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Statement of Purpose

The North East School District is committed to providing the best educational
program for its students. To this end, it supports a professional appraisal
system that focuses on excellence. The system is based on teachers and
administrators working together in the process of continual improvement of
teaching and learning.

We believe...

» All staff members recognize the benefits of professional development to achieve
the goals of the district.

» All staff members are committed to continual improvement of professional
performance.

» Appraisal of performance is based on a cooperative spirit, open communication,
and joint responsibility.

» Appraisal of performance is positive in nature and intent. It recognizes strengths
and provides a means for support and improvement.

» Appraisal of performance is designed to promote excellence in teaching and
learning.




Effective teachers* are those who...

» Through their knowledge of content and pedagogical skills in planning
and preparation, make plans and set goals based on the content to be
learned, their knowledge of students, and their instructional context.

» Establish and maintain a purposeful and equitable environment for
learning, in which students feel safe, valued, and respected by instituting
routines and by setting clear expectations for student behavior.

» Engage students in learning by using a variety of instructional strategies.
» Demonstrate adherence to school policy, knowledge of the Professional
Code of Conduct and full commitment to professional standards,

compliance with record keeping and communication with families with
full and frequent participation in professional development.

*Refer to Professional Code of Conduct in Appendix




OVERVIEW OF TEACHER EVALUATION PROGRAM

Domains of Effective Teaching

I. Preparation and Planning 1. Instructional Delivery
Il. Classroom Environment IV. Professionalism

Track | Track Il Track 111
Individual Development Differentiated Supervision Teacher Assistance &
Performance Improvement Plan

The district will operate under a four year cycle of supervision. If less than 25% of the teachers
in a building are in formal observation in a given year, teachers, that have been in the
differentiated supervision mode for two years may request placement in formal observation.
These requests will be granted on the basis of first request.




New Teacher Evaluation Process

Track ]

Individual Development




OVERVIEW OF NEW TEACHER EVALUATION PROCESS: TRACK'I

Domains of Effective Teaching

|. Preparation and Planning  I1l. Instructional Delivery
II. Classroom Environment V. Professionalism

Track |
Individual Development




NEW TEACHER EVALUATION FRAMEWORK
PURPOSE:
The New Teacher Evaluation Framework will provide professional assessment guidelines to those
teachers who have less than five years of experience or who have not completed a formal Teacher

Induction Program.

COMPONENTS:

TRACK I — LEVEL I (Teachersin Years 1, 2, and 3)

> Formal Observation by Principal
o Once per semester

o Use of PA Teacher Effectiveness Model

> Artifact Conference
o Once per quarter between teacher and administrator
o Observation reviewed
o Teacher presents a file of materials gathered from everyday lessons. The file must
include all of the following:
= Aunitor lesson plan
= Anexample of student work
= Anexample of student assessment
o The artifact file could also contain, but is not limited to the following:
= Evidence of efficient use and/or integration of technology
= Evidence of collaborative work with colleagues within/among
departments, grade levels, or subject areas
= Evidence of action research materials integrated into a lesson, unit, or
overall curriculum
= Evidence of attendance or presentation at a workshop/conference outside
of those provided by the district
= Evidence of communication with families regarding students’
needs/improvement
= Reflective journal entries
= Mentor observation feedback

> Mentor Monitoring of Level One Teacher’s Classroom
o Once per quarter for all first year teachers review results of Artifact Conference
o Once per semester for second and third year teachers review results of Artifact
Conference
o Teacher and mentor meet and discuss Visits
o Shared with others only by agreement of classroom teacher




Classroom Visit to Observe Another Teacher
o Once per quarter for all first year teachers
o Once per semester for all second year teachers
o No documentation other than what teacher places in personal file

One-on-One Mentor/ New Teacher Experience Before School Year Begins
o Mentors and new teachers meet to establish their relationships, to set goals and
timelines, and to familiarize the new teachers with the various building routines.

Mid-Year Mentor/Teacher Sharing Day
o All district mentors and new teachers meet to review progress, discuss challenges,
share ideas, and solve any existing problems.

New Teacher/Mentor Pairing During In-Service Days
o During programs of staff development, mentors and new teachers will be assigned
to the same activities to allow for dialogue and mutual growth.




New Staff Member:
Mentor:

New Staff Member Checklist* —Year [ ]1 [ ]2 []3

This information is taken from the Teacher Evaluation Framework
o One-on-one Mentor/New Teacher Induction Program before school year begins

o Once per semester — Formal Observation by principal
Semester 1 Date: Semester 2 Date:

o Once per semester — Artifact Conference with principal
Before conference, mentor and new teacher review artifacts (first review only)
Pre-artifact review with mentor Date:

After semester review with principal, review with mentor
= Semester 1

Artifact Conference with principal Date:

Post-artifact review with mentor Date:
= Semester 2

Artifact Conference with principal Date:

Post-artifact review with mentor Date:

o Once per quarter mentor will monitor/observe professional employee in his/her professional
environment.
Quarter 1 Date: Quarter 3 Date:

Quarter 2 Date: Quarter 4 Date:
o Mid-year mentee/mentor sharing day.

Review progress, discuss challenges, share ideas and solve problems.
= Date:

o Pair with mentor during in-service days
= Date:

Comments (optional):

*One copy for staff member, one copy to district personnel file.

10




New Staff Member:
Mentor:

Mentor Checklist — Year [ |1 []2 []3
This information is taken from the Teacher Evaluation Framework
o One-on-one (mentor/New Employee) Induction Program before school year begins

o Once per quarter — Artifact Conference
Before conference, mentor and new teacher review artifacts (first review only)
Pre-artifact review with new employee Date:
After quarterly review with principal, review with mentor

= Quarter 1
Post-artifact review with new employee Date:

= Quarter 2
Post-artifact review with new employee Date:

=  Quarter 3
Post-artifact review with new employee Date:

= Quarter 4
Post-artifact review with new employee Date:

o Once per quarter mentor will monitor/observe professional employee in his/her professional
environment.
Mentor will give feedback.
= Quarterl Date:

=  Quarter 2 Date:
=  Quarter 3 Date:

= Quarter 4 Date:
o Mid-year sharing day.
Review progress, discuss challenges, share ideas and solve problems.
= Date:

o Pair with mentor during in-service days.
= Date:

Comments (optional):
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Administrator Checklist for New Staff Member Year [ |1 [ ]2 []3

Staff Member Name:

This information is taken from the Teacher Evaluation Framework

o Assign mentor:
o Mentor receives induction information and checklist Date:
o Once per semester — Formal observation by principal
= Quarter 1 Date:
= Quarter 2 Date:
= Quarter 3 Date:
=  Quarter 4 Date:
o Once per semester — Artifact Conference

= Quarterl Date:
=  Quarter 2 Date:
=  Quarter 3 Date:
=  Quarter 4 Date:

Comments (optional):
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Please select performance levels for each component within the domain(s) indicated in your
professional growth plan submitted in the beginning of the year.

Component la
Demonstrate
knowledge of
content and

pedagogy

Domain #1- Planning

The teacher’s plans and
practice display little
knowledge of the content,
prerequisite relationships
between different aspects
of the content, or the
instructional practices
specific to that discipline

Needs
Improvement

The teacher’s plan and
practice reflect some
awareness of the
important concepts in the
discipline, prerequisite
relationships between
them, and the
instructional practices
specific to that discipline.

The teacher’s plans and
practice reflect solid
knowledge of the content,
prerequisite relationships
between important
concepts, and the
instructional practices
specific to that discipline.

The teacher’s plans and
practice reflect extensive
knowledge of the content
and the structure of the
discipline. The teacher
actively builds on
knowledge of
prerequisites and
misconceptions when
describing instruction or
seeking causes for student
misunderstanding.

Component 1b
Demonstrate
knowledge of
students

The teacher demonstrates
little or no knowledge of
students’ backgrounds,
cultures, skills, language,
proficiency, interests, and
special needs, and does
not seek such
understanding.

The teacher indicates the
importance of
understanding students’
backgrounds, cultures,
skills, language
proficiency, interests and
special needs, and attains
this knowledge for the
class as a whole.

The teacher actively seeks
knowledge of students’
backgrounds, cultures,
skills, language
proficiency, interests and
special needs, and attains
this knowledge for groups
of students.

The teacher actively seeks
knowledge of students’
backgrounds, cultures,
skills, language
proficiency, interests, and
special needs from a
variety of sources, and
attains this knowledge for
individual students.

Component 1c
Setting instructional
outcomes

Instructional outcomes
are unsuitable for
students, represents
trivial or low-level
leaning, or are stated only
as activities. They do not
permit viable methods of
assessment.

Instructional outcomes
are of moderate rigor and
are suitable for some
students, but consist of a
combination of activities
and goals, some which
permit viable methods of
assessment. They reflect
more than one type of
learning, but the teacher
makes no attempt at
coordination or
integration.

Instructional outcomes
are stated as goals
reflecting high-level
learning and curriculum
standards. They are
suitable for most students
in the class, represent
different types of learning,
and can be assessed. The
outcomes reflect
opportunities for
coordination.

Instructional outcomes
are stated as goals that
can be assessed,
reflecting rigorous
learning and curriculum
standards. They represent
different types of content,
offer opportunities for
both coordination and
integration, and take
account of the needs of
individual students.

Component 1d
Demonstrating
knowledge of
resources

The teacher demonstrate
little or no familiarity
with resources to enhance
own knowledge, to use in
teaching, or for students
who need them. The
teacher does not seek
such knowledge.

The teacher demonstrates
some familiarity with
resources available
through the school or
district to enhance own
knowledge, to use in
teaching, or for students
who need them. The
teacher does not seek to
extend such knowledge.

The teacher is fully aware
of resources available
through the school or
district to enhance own
knowledge, to use in
teaching, or for students
who need them.

The teacher seeks out
resources in and beyond
the school or district in
professional
organizations, on the
internet, and in the
community to enhance
own knowledge, to use in
teaching, and for students
who need them.
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Component le
Designing coherent
instruction

The series of learning
experiences is poorly
aligned with the
instructional outcomes
and does not represent a
coherent structure. The
experiences are suitable
for only some students.

The series of learning
experiences demonstrates
partial alignment with
instructional outcomes,
and some of the
experiences are likely to
engage students in
significant learning. The
lesson or unit has a
recognizable structure
and reflects partial
knowledge of students and
resources.

The teacher coordinates
knowledge of content of
students and of resources
to design a series of
learning experiences
aligned to instructional
outcomes and suitable for
groups of students. The
lesson or unit has a clear
structure and is likely to
engage students in
significant learning.

The teacher coordinates
knowledge of content, of
students, and of
resources, to design a
series of learning
experiences aligned to
instructional outcomes,
differentiated where
appropriate to make them
suitable to all students
and likely to engage them
in significant learning.
The lesson or unit
structure is clear and
allows for different
pathways according to
student needs.

Component 1f
Designing student
assessment

The teacher’s plan for
assessing student learning
contains no clear criteria
or standards, is poorly
aligned with the
instructional outcomes, or
is inappropriate for many
students. The results of
assessments have minimal
impact on the design of
future instruction.

The teacher’s plan for
student assessment is
partially aligned with the
instructional outcomes,
without clear criteria, and
inappropriate for at least
some students. The
teacher intends to use
assessment results to plan
for future instruction for
the class as a whole.

The teacher’s plan for
student assessment is
aligned with the
instructional outcomes,
uses clear criteria and is
appropriate to the needs
of students. The teacher
intends to use assessment
results to plan for future
instruction for groups of
students.

The teacher’s plan for
student assessment is fully
aligned with the
instructional outcomes,
with clear criteria and
standards that show
evidence of student
contribution to their
development. Assessment
methodologies may have
been adapted for
individuals, and the
teacher intends

Component 2a
Creating an
environment of
respect and rapport

Domain #2- Classroom Environment

Classroom interactions,
both between the teacher
and students and among
students, are negative,
inappropriate, or
insensitive to students’
cultural backgrounds and
are characterized by
sarcasm, put-downs, or
conflict.

Needs
Improvement

Classroom interactions,
both between the teacher
and students and among
students, are generally
appropriate and free from
conflict, but may be
characterized by
occasional displays of
insensitivity or lack of
responsiveness to cultural
or developmental
differences among
students.

Classroom interactions
between the teacher and
students and among
students are polite and
respectful, reflecting
general warmth and
caring, and are
appropriate to cultural
and developmental
differences among groups
of students.

Classroom interactions
between the teacher and
individual students are
highly respectful,
reflecting genuine warmth
and caring and sensitivity
to students’ cultures and
levels of development.
Students themselves
ensure high levels of
civility among members of
the class.

Component 2b
Creating a culture
for learning

The classroom
environment conveys a
negative culture for
learning, characterized by
low teacher commitment
to the subject, low
expectations for student
achievement, and little or
no student pride in work.

The teacher’s attempt to
create a culture for
learning is partially
successful, with little
teacher commitment to
the subject, modest
expectations for student
achievement and little
student pride in work.
Both the teacher and
students appear to be only
“going through the
motions.”

The classroom culture is
characterized by high
expectations for most
students and genuine
commitment to the subject
by both teacher and
students, with students
demonstrating pride in
their work.

High levels of student
energy and teacher
passion for the subject
create a culture for
learning in which
everyone shares a belief
in the importance of the
subject and all students
hold themselves to high
standards of
performance-for example,
by initiating
improvements to their
work.
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Component 2c
Managing classroom

Much instructional time is
lost because classroom
routines and procedures
for transitions, handling
of supplies and
performance of

Some instructional time is
lost because classroom
routines and procedures
for transitions, handling
of supplies, and
performance of

Little instructional time is
lost because of classroom
routines and procedures
for transitions, handling
of supplies, and
performance of

Students contribute to the
seamless operation of
classroom routines and
procedures for
transitions, handling of
supplies, and

procedures noninstructional duties noninstructional duties noninstructional duties, performance of
are only partially are only partially which occur smoothly. noninstructional duties.
effective. effective.
There is no evidence that It appears that the teacher | Standards of conduct Standards of conduct are
standards of conduct have | has made an effort to appear to be clear to clear, with evidence of
been established and little | establish standards of students and the teacher student participation in
or no teacher monitoring conduct for students. The monitors student behavior | setting them. The
of student behavior. teacher tries, with uneven | against those standards. teacher’s monitoring of
Component 2d Response to student results, to monitor student | The teacher’s response to | student behavior is subtle

Managing student
behavior

misbehavior is repressive
or disrespectful of student
dignity.

behavior and respond to
student misbehavior.

students misbehavior is
appropriate and respects
the student dignity.

and preventive, and the
teacher’s response to
student mishehavior is
sensitive to individual
student needs. Students
take an active role in
monitoring the standards
of behavior.

Component 2e
Organizing physical
space

The physical environment
is unsafe, or some
students don’t have
access to learning.
Alignment between the
physical arrangement and
the lesson activities is
poor.

The classroom is safe,
and essential learning is
accessible to most
students’ the teacher’s
use of physical resources,
including computer
technology, is moderately
effective. The teacher may
attempt to modify the
physical arrangement to
suit learning activities,
with partial success.

The classroom is safe,
and learning is accessible
to all students, the teacher
ensures that the physical
arrangement is
appropriate to the
learning activities. The
teacher makes effective
use of physical resources,
including computer
technology.

The classroom is safe,
and the physical
environment ensures the
learning of all students,
including those with
special needs. Students
contribute to the use or
adaptation of the physical
environment to advance
learning. Technology is
used skillfully, as
appropriate to the lesson.

Component 3a
Communicating with
students

Domain #3- Instruction

Expectations for learning,
directions and
procedures, and
explanation of content are
unclear or confusing to
students. The teacher’s
use of language contains
errors or is inappropriate
for students’ cultures or
levels of development.

Needs
Improvement

Expectations for learning,
directions and
procedures, and
explanations of content
are clarified after initial
confusion, the teacher’s
use of language is correct
but may not be completely
appropriate for students’
cultures or levels of
development.

Expectations for learning,
directions and
procedures, and
explanations of content
are clear to students.
Communications are
appropriate for students’
cultures and levels of
development.

Expectations for learning,
directions and
procedures, and
explanations of content
are clear to students. The
teacher’s oral and written
communication is clear
and expressive,
appropriate for students’
cultures and levels of
development, and
anticipates possible
student misconceptions.

Component 3b
Using questioning
and discussion
techniques

The teacher’s questions
are low-level or
inappropriate, eliciting
limited student
participation and
recitation rather than
discussion.

Some of the teacher’s
questions elicit a
thoughtful response, but
most are low-level, posed
in rapid succession. The
teacher’s attempts to
engage all students in the
discussion are only
partially successful.

Most of the teacher’s
questions elicit a
thoughtful response, and
the teacher allows
sufficient time for students
to answer. All students
participate in the
discussion, with the
teacher stepping aside
when appropriate.

Questions reflect high
expectations and are
culturally and
developmentally
appropriate. Students
formulate many of the
high-level questions and
ensure that all voices are
heard.
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Component 3c
Engaging students in
learning

Activities and
assignments, materials,
and groupings of students
are inappropriate for the
instructional outcomes or
students’ cultures or
levels of understanding,
resulting in little
intellectual engagement.
The lesson has no
structure or is poorly
paced.

Activities and assignment,
materials, and groupings
of students are partially
appropriate to the
instructional outcomes or
students’ cultures or
levels of understanding,
resulting in moderate
intellectual engagement.
The lesson has a
recognizable structure,
but that structure is not
fully maintained.

Activities and
assignments, materials,
and groupings of students
are fully appropriate for
the instructional outcomes
and students’ cultures and
levels of understanding.
All students are negative
in work of a high level of
rigor. The lesson’s
structure is coherent, with
appropriate pace.

Students, throughout the
lesson, are highly
intellectually engaged in
significant learning, and
make material
contributions to the
activities, student
groupings, and materials.
The lesson is adapted as
necessary to the needs of
individuals, and the
structure and pacing
allow for student
reflection and closure.

Component 3d
Using assessment in
instruction

Assessment is not used in
instruction, either through
monitoring of progress by
the teacher or students, or
through feedback to
students. Students are
unaware of the
assessment criteria used
to evaluate their work.

Assessment is
occasionally used in
instruction, through some
monitoring of progress of
learning by the teacher
and/or students. Feedback
to students is uneven and
students are aware of only
some of the assessment
criteria used to evaluate
their work.

Assessment is regularly
used in instruction,
through self-assessment
by students, monitoring of
progress of learning by
the teacher and/or
students, and high-quality
feedback to students.
Students are fully aware
of the assessment criteria
used to evaluate their
work.

Assessment is used in a
sophisticated manner in
instruction, through
student involvement in
establishing the
assessment criteria, self-
assessment by students,
monitoring of progress by
both students and teacher,
and high-quality feedback
to students from a variety
of sources.

Component 3e
Demonstrating
flexibility and

responsiveness

The teacher adheres to
the instructional plan,
even when a change
would improve the lesson
or address students’ lack
of interest. The teacher
brushes aside student
questions; when students
experience difficulty, the
teacher blames the
students or their home
environment.

The teacher attempts to
modify the lesson when
needed and to respond to
student questions, with
moderate success. The
teacher accepts
responsibility for student
success, but has only a
limited repertoire of
strategies to draw upon.

The teacher promotes the
successful learning of all
students, making
adjustments as needed to
instruction plans and
accommodating student
questions, needs, and
interests.

The teacher seizes an
opportunity to enhance
learning, building on a
spontaneous event or
student interests. The
teacher ensures the
success of all students,
using an extensive
repertoire of instructional
strategies.

Component 4a
Reflecting on
teaching

Domain #4- Professional Responsibilities

The teacher does not
accurately assess the
effectiveness of the lesson
and has no ideas about
how the lesson could be
improved.

Needs
Improvement

The teacher provides a
partially accurate and
objective description of
the lesson but does not
cite specific evidence. The
teacher makes only
general suggestions as to
how the lesson might be
improved.

The teacher provides an
accurate and objective
description of the lesson
citing specific evidence.
The teacher makes some
specific suggestions as to
how the lesson might be
improved.

The teacher’s reflection
on the lesson is thoughtful
and accurate, citing
specific evidence. The
teacher draws on an
extensive repertoire to
suggest alternative
strategies and predicts the
likely success of each.

Component 4b
Maintaining
accurate records

The teacher’s systems for
maintaining both
instructional and
noninstructinoal records
and either nonexistent or
in disarray, resulting in
errors or confusion.

The teacher’s system for
maintaining both
instructional and
noninstructional records
are rudimentary and only
partially.

The teacher’s systems for
maintaining both
instructional and
noninstructional records
are accurate, efficient,
and effective.

The teacher’s systems for
maintaining both
instructional and
noninstructional records
are accurate, efficient,
and effective, and students
contribute to its
maintenance.
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Component 4c
Communicating with
families

The teacher’s
communication with
families about the
instructional program or
about individual students
is sporadic or culturally
inappropriate. The
teacher makes no attempt
to engage families in the
instructional program.

The teacher adheres to
school procedure for
communicating with
families and makes
modest attempts to
engage families in the
instructional program.
But communications are
not always appropriate to
the cultures of those
families.

The teacher
communicates frequently
with families and
successfully engages them
in the instructional
program. Information to
families about individual
students is conveyed in a
culturally appropriate
manner.

The teacher’s
communication with
families is frequent and
sensitive to cultural
traditions; students
participate in the
communication. The
teacher successfully
engages families in the
instructional program, as
appropriate.

Component 4d
Participating in a
professional
community

The teacher avoids
participating in a
professional community
or in school and district
events and projects,
relationships with
colleagues are negative
and self-serving.

The teacher becomes
involved in the
professional community
and in school and district
events and projects when
specifically asked;
relationships with
colleagues are cordial.

The teacher participates
actively in the
professional community
and in school and district
events and projects, and
maintains positive and
productive relationships
with colleagues.

The teacher makes a
substantial contribution to
the professional
community and to school
and district events and
projects, and assumes a
leadership role among the
faculty.

Component 4e
Growing and
developing
professionally

The teacher does not
participate in professional
development activities
and makes no effort to
share knowledge with
colleagues. The teacher is
resistant to feedback from
supervisors or colleagues.

The teacher participates
in professional
development activities
that are convenient or are
required, and makes
limited contributions to
the profession. The
teacher accepts, with
some reluctance, feedback
from supervisors and
colleagues.

The teacher seeks out
opportunities for
professional development
based on an individual
assessment of need and
actively shares expertise
with others. The teacher
welcomes feedback from
supervisors and
colleagues.

The teacher actively
pursues professional
development
opportunities and initiates
activities to contribute to
the profession. In
addition, the teacher
seeks feedback from
supervisors and
colleagues.

Component 4f
Showing
professionalism

The teacher has little
sense of ethics and
professionalism and
contributes to practices
that are self-serving or
harmful to students. The
teacher fails to comply
with school and district
regulations and time
lines.

The teacher is honest and
well intentioned in
serving student and
contributing to decisions
in the school, but the
teacher’s attempts to
serve students are limited.
The teacher complies
minimally with school and
district regulations, doing
just enough to get by.

The teacher displays a
high level of ethics and
professionalism in
dealings with both
students and colleagues
and complies fully and
voluntarily with school
and district regulations.

The teacher is proactive
and assumes a leadership
role in making sure that
school practices and
procedures ensure that all
students, particularly
those traditionally
underserved, are honored
in school. The teacher
displays the highest
standards of ethical
conduct and takes a
leadership role in seeing
that colleagues comply
with school and district
regulations.
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RULES AND REGULATIONS

333 Market St., Harrisburg, PA

Commonwealth of Pennsylvania DEPARTMENT OF EDUCATION 17126-0333
CLASSROOM TEACHER RATING FORM
Last Name First Middle
District/LEA School
Rating Date: Evaluation: (Check one) [] Semi-annual ~ [] Annual
(A) Teacher Observation and Practice
. Earned *Domain Rating Assignment™
*Rating* Factor Points Max 0 to 3 Point Scale (A)
Domain Title (A) (B) (AxB) Points
Planning & Rating Value
I Preparation 20% 0.60
Failing 0
Classroom
1. Environment 30% 0.90
Needs Improvement 1
. Instruction 30% 0.90
- Proficient 2
Professional 0
V. Responsibilities 20% 0.60 L
Distinguished 3
(1) Teacher Observation & Practice Rating 3.0
(B) Student Performance—Building Level Data, Teacher Specific Data, and Elective Data
Building Level Score (0-107) (3) Teacher Specific Rating
(2) Building Level Score Converted to a 3 Point Rating (4) Elective Rating
¢(C) Final Teacher Effectiveness Rating—All Measures
. Ear_ned Conversion to Performance Rating
Rating | Factor Points Max
Measure © (D) (CxD) | Points Total Earned Points Rating
(1) Teacher Observation & —
Practice Rating 50% 1.50 0.00-0.49 Failing
(2) Building Level Rating 15% 0.45 0.50-1.49 Needs Improvement
(3) Teacher Specifi 1.50-2.49 Proficient
eacher Specific 0
Rating 15% 0.45 2.50-3.00 Distinguished
(4) Elective Rating 20% 0.60 Performance Rating
Total Earned Points 3.00
[] Rating: Professional Employee, OR [] Rating: Temporary Professional Employee
I certify that the above-named employee for the period beginning and ending has received a
performance rating of: (month/day/year) (month/day/year)
[] DISTINGUISHED ] PROFICIENT [] NEEDS IMPROVEMENT [] FAILING
Resulting in a FINAL rating of:
[] SATISFACTORY [] UNSATISFACTORY

A performance rating of Distinguished, Proficient, or Needs Improvement shall be considered satisfactory, except that the second Needs Improvement rating issued by
the same employer within 10 years of the first final rating of Needs Improvement where the employee is in the same certification shall be considered unsatisfactory. A
rating of Failing shall be considered unsatisfactory.

Date Designated Rater/Position: Date Chief School Administrator

I acknowledge that | have read the report and that | have been given an opportunity to discuss it with the rater. My signature does not necessarily mean that | agree with
the performance evaluation.

Date Signature of Employee
PENNSYLVANIABULLETIN, VOL. 43, NO. 25, JUNE 22, 2013
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PA Teacher Effectiveness Model

TrackI1

Differentiated Supervision




OVERVIEW OF TEACHER ASSISTANCE EVALUATION
PROCESS: TRACK Il

Domains of Effective Teaching

|. Preparation and Planning  I1l. Instructional Delivery
I1. Classroom Environment IV. Professionalism

Track 11
Differentiated Supervision
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pennsylvania

DEPARTMENT OF EDUCATION

Educator Effectiveness System - Differentiated Supervision

The Pennsylvania Department of Education has identified a supervision model consisting of
two modes that will result in the professional development of educators: Formal
Observation and Differentiated Supervision. Formal Observation of the teacher’s practice
is accomplished through formal and informal observations measured by research-supported
best practices: Danielson's Framework for Teaching*. The collaborative reflections of the
observational data will focus the efforts of the teacher on a professional development plan to
improve instructional practices and student achievement.

Differentiated Supervision recognizes the level of experience, the effectiveness, and
professionalism of teachers as well as the intensity and time commitment to Formal
Observation. In Differentiated Supervision, professional employees develop an action plan
for professional development unique to their needs and interests.

The incorporation of Differentiated Supervision into a local education agency’s (LEA)
supervision plan is a local decision.

*Charlotte Danielson's Framework for Teaching (2007 or later editions)
Differentiated Supervision Guidelines

Differentiated Supervision recognizes the level of experience, the effectiveness, and
professionalism of teachers as well as the intensity and time commitment of the Formal
Observation process using the Danielson Framework for Teaching. Differentiated
Supervision provides a framework for professional growth designed to improve teacher
effectiveness, instructional practices, and student achievement. Differentiated Supervision
should be included in written policies of the board and made available to all professional
employees. As long as the LEA develops a Differentiated Supervision model based on the
Pennsylvania Department of Education's (PDE) guidelines, approval is not required.

PDE recommends that professional employees who received a “Satisfactory” summative
rating in the previous two years should be eligible to participate in Differentiated
Supervision. Prior to the 2013-14 school year, a “Satisfactory” performance rating using a
previously approved rating form (e.g., PDE 5501, PDE 426, PDE 427 or PDE 428) may be
used to qualify for participation in Differentiated Supervision. PDE recommends that
professional employees newly hired by a district should be eligible to participate in
Differentiated Supervision, but only after they have successfully completed their first year in
the Formal Observation Model. PDE recommends that temporary professional employees
should not participate in Differentiated Supervision.
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LEAs should create a Cycle of Supervision based on the number of teachers requiring
Formal Observations:

= Temporary professional employees

= Professional employees new to a district

= Employees assigned to their required year of Formal Observation

= Employees assigned to a performance improvement plan

Professional employees should be assigned to Differentiated Supervision Modes for the
length of the Cycle of Supervision except for the required year of Formal Observation (e.g.,
if a district has a three-year Cycle of Supervision and a teacher is assigned to the Formal
Observation Model in the second year of the cycle, the teacher should be placed in the
Differentiated Supervision in years one and three of the cycle). A Cycle of Supervision
usually lasts for three or four years however, this is a local decision.

The principal and the professional employee should collaboratively create a timeline to
ensure the successful completion of the professional’s Differentiated Supervision Action
Plan. The professional employee should be required to complete a mid-year review and an
end-of-the-year self-refection report with respect to his/her goal setting, planning, progress,
and results. It is also recommended that the professional employee report the findings of
his/her action plan to a Professional Learning Community (faculty meeting, in-service
gathering, PTA/PTO) however, this is also a local decision.

The supervising administrator should select a Differentiated Supervision Mode in
collaboration with the teacher. All Differentiated Supervision Modes must be aligned to the
Danielson Framework for Teaching or a PDE-approved alternative system and/or related to a
district or school initiative designed to improve instructional practices and impacts student
achievement.  Additionally, while formal observations may not occur in Differentiated
Supervision, it is recommended informal observations occur throughout the school year. PDE
also recommends that the principal reserve the right to remove a teacher from Differentiated
Supervision at any time and place the teacher in the Formal Observation Model or assign
the teacher to a Performance Improvement Plan with Intensive Supervision.

The overall rating form requires principals/supervisors to provide a rating in the four domains
for all teachers every year regardless of their model of supervision. While not collecting
evidence through the clinical supervision process, evaluators should use walk-throughs and
other strategies to keep informed of the teacher’s overall performance throughout the year. In
the absence of data to the contrary, the rating assigned to a domain for the employee would
revert to their most recent domain performance rating.

While the nomenclature applied to the various Differentiated Supervision Modes may be
unique to each LEA, they are generally grouped by common subject matter. Districts are not
limited to the following categories as long as the mode meets the requirements and rigor of
the PDE Teacher Effectiveness System.

22




The following descriptions of Differentiated Supervision Modes are to serve as examples:

1. Peer Coaching Mode - professional employees work in dyads or triads to discuss and
observe their own or another professional employee's pedagogy, student learning, curriculum
aligned to the Pennsylvania Core Standards and other pertinent issues in a collaborative
manner. The professionals will work together to define their professional needs and develop
plans to assist them in the successful completion of the identified tasks including: specific
target area(s), the evidence to be collected, observation dates, and a reflective session.
Meeting notes, data collection tools, results of the observations, and the reflective sessions
should be shared with the principal and used as evidence in the supervision and evaluation of
the employee.

2. Self-Directed Model/Action Research Mode - professional employees will develop a
structured, on-going reflection of a practice-related issue (Danielson Framework for
Teaching or a PDE-approved alternative system). Professionals may work individually or in
small groups, dyads or triads, to complete the action research project. Meeting notes,
resources, data collection tools, and the results of the reflective sessions should be shared
with the principal and used as evidence in the supervision and evaluation of the employee.

3. Portfolio Mode - professional employees will examine their own practice in relation to the
Danielson Framework for Teaching or a PDE-approved alternative system and reflect in a
written report and/or documented discussions with colleagues. Portfolios may be developed
according to criteria established collaboratively by the administrator and the teacher based
upon their interests or needs. Resources, data collection tools, and the results of the reflective
sessions should be shared with the principal and used as evidence in the supervision and
evaluation of the employee.

Note: Book/research reviews are unacceptable for a separate Differentiated Supervision mode
however; they may be used to develop the research for an action plan.
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Teacher Evaluation Process

Track I11

Teacher Assistance &
Performance Improvement Plan




OVERVIEW OF TEACHER ASSISTANCE EVALUATION
PROCESS: TRACK Il

Domains of Effective Teaching

I. Preparation and Planning  I1l. Instructional Delivery
Il. Classroom Environment V. Professionalism

Track I11
Teacher Assistance & Performance
Improvement Plan
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TEACHER ASSISTANCE & PERFORMANCE IMPROVEMENT PLAN
TRACK FRAMEWORK

PURPOSE

The Teacher Assistance & Performance Improvement Plan Track will provide a good faith effort
to support and guide the teacher to meet the expectations set forth in the North East School
District’s Domains for Effective Teaching.  The Teacher Assistance & Performance
Improvement Plan Track has three purposes:

1. To enable a tenured teacher the opportunity to seek assistance in any of the
District’s Domains For Effective Teaching,

2. To create a more structured process for a tenured teacher who by the
determination of the administrative supervisor, may benefit from more support,
and/or

3. To provide due process for disciplinary action.

This more structured supervision is characterized by recognition on the part of the teacher and
the administrator that the teacher needs assistance with one or more of the North East School
District’s Domains for Effective Teaching. This process may begin at any time.

The decision regarding implementation should be collaborative, but may be directive. *

Track Ill, Teacher Assistance Track, is intended to provide the best possible likelihood for
professional improvement. Because of the personal nature of this Track, confidentiality is
expected of all participants. Track Il consists of three phases:

1. AWARENESS PHASE
2. ASSISTANCE PHASE
3. DISCIPLINARY PHASE
IMPORTANT NOTE “If the system has been designed properly and a spirit of professional

assistance is guiding the interventions and the relationships within this track, then most staff who

have been placed in the assistance program will never reach this third [phase].” charlotte Danielson,
Teacher Evaluation, page 127

The distinct differences between the Awareness Phase and the Assistance Phase are the length of
time and the intensity of each phase.

* If participation in this track is self-initiated, the teacher will submit forms and retain
documentation. If the teacher is administratively assigned to this track, the district will retain
documentation and provide a copy to the teacher.
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TEACHER ASSISTANCE & PERFORMANCE IMPROVEMENT TRACK

AWARENESS PHASE

1. The administrator and the teacher identify a concern in writing. (ldentification of
Concern Form)

2. The administrator and the teacher set up a specific time to collaborate and attempt to
resolve the concern, within not less than 20 and not more than 30 school days.

3. At the conclusion of the Awareness Phase, the administrator will review the progress and
will make one of the following recommendations: (Awareness Phase — Summary
Form)

» The teacher returns to Track I, Individual Development or Track I,
Differentiated Supervision, or

» The teacher remains in the Awareness Phase for another period of time (not less
than 20 and not more than 30 school days).

» In the event the concern is not resolved or is a disciplinary issue, the teacher is
placed into either the Assistance Phase or Disciplinary Phase of Track I11.

At Phase I11, the principal will advise the teacher to discuss the situation with the Superintendent

or designated representative. The teacher or the administrator may request other representation
in all subsequent meetings regarding the concern.

27




North East School District
Teacher Assistance & Performance Improvement Plan Track

Awareness Phase: ldentification of Concern Form
Staff Member: Date:
Check Appropriate Category (ies):
[_]Planning and Preparation [JInstructional Delivery
[ ]Classroom Environment []Professionalism

Specific Concerns:

Next Meeting Date:

Staff Member Signature:

Administrator Signature:

Starting Date of Plan: Ending Date of Plan:
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Awareness Phase: Summary Form

Staff Member:

Specific Concerns:

Administrative Suggestions:

Administrative Recommendation(s):
[ ] Awareness Phase
[] Professional Growth Phase
[ ] Assistance Phase
[ ] Disciplinary Phase

Next Meeting Date:

Staff Member Signature:

Date:

Administrator Signature:

29




North East School District
Teacher Assistance & Performance Improvement Plan Track

ASSISTANCE PHASE
Review the recommendations from the Awareness Phase.
A specific plan will be developed which includes: (Plan of Assistance Form)

» Growth-promoting goals that are specific, measurable, action oriented, realistic,
and time bound (S.M.A.R.T.)
Strategies for resolution of the concern

Timelines

vyy

Indicators of progress

» Resources and support needed
The administrator and the teacher will set a specific time to review what progress has
been made. (Plan of Assistance Progress Form)

One of the following recommendations will be made upon reviewing the teacher’s
progress: (Final Summary Form)
» The concern is resolved and the teacher is returned to Track I or Track Il, or

» The teacher remains in the Assistance Phase with revised goals and timelines as
specified in the Plan of Assistance Form, or

» The concern is not resolved and the teacher is moved into the Disciplinary
Phase.
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Assistance Phase: Plan of Assistance Form

Staff Member: Date:
Check Appropriate Category (ies):

[ ] Planning and Preparation [] Instructional Delivery
[ ] Classroom Environment [] Professionalism
Specific Concerns:
Plan (Methods/Strategies):
Proposed Timeline:
Indicators of Progress:

Resources/Support Needed:

Next Meeting Date:

Staff Member Signature:

Administrator Signature:
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Assistance Phase: Plan of Assistance Progress Form

Staff Member: Date:
[ ] First Meeting [ ] Second Meeting [_] Third Meeting

Plan:
Resources and Strategies Used to Date:
Indicators of Progress:

Concerns:

Next Meeting:

Staff Member Signature:

Administrator Signature:
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Assistance Phase: Final Summary Form

Staff Member: Date:

Plan:

Resources and Strategies Used to Date:
Indicators of Progress:
Resources/Support Utilized to Date:

Concerns:

Administrative Recommendation(s)

[]Professional Growth Phase []Assistance Phase [IDisciplinary Phase

Staff Member Signature:

Administrator Signature:
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North East School District
Teacher Assistance & Performance Improvement Plan Track

DISCIPLINARY PHASE

The teacher may be placed in the Disciplinary Phase because of, but not limited to:
» Failure to meet the Domains for Effective Teaching at a satisfactory level after
being in the Assistance Phase,

» Insubordination,
» Specific policy or rule violation(s).

The Disciplinary Phase begins with a meeting between the administrator, teacher, and
Superintendent or designated representative. Other resource people may be involved,
i.e., central office administrator(s) and/ or NEEA representative.

The administrator will identify in writing the specific Domains(s), rule, or policy in
violation. (Disciplinary Phase Form) The teacher will be given an opportunity to
respond in writing. Following the discussion, the administrator will indicate the next
steps to be taken, such as:

A specific remedial plan with timeline

Placement of the teacher on paid administrative leave

Requirement of specific training or evaluation by a professional

Recommendation for non-renewal of contract

Recommendation for tenure review (Track | professionals) by the Superintendent
and Board of Education

VVYVYY

This Disciplinary Phase only addresses ongoing performance concerns not corrected by
the teacher under either the Awareness Phase or the Assistance Phase.

The Disciplinary Phase is not intended as a restriction on the district’s right to take
appropriate disciplinary action for teacher misconduct without prior resort to either an
Awareness Phase or an Assistance Phase.
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Guidelines for Making an Incompetence Case

Guidelines for understanding the requirements and the protections that are a part of making
an incompetence case against a tenured teacher are:

>

>

The district must define as clearly as possible the nature and the pattern of the
teacher’s incompetence.

The district must establish a record of factual evidence to support the claim of a
continuing pattern of the teacher’s incompetence.

The district should consult with its attorney to determine if evidence gathered is
sufficient to sustain a charge of incompetence in view of applicable state legal
standards.

The district should consider explanations of facts that may be used in the teacher’s
defense, such as differences in educational philosophy, difficult working conditions,
prejudice against the teacher, and failure to allow adequate opportunity for
remediation.

The district should consider the potential effect of a teacher’s dismissal on staff
morale, including positive effects of establishing high teacher performance standards
and negative effects resulting from misunderstanding the grounds for dismissal.

The district, whenever possible, must make a good faith effort to provide adequate
warning of undesirable behavior or incompetence through official remediation
notices.

The district must ensure that desired behavior and practices are substantially related
to reasonable expectations in teacher performance.

The district must ensure that all investigation efforts and evidence gathering has been
conduced fairly and objectively.

The district must ensure that standards of behavior and teaching practice have been
applied fairly and without prejudice.

The district must be convinced of the seriousness of the charges against the teacher
and be prepared to bear the burden of proof in making the case.
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Notice of Intensive Assistance/Disciplinary Phase

TO:
(Staff Member)

FROM:
(Principal)

DATE:

This notice indicates that you are not currently meeting North East School District’s domains of
effective teaching. Failure to meet these domains may cause you to receive an unsatisfactory
rating. It is important that we meet to develop an Intensive Assistance Plan. Please schedule a
meeting with me within three working days. You may notify your building representative or the
NEEA President to represent you at the meeting.

Domain(s) of Effective Teaching In Need of Improvement

Below you will find the domain(s) of effective teaching in need of improvement at this time. At
our upcoming meeting, we will identify the specific areas of concern within the domain needing

improvement.

CC: Employee, Building Principal, Superintendent
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Intensive Assistance Conference Record

The principal will meet with the staff member to develop an intensive assistance plan. The staff
member may have district and/or association representation at the conference.

Name School
Assignment Date

Conference Attendees in Addition to the Principal and Employee:

Procedures:
1. Review Notice of Intensive Assistance/Disciplinary Phase

2. Identification of concern(s) related to Domains of Effective Teaching

3. Development of Action Plan to Address the Identified Concerns Related to the Domains
of Effective Teaching (See attached document.)

4. Signatures of staff member and administrator documenting that a discussion of the
concern(s) has occurred, an assistance plan has been developed, and dates to review the
effectiveness of the action plan have been established.

I acknowledge the district’s offer to provide intensive assistance. I understand that if I reject the
offer of intensive assistance, | will receive an unsatisfactory rating and may be dismissed.

[ ] 1 accept the offer of intensive assistance.

[ 1 1 reject the offer of intensive assistance.

Signature of Staff Member Signature of Administrator

Date Date
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Intensive Assistance Action Plan
Name School

Assignment Date

Domain of Effective Teaching in Need of Improvement:

Specific Needs Strategies for Improvement Resources/Support Timelines | Review of Progress

Intensive Assistance Action Plan Continued

Specific Needs Strategies for Improvement Resources/Support Timelines | Review of Progress
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Principal’s Recommendation

After a reviewing the implementation of the Intensive Assistance Action Plan developed for
, the principal recommends the following:

[] 1. The concern has been resolved.

e Staff member is removed from the Teacher Assistance Track I11.
e Staff member is reassigned to Track I or Track II.
e Principal’s Recommendation Form will be placed in staff member’s file.

[ ] 2. The concern has not been resolved.

e Staff member will continue in the Teacher Assistance Track 11l for an additional
period of months. (Time period not to exceed four additional months.)

e The Intensive Assistance Action Plan will be reviewed, amended, extended, or
expanded as required to address continuing concerns.

e Principal’s Recommendation Form will be placed in the staff member’s file.

[] 3. The concern has not been resolved.

e The principal recommends the staff member for termination.
e Principal’s Recommendation Form will be placed in staff member’s file.

Staff Member Signature Principal Signature

Date Date

Signatures verify that the staff member is aware of the administrator’s recommendation. The
signature does not denote that the staff member agrees.
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North East School District
Teacher Assistance & Performance Improvement Plan Track

Disciplinary Phase
Teacher Response Form

Staff Member Date

Comments:

Staff Member Signature

Administrator Signature
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Appendix A

Title 22 Regulations
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RULES AND REGULATIONS

Title 22—EDUCATION

DEPARTMENT OF EDUCATION [ 22 PA. CODE CH.
19 ] Educator Effectiveness Rating Tool;
Classroom Teachers

The Department of Education (Department) adopts Chapter 19
(relating to educator effectiveness rating tool) to read as set forth in
Annex A.

Omission of Proposed Rulemaking

Under section 1123 of the Public School Code of 1949 (act) (24 P.
S. 8 11-1123), regarding rating systems, amended by the act of June
30, 2012 (P. L. 684, No. 82) (Act 82), the Department is required to
develop a rating tool to measure the effectiveness of classroom
teachers. Section 1123(b)(2)(i) of the act requires the Department to
publish this rating tool in the Pennsylvania Bulletin by June 30,
2013.

Under section 1123(j) of the act, the publication of the rating tool
by the Department is expressly exempt from sections 201—205 the
act of July 31, 1968 (P. L. 769, No 240) (45 P. S. §§ 1201—1205),
known as the Commonwealth Documents Law (CDL), section
204(b) of the Commonwealth Attorneys Act (71 P. S. 8 732-
204(b)) and the Regulatory Review Act (71 P. S. 88 745.1—
745.12). Therefore, the Department is not required to publish a
notice of proposed rulemaking as prescribed by the CDL. The
rating tool is exempt from the statutory provisions requiring review
by the Office of Attorney General. The publication of the rating
tool is not subject to review and approval by the Independent
Regulatory Review Commission.

Statutory Authority

This final-omitted rulemaking is published under the authority of
section 1123(a), (b)(2), (e) and (j) of the act as amended by Act 82
and sections 201 and 506 of The Administrative Code of 1929 (71
P.S. 8§ 61 and 186).

Purpose

This final-omitted rulemaking fulfills the directive of section
1123(b)(2)(i) of the act that the Department ‘‘shall develop, issue
and publish in the Pennsylvania Bulletin a rating tool.”” As required
under Act 82, the rating tool contains measures based on teacher
observation and practice and multiple measures of student
performance. The rating tool encompasses a form and instructions.
The final-omitted rulemaking also includes a process whereby the
governing board of a local education agency (LEA) may submit a
plan for an alternative rating tool to the Department for review and
approval.

Background and Public Input

Under section 1123(a) of the act, the Department developed the
rating tool ‘‘in consultation with education experts, parents of
school-age children enrolled in a public school, teachers and
administrators. . . .”” To formally implement this provision, the
Department convened a Stakeholders

A2

Group. Members of the Stakeholders Group included parents,
teachers, administrators, chief executive officers of charter schools,
representatives from higher education and others from across this
Commonwealth. the Stakeholders Group met and reviewed key
elements of the rating tool and provided the Department with
feedback.

Provisions of Final-Omitted Rulemaking

Section 19.1 (relating to classroom teacher effectiveness
rating tool) states:

The rating tool functions as a framework for the evaluation
and summative process for classroom teachers, and is
designed for local education agencies providing early
childhood, elementary or secondary education across this
Commonwealth. The tool is comprised of the form and
instructions.

The rating tool consists of the one-page rating form used by LEAs
to record the results of the data collection process which provides
for a potential overall rating of Failing, Needs Improvement,
Proficient or Distinguished. The rating form sets numeric values for
these four rating levels on a zero to three point scale.

The rating tool includes descriptions of the four areas or domains
set forth in Act 82 for teacher observation and practice. The four
domains are as follows: planning and preparation; classroom
environment; instruction; and professional responsibilities. The
rating tool provides descriptions of educator performance or
behavior at the four different rating levels in the four areas or
domains.

The rating tool contains ‘‘Instructions for Rating Tool—

Standards of Use’” that are divided into six areas or main
paragraphs. The first area includes the definitions for the rating
tool. The second area, ‘‘General Provisions,”’ contains directions
for the evaluation and rating process as well as basic instructions
for completing the rating form.

The third area, ‘‘Standards of Use for Teacher Observation and
Practice,”” accounts for 50% of a teacher’s total rating. It addresses
the evaluation of the four domains listed under ‘‘(A) Teacher
Observation and Practice’” in the form. This area sets forth
descriptions of how to develop, combine and calculate the domains
into one performance level. LEAs are allowed to use a variety of
evidence gathering techniques.

The fourth area is entitled ‘‘Standards of Use for Multiple
Measures of Student Performance.”” Multiple measures represent
the other 50% of a teacher’s total rating and are divided into three
categories each assigned a percentage factor by Act 82.

The first category is ‘‘Building Level Data’” and it covers eight
different measurements including exam results, graduation and
promotion rates, and attendance data. It is 15% of a teacher’s total
rating.

The second category, ‘‘Teacher Specific Data,”” also comprises
15% of a teacher’s final rating. It consists of measures based upon
student performance on assessments, value added assessment
system data or the Pennsylvania Value-Added Assessment System
data, student progress by means of individual education plans and
locally developed school district rubrics.
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The final area in the rating of classroom teachers is the
““Elective Data’> measure which may include various
options regarding measures of student performance selected
from a list provided annually by the Department. LEAs shall
select and develop measures using a Student Learning
Objective process. This area is 20% of a teacher’s total
rating.

Section 19.1 also includes provisions addressing record
keeping and creation of alternative rating tools.

Affected Parties

Based on data for the 2011-2012 school year, the number of
individuals and entities that may be directly affected by the
final-omitted rulemaking includes approximately 150,980
professional staff, 1.765 million students, school districts,
area vocational-technical schools, career technology centers
and intermediate units.

Benefits

The rating tool will provide for a more effective evaluation
of teacher performance in schools in this Commonwealth.
The potential benefits of the rating tool are significant. It will
enable LEAs and the Department to document possible
trends in teacher effectiveness. Thereby, local
administrators, the Department and State lawmakers will be
able to identify teacher improvement programs that are
successful and produce solid results in student learning,
achievement and growth.

Cost, Paperwork Estimates and Fiscal Impact

The paperwork costs should be minimal. The Department
will provide assistance to LEAs in using electronic formats
that will reduce paperwork costs and reduce staff time
allotted to tracking and filing evaluations.

Additional costs imposed by this final-omitted rulemaking
will be minimal. Annual evaluations of teachers and
semiannual evaluations of untenured teachers are already a
standard function of LEAs across this Commonwealth. The
Department budget for educator effectiveness programs was
approximately $3.7 million in the current fiscal year. This
total is projected to be $1.6 million in 3 years. Therefore,
costs will go down as the project proceeds.

Effective Date

This final-omitted rulemaking shall take effect on July
1, 2013. The phase-in for the rating tool will begin in

§ 19.1. Classroom teacher effectiveness rating tool.
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2013-2014 school year.

Regulatory Review
Under section 1123(j) of the act, this final-omitted
rulemaking is exempt from the Regulatory Review Act.

Contact Person and Information

For further information, individuals may contact Deborah E.
Wynn, Executive Policy Specialist, Office of Elementary
and Secondary Education, Department of Education, 333
Market Street, Fifth Floor, Harrisburg, PA 17126-0333,
(717) 783-1024, dewynn@pa.gov. Persons with disabilities
may use fax
(717) 214-2786 or TTY at (717) 783-8445.

Order
The Department, acting under the authorizing statutes, orders
that:

(a) The regulations of the Department, 22 Pa. Code, are
amended by adding § 19.1 to read as set forth in Annex
A.

(b) The Secretary of Education shall submit this order and
Annex A to the Office of General Counsel for review and
approval as to legality and form as required by law.

(c) The Secretary of Education shall certify this order
and Annex A and deposit them with the Legislative
Reference Bureau as required by law.

(d) This final-omitted rulemaking shall take effect on
July 1, 2013.

WILLIAM E. HARNER, Ph.D.,
Acting Secretary

Fiscal Note: 6-330. (1) General Fund;

Annex A
TITLE 22. EDUCATION
PART I. STATE BOARD OF EDUCATION
Subpart A. MISCELLANEOUS PROVISIONS
CHAPTER 19. EDUCATOR EFFECTIVENESS RATING TOOL

The rating tool functions as a framework for the evaluation and summative process for classroom teachers, and is designed for local education
agencies providing early childhood, elementary or secondary education across this Commonwealth. The tool is comprised of the form and
instructions. The following rating form shall be used to record the results of the data collection process.
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(7) Teacher Professional Development; (2) Implementing
Year 2012-13 is $2,032,000; (3) 1st Succeeding Year 2013-
14 is $2,036,000; 2nd Succeeding Year 2014-15 through 5th
Succeeding Year 2017-18 is $0; (4) 2010-11 Program—
$21,153,000; 2009-10 Program—$22,750,000; 2008-09
Program—$39,698,000; (7) PA  Assessment; (2)
Implementing Year 2012-13 is $1,693,000; (3) 1st
Succeeding Year 2013-14 through 5" Succeeding Year
2017-18 is $1,620,000; (4) 2010-11 Program—$31,981,000;
2009-10 Program—$37,620,000; 2008-09 Program—
$44,600,000;

(8) recommends adoption.
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RULES AND REGULATIONS 3339

Commonwealth of Pennsylvania DEPARTMENT OF 333 Market St., Harnsburg, PA
EDUCATION 171260333
CLASSROOM TEACHER RATING FORM
PDE 821 (413)
Last Name First Middle
District/LEA School
Rating Date: Evaluation: (Check one) O Semi-annual O Annual
(A} Teacher Observation and Practice
Earned *Domain Rating Assignment®
*Rating” | Factor | Points || Max 0 to 3 Point Scale (A
Domain Thle (A B | Az B | Poinis
I. Planning & Rating Value
Hreparation 20% 0.6
II. Classroom Failing 0
Environment 30°% 0.50
I | Instruction 30% 0.90 Needs Improvement 1
v Profossional Proficient 2
Responsibilitios 200% 0,60
(1) Teacher Observation & Practice Rating 3.00 Distinquished 3
(B) Student Performance—RBuilding Level Data, Teacher Specific Data, and Elective Data
Building Level Score (0—107) ~ (3) Teacher Specific Rating
(2} Building Level Score Converted to 3 Point {4) Elective Rating
Rating
(C) Final Teacher Effectivencss Rating—All Measures
EF;;"'J Conversion fo Performaner Rating
17 re=s T B
Hﬂlﬂﬂ Fﬂ{'m ": ;l "“ mﬂ'-! Eﬂmd H?«I’Ml Rﬂ"ﬂﬂ
M_rawrr Cl 2] DY | Points 0.00-0.49 Failing
(1) Teacher 5OFE 1.50 0.50-1.49 Neads
Observation & Practice Improvement
“;‘r_m — — — 1.60-2.49 Proficient
12} B Vi = | o) F
Rating ng — E.SQ-G.WR. _ Distinquished
(3) Teacher Specific 15% 0.45 ormance Hating
Rating
(4) Eloctive Rating 0% 0.60
Thial Earned Poinis 3,00
0 Rating: Professional Employes, oRr O Rating: Temporary Professional Employes
| mmg that the above-named employee for the period beginning and ending
performance rating of: imonthiday/vear) {month/dayfyear)
O DISTINGUISHED O PROFICIENT O NEEDS IMPROVEMENT O FAILING
resulting in & FINAL rating of
O SATISFACTORY O UNSATISFACTORY

A performance rating of Distinguished, Proficienl or Neods Improvement ghall be considened salisfactory, exoepl that the second Neods
Improvement raling weued Ih:- ERM O r within 10 years of the first final rating of Neads Improvement whone the cmployes is
in the same mrnhm unsatisfactory. A rating of Failing shall be considered unsatisfaciory

Date Designated Rater / Position:  Date Chief School Administrator

I acknowledge that 1 have read the report and that I have been given an opportunity to discuss it with the rater. My
signature does not necessarily mean that [ agree with the performance evaluation.

Date S_i,gnul.um of Emph}w
PENNSYLVANIA BULLETIN. VOL 43 NO. 25 JUNE 22, 2043




RULES AND REGULATIONS

(I.) Definitions.

The following words and terms, when used in this section,
shall have the following meanings, unless the context
clearly indicates otherwise:

Assessment—The term shall mean the Pennsylvania
System of School Assessment test, the Keystone Exam, an
equivalent local assessment or another test established by
the State Board of Education to meet the requirements of
section 2603-B(d)(10)(@) and required under the No Child
Left Behind Act of 2001 (Public Law 107-110, 115 Stat.
1425) or its successor statute or required to achieve other
standards established by the Department for the school or
school district under 22 Pa. Code § 403.3 (relating to single
accountability system).

Chief School Administrator—An individual who is em-
ployed as a school district superintendent, an executive
director of an intermediate unit or a chief school adminis-
trator of an area vocational-technical school or career
technology centers.

Classroom Teacher—A professional or temporary profes-
sional employee who provides direct instruction to stu-
dents related to a specific subject or grade level and
usually holds one of the following:

Instructional T Certificate (see § 49.82),
Instructional II Certificate (see § 49.83),

Vocational Instructional I Certificate (see § 49.142), and
Vocational Instructional II Certificate (see § 49.143).

Department—The Department of Education of the Com-
monwealth.

Distinguished—The employee’s performance consistently
reflects teaching at the highest level of practice.

District-designed measures and examinations, and locally
developed school district rubrics—A measure of student
performance created or selected by an LEA. The
development or design of the measure shall be documented
via a Student Learning Objective.

Education Specialist—A person who holds an educational
specialist certificate issued by the Commonwealth,
including a certificate endorsed in the area of elementary
school counselor, secondary school counselor, social resto-
ration, school nurse, home and school visitor, school
psychologist, dental hygienist, instructional technology
specialist or nutrition service specialist.

Employee—A person who is a professional employee or
temporary professional employee.

Failing—The employee does not meet performance ex-
pectations required for the position.
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Needs Improvement—The employee is functioning below
proficient for performance expectations required for con-
tinued employment.

Nonteaching Professional Employee—A person who is an
education specialist or a professional employee or
temporary professional employee who provides services
other than classroom instruction.

Performance Improvement Plan—A plan, designed by an
LEA with input of the employee, that may include
mentoring, coaching, recommendations for professional
development and intensive supervision based on the
results of the rating provided for under this chapter.

Principal—A building principal, an assistant principal, a
vice principal or a director of vocational education.

Professional Employee—An individual who is certificated
as a teacher, supervisor, principal, assistant principal,
vice-principal, director of vocational education, dental
hygienist, visiting teacher, home and school visitor, school
counselor, child nutrition program specialist, school nurse,
or school librarian.

Proficient—The employee’s performance consistently re-
flects practice at a professional level.

PSSA—The Pennsylvania System of School Assessment
established in 22 Pa. Code § 4.51 (relating to state
assessment system).

PVAAS—The Pennsylvania Value-Added Assessment
System established in compliance with 22 Pa. Code § 403.3
(relating to single accountability system) and its data

made available by the Department under Section 221 of
the Public School Code (24 P. S. § 2-221).

SLO—The Student Learning Objective is a record of the
development and application of student performance
measures selected by an LEA. It documents the process
used to determine a student performance measure and
validate its assigned weight. This record will provide for
quality assurance in rating a student performance meas-
ure on the zero-to-three-point rating scale.

Temporary Professional Employee—An individual who has
been employed to perform for a limited time the duties of a
newly created position or of a regular professional
employee whose service has been terminated by death,
resignation, suspension or removal.

(II.) General Provisions.

1. The rating of an employee shall be performed by or
under the supervision of the chief school administrator, or,
if so directed by the chief school administrator, by an
assistant administrator, a supervisor or a principal, who
has supervision over the work of the professional employee
or temporary professional employee being rated, provided
that no unsatisfactory rating shall be wvalid unless
approved by the chief school administrator. (24

P.S. § 11-1123(h)(3))
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Descriptions of the four domamns in Part (A} Teacher Observation and Practice are summanzed in Table A

Table A: Descriptions of Four Domains

learning, and they provide

Instructional outcomes are clear, represent important lea
ahgned to the curnculum. The instructional design inclades
well sequenced and require all students to think. problem solve, inquire, and defend
conjectunes and npmlum Effective teachers design formative assessments to monitor

the information needed to differentiate instruction. Measures of
student learning a with the curmculum, enabling students to demonstrate their
mde-rut.nm]mg in IIJJJE:E than one way. e

in tha su

ming activities that are

Dommin Description
I. Planning & Effective teachers plan and prepare for lessons using thewr extensive knowledge of the
Preparation content area, the relationships different strands within the content and between
20% the subject and other disciplines, al:'fth-eu students’ prior understanding of the subject.

and are

mstructional time and foster

respectiul mteractions with
that studenis find the classroom a safe place to take intellectual nsks. Students
themselves make a substantive contnbution to the effective functioning of the class by
assisting with classroom procedures, ensunng effective use of physical space, and
supporting the learning of classmates. Students and teachers work in ways that
demonstrate their belief that hard work will result in hagher levels of learmning. Student
behavior 1= consistently appropriate, and the teacher's handhing of infractions 15 subtle,

preventive, and respectful of students’ dignity.

Effective teachers ucrgum::e their classmoms so that all students can leam. They maxmize
and among students, ensunng

1L Instruction

8 Tecognize

In the classrooms of accomplished teachers. all students are highly engaged in learming.
They make significant contnbutions to the success of the class
high-level d.l!-l.'."l.'I-HIUﬂ.E and active nvolvement m their leaming
Teacher explanations are clear and invite student imtsllectual engagement. The teacher’s
feedback 1= specific to leaming goals and rubnces and offers concrete suggestions for
mmprovement. As a result. students understand their progress in learning the content and
can explain the leamning goals and what they need to do in order to
their responsibility for student learming and make
needed, to ensure student success.

o the Demmare of others.

|mprmre Effective
adjustments, as

IV. Professional
Responsibalities

with

assume leade

teaching results in ideas for 1
commumties and contnbute li;nfwmﬂug the practice of all.

cal Their record-kesp

roles in both school and LEA projects, and they

of professional development activities to strengthen their practice.
rovement that are shared across professional learning

Accomplished teachers have high ethical standards and a deep sense of professionali=m,

focused on improving their own teaching and supporting the ongoing learming of
SEpIng are afficient and effective, and they communicats

amilies clearly, frequently, and with cultural sensitivity. Accomplish

in a wide range
E:iieﬂ. wn on ther own

teachers

Copynight © Charlotte Danielson, 2013.

Table B summanzes teacher performance levels for each of the Domain Hating Assynments and for the ratings to be
assigned for each domain in the Rating (A) column.

Table B: Four Levels of Performance in Four Domains

Domain Failing Improvement Proficient Ihstinguished
L Planning & Teacher's plans Teacher's plans Teacher's plans Teacher's plans, basad
Preparation reflect Little reflect moderate reflect sohid on extensive content

200% understanding of the | understanding of the | understanding of the | knowledge and
content, the students, | content, the students, | content, the students, | understanding of
and available and available and available students, are
TEeS0Urces, TeSoUrces. Soma TEEOUICes. to engage students 1o
Instructional instructaonal Instructional thicant learming.
outcomes are cither outcomes are suitable | outlcomes represent hlﬁn of the
lacking or to the students as a important learming tearhers
1 1ate; , and the suitable to most ans—instructional
wmm wm to students. Most plnutmm. learming
methodolomes are asseEsment are elements of the actrvities, materials,
inadequats partially ahigned wath | instructional design, resources, and

the goals. including the assessments—are in
assessmenis, are complete alignment
abgmed to the goals. and are adapted as

needed for individual
students.
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Tahle B: Four Levels of Performance in Four Domains

articipation in

iscussion, hittle or no
use of assessment in
learning, and rigid
adherence to an

imstructional plan

discussion stratemes,
and only some
suitable mmstructional
activities and
materials. The
teacher displays some

Needs
Domain Failing Improvement Proficient Dhstinguished
11 Classroom Classroom Clazsroom Clazsroom Students themselves
Environment environment 1s EnvIronment EOVIFOnmEnt make & substantive
0% charactenzed b functions somewhat functions smoothly, contribution to the
chaos and eo effectively, with with little or no loss smooth fonctioning of
with low e.tpe:tahnns modest expectations of instructional time, the classroom, with
for learning, no clear | for student Expectations for hghly positive
standards of student and conduct, and student learming are personal interactions,
conduct, poor use of classroom routines high, and interactions| high expectations and
pl:qrau:n] space, and and use of space that | among Indinduals student pride m work,
pegative nteractions | partially support are respectiul. seamless routines,
between mdividuals. student learming. Standards for student| clear standards of
Students and the conduct are clear, and | conduct, and a
teacher rarely treat the physical physical environment
one another with environment supports | conducive to
disrespect. learming. high-level learning.
III. Insiruction Instruction 1s Only some students All students are All students are
3% charactenzed b Are & 1 engaged in learn hughly &
|:n|:||11|111.u'|i|:~.£|t.ir:wl:n..:|Ir e learning use of as & result nfch-a“;g le-arnfng mah!-
low-level questions, only partially clear communication and matenal contnbutions|
little student communication, successful use of to the success of the
engagement or uneven use of questioning and class through their

diseussion
techniques. Activities
and assignments are
of high quality, and
teacher and students
make productive use

icipation in
iscussions, active
involvement in
learnmg activities,
and use of assessment
mformation mn their

communication with
families or colleapgues,
and avoidanee of
school and LEA
responsibilities and
participation in
activities for

professional prowth.

reflection, modest
communication with
families or coll

and compliance with
expectations
regarding
participation in
school and LEA
projects and activities
for professional
growth.

despite evidence that | use of assessment m of assessment. The learnmg The teacher
it should be revised mstruction and is teacher demonstrates raists in the search
or modified. moderately flexible in | flexbility in approaches to
adjusting the contributing to the meet the needs of
mﬂtrl.rctmnal plan success of lesson every student.
and mn response to and of each student.
students’ interests
and their success 1n
learning.
IV. Professional The teacher The teacher The teacher The teacher's ethical
Responsibilities | demonstrates low demonstrates demonstrates standards and sense
20% ethical standards and rate 1 ethical stand and | of professionalism are
levels of standards and levels a genuine sense of highly developed,
professionalizm, with | of professionalism, professionalism by showng perceptive
poor recordkeeping with rudimentary engaging in accurate | uvse of reflection,
systems and skill in record keeping reflection on effective systems for
reflection, hittle or no | systems and skills 1n | mstroction, ing and

mantsming sccurats

communicatin
frequenthy wﬂ_ﬁ
families, actively

pa.mﬂpalmEEA

events, and engaging
in activities for

professional
development.

communication with
famibies, leadership
roles in both school
and LEA projects, and
extensive professional
dewve
aﬂm%re
1ate, students
ute to the
systems for
recordkeeping and
farmily

commTea Lo

appro

From Enhancing Professional Prociice: A Framework for Teachers, Znd Edifion (pp. 41-42), by Charloite Danelson,
Alexandra, VA: ASCI). © 2007 by ASCD. Adapted and reproduced with permission.
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RULES AND REGULATIONS

INSTRUCTIONS FOR RATING TOOL—STANDARDS
OF USE

The rating form and related documents are available at
the Department’s website m electronic versions and Excel
worksheet format for scoring and rating tabulation,

il.) Definiiions.

The following words and terms, when used in this
saction, almllnﬁmra the following meanmgs, unless the
context clearly mdicates otherwise:

Aseezemend—The term shall mean the Pennaylvania
Svetem of School Assessment test, the Kevstone Exam, an
equivalent local assessment or another test established by
the State Board of Education to meet the requirements of
section 2803-Bidi100i) and required under the No Chald
Left Behind Act of 2001 (Publie Law 107-110, 115 Stat,
1425) or its succeasor statute or required to achieve other
standards established by the Department for the school or
school district under 22 Pa Code § 4033 (relabing to
angle accountabality system),

Chief School Adminisirator—An individual who 15 em-
ployed as a school district superintendent, an executive
director of an intermediate unit or a chief achool adminis-
trator of an area wvocational-technieal schosl or earcer
technology centers.

Clasercom Teacher—A professional or temporary profes-

monal emplovee who provides direct instroction to stu-
dents related to a specific subject or grade lewel and
usually holda one of the following:

Instructional 1 Certificate (sse § 40.82),
Instructional I Certificate (sse § 40.83),
an'smﬁmal Instructional | Certificate (mee £ 48.142),

Vocational Instructional 11 Certificate (sse § 40,1430
Department—The Department of Education of the Com-
wealth,

Distinguished —The employee's performance consis-
tently reflects teaching at the highest level of practice.
District-designed mecsures and exominations, and lo-
cally devels echool distriet rubrice—A mensure of
stugent performance created or selected by an LEA The

dw-el E-nt or design of the measure shall be docu-
l‘.ﬁnlﬂ a Student Leaming Ojective,

Edumnm Specialisgt—A person who holds an educa-
tional specialist certificate 13sued by the Commonwealth,
meluding & certificate endorsed m the area of elementary
schios] counselor, counselor, social resto-
ration, school nurse, home and scheol wsitor, school
psvcholomst, dental hymenist, instructional technology
gpecialist or nutniion service specialist.

Emplovee—A person who 15 a professional employes or
temporary professional employee,

Failing—The smployes does not mest performance ex-
pectations required for the position.

Eeyatone Evam—An asscesment developed or caused to
b= developed by the Department pursuant to 22 Pa, Code
£ 451 (relating to stale assessment system )

LEA—A loeal education agency, |m:|udm.g a pl.ﬂ:hc
school district, area wvocational-technical school
technology center and intermediate unit, which is re-
quired io use a rating tool established o section
1123 of the Public Code (24 P& § 11-1123)

Neads Im f—The employes 18 functy below
proficient fﬂ performance expectations required for con-
tinued employment.

Nonteaching Professional Employee—A person who is
an education specialist or a professional employee or
temporary professional employee who provides services
other than classroom instrection.

Performance Improvement Plon—A plan, designed by
an LEA with mput of the employes, that may includs
mentoring, coaching, recommendations for professional
development and intensive supervision based on the
rezults of the rating provided for under this chapter,

Principal—A building principal, an assistant principal,
a viee prineipal or a director of vocational education.

Professional Employee—An individual who is certifi-
cated as a teacher, . principal, assistant prinei-

l, vice-principal, director of vocational education, dental

ymenist, vimting teacher, home and achool visitor, school

counzelor, ehild nutntion program specialist, school nurse,
or achool librarian.

Proficient—The employes’s performance consistently re-
flects practice at & professional level.

PESA—The Pennaylvania Svetem of School Assessment
eptablished m 22 Pa Code § 451 irelabing to astate
assessment system,

PVAAS The Pennsvlvania Value-Added Assessment
System established in compliance with 22 Pa, Code

403.3 (relating to single accountability system) and its
ata made availlable by the Department under Section
221 of the Public School Code (24 P 8. § 2.221),

SLO—The Student Learning Objective is a record of
the development and application of atudent per
measures selected by an LEA. It documents the process
used to determine a student performance measure and
validate itz assigned weight. This record will provide for
quality assurance in rating a student performance meas-
ure on the zero-to-threepomnt rating scale,

Temporary Professional Emplovee—An indmidual who
has been employed to perform for a limited time the
dutm.-. of a newly created position or of a regular profis-
sional employes whose service has been terminated by
death, ressgnation, suspension or removal

ill.} General Provisions.

1. The rating of an employes shall be performed by or
under the supervision of the chief achool administrator,
or, if 80 by the chief school administrator, by an
assistant administrator, a supervisor or a principal. who
has supervision over the work of the profesmonal am-
ploves or temporary professional emplu}m being rated,
provided that no unsatisfsetory ghall be valid
unless approved by the chief school inistrator. (24
PS5 & 11-1123hizw

2. The rating form shall be marked to indicate whether
the emploves 1B a professional employes or temporary
professional employes.

3. A t.emporaryugmfmunﬂl employee must be notified

as to the quality of service at least twice a year. (24 P 5
§ 11-1108)

4. The rating form incdudes four measures or rated
arcas Teacher

reation and Practice, Builds I.EL'?EL
Teacher Specific, and Elsctive, Appll:atm of E:E

uré 15 dependent on the availability of data. A rating in
the range of zero to three based on the “0 to 3 Po
Seale” must be given to each of the four rating areas,
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5. Teacher Observation and Practice 13 divided into
four domains: I Planning and Preparation; I Classroom
Environment; II1. T.ru;l:rur.tlm m-:l IV. Professional Re-
sponsbilitisse. For sach domain, employes must be
given a rating of zero, one, two or tl:m!-e- Wl 1z baszed on
clagsroom sheervation, practics models, mdem:e- or doeu-
mented artifacts.

6. The Building Level Score will be provided by the
Department or its desgnes, and ed annually on
the Department’s website,

7. The Teacher ific Rating will include statewide
aspespments and value-added assessment systern data if
and when such data 1= available.

8. Data, ratings and weights assigned to measures for
hcﬂgedeve]apad achool distriet rubrics, progress in mest-
I goals of student individualized education plans,
and the Elective Rating must be recorded by a process
provided by the Department.

9. Each of the four measures m Fmal Teacher Effec-
tiveness Hating shall be rated on the zero-to-thres-point
scale. Each number in Rating (C) shall be multiplied by
the Factor (D) and the sum of the Earned Poants or Total
Earmed Pomts shall be converted mio a Performance
Rating u=ing the table marked Convermon to Perfor-
mance Rating.

10. An owerall performance rating of Dhatinguished or
Proficient shall be consdered satisfactory:

11. An mmtial overall performance rating of Needs
Improvement shall be conmdered satisfactory

12. The second overall performance rating of Needs
Improvement 1zsued by the same employer within 10
yeare of the first rating of Needs Improvement where the
emploves i8 in the same certifieation ehall be coneidered
uneatisfactory.

13. For professional employees, two consecutive overall
uneatisfactory ratings, which include elassroom ohserva-
tions, and are not less than four months apart, shall be
considered grounds for dismiszal.

14. No temporary professional employee shall be dis-
missed unless rated unsat and notification, n
I’I.'It of such unsatisfactory mtmg shall have been

ed the employes within 10 dayvs following the date

uf such rating.

15. An employes who receives an overall performance

mhng of Needs Improvement or Failling must participate

riormance improvement plan. No emploves will be

MNesds lmprovement or Failing bassd solely on
Etud-mt test scores.

16. The rating form shall be marked to indicate the
appropriate performance rating and whether the overall
nal rating 12 satisfactory or uneatisfactory:

17. The rating form must be ed by the chief school
administrator or by a demgnat;llgll::ater who is an assis-
tant administrator, supervisor or principal, has supervi-
gon over the work of the professmonal emploves or
temporary professional employee being rated, and 1s
directed by the chief school admimistrator to perform the
ratimg.

18. A final rating of uneati will not be wald
unless signed by the choef school admimistrator.

19, A mgned copy of the rating form shall be previded
to the emploves,

20. The mating tool iz not intended to establish man-
datea or requirements for the formative proceas of super-

vising classroom teachers.

21. Thie rating form, section or chapter may not be
construed to it or constram the authonty of the chief
school admimstrater of an LEA to inibiate and take action
on & personnel matter, includmg dismissal of a classroom
teacher, based on mformation and data available at the

time of the action.
(I.) Standards of Use for Teacher Observation amd

Practice.

Part (A} “Teacher Ohservation and Practice™ mn the
ratmg form szhall be completed usmg the following stan-
dards, caleulations and procedures.

la) Teacher observation and proctice domains. The rat-
ing of a classroom teacher for effectivensss in teacher
practice Eha]lmbt?hbda_gﬁ’ii‘ -:-nd_felamrmm -:-baheﬂﬂrsrmn or ather
BTV 1S0TY 0 eacher practice & comprise S05%
of the Final Teacher Effectiveness Rating of the employee.
Ehe percentage factor for each domam 1= listed i Table

Table C: Four Domains
Domains % of 50% allotment
I. Planming and preparation. 20.0
IL Clagsroom environment. 320.0
IIL Instruection. 20,0
IV, Profeasional responsibalities. 20.0

ib) Summative process of evalvation. LEAs shall utihze
classroom practice models (e.g., Damelson, Enhancing
meesmnafl Practice: A Framework for Teaching) that
address the areas related to classroom observation and

ractice contained in seetion 112301010 of the Pubhe

hool Code 124 P 5. § 11-1123(1)1)) and are approved by
the Department. The Department shall publish a list of
approved practice models for assessing four domains
anmually on the Department’s website. A clasaroom
teacher must be given a rating in each of the four
domains. In determining a rating for an emploves, an
LEA may use any portion or combination of the practiee
models related to the domams. The four domamns and
clagsroom practice models establish a framework for the
summative proceas of evaluating classroom teachers. The
form and standards do not impose mandates on the
supervisory and formative processes utihzed by an LEA.

ic) Ervidentiary sources. Teacher ohservation and prae-
tice evaluation resulte and ratings shall be baaegr
evidence, Information, including dates and times, if appli-
cable, on the souree of the evidence shall be noted in the
employee’s record. As appropriate for the employee and
their placement in a classroom and educational pro
recor mnclude, but not be hmited to, any cunﬂ
tion of the ¥o]]-:ming 1tems;

1) Notations of classroom observations, teacher/rater
conferences or interviews, or informal cbservations or
vizits, ineluding dates for observations, interviews and
conferences.

i2) Lepson umit plans (types, titles and numbers), mate-
rials, technology, teacher resouree documents, visual tech-
nology, utilization of space, student assignment sheets,
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student worl, instroctional resources, shident records,
grade book, progress reports and report cards.

i3 Interaction with students’ family members.

i4) Family, parent, school and commumuty feedback.
5 Act 48 documentation.

i8l Use of teaching and learning reflections.

i7T) Exammation of sources of evidence provided by the
teacher,

The doromentation, evidense and findings of the rater
shall provide a basis for the rating of the employee in the
domains of teacher obsarvation and practice.

idl Scoring. An LEA must provide a rating score in
each domain. The four teacher observation and practice
domains shall be rated and secored on a zero-to-three-point
ecale. The ratings of Failing, Needs Improvement, Profi-
cient and Distingushed are given numeric values as
shown in Table D.

Table I: Domain Rating Assignment—
3 Point Scale
Performonce Roting Value
Failing 1]
Needs Improvement i
Proficient 2
Distinguished 3

e} Rafings and weighted scoring. The four domains of
teacher ulmemu-un and practice 1n Part (A) of the form
are each od a percentage factor. Each domain shall
be scored on “0-to-3-point scale.” The individual score
or ratmyg for each domain i3 adjsted by the percentage
factor attributed to that domain. The score of zers, one,
two or three for each domain 15 calculated inbo points
based on its percentage factor The sum of the points for
all domains wll be gﬁe total Teacher Ohservation and
Practice Rating. The calculation for each domain 1= st
forth in Table E.

Table E: Teacher Observation and Praciice Rating
Doman Title Roting Pactor Earned Max
(4 B} Poinis Points
idx Bl
L Planning & Preparation 15 080
IL Classroom Environment 0% 0.90
I Instruet won 3% 090
v Professional Responmibilities 0% 060
Teacher Observation & Praciice Pointef Rating 3.00

ify Admuinisfrative action based on available dafa. Noth-
mg in these standards of wse for teacher observation and
practice, this section or this chapter shall be construed to
limit or constran the authonty of the chief school
admmistrator of an LEA to imitiate and take action on a
personnel matter, mchuding dismiz=al of a classroom
teacher, based on information and data available at the
time of the action

{I¥.) Standards of Use for Multiple Measures of
Student Performance,

Student Performanee 15 compnsed of Bulding Level,
Teacher Specific and Elective data. In total, these three
measures are 5050 of the Final Teacher Effectiveness
Rating for a clasaroom teacher Each area has a pre
scribed percentage factor of the performance rabing as
descr in Table F.

Table F: Muliiple Measure Rating Areas and
Percentage Factors of Performance Rating
Multiple Measure Roting Area Factor
Building Level Rating 15%
Teacher Specific Rating 15%
Elective Rating 205
in) Building level data.
i1} For the purposes of Paragraph (V) relai
Standards of Use for Mulbple Measures of Student

Performance, the term “building” shall mean a school or
cmﬁgmatm of that = assigned a unique four-
digit dentification number by the Department unless the
context clearly indicates otherwise.

(2} This area comprises 15% of the Final Teadher
Effectivencss Rating. Builling level data shall include,
but iz not limited to, the in'lll:nl'mg when data is available
and applicable to a building where the edueator provides
SErvice:

(1} Stodent performance on assesaments,

in} Value-added assessment system data made aval-

able by the b under section 221 of the Public
School Code (24 P S, § 2-221),

iiii} Graduation rate as rted to the Department
under section 222 of the Publie E-dm'l Code 24 P S.
§ 2.229),

{17} Promobion rate.

iv) Attendance rate as reported to the Department
under section 2512 of the Public School Code 24 P S
§ 25-2512).

ivi) Induostry certification examinations data.
ivil) Advanced placement course participation

iviii} Scholastic aptitode test and preliminary scholas-
tic aptitude test data.

i3} The Department or its des: will provide the
Building Lewvel Score for each bmlding within an LEA
based on available data. LEA bwmldmg data will be
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published annually on artment’s website. An Table H: Conversion from % Scale to
“ﬂ‘t’f:’fvﬁhih',f,,ﬂlw: l:“:‘fdi nﬁﬁiﬂdﬂt i':"d'lff:": LE Scale fnr.;:mnmentu Rn:inu'
ific building will be anmanlly on the De- % Students of Proficient or
ﬁr?mnﬂa wnﬂu . The rtment may add to th“- list Advance (—3 Rating Scale
uﬂ;nm.u:ﬁunﬁfur hﬁdjﬂ !we]}x data mtlflurgia in Puﬁnph 95—100% a0
(Va2
ﬁ!pl -Dt-.'ll:: #e-bnt-:e changes wi publis ar o o5
(4) Each LEA shall utilize the conversions in Table G BO—80.9% 20
to ealeulate the Building Level Rating for each T0—T70.9% 1.5
building with eligible bl.u]dm.g: lovel data. 85—E50.0% 1.0
Table G: Conversion from 100 Point Scale to 60—64.9% 0.5
0—3 Scale for Building Level Rating Bolaw g0t 0,0
Building Level Score 0—3 Rating Scale* (ii) Any score based upon student performance on
0,0 ta 107 2.50—3.00 m:hnmmm rﬁmﬁnﬁh rI'fJ[thI;;ﬂl o a clagsroom
502 teacher with available assesEment data mprise not
0.0t 599 1 A9 T ﬂu::; B% af th: hum:n teacher's F:Lq:ni Teachor
B0.0 to 6.9 0.50—1.49 Effectiveness Hating,
00.0 to 50.9 0.00—0.49 r:.ul Fur the & of 'r.hu section, the portion of the

*The Department will publish the full conversion table
on its webaite,

LEAs ghall add the Building Level Rating to (Bi(2) and
(0020 of the Rating Form.

i6) For clamaroom teachers in positions for which there

g o Building Level Seore r on the Department
webgite, the L shall utilize rating from the teacher
observation and practice portion of the rating form

Part (A¥1) in place of the Buillding Level Rating.
ib) Teacker specific data.

(1) Teacher ific data shall comprise 15% of the
encher Effectivencss Rating. Teacher specific data
shall include, but is not limited to, the following when
dnt;miz avnlable and applicable to a specific classroom
tem

i) Student performance on assessmonts,

i) Value-ndded nasessment systom data made avail-
Eb;;ﬂhy the Department under section 221 (24 P8
1

(i1} Progress in mntmg thr.- u af mdmt midividu-
alized education the Individ
with Disabalitics mun ..t:-'r. rPubh:: Law 01-230, 20
LE.C. § 1400 ot seq.),

(ivh Locally developed school district rubrics.

Any data used for a rating must be a.ttr:‘.buuble ta the
sp::é:r.- elageroom tenchor who ie being nnd
ra

i2) The followang provisions in this asubparagrmph npply
to teachor ific measures based on nasesaments and

value-added nsseppment svatem data (Paragraphs
IV ik and (30,

i1) The portion of the Teacher Specific Rating related to
assessrnents (Paragraph (IViibi1iiin shall be ealeulated
annually for a ¢ oom teacher with available asseas-
ment data based upon o percentage of students who score
proficient or advanced on the assessments. The art-
ment or ite designes will provide the performance leval
rosulta for sach student to the LEA. The LEA shall utilize
the conversions in Table H below to rate the classroom
tencher’s rating on o gero to three seole,

da. m T n::]db]h; uﬁ::ld:d
:.‘u‘tem i artment
ﬂndn' Emhun 22::.. af ﬂ':::- lﬁrub]:c s&ch{ni Eud.%z-i B &
§ 22210 (Paragraph (IVibi1dii) shall be known ns
PVAAS data,

iiv) Any PVAAS data score attributable to a_classroom
tencher shall be based on o relling average of available
naseasment datn during the moat recent three consecutive
sehanol years,

i¥) The Department or its designes will provide the
initial 3 nverage FVAAS data score to LEAs bosed
an PV data from school years 2013-2014, 2014-2015
and 20156-2018, and will provide the PYAAS rating every
year thereafler for classroom teachers with three consecu-
tive school years of PVAAS rating dato.

ivi) Each LEA shall use the PVAAS data score provided
%y the Department or its designes i CONVersions in

able I below to calculate a classroom teacher’s rating on
thi zero to thres rating seals,

AESQES-

Table I: Conversion from 100 Points Scale to
—3 Scale for PYAAS Rating
PVAAS Seore 0—3 Soale®
90.0 to 100 2.60—3.00
70,0 ta 50.9 1.50—2.49
B0.0 ta 609 0.60—1.49
00,0 ta 50.9 0.00—0.49

*The anutmmt will publish the full conversion table on

its we

ivii) A score based upon avmlable PVAAS data shall
comprise not less than 10% of the classroom teachor's
Final Teacher Effectivenoss Hating,

iviii) The Department or its desmignes will annually
publish on the artrment’s website an explanation for
the PVAAS data based on the value-added assessment
gvetorn data (Paragraph (D1,

1) Whenever PVAAS data s unavailable for evalua-

tion, other data may be substituted under the fallowing
itions:

rm In school year 2018-2014, an LEA shall use the
from Subpart (AN1) of the Teacher Observation
n.nd ractice Bating for a clnssroom teacher with FVAAS
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data in place of the portion of the Teacher Specific Rating

on nseesgments and valueadded assessment sye-
tem data | aphs (VbW 301 to (vl in Subparts
iBi3) and (C)3) of the rating form.

iB) Starting in school year 2014-2016 and every school

ar thereafter, if three consecutive school years of

'AAS datn are unavailable for the rating of a classroom
teacher who provides direct instruction in subjects or
gradea subject to the assessments, an LEA shall use
ratings developed through SLOa for data relating to
*progreas in mesting the goals of student indmadualized
education plans required under the Individuals with
Dhsabilities Education Act™ (IEPs progress) if applicable,
.ﬁ.slréw;m developed school distriet rubrics (Paragraph
IV IbE,

i3) The following provisions in this subparagraph apply
to teacher specific measures based on data related to
EPa progross and locally developed schoal district rubrics
iParagraphs (IVitbii 1) and tivi),

(i) The portion of the Teacher Specific Rating based on
IEPs progress (Paragraph (IVibii1iiii) shall be devel-
oped by the LEA and validated through an SLO pursuant
to Paragraph (IVilei( 2,

i) Any score attributable to a clagssroom teacher relat-
ing to [EP irugtﬂu rPa.rnﬁru.ph (Vi1 and ealeu-
lated through an SLO shall comprise no more than 5% of
the clageroom teachers Final Teacher Effectivencss Rat-
ing.

(i) The portion of the Teacher Specific Eating related
to locally developed schoal district rubrice as listed in
Paragraph (IVibi1¥iv) may be based rubrics cre-
ated by the LEA or an {.EA. may select o measure
available through Paragraph (IVie relating to Elective
Data. An LEA shall utihze an SLO as set forth in
Paragraph (IViiei2) of this section to measure and vali-
date a lecally developed school district rubric.

iiv) Any score obtamed from lecally developed school
district rubrics shall comprise not more than 5% of the
Final Teacher Effectiveness Ra.hn# for a classroom
t]l_?c%ﬂ with PVAAS data as defined in Paragraph
Vb2,

iv) For a classroom teacher without any attributable
nssesEment or PVAAS data (Paragraphs (IVibi1i00) and
i1, or data related to IEP progress (Paragraph
(IVikiL 0, the locally developed school district rubric
or rubrics as described in Paragraphs (IVibi11iv) and
ibiaiin) shall comprise no more than 16% of a ¢lassroom
teacher's Final Teacher Effoctivencss Rating,

ivil For classroom teachers with no assessment data,
ro PVAAS data and no SLOs for IEP progress or loeally
devel school district rubrica in school year 2013-2014,
an shall use the rating from Subpart (AX1) for total
Teacher Obgervation and Practice Rating for a ¢lassroom
teacher in Subparts (B)2) and (Ci3) of the rating form.

i4) If a classroom teacher, who 1s working or has
worked for other LEAs m the Commonwealth, is being
considered for employment by o different LEA, the pro-
spective employer may ask the teacher for written authe-
rimmtion to obtain the teacher's teacher gpecific data from
A curTent of previons employer to Een:wi.d.e for the continu-
it 1:|s;rf' the 3 year rolling average described in Paragraph

ThicZiie,

ie) Elective data

i1) This third area will comprise 20% of the Final
Teacher Effectiveness Rating. Elective Data shall consiat

of measures of student achievement thot are local

developed and selected by the LEA from a list approve
by the artment and published m the Pennsylvania
Bulletin by June 30 of each year, including. but not
limited to. the following:

(1) Digtrict-designed measures and examinations,

(i} Mationally recognized standardized tosts,

i) Industry cortifieation examinations.

(iv) Student projects pursuant to local requirements,
(%) Student portfolios pursuant to local requirements

(21 LEAs shall use an SLO to document the process to
determine and validate the waght assigned to Elective
Data meansures that eatablish the Elective Rating, An
SLO shall be used to record and venfy quality assurance
in validating mensures of Elective Data, IEPs progreas or
lacally developed school district rubrics on the zero-to-
thres=paint scale and the assigned weight of o measure in
the overall performance rating of a classroom teacher
The Department will provide direction, guidance and
templates for LEAs to use SLOg in selecting, developmg
and applying Elective Data measures,

(3 All LEA= shall hove SLOs in place for collecting
Elective Data and ratings for school year 20142015, If
Elective Data is unavailable in school year 2013-2014, an
LEA shall use the rating in Subpart (A1) total Teacher
Observation and Practice Eating of the form for a class-
room teacher, The rating from Subpart (A1) in the form
shall be used in Subparts (Bii4) and (Cid) for the 20% of
the clagsroom teacher’s overall parformance rating.

() If multiple Elective Data measures are used for one
clossroom teacher, the LEA shall determine the percent-

age weight given to each Elective Data measure.

idv Trensfer option. A classroom teacher who tranafers
from one building, as defined for building level data
(Paragraph (IWVi(a)10), to another within an LEA, shall
have the option of using the Teacher Specific Rating in
place of the Building Level Rating for the employoe's
evaluation in the new placement two 8 yoars
starting on the date when the classroom teacher begina
the assignment in the new
who elects this option shall sign a statement of agree-
ment giving the Eﬂﬁ_:userm:iusm to ealeulate the final
rating using this method,

o) Administrative action based on ovailable data.
Nathing in these standards of use for multiple meamires
of atudent performance, this section or this chapter shall
be construed to limit or constrain the authonty of the
chief schiool administrator of an LEA to initiate and talke
action on a personnel matter, including dismissal of a
clossroom teacher, based on information and data avail-
able at the time of the action,

V) Recordkeeping: Maintenance of Rating Tool
Data, Records and Forms

ia) Records to be maintained. It shall be the duty of the
LEA to establish a pormanent record svstem containing
ratings for each employee within the LEA and copies of
all her or his ratings for the year shall be transmitted to
the emploves upon her or his request; or if any rating
during the year iz unsatisfactory copy of same shall be
transmitted to the emplovee conce No employes
ghall be dismissed for incompetency or unsatisfactory
Er-riumm:.-e unless such rating records have been kept on

le by the LEA.

(b Re {
Puruu.mfgtu

lecation, A classroom teacher

of dato restricted to fe results.
1123(i) of the Public School Code
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11-11234), LEA=s shall ide to the Department the
aggregate results of all classrom teacher evaluations.

ic) Confidentiality. Each LEA shall maintain records in
accordance with Section T08(bKT) of the act of February
14, 2008 (P L. &, No. 3), known as the “Right-to-Enow
Law,” 65 P 5. § 67.708bM71), and Sections 221(a)(1) and
1123(p) of the Public School Code (24 B 8. §§ 2-2214a)(1)
and 11-1123pih.

(VL) LEA Alicrnative Rating Teol.

The Department will review at the request of an LEA
an alternative ralnﬁ tool that has been approved by the
LEA gmemmg board. The Department may approve for a
maxmum penoed of not more than five years any alterna-
tive rating tool that meets or exceads the measures of
effectiveness established under 24 P.S. § 1123

Pl Dac Ne VIR Pl @ pubi opedln Juns 11, 3 000 a.m, |
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Appendix B

Student Learning Objective

Rating Conversion Scale




NORTH EAST SCHOOL DISTRICT
STUDENT LEARNING OBIJECTIVE
RATING CONVERSION SCALE

Percent NESD SLO
Score on Grade Evaluation SLO Evaluation
SLO Equivalent Points Rating
0% - 68% F 0 Failing
Needs

69% - 76% D 1 Improvement
77% - 92% C&B 2 Proficient
93% - 100% A 3 Distinguished




