basic skills, and in expanding their knowledge and use of 

teaching repertoues is the second purpose of supe~sion. 

3 .  Teucher Motivm-on. m e n  overlooked, but important nonetheless, 

is a third purpose of evaiuation - builcihg and nurhuing motivation 

and cornmitment to teaching, to the school's overali purposes, and 

to the school's defining educational platform. 

"It is the very comp1exit-y of the teaching situation that makes every bit of 

empirical information the more precious" (Mckeachie, 1 967, p. 2 1 1 ) . However, the aim 

of wduation systems are not only for professionai devdopment. Research literature on 

evaiuafion clearly States that its purpose is to help d e  administrative decisions. Musella 

(cited in Hiclûnan, 1988) points out '?he fhct must be realized that there is another 

redistic purpose to be taken into account, and that is evaluation is to aid in the 

administrative decision making" (p. 7). Decision making is an integral aspect of 
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evaluation. The problem arises when administrative decision-making is the only purpose. 

"In the teacher evaiuation conte* summative waluation is typicaiiy intendeci to assist and 

jusfis. certain criticai administrative decitions &ecMg teachers" (Hiclonan, 1988, p. 7). 

In reaiity, most, ifnot ail evaluation systems coutain both a formative and summative 

aspect. "Assuming that professionai development and professional accountability are both 

desirable, a c e d  policy question is whether both purposes c m  be sewed weil withui the 

same teacher evaiuation system" (Mclaughlin & ffeifer, 1988, p. 69). '73ased on four 

years of research and development efforts in this arm we are les certain that one system 

simultmeously can ensure accountability and promote growth (StiggUis & Duke, 1988, p. 

13 1). 

There seems to be "some general cousensus that evaluations are important and 

necessary, and that they can be beneficial. The confusion arises around what these 

evaluations should look idce, how they shouid be conducted, who should conduct them, 

and their purpose" ( R m e r ,  199 1, p. 72). Stakeholders have divergent views of the 

primary purpose of teacher evaiuations and what consthtes a successfûi evaiuation 

system. "An examination of teacher aaluation praaices has led some researchers to 

conclude that few effective teacher aaluation systems exist" (Good & Muiryan, 1990, p. 

201). "Teacher evaluation is a disaster. The practices are shoddy, and the principles are 

unciear" (Scriven, 198 1, p. 244). Good & Mulryan (1990) ask the question "why, despite 
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the long history of teacher assesment, is there such widespread disagreement about the 

purposes and procedures for teacher evaluafion?" (p. 20 1). They believe there are at least 

six rasons for the problem: 

First, there is public ambivalence about the professional role of teachers. 

Second, there is no serious investment of research h d s  to understand the 

evaluation process. Third, school districts often have a variety of 

waluaùon goals and procedures and tend to use the same procedures to 

pursue disparate goals. Fourth, too W e  is known about the relations 

between teacher actions, student classroom behaviors, and various leaming 

opporfunities and specific student outcornes. Fifth, because the knowledge 

of teaching is limiteci, school districts tend either to ignore research or to 

rely excessiveiy on research results. Sixth, the evaluation process often 

becornes a ritual that principals and teachen engage in because it is 

expected - not because they value it. (Good &Muiryan, 1990, p. 20 1). 

'%vduation is an essentiai activity of everyday Me-something we mua do in order 

to çuMve. In everyday living we have to evaluate constantly in order to select 

appropriate courses of action; in teacbgy no less than in any other phase of Mey 

evaluation goes on all the tirne'' ( G i s  cited in Grifnths7 1977, p. 8). It is a fact that all 

major professions undergo a process of evaluation. Sergiovarmi (1995) reiterates Geis' 
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opinion by pointing out "it is by increasing and informing their sensitivities and intuitions 

that attorneys, architects, and physiciam make better practice decisions and improve their 

performance. Professional practice in teachi- supenision, and the principalship improve 

simiiarfy" (p. 2 15). 

Barriers to Evduating Performance 

(34th & Bullough (cited in Altback 1989, p. 183) said 

Teacher evaiuation is widely understood as a means for improving 

teaching. Most schemes focus on developing a set of teacher behaviors 

thought to enhance student test scores. Implicitly, the view that teaching 

comunicated by such schemes irnparts the view that teaching is 

synonymous with instnicting - to teach is to dish out content in palatable 

bits to young people. In this view, teaching is concerned primariiy with the 

technical means by which to disseminate Uifomation. The way teachers 

understand their work, or whether they recognize the ethical political 

impiications of their decision, matters 1ittie. What is important is 

behavioral change; teachers need to demonstrate proper technique. Wfthia 

this framework, teacher evaiuation is not likely to lead to basic reform of 

teaahid~practices; rather, it tends to c o d h  and reproduce m e n t  school 
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roles and relations, those very roles, and relations that may be most in need 

of change. For those interesteci in school transformation, this is a troubling 

realizzition. 

Gitlui & Bullough believe that ifevaluation of educational personnel is to be the solution 

to the current educational problems, a different approach to evaldon is needed, one that 

places teachers at the centre of the evaluation process. ccTeachers must be perceiveci as 

indMduals capable of making reasonable decisions not only about the means of education, 

but also about its aims" (Gith & Bullough, cited in Aitbach, 1989, p. 202). 

Seldin (1984) indicates that despite the literature supporthg evaluation systems, 

trying to establish an evaiuation system is a monumental task. "Some teachers argue that 

teaching cannot be eduated because no one h o w s  how to dehe effective teaching" 

(Seldin, 1984, p. 133). "Evaluation is not defïuiteiy and directly iinked to the 

improvement of teaching. The idormation which is returaed to the insmictor rarely gives 

an indication of specific areas of d i f i d t y  and almost never includes suggestions for 

improvernent"(Sullivan, cited in GdEtb, 1977, p. 140). "Then, of course, there are 

persistent problems of intemal politics, ideological codlicts, and personaiity clashes. 

These agendas, sometimes hidden, influence our judgements more often than we care to 

recognize" (Seldin, 1984, p. 93). "Most teacher evaluation schemes help reproduce a 

view of teaching as a technical enterprise iittie concerneci with the broader aims of 
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education. They reinforce hierarchical structures and give comparativdy Me power to 

teachers within the workplace~' (Gitlin & BulIough, cited in Altbach, 1989, p. 187). 

Hilderbrand (199 1)  suggested that any prepackaged teacher evaiuation system that does 

not include the teacher in its formulation and developrnent will not work, and is generalfy 

unacceptable. 

Attitudes Towarùs Evaluatioo 

Attitudes towards waluation are Vaned arnong educational personnel. Research 

indicates that there are a variety of factors which detennine if teachers wïil be receptive to 

an evduation process, the predominant reason being if the teacher was actudy involved in 

the process. "Teachers clearly have a stake in professional devefopment. It is only logical 

that they should participate, therefore in planning evaluation systems to promote their own 

professional dwelopment" (Duke & Stiggins, 1990, p. 129). "A teacher evaiuation 

systern developed wÎth a high level of teacher participation may lead to shared discussions 

of educational issues and greater communication among the rnembers of a school staff 

about their teaching" (NatrieHo, 1990, p. 42). "As with the development of an appraisai 

procedure, evaluation instruments are more appropriately constructeci by the committee 

pro ces^^^ (Travers & Rebore, 1987, p. 300). 

' W e  evaluation may stimulate teachers to grow beyond minimum cornpetence, it 
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also may have the opposite effect. Growth can be inhibited as a result of evaluation that is 

overly threateniag, poorly conducted, or inadequately c o d c a t e d "  (Duke & Stiggins, 

1990, p. 1 19). Nameiio (1990) notes 

Teachers may interpret the evaluations they receive as a challenge to 

perfionn at a higher level. But the motivationai effects of tacher 

evafuation cut both ways. While some teachers may be chdenged by 

evaluations, others may experience extreme stress and d e t y  which is 

never converted to improved performance. (pp. 3940). 

'Xegardless of how persuasive the reasons are for evaiuation, a sizable number of 

people will greet even a discussion of evduation, much less a plan to evaluate them with 

expressions of distaste and opposition" (Geis, cited in GdBhs, 1977, p. 14). "'They see it 

as a minor discornfort which they hope wiil disappear won and stay away" (Kronk & 

Shipka, 1980, p. 8). Geis (1977) says 'there are many sources of resistance to change, 

and evaluation is, after ad, the fkst step toward possible change" (p. 14). Geis (1977, p. 

14) lias nine reasons why teachers object to evaluation: 

1. My own expen'ence with tests indrcutes that they are unfair. 

2. The meam of evuIuatingpeopIe are usuaïïy not technicaUy sarnd 

3.  n e  same ckTta c m  be intepreted mmy d?yeeent wuys. 

4. It unloch Pandora 's Box. 



5 .  People generally dis& change. 

6. We aire@ h e  a gwd systern of decision-m&ng which sharld 

7. 1 just do not think h m  beinps sharld (or cari) be meawred and 

8. W î h  c m  we do evrn if we find art that something is wrong? 

9. Why sharld l evahate? 

Scriven ( 1967) acknowledges people's weariness towards evaluation and reaiizes 

that is not unwarranteci. But he also explains that evduation is a necessary process and 

States 

By stressing the constructive part evduation rnay play in non-threatening 

aaMties. . . we slur over the fact that its goals aiways include the 

estimation of merit, worth, value, etc. which ail tou clearly contnbute in 

another role to decisious about promotion and rejection of personnel and 

courses. But we cannot aord  to tackle atyaety about evaiuation by 

ignoring its importance and confising its presentation; the loss in efficiency 

is too great. Business fkms can't keep executives or factories when they 

are not dohg good work and a society shouidn't have to retain textbooks, 

courses, teachers . . . that do a poor job when good performance is 
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possible. The appropriate way to hancile anxiety ofthis h d  is by fkding 

tasks for which a better prognosis is possible for the individuais whose 

positions or prestige are threatened. Failure to evaluate pupil's 

performance leads to gross inefficiencies of the age-graded classroom or 

the "un-graded" reports on pupils, and fidure to evaluate teachers' 

performances leads to the correlative inefficiency of incompetent 

instruction and the substitution of personality for performance. (p -42). 

"Some academics persist in the argument that direct observation, even by quaEed 

personnel using acceptable tools of measurement, is an invasion of privacy. They argue 

that the teacher is estided to autonomy in the classroom" (Seldin, 1980, p. 7). However, 

Moses (1988) believes "rwiews are not regardeci as an unwarrauted attack on professionai 

autonomy, but as a part of professionaiism" (p. 72). "Other opponents of evaluation 

argue that teaching is too cornplex and subjective to be evduated" (Seldin, 1 984, p. 7). 

However, "evaluation activities can provide teachers with both contact with other 

professionals in the school and with reassurance about their perfomiance7' (NatrielIo, 

1990, p. 39). 

Sullivan (cited in GrifWu, 1977) believes that "formal evaiuation of instruction 

c m  be an extremely threatening and amiety-producing process7' (p. 1 3 9). His reasons are: 

1. It is znitiated by someone ofher t h  the inriructor. 



2 It ocnrrs at regrrlar, usuaiZy anmal intervaZs. 

3. It c h m s  io rehte io the totaiperfmunce of the teacher, thnt is. 

general teuching cornpetence. 

4. Is oy%m not the qpropriate evaimztion of factors unique and 

important to a particular inrtructor. 

5. Teachingpe~omunce is judged in compmson w i ~ h  t h  of others 

and a comparative evaZuution made. 

6. The evuiuation rnqy be wed for ahinzstrative judgement and 

deczsions qf/ectingprornotion and temre. 

7. A permanent record is kept 

"Most teachers have a positive attitude towards evaluation" (Moses, 1988, p. 74). 

The reasons for this positive attitude fidl into two categories: 

(1)  Reviews provide a means of i d e n m g  and telling people who are not 

perfonnllig adequately, and possibly a means of 'getting rid of deadwood'; 

they prevent slackness due to ndl inertia, especially after tenure. Here 

respondents approve of reviews, but they see them as essentiaüy 

disciplinary, even punitive. (2) StaEmust be accountable for their 

professionai actions just as other professionals. In this second category, 

respondents' attitude towards reviews is positive and they see the effects of 



reviews as positive. (p. 68). 

In Moses' case study, Merent attitudes d a c e d  towards evaluation, and people had 

different perceptions of evduation. Here are some achiaI quotes from her study 

respondents: (Moses, 1988, pp 68-73) 

"111 the Public Service. w h e  1 worked. there is more pressure on people 

to pevonn. I cion 't consider arguments agmQ7nst reviews as vuiid It is 

oniy a protecrion of imompetence. " 

"People wii. be defensive. Imovatiom might be jeopardized People 

might be scared of îrying unytthing new if one d m  ' f  knaw the mitcorne. '* 

"1 am very much for evatuation of teachingprovided it is offered as an 

avaiiabie service. mdpeop[e toke the initiative and make use of it. I am 

.. veiy much against compdsiun. 

"lm for evahation of teaching but I am not for the weeding out, 

because evaiuation of teaching shmU make a dierence to the paiity of 

teachrig. 1 c m  see why m q  people don 't like the aclfmznistrutioon 

dicmng. " 
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" l m  very much for the evaluatm of teaching, but evu2uaîion of teaching 

has two sides. It c m  6e dused by the people in power. " 

Moses (1988) believes that the majonty of people are ia favor of evaluation. She States 

"staff, particdarly those who have worked outside the university system, have seen 

performance reviews enacteci and believe that the quality of work can be improved 

&out interference to the content of worK7 (p. 72). 

Evduation is viewed as the key to maintaining efféctive teaching. "0 one will 

argue that absolute precision and objectivity on evaluation is foreseeable. But to elùnuiate 

f à d t y  appraid because today's techniques of g*g at it are imperfect is not an answer" 

(Seldin, 1984, p. 7). 

Conclusion 

Research literature supports the establishment of an evaluation system for 

educational personnel regardless of the academic setting because of the impact it cm have 

on improving a tacher's perfiomiance. Researchers like Gage, Sefdin and Sergiovanni 

believe that evaiuation practices serve an important hct ion in ensuring that teachers 

receive the necessary professional development whiie remahhg motivated to deliver a 

quality education to their -dents. Research Literature supports the view that evaluation 

policies and procedures must contain more than a formative aspect. Evduation poiicies 
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and procedures can be an effective tool in the decision-making process; therefore any 

waluation policy should comain both a su~llllliltive as well as a formative component. 

The Merature indicates that there is a degree of skepticism and confusion 

surroundhg the concept of evahiation. "The confusion arises around what these 

evaluations should look like, how they should be conducted, who should conduct them, 

and their purpose" (Rammer, 199 1, p. 72). Literature suggests that educational personnel 

are skeptical because of the politics individual contlicts, and the hidden agendas of the 

individuais perfonning the waluation process. As a remit, there are mering viewpoints 

towards evaluation by educational personnel, but at the same the, they see evaluation as a 

necessary process. The literature deahg with evaluation' s purposes and effectiveness, the 

barriers to evaluating performance, and the attitudes towards evaluation, provides the 

focus for this çtudy of the attitudes and perceptions of educationai personnel towards 

evaluation. The educational landscape of this province is rapidiy changing. Literanire 

indicates that teachers want to be accountable and want to provide the best possible 

education to the children of this province. The literature review in this chapter provides 

the focus in determining the attmides and perceptions of educational perso~el  towards 

evduation. 



RESEARCH QUESTIONS AND METHODOLOGY 

The problern identifieci for study in Chapter 1 was redefined to a set of research 

questions that sewed as a guide for the research project. There was also a detailed 

description of the type of  the research methodology use& and the primary method of data 

collection emptoyed in this study. There was also specific reference to why such a 

research mode1 is considered credibte by experts in the field. 

Research Questions 

The aim of this study was to determine the attitudes and perceptions ofeducational 

personnel towards evaiuatioq and the evduation process. The research questions were 

derived and formulated as a redt  of a substantial review of the literature on evaiuation 

inctuding: Darling-Hammond, 1990; Sergiovanni, 1995; Miller, 1987; Proctor, cited in 

Caiderhead & Gates, 1993; Sel* 1980,1984; Gage, cited in Miller, 1972; Gage, 1959; 

Galloway & Edwards, 199 1 ; Bates, cited in Galloway & Edwards, 199 1 ; Mckeachie, 

1967; Hicban, 1988, 1996; Musella, cited in Hickrnan, 1988; Mclaughlin & Pfeifer, 

1988; Stiggins & M e ,  1988; Rammer, 199 1; God & Muiryan, IWO; Scriven 1967, 

1 98 1 ; Geis 1977; Geis, cited in GrBïths, 1977; Aitbach, 1 989; SulIivan, 1977; 



Hilderbrand, 199 1; Natrieno, 1990; Gitlin & Bullough, cited in Altbach, 1989; Travers & 

Rebore, 1987; and Moses, 1988. The following swved as guiding questions in the quest 

to gain a deeper understanding of the attitudes and perceptions educational personnel hold 

towards evaiuation: 

Do educational persorniel view evaluation as an integral aspect of teaching? 

What, if aay, are the m e n t  barriers inhriiting effective evaiuation programs? 

What are the crucial ingredîents of an evaluation process? 

Shodd evaluation processes contain more than a formative aspect? 

What do educational personnel perceive to be the fundamental purpose of 

evaluation? 

What do educational personnel view as their rote in the formulation of evaluation 

policies? 

How would an evaluation policy for ail personnel impact on the curent act of 

teaching? 

How cadshould an evaluation poticy be brought to hition for ail personnel given 

the traditional and current evaluation practices? 

Qualitative Research 

Educational research in its &cy borrowed heavily fiom the nahird sciences and 
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their methods of inque. The primary method of doing research involved a quantitative 

approach. "Quantitative methods are, in general, supporteci by the positivist or scient& 

paradigm, which leads us to regard the world as made up of observable, rneasurable fâcts" 

(Glesne & Peshkin, 1992, pp. 5-6). Its f'undamentai purpose is to be able to explain, 

predict, and generalize the results to other situations. It was once believed that to ensure 

reiiabdity, vaiidity, and generalizability, a researcher had to employ a quantitative 

methodology of inquj. .  

However, due to the cornplexity of human relations, quantitative research could 

not accurately predict what would happen in al1 circumstances ail the time. This is 

because not all quantitative data collection instruments accurately explain or get beneath 

the mrfhce of the problem. Unfomuiately, human feehgs, attitudes and perceptions 

cannot be packaged in neat tables comprised of statisticai data Personal stories need to 

be told which can coutribute to research. "The quditative approach reminds the scientific 

sociologist and the rest of us that for aii his or her neat abstractions, concrete human 

feelings may not neatiy bend before hem" (Plummer, 1983, p. 7). This has given rise to 

the qualitative paradigm and its ability to make sigdïcmt contribution to the field of 

educational research. 

Borg and Gall (1989) distinguish between the two methods of research by the 

amount of coutrol the researcher has in the research situation. Lincoln and Guba (1985) 



believe the main Merence exists in the way a partidar situation is perceived. 

Quantitative researchers contend that any situation can be viewed separately, and variables 

established in a causal relationship. Qualitative researchers on the other hand, believe 

situations, especialy human interactions, cannot be viewed separately but must be seen 

from a holistic perspective. Lincoln and Guba (1985) believe quantitative and qualitative 

approaches are incompatible. Yet, Patton; Reichardt; and Cook (cited in Giesne & 

Peshkul, 1992) point out that "the skilled researcher can successfiilly combine 

approaches" (p. 9). This ditference in research rnethodology has causeci a debate as to 

which method is superior. 

However, in the past quater ce-, qualitative research has gained significant 

respect and the debate between the two methodological philosophies has received less 

focus. Howe (1988) believes that arguùig over which approach is better, and believing 

that one approach is better thao the other, will cause the researcher to Iose valuable 

idormation. Different paradigms enabie one to understand, create, and expand upon 

Werent types of laiowledge. Qualitative research has proven its sipificance and ab* 

to contribute to research and is gaining crediiility in most disciplines. 

Schwandt (1989) States 

Our consmictions of the world, our vaiues, and our ideas about how to 

in@e into those constructions, are mutudy self-reinforcing. We conduct 
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inquky via a particular paradigm because it embodies assumptions about 

the worfd that we believe and values that we hold, and because we hold 

those assumptions and values we conduct inquiry according to the percepts 

of that paradigm. (p. 399). 

Glesne & Peshkin (1 992) reiterate and substantiate both approaches by saying 

The argument becomes muddled because one party argues from the 

underlying philosophicai nature of each paradigm, and the other focuses on 

the apparent compaability of the research methods, enjoying the rewards of 

both numbers and words. Because the positivia and the interpretivist 

paradigms rest on different assurnptions about the nature of the world, they 

require different instruments and procedures to find the type of data 

desùed. This does not mean, however, that the positivia nwer uses 

interviews nor that the interpretist never uses a survey. They may, but such 

rnethods are supplementary, not domuiam. (p. 9). 

The methodology applied in this thesis was predominantiy qualitative because of 

the nature of the study. The intent was to see what emerged out of the research, rather 

than to be p respded .  Data coUection involveci inte~ews and focus groups compnsed 

of interviewees fiorn the intermediate and senior high teachers. The interviewees were 
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nom one school withui a newly fonned school district in the Province of Newfoundland 

and Labrador. 

Interviews 

Qualitative researchers use intemiewing as a data collection method or technique 

more than any other method. Interviews are important because they ailow a researcher to 

get a sense of other peoples perspectives that cannot be achieved by observation alone. 

Thoughts, feehgs, and attitudes are unmeasurable unless they are cornmunicated to the 

researcher by the person experiencing them In essence, inte~ews  are ody a 

conversation, but with a purpose to reveal or c o b  what research is tqing to explain. 

Dexter (1970) says inte~ewing gets more data and better data. Spradley (1979) 

"emphasizes the Werences between friendly conversations and intemiews. Interviews, 

unlike rnost fnendy conversafions, have a script, an agenda, and a purpose set by the 

researcher" (pp. 56-57). 

Brenner, Brown, and Canter (1985) believe interviews have an advantage over 

questio~aires because researchers guide the information. However, Seidman (1 99 1 ) 

points out that interviewees can supply fase or misleading data. "These distortions cari be  

ameliorated by corroboratmg information obtained through interviews by other f o m  of 

data coliection, including observation" (Lecompte & Preissle, 1993, p. 166). Seidman 

(1991) çuggests that the validity of a study is enhanceci if the interviewee is pennitted to 
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make seme of the subject during the interview. 

The inte~ew process cari be conducteci in a number of different structures. The 

range can be £fom structured with a closed response, where the interviewee is directeci 

totdy by the interviewer, to unstructureci where the inte~ewee can detennine the 

agenda. This study was semi-structurai with the opportunity for the interviewees to add 

to the line of questionkg and contribute information that they felt was valuable to the 

study. The purpose of an i n t e ~ e w  is to find out what the interviewee is thinking and 

feehg towards a partidar subject. not to develop or solicit preconceived notions. 

Seidman (1 99 1) believes that the inte~ew process gives researchers a greater 

understanding of people's behavior because the behavior is not isolated but rather 

occuning in a social context. Questionnaires? while reliable, are unable to describe to the 

exterrt that an interview cm.  

Focus Groups 

Focus groups are used in qualitative research to explore issues that are cornplex. 

Given the complexity of issues pertajning to individuals, fonis groups enable small groups 

of people to openly discuss an issue and explore the avenues derived by the participants. 

"These groups generdy contain 6 to 12 people who are similar to each other in important 
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ways. A focus group is usenil for explorhg the opinions of a small subgroup of people" 

(Mullins, 1994, p. 75). 

The Reserrch Setting 

This study was isolateci to a specific geographical zone in the province. The 

teachers inte~ewed are empioyed in a newly restructureci district which employs 3 55 

teachers and has approximately 5021 students. The intermediate and senior high school 

houses students from grade seven to Iwel III and the school serves 12 commuaities withui 

a radius of 25 kilometers. Of the 42 teachers on staff, 29 are male, and 1 3 are fernale. 

The average age is 34, and the average years of experience is 1 L -64 as of 3 1 August 1996. 

Data CoUection 

The teachers were selected prirnady on the basis of pro>àmisr, convenience to the 

researcher, receptiveness to the researcher, and the study. Teachers were categorked 

according to their employment status, that being either a replacement, probationary, or 

tenured teacher. Their teaching division also detennined their selection. The teachers 

were then randomly seiected by choosing every third name. This selection process was 

used only for the tenured teachers. Due to the low nwbers of replacement and 

probationary teachers, all identined teachers were asked to participate in the study. 
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Due to the nature of the study as previously descnbed in Chapter 1, inte~ews and 

focus groups were the means of data coiledon. Fourteen in te~ews o f a p p r o ~ e l y  1 

to 1 Yz hours duration were conducted. Intermediate and senior hi& divisions were 

categorized. The intermediate division had six inteMewees and the senior division had 

eight interviewees, with to the extent possible, equal representation of d e s  and fernales. 

After the completion of the individual interviews, focus groups were conducted in each 

division. 

The style of i n t e ~ e w  employed was semi-structureci with an open response. The 

interview was only structured to the extent that a time and location for the interview to 

occur was determined with the inte~ewee naming the time and place. The interview 

situation was kept casual to provide a relaxhg and cornfortable environment. The 

iiterature, as discussed earlier under the section on interviews supports this type of 

interview because the information that the researcher may receive might not be discovered 

in a totaily structureci i n t e ~ e w  situation. The specinc set of questions served only as a 

guide to the inteMew process. The researcher pursued any relevant ideas that were fieely 

given by the interviewee. Every attempt was made in all inte~ews to cover the same 

questions. However, due to the semi-structureci format, ail questions for each inte~ewee 

were not asked or answered in the same order. Permission to use an audio recording 

system was requested, and ail interviewees gave permission to record the interview. 



Interview Schedules 

The intention was to use the same i n t e ~ e w  schedule with each interviewee. 

However, due to the semi-structurecl format, the ordering of questions varied m g  

interviews. The interview schedule was meant to serve oaly as a guide. The h t e ~ e w e r  

had the option to explore any ideas or pertinent information generated by the interviewee. 

The inteniew scheduie was organized under eight categones. The intent was to 

provide structure and cousistency where possible. The categones were as foiiows: 

1 .  Educational personnel's view towards d a t i o n  as an integrai aspect of teaching. 

The initial questions airneci to relax the intewiewee and the researcher with a line 

of questioning that would set the stage for the others to foilow. Emp hasis was 

placed on how the i n t e ~ e w e e  felt about the subject, not what others felt. This 

personalized approach aimeci at making the interviewe feel that their contributions 

were important. The intention was to gain insight about the inte~ewees  attitude 

towards evaluation. 

2. The purpose of evaluation and its positive attributes. 

Intemimees were asked what they beiieved to be the purpose of evaluation, and 
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what they believed to be the positive attributes of an evaluation process. The 

ernphasis was on their perceptions of evaluation. 

3. Identification of the barriers perceived to inhibit eséctive evaluation. 

Emphasis was placed on what interviewees perceived to be the bamers that may 

inhibit evaluation, and any establishment of an evaluation process. 

4. Overcoming identifid barriers. 

Once identined barriers were established from the perspective of the inte~ewee, 

this Luie of questionhg aimed at finding solutions to what the participant perceived 

to be the barriers. This required speculation on the part of the interviewees, as 

they were not only asked to comment fiom their perspective, but also nom the 

perspective of other stakeholders in the educationd structure. 

5. Evaluation policies and their impact on current teaching practices. 

The intention of this section was to see how the inte~ewees fek towards 
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evaiuation and what they perceived to be the impact, whether positive7 or negative, 

on current teaching practices. The intent was not ody to identie consequences, 

but to suggest solutions to the consequences that may be viewed as negative. 

6 .  Crucial ingredients of  an evaiuation model. 

Interviewees were asked to assume that an evaluation process for ai l  educationai 

personnel was standard practice. Inte~ewees were then asked their attitudes 

towards such a modei, and what they perceived to be the crucial ingredients in the 

development and hctioning of an evaluation model. 

7. Evaluation policies as standard practice. 

Inte~ewees were asked to reffect on the act of teaching, and assuming that 

wduation is standard practice, suggest the type of evaluation they would prefer 

(peer waiuation, self evaluation, etc.). Participants were asked to descnbe their 

o v e d  amhides and perceptions towards waluation The intent was to gain an 

under standing of how each interviewee, regardiess of status (replacement, 
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probationary, or tenured), felt towards evduation as an aspect o f  teaching and as 

a continuhg process. 

Administration of liitemew Scheduies 

Permission was requested fkom the dismct superintendent to cany out the 

proposed study in the fall of 1996. Once approval was obtained f?om the superintendent, 

the principal of the school selected for study was contacted to obtain the statistical 

information and iden* personnel who would be willing to participate. Once potential 

participants were identifie& each was contacted separately to explain the purpose of the 

study. If they were willing to participate, a time and place for the interview was 

estabLished and permission to tape the interview was requested. At the time of the 

interview, the in te~ewee  was presented with a Ietter of consent, which with their 

signature, gave the researcher permission to interview. 

Data Anaiysis 

The methods of coilecting data for this quaiitative study were interviews and focus 

groups. The inte~ews were taped on audio cassette and transcribed for analysis and 



reference. The data were categorized under the headings discussed in the interview 

scheduie and research questions. Similarities and differences were identifieci and the 

researcher attempted to explain the themes that emerged from the data. These themes 

were M e r  analyzed in relation to the literature review in Chapter 2. The data were 

presented, acknowiedging the uniqueness of the research setting. Although the resuits 

may be generaiizable to the educationai personnel of this province, this assumption is the 

prerogative of the reader, and is not the intent of the researcher. 

Summary 

The design of the study is qualitative with the primary source of data collection 

being in te~ews  and focus groups. The inte~ews were semi-structureci with an open 

response that aüowed the interviewees to add any information they feIt was relevant to the 

study of the attitudes and perceptions of educational personnel towards evaluation and 

evaiuation processes. InteMews were conducted with teachers in the intemediate and 

senior high divisions. Six teachers were inte~ewed nom the intermediate dnnsion and 

eight teachers intervieweci fiom the senior division, with focus groups within each 

division. Each interview was for 1 to 1 % hours in duration, and the interview schedule 

addressed eight topics: educationd personnel's view towards evaluation as an integrai 

aspect of teaching; the purpose of evaluation and its positive attributes; identifkation of 
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the barriers perceived to inhibit effeaive evaluation; overcoming idenbfied barriers; 

waluation policies and their impact on current teaching practices; crucial ingredients of an 

evaluation model; and waluation poiicies as standard practice. 

The data anaiysis invo1ved the grouping of data into categories to determine the 

themes that existed among the interviewees. Similarities and difrences were sought in 

the data, and rationde suggested. 



CHAPTER 4 

PRESENTATION AND ANALYSIS OF DATA 

Semi-stnictwed ime~ews  formed the bais of obtaining data for this qualitative 

study of the attitudes and perceptions of educational personnel towards evaluation. This 

chapter presents and andyzes the inte~ew data collected tiom the fourteen interviewees. 

Table 4.1 provides the numbers and divisions of the interviewees. 

Table 4.1 

Replacement Probationary Tenured 

Intemediate 

Senior High 

Organization of InteMew Data 

Semi-structureci in te~ews  were heid with fourteen educators fkom the 

intemediate and senior high divisions. AU individuais were interested and knowledgeable 

about wafuation. Not ai i  interviewees answered the questions in the exact order as they 
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appear on the interview scheduie . This was because some interviewees were willing to 

reveal more information than others, and as a resuit answered some questions bdore they 

were formaily asked. 

Anaiysis of Interview Data 

Interviews were conducted with fourteen educators fiom the intemediate and 

senior high divisions. The interviewees were either replacement, probationary, or t e n d  

teachers. The i n t e ~ e w s  were approximately 1 to 1 1/2 hours in duration. Focus groups 

were held within each division after all interviews were conducted. 

Research Question #1 

Do eduutionai penonnd view evaiuation as an integral aspect of teaching? 

Inte~ewees were asked a senes of 10 questions on how they view evaluation as 

an integral aspect of teaching. Imemiewees were asked about th& current views and 

overall philosophy of evaluation. Each specinc question is outiined below in italics. 

Were yau ewr evaluated in your teachmg career und haw w d d  you describe your 
 ce wzth evaluatzbn, mch ch positive or negative? Why? 

Ail the temired teachers were evaluated at some point during their teaching career. 

Their experiences with evaluation ranged fkom king negative to positive, but the majority 
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of the teachers had a positive experience with evaluation. The reasons were varie4 some 

of these inchdeci: 

"1 found the experience positive in the sense that my evaluator was 

positive. However, 1 never put a lot of credence in what my eduator said 

in the first place, because my evaiuators were not teachers. They have 

been long removed £iom the classroom, and as such, could offer very Me 

insight into teaching in the nineties." 

"Constmctive criticism was giveq aithugkt it is nifficult for the evaluator 

to see ifany irnprovemexrt is being made since the pracess of evaluation 

occurs with long intemais of tirne in between." 

"The process was positive when the evaluator was professional enough to 

use the evaiuation as a way to improvement." 

There were also some negative experiences with evaluation. Some tenured teachers felt 

that the process of evaluation was hindered because of the way the evaiuation processes 

were administered. One intewiewee said %ere are too many instances in evaluation 

processes in which non-sigrûficaut items are critïcized, which lads unfominately to 
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negative perceptions of evaluation." Another teacher nated that ''when the evduator 

treated the process as a sole forum for cnticism, then there are problems with evduation." 

AU replacement teachers were also evduated at sorne point in their teaching 

careers. Their scperiences with evaluation were mody positive with the exception of one 

teacher. The inte~ewee said "my first expenence with evaiuation would have to be 

descnied as a very negative experience. The aaluator seerned to center more attention 

on petty problems with my teaching style rather than my strengths. The criticism was 

denoitely not co~l~tructive." 

Moa of  the probationary teachers interviewai also had positive experiences with 

evaluations. One teacher said "if the evaluation process is effective then there wdl be a 

positive result. My ability tu take constructive criticism definitely helped throughout the 

process." Anotber inte~ewee said 

I found evaluations to be both positive and negative. The amiety 1 felt 

and the alterations it created to the class atmosphere, students' behavior, 

and my behavior were very negarive and not conducive to productive 

les-g. The constructive cnticism was posaive, when 1 actually received 

constructive criticism. 

Tenured teachers had mixed reactions as to whether wahzation was an integral 
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aspect of teaching. Sorne teachers said 'yes', one stated "teachers must be accountable to 

a standard. However, teachers need to be evaluated by dedicated and experienced peers, 

not school board personnel and administration officiais who ran from the classroom." 

ûthers fek that evaluation can be positive and can be an integral aspect of teachg when it 

is implemented in a positive constructive manner. An intwviewee said "in the hands of a 

conscientious, professionally-oriented person, the evaiuation process can be used as a 

positive growth experience. However, most of the evduators viewltreat evaluation as a 

summative tool to place on one's permanent record." 

One tenured teacher specificaily said 'no'. This teacher stated "1 feel that self- 

duation and evaluation f?om students is more important than evaluation by 

administration. Students and coileagues are ground in a regular basis and therefore, have 

a bmer idea of a tacher's ability." 

Replacement teachers fe1t that evaluation was an integral aspect ofteaching when 

completed in a positive way, but shouid exist for all teachers, not ody for the non-tenured 

teacher. One interviewee suggested that "'there has to be some sort of check in place that 

enables school boards and administrators to weed out undesirables. It also aids teachers in 

îheir development as an effktive teacher." 

Robatiouary teachers felt that evaluation was definitely an inteprai aspect of 

teaching. One teacher stated: 
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1 feel that evaluation should be a constant part of teaching. This is 

especidy the case of a beginning teacher as he/she tries to become the best 

possible teacher. 1 also feel that evaluation can, and shouid be an integrai 

part of teaching of the experienced teacher. In my bief period of teaching, 

I have witnessed rnany expenenced teachers making a minimal effort to 

fùEU their duties. 

Other probationary teachers believe that seE-evaluation is more of an integrai part of the 

evafuation process. One interviewee said '7 think seE-evaluatiun and refiection is very 

important to teaching. Being evaluated in formai manners with reporting a d  job 

dependency is not productive because of the politics associateci with evaluation." 

Do you feel egective teachzng c m  o c m  withmt some sort of evuIuation? 

Tenured teachers were divideci in their views that effective teaching can occur 

without some sort of evaluation. One teacher suggested "just iike students, teachers need 

to have a set of standards that must be met, evaluated, and enforced." Another 

inte~ewee said "some evaiuation is necessary, but evaluation should corne ftom the 

student, peers, and seK-evaluation." Others felt that effective teaching can occur without 

some sort of aahiation. One teacher said "es, effèctive teaching can oc-, however, an 

objective observer (administration, coordinator, colleague) who can be 

instructivelconstnictive, could help many neophytes avoid beginner problems. The aim 
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be on eady intemention." 

Replacement teachers felt that there have to be some sort of evaluation procedures 

in place to ensure that the students are being taught the prescni curridum. One 

teacher believes that "some long tem evaluation schemes wodd keep evwyone 

accoUILfable." However, another teacher stated that "evaluafion would not be necessary if 

ail teachers were conscientious and diligent in fulfilling the expectations of their job." 

Probationary teachen were split as to whether &&e teachg c m  occur 

d o u t  evaluation. One teacher said "certainiy, some teachers are 'naturai' teachers and 

evaiuafions are more of a formtbf'. Another stated: 

Effective teaching cm occur without evaiuation, but teaching slOlls and 

methods may improve through seIf-evaiuation and other forms of 

evaluation. To become more effeaive, 1 Ifel waluation is a necessity. If 

there is a positive attitude towards evaiuation, and yow pers fed the same 

way, then the students bene& tremendously. 

However, the other interviewees stroagiy believed that effective teaching cannot occur 

without evaluation. One teacher said "it cannot occw without seif-evaluation and non- 

politicaiiy motivated peer consultation." Awther interviewee made the statement: 

Our society is constantly changing, therdore 1 fée1 that it is important that 

we as teachers be monitored to be sure that we are providing the best 
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quaiity education possible. Through evaluation I feel that we as teachers 

will always be aware that we shouid be striving to meet today's 

expectations and standards. 

H m  warldyou define evuhation, or w h  Ïs yuur philosophy of evafuution? 

T e n d  teachers had a variety of views regarding their individuai philosophy of 

&ution. Some of these include: 

"The procedure of having a 'qualified' individual do an accurate 

assessrnent of  a teacher perfomllng a particular duty." 

cTvaiuation - a guide to fuhire improvements." 

c%vaiuation is the measuring ofwhether or not an acceptable standard has 

been met or achiwed. It mus be fiequent and ongoing." 

'Tvaiuation is the process of giving feedback to the teacher to improve 

upon teaching and fàcilitate Iearning." 

Replacement teachers held similar views regarding the pbilosophy of evaluation. 

Some of these are: 

"Evaiuation is a process carrieci out to determine whether or not an 



individual is performing at an acceptable level." 

'%vaiuation is the procedures put in place to aid teachers in their 

professional development and to help administrators in making wise 

personnel decisions." 

Probationary teachers held a philosophy of evduation similar to tenured and 

replacement teachers. Among them are: 

'75vaiuation is analyzhg what is done and accomplished to see what can be 

accomplished differently and perhaps better." 

Tvaluation is a process which should assia and i d e n e  areas of 

improvernent. It judges the personai and professional development of a 

teacher. " 

"Evduation is the process of measuring certain objectives or standards. It 

should be used both formatively and summdveIy. En the case of teaching, 

formative should be stressed." 

"Evduafion is a process that ensures that you are meeting the expectaîions 



placed upon you as a teacher." 

Do you think evultlatratron shuuId be for al2 echrcatioruzi personnel? Are there any 
exceptions for educationuIpetsomeZ, a d  ifso, why should they be eiicchded? 

AU tenured teachers held a strong conviction that dl educational personnel shodd 

be evaiuated without exception. One interviewe stated "everyone must be accountable 

and everyone shouid have to reach a certain standard. There is no 'God' in education, just 

those who think they are." Another teacher stated "there is room for improvement in any 

profession, in any capacity." 

AU replacement teachers felt that evaiuation should be for aii educational 

personnel. As one interviewee phrased it '%kt is good for the goose is good for the 

gander. Nobody shouid be beyond having their job effdveness evaiuated." 

Robationary teachers M y  believe that evaiuation procedures should be for ai i  

educational personnel without exception regardless of their position within the educational 

profession One teacher stated: 

m e n  it is only the beginning teacher who gets focused on during 

evaiuation. This should not be the case, as often, it is the more expenenced 

teacher that requires monitoring. During my minimal experiences as a 

teacher, 1 I v e  witnessed teachers with 20c years of teaching experience 

demonstrate a weakening desire to put more effort in their duties. This not 

. . oniy appties to teachers, but also to adnnnistration, as they often need to be 



reminded of today's teacbg needs and methodology. 

Do you feel that fhere is a need for evaftlafion in teaching? If su, m y ?  

AU tenured teachers felt there is a need to have evaluation in teaching. The 

reasons ranged f?om the need to be heid accuuntable to helping prevent peuple ftom 

becorning stagnant. One inte~ewee elaborated and m e r  stated: 

It is difficuit, if not impossible for most of us to see a personai weakness. 

W~th constructive cnticism, these weaknesses cm be brought to the 

attention ofthe teacher and solutions &en that wiii help the teacher teais, 

their individual problems in the classroom. 

Replacement teachers M y  believe that there is a need to have evaluation in 

teaching. AU inte~ewees expresseci the concern that employers need some sort of 

mechanism in place to ensure they have made wise decisions in hiring. The idea was also 

cornmunicated that it belps teachers develop as professionais. One interviewee also said 

that "teacher evaluation ensures that snidents are receiving the best possible education. 

Mer ail, that is our job as teachers." 

Probationary teachers feel there is a need for evaluation in teachg so as to 

increase accountability and improve the quality of instruction. One inte~ewee said: 

Teaching is an occupation where you can always irnprove skilis, methods, 

etc. Teaching consists of many tools which need sharpening, especiaily 
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through self-evduation. Also, proving to others that we are effective 

teachers is important because of the increased desire for accountabdity. 

Evaluation produces, or can produce, a higher standard in our capabiiities 

and &eCtNeness as a teacher. 

Whut are yow personal attitudes towards evaZuation? 

Tenured teachers expressed the concern that evduation as it is currentiy practised 

in this province is not what it was origindy designeci for. One interviewee stated that "as 

it srists, too many evaluators have the wrong agenda and hadequate skills to do good, 

proper, constructive, and humanifarian evaluations." However, they unanimously agreed 

that evaluation can be a good practice ifconducted properly. One teacher said 

"personalIy7 I welcome it, even though it makes me nervous." 

AU replacement teachers shared resemtions in their attitudes towards evaluation. 

While dl of them ciearly stated the need to have evaluation procedures, their amhides 

towards waluation were not positive. One in te~ewee  said "evaluation procedures 

intimidate me, I feel like 1 am under the gun." Another interviewee stated: 

When done in an appropriate manner, 1 have no problem with evaluation. 

In the same breath, however, 1 feel that evaluation procedures and 

evaluators thernselves need to take a long hard look at themselves and the 

procedures they use to evaluate teachers. 
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AU replacement teachers approve of evaiuation procedures and for the moa  part 

welcome them. However, it was communicated that the current system of  evatuation has 

some deficiencies. One teacher stated that "at present it seems more of a formaIity, a 

ntualistic activity than a conscious effort to help the teacher improve." Another 

interviewee condudeci: 

My personal attitude towards evaluation is that in many cases it does not 

provide the adequate amount of assistance and guidance, but rather a 

means of  determining ifyou are fit for the job. Evaluation can be more 

effective if it addresses particuiar areas o f  professional development. 

Evaiuation is very important ifapproached and implemented in the correct 

manner. 

Research Question #2 

What do educationai personnel perceive to be the fundamental purpose of 
evaluation? 

Wkz-t do you perceive tu be the purpose of evaiuafion ond evaluation proceaktes ar thcry 
me m e n t &  implemented? 1s zi for professiomi rdevelopment? Ahhisirative &cision- 
m&g? A cornbinaîhn? 

Tenured teachers strongly believe that evaluation procedures exit prirnarily for 

. . ariministrative decision making. Ail interviewees qressed the importance of  the 

administrative aspect, but beliwe too much emphasis is put on the administrative decision- 



making process and Little on professional development. One inte~ewee stated the 

problem with evaluation as it is currentiy implemented is that "it is the means to s a t i e  

and juste a persomel agenda, especidy in these tirnes of fiscal restrauit." Another 

teacher suggested that "teachers shoufd l e m  nom evduation, and administrators need 

them to become aware of the strengths that teachers possess, not only their weaknesses. 

Too much emphasis is placed on the wealaiesses of teachers, very seldom are they praised 

for their strengths." 

Replacement teachers believe that the current evaluation procedures are used for a 

combination ofreasons. However, they believe that professional development is the main 

reason. One interviewee said '9 feel the evaiuatiun I am receiukg is for my professionai 

deveiopment. However, administrative decision making is probably a part too ." 

Probationary teachers fed that evaluation exists for both professional development 

and administrative decision making, with the majority of the emphasis on the decision- 

making process. As one teacher said "it provides administration with the information to 

make decisions. In other words, to hire or to fie. A combination of the IWO is utopia, 

however, professional development is senously lacking." 

What do you belzeve to be the positnte attributes of evaluafiafiun? I f q ,  do you belzeve 
these amibutes exrexrst mder the present system of evuiuafiion? if no. why is this the case 
in Jour opinion? 

Tenured teachers b e h e  the positive amibutes of evaluation to be: 



1. So standards can be set and achieved, 

2. Accoumability is in place. 

3. Teacher growth, both professiondy and personaiiy. 

4. It points out a teachers area of weakness. 

5. It highlights a persons strengths. 

6. Keeps people on their toes. 

7. Chance for constructive criticism, 

Most of the teachers felt that these attributes do not exia under the present system. As 

one teacher suggested: 

It is easier to get rid of a person, especidy an untenired teacher than it is 

to mold that person into a good teacher. Too many people in positions of 

leadership believe in baptism into the teaching profession by fie. Many a 

good potentiai teacher was destroyed because of a idiotic view towards 

beginning teachers. 

Replacement teachers beliwe the positive attributes of evaluation is the fact that it 

AUows or gives teachers a forum in which to examine and improve (ifnecessary): 

- techniques of insnuction; 

- their subject cornpetence; 

- planning and preparation techniques; 



- classroom control and management; and 

- overall professional growth. 

Some replacement teachers believe these attributes exist in the present system of 

evaluation. Howwer, it depended upon the person doing the evaiuation, and rhe 

procedure being used. 

Probationary teachers feel that the positive amibutes of evaiuation are: 

1 .  Acwuntability. 

2. Sets standards. 

3.  Improves the quality of instruction. 

4. Motivates one to do Wher best. 

5. Not ody identifies areas of improvement 

recognition for success. 

6.  Focuses on the potential of an individual. 

but provides support and 

One teacher was very fhn in stating "as it stands, I feel that there are no positive 

am-iiibutes at dl. Evaluation has a lot of potential, however, the current system would need 

a Iot of modification." Another inte~ewee said "evduation does motivate and add a 

degree of accountabiiity, but until more time and energy is &en to working with teachers 

besides scatterd one hour Msits without a follow-up, little wül change." Others thought 
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that it depended on the evaiuator. If the evaiuator believed in the process, then it would 

be bendciai. Many duators ody go through the motions because it is a part of their 

job. 

Do you think evaiuatrbn s h d d  ememst in ai! professions, inchiding teaching? 

AU tenured teachers iinanimously agreed that evduafion should o c m  in dl 

professions including teachiag because everyone, regardtess of occupation, should be 

accounfable for their actions. One teacher specScally stated that " if the profession is to 

have any meaning or purpose in society, it should be subject to waluation to make sure 

'it' or 'they' are fulnlling their dirties and obligations." Another inte~ewee suggested 

"over tirne, repetitive tasks cm become boriug. Evaluation cm ensure ail workers do their 

best at al1 times. In our society, the cornpetitive nature of the global market leaves no 

room for error." 

Replacement teachers dso unanimously agreed that evaiuation shouid occur in aii 

professions. There was no elaboration beyond this point. 

AU probationary teachers believe that evaiuations shouid occur in all professions. 

At the same the, evaiuations should not be overwhelming. One teacher said ''evaiuations 

should not undermine an individual's professional abiiities and perceptions. It seems that 

many individu& view evaluation negatively thus causing stress because they fed they 
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are being attacked on a personal and professional level." Another inte~ewee believed 

that 

Anyone who is trusteci with a public responsibility Like educating the youth 

of society shouid be held accountable and evaiuated to ensure that they are 

doing what they were hired for. Doctors, lawyers, nurses etc. shouid be - 

subjected to the same process to ensure that the public gets what they 

deserve. 

Do you see evahation as a mems of being held accountabIe? 

AU tenured teachers viewed evaluation as a meam of being held accountable, but 

also had some resewation about the accountability aspect. One teacher said "ody if the 

policy and process was completed properly, but accountability should not be the main 

focus." Another interviewee redirected the accountability issue by sayùig "if you are 

doing the evaluating, would you stick your neck out for mistalces the teacher would/may 

make in the fiture? The question suggests a shifting andior distribution of accountability, 

and would make the process more fearful." 

Replacement teachers believed that evaluation is definitely a way of being held 

accountable. One inîerviewee said ''teachers are not accountable once tenure is ganteci to 

them. They become almost untouchable. More evaluation would soive this accountability 

problem." Another inteMewee simply stated "are they not one and the same?" 
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Probaîionary teachers view evaluation as a means of being held accountable, as 

one teacher phrased it "once a teacher goes in and shuts his/her door they are fkee to do 

whatever they want. It dso shows a willingness on the part of the teacher to improve by 

opening themselves to criacism." 

Research Question #3 

How wodd an evaluation poücy for alï personad impact on the cornnt a d  of 
teaching? 

Do yoir believe m evuluation policy w a r l d  impact on teaching? How Positive& or 
negarively ? 

AU tenured teachers believe that an waiuation poiicy would have a positive impact 

on the act of teaching, if the purpose was to help people improve teaching as opposed to 

help get nd of  people. One inte~ewee said "ifevaluation was geared to ensuring the 

achievernent of a set of standards and the improvement of teaching, it would be an asset. 

However, it must be objective and consistent." Another teacher pointed to the positive 

aspect of evaluation by suggesting "if the poiicy had a phiiosophy of a view to improve, it 

would aiiow the teacher to ask for assistance, thus getting the teacher on the nght track 

long before real pedagogical problems became the nom for that person." 

Ali replacement teachers believe that an evaluation policy wodd have a positive 

impact on teacbg. One teacher said "it would help teachers concentrate more on being 
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the best teacher they cm be." Another inte~ewee stated that evaluation wodd 

"determine the extent to which teachers are achieving educational aims and objectives in 

the schools of this province. On the other han& if evaiuation policies are improperly 

hplemented Î t  could negativdy & i  and retard a teachers professional growth." 

Probationary teachers feel that an evaluation policy would have a positive impact 

upon the teaching profession if %e policy is a result of input fkom ail educational 

persomel. " Another interviewe stated: 

An evaluation policy would dehite1y have a positive impact. Through 

evaiuation, a i l  teachers should receive the motivation to stnve to be the 

perfect teacher. The standards of education are steadily increasing, 

through evaluation we as educators should stnve to deliver these standards. 

Rejlecting on the act of teachzng. do you think evaiuation practices me un asset or a 
hmclaance? 

Tenured teachers held mked views regarding evaluation practices. Ali agreed that 

waluation can be an asset. One interviewee suggested that "as professionais we can only 

grow and learn through waluation." However, ai l  teachers agreed that waluation poiicies 

as they mently exist in this province are a hindrance without merit, especidy regarding 

professionai development. The sole reason for their existence is for administrative 

decision making and the graoting of tenue. 

Replacement teachers felt that waiuation could be an asset to the teaching 
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profession if the policy itselfwas carrieci out in the proper khion. One teacher said " it 

depends on how it is carrïed out, and why it is canied out. It can be very positive ifit is 

used for professional development. " 

Probationary teachers beiieve that evaluation would be an asset, ifit was used 

conectly. One teacher in the focus group said: 

It would be an asset or hindrance depending on how d was used. In itseif it 

is neither gwd nor bad, ifthose who administer them are genuine and 

work to help teachers, and ifevaluations are completed in a constructive 

and supportive m e r ,  everyone will bene&. ûtherwise, it is a waste of 

if for instance you perceive evuIu~tion to haw serious consepences on the teuckr, wh4t 
me the comepences? 

Most tenured teachers felt that evduation couid have negative effects on a teacher. 

One intemiewee stated that: 

Evaluation can help a teacher to grow to his or her fidl potentiai by making 

the teacher aware of hidher strengths and weaknesses. Growth is aiways 

necessary ifa teacher is to continue to be effective. Evaluation completed 

properiy can initiate growth. However, evaluation procedures poorly 

thought out and done as a mere formality can shatter a teachers confidence. 

This point was reiterated by another tacher who stated "if the evaluation process serves 
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oniy to highlight personal weaknesses, this in itself will be more destructive than 

constructive." 

Replacement teachers stated tbat evaluation procedures can have negative effkcts 

on a teacher. Most felt that evaluation procedures camed with them a bigh degree of 

stress and anxîety. They also beiieved that there are no mechanisms put in place to help 

aileviate these fears One teacher said "if evaluation poiicies are improperiy implemented, 

it could negatively affect teachers. Teachers could become the victims of 'witch-hunts'. 

Anxieties associated with evaIuafion could hinder their abdity to do their job." Another 

inte~ewee stated that "it seems like evaluators receive some kind of perverse pleasure in 

knowing teachers are iiterally going through heil. " 

Probationary teachers felt that a serious consequence could be the stress associated 

with the procas. Teachers may feel like they are being attacked professionally and 

personally that eventudy results in job loss. One interviewee said " the ody tirne@) 1 

would suspect serious consequences wouid be if the teacher was experiencing serious 

diflicuity and was in the danger of being dismissed. But then again, what are the 

consequences ifthey remain in the teaching profession?" 

H m  c m  consepences be eliminated or eflecctively dealt with? 

Al1 tenured teachers believed that the consequences of evaiuation poiicies could be 

eliminated or &ectiveIy dealt with. As one teacher suggested: 
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By having the evaluation process and procedures developed in conjunctïon 

with teacherq and by having the evaiuations cornpleted by experienced and 

respected peers, not board off ids and administrators who fear the 

classroom and simply have no grasp on the act of teaching. 

Most replacement teachers were unable to suggest solutions to the negative 

cousequences of evaluation. However, one said: 

Policies m u t  be irnplernented in a fishion that ensures the professional 

growth of a teacher. No one is perfêct, we can ail leam new things that 

relate to our job. The biggest problem that has to be eliminated is the 

attitude that scist towards teachers, especially untenurd teachers. 

Probationary teachers befieve that the ody way to eliminate or to effectively deal 

with any serious consequence(s) would be to ensure that every effort is made to help the 

teacher improve, and is given the support and guidance necessary to overcome any 

difnculties. One teacher stated "t00 ofien, poteatiaily good teachers are destroyed as 

soon as they enter the profession. The baptisrn by fire puts a lot of potential careers up in 

smo ke ." 

In your opinion, wwhat is more important, the positive impact evuIuation practices c m  
haw un the students, or the negative impact evQlrUltionpructices mqy have on the 
teacher? (Assurning there are negotive impacts$ 

AU tenured teachers agree that the most important impact rnust be for the student. 



One teacher said "they (the students) are the reason why we are teaching. If you feel 

more negative, why are you in the profession?" Another in te~ewee stated: 

Students corne &a. There can be no negative impact on teachers if 

evaluation is completed property. There would be a positive impact on the 

teaching profession as a whole. Besides, incompetency would be greatly 

reduced. . . and we do have incompetency in our present system. It is just 

that the people who are ca-g out evaiuation procedures are not doing 

their homework by using documentation and due process. 

Replacement teachers unanimousiy agreed that the moa important impact as a 

result of evaluation has to be the positive impact on the student. One teacher suggested 

that "a policy be developed that had a positive impact on both the student and the teacher. 

This policy does not presently exist, at least to my knowledge." 

Probationary teachers also believed that the most important impact is the impact 

on tkie shident. One teacher said: 

WMe the impact on the student is certahiy the most important, it shouid 

not negatively afEct the teacher either. To me the more positive the 

impact on the teacher the better students will be. A boost to a teacher cm 

do nothing but enhance the act of teaching. 

Another hterviewee stated that "if evaiuation has a negative impact on teachers, then this 
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is more important because ir not only affects the teachers, but also the studems." 

Research Question #4 

Should evaiuation processes contain more than a formative aspect; in other words, 
should evaluation .id in the decision-making process? 

H m  do you feef about the herrent &-ive towark behg held uccouniaole and the need to 
have everytthing documented? 

AU tenured teachers expressed the view that the m e n t  drive towards 

accotmtabiiay and documentation is positive for the student. One i n t e ~ e w e e  said "it 

keeps teachers in h e  and it's not a big deal for those who are doing their jobs, and it 

makes others who may be 'slack' do theh too." Another view expressed was that 

"accountability adds some consistency to the ducational system." One teacher stated that 

"accountability is an area as grey as student learning and is uasettlllig when viewed fkom 

the most optimistic perspective. " 

There were mixed reactions regarding accountabhty and documentation. For the 

moa part, ali replacement teachers felt the need to be accountable, however, as one 

teacher explaineci: 

Professionds need to be accountabte within reason for their actions. 

Teachers m o t  be held totaiiy accountable for students who do not want 

to learn or who are not capable of Iearning. There are more elements that 



factor into the equation of student achievement outside the classroom that 

is beyond the control of the classroom teacher. This rnay be against the 

philosophy and beliefk of some researchers, but there is also Iiterature 

avdable in the educational field that refùtes the m e n t  stand that 

everything outside the classrnom has no impact on the performance Ievel of 

the student. 

Probationary teachers held mixed views regarding the m e n t  drive towards 

accountability. One teacher stated '%is hise puts tremendous pressure and anxiety on 

new teachers. Everyone is bound to make mistakes and being accountable to so many 

leveis and people makes it seem that the slightest error c m  cost you your job." Another 

intenriewee W y  believed in accountability and the need for documentation. "This seems 

like a lot ofwork, but we live in an age where liabdity is becoming an issue, and I see a 

day when 'teacher malpractice' may be an issue in this province, so I think covering 

yourseif is essentiai. " 

Assumzng that evaluation practices are standard und a part of professionai development, 
wtsat t p e  of evaitcatjon wodd you prefer? Peer evaiuati'on, self-valuation, or a team 
approach (peer, a&ninistrutive, and district persomeI) Why? 

Tenured teachen expressed a desire to have a variety of evduation strategies. 

Some focused on the team approach because "observations c m  be compiled to get a 

cornpiete picture of the individual. Therefore, personai opinions should not cloud 
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judgements. For example, the teacher and the principal may have a personality conflict, 

but the teacher may be an effective teacher." One teacher suggested "peer, self- 

evaluation, and students. We need to give students more credit for their input into 

creating good teachers. Students have a lot to offer in critiquing a teachers' abiliûes." 

Replacement teachers were not quite sure what type of evduation they preferred. 

Those inte~ewed believed that anything other than what is currently practised would be 

an improvement. One teacher suggested a team approach because it ccwoutd d o w  for a 

more accurate and unbiased assessment." Another respondent said that "peer evduation 

sounds Wce a step in the right direction because other teachers are not so fiir removed 

nom everyday teaching. They cari relate better to situations, techniques, and the 

generation of kids that we are dealing with." 

Probationary teachers feft that any approach which used a variety of methods for 

data collection would be beneficial. Emphasis was put on peer evaluation and a team 

approach. Most of the teachers Mt that seif-evaluation and reflection would yield results 

as good as if sorneone told them how to improve. One teacher stated "%ve are 

professionals, and as professionals we should be able to look at ourselves and detennine 

areas of weakness." 



Research Question #5 

Whnt arc the cruciaï ingredientp of an evalnation process? 

Let 's assume that rhere zs to be a new evuiuation policy estaHished in evet-y district of 
ihe province: in your opinion, whal do you view to be the crucial ingrediennts of the poky 
&self3 

T e n d  teachers had variecl ideas to contribute as to what they thought should go 

into the evaluation poticy. Below is a !mmmîry of their ideas: 

1. The policy must contain a human element, for no one is perfect. 

2. Feedback to the individual evaluated. 

3. Corrective processes for any probiems detected. 

4. Growth orienteci for ail educatod personnel. 

5. Practical. 

6. Series of stages to improve. It must not be a one-tirne deal. There 

mus be a process. 

7. The school districts philosophy of evduation must be 

8. Personnel need to be in-serviced 

9. Must be developed by teachers for teachers. 

1 O. Evaluators must be quaiified. 

1 1. Must be student focused, f ier dl, this is the purpose of education. 
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Replacement teachers for the most part could aot list any crucial ingredients that 

they thought might go into an d u a t i o n  policy. The only suggestions given are as 

follows: 

Proba 

1. Clear and concise objectives aimed towards the positive growth of 

educat O r S. 

2. Effective strategies and procedures for evduations. 

~onary teachers, like replacement teachers were unable to W y  convey their 

thoughts regarding the crucial ingredients of an evaluation policy. Some of their points 

are: 

1 .  Involveallperso~el. 

2. Be more extensive and consist of more than sporadic visits. 

3. More emphasis on professional development. 

4. Be evduated by different individuals. 

5 .  Evaiuator must have laiowiedge of the subject area being evaluated. 

Resarch Question #6 

What, if rny, are the current barriers inhibiting effective evaluation pmgrams? 

Do you think there are 0arnarners rhat prevent effeche evaluation? Whaf do you perceive 
!O be the barriers lhat inhibit the practice of ef/ective evaiuatratron? For eumpie, Iack of 
administrative time to efjectively evahute personneII 
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AU tenured teachers felt that there are barriers that prevent effecIve evaiuation. 

Some of these barriers are as foilows: 

1. Dificuit to give a comprehensive evaluation during an hour long 

class a few times a year. As it is cut~ently practised, it is too much 

of an isolated experience. 

2. There is an 'elitist status' of most evaiuators, and many of these 

individuals do not focus on the positives. 

3. Incompetent, uninformed evaluators with their own agendas. 

4. Some teachers wïli show their best work when they are being 

waiuated (does not depict the real situation). 

5 .  Students are inhibiteci by an 'dien' presence in the classroom. 

6 .  The view of the evaiuator with respect to the evaiuation process 

fiom start to finish. 

7. The views and perceptions of the evaluated (fear mostiy). 

8. Lack of administrative time and subject knowledge by 

administranon Sometirnes the administratÏve stag have been so far 

removed f?om the actud teaching aspect of the job that they rnay 

not be able to d e  accurate assessments. 



76 

Replacement teachers also believed that there are barriers that prevem effective 

evaluation. Their iist of possibilities include: 

1. Evaluators being removed fkom the rigor of everyday teaching. 

The outcornes they expect are based on theory rather than reaiity. 

2. Amnciai classroom environment which is often created by the 

presence of the evaluator. 

3. Evaluation is for the most part sporadic and an examination of 

independent wents. 

4. Teachers ofien feei nervous and uptight due to the nature of 

evduation and thus affects th& performance. 

5 .  Evaluators are often unaware of 'intangibles' that need to be 

known before evaluation can take place. 

6 .  One or two people usually take care of evaluations. To get a fair 

evaluation more people should be involveci in the process. 

Probationary teachers also believe there are barriers that prevent effective 

evaluation. Some of these barriers are: 

1 - men when a guest cornes into the classroom, the environment 

changes and this often makes the experience amficial. 

2. The attitudes people have about evaluation. 



3.  Evaluators shouId focus on evduation for the purpose of 

improvement of the person evaluated. 

4. The person evaluated shodd look at evduation as the oppominity 

to have areas of weakness pointed out. This is not the case. 

5. Evaluating subject areas with Me knowledge of content. 

6 .  Not foilowing up with constructive criticism and providing the 

teacher with the proper professional development. 

Do you cietecr any oppsifion to the esrablishment of evaIuatratron practices for all 
eakcutio~llpersonnel? For example from: the NL TA. teachers, or ahinistrators. 

AU tenured teachers felt that there would be opposition to the establishment of 

evduation practices for a l l  educational personnel. One teacher said ' U m e  will be 

opposition to anything ofthis nature. The degree of opposition will depend on the sehg  

job as to the purpose of the process." Another interviewee believes "teachers are scared 

to be evahiated for fear of the truth coming out." One teacher stated there would be 

opposition unfortunately because "sorne people believe that when they have been teaching 

for a number of years or have attained a higher position in the educational field, they do 

not need evaluation. These people, perhaps, are more in need of evaluation than most." 

Replacement teachers said yes, there would be opposition, but were unable to 

suggest reasons why . 

Probahonary teachers felt there would be opposition to the establishment of 
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evaiuation policies for the simple reason that no one mes to be evaluated and opened up 

to, or for criticism. Teachers rnay feel that they are the only group evaluated, and as  one 

teacher said "honestiy, 1 have never heard of anyone other than teachers being evaluated, 

perhaps because 1 am a =ly new teacher." Another intemiewee suggested that there rnay 

be opposition to the idea of waluation because people get set in their ways and change 

does not happen easily or without opposition and resistance." 

Research Question #7 

What do edncationaî personnel perceive as their role in the formuiation of 
evaiuation policies? 

Whar about the development of the poky? How c m  thispolicy be developed? W?m 
shmld aévelop il? 

Tentired teachers felt that input shodd corne fiom aii stakeholders in the education 

field. However, they unamiously believed that the major contribution must corne f?om the 

teachers. One teacher stated: 

Teachers must have a vital role in the creation of an evaluation policy if it is 

to work. Too often in this profession eveqding has been dictateci to us, 

and as a result, there has been tremendous opposition. Ifwe are 

professionals, then treat us as professionals. For the most part, the people 

who are in positions of power have the same level of education as most 
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classroom teachers. However, they do not have all the solutions to the 

problems in ducation. 

Replacement teachers felt that any policy that is developed shouid be dweloped by 

a panel comprised of aii educational persome1, and no one group should be represented 

more than any other group. One teacher suggested that the list of representatives should 

include: teachers, administrators, governent officiais, school board members, midents, 

and parents. Replacement teachers M y  believe that an evaluation policy can be 

deveioped even in Light ofcurrem practices by ailowing or gMng ail educatiod personnel 

the opportutty to codbute, make suggestions, and to raise points of contention. 

Probationary- teachers beliwe that any p o k y  that they will be subject to should be 

formulated only if they have input into the process. If the policy is imposeci rather than 

muhially developed, the negative attitudes that currently exîst towards waluation will only 

increase. AU educational stakeholders are needed to dwelop an effective and usable 

policy. 

Probationary teachers also believe that before any policy is developed, ail existing 

policies on evaluation should be critiqueci to determine strengths and wealcnesses. They 

believe the most important elernent needed is consuitation throughout the process. 

Teachers need to feel that they are a part of the process, not only subjected to it. 



W h t  is needed to muke the process work? 1s it possible for ai2 stakehoIders [O mutua& 
agree on a proces ami a m  p o k y  ? Why or why not ? 

Tenured teachers beiieve that a finai workable policy is a definite possibility, and 

can be a r d t y  if certain precautions are taken. The one key elesnent common among dl 

teachers was consultation. One teacher summed up the group's respome by saying " t h e  

must be mutual respect and understanding firom aU stakeholders. The reality is that 

teachers are centrai to the evaluation p o l e  and its irnplementation. Teachers are the main 

recipients, and thus should be its main developers." 

Replacement teachers s h e d  mked reactions to the idea of mutuaiIy agreeing to 

an evaluation process and nnal policy. Some beIieved that if the wcessary precautions 

were taken in advance, a policy could be generated with which ai l  stakeholders agreed. 

ûthers thought that it would be impossible or at the Ieast very difEctilt. One interviewe 

said "it would be very dïEiCUIt due to the natural codict of interest that e>tists between 

the various stakeholders in the education field." 

Probationary teachers unanimously agreed that for the process to work, more than 

lip service mua be &en to aü the stakeholders. There has to be a wiüingness to d o w  

new alternatives to evaiuation to be med and honestly assessed. There has to be m a  for 

. . any dwelopments to take place. Teachers m u t  trust feiiow teachers, the admrmstration 

of the schooi, and the school board personnel. The administration of the school, and 

school board personnel must in tum trust and view their teachers as competent 



proféssionals. It is irnperative that this trust be reciprocated. 

Research Question #8 

How can an wduation poiicy be brought to fmition for ail educationd personnel 
given the traditional ruid current eviloation poücics? 

Whut rio you see as the soiution to overcoming the burriers towards evuIuafiafion practices? 

Tenured teachers posed a vaiiety of potential solutions to overcoming the barriers 

towards evaluafion practices. Among these are: 

1. Hold teachers indMddy  accountable for their snidents success. 

Teachers should be judged by their end product. As well, have 

proper h a t o n  who are suitable for the task. Only a teacher can 

evahiate a teacher. The next best candidate would be a stucient. 

2. Evaluators be viewed as equais, not superion. 

3 .  SeE peer, and student evaluation utilized more, (e.g. interview 

students, department heads, coileagues, etc.) 

4. Have more student input, they are the ones u l h t e l y  affkcted. 

5. Evaluators be trained in subject areas, i-e. department heads. 

However, this rnay lead to problems with colleagues. 

Replacement teachers were unable to suggest solutions towards overcoming the 

barriers of evaluation practices. 
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Probarionary teachers believe that there are severai things which could be initiated 

to reduce or overcome the barriers that exist towards evaluafion pcactices. The List 

includes: 

ChangUig the perception of evaiuators as being negative. 

Appropriate personnel evaluating p e r s o d  in thev own field of 

expertise. 

More structure to the process. 

Torne for teachers to seek help and work on alternatives ( the  for 

Professional Development) . 

More conversation between administration and persorne1 to reduce 

any stress that may arise. 

Observe personnel outside the ciassroom duties. There is more to 

teachîng than what happens inside the w d s  of a classroorn. 

The administration should have teaching duties, then they would be 

able to appreciate the trials and tribulations a regular teacher 

encounters weryday. 

H m  c m  oppusition be overcome? 

Moa tenured teachers expresseci the view that opposition could be m o u n t e d  if 

the purpose and practice of evalution were more clearly d h e d .  One teacher suggested 



that "detailed sessions be conducted outlining the purpose and the benefits of an 

evaiuation process." One teacher was more militant by saying "get rid of the uicompetent 

teachers and have only dedicated professionals. Dedicated professionals WU welcome 

evaluation as a professional development tool." 

Replacement teachers felt that the only way to overcome any opposition would be 

to make evaluation mandatory for all educationai personnel. Then individuals will not feel 

Wte they are being singied out. 

Probationary teachers felt that the first step to overcoming any opposition is to 

change the perception of evaluation that exists among teaching personnel. Evaluation has 

to be seen as constructive and non-intimidating for the bene& of the teacher. 

Do you perceive evaluation of aZZ e&cutionuZ p e r s o d  to be a raàïcaZpructice in lzght 
of fraditiomi practices? 

Not one tenured teacher thought that the evduation of all educationd personnel 

was radical. One teacher said that " evaluation is radical in terrns of what is presently 

practised, but not in terms of what should be." Another interviewee stated "evaluation is 

just common sense. The radical aspect is that it was not aiways the case." One teacher 

looked at evaiuation fkom another perspective and stated "if we assume that the people in 

organizations that traditiody spearheaded evaluation procedures wilI expose themselves 

to evaluation, then it would be radical." 



Replacement teachers felt that the majority of the teaching force would view 

evaluation as radicaf. One teacher said "no matter what the idea, it would be viewed as 

radical and useless by the personnel with negative attitudes that exist in o w  education 

system." Ln the f'us group sessions, ail agreed that evaluation is the way of the fiiture 

whether it be in education, hedth care, or the automobile industry. 

Probationary teachers were divided in their views on whether evaiuation practices 

for ail persorne1 wouid be radical. Sorne said it would be radical because of the long 

tradition that existed in this province and the security given to tenured teachers. Another 

teacher said an evaluation practice is radical but "one that is essential for accountability 

and ensuMg excellence in the profession." The teachers who said no, believed that 

change is necessary in order for the most effective teaching to occur. 

In light ofour current environment, do you think t h t  evaluatun of ail ehcationai 
personnel shmId 6e stca&dpractice? Ifso, why? I f  no, why not? 

Tenured teachers had a mixed reaction to the concept of evaluation as it nirrently 

exists. All teachers beiieve that evaluation should be for everyone, however, under the 

current environment that would be an impossibiIity. One teacher said "no, not without a 

more toierant and supportive evaluation poiicy that is the product of the teachers, and al1 

educaîional stakeholders." Others made comments iike ' ies ,  as long as the cnteria is 

acceptable to teachers and the summative aspect is not the main purpose. Standards are 
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necessary." "Yes, everyone shouid have to rneet a set of standards to be effective in their 

job." 

AU replacement teachers fek that evaluation should be standard practice. One 

inte~ewee said that ccifirnproving the quality of education is the main goal, then 

evaluation needs to be completed at all levels." Another teacher stated: 

The business environment that our students are entering makes teacher 

evaluation a necessity, students now need the best qualined individuals 

available to teach them. nien again, Î t  is not the quali£ied aspect that is 

important, but their ability to demonstrate it. It is a weii-known fact that a 

teacher who has a giowing university transcript does not always rnake the 

most effective teacher. 

Probationary teachers believe that the ody way to make the process work is to 

make it standard practice. Otherwise there would be no consistency or uniformity to 

ensure faU and equal treatment. 

f i t  are yotcr overull atfiatfihr&s iowarak evaluution ? 

Tenured teachers had different attitudes towards evaluation. W e  ali of them 

fâvored an evaluation process, some were very apprehensive. Some of their comrnents 

were as foliows: 

"'very positive theoretically, in practice however, there are many problems 
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with who is qualined to evaluate, and what is the motive of the person 

evaiuating. " 

'Tvduation is a necessary evii as it exias, but can be a constructive tool to 

good teaching." 

"Generdy, 1 have positive feelings, however, 1 am aware that evaluation as 

it cwrently exists lacks credibility because it gives such a narrow picture of 

the ability of the teacher, and is usually completed by personnel who may 

have been absent from the classroom for many years. Also, if the motives 

are to 'get rid' of teachers, then that shodd not be the purpose." 

'9 have mixed feeling towards evaluation. 1 have positive feelings towards 

how evaluation shouid be conducted and negative fmhgs towards what 

evaIuations are used for." 

Most replacement teachers had a positive attitude towards evaluation when it was 

conducted in a positive m e r .  One interviewe said "it depends upon the nature of the 

evaluation policy and the m e r  in which d is being implemented. At present, evaiuation 

practices and procedures need to be improved." 
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Probationary teachers had Merent 0veral.I anmides towards evaluation nich as: 

'WRight now 1 view evaiuation as a formahy, but that is based on how 

evaluation policies are used at present. In itseff 1 think evaluation has great 

potential when used properly. " 

"Evaluating can be very beneficid if everyone af5ected has a positive 

amhide towards the evaluation process. My overall attitude is positive." 

ccEvaluation is intimidating, unproductive towards teachg methods, and in 

as present form, useless." 

H m  c m  the administrators of the school b d  involve ail stakeholders in the 
development process? 

Tenured teachers felt that administrators must activate a consultation process in 

the developrnent phase. One teacher said "'facilitate everyone's input and give weight to 

that input. It must be more than mere iip service." Another teacher suggested "the 

primary aim of evaiuation will have to be the improvement of the tacher's ability to 

detiver a program. As professional educators/parents we have to be tnisted to speak for 

the ultiaiate stakeholder, the student . " 

Replacement teachers suggested that everyone be a part of the development 

process. Onty then wiU the process and eventuai policy work. They suggested that there 
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has to be the buy-in process before anythmg can begul. 

Pro bationary teac hers suggested that the sc ho01 board conduct interviews and 

s w e y s  to get a feeling for the attitudes and perceptions of the teachers. Probationary 

teachers also believe that ail stakeholders mua be involved in the process for it to work. 

It was suggested in the focus group sessions that the time of 'power over' or domination 

is gone, now we are into the age of 'empowement'. The group suggested that the only 

problem with this philosophy is that it requires a Werent style of leadership from what is 

currently practised. 

Summary 

Data for this shidy were collectai by interviewhg and perforrning focus groups 

with fourteen educators who were of either of tenured, replacement, or probationary 

employment status. Six of these educators are teaching in the intemediate division, and 

eight in the senior high division. The i n t e ~ e w  data were organited dong the h e s  of 

eight research questions. Responses were gathered regarding evaluation as an integral 

aspect of teaching, perceived hdamentai purpose of evaiuation, impact of an evaluation 

poky on teachiug, crucial ingredients of an evduation process, current barriers irihibiting 

effective evaluation programs, educational persome17s perceptions as to their role in the 
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C H A P T E R S  

SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 

This chapter provides a su- of the study, a aatement of the problem, its 

signIficance, suggestions f?om relaant research, methodology, and the hdings of the 

study. The summary of the findings examines the interview data of educational 

personnel's attitudes and perceptions towards evaluation with respect to educational 

personnel's view towards evaluation as an integral aspect of teaching, the purpose of 

evaluation and its positive attributes, identification of the barriers perceived to inhibit 

effective evaluation, overcoming idenafieci barriers, evaluation policies and their impact on 

m e n t  teaching practices, crucial ingredients of an evaluation model, and evaiuation 

policies as standard practice. The discussion section examines the findings of the study, 

and the conclusion section looks at the general themes that have emerged fiom the data. 

FinalIy, recommendations are presented for the establishment of an evaluation system and 

suggestions for M e r  study and research. 

Statement of the Problem 

We are living in a society where there is an increased emphasis on documentation 
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and accountability. Teachers are now more than ever being held accountable for their 

ability to teach by the achievement leveis attaineâ by tfieir students. Wrth emphasis on 

being accountable, teachers are feeling tremendous pressure to perfom, and have their 

students perform on various tests and performance indicators. Fiscal restraints on the 

education system of this province, and the eiimination of the Professional Development 

Centre has meant that educaton are in need of a system to ensure that they are being 

accountable, and are providuig the best instruction to the students of this province. The 

goal of the Professional Development Centre was to inseMce teachers with the Iatest 

technology and teaching strategies to better prepare the students of this province for the 

next millennium . 

It has been suggested by educators within the educational community that a 

possible solution may lie in the formulation and establishment of an evaluation system for 

ail educational personnel in the province to include replacement, probationary, and tenured 

teachers. This present study examineci the degree to which educational personnel fkom the 

intemediate and senior high levels perceive the purpose and process of evaluation and 

how, ifat all, the evaluation process can improve the education system of this province. 

The intent was also to identifL what they perceive to be the positive and negative aspects 

of evaluaîion, and how barriers might be overcome in an evaiuation process. The final 

purpose of this shidy was to idenm what educational personnel view as critical 
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ingredients in the formulation and establishment of an evaluation policy, and how the 

process can be brought to hkion. 

Review of the Literature 

Research fierature on evaluation clearly States that 3s purpose is to help make 

administrative decisions. Decision malong is an integral aspect of evaluation, the problem 

arises when administrative decision making is the only purpose. The Literature suggests 

that ongoing evaluation is an integral and necessary aspect that comributes to personal and 

professional growth, and is viewed as the key to maintaining effective teaching. Attitudes 

towards evaluation are varied among educatioaal personnel. Research indicates that there 

are a variety of factors which determine ifeducationai personnel will be receptive to an 

evaluation process. The predominant reason being if the teacher was actually involved in 

the process. 

Methodology 

This study relied on the qualitative research paradigm for data collection. Due to 

the nature of the study, semi-structureci interviews were employed to gather information 

fiom educational personnel. Focus groups were utilized afker ail individual intemiews 

were conducted to m e r  discuss the issues surrounding th& attitudes and perceptions of 
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evaiuation. Focus groups were used to provide direction to the study, and dso to give 

teachers a chance to reflect and coilaborate on the issue of evaiuation. The fùndamental 

aim of the study was to determine the attitudes and perceptions of educationd personnel 

towards evaiuation, and ifthey would be receptive to the idea of an evduation policy for 

d educationai personnel in this province. 

Summary of Fmdings - Intemew Data Analysis 

Evaluation as an integrai aspect of teaching 

fisameexnent amona teac 1. hers as whether evaluation is int@ to effective 
teachine 

Replacement and probationq teachers were in agreement with evaiuation being a 

necessary and integral aspect of teaching, but probatiooary teachers were divided as to 

whether waluation is absolutely necessary to ensure effective teachg.  Tenured teachers, 

however, were in disagreement with the view that evduation is necessary to provide 

effective teachuig. AU teachers at the senior high level fek that effective teaching can or 

does occur without evaluation. Yet, evaiuation is necessary in generai for the sole 

purpose to ensure coasistency and ensure standards are being met by ail educational 

personnel. The intermediate tenured teachers were of the opinion that continuous 

evaluation is necessary to keep abreast with the current innovative teaching styles. 



2. mement that eval on shodd be for al1 e onal ~ersonnel 

Ail teachers held strong convictions that ail educational persorne1 shoufd be 

waluated. It was c011veyed d o u s i y  that no one regardless of their position in the 

berarchical structure of the educational field shouid be beyond evaluation. 

3. that there is a need for evaiuation 

Ail educationai personnel interviewai were în unanimous agreement that 

evaluation should exist in education at ail lweis. It was conveyed that because of the 

nature of the profession and the stakes involved, that being the education of our youth, 

there has to be some mechanism in place to ensure that the aîms and objectives of 

education in this province are being met. It was also comrnunicated that being held 

accountable is a reality. The cornpetitive global market dictates, and is one of the 

performance indicators of whether educators are in fact doing their job. While it was 

suggested that the education field is not totally responsible for the province's current high 

unemployment rate and performance in the global market, the education profession 

naturaiiy has to take and accept some of the responsiiility. It is believed that consistent 

and continuous evaluation of not only the educaûonal personnel, but the prograrns offered, 

will drastidy increase performance, and thus better prepare the youth of this province to 

compete in the global marketplace. 



Perceived Fundamentai Purpose of  Evaluation 

Disagreement on the fundamental purpose of e I .  vduation 

The teachers inte~ewed disagreed with the fiuidamentai purpose of evaluation. 

Replacement and probationary teachers believed that evaluation mias for both 

. . 
professional developrnent and for admmstrative decision making. Repiacement teachers 

felt that emphasis is placed on professional development as opposed to administrative 

purposes. Probationary teachers suggested that the primary reason for evaiuation is to 

jushfy administrative decision making. In theory, professional development is a 

hdamentd aspect, but in reality teachers felt administrative decision making is the 

underlying motivator camouflaged under a shroud of waiuation. 

Tenured teachers strongiy believe that evaluation procedures exist primarily for 

administrative decision making. AU interviewees expressed the importance for the need of 

the anministrative aspect of evaluatioa, but believe too much emphasis is put on the 

administrative end of the continuum, and minimal emphasis placed on professionai 

development. Two of the respondents reported they have witaessed evaluation 

procedures used primarily as a means to get teachers out of the profession. The person(s) 

affecteci were not @en the opportunity to effdvely deai with the problems they were 

experiencing, and as a result, the stress and pressure of being coasistently evaluated and 

told they were ineffective teachers forced them out of the profession. Incompetency was 
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not the issue, nor was ever proven, it came d o m  to blatant misuse of an evaluation policy. 

These two respondents communicated to the group d u ~ g  a focus group session that 

cases like these leave a bitter taste in the mou* of educators. Events Iike these tear 

schools and staffs apart and unfortunately they do not stay wahin the walls of the school. 

As a remit, evaluation of persomei is not looked upon favorably for obvious reasons. 

. . eement on the ~osrti f evaluatio 2. n 

Ail personnel agreed that evaluation has some positive attributes that are veq 

beneficiai to both teachers and students. Sorne of the attriiutes indude: 

1. Aüows standards to be set and achieved. 

2. Ensures accountability is in place. 

3 .  Prornotes teacher growth. Improves the quality of instruction: 

- techniques of instruction; 

- nibject cornpetence; 

- planning and preparation techniques; 

- classroom control and management; and 

-0veraii professionai growth. 

4. Points out a teachers area of weakness so it can be rectifieci. 

5 .  Highlights a persons strengîhs and rewards ingenuity. 

6. Motivates one to do hidher best. 



97 

7. Keeps individual teachers on their toes. 

Disawee 
. . 

3.  ment as  to whether the posxtwe atmbutes exist under the present ?stem 

T e n d  and probationary teachers conveyed the opinion that most of the positive 

attributes that should be in evaluation policies are not included in or exercised in curent 

waluation procedures. Both groups felt that evaluation procedues have the potential to 

make sigdicant contributions to the field of education, but given the way they are 

currently practised, many modifications would need to occur before evaluation procedures 

are brought to fhhion. Replacement teachers felt that many of the positive attributes exist 

in the m e n t  system, however, their existence depends upon the person doing the 

evaluation. This perception was in h e  with tenwed and probationary teachers. The three 

groups concluded that the evaluator was the underlying and deciding factor as to whether 

positive attributes exist in an evaluation policy . 

Impact of an Evaluation Policy on Teaching 

Asmernent that an e 
. . 

1. v u o n  poli- would have a osmve imoact on teachg 

AU respondents unanimously ageed that an evaiuation polis, wouid have a 

positive impact on teaching if the fundamental and primary objectives are to help improve 

the act of teaching, and to M e r  enhance the learning outcornes of students. 

2. eement tfiat an evafmtron DO licy would be more of an me t  than a hindrancc 



AU respondents feit that an evaluation policy would be a definite asset to the 

education system of this province if it was designed with the emphasis on professional 

deveiopment. Ni teachers realized the need for evaiuation to aid in the administrative 

decision-making process, but also felt that decision making should not be its iimdamenta.1 

purpose for existence. The process becomes a huidrance when it is more surnmatively 

orieated. 

3 .  Bgreement that evaluation policies can have ne ative conseuuences for the tacher 

AU interviewees held the opinion that evaluation practices could have negative 

repercussions for teachers being evaluated. AU respondents clearly stated that there is a 

tremendous amount of stress and anxiety associated with evaluations. The focus groups 

also communicated that the current system of evaiuation lacks the mechanisms to help 

alleviate the stressors associated with the process. It was suggested by the interviewees 

that these negative consequences resulted in the negative perceptions and attitudes that 

exist towards evduation. 

4. Agreement that the negative consequences couid be effecivelv dedt with 

With the exception of the replacement teachers, aii other respondents felt that the 

possible negative consequences could be effectvely dedt with if the policies and 

procedures were genuine in helping teachers become better ducators. Eliminating 

negative impact would depend upon teachers initial and continuous involvement in the 



formulation of the evaluation process, rather than being subjected to evaiuation. 

5 .  Ueement that b o s t  important consequence is the ositive tmpact evaluation 
. .  . 

can have for students 

AU inte~ewees unanimously agreed that the most important consequence is the 

positive impact evaluation policies can have for students. Respondents communicated that 

students are the most important stakeholders in the educationai process and every possible 

measure should be put in place to ensure that students are receiving the best possible 

education. 

Crncid Ingredients of an Evduation Process 

Only the tenured teachers were able to suggest what they perceive to be the crucial 

ingredients necessary for an effective evaluation process. Both the replacement and 

probationary teachers were unable to suggest what they felt were crucial ingredients. 

During focus group sessions, the interviewees explaineci that the reason for their uiabiiity 

to suggest crucial ingredients was due to their lack of experience in the teaching 

profession. Moa of them at this point had litde expex-ience with evaluatioos and never 

actually thought about what shouid be included. 

Tenured teachers were able to identify more elaborately with the evaluation 

process, and thus the crucial ingredients of an effective evaluation policy. During the 

focus group sessions tenured teachers suggested that an evaluation policy include: 



A human element, for no one is perfect. 

Feedback to the individual evaiuated. 

Corrective processes for any problems detected. 

Growth orienteci for ail educationai personnel. 

Practical. It must be a policy that can be implemented if not, then 

it is usekss. 

A series of stages to demonstrate improvement. It cannot be a one- 

tirne deal. Emphasis must be on waluation as a process with an 

evenhiai judgement, not mere judgement. 

The employers philosophy of evaluation must be communicated to 

the personnel. 

Personnel need to be inse~ced before, during, and d e r  the 

process begins to ensure it is a positive expenence. 

Must be developed by teachers for teachers. 

E V ~ U ~ O B  must be qualifieci and consistent among evaiuations. 

Must be student focused which is the whole purpose of education. 

Cumnt Barriers Inhibithg Effective Evdnation Progruns 

. . .  
1. Ueement that there are bamers that inhibit eE&e evaluation progams 
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AU inte~ewees regardless oftheir employment status or teaching division felt that 

the current evduation practices contain certain bamers that seriously hinder an effective 

performauce appraisal systern. Among these are: 

1. Difficuity in gMng a comprehensive evaluation during an hour long 

class severai times a year. As it is currently pradced, it is too 

much of  an isolated experience. 

- some teachers wili show their best work when they are 

being evaluated (does not depict the real day-to-day 

situation). 

- evaluation is for the most part sporadic, and an examination 

of independent isolated events. 

2. There is an 'elitist status' of most evduators and many ofthese 

individuais do not focus on the positives. 

3.  Incompetent uninformed evaluators with theû own agendas. 

- evaluators should focus on evaluation for the purpose of 

improvement of the person evaluated. 

- evaluators are often unaware of 'intangibles' that need to be 

known before evaluation cm take place. 

4. Students are inhibiteci by an alien presence in the classroom. m e n  
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when a guest cornes into the classroom the environment changes, 

and this ofien makes the experience d c i a l .  

The view of the evaluator with respect to the evaluation process 

fkom start to finish. 

The news and perceptions of the evaiuated. Teachers ofien feeI 

nervous and uptight due to the aature of evaiuation. 

Evaluators being removed fiom the vigor of everyday teaching. 

The outcornes they expect are based totally on theory rather than 

the teachers realistic situation. 

The attitudes educational personnel have towards evaiuation. The 

person evaiuated should look at evaiuation as the opportunity to 

have areas of weakness pointed out. This is seldom the case. 

Not following up with constructive criticism, and providing the 

teacher with the proper professional development. 

Evaluating areas with little su bject howledge. 

One person is usuaily in charge of evaluations. To get a more 

accurate evaluation, more people should be involveci in the process. 

Lack of administrative tirne. Sometimes the administration has 

been so fàr removed f?om the a d  teachuig aspect of the job that 
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they may not be able to make accurate judgements. 

. . 
ment that there Lishment of an a~~ra i sa l  2. would be opposition to the estab 

system for al1 educational oersonnel 

AU teachers felt that there would be a certain degree of opposition to the 

establishment of an evaluation system for all educational personnel. Probationary and 

replacement teachers were unable to suggest underiying reasons for such opposition other 

than the fact that no one likes to be scrutinized. Tenured teachers suggested that any 

process that opens an individual up to criticisrn will be challenge4 especiaily by the 

NLTA The NLTA would have to act on the consensus of its membership as most 

teachers dread the thought of opening thek classrooms and their teachùig skills, or lack of 

skiUs, to an evaluation process. Tenured teachers identilied the bureaucratic structure that 

exists in the educational systern, and the natural division that has taken place between 

employer-ernployee, and teacber-administration to be a major contributhg factor to the 

opposition of the establishment of an appraisd systern. 

It was comrnunicated by the inteniewees that teachers have been stripped of their 

professionai dignity and self-respect withïn the last decade. Most of the negative aspects 

within the educational system is seen as the direct resuit of teachers. Seidom is it realized, 

or acknowledged, that the problems may be the direct remit of the system that the 

educators are fiinctioning under. Four out of six tenured interviewees said change of any 

kind will nwer occur easily because of the barriers that have been created between the 
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various stakeholders in the educational field. The cwent structure does not contain a 

human elernent, and as  a resuit, a wall exists between the various aakeholders involveci 

within the profession. 

It was also suggested that despite the perception, teachers would welcome 

evaluation procedures because they are very competent, and deeply care for the students 

they teach. It was reiterated that if teachers were not concemeci professionais, they would 

not dedicate the tremendous amount of time and energy into planning, extracurricular 

activities, and the numerous tutorid sessions outside their regular teaching duties. 

It was unanimously agreed that the opposition would corne f?om the perceptions 

of how evaluation procedures would be used. Inte~ewees suggested that because of the 

govement's track record, and the inhumane treatment of some administrations and 

school boards towards teachers, teachers will seriously wonder about the fùndamental and 

underiyhg purpose of evaluation. Many are convinced that it would not be for the 

bettement of education for the students of this province, but to aid in the administrative 

decisions in Light of the fiscal realities that this province is facing. in essence, the degree 

of opposition would greatly depend upon the selling job as to the purpose of the 

evaluation process. 



Educationai Personnel's Perceptions as to their Role in the Fomuiation of 
Evaluation Policies 

&eernent that anv - olicy should be developed by al1 educatio 1. na1 
stakeholders 

All respondents suggested that the crucial ingredients necessary in the 

development of any evaluation policy wodd be the direct involvement of all educational 

personnel in the process. AU groups also thought that the major contribution and input 

should corne firom the teachers themselves. One interviewee summed up the ideas of the 

focus groups by saying 'teachers mus have a Mral role in the creation of an evaluation 

policy if it is to work. Too often in this profession everything has been dictated to us, and 

as a result, there has been tremendous opposition." 

2. on a ~rocess 

Tenured and probationary teachers agreed that a final poticy is possible and can be 

brought to M o n  if certain precautions are taken before the process a d y  starts. Most 

replacement teachers also thought that if certain precautions were taken the process would 

work. Mers thought that it wodd be impossible to have a l l  stakeholders agree, or at the 

least very difncult due to the Merences that exist between them. 

The main precaution that became evidem throughout the interviews and focus 

groups was the need for a consultation process. This process wodd have to be more than 

just a series of meetings to understand peoples feelings and merely paying lip service to 
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the process, and then go off and develop the policy. Teachers were concernai that the 

. . 
current tactics implied by d a<lmintsrrative structures are to coasult and bestow 

empowerrnent. These are the current b u n  words, however, the ody purpose served is to 

make people feel good. As long as people think they are consuiteci and invoIved, 

everything wiU go over srnoothly. Teachers have seen this process before, and are very 

weary of being asked for input. 

Evaluation Poücies and their Impact on Current Teaching Prartiees 

Ueement that there are su 1. lutions to overcomùi~ the barriers towards evduation 
DractiCeS 

Replacement teachers were uaable to niggest solutions to overcoming barriers 

towards evaluation practices. AU t e n d  and probatiooary teachers intervieweci 

suggested solutions. These inchde: 

1. Conduct inservice sessions for all personnel prior to any 

development of PO iicy. 

2. Allow the process to evolve. Time must be invested ifit is to work. 

3.  Ernphasis must be on growth as opposed to judgement. 

4. Evaluators must be viewed as equals rather than superiors. 

5 .  Evaluaton be trahed in the subject area being evaluated. 

6 .  Time to seek help ifproblexns are detected. The need for a tracking 



system. A teacher should not be put 'on review' for one 

unfavorabIe waluation. 

7. Evaluation must be a process, not a .  isolated event. 

8. Have teachers individually accountable for their students success. 

9. Utilue a variety of evaluation methods for data coUection. 

10. Evaluations should include more than just the classroom exercises. 

A holistic approach. 

1 1 . Administration should have teaching duties so as to be able to 

identify with the regular classroom teacher. 

meernent that the evaluation of ail educatio 2. na1 oersonnel is not a radical practice 

AU educational perso~el  interviewai believe that a performance appraisal system 

would not be a radical practice because of the tremendous responsibility that is involved 

with the job of educating the youth of this province. It was cornmunicated that the stakes 

are too high tu leave to chance therefore, there has to be some mechanism in place to 

ensure that every student is given every chance for the best education possible. 

3. meernent that evaluation shodd be standard practice 

AU teachers thought that evahiation of educational persorne1 should be standard 

practice, and that the only way for any evaluation process to work would be to evaiuate a.ü 

personnel. Most teachers agreed that the process would not be able to work the way it is 
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currently practiced in this province. It was suggested that current evaiuation policies need 

to be reevaluated with strengths and wealcnesses highiighted. It was also communicated 

that ifeducation is to improve in this province, one must continuously evaluate the 

curriculum and the methods used to teach students. 

DISCUSSION 

The hdings of this study indicate that educational personnel regardless of 

employment status favor the establishment of a performance appraisal system within the 

research setting. Traditionally in rhis province, evaluation practices existed only for 

replacement and probationary teachers. Once teachers were ganted tenure, they were no 

longer evaluated for their performance except when placed on review by the school 

administration and the school board. As a resdt, the current evaiuation procedures 

practised in this province are viewed as merely ritualistic lacking the effectiveness 

necessary to foster professional development and due process to justiFj any administrative 

decision making. 

There is a consensus arnong educational personnel in this study that some sort of 

change is necessary in the education system to ensure that the youth of this province are 

receiving the necessary education to compete in the ever changing cornpetitive global 

workplace. Educational Literature explicitîy States that student achievement is inextncably 
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finked with teacher effectiveness. It is the aim and philosophy of the current governent 

administration to ensure that the highest quality of teaching occurs in the classrooms of 

this province. The government also identifies the aeed for an accountabdity system to 

monitor the performance of the students, educaton, and every facet of the educaîïonal 

system. Howwer, the government's degree of financial cornmitment will largely 

determine the extent to which any of these aims are brought to kition. 

Teachers realize the need to be held accountable and for the most part welcome an 

accountability process. However, teachers in this study communicated that before one can 

be held totaiiy accountable, there must be a system in place to monitor and ensure teacher 

effectiveness. Teachers feel that they are being held more accountable than ever before, 

but at the same time believe the accountability paradigm lacks the process. The problem 

with the curent system of evaluation is that teachers feel they are being judged rather than 

assessed. 

Teachers see a dire need for an evaluation process beyond the probationary and 

replacement time fhmes. The interviewees communicated the idea that aaluation is a 

process rather than a product. It was also emphasized that our society is continually 

evolving and changing, therdore, there is an increased wed for the evaluation of teachers, 

programs, and teaching styles. While rnany teachers disagree on the fundamental purpose 

of evaluation, they ail agree that evaiuation practices will have a positive impact on the 
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group that matters the most in this endeavor, the students. The purpose of education is to 

prepare the youth to &ce and accept the challenges ahead of them. The job of educators 

is to prepare students to meet these challenges. An evaluation system ofeducationai 

personnel can only enhance this process. 

Teachers in the present study identifieci the need to be evaluated, however, they 

also reaiize that a process that opens oneseif to criticism will have certain repercussions. 

As a safeguard, the current process must undertake a series of developments and M e r  

refinements. Believing in the need for an evaluation policy is one realm, bringing it to 

finrition is another. Teachers identified barriers that inhibit effective evaluation programs, 

but M y  believe these barriers can be overcome if ai l  educational stakeholders enter the 

process without having hidden agendas. These agendas when identified will destroy any 

confidence the stakeholders may have placed in the system. 

Educational perso~el  i d e n e  with the current drive to be held more accountable. 

Educational personnel in this study want a system of evduation that will not only judge 

their effectiveness, but develop good teachers into more effective ones. Teachers realize 

more than any other group that education is a Mie long jowey that is constantly changing 

in light of new technologies and the demands fiom the global workplace. An effective 

practical evaluation system will only enhance and ensure that educators are doing what 

they are hired to do. 



I I I  

CONCLUSIONS AND RECOMMENDATTONS 

Contrary to perceptions within the educationd profession that teachers are 

mwilling to accept evahations on a regular basis, the finduigs of this study do not support 

these claims. The teachers intervieweci in this study were somewhat enthusiastic and 

positive towards the concept of evaluation. While most had reservations, the overd 

attitudes and perceptions of the inte~ewees were positive. 

Research iiterahire suggests that if an evduation system is to help solve some of 

the problems that exist in education, teachers ne& to be placed at the center of the 

process. Research indicates that there are a variety of factors that determine if educationai 

personnel will be receptive to an evaluation process, but whether or not the teacher is 

actually involved throughout the process is the predominant factor. All the interviewees in 

this study shared the same concern as to the a d  policy development. It was not a 

matter of being receptive to the idea, but whether they would have actual meaningfùi input 

h o  its developmem. Many of the problems encountered with teachers and their overall 

willingness to participate in ventures have nothing to do with teachers. The administrative 

structure in which teachers bave to operate, is the problem. It must dso be pointed out 

that administrators feei trapped by the same system. It will not be until a l l  stakeholders 

agree that they want something other than what the m e n t  system is providing wiU any 

real change occur. An idea for M e r  research would be to look at the amhides and 
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perceptions of administrators and school board personnel that represent the other end of 

the continuum in the educationai administrative structure. 

Research literature s u g m s  that the main and deciding bamiers to the 

establishment of an evaiuation policy are the attitudes and perceptions of the educationai 

personnel. These barriers were found in the literature to be more prevalent in the 

personnel of post-secondq institutions than reguiar schooling emkronments. These 

barriers were evident in this study. For the most part, teachers in this study had positive 

attitudes and perceptions towards wduation and the establishment of an evaluation policy. 

Barriers they identifieci were the results of the way evaluations are currently conducted in 

this province. 

The main theme that was cornmunicated throughout the interviews and focus 

groups was for the direct involvement in policies that wiil have an impact on both the 

teacher and student. The teachers inte~ewed in this study appear to be  willing to have 

waluation as a reguiar aspect of their job given thar they have a voice in the formulation, 

establishment, and fiinctioning of any performance ap praisal system. The Lit erature 

recommends, and is reiterated by the interviewees in this study, that any system of 

evaluation must contain certain elements and take certain precautionary measures before 

any policy is formulated and implemented. The problem is how to develop and implement 

an evaluation system that highiights instructionai and professionai improvement, and at the 
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same time fhcilitates the administrative decision-making paradigm. 

In conchsion, the fïndïngs of this study indicate that despite the perceived attitudes 

and perceptions regarding teacher evaiuation, teachers are ready and willing to accept the 

challenge to help develop and implement an waluation policy for ail educational 

personnel. The intention is to improve instructional and professional development, and 

increase student leaniing while aiding the administrative decision-making process. It is 

this combination of both the formative and sumrnative aspects that wiU have optimum 

impact on the student, and solve or at least increase the accountabiiity issue. Society is 

expenencing a period of change, and the educationd field is in the midst of it. As Fullan 

(1982) suggests change is never easy. Teachers have the option of doing one of two 

things, they can continue with the statu quo, or they c a .  accept the challenge and stive 

to prepare the students of this province for the next millennium. The attitudes and 

perceptions for educational change is very positive in spite of the fact that morde is at an 

ail time low. It is these attitudes and perceptions that redy demonstrate the professional 

character of the teachers of this province. 
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APPENDN A 

(Interview Scheduie) 



1. EDUCATIONAL PERSONNEL'S VIEW TOWARDS EVALUATION AS AN 

INTEGRAL. ASPECT OF TEACHING. 

Were you ever evaluated in your teaching career? 

i) How would you describe your experience with evaluation? Why? 

- positive 

- negative 

What are your current views towards evaluation? 

i) Do you view evaluation as an integral aspect of teacbing? 

ii) Do you feel effective teaching c m  occur without some sort of 

evaluation? 

How do you feel about the curent drive towards being held accountable 

and the need to have everything docurnented? 

How wodd you define evaluation, or what is your philosophy of 

evaluation. 

Do you think evduation shouid be  for all educational personnel? 

i) Are there any exceptions? 

ü) Why should they be excluded? 



f )  Do you feel there is a need for evduation in teaching? Why? 

g )  What is your personal attitude towards evaluation? 

2.  THE PURPOSE OF EVALUATION AND ITS POSITIVE ATTRiBUTES. 

a) What do you perceive to be the purpose of evaluation and evaluation 
a- 

procedures as they are currently implemented? 

- is it for professional development? 

- administrative decision making? 

- a combination? 

b) What do you believe to be the positive attributes of evaiuation? 

C) Do you beiieve these attributes exist under the present systern of 

evaluation? If no, why is this the case in your opinion? 

d) Do you think evaluation should occur in al1 professions, including teaching? 

3. IDENTIFICATION OF THE BARMERS PERCEIVED TO N i B I T  

EFFECTIVE EVrUII iATION. 

a) Do you th& there are baniers that prevent effective evaluation? 

b) What do you perceive to be the barriers that inhibit the practice of effective 

evaluation? For example, lack of administrative tirne to effectively evaluate 

personnel. 



4. OVERCOMING IIDENTIFIED BARRERS. 

a) What do you see as the solution to overcoming the barriers towards 

evaiuation practices? 

b) Do you detect any opposition to the establishment of evaluation practices 

for ail educational personnel? Such as: 

i) NLTA 

ii) Teachers 

üi) Administration 

C) How can any opposition be overcome? 

5. EVALUATION POLICES AM3 THEIR IMPACT ON CURRENT TEACHING 

PRACTICES. 

a) Do you believe an evduation poticy would impact on teaching? Why? 

i) Positively 

Ü) Negat iveiy 

b) If for instance you perceive evaiuation to have serious consequences on the 

teacher. 

i) What are the consequences? 

ü) How can they be eliminated or effectively dealt with? 

b) In your opinion, what is more important, the positive impact evaiuation practices 
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can have on the students, or the negative impact evaluation practices may have on 

the teacher? (Assuming there are negative impacts). 

6 .  CRUCIAL nVCrREDEWïS OF AN EVALIJATION MODEL. 

a) Lets assume that there is to be an evaluation poiicy estabiished in every 

district of the province. 

9 in your opinion, what do you view to be the crucial ingredients of 

the policy itseP 

ü) What about the development of the policy? 

üi) How c m  this policy be developed? 

iv) Who shouid develop the poticy? 

V) How can the administrators of the board invohe ail stakeholders in 

the developrnent process? 

b) What is needed to make the process work? 

i) 1s it possible for ail aakehoMers to mutually agree on a process and 

a h a 1  policy? Why or why not? 

7. EVALUATTON POLICES AS STANDARD PRACTICE. 

a) Do you perceive evaluation of ail educationai perso~ei  to be a radical 

practice in light of traditional practices? 

b) In light of our current environment, do you think that evaiuation of ail 
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educationai personnel shouid be standard practice? If so, Why? If no, Why 

not? 

C) DO you see evaluation as a means of being accountable? 

d) Reflecting on the act of teaching, do you think evaluation practices is an 

asset or a hinderment? 

e) Assuming that evaluation practices are standard and a part of professional 

development. What type of evaiuation would you prefer? Why? 

- peer evaluation 

- self-evduation 

- team approach (peer, administrative, and board personnel) 

f )  What are your overall attitudes towards evaluation? 

Are there any issues. questions or concerns that you feel is important to an analysis 

of this topic that what not covered in the i n t e ~ e w .  Are there any questions that 

you would iike to ask me regarding the topic. 



APPENDIX B 

(Letters of Consent) 



P. O. Box 126 
Catalina, NF 
AOC 1JO 

September 1, 1996 

Mr. X 
Superintendent 
District Y 
zoz oz0 

Dear Mr. 

1 am requesting approval to condm a qualitative research project at Juniper High during 
the faIl of 1996 as part of rny thesis for the requirements for the Master of Education program at 
Mernorial University of Newfoundland. 

The research proposal is under the supervision of Dr. Clar Doyle of the Faculty of 
Education and is currently under review by the ethics committee. 

The purpose of this study is to examine the attitudes and perceptions of educational 
personnel towards evaluation and evaluation procedures. With the current restructuring of the 
educational landscape of this province there is pressure to have students achieve provinciaüy and 
nationally. As a result, there is emphasis placed on the teaching force of this province to be more 
accountable. Evaiuation is cornmonplace in everyday life and exists in ail other professions. The 
aim is to see how educational personnel in all divisions, regardless of classification; replacement, 
probationary, and tenured feel about evaluation and an evaluation process. 

The research procedure would involve i n t e ~ e w s  and focus groups with teachers. The 
interviews wi.1 be approlrimately one hotu in duration and the time and location will be at the 
discretion of the inte~ewee. The i n t e ~ e w  wiil be smictured with an open response. Structureci 
in the sense that s p d c  questions will be asked, yet, open in the sense that teachers are fiee to 
relate any information they feel is pertinent to the study. Participation is smctly voluntary and the 
teachers reseme the right to refrain fiom answering any iine of questionhg that they do not feel 
cornfortable with. The teachers dso have the nght to opt out of the process any time they so 
desire. At the conclusion of the study, any i n t e ~ e w s  recorded wüi be destroyed to ensure 
confidentidy. 

Neither the school board, school, nor individual teachers will be identifiai in the study . if 
you require any fùrther Homation on this subject, or if this does not meet your satisfaction, then 
1 wilI gladly met any requirements you may have. Ifyou so wish a copy of the thesis will be made 
avaiiable to you to analyze before its submission to the thesis committee. 



You consent would consia of a signature on the form attached to this letter. I thank you 
in advance for your support. 

Gordon Broderick 



1 give permission is given ta Gordon Broderick to conduct 
a study on the attitudes and perceptions of educahonal personnel towards evaiuation and 
evaiuation procedures as described in his Ietter to me on September 1,1996. It is the option of the 
school board to review the snidy before its final submission to the thesis conmittee. 

Date Signature 



P. O. Box 136 
Cataiina, NF 
AOC IJO 

September 1. 1996 

Dear Inte~ewee, 

1 am requesting your consent to participate in a research project that will be conducted 
during the fail of 1996 as part of my thesis for the requirements for the Master of Education 
leadership prograrn at Memorial University of Newfoundland. 

The research project is under the supervision of Dr. Clar Doyle of the Faculty of Education 
at Memorial University of Newfoundland, and is currently under review by the ethics conmittee. 
Permission has been granted to conduct this study by Mr. Jones, Superintendent of District X . 
There wiil be no identification of individual teachers or the schooi district in the ha1 document. 
Complete confidentiaily of data will be exercised by the researcher. 

The purpose ofthis study is to examine the attitudes and perceptions of educational personnel 
towards evaluation and evaluation procedures. With the curent restmcturing of the educational 
landscape of this province there is pressure to have students achieve higher levels provincidy, and 
nationally. As a redt ,  there is emphasis placed on the teaching force of this province to be more 
accomaable. Evaluation is cornmonplace in weryday life and exists in aii other professions. The aim 
is to see how educational personnel in ail divisions, regardless of classification; replacement, 
probationary, and tenured feel about evaluation and an evaluation process. 

The research procedure would involve your participation in an i n t e ~ e w  and a focus group 
session with other teachers. The interviews will be approlcimately 1 to 1 1/2 hours in duration, and 
the time and location d be at your discretion. The i n t e ~ e w  will be structured with an open 
response. Stnictured in the seme that specific questions will be asked, yet, open in the sense you are 
free to relate any information you feel is relevant and pertinent to the study. With your permission, 
I wouid Iike to record the ï n t e ~ e w  on audio cassette to avoid the task on taking notes during the 
interview and to eiiminate the possibility of Iosing valuable data. At the conclusion of the midy, any 
interviews recorded will be destroyed to ensure confidentially. 

Your participation wodd be greatly appreciated in this endeavor, however, your participation 
is voluntary and you reserve the right to refrain fiom answering any luie of questionhg you do not 
fel cornfortable with. You wiU ais0 have the nght to opt out of the process any time you so desire. 
Again, neither the school board, school, nor UidMdual teachers win be identified in the study. if at 
any time you require further idormation on this subject, or if this does not meet your satisfaction, 
then 1 will giadly met any requirements you may have. If you so wish, a copy of the thesis will be 
made available to you to analyze before its subrnission to the thesis cornmittee. 



You consent wodd consist of a signature on the form attached to this letter. Again, I wish 
to assure you that your participation is voluntary, non-ob ligatory, confidentid and you reserve the 
right to withdraw at mythe. 1 thank you in advance for your cooperation. 

Yours truly, 

Gordon Broderick 



1 give permission to Gordon Broderick to conduct an 
inte~ew on the attitudes and perceptions ofeducational personnel towards evaluation and evahation 
procedures. It is my understanding that no reference wili be made to my name in any part of the 
research process, or any part of the final document. 1 have the right to review the document before 
its submission to the thesis committee, and reserve the nght to retract any information that I may 
reveal during the interview process. 

Date Signature 
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