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Staff Treatment, Compensation and Evaluation EL-4 

With respect to treatment of staff, the Superintendent shall not fail to ensure that staff are treated with 
respect and dignity. 
 
Accordingly, the Superintendent shall not cause or allow: 
 
1. A working environment for staff that is not safe, civil or otherwise conducive to teaching and learning. 

 Interpretation: We interpret this to mean that all employees of the district are physically safe in their 
work environment and that, in addition to their physical safety, all staff members also feel safe socially 
and emotionally while at work.  Essential components of this safety include a workplace that is free 
from discrimination and harassment and one that is defined by civility, respect, kindness and 
inclusiveness toward all employees. Furthermore, we interpret this policy to require that the working 
environment support the central tasks of teaching and learning. 

In compliance. 

All administrators and supervisors monitor for safety as a first priority.  The district conducts multiple 
safety drills and plans for a variety of potential risks.  This year, the district hired its first ever Safety 
and Emergency Preparedness Coordinator to monitor compliance with safety drill requirements, the 
district’s safety plan, multiple safety-related district policies and general conditions. The district also 
operates a safety committee with representatives from numerous perspectives and roles to provide 
information about safety concerns around the district.  When unsafe conditions are identified, 
immediate action is taken to remedy the concern.  In addition, when accidents occur, district staff 
follow clear guidelines for accident and injury reporting.  Investigations are conducted into the causes 
of injury so that steps can be taken to prevent additional problems from taking place. 

The district also designates a compliance officer for civil rights, harassment, intimidation and bullying 
(HIB), title IX and section 504.  Compliance officers receive special training and serve to support both 
students and staff in preventing (and/or responding to) allegations of discrimination, HIB, sexual 
harassment, etc.   

The district has in place (and follows) numerous operating policies impacting the health and safety of 
staff.  Such policies include, but are not limited to, general safety, active shooter preparedness 
(lockdown – run/hide/fight), fire & earthquake preparedness, safe use and storage of chemicals, use 
of pesticides, immunizations and others. Annual trainings are provided to staff in multiple areas 
pertaining to safety that align with their job responsibilities. 

The district also provides high quality working conditions for its employees with an emphasis on 
supporting and protecting classroom conditions to maximize the quality of teaching and learning.  
This commitment is seen in our daily operations and in our commitment of resources.  The district 
commits substantial resources to keeping class sizes low, providing adequate planning time for 
teachers, purchasing adequate curricular materials and supplies, connecting staff to meaningful 
professional development, investing in quality facilities and providing sufficient support for students 
and staff that allows for high quality teaching and learning in each classroom.  Measurable outcomes 
in student achievement (E2 results) and strong staff retention (staff mix/ experience factor data) 
provide evidence that the working environment in UPSD is conducive to teaching and learning. 

2. Employment of personnel or use of volunteers without having ensured reasonable background 
inquiries. 

Interpretation:  
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The district will not offer employment to any individual or allow enlist the help of any volunteer who 
has not completed a background check.  Reasonable background inquiries means having an 
established procedure for both fingerprinting and other background check processes as required by 
law.   

See below for #3 

3. Employment of staff that are not highly qualified. 

Interpretation:   

The district will only employ staff who are qualified for the position in which they are placed except in 
emergency circumstances when no qualified applicants are available.  Highly qualified staff are those 
individuals who meet the minimum legal, contractual and organizational requirements necessary to 
perform their job responsibilities and who possess the professional habits and abilities expected of 
staff in University Place School District.  These habits and abilities include job-related knowledge, 
character, work ethic, collaborative skills, positive attitude, interpersonal skills, commitment to 
professional growth, etc.  Furthermore, “highly qualified” staff are able to work at a level of proficiency 
necessary to assist the district in meeting rigorous goals for excellence and improvement.    

In compliance, for indicators 2 and 3.   

The district follows all legal and regulatory guidance with regard to background checks and 
certification.  In addition, due diligence is given to checking references, carefully reviewing application 
materials and placement files for evidence of content /academic background as appropriate to the 
position sought.  When hiring teachers, one or more members of the hiring team observe candidates 
teach a lesson prior to hiring.  The district conducts background checks for all employees in 
accordance with law, including fingerprint (FBI) and Washington State Patrol (WATCH) checks.  
Internally, HR checks for appropriate certification prior to issuance of a contract.  Administrators must 
record specific information with regard to reference checks conducted with an emphasis on ensuring 
that immediate past supervisors are contacted.   

School principals and other supervisors have reviewed ‘best practices’ with regard to hiring staff, and 
interview questions have been appropriately standardized across buildings and departments to reflect 
research-based performance indicators and qualities of effective teachers. Rubrics have been 
established for the purpose of establishing common expectations and ‘look fors’ for interview teams. 
District and building administrators also screen files carefully prior to selecting candidates for 
interviews. 

Volunteers are required to complete applications before working in schools or at school 
activities/sponsored events.  Criminal background checks are completed once applications are 
submitted and the Executive Director of Human Resources reviews the application of any prospective 
volunteer with a criminal background.  Each year, some volunteer applications are denied through 
this process. Building administrators, the district athletic director and coaches have been advised that 
volunteers may not have “regularly scheduled unsupervised access to students” (per RCW) without 
fingerprint/background check. The district ensures that current volunteer lists are maintained for 
sports/activities, and volunteers much complete the background check requirements biannually. In 
most cases, for “drop in” type volunteer work by parents in classrooms must be directly supervised by 
district staff and volunteers are specifically prohibited from with students alone.    

4. Employment of staff without the active implementation of the district affirmative action plan. 

Interpretation:   
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The district will maintain a current affirmative action plan in compliance with all legal and policy 
directives.  “Active Implementation” means that the district follows the law and its adopted Affirmative 
Action Plan, in letter and in spirit.  

In compliance. 

The district’s current Affirmative Action Plan is available for review by contacting the district’s 
Executive Director for Human Resources.  The district’s Executive Director of Human Resources 
maintains a current Affirmative Action Plan and ensures district compliance.  This plan was most 
recently updated in October 2018 and was approved by the Board on November 28, 2018. 

5. Operating without written personnel policies that: 

a. Clarify personnel rules and procedures for staff; 

Interpretation:   

The district has codified, in written form, essential personnel rules and procedures, and provided a 
means for ensuring that staff are aware of and have access to these rules and procedures. 

In compliance.  

The district’s employee handbook outlines general personnel procedures/requirements. Portions of 
the employee handbook are reviewed by administrators at each building on Staff Day at the start of 
the year and selected topics receive additional attention in trainings throughout the year; new 
employees receive more detailed information related to the handbook during the district’s induction 
process for new employees, including presentations by district administrators. The employee 
handbook is available on the district website for easy reference.  

Building presentations related to compliance with laws and expectations for staff performance of their 
professional responsibilities are standardized, with each building administrator providing the same 
presentation to his/her staff. This compliance presentation is updated annually to incorporate new 
legal requirements. All staff members sign statements to attest that they have received the 
information/presentation, had an opportunity to ask questions, and understand their legal and district-
level obligations. The district has also initiated a series of “Safe Schools” online trainings as a 
requirement for multiple employee groups to provide additional instruction on expectations and 
procedures. 

 

b. Provide for effective handling of grievances; 

Interpretation:  

The district will promptly and competently respond to, and appropriately handle, complaints or 
grievances initiated by staff members. Written complaint protocols are in place for receiving and 
responding to complaints, whether formal or informal.   

In compliance. 

District administrators meet regularly with union leadership to discuss general concerns and/or 
individual problems or complaints.  Staff are encouraged to report concerns to immediate supervisors 
and supervisors are expected to take such complaints seriously and respond promptly. The district’s 
complaint protocol is reviewed with administrators each year, and grievance/complaint procedures 
established by law, policy and collective bargaining agreement are followed.  While formal grievances 
from employees are very rare, they are provided for in contract and district administration responds 
promptly to resolve both formal and informal complaints. 
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c. Include adequate job descriptions for all staff positions; 

Interpretation:  

The district will develop and share written summaries of the duties associated with each position in 
the district. Job descriptions are provided to new employees at the time of their hire and are posted 
as part of the online job posting system, HMRS.  When job descriptions are updated after hire, staff 
are sent a copy of the new job description for their position. “Adequate” means that the job description 
clearly outlines all of the primary responsibilities and duties of each position. 

In compliance. 

Complete job descriptions exist for all classified and certificated positions.  The adopted framework 
for teacher evaluation and other evaluation rubrics codify job expectations for teachers and other 
certificated staff.  Additionally, the relevant collective bargaining agreements also help to codify work 
expectations for many employees.  Other expectations (i.e., Code of Professional Conduct, etc.) are 
reviewed each year and are part of the employee handbook. In addition, job postings outline clear 
expectations and job responsibilities for professional work including teaching, counseling and other 
positions as they come open.  Formal job descriptions exist for management/leadership positions and 
job postings outline expectations for managerial positions as they come open. The district’s Executive 
Director for Human Resources is responsible for ensuring that all job descriptions comply with ADA 
and other employment law requirements. 

d. Protect against discrimination, harassment or other mistreatment. 

Interpretation:    

The district will take proactive measures to prevent occurrences of discrimination, harassment and 
other mistreatment of employees.  To “protect” means to act affirmatively and to establish a culture of 
high expectations throughout the organization for the treatment of staff. When issues of this nature do 
arise, the district will take prompt action to respond in an effort to support the employee negatively 
impacted and to prevent future occurrences.   

In compliance 

See items 1 and 5b, above.  Administrators are instructed to treat any allegations of discrimination, 
harassment or serious mistreatment as ‘Red Flag’ allegations, and to investigate thoroughly and in a 
timely manner, with assistance from district administrators.  All such complaints are to be reported to 
either the Superintendent or an Executive Director to ensure that appropriate investigations, etc., are 
conducted in a thorough, legal and timely manner.  Similarly, the district has identified a Civil Rights 
Compliance Officer to handle and/or support responses to any claims of discrimination.  A Title IX 
Compliance Officer is also identified to handle any allegations of sexual harassment made by 
employees.  Clear procedures for filing such complaints are communicated to staff.   In all cases, 
complaints are handled promptly to ensure that each employee remains free from harassment and 
discrimination.  In some cases, the district partners with outside investigators and/or the Washington 
State Risk Management Pool to conduct investigations.  

 
6. Hindering or preventing employees from grieving to the Board when internal grievance procedures 

have been exhausted and the employee alleges that Board policy has been violated; 

Interpretation:  

The Superintendent may not knowingly keep or prohibit an employee from sharing concerns with the 
Board once appropriate efforts have been made to report concerns to immediate supervisors and/or 
district administrators in matters related to Board policy violations.   

In compliance.  
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Grievances filed by employees with the district are quite rare and have been resolved at the 
administrative level in all cases.  Board involvement has not been necessary- nor has communication 
with the board about concerns been hindered in any way.  Therefore, there has been no case where 
the conditions of this limitation were violated.  Beyond the ‘letter of the law,’ the spirit of this limitation 
is also upheld, and employees are never prevented in any way from addressing concerns to board 
members, whether or not board policy is directly involved. Staff members are provided access to the 
Board in the same way as all other district stakeholders and at no time are employees told they 
cannot communicate with board members.   

7. Compromise of confidential information; 

Interpretation:  The district will protect confidential information pertaining to staff within the 
guidelines of relevant statutes including the Open Public Records Act. 

In compliance.   

The district complies fully with all federal and state laws governing confidentiality. In addition, 
administrators are expected to guard confidential information from ‘casual talk’ in building offices, staff 
rooms, etc.  This is particularly important for our many employees who are also residents of the 
district and/or have students in our schools. We stress with them the critical importance of separating 
their roles as district employees from their roles as community members, etc.  We have disciplined 
employees at the appropriate level when confidentiality rules are breached. It is important to note 
however, that all employees of the school district, as public employees, must comply with the Open 
Public Records Act. At times, the district is required to make sensitive personnel information available 
to the public to comply with law.  

8. Staff to be uninformed of the provisions of this policy. 

Interpretation: 

The district will ensure that all employees are made aware of this policy on an annual basis.   

In compliance. 

All staff receive information on EL-4 as part of the Staff Day compliance training each year.  
Reference to EL-4 is also included in the district employee handbook and is on the district website.   

With respect to employment compensation and benefits for employees, the Superintendent shall not fail 
to employ the highest quality staff at the most reasonable cost to the district, nor jeopardize the fiscal 
integrity or public image of the district.  

Interpretation: 

The district will provide competitive wages for all positions to ensure that the best applicants can be 
recruited, hired and retained to serve students in UPSD.  In so doing, the district will avoid the 
creation of any financial situation that is unsustainable or that will prevent the organization from 
reaching goals set by the Board in its Ends policies.  “Reasonable cost” means the resources 
necessary to attract and retain qualified staff.  Costs are unreasonable when they surpass the 
“market rate” for a given position and detract from student programs or when they fall short of this 
“market rate” and result in the inability to attract and retain staff.  Similarly, the district will provide, 
beyond salary/wages, benefits to employees including establishing strong working conditions for 
employees.  In pursuit of compliance with this policy, the district will work collaboratively with labor 
groups and employees to balance the costs of providing the highest quality working conditions with 
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the costs of competitive wages.  Ongoing compliance in this area will only be possible so long as 
adequate resources are provided by external funding sources in a predictable and equitable manner. 

 
In compliance. 

 
The district collects data from regional districts and follows guidelines set forth by the state to 
determine what compensation, benefits and working conditions are necessary and appropriate for the 
attraction and retention of high quality staff at each position in the district. Data provided to the Board 
related to our fiscal status in addition to our high levels of employee retention are evidence of 
compliance in this area. 

 
Accordingly, the Superintendent may not: 

1. Change his or her own compensation and benefits, as evidenced by the annual contract and district 
records; 

 
Interpretation. 

We interpret this to mean the superintendent will be paid based on the most current contract on file in 
payroll.  

 
In compliance.   

 
The Superintendent has been paid in accordance with the most current contract, which was signed 
on October 11, 2018 and is on file in the payroll office.   

 
2. Deviate from established fiscal accounting procedures and fiscal checks and balances applicable to 

all other district employees; 
 

Interpretation. 

The superintendent will be paid following the same accounting procedures as all other district 
employees.   

In compliance. 
  
The superintendent position is paid following the same fiscal accounting procedures that are 
applicable to all district employees. The superintendent does not charge meals to the district credit 
card and is reimbursed at the federal allowable rate. The superintendent does not have a district cell 
phone or use district vehicles, but receives a cell phone allowance and a car allowance as approved 
by the board.    

 
3. Recommend for board approval salary schedules that represent unfair or noncompetitive 

compensation for employees.  

Interpretation 

We interpret this to mean that the Superintendent must seek board approval for salary schedules and 
wages for all employees in the district and for all district bargaining groups.  Wages provided to the 
Board for approval must be fair and competitive as compared to other districts of like size and/or 
proximity.  See additional interpretation above at the start of this section. 

In compliance.  
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Salary schedules for all employees are presented for Board approval on the consent agenda 
annually, in accordance with law. In determining “fair and competitive compensation,” the district uses 
multiple sources to determine parity for each group. The district uses SIRS (School Information and 
Research Service) Annual Salary Report as well as collecting information on specific positions from 
other districts in the surrounding area and/or of like size. 

The Executive Director of Human Resources regularly conducts a salary comparison of certificated 
staff in districts in Pierce County. Similar surveys are completed in preparation for bargaining with 
each of the local associations. Non-represented staff are reviewed periodically to ensure 
comparability. The results of these surveys are used to ensure our salary schedules are fair and 
competitive for all employees. We are scheduled to bargain with UPEA, UPCA, and UPOP in the 
2020 for compensation related items. For the 2019-2020 school year, district staff will be paid in 
accordance with their collective bargaining agreements, as applicable.  

Ongoing compliance with this provision will require adequate and equitable funding from state, federal 
and local sources.  Serious inequities in law and policy pose challenges to University Place School 
District in our efforts to provide fair and competitive wages to our employees. These inequities arise in 
the significant differences in per-pupil revenues that each district receives. 

With respect to evaluation of employees, the Superintendent shall not cause or allow an evaluation 
system that does not measure employee performance in terms of achieving the Board’s Ends policies 
and complying with the Board’s Executive Limitations policies.  

Accordingly, the Superintendent may not fail to develop and administer an evaluation system that is 
designed to: 

1. Improve instruction; 

Interpretation 
 
The essential purpose of staff evaluation of teachers, selected building and district administrators and 
other certificated staff is to improve the quality of teaching and learning in our classrooms.  The 
evaluation system in the district will support this primary goal. 
 
In compliance 
 
The development and maintenance of a high-quality system for the supervision and evaluation of 
instruction continues to be among the district’s highest priorities.  Implementation of the Marzano 
Teacher Evaluation Model continued during 2018-19 school year. This model supports high quality 
instruction and is approved by the state. We continue to emphasize the importance of this work and 
provide ongoing opportunities for teachers and administrators to deepen their understanding of 
research-based instructional practices.  Evaluators also receive support, direction and training related 
to the effective supervision of teachers.  Substantial time and resources are invested in training 
annually to ensure that implementation of the system is done efficiently, effectively and in compliance 
with all legal and contractual guidelines.  This work continued during the 2018-19year with specific 
attention given to the improvement of student growth goals, use of data by instructors, differentiation, 
inter-rater reliability among evaluators and evidence of quality instructional practices detailed in the 
Marzano rubrics.  The district now uses both the comprehensive and focused evaluation forms for 
certificated staff. 
 
The district has maintained a strong focus on the importance of quality evaluation for many years.  In 
the new system, we continue to use a research-based common language for effective instruction that 
is outlined in our UPSD Instructional Basics.  High expectations for regular, accurate and focused 
supervision of teaching are communicated regularly to building administrators. Both the 
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comprehensive and focused evaluation processes demand extensive observation time, and an 
assessment of each teacher’s ability to collect and use student growth data.  Ongoing direction was 
provided to new and experienced administrators again this year to ensure that a common, high-
quality approach was taken for each evaluation.  Training for building administrators began at our 
administrative retreat in August and continued throughout the year in meetings, trainings and as 
principals worked with their supervisors on an ongoing basis.  Executive Directors of Primary and 
Secondary Education also conduct professional development training on the evaluation process for 
first and second year assistant principals.  Each principal also participated in learning walks with 
district office administrators to develop observation and evaluation skills.  During these learning 
walks, small teams of administrators observed actual instruction and discussed what was observed 
with an eye toward the appropriate feedback to give the teacher. 
 
Principals and assistant principals are evaluated annually using the AWSP Leadership Framework.  
The AWSP model is heavily focused on the administrator’s ability to help teachers improve the quality 
of their instruction. Five out of eight criteria assess, either directly or indirectly, a school leader’s 
ability to positively impact instruction in their building. The model also focuses heavily on student 
achievement and student growth results as evidence that strong instruction is taking place in 
classrooms.   
These five criteria that relate to instruction are emphasized in administrative evaluations. Executive 
Directors of Primary and Secondary Education routinely provide guidance and direct feedback to 
principals related to their supervision and evaluation of teachers. Other district office administrators 
do the same.  

2. Measure and document performance; 

Interpretation. 
 
The district will include specific components in the evaluation system to provide a rating for each 
certificated instructional staff member to provide feedback to the employee and to establish a record 
of performance for that year. 
 
In compliance 
 
Employee performance is measured in UPSD using a range of qualitative and quantitative measures.   
Evaluators are expected to devote significant time and energy to the observation of teachers and staff 
as they carry out critical job functions.  For teachers, extensive classroom observation is the preferred 
method for gathering data on performance.  Student achievement outcomes and performance ratings 
are also used to measure performance and growth. 
 
The use of student achievement data as a critical measure of organizational and individual 
performance has been a priority in UPSD for many years.  Substantial work was completed over the 
last several years focused on the student growth components of the evaluation system.  Summer 
training opportunities are routinely provided to teachers to assist them in this work.  These 
components require that teachers and administrators learn to use measurable results of instruction as 
important assessment tools for quality teaching and leadership.  Systems are in place in UPSD that 
require teachers and administrators to provide evidence that their efforts have led to improvements in 
student achievement.  
 
Each teacher is required to set goals for student growth at the beginning of the school year and to 
monitor that growth using both formative and summative assessments.  Teachers work with their 
evaluators and PLC teams to carry out this work.  This work begins each September and culminates 
in conferences with evaluators in the spring.  Spring conferences require teachers to present data to 
their supervisors and demonstrate that their students have made progress.  When available, other 
data is also used to measure the impact that teachers make on student learning.    This data includes 
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state assessment data and district measures such as quarterly assessments, DIBELS reading and 
others.  Data from these assessments can be disaggregated by teacher name so evaluators can 
measure progress and performance. 
 
The state evaluation system also mandates the use of a four-level rating system for teacher and 
principal performance.  Teachers receive ratings of unsatisfactory (1), basic (2), proficient (3) or 
distinguished (4) in eight state performance criteria and five student growth criteria.   Ratings are 
combined and applied to state-mandated “score bands” that determine a final summative rating at 
one of the four levels.  This rating system allows for accurate and actionable measurement of 
performance in specific areas across the district.  The district carefully tracks the ratings given to 
teachers in each criterion (and overall) and provides this data to evaluators at our annual retreat.  

3. Encourage professional growth; 

Interpretation 
 
Another essential purpose of staff evaluation is to encourage ongoing learning in our employees and 
connect them to training opportunities that improve their performance, enhance their ability to benefit 
students and support our K-12 system of teaching and learning. 
 
In compliance. 
 
Evaluators are expected to provide specific feedback and direction to teachers in the evaluation 
process as a way to encourage each employee to improve and grow--particularly in the area of 
instruction.  Evaluations include suggestions for improvement in one or more areas for all teachers, 
regardless of their level of proficiency. In addition, evaluators meet with individual teachers and 
teacher teams throughout the year to help promote and encourage professional growth.  Required 
pre-and post-observation conferences, goal-setting conferences, data review conferences, final 
evaluation conferences and professional learning community meetings take place for all teachers 
throughout the year.  The primary purpose of these meetings is to promote professional growth.   
 
Classified employees also receive feedback on their evaluations and are given suggestions and/or 
direction on how they can improve their performance as custodians, kitchen workers, bus drivers, 
etc.  

4. Link central office administrator performance with multiple measures of district performance; 

Interpretation:  
 
Each central office administrator plays a unique role in providing leadership to district functions, 
e.g., fiscal services, human resources, etc., therefore, contributing to district performance. 
Evaluation of central office personnel should reflect this and be considered during the review 
process annually. 
 
In Compliance. 
 
The measures of district performance are defined by the Boards' Ends Policies for student 
achievement and its Executive Limitations Policies governing sound management of the district.  To 
the extent that these policies-which address all areas of district operation-adequately reflect desired 
outcomes for the district, and to the extent monthly policy monitoring determines that district 
administrators are in compliance, the responsible administrator meets the compliance standard for 
this indicator.  At the central office level, the improvement (or lack thereof) of student achievement 
depends on the cumulative effect of the work done by each individual administrator. Ultimately, the 
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superintendent is the central office administrator directly accountable for all measures of district 
performance as outlined in board policy and reflected in BSR 6. 

5. Link building administrator performance with multiple measures of school performance; 

Interpretation:  
 
We interpret this to mean that the evaluations of building administrators will be connected to more 
than one data point that is a relevant and accurate reflection of school performance.  Such data will 
include measures of student achievement and others. 
 
In Compliance 
 
Principal and assistant principal evaluation requirements mandate a clear and specific link between 
evaluation and student performance.  Principals and assistants receive student growth ratings in 
three of eight criteria that are a reflection of student achievement and progress at their schools.  
These criteria address both overall achievement and the achievement of specific sub-groups in 
each school.   Key assessments such as the SBAC, DIBELS, SAT, ACT, GMADE, GMRT, AP 
exams, quarterly math assessments, primary pencil & paper assessments, primary math interviews 
and other tests are used to collect data from multiple grade levels and subject areas in each school.  
Those assessments that are attributable to each building administrator’s performance are used as 
part of the final evaluation and are discussed throughout the year.  This key data is also presented 
to the board of directors by principals annually and is detailed in district E2 reports. 

6. Link teacher performance with multiple measures of student performance; 

Interpretation:  
 
We interpret this to mean that the evaluations of teachers will be connected to more than one data 
point that is a relevant and accurate reflection of teacher performance, including the measurable 
growth of students over time.  Such data will include measures of student achievement and others.  
Data used will be reasonable in connection with the content area being taught by the teacher who is 
being evaluated. 
 
In Compliance 
 
As noted above, the state teacher evaluation requirements mandate a clear and specific link 
between teacher evaluation and student performance.  Teachers received ratings in three of eight 
criteria that are a reflection of student growth in their classrooms.  Teachers worked with colleagues 
and evaluators to develop targeted goals for student growth at the start of the school year.  They 
also identified and/or developed specific assessments for use in measuring progress toward these 
goals and established a timeline to provide instruction to students and evaluate their performance.  
In the spring, each teacher presented data to their evaluator related to student growth as part of the 
evaluation process.  In turn, evaluators rated each teacher on the quality of their goals, 
assessments and data and on the extent to which data demonstrated growth for some, most or 
nearly all students. Teams of teachers continue to develop and refine important common 
assessments that are tied to district curriculum based on these results.   

7. Assure that scheduled instructional time is used to students’ maximum advantage; 

Interpretation 
 
The time students spend in school is precious and should be used to advance each student’s 
learning and development.  Time available for instruction should not be wasted on activities that do 
not promote student learning. 
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In Compliance.  
 
Attention to the use of instructional time continues to be a focus of district-level and building level 
leadership. All buildings have master schedules that define required minimal 'teaching blocks' for 
literacy and mathematics instruction. A primary goal addressed by each building principal as part of 
his/her board report is attention to "Opportunity to Learn", which focuses on instructional time as a 
core component.  The building schedules retain a balance of core instructional time and electives, 
recess, etc.  Principal walk-throughs and informal drop-in observations ensure that teachers are 
teaching within their scheduled blocks.  As part of the formal observations leading to evaluation, 
building administrators monitor student' "time on task" within lessons, and provide direct feedback 
and coaching to teachers in order to maximize this instructional time.  Teachers are expected to 
manage classrooms in a way that allows for the efficient use of all allotted time for the purposes of 
instruction.  Increases to instructional time have also been a focus of our improvement efforts in 
specific content areas such as mathematics.  Most district interventions used to support struggling 
learners add instructional time rather than replacing one segment of teaching with another 
(supplement – not supplant).  

8. Fail to implement supervisory procedures for evaluators that ensure an accurate and complete 
evaluation of each certified or classified employee.  

Interpretation 
 
We interpret this to mean that certificated and classified evaluations must be completed in 
accordance with all legal and contractual guidelines and must be accurate and complete reflections 
of employee performance. 
 
In compliance 
 
Evaluation of both certificated and classified staff is closely monitored in UPSD for both quality and 
compliance. The superintendent and other district administrators read and review evaluations to 
assess our collective focus on research-based practices, inter-rater reliability and compliance with 
law and contracts. This review informs future professional development for evaluators.  Qualitative 
and quantitative data collected in this review is used to complete principal and assistant principal 
evaluations.  A summary of ratings data is generated annually and exemplifies the close monitoring 
of the evaluation process in UPSD.   This data can be disaggregated by individual administrators, 
by school site and by specific criteria for monitoring purposes. 
 
Classified evaluations are also reviewed by district office administrators so that classified 
supervisors receive feedback on the quality of their final evaluations.  Administrative support staff 
carefully monitors completion and submission of the documents for compliance purposes. In 
addition, the HR department maintains a master list of completed evaluations, (at the beginning of 
the year, a list of each employee and his/her assigned evaluator is developed) to ensure that all 
employees receive a completed annual evaluation. Timelines are established in contract and law, 
and are monitored throughout the year. 

 

 
Adopted: June 12, 2019 
Monitoring Method: Internal Report 
Monitoring Frequency: Annually in June 


