
  

Letter of Agreement 
Article VI Replacement 

 
The Bremerton School District and the Bremerton Education Association agree to 
the replacement of Article VI of the collective bargaining agreement and the prior 
Letter of Agreement, Article VI Replacement, for teachers transitioning to the new 
evaluation system for the duration of this Agreement.  

 
 

VI. EMPLOYEE EVALUATION 
 

SECTION A.  Purpose and Principles 
 

1. We believe professional development in the Bremerton School District is 
rooted in the intrinsic desire to be a life-long learner and provide quality 
learning experiences for all students.  The goal of supervision and 
evaluation is to promote professional growth in a supportive environment 
with clear performance expectations.  The evaluation process should foster 
a culture of continuous improvement based on substantive feedback, early 
intervention, conversation, and written narrative.  Professional growth and 
performance is assessed using Center for Educational Leadership 5D+ 
(CEL 5D+ Framework) or professional standards, developed cooperatively 
with district and non-typical certificated groups. 

 
2. Certificated educators want to improve their professional skills and their 

students’ learning.  Therefore, our evaluation system will: 
a. Reflect the stages of professional growth and cycle of inquiry (See 

Appendix I);  
b. Provide opportunities for self-reflection; 
c. Recognize accomplishments and exemplary performance; 
d. Encourage professional growth and guide staff development; and 
e. Provide for reciprocal accountability. 

 
3. Our evaluation system will be: 

a. Framework or standards-based; 
b. Interactive and collaborative in nature; 
c. Reflective of different expectations for different job categories; and 
d. Legal and supportive of certification requirements and termination 

processes. 
 
4. There will be coordinated training for staff and administrators about the 

evaluation process. 
 
 
 
 



  

SECTION B.  Evaluation Types 
 
1. There shall be two types of evaluation processes:  

a. Comprehensive Evaluation:  A comprehensive evaluation must be 
completed once every four (4) years.  A comprehensive evaluation 
assesses all CEL 5D+ Framework or professional standards, which 
contribute to the summative performance rating.   

b. Focused Evaluation:  In years when a comprehensive evaluation is not 
required, a focused evaluation must be conducted.  A focused 
evaluation must include an assessment of one of the identified CEL 5D+ 
Framework or professional standards. The evaluator must approve the 
selected professional standard.   

i. The focused evaluation for CEL 5D+ Framework will include the 
student growth measures of the selected criterion.  If criterion 3, 
6 or 8 is selected, evaluators will use those student growth 
rubrics.  If criterion 1, 2, 4, 5 or 7 is selected, evaluators will use 
criterion 3 or 6 for student growth rubrics. 

ii. Non-typical certificated staff (not on CEL 5D+ Framework) will 
include measurable growth goals aligned to the appropriate 
professional standards. 

All evaluations shall be conducted in a manner consistent with state law 
and regulations. 

 
2. Every fourth year, an employee will be evaluated using the Comprehensive 

process. 
 
3. If an administrator wants to change evaluation type from Focused to 

Comprehensive for probationary purposes, the evaluator must identify 
areas of concern using the CEL 5D+ Framework rubric and/or appropriate 
professional standards rubric.   
a. The evaluator will meet with the employee to review concerns and 

develop a reasonable program for improvement. (Reference Section I: 
Performance Ratings and Probation.)   

b. Written documentation will be provided to the employee, Association 
President and Human Resources Supervisor. 

  
4. The first observation for a certificated staff member new to the District shall 

be made within the first ninety (90) calendar days of commencement of their 
employment. A formal observation of at least thirty (30) minutes duration is 
required.  The observation scripts will be sent to the employee and the 
Human Resources Supervisor within ten (10) working days of the 
observation. The remaining observations will follow the procedures for 
Comprehensive evaluations and be completed by May 15 of the school 
year. 
 



  

SECTION C.  Responsibility for Evaluation 
 
1. Itinerant certificated special services employees assigned to special 

education and state institution programs (Occupational Therapists, 
Physical Therapists, Speech Language Pathologists, Psychologists) shall 
be evaluated cooperatively by a district special education administrator and 
the building administrator.   

  
2. Certificated staff members assigned to the Career and Technical Education 

(CTE) program shall be evaluated by the administrator in charge of CTE 
and/or the building administrator.   

 
3. Certificated staff members assigned to more than one building shall be 

evaluated by the principal or assistant principal of their primary assignment 
building, in consultation with the administrator(s) of the other building(s). 
 

4. All other certificated staff members/support personnel shall be evaluated by 
the principal or designated administrator of the building where they are 
assigned. 

 
5. Any observation conducted for the purpose of collecting evidence for the 

summative performance rating is considered a formal observation.  Formal 
observations require a minimum of fifteen (15) minutes, with script given to 
employee within ten (10) working days.  In lieu of scripts, appropriate 
artifacts can be used as evidence for Professional Collaboration and 
Communication Dimension indicators. 
 

SECTION D.  General Evaluation Procedures 
 

1. Each school year the evaluation process begins with the teacher completing 
a self-reflection based on using CEL 5D+ Framework Teacher Evaluation 
Rubric or appropriate professional standards. All self-evaluation tools are 
for the sole purpose of discussion with the employee’s evaluator and remain 
the property of the employee, unless the employee chooses to share a copy 
with his or her evaluator.   

 
2. Procedures specific to CEL 5D+ Framework 

a. Criterion Performance Scoring: 
Each criterion shall be rated based on the components in that criterion 
using a preponderance of the evidence collected throughout the year.   

b. Evidence:  
The district philosophy through the adopted CEL 5D+ Framework is 
intended to seek evidence through observation.  It is in the spirit of this 
framework philosophy, that the classroom teacher and evaluator will put 
the focus on observational evidence rather than artifacts.   

c. Comprehensive Evaluation Scoring: 



  

A classroom teacher shall receive a summative performance rating for 
each of the eight (8) state evaluation criteria.  The overall summative 
score is determined by totaling the eight (8) criterion-level scores as 
follows: 

 8-14  Unsatisfactory 
15-21  Basic 
22-28   Proficient 
29-32   Distinguished 
 

The final summative score, including the student growth score, must be 
determined by an analysis of evidence.  The analysis will be based on a 
holistic assessment of the teacher’s performance over the course of the 
year.   

d. Student Growth Measures:   
At the beginning of the year, the teacher and evaluator shall discuss 
and agree upon student growth measures and student growth goals to 
be used for the year. Student growth data will be taken from multiple 
sources in the same school year, and must be appropriate and relevant 
to the teacher’s assignment.  Student achievement data that does not 
measure growth between two points in time shall not be used to 
calculate a teacher’s student growth criterion score.   

e. Student Growth Rubric:   
For a comprehensive evaluation, evaluators add up the raw score on the 
student growth components and the employee is given a score of low, 
average or high based on the rating categories below: 

 
5-12   Low 

13-17   Average 
18-20   High  

 
f. Low Student Growth Score: 

Within two months of receiving the low student growth score or at 
beginning of the following school year, whichever is later, one of the 
following must be initiated by the evaluator:  
i. examine student growth data in conjunction with other evidence 

including observations and other student and teacher information 
based on appropriate classroom, school, district and state-based 
tools and practices; 

ii. examine extenuating circumstances which may include one or more 
of the following: goal setting process; content and expectations; 
student attendance; extent to which standards, curriculum and 
assessment are aligned; 

iii. schedule monthly conferences focused on improving student growth 
to include one or more of the following topics: student growth goal 
revisions, refinement, and progress; best practices related to 



  

instruction areas in need of attention; best practices related to student 
growth data collection and interpretation; or 

iv. create and implement a professional development plan to address 
student growth areas. 

g. Focused Evaluation Scoring:  
The summative performance rating for the teacher on a Focused 
evaluation shall be the rating for the criterion selected that year, 
including any chosen student growth criterion.  A summative score is 
determined through the scoring of the instructional framework using 
preponderance of evidence and student growth rubrics for the criterion 
selected. If criterion 3, 6 or 8 is selected, evaluators will use those 
student growth rubrics.  If criterion 1, 2, 4, 5 or 7 is selected, evaluators 
will use criterion 3 or 6 for student growth rubrics.  Although a teacher 
will be required to demonstrate knowledge and skills on the student 
growth components, there will not be a separate student growth score 
for a focused evaluation.   

  
3. Procedures specific for non-typical certificated employees (Occupational 

Therapists, Physical Therapists, Speech Language Pathologists, 
Psychologists, Counselors/Interventionists, Library Media Specialists, 
Deans of Students, Teachers On Special Assignment) 
a. Performance Scoring: 

Each professional standard shall be rated based on the agreed upon 
rubric using a preponderance of the evidence collected throughout the 
year.   

 
Section E.  Provisional Status 
 
1. Provisional status for teachers is defined in RCW 28A.405.220. 

 
2. Teachers new to the profession or new to Washington public school 

teaching generally remain in provisional status for the first three years of 
their employment. Teachers new to the profession may be granted 
continuing status at the end of their second year.  
a. If a second year provisional teacher is rated proficient or distinguished, 

the employee may move to continuing contract status and Focused 
evaluation.  If a second year provisional teacher is rated unsatisfactory 
or basic, the employee may continue with a provisional status for one 
more year as determined by the evaluator. 

b. If a new teacher with less than two (2) years in one district in the 
Washington public school system moves from another district, the 
provisional status starts again. 

c. Teachers on continuing status in Washington public schools who move 
into a new district revert to provisional status for the first year of 
employment in the new district. 



  

Section F. Support for Basic and Unsatisfactory Employees 
 
1. As soon as it is perceived that a certificated employee’s performance may 

need additional support, intervention strategies shall be implemented. 
These may include: 
a. peer mentoring 
b. mentor teachers 
c. instructional coach 
d. Teacher On Special Assignment (TOSA) support 
e. professional development 
f. classroom visitation 
g. framework specialist 

 
 
Section G.  Inquiry Cycle 
 
1. See Appendix I for the Inquiry Cycle.   
 
2. During each school year, all certificated employees shall be observed for 

the purposes of collecting evidence within the Inquiry Cycle.  The Inquiry 
Cycle will occur twice within a school year.  
a. For certificated employees on the Comprehensive Evaluation, each 

inquiry cycle will include three (3) observations.  One (1) observation per 
school year may be outside the instructional setting. 

b. For certificated employees on the Focused Evaluation, each inquiry 
cycle will include two (2) observations.  

c. The total observation time for each employee during each school year 
shall not be less than sixty (60) minutes.  Each observation must be a 
minimum of fifteen (15) minutes.  

 
3. New employees shall be observed at least once for a total observation time 

for a minimum of thirty (30) minutes during the first ninety (90) calendar 
days of their employment period.  

 
4. The employee and evaluator shall meet for a pre-inquiry conference by 

October 31st to discuss/determine area(s) of focus and student growth 
goals.   This can be done in a group setting with other employees.  The 
employee and evaluator shall meet for a post-inquiry/pre-inquiry conference 
by February 15th.   Employee and evaluator will meet for second post inquiry 
conference prior to the May 15th summative scoring deadline. 

 
5. For formal observations, the principal or other evaluator shall provide 

documentation of the evidence observed to the employee within ten (10) 
working days.   

 



  

6. The evaluator may conduct additional informal, unscheduled observations 
above and beyond these formal observations.  Any significant concerns 
determined by the evaluator shall be communicated in writing to the 
employee as soon as possible or within ten (10) working days. 

 
SECTION H.  General Evaluation Procedures 
 
1. Certificated staff members are subject to evaluation in their total 

assignment, but will not be placed on probation or a plan of improvement 
based on knowledge of content or curriculum when the staff member is 
assigned a subject outside his or her certificated endorsement or outside of 
the subjects, curriculum or grade levels the teacher has taught in recent 
years.  Staff members will not be evaluated on tasks or activities that fall 
outside the employee’s contractual responsibilities. 
 

2. No evaluation will be made without following the minimum observation 
and/or monitoring as stated herein. Employee and evaluator will schedule 
the initial observation. Subsequent observations are not required to be 
scheduled.  

 
3. Any reports, complaints, comments, data or observations submitted to an 

evaluator by a third party shall be substantiated by the evaluator before 
being referenced in the written comments section of an evaluation report. 
 

4. The process of evaluation is subject to the grievance procedure of this 
Agreement.  The actual evaluation finding is not a grievable matter. 
 

5. Nothing in this evaluation Article shall prohibit groups of certificated staff 
members from working with their administrators in mutually seeking and 
implementing innovative evaluation procedures, provided all provisions of 
this Article are followed. 
 

6. All evaluations and evaluation conferences are to be completed annually.  
Such evaluations and conferences are to be completed no later than May 
15 of the year in which the evaluation takes place. 
 

7. After receiving an evaluation report which will be placed in the employee’s 
personnel file, the certificated staff member may submit signed comments 
concerning his/her evaluation report which shall be attached to the report in 
his/her personnel file. 
 

8. If the administrator contemplates recommending that a certificated staff 
member be placed on probation, a complete Comprehensive evaluation 
report shall be given to the employee at least ten (10) working days before 
the recommended probation period begins. Probation shall be administered 
in accordance with state law in Article VI Section I. 



  

 

9. Employees receiving an Unsatisfactory or Basic on an overall 
Comprehensive evaluation may request an intervention to be jointly 
developed and monitored by the employee and the evaluator.  The 
employee shall receive written feedback on progress toward improvement.  
An employee may request an Association member also attend any meeting 
to discuss this feedback. 
 

10. Within the scope of the adopted evaluative criteria, all employees shall be 
guaranteed the right and accept the responsibility to use multiple 
instructional modalities and techniques in delivery of instruction as 
appropriate to meet individual needs of students.  Any employee may 
challenge a perceived lack of permissible flexibility in instructional 
modalities and techniques by discussions in pre-conference and post-
conference meetings with his or her evaluator.  (See also Article IV, Section 
C.) 

 
SECTION I.   
 
1. The evaluating administrator shall complete the Comprehensive 

Summative Performance Rating and deliver one copy to the employee and 
one copy to Human Resources Supervisor no later than May 15th of each 
school year. 

 
2. Basic is not to be considered a negative mark for evaluation purposes 

unless it becomes a perpetual mark that characterizes lack of effort towards 
improvement.   

 
3. When an area of deficiency has been identified, the evaluator must address 

the criteria of concern(s) with the employee, allowing time to make 
appropriate changes/growth before a final Summative Performance Rating 
is completed.  

 
4. All performance ratings are derived from a preponderance of evidence 

based on rubric language.  Rubric language will guide the improvement 
required. 

 
5. At any time after October 15th, an employee whose work is not judged to 

be satisfactory based on district evaluation criteria shall be notified in writing 
of the specific areas of deficiencies.  The evaluator and employee will create 
a reasonable program for improvement. The Comprehensive Summative 
Evaluation performance ratings that require a reasonable program for 
improvement are: 

a. Unsatisfactory; or  
b. Basic if the classroom teacher is a continuing contract employee with more 

than five (5) years of teaching experience and if the Basic Comprehensive 



  

Evaluation performance rating has been received for two (2) consecutive 
years or for two (2) years within a consecutive three (3) year time period. 

i. During the period of probation, the employee may not be transferred 
from the supervision of the original evaluator. A probationary period 
of sixty (60) school days shall be established. Days may be added if 
deemed necessary to complete a program for improvement and 
evaluate the probationer's performance, as long as the probationary 
period is concluded before May 15th of the same school year. The 
probationary period may be extended into the following school year 
if the probationer has five (5) or more years of teaching experience 
and has a Comprehensive evaluation performance rating as of May 
15th of Unsatisfactory.  

ii. The purpose of the probationary period is to give the employee 
opportunity to demonstrate improvements in his or her areas of 
deficiency.   

(a) During the probationary period the evaluator shall meet with 
the employee at least twice monthly to supervise and make a 
written evaluation of the progress, if any, made by the 
employee.  

(b) The evaluator may authorize one (1) additional certificated 
evaluator to evaluate the probationer and to aid the employee 
in improving his or her areas of deficiency.  

(c) The probationer may request that an additional certificated 
evaluator assigned by the Olympic Educational Service 
District selected from a list of evaluation specialists. 

(d) The probationer must be removed from probation if he or she 
has demonstrated improvement to the satisfaction of the 
evaluator in those areas specifically detailed in his or her initial 
notice of deficiency and subsequently detailed in his or her 
program for improvement.  

(e) Lack of necessary improvement during the established 
probationary period, as specifically documented in writing with 
notification to the probationer, constitutes grounds for a 
finding of probable cause under RCW 28A.405.300 or 
28A.405.210. 

c. When a continuing contract employee with five (5) or more years of 
experience receives a Comprehensive Summative Evaluation performance 
rating below Level 2 for two (2) consecutive years, the school district shall, 
within ten (10) days of the completion of the second Comprehensive 
Summative Evaluation or May 15th, whichever occurs first, implement the 
employee notification of discharge as provided in RCW 28A.405.300. 

d. Immediately following the completion of a probationary period that does not 
produce performance changes detailed in the initial notice of deficiencies 
and program for improvement, the employee may be removed from his or 
her assignment and placed into an alternative assignment for the remainder 
of the school year.  



  

 
SECTION J.  Evaluation Criteria for Non-Typical Certificated Groups 
 
1. The appropriate professional are either in a pilot stage or not yet developed 

for non-typical certificated groups. For the 2015-2016 school year only, all 
parties shall choose an appropriate Professional Growth Plan goal 
approved by their evaluator to include student growth goals.  The parties 
will meet throughout the 2015-2016 school year to review the efficacy of 
and/or create rubrics based on professional standards. The parties will 
submit rubrics for district approval/adoption for use during the 2016-2017 
school year.   

a. When creating/refining rubrics, every effort should be made to align 
appropriately with the CEL 5D+ framework. 
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