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Purpose of This Handbook

The purpose of this handbook is to serve as a supplement/resource in the required staff evaluation orientation session(s) conducted annually by Camp Verde School District administrators.

DISCLAIMER

This document was written by the Staff Evaluation Stakeholders Committee of Camp Verde Unified School District #28 to inform District staff about the process of staff evaluation used within the District.  It is for informational purposes only.  The legal requirements for staff evaluation are established in Arizona’s statutes, administrative regulations, in the District’s approved policies, in employment contracts entered into with approval of the Governing Board, and in Federal and State court decisions.  Nothing in this document is intended to create, establish, modify or lessen any legal rights or duties, and nothing in this document can be relied upon in any administrative or other proceedings.  THE PROVISIONS OF THIS HANDBOOK ARE NOT A CONTRACT AND DO NOT FORM A PART OF ANY CONTRACT BETWEEN CAMP VERDE UNIFIED SCHOOL DISTRICT AND ANY INDIVIDUAL EMPLOYEE OR GROUP OF EMPLOYEES.
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(For information only, not part of annual evaluation)
Performance Based Pay Plan

Camp Verde Unified School District

Mission Statement
The Camp Verde Unified School District is committed to providing all students with the knowledge and skills for lifelong learning, empowering them to be responsible, successful citizens.

Performance Based Plan
In November 2000, the voters passed a proposition that provided additional pay to teachers from sales tax revenue.  The original plan was designed to distribute monies to school districts for disbursement:

A. To raise the teacher salary base, (20%)

B. To compensate teachers for performance in doing their jobs, (40%)

C. To provide monies that can be used for a variety of items such as: AIMS interventions, class-size reduction, and additional compensation, (40%)

Our Performance Based Pay plan (the first 40% portion or letter B, above) is divided into two parts: 50% for improvement in academic achievement and 50% for personal leadership, professional growth and development.  The first part, improvement in academic achievement, creates site goals that are determined by the Principal and his/her staff along with the Board and Superintendent’s guidance.  This portion must be a measurable plan to show improvement in academic progress toward the state-adopted academic standards.  The improvement will be measured comparing results of the AIMS test.  The improvement on the AIMS test will be measured both by the number of students that reach Meet and/or Exceeds Standards and the number of students that Fall Far Below the Standard.

The second part of our performance plan, 50% for leadership, professional growth and development is designed to compensate teachers for the many roles that they perform to improve their site or the district or to improve their knowledge as individuals so they can better meet the needs of their students.  Staff may choose from a variety of menu items that include taking additional courses, mentoring new staff, serving on site or district committees, attend district approved workshops, and tutoring.  One of the two menu items selected must be made in consultation with the teachers’ building principal and relate to specific improvement in classroom management or academic delivery of content.  Disbursement of monies earned will be paid by June 30th.  The amount of the payout will be announced by the last pay period of the school year.  Payout will be 100% of Performance Based Pay monies if:

· Site goal is met and menu items selected are completed.

Payout will be 75% of Performance Based Pay monies if:

· Site goal is met and only one of menu selections is completed.

Payout will be 50% of Performance Based Pay monies if:

· Site goal is met but menu items selected are not completed.

· Site goal is met but the individual opted to not participate in menu selection.

· Menu items are met but site goal is not met.

Payout will be 25% of Performance Based Pay monies if:

· Site goal is not met and only one of menu selections is completed.

The last part of the sales tax revenue portion, (letter C above) amounts to 40% of the money collected.  This amount is dispensed at the districts discretion for the variety of items listed above.  This document will not address how the district shall choose to use this money.

Prior to board approval and eventual implementation, 70% of eligible staff members must approve of the Performance Based Pay plan.  Concerns after the document has been adopted can be directed to any members of the PBP Management Team for consideration.

Eligibility Requirements
By definition of the law, Performance Based Pay (PBP) funds are available to all certified teachers, school counselors, and librarians who are employees of, and receive a salary from, the School District.  Persons employed by a third party (for example, ESI or another vendor) are not considered employees and are not eligible.  ESI teachers Performance Based Pay will be funded from the Maintenance and Operation budget.

The above stated eligible members will be hereafter referred to as “teacher.”

1. A teacher must perform his/her teaching responsibilities for a minimum of one fourth of the school year and fulfill the terms of his/her contract to be eligible for any PBP for that year (funding will be prorated).  All other eligibility requirements must also be met during the time employed.

2. Teachers must participate in the PBP and provide instruction on a regular basis to receive the maximum amount of PBP allocated per teacher.

3. Teachers who work less than full-time will have their PBP prorated, proportionate to the amount of time employed under a teaching contract (the second part will be fully funded providing the employee completes the criteria).

4. Teachers with Emergency Certificates and under contract are eligible for PBP.

5. Substitute teachers are not eligible for PBP.

6. Teachers on administrative leave pending the outcome of a District disciplinary or other administrative employment proceeding shall receive PBP (if earned) for duration of the paid administrative leave.

7. Teachers who are absent from their teaching assignment for more than a total of 20 consecutive days will have their portion of Performance Based Pay prorated to reflect the number of days in excess of 20 away from their teaching assignment.

Performance Based Pay

Management Team

The PBP Management Team will have as its members: one certified staff member from each campus, one building level principal, and the business manager.  When the document requires revision, a minimum of one school board member will be added to the team.

Performance Goal #1

Academic Achievement

(50% of performance pay)

District Goal

The goal of the Camp Verde School District is to meet the expectations of the State of Arizona and the federal government as regards to educational goals.

Site Goals

Each site is expected to earn a number of points awarded for student performance on standardized tests and in other areas measured by the state and federal governments.  Any school that reaches the site goal will receive the Performance Based Pay monies targeted for that goal which will be distributed to all eligible teachers from that campus.

Each school will earn points based on the test scores of students in grade levels taking the AIMS test.  Each grade level can earn up to 3 points based on the rubric that follows.

· One point if the percentage of students who exceed the standard increases from the previous year.  Once the percentage reaches 10%, the point will be earned if the score does not drop below 10%.  

· One point if the percentage of students who meet the standard increases.  Once the percentage reaches 70%, the point will be earned if the score does not drop below 70%.

· One point if the percentage of students who fall far below the standard decreases.  Once the percentage reaches 10%, the point will be earned if the score does not increase above 10%.

Each grade level taking the AIMS test can earn a maximum of 3 points from two of three separate tests: Reading, Writing and Math.  The number of points possible for each school:



Elementary – 
18 points



Middle -
18 points



High - 

12 points (Sophomore 6 Junior/Senior 6 points)

Each school is expected to earn 70% of the points possible.



Elementary -
13



Middle -
13



High -

8

In order to promote other district, state and federal goals, schools would be allowed to earn bonus points in the following manner:

Elementary – 
3 points
100 day A.D.A. meets or exceeds the district 

adopted goal of 94%



3 points
75% of the parent survey forms returned 

(minimum of 50% return rate) indicate 

parent satisfaction, a score of C or above.






3 points
95% promotion rate by grade level



Middle -
3 points
100 day A.D.A. meets or exceeds the district 

adopted goal of 94%






3 points
75% of the parent survey forms returned 

(minimum of 50% return rate) indicate 

parent satisfaction, a score of C or above





3 points
95% promotion rate by grade level



High -

1 point

100 day A.D.A. meets or exceeds the 

district adopted goal of 94%





1 point

75% of the parent survey forms returned 

(minimum of 50% return rate) indicate 

parent satisfaction, a score of C or above





1 point

Drop-out rate 25% or lower





1 point

90% or more of current senior class meet or 

exceed the district credit requirement for 

graduation





1 point

20% average improvement demonstrated on 

standards driven district assessment test





1 point

Cross-curricular teachers develop, 

document, and teach AIMS standards

Performance Goal #2

Leadership, Professional Growth and Development

(50% of performance pay)

In our desire to strengthen our district, we have created a performance goal to encourage leadership, professional growth and development.  This performance goal requires teachers to select a minimum of two criteria from this menu, at least one from category A and one from category B.  The selection from category A must be made with consultation with the site principal.  Selection and consultation with the site principal must be made by September 30.  Staff members may choose to “opt out” of the menu items and must indicate their intent by signing the “opt out” form, also by September 30.

Category A

a. University courses (Successful completion of 3 hours minimum with administration approval; 6 hours or more would count for two criteria)

b. Workshops (attendance at non-required workshops with a total of 10 seat hours with administration approval, information should be disbursed with colleagues)

c. Tutoring a minimum of twenty-five documented contact hours per semester, may not use if you receive compensation

d. Other (The principal may assign individual staff to perform tasks for the benefit of that site or a specific item that will strengthen that staff member’s academic delivery or classroom management skills.)

Category B

a. Mentor for a new teacher (attendance at 80% of new teacher/mentor meetings, log of weekly contact time with mentor)

b. Serve on a district/school committee (documentation of attendance at 80% of meetings)

c. Grade Level Representative/Department Chair (log meeting time and minutes)

d. Peer coaching (principal assigned)

e. Parent Activity Night (schedule, organize and present with grade level or department, plan and parent sign-in sheet required, principal verification of parent sign-in will take place)

f. Class Sponsor/Club Organization – Activity Sponsor (document with meeting time and minutes, may not use if you receive compensation as sponsor)

g. Document all parent contact (keep a journal for documentation; contact of 80% of students’ parents individually via telephone, e-mail, or face to face per semester)

h. Working school sponsored event (12 per year, sign-up with event sponsor)

i. Other (the principal may assign individual staff to perform tasks for the benefit of that site.)

Appeals Process
If a teacher desires to challenge a decision concerning the disbursement of funds, the teacher must submit a letter to the site administrator describing the rationale for appealing the decision within 20 calendar days of the payout.

· First Step:  The site administrator will have 30 days after receipt of the letter to respond to the appeal.

· Second Step:  If a satisfactory resolution has not been reached, the teacher will request that the PBP Management Team hear the teacher’s appeal.  This team will meet within 10 days after receiving the request for a hearing.

· Third Step:  If a satisfactory resolution has not been reached, the Superintendent will be asked to hear the appeal.  The Superintendent will respond within 10 days of receiving the appeal.

· Fourth Step:  If a satisfactory resolution has not been reached, the Governing Board will hear the appeal.  Upon receipt of this request, the Board will hear the appeal during the first regularly scheduled monthly meeting.

Ratings of School Quality
Ratings by our district’s parents and students can provide a valuable tool for our desire to improve as a district.  School quality surveys will be distributed to students in December and parents will have the opportunity to complete surveys during January’s parent teacher conference schedule.  Results will be shared with each teacher.

Program Evaluation

An annual evaluation of the Performance Based Pay plan will be undertaken by members of the Performance Based Pay (PBP Management Team) at the first scheduled meeting of the new school year.  The Team will survey the teachers by the end of the first week of school.  The administration will submit an end of year summary of the Performance Based Pay results to the Governing Board by the end of August.  Any changes that need to be made, will be addressed promptly with adjustments submitted to the Board by the end of October.
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MISSION STATEMENT
The Camp Verde Unified School District is committed to providing all students with the knowledge and skills for lifelong learning, empowering them to be responsible, successful citizens.

Philosophy of Instruction
The instructional philosophy of the Camp Verde Unified School District No. 28 is to ensure that maximum learning takes place in a safe and positive environment.  Teachers serve as positive role models, mentors, and contributing team members who adhere to, and enforce, district and school policy.

Instruction is student-centered and focused on the goal of mastering the curricula of the district which is aligned to state standards.

Important elements of quality instruction include, but are not limited to, implementing the district curricula, teaching to the objectives, utilizing effective methods of delivery, assessing, re-teaching, and providing expanded opportunities in the learning process.

Philosophy of Evaluation
It is the intent of the Camp Verde Unified School District No. 28 to develop and maintain a comprehensive evaluation system.  The district believes that all participants in the process exhibit positive, progressive, attitudes, and demonstrate a responsibility and willingness to grow.

The evaluation process validates and recognizes individual performance as measured against identified criteria.  The purposes of evaluation are to determine competence, assess strength, provide opportunities for continuous improvement, support personnel decisions regarding promotion, retention or dismissal of staff and validating/reinforcing the organization’s professional image.

CAMP VERDE UNIFIED SCHOOL DISTRICT #28

A SUMMARY OF PROCEDURES

In keeping with the district’s philosophy that the primary purpose of teacher

evaluation is the improvement of instruction, the evaluation procedures and

instrument have been developed. Evaluations provide the basis for motivation

and for self-improvement, permitting personnel to be aware of their strengths

and weaknesses in order to improve.

The following is a summary of the steps that will be involved in this process:

· All certificated staff meets with their evaluator by October 15 to discuss

the classroom profile or individual concerns of their special teaching

assignment.

· Non-continuing teachers shall have two performance evaluations that

include two classroom observations. The first round of evaluations shall

be completed by January 15 and the second performance evaluation shall

be completed by April 15 of each school year.

· Continuing teachers shall meet with their evaluator for a performance

evaluation by April 15 of each school year. 

During the school year scheduled (formal) and non-scheduled (informal)

observations may be conducted by the evaluator in order to provide maximum

information to the evaluator and maximum assessment to the teacher. In any

case, where a teacher is having difficulty, the teacher and the evaluator will

cooperatively develop an improvement plan. This improvement plan will

contain action plans and related dates that then become a requirement of the

overall plan of the evaluation for that teacher.

The District may conduct more evaluations each academic year, if it deems it

appropriate.

The Evaluation Process
All teachers in the Camp Verde Unified School District are evaluated annually by a list of Board approved administrators who are required to receive ongoing training and in-service in effective evaluation techniques and professional ethics.

The annual evaluation cycle for all teachers begins with an orientation conference in August.  The conference is the responsibility of the principal/evaluator and may be conducted in groups or for individuals.

Initial Contract Teachers  (Beginning teachers and teachers having taught less than the major portion of three (3) consecutive school years in the District.)

Initial contract teachers are required to be evaluated at least two times per year.  This is generally considered to be once during the first semester and again during the second semester.  See Figure 1.  Full cycle Initial Contract Teachers below

Figure 1:  Full Cycle, Initial Contract Teachers
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A comprehensive evaluation would consist of both:  A.  Informal observations (unannounced) and B.  Formal observations (announced) visits to the teacher’s classroom of instruction site.


A.
Informal observations/visits are usually day-to-day casual observations of 

any length; their purposes are to validate and support effective 
performance in all classroom and non-classroom settings including 
playground and lunchroom supervision, parent and IEP conferences, etc.


B.
Formal observations/visits require a pre-observation conference; an 

observation of at least 30 minutes in length and a post conference with the 

evaluator.  Pre-observation conferences allow the teacher to provide an 

overview of the instructional objectives planned for the lesson to be 

observed, methodology to be used, characteristics of the class, intended 

planned outcomes and intended assessments.  See Appendix – Pre-

Observation Conference form.  First year teachers and teachers on an 

improvement plan will provide the Evaluation support materials to the 

evaluator at the pre-observation conference.

Feedback/post conferences are to be conducted within five (5) days after the observation allowing the evaluator to carefully analyze data from the observation and provide feedback to the teacher.  A negative evaluation will result in the feedback/post conference being conducted within two (2) days.

Preparation of the Summative Evaluation Report
Prior to the post conference, the evaluator will review notes from the formal and informal classroom observations, synthesize and evaluate data from various feedback groups, and complete the Summative Evaluation form.  The Summative Evaluation report will be in the teacher’s possession at least 24 hours prior to the conference.  See Appendix – Summative Evaluation Form.

Continuing Contract Teachers (Teachers having taught at least the major portion of three (3) or more consecutive school years in the District.)

Continuing contract teachers are required to be formally evaluated at least on (1) time per year.  This could occur either during the first or second semester.  As with initial contract teachers, a comprehensive evaluation would consist of both:  A. Informal observations (unannounced) and B. Formal observations (announced) visits consisting of 30 minutes or more to the teacher’s classroom or instruction site – See Figure 2 Full Cycle Continuing Contract Teachers on the following page:

Figure 2:  Full Cycle, Continuing Contract Teachers
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Preparation of the Summative Evaluation Report
Prior to the conference, the evaluator will review notes from the formal and informal classroom observations, synthesize and evaluate data from various feedback groups, and complete the Summative Evaluation form.  The Summative Evaluation report will be in the teacher’s possession at least 24 hours prior to the conference.  See Appendix – Summative Evaluation Form.

Inadequate Classroom Performance
A teacher’s classroom performance is deemed to be inadequate if the teacher receives a rating of unsatisfactory in one or more of the indicator statements set forth in the District’s teacher evaluation system.  A teacher’s classroom performance is also inadequate if the teacher receives a rating of developing in three or more of the indicator statements set forth in the District’s teacher evaluation system (Policy GCO).

Second Party Evaluator
Once a teacher is issued a Preliminary Notice of Inadequacy of Classroom Performance he/she has the option of requesting an additional principal/supervisor to conduct additional observations and summative evaluation of said teacher near the end of the improvement plan period (approximately 80-85 calendar days after the issuance of a Preliminary Notice to an Initial Contract Teacher, or approximately 85-90 instructional days after the issuance of a Preliminary Notice to a Continuing Contract Teacher).  The second party evaluator would be selected by the Superintendent.  The selection of such person would not relieve, in any manner, those responsibilities of the original principal/supervisor in developing the teacher’s improvement plan, ensuring the necessary assistance is afforded the teacher as well as conducting appropriate teacher observations and required summative evaluations during the improvement plan period.

The summative evaluations from both the original evaluator and second party evaluator shall be submitted to the Superintendent.  If both summative evaluations are not in general agreement, the Superintendent may request a third principal/supervisor conduct an independent summative evaluation.

Teacher Performance Improvement Plan
In the event a teacher receives a written Preliminary Notice of Inadequacy of Classroom Performance, the principal/supervisor is required to develop, in concert with the teacher, a Teacher Performance Improvement Plan – See Appendix – Teacher Performance Improvement Plan Form.

Assistance Team
The District routinely provides a mentoring program to assist beginning teachers in understanding and reaching the District’s performance standards.  For any teacher whose demonstrated performance does not meet District standards and is placed on a teacher performance improvement plan, a more intensive assistance system of support is offered by a team of District individuals.

Purpose of the Assistance Team
Members of Assistance Teams provide non-evaluative coaching and feedback to those struggling teachers in order to improve performance in specified areas of deficiency, reach pre-determined improvement objectives, and meet district performance standards.  The purpose of the Assistance Team is not to replace any of the normal supervision responsibilities of the teacher’s principal.  Rather, the Assistance Team is considered a supplemental intervention strategy for those teachers who qualify.  Team members are selected and appointed by the Superintendent and all subsequent communication of activities and progress are made by the team leader to the teacher’s supervisory principal.
Eligibility for Assistance
Programs of Team Assistance are intended for any certified teacher who has received an unsatisfactory rating on one or more criteria of performance or three or more developing criteria of performance contained in the district’s Summative Evaluation Report.  Participation on the part of the teacher evaluated “inadequate” is voluntary.  Also, any teacher given the opportunity to serve on an Assistance Team may refuse to serve.

Selection of an Assistance Team
An Assistance Team shall be comprised of three members: a principal, who is not the teacher’s principal, and two teachers.  The teacher to be assisted may request one or both of the teachers.  The Superintendent will appoint the remaining agreed upon members of the team.

Keep It Neat
Administrators and supervisors need to continually remind themselves of their responsibility to provide NEAT to all staff who seem to be struggling in one way or another in the performance of their duties.  In this case, NEAT stands for:

Notice (Provide written notice of the problem.)

Explanation (Often times notice to the employee in itself is not sufficient.  An explanation of the rationale/reason why a particular behavior or performance must improve is also required.)

Assistance (It is the supervisor’s responsibility to see that further assistance or training is afforded the employee in order for the employee to improve.  Please note that not all assistance needs to be specifically provided by the supervisor.  Assistance can also come from peers, associates, Assistance Team, other teachers from outside the school or district, training programs, in-service, etc.)

Time (A certain interim of time is expected to be afforded the teacher in order to acquire and implement the needed information or strategies into the teacher’s repertoire of skills.  In this case, Arizona Revised Statutes are quite specific on the minimum time allowed.  It is ninety (90) calendar days for Initial Contract Teachers and ninety-five (95) instructional days for Continuing Contract Teachers (10 days before the end of the semester and 85 days during the next semester.))

Levels of Teacher Performance

Teachers will be evaluated using the following performance scale.(*)

Commendable
Teachers at this level are master teachers and make a contribution to the fields, both in and outside their school.  Their classrooms operate at a quantitatively different level, consisting of a community of learners, with student highly motivated and engaged and assuming considerable responsibility for their own learning.

Proficient
The teacher clearly understands the concepts underlying the component and implements it well.  Most experienced, capable teachers will regard themselves and be regarded by others as performing at this level.

Developing
The teacher appears to understand the concepts underlying the component and attempts to implement its elements.  However, implementation is sporadic, intermittent, or otherwise not entirely successful.  Additional reading, discussion, visiting classrooms of other teachers, and experience may enable the teacher to become proficient in this area.  After the first year of teaching in any school or district, teachers evaluated at the basic level are considered to need improvement.

Unsatisfactory
The teacher does not yet appear to understand the concepts underlying the component.  Working on the fundamental practices associated with the elements may enable the teacher to grow and develop in this area.  A Certificated Improvement Plan will target the areas that require improvement.

*These levels were adapted from Enhancing Professional Practice by Charlotte Danielson.

    PLANNING AND PREPARATION

LEVEL OF PERFORMANCE
	COMPONENT
	COMMENDABLE
	PROFICIENT
	DEVELOPING
	UNSATISFACTORY

	Demonstrating knowledge of content and Pedagogy
	Teacher’s knowledge of the content and pedagogy are extensive, showing evidence of a continuing search for improved practice.  Teacher actively building on knowledge of prerequisites and misconceptions when describing instruction or seeking courses for student misunderstanding.
	Teacher demonstrates solid understanding of the standards and its prerequisite relationships and connections with other disciplines.  Teacher’s instructional practices reflect current pedagogical knowledge.
	Teacher’s content, understanding of the state standards and pedagogical knowledge represents basic understanding but does not extend to connections with other disciplines or to possible student misconceptions.
	Teacher displays little understanding of the subject, the Arizona State Standards or of content-related pedagogy.

	Demonstrating Knowledge of Students
	Teacher demonstrates thorough knowledge of students’ backgrounds, skills, and interests, and uses this knowledge to plan for individual student learning.
	Teacher demonstrates thorough knowledge of students’ backgrounds skills, and interests, and uses this knowledge to plan for groups of students.
	Teacher demonstrates partial knowledge of students’ backgrounds, skills, and interests, and attempts to use this knowledge in planning for the class as a whole.
	Teacher makes little or no attempt to acquire knowledge of students’ backgrounds, skills or interests, and does not use such information in planning.

	Selecting Instructional Goals
	Teacher’s goals reflect high-level learning relating to curriculum frameworks and standards; they are adapted, where necessary, to the needs of individual students, and permit viable methods of assessment.
	Teacher’s goals represent valuable learning and are suitable for most students in the class; they reflect opportunities for integration and permit viable methods of assessment.
	Teacher’s goals are of moderate value or suitability for students in the class, consisting of a combination of goals and activities, some of which permit viable methods of assessment.
	Teacher’s goals represent trivial learning, are unsuitable for students, or are stated only as instructional activities, and they do not permit viable methods of assessment.

	Demonstrating Knowledge of Resources
	Teachers seeks out resources for teaching in professional organizations and in the community, and is aware of resources available for students who need them, in the school, the district, and the larger community.
	Teacher is fully aware of school and district resources available for teaching, and knows how to gain access to school and district resources for students who need them.
	Teacher displays limited knowledge of school or district resources available either for teaching or for students who need them.
	Teacher is unaware of school or district resources available either for teaching or for students who need them.

	Designing Coherent Instruction
	All of the elements of the instructional design support the stated performance objective, engage students in meaningful learning, and show evidence of student input.  Teacher’s lesson or unit is highly coherent and has a clear structure.
	Most of the elements of the instructional design support the performance objective and engage students in meaningful learning, and the lesson or unit has a clearly defined structure.
	Some of the elements of the instructional design support the performance objective and engage students in meaningful learning, while others do not.  Teacher’s lesson or unit has a recognizable structure.
	The various elements of the instructional design do not support the stated performance objective or engage students in meaningful learning, and the lesson or unit has no defined structure.

	Assessing Student Learning
	Teacher’s plan for student assessment is fully aligned with the state standards, containing clear assessment criteria and that are not only understood by students but also show evidence of student participation in their development.  Teacher’s students monitor their own progress in meeting or exceeding the standards.
	Teacher’s plan for student assessment is aligned with the state standards and the assessment criteria have been clearly communicated to the students.  Teacher uses the assessment to plan for groups of students or individuals.
	Teacher’s plan for student assessment is partially aligned with the state standards and includes criteria that are not entirely clear or understood by students.  Teacher uses the assessment to plan for future instruction for the class as a whole.
	Teacher’s approach to assessing student learning contains no clear criteria or standards, and lacks congruence with the instructional goals.  Teacher has no plans to use assessment results in designing future instruction.


   THE CLASSROOM ENVIRONMENT

LEVEL OF PERFORMANCE
	COMPONENT
	COMMENDABLE
	PROFICIENT
	DEVELOPING
	UNSATISFACTORY

	Creating an Environment of Respect and Rapport
	Classroom interactions are highly respectful, reflecting genuine warmth and caring toward individuals.  Students themselves ensure maintenance of high levels of civility among members of the class.
	Classroom interactions reflect general warmth and caring, and are respectful of the cultural and developmental differences among groups of students.
	Classroom interactions are generally appropriate and free from conflict but may be characterized by occasional displays of insensitivity.
	Classroom interactions, both between the teacher and students and among students, are negative or inappropriate and characterized by sarcasm, put-downs, or conflict.

	Establishing a Culture for Learning
	Students assume much of the responsibility for establishing a culture for learning in the classroom by taking pride in their work, initiating improvements to their products, and holding the work to the highest standard.  Teacher demonstrates a passionate commitment to the subject.
	The classroom environment represents a genuine culture for learning, with commitment to the subject on the part of both teacher and students, high expectations for student achievement, and student pride in work.
	The classroom environment reflects only a minimal culture for learning, with only modest or inconsistent expectations for student achievement, little teacher commitment to the subject, and little student pride in work.  Both teacher and students are performing at the minimal level to “get by.”
	The classroom does not represent a culture for learning and is characterized by low teacher commitment to the subject, low expectations for student achievement, and little student pride in work.

	Managing Classroom Procedures
	Classroom routines and procedures are seamless in their operation, and students assume considerable responsibility for their smooth functioning.
	Classroom routines and procedures have been established and function smoothly for the most part, with little loss of instruction time.
	Classroom routines and procedures have been established but function unevenly or inconsistently, with some loss of instruction time.
	Classroom routines and procedures are either nonexistent or inefficient, resulting in the loss of much instruction time.

	Managing Student Behavior
	Student behavior is entirely appropriate, with evidence of student participation behavior.  Teacher’s monitoring of student behavior is subtle and preventive, and teacher’s response to student misbehavior is sensitive to individual student needs.
	Teacher is aware of student behavior, has established clear standards of conduct, and responds to student misbehavior in ways that are appropriate and respectful of the students.
	Teacher makes an effort to establish standards of conduct for students, monitor student behavior; and respond to student misbehavior, but these efforts are not always successful.
	Student behavior is poor; with no clear expectations, no monitoring of student behavior, and inappropriate response to student misbehavior.

	Organizing Physical Space
	Teacher’s classroom is safe, and students contribute to ensuring that the physical environment supports the learning of all students.
	Teacher’s classroom is safe, and learning is accessible to all students; teacher uses physical resources well and ensures that the arrangement of furniture supports the learning activities.
	Teacher’s classroom is safe, and essential learning is accessible to all students, but the furniture arrangement only partially supports the learning activities.
	Teacher makes poor use of the physical environment, resulting in unsafe or inaccessible conditions for some students or a serious mismatch between the furniture arrangement and the lesson activities.


   INSTRUCTION

LEVEL OF PERFORMANCE

	COMPONENT
	COMMENDABLE
	PROFICIENT
	DEVELOPING
	UNSATISFACTORY

	Communicating Clearly and Accurately
	Teacher’s oral and written communication is clear and expressive, anticipating possible student misconceptions.
	Teacher communicates clearly and accurately to students, both orally and in writing.
	Teacher’s oral and written communication contains no errors, but may not be completely appropriate or may require further explanations to avoid confusion.
	Teacher’s oral and written communication contains errors or is unclear or inappropriate to students.

	Using Questioning and Discussion Techniques
	Students formulate many of the high-level questions and assume responsibility for the participation of all students in the discussion.
	Teacher’s use of questioning and discussion techniques reflects high-level questions, true discussion, and full participation by all students.
	Teacher’s use of questioning and discussion techniques is uneven, with some high-level questions, attempts at true discussion, and moderate student participation.
	Teacher makes poor use of questioning and discussion techniques, with low-level questions, limited student participation, and little true discussion.

	Engaging Students in Learning
	Students are highly engaged throughout the lesson and make material contributions to the representation of content, the activities, and the materials.  The structure and pacing of the lesson allow for student reflection and closure.
	Students are intellectually engaged throughout the lesson, with appropriate activities and materials, instructive representations of content, and suitable structure and pacing of the lesson.
	Students are intellectually engaged only partially, resulting from activities or materials of uneven quality, inconsistent representations of content, or uneven structure or pacing.
	Students are not at all intellectually engaged in significant learning, as a result of inappropriate activities or materials, poor representations of content, or lack of lesson structure.

	Providing Feedback to Students
	Teacher’s feedback to students is timely and of consistently high quality, and students  make use of the feedback in their learning.
	Teacher’s feedback to students is timely and of consistently high quality.
	Teacher’s feedback to students is uneven, and its timeliness is inconsistent.
	Teacher’s feedback to students is of poor quality and is not given in a timely manner.

	Demonstrating Flexibility and Responsiveness
	Teacher is highly responsive to students’ interests and questions, making major lesson adjustments if necessary, and persists in enduring the success of all students.
	Teacher seeks ways to ensure successful learning for all students, making adjustments as needed to instruction plans and responding to student interests and questions.
	Teacher demonstrates moderate flexibility and responsiveness to students’ needs and interests during a lesson, and seeks to ensure the success of all students.
	Teacher adheres to the instruction plan in spite of evidence of poor understanding or of students’ lack of interest, and fails to respond to students’ questions; teacher assumes no responsibility for students’ failure to understand.


   PROFESSIONAL RESPONSIBILITIES

LEVEL OF PERFORMANCE

	COMPONENT
	COMMENDABLE
	PROFICIENT
	DEVELOPING
	UNSATISFACTORY

	Reflecting on Teaching
	Teacher’s reflection on the lesson is highly accurate and perceptive, citing specific examples.  Teacher draws on an extensive repertoire to suggest alternative strategies.
	Teacher reflects accurately on the lesson, citing general characteristics and makes some specific suggestions about how it might be approved.
	Teacher’s reflection on the lesson is generally accurate, and teacher makes global suggestions as how it might be improved.
	Teaching does not reflect accurately on the lesson or propose ideas as to how it might be improved.

	Maintaining Accurate Records
	Teacher’s system for maintaining accurate records is efficient and effective, and students contribute to its maintenance
	Teacher’s system for maintaining accurate records is efficient and effective.
	Teacher’s system for maintaining accurate records is rudimentary and only partially effective.
	Teacher has no system for maintaining accurate records, resulting in errors and confusion.

	Communicating with Families
	Teacher communicates frequently and sensitively with families and successfully engages them in the instruction program; students participate in communicating with families.
	Teacher communicates frequently with families and successfully engages them in the instruction program.
	Teacher complies with school procedures for communicating with families and makes an effort to engage families in the instruction program.
	Teacher provides little or no information to families and makes not attempt to engage them in the instruction program.

	Contributing to the School and District
	Teacher makes a substantial contribution to school and district events and projects, assuming leadership with colleagues.
	Teacher participates actively in school and district projects, and maintains positive relationships with colleagues.
	Teacher’s relationships with colleagues are cordial, and teacher participates in school and district events and projects when specifically requested.
	Teacher’s relationships with colleagues are negative or self-serving, and teacher avoids being involved in school and district projects.

	Growing and Developing Professionally
	Teacher makes a substantial contribution to the profession through such activities as action research and mentoring new teachers, and actively pursues professional development.
	Teacher participates actively in professional development activities and contributes to the profession.
	Teacher’s participation in professional development activities is limited to those that are convenient.
	Teacher does not participate in professional development activities, even when such activities are clearly needed for the development of teaching skills.

	Showing Professionalism
	Teacher assumes a leadership position in ensuring that school practices and procedures ensure that all students, particularly those traditionally underserved, are honored in the school.
	Teacher makes genuine and successful efforts to ensure that all students are well served by the school.
	Teacher’s attempts to serve students based on the best information are genuine but inconsistent.
	Teacher’s sense of professionalism is low, and teacher contributes to practices that are self-serving or harmful to students.

	Laws, Policies Procedures
	Teacher clearly understands and supports the rules, policies, state statues and/or procedures that are needed in a school district.  The teacher assumes a leadership position in ensuring that the policies are fair and just to all staff members and employees.
	Teacher understands and follows district rules, policies, state statues and procedures needed for the smooth running of the school and the school district.
	Teacher understanding or applications of the districts rules, policies, state statues and/or procedures, needs to improve.
	Teacher knowingly violated the district rules, policies, state statues and/or procedures of the school district.


APPENDIX

Pre Observation Conference Form……………………………………...
A-1



Summative Evaluation Form……………………………………………
A-2



Teacher Performance Improvement Plan……………………………….
A-3
PRE-OBSERVATION CONFERENCE FORM

Name:




 Class:


 Date:

 Time:



Please complete the following information and return to the evaluator one day before the scheduled date of the observation.

1.
Where are you in the course?

2.
What is the objective of the lesson?

3.
What pre knowledge must students possess in order to achieve success with the 

above objective?

4.
What Arizona standards(s) are you teaching?

5.
What teaching methods do you plan to use?

6.
What learning activities will be observed?

7.
Are there any particular teaching behaviors that you especially want monitored?

8.
How are you going to know if the students have learned?

9.
How will you re-teach the objective, if necessary?

10.
What special characteristics of the students should be noted?

Administrator’s Signature





Date

Teacher’s Signature






Date
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Teacher 

Summative Evaluation Report

(Descriptors are examples and should serve as a guide to define the criterion.)
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Commendable: exceeds the district standards

Proficient: meets the district standards


Developing/Needs improvement: Indicates improved performance is necessary


Unsatisfactory: fails to meet district standards


N/A: not applicable

A teacher’s classroom performance is inadequate if the teacher receives a rating of unsatisfactory in one or more of the indicators statements set forth in the District’s teacher evaluation system.  A teacher’s classroom performance is also inadequate if the teacher receives a rating of developing/needs improvement in three or more of the indicator statements set forth in the District’s teacher evaluation system (Policy GCO).


 The Teacher:

I.
Planning and Preparation                                                                                                                       Developing/
                                                                                                                                                Needs

1.
Demonstrates effective planning skills
Commendable    Proficient      Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Selects appropriate long-range goals 
Comments:

b.
Writes instructional objectives that are related to long-range goals


c.
Selects objectives at the correct level of difficulty to ensure successful



learning experiences for each student

d. Includes teaching methods and procedures relevant to the objective

e. Includes relevant student activities

f. Plans appropriate time allotments

g. Selects a variety of teaching methods and procedures along with a variety

of student activities to use

h. Prepares tests which reflect course content

i. Provides for individual differences

      Developing/
                                                                                                                                                Needs

2.
Selects learning content congruent with the prescribed curriculum
Commendable    Proficient    Improvement   Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Develops lesson plans which reflect the school organization’s prescribed
Comments:
curriculum

b. Seeks and uses advice of educational specialists in content areas

c. Prepares course outline(s) which reflect the prescribed curriculum

d. Coordinates learning content with instructional objective(s)

e. Plans for District learner outcomes and Arizona standards



      Developing/
                                                                                                                                                                           

                Needs

3.
Demonstrates evidence of personal organization
Commendable    Proficient    Improvement   Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Maintains classroom organization for efficient distribution of learning 
Comments:



materials

b.
Demonstrates application of District course scope and sequence

c.
Shows evidence of adequate lesson preparation and organization of work



with objectives clearly in mind

d. Makes materials readily available to the students

e. Provides adequate plans and procedures for substitute teachers

f. Plans for effective use of time, materials, and resources

II.
Classroom Environment                                                                                                                         Developing/
                                                                                                                                                Needs

4.
Motivates students 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Engages students in active participation 
Comments:

b.
Stimulates students by selecting the proper materials

c.
Responds positively to students

d.
Sets challenging learner expectations

e.
Models skills and beliefs relevant to subject content





                                                                                                                               Developing/
                                                                                                                                                Needs

5.
Sets high standards for student behavior 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Responds to students in a consistent and fair manner 
Comments:

b.
Protects the rights of the individual learner

c.
Provides specific rules of classroom conduct

d.
Promotes safety

e.
Manages disruptive behavior constructively

The Teacher:

                                                                                                                              Developing/
                                                                                                                                                Needs

6.
Promotes self-discipline and responsibility 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Helps students develop efficient learning skills and work habits 
Comments:

b.
Creates a climate in which students display initiative and assume a


personal responsibility for learning

c.
Uses knowledge of students to assign and sequence learning experiences





                                                                                                                              Developing/
                                                                                                                                                Needs

7.
Demonstrates sensitivity in relating to students 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Is readily available to all students
Comments:

b.
Acknowledges the rights of others to hold differing views or values

c.
Gives criticism which is constructive

d.
Offers praise which is specific

e.
Knows each student as an individual

f.
Uses discretion in handling confidential information and difficult situations

g.
Acts as a willing listener

h.
Communicates with students sympathetically, accurately, and with


understanding

III.
Instruction

                                                                                                                              Developing/
                                                                                                                                                Needs

8.
Implements the lesson plan 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Reviews and previews 
Comments:

b.
Provides the structure for learning

c.
States instructional objectives

d.
Provides input related to the objective

e.
Models activities congruent with topic being taught and provides guided


practice to reinforce concepts

f. Utilizes lesson summary techniques

g. Provides independent practice activities

h. Indicates positive directions for moving from one activity to the next

i. Checks for understanding





                                                                                                                              Developing/
                                                                                                                                                Needs

9.
Communicates effectively with students 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Speaks clearly
Comments:

b.
Puts ideas across logically

c.
Uses a variety of verbal and nonverbal techniques

d.
Praises, elicits, and responds to student questions before proceeding

e.
Gives clear explicit directions

f.
Utilizes probing techniques

g.
Provides structuring comments which clarify the task and help the


lesson proceed smoothly

The Teacher

                                                                                                                              Developing/
                                                                                                                                                Needs

10.
Prepares appropriate evaluation activities
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Makes methods of evaluation clear and purposeful 
Comments:

b.
Utilizes formative and summative evaluation techniques to positively


affect student learning

c. Prepares tests which reflect course content

d. Provides students with specific evaluative feedback

e. Checks and returns homework promptly





                                                                                                                              Developing/
                                                                                                                                                Needs

11.
Provides opportunities for individual differences 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Uses knowledge of individual students to design educational experiences 
Comments:

b.
Implements Individual Education Programs (IEP) modifications and


accommodations as required and attends necessary meetings

c.
Paces learning according to students’ mastery of content

d.
Provides extra help and enrichment activities





                                                                                                                              Developing/
                                                                                                                                                Needs

12.
Organizes students for effective instruction 
Commendable    Proficient   Improvement  Unsatisfactory     N/A










              FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 

      FORMCHECKBOX 

     FORMCHECKBOX 




a.
Varies size of groups according to instructional objectives 
Comments:

b.
Creates a set of guidelines for students to follow when doing small group

work

c.
Groups and regroups students according to instructional needs

d.
Maximizes time-on-task for each student

IV.
Professional Responsibilities

13.
Demonstrates service to the school 




       Yes   
        No  
a.
Assumes responsibilities outside the classroom as they relate to the school     FORMCHECKBOX 
  
      FORMCHECKBOX 
         

b.
Assumes necessary non-instructional responsibilities such as

       Comments:

extra-curricular activities, sports, dances, and field trips

c.
Exercises responsibility for a safe and orderly environment and student


safety management issues

14.
Demonstrates employee responsibility




       Yes   
        No  
a.
Adapts to and supports organizational change


        FORMCHECKBOX 
  
      FORMCHECKBOX 
         

b.
Maintains accurate instructional and noninstructional records

       Comments:

c.
Communicates effectively with parents and community

d.
Responds appropriately to parental concerns

e.
Maintains professional relationships with colleagues, supervisors, and


peers

f. Demonstrates responsible “best practice” decision making

g. Keeps curriculum and instructional practice current

h. Maintains a positive attitude

15.
Supports school regulations, policies, and philosophies


       Yes   
        No  
a.
Adheres to authorized policies and philosophies


        FORMCHECKBOX 
  
      FORMCHECKBOX 
         

b.
Selects appropriate channels for resolving concerns and problems
       Comments:


c.
Participates in the development and review of school policies and



regulations

d. Stays informed regarding policies and regulations applicable to his/her



position


In summary the overall performance of this individual Meets, Does Not Meet, N.A. at this time, (circle one) the performance criteria for his/her job classification.  (If Does Not Meet is indicated, supervisor and teacher must immediately begin the development of an Improvement Plan).

Information regarding student learning has been discussed including student work, student to teacher feedback, District and State assessments, as appropriate. 










            Yes   
          No  









        FORMCHECKBOX 
  
      FORMCHECKBOX 
         










       Comments:

	
	
	
	
	

	
	
	
	
	
	
	
	

	Evaluator’s Signature
	
	
	Date
	
	Evaluatee’s Signature*
	
	Date


*(The evaluatee’s signature indicates this report has been reviewed and discussed with the evaluatee, not necessarily that he/she may be in agreement with said report.)

The employee shall be allowed ten (10) days to write and submit any comments, which shall be attached to the evaluation.
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CAMP VERDE UNIFIED SCHOOL DISTRICT #28

TEACHER PERFORMANCE IMPROVEMENT PLAN

This form is to be used with certified teachers who have received an unsatisfactory in one or more of the indicator statements set forth in the District’s teacher evaluation system or a rating of developing in three or more of the indicator statements set forth in the District’s teacher evaluation system (Policy GCO).  Each area marked Developing or Unsatisfactory must be listed below with the following indicated:

a) Performance area needing improvement

b) Recommendations for improvement

c) Time frames for improvement

d) Assistance to be provided by evaluator/administrator, or assistance team

e) Results of improvement plan

f) Recommendations

Teacher 




 Date 


 School 


Evaluator 





A.
Performance area needing improvement:

B.
Improvement plan (include specific suggestions, activities, etc.)


1.



a.



b.



c.



d.


2.



a.



b.



c.


3.




a.



b.

C.
Time frame - Monitoring


1.
Projected completion date of improvement plan - 



2. Conferences/observations

a.


b.


c.

3. Actual completion date of improvement plan - 



D.
Assistance to be provided


1.


2.


3.

E.
Results of improvement plan:


1.
( ) Objective meets or exceeds district standards.

2. ( ) Progress toward objectives is being made.  Continued work is 

necessary to complete objectives.

3. ( ) The objective has not been achieved.

F.
Recommendations:

G.
Signatures:


Employee: 






*Date: 




Evaluator: 






 Date: 




*
(The Employee’s signature indicates this improvement plan has been 

reviewed and discussed with the Employee, not necessarily that he/she may be in agreement with said plan.)

GLOSSARY

Assistance Team – A group of professionals charged with conducting a plan of assistance for the teacher.  The group is most often 
comprised of a team leader and two assistants.

Continuing Contract Teachers – Certified teachers having taught the major portion of three or more consecutive school years in the 
Camp Verde Unified School District.

First Year Teacher – First teaching position after graduating college with a regular contract.

Formal Observations – Announced visits as a part of the performance evaluation cycle.

Informal Observations – This casual, day-to-day observation can be of any length; its purposes are to validate and support effective 
performance and to monitor overall performance.

Initial Contract Teachers – Certified teachers having taught less than the major portion of three (3) consecutive school full years in 
the Camp Verde Unified School District.

Negative Evaluation – One unsatisfactory and/or three developing.

Performance Criteria – These serve to describe observable behaviors which, when performed, indicate fulfillment of the attendant 
responsibility.

Pre Observation Conference – A conference with the teacher and his/her evaluator wherein the teacher provides an overview of the 
instructional objective planned to be observed in the upcoming formal observation/lesson.

Post Observation Conference – This conference is held following an announced observation for the purposes of discussing the 
observation and other factors relevant to the staff member’s performance of responsibilities as listed in the position description.

Program of Assistance – An extensive program to assist a teacher whose performance has been unsatisfactory on one or more 
performance criteria in the past evaluation cycle.

Second Party Evaluator – A certified principal/supervisor within the District (other than the primary supervising principal) who is 
requested by the Superintendent to conduct an additional evaluation.  This is intended to ensure impartially and fairness are paramount in the evaluation process.

Self-Evaluation – Self-rating by an employee using the summative evaluation report form.

Staff Evaluation – The annual process administrators/supervisors conduct in determining staff competence, strengths, weaknesses 
and opportunities for improvement.

Stakeholders – All persons in the district who have a stake in quality education:  students, parents, teachers, staff members, 
administrators, board of education, and community members.

Summative Evaluation – This term refers to the final evaluation which is completed at the end of the evaluation cycle.  The 
summative evaluation is based on data collected during the formative part of the evaluation cycle.

Teacher Performance Improvement Plan – A plan with objectives and methods for achieving them, when a teacher’s classroom 
performance has been determined to be adequate.  It is designed to stimulate professional growth for the teacher in the indicated unsatisfactory or  developing performance area(s).

Part III



(First Year Teachers and Teachers on Improvement Plan)
Camp Verde Unified School District No. 28

Teacher Self-Evaluation

Purpose of Evaluation:

Evaluations provide the basis for motivation and for self-improvement,

permitting personnel to be aware of their strengths and weaknesses in order

to improve.

	DIRECTIONS

Prior to the evaluation conference, the teacher should do a self-evaluation.

Looking at the Level Of Performance, by component, for Planning and

Preparation, The Classroom Environment, Instruction, and Professional

Responsibilities, highlight or circle the relevant statements that best describe

your professional practices during this evaluation period.

During the evaluation conference, you will jointly look at the levels of

performance and review the artifacts or evidence generated through the

evaluation period. Together, develop professional goals or action steps for

future practice.

The final decision for the Teacher Performance Evaluation will rest with the

qualified evaluator (A.R.S. 15-537).



REFLECTION QUESTIONS

Teacher




Observer






Grade Level(s)

Subject(s)



Date




	DIRECTIONS TO THE TEACHER:

Please answer the following questions concerning the lesson that was observed.

Your responses will serve as the basis for conversation during your Post-observation Conference.

When you come to the Post-observation Conference, be sure to bring relevant

artifacts with you. (e.g., any handouts or assignments given to your students or assessments

related to the lesson)


	1. In general, how successful was the lesson? Did the students learn what you

intended them to learn?



	2. To what extent were your goals and objectives appropriate for your students?



	3. To what extent were your assessment strategies effective? Would you make any changes in your approach to assessment? If so, what changes would you make, and why?



	4. Please comment on your classroom procedures, your use of physical space, and the students’ conduct. To what extent did the classroom environment contribute to student learning?



	5. Did you make modifications to your plan during the lesson? If so, what were they, and what motivated these changes?



	6a. To what extent was your feedback to students accurate, substantive, constructive, specific, and/or timely? How might you have responded differently?

6b. Please describe an instance in which your feedback positively impacted a student’s learning.




FAMILY CONTACT LOG

Teacher /Student











Grade


Subject





School Year



	DATE
	PERSON CONTACTED
	TYPE OF CONTACT (person, phone)
	PURPOSE OF CONTACT
	OUTCOME OF CONTACT

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	


PROFESSIONAL DEVELOPMENT LOG

Teacher /Student











Grade


Subject





School Year



	DATE
	EVENT OR SERVICE

Workshop, conference, course
	BENEFITS DERIVED

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


SCHOOL/DISTRICT CONTRIBUTION LOG

Teacher /Student











Grade


Subject





School Year



	DATE
	EVENT

Committee Meeting, Open House, etc.
	CONTRIBUTION(S)

MADE

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


TEACHING PROFILE
Teacher ___________________________Observer______________________________

Grade Level(s) ___________ Subject(s) ________________________ Date __________
Directions to the Teacher:

Complete these questions with respect to the students you teach. Teachers with more than one class should choose one class and focus on it.
Note: This document will provide background information for the observer’s reference. As a foundational document, you may not need to complete these pages more than one time per academic cycle. An individual class, however, may require answers specific to the situation.
1. How do you stay current in the subjects you teach and in the most recent research on best teaching practices? (e.g., attending courses and workshops, reading professional literature)
2. How do you become familiar with what your students already know and are able to do? (e.g., diagnostic assessments, information from previous teachers)
3. How do you become familiar with your students’ individual interests and cultural backgrounds? (e.g., interest/cultural inventories, dialogue with parents and/or community members, attendance at students’ musical or athletic events)
4. What internal and external resources (people, materials) are available to you in planning instruction? (e.g., curriculum resource person, museums, local experts, videos and print materials, web sites)
5. Describe how you establish and maintain an atmosphere of trust, openness, and mutual respect in your classroom. (e.g., model respectful language, recognize students who demonstrate respect)
6. Describe how you encourage students to take responsibility for their own learning and to take pride in their work. (e.g., offer choice in activities, teach students to pace themselves on a big project, employ self-assessment skills)
7. Describe how you convey the importance of the content and your expectations for achievement. (e.g., connect content to real-life applications, require revision of work that does not meet quality standards)
8. Describe how you make your physical environment conducive to maximal student learning. (e.g., chairs in a circle for a discussion, desks pushed into “tables” for science activities, students with visual impairments in the front)
9. Discuss the classroom outlines and procedures that you employ, including how you establish and implement them. (e.g., distribution and collection of materials, transitions between activities)
10. Describe how you establish standards of conduct and respond to behavior that does not meet school or classroom guidelines. (e.g., establishing and posting classroom expectations, conducting classroom meetings, assigning office intervention, contacting parents.)
11. Discuss the ways in which you interact with parents/guardians/caregivers in regard to their child’s learning.  (e.g., parent-teacher conferences, back-to-school nights, phone and in-person conversations)
12. Describe how you engage the parents/guardians/caregivers of your students in their child’s learning. (e.g., home and community-based projects, parents describe their jobs to the class)
The observer may use this space to record any additional questions about teaching practices.  The teacher may also add further information or comments below.

PLANNING QUESTIONS
Teacher 






Observer 






Grade Level(s) 

Subject(s) 





Date 




1. What are your goals or objectives for this lesson? In other words, what do you intend for students to learn and be able to demonstrate?

Why are these goals or objectives appropriate for these students at this time? (Consider how the goals or objectives address your content standards, how they build on previous lessons, and how they lead to future learning.)

2. How will you assess student learning on these goals or objectives? (Please attach your

assessment instruments. For example: a copy of a quiz or test, or directions for an assessment activity and the corresponding rubric used to evaluate student performance.)

Why have you chosen the above approach(es) to assessment, and how will you make use of the results?

CLASS PROFILE

CLASS PROFILE

Teacher___________________________________Observer_______________________

Grade Level(s)____________Subject_______________________Date_______________

	SCHOOL INFORMATION

	1. Number of teachers in your:

Grade Level


Team



Department




	2. What are the school goals?

	3. Indicate below the extent to which you team-teach with colleagues:

	4. How many students are in your class?



Female students__________Male Students


Approximate age range of your students:




	5. Approximately how many students are represented in the following racial/ethnic

groups? 
American Indian or Alaskan Native





Asian









Black or African American






Hispanic or Latino







Native Hawaiian or Other Pacific Islander




White









Other (please specify)









	CLASS INFORMATION

	6. Do any of your students have religious or cultural affiliations that require special

considerations? If so explain.



	7. What are some developmental characteristics you would expect from the age group

you teach?



	8. Approximately how many students are represented in each of the following

language categories?

English language proficient




Limited English language proficient



Non-English language proficient



Indicate what primary languages your students speak at home:



	9. Describe the general instructional levels represented by the students in this class.

(e.g., advanced, average, below grade level, mixed)



	CLASS INFORMATION

	10. Approximately how many students have been identified as having the following

special needs?
Attention Deficit Hyperactivity Disorder



Blindness or visual impairment




Deafness or hard of hearing





Developmental impairment





Emotional disability






Giftedness







Learning disability






Physical disability






Other (please specify)








	11. Have you reviewed your special need students’ current IEPs?

          ____yes ____no



	12. Use the space below to indicate how students’ special needs (behavioral and

academic) are met in your class.



	13. What school, district or state content standards, assessments, or initiatives

influence your decisions of how to organize your curriculum?



	CLASS INFORMATION

	14. How do you keep track of your student’s knowledge as learners?



	15. List students who have been previously retained:




Teachers:


	Classroom


	Special Education


	Title I


	ELL


	Guidance Counselors





Name: 				   				


Building:				  Date: 			





Orientation Conference





Self-Evaluation





Pre-observation Conference (x2)





Formal Classroom Observation (x2)





Post-observation/Feedback Conference (x2)





Supporting Data





Summative Written Report (x2)





Conference (x2)





Improvement Plan(s), if necessary





Conference





Summative Written Report





Supporting Data





Post-observation/Feedback Conference





Formal Classroom Observation





Pre-observation Conference





Self-Evaluation





Orientation Conference





Improvement Plan(s), if necessary





This summative evaluation is based upon the following observations, conferences and supporting data:
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