years, we needed to ensure a consist
ent level of difficulty
The scoring issue came to teachers'
attention because some major changes
were made to the evaluation process
in the first year. Thus, the systems for
the next two years (1984-85 and
1985-86) had to be equated to ensure
the same level of difficulty. Technically, we could do this only after the
data were collected As a
=evaluation result
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of the delay, however, teachers
became mistakenly concerned that
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who wanted to excel spent endless
hours on their portfolios-an expenditure that did little to enhance class
room instructon!
room instrucon required
Interviews also required extensive
documentation
Evaluators documented teachers' answers to each of
their questions The interviews, struc
tured and controlled by the evaluator,
lasted several hours and proved to be
a ume-consuming ordeal for the evaluator and a stressful and exhaustive
experience for the teacher
We eliminated the teacher portfolio
in the second year, except for the
candidate's report of professional development and leadership activities.
We replaced the interview with three
one-hour dialogues with the candidate Each of the three evaluators
spends an hour with each teacher in
an informal discussion of one of three
major areas: planning, teaching strategies, or evaluation. During this time,
30 minutes is devoted to structured
questions, and 30 minutes is unstrucrured time in which the teacher shares
information informally with the evaluator Thus, by identifying important
and relevant information, the teacher
becomes an active participant in the
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uiolce

now necessaryt

changes will be made in the system
discussion. Moreover, rather than crtcedures
teach
hoes.r
Allow a year te field-test to
new items
ating material for the dialogue, the or changes, and then set standards
teacher refers to previously used class- from feld-test data rather than from a
room material.
room material
technical equating process after the
Advice No evaluation system should
create a paperwork burden for teach- fact
ers Interviews should require no spe
Career Development
cial preparation, but should refer to Issue As part of the Career Ladder
materials the teacher is currently us- Program was instituted, we created the
ing. By asking the teacher to respond Tennessee Instructional Model
to structured questions as well as to (T.I M ) to match staff development
initiate topics for discussion, the evalu- training modules to major areas of the
ator encourages the teacher to include evaluation process. Twenty-two thou
all information pertinent to the discus- sand teachers participated in T. M
sion. All measures should focls on training during the program's first
performance, not on ability to create year To meet the increasing demand
convincing paperwork.
for career development, during the
program's second summer, we offered
Scoring
skills enhancement workshops to
Issue. We faced several complex mea- teachers entering the evaluation cycle
surement issues in Tennessee's Career in the forthcoming school year and to
Ladder. One was combining and those who had been unsuccessful in
weighting the indicators from various one or more areas in their first
instruments to obtain a score for each attempt.
major area. Another was keeping the
Career development is also vital for
statewide system fair and equitable for more experienced teachers. Mentorall teachers So many teachers applied ship training gives Career Level II and
for evaluation the first year that we III teachers strategies for assisting becould not schedule and evaluate ev- ginning teachers. Experienced teacheryone. To be fair to the first year's ers from around the state also want
candidates and to those in subsequent opportunities to meet by grade level
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