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PART I: INTRODUCTION AND PROCESS

INTRODUCTION

The Accomack County Public Schools Teacher Performance Evaluation System (TPES) uses the Goals and Roles Performance Evaluation Model© (short title: Goals and Roles Model©) developed by Dr. James Stronge for collecting and presenting data to document performance based on well-defined job expectations. 

The TPES provides a balance between structure and flexibility. It is prescriptive in that it defines common purposes and expectations, thereby guiding effective instructional practice. At the same time, it provides flexibility, thereby allowing for creativity and individual teacher initiative. The goal is to support the continuous growth and development of each teacher by monitoring, analyzing, and applying pertinent data compiled within a system of meaningful feedback. 

Purposes

The primary purposes of TPES are to:

· optimize student learning and growth,

· improve the quality of instruction by ensuring accountability for classroom performance and teacher effectiveness,

· contribute to successful achievement of the goals and objectives defined in the vision, mission, and goals of Accomack County Public Schools,

· provide a basis for instructional improvement through productive teacher performance appraisal and professional growth, and

· implement a performance evaluation system that promotes collaboration between the teacher and evaluator and promotes self-growth, instructional effectiveness, and improvement of overall job performance.

The distinguishing characteristics of TPES are:

· a focus on the relationship between professional performance and improved learner academic achievement,

· sample performance indicators for each of the teacher performance standards,

· a system for documenting teacher performance based on multiple data sources,

· a procedure for conducting performance reviews that stresses accountability, promotes professional improvement, and increases the involvement of teachers in the evaluation process, and

PART II: PERFORMANCE STANDARDS
Teachers are evaluated on the performance standards using the performance appraisal rubrics at the bottom of each page in this section.  The performance indicators are provided as samples of activities that address the standard. 
Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:
1.1
Effectively addresses appropriate curriculum standards.

1.2
Integrates key content elements and facilitates students’ use of higher level thinking skills in instruction.

1.3
Demonstrates an ability to link present content with past and future learning experiences, other subject areas, and real world experiences and applications.

1.4
Demonstrates an accurate knowledge of the subject matter.

1.5
Demonstrates skills relevant to the subject area(s) taught.

1.6
Bases instruction on goals that reflect high expectations and an understanding of the subject.

1.7
Demonstrates an understanding of the intellectual, social, emotional, and physical development of the age group.

1.8
Communicates clearly and checks for understanding.

	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the teacher consistently demonstrates extensive knowledge of the subject matter and continually enriches the curriculum.
	The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences.
	The teacher inconsistently demonstrates understanding of the curriculum, content, and student development or lacks fluidity in using the knowledge in practice.
	The teacher bases instruction on material that is inaccurate or out-of-date and/or inadequately addresses the developmental needs of students.


*Teachers who are exemplary often serve as role models and/or teacher leaders. 

Contemporary Effective Teacher Research

Contemporary research has found that an effective teacher:

· Facilitates planning units in advance to make intra- and interdisciplinary connections.

· Plans for the context of the lesson to help students relate, organize, and make knowledge become a part of their long-term memory.

· Identifies instructional objectives and activities
 to promote students’ cognitive and developmental growth.

Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:
2.1
Uses student learning data to guide planning.

2.2
Plans time realistically for pacing, content mastery, and transitions.

2.3
Plans for differentiated instruction.

2.4
Aligns lesson objectives to the school’s curriculum and student learning needs.

2.5
Develops appropriate long- and short-range plans, and adapts plans when needed.

	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the teacher actively seeks and uses alternative data and resources and consistently differentiates plans to meet the needs of all students.
	The teacher plans using the Virginia Standards of Learning, the school’s curriculum, effective strategies, resources, and data to meet the needs of all students.
	The teacher inconsistently uses the school’s curriculum, effective strategies, resources, and data in planning to meet the needs of all students.
	The teacher does not plan, or plans without adequately using the school’s curriculum, effective strategies, resources, and data.


*Teachers who are exemplary often serve as role models and/or teacher leaders.

Contemporary Effective Teacher Research

Contemporary research has found that an effective teacher:

· Constructs a blueprint of how to address the curriculum during the instructional time.

· Uses knowledge of available resources to determine what resources s/he needs to acquire or develop.


Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:

3.1
Engages and maintains students in active learning. 

3.2
Builds upon students’ existing knowledge and skills.

3.3
Differentiates instruction to meet the students’ needs.

3.4
Reinforces learning goals consistently throughout the lesson.  

3.5
Uses a variety of effective instructional strategies and resources.

3.6
Uses instructional technology to enhance student learning.

3.7
Communicates clearly and checks for understanding.

	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the teacher optimizes students’ opportunity to learn by engaging them in higher order thinking and/or enhanced performance skills. 
	The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet individual learning needs.
	The teacher inconsistently uses instructional strategies that meet individual learning needs.
	The teacher’s instruction inadequately addresses students’ learning needs.


*Teachers who are exemplary often serve as role models and/or teacher leaders.

Contemporary Effective Teacher Research

Contemporary research has found that an effective teacher:

· Stays involved with the lesson at all stages.

· Uses a variety of instructional strategies. 
· Uses research-based strategies to make instruction student-centered. 

· Involves students in cooperative learning to enhance higher-order thinking skills. 
· Uses students’ prior knowledge to facilitate student learning.

· Possesses strong communication skills,
 offering clear explanations and directions.

· Differentiates for students’ needs using remediation, skills-based instruction, and individualized instruction.

· Uses multiple levels of questioning aligned with students’ cognitive abilities with appropriate techniques.

Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:
4.1
Uses pre-assessment data to develop expectations for students, to differentiate instruction, and to document learning.

4.2
Involves students in setting learning goals and monitoring their own progress.

4.3
Uses a variety of assessment strategies and instruments that are valid and appropriate for the content and for the student population.

4.4
Aligns student assessment with established curriculum standards and benchmarks.

4.5
Uses assessment tools for both formative and summative purposes, and uses grading practices that report final mastery in relationship to content goals and objectives.

4.6 
Uses assessment tools for both formative and summative purposes to inform, guide, and adjust students’ learning.

4.7
Gives constructive and frequent feedback to students on their learning.
	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the teacher uses a variety of informal and formal assessments based on intended learning outcomes to assess student learning and teaches students how to monitor their own academic progress.
	The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, guide instructional content and delivery methods, and provide timely feedback to both students and parents throughout the school year.
	The teacher uses a limited selection of assessment strategies, inconsistently links assessment to intended learning outcomes, and/or does not use assessment to plan/modify instruction.
	The teacher uses an inadequate variety of assessment sources, assesses infrequently, does not use baseline or feedback data to make instructional decisions and/or does not report on student academic progress in a timely manner.


*Teachers who are exemplary often serve as role models and/or teacher leaders.
Contemporary Effective Teacher Research 

Contemporary research has found that an effective teacher:

· Offers regular, timely, and specific feedback and reinforcement.

· Gives homework and offers feedback on the homework. 

· Uses open-ended performance assignments.

· Analyzes student assessments to determine the degree to which the intended learning outcomes align with the test items and student understanding of objectives.

· Interprets information from teacher-made tests and standardized assessments to guide instruction and gauge student progress by examining questions missed to determine if the student has trouble with the content or the test structure.


Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:
5.1
Arranges the classroom to maximize learning while providing a safe environment.

5.2
Establishes clear expectations, with student input, for classroom rules and procedures early in the school year, and enforces them consistently and fairly.

5.3 Maximizes instructional time and minimizes disruptions.

5.4
Establishes a climate of trust and teamwork by being fair, caring, respectful, and enthusiastic.

5.5 
Promotes cultural sensitivity.

5.6
Respects students’ diversity, including language, culture, race, gender, and special needs.

5.7 
Actively listens and pays attention to students’ needs and responses.

5.8
Maximizes instructional learning time by working with students individually as well as in small groups or whole groups.

	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the teacher creates a dynamic learning environment that maximizes learning opportunities and minimizes disruptions within an environment in which student’s self-monitor behavior.
	The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered environment that is conducive to learning.
	The teacher is inconsistent in using resources, routines, and procedures and in providing a respectful, positive, safe, student- centered environment.
	The teacher inadequately addresses student behavior, displays a harmful attitude with students, and/or ignores safety standards.


*Teachers who are exemplary often serve as role models and/or teacher leaders.

Contemporary Effective Teacher Research

Contemporary research has found that an effective teacher:

· Cares about students as individuals and makes them feel valued.

· Adapts teaching to address student learning styles.

· Acknowledges his or her perspective and is open to hearing their students’ worldviews.

· Is culturally competent.

· Seeks to know about the cultures and communities from which students come.


Standard 6 Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:
6.1
Collaborates and communicates effectively within the school community to promote students’ well-being and success.

6.2 Adheres to federal and state laws, school policies and ethical guidelines.

6.3
Incorporates learning from professional growth opportunities into instructional practice.

6.4
Sets goals for improvement of knowledge and skills. 

6.5
Engages in activities outside the classroom intended for school and student enhancement.

6.6
Works in a collegial and collaborative manner with administrators, other school personnel, and the community.

6.7
Builds positive and professional relationships with parents/guardians through frequent and effective communication concerning students’ progress.

6.8
Serves as a contributing member of the school’s professional learning community through collaboration with teaching colleagues.

6.9
Demonstrates consistent mastery of standard oral and written English in all communication.

	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the teacher continually engages in high level personal/professional growth and application of skills, and contributes to the development of others and the well-being of the school.
	The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for and participates in professional growth that results in enhanced student learning.
	The teacher inconsistently practices or attends professional growth opportunities with occasional application in the classroom.
	The teacher demonstrates inflexibility, a reluctance and/or disregard toward school policy, and rarely takes advantage of professional growth opportunities.


*Teachers who are exemplary often serve as role models and/or teacher leaders.

Contemporary Effective Teacher Research 

Contemporary research has found that an effective teacher:
· Recognizes the levels of involvement, ranging from networking to collaboration.

· Uses multiple forms of communication between school and home.

· Acknowledges his or her perspective and is open to hearing their students’ worldviews.

· Is culturally competent.

· Seeks to know about the cultures and communities from which students come.

Note:  Performance Standard 7:  If a teacher effectively fulfills all previous standards, it is likely that the results of teaching -- as documented in Standard 7:  Student Academic Progress -- would be positive.  The Virginia teacher evaluation system includes the documentation of student growth as indicated within Standard 7 and recommends that the evidence of progress be reviewed and considered throughout the year.

Sample Performance Indicators

Examples of teacher work conducted in the performance of the standard may include, but are not limited to:
7.1
Sets acceptable, measurable and appropriate achievement goals for student academic progress based on baseline data.

7.2
Documents the progress of each student throughout the year.

7.3
Provides evidence that achievement goals have been met, including the state-provided growth measure when available as well as other multiple measures of student growth.

7.4
Uses available performance outcome data to continually document and communicate student academic progress and develop interim learning targets.

	Exemplary*
	Proficient

Proficient is the expected level of performance.
	Developing/Needs Improvement
	Unacceptable

	In addition to meeting the standard, the work of the teacher results in a high level of student achievement with all populations of learners.


	The work of the teacher results in acceptable, measurable, and appropriate student academic progress.


	The work of the teacher results in student academic progress that does not meet the established standard and/or is not achieved with all populations taught by the teacher.
	The work of the teacher does not achieve acceptable student academic progress.


*   Teachers who are exemplary often serve as role models and/or teacher leaders.

Contemporary Effective Teacher Research 

Contemporary research has found that an effective teacher:
· Knows the students’ abilities and sets realistic goals. 

· Raises the achievement levels for all groups of students in the classroom.

· Identifies and establishes additional means of support for students, such as peer study groups, to advance toward learning goals.

The performance indicators help teachers and their evaluators clarify job expectations. All performance indicators may not be applicable to a particular work assignment. Ratings are NOT made at the performance indicator level, but at the performance standard level.

Performance Standard 1:  Professional Knowledge


The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of students by providing relevant learning experiences.





Performance Standard 2:  Instructional Planning


The teacher plans using the Virginia Standards of Learning, the school’s curriculum, effective strategies, resources, and data to meet the needs of all students.





Performance Standard 3:  Instructional Delivery


The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet individual learning needs. 





Performance Standard 4:  Assessment of and for Student Learning


The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, guide instructional content and delivery methods, and provide timely feedback to both students and parents throughout the school year.





Performance Standard 5:  Learning Environment


The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered environment that is conducive to learning.





Performance Standard 6:  Professionalism


The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for and participates in professional growth that results in enhanced student learning.





Performance Standard 7:  Student Academic Progress


The work of the teacher results in acceptable, measurable, and appropriate student academic progress.














PART III: Documenting Performance


Data Sources for Teachers


Data Source�
Definition�
�
�
�
�
Goal Setting 


for Student 


Progress 


�
Teachers have a definite impact on student learning and performance through their various roles. Depending on grade level, content area, and students’ ability level, appropriate measures of academic performance are identified to provide information on learning gains. Performance measures include standardized test results as well as other pertinent data sources. Teachers set goals for improving Student Progress based on the results of performance measures. The goals and their attainment constitute an important data source for evaluation. All goals are developed and submitted to administration and approved by September 30th. �
�
Evaluation and Observation Timeline


New/Probationary Teachers


�
Goal Setting


Informal Observation (20-30 min.) Conducted by September 30th. 


Formal Observation (at least 45 minutes or the duration of the class period or block.) One observation for each of the first three marking period. The first formal observation must be conducted by October 30th.


Interim Evaluation – Review teacher documentation log and goal progress.


Recommendation to Superintendent – non�renewal if necessary.


Summative Evaluation – Review teacher documentation log and goal progress.�
�
Evaluation and Observation Timeline


Continuing Contract Teachers


�
Goal Setting


Informal Observation (20-30 min.). Conducted by September 30th for all teachers on a Performance Improvement Plan, and received a single summative rating of Developing at the end of the previous school year.


Formal Observation (at least 45 minutes or the duration of the class period or block.). One observation conducted each semester.


Interim Evaluation – Review teacher documentation log and goal progress.


Recommendation to Superintendent – dismissal if necessary.


Summative Evaluation – Review teacher documentation log and goal progress.�
�
Teacher 


Documentation 


Log�
The Documentation Log includes both specific required artifacts and teacher-selected artifacts that provide evidence of meeting selected performance standards.�
�
Other Guidelines�
A pre-conference is mandatory before the first (1st) formal observation for all new teachers to the Division.


A post-conference is mandatory after each formal observation. The conference must be held within 3-5 days after the observation.





Walkthroughs will be used as necessary.





A teacher will be placed on a Performance Improvement Plan with one Unacceptable rating in any specific area.





A teacher will be recommended for dismissal or nonrenewal with a single summative rating of Unacceptable.�
�



Observations


Observations are intended to provide information on a wider variety of contributions made by teachers in the classroom or to the school community as a whole.  Administrators are continually observing in their schools by walking through classrooms and non-instructional spaces, attending meetings, and participating in school activities.





Classroom observations provide key information on several of the specific standards.  Probationary teachers will be observed at least three times per year.  Two of these observations will occur prior to the end of the first semester.  Teachers employed under a continuing contract will be observed at least two times per year.  Additional observations for any staff member will be at the building administrator’s discretion.  All formal observations will include a classroom observation of at least 45 minutes and a post-conference.  A pre-conference is mandatory before the first formal observation for all new teachers to the profession and the Division. 





Evaluators use observations as one source of information to determine whether a teacher is meeting the performance standards.  The evaluator provides feedback about the observation using the observation form and through a post-conference with the teacher. A post-conference is mandatory after each formal observation. The conference must be held within 3-5 days after the observation.  Other observation forms may be used at the evaluator’s discretion. 





After each observation, one copy of the observation form will be given to the teacher and one copy will be maintained by the evaluator for the entire evaluation cycle to document growth and development.








Student Progress





The Virginia Department of Education Uniform Performance Standards and Evaluation Criteria incorporate growth as a significant component of the evaluation while encouraging local flexibility in implementation.  These guidelines recommend that growth account for 40 percent of an individual’s summative evaluation.  There are three key points to consider in this model:





Student learning, as determined by multiple measures of growth, accounts for a total of 40 percent of the evaluation.  


At least 20 percent of the teacher evaluation (50 percent of the growth measure) is comprised of growth as determined from the Virginia state growth measure, student growth percentiles, when the data are available and can be used appropriately.


Another 20 percent of the teacher evaluation (50 percent of the growth measure) should be measured using one or more alternative measures with evidence that the alternative measure is valid.  Note: Whenever possible, it is recommended that the second growth measure be grounded in validated, quantitative measures, using tools already available in the school.  





It is important to understand that less than 30 percent of teachers in Virginia’s public schools will have a direct measure of student progress based on Standards of Learning assessment results.  The median student growth percentile may be used as one direct measure of student progress when the data are available for a minimum of 40 students and growth data are available for at least two years.  However, there must be additional measures for the remaining 70 percent of teachers, and to ensure there are one or more additional measures for teachers who can appropriately use the student growth percentile as one of multiple growth measures in the evaluation.  Quantitative measures of growth based on validated achievement measures that already are being used locally should be the first data considered when determining local growth measures; other measures are recommended for use when two valid and direct measures of growth are not available.  





Teacher Documentation Log





The purpose of the Teacher Documentation Log  is to provide evidence of performance related to specific standards.  There are three items required in the Teacher Documentation Log (Cover Sheet, Student Progress Goal Setting Form, and Parent Communication Log); however, other documents may be included, such as: Evidence of Professional Development, Record of Extracurricular Activities, Evidence of Assessment for Learning, and other documents related to the Teacher Evaluation Standards.  These documents provide administrators with information they likely would not receive in an observation.  Specifically, the Teacher Documentation Log provides the teacher with an opportunity for self-reflection, demonstration of quality work, and a basis for two-way communication with an administrator.  The emphasis is on the quality of work, not the quantity of materials presented.  Furthermore, the Teacher Documentation Log is used to organize the multiple data sources included in the teacher evaluation.





A cover sheet should be placed at the front of the required and optional documents.  Documentation is not required for all performance standards as other data sources may be used.





Administrators and evaluators review the documentation log mid-year and at the end of the school year.  Additionally, teachers in their probationary period will meet with administrators and/or evaluators to review their documentation log by the end of the first semester. 





The Teacher Documentation Log should be available at the request of the administrator and/or evaluator. 





Documentation Log





A Documentation Log:


is one component of a multi-source evaluation and complements the observation components of the teacher evaluation system prior to the summative evaluation,


is a collection of artifacts that result from regular classroom instruction,


may be kept as electronic files or in paper form (e.g. three ring binder, file folder),


must include the required documentation listed on the cover sheet,


is a work in progress; it is to be updated regularly throughout the evaluation period (weekly/ monthly),


should be available for review at administrator’s request,


should be user-friendly (neat, organized),


remains in teacher’s possession except when reviewed by the evaluator,


belongs to the employee, and


will be checked at least one time per year with feedback provided.





A Documentation Log is NOT





A Documentation Log is not:


a portfolio, or


additional forms or materials created solely for the purpose of evaluation.





GOAL SETTING PROCESS 





Student achievement goal setting involves several steps, beginning with knowing where students are in relation to what is expected of them.  Then, teachers can set specific, measurable goals based on both the demands of the curriculum and the needs of the students.  The next part of the process is recursive in that the teacher creates and implements strategies and monitors progress.  As progress is monitored, the teacher makes adjustments to the teaching and learning strategies.  Finally, a summative judgment is made regarding student learning for a specific period of time.  



































 Student Achievement Goal Setting Process


�





Each teacher, using the results of an initial assessment, sets an annual goal� for improving student achievement.  The evaluator and the teacher meet to discuss data from the initial assessment and review the annual goal.  A new goal is identified each year.  The goal should be customized for the teaching assignment and for the individual learners.  The Goal Setting for Student Progress Form may be used for developing and assessing the annual goal.  Student progress goals measure where the students are at the beginning of the year, where they are at mid-year, where they are at the end of the year, and student growth over time.





Appropriate measures of student learning gains differ substantially based on the learners’ grade level, content area, and ability level.  The following measurement tools are appropriate for assessing student progress: 


criterion-referenced tests, 


norm-referenced tests,


standardized achievement tests, 


school adopted interim/common/benchmark assessments, and


               authentic measures (e.g., learner portfolio, recitation


In addition to teacher-generated measures of student performance gains, administrators may conduct school-wide reviews of test data to identify patterns in the instructional program.  Such reports are useful for documenting student gains and for making comparisons.





Developing Goals


Goals are developed early in the school year.  The goals describe observable behavior and/or measurable results that would occur when a goal is achieved.  The acronym SMART  is a useful way to self-assess a goal’s feasibility and worth. 





Specific:  	The goal is focused, for example, by content area, by learners’ needs.


Measurable:  	An appropriate instrument/measure is selected to assess the goal.


Appropriate: 	The goal is within the teacher’s control to effect change.


Realistic:   	The goal is feasible for the teacher.


Time limited: 	The goal is contained within a single school year.


 Sample Goals


  Fourth Grade Sample Goal:


All of my students will demonstrate growth of one academic year on the Gates Reading Inventory.  Also, at least 80 percent of my students will be reading on or above grade level by the end of this school year.





  Grade 7 Mathematics Sample Goal: 


All students will demonstrate mastery on the end of year Math 7 Benchmark Test.  Also, at least 90 percent of my students will demonstrate proficiency on the Grade 7 Math SOL Test.





  High School English Sample Goal:


Ninety percent of Grade 12 English students will score 80% or higher on English 12 Common Assessments.





  Middle School Self-Contained Special Education Sample Goal:


The students will increase their Brigance Age Equivalents by an average of 6 months.�
�



Goal Setting Form Explanation





The following describes the sections of the Goal Setting for Student Progress Form. 





Setting: Describe the population and special circumstances of the goal setting.





Identify the content area: The area/topic addressed based on learner achievement, learner or program progress, or observational data.





Provide baseline data: Determine the learners’ baseline data (where they are now) using the following process:


Collect and review data.


Analyze the data.


Interpret the data.


Determine needs.


Examples of data sources for monitoring student


IV.	Write goal statement: What do you want learners to accomplish?


Select an emphasis for your goal, focusing on the classroom/teacher level.


Develop an annual goal.





Means for attaining the goal: Activities used to accomplish the goals including how progress is measured and target dates. 





Submission of the Goal Setting for Student Progress Form





Teachers complete a draft of their goals and schedule a meeting with their evaluators to look at the available data from performance measures and discuss the proposed goal.  Each year, teachers are responsible for submitting their goals to their evaluator within the first month of the school year. 





Mid-Year Review of Goal





A mid-year review of progress on the goal is held for all teachers.  At the principal’s discretion, this review may be conducted through peer teams, coaching with the evaluator, sharing at a staff meeting or professional day, or in another format that promotes discussion, collegiality, and reflection.  The mid-year review should be held within 30 days of the end of the first semester.  It is the principal’s responsibility to establish the format and select the time of the review.





End-of-Year Review of Goal





By the appropriate date, as determined by the principal, each teacher is responsible for assessing the professional growth made on the goal and for submitting documentation to the principal.  A teacher may find it beneficial to draft the next year’s goal as part of the reflection process in the event the goal has to be continued and/or revised.  By mutual agreement, administrators and individual teachers may extend the due date for the end-of-year reviews in order to include the current year’s testing data or exam scores.








MAKING SUMMATIVE DECISIONS





Two major considerations used to assess job performance during summative evaluation are the performance standards and the documentation of the actual performance of the standards (observations, goal setting, Teacher Documentation Log). The performance appraisal rubric and performance indicators provide a description of the teacher performance standards. 





Definitions of Ratings





The rating scale describes four levels of how well the standards (i.e., expectations) are performed on a continuum from “exemplary” to “unacceptable.”  The use of the scale enables evaluators to acknowledge teachers who exceed expectations (i.e., “exemplary”), note those who meet the standard (i.e., proficient), and use the two lower levels of feedback for teachers who do not meet expectations (i.e., “developing/needs improvement” and “unacceptable”).  Figure 2 offers general descriptions of these ratings.





The following sections define the four rating levels, provide detailed information about the performance of expectations for improvement purposes, and describe the decision-making process for assessing performance. NOTE: Ratings are applied to individual performance standards, NOT performance indicators.





Responsibility for the Ratings





The site administrator has the ultimate responsibility for ensuring that TPES is executed faithfully and effectively in the school.  Yet, for an evaluation system to be meaningful, it must provide its users with relevant and timely feedback.  








 Definitions of Terms Used in Rating Scale


Category�
Description�
Definition�
�
Exemplary


�
The teacher performing at this level maintains performance, accomplishments, and behaviors that consistently and considerably surpass the established standard. This rating is reserved for performance that is truly exemplary and done in a manner that exemplifies the school’s mission and goals. �
Exceptional performance:


consistently exhibits behaviors that have a strong positive impact on learners and the school climate


serves as a role model to others


sustains high performance over a period of time�
�
Proficient





�
The teacher meets the standard in a manner that is consistent with the school’s mission and goals. 


�
Effective performance: 


meets the requirements contained in the job description as expressed in the evaluation criteria


demonstrates willingness to learn and apply new skills


exhibits behaviors that have a positive impact on learners and the school climate�
�
Developing/


Needs Improvement�
The teacher often performs below the established standard or in a manner that is inconsistent with the school’s mission and goals. 


�
Below acceptable performance:


requires support in meeting the standards


results in less than quality work performance 


leads to areas for teacher improvement being jointly identified and planned between the teacher and evaluator�
�
Unacceptable�
The teacher consistently performs below the established standard or in a manner that is inconsistent with the school’s mission and goals. 


�
Ineffective performance: 


does not meet the requirements contained in the job description as expressed in the evaluation criteria


may result in the employee not being recommended for continued employment�
�



�
Rating Teacher Performance





Evaluators have two tools to guide their rating of teacher performance for the summative evaluation: (a) the sample performance indicators and (b) the performance rubric. 





Sample Performance Indicators





Performance indicators are used in the evaluation system to identify observable behaviors within the seven performance standards.  Examples of performance indicators for each performance standard can be found in Part II.  





Performance Rubric 





A performance rubric is provided for each of the seven standards.  The performance rubric is a behavioral summary scale that describes acceptable performance levels for each teacher performance standard.  It states the measure of performance expected of teachers and provides a general description of what a rating entails.  The rating scale is applied for the summative evaluation of all teachers.  Note: The rating of “proficient” is the expected level of performance.





Administrators make decisions about performance of the seven performance standards based on all available evidence.  After collecting information through observations, goal setting, the Teacher Documentation Log and other relevant sources, including evidence the teacher offers, the evaluator rates a teacher’s performance for the summative evaluation.  Therefore, the summative evaluation will represent where the “preponderance of evidence” exists, based on various data sources. 





During the summative evaluation, the four-level rating scale is applied to evaluate performance on all teacher expectations (see Teacher Performance Summative Report in Part IV).  The results of the evaluation are discussed with the teacher at a summative evaluation conference.  The performance rubrics guide evaluators in assessing how well a standard is performed.  They are provided to increase reliability among evaluators and to help teachers to focus on ways to enhance their teaching practice. 


�






 Sample Rubric of Teacher Performance (Standard 5: Learning Environment)





Exemplary�
Proficient


Proficient is the expected level of performance.�
Developing/Needs Improvement�
Unacceptable�
�
In addition to meeting the standard, the teacher creates a dynamic learning environment that maximizes learning opportunities and minimizes disruptions within an environment in which student’s self-monitor behavior.�
The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered environment that is conducive to learning.�
The teacher is inconsistent in using resources, routines, and procedures and in providing a respectful, positive, safe, student- centered environment.�
The teacher inadequately addresses student behavior, displays a harmful attitude with students, and/or ignores safety standards.�
�



Summative evaluations are to be completed for all contract types as soon as data is available.  If non-renewal of a teacher is anticipated, the summative evaluation ideally occurs at least one semester prior to the end of school year, provided that the teacher has had an opportunity to complete all of the Improvement Plan activities (described in the next section of this Handbook).





The evaluator submits the signed Teacher Performance Summative Report to the Assistant Superintendent for Instruction within 10 calendar days of completing the summative conference. 





Single Summative Rating





In addition to receiving a diagnostic rating for each of the seven performance ratings, the employee will receive a single summative evaluation rating at the conclusion of the evaluation cycle.  This summative rating will reflect an overall evaluation rating for the employee.  The intent is not to replace the diagnostic value of the seven performance standards; rather it is to provide an overall rating of the employee’s performance.


The overall summative rating will be judged “acceptable” or “unacceptable.”


If the employee has an “unsatisfactory” rating on one or more of the seven performance standards, the individual will receive an overall performance rating of “unacceptable.”


If the employee has three or more “needs improvement” ratings from among the seven performance standards, the individual will be rated as “unacceptable.”





Performance Improvement Plan





If a teacher’s performance does not meet the expectations established by the school, the teacher may be placed on a Performance Improvement Plan ). 





A Performance Improvement Plan is designed to support a teacher in addressing areas of concern through targeted supervision and additional resources.  It may be used by an evaluator at any point during the year for a teacher whose professional practice would benefit from additional support.  A teacher who receives two or more “Unsatisfactory” ratings on an interim review will be placed on a Performance Improvement Plan. Additionally, a Performance Improvement Plan will be required if either of the following ratings is given on a Teacher Summative Performance Evaluation Report:





a rating of “Unacceptable” on one or more performance standards or an overall rating of “Unacceptable.”





Implementation of Performance Improvement Plan





When a teacher is placed on a Performance Improvement Plan, the evaluator must: 


provide written notification to the teacher of the area(s) of concern that need(s) to be addressed, and


formulate a Performance Improvement Plan in conjunction with the teacher, 


and


review the results of the Performance Improvement Plan with the teacher immediately following the predetermined time period, or according to the specifically established target dates.





Assistance may include:


support from a professional peer or supervisor, or


conferences, classes, and workshops on specific topics, and/or


other resources to be identified.











Resolution of Performance Improvement Plan





Prior to the evaluator making a final recommendation, the evaluator meets with the teacher to review progress made on the Performance Improvement Plan, according


When a veteran/long-term teacher is rated unacceptable, a Performance Improvement Plan will be developed and implemented.  Following implementation of the Performance Improvement Plan, additional performance data, including observations as applicable, will be collected.





Request for Review of an “Unacceptable” Rating





The teacher may request a review of the evidence in relation to an “Unacceptable” rating received on a summative evaluation, or as a result of a  Performance Improvement Plan, in accordance with the policies and procedures of the school division.





The request should be made in writing to the Assistant Superintendent for Instruction within five (5) days of the summative evaluation conference.


















































PART IV: FORMS AND LOGS





INTRODUCTION





Part III contains copies of forms used during the supervision of teachers. The evaluator and the teacher use the forms to provide evidence of the quality of work performed. The evaluator maintains the forms and provides copies to the teacher. At a minimum, the evaluator retains copies of the completed Student Progress Goal Setting Form, Teacher Documentation Log Cover Sheet, Observation Forms, Summative Evaluation Form, and Performance Improvement Plan (if needed).





 Items Used as Evidence of Quality Work Performance


Form�
Documentation


Completed by�
�
�
Evaluator�
Teacher�
�
Goal Setting for Student Progress Form�
�
�
�
Observation Form�
�
�
�
Documentation Log Cover Sheet (and other artifacts)�
�
�
�
Interim Performance Report�
�
�
�
Summative Evaluation Report�
�
�
�
Performance Improvement Plan (if needed)�
�
�
�









