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Purpose 

The purpose of this document is to provide the district with a template for its instructional 
personnel evaluation system that addresses the requirements of Section 1012.34, Florida Statutes 
(F.S.), and Rule 6A-5.030, Florida Administrative Code (F.A.C.). This template, Form IEST 
2023, is incorporated by reference in Rule 6A-5.030, F.A.C., effective November 2023. 

 
Instructions 

Each of the sections within the evaluation system template provides specific directions, but does 
not limit the amount of space or information that can be added to fit the needs of the district. 
Where documentation or evidence is required, copies of the source documents (e.g., 
rubrics, policies and procedures, observation instruments) shall be provided at the end of the 
document as appendices in accordance with the Table of Contents. 

 
Submission 

Upon completion, the district shall email this form and any required supporting documentation as 
a Microsoft Word document for submission to DistrictEvalSysEQ@fldoe.org. 

 
 
 
 
Changes Effective  2025-2026 School Year 
 

1.​ Walkthroughs included in Annual Observation  Cycle 
2.​ Definition of Walkthrough in Handbook.  
3.​ Three types of teacher observation cycles: Observation Cycle New to The District (OCND), Observation Cycle 

Effective or Below (OCE) , and Observation Cycle Highly Effective (OCHE) 
4.​ New to Perform Software Platform 

a.​ Pre Conference form for Formal Observation 
b.​ Optional Walkthrough tool available in appendix 

5.​ Elimination of the IPLP 
6.​ New evaluation breakdown 66% Practice 34% Student Data 
7.​ Data will be provided for the Teacher 
8.​ Achievement and growth (when available) will be used for the Summative Evaluation. 
9.​ As part of the grievance process or at the agreed discretion of both the teacher and evaluator, “replacement makeup 

formal evaluations” can occur up to the last week of school to replace the original observation. 
10.​ Needs Improvement (NI) on informal observations, must have at least a documented coaching cycle in lieu of a 

success plan.  
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Part I: Evaluation System Overview 
This evaluation system establishes procedures for assessing the performance of all instructional 
personnel. Furthermore, this evaluation system is designed to develop a mechanism for 
evaluating the effective use of assessment criteria and evaluation procedures by administrators 
who are assigned responsibility for evaluating the performance of instructional personnel. The 
primary purpose of this redeveloped evaluation system is to increase student learning growth by 
improving the quality of instructional, administrative, and supervisory service. 

 
The evaluation system is designed based on research-backed educational principles and 
practices, with a focus on aligning with the Florida Educator Accomplished Practices (FEAP) 
established by State Board of Education Rule, 6A-5.065, F.A.C., and most recently in 2023, 
serve as Florida’s expectations for effective educators, providing guidance on what educators are 
expected to know and be able to do. The evaluation system also employs the Charlotte Danielson 
Model, a widely recognized framework for teacher evaluation, to guide the assessment process in 
alignment with the FEAPs. 

 
These practices form the foundation for instructional personnel evaluation and professional 
learning systems, educator preparation programs and educator certification requirements. 
Effective educators apply these foundational principles through six practices. Each of the 
practices is clearly defined to promote a common language and statewide understanding of the 
expectations for the quality of instruction and professional responsibility. 

 
Part II: Evaluation System Requirements 
The instructional personnel evaluation system described meets the requirements established in 
section 1012.34, F.S., by ensuring alignment with educational principles, incorporating FEAP, 
providing feedback for professional growth, and employing the Charlotte Danielson Model for 
assessment. 

System Framework 

☒ The evaluation system framework is based on sound educational principles and 
contemporary research in effective educational practices. 

☒ The observation instrument(s) to be used for classroom teachers include indicators based on 
each of the Florida Educator Accomplished Practices (FEAP) adopted by the State Board of 
Education. 

☒ The observation instrument(s) to be used for non-classroom instructional personnel include 
indicators based on the FEAP, and may include specific job expectations related to student 
support. 

Training 

☒ The district provides training programs and has processes that ensure; 

●​ Employees subject to an evaluation system are informed of the evaluation criteria, data 
sources, methodologies, and procedures associated with the evaluation before the 
evaluation takes place; and 
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●​ Individuals with evaluation responsibilities and those who provide input toward 
evaluations understand the proper use of the evaluation criteria and procedures. 

 
Data and Reporting 

☒ The district provides two opportunities for instructional personnel to review their class rosters for 
accuracy and to correct any mistakes. Teachers that do not have the opportunity to review their 
rosters twice will receive an incomplete on their summative evaluation for that school year.  

☒ The district school superintendent annually reports accurate class rosters for the purpose of 
calculating district and statewide student performance, and the evaluation results of 
instructional personnel. 

☒ The district may provide opportunities for parents to provide input into performance 
evaluations, when the district determines such input is appropriate. 

 
☒ The district acknowledges that its established evaluation procedures set the standards of 

service to be offered to the public within the meaning of section 447.209, F.S., and are not 
subject to mandatory collective bargaining. 

 
☒ The district’s system ensures all instructional personnel, classroom and non-classroom, are 

evaluated at least once a year. 

☒ The district’s system ensures all newly hired classroom teachers are observed and evaluated 
at least twice in the first year of teaching in the district. Each evaluation must include 
indicators of student performance; instructional practice; and any other indicators of 
performance, if applicable. 

☒ The district acknowledges that the instructional practice evaluation procedures and criteria 
under section 1012.34, F.S., do not preclude a school administrator from conducting 
classroom walkthrough by visiting and observing classroom teachers throughout the school 
year for the purposes of providing mentorship, training, instructional feedback, or 
professional learning. 

☒ The district’s system identifies teaching fields for which special evaluation procedures or 
criteria are necessary, if applicable. 

☒ The district’s evaluation procedures comply with the following statutory requirements in 
accordance with section 1012.34, F.S. 

□​ The evaluator must be the individual responsible for supervising the employee; the 
evaluator may consider input from other personnel trained on the evaluation system. 

□​ The evaluator must provide timely feedback to the employee that supports the 
improvement of professional skills. 

□​ The evaluator must submit a written report to the employee no later than 10 days after 
an Observation takes place. 

□​ The evaluator must discuss the written observation report with the employee. 
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□​ The employee shall have the right to initiate a written response to the observation and 

the response shall become a permanent attachment to his or her personnel file. 

□​ The evaluator must submit a written report of the observation to the district 
school superintendent for the purpose of reviewing the employee’s contract. 

□​ The evaluator may amend an evaluation based upon assessment data from the current 
school year if the data becomes available within 90 days of the end of the school year. 

Use of Results 

☒ The district has procedures for how evaluation results will be used to inform the 
□​ Planning of professional learning; and 
□​ Development of school and district improvement plans. 

☒ The district’s system ensures instructional personnel who have been evaluated as less than 
effective are required to participate in specific professional learning programs, pursuant 
to section 1012.98(11), F.S. 

Notifications 

☒ The district has procedures for the notification of unsatisfactory performance that comply 
with the requirements outlined in section 1012.34(4), F.S. 

☒ The district school superintendent shall annually notify the Department of Education of any 
instructional personnel who; 

□​ Receive two consecutive unsatisfactory evaluation ratings; or 
□​ Are given written notice by the district of intent to terminate or not renew their 

employment, as outlined in section 1012.34(5), F.S. 

District Self-Monitoring 

☒ The district has a process for monitoring implementation of its evaluation system that enables 
it to determine the following: 

□​ Compliance with the requirements of section 1012.34, F.S., and Rule 6A-5.030, F.A.C.; 
□​ Evaluators’ understanding of the proper use of evaluation criteria and procedures, 

including evaluator accuracy and inter-rater reliability; 
□​ Evaluators provide necessary and timely feedback to employees being evaluated; 
□​ Evaluators follow district policies and procedures in the implementation of 

evaluation system(s); 
□​ Use of evaluation data to identify individual professional learning; and 
□​  Use of evaluation data to inform school and district improvement plans 
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Part III: Evaluation Procedures and Components 
 
Evaluation Components  

●​ Summative Evaluation 
●​ Observations (Informal and Formal)  
●​ Walkthroughs: classroom visits by administrators throughout the school year for 

the purposes of providing mentorship, training, instructional feedback, or 
professional learning.  

STEP BY STEP OBSERVATION PROCEDURES 
 

STEP 1: ADMINISTRATOR INFORMS TEACHER ABOUT EVALUATION PROCESS 
●​ School administrators meet with instructional staff during pre-planning week to 

orient and to inform them of evaluation criteria and procedures. (Attendance at 
this meeting is mandatory. Teachers must sign an attendance roster.) 

●​ Online access to the Flagler County Teacher Evaluation Handbook is distributed 
at this meeting or within the month of September. As additional staff are 
employed, administrators review the criteria and procedures of the assessment 
system within the first ten (15) days of each teacher’s employment. 

STEP 2: ADMINISTRATOR MAY CONDUCT INFORMAL OBSERVATION OF TEACHER 
●​ Administrator gathers evidence of teacher’s and students’ actions, statements, 

and questions using the informal observation form. 
●​ No pre-conference will take place prior to an informal observation. 
●​ Informal observations may precede a formal observation but is not required. 
●​ Depending on the category of the Evaluatee their may be two required informal 

observations. 
●​ The length of the informal observation will be between 10 – 20 minutes. 

Informal observations may be followed by a post-observation conference at the 
request of either the teacher or administrator; the post-observation conference 
will occur within 10 days of the observation; data will be included in the 
summative evaluation score. 

 
STEP 3 : ADMINISTRATOR SCHEDULES FORMAL OBSERVATION AND 
OPTIONAL PRE-OBSERVATION CONFERENCE 

●​ Administrator sets an observation date and time with the teacher. The teacher must 
be given at least a one week notice prior to the announced classroom observation. 

●​ If a Pre-Observation Conference is requested by either the teacher or the assessor, the 
administrator schedules the Pre-Observation conference preferably 1-5 school days 
before the observation. 

STEP 4: ADMINISTRATOR HOLDS PRE-OBSERVATION CONFERENCE (If Applicable) 
●​ Administrator uses the Pre-Observation Conference notes section to guide 

the conversation and to organize notes as he/she records evidence. 
●​ Administrator discusses the lesson to be observed. The teacher should do most of the 

talking, but the administrator should ask questions and offer suggestions for 
improvement for the lesson. 
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STEP 5: ADMINISTRATOR FORMALLY OBSERVES TEACHER 
●​ Administrator gathers evidence of teacher’s and students’ actions, statements, 

and questions using the observation form. 
●​ The length of the announced formal observation lasting 30 – 45 minutes or up 

to one class period in secondary schools; is followed by a post-observation 
conference; the post-observation conference will occur within 10 days of the 
observation; data will be included in the summative evaluation score. 

 
STEP 6: ADMINISTRATOR SCHEDULES POST- FORMAL OBSERVATION CONFERENCE 

●​ Administrator schedules the post-observation conference for no later than 
ten (10) teacher working days after the observation takes place. 

      STEP 7: ADMINISTRATOR ALIGNS EVIDENCE USING THE FRAMEWORK AND HOLDS 

                    POST- FORMAL OBSERVATION CONFERENCE – PART I 
●​ After the observation, the administrator identifies the relevant 

component(s) for each piece of evidence. 
●​ Administrator may bring forward evidence (excluding walkthrough 

feedback) to the conference from throughout the school year they believe is 
relevant to indicators within  Domains 1 and 4. Ex. lesson plans, grad 
books, Consultation Logs, IEP meetings. 

●​ Administrator compares the evidence listed under each component to the 
level of performance descriptions and chooses the level of performance for 
each component that most closely aligns to the evidence. 

●​ Administrators complete the summative evaluation form for the teacher’s 
appropriate job classification, i.e., classroom teacher, school counselor, etc. 

●​ Teacher may bring forward evidence (including walkthrough feedback) to 
the conference they believe is relevant to particular Domain indicators. 

●​ Administrator asks the teacher to reflect on the lesson using the 
post-observation section of the formal observation form. Administrator 
discusses the evidence collected during formal observation and throughout 
the school year, and the levels of performance chosen on the summative 
evaluation form. 

●​ Administrator and teacher sign formal observation/summative evaluation form. The 
teacher will have the right to initiate a written response to the assessment, the 
principal reviews and responds to within five (10) days. The response shall become 
a permanent attachment to the assessment instrument placed in the individual 
teacher’s personnel file. 
 

STEP 8: ADMINISTRATOR FINALIZES TEACHER STUDENT PERFORMANCE 
INDICATOR (SPI) FORM (This step occurs at the beginning of the following school year) 

●​ Administrator adds the student performance indicator data as provided by 
the Florida Department of Education to the Teacher SPI form upon 
availability of data, within 90 days after the close of the school year. 

 
STEP 9: ADMINISTRATOR NOTIFIES TEACHER OF FINAL OVERALL RATING and HOLDS 
ADDITIONAL POST CONFERENCE 
For teachers receiving an overall rating of effective of highly effective: 

●​ Administrator notifies teacher of over final rating and schedules an additional post 
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conference after the receipt of student performance data prior to October 1st. 
●​ Administrator holds an additional post conference with the teacher and 

presents student performance data and the finalized summative form.  
●​ Administrator and teacher sign the summative form. The teacher will have 

the right to review the student performance data and initiate a written 
response to the evaluation, and the response shall become a permanent 
attachment to the evaluation instrument placed in the individual teacher’s 
personnel file. 

For teachers receiving an overall rating of needs improvement or unsatisfactory: 
●​ Administrator notifies teacher in writing of overall final rating. 
●​ Administrator schedules the post conference with the teacher as 

soon as practical but no later than October 1st. 
●​ Administrator holds an additional post conference with the teacher 

and presents student performance data and the finalized summative 
form. 

●​ Administrator and teacher sign the summative form. The teacher 
will have the right to review the student performance data and 
initiate a written response to the evaluation, and the response shall 
become a permanent attachment to the evaluation instrument placed 
in the individual teacher’s personnel file. 
 

GRIEVANCE PROCESS AND PROCEDURAL SAFEGUARDS 
●​ Administrator ratings based on professional observations are not subject to grievances.  

However, grievances may be filed in accordance with the collective bargaining agreement 
for procedural errors.  

●​ As part of the grievance process or at the agreed discretion of both the teacher and 
evaluator, “replacement makeup formal evaluations” can occur up to the last week of 
school. The employee will need to agree to take the new formal observation ratings in 
lieu of the original observation.  

●​ Employees have the right to submit a rebuttal document after the Formal Observation 
Post Conference or after the Summative Evaluation Meeting prior to October 1st.  
Rebuttals will not alter ratings determined at the time of either post conference. 
 

 
  
 

TEACHER SUCCESS PLAN OF ASSISTANCE (TSP): 
●​ In the case of a teacher who is “Unsatisfactory”, a notice will be given to 

the teacher in writing which will include areas requiring improvement. 
●​ Teacher and administrator will develop a TSP (Teacher Success Plan for 

Intensive Assistance). This plan will include a plan of action recommended 
for corrective action and list evidence of sufficient improvement. 

●​ After the plan of assistance has been completed, a recommendation by the 
administrator will be noted on the form. 

 
The superintendent shall notify the Florida Department of Education of any instructional 
personnel who receives two consecutive unsatisfactory annual evaluations and who has 
been given written notice by the district that his/her employment is being terminated or is 
not being renewed or that the school board intends to terminate, or not renew, his/her 
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employment. 
 

 
A teacher placed on a Success Plan may have additional informal observations, as 
stipulated in the development of said Success Plan.  Any teacher, placed on a TSP, who 
fails to show improvement as indicated on the summative observation, and given the 
appropriate time to show improvement can; A) have an extension of the TSP if given the 
principal’s authority or B) be placed on a 90-day probation (as recommended by the 
Superintendent or designee). 
 
Note: a TSP is not required in the cases of significant violations of law, contract or School 
Board policy which calls for documentation and immediate and appropriate disciplinary 
action. In these situations, the assistance of district administrators should be requested. 
 
The Teacher Success Plan procedure is the district’s commitment to provide direction and 
support to instructional personnel who are experiencing difficulty in meeting professional 
performance standards. The program calls together professionals to provide assistance in 
helping an individual be successful as a teacher. The highest level of success is realized 
when a teacher ceases to rely upon external support and direction and, instead, becomes 
self-motivated in a personal program of professional growth. 

 
PARAMETERS FOR WHEN INFORMAL OR FORMAL OBSERVATIONS CAN OCCUR 
  

No observation shall be conducted during any of the following timeframes, 
without prior workday’s notice and mutual agreement of employee and 
administrator: 

1. ​ The day before or immediately following a state assessment period or 
during the state assessment period when a particular instructional staff’s 
students are taking said exam. 
2. ​ The first week of school. 
  
3. ​ The two (2) days prior to Thanksgiving break, Winter break, and/or 
Spring Break. 

  
4. ​ In the event that an instructional staff is required to take additional 
students from another instructional staff’s classroom due to lack of 
substitute instructional staff/adequate coverage. 
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Teacher’s Annual Observation Cycle  
C.​ Probationary Teacher Observation Cycle: New to the District Observation Cycle (NDOC) 

●​  Teacher Walkthroughs 
o​ Non-evaluative growth model at all times 
o​ Feedback must be provided by administrator 
o​ Only teachers can bring forth information and artifacts from walkthroughs, from the current school year, to 

support ratings in all domains.)  
●​ 2 Informal Observations  

o​ Shall include components from Domains 2 & 3 
o​ Pre-conference if either party requested  
o​ Feedback provided to the teacher within 5 workdays  
o​ Post conference if deficiencies are noted to provide documented supports and/or possible success plan 
o​ (An informal observation should precede a formal observation when possible but not required)  

●​ 2 Formal Observations (2 per year for new teachers)  
o​ Pre-conference prior to both  
o​ Domains 1, 2, 3 & 4 in their entirety  
o​ Post conference (Both parties can bring forth information and artifacts from the current school year to support 

ratings in all domains.) 
●​ Summative Evaluation (Happens prior to October 30 of the next school year) 

B.​ Second Year Teachers Through Veteran Teachers within the District (With overall Effective rating or lower 
the previous year.):  Observation Cycle Effective or Below(OCE) 

●​ Teacher Walkthroughs 
o​ Non-evaluative growth model at all times 
o​ Feedback must be provided by administrator 
o​ Only teachers can bring forth information and artifacts from walkthroughs, from the current school 

year, to support ratings in all domains.)  
●​ 2 Informal Observations (Additional observations can occur at the discretion of teacher or 

administrator) 
o​ Shall include components from Domains 2 & 3 
o​ Pre-conference if either party requested  
o​ Feedback provided to the teacher within 5 workdays  
o​ Post conference if deficiencies are noted to provide documented supports and possible success plan 
o​ (An informal observation should precede a formal observation when possible but not required)  

●​ 2 Formal Observations (2 per year for new teachers)  
o​ Pre-conference prior to both  
o​ Domains 1, 2, 3 & 4 in their entirety  
o​ Post conference (Both parties can bring forth information and artifacts from the current school year to support 

ratings in all domains.) 
●​ Summative Evaluation (Happens prior to October 30 of the next school year) 

C. Second Year Teachers Through Veteran Teachers with the District (With overall Highly Effective or  
    lower the previous year.):  Observation Cycle Highly Effective (OCHE) 

●​ Teacher Walkthroughs 
o​ Non-evaluative growth model at all times 
o​ Feedback must be provided by administrator 
o​ Only teachers can bring forth information and artifacts from walkthroughs, from the current school 

year, to support ratings in all domains.)  
●​ 1 Informal Observation (Any informal observations can occur at the discretion of the administrator)  

o​ Shall include components from Domains 2 & 3 
o​ Pre-conference if either party requested  
o​ Feedback provided to the teacher within 5 workdays  
o​ Post conference if deficiencies are noted to provide documented supports and possible success plan 
o​ (An informal observation should precede a formal observation when possible but not required)  

●​ 1 Formal Observations (Additional observations can occur at the discretion of teacher or 
administrator) 
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o​ Pre-conference  
o​ Domains 1, 2, 3 & 4 in their entirety 
o​ Feedback provided to the teacher within 5 workdays   
o​ Post conference (Both parties can bring forth information and artifacts from the current school year to support 

ratings in all domains.) 
●​ Summative Evaluation (Happens prior to October 30 of the next school year) 
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1.​ Pursuant to section 1012.34(3)(a), F.S., an observation must be conducted for each employee 
at least once a year, except that a classroom teacher who is newly hired by the district school 
board must be observed at least twice in the first year of teaching in the school district. In the 
table below, describe when and how many observations take place for the following. 
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Instructional 
Personnel Group 

Number of 
Observations 

 
When Observations Occur When Observation Results 

are Communicated to 
Personnel 

Second Year Teachers Through Veteran Teachers with the District (With overall Highly Effective  
the previous year.):  Observation Cycle Highly Effective(OCHE) 

FCS Teacher with 
at least one full year 

teaching in the district 
prior to the beginning of 
the school year with an 

Overall Summative 
Rating of Highly 

Effective the Previous 
School Year with FCS 

2 Total 
1 Informal 
(optional) 
1 Formal 
(Additional 
observations at 
the discretion of 
the administrator.) 

One Informal observation 
must be completed by the end 
of Semester if needed.  
1. All observations 
completed no later than 3 
weeks prior to the end of 
school. There must be at 
least two weeks between 
observations. 

Within 10 work days of the 
observation. 

Second Year Teachers Through Veteran Teachers within the District (With overall Effective rating 
or lower the previous year.): Observation Cycle Effective or below(OCE) 
FCS Teacher with at least 
one full year teaching in 
the district prior to the 
beginning of the school 

year with an Overall 
Summative Rating of 
Highly Effective the 
Previous School Year 

with FCS 

4 Total 
2 Informal 
2 Formal 

(Additional 
observations at the 
discretion of the 
administrator.) 

At least one formal 
observation during Semester 
1. All observations 
completed no later than 3 
weeks prior to the end of 
school. There must be at 
least two weeks between 
observations. 

Within 10 work days of the 
observation. 

Probationary Teacher Observation Cycle:  Observation Cycle New to the District (OCND) 

 
Hired before the 
beginning of the 

school year 

4 Total 
2 Informal 
2 Formal 
(Additional 
observations at 
the discretion of 
the administrator.) 

At least one formal 
observation during Semester 
1. All observations 
completed no later than 3 
weeks prior to the end of 
school. There must be at 
least two weeks between 
observations. 

Within 10 work days of the 
observation. 

 
Hired after the 

beginning of the 
school year 

4 Total 
2 Informal 
2 Formal 
(Additional 
observations at 
the discretion of 
the administrator.) 

At least one formal 
observation during Semester 
hired. All observations 
completed no later than 3 
weeks prior to the end of 
school. There must be at least 
two weeks between 
observations. 

Within 10 work days of the 
observation. 



 

2.​ Pursuant to section 1012.34(3)(a), F.S., a Final Summative Performance Evaluation must be 
conducted for each employee at least once a year.  
 

 
3.​  A classroom teacher who is newly hired by the district school board must be observed at least 

twice in the first year of teaching in the school district. In the table below, describe when and 
how many Final Summative Performance Evaluations are conducted for the following 
instructional personnel groups: classroom teachers, non-classroom teachers, newly hired 
classroom teachers, and teachers hired after the beginning of the school year. 

14 

Instructional 
Personnel Group Number of 

Formal 
Observations 

 
When Final Professional 
Practice Perform Post 
Conference Evaluation is 
due 

When Summative Evaluation 
Results are Communicated to 
Personnel with Student Data 
Results 

Classroom and Non-Classroom Teachers 

Hired before the 
beginning of the 
school year and 

have done 2 roster 
verifications 

2 Within 10 work days of the 
formal observation. 

When all components are 
completed, no later than October 
1st of the following school year. 

Hired after the 
beginning of the 
school year and 

have done only 1 
roster verification 

1 Within 10 work days of the 
formal observation. 

Summative Evaluation Rating is 
Incomplete. 



 

Part IV: Evaluation Criteria 

A.​Instructional Practice 

1.​ Pursuant to section 1012.34(3)(a)2., F.S., at least one-third of the evaluation must be based 
upon instructional practice. In Flagler County, instructional practice accounts for 66% of the 
instructional personnel performance evaluation. 

 
2.​ 66% of the teacher’s overall evaluation score, shall be the Instruction Practice piece (i.e., 

observation). The four Domains built within the instructional practice rubric each contains a 
weighting from one to four. Unsatisfactory = 1 point, Needs Improvement = 2 points, 
Effective = 3 points, Highly Effective = 4 points.  
 

3.​ The evaluation system is designed based on research-backed educational principles and 
practices, with a focus on aligning with the Florida Educator Accomplished Practices (FEAP) 
adopted by the State Board of Education. The evaluation system employs the Charlotte 
Danielson Model, a widely recognized framework for teacher evaluation, to guide the 
assessment process. The Danielson’s framework for teaching identifies aspects of a teacher’s 
responsibilities that empirical studies have demonstrated as promoting improved student 
learning. Because teaching is an extremely complex activity, this framework is useful in 
laying out the various areas of competence in which professional teachers need to develop 
expertise. Danielson divides the complex activity of teaching into twenty-two components 
clustered into four domains of teaching responsibility: (1) planning and preparation, (2) the 
classroom environment, (3) instruction, and (4) professional responsibilities. 

 
 

B. Performance of Students 
 

4.​ Pursuant to section 1012.34(3)(a)1., F.S., at least one-third of the performance evaluation must 
be based upon data and indicators of student performance, as determined by each school 
district. This portion of the evaluation must include growth or achievement data of the teacher’s 
students over the course of at least three years. If less than three years of data are available, 
the years for which data are available must be used. Additionally, this proportion may be 
determined by instructional assignment. In Flagler County, performance of students accounts for 
34% of the instructional personnel performance evaluation. 
 

5.​ Description of the step-by-step calculation for determining the student performance rating for 
classroom and non-classroom instructional personnel, including cut points for differentiating 
performance. 

 
Calculation of Student Performance Indicator (SPI) scores for Classroom Instructional 
Personnel 
 
Student performance will be measured through various measurements, including achievement and 
growth (when available) on assessments, as outlined in Appendix D. Each course will have criteria 
used to measure if a student has “Met Expectations” for achievement and growth (when available). 
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% of Students who have “Met Expectations” SPI Base Score 

80-100 4.00 

75-79 3.75 

70-74 3.50 

65-69 3.25 

60-64 3.00 

55-59 2.75 

50-54 2.50 

40-49 2.25 

30-39 2.00 

15-29 1.50 

0-14 1.00 

 
Calculation of Student Performance Indicator (SPI) scores for Non-Classroom Instructional 
Personnel 
 
Non-classroom instructional personnel’s SPI will be calculated in a similar manner to classroom 
instructional personnel. For staff members assigned to one school, the students that they are 
specifically assigned to will be included on their roster. If they are not assigned to a specific group of 
students, or the list changes often, the whole-school SPI will be used for their evaluation. For staff 
members assigned to multiple schools, the whole-school SPIs from each of their schools will be 
averaged using weights equal to the percentage of time they are assigned to each school, if applicable. 
 
Multiplier for ESE Students 
 
Although all students are capable of success, the ESE population traditionally has under-performed 
compared to their peers. In order to adjust SPI scores for teachers with high percentages of ESE 
students, the following multiplier will be applied to a teacher’s SPI Base Score to determine their final 
SPI Rating. The percentage of ESE students on a teacher’s roster is calculated as follows: 
 

 𝑁𝑢𝑚𝑏𝑒𝑟 𝑜𝑓 𝐸𝑆𝐸 𝑠𝑡𝑢𝑑𝑒𝑛𝑡𝑠* 𝑜𝑛 𝑎 𝑡𝑒𝑎𝑐ℎ𝑒𝑟'𝑠 𝑟𝑜𝑠𝑡𝑒𝑟
𝑇𝑜𝑡𝑎𝑙 𝑛𝑢𝑚𝑏𝑒𝑟 𝑜𝑓 𝑠𝑡𝑢𝑑𝑒𝑛𝑡𝑠 𝑜𝑛 𝑎 𝑡𝑒𝑎𝑐ℎ𝑒𝑟'𝑠 𝑟𝑜𝑠𝑡𝑒𝑟 × 100 = % 𝑜𝑓 𝐸𝑆𝐸 𝑆𝑡𝑢𝑑𝑒𝑛𝑡𝑠

 
*Students must be identified as ESE by May 1st to be included. For this calculation, students whose  

primary exceptionality is Gifted and/or students who take the Florida Alternate Assessment  
are not counted as “ESE students”  

 

% of ESE Students Multiplier 

0-20 1.0 
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21-30 1.1 

31-40 1.2 

41-60 1.3 

61-80 1.4 

81-100 1.5 

 
Student Performance Indicator Calculation - Elementary Example 
 
Example of a small sample of students and how they are scored for each component: 

Student FAST Math 
Achievement 

FAST Math 
Growth 

FAST ELA 
Achievement 

FAST ELA 
Growth 

SSA Science 
Achievement 

Student 1 1 1 0 1 0 

Student 2 0 N/A 1 1 0 

Student 3 0 1 1 0 1 

Student 4 1 0 0 0 0 

Student 5 0 1 1 1 1 

 
Example of a teacher’s totals for their entire roster with SPI Calculations: 

Component Number of 
Students 

included in 
this 

component 

Number of 
Students who 

Met 
Expectations 

% Met 
Expectations 

Base SPI ESE 
Multiplier 

SPI Score 

FAST Math 
Achievement 20 11     

FAST Math 
Growth 18 10     

FAST ELA 
Achievement 20 14     

FAST ELA 
Growth 20 9     

SSA Science 
Achievement 19 10     

Totals 97 54 56% 2.75 1.1 3.025 

 
Student Performance Indicator Calculation - Secondary Example 
 
Example of a small sample of students and how they are scored for each component: 
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Student  US History EOC Achievement World History CDF Achievement 

Student 1 1 N/A 

Student 2 0 N/A 

Student 3 0 N/A 

Student 4 N/A 1 

Student 5 N/A 1 

 
Example of a teacher’s totals for their entire roster with SPI Calculations: 

Component Number of 
Students 

included in 
this 

component 

Number of 
Students who 

Met 
Expectations 

% Met 
Expectations 

Base SPI ESE 
Multiplier 

SPI Score 

US History 
EOC 

Achievement 
102 74     

World History 
CDF 

Achievement 
46 39     

Totals 148 113 76% 3.75 1.0 3.75 

 
Summative Rating Calculation 
 

With the exception of the VAM 3-year aggregate ELA and/or Math scores, Flagler County will 
implement an “itemized approach” to its evaluation system involving student performance. 
 
Pursuant to section 1012.34(2)(e), F.S., the evaluation system for instructional personnel must 
differentiate across four levels of performance. 

Highly Effective: Refers to professional teaching that innovatively involves students in the 
learning process and creates a true community of learners. Teachers performing at this 
level are master teachers and leaders in the field, both inside and outside of their school. 

 
Effective: Refers to successful, professional teaching that is consistently at a high level. 

 
Needs Improvement or Developing: Refers to teaching that reflects the necessary 
knowledge and skills to be effective, but its application is inconsistent. “Needs 
Improvement” will be used for teachers with 3+ years of experience. “Developing” will be 
used for teachers with 3 years or less experience and for experienced teachers new to the 
district. 

 
Unsatisfactory: Refers to teaching that does not convey understanding of the concepts 
underlying the component. This level of performance is doing harm in the classroom. 
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Alignment to the Florida Educator Accomplished Practices 

Foundational Principles 

The Florida Educator Accomplished Practices are based upon and further describe the below four (4) essential principles. 

1.​ The effective educator creates a culture of high expectations for all students by promoting the importance of 
education and each student’s capacity for academic achievement. 

2.​ The effective educator demonstrates deep and comprehensive knowledge of the subject taught. 

3.​ The effective educator exemplifies the standards of the profession. 

4.​ The effective educator acknowledges that all persons are equal before the law and have inalienable rights, and 
provides instruction that is consistent with the principles of individual freedom as outlined in s. 1003.42(3), F.S. 

Practice Evaluation Indicators 

1. Instructional Design and Lesson Planning 

Applying concepts from human development and learning theories, the effective educator consistently: 
a. Aligns instruction with state-adopted standards taking into consideration varying 

aspects of rigor and complexity; 1c 

b. Sequences lessons and concepts to ensure coherence and required prior knowledge; 1a, 1c, 1e 

c. Designs instruction for students to achieve mastery; 1b, 1e 

d. Selects appropriate formative assessments to monitor learning; 1f 

e. Uses diagnostic student data to plan lessons; 1b 
f. Develops learning experiences that require students to demonstrate a variety of 

applicable skills and competencies; and 1c, 1d, 1f 

g. Provides classroom instruction to students in prekindergarten through grade 12 that is 
age and developmentally appropriate and aligned to the state academic standards as 
outlined in Rule 6A-1.09401, F.A.C., and is consistent with s. 1001.42(8)(c)3., F.S. 

1b, 1c 

2. The Learning Environment 

To maintain a student-centered learning environment that is safe, organized, equitable, flexible, inclusive, and collaborative, 
the effective educator consistently: 

a. Organizes, allocates, and manages the resources of time, space, and attention; 1d, 2c, 2e 

b. Manages individual and class behaviors through a well-planned management system; 2d 

c. Conveys high expectations to all students; 2b 

d. Respects students’ cultural linguistic and family background; 1b, 2a 

e. Models clear, acceptable oral and written communication skills; 3a 

f. Maintains a climate of openness, inquiry, fairness and support; 2b 

g. Integrates current information and communication technologies; 1a, 1d, 2c, 3c 
h. Adapts the learning environment to accommodate the differing needs and diversity of 

students while ensuring that the learning environment is consistent with s. 1000.071, 
F.S.; 

1b, 3c, 3e 

i. Utilizes current and emerging assistive technologies that enable students to participate 
in high-quality communication interactions and achieve their educational goals; and 

1a, 3b, 3c 

j. Creates a classroom environment where students are able to demonstrate resiliency as 
outlined in Rule 6A-1.094124, F.A.C. 

2b, 2f 
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3. Instructional Delivery and Facilitation 

The effective educator consistently utilizes a deep and comprehensive knowledge of the subject taught to: 

a. Deliver engaging and challenging lessons; 3c 

b. Deepen and enrich students’ understanding through content area literacy strategies, 
verbalization of thought, and application of the subject matter; 

3a, 3b, 3c 

c. Identify gaps in students’ subject matter knowledge; 1a, 3d 

d. Modify instruction to respond to preconceptions or misconceptions; 1b, 3a, 3e 

e. Relate and integrate the subject matter with other disciplines and life experiences; 3a, 3c, 3d 

f. Employ questioning that promotes critical thinking; 3b 
g. Apply varied instructional strategies and resources, including appropriate technology, 

to provide comprehensible instruction, and to teach for student understanding; 
3a, 3b, 3c, 3d, 3e 

h. Differentiate instruction based on an assessment of student learning needs and 
recognition of individual differences in students; 

1b, 3b, 3c, 3e 

i. Support, encourage, and provide immediate and specific feedback to students to 
promote student achievement; and, 

3a, 3b, 3d 

j. Utilize student feedback to monitor instructional needs and to adjust instruction. 3b, 3d, 3e 

4. Assessment 

The effective educator consistently: 
a. Analyzes and applies data from multiple assessments and measures to diagnose 

students’ learning needs, informs instruction based on those needs, and drives the 
learning process; 

1b, 1f, 3d 

b. Designs and aligns formative and summative assessments that match learning 
objectives and lead to mastery; 

1b, 1f, 3d 

c. Uses a variety of assessment tools to monitor student progress, achievement and 
learning gains; 

1b, 1f, 3d 

d. Modifies assessments and testing conditions to accommodate learning styles and 
varying levels of knowledge; 

1b, 1f, 3d, 3e 

e. Shares the importance and outcomes of student assessment data with the student and 
the student’s parent/caregiver(s); and, 

2b, 4c 

f. Applies technology to organize and integrate assessment information. 1d, 4b, 4e 

5. Continuous Professional Improvement 

The effective educator consistently: 
a. Designs purposeful professional goals to strengthen the effectiveness of instruction 

based on students’ needs; 
4a, 4e 

b. Examines and uses data-informed research to improve instruction and student 
achievement; 

1a, 1d, 4e 

c. Uses a variety of data, independently, and in collaboration with colleagues, to evaluate 
learning outcomes, adjust planning and continuously improve the effectiveness of the 
lessons; 

4d 

d. Collaborates with the home, school and larger communities to foster communication 
and to support student learning and continuous improvement; 

4c, 4d, 4e 

e. Engages in targeted professional growth opportunities and reflective practices; and, 4d, 4e, 4f 
f. Implements knowledge and skills learned in professional development in the teaching 

and learning process. 
4e 

6. Professional Responsibility and Ethical Conduct 
Understanding that educators are held to a high moral standard in a community, the effective educator fulfills the 
expected obligations to students, the public and the education profession and adheres to: 

a. Guidelines for student welfare adopted pursuant to s. 1001.42(8), F.S., including the 
requirement to refrain from discouraging or prohibiting parental notification of and 
involvement in critical decisions affecting a student’s mental, emotional, or physical 
health or well-being, unless a reasonably prudent person would believe that 

2a, 4c, 4f 
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disclosure would result in abuse or neglect as defined in s. 39.01, F.S.; 
 

b. The rights of students and parents enumerated in ss. 1002.20 and 1014.04, F.S.; and 2a, 4c, 4f 

c. The Principles of Professional Conduct of the Education Profession of 
Florida, pursuant to Rule 6A-10.081, F.A.C. 

4b, 4e, 4f 



 

Appendix B - Observation Instrument for Classroom Teachers 
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Appendix C - Observation Instrument Non-Classroom Instructional 
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Appendix D – Student Performance Measures 
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Appendix E  
Examples of Summative Evaluation Ratings  

 
Third Grade Elementary Teacher Earning a Highly Effective Example 

Professional Practice (Formal Observation) 
Multiplied by .66 

 
PP Score (3.5)  X% of Evaluation (.66) = 2.31 

 
Plus 

Student Performance Indicators (SPI) 
Multiplied by .34 

(56% of the teacher’s students Met Expectations which equated to a Base SPI of 2.75. The 
teacher had an ESE percentage that fell between 21 and 30%. Therefore the ESE Multiplier of 

1.1 was applied resulting in a 3.025 SPI Score.) 
 

SPI Score (3.025) X% of Evaluation (.34) = 1.029 
 

Equals 
 

Summative Evaluation Score and Rating  
(PP) 2.31 +  (SPI) 1.029 = 3.339 Rounded to 3.34 

Highly Effective  
 
 

 
Tenth Grade Elementary Secondary Teacher Earning an Effective Rating 

Professional Practice (Formal Observation) 
Multiplied by .66 

 
PP Score (2.8)  X% of Evaluation (.66) = 1.85 

 
Plus 

Student Performance Indicators (SPI) 
Multiplied by .34 

(76% of the teacher’s students Met Expectations which equated to a Base SPI of 3.75. The 
teacher had an ESE percentage that fell between1 and 20%. Therefore the ESE Multiplier of 1 

was applied resulting in a 3.75 SPI Score.) 
 

SPI Score (3.75) X% of Evaluation (.34) = 1.28 
 

Equals 
 

Summative Evaluation Score and Rating  
(PP) 1.85 +  (SPI) 1.28 = 3.13  

Effective 
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