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      Teacher Performance Review and Assistance

    I.
Underlying Concept
In evolving a new culture of expectations for professional staff development and performance review in the Southern Berkshire Regional School District, we envision an environment of open professional interaction and dialogue -- similar to those which exist in such professions as medicine, law, higher education, etc. -- wherein teachers and administrators freely and enthusiastically engage in mutually supportive peer interactions, including but not limited to:

· classroom visits and observations;

· collaborative goal and objective setting, including committing these towriting as a basis for performance priorities for the year;

· narrative write-ups of the processes of peer interaction, visitations and observations;

· reflective dialogues and discussions;

· self and peer evaluation, including forthright critiques;

· validation, confirmation, and reinforcement of exemplary practices;

· administrative support, positive reinforcement and interaction.

  II.
Objectives
A.

To develop a culture of reflection for the purpose of elevating the work of all Southern Berkshire Regional School District teaching staff to the highest levels of competency, proficiency, and professionalism, which will result in increased student learning.

B.

To address unsatisfactory teaching performance directly, humanely, and decisively for the purpose of improving that performance, or, in cases of continuing incompetency, to dismiss the individual(s) from the Southern Berkshire Regional School District staff.

  III.
Process
A.

Non-Professional Status Teachers, At-Risk Teachers, and Up to 1/4 of Professional Status Teachers
1.
Each staff member in this category will be supervised, observed and evaluated by his/her principal/supervisor, and may also be supervised, observed and evaluated by teacher leaders and/or a peer.  Every teacher in Category A will be notified in writing of his/her status and will be assigned a mentor before or  SEQ CHAPTER \h \r 1during the first week of the school year who will act as a guide in school.


2.
Within the first 30 days of the school year, a meeting will be scheduled between each observee and his/her principal/supervisor (and/or other for the purpose of establishing yearly priorities (goals), and for purpose of establishing the classroom lesson objectives for the first observation.  The goals may be derived from individual and/or administrative initiative and will be subject to administrative approval.


3.
A minimum of three (3) scheduled observations will be conducted, and will include both pre- and post-observations.  Prior to the first pre-observation conference each observee will be given will be given a list of the potential observation criteria areas; sample questions and established standards of performance (see appendix A).  The area(s) to be focused on for the first observation will also be established at this conference.  The first observation by either the principal or the superintendent will be conducted during the first 30 days of the school year, and a third observation will be conducted before April 1 of the school year.


4.
For each of the remaining two observations, the area(s) to be focused on will be established during the pre-observation conference.



5.
A post-observation will be held following each observation.


6.
The final post-observation conference will include a review of that particular observation, and will also include a review of the teacher’s progress on his/her yearly priorities (goals), and a summary review of the teacher as a professional employee.


7.
Priorities for the following year will also be developed initially at the final conference, to be reviewed and confirmed at the first pre-observation conference of the next school year.


8.
The final review will be reduced to writing by the principal/supervisor, signed by observee  and observer,  and become part of the teacher’s official personnel file.  (In the case of at-risk and nonprofessional teachers, the final report will be submitted to the superintendent for review before becoming part of the teacher’s personnel file.)


B.
Professional Status Teachers

1.
Approximately 1/4 of staff members in this category will work with and be supervised/evaluated by their principal/supervisor following the procedures described above (in a multi-year cycle, following the outlined discussed in appendix B).


2.
Approximately 3/4 of staff members in this category will be expected to form peer teams, select a chairperson (3-4 members in each team), and each member of each team will establish yearly goals, which should be the result of professional discussion during their first meeting of the year.  The goals may be derived from individual and/or administrative initiatives and will be subject to administrative approval.  All members of the team will participate in/facilitate this process.


3.
At the first meeting of the year the mechanics and schedule of the series of peer observations/exchanges will be developed.  This will include the establishment of lesson objectives, and a plan for follow-up discussions.


4.
The observee and/or the observers make a written record of the follow-up discussion, and submits it to the other team member(s) for comment.  This write-up -- along with the written comments -- is submitted to the principal for his/her information and comment.


5.
This document, including all comments, is then returned to the observee and observers, and a copy is kept in a peer team file.


6.
At the final observation and follow-up discussion conference the peer team has the responsibility to:


a.
Determine the status of the yearly goals of the observee, and of each  member of the peer team.


b.
Produce a written summary statement of the observations.  The drafting of this statement shall be the responsibility of the observee.  This statement shall be reviewed by the observer(s), who will have the opportunity to suggest expansion/refinement/specificity and will sign the final statement.


c.
Produce a written summary statement which includes a section which  focuses on the teacher as a professional employee.  The drafting of this statement shall be the responsibility of the observer.


7.
The final written summary shall include a comment section as described and signatures.  It shall then become part of the teacher’s permanent record.


8.
Professional status teachers may also be supervised, observed and evaluated by the principal or supervisor in the same manner as a non-professional status teacher when warranted in the judgment of the principal or supervisor.  This would include the principal or supervisor being personally involved in the pre-observation, observation, and post-observation process.

   IV.
Preparation
The opportunity of cost free staff development training and preparation for all staff in the processes of professional interaction and dialogue will be provided by the district on an on-going basis.  Initially, it is recognized that approximately 10-14 hours of training and preparation will be appropriate for effective implementation.  In subsequent years, follow-up workshops will be provided to build peer skills as observers.

Attachments:
Southern Berkshire Regional School District Principles of Effective Teaching Pertinent Questions for Dialogue

Examples of Performance Descriptors

4-Year Professional Growth Cycle

SOUTHERN BERKSHIRE REGIONAL SCHOOL DISTRICT

Principles of Effective Teaching

I.
CURRENCY IN THE CURRICULUM
· The teacher is up to date regarding curriculum content.

     
II.
EFFECTIVE PLANNING AND ASSESSMENT OF CURRICULUM AND INSTRUCTION
· The teacher plans instruction effectively.

· The teacher plans assessment of student learning effectively.

· The teacher monitors students' understanding of the curriculum effectively and adjusts instruction, materials, or assessments when appropriate.

   

 III.
EFFECTIVE MANAGEMENT OF CLASSROOM ENVIRONMENT
· The teacher creates an effective environment that is positive for student learning and involvement.

· The teacher maintains appropriate standards of behavior, mutual respect and safety.

    

IV. 
EFFECTIVE INSTRUCTION
· The teacher makes learning goals clear to students

· The teacher uses appropriate instructional techniques.

· The teacher uses appropriate questioning techniques.

· The teacher evaluates, tries innovative approaches, and refines instructional strategies, including the effective use of technologies, to increase student learning and confidence to learn.

· The teacher understands learning and can modify instruction to needs of learner

V.
PROMOTION OF HIGH STANDARDS AND EXPECTATIONS FOR STUDENT ACHIEVEMENT
· The teacher communicates learning goals and high standards and expectations to students.

· The teacher promotes confidence and perseverance in the student that stimulate increased personal student responsibility for achieving the goals of the curriculum, promotes positive attitudes and perceptions of learning.

· The teacher promotes a sense of self-worth and acceptance among each of his/her students.


    VI.
PROMOTION OF EQUITY AND APPRECIATION OF DIVERSITY
· The teacher strives to ensure equitable opportunities for student learning.

· The teacher demonstrates appreciation for the sensitivity to the diversity among individuals.

  
 VII.
FULFILLMENT OF PROFESSIONAL & ROUTINE MANAGEMENT RESPONSIBILITIES
· The teacher is constructive and cooperative in interactions with parents and receptive to their contributions.

· The teacher shares responsibility for accomplishing the goals and priorities of his/her grade/team/department, building and school district.

· The teacher completes reports, forms, grades, takes proper care of equipment, and is punctual and consistent in attending school, classes, meetings and conferences.

· The teacher makes simple lesson plans and individual student achievement records readily available to substitutes and subsequent teachers.

· The teacher attempts to solve and address problems through appropriate channels and procedures as outlined in teacher agreement, district policy, and faculty handbook.

· The teacher is aware of district philosophy and goals and uses them as a basis for thought and practice.

SOUTHERN BERKSHIRE REGIONAL SCHOOL DISTRICT

Teacher Performance Review and Assistance

Pertinent Questions for Dialogue
1.
In what ways do you keep current in your subject matter?  What do you love about your topic?  If you do not know the topic well, how do you model expert learning behavior with your children?

2.
How do you choose topics and materials that engage the children’s interest and that lead them to learn about important (central and relevant) ideas and information and habits of inquiry?

3.
How do you create an atmosphere in which children are active, rather than passive, learners?

4.
In what ways do you help children become self-motivated in your classroom?

5.
How do you find out how each child is doing?  What kinds of data do you use?

6.
Give an example of how you respond flexibly and creatively to what and how each child is learning.  How do you respond when a child is having problems with the activities or material you have presented?

7.
How do you create an atmosphere in which everyone is respectful of one another?

8.
What do you do to create an atmosphere that embraces individual differences among students?

9.
How do you communicate your expectations and goals?


10.
What do you do to encourage children to set and work toward their own intellectual, personal, and aesthetic goals?


11.
How do you encourage children to go beyond the average?


12.
What do you do to make each child feel good about who he or she is?


13.
In what ways are you supportive and critical with your peers?


14.
Describe some of the ways you collaborate with other teachers?


15.
How do you encourage parent input and respond to family concerns?


16.
Do you help substitute teachers by leaving clear instructions and lesson plans?


17.
Describe some of the ways you make use of the human resources of the school (call on appropriate teams, channels of authority, etc.).


18.
In what ways are you an active learner?  How does it manifest itself within the school?


19.
Give two or three examples of how children show significant change in what and how they know within your classroom.


20.
What do you do when you are having problems (with the group, an individual child, a family, a curricular issue, etc.)?


21.
Explain what you have done to forward the goals of your area/building or District goals.

SOUTHERN BERKSHIRE REGIONAL SCHOOL  DISTRICT

Examples of Performance Descriptors
Re: Performance Review and Assistance Questions for Dialogue

(Attaining 1 descriptor in each area does not necessarily meet competency standard.)
1.
The teacher:


∙
demonstrates a working knowledge of the core curriculum of his/her particular subject matter; 

∙
reads appropriate journals/literature associated with subject matter;


∙
has taken recent college courses or inservice workshops in his/her subject area or related subject area;


∙
contributes to the ongoing evaluation of the curriculum, making appropriate changes to his/her area, as needed;


∙
makes time during the instructional period to create an educational framework through modeling student/teacher and professional work;


∙

exhibits examples of finished products of expected outcomes.

2.
The teacher:


∙
makes references to the current curriculum frameworks:


∙
refers to student areas of interest;


∙
discards old or outdated materials;


∙
stays current by reading in the subject area;


∙
shares successes and failures with colleagues;


∙
utilizes topics that have proven successful in the past.

3.
The teacher:


∙
provides a classroom that allows students to become decision makers in their learning; 


∙
uses questions that are open-ended and encourage investigation;


∙
recognizes that students have a variety of learning styles and uses appropriate strategies to address those styles;


∙
provides group and cooperative strategies.

4.
The teacher:


∙
provides independent activities that suit the needs of the individual; 


∙
provides choices within the assigned topic;


∙
provides constant and encouraging feedback through conferencing, evaluation of work in progress, etc.

5.
The teacher:


∙
meets with individual students to discuss progress and process;


∙
collects work of the student and reads/evaluates/returns to the student on a timely basis;


∙
uses status sheet format to assess the student’s involvement and understanding;


∙
gives tests, projects and quizzes.

6.
The teacher:


∙
provides a variety of learning opportunities within the context of the topic being taught;


∙
treats each student as an individual by the use of dialogue journals, weekly progress reports to the student, and informal feedback/conversation;

7.
The teacher demonstrates recognition of the diversity within the classroom.

8.
The teacher:


∙
creates curriculum that is flexible to the wide variety of student needs;


∙
highlights ALL student’s strengths;


∙
uses curriculum to model diversity and acceptance.


 9, 10.
The teacher:


∙
begins each day or class with a “road map” of where he/she has been and where he/she is going;


∙
gives clear directions, expectations, and goals for projects and assignments;


∙
distributes clearly defined course and class objectives at the beginning of each year/semester;


∙
informally discusses course and class goals throughout the year/semester;


∙
helps each student set personal goals based on individual strengths and weaknesses.

 11.
The teacher:

 
∙
provides materials that encourage children to reach beyond their present status;


∙
varies assignments and activities to allow for a wide range of expression.

 12.
The teacher:


∙
recognizes each student’s strengths and efforts and rewards appropriately;


∙
offers specific encouraging feedback to each student.

 13.
The teacher:


∙
visits colleagues’ classrooms during instructional time;


∙
makes note of colleague’s impact on a student;


∙
provides critical feedback after a class visit/observation.

     
 14.
The teacher:


∙
attends and makes good use of common planning time;


∙
joins the various school improvement committees;


∙
collaborates on curricular projects in/out of his/her area.

     
 15.
The teacher:


∙
provides progress reports to parents;


∙
makes phone calls to parents, reporting concerns and improvements;


∙
encourages parental participation at all levels.

     
 16.
The teacher:


∙
provides a substitute folder, as required by the staff handbook;


∙
makes sure materials are clearly visible for the substitute teacher.

     
 17.
The teacher:


∙
provides pupil personnel with information on student needs and progress;


∙
uses child study team;


∙
is aware of the medical needs of the students, via the school nurse.

     
 18.
The teacher shares new knowledge with colleagues.

     
 19.
The teacher:


∙
provides relevant anecdotes of student achievements with examples;


∙
provides portfolios, student projects, which illustrate student growth.

     
 20.
The teacher communicates with administration, pupil personnel, teacher(s), student(s), and parent(s) to solve a problem.


21.
The teacher demonstrates involvement in activities, committees, etc., which are in pursuit of area/building and/or District goals.


