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Executive Summary:

Teacher evaluations will be based on evidence collected in Professional Practice.  The data

collected is quantified into a 1 to 4 point scale with weights being given to each category within

an area, and sometimes, where noted, within a category.

For the Professional Practice, a rubric will be used in assigning a value.  This will be 100% of the

summative evaluation.  At least two extended classroom observations (at least 40 minutes) will

be conducted in a school year, one before December 1 and one by May 1.  Formal walkthroughs

(at least 10 minutes) will be conducted with at least one per nine (9) weeks using Standard for

Success Walkthrough Template.   Informal walkthroughs will also be utilized at the evaluators

discretion.

Summative Evaluation will include:

Professional Practice Value
Teacher Evaluation Rubric
(TER)

Domain 1: Planning (10%)
Domain 2: Instruction (75%)
Domain 3:  Leadership (15%)
Domain 4: Core Professionalism

4 Formal Walkthroughs Put in link to SFS

Total Summative Weight 100%

All of these characteristics will be found in the TCSC’s Certified Personnel Professional

Appraisal System, through the domains, components, and elements of the RISE Teacher

Effectiveness Rubric (TER).  All of the characteristics of an effective appraisal system focus

upon teacher development, improvement of instruction, and student learning. The domains

of the RISE Teacher Effectiveness Rubric of professional appraisal used as a framework for

TCSC’s Certified Personnel Appraisal System are 1) purposeful planning, 2) effective

instruction, 3) teacher leadership, and 4) core professionalism.

In the TCSC’s Certified Personnel Appraisal Plan, each teacher will receive a rating at the end

of the school year in one of four performance levels:



Highly Effective: A highly effective teacher consistently exceeds expectations. This is a

teacher who has demonstrated excellence, as determined by a trained evaluator, in

locally selected competencies reasonably believed to be highly correlated with

positive student learning outcomes. The highly effective teacher’s students, in

aggregate, have generally exceeded expectations for academic growth and

achievement based on guidelines suggested by the Indiana Department of Education.

Effective:  An effective teacher consistently meets expectations.  This is a teacher who

has consistently met expectations, as determined by a trained evaluator, in locally

selected competencies reasonably believed to be highly correlated with positive

student learning outcomes. The effective teacher’s students, in aggregate, have

generally achieved an acceptable rate of academic growth and achievement based on

guidelines suggested by the Indiana Department of Education.

Improvement Necessary: A teacher who is rated as improvement necessary requires a

change in performance before he/she meets expectations. This is a teacher whom a

trained evaluator has determined to require improvement in locally selected

competencies reasonably believed to be highly correlated with positive student

learning outcomes.  In aggregate, the students of a teacher rated improvement

necessary have generally achieved a below acceptable rate of academic growth and

achievement based on guidelines suggested by the Indiana Department of Education.

Ineffective: An ineffective teacher consistently fails to meet expectations.  This is a

teacher who has failed to meet expectations, as determined by a trained evaluator, in

locally selected competencies reasonably believed to be highly correlated with

positive student learning outcomes.  The ineffective teacher’s students, in aggregate,

have generally achieved unacceptable levels of academic growth and achievement

based on guidelines suggested by the Indiana Department of Education.

Components Required by Law
The Teacher Appraisal Program, by state law (I.C. 20-28-11.5) evaluations must:

● Be annual: Every teacher, regardless of experience, deserves meaningful feedback on

their performance on an annual basis.

● Include Four Rating Categories: To retain our best teachers, we need a process that can

truly differentiate our best educators and give them the recognition they deserve. If we

want all teachers to perform at the highest level, we need to know which individuals are

achieving the greatest success and give support to those who are new or struggling.



More specifically, the appraisal plans must have the components outlined below:

Components of the Plan:

• Plans must include performance evaluations for all certified employees conducted at

least annually.

• Plans must include "rigorous" measures of effectiveness including observations and

other performance indicators

• Plans must include an annual designation of each certified employee as either a) highly

effective, b) effective, c) improvement necessary or d) ineffective.

• Plans must include an explanation of the evaluators recommendations for

improvement and the time by which improvement is expected.

• Plans must include a provision that a teacher who negatively affects student

achievement and growth cannot receive a rating of highly effective or effective.

• Plan must include a provision that a teacher who negatively impacts student growth

cannot receive a rating of highly effective or effective.

• Interlocals, Special Education cooperatives, Joint Career and Technical schools,

charters and virtual charters are included as school corporations requiring plans.

• Each school corporation must submit a plan which will be published on the IDOE

website.

• Legislation is not clear as to whether districts need 75% vote from teachers so it is

recommended.

Evaluations:

• All certified employees will have an evaluation conducted annually.

• The Summative Evaluation must be conducted and a conference held with the

teacher no later than December 1 of the year following the observation.  This

information is needed to determine the distribution of the Teacher Appreciation

Grant.

• An explanation of the evaluator's recommendations for improvement, and the time in

which improvement is expected.

• A teacher may conduct staff evaluations if they have a record of effective teaching

over several years, is approved by the principal, and conducts staff evaluations as a

significant part of their job.

• The evaluator must discuss the evaluation with the employee and employee must

receive a copy of evaluation no later than seven (7) school days after the observation

• Individuals can only conduct evaluations if they have received training and support in

evaluation skills.



• If a teacher is rated "ineffective" or "needs improvement", the evaluator and teacher

shall develop a remediation plan of not more than 90 school days in length to correct

deficiencies.

• Remediation plans must require the use of license renewal credits in professional

development activities intended to help the teacher achieve an effective rating on the

next evaluation.

• A teacher who receives a rating of "ineffective" may file a request for a private

conference with Superintendent/designee no later than 5 days after receiving notice.

• A student may not be instructed for 2 consecutive years by 2 consecutive teachers,

each of whom was rated as "ineffective" before the school year in which the student

is placed in the respective teacher’s class.

• If a teacher did not instruct students in the school year immediately before the school

year in which students are placed in the teacher’s class, the  teacher's rating for the

most recent year in which the teacher instructed students will be used.

• If a school corporation cannot comply with the above they must notify parents of

each applicable student indicating the student will be in a classroom with a teacher

rated "ineffective". The parent must be notified before the start of the second

consecutive year.

• By August 1 of each year, school corporations must submit the results of the staff

performance evaluations, including the number of certified employees placed in each

performance category to the IDOE. Before Sept. 1 of each year, IDOE will report the

results to the state board and the public.

• At the beginning of each school the Teacher Evaluation Communication plan will be

effectively communicated to all stakeholders.

General Overview of Evaluations

All certified staff members will be included in the appraisal process. Indiana code requires that

certified personnel receive one formal evaluation per year. TCSC’s local appraisal system

provides for a minimum of two observations (of at least 40 minutes) all individuals being

evaluated plus four (4) formal walkthroughs (one (1) per 9 weeks of at least 10 minutes each).

Formal walkthroughs are part of the Summative Evaluation. Long observations and formal

walkthroughs may be a basis for determining additional observations.  If a teacher has been

classified as in the lower categories – ineffective or needs improvement additional observations

may be required.  Informal walkthroughs may be conducted throughout the school year.



Components of the TCSC Evaluation System

Overview of Components

All certified employees will receive an annual evaluation. This will consist of a minimum of two

observations for classroom teachers and semester check-ins for non classroom teachers.

Observations

The first semester observation will be at least forty (40) minutes in duration and will be pre-scheduled

with the teacher.  Teachers are expected to complete a Pre observation form before being observed.  The

second semester observation will not be pre scheduled and will be completed by March 15 of a school

year.   Observations will be followed with written feedback within five (5) school days and a

post-conference within seven (7) school days.   A minimum of four formal walkthroughs  (one (1) per

nine weeks) which are unannounced and will be done by any trained evaluator, with written feedback

will be provided within two (2) school days.

Semester Check in:

Instead of observations, teachers who do not teach children on a daily basis will complete

semester check-ins.  The teacher will be asked to complete a self assessment of their

performance using their performance rubric and provide evidence or data of completed

assignments and responsibilities.  The evaluator will also complete an assessment using the

same performance rubric and schedule a meeting to discuss each semester’s performance.

Semester 1 check in shall be completed by December 15 and Semester 2 check in shall be

completed by May 1.

Every teacher is unique, and the classroom is a complex place.  TCSC’s Certified Personnel

Appraisal Plan relies on multiple sources of information to paint a fair, accurate, and

comprehensive picture of a teacher’s performance.

Professional Practice

Assessment of instructional knowledge and skills that influence student learning, as measured

by competencies set forth in the Indiana Teacher Effectiveness Rubric.  All teachers will be

evaluated in the domains of Planning, Instruction, Leadership, and Core Professionalism. TCSC

has chosen to use the Indiana Teacher Effectiveness Rubric (TER) developed for the state’s

model, RISE.  TER is relatively simple to use while providing the domains and indicators that

would encompass those qualities we wish to evaluate. Rubrics for counselors, media specialists,

and other certified staff have been developed by their respective professional organizations in



partnership with the IDOE.  These are also incorporated in the TCSC’s Certified Personnel

Appraisal System.

Evaluator Training

New administrators must complete state approved teacher evaluation training provided by

Standard for Success before evaluating any personnel. Annually, all administrators will complete

an overview training before the school year begins and participate in data disaggregation

sessions in December and May for the purpose of intra evaluator reliability.

Core Professionalism Domain

The primary portion of the Teacher Effectiveness Rubric consists of three domains and

approximately nineteen competencies (the number of domains and competencies vary by

rubric  In addition to these three primary domains, the Teacher Effectiveness Rubric contains a

fourth domain, referred to as Core Professionalism, which reflects the non-negotiable aspects of

a teacher’s job.

The Core Professionalism domain has four criteria:

● Attendance

● On-Time Arrival

● Policies and Procedures

● Respect

Non compliance after written corrective action from administration in any of these four

non-negotiable aspects of a teacher’s job may result in a negative one (1) point deduction from

the teacher’s summative evaluation.

Suggested List of Artifacts

I. Planning and Preparation:

● Lesson Plans

● Long Range Plans

● Assessment Plan

● Grading Plan/Grade Book

● Discipline Plan

● Substitute Plans

II. Classroom Environment:



● Affective domain (self-esteem, incentives, rewards, projects, etc.

● Physical Layout (rationale)

● Seating Arrangement (rationale)

● Group Building Strategies

● Cooperative Learning

● Classroom Rules/Routine

● Management Forms

● Bulletin Boards (interactive, instructional, affective)

● Homework Plan

III. Instruction:

● Units of Study/Thematic Units

● Extension/Enrichment Activities

● Review/Reinforcement Activities

● Modifications/Differentiations for Special Needs

● Flexible Grouping Plans

● Instructional Sequence (samples from whole lesson sequence-planning through

culmination)

● Completed Student Work Samples (with evidence of individually specific teacher

feedback)

● Homework Assignments and Guides

● Technology Links (multimedia, laser disc, internet, etc.)

● Curriculum Integration Efforts

● Video-taping of Instruction/Photo Chronology of Unit Sequence

IV. Personal and Professional Responsibilities;

● Professional Involvement (District Committees, School Committees, Professional

Organizations, Community Projects)

● Research to Practice (Professional Reading, Journals)

● Team/Grade Level (Group Planning Notes)

● Parent Communication (notes, letters, phone calls, surveys, forms, etc.)

● Coursework. Conferences, Workshops, Presentations, Meetings

● Collegiality

*Use of technology resources is encouraged in developing artifacts.



Timelines for Observations, Semester Check-ins, and Summative

Evaluations:

July Updates to the appraisal plan made and presented to TCSC Board of

Trustees/Comprehensive training for new teachers during New Teacher

Orientation.

August Annual Training on Evaluation Plan and Standard for Success Software

Annual Presentation to the Board of Trustees of teacher evaluation

rating

August – December Semester 1 Classroom observations take place.

December 1 Semester 1 observations and two formal walkthroughs have been

conducted for each teacher followed by a post-observation conference.

December 15 End of Semester Check-in completed (for non classroom teachers)

January – April 15 Semester 2 unscheduled observations and two formal walkthroughs

have been conducted for each classroom teacher followed by a

post-observation conference.

April-May Data and evidence in all areas collected.

May 1 End of Semester Check-in completed (for non classroom teachers)

June Final summative ratings determined and shared with teachers.



Standard for Success Quick Links:

Standard for Success

Professional Development Tasks. Professional development tasks may be uploaded and archived for

license renewal.  It is the teacher's responsibility to maintain artifacts for professional growth points.

Artifacts Documents may be uploaded to SFS software under “Artifacts” found on your individual

dashboard.  Artifacts include any documentation to support working being done in the classroom.

Your Rubric. This lists the various rubrics that you can see the layout of the domains.  Teachers will use

the rubrics RISE Teacher 3.0.

Formal Walkthrough: Formal walkthrough information and comments can be found  on your individual

dashboard on SFS.

Observation. Evaluators will complete this form found on your SFS dashboard whether a classroom

observation or End of Semester Check-in.  You will receive an email from SFS confirming the completion

of the observation for your review.



Login to Standard for Success

















Developing and Tracking Professional Development














