Implementing District-Wide Change Is an Ongoing
Process, and Chicago’s Approach Continues to Evolve
Chicago was an early adopter of a revamped and expanded teacher evaluation
system, and the lessons it has learned offer insights for districts nationwide.
One aim of teacher evaluation is continuous improvement, and that applies to
the system itself as well as to individual teachers. There is no recipe or formula
for structuring a system that will best meet each and every possible need of
a district or its workforce. As districts amass more data and see the effects
of policy changes, they can and should continue to analyze and revise their
approaches.
In addition to findings outlined in research reports,
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Teacher evaluation systems have been a pillar of recent efforts to improve instruction and
ensure that all students have access to effective educators. Through state law changes,
Race to the Top, and federal flexibility incentives, more than 40 states are designing and
implementing new systems of educator evaluation based on multiple measures, including
classroom observations and student growth. This represents wide-scale movement after many
years of relative inattention to educator effectiveness within federal and state policy agendas.
Chicago Public Schools (CPS) began revising its approach to teacher evaluation in 2006.
An initial pilot, the Excellence in Teaching Project (EITP), launched in 2008. The current
system, called REACH Students (Recognizing Educators Advancing Chicago’s Students),
represents a dramatic departure from the checklist system used prior to 2008. In the
2014-2015 school year, for the first time under the new system, almost all CPS teachers
received an evaluation score.
In Chicago and nationwide, these implementation efforts have prompted ongoing
conversations about the implications of the new system for teachers, administrators,
and students. The critical information these systems generate has the potential to drive
better teaching and learning, better resource allocation, and better policy by providing an
opportunity for stakeholders to reflect on what has been learned from the early phases
of implementation and what those findings imply for the future of teacher evaluation in
CPS and nationwide.
The UChicago Consortium on School Research has been studying teacher evaluation in
CPS from the initial EITP pilot to district-wide implementation of REACH. Studies have
included annual surveys of teachers and principals, quantitative analysis of all available
ratings, and qualitative interviews with educators and administrators. This retrospective
highlights key findings and lessons learned in Chicago from 2008 to 2014.
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On the checklist, administrators rate teacher
performance in a number of areas as either a
strength or a weakness.
However, no definition
of strength or weakness
is included. Almost all
teachers are rated
“excellent” or “superior.”

CPS and the Chicago
Teachers’ Union form
a joint committee on
teacher evaluation.

The Excellence in
Teaching Project (EITP)
is introduced in 44
elementary schools.
Participating administrators receive extensive
training on conducting
evidence-based classroom observations.

The EITP pilot expands
to 100 elementary
schools but concludes
at the end of the school
year. Some pilot schools
choose to continue
using the observation
process for teacher professional development.

The Illinois General
Assembly passes the
Performance Evaluation
Reform Act (PERA),
requiring all districts to
implement a teacher
evaluation system including student growth and
professional practice.

CPS-CTU Joint Teacher
Evaluation Committee
begins to design and
plan for the implementation of a new evaluation system.

CPS begins implementation of REACH in all
schools, for non-tenured
teachers only. Tenured
teachers are observed
once, with no stakes.

Implementation of
REACH begins for all
teachers, both tenured
and non-tenured. All
teachers receive REACH
reports from Year 1 with
their evaluation data;
non-tenured teachers
receive a REACH score.

For the first time, all
teachers, including
tenured teachers,
receive a REACH score.

2008-2010: Excellence in Teaching Project utilizes a modified version
of Charlotte Danielson’s Framework for Teaching.

2012-2015: CPS-CTU Joint Teacher Evaluation Committee continues
to modify and refine implementation of REACH.
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