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Preamble

From Aristotle and Socrates to Montessori and Piaget to Bruner and Hanushek, philosophers, physicians, psychologists, cognitive scientists, and economists have each attempted to characterize the attributes, dispositions, knowledge, and instructional skills that define effective teachers. The rationale for this 2000-year search is that better teachers produce better learning.  (Schacter & Thum, 2004, p. 411)

In recent years, as the field of education has moved toward a stronger balance between professional improvement and accountability, researchers, policy makers, and educational practitioners have conducted careful analysis of the variables affecting educational outcomes. The teacher has proven time and again to be the most influential school-related force in student achievement (Mendro, Jordan, Gomez, Anderson, & Bembry, 1998; Muijs & Reynolds, 2003). Given the emphasis on teacher quality as expressed in a variety of state and federal mandates, as well as public policy and practice in every state (and, for that matter, many nations throughout the world), a premium has been placed on high quality teachers to a degree that didn’t exist heretofore. Teacher effectiveness is the pillar of educational policy agendas. It also mediates the impact that any instruction-related reform or intervention has on student learning (Stronge, 2010). 
Among the factors within our control as educators, teachers offer the greatest opportunity for improving the quality of life of our students. As noted in How the World’s Best-Performing School Systems Come Out on Top, an international study comparing data from the United Nations’ Office of Economic and Community Development’s (OECD) Programme for International Student Assessment (PISA), “the quality of an education system cannot exceed the quality of its teachers” (Barber & Mourshed, 2007, p. iii). If we want to improve the quality of our schools and positively affect the lives of our students, then we must change the quality of our teachers. And this is our best hope to systematically and dramatically improve education. A multitude of studies conducted in the United States have documented that teacher quality has a significant impact on student achievement (e.g., Palardy & Rumberger, 2008; Rockoff, 2004; Stronge, Ward, Tucker, & Hindman, 2008; Stronge, Ward, Tucker, & Grant, in press). Findings about teacher effectiveness have been remarkably consistent in indicating that the effects teachers have on student achievement are on an order of magnitude which dwarfs the effects associated with other educational variables or interventions, such as curriculum, staff development, or restructuring (Mendro et al., 1998). We can reform the curriculum but, ultimately, it is teachers who implement it. We can provide professional development on new instructional strategies but, ultimately, it is teachers who deploy them. We can focus on data analysis of student performance but, ultimately, it is teachers who produce the results we are analyzing. 

Many school-level policies that attempt to improve achievement by substituting one school for another (e.g., school choice, charter school) or changing the structure of the schools themselves (e.g., whole school reform; reform on curriculum standards) have demonstrated disappointing results (Barber & Mourshed, 2007; Nye, Konstantopoulos, Hedges, 2004). It appears that few, if any, school-level reforms or improvement plans can bring forth the intended changes in student achievement unless they make a difference in teacher effectiveness. To illustrate, some expensive innovations, like the US $1.6 billion Comprehensive School Reform, were found to be not cost-effective in engendering improved student academic performance (Gross, Booker, & Goldhaber, 2009). In another instance, the effects of one standard deviation change in teacher effectiveness are larger than the effects of a costly reduction of class size from twenty-five to fifteen (Nye et al., 2004; Rivkin, Hanushek, & Kain, 2005). Furthermore, school-level reform on instruction, without directly tackling the issue of classroom teacher effectiveness, generally has no detectable association with higher student achievement (Le, Lockwood, Stecher, Hamilton, & Martinez, 2009). Given the undeniable influence of teachers on student success, Rockoff (2004) concluded, “raising teacher quality may be a key instrument in improving student outcomes” (p. 251). Similarly, Goldhaber (2006) posited that the effect of increases in teacher quality overrides the impact of any other educational investment.
There is renewed interest in the role of teacher evaluation as a fundamental aspect of school improvement. To a large extent, this interest in teacher evaluation comes from the realization that any significant improvement in schooling must have the teacher as the core. And, just as there is a rational connection between school improvement and teacher performance, there is a necessary and rational connection between teacher improvement and teacher evaluation. So how can teacher evaluation factor into teacher effectiveness? In truth, the relationship between teacher evaluation and teacher effectiveness is interdependent. A teacher evaluation system cannot be valid and useful unless it can document faithfully the teachers’ effectiveness and contribute to teacher improvement; and teachers’ effectiveness can only be enhanced when a solid teacher evaluation is available to reveal what they do well and how they need to improve. Teacher evaluation is about 1) documenting the quality of teacher performance, and 2) helping teachers improve their performance as well as holding them accountable for their work. Without high quality evaluation systems, we cannot know if we have high quality teachers and what we can do to help teachers grow. It is the role of administrators and policy makers to ensure that our students are being taught by the most effective teachers every day and the quality of teachers is evaluated and improved. 

Although researchers have found that student learning is not strongly associated with teachers’ professional input characteristics, such as type of degree and years of teaching experience (Nye, et al., 2004; Rockoff, 2004; Palardy & Rumberger, 2008; Wayne & Youngs, 2003), these two attributes have been the predominant criteria used to evaluate, and compensate, teachers. This troubled state of teacher evaluation has been criticized as “a glaring, and largely ignored, problem in public education” and evaluation has become a “superficial, capricious, and often meaningless exercise” (Keller, 2008, p. 8). A new generation of teacher evaluation should transition form being solely input-based (i.e., teacher degree or certification) to being process-based (i.e., classroom practices) and outcomes-driven (i.e., student achievement). Since a robust understanding about what contributes to teacher quality has been established in the research field of teacher effectiveness (Good & Brophy, 2008; Hattie, 2009; Stronge, 2007), the critical decisions regarding how to evaluate teachers, whom to hire, whom to retain, and what to include in teacher professional development, should be aligned with the knowledge of what makes a teacher effective. This is how a valid teacher evaluation system can evaluate what really matters—the quality of teaching that occurs in classrooms and the student learning outcomes that result from the important work that teachers do. A conceptually sound, well designed, and properly implemented evaluation system for teachers is critical to building and supporting human capital in schools and school divisions and, ultimately, to students’ opportunities to learn. Evaluations must identify what good teaching looks like and translate that information to help all teachers improve (Stronge, 2006).  “…[T]eacher quality matters – and … it matters a great deal. If we are committed to this premise, then we must be committed to populating our schools with the highest quality teachers possible” (Stronge, Gareis, & Little, 2006, p. 2). Teacher effectiveness is the most important controllable factor in education, so being able to successfully evaluate teacher effectiveness is crucial to the growth and learning of students.
Purpose and Overview of the Training Materials

The training materials are designed for use at both the school division and the school level.  The training materials are intended to help school divisions in aligning their current evaluation systems with the newly revised Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers.  Additionally, the training materials provide practice in implementing a teacher evaluation system that is aligned with the Guidelines through simulations and activities. 
Organizational Structure of Document
The training materials are organized using the structure in the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, including the division of the materials into six parts.  Part 7 provides guidance in evaluating Educational Specialists. 
	Part
	Description

	Part 1 - Introduction
	An introduction to the 2011 Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers

	Part 2 – Uniform Performance Standards for Teachers
	An overview of the seven Virginia performance standards and the use of performance standards and indicators in the data collection and evaluation rating process

	Part 3 – Documenting Teacher Performance
	A focus on the required and recommended data sources for teacher evaluation

	Part 4 – Connecting Teacher Performance to Academic Progress
	Recommendations for including measures of academic progress in a teacher evaluation system

	Part 5 – Rating Teacher Performance
	Training materials that focus on making summative decisions in teacher evaluation

	Part 6 – Improving Teacher Performance
	Guidance in the need for and implementation of a performance improvement plan


Organization of Sections within Parts

Each part of the training materials is organized in a similar fashion:

· Explanation materials – Materials that provide background explanation for the targeted/specific element related to the guidelines

· Activities – Training activities along with directions for use 

· Samples –Sample completed forms in some sections, if appropriate

· Simulations –Simulations for implementing the guidelines, in some sections, if appropriate

· Briefs – Briefs that provide background and explanatory material related to various facets of the revised guidelines

· Additional Resources – An annotated listing of additional helpful resources

Guidelines and Guiding Questions for Implementing the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
The guidelines and guiding questions presented here are intended to assist school officials with designing and implementing the new evaluation system. While the specific steps may vary from organization to organization, it is crucial to get buy-in from administrators, teachers, other instructional personnel, and various stakeholder groups. 

STEP 1: Review Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers and take stock of current evaluation system
· View presentation [Insert hyperlink to PowerPoint presentation] that provides an overview of the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
· Use scavenger hunt activity [Insert hyperlink to Scavenger Hunt Activity] to explore the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
· Read briefs “An Overview of the Virginia Teacher Evaluation System” [Insert hyperlink to brief] and “The Value of Evaluation” [Insert hyperlink to brief]
· Acquire and extend understanding of participants and their schools’ evaluation needs
· Appoint and meet with members of an Evaluation Design Team/Steering Committee, which should include representatives of various stakeholder groups
· Review documents developed to date regarding organizational strategic plans, identified evaluation needs, and existing evaluation systems
· Analyze existing teacher and school leader evaluation systems
· Identify strengths and weaknesses of current evaluation system [Insert hyperlink to strengths/weaknesses activity]
· Identify the opportunities and threats to developing/implementing the new evaluation system

· Solicit input from instructional staff and administration
· Determine components/processes of existing evaluation system to be incorporated into the new system
STEP 2: Develop performance standards, indicators, and performance rubrics  

· Conduct alignment analysis between the seven Uniform Performance Standards and the school division’s current standards system [Insert hyperlink to comparison activity]
· What are our current performance standards?
· How do we rate teachers on performance standards?
· How aligned are our performance standards to the Guidelines?
· Review performance standards and make modifications, if needed

· Review performance indicators and make modifications, additions, and deletions, as needed

· Review performance rubrics and make modifications, if needed
· How do we rate teachers on performance standards? 
STEP 3: Decide on data sources to use in documenting teacher performance and develop forms 
· Determine how and when teachers will be observed and modify VDOE forms as needed (Observations are required by the Code of Virginia)
· How often will we conduct formal observations?

· What should be the duration of a formal observation?

· Will a pre- and post-conference be mandatory?

· How often will we conduct informal observations?

· In what settings might we conduct informal observations?

· Will we conduct walk-through observations?

· How can we ensure teachers receive formative feedback from observations?
· Determine the optional data sources to be used in creating a teacher’s performance portrait

· What have we used previously that worked well? [Insert hyperlink to Benefits and Challenges of Data Sources and Matching Data Sources and Performance Standards Activities] 
· What guidelines do we need to establish for certain data sources (i.e., What should go in a portfolio? How should teachers convey results of surveys?) 

· Do we need to modify the sample VDOE forms?

· Develop procedures for using each data source 

· What is the teacher’s responsibility versus the administrator’s responsibility?

· How often will the materials be collected?

· Who will review the materials?

· How will the teacher receive feedback on the materials?

· Determine procedures for handling teachers who receive unacceptable ratings 

· What criteria will we use to place a teacher on a Performance Improvement Plan?

· What criteria will we use to recommend a teacher for non-renewal/dismissal?

· Do we need to modify the sample VDOE forms?

STEP 4: Develop criteria for connecting teacher performance to student academic progress
· Review Part 4 of the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers [Insert Hyperlink]

· What are the recommendations from the Virginia Board of Education? [Insert Hyperlink to Connecting Teacher Performance to Academic Progress PowerPoint]

· Determine what measures of academic progress will be used for teachers and other instructional personnel.

· What measures of academic progress do we already have? [Insert hyperlink to Exploration of Data Sources Activity].
· How will we measure academic progress of teachers and other instructional personnel who do not teach courses with SOL scores?

· If we use goal setting, how can we ensure goals are valid and rigorous? [Insert hyperlink to Student Achievement Goal Setting PowerPoint]
· If we use multiple measures of student progress, how much weight should each have?

STEP 5: Decide on how to rate teacher performance 

· Review Part 5 of the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers [Insert Hyperlink]

· How will we rate teachers on student academic progress? [Insert hyperlink to Rating on Standard 7:  Student Academic Progress Activity]
· How will we provide a summative rating?  [Insert hyperlink to Summative Decision Rules Activity]
· Do we need to modify sample VDOE forms?
STEP 6:  Develop ways to support and improve teacher performance
· Review Part 6 of the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers [Insert Hyperlink]

· What criteria will we use to place a teacher on a Performance Improvement Plan?

· What criteria will we use to recommend a teacher for non-renewal/dismissal?

· Do we need to modify the sample VDOE forms?

STEP 7: Determine imetable and procedures for implementation of the evaluation system

· Determine evaluation cycles for different personnel positions (e.g., 1-year, 3-year cycles)
· Develop sequence of information collection steps for personnel with differing levels of experience (e.g., probationary versus continuing contract teachers)
· Define feasible timetable for collection of evaluation information
· Determine specific procedural steps for the evaluation of each position, including differentiated skill levels
STEP 8:  Develop supporting documents

· Develop performance evaluation handbook [Insert hyperlink to sample handbook]
· Introduction

· Performance standards

· Documenting Performance

· Making Summative Decisions

· Improving Professional Performance

STEP 9: Provide comprehensive training for evaluators and evaluatees 

· Include stakeholders in planning for professional development 

· Determine the model of professional development that will work for your division

· Do we have the local resources to provide adequate training?

· Should we team with other divisions for training?

· Do we have the in-house expertise to conduct training, or would hiring a consultant team be more effective?

· Would a train-the-trainer approach work for us?

· Explore training materials provided on the VDOE website for use in training [Insert hyperlink to website]

· Determine content of each training session, ensuring the sessions address both an understanding of the new system (content development) and skill development

· Content development should include:

· Explanation of evaluation model (these are the components of the system)

· Evaluation criteria

· Performance standards 

· Evaluation instruments

· Implementation procedures

· Skill development should include:

· Evaluation orientation (this is how the system works)

· Documentation tools (i.e., observation format, portfolio design)

· Inter-rater reliability in conducting evaluations (essential for evaluators; optional for evaluatees)

· “How-to” skills (how to develop a document log, how to design and implement student achievement goal setting)

· Simulations to provide a reality-based experience

· Ensure professional development is ongoing and sustained over the implementation period

STEP 10: Pilot and implement the new evaluation system

· Monitor implementation issues and use them to inform future training sessions

· Make modifications after an initial pilot period or after the first year, as needed

· Provide regular updates and refresher workshops and professional development training for both evaluators and teachers


