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Edinburgh Community Schools  

Teacher Evaluation and Development Plan  
  

The purpose of this handbook is to outline and explain the Edinburgh Community Schools 

Teacher Evaluation and Development Plan. The following handbook represents a 

collaborative effort that ensures the Edinburgh Teacher Evaluation and Development Plan is 

compliant with state law. 

 
Guiding Principles  

1. Nothing the Edinburgh Community Schools can do for our students matters more 

than giving them effective teachers.  Teachers are the most important school factor in 

how much children learn.  

2. Teachers deserve to be treated like professionals.  Edinburgh Community Schools is 

committed to creating evaluations that are fair, accurate and consistent, based on 

multiple factors that paint a complete picture of each teacher’s success in helping 

students learn.  

  

Legislative Context  
Å In the spring of 2011, the Indiana legislature passed IC 20-28-11.5, a new law relating 

to the evaluation of all certified teaching staff.  

Å The new law introduced 3 main requirements:  

Å Every teacher must receive an evaluation annually;  

Å Every evaluation system must include four performance categories: Highly  

Effective, Effective, Improvement Necessary, and Ineffective; and  

Å Every evaluation system must incorporate measures of student growth      

             and achievement as a significant portion of a teacher’s evaluation.  

 

Performance Level Ratings  

Each teacher will receive a rating at the end of the school year in one of four performance 

levels:  

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

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

in locally selected competencies, which are believed to be highly correlated with 

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

aggregate, have generally exceeded expectations for academic growth and 

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

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

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

locally selected competencies, which are believed to be highly correlated with 

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

have generally achieved an acceptable rate of academic growth and achievement 

based on guidelines suggested by the Indiana Department of Education.  
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Å Improvement Necessary:  A teacher who is rated as improvement necessary 

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

teacher who a trained evaluator has determined to require improvement in locally 

selected competencies, which are believed to be highly correlated with positive 

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

improvement necessary have generally achieved a below acceptable rate of academic 

growth and achievement based on guidelines suggested by the Indiana Department 

of Education.  

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

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

locally selected competencies, which are believed to be highly correlated with 

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

have generally achieved unacceptable levels of academic growth and achievement 

based on guidelines suggested by the Indiana Department of Education.  

 

Overview of Components  
Every teacher is unique, and the classroom is a complex place.  This evaluation relies on 

multiple sources of information to paint a fair, accurate, and comprehensive picture of a 

teacher’s performance.  Teachers will be evaluated on two major components:  

1. Professional Practice – Assessment of instructional knowledge and skills that 

influence student learning, as measured by competencies set forth in the Indiana 

Teacher Effectiveness Rubric.  All teachers will be evaluated in the domains of 

Planning, Instruction, Leadership, and Core Professionalism.  

2. Student Learning – Teachers’ contribution to student academic progress, assessed 

through multiple measures of student academic achievement and growth.  

 

Timeline  
  

August ς September  
Å Teacher and evaluator meet for the Beginning-of-the Year Conference at teacher’s 

request or evaluator’s discretion  

August ς December  

Å Evaluator makes classroom observations and provides feedback  

November ς February  
Å Teacher and evaluator meet for the Mid-Year Conference at teacher’s request or 

evaluator’s discretion  

January ς May  

Å Evaluator continues to make classroom observations and provide feedback  

May ς June  
Å Evaluator completes observations and scores Teacher Effectiveness Rubric  

Upon Collection of Data  
Å Evaluator completes Summative Evaluation  
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Å Teacher and evaluator meet for the End-of-Year Conference  

Å Evaluator gives the teacher a copy of the Summative Evaluation within seven days of 

the End-of-Year Conference  

 

Evaluation Steps  
  

Step 1 ς Beginning-of-Year Conference (teacher’s request or evaluator’s discretion)   

The teacher meets with the primary evaluator near the beginning of the school year (August 

or September).  The purpose of the meeting is to:  

Å review the evaluation process and  

Å highlight priority competencies and indicators from the Teacher Effectiveness Rubric  

Teachers on an improvement plan will write a professional development plan with the 

primary evaluator near the beginning of the school year.  

 Step 2 ς Classroom Observations – During the school year, evaluators (both primary and 

secondary) will collect evidence through a series of observations and conferences.  

  

The following table indicates minimum requirements for observations.  

  

Observation 

Type  

Length 

(minutes)  

Frequency  Pre-  

Conference  

Post-   

Conference  

Written 

Feedback  

Announced  

  

Extended for  

teachers new to 
Edinburgh or new to 
teaching OR any 
teacher who was 
rated  Improvement  
Necessary or 

Ineffective in the past 

two years  

40-45 

minutes  

2/year  

 

Optional  Yes  Within 5 

days  

Evaluator’s 

discretion  

Extended for 

veteran 

teachers   

40-45 

minutes  

1/year 
2nd if  

requested  
by teacher or 

principal  

Optional  Optional  Within 5 

days  

Evaluator’s 

discretion  

Short for 

beginning  

teachers  

10 – 15 

minutes  

3/year  

  

No  No  Within 3 

days  

No  

Short for 
veteran 
teachers 

10-15 
minutes 

1/year No No Within 3 
days 

No 

Optional Forms  

Pre-Observation Form (Form 1)  

Post-Observation Form (Forms 2 & 3)  
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If a teacher is on an improvement plan, that plan will determine the number of observations 

and feedback.  

  

Step 3 ς Mid-¸ŜŀǊ /ƻƴŦŜǊŜƴŎŜ όǘŜŀŎƘŜǊΩǎ ǊŜǉǳŜǎǘ ƻǊ ŜǾŀƭǳŀǘƻǊΩǎ ŘƛǎŎǊŜǘƛƻƴύ    
This conference is to be held in November, December, January, or February where the 

primary evaluator and teacher meet to discuss performance thus far.  

  

This conference will be mandatory if a teacher is in jeopardy of being rated as ineffective or 

improvement necessary based on prior observations, or has been rated ineffective or needs 

improvement on an evaluation within the past two years.  It is also mandatory for any 

teacher new to Edinburgh. 

  

Step 4 ς Teacher Effectiveness Rubric:  Scoring  
  

1. The primary evaluator compiles ratings and notes from observations, conferences, 

and other sources of information.  At the end of the school year, the primary 

evaluator should have collected a body of information representing teacher practice 

from throughout the year.  In addition to notes from observations and conferences, 

teachers shall provide evidence of planning and leadership.  See Teacher 

Effectiveness Rubric Domains 1 and 3.  

  

2. The primary evaluator uses professional judgment to establish three final ratings in 

Planning, Instruction, and Leadership.  After collecting evidence, the primary 

evaluator must use professional judgment to assess the teacher and assign a rating in 

each competency within the first three domains.  The final three domain ratings 

should reflect the body of evidence available to the evaluator.  In the summative 

conference, the evaluator should discuss the ratings with the teacher, using the 

evidence collected to support the final decision.  

  

*It is recommended that the evaluator not average competency scores to obtain the 

final domain score, but rather use professional judgment to decide which 

competencies are more important to teachers in different contexts and how teachers 

have evolved over the course of the year.  

  

At this point, each evaluator should have ratings in the first three domains that range 

from 1 (Ineffective) to 4 (Highly Effective).  

 Scoring Requirement:  Planning and instruction go hand-in-hand.  Therefore, if a teacher 

scores a 1 (I) or 2 (IN) in Instruction, he or she cannot receive a rating of 4 (HE) in 

Planning.  
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3. The primary evaluator uses established weights to calculate one rating for domains 

1-3.  Each of the three final domain ratings is weighted according to importance and 

summed to form one rating for domains 1-3.  As described earlier, the creation and 

design of the rubric stresses the importance of observable teacher and student 

actions.  These are reflected in Domain 1: Planning (10%), Domain 2: Instruction 

(75%), and Domain 3: Leadership (15%).  Effective instruction and classroom 

environment matter more than anything else a teacher can do to improve student 

outcomes.  

  

4. Core Professionalism is incorporated.  This domain represents non-negotiable 

aspects of the teaching profession; attendance, on-time arrival, policies and 

procedures, and respect.  This domain only has two rating levels:  Does Not Meet 

Standards and Meets Standards.  The evaluator uses available information and 

professional judgment to decide if a teacher has not met standards in each of the four 

indicators. If a teacher has met standards in each of the four indicators, the score 

does not change.  If the teacher did not meet standards in one or more of the four 

indicators, he or she automatically has a 1-point deduction.  

  

Scoring Requirement:  1 is the lowest score a teacher can receive.  If, after deducting 

a point from the teacher’s final Teacher Effectiveness Rubric score, the outcome is a 

number less than 1, then the evaluator should replace this score with a 1.  For 

example, if a teacher has a final rubric score of 1.75, but then loses a point because 

not all of the core professionalism standards were met, the final rubric score should 

be 1 instead of 0.75.  

  

Step 5: Summative Teacher Evaluation Scoring – The final Teacher Effectiveness 

Rubric score is then combined with the scores from the teacher’s student learning measures 

in order to calculate a final rating.  

 

 

Domains 1-3 Weighted Scores  

  

Domain  Rating (1-4)  Weight  Weighted Rating  

Domain 1 - Planning    10 %    

Domain 2 - Instruction    75 %    

Domain 3 - Leadership    15 %    

 Final Score for Domains 1-3    
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Use the following formula to calculate by hand:  

1. Rating * % Weight = Weighted Rating  

2. Sum of Weighted Ratings = Final Score for Domains 1-3  

  

Final Teacher Effectiveness Rubric Score, Domains 1-3: __________  

Review of Components – Each teacher’s summative evaluation score will be based on the 

following components and measures:  

  

1. Professional Practice ς Assessment of instructional knowledge and skills 

Measure: Indiana Teacher Effectiveness Rubric (TER) 

2. Student Learning ς Contribution to student academic progress  

Measure: Student Learning Objectives (SLO) – Determined Locally  

  

Weighting of Measures – The primary goal of the weighting method is to treat teachers as 

fairly and as equally as possible.  At this point, the evaluator should have calculated or 

received individual scores for the following measures:  Teacher Effectiveness Rubric (TER), 

School-wide Learning Measure (SWL), and Individual Growth Model (IGM).  

 

All teacher evaluations will be comprised of the following:  

  

Å 90% Teacher Effectiveness Rubric (TER) – Observations  

Å 10% Student Learning Objectives (SLO) – Determined Locally 

  

Once the weights are applied appropriately, an evaluator will have a final decimal number.       

 

  

Component  Raw Score  Weight  Weighted Score  

Teacher Effectiveness 

Rubric  

      

Student Learning 

Objectives 

   

Sum of the Weighted 

Scores  

      

  

*To get the final weighted score, simply sum the weighted scores from each component.  

This final weighted score is then translated into a rating on the following scale.  

 

Ineffective  Improvement 

Necessary  

Effective  Highly  

Effective  

1.0 - 1.74 points 1.75 - 2.4 points  2.5 - 3.4 points 3.5 - 4.0 points 
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Note:  Borderline points always round up.  

  

Step 6: End-of-year summative evaluation conference – The primary evaluator 

meets with the teacher in a summative conference to discuss all the information collected in 
addition to the final rating.  A copy of the completed evaluation, including any documentation 
related to the evaluation, must be provided to the teacher within seven days of the end-of-
year summative evaluation conference.  
  

The Edinburgh Teacher Evaluation Process will be reviewed by teacher and administrative 

representatives at the conclusion of each school year. All evaluation procedures will be 

discussed and modifications may occur if deemed necessary to improve the Edinburgh 

Teacher Evaluation Process.  

         

Definition of an Evaluator: – All evaluators are licensed administrators who have gone 

through the evaluation training provided by the state through educational service centers. Any 

teacher who serves as an evaluator also must go through the evaluation training provided by 

the state through educational service centers. Evaluators receive ongoing training locally or 

through the educational service centers. 
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Appendix A ς 

Notes from 

Senate Enrolled Act 1 

(IC-20-28-11.5)    

 

Appendix A ς Notes from Senate Enrolled Act 1 (IC 20-28-11.5)  

  

Teacher Remediation Plan – If a teacher received a rating of ineffective or improvement 

necessary, the evaluator and the teacher shall develop a remediation plan of not more than 

90 school days in length to correct the deficiencies noted in the evaluation.  The remediation 

plan must require the use of the teacher’s license renewal credits in professional 

development activities intended to help the teacher improve.  The Professional Development 

Plan form (Form 4) is an optional form that can be used.  

  

Appeal – A teacher who received a rating of ineffective may file a request for a private 

conference with the superintendent not later than 5 days after receiving notice that the 

teacher received a rating of ineffective.  The teacher is entitled to a private conference with 

the superintendent.  

  

Parent Notice – A student may not be instructed for 2 consecutive years by teachers rated as 

ineffective.  If it is not possible, the school corporation must notify the parents of each 

applicable student before the start of the second consecutive year indicating the student will 

be placed in a classroom of a teacher who has been rated ineffective.  

  

IDOE Reports – Before August 1, 2013 (and each year following), the school corporation shall 

provide the results of the teacher performance evaluations including the number of teachers 

placed in each performance category to the IDOE.  The results may not include the names of 

teachers.  

  

Compensation – A teacher rated ineffective or improvement necessary may not receive any 

raise or increment for the following year if the teacher’s employment contract is continued.    

  

Negative impact – Negative impact on student learning shall be defined as follows: (1) For 

classes measured by statewide assessments with growth model data, the department shall 

determine and revise at regular intervals the cut levels in growth results that would determine 
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negative impact on growth and achievement. (2) For classes that are not measured by 

statewide assessments, negative impact on student growth shall be defined locally where data 

show a significant number of students across a teacher's classes fails to demonstrate student 

learning or mastery of standards established by the state. 

 

Tenure Categories – New Teacher Tenure Categories begin July 1, 2012  

A. Probationary Teacher (IC 20-28-6-7.5) – A teacher who has not received a rating (newly hired) or an 

established/professional teacher who receives a rating of ineffective or an established/professional 

teacher who receives two consecutive ratings of improvement necessary.  

B. Established Teacher (IC 20-28-6-8) – A teacher who serves under contract before July 1, 2012 and 

enters into another contract before July 1, 2012.  All current teachers become established teachers on 

July 1, 2012.  

C. Professional Teacher (IC 20-28-6-7.5) – A teacher who receives a rating of effective or highly effective 

for at least 3 years in a 5-year (or shorter) period.  A professional teacher becomes probationary if 

he/she receives a rating of ineffective or 2 consecutive ratings of improvement necessary.  

  

Contract Cancellation Grounds (IC 20-28-7.5-1)  

A. Probationary Teacher  

1. One  ineffective rating  

2. Two consecutive years of improvement necessary  

3. Justifiable decrease in teaching positions – After June 20, 2012, RIF’s in positions 

must be based on performance and not seniority  

4. Any reason considered relevant to the school’s interest  

B. Established/Professional Teacher  

1. Justifiable decrease in positions – After June 30, 2012, RIF’s in positions must be 

based on performance and not seniority  

2. Immorality  

3. Insubordination  

4. Incompetence  

a. Two (2) consecutive years of ineffective ratings; or  

b. Ineffective or improvement necessary in three (3) years of any 5-year 

period  

5. Neglect of duty  

6. Certain felony convictions  

7. Other good and just cause  
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Appendix B-Forms  

     



12 

Form 1 

Pre-Observation Form - Teacher  
  
Note: This form may be used in conjunction with a pre-conference, but can also be 

exchanged without a pre-conference prior to the observation.  

  

School: _________________________  Observer: ______________________________  

Teacher: ________________________ Grade/Subject: __________________________ Date 

and Period of Scheduled Observation: ____________________  

  

Dear Teacher:  

  

In preparation for your formal observation, please answer the questions below and attach 

any requested material.  

  

1. What learning objectives or standards will you target during this class?  

  

  

  

2. How will you know if students are mastering/have mastered the objective?  

  

  

  

3. Is there anything you would like me to know about this class in particular?  

  

  

  

4. Are there any skills or new practices you have been working on that I should look for?  

  

  

  

  

Please attach the following items for review prior to your scheduled observation:  
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Form 2 

Post-Observation Form - Evaluator  
  
Instructions:  The primary post-observation document should simply be a copy of the 

observation notes taken in the classroom.  This form is designed to summarize and 

supplement the notes.  

  

School: _________________________  Observer: ______________________________  

Teacher: ________________________  Grade/Subject: __________________________ 

Date of Observation: ______________    

  

Domain 2: Areas of Strength Observed in the Classroom (identify specific competencies):  

  

  

  

  

Domain 2: Areas of Improvement Observed in the Classroom (identify specific competencies):  

  

  

  

  

Domain 1: Analysis of Information (including strengths and weaknesses) in Planning:  

  

  

  

  

Domain 3: Analysis of Information (including strengths and weaknesses) in Leadership:  

  

  

  

  

Action Steps for Teacher Areas of Improvement:  

This section should be written by the teacher and evaluator during the post conference.  
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       Form 3 
 

Post-Observation Form - Teacher  
  
School: _________________________  Observer: ______________________________  

Teacher: ________________________  Grade/Subject: __________________________ 

Date of Observation: ______________    

  
Dear Teacher:  

  

In preparation for our post-conference, please complete this questionnaire and bring it with 

you when we meet.  Your honesty is appreciated and will help us to have a productive 

conversation about your performance and areas for improvement.  

  

1. How do you think the lesson went?  What went well and what didn’t go well?  

  

  

  

2. Did you accomplish all that you wanted to in terms of students mastering the       
objectives of the lesson?  How do you know?  If not, why do you think it did not go as 
planned?  

  

  

  

3. If you were to teach this lesson again, what would you do differently?  

  

  

  

4. Did the results of this lesson influence or change your planning for future lessons?  
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Form 4 
 Professional Development Plan  

Using relevant student learning data, evaluation feedback and previous professional 

development, establish at least 3 areas of professional growth below.  Each of your goals is 

important but you should rank your goals in order of priority.  On the following pages, 

complete the growth plan form for each goal.  

  

  Goal  Achieved?  

1.  

  

  

  

  

    

2.  

  

  

  

  

    

3.  

  

  

  

  

    

  

Name      

School      

Grade Level(s)    Grade Level(s)    

Date Developed    Date Developed    

Primary Evaluator 

Approval  

x  Primary Evaluator 

Approval  

x  
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 Set Student Learning Objective (Class)  

Teacher(s): _______________________________________________________________ 

Grade Level/Subject/Period: ____________________________________________ 

Pre-Work:  
Step 1 

Approved 
Assessment 

Assessment: 

 
Approved Mastery 
Score 

Score:  

Pre-Work:  
Step 2 

Level of Student 
Preparedness 

High –  

Medium -  

Low -  

 

 Highly Effective  
(4) 

Effective  
(3) 

Improvement 
Necessary (2) 

Ineffective 
 (1) 

Class 
Objective  
Rubric 

Based on students’ starting 
points, the teacher moved an 
exceptional number of students 
to achieve content mastery. 
 

Based on students’ 
starting points, the 
teacher moved a 
significant number of 
students to achieve 
content mastery. 
 

Based on students’ 
starting points, the 
teacher moved a less 
than significant number 
of students to achieve 
content mastery. 

Based on students’ 
starting points, the 
teacher moved few 
students to achieve 
content mastery. 
 

Class 
Objective 
Defined 
 

 
 
 

   

Use the following directions to write your class learning objective: 

1. Complete the Pre-Work section using information from Step 1 and Step 2 approved forms 

2. Look at numbers of students in the different Levels of Preparedness.  Use the following guidance to determine what # or % of students 

at each level will achieve the content mastery score determined in Step 1: 

ƴ A “Highly Effective” teacher should have all students in the high and medium levels of preparedness and most of the 

students in the low level of preparedness achieve content mastery. 

ƴ An “Effective” teacher should have all students in the high level, almost all students in the medium level,  and many students 

in the low level of preparedness achieve content mastery. 

ƴ An “Improvement Necessary” teacher should have most students in the high and medium, and few students in the low 

level of preparedness achieve content mastery. 

ƴ An “Ineffective” teacher should have few or no students in the high, medium, and low level of preparedness achieve  

content mastery. 

3. Draft objective across performance levels (9ȄΦ ά9ŦŦŜŎǘƛǾŜέΥ ул҈ ƻŦ ǎǘǳŘŜƴǘǎ ǿƛƭƭ ǎŎƻǊŜ ŀƴ урκмлл ƻǊ ŀōƻǾŜ ƻƴ ǘƘŜ ŜƴŘ ƻŦ ŎƻǳǊǎŜ 

ŀǎǎŜǎǎƳŜƴǘΤ άIƛƎƘƭȅ 9ŦŦŜŎǘƛǾŜέΥ фл҈ ƻŦ ǎǘǳŘŜƴǘǎ ǿƛƭƭ ǎŎƻǊŜ ŀƴ 85/100 or above, etc) 
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Set Student Learning Objective (Targeted)  

Teacher(s): _______________________________________________________________ 

Grade Level/Subject/Period: ____________________________________________ 

 Highly Effective  
(4) 

Effective  
(3) 

Improvement 
Necessary (2) 

Ineffective 
 (1) 

Targeted 
Objective 
Rubric 

The teacher has surpassed 
expectations described in the 
Student Learning Objective 
and/or demonstrated an 
outstanding impact on 
student learning. 

The teacher has met 
the expectation 
described in the 
Student Learning 
Objective and/or has 
demonstrated a 
considerable impact 
on student learning. 

The teacher has not 
fully met the 
expectation described 
in the Student 
Learning Objective, 
but has demonstrated 
some impact on 
student learning. 

The teacher has not 
met the expectation 
described in the 
Student Learning 
Objective and has  
demonstrated an 
insufficient impact on 
student learning.  

Targeted 
Objective 
Defined 

Targeted Population: 
Students who start the course 
at the lowest level of 
preparedness as identified in 
Step 2   
 
Targeted IN Content 
Standards: 
 
Approved Assessment: 
 
Growth and/or Achievement 
Goal:  
 
 
 

   

 

Use the following directions to write your targeted learning objective: 

1. The targeted learning objective should be directed at students who start the course at the lowest level of preparedness.  

These students were identified in Step 2.  If no students are categorized in this level, the teacher should choose another 

sub-group of students to target. 

2. The objective may cover all content standards, or a specific subset of content standards.  Based on the identified needs 

of the chosen student population, specify the content standards you will address with this objective. 

3. Determine the best assessment(s) you have available for the specified group of students and standards.  Make sure the 

assessment meets the approval criteria and that an evaluator has signed off on its use. 

4. Based on student needs and available assessments, determine whether this objective should focus on growth, 

achievement, or both.  Like the class objective, it can be a mastery goal adjusted for students’ starting points. 

5. Draft objective based on what it means to be “effective” in this context.  In other words, what does it meant to have 

achieved “significant mastery or progress” with this group of students? (Ex. Identified students will master the specified 

ŎƻǳǊǎŜ άǇƻǿŜǊέ ƻōƧŜŎǘƛǾŜǎ ƻƴ ǘƘŜ ŜƴŘ ƻŦ ŎƻǳǊǎŜ assessments) 
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Evaluator Approval of Student Learning Objectives  

Teacher(s): _______________________________________________________________ 

Evaluator: _____________________________ 

 

Class Learning Objective Assessment: ________________________ 

 Highly Effective  
(4) 

Effective  
(3) 

Improvement 
Necessary (2) 

Ineffective 
 (1) 

 Exceptional number of 
students achieve content 
mastery 

Significant number of 
students achieve 
content mastery 

Less than significant 
number of students 
achieve content 
mastery 

Few students achieve 
content mastery 

Class Learning 
Objective 

    

Evaluator Feedback:  

  

 Class Learning Objective Approved 

Targeted Learning Objective Assessment: ___________________ 

 Highly Effective  
(4) 

Effective  
(3) 

Improvement 
Necessary (2) 

Ineffective 
 (1) 

 Surpassed goal or otherwise 
demonstrated outstanding 
student mastery or progress 

Met goal or otherwise 
demonstrated 
significant student 
mastery or progress 

Did not fully meet 
goal, but showed 
some student mastery 
or progress. 

Did not meet goal, 
little to no student 
mastery or progress. 

Targeted 
Learning 
Objective 

Targeted Population: 
Students who start the course 
at the lowest level of 
preparedness as identified in 
Step 2   
 
Targeted IN Content 
Standards: 
 
Growth and/or Achievement 
Goal:  
 

   

Evaluator Feedback:  

 Targeted Learning Objective Approved 

Signature of evaluator: ____________________________________________________ Date: ___________ 

Signature of teacher(s): ___________________________________________________  Date: ___________ 
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Form 6  
  

Final Summative Rating  
  

School: _________________________  Summative Evaluator: ____________________  

Teacher: ________________________  Date: ___________________________  

Grade/Subject: ___________________    

  

Note: This form should be completed based on information collected and assessed throughout 

the year.  Evaluators should complete this form and make a copy for the teacher to discuss 

results during the end-of-year summative conference.  

  

Number of Formal Observations: __________  

  

Number of Informal Observations: __________  

  

Domains 1-3 Weighted Scores  

Domain  Rating (1-4)  Weight  Weighted  Rating  

Domain 1    10%    

Domain 2    75%    

Domain 3    15%    

  Weighted  100%    

 Final Teacher Practice Rating    

  

1. Rating * % Weight = Weighted Rating  

2. Sum of Weighted Ratings = Weighted Score  

3. Rounded Weighted Score (.5 or above round up, .49 or below round down) = Final 

Teacher Practice Rating  

  

If the teacher “Meets Standards” in Domain 4 (Professionalism), deduct 0 points. The final 

teacher score remains the same as in the previous step.  If the teacher “Does Not Meet 

Standards,” deduct 1 point from the score calculated in the previous step.  

  
Final Teacher Practice Score, Domains 1-4: __________                           
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                                                                              Choose only one set of weights   

Measure  Rating (1-4)  Weights  Weighted Rating  

Teacher Practice Score    90%    

Student Learning Objectives  10%  

*All teachers in the same school should have the same rating on this measure  
  

Follow the following formula to calculate by hand:  
1. Rating * % Weight = Weighted Rating  

2. Sum of Weighted Ratings = Final Summative Score  

  

Final Summative Evaluation Score: _______________           

  

Use the chart below and the Final Summative Evaluation Score to determine the teacher’s final rating. a 

Ineffective  Improvement Necessary  Effective  Highly  
Effective  

1.0 - 1.74 points 1.75 - 2.4 points  2.5 - 3.4 points 3.5 - 4.0 points 

Note: Borderline points always round up.  
Final Summative Rating:  
  

  Ineffective          Improvement Necessary             Effective               Highly Effective     

   

Teacher Signature  
I have met with my evaluator to discuss the information on this form and have received a copy.  
Signature:_______________________________    Date:______________________  
 
Evaluator Signature  
I have met with this teacher to discuss the information on this form and provided a copy.  
  

Signature: ______________________________    Date:_______________________  


