
 
 

i | P a g e  

  

PROFESSIONAL EDUCATOR 
GROWTH AND EVALUATION PLAN 

 
 
 
 
 
 



 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The following document provides information relative to the policies and 
procedures associated with the revised Educator Evaluation Program for 

the Bethany Public School District. Procedures have been designed 
through the collective efforts of the Bethany Professional Development 

and Evaluation Committee (PDEC) which includes educators, related 
service professionals, curriculum specialists, union representation, school 
administrators, and central office staff. The Committee was charged with 

developing a Professional Growth and Evaluation Plan for Bethany 
educators. The Committee gathered feedback from educator’s district-
wide and designed recommendations for the policies and procedures 
associated with educator effectiveness and performance evaluation. 
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I. Introduction 

A. Vision and Purpose of the Professional Educator Growth and Evaluation Process 

Research findings are unequivocal about the connection between teacher quality and student 
learning. Over two decades of research has proven that no single school-based factor 
contributes more to the success of the students than high-quality teachers. 
 
It is the vision of the Bethany professionals that the Educator supervision and evaluation plan 
be viewed as a collaborative process to ensure that all students have competent, highly 
effective teachers to deliver instruction. Bethany is committed to providing an evaluation and 
support structure that builds human capacity and challenges all Educators to be reflective 
practitioners that aspire to reach excellence. The Bethany Public School District (BPSD) is 
committed to an Educator professional growth model that is designed to improve student 
learning and staff effectiveness through the ongoing development of Bethany’s professional 
staff. 
 
The Bethany Public School Professional Educator Growth and Evaluation Plan herein referred 
to as the “Plan,” was developed to empower professional staff to work collaboratively toward 
continuous improvement of student learning. The Plan provides a shared definition of 
effective instructional practices while serving as a tool for reflection, offering opportunities 
for ongoing professional conversations on multiple focus areas. Within each focus area are 
specific indicators that articulate a continuum of performance levels from ineffective to 
exceptional practices. 
 
The Bethany professionals chose to align the supervision and evaluation process to the CT 
Common Core of Teaching, Bethany Board of Education Goals, Bethany Community School 
Goals, the PEAC guidelines, our core beliefs, and practices, as well as a significant body of 
research. The Plan is holistic and comprehensive in its design, satisfying the guidelines for 
Educator evaluation set forth by the Connecticut State Department of Education while also 
contributing to the improvement of individual and collective practice among professionals, 
and providing support for a full range of professional performance needs. 
 

B. Goals of the Professional Educator Growth and Evaluation Process 

To achieve Bethany’s vision of implementing a collaborative and reflective Educator 
supervision and evaluation process that ensures every student is taught by a competent, 
highly qualified Educator, the goals of this Educator growth plan are to design an evaluation 
system that clearly defines excellent practice, provides Educators with accurate, useful 
information about their strengths and areas for development, and provides meaningful 
opportunities for professional learning and growth. 
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To achieve our goals, this evaluation system will: 
 

• Ensure the learning and growth of all professionals and students. 
• Guarantee the continuation of Bethany’s collaborative model, including Professional 

Learning Communities (PLC), grade level data teams, and common planning time that 
allow for continued reflection, collaboration, and communication around student 
growth and student learning. 

• Provide meaningful professional learning experiences that impact instructional 
practice. 

• Pledge to provide ongoing opportunities for professional sharing and feedback in 
support of continuous learning. 

• Provide a structure that allows Educators to document and share evidence of best 
practice. 

• Ensure that evaluations are fair, reliable, valid, holistic, and an accurate 
representation of teachers’ practice. 

• Differentiate experiences for Educators across a continuum of professional 
performance needs. 

 
C. District Mission Framework 

Mission, Beliefs, Commitments, and Core Values 
At the heart of our Bethany 2020 – Ascent to Excellence Strategic Plan, lies the district’s 
mission, beliefs, and commitments. These core values guide our decision-making and affirm 
our belief that developing each Educator and all students so that they can achieve to their 
greatest potential, is a shared responsibility. 
 
Mission Statement 
In the Bethany Public School District, we believe our mission is to challenge and inspire every 
student to become a lifelong learner and a resilient, independent, literate, caring, creative, 
responsible world citizen. 
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We believe that … 

Educating children is our first priority. 

Education is a community-wide responsibility and requires the active engagement of all 
stakeholders. 

The individual worth of each child must be celebrated. 

Every student can learn and deserves an equal opportunity to learn. 

Every student has special gifts and talents to be discovered and nurtured. 

Positive attitude and effort lead to accomplishment. 

Physical activity, the arts, and play are essential elements of a comprehensive education. 

Education must focus on active learning, using critical thinking and problem-solving skills. 
 
 

We are committed to … 

Empowering students to become resourceful learners who can apply their knowledge. 

Challenging each student to reach his/her full potential. 

Respecting individual and community values. 

Integrating twenty-first-century technology throughout our school. 

Investing in our professional staff to enhance instruction. 

Developing and retaining exemplary teachers. 

Providing a safe, secure and positive environment. 

Managing our financial resources efficiently and effectively. 

Advancing the Bethany Public School District together as a community. 

  

Our Beliefs and Commitments 
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D. Bethany 2020 – Ascent to Excellence Strategic Plan 

1. We will maximize each student’s potential through a rich and challenging curriculum 
and a broad range of programs. 

2. We will provide proactive, coordinated academic, social, and emotional support for 
every student. 

3. We will cultivate responsibility, respect, and resilience in our students, and will 
promote citizenship in the school, the community, and the world. 

4. We will encourage and enhance collaborative relationships with parents and with the 
broader community. 

5. We will ensure that the staff and students are fluent in the integrated use of 
technology in the service of learning. 

6. We will be responsible stewards of Bethany’s school resources. 

7. We will provide a safe and secure learning environment. 

8. We will invest in the continual development of our staff. 
 

E. Theory of Action 

IF students are provided access to highly effective teachers who also develop caring 
responsive relationships, AND IF the culture of continuous, collaborative professional growth 
is used to support high expectations for student learning and improved instruction, THEN we 
will meet the needs of all learners and students will achieve at high levels. 
 

F. Connecting Professional Educator Growth and Evaluation Process to the Bethany Vision, 
Mission, Instructional Model, Achievement Goals, and Theory of Action 

As evidenced by our mission, vision, beliefs, and commitments, BPSD recognizes that the 
education of each child and the development and growth of each staff member is not only a 
priority but a shared responsibility. The tenets that support the Plan are grounded in our 
strong belief that Educator and student success is contingent upon our commitment to work 
as a professional learning community. The Plan will assure the attainment of both the vision 
and mission of our learning community. 
 
Strengthening individual and collective Educator practices with the goal of developing 
students’ critical thinking and increasing student achievement warrants having an 
instructional framework as the cornerstone of our work. We acknowledge that in order for 
students to achieve at their highest level, we need effective Educators in every classroom 
delivering high-quality instruction at all times. The Bethany Community School’s Balanced 
Instructional Model (Appendix A) is comprehensive, implemented school-wide, and focuses 
on purposeful planning, effective instructional practices, active student engagement, and 
thoughtful reflection resulting in improved student achievement. This instructional model is 
supported and tightly aligned to the Connecticut Common Core Standards (CCCS), 
Connecticut Common Core of Teaching (CCT) (Appendix B), Bethany Public School District’s 
Curriculum, and both formative and summative assessments. Our instructional model allows 
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us to share a common understanding of effective instructional practices and identifies where 
these practices fall along a continuum - from exceptional to ineffective practice. 
 
While our Plan is an important structure for the realization of our district vision and mission, 
it also plays a critical role in our district/school improvement plans. Our continuous 
improvement plans address how we will obtain our district goals, and cannot be 
accomplished without high-quality instruction taking place in every classroom. Therefore, our 
plan addresses the alignment of developing professional goals around instructional practices 
that directly support district/school goals. 
 
Furthermore, the district’s Theory of Action serves as a concrete representation of our vision 
and strategy for improvement. The Bethany Public School District’s Theory of Action explicitly 
connects the learning and development of our professional Educators to the learning and 
development of their students in the classroom, whereby we believe that if all students are 
provided access to highly effective Educators and we promote a culture of continuous, 
collaborative professional growth that supports high expectations for student learning and 
improved instruction, then we will meet the needs of our students and they will achieve at 
high levels. 
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II. Elements of the Professional Educator Growth and Evaluation Process 

A. Educator Evaluation Plan Overview 

Figure 1 below represents an outline of the overall Professional Educator Growth and 
Evaluation process. 
 
Figure 1: Evaluation Process Timeline 

 
The Plan is driven by the implementation of the Connecticut Common Core of Teaching (CCT) 
Standards. These standards support a common understanding of effective teaching and 
learning across four domains. 
 
Domains: 

• Classroom Environment, Student Engagement and Commitment to Learning; 
• Planning for Active Learning; 
• Instruction for Active Learning; and 
• Professional Responsibilities and Teacher Leadership. 

 
Within each domain are specific indicators that break down expected Educator practices and 
resulting student behaviors across four levels of performance and practice: 

• Level 1 - Below Standard Practice 
• Level 2 - Developing Practice 
• Level 3 - Effective Practice 
• Level 4 - Exemplary Practice 

 
The Connecticut Common Core of Teaching (CCT) Rubric for Effective Teaching 2014 (Appendix 
B), is the core document within the evaluation system and is used to help provide the context 
through which an Educator’s performance can be directly measured. The indicators of 
teaching practice outlined in the CCT Rubric (Figure 2) represent the values and beliefs about 
teaching and learning of the educational community. Evaluation of Educator performance will 
be measured through evidence collected relative to the performances identified in the CCT 
Rubric, and Educator growth across performance levels will be supported and ultimately 
expected in each given school year. 
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Figure 2. Connecticut Common Core of Teaching Rubric for Effective Teaching 2014 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Parent feedback (10%) will also be collected on Educator performance and will, in 
combination with Educator performance ratings (40%), constitute 50% of an Educator’s 
overall performance rating. This 50% (40% + 10%) is an Educator’s “Practice Rating.” 
 
Measurement of the outcomes for students is defined as an “Outcome Rating” and will be 
measured based on results associated with student achievement on a combination of local 
and regional assessments (45%), and student feedback (5%). These two categories of 
performance evaluation will constitute the remaining 50% (45% + 5%) of an Educator's’ 
overall rating (see Figure 3). Processes and information relative to measurement of 
performance in these four main categories of performance evaluation have been outlined in 
the sections that follow in Figure 3. 
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Figure 3: Categories of Performance Evaluation 

 
B. Components of Performance Evaluation 

Category 1: Educator Performance and Practice (40%) 
Forty percent (40%) of an Educator’s evaluation shall be based on data collection from three 
modalities: observations, review of artifacts, and collegial dialogue, which are completed by 
an Evaluator throughout the school year. In this section, a full description of the modalities 
used by Evaluators has been outlined (see Three Modalities to Review Performance and 
Practice Figure 4, page 14). This data collection is consistently applied but allows for levels of 
differentiation specific to the Educator. 
 
Figure 1: Evaluation Process Timeline 
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Educator Self-Assessment 
Effective Educators are continuous, self-reflective learners. Each year, Educators will self-
assess using the CCT Rubric and set professional learning goals. Educators will collect and 
reflect with their Evaluator on documentation and artifacts relative to effective practices and 
resulting student outcomes. 
 
Step 1: At the beginning of the school year, each Educator will review all twelve CCT 

Indicators and reflect on their practice. 

Step 2: Based on the self-assessment, the Educator will write one or two Professional 
Learning Goals (PLG) along with an action plan to support the attainment of the 
goal(s). The goals should be directly linked to instructional strategies that will 
support student outcomes. 

Step 3: The Educator and Evaluator will review the PLG and determine supportive 
structures for ongoing collaborative analysis of Educator performance and practice 
and resulting student behaviors. 

 
Student Data Review and Collaborative Goal Setting 
The goal-setting process is an essential and required step in any evaluation process. The initial 
goal setting form should be completed by October 2nd. During this time, the Educator will 
review multiple sources of student performance data to determine students’ learning needs 
and connect those needs with school-wide goals. The Educator will develop his/her 
professional growth goal and plan in accordance with the previous year’s evaluation report, 
including the Educator’s self-assessment. If mutually agreed upon, Educators may develop a 
comprehensive multi-year professional growth plan. The Evaluator will provide materials and 
resources as appropriate to help the Educator develop yearly and multi-year goals as well as 
aligning his or her ongoing analysis of professional growth. All goals for the school year should 
be submitted in the Educator’s electronic evaluation file and, as needed, a final Collaborative 
Goal Setting Conference should be completed by October 30th of the school year. 
 
To support Educators at various stages and levels of practice, Non-Tenured and Tenured 
Educators follow a slightly different track. While all elements of the Educator Evaluation Plan 
remain consistent for all Educators, additional support for Non-Tenured Educators and for 
Tenured Educators who have previously been rated as “Below Standard” or “Developing” is 
made available. This additional supplemental support allows for ongoing, targeted 
development through routine interactions between Evaluator and Educator. Tables 1 and 2 
provide a detailed outline of the steps taken by Evaluators from the goal-setting process 
through the End-of-Year Conferences for Tenured and Non-Tenured Educators. 
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Table 1: Evaluation Cycle for Non-Tenured Educators 

Action 
Person 

Responsible Documents* Timeline** 

Orientation and Support Evaluation Process Administration Evaluation Plan By Oct 30 

Beginning of Year Self-Reflection and Initial Student Data 
Review 

Educator Beginning of Year Self-Reflection Form By Oct 2 

Minimum of one Unannounced Observation 
(at least 10 - 15 minutes) 

Written Feedback by the Evaluator within seven work days 

Evaluator/ 
Educator 

Unannounced Observation Form By Oct 2 

Goal Setting Educator Goal Setting Form By Oct 15 

Collaborative Goal Setting Conference Evaluator/ 
Educator 

Goal Setting Form 
Feedback from Unannounced 

Observations 

By Oct 30 

Minimum of one Announced Observation 
(approximately 40 - 45 minutes) with a Pre-
Observation Conference 

Written Feedback by the Evaluator followed by a Post-
Observation Conference within seven work days 

Evaluator/ 
Educator 

Pre-Observation Form 
Announced Observation Form 
Post-Observation Form 

By Oct 30 

Minimum of one Announced Observation 
(approximately 40 - 45 minutes) with a Pre-
Observation Conference 

Written Feedback by the Evaluator followed by a Post-
Observation Conference within seven work days 

Evaluator/ 
Educator 

Pre-Observation Form 
Announced Observation Form 
Post-Observation Form 

By Feb 15 

Minimum of two additional Unannounced Observations 
(at least 10 - 15 minutes each) 

Written Feedback by the Evaluator within seven work days 

Evaluator/ 
Educator 

Unannounced Observation Form By May 15 

Mid-Year Reflection Educator Mid-Year Reflection Form By Feb 15 

Mid-Year Conference Evaluator/ 
Educator 

Mid-Year Reflection Form 
Evidence of Student Achievement 

By Feb 28 

End of Year Reflection Educator End of Year Reflection Form By Jun 1 

End of Year Conference 
Summative Review 

Evaluator/ 
Educator 

End of Year Reflection Form 
Student Outcome Reflection 
Evidence of Student Achievement 

By Jun 12 

Final Summative Evaluation Evaluator Summative Evaluation Form By Last Day 
of School 

*Forms will be revised periodically to reflect revisions approved by the Bethany Professional Development and Evaluation Committee. 
**Dates determined by the school calendar.  



 
 
 

13 | P a g e  

Table 2: Evaluation Cycle for Tenured Educators 

Action 
Person 

Responsible Documents* Timeline** 

Orientation and Evaluation Administration Evaluation Plan By Oct 30 

Self-Reflection and Initial Student Data Review Educator Beginning of Year Self-Reflection Form By Oct 2 

Goal Setting Educator Goal Setting Form By Oct 15 

Collaborative Goal Setting Conference Evaluator/ 
Educator 

Goal Setting Forms By Oct 30 

Educators – Developing and Below Standard 
Minimum of three Announced Observations (approximately 

40 - 45 minutes) with Pre-Observation Conference 
Written Feedback by the Evaluator followed by a Post-

Observation Conference within seven work days 

Evaluator/ 
Educator 

Pre-Observation Form 
Announced Observation Form 
Post-Observation Form 

By Feb 28 

Educators – Effective and Exemplary 
Minimum of one Announced Observation (approximately 40 - 

45 minutes) with Pre-Observation Conference, every 
three years 

Written Feedback by the Evaluator followed by a Post 
Observation Conference within seven work days 

Evaluator/ 
Educator 

Pre-Observation Form 
Announced Observation Form 
Post- Observation Form 

By Feb 28 

Educators – Developing and Below Standard 
Minimum of two Unannounced Observations (at least 10 - 15 

minutes each, one must include a Review of Practice) 
Written Feedback by the Evaluator within seven work days 

Evaluator/ 
Educator 

Unannounced Observation Form/ 
Review of Practice Form 

By May 15 

Educators – Effective and Exemplary 
Minimum of three Unannounced Observations each year (at 

least 10 - 15 minutes each, one must include a Review of 
Practice) 

Written Feedback by the Evaluator within seven work days 

Evaluator/ 
Educator 

Unannounced Observation Form/ 
Review of Practice Form 

By May 15 

Mid-Year Reflection Educator Mid-Year Reflection Form By Feb 15 

Mid-Year Conference Evaluator/ 
Educator 

Mid-Year Reflection Form 
Evidence of Student Achievement 

By Feb 28 

End of Year Reflection Educator End of Year Reflection Form By Jun 1 

End-of-Year Conference 
Summative Review 

Evaluator/ 
Educator 

End-of-Year Conference Form 
Student Outcome Reflection 
Evidence of Student Achievement 

By Jun 12 

Final Summative Evaluation Evaluator Summative Evaluation Form By Last Day 
of School 

*Forms will be revised periodically to reflect revisions approved by the Bethany Professional Development and Evaluation Committee. 
**Dates determined by the school calendar.  
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Three Modalities to Review Performance and Practice 
Forty percent (40%) of an Educator’s evaluation shall be based on data collection from three 
modalities of reviewing performance and practice. Similar to how an Educator in a classroom 
assesses student performance against a set of standards, an Evaluator must organize his/her 
review of an Educator’s performance and practice to include the collection of evidence 
through: observation of practice, review of artifacts that reflect practice, and collegial 
dialogue to assist in determining current levels of understanding and need related to each 
standard (Figure 4). The standards, established through the CCT, will be used as the guide for 
the collection of evidence to support all three modalities and the corresponding feedback to 
support Educator growth. 
 
Figure 4: Three Modalities to Review Performance and Practice 

 
 
Observations 
Observations will be used to collect evidence of the quality of Educator practice. For those 
domains for which direct observation is impossible, or would not provide reliable evidence, 
additional evidence will be collected by both the Educator and the Evaluator. Assertions 
about Educator performance (by an Evaluator) in this category, will be made based on 
observations across multiple settings and a careful review of all evidence with particular 
attention to patterns in Educator practice and student behavior. 
 
Observations can include both announced and unannounced visits to the classroom. If 
appropriate, observations will be preceded by a pre-observation conference and followed by 
a post-observation conference. Formal written feedback will be provided within seven school 
days of an observation. A post-observation conference will be scheduled, if appropriate. 

  

•Viewing performance and practice in and out of the classroom.
•Comprehensive and targeted analysis of performance and practice.Observation

•Review of products and deliverables that represent essential performance 
and practice.Artifact Review

•Engaging in collegial dialogue aligned to indicators of performance and 
practice that support goals for continuous improvement.

Collegial 
Conversation
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Other Observations of Performance and Practice (Review of Practice): Based on the 
Educator’s self-assessment and a collaborative discussion with the Evaluator, all observations 
will align to the Educator’s role within the school. Additionally, observations can and will take 
place in multiple settings to support performance and practice across all indicators of the 
CCT. 
 
These additional settings can include but are not limited to: 

• Observations of Data Team meetings. 
• Observations of case reviews. 
• Observations of coaching/mentoring other Educators. 
• Collaboration with colleagues. 
• Observations of crisis response. 
• Consultations with parents. 
• Other facilitated meetings (504/PPT’s). 
• Professional development presentations. 
• Collaborative curriculum writing sessions. 

 
Evaluators will honor Educators’ requests for additional observations (up to two additional 
announced observations and up to two additional unannounced observations) to address 
areas of concerns from a previous observation. The Evaluator may choose to complete 
additional observations as well. 
 
Artifact Review 
Artifactual evidence is an essential component of the evaluation process. It allows Educators 
to showcase their strengths and successes in a variety of areas. Integrating multiple measures 
and authentic examples into the evaluation process will allow for maximum self-evaluation 
and Educator growth. 
 
Artifacts will vary depending on the content area, grade, and Educator. Some items may be 
applicable to more than one domain, and some items may be more appropriate for one grade 
level or subject than another. Examples include, but are not limited to the following: 
 
Required: 

• Self-Reflection documents. 
• Student Learning Objective (SLO) assessment data (benchmarks, standardized, 

summative, formative, rubrics). 
• Student Outcome Reflections. 
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Suggested: 
• Classroom design/seating arrangements. 
• Copy of syllabus/classroom expectations or classroom contract. 
• Examples of positive learning environment in action (procedures, photos, videos). 
• Photographs of displays used for instruction (bulletin boards, anchor charts, posters). 
• Examples of parent communication (newsletters, parent communication logs). 
• Strategies for instruction. 
• Plan book (lesson plans, unit plans, mini-lessons). 
• Gradebook. 
• Common Planning Time, Interdisciplinary Teams, or Data Team meeting 

minutes/notes. 
• Differentiated instruction (intervention logs, intervention data, student groupings). 
• Projects/Activities. 
• Re-teaching/reinforcement opportunities. 
• Enrichment activities. 
• Workshop model/centers/stations. 
• Student Performance data in graph format. 
• Examples of performance tasks. 
• Exit Slips. 
• Student work samples with copies of Educator feedback. 
• Anecdotal notes on student progress, school improvement, or professional growth. 
• Contributions to the school community. 
• Attendance at school and student functions. 
• Evidence of Collaboration/Co-planning/Co-teaching. 
• Interaction with students’ families/community during and outside of school. 
• Participation in school activities/clubs/committees. 
• Participation in professional development opportunities (internal and external). 
• Examples of peer feedback. 
• Examples of stakeholder feedback. 
• Participation in intervention/referral process (SAT, PPT, 504). 
• Video clips. 
• Educator websites. 
• Blog. 
• Action Research. 
• Online sites/programs.  
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Recommendations 
• Evidence collection should be an on-going process to supplement observations and 

collegial dialogue between an Educator and his/her Evaluator throughout the year. 
• The Educator should remove any identifying information from student work samples 

for student data privacy purposes. 
• Evidence should be clearly organized to indicate which of the four domains of the CCT 

the artifact represents. This may be done in a digital or hard copy format. This 
information can be discussed at the Mid-Year Conference and shared at the End-of-
Year Conference. 

 
Artifactual evidence must be brought to the End-of-Year Conference or attached to the End 
of Year Reflection Form. 
 
Collegial Conversation 
As has already been described, the Educator and Evaluator are positioned to engage in 
multiple formal conferences and conversations throughout the year (Initial Data Reviews, 
Goal Setting Conference, Mid-Year Conference, and End-of-Year Conference). Each of these 
conferences offer a rich opportunity for discussion about practice that, when well-designed, 
provides a collaborative exchange about current levels of practice, strengths and areas of 
development that are necessary, and examples of next steps that can be taken to support an 
Educator in their efforts to improve their levels of performance and practice. 
 
The above-outlined structures and practice applies to Educators across all roles and 
responsibilities (e.g., school psychologist, guidance counselors, and speech and language 
pathologists, among others) however, evidence is collected to support growth in alignment 
with District created rubrics (Appendix D). Educators in areas covered by a service delivery 
model will follow the same timelines as classroom Educators. These support specialists may 
develop growth and indicators based on his/her role in the district. 
 
Category 2: Parent Feedback (10%) 
Ten percent (10%) of an Educator’s evaluation shall be based on parent feedback. Bethany 
will use whole school parent survey data from the spring of the previous school year to 
support goal setting during the beginning of the year. Surveys used to capture student 
feedback are anonymous and demonstrate fairness, reliability, validity, and usefulness. Each 
year, new data will be collected and analyzed to support the establishment of school-wide 
goals to support improved practice. Parent feedback will be aggregated and reviewed school-
wide in the spring to determine the degree to which the school has collectively met the 
targets set at the beginning of the year. 
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The process for goal setting based on survey data will include the following steps: 
 
Step 1: The District/School Improvement Team reviews data from the survey administered 

to parents in the spring of the previous school year with staff at the beginning of the 
school year and determine a school-wide focus area and targets for the current 
school year. 

 
Step 2: Educators incorporate identified strategies into their daily practice and classroom 

routines throughout the school year. 
 
Step 3: Evaluators review progress towards school-wide goals with Educators at Mid-Year 

Conferences. 
 
Step 4: Surveys are re-administered to parents in the spring. 
 
Step 5: The District/School Improvement Team examines survey results, identify the growth 

made toward targets set, and determine the level of performance to be assigned to 
all staff as outlined in a four-point matrix. 

 
Table 3: Parent Feedback 

Below Standard 
Practice 

Developing 
Practice 

Effective 
Practice 

Exemplary 
Practice 

Level 1 Level 2 Level 3 Level 4 

Did Not Meet Goal Partially Met Goal Met Goal Exceeded Goal 

 
Each year, PDEC will seek input from faculty, parents, and students to review and refine the 
surveys, as needed (Appendix D). 
 
Category 3: Student Feedback (5%) 
Five percent (5%) of an Educator’s evaluation shall be based on student feedback that will be 
collected utilizing district-generated surveys. 
 
Similar to the Parent Feedback process, Bethany will use whole school student survey data 
from the spring of the previous school year to support goal setting during the beginning of 
the year. Surveys used to capture student feedback are anonymous and demonstrate 
fairness, reliability, validity, and usefulness. Each year, new data will be collected and 
analyzed to support the establishment of school-wide goals to support improved practice. 
Student feedback will be aggregated and reviewed school-wide in the spring to determine 
the degree to which the school has collectively met the targets set at the beginning of the 
year. 
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The process for goal setting based on survey data will include the following steps: 
 
Step 1: The District/School Improvement Team reviews data from the survey administered 

to students in the spring of the previous school year with staff and determines a 
school-wide focus area and targets for the current school year. 

 
Step 2: Educators incorporate identified strategies into their daily practice and classroom 

routines throughout the school year. 
 
Step 3: Evaluators review progress towards school-wide goals with Educators at Mid-Year 

Conferences. 
 
Step 4: Surveys are re-administered to students in spring. 
 
Step 5: The District/School Improvement Team examines survey results, identify the growth 

made toward targets set, and determine the level of performance to be assigned to 
all staff as outlined in a four-point matrix. 

 
Table 4: Student Feedback 

Below Standard 
Practice 

Developing 
Practice 

Effective 
Practice 

Exemplary 
Practice 

Level 1 Level 2 Level 3 Level 4 

Did Not Meet Goal Partially Met Goal Met Goal Exceeded Goal 

 
Each year, PDEC will seek input from faculty, parents, and students to review and refine the 
surveys, as needed (Appendix D). 
 
Category 4: Student Learning Measures (45%) 
Forty-five percent (45%) of an Educator’s evaluation shall be based on attainment of goals for 
student growth, using multiple indicators of academic growth and development to measure 
those goals. Improving student performance is the single most important job of our nation’s 
public schools. Rigorous Student Learning Objectives (SLO) and corresponding Indicators of 
Academic Growth and Development (IAGD) help Educators and administrators challenge 
students at the highest possible levels and ensure focus and targeted practice toward their 
success. 
 
The practice of setting student growth objectives places emphasis on using assessment 
results to guide instruction. Research has found that Educators who set high-quality 
objectives often realize greater improvement in student performance than those who do not. 
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Establishing quality SLO/IAGD helps: 
• Increase collegial discussions toward student growth and learning. 
• Increase Educators’ capacity to engage in the evaluation and creation of assessments. 
• Increase knowledge and understanding of curricular standards. 
• Cultivate deeper understanding of students’ academic strengths and weaknesses. 
• Design more effective instructional practice. 
• Support understanding of how to monitor and adjust instruction effectively to meet 

students’ needs. 
• Generate more intentional professional learning opportunities before, during and 

after the school year. 
 
Included in the analysis of student outcomes is a clear through line to the on-going data cycle 
and analysis completed by all Educators in Bethany. Most Educators follow a formal Data 
Team cycle that informs the progress monitoring required to support student growth. Those 
Educators who do not follow a formal Data Team cycle are still required to monitor their 
student progress, especially related to their students’ progress towards the stated SLO. 
Throughout the year, Educators will reflect during the Data Team process and complete a 
Student Outcome Reflection. This reflection will act as an IAGD in that Educators and 
Evaluators will work during each collaborative conference (i.e., Goal Setting, Mid-Year, and 
End-of-Year) to review the connections between specific Educator actions and student 
outcomes expected in the SLO. This reflection will include the primary data and information 
at the end of the year to support a more productive, relevant review of student learning. 
 
Figure 4: Procedures for Establishing and Monitoring SLO/IAGD 

 

 
 

  

Completion of Initial 
Benchmark

•Educator 
completes relevant 
benchmarks to 
assess student 
learning needs and 
focus areas.

Initial Student Data 
Review

•Educator reviews 
student data 
through Data 
Team (where 
appropriate) to 
assist in 
articulation of 
SLO/IAGD.

Articulation of 
SLO/IAGD

•Educator writes 
their SLO/IAGD 
based on 
benchmarking 
and/or initial 
student data 
review.

Collaborative Goal 
Setting Conference

•Evaluator and 
Educator meet to 
determine final 
SLO and IAGD.

End-of-Year Review of Student 
Outcome Reflection from Data 
Teams

• Evaluator and Educator 
review student performance 
across the year and analyze 
specific Educator actions that 
supported student growth.

Mid-Year Review of Student 
Outcome Reflection from Data 
Teams

• Evaluator and Educator 
review student performance 
up through the Mid-Year 
across and analyze specific 
Educator actions that 
supported student growth.

Remaining Data Team Cycle to 
support Progress Monitoring

• Educators participate in the 
Data Team cycle, progress 
monitoring and completing 
the Student Outcome 
Reflection based on Steps 4, 5 
& 6 of the Data Team cycle.
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Completion of Initial Benchmark and Initial Student Data Review 
At the beginning of the year, the Educator (where applicable) will administer all relevant 
benchmarks to support the initial review of student data. This analysis will allow the Educator 
to establish SLO/IAGD that directly align to the needs of his/her students. 
 
Collaborative Goal Setting Conference (By October 30) 
Each Educator, through a mutual agreement with his/her Evaluator, will select one to two 
goals for student growth. The final decision on the number of goals selected will take into 
account the role and responsibilities of the Educator, and the Educator’s experience and 
history of performance. Time will be allotted before the conference to review student data 
to inform Educator goals. In order to ensure no SLO/IAGD is determined by a single, isolated 
test score, but instead determined through the comparison of data across assessments and 
administered over time, Bethany Public Schools has designed the following structure: 
 
For each goal, the Educator, through mutual agreement with his/her Evaluator, will select at 
least three, but not more than five Indicators of Academic Growth and Development (IAGD) 
to include both standardized and non-standardized measures. 
 
Each SLO/IAGD will: 

• Take into account the academic track record and overall needs and strengths of the 
students, using baseline data when available. 

• Address the most important purposes of an Educator’s assignment. 
• Be aligned with school, district, or state student achievement objectives. 
• Include a set of articulated action steps to meet each SLO. Action steps should reflect 

practice related to each domain within the CCT. 
• One half (22.5%) of the IAGD shall not be determined by a single isolated test score. 

 
At least one IAGD for any SLO must be based on, when available, a standardized measure. 
Criteria for standardized measures include: 

• Administered and scored in a consistent manner. 
• Aligned to a set of academic standards. 
• Broadly administered (regional or national). 
• Administered between one and three times a year. 

 
At least one IAGD will be based on a non-standardized measure. 
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Possible assessments in Bethany include but are not limited to: 
• Curriculum-Based/Non-Standardized Assessments - Examples include Phonological 

Awareness Test, Phonics Core Survey, Fundations End of Unit Assessments, Progress 
Monitoring, Spelling Inventory and Fountas and Pinnell. 

• Standardized Assessments - Examples include iReady, Smarter Balanced. 
• Math Assessments - Examples include District End-of-Year Assessment, iReady, and 

End-of- Unit Assessments, Math Expressions Quizzes and Exit Slips. 
• Writing Assessments - Examples include Writing Samples with Rubrics. 

 
Within the process, the following are descriptions of selecting indicators of academic growth 
and development: 

• Fair to students - The indicator of academic growth and development is used in such 
a way as to provide students an opportunity to show that they have met or are making 
progress in meeting the learning objective. The use of the indicator of academic 
growth and development is as free as possible from bias and stereotype. 

• Fair to Educators - The use of an indicator of academic growth and development is fair 
when an Educator has the professional resources and opportunity to show that 
his/her students have made growth and when the indicator is appropriate to the 
Educator’s content, assignment, and class composition. 

• Reliable - Use of the indicator is consistent among those using the indicators and over 
time. 

• Valid - The indicator measures what it is intended to measure. 
• Useful - The indicator may be used to provide the Educator with meaningful feedback 

about student knowledge, skills, perspective, and classroom experience that may be 
used to enhance student learning and provide opportunities for Educator professional 
growth and development. 

 
Data Team Cycle and Progress Monitoring 
Bethany Public Schools engages in professional learning focused on the implementation of 
Data Teams at all grade levels. Additional structures are being considered to support special 
area and support service Educators in on-going collaborative analysis of SLO/IADGs. The 
Data-Driven Decision-Making process (see Appendix F) used during data teams is the 
backbone to the on-going development of the Student Outcome Reflection. At the end of 
each data cycle, and as a result of his/her participation in the data team process, the Educator 
will have had a chance to reflect on his/her specific impact on the progress being identified 
through the Data Team. 

  



 
 
 

23 | P a g e  

Student Outcome Reflection 
The focus of the Student Outcome Reflection is on refining our understanding of Educator 
impact on student performance through a routine, consistent, rigorous, and targeted analysis 
of student achievement in our classrooms. The Data Team cycle is the platform for our review 
of our students’ progress. During Data Team meetings, Educators will document what they 
have learned about teaching and learning in their classroom as it relates to their SLO 
performance. Three core components make up the Student Outcome Reflection: High-Effect 
Instructional Strategies, Effectiveness of Instructional Practice, and Student Outcomes. A 
Student Outcome Reflection needs to accompany at least one SLO as an IAGD. 
 
Component #1: High-Effect Instructional Strategies (Related to PLG) 
During each instructional cycle, and based on the data team 
analysis that allows us to monitor our students’ progress, 
Educators will discuss the instructional strategies they have 
employed that have directly led to student achievement. This is 
considered Step 4 in the Bethany Data Team process. To support 
alignment and shared understanding of these instructional 
strategies, resources have been provided in the following forms: 

• Marzano’s Instructional Strategies 
• High Effect Indicators 
• Unwrapped Standards from Wiki-teacher - K-12 ELA and Math 
• Hattie Instructional Strategies 

 
Component #2: Effectiveness of Instructional Practice 

Each Data Team meeting also offers an 
opportunity for an Educator to self-assess 
on their own practice and its impact on 
student achievement. This is considered 
Step 5 of the Bethany Data Team process. 
 

Component #3:  Student Outcomes (Brief Explanation of the Component) 
As a result of the Data Team cycle, the Educator should 
have a direct understanding of whether or not they 
have met the cycle goals and have determined next 
steps. This is where the Educator has the opportunity 
to make the final powerful link between their actions 
and the outcomes within the cycle, thereby, directly 
monitoring the progress of students towards the 
overall goals. 

  

The Educator provides a 
reflective response to: 

 
As a PLC, what did I 

commit to in this cycle? 

The Educator provides a reflective response to: 
 

What did I find worked in this cycle? 
What did I find was not working in this cycle? 

What adjustments did I make? 

The Educator provides a reflective 
response to: 

 

Was the goal met? 
If so, why? If not, why not? 

What action will I take for my students 
who still struggle? 

https://drive.google.com/file/d/0BxUa3O-eXBknR2o2bmtUQWtmbk0/view?usp=sharing
https://drive.google.com/file/d/0BxUa3O-eXBknR2o2bmtUQWtmbk0/view?usp=sharing
http://visible-learning.org/hattie-ranking-influences-effect-sizes-learning-achievement/
http://visible-learning.org/hattie-ranking-influences-effect-sizes-learning-achievement/
http://www.wiki-teacher.com/index.php
https://visible-learning.org/glossary/
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Reflection Review 
During each opportunity for review between the Evaluator and Educator (i.e., Collaborative 
Goal Setting Conference, Mid-Year Conference, End-of-Year Conference), the Student 
Outcome Reflection is measured against the following four elements to support the overall 
measurement of the SLO: 

• The level of reflective practice (connections to CCT D4). 
• Connections between practice and targeted strategy(ies) (connections to CCT D1 and 

CCT D3). 
• The level of monitoring and adjusting (connections to CCT D2 and CCT D3). 
• The level of new professional learning identified (connections to CCT D2 and CCT D4). 

 
The Evaluator and the Educator can leverage the answers to the reflective questions for each 
component (High-Effect Instructional Strategies, Effectiveness of Instructional Practice, and 
Student Outcomes) in order to collaboratively monitor progress towards the end-of-year 
objectives. To support this analysis, an assessment rubric has been established for each of 
the elements to be measured. 
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Table 5: Student Outcome Reflection Rubric 

Student Outcome 
Reflection Elements 

Below Standard 
Practice 

Developing 
Practice 

Effective 
Practice 

Exemplary 
Practice 

Level 1 Level 2 Level 3 Level 4 

Did Not Meet Goal Partially Met Goal Met Goal Exceeded Goal 

Reflective Practice 
 

Evidence of reflective 
practice connecting 

leadership practice to 
Educator practice and 

student outcomes. 
 

Suggested: 50% 

Reflective practice 
in relation to 
student 
performance and/or 
Educator practice is 
not evident and, 
therefore, there is 
limited connection 
between Educator 
practice and 
student 
performance. 

Reflective practice 
in relation to 
student 
performance and/or 
Educator practice is 
evident but there 
remain limited 
connections made 
between practice 
and student 
outcomes. 

Reflective practice 
in relation to 
student 
performance and 
Educator practice is 
clearly made, areas 
for improvement 
have been identified 
and action to 
improve 
professional 
practice is outlined. 

Uses ongoing 
reflection to initiate 
professional 
dialogue with 
colleagues to 
improve individual 
and collective 
practices based on 
student 
performance data. 

Effective Monitoring 
and Proper 

Adjustments 
 

Evidence of effective 
monitoring and proper 

adjustments 
 

Suggested: 30% 

Has not 
demonstrated how 
he/she monitored 
individual Educator 
practice based on 
student data. 

Demonstrates how 
he/she monitors 
and makes efforts 
to improve Educator 
individual practice 
based on student 
data. 

Demonstrates how 
he/she monitors 
and makes 
adjustments that 
improve Educator 
individual practice 
based on student 
data. 

Makes adjustments 
that improve 
individual Educator 
practice based on 
student data and 
supports collective 
efficacy of others. 

Evidence of New 
Learning 

 
Evidence of new 

learning for 
administrator 

 
Suggested: 20% 

Has not provided 
evidence of new 
learning to support 
the impact on 
student 
performance and/or 
Educator practice. 

Demonstrates 
evidence of new 
learning but still 
does not connect to 
the impact on 
student 
performance and/or 
Educator practice. 

Demonstrates 
evidence of new 
learning that 
directly connects to 
the impact on 
student 
performance and/or 
Educator practice. 

Uses new learning 
to promote and 
support the 
collective impact on 
student 
performance and/or 
Educator practice. 
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Mid-Year Check-In Conference (By February 28) 
Evaluators and Educators will review progress toward the goals/objectives at least once 
during the school year, which is to be considered the midpoint of the school year, using 
available information, such as agreed-upon indicators. Both the Educator and the Evaluator 
will provide some evidence at the Mid-Year Conference: 

• Examples of Educators’ evidence could be student work, samples of rubrics, plans, 
assessment questions, and pre- and post-assessment data. 

• Examples of Evaluator evidence can include observation notes/forms. 
 
This review may result in revisions to the strategies or the approach being used and/or 
Educators and Evaluators may mutually agree on a mid-year adjustment of student learning 
goals to accommodate changes (e.g., student populations, assignment). 
 
End-of-Year Summative Review Conference (By June 12) 
The Educator shall collect evidence of student progress toward meeting the student learning 
goals/objectives. This evidence will be produced by using the multiple indicators selected to 
align with each student learning objective. The evidence will be submitted to the Evaluator, 
and the Educator and Evaluator will discuss the extent to which the students met the learning 
goals/objectives. Evidence for the End-of-Year Conference includes the following: 

• End-of-Year Self-Reflection Form. 
• End-of-Year Student Performance Data (Data Teams). 
• Artifacts from Educator and Evaluator. 
• Proposed needs for the following year (material support, building support, 

professional development). 
 
Following the conference, the Evaluator will rate the extent of Educator progress toward 
meeting the student learning goals/objectives, based on criteria for four levels of 
performance. Final student outcomes data from the Data Team will be used to measure the 
attainment of the stated IAGD (see Table 5). 
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Table 5: SLO/IAGD Goal Attainment 

 
An example SLO and IAGD are provided in Table 6. This example reflects the basic elements 
of the SLO/IAGD, however, Educators and Evaluators should refer to the Form for all 
necessary information. 
 

  

Below Standard 
Practice 

Developing 
Practice 

Effective 
Practice 

Exemplary 
Practice 

Level 1 Level 2 Level 3 Level 4 

Did Not Meet Goal Partially Met Goal Met Goal Exceeded Goal 

Less than 60% of the 
students in the IAGD 
met or exceeded the 

goal. 

60-69% of the students 
in the IAGD met or 
exceeded the goal. 

70-89% of the students 
in the IAGD met or 
exceeded the goal. 

At least 90% of the 
students in the IAGD 
met or exceeded the 

goal. 
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Table 6: Bethany SLO and IAGD - EXAMPLE 
Sample SLO and IAGD 

Pre-Analysis Statement 
After reviewing the Phonological Awareness Test as well as the Phonics Core Survey Parts A-E, I determined 
that I had one student who already demonstrated mastery of these skills (scored above 80%), four students 
who demonstrated some understanding of these skills (scored between 50% and 79%) and five students who 
demonstrated minimal understanding of these skills (all scored below 50% on Phonics Core Survey or 
Phonological Awareness Test). 

Student Learning Objective #1 (22.5%) 
Students will show growth in grade level phonics skills. 

Based on this data, I have decided to set the following growth targets for my students: 

IAGD #1: (5.6%) 
My one student who has mastered the end-of-year Kindergarten benchmarks (10% of students) will 
demonstrate mastery of the following First Grade skills: read words with consonant blends and short vowels as 
well as words with digraphs, ‘tch’ trigraph and short vowels as evidenced by their performance on the Phonics 
Core Survey (F and G). 

IAGD #2: (5.6%) 
My four students who have some understanding of phonological awareness and phonics skills, as well as three 
of my students who demonstrated minimal understanding (70% of students), will demonstrate mastery of the 
end-of-year Kindergarten benchmarks as evidenced by their performance on the Phonological Awareness Test 
as well as the Phonics Core Survey (A-E). 

IAGD #3: (5.6%) 
My two students who have demonstrated minimal understanding of phonological awareness and phonics skills 
(20% of students) will demonstrate mastery of phonological awareness skills as evidenced by their performance 
on the Phonological Awareness Test as well demonstrate mastery of letter and sound identification as 
evidenced by their performance on their Phonics Core Survey (A-D). 

IAGD #4: (5.6%) 
All students will show continuous progress in conjunction with stated IAGD as evidenced by teacher reflection 
in the Student Outcome Reflection. 

Action Plan: (An Action Plan describes the methods/instructional strategies to achieve IAGD and meet SLO.) 

1. Use the data team process to monitor student outcomes. 

2. Match effective instructional strategies to student needs (i.e., differentiated small group instruction, 
explicit and targeted skill instruction, goal setting and student feedback). 

3. Consult with Literacy Coach and/or Reading Consultant on an ongoing basis. 

 
Percentages reported above in the sample SLO, reflect the selection of two SLO even though 
only one is provided in the example. If one SLO is selected the value will equal 45%. 
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C. Aggregate and Summative Scoring 

An Educator’s summative rating will include a combination of the performance ratings 
associated with the four categories of the evaluation model. Evidence relative to an 
Educator’s Performance and Practice will be combined with scores related to an Educator’s 
efforts associated with Parent Feedback goals to determine an overall Practice Rating. 
Performance relative to Student Learning Measures (designed at the beginning of the year 
through SLO) will be combined with Student Feedback Scores to determine an overall 
Outcomes Rating. The Practice Rating and the Outcomes Rating will be combined to give a 
Summative Rating. 
 
Determining Summative Rating 
Step 1: Calculate Educator performance level score on the CCT Rubric. 
 
Table 7: CCT Rubric Performance and Practice Scoring 

Domain Score Weighting 
Points 

(Score x Weighting) 

1. Classroom Environment  25%  

2. Planning for Active Learning  25%  

3. Instruction for Active Learning  40%  

4. Professional Responsibilities  10%  

Total Score  
 
Table 8: CCT Rubric Performance and Practice Scoring - EXAMPLE 

Domain Score Weighting 
Points 

(Score x Weighting) 

1. Classroom Environment 2 25% 0.5 

2. Planning for Active Learning 3 25% 0.75 

3. Instruction for Active Learning 3 40% 1.2 

4. Professional Responsibilities 3 10% 0.3 

Total Score 2.75 
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Step 2: Determine Final Practice Rating 
 
Table 9: Calculating the Practice Rating 

Components Score Weighting 
Points 

(Score x Weighting) 
Educator Performance, Practice, and 
Professional Growth Standards Score  40  

Parent Feedback  10  

Total Score  
 
Table 10: Calculating the Practice Rating – EXAMPLE 

Components Score Weighting 
Points 

(Score x Weighting) 
Educator Performance, Practice, and 
Professional Growth Standards Score 2.75 40 110 

Parent Feedback 2 10 20 

Total Score 130 

Rating Scale Level 3 Effective 
 
Step 3: Determine the Performance Level for the Practice Rating by using the rating table 

below. 
 
Table 11: Practice Rating Table 

Point Range Performance Level Rating 
175-200 Level 4 (Exemplary) 

127-174 Level 3 (Effective) 

81-126 Level 2 (Developing) 

50-80 Level 1 (Below Standard) 

Final Educator Performance and Practice  
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Step 4: Determine the final Outcomes Rating. 
 
Table 12: Calculating the Outcomes Rating 

Component Score Weighting 
Points 

(Score x Weighting) 

Student growth and development (SLO)  45  

Student Feedback  5  

Total Score  
 
Table 13: Calculating the Outcomes Rating – EXAMPLE 

Component Score Weighting 
Points 

(Score x Weighting) 

Student growth and development (SLO) 3 45 135 

Student Feedback 3 5 15 

Total Score 150 

Rating Scale Level 3 Effective 
 
Step 5: Determine the Performance Level for the Outcomes Rating by using the rating table 

below. 
 
Table 14: Outcomes Rating Table 

Point Range Performance Level Rating 
175-200 Level 4 (Exemplary) 

127-174 Level 3 (Effective) 

81-126 Level 2 (Developing) 

50-80 Level 1 (Below Standard) 

Final Educator Performance and Practice  
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Step 6: Using the Summative Performance Rating Matrix in Table 15 below, determine the 

final performance rating for an Educator based on his/her combined scores. To use 
the table, identify the Educator’s rating for each category and follow the respective 
column and row to the center of the table. The point of intersection indicates the 
Summative Rating. Note: The Matrix below uses the state performance level 
language as outlined in the PEAC Guidelines. 

 
Table 15: Summative Performance Rating Matrix 

Summative Performance Rating Matrix 
 Practice Rating 

O
ut

co
m

es
 R

at
in

g 

 
Exemplary 

(175-200 points) 

Effective 

(127-174 points) 

Developing 

(81-126 points) 

Below Standard 

(50-80 points) 

Exemplary 

(175-200 points) 

Exemplary 

(175-200 points) 

Exemplary 

(175-200 points) 

Effective 

(127-174 points) 

Gather Further 
Information 

Effective 

(127-174 points) 

Exemplary 

(175-200 points) 

Effective 

(127-174 points) 

Effective 

(127-174 points) 

Developing 

(81-126 points) 

Developing 

(81-126 points) 

Effective 

(127-174 points) 

Effective 

(127-174 points) 

Developing 

(81-126 points) 

Developing 

(81-126 points) 

Below Standard 

(50-80 points) 
Gather Further 

Information 

Developing 

(81-126 points) 

Developing 

(81-126 points) 

Below Standard 

(50-80 points) 

 
Data Management System 
TalentEd Perform Feedback System is the district’s web-based performance management 
software. All forms associated with the Bethany Professional Educator Growth and Evaluation 
Plan will be accessed electronically by Educators and Evaluators via the district’s website 
under Employee Resources. 
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III. Orientation to the Educator Evaluation Process 

The district will present an overview of the Plan as part of convocation on the first day of the 
school year. Throughout the school year, some faculty meeting time will be devoted to 
components of the plan’s process and procedures. Annual orientations will occur no later 
than October 30. Overview of the Plan will be part of each new Educator orientation and 
ongoing support program offered by the district. 
 
Evaluator Norming/Calibration Training 
Annually, Evaluators will engage in professional learning opportunities, including online 
options and collaborative sessions that will develop their skills in effective observation, 
providing meaningful and useful feedback, and engage in productive professional 
conversations with Educators. BPSD will regularly provide opportunities for Evaluators to 
demonstrate calibration and proficiency through professional development. 
 

IV. Developing and Supporting Educators through Professional Learning 

The goal of professional learning opportunities in Bethany is to support reflective practice. In 
Bethany, all Educators must be models of ongoing learning. As a result, Bethany believes that 
professional learning that improves the learning of all students: 

• Organizes adults into professional learning communities whose goals are aligned with 
school and district strategic plans and provides Educators with the knowledge and 
skills to collaborate. 

• Requires skillful school and district leaders who guide continuous instructional 
improvement. 

• Requires resources such as survey data, evaluation data, etc. to support Educator 
learning and collaboration. 

• Uses disaggregated student data to determine adult learning priorities, monitor 
progress and help sustain continuous improvement data. 

• Prepares Educators to apply research to decision making, uses learning strategies 
appropriate to the intended goal and applies knowledge about human learning and 
change. 

• Prepares Educators to understand and appreciate all students, create safe, orderly 
and supportive learning environments, and hold high expectations for their academic 
achievement. 

• Deepens Educators’ content knowledge, provides them with research-based 
instructional strategies to assist students in meeting rigorous academic standards and 
prepares them to use various types of classroom assessments appropriately. 

• Provides Educators with knowledge and skills to involve families and other 
stakeholders appropriately. 
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Prior to the beginning of the school year, the PDEC will meet to organize a formal plan for 
professional learning to be instituted for all staff during the school year. Data from the 
previous year will be considered alongside strategic initiatives to determine the needs for all 
professionals. Planning will determine the professional learning needs and the corresponding 
venues for: 

• Professional learning for which all staff will participate. 
• Sub-group needs and corresponding professional learning. 
• Targeted training required to support individuals. 

 
Resources will then be determined to support all three tiers of professional learning in 
alignment with the BPSD Annual Budget. 
 
Career Development and Professional Growth 

The Bethany Public School District will provide opportunities for Educator career 
development and professional growth based on the results of the evaluation. Educators with 
an evaluation of Effective or Exemplary will be able to participate in opportunities to further 
their professional growth, including attending state and national conferences and other 
professional learning opportunities. 
 
Educators rated Exemplary, the following career development and professional growth 
opportunities would be available: observation of peers; mentoring/coaching to early career 
Educators or Educators new to Bethany, participating in development of administrator 
improvement and remediation plans for peers whose performance is developing or below 
standard; leading professional learning communities for their peers; and, targeted 
professional development based on areas of need. 
 
Evaluation – Informed Professional Learning 

Bethany Public Schools has established a system upon which its highest performing 
Educators (those Educators who consistently demonstrate Exemplary Summative Ratings) 
are provided opportunities for professional learning that replaces the standard protocols for 
professional learning outlined in the Bethany Public Schools Professional Educator Growth 
and Evaluation Plan. Through their professional growth planning, Educators can control their 
own professional development after receiving feedback and guidance from their direct 
Evaluator. 
 
Professional growth options include, but are not limited to the following: 

• Peer Coaching – The Peer Coaching option includes the participation of two or more 
Educators to practice peer support through a collegial approach to the observation 
and review of learning situations in the classroom. This option requires participation 
in a training component designed to assist in observation, feedback, and 
communications techniques. 
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• Independent Project – This option allows for the Educator to enrich his/her 
knowledge of instructional practices or related areas through an examination of 
professional literature, participation in professional organizations, participation in 
action research, attendance at seminars, workshops or related professional activities. 

• Reflection – This option allows Educators the opportunity to develop a reflection that 
focuses on a portion of one of the following. 

o Bethany Public Schools Teaching and Learning Framework. 
o Connecticut’s Common Core of Teaching. 
o Connecticut Common Core State Standards. 

• Other – Educators are encouraged to creatively explore and design options which 
improve effectiveness, encourage professional growth and positively impact student 
learning. Creative options are developed in collaboration with the Evaluator and 
other district colleagues. 

 
V. Effectiveness and Ineffectiveness of Summative Ratings 

An Effective Educator is one who obtains and maintains a final summative rating of three or 
above. A novice educator shall generally be deemed effective if said educator receives at least 
two sequential proficient ratings, one of which must be earned in the fourth year of a novice 
educator’s career. An educator receiving a summative rating of one or two will enter the 
Educator Assistance Process (EAP). Failing to successfully complete the EAP will result in an 
educator being defined as ineffective according to state guidelines. 
 

VI. Educator Assistance Process 

BPSD expects that Educators will demonstrate “Effective Practice” or higher. In the event that 
an Educator establishes a pattern of “Developing” or “Below Standard” Practice, the Educator 
will receive focused supervision, support, and development. The Assistance Plan Process 
should be collaborative and include the Educator, the Evaluator and other staff directly 
involved with the support process. The purpose of this Assistance Plan is to provide the 
Educator with the opportunity and the assistance to improve practice and performance. 
 
A Structured Educator Assistance Plan: 

• clearly identifies the area(s) of concern; 
• clearly expresses the Evaluator’s expectations for improved performance; 
• outlines a plan for improvement which identifies appropriate resources and helps to 

assist the Educator to improve practice and performance; 
• provides a monitoring system which includes a specific minimum number of 

observations and conferences; 
• provides a reasonable and specific time period in which improvement will be made 

and a review completed.  



 
 
 

36 | P a g e  

Tenured Educators 
1. If rated a 1 (Below Standard) at the Summative Conference, Tenured Educators will 

be deemed Ineffective and placed on the Intensive Support Plan for the following 
school year and 

• if the Tenured Educator has not progressed from the 1 rating after that year 
they will remain on Intensive Support for a second year. If at the end of the 
second year the Educator is still rated a 1 they may be recommended for 
termination. If they are rated a 2 they have one year to advance to a rating of 
3. 

• if that Educator has shown growth to be rated a 3 or 4 at the end of the first 
year of Intensive Support they will be moved off the Educator Assistance Plan. 

 
2. If rated a 2 at the Summative Conference, Tenured Educators will be deemed 

Ineffective and placed on the Structured Support Plan for the following year and 
• if the Tenured Educator remains at a 2 after the Structured Support year that 

Educator will be moved to the Intensive Support Plan for the following year. 
After the year on Intensive Support that Educator must show growth to level 
3 or 4 or they may be recommended for termination. 

• if the Tenured Educator has shown growth to a rating of 3 or 4 after the 
Structured Support year they will be moved off the Educator Assistance Plan. 

• if the Tenured Educator is rated 1 at the end of the Structured Support year 
that Educator will be placed on intensive support to demonstrate growth. If 
growth is less than a level 3 by the end of the year the Educator may be 
recommended for termination. 

 
Non-Tenured Educators 

1. Non-Tenured Educators must meet a rating of 3 or 4 for at least two years (one of 
those being the year of tenure recommendation) in order to be recommended for 
tenure. 

2. Non-Tenured Educators that are rated 2 at the Summative Conference will be placed 
on the Structured Support Plan for the following year. 

3. Non-Tenured Educators rated a 1 at any time may be placed on the Intensive Support 
Plan or may be recommended for termination. 
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4. At the end of the period specified in the Assistance Plan, the Evaluator will provide 
the Educator with a formal written assessment, which contains: 

• a record of the support which has been provided; 
• a record of the observations/data and/or conferences conducted held to 

monitor performance; 
• an assessment of performance in the area(s) of concern or deficiency as of the 

date of the report; 
• a statement about areas of concern or deficiency that have been resolved. 

5. If the final Summative Rating is a 1 or 2, a recommendation for further administrative 
action which, depending upon the seriousness of the concerns or deficiencies shall 
include, as appropriate, one of the following: 

• an extension of the terms and limits of the Assistance Plan; 
• revision of the Assistance Plan to include other suggestions for improvement 

and additional help and an extension of the time limits; 
• Educator moves from Structured to Intensive Support; or 
• other administrative actions up to and including recommendation for 

termination of employment. 
6. If the final Summative Rating is a 3 or 4 the Educator will be removed from the 

Assistance Plan. 
• A copy of any written report will be given to the Educator, one will be kept by 

the Evaluator and one will be forwarded to Central Office for inclusion in the 
personnel file. The Educator has the right to review the written report before 
it is filed and may submit written comments to be filed alongside the Form. 
The Educator may have bargaining unit representation at all conferences if 
desired and requested. The Superintendent may assign other Evaluators to 
assist in this process. 

 
Structured Support Plan 
Purpose: To provide assistance to an Educator. 
Participant: An Educator who has been rated Developing. 
Process: 

1. Evaluator and Educator meet to define specific areas for improvement. Reasons are 
provided in writing on the Assistance Plan referral and Action Plan Forms. 

2. Educator may select a tenured Peer Educator in good standing to assist with following 
the plan. 
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3. Evaluator and Educator develop a plan using the Structured Support Plan Form which, 
if followed, will probably lead to improvement in areas identified. The plan must 
include specific areas of improvement, the support assistance that the school system 
will provide the level of improvement required and method of assessment. The plan 
will be reviewed with the Peer Educator, if applicable, and opportunity will be given 
for input. 

4. The Educator, Evaluator, and any Peer Educator or requested advocates will have a 
progress monitoring meeting a minimum of once within sixty days of the initial 
meeting and a minimum of once within sixty days of the Mid-Year Check-In. 

5. The Evaluator, Educator and Peer Educator, if applicable, will review progress at the 
Mid-Year Conference. 

6. If an Educator successfully completes the Structured Support Plan it will be 
documented on the Structured Support Follow Up Form at either the Mid-Year or End-
of-Year conference. 

7. If concerns are not resolved, a participant has the right to appeal their concerns 
through the Dispute Resolution Process. 

8. The Peer Educator may be present at any meetings at the Educator’s request. 
9. Evidence regarding progress on the Assistance Plan will be collected by the Educator 

and the Evaluator. 
 
The Structured Support plan consists of: 

• Three Announced Classroom Observations during the year. 
• Three Unannounced Classroom Observations during the year. 

 
Intensive Support Plan 
Purpose: To provide intensive assistance and support to an Educator. 
Participant: An Educator who has been rated Ineffective. 
Process: 

1. Evaluator and Educator meet to define specific areas for improvement within the 
same timeframe as the initial Goal Setting Conference for all Educators. Reasons are 
provided in writing on the Intensive Support Plan Form. 

2. The Educator and Evaluator will select a tenured Peer Educator in good standing 
(rated 3 or 4) to assist with following the plan. 

3. Evaluator and Peer Educator develop an Intensive Support Plan which, if followed, will 
probably lead to improvement in areas identified. The plan must include specific areas 
of improvement, the support assistance that the school system will provide, the level 
of improvement required and method of assessment. The plan will be reviewed with 
the Peer Educator and opportunity will be given for input by the Peer Educator. 

4. The Educator, Evaluator, Peer Educator and any requested advocates per the plan will 
meet every thirty days for ongoing progress monitoring of the intensive support plans 
effectiveness. 

5. The Evaluator, Educator and Peer Educator will review progress at the Mid-Year 
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Conference. 
6. If an Educator successfully completes the Intensive Support Plan, it will be 

documented on the Intensive Support Follow Up Form at the End-of-Year Conference. 
7. If concerns are not resolved, a participant has the right to appeal their concerns 

through the Dispute Resolution Process. 
8. The selected Peer Educator should be present at all meetings with the Educator and 

Evaluator. 
9. Evidence regarding progress on the plan will be collected by the Educator and the 

Evaluator. 
 
The Intensive Support Plan consists of a minimum of: 

• Three Announced Classroom Observations during the year. 
• Three Unannounced Classroom Observations during the year. 

 
The Educator on intensive review may also request a third-party validator to observe and 
review evidence. The Educator shall be given release time with their Peer Educator to plan 
and implement strategies for improvement. The Educator shall be provided targeted 
professional development in accordance with the plan. The identified Peer Educator shall be 
present during all meetings with the Evaluator. An Educator may appeal for a change in a Peer 
Educator if a conflict arises. 
 
Dispute Resolution Process 
It is hoped that conflicts can be avoided through thoughtful planning, open communication, 
and calibrated training. On occasion, however, conflicts may arise. In that event, the right of 
appeal is inherent in the evaluation process and is available to every participant at any point 
in the process. The appeal procedure is designed to facilitate the resolution of disputes 
generated by the evaluation process, such as where an Evaluator and Educator cannot agree 
on objectives/goals, the evaluation period, feedback on performance and practice, or final 
Summative Rating. The success of the Educator evaluation process is based upon cooperation 
and mutual respect of both the Educator and Evaluator. Resolutions must be topic specific 
and timely. 
 
A panel composed of the Superintendent, teacher union president, and a neutral third party 
shall resolve disputes where the Evaluator and Educator cannot agree on objectives/goals, 
the evaluation period, feedback on performance and practice, or final Summative Rating. The 
district may choose alternatives such as a district panel of equal management and union 
members, the district professional development committee, or a pre-approved outside 
expert so long as the Superintendent and teacher union president agrees to such alternative 
at the start of the school year. Should the process established not result in resolution of a 
given issue, the determination regarding that issue will be made by the Superintendent.  
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VII. Appendix 






















































































































































































































































































































	FINAL-Bethany Teachers Eval Plan 2018-2019
	FINAL-Bethany Teachers Eval Plan 2018-2019
	Table of Contents
	Acknowledgments
	Board of Education
	James Bruni
	Administration
	Bethany Professional Development and Evaluation Committee
	Mission, Beliefs, Commitments, and Core Values
	Mission Statement
	We believe that …
	We are committed to …
	Our Beliefs and Commitments
	Figure 1: Evaluation Process Timeline
	Figure 2. Connecticut Common Core of Teaching Rubric for Effective Teaching 2014
	Figure 3: Categories of Performance Evaluation
	Category 1: Educator Performance and Practice (40%)
	Figure 1: Evaluation Process Timeline
	Educator Self-Assessment
	Student Data Review and Collaborative Goal Setting
	Table 1: Evaluation Cycle for Non-Tenured Educators
	*Forms will be revised periodically to reflect revisions approved by the Bethany Professional Development and Evaluation Committee.
	Table 2: Evaluation Cycle for Tenured Educators
	*Forms will be revised periodically to reflect revisions approved by the Bethany Professional Development and Evaluation Committee.
	Three Modalities to Review Performance and Practice
	Figure 4: Three Modalities to Review Performance and Practice
	Observations
	Artifact Review
	Recommendations
	Collegial Conversation
	Category 2: Parent Feedback (10%)
	Table 3: Parent Feedback
	Category 3: Student Feedback (5%)
	Table 4: Student Feedback
	Category 4: Student Learning Measures (45%)
	Figure 4: Procedures for Establishing and Monitoring SLO/IAGD
	Completion of Initial Benchmark and Initial Student Data Review
	Collaborative Goal Setting Conference (By October 30)
	Data Team Cycle and Progress Monitoring
	Student Outcome Reflection
	Component #1: High-Effect Instructional Strategies (Related to PLG)
	 Marzano’s Instructional Strategies
	 High Effect Indicators
	Component #2: Effectiveness of Instructional Practice
	Component #3:  Student Outcomes (Brief Explanation of the Component)
	Reflection Review
	Table 5: Student Outcome Reflection Rubric
	Mid-Year Check-In Conference (By February 28)
	End-of-Year Summative Review Conference (By June 12)
	Table 5: SLO/IAGD Goal Attainment
	Table 6: Bethany SLO and IAGD - EXAMPLE
	Determining Summative Rating
	Table 7: CCT Rubric Performance and Practice Scoring
	Table 8: CCT Rubric Performance and Practice Scoring - EXAMPLE
	Step 2: Determine Final Practice Rating
	Table 9: Calculating the Practice Rating
	Table 10: Calculating the Practice Rating – EXAMPLE
	Table 11: Practice Rating Table
	Table 12: Calculating the Outcomes Rating
	Table 13: Calculating the Outcomes Rating – EXAMPLE
	Table 14: Outcomes Rating Table
	Table 15: Summative Performance Rating Matrix
	Data Management System
	Evaluator Norming/Calibration Training
	Tenured Educators
	Non‐Tenured Educators
	Structured Support Plan
	Intensive Support Plan
	Dispute Resolution Process

	FINAL-2018-2019 Appendix Documents

	FINAL-Admin Eval 2018-2019

