
Questions: Contact Rebecca Estes, Director of Leadership & Innovation, restes@doe.in.gov 

Staff Performance Evaluation Plan Submission Coversheet 
SY 2021-22

CONTEXT: Indiana Code (IC) 20-28-11.5-8(d) requires each school corporation to submit its entire staff performance evaluation plan to the Indiana 
Department of Education (IDOE) and requires IDOE to publish the plans on its website. This coversheet is meant to provide a reference for IDOE 
staff and key stakeholders to view the statutory- and regulatory-required components of staff performance evaluation plans for each school 
corporation. Furthermore, in accordance with IC 20-28-11.5-8(d), a school corporation must submit its staff performance evaluation plan to IDOE for 
approval in order to qualify for any grant funding related to this chapter. Thus, it is essential that the reference page numbers included below clearly 
demonstrate fulfillment of the statutory (IC 20-28-11.5) and regulatory (511 IAC 10-6) requirements.  

School Corporation Name: Northwestern Consolidated School District of Shelby County 

School Corporation Number: 7350 

Evaluation Plan Website Link: 

For the 2021-2022 School Year, we have adopted the following Evaluation Model: 

☐ The System for Teacher and Student Advancement (TAP)

☐ The Peer Assistance and Review Teacher Evaluation System (PAR)

☐ RISE State Model

☒ Locally Developed Plan

☐ Other____________________________________________________



Questions: Contact Rebecca Estes, Director of Leadership & Innovation, restes@doe.in.gov 
 

Instructions:  
In the chart below, please type the page numbers in your staff performance evaluation document which clearly display compliance with the 
requirements. Please note, your plan may include many other sections not listed below.  
 
Submission:  
Once completed, please upload this coversheet to DOE Online under Legal Assurance 12 by Friday, September 17. If you cannot provide a 
direct website link (above) to your evaluation plan, you must upload the entire plan and this coversheet as a single PDF.  
 
Annual Evaluations 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ Annual performance evaluations for each 
certificated employee 

IC 20-28-11.5-4(c)(1) Plan and metrics to evaluate all certificated employees, including 
teachers, administrators, counselors, principals and superintendents 

 1, Appendix 
A through H 

Rigorous Measures of Effectiveness 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ Rigorous measures of effectiveness, 
including observations and other 
performance indicators 

IC 20-28-11.5-4(c)(2) ● Observation rubrics - for all certificated staff - with detailed 
descriptions of each level of performance for each domain and/or 
indicator 

● Other measures used for evaluations (e.g., surveys) 

 Appendix B 
through H 

 

 

 

Designation in Rating Category 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ A summative rating as one of the 
following: highly effective, effective, 
improvement necessary, or ineffective 

IC 20-28-11.5-4(c)(3) 
511 IAC 10-6-2(c) 

● Definition of performance categories 
● Summative scoring process that yields placement into each 

performance category 

 Appendix A 
pg 2 

☐ A definition of negative impact for 
certificated staff 
☐ A final summative rating modification if 
and when a teacher negatively affects 
student growth 

IC 20-28-11.5-4(c)(5) 
511 IAC 10-6-4(c) 

● Definition of negative impact on student growth for all certificated 
staff 

● Description of the process for modifying a final summative rating for 
negative growth 

 Pg 1, 
Appendix A 
pg 8 



Questions: Contact Rebecca Estes, Director of Leadership & Innovation, restes@doe.in.gov 
 

☐ All evaluation components factored into 
the final summative rating 

IC 20-28-11.5-4(c)(3) 
 

● Summative scoring process that yields placement into each 
performance category 

● Weighting (broken down by percentage) of all evaluation 
components 

 Appendix A 
pg 5-8 

Evaluation Feedback 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ An explanation of evaluator’s 
recommendations for improvement and the 
time in which improvement is expected 

IC 20-28-11.5-4(c)(4) 
511 IAC 10-6-5 

● Process and timeline for delivering feedback on evaluations 
● Process for linking evaluation results with professional development 

 Pg 1, 
Appendix A 
pg 4 

Evaluation Plan Discussion 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ Evaluation Plan must be in writing and 
explained before the evaluations are 
conducted. 

IC 20-28-11.5-4(f)(1)  
IC 20-28-11.5-4(f)(2) 

● Process for ensuring the evaluation plan is in writing and will be 
explained to the governing body in a public meeting before the 
evaluations are conducted 

● Before explaining the plan to the governing body, the superintendent 
of the school corporation shall discuss the plan with teachers or the 
teachers' representative, if there is one 

 Appendix A 
pg 1 

 

 

 

Evaluators 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ Only individuals who have received 
training and support in evaluation skills may 
evaluate certificated employees 

IC 20-28-11.5-1 
IC 20-28-11.5-5(b) 
IC 20-28-11.5-
8(a)(1)(D) 

● Description of ongoing evaluator training 
● Description of who will serve as evaluators 
● Process for determining evaluators 

 Appendix A 
pg 1 

☐ Teachers acting as evaluators (optional) 
clearly demonstrate a record of effective 
teaching over several years, are approved 
by the principal as qualified to evaluate 
under the evaluation plan, and conduct staff 
evaluations as a significant part of their 
responsibilities 

IC 20-28-11.5-1(2) 
IC 20-28-11.5-1(3) 
511 IAC 10-6-3 

● Description of who will serve as evaluators 
● Process for determining evaluators 

 Appendix A 
pg 1 
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☐ All evaluators receive training and 
support in evaluation skills 

IC 20-28-11.5-5(b) 
511 IAC 10-6-3 

● Description of ongoing evaluator training   Appendix A 
pg 1 

 
Feedback and Remediation Plans 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ All evaluated employees receive 
completed evaluation and documented 
feedback within seven business days from 
the completion of the evaluation. 

IC 20-28-11.5-6(a) ● System for delivering summative evaluation results to employees  Pg 1, Appendix 
A pg 1 

☐ Remediation plans assigned to teachers 
rated as ineffective or improvement 
necessary 

IC 20-28-11.5-6(b) ● Remediation plan creation and timeframe 
● Process for linking evaluation results with professional development 

Appendix A pg 
4,8 

☐ Remediation plans include the use of 
employee’s license renewal credits 

IC 20-28-11.5-6(b) ● Description of how employee license renewal credits and/or 
Professional Growth Points will be incorporated into remediation 

 Appendix A pg 
4,8 

☐ Means by which teachers rated as 
ineffective can request a private conference 
with the superintendent 

IC 20-28-11.5-6(c) ● Process for teachers rated as ineffective to request conference with 
superintendent 

 Appendix A pg 
8 

Instruction Delivered by Teachers Rated Ineffective 

Requirement Statutory / 
Regulatory Authority Examples of Relevant Information 

Reference 
Page 

Number(s) 
☐ The procedures established for avoiding 
situations in which a student would be 
instructed for two consecutive years by two 
consecutive teachers rated as ineffective 

IC 20-28-11.5-7(c) ● Process for ensuring students do not receive instruction from 
ineffective teachers two years in a row 

Appendix A pg 
8 

☐ The procedures established to 
communicate to parents when student 
assignment to consecutive teachers rated 
as ineffective is unavoidable 

IC 20-28-11.5-7(d) ● Description of how parents will be informed of the situation Appendix A pg 
8 

 



Building a culture of excellence … one student at a time! 

 

Northwestern 
Consolidated School 
District of Shelby County 

4920 W. 600 N 
Fairland, IN 46126 

Phone: 317-835-7461 
Fax: 317-835-4441 

www.nwshelbyschools.org 

Superintendent 
Mr. Chris Hoke 

Business Mgr/Treasurer 
Mrs. Laura Mullen 

Technology Director 
Mr. Josh Landis 

Maintenance Director 
Mr. Chuck Miller 

Transportation Director 
Mrs. Susie Childress 

School Board 
Mr. Ken Polston 
Mr. Steve Steele 
Mrs. Wendy Gearlds 
Mr. Dave Ploog 
Mr. Vince Sanders 
Mr. Todd Brandman 
Mr. Glenn Bass 

Northwestern CSD of Shelby County 
Teacher Evaluation System 2020-21 

Plan includes the following components: 
1. Performance evaluations for all certificated employees, conducted at least

annually.
2. Objective measures of student achievement and growth significantly inform

the evaluation.  Objective measures may include:
a. student assessment results from statewide assessments for

certificated employees whose responsibilities include instruction in
subjects measured in statewide assessments;

b. methods for assessing student growth for certificated employees who
do not teach in areas measured by statewide assessments; and

c. student assessment results from locally developed assessments and
other test measures for certificated employees who responsibilities
may or may not include instruction in subjects and areas measured by
statewide assessments.

3. Measures of effectiveness, including observations and other performance
indicators.

4. An annual designation of each certificated employee in one of the following
rating categories:

a. Highly effective
b. Effective
c. Improvement necessary
d. Ineffective

5. An explanation of the evaluator’s recommendations for improvement and the
time in which improvement is expected.

6. A provision that a teacher who negatively affects student achievement and
growth cannot receive a rating of highly effective or effective.

7. The evaluator shall discuss the evaluation with the certificated employee.
8. Scoring Professional Practice

a. Professional Practice (EER) – 100%
i. Domain 1 (20%): Purposeful Planning

ii. Domain 2 (75%): Effective Instruction
iii. Domain 3 (5%): Teacher Leadership

b. Student Learning Objective/Individual Growth Measurement
(SLO/IGM) – 2.51%

c. School Wide Learning (SWL) -2.49%
9. Sample Scoring Rubric

EER- 3.39 x 95% =  3.220 
SLO/IGM- 3.00 x 2.51% =  0.075 
SWL - 2.00 x 2.49% =  0.050 
Summative Evaluation  3.345 Effective 
• For the 2021-22 school year, all Teachers will be classified as Group 3:

100% EER
10. Sample Timeline

August – September – Individual Teacher meetings
Sept – March: Classroom walkthroughs/evidence gathering
April – May: Annual Evaluations 
May/June – Individual Teacher Meetings 1 
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Northwestern Consolidated School District of Shelby County 
Evaluation Plan 

  

Overview:  

Northwestern Consolidated School District of Shelby County is required by Indiana Public Law 90 (PL 90) 
to conduct an annual performance evaluation of each certificated employee.  

 For purposes of this document, the term “teacher” shall include all certificated employees as defined in 
I.C. 20-29-2-4.  The term “evaluator” shall include an individual who conducts a staff performance 
evaluation as defined by I.C. 20-28-11.5-1.  While Northwestern Consolidated School District of Shelby 
County will most often use principals and assistant principals to evaluate, there are times a teacher may 
be an evaluator.  An evaluator includes a teacher who has clearly demonstrated a record of effective 
teaching over several years, is approved by the principal and may conduct staff performance evaluations 
as a significant part of the teacher’s responsibilities.  

 Northwestern Consolidated School District of Shelby County personnel will satisfy the mandatory 
annual evaluation requirement through the use of the NWCSD Evaluation Plan.  Northwestern 
Consolidated School District of Shelby County personnel met with teacher association representatives, 
principals and the superintendent to collaborate on revisions to the evaluation plan previously approved 
at the December 14, 2011, school board meeting.  

 Annual Performance Evaluation for all Certified Employees  

All certificated employees with specialized assignments, whose contract requires they hold a license 
from IDOE, receive an annual performance evaluation (i.e., superintendents, principals, guidance 
counselors, etc.) and will receive meaningful feedback on their performance.  Each certificated 
employee will receive an annual designation using the NWCSD Evaluation Rubric using the four rating 
categories of Highly Effective, Effective, Improvement Needed or Ineffective.  

 Objective Measures of Student Achievement and Growth  

• Annual evaluations of all certificated employees with specialized assignments, whose contract 
requires that they hold a license from IDOE, will receive meaningful feedback on their 
performance.  

• Student Growth Data showing measures of teacher performance and growth data will be one of 
the key measures.  

• Four Rating Categories will be used.  Each teacher will receive a rating at the end of the school 
year in one of four performance levels:  
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Highly Effective: A highly effective teacher consistently exceeds expectations.  This is a teacher who 
has demonstrated excellence in locally selected competencies reasonably believed to be highly 
correlated with positive student learning outcomes. The highly effective teacher’s students, in 
aggregate, have generally exceeded expectations for academic growth and achievement.  

 Effective: An effective teacher consistently meets expectations. This is a teacher who has consistently 
met expectations in locally selected competencies reasonably believed to be highly correlated with 
positive student learning outcomes. The effective teacher’s students, in aggregate, have generally 
achieved an acceptable rate of academic growth and achievement. 

 Improvement Necessary: A teacher who is rated as improvement necessary requires a change in 
performance before he/she meets expectations. This is a teacher who has been determined to require 
improvement in locally selected competencies reasonably believed to be highly correlated with positive 
student learning outcomes. In aggregate, the students of a teacher rated improvement necessary have 
generally achieved a below acceptable rate of academic growth and achievement.  

 Ineffective: An ineffective teacher consistently fails to meet expectations. This is a teacher who has 
failed to meet expectations in locally selected competencies reasonably believed to be highly correlated 
with positive student learning outcomes. The ineffective teacher’s students, in aggregate, have generally 
achieved unacceptable levels of academic growth and achievement.  

  

Employee Evaluation Rubric - Overview of Components:   

All teachers will be evaluated on two major components:  

1. Professional Practice: Assessment of instructional knowledge and skills that influence student 
learning, as measured by competencies set forth in the Employee Effectiveness Rubric. All teachers will 
be evaluated in the domains of Planning; Instruction; Leadership; and Core Professionalism  

2. Student Learning: Teachers contribution to student academic progress, assessed through measures of 
student academic achievement and growth, including Indiana Growth Model data or progress toward 
specific Student Learning Objectives using state, corporation-, or school-wide assessments.   

 The primary portion of the Employee Effectiveness Rubric consists of three domains and nineteen 
competencies.  

Domain 1: Planning  

1.1 Utilize Assessment Data to Plan  
1.2 Set Ambitious and Measurable Achievement Goals  
1.3 Develop Standards-Based Unit Plans and Assessments  
1.4 Create Objective-Driven Lesson Plans and Assessments  
1.5 Track Student Data and Analyze Progress 
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Domain 2: Instruction  

2.1 Develop Student Understanding and Mastery of Lesson Objectives  
2.2 Demonstrate and Clearly Communicate Content Knowledge to Students  
2.3 Engage Students in Academic Content  
2.4 Check for Understanding  
2.5 Modify Instruction as Needed  
2.6 Develop Higher Level of Understanding Through Rigorous Instruction and Work  
2.7 Maximize Instructional Time  
2.8 Create Classroom Culture of Respect and Collaboration  
2.9 Set High Expectations for Academic Success 
 

Domain 3: Leadership  

3.1 Contribute to School Culture  
3.2 Collaborate with Peers  
3.3 Seek Professional Skills and Knowledge  
3.4 Advocate for Student Success  
3.5 Engage Families in Student Learning  
 
Domain 4: Core Professionalism  

In addition to these three primary domains, the Teacher Effectiveness Rubric contains a fourth domain, 
referred to as Core Professionalism, which reflects the non-negotiable aspects of a teacher’s job. The 
Core Professionalism domain has four criteria:  

• Attendance   
• On-Time Arrival  
• Policies and Procedures  
• Respect  

  

Observation and Evaluation Practices  

The primary evaluator is responsible for tracking evaluation results and helping to set goals for 
development. The primary evaluator must perform at least one extended observations during the year.  
Once all data is gathered, the primary evaluator will look at information collected by all evaluators 
throughout the year and determine your summative rating. He or she will meet with the person being 
evaluated to discuss this final rating in a summative conference.  

A secondary evaluator may perform extended observations or walkthroughs. The data this person 
collects is passed on to the primary evaluator responsible for assigning a summative rating.  

Extended observations may be announced or unannounced. It may take place over one class or span 
multiple classes.  
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For an extended observation:  

 Pre-Conferences are not mandatory, but may be scheduled by request of the teacher or evaluator. Post-
Conferences are mandatory and must occur within five (5) school days of the extended observation. 
During this time, the teacher must be presented with written and oral feedback from the evaluator.   
Any primary or secondary evaluator may perform an extended observation. The primary evaluator 
assigning the final, summative rating must perform a minimum of one (1) of the extended observations.  

It is expected that a struggling teacher will receive observations beyond the minimum number required. 
This may be any combination of extended or short observations and conferences that the primary 
evaluator deems appropriate. It is recommended that primary evaluators place struggling teachers on a 
professional development plan.  

Extended observations are times for evaluators to collect information. There will be no summative 
rating assigned until all information is collected and analyzed at the end of the year.  

Planning (Domain 1) and Leadership (Domain 3) may be difficult to assess through classroom 
observations. Evaluators should collect material outside of the classroom to assess these domains. 
Teachers should be proactive in demonstrating their proficiency in these areas.  Examples of evidence 
may include (but are not limited to):  

a. Domain 1: Planning - lesson and unit plans, planned instructional materials   and activities, 
assessments, and systems for record keeping  

b. Domain 3: Leadership - documents from team planning and collaboration, call-logs or notes from 
parent-teacher meetings, and attendance records from professional development or school-based 
activities/events  

A teacher requiring a professional development plan will collaborate with an administrator to set goals. 
These goals are monitored and revised as necessary. Progress toward goals will be discussed so that the 
evaluator and teacher may discuss the teacher’s performance thus far and adjust individual goals as 
necessary. Professional development goals should be directly tied to areas of improvement within the 
Employee Effectiveness Rubric.  

Teacher Effectiveness Rubric: Scoring 

Evaluators are not required to score teachers after any given observation. However, it is essential that 
during the observation the evaluator take evidence-based notes, writing specific instances of what the 
teacher and students said and did in the classroom. The evidence that evaluators record during the 
observation should be non-judgmental, but instead reflect a clear and concise account of what occurred 
in the classroom.  

After the observation, evaluators should take these notes and match them to the appropriate indicators 
on the rubric in order to provide the teacher with rubric-aligned feedback during the post-conference. 
Evaluators are not required to provide teachers interim ratings on specific competencies after 
observations, although the process of mapping specific evidence to indicators provides teachers a good 
idea of their performance on competencies prior to the end-of-year conference.  
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 At the end of the year, primary evaluators will determine a final, teacher effectiveness rubric. The final 
teacher effectiveness rating will be calculated by the evaluator in a four step process.   

1. Compile ratings and notes from observations, conferences, and other sources of 
information.  

At the end of the school year, primary evaluators should have collected a body of information 
representing teacher practice from throughout the year. Not all of this information will necessarily come 
from the same evaluator, but it is the responsibility of the assigned primary evaluator to gather 
information from every person that observed the teacher during that year.  In addition to notes from 
observations and conferences, evaluators may also have access to materials provided by the teacher, 
such as lesson plans, student work, parent/teacher conference notes, etc.   

2. Use Professional Judgment to Establish Three, Final Ratings in Planning, Instruction and 
Leadership  

After collecting information, the primary evaluator must assess where the teacher falls within each 
competency. Using all notes, the evaluator should assign each teacher a rating in every competency on 
the rubric. Next, the evaluator uses professional judgment to assign a teacher a rating in each of the first 
three domains.  

 The final, three domain ratings should reflect the body of information available to the evaluator. In the 
end-of-year conference, the evaluator should discuss the ratings with the teacher, using the information 
collected to support the final decision.  

Finally, each evaluator should have ratings in the first three domains that range from 1 (Ineffective); 2 
(Improvement Needed); 3 (Effective); or 4 (Highly Effective).  

3. Use Established Weights to Roll-up Three Domain Ratings into One Rating for Domains 1-3  

At this point, each of the three final domain ratings is weighted according to importance and summed to 
form one rating for domains 1-3. The creation and design of the rubric stresses the importance of 
observable teacher and student actions. These are reflected in Domain 2: Instruction. Good instruction 
and classroom environment matters more than anything else a teacher can do to improve student 
outcomes. Therefore, the Instruction Domain is weighted significantly more than the others, at 75%. 
Planning and Leadership are weighted 20% and 5% respectively.   

  

For example:                     Rating (1-4)                  Weight                   Weighted Rating                

Domain 1: Planning          3                               20%                              0.6                
Domain 2: Instruction      2                               75%                              1.5               
Domain 3: Leadership      3                                  5%                             0.15                                                                                                         

       Final Score 2.25  
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The calculation here is as follows:  

1) Rating x Weight = Weighted Rating     
2) Sum of Weighted Ratings = Final Score  

  

4. Incorporate Core Professionalism 

At this point, the Teacher Effectiveness Rubric rating is close to completion. Evaluators now look at the 
fourth domain: Core Professionalism. As described earlier, this domain represents non-negotiable 
aspects of the teaching profession, such as on-time arrival to school and respect for colleagues. This 
domain only has two rating levels: Does Not Meet Standard and Meets Standard. The evaluator uses 
available information and professional judgment to decide if a teacher has not met the standards.   

If the teacher did not meet standards, he or she automatically has a 1-point deduction from the final 
score in step 3.  

Outcome 1: Teacher meets all Core Professionalism standards.          
Final Employee Effectiveness Rubric Score = 2.25  
 
Outcome 2: Teacher does not meet all Core Professionalism standards.         
Final Employee Effectiveness Rubric Score (2.25-1) = 1.25  
  
Student Learning Measures 

Group 1 – Teachers who do not teach in tested subjects with IGM data 

Student Learning Objectives involve setting rigorous learning goals for students around common 
assessments. For teachers who do not have a Growth Model rating, the Student Learn Objectives will 
form the basis for the student learning measures portion of their evaluation. 

Group 2 – Teachers with growth model data from State 

The Indiana Growth Model will be used to measure the student learning for all math and ELA teachers in 
grades 4-8.  Individual growth model measures are only available for students and teachers in ELA/Math 
in grades 4-8. For these teachers, student’ growth scores will be used to situate teachers in one of the 
four rating categories. 

Group 3 – All Teachers for the 2021-22 School Year 

 School - Wide Learning 

All teachers will also have a component of their evaluation score tied to school-wide student learning by 
aligning with Indiana’s A-F accountability model. All teachers in the same school will receive the same 
rating for this measure. Teachers in schools earning an A will earn a 4 on this measure; teachers in a B 
school will earn a 3; teachers in a C school receive a 2; and teachers who work in either a D or F school 
earn a 1 on this measure.  The School-Wide Learning Measure component is suspended for the 2021-22 
Evaluation Cycle. 
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Summative Employee Evaluation Scoring 

 Review of Components   

 Each teacher’s summative evaluation score will be based on the following components and measures. 
1.  Professional Practice-Assessment of Instructional Knowledge and Skills       

Measure: Employee Effectiveness Rubric (EER)  
2. Student Learning-Contribution to Student Academic Progress      

Measure: Student Learning Objectives (SLO)  
Measure: Individual Growth Model (IGM) *      
Measure: School-wide Learning Measure (SWL)      
 

*This measure only applies to teachers of grades 4-8 who teach ELA or math.   

 This section will detail the process for combining all measures into a final, summative score.  

  Weighting of Measures  

The evaluator should have calculated or received individual scores for the following measures:   

EER-Employee Effectiveness Rubric    
SLO-Student Learning Objectives    
IGM-Individual Growth Model (if available)  
SWL-Measure: School-wide Learning Measure   

 

Teachers fall into one of two groups.  

Group 1: No individual growth model data provided by State  

Group 2: Individual Growth Model data provided by State   

1. Group 1: Teachers who do not have individual growth model data from the State  

EER……. 95%  
SLO……  2.51%  
SWL…… 2.49%  
 

2. Group 2: Teachers who have individual growth model data from the State 

 EER……. 95% 
 IGM…….2.51%                            
SWL…….2.49%  

  

3.  Group 3: For the 2021-22 school year, all Teachers will be classified Group 3 

 EER……. 100% 
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Once the weights are applied appropriately, an evaluator will have a final decimal number. An example 
of a Group 1 teacher may look like this:  

EER: A raw score of 3.39 x a weight of 95% equals 3.22  
SLO: A raw score of 3 x a weight of 2.51% equals 0.0753 
SWL: A raw score of 3 x a weight of 2.49% equals 0.0747  
Sum of the weighted sores is 3.37 (To get the final weighted score, simply sum the weighted                                                     
score from each component).  

  

The final weighted score is then translated into a rating on the scale of Ineffective; Improvement 
Needed; Effective; Highly Effective.  Note that borderline points always round up. Primary evaluators 
should meet with teachers in a summative conference to discuss all the information collected in addition 
to the final rating.  The summative conference may occur at the end of the school year in the Spring or 
when teachers return in the Fall depending on the availability of data for the individual teacher. 
According to IC 20-28-11.5(6), a teacher who negatively affects student achievement and growth cannot 
receive a rating of highly effective or effective.  For classes measured by statewide assessments with 
growth model data (ELA/Math 4-8), negative impact is determined by the DOE.  For classes not 
measured by statewide assessments, negative impact on student growth is defined as 80% of students 
failing to demonstrate student learning of standards established by the state as measured by locally 
developed assessments. 

   

Completed Evaluation: Remediation Plan; Conference with Superintendent  

 Northwest Consolidated School District of Shelby County will comply with IC 20-28-11.5-6  

 

 Student Instructed by Teachers Rated Ineffective; Notice to Parents Required  

Northwest Consolidated School District of Shelby County will comply with IC 20-28-11.5-7  
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