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Memorandum

To:

Members, Board of Trustees

From:

Pascal D. Forgione, Jr., Ph.D., Superintendent

Subject:
EL-6, Staff Evaluation, Monitoring Report

Date:

October 24, 2003

I certify this information to be accurate as of the close of business on   October 24, 2003.

EL-6 states, “With respect to evaluation of employees, the Superintendent shall not fail to develop an evaluation system that links performance with their contribution toward achieving the Board’s Results policies and their compliance with the Board’s organizational limitations policies.  Accordingly, the Superintendent may not:

1. Fail to develop and administer an evaluation system for all academic and administrative personnel that is designed to:

a. Improve instruction;

b. Measure and document unsatisfactory performance and excellent performance;

c. Link teacher and administrator performance with varied measures of student performance that are consistent and coherent throughout the district;

d. Assure that instructional time is used to students’ maximum advantage.

2. Fail to develop and administer an effective evaluation system for classified personnel.

3. Fail to provide the Board an annual report on the effectiveness of the evaluation system and its alignment with the Board’s Results policies.”

Accordingly, the Superintendent may not:

1. Fail to develop and administer an evaluation system for all academic and    administrative personnel that is designed to:

a. Improve instruction;

b. Measure and document unsatisfactory performance and excellent

     performance;

c.
Link teacher and administrator performance with varied measures of student performance that are consistent and coherent throughout the district;

d. Assure that instructional time is used to students’ maximum advantage.

In Full Compliance

Compliance Standard/Policy:

District Policy DN (LOCAL) states:  “All District employees shall be periodically appraised in the performance of their duties.”

District Policy DNA (LEGAL), DNA (LOCAL), and DNA (REGULATION) related to PDAS appraisal for teachers.

District Policy DNB (LEGAL) related to assessing administrators based on the TEA Commissioner’s recommended performance criteria.

District Policy DFBB (LEGAL) and DFBB (LOCAL) related to the nonrenewal of contract employees.

Evidence of Compliance

1. At the beginning of each school year the Department of Human Resources publishes the appraisal calendar that includes implementation timelines as mandated by State Board Rules and District directives.  (attached)

The District has adopted the State recommended Professional Development and Appraisal System (PDAS) for all teachers.  The PDAS is based on the commissioner’s appraisal process and performance domains.  (attached)

The District has developed appraisal instruments and a process to evaluate Campus-Based Administrators and Non-Campus Based Administrators based on the commissioner’s recommended appraisal process and performance domains.  (attached)

All professionals, with the exception of a separate appraisal system for counselors, are appraised with the Nonteaching Professionals Appraisal Form and process. Supervisors have the option of adding performance documentation related to a specific position.  (attached)

a.  Improve instruction: All professional appraisal systems include rating indicators that promote instructional growth, such as whether instruction is “learner-centered, involves critical thinking and problem solving skills, or is aligned with the curriculum.” (PDAS) The administrator appraisal system also requires every administrator to develop an annual “Professional Growth Plan” that is designed to “identify personal goals, strategies and actions which will maximize the administrator’s performance in identified areas of focus.”


b. Measure and document unsatisfactory performance and excellent performance: All professional appraisal processes require that an “Intervention Plan” be developed when job-based observations indicate unsatisfactory performance in a specified area. The District utilizes a non-renewal of contract process for all contract employees who fail to perform up to specified standards. (attached)

The job-performance rating systems of campus administrators, teachers, and non-campus administrators, include a four-point scale with a top designation of “exceeds expectations” in recognition of excellent performance.  The rating instruments for counselors and certified non-teaching professionals; e.g., librarians, instructional specialists, etc., use a five-point system with “clearly outstanding” as the top performance rating.

c. Link teacher and administrator performance with varied measures of student performance that are consistent and coherent throughout the district: Domain VIII of the PDAS evaluates teacher performance on “Improvement of Academic Performance of All Students on the Campus” based on indicators included in the Academic Excellence Indicator System (AEIS). Domain IX of the Campus-Based Administrator Assessment Instrument also evaluates the administrator based on overall performance of all students on the campus (Commissioner-Recommended Student Performance Domain). For example, administrators are rated on the average growth of the Texas Learning Index (TLI) of the students on their campus.

d. Assure that instructional time is used to students’ maximum advantage: Appraisal instruments evaluate instructional staff on the use of student instructional time in Domain I: Active, Successful Student Participation in the Learning Process, Indicator 1. (Students) engaged in Learning; Domain II: Learner-Centered Instruction, Indicator 6. Pacing and Sequencing; and Domain IV: Management of Student Discipline, Instructional Strategies, Time and Materials, Indicator 5. Redirects disruptive behavior and Indicator 8. Manages Time and Materials.

The Superintendent may not:

2.
Fail to develop and administer an effective evaluation system for classified personnel.

In Full Compliance

Compliance Standard/Policy:

Policy DN (LOCAL) states: “All District employees shall be periodically appraised in the performance of their duties.”

Evidence of Compliance

The District developed and implemented a “Classified Employee Performance Evaluation” to be used with all classified employees. The performance criteria included in evaluating performance include quantity of work output, timeliness of work completion, quality of work completed, knowledge of job and equipment, utilization of materials and equipment, cooperation in the work site, dependability, communication skills, resourcefulness, and safety and security. Assignment-specific criteria may be added, as appropriate. (attached)

The Superintendent may not:

3.
Fail to provide the Board an annual report on the effectiveness of the evaluation system and its alignment with the Board’s Results policies.

In Compliance with Exceptions

Compliance Standard/Policy:

Policy DN (LOCAL) states: “All District employees shall be periodically appraised in the performance of their duties.”

Evidence of Compliance with Exceptions

An annual report of completed appraisals for the prior school year will be prepared and distributed to the Board each November.  While all professional appraisal systems include rating indicators that are in direct correlation with the Board’s Results policies, the District will need to continually address the goal of 100% completion of all annual employee appraisals.  Administrators have been reminded of the need to complete appraisals for all employees and submit them to Human Resources.  (attached)












































