
 

Wyoming Sample Educator Evaluation System (Wyoming SEES) 

 

The Wyoming SEES is offered as an option for Wyoming districts seeking an educator 

evaluation system that meets the requirements for a comprehensive teacher evaluation system 

as required in Chapter 29, Section 6(a). The Wyoming SEES was designed collaboratively by 

teachers, principals, and central office staff representing districts from across the state who 

formed the Wyoming SEES Development Committee. To further involve stakeholders, the 

Wyoming SEES Development Committee developed a communications plan that included 

activities to inform stakeholders about progress of system development, implementation, and 

results and to gather stakeholder input and feedback as the system develops and is 

implemented.  

The purpose of an evaluation system, as described in Chapter 29, Section 6(a), is to measure 

the effectiveness with which teachers perform their roles. According to Chapter 29, a district’s 

comprehensive teacher evaluation system should serve as a basis for: 

● Improving instruction; 

● Enhancing curriculum program implementation;  

● Guiding individual teacher performance and professional growth; and 

● Determining the performance level of all teachers. 

 

In addition, the Wyoming SEES serves to: 

● Determine the effectiveness of the teachers in achieving the goals of the district, their 

schools and classrooms, and adhering to job expectations. 

● Clarify responsibilities and expectations for teachers. 

● Enhance the working relationship between teachers and principals. 

● Promote the professional development of teachers. 

● Guide decisions relative to continued employment and compensation. 

 

The components of the Wyoming SEES include a set of standards for professional practice, 

rubrics aligned to the standards, evaluation cycles for beginning and continuing contract 

teachers, and the following quality controls: 
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● The measures used in the evaluation system and the use of multiple sources of evidence 

(Evidence of Teacher Practice section) 

● The rubric used to determine the level of teacher performance of instructional practice 

and professional responsibility (Classification section) 

● The procedure for classifying a teacher’s overall performance and performance on each 

standard (Classification section) 

● The evaluation cycle that explains the activities for each stage of the cycle and the 

timeline for conducting the activities (Evaluation Cycle section) 

● A plan describing how evaluation data can be used (Evaluation Cycle section) 

● An outline of the training for evaluators and those being evaluated necessary to ensure 

reliable results (Guidance and System Evaluation section) 

 

Quality controls are those policies and procedures that ensure the evaluation system is 

implemented with fidelity. They are important for monitoring whether the system is producing 

accurate and reliable results that can be used to inform decision making and increase 

understanding of the impact of teacher evaluations on student learning, as well as district and 

school improvement.  

Wyoming Educator Standards for Evaluation: The Foundation of the Wyoming SEES  

Standards of professional practice are the foundation of any evaluation system. The Wyoming 

SEES is built around the  Wyoming Educator Standards for Evaluation, which were developed by 

the Wyoming Certified Personal Evaluation Systems (CPES) committee. Standards in the 

Wyoming SEES are statements of broad categories of knowledge, skills, and performance of 

effective teaching. Each standard in the Wyoming SEES has associated benchmarks, which 

describe the standard by providing more specific statements of knowledge, skills, and 

performance, and indicators, which break down a benchmark into even more specific actions 

and behaviors. There are four standards for teacher practice that form the basis of the 

Wyoming SEES:  

● Standard 1:  Instruction and Assessment 

● Standard 2:  Learning Environment 

● Standard 3:  Communication and Engagement 

● Standard 4:  Ethics and Professionalism 

 
A complete list of standards and their associated benchmarks and indicators can be found here.  

In addition to the standards, the Wyoming SEES includes seven Professional Responsibilities, 

which identify actions and behaviors that include compliance with and support of rules, 

https://drive.google.com/open?id=1mgH6Bes8YbOYgBuWoCTq5s_wOh7RsSq2NptzSjC9L04
https://drive.google.com/open?id=1mgH6Bes8YbOYgBuWoCTq5s_wOh7RsSq2NptzSjC9L04
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procedures, policies, statutes, regulations, and licensure standards (site, district, state, and/or 

federal). The seven professional responsibilities are: 

● Teacher maintains records as required.  

● Teacher abides by applicable law, policy, and procedures.  

● Teacher is punctual and reliable with duties and paperwork. 

● Teacher complies with district attendance policy.  

● Teacher has reviewed and complies with Professional Teaching Standards Board (PTSB) 

regulations and code of conduct. 

● Teacher maintains confidentiality. 

● Teacher demonstrates honesty and integrity.  

  

http://wyomingptsb.com/wp-content/uploads/misc/PTSB-Code-of-Conduct.pdf
http://wyomingptsb.com/wp-content/uploads/misc/PTSB-Code-of-Conduct.pdf
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Evidence of Teacher Practice 

The goal of the Wyoming SEES is to promote professional growth, helping teachers to achieve 

ever more refined pedagogy. To accomplish this goal, the Wyoming SEES emphasizes the use of 

multiple sources of evidence, which refers to two things: 

● The use of multiple types of evidence of a specific teacher practice. 

○ For example, samples of students’ classroom assignments from a unit might 

indicate that students have not achieved an academic benchmark while 

students’ performance on a common assessment at the end of the unit might 

show that students achieved the benchmark. 

● Multiple samples of the same type of evidence  of a specific teacher practice. 

○ For example, one observation in a teacher’s classroom might indicate that the 

teacher did not discuss the lesson’s learning objectives; observations over 

several weeks might show that the teacher routinely shares learning objectives 

and why they are important to learn. 

Sources of evidence include observations in classrooms and other educational settings, 

artifacts, surveys of students or families, and measures of student achievement. There are a 

variety of measures of student achievement across the curriculum (e.g., classroom 

assessments, common assessments, district summative assessments, student projects, student 

demonstrations of their skills). Determining which student achievement measures to include as 

a source of evidence for a teacher depends on several factors (e.g., grade level, subject area, 

availability and timeliness of assessment data, professional growth or student achievement 

goals set by the teacher).  

● Decisions about which measures to include are made by the evaluator and teacher 
during the initial phase of the Wyoming SEES evaluation cycle and are revisited and 
adjusted, as needed, throughout the cycle.  

● In general, teachers receive the results of state assessments and end-of-year summative 
assessments too late in the formal evaluation cycle to be of use. These assessments 
might be appropriate for some teachers as part of the informal evaluation cycle when 
they are looking for patterns in their students’ performance, self-assessing, or setting 
goals (see evaluation cycle section). 

● Districts might provide guidance or policies about which student achievement measures 
to use or leave these decisions to each school.  

Although using multiple sources of evidence and multiple samples of the same type of evidence 

can be time intensive, such practices provide more information for the evaluation process, 

which leads to more accurate evaluation feedback that can be used to improve teacher 

practice.  
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Evaluation Cycles 

At the center of the Wyoming SEES is the belief that regular, evidence-based feedback is vital to 

helping teachers grow and refine their craft, which will then lead to increased student learning. 

An evaluation cycle is a key component of an evaluation system because it provides a 

systematic process for gathering information about educators’ practice and providing feedback 

that helps them refine their craft. An educator who uses the evaluation cycle to identify their 

strengths and weaknesses, when paired with an evaluator who can provide guidance and tools 

to improve, will see tremendous growth over the course of a year.  

The evaluation cycle is a continuous improvement process that includes planning and goal-

setting, as well as the collection of data from multiple sources to chart professional growth and 

refine goals. The Wyoming SEES evaluation cycles help evaluators balance the need to provide 

feedback with the statutory requirements of Chapter 29. 

The Wyoming SEES includes three evaluation cycles: Formal Evaluation Cycle, Informal 

Evaluation Cycle, and Plan of Assistance Cycle.  Inclusion of formal and informal observations 

(along with periodic walkthroughs) provides a balance between teachers’ need for feedback 

with evaluators’ busy schedules. This balance helps to build a solid, evidence-based narrative of 

a teacher’s practice, allowing both the teacher and evaluator the opportunity to identify 

strengths and areas for growth.  

It is recommended that non-continuing contract teachers are evaluated annually on the Formal 

Evaluation Cycle (see Figure 1 below) until they are placed on a continuing contract. Continuing 

contract teachers should be placed on a three-year cycle, with the first two years being the 

Informal Evaluation Cycle (see Figure 2 below) and the third being the Formal Evaluation Cycle. 

Finally, teachers who need additional guidance and support to improve their practice should be 

placed on the Plan of Assistance Cycle (see Figure 3 below).  

It is important to note that these are recommendations and not requirements of the Wyoming 

SEES. The decision of which cycle a teacher is on lies with the evaluator, in conjunction with 

other concerned parties (e.g., teacher, human resource staff, superintendent) in accordance 

with district policies. Evaluators should be free to adjust the evaluation cycle within the bounds 

of their district’s procedures and policies. Adjustments might include changing from an Informal 

Evaluation Cycle to a Formal Evaluation Cycle or adding more formal observations to a cycle. 

The inclusion of multiple cycles allows evaluators to focus their time where it will impact 

students and student instruction the most. During the two years when continuing contract 

teachers are on the Informal Evaluation Cycle, they do not need  much day-to-day guidance. 

This allows more time for evaluators to provide guidance and feedback to continuing and non-



 

5 

continuing contract teachers on the Formal Evaluation Cycle  and significant guidance and 

direct focus on educators on the Plan of Assistance Cycle. 

Key Steps in the Evaluation Cycles 

Each of the evaluation cycles includes the following key steps:  

● First, the teacher conducts a self-assessment using the rubrics aligned with the 

Wyoming Educator Standards for Evaluation and coordinates with the evaluator to 

create a plan to focus on an area of growth based on prior observations, 

district/building initiatives, and/or teacher interests and goal setting to improve 

teaching and learning.  

● Second, the teacher implements the plan or inquiry cycle. The plan includes the data 

that will be gathered as evidence and the professional development and other supports 

needed to achieve the identified goals. 

● Third, the evaluator observes the teacher in action, providing feedback, guidance, and 

course corrections when needed. 

● Finally, the teacher and evaluator reflect on the work done throughout the school year 

and the effectiveness of the plan. 

Depending on which evaluation cycle a teacher is involved in, as well as the specific needs of 

the teacher, there should be a combination of formal, informal, and walkthrough observations 

performed throughout the year. These terms are defined as follows: 
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● Formal Observation - A pre-planned observation. The evaluator and teacher should 

meet prior to the observation in order to discuss the upcoming lesson, planned 

outcomes, and learning activities. The observation should last for a full class period, or 

the full lesson in elementary grades, and should conclude with a post-observation 

discussion. 

● Informal Observation - An unannounced observation. The evaluator follows the same 

process as a formal observation, but the observation is not coordinated with the teacher 

prior to the visit. The observation should last for a full class period, or the full lesson in 

elementary grades, and should conclude with a post-observation discussion. 

● Walkthrough Observation - A short, 5- to 10-minute, unannounced visit to the 

classroom. The evaluator focuses on one specific aspect of the teacher’s work (e.g., 

student engagement, questioning). The Walkthough may conclude with a post-

observation discussion, or written feedback depending on district and building 

procedures. Districts may consider that a certain number of walkthrough observations 

(e.g. 3 to 5) may equate to an informal observation. 

It is vital that evaluations of a teacher are based on multiple sources of evidence and multiple 

observations of practice (a balance of formal and informal observations and walkthroughs), not 

just one formal observation. Although the Wyoming SEES includes recommendations for a 

minimum number of observations for each evaluation cycle, each situation is unique, and 

evaluators should use their discretion and district policy to determine the number and type of 

observations and walkthroughs.  

The specific steps for each evaluation cycle are provided in Figures 1, 2, and 3. 
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● Formal Evaluation Cycle - 1 Formal Observation, 2 Informal Observations , 

Walkthroughs as determined by district policy. 

 

Figure 1: The Formal Evaluation Cycle 

 



 

8 

● Informal Evaluation Cycle - 0 Formal Observations , 2 Informal Observations , 

Walkthroughs as determined by district policy. 

 

Figure 2: The Informal Evaluation Cycle 
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● Plan of Assistance Evaluation Cycle - 2 Formal Observations, 3 Informal Observations , 

Walkthroughs as determined by district policy. 

 

Figure 3: The Plan of Assistance Evaluation Cycle  
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Classification System: Determining a Teacher’s Level of Performance 

A classification system includes identification of levels of performance designed to measure 

progress toward, and achievement of, the skills and responsibilities associated with teaching. In 

accordance with Chapter 29 rules, the Wyoming SEES classification system is designed to 

provide fair and equitable performance assessment, focused on the educator’s strengths and 

weaknesses in order to support the growth and improvement of teaching skills. In doing so, it 

includes the use of data and is goals-based, measurable, continuous, and collaborative.  

Method 

Through the evaluation cycle, using information from observations (formal, informal, and 

walkthrough), discussions, and other relevant evidence obtained throughout the school year, 

the evaluator will complete the Wyoming SEES rubric to describe the educator’s activities and 

performance in each standard. When completing the final rubric during the One-Year Formal 

Evaluation Cycle, it is important that evaluators obtain information from multiple sources and 

observations. For a list of possible sources that can be considered when evaluating an educator, 

please refer to the rubric. 

Features of the Wyoming SEES Rubric 

The rubric aligns directly with the benchmarks that define each standard for the Wyoming 

Educator Standards for Evaluation. The check boxes in the rubric are derived from the set of 

indicators for the given benchmark. The rubric is generally developmental in nature and signals 

that as a teacher moves from the lowest to higher levels, the teacher will demonstrate mastery 

of many, if not all, of the facets of one performance level before moving to the next level. 

For example, in Standard 1, Benchmark 1A, we see the following progression as we move from 

Level 1 through Level 4 in the rubric: 

https://drive.google.com/open?id=1AUuuwIFlDVmDvDnb3fPAQtKyg_voZigiJKjfV1RcZ4s
https://docs.google.com/document/d/1Sj7RQi6BzU7u_N9avgeecf7evc6zUY0jgMm7GEs-brw/edit?usp=sharing
https://drive.google.com/open?id=1mgH6Bes8YbOYgBuWoCTq5s_wOh7RsSq2NptzSjC9L04
https://drive.google.com/open?id=1mgH6Bes8YbOYgBuWoCTq5s_wOh7RsSq2NptzSjC9L04


 

11 

● 1A.1.2 The educator has learning objectives and communicates them to students. 

(classroom observations) 

● 1A.2.1 The educator aligns learning objectives to state standards, district curriculum, 

and unit outcomes that foster college, career, and/or military readiness. (curriculum 

maps, unit plans, lesson plans) 

● 1A.3.2 The educator collaborates with students to set their own learning objectives. 

(MTSS meetings, PLC meetings, individualized learning plans, behavior plans, 

conversations with students, classroom observations) 

● 1A.4.3 Students articulate what they are learning and an explanation of why, in their 

own words, that reflects the learning objectives/ standards. (student reflections, 

conversations with students, classroom observations) 

 

Depending on the grade level and subject matter being taught, some of the benchmark 

indicators may look different from classroom to classroom and educator to educator. It is vital 

that educators work collaboratively with their evaluation team to ensure that the teaching 

expectations are met in a manner that fits with the nature of the classroom environment. It is 

strongly suggested that educators and evaluators communicate regularly about the classroom 

and educator activities, using the rubric as a guide when desired, to ensure that the 

expectations are being met and to address any expectations that are still in development.  

Overall, the rubric has the following characteristics:  
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● The rubric has five columns.  

○ The first four columns describe the educator’s performance at increasing levels 

of knowledge and skill (Levels 1-4). 

○ The fifth column is included for the rare case when an educator does not 

demonstrate any evidence of the rubric indicators for a given row. 

● For several benchmarks, performance at Level 4 is presented in terms of what students 

do. This reflects the Wyoming SEES philosophy that highly skilled educators impact 

students’ ownership of the learning process and of their own learning.  

● Possible sources of evidence are suggested following each indicator check box.  

○ The sources of evidence listed are meant to be illustrative rather than 

exhaustive. 

○ The educator and the evaluator both bring important perspectives about which 

sources of evidence and artifacts best illustrate the educator’s knowledge and 

skills. They should decide collaboratively which sources of evidence to use.  

● Some of the rubric indicators are in bold while others use the regular font. Those bolded 

indicate direct observation is possible and recommended.  

○ Note that observation is not restricted to the classroom; it can occur in any 

educational setting (e.g., faculty meeting, PLC meetings, after-school event).  

○ Other sources of evidence (e.g., lesson plans) are more indirect measures of 

teacher practice and may be used when the knowledge or skill cannot be directly 

observed. 

 

Although the Wyoming SEES rubrics cannot completely describe an educator’s activity and 

impact during a school year, they can provide a summary of the educator’s professional 

practice as well as a starting point for educators, working with their evaluators, to identify ways 

to continue to develop their craft.  

Professional Responsibilities 

Recalls that the Wyoming Educator Standards for Evaluation includes a set of “Professional 

Responsibilities” identified as essential for effective educators. These do not calculate into an 

educator’s overall classification, however merit consideration in an educator’s overall 

performance evaluation. 

Standard-Level Classifications 

This system provides a classification of an educator’s performance by standard as well as an 

overall classification as required by Chapter 29 rules. This allows educators and evaluators to 

have multiple levels of conversations when discussing an educator’s performance, focusing on 
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an educator’s overall performance, performance within a specific standard, and/or 

performance on a targeted indicator. 

As educators work to develop their craft, it is expected that they will transition from one level 

to the next as a result of their development, as well as the challenges and opportunities 

provided to them. While the overall classification ultimately may be used to determine whether 

an educator is “effective”, we believe the true power of an evaluation system lies with the 

evaluators’ and educators’ abilities to focus on professional learning and growth. 

Overall Classification 

As per Chapter 29 rules, an evaluation system must provide criteria by which an educator is 

classified as effective. This system provides an overall classification determined by the rubric 

indicators. Although the Professional Responsibilities are considered essential for effective 

educators, they do not calculate into an educator’s overall classification. They should, however, 

be considered in an educator’s overall performance evaluation.  

From the rubrics for Standards 1, 2, 3, and 4, an educator’s overall score is calculated using the 

following formula: 

● Educator Overall Score = [Total Number of Rubric Indicators checked from Standards 1, 

2, 3, and 4] / [Total Number of Boxes Available] 

 

After an overall score is calculated, an educator’s overall classification is determined using the 

following scale: 

● Level 1 = 0% - 37.31% 

● Level 2 = 37.32% - 61.54% 

● Level 3 = 61.55% - 86.92% 

● Level 4 = 86.93% - 100% 

 

When establishing appropriate ranges for each classification level, it is not necessary for an 

educator to have all indicator check boxes in a given level checked in order to be classified at 

that level. However, it is important for an educator to demonstrate a majority of the indicators.  
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● For example, an educator who demonstrates every Level 1 indicator and only one Level 

2 indicator has not demonstrated that they are a Level 2 educator, but rather a Level 1 

educator beginning to develop Level 2 behaviors. Using this idea, the lower limit within 

the Level 2 (37.32%), Level 3 (61.55%), and Level 4 (86.93%) ranges numerically reflects 

an educator who has demonstrated all of the previous level indicators and half of the 

current level indicators.   

● Note that this doesn’t mean that to be classified as Level 2 an educator must have all 

Level 1 indicators checked, plus half of the Level 2 indicators, but rather the total 

number of indicators checked must be that percent of the total possible indicators. In 

reality, a Level 2 educator may demonstrate most of the Level 1 behaviors, along with 

many of the Level 2, and possibly even some of the Level 3 and/or Level 4 indicators.  

 

We include levels to represent educators’ developing skills, with a Level 3 classification being 

the baseline for “effective”, per Chapter 29 rules, Level 4 recognizing educators demonstrating 

behaviors that exceed expectations, and Levels 1 and 2 helping to identify areas of growth for 

educators not yet at Level 3. 

Exceptions 

An educator classified as “Level 3” should have all of the behaviors described in Level 1 

established, but may have  behaviors described in Level 2 may still in development. Educators 

classified as “Level 4” should have all of both the Level 1 and 2 behaviors established, but may 

still be developing some of the Level 3 behaviors. 

Thus, in this system: 

● For an educator to be classified at “Level 3”, they must have every Level 1 indicator box 

checked off. 

● For an educator to be classified at “Level 4”, they must have every Level 1 AND Level 2 

indicator box checked off. 

Using the Results of Evaluations 

Educators and evaluators should approach the evaluation system as an opportunity for growth. 

As each educator develops their craft, they should build a professional learning community of 

educators and evaluators who can help them find new ways to address their weaknesses and 

develop new strengths. By collaboratively addressing new challenges, educators can strengthen 

their practice, ultimately enhancing student performance.  
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At the school level, principals might look across the evaluation results for the whole teaching 

staff to identify school-wide or grade-level specific professional development needs. Similarly, 

district leaders might examine patterns of educators performance across schools at the 

elementary, middle school, and high school levels to identify professional development needs 

at each level or to monitor the effects of professional development activities associated with 

district initiatives or goals. 

Guidance for Using the Wyoming SEES and System Evaluation 

The use of guiding documents and training materials is important to establish and maintain 

implementation fidelity and ongoing calibration (evaluator agreement). These documents and 

materials help prepare evaluators and teachers for implementing the evaluation system and aid 

in developing an understanding of the evaluation process.  

The Wyoming SEES training for educators and evaluators includes an overview that describes 

the standards and aligned rubrics, the evaluation cycles, and the classification system. The 

overview training for evaluators includes the same content provided to educators as well as 

practice in determining a teacher’s classification and calibration activities. Additional tools and 

training will be developed as districts implement the Wyoming SEES.  

Evaluation of the Wyoming SEES is important to ensure that it is meeting its goals. WDE, in 

collaboration with districts using the Wyoming SEES, will identify the factors to be considered 

to determine system effectiveness and develop a plan for evaluating the system over time. 

Given that districts are free to adapt the Wyoming SEES to meet district needs, the evaluation 

will consider which aspects of the system have been adapted and how the adaptations have 

affected system implementation and results.  



Wyoming SEES Professional Growth Plan 
 

Educator: Evaluator: 

School Year: Date: 

District/School:  

 

Note: Review the rubric and other sources of evidence (e.g., summative evaluation from previous year, 
end-of-year reflection) to identify areas of strength and areas for growth. It also is helpful to review your 
school’s or district’s priorities and have your evaluator rate you on the rubric to align areas of strength 
and areas of growth.  

Note: Areas of strength and growth are directly aligned to benchmarks in the rubric. 

Notes on benchmarks from self-assessment:  

 

 

Areas of strength: 

1.  

2.  

3.  

 

Areas of growth:  

1.  

2.  

3.  

 

 



 

Note: Teachers may set individual goals or focus on team, school, or district goals. Goals may relate to 
professional practice or student learning. 

Goal 1       

Goal Type:   Professional Practice ☐                                            Student Learning ☐ 

Goal Level:  Individual ☐             Team ☐             School ☐           District ☐ 

 
Goal Statement: 
 
 

 

How do I plan to achieve my goal? This includes action steps that you will do to acquire the knowledge 
and skills necessary to achieve your goal. 

 

 

What evidence will I collect and use to demonstrate that my goal was met?  

Source of evidence associated with the goal (benchmark): 
●  

 
Other evidence: 

●  

 

What supports do I need to achieve my goal? (e.g., from your evaluator, other teachers, etc.) 

 

  



Goal 2 

Goal Type:   Professional Practice ☐                                            Student Learning ☐ 

Goal Level:  Individual ☐             Team ☐             School ☐           District ☐ 

 
Goal Statement: 
 
 

 

How do I plan to achieve my goal? This includes action steps that you will do to acquire the knowledge 
and skills necessary to achieve your goal. 

 

 

What evidence will I collect and use to demonstrate that my goal was met?  

Source of evidence associated with the goal (benchmark): 
●  

 
Other evidence: 

●  

 

What supports do I need to achieve my goal? (e.g., from your evaluator, other teachers, etc.) 

 

  



Goal 3  

Goal Type:   Professional Practice ☐                                            Student Learning ☐ 

Goal Level:  Individual ☐             Team ☐             School ☐           District ☐ 

 
Goal Statement: 
 
 

 

How do I plan to achieve my goal? This includes action steps that you will do to acquire the knowledge 
and skills necessary to achieve your goal. 

 

 

What evidence will I collect and use to demonstrate that my goal was met?  

Source of evidence associated with the goal (benchmark): 
●  

 
Other evidence: 

●  

 

What supports do I need to achieve my goal? (e.g., from your evaluator, other teachers, etc.) 

 

  



Goal 4  

Goal Type:   Professional Practice ☐                                            Student Learning ☐ 

Goal Level:  Individual ☐             Team ☐             School ☐           District ☐ 

 
Goal Statement: 
 
 

 

How do I plan to achieve my goal? This includes action steps that you will do to acquire the knowledge 
and skills necessary to achieve your goal. 

 

 

What evidence will I collect and use to demonstrate that my goal was met?  

Source of evidence associated with the goal (benchmark): 
●  

 
Other evidence: 

●  

 

What supports do I need to achieve my goal? (e.g., from your evaluator, other teachers, etc.) 
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Wyoming SEES Professional Practice Standards for 
Teachers 
 

 

Standards of professional practice are the foundation of any evaluation system. The Wyoming Sample Educator Evaluation System (SEES) is built around the 
Professional Practice Standards for Teachers, which were developed by the Wyoming SEES Development Committee. Standards in the Wyoming SEES are 
statements of broad categories of knowledge, skills, and performance of effective teaching. Each standard in the Wyoming SEES has associated benchmarks, 
which describe the standard by providing more specific statements of knowledge, skills, and performance. 

In addition to the standards, the Wyoming SEES includes seven Professional Responsibilities, which identify actions and behaviors including compliance with 
and support of rules, procedures, policies, statutes, regulations, and licensure standards (site, district, state, and/or federal). 

 

These standards and professional responsibilities are in service of the goals that all students demonstrate: 

● Growth in academic performance measures and 
● Skills necessary to be life (college, career, and/or military) ready. 
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Professional Responsibilities and Professional Practice Standards for Teachers 

Professional Responsibilities 

1. Teacher maintains records as required.  

2. Teacher abides by applicable law, policy, and procedures. 

3. Teacher is punctual and reliable with duties and paperwork. 

4. Teacher complies with district attendance policy. 

5. Teacher has reviewed and complies with Professional Teaching Standards Board (PTSB) regulations and code of conduct. 

6. Teacher maintains confidentiality.  

7. Teacher demonstrates honesty and integrity. 
 

Standard 1 – Curriculum, Instruction, and Assessment 
1A. Teacher utilizes curriculum to create and deliver instruction that is aligned to state standards and district curriculum.  

1B. Teacher uses evidence-based practices to make learning applicable, accessible, and meaningful for all students. 

1C. Teacher utilizes appropriate methods of assessment.  

Standard 2 – Learning Environment 
2A. Teacher sets appropriate high expectations and provides support(s) when needed. 

2B. Teacher maintains a classroom culture that supports students in achieving individual and classroom goals. 

2C. Teacher creates an inclusive environment that promotes positive social interaction and active engagement for learning outcomes. 

Standard 3 – Communication and Engagement 
3A. Teacher promotes advocacy for and by students. 

3B. Teacher communicates and collaborates with guardians and community partners to support student learning and development.  

Standard 4 – Ethics and Professionalism 
4A. Teacher engages in reflective practices and activities to grow and develop professionally. 

4B. Teacher demonstrates professionalism. 
 

http://wyomingptsb.com/wp-content/uploads/misc/PTSB-Code-of-Conduct.pdf


Wyoming SEES Self-Assessment Tool 
Reflect on your practice by reviewing the rubric for each benchmark or other evidence of your performance 
(e.g., previous evaluations). If the benchmark is a strength area, place a checkmark or X in the “Strength 
area” column. If the benchmark is an area in which you need to improve your practice, place a checkmark 
or an X in the “Growth area” column.  

Standard 1: Curriculum, Instruction, and Assessment Strength area Growth area 

1A. Teacher utilizes curriculum to create and deliver instruction that is 
aligned to state standards and district curriculum. 

  

1B. Teacher uses evidence-based practices to make learning 
applicable, accessible, and meaningful for all students. 

  

1C. Teacher utilizes appropriate methods of assessment. 
  

Note(s): 

Standard 2: Learning Environment Strength area Growth area 

2A. Teacher sets appropriate high expectations and provides 
support(s) when needed. 

  

2B. Teacher maintains a classroom culture that supports students in 
achieving individual and classroom goals. 

  

2C. Teacher creates an inclusive environment that promotes positive 
social interaction and active engagement for learning outcomes. 

  

Note(s): 

Standard 3: Communication and Engagement Strength area Growth area 

3A. Teacher promotes advocacy for and by students. 
  

3B. Teacher communicates and collaborates with guardians and 
community partners to support student learning and development. 

 
 

 

Note(s): 

Standard 4: Ethics and Professionalism Strength area Growth area 

4A. Teacher engages in reflective practices and activities to grow and 
develop professionally. 

 
 

 

4B. Teacher demonstrates professionalism. 
 
 

 

Note(s): 

 



Virtual Teacher Evaluation Guidance 
Document 
 

This document is intended to be used by evaluators of virtual teachers alongside the “standards 
document”. It is a tool to be used to look at examples of how a virtual teacher might demonstrate the 
standards differently than a brick-and-mortar teacher.  

Examples of Indicators for Online Teachers Aligned to the WY Professional Teaching 
Standards: 

Examples of Indicators for Online Teachers Professional Responsibilities 

The online teacher models and complies with intellectual 
property policies and fair-use standards and reinforces their 
use with learners. 

Teacher complies with and supports rules, procedures, 
policies, statutes, regulations, and licensure standards (site, 
district, state, and/or federal). 

The online teacher implements policies, including federal, 
state, and program-level policies (where applicable), 
designed to protect learners in the classroom and follows 
program and classroom Acceptable Use Policies (AUP). 

Teacher complies with and supports rules, procedures, 
policies, statutes, regulations, and licensure standards (site, 
district, state, and/or federal). 

 

Examples of Indicators for Online Teachers Standard 1 - Instruction and Assessment 

The online teacher demonstrates knowledge of course 
content. 
Note: When the curriculum is predetermined, it is really 
important that the online teacher is knowledgeable of the 
course content. 

Benchmark 1A: Teacher utilizes curriculum to create and 
deliver instruction that is aligned to district and state 
standards.  
 
Benchmark 1B Indicator 1: Teacher maintains and 
demonstrates appropriate content knowledge and 
understanding aligned to state standards and district 
curriculum. 

The online teacher demonstrates knowledge of online 
pedagogy. 

Benchmark 1A: Teacher utilizes curriculum to create and 
deliver instruction that is aligned to district and state 
standards.  
 
Benchmark 1B. Teacher has acquired, continues to acquire, 
and adapts knowledge to make the content area(s) 
applicable, accessible, and meaningful for all students. 
 
Benchmark 1C. Teacher implements a variety of instructional 
strategies. 
 
Benchmark 1D. Teacher utilizes appropriate methods of 
assessment to evaluate and adjust instruction. 
 
Benchmark 1E. Teacher fosters active inquiry, collaboration, 
and supportive interactions in the learning environment 
during instruction. 



Examples of Indicators for Online Teachers Standard 1 - Instruction and Assessment 

The online teacher participates and is present in the online 
course, to meet student needs, to motivate students, and to 
meet school expectations for teacher presence. 

Benchmark 1E. Teacher fosters active inquiry, collaboration, 
and supportive interactions in the learning environment 
during instruction. 

 

Examples of Indicators for Online Teachers Standard 2 - Learning Environment 

The online teacher uses strategies to address inappropriate 
or abusive behavior of students in public forums and 
intervenes appropriately when students misbehave online. 

Benchmark 2A. Teacher’s classroom culture supports 
students in achieving individual and classroom goals through 
structures, procedures, and expectations. 

The online teacher tracks student participation in an online 
course. 

Benchmark 2A. Teacher’s classroom culture supports 
students in achieving individual and classroom goals through 
structures, procedures, and expectations. 

The online teacher embeds deadlines within the content 
structure to motivate students. 

Benchmark 2A. Teacher’s classroom culture supports 
students in achieving individual and classroom goals through 
structures, procedures, and expectations. 

 

Examples of Indicators for Online Teachers Standard 3 - Communication and Engagement 

The online teacher demonstrates and promotes online 
etiquette.  

Benchmark 3B. Teacher communicates and collaborates with 
families and caregivers to support student learning and 
development.  

 

Examples of Indicators for Online Teachers Standard 4 - Ethics and Professionalism 

The online teacher demonstrates and promotes online 
etiquette.  

Benchmark 4B. Teacher demonstrates professionalism in 
interactions with colleagues, students, families, and 
members of the community. 

 



Wyoming SEES Walk-Through: Areas of Strength and Growth 

Educator: School Year: 

Evaluator: Date: 

District/School: Start Time:                            End Time: 

 

Teacher-identified areas of strength and growth:  
 
 

 

Strength-area: What evidence is there that this is still an area of strength?  

 

 

Growth-area: What evidence of growth is there in this area? 

 

 

Additional comments: (Note any changes to the areas of strength and growth as a result of the walk-through.) 

 

 



Wyoming SEES Walk-Through: General 

Educator: School Year: 

Evaluator: Date: 

District/School: Start Time:                            End Time: 

Note: Capture what you observe! 

What good practices are seen in the classroom?  

 

 

What evidence is there that students are engaged?  

 

 

What priority practices still need to be seen in the classroom?  

 

 

What questions are there for the teacher to reflect on?  



 

 



Wyoming SEES Walk-Through: Goals Aligned 

Educator: School Year: 

Evaluator: Date: 

District/School: Start Time:                            End Time: 

  

Teacher goal:  
 
 

 

What evidence is there that the teacher is working towards achieving their goal? 

 

 

What evidence still needs to be seen towards achievement of the teacher’s goal? 

 

 

Additional comments: 
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