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Part 1: Introduction

 (Excerpted from the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers)
Why Good Evaluation is Necessary

Teacher evaluation matters because teaching matters.  In fact, “the core of education is teaching and learning, and the teaching-learning connection works best when we have effective teachers working with every student every day.”
  Evaluation systems must be of high quality if we are to discern whether our teachers are of high quality.  The quality of an education system cannot exceed the quality of its teachers.
 The role of a teacher requires a performance evaluation system that acknowledges the complexities of the job.  Teachers have a challenging task in meeting the educational needs of an educationally diverse student population, and good evaluation is necessary to provide the teachers with the support, recognition, and guidance they need to sustain and improve their efforts.

Because teachers are so fundamentally important to school improvement and student success, improving the evaluation of teacher performance is particularly relevant as a means to recognize excellence in teaching and to advance teacher effectiveness.  A meaningful evaluation focuses on instructional quality and professional standards, and through this focus and timely feedback, enables teachers and leaders to recognize, appreciate, value, and develop excellent teaching.  The usage of the terminology is consistent with the professional literature, but that “effective” is not intended to connote a particular technical definition.  The benefits of a teacher evaluation system are numerous and well documented.  Johnston (1999) noted that the process of teacher evaluation can be valuable in several ways, including:

· assessing the effectiveness of classroom teachers;

· identifying areas in need of improvement;

· making professional development more individualized; and

· improving instruction schoolwide.
 

Sanders (2000) observed that once teachers are given feedback pertaining to classroom-level instructional outcomes, they start to modify their instruction to address their weak areas.  It is important, however, that when administrators make decisions and provide feedback to teachers on their performance, that the information is a valid measure of their actual job performance, which means it should include a teachers’ responsibilities both in-class and out-of-class.

Problems with Current Evaluation Systems

Unfortunately, even though a teacher’s effectiveness
 is recognized as the most important factor in improving student achievement, schools rarely measure, document, or use effectiveness ratings to inform decision-making.
 The result is that it is difficult to distinguish between poor, average, good, and excellent teachers.  Sometimes termed the “Widget Effect,” 
 schools tend to assume that teachers’ effectiveness in the classroom is the same from teacher to teacher and, thus, treat them as interchangeable parts.  Weisberg, Sexton, Mulhern, and Keeling (2009)
 indicated that all teachers are rated as great or at least good.  In fact, in their study, 99 percent of teachers were rated as satisfactory when their schools used a satisfactory/unsatisfactory rating system; in schools that used an evaluation scale with a broader range of options, an overwhelming 94 percent of all teachers received one of the top two ratings.  Further, they noted that evaluation systems reinforce this indifference to the variations in teacher performance in several ways:

Excellence is not recognized.  A rating scale that does not distinguish the truly outstanding performers from the average ones creates a situation where the exceptional teachers are not identified and cannot be recognized formally.

Professional development is inadequate.  School divisions cannot identify the needs of teachers and provide professional development if their shortcomings are never identified.

Novice teachers do not receive special attention.  When evaluation systems do not identify the specific developmental needs of new teachers (who are widely recognized as needing support to build and implement the most effective practices), they do not receive the assistance they need to correct their deficiencies.

Poor performance does not get addressed.  Schools that provide teachers with inflated, unrealistic ratings rarely dismiss teachers for poor performance, even though they are recognized by other teachers and administrators as being ineffective.
Other flaws in the current teacher evaluation process include:

· problems with the evaluation instruments themselves (e.g., subjectivity, low validity);

· issues related to time and resources;

· a tendency to focus on paperwork routines rather than improving instruction;

· an absence of standard protocols and practices in teacher practices;

· an absence of meaningful and timely feedback to teachers;

· inadequate administrator training;

· a lack of time to perform adequate evaluations;

· a lack of impact; and

· a lack of constructive criticism on the evaluation that can be used to improve professional practice and often are based on sparse evidence. 

Historically, the result is that little has been done to develop, support, and retain effective teachers and most teachers, even the ineffective ones, become tenured or gain continuing contract status.  In short, 

Evaluation systems fail to differentiate performance among teachers.…Excellent teachers cannot be recognized or rewarded, chronically low-performing teachers languish, and the wide majority of teachers performing at moderate levels do not get the differentiated support and development they need to improve as professionals.
 

Importance of Recognizing Teacher Effectiveness

Characterizing teacher effectiveness is important because of the direct impact teachers have on student performance.  In fact, teacher effectiveness is the most significant school-related variable impacting student learning outcomes.
  Stronge, et al., (in press) conducted a study on teacher effectiveness and discovered that a 30+ percentile point difference in student achievement in mathematics and English could be attributed to the quality of teaching that occurred in the classroom over an academic year.
  

Purposes of Evaluation

The primary purposes of a quality teacher evaluation system are to:

· contribute to the successful achievement of the goals and objectives defined in the school division’s educational plan;

· improve the quality of instruction by ensuring accountability for classroom performance and teacher effectiveness;

· implement a performance evaluation system that promotes a positive working environment and continuous communication between the teacher and the evaluator that promotes continuous professional growth and improved student outcomes; 

· promote self-growth, instructional effectiveness, and improvement of overall professional performance; and, ultimately

· optimize student learning and growth.

A high quality evaluation system includes the following distinguishing characteristics:

· benchmark behaviors for each of the teacher performance standards;

· a focus on the relationship between teacher performance and improved student learning and growth;

· a system for documenting teacher performance based on multiple data sources regarding teacher performance;

· the use of multiple data sources for documenting performance, including opportunities for teachers to present evidence of their own performance as well as student growth;

· a procedure for conducting performance reviews that stresses accountability, promotes professional improvement, and increases teacher involvement in the evaluation process; and

· a support system for providing assistance when needed.

Purposes of this Document

The Board of Education is required to establish performance standards and evaluation criteria for teachers, principals, and superintendents to serve as guidelines for school divisions to use in implementing educator evaluation systems. The Code of Virginia requires (1) that teacher evaluations be consistent with the performance objectives (standards) set forth in the Board of Education’s Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, Administrators, and Superintendents and (2) that school boards’ procedures for evaluating instructional personnel address student academic progress.  


Section 22.1-253.13:5 (Standard 5. Quality of classroom instruction and educational 
leadership) of the Code of Virginia states, in part, the following:


…B. 
Consistent with the finding that leadership is essential for the advancement of 


public education in the Commonwealth, teacher, administrator, and 



superintendent evaluations shall be consistent with the performance objectives 


included in the Guidelines for Uniform Performance Standards and Evaluation 


Criteria for Teachers, Administrators, and Superintendents. Teacher evaluations 


shall include regular observation and evidence that instruction is aligned with the 


school's curriculum. Evaluations shall include identification of areas of individual 


strengths and weaknesses and recommendations for appropriate professional 


activities…. 


Section 22.1-295 (Employment of teachers) states, in part, the following:


…C. 
School boards shall develop a procedure for use by division superintendents and 


principals in evaluating instructional personnel that is appropriate to the tasks 


performed and addresses, among other things, student academic progress 


[emphasis added] and the skills and knowledge of instructional personnel, 



including, but not limited to, instructional methodology, classroom management, 


and subject matter knowledge.  

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers set forth seven performance standards for all Virginia teachers.  Pursuant to state law, teacher evaluations must be consistent with the performance standards (objectives) included in this document. 

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers provide school divisions with a model evaluation system, including sample forms and templates that may be implemented “as is” or used to refine existing local teacher evaluation systems.  Properly implemented, the evaluation system provides school divisions with the information needed to support systems of differentiated compensations or performance-based pay.

The Code of Virginia requires that school boards’ procedures for evaluating teachers address student academic progress; how this requirement is met is the responsibility of local school boards.  Though not mandated, the Board’s Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers recommend that each teacher receive a summative evaluation rating, and that the rating be determined by weighting the first six standards equally at 10 percent each, and that the seventh standard, student academic progress, account for 40 percent of the summative evaluation.  

The document was developed specifically for use with classroom teachers.  For other non-classroom educators who are required to hold a Virginia teaching license, revisions likely will be necessary.  For example, guidance counselors and library-media specialists may require modified performance standards and data sources different from classroom teachers.

Endnote

Introduction to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
PowerPoint Presentation

Purpose: 

The purpose of the Introduction to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers PowerPoint presentation is to familiarize the audience with the evaluation system approved in 2011. The presentation is framed around three questions:

· What is the basis of the teachers’ evaluation?

· How will teacher performance be documented?

· How will teacher performance be rated?

Intended Audiences:

This PowerPoint presentation is appropriate for use with local school boards, division-level administrators, building-level administrators, and teachers.

Suggestions:
To further explore the Guidelines, it is suggested that the PowerPoint be used either prior to, or immediately following the first activity, Your School Division’s Current Evaluation System: What are its Strengths? What are its Weaknesses? as this may help frame discussions concerning the revised evaluation system.  
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	· The Virginia Department of Education established a work group to conduct a comprehensive study of teacher evaluation in July 2010. 

· The work group included teachers, principals, superintendents, human resources representatives, a higher education representative, and representatives from professional organizations (Virginia Association of Elementary School Principals, Virginia Association of Secondary School Principals, Virginia Association of School Superintendents, Virginia Education Association, Virginia School Boards Association and the Virginia Parent Teacher Association), expert consultants, and Department of Education personnel. The resulting work was the revised Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers.  

· The revised guidelines were approved by the Virginia Board of Education in April 2011 and become effective July 1, 2012. However, divisions may elect to use the materials earlier.



	Slide 2
	
[image: image2.emf]May 2011

Primary Purposes of the 

Evaluation System

•

Improve student achievement through the quality of 

instruction 

by assuring accountability for classroom 

performance

• Contribute to the successful 

achievement of the goals 

and objectives 

defined in a school division’s educational 

plans

• Provide a basis for 

instructional improvement

through 

productive teacher appraisal and professional growth

• Share responsibility for evaluation between the teacher and 

the evaluation team in a collaborative process that 

promotes 

self-growth

, 

instructional effectiveness

, and 

improvement of overall job performance
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	The primary purposes of the evaluation system are shown above.  In addition, a high quality evaluation system includes the following distinguishing characteristics:

·  benchmark behaviors for each of the teacher performance standards;

·  a focus on the relationship between teacher performance and improved student learning and growth;

·  a system for documenting teacher performance based on multiple data sources regarding teacher performance;

·  the use of multiple data sources for documenting performance, including opportunities for teachers to present evidence of their own performance as well as student growth;

·  a procedure for conducting performance reviews that stresses accountability, promotes professional improvement, and increases teacher involvement in the evaluation process; and

·  a support system for providing assistance when needed.
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The 

Guideline’s

Organization

Part I:  Introduction

Part II:  Uniform Performance Standards for Teachers

Part III:  Documenting Teacher Performance

Part IV: Connecting Teacher Performance to Student 

Academic Progress

Part V:  Rating Teacher Performance

Part VI: Improving Teacher Performance
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	The document is organized into the sections provided on the slide.
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Question 1

What is the basis of 

the teachers’ 

evaluation?
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	· What is the basis for the revised Guidelines and revised recommendations for evaluating teachers? 
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Teacher Responsibilities:

Two Tiers



Performance standards

 Performance indicators
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	· Performance standards define the criteria expected when teachers perform their major duties. 

· Performance indicators provide examples of observable, tangible behavior that indicate the degree to which teachers are meeting each teaching standard. 

· Performance ratings are NOT made at the performance indicator level, but at the performance standard level.
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Performance Standards

1. Professional Knowledge

2. Instructional Planning

3. Instructional Delivery

4. Assessment of and for Student Learning

5. Learning Environment

6. Professionalism

7. Student Academic Progress
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	· The uniform performance standards for teachers are used to collect and present data to document performance that is based on well-defined job expectations. 

· Clearly defined professional responsibilities constitute the foundation of the teacher performance standards. 
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Teacher Performance Standard 1:  

Professional Knowledge

The teacher demonstrates an understanding 

of the curriculum, subject content, and the 

developmental needs of students by 

providing relevant learning experiences. 
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Teacher Performance Standard 2:  

Instructional Planning

The teacher plans using the Virginia 

Standards of Learning, the school’s 

curriculum, effective strategies, resources, 

and data to meet the needs of all students. 
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Teacher Performance Standard 3:  

Instructional Delivery

The teacher effectively engages students in 

learning by using a variety of instructional 

strategies in order to meet individual 

learning needs. 
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Teacher Performance Standard 4:  

Assessment of and for Student 

Learning

The teacher systematically gathers, 

analyzes, and uses all relevant data to 

measure student academic progress, guide 

instructional content and delivery methods, 

and provide timely feedback to both students 

and parents throughout the school year.
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Teacher Performance Standard 5:  

Learning Environment

The teacher uses resources, routines, and 

procedures to provide a respectful, positive, 

safe, student-centered environment that is 

conducive to learning. 
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Teacher Performance Standard 6:  

Professionalism

The teacher maintains a commitment to 

professional ethics, communicates 

effectively, and takes responsibility for and 

participates in professional growth that 

results in enhanced student learning. 
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Teacher Performance Standard 7:  

Student Academic Progress

The work of the teacher results in 

acceptable, measurable, and appropriate 

student academic progress.

12


	· Note:  Performance Standard 7:  If a teacher effectively fulfills all previous standards, it is likely that the results of teaching -- as documented in Standard 7:  Student Academic Progress -- would be positive.  

· The Virginia teacher evaluation system includes the documentation of student growth as indicated within Standard 7 and recommends that the evidence of progress be reviewed and considered throughout the year.

· The evaluation system also encourages the use of multiple measures of student academic progress.
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Performance Indicators

Examples for Standard 7: 

Student Academic Progress

 Sets acceptable, measurable, and appropriate achievement goals 

for student learning progress based on baseline data.

 Documents the progress of each student throughout the year.

 Provides evidence that achievement goals have been met, 

including the state-provided growth measure when available as 

well as other multiple measures of student growth.

 Uses available performance outcome data to continually 

document and communicate student academic progress and 

develop interim learning targets.

Note: Only Samples!
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Question 2

How will teacher 

performance be 

documented?
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	· The role of a teacher requires a performance evaluation system that acknowledges the complexities of the job.  

· Multiple data sources provide for a comprehensive and authentic “performance portrait” of the teacher’s work. 
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Multiple Data Sources

REQUIRED by The 

Code of Virginia

RECOMMENDED in 

2011 Guidelines

Observations Student Surveys

Measures of 

Academic Progress

Portfolios/Document Logs

Self-Evaluation
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	· Multiple data sources are needed to capture the full range of responsibilities of a teacher.

· The Code of Virginia requires two sources of data to be used in student achievement:  Observations and Measures of Academic Progress

· Virginia Department of Education recommends other data sources that can improve the objectivity of teacher evaluation systems.  These include student surveys, portfolios/document logs, and self-evaluation.
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Data Collection Procedures

Data Collection 

Procedure

Form(s) Evaluator Teacher

Informal Observations Informal Classroom Observation Form



Formal Observations Formal Classroom Observation Form



Student Surveys

Student Survey Forms (1-2, 3-5, 6-8, 9-12)

Student Survey Summary



Portfolios/Document Logs Table of Contents



Self-Evaluation Teacher Self-Evaluation Form



Measures of Academic

Progress

Goal Setting for Academic Progress Form

Reviews/approves Selects/develops
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	· Data collection procedures are a shared responsibility between the evaluator and the teacher.
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Measures of Academic Progress

Teachers

Application of Student 

Growth Percentiles 

(SGPs)

Other Student 

Academic Progress 

Measures

Teachers of reading and 

mathematics for whom 

SGPs are available

20% of total evaluation 

based on median growth 

percentile when certain 

criteria met

20% of total evaluation 

based on measures of 

student academic progress 

other than SPG

Teachers who support 

instruction in reading and 

mathematics for whom 

SGPs are available

When aligned to individual or 

schoolwide goals, no more 

than 20% of total evaluation 

based on median growth 

percentile when certain 

criteria met

20% or 40% of total 

evaluation based on  

measures of student 

academic progress other 

than SPG

Teachers who have no 

direct or indirect role in 

teaching reading or 

mathematics in grades

where SGPs are available

Not applicable

40% of total evaluation 

based on measures of 

student academic progress 

other than SGP
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	· The Uniform Performance Standards and Evaluation Criteria incorporate student academic progress as a significant component of the evaluation while encouraging local flexibility in implementation.  

· These guidelines recommend that student academic progress account for 40 percent of an individual’s summative evaluation.

· Other student academic progress measures may include student achievement goal setting, which teachers develop student achievement goals based on baseline data at the beginning of the year, monitor student progress and adjust instruction throughout the year, and determine goal attainment at the end of the year. 
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Question 3

How will teacher 

performance be 

rated?
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	· For an evaluation system to be meaningful, it must provide its users with relevant and timely feedback.  

· To facilitate this, evaluators should conduct both interim and summative evaluations of teachers. 

· Summative evaluation ratings are based on behaviorally-anchored performance rubrics.
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Evaluations

Interim Evaluation 

• Used to document evidence of meeting standards

• Does NOT include rating of performance

Summative Evaluation

• Comes at end of evaluation cycle

- One year for probationary teachers

- Three years for continuing contract teachers

• Assessment of performance quality

-

Four point rating scale

- Performance rubric for every standard
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	· Some teacher evaluation systems include an interim review, especially for probationary teachers, in order to provide systematic feedback prior to the completion of a summative evaluation. 

· The multiple data sources discussed in Part 3 are used to compile a Teacher Interim Performance Report that indicates if a teacher has shown evidence of each of the performance standards. 

· The evaluator should share her/his assessment of the teacher’s performance by a given date (for example, the last school day before winter break each year for Probationary teachers)
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Evaluating Performance

Exemplary

Proficient

Developing/Needs Improvement

Unacceptable
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	· The performance rubric is a behavioral summary scale that describes acceptable performance levels for each of the seven teacher performance standards.  

· It states the measure of performance expected of teachers and provides a general description of what a rating entails. 
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Exemplary

Proficient

Proficient is the expected 

level of performance.

Developing/Needs 

Improvement

Unacceptable

In addition to meeting 

the standard, the teacher 

consistently 

demonstrates extensive 

knowledge of the subject 

matter and continually 

enriches the curriculum.

The teacher 

demonstrates an 

understanding of the 

curriculum, subject 

content, and the 

developmental needs of 

students by providing 

relevant learning 

experiences.

The teacher 

inconsistently 

demonstrates 

understanding of the 

curriculum, content, and 

student development or 

lacks fluidity in using the 

knowledge in practice.

The teacher bases 

instruction on material 

that is inaccurate or out-

of-date and/or 

inadequately addresses 

the developmental needs 

of students.

Sample Performance Appraisal Rubric

Standard I: Professional Knowledge

The teacher demonstrates an understanding of the curriculum, 

subject content, and the developmental needs of students by 

providing relevant learning experiences. 
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	· Teachers who are exemplary often serve as role models and/or teacher leaders.

· Please note: The rating of “proficient” is the expected level of performance.  Additionally, the recommended performance rubrics presented here may be modified at the discretion of school division decision makers.
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Summative ratings should apply the rating for each of 

the seven performance expectations, with the most 

significant weight given to Standard 7 - Student 

Academic Progress.

Summative Rating

Virginia Department of Education recommends the following guidelines for 

summative ratings: 

• Weight each of the first six standards equally at 10 percent each

• Weight Standard 7 – Student Academic Progress at 40 percent
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	· The rating scale is applied for the summative evaluation of all teachers.  

· The performance rubrics guide evaluators in assessing how well a standard is performed.  

· They are provided to increase reliability among evaluators and to help teachers to focus on ways to enhance their teaching practices.  

· Please note: The rating of “proficient” is the expected level of performance.  

· Additionally, the recommended performance rubrics presented here may be modified at the discretion of school division decision makers.
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Improving Performance

Outstanding Teachers

=

Student Results

23


	· Teacher evaluation matters because teaching matters.  

· In fact, “the core of education is teaching and learning, and the teaching-learning connection works best when we have effective teachers working with every student every day.”  Evaluation systems must be of high quality if we are to discern whether our teachers are of high quality.  Stronge, J. H. (2006), p. 1.




Introduction to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
Questions and Answers

The document provides an overview on the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, adopted by the Board of Education in 2011.  This document is framed around the most frequently asked questions regarding the Guidelines.  This Q&A can be used with both administrators and teachers to familiarize them with the legal background of the revised teacher evaluation system.  
Virginia Department of Education

P. O. Box 2120

Richmond, Virginia 23218

VIRGINIA GUIDELINES FOR TEACHER EVALUATION

QUESTIONS AND ANSWERS

1.
Are the Virginia Uniform Teacher Performance Standards for Teachers 


required for use in teacher evaluation?

Yes.  Pursuant to Section 22.1-253.13.5 of the Code of Virginia (Virginia statute), school boards are required to develop and implement a teacher evaluation system that is consistent with the Uniform Teacher Performance Standards.


§ 22.1-253.13:5. Standard 5. Quality of classroom instruction and educational 


leadership. 

B.       Consistent with the finding that leadership is essential for the advancement of public education in the Commonwealth, teacher, administrator, and superintendent evaluations shall be consistent with the performance objectives included in the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, Administrators, and Superintendents. Teacher evaluations shall include regular observation and evidence that instruction is aligned with the school's curriculum.  Evaluations shall include identification of areas of individual strengths and weaknesses and recommendations for appropriate professional activities.  [emphasis added]


The revised Uniform Performance Standards for Teachers are as follows:

	Performance Standards

	Performance Standard 1:  Professional Knowledge

The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences.

	Performance Standard 2:  Instructional Planning

The teacher plans using the Virginia Standards of Learning, the school’s curriculum, effective strategies, resources, and data to meet the needs of all students.

	Performance Standard 3:  Instructional Delivery

The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet individual learning needs.


	Performance Standard 4:  Assessment of and for Student Learning

The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, guide instructional content and delivery methods, and provide timely feedback to both students and parents throughout the school year.


	Performance Standard 5:  Learning Environment

The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered environment that is conducive to learning.

	Performance Standard 6:  Professionalism

The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for and participates in professional growth that results in enhanced student learning.

	Performance Standard 7:  Student Academic Progress

The work of the teacher results in acceptable, measurable, and appropriate student academic progress. 


2.
Are measures of student progress required in teacher evaluation?

Yes.  Section 22.1-295 of the Code of Virginia requires that teacher evaluations in Virginia must address student academic progress.

§ 22.1-295 Employment of teachers.

C.   School Boards shall develop a procedure for use by division superintendents and principals in evaluating instructional personnel that is appropriate to the tasks performed and addresses, among other things, student academic progress and the skills and knowledge of instructional personnel, including, but not limited to, instructional methodology, classroom management, and subject matter knowledge. [emphasis added] 

In addition to teacher evaluation, school boards are required to develop criteria for the evaluation of principals, assistant principals, and supervisors that include measures of student progress.

§ 22.1-294. Probationary terms of service for principals, assistant principals and supervisors; evaluation; reassigning principal, assistant principal or supervisor to reaching position.

Each local school board shall adopt for use by the division superintendent clearly defined criteria for a performance evaluation process for principals, assistant principals, and supervisors that are consistent with the performance objectives set forth in the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, Administrators, and Superintendents as provided in § 22.1-253.13.5 and that includes, among other things, an assessment of such administrators’ skills and knowledge; student academic progress and school gains in student learning; and effectiveness in addressing school safety and enforcing student discipline. The division superintendent shall implement such performance evaluation process in making employment recommendations to the school board pursuant to § 22.1-293. [emphasis added] 
3.
Is a school board required to include a portion of a teacher’s evaluation that is based on student progress using the Virginia Student Growth Percentiles (SGPs) or Student Achievement Goal Setting as recommended in the 2011 Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers?

No.  The use of Virginia Student Growth Percentiles and Student Achievement Goal Setting are recommended, but not required. A school board may use other legitimate measures of student academic progress to augment or replace these recommended measures. However, the measures that a school board chooses to use must be valid, reliable, and feasible for ongoing use.

4.  Must the portion of a teacher’s evaluation that is based on student progress equal  

     40 percent of the total evaluation?
No.  The weighting for each of the seven Uniform Performance Standards for Teachers is recommended, but not required. The final determination for weighting is a decision to be made by the local school board. 

If implemented according to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, the weighting would be as follows:

	PERFORMANCE STANDARD
	RECOMMENDED PERCENTAGE CONTRIBUTION TO THE SUMMATIVE RATING

	Performance Standard 1:  Professional Knowledge
	   10%

	Performance Standard 2:  Instructional Planning
	   10%

	Performance Standard 3:  Instructional Delivery
	10%

	Performance Standard 4:  Assessment of and for Student Learning
	10%

	Performance Standard 5:  Learning Environment
	10%

	Performance Standard 6:  Professionalism
	10%

	Performance Standard 7:  Student Academic Progress
	40%


	All Standards
	100%


5.   Must teachers receive a rating for each of the seven standards included in the Uniform Teacher Performance Standards?

Yes.  The Virginia statutory language regarding evaluation of teachers makes clear that the evaluations must be consistent with the Uniform Performance Standards for Teachers (see § 22.1-253.13:5 Standard 5 of the Code of Virginia noted earlier). Additionally, the language regarding the procedures that local school boards must adopt for teacher evaluation include such standards as student academic progress and the skills and knowledge of instructional personnel, including, but not limited to, instructional methodology, classroom management, and subject matter knowledge, all of which are consistent with the Uniform Performance Standards for Teachers (see § 22.1-295 of the Code of Virginia noted earlier).

6.  Must teachers receive an overall summative rating of performance?

Yes.  The Code of Virginia regarding dismissal of continuing contract teachers includes incompetency as one basis for dismissal.  Incompetency in the statute is defined as follows:

§ 22.1-307. Dismissal, etc., of teachers; grounds.

B. 
For the purposes of this article, “incompetency” may be construed to include, but shall not be limited to, consistent failure to meet the endorsement requirements for the position or performance that is documented through evaluation to be consistently less than satisfactory. [emphasis added]

For performance to be documented as less than satisfactory, it is necessary to provide an overall rating of “satisfactory” or “less than satisfactory” (i.e., often described as “unacceptable” or “unsatisfactory” in teacher evaluation procedures).

7.   How often must teachers receive a summative evaluation rating?

Virginia statute requires that probationary teachers be evaluated annually

(§22.1-303 of the Code of Virginia), and teachers who have achieved continuing contract status must be evaluated at least once every three years (§22.1-295 of the Code of Virginia).  Any instructional personnel, who has achieved continuing contract status, receiving an unsatisfactory evaluation who continues to be employed by the local school board shall be evaluated no later than one year after receiving such unsatisfactory evaluation (§22.1-295 of the Code of Virginia).

§22.1-303.  Probationary terms of service for teachers.
A.  A probationary term of service for three years in the same school division shall be required before a teacher is issued a continuing contract. … During the probationary period, such probationary teacher shall be evaluated annually based upon the evaluation procedures developed by the employing school board for use by the division superintendent and principals in evaluating instructional personnel as required by § 22.1-295 C. The division superintendent shall consider such evaluations, among other things, in making any recommendations to the school board regarding the nonrenewal of such probationary teacher’s contract as provided in § 22.1-305.

If the teacher’s performance evaluation during the probationary period is not satisfactory, the school board shall not reemploy the teacher; however, nothing contained in this subsection shall be construed to require cause, as defined in § 22.1-307, for the nonrenewal of the contract of a teacher who has not achieved continuing contract status. [emphasis added]

§ 22.1-295.  Employment of teachers.

C. 
School boards shall develop a procedure for use by division superintendents and principals in evaluating instructional personnel that is appropriate to the tasks performed and addresses, among other things, student academic progress and the skills and knowledge of instructional personnel, including, but not limited to, instructional methodology, classroom management, and subject matter knowledge. [emphasis added]


Instructional personnel employed by local school boards who have achieved continuing contract status shall be evaluated not less than once every three years. Any instructional personnel, who has achieved continuing contract status, receiving an unsatisfactory evaluation who continues to be employed by the local school board shall be evaluated no later than one year after receiving such unsatisfactory evaluation. The evaluation shall be maintained in the employee's personnel file. [emphasis added]

Common practice in Virginia and across the United States is to provide summative evaluations on an annual, bi-annual, or tri-annual cycle.  School divisions that choose to employ a multi-year evaluation cycle typically include an interim review at the conclusion of each academic year. 

8.   Must teachers be evaluated using multiple data sources?

Yes.   The Code of Virginia requires two explicit data sources for documenting performance in teacher evaluation systems:

Observation

§ 22.1-253.13:5 Standard 5. Quality of classroom instruction and educational leadership.

A.
…Teacher evaluations shall include regular observation and evidence that instruction is aligned with the school’s curriculum. Evaluations shall include identification of areas of individual strengths and weaknesses and recommendations for appropriate professional activities. [emphasis added]

Measures of student progress

§ 22.1-295 Employment of teachers.

C.  School boards shall develop a procedure for use by division superintendents and principals in evaluating instructional personnel that is appropriate to the tasks performed and addresses, among other things, student academic progress and the skills and knowledge of instructional personnel, including, but not limited to, instructional methodology, classroom management, and subject matter knowledge.  [emphasis added] 
While § 22.1-253.13:5 of the Code notes that teacher evaluation must include observation and “evidence,” other types of evidence to be collected and included in teacher evaluation is a decision to be made by the local school board.  Thus, various data sources suggested in the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, such as student surveys, document logs, portfolios, and self-assessment, are provided only as options to consider. 

9.
Must professional development be provided on teacher evaluation?

Yes.  

The Virginia Board of Education is required by § 22.1-253.13:5 of the Code of Virginia to provide guidance on high-quality professional development. 
Virginia Board of Education responsibility

§ 22.1-253.13:5 Standard 5. Quality of classroom instruction and educational leadership.

C.  The Board of Education shall provide guidance on high-quality professional development for … (ii) administrative and supervisory personnel in the evaluation and documentation of teacher and administrator performance based on student academic progress and the skills and knowledge of such instructional or administrative personnel….

Pursuant to Section 22.1-253.13.5 of the Code of Virginia, school boards have a responsibility to provide professional development for teacher evaluation.

Local School Board Responsibility

§ 22.1-253.13:5 Standard 5. Quality of classroom instruction and educational leadership.

E.   Each local school board shall provide a program of high-quality professional development (i) in the use and documentation of performance standards and evaluation criteria based on student academic progress and skills for teachers and administrators to clarify roles and performance expectations and to facilitate the successful implementation of instructional programs that promote student achievement at the school and classroom levels…

The Board of Education approved High-Quality Professional Development Criteria in April 2004 that may be accessed at the following Web site:  http://www.doe.virginia.gov/teaching/regulations/high_quality_prof_dev_criteria.pdf.
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Introduction Activities

There are three activities to help introduce the new evaluation system.  The first is an exploration of the participants’ current evaluation systems.  Participants are asked to reflect on the strengths of their current system as well as on the areas that need improvement or modification.  There are no right or wrong answers to this activity.  This discussion will help to frame subsequent discussions about the new evaluation system.  The second activity is intended to familiarize participants with the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers.  Participants are asked to search through the Guidelines to find answers to questions related to the new evaluation system.  The final activity asks participants to compare their current evaluation system with the Guidelines to note the similarities and differences.
Activity 1:  Your School Division’s Current Evaluation System:  What are its Strengths? What are its Weaknesses?
Purpose:
The purpose of the Your School Division’s Current Evaluation System: What are its Strengths? What are its Weaknesses? Activity is to provide an opportunity for school divisions to examine their current evaluation systems.  

Intended Audiences:
This activity is intended for use with division-level administrators, building level administrators, and teachers who are assigned the responsibility of developing/revising the teacher evaluation system for a school division.  

Suggested Directions:
This activity can be completed either before or after presenting the PowerPoint, “Introduction to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers.”  As a large group or in small groups, participants generate a list of the strengths and weaknesses of their school division’s current evaluation system.  For example, what works and what doesn’t work on a practical level? What portions of the current evaluation system would should be retained and what aspects should be removed?

[image: image25.emf]Activity 1: Your Current Evaluation System: 

What are its strengths?                         What are its weaknesses?

Directions:  As a large group or in small groups, generate a list of the strengths and weaknesses of your school division’s 

current evaluation system.  For example, what works and what doesn’t work on a practical level? What portions of the current 

evaluation system should be retained and what aspects should be removed?



Activity 2:  Scavenger Hunt
Purpose:
The purpose of the Scavenger Hunt Activity is to become familiar with the elements of the 2011 Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers. 

Intended Audiences:
This activity is intended for use with division-level administrators, building-level administrators, and teachers. 

Suggested Directions:
Present the PowerPoint, “Introduction to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers.” Participants complete the scavenger hunt.  Participants will need a copy of the Guidelines for the activity. 
Activity 2 - Scavenger Hunt: 

VDOE Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers 

Directions: Using the Guidelines, answer each question and put the page number of where the answer is located within the Guidelines. 

1. How many performance standards do teachers have?  (Page: _____)      





2. What is the difference between performance indicators and performance standards?                (Page: _____)
3. What is the difference between a formal and an informal observation?  (Page: _____)
4. How often are student surveys to be conducted?  (Page: _____)




5. How do teachers provide survey results to their evaluators?  (Page: _____)





6. How long should teachers maintain portfolios/document logs before the contents are emptied? (Page: _____)
7. VDOE recommends that student academic progress account for what percentage of a teacher’s summative evaluation?  (Page: _____)









8. What are key differences between a rating of exemplary and a rating of proficient?          (Page: _____)


9.  A summative evaluation represents where __________________ exists, based on various data sources?  (Page: _____) 
10.  Under what circumstances could a teacher be placed on a Performance Improvement Plan? (Page: _____)
Scavenger Hunt Answer Key: 

VDOE Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers 

1. How many performance standards do teachers have? (Pages: 7-12, 60-66)
Seven.  (Professional Knowledge, Instructional Planning, Instructional Delivery, Assessment of and for Student Learning, Learning Environment, Professionalism, Student Academic Progress)
2. What is the difference between performance indicators and performance standards? (Page: 8)  Performance indicators provide examples of observable, tangible behavior that indicate the degree to which teachers are meeting each performance standard. Performance ratings are made at the performance standard level, not the performance indicator level.

3. What is the difference between a formal and an informal observation? (Pages: 14 & 19)
A formal observation is planned, is structured or semi-structured, may be announced or unannounced, and typically lasts for a specific period of time (for example, 30-45 min or the duration of the lesson). It typically takes place when a teacher is presenting a lesson or interacting with students. An informal observation is less structured and typically of shorter duration. It is intended to provide more frequent information on a variety of contributions made by teachers in the classroom or to the school community.  

4. How often are student surveys to be conducted? (Page: 22)  They are administered annually during a specified time period (for example, the second nine weeks).

5. How do teachers provide survey results to their evaluators? (Pages: 22 & 27)
They use a survey summary form.

6. How long should teachers maintain portfolios/document logs before the contents are emptied? (Pages: 28 & 31)  The portfolio/document log should only contain material that is relevant to the individual teacher’s evaluation cycle. For probationary teachers and teachers on Performance Improvement Plans, the items remain for a single evaluation year; for teachers with continuing contracts on a three-year evaluation cycle, the items remain for the duration of the three-year cycle. 

7. VDOE recommends that student academic progress account for what percentage of a teacher’s summative evaluation? (Page: 42)  40%

8. What are key differences between a rating of exemplary and a rating of proficient? (Pages: 58-59)  Teachers who perform at the exemplary level maintain performance, accomplishments, and behaviors that consistently and considerably surpass the established standard. Teachers who perform at the proficient level meet the standard in a manner that is consistent with the school’s mission and goals. Proficient is the expected level of performance.

9.  A summative evaluation represents where __________________ exists, based on various data sources?  (Page: 66)  A summative evaluation represents where the “preponderance of evidence” exists.

10.  Under what circumstances could a teacher be placed on a Performance Improvement Plan? (Pages: 72 & 76)
· The evaluator believes a teacher’s professional practice would benefit from additional support,

· Two of more standards have “Not Evident” ratings on the teacher’s interim evaluation, 

· Two or more standards are rated as “Developing/Needs Improvement” on a teacher’s summative evaluation, OR

· One or more standard is rated as “Unacceptable” on the teacher’s summative report.

Activity 3:  Comparison between Your School Division’s Evaluation System and the Guidelines
Purpose:
The purpose of the Comparison between Your School Division’s Evaluation System and the Guidelines Activity is to have participants discover and reflect on the similarities and differences between their current evaluation system and the new system. 
Intended Audiences:
This activity is intended for use with division-level administrators, building-level administrators, and teachers. 

Suggested Directions:
Participants should complete the Your School Division’s Current Evaluation System: What are its Strengths? What are its Weaknesses? Activity as well as the Scavenger Hunt Activity prior to completing this activity.  Participants will need a copy of the Guidelines for the activity. 
Activity 3 ‒ Comparison between Your School Division’s Evaluation System and the Guidelines
Directions: Fill out column three using your school division’s current evaluation system.
	Comparison of Evaluation Systems
	Virginia’s Revised Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
	Your Current System

A – Addressed

N – Not Addressed

R – Revisions Needed (note focus)

	Number of performance standards
	7
	

	List performance standards
	Professional Knowledge 

Instructional Planning 

Instructional Delivery

 Assessment of/for Learning

 Learning Environment 

Professionalism & Communication 

Student Progress

(may modify names/wording if intent is maintained)
	

	Performance indicators


	Used to clarify job expectations and unpack each standard

(may modify names/wording if intent is maintained)
	

	Required data sources


	Observations

Measures of Academic Progress
	

	Observations
	Required by the Code of Virginia

(frequency, duration, completion dates locally determined)
	

	Measures of Academic Progress
	Required by the Code of Virginia

Multiple, valid measures recommended
	


	Comparison of Evaluation Systems 
	Virginia’s Revised Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
	Your Current System

A – Addressed

N – Not Addressed

R – Revisions Needed (note focus)

	Potential data sources
	Teacher Documentation Log

Quantitative Measures already available (must be valid)

Goal Setting for Student Progress 

Student Growth Percentiles

Student Surveys 


	

	Recommended percent of summative evaluation based on growth
	40%
	

	Recommended range of median growth percentile
	< 35%

35% - 65%

>  65%
	

	Tiers for instructional personnel
	Tier I

Tier II

Tier III
	

	Alignment of Standards and Data Sources
	 Evidence of alignment found on page 19 of Yourtown
	

	Evaluation Schedule
	Recommended annual summative evaluation for probationary teachers; triennial summative evaluation for teachers on continuing contracts 

At least annual abbreviated interim evaluation required for CC teachers

	


	Comparison of Evaluation Systems 
	Virginia’s Revised Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
	Your Current System

A – Addressed

N – Not Addressed

R – Revisions Needed (note focus)

	Ratings for standards
	Exemplary

Proficient

Developing/NI

Unacceptable


	


	Single summative rating
	Strongly recommended

Develop local decision rules for summative ratings
	

	Performance Improvement  Plan


	Develop local rules for placing teachers on a PIP   
	

	If you have time, consider:

	Handbook pages to revisit
	
	

	Local forms needing revisions


	
	

	Local forms that need to be developed
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Briefs

There are two briefs in this section to help introduce the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, adopted by the Virginia Board of Education in 2011. 
Brief #1 provides an overview of the background and key features of the Guidelines. It also summarizes what research says about teacher evaluation models that are similar to the one envisioned by the Guidelines. 
Brief #2 explains why we need rigorous teacher evaluation. It illustrates what purposes that quality teacher evaluation can serve and what potential benefits it can bring forth. These two briefs are intended for use with division-level administrators, building-level administrators, and teachers to familiarize them with the Guidelines and raise the awareness about the value of quality teacher evaluation. 
Brief #1: How the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers Work
An Overview on the Guidelines for uniform performance standards and evaluation criteria for teachers
Background

The Code of Virginia requires (1) that teacher evaluations be consistent with the performance standards set forth in the Board of Education’s Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, Administrators, and Superintendents and (2) that school boards’ procedures for evaluating instructional personnel address student academic progress. 

In July through December 2010, the Virginia Department of Education established a work group that involved diverse stakeholders. The concerted work of this group revised existing documents, developed new teacher performance standards, and generated the teacher evaluation system. 

Features of the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
1. Based on clearly defined job duties. Performance evaluation needs to be built upon clear and reasonable duties of the teachers—“evaluate teachers on what they are hired to do.”
 The Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers are established on the basis of an explicit and accurate description of the work of teachers. The Guidelines set forth seven performance standards for all Virginia teachers. Pursuant to state law, teacher evaluations must be consistent with the following performance standards:

	Performance Standard 1:  Professional Knowledge

The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences.

	Performance Standard 2:  Instructional Planning

The teacher plans using the Virginia Standards 
of Learning, the school’s curriculum, effective strategies, resources, and data to meet the needs 
of all students.

	Performance Standard 3:  Instructional Delivery

The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet individual learning needs.

	Performance Standard 4:  Assessment of and for Student Learning

The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, guide instructional content and delivery methods, and provide timely feedback to both students and parents throughout the school year.

	Performance Standard 5:  Learning Environment

The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered environment that is conducive to learning.

	Performance Standard 6:  Professionalism

The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for and participates in professional growth that results in enhanced student learning.

	Performance Standard 7:  Student Academic Progress

The work of the teacher results in acceptable, measurable, and appropriate student academic progress. 


These seven standards represent the broad domains of a teacher’s practice and provide explicit performance expectations. The standards are derived from research and theory on teaching, and they are consensus based. In addition to the seven teacher performance standards listed earlier, each performance standard contains performance indicators that identify the key activities that effective teachers demonstrate as they fulfill the work of the performance standards.

2. Evaluate teacher’s skills and behaviors that have a direct impact on learning outcomes. Each of the seven standards is realistic and research-informed. In addition, these standards include both the processes and the results (i.e., student academic progress) of teaching. The research base behind each of the standards represents a close connection between teacher effectiveness research and teacher evaluation.

3. Use rubrics to rate teacher performance on each standard as defined by a behaviorally-anchored rating scale, which includes a description of performance expected at each level of “exemplary,” “proficient,” “developing/needs improvement,” and “unacceptable.”

4. Use multiple data sources.
 The following information sources are required or recommended to be included in the Guidelines to help document more comprehensively the performance of teachers.

Observation. While classroom observations do not serve well as the sole source for documenting performance, they are an essential part of a comprehensive data collection process. In addition, administrators are continually observing in their schools by walking through classrooms and non-instructional spaces, attending meetings, and participating in school activities. While these types of observations may not be noted in writing, they do serve as a source of information on teachers’ overall performance. Administrators will use an observation form to provide targeted feedback on teachers’ effectiveness related to the seven performance standards. 

Student Academic Progress.
 One method to include student performance in teacher evaluation is through student growth percentile as provided from the Virginia Department of Education when the data are available and can be used appropriately. Another method is through student achievement goal setting in which teachers document student academic benchmarks at the beginning of the school year, develop strategies to build on student strengths and address weaknesses, and document learning gains at the end of the year. Moreover, this approach is a research-based instructional strategy that can yield impressive gains in student learning.

Portfolios/Documentation Log. A portion of the data collected to provide insight into a teacher’s performance can be collected best by the teacher. This does not necessarily require significant additional record-keeping. Examples of artifacts a portfolio/document log might include are lesson plans, samples of student work, teacher-developed materials, summaries of special activities completed, and copies of letters sent to or received from parents. This information can be organized electronically or in paper form.

Student Survey. The purpose of a student survey is to collect information that will help teachers reflect on their practice (i.e., for formative evaluation); in other words, to provide feedback directly to the teacher for professional growth and development. The questions in the surveys will provide information that may not be accurately obtained in observations. 

Self-Evaluation. Self-evaluation reveals the teachers’ perceptions of their job performance. Self-evaluation can encourage teachers to collect information, reflect on, interpret, and make modifications about their own practice.
5. Use the collected data to inform personnel decisions. It is important to remember that collecting feedback regarding teacher performance is not synonymous with evaluation. In an evaluation system that relies on multiple data sources, evidence of performance will be collected from a variety of sources, but it will be the supervisor who actually evaluates. In this type of system, however, the supervisor bases the ratings on an analysis of the data collected through various venues and in various forms. 

If the supervisor and teacher have carefully designed ways to obtain feedback on specific job duties, there should be ample information to help make a well-founded and objective evaluation. For example, information about a teacher’s instructional effectiveness may be obtained through observations, a review of a portfolio/documentation log, and student learning gains documented through student achievement goal setting. This more comprehensive approach to evaluation should provide a strong foundation upon which to make personnel decisions regarding granting a continuing contract, promotion, professional development, compensation, and dismissal. 

What research says about the teacher evaluation model envisioned by the Guidelines?

Research in the field found a teacher evaluation system of the above-mentioned features (i.e., when the standards and rubrics are combined with multiple data sources to make evaluation decisions) has the following advantages:

· Performance-based teacher evaluation contributed much more to the improvement of teaching than traditional drive-by evaluations, and it contributed to a better professional atmosphere in schools.

· Both feedback and objectivity were strengthened.

· It contributed to a common dialogue about quality instruction across the school during evaluation interaction.

· Teachers perceived that this type of teacher evaluation provided more comprehensive, specific, and clear expectations for performance compared with conventional teacher evaluation system, and they were positive about the chance to provide input into the evaluation process.

· When teachers perceived that the evaluation standards were understandable and relevant to good teaching, they also perceived that the teacher evaluation was effective and fair, and as a result they would have a higher level of organization commitment. The teachers also tended to have decreased perceptions of “role ambiguity” (uncertainty about what the occupant of a particular position is supposed to do) but increased perceptions of “effort performance-rating linkage” (the extent to which people perceive there is a clear and direct relationship between their work effort/performance and evaluation of their performance).

· Teachers usually accepted the performance standards, procedures, and outcomes. They tended to accept the standards as consistent with their view of teaching. Additionally, teachers confirmed that this type of teacher evaluation served the purposes of 1) increasing accountability of teaching and 2) helping teachers improve professionally.

· Teachers reported that the evaluation process would lead them to engage in more reflection, better align their teaching to the performance standards, become more organized, improve lesson planning, and improve their classroom management skills.

· Performance-based teacher evaluation systems were found to have a substantial degree of criterion validity. Teachers with higher scores on standards-based evaluations produced more student learning gains than teachers with lower evaluation scores.

Brief #2: Why Evaluate

The Value of evaluation

The core of education is teaching and learning, and the teaching-learning connection works best when we have effective teachers working with every student every day.
 Teacher effectiveness has proven time after time to be the most influential school-related factor in student achievement. If teacher quality is the pillar of the success of education, then it logically follows that a robust teacher evaluation system should be in place, since the purpose of evaluation is to “recognize, cultivate, and develop good teaching.”
 Stronge and Tucker stated:

Without capable, high quality teachers in America’s classrooms, no educational reform effort can possibly succeed. Without high quality evaluation systems, we cannot know if we have high quality teachers. Thus, a well designed and properly implemented teacher evaluation system is essential in the delivery of effective educational programs and in school improvement.

Among the many roles assumed by the principals, one of their most important responsibilities is to evaluate teacher performance. This is important for several reasons: (1) the improvement of the instructional program, (2) the improvement of student performance, and (3) the improvement of professional development activities and opportunities for teachers.
 Evaluation is a tool, not the outcome—it serves as a systematic tool that enables data-driven personnel and student improvement decisions.

The Purposes of Teacher Evaluation

There are many ways to conceptualize the purposes of teacher evaluation. For example, Wheeler and Scriven identified 14 different purposes, including hiring, assigning, performance evaluation, pre-tenured retention/termination, granting tenure or a continuing contract, post-tenure retention/termination, promotion/career ladder, salary decisions, reduction in force, retirement exemption, licensing/recognition, self-assessment, and mentoring assignment.

The Personnel Evaluation Standards of the Joint Committee on Standards for Educational Evaluation identified ten distinct purposes for teacher evaluation:

· Evaluate entry-leave educators before certifying or licensing them to teach.

· Identify promising job candidates.

· Assess candidates’ qualifications to carry out particular assignments.

· Guide hiring decisions.

· Assess performance of educators for continuing contract and promotion decisions.

· Determine recognition and awards for meritorious contributions.

· Assist faculty and administrators in identifying strengths and needs for improvement.

· Plan meaningful staff development activities.

· Develop remediation goals and activities.

· When necessary, support fair, valid, and legal decisions for termination. 

The literature succinctly summarizes two major purposes of teacher evaluation—professional growth and accountability.
 
The Benefits of Teacher Evaluation

The benefits of an effective teacher evaluation system are numerous and well documented. The process of teacher evaluation can be valuable in several ways including involving teachers in professional development efforts by identifying areas in need of improvement, improving instruction schoolwide, and assessing the effectiveness of classroom teachers. Stronge summarized the advantages of a quality teacher evaluation system:

· Joint involvement of administrators and teachers in the evaluation process.
· Inclusion of entire professional staff.
· Rationally linked school goals and individual responsibilities.
· Clearly established objectives for the teacher.
· A basis for an objective evaluation.
· Efficiently channeled system-wide resources.
· Manageable and meaningful training for evaluators, who are also instructional leaders.
· Appropriate systematic opportunities for improvement for all professional employees.
· More school accountability through meaningful inclusion of all professional employees.
· A legally defensible evaluation system in terms of its treatment of teacher and others.
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Stronge, J. H. (2006). Teacher evaluation and school improvement: Improving the educational landscape. In J. H. Stronge. (Ed.). Evaluating teaching (2nd ed.) (pp. 1-23). Thousand Oaks, CA: Corwin Press.

This book chapter provides a broad overview on teacher evaluation. It elaborates on the connections between quality teacher evaluation and school improvement. The author also summarized the key features of an effective teacher evaluation system and how a teacher evaluation system can be designed and implemented. 

The New Teacher Project. (2010). Teacher evaluation 2.0. Available online: http://tntp.org/files/Teacher-Evaluation-Oct10F.pdf.

The guide commented that traditional teacher evaluation was ineffective in fulfilling its purposes of both accountability and teacher development due to many flaws in its design: infrequent, unfocused, undifferentiated, unhelpful, and inconsequential. In order to correct these deficiencies, the guide proposes six design standards that any rigorous and fair teacher evaluation system should meet: 1) annual process; 2) clear, rigorous expectations; 3) multiple measures; 4) multiple ratings; 5) regular feedback; and 6) significance.

Weisberg, D., Sexton, S., Mulhern, J., & Keeling, D. (2009). The Widget Effect: Our national failure to acknowledge and act on differences in teacher effectiveness. Available online: http://tntp.org/files/TheWidgetEffect_2nd_ed.pdf.

The author stated “A teacher’s effectiveness—the most important factor for schools in improving student achievement—is not measured, recorded, or used to inform decision-making in any meaningful way.” Based on a study of the teacher evaluation systems in 12 districts and 4 states, this report examined the pervasive and longstanding failure to recognize and respond to variations in the effectiveness of teachers. The authors also offered recommendations on how to reverse this indifference to teacher variations.
Wheeler, P. H., & Scriven, M. (2006). Building a foundation. In J. H. Stronge. (Ed.). Evaluating teaching (2nd ed.) (pp. 27-53). Thousand Oaks, CA: Corwin Press.

Selection of an appropriate foundation(s) is crucial to a solid and legally defensible teacher evaluation system. Only based on a solid foundation could valid attributed and domains of the teacher’s performance be determined and be covered in the evaluation system. The author suggested that possible foundations include what teachers/ administrators/clients say what good teachers do, government policies, professional expertise, theories of teaching and learning, outcomes of teaching, and teacher roles and responsibilities. Each of the foundations has some advantages and disadvantages. Among all the possible foundations, the authors provided justifications that teacher roles and responsibilities are the most solid and valid foundation to use in teacher evaluation. The author also summarized the major steps that lead the foundation to a fully-designed evaluation system.
� For more information about how each standard is weighted in the summative evaluation, please see Part 5 and Brief #18.


� For more information about multiple data sources and the alignment between data sources and performance standards, please see Briefs #10-#14.


� Student academic progress will be discussed further in Part 4 and in Briefs #15-#17.


� The empirical studies reviewed in this section were not conducted on the VA Guidelines model, but on similar models from other states and school divisions.





� Portions of this section were adapted from teacher evaluation handbooks published in various states, copyright [2010] by J. H. Stronge.  Adapted with permission.


� Stronge, J. H. (2006), p. 1.


� Barber, M. & Mourshed, M. (2007).


� Tucker, P. D., Stronge, J. H., & Gareis, C. R. (2002).


� Johnston, D. L. (1999) as cited in Stronge, J. H. (2006), p. 119. 


� Tucker, P. D., Stronge, J. H., & Gareis, C. R. (2002).


� The usage of the terms “effective” and “ineffective” is consistent with that used in professional literature.  These terms are not intended to connote particular technical definitions.


� Westberg, D., Sexton, S., Mulhern, J., & Keeling, D. (2009).


� Westberg, D., Sexton, S., Mulhern, J., & Keeling, D. (2009).


� Westberg, D., Sexton, S., Mulhern, J., & Keeling, D. (2009).


� Stronge, J. H. (2006), p. 120.


� Heneman, H. G., & Milanowski, A. T. (2003) as cited in Stronge (2006).


� Loup, K. S., Garland, J. S., Ellett, C. D., & Rugutt, J. K. (1996) as cited in Stronge (2006).


� Weisberg, D., Sexton, S., Mulhern, J., & Keeling, D. (2009), p. 4.


� Hattie, J. (2009). 


� Stronge, J. H., et al., (in press).


� Stronge, J. H., & Tucker, P. D. (2003). Handbook on teacher evaluation: Assessing and improving performance. Larchmont, NY: Eye on Education.


� Toch, T., & Rothman, R. (2008). Rush to judgment: Teacher evaluation in public education. Washington, DC: Education Sector.


� Kimball, S. M. (2002). Analysis of feedback, enabling conditions and farness perceptions of teachers in three school districts with new standards-based evaluation system. Journal of Personnel Evaluation in Education, 16(4), 241-268.


� Kimball, S. M. (2002).


� Kimball, S. M. (2002).


� Conley, S., Muncy, D.E., & You, S. (2005). Standards-based evaluation and teacher career satisfaction: A structural equation modeling analysis. Journal of Personnel Evaluation in Education, 18, 39-65.


� Kimball, S. M. (2002); Milanowski, A. T., & Heneman, H. G., III. (2001). Assessment of teacher reactions to a standards-based evaluation system: A pilot study. Journal of Personnel Evaluation in Education, 15(3), 193-212.


� Heneman, H. G., III., & Milanowski, A. T. (2003). Continuing assessment of teacher reaction to a standards-based teacher evaluation system. Journal of Personnel Evaluation in Education, 17(2), 173-195.


� Odden, A. (2004). Lessons learned about standards-based teacher evaluation systems. Peabody Journal of Education, 79(4), 126-137.


� Stronge, J. H. (2006). Teacher evaluation and school improvement. In J. H. Stronge. (Ed.). Evaluating teaching: A guide to current thinking and best practice (2nd ed.) (pp. 1-23). Thousand Oaks, CA: Corwin.


� Danielson, C. (2001). New trends in teacher evaluation. Educational Leadership, 12-15. p. 13


� Stronge, J. H., & Tucker, P. D. (2003). Handbook on teacher evaluation: Assessing and improving performance. Larchmont, NY: Eye on Education. p. 3


� Shinkfield, A. J. (1994). Principal and peer evaluation of teachers for professional development. Journal of Personnel Evaluation in Education, 8, 251-266.


� Wheeler, P. H., & Scriven, M. (2006). Building the foundation. In J. H. Stronge. (Ed.). Evaluating teaching: A guide to current thinking and best practice (2nd ed.) (pp. 27-53). Thousand Oaks, CA: Corwin.


� Joint Committee on Standards for Educational Evaluation. (2009). The personnel evaluation standards: How to assess systems of evaluating educators (2nd ed.). Thousand Oaks, CA: Corwin. pp. 6-7


� Danielson, C., & McGreal, T. L. (2000). Teacher evaluation: To enhance professional practice. Alexandria, VA: Association for Supervision and Curriculum Development.


� Stronge, J. H. (2006). p. 19





	1-1
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Overview
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Teacher Performance Standard 2:  Instructional Planning

The teacher plans using the Virginia Standards of Learning, the school’s curriculum, effective strategies, resources, and data to meet the needs of all students. 	

7





May 2011



image1.png

vy

VIRGINIA DEPARTMENT OF

FDUCATION








Teacher Performance Standard 2:
Instructional Planning

The Teacher plans using the Vigna
Standards of Learning, the schools
curriculum, effective sirategies, resources,
and data to meet the needs ofal students.

i






Teacher Performance Standard 6:  Professionalism

The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for and participates in professional growth that results in enhanced student learning. 	
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Data Collection Procedures

		Data Collection Procedure		Form(s)		Evaluator		Teacher

		Informal Observations		Informal Classroom Observation Form				

		Formal Observations		Formal Classroom Observation Form				

		Student Surveys		Student Survey Forms (1-2, 3-5, 6-8, 9-12)
Student Survey Summary				

		Portfolios/Document Logs		Table of Contents				

		Self-Evaluation		Teacher Self-Evaluation Form				

		Measures of Academic Progress		Goal Setting for Academic Progress Form		Reviews/approves		Selects/develops
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Data collection procedures are a shared responsibility between the evaluator and the teacher.
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Question 3

How will teacher performance be rated?
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For an evaluation system to be meaningful, it must provide its users with relevant and timely feedback.  

To facilitate this, evaluators should conduct both interim and summative evaluations of teachers. 

Summative evaluation ratings are based on behaviorally-anchored performance rubrics.
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Evaluating Performance

Exemplary

Proficient

Developing/Needs Improvement

Unacceptable

20





May 2011



The performance rubric is a behavioral summary scale that describes acceptable performance levels for each of the seven teacher performance standards.  

It states the measure of performance expected of teachers and provides a general description of what a rating entails. 
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Summative ratings should apply the rating for each of the seven performance expectations, with the most significant weight given to Standard 7 - Student Academic Progress.

Summative Rating

Virginia Department of Education recommends the following guidelines for summative ratings: 

 Weight each of the first six standards equally at 10 percent each

 Weight Standard 7 – Student Academic Progress at 40 percent
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The rating scale is applied for the summative evaluation of all teachers.  

The performance rubrics guide evaluators in assessing how well a standard is performed.  

They are provided to increase reliability among evaluators and to help teachers to focus on ways to enhance their teaching practices.  

Please note: The rating of “proficient” is the expected level of performance.  

Additionally, the recommended performance rubrics presented here may be modified at the discretion of school division decision makers.
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Teacher evaluation matters because teaching matters.  

In fact, “the core of education is teaching and learning, and the teaching-learning connection works best when we have effective teachers working with every student every day.”  Evaluation systems must be of high quality if we are to discern whether our teachers are of high quality.  Stronge, J. H. (2006), p. 1.



image1.png

vy

VIRGINIA DEPARTMENT OF

FDUCATION








Improving Performance

Outstanding Teachers

Student Results

i






		Exemplary		Proficient
Proficient is the expected level of performance.		Developing/Needs Improvement		Unacceptable

		In addition to meeting the standard, the teacher consistently demonstrates extensive knowledge of the subject matter and continually enriches the curriculum.		The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences.		The teacher inconsistently demonstrates understanding of the curriculum, content, and student development or lacks fluidity in using the knowledge in practice.		The teacher bases instruction on material that is inaccurate or out-of-date and/or inadequately addresses the developmental needs of students.



Sample Performance Appraisal Rubric

Standard I: Professional Knowledge

The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences. 	
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Teachers who are exemplary often serve as role models and/or teacher leaders.

Please note: The rating of “proficient” is the expected level of performance.  Additionally, the recommended performance rubrics presented here may be modified at the discretion of school division decision makers.
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Evaluations

Interim Evaluation 

Used to document evidence of meeting standards

Does NOT include rating of performance

Summative Evaluation

Comes at end of evaluation cycle

- One year for probationary teachers

- Three years for continuing contract teachers

Assessment of performance quality

- Four point rating scale

- Performance rubric for every standard
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Some teacher evaluation systems include an interim review, especially for probationary teachers, in order to provide systematic feedback prior to the completion of a summative evaluation. 

The multiple data sources discussed in Part 3 are used to compile a Teacher Interim Performance Report that indicates if a teacher has shown evidence of each of the performance standards. 

The evaluator should share her/his assessment of the teacher’s performance by a given date (for example, the last school day before winter break each year for Probationary teachers)
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Measures of Academic Progress



		Teachers		Application of Student Growth Percentiles (SGPs)		Other Student Academic Progress Measures

		Teachers of reading and mathematics for whom SGPs are available		20% of total evaluation based on median growth percentile when certain criteria met		20% of total evaluation based on measures of student academic progress other than SPG

		Teachers who support instruction in reading and mathematics for whom SGPs are available		When aligned to individual or schoolwide goals, no more than 20% of total evaluation based on median growth percentile when certain criteria met		20% or 40% of total evaluation based on  measures of student academic progress other than SPG

		Teachers who have no direct or indirect role in teaching reading or mathematics in grades where SGPs are available		Not applicable		40% of total evaluation based on measures of student academic progress other than SGP
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The Uniform Performance Standards and Evaluation Criteria incorporate student academic progress as a significant component of the evaluation while encouraging local flexibility in implementation.  

These guidelines recommend that student academic progress account for 40 percent of an individual’s summative evaluation.

Other student academic progress measures may include student achievement goal setting, which teachers develop student achievement goals based on baseline data at the beginning of the year, monitor student progress and adjust instruction throughout the year, and determine goal attainment at the end of the year. 
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Question 2

How will teacher performance be documented?
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The role of a teacher requires a performance evaluation system that acknowledges the complexities of the job.  

Multiple data sources provide for a comprehensive and authentic “performance portrait” of the teacher’s work. 
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Multiple Data Sources

		REQUIRED by The Code of Virginia		RECOMMENDED in 2011 Guidelines

		Observations		Student Surveys

		Measures of Academic Progress		Portfolios/Document Logs

				Self-Evaluation



15





May 2011



15

Multiple data sources are needed to capture the full range of responsibilities of a teacher.

The Code of Virginia requires two sources of data to be used in student achievement:  Observations and Measures of Academic Progress

Virginia Department of Education recommends other data sources that can improve the objectivity of teacher evaluation systems.  These include student surveys, portfolios/document logs, and self-evaluation.
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Performance Indicators
Examples for Standard 7: 

Student Academic Progress

Sets acceptable, measurable, and appropriate achievement goals for student learning progress based on baseline data.

Documents the progress of each student throughout the year.

Provides evidence that achievement goals have been met, including the state-provided growth measure when available as well as other multiple measures of student growth.

Uses available performance outcome data to continually document and communicate student academic progress and develop interim learning targets.





Note: Only Samples!
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Teacher Performance Standard 4:  Assessment of and for Student Learning

The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, guide instructional content and delivery methods, and provide timely feedback to both students and parents throughout the school year.
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Teacher Performance Standard 5:  Learning Environment

The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered environment that is conducive to learning. 	
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Teacher Performance Standard 3:  Instructional Delivery

The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet individual learning needs. 	
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Question 1

What is the basis of the teachers’ evaluation?

3





May 2011



What is the basis for the revised Guidelines and revised recommendations for evaluating teachers? 
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Professional Knowledge
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Learning Environment
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The uniform performance standards for teachers are used to collect and present data to document performance that is based on well-defined job expectations. 

Clearly defined professional responsibilities constitute the foundation of the teacher performance standards. 
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Teacher Performance Standard 1:  Professional Knowledge

The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences. 	
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Teacher Responsibilities:
 Two Tiers

 Performance standards

 Performance indicators
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October 12, 1998

5



Performance standards define the criteria expected when teachers perform their major duties. 

Performance indicators provide examples of observable, tangible behavior that indicate the degree to which teachers are meeting each teaching standard. 

Performance ratings are NOT made at the performance indicator level, but at the performance standard level.
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Primary Purposes of the Evaluation System

Improve student achievement through the quality of instruction by assuring accountability for classroom performance

Contribute to the successful achievement of the goals and objectives defined in a school division’s educational plans

Provide a basis for instructional improvement through productive teacher appraisal and professional growth

Share responsibility for evaluation between the teacher and the evaluation team in a collaborative process that promotes self-growth, instructional effectiveness, and improvement of overall job performance
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The primary purposes of the evaluation system are shown above.  In addition, a high quality evaluation system includes the following distinguishing characteristics:

 benchmark behaviors for each of the teacher performance standards;

 a focus on the relationship between teacher performance and improved student learning and growth;

 a system for documenting teacher performance based on multiple data sources regarding teacher performance;

 the use of multiple data sources for documenting performance, including opportunities for teachers to present evidence of their own performance as well as student growth;

 a procedure for conducting performance reviews that stresses accountability, promotes professional improvement, and increases teacher involvement in the evaluation process; and

 a support system for providing assistance when needed.
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The Guideline’s Organization

Part I: 	Introduction

Part II: 	Uniform Performance Standards for Teachers

Part III:  Documenting Teacher Performance

Part IV: Connecting Teacher Performance to Student Academic Progress

Part V: 	Rating Teacher Performance

Part VI: Improving Teacher Performance
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The document is organized into the sections provided on the slide.
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Activity 1: Your Current Evaluation System: 
     What are its strengths?                         What are its weaknesses?













Directions:  As a large group or in small groups, generate a list of the strengths and weaknesses of your school division’s current evaluation system.  For example, what works and what doesn’t work on a practical level? What portions of the current evaluation system should be retained and what aspects should be removed?
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Introduction to the Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers
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0

The Virginia Department of Education established a work group to conduct a comprehensive study of teacher evaluation in July 2010. 

The work group included teachers, principals, superintendents, human resources representatives, a higher education representative, and representatives from professional organizations (Virginia Association of Elementary School Principals, Virginia Association of Secondary School Principals, Virginia Association of School Superintendents, Virginia Education Association, Virginia School Boards Association and the Virginia Parent Teacher Association), expert consultants, and Department of Education personnel. The resulting work was the revised Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers.  

The revised guidelines were approved by the Virginia Board of Education in April 2011 and become effective July 1, 2012. However, divisions may elect to use the materials earlier.
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Teacher Performance Standard 7:  Student Academic Progress

The work of the teacher results in acceptable, measurable, and appropriate student academic progress.
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Note:  Performance Standard 7:  If a teacher effectively fulfills all previous standards, it is likely that the results of teaching -- as documented in Standard 7:  Student Academic Progress -- would be positive.  

The Virginia teacher evaluation system includes the documentation of student growth as indicated within Standard 7 and recommends that the evidence of progress be reviewed and considered throughout the year.

The evaluation system also encourages the use of multiple measures of student academic progress.
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