Southern Oregon Education Service District

IMPLEMENTATION PLAN

a. Please describe the district plan to train all staff and evaluators on the local evaluation and support system to ensure inter-rater reliability. 

Training of teachers and administrators regarding the adopted standards began in Spring 2013.  The Administrative Team (which includes all SOESD administrators) engaged in an activity involving a review of the ISLLC standards and alignment of the essential functions of their respective job descriptions with the six standards.  Each administrator engaged in a similar activity with his or her program/department staff, reviewing the InTASC standards and analyzing the ten standards for alignment with their respective licensed job descriptions, roles, and functions.  In each activity, administrators and licensed staff also brainstormed ways to gather information about an administrator’s or teacher’s performance regarding each standard and listed two to three possible sources of evidence.  The purpose of these activities was to acquaint SOESD administrative and licensed staff with the standards, paving the way for more formal training regarding the overall teacher and administrator evaluation system beginning in the 2013-14 school year.

The timeframe and topics of formal training of both administrators and licensed staff regarding the evaluation system follow:
· August 2013 Back-to-School Inservice - Overview of the evaluation system, including purpose, components, timelines, and roles/responsibilities
· Fall 2013 - Multiple measures/types of evidence (including observations)

· Winter 2014 - Writing goals (Note:  the timeline for setting professional growth goals will be delayed in the 2013-14 school year in order to allow adequate time for training as well as the collection of baseline data regarding student learning and growth goal areas.)
· Spring 2014 - Evaluation ratings and how formative evaluation data informs summative evaluations
In addition to this training, implementation of the evaluation system will be a continuing topic at regularly scheduled staff meetings (including Administrative Team meetings) throughout the school year, including opportunities for Q&A and for providing feedback to the Implementation Oversight Committee (see page 4 for a description of the role of the Committee).  Because the system will build on SOESD’s current evaluation system, the current system will provide a solid foundation for the additional elements under SB 290 and staff activities will focus on the ways in which the system has changed as well as encouragement and support in the use of other evidence besides formal observations.
A mechanism for planning, tracking, and documenting elements and timelines of SOESD teacher and administrator evaluations, entitled Supervision Summary, is already in place.  These summaries are generated by each program administrator and modified throughout the school year.  Revisions to incorporate new elements under SB 290 will be made to ensure consistency and fidelity of implementation of the evaluation system.  The ongoing discussion of the evaluation system at Administrative Team meetings will include discussion of observations, goal setting, and professional growth of teachers.  
Support of administrators’ learning will include the following:
· Setting the evaluation schedule (that is, planning the Supervision Summary)

· Receiving feedback from their supervisors regarding their conduct of observations and evaluations

· Meeting with Directors to set department goals

· Meeting periodically to review goals and monitor the Supervision Summary
Attention will be paid to the need for more in depth monitoring and support of probationary teachers and teachers with identified areas of needed improvement.  The additional support will consist of mentoring by veteran teachers and professional learning communities (PLCs) for new teachers.  
Evaluation of licensed and classified staff is the responsibility of SOESD administrators within the following administrative structure:

· The Superintendent supervises and evaluates the Director of Special Services and Director of Technology and Media Services.  (The Superintendent himself fulfills the functions of the Director of School Improvement Services.)

· The Directors supervise and evaluate Coordinators and Supervisors within their respective departments (and in some cases, directly supervise licensed staff as well).

· The Coordinators and Supervisors supervise and evaluate licensed and classified staff within their respective departments.

· In some programs, department chairs additionally provide day-to-day supervision of licensed and classified staff and contribute formative evaluation data.  However, summative evaluations are conducted by administrators.
Hence, all references to administrators in this Implementation Plan include Coordinators and Supervisors as well.

The follow activities will be completed to help ensure inter-rater reliability:
· Develop operational definitions for standards and rubrics which are clear, simple, precise, and measurable

· Provide training for evaluators regarding rubrics, including group practice calibration exercises for all raters within the same category of job positions (that is, viewing a sample performance, rating it individually first, then together with the group)

· Develop additional “Guiding Questions” for other SOESD job position categories not currently addressed in the adopted Salem-Keizer Legends (Licensed Staff Assessment and Evaluation) Rubric
· Develop model (or sample) activities to demonstrate differentiated ratings in selected standard/objective areas
· Tie these activities to established professional standards (such as the NASP standards) and competencies (such as the Autism Spectrum Disorder Specialist competencies)

· Develop sample evaluation reports
· Define guidelines and parameters for observations, including types of observations, frequency, duration, types of activities appropriate for observation, and who will be the observer
· Clearly define the process for individual follow-up, including how and when to provide feedback, how to incorporate observation findings into the summative evaluation and the weighting of observations into summative evaluation scores
· Clearly define the process for department and agency level follow-up and system evaluation, including who will compile program-level summaries and averages and what process will be in place to analyze and review data across SOESD and departments over time
· Establish accountability measures to make sure that each administrator implements the evaluation system, including
-Meeting with Directors to set department and professional goals

-Setting the evaluation schedule (that is, planning the Supervision Summary)

-Receiving feedback from their supervisors regarding their conduct of observations and evaluations

-Meeting periodically to review goals and monitor the Supervision Summary
· Provide agency-wide oversight regarding the fidelity of the implementation of the evaluation system
· Compare summative evaluation scores of probationary v. contract teachers

· Consider ways to compare SOESD’s overall agency summative evaluation score with those of other ESDs with similar job position to provide additional inter-rater reliability data
b. Please describe the district plan to monitor progress and refine the local evaluation and support system. 

An Implementation Oversight Committee will be established to:
· Provide oversight of the implementation of and training regarding SOESD’s teacher and administrator evaluation system
· Collect feedback from teachers and administrators about their experiences as evaluators and those being evaluated (examples of feedback include using Survey Monkey)
· Collect data re:  fidelity of implementation and inter-rater reliability (see section above regarding inter-rater reliability)
· Collect data re:  professional goals and student learning & growth goals
· Establish benchmarks for evaluation scores (an example follows)
-100% SOESD staff will have summative evaluation scores of 3.0 or higher 
· Collect data by program/department and for the agency as a whole
· Analyze all scores below 3.0
-Do the scores suggest a lack of fidelity of implementation of the evaluation system?

-Do the scores indicate problems with inter-rater reliability?

-Do the scores represent inadequate performance by staff?

-Do the scores identify specific areas of concern and needed professional development?
· Compare scores to those of other ESD (both ESD-wide and to subgroups of teachers and administrators)

· Make recommendations for adjustments in the evaluation system
· Answer this bottom line question:  Does the system fairly assess the job performance of SOESD staff?

The Implementation Oversight Committee will continue to monitor and adjust the evaluation system in the 2014-15 school year, as not all staff will have been evaluated (through a summative evaluation) during the 2013-14 school year.  The Committee will meet on a regular basis (once a month for the first year and quarterly in the second year of implementation).  The Committee will give periodic reports to the SOESD Board of Directors about its findings during the 2013-14 and 2014-15 school years.  In Spring 2014, the Committee will present recommended changes in the evaluation system to the Board for implementation in 2014-15 and again in Spring 2015 for any additional changes in 2015-16.
The Implementation Oversight Committee will have the same membership make-up as the SB 290 Planning Team (that is, its members will be teachers, administrators, and association representatives), and it will solicit feedback from all SOESD staff.  The Committee will also consider input from stakeholders (for example local district and building staff and parents).  Current mechanisms for gathering stakeholder input (for example, consumer satisfaction surveys, point of service surveys, ratings/observations by principals, and parent questionnaires) can be used for this purpose as well as additional mechanisms to be identified.
The guiding questions from A Practical Guide to Designing Comprehensive Teacher Evaluation Systems will form the basis for the systematic evaluation of SOESD’s teachers and administrator evaluation model.  The elements of the process are described in the section above regarding the functions of the Implementation Oversight Committee.  The Committee itself will establish its scope of work, data collection and analysis, reporting to the SOESD Board of Directors, and timelines by Fall 2013.
The following purposes of evaluation have been adopted as outcomes to determine the overall effectiveness of the evaluation system:
· Communicate rules and expectations for job performance

· Facilitate professional growth and institutional improvement
· Identify actions required to promote more effective job performance and maximize employee potential

· Encourage improvement in the job performance of all employees

· Provide a documented record of the employee's job performance

· Provide a means of defining strengths and weaknesses in job performance 

· Provide an opportunity for communication between supervisor and employee on the subjects of job requirements

· Specify the direction for work improvement
· Assure the employee that objective criteria are used in performance assessment
· Demonstrate that exceptional or unsatisfactory performance will be noted 

· Expresses the supervisor's and institution's continuing appreciation of good performance
· Align with professional competencies and licensure requirements
· Measure the impact of teacher and administrator practices on student learning and growth
· Inform planning and opportunities for professional growth 
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