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regular feedback: An evaluation system should not be limited to a single rating assigned at end of the year.





Instead, instructional managers should strive to cultivate a performance-focused culture by observing their teachers frequently. They should also have regular conversations with their teachers to discuss overall classroom performance and


student progress; professional goals and developmental needs; and the support school leaders will provide to meet those needs.





multiple measures: No single data point can paint a complete picture of a teacher’s performance, so evaluation systems should use multiple measures to determine whether teachers have met performance expectations.


 Whenever possible, these should include objective measures of student academic growth, such as value-added models that connect students’ progress on standardized assessments to individual teachers while controlling for important factors such as students’ academic history.





multiple ratings:  Each teacher should earn one of four or five summative ratings at the end of each school year: for example, “highly effective,” “effective,” “needs improvement” or “ineffective.”


This number of categories is large enough to give teachers a clear picture of their current performance, but small enough to allow for clear, consistent distinctions between each level and meaningful differentiation of  teacher performance within schools and across the district.





clear, rigorous expectations: Teachers should be evaluated against clear, rigorous performance expectations based primarily on evidence of student learning


 (as opposed to teacher behaviors or routines). Expectations should reflect excellence in the classroom, not minimally acceptable performance. They should also be precisely worded and leave little room for inference.





annual process: School leaders should evaluate every teacher at least once a year. Annual evaluation is the only way to ensure that all teachers regardless of their ability level or years of experience get the ongoing feedback on their performance that all professionals deserve. 





Undifferentiated: In many school districts, teachers


can earn only two possible ratings: “satisfactory” or


“unsatisfactory.” This pass/fail system makes it impossible to distinguish great teaching from good, good from fair, and fair from poor. To make matters worse, nearly all teachers—99 percent in many districts—dearn the “satisfactory” rating. Even in districts where evaluations include more than two possible ratings, most teachers earn top marks.





Unhelpful: In many of the districts we studied, teachers overwhelmingly reported that evaluations don’t give them useful feedback on their performance in the classroom





Infrequent: Many teachers—especially more experienced teachers—aren’t evaluated every year. These teachers might go years between receiving any meaningful feedback on their performance.





Inconsequential: The results of evaluations are rarely used to make important decisions about development, compensation, tenure or promotion. In fact, most of the school districts we studied considered teachers’ performance only when it came time to dismiss them.





Unfocused: A teacher’s most important responsibility is to help students learn, yet student academic progress rarely factors directly into evaluations. Instead, teachers are often evaluated based on superficial judgments about


behaviors and practices that may not have any impact on student learning—like the presentation of their bulletin boards.
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