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Outcomes for First Two-Day Session 
 

 Develop an understanding of the purpose, responsibilities, and 
expectations for District Professional Learning Teams in relation to 
implementing Common Core standards and Educator Effectiveness 

 Establish baseline conceptual and operational procedures to function as 
a productive team 

 Expand understanding of effective professional learning standards, 
research, and practices to integrate into both the professional learning 
plans required for new grants and for design, implementation, and 
evaluation of all professional learning for Common Core standards and 
Educator Effectiveness 

 Analyze the districts’ readiness to plan and implement professional 
learning for EE/CCSS 

 Deepen the district leadership teams’ understanding of the essential 
components of Educator Effectiveness systems and how to apply those 
components to promote educator and student growth and learning 

 Prepare district leadership teams to refine their comprehensive 
professional learning system to support school improvement, EE, and 
CCSS and to develop the professional learning plan required to receive 
available funding 

 
Purpose  
The purpose of the Network for Quality Teaching and Learning support for 
educator effectiveness (SB290 evaluation and Common Core State Standards 
implementation) is to:  
• improve educator practice (teaching and leading) and increase student 

achievement  
• build a comprehensive professional learning system 

 
Goals  
• Build each school district’s participation in a state professional learning 

network with capacity to support full implementation of the Oregon 
Framework (SB290/ESEA waiver) and Common Core State Standards 
through professional learning teams in 197 districts and Education School 
Districts (ESDs) across the state by: 

• providing substantial and sustained support for implementation and 
professional growth 

• ensuring coherence and integration of policies and practices across 
key initiatives 

• helping districts address implementation challenges 
• supporting collaborative peer-to-peer learning and peer-to-expert 

learning 
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• implementing feedback loop to continuously refine support to 
districts and inform policy 

• providing tools to support leadership efforts in districts to create 
needs-based professional learning frameworks 

 
Outcomes  
• Build capacity in districts to support schools across the state 
• Recognize a continuum of implementation readiness and provide for 

differentiated support for all districts (e.g. small/rural districts) 
• Build a cadre of educator advocates and leaders to support local efforts  
• Engage educators in continuous improvement of instruction and learning 
• Create widespread teacher ownership of the new evaluation and support 

system 
• Build a comprehensive professional learning system that supports 

changing teaching and leading practice to achieve student success 
• Build on lessons learned and best practices from pilot districts and early 

implementers 
• Shift the lens from implementing an “evaluation” system to “supporting 

professional growth”  
• Ensure full and effective implementation of the new evaluation and support 

system 
• Ensure valid and reliable local evaluation and support systems 

(SB290/waiver) by establishing regional “Peer Review Panels” and 
providing high quality feedback and support; districts will present their 
evaluation and support systems to a Peer Review Panel by July 1, 2015 as a 
requirement of the ESEA waiver 

 
Team Responsibilities 

• Attend professional learning days provided by ODE (cost of attendance for 
district/ESD teams will be reimbursed by ODE)  

• Facilitate professional learning within districts to disseminate information 
from ODE and provide support based on district needs  

• Encourage development of instructional/district rounds  
• Participate in the Peer Review process to report and receive feedback on 

their local evaluation and support systems  
• Serve as a resource to educators within the district and region to provide 

systematic connections  
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Based on this information, what concerns, worries, or fears do you have 
about your district leadership team’s task to leverage professional 
learning to align and support deep implementation of Common Core 
standards and educator effectiveness for student success? 
 
 
 
 
 
 
 
 
 
 
 
 
Based on this information, what are your hopes about your district 
leadership team’s task to leverage professional learning to align and 
support deep implementation of Common Core standards and educator 
effectiveness for student success? 
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Conditions for Effective Teams 
 

 Clear roles and responsibilities 
 Agreements for interaction 
 Vision/Mission-driven  
 Clear purpose/charge  
 Clear decision-making process 
 Appropriate processes for accomplishing purpose/task 

 

Categories to consider for establishing team agreements  

Decision making 
How will we make decisions? What decision-making 
process will we use? 

Problem solving 
What is our process for solving problems or handling 
difficult issues? 

Disagreement / 
conflict 

How will we handle disagreements within the team and 
with one another? 

Confidentiality/Public 
record 

What topics/comments/information do we want to 
keep confidential and what is required to be public 
record? 

Interaction / support 
How will we support one another in this team?  How 
will we support openness, personal safety, individual 
preferences, risk-taking, originality, etc.? 

Internal & external 
communication  

How will we communicate with one another both 
during and between meetings?  How will we 
communicate with our stakeholders and constituents? 
What expectations do we have about participation and 
engagement? 

Time & attendance 

What if members cannot attend? What are our 
expectations about attendance? What is my 
responsibility if I am unable to attend? What are the 
consequences for repeated absence?   

Productivity 
What expectations do we have for one another related 
to the pace of the work and what do we want to 
accomplish as a team? How do we monitor and support? 

Identity 

Are members representatives of particular 
constituencies or stakeholders? If so, how will we 
ensure that we have sufficient input to be able to serve 
as a representative? What are the responsibilities of 
members regarding communicating with constituents? 

  



 6 

Four A’s Protocol: Creating Meaningful Dialogue 

 
Purpose: This protocol is intended to raise a variety of perspectives about a topic, 
experience, or new learning. It is important to listen to understand and to look at 
the topic or learning from different points of view. This protocol can be used to 
respond to a reading, a lesson, a workshop, an experience, etc. 

 

1. Take a few minutes to review your notes and to highlight some ideas that 
were interesting, challenging, and thought-provoking (2 minutes). 

 

2. Select a facilitator for your table who will monitor time and move the 
conversation through the 4 A’s (1 minute). As a team, decide if the 
facilitator will contribute or facilitate only. 

 

3. As a table group, focus your conversation on what were the underlying 
ASSUMPTIONS of what you learned (10 minutes). 

 

4. Move the conversation on to ideas that you AGREE with (10 minutes). 
 

5. Shift the dialogue to ideas that you would ARGUE with (10 minutes). 
 

6. Bring closure to your group’s dialogue by identifying ideas from the 
reading that you would ASPIRE TO APPLY (10 minutes). 

 

Norms for Dialogue  

 Ensure that all voices are heard. 
 Be respectful of diverse perspectives and points of view. 
 Listen to understand. 

 

 

Adapted from National School Reform Faculty 

www.nsrfharmony.org 

  

http://www.nsrfharmony.org/
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Excerpted from 
Bridging the Gap between Standards and Achievement 

 
With increased accountability, American schools and the people who work in 
them are being asked to do something new—to engage in systematic, continuous 
improvement in the quality of the educational experience of students and to 
subject themselves to the discipline of measuring their success by the metric of 
students’ academic performance. Most people who currently work in public 
schools weren’t hired to do this work, nor have they been adequately prepared to 
do it either by their professional education or by their prior experience in schools. 
 
Schools, as organizations, aren’t designed as places where people are expected to 
engage in sustained improvement of their practice, where they are supported in 
this improvement, or where they are expected to subject their practice to the 
scrutiny of peers or the discipline of evaluations based on student achievement. 
Educators in schools with the most severe performance problems face truly 
challenging conditions, for which their prior training and experience have not 
prepared them—extreme poverty, unprecedented cultural and language diversity 
and unstable family and community patterns. To work effectively under these 
conditions requires a level of knowledge and skill not required of teachers and 
administrators who work in less demanding situations, yet accountability systems 
expect the same level of performance of all students, regardless of social 
background. Hence, given the conditions of their work, some school-people regard 
demands for performance-based accountability as unreasonable. 
 
Throughout much of society and the economy, however, there has been a 
discernible shift toward performance and value-added measures of success 
triggered by the economic crisis of the late 1970s and early 1980s. In other high-
skill, knowledge-based occupations—research and development, engineering, 
health care, even social services—some system of evaluation and accountability 
has been an important part of professional life for at least two decades. So when 
educators claim that they are being unfairly treated by a hostile accountability 
system, it’s not surprising that people who work in other knowledge-intensive 
sectors are not particularly sympathetic. 
 
The organization and culture of American schools is, in most important respects, 
the same as it was in the late nineteenth and early twentieth centuries. Teachers 
are still, for the most part, treated as solo practitioners operating in isolation from 
one another under conditions of work that severely limit their exposure to other 
adults doing the same work. The work day of teachers is still designed around the 
expectation that teachers’ work is composed exclusively of delivering content to 
students, not, among other things, to cultivating knowledge and skill about how to 
improve their work. 
 
The prevailing assumption is that teachers learn most of what they need to know 
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about how to teach before they enter the classroom—despite massive evidence to 
the contrary—and that most of what they learn after they begin teaching falls into 
the amorphous category of “experience,” which usually means lowering their 
expectations for what they can accomplish with students and learning to adjust to 
an organization that is either hostile to or unsupportive of their work. This limited 
view of what teachers need to know and do demands little educational leadership 
from administrators. And, since administrative work currently has little to do with 
the content of teaching, much less its improvement, it may actually act to protect 
teachers from various external intrusions on their isolated work. 
 
The learning that is expected of teachers and administrators as a condition of their 
work also tends to be predicated on the model of solo practice. In order to advance 
in rank and salary, individual teachers and administrators are expected to 
accumulate academic credit for the university courses they take, any or all of 
which may be totally unconnected to their daily work. Most workplace learning 
also mirrors the norms of the organization—it takes the form of information about 
policies and practices delivered in settings disconnected from where the work of 
the organization is actually done. 
 
It would be difficult to invent a more dysfunctional organization for a 
performance-based accountability system. In fact, the existing structure and 
culture of schools seems better designed to resist learning and improvement than 
to enable it. As expectations for increased student performance mount and the 
measurement and publication of evidence about performance becomes part of the 
public discourse about schools, there are few portals through which new 
knowledge about teaching and learning can enter schools; few structures or 
processes in which teachers and administrators can assimilate, adapt and polish 
new ideas and practices; and few sources of assistance for those who are 
struggling to understand the connection between the academic performance of 
their students and the practices in which they engage.  
 
So the brutal irony of our present circumstance is that schools are hostile and 
inhospitable places for learning. They are hostile to the learning of adults and, 
because of this, they are necessarily hostile to the learning of students. They have 
been this way for some time. What’s new about the current situation is that the 
advent of performance-based accountability has made the irony more visible—
and may ultimately undermine the legitimacy of public education if something 
isn’t done to change the way schools work. 
 
Accountability must be a reciprocal process. For every increment of performance I 
demand from you, I have an equal responsibility to provide you with the capacity 
to meet that expectation. Likewise, for every investment you make in my skill and 
knowledge, I have a reciprocal responsibility to demonstrate some new increment 
in performance. This is the principle of “reciprocity of accountability for capacity.” 
It is the glue that, in the final analysis, will hold accountability systems together 
(Elmore 2000). At the moment, schools and school systems are not designed to 
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provide support or capacity in response to demands for accountability. 
 
The imperative here is for professionals, policymakers and the public at large to 
recognize that performance-based accountability, if it is to do what it was 
intended to do—improve the quality of the educational experience for all students 
and increase the performance of schools—requires a strategy for investing in the 
knowledge and skill of educators. In order for people in schools to respond to 
external pressure for accountability, they have to learn to do their work differently 
and to rebuild the organization of schooling around a different way of doing the 
work. If the public and policymakers want increased attention to academic quality 
and performance, the quid pro quo is investing in the knowledge and skill 
necessary to produce it. If educators want legitimacy, purpose and credibility for 
their work, the quid pro quo is learning to do their work differently and accepting 
a new model of accountability. 
 

Author: ___________________________________________________ 

Source: ___________________________________________________ 

Date: _____________________________________________________ 
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Assumptions about Professional Learning 
 

https://docs.google.com/forms/d/13EJd3cJ0OygHLf8U3TUdoWu2jYtLw-
iJfy5bZ49dR3M/viewform 

 
Part 1: Work independently. Read each assumption and use the codes below to 
indicate your level of agreement with each statement (3 minutes).  
 
Part 2: As a table group, share your responses, generate potential implications for 
each assumption, and answer the questions below with others at your table (15 
minutes). 

 Which assumptions do you strongly agree with? Share your thinking. 
 Which assumptions do you strongly disagree with? Share your thinking. 
 How will a person's level of agreement about these assumptions 

influence his or her commitment to professional learning for Common 
Core standards, educator effectiveness, and new assessments? 

 Which assumptions are essential to a “learning school”? 
Codes: 
5 = Strongly Agree; 4 = Somewhat Agree; 3 = Uncertain; 2 = Somewhat Disagree;  
1 = Strongly Disagree 
 
Assumptions about 
Professional 
Learning 

Code 
 

Implications for implementing professional 
learning for student success and educator 
effectiveness 

1. Every student 
deserves great 
teaching every 
day. 

  

2. The potential for 
educators to 
invent solutions 
to educational 
problems is a 
powerful, 
untapped 
resource. 

  

3. Professional 
learning is 
essential for 
achieving 
individual, school, 
and district goals 
for student 
success. 

  

4. The success of   

https://docs.google.com/forms/d/13EJd3cJ0OygHLf8U3TUdoWu2jYtLw-iJfy5bZ49dR3M/viewform
https://docs.google.com/forms/d/13EJd3cJ0OygHLf8U3TUdoWu2jYtLw-iJfy5bZ49dR3M/viewform
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educators’ daily 
work depends on 
the quality and 
content of their 
professional 
learning. 

5. Shared 
responsibility and 
collaborative 
learning combine 
to improve 
student results. 

  

6. School is the 
center of change. 

  

7. Professional 
learning that 
aligns with school 
system, school, 
and individual 
goals 
exponentially 
increases results 
for all educators 
and students. 

  

8. Shared 
responsibility and 
collaborative 
learning combine 
to improve 
student results. 

  

9. School is the 
center of change. 

  

10. Professional 
learning that 
aligns with school 
system, school, 
and individual 
goals 
exponentially 
increases results 
for all educators 
and students. 

  

11. Shared 
responsibility and 
collaborative 
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learning combine 
to improve 
student results. 

12. School is the 
center of change. 

  

13. Professional 
learning that 
aligns with school 
system, school, 
and individual 
goals 
exponentially 
increases results 
for all educators 
and students. 

  

14. Effective 
professional 
learning requires 
collaboration 
among educators. 

  

15. Professional 
learning that 
aligns with school 
system, school, 
and individual 
goals 
exponentially 
increases results 
for all educators 
and students. 

  

16. Effective 
professional 
learning requires 
collaboration 
among educators. 

  

17. Educators have a 
professional 
responsibility to 
grow and learn. 

  

18. For professional 
learning to be 
successful, 
educators must 
be open to 
growing and 
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learning. 
 

19. Professional 
learning that 
aligns with school 
system, school, 
and individual 
goals 
exponentially 
increases results 
for all educators 
and students. 

  

20. Effective 
professional 
learning requires 
collaboration 
among educators. 
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Shifts in Professional Learning 

From To 
Individual learning Collaborative learning 

Driven by educator preference Driven by student, educator, and 
system data 

Focused on generic instruction Focused on content depth and 
content-specific instruction 

Large group, formal, one-size-fits 
all to build awareness 

Informal learning to develop, 
refine, and expand practice 

Focused on generic instruction Focused on content depth and 
content-specific instruction 

Large group, formal, one-size-fits 
all to build awareness 

Informal learning to develop, 
refine, and expand practice 

Focused on generic instruction Focused on content depth and 
content-specific instruction 

Large group, formal, one-size-fits 
all to build awareness 

Informal learning to develop, 
refine, and expand practice 

Occasional, episodic learning Cycle of continuous improvement 

Accountability measured by time Accountability measured by 
improvement in educator practice 
and student achievement 

Cost Investment 

Low expectations for application 
of learning 

High expectations for application 
of learning coupled with coaching 
and other forms of workplace 
support 
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Components of Standards for Professional Learning 

Standard Core Ideas 

Learning 
Communities  

 

Leadership  
 

Resources 
 

Data 
 

Learning 
Designs  

 

Implementation  
 

Outcomes  
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Recommended Next Actions for Districts 
 

• Create a comprehensive system for professional learning that 
includes: 

• Clear vision 
• Standards for effectiveness 
• Resources (time, funding, staff, technology, and materials) 
• Evaluation and accountability for results 
• Balance among three purposes—individual; team and 

school; and program implementation 
• Alignment of policies and practices 
• Coherence among C & I, student assessment, educator 

effectiveness, and professional learning systems 
• Collect and use data about professional learning to improve its 

quality and results for educators and students 
• Provide professional learning for principals, teacher leaders, 

school coaches, and central office to lead change and support 
effective professional learning  

• Build and share expertise within and across schools 
• Create a school-day schedule and school-year calendar that 

provides at least 10 days per school year for more intensive 
professional learning and three hours per week for collaborative 
learning and planning to move learning to practice 

• Develop skillful facilitators to guide school- and team-based 
professional learning related to individual, team, school, and 
district goals 
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Reflection Task 
 
What will you contribute to the success of the District Leadership 
Team’s charge to create, implement, monitor, and support effective 
professional learning to achieve deep and full implementation of its 
educator effectiveness system (5 required elements) and Common 
Core standards?  
 
Capture your next step ideas below as you reflect in each session Day 
1 & Day 2. 
 
 Common Core 

Standards 
Professional 
Learning 

Educator 
Effectiveness 

Standards of 
Professional 
Practice 

 
 
 
 

  

Differentiated 
Performance 
Levels 

 
 
 
 

  

Multiple 
Measures 

 
 
 
 

  

Evaluation and 
Professional 
Growth Cycle 

 
 
 
 

  

Aligned 
Professional 
Learning 

 
 
 
 

  

For resources to support transforming professional learning to 
support implementation of CCSS and EE see: 
 
http://www.learningforward.org/publications/implementing-
common-core#.Unwl2pEQVTM 
 

http://www.learningforward.org/publications/implementing-common-core#.Unwl2pEQVTM
http://www.learningforward.org/publications/implementing-common-core#.Unwl2pEQVTM

