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PHILOSOPHY STATEMENT

The primary purpose of performance-based teacher evaluation in the Jefferson City Public School is to enhance student development by improving the quality of instruction through ongoing professional growth and development.  Performance evaluation provides each professional with the opportunity to develop and enhance his or her potential in an atmosphere of mutual trust and respect.

Performance-based teacher evaluation is implemented through an on-going, cooperative process.  The evaluation criteria are observable, definable, and directly related to job performance expectations.  This development process includes consistent, constructive assessment of teacher performance and provides direction and opportunity for professional growth.

Successful implementation of performance-based teacher evaluation requires a continuous commitment of time, training and resources.  This commitment is a cooperative effort of the entire staff and the Board of Education.

PERFORMANCE-BASED

TEACHER EVALUATION PROCESS

The following is an explanation of the procedures for performance-based teacher evaluation.  The process begins with orientation for administrators and teachers, continues with the formative phase, and culminates in the summative evaluation.  This evaluation process is intended to be on going, growth focused, criterion-based, and cooperative.

ORIENTATION
Supervisors
Prior to initiating the evaluation process, each supervisor will receive in-service training.  In-service sessions will be conducted by the district to promote consistency and quality of supervisory skills.  Supervisors include all personnel responsible for supervising/evaluating teachers.  Central Office Administrators will also participate in in-service training. 

Teachers

The Human Resources Office will conduct an informational session on teacher evaluation during new employee orientation.  Further, in-service for all teachers shall be provided.  These sessions will be conducted to provide:

· information on the evaluation processes and procedures; and

· an understanding of the roles of the teacher and the supervisor.

Teachers include all certified professional staff members, including classroom teachers, counselors, librarians, and special services staff.  While the criteria may differ for these positions, the process for evaluation will be the same for all.
Certificated staff who serve multiple school in the same position will have only one evaluation process completed.  Administrators from the served schools will work together on completing the evaluation process.  A certificated employee who work as both a paraprofessional and a classroom teacher will receive only a teacher evaluation.
EVALUATION PROCESS
Effective July 1, 2014, all school districts in Missouri must ensure that the teacher evaluation systems being utilized assess performance based upon seven (7) essential principles identified by the Missouri Department of Elementary and Secondary Education (DESE).  These essential principals are based upon the understanding that growth and learning of children is the primary responsibility of those who teach in our classrooms and lead our schools and that student growth and learning can be observed and measured.  As educators, we, in partnership with students, parents and community, are accountable for ensuring the improvement of student achievement. Effective educator evaluation systems promote the improvement of professional practice resulting in the improvement of student performance and must include the following research-based essential principles: 

· Measures educator performance against research-based, proven performance targets associated with the improvement of student performance. 

· Uses multiple ratings to differentiate levels of performance. 

· Highlights a probationary period of adequate duration to ensure sufficient induction and socialization support for new teachers and leaders. 

· Uses measures of growth in student learning as a significant contributing factor in the evaluation of professional practice at all levels and ensures that a proficient or a distinguished rating cannot be received in educator performance if student growth is low. 

· Provides ongoing, timely, deliberate and meaningful feedback on performance relative to 

research-based targets. 

· Requires standardized, initial and periodic training for evaluators to ensure reliability and 

accuracy. 

Utilizes the results and data to inform decisions regarding personnel, employment 

· determinations and policy regarding employment.
Step 1:  Identify the Indicators to be Assessed

The indicators selected determine the focus and rationale for improving effective practice and are based on what is identified as most needed to improve student learning.  The school district has identified three (3) indicators that will be the primary focus of growth efforts for the 2014-15 and 2015-16 school years.  These indicators include:  3.3, 7.2 and 9.2.  These identified indicators provide focal areas for ongoing learning and growth, and are aligned with efforts currently underway in the school district. 
The selection of indicators was, and is, determined with the following criteria in mind: 

1. The three indicators selected include:  3.3, 7.2 and 9.2:

3.3 – Instructional goals and differentiated instructional strategies

7.2 – Assessment data to improve student learning

9.2 – Collaborating to meet student needs
Each teacher will develop, in collaboration with the building administrator/supervisor, a Professional Growth Plan focusing on these three indicators and will work cooperatively with the administrator throughout the school year to assess growth in each of these areas.

2. Other indicators may be identified at any time based on issues and needs that arise. In instances where particular growth or change in practice must be addressed, an Educator Improvement Plan (EIP
) may be instituted.

Step 2:  Determine Baseline Score for Each Identified Indicator 

During the first year of implementation of the evaluation process, a baseline score will be established at the end of the 2014-15 school year, once the teacher and administrator have had ample opportunities for the collection and analysis of data to provide validity to the score established.  This process varies slightly from the State’s recommendation that a baseline score be established at the time of development of the Professional Growth Plan.  Without sufficient data to support the determination of the initial baseline score, it seems most prudent to wait and establish that score at the end of the first year of implementation.  The teacher will continue to work on the same three indicators during the second year of implementation, and the final score from the first year shall become the baseline score for the second year.  A growth rating will then be determined at the end of the evaluation cycle for the second year of implementation (2015-16).

The 0 – 7 scale found on each growth guide provides a numerical rating for each 

indicator. This numerical value establishes the baseline score. The baseline score for 

returning teachers working on the same indicator will serve as the starting score.

This generates continuity of improvement on a particular indicator.  For teachers new

to the district or when new indicators for returning teachers are selected, the baseline 

score will be established by the principal using the appropriate growth guide.  Baseline scores will be established by the first Monday in October.  

The baseline score is determined by considering the evidence at each level of the

appropriate growth guide. Evidence falls into one of three different categories: 

Commitment, Practice and Impact.   It is also necessary to determine the appropriate

descriptor for the teacher’s performance. This descriptor will be either 

Emerging, Developing, Proficient or Distinguished, as related to the Professional Growth Plan, and is established by the baseline score. 

1. Use the appropriate growth guide to determine a baseline score.
2. Once a score has been determined, the administrator meets with the teacher to provide 
feedback on the assigned score.

Step 3:  Develop a Professional Growth Plan 

The description of performance for each indicator and the baseline score identifies opportunities for growth. The Professional Growth Plan is the document used to articulate the components of this plan and will be developed for each of the indicators identified.  When particular areas of concern must be addressed, a Professional Improvement Plan may be implemented. All Professional Growth Plans will be established by the fourth Monday in October.  

The Professional Growth Plan addresses specific sources of new learning, the practice of skills related to new learning, and timelines for completion.  The Professional Growth Plan includes the following components:

· Corresponds to the examples of evidence provided in the appropriate growth guide.

· Clearly articulates a plan or goal statement to address growth opportunities.

· Includes specific strategies and timelines for application of new learning and skills.

· Identifies measurable results and outcomes.
The teacher, in consultation with an administrator, develops the Professional Growth Plan.  

Step 4:  Assess Progress and Provide Feedback

Feedback on the growth opportunities from the identified indicators is critical. It ensures that new learning takes place, and that new skills and strategies are applied and practiced with documented growth. The following guidelines assist in this process of regular assessment of progress and feedback:
	TEACHER 
EVALUATION 
July 1- 2014

	Requires Professional Growth Plan
	Minimum # Scheduled Observations
	Minimum # Unscheduled Observations
	Minimum # Walk Throughs
 
 

	1st year teacher
	yes
	0
	2
	5

 

	2nd year teacher
	yes
	0
	1
	5

 

	Probationary
	yes
	0
	1
	5

 

	Tenured on Cycle for Evaluation
	yes
	0
	1
	5

	Tenured Not on Cycle for Evaluation
	yes
	N/A
	N/A
	5


1. A first year teacher will be observed a minimum of two times annually for their evaluation cycle and will have a minimum of five walk throughs annually.

2. A second year teacher will be observed a minimum of one time annually for their evaluation cycle and will have a minimum of five walk throughs annually.
3. Tenured teachers on cycle for evaluation will be observed a minimum of one time annually for their evaluation cycle and will have a minimum of five walk throughs.  

4. Tenured teachers who are not on cycle for evaluation will have a minimum of five walk throughs.

5. The observations will be unscheduled and will be a minimum of 20 minutes each. An observation feedback from will be completed by the administrator at the conclusion of each observation. 
6. If an identified indicator is observed during the observation, the administrator will document observations related to the indicator.
7. The observation form will be used to document observed data (planned), artifact data (planned), or unplanned data regarding the teacher’s performance.
8. The administrator and teacher will meet within five working days to review and sign the appropriate form(s) unless they both agree that electronic communication is sufficient.   

Step 5:  Collect Evidence for the Summative Evaluation

A follow-up score is determined using the appropriate growth guide and rating scale. 

The purpose of the follow-up score is to determine the extent to which the plan articulated on the Professional Growth Plan was addressed and the level to which the evidence submitted by the teacher demonstrates growth.  Evidence falls into one of three different professional frames or categories:  Commitment, Practice, and Impact. 

1. Evidence in the Commitment frame focuses on the quality of the instruction and includes data and information like preparation, lesson design and professional development.

2. Evidence in the Practice frames focuses on observable behaviors, or the quality of the instruction.

3. Evidence in the Impact frames focuses on outcomes or what students in the teacher’s class are doing. 

The teacher is to submit appropriate artifact data to document progress on the selected indicators over the course of the school year.  Two pieces of evidence will be submitted for each standard by the end of November, January, and March.  At the conclusion of each school year there will be six pieces of evidence per standard for a total of eighteen.  The evidence submitted by the teacher should be sufficient to demonstrate growth and is a part of the evaluation process.

Step 6:  Complete the Summative Evaluation

An overall determination on performance utilizes baseline and follow-up scores, feedback generated throughout the year on selected indicators, general feedback based on observed data (planned) and artifact data (planned) or unplanned data regarding the teacher’s performance throughout the year. This information is captured on feedback forms (i.e. observation forms, short forms, etc.), and the Professional Growth Plan or, if appropriate, the Professional Improvement Plan. This information and data is used to complete the Summative Evaluation. 

The summative evaluation must assess the teacher’s performance across thirteen (13) of the State’s thirty-six (36) indicators, with other indicators included as needed.  
Each standard is listed with summary statements. The statements represent a very broad description drawn from the categories of Commitment, Practice and Impact. They are listed as a type of checklist supporting each of the standards. For each standard four options are provided:

· Ineffective

· Needs Improvement

· Proficient

· Distinguished

Assessing the teacher’s performance on their Professional Growth Plan
· This section of the summative evaluation form focuses on the indicators selected on the Professional Growth Plan
Summative information is provided in the following areas:

· Indicator and Rationale – document the specific indicator(s) that were selected as part of the Professional Growth Plan.
· Baseline Assessment – indicate the initial rating achieved for each selected indicator.

· Follow-up Assessment – indicate the follow-up assessment rating for each selected indicator.

The thirteen (13) quality indicators required to be assessed are those which the State has determined have the greatest impact on student achievement, along with two additional indicators that the evaluation committee and district administrators felt were necessary.  These thirteen (13) include:

Standard 1: Content Knowledge Aligned with Appropriate Instruction 

Quality Indicator 1:  Content knowledge and academic language 


Quality Indicator 2:  Student engagement in subject matter

Standard 2: Student Learning, Growth and Development 

Quality Indicator 1:  Cognitive, social, emotional and physical development


Quality Indicator 2:  Student goals


Quality Indicator 4:  Differentiated lesson design


Quality Indicator 5: Prior experiences, multiple intelligences, strengths and needs

Standard 3: Curriculum Implementation 

Quality Indicator 2:  Lessons for diverse learners


Quality Indicator 3:  Instructional goals and differentiated instructional strategies

Standard 4: Critical Thinking 

Quality Indicator 1:  Instructional strategies leading to student engagement in 
problem-solving and critical thinking

Standard 5: Positive Classroom Environment 

Quality Indicator 1:  Classroom Management Techniques
Quality Indicator 3:  Classroom, school and community culture

Standard 7: Student Assessment and Data Analysis 

Quality Indicator 2:  Assessment data to improve learning

Standard 9:  Professional Collaboration

Quality Indicator 2:  Collaborating to meet student needs


Step 7: Reflect and Plan

Ongoing professional growth and improvement of professional practice is essential for ensuring continuous growth and improvement of student learning. Monitoring student growth in learning and the relationship with teachers’ improved practice satisfies the primary purpose of the evaluation process.

Reflection on personal growth is an important part of the evaluation process. It provides personal insight to areas of strength and potential growth opportunities for future focus. As a part of this reflection, the following should be considered:

1. Assess whether the particular areas of improvement impacted student learning.

2. Reflect on personal growth and possible future opportunities for continued growth.

3. In collaboration with the administrator, plan for future opportunities for growth.

4. Continue to acquire new knowledge and practice new strategies and skills.
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(YEAR 1 —PILOT YEAR)

STEP 1: Administrator and teacher identify indicators to be assessed (pre-selected in pilot year 3.3,7.2 2nd 9.2)

Select indicators based on student data and align to buiding and district improvement plans.

STEP 2: Teacher, in consultation with the Administrator, develops an Educator Growth Plan focused on the identified
indicators.

Complete an Educator Growth Plan that includes the practice and application of new knowledge and skills.

STEP 3: Administrator regularly assesses progress and provides feedback.

Administrator conducts observations, looking for the identified indicators and determines progress on the Educator
Growth Plan. (Minimum of 5 walk throughs for all teachers. First year teachers receive at least 2 unscheduled
observations. Second year teachers receive at least 1 unscheduled observation. Permanent teacher on cycle for
‘evaluation receive at least 1 unscheduled observation.)

STEP & Administrator determines follow-up score for each identified indicator.

Administrator assesses identified indicators and determines progress on the Educator Growth Plan. Teachers may
present data to support progress on identified indicators at any time during the school year.

Step’: Administrator completes the summative evaluation per the evaluation cycle and establishes the final Educator
Growth Plan scores.

Complete the summative evaluation and establish end of year Educator Growth Plan scores. The end of year Educator
‘Growth Plan scores will constitute the baseline scores for the second year of implementation. (Minimum of 5 walk
throughs forall teachers. First year teachers receive at least 2 unscheduled observations. Second year teachers receive
at least 1 unscheduled observation. Permanent teacher on cycle for evaluation receve at least 1 unscheduled

obsenvation.)

Step 6: Review indicators, reflect upon performance on each of the indicators, and plan for upcoming year.

Continue to monitor student growth and reflect upon the impact of improved effective practice. Reflect upon progress of
growth opportunities. The District selected growth indicators will continue into the second year of implementation to
allow sufficient opportunty for implementation, assessment and growth. After the second year of implementation,
indicators will be reviewed and indicators will be selected for following year based upon local student data and the results
of the evaluation process. As desmed appropriate, indicator selection may be completed on a district wide, bulding wide
or individual basis in future years.
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STEP 1 Administrator and teacher identify indicators to be assessed (pre-selected in pilt year 3.3,7.2.2nd 9.2)

Select indicators based on student data and align to building and district improvement plans.

STEP 2: Teacher and Administrator (o Administrator] determine the baseline score for each indicator.

Administrator and teacher meet and establish (or the Administrator conducts intial assessment of indicators and sets) a
baseline score for each indicator.

STEP 3: Teacher, in consultation with the Administrator, develops an Educator Growth Plan.

Complete the Educator Growth Plan that includes the practice and application of new knowledge and skills.

STEP 4: Administrator regularly assesses progress and provides feedback.

Administrator conducts observations, looking for the identified indicators and determines progress on the Educator
‘Growth Plan. (Minimum of 5 walk throughs for all teachers. First year teachers receive at least 2 unscheduled
observations. Second year teachers receive at least 1 unscheduled observation. Permanent teacher on cycle for
‘evaluation receive at least 1 unscheduled observation.)

STEP 5: Administrator determines follow-up score for each identified indicator.

Administrator assesses identified indicators and determines progress on the Educator Growth Plan.

Step & Administrator completes the summative evaluation per the evaluation cycle and establishes the final Educator
Growth Plan scores.

Complete the summative evaluation and finalize Educator Growth plan scores.

Step 7: Reflect and identify indicators for upcoming year.

Continue to monitor student growth and reflect on the impact of improved effective practice. Reflect on progress of
growth opportunities. Select indicators for following year based on local student data and the results of the evaluation
process by the end of the school year and begin the process noted in Step 1.





FORMATIVE PHASE

The Formative Phase is the on-going process of data collection, documentation, conferencing, and designing growth plans to promote professional growth and development.  This phase is critical to the success of the evaluation process and the improvement of instruction for students.  Following are the essential components of the formative phase.

Data Collection

 

Effective supervision includes the collection and sharing of information about teacher performance.  The data may be categorized as planned or unplanned.  All data used for evaluation must be documented and discussed with the teacher.

 

1.  Planned Data

 

Planned data are information purposefully collected by the supervisor.  It includes observed data and artifact data.  Following is an explanation of each type of planned data appropriate to the evaluative process.

 

a. Observed Data (Planned).  
Effective supervision includes the purposeful observation of a teacher's 
performance.  The observation may focus on specific criteria or may be 
comprehensive in scope.  

Evaluators are to use professional discretion with regard to extenuating circumstances in conducting observations.  
 
An observation feedback form will be completed by the administrator at the conclusion of each observation utilizing the forms available in the electronic system.  If an identified indicator is observed during the observation, the administrator will so indicate on the observation form.  The form(s) will be discussed in a post-observation conference which may be help electronically or in person.
b.
Non-Observed Data (Planned).

Planned, non-observed data are information which the supervisor or teacher seeks 
from others.  Use of this type of data is rare, especially without support of the 
teacher.  Examples include interviews with other teachers, students, and parents.

c.
Artifact Data (Planned)

Planned artifact data should enhance the supervisor's understanding of the skill of the teacher for specific criteria.  The teacher will attempt to obtain the data requested by the supervisor and may provide additional data related to performance.  Examples of planned artifact data include grade books, lesson plans, student performance reports, student portfolios, etc.

2.  Unplanned Data

 

Unplanned data are information, which come to the attention of the supervisor without purposeful intent to collect those data.  Unplanned data may be observed by the supervisor or by others and may include artifacts not purposefully collected.

                                                                           
Teachers and their supervisors typically work in the same school.  The frequent contact provides the opportunity for the supervisor to observe the teacher's performance at times when the supervisor was not purposefully collecting data for the evaluation process.  When the supervisor notes performance which is significant, either of a positive or negative nature, the supervisor may choose to document that performance and include the information as part of the teacher's evaluation process.  Whenever negative information is included in this manner, the teacher and supervisor will discuss the information within a realistic timeframe, not to exceed ten (10) working days, and the teacher will have access to the form in the electronic system.

 

Non-observed unplanned data and artifact unplanned data about a given teacher that is determined by the administrator to be significant must be presented to and discussed with that teacher within ten (10) working days of being received by the administrator.  Administrators who feel that action is warranted in light of such data will initiate a review/investigation of the data to determine to what extent, if any, the data is accurate.  To the extent that the data was determined to be accurate, the administrator will document the information.  The administrator will again discuss the issue with the teacher within a realistic timeframe, not to exceed ten (10) working days.

 

A short form may be used to document data for one or two criteria but may not be used for classroom observations.

3.  Incidental Date
Incidental data comes to the attention of the supervisor without purposeful intent to gather such data.  Incidental data may reflect information obtained by the supervisor, or shared by others with the supervisor.  As with planned data, there are three basic classifications:  observed, non-observed, and artifact data.

4.  Professional Improvement Plan

 

The initiation of a Professional Improvement Plan is a clear indication that the evaluator's concern regarding the teacher's performance is serious enough to lead to termination of employment if the teacher's performance does not improve within the timeline established in the plan.

 

Evaluators will initiate a Professional Improvement Plan for any teacher for whom there is a serious concern about not meeting performance expectations for one or more criteria.  A Professional Improvement Plan can be initiated at any time.  Typically the teacher and evaluator will attempt to resolve concerns prior to the initiation of a Professional Improvement Plan, but this may not always be feasible.

 

SUMMATIVE PHASE

The Summative Phase is the review and synthesis of formative data pertaining to the performance of the teacher.

Summative Evaluation Report
The summative evaluation form is used to summarize the evaluator’s rating of teacher performance for each indicator being assessed.  Thirteen (13) indicators are required to be assessed, and other indicators may be added at any time to address exemplary performance or performance of concern.
Summative Conference
After the administrator has completed the summative evaluation, a conference between the teacher and administrator will be conducted to review the evaluation information.  The evaluation and the conference will be completed prior to March 1, for probationary teachers.
The conference is typically conducted by a building administrator.  Any input provided by supervisors other that building administrators, such input shall be clarified on the evaluation.

The teacher and administrator will electronically sign the summative evaluation, indicating the document has been read and discussed.  Either individual will also have the opportunity to provide written comments on the evaluation at that time.  Additional written comments by either party must be provided within five working days and appended to the evaluation report in the electronic system.  Copies of the summative will be retained by the teacher, the evaluator, and the superintendent, and may be maintained in an electronic format.

REVIEW/APPEAL

A teacher may request a review of a professional judgment decision.  This review is not to be confused with a grievance.  The grievance procedure may be used by a teacher if there is a question about the application of the evaluation procedure as defined in this document.  The review process will be used when questions arise regarding the utilization of professional judgment.  Specifics of the grievance procedure are clarified in school district policy.  The evaluation review process is described in the following paragraph and is the exclusive remedy of concerns related to the exercise of professional judgment in assessing teacher performance.

A teacher may request a review of the Professional Growth Plan by the building administrator’s immediate supervisor.  The building administrator’s immediate supervisor will review the Professional Growth Plan and discuss it with the teacher and supervisor.
A teacher may also request review of the ratings on the Summative Evaluation.  The appeal must be in writing and submitted to the building administrator’s supervisor within seven (7) working days after receipt of the Summative Evaluation and must identify the reason for the request, including an explanation of the information supporting the review.  The review will be completed within ten (10) working days of receipt.  Further, the building administrator’s immediate supervisor will respond in person, then in writing, to the teacher during this ten (10) working day period.   All materials associated with an appeal shall be appended to the Summative Evaluation.

SYSTEM REVIEW
The administration will cause a regular review of the evaluation system to promote the maintenance of an effective, fair, and efficient system that is comprehensive and performance-based.  This review will be made by the district evaluation committee.
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Employment Equality
The district is an equal opportunity employer.  The District employs, assigns and promotes according to individual qualifications and assures equality of opportunity regard to race, color, gender, religion, national origin, age, disability, genetic information, status as a covered veteran, or other protected classifications.  The district hires only citizens of the United States and persons who are legally authorized to work in the United States.  The district's hiring procedures comply with all federal and state laws, including laws prohibiting discrimination.  The district is enrolled and actively participates in a federal work authorization program in accordance with law.

�Provide additional instruction on PIP – see current policy 
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