
Certified Employees’ Evaluation Guidelines and Protocols 

New Castle School Corporation 2020-2021 

A.  For the purpose of certified employee evaluations and compensation, New Castle Schools 

defines Teacher Leadership as follows.  Every teacher is considered a leader of students 

and will not be singled out for purposes determined to destroy cooperation among and 

between teachers. Our school corporation believes teachers take on very important roles of 

leadership as an embedded part of their daily duties. 

B.  For the purpose of certified employee evaluations and compensation, New Castle 

Community Schools defines Academic Needs of Students as follows.  Every teacher is 

considered to be taking into consideration the academic needs of all of his/her students.  Our 

school corporation believes all teachers daily address the academic needs of all students.   

C. At New Castle Community Schools, we are using the RISE evaluation model which is 

research-based, practical, integrates all state standards for each certified staff member and is 

an effective tool to evaluate all certified employees of our school corporation.  All certified 

employees will be evaluated annually using a modified RISE 3.0  version model for each 

level of certification.  This evaluation system includes rigorous measures of teacher 

effectiveness, uses a wide-range of objective data, and allows for a designation of Highly 

Effective, Effective, Improvement Necessary and Ineffective as a result of the final 

summative evaluation concluded annually  as soon as all the available data is available to the 

evaluator.  The RISE model includes a system of improvement for all teachers rated 

Ineffective and stipulates that any teacher deemed having a negative impact on student 

learning cannot receive a rating in the top two categories, nor can he/she receive any type of 

compensation/performance pay for any given year.  Teachers rated finally as Highly 

Effective or Effective are eligible for possible Teacher Appreciation Grant money . 

There will be  a  25% difference between the TAG money awarded between the Highly 

Effective and Effectively  evaluated teachers.  ( See Policy 3220.01 at the end of this 

document)  

 

 

 

 

 

 

D. All certified staff evaluated by the RISE model will follow all RISE guidelines.  Final 

summative evaluations are based on the following category: 



Component 1 - 100% Teacher Effectiveness Rubric (TER) for RISE 3.0  is used to calculate 

final designations for all certified staff: 

      Component 2- NO component 2 factor is used at this time.    

Separate rubrics are used for certified  nurses, counselors, data coaches, librarians,  and assistant 

principals.  

A post observation conference is mandatory after long observations. Conferences are also 

mandated after final summative evaluations are complete. All observation and summative 

evaluations are completed within the RISE mandates of 5 school days after long observations 

and 7 days after summative evaluations are completed.  

Each certified teacher with a Highly Effective or Effective rating, currently, will be evaluated 

with 1 long and  2  short observations. Teachers with an Improvement Necessary or Ineffective 

rating currently, as well as teachers with less than 2 years of experience in the corporation , will 

be evaluated with 2 long and 3 short observations.  

 

 

E. Once the evaluation is completed for each certified staff member, those deemed to be 

rated in the either of the bottom two rating categories will work collaboratively with the 

evaluator to complete an improvement plan that will be implemented at the beginning of 

the next school year and will be reviewed no later than 90 days after the first day of 

school to determine if improvements in deficient areas are effectively addressed.  At that 

point, in-flight changes may be necessary to continue the improvement process. Any 

certified employee that has been rated as Ineffective for two consecutive years,  may be 

considered for termination at the end of his/her second evaluation once all components 

have been received and the employee notified of the final rating by the evaluator.  

However, there is no mandatory termination. 

F. Each year, the teacher evaluation plan will  be monitored and  may be revised as needed 

to make the evaluation process the best it can possibly be.   All noted changes must be 

created, shared, and agreed upon by 75% of the voting teachers ,represented by the 

Mutual Concerns Committee , by May 30 each year. 

 

G. Each certified staff member will be evaluated at least once a year and more if deficiencies 

are noted.  The final summative evaluation conference will not take place until all 

components of the evaluation are completed and each certified staff member has been 

notified of the final exit evaluation meeting. If state data is not available by the end of the 



school calendar year, a conference may be held with the staff member to give a snapshot 

of  how  the  summative evaluation is projected to look. 

H. All tracking and data storage will ultimately be managed and stored securely by the 

evaluator as well as  by  the Human Resource Director  at Central Office using the Five-

Star PIVOT data warehouse computer system.  Certified staff may report certain data to 

the evaluator for purposes of compiling the final summative evaluation. 

I. A certified staff member, who receives a rating in the bottom two categories   may 

request a meeting with the superintendent to discuss the evaluation results within five 

business days from the time of the final summative evaluation conference with the 

evaluator.  There is no obligation to change a summative evaluation by the superintendent 

but, instead, the superintendent may give good advice to the certified employee so he/she 

can undertake necessary improvement steps.  Our district takes the position that the 

evaluator is a trained professional, who is capable of making these evaluation decisions.  

Every certified staff member will be fully trained in the formation and implementation of 

each of the evaluation systems used in our district. Professional development plans and 

timelines will be established by the primary evaluator for those employees who are 

assigned in the bottom two categories and that professional development will be in 

conjunction with their license renewal credits/professional growth points.  

J. Our district will not use third party evaluators. 

K. For each certified staff member, a primary evaluator will be designated.  Other 

administrators or trained certified staff members may be given authority to give input, 

where applicable, to the primary evaluator, who will have the final determination in 

developing the ratings for each certified staff member. 

L. All principal evaluations and central office administrators (if certified) will be evaluated 

by the current superintendent using the  RISE Administrative/Principal  evaluation model 

and rubric.  All assistant principals, deans, Athletic Director  , guidance counselors, 

media specialists, and other administrators under the supervision of the principal, will all 

be evaluated by the principal or his/her designee trained to perform a summative 

evaluation to determine the final summative rating in one of the four categories of  RISE. 

M. The superintendent will be evaluated by using the New Castle Superintendent Annual 

Performance Goals and Objectives tool.  ( Included with submission of this  plan.) Three 

goals are initially set yearly by the School Board based on academic and achievement 

standards. A rating of Highly Effective (4) , Effective(3), Improvement Necessary (2), or 

Ineffective(1) will be given for each performance goal and an average from each will 

determine a  final  overall composite rating as HE,E, IN, or I .  



N. All evaluation models may be revised  as necessity dictates at any time  to make the 

process more fair , equitable, and current best practices for  all concerned. Again, all 

changes must be determined by May 30 each year to implement for the following year. 

Follow up RISE training for all administrator evaluators will be conducted regularly  to 

stay current to State mandates and consistent as possible with evaluation practices. This 

will be conducted by an outside consultant who is a RISE trainer.  

O. New Castle Community Schools also uses sound research to make final determinations 

about what will drive or be included in any performance evaluation and/or objective data 

used to fuel the evaluation.  With that as a given, the research is clear that all 

standardized tests are forms of intelligent quotient tests and thus do not reflect instruction 

effectiveness nor are they instructionally sensitive. However, the state is requiring their 

use to determine an effective rating for certified staff despite this research and 

disclaimers from standardized testing companies.  Therefore, our district will minimize 

the effect of these types of tests on certified staff evaluations while still following the 

letter and intent of all state statutes.  

P. In cases of any long term leave, absences or otherwise of a certified staff member that 

makes determining an accurate summative evaluation possible, New Castle Community 

Schools adopts the following guidelines.  A certified staff member must have worked at 

least 120 days out of 180 (taking into consideration all leave from actual duty) to qualify 

for any incentive/merit pay and therefore cannot receive a final summative evaluation 

that rates that particular certified staff member.  If the certified staff member and the 

evaluator believe a fair final summative evaluation can take place, then this provision can 

be waived by the evaluator in writing to the certified staff member. In the case of a 

waiver, the certified staff member will be held to the same number of observation 

requirements as noted in Part D.   For the certified staff member that does not remain on 

active duty for at least 120 or more days, his/her teaching status will be evaluated for job 

performance regardless of time on actual duty, but any final summative evaluation will 

not be completed and thus no rating for that year given.  This is not to suggest that a 

teacher could not be retained or terminated for good and just cause as allowed in state 

statutes or for other reasons outlined in statute, but the summative evaluation cannot be 

used in making employment determination due to the lack of actual active duty work.   

 

Q. In cases of team teaching or shared students, the evaluator and certified staff member will 

try to reach consensus on what is deemed fair and equitable in regards to whom a 

particular student is assigned to in terms of accountability.  If no agreement can be 

reached, the evaluator will make the final determination and put into writing his/her 

justification and the certified staff member’s rebuttal, if necessary. 



R. Any and all grievances/disagreements with regards to any aspect of this document and/or 

any part of the summative evaluation will be remedied by the superintendent as the final 

arbiter or school board, whenever the dispute is between the superintendent and school 

board. 

S. There is an implied assumption that all performance evaluations have an element of 

professional subjectivity.  However, every attempt will be given to the certified staff 

member to provide evidence to support a given position that may or may not agree with a 

determination by his/her evaluator.   

T. There is also an assumption that school board members, who are evaluating a 

superintendent, will only evaluate his position and no other certified position largely 

because they are not and cannot be trained sufficiently to carry out this important duty.  

However, every attempt will be made to train the school board on how to properly 

evaluate their superintendent so they may execute an effective and fair evaluation of their 

superintendent. 

U. In summary, the New Castle Community School Corporation will be evaluating all 

certified personnel annually using a modified RISE version model. We know we have 

covered every aspect of the statute for all personnel. Our process will be approached as a 

fluid   document and we will always seek to make improvements to better meet the needs 

of our students and teachers. We want all major stakeholders ( teachers, administration, 

governing board, community members, parents, students, etc . )  to provide us with their 

input throughout the process. We will work with all stakeholders to develop a method of 

gathering purposeful feedback annually to continually improve the process. Stakeholders 

review and assess the current teacher evaluation plan and model regularly.  

V. Negative Impact on Student Learning 

         Definition of Negative Impact on Student Learning for teachers who do not have data from 

the Indiana Growth Model must address three key areas: academic standards, demonstration of 

mastery, and a significant number of students. For purposes of the New Castle Schools 

Evaluation system, the data from a teacher’s SLO in those classes that have no Indiana Growth 

Model data will be used to identify teachers having negative impact on students. The data that 

will be used will be that which is established in the Ineffective category. Should a number of 

students equal to or less than 50% of the number of students called for in the Ineffective category 

not meet mastery then the teacher will be considered a Negative Impact on students. No students 

will be instructed by teachers rated as Ineffective for 2 years in a row. This will be monitored by 

Central Office staff including the HR administrator who tracks all evaluation data.  

 

 

Policy 3220.01 



TEACHER APPRECIATION GRANTS 

 
 
The School Board shall adopt an annual policy concerning the distribution of teacher 
appreciation grants.  This policy shall be submitted to the Indiana Department of 
Education (IDOE) along with the School Corporation’s staff performance evaluation 
plan online as one (1) document by September 15th of each year. 
 
Definitions: 
 
For purposes of this policy, the following definitions apply: 
 
The term “teacher” means a professional person whose position with the Corporation 
requires a license (as defined in I.C. 20-28-1-7) and whose primary responsibility is 
the instruction of students. 
 
The term "license" refers to a document issued by the IDOE that grants permission to 
serve as a particular kind of teacher.  The term includes any certificate or permit 
issued by the IDOE. 
 
Distribution of Annual Teacher Appreciation Grants: 
 
Teacher appreciation grant funds received by the Corporation shall be distributed to 
licensed teachers who meet the following criteria: 
 

A. employed in the classroom (including providing instruction in a virtual 
classroom setting); 

 
B. rated as Effective or Highly Effective on their most recent performance 

evaluation; and 
 

C. employed by the Corporation as of December 1st of the year in which 
the teacher appreciation grant funds are received by the Corporation. 

 
 
The Corporation shall distribute the teacher appreciation grant funds it receives as 
follows: 
 

A. A cash stipend as determined by the Superintendent shall be 
distributed to all teachers in the Corporation who are rated as 
Effective; and 

 
B. A cash stipend in an amount that is 25% more than the stipend given 

the teachers rated as Effective shall be distributed to all teachers in 
the Corporation who are rated as Highly Effective. 

 
 
If the Corporation is the local educational agency (LEA) or lead school corporation that 
administers a special education cooperative or joint services program or a career and 



technical education program, including programs managed under I.C. 20-26-10, 20-
35-5, 20-37, or I.C. 36-1-7, then it shall award teacher appreciation grant stipends to 
and carry out the other responsibilities of an employing school corporation under this 
section for the teachers in the special education program or career and technical 
education program with respect to the teacher appreciation grant funds it receives on 
behalf of those teachers. 
 
A stipend to an individual teacher in a particular year is not subject to collective 
bargaining but is discussable and is in addition to the minimum salary or increases in 
the salary set under I.C. 20-28-9-5. 
 
The Corporation shall distribute all stipends from a teacher appreciation grant to 
individual teachers within twenty (20) business days of the date the IDOE distributes 
the teacher appreciation grant funds to the Corporation. 
 
This policy shall be reviewed annually by the Board and shall be submitted to the 
IDOE annually by the Superintendent as indicated above. 
 
 
 
I.C. 20-18-2-22 
I.C. 20-28-1-7 
I.C. 20-43-10-3.5 
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