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Weld RE-5J Evaluation System



SECTION 1

With the passage of Senate Bill 10-191 (S.B. 191) during the 2010 
legislative session, Colorado embarked upon a sweeping revision 
of its approach to evaluating the performance of Principals, Teach-
ers, and other licensed education professionals.  All Colorado dis-
tricts and BOCES must implement an evaluation system that 
aligns with the teacher and principal Quality Standards and the 
State Board Rules by July 2013.  SB 191 requires:

• Annual evaluations for all teachers and principals

• Evaluation based on statewide Quality Standards defining 
what it means to be an effective teacher or principal; the profes-
sional practice Quality Standards account for half of an educator's 
annual evaluation.

• The other half of an educator's annual evaluation is based on 
the Quality Standard that measures student learning over time.

• Non-probationary status (tenure) is earned after three con-
secutive years of demonstrated effectiveness.

• Non-probationary status is lost after two consecutive years 
of ineffective ratings

S.B. 191 was designed to make the licensed educator evaluation 
process more comprehensive, professionally useful, and focused 

on student achievement.   S.B. 191 requires that Colorado school 
districts transform current evaluation processes that focus primar-
ily on compliance into more rigorous and supportive processes 
that provide for continuous professional learning and improve-
ment.  Anticipating that the development of high quality, rigor-
ous, fair and equitable evaluation systems would be arduous and 
therefore could pose challenging for some of Colorado’s districts, 
the Colorado Department of Education (CDE) has created a model 
system that was made available to all school districts in the state.  
The Weld Re-5J School District has adopted the state’s model sys-
tem and will use this system beginning with the 2013-14 school 
year.  

Purposes of the Evaluation

The basic purposes of this system are:

• To ensure that all licensed personnel are evaluated using multi-
ple, fair, transparent, timely, rigorous, and valid methods, fifty 
percent of which evaluation is determined by the academic 
growth of their students;

Overview
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• To ensure that all licensed personnel receive adequate feedback 
and professional development support to provide them a mean-
ingful opportunity to improve their effectiveness; and

• To ensure that all licensed personnel are provided the means to 
share effective practices with other Educators throughout the 
state.
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SECTION 2

Teachers will be evaluated on student growth outcomes as well as 
their demonstrated performance against the Teacher Quality Stan-
dards, including their ability to attain positive outcomes for the 
students they touch.  The use of Professional Performance Plans 
will guide their professional planning, goal-setting, professional 
development, and evaluation criteria.  The Evaluation System for 
Colorado Teachers includes the following components:

1.   The Statewide Definition of Effective Teaching

All Districts are required to use the following definition of an Effec-
tive Teacher. 

Effective Teachers in the state of Colorado have the knowledge, 
skills, and commitments that ensure equitable learning opportuni-
ties and growth for all students. They strive to close achievement 
gaps and to prepare diverse student populations for postsecon-
dary success. Effective Teachers facilitate mastery of content and 
skill development, and identify and employ appropriate strategies 
for students who are not achieving mastery. They also develop in 
students the skills, interests and abilities necessary to be lifelong 
learners, as well as skills needed for democratic and civic participa-
tion. Effective Teachers communicate high expectations to stu-
dents and their families and find ways to engage them in a mutu-
ally supportive teaching and learning environment. Because effec-
tive Teachers understand that the work of ensuring meaningful 

learning opportunities for all students cannot happen in isolation, 
they engage in collaboration, continuous reflection, on-going learn-
ing and leadership within the profession.

2.   The Colorado Teacher Quality Standards and Their Related 
Elements and Artifacts

The Colorado Teacher Quality Standards outline the knowledge 
and skills required of an effective Teacher and will be used to 
evaluate Teachers in the state of Colorado.  The Weld Re-5J School 
District has adopted the Colorado Teacher Standards and will base 
evaluations of licensed classroom Teachers on the full set of 
Teacher Quality Standards and associated detailed Elements in-
cluded below to be able to report the data required to the Colo-
rado Department of Education.

Quality Standard I: Teachers demonstrate mastery of and peda-
gogical expertise in the content they teach.

The elementary Teacher is an expert in literacy and mathematics 
and is knowledgeable in all other content that he or she teaches 
(e.g., science, social studies, arts, physical education, or world lan-
guages). The secondary Teacher has knowledge of literacy and 
mathematics and is an expert in his or her content endorsement 
area(s).

Evaluation System Components
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Element a: Teachers provide instruction that is aligned with the 
Colorado Academic Standards; their District’s organized plan of 
instruction; and the individual needs of their students.

Element b: Teachers demonstrate knowledge of student literacy de-
velopment in reading, writing, speaking and listening.

Element c: Teachers demonstrate knowledge of mathematics and un-
derstand how to promote student development in numbers and op-
erations, algebra, geometry and measurement, and data analysis 
and probability.

Element d: Teachers demonstrate knowledge of the content, central 
concepts, tools of inquiry, appropriate evidence-based instructional 
practices and specialized character of the disciplines being taught.

Element e: Teachers develop lessons that reflect the interconnected-
ness of content areas/disciplines.

Element f: Teachers make instruction and content relevant to stu-
dents and take actions to connect students’ background and contex-
tual knowledge with new information being taught.

Quality Standard II: Teachers establish a safe, inclusive and re-
spectful learning environment for a diverse population of students.

Element a: Teachers foster a predictable learning environment in the 
classroom in which each student has a positive, nurturing relation-
ship with caring adults and peers.

Element b: Teachers demonstrate a commitment to and respect for 
diversity, while working toward common goals as a community 
and as a country.

Element c: Teachers engage students as individuals with unique in-
terests and strengths.

Element d: Teachers adapt their teaching for the benefit of all stu-
dents, including those with special needs across a range of ability 
levels.

Element e: Teachers provide proactive, clear and constructive feed-
back to families about student progress and work collaboratively 
with the families and significant adults in the lives of their stu-
dents.

Element f: Teachers create a learning environment characterized by 
acceptable student behavior, efficient use of time, and appropriate 
intervention strategies.

Quality Standard III: Teachers plan and deliver effective instruc-
tion and create an environment that facilitates learning for their stu-
dents.

Element a: Teachers demonstrate knowledge of current developmen-
tal science, the ways in which learning takes place, and the appro-
priate levels of intellectual, social, and emotional development of 
their students.
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Element b: Teachers plan and consistently deliver instruction that 
draws on results of student assessments, is aligned to academic 
standards, and advances students’ level of content knowledge and 
skills.

Element c: Teachers demonstrate a rich knowledge of current re-
search on effective instructional practices to meet the developmen-
tal and academic needs of their students.

Element d: Teachers thoughtfully integrate and utilize appropriate 
available technology in their instruction to maximize student learn-
ing.

Element e: Teachers establish and communicate high expectations 
for all students and plan instruction that helps students develop 
critical-thinking and problem solving skills.

Element f: Teachers provide students with opportunities to work in 
teams and develop leadership qualities.

Element g: Teachers communicate effectively, making learning objec-
tives clear and providing appropriate models of language.

Element h: Teachers use appropriate methods to assess what each 
student has learned, including formal and informal assessments, 
and use results to plan further instruction.

Quality Standard IV: Teachers reflect on their practice.

Element a: Teachers demonstrate that they analyze student learn-
ing, development, and growth and apply what they learn to im-
prove their practice.

Element b: Teachers link professional growth to their professional 
goals.

Element c: Teachers are able to respond to a complex, dynamic envi-
ronment.

Quality Standard V: Teachers demonstrate leadership.

Element a: Teachers demonstrate leadership in their schools.

Element b: Teachers contribute knowledge and skills to educational 
practices and the teaching profession.

Element c: Teachers advocate for schools and students, partnering 
with students, families and communities as appropriate.

Element d: Teachers demonstrate high ethical standards.

Quality Standard VI: Teachers take responsibility for Student Aca-
demic Growth.

Element a: Teachers demonstrate high levels of student learning, 
growth and academic achievement.

Element b: Teachers demonstrate high levels of Student Academic 
Growth in the skills necessary for postsecondary and workforce 
readiness (See Appendix A), including democratic and civic partici-
pation. Teachers demonstrate their ability to utilize multiple data 
sources and evidence to evaluate their practice, and make adjust-
ments where needed to continually improve attainment of Student 
Academic Growth.
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3.   Measurement Framework

The Teacher evaluation system is intended to provide support, in-

centives, and rewards for Teachers as they engage in the challeng-

ing work of enabling and empowering students to learn. The 
Teacher effectiveness definition and Colorado Teacher Quality Stan-
dards provide clear guidance about state priorities for effective 

teaching. The use of multiple 
measures for Teacher per-
formance and guidelines for 
ensuring that these measures 
are of high quality will pro-
vide a more accurate picture 
of the Teacher’s professional 
practice and impact on stu-
dent growth. The use of per-
formance standards to rate 
Teacher performance allows 
more precision about profes-
sional expectations, identifies 
those Teachers in need of im-
provement, and recognizes 
performance that is of excep-
tional quality.

4.   Procedures for Conduct-
ing Evaluations

Probationary Teachers will 
receive at least two docu-
mented observations and at 
least one evaluation that re-
sults in a written evaluation 
report each academic year.  
Non-probationary Teachers 
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The measurement framework (see Exhibit1) emphasizes the use of high-quality measures that result in a body of evidence concerning a Teacher’s 
performance, and includes:

• Measures of professional practice (Standards I-V) selected by the district that meet state technical guidelines, including formal observations plus 
at least one other measure.

• Multiple measures of student academic growth (Standard VI) that are appropriate for the Teacher’s teaching assignment, that represent the best 
available assessments for that assignment, that also include growth outcome scores shared among groups of Teachers, and that meet state techni-
cal guidelines (see Exhibit 2).

• Procedures for prioritizing or weighting measures of performance that ensure that measures of student growth/outcomes represent at least 50 
percent of total performance and are prioritized by technical quality, and that measures of professional practice are prioritized by local objec-
tives.



will receive a written evaluation report each academic year.   The 
written evaluation report will include fair and reliable measures of 
the Teacher’s performance against the Colorado Teacher Quality 
Standards and be used to rate a Teacher as either highly effective, 
effective, partially effective, or ineffective.  Teachers shall receive a 
written evaluation report at least two weeks before the last class 
day of the school year.

Our District’s Evaluation System for Teachers is built upon the 
state’s definition of an effective Teacher and the standards associ-
ated with the definition.  The Teacher evaluation system consists of 
nine steps, beginning with training and ending with the develop-
ment of professional growth goals and an individual professional 
growth plan for the subsequent year. Exhibit 3 provides an annual 
timeline for completion of each of these steps. Exhibit 4 explains 
the responsibilities for the Principal and the Teacher before, dur-
ing, and after each step in the evaluation process.

5.   Rubric for Evaluating Teachers

Determining the Teacher’s professional practices rating is a process 
that involves determining the ratings for individual elements and 
standards and using those ratings to determine the overall rating 
on professional practices The Rubric for Evaluating Teachers is the 
scoring framework that assigns teachers to performance standards 
based on their measured performance and is described in detail in 
the Appendix of this document beginning on page 14.    
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6.   Performance Standards

The Teacher evaluation system utilizes four performance standards: Highly Effective, Effective, Partially Effective, and Ineffective. The status 
implications described below apply for each Teacher Performance Evaluation Rating.



CHAPTER 2
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Appeals Process



The following requirements shall apply to the appeal process devel-
oped by the Weld Re-5 School District for a non-probationary 
Teacher to appeal a second consecutive Performance Evaluation 
Rating of ineffective or partially effective.  For purposes of the ap-
peal process, a rating of ineffective and a rating partially effective 
carry the same consequence; a Teacher shall lose non-probationary 
status after receiving two consecutive ratings of either ineffective 
or partially effective.  The appeal process shall allow for a final de-
termination of the appealing Teacher’s Performance Evaluation 
Rating and a final determination of whether that Teacher retains 
non-probationary status; it shall not serve the purpose of determin-
ing employment and/or termination.   

Beginning with the 2015-16 academic school year, the Weld Re-5J 
School District shall ensure that a non-probationary teacher who 
objects to a second consecutive Performance Evaluation Rating of 
ineffective or partially effective has an opportunity to appeal that 
rating. 

The appeal process shall adhere to the following principles: 

1. The appeal process shall be appropriate to the size and location 
of the School District; 

2. The appeal process shall be fair and clearly communicated to 
Teachers, evaluators, Principals, and, where appropriate, stu-
dents and parents of students; 

3. The appeal process shall be a component of a larger system de-
signed to increase the number of educators able to be successful 
rather than provide excuses for failure; 

4. The appeal process shall be clearly connected to the School Dis-
trict’s educator evaluation process; and 

5. The appeal process shall be constructed to produce appeals deci-
sions in a timely and decisive manner; 

The appeal process shall be developed, where applicable, through 
collective bargaining. 

The appeal process shall be voluntary for a Teacher, and initiated 
only if he or she chooses to file an appeal. At a minimum, the ap-
peal process provided shall allow the non-probationary teacher to 
appeal the rating of ineffectiveness to the superintendent of the 
School District and shall place the burden upon the non-
probationary Teacher to demonstrate that a rating of effective was 
appropriate. 

The appeal process shall begin on the date that a teacher receives 
his or her second consecutive Performance Evaluation Rating of in-
effective or partially effective and shall conclude no more than 
forty-five (45) calendar days after he or she receives the Perform-
ance Evaluation Rating. A Teacher shall file an appeal within fif-
teen (15) calendar days after receiving his or her rating. These time 
requirements may be waived, by mutual agreement of both the 
teacher and the School District.    

A Teacher is permitted only one appeal for the second consecutive 
Performance Evaluation Rating of ineffective or partially effective.  
A Teacher filing an appeal shall include all grounds for the appeal 
within a single written document. Any grounds not raised at the 
time the written appeal is filed shall be deemed waived. 

The grounds for an appeal shall be limited to the following: 
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1. The evaluator did not follow evaluation procedures that adhere 
to the requirements of statute and rule and that failure had a ma-
terial impact on the final Performance Evaluation Rating that 
was assigned (e.g., an observation was never completed or feed-
back was never shared with the Teacher); and/or 

2. The data relied upon was inaccurately attributed to the Teacher 
(e.g., data included in the evaluation was from students for 
whom the Teacher was not responsible).  

Any documents and/or proceedings related to the appeal process 
shall be confidential. 

Review Panel and Process

The Colorado Department Education has included in the State 
Model System a model appeal process for a non-probationary 
Teacher to appeal a second consecutive Performance Evaluation 
Rating of ineffective or partially effective.  The Weld Re-5J School 
District has adopted the State Model System and has agreed to use 
the model appeal process that incorporates the use of a review 
panel which shall include the following components. 

1. The review panel shall serve in an advisory capacity to the su-
perintendent. The superintendent shall be the final decision-
making authority in determining the Teacher’s final Perform-
ance Evaluation Rating 

2. The review panel shall be comprised of members that were not 
directly involved in the evaluation process for the appealing 
Teacher, employed at the appealing Teacher’s school, nor related 
to the appealing Teacher. The superintendent will not be a mem-
ber of the review panel. 

3. All panelists appointed by the District and Association (adminis-
trators and teachers) shall be trained regarding the evaluation 
and appeal procedure. The panel shall be comprised of three 
teachers and three administrators. The association will select the 
teachers to serve on the panel.

4. The appealing Teacher shall be given the opportunity to address 
and provide evidence to the review panel in person or in writ-
ing. The review panel shall review any written information 
provided by the appealing Teacher prior to meeting to render a 
recommendation.   

5. The review panel may invite the Teacher or Teacher’s Principal 
to present in person or in writing where clarification is neces-
sary; however, the Teacher and Principal shall have the right of  
refusal without prejudice.   

6. In the model process, in order to overturn a rating of ineffective 
or partially effective, the panel must unanimously find that the 
rating of ineffective or partially effective was inaccurate, with 
the potential for submission of a majority opinion to the superin-
tendent if the panel is not able to reach unanimous consent. 

7. The superintendent shall be the final decision-making authority 
in determining a Teacher’s final Performance Evaluation Rating 
and whether a non-probationary Teacher shall lose his or her 
non-probationary status. The superintendent shall provide a 
written rationale for his or her final determination. 

If the superintendent determines that a rating of ineffective or par-
tially effective was not accurate but there is not sufficient informa-
tion to assign a rating of effective, the Teacher shall receive a “no 
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score” and shall not lose his or her non-probationary status. How-
ever, if in the following academic school year that Teacher receives 
a final Performance Evaluation Rating of ineffective or partially ef-
fective, this rating shall have the consequence of a second consecu-
tive ineffective rating and the Teacher shall be subject to loss of non-
probationary status.

The appeal process shall be the final determination in regard to the 
final Performance Evaluation Rating and loss or retention of non-
probationary status.
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