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Purpose of Evaluation What are 4 
words that 
come to 
mind when 
you consider 
the why of 
evaluation?





Purposes of TPEP 

TPEP was designed to incorporate both purposes of accountability and improvement 
in one model, and to encourage districts to use it to support high quality instruction as 
a means to improve student learning. Findings from the case studies and surveys 
suggest that for most Washington educators, the primary focus of TPEP has been one 
of educator improvement, and its use as a professional growth model. When asked 
about the various purposes of TPEP (including both accountability and improvement), 
a majority of principals and superintendents surveyed identified its primary purpose 
as one of supporting professional growth, with less emphasis on non-renewal of 
contracts, dismissal of staff, or staffing changes.
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Welcome!
Jennifer Traufler, Chief 
of Student Support, 
Renton School District



Top 10 
1. Know your CBA

2. Know who you evaluate…and why

3. Get organized

4. Provide clarity of expectations

5. Collect evidence and data

6. Gather input 

7. Know how you view evaluations

8. No surprises & Performance Concerns

9. Coach all for growth

10. Fake it ‘til you make it



1. Know Your CBA
• How many different CBAs?  

• Certificated
• Paraeducator
• Office support
• Professional Technical 

• Which evaluation form?  Depends on CBA
• ESA-4 tier with rubric or traditional format
• Instructional coach/coordinator/facilitator/TOSA

• Timelines for observations, feedback, evaluation meetings, etc.
• Get in, get it done, get out-what does CBA say for timing of feedback 

& mtg 
• Timeline for notification a lower rating than prior year?



POLL HERE
Who do you evaluate?

A. Co-evaluate with principals or input only
B. ESAs only

C. ESAs and some or all sped teachers
D. Sped teachers only

E. Sped admin team member(s) only
F. Other 



2. Know Who You Evaluate…and Why
• Workload of sped admin (depth and breadth of your role)

• Many hats 
• Regardless of the size of district

• If principal doesn’t have ownership of staff-ownership of students?
• If not now, request/advocate plan to change evaluators
• Co-evaluate
• Resources for principals

• Look-for’s
• Sample questions



Sage Advice
“Walk-throughs with other administrators to 

view a lesson in progress and to have 
collaborative conversations about what 
each of us observed. This also included 

specific conversations about how an 
observed item might be coded in Domain 1 

and Domain 3. I particularly enjoyed 
conversations with other administrators 
about how the Domains applied to ALL 

students in ALL classrooms. The time we 
spent collaborating and discussing items on 

Danielson helped other administrators 
understand UDL and how to hold teachers 

accountable for all students.”

“I really try to pretend that the kiddos are 
my own which adds a different lens when 

using an evaluation rubric. When I first 
became an admin, I used to partner 

frequently with another admin (any admin I 
could find), do a pop in a 

classroom/therapy room, take detailed 
observation notes and then code them. I 
would learn from them, and they would 
learn from me. Our staff didn’t know we 
were doing this and then we’d shred our 

notes.” 

“Encourage principals to refer to the IEP of one 
student on the teacher’s case load for a learning 
walk, looking for application of the goals, data 
collection, etc.”



Sample Questions-ESA





3. Get Organized
1. Calendar-Chunk the work

• 1st round observations
• 90-day evaluations
• 2nd round observations
• Evaluation report writing
• Evaluation meetings

2. Set up system to organize documents, evidence, etc.
• One Note, folders in your cloud

3. Create your templates & save for future use-systematize (Lean 
language is “standard work” - don’t have to re-think annually.)





“I work closely with my admin assistant to outline timeline expectations for scheduling of each 
evaluation component (first and second-round observations, professional growth meetings three 
times a year, requesting input, deadlines for receiving input, final evaluation meetings, etc.). This 
year, it’s been super helpful to convert to keeping all supporting documents in folders on Google 
Drive. My admin assistant has set up a folder for me that includes individual folders for every 
person I evaluate, and everything related to that person (their input forms, evals and IEPs that 
will be reviewed for their evaluation, observation notes, relevant emails throughout the year, 
building admin input, the evaluation itself, etc.) is saved in their folder. Previously we’ve done 
everything on paper in hard copy file folders; I don’t think I’ll ever go back.”



4. Provide Clarity of Expectations

• Ways to provide clarity
• Dept handbook
• Dept communications
• Dept meetings
• 1:1 meetings
• Written documentation

Chat-examples of clarity staff 
benefit from



5. Collect Evidence & Data
1. Observations

• 2 different types, such as 1 therapy session and 1 parent mtg
2. Compliance Data

• Meeting timelines 
• Completing progress reports
• Meeting dept expectations, i.e. locking documents

3. Review a sampling evaluations reports and IEPs
4. Ensure specifics and evidence for all ratings below AND above 

standard (substantiate your rating)



6. Gather Input
• From the staff member

• Self-assess with cited evidence
• Highlight on the rubric

• Input collection questions

• From Principals
• Staff love reading quotes from their principal(s), like comments 

on a report card
• TIP: email principals prompts for their input, be clear you may 

quote in evaluation and if principal is uncomfortable with that, 
have a conversation.  

“Make sure your staff input form aligns to 
your department/district priorities. For us, 
those priorities are inclusion and equity. 
Asking staff for feedback on how they 
support those priorities in their work helps 
to reinforce our expectations and 
highlight/celebrate our staff members’ 
efforts in these areas (or to identify areas 
for growth).”









7. Know how you view evaluations
• RCW
• Check the box
• Growth
• Thanks
• Move on
• All of the above
• Other

***Not a one-time thing

Take 2 minutes to reflect on how you can 
improve, this year or as you begin next year.

• Complete all on time
• Provide more coaching for growth
• Provide more appreciation and 

acknowledgement
• Who will work to improve or move on



8. No Surprises & Performance Concerns
• Be timely, just like with students-proximity to the behavior will have 

greater impact
• Don’t hold it for the observation feedback or evaluation meeting

• Thursday afternoon
• Provide specifics
• Broad areas…such as communication, collaboration
• Show care while making sure your message is heard
• Ask a confidential colleague (maybe your boss) to read and provide 

feedback 
• TIP: write up your meeting notes before the meeting (talking points) and 

bring 2 copies (decide in the moment if you provide a copy during or at 
the end or email after)



9. Coach all for growth

1. Professional Goals
• Prompt for link to district and dept goals
• Aim high-do not accept base 

expectations
2. Professional Growth Option (PGO) aligned 

to project need
3. Provide valuable and specific feedback
4. Coach all to next level-next self

• Build off their passions and troubles



10. Fake it ‘til you make it
• Review prior evaluations of your staff
• Reflect on what you would want if roles reversed
• Attend PD, e.g., school psych conference
• Lean into trusted professionals in your district or outside
• Confer with other directors and/or ESD

“Learn the role of those that you evaluate – I was solid on expectations and what I was looking 
for when observing and evaluating school psychs, but even though I had worked closely with SLPs 

my entire career, I realized when I started evaluating them that I did not have a full 
understanding of what they actually did. I’ve spent a great deal of time learning more, including 
attending PD sessions relevant to the field and asking lots of questions of those that I know are 
highly skilled practitioners. I think that staff are more receptive to feedback from those that can 

“speak the language” and those that they know are really seeking to understand.”



Resources
• 13 Employee Performance Review Tips That Actually Improve 

Performance

• Enhancing Professional Practice by Danielson

• Learning Focused Supervision by Lipton and Wellman

https://www.quantumworkplace.com/future-of-work/13-performance-review-tips-that-actually-improve-employee-performance
http://www.ascd.org/Publications/Books/Overview/Enhancing-Professional-Practice-A-Framework-for-Teaching-2nd-Edition.aspx
https://www.miravia.com/products/learning-focused-supervision/


Breakout Room Time

1. Continued conversation with Jennifer
2. What tips do you have? Talk with colleagues about evaluating 

certificated staff/work with building leaders.
3. What tips do you have? Talk with colleagues about evaluating 

ESAs and paraeducators/work with building leaders.
4. Take time for personal reflection, dig into resources, or action 

steps.



Take a Moment …Next Steps …

A note to yourself A note in the chat box if 
you don’t mind sharing



Meeting Calendar

• Zoom (8:30 until 10:00 a.m.)
• May 13th

• June 3rd

• Topics for upcoming meetings?
• Clock hours/evaluations
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