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Miami East Local Schools
Teacher Evaluation/Appraisal Program

“Effective student learning is the ultimate goal of evaluations”

Overview

During the 2012-2013 school year a district-wide committee was established to restructure the evaluation process and procedures. The
District will utilize the Ohio Teacher Evaluation System (OTES) as the foundation of the evaluation process. These standards provide the
instructional staff and administration with a common language and a set of skills to enable administration to successfully evaluate educators. This
committee has reconvened to make adjustments and updates annually. This committee meets annually to make needed updates and revisions.

As a result of HB 153, SB 316, and HB362 the Miami East Board of Education has adopted a teacher evaluation policy in accordance with the
standards-based statewide teacher evaluation framework adopted by the State Board of Education.

e The Miami East Board of Education adopts the Ohio Teacher Evaluation System “OTES 2.0” model as approved by the State Board of
Education.

e Each evaluation will have a rating of (1) Accomplished; (2) Skilled; (3) Developing; or (4) Ineffective.

e The Teacher performance will be scored Holistically. This means evaluators will assess which performance level provides the best overall
description of the teacher’s practice.

e All evaluations must be completed by May 15t and the teachers must be provided with a written copy of the evaluation results by May 10t".

This evaluation program has been developed in consultation with teachers employed by the Miami East Board of Education.

Given the dynamic nature of the mandated teacher evaluation process, the Board authorizes and directs the Superintendent to establish and
maintain an ongoing Evaluation Policy Consultation committee, with continuing participation by District teachers represented by the Miami East
Education Association for the express purpose of recommending necessary changes to the Board for the appropriate revision to this evaluation
program.



During the 2021-2022 school year the committee is comprised of the following:

LaDonna MaysMiami East Junior High, Teacher Denise Gibson Miami East Elementary, Teacher
Jason Unger Miami East Junior High, Principal Kristy Hurst ~ Miami East High School, Teacher
Brian Rohrer Miami East Elementary, Principal Jamie Brown Miami East Junior High, Teacher
Annette Baker Miami East Elementary, Teacher Todd Gentis Miami East High School, Principal
Scott Donaldson Miami East High School, Assistant Principal Elizabeth Kerr Miami East Elementary, Teacher
Dr. Todd Rappold Miami East Local Schools, Superintendent Melissa Beal Miami East High School, Teacher
Carmen Richters Miami East Elementary, Teacher Jodi McKinney Miami East Junior High, Teacher
Matt Roth Miami East Elementary, Teacher Cynde Sroufe Miami East High School, Teacher

Mission Statement

The mission of the Miami East Local School District is to provide an individually focused and progressive quality education, which enables
students to be contributing citizens of the local and world communities.

Belief Statements

We Believe:
e Everyone can learn.
e Learningis a life-long, ever-changing process.
e Each student has unique needs.
e A quality education is an active partnership between home, school and community.
e Each individual has the right to a secure and pleasant school environment.
e Education must nurture personal growth, self-esteem, and respect.
e Students must take an active and responsible role in their education.
e Education must recognize and respect diversity.

e Quality education is the foundation of an effective society.



V  Checklist of Evaluation Procedures

Please use th€hecklist of Evaluation Procedures as a guide to meet required timelines and expectations.

1 Self-Assessment: Voluntary completion. This provides guidance to the teacher prior to the goal setting meeting with the credentialed evaluator at the Goal

Setting meeting

7 OHES: The Ohio Evaluation System (OHES) will be replacing the eTPES system for the 2021-2022 school year.
0 WaIkthroughs: Any classroom visits less than thirty minutes

7 Pre-Conference: the first formal observation will be a holistic observation where the evaluator assesses all areas of the rubric demonstrated during the observation

as well as information gained from a required pre-observation conference. Teachers and evaluators may mutually agree to accomplish this in-person, remotely through e-mail,
video conference or sharing information in writing.

1 Observations: tobe completed on or before May 1°¢ by the credentialed evaluator- Minimum of two thirty minute observations
O Off-Year Observation- An informal classroom observation lasting one class period or less.

1 Mid-Year Conference: May be completed during Pre-Conference (Planning) and Post Conference sessions to review Goal Setting and Observation

progress or Professional Project

0 Communication/CoIIa boration: artifacts to be collected throughout the year and reviewed at Mid-Year and End Year Conference with credentialed evaluator

1 Teacher Professional Growth Plan: teachers on full evaluations will create their Growth Plan two weeks after their initial post conference. Teachers on an off-

year evaluation will submit their Growth Plans by the last school day in October.

1 Year End Conference: Tobe completed on or before May 1

O Rating: To be completed holistically by the credentialed evaluator on or before May 10



Appraisal Philosophy

Miami East Local Schools believe that staff evaluation is an ongoing process. Evaluations are used to improve the quality of instruction, to enhance
job performance responsibilities, and to focus on and emphasize professional development. Effective student learning is the ultimate goal of
evaluations.

It is a continuous and cooperative process wherein the individual being evaluated and the evaluator share a joint responsibility to work together to
recognize effective instruction and the means and methods by which to improve student learning.

It is a process meant to commend where commendation is warranted and create specific professional development plans and suggest means of
improvement when needed.

It is also a means for making decisions regarding employment.

Appraisal Objectives

e To help staff gain a better understanding of the scope of their duties and responsibilities as reflected in the job description.
e Toincrease overall job performance with support from the administrator.

e To provide staff with feedback necessary to develop a professional growth plan.

e To provide a means for making appropriate contract recommendations.

Miami East Principles for a Quality Teacher Evaluation
Program

Recognizes the primacy of student learning as the central object of the professional practice of classroom teachers.

Integrates the teacher evaluation and teacher development functions.

Is differentiated to respect the professional needs of teachers at different levels of professional and career development.

Is grounded in conceptions of best practice generated by empirical research and validated by the wisdom of practice of exemplary
practitioners.

5. Is anchored to research-based framework and rubrics that provide a common professional language that promotes dialogue on
teaching and learning.

PwNE



6. Provides for the initial and on-going professional development of evaluators.

7. Provides “Accomplished” teachers with the opportunity to assume greater influence over the evaluation process as it relates to their
continued professional growth.
8. Is considered by both teachers and evaluators to be a fair system with manageable expectations for both parties.

Holistic Teacher Evaluation

Teacher evaluations will utilize multiple factors, with the intent of providing meaningful feedback to each teacher and assigning
an effectiveness rating based in equal part upon teacher performance. The Teacher performance will be scored Holistically. This
means evaluators will assess which performance level provides the best overall description of the teacher’s practice.

Each teacher evaluation will result in an effectiveness rating of:

a. Accomplished;
b. Skilled;

C. Developing; or
d. Ineffective

The specific standards and criteria for distinguishing between these ratings/levels of performance shall be the same as those
developed by the State Board of Education, which are incorporated herein by reference.

The Superintendent shall annually cause to be filed a report to the department of education the number of teachers for whom
an evaluation was conducted as well as the number of teachers assigned each rating as set forth above, aggregated by teacher
preparation programs from which and the years in which the teachers graduated.

The Teacher performance will be scored Holistically. This means evaluators will assess which performance level provides the

best overall description of the teacher’s practice. Each evaluation will be based upon teacher performance and the Teacher
Professional Growth Plan.



Definition of “Teacher”

This policy applies to District employees who meet one of the following categories:

1. A teacher working under a license issued under Ohio Revised Code (ORC) Sections 3319.22, 3319.26, 3319.222 or 3319.226 who
spends at least 50% of his/her time providing content-related student instruction; or

2. A teacher working under a permanent certificate issued under ORC 3319.222 as existed prior to September 2003 who spends at
least 50% of his/her time providing content-related student instruction; or

3. A teacher working under a permanent certificate issued under ORC 3319.222 as it existed prior to September 2006 who spends at
least 50% of his/her time providing content-related student instruction; or

4, A teacher working under a permit issued under ORC 3319.301 who spends at least 50% of his/her time providing content-related

student instruction.

Principals and assistant principals shall be evaluated in accordance with the principal evaluation policy adopted by the Board in accordance with
ORC 3319.02.

This policy does not apply to the superintendent, assistant superintendent(s), business manager, treasurer or “other administrator” as defined by
ORC 3319.02. This policy also does not apply to substitute teachers.

Assigning an Effectiveness Rating

Each evaluation will result in an effectiveness rating of “Accomplished,” “Skilled,” “Developing,” or “Ineffective.” An effectiveness rating is a
holistic score including observations and professional growth plans.

Teacher Performance and the Teacher Professional Growth Plan shall be combined to determine a Holistic effectiveness rating. The
Evaluation Matrix is attached hereto as Exhibit A and incorporated herein. The Teacher performance will be scored Holistically. This
means evaluators will assess which performance level provides the best overall description of the teacher’s practice. Each evaluation
will be based upon teacher performance and the Teacher Professional Growth Plan.

The Board shall annually submit to the Ohio Department of Education (ODE), in accordance with ODE guidelines, the number of teachers assigned
an effectiveness rating, aggregated by the teacher preparation programs from which, and the years in which, the teachers graduated.



Timeline

Evaluation Timeline

District administrators shall conduct an evaluation of each teacher subject to this policy at least annually. Each evaluation shall follow the
Frequency of Evaluations timeline listed below. All teacher evaluations shall be completed by the first day of May and each teacher subject to this
policy shall be provided with a written copy of the evaluation results by the tenth day of May.

For those teachers who are on limited or extended limited contracts pursuant to ORC 3319.11 and who are under consideration for nonrenewal,
one evaluation consisting of at least three formal observations must be conducted annually by the first day of May. Each teacher on a limited or
extended limited contract shall be provided with a written copy of the evaluation results by the tenth day of May.

Evaluations will be completed by May 15t and each teacher will be provided a written report of the results of his/her evaluation by May 10t™.
Written notice of nonrenewal will be provided by June 1.

Frequency of Evaluations

Board may choose to evaluate a teacher who received a rating of Accomplished every three years as long as the evaluator determines the teacher is
making progress on his/her Professional Growth Plan.

The local board of education may evaluate less frequently each teacher who received a rating of Accomplished or Skilled on the most recent
evaluation, so long as the teacher submits a Professional Growth Plan that focuses on areas identified in the observations and evaluation and the
evaluator determines the teacher is making progress on the plan.

Board may choose to evaluate a teacher who received a rating of Skilled every two years, as long as the evaluator determines the teacher is making
progress on his/her Professional Growth Plan.

For either of the above, the teacher must still receive at least one off-year observation and one conference. The Miami East Administration

reserves the right to still conduct a formal observation for either Accomplished or Skilled designations on off years. Likewise, staff members can
request a formal observation.

Off-Year Observation- An informal classroom observation lasting one class period or less.



Accomplished Teachers

[ 1 A teacher who receives a final summative rating score of “Accomplished” on his/her most recent evaluations may at the discretion of the
Superintendent/designee be formally evaluated every three years as long as long as the evaluator determines the teacher is making progress on
his/her Professional Growth Plan. Teachers who qualify for this exception will receive one off-year observation and a conference with a
credentialed evaluator in any year that he/she is exempt from the formal evaluation process. The teacher will continue to create a Professional
Growth Plan every year.

Skilled Teachers

[ ] A teacher who receives a final summative rating score of “Skilled” on his/her most recent evaluations may at the discretion of the
Superintendent/designee be formally evaluated every two years as long as long as the evaluator determines the teacher is making progress on
his/her Professional Growth Plan. Teachers who qualify for this exception will receive one off-year observation and a conference with a
credentialed evaluator in any year that he/she is exempt from the formal evaluation process. The teacher will continue to create a Professional
Growth Plan every year.

Retiring Teachers

[ ] A teacher who has submitted a notice of retirement by November 15t will not be evaluated as long as the board of education has accepted the
retirement by December 1°t.

[ ] The Superintendent/Designee may waive the evaluation requirements for a teacher who has submitted a notice of retirement by November 1%,
as long as the board of education has accepted the retirement by December 15t

Teachers on Extended Leave
[ 1 A teacher who is on leave from the district for fifty percent (50%) or more of the school year will not be evaluated in that year.

[ ] The Superintendent/Designee may waive the evaluation requirements of a teacher who is on leave from the district for fifty percent (50%) or
more of the school year.

Teachers up for Contract Renewal
Principal will make recommendation to the superintendent following the Board Guidelines.



Calculating Teacher Performance

Teacher Performance is evaluated during the two cycles of formal observations and periodic classroom walkthroughs.

Final Evaluation Procedures
Each teacher’s performance rating will be combined with the assessment of student growth measures to produce the summative
evaluation rating, based upon the following “Evaluation Matrix”:

Evaluation Matrix

Teacher Performance: Full Evaluation

Mid-Year Review and Final Holistic Rating
Conference®

Fre-Conference*

Formal Fecused
Observalion

Classroom Walkthioughs
Pasf-Conference(s)*

Completed by May 1st

Determine Final Holisfic
Rating

*Indicates best practice but nat required



Formal Observation Procedure

a. The first formal observation shall be preceded by a conference between the evaluator and the employee prior to
the observation in order for the employee to explain plans and objectives for the classroom situation to be
observed. All subsequent observations could be unannounced.

b. A post-observation conference shall be held after each formal observation.

Informal Observation/Classroom Walkthrough
Procedures

Informal Observation/Classroom Walkthrough Procedure

Classroom walkthroughs/Informal Observation (with an emphasis on identified focus areas when applicable).

Teachers who are fully evaluated will receive at least two classroom walkthroughs. These may be announced or unannounced. Classroom
walkthroughs are informal observations of less than 30 minutes with an emphasis on identified focus area(s).

The walkthroughs/Informal Observation(s) are included in the year-end holistic rating at the end of the evaluation cycle.

A walkthrough is an informal observation in which an evaluator may assess one or more areas in the Teacher Performance Evaluation Rubric.

Observations of teaching provide important evidence when assessing a teacher’s performance and effectiveness. As an evaluator observes a
teacher engaging students in learning, valuable evidence may be collected on multiple levels. While many of these interactions may take place in
the classroom, a more formal instructional setting, it should be noted that evidence of teacher practice is visible in many settings. Some teacher
behaviors are observable in the classroom while other evidence may be obtained from formal conferences, informal conversations, and evidence
of practice, as well as input from colleagues, parents/guardians and students.

As part of the observation process, ongoing communication and collaboration between evaluator and teacher help foster a productive professional
relationship that is supportive and enhances a teacher’s professional growth and development.

A walkthrough/informal observation is a

* Tool to inform evaluation that provides the opportunity to gather evidence of instruction over a series of short classroom visits;



¢ Method to allow evaluators opportunity to gather additional evidence on identified focus area(s) to enhance teacher practice;

* Process for giving targeted evidence-based feedback to teachers; and

* Means for evaluators to visit classrooms more frequently and more purposefully.
As part of the teacher evaluation system, walkthroughs/informal observations should, whenever possible, be focused on gathering evidence
related to the teacher’s identified focus area(s). However, evaluators are not limited to only collecting evidence on the identified focus area(s).
Evaluators must ensure they have sufficient evidence to provide a Final Holistic Rating at the end of the evaluation cycle.

Informally Observe Teachers
Teachers who are fully evaluated will have a minimum of two walkthroughs. Walkthroughs are informal observations less than 30 minutes; these
will be announced.

Evaluators may but are not limited to collecting evidence in any identified focus area(s). Walkthroughs will be announced. The walkthrough should
be of sufficient duration to allow the evaluator to assess the focus of the walkthrough.

The walkthrough should be of sufficient duration to allow the evaluator to assess the focus of the walkthrough.

Data gathered from a walkthrough will inform the final Holistic evaluation.

Feedback from a walkthrough that is being used to inform an evaluation shall be provided after the walkthrough. The teacher and/or
administrator may request a face to face meeting to discuss observations relative to the identified focus of the walkthrough.

a. Classroom walkthroughs shall not unreasonably disrupt and/or interrupt the learning environment.

b. Data gathered from the walkthrough shall be placed on the form designated in Ohioes System.
https://ohioes.com/login



https://ohioes.com/login

Components of an Evaluation Cycle

Components of an evaluation cycle

[ Ineffective J [Devehping] ( |
L

Components of the Full Evaluation Cycle || Components of the Optional

Less Frequent Evaluation Cycle
® Professional Growth/Improvement Plan q v

 Formal Holistic Observation Followed by Conference e Professional Growth Plan

® (lassroom Walkthroughs e One Observation

* Formal Focused Observation-Emphasis on Focus Area(s)  One Conference with Discussion
of Progress on PGP

® Final Summative Conference

Assessment of Teacher Performance

Teacher performance shall be based on the evidence provided by the teacher and formal observations and walkthroughs by the teacher’s

assigned evaluator.

Such

performance will be used to determine the teacher's evaluation rating and will be assessed through a holistic process by trained and

credentialed evaluators based upon the following Ohio Standards for the Teaching Profession:

1.

v ok W

understanding student learning and development, respecting student diversity, and holding high expectations for all students to achieve
and make progress at high levels;

knowing and understanding the content area for which they have instructional responsibility;
understanding and using varied assessments to inform instruction, evaluate and ensure student learning;
planning and delivering effective instruction that advances individual student learning;

creating learning environments that promote high levels of student learning and achievement for all students;



6. collaborating and communicating with students, parents, other educators, District administrators, and the community to support student
learning; and

7. assuming responsibility for professional growth and performance as an individual and as a member of a learning community.

Each teacher evaluated under this policy may (not required) complete a "Self-Assessment" utilizing the Self-Assessment Summary Tool. If utilized
the results are private and not required to be shared with the evaluator.

Formal Observation and Classroom Walkthrough Sequence

A. Ateacher not under consideration for renewal or nonrenewal who is subject to a full evaluation cycle shall be evaluated based on at least two
(2) formal observations of at least thirty (30) minutes each and periodic classroom walkthroughs each school year.

The first formal observation will be a holistic observation where the evaluator assesses all areas of the rubric demonstrated during the
observation as well as information gained from a required pre-observation conference. Teachers and evaluators may mutually agree to accomplish
this in-person, remotely through e-mail, video conference or sharing information in writing.

B. The second and any subsequent formal observation(s) will be focused observations in which the evaluator emphasizes identified focus
area(s). Identified focus areas will be selected after completion of the holistic observation and may include area(s) of relative strength and/or
area(s) targeted for improvement.

Teachers with a final evaluation rating of Accomplished (from the previous year) will select their own focus area(s).

A teacher with a final evaluation rating of Skilled (from the previous year) will select focus area(s) in collaboration with his/her
evaluator.

A teacher with a final evaluation rating of Developing (from the previous year) will be guided by his/her evaluator in
determining focus area(s).

A teacher with a final evaluation rating of Ineffective (from the previous year) will have focus area(s) selected by the evaluator.

A teacher new to the profession will select focus area(s) in collaboration with his/her evaluator."

Evaluators will collect evidence during the focused observation to assess the identified focus area(s). Evaluators will also document evidence to
support the final evaluation rating.



High Quality Student Data (HQSD)

Timelines for HQSD selections

Staff members can turn in their HQSD selections between August 15, 2022 thru September 30, 2022.
Staff members will use the HQSD Google Form to submit their selection.
The HQSD form will then be reviewed by your building HQSD Committee. Committees will consist of the following grade levels:
K-3 6-8
4-5 HS Departments
If a staff member selects a HQSD that is already on the Ohio Department of Education (ODE) approved list, it would be approved
immediately by the committee after submission.
Committees will review submitted HQSD teacher selections the following dates this fall:
August 22
September 15
October 6

HQSD Updates

HQSD can be used as evidence in any component of the evaluation
Prohibits shared attribution

Prohibits the use of Student Learning Objectives (SLOs)
The framework shall include at least two measures of HQSD to provide evidence of student learning
HQSD must

o Be attributable to the teacher

o Include VA when applicable and one other measure of HQSD

Three Sources of HQSD

Value-Added (EVAAS)
ODE Approved Vendor Assessments

Locally Defined Measures



Credentialed Evaluators

The Board shall authorize the Superintendent/designee to approve and maintain a list of credentialed evaluators. Each teacher evaluation
conducted under this policy shall be conducted by a person: 1) who is eligible to be an evaluator in accordance with ORC 3319.111(D); and 2) who
holds a credential established by ODE for being an evaluator. Every evaluator must complete state-sponsored evaluation training and is required to
pass an online credentialing assessment.

Professional Growth and Improvement Plans

Teachers develop Professional Growth Plans annually to help them identify areas of professional development that will enable them to enhance
their practice. Teachers are accountable for implementing and completing the plan and should use it as a starting point for the school year.

A teacher who is new to the profession or the district develops a Professional Growth Plan collaboratively with the evaluator.

Professional Growth Plans and Professional Improvement Plans

Based upon the results of the annual teacher evaluation, each teacher must develop either a professional growth plan or be placed on a
professional improvement plan as follows:

A. A teacher whose final holistic rating is "accomplished" on his/her most recent evaluation will develop a self-directed Professional Growth
Plan annually

B. A teacher whose final holistic rating is “skilled” will develop a professional growth plan collaboratively with his/her credentialed
evaluator.

C. Ateacher whose final holistic rating is "developing" will develop a professional growth plan guided by his/her assigned credentialed
evaluator, utilizing the components determined by the District.

D. A teacher whose final holistic rating is "ineffective" will be placed on a professional improvement plan by their assigned evaluator,
utilizing the components determined by the District.

E. Ateacher who is new to the profession or new to the District will develop a professional growth

plan collaboratively with his/her credentialed evaluator. The Resident Educator PGP may align with the Resident Educator goals set with
the mentor.

F. The District administration has discretion to place a teacher on an Improvement Plan when deficiencies are noted in the evaluation system
by the teacher.



Goals:

When writing a professional growth plan the number of goals that each teacher will be required to adopt is as follows:
Accomplished one goal
Skilled one goal
Developing two goals

Ineffective two goals

PGP Timeline:

Teachers on full evaluations will create their Growth Plan two weeks after their initial post conference. Teachers on an off-year evaluation will
submit their Growth Plans by the last school day in October.

Professional Growth Plans cannot replace Individual Professional Development Plans(IPDP), nor can Individual Professional Development Plans
replace Professional Growth Plans. Professional Growth Plans should reflect the evidence available and focus on the most recent evaluation and
observations. Each should be individualized to address the needs of the teacher.

The school or district should provide for professional development opportunities and support the teacher by providing resources(e.g., time,
financial). Professional Growth Plans must be clear and comprehensive. They must align to the most recent evaluation results and propose a
sequence of activities leading to progress toward the goals.

Professional Growth Plan goals should be continually monitored and discussed with the evaluator throughout the year. Sound professional practice
calls for the evaluator and teacher to meet three times a year to discuss goals and progress. They should review the plan regularly and update it as
necessary based on collaborative conversations between the evaluator and the teacher.

The Ohio Teacher Evaluation System 2.0 is a growth model design. As such, it is expected that teachers will make progress on their Professional
Growth Plan thereby leading to enhanced instruction and increased student learning.

The local board of education may evaluate less frequently each teacher who received a rating of Accomplished or Skilled on the most recent
evaluation, so long as the teacher submits a Professional Growth Plan that focuses on areas identified in the observations and evaluation and the
evaluator determines the teacher is making progress on the plan.



In any year the teacher is not fully evaluated, the evaluation must include one formal or informal observation, whichever the district determines,
and one conference that includes a discussion of the teacher’s progress on the plan.

Improvement Plan. The Ohio Teacher Evaluation System 2.0 calls for an educator who has a Final Holistic Rating of Ineffective to be placed on a
written Improvement Plan. However, districts have discretion to place any teacher on an Improvement Plan at any time based on any individual
deficiency in the evaluation system. The notice requirements for being placed on an Improvement Plan, the components of the plan and the
implementation process for the plan may vary from District to District.

Teacher Performance: Full Evaluation

Md-Yeor Review ond Final Holistic Rating
Conference*

Pre-Conference*

Formal Focused
Observation

Classroom Walkthroughs
Post-Conference(s)*
Completed by May 1st

Delermine Final Hollsic
kaing

Writien Report by May
10°

*Indlcates best practice but not required



Retention and Promotion Decisions/Removal of
Poorly Performing Teachers

It is the purpose of this Evaluation Policy to improve the quality of instruction, enhance student learning and strengthen
professional competence through meaningful feedback and targeted professional development. In addition, the evaluations
produced will serve to inform the Board on employment decisions, i.e., retention, promotion of teachers, renewal of teaching
contracts, and the removal/nonrenewal of poorly performing teachers.

Definitions

“Retention” for purposes of this policy refers to employment decisions on the question of whether or not to suspend a contract
pursuant to a reduction in force, non-renew a limited or extended limited contract, or terminate employment for good and just
cause. In the case of a reduction in force, seniority will not be considered when making decisions on contract suspensions,
except in the instance of comparable evaluations. The decision to non-renew or terminate the contract of a poorly performing
teacher may be informed by the evaluation(s) conducted under this policy. However, decisions to non-renew or terminate a
teaching contract are not limited by the existence of this policy.

“Promotion” as used in this context is of limited utility given the fact that teachers covered by this policy are not currently
employed in any discernible hierarchy. Nevertheless, when making decisions relative to such matters as determining
department or grade level chairpersons, selections to curricular or strategic planning bodies, or teaching assignments, the Board
will consider teacher performance as indicated by evaluations.

“Poorly Performing Teachers” refers to teachers identified through the evaluation process set forth in this policy who
demonstrate an inability and/or unwillingness to meet the reasonable expectations of this evaluation system.

Remova of Poorly Performing Teachers

Nothing in this policy will be deemed to prevent the Board from exercising its rights to non-renew, terminate, or suspend a
teaching contract as provided by law and the terms of the collective bargaining agreement in effect between it and the Miami
East Education Association (MEEA). The evaluation system and procedures set forth in this policy shall not create an expectation
of continued employment for teachers on a limited contract that are evaluated under this policy. The Board reserves the right to
non-renew a teacher evaluated under this policy in accordance with R.C. 3319.11 notwithstanding the teacher’s summative
rating.



Board Professional Development Plan

In accordance with the Ohio State Board of Education’s statewide evaluation framework, the Board has adopted a specific plan for the allocation of
financial resources to support the professional development of teachers covered by this policy. The plan will be reviewed annually.

Policy Adoption Date: May 20, 2013
September 15, 2014
September 17, 2018
October 19, 2020
September 13, 2021
October 18, 2021



Appendix A (2021-2022)

Final Evaluation Procedures
Each teacher’s performance rating will be combined with the assessment of student growth measures to produce the
summative evaluation rating, based upon the following “Evaluation Matrix”:

Evaluation Matrix

Teacher Performance: Full Evaluation

Final Holistic Rating

*Indicates best practice but not required



Appendix B (2021-2022)

Rubric Structure

Figure 2—Rubric Structure




Appendix C

Walkthroughs/Informal Observation
Walkthrough: General Form

Teacher Name: Grade(s)/Subject Area(s): Date:
Evaluator Name: Time Walkthrough Begins: Time Walkthrough Ends:

Directions: Thi s form serves as a record of a walkthrough by the t éngaementslisted elovaih u at c
any one informal observation, nor is this an exhaustive list of evidence that may be observed. This record, along with records of additional informal observations,
will be used to inform the holistic evaluation of the teacher.

EVALUATOR OBSERVATIONS

3 Teacher is consistent and effective in communicating 3 Communication strategies and questioning techniques

appropriate, needs-based, differentiated learning goals check for understanding and encourage higher-level
thinking

3 |nstructional time is used effectively 3 Information is presented in multiple formats

3 Teacher combines collaborative and whole class 3 Routines, procedures and transitions are consistent,
learning opportunities effective and maximize instructional time

3 Rapport and expectations for respectful, supportive 3 Feedback is substantive, specific, timely and supports
and caring interactions with and among students and student learning
the teacher are evident

3 Lesson makes clear and coherent connections with 3 Teacher selects, develops and uses multiple
student prior learning and future learning assessments

3 Teacher demonstrates content knowledge and uses 3 Teacher uses differentiated instructional strategies and

content-specific language and strategies to engage resources for groups of students
students
3 Other: 3  Other:

Identified Focus Area(s) and Aligned Evidence, if Applicable:

Evaluator Summary Comments:




Evaluator Signature: 3 Photocopy to Teacher

Appendix D

Sample
Pre-Conference Questions

Focus For Learning
e (P) Demonstrate the importance of the goal and its appropriateness for students.

e (A) How are the goals challenging and measurable?
e (A) How will the lesson goals reflect the range of student learner needs?
e (A) How will the lesson goals fit into the broader unit, course, and school goals for content learning and skills?

Assessment Data
e (A) How will you match assessments and differentiated assessments with the full range of student needs, abilities, and learning styles?

e (A) What diagnostic, formative, and summative assessments have been incorporated into the lesson plans?
e How will you use the student data to identify student strengths and areas of student growth?



Appendix E
Definitions

“OTES” — stands for the Ohio Teacher Evaluation System as adopted by the Ohio State Board of Education in 2011, or as
otherwise modified by the State Board of Education.

“Teacher” — For purposes of this policy, “teacher” means a licensed instructor who spends at least 50% of his/her time providing
content-related student instruction and who is working under one of the following:

a. A license issued under ORC Sections 3319.22, 3319.26, 3319.222 or 3319.226; or

b. A permanent certificate issued under ORC Section 3319.222 as it existed prior to September, 2003; or

c. A permanent certificate issued under ORC Section 3319.222 as it existed prior to September, 2006; or

d. A permit issued under ORC Section 3319.301.
Substitute teachers and teachers not meeting this definition are not subject to evaluation under this policy. Regular and Part
Time bargaining unit members who do not meet the definition will be evaluated utilizing the evaluation procedures of the

collective bargaining agreement in effect between the Board and the Miami East Education Association.

The Superintendent and Treasurer and any “other administrator” as defined by ORC Section 3319.02 are not subject to
evaluation under this policy

“Credentialed Evaluator” — For purposes of this policy, each teacher subject to evaluation will be evaluated by a person who:

a. Meets the eligibility requirements under ORC Section 3319.111(D); and

b. Holds a credential established by the Ohio Department of Education for teacher evaluation; and

C. Has completed state-sponsored evaluation training and has passed an online credentialing assessment

d. The Board shall authorize the Superintendent/designee to approve and maintain a list of credentialed evaluators

as necessary to effectively implement this policy.



Appendix F (Professional Growth Plan & Improvement Plans)

The 2021-2022 Professional Growth Plan must be loaded into the Ohioes system once completed.

Professional Growth Plan

The Professional Growth Plan helps the teacher identify areas of professional development that will enable the teacher to enhance practice. The teacher is
accountable for implementing and completing the plan. The plan must align to any district and/or building improvement plan(s). The Professional Growth Plan is
developed annually. It is to be reviewed regularly and updated as necessary based on collaborative conversations between the evaluator and the teacher.

The Professional Growth Plan should reflect the evidence available and focus on the most recent evaluation and observations. The Professional Growth Plan
should be individualized to the needs of the teacher. The school or district should provide for professional development opportunities and support the teacher by
providing resources (e.g., time, financial). The Professional Growth Plan must be clear and comprehensive. It is aligned to the most recent evaluation results and
proposes a sequence of appropriate activities leading to progress toward the goals.

Teacher Name: Evaluator Name: [] Self-Directed [1Jointly Developed  [JEvaluator Guided
(Accomplished) (Skilled) (Developing)

Choose the Domain(s) aligned to the goal(s).

[IFocus for Learning [IClassroom Environment

[JKnowledge of Students [JAssessment of Student Learning

[ILesson Delivery [JProfessional Responsibilities

Goal Statement(s) Demonstrating
Performance on Ohio Standards for the
Teaching Profession

Quialitative or Quantitative Dates Discussed
Measurable Indicators:
Evidence Indicating Progress on the Goal(s)

Action Steps & Resources to Achieve
Goal(s)

Describe the alignment to district and/or building improvement plan(s):

Comments:

Teacher’'s Signature: Date:

Evaluator’'s Signature: Date:
The evaluatorbés signature on this form verifies the proper procedures as

det



Optional

Culminating Teacher Self -Evaluation as an Alternative Component of Teacher Evaluation

PURPOSE: Teacher Self-Evaluation promotes an objective self-reflection of strengths and areas for growth. This reflection should be
based on analysis of evidence about effective instructional practices and the impact of those practices on student learning. This
reflection informs an action plan, which strengthens instruction, assessment and professional practices. The local district is responsible
for decisions regarding self-evaluation, such as timelines and selection of reviewer.

Self-Evaluation is a one-year reflection based upon existing data, such as the Professional Growth/ Improvement Plan, the electronic
Teacher and Principal Evaluation System (eTPES) Self-As sessment , Resi deArmstseBduneaatt g r 'as dS 4 Ihfe
evaluation results. Additionally, the one year self-evaluation may be used to inform or support the five-year Individual Professional
Development Plan (IPDP).

Step 1: Self-reflect on performance on the standards (completed by the teacher at the end of the school year)

Use the table below (based on the Ohio Standards for the Teaching Profession) to respond to each standard. Thoughtfully consider the
elements in each standard to determine the 1-4 rating (1= rarely, 2= sometimes, 3= frequently, 4= always).

Standard 1: Students

Knowledge of how students learn and of student development

Understanding of what students know and are able to do

High expectations for all students

Respect for all students

Identification, instruction and intervention for special populations

O OO OO e
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Evidence indicating strengths and areas for growth:

P



Standard 2: Content

Knowledge of content

Use of content-specific instructional strategies to teach concepts and skills

Knowledge of school and district curriculum priorities and Ohio academic content standards

Relationship of knowledge within the discipline to other content areas

Connection of content to life experiences and career opportunities

O o o=

Q) O | o s

4 4 | O Qe

O] oo s

Evidence indicating strengths and areas for growth:

Standard 3: Assessment

Knowledge of assessment types

Use of varied diagnostic, formative and summative assessments

Analysis of data to monitor student progress and to plan, differentiate and modify instruction

Communication of results

Inclusion of student self-assessment and goal-setting
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Evidence indicating strengths and areas for growth:

Standard 4: Instruction

Alignment to school and district priorities and Ohio academic content standards

Use of student information to plan and deliver instruction

Communication of clear learning goals
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Apply knowledge of how students think and learn to instructional design and delivery

Differentiation of instruction to support learning needs of all students

Use of activities to promote independence and problem-solving

Use of varied resources to support learner needs

Lo U

Lo U

Lo U

Lo U

Evidence indicating strengths and areas for growth:

Standard 5: Learning Environment

Fair and equitable treatment of all students

Creation of a safe learning environment

Use of strategies to motivate students to work productively and assume responsibility for learning

Creation of learning situations for independent and collaborative work

Maintenance of an environment that is conducive to learning for all students

0O O |20=
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Evidence indicating strengths and areas for growth:

Standard 6: Collaboration and Communication

Clear and effective communication

Shared responsibility with parents/caregivers to support student learning

Collaboration with other teachers, administrators, school and district staff

Collaboration with local community agencies

L 0O | OO
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Evidence indicating strengths and areas for growth:

Standard 7: Professional Responsibility and Growth

N

w

Understanding of, and adherence to, professional ethics, policies and legal codes




Engagement in continuous, purposeful professional development [] [] [] []

Desire to serve as an agent of change, seeking positive impact on teaching quality and student

achievement [] [] [] []

Evidence indicating strengths and areas for growth:

Step 2: Self-evaluation Summary (completed by the teacher at the end of the school year)
The quality and thoroughness of the responses will determine the overall rating. As such, refer to the rubric on page 4 as responses are
constructed.

Based on your three goals, included in the Professional Growth Plan indicate and document your success with each of the three goals:

Goal 1

Goal 2




Step 3: Scoring the Self-Evaluation* (completed by the reviewer)
The reviewer should use the rubric below to determine a holistic rating. The rating is based on the quality and
thoroughness of responses.

1

2

3

4

The teacher has attempted to
analyze the performance
standards or student growth
data to determine strengths
and areas for improvement.
The analysis is either
incomplete or lacks objectivity.

Rarely collected data to
support the analysis.

Summary and plan of action
are incomplete. Timeline is
unclear.

The response incompletely
explains how the plan will
result in improved teacher
practice and student learning.

The success metric is based
on analysis of incomplete data
and unclearly measures the
expected results of the plan of
action.

The teacher has analyzed
performance standards and
student growth data in some
areas to determine strengths
and areas for improvement, yet
gaps exist in the analysis.

Intermittently collected data to
support the analysis.

Summary and plan of action
are minimally addressed. The
plan lacks a reasonable
timeline.

The response vaguely explains
how the plan will result in
improved teacher practice and
student learning.

The success metric is based
on analysis of limited data and
partially measures the
expected results of the plan of
action.

The teacher has objectively
analyzed performance
standards and student growth
data to determine strengths and
areas for improvement.

Consistently collected data and
identified essential evidence to
support the analysis.

Summary and plan of action are
satisfactory. The timeline is
adequate.

The response adequately
explains how the plan will result
in improved teacher practice
and student learning.

The success metric is based on
analysis of important data and
reasonably measures the
expected results of the plan of
action.

The teacher has objectively and
collaboratively analyzed
performance standards and
student growth data to determine
strengths and areas for
improvement.

Frequently collected data and
identified essential evidence from
multiple sources to support the
analysis.

Summary and plan of action are
articulate, clear and include a
reasonable timeline.

The response clearly explains how
the plan will result in improved
practice and student learning,
along with contributing to learning
within the organization.

The success metric is based on
analysis of critical data and
comprehensively measures the
expected results of the plan of
action.




Reviewer: Consider the indicators above that most accumses.ely de

Holistic rating 1 2 3 4

Overall numerical rating
for eTPES entry: [] Minimal [] Partial [] Thorough [ ] Extensive

*If previous evaluation was not completed using the Ohio Teacher Evaluation System rubric, the local evaluation may be used.
Because the self-evaluation is based on past performance, teachers new to the profession will not be able to complete Step 1 of the
self-evaluation. Educators new to the profession may usethe Re si d e nt E d tAssassneent tosissi§ | tompleting Step 2 of
the Self-Evaluation.

Teacher Signature:

Reviewer Signature:




Improvement Plan
Teacher
Name:

Grade Level/ Subject:

School year: Building:

Date of Improvement Plan
Conference:

A written Improvement Plan is to be developed when an educator has a Final Holistic Rating of Ineffective. However, districts have discretion to place any teacher
on an Improvement Plan at any time based on deficiencies in any individual component of the evaluation system. The notice requirements for being placed on an
Improvement Plan, the components of the plan and the implementation process for the plan may be subject to the terms of a collective bargaining agreement.

The purpose of the Improvement Plan is to identify specific deficiencies in performance and foster growth through professional development and targeted support.
If the teacher does not take corrective actions in the timeline specified in the Improvement Plan, the evaluator may recommend the teacher be dismissed or

continue working under the plan.

Section 1: Improvement Statement—List specific area(s) for improvement related to the Ohio Standards for the Teaching Profession. Attach documentation.

Performance Standard(s) Addressed in this Plan

Date(s) Improvement Area(s) or Concern(s) Specific Statement of the Concern(s):

Observed Area(s) of Improvement

Section 2: Desired Level of Performance—List specific goal(s) to improve performance. Indicate what will be measured for each goal.

List Goal Statement(s) Indicating
Performance on Ohio Standards for the
Teaching Profession

Beginning
Date

Ending Date Level of Performance:
Specifically Describe Successful Improvement Target(s)

Section 3: Specific Plan of Action—Describe in detail specific actions the teacher must take to improve performance. Indicate the sources of evidence the
evaluator will use to document the completion of the Improvement Plan.

Actions to be Taken

Qualitative or Quantitative Measurable Indicators: Evidence Indicating Progress on
the Goal(s)




Section 4: Assistance and Professional Development—Describe in detail specific supports that will be provided as well as opportunities for professional
development.

Section 5: Alignment to District and/or Building Improvement Plan(s)— Describe the alignment to district and/or building improvement plan(s).

Comments:

Date for Improvement Plan to be evaluated:

Teacher’'s Signature: Date:

Evaluator’'s Signature: Date:
The evaluatorés signature on this form verifies the proper procedures as det




Improvement Plan: Evaluation of Plan

Teacher Name: Grade Level/ Subject:

School year: Building: Date of Evaluation:

The Improvement Plan will be evaluated at the end of the time specified in the plan. Outcomes from the Improvement Plan will be one of the following.

Improvement is demonstrated and performance standards are met to a satisfactory level of performance.

The Improvement Plan should continue for time specified:

el el G

Dismissal is recommended.

Comments: Provide justification for recommendation indicated above and attach evidence to support the recommended action.

I have reviewed this evaluation and discussed it with my evaluator. My signature indicates | have been advised of my performance status; it does not necessarily
imply | agree with this evaluation.

Teacher '’ s: Signatur.e Date:

Evaluator’'s Signature: Date:
The evaluatorbés signature on this form verifies the proper procedures as det




Teacher’s Name:

Miami East Local Schools

Ohio Teacher Evaluation System (OTES 2.0)
Appraisal Form

School:

Date and Time of Pre-Conference:

Subject:

Date and Time of Observation:

Grade:

Date and Time of Post-Conference:

Observation (check One): First

Second




Ohio Teacher Evaluation System

Assessment of Teacher Performance

Teacher Performance Evaluation Rubric

The Teacher Performance Evaluation Rubric is to be scored holistically. This means evaluators will assess which level provides the best overall description of the teacher. The
rating process is to occur on completion of each 30-minute observation and post-conference. To determine the rating for each 30-minute observation, the evaluator is to consider
evidence gathered during the pre-conference, observation, post-conference and classroom walkthroughs, if applicable. Note that when completing the performance rubric,
evaluators are not expected to gather evidence on all indicators for each observation cycle. Likewise, teachers may, but are not required to, bring additional pieces of evidence to
address all indicators. The professionalism section of the rubric may use evidence collected during the pre-conferences and post-conferences as well as information from the
Professional Growth and/or Improvement Plan, if applicable.

ORGANIZATIONAL AREA:

INSTRUCTIONAL PLANNING

Domains Components
Ineffective Developing Skilled Accomplished
FOCUS FOR Use of High- | The teacher does not The teacher uses one The teacher thoroughly and | The teacher thoroughly and
LEARNING Quality use high-quality student | source of high-quality correctly analyzes patterns | correctly analyzes trends and
(Standard 1: Student Data | data to develop student data and attempts | in at least two sources of patterns in at least two sources of
Students, measurable and to analyze patterns to high-quality student data to | high-quality student data to
Standard 2: Element 1.1 developmentally develop measurable and develop measurable and develop measurable and
Content, Element 1.2 appropriate student developmentally developmentally developmentally appropriate
Standard 3: Element 1.3 growth goal(s). appropriate student growth | appropriate student growth | student growth goal(s) and
Assessment, Element 3.3 goal(s). The analysis may | goal(s) and monitors monitors student progress toward
Standard 4: be incomplete or student progress toward goal(s).
Instruction) inaccurate. goal(s).
The teacher plans for the
Possible Sources facilitation of developmentally
of Evidence: appropriate student data collection
pre-conference, and strategies to assist in student
artifacts, goal setting and progress
portfolios, monitoring.
analysis of student | Evidence Click or tap here to Click or tap here to enter | Click or tap here to enter | Click or tap here to enter text.
| datal’ enter text. text. text.
stjjgr?tns%s/rgs Conqections The teacher plans The teacher plans lessons | The _teach_er plans lessons _The t(_aacher plans lessons that
common ' | to prior and lessons that that atte_mpt to_ make that intentionally mak(_a clear | intentionally makg clear_and
future demonstrate no connections with student and coherent connections coherent connections with student
assessments ; : : ; : : . . :
learning connections to student | prior learning or future with student prior learning prior and future learning and
prior learning or future learning. These and future learning and includes strategies that
Element 1.2 learning. connections are not clear. | includes strategies that communicate the connections to
Element 2.1 communicate the students - among lesson content,
Element 2.2 connections to students. other disciplines and/or real-world
Element 2.4 experiences. The teacher plans
Element 2.5 lessons that use the input and

contributions of families,
colleagues and/or other
professionals to understand each
student’s prior
supporting the s




development.

Evidence

Click or tap here to
enter text.

Click or tap here to enter
text.

Click or tap here to enter
text.

Click or tap here to enter text.

Connections |[The teacher|]The teacher’ siThe teacher’ s|The teacher’'s in
to state instructional plandoes |pl an r ef er e n c| planincorporates activities, | incorporates
standards not r ef er en(Learning Standards, but assessments and activities, assessments and
and district Learning Standards. goals and activities do not | resources, including resources, including available
priorities align with student needs, available technology, that technology, that align with student
school and district align with student needs, needs, school and district
Element 2.3 priorities or the standards. | school and district priorities, |pr i or i t i es, and
Element 4.1 and Ohi oihgs L e| Standards.
Element 4.7 Standards.
The teacher participates in
studying and evaluating advances
in content and/or provides input on
school and district curriculum.
Evidence Click or tap here to Click or tap here to enter | Click or tap here to enter | Click or tap here to enter text.
enter text. text. text.

KNOWLEDGE OF | Planning The teacher]]The t eascthdiondlss The teacher’s|The teacher’' s 1in
STUDENTS instruction instructional plan plan makes minimal plan reflects connections to | reflects consistent connections to
(Standard 1: for the whole | makes no connections | connections to student student experiences, student experiences, culture and

Students, child to and the teacher is experiences, culture, culture and developmental | developmental characteristics.
Standard 4: not familiar with student | developmental characteristics. These may | These may include prior learning,
Instruction, Element 1.2 experiences, culture, characteristics or student include prior learning, abilities, strengths, needs,
Standard 6: Element 1.4 developmental backgrounds. abilities, strengths, needs, individual talents, backgrounds,

Collaboration Element 1.5 characteristics or talents, backgrounds, skills, | skills, language proficiency and
and Element 4.2 backgrounds. language proficiency and interests. The instructional plan

Communication) | Element 4.4 interests. draws upon input from school

Element 6.4 professionals and outside

Possible Sources resources.
of Evidence: Evidence Click or tap here to Click or tap here to enter | Click or tap here to enter | Click or tap here to enter text.

a”a'ys'sa‘:faswde“t enter text. text. text.

pre-conference,




artifacts, student
surveys

ORGANIZATIONAL AREA: INSTRUCTION AND ASSESSMENT

Domains Components
Ineffective Developing Skilled Accomplished
LESSON Communi- The teacher does not The teacher inconsistently The teacher is consistent The teacher is consistent and
DELIVERY cation with communicate learning communicates learning and effective in effective in communicating
(Standard 2: students goals and expectations goals, expectations for communicating appropriate, | differentiated learning goals
Content, for mastery and does not | mastery and models of needs-based, differentiated | (such as needs based, interest
Standard 3: Element 2.2 model exemplary exemplary performance to learning goals, expectations | based, strength based),
Assessment, Element 4.3 performance to students. | students. There is limited for mastery and models of expectations for mastery and
Standard 4: Element 4.6 Students cannot discern | use of differentiated learning | exemplary performance to models of exemplary
Instruction, Element 6.1 learning goals. goals. students. performance to students
Standard 5: Differentiated learning through multiple communication
Learning goals are not used. techniques.
Environment,
Standard 6:
Collaboration The teacher does not The teacher demonstrates The teacher consistently The teacher consistently
and demonstrate content some content knowledge by | demonstrates content demonstrates content
Communication) knowledge by using using limited content- knowledge by using knowledge by using content-
content-specific, specific, developmentally content-specific, specific, developmentally
Possible Sources developmentally appropriate language and developmentally appropriate language and
of Evidence: appropriate language or | limited content-specific appropriate language and content-specific strategies to
pre-conference, content-specific strategies. Students content-specific strategies engage students. The
post-conference, strategies. There is no demonstrate little to engage students. teacher’s commu
formal student engagement. engagement in the lesson. The teacher ' s|strategies and questioning
observation, communication strategies techniques engage students in
classroom walk- and questioning techniques | higher-level and creative
throughs/informal check for understanding thinking and stimulate student-
observations, and encourage higher-level | to-student interactions.
peer review thinking.
The teacher does not Feedback to students is The teacher gives students | The teacher gives students
give students feedback. | general, occasional or substantive, specific and substantive, specific and timely
limited and may not always timely feedback to support | feedback to support individual
support student learning. their learning. student learning. The teacher
gives students opportunities to
engage in self-assessment,
provide feedback to each other
and reflect on their own
strengths and challenges.
Evidence Click or tap here to Click or tap here to enter | Click or tap here to enter | Click or tap here to enter

enter text.

text.

text.

text.




LESSON
DELIVERY
(continued)

Monitoring
student
understanding

The teacher fails to
monitor and address
student confusion and
misconceptions.

The teacher inconsistently
monitors or incorrectly
addresses student confusion
and misconceptions.

The teacher consistently
monitors and addresses
common student confusion
and misconceptions by

The teacher consistently
monitors, addresses, articulates
and anticipates individual
student confusion or

Element 3.2 presenting information in misconceptions by presenting
Element 3.3 multiple formats and information in multiple formats
clarifying content as he or and clarifying content as he or
she sees challenges. she sees challenges.
Evidence Click or tap here to Click or tap here to enter | Click or tap here to enter | Click or tap here to enter
enter text. text. text. text.
Student- Learning is entirely Learning is primarily teacher | Learning is a balance Learning is primarily self-
centered teacher directed. directed. Students between teacher-directed directed with the teacher in the
learning Students are not participate in whole class instruction and student- role of facilitator encouraging
participating in learning learning activities. directed interaction as students to apply their
Element 3.5 activities. students apply their knowledge and skills as
Element 4.5 knowledge and skills as developmentally appropriate.
Element 4.6 developmentally The teacher encourages
Element 5.3 appropriate. The teacher students to persist in the
Element 5.4 effectively combines learning tasks. The teacher
collaborative and whole effectively combines
class learning opportunities | independent, collaborative and
to maximize student whole class learning
learning. opportunities to maximize
student learning.
Teacher gives opportunities
There are no There are few opportunities for student choice about Teacher routinely promotes
opportunities for student | for student choice about student learning paths or opportunities for students to
choice about what will what will be learned and how | ways to demonstrate their actively take part in developing
be learned and how learning will be learning. Teacher uses goals toward mastery, and
learning will be demonstrated. The teacher differentiated instructional students are responsible for
demonstrated. There is uses limited differentiated strategies and resources for | deciding how to demonstrate
no evidence of instructional strategies or groups of students. their learning. Instructional
differentiated resources. strategies, pacing and
instructional strategies resources are differentiated to
or resources. make the lesson accessible and
challenging for all students,
while supporting the various
learning needs of individual
students.
Evidence Click or tap here to Click or tap here to enter Click or tap here to enter | Click or tap here to enter

enter text.

text.

text.

text.




ORGANIZATIONAL AREA:

INSTRUCTION AND ASSESSMENT

DOMAINS Components
Ineffective Developing Skilled Accomplished
CLASSROOM Classroom The teacher has not The teacher establishes The teacher consistently uses | The teacher and students have
ENVIRONMENT | routines and | established routines routines and procedures but | routines, procedures and collaboratively established
(Standard 1: procedures and procedures. uses them inconsistently. transitions that effectively consistent use of routines,
Students, Effective transitions Transitions are sometimes maximize instructional time. procedures and transitions that are
Standard 5: Element 5.5 are not evident, ineffective, resulting in a loss | On-task behavior is evident. effective in maximizing
Learning resulting in a of instructional time. Off-task | Students assume appropriate | instructional time. On-task
Environment) significant loss of behavior is sometimes levels of responsibility for behavior is evident and ensured
instructional time and | evident. The teacher makes | effective operation of the by students. Students initiate
Possible Sources frequent off-task decisions about classroom classroom. responsibility for effective
of Evidence: behavior. operations. operation of the classroom.
pre-conference, | Evidence Click or tap here to | Click or tap here to enter | Walkthrough and during Click or tap here to enter text.
post-conference, enter text. text. the observed lessons
formal -
observation, students new _routlnes and
classroom walk- procedures with no loss of
throughs/informal instructional time.
observations, Classroom There is no evidence | There is some evidence of There is consistent evidence | The teacher intentionally creates a
peer review, climate and of rapport or rapport and expectations for | of rapport and expectations classroom environment that shows
student surveys | cultural expectations for respectful, supportive and for respectful, supportive and | consistent evidence of rapport and
competency | respectful, supportive | caring interactions with and caring interactions with and expectations for respectful,
and caring among students and the among students and the supportive and caring interactions
Element 1.4 interactions with and | teacher. teacher. with and among students and the
Element 5.1 among students and teacher.
Element 5.2 the teacher.

There is no
demonstration of
regard for student
perspectives,
experiences and
culture. The teacher
does not address
needs related to
student sense of well-
being.

There is inconsistent
demonstration of regard for
student perspectives,
experiences and culture.
The teacher is aware of
needs related to student
sense of well-being but does
not address them effectively.

There is demonstration of
regard for student
perspectives, experiences
and culture. The teacher
models expectations and
behaviors that create a
positive climate of openness,
respect and care. The
teacher anticipates and
effectively addresses needs
related to student sense of
well-being.

There is demonstration of regard
for student perspectives,
experiences and culture. The
teacher models expectations and
behaviors that create a positive
climate of openness, respect and
care. The teacher anticipates and
effectively addresses needs
related to student sense of well-
being. The teacher seeks and is
receptive to the thoughts and
opinions of individual students and
the class. When appropriate, the
teacher includes other school
professionals and/or community
resources to ensure all students
are recognized and valued.




Evidence Click or tap here to | Click or tap here to enter | Click or tap here to enter Click or tap here to enter text.
enter text. fext. fext.
ASSESSMENT Use of The teacher does not | The teacher makes limited The teacher selects, The teacher intentionally and
OF STUDENT assessments | use varied use of varied assessments. develops and uses multiple strategically selects, develops and
LEARNING assessments. assessments, including uses multiple assessments,
(Standard 1: Element 3.1 routine use of various including routine use of various
Students, Element 3.2 diagnostic, formative and diagnostic, formative and
Standard 3: Element 3.3 summative assessments. summative assessments. The
Assessment) Element 3.4 teacher offers differentiated
assessment choices to meet the
Possible Sources full range of student needs.
of Evidence:
pre-conference, The teacher fails to The teacher attempts to The teacher analyzes The teacher analyzes data trends
formal analyze data and analyze data and modify patterns to measure targeted | and patterns to measure targeted
observation, makes little or no instruction, though the student learning, anticipate student learning, anticipate
classroom walk- attempt to modify modifications do not meet learning obstacles, modify learning obstacles, modify
throughs/informal instruction to meet student needs. instruction and differentiate to | instruction and differentiate to
observations, student needs. meet the needs of groups of meet individual student needs.
assessments, students.
student portfolios,
post-conference The teacher does not | The teacher shares The teacher shares evidence | The teacher shares evidence of
share evidence of evidence of student learning | of student learning with student learning with colleagues,
student learning with | with students. parents and students to plan | parents and students to
students. instruction to meet student collaboratively plan instruction to
needs. meet individual student needs.
Evidence Click or tap here to | Click or tap here to enter | Click or tap here to enter Click or tap here to enter text.
enter text. text. text.
Evidence of The t eac hern Theteacher uses one The teacher uses at least two | The teacher uses at least two
student assessment data source of high-quality sources of high-quality sources of high-quality student
learning demonstrates no student data to demonstrate | student data to demonstrate data to demonstrate growth and/or
evidence of growth clear evidence of growth and/or achievement achievement over time, showing
Element 1.3 and/or achievement appropriate growth and/or over time, showing clear clear evidence of above expected
over time for most achievement over time for evidence of expected growth | growth and/or achievement for
students. some students. and/or achievement for most | most students.
students.
Evidence Click or tap here to | Click or tap here to enter | Click or tap here to enter Click or tap here to enter text.

enter text.

text.

text.




ORGANIZATIONAL AREA: PROFESSIONALISM

Domains

Components

Ineffective

Developing

Skilled

Accomplished

PROFESSIONAL
RESPONSIBILITIES
(Standard 6:
Collaboration and
Communication,
Standard 7:
Professional
Responsibility and
Growth)

Possible Sources of
Evidence:
Professional Growth
Plan or
Improvement Plan,
pre-conference,
post-conference,
artifacts, self-
assessment,
peer review

Communication
and
collaboration
with families

The teacher does
not communicate
with students and
families.

The teacher inconsistently
or unsuccessfully uses
communication and
engagement strategies
with students and

The teacher uses effective
and appropriate
communication and
engagement strategies with
students and families,

The teacher uses multiple effective
and appropriate communication
and engagement strategies with
individual students and families.
These ongoing strategies promote

Element 6.1 families. These do not resulting in partnerships that | two-way communication, active
Element 6.2 contribute adequately to contribute to student participation and partnerships that
student learning, well- learning, well-being and contribute to ea
being and development. development. learning, well-being and
development.
Evidence Click or tap here Click or tap here to Click or tap here to enter | Click or tap here to enter text.

to enter text.

enter text.

text.

Communication
and
collaboration
with colleagues

The teacher does
not communicate

and/or collaborate
with colleagues.

The teacher inconsistently
or unsuccessfully
communicates and/or
collaborates with
colleagues, resulting in

The teacher effectively
communicates and
collaborates with colleagues
to examine instructional
practice and analyze

The teacher initiates effective
communication and collaboration
with colleagues outside the
classroom, resulting in
improvements in student learning,

Element 6.3 limited improvement of patterns in student work and | individual practice, school practice
professional practice. student data to identify and and/or the teaching profession.
implement targeted
strategies for improving
professional practice.
Evidence Click or tap here Click or tap here to Click or tap here to enter Click or tap here to enter text.

to enter text.

enter text.

text.

District policies
and
professional
responsibilities

Element 7.1

The teacher
demonstrates a lack
of understanding
and regard for
district policies,
state and federal
regulations, and the
Licensure Code of
Professional
Conduct for Ohio
Educators.

The teacher
demonstrates minimal
understanding of district
policies, state and federal
regulations, and the
Licensure Code of
Professional Conduct for
Ohio Educators.

The teacher demonstrates
understanding by following
district policies, state and
federal regulations, and the
Licensure Code of
Professional Conduct for
Ohio Educators.

The teacher demonstrates
understanding by following district
policies, state and federal
regulations, and the Licensure
Code of Professional Conduct for
Ohio Educators.

The teacher exemplifies effective
leadership characteristics beyond
the classroom. The teacher helps
shape policy at the school, district
or state level.




Evidence

Click or tap here
to enter text.

Click or tap here to
enter text.

Click or tap here to enter
text.

Click or tap here to enter text.

Professional
learning

Element 7.2
Element 7.3

The teacher sets
short-term and long-
term professional
goals but fails to
monitor progress or
take action to meet
the goals.

The teacher sets and

monitors short-term and
long-term professional

goals but fails to take

appropriate action to meet

the goals.

The teacher sets short-term
and long-term professional
goals and monitors progress
in meeting them based on
self-reflection and data
analysis. The teacher takes
appropriate action to meet
the goals.

The teacher consistently pursues
best practices and sets, monitors
and reflects on progress toward
meeting short-term and long-term
professional goals based on data
analysis to improve student
learning. The teacher takes
appropriate action to meet the
goals. The teacher collaborates
with colleagues and others to
share best practices.

Evidence

Click or tap here
to enter text.

Click or tap here to
enter text.

Click or tap here to enter
text.

Click or tap here to enter text.




Miami East Local Schools
Post Observation Form

Observation Narrative Summary

Suggestions/Recommendations

Commendations

Teacher Comment(s) (optional)

Date:
Signature of Evaluator Position
Signature of Teacher Being Evaluated: Position

(Signature does not necessarily tale agreement)



Miami East Local Schools
End of Year Summary

Narrative

Teacher Comment(s) (optional)

Date:
Signature of Evaluator Position
Signature of Teacher Being Evaluated: Position

(Signature does not necessarily indicate agreement)



Ohio Teacher Evaluation System Final Summative Rating

Final Summative Rating of Teacher Effectiveness

Proficiency on Standards INEFFECTIVE DEVELOPING SKILLED ACCOMPLISHED

Cumulative Performance Rating
(Holistic Rating using Performance Rubric)

Areas of reinforcement/ refinement:

BELOW EXPECTED ABOVE EXPECTED

Professional Growth Plan EXPECTED GROWTH
GROWTH GROWTH

Student Growth Measure of Effectiveness

Areas of reinforcement/ refinement:

Final Summative (Overall) Rating INEFFECTIVE DEVELOPING SKILLED ACCOMPLISHED

Check here if Improvement Plan has been recommended.

Teacher Signature Date

Evaluator Signature Date

The signatures above indicate that the teacher and evaluator have discussed the Summative Rating.
Note: The teacher may provide additional information to the evaluator within 10 working days of the receipt of this form, and may request a second conference
with the evaluator. Any additional information will become part of the summative record. Challenges may be made according to the local contract agreement.



