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Regional School District #10 
Serving the Towns of Harwinton and Burlington 

 

       ALAN BEITMAN                                       CHERI BURKE 
Superintendent of Schools                                          Director of Student Learning  

 

 

 

April 13, 2015 

 

Dear Colleagues: 

  

Regional School District #10’s Teacher Support and Evaluation Plan reflects the district’s 

commitment to improving teaching and learning.  21st century learning expectations are complex.  

Therefore, "good teaching" must be grounded in the development of critical thinking, problem 

solving, and collaborative learning skills since they interdependently provide the necessary rich, 

rigorous, and depth of understanding Regional School District 10's students need to meet the 

ongoing challenges of the current global society. 

  

Our Professional Development and Evaluation Committee worked to refine and improve the 

evaluation process.  I am very proud to share those revisions with you in this, our third year 

utilizing Regional School District #10’s Teacher Support and Evaluation Plan. 

  

Additionally, research provides insight into the inseparable links between content instruction, 

appropriate assessment, student learning and positive, proactive school/home communications. The 

district acknowledges and will continue to encourage our parents and guardians to communicate 

with you, our talented and professional staff, as a way to further enhance the educational 

experience of all students within Region 10's public schools.  

  

I know that you are all committed professionals and these are difficult times within which you have 

chosen to work within the education profession. As you work closely with your building 

administrator/evaluator, being a reflective practitioner open to monitoring and adjusting your 

practices will continue to be the mainstay and expectation of your on-going work on behalf of our 

Regional School District 10 students and parents. 

 

  

Wishing you a very successful school year. 

  

Sincerely, 

  

  

  

Alan Beitman 

Superintendent of Schools 
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Introduction  

 
The Regional School District #10’s Teacher Support and Evaluation Plan covers all certified persons 
represented by the Regional Education Association District #10 (READ 10).  The evaluation process is based 
on these foundations:  the 2010 Common Core of Teaching:  Foundational Skills, Region 10 Board of 
Education goals, district and school goals, the Connecticut’s System for Educator Evaluation and 
Development (SEED), a significant body of research, Charlotte Danielson’s teacher evaluation rubrics and 
the CCT Rubric For Effective Teaching 2014 teacher evaluation rubrics.  
 

A.  VISION AND GUIDING BELIEFS  
The district vision supporting the Teacher Support and Evaluation Plan is to increase student achievement 
and improve professional practices.  To achieve this vision the district will adhere to the following guiding 
beliefs: 
 
The district believes that: 

 all students can learn and deserve a positive, respectful learning environment. 

 all teachers must be life-long learners and deserve a positive, respectful environment. 

 all teachers must be provided professional development opportunities that improve practices 
directly related to increasing student learning as connected to district goals and initiatives. 

Excellent educators are: 

 passionate about their work and their students. 

 accountable for the success of their students. 

 reflective and use performance feedback to improve student learning. 

 willing to participate in professional growth activities and share their knowledge with others. 

 

B.  EVALUATION PHILOSOPHY 
Regional School District #10’s Teacher Support and Evaluation Plan reflects the district’s commitment to 
improving teaching and learning.  Complex outcomes such as critical thinking, problem solving, lifelong 
learning, collaborative learning and striving for deeper understanding all influence what constitutes good 
teaching. Additionally, educational research provides new understanding about the inseparable links 
between content, instruction, appropriate assessment and student learning.  
 
Regional School District #10 administrators and staff embrace this knowledge and have developed the 
Teacher Support and Evaluation Plan according to a number of beliefs about teaching and learning.  
 

 We acknowledge that all students can learn at higher levels and that the professional culture within 
the school must reflect the belief that all educators are committed to growing professionally. 

 We want students to behave as workers, researchers and problem solvers in order to become flexible 
and independent thinkers who can set realistic goals and make decisions that lead to achievement.  
The school culture must provide the opportunity for educators to be learners.  As learners we must 
work individually and collaboratively to develop the research and reflective skills that allow for 
decisions to be made that lead to the improvement of teaching and student learning.  

 

 We want students to work cooperatively and to assume responsibility for helping one another to 
achieve success and experience self-worth.  The school culture must provide opportunities for staff to 
work collaboratively to design and adjust professional practices to meet the needs of their students.  
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Staff members should experience success and pride in their multi-dimensional role of teacher, learner 
and leader by monitoring student progress and designing curriculum, assessment, staff development 
and school improvement programs.  

 We acknowledge and recognize student success at every level of a student’s education. Concurrently, 
the school culture celebrates the professional growth and leadership of its staff at every milestone of 
an educator’s career.  In this way, the school reinforces and communicates the attitudes, attributes, 
skills and knowledge that are valued for all learners.  

 Research has produced a new set of insights.  It is important that adult professionals be actively 
involved in instructional improvement efforts, that they work within a culture of collaboration, and 
that they have access to positive reinforcement and support commensurate with their experience. 

 Richer forms of data collection and more self-reflection on the part of the teacher are necessary 
activities within the context of new expectations for effective teaching. 

 Professional development programs must support educators’ ongoing and systematic study of 
student learning and contribute to the district’s commitment to improve student learning.  In that 
way, teacher evaluation and professional growth interconnect, support the learning process and 
focus on student achievement and school-based accountability.  All teachers will identify professional 
learning needs that support their goals and objectives.  The identified needs will serve as the 
foundation for ongoing conversations about the teacher’s practice and impact on student outcomes.  
The professional learning opportunities identified for each teacher should be based on the individual 
strengths and needs that are identified through the evaluation process.  The process may also reveal 
areas of common need among teachers, which can then be targeted with school-wide or district-wide 
professional learning opportunities. 

 Rewarding exemplary performance identified through the evaluation process with opportunities for 
career development and professional growth is a critical step in building confidence in the evaluation 
and support system itself and in building the capacity and skills of all teachers.  Examples of such 
opportunities include, but are not limited to: observation of peers; mentoring early-career teachers; 
participating in development of teacher improvement and remediation plans for peers whose 
performance is developing or below standard; leading Professional Learning Communities; 
differentiated career pathways; and focused professional learning based on goals for continuous 
growth and improvement.   

 

C.  PROFESSIONAL DEVELOPMENT AND EVALUATION COMMITTEE, 
ADMINISTRATORS, AND COMPLEMENTARY OBSERVERS  

 
PROFESSIONAL DEVELOPMENT AND EVALUATION COMMITTEE 

Deborah Bell  Lake Garda School   Special Education Teacher 
Katherine Blore  Har-Bur Middle School   Math Teacher 
Cheri Burke      Central Office    Director of Student Learning 
Stefanie Carbone Lake Garda School   Assistant Principal 
Dawn Marie Conroy Harwinton Consolidated School  Music Teacher 
Robert Gauvain  HCS and LGS    STEM Coordinator 
Maria Grappone Har-Bur Middle School   Study Skills Interventionist 
Phyllis Jones  Lewis Mills High School   Wellness Coordinator 
Phyllis Norton  Lewis Mills High School   Social Studies Teacher 
Silvia Ouellette  Lewis Mills High School   Assistant Principal 
Martha Rouleau Har-Bur Middle School   Assistant Principal 
Pamela Sheehy  Har-Bur Middle School   Social Studies Teacher 
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Kenneth Smith  Har-Bur Middle School   Principal 
Kathy Wesolowski Lake Garda School   Grade 4 Teacher 

 
ADMINISTRATION AND COMPLEMENTARY OBSERVERS* 

Alyce Barlowski  Lewis Mills High School   Math Coordinator 
Alan Beitman  Central Office    Superintendent 
Peter Bogen  Har-Bur Middle School   Assistant Principal 
Cheri Burke  Central Office     Director of Student Learning 
Linda Carabis  Central Office    Director of Student Support Services 
Stefanie Carbone Lake Garda School   Assistant Principal 
John Deeb  Lewis Mills High School   Music/Fine Arts Coordinator 
Edward Dorgan  Lewis Mills High School   Social Studies Coordinator 
Joanne Ellsworth Lake Garda School   Language Arts Coordinator 
David Francalangia Lewis Mills High School   Coordinator of Athletics 
Robert Gauvain  HCS and LGS    STEM Coordinator 
Jack Gedney  Lake Garda School   Principal 
Brennan Glasgow HCS and LGS    STEM Coordinator 
David Grigociewicz Lewis Mills High School   Science Coordinator 
Norma Ingram  Har-Bur Middle School   Special Education Coordinator 
Phyllis Jones  Lewis Mills High School   Wellness Coordinator 
Rebecca Kennedy Harwinton Consolidated School  Assistant Principal 
Elizabeth Lapman Lewis Mills High School   World Language Coordinator 
Pamela Lazaroski Lewis Mills High School   Principal 
Cherie Lindquist HCS and LGS    Special Education Coordinator 
Megan Mazzei  Harwinton Consolidated School  Principal 
Silvia Ouellette  Lewis Mills High School   Assistant Principal 
Angela Pasqualini Harwinton Consolidated School  Language Arts Consultant 
Leigh Pont  Central Office    Lead Technology Teacher 
Erin Putnam  Lewis Mills High School   Guidance Coordinator 
Martha Rouleau Har-Bur Middle School   Assistant Principal 
Steven Schibi  Lewis Mills High School   Dean of Students  
Kenneth Smith  Har-Bur Middle School   Principal 
Leslie Vendetti  Lewis Mills High School   Special Education Coordinator 
Jillian Yantz  Lewis Mills High School   Language Arts Coordinator 
*If necessary, please notify your building principal prior to September 15th of any specific concern regarding a 
complementary observer.  
 
The primary evaluator for most teachers will be the school principal or assistant principal who will be responsible for 
the overall evaluation process, including assigning summative ratings. Complementary observers are certified 
educators. They may have specific content knowledge, such as department heads or curriculum coordinators. 
Complementary observers must be fully trained as evaluators in order to be authorized to serve in this role.  
 
Complementary observers may assist primary evaluators by conducting observations, including pre- and post-
conferences, collecting additional evidence, reviewing SLOs and providing additional feedback. A complementary 
observer should share his/her feedback with the primary evaluator as it is collected and shared with teachers.  
Primary evaluators will have sole responsibility for assigning final summative ratings. Both primary evaluators and 
complementary observers must demonstrate proficiency in conducting standards-based observations. 
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Overview 

 

A.  DESIGN PRINCIPLES 

Use multiple, standards-based measures of performance 

An evaluation plan that uses multiple sources of information and evidence results in a fair, accurate and 
comprehensive picture of each teacher’s performance.  The Teacher Support and Evaluation Plan defines 
four categories of teacher performance:  Student Growth (45%), Observation of Teacher Performance 
(40%), Parent Feedback (10%) and the Whole School Learning Indicator (5%). 

Promote professional judgment and consistency 

Assessing a teacher’s professional practice requires evaluators to constantly use their professional 
judgment.  No rubric or formula, however detailed, can capture all of the nuances in how teachers interact 
with students, and synthesizing multiple sources of information into performance ratings is inherently 
more complex than checklists or numerical averages.  At the same time, teachers’ ratings should depend 
on their performance, not on their evaluators’ biases.  Accordingly, this Teacher Support and Evaluation 
Plan aims to minimize the variance among our school leaders’ evaluations of classroom practice and 
support fairness and consistency within and across Regional School District #10. 

Foster dialogue about student learning 

This Teacher Support and Evaluation Plan hinges on both the inherent values of self-evaluation and of the 
professional conversations among teachers and administrators.  Dialogue occurs more frequently and 
focuses on what students are learning and what teachers and their administrators can do to support 
teaching and learning. 

Encourage feedback and professional development to support teacher growth 

Novice and veteran teachers alike deserve detailed, constructive feedback and professional development, 
tailored to the individual needs of their classrooms and students.  The Teacher Support and Evaluation 
Plan promotes a shared language of excellence to which professional development, coaching and feedback 
can align to improve practice. 

 

B.  EVALUATION CATEGORIES AND FOCUS AREAS 
 
The Teacher Support and Evaluation Plan consists of multiple measures to paint an accurate and 
comprehensive picture of each teacher’s performance.  All of Region 10’s teachers will be evaluated in 
four categories, which are grouped into two major focus areas as shown in the visual representation 
(Figure 1) below.   
 
The four categories are:  

1. Observation of Teacher Performance (40% of final evaluation) 
2. Parent Feedback (10% of final evaluation) 
3. Student Growth (45% of final evaluation) 
4. Whole School Learning Indicator (5% of final evaluation)   
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Observation of Teacher Performance (40%) and Parent Feedback (10%) are then combined to form the 
first focus area which is Teacher Practice.  Student Growth (45%) and the Whole School Learning Indicator 
(5%) are combined to form the second focus area which is Student Outcomes.  

 
 

C.  DEFINITION OF CATEGORIES 
 
The two Teacher Practice indicators are Observation of Teacher Performance (40%) and Parent 
Feedback (10%) 
 

Observation of Teacher Performance 
In Regional School District #10, a combination of goal-setting to improve practice and classroom 
observations will be used to evaluate the teacher’s knowledge and application of a complex set of skills 
and competencies.  The evaluation plan includes multiple domains, based on the work of Charlotte 
Danielson and the CCT, and observation forms aligned to the domains. 
 

Parent Feedback  
Involvement of parents in the education of their children is a key factor in successful schools.  Each school 
will collect and analyze feedback from parents in a variety of achievement and environment-related 
categories and use the data to set a collaborative school-wide goal. Surveys must be reliable, 
representative and anonymous. The data will be re-collected at the end of a specified period of time.  
Evaluators will then use their teachers’ collective success and each teacher’s individual professional 
contributions to the achievement of this goal when assessing this category.   
 
The two Student Outcomes indicators are Student Growth (45%) and the Whole School Learning 
Indicator (5%) 
 

Student Growth 
Each teacher’s students, individually and as a group, are different from other teachers’ students, even in 
the same grade level or subject within the same school. For student growth to be measured for teacher 

Teacher 
Performance

40%

Parent Feedback 
10%

Student Growth
45%

Whole School 
Learning Indicator

5%

Student Outcomes 
50% 

Teacher Practice 
50% 

Figure 1 



 

Regional School District #10 – Teacher Support and Evaluation Plan Page 10 
 

evaluation purposes, the teacher must analyze his/her own achievement data from the previous year’s 
class, as well as the current level of achievement for his/her incoming students. Data analysis will lead to 
goal setting and the ongoing collection of data. This, along with the end-of-the year data, will become the 
measurement of success.  

 

Whole School Learning Indicator 
For the Whole School Learning Indicator in teacher evaluations, a teacher’s indicator rating shall be 
determined based on the aggregate rating for multiple student learning indicators established for the 
school administrator’s evaluation rating.   

 

D.  RUBRICS 
 
Underlying Principle:  The purpose of the teacher performance domains is to improve instruction, which 
will result in increased student learning.  The guiding assumptions in this process are: 

 Every teacher believes instructional improvement is always desirable and possible. 

 Every teacher believes that excellent instruction is the foremost factor in each student 
achieving his/her highest potential. 

 It is the professional community’s responsibility to define clear performance and 
accountability measures for teaching, student learning and professional responsibility.    

 Fulfilling these three assumptions will promote a positive educational climate. 
 
The teacher evaluation performance domains are the culmination of current research about exceptional 
teaching practices; through the use of specific indicators at each level of performance, they summarize 
these domains of exceptional teaching:   
 
Classroom Teacher (CCT Rubrics): 

1. Classroom Environment, Student Engagement and Commitment to Learning 
2. Planning for Active Learning 
3. Instruction for Active Learning 
4. Professional Responsibilities and Teacher Leadership 

 
Instructional Specialists (Danielson Rubrics): 

1. Planning and Preparation 
2. The Environment 
3. Delivery of Service 
4. Professional Responsibilities 

 
E.  TEACHER PERFORMANCE RATINGS OVERVIEW 
 
Based on the rubrics, and throughout all of the domains, there are four ratings:   

 Exemplary (4) 
 Proficient (3) 
 Developing (2) 
 Below Standard (1) 

 
Legislation defines Proficient as the expected standard for teachers in the state of Connecticut.   
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Having four ratings allows evaluators and teachers to clearly distinguish between effective and ineffective 
teaching practices.  An exceptional rating, Exemplary, provides an exemplary benchmark towards which 
even the very best teachers can strive to attain.  

 

F.  TIMELINE 
 
The following timeline (Figure 2) will be shared with teachers in Regional School District #10.   

 Professional development regarding the implementation of the Teacher Support and Evaluation 
Plan will include an annual review of the documents with a focus on updates and changes to the 
plan, as well as identification of effective classroom strategies and the analysis of data.   

 Every teacher new to Regional School District #10 will complete a self-evaluation in September. 

 In addition to the following timeline, an evaluator may request a conference with the teacher at 
any time areas of concern related to one or more of the rubrics become apparent. 
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TIMELINE 
 

 Aug Sept Oct Nov Dec Jan Feb Mar Apr May June 

Review of (or orientation on) 
teacher evaluation plan X X          

Teachers new to the district 
complete a self-evaluation 
using the rubrics  

 X          

Standardized and school-based 
data distributed to teachers X X          

Set school-wide Parent 
Feedback goal and the Whole 
School Learning Indicator goal 

 X          

Teacher writes Teacher 
Practice goal, SLOs, Parent 
Feedback goal– (due by 
November 15th) 

 X X X        

Teachers and grade-level 
teams collect and analyze data 
and student work samples 

X X X X X X X X X X X 

Fall goal-setting conference 
(teacher and evaluator)  X X         

Teacher completes the mid-
year self-evaluation form for all 
goals 

     X X     

Mid-year conference with 
evaluator to discuss goals      X X     

Surveys administered by 
principal         X X  

Teacher completes summative 
self-evaluations on ALL goals 
and rubrics; prepares data and 
artifacts 

        X X  

Discuss recent survey results 
and assess progress towards 
school-wide Parent Feedback 
goal and Whole School 
Learning Indicator goal 

         X  

End-of-year conference with 
evaluator to discuss goals          X X 

 

Part 1:  Teacher Practice  
 
Underlying Principle:  Accomplished teachers are continuous, self-reflective learners.  They are relentless 
in their quest to find the right combination of instructional strategies, motivational techniques and 
appropriate content to allow all students to excel.  The rubrics provide both teachers and administrators 

Figure 2 
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the opportunity to reflect upon performance patterns relative to Regional School District #10 standards, to 
the 2010 Common Core of Teaching:  Foundational Skills and to quality research.  Each rubric is designed 
to provide teachers with a profile of their strengths as well as areas in which to set goals for improvement.   
 
Effective implementation of the domains will accomplish these objectives:  

1. Define, recognize and reinforce exemplary teaching through specific indicators.  
2. Provide guided assistance in helping teachers individually and collectively identify next steps. 
3. Provide follow-up structures to support a teacher’s areas of weakness. 
4. Provide information to the principal and district about professional development needs.  

 

A. THE OBSERVATION PROCESS  
 
Each teacher will be observed a minimum of three times a year. These observations will be in accordance 
with the guidelines in Figure 3. It is understood that, at any time, without notice, an evaluator may 
observe a teacher during any professional activity.  
 

Teacher Category Observations 

First and Second Year Novice Teachers 
 

 3 or more classroom observations 

 2 of the classroom observations must include a pre-
planning conference 

 All classroom observations must include a post-conference 
with verbal and written feedback 

 1 or more reviews of practice with verbal and written 
feedback 

  

Teachers who are designated as Below 
Standard (1) or Developing (2) 
 
   (see Part IV:  Enhanced Assistance) 

 3 or more classroom observations 

 2 of the classroom observations must include a pre- 
planning conference 

 All classroom observations must include a post-conference 
with verbal and written feedback 

 1 or more reviews of practice with verbal and written 
feedback 

 Specific action plan determined to address area(s) of 
concern 

  

Teachers who are designated as Proficient 
(3) or Exemplary (4) 

 1 classroom observation which includes a post conference 
with verbal and written feedback 

 2 or more reviews of practice with verbal and written 
feedback 
 

  

 
 
 
 

Figure 3 
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Classroom Observations: 

 Evaluators will use classroom observations to collect evidence for the summative assessment of 
both the teacher practice rubrics and the teacher’s teacher practice goal(s).  

 Evaluators will note specific, evidence-based details about what the teacher and students said and 
did in the classroom.  

 Evaluators will discuss with teacher how the evidence collected aligns with the appropriate 
component(s) on the “Classroom Teacher Observation Form” or for non-classroom teacher the 
appropriate specialist observation form and then determine which performance level the evidence 
supports.  

 After the post-conference, both the evaluator and teacher must sign-off to acknowledge the 
observation is complete.  

 
Reviews of Practice: 

 Reviews of Practice include observations of the teacher in the halls or on the playground, in PPTs, 
in conferences with parents, during professional development activities, at team meetings, at 
faculty meetings, etc.  

 Reviews of Practice include written lesson plans, teacher-created materials, samples of student 
work, data collection, etc.  

 Evaluators will discuss with teacher how the evidence collected aligns with the appropriate 
component(s) on the “Classroom Teacher Observation Form” or for non-classroom teacher the 
appropriate specialist observation form and then determine which performance level the evidence 
supports.  

 After the post-conference, both the evaluator and teacher must sign-off to acknowledge the 
observation is complete.  
 

 
All observations, regardless of length, will be formal in the sense that they will include verbal and written 
feedback. Evaluators can use their discretion to decide the right number of observations for each teacher 
based on school and staff needs and in accordance with the guidelines in Figure 3.  
 
Pre-conferences may include collaborative lesson planning, data team analysis and planning, instructional 
modeling, etc. in which both the teacher and evaluator participate.  
 
All evaluators and complementary observers are required to complete on-going training on the evaluation 
model. Regional School District 10 will provide calibration training opportunities for evaluators via video 
and discussion.  Evaluator proficiency will be demonstrated by successfully completing all calibration 
activities.   
 
Administrators and complementary observers will also be encouraged to take advantage of the 
Connecticut State Department of Education (CSDE) and/or RESCs training opportunities and tools. 
Administrators will adapt and build on these tools to provide comprehensive training and support within 
the district to ensure evaluators are proficient in conducting teacher evaluations and providing high 
quality feedback. 
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B. FEEDBACK 
 
The goal of observational feedback is to help teachers grow as educators and become more effective with 
all of their students.  Evaluator feedback will be timely, clear, direct, supportive and constructive.  
Feedback may include: 

 specific evidence and ratings on the observed components of the teacher practice rubrics;  

 commendations;  

 recommendations for improving teacher practice; and  

 a timeframe for implementation of recommendations.  

 

C. TEACHER PRACTICE RATINGS AND GOAL SETTING (40%) 
 
At the beginning of the school year, teachers new to the district and/or evaluation process will complete 
the rubric evaluations by selecting one indicator for each item in each of the applicable rubrics. The 
indicator for each item should be clearly highlighted, or circled, thereby creating an easily recognizable 
visual pattern. Then, in a private conference, the teacher and evaluator will meet to discuss areas of 
strength and areas for improvement. The differences in their rubric evaluations and all areas in need of 
improvement (i.e., any ratings in the bottom two bands) should be discussed. The evaluator and teacher 
should also discuss strategies for improvement.   
 
Based on the domains (see Section E), there are four ratings for teacher practice:  Exemplary (4), Proficient 
(3), Developing (2), and Below Standard (1). 
 
At the end of the year, the primary evaluator must determine a final Teacher Practice rating and discuss 
this rating with the teacher during the end-of-year conference.   
 
The final Teacher Practice rating will be calculated by the evaluator in a three-step process:   

1) The evaluator holistically reviews evidence collected through observations and interactions 
(e.g., team meetings, conferences) and uses professional judgment to determine indicator 
ratings for each of the domains; 

2) The evaluator averages the indicators within each domain to a tenth of a decimal to calculate 
domain level scores of 1.0 - 4.0; and 

3) The evaluator applies domain weights to domain scores to calculate an overall observation of 
teacher practice rating of 1.0 - 4.0. 

 
When a teacher’s rating in one or more of the rubrics is determined to be Developing or Below Standard at 
the end of the year, a targeted improvement plan must be put in place for the following school year.  This 
area(s) of focus will serve as the basis for the Teacher’s Practice Goal(s).   
 
At the start of the following year, each teacher will work with his or her evaluator to collaboratively 
develop the Teacher Practice Goal(s).  All goals should have a clear link to student achievement and 
advance the teacher’s practice in the rubrics.  They should also be clearly aligned to the previous year’s 
rubrics’ rating, while also taking into consideration their previous year’s data collections, parent feedback, 
research investigations and ongoing reflections about their practice.  These goals will provide a focus for 
the coming year’s observations and feedback conversations.  These goals must be in SMART goal format. 
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D. PERFORMANCE RUBRICS 
 
Classroom teachers will be evaluated on their mastery towards the four domains from the CCT Rubric for 
Effective Teaching. Instructional specialists will be evaluated on their mastery towards the four domains 
from Charlotte Danielson. Instructional specialists include, but are not limited to, the following:  school 
counselors, school psychologists, speech and language pathologists, library media specialists, social 
workers, language arts consultants, math specialists, special education coordinators and transition 
counselors.  This list can change from year to year based on state requirements.   

 

 
E. PARENT FEEDBACK GOAL SETTING (10%) 

 
Underlying Principles:  Parents play a vital role in the assessment of the success of school leaders and 
teachers.  Yearly anonymous surveys measuring parent satisfaction will be conducted and analyzed at the 
whole school level.  Surveys will be externally generated and compiled to ensure fairness, reliability, 
validity and usefulness.   
 
Teachers will work collaboratively with their principal to analyze the data and create school-wide SMART 
goals based on specific areas of the survey needing attention.  A new survey will be administered each 
spring designed to measure the SMART goals, serve as the success indicator for the prior school year and 
become the baseline for future goal-setting.  
 
In determining the Parent Feedback Goal(s), the principal and teachers should review the parent survey 
results at the beginning of the school year in a whole-school faculty meeting, identify specific areas of 
need and set one to two collaborative parent-engagement SMART goals based on the survey results.  
Possible goals include improving communication with parents, helping parents become more effective in 
support of homework, improving Open House or parent-teacher conferences, etc. 
 
After the building-based Parent Feedback Goal(s) have been established, teachers will choose a parent 
engagement goal.  Teachers will then determine at least two growth targets that demonstrate progress 
toward achieving their goal.  For instance, if the Parent Feedback Goal is to improve parent 
communication, an individual teacher’s target could be sending bi-weekly updates to parents and 
developing a new website for his/her class.   
 
There are two ways a teacher can measure and demonstrate progress on their growth targets.  A teacher 
can (1) measure how successfully they implemented their individual strategy by providing examples, 
and/or (2) collect evidence directly from parents to measure the parent-level indicators they generate.   
 
The Parent Feedback rating (10%) should reflect the degree to which a teacher successfully reaches 
his/her parent goal and improvement targets and has contributed to the school-wide goal.  This is 
accomplished through a review of the evidence provided by the teacher and the evaluator’s observations 
of the teacher’s efforts.  The following scale applies: 
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Note: The progress the school makes on the Parent Feedback Goal, as measured by the new survey 

results, is a component of the principal’s evaluation. 

 

 

 

 

Examples:  

School-Based Goals for Parent Feedback 

Examples:  

Individual Teacher Goals which support School-

Based Goals 
Increase the percentage of parents who say 
“Always” to the statement “My child's teacher 
communicates with parents,” from 68% to 90%. 

 I will send home progress reports for math 
with each child every two weeks. 

 Every other Friday, my 6th grade students will 
use their work folders to write a brief letter to 
their parents summarizing their progress in 
reading and math. 

Increase the percentage of parents who say 
“Always” to the statement “I feel comfortable 
talking about an issue with my child with my 
child’s teacher,” from 56% to 75%. 

 I will revise my Curriculum Night letter and my 
pre-conference handouts to make sure I am 
‘inviting’ parents to talk to me.  In addition, I 
will call each child’s parents once by October 
15th to encourage communication. 

Decrease the percentage of parents who say their 
first choice for information about our school is 
‘other people’ (63% to 40%) while increasing the 
percentage of parents who say their first choice 
for information is the school webpage (52% to 
70%).  

 I will update my classroom webpage weekly on 
Mondays. 

 I will submit classroom news items for the 
webpage once per month. 

 
Part II: Student Outcomes 

 
Underlying Principles:  Every teacher is in the profession to help children learn and grow, and teachers 
already think carefully about what knowledge, skills and talents they are responsible to nurture in their 
students each year.  As a part of the evaluation plan process, teachers will document those aspirations and 
anchor them in data. 
 
The Student Outcomes rating includes two categories: 

 Whole School Learning Indicator which counts for 5% of the total evaluation rating 

Exceeded the Goal

Exemplary (4)

Met the Goal

Proficient (3)

Partially Met Goal

Developing (2)

Did Not Meet Goal

Below Standard  (1)

Figure 4 
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 Student Growth which counts for 45% of the total evaluation rating 

 

A. WHOLE SCHOOL LEARNING INDICATOR (5%) 
 
A teacher’s indicator rating shall be equal to the aggregate rating for multiple student learning indicators 
established for the administrators’ evaluation rating at that school. In 2015-2016, Regional School District 
#10 will not require that the administrators’ student learning component incorporate SPI progress.  
Therefore, this rating will be based on the administrators’ aggregate progress on SLO targets, which will 
correlate to the full student learning rating on an administrators’ evaluation (equal to the 45% component 
of the administrators’ final rating).   

 
 

B. STUDENT GROWTH AND SLO GOAL SETTING (45%) 
 
Each teacher’s students, individually and as a group, are different from other teachers’ students, even in 
the same grade level or subject at the same school.  For student growth to be measured for teacher 
evaluation purposes, it is imperative to use a method that takes each teacher’s assignment, students and 
context into account.  Regional School District # 10 has selected a goal-setting process called Student 
Learning Objectives (SLOs) as the approach for measuring student growth during the school year. 

Student Learning Objectives will support teachers in using a planning cycle that will be familiar to 
most educators.  While this process should feel generally familiar, teachers will be asked to set more 
specific and measureable targets than they may have done in the past, and to develop them through 
consultation with colleagues in the same grade level or teaching the same subject and through 
mutual agreement with evaluators.  The four SLO phases are described in detail below: 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
This first phase is the discovery phase, just before the start of the school year and in its first few weeks. 
Once teachers know their rosters, they will access all available student assessment data and intervention 
history to determine their new students’ baseline skills and abilities, relative to the grade level or course 
the teacher is teaching.  This information will be critical for goal setting. 
 
 

SLO Phase 1: 
Learn about this 
year’s students 

SLO Phase 2: 
Set at least 1 goal 

for student 
learning 

SLO Phase 3: 
Monitor students’ 

progress 

SLO Phase 4: 
Assess student 

outcomes relative 
to goals 

SLO Phase 1: 
Learn about this year’s 

students 
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Each teacher, through mutual agreement with his/her evaluator, will select at least one objective for 
student growth. For each objective, each teacher, through mutual agreement with his/her evaluator, will 
select multiple Indicators of Academic Growth and Development (IAGD).  
 
In 2015-2016, Regional School District #10 will not require that a teacher’s summative rating incorporate 
state test data. The student growth and development component may be composed of standardized 
assessments for those grades and subjects where available and appropriate. If standardized assessments 
are not available or appropriate, then the educator’s student learning outcomes component would be 
based on non-standardized indicators.  

Regional School District #10 uses a specific definition of “standardized assessment.”  As stated in 
Connecticut’s System for Educator Evaluation and Development, a standardized assessment is 
characterized by the following attributes: 

 administered and scored in a consistent – or “standard” – manner 

 aligned to a set of academic or performance “standards” 

 broadly‐administered (e.g., nation‐ or state‐wide) 

 often administered only once a year, although some standardized assessments are administered two 
or three times per year 
 

Examples of indicators that may be used to produce evidence of academic growth and development 
include but are not limited to: 

1. Standardized indicators 

 AP exams 

 SAT 

 DRA (administered more than once a year) 

 DRP 

 CMT/CAPT/SBAC 

 BAS (administered more than once per year) 
 

2. Non-standardized indicators 

 performances against a rubric 

 performance assessments or tasks rated against a rubric 

 portfolios of student work rated against a rubric 

 curriculum-based assessments, including those constructed by a teacher or team or 
teachers 

 periodic assessments that document student growth over time 

 

 

To create their SLO(s), teachers will follow these four steps: 

SLO Phase 2: 
Set at least 1 SLO (goal for 

learning) 
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Phase 2 - Step 1:  Decide on the Student Learning Objective(s) 
The objective(s) will be broad goals for student learning.  Each should address a central purpose of the 
teacher’s assignment and should pertain to a large proportion of his/her students.  Each SLO should reflect 
high expectations for student learning ‐ at least a year’s worth of growth (or a semester’s worth for 
shorter courses) ‐ and should be aligned to relevant state, national (e.g. Common Core), or district 
standards for the grade level or course.  Depending on the teacher’s assignment, the objective might aim 
for content mastery (more likely at the secondary level) or it might aim for skill development (more likely 
at the elementary level or in arts classes). 

Teachers are encouraged to collaborate with grade‐level and/or subject‐matter colleagues in the 
creation of SLO(s).  Teachers with similar assignments may have identical objectives although they will 
be individually accountable for their own students’ results. 

The following are examples of Student Learning Objectives (SLOs) based on student data: 

 

Teacher Category Student Learning Objective 

Eighth Grade Science My students will master critical concepts of science inquiry. 

High School Visual Arts All of my students will demonstrate proficiency in applying 
the five principles of drawing. 

 
 Phase 2 - Step 2:  Select Indicators of Academic Growth and Development (IAGD)  
An Indicator of Academic Growth and Development (IAGD) is the specific evidence, with a quantitative 
target, that will demonstrate whether the objective was met.  Each SLO must include a minimum of two 
IAGDs. 

Each indicator should make clear (1) what evidence will be examined, (2) what level of performance is 
targeted, and (3) what proportion of students is projected to achieve the targeted performance level. 
Indicators can also address student subgroups, such as high‐ or low‐performing students or ELL students. 
It is through the Phase I examination of student data that teachers will determine what level of 
performance to target for which students.  

Since indicator targets are calibrated for the teacher’s particular students, teachers with similar 
assignments may use the same evidence for their indicators, but they would be unlikely to have 
identical targets.  For example, all 2nd grade teachers in the district might use the same reading 
assessment as their IAGD, but the performance target and/or the proportion of students expected to 
achieve proficiency would likely vary among 2nd grade teachers.  

Taken together, a SLOs’ indicators, if achieved, would provide evidence that the objective was met.  Here 
are some examples of indicators that might be applied to the previous SLO examples: 
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Grade/Subject  SLO  IAGD(s)  

6th Grade  

Social Studies  

Students will produce effective and 
well-grounded writing for a range of 
purposes and audiences.  

By May 15:  

n Students who scored a 0-1 out of 12 
on the pre-assessment will score 6 or 
better  

n Students who scored a 2-4 will score 
8 or better.  

n Students who scored 5-6 will score 9 
or better.  

n Students who scored 7 will score 10 
or better  

* This is one IAGD (assessment/measure of 

progress) that outlines differentiated 

targets based on pre-assessments.  

9th Grade  

Information Literacy  

Students will master the use of digital 
tools for learning to gather, evaluate 
and apply information to solve 
problems and accomplish tasks.  

By May 30:  

n 90%-100% of all students will be 
proficient (scoring a 3 or 4) or higher 
on 5 of the 6 standards (as measured 
by 8 items) on the digital literacy 
assessment rubric.  

* This is one IAGD (assessment/measure of 

progress) illustrating a minimum 

proficiency standard for a large proportion 

of students.  

11th Grade  

Algebra 2  

Students will be able to analyze 
complex, real-world scenarios using 
mathematical models to interpret 
and solve problems.  

By May 15:  

n 80% of Algebra 2 students will score 
an 85 or better on a district Algebra 2 
math benchmark.  

* This is one IAGD (assessment/measure of 

progress) illustrating a minimum 

proficiency standard for a large proportion 

of students.  

9th Grade  

ELA  

Cite strong and thorough textual 
evidence to support analysis of what 
the text says explicitly, as well as 
inferences drawn from the text.  

By June 1:  

n 27 students who scored 50-70 on the 
pre-test will increase scores by 18 
points on the post test.  

n 40 students who score 30-49 will 
increase by 15 points.  

n 10 students who scored 0-29 will 
increase by 10 points.  

* This is one IAGD (assessment/measure of 

progress) that has been differentiated to 

meet the needs of varied student 

performance groups.  
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1st and 2nd Grade  

Tier 3 Reading  

Students will improve reading 
accuracy and comprehension leading 
to an improved attitude and approach 
toward more complex reading tasks.  

By June:  

IAGD #1: Students will increase their 
attitude towards reading by at least 7 
points from baseline on the full scale 
score of the Elementary Reading 
Attitude Survey, as recommended by 
authors, McKenna and Kear.  

IAGD #2: Students will read 
instructional level text with 95% or 
better accuracy on the BAS.  

* These are two IAGDs using two 

assessments/measures of progress. IAGD 

#2 has also been differentiated to meet the 

needs of varied student performance  

 
Phase 2 - Step 3:  Provide Additional Information  
During the goal-setting process, teachers and evaluators will document the following:  

 the rationale for the objective, including relevant standards; 

 any important technical information about the indicator evidence (like timing or scoring plans); 

 the baseline data that was used to set each IAGD; 

 interim assessments the teacher plans to use to gauge students’ progress toward the SLO during the 
school year (optional); and 

 any training or support the teacher thinks would help improve the likelihood of meeting the SLO 
(optional). 

 
Phase 2 - Step 4:  Submit SLO(s) to Evaluator for Approval  
SLOs are proposals until the evaluator approves them.  While teachers and evaluators should confer 
during the goal-setting process to select mutually agreed-upon SLO(s), ultimately, the evaluator must 
formally approve all SLO proposals.  
 
The evaluator will examine each SLO relative to three criteria described below.  SLOs must meet all three 
criteria to be approved.  If they do not meet one or more criteria, the evaluator will provide written 
comments and discuss their feedback with the teacher during the fall goal-setting conference.  SLOs that 
are not approved must be revised and resubmitted to the evaluator within ten days. 
 

SLO Approval Criteria 

Priority of Content 
 
Objective is deeply relevant to 
teacher’s assignment and 
addresses a large proportion of 
his/her students. 
 

Quality of Indicators 
 
Indicators provide specific, 
measurable evidence.  The 
indicators provide evidence 
about students’ progress over the 
school year or semester during 
which they are with the teacher. 
 

Rigor of Objective / Indicators 
 
Objective and indicators are 
attainable but ambitious, and 
taken together represent at least 
a year’s worth of growth for 
students (or appropriate growth 
for a shorter interval of 
instruction). 
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Once SLO(s) are approved, teachers should monitor students’ progress towards the objectives.  They can, 
for example, examine student work, administer interim assessments and track students’ accomplishments 
and struggles. Teachers can share their interim findings with colleagues during collaborative time, and 
they can keep their evaluator apprised of progress. 

If a teacher’s assignment changes or if his/her student population shifts significantly, the SLO(s)  and/or 
IAGDs can be adjusted during the mid-year conference between the evaluator and the teacher. 

At the end of the school year, the teacher should collect the evidence required by their indicators and 
submit it to their evaluator.  Along with the evidence, teachers will complete and submit a self-
assessment which asks teachers to reflect on the SLO outcomes by responding to the following four 
statements: 

1. Describe the results and provide evidence for each indicator. 
2. Provide your overall assessment of whether this objective was met. 
3. Describe what you did that produced these results. 
4. Describe what you learned and how you will use that going forward. 

Evaluators will review the evidence and the teacher’s self-assessment and assign one of four ratings to 
each SLO: Exceeded (4 points), Met (3 points), Partially Met (2 points), or Did Not Meet (1 point). These 
ratings are defined as follows: 

Exceeded (4) 
All or most students met or substantially exceeded the target(s) contained in 

the indicator(s). 

Met (3) 
Most students met the target(s) contained in the indicators within a few points 
on either side of the target(s). 

Partially Met (2) 

Many students met the target(s) but a notable percentage missed the target by 
more than a few points.  However, taken as a whole, significant progress 
towards the goal was made. 

Did Not Meet (1) 
A few students met the target(s) but a substantial percentage of students did 
not.  Little progress toward the goal was made. 

 
 

SLO Phase 3: 
Monitor students’ 

progress 

SLO Phase 4: 
Assess student outcomes 

relative to SLO(s) 



 

Regional School District #10 – Teacher Support and Evaluation Plan Page 24 
 

The evaluator may score each indicator separately then average those scores for the SLO score, or, he/she can 
look at the results as a body of evidence regarding the accomplishment of the objective and score the SLO 
holistically. 

 
The final student growth and development rating for a teacher is the average of their two SLO scores (or the 
value of their single SLO score).  For example, if one SLO was Partially Met (2 points), and the other SLO was 
Met (3 points), the student growth and development rating would be 2.5 ((2+3)/2).  The individual SLO ratings 
and the student growth and development rating will be shared and discussed with teachers during the end-of-
year conference. 

 
Note:  For SLOs that include an indicator based on state standardized tests, results may not be available in time 

to score the SLO prior to the June 30th deadline. In this instance, if evidence for other indicators in the 
SLO is available, the evaluator can score the SLO on that basis.  Or, if state tests are the basis for all 
indicators, then the teacher’s student growth and development rating will be based only on the results 
of the SLO that is based on non-standardized indicators. 

 
However, once the state test evidence is available, the evaluator is required to score or rescore the SLO, 
then determine if the new score changes the teacher’s final (summative) rating.  The evaluation rating 
can be amended at that time as needed, but no later than September 15th.  
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Part III:  Scoring 

 

A. SUMMATIVE TEACHER EVALUATION SCORING 
 
The individual summative teacher evaluation rating will be based on the four categories of performance, grouped 
by the two major focus areas:  Teacher Practice (50%) and Student Outcomes (50%).   
 
Every educator will receive one of four performance ratings:  

Exemplary – substantially exceeding indicators of performance  
Proficient – meeting indicators of performance  
Developing – meeting some indicators of performance but not others  
Below Standard – not meeting indicators of performance  

 
The rating will be determined using the following process:  
 

1. The Teacher Practice score (50%) will be calculated by combining the Teacher Performance rubrics 
(40%) and the Parent Feedback score (10%) as follows: 

 Teacher Performance score _______ (average of rubrics) X .40 =  _________ 

 Parent Feedback score _______ (1 to 4) X .10 = _________ 

 Total Score ____________                 Rating = _______________ 

 
See Classroom Teacher Practice Summary Worksheet and Instructional Specialist Practice Summary 
Worksheet  

 

 

2. Calculate a Student Outcomes score (50%) by combining the Student Growth score (45%) and the 
Whole School Learning Indicator score (5%) 

 SLO(s) score _______ X .45 = _________ 

 Whole School Learning Indicator score _______ X .05 = __________ 

 Rating = _______________ 

 

See Student Outcomes Summary Worksheet  

 
 

Rating Table for Teacher Practice 
175 – 200 Exemplary (4) 
127 – 174 Proficient (3)* 
81 - 126 Developing (2) 
50 - 80 Below Standard(s) (1) 

 
 
*NOTE:  So that all staff members have room for growth and to encourage all teachers to set goals for 
improvement, Proficient is the standard for Region 10 teachers.  
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B. DEFINITION OF EFFECTIVENESS AND INEFFECTIVENESS 
 

Regional School District #10 differentiates between effectiveness and ineffectiveness as follows: 
 

1. Teacher effectiveness will be based upon a pattern of summative teacher ratings collected over time. In 
order to be deemed effective, teachers will need to have a summative rating of Proficient or Exemplary. 
Teachers are required to be effective within two years of being evaluated using this plan.  

2. Any teacher having a summative rating of Developing after one year of being evaluated with this plan will 
be placed on Regional School District #10’s Enhanced Assistance Plan. Any teacher having a summative 
rating of Below Standard after one year of being evaluated with this plan will be considered for 
termination.  
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Part IV:  Improvement Plans  

 
INTRODUCTION:   

Structured Support, Enhanced Assistance and Intensive Supervision Plans provide an opportunity for teachers 
to grow professionally when an area of need is identified.  These plans are not required to be sequential and 
are intended for both novice and experienced staff.  Prior to placement in one of these plans, an 
administrator should engage the teacher in conversation regarding the concerns.  It is hoped that a 
collaborative process will result in appropriate support for a teacher’s professional development through this 
communication process.  At any time in this process the teacher may request a union representative join the 
meetings with administrator.  

 

STRUCTURED SUPPORT ACTION PLAN 

Underlying Principle: A teacher is placed on Structured Support when an area(s) of concern is identified at any 
point during the school year. It is intended to provide a short-term avenue to address a concern in its early stage.  

1. The teacher and evaluator will meet to discuss the evaluator’s rubrics and review all data collected to this 
point. 

2. The teacher will receive a copy of the evaluator’s rubrics and written notification of being moved to 
Structured Support Plan  

3. In addition to the prescribed requirements in the Regional School District #10 Teacher Support and 
Evaluation Plan, the teacher and evaluator will complete a “Structured Support Action Plan.”  Together 
they will determine the priority areas to be addressed in this plan. 

4. The action plan will be mutually developed and will include: 
a. identification of the specific areas for improvement  
b. strategies for resolution of the specific areas for improvement** 
c. desired results and indicators of success 
d. a mutually agreed upon timeline 

5. If the teacher successfully completes the “Structured Support Action Plan,” and the success indicators 
have been achieved then the teacher will be removed from Structured Support.  Failure to achieve the 
required success indicators may result in further structured support or movement to another plan as 
necessary. 

6. All feedback regarding this process will be in written form. 
 
** Strategies for improvement may also include mentoring, observations of other teachers, attending 
workshops, research and book study, etc.  If the improvement plan includes professional activities that are 
normally paid for by the school district, appropriate remuneration will be made (with prior approval). 

 

 

 

ENHANCED ASSISTANCE PLAN 

Underlying Principle: This plan has been developed to assist and guide the teacher who is not meeting the 
district’s standards in improving his/her performance.  In the spirit of collegiality, the evaluator and the teacher 
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will jointly analyze the teacher rubrics and student performance outcomes at the end-of-the-year conference and 
work through the following procedures in order to achieve a Proficient rating. 

7. The teacher and evaluator will meet to discuss the evaluator’s rubrics as well as a review of the Student 
Outcomes indicators. 

8. The teacher will receive a copy of the evaluator’s rubrics and written notification of being moved to 
Enhanced Assistance.  

9. In addition to the prescribed requirements in the Regional School District #10 Teacher Support and 
Evaluation Plan, the teacher and evaluator will complete an “Enhanced Assistance Action Plan.”  Together 
they will determine the priority areas to be addressed in this plan. 

10. The “Enhanced Assistance Action Plan” will be mutually developed and will include: 
a. identification of the specific areas for improvement from the Teacher Practice rubrics and student 

performance outcomes 
b. strategies for resolution of the specific areas for improvement** 
c. desired results and indicators of success 
d. a mutually agreed upon timeline 

11. If the teacher successfully completes the “Enhanced Assistance Action Plan,” and the teacher evaluation 
rubric ratings improve to a level of Proficient then the teacher will be removed from Enhanced Assistance.  
Failure to achieve the required performance standards in the “Enhanced Assistance Action Plan” will 
move the teacher to Intensive Supervision. 

12. All feedback regarding this process will be in written form. 
 
** Strategies for improvement may also include mentoring, observations of other teachers, attending workshops, 
research and book study, etc.  If the improvement plan includes professional activities that are normally paid for 
by the school district, appropriate remuneration will be made (with prior approval). 

 

INTENSIVE SUPERVISION 

Underlying Principle: Teachers who have difficulty consistently demonstrating competence as specified in 
Regional School District #10’s Teacher Support and Evaluation Plan will be assigned to Intensive Supervision.  This 
designation is reserved exclusively for teachers who have been identified as having needs or deficiencies serious 
enough that they must be addressed and corrected immediately.  Teachers will be placed in this plan based upon 
the recommendation of the teacher’s direct evaluator.   
   
Phase I: 
1.  Any teacher placed on Intensive Supervision will receive verbal and written notification. 

 
2.  An “Intensive Supervision Action Plan” will be developed and written within ten (10) school days, will include 

the area(s) of concern or deficiency and will be shared with the Superintendent.  In addition, the 
“Intensive Supervision Action Plan” will delineate the following: 

a. identification of the specific areas for improvement from the Teacher Practice rubrics and student 
performance outcomes 

b. strategies for resolution of the specific areas for improvement** 
c. identification of a qualified colleague as a mentor 
d. a monitoring system that may include a specific number of observations and/or conferences  
e. desired results and indicators of success 
f. a mutually agreed upon timeline – within 45 school days. 

 
3.  At the conclusion of the 45 days, the evaluator will complete the “Intensive Supervision Action Plan Evaluation 
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Form.”  This report includes a (an): 
a. summary of the assistance provided 
b. record of observations, data and conferences conducted to monitor performance 
c. teacher developed summary of what he/she has accomplished to remediate the concern(s) 
d. assessment of performance in the area(s) of identified concern or deficiency 
e. clear statement of the status of the concern; the evaluator will make one of the following 

recommendations: 
1. Problem or area of concern is resolved and the staff member is removed 

from Intensive Supervision.  
2. Problem or area of concern is not sufficiently resolved.  Modifications will 

be made to the “Intensive Supervision Action Plan” and the staff member 
is given an additional 45 days to show improvement and/or correct 
deficiencies. Move to Phase II. 

 
 Phase II: 
1. The teacher will receive written notice that a meeting will be held in the Superintendent’s office to discuss the 

staff member’s performance in Phase I.   The Superintendent will conduct this meeting, and its purpose is 
to clearly establish that the concerns previously expressed by the immediate evaluator have now become 
concerns of the school system. 
 

2.  A second “Intensive Supervision Action Plan” will be developed and written within ten (10) school days of the 
Superintendent’s meeting.  This second “Intensive Supervision Action Plan” will again include the area(s) 
of concern or deficiency and will be shared with the Superintendent.  In addition, the “Intensive 
Supervision Action Plan” will delineate the following: 

a. identification of the specific areas for improvement from the Teacher Practice rubrics and 
student performance outcomes 

b. strategies for resolution of the specific areas for improvement** 
c. identification of a qualified colleague as a mentor 
d. a monitoring system that may include a specific number of observations and/or conferences  
e. desired results and indicators of success 
f. a mutually agreed upon timeline – within 45 school days. 

 
3.  At the conclusion of these 45 days, the evaluator will complete the “Intensive Supervision Action Plan 

Evaluation Form.”  This report includes a (an): 
a. summary of the assistance provided 
b. record of observations, data and conferences conducted to monitor performance 
c. teacher developed summary of what he/she has accomplished to remediate the concern(s) 
d. assessment of performance in the area(s) of identified concern or deficiency 
e. clear statement of the status of the concern; the evaluator will make one of the following 

recommendations: 
1.  Problem or area of concern is resolved and the staff member is removed 

from Intensive Supervision. 
2. Problem or area of concern is not sufficiently resolved.  The staff member 

is recommended for dismissal in accordance with the provisions of the 
Connecticut General Statute, Section 10-151d. 

 
** Strategies for improvement may also include mentoring, observations of other teachers, attending workshops, 
research and book study, etc.  If the improvement plan includes professional activities that are normally paid for 
by the school district, appropriate remuneration will be made (with prior approval). 
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Part V:  PROCEDURES FOR RESOLUTION OF DIFFERENCES “DISPUTE-

RESOLUTION PROCESS” 

The purpose of a resolution process is to seek a common understanding and secure fair solutions at the lowest 
possible administrative level.  When the teacher and evaluator cannot agree, on objectives/goals, an aspect of the 
improvement plan, domain or summative rating, the teacher is encouraged to discuss these differences with 
his/her evaluator.  It is expected that most disagreements can be resolved respectfully and collaboratively 
between an evaluator and a teacher. If, after meeting with the evaluator, the teacher still disagrees with the 
evaluator’s assessment or feedback, the teacher has a right to attach a statement to the evaluation report 
identifying the areas of concern and presenting a different perspective.   

 
If further facilitation is needed to resolve a dispute, a teacher can request a review by the dispute-resolution 
panel.  This panel is composed of the superintendent, teacher union president and two neutral third parties (one 
teacher and one administrator from the District Professional Development Committee from a different building). 
The purpose of the panel is to resolve disputes where the evaluator and teacher cannot agree on objectives/goals, 
an aspect of the improvement plan, domain or summative rating. Resolutions must be topic-specific and timely.  

If this process does not result in resolution of the dispute, the superintendent will make the final determination. 
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Domain 1 for Instructional Specialists:  Planning and Preparation 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

1a:   

Demonstrating 

knowledge of 

current trends in 

specialty area and 

professional 

development 

Instructional specialist 

demonstrates little or no 

familiarity with specialty 

area or trends in 

professional 

development. 

Instructional specialist 

demonstrates basic 

familiarity with specialty 

area and trends in 

professional 

development. 

Instructional specialist 

demonstrates thorough 

knowledge of specialty 

area and trends in 

professional 

development. 

Instructional specialist’s 

knowledge of specialty 

area and trends in 

professional development 

is wide and deep; 

specialist is regarded as 

an expert by colleagues.  

1b:   

Demonstrating 

knowledge of the 

school’s program 

levels of teacher 

skill in delivering 

that program  

Instructional specialist 

demonstrates little or no 

knowledge of the 

school’s program or of 

teacher skill in delivering 

that program. 

Instructional specialist 

demonstrates basic 

knowledge of the 

school’s program and of 

teacher skill in delivering 

that program.  

Instructional specialist 

demonstrates thorough 

knowledge of the 

school’s program and of 

teacher skill in delivering 

that program.   

Instructional specialist is 

deeply familiar with the 

school’s program and 

works to shape its future 

direction and actively 

seeks information as to 

teacher skill in that 

program. 

1c:   

Establishing goals 

for the 

instructional 

support program 

appropriate to the 

setting and the 

teachers served  

Instructional specialist 

has no clear goals for the 

instructional support 

program, or they are 

inappropriate to either 

the situation or the needs 

of the staff. 

Instructional specialist’s 

goals for the instructional 

support program are 

rudimentary and are 

partially suitable to the 

situation and the needs of 

the staff. 

Instructional specialist’s 

goals for the instructional 

support program are 

clear and are suitable to 

the situation and the 

needs of the staff. 

Instructional specialist’s 

goals for the instructional 

support program are 

highly appropriate to the 

situation and the needs of 

the staff.  They have been 

developed following 

consultations with 

administrators and 

colleagues. 

1d:   

Demonstrating 

knowledge of 

resources, both 

within and beyond 

the school and 

district 

Instructional specialist 

demonstrates little or no 

knowledge or resources 

available in the school or 

district for teachers to 

advance their skills 

Instructional specialist 

demonstrates basic 

knowledge of resources 

available in the school 

and district for teachers 

to advance their skills. 

Instructional specialist is 

fully aware of resources 

available in the school 

and district and in the 

larger professional 

community for teachers 

to advance their skills. 

Instructional specialist 

actively seeks out new 

resources from a wide 

range of sources to enrich 

teacher’s skills in 

implementing the 

school’s program. 

1e:   

Planning the 

instructional 

support program, 

integrated with 

the overall school 

program  

Instructional specialist’s 

plan consists of a random 

collection of unrelated 

activities, lacking 

coherence or an overall 

structure. 

Instructional specialist’s 

plan has a guiding 

principle and includes a 

number of worth-while 

activities, but some of 

them don’t fit with the 

broader goals. 

Instructional specialist’s 

plan is well designed to 

support teachers in the 

improvement of their 

instructional skills. 

Instructional specialist’s 

plan is highly coherent, 

taking into account the 

competing demands of 

making presentations and 

consulting with teachers, 

and has been developed 

following consultation 

with administrators and 

teachers. 

1f:   

Developing a plan 

to evaluate the 

instructional 

support program 

Instructional specialist 

has no plan to evaluate 

the program or resists 

suggestions that such an 

evaluation is important.  

Instructional specialist 

has a rudimentary plan to 

evaluate the instructional 

support program. 

Instructional specialist’s 

plan to evaluate the 

program is organized 

around clear goals and 

the collection of 

evidence to indicate the 

degree to which the goals 

have been met. 

Instructional specialist’s 

evaluation plan is highly 

sophisticated, with 

imaginative sources of 

evidence and a clear path 

toward improving the 

program on an ongoing 

basis.  
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Domain 2 for Instructional Specialists:  The Environment 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

2a:   

Creating an 

environment of 

trust and respect 

Teachers are reluctant to 

request assistance from 

the instructional 

specialist, fearing that 

such a request will be 

treated as a sign of 

deficiency. 

Relationships with the 

instructional specialist 

are cordial; teachers 

don’t resist initiatives 

established by the 

instructional specialist.  

Relationships with the 

instructional specialist 

are respectful, with some 

contacts initiated by 

teachers.  

Relationships with the 

instructional specialist 

are highly respectful and 

trusting, with many 

contacts initiated by 

teachers. 

2b:   

Establishing a 

culture for 

ongoing 

instructional 

improvement 

Instructional specialist 

conveys the sense that 

the work of improving 

instruction is externally 

mandated and is not 

important to school 

improvement.  

Teachers do not resist the 

offerings of support from 

the instructional 

specialist. 

Instructional specialist 

promotes a culture of 

professional inquiry in 

which teachers seek 

assistance in improving 

their instructional skills.   

Instructional specialist 

has established a culture 

of professional inquiry in 

which teachers initiate 

projects to be undertaken 

with the support of the 

specialist.  

2c:   

Establishing clear 

procedures for 

teachers to gain 

access to 

instructional 

support 

When teachers want to 

access assistance from 

the instructional 

specialist, they are not 

sure how to go about it. 

Some procedures (for 

example, registering for 

workshops) are clear to 

teachers, whereas others 

(for example, receiving 

informal support) are not. 

Instructional specialist 

has established clear 

procedures for teachers 

to use in gaining access 

to support.  

Procedures for access to 

instructional support are 

clear to all teachers and 

have been developed 

following consultation 

with administrators and 

teachers. 

2d:   

Establishing and 

maintaining 

norms of behavior 

for professional 

interactions 

No norms of professional 

conduct have been 

established; teachers are 

frequently disrespectful 

in their interactions with 

one another.   

Instructional specialist’s 

efforts to establish norms 

of professional conduct 

are partially successful. 

Instructional specialist 

has established clear 

norms of mutual respect 

for professional 

interaction.  

Instructional specialist 

has established clear 

norms of mutual respect 

for professional 

interaction.  Teachers 

ensure that their 

colleagues adhere to 

these standards of 

conduct. 

2e:   

Organizing 

physical space for 

workshops and 

training 

Instructional specialist 

makes poor use of the 

physical environment, 

resulting in poor access 

by some participants, 

time lost due to poor use 

of training equipment, or 

little alignment between 

the physical arrangement 

and the workshop 

activities. 

The physical 

environment does not 

impede workshop 

activities.  

Instructional specialist 

makes good use of the 

physical environment, 

resulting in engagement 

of all participants in the 

workshop activities.   

Instructional specialist 

makes highly effective 

use of the physical 

environment, with 

teachers contributing to 

the physical arrangement.  

  



 

Regional School District #10 – Teacher Support and Evaluation Plan Page 45 
 

Domain 3 for Instructional Specialists:  Delivery of Service 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

3a:   

Collaborating 

with teachers in 

the design of 

instructional units 

and lessons 

Instructional specialist 

declines to collaborate 

with classroom teachers 

in the design of 

instructional lessons and 

units. 

Instructional specialist 

collaborates with 

classroom teachers in the 

design of instructional 

lessons and units when 

specifically asked to do 

so. 

Instructional specialist 

initiates collaboration 

with classroom teachers 

in the design of 

instructional lessons and 

units. 

Instructional specialist 

initiates collaboration 

with classroom teachers 

in the design of 

instructional lessons and 

units, locating additional 

resources from sources 

outside the school.  

3b:   

Engaging teachers 

in learning new 

instructional skills 

Teachers decline 

opportunities to engage 

in professional learning.  

Instructional specialist’s 

efforts to engage teachers 

in professional learning 

are partially successful, 

with some participating.  

All teachers are engaged 

in acquiring new 

instructional skills.  

Teachers are highly 

engaged in acquiring new 

instructional skills and 

take initiative in 

suggesting new areas for 

growth.   

3c:   

Sharing expertise 

with staff 

Instructional specialist’s 

model lessons and 

workshops are of poor 

quality or are not 

appropriate to the needs 

of the teachers being 

served. 

The quality of the 

instructional specialist’s 

model lessons and 

workshops is mixed, with 

some of them being 

appropriate to the needs 

of the teachers being 

served.  

The quality of the 

instructional specialist’s 

model lessons and 

workshops is uniformly 

high and appropriate to 

the needs of the teachers 

being served.  

The quality of the 

instructional specialist’s 

model lessons and 

workshops is uniformly 

high and appropriate to 

the needs of the teachers 

being served.  The 

instructional specialist 

conducts extensive 

follow-up work with 

teachers.  

3d:   

Locating 

resources for 

teachers to 

support 

instructional 

improvement  

Instructional specialist 

fails to locate resources 

for instructional 

improvement for 

teachers, even when 

specifically requested to 

do so. 

Instructional specialist’s 

efforts to locate resources 

for instructional 

improvement for teachers 

are partially successful, 

reflecting incomplete 

knowledge of what is 

available.  

Instructional specialist 

locates resources for 

instructional 

improvements for 

teachers when asked to 

do so. 

Instructional specialist is 

highly proactive in 

locating resources for 

instructional 

improvement for 

teachers, anticipating 

their needs.  

3e:   

Demonstrating 

flexibility and 

responsiveness  

Instructional specialist 

adheres to his plan, in 

spite of evidence of its 

inadequacy.  

Instructional specialist 

makes modest changes in 

the support program 

when confronted with 

evidence of the need for 

change.  

Instructional specialist 

makes revisions to the 

support program when it 

is needed.  

Instructional specialist is 

continually seeking ways 

to improve the support 

program and makes 

changes as needed in 

response to student, 

parent, or teacher input.  
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Domain 4 for Instructional Specialists:  Professional Responsibilities 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

4a:   

Reflecting on 

practice 

Instructional specialist 

does not reflect on 

practice, or the 

reflections are inaccurate 

or self-serving. 

Instructional specialist’s 

reflection on practice is 

moderately accurate and 

objective without citing 

specific examples and 

with only global 

suggestions as to how it 

might be improved.  

Instructional specialist’s 

reflection provides an 

accurate and objective 

description of practice, 

citing specific positive 

and negative 

characteristics.  

Instructional specialist 

makes some specific 

suggestions as to how the 

support program might 

be improved.   

Instructional specialist’s 

reflection is highly 

accurate and perceptive, 

citing specific examples.  

Instructional specialist 

draws on an extensive 

repertoire to suggest 

alternative strategies, 

accompanied by a 

prediction of the likely 

consequences of each.   

4b:   

Preparing and 

submitting 

budgets and 

reports 

Instructional specialist 

does not follow 

established procedures 

for preparing budgets 

and submitting reports.  

Reports are routinely 

late.  

Instructional specialist’s 

efforts to prepare budgets 

are partially successful, 

anticipating most 

expenditures and 

following established 

procedures.  Reports are 

sometimes submitted on 

time.  

Instructional specialist’s 

budgets are complete, 

anticipating all 

expenditures and 

following established 

procedures.  Reports are 

always submitted on 

time.  

Instructional specialist 

anticipates and responds 

to teacher needs when 

preparing budgets, 

following established 

procedures and 

suggesting improvements 

to those procedures.  

Reports are submitted on 

time.  

4c:   

Coordinating 

work with other 

instructional 

specialists  

Instructional specialist 

makes no effort to 

collaborate with other 

instructional specialists 

within the district.   

Instructional specialist 

responds positively to the 

efforts of other 

instructional specialists 

within the district to 

collaborate.   

Instructional specialist 

initiates efforts to 

collaborate with other 

instructional specialists 

within the district.   

Instructional specialist 

takes a leadership role in 

coordinating projects 

with other instructional 

specialists within and 

beyond the district.  

4d:   

Participating in a 

professional 

community 

Instructional specialist’s 

relationships with 

colleagues are negative 

or self-serving, and the 

specialist avoids being 

involved in school and 

district events and 

projects.  

Instructional specialist’s 

relationships with 

colleagues are cordial, 

and the specialist 

participates in school and 

district events and 

projects when 

specifically requested.   

Instructional specialist 

participates actively in 

school and district events 

and projects and 

maintains positive and 

productive relationships 

with colleagues.   

Instructional specialist 

makes a substantial 

contribution to school 

and district events and 

projects and assumes a 

leadership role with 

colleagues.   

4e:   

Engaging in 

professional 

development 

Instructional specialist 

does not participate in 

professional 

development activities, 

even when such activities 

are clearly needed for the 

enhancement of skills.  

Instructional specialist’s 

participation in 

professional development 

activities is limited to 

those that are convenient 

or are required.  

Instructional specialist 

seeks out opportunities 

for professional 

development based on an 

individual assessment of 

need. 

Instructional specialist 

actively pursues 

professional development 

opportunities and makes 

a substantial contribution 

to the profession through 

such activities as 

participating in state or 

national conferences for 

other specialists.  

4f:   

Showing 

professionalism, 

including integrity 

and confidentiality  

Instructional specialist 

displays dishonesty in 

interactions with 

colleagues and violates 

norms of confidentiality.  

Instructional specialist is 

honest in interactions 

with colleagues and 

respects norms of 

confidentiality.  

Instructional specialist 

displays high standards 

of honesty and integrity 

in interactions with 

colleagues and respects 

norms of confidentiality.   

Instructional specialist 

can be counted on to hold 

the highest standards of 

honesty and integrity and 

takes a leadership role 

with colleagues in 

respecting the norms of 

confidentiality.   
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Domain 1 for Library/Media Specialists:  Planning and Preparation 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

1a:   

Demonstrating 

knowledge of 

literature and 

current trends in 

library/media 

practice and 

information 

technology 

Library/media specialist 
demonstrates little or no 

knowledge of literature and 

of current trends in practice 
and information technology. 

Library/media specialist 
demonstrates limited 

knowledge of literature and 

of current trends in practice 
and information technology. 

Library/media specialist 
demonstrates thorough 

knowledge of literature and 

of current trends in practice 
and information technology. 

Drawing on extensive 
professional resources, 

library/ media specialist 

demonstrates rich 
understanding of literature 

and of current trends in 

information technology. 

1b:   

Demonstrating 

knowledge of the 

school’s program 

and student 

information needs 

within that 

program 

Library/media specialist 

demonstrates little or no 

knowledge of the school’s 
content standards and of 

students’ needs for 

information skills within 
those standards. 

Library/media specialist 

demonstrates basic 

knowledge of the school’s 
content standards and of 

students’ needs for 

information skills within 
those standards. 

Library/media specialist 

demonstrates thorough 

knowledge of the school’s 
content standards and of 

students’ needs for 

information skills within 
those standards. 

Library/media specialist 

takes a leadership role 

within the school and district 
to articulate the needs of 

students for information 

technology within the 
school’s academic program. 

1c:   

Establishing goals 

for the 

library/media 

program 

appropriate to the 

setting and the 

students served 

Library/media specialist has 

no clear goals for the media 
program, or they are 

inappropriate to either the 

situation in the school or the 
age of the students. 

Library/media specialist’s 

goals for the media program 
are rudimentary and are 

partially suitable to the 

situation in the school and 
the age of the students. 

Library/media specialist’s 

goals for the media program 
are clear and appropriate to 

the situation in the school 

and to the age of the 
students. 

Library/media specialist’s 

goals for the media program 
are highly appropriate to the 

situation in the school and to 

the age of the students and 
have been developed 

following consultations with 

students and colleagues. 

1d:   

Demonstrating 

knowledge of 

resources, both 

within and beyond 

the school and 

district, and access 

to such resources as 

interlibrary loan 

Library/media specialist 

demonstrates little or no 

knowledge of resources 
available for students and 

teachers in the school, in 

other schools in the district, 
and in the larger community 

to advance program goals. 

Library/media specialist 

demonstrates basic 

knowledge of resources 
available for students and 

teachers in the school, in 

other schools in the district, 
and in the larger community 

to advance program goals. 

Library/media specialist is 

fully aware of the resources 

available for students and 
teachers in the school, in 

other schools in the district, 

and in the larger community 
to advance program goals. 

Library/media specialist is 

fully aware of resources 

available for students and 
teachers and actively seeks 

out new resources from a 

wide range of sources to 
enrich the school’s program. 

1e:   

Planning the 

library/media 

program integrated 

with the overall 

school program 

Library/media program 

consists of a random 
collection of unrelated 

activities, lacking coherence 

or an overall structure. 

Library/media specialist’s 

plan has a guiding principle 
and includes a number of 

worthwhile activities, but 

some of them don’t fit with 
the broader goals. 

Library/media specialist’s 

plan is well designed to 
support both teachers and 

students in their information 

needs. 

Library/media specialist’s 

plan is highly coherent, 
taking into account the 

competing demands of 

scheduled time in the library, 
consultative work with 

teachers, and work in 

maintaining and extending 

the collection; the plan has 

been developed after 

consultation with teachers.  

1f:   

Developing a plan 

to evaluate the 

library/media 

program 

Library/media specialist has 
no plan to evaluate the 

program or resists 

suggestions that such an 
evaluation is important.  

Library/media specialist has 
a rudimentary plan to 

evaluate the library/media 

program. 

Library/media specialist’s 
plan to evaluate the program 

is organized around clear 

goals and the collection of 
evidence to indicate the 

degree to which the goals 

have been met. 

Library/media specialist’s 
evaluation plan is highly 

sophisticated, with 

imaginative sources of 
evidence and a clear path 

toward improving the 

program on an ongoing 
basis. 
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Domain 2 for Library/Media Specialists:  The Environment 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

2a: 

Creating an 

environment of 

respect and 

rapport 

Interactions, both between 
the library/media specialist 

and students and among 

students, are negative, 
inappropriate, or insensitive 

to students’ cultural 

backgrounds and are 
characterized by sarcasm, 

put-downs, or conflict.  

Interactions, both between 
the library/media specialist 

and students and among 

students, are generally 
appropriate and free from 

conflict but may be 

characterized by occasional 
displays of insensitivity or 

lack of responsiveness to 

cultural or developmental 
differences among students.  

Interactions, both between 
the library/media specialist 

and students and among 

students, are polite and 
respectful, reflecting general 

warmth and caring, and are 

appropriate to the cultural 
and developmental 

differences among groups of 

students. 

Interactions among the 
library/media specialist, 

individual students, and the 

classroom teachers are 
highly respectful, reflecting 

genuine warmth and caring 

and sensitivity to students’ 
cultures and levels of 

development.  Students 

themselves ensure high 
levels of civility among 

students in the library. 

2b: 

Establishing a 

culture for 

investigation and 

love of literature 

Library/media specialist 
conveys a sense that the 

work of seeking information 

and reading literature is not 
worth the time and energy 

required. 

Library/media specialist 
goes through the motions of 

performing the work of the 

position, but without any 
real commitment to it. 

Library/media specialist, in 
interactions with both 

students and colleagues, 

conveys a sense of the 
importance of seeking 

information and reading 

literature. 

Library/media specialist, in 
interactions with both 

students and colleagues, 

conveys a sense of the 
essential nature of seeking 

information and reading 

literature.  Students appear 
to have internalized these 

values. 

2c: 

Establishing and 

maintaining 

library 

procedures  

Media center routines and 
procedures (for example, for 

circulation of materials, 

working on computers, 
independent work) are either 

nonexistent or inefficient, 

resulting in general 
confusion.  Library 

assistants are confused as to 

their role. 

Media center routines and 
procedures (for example, for 

circulation of materials, 

working on computers, 
independent work) have 

been established but function 

sporadically.  Efforts to 
establish guidelines for 

library assistants are 

partially successful. 

Media center routines and 
procedures (for example, for 

circulation of materials, 

working on computers, 
independent work) have 

been established and 

function smoothly.  Library 
assistants are clear as to 

their role. 

Media center routines and 
procedures (for example, for 

circulation of materials, 

working on computers, 
independent work) are 

seamless in their operation, 

with students assuming 
considerable responsibility 

for their smooth operation.  

Library assistants work 
independently and contribute 

to the success of the media 

center. 

2d: 

Managing student 

behavior 

There is no evidence that 
standards of conduct have 

been established, and there 

is little or no monitoring of 
student behavior.  Response 

to student misbehavior is 

repressive or disrespectful 
of student dignity. 

It appears that the 
library/media specialist has 

made an effort to establish 

standards of conduct for 
students and tries to monitor 

student behavior and 

respond to student 
misbehavior, but these 

efforts are not always 

successful. 

Standards of conduct appear 
to be clear to students, and 

the library/media specialist 

monitors student behavior 
against those standards.  

Library/media specialist’s 

response to student 
misbehavior is appropriate 

and respectful to students. 

Standards of conduct are 
clear, with evidence of 

student participation in 

setting them.  Library/media 
specialist’s monitoring of 

student behavior is subtle 

and preventive, and response 
to student misbehavior is 

sensitive to individual 

student needs.  Students take 
an active role in monitoring 

the standards of behavior. 

2e: 

Organizing 

physical space to 

enable smooth 

flow 

Library/media specialist 
makes poor use of the 

physical environment, 

resulting in poor traffic 
flow, confusing signage, 

inadequate space devoted to 

work areas and computer 
use, and general confusion. 

Library/media specialist’s 
efforts to make use of the 

physical environment are 

uneven, resulting in 
occasional confusion. 

Library/media specialist 
makes effective use of the 

physical environment, 

resulting in good traffic 
flow, clear signage, and 

adequate space devoted to 

work areas and computer 
use. 

Library/media specialist 
makes highly effective use 

of the physical environment, 

resulting in clear signage, 
excellent traffic flow, and 

adequate space devoted to 

work areas and computer 
use.  In addition, book 

displays are attractive and 

inviting. 
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Domain 3 for Library/Media Specialists:  Delivery of Services 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

3a: 

Maintaining and 

extending the 

library collection 

in accordance 

with the school’s 

needs and within 

budget limitations 

Library/media specialist 

fails to adhere to district 

or professional 

guidelines in selecting 

materials for the 

collection and does not 

periodically purge the 

collection of outdated 

material.  Collection is 

unbalanced among 

different areas. 

Library/media specialist 

is partially successful in 

attempts to adhere to 

district or professional 

guidelines in selecting 

materials, to weed the 

collection, and to 

establish balance. 

Library/media specialist 

adheres to district or 

professional guidelines in 

selecting materials for 

the collection and 

periodically purges the 

collection of outdated 

material.  Collection is 

balanced among different 

areas. 

Library/media specialist 

selects materials for the 

collection thoughtfully 

and in consultation with 

teaching colleagues, and 

periodically purges the 

collection of outdated 

material.  Collection is 

balanced among different 

areas. 

3b: 

Collaborating 

with teachers in 

the design of 

instructional units 

and lessons 

Library/media specialist 

declines to collaborate 

with classroom teachers 

in the design of 

instructional lessons and 

units.   

Library/media specialist 

collaborates with 

classroom teachers in the 

design of instructional 

lessons and units when 

specifically asked to do 

so. 

Library/media specialist 

initiates collaboration 

with classroom teachers 

in the design of 

instructional lessons and 

units. 

Library/media specialist 

initiates collaboration 

with classroom teachers 

in the design of 

instructional lessons and 

units, locating additional 

resources from sources 

outside the school. 

3c: 

Engaging students 

in enjoying 

literature and in 

learning 

information skills  

Students are not engaged 

in enjoying literature and 

in learning information 

skills because of poor 

design on activities, poor 

grouping strategies, or 

inappropriate materials. 

Only some students are 

engaged in enjoying 

literature and in learning 

information skills due to 

uneven design of 

activities, grouping 

strategies, or partially 

appropriate materials. 

Students are engaged in 

enjoying literature and in 

learning information 

skills because of 

effective design of 

activities, grouping 

strategies, and 

appropriate materials. 

Students are highly 

engaged in enjoying 

literature and in learning 

information skills and 

take initiative in ensuring 

the engagement of their 

peers. 

3d: 

Assisting students 

and teachers in 

the use of 

technology in the 

library/media 

center 

Library/media specialist 

declines to assist students 

and teachers in the use of 

technology in the 

library/media center. 

Library/media specialist 

assists students and 

teachers in the use of 

technology in the 

library/media center 

when specifically asked 

to do so. 

Library/media specialist 

initiates sessions to assist 

students and teachers in 

the use of technology in 

the library/media center. 

Library/media specialist 

is proactive in initiating 

sessions to assist students 

and teachers in the use of 

technology in the 

library/media center. 

3e: 

Demonstrating 

flexibility and 

responsiveness 

Library/media specialist 

adheres to the plan, in 

spite of evidence of its 

inadequacy. 

Library/media specialist 

makes modest changes in 

the library/media 

program when 

confronted with evidence 

of the need for change. 

Library/media specialist 

makes revisions to the 

library/media program 

when they are needed. 

Library/media specialist 

is continually seeking 

ways to improve the 

library/media program 

and makes changes as 

needed in response to 

student, parent, or teacher 

input. 
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Domain 4 for Library/Media Specialists:  Professional Responsibilities  

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

4a: 

Reflecting on 

practice 

Library/media specialist 

does not reflect on 

practice, or the 

reflections are inaccurate 

or self-serving.  

Library/media 

specialist’s reflection on 

practice is moderately 

accurate and objective, 

without citing specific 

examples and with only 

global suggestions as to 

how it might be 

improved. 

Library/media 

specialist’s reflection 

provides an accurate and 

objective description of 

practice, citing specific 

positive and negative 

characteristics.  

Library/media specialist 

makes some specific 

suggestions as to how the 

media program might be 

improved. 

Library/media 

specialist’s reflection is 

highly accurate and 

perceptive, citing specific 

examples.  Library/media 

specialist draws on an 

extensive repertoire to 

suggest alternative 

strategies and their likely 

success. 

4b: 

Preparing and 

submitting reports 

and budgets 

Library/media specialist 

ignores teacher requests 

when preparing 

requisitions and budgets 

or does not follow 

established procedures.  

Inventories and reports 

are routinely late. 

Library/media 

specialist’s efforts to 

prepare budgets are 

partially successful, 

responding sometimes to 

teacher requests and 

following procedures.  

Inventories and reports 

are sometimes submitted 

on time. 

Library/media specialist 

honors teacher requests 

when preparing 

requisitions and budgets 

and follows established 

procedures.  Inventories 

and reports are submitted 

on time. 

Library/media specialist 

anticipates teacher needs 

when preparing 

requisitions and budgets, 

follows established 

procedures, and suggests 

improvements to those 

procedures.  Inventories 

and reports are submitted 

on time. 

4c: 

Communicating 

with the larger 

community 

Library/media specialist 

makes no effort to 

engage in outreach 

efforts to parents or the 

larger community. 

Library/media specialist 

makes sporadic efforts to 

engage in outreach 

efforts to parents or the 

larger community. 

Library/media specialist 

engages in outreach 

efforts to parents and the 

larger community. 

Library/media specialist 

is proactive in reaching 

out to parents and 

establishing contacts with 

outside libraries, 

coordinating efforts for 

mutual benefit.   

4d: 

Participating in a 

professional 

community 

Library/media 

specialist’s relationships 

with colleagues are 

negative or self-serving, 

and the specialist avoids 

being involved in school 

and district events and 

projects.  

Library/media 

specialist’s relationships 

with colleagues are 

cordial, and the specialist 

participates in school and 

district events and 

projects when 

specifically requested. 

Library/media specialist 

participates actively in 

school and district events 

and projects and 

maintains positive and 

productive relationships 

with colleagues. 

Library/media specialist 

makes a substantial 

contribution to school 

and district events and 

projects and assumes 

leadership with 

colleagues. 

4e: 

Engaging in 

professional 

development 

Library/media specialist 

does not participate in 

professional 

development activities, 

even when such activities 

are clearly needed for the 

enhancement of skills. 

Library/media 

specialist’s participation 

in professional 

development activities is 

limited to those that are 

convenient or are 

required. 

Library/media specialist 

seeks out opportunities 

for professional 

development based on an 

individual assessment of 

need. 

Library/media specialist 

actively pursues 

professional development 

opportunities and makes 

a substantial contribution 

to the profession through 

such activities as offering 

workshops to colleagues. 

4f: 

Showing 

professionalism 

Library/media specialist 

displays dishonesty in 

interactions with 

colleagues, students, and 

the public; violates 

copyright laws.  

Library/media specialist 

is honest in interactions 

with colleagues, students, 

and the public; respects 

copyright laws. 

Library/media specialist 

displays high standards 

of honesty and integrity 

in interactions with 

colleagues, students, and 

the public; adheres 

carefully to copyright 

laws. 

Library/media specialist 

can be counted on to hold 

the highest standards of 

honesty and integrity and 

takes a leadership role 

with colleagues in 

ensuring there is no 

plagiarism or violation of 

copyright laws. 
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Domain 1 for School Counselors:  Planning and Preparation 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

1a:   

Demonstrating 

knowledge of 

counseling theory 

and techniques 

Counselor demonstrates 

little understanding of 

counseling theory and 

techniques. 

Counselor demonstrates 

basic understanding of 

counseling theory and 

techniques. 

Counselor demonstrates 

understanding of 

counseling theory and 

techniques. 

Counselor demonstrates 

deep and thorough 

understanding of 

counseling theory and 

techniques. 

1b:   

Demonstrating 

knowledge of child 

and adolescent 

development  

Counselor displays little 

or no knowledge of child 

and adolescent 

development. 

Counselor displays 

partial knowledge of 

child and adolescent 

development. 

Counselor displays 

accurate understanding 

of the typical 

developmental 

characteristics of the age 

group, as well as 

exceptions to the general 

patterns.  

In addition to accurate 

knowledge of the typical 

developmental 

characteristics of the age 

group and exceptions to 

the general patterns, 

counselor displays 

knowledge of the extent 

to which individual 

students follow the 

general patterns.  

1c:   

Establishing goals 

for the counseling 

program 

appropriate to the 

setting and the 

students served   

Counselor has no clear 

goals for the counseling 

program, or they are 

inappropriate to either 

the situation or the age of 

the students. 

Counselor’s goals for the 

counseling program are 

rudimentary and are 

partially suitable to the 

situation and the age of 

the students.  

Counselor’s goals for the 

counseling program are 

clear and appropriate to 

the situation in the school 

and to the age of the 

students. 

Counselor’s goals for the 

counseling program are 

highly appropriate to the 

situation in the school 

and to the age of the 

students and have been 

developed following 

consultations with 

students, parents, and 

colleagues.   

1d:   

Demonstrating 

knowledge of state 

and federal 

regulations and of 

resources both 

within and beyond 

the school and 

district 

Counselor demonstrates 

little or no knowledge of 

governmental regulations 

and of resources for 

students available 

through the school or 

district.   

Counselor displays 

awareness of 

governmental regulations 

and of resources for 

students available 

through the school or 

district, but no 

knowledge of resources 

available more broadly.   

Counselor displays 

awareness of 

governmental regulations 

and of resources for 

students available 

through the school or 

district, and some 

familiarity with resources 

external to the school. 

Counselor’s knowledge 

of governmental 

regulations and of 

resources for students is 

extensive, including 

those available through 

the school or district and 

in the community. 

1e:   

Planning the 

counseling 

program, 

integrated with 

the regular school 

program   

Counseling program 

consists of a random 

collection of unrelated 

activities, lacking 

coherence or an overall 

structure. 

Counselor’s plan has a 

guiding principle and 

includes a number of 

worthwhile activities, but 

some of them don’t fit 

with the broader goals. 

Counselor has developed 

a plan that includes the 

important aspects of 

counseling in the setting. 

Counselor’s plan is 

highly coherent and 

serves to support not only 

the students individually 

and in groups, but also 

the broader educational 

program.  

1f:   

Developing a plan 

to evaluate the 

counseling 

program 

Counselor has no plan to 

evaluate the program or 

resists suggestions that 

such an evaluation is 

important. 

Counselor has a 

rudimentary plan to 

evaluate the counseling 

program. 

Counselor’s plan to 

evaluate the program is 

organized around clear 

goals and the collection 

of evidence to indicate 

the degree to which the 

goals have been met. 

Counselor’s evaluation 

plan is highly 

sophisticated, with 

imaginative sources of 

evidence and a clear path 

toward improving the 

program on an ongoing 

basis. 
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Domain 2 for School Counselors:  The Environment 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

2a:   

Creating an 

environment of 

respect and 

rapport 

Counselor’s interactions 

with students are 

negative or inappropriate, 

and the counselor does 

not promote positive 

interactions among 

students. 

Counselor’s interactions 

are a mix of positive and 

negative; the counselor’s 

efforts at encouraging 

positive interactions 

among students are 

partially successful. 

Counselor’s interactions 

with students are positive 

and respectful, and the 

counselor actively 

promotes positive 

student-student 

interactions. 

Students seek out the 

counselor, reflecting a 

high degree of comfort 

and trust in the 

relationship.  Counselor 

teaches students how to 

engage in positive 

interactions. 

2b:   

Establishing a 

culture for 

productive 

communication  

Counselor makes no 

attempt to establish a 

culture for productive 

communication in the 

school as a whole, either 

among students or among 

teachers, or between 

students and teachers.   

Counselor’s attempts to 

promote a culture 

throughout the school for 

productive and respectful 

communication between 

and among students are 

partially successful. 

Counselor promotes a 

culture throughout the 

school for productive and 

respectful 

communication between 

and among students and 

teachers.  

The culture in the school 

is for productive and 

respectful 

communication between 

and among students and 

teachers, while guided by 

the counselor, is 

maintained by both 

teachers and students. 

2c:   

Managing 

routines and 

procedures  

Counselor’s routines for 

the counseling center or 

classroom work are 

nonexistent or in 

disarray. 

Counselor has 

rudimentary and partially 

successful routines for 

the counseling center or 

classroom. 

Counselor’s routines for 

the counseling center or 

classroom work 

effectively.  

Counselor’s routines for 

the counseling center or 

classroom are seamless, 

and students assist in 

maintaining them. 

2d:   

Establishing 

standards of 

conduct and 

contributing to the 

culture for student 

behavior 

throughout the 

school 

Counselor has 

established no standards 

of conduct for students 

during counseling 

session and makes no 

contribution to 

maintaining an 

environment of civility in 

the school. 

Counselor’s efforts to 

establish standards of 

conduct for counseling 

sessions are partially 

successful.  Counselor 

attempts, with limited 

success, to contribute to 

the level of civility in the 

school as a whole. 

Counselor has 

established clear 

standards of conduct for 

counseling sessions and 

makes a significant 

contribution to the 

environment of civility in 

the school.  

Counselor has 

established clear 

standards of conduct for 

counseling sessions, and 

students contribute to 

maintaining them.  

Counselor takes a 

leadership role in 

maintaining the 

environment of civility in 

the school. 

2e:   

Organizing 

physical space 

The physical 

environment is in 

disarray or is 

inappropriate to the 

planned activities. 

Counselor’s attempts to 

create an inviting and 

well-organized physical 

environment are partially 

successful. 

Counseling center or 

classroom arrangements 

are inviting and 

conducive to the planned 

activities. 

Counseling center or 

classroom arrangements 

are inviting and 

conducive to the planned 

activities.  Students have 

contributed ideas to the 

physical arrangement. 
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Domain 3 for School Counselors:  Delivery of Service 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

3a:   

Assessing student 

needs 

Counselor does not 

assess student needs, or 

the assessments result in 

inaccurate conclusions. 

Counselor’s assessments 

of student needs are 

perfunctory. 

Counselor assesses 

student needs and knows 

the range or student 

needs in the school. 

Counselor conducts 

detailed and 

individualized 

assessments of student 

needs to contribute to 

program planning. 

3b:   

Assisting students 

and teachers in 

the formulation of 

academic, 

personal/social, 

and career plans, 

based on 

knowledge of 

student needs 

Counselor’s program is 

independent of identified 

student needs. 

Counselor’s attempts to 

help students and 

teachers formulate 

academic, 

personal/social, and 

career plans are partially 

successful.  

Counselor helps students 

and teachers formulate 

academic, 

personal/social, and 

career plans for groups of 

students. 

Counselor helps 

individual students and 

teachers formulate 

academic, 

personal/social, and 

career plans.  

3c:   

Use counseling 

techniques in 

individual and 

classroom 

programs 

Counselor has few 

counseling techniques to 

help students acquire 

skills in decision making 

and problem solving for 

both interactions with 

other students and future 

planning.  

Counselor displays a 

narrow range of 

counseling techniques to 

help students acquire 

skills in decision making 

and problem solving for 

both interactions with 

other students and future 

planning. 

Counselor uses a range of 

counseling techniques to 

help students acquire 

skills in decision making 

and problem solving for 

both interactions with 

other students and future 

planning. 

Counselor uses an 

extensive range of 

counseling techniques to 

help students acquire 

skills in decision making 

and problem solving for 

both interactions with 

other students and future 

planning. 

3d:   

Brokering 

resources to met 

needs 

Counselor does not make 

connections with other 

programs in order to 

meet student needs. 

Counselor’s efforts to 

broker services with 

other programs in the 

school are partially 

successful. 

Counselor brokers with 

other programs within 

the school or districts to 

meet student needs. 

Counselor brokers with 

other programs and 

agencies both within and 

beyond the school or 

district to meet individual 

student needs. 

3e:   

Demonstrating 

flexibility and 

responsiveness 

Counselor adheres to the 

plan or program, in spite 

of evidence of its 

inadequacy.  

Counselor makes modest 

changes in the counseling 

program when 

confronted with evidence 

of the need for change. 

Counselor makes 

revisions in the 

counseling program 

when they are needed. 

Counselor is continually 

seeking ways to improve 

the counseling program 

and makes changes as 

needed in response to 

student, parent, or teacher 

input. 
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Domain 4 for School Counselors:  Professional Responsibilities 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

4a:   

Reflecting on 

practice 

Counselor does not 

reflect on practice, or the 

reflections are inaccurate 

or self-serving. 

Counselor’s reflection on 

practice is moderately 

accurate and objective 

without citing specific 

examples and with only 

global suggestions as to 

how it might be 

improved.  

Counselor’s reflection 

provides an accurate and 

objective description or 

practice, citing specific 

positive and negative 

characteristics.  

Counselor makes some 

specific suggestions as to 

how the counseling 

program might be 

improved. 

Counselor’s reflection is 

highly accurate and 

perceptive, citing specific 

examples that were not 

fully successful for at 

least some students.  

Counselor draws on an 

extensive repertoire to 

suggest alternative 

strategies.  

4b:   

Maintaining 

records and 

submitting them 

in a timely fashion  

Counselor’s reports, 

records, and 

documentation are 

missing, late, or 

inaccurate, resulting in 

confusion. 

Counselor’s reports, 

records, and 

documentation are 

generally accurate but are 

occasionally late.  

Counselor’s reports, 

records, and 

documentation are 

accurate and are 

submitted in a timely 

manner. 

Counselor’s approach to 

record keeping is highly 

systematic and efficient 

and serves as a model for 

colleagues in other 

schools. 

4c:   

Communicating 

with families 

Counselor provides no 

information to families, 

either about the 

counseling program as a 

whole or about 

individual students.  

Counselor provides 

limited though accurate 

information to families 

about the counseling 

program as a whole and 

about individual students. 

Counselor provides 

thorough and accurate 

information to families 

about the counseling 

program as a whole and 

about individual 

students.  

Counselor is proactive in 

providing information to 

families about the 

counseling program and 

about individual students 

through a variety of 

means. 

4d:   

Participating in a 

professional 

community  

Counselor’s relationships 

with colleagues are 

negative or self-serving, 

and counselor avoids 

being involved in school 

and district events and 

projects. 

Counselor’s relationships 

with colleagues are 

cordial, and counselor 

participates in school and 

district events and 

projects when 

specifically requested.  

Counselor participates 

actively in school and 

district events and 

projects and maintains 

positive and productive 

relationships with 

colleagues. 

Counselor makes a 

substantial contribution 

to school and district 

events and projects and 

assumes leadership with 

colleagues.  

4e:   

Engaging in 

professional 

development 

Counselor does not 

participate in 

professional 

development activities 

even when such activities 

are clearly needed for the 

development of 

counseling skills.  

Counselor’s participating 

in professional 

development activities is 

limited to those that are 

convenient or are 

required. 

Counselor seeks out 

opportunities for 

professional 

development based on an 

individual assessment of 

need. 

Counselor actively 

pursues professional 

development 

opportunities and makes 

a substantial contribution 

to the profession through 

such activities as offering 

workshops to colleagues. 

4f:   

Showing 

professionalism 

Counselor displays 

honesty in interactions 

with colleagues, students, 

and the public; violates 

principles of 

confidentiality.  

Counselor is honest in 

interactions with 

colleagues, students, and 

the public; does not 

violate confidentiality.  

Counselor displays high 

standards of honesty, 

integrity, and 

confidentiality in 

interactions with 

colleagues, students, and 

the public; advocates for 

students when needed.  

Counselor can be 

counted on to hold the 

highest standards of 

honesty, integrity, and 

confidentiality and to 

advocate for students, 

taking a leadership role 

with colleagues. 
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Domain 1 for School Psychologists:  Planning and Preparation 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

1a:   

Demonstrating 

knowledge and skill 

in using 

psychological 

instruments to 

evaluate students 

Psychologist demonstrates 
little or no knowledge and 

skill in using psychological 

instruments to evaluate 
students. 

Psychologist uses a limited 
number of psychological 

instruments to evaluate 

students.   

Psychologist uses 5-8 
psychological instruments to 

evaluate students and 

determine accurate 
diagnosis.   

Psychologist uses a wide 
range of psychological 

instruments to evaluate 

students and knows the 
proper situations in which 

each should be used.  

1b:   

Demonstrating 

knowledge of child 

and adolescent 

development and 

psychopathology 

Psychologist demonstrates 
little or no knowledge of 

child and adolescent 

development and 
psychopathology. 

Psychologist demonstrates 
basic knowledge of child 

and adolescent development 

and psychopathology. 

Psychologist demonstrates 
thorough knowledge of child 

and adolescent development 

and psychopathology.    

Psychologist demonstrates 
extensive knowledge of 

child and adolescent 

development and 
psychopathology and knows 

variations of the typical 

patterns.  

1c:   

Establishing goals 

for the psychology 

program 

appropriate to the 

setting and the 

students served   

Psychologist has no clear 

goals for the psychology 

program, or they are 
inappropriate to either the 

situation or the age of the 

students. 

Psychologist’s goals for the 

treatment program are 

rudimentary and are 
partially suitable to the 

situation and the age of the 

students.  

Psychologist’s goals for the 

treatment program are clear 

and appropriate to the 
situation in the school and to 

the age of the students. 

Psychologist’s goals for the 

treatment program are 

highly appropriate to the 
situation in the school and to 

the age of the students and 

have been developed 
following consultations with 

students, parents, and 

colleagues.   

1d:   

Demonstrating 

knowledge of state 

and federal 

regulations and of 

resources both 

within and beyond 

the school and 

district 

Psychologist demonstrates 

little or no knowledge of 

governmental regulations or 
of resources for students 

available through the school 

or district.   

Psychologist displays 

awareness of governmental 

regulations and of resources 
for students available 

through the school or 

district, but no knowledge of 
resources available more 

broadly.   

Psychologist displays 

awareness of governmental 

regulations and of resources 
for students available 

through the school or 

district, and some familiarity 
with resources external to 

the school. 

Psychologist’s knowledge of 

governmental regulations 

and of resources for students 
is extensive, including those 

available through the school 

or district and in the 
community. 

1e:   

Planning the 

psychology 

program, integrated 

with the regular 

school program, to 

meet the needs of 

individual students 

and including 

prevention 

Psychologist’s plan consists 

of a random collection of 
unrelated activities, lacking 

coherence or an overall 

structure. 

Psychologist’s plan has a 

guiding principle and 
includes a number of 

worthwhile activities, but 

some of them don’t fit with 
the broader goals. 

Psychologist has developed 

a plan that includes the 
important aspects of 

counseling in the setting. 

Psychologist’s plan is highly 

coherent and preventive and 
serves to support students 

individually, within the 

broader educational 
program.  

1f:   

Developing a plan 

to evaluate the 

psychology program 

Psychologist has no plan to 

evaluate the program or 

resists suggestions that such 
an evaluation is important. 

Psychologist has a 

rudimentary plan to evaluate 

the psychology program. 

Psychologist’s plan to 

evaluate the program is 

organized around clear goals 
and the collection of 

evidence to indicate the 

degree to which the goals 
have been met. 

Psychologist’s evaluation 

plan is highly sophisticated, 

with imaginative sources of 
evidence and a clear path 

toward improving the 

program on an ongoing 
basis. 
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Domain 2 for School Psychologists:  The Environment 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

2a:   

Establishing 

rapport with 

students  

Psychologist’s 

interactions with students 

are negative or 

inappropriate; students 

appear uncomfortable in 

the testing center.  

Psychologist’s 

interactions are a mix of 

positive and negative; the 

psychologist’s efforts at 

developing rapport are 

partially successful. 

Psychologist’s 

interactions with students 

are positive and 

respectful; students 

appear comfortable in the 

testing center. 

Students seek out the 

psychologist, reflecting a 

high degree of comfort 

and trust in the 

relationship.   

2b:   

Establishing a 

culture for 

positive mental 

health throughout 

the school  

Psychologist makes no 

attempt to establish a 

culture for positive 

mental health in the 

school as a whole, either 

among students or among 

teachers, or between 

students and teachers.   

Psychologist’s attempts 

to promote a culture 

throughout the school for 

positive mental health in 

the school among 

students and teachers are 

partially successful. 

Psychologist promotes a 

culture throughout the 

school for positive 

mental health in the 

school among students 

and teachers.  

The culture in the school 

for positive mental health 

among students and 

teachers, while guided by 

the psychologist, is 

maintained by both 

teachers and students. 

2c:   

Establishing and 

maintaining clear 

procedures for 

referrals   

No procedures for 

referrals have been 

established; when 

teachers want to refer a 

student for special 

services, they are not 

sure how to go about it.   

Psychologist has 

established procedures 

for referrals, but the 

details are not always 

clear.   

Procedures for referrals 

and for meetings and 

consultations with 

parents and 

administrators are clear 

to everyone.  

Procedures for all aspects 

of referral and testing 

protocols are clear to 

everyone and have been 

developed in consultation 

with teachers and 

administrators. 

2d:   

Establishing 

standards of 

conduct in the 

testing center 

No standards of conduct 

have been established, 

and psychologist 

disregards or fails to 

address negative student 

behavior during an 

evaluation. 

Standards of conduct 

appear to have been 

established in the testing 

center.  Psychologist’s 

attempts to monitor and 

correct negative student 

behavior during an 

evaluation are partially 

successful.  

Standards of conduct 

have been established in 

the testing center.  

Psychologist monitors 

student behavior against 

those standards; response 

to students is appropriate 

and respectful. 

Standards of conduct 

have been established in 

the testing center.  

Psychologist’s 

monitoring of students is 

subtle and preventive, 

and students engage in 

self-monitoring of 

behavior. 

2e:   

Organizing 

physical space for 

testing of students 

and storage of 

materials 

The testing center is 

disorganized and poorly 

suited to student 

evaluations.  Materials 

are not stored in a secure 

location and are difficult 

to find when needed.   

Materials in the testing 

center are stored 

securely, but the center is 

not completely well 

organized, and materials 

are difficult to find when 

needed. 

The testing center is well 

organized; materials are 

stored in a secure 

location and are available 

when needed. 

The testing center is 

highly organized and is 

inviting to students.  

Materials are stored in a 

secure location and are 

convenient when needed. 
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Domain 3 for School Psychologists:  Delivery of Service 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

3a:   

Responding to 

referrals; 

consulting with 

teachers and 

administrators 

Psychologist fails to 

consult with colleagues 

or to tailor evaluations to 

the questions raised in 

the referral.   

Psychologist consults on 

a sporadic basis with 

colleagues, making 

partially successful 

attempts to tailor 

evaluations to the 

questions raised in the 

referral.  

Psychologist consults 

frequently with 

colleagues, tailoring 

evaluations to the 

questions raised in the 

referral. 

Psychologist consults 

frequently with 

colleagues, contributing 

own insights and 

tailoring evaluations to 

the questions raised in 

the referral. 

3b:   

Evaluating 

student needs in 

compliance with 

National 

Association of 

School 

Psychologist 

(NASP) guidelines  

Psychologist resists 

administering 

evaluations, selects 

instruments inappropriate 

to the situation, or does 

not follow established 

procedures and 

guidelines. 

Psychologist attempts to 

administer appropriate 

evaluation instruments to 

students but does not 

always follow established 

time lines and 

safeguards. 

Psychologist administers 

appropriate evaluation 

instruments to students 

and ensures that all 

procedures and 

safeguards are faithfully 

adhered to. 

Psychologist selects, 

from a broad repertoire, 

those assessments that 

are most appropriate to 

the referral questions and 

conducts information 

sessions with colleagues 

to ensure that they fully 

understand and comply 

with procedural time 

lines and safeguards. 

3c:   

Chairing 

evaluation team  

Psychologist declines to 

assume leadership of the 

evaluation team. 

Psychologist assumes 

leadership of the 

evaluation team when 

directed to do so, 

preparing adequate IEP’s. 

Psychologist assumes 

leadership of the 

evaluation team as a 

standard expectation; 

prepares detailed IEP’s. 

Psychologist assumes 

leadership of the 

evaluation team and takes 

initiatives in assembling 

materials for meetings.  

IEP’s are prepared in an 

exemplary manner. 

3d:   

Planning 

interventions to 

maximize 

students’ 

likelihood of 

success 

Psychologist fails to plan 

interventions suitable to 

students, or interventions 

are mismatched with the 

findings of the 

assessments.   

Psychologist’s plans for 

students are partially 

suitable for them or are 

sporadically aligned with 

identified needs.   

Psychologist’s plans for 

students are suited for 

them and are aligned 

with identified needs.   

Psychologist develops 

comprehensive plans for 

students, finding ways to 

creatively meet student 

needs and incorporate 

many related elements.   

3e: 

Maintaining 

contact with 

physicians and 

community 

mental health 

service providers  

Psychologist declines to 

maintain contact with 

physicians and 

community mental health 

service providers. 

Psychologist maintains 

occasional contact with 

physicians and 

community mental health 

service providers. 

Psychologist maintains 

ongoing contact with 

physicians and 

community mental health 

service providers. 

Psychologist maintains 

ongoing contact with 

physicians and 

community mental health 

service providers and 

initiates contacts when 

needed. 

3f:   

Demonstrating 

flexibility and 

responsiveness 

Psychologist adheres to 

the plan or program, in 

spite of evidence of its 

inadequacy.  

Psychologist makes 

modest changes in the 

treatment program when 

confronted with evidence 

of the need for change. 

Psychologist makes 

revisions in the treatment 

program when it is 

needed. 

Psychologist is 

continually seeking ways 

to improve the treatment 

program and makes 

changes as needed in 

response to student, 

parent, or teacher input. 
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Domain 4 for School Psychologists:  Professional Responsibilities 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

4a:   

Reflecting on 

practice 

Psychologist does not 

reflect on practice, or the 

reflections are inaccurate 

or self-serving. 

Psychologist’s reflection 

on practice is moderately 

accurate and objective 

without citing specific 

examples, and with only 

global suggestions as to 

how it might be 

improved.  

Psychologist’s reflection 

provides an accurate and 

objective description or 

practice, citing specific 

positive and negative 

characteristics.  

Psychologist makes some 

specific suggestions as to 

how the counseling 

program might be 

improved. 

Psychologist’s reflection 

is highly accurate and 

perceptive, citing specific 

examples that were not 

fully successful for at 

least some students.  

Psychologist draws on an 

extensive repertoire to 

suggest alternative 

strategies.  

4b: 

Communicating 

with families  

Psychologist fails to 

communicate with 

families and secure 

necessary permission for 

evaluations or 

communicates in an 

insensitive manner. 

Psychologist’s 

communication with 

families is partially 

successful; permissions 

are obtained, but there 

are occasional 

insensitivities to cultural 

and linguistic traditions. 

Psychologist 

communicates with 

families and secures 

necessary permission for 

evaluations and does so 

in a manner sensitive to 

cultural and linguistic 

traditions. 

Psychologist secures 

necessary permissions 

and communicates with 

families in a manner 

highly sensitive to 

cultural and linguistic 

traditions.  Psychologist 

reaches out to families of 

students to enhance trust.  

4c:   

Maintaining 

accurate records  

Psychologist’s records 

are in disarray; they may 

be missing, illegible, or 

stored in an insecure 

location. 

Psychologist’s records 

are accurate and legible 

and are stored in a secure 

location.   

Psychologist’s records 

are accurate and legible, 

well organized, and 

stored in a secure 

location. 

Psychologist’s records 

are accurate and legible, 

well organized, and 

stores in a secure 

location.  They are 

written to be 

understandable to another 

qualified professional. 

4d:   

Participating in a 

professional 

community  

Psychologist’s 

relationships with 

colleagues are negative 

or self-serving, and 

psychologist avoids 

being involved in school 

and district events and 

projects. 

Psychologist’s 

relationships with 

colleagues are cordial, 

and psychologist 

participates in school and 

district events and 

projects when 

specifically requested.  

Psychologist participates 

actively in school and 

district events and 

projects and maintains 

positive and productive 

relationships with 

colleagues. 

Psychologist makes a 

substantial contribution 

to school and district 

events and projects and 

assumes leadership with 

colleagues.  

4e:   

Engaging in 

professional 

development 

Psychologist does not 

participate in 

professional 

development activities 

even when such activities 

are clearly needed for the 

ongoing development of 

skills.  

Psychologist’s 

participation in 

professional development 

activities is limited to 

those that are convenient 

or are required. 

Psychologist seeks out 

opportunities for 

professional 

development based on an 

individual assessment of 

need. 

Psychologist actively 

pursues professional 

development 

opportunities and makes 

a substantial contribution 

to the profession through 

such activities as offering 

workshops to colleagues. 

4f:   

Showing 

professionalism 

Psychologist displays 

honesty in interactions 

with colleagues, students, 

and the public and 

violates principles of 

confidentiality.  

Psychologist is honest in 

interactions with 

colleagues, students, and 

the public, plays a 

moderate advocacy role 

for students, and does not 

violate confidentiality.  

Psychologist displays 

high standards of 

honesty, integrity, and 

confidentiality in 

interactions with 

colleagues, students, and 

the public and advocates 

for students when 

needed.  

Psychologist can be 

counted on to hold the 

highest standards of 

honesty, integrity, and 

confidentiality and to 

advocate for students, 

taking a leadership role 

with colleagues. 
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Domain 1 for Therapeutic Specialists:  Planning and Preparation 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

1a:   

Demonstrating 

knowledge and skill 

in the specialist 

therapy area; 

holding the relevant 

certificate or license  

Specialist demonstrates 

little or no knowledge 

and skill in the therapy 

area; does not hold the 

necessary certificate or 

license.   

Specialist demonstrates 

basic knowledge and skill 

in the therapy area; hold 

the necessary certificate 

or license.   

Specialist demonstrates 

thorough knowledge and 

skill in the therapy area; 

holds the necessary 

certificate or license.   

Specialist demonstrates 

extensive knowledge and 

skill in the therapy area; 

holds an advanced 

certificate or license. 

1b:   

Establishing goals 

for the therapy 

program 

appropriate to the 

setting and the 

students served   

Specialist has no clear 

goals for the therapy 

program, or they are 

inappropriate to either 

the situation or the age of 

the students. 

Specialist’s goals for the 

therapy program are 

rudimentary and are 

partially suitable to the 

situation and to the age of 

the students.   

Specialist’s goals for the 

therapy program are clear 

and appropriate to the 

situation in the school 

and to the age of the 

students.    

Specialist’s goals for the 

therapy program are 

highly appropriate to the 

situation in the school 

and to the age of the 

students and have been 

developed following 

consultations with 

administrators and 

teachers.    

1c:   

Demonstrating 

knowledge of 

district, state, and 

federal regulations 

and guidelines   

Specialist demonstrates 

little or no knowledge of 

special education laws 

and procedures.  

Specialist demonstrates 

basic knowledge of 

special education laws 

and procedures.    

Specialist demonstrates 

thorough knowledge of 

special education laws 

and procedures.   

Specialist’s knowledge of 

special education laws 

and procedures is 

extensive; specialist takes 

a leadership role in 

reviewing and revising 

district policies.     

1d:   

Demonstrating 

knowledge of 

resources, both 

within and beyond 

the school and 

district 

Specialist demonstrates 

little or no knowledge of 

resources for students 

available through the 

school or district.   

Specialist demonstrates 

basic knowledge of 

resources for students 

available through the 

school or district.  

Specialist demonstrates 

thorough knowledge of 

resources for students 

available through the 

school or district and 

some familiarity with 

resources outside the 

district. 

Specialist demonstrates 

extensive knowledge of 

resources for students 

available through the 

school or district and in 

the larger community. 

1e:   

Planning the 

therapy program, 

integrated with the 

regular school 

program, to meet 

the needs of 

individual students   

Therapy program 

consists of a random 

collection of unrelated 

activities, lacking 

coherence or an overall 

structure. 

Specialist’s plan has a 

guiding principle and 

includes a number of 

worthwhile activities, but 

some of them don’t fit 

with the broader goals. 

Specialist has developed 

a plan that includes the 

important aspects of 

work in the setting. 

Specialist’s plan is highly 

coherent and preventive 

and serves to support 

students individually, 

within the broader 

educational program.  

1f:   

Developing a plan 

to evaluate the 

therapy program 

Specialist has no plan to 

evaluate the program or 

resists suggestions that 

such an evaluation is 

important. 

Specialist has a 

rudimentary plan to 

evaluate the therapy 

program. 

Specialist’s plan to 

evaluate the program is 

organized around clear 

goals and the collection 

of evidence to indicate 

the degree to which the 

goals have been met. 

Specialist’s evaluation 

plan is highly 

sophisticated, with 

imaginative sources of 

evidence and a clear path 

toward improving the 

program on an ongoing 

basis. 
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Domain 2 for Therapeutic Specialists:  The Environment 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

2a:   

Establishing 

rapport with 

students  

Specialist’s interactions 

with students are 

negative or inappropriate; 

students appear 

uncomfortable in the 

testing and treatment 

center. 

Specialist’s interactions 

are a mix of positive and 

negative; the specialist’s 

efforts at developing 

rapport are partially 

successful. 

Specialist’s interactions 

with students are positive 

and respectful; students 

appear comfortable in the 

testing and treatment 

center. 

Students seek out the 

specialist, reflecting a 

high degree of comfort 

and trust in the 

relationship. 

2b:   

Organizing time 

effectively   

Specialist exercises poor 

judgment in setting 

priorities, resulting in 

confusion, missed 

deadlines, and conflicting 

schedules.     

Specialist’s time-

management skills are 

moderately well 

developed; essential 

activities are carried out, 

but not always in the 

most efficient manner. 

Specialist exercises good 

judgment in setting 

priorities, resulting in 

clear schedules and 

important work being 

accomplished in an 

efficient manner. 

Specialist demonstrates 

excellent time-

management skills, 

accomplishing all tasks in 

a seamless manner; 

teachers and students 

understand their 

schedules. 

2c:   

Establishing and 

maintaining clear 

procedures for 

referrals   

No procedures for 

referrals have been 

established; when 

teachers want to refer a 

student for special 

services, they are not 

sure how to go about it.   

Specialist has established 

procedures for referrals, 

but the details are not 

always clear.   

Procedures for referrals 

and for meetings and 

consultations with 

parents and 

administrators are clear 

to everyone. 

Procedures for all aspects 

of referral and testing 

protocols are clear to 

everyone and have been 

developed in consultation 

with teachers and 

administrators. 

2d:   

Establishing 

standards of 

conduct in the 

treatment center 

No standards of conduct 

have been established, 

and specialist disregards 

or fails to address 

negative student behavior 

during evaluation or 

treatment.   

Standards of conduct 

appear to have been 

established for the testing 

and treatment center.  

Specialist’s attempts to 

monitor and correct 

negative student behavior 

during evaluation and 

treatment are partially 

successful.  

Standards of conduct 

have been established for 

the testing and treatment 

center.  Specialist 

monitors student 

behavior against those 

standards; response to 

students is appropriate 

and respectful.    

Standards of conduct 

have been established for 

the testing and treatment 

center.  Specialist’s 

monitoring of students is 

subtle and preventive, 

and students engage in 

self-monitoring of 

behavior.  

2e:   

Organizing 

physical space for 

testing of students 

and providing 

therapy 

The testing and treatment 

center is disorganized 

and poorly suited to 

working with students.  

Materials are usually 

available.  

The testing and treatment 

center is moderately well 

organized and moderately 

well suited to working 

with students.  Materials 

are difficult to find when 

needed.   

The testing and treatment 

center is well organized; 

materials are available 

when needed.   

The testing and treatment 

center is highly organized 

and is inviting to 

students.  Materials are 

convenient when needed.   
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Domain 3 for Therapeutic Specialists:  Delivery of Service 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

3a:   

Responding to 

referrals and 

evaluating student 

needs  

Specialist fails to respond 

to referrals or makes 

hasty assessments of 

student needs. 

Specialist responds to 

referrals when pressed 

and makes adequate 

assessments of student 

needs.   

Specialist responds to 

referrals and makes 

thorough assessments of 

student needs.   

Specialist is proactive in 

responding to referrals 

and makes highly 

competent assessments 

of student needs.   

3b:   

Developing and 

implementing 

treatment plans to 

maximize 

students’ success  

Specialist fails to develop 

treatment plans suitable 

for students, or plans are 

mismatched with the 

findings of assessments.   

Specialist’s plans for 

students are partially 

suitable for them or 

sporadically aligned with 

identified needs.    

Specialist’s plans for 

students are suitable for 

them and are aligned 

with identified needs.   

Specialist develops 

comprehensive plans for 

students, finding ways to 

creatively meet student 

needs and incorporate 

many related elements.   

3c:   

Communicating 

with families  

Specialist fails to 

communicate with 

families and secure 

necessary permission for 

evaluations or 

communications in an 

insensitive manner.   

Specialist’s 

communication with 

families is partially 

successful; permissions 

are obtained, but there 

are occasional 

insensitivities to cultural 

and linguistic traditions.  

Specialist communicates 

with families and secures 

necessary permission for 

evaluations, doing so in a 

manner sensitive to 

cultural and linguistic 

traditions.  

Specialist secures 

necessary permissions 

and communicates with 

families in a manner 

highly sensitive to 

cultural and linguistic 

traditions.  Specialist 

reaches out to families of 

students to enhance trust.   

3d:   

Collecting 

information; 

writing reports  

Specialist neglects to 

collect important 

information on which to 

base treatment plans; 

reports are inaccurate or 

not appropriate to the 

audience.   

Specialist collects most 

of the important 

information on which to 

base treatment plans; 

reports are accurate but 

lacking in clarity and not 

always appropriate to the 

audience.   

Specialist collects all the 

important information on 

which to base treatment 

plans; reports are 

accurate and appropriate 

to the audience.   

Specialist is proactive in 

collecting important 

information, interviewing 

teachers and parents if 

necessary; reports are 

accurate and clearly 

written and are tailored 

for the audience.  

3e:   

Demonstrating 

flexibility and 

responsiveness 

Specialist adheres to the 

plan or program, in spite 

of evidence of its 

inadequacy.  

Specialist makes modest 

changes in the treatment 

program when 

confronted with evidence 

of the need for change. 

Specialist makes 

revisions in the treatment 

program when they are 

needed. 

Specialist is continually 

seeking ways to improve 

the treatment program 

and makes changes as 

needed in response to 

student, parent, or 

teacher input. 
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Domain 4 for Therapeutic Specialists:  Professional Responsibilities 

 Level of Performance 

Component Below Standard Developing Proficient Exemplary 

4a:   

Reflecting on 

practice 

Specialist does not 

reflect on practice, or the 

reflections are inaccurate 

or self-serving. 

Specialist’s reflection on 

practice is moderately 

accurate and objective 

without citing specific 

examples, and with only 

global suggestions as to 

how it might be 

improved.  

Specialist’s reflection 

provides an accurate and 

objective description or 

practice, citing specific 

positive and negative 

characteristics.  

Specialist makes some 

specific suggestions as to 

how the therapy program 

might be improved. 

Specialist’s reflection is 

highly accurate and 

perceptive, citing specific 

examples that were not 

fully successful for at 

least some students.  

Specialist draws on an 

extensive repertoire to 

suggest alternative 

strategies.  

4b:   

Collaborating 

with teachers and 

administrators   

Specialist is not available 

to staff for questions and 

planning and declines to 

provide background 

material when requested.   

Specialist is available to 

staff for questions and 

planning and provides 

background material 

when requested.   

Specialist initiates 

contact with teachers and 

administrators to confer 

regarding individual 

cases.   

Specialist seeks out 

teachers and 

administrators to confer 

regarding cases, 

soliciting their 

perspectives on 

individual students.  

4c:   

Maintaining an 

effective date-

management 

system  

Specialist’s data-

management system is 

either nonexistent or in 

disarray; it cannot be 

used to monitor student 

progress or to adjust 

treatment when needed.   

Specialist has developed 

a rudimentary data-

management system for 

monitoring student 

progress and occasionally 

uses it to adjust treatment 

when needed.   

Specialist has developed 

an effective data-

management system for 

monitoring student 

progress and uses it to 

adjust treatment when 

needed.   

Specialist as developed a 

highly effective data-

management system for 

monitoring student 

progress and uses it to 

adjust treatment when 

needed.  Specialist uses 

the system to 

communicate with 

teachers and parents.   

4d:   

Participating in a 

professional 

community  

Specialist’s relationships 

with colleagues are 

negative or self-serving, 

and specialist avoids 

being involved in school 

and district events and 

projects. 

Specialist’s relationships 

with colleagues are 

cordial, and specialist 

participates in school and 

district events and 

projects when 

specifically asked to do 

so.  

Specialist participates 

actively in school and 

district events and 

projects and maintains 

positive and productive 

relationships with 

colleagues. 

Specialist makes a 

substantial contribution 

to school and district 

events and projects and 

assumes a leadership role 

with colleagues.  

4e:   

Engaging in 

professional 

development 

Specialist does not 

participate in 

professional 

development activities, 

even when such activities 

are clearly needed for the 

development of skills.  

Specialist’s participation 

in professional 

development activities is 

limited to those that are 

convenient or are 

required. 

Specialist seeks out 

opportunities for 

professional 

development based on an 

individual assessment of 

need. 

Specialist actively 

pursues professional 

development 

opportunities and makes 

a substantial contribution 

to the profession through 

such activities as offering 

workshops to colleagues. 

4f:   

Showing 

professionalism, 

including 

integrity, 

advocacy, and 

maintaining 

confidentiality  

Specialist displays 

honesty in interactions 

with colleagues, students, 

and the public and 

violates principles of 

confidentiality.  

Specialist is honest in 

interactions with 

colleagues, students, and 

the public, plays a 

moderate advocacy role 

for students, and does not 

violate norms of  

confidentiality.  

Specialist displays high 

standards of honesty, 

integrity, and 

confidentiality in 

interactions with 

colleagues, students, and 

the public and advocates 

for students when 

needed.  

Specialist can be counted 

on to hold the highest 

standards of honesty, 

integrity, and 

confidentiality and to 

advocate for students, 

taking a leadership role 

with colleagues. 
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Professional Practice Feedback Form 
 
 

 
 

Teacher: Date: 

School: Time: 

Evaluator: 

Professional Responsibility Observed (i.e., Open House, 504 Meeting, PPT, Parent Conference, Team/Grade 
Level Meeting, Faculty Meeting, Professional Development, Playground Supervision, etc.): 
 
 
 
 

EVIDENCE/COMMENTS:      
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
                            

TEACHER RESPONSE (optional): 
 
 
 
 

Teacher Signature Date: 

Evaluator Signature Date: 



 

Regional School District #10 – Teacher Support and Evaluation Plan Page 64 
 

CLASSROOM TEACHER PRACTICE SUMMARY WORKSHEET 
 

Teacher’s Name: Date: 

School: Teacher Assignment: 

Evaluator:  

  
Ratings on Teacher Performance Rubrics: (Average to a tenth of a decimal point and multiply by weight) 
 
1.  Classroom Environment, Student Engagement, and  

     Commitment to Learning     __________ x .25 = ___________ 
 

2. Planning for Active Learning    __________ x .25 = ___________ 

  

3.  Instruction for Active Learning    __________ x .25 = ___________ 

 

4.  Professional Responsibilities and Teacher Leadership       

        __________ x .25 = ___________ 

 

 

Overall Teacher Performance Rating:     Score: ________X 40 = _____________ 

 

Parent Feedback Rating:     Score: ________X 10 = _____________ 

 
Teacher Practice Total Score: ________________________ 

 

 
 

 
 
 
 

 
 
 
 

 
 
 
 
 
 
*Proficient is the expected standard for Regional School District #10 teachers.  

Rating Table for Teacher Practice  

175 – 200 Exemplary (4) 

127 – 174 Proficient (3)* 

81 - 126 Developing (2) 

50 - 80 Below Standard (1) 

Rating 
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INSTRUCTIONAL SPECIALIST TEACHER PRACTICE SUMMARY WORKSHEET 
 

Staff’s Name: Date: 

School: Assignment: 

Evaluator:  

  
Ratings on Teacher Performance Rubrics: (Average to a tenth of a decimal point and multiply by weight) 
 
1.  Planning and Preparation      __________ x .25 = ___________ 

 

2.  The Environment       __________ x .25 = ___________ 

  

3.  Delivery of Service       __________ x .25 = ___________ 

 

4.  Professional Responsibilities       __________ x .25 = ___________ 

 

 

Specialist Summary        Score: ________X 40 = _____________ 

 

Parent Feedback Rating:     Score: ________X 10 = _____________ 

 
Total Score: ________________________ 

 

 
 

 
 
 
 

 
 
 
 
 
 
 

 
 
 
 
*Proficient is the expected standard for Regional School District #10 teachers.  

 
 
 
 
 

Rating Table for Teacher Practice  

175 – 200 Exemplary (4) 

127 – 174 Proficient (3)* 

81 - 126 Developing (2) 

50 - 80 Below Standard (1) 

Rating 
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TEACHER PRACTICE GOAL FORM 
 
Each teacher must develop one Teacher Practice Goal (40%) aimed at improving the teacher’s practice.  The 
teacher should care about and be deeply vested in any goal he/she chooses to undertake, as this goal provides a 
focus for the evaluator’s observations and feedback conversations.  The goal should be based on relevant student 
learning data, the teacher’s prior year evaluation or self-assessment using the rubrics, feedback from colleagues 
and the evaluator, and previous professional development.  The goal should have a clear link to improving student 
achievement through changes in practice.  It should also move the teacher toward Proficient (if below) or 
Exemplary on the Teacher Practice rubrics. 
 
Goals should be SMART Goals:  Specific and Strategic, Measurable, Aligned and Attainable, Results Oriented and 
Time-Bound. 
 

Instructions:  Complete this section for your goal.  Use your completed Teacher Practice rubrics to find areas of 
improvement. [Boxes expand to accommodate text] 

Performance and Practice Goal (required): 
 
 

Rationale for Goal (required): 
 

Action Steps for Goal (required): 

Self-Reflection:  Describe your overall progress towards your goal. 

Mid-Year: 
 

Final (Summative): 

Self-Reflection:  Describe what you did to accomplish this result.  

Mid-Year: Final (Summative): 

Evaluator’s Mid-Year Comments: Evaluator’s Summative Comments: 

4: Exceeded the Goal 3: Met the Goal 2: Partially met the Goal 1: Did Not Meet the Goal 

 

Teacher Signature Date: 

Evaluator Signature Date: 

 

 

Overall Rating:  _____ Comments: 
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PARENT FEEDBACK GOAL FORM 
 
Each teacher must develop one individualized goal (10%) aimed at supporting the School-Based Goal decided 
upon by the principal and staff following the analysis of the parent survey.  The teacher should care about and be 
deeply vested in any goal he/she chooses to undertake in support of the school’s action plan.  The goal can be 
supported either by an individualized survey of classroom parents, or by the collection of other data or artifacts, 
such as samples of handouts, feedback, etc.   
 
Goals should be SMART Goals: Specific and Strategic, Measurable, Aligned and Attainable, Results Oriented, and 
Time-Bound. 
 

Instructions: Complete this section for your individualized Parent Feedback Goal (5%).  
[Boxes expand to accommodate text] 

School-based Goal for Parent Feedback is: 
 

Individualized Goal: 
 

Alignment of Goal to School-Based Goal (i.e., rationale): 
 

Action Steps for Goal: 

Self-Reflection: Describe your overall progress towards your goal. 

Mid-Year: Final (summative): 

Self-Reflection: Describe what you did to accomplish this result.  

Mid-Year: Final (summative): 

Evaluator’s Mid-Year Comments: Evaluator’s Summative Comments: 

4: Exceeded the Goal 3: Met the Goal 2: Partially Met the Goal 1: Did Not Meet the Goal 

Teacher Signature Date: 

Evaluator Signature Date: 
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STUDENT OUTCOMES SUMMARY WORKSHEET 
 

Teacher’s Name: Date: 

School: Teacher Assignment: 

Evaluator:  

  
 

Overall Performance Rating:  

SLO #1 =   _____________ 

SLO #2 = ______________ 

 

Average of SLOs =       ________                            Score: ________X 45 = _____________ 

 

 

Student Feedback:     Score: ________X 5 = _____________ 

 
 

 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
*Proficient is the expected standard for Regional School District #10 teachers.  

 

 

 

 

 

 

 

Rating 
 

 
Rating Table for Teacher Practice  

175 – 200 Exemplary (4) 

127 – 174 Proficient (3)* 

81 - 126 Developing (2) 

50 - 80 Below Standard (1) 
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SUMMATIVE TEACHER EVALUATION 

 

Category Score Multiplier 
Points 

(Score x Multiplier) 

Observation of Teacher Practice  40  

Parent Feedback  10  

TOTALTEACHER PRACTICE  

Student Growth  45  

Whole School Learning Indicator  5  

TOTAL STUDENT GROWTH  

 

Summative Rating Matrix 
 

  
TEACHER PRACTICE 

  
Exemplary  Proficient  Developing Below Standard 

S
T

U
D

E
N

T
 G

R
O

W
T

H
 Exemplary Exemplary Exemplary Proficient 

Gather More 
Information 

Proficient Exemplary Proficient Proficient Developing 

Developing  Proficient Proficient Developing Developing 

Below Standard 
Gather More 
Information 

Developing Developing Below Standard 

 
Final Rating is the intersection of the ratings for TEACHER PRACTICE and STUDENT GROWTH 
 
FINAL RATING: _________________________________________ 
 
 
Comments by Evaluator: 
 
 
Evaluator’s signature: ______________________________________ Date: _________________ 
 
 
Comments by Teacher: 
 
 
 
Teacher’s signature: ________________________________________ Date: _________________ 
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[Teacher’s signature indicates he/she has seen and discussed the evaluation.  It does not necessarily denote 
agreement.]  
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Structured Support Plan 

 
 

Staff Member: Date: 

Evaluator: 

 
1. Statement of observed problem(s) which must be improved. (Cite specific teacher performances from 

the Teacher Practice rubrics): 
 
 
2. Corrective strategies for resolution of the problem:  
 
 
 
3. Timeline for implementation of corrective strategies:  
 
 
 
 
4. Desired results/indicators of success. (May cite specific performances from the teacher rubrics):  
 
 
 
 
Teacher’s Signature:  ______________________________________ Date: ___________ 
 
Evaluator’s Signature:  _____________________________________ Date: ___________  
 
 
 
Summary of Review Conference:      Date:____________ 
 
 
 
Recommendation: 

___ Exit Structured Support Plan   

___Repeat Structured Support Plan    

___Move to Enhanced Support Plan 

___Move to Intensive Support Plan  

___ Other:  _________________________________________ 

 
 
 
Teacher’s Signature:  ______________________________________ Date: ___________ 
 
Evaluator’s Signature:  _____________________________________ Date: ___________  
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Enhanced Assistance Action Plan 

 
 

Staff Member: Date: 

Evaluator: 

 
5. Statement of observed problem(s) which must be improved. (Cite specific teacher performances from 

the Teacher Practice rubrics): 
 
 
6. Corrective strategies for resolution of the problem:  
 
 
 
7. Timeline for implementation of corrective strategies:  
 
 
 
 
8. Desired results/indicators of success. (May cite specific performances from the teacher rubrics):  
 
 
 
 
Teacher’s Signature:  ______________________________________ Date: ___________ 
 
Evaluator’s Signature:  _____________________________________ Date: ___________  
 
 
 
Summary of Review Conference:      Date:____________ 
 
 
 
Recommendation: 

___ Return to Proficient rating      

___ Move to Intensive Supervision 

___ Other:  _________________________________________ 

 
 
 
 
 
Teacher’s Signature:  ______________________________________ Date: ___________ 
 
Evaluator’s Signature:  _____________________________________ Date: ___________  
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Intensive Supervision Action Plan 
 

 

Staff Member: Date: 

Evaluator: 

 
1.  Statement of observed problem(s) which must be improved. (Cite specific teacher performances from 
the Teacher Performance Evaluation Rubrics): 
 
 
 
2. Desired results/indicators of success. (May cite specific performances from the Teacher Practice 
rubrics): 
 

 
Date of Review Conference(s):    ______________________    
            
 

Check one of the following: 
_____ The problem(s) has been satisfactorily addressed.      
_____ The problem(s) has been partially addressed. 
_____ The initial problem(s) has been addressed. 
_____ Little to no improvement has been noted 
 
Summary of Review Conference: 
 
 
 
Recommendation (check one): 

___ Problem or area of concern is resolved.  Remove from Intensive Assistance and return to 

Proficient teacher rating      

___ Problem or area of concern is partially or not resolved.  Modification may be made to the Action 

Plan and an additional 45 days will be given to show improvement (one time extension only). 

___ Problem or area of concern is not resolved.  Move to dismissal in accordance with the provisions 

of the Connecticut General Statute, Section 10-151d.  
 

 
 
Teacher’s Signature:  ______________________________________ Date: ___________ 
 
Evaluator’s Signature:  _____________________________________ Date: ___________ 

Action Steps/Desired 
Behaviors 

Teacher Actions/  
Evaluator Actions 

By 
[Date] 

Assistance Options 
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Administrator Evaluation and Support
����������������������������������������������ȋ����Ȍ�����������������������������������
and support of administrators in Connecticut is based on the Connecticut Guidelines for 
��������������������ȋ�����������������Ȍǡ��������������������������������������������������
2012 and based upon best practice research from around the country. The contents of this 
document are meant to guide districts in the implementation of Connecticut’s System for 
������������������������������������ȋ����Ȍ�������������������������������������������Ǥ�
��������ǡ��������������������������������������ǡ�������������������Ƥ����������������������
in this document for clarity and ease of use.

����������������������������������������������������������������������Ƥ��
������������������������������������������������������������ǣ
■  Observation of Leadership Performance

and Practice (40%Ȍ�

■  Stakeholder Feedback (10%Ȍ

■  Student Learning (45%Ȍ

■  ���������ơ��������������������ȋ͝%Ȍ

This document includes “Points for Consideration” to assist district PDEC in developing 
processes or enhancing existing processes necessary for ongoing development and support 
of administrators for the following requirements:

■  Evaluator Training

■  Evaluation-Informed Professional Learning

■  Improvement and Remediation Plans

■  Career Development and Growth

PLEASE NOTE:� ��� ��������� ��� ���������� ���� ����� ������ ǡ� ����� ��������� ��� ��������� ���
���������������������������������������������������ǡ����������������������������������������
�����������������������������������������������������������Ǥ������������ǡ��������������������Ǧ
���������� ���� ��������� ��� ������������ ��� ���������Ǧ��������� ���������� ��������� ��� ����������
������� �������������Ǥ� ��� ��������� ��� ��������� ��������������� ���� �������������Ƥ���������� ������
������������ǡ������������������ǲ������������������������ǳ����������������������������������������
����������������Ǥ

Any variation from the components of administrator evaluation and support as outlined within  
this handbook is no longer the SEED model and would be considered a “district-developed” 
evaluation and support plan. Districts are required to submit an Educator Evaluation and 
Support plan annually to the CSDE.

����������������������������������

Student Outcomes Related Indicators
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�������������������������
and development

Purpose and Rationale

This section of the 2014 SEED Handbook outlines the state model for the evaluation of 
school and school district administrators in Connecticut. A robust administrator evaluation 
������������������������������������������������������������������������ơ���������������
the state of Connecticut. The Connecticut administrator evaluation and support model 
��Ƥ�������������������ơ�����������������������ȋ͙Ȍ������������������������ȋ������������������
���������������������������������������������������������������������������ȌǢ�ȋ͚Ȍ�������������
�������������������������������ȋ���������ơ����������������������������������ȌǢ�����ȋ͛Ȍ�����
perceptions of the administrator’s leadership among key stakeholders in his/her community. 

The model describes four levels of performance for administrators and 

focuses on the practices and outcomes of ���Ƥ����� administrators.  

These administrators can be characterized as:

■  �eeting expectations as an instructional leader;

■  �eeting expectations in at least 3 other areas of practice;

■  �eeting 1 target related to stakeholder feedback;

■  �eeting state accountability growth targets on tests of core academic subjects6;

■  �eeting and making progress on 3 Student Learning Objectives aligned to school and 
district priorities; and

■  �aving more than 60%���������������������������������������������������������������
evaluation.

The model includes an exemplary performance level for those who exceed these 
characteristics, but exemplary ratings are reserved for those who could serve as a model for 
�����������������������������������������������Ǥ������Ƥ�������������������������������������������
performance, and it is the rigorous standard expected of most experienced administrators. 

����������� ���� �������������� ����������� ���� �������� ����Ƥ��� ���� ������������� ���� ���� ����
broader community. It provides a structure for the ongoing development of principals and 
other administrators to establish a basis for assessing their strengths and growth areas so 
they have the feedback they need to get better. It also serves as a means for districts to hold 
themselves accountable for ensuring that every child in their district attends a school with 
�ơ��������������Ǥ�

6  Smarter Balanced Assessments �����������������������������Ƥ����������������͚͙͘͜Ǧ͚͙͘͝��������������Ǥ���������������������������������������

������͛Ǧ͠�����
�����͙͙Ǥ����������������������������������������������������������Ǥ��Ǥ������������������������ȋ����Ȍ����������������������
��������������������������������������������͚͙͘͜Ǧ͚͙͘͝ǡ��������������������������������������������������������������������������������������������
���͚͙͘͜Ǧ͚͙͘͝�����Ǥ�������������ǡ���������������������������������������������������ǡ����������������������������������������͚͙͘͜Ǧ͚͙͘͝Ǥ
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As noted, the model applies to all administrators holding an 092 endorsement. Because of 
the fundamental role that principals play in building strong schools for communities and 
��������ǡ�����������������������������������������Ƥ������������������������������������ǡ�����
���������������������������������������������Ǥ��������ǡ��������������������������ơ��������
��������������������������������������ƥ�����������������ǡ�������ơ�����������������Ǥ�

System Overview
Administrator Evaluation and Support Framework

The evaluation and support system consists of multiple measures to paint an accurate and 
comprehensive picture of administrator performance. All administrators will be evaluated 
in four components, grouped into two major categories: Leadership Practice and Student 
Outcomes. 

͙Ǥ ���������������������������������������ǣ�An evaluation of the core leadership practices
����������������������������ơ��������������������Ǥ����������������������������������
components:

�Ȍ�����������������������������������������������������ȋ͘͜%Ȍ������Ƥ����������
�����������������������ȋ���Ȍǣ����������������������������������������Ǥ

�Ȍ �������������	��������ȋ͙͘%Ȍ�on leadership practice through surveys.

2.  Student Outcomes Related Indicators: An evaluation of an administrator’s contribution
to student academic progress, at the school and classroom level. This category is
comprised of two components:

�Ȍ ������������������ȋ͜͝%Ȍ����������������������������ǣ�ȋ�Ȍ�������������������������
������������������������������ǯ����������������������������������������ȋ�Ȍ������������
and growth on locally-determined measures.

�Ȍ�����������ơ��������������������ȋ͝%Ȍ�as determined by an aggregation of teachers’
����������������������������������������������������ȋ����Ȍ

Scores from each of the four components will be combined to produce a summative 
performance rating of ���������, ���Ƥ�����, ���������� or ��������������. The performance 
�������������Ƥ������ǣ

■  Exemplary – Substantially exceeding indicators of performance

■  ���Ƥ����� – Meeting indicators of performance

■  Developing – Meeting some indicators of performance but not others

■  Below Standard – Not meeting indicators of performance
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Process and Timeline

This section describes the process by which administrators and their evaluators collect 
�������������������������������������������������������������ǡ��������������������Ƥ�������-
ing and recommendations for continued improvement. The annual cycle (see 	������͙ be-
���Ȍ������������ƪ�����������������������������������������������������������������������������
process. Often the evaluation process can devolve into a checklist of compliance activities 
that do little to foster improvement and leave everyone involved frustrated. To avoid this, 
the model encourages two things:

1.  That evaluators prioritize the evaluation process, spending more and better time
in schools observing practice and giving feedback; and

2.  That both administrators and evaluators focus on the depth and quality of the
interactions that occur in the process, not just on completing the steps.

Each administrator participates in the evaluation process as a cycle of continuous 
improvement. The cycle is the centerpiece of state guidelines designed to have all educators 
play a more active, engaged role in their professional growth and development. For every 
administrator, evaluation begins with goal-setting for the school year, setting the stage 
for implementation of a goal-driven plan. The cycle continues with a Mid-Year Formative 
������ǡ� ��������� ��� ���������� ��������������Ǥ� ���� ������� ����� ��� ���� �������� �ơ����
�������������������������������Ǧ�������������ƪ�����������������������ǡ���������������������
the summative evaluation. Evidence from the summative evaluation and self-assessment 
become important sources of information for the administrator’s subsequent goal setting, 
as the cycle continues into the subsequent year. 

Superintendents can determine when the cycle starts. For example, many will want their 
principals to start the self-assessment process in the spring in order for goal-setting and plan 
development to take place prior to the start of the next school year. Others may want to 
����������������Ƥ������������������������������Ǥ�

	������͙ǣ�This is a typical timeframe:

*����������������������������Ƥ�����������������Ǥ


������������Ƭ���������

Prior To School Year Mid-Year �������Ȁ����Ǧ��Ǧ����

Mid-Year Review End-of-Year Review

■  Orientation 

on process

■  
���Ǧ��������
and plan  

development

■  Review  

���������� 
performance

■  Mid-year 

formative 

review

■  Self- 

assessment

■  Preliminary 

summative 

assessment
*
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�����͙ǣ������������������������Ǧ�������

��������������������ǡ�������������������������Ƥ������������������������ǣ

1.  Student learning data are available for review by the administrator and the state has
�����������������������������������������������ȋ���Ȍ�������7.

2. Stakeholder survey data are available for review by the administrator.

3. The superintendent has communicated his/her student learning priorities for the year.

4.  The administrator has developed a school improvement plan that includes student
learning goals.

5.  The evaluator has provided the administrator with this document in order to orient her/
him to the evaluation process.Only #5 is required by the approved Guidelines for Educator
Evaluation, but the data from #1-4 are essential to a robust goal-setting process.

�����͚ǣ�
���Ǧ����������������������������

���������������������������ǡ�����������������������������������������������������������ȋ����Ȍ�
and one survey target, drawing on available data, the superintendent’s priorities, their school 
����������������������������������������������ȋ����������������ȌǤ�������������������������
areas of focus for their practice. This is referred to as “3-2-1 goal-setting.”

7  Smarter Balanced Assessments �����������������������������Ƥ����������������͚͙͘͜Ǧ͚͙͘͝��������������Ǥ������������������������������������
���
������͛Ǧ͠�����
�����͙͙Ǥ��������������������������������������������������������Ǥ��Ǥ������������������������ȋ����Ȍ�������������������
�����������������������������������������������͚͙͘͜Ǧ͚͙͘͝ǡ������������������������������������������������������������������������������������
�����������͚͙͘͜Ǧ͚͙͘͝�����Ǥ�������������ǡ���������������������������������������������������ǡ����������������������������������������͚͙͘͜Ǧ͚͙͘͝Ǥ
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Administrators should start with the outcomes they want to achieve. This includes setting 
����������� ȋ���������͞͡� �����������Ȍ��������� ������� �������� ��������������� ��������� ȋ����
�����͚͞������������ȌǤ�

Then administrators identify the areas of focus for their practice that will help them 
accomplish their SLOs and survey targets, choosing from among the elements of the 
Connecticut School Leadership Standards. While administrators are rated on all six Performance  
Expectations, administrators are not expected to focus on improving their practice in all 
������ ��� �� ������ ����Ǥ� ������ǡ� ����� ������� ��������� ���� �����Ƥ�� ������ ������ ��� ������� ���
facilitate professional conversation about their leadership practice with their evaluator. It is 
likely that at least one and perhaps both, of the practice focus areas will be in instructional 
leadership, given its central role in driving student achievement. What is critical is that the 
administrator can connect improvement in the practice focus areas to the outcome goals 
and survey targets, creating a logical through-line from practice to outcomes. 

Next, the administrator and the evaluator meet to discuss and agree on the selected out-
come goals and practice focus areas. This is an opportunity to discuss the administrator’s 
choices and to explore questions such as:

■  �������������������������������������Ƥ���������������������������������������
of the local school context?

■  ������������������������������������Ƥ������������������������������������������������
the control of the principals? If so, how will those dependencies be accounted for in 
the evaluation process?

■  What are the sources of evidence to be used in assessing an administrator’s performance?

The evaluator and administrator also discuss the appropriate resources and professional 
learning needs to support the administrator in accomplishing his/her goals. Together, these 
components – the goals, the practice areas and the resources and supports – comprise an 
individual’s evaluation and support plan. In the event of any disagreement, the evaluator has 
������������������������������������Ƥ����������������ǡ����������������������������������������
used. ����������������������������������������������������������������������������Ǥ 

The focus areas, goals, activities, outcomes and timeline will be reviewed by the administrator’s  
evaluator prior to beginning work on the goals. The evaluator may suggest additional goals 
as appropriate. 

�������������������������
�������������������ǫ
�������������������������������������������������������������������������ǯ��
evaluation and support plan is likely to drive continuous improvement:

1.  Are the goals clear and measurable so that an evaluator will know whether the
administrator has achieved them?

2.  Can the evaluator see a through line from district priorities to the school
improvement plan to the evaluation and support plan?

3.  Do the practice focus areas address growth needs for the administrator?
Is at least one of the focus areas addressing instructional leadership?
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����������������������������������
Adminstrator’s Name

Evaluator’s Name

School

����	������������� 
Student Achievement and 

Stakeholder Survey Data

Outcome Goals –  

͛���������� 
1 Survey

�������������������� 
	�����������ȋ͚Ȍ ����������

Evidence  

of Success

�����������������ǡ� 
��������������
Support Needed

Timeline for  

����������
Goal  

Outcomes

75% of students report that 
teachers present material  
in a way that is easy for 
them to understand and 
learn from. EL Cohort 
Graduation Rate is 65% and 
the extended graduation 
rate is 70%.

����͙ǣ  
Increase EL cohort 
graduation rate  
by 2% and the  
extended  
graduation rate 
by 3%. 

Focus Area 1:  
���������������ǡ�
data systems  
and accountability  
strategies to  
improve achieve-
ment, monitor and 
evaluate progress, 
close achievement 
gaps and communi-
cate progress.  
ȋ��ǣ�͚ǡ��ǣ��Ȍ�

Develop  
Support Service 
SLOs to  
address  
intervention 
needs and 
strategies.

EL graduation 
rate increases 
by 2% over 
last year and 
the extended 
graduation 
rate increases 
by 3%. 

Support needed 
in reaching  
out to the  
EL student 
population and 
families to  
increase  
awareness of 
the graduation 
requirements and 
����Ƥ��Ǥ�

Credit status  
will be 
determined 
after  
summer 
school.

80% of students complete  
10th grade with 12 credits. 

����͚ǣ� 
90% of students 
complete 10th grade 
with 12 credits. 

Focus Area 2:  
Improve instruction 
for the diverse needs 
of all students; and 
collaboratively moni-
tor and adjust curricu-
lum and instruction. 
ȋ��ǣ�͚ ǡ����Ȍ
��������������������
monitor EL student 
progress and to 
target students for 
intervention. 

Develop 
content 
teacher SLOs 
to address 
CT Common 
Core reading 
strategies and 
expectations.

90% of students 
have at least  
12 credits when 
entering the 
11th grade. 

Work with school 
counselors to 
ensure students 
are enrolled in 
credit earning 
courses in 9th 
and 10th grades 
�����������Ƥ������
students are 
contacted re: 
summer remedial  
�ơ������Ǥ�

87% of 10th graders are  
���Ƥ����������������ǡ� 
as evidenced by CAPT 
�������ȋ������������ȌǤ

SLO 3:  
95% of students are 
reading at grade 
level at the end of 
10th grade.

Provide teacher 
PL experiences 
as needed to 
target skills in 
��ơ������������
of instruction.

STAR  
assessments 
indicate that 
95% of students 
are reading on 
grade level at 
the end of  
10th grade 

75% of students report that  
teachers present material in  
a way that is easy for them 
to understand and learn 
from. EL Cohort Gradu-
ation Rate is 65% and the 
extended graduation rate 
is 70%.

Survey 1:  
90% of students 
report that teachers 
present material in 
a way that makes it 
easy for them to  
understand and 
learn.

90% of students 
report by survey 
response that 
teachers pres-
ent material 
in a way they 
can understand 
and learn from. 
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Step 3: Plan Implementation and Evidence Collection 

As the administrator implements the plan, he/she and the evaluator both collect evidence about 
the administrator’s practice. For the evaluator, this must include at least two and preferably 
����ǡ� ������� ����� ������Ǥ� ��������ǡ� ����������� ������� ������� �ơ��� ��������� ��������������
for evaluators to observe, collect evidence and analyze the work of school leaders. At a 
minimum, fall, winter and spring visits to the school leader’s work site will provide invaluable 
������������������������������ǯ�������������������ơ��������������������������������������
and dialogue. 

����������������������������������������� �������ǡ� ������� ������������ �������������������������
�����������������������Ƥ����������������������������Ǥ���� ������������������������������������
visits carefully to maximize the opportunity to gather evidence relevant to an administrator’s 
practice focus areas. Further, central to this process is providing meaningful feedback based 
on observed practice: see the SEED website for forms that evaluators may use in recording ob-
servations and providing feedback. Evaluators should provide timely feedback after each visit. 

Besides the school site visit requirement, there are no prescribed evidence requirements. The 
model relies on the professional judgment of the administrator and evaluator to determine 
appropriate sources of evidence and ways to collect evidence. 

Building on the sample evaluation and support plan on page 49, this administrator’s 
evaluator may want to consult the following sources of evidence to collect information about 
the administrator in relation to his or her focus areas and goals:

■  Data systems and reports for student information

■  Artifacts of data analysis and plans for response

■  Observations of teacher team meetings

■  Observations of administrative/leadership team meetings

■  Observations of classrooms where the administrator is present

■  Communications to parents and community

■  ����������������������ơ

■  Conversations with students

■  Conversations with families

■  Presentations at Board of Education meetings, community resource centers, 
parent groups etc.

Further, the evaluator may want to establish a schedule of school site visits with the administrator 
�������������������������������������������������ǯ������Ǥ�����Ƥ�������������������������������������
beginning of the school year to ground the evaluator in the school context and the administrator’s 
evaluation and support plan. Subsequent visits might be planned at two-to three-month intervals. 
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A note on the frequency of school site observations: 

������������������������������������������ǯ�����������������������ǣ

■  2 observations for each administrator.

■  4 observations for any administrator new to their district, school, the profession or who 
has received ratings of ���������� or ��������������. 

School visits should be frequent, purposeful and adequate for sustaining a professional conversa-
tion about an administrator’s practice.

Step 4: Mid-Year Formative Review

Midway through the school year (especially at a point when interim student assessment data 
������������������������Ȍ������������������������������������Ǧ���������������������Ǥ�����������-
tion for meeting:

■  The administrator analyzes available student achievement data and considers 
progress toward outcome goals. 

■  The evaluator reviews observation and feedback forms 
to identify key themes for discussion. 

The administrator and evaluator hold a Mid-Year Formative Conference, with explicit 
discussion of progress toward student learning targets, as well as any areas of performance 
related to standards of performance and practice. The meeting is also an opportunity to 
�����������������������������������ȋ�Ǥ�Ǥǡ�����������ƪ������������������Ȍ��������������ƪ������
accomplishment of outcome goals; goals may be changed at this point. Mid-Year 

Conference Discussion Prompts are available on the SEED website.

Step 5: Self-Assessment

In the spring, the administrator takes an opportunity to assess his/her practice on all 18 
elements of the CCL: Connecticut School Leadership Standards. For each element, the 
administrator determines whether he/she:

■  Needs to grow and improve practice on this element;

■  Has some strengths on this element but needs to continue to grow and improve;

■  �����������������ơ����������������������Ǣ���

■  ��������������������������ơ����������������������Ǥ

The administrator should also review his/her focus areas and determine if he/she considers 
him/herself on track or not. 

In some evaluation systems, self-assessment occurs later in the process after summative 
ratings but before goal setting for the subsequent year. In this model the administrator 
submits a self-assessment prior to the End-of-Year Summative Review as an opportunity for 
��������Ǧ��ƪ�������������������������������������Ǥ�
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�����͞ǣ�����������������������������
The administrator and evaluator meet in the late spring to discuss the administrator’s self-
assessment and all evidence collected over the course of the year. While a formal rating 
follows this meeting, it is recommended that evaluators use the meeting as an opportunity 
to convey strengths, growth areas and their probable rating. After the meeting, the evaluator  
assigns a rating based on all available evidence. 

���������	��������������������ǣ�������������������ǡ������������
������������

All evaluators are required to complete training on the SEED evaluation and support model. 
The purpose of training is to provide evaluators of administrators with the tools that will 
result in evidence-based school site observations; professional learning opportunities tied to 
�������������������ǡ�������������������ơ����������������������������������Ǥ

The CSDE will provide districts with training opportunities to support district evaluators of 
administrators in implementation of the model across their schools. Districts can adapt and 
build on these tools to provide comprehensive training and support to ensure that evaluators 
�������Ƥ���������������������������������������������Ǥ

�����������������������������������������������������������������������������������
��������������������Ǧ������������Ǥ��������������������������������������������������
the opportunity to:

■  �nderstand the various components of the SEED administrator evaluation 
and support system;

■  �������������������������������������������������������������������
CCL Leader Evaluation Rubric;

■  �stablish a common language that promotes professionalism and a culture for learning 
through the lens of the CCL Leader Evaluation Rubric;

■  �stablish inter-rater reliability through calibrations of observer interpretations of 
evidence and judgments of leadership practice; and

■  �ollaborate with colleagues to deepen understanding of the content.

�������������������������������������������������������������������������������������
�����������������������optional ���Ƥ�������������������ǣ

■  �eepen understanding of the evaluation criteria;
■  ����������������������������Ǣ
■  �ollect, sort and analyze evidence across a continuum of performance; 

and
■  �������������������������������������������������������������Ǥ
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PLEASE NOTE:������������������������������������Ǧ������������������������������������������
��������������������������������������Ǧ�����������������������������������������������ǡ���������
����������������������������������������������������������������������������������������ǡ��������Ǧ
�����������������������������������ǣ

The evaluator completes the summative evaluation report, shares it with the administrator 
��������������������������������ǯ������������Ƥ�������������������������������������������
the administrator requests to be added within two weeks of receipt of the report. 

Summative ratings must be completed for all administrators by June 30 of a given school 
����Ǥ� ������� ������ ������������� ����� ����� ���� ���� ��� ���������� ��� ���� ����� ��� �� Ƥ����
rating, a rating must be completed based on evidence that is available. When the summative 
����������������������������������������Ƥ���������������������������������������������������
���������ơ������������������ǡ���������������������������������������������������ǯ����������� 
 rating when the data is available and submit the adjusted rating no later than September 15. 
This adjustment should take place before the start of the new school year so that prior year 
results can inform goal setting in the new school year. 

��������������� are based on all available data and are made in the spring so that they can 
be used for any employment decisions as needed. Since some components may not be 
completed at this point, here are rules of thumb to use in arriving at a rating:

■  If stakeholder survey results are not yet available, then the observation of practice rating 
should count for 50% of the preliminary rating. 

■  ����������������ơ�������������������������������������������������ǡ������������������
learning measures should count for 50% of the preliminary rating. 

■  If the state accountability measures are not yet available, then the Student Learning 
Objectives should count for the full assessment of student learning. 

■  If none of the summative student learning indicators can yet be assessed, then the 
evaluator should examine the most recent interim assessment data to assess progress 
and arrive at an assessment of the administrator’s performance on this component. 

Points for District Consideration:

Ȉ ����������������������������������������������������Ȁ�����������������
and provide feedback on leader performance and practice

Ȉ �������Ƥ�������������������������������������Ƥ�������ȋ��������Ȍ

Ȉ ��������������������������������������������

Ȉ �����������������������������������Ƥ�����������������������������������
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Support and Development
�����������������������������������������������������������ǡ����������ơ�����������������������
��������Ǥ� �������ǡ� ����� ������� ����� �ơ������ǡ� ��������� ���� ������� �������ǡ� ���� �����������
process has the potential to help move administrators along the path to exemplary practice. 

����������Ǧ������������������������������
����������������������������ơ������� ��������ǡ� ������������� ����������Ǥ�����������������
for professional learning is that each and every Connecticut educator engages in continu-
�������������������������������������������������ơ����������ǡ��������������������������������
for all students. For Connecticut’s students to graduate college and career ready, educators 
must engage in strategically planned, well supported, standards-based, continuous profes-
sional learning focused on improving student outcomes.

Throughout the process of implementing Connecticut’s SEED model, in mutual agreement 
with their evaluators all teachers will identify professional learning needs that support their 
�������������������ǤǤ�����������Ƥ����������������������������������������������������������-
tions about the teacher’s practice and impact on student outcomes. The professional learn-
������������������������Ƥ��������������������������������������������������������������������
���������������������Ƥ���������������������������������Ǥ�����������������������������������
of common need among teachers, which can then be targeted with school-wide or district-
wide professional learning opportunities.

Points for District Consideration:

�����������������������������������������������ơ�������������������������������
�������������������������������������������������������ǡ��������������������� 
�����������������������������������������Ǥ

Ȃ ����������	������ǡ�͚͙͘͜
����ǣȀȀ���������������Ǥ���Ȁ���������Ȁ����������͗Ǥ���Ǧ��͡����

Ȉ ������������������ ������������������������Ǧ Systems that recognize and advance
shared leadership promote leaders from all levels of the organization.  Leaders work
collaboratively with others to create a vision for academic success and set clear goals
for student achievement based on educator and student learning data.

Ȉ������������������������������������Ǧ�As advocates of professional learning, leaders
make their own career-long learning visible to others.  They participate in professional
learning within and beyond their own work environment.  Leaders consume informa-
�����������������Ƥ������������������������������Ǥ

Ȉ ��������������������������������������Ǧ Skillful leaders establish organizational sys-
����������������������������������ơ������������������������������������������������-
ous improvement.  They equitably distribute resources to accomplish individual, team,
school and school system goals through blended learning structures and promoting
teacher collaboration and professional development through social media and other
technological tools.
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Improvement and Remediation Plans

If an administrator’s performance is rated as ���������� or ������ ��������, it signals the 
need for focused support and development. Districts must develop a system to support 
����������������������������������Ƥ���������������Ǥ�����������������������������������
should be developed in consultation with the administrator and his/her exclusive bargaining 
��������������ǡ����������������ǡ����������ơ���������������������������������Ƥ�����������Ȁ���
stage of development. 

Districts may develop a system of stages or levels of support. For example: 

1.  Structured Support: ��������������������������������������������������������������ȋ�Ȍ
��������������������Ƥ�������������������������Ǥ������������������������������������������Ǧ
term assistance to address a concern in its early stage.

2.  Special Assistance: An administrator would receive special assistance when he/she
earns an overall performance rating of ���������� or �������������� and/or has received
structured support. An educator may also receive special assistance if he/she does not
����� ���� ����ȋ�Ȍ� ��� ���� ����������� �������� ����Ǥ������ �������� ��� ��������� ��� ������� ��
�������������������������ƥ������������������������������������Ƥ������Ǥ

3.  Intensive Assistance: An administrator would receive intensive assistance when he/she
����������������������ȋ�Ȍ�������������������������������Ǥ����������������������������������
�������ơ�������ǯ������������Ǥ

Points for District Consideration:

Well-articulated Improvement and Remediation Plans:

Ȉ������������������������������������ǡ���������������������������������������ǡ����������
include specialized professional development, collegial assistance, increased super-
visory observations and feedback, and/or special resources and strategies aligned to
the improvement outcomes.

Ȉ�����������������������������������������Ƥ�������������������������������������������-
tion of practice framework/rubric that specify exactly what the administrator must
demonstrate at the conclusion of the Improvement and Remediation Plan in order to
��������������ǲ���Ƥ�����Ǥǳ

Ȉ ������������������������� ���������������������������ǡ�����������������������������ǡ
in the course of the same school year as the plan is developed.  Determine dates for
������������Ƥ������������������������������������������������Ǥ

Ȉ ������������������������������ǡ��������������������������Ƥ���������������������������������
of the improvement and remediation plan.
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Career Development and Growth
���������� ���������� ������������ ������Ƥ��� �������� ���� ����������� �������� �����
opportunities for career development and professional growth is a critical step in both build-
�������Ƥ�����������������������������������������������������������������������������������
skills of all leaders. 

Examples of such opportunities include, but are not limited to: observation of peers; mentor-
ing aspiring and early-career administrators; participating in development of administrator 
improvement and remediation plans for peers whose performance is ���������� or ������
��������Ǣ������������������������������������������Ǣ���ơ��������������������������Ǣ�����
focused professional learning based on goals for continuous growth and development. 

Points for District Consideration:

Ȉ �����������������������������������������������������Ǥ
Ȉ �����������������������������������������������������������������Ǥ
Ȉ �������������Ǧ���������������������������������������������������������������������

principal evaluation and supportǤ
Ȉ ������������������������������������������������������������������������������������

evaluation process and school/district needsǤ
Ȉ ��������������������������������������������������Ǥ��������������������������������������-

tive and operational duties to allow for greater focus on the role of instructional leaderǤ
Ȉ �����������������������������������������Ǥ
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Leadership Practice Related Indicators
The Leadership Practice Related Indicators evaluate the administrator’s knowledge of 
a complex set of skills and competencies and how these are applied in leadership practice. 
It is comprised of two components:

■  Observation of Leadership Practice, which counts for 40%; and

■  Stakeholder Feedback, which counts for 10%. 

����������͙͗ǣ������������������������������������ȋ͘͜%Ȍ�

An assessment of an administrator’s leadership practice – by direct observation of practice 
and the collection of other evidence – is 40% of an administrator’s summative rating. 

���������������������������������������������������������������ȋ���Ȍ��������������������
Leadership Standards adopted by the Connecticut State Board of Education in June of 2012, 
����������������������� �����������������������������������������������ȋ�����Ȍ�����������
��� ������ ����������� ���� ��Ƥ��� �ơ������� ��������������� ��������� �������� ���� ������������
expectations. 

͙Ǥ��������ǡ�������������
����ǣ�Education leaders ensure the success and achievement of all
students by guiding the development and implementation of a shared vision of learning, a
strong organizational mission and high expectations for student performance.

͚Ǥ����������� ���� ��������ǣ�Education leaders ensure the success and achievement of all
students by monitoring and continuously improving teaching and learning.

͛Ǥ ���������������� �������� ���� ������ǣ� Education leaders ensure the success and a
chievement of all students by managing organizational systems and resources for a safe,
high-performing learning environment.

4.  Families and Stakeholders: Education leaders ensure the success and achievement of all
students by collaborating with families and stakeholders to respond to diverse community 
interests and needs and to mobilize community resources.

͝Ǥ �������� ���� ���������ǣ� Education leaders ensure the success and achievement of all
students by being ethical and acting with integrity.

6.  The Education System: Education leaders ensure the success and achievement of all
����������������������������������������ǡ����������������ơ������������ƪ������������������
���������ǡ�������ǡ���������ǡ������������������������������ơ����������������Ǥ

All six of these performance expectations contribute to successful schools, but research 
shows that some have a bigger impact than others. In particular, improving teaching and 
��������� ��� ��� ���� ����� ��� ����� �ơ������� ������������ �������� ��Ǥ� ��� ����ǡ� Performance 

������������ ͚� ȋ��������� ���� ��������Ȍ comprises approximately half of the leadership 
������������������������������Ƥ������������������������������������������������Ǥ
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	������͛ǣ Leadership Practice – 6 Performance Expectations

����������������������������������������������������������������������ƥ�����������������Ǥ�	���
�������������������������������������Ǧ������͚͘͡������Ƥ�������������������Ǧ��������������ǡ�����
������������������������������������������������ǡ���ƪ�������������������������������������
to develop the full set of skills and competencies in order to assume greater responsibilities 
as they move forward in their careers. While assistant principals’ roles and responsibilities 
����� ����� ������� ��� ������ǡ� ��������� �� ������� ��������� ��� �ơ������� ����������� �������� ���
adequately preparing assistant principals for the principalship. 

In order to arrive at these ratings, administrators are measured against the CCL Leader 
Evaluation Rubric which describes leadership actions across four performance levels for each 
of the six performance expectations and associated elements. The four performance levels are:

■  Exemplary: The Exemplary Level focuses on the concepts of developing capacity for action 
and leadership beyond the individual leader. Collaboration and involvement from a wide 
������ ��� ���ơǡ� ��������� ���� ������������� ��� ������������ ��� ������������ ��� ���������������
������������������������������Ƥ�����������������Ǥ�

■  ���Ƥ�����: ���������������������������������Ƥ����������������������������������������������
�������������������������������������������Ǥ����������Ƥ���������������������������������-
���������������������Ƥ�����������Ǥ

■  Developing: The Developing Level focuses on leaders with a general knowledge of leader-
ship practices but most of those practices do not necessarily lead to positive results. 

■  Below Standard: The Below Standard Level focuses on a limited understanding of leader-
ship practices and general inaction on the part of the leader. 

Two key concepts, indicated by bullets, are often included as indicators. Each concept 
demonstrates a continuum of performance across the row, from ���������������to ���������Ǥ 
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Examples of Evidence are provided for each element of the rubric. While these Examples of 
Evidence can be a guide for evaluator training and discussion, they are only examples and 
should not be used as a checklist. As evaluators learn and use the rubric, they should review 
these Examples of Evidence and generate additional examples from their own experience 
����������������������������������������Ƥ��������������Ǥ�

��������������������� 
the CCL Leader Evaluation Rubric:

���������������������������������ǣ�The rubric is designed to be developmental in use. It 
contains a detailed continuum of performance for every indicator within the CCL: Connecti-
cut School Leadership Standards in order to serve as a guide and resource for school leaders 
�������������������������������������ǡ���������������Ƥ����������������������������������ǡ�
and have language to use in describing what improved practice would be. 

���������������������������������������������ǣ��������������ǡ����������������Ƥ��������
�� ������� ������������� ���� ������ ��� ������������ ���� ���� �������� ���� �� ��ơ������ ������ ���
performance for a second concept within a row. In those cases, the evaluator will use 
judgment to decide on the level of performance for that particular indicator. 

��������������������������������������������������ǣ�Administrators and evaluators will 
not be required to complete this rubric at the Indicator level for any self-assessment or 
evaluation process. Evaluators and administrators will review performance and complete 
evaluation detail at the Performance Expectation level and may discuss performance at the 
Element level, using the detailed Indicator rows as supporting information as needed. As 
������������������������������ǡ����������������������������������������������������������Ƥ��
areas for ongoing support and growth. 

���������� ���� ��������� ��� ��������������� ������ ����� ����������ǣ� All indicators of the 
����������� ������� ���� ���� ������ ��� ���������� ����������� ��� �������� �ƥ��� ��������������Ǥ�
Districts may generate ratings using evidence collected from applicable indicators in the 
CCL: Connecticut School Leadership Standards8. 

8  ���������ƥ��������������������������������������������������������������������������������������������������������ǯ�����������������
������������������������������������������������������������Ǥ��������������ƥ���������������������������������������������������������
new system in the 2015-2016 school year.
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������������������������͙ǣ�������ǡ�������������
����
Education leaders ensure the success and achievement of all students by guiding the 
development and implementation of a shared vision of learning, a strong organizational 
mission and high expectations for student performance. 

���������ǣ��������������������������
Leaders* ensure that the creation of the vision, mission and goals establishes high 
�������������������������������������ơ**. 

����������ǥ
Indicator Below Standard ���������� ���Ƥ����� Exemplary

1. Information 

& analysis

������������ǡ
mission and

�����

relies on  
their own  
knowledge and 
assumptions to 
shape school-
wide vision,  
mission and 
goals.

uses data to  
set goals for  
students. 
shapes a vision 
and mission 
based on basic 
data and analysis.

uses varied  
sources of  
information and 
analyzes data 
about current 
practices and 
outcomes to 
shape a vision, 
mission and 
goals. 

uses a wide range 
of data to inform 
the development 
of and to  
collaboratively 
track progress 
toward achieving 
the vision,  
mission and 
goals.

͚Ǥ��������������
policies

does not align 
the school’s  
vision, mission 
and goals to 
district, state or 
federal policies.

establishes 
school vision, 
mission and goals 
that are partially 
aligned to district 
priorities. 

aligns the vision, 
mission and goals 
of the school to 
district, state and 
federal policies.

builds the 
capacity of all 
���ơ�����������
the vision,  
mission and goals 
are aligned to 
district, state and 
federal policies.

*�������ǣ���������������������������������������������������������������������������������͚͘͡������Ƥ�����
ȋ�Ǥ�Ǥǡ�����������������������ǡ����������ǡ��������������������ǡ������������������������������������������������ǤȌ

**����ơǣ����������������������Ǧ�����Ƥ������ơ

��������������������������������������������������
Summative ratings are based on the evidence for each performance expectation in the CCL 
Leader Evaluation Rubric. Evaluators collect written evidence about and observe the admin-
istrator’s leadership practice across the six performance expectations described in the rubric. 
�����Ƥ����������������������������������������������������������Ƥ�������������������������Ǥ�
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This is accomplished through the following steps, undertaken by the administrator being 
evaluated and by the evaluator completing the evaluation:

The administrator and evaluator meet for a Goal-Setting Conference to identify focus areas 
for development of the administrator’s leadership practice. 

1.  The administrator collects evidence about his/her practice and the evaluator collects
������������������������������������������������������������������������������Ƥ��������
areas for development. Evaluators of administrators must conduct at least two school

site observations for any administrator and should conduct at least four school site

�������������������������������������������������������������ǡ�������ǡ������������������
�����������������������������developing or below standard.

2.  The administrator and evaluator hold a Mid-Year Formative Conference with a focused
���������������������������������Ƥ��������������������������������Ƥ�������������������������Ǥ

3.  Near the end of the school year, the administrator reviews all information and data collected
during the year and completes a summative self-assessment for review by the evaluator,
identifying areas of strength and continued growth, as well as progress on the focus areas.

4.  The evaluator and the administrator meet to discuss all evidence collected to date. Follow-
ing the conference, the evaluator uses the preponderance of evidence to assign a summative 
rating of ���������, ���Ƥ�����, ���������� or �������������� for each performance expec-
tation. Then the evaluator assigns a total practice rating based on the criteria in the chart
below and generates a summary report of the evaluation before the end of the school year.

������������������������ƥ�����������������ǣ

Exemplary ���Ƥ����� ���������� Below Standard

��������� on 
Teaching and 
Learning
ή

At least ���Ƥ����� 
on Teaching  
and Learning
ή

At least  
���������� on 
Teaching and  
Learning
ή�

�������������� on 
Teaching and  
Learning 

or

��������� on at least
2 other performance 
expectations
ή

At least ���Ƥ����� on 
at least 3 other per-
formance  
expectations
ή�

At least ���������� 
on at least 3 other 
performance  
expectations

�������������� on 
at least 3 other  
performance  
expectations

No rating below
���Ƥ����� on any 
performance  
expectation

No rating below 
���������� on any 
performance  
expectation
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Assistant Principals and Other School-Based Administrators:

Exemplary ���Ƥ����� ���������� Below Standard

��������� on at least 
half of measured  
performance  
expectations
ή

At least ���Ƥ����� on 
at least a majority of 
performance  
expectations
ή

At least ���������� on 
at least a  
majority of  
performance  
expectations

�������������� on 
at least half of  
performance  
expectations

No rating below  
���Ƥ����� on any 
performance  
expectation

No rating below 
���������� on any 
performance  
expectation

����������͚͗ǣ�������������	��������ȋ͙͘%Ȍ

Feedback from stakeholders – assessed by administration of a survey with measures that 
align to the CCL: Connecticut School Leadership Standards – is 10% of an administrator’s 
summative rating. 

For each administrative role, the stakeholders surveyed should be those in the best position 
to provide meaningful feedback. For school-based administrators, stakeholders solicited 
for feedback must include teachers and parents, but may include other stakeholders (e.g., 
���������ơǡ������������������ǡ���������ǡ����ǤȌǤ�����������������������������������������ǡ�
they can provide valuable input on school practices and climate for inclusion in evaluation of 
school-based administrative roles. 

Applicable Survey Types

There are several types of surveys – some with broader application for schools and districts – 
that align generally with the areas of feedback that are relevant for administrator 
evaluation. These include:

■  ��������������������������� focus directly on feedback related to a leader’s performance 
and the impact on stakeholders. Leadership Practice Surveys for principals and other 
administrators are available and there are also a number of instruments that are not 
�����Ƥ�� ��� ���� ���������� ������ǡ� ���� ������� ������ ���� ������������ ���������������������
leadership competencies that are also relevant to Connecticut administrators’ practice. 
Typically, leadership practice surveys for use in principal evaluations collect feedback from 
����������������������ơ��������Ǥ�
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■  School practice surveys capture feedback related to the key strategies, actions and events 
at a school. They tend to focus on measuring awareness and impact from stakeholders, 
���������������������������������ơǡ���������ǡ������������Ǥ�

■  School climate surveys cover many of the same subjects as school practice surveys but 
are also designed to probe for perceptions from stakeholders on the school’s prevailing 
���������ǡ�������������������������Ǥ�������������������������������������������ơ���������������
students and their family members. 

��� ������� ����� ���������� ���� �ơ������� ������� ������������ ��� ���� �������������� �����������
process, and to allow educators to share results across district boundaries, the CSDE has 
adopted recommended survey instruments as part of the SEED state model for administrator  
evaluation and support. Panorama Education developed the surveys for use in the State of 
Connecticut, and districts are strongly encouraged to use these state model surveys.

See the SEED website for examples of each type of survey as well as sample questions 
that align to the CCL: Connecticut School Leadership Standards. See the SEED website for 
Panorama Education surveys. 

���� ������ȋ�Ȍ� ��������� ��� �� ��������� ���� ���������� ��������� ����� ��� ������ ȋ����� ��ǡ� ����
������������������������� ��� ��� ��������� ����������Ȍ����� ��������� ȋ����� ��ǡ� ����������� ����
�������������������������������������������������������������������������ȌǤ���������������������� 
the burden on schools and stakeholders, the surveys chosen need not be implemented 
exclusively for purposes of administrator evaluation, but may have broader application as 
part of teacher evaluation systems, school-or district-wide feedback and planning or other 
purposes. Adequate participation and representation of school stakeholder population is 
important; there are several strategies districts may choose to use to ensure success in this 
area, including careful timing of the survey during the year, incentivizing participation and 
pursuing multiple means of soliciting responses. 

Any survey selected must align to some or all of the CCL: Connecticut School Leadership 
Standards, so that feedback is applicable to measuring performance against those 
standards. In most cases, only a subset of survey measures will align explicitly to the 
Leadership Standards, so administrators and their evaluators are encouraged to select 
relevant portions of the survey’s results to incorporate into the evaluation and support 
model. 
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	���������������������������ǡ����������������������������������������������ǣ

������Ǧ��������������������

 Principals:

All family members
��������������������ơ��������
All students

Assistant Principals and other school-based administrators:

All or a subset of family members
�����������������������������������ơ��������
All or a subset of students

���������		������������������

����������������������������������ơ� 
ȋ�Ǥ�Ǥǡ����������Ȁ������������������������Ȍǣ

Principals or principal supervisors

Other direct reports

Relevant family members

����������������ƥ�����������������ǡ�����������ǡ������������������
and other central academic functions:

Principals

�����Ƥ���������������������
Other specialists within the district

Relevant family members

����������������ƥ�������Ƥ�����ǡ��������������������������Ȁ���������
�����������ƥ�������������������������������������������

Principals

�����Ƥ���������������������
Other specialists within the district
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������������	�������������������������
�������� ������� ��ƪ���� ���� ������� ��������� ��� �������������������� ������� ��� ���������
measures, using data from the prior year or beginning of the year as a baseline for setting a 
growth target. 

Exceptions to this include:

■  ����������������������������������������ǡ��������������ǡ���������������������ƪ��������
degree to which measures remain high.

■  Administrators new to the role, in which case, the rating should be based on a reasonable 
target, using district averages or averages of schools in similar situations.

This is accomplished in the following steps, undertaken by the administrator being 
evaluated and reviewed by the evaluator:

1.  Select appropriate survey measures aligned to the CCL: Connecticut School Leadership
Standards.

2.  Review baseline data on selected measures, which may require a fall administration of the
survey in year one.

3.  Set 1 target for growth on selected measures (or performance on selected measures when
���������������������������������������������������������������ȌǤ

4.  Later in the school year, administer surveys to relevant stakeholders.

5.  Aggregate data and determine whether the administrator achieved the established target.

6.  Assign a rating, using this scale:

Exemplary ���Ƥ����� ���������� Below Standard

Substantially  
exceeded target

Met target Made substantial 
progress but did not 
meet target

Made little or no  
progress against target

Establishing what results in having “substantially exceeded” the target or what constitutes 
“substantial progress” is left to the discretion of the evaluator and the administrator being 
evaluated in the context of the target being set. However, more than half of the rating of an 
administrator on stakeholder feedback must be based on an assessment of improvement 
over time.
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Examples of Survey Applications

Example #1:

School #1 has mid-range student performance results and is working diligently to improve 
out-comes for all students. As part of a district-wide initiative, the school administers a 
climate survey to teachers, students and family members. The results of this survey are 
applied broadly to inform school and district planning as well as administrator and teacher 
evaluations. Baseline data from the previous year’s survey show general high performance 
����� �� ���� �����Ƥ����� ����� ��� ������ �������� ��� ���� ���ǣ� ������������ ������� �����������
Standards. The principal, district Superintendent and the school leadership team select-
ed one area of focus – building expectations for student achievement – and the principal 
� ������Ƥ��� ����������� �������� �������� ��� ����� ������ ����� ������ ���� ������������� �������ǣ�
Connecticut School Leadership Standards. At the end of the year, survey results showed 
that, although improvement was made, the school failed to meet its target. 

������������������ ��������ȋ����������ǫȌ
Percentage of teachers and family members 
agreeing or strongly agreeing with the state-
ment “�������������������������������������
��������������������������ǳ would increase 
from 71% to 77%. 

No; results at the end of the year showed an 
increase of 3% to 74% of respondents agreeing 
or strongly agreeing with the statement. 

������������	��������������ǣ�ǲ����������ǳ

Example #2:

School #2 is a low-performing school in a district that has purchased and implemented a 360° 
tool measuring a principal’s leadership practice which collects feedback from teachers, the 
principal and the principal’s supervisor. The resulting scores from this tool are incorporated 
in the district’s administrator evaluation and support system as stakeholder input. 

������������������������������������ƪ�������������� ������������ �������������������������
principal, her supervisor and the school leadership team decides to focus on ensuring a safe, 
����� ����������� ��������� ������������ ���� ���ơ� ���� ��������� ȋ�������� ����� ������������
������������͗͛ȌǤ���������ǡ��������������������������������������������������������ǯ������� ���
establishing a safe, high-performing environment and identify skills to be developed that 
�������������������������������Ǥ������������������������������������������������������Ƥ��
measures in the survey, aiming for an increase of 7% in the number of stakeholders who 
������������������������������������������������������������������Ƥ�������Ǥ����������������
end of the school year show that the principal had met her target, with an increase of 9%. 
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������������������ ��������ȋ����������ǫȌ
Percentage of teachers, family members 
and other respondents agreeing or strongly 
���������������������������������������ơ�������
��������������������������ǡ��ơ����������������
environment would increase from 71% to 78%. 

Yes; results at the end of the year showed an 
increase of 9% to 80% of respondents agreeing 
or strongly agreeing. 

������������	��������������ǣ�ǲ���Ƥ�����ǳ

The Student Outcomes Related Indicators capture the administrator’s impact on student 
����������������������������������Ƥ����������Ǥ�

Student ���������Related Indicators includes two components:

■  Student Learning, which counts for 45%; and

■  ���������ơ�������������������ǡ������������������͝%. 

����������͗͛ǣ������������������ȋ͜͝%Ȍ�
�������� ��������� ��� ��������� ��� ������ ������� ��ǣ� ȋ�Ȍ� ������������ ���� ��������� ��� ����
��������� ��������� ��������� ��� ���� �����ǯ�� ��������������� ������� ���� �������� ���� ȋ�Ȍ�
performance and growth on locally-determined measures. Each of these measures will have 
a weight of 22.5% and together they will account for 45% of the administrator’s evaluation. 

������������������������������������
With the state’s new school accountability system, a school’s SPI—an average of student 
performance in all tested grades and subjects for a given school—allows for the evaluation of 
school performance across all tested grades, subjects and performance levels on state tests. 
The goal for all Connecticut schools is to achieve an SPI rating of 88, which indicates that on 
average all students are at the ‘target’ level. 

���������ǡ� ���� �����ǯ�� ��������������� ������9
 includes two measures of 

�������������������������ǣ

͙Ǥ ��������������������������ȋ���Ȍ����������Ȃ�changes from baseline in student achieve-
ment on Connecticut’s standardized assessments.

PLEASE NOTE: ���� ������������������ ���� ������������� ���� ����͚͙͘͜Ǧ͙͝� ������� ��������� ��
���� ����������� ����� ������ ������� ������ ��� ���� �������� ��������� ����������Ǥ����������ǡ
͜͝ά��������������������ǯ�����������������������������������������������������������������
������������������������������������������Ǥ

͚Ǥ ������������������������������������Ȃ�changes from baseline in student achievement for
subgroups on Connecticut’s standardized assessments.

9  All of the current academic learning measures in the state accountability system assess status achievement of students or changes in 
status achievement from year to year.  There are no true growth measures.  If the state adds a growth measure to the accountability 
model, it is recommended that it count as 50% of a principal’s state academic learning rating in Excelling schools, 60% in Progressing and 
Transition schools, and 70% in Review and Turnaround schools. 
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For a complete ��Ƥ������� ��� �����������ǯ�� ��������� ��� �������� ��������� ��������ǡ 
��������������Ƥ��������������������������������������Ǥ�

Yearly goals for student achievement should be based on approximately 1/12 of the growth 
needed to reach 88, capped at 3 points per year. See below for a sample calculation to 
determine the SPI growth target for a school with an SPI rating of 52.

�������������������������������������������������������������������
������������������������ǣ

Step 1:  Ratings of SPI Progress are applied to give the administrator a score 
between 1 and 4, using the table below:

�������������ȋ��������������������������Ȍ

SPI>=88
Did not 

Maintain
Maintain

1 4

SPI<88
< 50

%��������
��������

50-99
%��������

��������
100-125

%
  

���������������
> 125

%��������
��������

1 2 3 4

PLEASE NOTE: �����������������������������������������������������������������������������
����������������������������������������Ǥ�

�����͚ǣ�������������������������������������������������������������������������ǯ������
����������͠͠����� ����������������������������������������������� ��� ��������
����������������Ǥ While districts may weigh the two measures according to local 
priorities for administrator evaluation, the following weights are recommended:

������������ 100
%����������������%

 SPI Subgroup Progress* 10% per subgroup; up to 50%

*��������ȋ�Ȍ���������������������������������������������������
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�������������������������������������������������������������ǣ

Measure Score ������ Summary Score

SPI Progress 3 .8 2.4

SPI Subgroup 1 Progress 2 .1 .2

SPI Subgroup 2 Progress 2 .1 .2

����� 2.8

Step 3:  The weighted scores in each category are summed, resulting in an overall state test 
rating that is scored on the following scale:

Exemplary ���Ƥ����� ���������� Below Standard

At or above 3.5 2.5 to 3.4 1.5 to 2.4 Less than 1.5

All protections related to the assignment of school accountability ratings (e.g., the minimum 
number of days a student must be enrolled in order for that student’s scores to be included in 
�������������������������Ȍ�����������������������������������������������������������������������Ǥ�

	�������������� ��������������������������������� ȋ�����������Ǧ͚�������Ȍǡ� �����������͜͝% of 
an administrator’s rating on student learning indictors is based on the locally-determined 
indicators described below. 

�������Ǧ��������������������ȋ���������������������������Ȍ
�����������������������������������������������������������ȋ����Ȍ������������������������Ǥ�
In selecting measures, certain parameters apply:

■  All measures must align to Common Core State Standards and Connecticut Content 
Standards. In instances where there are no such standards that apply to a subject/grade 
level, districts must provide evidence of alignment to research-based learning standards. 

■  At least one of the measures must focus on student outcomes from subjects and/or grades 
not assessed on state-administered assessments. 

■  For administrators in high school, one measure must include the cohort graduation rate 
���� ���� ��������� ����������� ����ǡ� ��� ��Ƥ���� ��� ���� �����ǯ�� ��������� ������������ ����
ƪ����������������������������������������������������������Ǥ����������������������������
the assignment of school accountability ratings for cohort graduation rate and extended 
graduation rate shall apply to the use of graduation data for principal evaluation. 

■  For administrators assigned to a school in “review” or “turnaround” status, indicators will 
align with the performance targets set in the school’s mandated improvement plan. 
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����͙ ����͚ ����͛

Elementary or 

Middle School 

Principal

Non-tested subjects 
or grades Broad discretion

������������
Principal

Graduation
(meets the non-test-
ed grades or subjects 
�����������Ȍ

Broad discretion

Elementary or 

Middle School AP

Non-tested subjects 
or grades

Broad discretion: Indicators may focus on stu-
dent results from a subset of teachers, grade 
levels or subjects, consistent with the job 
responsibilities of the assistant principal being 
evaluated.

��������������

Graduation
(meets the non-test-
ed grades or subjects 
�����������Ȍ

Broad discretion: Indicators may focus on stu-
dent results from a subset of teachers, grade 
levels or subjects, consistent with the job 
responsibilities of the assistant principal being 
evaluated.

���������ƥ��� 
Administrator

ȋ�������������Ǧ�������������������������������������Ȍ
Indicators may be based on results in the group of schools, group of 
students or subject area most relevant to the administrator’s job re-
sponsibilities, or on district-wide student learning results. 

Beyond these parameters, administrators have broad discretion in selecting indicators, 
including, but not limited to:

■  Student performance or growth on state-administered assessments and/or district-ad-
opted assessments not included in the state accountability measures (e.g., commercial 
content area assessments, Advanced Placement examinations, International Baccalaureate  
������������ȌǤ�

■  Students’ progress toward graduation in the school using strong predictive indicators, 
including but not limited to 9th and/or 10th grade credit accumulation and/or the percentage  
of students that pass 9th and/or 10th grade subjects most commonly associated with 
graduation. 
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■  Students’ performance or growth on school-or classroom-developed assessments in 
subjects and grade levels for which there are not available state assessments. Below are a 
few examples of indicators, goals and SLOs for administrators:


���������� ����

2nd Grade Among second graders who remain enrolled in school and in good 
attendance from September to May, 80% will make at least one 
year’s growth in reading as measured by MAP/NWEA assessments.

Middle School 

Science

78% of students will attain ���Ƥ����� or higher on the science inquiry 
strand of the CMT in May.

����������� ͡������������������������������������ƥ����������������������������
standing as sophomores by June.

���������ƥ��� 
Administrator

By June 1, 2014, the percentage of grade 3 students across the  
���������ȋ�������͝�������������������Ȍ���������������������������������
will improve from 78% to 85%.
ȋ����������������������Ȍ

The process for selecting measures and creating SLOs should strike a balance between 
�������������������������������������������������������������������������������Ƥ�����������Ǧ������
student learning needs. To do so, it is critical that the process follow a pre-determined timeline.

■  First, the district establishes student learning priorities for a given school year based on 
available data. These may be a continuation for multi-year improvement strategies or a 
new priority that emerges from achievement data. 

■  The administrator uses available data to craft an improvement plan for the school/area. 
This is done in collaboration with other stakeholders and includes a manageable set of 
clear student learning targets. 

■  The administrator chooses student learning priorities for her/his own evaluation that 
����ȋ�Ȍ��������������������������������ȋ������������������ ������������������������������������
����������Ȍ�����ȋ�Ȍ�����������������������������������������Ǥ�

■  The administrator chooses measures that best assess the priorities and develops clear 
and measurable SLOs for the chosen assessments/indicators (see the Administrator’s SLO 
Handbook, ����	��� and ����������������ȌǤ�
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■  The administrator shares the SLOs with her/his evaluator, informing a conversation 
designed to ensure that:

Ȉ�����������������������������������������Ǥ

Ȉ����������������������������������������������������������������������������������������
administrator met the established objectives.

Ȉ������ ����������� ���� ������ ��� �� ������� ��� �������� ���������������� ȋ�Ǥ�Ǥǡ� ��������ǡ
����������ǡ������������� ���� ��������� ���������������Ȍ� ��������� ��� �����������������
the administrator against the objective.

Ȉ���������������������������������������������������������������������������������������
the performance targets.

■  The administrator and evaluator collect interim data on the SLOs to inform a mid-year 
�������������ȋ����������������������������������������������ǡ����������ǡ���������������Ȍ�
and summative data to inform summative ratings. 

���������������������ǡ�������������������������������������������������ǡ�
as follows

Exemplary ���Ƥ����� ���������� Below Standard

Met all  
3 objectives and 
substantially 
exceeded at least 
2 targets

Met 2 objectives 
and made at 
least substantial 
progress on the 
3rd

Met 1 objec-
tive and made 
substantial 
progress on at 
least  1 other

Met 0 objectives
OR
Met 1 objective and did not make 
substantial progress on either of 
the other 2

����������������������������������������������
To arrive at an overall student learning rating, the ratings for the state assessment and the 
locally-determined ratings in the two components are plotted on this matrix:

�����������������������������������

4 3 2 1

�������� 
Determined 

Measures of 

Academic 

��������

4
Rate 

Exemplary
Rate 

Exemplary
Rate 

���Ƥ�����

Gather 
further 

information

3
Rate 

Exemplary
Rate 

���Ƥ�����
Rate 

���Ƥ�����
Rate 

Developing

2
Rate 

���Ƥ�����
Rate 

���Ƥ�����
Rate 

Developing
Rate 

Developing

1

Gather 
further 

information

Rate 
Developing

Rate 
Developing

Rate Below 
Standard
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����������͗͜ǣ����������ơ��������������������ȋ͝%Ȍ�
�������� �ơ����������� ��������� Ȃ� ��� ��������� ��� ��� ������������ ��� ��������ǯ� ��������
��������������������ȋ����Ȍ�Ȃ���������͝% of an administrator’s evaluation. 

���������� �������� �ơ����������� ��������� ��� �������� ��� �� �������������ǯ�� ����� ��� ��������
improved student learning. That is why, in addition to measuring the actions that 
�����������������������������������������ơ�����������Ȃ�������������������������������������� 
professional learning to feedback on performance – the administrator evaluation and 
support model also assesses the outcomes of all of that work. 

As part of Connecticut’s teacher evaluation state model, teachers are assessed in part on 
their accomplishment of SLOs. This is the basis for assessing administrators’ contribution 
������������ơ�������������������Ǥ���������������������������������������������������������
ambitious SLOs for their evaluation, it is imperative that evaluators of administrators discuss 
with the administrator their strategies in working with teachers to set SLOs. Without atten-
tion to this issue, there is a substantial risk of administrators not encouraging teachers to set 
ambitious SLOs. 

Exemplary ���Ƥ����� ���������� Below Standard

>  80% of teachers are 
���������Ƥ���������
��������� on the 
student learning 
objectives portion 
of their evaluation 

>  60% of teachers are 
���������Ƥ���������
��������� on the 
student learning 
objectives portion 
of their evaluation

>  40% of teachers are 
���������Ƥ���������
��������� on the 
student learning 
objectives portion 
of their evaluation

<  40% of teachers are 
���������Ƥ���������
��������� on the 
student learning 
objectives portion 
of their evaluation

■  ���������ƥ��������������������������������������������������������������������������������Ǥ�

■  All other administrators will be responsible for the teachers they directly evaluate. 

Summative Administrator 
Evaluation Rating 

������������������
Every educator will receive one of four performance

*��������ǣ

1. Exemplary: Substantially exceeding indicators of performance

2. ���Ƥ�����: Meeting indicators of performance

3. Developing: Meeting some indicators of performance but not others

4. Below standard: Not meeting indicators of performance

*�����������ǲ�����������ǳ�������������������������ǲ��������������Ƥ������������Ƥ�������������Ǥǳ�����
����������������������������������������ǡ��������������Ǥ���������������������������������������
���������ȋ��������������͚ȌǤ
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���Ƥ�����������������������������������������������Ǥ������������������������������������������
�������������������������������Ǥ������Ƥ�����ǡ����Ƥ��������������������� ����������������-
ized as:

■  �eeting expectations as an instructional leader;

■  �eeting expectations in at least 3 other areas of practice;

■  �eeting and making progress on 1 target related to stakeholder feedback;

■  �eeting state accountability growth targets on tests of core academic subjects;

■  �eeting and making progress on 3 student learning objectives aligned to school and 
district priorities; and

■  �aving more than 60%���������������������������������������������������������������
evaluation.

��������������������������������������Ƥ������������������������������������
evaluation model. 

���������������������������������������������������������Ƥ������������������Ƥ�����������
could serve as a model for leaders district-wide or even statewide. Few administrators are 
expected to demonstrate exemplary performance on more than a small number of practice 
elements. 

A rating of ������������������������������������������������Ƥ��������������������������
but not others. Improvement is necessary and expected and two consecutive years at the 
developing level is, for an experienced administrator, a cause for concern. On the other hand, 
����������������������������Ƥ��������ǡ��������������������������������� is expected. If, by the 
end of three years, performance is still rated ����������, there is cause for concern. 

A rating of ������������������������������������������������������Ƥ������������������������
or unacceptably low on one or more components. 

������������������������������
�������������������������������������������������������ǣ

1. Determining a Leader Practice Rating;

2. Determining an Student Outcomes Rating; and

3. Combining the two into an overall rating using the Summative Matrix.
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Each step is illustrated below:

�Ǥ���������ǣ����������������������ȋ͘͜%Ȍ�
ή�������������	��������ȋ͙͘%Ȍ�γ�͘͝%

 

The practice rating derives from an administrator’s performance on the six performance 
�������������������������������������������������������������ȋ���Ȍ�������������������������
feedback target. The observation of administrator performance and practice counts for 40% 
of the total rating and stakeholder feedback counts for 10% of the total rating. Simply multiply  
these weights by the component scores to get the category points. The points are then 
translated to a rating using the rating table below. 

Component ������ȋ͙Ǧ͜Ȍ ������ Summary Score

Observation of Leadership Practice 2 40 80

Stakeholder Feedback 3 10 30

���������������������Ǧ�������������� 110

���������������Ǧ�������������� ���������������Ǧ��������������

50-80 Below Standard

81-126 Developing

127-174 ���Ƥ�����

175-200 Exemplary

�Ǥ���������ǣ�������������������ȋ͜͝%Ȍ�
ή����������ơ��������������������ȋ͝%Ȍ�γ�͘͝%

The outcomes rating is derived from student learning – student performance and progress on 
���������������������������������������ǯ������������������������ȋ���Ȍ����������������������
�����������Ȃ��������������ơ�������������������Ǥ����������������������������������	���, 
state reports provide an assessment rating and evaluators record a rating for the student 
learning objectives agreed to in the beginning of the year. Simply multiply these weights by 
the component scores to get the category points. The points are then translated to a rating 
using the rating table page 82.
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Component ������ȋ͙Ǧ͜Ȍ ������ Points

ȋ��������������Ȍ
Student Learning (SPI Progress and 
����Ȍ 3 45 135

���������ơ������������������� 2 5 10

����������������������Ǧ�������������� 145

Student Outcomes

Related Indicators Points

Student Outcomes

�������������������������

50-80 Below Standard

81-126 Developing

127-174 ���Ƥ�����

175-200 Exemplary

�Ǥ��������ǣ�����������������ή�����������������
The overall rating combines the practice and outcomes ratings using the matrix below. 
������ ���� �������� ����������� ���� ����� ������ ��������ǣ� �������� ��������Ǧ��������
Indicators and Leader Practice-Related Indicators, follow the respective column and row 
to the center of the matrix. The point of intersection indicates the summative rating. For 
the example provided, the Leader Practice-Related rating is developing and the Student 
��������Ǧ���������������������Ƥ�����Ǥ��������������������������������������Ƥ�����Ǥ�

If the two major categories are highly discrepant (e.g., a rating of ��������� for Leader 
Practice and a rating of �����������������������������������Ȍǡ���������������������������
examine the data and gather additional information in order to determine a summative 
rating.
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������������������������������

4 3 2 1

Overall 

Student 

Outcomes 

������

4
Rate 

Exemplary
Rate 

Exemplary
Rate 

���Ƥ�����

Gather 
further 

information

3
Rate 

Exemplary
Rate 

���Ƥ�����
Rate 

���Ƥ�����
Rate 

Developing

2
Rate 

���Ƥ�����
Rate 

���Ƥ�����
Rate 

Developing
Rate 

Developing

1

Gather 
further 

information

Rate 
Developing

Rate 
Developing

Rate Below 
Standard

������������������������������ǣ�
Summative ratings must be completed for all administrators by June 30 of a given school 
year. Should state standardized test data not yet be available at the time of a summative 
rating, a rating must be completed based on evidence that is available. When the summa-
���������������������������������������������Ƥ��������ơ�������������������������������������ǡ�
��������������������������������������������������ǯ��Ƥ�����������������������������������
is available and submit the adjusted rating not later than September 15. These adjustments 
should inform goal setting in the new school year.

��Ƥ�����������ơ������������������ơ����������
����������������������Ƥ����ơ������������������ơ��������������������������������������������
ratings derived from the new evaluation system. A pattern may consist of a pattern of one 
rating. The state model recommends the following patterns:

�������������������������������������������������ơ�����������������������������������������
������������������������Ƥ�������������ǡ�����������������������������������������������������
novice administrator’s career. A �����������������������������������������������������Ƥ���������
of a novice administrator’s career, assuming a pattern of growth of developing in year two 
����������������������Ƥ�������������������������������������Ǥ�

��� ������������ �������������� ������ ���������� ��� ������� ���ơ������� ��� ����� ��������������
receives at least two sequential ���������� ratings or one �������������� rating at any time. 
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Dispute-Resolution Process

The local or regional board of education shall include a process for resolving disputes in cases
where the evaluator and administrator cannot agree on goals/objectives, the evaluation 
period,feedback or the professional development plan. When such agreement cannot 
be reached, the issue in dispute will be referred for resolution to a subcommittee of the 
��������������������������������������������������ȋ����ȌǤ����������������������������
respective collective bargaining unit for the district will each select one representative from 
the PDEC to constitute this subcommittee, as well as a neutral party, as mutually agreed 
upon between the superintendent and the collective bargaining unit. In the event that the 
designated committee does not reach a unanimous decision, the issue shall be considered 
by the superintendent whose decision shall be binding�ȋ�������������͚Ȍ.
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Flexibilities to the Guidelines for Educator Evaluation 

Adopted by Connecticut State Board of Education  
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Section 2.9: Flexibility Components

Local and regional school districts may choose to adopt one or more of the evaluation plan 
ƪ����������������������������������������������͚Ǥ͡ǡ����������������������������������ǯ�����-
�����������������������������������������������������������͙͘Ǧ͙͙͝�ȋ�Ȍ�����͙͘Ǧ͚͚͘�ȋ�Ȍǡ����
����������������������Ǥ��������������������������ƪ����������������������������������������
this section in the 2013-14 school year shall, within 30 days of adoption of such revisions by 
its local or regional board of education, and no later than March 30, 2014, submit their plan 
�����������������������������������������������ȋ���Ȍ����������������������������Ǥ��	�������
2014-15 and all subsequent school years, the submission of district evaluation plans for SDE 
�������������������ǡ�����������ƪ������������������ǡ�������������������������������������������
deadline set by the SDE.

a.  Each teacher, through mutual agreement with his/her evaluator, will select 1 goal/objec-
tive for student growth.  For each goal/objective, each teacher, through mutual agree-
ment with his/her evaluator, will select multiple Indicators of Academic Growth and De-
���������� ȋ��
�Ȍ����������������� ������ ��
������������ ���� �������������������������
the district. For any teacher whose primary responsibility is not the direct instruction of
students, the mutually agreed upon goal/objective and indicators shall be based on the
assigned role of the teacher.

b.  One half (or 22.5%Ȍ�������� ���������������������������������������������������������-
dence of whether goal/objective is met shall be based on standardized indicators other
��������������������ȋ���ǡ�����ǡ��������Ȍ���������͚͙͘͜Ǧ͙͝��������������ǡ����������������
approval. Other standardized indicators for other grades and subjects, where available,
may be used. For the other half (22.5%Ȍ�������������������������������������������������-
ment, there may be:

1.  A maximum of one additional standardized indicator other than the state test (CMT, CAPT
�������Ȍ���������͚ ͙͘͜Ǧ͙͝��������������ǡ�������������������������ǡ�������������������������-
ment, subject to the local dispute resolution procedure as described in 1.3.

2. A minimum of one non-standardized indicator.

c.  Teachers who receive and maintain an annual summative performance evaluation des-
���������������Ƥ�������������������ȋ���������������������������������������������������Ǧ
������������������ ���������������Ȍ�������� ����͚͙͚͘Ǧ͙͛���� ���� ����������� ������� ��������
������������Ƥ���������������������������������������������������������������������������
in-class observation no less frequently than once every three years, and three informal
��Ǧ��������������������������������������������������������͚Ǥ͛ȋ͚Ȍȋ�Ȍȋ͙Ȍ�����͚Ǥ͛ȋ͚Ȍȋ�Ȍȋ͚Ȍ���
���������������ǡ�����������������������������������������������������Ǥ������������������Ƥ-
cient or exemplary designations may receive a formal in-class observation if an informal
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observation or review of practice in a given year results in a concern about the teacher’s 
practice. For non-classroom teachers, the above frequency of observations shall apply in 
the same ways, except that the observations need not be in-classroom (they shall instead 
������������������������������������ȌǤ�������������������ǡ�����������Ƥ��������������������
teachers and teachers who receive a performance evaluation designation of below stan-
������������������ǡ��������������������������������������������������͚Ǥ͛ȋ͚Ȍȋ�Ȍ�����͚Ǥ͛ȋ͚Ȍȋ�ȌǤ�
All observations shall be followed with timely feedback. Examples of non-classroom ob-
servations or reviews of practice include but are not limited to: observations of data team 
meetings, observations of coaching/mentoring other teachers, reviews of lesson plans or 
other teaching artifacts.

Flexibilities to the Guidelines for Educator Evaluation 

Adopted by Connecticut State Board of Education  

���	��������͞ǡ�͚͙͘͜

��������͚Ǥ͙͘ǣ��������������������������
a.  On or before September 15, 2014 and each year thereafter, professional development and

evaluation committees established pursuant to 10-220a shall review and report to their
��������������������������������������������ƥ����������������������ǯ�����������������
systems/platforms being used by teachers and administrators to manage evaluation plans.

b.  For implementation of local evaluation plans for the 2014-15 school year, and each year
thereafter, data management systems/platforms to be used by teachers and administra-
tors to manage evaluation plans shall be selected by boards of education with consid-
��������������������������������������������Ȁ�����������ƥ���������������Ƥ������������-
sional development and evaluation committees.

c.  For implementation of local evaluation plans for the 2014-15 school year, and each year
thereafter, educator evaluation plans shall contain guidance on the entry of data into a
district’s data management system/platform being used to manage/administer the evalu-
ation plan and on ways to reduce paperwork and documentation while maintaining plan
integrity. Such guidance shall:

͙Ǥ ������������������ ������������ǡ� ��������������������� ����� ��� �����Ƥ������ ������Ƥ��� ����
teacher or administrator’s evaluation plan as an indicator to be used for evaluating
such educators, and to optional artifacts as mutually agreed upon by teacher/adminis-
trator and evaluator;

2.  Streamline educator evaluation data collection and reporting by teachers and admin-
istrators;

͛Ǥ ���������������������������������������Ƥ��������������������������������������������
data management systems/platforms, except as needed to conduct the audits man-
����������Ǥ
Ǥ�Ǥ�͙͘Ǧ͙͙͝�ȋ�Ȍ�����͙͘Ǧ͙͙͝�ǡ����������������������Ǧ������������������������
����������Ƥ���������������������Ƥ�������Ǣ
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4.  Prohibit the sharing or transference of individual teacher data from one district to an-
other or to any other entity without the teacher or administrator’s consent, as prohib-
ited by law;

5.  Limit the access of teacher or administrator data to only the primary evaluator, super-
intendent or his/her designee, and to other designated professionals directly involved
with evaluation and professional development processes. Consistent with Connecticut

���������������ǡ��������������������������ơ�����������ǯ���������������������������Ǣ

6.  Include a process for logging the names of authorized individuals who access a teacher
or administrator’s evaluation information.

d.  The SDE’s technical assistance to school districts will be appropriate to the evaluation and
support plan adopted by the district, whether or not the plan is the state model.
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Dispute-Resolution Process

ȋ͛Ȍ�������������������������������������������͙ ͡͡͡�������������
����������������������������-
tion and Professional Development, in establishing or amending the local teacher evaluation 
plan, the local or regional board of education shall include a process for resolving disputes 
in cases where the evaluator and teacher cannot agree on goals/objectives, the evaluation 
period, feedback or the professional development plan. As an illustrative example of such 
����������ȋ�������������������������������������������������������������Ȍǡ����������������-
ment cannot be reached, the issue in dispute may be referred for resolution to a subcommit-
�������������������������������������������������������������ȋ����ȌǤ����������������ǡ�����
superintendent and the respective collective bargaining unit for the district may each select 
one representative from the PDEC to constitute this subcommittee, as well as a neutral party 
as mutually agreed upon between the superintendent and the collective bargaining unit. In 
the event the designated committee does not reach a unanimous decision, the issue shall be 
considered by the superintendent whose decision shall be binding. This provision is to be uti-
����������������������������������Ƥ�������������������������������������������Ȁ����������ǡ�
evaluation period, feedback, and professional development contained in this document en-
titled “Connecticut Guidelines for Educator Evaluation.” Should the process established as 
required by the document entitled “Connecticut Guidelines for Educator Evaluation,” dated 
June 2012 not result in resolution of a given issue, the determination regarding that issue 
shall be made by the superintendent. An example will be provided within the State model. 

�������������

͚Ǥ͙ǣ�͜Ǧ��������������������������
ȋ͙Ȍ���������������������������������������������������������������������������������������
����������������������������������������������ǣ����������ǡ����Ƥ�����ǡ����������������
Below Standard.

ȋ�Ȍ������������������������������������Ƥ��������������ǣ 
Ȉ ����������Ȃ��������������������������������������������������
Ȉ ���Ƥ������Ȃ����������������������������������
Ȉ �����������Ȃ������������������������������������������������������
Ȉ ���������������Ȃ��������������������������������������
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����������ǲ�����������ǳ�������������������������ǲ��������������Ƥ������������Ƥ�����-
dicators.”  Such indicators shall be mutually agreed upon, as applicable.  Such progress 
shall be demonstrated by evidence.  The SDE will work with PEAC to identify best prac-
tices as well as issues regarding the implementation of the 4-Level Matrix Rating System 
for further discussion prior to the 2015-16 academic year. 
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%

 Student Growth Component

ȋ�Ȍ�����������ȋ͚͚Ǥ͝%Ȍ�����������������������������������������������������������������������
of whether goals/objectives are met shall not be determined by a single, isolated stan-
dardized test score, but shall be determined through the comparison of data across as-
sessments administered over time, including the state test for those teaching tested 
grades and subjects or another standardized indicator for other grades and subjects 
where available. A state test can be used only if there are interim assessments that lead 
to that test, and such interim assessments shall be included in the overall score for those 
teaching tested grades and subjects. Those without an available standardized indicator 
will select, through mutual agreement, subject to the local dispute-resolution procedure 
as described in section 1.3, an additional non-standardized indicator. 

a.  For the 2014-15 academic year, the required use of state test data is suspended, pend-
��������������������ǡ������������������ǯ��ƪ�����������������������������������͚͡ǡ
2014 and the State Board of Education’s action on February 6, 2014.

b.  Prior to the 2015-16 academic year, the SDE will work with PEAC to examine and
evolve the system of standardized and non-standardized student learning indicators,
including the use of interim assessments that lead to the state test to measure growth
over time.

	������������������ȋ͚͚Ǥ͝%Ȍ������������������������������������������
�����������ǡ�������������ǣ
a.   A maximum of one additional standardized indicator, if there is mutual agreement,

subject to the local dispute resolution procedure as described in section 1.3.

b. A minimum of one non-standardized indicator.
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