EDAD 570 Session 13
Supervi sion of Instruction Summat i ve Assessnent of
Teacher Perfornmance

Put up Slide of today's topic.

1. Record and prayer. Ask for a volunteer.
2. Revi ew.
A Have students work with a partner.
B. They are to desi gn a cl assroomobservati on i nstrunent for
gl obal eval uati on of teacher perfornmance.
C. G ve students tinme to work on this.
G ve students | arge sheets of paper and markers to record
dat a.
E. Post fi ni shed product on t he board and have students report.

Di scuss and reconnend.

3. Topi cs of Discussion. (put up slide)
4. Summati ve Eval uation. (put up slide)
A. Sunmati ve evaluationis the overall assessnment of teacher

performance made by the adm ni strator that culmnatesina
conprehensi ve apprai sal either annual ly or as ot herw se
required by the state, the district, the conference, or the
school .

B. | ncl uded wi t hi n t he concept of summati ve eval uation are t he
periodic formati ve eval uati ons nade during the year, by the
supervi sor, for the purpose of collecting datain order to
make the summative appraisal at the end of the year.

C. The maj or purpose of summati ve eval uationis to conduct an
exerci se in personnel, not instructional, mnagenent.
1. The pri mary purpose of formative eval uati on as carri ed
out inclinical supervision, for exanple, istoinprove
the teacher's instructional skills.

2. The mai n pur pose of summative eval uationis the maki ng
of deci sions about personnel.
3. Bot h formati ve and sunmati ve eval uati on have as t heir

ultimate purpose the inprovenent in student | earning.
D. On the col | ege | evel annual eval uati ons of faculty are nmade



for the purpose of deciding ontenure, pronotion, and sal ary

i ncrenments.

1. On t he public school | evel, and sone private school s
t oo, the decisionstobenmade areprinarily retention,
i ncluding tenure or continuation of contract and
di sm ssal or term nation of contract.

2. Qccasional |y, summati ve eval uati ons are used for naki ng
deci si ons about transfer of teachers to their schools
or assignnments or to other responsibilities, for
exanpl e t eam| eader, grade coordi nator, | ead teacher,
depart ment head, teacher on speci al assi gnnent, and
wor kshop staff.

E. I n eval uati ng teachers for personnel purposes school systens
must provi de answers to the foll owi ng questions: (put up
slide)

1. Who shoul d be eval uated?

2 Who shoul d do the eval uating?

3. What shoul d be eval uat ed?

4, How shoul d the eval uati ons be done?
5 How shoul d the data be used?

Who Shoul d Be Eval uated? (AlIl enpl oyees? Only newteachers?
Teachers on probation? Won? Solicit responses - discuss)

A. It m ght be argued t hat after teachers have gone t hrough
t heir probati onary peri od and have been accorded t enur e,
they are fully conpet ent and need no further supervision or
eval uati ng.

B. We all know, however, that the presence of ineffective
teachers in our m dst makes that argunent void.

C. But should all teachers be eval uated every year?

The eval uati on of all teachers appears to be the prevailing
practi ce.

E. VWhat good does eval uation do if a teacher has tenure and
could care |less about the process? What can the
adm ni strator do?

Who Shoul d Eval uate Teachers?

A. Even t hough t he principal is thelogical and nost probabl e
answer to this question, it is not a universal.

B. Massachusetts, for exanpl e, uses a commttee of three people
to do the evaluating. One of the persons is chosen by the
t eacher, one by the | ocal school board, and the third by the
ot her two nenmbers that were chosen.



C. General |l y speaki ng, either by state nandate, | ocal board
regul ati ons, conference policy, by reasonabl e adm ni strati ve
practice, or just tradition, responsibility for eval uating
personnel of his or her school falls to the principal.

D. Many supervision experts believe that instructional
supervi sors should be as far renoved from summative
eval uati on as possi bl e.

E. There are sone condi ti ons, however, that make it necessary
for theinstructional supervisor to becone a part of the
process: (put up slide; read; discuss)

F. Can you think of any other conditions? Discuss.

VWhat Shoul d Be Eval uat ed?

A. Sone woul d say t eacher conpetence, whichis both asinple
answer and a sinplistic one.

B. Teachi ng ef fecti veness, |ike beauty, can beinthe eye of
t he behol der.

C. As adm nistrators, we have to coneto grips withthe basic
problem VWhat is effectiveness in teaching?

D. There i s consi derabl e uni form ty of thought about teaching
ef fecti veness.
1. Everyone knows t hat teachers who like childrentento

be nobre effective instructors than those who do not.
2 We al so knowt hat student achi evenent i s hi gher when
teachers reinforce correct responses.
3 I n additi on, we knowthat as aruleif students areto
be nptivated, the teacher nust be notivated.
4, Furt hernore, we knowt hat a t eacher cannot teach what
he or she does not know.
5 Bot h t he experts and t he not -so expert rely heavily on
this conventional w sdom

E. We can base a definition of teacher effectiveness on the
description of what teachers actually do. W can observe
what nost teachers do andtry to describe the teachi ng act
fromthe data gl eaned fromthose observati ons.

F. Adm ni strat ors can gat her enpirical data about teaching
behaviors that arerelatedto certainlearner variabl es.
St udent achi evemrent woul d be a good exanpl e.

G Adm ni strators can ask a group of teachers or a m xed group
of professional educators to descri be effective teaching
behavi ors.

H. Ri chard P. Manatt's report on the School | nprovenent Mdel,



a systemof teacher and adm nistrative evaluationinfive
school organi zati ons furnishes an exanpl e of specification
of conpetencies. (put up slide; read; discuss)

l. What el se would you add to this list? Discuss.

J. Sincethe principal will ordinarily be the person doi ng the
evaluating, s/he will evaluate teacher performance in
rel ati onto specifiedgeneric gl obal conpetencies. I|ncluded
in those conpetencies is: (put up slide)

1. Characteristics of the Teacher. The personal
characteristics of the teacher do nake a differenceto
the |l earners, to the school, and to the conmunity.

a. John C. Reynol ds comment ed, "Four factors
generally differentiate effective teachers from
i neffective teachers - superior personality

or gani zati on, good j udgnent/reasoni ng, capacity
torelate to others, and a know edge of basic
content and instructional nmethods."

b. Facul ti es can and shoul d drawup their own |i st
of personal and prof essional characteristics they
deem essential to the teacher.

cC. What would be on your |ist? (Suggestions:
war nt h, ent husi asm communi cation skills, concern
for cultural difference, etc.)

2. Process and Product. For summative pur poses persona
characteristics and professional attributes are often
assessed in addition to process skills.

a. | f you exam ne the typi cal cl assroomobservation
instrunment, youw !l findteacher effectiveness
described in ternms of conpetencies that the
t eacher nust possess.

b. I f you |l ook at a typical summati ve eval uati on
instrunent, you will see teacher performance
judged in relation to classroom conpetenci es

and many times, in addition, personal and
prof essional traits.
cC. The belief is growi ngthat teacher performance

shoul d be assessed, at least in part on the
per f ormance of students. What do you t hi nk about

t hat ?
8. How Shoul d the Eval uati ons Be Done?
A. The eval uat or shoul d make enough visits to a teacher's

cl assroomand observe | ong enough each tine to obtain a
generous sanpling of the teacher's performance.

1. The pri nci pal nust deci de hownmany ti nes he or she wil |
visit, observe, and eval uat e each teacher onthe staff.

2. Practice varies w dely.

3. But certainly the adm nistrator should observe a

t eacher of ten enough t o gat her sufficient data on whi ch



to nmake judgnments about the teacher's performance.

Shoul d t he adm ni strat or make announced visits, or shoul d

the visits be unannounced?

1. Well, the summati ve evaluator ny findit desirableto
do bot h.

2 Entrapnent i s not the goal, so a nunber of announced
visits shoul d take pl ace.

3. But on t he ot her hand, unannounced vi sits can confirm
whet her t he observati ons nade at t he announced ti nes
reveal ed the teacher's typical performance.

Col I ecti ng and Recordi ng the Data. |f an eval uati on system
isnot already i n place, the faculty and adm ni strators wi ||
need t o deci de what data t hey want col |l ect ed and howt he
dataw || be gathered. They will need to sel ect or create
instrunments for recording both t he peri odi c observati ons and
the final appraisal. What data shoul d be collected for this
apprai sal ? Discuss. Exanples:
. Some of the data to be collected will come from
cl assroomobservations. O her datawill result from
exam nation of the teacher's | esson and unit plans.

2. Sone datawi ||l be derived fromconferences withthe
t eacher.

3. Student test data will furnish clues to teacher
performance.

4. Comrent s fromstudents, parents, teachers, and even

ot her adm ni strators about a gi ven teacher shoul d be
treatedwithagrainof salt until firsthand evi dence
confirms or refutes the statenent.

Personnel evaluation calls for the rating of teachers.

1. The adm ni strator, not the supervisor, shoul d bear the
primary responsi bility for maki ng j udgnents about t he
conpetence or inconpetence of teachers.

2. It i s crucial that the decisions concerningratings be
based on rel evant, descriptive,and verifiable data.
3. Every effort should be made to reassure teachers

t hr ough processes t hat are assi stance-ori ented and
t hrough i nstrunents t hat are obj ective, descriptive and
di agnosti c.

4. The eval uat or nust have fi rmevi dence f or each behavi or
rated or else s/he should not rate that behavi or.

After each eval uati on, periodic and final, the eval uator
shoul d confer with the teacher. The adm ni strator does hope
t hat the periodic evaluationswill result ininprovenent in
i nstructionduringthe year and t hat t he sumati ve appr ai sal
wi ||l work the same way for instruction duringthe ensuing
year.



Shoul d the instrunment be arating scale or should it be
open- ended?

1. Both a rati ng scal e and an open-ended i nstrunment have
their advantages and di sadvant ages.
2. Arating scaleis easier tofill out; it focuses on

specific behaviors; that data can be treated
gquantitatively, if one prefers to do so.

3. The open-ended i nstrunent permts greater flexibility
for the wevaluator; it is a nore personal
i ndi vi dual i zed appr oach, whi ch avoi ds quanti fi cati on of
t he data.

Here are t hree exanpl es of an assessnent tool that are used
by the Monroe County, (Key West, FL) Public Schools.
Distribute. Look themover for afewm nutes. Wat do you
i ke, dislike? Discuss.

9. How Shoul d the Data Be Used?

A.

The dat a col | ect ed about a teacher's perfornmance are used by
the adm nistrator for three purposes: (put up slide)

1. Conferences with the teacher
2. Creation of a professional inprovenent plan
3. Maki ng personnel deci sions, incl udi ng deci si ons about

merit play, career |adder, change of assignment,
retention, and di sm ssal

Conf erences between t he t eacher and adm ni strator serve two
purposes
. They of fer an opportunity for the adm nistrator to
gat her data not witnessed ruing a cl assroomvisit; they
gi ve the teacher an opportunity to descri be sone of the
events that the adm nistrator viewed.
2. Second they are the setting for an eval uati on.

Adm ni strators or supervi sors who nust be bot h eval uat or and
instructional supervisor at the sane tine have a very
difficult role.

1. Their observations and conferences must be both
formati ve and eval uative.

2. Al t hough t hey di agnose and prescribe, they nust al so
rate.

3. Al t hough they may try to mnimze the el ement of

threat, a certain anount of teacher anxiety rennins.

As a part of summati ve eval uation, adm ni strators typica
draw up a prof essi onal inprovenent plan for teachers show ng
areas that need inproving or that could be enhanced.
1. | mprovenment activities commonly suggested for the
teacher are a coll ege course, a staff-devel opnent
activityinthelocal system visits to peers' cl asses,
wor kingwith a col | eague or nentor, and readi ngthe



professional literature.

2. When the sunmmative conference is term nated and
r ecommendati ons for i nprovenent have been nade, copi es
of the conpl eted eval uati on i nstrunent and pr of essi onal
devel op pl an, duly si gned by bot h t he adm ni strat or and
teacher, should be placed on file.

E. Here are t hree sanpl es of | nprovenent Pl ans fromdifferent
school systens inthe state of Georgia. (D stribute and go
over)

9. Per sonnel Deci sions.
A. The decisiontoretain ateacher i s much easi er to make t han

a deci sion for dismssal.

B. Di sm ssal of ateacher after the teacher has earned t enure
is extrenmely difficult.

1.
2.

Teachers may be discharged if their positions are
abol i shed.

The maj or grounds for di sm ssal, however, are what sone
people call the three 1's: i nsubor di nati on,
immorality, and inconpetence.

Proving insubordinate and imoral behavior is
relatively easy, althoughinmmorality is becom ng an
increasingly difficult question since standards of
behavior differ greatly fromcommunity to comunity.
| nconpetence i s a bear for adm nistrators. W all know
that there are inconpetent people in teaching
positions. It is difficult to prove i nconpetence,
however .

Di sm ssal for i nconpetence requires a great deal of
docunmentation. The principal must build a case
carefully, collectingall the data possible, torenove
a teacher who is tenured.

There may be state, district, conference, and schoo
procedures t hat nust be fol | owed since di sm ssal has
| egal overtones.

10. Problens in Summative Eval uation (put up slide)

A. A comment of ten made by teachers i s "Howcan t he pri nci pal
eval uate ne? He or she only sees ne onceinagreat while."
This is one major problem Principals are not visible
enough to give such a mmj or eval uati on.

B. Many principals del egate teacher evaluation to their
assi stant principals.

1.
2.

Thi s has becone standard practice in many school

systems. _ .
I f the principal has to put his nane on t he eval uati on,

s/ he nmust do the eval uating.



11.

End.

Principals err inevaluating personnel when they skewt heir
ratings to the high side of the scale. Overrating of
t eacher performance i s nuch nore common t han underrati ng.
Eval uat ors nust take care not tol et their own bi ases about
t eachi ng and about i ndi vi dual teachers affect their ratings.

Thereis alack of feedback on the part of sone princi pal s.
|f teachers areto profit froman assessnent, they nust know
what it is they need to do to be nore effective.



