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Vision: 
To be the top producer of successful  

students in the nation. 

 
 

Mission: 
To lead our students to success with the  

support and involvement of families  

in the community. 

 

Goals: 
 * Intense Focus on Student Achievement 

 * High-Performing and Dedicated Team 

 * Safe Learning and Working Environment 

 * Efficient Operations 

 * Sustained Community Engagement 
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FLDOE VALUE ADDED MODEL 

1.  Percentage of VAM to use

FCAT Teachers & Non FCAT teachers with FCAT Students:

40% with less than 3 years of data 50% with 3 or more years of data

Other School Based Instructional Personnel & District-level Personnel:

Treat the same as FCAT & Non-FCAT Teachers

2. Cut scores  

For FCAT  Teachers & Non-FCAT Teachers who have students taking the FCAT

     Statistical Modeling

          Unsatisfactory -2.391 standard deviations, cut score of -.7554 

and lower 

          Highly Effective +1.177 standard deviations, cut score of .4042 and 

higher 

          Needs Improvement/Developing -2.390 to -1.034 standard deviations, cut score 

between  -.7553 and -.3200 

          Effective -1.033 to +1.176 standard deviations, cut score 

between -.3199 and .4041 

3. Models for use of scores for each instructional category

Pre-K to 3: The option that gives the best results at their 

school, either an aggregate of math, or reading or 

both

11-12th & Instruct Personnel w/out student 

assignment:

The option that gives the best results at their 

school, either an aggregate of math, or reading or 

both

District Resource Instructors assigned to 

schools:

75% from schools, 25% from district average of 

the student acheivement portion.  Hybrid agregate 

of school-wide effect for schools to which they 

are assigned and district average, for a blend 

similar to the way these teachers work for OCPS

District Resource Instructors not assigned to 

schools: (Includes Alt Ed and CTE teachers 

who instruct Pre K - 12 students

Aggregate of all schools for a district effect 

number

4. Cell size-Non FCAT teachers w/ FCAT students

     Elementary 8 students min

     Middle 22 students min

     High 25 students min

     ESE 8 students  min

5.  Inclusion in Overall Evaluation Rating

     Needs Improvement/Developing Scale of 1.50 to 2.49:  use 2.49

     Effective Scale of 2.50 to 3.49:  use 3.49

     Highly Effective Scale of 3.50 to 4.00:  use 4.00

Cut scores will be  reviewed 

and renegotiated if necessary 

once VAM scores are  released 

in the Fall of 2014 
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INTRODUCTION 

The Orange County Public Schools’ Instructional Personnel Evaluation System is designed to contribute 
toward achievement of goals identified in the District Plan pursuant to state statute.  The system also 
supports district and school-level improvement plans, and promotes actions that are consistent with the 
district’s stated purpose for instructional personnel evaluation.   

CTA Contract:  Article X. “The overall purpose of evaluation shall be to improve the quality   of instruction 
in compliance with mandates of State Regulations regarding the evaluation of the performance of in-
structional personnel.” 

 

The Orange County Public Schools’ Instructional Personnel Evaluation System is based upon a philo-
sophical commitment to the concept that the professional development of a teacher is a life-long pro-
cess and that communication between the evaluator and evaluatee is a critical component.  Florida 
Statute 1012.34 (1)(a) states “For the purpose of increasing student learning growth by improving the 
quality of instructional, administrative, and supervisory services in the public schools of the state, the 
district school superintendent shall establish procedures for   evaluating the performance of duties 
and responsibilities of all instructional, administrative and supervisory personnel employed by the 
school district.”   
 
The focus of this instructional evaluation system is to improve the quality of instruction impacting stu-
dent performance through collaborative conversations and professional development.  This purpose 
can best be achieved by establishing an evaluation system comprised of an integrated set of compo-
nents that include gathering data, sharing information and providing  opportunities for professional 
growth experiences.  This evaluation system is based on the research of Dr. Robert Marzano. 
 
In accordance with Florida State Statutes, State Board Rule and the Race to the Top Memorandum of 
Understanding, Orange County Public Schools and Orange County Classroom Teachers Association 
have modified the state adopted model to create a teacher evaluation system that combines student 
growth measures with the evaluation of the delivery of core effective practices. Per F.S. 1012.34, for 
classroom teachers, 50% of the evaluation must be based on data and indicators of student learning 
growth for students assigned to the teacher over the course of at least 3 years. If less than 3 years of 
data are available, the years for which student learning growth data are available must be used and 
the percentage of the evaluation based upon student learning growth will be 40 percent.  The       
Marzano Teacher Evaluation Model has been rigorously reviewed for fidelity with the Florida Educa-
tor’s Accomplished Practices, as evidenced in the crosswalk provided in Appendix A.   It is the expec-
tation of the Superintendent that anyone involved in observing or giving input to a teacher evalua-
tion will be trained to employ these core effective practices. 

CORE OF EFFECTIVE PRACTICES 

COLLABORATION 

The Instructional Personnel Evaluation System was cooperatively developed starting in  November 2010 
by appointees from the Orange County Classroom Teachers Association, Inc. and the School Board of 
Orange County, Florida. 
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TRAINING FOR STAKEHOLDERS 

Evaluators and observers will receive intensive training through Professional Development Services.  
All evaluators must be trained and certified to evaluate teachers in the system.  The district will mon-
itor teacher evaluations for consistency between Performance Scores and Student Growth Scores, 
and where discrepancies exist, additional training will be provided to the evaluator. 
 
Florida Statute 1012.34(3)(b) requires that all personnel are fully informed of the criteria and proce-
dures associated with the evaluation process before the evaluation takes place.    Orange County 
Public Schools provides an evaluation manual for all instructional personnel in the school district. 
This manual will be available to all instructional employees within the first ten duty days.  
 
All teachers will be introduced to the evaluation system during pre-planning. The  information will be 
available afterward on the Professional Development Services (PDS) website for all personnel.  An 
introduction to the system will be provided in Pre-Employment Orientation (PREO) for employees 
who enter the system after the beginning of the school year. 
 
Throughout the school year teachers will be provided follow up training developed by Professional 
Development Services (PDS) to support the implementation of the evaluation system online, and 
support information will be permanently posted on the Professional Development website.  Addi-
tional resources will be made available through PDS Online, through the iObservation Protocol and 
Library, as well as the Marzano Self Study Courses. 

EVALUATION PROCESS 
Category Placement 

The teacher and the evaluator shall schedule a conference time to review the Orange County Pub-

lic Schools/ Marzano Art and Science of Teaching Final Evaluation to develop a plan for the school 

year to address the four domains of the evaluation model, and how it will be assessed.   
 

Evaluation 

How a teacher will be assessed will be determined by the category they are assigned based upon 

experience and expertise.  There are five designations of teachers in the Marzano  model.    
 

Category 1: 

 New teachers who have 0-2 years of teaching experience.  In other words, these teachers 

are in their first, second, or third year of teaching. 

Category 2A:  

 Experienced teachers who have at least three (3) years of teaching  experience.  These 

teachers would be at least in their fourth year of teaching 

Teachers shall be provided a copy of their Survey 2 and Survey 3 class rosters. 
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EVALUATION PROCESS 

Category 2B: 

 Experienced teachers who have at least three (3) years of teaching experience but who are: 

 a new hire to OCPS 

 assigned to teach a new subject area or level that is different from their previous   

assignment  

 assigned to a school with a different population of students from their previous     

assignment  

 between a 2.0 and 2.4 for their Instructional practice score from the previous year 
 

If the teacher meets one of the requirements for Category 2B, the teacher may request that 
the school principal  move him/her to Category 2B. This request must be made in writing 
during the first twenty (20) student contact days of the new assignment. Upon receipt of this 
request, the principal shall move the teacher to Category 2B. The change in category will be 
in effect for one (1) school year. 
 
Principals may also assign teachers to Category 2B if the teacher meets one of the require-
ments of this category. This change must be communicated in writing to the teacher and be 
made during the first twenty (20) student contact days of the new  assignment.  The change 
in category will be in effect for one school year. 

 

Category 3:  
Teachers who have been determined to be less than effective in the classroom as document-
ed through the current evaluation system that may result in an unsatisfactory rating or who 
fail to achieve gains based upon the state’s student growth model will be placed into Catego-
ry 3, a  category for struggling teachers.  In order to provide a teacher with intensive support 
and feedback, the teacher will be placed on a Professional Improvement Plan (PIP).  The 
evaluator, with input from the teacher, will develop a plan which includes additional obser-
vations and resources in an effort to improve teacher performance.   
 

Principals are required to reassign the teacher to Category 3 when the teacher is placed on a 
Professional Improvement Plan (PIP).  At the end of the school year, with successful        
completion of the Professional Improvement Plan (PIP), the teacher will be  reassigned to 
their original category.  Unsuccessful completion of the Professional Improvement Plan (PIP) 
may lead to an overall “Needs Improvement” or an overall “Unsatisfactory” on the final eval-
uation.  
 

Category 4: 
A teacher originally in another category (1, 2A, 2B, 3), who does not have enough data in all 
four domains to be fairly evaluated due to: 

  A significant leave of absence 
 Being hired after February 15 

 Teachers in this category shall not be required to complete the Deliberate Practice 
 

 

Category Placement 
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EVALUATION PROCESS 

 

Scoring: 
 

Status Score 
 

During the current school year teachers will be assessed based primarily on an overall status 
score.  The status score reflects his/her understanding and application of the Art and Science 
of Teaching framework across the four domains: 

 
  Domain 1:  Classroom Strategies and Behaviors 
  Domain 2:  Planning and Preparing 
  Domain 3:  Reflecting on Teaching 
  Domain 4:  Collegiality and Professionalism 
 

The overall status score is determined by multiple measures.   

Category Placement 
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EVALUATION PROCESS 

Category 2A teachers shall have at least one observation (formal or informal) documented by  De-
cember 1 and a second observation (formal or informal) documented by March 1.  
 
The Informal Observation  
 Can be announced or unannounced 
  May or may not include an observation of the full class period.  

 The recommended minimum time for an informal observation is ten (10) minutes   
 Performed by a trained observer. A list of trained teacher observers shall be made available on 

line. https://www.ocps.net/es/hr/PDS/assessment/Pages/Teacher-Evaluation-Resources.aspx. 
No planning or reflection conference  

 An informal announced observation may be scheduled prior to the actual observation while an 
unannounced informal observation is not scheduled 

 The informal observations are useful for providing additional feedback to teachers, acknowledg-
ing professional growth and collecting evidence to further inform the annual evaluation process 

 While planning and reflection conferences are not required, observers should provide timely and 
actionable feedback to teachers regarding these observations.  

  A classroom walkthrough, as previously used by OCPS, is not an informal observation and shall 
not be used for the purpose of evaluation 

 A new informal observation cannot be performed and scored until feedback has been posted 
for the prior informal, unless the parties agree otherwise.  This does not apply to the first ob-
servation of the school year. 

 
The Formal Observation   
 Primary method for collecting evidence that will be used as a source of data for the summative 

evaluation  

 Not the summative evaluation 
 The recommended minimum for a formal observation is thirty (30) minutes 

 Performed by an evaluating administrator  
 Includes a planning and reflection conference with the teacher 

 These conferences provide a rich opportunity for teachers to reflect upon their practice, en-
gage in a collaborative  decision-making process and help administrators clarify expectations  

 Both the planning conference and the reflection conference should be scheduled at the 
same time the observation is scheduled and should be conducted in a timely manner (1-5 
days preceding and following the observation.) 

 
The number and type of evaluation each teacher will receive is determined by the category in which 
they are placed. The chart below lists the minimum number of formal and informal observations re-
quired for each category. 
 
 

Category 1 and 2B:  2 Formal Observations, 4 Informal Observations 
 

Category 2A:  1 Formal Observation, 2 Informal Observations 
 

Category 3:  3 Formals, 7 Informal Observations 

https://www.ocps.net/es/hr/PDS/assessment/Pages/Teacher-Evaluation-Resources.aspx
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EVALUATION PROCESS  

Step 5:  Compute the weighted average of the four domain proficiency scores and find the re-
sulting number on the scale. 

Proficiency Scales:  (step 4) 

Highly Effective 
(4) 

 
 

Innovating 
 
 
 

3.50-4.00 

 Effective 
(3) 

 
 

Applying 
 
 
 

2.50-3.49 

Needs Improvement 
(2) 

 
Category I = Developing 

Category 2A & 2B = 
In Need of Improvement 

 
 

1.50-2.49 

Unsatisfactory 
(1) 

 
Not Using 

 
 
 
 

1.00-1.49 
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EVALUATION PROCESS  

DELIBERATE PRACTICE SCORE 
 
Florida Statute 1012.34 (2) (b) requires districts to provide instruments, procedures, and criteria for 
continuous quality performance of the professional skills of personnel and school administrators, and 
performance evaluation results must be used when identifying professional development.  As an in-
tegral part of the staff development protocol a Deliberate Practice Plan is required for each teacher 
based upon their self-evaluation and performance results within the first 45 days of school.  Deliber-
ate Practice Plan is also called the Growth Plan referenced in Domain 3 of the Marzano Instructional 
Framework. 
 
Teachers will develop their Deliberate Practice Plan based upon the results of the self-assessment 
found in iObservation and performance data connected to their classroom practice.  This may in-
clude, but is not limited to feedback from previous observations and evaluations, standardized test 
scores, end of course exams, and student feedback surveys.  With recognition that all teachers can 
improve their instructional practice each teacher will be required to develop a Deliberate Practice 
Plan that will address areas of desired growth.   
 
The selection of elements for the Deliberate Practice Plan needs to be identified utilizing a collabora-
tive effort with administrators.  The teacher will meet with a school administrator to review the De-
liberate Practice and identify additional need for professional learning strategies growth based on 
performance appraisal data and priorities for students, grade levels, content areas, or whole school 
initiatives. The baseline score, for the selected element, is initiated by the teacher using the self-
evaluation.  The teacher and evaluator shall mutually agree upon the score.  This can be accom-
plished through discussion or data from previous observations.  Throughout the Deliberate Practice 
Process teachers are encouraged to work in collaborative teams which may include professional 
learning communities, and administrators are encouraged to provide opportunities for teachers to 
work together on professional learning activities. 
 
The goal is for the selected element to be scored once in the evaluation cycle.  This administrator 
should drop a score on the element towards the end of the evaluation cycle or when there is agree-
ment between the teacher and evaluator that the teacher has met his/her target on the selected ele-
ment.  It could be scored in an informal or formal observation.  The teacher should receive feedback 
on the element throughout the year from peers, trained observers, self-evaluation.  This could be us-
ing reflection logs, peer observations, or observers giving feedback that is marked not to count in 
iObservation.   
 
An online Deliberate Practice tutorial can be found at http://pdsonline.ocps.net.  Log in using your 
OCPS username and password.  Deliberate Practice will be listed under Recommended Courses. 
The Final results of Deliberate Practice are derived as observations are conducted through the school 
year of the chosen element. This will be reported as 20% of the Instructional Practice Score.  
 

 
 

http://pdsonline.ocps.net
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EVALUATION PROCESS  

FINAL EVALUATION CRITERIA 
 
Florida Statute 1012.34 (1)(a) states:  “For the purpose of increasing student learning growth by im-
proving the quality of instructional¸ administrative, and supervisory services….the      district super-
intendent shall establish procedures for evaluating the performance of duties and responsibilities of 
all instructional, administrative, and supervisory personnel…”  The    Student Success Act signed into 
law on March 24, 2011 further clarified what is required.  There must be four summative final eval-
uation ratings as specified in Florida Statute 1012.34(2)(e).  The summative score is to be based on 
aggregating data from each of the two       components required for evaluation:  student growth 
and instructional practice.  The statute further requires the differentiation among four levels of per-
formance as follows:    

 
Category 1: 

1. Highly Effective 
2. Effective 
3. Developing 
4. Unsatisfactory 
 

Category 2A, 2B: 
1. Highly Effective 
2. Effective 
3. Needs Improvement 
4. Unsatisfactory 
 

Category 3  
Final Evaluation rating will be determined by their original Category 
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EVALUATION PROCESS  

 
 
 
 
 
It is our belief that the Dr. Marzano System of Teacher Evaluation should be used with all Instruc-
tional Personnel who teach students and/or adults, thus limiting the use of alternative 
forms.  Teachers will use a modified system of evaluation designed specifically for these non-
classroom positions:  Audiologists, Behavior Specialists,  Diagnosticians, District Staffing Special-
ists,  Mental Health Counselors, Psychologists and Social Workers. 
 
For these instructional non-classroom personnel, statewide assessment data for three years of 
students assigned to the individual; will include student learning growth data on state assess-
ments and will account for 50 percent of evaluation.  If three years of student learning growth 
data are not available, years available must be used and will account for 40 percent of the eval-
uation.    
 
Domain 1 will be 30% 

Domain 2 will be 40% 

Domain 3 will be 20% 

Domain 4 will be 10% 

 

 

 

 

Registered Nurses will also be evaluated on an alternate form designed for their specific func-
tions. Please see Appendix B pages 33-36.  (LPN and clinic assistants are evaluated  under the 
OCPS Classified Employees Evaluation System.) 

Modifications for Non-Teaching Instructional 

Modifications for Registered Nurses 
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 DESCRIPTION OF EVALUATION PROCESS 

 OBSERVATION #5 
Either Formal or Informal 

Recommended in February/March 

OBSERVATION #6 
Either Formal or Informal 

Recommended in March/April 

SUMMATIVE EVALUATION SCORE REPORT 

 Student Growth Score + Instructional Practice 

Score  

*Conference held with current administrator within 10 days 

of completing and publishing the Summative Score Report 

 OBSERVATION #2  
Either Formal or Informal 

Recommended in November 

OBSERVATION #4 
Either Formal or Informal 

Recommended in January/February 

OBSERVATION #3 
Either Formal or Informal 

(Conducted by the close of the 1st semester) 
WHEN A TEACHER’S      
PERFORMANCE IS          

DETERMINED TO BE LESS 
THAN EFFECTIVE, A      

CONFERENCE WILL BE 
HELD, AND A                   

PROFESSIONAL 
IMPROVEMENT PLAN MAY 

BE WRITTEN  

DELIBERATE PRACTICE PLAN 
Mutual agreement within the first 45 duty days                 

of employment 

OBSERVATION #1  
Either Formal or Informal 

Conducted after the first 20 duty days of employment 

INSTRUCTIONAL PRACTICE SCORE REPORT 
 Prior to May 1 

April 1 deadline for  teachers 
to request an additional    

informal observation 

* Teachers may opt out of the         
conference if the Student 

Growth score did not cause the 
summative score to be lower 
than the instructional practice 

score or the summative evalua-
tion score remains less than  

effective. 

Formal Evaluation Process: 
To be conducted in this order 

Planning Conference-Domain 2 
Formal Observation-Domain 1 

Reflection Conference -Domain 3 
Domain 4 

MID POINT EVALUATION 

Close of 1st Semester 
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 DESCRIPTION OF EVALUATION PROCESS 

OBSERVATION 3 
Either Formal or Informal 

Recommended during March/April 

SUMMATIVE EVALUATION SCORE REPORT 

 Student Growth Score + Instructional Practice 

Score  

*Conference held with current administrator within 10 days 

of completing and publishing the Summative Score Report 

OBSERVATION #2  
Either Formal or Informal 

By March 1, 2014 

WHEN A TEACHER’S      
PERFORMANCE IS          

DETERMINED TO BE LESS 
THAN EFFECTIVE, A      

CONFERENCE WILL BE 
HELD, AND A                  

PROFESSIONAL 
IMPROVEMENT PLAN MAY 
BE WRITTEN AND/OR THE 

INDIVIDUAL 
PROFESSIONAL 

DEVELOPMENT PLAN MAY 
BE ALTERED TO ADDRESS 

THE 
CONCERN. 

DELIBERATE PRACTICE PLAN  
 Mutual Agreement within the first 45 duty days of the 

school year or of employment 

OBSERVATION #1  
Conduct after the first 20 duty days of  the school year or 

of employment 
Either Formal or Informal 

by December 1 

INSTRUCTIONAL PRACTICE SCORE REPORT 
 Prior to May 1 

April 1 deadline for  teachers 
to request an additional    

informal observation 

DOMAIN 4 MID POINT ONLINE CONFERENCE 

By end of 1st Semester 

Reviewing artifacts (journals, documentation) 

using iObservation conferencing tools 

Formal Evaluation Process: 
To be conducted in this order 

Planning Conference-Domain 2 
Formal Observation-Domain 1 

Reflection Conference -Domain 3 
Domain 4 

* Teachers may opt out of the         
conference if the Student Growth 
score did not cause the summa-
tive score to be lower than the 

instructional practice score or the 
summative evaluation score re-

mains less than effective. 

DOMAIN 4 ONLINE CONFERENCE 

Prior to May 1 

Reviewing artifacts (journals, documentation) 

using iObservation conferencing tools 
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 DESCRIPTION OF EVALUATION PROCESS 

(Teachers on a Professional Improvement Plan) 
Requires 3 Formal Observations, 7 Informal Evaluations 

Duration:  10 weeks to 5 school months 
 

A Professional Improvement Plan may be initiated by either the teacher or the administrator when an area of 

concern is noted.  Concerns may be identified through an observation, analysis of trending student data, or 

measurement of final student growth test scores, or other means.  The evaluator, with input from the teacher, 

shall develop a plan which includes additional observations and resources in an effort to improve teacher  

performance.  Teachers who have an instructional practice score of 2.0 to 2.4 on their evaluation shall be 

placed in Category 2B for the subsequent school year. Times noted are the longest (5 months) and shortest  

(10 weeks)  length of time to complete a PIP. 

I.  Correction Phase of PIP 

If the PIP is continuing from the previous 

year, observations may begin after the 

first 15 duty days of the new school year. 

 

After each observation 

(formal and informal),   

document discussions 

in the comment section   

Area of concern is noted 
(If at the beginning of the school year, after the 

first 20 duty days of assignment) 

3 informal observations (#1, 2, 3) 
During a 1 month period OR 
1 observation per week for 3 weeks 

 

1 formal observation (#1) 
During a 1 month period OR 
During a 1 week period 

  2 informal observations (#4, 5) 
During a 1 month period OR 
1 observation per week for 2 weeks 
 

 

1 formal observation (#2) 
During a 1 month period OR  
During a 1 week period 
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 DESCRIPTION OF EVALUATION PROCESS 

2 informal observations (#6, #7) 
 

During a 2 week period 
 

1 formal observation (#3) 
 

During a 1 week period 

INSTRUCTIONAL PRACTICE SCORE 
REPORT 

 
Using the appropriate rubrics and profi-

ciency scale for original category 
(Category 1, 2A or 2B) 

 

Before May 1 

The time period from late February thru 

April may be used for additional observa-

tions if needed 

II.  Monitoring Phase of PIP 
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Professional Improvement Plan (PIP):  the process by which a struggling teacher  receives 
help and assistance to improve their instructional skills.  A plan is written for specific         
strategies in one of the four Marzano domains.  A timeline is established and the plan may 
last from 10 weeks to five school months.  A plan may extend into the  following school 
year but not to exceed the original timeline.   If the teacher does not successfully complete 
the PIP within the agreed upon timeline and additional time is needed for improvement 
(based upon the original plan), the plan may be extended or a new plan should be written. 
 
A PIP may be written for the following reasons: (not an exhaustive list) 

 When an observation shows: 
 The teacher is not implementing the appropriate strategy (Not using) 
 The teacher is starting to use the appropriate strategy but is not skillful in its 

use (Beginning) 
 The teacher has some skill in the use of the appropriate strategy but has some 

areas of improvement (Developing) 
 When data shows students did not make appropriate gains 

 
 
General PIP understandings: 

 The use of a PIP may be more appropriate for PSC and Category 2A and 2B 
teachers, or Category 1 teachers in their last year 

 Category 2B teachers may be placed on a PIP; Category 2B teachers are             
challenged more by content than by best teaching practices 

 PIPs may carry over to the following school year 
 Assistance to the teacher needs to be varied and on-going and specific to the  

strategies in question 
 Examples 

 Mentor 
 Professional Development 
 Curriculum Resources 
 Observations of Peer Teaching 
 Observations by Peer Teacher 

 The administrator and teacher shall meet for an initial conference to outline the 
plan and establish timelines. 

 The time lines for completing or responding to a PIP may be extended by mutual 
agreement.   

 Conferences shall be scheduled to review the teacher’s observations and track 
progress of improvement.  A minimum of four conferences are required; the first 
after two informal observations, and the rest after each of the three formal observa-
tions. 

 Teachers who have an instructional practice score of 2.0 to 2.4 on their evaluation 
shall be placed in Category 2B for the subsequent school year. 

 

PROFESSIONAL IMPROVEMENT PLAN (PIP) 

GUIDELINES 
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Professional Improvement Plan (PIP):  the process by which a struggling teacher  receives 
help and assistance to improve their instructional skills.  A plan is written for specific         
strategies in one of the four Marzano domains.  A timeline is established and the plan may 
last from 10 weeks to five school months.  A plan may extend into the  following school 
year but not to exceed the original timeline.   If the teacher does not successfully complete 
the PIP within the agreed upon timeline and additional time is needed for improvement 
(based upon the original plan), the plan may be extended or a new plan should be written. 
 
A PIP may be written for the following reasons: (not an exhaustive list) 

 When an observation shows: 
 The teacher is not implementing the appropriate strategy (Not using) 
 The teacher is starting to use the appropriate strategy but is not skillful in its 

use (Beginning) 
 The teacher has some skill in the use of the appropriate strategy but has some 

areas of improvement (Developing) 
 When data shows students did not make appropriate gains 

 
 
General PIP understandings: 

 The use of a PIP may be more appropriate for PSC and Category 2A and 2B 
teachers, or Category 1 teachers in their last year 

 Category 2B teachers may be placed on a PIP; Category 2B teachers are             
challenged more by content than by best teaching practices 

 PIPs may carry over to the following school year 
 Assistance to the teacher needs to be varied and on-going and specific to the  

strategies in question 
 Examples 

 Mentor 
 Professional Development 
 Curriculum Resources 
 Observations of Peer Teaching 
 Observations by Peer Teacher 

 The administrator and teacher shall meet for an initial conference to outline the 
plan and establish timelines. 

 Conferences shall be scheduled to review the teacher’s observations and track 
progress of improvement.  A minimum of four conferences are required; the first 
after two informal observations, and the rest after each of the three formal observa-
tions. 

 Teachers who have an instructional practice score of 2.0 to 2.4 on their evaluation 
shall be placed in Category  2B for the subsequent school year. 

PROFESSIONAL IMPROVEMENT PLAN (PIP) 

GUIDELINES 
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GLOSSARY OF TERMS 

Artifacts  
A piece of evidence (a product of the teacher and/or student work) that 

documents the successful use of the strategy.  

Common Language A research based framework that describes and defines teaching.  The 

common language provides a foundation for professional conversation. 

Deliberate Practice A way for teachers to grow their expertise through a series of planned activi-
ties, reflection, and collaboration.  Involved in the series is a protocol setting 
personal goals, focused practice, focused feedback, observing and discuss-
ing teaching, and monitoring progress 

Design Questions  Ten questions teachers ask themselves when planning a lesson or unit 

of instruction. 

Domain  A body of knowledge defined by research representing a particular as-

pect of teaching.  

Essential Questions Broad, important questions that refer to core ideas and inquiries within 

a discipline.  They help students inquire and make sense of important 

but complicated ideas, knowledge and know-how.  They are related to 

content, seek to prompt genuine inquiry leading to eventual under-

standings—inferences drawn from facts that are provisional but not 

meant to be final.  They hook and hold the attention of your students. 

FEAPs  Florida Educator Accomplished Practices embody three essential prin-

ciples: 

1. The effective educator creates a culture of high expectations for all 

students by promoting the importance of education and each stu-

dent’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.  

There are 6 accomplished practices: 

1. Quality Instruction 

2. The Learning Environment 

3. Instructional Delivery and Facilitation 

4. Assessment 

5. Continuous Improvement, Responsibility and Ethics 

6. Professional Responsibility and Ethical Conduct 

Focused Feedback  Feedback that is focused on specific classroom strategies and behav-

iors during a set time interval.  The feedback is informative, construc-

tive, objective, and actionable.  Feedback is generally provided by ad-

ministrators or a trained observer.  
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GLOSSARY OF TERMS 

Focused Practice  
Practice that is focused on a limited number of strategies where cor-

rections, modifications, and adaptations are made to improve student 

learning at an appropriate level of difficulty so that the teacher can 

experience success.  

Formal Observation  The formal observation is the primary method for collecting evidence 

that will be used as a source of data for the summative evaluation and 

provides a rich source of feedback to teachers regarding their instruc-

tional practice and professional growth.  It is not the summative eval-

uation.  The formal observation consists of an observation for a full 

class period as deemed appropriate for various levels (early child-

hood, primary, intermediate, middle and secondary school).  The for-

mal observation includes a planning and reflection conference with 

the teacher.  These conferences provide a rich opportunity for teach-

ers to reflect upon their practice, engage in a collaborative decision 

making process and help administrators clarify expectations.  Both 

the planning conference and the reflection conference should be 

scheduled at the same time that the observation is scheduled and 

should be conducted in a timely manner (1-5 days preceding and fol-

lowing observation).  

Guiding Questions Questions that lead you to the Essential Question.  They  often point 

toward a specific answer, factual knowledge and a definite answer. 

High Probability  

Strategies  

High Probability Strategies are research-based strategies that have a 

higher probability of raising student learning when they are used at 

the appropriate level of implementation and within the appropriate 

instructional context.  Teachers must determine which strategies to 

use with the right students at the right time. 

Informal Observation  The informal observation can be announced or unannounced and 

may or may not include an observation of the full class period.  

While planning and reflection conferences are not required, observ-

ers should provide timely and actionable feedback to teachers regard-

ing these observations. These observations are useful for providing 

additional feedback to teachers, acknowledging professional growth 

and collecting additional evidence to further inform the annual evalu-

ation process. 

Instructional Practice 

Score 

Status Score plus the Deliberate Practice Score 
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GLOSSARY OF TERMS 

Learning Goals/ 

Objectives 

What students should know, understand or be able to do at the end 

of a lesson.  A learning goal often begins with “Students will be 

able to” or “Students will understand”.  Learning goals should not 

confused with activities. 

Lesson Segment 

Parts of a lesson that have unique goals and purposes for teachers 

and for students.  Teachers engage in intentional and specific ac-

tions during these times.  The Marzano Evaluation Framework 

consists of three major lesson segments:  

Involving Routine Events 

Addressing Content 

Enacted on the Spot 

Professional  

Improvement Plan 

(PIP)   
The process by which a struggling teacher receives help and assis-

tance to improve instructional skills.  A plan is written for specific 

strategies in one of the four Marzano domains.  A timeline is es-

tablished and the plan may last from 10 weeks to 5 school 

months.  The timeline may be extended due to extenuating cir-

cumstances. 

 

An original plan may continue into the following school year if 

the timeline of the plan is so designed.    

   

If the teacher does not successfully complete the PIP within the 

established timeline, the plan may be extended or a new plan 

should be written. 

Reflection 

(Post) Conference  

The reflection or post-conference provides an opportunity for the 

teacher and the administrator to discuss the observation, clarify 

expectations and plan forward using the post conference form as a 

guide for contemplation and feedback. 
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GLOSSARY OF TERMS 

Scales  Scales describe novice to expert performance (level of skills) for 

each of the 60 strategies included in the four domains of the Mar-

zano Evaluation Framework.  The scales provide a means for 

teachers to gauge their use of particular instructional strategies and 

for administrators to provide feedback to teachers regarding their 

use of specific classroom strategies.  These are embedded within 

the observation protocol using the labels: 

Innovating 

Applying 

Developing 

Beginning 

Not Using 

Status Score Reflects the teacher’s overall understanding and implementation of 

the Art and Science of Teaching Framework across the four do-

mains. 

Domain 1—Classroom Strategies and Behaviors 

Domain 2—Planning & Preparing 

Domain 3—Reflecting on Teaching 

Domain 4—Collegiality & Professionalism 

Student Evidence  Specific observable behaviors in which the students engage, in re-

sponse to the teacher’s use of particular instructional strategies.  

Summative Evaluation The annual evaluation that is given to a teacher.  50% of the sum-

mative evaluation will be based upon the instructional practice 

score and 50% will be based upon student growth measures which 

will be derived from state data for teachers who have three years 

of data.  For teachers with less than 3 years of data. 60% based up-

on the instructional practice score and 40% based upon student 

growth measures.  The evaluator may amend an evaluation based 

upon assessment data from the current school year, if the data be-

comes available 90 days after the close of the school year.  If the 

data is not available within 90 days after the close of the school 

year, the evaluator must use the prior years of data (up to two if 

available). 

Teacher Evidence  Specific observable behaviors that teachers engage in when using 

particular instructional strategies.  

Thin Slices of Behavior  Notable teacher actions that can be observed in a classroom.  
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Appendix A 

Florida Educators Accomplished Practices 

 
1. Instructional Design and Lesson Planning. Applying con-

cepts from human development and learning theories, the 
effective educator consistently: 

 a. Aligns instruction with state-adopted standards at the 

appropriate level of rigor;  
 b. Sequences lessons and concepts to ensure coherence and 

required prior knowledge. 

 c. Designs instruction for students to achieve mastery; 
 d. Selects appropriate formative assessments to monitor 

learning, 

 e. Uses a variety of data, independently, and in collaboration 
with  colleagues to evaluate learning outcomes, adjust 

planning and con tinuously improve the effectiveness of 

the lessons; and 
 f. Develops learning experiences that require students to 

demonstrate a variety of applicable skills and competen-

cies. 

 
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.  Manages individual and class behaviors through a well-

planned management system;  
b. Conveys high expectations to all students;  
c. Respects students’ cultural, linguistic and family back-

ground;  
d. Models clear, acceptable oral and written communication 

skills;  
e. Maintains a climate of openness, inquiry, fairness and 

support;  
f. Integrates current information and communication tech-

nologies;  
g. Adapts the learning environment to accommodate the 

differing needs and diversity of students; and  
 h. Utilizes current and emerging assistive technologies that 

enable students to participate in high-quality communica-
tion interactions and achieve their educational goals  

 

3. Instructional Delivery and Facilitation.  The effective 

educator consistently utilizes a deep and comprehensive 

knowledge of the subject: 

 a. Deliver engaging and challenging lessons;  
b. Identify gaps in students’ subject matter knowledge;  
c. Employ higher-order questioning techniques;  
d. Differentiate instruction based on an assessment of stu-

dent learning needs recognition of individual differences 
in students;  

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

f.  Utilize student feedback to monitor instructional needs 
and to adjust instruction.  

 
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; 
b. Designs and aligns formative and summative assessments 

that  
    match learning objectives and lead to mastery; 
c. Uses a variety of assessment tools to monitor student pro-

gress, achievement and learning gains; 
d. Modifies assessments and testing conditions to accommo-

date learning styles and varying levels of knowledge; 
e.  Shares the importance and outcomes of student assessment 

data with the student and the student’s parent/caregiver(s); 
and 

f. Applies technology to organize and integrate assessment 
information. 

 

 
 
1. Continuous Professional Improvement.  The effective educator 

consistently: 
a. Designs purposeful professional goals to strengthen the 

effectiveness of instruction based on students’ needs;   
b. Examines and uses data-informed research to improve in-

struction and student achievement;  
c. Collaborates with the home, school and larger communities 

to foster communication and to support student learning and 
continuous improvement;  

d. Engages in targeted professional growth opportunities and 
reflective practices, both independently and in collaboration 
with colleagues; and  

e. Implements knowledge and skills learned in professional 
development in the teaching and learning process.  

 
2. Professional Responsibility and Ethical Conduct.  Under-

standing that educators are held to a high moral standard in 
a community, the effective educator adheres to the Code of 
Ethics and the Principles of Professional Conduct of the Edu-
cation Profession of Florida, pursuant to State Board of Edu-
cation Rules 6B-1.001 and 6B-1.006, F.A.C, and fulfills the 
expected obligations to students, the public and the educa-
tion profession.  

 Quality of Instruction 

 Continuous Improvement,                     

Responsibility & Ethics 

https://www.flrules.org/gateway/ruleno.asp?id=6A-5.065 

Click on View Rule 

https://www.flrules.org/gateway/ruleno.asp?id=6A-5.065
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Appendix B 

Learning Map, Page 1 



 26 

Appendix B 

Learning Map, Page 2 
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Appendix B 

Learning Map for Non-Instructional Personnel 

Audiologists, Behavior Specialists, Diagnosticians, District Staffing Specialists,      

Mental Health Counselors, Psychologists  and Social Workers. 
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Appendix C 

Pre and Post Conference Forms 

www.effectiveeducators.com 
Log onto iObservation 
(Personnel number @ ocps.net)   
12345@ocps.net 
(type password)     
  On the Home Screen, Click Observations then Pre/Post Conferences 
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Appendix C 

Pre and Post Conference Forms 

www.effectiveeducators.com 
Log onto iObservation 
(Personnel number @ ocps.net)   
12345@ocps.net 
(type password)     
  Click on the conference you want to see      
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Appendix C 

Domain 1 Observation Forms 
Teachers shall be observed on Design Questions 1, 2, 5, 6, 7 and 8 

 

www.effectiveeducators.com 
Log onto iObservation 
(Personnel number @ ocps.net) 

12345@ocps.net 
(type password) 

     On the Home Screen, Click Preview Forms 

1st screen 
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Appendix C 

Domain 1 Observation Forms 
Teachers shall be observed on Design Questions 1, 2, 5, 6, 7 and 8 

 

www.effectiveeducators.com 
Log onto iObservation 
(Personnel number @ ocps.net) 

12345@ocps.net 
(type password) 

      Click on Domain 1 (v3)  
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Domain 1 Observation Forms 
Teachers shall be observed on Design Questions 1, 2, 5, 6, 7 and 8 

Click on an element within the design question to access the form 
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Appendix C 

Observation and Evaluation Form for                      

Registered Nurses 

Page 1 of 4 
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Appendix C 

Observation and Evaluation Form for                      

Registered Nurses 

Page 2 of 4 
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Observation and Evaluation Form for                      

Registered Nurses 

Page 3 of 4 
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Observation and Evaluation Form for                      

Registered Nurses 

Page 4 of 4 
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Appendix F 

The Marzano Evaluation Model is supported by the Florida Department of 
Education (DOE). The Model is based on a number of previous, related 
works found in appendix that include: What Works in Schools (Marzano, 
2003), Classroom Instruction that Works (Marzano, Pickering, & Pollock, 
2001), Classroom Management that Works (Marzano, Pickering, & Marza-
no, 2003), Classroom Assessment and Grading that Work (Marzano, 
2006), The Art and Science of Teaching (Marzano, 2007), and Effective Su-
pervision: Supporting the Art and Science of Teaching (Marzano, Frontier, 
& Livingston, 2011).  The Marzano model does not require a new set of 
skills or strategies; instead it embeds the Orange County Public Schools 
initiatives that are a part of the Framework for Teaching and Learning 
such as Professional Learning Communities, Response to Intervention, 
Lesson Study, and the Florida Continuous Improvement Model. 
 
The Marzano Evaluation Model was designed using thousands of  studies 
conducted over the past five or more decades and published in books that 
have been widely used by K-12 educators. In addition, experimental/
control studies have been conducted that establish a more direct causal 
linkages with enhanced student achievement than can be made with oth-
er types of data analysis. Correlation studies (the more typical approach 
to examining the viability of a model) have also been conducted indicating 
positive correlations between the elements of the model and student 
mathematics and reading achievement.  Research documents that were 
provided to the FLDOE are:  Research Base and Validation Studies on the 
Marzano Evaluation Model (2011), Instructional Strategies Report: Meta-
Analytic Synthesis of Studies    Conducted at Marzano Research Laborato-
ry on Instructional Strategies (August, 2009). Additional information is 
provided at www.marzanoevaluation.com. 

Marzano Action Research 


