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CHAPTER I 

INTRODUCTION TO THE PROBLEM OF MERIT RATING 

The teachers* desire for higher wages, along with the administrators* 

desire for excellence in teaching, has led to considerable friction among 

many school superintendents, teachers, and school boards. This friction 

has shown itself in the fom of teacher strikes and militancy, heated discus¬ 

sions at the negotiation tables, and administrative demands that better pay 

necessitates better teaching. This controversy has led some administrators 

and school boards to believe that a merit rating program of teacher evalu¬ 

ation is necessary to meet the teachers* demands of higher salaries. 

Because many of the recent innovations in the fields of curriculum 

design and instructional methods have stressed the need for the determination 

of quality teaching through subjective evaluation by a qualified supervisor, 

it was thought to be helpful to determine administrative attitudes toward 

this type of evaluation. 

STATEMENT OF THE PROBLEM 

It was the purpose of this study to determine the attitudes and opinions 

of Montana’s public school administrators towards the merit rating of teachers 

in their school systems, who should attempt the evaluation of teacher per¬ 

formance, and how much emphasis was to be placed on the results of the 

evaluation 
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METHODS AND PROCEDURES 

A representative sample of Montana's public school superintendents 

were surveyed by means of a mailed questionnaire to sample their opinions 

as to the use of a merit rating system as a basis for teacher salaries. The 

administrators were also asked to rate a list of teacher attributes which 

might be used as a basis for the evaluation of teaching performance. 

Questionnaire Sample Fifty public school superintendents from Montana's 

class AA, A, and B schools were contacted by means of a mailed questionnaire. 

These superintendents were identified from the 1968-69 Montana High School 

Association Bulletin. Addresses were obtained from the Placement Office, 

Montana State University, Bozeman, Montana. 

A list of the superintendents contacted and the class rating of their 

school can be found in appendix A of this study. All of the superintendents 

contacted were male, employed as full time school administrators, and were 

experienced in the educational field. / 

Construction of the Questionnaire The questionnaire was constructed 

through consultation with professors at Montana State University concerned 

with merit rating of teachers and by reviewing various education journals. 

A copy of the questionnaire may be found in appendix B of this study. 

The questionnaire was divided into two parts. Part one took the form 

of a set of questions to which the interviewee was asked to express either 

agreement or disagreement with the questions proposed. Part two consisted 

of a list of criteria for judging teacher ability and effectiveness which 

the superintendents were asked to rate according to the following scale: 
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1— Unimportant 

2— Little Importance 

3— Desirable 

U—Important 

$—Essential 

In part one of the questionnaire, a space was left after each question 

for the administrator to write statements explaining or qualifying his 

answer. It was felt by the investigator that there would be better response 

and interest if the administrators were allowed to respond to a type of 

question which they could qualify. 

A trial questionnaire was administered to a group of undergraduate and 

graduate students interested in education. The purpose of this trial ques¬ 

tionnaire was to eliminate any ambiguity that might exist in the wording of 

the questions. 

Administration of the Questionnaire The fifty superintendents identified 

through the 1968-69 Montana High School Association Bulletin were sent a 

letter explaining the nature of the study, a stamped self-addressed envelope, 

and the questionnaire. A copy of the letter received by the superintendents 

may be seen in appendix C of this study. Seventy per cent of the question¬ 

naires were returned. 

Analysis of the Data Each question asked the superintendents in part one 

was examined separately and percentages were computed on the basis of their 

responses. In all cases the percentages were rounded to the nearest tenth. 
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The remrks or explanations each superintendent made about each question 

or reply were grouped according to their similarity and reported after each 

table showing the percentages computed for each question. 

The list of criteria for judging teacher ability and effectiveness in 

part two of the questionnaire was arranged in tabular form in descending order 

according to the total value placed by the superintendents on each item. 

This total value was computed through totaling all of the ratings of each 

superintendent on each item. In the event of equal total value for two or 

more items, the conflict was resolved by placing the item receiving the 

highest number of (5) ratings first on the list. 

This rating scale was designed to show which of the criteria listed 

were judged by the superintendents to be most important in determining 

teacher ability and effectiveness. 

LIMITATIONS OF THE STUDY 

This study was limited to the superintendents of those Montana public 

schools classified as AA, A, or B by the Montana High School Association. 

It was felt by the investigator that these schools would offer a contrast 

in school size as well as be a large enough system to be concerned with 

merit rating. 

DEFINITION CF TERMS 

11AA” Schools; Schools classified as "AA" by the Montana.High 

School Association include: Billings, Butte, Great 

Falls, Helena, Kalispell, and Missoula. 
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"A" Schools: 

’•B1* Schools: 

Boards of Education: 

Merit Rating: 

Merit Salary: 

Schools classified as MAn by the Montana High School 

Association include: Anaconda, Bozeman, Columbia 

Falls, Deer Lodge, Glasgow, Glendive, Hamilton, 

Hardin, Havre, Laurel, Lewistown, Miles City, Sidney, 

Whitefish, and Wolf Point. 

Schools classified as "B" by the Montana High School 

Association include: Absarolcee, Baker, Big Sandy, 

Big Timber, Browning, Chester, Choteau, Circle, 

Columbus, Conrad, Corvallis, Cut Bank, Fairfield, 

Forsyth, Harlem, Harlowton, Plentywood, Poison, 

Poplar, Red Lodge, Honan, Roundup, St. Ignatius, 

Scobey, Shelby, Stevensville, Sunburst, Thompson 

Falls, and Worden. 

A corporate body legally constituted and authorized, 

usually chosen by popular election from the district 

at large, to direct the program of education within 

the specified territorial limits of the school dis¬ 

trict. (11-1;8) 

An evaluation of the effectiveness of teaching, 

supervision, or administration, based on a definite 

scale or collection of items usually accepted as 

legitimate measures for such purposes. (11-32?) 

A planned scheme for determining the amount of salary 

to be paid to teachers, supervisors, and administra¬ 

tors involving increases in salary on the basis of 

proficiency rather than length of service. (11-353) 
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Superintendent: 

Teacher: 

The hired executive head of a school system. (11-399) 

A person employed in an official capacity for the 

purpose of giving instruction to pupils or students 

in an educational institution. (11-1*09) 



CHAPTER II 

REVIEW OF THE LITERATURE 

With the uprise of teacher militancy with respect to salaries in 

recent years, much has been written in educational journals concerning the 

subject of merit rating as an answer to the teachers* demands for higher 

salaries* A summary of the opinions of professional educators concerning 

merit pay and merit rating will be presented here. 

LITERATURE FAVORABLE TO THE MERIT RATING THEORY 

In attempting to point out the economic benefits of a merit rating 

system, Dyson (3-131) asks the following questions: How are the schools of 

the nation to meet their staff needs for highly qualified college graduates 

in the face of the growing need and competition from other professions? How 

can school districts make attractive salary offers and still meet rising 

school costs? What is the relationship between excellence in teaching and 

salary potential? 

Confronted with such questions as the above, some school districts have 

turned to a practice which attempts to differentiate salary on the basis of 

superior teaching performance. According to the U. S. Office of Education 

(3-132), ’’Only through a merit salary program is it possible for a school 

system to offer the type of maximum salaries which can place the schools in 

a defensible, competitive position for the selection and retention of highly 

qualified college graduates.” 
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While employed as an administrator in the New York City school system, 

Gerber (£-62) stated that what the educational program in his state needs 

is a merit rating system which will enable them to measure efficiency on 

the job, not simply efficiency in taking a licence examination and getting 

the job. 

According to Gerber's system (£-63)* teams of investigators or examiners 

would be organized to visit the schools, examining each one carefully. These 

examiners would observe the various programs, the discipline, the test 

results, the teacher training methods, the indications of progress or, the 

lack of such progress. He realizes that this method would involve a great 

deal of subjectivity, but says that the only way to have a good system is 

to recognize merit and reward it. 

Finley (U-ll), a superintendent in Barrington, Illinois, operates an 

elementary and high school district where everyone from the newest teacher's 

aid to Finley himself is on merit pay. The Barrington method begins with 

each teacher being assigned a number which only he and the principal of his 

school knows. The number alone appears on anything bearing on the teacher's 

evaluation. The principals evaluate the teachers and teacher's aids, the 

superintendent evaluates the principals, and the board of education evaluates 

the superintendent. The principal must spend at least an hour and as much 

as all day with a teacher on at least three occasions—more with a new 

teacher—and follow up each visit with a discussion with the teacher, before 

they put the evaluations on paper. The teachers sign these evaluations if 

they agree with them. If they disagree, they add their own comments. If 

there is a big disagreement the superintendent is called in as a mediator. 
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Finley reports that they have been weeding out ineffective people, 

getting good young people, and paying people what they are worth when they 

are worth it, Finley also states that (U-12): 

Evaluation is subjective, . • period] There's no other way to evaluate 
people, , , so that's the way we do it. It seems to work. It works 
for us anyway. 

The school administrators of Byram Hills, New York (6-86), have become 

concerned with the number of good teachers leaving the classrooms to go into 

administration in order to receive higher wages. Byram Hills has developed 

a plan that allows teachers to earn more money, not by becoming administra¬ 

tors but by remaining in the classroom. 

The plan gives the teacher who reaches maximum on the salary schedule 

three choices (6-8?): 

1. He may increase his earnings by participation in an "excellence in 
performance" program which is detenrined by classroom evaluation. 

2. He may increase his earnings through a professional growth program. 

3. He may do nothing. 

The "excellence in perfoimance" program (U-8?) is open to all teachers 

who have reached maximum salary and have been employed at the school for 

three years. Salary increments are granted to those teachers who are evalu¬ 

ated as superior. Teachers are eligible for evaluation every year regardless 

of past record in the program. 

Rigdon (9-117) has found that in this era of societal pressure and edu¬ 

cational adjustment, some teachers have responded by trying to improve the 

quality of their teaching. Superior service deserves superior recognition 

but at the mere mention of merit pay, however, most teachers denounce it as 
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unworkable. Their reaction is partly a reflection of their appraisal of 

their own performance and partly a fear of some loss of security. 

Rigdon (9-117) feels that any merit pay plan must meet three basic 

requirements: 

1. A good basic salary structure. It must be high enough to recruit 
and hold competent teachers by itself. 

2. It should serve as a reward for outstanding service, for superior 
teaching performance. It may also serve as an incentive for 
individual improvement, but the prime concern must be a recognition 
of excellence in teaching. 

3. There must be complete understanding of the program by the staff. 
They must thoroughly understand its purpose, selection procedures, 
and rewards. It is vital that the staff be involved in all stages 
of planning and organization. 

White (10-350) has studied the processes followed and the problems 

encountered by a school system when it attempted to move into a program 

which would standardize the evaluation of teachers. Prior to this program 

they had had little or no teacher evaluation. 

The initial plan (10-352) was to devise a check-list which each prin¬ 

cipal could use to evaluate his instructional staff. It was soon discovered 

that the check-list items were not applicable or did not allow for the 

individuality of the teacher. 

The forms which were finally found to be effective (10-352) consisted 

of only three questions: (l) What are the teacher's outstanding strengths? 

(2) What are the teacher's outstanding weaknesses? (3) What steps have you 

taken to strengthen the teacher's weaknesses? 

A new approach to the merit salary problem (1-25) is being attempted 

by teachers in Delaware County, Pennsylvania, who have organized the 
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Society of Academic Teachers to persuade school boards that competent 

teachers deserve higher salaries. School boards in the area have shown a 

willingness to pay more for teachers of demonstrated capacity. The Society 

of Academic Teachers will invite qualified teachers to submit to observation 

by trained teachers to establish their competence. 

Teacher’s organizations have generally insisted that increasing salaries 

is the only way to improve teaching. The Society of Academic Teachers 

reverses the-order in that it is their contention that improved teaching 

will result in better salaries. Membership in the society requires (1-2^): 

(1) A commitment to full time teaching (12 months). (2) The passing of a 

field test idiich entails extended observation of the teacher’s classroom 

performance. (3) A master’s degree in the subject matter field to assure 

academic excellence. 

LITERATURE OPPOSED TO THE MERIT RATING THEORY 

According to a survey conducted by NATION’S SCHOOLS magazine (8-82), 

merit pay is almost unheard of mainly because the teacher unions oppose it 

and because the districts lack the funds. 

The reason why teacher organizations oppose merit pay increases is 

because the practice can lead to discriminating favoritism rather than 

actual reward for outstanding performance. The teacher organizations claim 

that a merit rating system leads to undue discrimination against the teacher 

who is not outstanding. 

As superintendent at Butte, Montana,.Davis (8-8ii) has said that merit 

pay is fine in theory but is a flop in reality. He goes on to say that it is 
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impossible to establish a criteria for determining who is eligible for 

merit recognition and to make the system workable and equitable. 

Seyler (8-03) has commented that: 

Unless some sort of percentage was set to limit the number of teachers 

who could qualify for merit pay, the district would go broke trying to 

maintain an unlimited budget for merit pay payments. Setting a per¬ 

centage of those who qualify might discourage good work among those 
who don’t qualify. 

Bennett (2-225) has stated that she is clearly against merit pay in 

that it is unprofessional, unworkable, demoralizing, not conducive to im¬ 

proved educational practices, and destructive of individuality and freedom 

of expression. 

Link (7-322) has concluded that most merit rating plans have evolved 

as descriptions of so-called ideal practices which have little or no basis 

in instructional theory or research. Link further believes that school 

boards and other forces outside the profession have initiated most of the 

merit rating programs. He feels that most of these programs have come from 

business and industry. 

Many school systems have abandoned merit rating programs after several 

years of trial. In systems where- it works (7-323) it is because those who 

administer it' admit to the limitations of the system. 

Four significant issues (7-325). were identified by the Commission of 

Teacher Evaluation: 

1. Does the reward-or-punishment provision implicit in most rating 
plans help the individual to make his greatest effort toward pro¬ 

fessional growth? 

2. If evaluation is part of the means by which people judge and guide 

the direction of their growth, then this process should be thoroughly 

understood and participated in by all concerned. 
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3. Do rating plans actually help the teacher see his "points of 
weakness" and thus automatically encourage him toward greater 
efforts to overcome these faults? 

IN IS evaluation the privilege and responsibility of every person 
affected by the school^ program? 

If, according to the Commission on Teacher Evaluation, any of these 

vital elements of a rating program are found to be missing then the program 

itself is inadequate. 



CHAPTER III 

THE QUESTIONNAIRE RESULTS 

Questionnaire responses were obtained from thirty-five public school 

superintendents in Montana. This amounted to seventy per cent of the total • 

number sampled. It was decided that this was a sufficient number of responses 

for the results to be valid. 

In part one of the questionnaire, the superintendents gave their opin¬ 

ions regarding merit rating programs in general and their attitudes as to 

the workability of such a program in their own school system. Percentages 

of agreement and disagreement along with individual comments were computed 

and summarized for the various items of the questionnaire. The results of 

part one of the questionnaire are reported below. 

PART I 

1. Do you believe that a merit rating program is a means to fill staff 

needs with highly qualified personnel in the face of growing need and 

competition from other professions? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 3 60.0 2 1)0.0 

A 6 60.0 h 1)0.0 

B 8 1)0.0 12 60.0 

Total 17 U8.6 18 51.1). 
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One class AA superintendent stated in his consents that a merit rating 

program was a sensible method of meeting competition for in no other area 

is longevity and accumulation of college credit a criteria for salary incre¬ 

ments. A class A superintendent said that merit rating would accomplish 

this end but the poorer school districts could not afford such a program. 

Two class B superintendents disagreed in that they felt that an attractive 

base salary and not merit rating is the answer to recruitment problems. 

2. Do you believe that there should be a positive relationship between 

salary potential and excellence in teaching? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 5 100.0 0 

A 10 100.0 0 

B 15 75.0 5 25.0 

Total 30 85.7 5 lit.3 

Most of the superintendents sampled agreed that a positive correlation 

between salary potential and teaching excellence ms desirable. One class 

AA superintendent felt that this was undisputable in theory but difficult 

in practice. A class B superintendent concluded that such a correlation was 

a means for the education profession to uweed-outn weak members in the field. 

A class B superintendent, who disagreed with the idea of this rela¬ 

tionship, said that consenus must first be reached as to the meaning of the 

term "excellence’1 in teaching performance while a class A superintendent 

said that it always pays to buy quality. 
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3, Do you believe that a merit salary program would aid in the retention 

of outstanding teachers? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA h 80.0 1 20.0 

A 7 70.0 3 30.0 

B Hi 70.0 6 30.0 

Total 2$ 71.U 10 28.6 

The majority of superintendents sampled were in agreement with the 

idea that merit pay would aid in the retention of good teachers. Most of 

those in agreement said that it would depend on the type of merit pay plan. 

One class A and one class B superintendent said that it would depend on 

whether or not consensus could be reached among the staff as to what consti¬ 

tuted an outstanding contribution. One class AA superintendent said that 

his board would be glad to pay more to keep an outstanding teacher. 

Many of the superintendents felt that the location of the school system 

would play an important part in the retention of quality teachers. Two 

class A superintendents held that teachers are a mobile group and will move 

to the better salaries regardless of the location. On the other hand, two 

class class B superintendents felt that teachers will stay in a community 

they like rather than move to unfamiliar surroundings. 

!;♦ Do you feel that a merit rating system would close the channels of commu¬ 

nication between teachers and supervisors? 
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School 

Class 

No. 

Agree 

Per Cent 

Agree 

No. Dis¬ 

agree 
Per Cent 

Disagree 

No. Un¬ 

decided 
Per Cent 

Undecided 

AA 2 1)0.0 3 60.0 

A k 1)0.0 $ 5o.o 1 10.0 

B 8 1)0.0 12 60.0 

Total 1U 1)0.0 20 57.1 1 2.9 

Slightly over half of the superintendents sampled disagreed with the 

assumption that a me lit rating program would close the channels of communi¬ 

cation between teachers and superintendents. Most of those who disagreed 

felt that in order to keep the channels of communication open it is necessary 

to have reached a high level of understanding among all concerned. This 

understanding is the essence of a merit rating program. 

One class A superintendent felt that merit rating would close the 

channels of communication in that the subordinate members of the system 

would either "apple-polish" or "hate your guts" before and after evaluation. 

Others vho agreed said that it has been proven in industry that merit rating 

will close communication channels. 

5. Do you believe that in our present salary systems both excellence and 

inefficiency tend to be overlooked? 

School 

Class 
No. 

Agree 

Per Cent 

Agree 

No. Dis¬ 

agree 

Per Cent 

Disagree 

No. Un- Per Cent 

decided Undecided 

AA 5 100.0 0 

A 6 60.0 h 1)0.0. 

B 12 60.0 7 35.o i 5.o 

Total 23 6S.8 11 31.3 1 2.9 
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Most of the superintendents felt that both inefficiency and excellence 

tended to be overlooked in our present salary systems. Two class AA super¬ 

intendents stated that there was no assessment made of teacher performance 

made prior to the granting of tenure, A means to combat this oversight is 

a more "hard-nosed” attitude toward the granting of tenure, A class B 

superintendent stated that inefficiency and excellence were overlooked due 

to the fact that both the good and poor teacher received the same salary 

increases. Another class B superintendent believed that this range of per¬ 

formance was sometimes overlooked due to a shortage of teachers. 

Those superintendents who felt that inefficiency and excellence were 

not overlooked said that good supervision was needed to insure efficiency 

and that efficiency can be rewarded in many ways. 

6. How do you believe teacher evaluation should be accomplished? 

(a) Objectively only. 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 0 5 100.0 

A 1 10.0 9 90.0 

B 0 20 100.0 

Total 1 2.9 31; 97.1 

(b) Subjectively only. 
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School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Dis¬ 
agree 

Per Cent 
Disagree 

No. Un¬ 
decided 

Per Cent 
Undecided 

AA 0 5 100.0 

A 0 10 100.0 

B 3 iS.o 17 85.o 

Total 3 8.5 32 91.5 

(c) Both objectively and subjectively. 

School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Dis¬ 
agree 

Per Cent 
Disagree 

No. Un¬ 
decided 

Per Cent 
Undecided 

AA 5 100.0 0 

A 9 90.0 1 10.0 

B 17 85.0 3 i5.o 

T otal 31 88.6 h 11.1* 

(d) Teachers should not be evaluated. ■ 

School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Dis¬ 
agree 

Per Cent 
Disagree 

No. Un¬ 
decided 

Per Cent 
Undecided 

AA 0 5 100.0 

A 0 10 100.0 

B 1 5.0 19 95.0 

Total 1 2.9 3U 97.1 
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The vast majority of the superintendents sampled felt that teachers 

must be evaluated as to the quality of their performance. Only one class B 

superintendent stated that teachers should not be evaluated at all. 

One class A superintendent stated that he thought evaluation could be 

accomplished entirely by objective means while the rest of the sampled 

superintendents felt that a combination of objective and subjective methods 

were essential in evaluation. One class AA superintendent commented that 

the very nature of the teaching act requires both objective and subjective 

evaluation. 

Ninty-seven per cent of the superintendents sampled felt that our 

present system lacks the proper vehicle for strict objective evaluation of 

teachers. One class B superintendent commented that there is no such thing 

as true objective evaluation since some person’s judgment and interpretation 

is always involved. 

Three class B superintendents stated that teacher evaluation could be 

accomplished by subjective means only. They based this statement on the 

fact that there are no criteria for effective objective evaluation available 

in our present educational system. 

7. Do you feel that the superintendent should have the final word in all 

teacher evaluations? 
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School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Bis-, 
agree 

Per Cent 

Disagree 
No. Un- Per Cent 
decided Undecided 

AA 2 Uo.o 3 60.0 

A 5 5o.o S 5o.o 

B 11 55.0 8 Uo.o i 5.0 

Total 18 5i.lt 16 U5.7 1 2.9 

Slightly over half (fifty-one per cent) of the superintendents believed 

that the superintendent of a school district should have, the final word in 

teacher evaluation. However, most of them qialified this statement by 

saying that the principal, school board, or an administrative committee 

should also be included in evaluation. One class A superintendent stated 

that the superintendent must assume the major role in teacher evaluation 

because school board and public pressure rests entirely on the administrator. 

One class AA and two class B superintendents felt that the superinten¬ 

dent’s role in teacher evaluation was directly related to the size of the 

school district. They believed that in a large school system the superin¬ 

tendent was too far removed from the scene of the teaching act. Since he 

rarely sees the actual performance of the teachers, he could not be expected 

to be aware of all situations. As one class B superintendent put it, uThe 

superintendent is not God." 

8. What do you feel is the best means toward increasing salaries for 

teachers while improving the total product of the school system? 

(a) Excellence in performance. 
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School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 5 100.0 0 

A 9 90.0 1 10.0 

B 20 100.0 0 

Total 3U 97.1 1 2.9 

(b) Professional growth through academic work. 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 2 itO.O 3 60.0 

A So.6 S So.o 

B 8 1*0.0 12 60.0 

Total IS 1*2.9 20 S7.1 

Ninety-seven per cent of the sampled superintendents agreed that excel¬ 

lence in performance was the best means toward increasing teachers salaries 

while only forty-two per cent felt that professional growth through academic 

work was the answer to salary increases. Five class A and eight class B 

superintendents felt that both of these criteria were necessary to establish 

good salary increase programs. 

One class AA superintendent stated that schools today need excellence 

in teaching and this excellence is not necessarily related to the acquisi¬ 

tion of knowledge from extended formal education. Another class AA super¬ 

intendent stated that in theory teaching excellence would be the best means 
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toward salary increases for teachers but in practice accumulation of college 

credit is the basis for salary. 

9. Do you feel that a teacher, who wishes to remain in education and earn 

a higher salary, is driven from the classroom into the administrative field? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 1 20.0 h 80.0 

A h Uo.o 5 5o.o 1 10.0 

B 10 Sq.o 10 5o.o 

Total 15 12.9 19 5U.2 1 2.9 

Fifty-four per cent of the superintendents disagreed with the statement 

that teachers are being driven out of the classroom into the administrative 

field in order to find better, salaries. Most felt that this was more true 

in the past when salaries were significantly lower than today. Two class A 

and three class B superintendents felt that with today’s improved salary 

schedules, administrative salaries are not significantly higher than teacher 

salaries when one considers such factors as added responsibility and twelve 

month contracts. 

One class A and one class B superintendent commented that teachers are 

very often forced into administration especially in the area of elementary 

education. Another class A superintendent stated that although teacher 

salaries are improving, the top money is still in administration. 
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10. Do you believe that teachers should be involved in all phases of 

planning, organization, and application of an evaluation program? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA h 80.0 1 20.0 

A 7 70.0 3 30.0 

B 11; 70.0 6 30.0 

Total 25 71.U 10 28.6 

Seventy-one per cent of all sampled superintendents agreed that teachers 

should be involved in all phases of planning, organization, and application 

of an evaluation program. One class AA superintendent commented that if the 

staff set the standards, instruments, and procedures they would have less 

cause for dissatisfaction with an evaluation program. Two class B superin¬ 

tendents felt that it was difficult to motivate teachers to become involved 

and if motivated, matters such as performance evaluation were outside their 

realm of knowledge. One class A superintendent stated that teachers should 

be involved in the planning and organization of an evaluation program but 

not in the application. 

11. Do you feel that teachers’ denunciation of the merit rating system is 

a fear of some possible loss of security? 



25 

School No. Per Cent No. Bis- - Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 5 100.0 0 

A 8 80.0 2 20.0 

B Hi 70.0 5 25.0 1 5.0 

Total 27 77.1 7 20.0 1 2.9 

Most of the superintendents (seventy-seven per c ent) believed that a 

fear of loss of security was the main cause of the teachers’ rejection of 

the merit rating theory. One class A and one class B superintendent stated 

denunciation was mainly on the part of the inept teacher since the competent 

teacher would welcome merit rating. One class B superintendent commented 

that lack of understanding and participation and fear of unfair treatment 

were additional causes for teacher rejection of merit rating. One class A 

administrator agreed with the statement but said that this fear was dissi¬ 

pating since autocratic administration is passing from the scene. One class 

B superintendent stated that he disagreed with the statement in that each 

teacher, regardless of his ability, feels his own importance. 

12. Do you feel that the merit rating programs in existence today have come 

about due to pressure from school boards or some other force outside of 

education? 
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School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Dis¬ 
agree 

Per Cent 
Disagree 

No. Un¬ 
decided 

Per Cent 
Undecided 

AA h 80.0 1 20.0 

A 8 80.0 1 10.0 1 10.0 

B 1U 70.0 2 10.0 h 20.0 

Total 26 714.3 h n.U 5 114.3 

Seventy-four per cent of the superintendents sampled agreed that most 

of the merit rating programs in existence today have resulted from school 

board pressure or from other sources outside education. Host of those in 

agreement stated that present programs have stemmed from school board 

pressure or from industrial and business concerns. One class B superinten¬ 

dent said that the present merit rating programs had their origin in teacher 

apathy. Those superintendents disagreeing made no comment as to why they 

were in disagreement. 

13* Do you believe that a merit rating program could serve as an incentive 

for individual improvement? 

School No. Per Cent No. Dis¬ Per Cent No. Un¬ Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 5 100.0 0 

A 8 80.0 2 20.0 

B 16 80.0 h 20.0 

T otal 29 82.8 6 17.2- 
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The great majority (eighty-three per cent) of the sampled superinten¬ 

dents felt that a merit rating program would serve as an incentive for 

individual improvement, if the program could be made workable. One class 

A and one class B superintendent stated that merit rating serves this pur¬ 

pose in industry. A class B superintendent stated that too often this 

improvement is just to please the supervisor. 

lU. Do you feel that the problem in merit rating plans is the identifica¬ 

tion of excellence in teaching? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 3 60.0 2 Uo.o 

A 6 60.0 k liO.O 

B 13 75.0 3 25.0 

Total 2U 68.7 11 31.3 

Sixty-seven per cent of the superintendents agreed that the problem of 

merit rating programs is the identification of an excellent teaching perfor¬ 

mance. One class A and three class B superintendents commented that there 

could be no agreement on the total merit rating program until there was 

agreement on the question of what constitutes excellence. Two class B super¬ 

intendents stated that this was no problem since good teachers were genuinely 

easy to pick out in a school system. Most superintendents stated that this 

was not the only problem but one of them. 

l£. Do you feel that the problem with merit rating plans is the determina¬ 

tion of a qualified judge of teaching performance? 
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School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 3 60.0 2 Uo.o 

A 6 60.0 a ao.o 

B 17 85.0 3 15.0 

Total 26 7U.3 9 25.7 

The majority (seventy-four per cent) of the superintendents believed 

that determination of a qualified judge of teaching performance was a 

crucial problem in merit rating programs. Along -with the determination of 

a judge, one class B superintendent pointed out that the supervisor's rap¬ 

port and methods were of great importance. 

Twenty-five per cent of the superintendents felt that there are ade¬ 

quate judges of teacher performance. One class B and one class A superinten¬ 

dent stated that there are people in education who by job description and 

certification are assumed to be competent judges. 

16. Do you believe that it would be possible to have a state supervisory 

board responsible for the evaluation of all teachers within the state? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 0 5 100.0 

A 0 10 100.0 

B 1 5.0 19 95.0- 

Total 1 2.9 3U 97.1 
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The superintendents sampled were almost unanimous (ninety-seven per 

cent) in their rejection of a state supervisory board responsible for the 

evaluation of all teachers within the state. The superintendents commented 

that such a beard would remove evaluation from the scene of the teaching 

act, be just another political appointment, be too large a task for one 

board, and the members of the board would most likely be unqualified. The 

one class B superintendent who said that such a state board would be 

possible made no comment. 

17• Bo you agree that administrators are engaged in merit rating today 

when they oversee the hiring and firing of teachers? 

School No. Per Cent No. Bis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Bisagree decided Undecided 

AA u 80.0 1 20.0 

A 7 70.0 3 30.0 

B 15 75.0 5 25.0 ♦ 

Total 26 7h.3 9 25.7 

Seventy-four per cent of the superintendents agreed that the school 

administrators are engaged in merit rating when they oversee the hiring and 

firing of teachers. Two class AA administrators commented that this evalu¬ 

ation was true but was usually based on inconsistent methods of determination 

however, to the honest administrator merit or the lack of it is the deter¬ 

mining factor. One class A and one class B superintendent stated that they 

did not believe the statement was true since hiring and firing depended upon 

scarcity of available teachers and on school board approval. 
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18, Do you believe that administrators could be better prepared for evalu¬ 

ation if they had more concentrated training in supervision? 

School No. Per Cent No. Dis- Per Cent 1 • 
O

 Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA k 80.0 1 20.0 

A 7 70.0 3 30.0 

B 13 65.0 7 35.0 

Total 2h 68.7 11 31.3 

Sixty-eight per cent of the superintendents agreed that more training 

in supervision would be an aid to administrators in evaluating teachers; 

however, they disagreed as to where they should be trained. One class A 

and one class B superintendent felt that this should be on-the-job training 

and not college courses. Two class AA superintendents felt that administra¬ 

tors needed more training in the' teaching process. Basically, they need 

more training in working with adults. They must be vitally interested in 

people, have compassion, and be intelligent in the appraisal of situations. 

The thirty-one per cent who disagreed maintained that until criteria 

becomes more objective, applicable, and measurable, there would be only more 

theory and less practicality. 

19. Do you believe that the school board and the taxpayer would be happier 

if they knew that salaries were being paid on the basis of ability to per¬ 

form? 
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School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Dis¬ 
agree 

Per Cent 
Disagree 

No. Un¬ 
decided 

Per Cent 
Undecided 

AA 100.0 0 

A 9 90.0 1 10.0 

B 16 80.0 3 15.0 1 5.0 

Total 30 85.7 h n.U 1 2.9 

The majority (eighty-six per cent) of the sampled superintendents 

agreed that the school board and the taxpayer would be happier if salaries 

were paid on the basis of ability. One class A superintendent summed up 

all other comments by stating, "No one knows this better than the adminis¬ 

trators, They get the complaints." 

20, Do you believe that a good merit salary program is directly related to 

the size and wealth of a school district? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 1 20.0 . h 80.0 

A h Uo.o 6 60.0 

B 7 35.o 13 65.0 

Total 12 3U.2 23 65.8 

Sixty-six. per cent of the superintendents disagreed in that they felt 

that the size and wealth of a school district does not necessarily determine 

a good merit salary program. Two class AA and one class B superintendent 
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felt that a good merit pay program is more related to acceptance of the 

program rather than to size or wealth of the school district. Three class 

3 superintendents stated that all salaries are related to size and wealth 

of the district. 

21. Do you agree that the merit rating system is fine in theory but a flop 

in reality? 

School 
Class 

No. 
Agree 

Per Cent 
Agree 

No. Dis¬ 
agree 

Per Cent 
Disagree 

No. Un¬ 
decided 

Per Cent 
Undecided 

AA 3 60.0 2 llO.O 

A 7 70.0 1 10.0 2 20.0 

B 11 55.0 7 35.0 2 10.0 

Total 21 60.0 10 28.6 h n.U 
Sixty per cent of ihe superintendents agreed that the merit rating 

system was a flop in reality but most qualified their answer by saying that 

it would not be that way if the program was properly set up. One class B* 

superintendent said that the merit rating system has flopped because not 

enough schools have had the nerve to try merit rating. 

Other comments made by superintendents as to why merit rating has not 

been successful dealt with the fact that no definite criteria have been 

established for rating and subjective rating often ruins rapport among 

personnel. 
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22. Do you believe that a well designed merit rating program would be 

workable in your school district? 

School No. Per Cent No. Dis- Per Cent No. Un- Per Cent 
Class Agree Agree agree Disagree decided Undecided 

AA 3 60.0 2 Uo.o 

A 5 So.o 5 5o.o 

B 10 $0.0 9 U5.o . 1 5.0 

Total 18 5i.lt 16 U5.7 1 2.9 

Sli^itly more than half (fifty-one per cent) of the superintendents 

sampled agreed that a well-designed merit rating program could be made work¬ 

able in their school district; however, most of them qualified their statement 

by stressing the term "well-designed" as it applies to the structure of the 

rating program. One class AA superintendent commented that if such a program 

were initiated it would require a change of attitude on the part of many 

teachers and intensive training for the administrators. One class A and 

two class B superintendents stated that such a program would be fine if they 

could start hiring all new personnel but as it was it would cause too many 

"touchy" situations. 

PART II 

In part two of the questionnaire, the superintendents were asked to 

rate a list of criteria for judging teacher ability and effectiveness accord¬ 

ing to the following scale: 



3h 

1— Unimportant 

2— Little Importance 

3— Desirable 

U—Important 

5>—Sssential 

The results of the superintendent's ratings were computed and the 

criteria arranged in decending order according to the total value placed on 

each item. The total of all ratings by all superintendents for each item 

was considered to be the total value. In the event of equal total value 

for two or more items, the item receiving the most (£) ratings was placed 

first on the list. An average rating was computed for each of the items. 

RESULTS PART II 

Criteria Total Average 
Value Rating 

1. Knowledge of subject matter   161 U.60 

2. Daily preparation   I3U IwiiO 

3. Student discipline     1^3 U.37 

It. Instructional methods   . 11x9 It.26 

5. Reaction of pupils toward teacher Ilt9 It.26 

6. Achievement of pupils   lit? It.20 

7. Teacher personality llt£ It.lit 

8. Cooperation   . 139 3.97 

9. Relationship with parents •  137 3.91 

10. Relationship with principal 131 3.7U 
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Total Average 
Value Rating 

11. Relationship with community  127 3.63 

12. Willingness to assume extra duties 12U 3.5U 

13. Pupil teacher ratio 121 3.U6 

liu Extra time spent on the job Ill 3.17 

15. Professional activities 10U 2.97 

16. Type of subject taught  95 2.71 

In rating teacher abilities and effectiveness, the superintendents sam¬ 

pled appear to have rated those abilities which are demonstrated in the 

classroom above those which have to do with teacher relationships or activi¬ 

ties. This points out that above all else administrators are interested in 

classroom performance. 



CHAPTER IV 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

Summary 

It was the purpose of this study to determine the attitudes and opinions 

of Montana's public school administrators towards the merit rating of teach¬ 

ers in their school systems, who should attempt the evaluation of teacher 

performance, and how much emphasis was to be placed on the results of the 

evaluation. 

A representative sample of Montana’s public school superintendents 

were surveyed by means of a mailed questionnaire to sample their opinions 

as to the use of a merit rating system as a basis for teacher salaries. The 

questions were secured through consultation with professors at Montana 

State University and from various education journals. The questionnaire 

was divided into two parts. Part one took the form of a set of questions 

to which the superintendents were asked to express either agreement or dis¬ 

agreement with the questions proposed. Part two consisted of a list of 

criteria for judging teacher ability and effectiveness which the superin¬ 

tendents were asked to rate on a scale of one to five. ’ 

The questions in part one were examined individually and percentages 

were computed for each item answered according to agreement, disagreement, 

or indecision. The items in part two of the questionnaire were ranked in 

descending order according to the total value placed on each by the superin¬ 

tendents . 
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Conclusions 

Several conclusions seemed to be warranted from the data and superin¬ 

tendents* comments compiled in this study. 

1. The study found that most of the superintendents believed that there 

is nothing wrong with the merit rating system in theory but they felt that 

to date it has been unsuccessful in practice. They believe that the merit 

rating programs in use today are not properly constructed and fail to have 

effective criteria for evaluation. 

2. Montana*s superintendents generally hold the opinion that once an effec¬ 

tive set of criteria is set up for teacher evaluation, a merit rating 

program will work and will be desirable in their school systems. 

3. Montana *s school administrators believe that the determination of ex¬ 

cellence in teaching performance and the identification of a qualified judge 

of teaching performance are major difficulties in a merit rating program. 
/ 

U. Montana's superintendents are overwhelmingly opposed to a state board 

set up for the evaluation of all teachers within the state. 

5. Montana's superintendents are generally in favor of more concentrated 

training for school administrators in the field of supervision of instruction. 

They believe this training should take the form of college instruction along 

with training in the field. 
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Re c ommendations 

The following recommendations were formed from the results of the 

study and from the comments made by the superintendents who participated: 

1. It is recommended that more course work dealing with supervision of 

instruction and evaluation of teaching performance be included in the 

graduate administrative program at the university level. This course work 

should include workshops, and in the field training. 

2. It is recommended that further research be done on the subject of merit 

rating on the national scope and the results be made available to adminis¬ 

trators, teachers and school beards. 
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APPENDIX A 

Mr. Paul T. O’Hare 
101 Tenth Street West 
Billings, Montana 59101 

Mr. Charles C. Davis 
Butte, Montana £9701 

Dr. Harold Wenaas 
P. 0. Box 2669 
Great Falls, Montana £9^01 

Mr. A. G. Erickson 
Seventh and Allan 
Helena, Montana £9601 

Mr. D. p. Langbell 
P. 0. Box 788 
Kalispell, Montana £9901 

Mr. Karl D. Bell 
Missoula, Montana £9801 

Class A 

Mr. William C. Greer 
Glasgow, Montana £9230 

Mr. Clifford A. Harmala 
Glendive, Montana £9£01 

Mr. H. B. Ensrud 
P. 0. Box 791 
Havre, Montana £9£01 

Mr. Francis L. Savage 
Lewis town, Montana £9li£7 

Mr. E. J. Albrecht 
Miles City, Montana £9301 

Mr. Harry F. Mikelson 
Sidney, Montana £9270 

Mr. Paul Stengel 
Wolf Point, Montana £9201 

Mr. James E. Gardner 
Anaconda, Montana £9711 

Mr. L. E. Scarr 
Columbia Falls, Montana £9912 

Mr. Peter Vukad 
Hamilton, Montana £9814.0 

Mr. Frank D. Lewis 
Deer Lodge, Montana £9722 

Mr. John J. Womack 
Dillon, Montana £972£ 

Mr. Carl R. Engebretson 
Libby, Montana £9923 

Mr. Lloyd A. Muldown 
P. 0. Box 198 
Whitefish, Montana £9937 

Mr. Milton K. Negus 
P. 0. Box £20 
Bozeman, Montana £97l£ 

Mr. H. R. Salyer 
Hardin, Montana £903U 

Mr. Leonard A. Wollan 
Laurel, Montana £90UU 

Mr. Keith W. Haines 
P. 0. Box 669 
Livingston, Montana $90k7 

Class B 

Mr. Edward Schiller 
Choteau, Montana £9^22 
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Mr. Richard M. Mast 
Fairfield, Montana 59li36 

Mr. R. Gene Busch 
Scobey, Montana 59263 

Mr. Hazen Lawson 
Sunburst, Montana 58U82 

Mr. Therrill S. Averett 
Absarokee, Montana 59001 

Mr. D.- L, Johnson 
Shelby, Montana 59U7U 

Mr. Andrew C# McDonald 
Big Timber, Montana 59011 

Mr. Stephen Ruffatto 
Chinook, Montana 59523 

Mr. Earle Hemmy 
Columbus, Montana 59019 

Mr. Elmer M. Main 
Lodge Grass, Montana 59050 

Mr. Robert S. Bitney 
Forsyth, Montana 59327 

Mr. Ernest Copenhaver 
Red Lodge, Montana 59068 

Dr. Delbert M. Hartwick 
Harlowton, Montana 59036 

Mr. S. 0. Hefty 
Conrad, Montana 59l|25 

Mr. Robert D. Krogh 
Roundup, Montana 59072 

Mr. Kedric W. Flint 
Cut Bank, Montana 59l|27 

Mr. A. W. Unterseher 
Corvallis, Montana 59828 

Mr. Hugh G. Simmons 
Fort Benton, Montana 59U1;2 

Mr. James C. Nordlund 
Malta, Montana 59538 

Mr. Boyd E. Romine 
Big Sandy, Montana 59520 

Mr. G. E. Murphy 
Chester, Montana 59522 

Mr. James D. Hoffman 
Baker, Montana 59313 

Mr. Louis M. Schnebly 
Circle, Montana 59215 

Mr. Jack Kreitinger 
Fairview, Montana 59221 

Mr. Eugene V.' Lagerquist 
Plentywood, Montana 5925U 

Mr, Delmar K. Lewis 
Poplar, Montana £9255 
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APPENDIX B 

QUESTIONNAIKS ON MB BIT RATING 

PART I 

Directions:- Read each statement and check the appropriate space for agree¬ 

ment or disagreement as to how you believe each should be handled. 

1. Do you believe that a merit rating program is a means to fill staff 

needs with highly qualified personnel in the face of growing need and 

competition from other professions? 

Agree   Disagree   

Comments: 

2. Do you believe that there should be a positive relationship between 

salary potential and excellence in teaching? 

Agree   Disagree   

Comments: 

3. Do you believe that a merit salary program would aid in the retention 
of outstanding teachers? 

Agree   Disagree   

Comments: 

1;. Do you feel that a merit rating system would close the channels of 

communication between teachers and supervisors? 

Agree   Disagree   

Comments: 
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Do you believe that in our present salary systems both excellence and 

inefficiency tend to be overlooked? 

Agree   Disagree   

Comments: 

6. How do you believe teacher evaluation should be accomplidied? 

a) Objectively. Agree   Disagree   

b) Subjectively. Agree   Disagree   

c) Both objectively and subjectively. Agree   Disagree 

d) Teachers should not be evaluated. Agree   Disagree 

Comments: 

7. Do you feel that the superintendent should have the final word in all 

teacher evaluations? 

Agree   Disagree   

Comments: 

8. What do you feel is the best means toward increasing salaries for 

teachers while improving the total product of the school system? 

a) Excellence in performance. Agree   Disagree   

b) Professional growth through academic work. Agree   Disagree 

Comments: 

9. Do you feel that a teacher, who wishes to remain in education and earn 

a higher salary, is driven from the classroom into the administrative 

field? 

Agree Disagree 

Comments: 
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10, Do you believe that teachers should be involved in all phases of 
planning, organization, and application of an evaluation program? 

Agree   Disagree   

Comments: 

11. Do you feel that teachers’ denunciation of the merit rating system is 
a fear of some possible loss of security? 

Agree   Disagree   

Comments: 

12. Do you feel that the merit rating programs in existence today have 
come about due to pressure from school boards or some other force out¬ 
side of education? 

Agree   Disagree    

Comments: 

13* Do you believe that a merit rating program could serve as an incentive 
for individual improvement? 

Agree   Disagree   

Comments: 

ll;. Do you feel that the problem in merit rating plans is the identifica¬ 
tion of excellence in teaching? 

Agree   Disagree   

Comments: 
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IS. Do you feel that the problem with merit rating plans is the determina¬ 

tion of a qualified judge of teaching performance? 

Agree   Disagree   

Comments: 

16. Do you believe that it would be possible to have a state supervisory 

board responsible for the evaluation of all teachers within the state? 

Agree   Disagree   

Comments: 

17. Do you agree that administrators are engaged in merit rating today 
when they oversee the hiring and firing of teachers? 

Agree   Disagree   

Comments: 

18. Do you believe that administrators could be better prepared for evalU' 

ation if they had more concentrated training in supervision? 

Agree   Disagree   

Comments: 

19. Do you believe that the school board and the taxpayer would be happier 
if they knew that salaries were being paid on the basis of ability to 

perform? 

Agree   Disagree   

Comments: 



U6 

20* Do you believe that a good merit salary program is directly related to 
the size and wealth of a school district? 

Agree   Disagree   

Comments: 

21, Do you agree that the merit rating system is fine in theory but a flop 
in reality? 

Agree Disagree 

Comments: 

22. Do you believe that a well designed merit rating program would be work¬ 
able in your school district? 

Agree   Disagree   

Comments: 

PART II 

Directions: Rate the following list of criteria for judging teacher ability 
and effectiveness according to the following scale: 

1— Unimportant 

2— Little Importance 

3— Desirable 

li—Important 

5—Essential 
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Criteria Hating: 

A. Knowledge of subject matter.   

B. Achievement of pupils. 

C. Cooperation.   

D. Teacher personality.   

E. Instructional methods.   

F. Student discipline. 

G. ' Daily preparation. •   

H. Reaction of pupils toward teacher.   

I. Pupil teacher ratio.   

J. Willingness to assume extra duties.   

K. Relationship with parents.   

L. Relationship with community.   

M. Extra time spent on the job.   

N. Type of subject taught.   

0* Professional activities.   

P. Relationship with principal.   

Please place the finished questionnaire in the enclosed envelope and 
return it. Thank you again for your cooperation in this study. 
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APPENDIX C 

Kay 12, 1969 

Gentlemen: 

This questionnaire is part of a study on the attitudes and opinions 
of school administrators concerning merit rating of teachers in Montana. 
The results will be used to write a professional paper for partial comple¬ 
tion of a masters degree in education at Montana State University, Bozeman, 
Montana. 

Merit rating has been defined as an evaluation of effectiveness of 
teaching, supervision, or administration, based on a definite scale or 
collection of items usually accepted as legitimate means or measures for 
such purposes. 

Please feel free to answer the questions exactly the way you believe is 
correct. All questionnaires, answers, and comments will be held confiden¬ 
tial. No identification marks are required in returning this questionnaire. 

The space below each question has been provided for further explanation 
or qualification of your answers. 

Thank you for participating in this survey. Your prompt action on 
the questionnaire will be greatly appreciated. Please return the completed 
form in the envelope provided. - . 

If you would like a summary of this study, please notify me when 
returning the questionnaire. 

Sincerely yours. 

Donald J. Annalora 
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