
SECTION 1:
REVISION LEARNING EDUCATOR 

EVALUATION GUIDING PRINCIPLES
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What if the foundation of educator evaluation was  
built and implemented on a framework of learning  
instead of inspection?
Most educator evaluation systems that align with current federal and state guidelines are 
heavily weighted toward an inspection model of accountability with only marginal attention 
paid to the primary mechanisms that we know effectively promote growth and improved 
professional practice.  Checking things off a list, tracking test scores, tagging evidence, filling 
out forms and ensuring compliance take precedence in these systems over insight, reflection, 
coaching, growth, and gains in student preparation for the future.  These realities help ensure 
compliance but do not build the potential for continuous improvement of student success.

Since its inception, ReVision Learning has worked with over 48 CT districts, The State 
Departments of Education in CT & NY, and school districts and communities in NJ & LA.  
Through our work with over 700 evaluators and through completion of over 2800 classroom 
observations, we have developed a key set of guiding principles that support the 
necessary shift from a system of evaluation based on inspection and assessment to one of 
continuous cycles of improvement through self-reflection, quality reviews of practice, and 
aligned professional learning.  

In order for this shift to occur, our teacher evaluation systems should address the following 
principles:

 1. Multi-Faceted Feedback
  a.  Evaluation systems must be focused on improving educator capacity through 

consistent, multi-faceted feedback for educators, including observation of 
practice, reviews of artifactual evidence (both teacher and student produced), 
collegial dialogue & interaction, and consistent reviews of student outcomes.

 2. Formative Feedback for Summative Assessment
  a.  Systems of feedback must be designed to support routine, formative input 

on performance and practice that facilitate an annual summative assessment 
aligned to explicit performance standards.  Evaluators must implement systems 
of review that not only encourage specific areas of growth but also annually 
connect on-going data collection to standards of performance.

 3. Cycles of Continuous Improvement
  a.  Evaluation systems must directly align performance management and 

professional learning, ultimately linking practice to improved student outcomes.  
Coherence must be established over time with clear through-lines between 
district, school, department/subject/grade, and individual goals.    

  b.  Evaluation systems must align to educator role expectations while being 
consistent with the central mission, vision, and purpose of the organization. 
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 4. Autonomy and Ownership Through Individual and Group Reflection
  a.  Establishing a strong combination of human and social capital strategies is 

necessary to ensure impact of the evaluation systems.
  b.  Implementation of evaluation systems must ensure ownership through on-going 

self-reflective practice that perpetuates a sense of continuous improvement 
towards organizational objectives.  Evaluation systems should be reviewed 
annually to ensure high levels of fairness, validity, and reliability.

 5. Evaluator Capacity
  a.  Just as teacher capacity is the number one influence on the success of 

students, evaluator capacity is the number one influence on educator success.  
Designing systemic processes to review evaluator practice and provide 
formative feedback is paramount to the successful implementation of educator 
evaluation systems. 

Reflective questions:
1.   Which of the ReVision Learning Guiding Principles match with your district’s approach to 

Educator Evaluation?  

2.   How has district leadership structured the message to teachers in support of these 
principles?  

3.   How could your district change its message to support these principles of educator 
evaluation?   
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THE NEED FOR CHALLENGE AND SUPPORT
Finding the balance between challenge and support within the context of educator 
evaluation is where most systems fail.  Developing and applying systems that are focused 
disproportionally on human capital management creates greater challenge but often 
leaves teachers feeling blamed and in retreat.  Leaving systems to purely social capital 
management strategies, on the other hand, tends to confirm existing practice even when that 
practice does not meet quality standards.

Figure 1

Reflective questions:
 1.    What Human and Social Capital approaches are you employing in your school that 

align with educator evaluation practice?
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The path to teacher growth is found in striking a balance between the way evaluators 
challenge their teachers, while providing structures for high quality support.  Figure 2 is 
based on Sir Michael Barber’s work with McKinsey Global Education.  In the graphic, Barber 
shows this important dynamic as it relates not only to teacher development but also to human 
development of any kind.  

Figure 2

Athletes who commit to training for a physical test, such as a marathon, understand that their 
ability to balance a challenging training routine with the support of proper nutrition and rest 
is what leads to success.  Evaluators must find a similar balance when developing teachers 
through evaluation systems and professional development models.  As Barber’s model 
demonstrates, optimal growth occurs when both the level of challenge and the level of support 
increase in equal amounts over time.  Unfortunately, traditional, holistic evaluation models 
have often failed to challenge teachers and thus, have resulted in two stagnant scenarios: one 
in which teachers feel confirmed because they have received “satisfactory” ratings, or even 
worse, one in which teachers feel no need to change and maintain their status quo because 
they have received no feeback at all about their teaching.  In contrast, the employment of 
analytical rubrics in evaluating instruction presents an important challenge for teachers 
because it generates the need for teachers to reflect on discrete skills and competencies 
relative to their own practice.  Quality evaluators, in turn, must be able to employ these rubrics 
not only to analyze and evaluate teaching practices, but also to target specific professional 
development needs for teachers to promote continuous improvement.  High quality evaluators 
are teachers of teachers.  They elucidate performance standards with teachers in order to help 
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Each school or district provides unique opportunities within their systems to engage in this 
work.  School leaders and evaluators who recognize the need for supportive structures 
such as Professional Learning Communities, supportive peer-to-peer interaction, and/or 
differentiated professional learning approaches and who link these directly to an on-going, 
routine analysis of practice are those that are and will continue to be most successful within 
educator evaluation programming.  This begins with a challenge for evaluators themselves.  
Reflecting on how the system allows for this balance of challenge and support, or can be 
manipulated to do so, is the first step.  

Below, take a few minutes to reflect on how this can occur in your own school.

Reflective Questions
 1.  How, through your evaluation model, can you challenge your teachers’ practice?   

 2.   As you increase your levels of challenge to your teachers, how do you plan to nurture 
a supportive relationship?
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them gain a high level of clarity about expectations (Support), encourage teachers to self-
evaluate (Challenge) to determine their most pertinent areas of growth, analyze teacher 
practice in action (Challenge), and respond by providing resources and establishing a 
growth-minded school culture and climate (Support).
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