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Context 

In the broad context of improving student outcomes, the Teacher Performance Appraisal (TPA) process provides principals and teachers with procedures that are designed to bring about improvements in teacher professional learning and teaching practice.  Quality teaching supported through a meaningful performance appraisal process, directly contributes to higher levels of student achievement, reduced gaps in student achievement, and high levels of public confidence in the public education system.

In fall 2006, the TPA process for experienced teachers was revised to increase its effectiveness as a vehicle to support teachers as professionals in their ongoing growth and development, and to support principals in their role as instructional leaders, focused on improved student learning. Please note that all references made to principals in this manual include vice-principals who have been delegated responsibility for the teacher performance appraisal process
Moving forward with the revised appraisal process was a direct result of effective partnerships established between the ministry, school boards, teacher federations, principal associations, supervisory officer associations and the Council of Ontario Directors of Education (CODE). Throughout the fall of 2006, the ministry held discussions with the Working Table on Teacher Development and revisions to the TPA process were based on the October 2006 Report to the Partnership Table on a Revised Teacher Performance Appraisal System for Experienced Teachers. The recommendations of the Working Table focussed on structural changes and on emphasizing the culture and philosophy underpinning effective implementation of the appraisal process. Many school boards implemented the revised process in April 2007 while others chose to implement in September 2007.

The revised TPA process for experienced teachers builds on the New Teacher Induction Program (NTIP) performance appraisal process for new teachers introduced in June 2006 (NTIP:TPA). It provides a continuum of support as new teachers successfully complete their NTIP and change status to experienced teachers. 

Implementing the Revised TPA Process – Professional Learning Strategy 

When implemented effectively, the revised performance appraisal process helps experienced teachers approach the performance appraisal process with confidence as an opportunity for learning and growth. It also builds a sense of efficacy among principals and vice-principals as they provide the leadership necessary for teachers to thrive as professionals within a learning community that fosters a growth-oriented context for meaningful performance appraisals. The annual review and update of the teacher’s Annual Learning Plan (ALP), the development of the summative report, and the steps included in the performance appraisal process such as the pre-observation meeting, classroom observation and post-observation meeting, provide opportunities for collaboration, professional dialogue, and relationship building between teachers and principals. 
A next step towards the goal of supporting schools and school boards across Ontario to effectively implement the revised appraisal process is partnership, common understanding and capacity building at all levels. Building on the partnerships established through the Working Table on Teacher Development and the Education Partnership Table, the ministry is working with school boards, teacher federations, principal associations, supervisory officer associations, and the Council of Ontario Directors of Education (CODE) to develop and implement a comprehensive professional learning strategy during the 2007/08 school year. A 

Provincial Coordinating Committee (PCC), Regional Support Teams and School Board Resource Teams have been established and play a central role in the strategy to help achieve this goal, as follows: 

· The Provincial Coordinating Committee provides advice on the professional learning strategy, including core modules and materials. The committee is led by the ministry and includes members representing the following organizations:   


· Association des enseignantes et des enseignants franco-ontariens (AEFO)

· Association des directions et des directions adjointes des écoles franco-ontariennes (ADFO)

· Catholic Principals’ Council of Ontario (CPCO)

· Council of Ontario Directors of Education (CODE)

· Elementary Teachers’ Federation of Ontario (ETFO)

· L’association des gestionnaires de l’éducation franco-ontarienne (AGÉFO)

· Ontario Catholic Supervisory Officers’ Association (OCSOA)

· Ontario English Catholic Teachers’ Association (OECTA)

· Ontario Principals’ Council (OPC)

· Ontario Public Supervisory Officials’ Association (OPSOA)

· Ontario Secondary School Teachers’ Federation (OSSTF)

· Ontario Teachers’ Federation (OTF)

Other organizations have also been invited to provide input to the strategy and materials as appropriate, including: 

· Association des conseils scolaires des écoles publiques de l’Ontario (ACÉPO) 

· Association franco-ontarienne des conseils scolaires catholiques (AFOCSC)

· Fédération de la jeunesse franco-ontarienne (FESFO) 
· Ontario Association of Deans of Education (OADE)

· Ontario Association of Parents in Catholic Education (OAPCE)

· Ontario Catholic School Trustees’ Association (OCSTA)

· Ontario College of Teachers (OCT)

· Ontario Federation of Home and School Associations (OFHSA)

· Ontario Public School Boards’ Association (OPSBA)
· Ontario Student Trustees’ Association (OSTA)
· Parents partenaires en éducation (PPE) 


· The Regional Support Teams facilitate communication and information-sharing between the Provincial Coordinating Committee, regions of the province and local schools and boards, and 


· The School Board Resource Teams plan and deliver staff development opportunities and ongoing support at the family of school and school level tailored to local needs.

While each of the teams and structures has its own role and function, as a whole they work together, receiving and providing input and feedback as part of the professional learning strategy. 

The strategy is embedded in the Four-Point Action Plan outlined in Ontario’s Leadership Strategy to provide the support mechanisms necessary for school and school system leaders. It also involves all three types of professional learning as defined by the Report to the Partnership Table on Teacher Professional Learning (May 2007): 
· Training consists of providing information on the technical requirements of the revised performance process for experienced teachers (e.g., legally mandated TPA processes and procedures)
 

· Staff Development includes the system-wide, job-embedded learning opportunities which are responsive to broader community and education needs (e.g., learning related to effective appraisal practice that is provided through the School Board Resource Teams)
  

· Professional Development embodies the learning activities that teachers may choose to participate in as part of the professional learning strategy, either on their own or as part of a learning community (e.g., additional materials and supports that are provided through the strategy).
The duration of the professional learning strategy is one year ending in June 2008. Until then, a range of rich and meaningful professional learning opportunities and supports will be offered to build capacity at all levels and sustain the effective implementation of the revised performance appraisal process beyond the life of the strategy. In particular, schools and school boards are encouraged to continue to use the materials provided through the professional learning strategy beyond the 2007/08 school year. They are also encouraged to identify and use other materials and continue to strengthen their appraisal practices.
To further support the effective implementation of the revised appraisal process on an ongoing basis, it is important for school boards to communicate with principals, vice-principals and teachers throughout the school year with regards to school board improvement plans and priorities, including opportunities for professional learning that contribute to those plans.  

In turn, principals and vice-principals are encouraged to develop school improvement plans, including opportunities for professional learning, in collaboration with teachers. This communication and shared understanding will help principals, vice-principals and teachers to engage in a performance appraisal process that is meaningful within the context of the school and school board plans and priorities. For example, as teachers consult with principals to review and update their Annual Learning Plan (ALP) each year, the school and school board plans provide a context for teachers to identify professional learning opportunities that will contribute and be supported by schools and school boards. The process also helps principals in their role as instructional leaders to align the professional learning activities of their teachers with the broader school and board plans and priorities. 
Purpose of the Effective Practice Binder 
The Implementing the Revised Performance Appraisal Process for Experienced Teachers - School Board Resource Team Effective Practice Binder has been developed by the Ministry of Education in partnership with the Provincial Coordinating Committee as part of the professional learning strategy. The purpose of the binder is to support school and school board implementation of the revised performance appraisal process. Beginning in Fall 2007, School Board Resource Teams will use the core modules and materials provided in the binder to offer meaningful staff development opportunities within their boards. 

Delivering staff development on the revised TPA process so that it meets the unique needs of the participant audience and is positioned within the local school and board context is critical. Recognizing the diversity that exists among schools and school boards, the materials provide a consistent provincial message and at the same time allow flexibility to respond to local needs. Refer to Section 1.4 below for more information on how to use the binder to provide differentiated staff development opportunities. 
The binder is intended to supplement the Performance Appraisal of Experienced Teachers: Technical Requirements Manual (2007). The technical manual reflects the requirements of the revised performance appraisal process as set out in Part X. 2 “Teacher Performance Appraisal” of the Education Act, and in Ontario Regulation (O.Reg.) 99/02 and O. Reg. 98/02, as amended. The samples, scenarios and case studies contained within the binder have been developed to support the professional learning provided. The samples are not provided as exemplars but as vehicles to stimulate discussion and to promote improved appraisal practice. The samples are intended for learning purposes only and are not intended to be replicated for performance appraisals taking place in schools. The names used in the samples are not intended to reflect the performance appraisal of any practicing teacher either now or in the future.
How to Use the Effective Practice Binder 
The Effective Practice Binder provides three core modules focussed on the essential components of the revised TPA process. Additional reference materials, research and articles are also provided. While the legal requirements of the revised appraisal process must be accurately reflected, School Board Resource Teams are encouraged to adapt and use the modules and materials contained within the binder in local staff development opportunities. 
The modules and materials are organized using a similar format and presentation and include:  
· contextual and background information intended for School Board Resource Team members
· key messages and speaking points for facilitators to share with their audience, and 
· materials that are provided as handouts and worksheets for audience participants.

It is not expected that School Board Resource Teams will use all of the activities and materials provided in the binder. Teams are encouraged to review the contents of the binder and choose which materials and activities best meet the staff development needs within their boards. Teams may also decide to develop their own activities. They may also add their own materials and examples of effective appraisal practice. The materials contained in the binder are provided as a resource and guide for the School Board Resource Teams as they plan and deliver their local staff development opportunities. 

Differentiated Professional Learning 

School boards and schools across the province have diverse contexts, cultures, learning needs and existing appraisal practices. Some school boards began implementation of the revised appraisal process in April 2007 while others begin implementation in September 2007. Some factors for School Board Resource Teams to consider about their participant audience as they plan the delivery of local staff development opportunities include:
· the range in levels of experience with teacher performance appraisals
· prior knowledge of the revised performance appraisal process
· levels of comfort with the foundational aspects of trust, collaboration and professional dialogue 
· individual school or board contexts, readiness and stages of implementation of the revised performance appraisal process in schools and boards across the province.
The modules and materials are written for principal, vice-principal, supervisory officer and teacher audiences. In some cases, the audiences may include teachers and principals learning together. In other cases, the audiences may include a group of teachers only or a group of principals on their own. 
It is anticipated that differentiating delivery approaches, where possible, will best meet the needs of the diverse audiences within local school and school board contexts. Advanced planning, collaboration and dialogue among the School Board Resource Team members will help the team: 

· identify and respond to different learning needs among participants 

· make informed choices about which of the key messages, materials and activities to use for their audiences 

· tailor the staff development opportunities and key messages within the local school and school board context 
· determine how they as a team can model the effective practices that are encouraged in the revised appraisal process (e.g. collaboration, professional dialogue, trust and relationship building).  

Terminology and Language
School Board Resource Team members may already know the differences between language used to reflect legal requirements of the revised appraisal process and language used to reflect a suggested approach to effective practice. The following examples are provided to clarify the difference (note this is not an exhaustive list): 

· language that reflects the legal requirements of the revised appraisal process include the use of “must”, “shall” or “will”. 

· language that reflects suggestions for effective appraisal practice include the use of “may”, “can”, “could” or “might”. 

The Glossary of Terms clarifies further what is required by legislation and regulation and what is considered effective practice. The glossary also explains other key terms that are referred to throughout the effective practice binder. 
The legislation and regulations that are referred to throughout the binder, include: 

· Part X. 2 “Teacher Performance Appraisal” of the Education Act (hereafter referred to as the Education Act)


· Ontario Regulation (O.Reg.) 99/02, as amended to O. Reg. 96/07 (hereafter referred to as O. Reg. 99/02, as amended). 


· Ontario Regulation (O. Reg.) 98/02, as amended to O. Reg. 97/07 (hereafter referred to as O. Reg. 98/02, as amended). 

Organization of the Binder 

The effective practice binder is organized into the following sections.  

Section 1.0  Core Module One 

A Growth-Oriented Approach to Implementing the Revised Performance Appraisal Process for Experienced Teachers 

This module provides an overview of the revised performance appraisal process for experienced teachers within the context of a growth-focussed school and school system environment. It introduces the components of the revised process and, explains the regulatory changes and highlights elements of effective practices. Participants will have an opportunity to ask questions and reflect on collaborative processes between principals and teachers. 

Section 2.0   Core Module Two

The Annual Learning Plan (ALP): A Meaningful Vehicle for Experienced Teacher Growth and Development

This module provides opportunities for teachers to practice identifying professional growth goals and strategies and for principals to support teachers in identifying their growth goals and strategies.  It also sets out the requirements for updating and reviewing the Annual Learning Plan (ALP) and explores relevant effective practices, including the role of professional dialogue and collaboration, goal-setting, and seeking input from parents and students.

Section 3.0   Core Module Three

The Role of Professional Dialogue and Collaboration in the Summative Report

This module uses a growth-oriented approach to the TPA process, focusing on the process leading up to a Satisfactory rating. It outlines the requirements of the Summative Report Form for Experienced Teachers and provides opportunities to consider the importance of professional dialogue, trust, collaboration and collegiality in making the performance appraisal process as supportive of teacher growth and development as possible. 

Section 4.0   Supplementary Materials
This section contains key reference materials such as fact sheets, a glossary of terms, Questions and Answers, reference lists, and other resources related to the effective implementation of the revised performance appraisal process for experienced teachers.
Organization of the Core Modules  

Each core module is organized into the following subsections to provide a clear distinction between information intended for the members of the School Board Resource Team facilitating the staff development session, and the handouts and worksheets that are intended for participants.

Intent

Explains the intent of the specific components of the performance appraisal process that is the focus of the module. 

Approach

Clarifies the approach that is used to bring about the intent of appraisal component(s). 

Requirements

Outlines the requirements for the specific component of the performance appraisal process.
Participant Expectations 

Clarifies what participants can expect to learn through their participation in the module activities. 

Sample At-A-Glance Agendas
Suggests different options and choices for School Board Resource Teams to use to tailor the staff development opportunities for different audiences. 

Slides, Facilitator Notes and Activities 

These sections include a range of in-depth materials for School Board Resource Team facilitators. Some are included as background and context for the facilitator while others are included as handouts and worksheets for participant audiences.  

Tips, Strategies and Effective Appraisal Practices

In these sections, samples of documented approaches, suggestions and ideas from schools and school boards as well as from research can be found. [image: image1.png]



