
Talent Management System - Evaluating Staff

The district has processes and structures to efficiently isolate and remove
ineffective educators and staff.

PRACTICE 15
PREPARATION

The talent management team reviews existing policies dealing with guidance, isolation,
and removal of ineffective or problematic staff. The team reviews past practices and
student outcomes to identify areas where monitoring, policies, or protocols can be
revised to better support student outcomes. The team reviews policy recommendations
based on evidence-based strategies.

The talent management team develops plans for educator support, instructional
intervention (including co-teaching placements, push-in support, coaching, and removal
from instructional roles) for potential scenarios that may arise due to ineffective or
problematic instruction or inappropriate actions taken by a staff member. These
scenarios are reviewed by the district superintendent and human resource leaders on
the talent management team and by the district’s legal counsel.

PROGRESS INDICATORS

The district has an evaluation process that reviews instructional practice and student
outcomes and identifies ineffective educators as required by law. The district develops
educator development plans for teachers with deficient skills as required by law.

The district implements its evaluation process as required by law, and also provides
supplemental coaching and observation of teachers who are minimally effective or
ineffective. The district develops educator development plans for those whose skills are
deficient and actively seeks to remove those who are at risk of causing academic,
social, emotional, or physical harm to students.

The district implements all evaluation processes required by state law, and engages in
co-teaching or other partnership opportunities to ensure that student learning is
supported in classrooms with minimally effective or ineffective teachers. The district
provides required supports identified in state law, and also provides support structures
that seek to remove any negative implications for students from ineffective educators.
Educators are provided intensive push-in support or removed and placed in
non-threatening support positions until leaders can determine no detrimental impacts
on learners are taking place.
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