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Brown County Schools
Evaluation and Compensation Plan
School Year 2021-2022

TAP SYSTEM OVERVIEW
(from the TAP Evaluation & Compensation Guide)

The System for Teacher and Student Advancement (TAP) was launched by the Milken
Family Foundation in 1999 and is now operated by the National Institute for Excellence in
Teaching (NIET). The goal of TAP is improved teacher professional practice resulting in
improved student achievement. TAP is designed to elevate the teaching profession
through the implementation of four interrelated elements:

@ Multiple Career Paths: TAP allows teachers to pursue a variety of positions

throughout their careers — career, mentor, and master teacher — depending upon
their interests, abilities and accomplishments.

Ongoing Applied Professional Growth: TAP restructures the school schedule to
provide time for TAP teachers to participate in weekly cluster group meetings. Led
by master and mentor teachers, cluster group meetings allow teachers to examine
student data together, engage in collaborative planning and learn instructional
strategies that have proven successful in their schools.

Instructionally Focused Accountability: TAP teachers are observed in
classroom instruction several times a year by multiple trained observers,
including principals and master and mentor teachers, using research- based
rubrics for several dimensions of instructional quality. Evaluators are trained and
certified on these rubrics, and leadership teams monitor the reliability and
consistency of evaluations in their schools.

Performance-Based Compensation: TAP’s Performance-Based Compensation
model provides differentiated options for educators to earn additional
compensation each year.



EVALUATION AND COMPENSATION COMMITTEE

Brown County School district administration, in collaboration with our local Brown
County Educators Association (BCEA), will review this plan annually. A copy of the plan
will be emailed to all Brown County Schools certified employees prior to the start of the
evaluation process. The plan can also be found on the corporation website.

TEACHER PERFORMANCE EVALUATION PROCESS

Performance Based Standards

Each teacher earns a score based on his or her performance as compared to the standards
that are set.

Standards are set for the following criteria:

1. Skills, Knowledge and Responsibilities (SKR)

2. Classroom achievement gains

3. School-wide achievement gains

The above criteria are measured by using the following:
1. Classroom observations

2. Classroom-level value-added assessment

3. School-wide value-added assessment

Qualified evaluators assess these standards for decision-making related to:
I. Annual evaluation processes according to law

2. Qualification for career path movement

3. The determination of performance awards

Qualified Evaluators
@ Principals, master teachers, mentor teachers and district personnel are eligible to
serve as qualified evaluators.
@ All designated evaluators must participate in required certification training and
demonstrate proficiency in the TAP evaluation process by successfully completing
an annual certification test to be qualified.

Master and Mentor Teachers
Master and mentor teachers are chosen through a competitive, rigorous, performance-
based selection process. Master and mentor teachers must have expert curricular
knowledge, outstanding instructional skills and the ability to work effectively with other
adults. They take on additional responsibilities and authority, and are required to have a
longer work year. Master and mentor teachers are held to a different performance
standard than the career teachers in their school and are compensated accordingly.
Along with the principal, master and mentor teachers are part of the school’s TAP
Leadership Team and are responsible for setting specific annual student learning goals.
They oversee all TAP activities aimed at meeting these goals including extensive group
and individual coaching and support. Masters and mentors, along with the principal, also
conduct teacher evaluations that are tied to teacher performance awards. TAP provides
training and certification services to prepare principals, masters and mentors to conduct
professional growth activities and teacher evaluations effectively.
Hiring Procedures
District ALT will:

@ Review applications, conduct the selection process and make recommendations for filling each

osition.
[ ?nform the faculty of open positions for master and mentor teachers and the qualifications
required for selection.
@ Actively seek candidates for master and mentor positions within the school and district and




across the state. All positions must be competitively hired. (If an appropriate candidate is not
found, then the school must wait to implement TAP until such a person becomes available.)

@ Require each candidate to submit a portfolio (application questionnaire)

@ Require each candidate to submit evidence of student learning gains attributable to the
candidate’s instruction.

@ Use TAP/district qualifications to evaluate master and mentor candidates.

@ Conduct personal interviews with candidates by multiple interviewers.

@ Observe classroom performance or require an instructional demonstration by candidates using
the TAP Rubrics.

Evaluation Team

The TAP teacher evaluation system requires that each teacher be evaluated multiple
times each year by multiple qualified evaluators. The evaluation team consists of an
administrator (principal, assistant principal or district personnel), a master teacher and a
mentor teacher. The teacher also serves as a self-evaluator to facilitate reflection on their
own teaching.

Evaluation POP Cycle: All announced observations will follow the POP Cycle.
Unannounced observations will follow the same cycle without the Pre-Conference.

@ Pre-Conference: Prior to the lesson observation; Teacher shares lesson plan and
information; Evaluator analyzes lesson plan and prepares for pre-conference; Pre-
conference/feedback

@ Observation: Lesson observation; Evaluator scripts a full lesson, beginning to end

@ Post-Conference: After the lesson observation: Teacher analyzes student
work/completes self-reflection; Evaluator reviews analyzed student work,
analyzes evidence, asks teacher any necessary clarifying questions, completes
scoring, identified reinforcement and refinement; Post conference/feedback;
Ongoing support for teachers

Evaluation Cycle Frequency and Weighting
@ Each teacher with 2+ years of experience and was employed by Brown County
Schools during the prior school year will be observed 3 times during a school year.
Two observations will be announced and one will be unannounced.

@ Teachers with 0-1 years of experience or have o years of experience in Brown
County School will have a fourth observation (practice) that will be completed first
and will not be included in the summative evaluation data.

For each observation, teachers are required to complete a self-evaluation.

Once a year, teachers will also complete a responsibilities survey. To evaluate
these responsibilities, the following process is followed:

Master teacher

The administrator and the teachers in the master teacher’s cluster group (career
and mentor teachers) fill out the master teacher responsibilities survey at the end
of the school year. Some questions on the master teacher survey are answered only
by the administrator and mentor teachers. The results are averaged to produce a
final responsibilities score.

Mentor teacher



The administrator, master teacher(s) and career teachers who work with the
mentor teacher complete a responsibilities survey at the end of the school year.
Some questions on the mentor teacher survey are answered only by the
administrator and master teachers. The results are averaged to produce a final
responsibilities score.

Career teacher

The mentor and master teacher(s) complete the responsibilities survey at the end
of the school year for each career teacher whom they support. The results are
averaged to produce a final responsibilities score.

Observation cycle 1 will begin the second full week of the school year with an
announced observation. All subsequent evaluation windows will open the second
week of the trimester and close one week before the end of the trimester.

Windows for 2021-2022 school year are:

Window 1- August 23 - October 29 (9 weeks),

Window 2- November 15 - February 11 (11 weeks),

Window 3- February 28 - May 13 (10 weeks)
Observation cycle 1 will be announced and observation cycles 2 and 3 may be
announced or unannounced. During cycle 2 and 3 master teachers or principals
will conduct one unannounced observation for each teacher. A two week
observation window will be issued to each teacher prior to the unannounced
observation. Teachers will receive one unannounced observation and two
announced observations.
Evaluations are balanced across leadership team roles: Master Teacher, Mentor
Teacher, and Administrator.
Principals or Assistant Principals will serve as the administrator evaluator.
The Administrator will evaluate the Master Teacher. Master Teachers will be
evaluated in a classroom setting.
All certified teaching staff including School Counselors, Speech Language
Pathologists, Special Education Teachers, and Adult Education Teachers will be
evaluated.
All principals and assistant principals will be evaluated using a mutually agreed
upon rubric. Principals will be evaluated by the Superintendent. Assistant
principals will be evaluated by the principal, and master teachers.

All certified educators not serving in a teacher, principal, or assistant principal
role will be evaluated yearly as follows. Superintendent is evaluated by the Brown
County Board of School Trustees. The Director of Student Support Services,
Director of Career Connected Learning, and Director of the Career Resource
Center will be evaluated yearly by the Superintendent.

Evaluations are weighted differently based on who is conducting the evaluation.
These weights are computed at the end of the year when final SKR scores are
averaged.

When a teacher is evaluated according to the Skills, Knowledge and
Responsibilities criteria, he or she is given an averaged performance rating for
each evaluation based on the indicators in each of the four domains: 1. Planning, 2.
Environment, 3. Instruction, 4. Responsibilities

In each domain, performance is rated on a five-point scale, averaged and assigned
a single score. Further, each domain is assigned a weight on which performance
awards are based.



Evaluation Weights: DOMAIN
O Planning: 15% Career Teacher, 15% Mentor Teacher, 15% Master Teacher
O Environment: 5% Career Teacher, 5% Mentor Teacher, 5% Master Teacher
O Instruction: 75% Career Teacher, 60% Mentor Teacher, 40% Master
Teacher
O Responsibilities: 5% Career Teacher, 20% Mentor Teacher, 40% Master
Teacher
Evaluation Weights: EVALUATOR
O For Career and Mentor Teachers
B Evaluator Type: Mentor, Weighting: 20%
B Evaluator Type: Master, Weighting: 35%
B Evaluator Type: Administrator, Weighting: 35%
B Self-Evaluation: 10%
O For Master Teachers
B Evaluator Type: Mentor or Master, Weighting: 35%
B Evaluator Type: Administrator, Weighting: 55%
B Self-Evaluation: 10%

Appeals Process

The teacher can appeal if there is a discrepancy of three more points between the
self-reflection rating and the observer rating.

The teacher writes an appeals statement that includes the indicator(s) being
appealed and their evidence from the lesson, by indicator, to support the appeal.
This appeals statement is submitted to the building Instructional Leadership Team
for review.

The Instructional Leadership Team convenes to review teacher evidence and
existing observer evidence. The principal makes a final decision.

The teacher can appeal the school-level decision to the superintendent, as needed.
The following conditions must be met:

I. The District Appeal Committee, in addition to the members established by
statute, must include at least one master teacher from the TAP school.

2. Areview of the TAP teacher contract is presented.

3. A review of the TAP teacher evaluation documentation is presented.

4. Decisions from the District Appeal Committee are final.

TSL Grant Performance Based Compensation

Goal—to recognize, reward, and incentivize strong performance in teaching as
measured by observation and student growth data.

Through the TSL Grant, teachers and building administrators have the
opportunity to earn performance-based compensation for four years 2020-2024.
The grant budget currently allocates $2500/teacher, $5000 per assistant principal,
and $7500 per principal

Each school is given a budget for performance-based compensation based on this
amount.

This additional compensation sits on top of a teachers’ annual salary (more like a
“bonus” based on performance).

Typically, PBC is paid out in the fall (September/October.)

If a certified teacher or building administrator retires from Brown County Schools
in the previous school year, they will receive any earned performance based



compensation when the compensation is issued.

@ Ifa certified teacher or building administrator leaves Brown County Schools for
any reason other than retirement, they will not receive performance based
compensation issued after separation if they resign before the start of the
following year’s first POP cycle.

@ Ifa master or mentor teacher completes his/her responsibilities for two POP
cycles, they will be included in their respective master/mentor PBC payout pool.
Any master or mentor teacher who does not meet this criteria will be placed into
the career teacher PBC payout pool.

Performance Based Compensation Baseline Metrics
SKR: To be eligible to earn the portion of the award pool set aside for SKR, the minimum
“thresholds” are as follows:
@ Career teachers must earn a SKR score of no less than “2.5”
@® Mentor teachers must earn a SKR score of no less than “3.5”
@ Master teachers must earn a SKR score of no less than “4.0”
@ Principals must earn a summative evaluation of no less than “4.0” from the
Superintendent. Assistant Principals must earn a summative evaluation of no less
than 4.0 from the building Principal.

STUDENT ACHIEVEMENT/GROWTH:

To be eligible to earn the portion of the award pool set aside for those metrics, the
minimum “thresholds” are as follows:

@ School-wide student achievement/growth metric = “3”

@ I[ndividual student achievement growth metric minimum = “3”

Performance Based Compensation is Measured as Follows:

2021-22 School 50% of the PBC determined by the teacher or building
Year administrator’s SKR score and 50% of the PBC determined by a
school-wide metric, the 2021-2022 building letter grade.

*In the event that no school-wide letter grade is given, an alternative
method for determining student achievement will be determined
using state assessment results.

Future Grant Formative assessment tools are being researched,evaluated, and
Years (through 23- | implemented during school years 2020-2022. An identified tool
24) will be used to transition measurement to 50% of the PBC

determined by the teacher’s SKR score, 30% determined by
individual classroom growth/achievement, and 20% determined
by school-wide student growth/achievement.

Summative Score Alignment to Indiana Metric for Highly Effective, Effective,
Improvement Necessary, and Ineffective Categories:

Highly Effective: 3.7-5.0

Effective: 2.3-3.69

Improvement Necessary: 1.7-2.29

Ineffective: 1.0-1.69



Negative Impact

The building level administrator will establish a procedure to ensure that a student will
not be instructed for two consecutive years by two consecutive teachers rated as
Ineffective. This procedure will be established in consultation with the Superintendent.
If there is a situation where it is unavoidable for a student to be instructed by consecutive
teachers rated as Ineffective, the student's parents will be notified prior to the start of the
school year.

Evaluation Alignment with Professional Development

Brown County Schools believes both novice and veteran teachers benefit from specific
professional development opportunities in order to excel in the classroom and continue to
improve throughout their careers. As required by IC 20-28-11.5, the district’s plan links
staff members’ performance evaluation results with professional development
opportunities and license renewal credits. Providing professional development to all
certificated and non-certificated staff is critical to the district’s vision and mission.
Professional learning communities are held weekly for all certified staff and are connected
to school level and/or district level improvement goals as well as specific curriculum
initiatives outlined by the BCS Board of School Trustees. The TAP evaluation system
should produce data that reveals trends in teacher competency. These trends should
identify district level strengths as well as pinpoint needs in professional learning.

Calculation of Performance Based Compensation - EXAMPLE
Reference: TEC Guide, Located on EEPASS

SKR Calculation

In the TEC guide on P. 32, the "pay ratio" is detailed for each of the following.
Career Teacher ($2500)

Mentor Teacher ($2500)

Master Teacher ($2500)

Asst. Principal ($5000)

Principal ( $7500)

Career Teacher SKR Score:
Since our pool is $2,500, $1,250 is designated for the SKR category.

Example Scenario:
If we have a building with 20 career teachers, the total SKR pool is $25,000.

SKR # of Teachers w/Score Pay Ratio Pay Ratio X # of Teachers Attaining
Score
I o o o
2 o o o
2.5 5 I 5
3 5 2 10
3-5 4 3 12
4 3 5 I5
4.5 2 6 12
5 I 7 7
TOTAL: 61

Total Award Pool Designate for SKR: $25,000
Sum (PayRatio X Number of Teachers Attaining Score: 61
Award amount at Pay Ratio = 1(25,000/61): $410



Now knowing the Award Amount at Pay Ratio, the teachers in this simulation would
earn:

SKR:

2.5 = 410X 1= $410
3= 410 X 2 = $820
3.5 = 410 X 3=$1,230
4= 410 X 5=$2,050
4.5= 410X 6 = $2,460
5= 410X 7=$2,870

School-wide Value Added Score/Letter Grade Alignment Calculation
Letter grades align with scoring resulting in:
A=5 B=4 C=3 D=2 F=1

Here, Since our total pool is $2,500, $1,250 is designated for the category.

Value Added Score Percent of Award

1(F) 0%

2 (D) 0%
3 EC) 50%
4 (B; 75%
5(A 100%

Running the same hypothetical of a building with 20 career teachers:
Teacher payout for letter grade would equal:

F: $o

D: $o

C: $625 (50% of total $1,250)

B: $937.50(75% of total $1,250

A: $1,250 (100% of total $I,250;

Teaching Skills, Knowledge and Responsibilities Performance Standards

The TAP Teaching Skills, Knowledge and Responsibilities Performance Standards are the
backbone of TAP’s Instructionally Focused Accountability element. To measure teaching
skills, knowledge and responsibilities, one must define the skills and determine how they
are demonstrated at different levels of performance.

These standards were developed based on education psychology and cognitive science
research focusing on learning and instruction, as well as an extensive review of
publications from national and state teacher standards organizations.



INSTRUCTION

Standards and Objectives®

) Students®

Presenting Instructional Content®

4 tructure and Pacing”®
5 s and Materials
&

Feadback”

B. Grouping Students®

e Teacher Content Knowledge"
10. Teacher Knowledge of Students®
n

PLANNING

Instructional Plans®

2. Student Work®
3. Assessment

INSTRUCTION

SIGNIFICANTLY ABOVE EXPECTATIONS
EXEMPLARY (5)

Standards and « All lsaming ablectives and state
Objectives rancarcls are exniicitly coms

Motivating
Students

ENVIRONMENT

1. Expectations®

RESPONSIBILITIES

1. Staff Development**
2. Instructional Supervision*®*
3. Mentoring**

4. Community Involvement*®
5. School Respons
6. Growing and De
7. Reflecting on Teaching
AT EXPECTATIONS | SIGNIFICANTLY BELOW EXPECTATIONS
PROFICIENT (3)* UNSATISFACTORY (1)




Presenting
Instructional
Content

Lesson

and Pacing

Presentation of content always includes:
visuals that establish the purpose of the
lesson, préview the organization of the
lesson, and include internal summaries of
the lesson;

examples, [Bustrations, analogies, and
labels for new concepts and ideas;
modeling by the teacher to demonsirate
his or her performance expectations;

concise communication;
logical sequencing and segmenting:
all essential information and,

no irrelevant, confusing. or nonessential
information.

+ The lesson starts promptly,

The lesson's structure is coherent, with a
beginning, middle, end and time for
reflection.

Pacing is brisk and provides many
opportunities for individual students who
progress at dift I g rates.

Routines for distributing materisls are
seamless.

No instructional time |s lost during
transitions.

INSTRUCTION (CONTINUED)

Presentation of content mast of the time includes:
= visuals that establish the purpose of the
lesson, preview the organization of the
lesson, and include internal summaries of
the lesson;

examples, illustrations, analogies, and
labels for new conceplts and deas,
modeling by the teacher to demonstrate
his or her performance expectations;

concise communication,
logical sequencing and segmenting:

&ll essential information and,

no irrelevant, confusing, or nonessential
information.

The |esson starts promptly.

= The |esson’s structure is coherent, with a
beginning, middle and end.

Pacing Is priste and

provides opportunities for students who
progress at different learning rates.,
Routines for distributing materials are
efficient.

Little instructional time i3 lost during
transitions.

Presentation of content rarely Iincludex
visuals that establish the purpose of the
lesson, preview the organization of the
lesson, and include internal summaries of
the lesson;

examples, illustrations, analogies, and
labels for new concepts and ideas
modeling by the teacher to demonstrate
his or her performance expectations;

concise communication;
logical sequencing and segmenting:
all essential information and.

no irrelevant, confusing. or nonessential
information.

.

The lesson does not start promptly.
The lesson has a structure, but may be

issing ch or | ductory
Pacing is appropriate for less than half
of the students and rarely provides

opportunities for students who progress at
different |earning rates.

- Eiktines fordl ting s e
inefficient.

= Considerable time is lost during transitions.

SIGNIFI

Activities and

Matarial

Activities and materials include all of the

» support the lesson objectives:
« are challenging:
sustain students’ attention;

elicit a variety of thinking;

provide time for reflection;
= are relevant to students’ lives,

* provide opportunities for student-to-
student interaction;

* induce student curiosity and suspense;
» provide students with choices;
= incorporate multimedia and technology, and

» incorporate resources beyond the school
curriculum texts (&g, teacher-made
materials, manipulatives, resources from
museums, cultural centers, ete).

In addition, sometimes activities are game-
like, involve simulations, require creating
products and dermand self-direction and
self-monitoring.

Teacher questions are varied and high quality,

pab mix of types
' b ge and hension:
» application and analysis; and
» creation and evaluation.
-« n are con ¥ ful s
coherenl.

A high freguency of questions is asked.

* Questions are consistently sequenced with
to the instructional goals.

+ Questions regularly require active

resporises (eg., whole class signaling, choral

responses, written and shared responses, or

group and individual answers).

‘Wait time (three-five seconds) is

consistently provided,

= The teacher ealls on voluntesrs and
nonvolunteers, and a balance of students
based on ability and gender.

» Stud 9 i that |ead to
further inquiry and self-directed learning.

Activities and materials include mast of the
following

» support the lesson objectives:
« are challenging:

sustain students’ attention;

elicit a variety of thinking:

provide time for reflection;

are relevant to students’ lives;

provide opportunities for student-to-
student interaction;

induce student curiosity and suspense,

provide students with cholces;

* incorporate multimedia and technology. and
incorporate resounces beyond the school
curriculum texts (e.g. teacher-made

materials, manipulatives, resources from
museums, cultural centers, etc.)

Tescher questions are varied and high quality,
providing for some, but not all, question types:
i jedge and cor i
» application and analysis; and

+ creation and evaluation.

* Questions are ususlly purposeful and
coherent.
- A derate freg v of is asked
* Questions are sometimes sequenced with
attention to the instructional goals.
* Questions sometimes require active
responses (e.g., whole class signaling,
choral responses, or group and individual
angwers).
Wait time £ sometimes provided.
= The teacher calls on volunteers and
s and & of students
based on ability and gender.

Activities and materials include few of the
fellowing:

support the lesson objectives;
are challenging.

sustain students’ attention;
elicit a variety of thinking;
provide time for reflection;
are relevant to students’ lives;

provide opportunities for student-to-
student interaction;

Induce student curiosity and suspense:
provide students with cholces;
incorporate muitimedia and technology: and

Incorporate resources beyond the school
curriculum texts (e.g. teacher-made
makerials, manipulatives, resources from
museums, etc.).

are |

g in quality

and include few guestion types:

» h ge and h

» application and analysis; and
» ereation and evaluation.

- O are and lack cot

A low frequency of guestions s asked.

= On are rarely sequi d with
attention to the instructional goals,

- Questions rarely require active responses

(e.g. whole class signaling. choral

responses, or group and Individual

answers).

‘Walt time is inconsistently provided.

= The teacher mostly calls on volunteers and
high-ability students.

.

10



INSTRUCTION (CONTINUED)

GNIFICANTLY CTATIONS
EM

AT EXPECTATIONS

PROFICIENT

UNSATISFACT

Academic
Feedback

Grouping
Students

Teacher
Content
Knowledge

Teacher
Knowledge of
Students

.

Oral and written feedback (s consistently
academically focused, frequent and high
quality.

Feedback is frequently given during guided
practice and homework réview

The teacher circulates to prompt student
thinking. assess each student's progress,
and provide individual feedback.

Feedback from students is regularty used to
monitor and adjust instruction.

Teacher engages students in giving specific
and high-quality feedback to one another.

Oral and written feedback is mostly
academically focused, frequent and mostly
high guality.

Feedback is sometimes given during guided
practice and homework review.

The teacher circulates during instructional
activities to support engagement and
monitor student work.

Feedback from students is sometimes used
to monitor and adjust instruction.

The quality and timeliness of fesdback (s
inconsistent.

Feedback (s rarely given during guided
practice and homework réview,

The teacher circulates during instructional
activities, but monitors mostly behavior.
Feedback from students is rarely used to
monitor or adjust instruction.

The instructional gr
(eithetwholeﬂutmﬂmgs,wn or

The instr = Their

(elll\er uhole m ;madl g-wos. [pairs, or (either whole r:less. amall wm pairs, or
@ ar h 9 individual; heterogeneous or b

ability) ¢ 't ch ahluy) admunm.r enhance stuuml

understanding and learning efficiency. unde 9 and | 9 ¥

All students in groups know their

roles, responsibilities and group work
expectations.

All students participating in groups are
held accountable for group work and
individual work.

Instructional group composition is varied
(e.g. race, gender, ability, and age) to best
accomplish the goals of the lesson.
Instructional groups facilitate opportunities
for students to set goals, reflect

on, and evaluate their learning.

Teacher displays extensive content
knowledge of all the subjects she or he
teaches.

Teacher regularly implements a variety of
subject-specific instructional strategies to
enhance student content knowledge.

The teacher reguiarly highlights key
concepts and ideas and uses them as bases
to connect other powerful ideas.

Limited content s taught in sufficient
depth to allow for the development of
understanding.

Most students in groups know their
roles, responsibilities, and group work
expectations.

Most students participating n groups
are held accountabie for group work and
individual work.

Instructional group composition is varied
(e.g. race. gender, ability, and age) to, most
of the time. accomplish the goals of the
lesson,

Teacher displays accurate content
knowledge of all the subjects he or she
teaches.

Teacher sometimes implements subject-
specific instructional strategies to enhance
student content knowledge.

The teacher sometimes highlights key
concepts and ideas and uses them as bases
to connect other powerful ideas.

Teacher practices display unde ding
of each student’s anticipated learning
difficulties.

Teacher practices regularly incorporate
student interests and cultural heritage.
Teacher ly provides diff
instructional methods and content to
ensure children have the opportunity to
master what is being taught

display
of some students’ anticipated Ieammg
difficulties.

her practices i incorporate
Student interests and cultural heritage,
Teacher sometimes provides differentiated
instructional methods and content to
ensure children have the opportunity to
master what s being taught.

.

ability) inhibit m.m: umersundhn and
learmning efficiency.

Few students in groups know their

roles, responsibilities, and group work
expectations.

Few studh i Ing in are
hddnc:mnuhe for wup work and
Indivichual work.

Instructional group composition remains
unchanged, irrespective of the learning and
Instructional goals of a lesson,

Teacher displays under-developed content
knowledge in several subject areas
Teacher rarely implements subject-specific
instructional strategies to enhance student
content knowledge.

Teacher does not understand key concepts
and ideas in the discipline and therefore
presents content in an unconnected way.

Teacher practices demonstrate minimal

knowledge of students” anticipated learing

difficulties.

Teacher practices rarely mcorpofm student
or cultural h

Teacher practices demnnmu Hltla

it ation of instr ds or

11



INSTRUCTION (CONTINUED)

SIGNIFICANTLY ABOVE EXPECTATIONS

EXEMPLARY (5)*

AT EXPECTATIONS
PROFICIENT (3)*

SIGNIFICANTLY BELOW EXPECTATIONS

Thinking

Solving

The teacher thoroughly teaches two or more
types of thinking

analytical thinking, where students analyze,
compare and contrast, and evaluate and
explain information;

practical thinking, where students use
apply, and impléement whal they leam in
real-ife scenarios;

créative thinking, where students créals,
design, imagine. and suppose and,

resgparch-based thinking, where students
explore and review & variety of ideas,
models, and solutions to problems

The teacher provides opportunities where
students:

= gensrate & variety of ideas and alternatives;

= analyze problems from multiple
peripectives and viewpoinls and;

monitor their thinking to enswre that they
underitand what they are learning, are
attending to critical information, and are
aware of the leaming strategies that they
are using and why.

The teacher implements activities that
teach and reinforce three or more of the
following problem-solving types

Abstraction

Categorization

Drawing Conclusions/Justifying Solutions
Predicting Outcomes

= Dbaerving and Experimenting

Improving Solutions

Identifying Relevant/irreievant |nformation
Generating Ideas

.

Creating and Designing

The teacher thoroughly teaches one type of
thinking:

analytical thinking, where students analyze,
compare and contrast. and evaluate and
explain information

practical thinking, where students use
apply, and implement what they leam in
real-life scenarios,

creative thinking, where students create,
design, imagine, and suppose and.

research-based thinking, where students
explore and review a variely of (deas,
models, and solutions to problems.

The teacher provides opportunities where
students:

generate a variely of idess and alternatives
and,

analyze probkems from multiple
perspectives and viewpoints

The teacher implements activities that
teach two or more of the following
problem-solving types:

Abstraction

Categorization

Drawing Conclusions,/Justitying Solution
Predicting Outcomes

Observing and Experimenting

Improving Salutions

Identifying Relevant/Irrelevant Information
Generating Ideas

Creating and Designing

UNSATISFACTORY (1)*

The teacher implements no learming
experiences that thoroughly teach any type
of thinking

The teacher provides few opportunities where
students

= generale a variety of (deas and alternatives
and,

analyre problems from multiple
perspactived and viewpoints

The teacher implements no activities that
teach the following problem-solving types:

Abstraction

Categorization

Drawing Conclusions,/Justifying Solution
Predicting Outcomes

Observing and Experimenting

Improving Solutions

|dentifying Relevant/Irrelevant information
Generating ldeas

Creating and Designing

12



PLANNING

SIGNIFICANTLY ABOVE EXPECTATIONS

EXEMPLARY (5)*

AT EXPECTATIONS
PROFICIENT (3)*

SIGNIFICANTLY BELOW EXPECTATIONS
UNSATISFACTORY (1)*

Instructional

Plans

Student Work

Assessment

structional plans include

+ measurable and explicit goals aligned to
state cont standards

ies, materials, and assessments that
v are aligned o state standards

v are sequenced from basic o complex

on prior student knowledge, are

tudents’ lives,

and integrate

k, student reflection, and lesson and
unit chosure

= evidence t the plan
age, knowledge, and intes

and,

poropriste for the
sts of all [earners

= evidence th & plan provides regular
opportunities to accommodate individus
student needs.

Assignments reguirg students to;

« ofganize, interprel, analyze, synthesize, and
evaluste information rather than reproduce it

= draw conclusions, make generalizations,
and produce arguments that are supported
through extended writing and.

= connect what they are |earning to
experiences, observations, feelings, or
situations significant in their daily lives,
both inside and outside of school

Assessment Plans

* are aligned with state content standards,

* have clear measurement crilens

= meadure student performance ir
three ways (e.g v of & project
experimant, presentation, essay, short

more th

n the for

swer, or multiple cholce test)

= require extended writte

= are portfolio-based with clear ilk ations
of student progress toward itate content

standards and,

= include descriptions of how assessment
results will be used to inform future
nstruction

ENVIRONMENT

SIGNIFICANTLY ABOVE EXPECTATIONS

EXEMPLARY (5)*

Instructional plans include
= goals aligned lo stale content standards

= activities, maber and assessments that

are aligned 1o stale standards

v aré séguenced from basic bo complex

build on prior student know!edge

tudent
t closure

provide appropriste time for
work, and lesson and un

evidence that plan is appropriate for the

knowledge, and interests of most

vers and,

= evidence that the plan provides some

ividhusl

opportu
Student needs

Assignments reguire studants 1o

interpret information rather than reproduce |t

draw conclusions and support them
through writing and

connect what they are leaming to prior
learming and some [ifé éxperiences.

Assessment Plans

= are aligned with state content standards
* have measurement Criteria;

* measure student performance in more thar

two ways (e.g. In the form
EXpEnMant. preser

answer, or multiple o

of & project
E43sy. short

CAC

= réguire written tasks and

je performance checks throughout the
school year

AT EXPECTATIONS
PROFICIENT (3)*

I uctional plans include

« few goals aligned to state content

standards
= activities

malerials. and assessments

» are rarely sligned to state standards

» are rarely logically sequenced

rarely build on prior student knowledge

»  inconsistently wide time for student
work, and lesson and unit closure

= little evidence that the plan s appropriate
for the age, knowledge, or interedts of the
learners and,

E evidence tha

des some

dual

he plan proy
opportunities to accommaodate ing|
student needs

Assignments require students to
= mostly reproduce information,

= rarely draw conclusions and support them
through writing and

= rarely connect what they are leaming to
prior learning or life expériences.

Assessment Plans:

= are rarely aligned with state content
standards

= have ambiguous measurement criteria

re student perf than

e form of & project

rmance in less

prese

on, ety short
answer, or multiple choice test) and,

= inciude perfor
purpose of thes

cks, although the
4 is not clear

SIGNIFICANTLY BELOW EXPECTATIONS
UNSATISFACTORY (1)*

Expectations .

Managing
Student
Behavior

Teacher sets high and demanding academic
expectations for every student

Teacher encourages students to learn from
mistakes

Teacher creates learning opportunities

where all students can expérience success
+ Students take
wit

alive and follow t

their own work

Teacher optimizes instruc
teaches more material and demands be
performan

nee from every student

Students are consistently well-behaved and
on task.

Teacher and students estabilish clear rules
for learning and behavior.

The teacher uses several technigues, such
a4 social approval, contingent activities
and consequences to maintain appropriate
student behavior

The teacher overlooks inconsequential
behavior

The teacher deals with students who have
caused disruptions rather than the entire
class

The teacher altends to disruplions guickly
and firmiy.

Teacher sets high and demanding academ
expectations for every student

Teacher encourages students to learn from
takes

Teacher creates learning opportunities
where most students can experience
success

tudenls complete their work according to
teacher expectations.

Students are mostly well-behaved and on
task, some minor leaming disruptions may
OCCUr.

Teacher establishes rules for learning and
behavior.

The teacher uses some techniques, such
as social approval, contingent activities
and consequences 1o maintain appropriate
student behavior

The teacher overlooks some
inconsequential behavior, but other times
addresses it, stopping the lesson

The teacher deals with students who have
caused disruptions, yet sometimes he or
she addresses the entire class,

= Teacher expectations are not sufficier
high for every student

= Teather creales an environment wh
mistakes and failure are not viewed as

learning experiences

Studer
the qualit

rate little or no pride in
ir work

s demon:
o

= Students are not well-behaved and are
often off task.

Teacher establishes few rules for learning
and behavior.

The teacher uses few technigues to
maintain appropriste student behavior.

The teacher cannol distinguish between
Inconiequential behavior and inappropriate
behavior

Disruptions frequently interrup! instruction
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* Welcomes all members and guests - Welcomes most members and guests * I8 somewhat cold and uninviting

+ Is organized and understandabie to all = Is organized and understandable to most * s not well organized and understandable
students students to students

+ Supplies, equipment and resources are - Supplies. equig are * Supplies, équipment and resources are
easily and readily accessible accessible difficult to access.

* Displays student work that frequently - m. student work * Does not display student work
changes = s amanged to promote individual and * Isnot arranged to promote groun learning
+ Is arranged to promote individual and group learning : SRS i e
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