ASSP
L New Mexico Association of Secondary School Principals

The New Mexico Association of Secondary School Principals (NMASSP) represents the voices of principals and assistant
principals in high schools and middle school throughout the state of New Mexico. The purpose of our organization is to
unite those concerned with the administration, direction, and supervision of secondary education, to study problems
common to these schools in a changing society, to encourage, provide for, and share in research, and to foster a
wholesome professional spirit. The NMASSP also strives to provide a comprehensive professional development platform
that ensures consistent delivery of state and national reform efforts and to share best practices throughout the state.

As practitioners of school leadership, in New Mexico, the NMASSP would like an opportunity to be one of the voices
heard in the development of meaningful educational reform.

Educators believe that it is important to be held accountable for reform efforts which will improve school and individual
student performance through a system that is fair and valid. We are dedicated in our effort; however, we need
everyone to recognize that our students are more than test scores and our schools are more than just a grade. Also,
with adoption of new laws, schools must not only be supported by our state leadership, but also, afforded full funding.

Currently, New Mexico has a unique opportunity to create a system that does not let proposed initiatives impede
educational reform. In the year 2014-15, all schools will begin using the Common Core State Standards (CCSS) and, with
it, a new computer-based assessment. Between now and 2014-15, N.M. should use its limited resources to develop and
implement systems that will effectively evaluate the skill and knowledge acquisition of each student. The new system
should evaluate students to show yearly growth, in a meaningful and timely fashion. Our AYP/graduation/school
evaluation tool needs to pre-test each student at the beginning of the year and then measure the growth at the end of
the year. This is the only fair way to measure if a teacher, administrator, or school is positively impacting the education
of students for which they are responsible.

The members of the NMASSP agree with the choice and intent of goals and feel that, if we had a chance for you to hear
our ideas, we could alleviate this apparent power struggle between PED and school districts to move toward a more
collaborative approach to improve education for each student in the state of NM and create a system that works for all
of us.

GOALS OF NEW MEXICO’S ACCOUNTABILITY MODEL
*  Holds schools accountable for learning-YES
» Captures student sYES progress and growth
* Is not a pass/fail model, but differentiates between levels of success-YES
* Avoids holding schools accountable for characteristics beyond their control-YES
*  Provides meaningful data to champion success and identify areas for improvement-YES

* Encourages improvement-YES



SCHOOL PERFORMANCE
NOTE: The Current AYP Model has been flawed from the beginning and destined to fail.

*  Provides specific goals, but is not easily understood- Unachievable goals and flawed testing lead to poor
evaluation of true performance

* Does not capture progress and growth- Test groups are not held to cohorts for meaningful evaluation of
progress

+  The testing is stressful : multi-hour test has no buy in from students until they get to the 11" grade and it
becomes a graduation requirement

« Apass/ fail model that does n-oDbesnbtiadcdure foroomtedsuret € S Cc h 0O ¢
individual student growth or teacher effectiveness

*  Holds schools accountable for characteristics beyond their control- A cause for excessive stress for all involved

* Does not provide meaningful data to target improvement- Results received too late for efficient scheduling and
curriculum changes and are non-diagnostic

*  Narrows focus to students nearing proficiency —“ b u b b | e -Gulturalty biased test
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* Holds schools accountable for learning- student growth is still measured on a single test and there is
no means to get parent or student buy-in to do well on this test, test data could be missing due to
circumstances outside our control, which requires the school take the state average as their score
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growth

» Differentiates between levels of success - Is not a pass/fail model ¢ Good idea

* Expects even our highest performing schools provide students with opportunities for improvement-All
schools should be able to improve, but like AYP where does the threshold lie-is there a cap on
growth?

* Levels the playing field for schools with disproportionately higher English Language Learners, poverty
rates, student mobility, school size, etc.- Only with a suitable test

*  Provides meaningful data to champion success and identify areas for improvement- upon review of the
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help us improve our schools, set new targets, define realistic goals, evaluate our curriculum and
delivery models in order to increase student performance



The NM Task force lists four, key recommendations and the NMASSP would like you to hear our voice and how it is
understood that they will affect schools and the profession. We agree that current evaluation could be improved, and
would want to point out that a number of schools have used the current system to full potential.

Teacher Task Force Recommendations

TEACHER EVALUATION- (NMASSP membership encompasses secondary grades, 6-12)
— 5 Effectiveness Levels: (Change from Pass/Fail Model)

* 1) Ineffective, 2) Minimally Effective, 3) Effective, 4) Highly Effective, 5) Exemplary-
Potentially more effective

* Teachers in tested grades and subjects: (Will tenure be a factor?)

— 50% based on student achievement- Useful if allowed pre- and post-test within the same year
(May promote lack of sharing best practices and in adjusting student schedules to better assure
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— 25% based on observations ¢ Fair (What constitutes fidelity? Comprehensive observations, along
with time to work on corrective measures, if needed, and follow up will assuredly add time to an
already time-consuming activity. Increased time=increased costs. )

—  25% based on locally adopted multiple measures- what measures? Principal choice?0 { OK2 2 f & Q
short-cycle tests)??

— Professional Development- If mandated then fully funded (Schools should be allowed to select for
its specific student body/needs)

— Recruitment and Retention- Extra points towards evaluation if they stay at the school? Successful
retention of HQ/Effective Teachers?

— Compensation and Advancement- Funded

* Teachersin untested grades and subjects:

— HpP: 0l &SR #gfadeic@ppéaid fo bra disincentive to remain in profession if that
school is already failing, seems better to go to a high performing school and start with a 25%
bonus on your evaluation (Could a Grade-Level Team be held accountable for students taught?
{AYLIE & t221 0 (§darO)Redchd@mnedta G SNBE F2NJ GKS

— 25% based on observations ¢ Reasonable

— 50% based on locally adopted multiple measures- Measures? L Y RA @A Rdzl f -CfcloK22f Q&
Assessments?

* We believe that there are basically two questions that need to be answered
for this system to work:



1. With all of the duties that principals are required to do, when will they
find the time to carry out this system of evaluation (we would suggest that
this is one reason that the present evaluation system was changed from
five indicators to the two)?

2. If all of this work could be accomplished, what are the consequences of a
poor evaluation with the current tenure and CBA restrictions?

SCHOOL LEADER EVALUATION

5 Effectiveness Levels: 1) Ineffective, 2) Minimally Effective, 3) Effective, 4) Highly Effective, 5) Exemplary
School leaders:

— 50%based2 Y & O KrZiade QAppedrs to be a disincentive to help a school turn around if that
school is already failing, educators may elect to go to a high performing school and start with a 50%
bonus

— 25% based on fidelity of teacher evaluation implementation- Reasonable

— 25% based on locally adopted multiple measures- Who adopts? The school board who employs the
administrator?0 { OK2 2 f Q& Acfcle As@sknkentd?)f 4 K 2 NIi

Professional Development

Develop incentive pay system for teachers who serve in critical shortage areas such as math, science, rural, etc.-
Are you saying that math and science teachers are worth more than English and other teachers? (Will this be
0l ASR 2y AYRA QO AwhdtisfundingBduze?)f Q4 Yy SSRK

Develop adjunct license to enable part-time teacher opportunities- Flexibility is good

Examine principal pay structure and remove disincentives for leaders to move to underperforming schools- Will
stepping into a low performing school automatically give the administrator a low evaluation?

Recruitment and Retention

Develop incentive pay system for teachers who serve in critical shortage areas such as math, science, rural, etc.
Is this item going to pay more to one content teacher over another; how will we justify that to the other
teachers in the same school? (May promote discord among teachers.) Teacher Comment

Develop adjunct license to enable part-time teacher opportunities -Flexibility is good

Examine principal pay structure and remove disincentives for leaders to move to underperforming schools- We
are interested to talk about this!



Compensation and Advancement

* Require annual evaluations and PD plans which are aligned with the licensure system- OK

* Provide incentives to effective teachers and remove ineffective teachers from the classroom- Test score do not
always show if a teacher is effective or not, great teaching can happen and show tremendous growth for
students who will not do well on standardized tests. Who will want to teach the Special Needs/ESL/Gifted
classrooms if the only way to get a raise is to improve on the SBA?

*  Evaluate the current 3-tier licensure system to minimize administrative costs and determine effectiveness- It
took a long road to get to what we feel is minimal compensation for the teaching profession in the state of
NM. The 3- tier system is not perfect but it at least pays a semi-professional wage.

* Delay implementation of performance based compensation system- Even though it has been delayed it needs
to be studied in depth so we are prepared when it is time to implement (Sufficient funding and full support by
state leadership, Time line is short for transition to new system)

There are many issues that the NMASSP recognizes as areas that need
improvement in our schools. We do concur with you that in order to move
forward in school reform, we need to identify and address a limited number.
Therefore this white paper addresses the four areas that your office has
identified.

We continue to make ourselves available to you and your office. We hope that
with this paper we may open a dialogue with you for the continued upgrading of
our schools



