
 Administrative Regulation 4117 
Teacher Probation and Evaluation 

Responsible Office:  Office of Human Resources 

REGULATION 

1. Purpose 

a. The purpose of the evaluation process is to foster professional growth, 
ensure the quality of teaching, and encourage collaborative conversations 
between a teacher and an administrator about teacher performance 
standards, a common set of expectations for teacher performance.  An 
evaluation should attempt to capture a teacher’s best work.  In addition, 
the evaluation serves as a process for the administrator to identify 
performance deficiencies, and a structure for the teacher to improve 
performance in order to meet professional standards. 

b. Effective teaching is described in four domains:  Planning and Preparation, 
Classroom Environment, Instruction and Professional Responsibilities.   
Teachers are evaluated on a four-point scale in the components and 
elements relevant to each domain.  The four points are: area of strength, 
proficient, target for growth and unsatisfactory.  The overall evaluation is 
designated either satisfactory or unsatisfactory. 

2. Probationary Period 

a. All teachers new to Nevada are on a probationary period during their first 
year of employment.  Three evaluations are required during this year, to 
be completed no later than December 1, February 1 and April 1. 

b. If a probationary teacher achieves three satisfactory evaluations in the 
first year of probation, as provided in NRS 391.3197, he or she will be 
granted post-probationary status.  A second year of probation may be 
required if the teacher does not achieve three satisfactory evaluations 
during the first year of probation. 

3. Post-probationary Evaluation Cycle 

a. Post-probationary teachers receive one performance evaluation per year, 
to be completed no later than April 1.   

b. Upon achieving post-probationary status, teachers enter a three-year 
cycle, which includes one major and two minor evaluations. 
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i. Major:  Two domains are evaluated, with a minimum of two formal 
observations, plus one additional source of data, such as IEP 
meetings, parent conferences, department meetings, PLC 
meetings, teacher interviews, etc., and frequent walk-through 
observations 

ii. Minor:  One domain is evaluated, with a minimum of one formal 
observation, plus one additional source of data, such as IEP 
meetings, parent conferences, department meetings, PLC 
meetings, teacher interviews, etc., and frequent walk-through 
observations 

c. Over the course of the three-year cycle, all four Domains of Teaching will 
be evaluated.   

d. The administrator will determine where in the evaluation cycle a post-
probationary teacher is to be placed.  A major evaluation may be 
appropriate when the teacher is new to the District, to the school, or to 
the subject or grade assignment, or when specific performance 
improvement is required.  A minor evaluation may be appropriate when 
the teacher has previously achieved satisfactory performance on a major 
evaluation, or when the administrator has a disproportionate number of 
major and probationary evaluations to complete. 

e. Post-probationary teachers who have satisfactorily completed a major 
evaluation may, with agreement of the administrator, enter a self-directed 
growth track for evaluation.  A specific plan for professional growth and 
achievement will be developed by the teacher and administrator.  The 
activities may include: 

i. Action research 

ii. Mentoring a new teacher 

iii. Peer coaching/learning partners 

iv. National Board Certification process 

v. Self-directed professional growth 

vi. Lead Teacher for a Student Intern 
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f. A teacher whose performance will not be evaluated as satisfactory in any 
area may be placed on a focused plan of assistance by the administrator.  
The specific deficiencies, required evidence of improvement, and 
resources for assistance will be specified in the plan.  Regular monitoring 
and feedback by the administrator will provide the teacher with ongoing 
status reports and opportunities for improvement prior to the evaluation 
deadline. 

4. Evaluation of Other Certified Employees 

a. Non-teaching certified employees (counselors, librarians, speech 
pathologists, etc.) will have evaluations following the same schedule and 
procedures as those for teachers, with domains that are appropriate to 
their areas of specialty. 

5. Evaluation Procedures 

a. By the end of the first month of the appropriate school year, the 
administrator will: 

i. Conduct a staff meeting to explain the process, any changes, 
review documents and answer questions from staff. The purpose of 
the orientation meeting is to introduce or review the appraisal 
instrument and the procedures involved.  Emphasis will be placed 
on the planned observation of positive teacher behaviors and on 
the idea that evaluations are done with, not to, the teacher in order 
to maintain high levels of performance and/or to bring about 
needed or desired improvement. 

ii. Individually: 

1. identify major/minor cycle for each teacher 

2. identify potential domains for each teacher (with input from 
the teacher) 

3. have each teacher conduct the self-evaluation before the 
goal-setting meeting 

b. By the end of the second month of the school year, the administrator will: 

i. Meet with each teacher to discuss goal setting  
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ii. Establish the observation schedule with each teacher 

c. To encourage a free and open exchange of ideas and a relationship 
conducive to continuous growth, the principal will meet with each teacher 
in a pre-evaluation conference.  The purpose of the conference is to 
enable the administrator and teacher to establish goals from the domains 
upon which the evaluation will focus.  The pre-observation conference will 
take place within five work days prior to the observation. 

d. Formal, structured classroom observations are required.  Additional 
sources of data may include IEP meetings, parent conferences, 
department meetings, PLC meetings, teacher interviews, etc.  Note:  
Different types of observations may be appropriate for non-classroom 
teachers. 

e. The post-observation conference must be held within five work days after 
the observation, and in addition to the meeting itself, the administrator’s 
documentation from the observation must be provided to the teacher.  A 
formal conference will be held after each classroom visit with an emphasis 
on the observed behaviors of students, particularly as they relate to areas 
targeted in the pre-observation conference. 

f. The written evaluation report must: 

i. Be drafted by the administrator and a copy personally and 
confidentially delivered to the teacher prior to the final evaluation 
meeting 

ii. Include narrative which provides a description of observation data, 
recommendations and commendations including acknowledgement 
of progress made 

iii. No later than April 1, be reviewed and signed in a face-to-face 
conference with the administrator 

iv. Submitted to Human Resources, for inclusion in the teacher’s 
personnel file. 

g. The teacher may provide a written response, which will be attached to the 
evaluation and included in his/her personnel file. 
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6. When indicated in the current evaluation, the administrator will continue to 
provide feedback and support in the identified areas of concern for the 
remainder of the school year. 

a. With the signed agreement of the teacher and administrator, the planning 
and observation cycle for the next year may begin April 2. 

b. Unexpected problems in teacher performance in April, May and June 
should be documented, when appropriate, in the site file. 

IMPLEMENTATION GUIDELINES 

1. This policy aligns with the District’s Strategic Plan, Envision WCSD 2015: 
Investing in Our Future: 

a. Goal 2, Recruit and Support Highly Effective Personnel, Objective 2.4 - 
Revise and Use New Evaluation Tools and Systems, and Develop a 
Professional Growth System For All Employees. 

2. This policy complies with Nevada Revised Statute (NRS) Chapter 391,  Personnel, 
and specifically: 

a. NRS 391.311 through 391.3197:  Suspensions, Demotions, Dismissal and 
Refusals to Reemploy; Reemployment. 

3. This policy aligns with Board Policy 4117, Licensed Employee Probation and 
Evaluation. 

4. The following Administrative Regulations and Administrative Procedures outline 
the process(s) the District will follow related to this policy: 

a. Administrative Regulation 2112.1, Evaluation of Administrators, outlines 
the process to be used in evaluating certified administrators. 

5. Evaluation Packets (Note:  pursuant to the 2011 Nevada State Legislative 
Session, the evaluation forms for certified personnel will be revised for 
implementation not later than the 2013-2014 school year.) 
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