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	INTRODUCTION 





	
	Addressing Teacher Effectiveness

As the national policy conversation shifts from “highly qualified teachers” to addressing the need for “highly effective teachers,” states and districts must consider better ways to measure and evaluate teacher effectiveness. The concept of teacher effectiveness has become commonplace in education with the impending reauthorization of the Elementary and Secondary Education Act (ESEA) and competitive federal funding that focuses on teacher effectiveness as a strategy to build the country’s ranks of “great teachers” (e.g., Race to the Top grants, Teacher Incentive Fund, and Investing in Innovation grants). As a result, states and districts seek to develop valid and reliable evaluation systems that are part of a comprehensive teacher effectiveness system. 

Building a comprehensive teacher effectiveness system requires states and districts to consider all facets of the system at its inception. Before implementing the system, states and districts must identify relevant policies that influence its future development. Some policies may be barriers, and others may facilitate implementation. The goals of the system also must be considered, not only by state leaders but also by a large group of stakeholders. This crucial first step can make or break a system. Experience shows that when stakeholders are supportive and invested in the system, they are more likely to remain committed to the program as challenges arise. Engaging this important group, however, can be a difficult task. To begin this initial step, some key components should be considered: a broad representation of all stakeholders, a shared value of divergent opinions, and a structured format can facilitate the development of an invested group of stakeholders. 

Experience also has shown that successful comprehensive teacher effectiveness systems provide a complete view of teacher performance. By implementing a system that includes multiple measures of evaluation, states and districts have been able to garner the most support from their stakeholders, but first, states and districts must take the requisite steps to clearly identify, agree upon, and articulate the specific measures of teacher performance that will be evaluated. These measures often include observations, instructional artifacts, portfolios, student value-added test gains, other student performance indicators, student surveys, and, in some cases, parent surveys and/or measures of teacher collaboration. Using multiple measures to evaluate teachers may address the complexities of teaching better than traditional approaches. In addition, overemphasis on student scores or gains limits quality evaluations to those teachers in tested subjects and grades, leaving a large majority of teachers with no student scores to complete their evaluation profiles. 




	
	Finally, successful comprehensive teacher effectiveness systems use data in meaningful ways to inform decisions. Although data can be used to inform a variety of decisions (e.g., professional development, tenure, dismissal, compensation, transfers, recruitment, selection), the content of this workbook focuses on three important uses of teacher evaluation data as first steps for states and districts to consider. These preliminary uses of data are as follows:

· Inform the professional development plans of teachers. 

· Inform teacher licensure and tenure decisions. 

· Inform the compensation of teachers.

Data that provide a holistic view of teacher effectiveness are valuable resources in determining the professional development needs of teachers to further support them in the classroom. Data also can be used to help make informed decisions about which teachers have earned the right to tenure and which teachers still require more support to reach that goal. Finally, many states and districts are beginning to experiment with various forms of alternative compensation. Doing so not only may influence the level of effectiveness teachers strive for; it also may attract highly effective teachers to the low-performing schools that urgently need them.




Purpose of This Workbook

The TQ Center created this action-planning workbook to facilitate the discussion between state education agency (SEA) leaders and regional comprehensive center (RCC) leaders as they build comprehensive teacher effectiveness systems in their respective states. The workbook provides a process to take SEA and RCC staff through a series of steps and questions that are vital to the development of a rigorous comprehensive teacher effectiveness system. Although additional steps beyond those included are crucial, the workbook aims to enhance the discussion between SEA and RCC staff and to ensure that future discussions between the two groups continue with a common understanding and a significance of depth. This workbook provides the opportunity to do the following: 

· Respond to a series of questions about some critical components of a comprehensive teacher effectiveness system.

· Explore ideas, examples, and resources for the components presented in an effort to promote discussion and brainstorming for each state and RCC team.

· Identify specific next steps for state teams to implement upon returning to their respective states with support from RCCs.

· Discuss critical questions that assist teams at different stages by:

· Pushing state teams that are in the beginning stages to examine how the initial steps will move them forward.

· Pushing more advanced state teams to think about ways to enhance their system beyond its current focus or capacity.

This workbook builds on previous TQ Center workshops, webcasts, and publications that have examined and explored the research, policy, and practice of teacher effectiveness. The workbook was designed to help states and districts enhance and reform the development of a comprehensive teacher effectiveness system by outlining the important steps that states and districts must take to ensure that all teachers are effective in their classrooms. The TQ Center recognizes that some states have already designed and implemented some of these initial steps. For states where this is applicable, the TQ Center has identified additional steps and questions for consideration to build on the work already under way.


	
	Using This Workbook

To maximize your use of the workbook, please adhere to the following instructions: 

· In your state and RCC teams, use the Preliminary Activity on the following page to discuss your state’s progress in the process of developing and implementing a comprehensive teacher effectiveness system.

· Attend the concurrent sessions that focus on the three areas of the workshop. For each session, the TQ Center has provided a set of questions and a set of corresponding prompts and resources that are designed to stimulate the conversation. The prompts and resources are not intended to limit the discussion but rather to serve as facilitators of conversation should the teams need assistance. In addition, it is understood that all teams will not be able to answer all of the questions presented in each section. Feel free to discuss the questions in each section that your team considers the most important to your particular context. The questions focus on three major themes: 

· Step 1: Building a Quality Comprehensive Teacher Effectiveness System. This step identifies the major questions that states and districts need to address in order to enhance and reform a comprehensive teacher effectiveness system. The questions are designed to support states and districts in laying the necessary groundwork for implementing a successful system. For example, you will be asked to identify state policies that impede or facilitate comprehensive teacher effectiveness systems, stakeholder engagement, and communication strategies. 

· Step 2: Evaluating the Effectiveness of All Teachers. This step acknowledges that assessing teacher effectiveness requires multiple measures and a clear definition of teacher effectiveness to guide the development of the evaluation measures. Step 2 also addresses the concern that too often teacher evaluation systems are applicable only to those teachers in tested subjects and grades. Because more than 69 percent of teachers are in nontested grades and subjects, ensuring their effectiveness is imperative to the academic success of all students. Step 2 requires states and districts to begin to develop a system that accurately and fairly captures the effectiveness of all teachers.

· Step 3: Using Teacher Evaluation Results to Improve Teaching. Supporting teachers to become more effective is another crucial component to a high-quality system. This component highlights the importance of using data in a thoughtful and purposeful way to inform a variety of decisions. The questions posed require you to think about how the data gleaned from the system can inform professional development opportunities, tenure and licensure decisions, and teacher compensation. 

· During the concurrent sessions, your team will discuss the section of the workbook that coincides with the concurrent session you are attending.

· During the last working session of the workshop, your team will discuss the Capacity Building Tool. This tool was developed to help states and RCCs continue the conversation with their larger state teams after the workshop. Your team can complete this tool at the end of the workshop or after the workshop to consider next steps, set deadlines, and consider what resources and personnel are required to complete the step.
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	Preliminary Activity

To ensure a common understanding of the current teacher evaluation system before moving on to the main steps of the workshop, please discuss the details of the current evaluation model in your state. Use the following questions to guide your discussion, and record your answers in the spaces provided.

	
	1.
What does teacher evaluation in your state currently look like? 
     

	
	2.
Do teacher evaluation systems at either state or district levels use multiple measures to create a composite score for teacher effectiveness?

     

	
	3.
Are different assessments used to more accurately examine teacher effectiveness for teachers in nontested grades and subjects?

     

	
	4.
Are evaluations differentiated to assess teachers at different points in their career paths?

     

	
	5
Does the evaluation system provide districts with the information they need to make informed decisions about tenure, professional development, and compensation?
     

	STEP 1. 
Building a Quality Comprehensive Teacher 
Effectiveness System

This component identifies the major questions that states and districts may need to ask when designing and implementing a high-quality comprehensive teacher effectiveness system. The questions in Step 1 are designed to support states and districts in laying the necessary groundwork for implementing a successful and robust system. 

Instructions: In the matrix that appears on the following pages, the first column poses a question for your team to consider and discuss. The second column provides prompts for discussion in the event that your team has difficulty initiating the conversation as well as resources that can be used to encourage dialogue (also see the Annotated Resources section at the end of the workbook). The last column, Further Questions to Consider, is designed to assist state teams at different stages. If your team has already begun implementation of a teacher effectiveness system, these questions are intended to help you continue the conversation. If your team is in the beginning stages of developing your teacher effectiveness system, you should consider these questions as you develop your system. Use the space provided for notes to jot down ideas, next steps, or any other information that comes out of the discussion.




Step 1. Building a Quality Comprehensive Teacher Effectiveness System

Rules and Policies Influencing the Path

	Rules and Policies Influencing the Path

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	What SEA or local education agency (LEA) policies currently support the successful implementation 
of a comprehensive teacher effectiveness system?
	Prompts

Are there policies that allow you to track individual teachers 
to individual students?

Resources

Determining Processes That Build Sustainable Teacher Accountability Systems (TQ Research & Policy Brief)
	How can the state ensure that all comprehensive teacher effectiveness systems are high quality?

	Notes

     

	What SEA or LEA policies currently impede the implementation of a comprehensive teacher effectiveness system?
	Prompts

Are there policies that prevent you from tracking individual teachers 
to individual students?

Are there policies that prevent you from using certain data to make decisions? 

Are there funding policies that may be problematic?
Resources 

Empowering Effective Teachers: Readiness for Reform 
(Bill & Melinda Gates Foundation)
	How can the policies that have been identified as impeding the implementation be changed in order to facilitate a comprehensive teacher effectiveness system?



	Notes

     

	What are some proposed changes to policy that would facilitate the implementation 
of a comprehensive teacher effectiveness system?
	Prompts 

Are there state guidelines for teacher effectiveness?

Does your state require districts to evaluate teacher effectiveness and report on their findings?

Resources

Empowering Effective Teachers: Readiness for Reform 
(Bill & Melinda Gates Foundation)
	Has your state thought 
about aligning your teacher effectiveness policies with national standards or the National Board for Professional Teaching Standards?

	Notes

     

	What steps can you take to work collaboratively to address the policies that impede the implementation of the system?
	Prompts

Have you engaged unions in discussions?

Can you share the research base behind the effectiveness system with legislative staff?

Resources

Using ARRA Funds to Improve Teacher Effectiveness and Equitable Distribution: An Interactive Mapping Tool (TQ Center)
	How do your teacher effectiveness policies align with other education departments in your state (i.e., professional development, hiring, recruitment, compensation)?

	Notes

     



Step 1. Building a Quality Comprehensive Teacher Effectiveness System
Engaging Stakeholders

	Engaging Stakeholders

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	Have all necessary stakeholders been convened in order to ensure support and the successful implementation of the system?
	Prompts

Which stakeholders have you convened? Stakeholders could include the following: 

· Union representatives 

· School leaders

· District leaders 

· Teachers

· School specialists

· Legislators

· Information technology personnel

· Parents

· Students

· School board members

Resources
Engaging Stakeholders in Teacher Pay Reform (Center for Educator Compensation Reform)
	How can your state ensure that all stakeholders continue to be fairly represented?

	Notes

     

	What can you do to broaden the pool of stakeholders and ensure that they are committed to the successful implementation of the system?


	Prompts
Which stakeholders have you convened? Stakeholders could include the following: 

· Union representatives 

· School leaders

· District leaders 

· Teachers

· School specialist

· Legislators

· IT personnel

· Parents

· Students

· School board members

What other approaches could you take to engage more stakeholders? Possibilities include the following:

· Make personal phone calls.

· Hold informational meetings.

· Write one-pagers for information dissemination.

· Request participants to sign a commitment agreement prior to starting.
	How can your state communicate with all stakeholders to ensure transparency in your comprehensive teacher effectiveness system?



	Notes

     

	What steps will you take with your stakeholder group to develop a comprehensive teacher effectiveness system?


	Prompts
How will your state team do the following?

Establish regular meetings.

Set rules that everyone can follow to ensure all representatives are heard.

Designate a group leader to facilitate dialogue and keep everyone on task.

Set clear and measurable goals you would like to accomplish at the stakeholder meetings.

Resources

A (Not So) Hard Bargain—San Lorenzo (California) District’s Use of Interest-Based Bargaining to Negotiate Teacher Contracts
	How can the state develop the skills and content knowledge of stakeholder groups and ensure that the program is consistently using 
best practices? 

How can the system improve on the basis 
of the latest innovations and practices?

	Notes

     

	How frequently will you need to convene your stakeholder group to ensure buy-in and quality development of the system?


	Prompts
How often can the full group meet?

Is it possible to divide the work among subgroups?

Is it possible to meet via teleconference?
	How will you revise your meeting schedule after the effectiveness system has been developed and implemented? 

Do you need to convene additional meetings to discuss technical assistance?

	Notes

     



Step 1. Building a Quality Comprehensive Teacher Effectiveness System
Developing a Communication Plan

	Developing a Communication Plan

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	What are the goals of your comprehensive teacher effectiveness system?


	Prompts
Have you developed defined goals?

Examples of goals include the following: 

Improve teacher performance.

Improve professional development.

Guide decisions of tenure and promotion.

Develop professional development plans for teachers.

Resources

Communication Framework for Measuring Teacher Quality and Effectiveness: Bringing Coherence to the Conversation (TQ Center)
	How will you ensure that your goals are continually aligned with changing needs?

Will you revise your goals as your system is developed?



	Notes

     

	Why did you decide on these goals? Why are these goals important?


	Prompts

Are these goals driven by legislation?

What does the research say about your goals and teacher effectiveness?

Do you have a vetting process to ensure that goals are appropriate?

Resources

Approaches to Evaluating Teacher Effectiveness: A Research Synthesis (TQ Center)
	How can you facilitate discussions to ensure that these goals continue to reflect the priorities of 
the state?



	Notes

     

	How do these goals align with what you are currently measuring? What steps must be taken to align the goals with the system?
	Prompts 

Do you need approval from anyone before moving forward?

What resources do you already have to measure these goals?

What resources do you need to measure these new goals?
Resources

Communication Framework for Measuring Teacher Quality and Effectiveness: Bringing Coherence to the Conversation (TQ Center)
	How do you ensure that districts align their goals with the state goals?

	Notes

     

	What combinations of measures that will garner the most support?
	Prompts

How would the following measures work in combination to improve teaching and learning? 

Observations

Instructional artifacts

Portfolios 

Teacher surveys

Resources

Approaches to Evaluating Teacher Effectiveness: A Research Synthesis (TQ Center)

Guide to Teacher Evaluation Products (TQ Center)
	Are the measures selected the best measures for each population of teachers? Do the measures or the weighting of the measures need to be reconsidered or adjusted?

Are some teachers being overlooked by the measures selected? Have special evaluations been developed for teachers in nontested grades and subjects? 

Have additional evaluations been created for teachers of students with disabilities?

	Notes

     

	How will you share your vision of the new comprehensive teacher effectiveness system with the education community?
	Prompts

What elements must be included in a communication/dissemination plan?

Examples include the following:

Establish clear and consistent branding and messaging of the program.

Hold meetings that allow for stakeholders to share feedback, ask questions, and express concerns.

Develop a one-page description of the system to disseminate.

Offer technical assistance, information sessions, or professional development on the system.

Resources 

Communication Framework for Measuring Teacher Quality and Effectiveness: Bringing Coherence to the Conversation (TQ Center)
	If the initial communication plan did not include key stakeholders such as parents, students, or community members, can the state now develop materials and distribute information to these groups to promote greater understanding?

	Notes

     

	How will you capitalize on feedback from stakeholders?
	Prompts

What kinds of steps or resources will be in place to address critical and noncritical feedback?

Examples include the following:

Develop a frequently asked questions sheet for stakeholders.

When Denver Public Schools first introduced its ProComp program, it had a hotline that teachers could call with questions. Is this something that could work for you?

Develop a system for sharing the research base behind your effectiveness system.

Make the effectiveness system as transparent as possible without sacrificing validity.
	What are the avenues for stakeholders to provide feedback?

How can you establish more avenues for stakeholders to provide feedback? 

	Notes

     




	STEP 2. 
Evaluating the Effectiveness 
of All Teachers
This step highlights the importance of using multiple measures and a clear definition of teacher effectiveness as part of a teacher evaluation system. This step also acknowledges the importance of developing a system that accurately and fairly captures the effectiveness of all teachers, including those in nontested grades and subjects.

Instructions: In the matrix that appears on the following pages, the first column poses a question for your team to consider and discuss. The second column provides prompts for discussion in the event that your team has difficulty initiating the conversation as well as resources that can be used to encourage dialogue (also see the Annotated Resources section at the end of the workbook). The last column, Further Questions to Consider, is designed to assist state teams at different stages. If your team has already begun implementation of a teacher effectiveness system, these questions are intended to help you continue the conversation. If your team is in the beginning stages of developing your teacher effectiveness system, you should consider these questions as you develop your system. Use the space provided for notes to jot down ideas, next steps, or any other information that comes out of the discussion.




Step 2. Evaluating the Effectiveness of All Teachers
DEFINING TEACHER EFFECTIVENESS
	Defining Teacher Effectiveness

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	What types of teacher outcomes will you use to measure teacher effectiveness?
	Prompts 

How will you capture measures of teacher effectiveness such as 
the following?

Teacher knowledge

Student performance

Teacher leadership and taking on additional responsibilities
Resources

A Practical Guide to Evaluating Teacher Effectiveness 
(TQ Center)
	How will these outcomes change?

Will implementing a more robust data system influence the outcomes measured?

	Notes

     

	What types of evaluation methods can assess these outcomes?
	Prompts

Are the following measures possibilities for assessing the outcomes? 

Observations

Instructional artifacts

Portfolios 

Teacher surveys

Resources

Methods of Evaluating Teacher Effectiveness 
(Research-to-Practice Brief)
	How can you ensure that the evaluation methods chosen are accurate, valid, and reliable?

	Notes

     

	What are some evaluation products that can help you measure these teacher outcomes?
	Prompts

What attributes are significant in determining evaluation products?

Evaluation products can be focused on a variety of evaluation methods including the following: 

Observations

Instructional artifacts

Portfolios 

Teacher surveys

Resources

Guide to Teacher Evaluation Products (TQ Center) 
	How can you develop a process to ensure that the evaluation products measure the outcomes you are looking for?

How can you ensure that you have reviewed all of the products available?

	Notes

     

	What types of student outcomes will you use to measure teacher effectiveness?
	Prompts

How can you use the following types of student outcome data?

Student engagement

Student graduation or promotion

Standardized test scores

SAT/ACT/AP scores

Resources

Guide to Teacher Evaluation Products (TQ Center)
	How do you measure student outcomes in all subjects and grades?

	Notes

     

	What evaluation products can best help you measure these student outcomes?
	Prompts

How could you use the following examples?

Student surveys

Student performance measures

Value-added test gains

Resources

Guide to Teacher Evaluation Products (TQ Center)
	How can you be sure that 
the products identified to measure student performance are accurate, valid, and reliable?

	Notes

     



Step 2. Evaluating the Effectiveness of All Teachers
Linking All Teachers to Student Outcomes

	Linking All Teachers to Student Outcomes

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	How can the effectiveness 
of all teachers, even those in nontested subjects and grades, be measured?
	Prompts

How could you use the following examples of measures? 

Observation

Schoolwide evaluation

Resources

The Other 69 Percent: Fairly Rewarding the Performance 
of Teachers of Nontested Subjects and Grades (Center for Educator Compensation Reform)

Washington, DC, IMPACT 
	What are the implications of tying the effectiveness of teachers in nontested subjects to other decisions such as compensation, tenure, professional development, and more?

	Notes

     

	How will you ensure that teachers of students with disabilities and English language learners (ELLs) are assessed consistently and reliably with your evaluation system?
	Prompts

Could the following measures work for this population of teachers? What else would be needed? 

Observation

Schoolwide evaluation

Resources

Challenges in Evaluating Special Education Teachers and English Language Learner Specialists (TQ Research & Policy Brief—Draft)
Enhancing Teacher Evaluation: Effective Practices for Evaluating Teachers of All Students (TQ Center Webcast)

Washington, DC, IMPACT 
	What are the implications of tying the effectiveness of teachers of students with disabilities and ELLs to 
other decisions such as compensation, tenure, professional development, and more?

	Notes

     

	What are potential issues for collecting data on teachers?
	Prompts

How can you ensure that the data are clean and comprehensive?

Will you need additional school staff to maintain the data? 

How can you overcome the barrier of schools with high student transfer rates having difficulty obtaining accurate data?

Resources

Data Quality Essentials (Center for Educator Compensation Reform) 
	Consider how the information from the teacher evaluation system is being used. 
Is it being used to its fullest capacity?

Are the data being used at the district, school, 
and classroom levels?

	Notes

     

	What capacity issues do you have in terms of collecting these teacher and student outcome measures?
	Prompts

How can you overcome the following potential barriers?

Incomplete or inadequate data systems

Difficulty analyzing and utilizing data

Stakeholder support for measuring these teacher outcomes

Resources

The Importance of Accurately Linking Instruction to Students to Determine Teacher Effectiveness (Battelle for Kids)
	Are the data being used at the district level to inform decisions? 

How do you know the data are being used at the district level to inform decisions?

Which decisions are informed by the data in districts?

	Notes

     

	How can you address these capacity issues?


	Prompts

What resources or training could help build capacity?

What funding sources could help you build capacity?
	How can you establish a formal process by which districts can request support for their capacity issues?

	Notes

     




	STEP 3. 
Using Teacher Evaluation Results 
to Improve Teaching
This component addresses the use of teacher evaluation results to inform important decisions. The questions posed ask users to think about how the data gleaned from the system can inform professional development opportunities, tenure and licensure decisions, and teacher compensation. 

Instructions: In the matrix that appears on the following pages, the first column poses a question for your team to consider and discuss. The second column provides prompts for discussion in the event that your team has difficulty initiating the conversation as well as resources that can be used to encourage dialogue (also see the Annotated Resources section at the end of the workbook). The last column, Further Questions to Consider, is designed to assist state teams at different stages. If your team has already begun implementation of a teacher effectiveness system, these questions are intended to help you continue the conversation. If your team is in the beginning stages of developing your teacher effectiveness system, you should consider these questions as you develop your system. Use the space provided for notes to jot down ideas, next steps, or any other information that comes out of the discussion.




Step 3. Using Teacher Evaluation Results to Improve Teaching
Using Data to Inform Professional Development

	Using Data to Inform Professional Development

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	How will states ensure that teachers receive effective 
and ongoing professional development that is informed by data?
	Prompts

How might you require districts to report on how state professional development is informed by data?

How can you provide support to districts in making this connection between teacher evaluation data and professional development plans?

Resources

Using Performance-Based Assessments to Identify and Support High-Quality Teachers (Key Issue)

Identifying Professional Contexts to Support Highly Effective Teachers (Key Issue)
	How can you establish a formal process for districts to request support for the professional activities their teachers need?

	Notes

     

	How can the state assist districts in developing systems that use teacher effectiveness data to inform teacher professional development plans?
	Prompts

Is it feasible to conduct needs-sensing activities to see where districts need support in providing professional development?
	How will results be used to promote collaboration among teachers? 

Who will use these data, and on what will they base their decisions?

	Notes

     

	How will the state use 
this information to inform policymaking?
	Prompts

If data suggest that new teachers need additional support 
in rural or urban schools, how will this inform policy at the state level?
	How will your state share information gathered at 
the district level with policymakers?

	Notes

     

	How do states facilitate professional development discussions at the district level to ensure that the revision and improvement of professional development is informed by data?
	Prompts

What kind of training could be offered to districts that train personnel on how to read and interpret the evaluation data in order to inform professional development?
	How will results be used to identify areas for professional growth?

	Notes

     

	How does the state support or provide access to professional development models and workshops to districts that need this support?
	Prompts

How might you provide a variety of professional development resources and examples for districts to use?

Examples might include Web-based supports, including links to professional development webinars and links to professional development resources.
	How can the state continue to develop relevant and useful professional development assistance for districts?

How can districts provide feedback on the resources and support provided by the state?

	Notes

     



Step 3. Using Teacher Evaluation Results to Improve Teaching
Using Data to Inform PERSONAL Development

	Using Data to Inform PERSONal Development

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	Which state policies support 
or impede using data to inform tenure and licensure decisions?
	Prompts

Which of the following are impediments to data-based tenure and licensure decisions?

Tenure policies that grant tenure after a specified number 
of years and not on the basis of proven effectiveness 

Licensing policies that grant a teaching license without evidence of effectiveness

Policies that do not require regular evaluations after tenure 
is achieved

Resources

“Does ‘Last Hired, First Fired’ Really Make Sense?” 
(Teacher Magazine article)
	How can the state inform policymakers about what is happening at the district level?

	Notes

     

	How can the state better coordinate evaluation, tenure, and licensure policies?
	Prompts

How will you engage in the following?

Consider the stakeholders who need to be involved in the conversation.

Decide which policies need to be discussed. 

Discuss a few options for better coordination of the policies.
Find the best solution. 

Define the next steps needed to move the conversation forward.

Resources

Fixing Tenure: A Proposal for Assuring Teacher Effectiveness and Due Process (Center for American Progress)
	What policies still need 
to be reformed?

	Notes

     

	How can the state support districts in using effectiveness data to inform tenure and licensure decisions?
	Prompts

How might you offer workshops to ensure that district personnel can read the data to make tenure and licensure decisions?

Resources

Ringing the Bell for K–12 Teacher Tenure Reform (Center for American Progress) 
	How can you work across departments to ameliorate conversation silos and share information with each other?

	Notes

     

	How can the state articulate policy changes to districts, principals, and teachers?
	Prompts

What is the best format for conveying the policy changes?

Which communication strategies work best for different groups?

How will feedback influence revision to policy?
	How will the state respond to criticism of the policy changes?

	Notes

     

	Who needs to be in conversations to coordinate tenure and licensure decisions?
	Prompts

Which groups have a vested interest?

· Union representatives 

· School leaders

· District leaders 

· Teachers

· School specialists

· Legislators

· Information technology personnel

· Parents

· Students

· School board members 

What roles can they play in moving the conversation forward?

When will their help be needed most?
	How can you continue to ensure that all necessary stakeholders are represented in these conversations?

	Notes

     



Step 3. Using Teacher Evaluation Results to Improve Teaching
Using Data to Inform Compensation Decisions

	Using Data to Inform Compensation Decisions

	Questions to Discuss
	Prompts and Resources
	Further Questions 
to Consider

	What are the benefits or pitfalls of implementing an alternative compensation program in your state?
	Prompts

Does your state have hard-to-staff schools or subjects that would benefit from offering a compensation program in these areas?

Are you trying to attract or retain individuals from out of the field into the teaching profession?

Resources

Paying for Teachers’ Performance—Strategies and Conditions for Success (TQ Center webcast)
	How can you evaluate your alternative compensation program to ensure that it is meeting its intended outcomes?

	Notes

     

	How have other states and districts developed alternative compensation systems?
	Prompts

Is there a state or district that is similar to your state that has implemented a program?

What were some of the major obstacles that the state or district had to overcome in order to implement the program?

Resources

National Map of Educator Compensation Reform Initiatives (Center for Educator Compensation Reform) 

Implementation Checklist for Alternative Compensation Programs 
(Center for Educator Compensation Reform)  
	How can you share your lessons learned with other states and other districts within your state?

How do you continue to evaluate the needs of your state and districts to ensure that the program is meeting its intended outcomes?

	Notes

     

	What policies or systems 
are necessary to facilitate the implementation of the system?
	Prompts

Can you connect individual teachers to students?

Do you have flexible tenure rules?

Do you have flexible compensation policies?

Resources

Data Quality Essentials 
(Center for Educator Compensation Reform) 
	How can you use information from program evaluations, data from the districts, and knowledge of best practice to inform policies?

	Notes

     

	What are some potential obstacles that you foresee in implementing an alternative compensation system?
	Prompts

Are you able to gain support from stakeholders?

Do you have access to sustainable funding?

Resources

Case Summaries of Alternative Compensation Programs 
(Center for Educator Compensation Reform)
	What are some unintended barriers or outcomes that have arisen with the implementation of the program, and how can you address them?

	Notes

     

	How have other districts and states addressed the obstacles they faced in implementing alternative compensation systems?
	Prompts

Denver ProComp introduced a district tax to pay for the program. Is this something that could work for you?

Mobile (Alabama) County partnered with a local private foundation. Is this something that could work for you?

Resources

Paying for and Sustaining a Performance-Based Compensation System (Center for Educator Compensation Reform)
	Do you have a mechanism for sharing your lessons learned with districts and other states?

	Notes

     


	RESOURCES 



Capacity Building Tool

This Capacity Building Tool was developed to help RCCs and SEAs continue the conversation with their larger state teams after the workshop has ended. This tool can be completed at the end of the workshop or back in the office, using the notes developed during the concurrent sessions. 

Instructions: You can use the table to list specific next steps based on the comments, thoughts, and ideas written in the Notes sections of Steps 1–3. The second column, Next Steps to Meet Goal, can be used to guide conversation with your colleagues after the workshop. The Target Deadline, Resources Needed, and Personnel Required columns can be completed during these conversations with colleagues as you consider when a project should be completed, what resources are needed to complete each task, and which staff members have the expertise and capacity to assist in completing each task. 
	Thinking Systemically: Steps for States to Improve Teacher Effectiveness

	(
	Next Steps to Meet Goal
	Target Deadline
	Resources Needed
	Personnel Required
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	Example:
Invite union to our upcoming meeting on reforming our teacher 
evaluation system.
	5/15/10
	Details on who specifically to invite
	Superintendent

Jackie

Sue
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Annotated Resources

Step 1. Building a Quality Comprehensive Teacher Effectiveness System

Rules and Policies Influencing the Path

Determining Processes That Build Sustainable Teacher Accountability Systems (TQ Research & Policy Brief) 
http://www.tqsource.org/publications/October2009Brief.pdf 
In Determining Processes That Build Sustainable Teacher Accountability Systems, a TQ Center Research & Policy Brief, Lucy Steiner from Public Impact details a 2008 study of district personnel and state department of education officials who had participated in efforts to improve teacher evaluation systems. The study includes examples of the processes that these states and districts used to reform their systems. The participating districts included Chicago, Denver, and New York City. The participating states included Minnesota, Ohio, and South Carolina.

Steiner shares her findings regarding the following:

Reform efforts’ impetus for change

Goals

Use of key stakeholders in the planning process

Outcomes achieved

Strategies used to address challenges posed

The brief also contains guiding questions that can be used by school districts or state education agencies 
to facilitate discussion of the teacher evaluation system. 

Empowering Effective Teachers: Readiness for Reform 

http://www.gatesfoundation.org/united-states/Documents/empowering-effective-teachers-readiness-for-reform.pdf 
Empowering Effective Teachers: Readiness for Reform, an issue brief produced by the Bill & Melinda Gates Foundation, highlights ten school districts. In the summer of 2009, these districts developed comprehensive plans to build new teacher effectiveness systems to address the following: 

Recruitment

Placement

Evaluation

Retention

Support for highly effective teachers

Through the process, four conditions were identified as being critical to achieve before embarking on reform: 

Shared leadership, vision, and commitment to action

Culture of data-driven decision making

Stakeholder engagement

Policies that support or, at a minimum, do not restrict improvement efforts

This brief illustrates the importance of assessing district strengths and weaknesses in these four areas and offers recommendations and rubrics for use in making such an assessment.

Using ARRA Funds to Improve Teacher Effectiveness and Equitable Distribution: An Interactive Mapping Tool

http://www.tqsource.org/arra/main.php 
The TQ Center designed Using ARRA Funds to Improve Teacher Effectiveness and Equitable Distribution: An Interactive Mapping Tool to guide conversations between regional comprehensive center and state education agency staff on the strategic use of American Recovery and Reinvestment Act (ARRA) funds to improve teacher effectiveness and equitable distribution.

Information is provided about ARRA funding opportunities for various components of the educator career continuum:

Recruitment

Hiring

Preparation

Induction

Performance Management

Professional Development

Leadership Development

Compensation & Incentives

Engaging Stakeholders
Engaging Stakeholders in Teacher Pay Reform 

http://cecr.ed.gov/guides/EmergingIssuesReport1.pdf 
In Engaging Stakeholders in Teacher Pay Reform produced by the Center for Educator Compensation Reform, Jeffrey Max and Julia Koppich discuss the various roles stakeholders can play in teacher pay reform. Although some districts may not plan to implement full-scale pay reform, this Emerging Issues report contains useful information for all districts to assist in determining which stakeholders can contribute to the design and implementation of successful teacher effectiveness systems. 
The report describes how policymakers can accomplish the following through effective stakeholder engagement:

Develop partnerships with teachers.

Build stakeholder support.

Design a sustainable pay plan.

Improve communication about the plan.

A (Not So) Hard Bargain—San Lorenzo (California) District’s Use of Interest-Based Bargaining to Negotiate Teacher Contracts

www.districtadministration.com/viewarticle.aspx?articleid=372 
The approach used by the San Lorenzo (California) Unified School District to negotiate teacher contracts focuses on interest-based bargaining as a tool or “means to an end” for two groups to successfully collaborate and generate creative solutions to difficult problems. Interest-based bargaining is designed to shift district leaders and educators away from talking about their positions and to encourage negotiations and discussions based on interests. The two sides identify a shared goal that guides their collaboration—in this case, enhanced teacher and leadership quality for improved student achievement.

Developing a Communication Plan

Communication Framework for Measuring Teacher Quality and Effectiveness: Bringing Coherence to the Conversation 

http://www.tqsource.org/publications/NCCTQCommFramework.pdf 
The TQ Center developed the Communication Framework for Measuring Teacher Quality and Effectiveness: Bringing Coherence to the Conversation to promote effective dialogue about the following:

Goals of an evaluation system

Measurement of teacher quality and effectiveness

Definition of key terms

Best practices for communicating this shared vision to the education community 

The framework includes communication pointers that can be applied to engaging stakeholders as well. 

Approaches to Evaluating Teacher Effectiveness: A Research Synthesis 

http://www.tqsource.org/publications/EvaluatingTeachEffectiveness.pdf 
Approaches to Evaluating Teacher Effectiveness: A Research Synthesis produced by the TQ Center examines how teacher effectiveness is currently measured. The research synthesis provides practical guidance for evaluating teacher effectiveness that extends beyond teachers’ contribution to student achievement gains to include how teachers affect classrooms, schools, and their colleagues as well as how they contribute to other important outcomes for students.
Guide to Teacher Evaluation Products

http://www3.learningpt.org/tqsource/GEP/ 
The TQ Center’s new Guide to Teacher Evaluation Products provides schools and districts with a comprehensive array of products available for evaluating teachers. This online guide lists more than 80 evaluation products and includes information on the following:

Cost

Availability

Validity

Use as a formative or summative assessment

Additional resources and support

Step 2. Evaluating the Effectiveness of All Teachers

Defining Teacher Effectiveness

A Practical Guide to Evaluating Teacher Effectiveness 

http://www.tqsource.org/publications/practicalGuide.pdf 
A Practical Guide to Evaluating Teacher Effectiveness produced by the TQ Center offers the following:

A five-point definition of teacher effectiveness that states and districts may adapt to meet local requirements

An overview of the many purposes of teacher evaluation

Information about which measures are most suitable for each purpose

Summaries of various measures of teacher effectiveness, such as value-added models, classroom observations, analysis of classroom artifacts (e.g., lesson plans and student work), and portfolios 

· The summaries include descriptions of the measures, along with a note about the research base and strengths and cautions to consider for each measure.

Methods of Evaluating Teacher Effectiveness (Research-to-Practice Brief)
http://tqcenter.learningpt.org/publications/RestoPractice_EvaluatingTeacherEffectiveness.pdf 
The TQ Center Research-to-Practice Brief Methods of Evaluating Teacher Effectiveness is intended to assist regional comprehensive centers and state policymakers in the following processes as they consider evaluation methods for teachers:

Clarify policy.

Develop new strategies.

Identify effective teachers.

Guide and support districts in selecting and using appropriate evaluation methods for various purposes.

Specifically, this brief compares value-added measures and classroom observations and discusses the advantages and drawbacks associated with each of these measures.

Guide to Teacher Evaluation Products 

http://www3.learningpt.org/tqsource/GEP/ 
The TQ Center’s new Guide to Teacher Evaluation Products provides schools and districts with a comprehensive array of products available for evaluating teachers. This online guide lists more than 80 evaluation products and includes information on the following:

Cost

Availability

Validity

Use as a formative or summative assessment

Additional resources and support

Linking All Teachers to Student Outcomes

The Other 69 Percent: Fairly Rewarding the Performance of Teachers of Nontested Subjects and Grades 

http://www.cecr.ed.gov/guides/other69Percent.pdf 
Most education performance-pay plans rely to a large extent on student scores on standardized achievement tests to identify teachers who are highly effective at increasing student learning. These tests primarily measure student reading and mathematics achievement, although a smaller number also measure additional core subjects such as science and social studies. 

The Other 69%: Fairly Rewarding the Performance of Teachers of Non-Tested Subjects and Grades produced by the Center for Educator Compensation Reform addresses the means by which states, districts, and schools can fairly and effectively measure the performance of teachers who teach a grade level or subject area for which standardized achievement tests are not administered or who teach English language learners or students with disabilities.

Washington, DC IMPACT

http://dcps.dc.gov/DCPS/In+the+Classroom/Ensuring+Teacher+Success/IMPACT+%28Performance+Assessment%29 
IMPACT is a performance assessment system that aims to ensure teacher effectiveness throughout the Washington, D.C., public school system. Included in the system are differentiated evaluations for teachers of general and special education students, teachers of English language learners, counselors, mentor teachers, and other support staff. Evaluations of teachers are multi-dimensional and include five observations conducted by master evaluators and principals, an assessment of collaboration with other teachers, an assessment of commitment to the school community, an assessment of core professionalism, schoolwide gains in standardized test scores, and either non-value-added student achievement growth or value-added test score measures of teachers’ classrooms. Weighting of each piece of this assessment is altered depending on the type of teacher being assessed.
Challenges in Evaluating Special Education Teachers and English Language Learner Specialists (TQ Research & Policy Brief Draft)

This TQ Center Research and Policy Brief provides the results of an investigation conducted by the TQ Center with support from the Council for Exceptional Children and several national experts in the context of current research and practice in teacher evaluation. It concludes with policy and practice recommendations for regions, states, and districts to help in their efforts to create valid, reliable, and comprehensive evaluation systems for all teachers as they work to improve the achievement of all students. The recommendations provided within hold value for practitioners at all levels and, in some respects, teacher educators charged with preparing educators.

Enhancing Teacher Evaluation: Effective Practices for Evaluating Teachers of All Students (TQ Center Webcast)
http://www.tqsource.org/webcasts/evaluatingTeachers/index.php 
The TQ Center hosted this webcast that brought together experts and practitioners to discuss the existing research and strategies that address evaluating teachers of at-risk populations. The presentations included an overview of the major issues related to evaluating teachers of at-risk populations, a discussion of the existing research, and a review of evaluation strategies and recommendations. Presenters focused on evaluating teachers of students with disabilities and English language learners. 

Data Quality Essentials 

http://cecr.ed.gov/pdfs/guide/dataQuality.pdf 
Data Quality Essentials, a Guide to Implementation developed by the Center for Educator Compensation Reform, identifies the data systems that must be in place before a district or state can connect teacher performance with alternative compensation awards. The guide outlines modifications to current data systems originally designed for accountability purposes for use with performance awards. 

The Importance of Accurately Linking Instruction to Students to Determine Teacher Effectiveness 

http://www.battelleforkids.org/images/October_whitepages_web.pdf 
The ability to accurately link teacher and student data is critical to assess the effect of teachers on student learning. However, there are outcome variables (accountability tests) only for about 25 percent of courses taught in schools today. Without these dependent variables, other methods of benchmarking and measuring growth in student achievement need to be identified. 

Written by Battelle for Kids, an education nonprofit organization with extensive expertise in teacher-student attribution solutions, The Importance of Accurately Linking Instruction to Students to Determine Teacher Effectiveness focuses on the challenging work required to accurately link teachers to students to better understand the complexities of the teaching and learning environments in today’s classrooms.
Step 3. Using Teacher Evaluation Results to Improve Teaching and Learning

Using Data to Inform Professional Development

Using Performance-Based Assessments to Identify and Support High-Quality Teachers (Key Issue)

http://www.tqsource.org/publications/keyIssue-June2008.pdf 
The Key Issue titled Using Performance-Based Assessments to Identify and Support High-Quality Teachers provides the 
following information:

Definition of performance-based assessment

Benefits of using performance-based assessment to identify and support teachers

Performance-based assessment strategies

Identifying Professional Contexts to Support Highly Effective Teachers (Key Issue)
http://www2.tqsource.org/strategies/het/ProfessionalContexts.pdf 
The Key Issue titled Identifying Professional Contexts to Support Highly Effective Teachers provides the following information: 

Benefits of improving the professional contexts of teachers

Several strategies for improving the professional contexts of teachers

Multiple resources and examples for implementing each strategy

Audiences include the following:

Regional comprehensive center, state education agency, and local education agency personnel

Principals

Researchers

Individuals who are new to the field

Policymakers

Using Data to Inform Personnel Decisions

“Does ‘Last Hired, First Fired’ Really Make Sense?” 

http://www.edweek.org/tm/articles/2010/03/31/tln_wolpertgawron_seniority.html?tkn=XXWFNal9SmYtadr1CLePE83w5V%2BZt5xIGl2Q&cmp=clp-edweek 
In “Does ‘Last Hired, First Fired’ Really Make Sense?,” Heather Wolpert-Gawron questions the current personnel process of “last hired, first fired” in a time when budget cuts are putting this process into play across the country. In many schools and districts, administrators choose who is terminated or rewarded based on hire date instead of ability and effort levels. Wolpert-Gawron makes the case that a more complex process is required to make the best choices for students.

Fixing Tenure: A Proposal for Assuring Teacher Effectiveness and Due Process 

http://www.americanprogress.org/issues/2009/06/pdf/teacher_tenure.pdf 
State and federal policies are concerned with teacher effectiveness and recognize that student success requires effective teachers in every classroom. In Fixing Tenure: A Proposal for Assuring Teacher Effectiveness and Due Process, Joan Barataz-Snowden discusses how policy decisions regarding tenure are often difficult and confusing for stakeholders. The report recommends that reform efforts include the following:

Rigorous professional standards that reflect the complexity of teaching and learning

A credible evaluation system that is multidimensional and requires multiple data sources, including standardized test scores where available

Collaboration between teachers and administrators

Evidence of student learning

Evidence of teachers’ teaching and learning environment

Professional judgment to grant and revoke tenure

Ringing the Bell for K–12 Teacher Tenure Reform 

http://www.americanprogress.org/issues/2010/02/pdf/teacher_tenure.pdf 
In many states and districts, the use of data to inform personnel decisions will begin with a deep consideration of teacher tenure process and policy. Ringing the Bell for K–12 Teacher Tenure Reform by Patrick McGuinn contains the following:

Background and history of teacher tenure

Analysis of the variation and nature of teacher tenure reform proposals across states

Assessment of the enacted reforms

Recommendations for next steps for policymakers

Recommendations focus on the following:

State tenure statutes

Local collective bargaining agreements

Federal funding for research and pilot programs

Meaningful teacher evaluation systems

Union leadership

Using Data to Inform Compensation Decisions

Paying for Teachers’ Performance—Strategies and Conditions for Success (TQ Center Webcast)

http://www.tqsource.org/webcasts/payforteach/index.php 
This TQ Center webcast examined the policy, research, and practice of performance-based compensation. Experts discussed the promise and pitfalls of value-added and other statistical measures of student achievement growth as well as teaching portfolios and professional administrator evaluations.

National Map of Educator Compensation Reform Initiatives 

http://cecr.ed.gov/map 
The National Map of Educator Compensation Reform Initiatives developed by the Center for Educator Compensation reform is an interactive tool that allows users to explore educator compensation reform initiatives throughout the country.

Implementation Checklist for Alternative Compensation Programs 

http://cecr.ed.gov/pdfs/guide/CECRchecklist.pdf 
The Center for Educator Compensation Reform developed the Implementation Checklist to help users identify major components of an alternative compensation plan and steps to follow during implementation.

Data Quality Essentials 

http://cecr.ed.gov/pdfs/guide/dataQuality.pdf 
Data Quality Essentials, a Guide to Implementation developed by the Center for Educator Compensation Reform, identifies the data systems that must be in place before a district or state can connect teacher performance with alternative compensation awards. The guide outlines modifications to current data systems originally designed for accountability purposes for use with performance awards. 

Case Summaries of Alternative Compensation Programs 

http://cecr.ed.gov/TIFgrantees/resources/caseSummaries.cfm 
The Center for Educator Compensation Reform has developed 10 case summaries, each of which highlights 
a specific alternative compensation program and tells the story of the program from its inception through implementation and evaluation.

Paying for and Sustaining an Alternative Compensation Program 

http://cecr.ed.gov/pdfs/guide/payingFor.pdf 
The Center for Educator Compensation Reform offers a handbook, Paying for and Sustaining a Performance-Based Compensation System, which illustrates how to undertake projections that will protect state and local education agencies from financial overexposure and possible fiscal deficits.

For the purposes of this workbook, comprehensive teacher effectiveness system and teacher evaluation are defined as follows:


Comprehensive teacher effectiveness system refers to the systemic use of teacher evaluation data to inform professional development, support, retention, compensation, tenure, and hiring decisions. The overarching goal of the system is to improve teaching and learning. All measures and processes of the system are selected and formulated with this goal in mind. The system requires the following:


Stakeholder buy-in


Communication plan


Timeline for evaluation and reporting


Data infrastructure


Professional development for principals, evaluators, mentors, and teachers


System review or evaluation for improvement


Teacher evaluation refers to the collection and analysis of information on individual teacher performance. Although teacher evaluation has most commonly been conducted with observations, multiple measures may provide information that will help guide professional growth and development. Multiple measures may include the following: 


Observations


Instructional artifacts


Portfolios


Student value-added test gains


Other student performance indicators


Student surveys


Parent surveys


Contributions to team/school goals


Additional measures of teacher collaboration
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