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Philosophy of Evaluation 
 

Park county School District #1’s evaluation philosophy is based upon the belief that retention of qualified 
instructional personnel is critical to the educational process and the quality of experiences to which our 
students are exposed.  Evaluation is defined as the decision-making process which determines the 
employment status of staff members. Evaluation is also the act of recommend the employee be rehired or 
not rehired. In addition, evaluation in the process of gathering data, both formal and informal, that will help 
assess the performance of individuals related to the evaluation performance area criteria and descriptors. 
 
Each person is unique; hence, administrators are encouraged to recognize individual differences of each 
within the context of meeting District performance expectations. The skills and knowledge the evaluator(s) 
are crucial to the success of the performance evaluation system. The ultimate purpose of the evaluation 
is student success.  The evaluator(s) must be aware of the responsibilities of each evaluate in that 
regard. Performance observations must be authentic, documented, and frequent enough to assure that 
the evaluator is aware of all aspects of the evaluatee’s performance. Accountability, integrity, and 
relevance to the District’s approved performance criteria are of utmost importance. 
 
 
The final evaluation of performance consists of the observations of teacher’s effectiveness in all aspects 
of employment, the feedback to those involved, and documentation of follow up activities performed or 
scheduled, as well as assessment of the degree of achievement of specific outcomes related to the 
stated goals and standards of the Park County School District #16. 
 
Theory 
The base of the triangle is Theory. Instructional theory is the basis for decisions that result in effective 
teaching and successful learning.  Theory represents the research and philosophical premises which 
have been shown to be successful in the instructional process.  An understanding of teaching and 
learning theory provides the basis for decision making and is the focus of supervision.  In Park County 
School District #16, four general sections are used. 

1. Teach to an objective. 
2. Teach to the correct level of difficulty. 
3. Monitor and adjust. 
4. Use principles of learning-motivation, retention, reinforcement, transfer, anticipatory set, and 

closure. 
Process 
Decisions based upon current theory and research increase student learning. To maximize this learning, 
one must understand the process in which the decisions are made. Process can be looked at as having 
essentially three main stages. These stages, in effect are the areas in which decisions are made. The first 
stage is pre-teaching. Pre-teaching is often referred to as planning. It is called pre-teaching instead of 
planning because it focuses on teacher actions and decisions made prior to the instructional phase, 
without the critical interaction between teacher and student. 
 
The second stage is instruction.  It is during this stage that the teacher strives to maximize student 
learning through effective use of teaching and learning theories. The stage is characterized by careful 
monitoring of the students and appropriate adjustment of instruction with regard to achievement of the 
intended objective. It is the most crucial area of teacher decision making, because it can never be redone. 
 



The final stage is assessment. Assessment refers not only to the results of the students, but also to the 
effectiveness of methods and application of theory.  Assessment of the later type can be done through 
self-analysis, peer coaching or principal supervision.  Assessment is an important stage.  In terms of 
curriculum. It allows a teacher to ascertain where he/she has been, how well the students have learned 
and which direction to take in the future.  With regard to teacher effectiveness, it allows teachers to 
determine their own productivity, to analyze what strategies and methods have been successful and in 
what areas they may wish to add to their repertoire of skills.  It is the foundation for realizing one’s fullest 
potential and can serve as a guide for one’s professional growth. 
 
 

Philosophy of Instruction 
 
Park county School district #16 believes that instruction is at the center of student success.  Instructional 
skills are based on three basic beliefs: 

1. Teachers as professionals have a complex set of responsibilities. 
2. Teaching is a decision-making process. 
3. There is a body of knowledge on which teaching and its decision-making process are based. 

From these beliefs, a logical process with regard to instruction is evident. To begin with, there are definite 
teacher evaluation performance areas.  These areas encompass all those matters which involve the 
responsibilities of teaching. 
 
 
 
Methods 
These are the tools of instruction. They represent the models and techniques of instruction, the varied 
and effective methods of delivery. Methods acquisitions and refinement are encouraged and taught 
through in-service at the school and at conferences the teacher attends.  Teachers are encouraged and 
supported in their acquisition and refinement of methods. 
 
 
Flowcharts of Evaluation / Supervision Process 
 
Non-Tenured Teacher Performance Evaluation Cycle 
 
September 

1. Orientation 
2. Meets weekly with administrator, including first observation cycle and short unannounced visits. 

September/October 
3. Self-Evaluation in terms of Performance Standards. 
4. Growth Plan and Conference. 

October/November 
5. Second observation cycle 
6. Progress report on growth plan 

December/January/February 
7. Third (optional) observation cycle 
8. Unannounced visits 
9. Evaluation of growth plan including: teacher evaluation, student evaluation, final project. 
10. Summative report and conference 

 
Tenured Teacher Performance Evaluation Cycle 
 
August 

1. Review of Process 
September/October 

2. Self-evaluation in terms of performance standards and previous summative evaluation reports 
3. Growth Plan (Teacher option to start in previous Spring) 



4. Conference 
October through February 

5. Pre-Observation Conference 
6. Observation 
7. Post-Observation 

January 
8. Progress report on growth plan 

February 
9. Evaluation of growth plan including: teacher evaluation, student evaluation, final product. 
10. Year-end summative report and conference. 

 
 
Full Cycle Evaluation for Non-Tenured Teachers 
 

1. New teachers are oriented to the Non-Tenured Teacher Evaluation system at a new teacher 
orientation meeting the week before regular opening meetings. After the teacher has completed 
his or her first year with the district, they may review the evaluation system with the tenured 
teachers during regular teacher in-service. 

2. New teacher meet weekly with administrator in September. 
a. First Week: review and clarify handbook, routines, and discuss teacher’s concerns.  

Unannounced visit. 
b. Second Week: Pre-observation conference, observation, post-observation conference. 

Select and discuss item to work on for the next observation. 
c. Third Week: Observation, post-conference. 
d. Fourth Week: Administrator studies data and notes from conferences and writes 

formative report. Conference with teacher about formative report. Reviews Self- 
evaluation process. 

Pre Observation-conference:  
a. The purpose of this conference is to overview the lesson plan and establish the focus of 

the observation. 
b. One (1) working day prior to the pre-observation conference, the teacher will submit the 

pre-observation form to the administrator. Conference is held one (1) working day prior to 
the observation or as mutually agreed upon. 

c. Each announced classroom observation should be preceded by a pre-observation 
(except in the case of observations in close succession, when the pre-observation 
conference can be combined with post-observation conferences of the previous 
observation cycle). 

Observation (announced): 
a. Shall be for the entire lesson. 
b. The administrator will be in the classroom at the beginning of the instructional 

activity/lesson. 
c. Descriptive data will be recorded. 

Post-observation Conference 
a. Observation data analyzed by the administrator and the conference planned using the 

post-observation report. 
b. Conference after each announced observation. 
c. Conference recommended within one day of the observation, but no more than two days 

after observation. 
3. Teacher self-evaluates and completes growth plan to be evaluated no later than February of the 

current school year. The growth plan should focus on a performance area, and have the following 
components: 

a. A clearly stated goal 
b. A specific product or measurable behavior 
c. Delineated procedure with timeline 

4. Administrator and teacher conference about the growth plan. The growth plan is part of the final 
evaluation only in whether it is completed. 



5. Teacher and administrator complete second observation cycle: pre-observation conference, 
observation, post-observation conference. 

6. Progress report on Growth Plan 
7. Third observation cycle if needed. 
8. Any unannounced observation which exceeds 15 minutes in length, will include written feedback 

and/or conference within one day. 
9. Teacher will complete and evaluate their Growth Plan, to include: teacher’s evaluation, student 

evaluation, and final product. Completion of Growth Plan will be noted on summative Report. 
10. A summative evaluation report and summative conference with teacher and administrator will be 

completed by March 1st. 
 
Full Cycle for Tenured Teachers 

1. Tenured teachers review the evaluation system during the opening teacher in-services. 
2. In September or the previous spring, each tenured staff member will write a self-evaluation on a 

Summative Evaluation Report form when self-evaluating, the teacher should consider the district 
Performance Standards and previous summative evaluations. 

3. In September or the previous spring, each tenured staff member will develop a Growth Plan, to 
be given to the administrator before October 1st. The Growth Plan should focus on a performance 
area, and have the following components: 

a. A clearly stated goal 
b. A specific product or measurable behavior  
c. Delineated procedure with timeline 

Progress toward accomplishment of the Growth Plan will be monitored by the teacher and 
administrator, with completion no later than March 1st. 

 
4. Administrator and teacher conference about the Growth Plan. The Growth Plan is part of the final 

evaluation only in whether it is completed. However, data from the Growth Plan may be used to 
support statements about improvement. Tenured teachers, whose previous summative evaluation 
indicated a needed improvement, will use the Growth Plan to state plans for improvement in 
areas previously identified as needing improvement. 

5. October to February, the administrator will do at least one observation cycle. The observation 
cycle will consist of pre-observation conference, observation, and post-observation conference. 

 
Pre-observation Conference: 

a. The purpose of this conference is to overview the lesson plan and establish the focus of 
the observation. 

b. One (1) working day prior to the pre-observation conference, the teacher will submit the 
pre-observation form to the administrator, and conference with the administrator (except 
in the case of observations in close succession, when the pre-observation conference 
can be combined with post-observation conference of the previous observation or the 
observation includes more than on classroom meeting). 

6. Observation (announced): 
a. Shall be for the entire lesson. 
b. The administrator will be in the classroom at the beginning of the instructional 

activity/lesson. 
c. Descriptive data will be recorded 

7. Post-observation Conference 
a. Observation data analyzed by the administrator and the conference planned using the 

post-observation report. 
b. Conference after each announced observation. 
c. Conference recommended within one day of the observation, but no more than two days 

8. Each teacher will conference with the administrator or submit a written report about progress on 
their growth plan. 

9. Teacher will complete and evaluate their Growth plan, to include: teacher’s evaluation, student 
evaluation, and final product. Completion of Growth Plan will be noted on Summative Report. 



10. A summative evaluation report and summative conference with teacher and administrator will be 
completed by March 1st. 

11. If a teacher’s total performance is deemed sub-standard by the administrator, the teacher shall be 
placed on notice. 

a. Teacher may be placed on notice after a minimum of two (2) observations. 
b. A teacher who has been placed on notice will be given a written statement of 

unsatisfactory performance in specific areas and an administrative plan for corrective 
deficiencies.  

c. A teacher on notice will receive two more observations after having been notified of on 
notice status,  
both observations will take place within six weeks of notification of on notice status. 

d. After administrative plans for correcting deficiencies have been met, a formal written 
statement will be sent to the on notice teacher removing them from this status. 

e. Dismissal or termination is possible if the deficiencies noted in 11b about are not 
corrected. Notice of termination will be given no later than one month before regular 
contract renewal date. 

 
Performance Areas 
 
Planning Skills 

1. The teacher has written clearly defined learning goals at a high but attainable level. 
2. The teacher demonstrates long range planning that corresponds to curriculum.  
3. Plans include variety I teaching methods and student activities. 
4. Teacher can show plans or components of plans for remediation and extension. 
5. Assessment techniques are included in planning. 
6. Teacher assesses and uses student’ previous learning. 
7. Productive contingency plans are available for substitutes. 
Location of these plans is known in the office. 
 

Teaching For Student Leaning: 
1. Teacher can be observed checking for student understanding. 
2. Teacher reviews and previews. 
3. Teacher models objective or performance desired of students. 
4. Students are involved in the learning. 
5. Teacher makes connections within or out of subject area. Encourages students to make 

connections. 
6. Content is comprehensible to the students. 
7. Uses a variety of assessment techniques, and can explain why different techniques are used. 
8. Uses a variety of teaching styles that demonstrate a knowledge of learning styles. 
9. Demonstrates knowledge of closure and utilizes appropriately. 

 
Classroom Management Skills: 

1. Makes effective use of classroom time. Begins promptly and avoids wasting time at the end of the 
class period. Minimizes unintentional off-task time, including orderly transition between activities. 

2. Communicates directions, instructions, or expectations clearly. 
3. Teacher can secure and maintain students’ attention and focus. 
4. Teacher reinforces appropriate or desired behavior. 
5. Teacher maintains a safe environment. 
6. Teacher has clearly understood routines and parameters for classroom behavior. 
7. Teacher provides adequate plans and procedures for substitute teachers. 
8. The classroom organization is conductive to the task and the class. 
9. Follows Meeteetse School Administrative routines and procedures (i.e. attendance, fire drills, 

extra duty). 
 
Child Growth and Development: 



1. Teacher manages classroom in a way that reflects knowledge of the characteristics of that age 
student: appropriate expectations, goals and activities. 

 
Knowledge of Content: 

2. Teacher understands subject at a high enough level to instruct students. 
3. Teacher relates subject to the students. 
4. Teacher demonstrates enthusiasm toward subject. 
5. Teacher relates subject to real-world applications. 
6. Teacher develops remediation and extension activities. 

 
Human Relation Skills: 

1. Communicates and reinforces positively with students and parents. 
2. Regularly informs parents of student progress. 
3. Works with other teachers, administrators, and staff. 
4. Can resolve conflicts with students, parents, administration, teachers, or staff. 
5. Available to help students individually. 
6. Shows respect for different opinions. 
7. Attends required staff special meetings. 

 
Knowledge and Use of materials and Technology: 

1. Uses resources that are appropriate to the stated learning goals and to the learners. 
2. Uses available and appropriate technology in lessons and presentations. 


