
Brown County Schools
Evaluation and Compensation Plan

School Year 2024-2025

TAP SYSTEMOVERVIEW
(from the TAP Evaluation)

The System for Teacher and Student Advancement (TAP) was launched by theMilken 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:

● Ongoing Applied Professional Growth: TAP restructures the school schedule to
provide time for teachers to participate in weekly cluster groupmeetings. Cluster
groupmeetings 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 two times a year by trained observers, using research-based rubrics for
several dimensions of instructional quality. Evaluators are trained and certified on
these rubrics, and leadership teamsmonitor the reliability and consistency of
evaluations in their schools.
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EVALUATIONANDCOMPENSATION 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 aremeasured 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:
1. Annual evaluation processes according to law

Qualified Evaluators
● Principals, assistant principals, dean of students, 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.

● 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.
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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 andWeighting
● Each teacher with 2+ years of experience and was employed by Brown County Schools

during the prior school year will be observed 2 times during a school year. One
observation will be announced and one will be unannounced.

● Teachers with 0-1 years of experience or have 0 years of experience in Brown County
School may have a third 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:
○ Career teacher

Evaluators 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 open the second full week of the school year with an
announced observation. All subsequent evaluation windows will open the first week
of the semester and close one week before the end of the semester.

Windows for the 2024-2025 school year are:

Semester 1 Window: Monday, August 19, 2024 – Friday, December 13, 2024
Semester 2 Window: Monday, January 13, 2025 – Wednesday, May 14, 2025

● Teachers will receive one unannounced observation and one announced observation.
● All certified teaching staff including School Counselors, Speech Language

Pathologists, Special Education Teachers, and Adult Education Teachers will be
evaluated.
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● All certified educators not serving in a teacher 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/
Director of the Career Resource Center, principals and assistant principals will be
evaluated yearly by the Superintendent using the TAP Principal Rubric. The Dean of
Students and Athletic Director will be evaluated using a locally developed evaluation
tool.

● When a teacher is evaluated according to the Skills, Knowledge and Responsibilities
criteria, the teacher 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.

● EvaluationWeights: DOMAIN
○ Planning: 15% Career Teacher
○ Environment: 5% Career Teacher
○ Instruction: 75% Career Teacher
○ Responsibilities: 5% Career Teacher

● EvaluationWeights: EVALUATOR
○ For Career Teachers

■ Evaluator Type: Trained Evaluator,Weighting: 90%
■ Self-Evaluation: 10%

Appeals Process
● The teacher can appeal if there is a discrepancy of two or 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 evaluator for review.

● The evaluator will review the teacher's evidence before establishing a final score.
● The teacher can appeal the decision to the superintendent, as needed.
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Summative Score Alignment to IndianaMetric for Highly Effective, Effective,
Improvement Necessary, and Ineffective Categories:
Highly Effective: 3.51-5.0
Effective: 2.3-3.50
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 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 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.

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. Tomeasure teaching
skills, knowledge and responsibilities, onemust 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.
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