Fact Sheet #1
What’s New About the TPA Process for Experienced Teachers
This is the first in a series of fact sheets explaining the revised performance appraisal process for experienced
teachers.

What are the key changes from the 2001 teacher performance appraisal system?
2007 Revised Process ( as of 09/07)
One appraisal in an evaluation year every five
years
Two point rating scale:
satisfactory, unsatisfactory
One summative report form
•
•
•
•

•

2001 Previous Process
Two appraisals in an evaluation year every three
years
Four point rating scale:
exemplary, good, satisfactory, unsatisfactory
Three report forms

The frequency of the appraisals has been changed to one appraisal every five years
The rating scale has been changed to two points as follows: satisfactory unsatisfactory
The number of report forms has been reduced to one summative report form
Teachers are required each year to consult with the principal to review his or her current Annual Learning
Plan, his or her learning and growth over the year, and the summative report of his or her most recent
performance appraisal.
Teachers are encouraged to gather parent and student input in developing, reviewing, and updating their
Annual Learning Plan each year.

A copy of the Performance Appraisal of Experienced Teachers Technical Requirements Manual, 2007 and
The Summative Report Form are available at www.edu.gov.on.ca/eng/teacher/summative.doc.

How was the revised performance appraisal process for teachers developed?
The revised performance appraisal process was developed in consultation with the Working Table on Teacher
Development, which outlined recommendations in the Report to the Partnership Table on a Revised Teacher
Performance Appraisal System for Experienced Teachers. Partners included boards of education, teacher federations,
principal associations, administrator associations, parent and student representatives. A copy of the report can be
accessed at www.edu.gov.on.ca/eng/general elemsec/partnership/teachApp.html.

What is the revised performance appraisal process designed to do?
The revised appraisal process for experienced teachers is designed to foster teacher development, provide
meaningful appraisals that encourage professional learning and growth and identify opportunities for additional
support where required. The revised process builds on the New Teacher Induction program (NTIP) performance
appraisal for new teachers that was introduced in June 2006 and provides a continuum of support for experienced
teachers. It is a collaborative approach that supports individual professional growth.

Tips for Teachers and Principals
Know the TPA process and what should happen at each step. Review all forms and the Performance Appraisal of
Experienced Teachers Technical Requirements Manual 2007.

For more information, please visit www.edu.gov.on.ca/eng/teacher/teachers.html

Fact Sheet #2 Planning for a Meaningful Performance Appraisal Process
for Experienced Teachers
Approach to Scheduling
A school’s approach to teacher performance appraisal sets the tone for much of its professional culture. The
scheduling requirements necessitate careful planning and organization by principals and teachers and an
approach that conveys that appraisal is a growth-focused process, rather than an isolated event. Integral to the
performance appraisal process is the open communication between the teacher and the principal at each step to
discuss the teacher’s ongoing growth and professional development.

Evaluation Cycle
• Each evaluation year includes one appraisal
• Every fifth year is an evaluation year for experienced teachers.
• Experienced teachers who are new to the board have at least one performance appraisal in the first year that
•
•

they are employed by the board
Teachers transitioning from a new teacher to an experienced teacher are required to be placed on a five-year
cycle such that there are four non-evaluation years between the last evaluation year as a new teacher and their
next scheduled evaluation year
In the case of an Unsatisfactory appraisal rating, within 15 school days of determining that a performance
appraisal of a teacher has resulted in an Unsatisfactory rating, the principal must provide the teacher with
written notice, an explanation for the rating, and provide an Improvement Plan in accordance with the
requirements of the Education Act. Further appraisals will also be scheduled in accordance with the
requirements of the Act.

Annual Learning Plan (Required)
• Every year, teachers in consultation with the principal must review and update the Annual Learning Plan

•
•

(ALP), as necessary, from the previous year. This review and update must take into account the teacher’s
learning and growth over the year, as well as the professional growth goals and strategies recommended in the
summative report of the teacher’s most recent performance appraisal. The ALP must include the teacher’s
professional growth goals, action plan and timelines.
In an evaluation year, the teacher and principal must review and update the current ALP in a meeting as part
of the performance appraisal process. The ALP must be updated on the basis of this review and take into
account the goals and strategies recommended in the summative report for that year.
In a non-evaluation year, a meeting is not required but is recommended.

Summative Report Form (Required)
• In an evaluation year, the Ministry-approved Summative Report Form must used by the principal to
•

document the performance appraisal.
The Summative Report Form is developed in stages throughout the performance appraisal process and
supports collaboration between teachers and principals.

Steps In Every Appraisal:

•
•
•
•
•
•

Notification provided to the teacher of his or her evaluation year within 20 days after a teacher begins teaching
Pre-observation meeting with reasonable notice, recorded on the Summative Report Form
Observation in classroom or other ordinary teaching environment recorded on the Summative Report Form
Post-observation meeting as soon as possible after the classroom observation and recorded on the Summative
Report Form
A copy signed by the principal must be provided to the teacher within 20 school days after the classroom
observation. The teacher can add comments and must sign this report to acknowledge receipt of the report.
Review and update of the Annual Learning Plan completed as part of the appraisal process

For more information, please visit www.edu.gov.on.ca/eng/teacher/teachers.html

Fact Sheet #3
The Key Components of the Revised Performance Appraisal Process
The key components of the performance appraisal framework for experienced teachers are as follows:

Competency Statements
The competencies focus the appraisal on the skills, knowledge, and attitudes that reflect the standards described in
the Ontario College of Teachers’ Standards of Practice for the Teaching Profession. In assessing the teacher’s
performance, the principal must consider all 16 competencies as set out in Schedule 1 of Ontario Regulation 99/02,
as amended. The pre-observation and post-observation meetings provide opportunities for principals and teachers
to discuss which competencies could be the focus of the performance appraisal. Notwithstanding the discussions
held between the teacher and the principal, the principal is required to assess teacher performance in relation to all
16 competencies and may comment on competencies other than those discussed.

Annual Learning Plan (ALP)
The Annual Learning Plan provides a meaningful vehicle for teachers, in consultation with principals, to identify
strategies for growth and development for the teacher’s evaluation year and for the intervening years between
performance appraisals.

Appraisal Meetings
Appraisal meetings promote professional dialogue between the teacher and principal. The teacher and principal
must hold a pre-observation meeting to prepare for the classroom observation component of the appraisal. After
the classroom observation, the teacher and principal must meet to review results of the classroom observation and
discuss other information relevant to the principal’s appraisal of the teacher’s performance. The meetings provide
opportunities for reflection and collaboration to promote teacher growth and development.

Summative Report
The Summative Report Form for Experienced Teachers is a ministry-approved form in accordance with the
Education Act that provides a consistent approach to documenting the appraisal process, including meetings,
observations and the teacher’s overall performance in relation to the 16 competency statements. The summative
report is a vehicle for teachers to reflect on the recommendations made by the principal that must be taken into
account in the review and update of the teacher’s Annual Learning Plan each year.

A Rating Scale
The rating scale assesses experienced teachers’ overall performance and provides necessary feedback about
strengths and areas for growth. The rating scale for experienced teachers is as follows:
• Satisfactory
• Unsatisfactory

A Process for Providing Additional Support
The revised appraisal process continues to include a process for principals and teachers to follow to support the
teacher’s growth, development and improvement depending on the specific appraisal outcome.

Tips for Teachers and Principals
•

Keep good records of teacher growth and development over time, and all forms related to the performance
appraisal process. The Log of Teaching Practice is an optional form that may be used by principals and
teachers to record and cite noteworthy examples of teacher performance.

For more information, please visit www.edu.gov.on.ca/eng/teacher/teachers.html

Fact Sheet #4
Competency Statements & The TPA Process
Competency Statements and the TPA Process for Experienced Teachers
In the performance appraisal process for experienced teachers, principals must assess teacher performance in
relation to the 16 competencies set out in Ontario Regulation 99/02, as amended. The pre-observation and postobservation meetings provide opportunities for principals and teachers to discuss which competencies could be the
focus of the performance appraisal. Notwithstanding the discussions held between the teacher and the principal, the
principal is required to assess teacher performance in relation to all 16 competencies, and may comment on
competencies other than those discussed. An example of this would be francophone boards creating additional
competencies that would reflect the intent of The Aménagement linguistique policy (La Politique d'aménagement
linguistique).

Competency Statements & the NTIP: TPA for New Teachers (Highlighted Below)
The 16 competencies were developed with all teachers in mind. However, principals and teachers have found that
particular competencies are more relevant than others to new teachers in the appraisal process during the initial
phase of their careers. For this reason, the NTIP:TPA allows teachers and principals to focus on a subset of 8
competencies in the appraisal which reflect the beginning of a continuum of growth for teachers.

For more information, please visit www.edu.gov.on.ca/teacher/teachers.html

Fact Sheet #5
The Annual Learning Plan - A vehicle for supporting teacher growth and
development
The Annual Learning Plan (ALP) is an essential component of the revised performance appraisal process that has
been enhanced to recognize experienced teachers as professionals and support development and growth both in
their evaluation year and in the intervening years between appraisals. The ALP is teacher authored and directed and
is developed in a consultative and collaborative manner with the principal.

Required
The ALP must include the teacher’s professional growth goals, action plan and timelines:
Every year teachers in consultation with the principal must review and update the ALP, both the teacher and
principal must sign and retain a copy of the ALP for their records,
and the review and update must take into account:
• their ALP from the previous year
• their learning and growth over the previous year
• the comments and suggestions from the summative report of their most recent performance appraisal
In an evaluation year, the teacher and principal must meet to:
• review and update the current ALP in a meeting as part of the performance appraisal process
• update the ALP on the basis of this review and take into account the goals and strategies
recommended in the summative report for that year
In a non-evaluation year, a meeting is not required but is recommended. If either the teacher
or principal requests a meeting to discuss the ALP, then a meeting must take place

Effective Practice
•
•
•
•
•
•
•
•
•
•

Consider own professional interests
Consider career stage and perceived career path
Consider strengths and areas for growth
Consider comments and suggestions from professional dialogue with the principal and colleagues
Engage in professional dialogue and discussion with principal around areas of interest and growth
Consider school and school board improvement plans/goals
Reflect on input gathered from parents/students to inform practice (interviews, notes, phone
conversations, meetings, case conferences etc.)
Link the 16 competencies with personal growth goals and teaching practice
Select personal growth goals that are SMART ( specific, measurable, attainable, realistic, timely) and can be
supported in the context of the school and school board
Revisit the ALP on an on-going basis to review progress, consider new ideas, possible changes in direction
or to seek advice re: next steps

For more information, please visit www.edu.gov.on.ca/eng/teacher/teachers.html

