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THE SEYMOUR PDEC 
The members of the Seymour Professional Development and Evaluation Committee (PDEC) collaboratively created Seymour’s Educator Support and Development Plan, which is based on Charlotte Danielson’s Framework for Teaching and is also aligned with Connecticut’s Common Core of Teaching and Connecticut’s Guideline’s for Educator Evaluation and Support (2023). In accordance with Connecticut General Statute 10-220a(b), Seymour’s PDEC is comprised of teachers, a paraeducator, and administrators selected by their respective collective bargaining units. The district’s Board of Education and the district’s PDEC came to mutual agreement on both the leader and educator portions of Seymour’s growth and support plan. 

The Seymour Educator Support and Development plan promotes trust and co-ownership of teaching and learning. It promotes on-going educator professional learning, quality feedback, and shared responsibility for the academic growth, school engagement, and social emotional development of children. 

Seymour’s PDEC meets at least four-five times throughout the school year. The committee annually reviews feedback on the implementation of district’s evaluation process and procedures, and using this information, along with other sources of data, annually updates the evaluation plan. Seymour’s PDEC also plans an annual back-to-school orientation and ongoing training sessions to ensure all educators and administrators understand the evaluation process, the differentiated processes and supports available, and the plan’s expectations. The PDEC also annually creates the district’s professional development calendar, which includes trainings to help educators meet their learning goals, enhance their practice, and promote student learning, growth, and wellbeing.











PDEC COMPOSITION
	Member Name 
	Bargaining Unit 
	Position 
	Email

	Superintendent: Dr. Susan Compton 
	—- 
	Superintendent 
	scompton@seymourschools.org

	CEA Liaison: Kate Field 
	CEA 
	CT Educator Association Representative
	katef@cea.org

	Co-chair # 1: Mary Sue Feige 
	Administrator 
	Director of Curriculum and Instruction
	msuefeige@seymourschools.org

	Co-chair # 2:Meagan Krushinski 
	Teacher 
	SEA President 
	mkrushinski@seymourschools.org

	Allen Aldrich 
	Teacher 
	SHS 
	aaldrich@seymourschools.org

	Jennifer Batterton 
	Teacher 
	SMS 
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James Freund 
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Teacher 
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CLS 
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	Teacher 
	BES 
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President
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	Teacher 
	CLS 
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	Teacher 
	BES 
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	Stacey Long 
	Administrator 
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	Administrator 
	SHS Assistant Principal 
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	John McCasland 
	Teacher 
	SHS 
	jmccasland@seymourschools.org

	David Olechna 
	Administrator 
	SHS Principal 
	dolechna@seymourschools.org

	Keith O’Rourke 
	Administrator 
	SMS Principal 
	korourke@seymourschools.org

	Lauren Reid 
	Administrator 
	BES Principal 
	lreid@seymourschools.org

	Kathleen Reynolds 
	Administrator 
	SMS Assistant Principal; SSAA President
	kreynolds@seymourschools.org
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CONSENSUS PROTOCOL 
Important PDEC decisions related to educator evaluation and professional development are made through mutual agreement or consensus. Unlike a majority vote, which has winners and losers, a consensus decision is a win-win, because it results in a decision everyone can support, even if there are minor reservations. Mutual agreement or consensus can be difficult to achieve, however, especially if there are strong, conflicting views. The following protocol, adapted from the Connecticut Department of Education should be utilized when mutual agreement is difficult to reach. 
When it is time for the PDEC to make an important decision, each PDEC member should rate their level of agreement using the chart below. If every PDEC member is at least a 4, the decision can be considered mutually agreed upon. If even one person is below a 4, however, there is no agreement, and discussion and compromise should continue. If sincere and repeated efforts to reach mutual agreement have failed, the co-chairs of the PDEC may average all the votes, and if the average is at least a 4, the decision may be considered agreed upon. 
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ANNUAL TIMELINE 

Seymour’s Educator Growth and Development Plan is rooted in an annual timeline designed to promote ongoing dialogue between teachers and evaluators and offer regular opportunities for progress check-ins. Annual conferences are also required by Connecticut Guidelines for Educator Evaluation (2023). Before an administrator can evaluate an educator, they must have either an 092 or 093 certificate and attend an orientation and training around the district’s evaluation protocols and procedures.
An orientation to the requirements of Seymour’s growth and support plan will be provided at the beginning of each school year. 
A goal-setting conference must occur each year by October 31, even if a teacher sets a goal that spans multiple years. This conference is used to either set a new, mutually agreed upon goal or make agreed upon adjustments to a multi- year goal based on evidence and ongoing reflection. This initial conference also provides an opportunity for teachers and evaluators to reflect and discuss the resources, professional learning, and other supports that might be helpful over the course of the upcoming year. 
Either a formal observation for initial educators and those new to the district or an informal observation for experienced educators must take place prior to midyear conference to ensure all educators receive feedback on their practice early in the year. The mid-year is a required check-in and must occur by February 28. Click here for the mid-year form.
The summative conference must be held before the last day of school. The educator must complete the educator portion of the end-of-year summative conference form at least 10 days prior to their scheduled conference. The educator section requires the educator to summarize their professional growth over the course of the year and reflect on its impact on students and/or the school community.



EDUCATOR PRACTICE 

Seymour’s Educator Support and Development plan is differentiated for teachers in different roles and stages of their careers. Classroom teachers are observed using the single-point Classroom Observation Rubric based on Charlotte Danielson’s Framework for Teaching. Specialists who do not directly provide classroom instruction, such as the school psychologist or social worker, should use one of the single-point observation of professional practice rubrics found here. 

	Teachers with an Initial Certificate or Teachers in Year 1 or 2 in Seymour
	Teachers with a Provisional or Professional Certificate
	Observation requirements

	Two formal observations with pre- and post-conferences
· Formal 1 by 10/31
· Formal 2 by 3/15
· Additional formal observations may be scheduled if concerns are documented.
	One formal observation of practice every 3 years 
· The formal must occur before the midyear conference (Feb. 28).
· Pre/post conferences are required.
· Additional formal observations may be scheduled if concerns are documented.

	Formal observations of practice are no less than 30 minutes long and are scheduled ahead of time at a mutually agreed upon time. Formal observations are followed by written feedback within 10 school days.
 
A formal observation of practice doesn’t have to take place in a classroom and could include a concert, art show, review of artifacts, PD facilitation, or book club, among other mutually agreed upon options.

	At least 1-3 informal observations each year, the number determined and mutually agreed upon by the PDEC, with at least 1 prior to the midyear conference. 
	At least 1-3 informal observations should be conducted in years without a formal observation, the number determined and mutually agreed upon by PDEC members, with at least 1 prior to the midyear conference.
	Informal observations or walk-throughs are not less than 10 minutes long and must be followed by either written or verbal feedback within two school days.
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QUALITY FEEDBACK FUELS GROWTH 

Quality feedback paired with meaningful support is the fuel that drives educator growth. Feedback is based on multiple sources of qualitative and quantitative evidence and aligned to the district’s rubric based on Danielson’s Framework for Teaching. Feedback in Seymour’s plan should be constructive and celebrate an educator’s strengths as well as provide the guidance and support needed to ensure ongoing professional growth. 
Feedback must be provided at each of the three annual conferences and following every observation. Verbal feedback must be provided within two school days and written feedback provided within ten school days. 
All evaluators must be trained in the district’s observation protocols and annually engage in calibration exercises with the other evaluators in the district. Trainings are planned or arranged through the district PDEC. In addition, all evaluators must receive regular professional development on high-quality constructive feedback and support strategies to help them meaningfully support teachers’ professional growth. 
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EDUCATOR GROWTH GOALS 

MUTUAL AGREEMENT 
Each teacher and their assigned evaluator must mutually agree on a professional growth goal aligned to agreed upon standards and multiple (at least two) associated indicators or measures of accomplishment. Measures of accomplishment (or indicators of growth) are ways the teacher can demonstrate progress toward their goal and illustrate the impact on student learning, growth and achievement and on the organizational health of the school community. Indicators or measures of accomplishment should be varied to create a full picture and include both qualitative and quantitative measures. Mutually agreed upon qualitative and quantitative indicators/measures may include (but not be limited to):  a sample of lesson plans, a sample of student artifacts, performance assessments, presentations of learning, grades, survey results, assessment data, and educator and/or student self-reflections.

TEACHERS WITH AN INITIAL EDUCATOR CERTIFICATE and TEACHERS IN YEARS 1 or 2 IN THE SEYMOUR SCHOOL DISTRICT

Teachers with an initial educator certificate and those new to the district are required to set one professional growth goal each year, and, if required to complete TEAM, are encouraged to align their goal with one of the TEAM modules. Teachers may also set collaborative goals if this is mutually agreed to. 

TEACHERS WITH PROVISIONAL or PROFESSIONAL CERTIFICATES 
Experienced teachers with provisional or professional certification who have tenure in Seymour are permitted to set one professional growth goal that spans from 1 to 3 years in duration. This goal may be collaborative and may be adjusted as needed each year provided there is mutual agreement.

LINKS:
· SAMPLE GOALS AND INDICATORS/MEASURES OF ACCOMPLISHMENT 
· EDUCATOR GOAL SETTING FORM



DISPUTE RESOLUTION 

IMPORTANCE OF A NEUTRAL THIRD PARTY 
In situations when an evaluator and a teacher are unable to mutually agree on goals, indicators/measures of accomplishment, feedback, or any other aspect of the growth and support process, a teacher or group of teachers may initiate the following dispute resolution process. 
An informal attempt to resolve a dispute should occur prior to initiating the formal resolution process and involve the teacher’s collective bargaining unit. If informal attempts to resolve the conflict are unsuccessful, a subcommittee of the PDEC will be convened to formally settle the matter. The subcommittee must include one person selected by the teacher or teachers involved, one person selected by the administrator(s) involved, and a mutually agreed upon neutral third party. A neutral third party is essential to a fair resolution. The neutral party does not have to be a member of the PDEC or work within the district. 
The dispute resolution committee should review Seymour’s evaluation protocols and be provided a fact sheet containing dispute resolution strategies to refer to as a resource. The sub- committee must ultimately reach a fair, mutually agreed upon settlement to the dispute. 
A failure to follow the established evaluation and support procedures outlined in this plan or in state guidelines and statute may be grieved by the collective bargaining unit per state statute.
[image: ]
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TIERED SUPPORT/CORRECTIVE ACTION PROCESS 

Teachers may, from time to time, require more support than can be provided in the regular support and development process, and may need additional tiers of support to help them improve. If individuals do not improve despite extra support, this could lead to the initial level of a formal support/corrective action plan. By statute, this decision must involve the bargaining unit. 

CRITERIA MUST BE MET BEFORE PLACEMENT ON A FORMAL SUPPORT/CORRECTIVE ACTION PLAN 
Before a teacher can be placed on a formal support/corrective action plan, the following conditions must be met: 
· A pattern of ongoing concerns must be documented in the feedback provided to the teacher.

· The evaluator must try to informally help the teacher address documented concerns before developing a formal support/corrective action plan. Teachers must move through three tiers of informal support before a formal plan is developed. All teachers are entitled to a basic level of support, such as professional development workshops and quality feedback (tier 1).  If ongoing concerns are documented despite general tier 1 support, this may require support beyond what is commonly provided to all teachers—informal supports that are targeted to specific, ongoing concerns are considered tier 2 supports. If improvement is not noted after tier 2 supports are provided, tier 3 informal supports may be considered, which are more intensive and sustained. Collective bargaining must be notified as soon as Tier 3 supports are warranted. A description and examples of tiered informal supports can be found here.

· If concerns persist even after all three tiers of support are provided, the evaluator may indicate on the summative report that the teacher’s annual evaluation was unsuccessfully completed, which signifies the need for a formal support/corrective action plan.

· A collective bargaining representative should already be aware of concerns before consideration of a formal support/corrective action plan. The teacher and the collective bargaining representative must be involved in the creation of the formal plan.

· A teacher in danger of being placed on a formal plan must have a summative conference no later than June 1. 

FORMAL SUPPORT/CORRECTIVE ACTION PLANS 
LEVELS OF SCAFFOLDED SUPPORT 
Formal Support/Corrective Action plans should never be punitive or overwhelming and must provide sequential levels of targeted, meaningful support. Support plans exist for those educators who are unable to resolve performance concerns despite being provided three informal tiers of support. The duration of a plan should be at least 35 days and be extended if a teacher is making some progress but not yet meeting all the criteria to exit the plan. Teachers who are not meeting any of the criteria of their plan upon its conclusion may move up one level of support if this is appropriate. The collective bargaining unit must be involved at every level. The three levels of formal support are:
Level 1: Initial Formal Support 
Level 2: Targeted Formal Support 
Level 3: Intensive Formal Support 

REQUIRED COMPONENTS 
In accordance with state statute, corrective action plans must be created in consultation with the teacher and their collective bargaining representative and include the following: clear objectives, a specific timeline, resources and supports to be provided by the district, and criteria for success. 
For additional guidance and an example of a Level 1 formal support/corrective action plan, click here.





THE SUMMATIVE GROWTH REPORT 

Seymour’s Growth and Support Plan includes an annual summary of educator growth, which is required under Connecticut State Guidelines for Educator Evaluation (2023). This report, which can be found here, includes a self-reflection from the educator on the impact of their goal on their practice, on student learning and growth, and on the health of the school organization/community. The form and a brief section completed by the evaluator summarizing the feedback provided to the educator over the course of the year. The report should celebrate the educator’s accomplishments as well as identify two or three specific action steps to guide and support the educator’s ongoing growth and maximize their impact on students the following year. The summary report must also, to comply with state requirements, include a box indicating successful completion of the annual growth and support process. 
The purpose of the summative growth report is not to provide a rating or to indicate whether the educator has “passed” or “failed.” The purpose of the report is to document and celebrate the growth the educator has made over the course of the year and to provide an opportunity for the teacher and evaluator to reflect on specific ways to build on this growth the following year. 
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LINKS TO FORMS 

· Form 1: Observation Rubrics 
· Form 2: Sample Goals and Measures of Accomplishment/Indicators of Growth
· Form 3: Goal-Setting Form
· Form 4: Exemplar Goal-Setting form
· Form 5: Mid-year/Interim Form
· Form 6: Exemplar Midyear/Interim Form	
· Form 7:  
· Form 8: Support Plan Guidance
· Form 9: Description of Tiered Supports
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Classroom Observation Rubric
Modified from Charlotte Danielson’s Framework for Teaching

	Teacher:                                                                                  
	Subject:
	  
Date:

	Observer/Evaluator:                              
                                   
	Time in: 
	Time Out:




	Planning and Preparation
	Indicators
	Evidence or Questions


	1a: Demonstrating Knowledge of Content
	Teacher can articulate content knowledge related to the lesson being observed.
	

	
	Teacher uses a variety of resources and materials to support content instruction.
	



	
	Teacher connects content to students' prior knowledge and experiences.
	



	
	Teacher demonstrates an understanding of how content connects to other subjects and the real world.
	



	1b: Demonstrating Knowledge of Students
	Teacher understands individual student learning needs and abilities.
	

	
	Teacher uses formative assessments to guide instruction and adjust instruction as needed.
	



	
	Teacher uses a variety of teaching strategies to address different learning styles and preferences.
	



	
	Teacher engages students in meaningful and challenging learning experiences.
	



	1c: Setting Instructional Goals
	Teacher has clear instructional goals and objectives for the lesson being observed.
	



	
	Goals and objectives are aligned with state and district standards.
	



	
	Goals and objectives are communicated to students in a clear and understandable manner.
	



	
	Goals and objectives are adjusted as needed based on student progress and needs.
	



	1d: Demonstrating Knowledge of Resources
	Teacher uses a variety of resources and materials to support student learning.
	

	
	Teacher selects appropriate resources and materials based on student needs and interests.
	



	
	Teacher makes effective use of technology to support student learning.
	



	
	Teacher provides students with access to a variety of print and digital resources.
	



	Classroom Environment
	Indicators
	Evidence or Questions

	2a: Creating an Environment of Respect & Rapport
	Teacher demonstrates a positive attitude towards students.
	

	
	Teacher models respect and positive communication with students.
	



	
	Teacher establishes clear and consistent expectations for student behavior.
	



	
	Teacher creates a welcoming and inclusive learning environment.
	



	2b: Establishing a Culture for Learning
	Teacher fosters a culture of curiosity, inquiry, and intellectual risk-taking.
	



	
	Teacher encourages student collaboration and communication.
	



	
	Teacher provides opportunities for student choice and autonomy in learning.
	



	
	Teacher creates a supportive and safe learning environment.
	



	2c: Managing Classroom Procedures
	Teacher establishes and communicates clear classroom procedures and routines.
	

	
	Teacher manages classroom transitions and interruptions effectively.
	



	
	Teacher uses time effectively to maximize student learning.
	



	
	Teacher establishes and communicates clear expectations for materials and equipment use.
	



	2d: Managing Student Behavior
	Teacher uses a range of positive behavior management strategies to promote student engagement and 
learning.
	



	
	Teacher responds appropriately to student misbehavior and addresses it in a timely and respectful manner.
	



	
	Teacher uses appropriate consequences and rewards to promote positive behavior.
	



	
	 Teacher communicates with parents and colleagues about student behavior when necessary.
	



	Instruction
	Indicators
	Evidence or Questions

	3a: Communicating with Students
	Teacher communicates clear and accurate information to students.
	



	
	Teacher uses language and examples that are appropriate for students' age and ability level.
	



	
	Teacher encourages student questions and comments and responds to them respectfully.
	



	
	Teacher uses nonverbal cues and body language to support student understanding and engagement.
	



	3b: Questioning & Discussion Techniques
	Teacher uses open-ended questions that promote critical thinking and discussion.
	

	
	Teacher facilitates student-to-student discussion and encourages active participation from all students.
	



	
	Teacher provides feedback and guidance to students during discussion.
	



	
	Teacher uses questioning and discussion to assess student learning and understanding.
	



	3c: Engaging Students in Learning
	Teacher uses a variety of instructional strategies to engage students in learning.
	



	
	Teacher provides opportunities for students to work collaboratively and independently.
	



	
	Teacher uses technology and multimedia resources to enhance student learning.
	



	
	Teacher provides opportunities for student choice
	



	3d: Using Assessment in Instruction
	Teacher uses formative assessments to guide instruction and adjust teaching as needed.
	

	
	Teacher provides timely and specific feedback to students on their progress and learning.
	



	
	Teacher involves students in self-assessment & goal-setting.
	





Note: Not all indicators will need to be observed over the course of a single observation. Domain 4 is difficult to observe during a classroom observation and for that reason it is not included on the observation rubric, but may be used to guide conversations about professional goals.

Feedback
	Accomplishments
	Next Steps 
(note: if a pattern of ongoing concerns are noted and tiered supports are recommended, describe below and attach additional page as needed).

	


















	




Teacher’s Signature:_______________________________________  Date:_____________

Evaluator’s Signature:______________________________________ Date:______________


*Note: A copy of this form should be provided to a collective bargaining representative if tier 3 supports are documented.

Observation of Practice Rubric for Instructional Specialists
Modified from Charlotte Danielson’s Framework

	Specialist:                                                                                  
	Role:
	  
Date:

	Observer/Evaluator:                                             
                                   
	Time in: 
	Time Out:




	Domain 1
	Indicators
	Evidence or Questions


	1a:
Demonstrating ­knowledge of current trends in specialty area and professional development
	Instructional specialist demonstrates thorough knowledge of specialty area and trends in professional development. 

	

	1b:
Demonstrating ­knowledge of the school’s program and levels of teacher skill in delivering that program
	Instructional specialist demonstrates thorough knowledge of the school’s program and of teacher skill in delivering that program. 




	



	1c:
Establishing goals for the instructional support program appropriate to the setting and the teachers served
	Instructional specialist’s goals for the instructional support program are clear and are suitable to the situation and the needs of the staff.

	

	1d:
Demonstrating knowledge of resources, both within and beyond the school and district
	Instructional specialist is fully aware of resources available in the school and district and in the larger professional community for teachers to advance their skills. 
	

	1e:
Planning the instructional support program, integrated with the overall school program
	Instructional specialist’s plan is well designed to support teachers in the improvement of their instructional skills.




	

	1f:
Developing a plan to evaluate the instructional support program

	Instructional support specialist’s plan to evaluate the program is organized around clear goals and the collection of evidence to indicate the degree to which the goals have been met





	



	Domain 2
	Indicators
	Evidence or Questions

	2a:
Creating an ­environment of
trust and respect


	Relationships with the instructional specialist are respectful, with some contacts initiated by teachers.

	

	2b:
Establishing a culture for ongoing instructional
improvement

	Instructional specialist promotes a culture of professional inquiry in which teachers seek assistance in improving their instructional skills
 
	



	2c:
Establishing clear procedures for teachers to gain access to instructional support

	Instructional specialist has established clear procedures for teachers to use in gaining access to support.


	



	2c:
Establishing and maintaining clear procedures for referrals

	Procedures for referrals and for meetings and consultations with parents and administrators are clear to everyone.
 
	



	2d:
Establishing and maintaining norms of behavior for
professional interactions
	Instructional specialist has established clear norms of mutual respect for professional interaction.

 
	



	2e:
Organizing physical space for workshops or training
	Instructional specialist makes good use of the physical environment, resulting in engagement of all participants in the workshop activities
 
	



	Domain 3
	Indicators
	Evidence or Questions

	3a:
Collaborating with teachers in the design of instructional units and lessons

	Instructional specialist initiates collaboration with classroom teachers in the design of instructional lessons and units.

 
	



	3b:
Engaging teachers in learning new instructional skills
	All teachers are engaged in acquiring new instructional skills. 

 
	



	3c:
Sharing expertise with staff
	The quality of the instructional specialist’s model lessons and workshops is uniformly high and appropriate to the needs of the teachers being served.
. 

	



	3d:
Locating resources for teachers to support instructional improvement

	Instructional specialist locates resources for instructional improvement for teachers when asked to do so.

 
	



	3e:
Demonstrating flexibility and
responsiveness

	Instructional specialist makes revisions to the support program when it is needed.


	

	Domain 4
	Indicators
	Evidence or Questions

	4a:
Reflecting on practice
	Instructional specialist’s reflection provides an accurate and objective description of practice, citing specific positive and negative characteristics.  Instructional specialist makes some specific suggestions as to how the support program might be improved.
 
	

	4b:
Preparing and submitting budgets and reports

	Instructional specialist’s budgets are complete, anticipating all expenditures and following established procedures. Reports are always submitted on time
	

	4c:
Coordinating work with other instructional specialists 

	Instructional specialist initiates efforts to collaborate with other instructional specialists within the district.

	

	4d:
Participating in a
professional community

	Instructional specialist participates actively in school and district events and projects and maintains positive and productive relationships with colleagues.
	

	4e:
Engaging in professional development

	Instructional specialist seeks out opportunities for professional development based on an individual assessment of need.
.
	

	4f:
Showing professionalism, including integrity and confidentiality

	Instructional specialist displays high standards of honesty and integrity in interactions with colleagues and respects norms of confidentiality.

	



Note: Not all indicators will need to be observed over the course of a single observation of practice. 


Feedback
	Accomplishments
	Next Steps
(note: if a pattern of ongoing concerns are noted and tiered supports are recommended, describe below and attach additional page as needed).

	


















	





Specialist’s Signature:_______________________________________  Date:______________


Evaluator’s Signature:______________________________________ Date:______________


*Note: A copy of this form should be provided to a collective bargaining representative if tier 3 supports are documented.
Teacher/Educator Sample Goals and Measures of Accomplishment/Indicators of Growth
· Goals, focus areas, and measures of accomplishment/indicators of growth must be aligned to agreed upon standards and be mutually agreed upon between teacher and evaluator at the goal setting conference held by October 31.
·  For teachers with provisional or professional certification and have tenure in the district, goals may be between one-three years in duration and may be adjusted each year if mutually agreeable. Teachers may also set collaborative goals.
· Teachers with an Initial certificate or without tenure in the district must set a one-year goal, which may be collaborative if mutually agreed upon. Teachers who must complete TEAM may align their annual goal to one of their TEAM modules if this is mutually agreeable.
Sample Goals and Measures of Accomplishment/Indicators of Growth
	I will…
State the action you will take
	Focus on…
Your focus area should align with agreed upon standards, and may relate to TEAM, Vision of a Graduate, or department, school/district goals, or other important initiative.
	Measures of Accomplishment/Indicators
Mutually agree to at least two and Include both a qualitative and quantitative selection. These are examples and other possibilities exist.

	·       Produce
·       Analyze
·       Create 
·       Develop/design
·       Enhance  
·       Refine 
·       Implement
·       Incorporate
·       Investigate
·       Learn about
·       Learn how to
·       Mentor
·       Research
·       Study
·       Gain skills in
·       Modify
·       Differentiate
	·       Cognitive development
·       Effectiveness of academic interventions 
·       Social emotional learning
·       Performance assessments
·       Interdisciplinary content
·       Opportunities to respond
·       Analysis of data to guide differentiation
·       Student engagement strategies
·       Culturally responsive pedagogy
·       Student autonomy and agency
·       Behavioral interventions
·       Collaboration with other educators 
·       Family engagement
·       Play based learning
·       Artificial intelligence classroom implications
·       Classroom routines and transitions


 
	·       Sample of lesson plans
·       Student achievement data
·       Sample of SEL activities
·       Review of artifacts
·       Sample of student work
·       Performance assessments 
·       Reflection journal
·       Facilitation of a professional learning session
·       Unit design
·       Student reflections
·       Reflection on peer observation
·       Parent engagement newsletter(s)
·       Book talks, concert, art show, PPT meeting
·       Behavior referral data
·       Assessment data
·       Attendance data
·       Parent contact log


 







Educator Growth Goals Form
*To be filled out prior to, reviewed, modified (if needed) and signed at initial conference*
· Goals, focus areas, and measures of accomplishment/indicators of growth must be based on agreed upon standards and be mutually agreed upon between teacher and evaluator at the goal setting conference held by October 31. Multiple (at least two) measures/indicators must be mutually agreed upon and include both qualitative and quantitative measures.
· Teachers with a provisional or professional certification who have tenure in Seymour may set goals that span between 1-3 years in duration. Multi-year goals may be adjusted each year if mutually agreeable. Teachers may also set collaborative goals.
· Teachers who have an initial certificate or those in year 1 or 2 in Seymour must set a one-year goal, which may be collaborative if mutually agreed upon. Teachers who must complete TEAM may align their annual goal to one of their TEAM modules if this is mutually agreeable.
	Teacher: 
	Evaluator:
	Goal Duration: ________ year (s)     

	

	Goal: 

	Measures/Indicators (minimum of 2):

	Reflect on your practice, students and school community and consider your rationale for your particular goal and measures/ indicators. Bulleted points are allowable.

	







	How do you anticipate success towards this goal will impact your students’ learning and the organizational health of your school community?

	











_____________________________                                ___________________________
              Teacher Signature 					      Evaluator Signature & Date


Mid-year/Interim Conference Form
	Teacher: 
	Evaluator:
	Goal Duration: ________ year (s)     

	Goal: 

	Measures/Indicators:

	Observation date(s):

	Educator: Review your mutually agreed to indicators and reflect on your progress toward your growth goal so far this year and discuss its impact on your students and the school community.

	
















	Educator: Are there adjustments that are needed to your goal based on unforeseen factors?  If so, explain.

	















	Evaluator: Are there resources and/or other supports you can provide to assist the educator in making progress toward their goal? This question may be answered collaboratively at the conference. If tiered supports are needed, describe the supports below and include an additional page as needed.

	
















	Evaluator: Based on the feedback you provided after the educator’s first observation in the fall, are there 1-2 specific steps the educator can take to build on their strengths and/or enhance their practice before their next observation? 

	


















_____________________________                                ___________________________
        Teacher Signature & Date				    Evaluator Signature & Date



Informal Tiered Support
Before consideration of a formal support/corrective action plan, there must be an informal attempt to help the educator improve on areas of concern identified through the growth and support plan process. This tiered informal support process is modeled after SRBI.

Tier 1 Support:
It is the expectation that all teachers and administrators have areas where they can improve and everyone should be provided opportunities for professional growth. Tier 1 supports are broadly accessible professional learning opportunities for all teachers or leaders, and are inclusive of, but not limited to, collegial professional conversations, coaching, classroom visits, books, videos, and other resources as appropriate and available.

Tier 2 Support:
In addition to Tier 1, Tier 2 support may be more individualized and specifically targeted to concerns documented through the growth and support plan process. These supports are not part of a formal corrective action plan, but are designed to help a teacher or administrator who is showing an early pattern of concerns. Tier 2 support should be provided after a conversation between the teacher or administrator and their evaluator and may include a representative from the collective bargaining unit upon request of the teacher or administrator. These informal supports may include attending a workshop related to a specific concern, peer observation of classroom practices, instructional coaching, a lesson plan review, conferences with the evaluator, among other agreed upon options. Tier 2 support should be clearly documented in the feedback provided to the educator or administrator and noted on the appropriate forms.

Tier 3 Support:
Tier 3 supports are responsive to previously documented concerns that have persisted despite tier 1 and 2 support. Tier 3 supports are more intensive and are assigned by an evaluator in consultation with the educator or administrator and the collective bargaining unit. If concerns remain unresolved over a defined period despite all three tiers of support, movement to the initial level a formal corrective action plan may be appropriate.
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Support /Corrective Action Process for Teacher Growth

A formal support/corrective action plan may be developed and implemented for:
· Any teacher with an ongoing pattern of performance concerns that have been documented over time in the feedback to the teacher and summarized in their end-of-year summative report, which should indicate an unsuccessful completion of the annual process. 
· There must also be documentation that shows the evaluator provided three tiers of informal support to try to help the teacher improve on areas of concern prior to considering a formal support/corrective action plan. For more on the tiered informal support process, click here.
NOTE: Corrective action plans must be created in consultation with the teacher and their collective bargaining representative per CGS 10-152B.

Recommendations:
· The teacher, collective bargaining representative, principal, and evaluator meet to develop a plan at a mutually agreed upon time. In addition to a collective bargaining representative, the teacher may choose to include another trusted individual(s) with knowledge of their practice such as a TEAM mentor, curriculum specialist, or department chairperson.
· Make sure expectations are focused, specific, and aligned to the district observation rubrics.
· The plan should focus on performance issues identified and documented through the evaluation process, not on compliance issues, such as entering grades or completing paperwork in a timely manner. This should be handled through the district’s progressive disciplinary procedure, not through the evaluation process.
· The plan should not be overwhelming in scope and should focus narrowly on achievable goals. 
· Align the plan to the observation rubrics used in your district. 
· The supports provided should be aligned with expectations and feedback provided at every step.
The support/corrective action plan must include:
· Area of Need: Identify an area(s) of need as perceived by the teacher and the evaluator (suggestion = no more than three based on evidence from observation rubrics)
· Activities: Determine the specific activities to be carried out to meet the specific needs identified.
· Evaluator Responsibility: Identify the specific task(s) the evaluator is responsible for implementing in the plan to ensure the teacher is supported.
· Teacher Responsibility: Identify a reasonable number of task(s) for which the teacher is responsible.
· Resources to be provided by the district: mentor, coach, customized PD, release time, etc.
· Timeline: Teacher, evaluator, and collective bargaining rep jointly develop the time frame in which the activities are to be implemented/completed.
· Identify specific criteria the teacher will need to meet to be considered successful.











Initial Formal Support/Corrective Action Sample Plan
	Teacher: Jane Doe
	Date: 9/12/24

	
	Timeline

	Area(s) of Need:
1. Student engagement
2. Classroom procedures and routines
3. Effective lesson planning

Ms. Doe will demonstrate improvement in each of the three areas of need identified above. Improvement will be determined by:
· Feedback based on the observation rubric shows an overall trend of steady improvement.
· Artifacts (student work, posted classroom routines, lesson plans, etc) reflecting incorporation of higher order thinking skills.
	35 days

	Goals:
1. Ensure students are cognitively engaged in lessons.
2. Implement clear routines and structures to maximize classroom instructional time, maintain order, and ensure smooth transitions between activities.
3. Lesson plan goals, activities and assessments are aligned.
	Oct 1-15

	Evaluator Responsibility:
· Evaluator will arrange for a mentor for Ms. Doe who is skilled at using classroom routines and questioning strategies. Choice of mentor will be mutually agreed to. 
· Evaluator will ensure Ms. Doe has 1 hour of release time every other week to observe her mentor teaching in order to discover new questioning strategies and classroom routines that she can implement in her classroom.
· Evaluator will ensure the mentor has 1 hour release time every other week to observe Ms. Doe and meet with her to provide instructional coaching.
· Evaluator will officially observe Ms. Doe 3 times, 2 of which will include a pre and post conference and all will include a preconference.
· Evaluator will meet with Ms. Doe every Friday afternoon to review the previous week’s lesson plans and will discuss what worked and what did not, with the purpose of informing the following week’s lessons.
· Evaluator will have two check-in days during the 45 day period to provide progress reports to Ms. Doe
· Evaluator will provide Ms. Doe resources such as books, videos, and targeted PD related to the above areas in need of improvement.
	· Mentor assigned by September 20th
· 1 hour release time every week for 6 weeks.
· Meeting with evaluator every Friday for duration of plan.
· One informal observation every other week for duration of plan.
· Two progress reports, first by Oct. 1 & second by Oct. 22.
· Resources provided to teacher by Sept. 20.

	Teacher Responsibility:
· Teacher will meet with her mentor for at least one hour every other week.
· Teacher will observe mentor teaching and provide evidence that the strategies observed are being implemented in her class.
· Teacher will post classroom routines, rules, and norms on the wall and refer to it often.
· Teacher will meet with her evaluator every Friday afternoon to discuss what worked and what did not in the previous week’s lesson plans.
· Teacher will keep a small sample of artifacts, examples of student work, and other evidence of improvement.
	· Meet with a mentor every other week for 1 hour.
· Observe mentor once every other week for six weeks.
· Post routines by Oct 1.
· Meet w/ evaluator every Friday 
· Bring one lesson plan & one example of student work to Friday meetings with evaluator.



Criteria to Exit Support Plan: Teacher meets at least two of the following three specific requirements
· Feedback based on district rubrics demonstrate an overall trend of growth over the course of the plan.
· Formal observation at the end of the plan demonstrates improved student engagement and clear classroom routines.
· A review practice of a sample of Ms. Doe’s lesson plans show clear alignment between objectives, activities, and assessments.
An unsatisfactory outcome may result in a plan extension or movement to the Level 2: Targeted Support level of the corrective action process (out of three levels).

Teacher Signature _____________________________________________________
Collective Bargaining Representative Signature _____________________________
Evaluator Signature ___________________________________________________













Initial Support/Corrective Action Plan for Teacher Growth
Progress Reports
	Review Meeting #1
Date______________________

Topics Discussed:





Positive Growth Areas:





Teacher Comment:





Evaluator Comment:





Next Steps (if any):







	Review Meeting #2
Date ________________________

Topics Discussed:





Positive Growth Areas:





Teacher Comment:





Evaluator Comment:





Next Steps (if any):


	Signatures:


	Signatures:







End-of-Year Summative Conference Report
	Teacher: 
	Evaluator:
	Goal Duration: ________ year (s)     

	Goal: 

	Measures/Indicators:

	Observation dates:

	Meeting Dates 
	Mid Year:
	Summative:

	Educator: Reflect on your progress toward your growth goal and discuss its impact on your students and the organizational health of your school or school community. Include up to one additional page as needed (bullet points are allowable).

	















	Educator: Reflect on the feedback provided to you by your evaluator following your observations this year. What are 2-3 action steps you can take next year to refine your practice and inform or adjust your goal? Include up to one additional page as needed (bullet points are allowable).

	
















	Evaluator: After reviewing the mutually agreed upon qualitative and quantitative growth indicators aligned with the educator’s goal and the feedback you provided the teacher following their observations, provide two-three commendations on the educator’s practice. 

	















	Evaluator: Based on your review of the educator’s qualitative and quantitative growth indicators and the feedback you’ve provided this year, what  are 1-3 action steps you recommend to help the teacher refine their practice and advance their professional goal next year? In what ways can you support the teacher in completing these steps?

	

















· Educator successfully completed the growth and support process 
· Educator did not successfully complete the growth and support process*
_____________________________                                ___________________________
        Teacher Signature & Date				     Evaluator Signature & Date
*The successful and unsuccessful boxes do indicate “pass” or “fail,” but rather indicate all steps of the growth and support process were completed with fidelity or that persistent performance issues exist despite support. Performance issues should be previously documented, as should attempts to provide tiered informal supports. A pattern of documented, persistent concerns that do not improve despite tiered supports should be addressed through the support/corrective plan process described in state statute, guidelines, and Seymour’s plan.


Goal Conference by Oct. 31


At least 1 observation before mid-year


Midyear Conference by Feb. 28


Additional observation(s)


Summative Conference by last day of school
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