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Chapter 1.   Overview 

In order to ensure an excellent school system, one that provides opportunities for all children to learn, the Caddo 

Public School System has developed a philosophy of work for its employees.  This system recognizes that if it is to 

provide an excellent educational environment for its students, it must also provide an environment conducive to 

professional growth for its employees: one that is related to educational goals at the State level as well as the district 

and school building level; one that stimulates creativity and encourages new ideas; one that is flexible enough to 

allow for employee originality and experimentation; and one that nurtures the development of the master teacher as 

well as support for the professional development of the new teacher.   

 

Complying with legislative requirements, the State Board of Elementary and Secondary Education adopted 

Regulations for the Evaluation and Assessment of School Personnel, Bulletin 130, in compliance with Act 54 of the 

2010 regular legislative session. 

 

The Caddo Parish School System will administer this Personnel Evaluation Plan in compliance with provisions of 

this legislation and Bulletin 130. 

 
§101.   Guidelines of the Program 

A. As required by R.S. 17:391.2, et seq., all local educational agencies (LEAs) in Louisiana developed 

accountability plans to fulfill the requirements as set forth by the laws. Specifically, Act 621 of 1977 established 

school accountability programs for all certified and other professional personnel. Act 9 of 1977 established a 

statewide system of evaluation for teachers and principals. Act 605 of 1980 gave the Louisiana Department of 

Education (LDE) the authority to monitor the LEAs' personnel evaluation programs. Act 54 of 2010 requires that 

measures of student growth be incorporated into teachers’ and administrators’ evaluations and represent fifty percent 

of their final rating. In addition, Act 54 of 2010 requires that all teachers and administrators receive annual 

evaluations. In passing these Acts, it was the intent of the legislature to establish within each LEA a uniform system 

for the evaluation of certified and other professional personnel. 

B. The guidelines to strengthen local teacher evaluation programs include the Louisiana Components of Effective 

Teaching and were entitled “Toward Strengthening and Standardizing Local School Districts’ Teacher Evaluation 

Programs.” The guidelines were approved by the Louisiana Board of Elementary and Secondary Education (BESE) 

in September 1992. These guidelines along with the requirements of the local accountability legislation form the 

basis for the local evaluation programs. 

C. BESE also authorized the convening of the Louisiana Components of Effective Teaching (LCET) Panel in 

spring of 1992. The charge of the panel was to determine and to define the components of effective teaching for 

Louisiana's teachers. Reviewed and revised in the late 90s and 2002, the components are intended to reflect what 

actually takes place in the classroom of an effective teacher. The original 35 member panel was composed of a 

majority of teachers. The resulting Louisiana Components of Effective Teaching, a descriptive framework of effective 

teacher behavior, was intended to be a uniform element that served as evaluation and assessment criteria in the local 

teacher evaluation programs. 

D. In 1994, Act I of the Third Extraordinary Session of the 1994 Louisiana Legislature was passed. Act I amended 

and reenacted several statues related to Local Personnel Evaluation. In April 2000, Act 38 of the Extraordinary 

Session of the 2000 Louisiana Legislature was passed. Act 38 amended, enacted, and repealed portions of the 

legislation regarding the local personnel evaluation process. While local school districts are expected to maintain the 

elements of the local personnel evaluation programs currently in place and set forth in this document, Act 38 

eliminated the LDE's required monitoring of the local implementation. Monitoring of local personnel evaluation 

programs is to occur as requested by BESE. 

E. In August 2008, BESE approved the Performance Expectations and Indicators for Education Leaders to 

replace the Standards for School Principals in Louisiana, 1998 as criteria for principal evaluation. 
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§103.   Purposes of Personnel Evaluation 

The Caddo Parish Public School System recognizes the need to fully implement Bulletin130—Regulations for the 

Evaluation and Assessment of School Personnel—if it is to fulfill the expectations of this community and the State of 

Louisiana.   

The philosophy of the Caddo Parish Public School System stems from the belief that all students can learn, that good 

teaching increases the opportunities for learning, and that a collegial, collaborative relationship between an evaluatee 

and evaluator creates the appropriate climate for effective teaching.  To support this relationship, the purposes of the 

evaluation program are explained and discussed with all evaluatees.   

The purposes of the Caddo Parish personnel evaluation and assessment regulations are as follows: 

1. To support performance management systems that ensure qualified and effective personnel are employed in 

instructional and administrative positions. 

2. To enhance the quality of instruction and administration within the Caddo Parish Public School System.     

3. To provide procedures that are necessary to retain effective teachers and administrators and to strengthen the 

formal learning environment; and 

4. To foster continuous improvement of teaching and learning by providing opportunities for targeted 

professional development. 

The philosophy of principal evaluation in the Caddo Parish Public School System embraces the belief that an 

effective principal works with staff to identify school goals.  These goals promote the enhancement of student 

learning.  The effective school leader maintains a safe and orderly school environment and creates (promotes) a 

positive school atmosphere where staffs are empowered to make decisions collaboratively regarding the school’s 

programs.  Effective principals are visible, positive role models who are respected by staff, students, and the school 

community.  They are leaders who encourage, by example, ongoing professional development of those around them.  

They promote leadership in others so all can learn to lead.  They are fair and consistent, yet flexible enough to be 

creative problem-solvers and risk-takers.  The Caddo Parish Public School System believes that this philosophy 

captures the essence of the effective principal and will serve as the foundation for the principal evaluation process.   

 

§105.    Framework for LEA Personnel Evaluation Programs 

A.  The Caddo Parish Public School System has the responsibility of providing an appropriate program for the 

evaluation of certified and other professional personnel employed within the system. 

 B. The Caddo Personnel Evaluation Plan includes the following elements: 

1.  Job Descriptions.  Job descriptions for every category of teacher and administrator have been established by 

the school district.  These job descriptions contain the criteria by which the teacher and administrator shall be 

evaluated.  Job descriptions must be reviewed annually; current signatures must be on file at the central office 

in the single official file to document the annual review and/or receipt of the job descriptions.  All originals of 

the job descriptions must be signed by the employee no later than October 15th of each year.  The originals 

must be sent to the Human Resources office no later than October 31st of each year. 

2. Professional Growth Planning Process.  The Caddo Parish Public School System shall design and provide 

guidelines for teachers and administrators to develop a professional growth plan with their evaluators. The 

plans must be designed to assist each teacher or administrator in demonstrating effective performance, as 

defined by Bulletin 130.  Each plan will include objectives as well as the strategies that the teacher or 

administrator intends to use to attain each objective.   

Each teacher and administrator develops a professional growth plan at the beginning of the evaluation period, 

using the professional growth plan form developed by the LDOE and available in the Capital Information 

System (CIS).  Plans will cover a period of one school/fiscal year.  It is the responsibility of the evaluator to 

make sure that each covered employee prepares a professional growth plan. 
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When the employee and the evaluator agree on a written plan for the employee’s professional development, 

both sign and date the plan form.  Teachers, librarians, counselors, and administrators will utilize the approval 

process in CIS, printing a copy for files. 

The evaluator retains the original on file, and the employee is given a signed/dated copy for his/her personal 

file. The evaluator forwards a copy of the signed/dated professional growth plan form to the personnel 

department at the CPSB central office by October 15th each year or within 30 working days from date of hire if 

he/she is employed after beginning of school. 

3. Observation/Data Collection Process (Revisions to Bulletin 130, Regulations for the Evaluation and 

Assessment of School Personnel).  The evaluator or evaluators of each teacher and administrator shall conduct 

observations of teacher and administrator practice sufficient to gain a complete picture of performance and 

impart individualized feedback each year. This shall include a minimum of two observations per academic 

year and may include more observations, particularly for teachers or administrators that are not meeting 

expectations. At least one of these observations shall be announced and shall include a pre- and post-

observation conference.  One of the observations may be waived for teachers who have earned a rating of 

highly effective according to the value-added model in the previous year. Following all observations, 

evaluators shall provide evaluates with feedback, by conducting a post-observation conference within 5 

working days following the observation, including areas for commendation as well as areas for improvement. 

If the post-observation conference does not occur within 5 working days, the observation shall be conducted 

again. Additional evidence, such as data from periodic visits to the school and/or classroom as well as written 

materials or artifacts, may be used to inform evaluation. A summary of minimum requirements is outlined 

below. 

 
# Unannounced 

Observations 

# Announced 

Observations 
Tool Used Data Collection Systems 

K-12 

Teachers: 

Achievement 

Zone 

Schools 

1 1 NIET Rubric 

Throughout the Year: EEPASS  

 

Final Professional Practice Score: 

CIS 

K-12 

Teachers: 

All Other 

Schools 

1 1 NIET Rubric 

Throughout the Year: EEPASS  

 

Final Professional Practice Score: 

CIS 

Pre-K -2 

Teachers: 

(Phase 1 

Learning 

Year Only) 

1 1 
CLASS PreK 

Rubric 

Throughout the Year: Early 

Childhood Observation System  

 

Final Professional Practice Score: 

CIS 
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Teacher Evaluation Protocol using NIET Educator Effectiveness Rubric 

Announced Observation and Post-Conference 

 
Formal observations will be conducted by principals, assistant principals, instructional coordinators and 

master teachers where applicable.  Using a co-evaluator is suggested, but optional.  

 

Evaluatees at All Schools will receive two observation per school year. One of the observations will be 

announced, the other will be unannounced. 

 

 

The Evaluator will: 

• Notify the career teacher, mentor or master teacher where applicable of the date and time of the 

observation.   

• Conduct a pre-conference with the teacher approximately 24 hours before the observation, and request a 

lesson plan from the teacher 3 days before the pre-conference will occur.  

• Develop a pre-conference plan using the teacher’s submitted lesson plan. 

• Conduct the pre-conference with the career teacher. 

• Conduct the observation. 

• Upon completion of the observation, leave an Observation Report Form in the career teacher’s possession.  

Ask the career teacher to rate himself or herself in every indicator on the form.  Also, request at least 3 

pieces of student work spanning all levels (High, Medium and Low) to be submitted within 24 hours of the 

observation. 

• Conduct a post-conference with the career teacher within 5 working days following the observation.  

• Score the lesson, and identify a reinforcement and refinement area.  

• Develop the post-conference plan. 

• Conduct the post-conference.  Give the career teacher a copy of the refinement model (Rationale, Concrete 

Model, and Impact), refinement action plan, and evaluator report. Have the career teacher to sign a copy of 

the score report, and file it in a secure location. 

o During the post-conference, the evaluator should schedule the first step in the career teacher’s 

refinement area action plan.  The date, time, and type of support should be clearly communicated. 

• Gather the materials in the following order: 

o Pre-conference form 

o Signed evaluator report 

o Lesson script (including co-evaluator’s script) 

o Evidence template (including co-evaluator’s evidence template) 

o Post-Conference plan 

o Self-evaluation report 

o Lesson plan and any other lesson materials 

• File all documents in a secure location. 

• Update Observation Schedule Chart. 
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Teacher Evaluation Protocol using NIET Educator Effectiveness Rubric 

Unannounced Observation and Post-Conference 
 

Formal observations will be conducted by principals, assistant principals, instructional coordinators and 

master teachers where applicable.  Using a co-evaluator is suggested, but optional. *Any K-12 teacher that 

earns an observation rating of “Ineffective” or “Effective Emerging” will be observed more frequently. 

 

Evaluatees at All Schools will receive two observations per school year. One of the observations will be 

announced, and one will be unannounced. 

  

 

The Evaluator will: 

• Access the career teacher’s lesson plans.  

• Conduct the observation. 

• Upon completion of the observation, leave an Observation Report Form in the career teacher’s possession.  

Ask the career teacher to rate himself or herself in every indicator on the form.  Also, request at least 3 

pieces of student work spanning all levels (High, Medium and Low) to be submitted within 24 hours of the 

observation. 

• Conduct a post-conference with the career teacher within 5 working days following the observation.  

• Score the lesson, and identify a reinforcement and refinement area.  

• Develop the post-conference plan. 

• Conduct the post-conference.  Give the career teacher a copy of the refinement model (Rationale, Concrete 

Model, and Impact), refinement action plan, and evaluator report. Have the career teacher to sign a copy of 

the score report, and file it in a secure location. 

o During the post-conference, the evaluator should schedule the first step in the career teacher’s new 

refinement area action plan.  The date, time, and type of support should be clearly communicated. 

• Gather the materials in the following order: 

o Signed evaluator report 

o Lesson script (including co-evaluator’s script) 

o Evidence template (including co-evaluator’s evidence template) 

o Post-Conference plan 

o Self-evaluation report 

o Lesson plan and any other lesson materials 

• File all documents in a secure location. 

• Update Observation Schedule Chart. 

The evaluator or other observer can conduct an observation of a covered employee any time the evaluator 

deems it necessary. The evaluator or other observer can  also  conduct  an unannounced  worksite  or  

classroom  visitation  of a  covered  employee  any time the evaluator deems it necessary.  The 

worksite/classroom visitation form will be used to document an unannounced worksite/classroom visitation.  A 

conference must be held as soon as possible, but no later than five (5) working days following the visitation to 

discuss the visitation results.  Both the observer/evaluator and the employee must sign and date the form.  The 

employee’s signature means he/she has read the form.  It does not mean the employee agrees or disagrees with 

the rating or conclusion.  Should the employee refuse to sign the worksite/classroom visitation form, this 

should be documented on the form and witnessed by a third party. 
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4. Professional Development and Support. The Caddo Parish Public School System shall provide multiple 

opportunities for teachers and administrators to receive feedback, reflect on individual practice, and consider 

opportunities for improvement throughout the academic year, and shall provide intensive assistance plans to 

teachers and administrators, according to the requirements set forth in Bulletin 130. 

5. Grievance Process.  A description of the procedures for resolving conflict and/or grievances relating to 

evaluation results in a fair, efficient, effective, and professional manner shall be included in the process. 

When a disagreement over the results of an observation or evaluation arises, the employee and evaluator will 

use the procedures provided in §317 utilizing the PEP grievance form and/or NIET Appeal Form to resolve 

the conflict in a fair, efficient, effective and professional manner. 

 

 

 

NIET Evaluation Appeal Process 

 

In the event a teacher disagrees with the observation scores for individual performance on the Skills and 

Knowledge Standards, he or she may appeal if there is a discrepancy in the Evaluatee’s scores (self-

evaluation) and the Evaluator’s scores for any of the nineteen indicators from the Instruction, Designing and 

Planning Instruction, or the Learning Environment Rubrics.  

To implement a site-based appeal, the following process is to be followed: 

 

1. The evaluatee should submit an Appeal Request letter to the principal within 48 hours following the post-

conference.  The Appeal Request letter should include a copy of the Self-Evaluation and a copy of the 

Evaluator’s Score. 

 

2. The Appeal Request letter should state the specific nature of the discrepancy.  If the discrepancy exists across 

multiple indicators in the rubric, then each indicator should be explicitly referenced.  For each indicator in 

question, the evaluatee should provide detailed evidence from the lesson to justify his/her self-evaluation 

score.  The evaluatee should use the attached Evaluation Appeal form to provide the necessary explanation 

and evidence.   

 

3. The self-evaluation and evaluator’s scores, Appeal Request letter and form will be reviewed by the principal 

and/or leadership team. The principal and/or leadership team may choose to directly discuss the observation 

with the evaluatee to gain additional information and insights. The principal and/or leadership team will make 

a determination as to the resolution of the disputed scores and notify the teacher within 5 school days.  The 

decision may be to uphold the original evaluator’s scores, to adjust the scores, or to offer the evaluatee an 

additional observation.  [The principal and/or leadership team will recommend as to whether the additional 

observation will be used in place of the original observation or averaged with the original observation.] 

 

Note: If an additional observation is recommended, then two or more certified evaluators (the original 

evaluator and one additional evaluator [internal or external] will observe and script a lesson delivered by the 

evaluatee.  The evaluators will score the lesson separately and discuss for consensus. A post-conference will 

be held to communicate the new results to the teacher.   FORMS are located in the Appendix. 
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Teacher Evaluation Protocol  

Observation Cycle Guidance 
 

Cycle 1- Announced Observations- September  – December In this cycle, evaluators will conduct pre-

observation conferences at least 24 hours prior to the scheduled observation. The post-conference must be 

conducted within 5 working days following the observation. Self-evaluation scores should be submitted by 

the teacher to the evaluator or entered in EEPASS within 24 hours of the observation. Observation scores 

will be shared during the post-conference, and the Evaluator’s Report should be signed by the evaluatee and 

evaluator.  All observation documentation must be entered into EEPASS, and all supporting documentation 

must be filed in a secure location.  

 

Cycle 2- Unannounced Observations- January  – April  

In this cycle, evaluators will notify all teachers the week prior to the opening of the observation window. The 

observation’s date and time will not be announced. The post-conference must be conducted within 5 working 

days following the observation. Self-evaluation scores should be submitted by the teacher to the evaluator or 

entered in EEPASS within 24 hours of the observation. Observation scores will be shared during the post-

conference, and the Evaluator’s Report should be signed by the evaluatee and evaluator.  All observation 

documentation must be entered into EEPASS, and all supporting documentation must be filed in a secure 

location. 

 

 

 

 

 

Early Childhood Teacher Evaluation Protocol for: PreK Teachers,  K-2 Teachers (Phase 1 of 

Learning Year only), Early Childhood Special Education Teachers and Gifted Preschool 

Teachers will use the schools CLassroom Assessment Scoring System (CLASS) 
 

Fall- Announced Observations:  September- December  
 

Spring- Unannounced Observations:  January- May  

 
Announced Observations:  September - December 

During the fall observation period, evaluators will determine the optimal time for the evaluation by 

requesting a daily classroom schedule.  Four 20 minute cycles are required the same day for the full 

evaluation.     The evaluator must submit the CLASS observation scores in the Early Childhood Observation 

System within 10 calendar days of the observation.  The post observation must be conducted within the same 

10 calendar days using the Observation Feedback Form. The CLASS observation documentation must be 

filed in a secure location.   

 

Spring- Unannounced Observations:  January - May 

During the spring observation period, evaluators will determine the optimal time for the evaluation by 

requesting a daily classroom schedule.  Four 20 minute cycles are required the same day for the full 

evaluation.     The evaluator must submit the CLASS observation scores in the Early Childhood Observation 

System within 10 calendar days of the observation.  The post observation must be conducted within the same 

10 calendar days using the Observation Feedback Form. The CLASS observation documentation must be 

filed in a secure location. 
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Chapter 3.  Personnel Evaluation  

§301.   Overview of Personnel Evaluation 

In addition to the criteria shown on job descriptions for teachers and other certified professionals, the following 
information will be used as evaluation criteria by Caddo Parish Public School System. 

A.  Personnel evaluation for teachers, librarians, counselors, and school-based administrators shall be composed of 
two parts. Fifty percent of the evaluation shall be composed of applicable measure(s) of growth in student learning. 
The remaining 50 percent shall be based upon a qualitative assessment of teacher or administrator performance. 

1. BESE has determined data will be available for the value-added assessment model for the 2021-22 academic 
year.  Therefore, teachers, will be evaluated using the following model:  Fifty percent of the evaluation shall 
be composed of applicable measure(s) of growth in student learning using SLT data.  The remaining 50 
percent shall be based upon a qualitative assessment of performance.  For teachers, data derived from the 
value-added assessment model shall be a factor in measuring growth in student learning for grade levels and 
subjects for which value-added data are available.  If value-added data are available, growth in student 
learning (50 percent of the total score) shall be comprised of 35 percent value added data and 15 percent 
student learning targets.  If value-added data are not available, growth in student learning shall be comprised 
of 50 percent student learning targets.  For administrators, the 50 percent of the evaluation based upon 
growth in student learning shall incorporate a school-wide measure of growth and goal setting for principals 
is subject to §305.D of this bulletin. 

Teachers, librarians, counselors, and school-based administrators will utilize the SLT Template found on the 
LDOE Compass Information System (CIS) to write and set their SLTs.  The evaluatee and evaluator 
establish achievement ranges and a scoring plan for each SLT.  Deadlines for submitting SLT scores into CIS 
is the last day of the school year.  The final Student Growth Score will be determined by an average of the 
evaluatee’s SLT scores. 

Once approved by the evaluator, a copy of each SLT is maintained by the evaluatee and kept readily 
available for observers/evaluator during an observation. 

The evaluator forwards a copy of approved SLT forms for each evaluatee to the personnel department at the 

CPSB central office by November 1st of this current year or within 30 working days from date of hire if 

he/she is employed after beginning of school.  These forms will be included in the employee’s personnel file 

with the Professional Growth Plan. 

Evaluators shall conduct mid-year conferences to discuss progress toward attainment of Student Learning 

Targets.  During the school year, SLTs may be updated/revised.  The evaluatee and evaluator should 

collaboratively determine and approve any necessary revisions or updates. 

 
2. The 50 percent of the evaluation that is based on a qualitative measure of teacher, librarian, counselor, and 

school based administrator performance shall include a minimum of two (2) or site visits per academic year.  
This portion of the evaluation may include additional evaluative evidence, such as walk-through observation 
data and evaluation of written work products. Also, a minimum of two (2) observations for for all schools. 

B.  The combination of the applicable measure of growth in student learning and the qualitative assessment of 
performance shall result in a composite score used to distinguish levels of overall effectiveness for teachers and 
administrators.  
 

§303.    Measures of Growth in Student Learning - Value-Added Model 
 

A. A value-added model shall be used to measure student growth for the purposes of teacher and administrator 

evaluation, where available, according to guidelines provided by the Department.  

B. Value-added data shall be provided to teachers in grades and subjects that administer state-wide standardized 

tests and for which appropriate prior testing data is available. The value-added model shall not be applied for the 
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purposes of evaluation in any cases in which there are fewer than ten students with value-added results assigned to an 

educator. 

Annually, teachers and principals must verify the accuracy of student roster information which is used in the VAM 

calculations. This includes three windows (two view-only periods and one correction). The view-only periods are 

available to assist districts in correcting roster data before verification begins. The first view-only period will take 

place at the same time as the October 1 CLASS data collection period. The second view only period will take place a 

month before verification begins. During the view-only periods, principals and teachers should contact their district’s 

data manager if they notice any inaccuracies in their rosters. Specific dates for the view-only and correction periods 

are communicated to principals at the beginning of each year. All eligible VAM teachers and principals must 

complete the steps to ensure rosters are accurate in the Curriculum Verification and Roster Portal (CVR).  

 

C. The value-added model shall be a statistical model approved by the board for linking academic gains of 

students to teachers in grades and subjects for which appropriate data are available. 

D. The value-added model shall take into account the following student-level variables: 

1. prior achievement data that are available (up to three years); 

2. gifted status; 

3. section 504 status; 

4. attendance; 

5. disability status; 

6. eligibility for free or reduced price meals; 

7. limited English proficiency; and 

8. prior discipline history. 

E. Classroom composition variables shall also be included in the model. 

F. Additional specifications relating to the value-added model shall be adopted by the board, in accordance with 

R.S. 17:10.1(D). 

 

G. During the transition to English I, English II, algebra I, and geometry assessments having five levels of 

performance, teacher value-added data will not be available in 2017-2018.  During this time, the department shall 

provide transitional student growth data that may be used as a measure of student growth, at the evaluator’s 

discretion. LEAs may define local rules pertaining to the use of such data. 

 

§305.  Measures of Growth in Student Learning – Learning Targets  

A. Student Learning Targets shall be used to measure student growth for the purposes of teacher and administrator 

evaluation, where available, according to guidelines provided by the Department.  

 B. The department (LDOE) shall expand the value-added model, as new state assessments become available. 

 C. For teachers, librarians, counselors, and school-based administrators, progress towards pre-determined student 

learning targets - as measured by state-approved common assessments, where available - shall inform the student 

growth component of the evaluation. Student learning targets shall include goals which express an expectation of 

growth in student achievement over a given period of time, as well as common measures for assessing attainment of 

those goals, such as an identified assessment and/or a body of evidence.  

 D. Teachers: A minimum of two student learning targets shall be identified for each evaulatee. The department 

shall provide an evaluative tool for evaluators to use in assessing the quality and attainment of student learning 

targets.  
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1. State-approved common assessments shall be used as part of the body of evidence measuring students’ 

attainment of learning targets, where available. 

2. Where no state-approved common assessments are available, evaluatees and evaluators shall decide upon the 

appropriate assessment or assessments to measure students’ attainment of learning targets. For Caddo Parish 

Teachers, up to one SLT can be written based on state assessments.  

3. The Caddo Parish Public School System will define consistent student learning targets across schools and 

classrooms for teachers with similar assignments, provided that they allow for ample flexibility to address the 

specific needs of students in each classroom.  Any modifications or variations must be approved by the 

evaluator. 

 E.  Principals and Administrators: A minimum of two student learning targets shall be identified for each 

administrator. 

 1.  For principals, the LDOE shall provide recommended targets to use in assessing the quality and attainment of 

both student learning targets, which will be based upon a review of “similar” schools.  The LDOE will 

annually publish the methodology for defining “similar” schools. 

 2. For principals, at least one learning target shall be based on overall school performance improvement in the 

current school year, as measured by the school performance score. Revisions provided by BESE, for the 

2021-22 academic year, allows for student learning targets to be based upon the school performance score or 

by formative assessment data. 

 3. For principals, at least one learning target shall be based on growth in a component (e.g., ELA or math 

improvement) of school performance score or formative assessment data. 

 4.  Principals at schools with special populations (e.g. alternative schools) or those that do not have grades with 

standardized testing and available value-added data (e.g., K-2 schools) may define learning targets based on 

LDOE guidance.   

 F. The department (LDOE) shall provide annual updates to LEAs relating to:  

1. The expansion of state-standardized testing and the availability of value-added data, as applicable; 

2. The expansion of state-approved common assessments to be used to build to bodies of evidence for student 

learning where the value-added model is not available; and 

 

3. The revision of state-approved tools to be used in evaluating student learning targets. 

 
 

§307.    Observation Tools   

 A. The Caddo Parish School Public School System shall utilize the observation forms and tools developed and/or 
identified as model observation tools by the Louisiana Department of Education to conduct the qualitative assessment 
of teacher and administrator performance, which shall represent the 50 percent of evaluations that is not based on 
measures of growth in student learning.  

 B. These observation tools adhere to the following minimum requirements. 

1. The tool for teacher evaluation aligns to the NIET - National Institute for Excellence in Teaching standards.  
The tool for administrator evaluation aligns to the Performance Expectations and Indicators for Educational 
Leaders, contained within Bulletin 125—Standards for Educational Leaders in Louisiana. 

a. The NIET - National Institute for Excellence in Teaching standards and the Performance Expectations and 
Indicators for Educational Leaders may be reviewed as needed by the Department in collaboration with 
educators administering the evaluation system and appropriate third parties to determine the need for 
modifications and their continuing utility.  

b. The Board (BESE) shall approve any changes made to the NIET - National Institute for Excellence in 
Teaching standards and the Performance Expectations and Indicators for Educational Leaders. 
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2. NIET Observation tools provide an overall score between 1.0 and 5.0. Total scores on observation tools may 
include tenths of points, indicated with a decimal point.  

 C. The Caddo Parish Public School System will utilize the observation forms and tools (COMPASS Rubric) for 
Leaders and Counselors developed and/or identified as model observation tools by the Louisiana Department of 
Education.  All five (5) components should be rated for each observation.   

  D.  Schools (teachers) will utilize the TAP™ Instructional Rubric as their observation tool rather than the Compass 
Rubric.  Nineteen (19) indicators should be rated for each observation. The Professionalism for Best Practice Center 
Schools or Responsibility Survey for TAP schools will be completed at the end of each year.  

   E.  Observation scores must be submitted in CIS and/or TAP Portal before the end of each cycle.  Only observation 
scores from certified evaluators will be used to calculate the final evaluation score.  
 
 F. Librarians will use the Compass Observation Rubric of School Librarians.  All (10) components shall be rated 
for each observation. 

 

§309.    Standards of Effectiveness 

The following Standards of Effectiveness will be used as scoring criteria by the Caddo Parish Public School System, 

as required by State Bulletin 130.  

A. Teachers, Librarians, Counselors and administrators shall receive a final composite score on annual evaluations to 

determine their effectiveness rating for that academic year.  

1. The 50 percent of evaluations that is based on student growth will be represented by a sub-score between 1.0 

and 4.0. 

2. The 50 percent of evaluations that is based on a qualitative assessment of performance will also be represented 

by a sub-score between 1.0 and 4.0. 

3. The final composite score for teachers and administrators shall be the average of the two sub-scores and shall 

be represented as a score between 1.0 and 4.0.   

 
 
 

COMPONENTS: OVERVIEW  
Teachers will receive a final Compass score and effectiveness rating based on their performance in two areas: 
Professional Practice and Student Growth. Each area is equally weighted at 50 percent of a teacher’s final Compass score.  
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Measures of Growth in Student Learning (VAM) 

 

                      Both the Student Growth and Processional                 VAM data account for 35% and SLTs 

                      Practice components contribute equally to                  account for 15% of the Student 

                      the final evaluation rating.                                           Growth Component where applicable.   

 

B.  The composite score ranges defining Ineffective, Effective (Emerging or Proficient) and Highly Effective 

performance shall be as follows: 

  

 

 

 

 

 

 

 
 
 
 
 
 
 
 
 
 

Effectiveness Rating Composite Score Range 

Ineffective x < 1.5 

Effective: Emerging 
 

1.5 <  x < 2.5 

Effective: Proficient 

 

2.5 < x < 3.5 

Highly Effective 

 

3.5 < x 
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NIET Instructional Rubric 

5-Point Scale Conversion to Louisiana’s Four Levels of Effectiveness 
 

The NIET Instructional Rubrics utilize a 5-point rating scale, with a 5 indicating Exemplary, a 3 indicating 
Proficient, and a 1 indicating Needs Improvement. The rubric includes 4 domains and 26 indicators across 
those four domains. An annual SKR (Skills, Knowledge, and Responsibility) Score is computed for each teacher 
evaluated using the NIET rubrics. The SKR is based on multiple observations by multiple trained and certified 
evaluators.  
 
Louisiana Compass has adopted a modified version of the Charlotte Danielson Framework for Effective 
Teaching rubric that utilizes a 4-point rating scale. The Compass teaching rubric consists of 3 domains and 5 
components across those domains. In addition, the state has adopted Standards of Effectiveness ratings that 
are based on a 4-point scale: 4 (Highly Effective); 3 (Effective Proficient); 2(Effective Emerging); and 1 
Ineffective.  
 
To align the NIET rubric with the state’s adopted Standards of Effectiveness, it was necessary to develop a 
conversion chart for districts to apply when calculating and reporting data to the state for purposes of annual 
teacher evaluation composite scores.  
 

 After analysis of the two rubrics (domains, components/standards, descriptors/critical attributes), review of 
the practice and application of the rubrics, and consideration of mathematical proportions, the following 
conversion methodology was defined: 

 
 
 

C.  If a teacher is rated "highly effective" based on the evidence of the growth portion of the evaluation but is rated 

"ineffective" according to the observation portion, within thirty days after such finding, the teacher shall be entitled 
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to a second observation by members of a team of three designees, chosen by the local superintendent, which shall not 

include the principal or assigned observer. (La. R.S. 17:442) The teacher shall request the second observation within 

5 working days.  

 

§311.   Evaluators 

 A. The Caddo Parish Public School System accountability relationships are clearly defined in writing.  These 
relationships are communicated effectively so that all certified and other professional personnel know who is 
accountable to whom for the purposes of personnel evaluation as indicated by the job description that is signed by the 
individuals.      

 B. Evaluators of teachers shall be school principals, assistant principals, instructional coordinators, master teachers, 
assigned supervisors/facilitators, or the evaluatee’s respective supervisory level designee. 

1. Other designees, such as instructional supervisors, instructional specialists and facilitators, instructional 
coordinators, instructional coaches and master/mentor teachers may conduct observations to help inform the 
evaluator’s assessment of teacher performance. These designees shall be recorded as additional observers 
within the accountability relationships register. 

 C.  Evaluators of administrators shall be the Caddo Parish School Board Superintendent, Chief Academic Officer, 
Directors, assigned supervisors/facilitators, or the evaluatee’s respective supervisory level designee. 

    D. All evaluators shall be certified to serve as evaluators, according to the minimum requirements provided by the 
department (LDOE). 

1. The department, its contractor, and LEAs with approved alternate observation tools shall serve as the sole 
certifiers of evaluators. 

2. The evaluator certification process shall include an assessment to ensure inter-rater reliability and accuracy 
of ratings, based on the use of the teacher or leader observational rubric. 

3. Evaluators on record must renew certification to evaluate annually. 

Principal Performance Indicators are an additional observation tool to support campuses within the district.  

Evaluators shall include these indicators for overall evaluations of school building leaders (principals). 

(1) Fulfill all the requirements of this contract and the job description governing this position in an honest 

and competent manner.  Employee shall not neglect any duties of the position;  

(2) Exercise good judgment in fulfilling the requirements of this contract and your job description; 

(3) Comply with all Board policies, as well as the directives of the Employee’s supervisor and the 

Superintendent; 

(4) Maintain any facilities assigned to his/her care in a clean and operable condition; 

(5) Timely and accurately complete employee observations, evaluations, and offer employees any needed 

remediation or intensive assistance; 

(6) Timely and accurately complete, maintain, and submit all records, reports or other documents 

requested or required by state or federal law, the LDOE, the Board, or Central Office; 

(7) Safeguard and account for all school funds and property; 

(8) Treat all students, parents, and employees with courtesy and respect; 

(9) Refrain from conduct which calls into question the employee’s integrity and that of the school system; 

(10) Document and address employee deficiencies in a fair and consistent manner; 

(11) Exercise leadership and oversight as evidenced by increases in the School Performance Scores of your 

assigned school; 

(12) Immediately report to the Executive Director those issues involving students, the school and school 

district which will require action/reporting by the Superintendent, or which may negatively impact a 

student, the school or district; and 

(13) Fulfill all other duties as assigned by Employee’s supervisor, the Superintendent, or his designee. 
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ACCOUNTABILITY RELATIONSHIPS REGISTER 

 
Evaluator                     Evaluatee                
 

Caddo Parish School Board Superintendent 
 

Superintendent                                                        Chief Academic Officer  

        Chief Financial Officer 

                                                                        Chief Internal Auditor 

        Chief Human Resource Officer 

        Chief Operations Officer 

                                        Director of Security 

        Executive Director of Strategic Initiatives 
 

Director of Security  Security Manager  

        System School Psychologist 
 

Chief Human Resource Officer Recruiter 

        Director of Certified Personnel  

        Director of Classified Personnel  

         

Chief Academic Officer                                               Executive Directors of School Performance       

        Director of Accountability, Data, and Grants 

        Executive Director of Exceptional Children 

        Executive Director of Federal Programs 

        Executive Director of Curriculum 

        Director of Army Instruction 

        Supervisor of Nurses 
 

Chief Financial Officer  Budget Supervisor 

        Payroll Manager 

        Supervisor of Accounting and Accounts Payable 

        Assistant Supervisor of Accounting and 

         Accounts Payable 

                                                 Assistant Payroll Manager 

        Director of Insurance 

        Supervisor of Risk Management 

        Director of Purchasing 

 

Chief Operations Officer Director of Attendance and Census  

        Director of Child Nutrition Programs 

        Director of Construction and Capital Projects      

        Director of Information & Technology 

        Director of Maintenance  

        Director of Transportation 

  

Achievement Zone Executive Director Community Engagement Transformation Specialist 

                   Literacy Transformation Specialist 

                   School Principals (as assigned) 
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Evaluator                     Evaluatee                

 
 

 Executive Director of Strategic Initiatives Assistant Director of Communications 

      
 

Director of Teaching and Learning          Supervisor of Elementary Education (Lang. Arts,  

           Math, Science, Social Studies) 

       Supervisor of English and Foreign Language 

        Supervisors (Math, Science, S. Studies) 

        Supervisor of Art 

        Supervisor of Music (K-12) 

        Health, Physical Education, Athletics, Driver  

           Education, Supervisor 

        Supervisor of Libraries 

        Guidance and Counseling Specialist 

 

Director of Accountability, Data and Grants Data Specialist 

        Early Childhood Accountability Specialist 

  
 

Elementary Supervisor (Lang. Arts/Reading) Elementary Reading Lead Content Coach 

        Reading District Coordinator 

        Reading Lead Content Leader   

                                                                               

Supervisor of Music  Itinerant Music Teachers 
 

Director of Army Instruction Assistant Director of Army Instruction 

        Military Property Officer 

                                                                           Operations NCO 
 

Supervisor of Science                                                      Math, Science and Technology Instructional    

                                                                                               Coordinator 
 

 

Executive Director of Federal Programs Parent Resource Center Coordinator 

        Supervisor, Title I Compliance –   

                                                                                              Parent/Community Involvement  

        Supervisor-Early Childhood Education 

        Supervisor-Title I 

        Coordinator, Homeless/Title I Programs 

 

Coordinator, Homeless/Title I Programs Homeless Liaison 

        Counselor (Homeless Program) 

 

Supervisor, Title I Compliance –   

Parent/Community Involvement  Title I Parental Involvement Educator  

        Project LIFT Lead Educator 
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Evaluator                     Evaluatee                

 
 

Supervisor-Early Childhood Education   Pre-K Facilitator 

        Pre-K Content Coach 

 

Executive Directors of School Performance School Principals (as assigned) 
 

 

School Principal (or assigned evaluator) Classroom Teachers 

        Assigned Professional Support Staff 

                                              Administrative Assistant 

        Assistant Principal for Discipline/Administration 

        Assistant Principal for Elementary School 

        Assistant Principal for Instruction 

                Behavior Interventionist Specialist/Site Based 

        Elementary Coordinator 

        Elementary Instructional Coordinator 

        Elementary Math Content Coach    

        Elementary Reading Coach 

        Guidance Counselor 

        Law/Business Magnet Instructional Coordinator 

        Librarian 

        Math Interventionist 

        Master Teacher (Teacher Advancement Program – TAP) 

                                                                              Mentor Teacher (Teacher Advancement Program – TAP) 

        Numeracy Coach 

                                  Reading Content Leader            

        Reading Interventionist 

        Reading Specialist 

        School-to-work Coordinator 

        Teaching Profession Magnet Instructional Coordinator 

        Vocational Coordinator 

        Speech and Language Pathologist 
 

Elementary Instructional Coordinator Assigned Classroom Teachers 

        Assigned Professional Support Staff 
 

Director of Professional Development/         English As A Second Language Coordinator 

 Grant Writing  Instructional Technology Specialist 

        Professional Development Specialist 

        School Improvement Monitor 

        Content Coach 

        Instructional Technologist 

        ESL Itinerant Teacher  
 

Instructional Technology Specialist Assistant Technology Specialist 
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Evaluator                     Evaluatee                

 

Executive Director of Exceptional Children Professional Development Specialist 

        Supervisor of Instruction 

        Supervisor of Pupil Appraisal 

        Supervisor Compliance, Complaint 

         Management and Parent/Community Involvement 

        Hospital /Homebound Teachers 
 

Supervisor of Pupil Appraisal Assigned Educational Diagnosticians 

        Assigned School Psychologists 

        Assigned School Social Workers 

        Pupil Appraisal Facilitators 

        Speech and Language Pathologists 

 

Pupil Appraisal Facilitator Assigned Educational Diagnosticians 

  Assigned School Psychologists 

  Assigned School Social Workers 

  Speech and Language Pathologists    

         

Special Education Instructional Supervisor Autism Specialist 

  Gifted/Talented Facilitator  

  Homebound Teachers 

  Instructional Facilitator 

  Placement Facilitator 

  Related Services Facilitator 

  Assigned Instructional Specialists 

  Assigned RTI Instructional Specialists 
 
 

Instructional Facilitator Assigned Instructional Specialist 

  Assigned Itinerant Special Education Teachers 

   
 

Preschool Coordinator Assigned Preschool Inclusion Teachers  

  Assigned Itinerant Preschool Teachers 
 

Related Services Team Facilitator Assigned Instructional Specialist 

  Assigned Instructional Specialist 

  Instructional Specialist, Hearing/Vision 

  Occupational Therapist 

  Physical Therapist 

  Assigned Adapted Physical Education Teachers 

  Preschool Coordinator 

  Speech/Hearing/Language Specialist 

 

Gifted/Talented Facilitator Assigned Itinerant Gifted Teachers 

  Gifted/Talented IEP Coordinator 

  Instructional Specialist, Gifted 

 

Gifted/Talented IEP Coordinator Assigned Itinerant Talented Arts Program Teachers 

 

Instructional Specialist, Hearing/Vision Hearing and Vision Teachers 

  Deaf Interpreters 
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Evaluator                     Evaluatee                

 

Supervisor of Special Education Compliance Alternative Education Program Specialist 

 Itinerant Assistive Technology to Handwriting 

Teachers        

 Autism Specialist              
     Behavior Intervention Specialist 

     Compliance Specialist 

  Computer Technology/Research Instructional Specialist 

  Placement Facilitator  

  Vocation Transition Curriculum Specialists 

         

Director of Child Nutrition Programs Child Nutrition Programs Supervisor, Employee 

  Training and Education 

  Child Nutrition Programs Supervisor – Menu 

  Planning and Development 

  Child Nutrition Programs Supervisor-Operations 

  and Development 
 

Director of Construction and Capital Projects Supervisor of Construction Projects 

  

Director of Maintenance  Custodial Supervisor 

                                              Supervisor of Building and Grounds 

 
                                                                      

Director of Transportation Supervisor of Transportation- Field  

  Supervisor of Transportation – Routing  

 

 Executive Director of Information Technology Systems Design Managers 

  Technical Services Manger  

  IT Network Manager 

  Instructional Technologists 
 

Director of Attendance and Census Attendance Facilitator 

  Supervisor of Attendance 

 
 

Director of Certified Personnel Administrator, Employee Assistance Program  

 Personnel Administrator  
         
 

Director of Classified Personnel Personnel Administrator  
 

 

504/Dyslexia Specialist Assigned Teachers (Dyslexia) 
 

Supervisor of Nurses School Nurses   

 

Other designees, such as instructional supervisors, instructional specialists and facilitators, instructional coordinators, 

instructional coaches and master/mentor teachers (TAP) may conduct observations to help inform the evaluator’s 

assessment of teacher performance. 

 

In the event an evaluator position is vacant, then the covered employees to be evaluated shall be notified, prior to the 

date of September 15, who will serve as the employee’s evaluator. 
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§313.   Professional Development 

    A. The Caddo Parish Public School System shall provide professional development to all evaluatees, based upon 
their individual areas of improvement, as measured by the evaluation process. Professional development 
opportunities provided by the System shall meet the following criteria: 

1. Professional development shall be job-embedded, where appropriate. 

2. Professional development shall target identified individualized areas of growth for evaluatees, based on the 
results of the evaluation process, as well as data gathered through informal observations or site visits, and 
Caddo shall utilize differentiated resources and levels of support accordingly. 

3. Professional development shall include follow-up engagement with participants, such as feedback on 
performance, additional supports, and/or progress-monitoring. 

4. Professional development shall include measureable objectives to evaluate its effectiveness, based on 
improved evaluatees practice and growth in student learning.  

 B. Failure by the LEA to provide regular professional development opportunities to evaluatees shall not invalidate 

any results of the evaluation process.  
 

§315.   Intensive Assistance  

  A.  An intensive assistance plan shall be developed by evaluators and evaluatees when an evaluatee has received a 

rating of Ineffective or has consistently demonstrated Ineffective performance through the observation/evaluation 

process, as determined by the evaluator, prior to receiving such a rating.  

 B.  An intensive assistance plan shall be developed with the evaluatee within 15 working days of an observation 

or within 30 school days of an evaluation resulting in the initiation of the intensive assistance plan.  The evaluatee 

may have representation present at the meeting if prior notice is given to the evaluator.  The evaluatee must advise 

the evaluator if an attorney will be present so that the evaluator can coordinate to have a CPSB attorney at the 

meeting.  Representatives of the evaluatee will be allowed to participate in the process at the discretion of the 

evaluator.  This does not prohibit the evaluatee from having a reasonable opportunity to consult with his/her 

representative. 

C. The evaluatee shall be formally re-evaluated within one calendar year of the initiation of the intensive 

assistance plan. The evaluatee may be observed and/or re-evaluated as needed, as determined by the principal, 

supervisor or designee during the intensive assistance plan timeframe.  

D.  If the evaluatee is determined to be Ineffective after a formal observation or evaluation conducted immediately 

upon completion of the intensive assistance plan, or if the intensive assistance plan is not completed in conformity 

with its provisions, the Caddo Parish Public School System shall initiate termination proceedings within six months 

following such ineffective performance. 

    E.  The intensive assistance plan shall be developed collaboratively by the evaluator, evaluatee and school director, 

and must contain the following information: 

1.   what the evaluatee needs to do to strengthen his/her performance including a statement of the objective(s)   

to be accomplished and the expected level(s) of performance according to student growth and/or qualitative 

measures; 

2.    an explanation of the assistance/support/resource to be provided or secured by the school district 

and/or the school administrator. The Caddo Parish Public School System will offer professional 

development support to meet the objectives of this plan.  Plans will be made jointly by the evaluator and 

evaluatee to provide assistance in developing skills necessary to fulfill the job responsibilities of the 

evaluatee.  Specific assistance programs could possibly include but are not limited to:  

 

• Inter- and school classroom visitation and/or observations; 

• Demonstration instruction by other professionals; 

• Preview by supervisor of detailed lesson plans; 

• Observation by supervisor; 
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• Utilization of community resources; 

• Special in-service meetings and training programs; 

• Voluntary peer assistance or selection of a mentor; 

• Academic assistance, i.e., consultation, course work, and applicable research; 

• Inter-or intra-school teaching/classroom observations; 

• Use of the classroom support, Compass Toolbox & PD 360 resources; 

• Professional reading, writing, and viewing of professional videos; 

• Programs of on-the-job training; 

• Others as agreed upon 
 

3. the date that the assistance program shall begin; 

4. the date when the assistance program shall be completed; 

5. the evaluator's and evaluatee's signatures and date lines (Signatures and dates shall be affixed at the time 

the assistance is prescribed and again after follow-up comments are completed.); 

6. the timeline for achieving the objective and procedures for monitoring the evaluatee's progress (not to 

exceed one calendar year); 

7.  an explanation of the provisions for multiple opportunities for the evaluatee to obtain support and feedback 

on performance (The intensive assistance plans shall be designed in such a manner as to provide the  

evaluatee with more than one resource to improve.); and 

         8. the action that will be taken if improvement is not demonstrated. 

     F. Completed intensive assistance plans and appropriate supporting documents, such as observations, 

correspondence, and any other information pertinent to the intensive assistance process, shall be filed in the 

evaluatee's single official file at the central office. The evaluatee shall receive a copy of the signed intensive 

assistance plan and any supporting documents. 
 

§317.   Due Process and Grievance Procedures 

   A.   The Caddo Parish Public School System has established specific due process and grievance procedures to 

address issues related to the observation/evaluation process that are to be utilized in lieu of any other grievance 

procedures as follows:  

1. The evaluatee shall be provided with a copy of his/her observation/evaluation results no later than 5 days 

after the observation/evaluation rating is determined and shall be entitled to any documentation related to the 

observation/evaluation. 

2. Upon the request of the evaluatee, a meeting between the evaluatee and the evaluator shall be held after the 

observation/evaluation and prior to the end of the academic year to discuss the results of the 

observation/evaluation (this discussion will concern the strengths and areas in need of improvement of the 

evaluatee). 

3. The evaluatee shall be entitled to provide a written response to the observation/evaluation, to become a 

permanent attachment to the evaluatee’s single official personnel file.  The response may be a signed 

statement clarifying or rebutting the issue(s) in question and must be submitted within fifteen (15) working 

days after receipt of the dated observation/evaluation. 

4. The evaluatees will receive a copy of the post observation/evaluation conference results. 

5. The evaluatee has the right to receive proof, by documentation, of any item contained in the evaluation or the 

assessment that the evaluatee believes to be inaccurate, invalid or misrepresented.  If documentation does not 

exist, the item in question is amended or is removed from the evaluation.  It must be noted, however, that it is 

always incumbent upon the evaluator to comment on and document specific needs in the evaluation report. 

6. The evaluatee is provided with multiple opportunities for assistance to improve performance.  
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7. The evaluatee shall be entitled to grieve to the superintendent or his/her designee, if the conflict in question is 

not resolved between evaluatee and evaluator. The Superintendent will have the opportunity to provide 

another observer. The evaluatee shall be entitled to representation during the grievance procedure.   

8. Copies of the evaluation results and any documentation related thereto of any school employee may be 

retained by the Caddo Parish Public School System, the Board, or the Department and, if retained, are 

confidential, do not constitute a public record, and shall not be released or shown to any person except as 

provided by law. 

    B.    Failure by the Caddo Parish Public School System to adhere to the requirements of this section shall be a 

grieveable matter. 
 

§319.   Staff Development for Personnel Involved in Evaluation 

A. The Caddo Parish Public School System shall provide training on a continuing basis for all staff involved in the 

evaluation process (i.e., district level administrators and supervisors, principals and assistant principals, and other 

observers, and classroom teachers). It is recommended that all training concentrate on fostering the elements listed 

below: 

1. a positive, constructive attitude toward the teacher and administrator evaluation process; 

2. a knowledge of state laws and Caddo Parish Public School Board policies governing the evaluation process for 

teachers and administrators, along with the associated procedures for intensive assistance and due process;  

3. an understanding of the Louisiana Components of Effective Teaching or an approved modified set of teacher 

competencies and performance standards;  

4. an understanding of the Performance Expectations and Indicators for Educational Leaders or an approved 

modified set of leader competencies and performance standards; 

5. an understanding of the measures of growth in student learning, as adopted by the Board; and  

6. an understanding of the process for calculating a composite score to determine final effectiveness ratings for 

teachers and administrators. 
 

§321.   Evaluation Records Guidelines 

A. Copies of evaluation results and any related documentation shall be retained by the Caddo Parish Public 

School System. 

B. All such files shall be confidential and shall not constitute a public record. 

C. Such files shall not be released or shown to any person except: 

1. the evaluated employee or his/her designee; 

2. authorized school system officers and employees for all personnel matters, including employment  

application, and for any hearing, which relates to personnel matters, which includes the authorized 

representative of any school or school system, public or private, to which the employee has made application 

for employment; and 

3. for introduction in evidence or discovery in any court action between the local board and a teacher when: 

a. the performance of the teacher is at issue; or 

b. the evaluation was an exhibit at a hearing, the result of which is being challenged. 

D. Any local board considering an employment application for a person evaluated pursuant to this Bulletin shall 

request such person’s evaluation results as part of the application process, regardless of whether that person is already 

employed by that school system or not, and shall notify the applicant that evaluation results shall be requested as part 

of this mandated process. The applicant shall be given the opportunity to apply, review the information received, and 

provide any response or information the applicant deems applicable. 
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E. The State Superintendent of Education shall make available to the public the data specified in R.S. 

17:3902(B)(5) as may be useful for conducting statistical analyses and evaluations of educational personnel. 

However, the Superintendent shall not reveal information pertaining to the evaluation report of a particular employee. 

F.    Public information may include school level student growth data, as specified in R.S. 17:3902(B)(5). 

G. Nothing in this section shall be interpreted to prevent de-identified student growth data from public view. 
 

§323. Job Descriptions 

A. The Caddo Parish Public School System has established a competency-based job description for every 

category of teacher and administrator pursuant to this evaluation plan.  

B. The competency-based job descriptions meet the LDOE guidelines, as required. 

1. The job descriptions are grounded in the state standards of performance; 

2. They include job tasks that represent the essential knowledge, skills and responsibilities of an effective 

teacher or administrator that lead to growth in student achievement; 

3. Job descriptions must be reviewed annually; and 

4. Job descriptions will be distributed to all certified and professional personnel prior to employment.  If a job 

description is modified based on the district’s annual review, it will be distributed to all certified and 

professional teachers and leaders prior to the beginning of the next school year.  Current signatures must be 

on file at the central office in the single official file to document the annual review and/or receipt of job 

descriptions. All originals of the job descriptions must be signed by the employee no later than October 15th 

of each year.  They must be sent to the Human Resources office no later than October 31st of each year.  

C.  The Caddo Parish School System job descriptions, as written, meet LDOE guidelines and include the 

following components: 

1. position title; 

2. overview of position; 

3. position qualifications are at least the minimum requirements as stated in Bulletin 746—Louisiana 

  Standards for State Certification of School Personnel (The qualifications are established for the position, 

rather than for the employee); 

4. title of the person to whom the employee  reports; 

5. performance standards, including statement on responsibility for growth in student learning, salary or 

hourly pay range; 

6. statement acknowledging receipt of job description; and 

7. a space for the employee’s signature and date. 

*Job descriptions for instructional personnel include the Louisiana Components of Effective Teaching; job 

descriptions for building-level administrators include the Performance Expectations and Indicators for 

Educational Leaders as part of the performance responsibilities, as required by the LDOE. 
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JOB DESCRIPTIONS 

I. SUPERINTENDENT’S DIVISION 

1. Superintendent 

2. Chief Academic Officer 

3. Chief Internal Auditor  

4. Chief Operations Officer 

5. Director of Security 

6. Chief Human Resource Officer 

7. Chief Financial Officer 

8.  Executive Director of Strategic Initiatives  

 

       Security Department 

1.  Director of Security 

2.  Security Manager 

3.  System School Psychologist 

  

 Director of Communication and Strategic Initiatives 

1. Assistant Director of Communications 

 

 

II.  ACADEMIC AFFAIRS DIVISION 

1. Chief Academic Officer 

2. Area Director of School Performance 

3. Director of Assessment, Data and Grants  

4. Executive Director of Special Education 

5. Executive Director of Federal Programs 

6. Director of Army Instruction 

7. Supervisor of Nurses 

 

       Career, Adult, and Alternative Education Department 

1. School Principals (Vocational & Alternative Education) 

2. Supervisor of Career and Adult Education 

3. Guidance and Counseling Specialist/Magnet Testing Coordinator 

 

 Elementary, Middle, and High Schools  

1. School Principal (Elementary Schools)  

2.    School Principal (Middle Schools) 

3. School Principal (Secondary Schools) 

 

 Achievement Zone Executive Director 

1. Elementary Math Transformation Specialist 

2. Elementary Literacy Transformation Specialist 

3. Secondary Transformation Specialist 

4. Transformation Specialist-Community Engagement Strategic Initiatives  

5. School Principal (Elementary, Middle, Secondary) 

 

 

Executive Director of Curriculum  

1. Supervisor of Elementary Education (Lang. Arts, Math, Science, Social Studies) 

2. Elementary Reading Lead Content Coach 

3. Reading District Coordinator 

4. Reading Lead Content Leader 

5.  Supervisor of English and Foreign Language  
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6. Supervisors (Math, Science, Social Studies) 

7. Math, Science, and Technology Instructional Coordinator 

8. Supervisor, K-8 Physical Education 

9. Supervisor of Art 

10. Supervisor of Music (K-12) 

11. Health, Physical Education, Athletics, Driver Education, Supervisor (9-12) 

12. Supervisor of Libraries 

 

       Director of Accountability, Data, and Grants 

1. Data Specialist 

2. Early Childhood Accountability and Grants 

 

 Professional Development Department  

1. Assistant Technology Specialist 

2. Content Coach 

3. English As A Second Language Coordinator 

4. Instructional Technology Specialist 

5. Professional Development Specialist 

6.  School Improvement Monitor  

 

 Title I Department 

1. Coordinator, Homeless/Title I Programs 

2. Counselor (Homeless Program) 

3. Director of Title I  

4. Homeless Liaison 

5. Parent Resource Center Coordinator 

6. Project Lift/Lead Educator 

7. Supervisor - Early Childhood Education 

8. Supervisor - Title I Math 

9. Supervisor - Title I Compliance – Parent/Community Involvement 

10. Title I Parental Involvement Educator 

11. Pre-K Facilitator 
 
 

 Department of Exceptional Children 

1.     Director of Special Education 

2.     Adaptive Physical Education Teachers 

3.  Alternative Education Program Specialist 

4.  Autism Specialist 

5.  Behavior Intervention Specialist 

6.  Compliance Specialist 

7.  Computer - Technology and Research Specialist 

8.  Educational Diagnostician 

9.      Gifted/Talented Facilitator 

10. Gifted/Talented IEP Coordinator 

11. Instructional Specialist 

12. Instructional Supervisor 

13. Instructional Facilitator 

14. Occupational Therapist 

15. Physical Therapist  

16. Placement Facilitator  

17. Pre-School Coordinator  

18. Professional Development Specialist  

19. Pupil Appraisal Facilitator (Pupil Appraisal Teams) 

20. Related Services Facilitator 
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21. School Nurse, Special Education/Pupil Appraisal  

22. School Psychologist 

23. School Social Worker 

24. Speech/Language Pathologist  

25. Speech/Hearing/Language Specialist 

26. Supervisor of Instruction 

27. Supervisor of Pupil Appraisal 

28. Hospital/Homebound Teachers 

29. Supervisor of Special Education Compliance, Complaint, Management and 

                        Parent/Community Involvement 

30. Vocational Curriculum Transition Specialist 

 

      Schools 

1. School Principal 

2. Assistant Principal for Elementary School 

3. Assistant Principal for Instruction 

4. Assistant Principal for Discipline/Administration 

5. Administrative Assistant 

6. Behavior Interventionist Specialist/Site Based 

7. Classroom Teacher 

8. Elementary Coordinator 

9. Elementary Instructional Coordinator 

10. Master Teacher (Teacher Advancement Program – TAP) 

11. Elementary Math Content Coach 

12. Mentor Teacher (Teacher Advancement Program – TAP 

13. Elementary Reading Coach 

14. Guidance Counselor  

15. Instructional Program Facilitator (Superintendent’s Target Schools) 

16. Law/Business Magnet Instructional Coordinator 

17. Librarian 

18. Math Interventionist 

19. Numeracy Coach 

20. Reading First Content Leader 

21. Reading Interventionist 

22.   Reading Specialist 

23. Speech and Language Specialist 

24. School-to-Work Coordinator 

25. Teaching Profession Magnet Instructional Coordinator 

26. Vocational Coordinator 

 

 Nursing Department 

1. Supervisor of Nurses 

2. School Nurses 

 
 
   
 
 
III. HUMAN RESOURCES DIVISION  

1. Director of Certified Personnel 

2. Director of Classified Personnel 

 
 
 Certified Personnel Department 

1. Director of Certified Personnel 

2. Administrator, Employee Assistance Program 

3. Personnel Administrator  
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 Classified Personnel Department 

2. Director of Classified Personnel 

3. Personnel Administrator - Classified Personnel 

 

V. OPERATIONS DIVISION  

1. Chief Operations Officer 

2. Director of Child Nutrition 

3. Director of Construction and Capital Projects 

4. Director of Information Technology 

5. Director of Insurance 

6. Director of Maintenance 

7. Director of Purchasing 

8. Director of Transportation 

9. Director of Attendance and Census 

10. Administrator of Risk Management 
 

 Child Nutrition Programs Department 

1.  Director of Child Nutrition Programs 

2.  Child Nutrition Programs Supervisor - Menu Planning and Development 

3.  Child Nutrition Programs Supervisor - Operations and Development 

4.  Supervisor, Child Nutrition Programs, Employee Training & Education 
 

 Construction and Capital Projects Department 

1. Director of Construction and Capital Projects 

2. Supervisor of Construction Projects 
 

 Finance Department 

1. Assistant Supervisor of Accounting and Accounts Payable 

2. Payroll Manager 

3. Supervisor of Accounting and Accounts Payable 

4. Assistant Payroll Manager 
 

 Information Technology Department 

1. Director of Information & Technology 

2. Data Processing Services Specialist 

3. Data Processing Systems Design Manager 

4. Data Processing Technical Manager 

5. IT Network Manager 

6. Instructional Technologists 
 

Insurance Department 

  1.   Director of Insurance 
 

 Maintenance Department 

1.  Director of Maintenance  

2.  Custodial Supervisor 

3.  Supervisor of Buildings and Grounds 
 

      Purchasing Department 

1. Director of Purchasing 
 
 
 Transportation Department 

1.  Director of Transportation 

2.  Supervisor of Transportation - Field 

3.   Supervisor of Transportation - Routing Specialist 
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       Attendance and Census Department 

1. Director of Attendance and Census 

2. Supervisor of Attendance 

3. Attendance Facilitator      

 

§325. Extenuating Circumstances 

A. For any year in which a school temporarily closes due to natural disasters or any other unexpected events,                     
districts may request invalidation of student achievement growth data with relation to the value-added assessment 
model by submitting a letter to the State Superintendent of Education. The state superintendent of education shall 
publish annually the process and timeline for making such requests.  

B. Evaluation results shall be invalidated for any evaluatee with 60 or more excused absences in a given academic 
year, due to approved leave, such as maternity leave, military leave, sick leave, or sabbatical leave.  

C. For approved leave of fewer days and for any other extenuating circumstances that significantly compromise an 
educator’s opportunity to impact student learning, educators, on their own behalf, district superintendents, or CEOs 
may request invalidation of student achievement growth data with relation to the value-added assessment model by 
submitting such requests in a report to the State Superintendent of Education. The state superintendent of education 
shall publish annually the process and timeline for making such requests.  

D. In cases where value-added data is invalidated, the teacher’s principal or designee shall have discretion to 
determine the evaluation rating, based on the evidence available from students learning targets and observations. 

 

§329. Charter School Exceptions 

A. Charter governing authorities are subject only to §301, §303, §305, §307, §309, §325, §329, and §701 of this 
Bulletin.  

B. Each charter governing authority shall terminate employment of any evaluatee determined not to meet standards 
of effectiveness for three consecutive years. 

           

Chapter 7.  Reporting and Monitoring 

§701. Annual Summary Reporting Format 

A. The Caddo Parish Public School System will submit an annual personnel evaluation report of the most recent 

academic year to the department by July 15th. Information included in the reporting format reflects data deemed 

necessary in presenting annual reports to the department, as well as to the LEAs. The reporting of such information 

includes a variety of responses directed toward the collection of data useful to an analysis of the evaluation process 

from a statewide perspective. Items that are reported by the LEAs on forms provided by the department include, but 

are not limited to, the following items: 

1. individual-level teacher evaluation results, by teacher; 

2. the number of certified and other professional personnel, by categories, who were evaluated as performing     

ineffectively; 

3. the number of certified and other professional personnel, by categories, who were terminated because of 

not having improved performance within the specified time allotment (Include the reasons for 

termination.); 

4. the number of certified personnel, by categories, who improved (from ineffective to effective) as a result 

of the evaluation process; 

5. the number of formal grievances filed as a result of ineffective performance ratings or disagreement with 

evaluation results; and 

6. the number of evaluatees who received intensive assistance. 
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B. The department shall annually report on the performance of administrators and teachers. Such reporting and 

monitoring shall include, but not be limited to, the following:  

1. the percentage and number, where available, of administrators and teachers rated as highly effective, effective: 

proficient, effective: emerging, and ineffective;  

2. the percentage and number, where available, of teachers whose student growth ratings are increased or 

decreased, per §303.H of this bulletin, relative to the value-added model rating; and  

     3. information on principal learning targets relative to those recommended by the LDE (e.g., percentage and 

number of principal learning targets that are above, at, or below the LDE recommended targets). 
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§901     Appendix A     NIET Instructional Rubric 

  

DOMAIN 1:  INSTRUCTION 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Standards and Objectives:  Planning effective lessons aligned to the standards is dependent upon the teacher’s ability to create and communicate clearly defined learning 
outcomes or objectives appropriate for the students. In many ways this indicator is the foundation for all other indicators because if the teacher is not clear about what he or 
she wants students to know and be able to do as a result of the lesson, the balance of the lesson cannot be properly developed or implemented. Both the students and the 
teacher should understand what is to be accomplished during each lesson. 

Standards and 
Objectives 

• All learning objectives and state content 
standards are explicitly communicated.  

• Sub-objectives are aligned and logically 
sequenced to the lesson’s major objective.  

• Learning objectives are: (a) consistently 
connected to what students have previously 
learned, (b) know from life experiences, and 
(c) integrated with other disciplines.  

• Expectations for student performance are 
clear, demanding, and high.  

• State standards are displayed and referenced 
throughout the lesson.  

• There is evidence that most students 
demonstrate mastery of the objective. 

 
 
 
 

 

• Most learning objectives and state content 
standards are communicated.  

• Sub-objectives are mostly aligned to the 
lesson’s major objective.  

• Learning objectives are connected to what 
students have previously learned.  

• Expectations for student performance are 
clear.  

• State standards are displayed.  

• There is evidence that most students 
demonstrate mastery of the objective. 

• Few learning objectives and state content 
standards are communicated.  

• Sub-objectives are inconsistently aligned to 
the lesson’s major objective.  

• Learning objectives are rarely connected to 
what students have previously learned.  

• Expectations for student performance are 
vague.   

• State standards are displayed.  

• There is evidence that few students 
demonstrate mastery of the objective. 

Motivating Students:  This indicator focuses on a teacher’s ability to organize and present the content in a manner that motivates students to learn. For a teacher to be able to 
develop these types of learning experiences, a teacher must have in-depth knowledge of the students he/she teaches. Therefore, this indicator connects strongly to Teacher 
Knowledge of Students. 

Motivating 
Students 

• The teacher consistently organizes the 
content so that it is personally meaningful 
and relevant to students.  

• The teacher consistently develops learning 
experiences where inquiry, curiosity, and 
exploration are valued. 

• The teacher regularly reinforces and rewards 
effort. 

 
 
 
 
 
 
 

• The teacher sometimes organizes the 
content so that it is personally meaningful 
and relevant to students.   

• The teacher sometimes develops learning 
experiences where inquiry, curiosity, and 
exploration are valued.  

•  The teacher sometimes reinforces and 
rewards effort. 

• The teacher rarely organizes the content so 
that it is personally meaningful and relevant 
to students.  

•  The teacher rarely develops learning 
experiences where inquiry, curiosity, and 
exploration are valued.  

• The teacher rarely reinforces and rewards 
effort. 
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Presenting Instructional Content:  This indicator deals with the method in which content is taught within a lesson. The use of visuals and a teacher’s ability to clearly 
communicate performance expectations in a concise and logically sequenced manner are addressed by this indicator’s descriptors. The use of visuals with examples, 
illustrations, analogies, and/or labels are important tools to use when introducing new concepts and can lead students to mastery of specific skills in a more efficient manner. 
However, it may be that all of these are not included in one lesson. It is important that they are used effectively and appropriately for the content and students taught. 

Presenting 
Instructional 

Content 

Presentation of content always includes:  

• visuals that establish the purpose of the 
lesson, preview the organization of the 
lesson, and include internal summaries of the 
lesson;   

• examples, illustrations, analogies, and labels 
for new concepts and ideas;  

• modeling by the teacher to demonstrate his 
or her performance expectations;  

• concise communication;  

• logical sequencing and segmenting;   

• all essential information; and  

• no irrelevant, confusing, or nonessential 
information. 

Presentation of content most of the time 
includes:  

• visuals that establish the purpose of the 
lesson, preview the organization of the 
lesson, and include internal summaries of 
the lesson;   

• examples, illustrations, analogies, and labels 
for new concepts and ideas;  

• modeling by the teacher to demonstrate his 
or her performance expectations;   

• concise communication;  

• logical sequencing and segmenting;  

• all essential information; and  

• no irrelevant, confusing, or nonessential 
information. 

 
 
 
 
 

Presentation of content rarely includes:  

• visuals that establish the purpose of the 
lesson, preview the organization of the 
lesson, and include internal summaries of the 
lesson;  

• examples, illustrations, analogies, and labels 
for new concepts and ideas;   

• modeling by the teacher to demonstrate his 
or her performance expectations;   

• concise communication;  

• logical sequencing and segmenting;  

• all essential information; and   

• no irrelevant, confusing, or nonessential 
information. 

 
 

*Performance definitions are provided at levels 5, 3, and 1.  Raters can score performance at levels 2 or 4 based on their professional judgment. 

 

 DOMAIN 1:  INSTRUCTION Continued 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Lesson Structure and Pacing:  This indicator blends time and form as it applies to instruction. It addresses the effective segmenting of the lesson so that sufficient time is 
allocated to all parts of the lesson to best support student learning. Therefore, this indicator connects closely to the descriptor, “logical sequencing and segmenting,” under 
Presenting Instructional Content. 

Lesson 
Structure and 

Pacing 

• The lesson starts promptly.   

• The lesson’s structure is coherent, with a 
beginning, middle, end, and time for 
reflection.  

• Pacing is brisk and provides many 
opportunities for individual students who 
progress at different learning rates.  

• Routines for distributing materials are 
seamless.  

• No instructional time is lost during 
transitions. 

 
 
 
 

• The lesson starts promptly.  

• The lesson’s structure is coherent, with a 
beginning, middle, and end. 

• Pacing is appropriate and sometimes provides 
opportunities for students who progress at 
different learning rates. 

• Routines for distributing materials are 
efficient.  

• Little instructional time is lost during 
transitions. 

• The lesson does not start promptly.  

• The lesson has a structure, but may be 
missing closure or introductory elements.   

• Pacing is appropriate for less than half of the 
students and rarely provides opportunities for 
students who progress at different learning 
rates.   

• Routines for distributing materials are 
inefficient.  

• Considerable time is lost during transitions. 
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Activities and Materials:  This indicator addresses the variety and appropriateness of activities and materials that a teacher chooses to implement during a lesson. By using a 
variety of materials and activities, teachers are able to address various learning styles and intelligences. Therefore, the criteria used by teachers in choosing materials and 
activities should be those that clearly support the lesson objectives and that are related to the needs of the students, making this indicator closely related to Teacher Knowledge 
of Students. In order to plan appropriate activities and materials, a teacher must have knowledge of the needs and interests of the students. 

Activities and 
Materials 

Activities and materials include all of the 
following:  

• support the lesson objectives;  

• are challenging;   

• sustain students’ attention; 

• elicit a variety of thinking;  

• provide time for reflection;  

• are relevant to students’ lives;  

• provide opportunities for student-to-student 
interaction;  

• induce student curiosity and suspense;  

• provide students with choices;  

• incorporate multimedia and technology; and  

• incorporate resources beyond the school 
curriculum texts (e.g., teacher-made 
materials, manipulatives, resources from 
museums, cultural centers, etc.).  

• In addition, sometimes activities are game-like, 
involve simulations, require creating products, 
and demand self-direction and self-monitoring. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Activities and materials include most of the 
following:  

• support the lesson objectives;  

• are challenging;  

• sustain students’ attention;  

• elicit a variety of thinking;  

• provide time for reflection;  

• are relevant to students’ lives;  

• provide opportunities for student-to-student 
interaction;  

• induce student curiosity and suspense;  

• provide students with choices;  

• incorporate multimedia and technology; and  

• incorporate resources beyond the school 
curriculum texts (e.g., teacher-made 
materials, manipulatives, resources from 
museums, cultural centers, etc.). 

Activities and materials include few of the 
following:  

• support the lesson objectives;  

• are challenging;   

• sustain students’ attention;   

• elicit a variety of thinking;   

• provide time for reflection;   

• are relevant to students’ lives;  

• provide opportunities for student-to-student 
interaction;  

• induce student curiosity and suspense;  

• provide students with choices;  

• incorporate multimedia and technology; and  

• incorporate resources beyond the school 
curriculum texts (e.g., teacher-made 
materials, manipulatives, resources from 
museums, etc.). 
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 DOMAIN 1:  INSTRUCTION Continued 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Questioning:  Questioning is an art form that reveals a great deal about a teacher’s effectiveness. The rubric descriptors provide a basic framework for the types of questions to 
ask within a lesson and how teachers should lead students in responding to questions. 

Questioning 

Teacher questions are varied and high quality, 
providing a balanced mix of question types:  

o knowledge and comprehension;  
o application and analysis; and  
o creation and evaluation.  

• Questions are consistently purposeful and 
coherent.  

• A high frequency of questions is asked.  

• Questions are consistently sequenced with 
attention to the instructional goals.   

• Questions regularly require active responses 
(e.g., whole-class signaling, choral responses, 
written and shared responses, or group and 
individual answers).   

• Wait time (3-5 seconds) is consistently 
provided.   

• The teacher calls on volunteers and 
nonvolunteers, and a balance of students 
based on ability and sex.  

• Students generate questions that lead to 
further inquiry and self-directed learning. 

 
 

Teacher questions are varied and high quality, 
providing for some, but not all, question types:  

o knowledge and comprehension;  
o application and analysis; and  
o creation and evaluation.  

• Questions are usually purposeful and 
coherent.  

• A moderate frequency of questions asked.   

• Questions are sometimes sequenced with 
attention to the instructional goals.   

• Questions sometimes require active 
responses (e.g., whole-class signaling, choral 
responses, or group and individual answers).   

• Wait time is sometimes provided.   

• The teacher calls on volunteers and 
nonvolunteers, and a balance of students 
based on ability and sex. 

Teacher questions are inconsistent in quality and 
include few question types:  

o knowledge and comprehension;  
o application and analysis; and  
o creation and evaluation.  

• Questions are random and lack coherence.  

• A low frequency of questions is asked.   

• Questions are rarely sequenced with 
attention to the instructional goals.   

• Questions rarely require active responses 
(e.g., whole-class signaling, choral responses, 
or group and individual answers).  

• Wait time is inconsistently provided.   

• The teacher mostly calls on volunteers and 
high ability students. 

Academic Feedback:  This indicator focuses on how teachers respond to students’ comments and questions. The descriptors address the quality of the feedback in supporting 
student learning as opposed to feedback that only informs students of the accurateness of their responses. Additionally, these descriptors address how a teacher uses student 
feedback to make adjustments in instruction. 

Academic 
Feedback 

• Oral and written feedback is consistently 
academically focused, frequent, and high 
quality.  

• Feedback is frequently given during guided 
practice and homework review.   

• The teacher circulates to prompt student 
thinking, assess each student’s progress, and 
provide individual feedback.   

• Feedback from students is regularly used to 
monitor and adjust instruction.  

• Teacher engages students in giving specific 
and high quality feedback to one another. 

 
 
 
 

• Oral and written feedback is mostly 
academically focused, frequent, and mostly 
high quality.  

• Feedback is sometimes given during guided 
practice and homework review.  

• The teacher circulates during instructional 
activities to support engagement and monitor 
student work.   

• Feedback from students is sometimes used to 
monitor and adjust instruction. 

• The quality and timeliness of feedback is 
inconsistent.   

• Feedback is rarely given during guided 
practice and homework review.   

• The teacher circulates during instructional 
activities, but monitors mostly behavior.  

• Feedback from students is rarely used to 
monitor or adjust instruction. 
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 DOMAIN 1:  INSTRUCTION Continued 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Grouping Students:  This indicator deals with the instructional arrangements of the students during a given lesson. It focuses on how the students will be grouped for the 
instruction and activities of the lesson and how they will be held accountable for the work they are expected to complete. 

Grouping 
Students 

• The instructional grouping arrangements 
(either whole class, small groups, pairs, or 
individual; heterogeneous or homogeneous 
ability) consistently maximize student 
understanding and learning efficiency.   

• All students in groups know their roles, 
responsibilities, and group work 
expectations.   

• All students participating in groups are held 
accountable for group work and individual 
work.  

• Instructional group composition is varied 
(e.g., race, gender, ability, and age) to best 
accomplish the goals of the lesson.   

• Instructional groups facilitate opportunities 
for students to set goals, reflect on, and 
evaluate their learning. 

 
 
 
 

• The instructional grouping arrangements 
(either whole class, small groups, pairs, or 
individual; heterogeneous or homogeneous 
ability) adequately enhance student 
understanding and learning efficiency.  

• Most students in groups know their roles, 
responsibilities, and group work expectations.   

• Most students participating in groups are held 
accountable for group work and individual 
work.  

• Instructional group composition is varied (e.g., 
race, gender, ability, and age) to, most of the 
time, accomplish the goals of the lesson. 

• The instructional grouping arrangements 
(either whole class, small groups, pairs, or 
individual; heterogeneous or homogeneous 
ability) inhibit student understanding and 
learning efficiency.   

• Few students in groups know their roles, 
responsibilities, and group work expectations.  

• Few students participating in groups are held 
accountable for group work and individual 
work.  

• Instructional group composition remains 
unchanged, irrespective of the learning and 
instructional goals of a lesson. 

Teacher Content Knowledge:  This indicator addresses the teacher’s knowledge of the content he/she is teaching, as well as their ability to implement strategies to support 
student learning. Also addressed in this indicator is the teacher’s ability to connect the content being taught to other ideas and concepts. 

Teacher 
Content 

Knowledge 

• Teacher displays extensive content 
knowledge of all the subjects she or he 
teaches.   

• Teacher regularly implements a variety of 
subject specific instructional strategies to 
enhance student content knowledge.   

• Teacher regularly highlights key concepts 
and ideas and uses them as bases to connect 
other powerful ideas.  

• Limited content is taught in sufficient depth 
to allow for the development of 
understanding. 

 
 
 
 
 
 

 

• Teacher displays accurate content knowledge 
of all the subjects he or she teaches.   

• Teacher sometimes implements subject-
specific instructional strategies to enhance 
student content knowledge.   

• Teacher sometimes highlights key concepts 
and ideas and uses them as bases to connect 
other powerful ideas. 

• Teacher displays under-developed content 
knowledge in several subject areas.  

• Teacher rarely implements subject-specific 
instructional strategies to enhance student 
content knowledge.  

• Teacher does not understand key concepts 
and ideas in the discipline and therefore 
presents content in an unconnected way. 
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DOMAIN 1:  INSTRUCTION Continued 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Teacher Knowledge of Students:  This indicator deals with how well a teacher knows his/her students and their learning styles and interests. Therefore, it is closely connected to 
the indicator, Motivating Students. 

Teacher 
Knowledge of 

Students 

• Teacher practices display understanding of 
each student’s anticipated learning 
difficulties.   

• Teacher practices regularly incorporate 
student interests and cultural heritage.  

• Teacher regularly provides differentiated 
instructional methods and content to ensure 
children have the opportunity to master 
what is being taught. 

 
 
 

• Teacher practices display understanding of 
some students’ anticipated learning 
difficulties.   

• Teacher practices sometimes incorporate 
student interests and cultural heritage.  

• Teacher sometimes provides differentiated 
instructional methods and content to ensure 
children have the opportunity to master what 
is being taught. 

• Teacher practices demonstrate minimal 
knowledge of students’ anticipated learning 
difficulties.   

• Teacher practices rarely incorporate student 
interests or cultural heritage.   

• Teacher practices demonstrate little 
differentiation of instructional methods or 
content. 

Thinking:  Thinking is something that can and should apply to every observation of a teacher. 

Thinking 

The teacher thoroughly teaches two or more 
types of thinking:   

• analytical thinking, where students analyze, 
compare and contrast, and evaluate and 
explain information;   

• practical thinking, where students use, apply, 
and implement what they learn in real-life 
scenarios;  

• creative thinking, where students create, 
design, imagine, and suppose; and   

• research-based thinking, where students 
explore and review a variety of ideas, models, 
and solutions to problems.  

The teacher provides opportunities where 
students:   

• generate a variety of ideas and alternatives;   

• analyze problems from multiple perspectives 
and viewpoints; and  

• monitor their thinking to ensure that they 
understand what they are learning, are 
attending to critical information, and are 
aware of the learning strategies that they are 
using and why. 

 
 
 
 
 
 

The teacher thoroughly teaches one type of 
thinking:   

• analytical thinking, where students analyze, 
compare and contrast, and evaluate and 
explain information;  

• practical thinking, where students use, apply, 
and implement what they learn in real-life 
scenarios;  

• creative thinking, where students create, 
design, imagine, and suppose; and  

• research-based thinking, where students 
explore and review a variety of ideas, 
models, and solutions to problems.  

The teacher provides opportunities where 
students:   

• generate a variety of ideas and alternatives; 
and   

• analyze problems from multiple perspectives 
and viewpoints. 

The teacher implements no learning experiences 
that thoroughly teach any type of thinking. 
 
The teacher provides no opportunities where 
students:  

• generate a variety of ideas and alternatives; 
or   

• analyze problems from multiple perspectives 
and viewpoints. 



36 

 

DOMAIN 1:  INSTRUCTION Continued 

Problem Solving:  Developing multiple skills in problem solving enriches the learner’s ability to manage complex tasks and higher levels of learning. By providing opportunities 
for students to practice many different approaches to solving problems, the teacher empowers the student with an important life skill. 

Problem 
Solving 

The teacher implements activities that teach and 
reinforce three or more of the following problem 
solving types:   

• Abstraction   

• Categorization   

• Drawing Conclusions/Justifying Solutions  

• Predicting Outcomes   

• Observing and Experimenting  

• Improving Solutions   

• Identifying Relevant/Irrelevant Information   

• Generating Ideas   

• Creating and Designing 
 
 
 

The teacher implements activities that teach two 
of the following problem-solving types:   

• Abstraction   

• Categorization  

• Drawing Conclusions/Justifying Solution  

• Predicting Outcomes   

• Observing and Experimenting   

• Improving Solutions  

• Identifying Relevant/Irrelevant Information  

• Generating Ideas  

•  Creating and Designing 

The teacher implements no activities that teach 
the following problem-solving types:   

• Abstraction   

• Categorization  

• Drawing Conclusions/Justifying Solution  

• Predicting Outcomes   

• Observing and Experimenting   

• Improving Solutions  

• Identifying Relevant/Irrelevant Information  

• Generating Ideas  

• Creating and Designing 

 

 
 DOMAIN 2:  PLANNING 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Instructional Plans:  Time spent developing strong lesson plans yields many benefits. Lesson plans contribute to better-managed classrooms and more effective and efficient 
learning experiences for students. Instruction in a school using the NIET evaluation system is based heavily on state standards, as well as analysis of formative and summative 
student assessments. Therefore, it is important that teachers incorporate these into their daily planning. 

Instructional 
Plan 

Instructional plans include:  

• measurable and explicit goals aligned to state 
content standards;   

• activities, materials, and assessments that:   
o are aligned to state standards.   
o are sequenced from basic to complex.   
o build on prior student knowledge, are     
o relevant to students’ lives, and   
o integrate other disciplines.   
o provide appropriate time for student  
o work, student reflection, and lesson     
o and unit closure;   

• evidence that plan is appropriate for the age, 
knowledge, and interests of all learners; and  

• evidence that the plan provides regular 
opportunities to accommodate individual 
student needs. 

 
 

 

Instructional plans include: • 

• goals aligned to state content standards; 

•  activities, materials, and assessments that:   
o are aligned to state standards.   
o are sequenced from basic to complex.   
o build on prior student knowledge.   
o provide appropriate time for student 

work, and lesson and unit closure;  

• evidence that plan is appropriate for the age, 
knowledge, and interests of most learners; 
and   

• evidence that the plan provides some 
opportunities to accommodate individual 
student needs. 

Instructional plans include:  

• few goals aligned to state content standards;  

• activities, materials, and assessments that:   
o are rarely aligned to state standards.   
o are rarely logically sequenced.   
o rarely build on prior student knowledge   
o inconsistently provide time for student 

work, and lesson and unit closure;   

• little evidence that the plan is appropriate for 
the age, knowledge, or interests of the 
learners; and  

• little evidence that the plan provides some 
opportunities to accommodate individual 
student needs 
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DOMAIN 2:  PLANNING Continued 

Student Work:  The development and observation of student work should enhance and reinforce instruction in the classroom. Student work and/or assignments should be 
developed so that they are aligned to pre-tests and post-tests, which should be aligned to the high-stakes test.  It is critical that teachers are able to use the analysis of student 
work as a predictor for how students will perform on post-tests. If students are not progressing properly or progressing more quickly than expected, the teacher’s long-range 
plan should be adjusted to reflect students’ changing needs. Teachers may also review examples of student work for the purpose of analyzing characteristics of sub-groups or for 
isolating reasons students are still not mastering a specific skill by comparing the work to specific and commonly agreed-upon criteria. 

Student Work 

Assignments require students to:  

• organize, interpret, analyze, synthesize, and 
evaluate information rather than reproduce it;  

• draw conclusions, make generalizations, and 
produce arguments that are supported 
through extended writing; and  

• connect what they are learning to experiences, 
observations, feelings, or situations significant 
in their daily lives, both inside and outside of 
school. 

 
 
 
 
 

Assignments require students to:   

• interpret information rather than reproduce 
it;   

• draw conclusions and support them through 
writing; and  

• connect what they are learning to prior 
learning and some life experiences. 

Assignments require students to:  

• mostly reproduce information;   

• rarely draw conclusions and support them 
through writing; and  

• rarely connect what they are learning to prior 
learning or life experiences. 

 
 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Assessment:  Effective assessment is a fundamental part of instruction and learning. The goal of this section is to provide information and examples of assessment. An effective 
assessment plan answers the questions, “What do I want my students to be able to do as a result of my teaching?” and “How do I know the students learned what I taught?” 
When these questions are asked and answered regularly, the teacher can effectively plan, diagnose, and intervene on a continual basis to raise student achievement. 

Assessment 

Assessment Plans:  

• are aligned with state content standards;  

• have clear measurement criteria;   

• measure student performance in more than 
three ways (e.g., in the form of a project, 
experiment, presentation, essay, short answer, 
or multiple-choice test);   

• require extended written tasks;  

• are portfolio-based with clear illustrations of 
student progress toward state content 
standards; and  

•  include descriptions of how assessment results 
will be used to inform future instruction. 

Assessment Plans:  

• are aligned with state content standards;  

• have measurement criteria;  

• measure student performance in more than 
two ways (e.g., in the form of a project, 
experiment, presentation, essay, short answer, 
or multiple-choice test);   

• require written tasks; and   

• include performance checks throughout the 
school year. 

Assessment Plans:   

• are rarely aligned with state content standards;  

• have ambiguous measurement criteria;   

• measure student performance in less than two 
ways (e.g., in the form of a project, experiment, 
presentation, essay, short answer, or multiple-
choice test); and  

• include performance checks, although the 
purpose of these checks is not clear. 
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DOMAIN 3:  ENVIRONMENT 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Expectations:  The descriptors under this indicator directly connect to descriptors in the Instruction domain. For a teacher to include the descriptors under Expectations, he/she 
must have knowledge of the students he/she is teaching. Differentiated instruction methods that are demanding for every student and create opportunities for all students to 
experience success can only be implemented when a teacher’s knowledge of students is developed and utilized during instruction. When a teacher sets high and demanding 
expectations for every student, he/she is also able to develop and/or select activities and materials that are challenging. The second descriptor connects to Motivating Students. 
When a teacher regularly reinforces and rewards efforts, students will be encouraged to learn from their mistakes and take risks. A teacher must be able to create a safe 
learning environment in which students’ efforts are reinforced and valued in order for students to experience success. For a teacher to optimize instructional time, he/she must 
be able to implement lessons that include appropriate lesson structure and pacing for students who progress at different learning rates 

Expectations 

• Teacher sets high and demanding academic 
expectations for every student.  

• Teacher encourages students to learn from 
mistakes.   

• Teacher creates learning opportunities where 
all students can experience success.   

• Students take initiative and follow through 
with their own work.  

• Teacher optimizes instructional time, teaches 
more material, and demands better 
performance from every student. 

 
 
 

• Teacher sets high and demanding academic 
expectations for every student.   

• Teacher encourages students to learn from 
mistakes.  

• Teacher creates learning opportunities where 
most students can experience success.  

• Students complete their work according to 
teacher expectations. 

• Teacher expectations are not sufficiently high 
for every student.   

• Teacher creates an environment where 
mistakes and failure are not viewed as 
learning experiences.  

• Students demonstrate little or no pride in the 
quality of their work. 

Managing Student Behavior:  Timely and effective management of student behavior is critical for effective instruction to take place within a classroom. Descriptors under 
Standards and Objectives and Presenting Instructional Content both address a teacher’s modeling of clear expectations for students. While these indicators focus on instruction, 
expectations must also be clearly modeled for student behavior for effective instruction to occur that increases student achievement. For a teacher to manage student behavior 
effectively, he/she must not only model the expectations but have knowledge of the students he/she is teaching. Teachers must be aware of and practice a variety of techniques 
to maintain appropriate behavior that are dependent upon having knowledge of individual student’s needs. Teachers must also know students’ interests in order to motivate 
them to change inappropriate behaviors. Therefore, this indicator is also connected to Motivating Students. 

Managing 
Student 
Behavior 

• Students are consistently well-behaved and on 
task.  

• Teacher and students establish clear rules for 
learning and behavior.  

• The teacher uses several techniques, such as 
social approval, contingent activities, and 
consequences, to maintain appropriate student 
behavior.  

• The teacher overlooks inconsequential 
behavior.   

• The teacher deals with students who have 
caused disruptions rather than the entire class.  

• The teacher attends to disruptions quickly and 
firmly. 

 
 
 

• Students are mostly well-behaved and on task, 
some minor learning disruptions may occur.  

• Teacher establishes rules for learning and 
behavior.   

• The teacher uses some techniques, such as 
social approval, contingent activities, and 
consequences, to maintain appropriate 
student behavior.   

• The teacher overlooks some inconsequential 
behavior, but other times addresses it, 
stopping the lesson.  

• The teacher deals with students who have 
caused disruptions, yet sometimes he or she 
addresses the entire class. 

• Students are not well-behaved and are often 
off task.   

• Teacher establishes few rules for learning and 
behavior.  

• The teacher uses few techniques to maintain 
appropriate student behavior.  

• The teacher cannot distinguish between 
inconsequential behavior and inappropriate 
behavior.  

• Disruptions frequently interrupt instruction. 
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 DOMAIN 3:  ENVIRONMENT Continued 

 SIGNIFICANTLY ABOVE EXPECTATIONS (5)* AT EXPECTATIONS (3)* SIGNIFICANTLY BELOW EXPECTATIONS (1)* 

Environment:  This indicator deals with the learning environment of the classroom, including the physical arrangement of the furniture and availability of supplies for students to 
utilize. When supplies, equipment, and resources are easily and readily accessible, then the descriptor, “routines for distributing materials are efficient,” under Lesson Structure 
and Pacing, can be met. 

Environment 

The classroom:  

• welcomes all members and guests.  

• is organized and understandable to all 
students.  

• supplies, equipment, and resources are easily 
and readily accessible.   

• displays student work that frequently changes.  

• is arranged to promote individual and group 
learning. 

The classroom:  

• welcomes most members and guests.  

• is organized and understandable to most 
students.   

• supplies, equipment, and resources are 
accessible.   

• displays student work.  

• is arranged to promote individual and group 
learning 

The classroom:  

• is somewhat cold and uninviting.  

• is not well-organized and understandable to 
students.   

• supplies, equipment, and resources are 
difficult to access.  

• does not display student work.   

• is not arranged to promote group learning. 

Respectful Culture:   Creating a positive classroom climate begins with showing respect to one another. Teachers most often set this in motion when they develop a set of 
collaborative ground rules for their classrooms and then model these for the students on a regular basis. Teacher non-verbal cues that indicate respect and interest are:  
Tone of voice, Smiles, Eye contact, Wait time, Affirmative head nods, and Proximity to student 

Respectful 
Culture 

• Teacher-student interactions demonstrate 
caring and respect for one another.  

• Students exhibit caring and respect for one 
another.   

• Teacher seeks out and is receptive to the 
interests and opinions of all students.   

• Positive relationships and interdependence 
characterize the classroom. 

• Teacher-student interactions are generally 
friendly, but may reflect occasional 
inconsistencies, favoritism, or disregard for 
students’ cultures. 

• Students exhibit respect for the teacher and 
are generally polite to each other.  

• Teacher is sometimes receptive to the 
interests and opinions of students. 

• Teacher-student interactions are sometimes 
authoritarian, negative, or inappropriate.   

• Students exhibit disrespect for the teacher.  

• Student interaction is characterized by 
conflict, sarcasm, or put-downs.  

• Teacher is not receptive to interests and 
opinions of students. 
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DOMAIN 4:  PROFESSIONALISM  (TAP Schools) 
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DOMAIN 4:  PROFESSIONALISM  (Best Practice Schools) 
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Classroom Assessment Scoring System (CLASS®)—a classroom observation-based system 

used to assess and rate classroom quality across multiple areas using a scale of one to seven. 

 

CLASSROOM ASSESSMENT SCORING SYSTEM 
Observation Rubric for PreK, Early Childhood Special Education (ECSE) and Preschool Gifted 

Teachers 

 

Emotional Support 

 

 Low Range 1,2 Mid Range 3,4,5 High Range 6.7 

Positive Climate 

• Relationships 

• Positive Affect 

• Positive Communication 

• Respect 

   

Negative Climate 

• Negative Affect 

• Punitive Control 

• Sarcasm/Disrespect 

• Severe Negativity 

   

Teacher Sensitivity 

• Awareness 

• Responsiveness 

• Addresses Problems 

• Student Comfort 

   

Regard for Student Perspective 

• Flexibility and Student Focus 

• Support for Autonomy and 

Leadership 

• Student Expression 

• Restriction of Movement 

   

Emotional Support Total Score = PC + NC + TS + RSP/4 

 

Classroom Organization 

 

 Low Range 1,2 Mid Range 3,4,5 High Range 6.7 

Behavior Management 

• Clear Behavior Expectations 

• Proactive 

• Redirection of Misbehavior 

• Student Behavior 

   

Productivity 

• Maximizing Learning Time 

• Routines 

• Transitions 

• Preparation 

   

Instructional Learning Format 

• Effective Facilitation 

• Variety of Modalities and 

Materials 

• Student Interest 

• Clarity of Learning Objectives 

   

Classroom Organization Total Score = BM + PD + ILF/3 
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Instructional Support 

 

 Low Range 1,2 Mid Range 3,4,5 High Range 6.7 

Concept Development 

• Analysis and Reasoning 

• Creating 

• Integration 

• Connections to the Real World 

   

Quality of Feedback 

• Scaffolding 

• Feedback Loops 

• Prompting Thought Processes 

• Providing Information 

• Encouragement and Affirmation 

   

Language Modeling  

• Frequent Conversation 

• Open-Ended Questions 

• Repetition and Extension 

• Self- and Parallel Talk 

• Advanced Language 

   

Instructional Support Total Score = CD + QF = LM/3 
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TEACHER’S NAME:      ____________ _________ DATE OF OBSERVATION:  ____________________  
COMMUNITY NETWORK:   CADDO SMART START   ____ SITE:      _________________________     
OBSERVER’S NAME/TITLE:   __________________________________________________________                 
Directions for the Observer:  Identify a total of  only 1 Strength and a total of only 1 Area for Improvement 

DOMAIN/DIMENSIONS EVIDENCE OF AREAS OF STRENGTH EVIDENCE OF AREAS FOR IMPROVEMENT 

EMOTIONAL SUPPORT 

• Positive Climate 
• Negative Climate 
• Teacher Sensitivity 

• Regard for Child 
Perspectives 

  

CLASSROOM 
ORGANIZATION 

• Behavior Management 

• Productivity 

• Instructional Learning 
Formats 

  

INSTRUCTIONAL SUPPORT 
• Concept Development 

• Quality of Feedback 

• Language Modeling 
 

  

PLAN OF ACTION FOR AREA OF IMPROVEMENT 

 

HOW THE LESSON SCORED ACCORDING TO THE RUBRIC:     __________  

 

PreK Observation Feedback Form 
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Appendix B   Announced Observation Pre-Conference 

 

Announced Observation Pre-Conference 

 

Teacher:________________________        Administrator:__________________ 

Date and Time of Observation:________________________________________ 
Question/Prompt Notes/Evidence 

1. Tell me about the lesson I will observe. 

What is/are your lesson objective(s)? 

 

 

 

 

2. How is/are the lesson objective(s) aligned 

with state content standards? 

 

 

 

 

3. What information did you use to plan and 

design this lesson? Any student data? 

 

 

 

 

 

 

 

4. How is this lesson connected to the 

students’ prior knowledge, and how will this 

lesson be connected to lessons that follow? 

 

 

 

 

 

 

 

5. Discuss how you will differentiate 

instruction to meet the needs of all learners in 

your classroom. 

 

 

 

 

 

 

 

6. How do you plan to ensure all students are 

intellectually engaged in their learning? What 

will you be doing as they are engaged in their 

learning? 

 

 

 

 

 

 

 

7. What activities, materials, technology and 

any other supports will you implement during 

the lesson? 
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8. How will you assess what your students 

have learned/understood? 

 

 

 

 

 

 

 

9. How will you provide feedback, based on 

your set performance criteria, to the students 

during the lesson?  

 

 

 

 

 

 

10. Are there any concerns/issues you would 

like to discuss prior to the observation?  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Today’s Date:_______________    Time:_______________ 

 

 
  

Teacher’s Signature               Administrator’s Signature 
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Appendix C   Teacher Observation Report Template  
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Appendix D   POST CONFERENCE PLANNING FORM  - TAP Schools  

 

 

POST CONFERENCE PLANNING FORM 

TAP Schools 
 

 

Teacher Name _______________________________ Grade & Subject _____________ Date _________ 

 

 
CONFERENCE INTRODUCTION/GREETING 
✓ Greeting / Set the Tone 
✓ Establish the length of the conference 
✓ Review the Process 

Purpose is to reflect on the lesson observed and to focus on best practice professional development 
We will reflect on a strength of the lesson observed (area of reinforcement) 
We will then identify an area of refinement we want to strengthen, an area that could have extended student learning. 

✓ Ask a general question ….. 

REINFORCEMENT PLAN 
Objective: 

 
 
Questions for Teacher Reflection 
 
 
 
 
 

Evidence from lesson that indicates strong support of student 
learning.  [At least 3 examples] 

 
 
 

REFINEMENT PLAN 
Objective: 

 
 

Questions for Teacher Reflection 
 
 

Evidence from lesson that indicates strong support of student 
learning.  [At least 3 examples] 

 
 

Model 
 
 
 
 
 
 
 

Guided Practice 
 
 
 
 
 
 
 
 
 

CLOSING 
✓ Restate area of Reinforcement and Refinement 
✓ Share Scores 
✓ Sign Documentation 

✓ Closing Statement 
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Appendix E   POST CONFERENCE PLANNING FORM  - BEST Practice Schools 

 

 

POST CONFERENCE PLANNING FORM 

Best Practice Schools 
 

Teacher Name _______________________________ Grade & Subject _____________ Date _________ 

 

 
CONFERENCE INTRODUCTION/GREETING 
✓ Greeting / Set the Tone 
✓ Establish the length of the conference 
✓ Review the Process 

Purpose is to reflect on the lesson observed and to focus on best practice professional development 
We will reflect on a strength of the lesson observed (area of reinforcement) 
We will then identify an area of refinement we want to strengthen, an area that could have extended student learning. 

✓ Ask a general question ….. 

REINFORCEMENT PLAN (Teacher’s Strength) 
Objective: 

 
 
Questions for Teacher Reflection 
 
 
 
 
 

Evidence from lesson that indicates strong support of student 
learning.  [At least 3 examples] 

 
 
 

REFINEMENT PLAN (Teacher’s Area of Growth) 
Objective: 

 
 

Questions for Teacher Reflection 
 
 

Evidence from lesson that indicates strong support of student 
learning.  [At least 3 examples] 

 
 

Actionable Feedback (What do you expect to see 
implemented as a result of this coaching session? 
 
 
 
 
 
 
 

Notes 
 
 
 
 
 
 
 
 
 

CLOSING 
✓ Restate area of Reinforcement and Refinement 
✓ Share Scores 
✓ Sign Documentation 

✓ Closing Statement 
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Appendix F   NIET Evaluation Appeal Form 

 

 

NIET Evaluation Appeal Form 

Cover Sheet 

 
Teacher/Evaluatee:_______________________________________________________ 

Evaluator(s):_____________________________________________________________ 

Date of Evaluation:________________________________________________________ 

Directions: In the box below, check any indicator for which a discrepancy exists (i.e. 2 or more points 

variation between the evaluatee’s self-evaluation scores and the evaluator’s scores).  
 

 

 

 

 

 

 

 

 
                                                                                                                                                                                                                                      

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
*For each indicator checked, use the descriptors from the TAP Skills and Knowledge Rubrics to write a justification.  

Address how you determined your score on the Self-Evaluation Report. Specific evidence from the lesson must be cited in 

the justification. 

 

 

 

 

 

 

 

 

 

The Learning Environment: 

_____ Expectations     _____ Managing Student Behavior 

 

_____ Environment     _____ Respectful Culture 

Designing and Planning Instruction: 

_____ Instructional Plans   _____ Student Work 

 

_____ Assessment 

Instruction: 

_____ Standards and Objectives     _____ Motivating Students 

 

_____ Presenting Instructional Content   _____ Lesson Structure and Pacing 

 

_____ Activities and Materials     _____ Questioning 

 

_____ Academic Feedback      _____ Grouping Students 

 

_____ Teacher Content Knowledge    _____ Teacher Knowledge of Students 

 

_____ Thinking          _____ Problem Solving 
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NIET Evaluation Appeal Form 

Individual Indicator Documentation 

 
Name of Evaluatee: _______________________________________________________ 

Indicator: ________________________________________________________________ 

Justification and Evidence: 
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Appendix G   PEP Grievance Form 

 

PEP Grievance Form 
 

 

Today’s Date:  

 
Name:  Work Location:  

 
Please State your Grievance. Include details and description of the nature of the grievance:  
 

 

Signature:_________________________________________ 

 

Please attach any documents related to your grievance, and submit this form and any supporting 

documents to the Director of Certified Personnel in accordance to the timelines stated in the 

Performance Evaluation Plan. 
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Appendix H    CADDO PARISH SCHOOLS JOB DESCRIPTION 

 
Job Title: Classroom Teacher 

Prepared By: Charles Lowder 

Prepared Date: June 20, 2017 

Approved By:  Dr. T. Lamar Goree 

Approved Date: June 29, 2017 

 

AREA OF RESPONSIBILITY 

Domains and Components will be used for teacher evaluation in conjunction with measures of student growth.  Measures 

of student growth will be aligned with the Caddo Parish Public School System’s accountability measures as outlined in 

the Louisiana Accountability System. 

 

Working under the direction of the principal or assigned evaluator, administers the classroom in accordance with School 

Board policies and uses instructional and administrative skills to promote the educational development of each student. 

 

Teachers are held accountable for meeting the TAP Teaching Skills, Knowledge and Responsibilities Performance 

Standards, research-based standards based on twenty-six indicators and operationalized against a five-point scale rubric. 

Teachers are also responsible for the academic growth of their students. 

 

The Teaching Skills, Knowledge and Responsibilities Performance Standards are divided into four domains.  Descriptors for 

each indicator may be found in the TAP Rubric. 

 

Domain 1:  Instruction 

This domain includes 12 indicators: 

 

Standards and Objectives:  Planning effective lessons aligned to the standards is dependent upon the teacher’s ability to 

create and communicate clearly defined learning outcomes or objectives appropriate for the students.  In many ways this 

indicator is the foundation for all other indicators because if the teacher is not clear about what he or she wants students to 

know and be able to do as a result of the lesson, the balance of the lesson cannot be properly developed or implemented.  

Both the students and the teacher should understand what is to be accomplished during each lesson. 

 

Motivating Students:  This indicator focuses on a teacher’s ability to organize and present the content in a manner that 

motivates students to learn.  For a teacher to be able to develop these types of learning experiences, a teacher must have in-

depth knowledge of the students he/she teaches.  This indicator connects strongly to Teacher Knowledge of Students. 

 

Presenting Instructional Content:  This indicator deals with the method in which content is taught with in a lesson. The use 

of visuals and a teacher’s ability to clearly communicate performance expectations in a concise and logically sequenced 

manner are addressed by this indicator’s descriptors.  The use of visuals with examples, illustrations, analogies, and/or labels 

are important tools to use when introducing new concepts and can lead students to mastery of specific skills in a more 

efficient manner.  All of these may not be included in one lesson, but it is important that they are used effectively and 

appropriately for the content and students taught. 

 

Lesson Structure and Pacing:  This indicator blends time and form as it applies to instruction.  It addresses the effective 

segmenting of the lesson so that sufficient time is allocated to all parts of the lesson to best support student learning.  

Therefore, this indicator connects closely to the descriptor “logical sequencing and segmenting” under Presenting 

Instructional Content. 

 

Activities and Materials:  This indicator addresses the variey and appropriateness of activities and materials that a teache 

chooses to implement during a lesson.  By using a variety of materials and activities, teachers are able to address various 

learning styles and intelligences.  Therefore the criteria used by teachers in choosing materials and activities should be those 

that clearly support the lesson objectives and that are related to the needs of students, making this indicator closely related to 

Teacher Knowledge of Students.  In order to plan appropriate activities and materials, a teacher must have knowledge of the 

needs and interests of the students. 
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Questioning:  Questioning is an art form that reveals a great deal about a teacher’s effectiveness.  The rubric descriptors 

provide a basic framework for the types of questions to ask within a lesson and how teachers should lead students in 

responding to questioning. 

 

Academic Feedback:  This indicator focuses on how teachers respond to students’ comments and questions.  The descriptors 

address the quality of the feedback in supporting student learning as opposed to feedback that only informs students of the 

accurateness of their responses.  Additionally, these descriptors address how a teacher uses student feedback to make 

adjustments in instruction. 

 

Grouping Students:  This indicator deals with the instructional arrangements of the students during a given lesson.  It 

focuses on how the students will be grouped for the instruction and activities of the lesson and how they will be held 

accountable for the work they are expected to complete. 

 

Teacher Content Knowledge:  This indicator addresses the teacher’s knowledge of the content he/she is teaching, as well as 

his/her ability to implement strategies to support student learning.  Also addressed in this indicator is the teacher’s ability to 

connect the content being taught to other ideas and concepts. 

 

Teacher Knowledge of Students:  The indicator deals with how well a teacher knows his/her students and their learning 

styles and interests.  Therefore, it is closely connected to the indicator, Motivating Students. 

 

Thinking:  Thinking is something that can and should apply to every observation of a teacher. Teachers are expected to 

implement regularly and consistently different types of thinking including: 

• Analytical Thinking,  

• Practical Thinking,  

• Creative Thinking,  

• Research-based Thinking.   

The teacher should provide opportunities where students: 

• Generated ideas and alternatives, 

• Analyze problems from multiple perspectives and viewpoints, 

• Monitor their thinking to ensure that they understand what they are learning, are attending to critical information, and 

are aware of the learning strategies that they are using and why. 

 

Problem Solving:  Developing multiple skills in problem solving enriches the learner’s ability to manage complex tasks and 

higher levels of learning.  By providing opportunities for students to practice many different approaches to solving 

problems, the teacher empowers the student with an important life skill. 

 

Domain 2:  Planning 

This domain includes 3 indicators: 

 

Instructional Plans:  Time spent developing strong lesson plans yields many benefits.  Lesson plans contribute to better-

managed classrooms and more effective and efficient learning experiences for students.   

 

Student Work:  The development and observation of student work should enhance and reinforce instruction in the 

classroom.  Student work and/or assignments should be developed so that they are aligned to pre-tests and post-tests, which 

should be aligned to state standards. 

 

Assessment:  Effective assessment is a fundamental part of instruction and learning.  The goal of this section is to provide 

information and examples of assessment.  An effective assessment plan answers the questions, “What do I want my students 

to be able to do as a result of my teaching?” and “How do I know the students learned what I taught?”  When these questions 

are asked and answered regularly, the teacher can effectively plan, diagnose, and intervene on a continual basis to raise 

student achievement. 

 

Domain 3:  Environment 

This domain includes 4 indicators: 

 

Expectations:  The descriptors under this indicator directly connect to the descriptors in the Instruction domain.  For a 

teacher to include the descriptors under Expectations, he/she must have knowledge of the students he/she is teaching.  

Differentiated instruction methods that are demanding for every student and created opportunities for all students to 

experience success can only be implemented when a teacher’s knowledge of students is developed and utilized during 
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instruction.  When a teacher sets high and demanding expectations for every student, he/she is also able to develop and/or 

select activities and materials that are challenging.  The second descriptor connects to Motivating Students.  When a teacher 

regularly reinforces and rewards efforts, students will be encouraged to learn from their mistakes and take risks.  A teacher 

must be able to create a safe learning environment in which students’ efforts are reinforced and valued in order for students 

to experience success.  For a teacher to optimize instructional time, he/she must be able to implement lessons that include 

appropriate lesson structure and pacing for students who progress at different learning rates.   

 

Managing Student Behavior:  Timely and effective management of student behavior is critical for effective instruction to 

take place within a classroom.  Descriptors under Standards and Objectives and Presenting Instructional Content both 

address a teacher’s modeling of clear expectations for students.  While these indicators focus on instruction, expectations 

must also be clearly modeled for student behavior for effective instruction to occur that increases student achievement.  For 

a teacher to manage student behavior efficiently, he/she must not only model the expectations but have knowledge of the 

students he/she is teaching.  Teachers must be aware of and practice a variety of techniques to maintain appropriate behavior 

that are dependent upon having knowledge of individual student’s needs.  Teachers must also know students’ interests in 

order to motivate them to change inappropriate behaviors.  Therefore, this indicator is also connected to Motivating 

Students.   

 

Environment:  This indicator deals with the learning environment of the classroom, including the physical arrangement of 

the furniture availability of supplies for students to utilize.  When supplies, equipment, and resources are easily and ready 

accessible, then the descriptor, “routines for distributing materials are efficient”, under Lesson Structure and Pacing, can be 

met. 

 

Respectful Culture:  Creating a positive-classroom climate begins with showing respect to one another.  Teachers most often 

set this in motion when they develop a set of collaborative ground rules for their classrooms and then model these for 

students on a regular basis. 

Teacher non-verbal cues that indicate respect and interest are: 

• Tone of voice 

• Eye contact 

• Affirmative head nods 

• Smiles 

• Wait time 

• Proximity to student 

 

Domain 4:  Professionalism 

This domain includes 4 indicators: 

Growing and Developing Professionally:   

• The educator is prompt, prepared, and participates in professional development meetings, bringing student artifacts 

(student work) when requested. 

• The educator appropriately attempts to implement new learning in the classroom following presentation in professional 

development meetings. 

• The educator develops and works on a yearly plan for new learning based on analyses of school improvement plans and 

new goals, self-assessment, and input from the teacher leader and principal observations. 

• The educator selects specific activities, content knowledge, or pedagogical skills to enhance and improve his/her 

proficiency. 

 

Reflecting on Teaching: 

• The educator makes thoughtful and accurate assessments of his/her lessons’ effectiveness as evidenced by the self-

reflection after each observation. 

• The educator offers specific actions to improve his/ her teaching. 

• The educator accepts responsibilities contributing to school improvement. 

• The educator utilizes student achievement data to address strengths and weaknesses of students and guide instructional 

decisions. 

 

Community Involvement: 

• The educator actively supports school activities and events. 
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School Responsibilities: 

• The educator accepts leadership responsibilities and/or assists peers in contributing to a safe and orderly school 

environment. 

 
OTHER PERFORMANCE RESPONSIBILITIES 
 

• Administers classroom in accordance with Caddo Parish School Board policies and regulations 

• Accepts and exercises responsibilities for duties and assignments related to administrative/management,    

   curricular and extra-curricular aspects of the school   

• Accepts other responsibilities as required by the Principal or his/her designee 

• Works tactfully and harmoniously with staff, parents, students, and/or public 

• Reports promptly to work 

• Maintains good attendance in compliance with Caddo Parish School Board Policy and state law 

• Maintains composure 

• Appears neat, dresses appropriately for the profession, and is well groomed 

• Maintains a high standard of professional conduct 

PROFESSIONAL CONDUCT 

 

Employee acknowledges that he/she is required to maintain a high standard of professional conduct.  Breach of said professional 

conduct includes but is not limited to:  neglect of duty, dishonesty, and engagement in acts that are contrary to CPSB policy, 

unlawful activities, or any other conduct which is seriously prejudicial to the school system. 

 

Minimum Qualifications: United States citizen or authorized alien; those requirements as outlined in Louisiana Bulletin 746. 

(Louisiana Standards of State Certification of School Personnel)  

 

Personal Characteristics:  Physical and mental stamina and ability to perform job functions, tasks and duties.  Possesses 

physical health to report regularly to work and deal effectively with students.  Exhibits ability to plan, organize. 

 

Terms of Employment:  172 days, or as stated in contract or employment agreement 

 

Reports to: School Principal and/or Assistant Principal or Assigned Evaluator 

 

Salary Range: See adopted Caddo Parish Salary Schedules 

 

 

 

 

 

 

 

 

 

 

I acknowledge awareness of responsibilities and evaluation criteria. 

 

 

 

Employee Name: ______________________________________________  
                                       (Type or Print) 
 

Caddo Employee ID# or SSN:  ___________________________________ 

                                       

 

 

_____________________________________________________ ________________________________________ 

Employee Signature  Date 
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§903. Appendix I    Performance Expectations and Indicators for Educational Leaders 

 
Performance Expectation 1 

A. Vision, Mission, and Goals  

1. Education leaders ensure the achievement of all students by guiding the development and implementation of a shared 

vision of learning, strong organizational mission, and high expectations for every student. 

a. Dispositions Exemplified in Expectation 1. Education leaders believe in, value, and are committed to: 

       i.    every student learning; 

  ii.   collaboration with all stakeholders; 

  iii.  high expectations for all; 

  iv.  examining assumptions and beliefs; 

  v.   continuous improvement using evidence. 

B. Narrative 

1. Education leaders are accountable and have unique responsibilities for developing and implementing a vision of 

learning to guide organizational decisions and actions. Education leaders guide a process for developing and revising a shared 

vision, strong mission, and goals that are high and achievable for every student when provided with appropriate, effective 

learning opportunities.  

2. The vision, mission, and goals represent what the community intends for students to achieve, informed by the broader 

social and policy environment and including policy requirements about specific outcomes and continuous improvement. The 

vision, mission, and goals become the touchstone for decisions, strategic planning, and change processes. They are regularly 

reviewed and adjusted, using varied sources of information and ongoing data analysis.  

3. Leaders engage the community to reach consensus about vision, mission, and goals. To be effective, processes of 

establishing vision, mission, and goals should incorporate diverse perspectives in the broader school community and create 

consensus to which all can commit. While leaders engage others in developing and implementing the vision, mission, and goals, 

it is undeniably their responsibility to advocate for and act to increase equity and social justice. 

C. Element A—High Expectations for All. The vision and goals establish high, measurable expectations for all students and 

educators. 

1. Indicators. A leader: 

a. uses varied sources of information and analyzes data about current practices and outcomes to shape a vision, mission, 

and goals with high, measurable expectations for all students and educators; 

b. aligns the vision, mission, and goals to school, district, state, and federal policies (such as content standards and 

achievement targets); 

c. incorporates diverse perspectives and crafts consensus about vision, mission, and goals that are high and achievable 

for every student when provided with appropriate, effective learning opportunities; 

d. advocates for a specific vision of learning in which every student has equitable, appropriate, and effective learning 

opportunities and achieves at high levels. 

D. Element B—Shared Commitments to Implement the Vision, Mission, and Goals. The process of creating and sustaining 

the vision, mission, and goals is inclusive, building common understandings and genuine commitment among all stakeholders. 

1. Indicators. A leader: 

a. establishes, conducts, and evaluates processes used to engage staff and community in a shared vision, mission, and 

goals; 

b. engages diverse stakeholders, including those with conflicting perspectives, in ways that build shared understanding 

and commitment to vision, mission, and goals; 

c. develops shared commitments and responsibilities that are distributed among staff and the community for making 

decisions and evaluating actions and outcomes; 

d. communicates and acts from shared vision, mission, and goals so educators and the community understand, support, 

and act on them consistently; 

e. advocates for and acts on commitments in the vision, mission, and goals to provide equitable, appropriate, and 

effective learning opportunities for every student. 
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E. Element C—Continuous Improvement Toward the Vision, Mission, and Goals. Education leaders ensure the achievement 

of all students by guiding the development and implementation of a shared vision of learning, strong organizational mission, and 

high expectations for every student. 

1. Indicators. A leader: 

a. uses or develops data systems and other sources of information (e.g., test scores, teacher reports, student work 

samples) to identify unique strengths and needs of students, gaps between current outcomes and goals, and areas for 

improvement; 

b. makes decisions informed by data, research, and best practices to shape plans, programs, and activities and regularly 

review their effects; 

c. uses data to determine effective change strategies, engaging staff and community stakeholders in planning and 

carrying out changes in programs and activities; 

d. identifies and removes barriers to achieving the vision, mission, and goals; 

e. incorporates the vision and goals into planning (e.g., strategic plan, school improvement plan), change strategies, and 

instructional programs; 

f. obtains and aligns resources (such as learning technologies, staff, time, funding, materials, training, and so on) to 

achieve the vision, mission, and goals; 

g revises plans, programs, and activities based on systematic evidence and reviews of progress toward the vision, 

mission, and goals. 

 

Performance Expectation 2 

A. Teaching and Learning 

1. Education Leaders ensure achievement and success of all students by monitoring and continuously improving teaching 

and learning. 

a. Dispositions Exemplified in Expectation 2. Education leaders believe in, value, and are committed to: 

  i.    learning as the fundamental purpose of school; 

  ii.   diversity as an asset; 

  iii.  continuous professional growth and development; 

  iv.   lifelong learning; 

  v.    collaboration with all stakeholders; 

  vi.   high expectations for all; 

  vii.  student learning. 

B. Narrative 

1. A strong, positive, professional culture fosters learning by all educators and students. In a strong professional culture, 

leaders share and distribute responsibilities to provide quality, effectiveness, and coherence across all components of the 

instructional system (such as curriculum, instructional materials, pedagogy, and student assessment). Leaders are responsible for 

a professional culture in which learning opportunities are targeted to the vision and goals and differentiated appropriately to meet 

the needs of every student. Leaders need knowledge, skills, and beliefs that provide equitable differentiation of instruction and 

curriculum materials to be effective with a range of student characteristics, needs, and achievement. 

2. A strong professional culture includes reflection, timely and specific feedback that improves practice, and support for 

continuous improvement toward vision and goals for student learning. Educators plan their own professional learning 

strategically, building their own capacities on the job. Leaders engage in continuous inquiry about effectiveness of curricula and 

instructional practices and work collaboratively to make appropriate changes that improve results. 

C. Element A—Strong Professional Culture. A strong professional culture supports teacher learning and shared commitments 

to the vision and goals. 

1. Indicators. A leader: 

a. develops shared understanding, capacities, and commitment to high expectations for all students and closing 

achievement gaps; 

b. guides and supports job-embedded, standards-based professional development that improves teaching and learning 

and meets diverse learning needs of every student; 
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c. models openness to change and collaboration that improves practices and student outcomes; 

d. develops time and resources to build a professional culture of openness and collaboration, engaging teachers in 

sharing information, analyzing outcomes, and planning improvement; 

e. provides support, time, and resources for leaders and staff to examine their own beliefs, values, and practices in 

relation to the vision and goals for teaching and learning; 

f. provides ongoing feedback using data, assessments, and evaluation methods that improve practice; 

g. guides and monitors individual professional development plans and progress for continuous improvement of teaching 

and learning. 

D. Element B—Rigorous Curriculum and Instruction. Improving achievement of all student requires all educators to know 

and use rigorous curriculum and effective instructional practices, individualized for success of every student. 

1. Indicators. A leader: 

a. develops shared understanding of rigorous curriculum and standards-based instructional programs, working with 

teams to analyze student work, monitor student progress, and redesign curricular and instructional programs to meet diverse 

needs; 

b. provides coherent, effective guidance of rigorous curriculum and instruction, aligning content standards, curriculum, 

teaching, assessments, professional development, assessments, and evaluation methods; 

c. provides and monitors effects of differentiated teaching strategies, curricular materials, educational technologies, and 

other resources appropriate to address diverse student populations, including students with disabilities, cultural and linguistic 

differences, gifted and talented, disadvantaged social economic backgrounds, or other factors affecting learning; 

d. identifies and uses high-quality research and data-based strategies and practices that are appropriate in the local 

context to increase learning for every student. 

E. Element C—Assessment and Accountability. Improving achievement and closing achievement gaps require that leaders 

make appropriate, sound use of assessments, performance management, and accountability strategies to achieve vision, mission, 

and goals. 

1. Indicators. A leader: 

a. develops and appropriately uses aligned, standards-based accountability data to improve the quality of teaching and 

learning; 

b. uses varied sources and kinds of information and assessments (such as test scores, work samples, and teacher 

judgment) to evaluate student learning, effective teaching, and program quality; 

c. guides regular analyses and disaggregation of data about all students to improve instructional programs; 

d. uses effective data-based technologies and performance management systems to monitor and analyze assessment 

results for accountability reporting and to guide continuous improvement; 

e. interprets data and communicates progress toward vision, mission, and goals for educators, the school community, 

and other stakeholders. 

 

Performance Expectation 3 

A. Managing Organizational Systems and Safety 

1. Education leaders ensure the success of all students by managing organizational systems and resources for a safe, high-

performing learning environment.  

a. Dispositions Exemplified in Expectation 3. The education leader believes in, values, and is committed to: 

  i.   a safe and supportive learning environment; 

  ii.  collaboration with all stakeholders; 

  iii. equitable distribution of resources; 

  iv.  operating efficiently and effectively; 

  v.   management in service of staff and student learning. 
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B. Narrative 

1. Traditionally, school leaders focused on the management of a school or school district. A well-run school where buses 

run on time, the facility is clean, and the halls are orderly and quiet used to be the mark of an effective school leader. With the 

shift to leadership for learning, maintaining an orderly environment is necessary but not sufficient to meet the expectations and 

accountability requirements facing educators today. 

2. Education leaders need a systems approach in complex organizations of schools and districts. In order to ensure the 

success of all students and provide a high-performing learning environment, education leaders manage daily operations and 

environments through efficiently and effectively aligning resources with vision and goals. Valuable resources include financial, 

human, time, materials, technology, physical plant, and other system components. 

3. Leaders identify and allocate resources equitably to address the unique academic, physical, and mental health needs of 

all students. Leaders address any conditions that might impede student and staff learning, and they implement laws and policies 

that protect safety of students and staff. They promote and maintain a trustworthy, professional work environment by fulfilling 

their legal responsibilities, enacting appropriate policies, supporting due process, and protecting civil and human rights of all. 

C. Element A—Effective Operational Systems. Leaders distribute leadership responsibilities and supervise daily, ongoing 

management structures and practices to enhance teaching and learning. 

1. Indicators. A leader: 

a. uses effective tools such as problem-solving skills and knowledge of strategic, long-range, and operational planning 

to continuously improve the operational system; 

b. maintains the physical plant for safety, ADA requirements, and other access issues to support learning of every 

student; 

c. develops and facilitates communication and data systems that assure the timely flow of information; 

d. oversees acquisition and maintenance of equipment and effective technologies, particularly to support teaching and 

learning; 

e. distributes and oversees responsibilities for leadership of operational systems; 

f. evaluates and revises processes to continuously improve the operational system. 

D. Element B—Aligned Fiscal and Human Resources. Leaders establish an infrastructure for finance and personnel that 

operates in support of teaching and learning. 

1. Indicators. A leader: 

a. operates within budget and fiscal guidelines and directs them effectively toward teaching and learning; 

b. allocates funds based on student needs within the framework of federal and state rules; 

c.  aligns resources (such as time, people, space, and money) to achieve the vision and goals; 

d. implements practices to recruit and retain highly qualified personnel; 

e. assigns personnel to address diverse student needs, legal requirements, and equity goals; 

f. conducts personnel evaluation processes that enhance professional practice, in keeping with district and state policies; 

g. seeks and secures additional resources needed to accomplish the vision and goals. 

E. Element C—Protecting the Welfare and Safety of Students and Staff. Leaders ensure a safe environment by addressing 

real and potential challenges to the physical and emotional safety and security of students and staff that interfere with teaching 

and learning. 

1. Indicators. A leader: 

a. advocates for and creates collaborative systems and distributed leadership responsibilities that support student and 

staff learning and well-being; 

b. involves parents, teachers, and students in developing, implementing, and monitoring guidelines and norms for 

accountable behavior; 

c. develops and monitors a comprehensive safety and security plan. 
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Performance Expectation 4 

A. Collaborating with Families and Stakeholders 

1. Education leaders ensure the success of all students by collaborating with families and stakeholders who represent 

diverse community interests and needs and mobilizing community resources that improve teaching and learning. 

a. Dispositions exemplified in Expectation 4. The education leader believes in, values, and is committed to: 

  i.   high standards for all; 

  ii.   including family and community as partners; 

  iii.  respect for the diversity of family composition; 

  iv.  continuous learning and improvement for all. 

B. Narrative 

1. In order to educate students effectively for participation in a diverse, democratic society, leaders incorporate 

participation and views of families and stakeholders for important decisions and activities of schools and districts. Key 

stakeholders include educators, students, community members, and organizations that serve families and children.  

2. Leaders recognize that diversity enriches and strengthens the education system and a participatory democracy. Leaders 

regard diverse communities as a resource and work to engage all members in collaboration and partnerships that support teaching 

and learning. Leaders help teachers communicate positively with families and make sure families understand how to support 

their children’s learning. In communicating with parents and the community, leaders invite feedback and questions so that 

communities can be partners in providing the best education for every student. 

C. Element A—Collaboration with Families and Community Members. Leaders extend educational relationships to families 

and community members to add programs, services, and staff outreach and provide what every student needs to succeed in 

school and life. 

1. Indicators. A leader: 

a. brings together the resources of schools, family members, and community to positively affect student and adult 

learning, including parents and others who provide care for children; 

b. involves families in decision making about their children's education; 

c. uses effective public information strategies to communicate with families and community members (such as email, 

night meetings, and written materials in multiple languages); 

d. applies communication and collaboration strategies to develop family and local community partnerships; 

e. develops comprehensive strategies for positive community and media relations. 

D. Element B—Community Interests and Needs. Leaders respond and contribute to community interests and needs in 

providing the best possible education for their children. 

1. Indicators. A leader: 

a. identifies key stakeholders and is actively involved within the community, including working with community 

members and groups that have competing or conflicting perspectives about education; 

b. uses appropriate assessment strategies and research methods to understand and accommodate diverse student and 

community conditions and dynamics; 

c. seeks out and collaborates with community programs serving students with special needs; 

d. capitalizes on diversity (such as cultural, ethnic, racial, economic, and special interest groups) as an asset of the 

school community to strengthen educational programs; 

e. demonstrates cultural competence in sharing responsibilities with communities to improve teaching and learning. 

E. Element C—Building on Community Resources. Leaders maximize shared resources among schools, districts, and 

communities that provide key social structures and gathering places, in conjunction with other organizations and agencies that 

provide critical resources for children and families. 

1. Indicators. A leader: 

a. links to and collaborates with community agencies for health, social, and other services to families and children; 
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b. develops mutually beneficial relationships with business, religious, political, and service organizations to share school 

and community resources (such as buildings, playing fields, parks, medical clinics, and so on); 

c. uses public resources and funds appropriately and effectively; 

d. secures community support to sustain existing resources and add new resources that address emerging student needs. 

 

Performance Expectation 5 

A. Ethics and Integrity 

1. Education leaders ensure the success of all students by being ethical and acting with integrity. 

a. Dispositions Exemplified in Expectation 5. The education leader believes in, values, and is committed to: 

  i.   the common good over personal interests; 

  ii.  taking responsibility for actions; 

  iii. ethical principles in all relationships and decisions; 

  iv.  modeling high expectations; 

  v.   continuously improving knowledge and skills. 

B. Narrative 

1. Local and state education agencies and professional organizations hold educators to codes of ethics, with attention to 

personal conduct, fiscal responsibilities, and other types of ethical requirements. The performance expectations build on concepts 

of professional ethics and integrity and add an emphasis on responsibilities of leaders for educational equity and social justice in 

a democratic society. Education is the primary socializing institution, conferring unique benefits or deficits across diverse 

constituents.  

2. Leaders recognize that there are existing inequities in current distribution of high-quality educational resources among 

students. Leaders remove barriers to high-quality education that derive from economic, social, cultural, linguistic, physical, 

gender, or other sources of discrimination and disadvantage. They hold high expectations of every student and assure that all 

students have what they need to learn what is expected. Further, leaders are responsible for distributing the unique benefits of 

education more equitably, expanding future opportunities of less-advantaged students and families and increasing social justice 

across a highly diverse population.  

3. Current policy environments with high-stakes accountability in education require that leaders are responsible for 

positive and negative consequences of their interpretations and implementation of policies as they affect students, educators, 

communities, and their own positions. Politically skilled, well-informed leaders understand and negotiate complex policies (such 

as high-stakes accountability), avoiding potential harm to students, educators, or communities that result from ineffective or 

insufficient approaches. 

4. Ethics and integrity mean leading from a position of caring, modeling care and belonging in educational settings, 

personally in their behavior and professionally in concern about students, their learning, and their lives. Leaders demonstrate and 

sustain a culture of trust, openness, and reflection about values and beliefs in education. They model openness about how to 

improve learning of every student. They engage others to share decisions and monitor consequences of decisions and actions on 

students, educators, and communities. 

C. Element A—Ethical and Legal Standards. Leaders demonstrate appropriate ethical and legal behavior expected by the 

profession. 

1. Indicators. A leader: 

a. models personal and professional ethics, integrity, justice, and fairness and expects the same of others; 

b. protects the rights and appropriate confidentiality of students and staff; 

c. behaves in a trustworthy manner, using professional influence and authority to enhance education and the common 

good. 

D. Element B—Examining Personal Values and Beliefs. Leaders demonstrate their commitment to examine personal 

assumptions, values, beliefs, and practices in service of a shared vision and goals for student learning. 

1. Indicators. A leader: 

a. demonstrates respect for the inherent dignity and worth of each individual; 

b. models respect for diverse community stakeholders and treats them equitably; 

c. demonstrates respect for diversity by developing cultural competency skills and equitable practices; 
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d. assesses own personal assumptions, values, beliefs, and practices that guide improvement of student learning; 

e. uses a variety of strategies to lead others in safely examining deeply held assumptions and beliefs that may conflict 

with vision and goals; 

f. respectfully challenges and works to change assumptions and beliefs that negatively affect students, educational 

environments, and every student learning. 

E. Element C—Maintaining High Standards for Self and Others. Leaders perform the work required for high levels of 

personal and organizational performance, including acquiring new capacities needed to fulfill responsibilities, particularly for 

high-stakes accountability. 

1. Indicators. A leader: 

a. reflects on own work, analyzes strengths and weaknesses, and establishes goals for professional growth; 

b. models lifelong learning by continually deepening understanding and practice related to content, standards, 

assessment, data, teacher support, evaluation, and professional development strategies; 

c. develops and uses understanding of educational policies such as accountability to avoid expedient, inequitable, or 

unproven approaches that meet short-term goals (such as raising test scores); 

d. helps educators and the community understand and focus on vision and goals for students within political conflicts 

over educational purposes and methods; 

e. sustains personal motivation, optimism, commitment, energy, and health by balancing professional and personal 

responsibilities and encouraging similar actions for others. 

 

Performance Expectation 6: The Education System 

A. Education leaders ensure the success of all students by influencing interrelated systems of political, social, economic, 

legal, and cultural contexts affecting education to advocate for their teachers' and students' needs. 

1. Dispositions Exemplified in Expectation 6. The education leader believes in, values, and is committed to: 

a. advocate for children and education; 

b. influence policies; 

c. uphold and improve laws and regulations; 

d. eliminate barriers to achievement; 

e. build on diverse social and cultural assets. 

B. Narrative 

1. Leaders understand that public schools belong to the public and contribute to the public good. They see schools and 

districts as part of larger local, state, and federal systems that support success of every student, while increasing equity and social 

justice. Leaders see education as an open system in which policies, goals, resources, and ownership cross traditional ideas about 

organizational boundaries of schools or districts. Education leaders advocate for education and students in professional, social, 

political, economic, and other arenas. They recognize how principles and structures of governance affect federal, state, and local 

policies and work to influence and interpret changing norms and policies to benefit all students.  

2. Professional relationships with a range of stakeholders and policymakers enable leaders to identify, respond to, and 

influence issues, public awareness, and policies. For example, local elections affect education boards and bond results, in turn 

affecting approaches and resources for student success. Educators who participate in the broader system strive to provide 

information and engage constituents with data to sustain progress and address needs. Education leaders in a variety of roles 

contribute special skills and insights to the legal, economic, political, and social well-being of educational organizations and 

environments. 

C. Element A—Exerting Professional Influence. Leaders improve the broader political, social, economic, legal, and cultural 

context of education for all students and families through active participation and exerting professional influence in the local 

community and the larger educational policy environment. 

1. Indicators. A leader: 

a. facilitates constructive discussions with the public about federal, state, and local laws, policies, regulations, and 

statutory requirements affecting continuous improvement of educational programs and outcomes; 
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b. actively develops relationships with a range of stakeholders and policymakers to identify, respond to, and influence 

issues, trends, and potential changes that affect the context and conduct of education; 

c. advocates for equity and adequacy in providing for students' and families' educational, physical, emotional, social, 

cultural, legal, and economic needs, so every student can meet educational expectations and policy goals. 

D. Element B—Contributing to the Educational Policy Environment. Leaders contribute to policies and political support for 

excellence and equity in education. 

1. Indicators. A leader: 

a. operates consistently to uphold and influence federal, state, and local laws, policies, regulations, and statutory 

requirements in support of every student learning; 

b. collects and accurately communicates data about educational performance in a clear and timely way, relating specifics 

about the local context to improve policies and inform progressive political debates; 

c. communicates effectively with key decision makers in the community and in broader political contexts to improve 

public understanding of federal, state, and local laws, policies, regulations, and statutory requirements; 

d advocates for increased support of excellence and equity in education. 

E. Element C—Policy Engagement. Working with policymakers informs and improves education policymaking and 

effectiveness of the public's efforts to improve education. 

1. Indicators. A leader: 

a. builds strong relationships with the school board, district and state education leaders, and policy actors to inform and 

influence policies and policymakers in the service of children and families; 

b. supports public policies that provide for present and future needs of children and families and improve equity and 

excellence in education; 

c. advocates for public policies that ensure appropriate and equitable human and fiscal resources and improve student 

learning; 

d. works with community leaders to collect and analyze data on economic, social, and other emerging issues that impact 

district and school planning, programs, and structures. 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

Definitions 

Preferred Future―an understanding and conviction conveyed to teachers and students that opportunities available to students 

are not limited. 

Psychometrically Sound―data that are valid and reliable; refers to data from tests and other forms of assessment 
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Appendix J    Louisiana Leader Performance Evaluation Rubric 
 

Domain 1: School Vision 

  

Domain I School Vision 
a. Sets ambitious, 
data-driven goals 
and a vision for 
achievement; 
invests teachers, 
students, and other 
stakeholders in 
that vision 

• A vision for achievement describes high academic expectations for all students; the vision 
provides the picture of the school’s future. Effective principals ensure that the vision is lived in 
practice, encouraging behaviors that support it and addresses behaviors that undermine it. 

• To develop the vision, leaders must enlist the support of all stakeholders. The process facilitates 
ownership and institutionalization of the vision and ensures that the vision includes multiple 
perspectives and lenses. 

• To realize the vision, leaders must put data driven school level goals into place; these goals 
describe how the school will reach the vision. Strategic school leaders adjust the school level 
goals to ensure they are driving improvements in achievement. School level goals should be set 
and managed by data gathered from multiple sources including student learning outcomes, 
needs assessments and observations of teacher practice. As the needs of the school change, the 
leader will have to work with stakeholders to identify school level goals and strategies that will 
foster student growth. 

 

Component a.  Sets ambitious, data-driven goals and a vision for achievement; invests teachers, 

students, and other stakeholders in that vision 
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

• Rarely maintains focus on 

vision or school goals – 

rarely refers to goals and 

does not identify how the 

goals align to the vision. 

• Rarely makes time to meet 

with families or 

stakeholders; openly 

disrespects or  dismisses 

families or stakeholders; 

does not address staff or 

stakeholders who 

contradict the vision. 

• Does not align school 

resources accurately; does 

not maintain systems to 

support the school’s 

learning goals 

• Sets school-wide goals 
that are aligned to the 
school’s vision and use 
one or two sources of 
data; references goals 
and/or vision in 
meetings/planning 
sessions, 
but inconsistently 
connects them to the day-
to-day work of the school 

• Shares the school’s vision 
for achievement with 
stakeholders; 
inconsistently 
addresses staff or  
stakeholders who 
contradict the vision by 
displaying low or negative 
expectations 

• Aligns resources with a 
focus on materials, 
supplies and equipment; 
creates some systems 
using resources to 
further the school’s 
learning goals 

• Uses vision and analysis of 
multiple types of data to 
set goals; references goals 
and/ 
or vision in all meetings/ 
planning sessions and 
consistently connects them 
to the day-to-day work of 
the school 

• Actively engages 
stakeholders in the 
school’s vision for 
achievement; shares 
specific ways families and 
stakeholders can support 
student learning; 
consistently addresses 
staff or  stakeholders who 
contradict the vision by 
displaying low or negative 
expectations 

• Aligns resources: time, 
human and, when 
appropriate, fiscal to 
create and uphold systems 
that further the school’s 
learning goals; develops 
and implements systems 
that maximize 
instructional time by 
generating strategic 
schedules and calendars; 
confirms that staff have 
necessary materials, 
supplies, and equipment 

• Uses vision and analysis of 
multiple forms of data to 
set goals and aligns all 
decisions to the school-
wide goals and vision, 
builds staff ownership for 
school-wide goals and the 
goals for their content or 
grade levels; uses 
protocols for making 
decisions that refer staff 
and team decisions back 
to the vision and goals; 
builds staff capacity to use 
the vision and goals to 
make instructional 
decisions 

• Continuously creates two-
way links between 
families and the school; 
actively 
engages stakeholders in 
the school’s vision for 
achievement; shares 
specific ways families and 
stakeholders can support 
student learning; builds 
staff capacity to address 
other staff or stakeholders 
who contradict the vision 
by displaying low or 
negative expectations 

• Continually aligns 
resources: time, human 
and, when appropriate, 
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fiscal to create and uphold 
systems that further data-
driven goals; develops 
and implements systems 
that maximize 
instructional time by 
generating schedules, 
calendars and data 
systems that help to track 
progress; 
ensures that staff have 
necessary materials, 
supplies, and equipment 

 

Component a.  Sets ambitious, data-driven goals and a vision for achievement; invests teachers, 

students, and other stakeholders in that vision 

 

Examples of Evidence 

• School vision and goals are shared with stakeholder groups 

• Written values and beliefs reflect high expectations for all students 

• Building-wide goals and vision are shared and widely known within the school community 

• Parents, staff and others are clear about academic expectations and homework guidelines 

• Students describe and demonstrate effective effort, behaviors and beliefs across classrooms 

• Academic work and homework guidelines are shared with parents, staff and others 

• Families are included and invested in the school community 

• Families are aware of learning expectations and strategies to support student learning outside  
the school day 

• Staff and fiscal resources are aligned with strategic priorities 

 

 

Domain II: School Culture 

  

Domain II School Culture 
a. Facilitates collabor-
ation between teams of 
teachers 
b. Provides opportu-
nities for professional 
growth and develops a 
pipeline of teacher 
leaders 
c. Creates and upholds 
systems which result in 
a safe and orderly 
school environment 

• School culture is the context that allows for effective teaching and learning to take place. Culture 
is continuously reinforced by the school leader, teachers, and students through practices and 
actions that tell every stakeholder: this is how we do school here. Effective leaders establish 
cultures of achievement by maintaining a learning environment that is conducive to learning and 
safe for all students. 

• In a learning culture, teachers identify and teach core academic skills across the curriculum and 
implement shared instructional practices to improve student achievement. School leaders ensure 
that teachers work in teams to examine student work that is rigorous and aligned with the 
Compass rubric. Professional growth is expected and leaders create meaningful, targeted 
professional development opportunities aligned to teacher needs and designed to improve 
instructional practice. 

Component a.  Facilitates collaboration between teams of teachers 
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

Makes minimal or 
unsuccessful attempts 
to ensure teacher 
collaboration.  

• Schedule does not 
include time for teachers 
to collaborate  

• Teacher collaboration 
meetings are rarely 
focused on student work 

Attempts to ensure 
teacher collaboration is 
occurring.  

• Schedule includes time for 
teachers to collaborate  

• Teacher collaboration is 
sometimes focused on 
student work or on 
Louisiana Student 
Standards or instructional 

Ensures regular routines for 
teacher collaboration are in 
place.  

• Takes an active role in 
teacher collaboration 
meetings  

• Teacher collaboration is 
focused on assessing 
Louisiana Student Standards 
and leveled student work 

In addition to the 
characteristics of 
“Proficient,” has successfully 
built the capacity of teacher 
leaders to lead and facilitate 
collaboration.  

• Ensures that teacher 
collaboration routines are 
closely integrated with the 
observation and feedback 
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Domain II: School Culture  

Component a: Facilitates collaboration between teams of teachers  

 

Examples of Evidence 

• Review school schedule for evidence of professional learning communities and/or collaborative 

learning structures.  

• Teacher and teacher leader interviews for evidence of teacher and leader roles in facilitating 

collaboration, changes in practice and student outcomes that occur as a result of collaboration, 

etc.  

• Teachers review data regularly and teachers are aware of school and grade targets and progress 

toward those targets.  

• Review collaboration outcomes and student performance data following collaboration time.  

• Conducts observations or co-observations of collaborative meetings.  

• Conducts observations of feedback conversations.  

• Assesses student work against Louisiana Student Standards-level exemplars.  

 

 

 

 

 

 

 

 

or on Louisiana Student 
Standards or 
instructional shifts  

• Rarely attempts to 
monitor progress of 
collaboration or to 
provide feedback on 
collaboration  

 

 

shifts  

• Attempts to monitor 
progress of collaboration 
meetings; but with uneven 
information and results  

• Attempts to provide 
feedback on collaboration 
but feedback is not 
actionable or connected to 
student learning  

 

(e.g., classroom 
assignments, assessment 
results, student 
engagement)  

• Collaboration uses analysis 
of student work and results 
to identify specific teacher 
actions that, if changed, 
would most impact student 
achievement  

• As a result of collaboration, 
identifies specific next steps 
for each teacher and follows 
up with frequent, actionable 
feedback to ensure 
improvement in teacher 
effectiveness  

 

cycle and that teachers 
experience feedback received 
through observation and 
collaboration as part of a 
single process of 
development  

• Identifies and builds the 
capacity of teachers to lead 
and facilitates the 
collaboration cycle by 
providing feedback on 
meetings while intermittently 
monitoring collaboration  

• Teachers demonstrate 
ownership of collaboration 
process by leading 
collaboration and by 
suggesting modifications or 
improvements to the 
collaboration cycle  

• Engages in a similar 
collaboration cycle with the 
school leadership team, 
focused on assessing student 
work and results, identifying 
school leader actions that will 
drive student achievement, 
and provides feedback on 
implementation  

• There is clear evidence of 
increased student 
achievement as a result of 
teacher collaboration  
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Domain II: School Culture  

Component b: Provides opportunities for professional growth and develops a pipeline of teacher leaders  

 
 

Examples of Evidence 

• Teacher-driven professional development focuses on student learning challenges and progress 

toward student achievement goals.  

• Staff develops a broad repertoire of instructional strategies referenced in their lesson plans.  

• A high percentage of teachers rated effective and stay in the school.  

• Teacher leaders, master teachers, and members of the leadership team have focused weekly 

discussions on student learning outcomes to target key instructional needs.  

• Multiple staff members serve as instructional leaders in the school, and they lead effective 

teacher team meetings focused on student learning data and student work.  

Domain II: School Culture  

Component b: Provides opportunities for professional growth and develops a pipeline of teacher leaders  
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

• Rarely uses data to 

determine what 

development activities or 

instructional strategies will 

advance teacher 

effectiveness  

• Rarely provides 

opportunities for 

professional growth to 

improve teacher 

effectiveness and/or 

provides opportunities that 

are misaligned with the 

teachers’ needs  

• Does not maintain a 

pipeline of teacher leaders 

or identify potential teacher 

leaders  

 
 

• Uses anecdotal data gathered 

to determine what 

development activities or 

instructional strategies will 

best advance teacher 

effectiveness  

• Provides infrequent 

opportunities for professional 

growth to improve teacher 

effectiveness that attempt to 

align with the teachers’ 

needs  

• Identifies mid and high-

performing teachers and 

attempts to develop their 

leadership skills, but creates 

minimal opportunities for 

teacher leaders to support 

others in the school  

 

 

• Uses data gathered through 

observations and student 

assessments to determine 

what development activities 

or instructional strategies 

will best meet the needs of 

each individual teacher to 

improve overall teacher 

effectiveness  

• Improves teacher 

effectiveness by providing 

opportunities for 

professional growth and on-

going supports; tracks 

progress to determine 

teacher effectiveness and 

adjusts development 

opportunities accordingly  

• Develops a pipeline of 

teacher leaders to provide 

additional support to 

teachers in the school by 

identifying mid and high-

performing teachers; 

developing leadership skills, 

creating opportunities for 

them to take on additional 

responsibilities  

 

• Uses data gathered through 

observations, student 

assessments, and teacher 

self-assessments to 

determine what supports will 

best meet the needs of each 

individual teacher to 

improve overall teacher 

effectiveness  

• Improves teacher 

effectiveness by providing 

opportunities for 

professional growth and 

ongoing support systems; 

provides opportunities for 

individuals to pursue 

additional development 

opportunities inside or 

outside of the school; tracks 

progress to determine the 

effectiveness and adjusts 

development opportunities 

accordingly  

• Develops a pipeline of 

teacher leaders to provide 

additional support to 

teachers in the school by 

identifying mid and high-

performing teachers; 

developing t leadership 

skills, creating opportunities 

for them to take on 

additional responsibilities, 

creating a formal growth 

trajectory and plan for the 

teacher leaders  
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• Leadership team members conduct frequent observations and provide feedback to staff on 

instructional practices and handling of student conduct concerns with follow-up to track 

improvement.  

• Leadership team members take part in regular walk-throughs to observe for the 

implementation of the Louisiana Student Standards.  

 

 
 

Domain II: School Culture  

Component c: Creates and upholds systems which result in a safe and orderly school environment  
 

Examples of Evidence 

• Routines and procedures are in place, discussed, and implemented.  

• School building is clean and safe-all basic facilities are in working order.  

• Physical plant fosters major academic priorities/initiatives.  

• Values and behaviors are referenced in daily school structures.  

• A system of positive and negative behavior expectations are consistent (with age appropriate 

differentiation) across classrooms, grades and content areas.  

• Written values and beliefs reflect high expectations for all students.  

• School-wide code of conduct aligned with district and school priorities is in place.  

• Code of conduct is consistently implemented across all classrooms.  

• Support staff (e.g., ELL, literacy and math teachers, and gifted and talented instructors) are 

strategically utilized to support the achievement of school goals.  

 

Domain II: School Culture  

Component c: Creates and upholds systems which result in a safe and orderly school environment  
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

• Does not maintain a 

learning environment that 

is conducive to learning; 

does not ensure the 

physical safety of students  

• Rarely makes expectations 

for student or adult 

behavior explicit  

• Does not consistently 

implement negative 

consequences  

• Does not maintain a 

physically-safe 

environment  

 
 

• Confirms that learning 

environment is conducive to 

learning for most students; 

implements systems to 

ensure physical safety is 

maintained for all students  

• Develops some expectations 

for student and adult 

behavior based on the 

school values and beliefs; 

identifies negative 

consequences  

• Develops systems to 

monitor consistent 

implementation of negative 

consequences  

• Confirms the physical 

environment is safe  

 

 

• Confirms the learning 

environment is conducive to 

learning; implements 

systems to ensure physical 

and social-emotional safety 

is maintained for students 

and adults  

• Develops clear expectations 

for student and adult 

behaviors based on the 

school values and beliefs; 

identifies clear positive and 

negative consequences  

• Develops systems to ensure 

every adult understands their 

role in implementing both 

positive and negative 

consequences and 

consequences are 

consistently implemented  

• Supervises facilities, 

equipment management and 

maintenance; confirms the 

physical environment is safe  

• Supervises facilities, 

equipment, management and 

maintenance; confirms the 

physical environment is safe  

 

• Confirms the learning 

environment is conducive 

to learning and safe for all 

students; builds staff 

capacity to lead and manage 

components systems that 

ensure physical and social-

emotional safety is 

maintained for all 

stakeholders  

• Develops clear expectations 

for student and adult 

behaviors based on the 

school values and beliefs; 

identifies and implements 

specific age-appropriate 

positive and negative 

consequences  

• Develops systems to ensure 

that every adult understands 

their role in implementing 

both positive and negative 

consequences and 

consequences are 

consistently implemented  

• Supervises facilities, 

equipment management and 

maintenance to enhance 

learning and confirms the 

physical environment is 

safe  

 



75 

 

 

 

 

 

 

 

Domain III Instruction  
a. Observes teachers 

and provides feedback 

on instruction regularly  

b. Ensures teachers set 

clear, measurable 

objectives aligned to the 

Louisiana Student 

Standards  

c. Ensures teachers use 

assessments reflective 

of the Louisiana Student 

Standards rigor  

 

• Research has shown that there is a direct correlation between a strong instructional program and 
an increase in academic gains. It is critical that school leaders support effective instruction to 
increase student achievement.  

• Louisiana has adopted the Louisiana Student Standards, thus, leaders must ensure all instruction is 
grounded in and guided by the Louisiana Student Standards. To best support instruction, leaders 
must ensure teachers have the tools to set clear objectives aligned to the Louisiana Student 
Standards. They must implement a curricular scope and sequence that fosters rigorous instruction, 
and they must ensure that teachers have supporting curricular materials that will allow them to 
implement the curriculum with fidelity.  

• Leaders must observe teachers to provide on-going actionable clear and transparent feedback on 
instruction; these observations will become a part of both formative and summative assessments 
of teacher effectiveness. Teacher observations and conferences will ensure that all instruction is 
focused on the development and implementation of goals and objectives aligned with the 
Louisiana Student Standards.  

• School leaders must also facilitate and support staff use of data to identify and prioritize students’ 
needs in relation to the Louisiana Student Standards. Leaders will ensure that all assessments are 
Louisiana Student Standards aligned and will hold teachers accountable for on-going analysis of 
student data to provide rigor and differentiation for all students.  

 

 

Domain III: Instruction  

Component a: Observes teachers and provides feedback on instruction regularly  
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

Does not complete 

minimum expectations.  

• Rarely uses the Compass 

Teacher Rubric  

• Rarely completes formal 

observations  

• Rarely provides feedback to 

teachers  

• Rarely completes 

evaluations and/or has 

unclear evaluation process 

in place  

 

Completes minimum 

expectations.  

• Using the Compass Teacher 

Rubric, completes minimum 

expected observations  

• Ensures observers rate 

observations using the 

Compass Teacher Rubric  

• After each required 

observation, shares ratings 

and notes with teacher, 

including suggestions for 

improvement  

• Ensures that new teachers 

receive additional formative 

observations  

 

Engages in continuous 

conversations with teachers 

about student results based 

on the Louisiana Student 

Standards and the teacher’s 

actions will advance student 

learning even further, or 

successfully manages 

through staff.  

• Using the Compass Teacher 

Rubric, regularly observes 

instruction and gathers 

evidence of student 

achievement and teacher 

performance  

• Uses evidence gathered 

through observations and 

walk-throughs to deliver 

specific, actionable feedback 

to teachers; identifying 

concrete improvements to be 

made based on the rubric  

• Follows up on feedback 

(e.g., by observing teacher 

again, collecting student 

In addition to the 

characteristics of 

“Proficient,” ensures 

systems and structures are 

in place to support 

continuous teacher 

improvement or 

successfully manages 

through staff.  

• Ensures that the observation 

and feedback cycle is 

integrated with teacher 

collaboration routines  

• Teachers take ownership of 

and lead the feedback 

process by seeking 

feedback from evaluators 

and peers  

• Collaborates with other 

teacher evaluators in the 

building to ensure 

consistent use of the 

Compass Teacher Rubric 

and to ensure evaluators are 

aligned in their feedback to 
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Domain III: Instruction  

Component a: Observes teachers and provides feedback on instruction regularly  

 

Examples of Evidence 

• Interviews with teachers who are able to articulate their strengths and areas for growth, the 
specific steps they are taking to improve, and the impact those steps will have on student 
outcomes.  

• Review the number of observations and quality of feedback in the Compass Information 
System.  

• Review observation feedback and compare to student outcome data.  

• Conducts co-observations of teacher practice with the evaluator through frequent 
observations and/or walk-throughs.  

• Conducts observation of evaluator feedback to the teacher. Evaluator is providing frequent, 
actionable feedback to teachers; identifying specific improvements that can be made on the 
rubric. Evaluator follows-up on feedback.  

• Reviews the tools the school uses to manage the observation schedule- (e.g., online trackers, 
shared calendars, etc.).  

• Observation data is easily and regularly shared by and between evaluators.  

• Conducts observation of collaboration meetings.  

• Reviews collaboration meeting agendas, in conjunction with observation and walk-through 
data.  

 

outcomes data, and/or 

following up on next steps 

within a predetermined 

time) to determine if 

prioritized teacher actions 

and student outcomes are 

improving  

 

teachers  

• There is clear evidence of 

increased student 

achievement as a result of 

the observation and 

feedback process  

 

Domain III: Instruction  

Component b: Ensures teachers set clear, measurable objectives aligned to the Louisiana Student Standards  
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

• Sets non-rigorous annual 
student learning targets  

• Rarely ensures teachers are 
using a curriculum scope 
and sequence or 
assessments that are 
Louisiana Student 
Standards aligned  

• Rarely assesses the 
implementation of 
Louisiana Student 
Standards  

• Rarely ensures 
instructional practices that 
support the learning of all 
students  

 

• Sets annual student 
learning targets that aim for 
the academic growth of 
students  

• Supports teachers’ choice 
around strong curriculum 
materials; ensures teachers 
in core content areas are 
using a curriculum scope 
and sequence and 
assessments that are 
Louisiana Student 
Standards aligned  

• Irregularly assesses the 
implementation of 
Louisiana Student 
Standards by reviewing 
student outcomes  

• Ensures core content 
teachers make minor 
modifications to their 
instructional practices to 
support the learning of all  
students 

 

• Sets annual student learning 
targets and ensures 
teachers set daily objectives 
that will support academic 
growth of students and that 
align with school level goals  

• Develops teacher’s skill set 
to choose strong curriculum 
materials and ensures all 
teachers are using a 
curriculum scope and 
sequence and assessments 
that are Louisiana Student 
Standards aligned  

• Facilitates effective 
implementation of 
Louisiana Student Standards 
by regularly assessing 
instructional practices and 
student outcomes  

• Ensures teachers modify 
and differentiate 
instructional practices to 
support the learning of all 
students, based on student 

• Sets annual student 
learning targets and builds 
teacher capacity to set and 
assess daily, weekly, and 
unit objectives to support 
significant academic 
growth of students and 
align with school level goals  

• Develops teacher’s skill set 
to choose strong 
curriculum materials; 
provides scaffold- 
developments as needed 
and ensures all teachers 
are using a curriculum 
scope and sequence and 
assessments that are 
Louisiana Student 
Standards aligned  

• Builds teacher capacity to 
effectively implement 
Louisiana Student 
Standards by regularly 
assessing instructional 
practices, student work; 
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Domain III: Instruction  

Component b: Ensures teachers set clear, measurable objectives aligned to the Louisiana Student Standards  

 

Examples of Evidence 

• Systems ensure that lesson and unit plans align to the scope and sequence and prepare 
students to be on a college and career readiness track.  

• Lesson plans and curriculum materials produce explicit evidence of curriculum coordination 
and alignment to Louisiana Student Standards.  

• Staff have a broad repertoire of instructional strategies that they reference in their lesson 
plans.  

• Throughout the school, classroom activities are designed to engage students in cognitively 
challenging work that is aligned to the standards.  

• Consistent practices are observable across multiple classrooms.  

• Rigorous course content is accessible to all students.  
 

 

Domain III: Instruction  

Component c: Ensures teachers use assessments reflective of Louisiana Student Standards rigor  

 

Examples of Evidence 

• Continuous data review process is in place to confirm that students learned taught 
material.  

• Assessments reflect alignment with Louisiana Student Standards.  

• Multiple analyses of student performance data are examined to support informed decision 
making.  

• Differentiated classroom activities based on students’ reading or achievement levels are 
present in every classroom.  

• Disaggregated student data informs instruction.  

• Students receive rapid, data-driven interventions matched to current needs, and 
intervention assignments and schedules are frequently updated to reflect student needs 
and progress.  

 

 

 

 

learning data  
 

and student outcomes  

• Ensures teachers modify 
and differentiate 
instructional practices to 
support the learning of all 
students, based on student 
learning data  

Domain III: Instruction  

Component c: Ensures teachers use assessments reflective of Louisiana Student Standards rigor  
Ineffective Effective: Emerging Effective: Proficient Highly Effective 

• Rarely selects assessments 

or curricular materials 

aligned to the Louisiana 

Student Standards; does not 

analyze student performance  

• Selects assessments aligned 

to the Louisiana Student 

Standards and analyzes 

student performance on 

assessments to identify 

areas for instructional 

improvement  

• Supports the selection of 

assessments and curricular 

materials aligned to the 

Louisiana Student Standards 

and analyzes student 

performance on assessments 

to: identify student learning 

gaps, determine 

interventions, and areas for 

instructional improvement  

• Supports and develops staff, 

ability to select assessments 

and curricular materials 

aligned to the Louisiana 

Student Standards and 

builds staff capacity to 

analyze student 

performance on 

assessments to; identify 

student learning gaps, 

determine interventions, 

and areas for instructional 

improvement  
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§905. Definitions 
 A. In order that consistency in terminology is maintained on a statewide basis, the Department (LDOE) has 

established a list of terms and definitions. Careful consideration of each should be given during the training and 

implementation of personnel evaluation programs. The definitions below have been adopted by Caddo Parish Public 

School System, as required by Bulletin 130.  

Accountability—shared responsibility for actions relating to the education of children. 
 

Administrator—any person who serves in an academic leadership role at the school-level and is employed in a 

professional capacity other than a teacher. Principals, assistant principals, and academic deans shall be considered 

administrators according to this definition. 

Beginning Teacher—any teacher in their first three years of the profession. 

Board—state Board of Elementary and Secondary Education. 

Capital Information System (CIS)—a web-based performance management system available to Louisiana’s local 

education agencies (LEAs) to support implementation of Compass, the state’s educator support and evaluation 

system. 

Career Teacher—any person who provides direct instruction or direct instructional support to students, to whom 

he/she has been formally assigned. 

Certified School Personnel—those persons whose positions require certification. 

Charter School—an independent public school that provides a program of elementary and/or secondary education 

established pursuant to and in accordance with the provisions of the Louisiana Charter School Law to provide a 

learning environment that will improve student achievement. 

Classroom visitation—an informal visit to a classroom of sufficient duration to monitor progress toward achievement 

of professional growth plan objectives and to provide support or assistance. 

Common assessment—a state-approved assessment to be used for measuring student growth in grades and subjects 

where value-added data is not available.  

Components of Effective Teaching—the elements of teaching performance defined by the board in formal, recognized 

collaboration with educators and other stakeholders involved in education, to be critical to providing effective 

classroom instruction. 

Competencies—skills, knowledge, and abilities required to demonstrate a particular level of performance. 

Criteria—demonstrable levels of performance upon which a judgment may be based. 

Department—Louisiana Department of Education (LDOE) 

Due Process—fair and impartial treatment, including notice and an opportunity to be heard.   

Duties—those functions and tasks normally required of a position as assigned and/or described in the job description 

that are necessary to enable the class, school, or school district to accomplish objectives 

Educational Leader—a person who is certified to serve in any school or district leadership capacity with the 

exception of Superintendent. 

Evaluation—process by which a local board monitors continuing performance of its teachers and administrators 

annually, by considering judgments concerning the professional accomplishments and competencies of a certified 
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employee, as well as other professional personnel, based on a broad knowledge of the area of performance involved, 

the characteristics of the situation of the individual being evaluated, and the specific standards of performance pre-

established for the position. 

Evaluatee—teacher or administrator undergoing evaluation. 

Evaluator—one who evaluates; the school principal or assistant principal or respective supervisory level designees 

charged with evaluating teachers or the superintendent or other LEA-level supervisor charged with evaluating 

administrators. 

Formal Site Visit—an announced site visit by an administrator’s evaluator, that is preceded by a pre-visit conference 

and followed by a post-visit conference in which the administrator is provided feedback on his/her performance. 

Grievance—a procedure that provides a fair and objective resolution of complaint by an evaluatee that the evaluation 

is inaccurate due to evaluator bias, omission, or error.   

Intensive Assistance Plan—the plan that is implemented when it is determined, through the evaluation process, that 

personnel have not meet the standards of effectiveness. This plan includes the specific steps the teacher or 

administrator shall take to improve; the assistance, support, and resources to be provided by the Caddo Parish Public 

School System; an expected timeline for achieving the objectives and the procedure for monitoring progress, 

including observations and conferences; and the action to be taken if improvement is not demonstrated. 

Job Description—a competency-based summary of the position title, qualification, supervisor, supervisory 

responsibilities, duties, job tasks, and standard performance criteria, including improving student achievement, that 

specify the level of job skill required. Space shall be provided for signature and date.  

Local board—governing authority of the local education agency, parish/city school or local school system. 

Local Education Agency (LEA)—city, parish, or other local public school system, including charter schools. 

Non-Tested Grades and Subjects (NTGS)—grades and subjects for which a value-added score is not available for 

teachers or other certified personnel. 

Objective—a devised accomplishment that can be verified within a given time, under specifiable conditions, and by 

evidence of achievement.  

Observation—the process of gathering facts, noting occurrences, and documenting evidence of performance and 

delivering aligned, individualized feedback to the evaluatee. 

Observer⎯one who gathers evidence to be used in the evaluation process through the observation of educator 

performance. 

NIET⎯National Institute for Excellence in Teaching. 

Performance Expectations—the elements of effective leadership approved by the board that shall be included as 

evaluation criteria for all building-level administrators. 

Performance Standards—the behaviors and actions upon which performance is evaluated.  

Post-observation Conference—a discussion between the evaluatee and evaluator for the purpose of reviewing an 

observation and sharing commendations, insights, and recommendations for improvement. 

Pre-observation Conference—a discussion between the evaluatee and the evaluator which occurs prior to a formal 

observation; the purposes are to share information about the lesson to be observed and to clarify questions that may 

occur after reviewing of the lesson plan. 

Professional Growth Plan—a written plan developed to enhance the skills and performance of an evaluatee. The plan 

includes specific goal(s), objective(s), action plans, timelines, opportunities for reflection, and evaluation criteria. 

Self-Evaluation/Self-Reflection—the process of making considered judgments of one’s own performance concerning 

professional accomplishments and competencies as a certified employee or other professional person based upon 

personal knowledge of the area of performance involved, the characteristics of the given situation, and the specific 

standards for performance pre-established for the position; to be submitted by the evaluatee to the appropriate 

evaluator for use in the compilation of the individual’s evaluation. 
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Standard Certificate—a credential issued by the state to an individual who has met all requirements for full 

certification as a teacher. 

Standard of Effectiveness—adopted by the State Board of Elementary and Secondary Education as the final 

composite score required for teacher or administrator performance to be considered effective. 

Student Learning Target—a goal which expresses an expectation of growth in student achievement over a given 

period of time, as measured by an identified assessment and/or body of evidence. 

Teacher—any person who provides direct instruction or direct instructional support to students, to whom he/she has 

been formally assigned. Classroom teachers, special education teachers, librarians, and guidance counselors shall be 

considered teachers according to this definition. 

Teachers of Record— Educators who are responsible for a portion of a student’s learning outcomes within a 

subject/course. 

Value-Added – the use of prior achievement history and appropriate demographic variables to estimate typical 

achievement outcomes through a statistical model for students in specific content domains based on a longitudinal 

data set derived from students who take state-mandated tests in Louisiana for the purpose of comparing typical and 

actual achievement. 

Worksite/Classroom Visitation – a visit made to the worksite or classroom by an authorized evaluator or observer(s) 

on their own initiative or upon the request of the employee to gather facts and document evidence of performance.  

This visit may be either announced or unannounced. 

 

 

 

 

 

 


