FIRST DRAFT
TO: Faculty Agenda Committee and President 0Ol ander
FROM: Administrative Evaluation DTF

RE: Final Report and Fecommendations

On October 16, 13983 you charged the Administration
Evaluation DTF to prepare recommendations regarding
administrative evaluation at Everagreen. The major aspects of the
DTF’s task, as reflected in the charge, were:

— to address ourselves not to whether there should be
administrative evaluation at TESC but to how it should be done;

= to review the history of administrative evaluation at
TESC;

- to think about administrative evaluation within the
framework of important and longstanding TESC wvalues;

- to recommend procedures that reinforce these values and
are consistent with Board of Trustees policy and State rules;

= to address procedures for top-level administrators
(president, vice-presidents, deans and directors);

- to complete our task expeditiously.

DTF Activities

The ﬁTF mémbevs reviewed the following documents:

— the charge;. - ; )

- the report of the 1971 DTF on administrative evaluation;

~ an informal. history of administrative evaluation
practlces at TESC prepared by Burt Euttman,

- relevant sections of the Strateg:c Plari, and the report
of its Values and Aspirations subcommittees;-

— a Harvard Business Feview article, "Appraisal of what
per formance?" by Harry Levinson (suggested by Ken Winkley).

The DTF also sent a memo to the entire Evergreen community,
soliciting input. A few written responses were received., We
held six meetings between October 18 and December &. We invited
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Joe 0Olander, Margarita,de Sugiyama and Gail Martin to share their
thoughts on the subject with us.

We set up a discussion scheme in which we would start with
Evergreen community walues, and work from there to what we called
"orinciples of evaluation," and from there to specific
procedures. Our report is organized according to this three—part
scheme.

Evergreen Values

The DTF spent three full meetings discussing values. We
wanted to be as sure as we could that we were operating from a
shared understanding (i.e., among ocurselves and with the rest of
the Everagreen community) of what important Everagreen wvalues are,
and whether these have changed over time. We were concerned
about the issue of whether there is any discontinuity between
expressed values and actual practices and behaviors among
community members. We decided that in the case of some 1f not
all the walues there is such a gap, and that it would be
important to come up with principles and procedures that would
help to re—-energize the wvalues and support behaviors and
practices congruent with them.

The list of relevant wvalues that we developed is as follows:

- that Ewvergreen is a place that fosters indiwvidual
devel opment ;

- that all of uﬂ,'students, facul ty, and administrators,
are both teachers and learners:

- that eieryone_in the community is engaged in a Joint
venture regardless of what particular role they fulfill;

- that consultation and cailabnratinn -honesty, and
- fairness should characterize our Drdlnary and extraordinary
interactions with one ancther;

-  that we prize diversity of people, ideas, and practices;

- that all members of the community are accountable to one
ancther and to the external world.

In our discussion of these values, we came to the .conclusion
that a gap has arisen between administrators and faculty so that
frequently we no longer see that we are 311 teachers and learners
engaged in a joint wventure. In addition, we perceive that in
some respects the organizational culture at Evergreen, in
practice, has moved away from honesty. For example, there is
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