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‭Willington’s Administrator Evaluation Plan establishes high standards for performance‬
‭that ultimately lead to and are evidenced by improved student learning, growth and‬
‭achievement. Professional standards and criteria identified in the Marshall Administrator‬
‭Evaluation Rubric (2024) provide the foundation for the administrator evaluation plan.‬

‭The Marshall Principal Evaluation Rubric (2024) is built upon the following 6 domains:‬
‭A. Strategy‬
‭B. First Things First‬
‭C. Curriculum and Data‬
‭D. Talent Development‬
‭E. Culture‬
‭F. Management‬

‭Willington's professional evaluation program takes into account school improvement‬
‭goals, curricular goals, student learning, growth and achievement goals, and evidence of‬
‭educators’ contributions to the school as a whole. Performance expectations within our‬
‭plan also include those responsibilities that we believe to be key in promoting a positive‬
‭school climate and a professional learning community.‬

‭ROLES AND RESPONSIBILITIES‬

‭Responsibilities of Evaluator (Superintendent) and Evaluatees (Administrators)‬
‭The primary purpose of evaluation is to strengthen individual and collective practices to‬
‭improve student growth.  Therefore, evaluators and evaluatees share responsibilities for‬
‭the following:‬

‭●‬‭The review and understanding of the Marshall Principal Evaluation Rubric (2024).‬
‭●‬‭The review and familiarity with applicable state and national standards.‬
‭●‬‭Adherence to established timelines as outlined in the plan in a timely manner.‬
‭●‬‭Sharing of professional resources and new learnings about professional practice.‬

‭Evaluator Role (Superintendent)‬
‭●‬ ‭The Superintendent will be assigned as the primary evaluator for all administrators.‬
‭●‬ ‭Review of and familiarity with evaluatees’ previous evaluations.‬
‭●‬ ‭Participation in collaborative conferences with evaluatees.‬
‭●‬ ‭Assistance with assessment of goals, student learning, growth and achievement‬

‭indicators, learning activities developed and implemented by evaluatees, and‬
‭outcomes.‬

‭●‬ ‭Analysis and assessment of performance, making recommendations as appropriate.‬
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‭Evaluatee Roles (Administrator)‬
‭●‬ ‭Reflection on evaluations.‬
‭●‬ ‭Engagement in inquiry-based professional learning opportunities.‬
‭●‬ ‭Participation in collaborative conferences with their evaluator.‬
‭●‬ ‭Development, implementation, and self-assessment of goals, student learning,‬

‭growth and achievement indicators, learning activities, and outcomes.‬

‭PLAN IMPLEMENTATION‬
‭On an annual basis, the district will provide an orientation and training for the‬
‭professional learning plan which will include a review of the protocols for evaluation and‬
‭observations, including timelines, rubrics, and necessary documentation.‬

‭Administrators new to Willington will be provided with an electronic copy of the‬
‭Administrator Evaluation Plan and will engage in training to ensure that they understand‬
‭the elements and procedures necessary for implementation.‬

‭New Administrator Support and Induction‬
‭An orientation for new administrators will be provided and will cover:‬

‭●‬ ‭School philosophy and goals‬
‭●‬ ‭Policies, procedures, schedules, and routines‬
‭●‬ ‭Assignments and responsibilities‬
‭●‬ ‭Curriculum and instructional support‬
‭●‬ ‭Resources for professional learning‬
‭●‬ ‭Support services information‬
‭●‬ ‭Evaluation, including this plan‬
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‭PROCESS AND TIMELINE OF ADMINISTRATOR EVALUATION‬
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‭1.‬ ‭Orientation (by September 15):‬
‭To begin the annual evaluation process the superintendent will meet with administrators‬
‭individually to discuss the evaluation process and their roles and responsibilities. In this‬
‭meeting, they will review and discuss the following:‬

‭1.‬ ‭Marshall Principal Evaluation Rubric (2024).‬
‭2.‬ ‭School or district priorities.‬
‭3.‬ ‭SMART goals related to professional growth and student development.‬
‭4.‬ ‭Self-assessment processes and purposes.‬
‭5.‬ ‭Data collection processes and analysis.‬
‭6.‬ ‭Access to the online evaluation system (Google Drive) for documentation.‬

‭2.‬ ‭Goal-setting Conference (by October 15):‬
‭Part of an administrator’s evaluation will be based on the achievement of student learning,‬
‭growth, and achievement outcomes defined by SMART Goals aligned with district‬
‭achievement priorities. SMART Goals may be one-, two-, or three-year goals and be‬
‭developed using multiple measures. Indicators of professional growth and student‬
‭development used as evidence of whether goals/objectives are met shall be determined‬
‭through the comparison of data over time.‬

‭The outcome-related indicators will be written to meet SMART goal criteria, i.e. Specific,‬
‭Measurable, Attainable, Relevant, and Time-Bound. Each SMART goal should make clear‬
‭(1) what evidence was or will be examined, (2) what level of performance is targeted, and‬
‭(3) what will be used to measure the targeted level of performance.‬

‭Administrators will submit their SMART goal(s) to their evaluator for review. Once agreed‬
‭upon, administrators must monitor their professional growth and students’ progress‬
‭toward achieving their SMART goals. Artifacts related to the administrator’s monitoring‬
‭practices can be reviewed and discussed during the Mid-Year Conference.‬

‭●‬ ‭In advance of the Goal Setting Conference, the administrator will examine data‬
‭related to current students’ performance (including, but not limited to‬
‭standardized tests, portfolios, and other student work appropriate to the‬
‭teacher’s content area), the prior year evaluation and survey results, previous‬
‭professional learning goals, and the Marshall Principal Evaluation Rubric‬
‭(2024).‬

‭●‬ ‭The administrator will draft the following items:‬
‭a) SMART Goals to address student achievement objectives;‬
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‭b) one focus area with strategies for improving outcomes based on the‬
‭Marshall Principal Evaluation Rubric (2024).‬

‭The administrator and superintendent come to a mutual agreement on the goals, along‬
‭with the evidence, professional learning plan, and support that is consistent with their‬
‭professional status for goal attainment.‬

‭3.‬ ‭Observations‬
‭An administrator’s evaluation will be based on evidence of practice and performance,‬
‭using the Marshall Principal Evaluation Rubric (2024). Evaluators will observe practice‬
‭using a combination of observations and non-classroom reviews of practice throughout‬
‭the school year.‬

‭Observations‬
‭Administrators will receive a minimum of three unannounced informal‬
‭observations. These mini-observations will be followed by written feedback by the‬
‭superintendent utilizing the Marshall Principal Evaluation Rubric (2024). Data will‬
‭be entered into a Google document where the administrator will have the‬
‭opportunity to provide a written reflection. A face-to-face meeting must occur for‬
‭at least one of the informal observations. Feedback from the superintendent‬
‭should be provided within 48 hours of the observation.‬

‭Review of Practice‬
‭Each administrator will receive a minimum of one written‬‭Review of Practice‬‭. The‬
‭review will utilize the Marshall rubric domains and may be obtained from data‬
‭meetings, team meetings, staff meetings, professional development sessions, or‬
‭other observable moments.‬

‭4.‬ ‭Mid-Year Formative Check-in (by January 31)‬
‭The administrator and superintendent will hold a mid-year check-in. The discussion‬
‭should focus on progress toward meeting the goals and developing one’s practice.‬
‭Both will bring evidence about practice and student learning, growth, and‬
‭achievement data to review and make explicit connections between the goal and‬
‭observation components of the evaluation program. The evaluator will provide‬
‭specific, standards-based feedback related to the educator’s goal(s) and‬
‭observation(s) with evidence aligned to the Marshall Principal Evaluation Rubric‬
‭(2024). The mid-year conversation provides an opportunity to discuss evidence,‬
‭learning, and the next steps toward goal attainment. If necessary, they may‬
‭mutually agree to revisions to strategies or approaches used and/or mid-year‬
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‭adjustment of SMART goals to accommodate changes (e.g., student populations,‬
‭assignment). The superintendent should document any actions the administrator‬
‭can take and identify any support they can provide to promote growth.‬

‭5.‬ ‭End-of-year summative review (June 1 or by the last student day)‬
‭The end-of-year reflection and summative review provide an opportunity for the‬
‭superintendent and administrator to engage in reciprocal dialogue, similar to the‬
‭mid-year check-in, to discuss progress toward the administrator’s goal(s);‬
‭professional learning as it relates to their professional growth and practice; and‬
‭impact on student learning, growth, and achievement as evidenced by multiple and‬
‭varied qualitative and quantitative indicators of evidence. A written end-of-year‬
‭summary includes the impact of new learning on administrator practice and‬
‭growth, the impact on student learning, growth, and achievement, strengths and‬
‭concerns, and possible next steps for the upcoming year. The superintendent‬
‭provides a concise summary based upon evidence related to the mutually agreed‬
‭upon educator goal(s) and identified standards,‬ ‭noting the successful‬‭or‬
‭unsuccessful completion of the evaluation cycle.‬

‭The administrator reviews and reflects on all information and data collected during‬
‭the year related to the goals and completes the end-of-year‬‭self-assessment‬
‭(Marshall Rubric)‬‭which is due to the evaluator before‬‭the end-of-year conference.‬
‭The self-assessment should focus on their goals, focus area, and examples of‬
‭leadership, referencing the Marshall Principal Evaluation Rubric (2024).‬

‭The self-assessment should address all components of the evaluation plan and‬
‭include what the administrator learned throughout the year supported by evidence‬
‭and personal reflection. The self-assessment should also include a statement that‬
‭identifies a possible future direction that is related to the year’s outcomes. There‬
‭should be a review of multiple pieces of evidence, which may include artifacts;‬
‭observations of practice; teacher, leader, and staff feedback; and reflections of the‬
‭leader on organizational growth.‬

‭Should an administrator disagree with the evaluator’s assessment and feedback,‬
‭the parties are encouraged to discuss these differences and seek a common‬
‭understanding of the issues. The evaluator may choose to adjust the report but is‬
‭not obligated to do so. The administrator has the right to attach a statement to the‬
‭observation report or summative evaluation presenting their perspective.‬
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‭PROFESSIONAL PRACTICE SUPPORT STRATEGIES‬
‭A pattern of persistent lack of growth and reflection or resistance to growth-oriented‬
‭feedback should lead to advancing levels of support with a defined process for placing an‬
‭educator on an Administrator Assistance Plan with indicators of success for transitioning‬
‭out of it. Evaluators must utilize and document all three tiers of support in their creation‬
‭of an Administrator Assistance Plan. This plan intends to support an administrator's‬
‭professional growth.‬

‭Tier 1 (all)‬
‭It is the expectation that all educators consistently access opportunities for professional‬
‭growth. Tier 1 supports are broadly accessible professional learning opportunities for all,‬
‭inclusive of, but not limited to, collegial professional conversations, classroom visits,‬
‭available district resources (e.g., books, articles, videos, etc.), formal professional learning‬
‭opportunities, and other general supports. These resources should be identified through a‬
‭goal-setting process by mutual agreement.‬

‭Tier II (some)‬
‭In addition to Tier 1, Tier 2 supports are more intensive in duration, frequency, and focus‬
‭through activities such as professional learning opportunities and observations. The‬
‭superintendent and administrator may collaboratively plan the following activities:‬

‭●‬ ‭establish a support team‬
‭●‬ ‭provide a targeted coaching cycle (with modeling)‬
‭●‬ ‭schedule additional observations‬
‭●‬ ‭suggest targeted resources‬

‭Tier III (targeted few)‬
‭In addition to Tier 1 and Tier 2, Tier 3 supports are responsive to unresolved, previously‬
‭discussed concerns and are developed in collaboration with the administrator and may be‬
‭assigned by the evaluator. Tier 3 supports have clearly articulated areas of focus, duration‬
‭of time, and criteria for success, and may include a decision to move to an Administrator‬
‭Assistance Plan. Tier 3 supports shall be developed in consultation with the evaluator,‬
‭educator, and their exclusive bargaining representative. The start date and duration of‬
‭time receiving Tier III support should be clearly documented and may include:‬

‭●‬ ‭additional focused observations‬
‭●‬ ‭targeted resources‬
‭●‬ ‭outside expert resource‬
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‭ADMINISTRATOR ASSISTANCE PLAN‬
‭Administrators will be notified in writing at a conference if they are identified for an‬
‭assistance plan. Administrators will collaborate with their evaluator in the development of‬
‭a support plan. The process will identify areas of improvement needed and include‬
‭support that will be provided. The contents of the plan will be confidential. An‬
‭administrator may be put on a plan due to identified concerns by the superintendent at‬
‭any time. Appendix B has a template for an Administrator Assistance Plan.‬

‭Development‬‭and‬‭Implementation‬‭of‬‭the‬‭Assistance‬‭Plan‬
‭Within 5 working days of notification, the superintendent and administrator will meet to‬
‭write an assistance plan that will include:‬

‭a.‬ ‭An explicit statement with the area(s) of concern developed by the evaluator‬
‭including evidence from observations aligned with the Marshall Principal‬
‭Evaluation Rubric (2024).‬

‭b.‬ ‭Identification of the specific behaviors (observable objectives for‬
‭improvement) with the expected performance they must develop to‬
‭demonstrate competency.‬

‭c.‬ ‭Administrator actions with stated timelines that define the amount and kind‬
‭of assistance and the frequency of observations and conferences. Written‬
‭and oral reports of observations shall be provided within three working‬
‭days of an observation.‬

‭d.   a timeline with dates explicitly stated regarding the start date, check-in‬
‭date(s), and end-of-plan review.‬

‭Assistance Options‬
‭The evaluator is to offer reasonable assistance so that the administrator can improve their‬
‭performance in the area(s) that need improvement. This assistance may include‬
‭suggestions, resource materials, professional development opportunities, referral to a‬
‭colleague for peer assistance, or assistance from an outside agency.‬

‭Timeline‬
‭A timeline, not to exceed 45 school days, which allows the administrator adequate‬
‭opportunity to improve their performance, must be stated. The evaluator has the‬
‭responsibility to monitor the progress in achieving the objectives established for‬
‭performance improvement.‬

‭Satisfactory Resolution / Progress‬
‭At the end of the Assistance Plan timeline, the superintendent will determine whether the‬
‭administrator has successfully met the established objectives. The evaluator has three‬
‭options:‬

‭a.‬ ‭If the evaluator decides that sufficient progress has been made toward‬
‭meeting the established objectives, the administrator will be taken off the‬
‭assistance plan with a formal written statement by the superintendent on‬
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‭the‬‭Administrator Assistance Plan‬‭. Specific written reports related to the‬
‭Administrator Assistance Plan will become part of their personnel file.‬

‭b.‬ ‭If the evaluator decides that some progress has been made toward meeting‬
‭the established objectives, but performance does not yet meet district‬
‭standards, a recommendation for continuing the plan may be made for an‬
‭additional 30 days.‬

‭c.    The evaluator may initiate termination procedures.‬

‭APPEALS PROCESS‬
‭The purpose of the appeals process is to secure, at the lowest possible level, equitable‬
‭solutions to disagreements that may arise related to the evaluation process. As the‬
‭performance appraisal system is designed to ensure continuous, constructive, and‬
‭cooperative processes among professional educators, most disagreements are expected to‬
‭be worked out informally between evaluators and evaluatees. The superintendent's‬
‭judgment shall not be the focus of an appeal.‬‭The‬‭appeals process may be implemented‬
‭when there is a question as to whether or not:‬

‭1.   Evaluation procedures and/or guidelines have been appropriately followed.‬
‭2.‬ ‭Adequate data has been gathered to support‬‭fair and accurate decisions.‬

‭Time limits‬
‭If an administrator does not initiate the appeals procedure within five days of receipt of‬
‭evaluation materials, the administrator shall be considered to have waived the right of‬
‭appeal.‬

‭Procedures‬
‭1.‬ ‭The administrator will meet with the superintendent within three days of initiating‬

‭an appeal and discuss the matter to try to resolve the matter informally.‬

‭2.‬ ‭If there has been no resolution the administrator may choose to continue the‬
‭dispute resolution process in writing to the Board of Education chairperson or may‬
‭include a written statement to be attached to their evaluation.‬

‭3.‬ ‭If the administrator chooses to advance the appeal to the Board of Education, a‬
‭subcommittee of the Board of Education shall mediate the appeal within 5 school‬
‭days of being notified. The committee will make a final ruling within 48 hours.‬

‭Any claims that the district has failed to follow the established procedures of the‬
‭administrator evaluation and support program shall be subject to the grievance‬
‭procedures set forth in the collective bargaining agreement between the board of‬
‭education and the bargaining unit.‬
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‭Appendix B:‬
‭Administrator Assistance Plan‬

‭Administrator: ________________________________‬

‭Date: ____________________________________‬

‭This assistance plan may include suggestions, resource materials, professional‬
‭development opportunities, referral to a colleague for peer assistance, or assistance from‬
‭an outside agency.‬

‭Explicit statement of the area(s) of concern documenting the particular domain(s) .‬
‭Marshall Domain(s)‬

‭A. Strategy‬
‭B. First Things First‬
‭C. Curriculum and Data‬
‭D. Talent Development‬
‭E. Culture‬
‭F. Management‬

‭Identification of the specific behaviors (observable objectives for improvement) with‬
‭expected level(s) of performance that the administrator must develop to‬
‭demonstrate competency.‬

‭Administrator actions with stated timelines defining the amount and kind of‬
‭assistance and the frequency of observations and conferences. Written and oral‬
‭reports of observations shall be given to the administrator within three working‬
‭days of observation.‬

‭Timeline (45 days):‬

‭Administrator will:‬

‭Evidence‬ ‭Details‬ ‭Expected Result‬
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‭Superintendent will:‬

‭Support‬ ‭Details‬ ‭Expected Result‬

‭Evidence:‬

‭Observations:‬

‭Satisfactory Resolution / Progress‬
‭At the end of the plan timeline, the superintendent will determine whether the‬
‭administrator has successfully met the established objectives. The evaluator has three‬
‭options:‬

‭1.‬ ‭If the evaluator decides that sufficient progress has been made toward meeting the‬
‭established objectives, the administrator will be taken off the assistance plan with a‬
‭formal written statement by the superintendent on the‬‭Administrator Assistance‬
‭Plan‬‭. Specific written reports related to the Administrator‬‭Assistance Plan will‬
‭become part of their personnel file.‬

‭2.‬ ‭If the evaluator decides that some progress has been made toward meeting the‬
‭established objectives, but performance does not yet meet district standards, a‬
‭recommendation for continuing the plan may be made for an additional 30 days.‬

‭3.‬ ‭The evaluator may initiate termination procedures.‬

‭Signed:‬

‭__________________________________‬ ‭_______________‬
‭Administrator‬ ‭Date‬

‭__________________________________‬ ‭_______________‬
‭Superintendent‬ ‭Date‬
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‭INTRODUCTION‬
‭Willington’s Professional Learning and Evaluation Plan has been designed to create‬
‭pathways for the continuous learning and advancement of educational professionals‬
‭throughout their careers. It represents our commitment to incorporating current,‬
‭high-quality research in the creation of professional learning opportunities, fostering best‬
‭practices in teacher supervision and evaluation, and improving student learning, growth,‬
‭and achievement through effective curriculum, instruction, and assessment practices. As‬
‭such, the plan Is aligned with our district mission and values and meets the educational‬
‭needs of the stakeholders in our schools and region.‬

‭Willington’s Professional Learning and Evaluation Plan is aligned with the requirements of‬
‭the Connecticut Guidelines for Educator and Leader Evaluation and Support (2023), as‬
‭provided in subsection (a) of Sec. 10-151b (C.G.S.). The following is a description of the‬
‭processes and components of Willington’s program for teacher evaluation to meet‬
‭statutory requirements.‬

‭The plan was created by Willington's Professional Development and Evaluation‬
‭Committee, comprised of the representative teachers and administrators listed below:‬

‭Philip Stevens‬ ‭Superintendent of Schools‬
‭Mary Kay Tshonas‬ ‭Principal, Hall Memorial School‬
‭Lisa Cushing‬ ‭Principal, Center School‬
‭Erin Conley‬ ‭Director of Curriculum and Instruction‬
‭Marcia McGinley‬ ‭Pupil Services Director‬
‭Chris Tillona‬ ‭HMS Teacher, WEA President‬
‭Kyle Mullaney‬ ‭HMS Teacher‬
‭Bryan Phillips‬ ‭CES Teacher‬
‭Brittany Stickles‬ ‭CES Paraeducator‬
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‭PROFESSIONAL LEARNING BELIEFS AND PURPOSE‬
‭Willington’s Professional Learning and Evaluation Plan establishes high standards for the‬
‭performance of teachers and administrators that ultimately lead to and are evidenced by‬
‭improved student learning, growth, and achievement. Professional standards and criteria‬
‭identified in the Marshall Teacher Evaluation Rubric (2024) provide the foundation for‬
‭Willington’s Professional Learning and Evaluation Plan. The Marshall Teacher Evaluation‬
‭Rubric (2024)‬‭addresses several essential components‬‭of effective teacher performance‬
‭and practice. These principles are explicitly embedded in a continuum as observable‬
‭practices, and teachers and evaluators reflect on these practices during conferences and‬
‭self-evaluations.‬

‭The Marshall Teacher Evaluation Rubric (2024) is built upon the following key‬
‭assumptions as described by Kim Marshall:‬

‭●‬ ‭Rubrics provide a shared conceptual framework and a common language about‬
‭good and not-so-good teaching.‬

‭●‬ ‭Rubrics tell teachers about their performance in each domain.‬
‭●‬ ‭Since most teachers naturally aspire to the highest level, a four-level rubric has‬

‭a built-in push toward excellence.‬
‭●‬ ‭The language of the cell just above their placement provides a specific‬

‭description of what they need to do to improve.‬
‭●‬ ‭The comprehensive scope of a rubric makes it easier for a teacher to accept‬

‭criticism since there are other areas in which they are (hopefully) scoring‬
‭higher.‬

‭●‬ ‭The rubrics can easily be used by teachers to self-assess and set goals for a‬
‭school year, and then track their progress over time.‬

‭●‬ ‭Rubrics are much quicker for supervisors to fill out than traditional narratives‬
‭since the writing is done for them.‬

‭●‬ ‭If supervisors have not visited classrooms frequently, they will not be able to fill‬
‭out the rubrics knowledgeably.‬

‭The Marshall Teacher Evaluation Rubric (2024) is built upon the following 6 domains:‬
‭A. Planning and preparation for learning‬
‭B. Classroom management‬
‭C. Delivery of instruction‬
‭D. Monitoring, assessment, and follow-up‬
‭E. Family and community outreach‬
‭F. Professional responsibilities‬

‭In employing the Marshall Teacher Evaluation Rubric (2024) as its foundation Willington‬
‭maintains consistency with Connecticut’s TEAM program of mentorship and professional‬
‭development of new teachers. TEAM’s attributes of effective teaching practice align with‬
‭the Marshall continuum for new teachers to reflect on their practice and support the‬
‭development of differentiated professional growth plans. The Continuum and TEAM both‬
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‭rely on rich professional discussion and reflection on professional practice to advance‬
‭teacher effectiveness and student learning, growth, and achievement. Therefore,‬
‭consistency between these two programs makes it possible for all educators to acquire‬
‭common understandings and language about teaching and learning, with the intent of‬
‭enriching collaboration, communication, and community to pave the way for school‬
‭improvement and success for all students.‬

‭We believe that:‬
‭●‬ ‭An effective teaching and learning system creates coherence among the functions‬

‭of supervision and evaluation of professional practice, professional learning and‬
‭support, and curriculum and assessment development.‬

‭●‬ ‭An effective teaching and learning system that increases educator effectiveness and‬
‭student outcomes is sustained by a culture of collaboration and knowledge-sharing.‬

‭●‬ ‭Evaluations should be approached in a spirit of continuous improvement,‬
‭reflection, and collaboration.‬

‭●‬ ‭A comprehensive evaluation process includes:‬
‭o‬ ‭ongoing inquiry into and reflection on practice;‬
‭o‬ ‭goal-setting aligned with professional growth and student learning, growth,‬

‭and achievement;‬
‭o‬ ‭information gathered from multiple sources of evidence;‬
‭o‬ ‭analysis of data from multiple sources of evidence;‬
‭o‬ ‭support structures for feedback, assistance, and professional collaboration;‬
‭o‬ ‭research-based professional learning opportunities that are individualized.‬

‭The purpose of educator evaluation is to improve student achievement outcomes through‬
‭effective instruction. A variety of factors support the improvement of learning and‬
‭instruction. The Willington Professional Learning and Evaluation Plan addresses all these‬
‭factors systematically. It is a comprehensive system based on clearly defined expectations‬
‭that consist of domains of skills articulated in the Marshall Teacher Evaluation Rubric‬
‭(2024) as well as what current research tells us about the relationship between teaching‬
‭and learning.‬

‭The professional learning program supports the development of educators at all stages of‬
‭their careers, as it weaves together professional standards with expectations for student‬
‭learning, growth, and achievement and ongoing evaluation with access to professional‬
‭learning and support.‬

‭Willington's professional evaluation program takes into account school improvement‬
‭goals, curricular goals, student learning, growth, and achievement goals, and evidence of‬
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‭educators’ contributions to the school as a whole. Performance expectations within our‬
‭plan also include those responsibilities that we believe to be key in promoting a positive‬
‭school climate and a professional learning community.‬

‭ROLES AND RESPONSIBILITIES‬
‭Evaluator refers to all individuals (including school and district administrators) whose job‬
‭responsibilities include supervision and evaluation of other teachers. Teacher (educator),‬
‭as used in this document, shall mean all certified instructional and non-instructional‬
‭persons below the rank of administrator.‬

‭Superintendent’s Role in the Evaluation Process‬
‭●‬‭Serves as the liaison between Willington Public Schools Board of Education and the‬

‭evaluation process.‬
‭●‬‭Advocates and distributes funds or resources to implement the plan.‬
‭●‬‭Ensures fidelity of implementation of the plan, including calibration of evaluators.‬
‭●‬‭Ensures the PDEC receives information regarding school and program improvement‬

‭for use in recommending staff professional development programs.‬
‭●‬‭Arbitrates disputes.‬

‭Roles and Responsibilities of Evaluators and Evaluatees‬
‭The primary purpose of educator evaluation is to strengthen individual and collective‬
‭practices to improve student growth.  Therefore, evaluators and evaluatees share‬
‭responsibilities for the following:‬

‭●‬‭The review and understanding of the Marshall Teacher Evaluation Rubric.‬
‭●‬‭The review and familiarity with applicable state and national curriculum standards and‬

‭assessments.‬
‭●‬‭Adherence to established timelines as outlined in the plan.‬
‭●‬‭Completion of required components in a timely manner.‬
‭●‬‭Sharing of professional resources and new learnings about professional practice.‬

‭Evaluator Role (Administrator)‬
‭●‬ ‭Evaluators will be assigned to specific staff members they are evaluating.‬
‭●‬ ‭Review of and familiarity with evaluatees’ previous evaluations.‬
‭●‬ ‭Participation in collaborative conferences with evaluatees.‬
‭●‬ ‭Assistance with assessment of goals, student learning, growth, and achievement‬

‭indicators, learning activities developed and implemented by evaluatees, and‬
‭outcomes.‬

‭●‬ ‭Analysis and assessment of performance, making recommendations as appropriate.‬
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‭Evaluatee Roles (Educator)‬
‭●‬ ‭Reflection on evaluations.‬
‭●‬ ‭Engagement in inquiry-based professional learning opportunities.‬
‭●‬ ‭Participation in collaborative conferences with their evaluator.‬
‭●‬ ‭Development, implementation, and self-assessment of goals, student learning,‬

‭growth, and achievement indicators, learning activities, and outcomes.‬

‭PLAN IMPLEMENTATION‬

‭Training and Orientation of Teachers and Administrators‬
‭Understanding Willington’s Professional Learning and Evaluation Plan is essential to‬
‭facilitating the evaluation process and promoting student growth. On an annual basis, the‬
‭district will provide an orientation and training for the professional learning plan which‬
‭will include a review of the protocols for evaluation and observations, including timelines,‬
‭rubrics, and necessary documentation.‬

‭Teachers and administrators new to Willington will be provided with an electronic copy of‬
‭the Professional Learning and Evaluation Plan and will engage in training to ensure that‬
‭they understand the elements and procedures necessary for implementation.‬

‭New Educator Support and Induction‬
‭An orientation for new staff members will be provided and will cover:‬

‭●‬ ‭School philosophy and goals‬
‭●‬ ‭Policies, procedures, schedules, and routines‬
‭●‬ ‭Assignments and responsibilities‬
‭●‬ ‭Curriculum and instructional support‬
‭●‬ ‭Resources for professional learning‬
‭●‬ ‭Support services information‬
‭●‬ ‭Evaluation, including this plan and the Marshall Teacher Evaluation Rubric (2024)‬

‭In addition, periodic meetings with school personnel will focus on the Marshall Teacher‬
‭Evaluation Rubric (2024), student learning, growth, and achievement standards, discipline‬
‭policies, stakeholder communication, effective collaboration, classroom interventions,‬
‭special education, evaluation, professional responsibilities, and other topics to ensure‬
‭educator success.‬

‭Teaching Practice Designation‬
‭The expectations for teacher practice in Willington’s Professional Learning and Evaluation‬
‭Plan are defined using the six domains and their indicators of the Marshall Teacher‬

‭7‬



‭Evaluation Rubric (2024). The rubric articulates designations of levels of practice,‬
‭including:‬‭Does Not Meet Standard;‬‭Improvement Necessary;‬‭Effective; and Highly Effective‬‭.‬
‭The Marshall Teacher Evaluation Rubric (2024) is located in Appendix A of this document.‬

‭PROCESS AND TIMELINE OF TEACHER EVALUATION‬
‭The annual evaluation process for a teacher will at least include, but not be limited to, the‬
‭following steps, in order:‬

‭1.‬ ‭Orientation (by September 15):‬
‭To begin the annual evaluation process, evaluators meet with teachers, in groups and/or‬
‭individually, to discuss the evaluation process and their roles and responsibilities within it.‬
‭In this meeting, they will review and discuss the following:‬
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‭1.‬ ‭Marshall Teacher Evaluation Rubric (2024).‬
‭2.‬ ‭School or district priorities.‬
‭3.‬ ‭SMART goals related to professional growth and student development.‬
‭4.‬ ‭Self-assessment processes and purposes.‬
‭5.‬ ‭Data collection processes and analysis.‬
‭6.‬ ‭Access to the online evaluation system (Google Drive) for documentation.‬

‭2.‬ ‭Goal-setting Conference (by October 15):‬
‭Part of a teacher’s evaluation will be based on the achievement of student learning,‬
‭growth, and achievement outcomes defined by SMART Goals aligned with district‬
‭achievement priorities. SMART Goals may be one, two, or three-year goals and be‬
‭developed using multiple measures including standardized (e.g. DIBELS, SBAC) and‬
‭non-standardized (e.g. benchmark assessments, and student portfolios). Indicators of‬
‭professional growth and student development used as evidence of whether‬
‭goals/objectives are met shall be determined through the comparison of data over time.‬

‭Willington teachers’ SMART goals address professional learning and the learning needs of‬
‭their students and are aligned with the teacher’s assignment. The student outcome-related‬
‭indicators will be written to meet SMART goal criteria, i.e. Specific, Measurable, Attainable,‬
‭Relevant, and Time-Bound. Each SMART goal should make clear (1) what evidence was or‬
‭will be examined, (2) what level of performance is targeted, and (3) what will be used to‬
‭measure the targeted level of performance.‬

‭The teacher may collaborate in grade-level or subject-matter teams to support the‬
‭goal-setting process. Teachers will submit their SMART goal(s) to their evaluator for‬
‭review. Once agreed upon, teachers must monitor their professional growth and students’‬
‭progress toward achieving their SMART goals. Teachers may choose to share their interim‬
‭findings with colleagues during collaborative time. They may also wish to keep their‬
‭evaluator apprised of progress. Artifacts related to the teacher’s monitoring practices can‬
‭be reviewed and discussed during the Mid-Year Conference.‬

‭●‬ ‭In advance of the Goal Setting Conference, the teacher will examine data related‬
‭to current students’ performance (including, but not limited to standardized‬
‭tests, portfolios, and other student work appropriate to the teacher’s content‬
‭area), the prior year evaluation and survey results, previous professional‬
‭learning goals, and the Marshall Teacher Evaluation Rubric (2024).‬

‭●‬ ‭The teacher will draft the following items:‬
‭a) SMART Goals to address student achievement objectives;‬
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‭b) one focus area with strategies for improving outcomes based on the‬
‭Marshall Teacher Evaluation Rubric (2024).‬

‭The educator and evaluator come to a mutual agreement on the goals, along with the‬
‭evidence, professional learning plan, and support that is consistent with their professional‬
‭status for goal attainment.‬

‭Examples of data and evidence that may be included in the goal-setting conference:‬
‭●‬ ‭lesson plans‬
‭●‬ ‭formative assessment data‬
‭●‬ ‭summative assessment data‬
‭●‬ ‭student work‬
‭●‬ ‭parent communication logs‬
‭●‬ ‭data team minutes‬

‭●‬ ‭survey data‬
‭●‬ ‭school-level data‬
‭●‬ ‭performance assessments‬
‭●‬ ‭student behavioral data‬
‭●‬ ‭prior year evaluation (if applicable)‬

‭3.‬ ‭Observations of practice (see Observation Schedule)‬
‭Observations, both formal and informal, provide valuable information to all professional‬
‭staff about instructional practice. Data collected through observations allow school‬
‭leaders to understand more about the nature of learning and instruction in our schools,‬
‭and feedback from observation provides individual teachers with insights regarding the‬
‭impact of their management, planning, instruction, and assessment practices on student‬
‭growth. A teacher’s evaluation will be based on evidence of teacher practice and‬
‭performance, using the Marshall Teacher Evaluation Rubric (2024). Evaluators will‬
‭observe teacher practice using a combination of formal observations, informal‬
‭mini-observations, and non-classroom reviews of practice throughout the school year,‬
‭with frequency as noted in the Observation Schedule.‬

‭Informal Observations‬
‭Annually, all teachers will receive a minimum of three unannounced informal‬
‭observations. These mini-observations will be followed by written feedback by the‬
‭administrator utilizing the Marshall Teacher Evaluation Rubric (2024). Data will be‬
‭entered into a Google document where the teacher will have the opportunity to‬
‭provide a written reflection. A face-to-face meeting must occur for at least one of‬
‭the informal observations. Feedback by an administrator should be provided‬
‭within 48 hours of the observation. Informal observations will not be scored and‬
‭will typically only address domains‬‭B. Classroom Management‬‭and‬‭C. Delivery of‬
‭Instruction‬‭from the Marshall Rubric. Administrators‬‭may provide additional‬
‭feedback on other domains with appropriate evidence.‬
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‭Formal Observations‬
‭Annually, non-tenured teachers in their first and second years in Willington will‬
‭receive a minimum of 2 formal observations. An administrator may schedule a‬
‭formal observation with any teacher with appropriate notice, and formal‬
‭observations may also be part of an assistance plan.‬

‭Formal observations require a teacher to present written lesson plans. A‬
‭preobservation meeting with the evaluator will occur prior to the observation to 1)‬
‭review the lesson plans for clarity, 2) allow the teacher to provide additional‬
‭information such as groupings or curricular information, and 3) identify specific‬
‭areas the teacher would like feedback on, which may or may not be tied to the‬
‭Marshall Rubric.‬

‭Formal observations will be followed by written feedback by the administrator‬
‭utilizing the Marshall Teacher Evaluation Rubric (2024). Data will be entered into a‬
‭Google document where the teacher will have the opportunity to provide a written‬
‭reflection. A face-to-face meeting must occur after the formal observation, and‬
‭feedback by an administrator should be provided within 5 days of the observation.‬
‭Formal observations will typically only address the following domains:‬ ‭A. Planning‬
‭and Preparation for Learning, B. Classroom Management,‬‭and‬‭C. Delivery of‬
‭Instruction‬‭from the Marshall Rubric. Administrators‬‭may provide additional‬
‭feedback on other domains with appropriate evidence.‬

‭Review of Practice‬
‭Each teacher will receive a minimum of one written‬‭Review of Practice‬‭. The review‬
‭will utilize the Marshall rubric domains and may be obtained from data meetings,‬
‭team meetings, staff meetings, professional development sessions, or other‬
‭observable moments.‬

‭OBSERVATIONS REQUIRED‬
‭CONFERENCING‬
‭AND FEEDBACK‬

‭Non-tenured years 1 & 2‬ ‭At least 2 in-class formal observations‬
‭All must have pre and‬
‭post-conferences. Feedback‬
‭will be written within 5 days.‬

‭At least 3 in-class informal mini-observations‬ ‭Feedback will be written‬
‭within 48 hours. At least one‬
‭observation will have a‬
‭face-to-face post-conference.‬‭At least one review of practice‬
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‭Teachers with 3+ years‬
‭(not on an assistance‬
‭plan*)‬

‭At least 3 in-class informal mini-observations‬ ‭Feedback will be written‬
‭within 48 hours. At least one‬
‭observation will have a‬
‭face-to-face post-conference.‬‭At least one review of practice‬

‭*Teachers may receive a formal in-class observation if an informal observation or review of practice results in a‬
‭concern about the teacher’s practice.‬

‭4.‬ ‭Mid-Year Formative Check-in (by January 31)‬
‭The evaluator and teacher will hold a mid-year check-in. The discussion should‬
‭focus on progress toward meeting the goals and developing one’s practice. Both‬
‭the teacher and evaluator will bring evidence about practice and student learning,‬
‭growth, and achievement data to review. During the conference, both the teacher‬
‭and evaluator will make explicit connections between the goal and observation‬
‭components of the evaluation program. The evaluator will provide specific,‬
‭standards-based feedback related to the educator’s goal(s) and observation(s) with‬
‭evidence aligned to the Marshall Teacher Evaluation Rubric (2024). The mid-year‬
‭conversation provides an opportunity to discuss evidence, learning, and the next‬
‭steps toward goal attainment. If necessary, teachers and evaluators may mutually‬
‭agree to revisions to strategies or approaches used and/or mid-year adjustment of‬
‭SMART goals to accommodate changes (e.g., student populations, assignment). The‬
‭administrator should document any actions that the teacher can take and identify‬
‭any support the evaluator can provide to promote teacher growth.‬

‭5.‬ ‭End-of-year summative review (June 1 or by the last student day)‬
‭The end-of-year reflection and summative review provide an opportunity for the‬
‭educator and evaluator to engage in reciprocal dialogue, similar to the mid-year‬
‭check-in, to discuss progress toward the educator’s goal(s); professional learning‬
‭as it relates to the educator’s professional growth and professional practice; and‬
‭impact on student learning, growth, and achievement, as evidenced by multiple and‬
‭varied qualitative and quantitative indicators of evidence. A written end-of-year‬
‭summary includes the impact of new learning on educator practice and growth, the‬
‭impact on student learning, growth, and achievement, strengths and concerns, and‬
‭possible next steps for the upcoming year. The evaluator provides a concise‬
‭summary based upon evidence related to the mutually agreed upon educator‬
‭goal(s) and identified standards,‬‭noting the successful‬‭or unsuccessful completion‬
‭of the evaluation cycle.‬
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‭The teacher reviews and reflects on all information and data collected during the‬
‭year related to the goals and completes the end-of-year‬‭teacher self-assessment‬
‭(Marshall Rubric)‬‭which is due to the evaluator before‬‭the end-of-year conference.‬
‭The self-assessment should focus on the teacher's goals, focus area, and‬
‭observations, referencing the Marshall Teacher Evaluation Rubric (2024).‬

‭The self-assessment should address all components of the evaluation plan and‬
‭include what the teacher learned throughout the year supported by evidence and‬
‭personal reflection. The self-assessment should also include a statement that‬
‭identifies a possible future direction that is related to the year’s outcomes.‬

‭Should a teacher disagree with the evaluator’s assessment and feedback, the‬
‭parties are encouraged to discuss these differences and seek a common‬
‭understanding of the issues. The evaluator may choose to adjust the report but is‬
‭not obligated to do so. The teacher has the right to attach a statement to the‬
‭observation report or summative evaluation presenting their perspective. However,‬
‭observation and evaluation reports are not subject to the grievance procedure.‬

‭PROFESSIONAL PRACTICE SUPPORT STRATEGIES‬
‭A pattern of persistent lack of growth and reflection or resistance to growth-oriented‬
‭feedback should lead to advancing levels of support with a defined process for placing an‬
‭educator on a Teacher Assistance Plan with indicators of success for transitioning out of it.‬
‭Evaluators must utilize and document all three tiers of support in their creation of a‬
‭Teacher Assistance Plan.‬

‭The intent of this plan is to support teacher professional growth. If an administrator‬
‭provides feedback and an individual does not demonstrate growth, they may decide to‬
‭move to tier 2 support.‬

‭Tier 1 (all)‬
‭It is the expectation that all educators consistently access opportunities for professional‬
‭growth. Tier 1 supports are broadly accessible professional learning opportunities for all,‬
‭inclusive of, but not limited to, collegial professional conversations, classroom visits,‬
‭available district resources (e.g., books, articles, videos, etc.), formal professional learning‬
‭opportunities, and other general support for all educators (e.g., instructional coaching).‬
‭These resources should be identified through a goal-setting process by mutual agreement.‬

‭●‬ ‭observations‬
‭●‬ ‭regular coaching cycle‬
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‭●‬ ‭opportunity to observe colleagues‬

‭Tier II (some)‬
‭In addition to Tier 1, Tier 2 supports are more intensive in duration, frequency, and focus‬
‭through activities such as professional learning opportunities, and observations of specific‬
‭classroom practices. An administrator and teacher may collaboratively plan the following‬
‭activities for the teacher:‬

‭●‬ ‭establish a support team‬
‭●‬ ‭provide a targeted coaching cycle (with modeling)‬
‭●‬ ‭schedule additional observations‬
‭●‬ ‭provide time for the teacher to observe teachers outside of the district‬
‭●‬ ‭lesson development support‬
‭●‬ ‭suggest targeted resources‬

‭Tier III (targeted few)‬
‭In addition to Tier 1 and Tier 2, Tier 3 supports are responsive to unresolved, previously‬
‭discussed concerns and are developed in collaboration with the educator and may be‬
‭assigned by the evaluator. Tier 3 supports have clearly articulated areas of focus, duration‬
‭of time, and criteria for success, and may include a decision to move to a Teacher‬
‭Assistance Plan. Tier 3 supports shall be developed in consultation with the evaluator,‬
‭educator, and their exclusive bargaining representative under C.G.S. §10-153b. The start‬
‭date and duration of time receiving Tier III support should be clearly documented and‬
‭may include:‬

‭●‬ ‭additional focused observations‬
‭●‬ ‭lesson plan submission for feedback‬
‭●‬ ‭targeted resources‬
‭●‬ ‭outside expert resource‬

‭Teacher Assistance Plan‬
‭Teachers will be notified in writing at a conference if they are identified for an assistance‬
‭plan. Teachers will collaborate with their evaluator (or designee) in the development of a‬
‭support plan that focuses on the development of a professional learning community‬
‭supporting colleagues within this level. The teacher may choose to involve their local‬
‭association president (or designee). The process will identify areas of improvement‬
‭needed and include support that will be provided. The contents of the plan will be‬
‭confidential. A teacher may be put on a plan due to identified concerns by an‬
‭administrator at any time. Appendix B has a template for a Teacher Assistance Plan.‬

‭Development‬‭and‬‭Implementation‬‭of‬‭the‬‭Assistance‬‭Plan‬
‭Within 5 working days of notification, the teacher and evaluator will meet to write an‬
‭assistance plan that will include:‬
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‭a.‬ ‭An explicit statement with the area(s) of concern developed by the evaluator‬
‭including evidence from observations aligned with the Marshall Teacher‬
‭Evaluation Rubric (2024).‬

‭b.‬ ‭Identification of the specific behaviors (observable objectives for‬
‭improvement) with the expected performance that the teacher must develop‬
‭to demonstrate competency.‬

‭c.‬ ‭Teacher actions with stated timelines that define the amount and kind of‬
‭assistance and the frequency of observations and conferences. Written and‬
‭oral reports of observations shall be given to the teacher within three‬
‭working days of an observation.‬

‭d.   a timeline with dates explicitly stated regarding the start date, check-in‬
‭date(s), and end-of-plan review.‬

‭Assistance Options‬
‭The evaluator is to offer reasonable assistance so that the teacher can improve their‬
‭performance in the area(s) that need improvement. This assistance may include‬
‭suggestions, resource materials, professional development opportunities, referral to a‬
‭colleague for peer assistance, or assistance from an outside agency.‬

‭Timeline‬
‭A timeline, not to exceed 45 school days, which allows the teacher adequate opportunity‬
‭to improve their performance, must be stated. The evaluator has the responsibility to‬
‭monitor the teacher's progress in achieving the objectives established for performance‬
‭improvement.‬

‭Satisfactory Resolution / Progress‬
‭At the end of the Assistance Plan timeline, the evaluator will determine whether the‬
‭teacher has successfully met the established objectives. The evaluator has three options:‬

‭a.‬ ‭If the evaluator decides that sufficient progress has been made toward‬
‭meeting the established objectives, the teacher will be taken off the‬
‭assistance plan with a formal written statement by the administrator on the‬
‭Teacher Assistance Plan Form‬‭. Specific written reports‬‭related to the Teacher‬
‭Assistance Plan will become part of the teacher’s personnel file.‬

‭b.‬ ‭If the evaluator decides that some progress has been made toward meeting‬
‭the established objectives, but performance does not yet meet district‬
‭standards, a recommendation for continuing the Teacher Assistance Plan‬
‭may be made for an additional 30 days.‬

‭c.    The evaluator may initiate termination procedures.‬
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‭APPEALS PROCESS‬
‭The purpose of the appeals process is to secure, at the lowest possible administrative‬
‭level, equitable solutions to disagreements that from time to time may arise related to the‬
‭evaluation process. The right of appeal is a necessary component of the evaluation‬
‭process and is available to every participant at any point in the evaluation process. As the‬
‭performance appraisal system is designed to ensure continuous, constructive, and‬
‭cooperative processes among professional educators, most disagreements are expected to‬
‭be worked out informally between evaluators and evaluatees. The supervisor’s judgment‬
‭shall not be the focus of an appeal.‬‭The appeal process‬‭shall be conducted in accordance‬
‭with the law governing confidentiality.‬
‭The appeals process may be implemented when there is a question as to whether or not:‬

‭1.   Evaluation procedures and/or guidelines have been appropriately followed.‬
‭2.‬ ‭Adequate data has been gathered to support‬‭fair and accurate decisions.‬

‭Time limits‬
‭1.‬ ‭Since it is important that appeals be processed as rapidly as possible, the number‬

‭of days shall be considered maximum. The time limits specified may be extended by‬
‭written agreement of both parties and begin with the date on the notice of the‬
‭appeal.‬

‭2.‬ ‭Days shall mean school days. Both parties may agree, however, to meet during‬
‭breaks at mutually agreed-upon times.‬

‭3.‬ ‭If a teacher does not initiate the appeals procedure within five days of‬
‭acknowledged receipt of evaluation materials, the teacher shall be considered to‬
‭have waived the right of appeal.‬

‭4.‬ ‭Failure of the teacher at any level to appeal to the next level within the specified‬
‭time shall be deemed acceptance of the decision rendered at that level.‬

‭Procedures‬
‭1.‬ ‭Within three days of initiating an appeal, the teacher will meet (Appeals Meeting)‬

‭and discuss the matter with the evaluator to try to resolve the matter informally.‬

‭2.‬ ‭If there has been no resolution the teacher may choose to continue the dispute‬
‭resolution process in writing to the superintendent within 3 school days of the‬
‭Appeals Meeting with their evaluator.‬

‭3.‬ ‭The superintendent of schools shall mediate the appeal. The superintendent shall‬
‭meet with both the teacher (and designee) and evaluator (and designee) separately‬
‭within 5 school days of being notified of a failure to identify an agreed upon‬
‭resolution. The superintendent will make a final ruling within 48 hours.‬

‭4.‬ ‭The teacher shall be entitled to association representation at all levels of the‬
‭process.‬

‭Any claims that the district has failed to follow the established procedures of the teacher‬
‭evaluation and support program shall be subject to the grievance procedures set forth in‬
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‭the collective bargaining agreement between the board of education and the bargaining‬
‭unit.‬
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‭Appendix A‬
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‭Appendix B:‬
‭Teacher Assistance Plan‬

‭Teacher: ________________________________‬

‭Date: ____________________________________‬

‭Staff Present: __________________________‬

‭Was the teacher informed in writing of their ability to have union representation:  Yes   No‬

‭This assistance plan may include suggestions, resource materials, professional‬
‭development opportunities, referral to a colleague for peer assistance, or assistance from‬
‭an outside agency.‬

‭Explicit statement of the area(s) of concern documenting the particular domain(s) .‬
‭Marshall Domain(s)‬

‭A. Planning and Preparation for Learning‬
‭B. Classroom Management‬
‭C. Delivery of Instruction‬
‭D. Monitoring, Assessment, and Follow-Up‬
‭E. Family and Community Outreach‬
‭F. Professional Responsibilities‬

‭Identification of the specific behaviors (observable objectives for improvement) with‬
‭expected level(s) of performance that the teacher must develop to demonstrate‬
‭competency.‬

‭Teacher actions with stated timelines defining the amount and kind of assistance‬
‭and the frequency of observations and conferences. Written and oral reports of‬
‭observations shall be given to the teacher within three working days of an‬
‭observation.‬

‭Timeline (45 days):‬
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‭Teacher will:‬

‭Evidence‬ ‭Details‬ ‭Expected Result‬

‭Evaluator will:‬

‭Support‬ ‭Details‬ ‭Expected Result‬

‭Evidence:‬

‭Observations:‬

‭Satisfactory Resolution / Progress‬
‭At the completion of the Teacher Assistance Plan Timeline, the evaluator will identify‬
‭whether the teacher has successfully met the established objectives. The evaluator then‬
‭has three options:‬

‭1.‬ ‭If the evaluator decides that sufficient progress has been made toward meeting the‬
‭established objectives, the teacher will be taken off the intensive assistance plan.  A‬
‭written statement will be included on this form..‬

‭2.‬ ‭If the evaluator decides that some progress has been made toward meeting the‬
‭established objectives, but performance does not yet meet district standards, a‬
‭recommendation for continuation of the‬‭Teacher Assistance‬‭Plan‬‭may be made for‬
‭an additional 30 days.‬

‭3.‬ ‭The evaluator may initiate termination procedures.‬

‭Signed:‬

‭__________________________________‬ ‭_______________‬
‭Teacher‬ ‭Date‬

‭__________________________________‬ ‭_______________‬
‭Administrator‬ ‭Date‬

‭__________________________________‬ ‭_______________‬
‭WEA President‬ ‭Date‬
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