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The intent of this document is to provide a guide for both administration and faculty in order to create a uniform
evaluation protocol that is equitable for Certified Staff Members and most importantly, helps transform the process from
one of assigning ratings to one that truly supports the professional growth of Certified Staff Members.

Section 1: Professional Evaluation Plan Definitions

Components - Distinct aspects of a domain as defined by the Framework for Teaching.

Consulting Teacher - An educational employee as defined in the Educational Labor Relations Act who has at least five
years of Teacher experience and a reasonable familiarity with the assignment of the Teacher being evaluated, and who
received an Excellent rating on his or her most recent evaluation. The Consulting Teacher is selected by the Evaluator and
is used for the purpose of supporting the Teacher during the Remediation Plan.

Critical Attributes - Additional tools to support the understanding of teaching practice in order to assist in distinguishing
across levels of performance. These are considered characteristics of teaching practice and are not evident in all situations
at all times. Instead, they can be used as the “look for” and “listen for” in teaching practice.

Documentation - Evidence/information that supports or explains a position/point of view.

Observation (Formal) - Formal observations will include the following: (1) pre-observation conference;
(2) observation in the classroom, minimum of 45 minutes - or a complete lesson - or an entire class period in duration;
(3) documentation of the observation provided to the Teacher (4) post-observation conference.

Observation (Informal) - Informal observations will include the following: (1) observations in a variety of settings
and/or among a variety of individuals that may or may not be announced; (2) have no pre-conference, (3) have optional
post-observation conference as requested by the Teacher or Evaluator or both, and (4) include documentation of the
observation.

Pre-Observation Conference - A Pre-Observation conference must precede a formal observation and include (1) a
written lesson or unit plan and/or evidence of planning for lesson/activity in advance of the conference; (2) input by the
Teacher regarding the focus of observation; and (3) a discussion of the lesson/activity to be observed.

Post-Observation Conference - A Post-Observation conference must follow a formal observation (and informal when
requested) and include (1) the Evaluator and the Teacher discussing the evidence collected about the Teacher’s
professional practice; (2) the Evaluator providing specific feedback in writing; (3) the Teacher being given the opportunity
to reflect and respond to the evidence provided and give additional information/explanation if needed; and (4) notification
by the Evaluator to the Teacher if the evidence collected to date is at risk of resulting in a component rating of Needs
Improvement or Unsatisfactory.

Professional Development Plan (PDP) - A plan for professional development created by the Evaluator in consultation
with a tenured Teacher who has been rated Needs Improvement on a Summative Evaluation.

Qualified Evaluator - An administrator who participates in training on the evaluation of certified personnel provided or
approved by ISBE prior to undertaking any evaluation and at least once during each certification renewal cycle.

Reflective Conversations - A professional, nonjudgmental conversation involving two or more participants that is
interactive and thought-provoking in nature.

Remediation Plan - A state-mandated plan for professional development created by the Evaluator in consultation with a
tenured Teacher who has been rated Unsatisfactory on a Summative Evaluation (see Illinois School Code).
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Summative Evaluation Conference - A performance evaluation conference is a meeting, separate from the
post-observation conference, in which the Teacher and Evaluator review and sign the final Rantoul City School Evaluation
and discuss possible next steps for professional growth.

Summative Evaluation Rating - The final rating of the Teacher using the rating levels of Excellent, Proficient, Needs
Improvement, or Unsatisfactory and includes consideration of professional practice and indicators of student growth. (see
Section 24A-2.5 of the School Code)

Summative Evaluation - Written evaluation of the Teacher’s job performance based on the ratings earned on each of the
components for each observation that is included in the teacher’s personnel file.

Teacher - Any and all school district employees regularly required to be licensed by the Illinois State Board of Education
and covered under the collective bargaining unit.

Written Notification - Document provided to each Teacher by the first day of student attendance (or no later than thirty
days after the contract is executed—but prior to the commencement of the evaluation process—if the Teacher is hired
after the start of the school term): 1) Rating definitions and the method for determining the ratings; 2) Performance
Evaluation rubric that is appropriate for the Teacher; 3) the defined process for a Teacher who receives Needs
improvement or Unsatisfactory; and 4) status in the evaluation cycle.

Section 2: Number of Observations and Summative Evaluations

A. Non-tenured Certified Staff Members

1. Two formal observations and one informal per year will take place, plus a summative evaluation conference that
reviews the instructional growth of the Certified Staff Member and assigns overall Certified Staff Member rating for the
year.
2. Additional formal evaluations may be required depending on individual cases
3. Failure of an administrator to complete an evaluation cycle shall not increase the number of formal evaluations the
following year.
4. Nothing in this evaluation plan prevents the dismissal or non-renewal of a non-tenured Certified Staff Member for
any reason not prohibited by law.

B. Tenured Certified Staff Members

1. Tenured staff will be observed formally and informally at least once every three years.
2. Additional formal observations may be required depending on individual cases.
3. If a Certified Staff Member is not evaluated in a three-year period, the Certified Staff Member shall be observed and
formally evaluated the following year. The intention is for the Certified Staff Member to be evaluated at least every third
year.
4. For purposes of Senate Bill 7, any tenured Certified Staff Member not evaluated within the three-year cycle will be
considered to be rated Proficient.
5. A tenured Certified Staff Member rated “Unsatisfactory” will follow a remediation process consistent with the
Illinois School Code. https://www.ilga.gov/legislation/ilcs/fulltext.asp?DocName=010500050K24A-5
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6. A tenured Certified Staff Member rated ‘Needs Improvement’ will follow a Professional Development Plan process
consistent with state statute. https://www.ilga.gov/legislation/ilcs/fulltext.asp?DocName=010500050K24A-5

C. Part-time Certified Staff Members (less than 1.0 FTE)

1. Part-time Certified Staff Members will be observed and formally and informally evaluated once each year by the
building administrator of the school where they spend the majority of their teaching time.
2. Part-time Certified Staff Member’s whose employment with Rantoul City Schools #137 has not earned them tenure
will be observed and evaluated according to the process outlined in section A of this portion of this document.
3. Part-time-teachers cannot attain tenure per Illinois School Code.
4. Non-tenured, part-time teachers are placed in RIF grouping one.

Section 3: Non-Tenured Timeline of the Evaluation Process

TIME OF YEAR PROCESS MATERIALS/LOCATION

By the first student
attendance day

● Written notice of the Evaluation Cycle
● Review of Professional Evaluation Plan

● Professional Evaluation
Plan

● Performance Evaluation
Rubric appropriate for that
teacher’s classification.

1st 6 weeks of School ● Review of District Expectations using Professional Evaluation Plan
and Danielson Framework

● Professional Evaluation
Plan

● EvaluWise Platform
By first work day in
February

● Submission of Self-Assessment Domains 1 and 4.
● Submission by teacher of any additional evidence and artifacts

● Self-Assessment Form
● Uploads of any artifacts

No later than the first
work day in March

● 2 Formal Observations minimum (Pre & Post-Observation
Conference) and 1 Informal Observation minimum
(Post-Observation by request by either evaluator or teacher or both)

● Summative Rating Provided by evaluator and shared with teacher
during Summative Evaluation Conference.

● Pre-Observation Form
● Post-Observation Form

for formal observation
● Notes and ratings from all

observations
● Summative Rating

After summative rating
until end of
school year

● Informal Observations as needed (Post-Observation Conference by
request by either Evaluator, Teacher or both)

● Evaluator notes and ratings

Informal Observation Process
During the observation ● Evaluator will be taking notes on what they saw or heard during the

observation
● Evaluator completes

observation notes

Within 5 school days
after informal
observation

● Information from observation shared with the teacher by the
evaluator including ratings assigned during the observation.

● Evaluator will include strengths and areas for growth in the feedback.

● Evaluator observation
notes shared
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Within 10 school days
informal

● Post-Observation conference may be held, if requested, by the
teacher or evaluator.

● A post-conference must be held if the evaluator determines that the
data and evidence collected to date may result in a Needs
Improvement or Unsatisfactory performance evaluation rating and the
evaluator must notify the teacher of that determination during the
conference.

● Mutually agreed upon conference time/date.
● Evaluator may also add other evidence/artifacts to the Post-

Observation Conference.
● The notes shared with the teacher should include strengths and areas

for growth for the teacher as well as the ratings.
● If the evaluator determines that the data and evidence collected to

date may result in a Needs Improvement or Unsatisfactory
performance evaluation rating, the evaluator must notify the teacher
of that determination during the conference.

● Evaluator notes and
ratings

Formal Observation Process
Prior to each formal
observation

● Teacher will be given at least 1 week notice of observation
● Pre-Observation conference held between evaluator and teacher.
● Teacher may bring evidence or artifacts of planning specific to the

observation

● Pre-Observation Form
● Artifacts or evidence

24 hrs prior to Pre-
observation
conference

● Teacher completes Pre-Observation Form 24 hrs in advance of
Pre-Observation Conference

● Pre-Observation Form

During the observation ● Evaluator will be taking notes on what they saw or heard during the
observation

● Evaluator completes
observation notes

Within 48 hrs after
formal observation

● Post-Observation form completed by teacher and submitted to
evaluator.

● The evaluator may request additional evidence or artifacts to be
submitted prior to the conference or evaluation.

● Post-Observation Form

Within 5 school days
after formal observation

● Information from observation shared with the teacher by the
evaluator including ratings assigned during the observation..

● Evaluator observation
notes shared

Within 10 school days
after formal observation

● Post-Observation conference to be held.
● Mutually agreed upon conference time/date.
● Evaluator may also add other evidence/artifacts to the Post-

Observation Conference.
● The notes shared with the teacher should include strengths and areas

for growth for the teacher as well as the ratings.
● If the evaluator determines that the data and evidence collected to

date may result in a Needs Improvement or Unsatisfactory
performance evaluation rating, the evaluator must notify the teacher
of that determination during the conference.

● Evaluator notes and
ratings
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Section 4: Tenured Timeline of the Evaluation Process

The tenure cycle is a three year cycle as follows.

Year 1 of Tenure Cycle

TIME OF YEAR PROCESS MATERIALS/LOCATION
By the first student
attendance day

● Written notice of the Evaluation Cycle
● Review of Professional Evaluation Plan

● Professional Evaluation
Plan

● Performance Evaluation
Rubric that is appropriate
for that teacher’s
classification.

1st 6 weeks of School ● Review of District Expectations using Professional Evaluation Plan
and Danielson Framework

● Professional Evaluation
Plan

No later than the first
work day in May

● Evaluator completes an informal observation ● Observation notes shared
with teacher

Informal Observation Process

During the observation ● Evaluator will be taking notes on what they saw or heard during the
observation

● Evaluator completes
observation notes

Within 5 school days
after informal
observation

● Information from observation shared with the teacher by the
evaluation including ratings assigned during the observation.

● Evaluator will include strengths and areas for growth in the
feedback.

● Evaluator observation
notes shared

Within 10 school days
informal

● Post-Observation conference may be held, if requested, by the
teacher or evaluator.

● A post-conference must be held if the evaluator determines that the
data and evidence collected to date may result in a Needs
Improvement or Unsatisfactory performance evaluation rating and
the evaluator must notify the teacher of that determination during
the conference.

● Mutually agreed upon conference time/date.
● Evaluator may also add other evidence/artifacts to the Post-

Observation Conference.
● This conference should include strengths and areas for growth for

the teacher as well as the ratings.
● If the evaluator determines that the data and evidence collected to

date may result in a Needs Improvement or Unsatisfactory
performance evaluation rating, the evaluator must notify the teacher
of that determination during the conference.

● Evaluator notes and ratings

Year 2 of Tenure Cycle

TIME OF YEAR PROCESS MATERIALS/LOCATION
By the first student
attendance day

● Written notice of the Evaluation Cycle
● Review of Professional Evaluation Plan

● Professional Evaluation
Plan

● Performance Evaluation
Rubric that is appropriate
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for that teacher’s
classification.

1st 6 weeks of School ● Review of District Expectations using Professional Evaluation
Plan and Danielson Framework

● Professional Evaluation
Plan

●
First work day in
February

● Submission of Self-Assessment.
● Submission by teacher of any additional evidence and artifacts for

Domains 1 and 4
● Formal evaluation

● Self-Assessment Form.
● Uploads of any artifacts

No later than the first
work day in
March

● Summative Evaluation Rating provided by evaluator and shared
with teacher during Summative Evaluation Conference to
determine next steps:

● Overall Rating of Proficient or Excellent: Return to evaluation
schedule

● Overall Rating of Needs Improvement: Professional Development
Plan w/in 30 school days of receipt of summative rating

● Overall Rating of Unsatisfactory: Remediation Plan developed
within 30 school days of receipt of summative rating

● Post-Observation Conference held with teacher.

● Summative Rating
● Professional Development

Plan if applicable
● Remediation Plan if

applicable

Formal Observation Process

Prior to each formal
observation

● Teacher will be given at least 1 week notice of observation
● Pre-Observation conference held between evaluator and teacher.
● Teacher may bring evidence or artifacts of planning specific to the

observation

● Pre-Observation Form
● Artifacts or evidence

24 hrs prior to Pre-
observation
conference

● Teacher completes Pre-Observation Form 24 hrs in advance of
Pre-Observation Conference

● Pre-Observation Form

During the observation ● Evaluator will be taking notes on what they saw or heard during
the observation

● Evaluator completes
observation notes

Within 48 hrs after
formal observation

● Post-Observation form completed by teacher and submitted to
evaluator.

● The evaluator may request additional evidence or artifacts to be
submitted prior to the conference or evaluation.

● Post-Observation Form

Within 5 school days
after formal observation

● Information from observation shared with the teacher by the
evaluator including ratings assigned during the observation..

● Evaluator observation notes
shared

Within 10 school days
after formal observation

● Post-Observation conference, scheduled by evaluator, held.
● Mutually agreed upon conference time/date.
● Evaluator may also add other evidence/artifacts to the Post-

Observation Conference.
● This conference should include strengths and areas for growth for

the teacher as well as the ratings.
● If the evaluator determines that the data and evidence collected to

date may result in a Needs Improvement or Unsatisfactory
performance evaluation rating, the evaluator must notify the
teacher of that determination during the conference.

● Evaluator notes and ratings
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Year 3 of Tenure Cycle

TIME OF YEAR PROCESS MATERIALS/LOCATION
By the first student
attendance day

● Written notice of the Evaluation Cycle
● Review of Professional Evaluation Plan

● Professional Evaluation
Plan

● Performance Evaluation
Rubric that is appropriate
for that teacher’s
classification.

1st 6 weeks of School ● Review of District Expectations using Professional Evaluation
Plan and Danielson Framework

● Professional Evaluation
Plan

Remainder of the year ● This year is considered the “off” year unless the teacher received a
“needs improvement” or “unsatisfactory” in the prior years
summative.

Section 5: Indicators for Professional Practice

K - 8 Teachers
Domain 1 (Weight 10 %) PLANNING AND PREPARATION

1B: Knowing and Valuing Students

• Respect for Students’ Identities
• Understanding of Students’ Current Knowledge and Skills
• Knowledge of Whole Child Development
• Knowledge of the Learning Process and Learning Differences

1E: Planning Coherent Instruction

• Tasks and Activities
• Flexible Learning
• Student Collaboration
• Structure and Flow

Domain 2 (Weight 30 %) LEARNING ENVIRONMENTS

2A: Cultivating Respectful and Affirming
Environments

• Positive Relationships
• Sense of Belonging
• Cultural Responsiveness
• Positive Conflict Resolution

2C: Maintaining Purposeful Environments
• Productive Collaboration
• Student Autonomy and Responsibility
• Equitable Access to Resources and Supports
• Non-Instructional Tasks

2D: Supporting Positive Student Behavior
• Expectations for the Learning Community
• Modeling and Teaching Habits of Character
• Self-Monitoring and Collective Responsibility

Domain 3 (Weight 40 %) LEARNING EXPERIENCES

3A: Communicating About Purpose and Content

• Purpose for Learning and Criteria for Success
• Specific Expectations
• Explanations of Content
• Use of Academic Language
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3B: Using Questioning and Discussion Techniques
• Critical Thinking and Deeper Learning
• Reasoning and Reflection
• Student Participation

3C: Engaging Students in Learning

• Rich Learning Experiences
• Collaboration and Teamwork
• Use of Instructional Materials and Resources
• Opportunities for Thinking and Reflection

3D: Using Assessment for Learning
• Clear Standards for Success
• Monitoring Student Understanding
• Timely, Constructive Feedback

Domain 4 (Weight 20 %) PRINCIPLED TEACHING

4A: Engaging in Reflective Practice
• Self-Assessment of Teaching
• Analysis and Discovery
• Application and Continuous Improvement

4B: Documenting Student Progress
• Student Progress Toward Mastery
• Shared Ownership
• Maintaining Reliable Records

4C: Engaging Families and Communities

• Respect and Cultural Competence
• Community Values
• Instructional Program
• Engagement in Learning Experiences

Pre - K Teachers
Domain 1 (Weight 10 %) PLANNING AND PREPARATION

1B: Knowing and Valuing Students

• Respect for Students’ Identities
• Understanding of Students’ Current Knowledge and Skills
• Knowledge of Whole Child Development
• Knowledge of the Learning Process and Learning Differences

1E: Planning Coherent Instruction

• Tasks and Activities
• Flexible Learning
• Student Collaboration
• Structure and Flow

Domain 2 (Weight 30 %) LEARNING ENVIRONMENTS

2A: Cultivating Respectful and Affirming
Environments

• Positive Relationships
• Sense of Belonging
• Cultural Responsiveness
• Positive Conflict Resolution

2C: Maintaining Purposeful Environments
• Productive Collaboration
• Student Autonomy and Responsibility
• Equitable Access to Resources and Supports
• Non-Instructional Tasks

2D: Supporting Positive Student Behavior
• Expectations for the Learning Community
• Modeling and Teaching Habits of Character
• Self-Monitoring and Collective Responsibility
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2E: Organizing Spaces for Learning
•Safety and Accessibility
• Design for Learning and Development
• Co-creation and Shared Ownership

Domain 3 (Weight 40 %) LEARNING EXPERIENCES

3A: Communicating About Purpose and Content

• Purpose for Learning and Criteria for Success
• Specific Expectations
• Explanations of Content
• Use of Academic Language

3B: Using Questioning and Discussion Techniques
• Critical Thinking and Deeper Learning
• Reasoning and Reflection
• Student Participation

3C: Engaging Students in Learning

• Rich Learning Experiences
• Collaboration and Teamwork
• Use of Instructional Materials and Resources
• Opportunities for Thinking and Reflection

3E: Responding Flexibly to Student Needs
• Evidence-Based Adjustments
• Receptiveness and Responsiveness
• Determination and Persistence

Domain 4 (Weight 20 %) PRINCIPLED TEACHING

4A: Engaging in Reflective Practice
• Self-Assessment of Teaching
• Analysis and Discovery
• Application and Continuous Improvement

4B: Documenting Student Progress
• Student Progress Toward Mastery
• Shared Ownership
• Maintaining Reliable Records

4C: Engaging Families and Communities

• Respect and Cultural Competence
• Community Values
• Instructional Program
• Engagement in Learning Experiences

School Psychologist

Domain 1 (Weight 30 %) Descriptor

1A Demonstrating knowledge and skill in psychology and regulations within and beyond the school and
district

1B Demonstrating knowledge of interventions and instructional supports

1C Responding to referrals and evaluating student needs

Domain 2 (Weight 20 %)

2A Cultivating Respectful and Affirming Environments

2B Establishes and maintains clear procedures for referrals and uses time effectively

2C Supporting positive student behavior

Domain 3 (Weight 30 %)

3A Communicating Effectively with Students
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3B Interpreting data to facilitate effective instructional decision making

3C Administering and scoring assessments appropriate to student needs

Domain 4 (Weight 20 %)

4A Engaging in reflective practice

4B Documenting student progress and maintaining student records

4C Engaging and communicating with stakeholders

Speech and Language Pathologist

Domain 1 (Weight 30 %) Descriptor

1A Demonstrating knowledge and skill in speech therapy and regulations within and beyond the school
and district

1B Establishing goals and instruction for therapy services appropriate to the setting and students served

1C Responding to referrals and evaluating student needs

Domain 2 (Weight 20 %)

2A Cultivating respectful and affirming environments

2B Managing time and priorities

2C Supporting positive student behavior

Domain 3 (Weight 30 %)

3A Communicating with students

3B Using assessment/evaluation to guide therapy

3C Engaging students in learning

Domain 4 (Weight 20 %)

4A Engaging in reflective practice

4B Documenting student progress and maintaining accurate records

4C Engaging and communicating with stakeholders

School Social Worker/School Counselor

Domain 1 (Weight 30 %) Descriptor

1A Demonstrating knowledge and skill in social work/counseling and regulations within and beyond the
school and district

1B Establishing goals and instruction for therapy services appropriate to the setting and students served

1C Responding to referrals and evaluating student needs

Domain 2 (Weight 20 %)

2A Cultivates respectful and affirming environments

2B Managing time and priorities

2C Supporting positive student behavior
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Domain 3 (Weight 30 %)

3A Communicating Effectively with Students

3B Providing evidence-informed programs and services to work with individuals, groups, classrooms
and/or school-wide

3C Engaging students in learning

Domain 4 (Weight 20 %)

4A Engaging in reflective practice

4B Documenting student progress and maintaining student records

4C Engaging and communicating with stakeholders

Section 6: Student Growth Component

Beginning with the 2020-2021 school year, an aggregate growth score for grades PK-8 will be derived through the ECRA
platform in the form of a z-score / effect size. Each teacher will apply the converted growth score to their SGO component
score for the summative evaluation. The scale is below:

Average Growth (effect size) ECRA Growth Standards Evaluation Categories
≥ +0.3 Higher Than Expected Excellent
+0.29 to -0.29 Expected Growth Proficient
-0.3 to -0.59 Lower Than Expected Needs Improvement
≤ -0.60 Unsatisfactory Growth Unsatisfactory
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Section 7: Evaluation Rating System

Employee Effectiveness Rubric (EER)

Rating Weight Weighted Rating

Domain 1: PLANNING AND PREPARATION X .1

Domain 2: LEARNING ENVIRONMENTS X .3

Domain 3: LEARNING EXPERIENCES X .4

Domain 4: PRINCIPLED TEACHING X .2

Final EER Score

● For specialist groups, the weight will match what is listed on their rubric.

Final Rating Calculation

Rating Weight* Weighted Rating

Final Employee Effectiveness Rubric Score X .7

Student Growth Objective Score X .3

Sum of Weighted

Final EER Score

● For staff exempted by statute from the Student Growth Objective component, the Employee Effectiveness
Rubric shall count for 100% of the weight to calculate the final rating.

Final Rating Scale

Final Rating With SGO Without SGO
Excellent 3.35-4.0 3.5-4.0
Proficient 2.5-3.34 2.5-3.4
Needs Improvement 2.0-2.49 2.0-2.49
Unsatisfactory ≤1.99 ≤1.99

Section 8: Accrual of Tenure

For staff hired prior to July 1, 2023
Tenure accrual shall be in accordance with Section 24-11 of The School Code. Below is a general listing of how tenure
accrual may occur, but in all cases the District defers to the law.

o Obtaining Tenure after Two Consecutive School Terms. If a teacher had tenure in a previous district, received
Proficient PERA summative evaluation ratings in their last two summative evaluations at the prior school
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district, left the previous district voluntarily or due to being honorably dismissed, and Excellent summative
evaluations for the first two years in RCS, this teacher accrues tenure at the start of the third year with RCS.

o Obtaining Tenure after Three Consecutive School Terms. If a teacher has three years of consecutive Excellent
summative evaluation ratings, this teacher accrues tenure at the start of year four with RCS.

o Obtaining Tenure after Four Consecutive School Terms. If a teacher has completed four years and has a
summative evaluation rating of Proficient or Excellent in the last two years of non-tenured status, this teacher
accrues tenure at the start of the fifth year with RCS.

o In order to acquire tenure at the conclusion of the fourth year of probationary teaching service, a teacher
must receive a summative evaluation rating of at least Proficient in their final year of probationary
teaching service, and a summative evaluation rating of Proficient or Excellent in their second or third year
of probationary service.

For staff hired after July 1, 2023
o Obtaining Tenure after Three Consecutive School Terms. If a teacher has an overall rating of at least

“Proficient” in the second and third school years, this teacher accrues tenure at the start of year four with RCS.
o Obtaining Tenure after Two Consecutive School Terms. If a teacher has two years of consecutive Excellent

summative evaluation ratings, this teacher accrues tenure at the start of year three with RCS.
o Obtaining Tenure after Two Consecutive School Terms. If a teacher had tenure in a previous district, received

Proficient PERA summative evaluation ratings in their last two summative evaluations at the prior school
district, left the previous district voluntarily or due to being honorably dismissed, and Excellent summative
evaluations for the first two years in RCS, this teacher accrues tenure at the start of the third year with RCS.

Nothing in this Section or School Code Section 24A-4 shall be construed as preventing immediate dismissal of a teacher
for deficiencies which are deemed irremediable or for actions which are injurious to or endanger the health or person of
students in the classroom or school, or preventing the dismissal or non-renewal of teachers not in contractual continued
service for any reason not prohibited by applicable employment, labor, and civil rights laws. Failure to strictly comply
with the time requirements contained in Section 24A-5 shall not invalidate the results of the remediation plan. (Source:
P.A. 96-861, eff. 1-15-10; 96-1423, eff. 8-3-10; 97-8, eff. 6-13-11.)

Section 9: RIF & Recall Teacher Groupings

Group 1 – Any non-tenured teacher:
a) with no evaluation rating
b) part time status (less than 120 days)
c) employed for 1 school year or less to replace a teacher on leave

Group 2 – A tenured or non-tenured teacher with a Needs Improvement or Unsatisfactory performance evaluation rating
on either of the teacher’s last two performance evaluation ratings

Group 3 – A teacher with a performance evaluation rating of at least Proficient on both of the teacher’s last two
performance evaluation ratings, if two ratings are available, or on the teacher’s last performance evaluation rating, if only
one rating is available

Group 4 – A teacher whose last two performance evaluation ratings are Excellent as well as a teacher with two
performance evaluation ratings out of the teacher’s last three performance evaluation ratings with a third rating of
Proficient

HIGHLIGHTS:
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o Teachers in Group 1 are dismissed first in a Reduction in Force, then teachers in Group 2, then teachers in Group
3, and teachers in Group 4 are dismissed last.

o Teachers in Group 1 may be laid off in any order, at the discretion of the District.
o Teachers in Group 2 are dismissed based on the average of their performance evaluation ratings. The teachers

with the lowest average performance ratings dismissed first.
o Teachers in Group 3 and 4 are ranked and dismissed by seniority.
o A teacher must be evaluated 75 days prior to the end of the school year for the evaluation rating to be used for

placement on the Sequence of Dismissal (SOD or SB7 list). Teachers in Group 1 will be placed in another
applicable Group if their summative evaluation is completed between 75 and 45 days prior to the end of the
school year.

o A teacher, other than a first-year teacher, who does not receive a summative evaluation rating in a year in which
s/he is scheduled to be evaluated, shall be deemed to have received a summative evaluation rating of Proficient for
that year for the purpose of the SOD list.

o A teacher who is released as an “Honorable Dismissal” and was in Group 3 or Group 4 will have recall rights.
o Teachers in Group 1 do not have recall rights.
o Teachers in Group 2 have recall rights no longer than 6 months after the start of the following school year.

For the purposes of this section “Teacher” refers to any staff required to hold a professional educator license.
 

Section 10: Unsatisfactory Performance

In the event that the teacher’s performance does not meet district standards, the teacher’s performance shall be rated
“unsatisfactory” and the statutory procedures concerning remediation shall be followed. https://www.ilga.gov/legislation/
ilcs/fulltext.asp?DocName=010500050K24A-5

At any point a certified staff member may request the presence of an RCSEA representative.
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