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Overview of Professional Growth System
The Professional Growth System is a collaborative effort between the School District of Philadelphia and the
Philadelphia Federation of Teachers designed to improve instruction at all schools.  PGS is an aligned system that
sets clear expectations for teachers and administrators, defines standards of practice, creates transparency,
provides data on teacher performance and focuses on teacher support and improvement.  PGS aligns teaching
standards, professional development, observation tools and evaluation tools.

PGS is made up of two components:  the Peer Assistance and Review Program (PAR) and the Formal
Observation Cycle (FO Cycle).

Peer Assistance and Review (PAR)
PAR is mandatory for all new teachers.  New teachers are teachers in their first year of employment with the
School District who are not tenured in Pennsylvania.

PAR is also mandatory for tenured teachers who have been rated unsatisfactory in the previous school year.

A tenured teacher who believes that his/her teaching competence will benefit from PAR also may request
participation.

Formal Observation Cycle (FO Cycle)
During years 2 and 3, non-tenured teachers are classified by the PA Department of Education as Temporary
Professional Employees and are rated on a biannual basis (Sept-Jan and Feb-June).  TPEs are formally observed
at least once during each rating period.

Tenured teachers enter into the formal observation cycle. Tenured teachers rated satisfactory will be formally
observed every third year instead of yearly as determined by system seniority (Formal observations in years 6, 9,
12, 15, 18, 21…).  In years when the teacher is not formally observed, they will create a Professional
Development Plan (PDP in years 4, 5, 7, 8, 10, 11, 13, 14, 16, 17, 19, 20...)

PAR Panel
The PAR Program is led by a Panel comprised of eight (8) members, four (4) of whom are selected by the
Federation and four (4) of whom are selected by the School District.  The Chair of the Panel alternates annually
between the Superintendent and/or CEO and the President of the Federation, or their designees.

The Panel is divided into PAR Pairs consisting of one (1) Federation-appointed member and one (1)
District-appointed member.

Consulting Teachers (CTs) provide job-embedded support for teachers in PAR.  PAR Pairs meet regularly with
Consulting Teachers to review their work and the progress of teachers assigned to them.
The Panel makes all discretionary decisions regarding the PGS, including: determining eligibility for the PAR
Program; monitoring the overall progress of teachers participating in PAR; making retention recommendations for
new teachers and tenured teachers participating in PAR; creating and monitoring processes of the PGS.

Members of the PAR Panel
Denise Rogers, PFT Co-Chair Larisa Shambaugh, SDP Co-Chair
LeShawna Coleman, PFT Shakeera Warthen, SDP
Cyndi Bolden, PFT Kimberly Newman, SDP
Ed Olsen, PFT Meredith Mehra, SDP
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Design Team
The PGS Design Team develops both components of the PGS, consistent with terms and agreement of the
Collective Bargaining Agreement between the District and the Federation.  The Design Team is comprised of six
(6) members, three (3) of whom are selected by the District and three (3) of whom are selected by the Federation.
The members of the PGS Design Team are:

Denise Rogers, PFT Leta Johnson-Garner, SDP
Cyndi Bolden, PFT Daria Silvestro, SDP
Suzanne Cataline, PFT Marjani Merritt, SDP

Marjani Merritt, SDP and Denise Rogers, PFT serve as Co-Chairs of the Design Team.

Roles and Responsibilities of PGS Design Team
Observation Cycle and PDP Peer Assistance and Review Program
Determine, design and implement professional
development regarding observation cycles and
Professional Development Plan

Determine, design and implement professional
development for Consulting Teachers, principals,
Central/Regional office staff and teachers

Development Plan (PDP) for principals, Central/Regional
office staff and teachers

Develop forms, activities, timelines and design all
processes for PAR

Develop forms, activities, timelines and design documents
for implementing the Professional Growth System

Develop and design documents for the PAR Program

Develop monitoring systems for PGS Develop meeting schedule
Develop meeting schedule Coordinate and supervise Consulting Teacher application

and candidate testing process

PGS Implementation Team
The Implementation Team supports the work of the Design Team and monitors the PGS components as they are
implemented.  The Implementation Team includes the members of the Design Team as well as additional
members named by the Federation and the District.  The additional members are:

Daria Silvestro, SDP LeShawna Coleman, PFT
Marjani Merritt, SDP Denise Rogers, PFT

Marjani Merritt, SDP and Denise Rogers, PFT serve as Co-Chairs of the Implementation Team.

Roles and Responsibilities of the PGS Implementation Team

Observation Cycle and PDP Peer Assistance and Review Program
Review, monitor and make recommendations regarding the
implementation of all PGS processes and documents

Make school visits to support the work of Consulting
Teachers & principals and help coordinate other resources

Plan and/or deliver professional development for principals,
Central/Regional office staff, teachers and Consulting
Teachers

Support Consulting Teachers

Review, monitor and make recommendations regarding the
implementation of all PGS processes and documents, and
make recommendation

Support Consulting Teachers in their planning and
preparation of intensive assistance for teachers
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Peer Assistance and Review: FAQs

What do Consulting Teachers (CTs) do?
▪ CTs provide job-embedded support for the following groups of teachers:

o new, non-tenured (TPE) teachers
o tenured teachers rated unsatisfactory during the previous school year
o teachers requesting voluntary support

How many formal observations do teachers in PAR receive?
▪ New, non-tenured or tenured teachers rated as unsatisfactory in previous year: One formal observation

will occur. Preferably, this observation should be completed towards the end of the rating cycle (i.e. April
or May) to allow maximum time for growth.

▪ Voluntary Support: Formal observations should be aligned with the teacher’s PGS status for the year.

How many formal observations must be completed for teachers in their second and third years?
▪ Teachers in their second and third years (TPEs) have two 5-month rating cycles (fall and spring) and

within each rating cycle at least one formal observation must be completed.  If the formal observation is
satisfactory, additional formal observations are not required in that cycle. If the formal observation is
unsatisfactory, the principal conducts a follow-up observation.  If the follow-up is unsatisfactory, the
Assistant Superintendent conducts a third formal observation in the rating cycle.

When can informal observations occur?
▪ At any time.

Can a teacher in the PAR Program be dismissed from the District?
▪ Using evidence from the Consulting Teacher and principal, the PAR Panel will make a recommendation

that a new or unsatisfactory rated teacher is retained or dismissed.  This decision comes at the teacher’s
completion of the PAR program.

▪ The PAR Panel does not make any recommendations for voluntary participants in PAR.

Can a TPE receiving additional PAR support be dismissed from the District at the end of their rating
cycle?
▪ Yes, with completion of all observations, supporting documentation and formal conferences when

appropriate.

What is a Mid-Year Intensive Support Plan?
▪ Standards aligned goals that are identified, clear, specific, supported, and monitored by Consulting

Teachers for teachers who are not meeting standards.

Can Consulting Teachers provide professional development in your school?
▪ CTs provide professional development ONLY to teachers they support.

Is PAR optional or mandatory?
▪ PAR is a mandatory process for new, non-tenured (TPE) teachers, tenured teachers rated unsatisfactory

from the previous rating period.
▪ PAR is optional for teachers requesting voluntary support.
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Date:

Dear Principal,

I have been assigned to your school as a Consulting Teacher.

As part of the Peer Assistance and Review Program (PAR), a joint effort between the School District of
Philadelphia and The Philadelphia Federation of Teachers, I will be supporting newly hired teachers as
well as veteran teachers who are in PAR in your school.  As a Consulting Teacher, I will assess the
needs of each teacher and then provide supports that may include modeling lessons, co-teaching,
providing professional development, developing action plans and giving feedback to the teachers
assigned to my caseload.

I will be in your school regularly, based on need, and look forward to working with you and your team as
we collaborate to support teachers in improving their practice.

Sincerely,

Consulting Teacher

cc: PAR Pair
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Welcome Participating Teacher,

The School District of Philadelphia and The Philadelphia Federation of Teachers jointly provide an
innovative support system, Peer Assistance and Review (PAR) for teachers in the School District of
Philadelphia.  PAR is a required program for new, non-tenured teachers and teachers rated as
unsatisfactory in the previous year.

I have been assigned as your Consulting Teacher.  I will provide you with support in the areas of
planning and preparation, classroom environment and instruction.  The process begins with a joint
assessment of your instructional needs.  I will then provide supports that may include modeling lessons,
co-teaching, professional development, developing action plans and giving feedback.

I look forward to working with you to make this year teaching in Philadelphia a successful one.

Sincerely,

Consulting Teacher

cc: PAR Pair
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Voluntary PAR Participation Criteria

Any appointed teacher who believes that his or her teaching competence may benefit from coaching
support may request participation by submitting the PAR Request for Support form.  The PAR Panel will
review requests for help from individual teachers.  The Panel will promptly notify the teacher of the
determination of whether assistance will be provided.  Such communication will be kept completely
confidential.  No voluntary participation can be initiated after January 15th of any school year.

Voluntary PAR Participation Process

The Consulting Teacher shall develop a plan to assist a Participating Teacher tailored to the specific
needs of that teacher and will work with the teacher directly for not more than one year.  The Consulting
Teacher will also observe Participating Teachers and prepare a status report documenting their
observations.

Teachers receiving voluntary support are still subject to the regular rating cycle.  The PAR Panel
does not make a recommendation for a teacher receiving voluntary support.

8



REQUEST FOR VOLUNTARY SUPPORT
For teachers not currently participating in the Peer Assistance and Review Program

Name: Grade/Subject:

School: Principal:

Type of Employee:

Please provide a brief description (at least three examples) of your need for support
in the applicable Domain(s).

● Domain I – Planning and Preparation
● Domain II – Classroom Environment
● Domain III – Instruction
● Domain IV – Professionalism

Have any of the following resources been utilized?
Peer/Mentor
School Based Teacher Leader/other school-based support
Professional Development
Principal/AP
Other (please specify below)

Signature: Date

Please submit this written request via email to both parties listed below:

The School District of Philadelphia
Office of Teaching and Learning

Philadelphia Federation of Teachers
Denise Rogers

professionaldevelopment@philasd.org execoffice@pft.org

TO MAKE A COPY OF THIS DOCUMENT FOR SUBMISSION, CLICK HERE.
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APPROVAL FOR VOLUNTARY SUPPORT

Date

Dear:

In response to your application for voluntary participation in the PAR program, we are pleased to inform
you that your application has been accepted.

You have been assigned _______________________ as your coach.  She/He will contact you within
seven (7) working days.

Your coach looks forward to working with you to make this year of teaching in Philadelphia a successful
one.

Sincerely,

PAR Panel
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DENIAL OF VOLUNTARY SUPPORT

Date:

Dear:

Thank you for your application for voluntary participation in the PAR program.

We regret to inform you that we are unable to provide you with PAR services at this time.  In the
event that PAR services do become available, we will contact you.

Sincerely,

PAR Panel
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CONSULTING TEACHER SITE VISIT FORM

Consulting Teachers will summarize each visit using the above form.  Notes and next steps will be
shared confidentially with the teacher following each visit.
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PEER ASSISTANCE AND REVIEW
Intensive Support Plan

TO MAKE A COPY OF THIS DOCUMENT, CLICK HERE.
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PRINCIPAL MID-YEAR SUMMARY REPORT

The Principal’s Mid-Year Summary Report serves as a checkpoint to monitor the progress of
teachers in PAR.  Please use the informals as the basis for your assessment of the teacher’s
progress.  It is noted that for teachers in PAR, only one formal observation is to be completed for
the school year, preferably towards the end.

Principal: Name of School:

Teacher: CHECK ONE:

___ TPE (non-tenured)

___ PE (tenured)

Check one of the two:
Satisfactory
Satisfactory – Needs Improvement

Unsatisfactory

All principals will receive a request from the Office of Teaching and Learning to
share mid-year summaries via email.
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MID-YEAR INTENSIVE SUPPORT PLAN

Date:

To: Teacher
Name of School

From: , PAR Pair Member
, PAR Pair Member

Subject: Mid-Year Review Memo
Review of Teaching Performance

Through documentation from ______________________________________________,
your PAR Consulting Teacher, it has been determined you are not making satisfactory
progress.  Based on the evidence of the Consulting Teacher’s work with you, there are
deficiencies in the following areas of the Danielson Framework for Teaching:

Domain(s):

Your Consulting Teacher has developed, and will discuss with you, an Intensive Support
Plan focused on the domains that do not meet standards.  The plan will have specific
goals and timelines that you are expected to meet.  The Intensive Support Plan will be
used as an additional data source in making recommendations for retention or dismissal.

cc: Consulting Teacher
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PROGRESS OF MID-YEAR INTENSIVE SUPPORT PLAN

Date:

To: New Teacher
Name of School

From: , PAR Pair Member
, PAR Pair Member

Subject: Progress of Mid-Year Intensive Plan

Using documentation gathered from your Intensive Support Plan by ______________,
your Consulting Teacher, we are providing you with a summary of your progress on
goals outlined in your Mid-Year Intensive Support Plan.

Goal Domain Component Status
(not meeting,
approaching,
meeting)

Be advised that if there is a lack of progress in the domain/s listed above, it may have a
negative impact on your end of year rating.

Thank you.

cc: Consulting Teacher
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PROGRESS OF PERFORMANCE IMPROVEMENT PLAN

Date:

To: New Teacher
Name of School

From: , PAR Pair Member
, PAR Pair Member

Subject: Progress of Performance Improvement Plan

Using documentation gathered from your Performance Improvement Plan by
______________, your Consulting Teacher, we are providing you with a summary of
your progress on the goals outlined in this plan.

Goal Domain Component Status
(not meeting,
approaching,
meeting)

Be advised that if there is a lack of progress in the domain/s listed above, it may have a
negative impact on your end of year rating.

Thank you.

cc: Consulting Teacher
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EVALUATION MATRIX

Employee Type EDS Window

Number
of

Observ
ations

this
Year

Procedures

Teachers in PAR (Peer Assistance and Review)
Professional/Tenured teacher in
Peer Assistance and Review
Program (PAR) due to unsatisfactory
rating prior school year

Spring Window
January 17, 2023 – May
23, 2023

1 One Formal Observation by May 23, 2023
● Principal and Consulting Teacher make

recommendation to PAR Panel. The PAR Panel
makes FINAL recommendation and will override
Formal Observation and /or Multiple Measures
Summary.

● Multiple Informal Observations
1st year teacher,
non-tenured (TPE)
● Hired from September 1st –

Leveling

Spring Window
January 17, 2023 – May
23, 2023

1 One Formal Observation by May 23, 2023
● Principal and Consulting Teacher make

recommendation to PAR Panel. The PAR Panel
makes FINAL recommendation and will override
Formal Observation and /or Multiple Measures
Summary.

● Multiple Informal Observations
Teachers Rated Needs Improvement in previous rating cycle
2nd and 3rd Year non-tenured (TPE)
● Satisfactory/Needs Improvement

Fall Window
August 29, 2022 -
January 10, 2023

Spring Window
January 17, 2023 – May
23, 2023

2 One Formal Observations per Rating Cycle (total of 2
Formal Observations in school year)

● 1st observation by January 10, 2023 = 1st

Effectiveness Rating calculated by January 23,
2022

o If 1st observation is Failing then
Principal performs a 2nd Observation by
January 10, 2023

o If 2nd observation is Failing then AS
performs 3rd observation by January 10,
2023

● 1st observation by May 23, 2023 = 2nd

Effectiveness Rating calculated by June 7, 2023
o If 1st observation is Failing then

Principal performs a 2nd Observation by
May 23, 2023

o If 2nd observation is Failing then AS
performs 3rd observation by May 23,
2023

● Must complete Performance Improvement Plan
(PIP)

● Multiple Informal Observations

Teachers Rated Needs Improvement in previous rating cycle (CONT’D)
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Professional Tenured Teacher
Satisfactory/Needs Improvement

Fall Window
August 29, 2022 -
January 10, 2023

Spring Window
January 17, 2023 – May
23, 2023

2 Two Formal Observations
● 1st Observation by January 10, 2023
● 2nd Observation by May 23, 2023
● If 1st and 2nd observations are BOTH Failing then

AS Performs 3rd observation by May 23, 2023
o If ONLY 2nd observation is Failing then

Principal performs a 3rd observation by
May 23, 2023

o If 3rd observation is Failing then AS
performs 4th observation by May 23,
2023

● 1st and 2nd Observations (+ additional formal
observations if applicable) = Effectiveness Rating
calculated by June 7, 2023

● Must complete Performance Improvement Plan
(PIP)

o A Teacher will not complete a PDP if
they are participating in PIP

● Multiple Informal Observations

Temporary Professional Employees (TPE) Rated Satisfactory in previous rating cycle
2nd and 3rd year, non-tenured (TPE)
who were rated as Satisfactory
the previous year

Fall Window
August 29, 2022 -
January 10, 2023

Spring Window
January 17, 2023 – May
23, 2023

2 One Formal Observations per Rating Cycle (total of 2
Formal Observations in school year)

● 1st observation by January 10, 2023 = 1st

Effectiveness Rating calculated by January 23,
2023

o If an observation is Failing then
Principal performs a second
Observation by January 10, 2023

o If 2nd observation is Failing then AS
performs 3rd observation by January 10,
2023

● 1st observation by May 23, 2023 = 2nd

Effectiveness Rating calculated by June 7, 2023
o If an observation is Failing then

Principal performs a second
Observation by May 23, 2023

o If 2nd observation is Failing then AS
performs 3rd observation by May 23,
2023

● Multiple Informal Observations

Tenured Teachers in their Formal Observation year
Professional/Tenured Teacher –
Formal Observation Year
● Satisfactory/Distinguished or

Proficient in previous school year
● Not in PDP year

Fall Window
August 29, 2022 -
January 10, 2023

Spring Window
January 17, 2023 – May
23, 2023

2 Two Formal Observations
● 1st Observation by January 10, 2023
● 2nd Observation by May 23, 2023
● If 1st and 2nd observation are BOTH Failing then

AS Performs 3rd observation by May 23, 2023
o If ONLY 2nd observation is Failing then

Principal performs a 3rd observation by
May 23, 2023

o If 3rd observation is Failing then AS
performs 4th observation by May 23,
2023
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● 1st and 2nd Observations = Effectiveness Rating
calculated by June 7, 2023

● Multiple Informal Observations

Teachers in Professional Development Year
Professional/Tenured teacher N/A 0 ● Multiple Informal Observations

● PDP end of the year review meeting completed
no later than May 15th

Teachers Hired after Leveling (Year 0)
Year 0 teacher,
Non-tenured (TPE)
Hired after Leveling

N/A 0 ● Multiple Informal Observations
● Teachers hired after January 17 will be

considered a “Year 0” teacher, and will enter
PAR as a 1st year teacher the following school
year if they are non-tenured. Tenured teachers
will not be placed in Year 0 status, they will
receive a formal observation in the Spring
window if hired after January 17, 2023.
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Observation and Multiple Measures Summary (MMS) Timeline

Rating Cycle Teacher Type Formal Observation
Window

Principal window to
Release Teacher

MMS Reports
5-month 2nd & 3rd year TPE 8/29/22 - 1/10/23 1/23/23 - 1/31/23

1/17/23 - 5/23/23 6/7/23 - 6/14/23

10-month Teachers in PAR (1st

year non-tenured or
tenured teachers
rated Unsatisfactory
the previous year)

1/17/23 - 5/23/23 6/7/23 - 6/14/23

10-month Tenured Teacher in
Formal Observation
year

(F) 8/29/22 - 1/10/23
(S) 1/17/23 - 5/23/23

6/7/23 - 6/14/23
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CUTOFF TIMELINE FOR PAR AND YEAR 0

Hired before November 15: Year 1 PAR

No change to typical Peer Assistance and Review (PAR) schedule.

Hired November 16 - January 10: Year 1 PAR

Teacher is entered into PAR upon hiring, but follows a modified PGS schedule as outlined in the two tables below.
Each table conveys the same information; they are organized by school year and PGS status, respectively.

PGS Status and Formal Observations by School Year

School year Fall PGS Status Fall Formal Spring PGS Status Spring Formal

2022-2023 PAR FO (TPE Year 1) PAR FO (TPE Year 1)

2023-2024 PAR FO (TPE Year 1) X TPE Year 2 X

2024-2025 TPE Year 2 X TPE Year 3 X

2025-2026 TPE Year 3 X Tenured Year 4 PDP

2026-2027 Tenured Year 5 PDP Tenured Year 5 PDP

Formal Observations by PGS Status

PGS Status First Rating Window Second Rating Window

PAR FO - TPE Year 1 Fall 2022 & Spring 2023 - No FO Fall 2023 FO

TPE Year 2 Spring 2024 FO Fall 2024 FO

TPE Year 3 Spring 2025 FO Fall 2025 FO

Tenured PDP Year 4 Spring 2026 only

Tenured PDP Year 5 Full year

Hired after January 10: Year 0

Teachers will not be entered into PAR or receive a formal observation.* Teachers start PAR in the Fall of the following
school year.

*All Year 0 teachers will have the option to join the Teacher Mentor Program and receive support from a veteran
teacher in the District.
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PROFESSIONAL DEVELOPMENT PLANS

To: Principals and Teachers

From: Larisa Shambaugh, Chief Talent Officer, Co-Chair PAR Panel

Subject: Professional Growth System:
Professional Development Plan (PDP)

Per the Collective Bargaining Agreement between the Philadelphia Federation of Teachers
and The School District of Philadelphia, (Article XI.C), professional employees will engage in
the Professional Growth System (PGS).  One element of the PGS is the Professional
Development Plan (PDP) for professional employees.  Professional employees who
participate in the PDP are defined as tenured employees with at least three years of service
with the School District of Philadelphia.

The PDP is an annual professional growth plan of continuous instructional improvement.
Professional employees in their Professional Development Plan years must complete a
designed plan in collaboration with you.  The content of the PDP must align with your
school’s data and goals reflected in the school’s Action Plan.  The focus of the PDP is to
support professional development activities that are of value to professional employees and
that are planned to improve student achievement and school results.  Principals and eligible
professional employees (not in PAR, not in formal observation year) should begin to
collaborate on the upcoming school year’s PDP once the school’s Action Plan has been
approved.

Professional employees may begin thinking about their PDP as early as July 1st.  The
approved PDP template will be shared with Principals in August.  The collaborative meeting
between principal and professional employee should occur prior to the implementation of the
PDP.  The PDP Form should be completed and signed by both parties no later than October
20th of each year.  You or your designee shall meet with each professional employee at least
one time per year to review the PDP.  You will also meet for an end of year review of the
PDP.

Please reference the Staff Management Systems (SMS) and the key as cited below to
determine which professional employees are in the PDP years.  The PDP year is based on
the hire date of the professional employee.  A professional employee’s year number in the
PGS is based upon the anniversary of his/her hire date.  If the professional employee’s hire
date is September 1 of a given year, that is YEAR 1 in the PGS.  If the professional
employee’s hire date is after the date set for leveling in October, YEAR 1 in the PGS does
not begin until the following school year
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Key
FO = Formal Observation Year PDP = Professional Development Plan (PDP) Year

Years 4* 5 6 7 8 9 10 11 12 13 14
Type PDP PDP FO PDP PDP FO PDP PDP FO PDP PDP

Years 15 16 17 18 19 20 21 22 23 24 25
Type FO PDP PDP FO PDP PDP FO PDP PDP FO PDP

Years 26 27 28 29 30 31 32 33 34 35 36
Type PDP FO PDP PDP FO PDP PDP FO PDP PDP FO

Years 37 38 39 40
Type PDP PDP FO PDP

The following timeframe may be used for the development and monitoring of the PDP:
● June-October: PDP collaborative meeting, including goal-setting, no later than Oct 20th

● Mid-year review meeting no later than January 15th

● End of the year review meeting no later than May 15th

To summarize, it is imperative that developed goals on the PDP are:
● Specific, with outcome that show progress over time
● Measurable
● Attainable within the PDP cycle
● Relevant to the school data and approved Action Plan
● Timely, so that progress can be assessed during the appropriate review dates

PDP activities completed should be documented on the PDP form.  The PDP is to be kept in a
portfolio and maintained in the professional employee’s school file.

Should you have any questions or require information, contact the Office of Educator
Effectiveness and Evaluation at effectiveness@philasd.org.

Example:
Hire Date: Before Leveling
School Year PGS Year
2013-14 1
2014-15 2
2015-16 3
2016-17 4
2017-18 5
2018-19 6
2019-2020 7
2020-2021 8
2021-2022 9
2022-2023 10

Hire Date: After Leveling
School Year PGS Year
2013-14 0
2014-15 1
2015-16 2
2016-17 3
2017-18 4
2018-19 5
2019-2020 6
2020-2021 7
2021-2022 8
2022-2023 9
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PROFESSIONAL DEVELOPMENT PLAN
PRE-PLANNING CONSIDERATIONS AND GUIDELINES

(to be used with coordinating template that follows)

Areas of strength:
Identify what your successes have been with student achievement.
Identify what areas of professional development have been most successful.
What are you really good at?

Area(s) for targeted growth:
Identify areas for growth.
What is the subject, content, focus of your plan?

Rationale for selecting topic:
Why have you chosen this area of focus?
What problem or issue would you like to resolve?

Professional goal:
What do you want to know or be able to do at the completion of the plan?
How will you be a more proficient educator when you have completed the plan?

Essential question:
What do you want to know?
Does the question have the answer?
Is the question too narrow or too broad?
Do you know the answer to the question?

Action plan to accomplish goals:
What steps will you follow to complete the plan?
What resources will you review?

Resources needed:
What resources do you need to complete the plan?
What experts in the building will assist yoU?
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PROFESSIONAL DEVELOPMENT PLAN TEMPLATE

Name: Date:
School: Principal:
PGS Year:

Areas of strength:

Area(s) for targeted growth:

Rationale for selecting topic including type of data referred to:

Professional goal(s) and short-term objectives for each goal:

Essential question:

Action plan to accomplish goals:
(inclusive of tentative timeline for implementation of plan and benchmarks to assess progress)

Resources needed:
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Professional Development Options/Strategies/Techniques
(Choose minimum of two)

Collaborative Options:
Peer Visits with Reflection and Conversations
Study Groups
Audio/Video Taping Analysis
Delivery of Workshops/Course/Professional Development to Peers or Parents
Team Planning/Grade Group Planning
New Curriculum Development
Co-Teaching
Professional Development Participation

Independent Option:
Journal Writing
Professional Reading
Teaching Reflection
Peer Critique
Analysis of Current Research
Video Viewing
Online Learning
Professional Development outside of school day
Action Research

Action Research:
Studying and documenting own teaching/learning
Studying own documenting with peers instructional practices

Other:

To be developed in collaboration with principals

Teacher’s Signature: Date:

Administrator’s Signature: Date:
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ADMINISTRATOR’S PDP CHECKLIST
TEACHER SELF-ASSESSMENT CHECKLIST

Name: Date:
School: Principal:
PGS Year:

The Administrator will use this checklist during the initial PDP conference, which shall occur no later than October 20 th of
each year.  The teacher will use the checklist as a guide in developing the teacher’s PDP.  At least one box should be
checked in each category.

Category: Areas of Strength
Employee identified past successes with student achievement
Employee identified the areas of professional development that have been most
successful.

Category: Area(s) for targeted growth
Employee identified areas for growth that are in alignment with School Improvement Plan
Employee identified the subject, content and/or focus of their plan that is in alignment with
School Improvement Plan

Category: Rationale for selecting topic
Employee provided a reason for choosing this area of focus
Employee described the problem or issue that they would like to resolve

Category: Professional goal
Employee identified what they want to know or be able to do at the completion of the plan
Employee described how he/she will be more effective educator at the completion of the
plan
Employee identified an essential question

Category: Action Plan to Accomplish Goal(s)
Employee identified steps for completing the plan
Employee identified the resources they will utilize

Category: Resources Needed
Employee identified resources necessary for completion of the plan

Notes:

28



PROFESSIONAL DEVELOPMENT PLAN
ADMINISTRATOR’S TRACKING CHART

School: _____________________________

Name of Teacher Initial
Conference Date

Progress
Meeting Date

Summary
Conference Date
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PROFESSIONAL DEVELOPMENT PLAN MID-YEAR REVIEW

1. In reviewing the PDP, what have you learned since beginning implementation?

2. What needs to be accomplished before the end of the year?

3. Are there any changes needed for the PDP?  If yes, please describe.

4. What additional support is needed for plan implementation?

Teacher’s Signature: Date:

Administrator’s Signature: Date:

Next Review Date:
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PROFESSIONAL DEVELOPMENT PLAN - END OF YEAR REVIEW

1. What goals have I accomplished?

2. What have I learned?

3. What new strategies have I used?  What practices have I changed? What
worked? What did not work?

4. How did your plan impact your classroom practice?  Please explain.

Teacher’s Signature: Date:

Administrator’s Signature: Date:
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FORMAL AND INFORMAL CLASSROOM OBSERVATIONS

Formal classroom observations and informal observations are an essential
component for the professional growth and development. The purpose of the
observations is to verify, validate, and support teaching and learning within The
School District of Philadelphia (SDP). In addition, they will be used to provide
effective feedback, constructive criticism, as well as the strengths, weaknesses,
and opportunities for improvement in classroom engagement and instruction.

Prior to the formal observation, administrators should hold individual
Pre-Observation Conferences with each teacher. Teachers are to complete the
Pre-Observation Form prior to the pre-observation conference with the
administrator. After the formal observation, administrators should hold individual
Post-Observation Conferences with each teacher. Administrators should use the
Post-Observation Form to conduct the post-observation conference.
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Pre-Observation Form

Teachers are to complete this form prior to the formal observation and bring it to
the pre-observation conference.  Coverage will be provided for you.

Teacher Grade Subject

Week of
Observation

Date Time

List the objective(s) for the lesson:

Describe your process for determining the objective(s) for this lesson and what you considered to
ensure it was at the appropriate level of rigor for your students.

What key questions will you ask in order to determine if students understand the content?
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What methods will you use to check for understanding during this lesson?

Describe what you will use to assess whether your students mastered the skill at the end of this
lesson.

What else should the observer look for (i.e. particular students, student engagement, classroom
climate, instructional strategies, etc.)?
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Post-Observation Form

Teachers are to complete this form after the formal observation and bring it to the
post-observation conference.  Coverage will be provided for you.

Teacher Grade Subject

Date of
Observation

Time

Did your students master the objective?  How do you know?

Did you deviate from your plan?  If so, how and why?

If you had a chance to teach this lesson again to the same group of students, what would you do
differently, from planning through execution?
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Strengths to leverage: Identify the two biggest strengths that this teacher brings to the work that
can be leveraged to enhance his or her practice.

Strength Evidence from observation

Areas for growth: Identify the two areas of highest priority for this teacher to develop.
Growth area Evidence from observation

36



Access The School District of Philadelphia Danielson Rubric HERE.
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POLICY ON UNSATISFACTORY AND SATISFACTORY-NEEDS IMPROVEMENT
FORMAL OBSERVATIONS

In the above scenarios, domains do not play a role; it does not matter which domains include "0's" or
"1's"If you or they have any questions, please reach out to "effectiveness@philasd.org" and we will
provide a prompt response.
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Performance Improvement Plans (PIP)

What is a PIP?
● An individualized support plan that is developed in collaboration with a principal and

a teacher to address areas of concern related to the contributing factors of a
teacher’s Multiple Measures Summary (MMS).  The MMS includes all of the factors
used to calculate an educator’s rating.

For whom is a PIP designed?
● Act 13 states that teachers rated as Needs Improvement or Failing are required to

participate in a PIP.  Decisions about PIP status are based on a teacher’s
Effectiveness Rating.

What are the requirements of a PIP?
● Designed by a principal and/or coach with the teacher’s input
● Addresses the areas of concern
● Makes recommendations for specific professional development
● Identifies the types of data (evidence) that will be collected to determine

improvement
● Explains how intensive supervision will be provided

Can a person refuse the support of a PIP?
● If a teacher meets the requirements (Failing or Needs Improvement Effectiveness

Rating) they cannot refuse.

Who manages the design and implementation of the PIP?
● Teachers who are required to participate in a PIP may receive the support of a

coach. The coach (if applicable), principal and teacher will write the plan in
collaboration.  The coach and/or principal will also provide individualized support,
create action steps, set measurable goals and work with the teacher to build and
enhance skills.  The principal will continue to monitor progress through regular
informal observations.

For how long is the PIP implemented?
● A PIP is implemented for one rating period.  For TPEs this is equivalent to 5 months.

For Professional Employees, this is equivalent to 10 months.

What are the observation requirements for a teacher on a PIP?
● The teacher’s rating officer completes the amount of formal observations

necessitated by that teacher’s PGS status.

What if a teacher is in their PDP year and they meet the requirements for a PIP?
● The PIP replaces the Professional Development Plan.
● The teacher is treated as a satisfactory teacher in his/her formal observation year.

The teacher will receive two formal observations within the 10-month rating period
(one formal observation in the fall and one in the spring at the conclusion of the PIP.)

What if someone is rated Unsatisfactory?
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● Teachers who are rated Unsatisfactory will still remain in the PAR program.  Their
Consulting Teacher will work with them on a Performance Improvement Plan.

Additional Information
pa.aft.org – see the FAQ document on the website
The Pennsylvania Bulletin - http://www.pabulletin.com/secure/data/vol44/44-24/1244.html
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Performance Improvement Plan

TO MAKE A COPY OF THIS DOCUMENT, CLICK HERE.
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Notification of 1st Needs Improvement - Mid Year TPE

Dear ___________________________,

Your most recent rating was Needs Improvement.   Based on your multiple measure
rating in <Month, Year>, your Overall Effectiveness rating was <score>.  Multiple
measure ratings are comprised of:

● 2022-23 Fall or Spring Formal Observation Score

Please follow the steps below to access your Multiple Measure Summary (MMS):
● Log into Cornerstone through the https://www.philasd.org/login/
● Hover over PERFORMANCE > click Performance Tasks > click My Personal

Reviews
● Your most recent MMS will be listed with the title “2022-2023 [rating period]

Teacher Multiple Measure Summary”
● Click on the title of the review to download your MMS report (if the review does

not automatically appear, check the Downloads folder on your desktop).

This is your first Needs Improvement rating.  For the duration of the subsequent rating
period, your development will be guided by a Professional Improvement Plan (PIP).

Please be advised that, under Act 13, a second Needs Improvement rating that meets
the following criteria will automatically be converted to a Failing rating:

1. The second Needs Improvement is in the same certification area as the first
Needs Improvement.

2. The second Needs Improvement rating is within 4 years of the first Needs
Improvement rating.

A Failing rating for a non-tenured teacher is grounds for dismissal.  A Failing rating for a
tenured teacher results in that teacher being placed in the Peer Assistance and Review
(PAR) program.

In order to support your development, a Performance Improvement Plan (PIP) will be put
in place.

- If you received a Proficient observation rating, your PIP will be administered by
your principal and will be discussed in the conference mentioned below.

- If you received a Needs Improvement or Failing observation rating, your PIP will
be administered by an Academic Coach, who will be assigned to you within 1-2
weeks of your receipt of this letter.

Your principal will schedule a formal conference with you to discuss your rating.  You
have the right to bring union representation to this conference.  At this conference, your
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rating officer will explain your scores and you will have the opportunity to ask questions
and discuss evidence in support of or contrary to the rating.  This conference should
occur in a timely fashion.

To address some of the questions you may have after receiving this letter, please consult
the 2022-2023 Educator Evaluation Handbook.  Pages 27-29 specifically explain the
Multiple Measure Summary and performance plans.

Thank you,
The Office of Evaluation
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Notification of 1st Needs Improvement - End of Year TPE or Tenured

Dear <NAME>,

Your most recent rating was Needs Improvement.   Based on your multiple measure
rating in <Month, Year>, your Overall Effectiveness rating was <score>.  Multiple
measure ratings are comprised of several data points, including:

● 2022-23 Overall Formal Observation Score
● additional data as indicated by PDE

Please follow the steps below to access your Multiple Measure Summary (MMS):
● Log into Cornerstone through the https://www.philasd.org/login/
● Hover over PERFORMANCE > click Performance Tasks > click My Personal

Reviews
● Your most recent MMS will be listed with the title “2022-2023 [rating period]

Teacher Multiple Measures Summary”
● Click on the title of the review, or task, to download your MMS report (if the

review does not automatically appear, check the Downloads folder on your
desktop).

This is your first Needs Improvement rating.  For the duration of the subsequent rating
period, [insert next rating period/year], your development will be guided by a
Professional Improvement Plan (PIP).

Please be advised that, under Act 13, if you receive a second Needs Improvement rating
that meets the following criteria, it will automatically be converted to a Failing rating:

1. The second Needs Improvement is in the same certification area as the first
Needs Improvement.

2. The second Needs Improvement rating is within 4 years of the first Needs
Improvement rating.

A Failing rating for a non-tenured teacher is grounds for dismissal.  A Failing rating for a
tenured teacher results in that teacher being placed in the Peer Assistance and Review
(PAR) program.

In order to support your development, a Performance Improvement Plan (PIP) will be put
in place.

- If you received a Proficient observation rating, your PIP will be administered by
your principal and will be discussed in the conference mentioned below.

- If you received a Needs Improvement or Failing observation rating, your PIP will
be administered by an Academic Coach, who will be assigned to you within 1-2
weeks of the start of the school year.

Unsatisfactory - Failing: 0.0 - 0.49
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Satisfactory - Needs Improvement: 0.5 - 1.49
Satisfactory - Proficient: 1.5 - 2.49
Satisfactory - Distinguished: 2.5 - 3.0

Your principal will schedule a formal conference with you to discuss your rating.  You
have the right to bring union representation to this conference.  At this conference, your
rating officer will explain your scores and you will have the opportunity to ask questions
and discuss evidence in support of or contrary to the rating. This conference should
occur within 5-10 school days from receipt of this letter (by September 6, 2022 at the
latest).

To address some of the questions you may have after receiving this letter, please consult
the 2022-2023 Educator Evaluation Handbook.  Pages 27-29  specifically explain the
Multiple Measure Summary and performance plans.

Thank you,
The Office of Evaluation
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Notification of 2nd Needs Improvement - TPE Teacher

Dear <NAME>,

Your most recent rating was Needs Improvement.   Based on your multiple measure
rating in <MONTH YEAR>, your Overall Effectiveness rating was <SCORE>.  Multiple
measure ratings are comprised of:

● 2022-23 Fall or Spring Formal Observation Score

Please follow the steps below to access your Multiple Measure Summary (MMS):
● Log into Cornerstone through the https://www.philasd.org/login/
● Hover over PERFORMANCE > click Performance Tasks > click My Personal

Reviews
● Your most recent MMS will be listed with the title “2022-2023 [rating period]

Teacher Multiple Measures Summary”
● Click on the title of the review to download your MMS report (if the review does

not automatically appear, check the Downloads folder on your desktop).

Unsatisfactory - Failing: 0.0 - 0.49
Satisfactory - Needs Improvement: 0.5 - 1.49
Satisfactory - Proficient: 1.5 - 2.49
Satisfactory - Distinguished: 2.5 - 3.0

This is your second Needs Improvement rating.  Under Act 13, a second Needs
Improvement rating that meets the following criteria will automatically be converted to a
Failing rating:

1. The second Needs Improvement is in the same certification area as the first
Needs Improvement.

2. The second Needs Improvement rating is within 4 years of the first Needs
Improvement rating.

Your second Needs Improvement rating meets both criteria listed above.  Therefore,
your Overall Effectiveness rating on your most recent MMS has been converted to
Failing.

A Failing rating for a non-tenured teacher is grounds for dismissal.

In the event that your rating officer does not wish to petition for dismissal, you will be
placed on a Performance Improvement Plan (PIP) to guide your development.

● If your contributing Observation score was proficient, the PIP will be implemented
on a school level and be guided and drafted by your principal/rating officer.

● If your contributing Observation score was below proficient, you will be assigned
an Academic Coach (AC) to support your development. Your AC will begin
coaching support within 1-2 weeks of your receipt of this letter. For the duration of
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the subsequent rating period, your development will be guided by a PIP, which
will be drafted and implemented by your AC, with input from you and your
principal.

Your principal will schedule a formal conference with you to discuss your rating.  You
have the right to bring union representation to this conference.  At this conference, your
rating officer will explain your scores and you will have the opportunity to ask questions
and discuss evidence in support of or contrary to the rating.  This conference should
occur within 1-2 school weeks from receipt of this letter (by September 6, 2022 at the
latest).

To address some of the questions you may have after receiving this letter, please consult
the 2022-2023 Educator Evaluation Handbook.  Pages 27-29  specifically explain the
Multiple Measure Summary and performance plans.

Thank you,
Office of Leadership Evaluation
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Notification of 2nd Needs Improvement - Tenured Teacher

Dear <NAME>,

Your most recent rating was Needs Improvement.   Based on your multiple measure
rating in <MONTH YEAR>, your Overall Effectiveness rating was <SCORE>.  Multiple
measure ratings are comprised of several data points, which are the following:

● 2022-23 Overall Formal Observation Score
● additional data as indicated by PDE

Please follow the steps below to access your Multiple Measure Summary (MMS):
● Log into Cornerstone through the https://www.philasd.org/login/
● Hover over PERFORMANCE > click Performance Tasks > click My Personal

Reviews
● Your most recent MMS will be listed with the title “2022-2023 [rating period]

Teacher Multiple Measures Summary”
● Click on the title of the review to download your MMS report (if the review does

not automatically appear, check the Downloads folder on your desktop).

Unsatisfactory - Failing: 0.0 - 0.49
Satisfactory - Needs Improvement: 0.5 - 1.49
Satisfactory - Proficient: 1.5 - 2.49
Satisfactory - Distinguished: 2.5 - 3.0

This is your second Needs Improvement rating.  Under Act 13, a second Needs
Improvement rating that meets the following criteria will automatically be converted to a
Failing rating:

1. The second Needs Improvement is in the same certification area as the first
Needs Improvement.

2. The second Needs Improvement rating is within 4 years of the first Needs
Improvement rating.

Your second Needs Improvement rating meets both criteria listed above.  Therefore,
your Overall Effectiveness rating on your most recent MMS has been converted to
Failing (documented by this letter).

A Failing rating for a tenured teacher results in that teacher being placed in the Peer
Assistance and Review (PAR) program.

As a participant in the PAR program, you will be assigned a Consulting Teacher (CT) to
support your development. Your CT will begin coaching support within 1-2 weeks of the
start of the school year. For the duration of the subsequent rating period, your
development will be guided by a Professional Improvement Plan (PIP), which will be
drafted and implemented by your CT, with input from you and your principal.

51



Your principal will schedule a formal conference with you to discuss your rating.  You
have the right to bring union representation to this conference.  At this conference, your
rating officer will explain your scores and you will have the opportunity to ask questions
and discuss evidence in support of or contrary to the rating.  This conference should
occur within 1-2 school weeks from receipt of this letter (by September 6, 2022 at the
latest).

To address some of the questions you may have after receiving this letter, please consult
the 2022-2023 Educator Evaluation Handbook.  Pages 27-29 specifically explain the
Multiple Measure Summary and performance plans.

Thank you,
Office of Evaluation
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Date:

TO: Larisa Shambaugh, Interim Chief Talent Officer
Office of Talent

FROM: Name of Principal
School

SUBJECT: Principal Recommendations for Teachers

Name of Teacher:

Select appropriate status of teacher and your recommendation.

◻ New, non-tenured teacher
◻ Retention in the district
◻ Retention in the district with additional coaching support
◻ Dismissal from the district

◻ Teacher rated unsatisfactory from previous school year
◻ Retention in the district
◻ Dismissal from the district
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End of Year PAR Recommendation

Date:

To: <<Teacher>>
<<School>>

From: PAR Panel

Subject: End of Year Teaching Performance

During the <<School Year>> School Year you were a participant in the Peer
Assistance and Review (PAR) Program and served as a teacher at <<School>>.
You received the support of a Consulting Teacher who provided instructional
guidance, standard-aligned professional goal setting, and mentoring in elements
of effective teaching.

Based on evidence collected and submitted by your Principal and Consulting
Teacher, it is the decision of the Peer Assistance and Review Panel that your
teaching performance for the school year was Satisfactory with a
recommendation for:

Additional coaching support during the <<School Year>> school year,
to be reviewed in January <<Year>>
No additional coaching support

We commend you on making consistent improvement, and it is our hope that you
will continue your professional growth.

Thank you.

CC: Consulting Teacher
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Consulting Teacher
End of Year Summary of Support

Consulting Teacher: Teacher:
Support Start Date: Tenure Status:
Grade/Subject: Number of Visits:
Principal: School:

Visit Dates: (Please bold dates when teaching practice was observed)

Intensive Support Plan:  Yes/No If yes, date of implementation:
_____________

Recommendation:

Retention
Retention with additional coaching support
Dismissal
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Collective Bargaining Agreement

ARTICLE XI
Assessment of Performance and Interventions

A. Individual Assessments for Professional Employees

1. Observations and Ratings for Professional Employees

(a) In accordance with the Public School Code, tenured professional employees shall be rated at least annually.

Tenured professional employees who have been rated unsatisfactory within the previous three (3) years shall be

subject to semi-annual ratings for a period of three (3) years following their unsatisfactory rating.

(b) Ratings shall be made at least semi-annually for temporary professional employees (TPEs) and long-term

substitutes.

(c) All ratings of all employees shall be completed in accordance with the Public School Code.

(d) For teachers in a professional development year (years one (1) and two (2)), ratings will also be based upon the

teacher’s Professional Development Plan (PDP) and the implementation of the PDP.

(e) The rating officer for the school nurse shall be the Principal who shall consult with the Nurse Supervisor.

(f) With the employee’s consent, electronic devices may be used in the observation and supervision of an employee

and as part of work-related projects. This does not preclude, to facilitate written documentation of an observation, the

use of a portable computing device, which shall not be used for video, photographic, or audio recording of a teacher.

(g) A rating form may not be relied upon to support a dismissal for incompetency unless the employee has been

provided a completed rating tool, which includes a description based upon classroom observations of deficiencies in

practice. An observation may not be relied on to support an unfavorable rating of an employee unless a written

statement of the observation is given to the employee within five (5) school days following the observation.

(h) The District shall design a Performance Improvement Plan, with input from the employee, for those employees

whose rating requires a Performance Improvement Plan.

B. Professional Growth and Peer Assistance and Review System

1. The School District and Federation agree to establish a Peer Assistance and Review Program (PAR) as part of a

Professional Growth System. The Parties shall establish a Design Team comprised of six (6) members. One half of the

members shall be appointed by the President of the Federation and the other half by the Superintendent. The Design

Team will develop the PAR Program consistent with the terms of this Agreement. The work of the Design Team will be

implemented by an Implementation Team to be named in equal numbers by the PFT and the District. The

Implementation Team will include the members of the Design Team as well as the additional members named by the

Parties.

2. PAR is a mandatory program for all New Teachers. New Teachers are teachers in their first year of employment

with the School District, who are not tenured in Pennsylvania. PAR is also available to non-tenured teachers following

their first year of employment on an as needed basis.

3. PAR is a mandatory program for tenured teachers who have been rated unsatisfactory in the current and/or

previous school year. Participation in PAR may also be requested by a tenured teacher who believes that their teaching

competence will benefit from PAR.

4. PAR Panel

(a) The PAR Program will have ongoing leadership provided by a Panel comprised of eight (8) members, four (4) of

whom shall be selected by the Federation and four (4) of whom shall be selected by the School District. Should a vote
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be required for any action or decision, an affirmative vote of at least five (5) members is necessary. The Chair of the

PAR Panel shall alternate annually between the Superintendent and the President of the Federation, or their designee.

(b) The Panel will be divided into PAR Pairs consisting of one (1) Federation appointed member and one (1) District

appointed member.

(c) The PAR Panel shall make discretionary decisions regarding eligibility for the Program; monitor the overall

progress of teachers participating in the Program; and make retention recommendations for new teachers and tenured

teachers participating in PAR.

(d) PAR Pairs will meet regularly with Consulting Teachers to review the work of the Consulting Teachers and the

progress of teachers assigned to the PAR Pair, to evaluate teachers and make retention recommendations to the PAR

Panel.

(e) The PAR Panel will make retention recommendations for all New Teachers participating in the Program. New

Teachers who are not recommended for retention by the PAR Panel will be dismissed by the School District. The PAR

Panel will make retention recommendations for tenured teachers who have been placed in the PAR Program and where

the Panel recommends dismissal, the teacher will be rated unsatisfactory and dismissed, subject to any changes

necessary to implement the Commonwealth’s evaluation process.

(f) The deliberations of the PAR Panel shall be closed and confidential. Its decisions shall be based upon classroom

performance and information provided by the Consulting Teacher and the Principal.

(g) The acts of the PAR Panel and the Consulting Teacher shall be final, subject only to appeal by a teacher through

the grievance process or through the teacher’s statutory rights for review under the Public School Code.

(h) PFT members participating in the PAR Program, as Consulting Teachers or as members of the PAR Panel, shall

be indemnified and held harmless by the District against any and all claims arising as a result of their actions within the

scope of their duties.

5. Consulting Teacher

(a) Consulting Teachers are Fully Released Teacher Leaders selected by the PAR Panel, utilizing the criteria and

selection process developed by the Design and the Implementation Teams.

(b) Consulting Teachers shall have terms of no more than six (6) years. A Consulting Teacher who has completed a

term must return to the classroom for a minimum of two (2) years before reapplying to the Program.

(c) A Consulting Teacher returning to the classroom will be treated as a forced transfer and shall be eligible to select

a position for which s/he is certified.

(d) Consulting Teachers shall work a ten (10) month year and day and shall receive a ten (10) month teacher salary.

Consulting Teachers shall also be required to participate in professional development programs and other professional

activities related to their position for up to twenty (20) days to be scheduled between August 1 and August 31 of each

year, for which they will receive their daily rate of pay.

(e) Consulting Teachers will observe and review teachers who are assigned as part of their caseloads; plan and

implement professional development for teachers assigned to their caseloads; make recommendations for retention to

the PAR Pair for New Teachers assigned to the Consulting Teacher; and draft status reports for tenured teachers

assigned to the Consulting Teacher. Consulting Teachers shall submit ongoing reports to the PAR Pair. A final status

report will be submitted to the PAR Panel. Final status reports shall not be confidential.

(f) All communications between the Consulting Teacher and the participating teacher shall be completely

confidential. The Consulting Teacher and the principal for each teacher in the Consulting Teacher’s caseload will

communicate regarding the intensive assistance plan and the progress of the participating teacher.

6. PAR Program for New Teachers

(a) The PAR Program will have primary responsibility for coaching, reviewing and evaluating New Teachers.

School principals will retain responsibility for evaluating all New Teachers for aspects related to non-instructional

conduct. Principals will conduct one (1) formal observation for all New Teachers.
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(b) New Teachers in the PAR Program who are not making satisfactory progress will be reviewed by the PAR Pair

and an intensive assistance plan shall be created by the Consulting Teacher. New Teachers who are not making

satisfactory progress shall receive written notification of deficiencies and a written copy of the assistance plan, which

shall be communicated to the Principal.

(c) New Teachers who are making satisfactory progress shall receive assistance at a level to be determined by the

Consulting Teacher.

7. PAR Program for Tenured Teachers

(a) The PAR Program will have primary responsibility for coaching, reviewing and evaluating a tenured teacher who

has been rated unsatisfactory and assigned to the Program. Teachers participating in this Program who were rated

unsatisfactory in the current and/or previous school year may have their rating period extended by the PAR Panel

provided that the extension does not provide support for more than one year.

(b) Any tenured teacher who believes that their teaching competence may benefit from participation in the PAR

Program may request participation in PAR, in writing, on a form promulgated by the Panel. The Panel will review

requests for help from individual teachers. The Panel will promptly notify the teacher of the determination of whether

assistance will be provided. Such communications will be kept completely confidential.

(c) No voluntary participation can be initiated after January 15 of any school year.

(d) The Consulting Teacher shall develop a plan to assist a participating tenured teacher tailored to the specific needs

of that teacher and will work with the teacher directly for not more than one (1) year. The Consulting Teacher will also

observe participating teachers and prepare a status report documenting their observations.

(e) Upon receipt of a Consulting Teacher’s status report, the PAR Pair shall make a retention recommendation for a

tenured teacher that has completed the PAR Program to the PAR Panel. If the PAR Panel recommends dismissal the

District will dismiss the teacher, subject to any changes necessary to implement the Commonwealth’s evaluation

process. This retention decision will be subject to the grievance and arbitration procedures contained in this Agreement

and/or the statute and appeal provisions contained in the Public School Code.

8. Professional Development Plan

(a) Each tenured teacher shall design, in collaboration with the Principal or the Principal’s designee, a multi-year

Professional Development Plan (PDP) for continuous improvement, which the Principal or Assistant Principal shall

approve and which approval shall not be unreasonably denied. The teacher’s evaluation shall inform the PDP. The

Principal, or the Principal’s designee, and the teacher shall meet at least once per year to review the PDP. The only

teachers who are not required to work on a PDP are long-term substitute teachers, teachers participating in Peer

Assistance and Review and tenured teachers in their formal evaluation year.

(b) The focus of the PDP is to support professional development activities that are of value to teachers, aligned to

the School’s Comprehensive Plan and the teacher’s evaluation, and that are planned to improve student outcomes and

school results.

9. Role of Principal

(a) Principals will communicate with Consulting Teachers assigned to teachers in their building regarding the

principal’s observations of teachers in the PAR Program.

(b) Principals will conduct one (1) formal observation for any teacher participating in PAR.
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