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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. Employee 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.
Employee 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 Employee 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.



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
reimaged through Act 13 and implemented in the 2021-2022 school year.

For Principals, Assistant Principals and Teachers, their evaluation systems will consist of 70-100% formal
observation and 30-10% student achievement, respectively. While NTPE evaluation systems will comprise
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.

/ Implemented: \ g \
+ Student Learning Objectives for SchoolNet EDS
teacher evaluation sunsets Implemented:
+ Connectedness for principal All measures (SLO, + Modified Danielson
gvalualwpn PVAAS, Comerstone Framework for Online
A planning year for . Ob_serval\on rubrics for non- Observation) have OnDemand is Leaming rubric to observe
the implementation of teaching professional employees been implemented launched as the virtual teaching practice
an online Educator (NTPE) District's new
Evaluation system o ) o Educators can leamning and School year begins virtually
starting with teachers Principals, A§3|stanthrln0|palsf!nd receive scores performance in accordance with social
in 2013-2014 NTPEs received their first Multiple across all management distancing
Measure Summary reports / measures k platform _/
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Implemented: f - \ A planning year for Implemented: )
= Modified Danielson Framework for Implemented: Act 13 was signed into law

) + Principal Student the implementation of + Performance Improvement Plans
Teaching rubric to observe Learning Objectives a new, online in Comerstone for teachers and
teaching practice Educator Evaluation leaders
« Roster verification process for systemin 2018-2019
teacher specific value-added
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Implemented:
Student Performance Measures
|EP Goals Progress Monitoring
Principal Performance Goals
* 4 year window for performance

Completed Roster
Verification process for third
consecutive year,

Multiple Measure Summary reports
for all teachers, NTPEs and school

aggregating enough data to administratars are 100% implications
calculate teacher-specific Obser\";’tmn Ciu: to "]mpl"ca“ons of Retired SLO, PSLO and
PVAAS scores for Interrupted school year Connectedness

applicable teachers; to be
\ used in 2016-2017 /
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.

Teachers received their first Multiple
Measure Summary reports
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https://docs.google.com/document/d/1krsa7BG8fk_maV3OzFUrMmfB4ExSQsEX6eYcVdkinKo/edit?usp=sharing

New Weights (%s) for
Measures on MMS
reports

Observation weight is
increased to range from
70-90% (depending of
applicable measures),

Building Level Data
(formerly SPF) weight is
reduced from 15-20% to
10%; Building Level Data
will never exceed 10%.

TPE, or non-tenured,
teachers are 100%
observation during
their first three (3)
years of employment.
Temparary professional
employees (TPE) will mat
have any student
performance measures
included in their Multiple
Measure Summary (MIMS)
report. Their ratings will be
100% observation,

The window of time for
implications of
receiving 2nd NI has
been revised from 10
years to 4 years.
Originally, an employee
received a 2nd Naeds
Improvement MMS rating
within 10 years of their 1st
NI, the employea would be
placed in Peer Assistance
Review (PFAR) or on
grounds for dismissal (TPE
teachers).

The window of time is now
4 years,

Click HERE to review Act
13 in its entirety.

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:

o 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.

o 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.

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

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.

Principals, NTPE leaders, TPEs and NTPEs are required to complete Act 13 professional
development.



Pleaze consult the PGS
Manual for additional
information regarding:

= Peer Assistance
and Review (PAR)

- Professional

Development Plan
(PDP)

Mate: All Informal
Observations and
Walkthroughs completed
for teachers will be purged
(deleted) before tha start of
the following school year.

Prea K Teachers: Pra K
teachers do not participate
in the PAR program
regardless of their
effectiveness rating.

Teacher Observation

What is Teacher Observation?
Teacher observations provide effective and | Domain I: Planning & Preparation >
constructive feedback in regards to an educator’s _ _

. . 1c. Setting Instructional Qutcomes
strengths and weaknesses, and help to identify 1e. Designing Coherent Instruction
opportunities for improvement for classroom
environment, student engagement, and instructional

Damain II: The Classroom Environmeant >

techniques. Teacher observation and practice is 2b. Establishing a Culture for Leaming

. P . . 2c. Managing Classroom Procedures
conducted using the School District of Philadelphia’s 2d. Managing Student Behavior
Modified Danielson Framework for Teaching (see
Appendix A for full rubric). Teaching skills and | DPomain lii: Instruction >
competencies are divided into four Domains of the 3a. Communicating with Students
framework: Planning & Preparation, The Classroom 3. ';’:'cﬁﬁj::"m'"g“"“”“m“
Environment, Instruction, and Professional 3¢. Engaging Students in Leaming
Responsibilities. Domain IV: Professional Responsibilities>
These four Domains contain components of clearly 4a. Reflecting on Teaching

4c. Communicating with Families

defined teaching skills, critical attributes of teaching,
and examples of how these skills are effectively
executed. Evaluators use this rubric to observe teacher practice, assign numerical scores
of performance, and provide relevant written feedback.

Who is Formally Observed?

The School District implements a differentiated supervision model. This means that the
number of formal observations a teacher receives is predicated on their years of service
(Professional Growth System Status or PGS Status).

The following table shows how many formal observations are required for each teacher
type, and during which observation window.

Pre K Teachers: Pre K teachers will receive one observation in the Spring, regardless of their PGS
status, once tenured. Pre K teachers are observed in the Fall and Spring during their non-tenured
(or TPE) years.

Temporary Professional Employee (TPE): Non-tenured, or TPE, teachers receive two
observations: one in the Fall, one in the Spring. TPE Teachers are 100% observation.

Tenured Teachers: Tenured teachers, with 4 or more years of service with the School District, are
formally observed twice a year for the years that are a multiple of 3 (i.e., observed in year 6, 9, 12,
etc.). The years in between for a tenured teacher are Professional Development Plan (PDP) years,
unless there are other applicable circumstances.

Year-long Observation Window for Tenured Teachers: tenured teachers (year 4+) in a Formal
Observation year will be formally observed within a year-long window. Tenured teachers no longer
have to be observed once in the Fall and once in the Spring. Instead, a tenured teacher can have
their formal observations completed at any point of the school year, from August to May. All
tenured teachers will be prompted for two (2) formal observations and the expectations regarding
the two (2) formals are tiered as follows:

- If the 1st Formal Observation is Proficient or Distinguished, the 2nd Formal can be waived

- If the 1st Formal Observation is Needs Improvement, the 2nd Formal should be conducted

- If the 1st Formal Observation is Failing, the 2+1 Policy is implemented (see p. 11)



Adding Artifacts: All
educators can add artifacts to
an abservation in Gomerstone
similar to how they would
upload attachments to an
email. YWhen you access your
observations in your Acticn
Ttems, you will click the
drop-down menu from Cptions
and will choose
“Attachments”

The Danielson Framework
for the School District of
Philadelphia: The Danlelzon
Framework actually has 22
componants, but not all 22
components are utilized for
each type of obeervation.

Far Formal Observations, an
abridged version of tha
Danialson Framewaork is
amplaved, only listing 10 of the
22 components. Feadback an
these 10 companents is
required of Obsarvers for
teachers,

Similarly, Infermal
Observations provide
feedback and numerical scores
(0 - 3) on only 6 components
from Domain Il: The Classroom
and Domain lll; Instruction

For the Danielson
Walkthrough, all 22
components of the Danlelzon
Framework are listed and
eligible for feedback.
However, all componants do
not have to ba commanted on
(i.e. an Observer can provide
feadback on just 1 companant
of tha Darnielson Framewaork
using the Walkthrough).

Teacher Groups Fall Spring
Temporary 1* Year 1 1
PrOfeSSiOna] 2nd and 3rd Year
Employee (TPE), 1 1
or Non-Tenured
Tenured, Formal Observation 1-2 annually*
Elrrg;eks)syf:al Peer Assistance Review (PAR) for . 1
Unsatisfactory Teachers
Professional Development Plan (PDP) 0

Interim Observation

® 1-2* observation will occur in the
school year 1 1

*If the 1st observation is Proficient or
Distinguished, the 2nd observation is waived

Tenured PAR Teachers: Teacher teachers that receive Unsatisfactory effectiveness ratings on their
end-of-year (Spring) Multiple Measure Summary (MMS) report are placed in PAR for the following
school year. They will be observed once, in the Spring, during the year-long PAR process.

Year 1 PAR Teachers: Teachers hired by November 15 will enter a full year of PAR in the Fall.
Teachers hired between November 16 - January 9 will enter PAR in the Spring, and conclude their
year of PAR in the following Fall. Teachers hired between January 10 - February 20 will be
considered Pre-PAR, and enter PAR the following school year.

Year 0 Teachers: In the event that a teacher is hired after February 21, they will be considered a
Year 0 teacher and will not enter PAR until the following school year. Year 0 teachers are invited to
participate in the Teacher Mentor Program.

How do formal observations capture teaching practice?

When teachers are formally observed, they will receive a numerical score of 0, 1, 2, or 3
on each of the 10 Danielson components. Component scores correspond with

performance levels ranging from Distinguished to Failing.
Component scores within the same Domain are

1e.
score. An overall observation score is
calculated from a weighted average of the 0%
Domain scores, with Domains | and IV
Il accounting for 30% each. All observation %
scores are averaged across the rating period to
produce one observation score to be factored aa

then averaged together to create a Domain
W
0%
. o : ED,
accounting for 20% each, and Domains Il and
into the teacher’s Effectiveness Rating.

f S _\u

0%

Domain 4

How do formal observations capture teaching practice?

When teachers are formally observed, they will receive a numerical score of 0, 1, 2, or 3
on each of the 10 Danielson components. Component scores correspond with
performance levels ranging from Distinguished to Failing.
Component scores within the same Domain are then averaged together to create a
Domain score. An overall observation score is calculated from a weighted average of the
Domain scores, with Domains | and IV accounting for 20% each, and Domains Il and Ill
accounting for 30% each. All observation scores are averaged across the rating period
to produce one observation score to be factored into the teacher’s Effectiveness Rating.
8



Teacher Observation
Exceptions: Thera are
some extenuating
circumstances in which a
teacher is unable to be
observed (i.e. sabbatical,
maternity leave), but that
teacher remains on the
Principal's observation
caseload.

Principals can identify
these teachers as ineligible
for observations in
PowerSchool, to indicate
whether any remaining
educators cannot be
observed, and for what
reason.

There are NO Default
Scores: If a formal
observation iz not
completed, the teacher will
receive a Not Rated score
for their Formal
Observation and overall
Effectiveness rating (on
their MMS report).
Observation data must be
available for teachers to
receive an Effectivensss
rating.

Observation scores and ratings are outlined below. Please note the next steps
for teachers receiving Meeds Improvement or Failing observation scores, as
additional actions may need to be taken. For an in-depth look at these policies,
consult page 12.

Unsatisfactony

Additional Formal
Observations required
within same rating period

In-Depth Look: Teacher Observations

The School District of Philadelphia utilizes three types of
observations to capture teaching practice: Formal
Observations, Informal Observations, and the Danielson
Walkthrough. Of the three observation types, only Formal
observation scores count towards a teacher’s Effectiveness
rating. Teachers can be formally observed by their Principal,
Assistant Principal, or Assistant Superintendent. Formal
observations include both numerical scores (0-3) and

Distinguished
2.50-3.00
Satisfactory
Poa- Fre-
Dtweragiion  OIEWIHEN
Cordeserce Coardaraiin
Dinereation

qualitative, written feedback on each of the 10 components pulled from the Danielson
Framework. The Formal observation process includes three steps: pre-observation
conference, formal observation, and post-observation conference.

Pre-Observation
Conference

Formal

Observation

Following the Formal

Post-Observation Observation

Conference




The Danielson Framewaork
for the School District of
Philadelphia: The Danialson
Framework actually has 22
components, but niot all 22
components are utilized for
each type of observation

For Formal Observations, an
abridged version of the
Danielson Framewaork is
emploved, only listing 10 of the
22 components. Feedback on
these 10 components is
required of Observers for
teachers.

Post-observation
conferances cannot be
waived for or by TPEs.

Satisfactory Ratings: All
performance levels above
Unsatisfactory - Failing are
satisfactory ratings.
Therefore, a Nesds
Improvement rating will be
identified as Satisfactory -
Needs Improvement,
Likewise, a Proficient rating
would be identified as
Satisfactory — Proficient.

An Unsatisfactory - Failing
observation rating 15 a 0.48
or below.

Pre-Observation

Conference o

The Pre-Observation conference should be scheduled a minimum of 48 hours in
advance of the lesson.

Teachers will complete the Pre-Observation Conference form in PowerSchool. The
Observer launches the pre-observation form for the teacher, and the form will appear
as a task in the teacher’s Assigned Reviews.

During the Pre-Observation Conference, the Observer should refer to the 10
components of the Danielson Framework used for formal observation.

= -

During the observation, Observers are taking notes and collecting evidence of
instruction and student behavior, particularly as it relates to Domain II: The Classroom
Environment and Domain lll: Instruction. Evidence of performance in Domain I:
Planning and Preparation and Domain IV: Professional Responsibilities can be added
by the teacher as artifacts/attachments in PowerSchool, during the pre- and
post-observation conference and during discussion.

The Observer will enter scores and feedback for all 10 observation components in
PowerSchool. Once you receive your completed formal observation, you will be
prompted in your Performance Tasks to review and sign (or decline to sign) off on it.

Post-Observation
Conference

» A draft of the teacher’s Formal Observation should be shared prior to the
Post-Observation Conference being held.
»  The Post-Observation Conference should be held within five (5) working
days of the observation being conducted.
o If a draft of the Formal Observation is not shared prior to the
Post-Observation Conference AND the
Post-Observation Conference is not held within five (5) working
days of the observation being conducted, a teacher's Formal
Observation cannot be rated Needs Improvement or Failing.
»  The requirement for a Post-Observation Conference cannot be waived for
or by a temporary professional employee (TPE).
»  If the Observer waives the Post-Observation Conference for extenuating
reasons, a teacher (TPE or tenured) cannot be rated Needs Improvement
or Failing on the respective observation.

After two (2) reasonable attempts are made to conduct the Post-Observation
Conference, the Formal Observation will be finalized in PowerSchool.

Before a teacher’s Formal Observation is submitted as complete, a Post-Observation
Conference should be held, and a draft of the teacher’s Formal Observation should be

shared prior to the Post-Observation Conference being held. The Post-Observation

10



MOTE: Al required
additional observations
must be completed within
the same rating period.
Since the rating perlod for
2™ and 3% year
non-tenured (TPE) teachers
is 5 months, all forma
observations must be
completed within the Fall
window or the Spring
window, based on when
the Failing observation
occurmad.

Observation windows, or
rating periods, differ
based on a teacher's PGS
status:
- TPE = semester-long
- Tenured = year-long

Informal Observations
provide feedback and
numerical scores (0 — 3} an
only & components, from
Domain Iz The Classroom and
Domain IIl; Instruction

For the Danielson
Walkthrough, all 22
components of the Danielson
Framework are listed and
eligible for feedback.
However, all components do
not have to be commentad on
(i.e. an Observer can provide
feadback on just 1 component
of the Danielson Framework
using the Walkthrough if the
Obsarver wishes).

Conference should be held within five (5) working days of the Formal Observation being
conducted.

Teachers will complete their Post-Observation form in PowerSchool after the Formal
Observation is conducted and refer to it during the Post-Observation Conference.
Teachers can submit additional artifacts at this time to inform their potential rating.

During the Post-Observation Conference, if the Observer and Observee (teacher) agree
that the overall observation rating should be revised, the Observer has one opportunity
to make corrections. Once the Formal Observation is re-submitted to the teacher, it is
final.

Needs Improvement and Failing Formal Observations

Needs Improvement Formal Observations

For a teacher to receive a Needs Improvement Formal Observation rating, the following
criteria must be met:
= The teacher’s Post-Observation Conference is held within five (5) working days of
the Formal Observation being conducted
= A draft of the Formal Observation is shared with the teacher prior to the
Post-Observation conference being held

The Observer will draft and document an action plan to support the teacher’s
improvement, to be monitored at the school level. The plan should contain the
following:

= One, high-leverage area of focus that will have the biggest impact on student

outcomes

= Specific strategies/tools to support improvement

= Clear criteria for what success will look like

= Times for follow up

Failing Observations

For a teacher to receive a Failing Formal Observation rating, the following criteria must
be met:
= The teacher’s Post-Observation Conference is held within five (5) working days of
the Formal Observation being conducted
= A draft of the Formal Observation is shared with the teacher prior to the
Post-Observation conference being held

In addition to an action plan, if the outcome of a Post-Observation Conference is a
Failing Observation rating, the following will occur:
= A Due Process meeting must be held; the teacher is entitled to bring Union
representation
. Per the 2 + 1 Policy, a second Formal Observation must be conducted within the
same rating period

Failing Observations: 2 + 1 Policy

Teachers who receive a Failing (Unsatisfactory) Formal Observation rating are required
to be formally observed again within the same rating period. When the first Formal
Observation is Failing, the required, second Formal Observation must be completed by
the Principal. If the second Formal Observation is also Failing, a third Formal
Observation is required and must be completed by the Assistant Superintendent.

11



NOTE: All required
additional observations
must be completed within
the same rating period.
Since the rating period for
2™ and 3™ year
non-tenured (TPE) teachers
is 5 months, all formal
observations must be
completed within the Fall
window or the Spring
window, based on when
the Failing observation
occurred.

Observation windows, or
rating periods, differ
based on a teacher's PGS
status:
- TPE = semester-long
- Tenured = year-long

Informal Observations
provide feadback and
numerical scores (0 - 3) on
only & compoenents, from
Domain II: The Classroom and
Domain Il; Instruction.

For the Danielson
Walkthrough, all 22
components of the Danielson
Framework are listed and
eligible for feedback.
However, all components do
not have to be commented on
{i.e. an Observer can provide
feadback on just 1 componant
of the Danielson Framework
using the Walkthrough if the
Obsarver wishes).

Version: Published 9/2025

Follow-up observations are not required for teachers in PAR or Interim Observation.

1% Qbsarvation is...

Caapganiig
2l Obes. by Principal
If & Dt;watinn is...
Nopacks impmausmaey 0 s Bt

3rd Db by AS

b4

I 3= Dhsarvation is...

Chsarvalion Sooned &re averaged acrss the Rating Pedod & facionad imo ESactivenass Raling;
Ses Effecivensss Rating for protocol in raxi Rating Period

Informal Observations and Walkthroughs

Informal Observation

Principals conduct Informal Observations to identify areas of focus in preparation for
formal observations or to identify instructional practices in areas of strength or
improvement. Feedback and numerical scores (0 — 3) are given on 6 components from

Domain Il: The Classroom and Domain lll: Instruction. The observations should occur
with enough time allotted between for teachers to incorporate feedback into practice.

Danielson Walkthrough

A brief, targeted, non-scored practice used to gain insight into a teaching practice and
student performance. Principals, Assistant Principals and SBTLs (at the Principal’s
discretion) can enter feedback into PowerSchool based on any of the 22 components
of Danielson. Again, this observation is completely unscored.

12
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IO = Interim Observation

EEE = Office of Education
Effectivensss and
Evaluation

DEADLINES:

The deadline to request
Interim Observation far
2024-2025 is February 5,
2025,

Here is the
comprehensive Interim
Observation guidance
and request form:

https://docs.google.com/d
ocument/d231-_fOPTJC
AHW_WL7_QE3zrT1GEDe
2uZNYZ6AB0/edit?usp=sh
aring

Interim Observation

What is 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 composed of leadership from
the Office of Educator Effectiveness and Evaluation and PFT. These requests (or
applications) are no longer submitted to the PAR panel.

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
10 is submitted
»  The educator receives a minimum of two (2) informal observations prior to
a request for 10 is submitted
» A meeting is scheduled with the educator to discuss the 10 process and
support prior to the request for 10 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)

» 10 requests are reviewed by the 10 review committee (EEE and PFT
leadership

»  Confirmation letter is sent to the educator and administrator, informing
both parties of the 10 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.
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In 2021-2022, Student
Performance Measures
(SPM) replaced Student
Learning Objectives (SLO).

ALL teachers are eligible
for the SPM. There is not
an n-count (or number of)
students as an eligibility
requirement for SPM.

Teachers who are at
multiple schools should
completa their SPM at their
payroll schoaol.

Click below to access the
SPM Guiding Document.

Student Performance Measure

What is Student Performance Measure?

The Student Performance Measure (SPM) is designed to facilitate active participation
in the evaluation process while aligning an identified student challenge or need to
related school-level objectives and/or SDP-level priorities, encouraging instructional

innovation based o

SPM replaces the
Student Learning

n latest research and trends, and improving educator practice.

former mechanisms for evaluating student growth on a school level:
Objectives (SLO). The SLO process had a required a complex

template with a rigid structure focused solely on assessment data. The SPM is a more
flexible and collaborative process, using a streamlined template provided by PDE. With
SPM, there is a more qualitative focus that emphasizes the development of the teacher,
as well as the student, through connecting the Danielson Framework for Teaching to the
teacher’s SPM goal.

Who completes Student Performance Measure?
SPM is required as part of the evaluation of educator effectiveness for the following
professional employees (with the exception of TPEs):

=  Professional employees serving as classroom teachers

=  Provides direct instruction at least once a week

This includes Pre K, Special Education, Arts and English as Second Language (ESOL).
As the first step of the SPM process, teachers will determine an SPM goal for one (1)
class or caseload by completing the following:

)
—
e

Part I: Goal Selection

Prior to the initial conference, the educator should reflect on student challenges/needs and draft a
plan of action, referencing the Framework for Observation and Practice to inform the response.

During the initial conference, the educator and the supervising administrator should review and
revise the draft, as appropriate, aligning the work to related school-level objectives and/or District-
level priorities.

During the initial conference, the educator and supervising administrator should agree upon the student performance
measure(s) and criteria for delineating the four levels of student performance used to inform the educator rating. If using
multiple measures, the educator and supervising administrator should pre-determine the proportional significance (i.e.,
weighting) to be assigned to each measure.

The SPM Template should be completed, with the educator and supervising administrator providing
signatures, dates, and any comments in the Initial Conference and SPM Approval fields under.

Part II: Mid-Point Review

Prior to the mid-point review, the educator should complete the Mid-Point Reflection.

During the mid-pointreview, the educator and supervising administrator should examine initial evidence of
student performance and discuss progress, unanticipated barriers, and needed supports, revising the SPM
Template as appropriate and agreed upon by the educator and supervising administrator.

The educator and supervising administrator will sign, date, and provide any comments in the Mid-Point

Review field.
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There are 3 parts to the
SPM process that will be 3
separate tasks in
Cornerstone:

Goal Selection
Mid-Point Review
End-of-Year Rating Review

Part lll: End-of-Year Rating Review

Prior to the end-of-year rating review, the educator should complete the Final Reflection.

During the end-of-yearrating review, the educatorand supervising administrator should examinefinal
evidence of student performance and discuss successes, unanticipated barriers, and any supports that might
have been usefulto the educator, which shallbe used cumulatively to inform the Educator Rating.

The educator and supervising administrator should sign, date, and provide any comments in the End-
of-Year Rating Review field. The rating should be entered into the Educator Rating section, first by the
employee (self-rating) then by the supervisor (consenting rating) .

In-Depth Look: Student Performance Measure Goal Selection

Step 1: Identify a Collective Need

The Student Performance Measure aligns with the work teachers already do throughout
the school year and asks teachers to consider ways they can make a difference in the
classroom. The teacher begins by selecting a collective need among their current
students and may use the following prompts as guidance:

- One major way | would like to move my students forward this year is...
- Some ongoing student initiatives at my school | could tap into are...
- I think | could improve the performance of my students in the area of...

Step 2: Provide Background and/or Evidence

After identifying a student need, the teacher provides some background or evidence to
explain why they need exists and its’ significant to student performance. Teachers will
detail what their response will be to help meet the student need, using context and
baseline data to provide background information about their students. The following
prompts can be used as guidance:

- Some really good reasons for choosing this student performance topic
include...

- Based upon the data of my students this year, it's apparent that...

- As ook at the evidence, it’s becoming clear that...

Step 3: Create Plan of Action

Once teachers have identified a student need/challenge and provided some context for
why it needs to be addressed, steps should be created to help students improve in that
area. Using the following prompts as guidance can assist teachers in brainstorming the
next steps they can make:

- The steps | can take to help improve student performance in the area I'm
considering include...

- A few of the things | believe | can do to make a positive change in the output
of my students are...

Step 4: Define Levels of Performance

Part of the process of measuring success is setting the bar for yourself. In this step, the
teacher defines what it means to attain the student goal in terms of four levels of
performance: Failing, Needs Improvement, Proficient, and Distinguished. These ratings
provide context for how much students improve.
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NOTE: There is no
n-count {or minimum
number of students)
required for SPM. A
student becoming
ineligible for an SPM due
to attendance would not
invalidate the SPM. On
the contrary, the n-count
for |IEP Goals Progress
is 8 students.

If a teacher falls below 8
students included in their
IEP Goals Progress
goal, the teacher would
no longer be eligible to
complete the |IEP Goals
Progress.

A good first step is to define what it means for the teacher 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. Think about the performance of students
and what has to happen for the teacher to be proficient. One of the two prompts can
help guide the teacher:

- | would consider myself proficient in this goal if my students’ performance...
- | think | would be a success if my students showed...

Step 5: State Evidence and/or Artifacts

The last step in the process is to state the student performance evidence or artifacts that
will be used to measure the progress and effectiveness of a teacher’s response. Prompts
to help guide a teacher on completing this step include:

- Sources of evidence and/or artifacts that can corroborate the effectiveness of
my efforts to improve student performance this year include...
- The things that would serve as proof that | raised student performance are...

What is the Interval for Instruction?

Educator Effectiveness and Evaluation surveyed teachers at the close of the 2021-2022
school year and a majority expressed a need for additional guidance around the SPM
regarding student eligibility. In response, it was decided to implement an interval of
instruction with attendance requirements for the SPM (and IEP goals progress).

The SPM (and IEP Goals Progress) interval for instruction is October 29, 2025 to April 3,
2025; these dates reflect the close of the SPM goal selection window and the opening of
the SPM final reflection and self-rating window.

The attendance requirement for students and teachers is 80%. If a student has 19 or
more absences between October 29 and April 3, the student will no longer be eligible to
be counted towards the SPM (or IEP Goals Progress) goal. If a teacher has 20 or more
absences between October 29 and April 3, the teacher will no longer be eligible to receive
an SPM (or IEP Goals Progress) final score.

What is a semester-long Student Performance Measure?
If a teacher provides direct instruction to different classes/caseloads of students per
semester, the teacher should complete their SPM based on a semester-long rating
period.
- A semester-long teacher should develop their SPM goal now during the SPM
Goal selection window September 8 - October 28, 2025 (Quarter 1), based on
their class/roster for Quarter 2 or Quarter 3.
- The SPM should be implemented in either Quarter 2 or Quarter 3.
o0 Quarter 2 Interval of Instruction: November 8, 2025 - January 22, 2026
o0 Quarter 3 Interval of Instruction: January 23, 2026 - March 21, 2026
= Students can have no more than 8 absences to meet the Interval
of Instruction 80% attendance threshold for both quarters.
- Semester-long teachers will still submit their SPM Final
Reflection at the end of the school year April 6 - May 5, 2026 (in Quarter 4) during the
SPM Final Reflection and Self-Rating window.

16



Teacher Specific Data can
be comprised of 1-3
Mmeasures:

= Student
Performance on
State
Assessments

= PVAAS (Growth)

o IEP Goals
Progress

Note: For PVAAS growth, a
teacher is required to have
4 years of composite
PVAAS data in order to get
an evaluation score in this
area. Due to the Distrct
not conducting  Roster
Verification or state testing
since 2018-2019, PVAAS
data will not be available
far any professional
employee this school year,

It 15 also important to note that
growth and assessment data is
provided to the District by PDE
the School District doss not
generate this data locally for
evaluation purposes

Teacher-Specific Data

What is Teacher Specific Data?

Teacher-specific data consists 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 your Educator Effectiveness rating based on the
data that is available for a teacher. lllustrated below are the different ways Teacher
Specific Data can be broken down:

Act 13: Teacher Specific Data (Set %)
All 3 Measures 2 Measures 1 Measure
5% + 2.5% + 2.5% 5% + 5% 10%

Student Performance on = 5% each (5%+5%) . 10%

State Assessments (2.5%)
= PVAAS (5.0%) Ex. 1: Student Performance on Ex. 1: Performance on State
= IEP Goals Progress (2.5%) State Assessments & IEP Goals Assessments only

Progress only
Ex. 2: |[EP Goals Progress
Ex. 2: Student Performance on only

State Assessments & Student
Growth (PVAAS) only

In the absence of all three types of teacher specific data, the 10% will be allocated to LEA
Selected Measures.

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.

17



Teachers that are eligible to
complete IEP Goals
Progress will also complete
an SPM.

A teacher should not use
the same goal from their
SPM for their IEF Goal.

For |IEP Goals Progress,
n (minimum # of students
required for eligibility) = 8

Examples and exemplars
are in the Employea
Evaluation Resources:
https://drive.google.com/fil
e/d 1D xaTbKTuhasxHYPD
CUrtOAtcThDoBh/view

The IEP Goals Progress
interval for instruction is
October 27, 2023 to April
15, 2024, these dates
reflect the close of the IEP
Goals Progress goal
selection window and the
opening of the [EP Goals
Frogress final reflection and
self-rating window.

The attendance
requirement for students
and teachers is 80%. With
the interval of instruction
being 104 days, a student
or teacher can have no
more than 21 absences
during the interval. Ifa
student or teacher has 21
or more absences betwean
October 26 and April 17,
they will no longer be
gligible to be counted
towards the |EF Goals
Progress goal OR to
receive an [EP Goals
Progress final score,
respectively.

Version: Published 9/2025

Teacher-Specific Data: IEP Goals Progress

What is IEP Goals Progress?

The performance measure of IEP Goals Progress is required as part of the evaluation
of Educator Effectiveness for professional employees serving as classroom teachers
(including regular education as well as special education) when they contribute to data
for monitoring the progress of 8 or more students with similar academic or
non-academic IEP goal skill areas.

Teachers will implement the IEP Goals progress for 1 class or caseload of 8 or more
students (n=8). The supervising administrator and the teacher will work cooperatively
to identify IEP Goals to which the educator contributes data for monitoring the
progress of the students with similar IEP goals.

Steps to IEP Goals Progress Completion

Identify a collective need among your IEP students and what your response will
be to help meet that need

Describe the context and baseline to provide background information about your
students

Create a plan of action around your identified need

Define what your levels of performance towards meeting success with these
students’ needs are: Failing, Needs Improvement, Proficient, Distinguished

Conference with your supervisor before, during, and after the IEP Goals Progress
process to set expectations, monitor progress, and determine a final classroom
teacher rating

Examples of Academic IEP Goals might be:

- Reading Comprehension: When presented with a grade-level text, either fiction or nonfiction
(e.g., novels, short stories, news articles, plays, poems, etc.), and the opportunity to hear the
material read aloud, Paul will independently demonstrate understanding by earning at least 75%
on comprehension questions as measured by scores on five consecutive reading
assignments/assessments. Standard - CC.1.2.11-12.L: read and comprehend literary fiction and
non-fiction and informational text on grade level, reading independently and proficiently.

- Written Expression: When presented with a writing task (constructed response, paragraph, essay,
process-writing piece, etc.), and the opportunity to discuss the writing task with his teacher, Brian
will be able to construct a written response which provides a clear assertion, cites at least one
piece of textual evidence, and explains the connection between the assertion and evidence, as
measured by earning scores of at least 75% on five consecutive writing tasks. Standard -
CC.1.2.11-12.C Analyze the interaction and development of a complex set of ideas, sequence of
events, or specific individuals over the course of the text.

Examples of Non-Academic IEP Goals might be:

- When provided with a daily checklist, Jean will come prepared to core academic classes with
identified materials 90% of the time for 20 consecutive days. Baseline: currently averages 55% of
time brings necessary materials to core classes over 14-day period

- With movement breaks and access to identified calming items/strategies, Amy will stay in her
assigned area while requiring no more than 2 staff prompts 70% of the time as measured by staff
collected data for 5 consecutive weeks.
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For Teacher-Specific
Reporting reflection
tools, please refer to the
following links:

Teacher-Specific Reporting
Reflection Tool

https://drive.google corm/fil
efd/0B9Ec_ZzAlpkzSm1QR
XFGamBaeHM/viewusp=s
haring

Math Digging Deeper

https://drive.google.comy/fil
a/d/0B24hSIBWYXrviM1NL
MYR4VI NEZTAview Tusp=s
haring

ELA Digging Deapar

https://drive.google.com/fil
a/d/0B24hSIBWYXVcWRY
UD1uNDdmBHMviewTusp
=sharing

Sqi Digging

https://drive.google.corm/fil

efd/OB24hSIBWYXrVW3Z0

VFUSZGRLMWM view Tusp
=sharing

Teacher-specific strategies
to improve student
outcomes include areas
such as...
- high expectations
relevant, meaningful,
and engaging
instruction
relationship bullding
with students
rmentoring
parant
communicatian
group and individual
Incentive programs
and continuity of
instruction (teachear
attendance).

Teacher-Specific Data: PVAAS (Growth)

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 statue 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 |, 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).

In-Depth look: Teacher-Specific PVAAS Reporting

What is the PVAAS Teacher Specific Reporting Process?
Teacher-specific PVAAS depends on student performance on state-standardized
assessments. Beyond administering state assessments, PVAAS involves 1) PVAAS
Reporting and 2) Roster Verification.

Teacher-Specific PVAAS
Reporting

When?

What?

Teachers can access their PVAALS report, which
displays their composite and yearly score

Teacher-Specific FVAAS
Reparting

Released In October

In the sample data below, this Teacher Value Added Summary indicates a Growth Index
of 0.71 as a 3-year Composite score, resulting in a 3-year Composite Score of 1.90 for
the teacher’s Effectiveness rating. The following chart explains how the components of
the 3-year Composite Score are determined.

Teacher-Specific

PVAAS Reporting
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Mare information on how to
interpret the Teacher
Specific Report can be
found by viewing the
e-Leaming modules
available on the PYAAS
site,

The Evaluation team hosts
FVAAS drop-in sessions in
the Fall and Spring, to
support school teams with
Roster Verification and
more.

Version: Published 9/2025

Sample Teacher Value-Added Summary
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Components of Teacher Value Added Report

Growth Measure

The Growth Measure is a conservative estimate of the academic growth
of a teacher’s group of students who were concurrently enrolled with
the teacher and for which the teacher had full (100%) or partial (<100%)
instructional responsibility for the students in the state assessed
grade/subject/content area.

Standard Error

Growth is reported as an estimate and its interpretation is dependent
upon the amount of error or variation in the estimate. This error or
variation is expressed in terms of the Standard Error.

Growth Index

The Growth Index is the growth measure divided by the Standard Error.
The use of the Growth Index allows comparison across subjects,
grades and content areas.

PVAAS provides a measure of academic growth for a group of students by considering
both their endpoint and their entering achievement level. To be included in the overall
Effectiveness rating, a teacher must have three years of consecutive PVAAS scores,

which make up the 3-year Composite.
review their PVAAS scores.

In mid-October, teachers will have access to
Refer to the table below for a crosswalk from 3-year

Composite Scores to PVAAS Teacher Specific Ratings. The 3-year Composite from the
previous school year will be used in the current school year’s Effectiveness ratings due to
the lagged timing of the data release.

In-Depth look: Teacher-Specific PVAAS Reporting

FYAAS Cobar

Dark Blue

Dark Blug

Yellow

PYVAAS 3-year PYAAS PYRAS Teacher Rating
Composite Growth Index 100 Point Scale 0-3 Scale
+3.00 or Greater 10d 3.00
+2.00 to +2.99 50.00-95.99 2.50 %0 2.99
+1.00to +1.9% 20,00 to £9.59 2.00 0 2.49
-1.00 to +0.95 70,00 to 79.59 15010 1.99
-2.00 to -1.01 &0.00 to £9.59 0.50 to 1.49
-3.00 to -2.00 £0.00 to $9.59 0.41 to 0.49
-3.01 or Less 48900 0.40
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A teacher must participate
in PVAAS Roster
Verification in order to get a
Teacher Specific Report.
However, not all teachers
who participate in Roster
Verification will receive a
Teacher-Specific Report.

Minimum Requirements for
teachers to receive a
report:

Overall N Count: A
teacher must have a
minimurm of 11
students who took the
PSSA on his/her roster

A student must be
claimed for a minimum
threshold of 10% total
Instructional
Responsibility to be
included in the
value-added reporting.

Active N Count: The

active N count must be
a full-time equivalent of
6 students, or 600%
for Instructional
Responsibility (e.g. a
student claimed as
25% is a .25 active
student or a student
claimed as 50% isa .5
active student).

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 if 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:

4 Percentage of Student + Teacher Enroliment
4 Full or Partial Percentage of Instruction
W PVAAS "1 et |
Aeparts Rotters eLlesmning & Print 7 Help
:;:tﬂ Warifio stion aiL:l:;::.EmSEV 22 1] :‘i’:‘ﬂ

dth

nrly Bk aarh asdend you laugelin propesSy e oundsd Tor ©lic Help Fyou have gusiBony When you sre Srenied wih Fu roler, clc
e Fosieey mn 1 8 cen s sy addionad coviers Afer you seey sl pue rasiens, reium B P Sosie e

e 5::::‘-.' 7 tbdivenighal 7

I climed

1 i 100 % 190 % 100 0%

-
100 % 100 % 100 %
£

Understanding the Percentage of Student + Teacher Enroliment 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 Enroliment.

Total # of Days Student + Teacher Concurrently Enrolled
Divided by
Total # of Days for the Course/Subject/Grade

—

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 Enroliment 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 + Enroliment
column of the verification table.
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Principals have the ability
to create and modify
PVAAS School User
Accounts for their schools,
Follow this PYAAS Account
Stepper to set up the

permissions for additional
support with Roster
Verification (Assistant
Frincipals, Roster Chairs or
School Based Teacher
Leaders). Please note that
Frincipals must remove
school account access to
teachers after the Preview
Phase.

EV, A nt St I:
https://drive.google.comyfil
a/d/0BZ24hSIBWYXVYndMc
20wYW1LbEU viewTusp=s
haring

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
interven