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Introduction 
"Both measurement and development are important aspects of teacher evaluation. . . . These distinctions are crucial to the effective 
design and implementation of current and future teacher evaluation systems." 

The two purposes of teacher evaluation, Educational Leadership, Marzano, 2012 
 
The Professional Growth and Evaluation Program (PGEP) has been designed to both measure and develop teaching performance. 
Instruments and processes have been established to facilitate these dual purposes, and are used in different ways dependent upon an 
educator’s status within the district (probationary versus professional/established), years of experience, and past levels of 
effectiveness, to provide an Annual Effectiveness Rating. 
 
The PGEP was developed collaboratively by a Professional Growth and Performance Evaluation Study Council (PGPESC) composed 
of teachers and administrators representing all district schools. The process began with study and discussion of research and best 
practice regarding professional evaluation, as well as application of an interest-based problem solving process centered on 
professional evaluation. These activities resulted in identification of shared interests and options for a revised professional evaluation 
program. Shared interests and options support the PGPESC Guiding Principles, listed below and used to steer development of the 
PGEP. 
 
Guiding Principles 
The Noblesville Schools Professional Growth and Evaluation Program: 

● provides opportunities to improve teacher performance in order to increase student learning. 
● values and promotes a growth mindset, risk taking, and professional learning. 
● requires self-reflection and individual goal setting that aligns with and supports performance standards, school and district 

goals, and the NS Framework for Learning. 
● promotes a culture of collaboration among teachers and administrators through communication during all phases--formative 

and summative--of the growth and performance evaluation process. 
● recognizes differences in teacher experience and performance, and provides differentiated pathways for continuous growth 

and performance evaluation based upon these factors (probationary versus established, effective versus highly effective). 
● allows for flexible timing and nature of observations to best support individual teacher goals and growth. 
● honors and considers the value of multiple measures of performance, such as 

○ multiple observation formats, including peer observation and video observation. 
○ reflection and goal setting. 
○ teacher portfolios. 
○ student portfolios. 
○ student growth and performance data. 

● includes provisions that 
○ define clear performance standards for teacher quality in Noblesville Schools. 
○ use a developmental scale that more clearly illustrates how teachers can continuously improve their performance. 
○ allow teachers to assess their own performance and choose goals that are personal, meaningful, challenging, and 

measurable, and are aligned with performance standards, school and district goals, and the NS Framework for 
Learning. 

○ provide observers the opportunity to give meaningful, actionable feedback to teachers through a collaborative, 
coaching format that connects with individual teacher goals and the performance standards. 

○ serve to both develop (formatively) and measure (summatively) teacher performance. 
● complies with state law, including  

○ annual evaluation resulting in one of four designations: highly effective, effective, improvement necessary, 
ineffective. 

○ use of objective measures of student achievement and growth, and rigorous measures of effectiveness. 
○ recommendations for improvement, and remediation plans for teachers rated improvement necessary or ineffective. 
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Noblesville Schools Framework for Learning 

 
This PGEP reflects the Guiding Principles listed above and supports the Noblesville Schools Framework for Learning, which 
comprises four essential areas: 

● Learning-Centered and Collaborative Culture 
● Meaningful Student Learning Experiences 
● Thoughtfully Designed Curriculum 
● Purposeful Assessment and Reflection 

 

 
 
 
The four essential areas of the Noblesville Schools Framework for Learning advance the mission and vision of the district: 

● Our Mission: Noblesville Schools creates an inclusive, learner-centered culture that develops future-ready skills through 
relevant experiences supported by strong relationships that celebrate diversity and promote equity among students, staff, 
parents, and the community.  

● Our Vision: Students are engaged in intellectual pursuits, inspired to challenge the present, and empowered to adapt, 
innovate, and succeed today and tomorrow. 

 
In summary, this PGEP has been carefully designed to reflect research-based and collaboratively developed Guiding Principles, while 
supporting and reinforcing the Noblesville Schools Mission, Vision, and Framework for Learning.  Coherence among these 
foundational documents promotes clarity and focus in district functions.  The PGEP promotes student learning by providing a sound 
basis for formative development and summative evaluation of teacher performance. 
 
 
Standards of Professional Practice, Strategies for High-quality Teaching Performance, and PGEP Developmental Scale 

• The Noblesville Schools Standards of Professional Practice (SPP) are based on the research of Robert Marzano as published 
in The New Art and Science of Teaching (Bloomington, IN:  Solution Tree, 2017).  The elements of effective teaching 
establish expectations for teaching in the district and are categorized according to the Noblesville Schools Framework for 
Learning. These Standards of Professional Practice are listed below and defined in Appendix C.  

• Sample strategies for high-quality teaching performance also incorporate information from The New Art and Science of 
Teaching.  These strategies, found in Appendix D, provide suggestions for excellence in the Standards of Professional 
Practice. 

• The Developmental Scale describes three levels of performance.  It is applied to the Standards of Professional Practice to rate 
teacher effectiveness through a self-audit, observation, and summative evaluation. 
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Standards of Professional Practice 
 
Domain 1:  Learning Centered and Collaborative Culture 
  
Building Relationships:     
Building relationships    
Establishing and maintaining a positive learning environment 
  
Communicating High Expectations:  
Communicating high expectations    
  
Domain 2:  Meaningful Student Learning Experiences 
 
Conducting Lessons: 
Chunking content  
Processing content 
Recording and representing content 
Using structured practice sessions 
Examining similarities and differences 
Examining errors in reasoning 
Engaging students in cognitively complex tasks 
Providing resources and guidance 
Generating and defending claims 
Promoting transfer of learning to new or authentic situations, 
problems, or audiences 
 
Using Strategies that Appear in All Types of Lessons: 
Previewing strategies 
Highlighting critical information 
Reviewing content, revising knowledge, and reflecting on 
learning 
Assigning purposeful homework 
Elaborating on information 

Organizing students to interact 
Using data to set expectations and differentiate instruction 
 
Using Engagement Strategies: 
Motivating and inspiring students 
Monitoring and responding to student engagement 
Pacing and energizing 
Engaging students intellectually 
 
Domain 3: Thoughtfully Designed Curriculum/Purposeful 
Assessment and Reflection 
 
Providing and Communicating Clear Learning Goals: 
Creating and conducting units based upon standards and goals 
Providing rubrics, scales, or other performance descriptors 
Tracking student progress 
 
Using Assessments: 
Using informal (formative) assessments to plan or adjust 
instruction 
Using formal (summative) assessments to determine student 
mastery of unit content and skills 
 
Domain 4: Best Practices for Professionalism 
Adhering to school and district policies and procedures 
Implementing programs or initiatives for diversity, equity, and 
inclusion 
Promoting parent involvement in student learning 
Maintaining expertise in content and pedagogy 
Providing leadership 
Using available resources effectively

 
 
Developmental Scale 

 Enhancing Teacher uses strategies associated with the standard correctly and in a manner that yields desired student results 
and behaviors. 

 Applying Teacher uses strategies associated with the standard correctly. 

 Developing Teacher uses strategies associated with the standard but uses them incorrectly or with parts missing. 

 
 
Professional Growth Process 

• A Professional or Established teacher with an Annual Effectiveness Rating (AER) of Highly Effective or Effective will 
collaborate to identify an area for the teacher’s professional growth, actions to promote growth, and evidence to reflect that 
growth. Appendix E guides this process. 

• Near the start of the school year, the teacher uses the Standards of Professional Practice and Developmental Scale to 
complete a self-audit to identify areas in which professional growth will affect student learning. 

• Evidence focused on the teacher’s professional growth goal is gathered as agreed upon by the teacher and evaluator.  
Evidence may involve direct, video, or peer observation; teacher and/or student portfolios; student data; journals and 
reflections; or other sources of information.  

• The purpose, focus, conduct, timing, number, and duration of observations focused on the teacher’s professional growth area 
are based upon quality rather than quantity and are collaboratively determined by the teacher and evaluator. 
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Provisions of the Professional Growth and Evaluation Program 
Observations, Feedback, Evaluations 

• Minimum requirements for observations, conferences, effectiveness ratings, goals and action plans, and improvement plans 
differ according to a teacher’s years with Noblesville Schools, previous effectiveness ratings, and growth plans. Overviews of 
components for teachers in various categories appear in Appendix A and B. 

• Written narrative feedback related to Standards of Professional Practice (SPP) will be provided within five school days of an 
observation conducted to fulfill requirements of this plan.  Either the teacher or administrator may request a conference 
before or after any observation. 

• Building and district administrators are responsible for evaluating teachers.  Others, such as department chairpersons and 
coordinators, may observe and provide feedback to teachers, and advise administrators regarding teacher evaluations.  

• Evaluations will be based on the SPP appropriate for the teacher’s responsibilities. 
• A written evaluation including an AER will be provided to the teacher at least one week before the final student day of the 

school year.  Either the teacher or administrator may request an evaluation conference.  
• Highly Effective Professional and Established teachers will retain their Highly Effective rating for two years, during which 

they collaborate with their evaluators to gather evidence of their performance related to standard(s) identified in their 
Professional Growth Process (PGP). In these years their HE rating will be confirmed in writing or in a digital evaluation 
system. In the third year, in addition to their PGP activities, these teachers will be observed and all SPP will be considered in 
the determination of a new or re-established AER. 

• At any time, the teacher may discuss an AER with the evaluator and building principal if they are not the primary evaluator.  
A teacher may provide, and the administrator may request additional information for the administrator’s consideration. 

• A teacher who receives an AER of Ineffective or Improvement Necessary may request a private meeting with the 
superintendent by completing the Teacher’s Comment Form (Appendix G). This completed form must be submitted to the 
building principal within five school days of the teacher’s evaluation conference with their evaluator. 

• Before requesting a meeting with the superintendent to discuss an AER, a teacher must discuss concerns with the building 
principal. 

• A teacher must teach at least 90 days or one semester to have an AER for that school year.  In this situation the teacher’s 
most recent AER will remain in effect until a new rating is established.  

 
 Performance Improvement 

• A Professional Improvement Plan (PIP) of at least 30 but no more than 90 school days in duration will be developed for any 
teacher rated as Ineffective or Improvement Necessary on the AER. A PIP will be in effect for at least thirty days before a 
determination is made regarding a teacher’s continued employment.  Relevant professional development used for license 
renewal credits must form part of the PIP action plan. The PIP form appears in Appendix F. 

• If at any time a teacher’s performance causes serious concern, the administration will discuss the concern with the teacher 
(and representative as appropriate) to address it in a plan that identifies the areas of concern, goals, timeline, and steps 
intended to improve, monitor, and resolve the concern. 

 
General Provisions 

• All certified staff, including but not limited to teachers, administrators, counselors, principals, Educational Services Center 
administrators, and superintendent, will be evaluated annually.  The term teacher throughout this document may refer to any 
certified staff member. 

• The Noblesville Schools Professional Growth and Evaluation Program for all certified staff members is in writing. 
• The Professional Growth and Evaluation Program for teachers is 

o reviewed and revised by the district Professional Growth and Performance Evaluation Study Council (PGPESC), 
which includes teachers and administrators. 

o provided to all teachers with explanations or directions for obtaining answers and clarifications. 
o presented to teachers new to Noblesville Schools as part of new teacher induction activities. 

• Evaluators are trained in evaluation documents, procedures, implementation of evaluation plan provisions, and giving 
effective feedback. 

• Building principals will maintain a list of students who were instructed by a teacher who is rated as Ineffective.  They will 
ensure that those students are not instructed by two consecutive teachers in the school district who have been rated as 
Ineffective, sharing the class list with other building principals in the district if needed.  If it is impossible to avoid instruction 
by two consecutive Ineffective teachers within the district, the building principal of the first Ineffective teacher will inform 
the students’ parents of the situation by letter. 
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• The fairness, consistency, and objectivity of this Professional Growth and Evaluation Program will be monitored through 
analysis of the distribution of teacher ratings, review of evaluations to note trends and inconsistencies, and continued 
discussions and revisions by the PGPESC. 

• Evaluation of principals, assistant principals, deans of students, and district-level certified staff, including the superintendent, 
are conducted through a process emphasizing professional standards and growth similar to the plan for teachers.                                                                                                     

 
Annual Effectiveness Rating 

• The state-mandated annual rating of Highly Effective, Effective, Improvement Necessary, or Ineffective is determined by the 
quantity and quality of Standards of Professional Practice in each Domain for which the evaluator has evidence through 
direct observation or other methods of gathering information.  

• Evaluators will holistically rate each Domain using the AER rubric below (NOTE: the term “most” in the AER means at least 
one more than half): 

 

Ineffective (1) Improvement Necessary (2) Effective (3) Highly Effective (4) 

Most of the SPPs in this 
Domain have not been 
observed, and or all of those 
observed are at the Developing 
level on the Developmental 
Scale. 

Most of the SPPs in this 
Domain have not been 
observed, and/or most of those 
observed are at the 
Developing level on the 
Developmental Scale. 

Most of the SPPs in this 
Domain have been observed, 
and most of those observed 
are at the Enhancing and/or 
Applying level on the 
Developmental Scale. 

Most of the SPPs in this Domain 
have been observed, and most of 
those observed are at the 
Enhancing level on the 
Developmental Scale. 

 
• The holistic ratings of the Domains in the Teacher Effectiveness Rubrics will be weighted as follows: 

o Domain 1: Learning Centered and Collaborative Culture (20%) 
o Domain 2: Meaningful Student Learning Experiences (60%) 
o Domain 3: Thoughtfully Designed Curriculum/Purposeful Assessment and Reflection (10%) 
o Domain 4: Best Practices for Professionalism (10%) 

• Using these weights and the domain ratings, the evaluator will calculate an overall Annual Effectiveness Rating, which will 
 be carried out to two decimal places. 

• The AER will determine the teacher’s overall performance category according to the scale below.  Note that 
1.75 = Improvement Necessary, 2.50 = Effective, and 3.50 = Highly Effective. 

 

Ineffective Improvement Necessary Effective Highly Effective 
1.00            1.75                    2.50                 3.50        4.00 

 
 
 


