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The New Teacher Project 

(TNTP) is a national 

nonprofit dedicated to 

closing the achievement 

gap by ensuring that poor 

and minority students get 

outstanding teachers. 

• Founded by teachers in 1997

• Partners with school districts, state 
education agencies, and charter schools

• Targets acute teacher quality challenges 

• Investigates the impact of current policies 
and practices on teacher quality and makes 
practical, data-driven recommendations for 
reform

• Past and present policy sites include:

Districts: Chicago, Denver, Milwaukee, 
New York, Portland, San Francisco

States: Arkansas, Illinois, Ohio, Washington
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Pueblo City Schools Profile:  2008-09

18,196 
students

1,105
teachers

33 schools

* AYP = Adequate Yearly Progress, as defined by the federal No Child Left Behind act.  Data from 2007-2008.
**Graduation rate from 2007-2008.
Source: Pueblo City Schools website and Colorado State Department of Education website.

68%
Free/Reduced 

Lunch

10% 
Special 

Education

12 of 33 
Schools Not 

Meeting AYP*

66% 
Students of 

Color

68%** 
Graduation 

Rate

Pueblo City 
Schools
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Background: TNTP’s work in Pueblo City Schools  (2008 – 2009)

• In 2008, The New Teacher Project (TNTP) analyzed the effects of current 
Pueblo City Schools (PCS) policy and practice on teacher hiring, staffing and 
evaluation, and made recommendations for reform in these areas. A summary 
of findings and recommendations from this study can be found in the 
following slides and the full report is available on TNTP's website, 
www.tntp.org.

• Beginning in 2008 and continuing into 2009, PCS was one of two districts in 
Colorado and 12 districts nationwide to participate in TNTP's national study 
of the dismissal of non-probationary teachers for poor instructional 
performance.  The primary outcome of this study is TNTP's report The Widget 
Effect - Our National Failure to Acknowledge and Act on Differences in Teacher 
Effectiveness, published on June 1, 2009 (www.widgeteffect.org).  

• This report follows on our 2008 analysis by documenting how the national 
trend of ignoring differences in teacher effectiveness plays out in PCS, and by 
providing long- and short-term recommendations on how PCS can reverse 
the Widget Effect and maximize instructional quality and student learning 
outcomes.

http://www.tntp.org/
http://www.widgeteffect.org/
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Summary of findings and recommendations from TNTP’s 2008 report 
on teacher hiring, staffing and evaluation in PCS

Domain Findings Recommendations
Hiring Applicant shortages and late 

hiring cause schools to fill 
vacancies with lower quality 
candidates, or not at all.

Implement a workforce development 
initiative to increase the candidate 
pool. Pass a board mandate to post 
vacancies by April 1.

Reduction in 
building staff

Contractual provisions cause 
schools to cut valued 
teachers and create job 
insecurity for novices.

Allow schools to consider quality, in 
addition to seniority, when 
identifying teachers for position cuts.

Transfers The transfer process 
prevents some teachers from 
finding satisfactory 
placements and limits school 
choice in filling vacancies.

Require all transfers to find new 
placements through the school 
interview process, rather than 
centrally assigning them.

Evaluation The evaluation process does 
not distinguish strong 
performers or identify poor 
performers for remediation 
and dismissal.

Develop a new evaluation process 
that distinguishes strong and weak 
performers. Ensure all evaluators are 
equipped to adequately evaluate all 
teachers.
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Progress on 2008 Recommendations

Hiring: In 2009, PCS aimed to increase the size and quality of the 
applicant pool by contracting with outside teacher recruiters 
and attending higher profile job fairs. However, the board 
has not yet passed a mandate to begin posting vacancies by 
April 1 and state and district budget uncertainty prevented an 
earlier start to hiring in 2009.

Evaluation: PCS and the PEA have reconvened the district’s evaluation  
committee, which is in the process of revising the evaluation 
tool to reflect National Board Certification standards and to 
include a rating scale beyond the current binary 
Satisfactory/Unsatisfactory rating system.  The committee 
aims to pilot the new tool for use in a selected set of schools in 
the 2009-10 school year.

Transfers/
Reduction
in Staff:

The collective bargaining agreement has not been modified to 
allow schools to consider quality when identifying teachers 
for position cuts or to require that all transfers secure new 
placements through interviews with schools, rather than 
central assignment.
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Widget Effect: A single, flawed assumption has fostered an education 
system that is generally indifferent to teacher effectiveness.

“When it comes to measuring instructional performance, current 

policies and systems overlook significant differences between 

teachers. There is little or no differentiation of excellent teaching 

from good, good from fair, or fair from poor. This is the Widget 

Effect: a tendency to treat all teachers as roughly interchangeable, 

even when their teaching is quite variable. Consequently, teachers 

are not developed as professionals with individual strengths and 

capabilities, and poor performance is rarely identified or 

addressed.”

The New Teacher Project, 2009
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Characteristics of The Widget Effect

• Performance evaluations are perfunctory and infrequent

• Primary use of evaluations is to identify incompetence

• Teachers expect to receive the highest possible rating, even 
during their first years in the classroom

• Evaluations do not yield meaningful feedback for teachers, and 
professional development is not aligned to evaluations

• Administrators are poorly trained to evaluate and districts do 
not prioritize the process

• Teachers who receive feedback for improvement during the 
evaluation process tend to feel singled out, often unfairly

Systematic de-professionalization of teachers
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Study Scope

In Fall 2008 through Spring 2009, TNTP partnered with 12 school districts in four 
states to analyze each district’s evaluation, tenure, remediation and dismissal policies 
and practices as well as each state’s teacher performance management policies.

Over 50 district and state 
officials and 25 teachers’ 
union representatives 
actively informed the study 
through advisory panels in 
each state.

Panel members provided 
ongoing feedback and 
perspective and were 
invited to submit unedited 
written responses to the 
study’s findings and 
recommendations.

Arkansas Colorado Illinois Ohio
El Dorado 
Public 
Schools

Pueblo City 
Schools

Chicago 
Public 
Schools

Akron 
Public 
Schools

Jonesboro
Public 
Schools

Denver 
Public
Schools

District U-
46 (Elgin)

Cincinnati 
Public 
Schools

Little Rock 
Public 
Schools

Rockford 
Public
Schools

Toledo 
Public 
Schools

Springdale 
Public 
Schools
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The Widget Effect in Teacher Evaluation: Summary of Findings

Treating teachers as interchangeable parts

All teachers are rated 
“good” or “great.” 

Although teachers and principals report that poor performance is 
common, less than 1 percent of teachers are identified as 
“unsatisfactory” on performance evaluations. 

Excellence goes 
unrecognized.

When excellent ratings are the norm, truly exceptional teachers 
cannot be formally identified. Nor can they be compensated, 
promoted or retained. 

Professional 
development is 
inadequate.  

Almost 3 in 4 teachers did not receive any specific feedback on 
improving their performance in their last evaluation. 

Novice teachers are 
neglected.

Low expectations for beginning teachers translate into benign neglect 
in the classroom and a toothless tenure process. 

Poor performance 
goes unaddressed.  

Half of the 12 districts studied have not dismissed a single non-
probationary teacher for poor performance in the past five years. None 
dismisses more than a few each year.
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RECOMMENDATIONS

Our recommendations are a call to action for school districts to 
move beyond treating teachers like widgets.

ADOPT a comprehensive performance evaluation system that 
fairly, accurately and credibly differentiates teachers based on their 
effectiveness in promoting student achievement and provides 
targeted professional development to help them improve.

TRAIN administrators and other evaluators in the teacher 
performance evaluation system and hold them accountable for 
using it effectively.

INTEGRATE the performance evaluation system with critical 
human capital policies and functions such as teacher assignment, 
professional development, compensation, retention and dismissal.

ADDRESS consistently ineffective teaching through dismissal 
policies that provide lower-stakes options for ineffective teachers to 
exit the district and a system of due process that is fair but efficient.

1

2

3

4



14© The New Teacher Project 2009

The Widget Effect earned high-level support from policymakers and 
teachers unions.

• Arne Duncan, U.S. Secretary of Education 
“Effective teachers who are fairly compensated are 
vital ingredients in the reforms our schools need. 
Schools need to have evaluation systems that fairly 
and accurately identify effective teachers.”

• Bill Ritter, Governor of Colorado
“This report underscores the challenge all states 
face to ensure that teacher evaluations are 
meaningful, fair, constructive, and help develop 
exceptional classroom teachers.” 

• Beverly Ingle, President, Colorado Education 
Association
“TNTP validates what CEA and its members have 
maintained for years—that evaluation should focus 
on improving instructional effectiveness, that 
professional development based on evaluation will 
help teachers do a more effective job, and that 
poorly performing teachers should be given a 
genuine opportunity to improve before a district 
moves for dismissal.”

“The report points the way to 
a credible, fair, accurate and 
effective teacher evaluation 
system that would improve 
teaching and learning.”

Randi Weingarten, 
President, AFT

“It is time that we made the 
social, political and financial 
commitments to develop 
comprehensive assessment, 
evaluation and professional 
development systems.”

Dennis Van Roekel, 
President, NEA
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Secretary of Education Arne Duncan addressed the widget effect in a 
major policy speech to the National Education Association in July 2009.

“I believe that teacher unions are at a 
crossroads. These policies were created over the 
past century to protect the rights of teachers but 
they have produced an industrial factory model of 
education that treats all teachers like 
interchangeable widgets.

“A recent report from The New Teacher Project 
found that almost all teachers are rated the 
same. Who in their right mind really believes 
that? We need to work together to change this….

“It’s time we all admit that just as our testing 
system is deeply flawed – so is our teacher 
evaluation system – and the losers are not just the 
children. When great teachers are unrecognized 
and unrewarded – when struggling teachers are 
unsupported -- and when failing teachers are 
unaddressed – the teaching profession is damaged.”
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Year after year, PCS’ evaluation process results in virtually all non-
probationary teachers being rated “Satisfactory.”

Source: PCS teacher evaluation records, 2005-2008.

Between 2005 and 2008, 
99.7 percent of non-
probationary teacher 

evaluations resulted in a 
rating of "Satisfactory.“

99.7%
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The Widget Effect found similarly inflated ratings in other districts with 
binary rating scales.

Pueblo City Schools Denver Public Schools

Toledo Public 
Schools (OH)

Springdale Public 
Schools (AR)

99.7%

99.7%

98.7%

100%

0.3% 1.3%

0.3%

Satisfactory Unsatisfactory

“(The evaluation process) 
doesn’t make a difference to the 
teachers who are not doing 
their job effectively or for those 
who go above and beyond. The 
effort by the administration is 
minimal and the outcomes are 
the same for all.”

- PCS teacher

Source:  District-provided evaluation records and TNTP survey of 565 PCS teachers conducted in May and June 2008. 

Non-probationary teacher evaluation ratings are 
overwhelmingly satisfactory

0%
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Evaluations provide scant information about areas of improvement.

Only 29 percent of teachers had 
development areas identified on any of 
their three most recent evaluations.

64 percent of these teachers said that they 
received useful support to improve in 
their development areas1.

1. Respondents answering “Strongly agree” or “Agree”
Source:  TNTP survey conducted of 565 PCS teachers in May and June 2008.

“I strive to become the best I can, and I cannot do that if I don’t know what 
I’m doing wrong.”

- PCS teacher
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Lack of evaluator training and cursory observations contribute to the 
ineffectiveness of the current evaluation system.

Principal responses to 
“How would you describe the extent of training 
that you have received on teacher evaluation?”

Teacher responses to 
“How many times were you observed 

teaching for your most recent evaluation?”

Somewhat 
limited (29%) 

Somewhat 
limited

(39%) 

Extensive (6%) 

Limited 
(13%) 

Very extensive (3%) 

Very limited (10%) 

Two 
(36%) 

One 
(38%) 

Zero (4%) 

Three (14%) 

Four (3%) 

Five or more 
(5%) 

Source:  TNTP survey of 34 PCS principals and 565 PCS teachers conducted in May and June 2008.

Somewhat 
extensive 
(29%) 

Principals often describe their 
evaluation training as limited…

…And teachers commonly report 
infrequent observations.
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Teacher comments also point to weaknesses in the district’s 
evaluation tool.

Teacher thoughts on the district evaluation tool:

“I do not think the evaluation forms are helpful enough due to the 
format being used. I think it makes it difficult and time consuming for 
principals to effectively evaluate our strengths and weaknesses.”

- Elementary teacher

“Evaluations should be more relevant to student needs, not based on 
what the… printed form tells them to look for.”

- Middle school teacher

“I don't think that the evaluation tool that is used is appropriate to 
evaluate the job that I do.  I am an itinerant teacher and there are 
many pieces of my job that the evaluation tool doesn't even look at.”

- Middle school teacher

Source:  TNTP survey conducted of 565 PCS teachers in May and June 2008.
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Research has demonstrated that teachers are less effective early in 
their careers1, yet most PCS probationary teachers are evaluated as 
fully satisfactory and not in need of improvement in any area.

64%

Ninety-eight percent of 
probationary teachers were 

rated “Satisfactory” between 
2005 and 2008…

Source:  PCS evaluation data and TNTP survey conducted of 565 PCS teachers in May and June 2008.

…and 64 percent of 
probationary teachers 
had no development 

areas identified on their 
most recent evaluation.

1.     See, for example, Steven G. Rivkin, Eric Hanushek and John F. Kain, “Teachers, Schools, and Academic Achievement,” Econometrica 
73, no. 2 (2005)
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Despite receiving nearly flawless evaluations, in the past, the majority 
of probationary teachers were affected by blanket non-renewals.

77%

On average between 2004 and 2007, 
77 percent of teachers hired or rehired 

each year, including 68 percent of those 
in shortage subject areas1, 

were non-renewed, 
or “pink slipped”.

“Last year, we hired 15 
teachers; only three stayed

because of the pink-slip-a-thon.
We need to figure things out before 
we blanket the district in pink. It’s 
archaic and forces good people to 
look elsewhere for a job.”

- PCS teacher

1. Shortage subject areas were language arts, math, music, science, and special education
Source: PCS non-renewal data and TNTP survey of 565 PCS teachers conducted in May and June 2008.

Historically, PCS has responded to 
budget uncertainty by non-renewing, 
or “pink slipping,” large numbers of 
probationary teachers in the spring.
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This policy likely resulted in a significant loss of talent, as few “pink-
slipped” teachers were rehired by PCS.

17% On average between 2004 and 2007, 
just 17 percent of non-renewed teachers, 
including just 13 percent of shortage area teachers, 
were rehired.

PCS Policy and Practice:

• Non-probationary teachers who have been cut from their schools must 
secure new placements before “pink slipped” probationary teachers can 
be rehired.

• The district has lacked a high-level strategy for identifying and cultivating 
the strongest probationary teachers for rehire.

• Rehiring of “pink slipped” teachers has occurred on the same late 
timeline as hiring of new teachers, with the vast majority of vacancies 
filled in June or later1.  Presumably, many of the strongest non-renewed 
teachers had applied for and found other jobs by this point.

1. See TNTP’s 2008 report “Hiring, Transfer, and Evaluation in Pueblo City Schools” for more detail on the district’s late hiring 
timeline and its impact on teacher quality.

Source:  PCS non-renewal data.



26© The New Teacher Project 2009

Contents

Introduction

The Widget Effect

Findings

Recommendations

Appendix

#3
Poor performance has 

traditionally been addressed 
through involuntary transfers 
instead of formal processes, 

breeding dissatisfaction among 
principals and mistrust among 

teachers.
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Though poor performance is not formally identified through 
evaluation, principals and teachers recognize it in their schools.

Forty six percent of 
principals and 34 percent of 
teachers say there is a non-
probationary teacher in 
their school who should be 
dismissed for poor 
instructional performance.

100%
One hundred percent of 
principals and 59 percent
of teachers believe 
dismissal is an important 
part of maintaining a high 
quality teaching staff.1

PCS teachers’ thoughts on 
dismissal echo common 

sentiments on the subject:

“The process seems to tie the hands of 
the administration and is often 
overturned.”

“Administrators do not want to take the 
time to go through the just and proper 
procedures necessary to dismiss the 
teacher.”

“(I)t is harder for an administrator to 
build a case against these teachers . . . 
Instead, they try to move them to a 
position that has the least impact on 
student achievement.”

1.  Respondents answering “Strongly agree” or “Agree.”
Source: TNTP survey of 34 PCS principals and 565 PCS teachers conducted in May and June 2008.

59%

46%

34%
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Principals seek to avoid the formal dismissal process, which they see 
as overly cumbersome and unlikely to be successful.

79%

58%

50%

of principals say the amount 
of time, effort, and resources
required of them to dismiss a 
non-probationary teacher is 
too high.

of principals say they do not 
always pursue dismissal as 
warranted because the process 
is unlikely to be successful.

of principals say they do not 
always pursue dismissal as 
warranted because district-
level policies and procedures 
make it too difficult to do so.

“In prior years, I have compiled 
overwhelming evidence in 
compliance with all due process 
rights, including a comprehensive, 
documented remediation plan and 
the district central office did not 
support dismissal. It in effect was a 
poor use of resources to use the 
existing dismissal process.“

- PCS principal

Source: TNTP survey of 34 PCS principals conducted in June 2008.
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PCS principals do not feel as well-equipped as their peers to 
evaluate teachers rigorously, which may be a hidden factor in their 
failure to identify poor performance.

71%
75%

87% 88%
92%

Pueblo City 
Schools

Akron Public 
Schools (OH)

Denver Public 
Schools

Rockford Public 
Schools (IL)

Springdale Public 
Schools (AR)

“I feel confident in my ability to evaluate teachers rigorously.”1

1. Respondents answering “Strongly agree” or “Agree.”  Cumulative rate across all twelve districts studied for The Widget Effect was 87%.
Source:  TNTP survey of 34 PCS principals conducted in June 2008, and TNTP surveys of principals and assistant principals in Akron 
Public Schools, Denver Public Schools, Rockford Public Schools, and Springdale Public Schools in 2008-2009.
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In lieu of formally addressing poor performance, PCS has 
traditionally moved weak teachers from school to school.

66%

Central administrators, school principals, and Pueblo Education Association 
representatives report that poor performers have traditionally moved from school 
to school via the involuntary transfer process. 

Source: TNTP survey of 565 PCS teachers and  34 PCS principals conducted in May and  June 2008.

Indirect evidence of this phenomenon can be seen in the 66 percent
of principals who have been dissatisfied with the quality of 
involuntary transfers who have come to their school.

Further evidence is found in 
teacher survey data, as 
teachers who were 
involuntarily transferred in 
the last five years were 56 
percent more likely to have 
areas of improvement 
identified on their 
evaluations than their 
colleagues who had not been 
transferred.

“On your three most recent evaluations, did 
your evaluator identify any areas as 

unsatisfactory or in need of improvement?” 
(Percent of teachers responding “Yes”)

At least one 
involuntary transfer 
in the last five years

No involuntary 
transfer in the 
last five years
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Teachers believe that their colleagues have suffered from 
illegitimate involuntary transfers and blanket non-renewals. 

PCS teachers are much more 
likely than their peers in other 
districts to report having a 
teacher in their school wrongly 
dismissed.

Respondents appear to conflate 
involuntary transfers and non-
renewals with dismissal:

- “PCS just likes to move people 
around. I think it can be very 
unfair.”

- “For many years, the district 
does ‘blanket’ non-renewals.  
This has an impact on everyone 
and on potential recruits.”

20%

14%

10%

2% 1%

Pueblo City 
Schools

Denver 
Public Schools

Rockford 
Public 

Schools (IL)

Akron 
Public 

Schools (OH)

Springdale 
Public 

Schools (AR)

“There are non-probationary teachers in my school 
who have been dismissed for poor instructional 

performance who should not have been1.”

1.  Cumulative rate across all twelve districts studied for The Widget Effect was 9 percent.
Source:  TNTP survey of 565 PCS teachers conducted in May and June 2008 and TNTP surveys of teachers in Akron Public 
Schools, Denver Public Schools, Rockford Public Schools, and Springdale Public Schools in 2008-2009.
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PCS teachers are much more likely than their peers in other districts 
to feel protections are necessary to shield them from unfair actions.

Pueblo City 
Schools

Akron Public 
Schools (OH)

Denver Public 
Schools

Rockford Public 
Schools (IL)

Springdale Public 
Schools (AR)

Percent of teachers who believe the level of protection from 
unfair dismissal afforded to non-probationary teachers by due 

process policies and procedures is TOO LOW1

1.  Cumulative rate across all twelve districts studied for The Widget Effect was 16 percent.
Source:  TNTP survey of 565 PCS teachers conducted in May and June 2008 and TNTP surveys of teachers in Akron Public 
Schools, Denver Public Schools, Rockford Public Schools, and Springdale Public Schools in 2008-2009.
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Teachers lack trust in school leaders and the central administration.

Teacher comments on lack of trust in the district:

“There is a perception of an adversarial relationship between 
central administration and the teaching staff of PCS. This must be 
reconciled/rectified in order for this school district to flourish. The 
most qualified teachers will not perform at the most qualified levels 
if they believe that they are not valued.“

- Middle school teacher

“I used to be proud of my district; I no longer am. This has become 
a system all about “gotcha” for teachers. If I wasn't a senior 
teacher, I'd leave.“

- Elementary teacher

“The employee morale is the lowest it has ever been. The employees 
feel no support from central administration or the school board.“

- Elementary teacher

Source:  TNTP survey conducted of 565 PCS teachers in May and June 2008.
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Summary of recommendations

Abolish longstanding district practices that undermine teacher effectiveness 
and breed mistrust.

Develop clear district teaching standards and align evaluation and 
professional development with those standards.

Invest in high-quality training for evaluators and hold them accountable for 
implementing the system correctly.

Norm evaluation ratings to ensure consistent implementation across the 
district.

Adopt an accurate, credible performance evaluation system and use 
evaluation data to inform key human capital decisions.
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Publicly renounce historic district practices that undermine teacher 
effectiveness and breed mistrust.

Even in times of severe budget shortfall, use data on teacher effectiveness to 
identify individual teachers for non-renewal rather than blanket pink-slipping.  

• Use performance data from the evaluation process, student assessments and 
other data sources to protect strong probationary teachers and remove weak 
ones.  

• In the event that budget deficits require extensive non-renewals, implement a 
coordinated, district-level strategy to use teacher effectiveness as the driving 
factor in identifying teachers to cut.

Publicly declare the end of using involuntary transfers to address poor 
performance.

• Clearly communicate that the practice is ending because it was harmful to 
teachers, schools and students. 

• Provide support to schools in using the evaluation, remediation and dismissal 
processes to address poor performance legitimately.

Recommendations (SY 2009-10)



37© The New Teacher Project 2009

Develop clear district teaching standards and align evaluation and 
professional development with those standards.

Develop district standards for effective teaching with input from teachers and school 
administrators.  

• Standards should be in line with recent research on practices that best support student 
learning, and tailored to specific teaching assignments so that they are relevant for all 
teachers.

Train teachers in the standards and embed them in the ongoing conversation about 
teacher effectiveness.

• Use job descriptions for teacher vacancies, new teacher induction and mentoring, and 
faculty and department/grade level meetings as opportunities to discuss standards.

Develop a new evaluation tool in direct alignment with the standards, using input from 
teachers and school administrators.

• Train teachers in the evaluation process, with special focus on the need for feedback for 
effective professional growth.

Directly link professional development offerings to the teaching standards.  

• Push professional development resources to the school level, tasking school leaders, 
instructional coaches, and department/grade level chairs with providing individually-
differentiated tools and support to every teacher, using evaluation data to identify 
development needs and to assess the effectiveness of offerings after delivery.

Recommendations (SY 2009-10)
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Invest in high-quality training for evaluators and hold them accountable 
for implementing the system correctly.

Invest in high-quality, ongoing training for evaluators and their supervisors, with special 
focus on the following areas:

• Conducting rigorous evaluations of teachers according to a high bar for promoting 
student achievement;

• Giving all teachers frequent, meaningful and actionable feedback to improve based on 
performance standards; and

• Using legitimate means to address performance concerns fairly and efficiently.

Make teacher performance management a primary component of principal evaluation, using 
teacher feedback as a major data source in this domain.  

• Train principals to see this feedback from their teachers as essential information on their 
own performance, not as a personal attack.

Support principals in implementing the system effectively by holding quarterly meetings in 
which key strategies are reinforced and principals can reflect upon their practice in this area 
with their peers.  

Enact consequences for principals who inflate teacher evaluation ratings, use illegitimate 
means to address poor performance, or fail to give teachers timely and actionable feedback and 
support to improve.

Recommendations (SY 2009-10)
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Norm evaluation ratings to ensure consistent implementation across 
the district.

Create a team of centrally-based peer evaluators who conduct unannounced, spot 
evaluations of randomly selected teachers, including both lesson observations and 
review of student work. 

Use evaluations to measure the principal’s rating for that teacher against district 
performance standards, not for the teacher’s formal evaluation.

Empower school-level norming teams to conduct cross-evaluation of teachers by 
their peers, followed by a comparison of those evaluations against the principal’s 
ratings.

Recommendations (SY 2009-10)
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Adopt an accurate, credible performance evaluation system and use 
evaluation data to inform key human capital decisions.

Replace the current binary evaluation rating scale with a multiple-rating system.

Transition to an evaluation process in which all teachers are formally evaluated 
every year.

Expand the sources of data that are used in evaluation to include multiple measures 
of performance, including student assessment data, daily student work, feedback 
from department/grade-level chairs, student and parent survey data, and multiple 
unannounced observations of varying length.

Track evaluation data and use it for multiple human capital decisions, including 
evaluation of applicant pipelines; school staffing and teaching assignments; targeting 
teachers for teacher leader positions; compensation; and protecting strong teachers 
during layoffs.

Implement low-stakes alternatives to dismissal, such as the denial of salary 
increases to low performers so as to encourage voluntary resignation, the contractual 
negotiation of multi-year, unpaid sabbaticals for veteran teachers, and buy-outs 
offered on a case-by-case basis.

Recommendations (SY 2010-11)
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Methodology

The data presented in this report were gathered from three sources:

• Teacher evaluation, as manually collected by TNTP staff, and hiring, non-
renewal, and dismissal data, as provided by the PCS Department of Human 
Resources. 

• An online survey of district teachers, distributed electronically via 
Surveymonkey.com during the period of May 16 to June 5, 2008.  The teacher 
survey response rate was 51 percent (565 out of 1,105).

• An online survey of district principals, distributed electronically via 
Surveymonkey.com during the period of June 6 to June 16, 2008. The principal 
survey response rate was 103 percent (34 out of 331).

1.  Email survey invitation sent to 33 principals by PCS. This survey was anonymous, so we are unable to determine the source of the 
additional response.
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Comparative district profile statistics

Pueblo 
City 

Schools

Denver 
Public 

Schools

Akron 
Public 

Schools 
(Ohio)

Rockford 
Public 

Schools 
(Illinois)

Springdale 
Public 

Schools 
(Arkansas)

Total
Enrollment 18,196 75,269 23,850 27,622 16,631
Free and 
Reduced 
Price Lunch 
Enrollment 68% 66% 70% 72% 54%
Students of 
Color 66% 77% 58% 61% 50%
Total Full 
Time 
Teachers 1,105 3,964 1,729 1,833 1,232
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For more information:
www.tntp.org

http://www.tntp.org/
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