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The Teacher Evaluation System represents a shift in staff evaluation for the Franklin Township
Community School Corporation. This handbook is a revision of the handbook that was in effect
for the 2018 — 19 school year. It has been revised to accommodate changes in legislation and
changes that make the evaluation standards a little more rigorous.

This document is not complete, nor do | believe it will ever be complete. It will continue to evolve
whether that is through new legislation or through our own discovery methods. New ideas will
be tested and challenged. We may find areas that need to be modified or removed. A periodic
review of our evaluation system, like any good system needs to be included if it is to serve the
school system well.

Dr. Bruce Hibbard
Superintendent
August 2018




Indiana Teacher Evaluation: Public Law 90

The 2011 Education Agenda put students first by focusing on the individuals who most strongly
influence student learning every day — teachers. Franklin Township teachers are hard-working
and devoted to the success of every student. They deserve to be recognized for their hard
work and devotion.

To do this, fair, credible and accurate annual evaluations are needed to differentiate teacher
performance and to support professional growth. With the help of teachers and administrators,
Franklin Township Community School Corporation has developed an evaluation system based
not only on the State of Indiana model but crafted from the research and collaboration of many
teachers (through the years) in Franklin Township.

According to the State of Indiana, every evaluation system must:

e Be Annual: Every teacher, regardless of experience, deserves meaningful feedback on
their performance on an annual basis.

¢ Include Student Growth Data: Evaluations must be student-focused. First and foremost,
an effective teacher helps students make academic progress. A thorough evaluation
system includes multiple measures of teacher performance, and growth data must be
one of the key measures.

¢ Include Four Rating Categories: To retain our best teachers, we need a process that can
truly differentiate our best educators and give them the recognition they deserve. If we
want all teachers to perform at the highest level, we need to know which individuals are
achieving the greatest success and give support to those who are new or struggling.

The Teacher Evaluation System (TES) was created by a team of teachers and administrators
who researched several models of evaluation systems; the Indiana RISE model, the systems
proposed by Charlotte Danielson and Robert Marzano, and the work of the teacher evaluation
model that had been developed by Franklin Township several years before which was also
based on the research from Danielson.

Principal/Evaluators have and will continue to have training with instructional strategies,
observation techniques, and appropriate professional development that will help improve
inter-rater reliability. Administrative and leadership meetings are also opportunities to delve
deeper into topics of evaluations for which the evaluators feel they need assistance.




Categories of Teachers

Teachers will be grouped as follows:

Beginning Teachers (1 — 2 years of experience) and New Teachers to the District — This
group of teachers will receive four observations, all long, one each quarter, two (2)
announced and two (2) unannounced, one (1) formal and three (3) informal so no lesson
plans required.

Experienced Teachers (not new to the district) — All teachers employed by the FTCSC
will be observed two times each year. Each teacher will receive a short/informal
evaluation (15 — 20 minutes) and a long/formal evaluation (50 — 60 minutes). There will
a pre-conference meeting between the administrator and the teacher. Within ten (10)
days of the pre-conference the administrator will complete the observation.

The two groups above will be further divided, those who work with state standardized
testing (ELA and Math) and those who do not. *

Teacher Groups:
Group 1 - Teachers that teach grades K-3 (do NOT teach grades 4-8 ELA and/or Math)
and all grades of the following SLP’s, resource teachers, related arts teachers, CIP
teachers, Social Studies or Science.

o Teacher Evaluation Rubric = 70%

o Student Growth =15%

o Goal=10%

o School Grade =5%
Group 2 - Teachers who teach grades 4-12 grade ELA and/or math are required by law
to use part of the pie for state standardized testing growth. FTCSC has decided to
dedicate 5% for state standardized testing and 10% for local assessments.

o Teacher Evaluation Rubric = 70%

o State standardized testing = 5% (Student Growth Total = 15%)*

o Local Assessment (Items such as Airway) = 10% (Student Growth Total = 15%)

o Goal=10%

o School Grade =5%
Group 3 - Teachers who have non-teaching assignments. This includes instructional
coaches, media specialists, counselors and school psychologists.

o Teacher Evaluation Rubric = 85%

o Goal=10%

o School Grade =5%

*This data can be found in the LVIS licensing system:
e Right hand side of page — Click on School Reporting
e  Click on Teacher Effectiveness Rating (Use RISE Column)
e  Select your school




e Use 17-18 Year Data
e  Run Report

e Teachers who fall into a category other than classroom teacher will meet all the same
requirements but will be observed with a different rubric.

¢ In addition:

o Each teacher will write a goal that follows the SMART goal format and is tied to
building and/or district goals.

o Each teacher will submit student growth data determined through an
assessment. If the teacher instructs in a grade or content area in which state
provided assessments, the state assessment must be used.

o Each teacher will have the school grade as designated by the Indiana
Department of Education as part of their summative evaluation score.

All teachers will be evaluated every year. All teachers will participate in a pre-conference with
their evaluator as required by law. Evaluator will hold observation within ten (10) days of the
preconference.

All evaluations must be completed by the evaluator, reviewed by the teacher, and submitted by
the building principal to the Human Resources Department.

If a teacher does not agree with the evaluation/assessment by the administrator/evaluator, the
teacher may write a rebuttal statement that will be included with the evaluation when
submitted to the HR Department. The teacher may additionally request and be granted a
meeting with the Chief People Officer.

Performance Level Ratings
Each teacher will receive a rating in one of the four performance levels:

e Highly Effective: A highly effective teacher consistently exceeds expectations. Thisis a
teacher who has demonstrated excellence in locally developed and selected
competencies reasonably believed to be highly correlated with positive student learning
outcomes. The highly effective teacher’s students, in aggregate, have generally
exceeded expectations for academic growth and achievement based on guidelines
suggested by the Indiana Department of Education.

e Effective: An effective teacher consistently meets expectations. This is a teacher who
has consistently met expectations in locally developed and selected competencies
believed to be highly correlated with positive learning outcomes. The effective
teacher’s students, in aggregate, have generally achieved an acceptable rate of
academic growth and achievement based on guidelines suggested by the Indiana




Department of Education. It should be noted that the committee that created this
document suggested that most teachers “live” in the world of effective teaching and will
occasionally “dance” in the world of highly effective.

Improvement Necessary: A teacher who is rated as improvement necessary requires a
change in performance to meet expectations. This is a teacher who has been
determined to require improvement in locally developed and selected competencies
reasonably believed to be highly correlated with positive learning outcomes. In
aggregate, the students of a teacher rated improvement necessary have generally
achieved a below acceptable rate of academic growth and achievement based on
guidelines suggested by the Indiana Department of Education.

Ineffective: An ineffective teacher consistently fails to meet expectations. Thisis a
teacher who has failed to meet expectations in locally developed and selected
competencies reasonably believed to be highly correlated with positive learning
outcomes. In aggregate, the students of a teacher rated ineffective have generally
achieved a below acceptable rate of academic growth and achievement based on
guidelines suggested by the Indiana Department of Education.

Students who are in an ineffective teacher’s classroom will be carefully monitored by
the principal to ensure that they are not assigned to an ineffective teacher the following
year. In the case that a student’s assignment would be unavoidable, the principal will
contact the parents of the student(s) and inform them of the teacher’s status and what
type of support will be offered by the school corporation to provide opportunities for
their student(s) to be successful.

Negative Impact

IC 20-28-11.5-4(c)(6)
A provision that a teacher who negatively affects student achievement and growth
cannot receive a rating of highly effective or effective

511 IAC 10-6-4(c)
Negative impact on student learning shall be defined as follows:

(1) For classes measured by statewide assessments with growth model data, the
department shall determine and revise at regular intervals the cut levels in growth
results that would determine negative impact on growth and achievement. Cut
levels shall be published by August 1.

(2) For classes that are not measured by statewide assessments, negative impact on
student growth shall be defined locally where data show a significant number of
students across a teacher’s classes fails to demonstrate student learning or mastery
of standards established by the state.




Student Not Instructed by an ineffective teacher

School corporation will notify parents in writing if a student is effected by an ineffective
teacher as defined below:

IC 20-28-11.5-7

(c) If a teacher did not instruct students in the school year immediately before the
school year in which students are placed in the teacher's class, the teacher's rating
under this chapter for the most recent year in which the teacher instructed students,
instead of for the school year immediately before the school year in which students are
placed in the teacher's class, shall be used in determining whether subsection (b) applies
to the teacher.

(d) If it is not possible for a school corporation to comply with this section, the school
corporation must notify the parents of each applicable student indicating the student
will be placed in a classroom of a teacher who has been rated ineffective under this
chapter. The parent must be notified before the start of the second consecutive school
year.

Evaluation Plan Discussion

School corporation will present to the school board at a public board meeting and
discussed with the teachers’ association at central discussion per Indiana Code below:

IC 20-28-11.5-4
(e) This subsection applies to plans applicable to annual performance evaluations for
school years beginning after June 30, 2015. The plan must:

(1) be in writing; and

(2) be explained to the governing body in a public meeting; before the evaluations are
conducted. Before explaining the plan to the governing body, the superintendent of the
school corporation shall discuss the plan with teachers or the teachers' representative, if
there is one. This discussion is not subject to the open door law (IC 5-14-1.5). The plan is
not subject to bargaining, but a discussion of the plan must be held




The Evaluation Cycle

The Evaluation Process contains 4 measures of assessment. Each assessment will be weighted
on a percentage basis to the whole. The performance rubric which will include the
observations performed by an evaluator will count for 70% of the final (summative) score.
Student growth (assessment) is 15% of the total. The final two are goal setting (performance)
and school grade worth 10% and 5% respectively.

Each measure is scored individually and then calculated into a total final score. This is the score
that determines the final effectiveness rating. If a teacher does not score in the highly effective
or effective category, the teacher will not be eligible for a pay increase the following year.

Teacher Groups:

Group 1 - Teachers that teach grades K-3 (do NOT teach grades 4-8 ELA and/or Math) and all
groups of the following: SLP’s, resource teachers, related arts teachers, CIP teachers, Social
Studies or Science.

Teacher Evaluation Rubric = 70%
Student Growth = 15%

Goal =10%

School Grade = 5%

O O O O

Group 2 - Teachers who teach grades 4-12 grade ELA and/or math are required by law to use
part of the pie for state standardized testing growth. FTCSC has decided to dedicate 5% for
state standardized testing and 10% for local assessments.

Teacher Evaluation Rubric = 70%

State standardized testing = 5% (Student Growth Total = 15%)

Local Assessment (Iltems such as Airway) = 10% (Student Growth Total = 15%)
Goal =10%

School Grade = 5%

o O O O O

Group 3 - Teachers who have non-teaching assignments. This includes instructional coaches,
media specialists, counselors and school psychologists.

o Teacher Evaluation Rubric = 85%
o Goal=10%
o School Grade = 5%




A. Goal= SMART Goal created in September.

Goals get a little confusing. There are technically two types of goals now. SMART Goal and Growth Goal.
Definitions and weighted scores listed below.

SMART Goal-10% of Final Score

4 points=exceeds the stated measurement in the goal.
3points=meets the stated measurement in the goal.
2 points=did not meet the stated measurement in the goal, evidence is provided. The teacher
can provide evidence as to why the goal was NOT met. Teacher can provide evidence of steps
taken by the teacher to make the goal.

e 1point=did not meet the stated measurement in the goal, no evidence provided.

B. Student Growth- For group 1 teachers this is 15% of your evaluation and for group 2 teachers this is
10% of your evaluation. A student growth goal must be data driven and students must show growth.
SO—If you wrote your personal goal to be a data driven SMART goal, then you’ve already taken care of
this. If your SMART goal was not data driven, you will need to write a second growth goal. For the
growth goal all you need to do is show student growth. If students grow 1%, you’ve met the student
growth goal.

Student Growth Score Weighted

e 4 points=Yes, the results of the assessment shows growth.
e 0 points=No, there was NO growth indicated from the data.

C. Teacher Performance Observations: Minimum of 1 short and 1 long (informal/formal). If the
evaluator or teacher want additional observations that can be done but only one of each can be
submitted for the evaluation.

Short=15-20 minutes unannounced
Long= class period or duration of content lesson (approximately 60 min)

Preconference required- discuss goals or to discuss class/content dynamics Evaluator will hold
observation within ten (10) days of the preconference.

Observation - unannounced but shortly after the preconference. After observation, submit the lesson
plan in PIVOT. Your administrator may ask for further documents to be uploaded into PIVOT. One
example of each subcategory listed is helpful, but not required.




Teacher Performance Domains and weights:

® Domain 1 Instruction 40%

e Domain 2 Classroom Environment 40%

e Domain 3 Preparation and Planning 10%
e Domain 4 Professional Responsibility 10%

D. School Grade

A=4
B=3
C=2
D=1
F=0
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Observation of Teacher Practice: Questions and Answers regarding the process
How will my proficiency in the four categories be assessed?

Your proficiency will be assessed by a primary evaluator who will be either your principal or
your assistant principal. The primary evaluator will evaluate you [throughout the year] during
one formal (long) evaluation and one informal (short) observation.

What is the role of the primary evaluator (principal or assistant principal)?

Your primary evaluator is responsible for tracking your evaluation results and helping you to set
goals for your development. The primary evaluator will hold a pre-conference with the teacher.
The primary evaluator will observe in your classroom. Goals and student growth will also be
monitored by the primary evaluator. Once all data is gathered, the primary evaluator will look
at information collected by all observations throughout the year and determine your
summative rating. He or she will meet with you to discuss this summative rating in a final
conference.

How are the evaluators trained (principal or assistant principal)?

Primary and secondary evaluators are trained annually through district professional
development on the teacher evaluation system, any changes to the system, timeline, or law as
well as inter-rater reliability.

What is a secondary evaluator?

A secondary evaluator may perform short observations as well as work with teachers to pass
along information to the primary evaluator. A secondary evaluator does NOT determine the
final rating of a teacher — the summative evaluation.

What is a formal or long observation?

A formal/ long observation will be more extensive than a short observation. This could be one
period in the secondary level or may be 50-60 minutes to cover an area such as math at the
elementary level. There will be only one formal observation each year.

What is an informal or short observation?

A short or informal observation is scheduled to last between 15 - 20 minutes. There are no
conferencing requirements around a short observation. There is only 1 mandatory short
observation scheduled as part of the evaluation cycle. However, a primary or secondary
evaluator may conduct a short observation at any time during the year.
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What is the purpose of a short observation?

A short observation gives an evaluator to see a snippet of a normal classroom day. The
evaluator may observe classroom management techniques, posted objectives, student
engagement, instructional or technology practices being used.

Are there mandatory conferences that accompany a formal observation?

A pre-conference is now required by law. The pre-conference can include a check for
understanding on how the evaluation process works, goal discussion, or any other piece of the
evaluation conference. Any pieces of information that the evaluator would like to see during
the conference (lesson plans, grade book, etc.) must be requested of the teacher prior to the
pre-conference.

A post-conference is required after an observation. The evaluator and the teacher should share
the results of the observation.

What support is available for those teachers who are in need of assistance with their
performance?

These teachers will be observed numerous times. The primary evaluator will determine if the
teacher should be placed on a professional development support plan. This plan will be for all
teachers that are rated improvement necessary or ineffective.

How will my observations be scored?

Both long and short observations are times for evaluators to collect information. There will be
no summative rating assigned until all information is collected and analyzed at the end of the
year. However, evaluators are expected to provide specific and meaningful feedback on
performance following all observations.

Domains 3 and 4 are difficult to observe. How will | be assessed in those domains?

Evaluators may need to collect material outside of the classroom to assess these domains.
Teachers should be proactive in demonstrating their proficiency in these areas. However,
evidence collection in these two domains should not be a burden on teachers that detracts
from quality instruction. Evaluators should not ask for these documents unless there is a
guestion of performance. Examples of evidence for these domains may include but are not
limited to:

Domain 3 — Planning and Preparation
Lesson and unit plans, planned instructional materials and activities, assessments, and
systems for record keeping.

Domain 4 — Professional Responsibility
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Documents from team planning and collaboration, call-logs or notes from parent-
teacher meetings, and attendance records from professional meetings or school based
activities.

How does an evaluator take notes?

During an observation, an evaluator will take evidence-based notes, writing specific
instances of what the teacher said and the teacher did in the classroom. The evidence
that evaluators record during the observation should be non-judgmental, but instead
reflect a clear and concise account of what occurred in the classroom.

EVIDENCE \ JUDGMENT
Teacher asks: Does everyone understand? The teacher doesn’t do a good job of making
(3 students nod yes, no response from sure students understand concepts.

others)
Teachers says: Great, let’'s move on.

Teacher asks: How do we determine an
element?

(No student responds after 2 seconds)
Teacher says: By protons, right?
Teacher to Student 1: Will you explain your | The teacher asks students a lot of engaging
work on this problem? (Student explains questions and stimulates good classroom
work.) discussion

Teacher to Student 2: Do you agree or
disagree with this method? (Student
agrees) Teacher continues: Why do you
agree?

The evaluator will take these notes and match them to the appropriate indicators on the rubric
in order to provide the teacher with rubric-aligned feedback. Teachers will be able to see the
scores, comments, and interim scores after observations. This will be achieved through a
software system that evaluators will be using to match indicators and evidence.

What is professional judgment?

Assessing a teacher’s professional practice requires evaluators to constantly use their
professional judgment. No observation rubric, however detailed, can capture all of the nuances
of how teachers interact with students. And synthesizing multiple sources of information into a
final rating on a particular professional competency is inherently more complex than checklists
or numerical averages. The rubric provides a framework upon which evaluators can base their
professional judgment.
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Professional judgment should also consider the ways and extent to which a teacher’s practice
grew over the year, a teacher’s response to feedback and support, how a teacher adapted his
or her instruction to their current students, and many other appropriate factors that cannot be
directly accounted for in the rubric before settling on a final rating. In short, evaluators’

professional judgment bridges the best practices set forth in the rubric and the specific context
of a teacher’s school and students.

Is the rubric the only measure for which a teacher is scored?

The summative (final) evaluation will consist of 4 components only one of which is the rubric.
Each of the components will carry its own weighted value. All four components are reviewed in
the pages that follow. Their specific percentage value is also given.

EVALUATION DEADLINES FOR TEACHERS AND EVALUATORS

17/18 EVALUATIONS
Teachers Evaluators
9/25/18 Complete and finalize 17/18
Summative Evaluations
18/19 EVALUATIONS
Teachers Evaluators
8/16/18 Goal preparation. 8/16/18 Assist teachers with goal
preparation.
10/1/18 Growth Plan entered into 10/1/18 Begin review and approval of
PIVOT for evaluator approval. goal/growth plan.
10/26/18 | Goal approved deadline. 10/26/18 | Finalize approval of goals.

12/20/18 | Goal progress should be
entered into PIVOT. Goal does
not have to be completed by
this date.

5/20/19 All goals must be completed.
Add your data and mark the
goal as completed in the PIVOT
system.
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6/3/19 Observations and evaluations
should be completed and
finalized in PIVOT.

Fall 2019 Summative evaluations
completed (if data available).
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Franklin Township Community Schools — Teacher Evaluation System Rubric

The Teacher Evaluation System Performance Rubric consists of four domains, stated
competencies, the knowledge of an effective teacher, and the disposition (attitudes/beliefs) of
an effective teacher. This part of the evaluation process counts for 70% of the overall
summative rating. Within the rubric the first two categories (competencies) are Instruction and
Classroom Environment. These two are weighted at 40% each of the total score. The
remaining two, Planning and Preparation and Professional Responsibility, are weighted at 10%
each.

Each category begins with a description of an effective teacher followed by the individual
indicators for each competency.

Category 1 - Instruction

e Knowledge — An effective teacher
o has a deep understanding of the state standards and the corresponding skills,
the strategic plan, and the district approved curriculum
o understands the processes of reading, writing, and problem-solving related to
their subject area

e Disposition — An effective teacher
o values real world applications as an integral part of the curriculum
o appreciates the integrations and influence of the state standards, the strategic
plan, and of the curriculum on student learning
o strongly believes in the importance of reflection and dialogue related to
developing and modifying the curriculum

e Competencies
o Best practices and strategies.
o Demonstrating flexibility, responsiveness, and checks for understanding.
o Differentiating instruction for students.

1.1 Competency Best Practices and Strategies
The teacher demonstrates knowledge, pedagogy and coherent instruction through the use of
the district-approved curriculum and the State Standards

Highly Effective e Teacher displays extensive knowledge of
the important concepts in the discipline
and how these relate to other disciplines.

e The sequence of learning activities
follows a coherent plan aligned to
instructional goals and designed to
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engage students in high level cognitive
ability.

Effective

Teacher displays solid knowledge of the
important concepts in the discipline and
how they relate to one another.

Most of the learning activities are aligned
with instructional outcomes and which
an organized progress of an effective
lesson which could follow the M. Hunter
model for instruction. (Although
Hunter's full model may be stretched
over multiple days, daily lesson includes
communication of the goal, objective or
standard, and includes closure at the end
of the class period.)

Instruction is based on the district-
approved curriculum and State
Standards.

Improvement Necessary

Teacher displays solid knowledge of the
important concepts in the discipline and
how they relate to one another.

Most of the learning activities are aligned
with instructional outcomes and which
an organized progress of an effective
lesson which could follow the M. Hunter
model for instruction. (Although
Hunter's full model may be stretched
over multiple days, daily lesson includes
communication of the goal, objective or
standard, and includes closure at the end
of the class period.)

Instruction is based on the district-
approved curriculum and State
Standards.

Ineffective

The teacher makes content errors or
does not correct errors made by
students.

The teacher displays little understanding
of prerequisite knowledge.

Learning strategies are poorly aligned
with the instructional outcomes, do not
follow an organized progression, and are
not designed to engage students in active
intellectual activities or have unrealistic
time allocations.

There is no evidence of the lesson having
any elements of an effective lesson plan.
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1.2 Competency Demonstrating Flexibility, Responsiveness, and Checks for Understanding
The teacher monitors understanding to inform instruction and makes necessary adjustments to

instruction.

Highly Effective

Teacher fulfills the criteria as an Effective
Teacher and additionally:

e Teacher checks for understanding by
probing or requesting clarification to
move students to higher levels of
thinking and deeper levels of
understanding.

e Teacher uses open-ended questions to
identify common misunderstandings and
assess student mastery of material at a
range of both lower and higher order
thinking.

Effective

e Teacher uses a variety of methods to
check for understanding of content but
misses key moments to inform
instruction and adjusts the lesson as
necessary.

e Teacher uses wait time effectively both
after posing a question and before
helping students think through a
response.

e Teacher doesn't allow students to opt-
out of checks for understanding and
follows-up with students.

Improvement Necessary

e Teacher sometimes checks for
understanding of content but misses key
moments to inform instruction and
adjust the lesson as necessary.

e Teacher provides insufficient wait time
after posing a question before helping
with an answer of moving forward with
content.

e Teacher sometimes allows students to
opt-out of checks for understanding
without cycling back to these students.

Ineffective

e Teacher rarely or never checks for
understanding of content or misses
nearly all key moments to inform
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instruction and adjust the lesson as
necessary.

Teacher frequently proceeds with
content before students have a chance to
respond to questions or frequently gives
the answer rather than helping students
think through the question and then
answer.

Teacher frequently allows students to opt
out of checks for understanding and does
not cycle back to these students.

1.3 Competency Differentiating Instruction for Students
The teacher differentiates instruction and engages students in academic content that promotes
student mastery of the objective and meets individual student needs.

Highly Effective Teacher fulfills the criteria as an Effective
teacher and additionally:

Teacher advances the lesson at an
appropriate pace and students are
actively engaged

Teacher encourages interest in learning
by providing students with additional
opportunities to apply and build skills
beyond expected lesson elements.

Effective

Teacher uses multiple instructional
strategies

Teacher links concepts to prior learning
Teacher integrates applicable and
available technology as a tool to engage
students in academic content

Teacher provides opportunities to
meaningfully practice, apply, and
demonstrate learning

Improvement Necessary

Teacher uses limited instructional
strategies

Teacher rarely links concepts to prior
learning

Teacher uses applicable and available
technology with limited engagement of
students related to academic content
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e Teacher offers students minimal
opportunity to meaningfully practice and
apply concepts.

Ineffective e Teacher's instructional strategies lack
purpose
e Teacher does not link concepts to prior
learning

e Teacher avoids using applicable and
available technology

e Teacher provides students insufficient
opportunities to meaningfully practice or
apply concepts

Category 2 - Classroom Environment

e Knowledge — An effective teacher:
o knows classroom strategies that motivate and inspire students to learn.
o knows the dynamics of interpersonal relationships.
o knows several time management strategies.
o knows the skills and strategies of student behavior management to maintain
dignity and respect.

e Disposition — An effective teacher
o Possesses democratic values and positive attitudes towards students, school,
and learning.
o Intuitively senses personal responsibility for the safety and security of students.

e Competencies
o Creating the environment
o Managing the environment

2.1 Competency Creating a Culture of Respect, Rapport, and Collaboration

The teacher creates a culture where students understand and abide by a set of established
expectations and are aware of the rewards and consequences of their actions. (It is understood
some students may not have the prerequisite skills necessary to fully engage in content even
though the teacher adjusts instruction to accommodate the skill level of the learners.

Highly Effective Teacher fulfills the criteria as an Effective
Teacher and additionally:

e Teacher has good rapport with students and
shows interest in their thoughts and
opinions.
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Teacher has developed a classroom culture in
which students demonstrate an investment
in the academic success of their peers as
evidence by respectful behavior when
collaborating or showing interest when
sharing thoughts and opinions.

Effective

Teacher reinforces positive character and
behavior using appropriate consequences to
discourage negative behavior.

Teacher has a good rapport with students.
Teacher monitors those students who may be
hesitant to ask for help when needed or give
up easily; teacher monitors and attempts to
engage those students who may be afraid to
take on challenges and risk failure.

Improvement Necessary

Teacher may reinforce positive behavior
through praise OR enforce consequences for
negative behavior, but not both.

Teacher may focus on the behavior of a few
students, while ignoring the behavior
(positive or negative) of others.

Teacher is unaware of those who are hesitant
to ask for help when needed or give up
easily; teacher disregards students who may
be afraid to take on challenges and risk
failure.

Ineffective

Teacher rarely or never reinforces positive behavior
through praise.

Teacher rarely or never addresses negative behavior.
Teacher frequently makes discouraging comments
and/or allows peers to make discouraging
comments; as a result, students are generally
afraid to take on challenges and risk failure.

2.2 Competency Managing the Classroom Procedures to Maximize Instructional Time.
The teacher maximizes instruction time and uses appropriate classroom management

techniques.

Highly Effective

Teacher uses classroom techniques resulting
in appropriate student behavior and student
learning.

Routines, transitions, and procedures are
well executed; students know what they are
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supposed to be doing and when with minimal
prompting from the teacher.

Students are on-task and follow instructions
with minimal prompting.

Students are engaged in meaningful work
while teacher attends to management tasks,
i.e. taking attendance, etc.

Teacher executes routines for handling
materials and supplies to facilitate student
learning with minimal loss of instructional
time.

Effective

Teacher uses appropriate classroom
management techniques and consistently
redirects inappropriate student behavior.
Teacher manages disruption to maximize
learning.

There may be delays when students are not
engaged in meaningful work.

Teacher competently handles materials and
supplies.

Improvement Necessary

Teacher's classroom management is sporadic
and results in inappropriate behavior and
some disruption to the learning environment.
Routines, transitions, and procedures are in
place, but require significant teacher
direction or prompting to be followed.
Significant prompting from the teacher is
necessary for students to follow instructions
and remain on-task.

There are extended delays when students are
not engaged in meaningful work.

Teacher handles materials and supplies in a
disorganized manner resulting in loss of
instructional time.

Ineffective

Teacher does not correct or redirect
inappropriate student behavior resulting in
students remaining off task.

Routines, transitions, and procedures are in
place, but require significant teacher
direction or prompting to be followed.
Even with significant prompting, students
frequently do not follow directions and are
off task.
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e There are significant periods of time in which
students are not engaged in meaningful
work.

e Teacher loses instructional time and learning
is halted due to the disorganized handling of
materials and supplies.

Category 3 - Planning and Preparation

e Knowledge — An effective teacher:
o uses goal oriented lesson planning and current research based strategies.
o aligns assessments with standards, objectives, and goals.

e Disposition — An effective teacher:
o is sensitive to student learning needs, styles, and preferences.
values the art and craft of teaching.
values the necessity of multiple authentic assessments.
is receptive to innovative and effective ways to assess student learning.

o O O

e Competencies

Utilize data to plan based on student knowledge.
Set measureable achievement goals.

Design coherent instruction.

Design appropriate student assessment.

o O O O

3.1 Competency Utilize Assessment Data to Plan Based on Student Knowledge.
The teacher uses assessment data to formulate achievement goals, unit plans, and lesson plans
as evidenced through the formal observation process.

Highly Effective Teacher fulfills the criteria as Effective and
additionally:
e Teacher uses assessment data to drive
and adjust preparation and planning.
e Teacher incorporates differentiated
instructional strategies in planning to
reach every student at his/her level of
understanding.

Effective e Teacher uses assessment data to
formulate achievement goals, unit plans,
and lesson plans.

e Teacher adjust plans based on
assessment data, modifying instruction
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and assignments to enable students to
reach mastery.

Improvement Needed

Teacher has access to assess data but is
not able to use the data in an effective
way.

Teacher rarely uses assessment data to
formulate achievement goals, unit plans,
and/or lesson plans.

Ineffective

Teacher is unaware of how to use
assessment data to effectively drive
instruction.

Teacher rarely or never uses prior
assessment data when planning.

3.2 Competency Setting Instructional Outcomes
The teacher sets measurable achievement goals.

Highly Effective

Teacher fulfills the criteria as Effective and
additionally:

Teacher plans an ambitious student
achievement goal including all elements
of the SMART goal process.

(Strategic and Specific; Measurable;
Attainable; Results-based; Time bound)

Effective

Teacher uses or develops a student
achievement goal that is: Measureable,
aligned to standards, includes
benchmarks to help monitor learning,
and inform interventions throughout the
term.

Improvement Needed

Teacher attempts to set goals for student
achievement but is missing multiple goal
setting elements.

Teacher develops a student achievement
goal that is measurable. The goal may
not align to standards, or include
benchmarks to help monitor learning,
and inform interventions throughout the
term.

Ineffective

Teacher does not set goals.
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e Teacher rarely or never develops student
achievement goals.

e Teacher may develop extremely general
goals that are not helpful for planning
purposes.

3.3 Competency Designing Coherent Instruction

The teacher develops standards-based lesson and/or unit plans and assessments.

Highly Effective

Teacher fulfills the criteria as Effective and
additionally:

e Teacher anticipates student reaction to
content; allocation of time per unit is
flexible; and/or reflects level of difficulty
of each unit.

e Teacher plans for a variety of
differentiated instructional strategies,
anticipating where these will be needed
to enhance instruction.

Effective

e Teacher intentionally aligns the
curriculum to meet standards and plans
lessons and/or units including:

e I|dentifying content standards that
students will master in each unit.

e Reflecting upon assessments prior to the
beginning of each unit to allow for
backward planning.

e Allocating an appropriate amount of time
for each unit.

e Formative assessments are utilized
frequently throughout the unit to inform
instruction.

Improvement Needed

e Teacher aligns the curriculum to meet
standards and plans lessons and/or units
using at least one of the following:

e I|dentifies content standards that
students will master in each unit.

e Reflects upon assessments prior to the
beginning of each unit to allow for
backward planning.

e Allows an appropriate amount of time for
each unit.

e Formative assessments are utilized
frequently throughout the unit to inform
instruction.
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Ineffective ® Teacher rarely or never plans units by identifying
content standards that students will master in
each unit OR there is little to no evidence that the
teacher plans units at all.

3.4 Competency Designing Student Assessment
The teacher implements assessments that measure progress towards mastery and inform
instruction.

Highly Effective Teacher fulfills the criteria as Effective and
additionally:

e Teacher creates/utilizes well designed
unit assessments that align with a
summative assessment (state, district, or
teacher created).

e Teacher incorporates a variety of
informal assessments to check for
understanding, as well as summative
assessments when necessary and uses all
assessments to directly inform
instruction.

Effective e Teacher implements assessments that
measure progress towards mastery and
assessments that inform instruction.

Improvement Needed e Teacher uses assessments that fail to
measure progress towards mastery and
that do not inform instruction.

Ineffective e Teacher uses only district required
assessments without using other
informal assessment to inform
instruction.

Category 4 — Professional Responsibility

e Knowledge — The effective teacher understands
o theimportance of treating others fairly, compassionately, and respectfully
o the value of ethical behavior and how it influences relationships
o theimportance of strong written and oral communication skills
o and is aware of issues and opportunities for professional endeavors
o the need for teacher leadership

e Disposition — The effective teacher
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@)
©)
©)

is willing to consult with other adults regarding the education and well-being of
students

values the worth of all people

believes teachers are professionals

has the willingness to address the needs of the school and district

e Competencies

©)

©)

Communicates with a variety of methods and maintains records, as required, to
engage parents/guardians in student learning as evidenced in the student
management system and other documented methods.

Is reliable and dependable within the learning community.

4.1 Competency Communicating with Families

The teacher communicates using a variety of methods and maintains records, as required, to
engage parents/guardians in student learning as evidence in the student management system
and other documented methods.

Highly Effective e Teacher consistently updates records in the

district approved student management
system and maintains appropriate
documentation in all required areas.

e Teacher proactively reaches out, in a variety
of ways, to engage parents/guardians in
student learning.

e Teacher initiates contact with and responds
promptly to parent/guardian communication.

e Teacher engages in parent outreach required
by the district. BACK TO SCHOOL NIGHT/
PARENT TEACHER CONFERENCES.

e Teacher strives to form partnerships in which
parents are given opportunity to participate
in student learning.

e Teacher is available to address concernsin a
timely and positive manner, when necessary,
outside of required outreach events.

Effective

e Teacher dependably updates records in the
district approved student management
system and maintains appropriate
documentation in all required areas.

e Teacher reaches out, in a variety of ways, to
engage parents/guardians in student
learning.

e Teacher responds promptly to contact from
parents/guardians.
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Teacher engages in parent outreach required
by the district: BACK TO SCHOOL
NIGHT/PARENT CONFERENCES

Needs Improvement

Teacher inconsistently updates records in the
district approved student management
system and maintains appropriate
documentation in all required areas.
Teacher makes limited attempt to engage
parents/guardians in student learning
Teacher responds infrequently to contact
from parents.

Teacher misses opportunities to engage in
parent outreach required by the

district: BACK TO SCHOOL NIGHT/PARENT
CONFERENCES

Ineffective

Teacher unreliably updates records in the
district approved student management
system resulting in inaccurate documentation
in required areas.

Teacher rarely reaches out to
parents/guardians and infrequently responds
to contract from parents/guardians.

Teacher consistently misses opportunities to
engage in parent outreach required by the
district: BACK TO SCHOOL NIGHT/PARENT
TEACHER CONFERENCES

4.2 Competency Participating in A Professional Learning Community
The teacher is reliable and dependable within the learning community.

Highly Effective

Teacher is purposefully reliable, dependable,
and actively engaged in collaboration and in
sharing curricular reflections with colleagues
to improve instruction and promote
continuous learning.

Effective

Teacher is frequently reliable and
dependable and thoughtfully shares
curricular reflections with the learning
community.

Improvement Needed

Teacher is inconsistently reliable and
dependable.
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Teacher simplistically shares curricular
reflections with the learning community.

Ineffective

Teacher is unreliable and infrequently
dependable.

Teacher rarely shares curricular reflections
with the learning community.

4.3 Competency Growing and Developing Professionally
The teacher recognizes the need for continual growth and development.

Highly Effective

Teacher pursues professional development
opportunities and is willing to lead others in
growing professionally.

Teacher actively pursues opportunities to
improve knowledge and practice.

Teacher seeks out ways to implement new
instructional practices when applicable.
Teacher welcomes constructive feedback to
improve practices.

Effective

Teacher attends and participates in all
mandatory professional development
opportunities.

Needs Improvement

Teacher rarely or never attends professional
development opportunities.

Ineffective

Teacher consistently avoids professional
development opportunities.

Teacher shows little or no interest in new
ideas, programs, or opposes available
methods to improve teaching and learning.

4.4 Competency Showing Professionalism

The teacher demonstrates professional behavior supporting a positive school culture.

Highly Effective

Teacher deliberately exhibits a
professional and respectful attitude
within the entire school environment
and promotes a positive school climate
and culture.

Effective

Teacher exhibits a professional and
respectful attitude within the school
environment and supports a positive
school climate and culture.
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Improvement Needed

Teacher inconsistently exhibits a
professional and respectful attitude
within the school environment and

hinders a positive school climate and
culture.

Ineffective

Teacher lacks a professional and
respectful attitude within the school
environment and obstructs a positive
school climate and culture.
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Franklin Township Community Schools - Student Growth (Assessment)

Effective teachers have learning goals for their students and use assessments to measure their
progress. For those who teach 4™ through 8" grade Math or ELA, information on the extent to
which students grow academically is provided annually in the form of growth model data (state
standardized testing). Teachers of other grades do not have such information available.

This component of the evaluation process will be divided into two groups. Those who do have
growth model data and those who do not have individual growth model data.

For subjects without state standardized testing data, student growth will need to be measured

by another type of assessment. The hierarchy for such alternative assessments follows the
following model.

Common Corporation
Assessment

Common School
Assessment

Classroom Assessment

The Student Growth (Assessment) will be 15% of the total summative score.

However, the Student Growth measure will be further divided. Grades; 4 — 8 have no choice
but to include the State provided growth model data. For teachers in these grades, the state
standardized testing data will only be 5% of the total 15%. The remaining 10% will follow the
hierarchy as shown above.
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Teachers in all other grades or content areas will use the hierarchy. It is possible, in some
grades or content areas, that growth will be measured by a teacher developed assessment.
Other teachers may use alternative assessments already used by the school district.

Franklin Township Community School Corporation — Goal Setting

Ten percent of the summative score is based on a goal that is written by the teacher. This goal
must have a link to the district goals (strategic plan), the building goals, or the measure of
student growth t