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. 

Our Mission  
 
The School District of Philadelphia strives for children across the city to have welcoming and 
supportive schools with enriching and well-rounded experiences. You, our School Leaders, 
Teachers, and Non-Teaching Professional Employees, possess the potential to make this a 
reality.  Foundational to achieving these guardrails is the ability to capture the quality of practice 
occurring throughout the District, to celebrate accomplishments and to identify areas and 
opportunities for growth.  Educator Effectiveness and Evaluation serves this purpose.  
Educator Effectiveness and Evaluation captures the great work educators are doing on a daily 
basis.  Across the District, educators work tirelessly to ensure students not only grow 
intellectually but also build strong character to meet both current and future challenges.  
Educator Effectiveness and Evaluation also identifies opportunities for growth.  As 
professionals, educators are expected to constantly refine their craft.  Evaluation helps build a 
roadmap for professional growth; providing insight into the paths that should be taken to 
ensure that we, as a District, are able to meet the diverse needs of our students.  
If implemented with this in mind, celebrating our accomplishments and acknowledging our 
areas for improvement, evaluation can serve as a powerful tool to help us fulfill our potential as 
a District.  In line with this, the Evaluation Team asks that all educators apply the following 
practices to each evaluation system:  

⇒  Understand the policies and processes  
⇒  Prepare for and fully participate in each measure  
⇒  Gather data, artifacts, and evidence to support performance  

In return, the Education Effectiveness and Evaluation Team strives to live up to these guiding 
principles and help actualize this potential by committing to:  

⇒  Provide timely support to aid the implementation of the evaluation system  
⇒  Create evaluation policies that align with state mandates, union contracts, and existing District 
processes and practices that educators are being asked and supported to engage in  
⇒  Strive for constant improvement to better serve educators through professional and personal 
growth  
The Evaluation Team looks forward to working with you throughout this and 
every school year as we strive towards providing a great school, close to every 
child in Philadelphia.  

 

 
Background Statement  
 
While evaluation is not new to Philadelphia or education in general, the means by which educators are 
evaluated has changed in recent years.  In 2012, the Pennsylvania legislature passed Act 82, which enacted 
into law new evaluation systems for Principals, Assistant Principals, Teachers, and Non- Teaching 
Professional Employees (NTPEs).  These systems are collectively referred to as the Educator Effectiveness 
System.  The new evaluation systems moved beyond solely relying on classroom observations to gauge an 
educator’s effectiveness by introducing measures of student achievement.  In 2020, these systems were 
revamped through Act 13, introduced in 2020.  
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For Principals, Assistant Principals and Teachers, their evaluation systems will be comprised of 70-100% 
formal observation and 30-10% student achievement, respectively.  While NTPE evaluation systems will be 
comprised of 90-100% observation measures and with the remaining percentage attributed to student 
achievement, if applicable.  As required by the Pennsylvania Department of Education, the School District 
compiles and publishes yearly aggregate data relating to overall evaluation rating for school leaders, 
teachers, and non-teaching professional employees.  ESSA data is also published yearly.  To access this 
data, please use the following link: futurereadypa.org.  
An in-depth look at each educator’s evaluation system can be found in the following chapters of this 
handbook.  
2016-2017 was the first school year in which all measures of each evaluation system were implemented.  
The Pennsylvania Department of Education staggered the rollout of these measures to afford districts 
throughout the Commonwealth time to plan and implement each measure with fidelity.  So, before we look 
ahead, it is important that we look back at where we have been, then where we are at.  
 
 

 
 
 
With all the measures implemented, it is our goal to begin improving the policies and processes that 
undergird the measures and build capacity so the evaluation system better meets the needs of the District. 
The intended purpose of this handbook is to guide both Observers and Observees in understanding the 
policies, practices and purpose behind the implementation of each measure as it pertains to Principal, 
Assistant Principal, Teacher, and Non-Teaching Professional Employee evaluation systems. 
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Overview: Act 13 
 
What is Act 13? 
Introduction Act 13 of 2020 (Act 13) was signed into law by Governor Tom Wolf on 
March 27, 2020 and revises the Act 82 Educator Effectiveness process used to 
evaluate professional employees in PreK-12 education across Pennsylvania beginning 
in the 2021-2022 school year. The revised rating system affects classroom teachers, 
non-teaching professional employees, and principals, as defined in Act 13: ​
 

•​ Classroom teachers are defined as professional employees or temporary 
professional employees who provide direct instruction to students related 
to a specific subject or grade level.  

•​ Non-teaching professional employees are defined as professional 
employees or temporary professional employees who are education 
specialists or provide services and are not classroom teachers.  

•​ Principals are defined as principals, assistant or vice principals, and 
directors of career and technical education.  

 
NOTE: Supervisors of special education (non-teaching professionals under Act 82) are 
considered principals for the purposes of Act 13.  
 
In accordance with the legislation, the Pennsylvania Department of Education (PDE) 
conducted research and collaboration to update the rubrics in consultation with a 
stakeholder group comprised of education experts, parents of school-age children 
enrolled in a public school, teachers, and administrators. On March 27, 2021, the 
following Educator Effectiveness revisions were published in the PA Bulletin:  
 

•​ Domains for the evaluation of observation and practice measures  
•​ Regulations addressing teacher-specific and LEA selected measures  
•​ Regulations addressing principal performance goals  
•​ Building level data calculations  
•​ Rating forms for impacted professional employees, including an interim 

rating option for a professional employee who received an unsatisfactory 
rating on the annual evaluation 

 
A few of the most significant changes coming are the following:  
 

•​ New Percentages for Multiple Measure Summary (MMS) reports. 
 

•​ TPE, or non-tenured, teachers are 100% observation during their 
first three (3) years of employment. 
 

•​ The window of time for implications of 2nd Needs Improvement 
(NI) has been revised from 10 years to 4 years. 
 

•​ Newly hired teachers, leaders and non-teaching professional 
employees (NTPEs) are required to complete Act 13 professional 
development. 
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 Observation for Principal/Assistant Principal (AP)  
 
What is School Leader Observation? 
Assistant Superintendents collect evidence on Principal effectiveness from a 
combination of school visits, formative written feedback, and other Core District 
Processes.  With the exception of school visits, Principals conduct the same tasks to 
formally observe Assistant Principals in their building.  Principals/Assistant Principals 
are formally observed on four Common Components.  Additionally, 
Principals/Assistant Principals are observed on a fifth component – the Individualized 
Component – that is chosen collaboratively between the Observee and Observer.   
 
The four Common Components from the revised Framework for Leadership are: 
     1d. Leads Change Efforts for Continuous Improvement 
     2b. Ensures a High Quality, High Performing Staff 
     3b. Aligns Curricula, Instruction and Assessments 
     4a. Maximizes Professional Responsibilities through Family/Caregiver Involvement  
           and Community Engagement 
 
Evidence of school leader effectiveness is gathered through school visits and as 
managers engage in Core District Processes with their Principals/Assistant Principals. 
 
Who is Formally Observed? 
All Principals and Assistant Principals are formally observed by their Assistant 
Superintendent/Principal, respectively.  The Observer has the opportunity to provide 
formative feedback in PowerSchool on all 20 Framework for Leadership components. 
 
Framework for Leadership Observation Components (Common Components in Bold) 

 

Formative 
Feedback 
While Principal and Assistant 
Principal observation 
captures performance on five 
components, effective school 
leadership results when 
school leaders work towards 
distinguished performance on 
all 20 components of the 
Framework for Leadership 
(see Appendix A).  For this 
reason, leadership Observers 
have the ability to provide 
formative, written feedback 
on all 20 components in 
PowerSchool throughout the 
school year.  For example, 
Formative Feedback can be 
provided following formal, 
unannounced, or routine 
school visits.  It can also be 
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provided as Observers and Observees interact during Core District Processes (e.g., 
budgeting, network meetings, Educator Effectiveness meetings, etc.).  Continuous 
informal feedback, both written and verbal, is a critical aspect of effective school 
leadership coaching.  It is also expected that corrective feedback, with action steps, is 
documented in PowerSchool. 
 
Formative Feedback differs from the End-of-Year FfL Observation as it supports an 
ongoing focus on the school leader’s development across all Domains of leadership.  
The intent of the Formative Feedback process is to capture the dynamic and 
transactional conversations already taking place when Observers support Observees in 
their growth as school leaders.  Formative Feedback submitted in PowerSchool also 
provides a space for Observees to upload evidence and attachments to support a 
continuous conversation around Principal and Assistant Principal development.  While 
not formally rated, this feedback can also inform developmental decisions. 
 
Observers provide Formative Feedback a minimum of two times throughout the year 
(once in the Fall and once in the Spring) on each of the four Common Components and 
one Individualized Component, following each school visit.  Beyond the required 
Formative Feedback for the five rated components of the Principal/Assistant Principal 
observation, the Observer can differentiate the amount of Formative Feedback 
provided on all 20 Framework for Leadership components based on each Observee’s 
experience and needs. 
 

Informal Observations 
Assistant Superintendents and Principals can conduct Leadership Informal 
Observations to identify areas of focus in preparation for formative feedback and/or the 
End-of-Year FfL Observation conference, or to identify practices in areas of strength or 
improvement.  Feedback is given on any of the 20 Framework for Leadership 
components.  Informals Observations should occur with enough time allotted between 
them for leaders to incorporate feedback into practice.  Assistant Superintendents can 
conduct Informals for Principals.  Assistant Superintendents and Principals can 
conduct Informals for Assistant Principals. 
 
End-of-Year Framework for Leadership (FfL) Observation  
For Formative Feedback, supervising administrators aggregate evidence a minimum of 
two times throughout the school year and justify End-of-Year evaluation scores for 
school leaders.  Observers may also conduct additional school visits or walkthroughs 
during this time in order to provide further formative feedback on any of the Framework 
for Leadership components, as needed.  
 
Towards the end of the school year, Assistant Superintendents complete an FfL 
End-of-Year Observation for their Principals; Principals must do the same for their 
Assistant Principals, respectively. Observers can use aggregated evidence from the 
Observee’s Formative Feedback to inform their end-of-year conference.  The FfL 
End-of-Year Observation evaluates the same five (5) components as the Fall and 
Spring Formative Feedback for the Observee.  However, the FfL Observation is rated 
and that score will be entered on the school leader’s End-of-Year MMS Report. 
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How do formal observations capture Leadership practice? 
 
Principals and Assistant Principals receive 
a numerical score of 0, 1, 2 or 3 on each of 
the five formal Framework for Leadership 
(FfL) components: four Common 
Components and one Individualized 
Component.  Component scores 
correspond with performance levels 
ranging from Failing to Distinguished.  
 
Component scores within the same 
Domain are then averaged together to 
create a Domain score.  
 
Specifically, the Individualized Component is averaged together with the score from 
the Common Component of the same Domain.  The overall observation is then 
calculated from averaging the four Domain scores together, each accounting for 25% 
of the Overall Observation Score. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
What is the School Leader Observation Process? 
Assistant Superintendents follow the process below as they evaluate each Principal 
in their network.  Similarly, Principals complete the process below for the Assistant 
Principals in their school.  The process provides a common set of requirements while 
allowing the Observer the ability to vary Observee support based on individual 
needs.  The Principal/Assistant Principal Observation process includes formative, 
written feedback from the Observer throughout the school year.  For principals, 
Formative Feedback should be informed by at least two school visits from their 
Assistant Superintendent. 
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In-Depth Look: Principal/Assistant Principal Observations 
 

Note: This diagram only illustrates the process between AS and Principal, as an example.  Assistant Principals are 
observed by Principal in alignment with this process as well. 
 

 
 

 
 
In addition to the four Common Components, Principals are observed on a fifth 
component that is chosen in collaboration between the Principal and Assistant 
Superintendent.  Similarly, Assistant Principals are observed on a fifth component, 
chosen between the Assistant Principal and their Principal.  Principals/Assistant 
Principals will present one of the 16 remaining FfL components to be scored as their 
Individualized Component to their Observer.  This component should reflect an area of 
development the Observee will focus on for the school year, with support from their 
Observer, to improve administrator and/or school performance.  Observer and 
Observee discuss the Individualized Component presented by the Observee in the 
beginning of the school year.  If the Observer and Observee cannot come to an 
agreement, the Observer makes the final determination.  Thus, the Assistant 
Superintendent would decide for the Principal, and the Principal would decide for the 
Assistant Principal. 
 
This component remains the same for the entire school year.  The Individualized 
Component is logged by the Observee in PowerSchool no later than the due date 
listed in the Employee Evaluation Calendar. 
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Collect Evidence 
 
Evidence Collection for Principals 
Assistant Superintendents conduct a minimum of two formal school visits over the 
course of the school year in order to gain insight into school functioning and 
performance.  Following each school visit, Assistant Superintendents provide 
Formative Feedback on each of the five formal components, and any additional 
components they wish to address.   
 
Formal school visits should be announced and should include the following activities: 

‣​  An initial conversation between the Principal and Assistant Superintendent to establish 
the focus of the visit, and debrief after the visit around what was observed; Principals can 
present evidence related to what was discussed during the visit in addition to any of the 20 FfL 
components 

‣​  Conversations with the school’s leadership team, which can include staff, teachers, 
and/or students, to get varied perspective of the Principal’s behavior and overall school 
climate 

‣​  Assistant Superintendent and Principal co-observations of teachers to collect 
evidence around the instructional program, quality of teacher practice, and Principal’s ability to 
assess teacher practice 

‣​  School walkthroughs to observe classroom transitions, building conditions, and other 
aspects of climate and culture, in addition to speaking with staff, teachers, and students 
 
Beyond the school visits outlined above, Assistant Superintendents may conduct 
additional announced or unannounced visits to observe the Principal and overall 
functioning of the school and provide feedback accordingly.  The requirements listed 
above do not apply to unannounced or routine school visits, but instead serve as 
recommendations for conducting comprehensive school visits. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Evidence Collection for Assistant Principals 
Principals provide a minimum of two formative feedbacks over the course of the 
school year in order to gain insight into the Assistant Principals’ practice.  Following 
each formal observation, Principals provide Formative Feedback on each of the five 
formal components, and any additional components they wish to address.  Formative 
Feedback must be submitted to Assistant Principals in PowerSchool with 5 school 
days of the formal observation. 
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Formal Observations should be announced and should include the following activities: 

‣​ An initial conversation between the Assistant Principal and the Principal to 
establish the focus of the observation and a debrief after the observation around what 
was observed; Assistant Principals can present evidence related to what was 
discussed during the visit in addition to any of the 20 FfL components 

‣​ Assistant Principal and Principal co-observations of teachers to collect 
evidence around the instructional program, quality of teacher practice, and Assistant 
Principal’s ability to assess teacher practice 
 
Beyond the Formal Observations outlined above, Principals observe Assistant 
Principals through their everyday interactions with additional focus on the projects or 
Core District Processes (see below) the Assistant Principal has been assigned to 
oversee. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Formative Feedback must be submitted to the Observee within 5 school days.  Please 
refer the Employee Evaluation Calendar to see the dates associated with the Fall and 
Spring Formative Feedback periods. 
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Principal Performance Goal 
 
What is a Principal Performance Goal? 
The Principal Performance Goal (PPG) template is designed to facilitate the 
evaluation process while improving the school leaders’ effectiveness and fostering 
collaboration among colleagues.   
 
PPG replaces the former mechanisms for evaluating leadership growth: Principal - 
Student Learning Objectives (PSLO).  The PPG is intended to be a more flexible. 
Collaborative and qualitative process than the PSLO and designed to serve serval 
purposes, including: 

▪​ Provide leaders with an opportunity to actively participate in their own 
evaluation (elective data) 

▪​ Improve leader effectiveness 
▪​ Foster collaboration among colleagues 
▪​ Align work of individual leaders within District and school goals 
▪​ Set clear vision/focus of school year 
▪​ Reinforce school mission 

 
Who completes Principal Performance Goals? 
Principal Performance Goal is required as part of the evaluation of Effectiveness for 
professional employees serving as:  

▪​ Principals 
▪​ Assistant Principals 
▪​ Directors of Career and Technical Education 
▪​ Supervisors of Special Education 

 
As the first step of the SPM process, leaders will determine a performance goal for the 
school year by completing the following: 
 

Part I: Goal Selection 
 

 
 

Part II: Mid-Year Review 
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Part III: Final Reflection and Score 

 

 
 
 
 
In-Depth Look: Principal Performance Goal Selection 
 
Step 1: Identify School/District Goal 
The Principal Performance Goal aligns with the work school leaders already do 
throughout the school year and asks school leaders to consider ways they can make a 
difference in their schools. The school leader begins by selecting a professional goal 
they would like to accomplish this goal year, as well as provide rationale for selecting 
the goal. Some questions to consider include: 
 

Why did you select this goal? What context helps drive this goal? 
What internal and/or external happenings in the school space are driving this goal? 
Does the goal that you’ve select align with school and/or district goals and vision? 
Is your goal supported by researched best practices or industry standards? 

 
Step 2: Identify Resources 
After identifying and providing rationale for the selection of the goal, school leaders will 
indicate the resources necessary for accomplishing their goal. Resources can include 
training(s) and support(s) that already exist within the school and/or district, as well as 
other supports that are required to accomplish the goal. Some questions to consider 
include: 
 

What population(s) of the school community will be affected by implementing this 
goal? 
What obstacles exist in implementing this goal? 
What monetary, material, time-management, and/or personnel capacity resources 
are needed to overcome these obstacles and implement the goal? 
 

Step 3: Create Plan of Action and Timeline 
Once school leaders have identified their goal, provided rationale, and necessary 
resources, action steps and timeline should be created to help school leaders 
accomplish their goal. Some questions to consider include: 
 

What measurable strategies will be used to implement this goal? 
Does the goal require an internal and/or external communication plan? 
Which approaches to analyzing and reporting the results will best reflect the 
success of the completed goal? 
What is a realistic timeframe for each component of implementing, analyzing, and 
reflecting on this goal? 
Does this goal compete with priority duties for time and attention? 
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Step 4: State Evidence and/or Artifacts 
The next step in the process is for school leaders to state the evidence and/or artifacts 
that will be used to measure the progress and effectiveness of the plan of action. 
Some questions to consider include: 
 

Which specific sources of data/evidence will be used in the analysis of 
goal progress/achievement? 
What is the baseline data/evidence used and how might it change as the 
goal is achieved? 

 
Step 5: Measuring Success 
School leaders will determine how success is measured by setting the criteria for 
success. In order to answer “how will you know you’ve achieved your goal,” school 
leaders should consider the following: 
 

What are the expected results for all affected groups? 
What is the established method for gathering stakeholder feedback and 
making necessary changes during implementation? 
How will achieving the goal result in positive growth for the school and its 
learners? 

 
Step 6: Define Levels of Performance 

Part of the process of measuring success is setting the bar for yourself. In this last 
step, school leaders define what it means to attain the goal in terms of four levels of 
performance: Failing, Needs Improvement, Proficient, and Distinguished. These ratings 
provide context for how school leaders rate their effectiveness in accomplishing their 
goals. 
 

A good first step is to define what it means for the school leader to be proficient in this 
goal because any more (Distinguished) is over and above what you need, and 
anything less (Failing or Needs Improvement) is not enough. 
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Teacher-Specific Data (for Teachers) 
Not an Evaluative Measure for School Leaders 

 

What is Teacher-Specific Data? 
Teacher-specific data is comprised of three separate measures: Student Performance 
on State Assessments, IEP Goals Progress and PVAAS.  One, two or three of these 
measures can be attributed towards a teacher’s Educator Effectiveness rating based 
on the data that is available for a teacher.  Illustrated below are the different ways 
Teacher Specific Data can be broken down: 

 
Student Performance on Assessment is for any classroom teacher who has student 
data that is applicable and attributable to them from a statewide assessment. For 
educators who are considered Data Available Teachers, the Assessment Data 
Conversion Scale will be used to indicate which 0-3 scale score a teacher will receive 
depending on the percentage of proficient/advanced students they have.  This 
remains the same as it was in Act 82. 
 
PVAAS (Growth): Any classroom teacher who has student data from statewide 
assessments that are applicable and attributable to her will receive a PVAAS growth 
score. The PVAAS (Growth) Data Conversion Scale, below, indicates 0-3 scale score a 
teacher will receive based on the PVAAS Score for her applicable and attributable 
students. This also remains unchanged from Act 82.  
 
IEP Goals Progress: IEP Goals Progress is a measure of growth and student 
performance for special education students as established in their Individualized 
Education Program (IEP) plans by the IEP team.  Regardless of certification area, all 
classroom teachers will be accountable for student progress toward IEP Goals 
Progress if their students have identified IEP Goals to which that teacher contributes 
data used by the IEP team to monitor progress. If that data is used for monitoring the 
progress of a group of students with similar academic or non-academic IEP goal skill 
areas, then they can utilize the IEP Goals Progress measure. 
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PVAAS and Roster Verification 
Not an Evaluative Measure for School Leaders 

 
What is PVAAS Teacher-Specific Reporting? 
The Pennsylvania Value-Added Assessment System (PVAAS) teacher-specific reports 
provide an estimate of the academic growth of a teacher’s group of students in a state 
assessed content area for a specific school year.  Each year, teachers of those state 
assessed content areas will receive a PVAAS composite score, which is a combined 
measure of all the tested subjects, grades, and Keystone courses taught.  Additionally, 
diagnostic reports are provided for teachers to use in order to improve instructional 
practices and to assess the academic growth of students at varying achievement 
levels and demographic subgroups. 
 

Who receives a PVAAS Teacher-Specific Report? 
Teachers who are permanent or temporary professional employees, who hold a valid 
PA teaching certificate, and who have full or partial responsibility for content-specific 
instruction of assessed eligible content on Pennsylvania’s state assessments (PSSA 
and/or Keystone exams) receive a Teacher-Specific Report.  This includes: 
 

‣​ Teachers of grades 4-8 PSSA ELA and Math, grades 4 and 8 PSSA Science, 

and Keystone content areas (Algebra I, Biology, Literature) 
‣​ All other teachers responsible for content-specific instruction of assessed 

eligible content, including ESOL, special education, intervention, and enrichment 
teachers, etc. (regardless of the teacher’s certification). 
 
 

What is PVAAS Roster Verification? 
Roster verification is a process in May and June that allows teachers and Principals to 
adjust and verify the percentages of instructional responsibility for every student, for 
each state assessment.  Adjusting the percentages of instructional responsibility 
results in the students being weighted appropriately in the value-added analyses for 
PVAAS teacher-specific reporting.  Students with less than 100% instructional 
responsibility will be weighted less in a teacher’s PVAAS reporting than those students 
who have been claimed at 100%.  There are two aspects of instructions responsibility: 
 

‣​ Percentage of Student + Teacher Enrollment 
‣​ Full or Partial Percentage of Instruction 

 
Understanding the Percentage of Student + Teacher Enrollment Calculation 
 

The Percentage of Student + Teacher Enrollment calculation is based on the number of 
days a student and a teacher are enrolled together (concurrently enrolled) over the 
course of the instructional window.  Starting with day one of the instruction 
(subject/grade/course) for the state assessment, up to and including the last school 
day before the District’s testing window opens for that state assessment, teachers will 
use the formula below to calculate the overall percentage for Student + Teacher 
Enrollment. 
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The percentage is based upon enrollment, not attendance.  This percentage can only 
be adjusted for long-term, approved absences, such as medical leaves, student 
hospitalization, resignations, etc.  The percentage of Student + Teacher Enrollment will 
be entered by teachers during the Teacher Verification Phase of Roster Verification.  
Once calculated, teachers will verify or edit the percentage in the Student + Enrollment 
column of the verification table.  
 
 
Understanding Full or Partial of Instruction and how to calculate 
 

Full or Partial Percentage of Instruction is the percentage of content-specific 
instruction for a state assessment for which a teacher is responsible for providing to a 
specific student.  The percentage is 100% for a student if only one teacher is 
responsible for providing instruction to that student in that subject area.  If more than 
one teacher is responsible for content-specific instruction, then the percentage is 
shared between those teachers (i.e. if a student receives one period of math 
instruction from a classroom teacher per day and one period of math per day with a 
special education teacher, then each teacher claims 50% for instructional 
responsibility).  This may occur when there is co-teaching, pull-out or push-in support, 
content preps, or pull-out interventions. 
 
The percentage for Full or Partial Instruction will be verified or edited by teachers 
during the Teacher Verification Phase of Roster Verification.  Once calculated, teachers 
will verify or edit the Full or Partial Percentage of Instruction in the appropriate column 
of the verification table.  Teachers who have rosters to verify will receive email 
notifications from EVAAS Support with information about deadlines and login 
information.  Teachers who do not receive these emails should consult their school’s 
Principal to determine eligibility. 
 

18 
 
Version: Published 11/2023​ Leadership Evaluation | #TheUltimateResource 



 
Understanding Phases of Roster Verification 
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Use the checklist below to ensure all the steps to the Teacher Verification process 
have been completed. 
 

o​ Teachers should have a roster for EACH state assessed grade, subject, and 

source for which they have full or partial responsibility towards the assessed 

eligible content as assessed by the PSSA or Keystone exams 

▪​ Add and remove rosters as needed 

▪​ If teachers have 1st semester Keystone course(s) and/or 2nd semester 

Keystone course(s)/full-year course(s), teachers should have a roster 

for each (Winter tested and Spring tested) 

o​ Teachers should ensure that all students for which they have provided either 

full or partial instruction through the year are included on the roster for each 

tested subject and grade, or course 

▪​ Add and remove students from each roster(s) as needed 

o​ Verify and/or edit the % Student + Teacher Enrollment for EACH student on 

EACH roster 

o​ Verify and/or edit the Full/Partial Percent of Instruction for EACH student on 

EACH roster 

o​ Resolve all issues of over-claimed students within your school with the 

assistance of your Principal/Assistant Principal, if needed 

o​ Complete the verification of all data for all rosters 

o​ Submit all rosters to the Principal/Assistant Principal by the end of the 

Teacher Verification Phase (rosters can be submitted prior to the end of the 

teacher phase) 

▪​ Include a note/comment to the Principal/Assistant Principal about 

any issues unable to be resolved or needing assistance 
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Use the checklist below to ensure all the steps to the Administration Verification 
process have been completed. 
 

o​ Verify that ALL teachers have a roster for EACH grade, subject, and course for 
which they have full or partial responsibility for the assessed eligible content 
as assessed by a PSSA or Keystone exam 

▪​ Add, copy, and remove rosters as needed 
▪​ Each teacher who teaches a 1st semester Keystone course(s) and/or 

2nd semester Keystone course(s)/full-year course(s) has a roster for 
each (Winter tested and Spring tested) 

o​ Verify that ALL students for which teachers have provided either full or partial 
instruction are included on rosters for each respected tested subject and 
grade, or course 

▪​ Add, copy and remove students as needed 

o​ Verify the Percentage of Total Instructional Responsibility (Percentage of 
Student + Teacher Enrollment and Full/Partial Percentage of Instruction) for 
each student on each roster is accurate 

o​ Verify that all issues of under-claimed students are correct and legitimate 
▪​ This includes reviewing students who have been removed from 

rosters to ensure accuracy of this information, as well as contacting 
other District schools to determine the reason why a shared student 
may be under claimed 

▪​ Refer to the guidance sheet for specific examples 
▪​ You must document all instances of under claiming using the 

spreadsheet available in your Employee Evaluation resources 

o​ Resolve all issues of over-claimed students with the teachers involved within 
your school and across schools 

▪​ This includes all over-claimed students within the District AND any 
students shared simultaneously with another LEA 

▪​ You must contact other District schools and document all instances 
of over-claiming 

o​ Return to teachers any rosters that require changes.  Then, re-approve those 
rosters 

o​ Complete all rosters for teachers unable/unavailable to verify during the 
Teacher Verification window 

▪​ Approve and submit all rosters to the District (via your Assistant 
Superintendent) by the end of the School Administrator Verification 
Phase (school administrators do not have to wait until the end of the 
school verifier window to submit rosters to the District) 
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Use the checklist below to ensure all the steps to the Administration Verification 
process have been completed. 
 

o​ Verify that ALL issues of under-claimed students are correct and legitimate 

▪​ Review numbers of over and under claiming at each school in 

consultation with the Evaluation team 

▪​ Each school in the network provided documentation for 

underclaimed students 

o​ All Principals/Assistant Principals have resolved all issues of over-claimed 

students with the school administrators and teachers involved 

▪​ This includes all over-claimed students only within the District 

▪​ Any students over claimed with another LEA will be resolved 

proportionally by PDE 

o​ Return to Principals/Assistant Principals any schools’ rosters that require 

changes.  Then, re-approve those rosters 

o​ Verify that all issues of under-claimed students are correct and legitimate 

▪​ All Principals/Assistant Principals communicated to teachers 

(suggest via email for a history of this communication) any changes 

to a teacher’s roster during the District Administrator Verification 

window as rosters cannot be returned to the teacher during the 

District Administrator phase  

o​ Approve all of your school’s rosters in order to be submitted to SAS EVAAS by 

District Administration at the end of the LEA Administration Verification 

window 
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Building Level Data for Principal/AP 
 
What is the Building Level Data? 
Building Level Data, formerly known as School Performance Profile (SPP), is 
Pennsylvania’s school accountability model used to capture a school’s overall 
performance.  Building Level Data incorporates a variety of weighted indicators – both 
academic and nonacademic – to capture a school’s overall performance.  Building 
Level Data scores range from 0 to 100.  Schools can earn up to 100 points based on a 
school’s performance across four categories: Academic Achievement, Academic 
Growth, Attendance Rate and Graduation Rate.   
 

Who receives a Building Level Data score? 
Building Level Data scores will be given to all “principals,” or school leaders, as 
defined by Act 13.  
 

What is the Building Level Data score process? 
Building Level Data scores are calculated by the Pennsylvania Department of 
Education; teachers do not need to submit anything to receive a Building Level Data 
score.  Schools receive one Building Level Data score that applies to all teachers in 
that building (i.e., a building level score). 
 

How does Building Level Data Capture Leadership Performance? 
A school’s Building Level Data score for the current academic year is not released until 
the Fall of the following school year. The Building Level Data score used to calculate a 
teacher’s overall rating relates to the school(s) at which a teacher taught during the 
PREVIOUS school year.  Specifically, the Building Level Data is based on the school(s) 
that the teacher was associated with from February 1 and June 1 of the previous 
school year. 
 
New to Building Level Data (formerly SPP): Challenge Multiplier 
The Challenge multiplier is an adjustment of the building level score by adding points 
based on the percentage of economically disadvantaged students enrolled at a school. 

-​ I. Calculate the regression coefficient of determination, known as r2, that estimates the proportion 
of the variance in school-level data that is predictable by the percentage of students that are 
economically disadvantaged in a school. 

-​ II. Multiply the regression coefficient of determination under subparagraph (I) by .1. 
-​ III. Multiply the product produced in subparagraph (II) by the most currently available percentage 

of economically disadvantaged students in the school. 
-​ IV. Multiply the product produced in subparagraph (III) by 100. 
-​ V. Add the product produced in subparagraph (IV) to the building level score. 
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 Unadjusted Building 
Score 

Adjusted Building 
Score 

School A: 92% Economically Disadvantaged 61.0 65.1 

School B: 38.5% Economically Disadvantaged 85.2 86.9 



Multiple Measure Summary for Principal/AP 
 
What is the Leadership Multiple Measure Summary? 
School leaders are evaluated on three measures of Educator Effectiveness, which 
determine their overall Effectiveness Rating: End-of-Year Framework for Leadership 
(FfL) Observation, Principal Performance Goal (PPG), and Building Level Data.  The 
Multiple Measure Summary (MMS) shows a school leader’s score for each measure, 
when available, and their overall Effectiveness Score and Rating. 
 

Who receives a Multiple Measure Summary? 
Principals and Assistant Principals who were assigned to a school prior to February 1 
will receive an MMS report and overall Effectiveness Rating.  
 

How does the Multiple Measure Summary capture Leadership 
Practice? 
 

Each measure of the principal and assistant principal evaluation system assesses 
different aspects of school leadership.  Collectively, the measures provide a holistic 
view of a school leader’s effectiveness as it captures instructional and operational 
practice as well as student outcomes. 
 
To calculate a school leader’s overall Effectiveness Rating, the score from each 
Effectiveness measure is converted to a 0-3 scale.  These converted scores are 
multiplied by their respective weights described on the next page, and then added 
together to create a final overall Effectiveness Score.  Scores for each measure and 
the overall Effectiveness Rating correspond with four performance levels, shown 
below. 
 
 
 

What is the Multiple Measure Summary Process? 
 

At the conclusion of the rating period, 
the Evaluation team works with the 
School District’s Office of Information 
Systems to calculate every Principal’s 
and Assistant Principal’s MMS score 
and rating.   
 

Once the score has been calculated, a 
Multiple Measure Summary Report is 
uploaded to PowerSchool, which is 
then reviewed by the supervising 
administrator and released to the 
school leader. 
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0.00 – 0.49 
Failing 

0.50 – 1.49 
Needs Improvement 

1.50 – 2.49 
Proficient 

2.50 – 3.00 
Distinguished 



 
In-Depth look: Leadership Multiple Measure Summary  
 
Principal and Assistant Principal Effectiveness Ratings are based on all available data, 
with scores from each measure weighted according to Pennsylvania Department of 
Education (PDE) regulation.  Not all school leaders have data for each of the measures.  
The table below shows the different ways a school leader’s Effectiveness Score can be 
calculated based on available data. 
 
All Data Available  
 
 
 
 
 
 
One Missing Component  
 

 
 
 
 
 
 
Understanding the Leadership Multiple Measure Summary 
On a school leader’s MMS report, scores for each measure are presented in addition 
to Domain-level observation scores.  The key terms below will help guide 
understanding of Effectiveness Scores and Ratings. 
 

Score: 0-3 score school leader received for that measure 
Factor: Weight for that score (e.g., a factor of 10% for Building Level Data means that score 
counts towards 10% of the school leader’s overall Effectiveness Score) 
Earned Points: Total amount of points for that measure that will contribute to the school 
leader’s Effectiveness Score and Rating; found by multiplying the score by the factor 
Leadership Effectiveness Rating Earned Points: Overall Leadership Effectiveness Score 
Leadership Effectiveness Rating: Overall rating from Unsatisfactory to Distinguished that 
corresponds with the school leader’s Overall Effectiveness Score 
Overall Rating: Designation of Satisfactory or Unsatisfactory (only Failing ratings are 
Unsatisfactory, or UNSAT) 
 
 

What is a Not Rated MMS? 
For a professional employee to receive an effectiveness rating on their MMS report, 
there must be observation data available.   If a school leader does not receive a scored 
end-of-year FFL Observation, they will be given a Not Rated on their Leadership MMS.  
A school leader will receive a Not Rated MMS regardless of other measures being 
available, because the FFL Observation constitutes 80-90% of the MMS (and 
effectiveness rating).  A Not Rated rating holds a school leader harmless and is 
considered a Satisfactory rating. 
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FfL Observation PPG Building Level Data 

70% 20% 10% 

FfL Observation PPG Building Level Data 

80% 20% - 

90% - 10% 



Performance Plans Driven by Ratings 
 

The School District recognized the need for Administrators to successfully meet 
challenges, goals and objectives of their positions.  In order to assist Administrators in 
this endeavor, Observers (Assistant Superintendents > Principals; Principals > APs) may 
identify areas for improvement and support through completing Formative Feedback 
through the year.  In the event that an administrator’s end-of-year Effectiveness rating is 
“Needs Improvement” or lower, the administrator will be placed on a Performance 
Improvement Plan (PIP), required by the Public School Code of 1949, as amended.   

 
What is a Performance Improvement Plan? 
The PIP is an opportunity to provide specific direction and ongoing professional 
development and support to Administrators in areas that their Observers have identified 
as needing improvement.  The intention of the PIP is for an administrator to improve 
his/her/their performance in accordance with the goals identified.  The PIP is a 
professional development tool and is not considered disciplinary in its inception. 
 
In the development of the PIP, the administrator (school leader) will meet with their 
Observer to identify and/or discuss areas for improvement and appropriate professional 
development opportunities and supports.  With input from the administrator, a 
Performance Improvement Plan (PIP) document, which outlines the improvement goals 
and supports, will be completed by the Observer and provided to the administrator so 
there is a mutual understanding of goals and expectations. 
 
The PIP should include, but is not limited to, information such as: 
‣​ The timeframe for the PIP to be completed within 
‣​ Areas needing improvement  
‣​ Performance improvement goals and expectations 
‣​ Supports 
‣​ A focused assistance calendar detailing relevant matters (i.e. meeting dates, 
specific training dates [if applicable], deadlines). 
 
The PIP will serve as the basis for ongoing coaching and feedback between the 
supervising administrator and school leader (Assistant Superintendent and Principal; 
Principal and Assistant Principal).  The supervising administrator will meet with the school 
leader as set forth in the PIP and provide feedback as appropriate after each meeting 
with the goal of having the school leader attain the necessary proficiency. 
 
At any point where the supervisor determines that a school leader’s performance is not 
improving or is declining, CASA representation is recommended. 
 

Implications for Needs Improvement Ratings 
Principals and Assistant Principals who receive a Satisfactory - Needs Improvement 
Effectiveness Rating on their MMS report must complete a Performance Improvement 
Plan (PIP).  
 
When a school leader receives their 1st Satisfactory – Needs Improvement rating they are 
required to complete a year-long PIP.  The school leader on the PIP will be evaluated per 
usual (i.e. one End-of-Year FfL Observation per year), in addition to completing a PIP in 
collaboration with their supervising administrator. 
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‣​ If a school leader earns a Proficient or higher 
Effectiveness rating on their end-of-year MMS report, they will be removed from a PIP 
and resume their regular observation cycle. 

‣​ If a school leader earns a 2nd Needs Improvement rating 
on their end-of-year MMS report, they will be placed on another year-long PIP.  
 
 
 
 
 
 
 
 
Implications for Failing Ratings 
School leaders who fail to meet the goals of the PIP and receive either three (3) 
consecutive overall Needs Improvement ratings (which will constitute as 2 consecutive 
Failing ratings) within a 4-year period face demotion or termination on the grounds of 
unsatisfactory performance under the provisions of the Pennsylvania Public School Code 
of 1949, as amended. 
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 Observation for ECFCs 
 
What is an Early Childhood 
Field Coordinator? 
Directors Childhood Field 
Coordinators work with Pre-schools 
to manage the school’s instructional 
programming and day-to-day 
operations.  They reinforce the clear 
vision around learning for all students, 
ensure a safe, secure and orderly 
learning environment, and work with 
the staff to cultivate strong 
relationships with diverse 
stakeholders - including families and 
communities. 

 
What is Early Childhood Field 
Coordinator (ECFC) 
Observation? 
Directors of Early Childhood 
Education collect evidence on ECFC 
effectiveness from a combination of 
formative written feedback, observations and check-ins.  Additionally, ECFCs are 
observed on a fifth component – the Individualized Component – that is chosen 
collaboratively between the Observee and Observer.   
 
The four Common Components are: 
     1b. Uses Data for Informed Decision Making 
     2g. Ensures School Safety 
     3c. Implements High Quality Instruction 
     4a. Maximizes Parent and Community Involvement 
 
Evidence of ECFC effectiveness is gathered through observations, check-ins and as 
Directors engage in Core District Processes with their ECFCs. 
 
Who is Formally Observed? 
All ECFCs are formally observed by their respective director.  The director has the 
opportunity to provide formative feedback in PowerSchool on all 20 Framework for 
Leadership components. 
 
 

 
 

 

 
 
How do formal observations capture ECFC practice? 
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ECFCs receive a numerical score of 0, 1, 2 or 3 on each of the five formal Framework for 
Leadership (FfL) components: four Common Components and one Individualized 
Component.  Component scores correspond with performance levels ranging from 
Failing to Distinguished.  
 
Component scores within the same Domain are then averaged together to create a 
Domain score.  
 
Specifically, the Individualized Component is averaged together with the score from the 
Common Component of the same Domain.  The overall observation is then calculated 
from averaging the four Domain scores together, each accounting for 25% of the Overall 
Observation Score. 
 
 
 
 
 
 
 
 
 
 
 
 
 
What is the ECFC Observation Process? 
Observers (Directors) follow the process below as they evaluate each Observee  (ECFC) 
on their caseload.  The process provides a common set of requirements while allowing 
the Observer the ability to vary Observee support based on individual needs.  The ECFC 
Observation process includes formative written feedback from the Observer throughout 
the school year. 
 

 
In addition to the four Common Components, ECFCs are observed on a fifth component 
that is chosen in collaboration between the ECFC and Director/Observer.  ECFCs will 
present one of the 16 remaining FfL components to be scored as their Individualized 
Component to their Observer.  This component should reflect an area of development 
the Observee will focus on for the school year, with support from their Observer, to 
improve administrator performance.  Observer and Observee discuss the Individualized 
Component presented by the Observee in the beginning of the school year.  If the 
Observer and Observee cannot come to an agreement, the Observer makes the final 
determination.  Thus, the Director of Early Childhood Education would decide for the 
ECFC. 

 
Formative Feedback 
While school leader observation captures performance on five components, effective 
leadership results when ECFCs work towards distinguished performance on all 20 
components of the Framework for Leadership (see Appendix A).  For this reason, 
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supervising administrators have the ability to provide formative, written feedback on all 
20 components in PowerSchool throughout the school year.  For example, Formative 
Feedback can be provided following formal, unannounced, or routine school visits.  It 
can also be provided as supervising administrators (directors) and leaders (ECFCs) 
interact during Core District Processes (e.g., network meetings, Educator 
Effectiveness meetings, etc.).  Continuous informal feedback, both written and verbal, 
is a critical aspect of effective school leadership coaching.  It is also expected that 
corrective feedback, with action steps, is documented in PowerSchool. 
 
Formative Feedback differs from the End-of-Year FfL Observation as it supports an 
ongoing focus on the ECFC’s development across all Domains of leadership.  The 
intent of the Formative Feedback process is to capture the dynamic and transactional 
conversations already taking place when Observers support Observees in their growth 
as school leaders.  Formative Feedback submitted in PowerSchool also provides a 
space for Observees to upload evidence and attachments to support a continuous 
conversation around Principal and Assistant Principal development.  While not formally 
rated, this feedback can also inform developmental decisions. 
 
Observers provide Formative Feedback a minimum of two times throughout the year 
(once in the Fall and once in the Spring) on each of the four Common Components 
and one Individualized Component, following each school visit.   
 

 
End-of-Year Framework for Leadership (FfL) Observation  
For Formative Feedback, Observers aggregate evidence a minimum of two times 
throughout the school year and justify End-of-Year evaluation scores for Observees.  
Observers may also conduct additional school visits or walkthroughs during this time 
in order to provide further formative feedback on any of the Framework for Leadership 
components, as needed.  
 
Towards the end of the school year, supervising administrators complete an FfL 
End-of-Year Observation for their ECFCs. Supervising administrators can use 
aggregated evidence from the Observee’s Formative Feedback to inform their 
end-of-year conference.  The FfL End-of-Year Observation evaluates the same five (5) 
components as the Fall and Spring Formative Feedback for the Observee.  However, 
the FfL Observation is rated and that score will be entered on the school leader’s 
End-of-Year MMS Report. 

 

31 
 
Version: Published 11/2023​ Leadership Evaluation | #TheUltimateResource 



Principal Performance Goal for ECFCs 
 
What is a Principal Performance Goal? 
The Principal Performance Goal (PPG) template is designed to facilitate the 
evaluation process while improving the school leaders’ effectiveness and fostering 
collaboration among colleagues.   
 
PPG replaces the former mechanisms for evaluating leadership growth: Principal - 
Student Learning Objectives (PSLO).  The PPG is intended to be a more flexible. 
Collaborative and qualitative process than the PSLO and designed to serve serval 
purposes, including: 

▪​ Provide leaders with an opportunity to actively participate in their own 
evaluation (elective data) 

▪​ Improve leader effectiveness 
▪​ Foster collaboration among colleagues 
▪​ Align work of individual leaders within District and school goals 
▪​ Set clear vision/focus of school year 
▪​ Reinforce school mission 

 
Who completes Principal Performance Goal? 
Principal Performance Goal is required as part of the evaluation of Effectiveness for 
professional employees serving as:  

▪​ Principals 
▪​ Assistant Principals (or Vice Principals) 
▪​ Directors of Career and Technical Education 
▪​ Supervisors of Special Education 
▪​ Lead Academic Coaches 

 
As the first step of the SPM process, leaders will determine a performance goal for 
the school year by completing the following: 
 

Part I: Goal Selection 
 

 
 

Part II: Mid-Year Review 
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Part III: Final Reflection and Score 

 

 
 
 
 
In-Depth Look: Principal Performance Goal Selection 
 
Step 1: Identify School/District Goal 
The Principal Performance Goal aligns with the work school leaders already do 
throughout the school year and asks school leaders to consider ways they can make 
a difference in their schools. The school leader begins by selecting a professional 
goal they would like to accomplish this goal year, as well as provide rationale for 
selecting the goal. Some questions to consider include: 
 

Why did you select this goal? What context helps drive this goal? 
What internal and/or external happenings in the school space are driving this goal? 
Does the goal that you’ve select align with school and/or district goals and vision? 
Is your goal supported by researched best practices or industry standards? 

 
Step 2: Identify Resources 
After identifying and providing rationale for the selection of the goal, school leaders 
will indicate the resources necessary for accomplishing their goal. Resources can 
include training(s) and support(s) that already exist within the school and/or district, 
as well as other supports that are required to accomplish the goal. Some questions 
to consider include: 
 

What population(s) of the school community will be affected by implementing this 
goal? 
What obstacles exist in implementing this goal? 
What monetary, material, time-management, and/or personnel capacity resources 
are needed to overcome these obstacles and implement the goal? 
 

Step 3: Create Plan of Action and Timeline 
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Once school leaders have identified their goal, provided rationale, and necessary 
resources, action steps and timeline should be created to help school leaders 
accomplish their goal. Some questions to consider include: 
 

What measurable strategies will be used to implement this goal? 
Does the goal require an internal and/or external communication plan? 
Which approaches to analyzing and reporting the results will best reflect the 
success of the completed goal? 
What is a realistic timeframe for each component of implementing, analyzing, and 
reflecting on this goal? 
Does this goal compete with priority duties for time and attention? 

 
 
 
 
 
 
Step 4: State Evidence and/or Artifacts 
The next step in the process is for school leaders to state the evidence and/or 
artifacts that will be used to measure the progress and effectiveness of the plan of 
action. Some questions to consider include: 
 

Which specific sources of data/evidence will be used in the analysis of 
goal progress/achievement? 
What is the baseline data/evidence used and how might it change as the 
goal is achieved? 

 
Step 5: Measuring Success 
School leaders will determine how success is measured by setting the criteria for 
success. In order to answer “how will you know you’ve achieved your goal,” school 
leaders should consider the following: 
 

What are the expected results for all affected groups? 
What is the established method for gathering stakeholder feedback and 
making necessary changes during implementation? 
How will achieving the goal result in positive growth for the school and its 
learners? 

 
Step 6: Define Levels of Performance 

Part of the process of measuring success is setting the bar for yourself. In this last 
step, school leaders define what it means to attain the goal in terms of four levels of 
performance: Failing, Needs Improvement, Proficient, and Distinguished. These 
ratings provide context for how school leaders rate their effectiveness in 
accomplishing their goals. 
 

A good first step is to define what it means for the school leader to be proficient in 
this goal because any more (Distinguished) is over and above what you need, and 
anything less (Failing or Needs Improvement) is not enough. 
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Building Level Data for ECFCs 
 
What is the Building Level Data? 
Building Level Data, formerly known as School Performance Profile (SPP), is 
Pennsylvania’s school accountability model used to capture a school’s overall 
performance.  Building Level Data incorporates a variety of weighted indicators – both 
academic and nonacademic – to capture a school’s overall performance.  Building 
Level Data scores range from 0 to 100.  Schools can earn up to 100 points based on a 
school’s performance across four categories: Academic Achievement, Academic 
Growth, Attendance Rate and Graduation Rate.   
 

Who receives a Building Level Data score? 
Building Level Data scores will be given to all “principals,” or school leaders, as 
defined by Act 13.  ECFCs will receive a District average for their Building Level Data 
score. 
 

What is the Building Level Data score process? 
Building Level Data scores are calculated by the Pennsylvania Department of 
Education; teachers do not need to submit anything to receive a Building Level Data 
score.  Schools receive one Building Level Data score that applies to all teachers in 
that building (i.e., a building level score). 
 

How does Building Level Data Capture Teacher Performance? 
A school’s Building Level Data score for the current academic year is not released 
until the Fall of the following school year. The Building Level Data score used to 
calculate a teacher’s overall rating relates to the school(s) at which a teacher taught 
during the PREVIOUS school year.  Specifically, the Building Level Data is based on 
the school(s) that the teacher was associated with from February 1 and June 1 of the 
previous school year. 
 
New to Building Level Data (formerly SPP): Challenge Multiplier 
The Challenge multiplier is an adjustment of the building level score by adding points 
based on the percentage of economically disadvantaged students enrolled at a 
school. 

-​ I. Calculate the regression coefficient of determination, known as r2, that estimates the proportion 
of the variance in school-level data that is predictable by the percentage of students that are 
economically disadvantaged in a school. 

-​ II. Multiply the regression coefficient of determination under subparagraph (I) by .1. 
-​ III. Multiply the product produced in subparagraph (II) by the most currently available percentage 

of economically disadvantaged students in the school. 
-​ IV. Multiply the product produced in subparagraph (III) by 100. 
-​ V. Add the product produced in subparagraph (IV) to the building level score. 
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 Unadjusted Building 
Score 

Adjusted Building 
Score 

School A: 92% Economically Disadvantaged 61.0 65.1 

School B: 38.5% Economically Disadvantaged 85.2 86.9 



Multiple Measure Summary for ECFCs 
 
What is the Leadership Multiple Measure Summary? 
ECFCs are evaluated on three measures of Educator Effectiveness, which determine 
their overall Effectiveness Rating: End-of-Year Framework for Leadership (FfL) 
Observation, Principal Performance Goal (PPG), and Building Level Data.  The Multiple 
Measure Summary (MMS) shows a school leader’s score for each measure, when 
available, and their overall Effectiveness Score and Rating. 
 

How does the Multiple Measure Summary capture Leadership 
Practice? 
 

Each measure of the Early Child Field Coordinator evaluation system assesses 
different aspects of leadership.  Collectively, the measures provide a holistic view of a 
school leader’s effectiveness as it captures instructional and operational practice as 
well as performance outcomes. 
 
To calculate a leader’s overall Effectiveness Rating, the score from each Effectiveness 
measure is converted to a 0-3 scale.  These converted scores are multiplied by their 
respective weights described on the next page, and then added together to create a 
final overall Effectiveness Score.  Scores for each measure and the overall 
Effectiveness Rating correspond with four performance levels, shown below. 
 
 
 

 
 
 
What is the Multiple Measure Summary Process? 
 

At the conclusion of the rating period, 
the Evaluation team works with the 
School District’s Office of Information 
Systems to calculate every Principal’s 
and Assistant Principal’s MMS score 
and rating.   
 

Once the score has been calculated, a 
Multiple Measure Summary Report is 
uploaded to PowerSchool, which is 
then reviewed by the supervising 
administrator and released to the 
school leader. 
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0.00 – 0.49 
Failing 

0.50 – 1.49 
Needs Improvement 

1.50 – 2.49 
Proficient 

2.50 – 3.00 
Distinguished 



 
In-Depth look: Leadership Multiple Measure Summary  
 
Leadership ratings are based on all available data, with scores from each measure 
weighted according to Pennsylvania Department of Education (PDE) regulation.  Not 
all school leaders have data for each of the measures.  The table below shows the 
different ways a school leader’s Effectiveness Score can be calculated based on 
available data. 
 
 

All Data Available  
 
One Missing Component  
 
  
 
 
 

Understanding the Leadership Multiple Measure Summary 
On a school leader’s MMS report, scores for each measure are presented in addition 
to Domain-level observation scores.  The key terms below will help guide 
understanding of Effectiveness Scores and Ratings. 
 

Score: 0-3 score school leader received for that measure 
Factor: Weight for that score (e.g., a factor of 10% for Building Level Data means that score 
counts towards 10% of the school leader’s overall Effectiveness Score) 
Earned Points: Total amount of points for that measure that will contribute to the school 
leader’s Effectiveness Score and Rating; found by multiplying the score by the factor 
Leadership Effectiveness Rating Earned Points: Overall Leadership Effectiveness Score 
Leadership Effectiveness Rating: Overall rating from Unsatisfactory to Distinguished that 
corresponds with the school leader’s Overall Effectiveness Score 
Overall Rating: Designation of Satisfactory or Unsatisfactory (only Failing ratings are 
Unsatisfactory, or UNSAT) 
 
 

What is a Not Rated MMS? 
For a professional employee to receive an effectiveness rating on their MMS report, 
there must be observation data available.   If a leader does not receive a scored 
end-of-year FFL Observation, they will be given a Not Rated on their Leadership MMS.  
A leader will receive a Not Rated MMS regardless of other measures being available, 
because the FFL Observation constitutes 80-90% of the MMS (and effectiveness 
rating).  A Not Rated rating holds a school leader harmless and is considered a 
Satisfactory rating. 
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FfL Observation PPG Building Level Data 

70% 20% 10% 

FfL Observation PPG Building Level Data 

80% 20% - 

90% - 10% 



Performance Plans Driven by Ratings 
 
The School District recognized the need for administrators to successfully meet 
challenges, goals and objectives of their positions.  In order to assist administrators in 
this endeavor, Observers (Directors > ECFCs) may identify areas for improvement and 
support through completing Formative Feedback through the year.  In the event that 
an administrator’s end-of-year Effectiveness rating is “Needs Improvement” or lower, 
the administrator will be placed on a Performance Improvement Plan (PIP), required by 
the Public School Code of 1949, as amended.   

 
What is a Performance Improvement Plan? 
The PIP is an opportunity to provide specific direction and ongoing professional 
development and support to administrators in areas that their Observers have 
identified as needing improvement.  The intention of the PIP is for an administrator to 
improve his/her/their performance in accordance with the goals identified.  The PIP is 
a professional development tool and is not considered disciplinary in its inception. 
 
In the development of the PIP, the administrator (ECFC) will meet with their Observer 
to identify and/or discuss areas for improvement and appropriate professional 
development opportunities and supports.  With input from the administrator, a 
Performance Improvement Plan (PIP) document, which outlines the improvement 
goals and supports, will be completed by the Observer and provided to the 
administrator so there is a mutual understanding of goals and expectations. 
 
The PIP should include, but is not limited to, information such as: 

‣​ The timeframe for the PIP to be completed within 
‣​ Areas needing improvement  
‣​ Performance improvement goals and expectations 
‣​ Supports 
‣​ A focused assistance calendar detailing relevant matters (i.e. meeting dates, 

specific training dates [if applicable], deadlines). 
 
The PIP will serve as the basis for ongoing coaching and feedback between the 
Observer and Observee.  The Observer will meet with the Observee as set forth in the 
PIP and provide feedback as appropriate after each meeting with the goal of having 
the ECFC attain the necessary proficiency. 
 
At any point where the Observer determines that an ECFC’s performance is not 
improving or is declining, CASA representation is recommended. 
 

Implications for Needs Improvement Ratings 
ECFCs who receive a Satisfactory - Needs Improvement Effectiveness Rating on their 
MMS report must complete a Performance Improvement Plan (PIP).  
 
When an administrator receives their 1st Satisfactory – Needs Improvement rating they 
are required to complete a year-long PIP.  The ECFC on the PIP will be evaluated per 
usual (i.e. one End-of-Year FfL Observation per year), in addition to completing a PIP 
in collaboration with their Observer. 
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‣​ If an ECFC earns a Proficient or higher Effectiveness rating on their 
end-of-year MMS report, they will be removed from a PIP and resume their regular 
observation cycle. 

‣​ If an ECFC earns a 2nd Needs Improvement rating on their end-of-year MMS 
report, they will be placed on a year-long Performance Improvement Plan. 
 
 
 
 
 
 
 
 
 
 
 
Implications for Failing Ratings 
School leaders who fail to meet the goals of the PIP and receive either three (3) 
consecutive overall Needs Improvement ratings (which will constitute as 2 
consecutive Failing ratings) within a 4-year period face demotion or termination on the 
grounds of unsatisfactory performance under the provisions of the Pennsylvania 
Public School Code of 1949, as amended. 
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 Observation for Special Education Directors 
 
What is Special Education Director Observation? 
Supervising administrators of Special Education Directors collect evidence on leader 
effectiveness from a combination of formative written feedback, observations and 
check-ins.  Additionally, Special Education Directors are observed on a fifth 
component – the Individualized Component – that is chosen collaboratively between 
the Observer and Observee.   
 
The four Common Components are: 
     1b. Uses Data for Informed Decision Making 
     2e. Communicates Effectively and Strategically 
     3d. Sets High Expectations for All Students 
     4b. Shows Professionalism 
 
Evidence of Special Education Director effectiveness is gathered through observations, 
check-ins and as supervising administrators engage in Core District Processes with 
their Special Education Directors. 
 
Who is Formally Observed? 
Special Education Directors are formally observed by their supervising administrators 
within the Office of Specialized Services.  The supervising administrator has the 
opportunity to provide formative feedback in PowerSchool on all 20 Framework for 
Leadership components. 
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How do formal observations capture Special Education Director 
practice? 
 
Special Education Directors receive a 
numerical score of 0, 1, 2 or 3 on each of 
the five formal Framework for Leadership 
(FfL) components: four Common 
Components and one Individualized 
Component.  Component scores 
correspond with performance levels ranging 
from Failing to Distinguished.  
 
Component scores within the same Domain 
are then averaged together to create a 
Domain score.  
 
Specifically, the Individualized Component is averaged together with the score from 
the Common Component of the same Domain.  The overall observation is then 
calculated from averaging the four Domain scores together, each accounting for 25% 
of the Overall Observation Score. 
 
 
 
 
 
 
 
 
 
 
 
 
 
What is the Special Education Director Observation Process? 
Observers (supervising administrator) follow the process below as they evaluate each 
Observee (Special Education Director) on their caseload.  The process provides a 
common set of requirements while allowing the Observer the ability to vary Observee 
support based on individual needs.  The Observation process includes formative 
written feedback from the Observer throughout the school year. 
 

 
In addition to the four Common Components, school leaders are observed on a fifth 
component that is chosen in collaboration between the school leader and supervising 
officer.  Special Education Directors will present one of the 16 remaining FfL 
components to be scored as their Individualized Component to their Observer.  This 
component should reflect an area of development the Observee will focus on for the 
school year, with support from their Observer, to improve administrator performance.  
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Observer and Observee discuss the Individualized Component presented by the 
Observee in the beginning of the school year.  If the Observer and Observee cannot 
come to an agreement, the Observer makes the final determination.  Thus, the 
supervising administrator would decide for the school leader. 

 
Formative Feedback 
While school leader observation captures performance on five components, effective 
leadership results when Special Education Directors work towards distinguished 
performance on all 20 components of the Framework for Leadership (see Appendix A).  
For this reason, supervising administrators have the ability to provide formative, written 
feedback on all 20 components in PowerSchool throughout the school year.  For 
example, Formative Feedback can be provided following formal, unannounced, or 
routine school visits.  It can also be provided as supervising administrators and school 
leaders interact during Core District Processes (e.g., network meetings, Educator 
Effectiveness meetings, etc.).  Continuous informal feedback, both written and verbal, 
is a critical aspect of effective school leadership coaching.  It is also expected that 
corrective feedback, with action steps, is documented in PowerSchool. 
 
Formative Feedback differs from the End-of-Year FfL Observation as it supports an 
ongoing focus on the Special Education Director’s development across all Domains of 
leadership.  The intent of the Formative Feedback process is to capture the dynamic 
and transactional conversations already taking place when Observers support 
Observees in their growth as school leaders.  Formative Feedback submitted in 
PowerSchool also provides a space for Observees to upload evidence and 
attachments to support a continuous conversation around Special Education Director 
development.  While not formally rated, this feedback can also inform developmental 
decisions. 
 
Observers provide Formative Feedback a minimum of two times throughout the year 
(once in the Fall and once in the Spring) on each of the four Common Components and 
one Individualized Component, following each school visit.   
 

 
End-of-Year Framework for Leadership (FfL) Observation  
For Formative Feedback, Observers aggregate evidence a minimum of two times 
throughout the school year and justify End-of-Year evaluation scores for Observees.  
Observers may also conduct additional school visits or walkthroughs during this time 
in order to provide further formative feedback on any of the Framework for Leadership 
components, as needed.  
 
Towards the end of the school year, supervising administrators complete an FfL 
End-of-Year Observation for their ECFCs. Supervising administrators can use 
aggregated evidence from the Observee’s Formative Feedback to inform their 
end-of-year conference.  The FfL End-of-Year Observation evaluates the same five (5) 
components as the Fall and Spring Formative Feedback for the Observee.  However, 
the FfL Observation is rated and that score will be entered on the school leader’s 
End-of-Year MMS Report. 
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Principal Performance Goal for Special Ed. Directors 
 
What is a Principal Performance Goal? 
The Principal Performance Goal (PPG) template is designed to facilitate the 
evaluation process while improving the school leaders’ effectiveness and fostering 
collaboration among colleagues.   
 
PPG replaces the former mechanisms for evaluating leadership growth: Principal - 
Student Learning Objectives (PSLO).  The PPG is intended to be more flexible. 
Collaborative and qualitative process than the PSLO and designed to serve several 
purposes, including: 

▪​ Provide leaders with an opportunity to actively participate in their own 
evaluation (elective data) 

▪​ Improve leader effectiveness 
▪​ Foster collaboration among colleagues 
▪​ Align work of individual leaders within District and school goals 
▪​ Set clear vision/focus of school year 
▪​ Reinforce school mission 

 
Who completes Principal Performance Goal? 
Principal Performance Goal is required as part of the evaluation of Effectiveness for 
professional employees serving as:  

▪​ Principals 
▪​ Assistant Principals (or Vice Principals) 
▪​ Directors of Career and Technical Education 
▪​ Supervisors of Special Education 

 
As the first step of the SPM process, leaders will determine a performance goal for the 
school year by completing the following: 
 

Part I: Goal Selection 
 

 
 

Part II: Mid-Year Review 
 

 

44 
 
Version: Published 11/2023​ Leadership Evaluation | #TheUltimateResource 



Part III: Final Reflection and Score 
 

 
 
 
 
In-Depth Look: Principal Performance Goal Selection 
 
Step 1: Identify School/District Goal 
The Principal Performance Goal aligns with the work school leaders already do 
throughout the school year and asks school leaders to consider ways they can make a 
difference in their schools. The school leader begins by selecting a professional goal 
they would like to accomplish this goal year, as well as provide rationale for selecting 
the goal. Some questions to consider include: 
 

Why did you select this goal? What context helps drive this goal? 
What internal and/or external happenings in the school space are driving this goal? 
Does the goal that you’ve select align with school and/or district goals and vision? 
Is your goal supported by researched best practices or industry standards? 

 
Step 2: Identify Resources 
After identifying and providing rationale for the selection of the goal, school leaders will 
indicate the resources necessary for accomplishing their goal. Resources can include 
training(s) and support(s) that already exist within the school and/or district, as well as 
other supports that are required to accomplish the goal. Some questions to consider 
include: 
 

What population(s) of the school community will be affected by implementing this 
goal? 
What obstacles exist in implementing this goal? 
What monetary, material, time-management, and/or personnel capacity resources 
are needed to overcome these obstacles and implement the goal? 
 

Step 3: Create Plan of Action and Timeline 
Once school leaders have identified their goal, provided rationale, and necessary 
resources, action steps and timeline should be created to help school leaders 
accomplish their goal. Some questions to consider include: 
 

What measurable strategies will be used to implement this goal? 
Does the goal require an internal and/or external communication plan? 
Which approaches to analyzing and reporting the results will best reflect the 
success of the completed goal? 
What is a realistic timeframe for each component of implementing, analyzing, and 
reflecting on this goal? 
Does this goal compete with priority duties for time and attention? 
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Step 4: State Evidence and/or Artifacts 
The next step in the process is for school leaders to state the evidence and/or artifacts 
that will be used to measure the progress and effectiveness of the plan of action. Some 
questions to consider include: 
 

Which specific sources of data/evidence will be used in the analysis of 
goal progress/achievement? 
What is the baseline data/evidence used and how might it change as the 
goal is achieved? 

 
Step 5: Measuring Success 
School leaders will determine how success is measured by setting the criteria for 
success. In order to answer “how will you know you’ve achieved your goal,” school 
leaders should consider the following: 
 

What are the expected results for all affected groups? 
What is the established method for gathering stakeholder feedback and 
making necessary changes during implementation? 
How will achieving the goal result in positive growth for the school and its 
learners? 

 
Step 6: Define Levels of Performance 

Part of the process of measuring success is setting the bar for yourself. In this last 
step, school leaders define what it means to attain the goal in terms of four levels of 
performance: Failing, Needs Improvement, Proficient, and Distinguished. These ratings 
provide context for how school leaders rate their effectiveness in accomplishing their 
goals. 
 

A good first step is to define what it means for the school leader to be proficient in this 
goal because any more (Distinguished) is over and above what you need, and anything 
less (Failing or Needs Improvement) is not enough. 
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Building Level Data for Special Ed. Directors 
 
What is the Building Level Data? 
Building Level Data, formerly known as School Performance Profile (SPP), is 
Pennsylvania’s school accountability model used to capture a school’s overall 
performance.  Building Level Data incorporates a variety of weighted indicators – both 
academic and nonacademic – to capture a school’s overall performance.  Building 
Level Data scores range from 0 to 100.  Schools can earn up to 100 points based on a 
school’s performance across four categories: Academic Achievement, Academic 
Growth, Attendance Rate and Graduation Rate.   
 

Who receives a Building Level Data score? 
Building Level Data scores will be given to all “principals,” or school leaders, as defined 
by Act 13.  Special Education Directors will receive a District average for their Building 
Level Data score. 
 

What is the Building Level Data score process? 
Building Level Data scores are calculated by the Pennsylvania Department of 
Education; teachers do not need to submit anything to receive a Building Level Data 
score.  Schools receive one Building Level Data score that applies to all teachers in 
that building (i.e., a building level score). 
 

How does Building Level Data Capture Teacher Performance? 
A school’s Building Level Data score for the current academic year is not released until 
the Fall of the following school year. The Building Level Data score used to calculate a 
teacher’s overall rating relates to the school(s) at which a teacher taught during the 
PREVIOUS school year.  Specifically, the Building Level Data is based on the school(s) 
that the teacher was associated with from February 1 and June 1 of the previous 
school year. 
 
New to Building Level Data (formerly SPP): Challenge Multiplier 
The Challenge multiplier is an adjustment of the building level score by adding points 
based on the percentage of economically disadvantaged students enrolled at a school. 

-​ I. Calculate the regression coefficient of determination, known as r2, that estimates the proportion 
of the variance in school-level data that is predictable by the percentage of students that are 
economically disadvantaged in a school. 

-​ II. Multiply the regression coefficient of determination under subparagraph (I) by .1. 
-​ III. Multiply the product produced in subparagraph (II) by the most currently available percentage 

of economically disadvantaged students in the school. 
-​ IV. Multiply the product produced in subparagraph (III) by 100. 
-​ V. Add the product produced in subparagraph (IV) to the building level score. 
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 Unadjusted Building 
Score 

Adjusted Building 
Score 

School A: 92% Economically Disadvantaged 61.0 65.1 

School B: 38.5% Economically Disadvantaged 85.2 86.9 



Multiple Measure Summary for Special Ed. Directors 
 
What is the Leadership Multiple Measure Summary? 
\Special Education Directors are evaluated on three measures of Educator 
Effectiveness, which determine their overall Effectiveness Rating: End-of-Year 
Framework for Leadership (FfL) Observation, Principal Performance Goal (PPG), and 
Building Level Data.  The Multiple Measure Summary (MMS) shows a school leader’s 
score for each measure, when available, and their overall Effectiveness Score and 
Rating. 
 

How does the Multiple Measure Summary capture Leadership 
Practice? 
 

Each measure of the Special Education Director evaluation system assesses different 
aspects of leadership.  Collectively, the measures provide a holistic view of a school 
leader’s effectiveness as it captures instructional and operational practice as well as 
performance outcomes. 
 
To calculate a leader’s overall Effectiveness Rating, the score from each Effectiveness 
measure is converted to a 0-3 scale.  These converted scores are multiplied by their 
respective weights described on the next page, and then added together to create a 
final overall Effectiveness Score.  Scores for each measure and the overall 
Effectiveness Rating correspond with four performance levels, shown below. 
 
 
 
 
 
 
What is the Multiple Measure Summary Process? 
 

At the conclusion of the rating period, 
the Evaluation team works with the 
School District’s Office of Information 
Systems to calculate every Special 
Education Director’s MMS score and 
rating.   
 

Once the score has been calculated, a 
Multiple Measure Summary Report is 
uploaded to PowerSchool, which is 
then reviewed by the supervising 
administrator and released to the 
school leader. 
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0.00 – 0.49 
Failing 

0.50 – 1.49 
Needs Improvement 

1.50 – 2.49 
Proficient 

2.50 – 3.00 
Distinguished 



 
In-Depth look: Leadership Multiple Measure Summary  
 
Leadership ratings are based on all available data, with scores from each measure 
weighted according to Pennsylvania Department of Education (PDE) regulation.  Not all 
school leaders have data for each of the measures.  The table below shows the different 
ways a school leader’s Effectiveness Score can be calculated based on available data. 
 
All Data Available  
 
 
 
 
 
 
 
One Missing Component  
 
  

 
 
 
 
 
Understanding the Leadership Multiple Measure Summary 
On a school leader’s MMS report, scores for each measure are presented in addition to 
Domain-level observation scores.  The key terms below will help guide understanding of 
Effectiveness Scores and Ratings. 
 

Score: 0-3 score school leader received for that measure 
Factor: Weight for that score (e.g. a factor of 10% for Building Level Data means that score 
counts towards 10% of the school leader’s overall Effectiveness Score) 
Earned Points: Total amount of points for that measure that will contribute to the school leader’s 
Effectiveness Score and Rating; found by multiplying the score by the factor 
Leadership Effectiveness Rating Earned Points: Overall Leadership Effectiveness Score 
Leadership Effectiveness Rating: Overall rating from Unsatisfactory to Distinguished that 
corresponds with the school leader’s Overall Effectiveness Score 
Overall Rating: Designation of Satisfactory or Unsatisfactory (only Failing ratings are 
Unsatisfactory, or UNSAT) 
 
 

What is a Not Rated MMS? 
For a professional employee to receive an effectiveness rating on their MMS report, 
there must be observation data available.   If a leader does not receive a scored 
end-of-year FFL Observation, they will be given a Not Rated on their Leadership MMS.  
A leader will receive a Not Rated MMS regardless of other measures being available, 
because the FFL Observation constitutes 80-90% of the MMS (and effectiveness 
rating).  A Not Rated rating holds a school leader harmless and is considered a 
Satisfactory rating. 
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FfL Observation PPG Building Level Data 

70% 20% 10% 

FfL Observation PPG Building Level Data 

80% 20% - 

90% - 10% 



Performance Plans Driven by Ratings 
 
The School District recognized the need for administrators to successfully meet 
challenges, goals and objectives of their positions.  In order to assist administrators in 
this endeavor, Supervising Administrators may identify areas for improvement and 
support through completing Formative Feedback through the year.  In the event that an 
administrator’s end-of-year Effectiveness rating is “Needs Improvement” or lower, the 
administrator will be placed on a Performance Improvement Plan (PIP), required by the 
Public School Code of 1949, as amended.   

 
What is a Performance Improvement Plan? 
The PIP is an opportunity to provide specific direction and ongoing professional 
development and support to administrators in areas that their Observers have identified 
as needing improvement.  The intention of the PIP is for an administrator to improve 
his/her/their performance in accordance with the goals identified.  The PIP is a 
professional development tool and is not considered disciplinary in its inception. 
 
In the development of the PIP, the administrator (Special Education Director) will meet 
with their Observer to identify and/or discuss areas for improvement and appropriate 
professional development opportunities and supports.  With input from the 
administrator, a Performance Improvement Plan (PIP) document, which outlines the 
improvement goals and supports, will be completed by the Observer and provided to 
the administrator so there is a mutual understanding of goals and expectations. 
 
The PIP should include, but is not limited to, information such as: 

‣​ The timeframe for the PIP to be completed within 
‣​ Areas needing improvement  
‣​ Performance improvement goals and expectations 
‣​ Supports 
‣​ A focused assistance calendar detailing relevant matters (i.e. meeting dates, 

specific training dates [if applicable], deadlines). 
 
The PIP will serve as the basis for ongoing coaching and feedback between the 
Observer and Observee.  The Observer will meet with the Observee as set forth in the 
PIP and provide feedback as appropriate after each meeting with the goal of having the 
Special Education Director’s attain the necessary proficiency. 
 
At any point where the Observer determines that a Special Education Director’s 
performance is not improving or is declining, CASA representation is recommended. 
 

Implications for Needs Improvement Ratings 
Special Education Directors who receive a Satisfactory - Needs Improvement 
Effectiveness Rating on their MMS report must complete a Performance Improvement 
Plan (PIP).  
 
When an administrator receives their 1st Satisfactory – Needs Improvement rating they 
are required to complete a year-long PIP.  The Special Education Director’s on the PIP 
will be evaluated per usual (i.e. one End-of-Year FfL Observation per year), in addition 
to completing a PIP in collaboration with their Observer. 
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‣​ If a Special Education Director earns a Proficient or higher Effectiveness rating 
on their end-of-year MMS report, they will be removed from a PIP and resume their 
regular observation cycle. 

‣​ If a Special Education Director earns a 2nd Needs Improvement rating on their 
end-of-year MMS report, they will be placed on a year-long Performance 
Improvement Plan. 
 
 
 
 
 
 
 
 
 
 
 
Implications for Failing Ratings 
School leaders who fail to meet the goals of the PIP and receive either three (3) 
consecutive overall Needs Improvement ratings (which will constitute as 2 consecutive 
Failing ratings) within a 4-year period face demotion or termination on the grounds of 
unsatisfactory performance under the provisions of the Pennsylvania Public School 
Code of 1949, as amended. 
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 Lead Academic Coach Observation 
 
What is Lead Academic Coach Observation? 
Supervising administrator(s) of Lead Academic Coaches (LACs) collect evidence on 
leader effectiveness from a combination of formative written feedback, observations 
and check-ins.  Additionally, Lead Academic Coaches are observed on a fifth 
component – the Individualized Component – that is chosen collaboratively between 
the Observer and Observee.   
 
The four Common Components are: 
     1b. Uses Data for Informed Decision Making 
     2e. Communicates Effectively and Strategically 
     3d. Sets High Expectations for All Students 
     4b. Shows Professionalism 
 
Evidence of Lead Academic Coach effectiveness is gathered through observations, 
check-ins and as supervising administrators engage in Core District Processes with 
their Lead Academic Coaches. 
 
Who is Formally Observed? 
Lead Academic Coaches are formally observed by their supervising administrators 
within the Office of Specialized Services.  The supervising administrator has the 
opportunity to provide formative feedback in PowerSchool on all 20 Framework for 
Leadership components. 
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How do formal observations capture Lead Academic Coach 
practice? 
 
Lead Academic Coaches receive a 
numerical score of 0, 1, 2 or 3 on each of 
the five formal Framework for Leadership 
(FfL) components: four Common 
Components and one Individualized 
Component.  Component scores 
correspond with performance levels ranging 
from Failing to Distinguished.  
 
Component scores within the same Domain 
are then averaged together to create a 
Domain score.  
 
Specifically, the Individualized Component is averaged together with the score from 
the Common Component of the same Domain.  The overall observation is then 
calculated from averaging the four Domain scores together, each accounting for 25% 
of the Overall Observation Score. 
 
 
 
 
 
 
 
 
 
 
 
 
 
What is the Lead Academic Coaches Observation Process? 
Observers (supervising administrator) follow the process below as they evaluate each 
Observee (Lead Academic Coach) on their caseload.  The process provides a 
common set of requirements while allowing the Observer the ability to vary Observee 
support based on individual needs.  The Observation process includes formative 
written feedback from the Observer throughout the school year. 
 

 
In addition to the four Common Components, school leaders are observed on a fifth 
component that is chosen in collaboration between the school leader and supervising 
officer.  Lead Academic Coaches will present one of the 16 remaining FfL components 
to be scored as their Individualized Component to their Observer.  This component 
should reflect an area of development the Observee will focus on for the school year, 
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with support from their Observer, to improve administrator performance.  Observer and Observee discuss the 
Individualized Component presented by the Observee in the beginning of the school 
year.  If the Observer and Observee cannot come to an agreement, the Observer makes 
the final determination.  Thus, the supervising administrator would decide for the school 
leader. 

 
Formative Feedback 
While school leader observation captures performance on five components, effective 
leadership results when Lead Academic Coaches work towards distinguished 
performance on all 20 components of the Framework for Leadership (see Appendix A).  
For this reason, supervising administrators have the ability to provide formative, written 
feedback on all 20 components in PowerSchool throughout the school year.  For 
example, Formative Feedback can be provided following formal, unannounced, or 
routine school visits.  It can also be provided as supervising administrators and school 
leaders interact during Core District Processes (e.g., network meetings, Educator 
Effectiveness meetings, etc.).  Continuous informal feedback, both written and verbal, 
is a critical aspect of effective school leadership coaching.  It is also expected that 
corrective feedback, with action steps, is documented in PowerSchool. 
 
Formative Feedback differs from the End-of-Year FfL Observation as it supports an 
ongoing focus on the Lead Academic Coach’s development across all Domains of 
leadership.  The intent of the Formative Feedback process is to capture the dynamic 
and transactional conversations already taking place when Observers support 
Observees in their growth as school leaders.  Formative Feedback submitted in 
PowerSchool also provides a space for Observees to upload evidence and attachments 
to support a continuous conversation around Lead Academic Coach development.  
While not formally rated, this feedback can also inform developmental decisions. 
 
Observers provide Formative Feedback a minimum of two times throughout the year 
(once in the Fall and once in the Spring) on each of the four Common Components and 
one Individualized Component, following each school visit.   
 

 
End-of-Year Framework for Leadership (FfL) Observation  
For Formative Feedback, Observers aggregate evidence a minimum of two times 
throughout the school year and justify End-of-Year evaluation scores for Observees.  
Observers may also conduct additional school visits or walkthroughs during this time in 
order to provide further formative feedback on any of the Framework for Leadership 
components, as needed.  
 
Towards the end of the school year, supervising administrators complete an FfL 
End-of-Year Observation for their ECFCs. Supervising administrators can use 
aggregated evidence from the Observee’s Formative Feedback to inform their 
end-of-year conference.  The FfL End-of-Year Observation evaluates the same five (5) 
components as the Fall and Spring Formative Feedback for the Observee.  However, 
the FfL Observation is rated and that score will be entered on the school leader’s 
End-of-Year MMS Report. 
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Principal Performance Goals for LACs 
 
What is a Principal Performance Goal? 
The Principal Performance Goal (PPG) template is designed to facilitate the 
evaluation process while improving the school leaders’ effectiveness and fostering 
collaboration among colleagues.   
 
PPG replaces the former mechanisms for evaluating leadership growth: Principal - 
Student Learning Objectives (PSLO).  The PPG is intended to be a more flexible. 
Collaborative and qualitative process than the PSLO and designed to serve serval 
purposes, including: 

▪​ Provide leaders with an opportunity to actively participate in their own 
evaluation (elective data) 

▪​ Improve leader effectiveness 
▪​ Foster collaboration among colleagues 
▪​ Align work of individual leaders within District and school goals 
▪​ Set clear vision/focus of school year 
▪​ Reinforce school mission 

 
Who completes Principal Performance Goal? 
Principal Performance Goal is required as part of the evaluation of Effectiveness for 
professional employees serving as:  

▪​ Principals 
▪​ Assistant Principals (or Vice Principals) 
▪​ Directors of Career and Technical Education 
▪​ Supervisors of Special Education 

 
As the first step of the SPM process, leaders will determine a performance goal for the 
school year by completing the following: 
 

Part I: Goal Selection 
 

 
 

Part II: Mid-Year Review 
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Part III: Final Reflection and Score 
 

 
 
 
 
In-Depth Look: Principal Performance Goal Selection 
 
Step 1: Identify School/District Goal 
The Principal Performance Goal aligns with the work school leaders already do 
throughout the school year and asks school leaders to consider ways they can make a 
difference in their schools. The school leader begins by selecting a professional goal 
they would like to accomplish this goal year, as well as provide rationale for selecting 
the goal. Some questions to consider include: 
 

Why did you select this goal? What context helps drive this goal? 
What internal and/or external happenings in the school space are driving this goal? 
Does the goal that you’ve select align with school and/or district goals and vision? 
Is your goal supported by researched best practices or industry standards? 

 
Step 2: Identify Resources 
After identifying and providing rationale for the selection of the goal, school leaders will 
indicate the resources necessary for accomplishing their goal. Resources can include 
training(s) and support(s) that already exist within the school and/or district, as well as 
other supports that are required to accomplish the goal. Some questions to consider 
include: 
 

What population(s) of the school community will be affected by implementing this 
goal? 
What obstacles exist in implementing this goal? 
What monetary, material, time-management, and/or personnel capacity resources 
are needed to overcome these obstacles and implement the goal? 
 

Step 3: Create Plan of Action and Timeline 
Once school leaders have identified their goal, provided rationale, and necessary 
resources, action steps and timeline should be created to help school leaders 
accomplish their goal. Some questions to consider include: 
 

What measurable strategies will be used to implement this goal? 
Does the goal require an internal and/or external communication plan? 
Which approaches to analyzing and reporting the results will best reflect the 
success of the completed goal? 
What is a realistic timeframe for each component of implementing, analyzing, and 
reflecting on this goal? 
Does this goal compete with priority duties for time and attention? 
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Step 4: State Evidence and/or Artifacts 
The next step in the process is for school leaders to state the evidence and/or artifacts 
that will be used to measure the progress and effectiveness of the plan of action. 
Some questions to consider include: 
 

Which specific sources of data/evidence will be used in the analysis of 
goal progress/achievement? 
What is the baseline data/evidence used and how might it change as the 
goal is achieved? 

 
Step 5: Measuring Success 
School leaders will determine how success is measured by setting the criteria for 
success. In order to answer “how will you know you’ve achieved your goal,” school 
leaders should consider the following: 
 

What are the expected results for all affected groups? 
What is the established method for gathering stakeholder feedback and 
making necessary changes during implementation? 
How will achieving the goal result in positive growth for the school and its 
learners? 

 
Step 6: Define Levels of Performance 

Part of the process of measuring success is setting the bar for yourself. In this last 
step, school leaders define what it means to attain the goal in terms of four levels of 
performance: Failing, Needs Improvement, Proficient, and Distinguished. These ratings 
provide context for how school leaders rate their effectiveness in accomplishing their 
goals. 
 

A good first step is to define what it means for the school leader to be proficient in this 
goal because any more (Distinguished) is over and above what you need, and 
anything less (Failing or Needs Improvement) is not enough. 
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Building Level Data for LACs 
 
What is the Building Level Data? 
Building Level Data, formerly known as School Performance Profile (SPP), is 
Pennsylvania’s school accountability model used to capture a school’s overall 
performance.  Building Level Data incorporates a variety of weighted indicators – both 
academic and nonacademic – to capture a school’s overall performance.  Building 
Level Data scores range from 0 to 100.  Schools can earn up to 100 points based on a 
school’s performance across four categories: Academic Achievement, Academic 
Growth, Attendance Rate and Graduation Rate.   
 

Who receives a Building Level Data score? 
Building Level Data scores will be given to all “principals,” or school leaders, as defined 
by Act 13.  Lead Academic Coaches will receive the average Building Level score of 
the Learning Network they are responsible to. 
 

What is the Building Level Data score process? 
Building Level Data scores are calculated by the Pennsylvania Department of 
Education; teachers do not need to submit anything to receive a Building Level Data 
score.  Schools receive one Building Level Data score that applies to all teachers in 
that building (i.e., a building level score). 
 

How does Building Level Data Capture Teacher Performance? 
A school’s Building Level Data score for the current academic year is not released until 
the Fall of the following school year. The Building Level Data score used to calculate a 
teacher’s overall rating relates to the school(s) at which a teacher taught during the 
PREVIOUS school year.  Specifically, the Building Level Data is based on the school(s) 
that the teacher was associated with from February 1 and June 1 of the previous 
school year. 
 
New to Building Level Data (formerly SPP): Challenge Multiplier 
The Challenge multiplier is an adjustment of the building level score by adding points 
based on the percentage of economically disadvantaged students enrolled at a school. 

-​ I. Calculate the regression coefficient of determination, known as r2, that estimates the proportion 
of the variance in school-level data that is predictable by the percentage of students that are 
economically disadvantaged in a school. 

-​ II. Multiply the regression coefficient of determination under subparagraph (I) by .1. 
-​ III. Multiply the product produced in subparagraph (II) by the most currently available percentage 

of economically disadvantaged students in the school. 
-​ IV. Multiply the product produced in subparagraph (III) by 100. 
-​ V. Add the product produced in subparagraph (IV) to the building level score. 
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 Unadjusted Building 
Score 

Adjusted Building 
Score 

School A: 92% Economically Disadvantaged 61.0 65.1 

School B: 38.5% Economically Disadvantaged 85.2 86.9 



Multiple Measure Summary for LACs 
 
What is the Leadership Multiple Measure Summary? 
Lead Academic Coaches are evaluated on three measures of Educator Effectiveness, 
which determine their overall Effectiveness Rating: End-of-Year Framework for 
Leadership (FfL) Observation, Principal Performance Goal (PPG), and Building Level 
Data.  The Multiple Measure Summary (MMS) shows a school leader’s score for each 
measure, when available, and their overall Effectiveness Score and Rating. 
 

How does the Multiple Measure Summary capture Leadership 
Practice? 
 

Each measure of the Lead Academic Coach evaluation system assesses different 
aspects of leadership.  Collectively, the measures provide a holistic view of a school 
leader’s effectiveness as it captures instructional and operational practice as well as 
performance outcomes. 
 
To calculate a leader’s overall Effectiveness Rating, the score from each Effectiveness 
measure is converted to a 0-3 scale.  These converted scores are multiplied by their 
respective weights described on the next page, and then added together to create a 
final overall Effectiveness Score.  Scores for each measure and the overall 
Effectiveness Rating correspond with four performance levels, shown below. 
 
 
 
 
 
 
What is the Multiple Measure Summary Process? 
 

At the conclusion of the rating period, 
the Evaluation team works with the 
School District’s Office of Information 
Systems to calculate every Lead 
Academic Coach’s MMS score and 
rating.   
 

Once the score has been calculated, a 
Multiple Measure Summary Report is 
uploaded to PowerSchool, which is 
then reviewed by the supervising 
administrator and released to the 
administrator. 
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0.00 – 0.49 
Failing 

0.50 – 1.49 
Needs Improvement 

1.50 – 2.49 
Proficient 

2.50 – 3.00 
Distinguished 



 
In-Depth look: Leadership Multiple Measure Summary  
 
Leadership ratings are based on all available data, with scores from each measure 
weighted according to Pennsylvania Department of Education (PDE) regulation.  Not 
all school leaders have data for each of the measures.  The table below shows the 
different ways a school leader’s Effectiveness Score can be calculated based on 
available data. 
 
All Data Available  
 
 
 
 

One Missing Component  
 
  

 
 
 
 
Understanding the Leadership Multiple Measure Summary 
On a school leader’s MMS report, scores for each measure are presented in addition 
to Domain-level observation scores.  The key terms below will help guide 
understanding of Effectiveness Scores and Ratings. 
 

Score: 0-3 score school leader received for that measure 
Factor: Weight for that score (e.g. a factor of 10% for Building Level Data means that score 
counts towards 10% of the school leader’s overall Effectiveness Score) 
Earned Points: Total amount of points for that measure that will contribute to the school 
leader’s Effectiveness Score and Rating; found by multiplying the score by the factor 
Leadership Effectiveness Rating Earned Points: Overall Leadership Effectiveness Score 
Leadership Effectiveness Rating: Overall rating from Unsatisfactory to Distinguished that 
corresponds with the school leader’s Overall Effectiveness Score 
Overall Rating: Designation of Satisfactory or Unsatisfactory (only Failing ratings are 
Unsatisfactory, or UNSAT) 
 
 

What is a Not Rated MMS? 
For a professional employee to receive an effectiveness rating on their MMS report, 
there must be observation data available.   If a leader does not receive a scored 
end-of-year FFL Observation, they will be given a Not Rated on their Leadership MMS.  
A leader will receive a Not Rated MMS regardless of other measures being available, 
because the FFL Observation constitutes 80-90% of the MMS (and effectiveness 
rating).  A Not Rated rating holds a school leader harmless and is considered a 
Satisfactory rating. 
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FfL Observation PPG Building Level Data 

70% 20% 10% 

FfL Observation PPG Building Level Data 

80% 20% - 

90% - 10% 



Performance Plans Driven by Ratings 
 
The School District recognized the need for administrators to successfully meet 
challenges, goals and objectives of their positions.  In order to assist administrators in 
this endeavor, Supervising Administrators may identify areas for improvement and 
support through completing Formative Feedback through the year.  In the event that an 
administrator’s end-of-year Effectiveness rating is “Needs Improvement” or lower, the 
administrator will be placed on a Performance Improvement Plan (PIP), required by the 
Public School Code of 1949, as amended.   

 
What is a Performance Improvement Plan? 
The PIP is an opportunity to provide specific direction and ongoing professional 
development and support to administrators in areas that their Supervising Administrator 
have identified as needing improvement.  The intention of the PIP is for an administrator 
to improve his/her/their performance in accordance with the goals identified.  The PIP is 
a professional development tool and is not considered disciplinary in its inception. 
 
In the development of the PIP, the administrator (Lead Academic Coach) will meet with 
their Supervising Administrator to identify and/or discuss areas for improvement and 
appropriate professional development opportunities and supports.  With input from the 
administrator, a Performance Improvement Plan (PIP) document, which outlines the 
improvement goals and supports, will be completed by the Observer and provided to 
the administrator so there is a mutual understanding of goals and expectations. 
 
The PIP should include, but is not limited to, information such as: 

‣​ The timeframe for the PIP to be completed within 
‣​ Areas needing improvement  
‣​ Performance improvement goals and expectations 
‣​ Supports 
‣​ A focused assistance calendar detailing relevant matters (i.e. meeting dates, 

specific training dates [if applicable], deadlines). 
 
The PIP will serve as the basis for ongoing coaching and feedback between the 
Observer and Observee.  The Observer will meet with the Observee as set forth in the 
PIP and provide feedback as appropriate after each meeting with the goal of having the 
LAC attain the necessary proficiency. 
 
At any point where the Supervising Administrator determines that a LAC’s performance 
is not improving or is declining, CASA representation is recommended. 
 

Implications for Needs Improvement Ratings 
Lead Academic Coaches who receive a Satisfactory - Needs Improvement 
Effectiveness Rating on their MMS report must complete a Performance Improvement 
Plan (PIP).  
 
When an LAC receives their 1st Satisfactory – Needs Improvement rating they are 
required to complete a year-long PIP.  The LAC on the PIP will be evaluated per usual 
(i.e. one End-of-Year FfL Observation per year), in addition to completing a PIP in 
collaboration with their Observer. 

62 
 
Version: Published 11/2023​ Leadership Evaluation | #TheUltimateResource 



‣​ If a Lead Academic Coach earns a Proficient or higher Effectiveness rating on 
their end-of-year MMS report, they will be removed from a PIP and resume their 
regular observation cycle. 

‣​ If a Lead Academic Coach earns a 2nd Needs Improvement rating on their 
end-of-year MMS report, they will be placed on a year-long Performance 
Improvement Plan. 
 
 
 
 
 
 
 
 
 
 
 
Implications for Failing Ratings 
School leaders who fail to meet the goals of the PIP and receive either three (3) 
consecutive overall Needs Improvement ratings (which will constitute as 2 consecutive 
Failing ratings) within a 4-year period face demotion or termination on the grounds of 
unsatisfactory performance under the provisions of the Pennsylvania Public School 
Code of 1949, as amended. 
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Framework for Leadership 
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Listed below are Domains I-IV of the Framework for Leadership, along with high-level indicators of 
performance ratings.  To view the specific indicators of each component in Domains I, II, III and IV, 
visit the following link:  
 
https://www.philasd.org/educatoreffectiveness/wp-content/uploads/sites/911/2021/11/Framework-for-Obser
vation-Practice-%E2%80%93-Principal.pdf 
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The School District of Philadelphia employs many abbreviations to narrate the evaluation process 
and systems.  Find commonly used abbreviations decrypted below: 

 
AP - Assistant Principal 
CONN - Connectedness 
ECFC – Early Childhood Field Coordinator 
ELA – English Language Arts 
ESOL – English to Speakers of Other Languages 
EVAAS - Education Value-Added Assessment System 
FfL or FFL - Framework for Leadership 
MMS - Multiple Measure Summary 
MTSS - Multi-tiered System of Support 
NI – Needs Improvement 
NTPE - Non-Teaching Professional Employees* 
OBS - Observation 
PBIS - Positive Behavioral Interventions and Supports 
PDE - Pennsylvania Department of Education 
PIP - Performance Improvement Plan 
PSLO - Principal Student Learning Objectives 
PSSA - Pennsylvania System of School Assessment 
PVAAS - Pennsylvania Value-Added Assessment System 
RV - Roster Verification 
SAS - Standards Aligned System 
SPP - School Performance Profile 
TPE - Temporary Professional Employees 
UNSAT – Unsatisfactory 
 
As defined by Act 13: 
 
Professional Employee - A professional employee is 1) a classroom teacher who provides direct instruction to students 
related to a specific subject or grade level, 2) a non-teaching professional who provides services other than classroom 
instruction or is an educational specialist, and 3) a principal which includes principals, assistant principals, vice 
principals, directors of career and technical education and supervisors of special education 
 
Temporary Professional Employee - Non-tenured classroom teachers or non-tenured non-teaching professional 
 
Non-teaching Professional Employees: Non-teaching professional employee, or NTPE, is “a person who is an 
education specialist or a professional employee or temporary professional employee who provides services other than 
classroom instruction.” 
 
 
Other NTPEs provide support to school teams (teachers and leaders) as well.  See below for a full-list of non-teaching 
professional employees: 
  

●​ Coach – Academic Coach/Consulting Teacher 
●​ Coach  – PreK Instructional Specialist 
●​ Counselors 
●​ Ed-Tech Coaches 
●​ Instructional Specialists 
●​ Nurses 
●​ Occupational/Physical Therapist (OT/PT) 
●​ Psychologists 
●​ Social Workers 
●​ Special Needs Coordinators 
●​ Speech Language Pathologists (or Speech Therapists) 
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Appendix C 
Overview of PGS and Implications 

for Teachers/NTPEs 
 

 
Peer Assistance Review (PAR) 

Formal Observation (FO) 
Professional Development Plan (PDP) 
Performance Improvement Plan (PIP) 
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Overview of Professional Growth System 
The Professional Growth System (PGS) is a collaborative effort between the School District of Philadelphia and the 
Philadelphia Federation of Teachers designed to improve instruction at all schools. PGS is an aligned system that 
sets clear expectations for teachers and administrators, defines standards of practice, creates transparency, 
provides data on teacher performance and focuses on teacher support and improvement. PGS aligns teaching 
standards, professional development, observation tools and evaluation tools. 
 
PGS is made up of two components: The Peer Assistance and Review (PAR) Program and the Formal Observation 
Cycle (FO Cycle). 

 
 

Peer Assistance and Review (PAR) 
PAR is mandatory for all new teachers. New teachers are teachers in their first year of employment with the School 
District who are not tenured in Pennsylvania.  PAR is also mandatory for tenured teachers who have been rated 
unsatisfactory in the previous school year. 
 
A tenured teacher who believes that his/her/their teaching competence will benefit from PAR can request 
participation. Principals may also request that tenured teachers who are in their PDP years be formally observed 
through Interim Observation (see guidance document here). 
 
*New* Interim Observation 
In alignment with Act 13, the Office of Educator Effectiveness and Evaluation has redesigned the Special 
Observation Status (SOS) process.  Now, requests can be submitted to move a tenured teacher from a 
Professional Development Plan (PDP) year into a formal observation year, referred to as Interim Observation.   
 
School leaders can request Interim Observation for a teacher or a teacher can request Interim Observation for 
themselves.  At the end of each rating period (Fall and Spring), these requests are reviewed by a committee 
comprised of leadership from the Office of Educator Effectiveness and Evaluation and PFT.  These requests (or 
applications) will no longer be submitted to the PAR panel. 
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If a request for Interim Observation is approved, the teacher will receive two (2) formal observations in the 
following rating period, which will be averaged together to give the teacher one (1) overall observation score for 
that rating period. 
 
The teacher's interim observation score will be reflected on their End-of-Year MMS report, along with other 
applicable data (i.e., Student Performance Measures, Teacher-Specific Data). 
 
The process and timeline for Interim Observation (IO) is illustrated below: 
 
BEFORE INTERIM OBSERVATION 

‣​ The educator receives school-based support prior (and after) a request for IO is submitted 
‣​ The educator receives a minimum of two (2) informal observations prior to a request for IO is submitted 
‣​ A meeting is scheduled with the educator to discuss the IO process and support prior to the request for IO 

being submitted 
o​ Administrator must provide the educator with a conference notice 
o​ The educator is entitled to union representation at this meeting 

 
DURING INTERIM OBSERVATION 

‣​ The IO request form is submitted of the Office of Educator Effectiveness and Evaluation (EEE) 
‣​ IO requests are reviewed by the IO review committee (EEE and PFT leadership 
‣​ Confirmation letter is sent to the educator and administrator, informing both parties of the IO process 

being implemented 
‣​ EEE will assign two (2) formal observations to the educator in the appropriate rating period (Fall or Spring 

observation window) 
 
AFTER INTERIM OBSERVATION 

‣​ A Multiple Measures Summary (MMS) report will be generated at the end of the year to iterate the 
educator’s effectiveness rating based on their formal observation scores (and additional measures, if 
applicable) 

 
NOTE: If an employee is going to be in a Formal Observation year during the rating period that the IO request is 
submitted for, that educator will automatically be declined Interim Observation.  
 
 
Formal Observation Cycle (FO Cycle) 
During years 1, 2 and 3, non-tenured teachers are classified by the PA Department of Education as Temporary 
Professional Employees (TPE) and are rated on a biannual basis (Sept-Jan and Jan-June).  TPEs are formally 
observed at least once during each rating period.   
 
Tenured teachers enter into the formal observation cycle. Tenured teachers rated satisfactory will be formally 
observed every third year instead of yearly as determined by system seniority (Formal observations in years 6, 9, 
12, 15, 18, 21...). In years when the teacher is not formally observed, they will create a Professional Development 
Plan (PDP in years 4, 5, 7, 8, 10, 11, 13, 14, 16, 17, 19, 20...). 
 
PAR Panel 
The PAR Program is led by a Panel comprised of eight (8) members, four (4) of whom are selected by the 
Federation and four (4) of whom are selected by the School District. The Chair of the Panel alternates annually 
between the Superintendent and/or CEO and the President of the Federation, or their designees. 
 
The Panel is divided into PAR Pairs consisting of one (1) Federation appointed member and one (1) District 
appointed member.  Consulting Teachers (CTs) provide job-embedded support for teachers in PAR. PAR Pairs 
meet regularly with Consulting Teachers to review their work and the progress of teachers assigned to them.  The 
Panel makes all discretionary decisions regarding the PGS, including:  

72 
 
Version: Published 11/2023​ Leadership Evaluation | #TheUltimateResource 



‣​ determining eligibility for the PAR Program;  
‣​ monitoring the overall progress of teachers participating in PAR;  
‣​ making Performance Improvement Plans (PIP). 

 
Performance Improvement Plan (PIP) 
A PIP is an individualized support plan that is developed in collaboration with a Principal and a teacher to address 
areas of concern related to the contributing factors of a teacher’s Multiple Measures Summary (MMS). The MMS 
includes all of the factors used to calculate an educator’s rating. 
 
For whom is a PIP designed? 
Act 82 states that teachers rated as Needs Improvement or Failing are required to participate in a PIP. Decisions 
about PIP status are based on a teacher’s Effectiveness Rating. 
 
What are the requirements of a PIP? 
 

‣​ Designed with the teacher’s input 
‣​ Addresses the areas of concern 
‣​ Makes recommendations for specific professional development identifies the types of data (evidence) that 

will be collected to determine improvement 
‣​ Provides an observation and support schedule 
‣​ Explains how intensive supervision will be provided 

 
Can a person refuse the support of a PIP? 
If a teacher meets the requirements (Failing or Needs Improvement Effectiveness Rating) they cannot refuse. 
 
Who manages the design and implementation of the PIP? 
Teachers who receive a PIP may be assigned a Teacher Coach. The coach (if applicable), Principal and teacher will 
write the plan in collaboration. The coach and/or Principal will also provide individualized support, create action 
steps, set measurable goals and work with the teacher to build and enhance skills. The Principal will continue to 
monitor progress through regular informal observations. 
 
For how long is the PIP implemented? 
A PIP is implemented for one rating period. For TPEs this is equivalent to 5 months.  For Professional Employees, 
this is equivalent to 10 months. 
 
What are the observation requirements for a teacher on a PIP? 
The teacher’s rating officer completes the amount of formal observations necessitated by that teacher’s PGS 
status. 
 
What if a teacher is in their PDP year and they meet the requirements for a PIP? 
The PIP replaces the Professional Development Plan.  The teacher is treated as a satisfactory teacher in his/her 
formal observation year.  The teacher will receive two formal observations within the 10-month rating period 
(one formal observation in the Fall and one in the Spring at the conclusion of the PIP.) 
 
What if someone is rated Unsatisfactory? 
Teachers who are rated unsatisfactory will still remain in the PAR program. Their Consulting Teacher will work with 
them on a Performance Improvement Plan. 
 

 
If you have any questions, please contact professionaldevelopement@philasd.org. 
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Appendix D 
MMS Rating Letter: 

Next Steps for Needs Improvement Teachers/NTPEs 
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MMS Rating Letter 
Next Steps for Managing Needs Improvement Teachers/NTPEs 

 
At the beginning or end of each semester, rating officers (Principals/APs/ECFCs) may be required to have MMS Rating Letter 
conferences with teachers/NTPEs that received an overall Needs Improvement (NI) Effectiveness rating on their Multiple 
Measure Summary (MMS) Report. 
 
During this conference, the rating officer will meet with the Observee to discuss the Observee’s MMS report and the relevant 
scores/feedback.  This conference is the opportunity for Observees to submit additional evidence regarding their evaluations 
and possibly dispute their scores.  Observees have the right to bring PFT representation to this conference.  The MMS 
Rating Letter conference should occur within the first 10 school days of the subsequent rating period. 
 
Ex. If a teacher received their MMS Rating Letter on the last day of the school year (Spring), the Principal should hold the MMS Rating Letter conference within the 

first 10 days from the start of the next school year (Fall). 

 
 
First Notice to NI Teachers 
When a teacher/NTPE is rated an overall Needs Improvement or Failing rating on their MMS report, they will promptly receive 
an MMS Rating Letter (via email) from the Office of Evaluation (in collaboration with the Offices of Teaching & Learning and 
Information Systems).  This letter notifies the teacher/NTPE of their status and what next steps they can anticipate, from the 
implementation of a PIP to being on grounds for dismissal.  Every letter informs the teacher/NTPE that they are entitled to 
having an MMS Rating Letter conference to further discuss their results and review the implications.   
 
 
Second Notice to NI Teachers: Scheduling Conference 
As advised by Labor Relations, we recommend rating officers send their NI teachers a memo notifying them of the intent to 
schedule the MMS Rating Letter conference.  Rating officers should copy their Labor Relations representative on all 
communication related to the MMS Rating Letter conference to ensure Labor Relations can impactfully support.  This is 
especially important if a teacher is on grounds for dismissal. 
 
Teachers on Grounds for Dismissal 
If a non-tenured teacher receives an overall Failing Effectiveness rating, they become on grounds for dismissal.  The Principal 
must petition for the teacher’s dismissal (recommend the teacher for termination) in order for the teacher to be terminated 
based on performance.  If a Principal intends to petition for dismissal, the MMS Rating Letter conference is the time to formally 
let the teacher know. 
 
MMS Rating Letter Conference 
To ensure the MMS Rating Letter conference is properly conducted, the rating officer should confirm the following: 

●​ Labor Relations representative has been notified of the conference and is present (if applicable) 
●​ PFT representation for the teacher/NTPE is present (if so wished by the teacher/NTPE) 
●​ Rating officer (Observer) and Observee discuss the evaluations referenced in the MMS Rating Letter 
●​ Rating officer issues a summary of the conference to the Observee via email 
●​ Labor Relations was copied on all communication, including the summary of the conference 

 
 
This MMS Rating Letter conference should occur between the Needs Improvement teacher/NTPE and the rating officer 
that gave the teacher/NTPE that rating. 
 
Ex. Teacher A was in School One for the 2016-17 school year.  She was rated Needs Improvement on his End-of-Year MMS 
report.  Teacher A was transferred to School Two for the 2017-18 school year.  Despite Teacher A’s new location, the Principal 
from School One is responsible for holding Teacher A’s MMS Rating Letter conference. 
 
For additional questions, please contact Labor Relations or the Office of Evaluation. 

Template of 2019-2020 MMS Rating Letter sent to teachers/NTPE who received their 1st NI rating: 
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If you have any outstanding evaluation questions,  
please contact the Office of Employee Effectiveness & Evaluation at  

effectiveness@philasd.org. 
 

 

 

Executive Director of Evaluation 

Leta Johnson-Garner 

 

Director of Evaluation 

Dr. Chandra Singh 

 

Observation Evaluation Coordinators 

Amadi Hayes 

Amber Paige, MBA 

 

Evaluation Learning Specialists 

Kari Buchinger 

Isobel Dewy 

Tawana Patterson 

Dr. Tracy Sainvil-Joslyn 

Marissa Siverio 
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