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REGIONAL SCHOOL DISTRICT 13 MISSION STATEMENT 
 
The mission of the Regional School District 13, a community that celebrates learning, honors 
tradition and embraces change, is to ensure that all students will be engaged and ethical 
lifelong learners and citizens who will thrive, excel, and contribute in an ever changing, 
interdependent world by providing challenging, diverse, and nurturing experiences that 
empower each student to succeed through meaningful partnership with family and community. 
 

REGIONAL SCHOOL DISTRICT 13 STATEMENT OF BELIEFS 

We believe that: 
 
 Every human being has inherent worth. 
 Everyone wants to succeed and can be a successful learner. 
 Meaningful learning requires the active involvement and commitment of the learner. 
 Individuals are responsible for their actions. 
 Each individual bears responsibility for the welfare of others. 
 Diversity enriches a society and its individuals. 
 Change demands that learning continue throughout one's life. 
 Growth, innovation and creativity require the willingness to take risks. 
 The level of expectation drives the level of achievement. 
 Achievement builds self-worth; self-worth promotes achievement. 
 Education and learning are the shared responsibility of the students, the family, the school, 

and the community. 
 The support and involvement of the community are critical to the quality of the schools. 
 People are the most important resource in achieving educational excellence. 
 The future of a just and democratic society depends on an educated citizenry. 
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REGIONAL SCHOOL DISTRICT 13 CORE ETHICAL VALUES 
 

 
As a school community, we are committed to growing in good citizenship and personal 
integrity; thus, we are continually asking ourselves:  
 
Am I showing RESPECT for: 

 Myself? 
 The worth and rights of others? 
 The views of others? 
 Personal, school and community property? 
 The environment? 

 
Am I accepting RESPONSIBILITY for: 

 My own actions and words? 
 My own welfare and the welfare of others? 
 My personal growth and learning? 
 Making ethical choices? 

 
Am I practicing HONESTY: 

 With myself? 
 With others? 
 In my work? 

 
Am I showing KINDNESS by: 

 Treating others the way I would want to be treated? 
 Promoting the well-being of others? 
 Being patient with myself and others? 
 Acting with compassion? 

 
Am I showing COURAGE by: 

 Standing up for moral principles? 
 Persisting in the face of adversity? 
 Being willing to accept challenges? 
 Being true to myself? 

 
Respect, Responsibility, Honesty, Kindness and Courage are the core ethical values we strive to 
embrace and practice in Regional School District 13. 
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GUIDING BELIEFS 
Our guiding beliefs are aligned with the Connecticut Guidelines for Educator Evaluation and are 
listed below:  
 

1. The primary purpose of educator evaluation is to strengthen individual and collective 
practices in order to improve student growth; 

2. Educator evaluation is standards-based, using the Connecticut Common Core of 
Teaching for Educator Evaluation and the Common Core of Leading: Connecticut 
Leadership Standards for Evaluator Evaluation; 

3. The Common Core State Standards, adopted by Connecticut in 2012,  as well as state 
assessments and  locally-developed curriculum standards are the basis for establishing 
outcomes at the district and school levels; 

4. The Guidelines support continuing collaborative dialogue around teaching and learning 
in order to increase student academic growth and development; 

5. The Guidelines clearly connect professional learning to the outcomes of the evaluation 
process. 

 
CORE DESIGN PRINCIPLES 

The following principles have been built into Regional School District 13’s new educator 
evaluation plan:  
 

1. The Regional School District 13 Educator Evaluation Plan balances summative 
measurements with regular and strong formative support and on-going instructional 
conversations about teaching, learning, and educator practice in a design that leads to 
educator growth and the development of educator proficiency and effectiveness. 

2. The summative portion of the Regional School District 13 Educator Evaluation Plan uses 
multiple sources of evidence in a design that is intended to result in a fair, accurate, and 
balanced picture of educator performance.  

 
3. This Regional School District 13 Educator Evaluation Plan seeks to deepen the 

professional conversations between and among educators and the evaluators who are 
their evaluators. The dialogue will occur frequently and will focus on student learning.   

4. Educators will receive feedback and professional development that targets the individual 
needs of their classrooms, roles, and students.   

5. In the quest for accuracy of ratings, there is a tendency to focus exclusively on the 
numbers. We believe that of equal importance to getting better results is the 
professional conversation between an educator and evaluator that can be accomplished 
through a well-designed and well-executed evaluation system. The process requires 
evaluators to observe the practice of educators enough to make informed judgments 
about the quality and efficacy of practice. 

6. When the educator and evaluator cannot agree on objectives or ratings, there needs to 
be a resolution that can be agreed to by all parties.  Resolutions must be topic specific 
and timely.  Should the process established not result in resolution of a given issue, the 
determination regarding that issue will be made by the Superintendent. 
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OVERVIEW OF PLAN 
 

The Regional School District 13 Educator Evaluation Plan develops and promotes a shared 
understanding of educator effectiveness. The plan defines educator effectiveness in terms of 
(1) educator practice (the actions taken by educators that have been shown to impact key 
aspects of school life) and (2) learning outcomes. The plan provides a structure for the ongoing 
development of educators. This structure provides a basis for assessing their strengths and 
growth areas as well as feedback to support their development. In this plan, the term educator 
refers to mean all certified instructional and non-instructional persons below the rank of 
evaluator. 
 
 

EVALUATION OF SCHOOL COUNSELORS AND STUDENT AND EDUCATOR 
SUPPORT SPECIALISTS (SESS) 

 
Because School Counselors and some Student and Educator Support Specialists do not have a 
classroom and may not be involved in direct instruction of students, the educator and evaluator 
shall agree to appropriate venues for observations. Examples of appropriate venues include, 
but are not limited to: observing Counselors and Student and Educator Support Specialist staff 
working with small groups of children, working with adults, providing professional 
development, working with families and participation in team meetings or Planning and 
Placement Team meetings. The counselors will be assessed using the Counselor Observation 
Form and the Counselor Observation Form - Summative. The Student and Educator Support 
Specialist (SESS) will be assessed using the CCT 2014 Rubric for Effective Service Delivery (SESS) 
and the CCT 2014 Rubric for Effective Service Delivery (SESS) – Summative.  
 
 
Because of the unique nature of the roles fulfilled by Counselors and Student and Educator 
Support Specialists, Regional District 13 will apply the Core Requirements of 
Educator Evaluation Plan as it pertains to goal setting in the ways below.  
 

1. The educator and evaluator will agree on the students or caseloads that the educator 
              is responsible for and that apply to the SLO. 

 
2. The educator and evaluator will identify the unique characteristics of the population of 

students which would impact growth (e.g. high absenteeism, highly mobile population in 
school). 
 

3. The educator and evaluator will identify the learning standard to measure: the 
assessment/measure of progress, data or product for measuring growth; the timeline for 
instruction and measurement; how baseline will be established; how targets will be set 
so they are realistic yet rigorous; the strategies that will be used; and the professional 
development the educator needs to improve their learning to support the areas 
targeted.  
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4. When parent and feedback mechanisms are not applicable to Counselors and/or 
Student and Educator Support Specialists, Regional School District 13 may permit local 
development of short feedback mechanisms for parents specific to particular roles or 
projects for which the Counselors and Student and Educator Support Specialists are 
responsible. 

 

 
INTRODUCTION TO THE EDUCATOR EVALUATION PLAN 

 
The Educator Evaluation Plan consists of multiple measures to provide a comprehensive picture 
of educator performance.  All educators will be evaluated in two major categories: (1) educator 
practice indicators and (2) student learning outcomes indicators. There are four components 
under those categories as shown below and in Figure 1. 
 
Educator Practice Indicators 

 Observation of educator performance and practice (40% of educator rating) 

 Parent feedback on whole school practices (10% of educator rating) 
 
Student Learning Outcomes Indicators 

 Student growth and development (45% of educator rating) 

 Whole-school Learning Indicators (5% of educator rating) 
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FIGURE 1 

 
 

 
ORIENTATION TO EDUCATOR EVALUATION PLAN AND ON-GOING TRAINING 

 
The annual orientation to the Educator Evaluation Plan will take place when educators return to 
school in August. The evaluators will meet with educators in groups or individually, to discuss 
the evaluation process, roles and responsibilities, and timelines.  In these meetings, evaluators 
will also discuss district and school priorities that should be reflected in educator goals and 
student learning objectives (SLOs).   
 

Support will be provided to assist educators in the creation of a Student Learning Objective and 
a minimum of two Indicators of Academic Growth and Development (IAGD) that are specific, 
measurable, attainable, relevant, and time-bound. There will be on-going, embedded support 
throughout the year on additional topics related to the evaluation plan and instructional 
practices, monitoring of student progress, and addressing targeted needs based on data from 
the evaluation process. Educators will also receive training in the use of Protraxx, our data 
management system. All educators and evaluators will be required to attend these trainings to 
ensure a standardized approach to the implementation of the Regional School District 13 
Educator Evaluation Plan.  Should additional training be needed, it will be scheduled on a case-
by-case basis, at the school or district level. 
 
Educators new to the district will participate in a district orientation program prior to the start 
of school. New educators will be provided with appropriate materials concerning the evaluation 
process and passwords for the data management system. Opportunities will also be provided 
for new staff to meet and review these materials with their evaluators. A major focus will be on 
the use of the Common Core of Teaching (CCT) Rubric for Effective Teaching, 2014 and the 
Common Core of Teaching Rubric for Effective Service Delivery (CESS) 2014. Additional training 
will be provided throughout the school year on how to develop Student Learning Objectives 

Observation of 
Educator 

Performance and 
Practice, 40%

Student Growth 
and 

Development, 
45%

Whole-School 
Learning 

Indicators, 5%
Parent 

Feedback, 
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(SLOs) and Indicators of Academic Growth (IAGDs); and set goals for Parent Feedback and for 
Performance and Practice.  
 

EDUCATOR EVALUATION PROCESS AND TIMELINE 
The annual evaluation process between an evaluator and educator is anchored by three 
conferences, which guide the process at the beginning, middle, and end of the year. The 
purpose of these conversations is to clarify expectations for the evaluation  
process, set goals and identify professional development needs, and provide comprehensive 
feedback to each educator on his/her performance. These conversations are  
collaborative and require reflection and preparation by both the evaluator and the educator in  
order to be productive and meaningful. The dates for these conferences are indicated below: 
 

Due Date Activity Associated Forms 

By Nov. 1 Goal Setting and Planning 1. Goal Setting Forms  

By Feb. 22 Mid-Year Check-in and                                                       
Self-Assessment Completed 

1. Mid-Year Check-in  Educator 
Self-Assessment 

2. Mid-Year Check-in 
Conference Notes 

By June 15 
or last day of 
school 

End of Year Summative Review and                               
Self-Assessment Completed  

1. End—of-Year Educator Self-
Assessment 

 
 

MANAGING THE PROCESS 
 
The process will be identified and managed collaborately by evaluators and educators though 
two key activities. The first activity is the monitoring, of the student learning objective and 
indicators of academic growth and development, the parent feedback goal and the 
performance and practice goal.  The second activity is the observation of educator performance 
and practice.  
 

GOAL SETTING PROCESS 
 

PERFORMANCE CONFERENCE 1: GOAL SETTING AND PLANNING 
 
Educator Reflection and Goal-Setting:  The goal setting process takes place in 4 phases.  
 

                                

 Learn 

about this 

year’s 

students  

Set goal / 

IAGDs  for 

Student 

Learning, 

Parent 

Feedback, 

and 

Performance 

and Practice, 

Monitor 

students’ 

progress 

Assess 

student 

outcomes 

relative to 

goals 
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The first step in the goal-setting process begins with the start of the school year.  At this time, 
educators analyze their students’ prior assessment data, progress reports, and success plans, to 
learn more about the needs of their students.  Educators meet with their evaluator to discuss 
information related to the process and to set the following annual goals: 
 

1. Student Learning Objective  with Indicators of Academic Growth and 
Development 

 
The educator, through mutual agreement with his/her evaluator, will develop one Student 
Learning Objective (with a minimum of two IAGDs), one Parent Feedback Goal, and one 
Performance and Practice Goal.  The evaluator must formally approve all goal plans by 
November 1.  Evaluators will consult the SLO approval criteria (below) prior to granting 
approval for the Student Learning Objective and the IAGDs, 
 

Priority of Content Quality of Indicators Rigor  
Objective is relevant to 
educator’s assignment 
and addresses a large 
proportion of his/her 
students. 

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

IAGDs are attainable but 
ambitious, and represent at least 
a year’s worth of growth for 
students (or appropriate growth 
for a shorter interval of 
instruction). 

 
Taking into account each educators specific position and job responsibilities, the evaluator and 
educator will mutually agree on specific IAGD targets for the following performance ratings: 
“partially meet the goal on the IAGD,” “meet the goal on the IAGD,” and “exceeds the goal on 
the IAGD.” The targets for each of the performance ratings will be written into the educator’s 
goal plan in Protraxx and used to assess the final SLO/IAGDs. 

CREATING STUDENT LEARNING OBJECTIVES (SLOs) 
1. Decide on Student Learning Objective. The objective is a broad goal for student learning.  It 
should address a central purpose of the educator’s assignment and pertain to a large portion of 
his or her students.  It should reflect high standards for student learning and be aligned to 
grade level or course standards.   

 
2. Select Indicators of Academic Growth and Development (IAGD). These are the specific 
evidence with quantitative targets that will demonstrate whether the objective was met.  The 
SLO must include at least two Indicators of Academic Growth and Development.  The indicators 
must specify the following: (a) what evidence will be examined; (b) what level of performance is 
targeted; and (c) what proportion of students is projected to achieve the targeted performance 
level.  The chart provides samples of SLO’s and IAGDs. 
 

2. Provide any additional information requested such as: the rationale for the objective, 
including relevant standards; any important technical information about the indicator 
evidence; the baseline data used to set each indicator; interim assessments used to 
gauge progress; and any training or support the educator may need to meet the 
objective. 
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Educator 
Category 

Student Learning 
Objective 
(SLO) 

Indicators of Academic Growth and 
Development (IAGD) 

8th Grade Writing 
 

My students will master the 
important elements of writing 
as outlined in the SBAC writing 
standards. 

1. My students will write an argument to support 
claims with clear reasons and relevant 
evidence.  90% will score a 3 or 4 on a 4-pt 
scoring rubric focused on the key elements of 
argument writing (CCSS W 8.1.) [non-
standardized]      

2. 60% of my students will score at least a 3 on 
the 1-5 point scale on the PEG writing 
assessment in the categories of development 
of ideas, organization, and style. 
(standardized) 

4th Grade Math My students will demonstrate 
proficiency in place value. 

1. 90% of students will attain a goal score of 80% 
or greater on my end of unit math test on 
place value. (non-standardized) 

2. 65% of students will meet end of grade level 
benchmark on the place value items on the 
STAR Math Assessment. (Standardized) 

High School Visual 
Arts 

My students will demonstrate 
proficiency in applying the five 
principles of drawing. 

1. 85% of students will attain a 3 or 4 in at least 4 
of 5 categories on the principles of drawing 
rubric designed by visual art educators in our 
district. 

2. 75% of students will develop a portfolio that 
includes examples of all the principles of 
drawing. 

 

 

 
3. Parent Feedback Goal 

 
Once the school-level parent feedback goal has been set by the principal, educators will set one 
parent feedback goal by implementing strategies that support the principal’s goal. Strategies 
may include things like improving communication with parents, helping parents become more 
effective in support of homework, improving parent-educator conferences, etc. For instance, if 
the goal is to improve parent communication, a strategy may be specific to sending more 
regular correspondence to parents (e.g. bi-weekly updates, new website, newsletter, etc.). The 
evaluator will ensure that the individual strategies are related to the principal’s parent feedback 
goal. The parent feedback rating for educators is based on the evidence of educator’s 
implementation of the agreed upon strategies. 

 
4. Educator Performance and Practice Goal 

 
 Educators will develop one Performance and Practice focus area goal that is aligned to the CCT 
Rubric for Effective Teaching or the CCT Rubric for Student and Educator Support Specialists 
(SESS). This goal should have a clear link to improved educator practice.  Educators will include 
a rationale and action steps / evidence of progress.   
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PERFORMANCE CONFERENCE 2: MID-YEAR CHECK-IN 
 
The evaluator and educator will hold one mid-year check-in conference by February 22.  The 
educator will collect and reflect on students’ assessment data and other sources of evidence to 
date about instructional practice and student learning in preparation for the conference.  A 
mid-year, written self-assessment is to be completed and entered in Protraxx prior into the 
mid-year conference. At the conference, the evaluator and educator review progress on the 
parent feedback goal, performance and practice area goal, and the Indicators of Academic 
Growth and Development (IAGD).  Evaluators may examine student work products, interim 
assessments, or consider other data sources.  If needed, educators and evaluators can mutually 
agree to revise any of the goals and/or action plans. Educators will provide evidence of their 
progress relative to each goal as well as challenges and barriers, if any, that exist.    
 
 

PERFORMANCE CONFERENCE 3: END-OF-YEAR SUMMATIVE REVIEW 

 
An-end-of-year, written self-assessment is to be completed and entered into Protraxx prior to 
the end-of-year Summative Review Conference. Educators focus their reflection on the 
following; (1) The extent to which each goal was met, citing evidence to support the claim; (2) 
What you did to produce those results; (3) What you learned and how you will use it to guide 
your future instruction; and (4) Examples of professional experience or professional 
involvement related to your goals. Educators rate themselves on each of their goals. The 
evaluator and the educator meet no later than June 15th or the last day of school to review the 
self-evaluation and discuss all evidence collected.  
 
The evaluator reviews submitted evidence and the self-assessment data and assigns one of four 
ratings to each goal. With respect to the rating of the SLO/IAGDs, the rating is based on the 
mutually agreed upon IAGD targets for “Exceeding the goal on the IAGD” (4), “Meeting the goal 
on the IAGD” (3),” Partially meeting the goal on the  IAGD” (2), or Not meeting the goal on the 
IAGD (1), that were agreed upon at the goal setting and planning conference.     

 
 
 
 
 
 
 
 
 
 
 
 



14 
 

 
4-LEVEL RATING SYSTEM 

 
Each goal will be scored using the following the 4-Level Rating System. At the end of the year, 
all ratings will be averaged and or combined to produce a final summative rating.  
 

Level Rating Definition Substantially  

4 Exemplary Substantially exceeding indicators of performance 

3 Proficient Meeting indicators of performance 

2 Developing Meeting some indicators of performance, but not others 

1 Below standard Not meeting indicators of performance 

 
 
 

OBSERVATION OF EDUCATOR PERFORMANCE AND PRACTICE (40%) 
 

An assessment of an educator’s performance practice is 40% of the final summative rating. 
The CCT Rubric for Effective Teaching 2014 and the CCT Rubric for Effective Service Delivery 
(SESS) are used to evaluate an educator’s performance and practice. The CCT Rubric has 
four domains which are defined below, and elaborated on in Figures 2.  The Rubric for 
Effective Teaching 2014 is also attached in Appendix A.  

 

Domain 1:  Classroom Environment, Student Engagement and Commitment to Learning – 

Educators promote student engagement, independence and interdependence 

in learning and facilitate a positive learning community. 

Domain 2:  Planning for Active Learning – Educators plan instruction in order to engage 

students in rigorous and relevant learning and to promote their curiosity about 

the world at large. 

Domain 3:  Instruction for Active Learning – Educators implement instruction in order to 

engage students in rigorous and relevant learning and to promote their 

curiosity about the world at large. 

Domain 4:  Professional Responsibilities and Educator Leadership – Educators maximize 

support for student learning by developing and demonstrating professionalism, 

collaboration with others, and leadership. 
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FIGURE 2 

 
Connecticut Common Core of Effective Teaching 2014 

Domain 1: Classroom Environment, Student Engagement and 
Commitment to Learning 

Educators promote student engagement, independence and 
interdependence in learning and facilitate a positive learning 
community by: 

a. Creating a positive learning environment that is responsive 
to and respectful of the learning needs of all students. 

b. Promoting developmentally appropriate standards of 
behavior that support a productive learning environment 
for all students. 

c. Maximizing instructional time by effectively managing 
routines and transitions. 

Domain 2: Planning for Active Learning 

Educators plan instruction in order to engage students in 
rigorous and relevant learning and to promote their curiosity 
about the world at large by: 

a. Planning instructional content that is aligned with 
standards builds on prior students’ prior knowledge 
and provides for appropriate levels of challenge for 
all students. 

b. Planning instruction to cognitively engage students 
in the content. 

c. Selecting appropriate assessment strategies to 
monitor student progress. 

 

Domain 3: Instruction for Active Learning 

Educators implement instruction in order to engage students in 
rigorous and relevant learning and to promote their curiosity about 
the world at large by: 

a. Implementing instructional content for learning. 
b. Leading students to construct meaning and apply new 

learning through the use of a variety of differentiated and 
evidence- based learning strategies. 

c. Assessing student learning, providing feedback to students 
and adjusting instruction. 

Domain 4:  Professional Responsibility and Educator 
Leadership 

Educators maximize support for student learning by 
developing and demonstrating professionalism, collaboration 
with others and leadership by:  

a. Engaging in continuous professional learning to 
impact instruction and student learning. 

b. Collaborating to develop and sustain a professional 
learning environment to support student learning. 

c. Working with colleagues, students and families to 
develop and sustain a positive school climate that 
supports student learning.  

 

EVALUATOR TRAINING IN OBSERVATION AND EVALUATION 

The purpose of the training is to provide evaluators with the tools that will result in evidence-

based classroom observations and improved student performance. Evaluators are required to 

be proficient in the use of the CCT rubric for Effective Teaching or the CCT Rubric for Effective 

Service Delivery (SESS). Any evaluator who does not initially demonstrate proficiency will be 

provided with additional practice as needed and will be required to complete online proficiency 

activities. In the first year of the implementation of the Regional School District 13 Educator 

Evaluation Plan, all Regional School District 13 evaluators participated in a five day, in-house 

training, led by a consultant from ACES, and successfully completed all online proficiency 

activities. Evaluators new to the district are required to attend the state-sponsored training. 

There will be on-going annual training for all administers to ensure consistency, compliance, 

and high quality application of the instrument and rubric in conducting observations. 
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THE OBSERVATION PROCESS 

The Regional School District 13 Educator Evaluation Plan recognizes that conferences and 

observations are necessary in order to gather evidence of, and provide feedback on, 

professional practice.  Observations are intended to lead to meaningful feedback to help 

educators improve their practices. Pre-and post-conferences should include deep instructional 

conversations about teaching and learning. This evaluation plan recognizes and values the 

formative components of the process as much as the summative components. 

Formal announced observations should be at least 20 minutes long, include a pre-observation 

conference, a post-observation conference, and written and verbal feedback.  Informal In-Class 

Observations should be at least 10 minutes and include written feedback. Reviews of Practice 

are defined as any activity observed by an evaluator for a minimum of 10 minutes that assesses 

professional practice with the goal of improving professional practice and consequently, 

student learning, and includes written feedback. This could include, but is not limited to: 

observation of data team meetings, observations of coaching/mentoring other educators, and 

review of lesson plans or other teaching artifacts.  

 

PRE-OBSERVATION CONFERENCES 
 
Pre-observation conferences are valuable for giving context to the lesson.  They provide an 
opportunity for educators and evaluators to discuss important variables such as class 
composition, students with special needs, and routines.   More importantly, they provide an 
opportunity for evaluators to review the educator’s planning process and/or for the educator 
and evaluator to engage in collaborative planning and gather evidence for Domain 2: Planning 
for Active Learning. Prior to the pre-observation conference, the educator will submit, 
depending on his or her role, one of the following forms: Pre-observation Plan for Classroom 
Teachers, Pre-Observation form for Counselors or Pre-Observation Plan for Student and 
Educator Support Specialists (SESS). 
 

POST-OBSERVATION CONFERENCES 

 
Post-observation conferences provide a forum for reflecting on the observation and supporting 
the educator’s continuous improvement.  A post-observation conference should include the 
following: an opportunity for the educator to share and discuss his/her reflection on the 
observation;  objective evidence used to identify the educator’s performance, improvements to 
be made, the focus of future observations; and timely written and verbal feedback from the 
evaluator. Prior to the post-observation conference, the educator will submit, depending on his 
or her role, one of the following forms: Post-Observation Reflection for Classroom Teachers, 
Post-Observation Reflection for Counselors or Post-Observation Reflection for Student and 
Educator Support Specialists (SESS). 
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OBSERVATION SCHEDULE  
 

Different numbers of observations will take place according to each educator’s experience, 
prior ratings, needs, and goals. Classroom observations generally provide the most evidence for 
Domains 1, and 3 of the CCT Rubric for Effective Teaching 2014. Pre-conferences generally 
provide evidence for Domain 2. Informal observations generally provide evidence for Domains 
1 and 3. Reviews of Practice general provide the most evidence for Domain 4.  Both pre-and 
post-conferences provide the opportunity for discussion of all domains, including practice 
outside of classroom instruction (i.e. lesson plan design and reflection on teaching practices).  
 
Because this plan aims to provide educators with comprehensive feedback on their practice as 
defined by the four domains of the CCT Rubric for Effective Teaching 2014, all interactions with 
educators that are relevant to their instructional practice and professional conduct may 
contribute to their performance evaluation. The following chart outlines observation minimums 
for educators based on their levels of experience (years of teaching) and performance.  
 
 

THREE YEAR SUMMATIVE CYCLE  
 

Educators, in year three and beyond, who received a summative performance evaluation 
designation of proficient or exemplary during the 2014-2015 school year shall be 
evaluated on a three year summative cycle. During their summative year, they will have a 
minimum of one formal in-class observation and one Review of Practice.  In the other two 
years of the three year summative cycle, educators will be evaluated with a minimum of 
three informal observations and one Review of Practice. Educators with proficient or 
exemplary designations, during their non-summative years may receive a formal in-class 
observation if an informal observation or review of practice results in a concern about the 
educator’s practice. For non-classroom educators, the above frequency of observations 
shall apply in the same ways, except that the observations need not be in-classroom (they 
shall instead be conducted in appropriate settings).  
 
Note: educators who receive a summative performance evaluation designation of below 
standard or developing during the 2014-2015 school year shall have annual summative 
evaluations.    
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OBSERVATION CYCLE 
Performance Designation Time Parameters Number of Observations Conferencing & Feedback 

Educators designated as 
“exemplary” or “proficient” 
during the 2014-2015 
school year. 
 

Summative Year 
of 3 year cycle. 

One formal in-class observation 
of at least 20 minutes in length 
and one Review Of Practice 

Must have pre-conference 
and post-conference, and 
include written feedback 

Non summative 
years of the 3 
year cycle 

Three informal in class 
observations of at least 10 
minutes  in length and one 
Review of Practice  

Written feedback   

 Educators designated as 
“developing” or “below 
standard” during the 2014-
2015 school year. 
 

Every Year 
 

Three formal observations of at 
least 20 minutes in length 

All must have pre-
conference and post-
conference, and include 
written feedback 

1st and 2nd year / novice 
educators 
 

Every Year 
 

Three formal observations of at 
least 20 minutes in length 

All must have pre-
conference and post-
conference, and include 
written feedback 

 
OBSERVATION RATINGS   

 
During observations, evaluators take evidence-based notes describing what occurred in the 
classroom. Evidence-based notes are factual, (e.g., the educator asked students to cite evidence 
from the text) not judgmental (e.g., the educator used good comprehension strategies). 
Evidence is aligned with the CCT indicators within each of the four domains. Performance levels 
are based on the CCT Rubric for Effective Teaching 2014 and the CCT Rubric for Effective Service 
Delivery (SESS).  
 
Evaluators will provide ratings at the Indicator level and evidence for domains and indicators 
that are observed at the indicator level.  Instructional conversations in post conferences should 
focus on the indicators in the CCT and the rubrics should be used to focus the conversation 
between evaluator and educator on the question, “What changes in planning or what educator 
moves would shift performance to the right on the rubric?”  Strategies for improvement should 
be discussed within each domain at the individual indicator level. 
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CALCULATING THE FINAL EDUCATOR PRACTICE RATING 
 
 

At the end of the year, evaluators must determine a final educator practice rating and discuss 
this rating with educators during the end-of-year conference. Each goal is rated as indicated in 
the following chart.  
 

Level Rating Definition Substantially  

4 Exemplary Substantially exceeding indicators of performance 

3 Proficient Meeting indicators of performance 

2 Developing Meeting some indicators of performance, but not others 

1 Below standard Not meeting indicators of performance 

 

1. Observation of Educator Performance and Practice 

 
The final educator performance and practice rating is calculated by the evaluator in the 
following manner: 
 
1 The evaluator holistically reviews all evidence collected through observations and reviews of 

practice, analyzing the consistency, trends, and significance of the evidence to determine a 
rating for each indicator in the four CCT domains:   
 
In the example below, the evaluator has assigned a rating to each of the three indicators in 
Domain 2 –Planning for Active Learning- of 2.a = Developing, 2.b = Proficient, and 2c = 
Developing. Each rating is then assigned a score of 1.0 for below standard, 2.0 for 
developing, 3.0 for proficient and 4.0 for exemplary.  

 

 

 
2 As indicated in the chart above, the evaluator then averages the scores of the three 

indicators within the Planning Domain to calculate an average Domain score.  In the chart 
above, the average Domain score for planning is 2.3. 

 

Domain 2, Planning  Indicator Level Rating Evaluator’s Score 

2a Developing 2 

2b Proficient 3 

2c Developing 2 

# of Indicators Total Score Average Domain,  Score 

3 7 2.3 
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3 Next, the evaluator averages the Domain 2 Planning score of 2.3 with the average scores 
from the other three CCT domains to get an educator performance and practice score. The 
average domain scores for the four domains are then averaged to get a final score. As seen 
in the chart below, with average domain scores of 2.6 for Classroom Environment, 2.3 for 
Planning for Active Learning, 3.0 for Instruction for Active Learning, and 3.1 for Professional 
Responsibility and Educator Leadership, the final educator performance and practice score is 
a 2.7. 

 

 

 
As illustrated in the next section, feedback from parents will be used to help determine the 
remaining 10% of the Overall Educator Practice and Performance Rating. 

 
 

2. PARENT FEEDBACK (10%) 
 
Parent surveys will be anonymous and conducted at the whole-school level as opposed to the 
educator-level, meaning parent feedback goal will be aggregated at the school level.  The 
parent survey will be administered on-line using surveymonkey.com. This is to monitor 
adequate response rates for ease in compiling data. The parent survey will be administered 
every spring and trends analyzed from year-to-year.  The survey data will be reviewed at the 
school level and the results summarized and shared with the faculty. Building principals will 
then identify areas of need and set school-wide parent feedback goals for the subsequent year. 
 
 

 
ARRIVING AT A PARENT FEEDBACK RATING 

 

Feedback from parents will be used to determine the final 10%. The Parent Feedback rating 
reflects the degree to which an educator successfully provides evidence of implementation of 
the agreed upon strategies.  This is accomplished through a review of the evidence provided by 
the educator to the evaluator. As indicated in the chart below, if the educator exceeds the goal, 
he or she receives a score of 4, if the educator meets the goal, he or she receives a score of 3, if 
the educator partially meets the goal, he or she receives a score of 2, and if the educator does 
not meet the goal, he or she receives a score of 1. 

 
1. Calculate the Educator Performance and Practice rating by combining the observation of 

educator performance and practice score (40%) and the parent feedback score (10%).  
 

Domain Average Domain-Level Score 
Classroom Environment 2.6 

Planning for Active Learning 2.3 

Instruction for Active Learning 3.0 

Professional Responsibilities and 
Educator Leadership 

3.1 

Educator Performance and 
Practice Score (40%) 

2.7 
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2. The observation of educator performance and practice counts for 40% of the total rating 
and the parent feedback counts for 10% of the total rating. Simply multiply these weights by 
the category scores to get the category points, rounding to a whole number, where 
necessary. Then, add the points for the two categories.  

 
3. To illustrate, the scores from the examples mentioned earlier in this section have been 

transferred to the table below. The educator, who received a 2.7 on his/her performance 
and practice score and a 3.0 on his/her parent feedback score, has 138 total points. 

 

 
 

Category Score (1-4) Weight Points (score x weight) 

Observation of Educator 
Performance and Practice 

2.7 40 108 

Parent Feedback 3.0 10 30 

Total Educator Performance and Practice Related Indicator 
Points 

138 

 
4. The total points are then given a “rating” as indicated in the table below. The educator with 

138 total points in the example above, receives an educator practice rating of “proficient” as 
illustrated below. 
 

 

Educator Practice Related                
Indicator Points 

Educator Practice Related          
Indicator Rating 

175 – 200 Exemplary 

127 - 174 Proficient 

81 - 126 Developing 

50-80 Below Standard 
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CALCULATING THE FINAL STUDENT LEARNING OUTCOMES RATING 
 

The final Student Outcomes Learning Rating is determined by combining the Student Growth 
and Development Score and the Whole-School Student Learning Indicator Score. The Student 
Growth and Development rating counts for 45% of the total rating and the Whole-School 
Student Learning Indicator rating counts for 5% of the total rating. 
 

1. STUDENT GROWTH AND DEVELOPMENT (45%) 
 

Student Learning Objectives (SLO) and Indicators of Academic Growth and Development (IAGD) 

For the 2015-2016 academic year, the required use of state test data is suspended, pending 
federal approval, pursuant to PEAC’s flexibility recommendation on January 29, 2014 and the 
State Board of Education’s action on February 6, 2014. 
 
 
1. To arrive at the Student Growth and Development rating, the evaluator reviews all 

submitted evidence and self-assessment data and assigns one of four ratings to each 
IAGD: Exceeds, Met, Partially Met, or Did Not Meet.  Each rating is assigned a numerical 
score. This rating is based on the mutually agreed upon specific IAGD targets that were 
agreed upon at the Goal Setting and Planning Conference. 

 

Score Rating 
4 Exceeded the goal on the IAGD 

3 Met the goal on the IAGD 

2 Partially met the goal on the IAGD 

1 Did not meet the goal on the IAGD 

 
2. The evaluator averages the scores for each of the IAGDs. 

 
 
 

 
2. WHOLE-SCHOOL LEARNING INDICATOR – (5%) 

 

An educator’s whole school learning indicator rating shall be equal to the rating of the three 
SLO’s of his / her evaluator. Connecticut was granted a waiver for the use of student test data 
in 2015-16; therefore, Regional School District 13 will not require that the evaluators’ student 
learning component incorporate SPI progress. As a result, the whole school learning indicator 
rating will be based solely on the evaluator’s progress on his or her three SLOs.   
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The Whole School Learning Indicator is taken directly from the evaluators rating on his or her 
three SLOs. 
 
1. These weights are multiplied by the category score to get the points. If the educator met 

the average of his or her IAGDs and received a Whole School Learning Indicator rating of 
Proficient, the chart below indicates the total student learning outcome points. 

 

2.  

Category Score (1-4) Weight Points (score x weight) 

Student Growth and 
Development (SLO / IAGDs) 

3.0 45 138 

Whole School Learning 
Indicators 

3.0 5 15 

Total Student Learning Outcomes Related  Indicator Points 150 

 
 
 

3. These points are then translated to the Final Student Outcomes Rating as indicated in 
the table below. The educator with 150 total points in the example above receives a 
Student Outcomes Related Indicator rating of  “proficient” as illustrated below. 

 

Student Outcomes Related  Indicator 
Points 

Student Outcomes Related  Indicator Rating 

175 – 200 Exemplary 

127 - 174 Proficient 

81 - 126 Developing 

50-80 Below Standard 
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CALCULATION OF FINAL SUMMATIVE RATING 
The final summative rating is based on the following Summative Matrix.  Identify the rating for 
each category and follow the respective column and row to the center of the matrix.  The point 
of intersection indicates the summative rating.  As an example, in the matrix, if the Educator 
Practice Outcomes rating is Proficient and the Student Learning Outcomes rating is Proficient, 
the summative rating, is therefore Proficient.  If the two categories are highly discrepant (e.g. a 
rating of Exemplary for Educator Practice and a rating of Below Standard for Student Learning 
Outcomes), then the evaluator should examine the data and gather additional information in 
order to make a summative rating.  
 

Summative Matrix 
      

  

Educator Practice Related Indicator Rating 

  

Exemplary 
4 

Proficient 
3 

Developing 
2 

Below Standard 
1 

O
u
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o
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e

s 
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d
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at

o
r 

R
at
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Exemplary 
4 

   Exemplary        Exemplary Proficient 
Gather   Further 

Information 

Proficient 
3 

  Exemplary   Proficient Proficient Developing 

Developing 
2 

   Proficient   Proficient Developing Developing 

Below 
Standard 

1 

Gather   Further 
Information 

Developing Developing Below Standard 
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DEFINITION OF EFFECTIVE AND INEFFECTIVE EDUCATORS 
 

For purposes of definition, educator effectiveness will be based upon a pattern of summative 

educator ratings derived from the evaluation system. Tenured educators will be recognized as 

Proficient if they have consecutive ratings of Proficient or Exemplary with no more than one 

year of disruption from a Developing rating.  Non tenured educators will be considered effective 

if they have at least two sequential ratings of Proficient, one of which must be in year four of the 

new educator’s career. Below Standard will be permitted only in year one for new educators, 

assuming growth to at least Developing in year two and two sequential ratings of Proficient in 

years three and four. By contrast, tenured educators will be considered ineffective if they have 

two consecutive ratings of Developing or one year of a Below Standard rating.  Non-tenured 

educators will be considered ineffective if they have two consecutive ratings of Developing or 

one rating of Below Standard. 

 

 
EVALUATION - INFORMED PROFESSIONAL LEARNING 

 
This evaluation plan is designed to increase student learning and promote educator 
competence and professional growth. Specifically, we believe that educators should regularly 
refine and renew their skills and knowledge. This is achieved through a continuous and 
systematic differentiated professional development plan that has, as its foundation, district, 
school, and individual goals and initiatives.   These plans will shape the professional 
development opportunities that are provided and are supported at the building and/or district 
levels.  
 
People learn and grow by honestly assessing their current performance, setting clear goals for 
future performance, and outlining the supports they need to close the gap.  Throughout the 
Regional School District 13 Educator Evaluation Plan, every educator will be identifying his or 
her professional learning needs in a mutually agreeable fashion with his or her evaluator.  This 
will serve as the foundation for ongoing conversations about the educator’s practice and 
impact on student outcomes.  The professional learning opportunities that are identified for 
each educator will be based on the educator’s individual strengths and needs identified through 
the evaluation process.  The process may also reveal areas of common need among educators, 
which then will be targeted with school-wide or district-wide professional development.  
Evaluators will be provided with learning opportunities clearly linked to the specific outcomes 
of the evaluation process as it relates to their student learning results, observations of 
professional practice, and/or results of parent feedback.  
 

 
CAREER DEVELOPMENT AND PROFESSIONAL GROWTH 

 
Rewarding exemplary performance identified through the evaluation process with 
opportunities of career development and professional growth are critical steps in both building 
confidence in the evaluation system itself and in building the capacity and skills of all educators. 
Examples of such opportunities include, but are not limited to: observation of peers; 
mentoring/coaching new educators; participating in supporting peers whose performance is 
developing or below standard; and differentiated career pathways. 
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DISPUTE RESOLUTION PROCESS 
 

Regional School District 13 believes that evaluation must be a collaborative process between 
the evaluator and educator, drawing on the expertise and perspective of both parties. The 
purpose of the dispute resolution process is to secure, at the lowest level, equitable solutions 
to problems or disagreements related to the implementation of this plan. It is the expectation 
that most disagreements can be resolved informally between the educator and the evaluator.  
If the educator continues to disagree with the evaluation, he or she must put his or her issues 
of disagreement in writing to the evaluator within seven days of the start of the school year, 
following the annual evaluation in question. The evaluator will then schedule a meeting with 
the educator and his or her association representative within five days of receiving the written 
issues of disagreement. If, following this meeting, both parties are not able to resolve the issues 
satisfactorily; the issue will be heard by a panel composed of the Evaluators’ Association 
President or designee, another member of the Administrative Association, a building 
representative, and a representative from the Educators’ Association leadership. The panel 
members may not work in the same school as the party filing the dispute and may not include 
either of the parties involved in the dispute.  If a satisfactory resolution cannot be reached by 
the panel, the final determination regarding the areas of disagreement will be made by the 
superintendent.  

 
 

IMPROVEMENT AND REMEDIATION PLAN 
 
If an educator receives a Below Standard Summative, rating he or she will be notified once the 
rating is completed.  A subsequent meeting will be scheduled between the evaluator and the 
educator.  The educator may invite their bargaining representative to accompany them to this 
meeting. The evaluator will identify areas of concern, citing evidence collected to generate the 
Below Standard performance rating.  This evidence may include, but is not limited to: 
observations: assessment data; parent feedback; examination of instructional lessons and/or 
materials; attendance or tardiness reports and/or evidence of lack of attention to professional 
responsibilities; and lack of appropriate professional disposition.  The educator will provide 
feedback to the evaluator for use in designing the Improvement and Remediation Plan.   

 
Within 10 working days from the initial meeting described above, the educator will contribute 
to the design of an Improvement and Remediation Plan to address each area of concern. This 
plan will be designed in consultation with the educator and his/her exclusive bargaining 
representative. The educator will maintain written documentation of progress toward expected 
outcomes. All feedback from the evaluator to the educator will be in writing and become part 
of his or her personnel file, which includes the Summative Report. Final drafting and approval of 
the Improvement and Remediation Plan will be the responsibility of the Superintendent 
 
An educator placed in the Below Standard category will be expected to make progress toward 
the Proficient category in a reasonable period of time, and in no case should that be longer than 
two years.  The Below Standard category is not intended to be a continuing status for any 
educator.   
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The plan must include the following: 
 

1. Clearly delineated goals linked to specific indicators and domains within the 
observations of practice framework/rubric that specify exactly what the educator must 
demonstrate at the conclusion of the Improvement and Remediation Plan in order to 
be considered “proficient”. 

 
2. Clearly identified targeted supports, which may include specialized professional 

development, collegial and administrative assistance, increased supervisory 
observations and feedback, and/or special resources and strategies aligned to the 
specific improvement outcomes. 

 
3. Dates for interim and final reviews.  

  
Upon the predetermined date of the final review of the Improvement and Remediation Plan, 
the evaluator will make one of the following recommendations to the superintendent: 
 
1. Improvement and Remediation Plan is met and the educator has earned a Proficient 

summative rating.   
 

2. The educator is making progress toward the Improvement and Remediation Plan but 
has not addressed all areas of concern. The educator will continue to receive additional 
support and continues on this plan.   

 
3. The educator has made little to no progress on the Improvement and Remediation Plan.  

A recommendation for termination will be made to the Superintendent.  
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MISSION STATEMENT 

 
The mission of the Regional School District 13, a community that celebrates learning, honors 
tradition and embraces change, is to ensure that all students will be engaged and ethical 
lifelong learners and citizens who will thrive, excel, and contribute in an ever changing, 
interdependent world by providing challenging, diverse, and nurturing experiences that 
empower each student to succeed through meaningful partnership with family and community. 
 

STATEMENT OF BELIEFS 
We believe that: 
 
 Every human being has inherent worth. 
 Everyone wants to succeed and can be a successful learner. 
 Meaningful learning requires the active involvement and commitment of the learner. 
 Individuals are responsible for their actions. 
 Each individual bears responsibility for the welfare of others. 
 Diversity enriches a society and its individuals. 
 Change demands that learning continue throughout one's life. 
 Growth, innovation and creativity require the willingness to take risks. 
 The level of expectation drives the level of achievement. 
 Achievement builds self-worth; self-worth promotes achievement. 
 Education and learning are the shared responsibility of the students, the family, the school, 

and the community. 
 The support and involvement of the community are critical to the quality of the schools. 
 People are the most important resource in achieving educational excellence. 
 The future of a just and democratic society depends on an educated citizenry. 
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REGIONAL SCHOOL DISTRICT 13 CORE ETHICAL VALUES 
 

 
As a school community, we are committed to growing in good citizenship and personal 
integrity; thus, we are continually asking ourselves:  
 
Am I showing RESPECT for:  

 Myself? 
 The worth and rights of others? 
 The views of others? 
 Personal, school and community property? 
 The environment? 
  

Am I accepting RESPONSIBILITY for: 
 My own actions and words? 
 My own welfare and the welfare of others? 
 My personal growth and learning? 
 Making ethical choices? 

 
Am I practicing HONESTY: 

 With myself? 
 With others? 
 In my work? 

 
Am I showing KINDNESS by:  

 Treating others the way I would want to be treated? 
 Promoting the well-being of others? 
 Being patient with myself and others? 
 Acting with compassion? 

 
Am I showing COURAGE by: 

 Standing up for moral principles? 
 Persisting in the face of adversity? 
 Being willing to accept challenges? 
 Being true to myself?  

 
Respect, Responsibility, Honesty, Kindness and Courage are the core ethical values we strive to 
embrace and practice in Regional School District 13. 
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GUIDING PRINCIPLES 

 
 
Our guiding principles are aligned with the Connecticut Guidelines for Educator Evaluation and 
are based on the following.  
 

1. The primary purpose of educator evaluation is to strengthen individual and collective 
practices in order to improve student growth; 
 

2. Educator evaluation is standards-based, using the Connecticut Common Core of 
Teaching for Educator Evaluation and the Common Core of Leading: Connecticut 
Leadership Standards for Administrator Evaluation; 
 

3. The Common Core State Standards, adopted by Connecticut in 2010,  as well as state 
assessments and  locally-developed curriculum standards are the basis for 
establishing outcomes at the district and school levels; 
 

4. The guidelines support continuing collaborative dialogue around teaching and 
learning in order to increase student academic growth and development; 
 

5. The guidelines clearly connect professional learning to the outcomes of the 
evaluation process. 
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CORE DESIGN PRINCIPLES 
 

The following principles have been built into the Regional School District 13 Administrator 
Evaluation Plan:  
 

1. Focus on what matters most: The State Board guidelines for evaluation specifies four 
areas of administrator performance as important to evaluation – student learning (45%), 
administrator practice (40%), stakeholder feedback (10%), and educator effectiveness 
(5%).  Since the first two components make up 85% of an administrator’s evaluation, we 
focus the bulk of our model design on specifying these two components. In addition, we 
take the view that some aspects of administrator practice, most notably instructional 
leadership, have a bigger influence on student success and therefore demand increased 
focus in the evaluation plan. 

 
2. Emphasize growth over time: The evaluation of an individual’s performance should 

primarily be about his or her improvement from an established starting point. This 
applies to the professional practice goals and the outcomes they are striving to reach. 
Attaining high levels of performance matters, and for some administrators, maintaining 
high results is a critical aspect of their work. But the model should encourage 
administrators to pay attention to continually improving their practice. Through the goal-
setting processes described within this document, this plan does that. 

 
3. Leave room for judgment: In the quest for accuracy of ratings, there is a tendency to 

focus exclusively on the numbers. We believe that of equal importance to getting better 
results is the professional conversation between an administrator and his/her supervisor 
that can be accomplished through a well-designed and well-executed evaluation system. 
The process requires administrators to observe the practice of administrators enough to 
make informed judgments about the quality and efficacy of their practice. 
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OVERVIEW OF PLAN 
 

The Regional School District 13 Administrator Evaluation Plan develops and promotes a shared 
understanding of administrator effectiveness. The plan defines administrator effectiveness in 
terms of (1) administrator practice (the actions taken by administrators that have been shown 
to impact key aspects of school life); (2) the results that come from this leadership (educator 
effectiveness and student achievement); and (3) the perceptions of the administrator’s 
leadership among key stakeholders in their community. See Figure 1 on the following page.  
The plan provides a structure for the ongoing development of administrators. This structure 
provides a basis for assessing administrators’ strengths and growth areas as well as feedback to 
support their development. This plan meets the requirements for the evaluation of 092 
endorsement holders as outlined in Connecticut Statute and Connecticut State Board of 
Education regulations. 
 

ORIENTATION AND TRAINING  
 
Annually, all administrators being evaluated will participate in an orientation so that they will 
understand the four performance categories, the processes, and the timelines for the 
evaluation system. The administrator will provide the administrators with materials used in the 
evaluation process, including the rubric for assessing administrator practice, the instruments to 
gather feedback from stakeholders and forms that show the process and calculation by which 
all evaluation elements will be integrated into the overall rating. Special attention will be paid 
to the Connecticut School Leadership Standards and the Leadership Practice Rubric, so that all 
administrators fully understand the Performance Expectations and the requirements for being a 
proficient administrator.  Training in calibration, conducting effective observations, and 
providing high-quality feedback will also be provided. Administrators who are new to the 
district will be required to participate in the state - sponsored five day training. 
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INTRODUCTION TO THE ADMINISTRATOR EVALUATION PLAN 

 

1. Observation of Leadership Performance and Practice (40%)  

 Assessed by direct observation of practice and the collection of other evidence. 
 

2. Stakeholder Feedback (10%)  

 Assessed by the administration of a survey with measures that align to the 
Connecticut Leadership Standards. 
 

3. Multiple Student Learning Indicators (45%)  

 Assessed by performance and growth on three SLO’s based on locally-
determined measures.  They will account for 45% of the administrators’ 
evaluation. 
 

4. Educator Effectiveness Outcomes (5%)  

 Measured by an aggregation of educators’ student learning objectives (SLO’s). 
 
 
 
 

 

FIGURE 1

  

 

 
 

ADMINISTRATOR EVALUATION TIMELINE 
 

Educator 
Effectiveness 

Outcomes  5%

Multiple Student 
Learning Indicators, 

45%

Observation of 
Administrator 

Performance  40%

Stakeholder 
Feedback  10%
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The chart below describes the process by which administrators and their administrators collect 
evidence about practice and results, culminating with a final rating. The chart also references 
the appropriate forms.   

Due Date Activity Associated Forms 

By August 1 Orientation and Context Setting N/A  

By Sept. 15 Goal Setting Conference  Goal Setting Forms in Protraxx 

Fall  
School-Site 
Or 
District-Site 
Observations 

Observations 1. Administrator - Leader: 
Evaluation Rubric 2015 

2. Administrator Observation 
Response Form 

First and second year administrators and/or 
administrators who have received ratings of “developing” 
or “below standard “:  two school-site observations in the 
fall: By November 1, January 1 

Administrators who have received ratings of “proficient” 
or “exemplary” - one school-site observation in the fall by 
November 1 

Assistant Principal: one school-site observation in the fall 
by November 1 

Central Office Administrators: one district-site 
observation in the fall by November 1 

By March 1 Mid-Year Formative Review                                              
Self-Assessment Completed 

1. Administrator Evaluation: 
Mid-Year Self-Assessment 

2. Administrator Evaluation: 
Mid-Year Check-in 
Conference Notes 

 

Spring 
School-Site 
Or  
District-Site 
Observations 

Observations 1. Administrator - Leader: 
Evaluation Rubric 2015 

2.  Administrator Observation 
Response Form 

First and second year administrators and/or 
administrators who have received ratings of “developing” 
or “below standard” two school site observations in the 
spring: by March 1, and May 1. 

Administrators who have received ratings of “proficient” 
or “exemplary” - one school-site observation in the spring 
by May 1 

Assistant Principal:  one school- site observation in the 
spring -  by March 1 

Central Office Administrators: one district--site 
observation in the spring by May 1  

By June 30 End of Year Summative Review                                         
Self-Assessment Completed  

1. Administrator – Leader: 
Evaluation Rubric-End-Of-
Year Self Reflection 

2. Administrator – Leader 
Evaluation Rubric 
Summative 

3. Administrator Summative 
Response Form 

 
 
 

 
OVERVIEW OF THE TIMELINE 

 
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 administrators play a more 
active, engaged role in their professional growth and development.  For every administrator, as 
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illustrated in Figure 2, orientation and context-setting are followed by the goal-setting process, 
setting the stage for implementation of a goal-driven plan. The cycle continues with a mid-year 
formative review, followed by continued implementation.  The latter part of the process offers 
administrators a chance to self-assess and reflect on progress to date, a step that informs 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. 

 

 

FIGURE 2: Administrator Evaluation Cycle 
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Step 2:  Goal 
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STEPS IN THE EVALUATION CYCLE 
 
Step 1: Orientation and Context Setting 
 
To begin the process, the evaluator provides the administrator with a copy of the Administrator 
Evaluation Plan. All student learning data must be available, as soon as published, for review by 
the administrator. The Stakeholder Survey data must also be available for review by the 
administrator. The superintendent communicates his/her student learning priorities for the 
year in the form of a district improvement plan. From this plan, the administrator develops a 
school improvement plan from which student learning goals (SLOs) are developed. 
 

Step 2: Goal Setting Process 
 
The goal-setting forms are to be completed by the administrator being evaluated. Specifically, 
administrators will identify three Student Learning Objectives (SLOs) and one stakeholder 
feedback target.   
 
Next, the Superintendent and the administrator meet to discuss and agree on the selected 
outcome goals.  This conference will result in an agreement between the Superintendent and 
administrator on specific measures and performance targets for the student learning objectives 
and stakeholder feedback. The Superintendent and administrator also discuss the appropriate 
resources and professional development needs to support the administrator in accomplishing 
the goals. Together, these components – goals, and the resources and supports – comprise an 
individual’s evaluation plan. See Figure 3. In the event of any disagreement, the administrator 
makes the final determination about the performance targets. The goal-setting form is to be 
completed by the administrator being evaluated.  The goals, activities, outcomes, and time line 
will be reviewed by the administrator’s evaluator prior to the beginning work on the goals.  
 
The administrator will establish a schedule of school-site or district-site observations with the 
administrator to collect evidence and observe the administrator’s work.  For tenured 
administrators, including tenured Central Office Administrators, the first school-site or district- 
site observation will take place by January 1 and the second school or district-site observation 
will take place by May 1.  For administrators new to the district, school, or profession; assistant 
principals, and/or tenured administrators who have received a rating of developing or below 
standard, four observations will take place by November 1, January 1, March 1, and May 1. 
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Figure 3 

 
 

 

Available Data 
 
Superintendent’s  
Priorities  
                                                                   SLO 1                                       
District Improvement Plan                                                                          

 SLO 2 

  
School Improvement                            SLO 3  
Plan 

                                                                  Survey Target 
Prior Evaluation 
Results 

 

 
 
 
Step 3: Plan Implementation and Evidence Collection   
 

As the administrator implements the plan, the administrator and the administrator both collect 
evidence about the administrator’s practice.  For the evaluator of tenured administrators, this 
must include two observations. For tenured administrators receiving ratings of Developing or 
Below Standard, this must include four observations.  For non-tenured administrators, this 
must also include four observations. The administrator must provide the administrator with 
written feedback following each observation. School visits offer critical opportunities for 
administrators to observe, collect evidence, and analyze the work of administrators and provide 
invaluable insight into his or her performance and offer opportunities for ongoing feedback and 
dialogue.  The administrator rubrics should be used in the following ways:  
 

1. Helping administrators to improve: The rubric is designed to be developmental in use. It 
contains a detailed continuum of performance for every indicator within the Connecticut 
School Leadership Standards, in order to serve as a guide and resource for school 
administrators and evaluators to talk about practice, identify specific areas for growth and 
development, and have language to use in describing what improved practice should be. 
 

2. Making judgments about administrator practice: In some cases, evaluators may find that an 
administrator demonstrates one level of performance for one concept and a different level of 
performance for a second concept within the same row. In those cases, the administrator and 
evaluator will use judgment to decide on the level of performance for that particular indicator. 
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3. Assigning ratings for each performance expectation: Evaluators and administrators will 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 indicator level, and may discuss performance at the element level, using the detailed 
information as supporting evidence, as needed. As part of the evaluation process, evaluators 
and school administrators should identify a few specific areas for ongoing support and growth. 
 
Step 4: Mid-Year Formative Review 
 

By March 1, there will be a formal mid-year formative review in which opportunity is provided 
for the evaluator and administrator to discuss progress toward the student learning targets. In 
preparation for the meeting, the administrator completes the self-assessment, analyzes 
available student achievement data, and considers progress toward his or her goals. The 
meeting is also an opportunity to surface any changes in the context (e.g., a large influx of new 
students) that could impact accomplishment of outcome goals; goals may be changed at this 
point. The evaluator is required to provide written feedback on administrator performance 
following the mid-year review.  
 
Step 5: End – of - Year Summative Review 
 
The administrator being evaluated completes a self-assessment on the six performance 
expectations of the Connecticut School Leadership Standards. For each expectation, the 
administrator determines whether he/she needs to grow and improve practice on this 
expectation; has some strength on this expectation but needs to continue to grow and improve; 
is consistently effective on this expectation; or can empower others to be effective on this 
expectation. The administrator will also assess his or her progress on each SLO, stakeholder 
feedback. The administrator submits the self-assessment to the administrator. 
 
The evaluator and the administrator meet to discuss the administrator’s self-assessment and all 
evidence collected over the course of the year. This meeting serves as an opportunity to convey 
strengths, areas for growth, and their probable rating. After the meeting, the evaluator assigns 
a summative rating and generates a summary report of the evaluation before the end of the 
school year. 
 
The evaluator shares it with the administrator and adds it to the administrator’s personnel file. 
The administrator can add any written comments within two weeks of receipt of the report. If 
and when state test data is used for the final rating, a final rating may be revised before 
September 15th when state test data are available.  
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1. LEADERSHIP PRACTICE (40%) 
 
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. Leadership 
practice is described in the Common Core of Leading: Connecticut School Leadership Standards, 
adopted by the Connecticut State Board of Education in June of 2012, which use the national 
Interstate School Administrators Licensure Consortium (ISLLC) standards as their foundation 
and define effective administrative practice through six performance expectations.  
 

1. Vision, Mission, and Goals: Educational leadership ensures 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. 

2. Teaching and Learning: Educational leadership ensures the success and achievement 
of all students by monitoring and continuously improving teaching and learning. 

3. Organizational Systems and Safety: Educational leadership ensures the success and 
achievement of all students by managing organizational systems and resources for a 
safe, high-performing learning environment. 

4. Families and Stakeholders: Educational leadership ensures 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. 

5. Ethics and Integrity: Education leadership ensures the success and achievement of all 
students by being ethical and acting with integrity. 

6. The Education System: Educational leadership ensure the success and achievement of 
all students and advocate for their students, faculty and staff needs by influencing 
systems of political, social, economic, legal, and cultural contexts affecting education. 
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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.  All six of the 
performance expectations from the Common Core of Leading: Connecticut School Leadership 
Standards contribute to successful schools, but research shows that some have a bigger impact 
than others.  In particular, improving teaching and learning is at the core of what effective 
educational leaders do.  As such, Performance Expectation 2 will be weighted 30%, while 
Performance Expectations 2-5 will be weighted 15% each, and Performance Expectation 6 will 
be weighted 10%.  The weighting will be consistent for all principals and other Regional School 
District 13 administrators.  In order to arrive at these ratings, administrators are measured 
against the Leader Evaluation Rubric which describes leadership actions across four 
performance levels for each of the six performance expectations and associated elements. 
 

 
FOUR PERFORMANCE LEVELS 

The four performance levels are: 
 

Exemplary The exemplary leader focuses on the concepts of developing capacity for action 
and leadership beyond the individual leader.  Collaboration and involvement 
from a wide range of staff, students, and stakeholders is prioritized as 
appropriate in distinguishing Exemplary performance from Proficient 
performance. 

Proficient The rubric is anchored at the Proficient level using the indicator language from 
the Connecticut School Leadership Standards.  The specific indicator language is 
highlighted in bold in the Proficient level. 

Developing  The developing level focuses on leaders with a general knowledge of leadership 
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 leadership 
practices and general inaction on the part of the leader.  Two key concepts, 
indicated by bullets, are often included as indicators.  Each of the concepts 
demonstrates a continuum of performance across the row, from below 
standard to exemplary.  

 
Performance indicators provide examples of observable, tangible behavior that indicate the 
degree to which administrators are meeting each performance expectation. Administrators and 
administrators will review performance and complete the evaluation at the performance level, 
NOT at the domain level. Additionally, it is important to document an administrator’s 
performance on each performance expectation with evidence generated from multiple 
performance indicators, but not necessarily all performance indicators.  As part of the 
evaluation process, administrators and school leaders should identify a few specific key areas 
for ongoing support and growth. 
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DEFINITION OF EFFECTIVENESS AND INEFFECTIVENESS 
Administrator effectiveness will be based upon a pattern of summative ratings derived from the 
new evaluation system. All administrators will need to have a rating of Proficient or Exemplary 
within two years of the implementation of the plan. After the first two years of implementation 
of the program, administrators will be required to have no more than one summative rating of 
Developing during the two year period and a summative rating of Proficient or Exemplary in 
the other year.  Any administrator with a rating of Developing or Below Standard will be placed 
on an Improvement and Remediation Plan.  
 

ARRIVING AT A LEADERSHIP PRACTICE RATING 
Summative ratings are based on the preponderance of evidence for each performance 
expectation in the Connecticut School Leadership Standards.  Administrators collect written 
evidence about and observe the administrator’s leadership practice across the six performance 
expectations described in the rubric. This is accomplished through the following steps, 
undertaken by the administrator being evaluated and by the administrator completing the 
evaluation: 
 

1. Evaluator of administrators who have received ratings of Exemplary or Proficient will 
conduct two school-site or district-site observations, one to be done by January 1 and 
the other to be done by May 1.  Administrators of administrators who are serving in the 
role of Assistant Principals or new to the district, school, or profession, and/or who have 
received ratings of Developing or Below Standard will conduct four school-site or 
district-site observations to be done by November 1, January 1, March 1, and May 1. 
 

2. The evaluator and administrator hold a mid-year formative review by March 1 with a 
focused discussion of progress toward proficiency in the identified goals. 
 

3. By June 30, the administrator being evaluated reviews all information and data collected 
during the year and completes a summative self‐assessment, identifying areas of 
strength and continued growth. The evaluator and the administrator meet to discuss all 
evidence collected. Following the conference, the evaluator uses the preponderance of 
evidence to assign a summative rating of exemplary, proficient, developing, or below 
standard for each performance expectation. Then the evaluator assigns a total practice 
rating based on the criteria listed in the matrix below and incorporates this information 
into the administrator’s summative evaluation. 
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LEADERSHIP PRACTICE MATRIX 
 

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

 

Exemplary on Teaching 

and Learning 

 

Exemplary on at least 

2 other performance 

Expectations 

 

No rating below 

Proficient on any 

performance expectation 

 

 

At least Proficient on 

Teaching and Learning 

 

At least Proficient on at 

least 3 other performance 

expectations 

 

No rating below 

Developing on any 

performance expectation 

 

 

At least Developing on 

Teaching and Learning 

 

At least Developing 

on at least 3 other 

performance expectations 

 

 

Below Standard on 

Teaching and Learning 

 

Or 

 

Below Standard on at 

least 3 other 

performance 

expectations 

 

 

2. STAKEHOLDER FEEDBACK (10%) 
 

Feedback from stakeholders will be assessed by a survey with measures that align to the 
Connecticut Leadership Standards. The survey will be done on-line using Survey Monkey.com. 
This will allow stakeholders to remain anonymous. The survey will be a fair, valid and reliable 
measure of administrator effectiveness. For school‐based administrators, stakeholders solicited 
for feedback will include educators, staff, and parents. Central office administrators are rated 
based on feedback from the stakeholders whom the administrator directly serves. 
 
Administrators will collect and analyze stakeholder feedback data that will be used for 
continuous improvement. More than half of the rating of an administrator on Stakeholder 
Feedback is based on an assessment of improvement of time. Surveys will be administered one 
time per year in the spring.  The spring survey data will be used by administrators as baseline 
data for the following academic year.   

 
 

ARRIVING AT A STAKEHOLDER FEEDBACK RATING 
Arriving at stakeholder feedback is accomplished in the following steps, undertaken by the 
administrator being evaluated and reviewed by the administrator: 

1. Review survey data. 
2. Set one target for growth on a selected measure. 
3. Administer the survey to relevant stakeholders, in the spring. 
4. Collect aggregate data to determine whether the administrator achieved the established 

target. 
5. A rating is assigned, using the chart below: 

 

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

Exceeded target Met target Made progress but 
did not meet target 

Made little or no 
progress against 
target 
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3. MULTIPLE STUDENT LEARNING INDICATORS (45%) 
For the 2015-2016 academic year, the required use of state test data is suspended, pending federal 
approval. Given this, the entire 45% of an administrator’s rating on student learning indicators shall 
be based on locally-determined student learning objectives (SLO’s). These SLO’s will comprise the 5% 
of the Whole-School Learning Indicator rating for educators. 
 

LOCALLY-DETERMINED MEASURES 
As outlined in the table below, administrators will establish three Student Learning Objectives 
(SLOs) on measures they select. In selecting measures, certain parameters apply: 1) All 
measures must align to Connecticut or National Learning Standards; 2) At least one of the 
measures must focus on student outcomes from subjects and/or grades not assessed on state-
administered assessments; 3) For administrators in high school, one measure must include the 
cohort graduation rate and the extended graduation rate. Examples of SLOs are listed in the 
chart below. 

                                                         
 Student Learning Objective 1 Student Learning Objective 2 

Elementary or 
Middle School 
Principal 

Student/School Achievement 
in non-tested subjects or 
grades 

Broad discretion based on district, school 
and student data 

High School 
Principal 
 

Graduation Rates (meets the 
non-tested grades or subjects 
requirement) 

Broad discretion based on district, school 
and student data 

High School 
Assistant Principal 

Graduation Rates (meets the 
non-tested grades or subjects 
requirement) 

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

Central Office 
Administrator 

 

Broad discretion: Indicators may be based on results in the group of schools, 
group of students, or subject area most relevant to the administrator’s job 
responsibilities, or on district-wide student learning results. 

 
 
Beyond these parameters, administrators have broad discretion in selecting objectives, 
including, but not limited to: 1) Student performance or growth on state-administered 
assessments and/or district adopted assessments not included in the state accountability 
measures; 2) 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; 3) Students’ performance or growth on school or classroom-developed 
assessments in subjects and grade levels for which there are not available state assessments. 
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PROCESS FOR SETTING STUDENT LEARNING OBJECTIVES (SLOs) 

 
The process for selecting SLOs should strike a balance between alignment to district student 
learning priorities and a focus on the most significant school-level student learning needs.  To 
do so, it is critical that the process follow a pre-determined timeline: 

1. First, the district establishes student learning priorities for a given school year based 
on available data. These are in the form of a district improvement plan with 
continuation for multi-year improvement strategies or a new priority that emerges 
from achievement data.  

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

3. The administrator chooses student learning priorities for her/his own evaluation 
that are (a) aligned to district priorities (unless the school is already doing well 
against those priorities), and (b) aligned with the school/department improvement 
plan.  

4. The administrator chooses measures that best assess the priorities and develops 
clear and measurable student learning objective for the chosen 
assessments/indicators.  

5. The administrator shares the student learning objectives with her/his evaluator,    
informing a conversation designed to ensure that: 

 The objectives are adequately ambitious. 

 There is adequate data that can be collected to make a fair judgment 
about whether the administrator met the established objectives. 

 The objectives are based on a review of student characteristics (e.g., 
mobility, attendance, demographic and learning characteristics) 
relevant to the assessment of the administrator against the objective. 

 The professional resources are appropriate to supporting the 
administrator in meeting their performance targets. 

  

6. The administrator and evaluator collect interim data on the SLOs to inform the mid- 
year conference (which is an opportunity to assess progress and, as needed, adjust 
targets) and summative data to inform summative ratings. See chart on the next 
page for summative ratings. 

ARRIVING AT A STUDENT LEARNING RATING 
Exemplary Proficient Developing Below Standard 

Met all 3 objectives 
and substantially 

exceeded at least 2 
targets. 

Met 2 objectives 
and made 

substantial progress 
on the third 

OR 
Met all 3 objectives 

OR 
Met all 3 objectives 

and made 
substantial progress 

Met 1 objective 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. 
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on 1 other. 

 

4. EDUCATOR EFFECTIVENESS OUTCOMES (5%) 
 

Five percent of an administrator’s summative rating is based on educator effectiveness 
outcomes as measured by meeting a target of a high percentage of educators who meet the 
student learning objectives outlined in their performance evaluations. See the table below for 
the targeted percentages.  
 
Improving educator effectiveness is central to an administrator’s role in driving improved 
student learning outcomes.  That is why, in addition to measuring the actions that 
administrators take to build capacity in their teaching staff, other things like conducting 
educator evaluations, hiring, placement, and ongoing professional development are critical 
activities for leaders.  The administrator evaluation plan also assesses the outcomes of all of 
that work. 
 
In the Regional School District 13 Evaluation Plan, educators are assessed in part on their 
achievement of their student learning objectives.  This is the basis for assessing administrators’ 
contribution to educator effectiveness outcomes.  In order to maintain a strong focus on 
educator’s setting ambitious SLOs for their evaluation, it is imperative that the Superintendent 
and administrators discuss strategies to work with educators to set rigorous SLOs.  Principals 
will be responsible for the educators they directly evaluate, as will assistant principals. Central 
office administrators will be responsible for the staff they directly evaluate. 
 
 
 
 
 

Exemplary Proficient Developing Below Standard 

>80% of educators 
are rated proficient or 

exemplary on the 
student growth 
portion of their 

evaluation 

>60% of educators 
are rated proficient 
or exemplary on the 

student growth 
portion of their 

evaluation 

>40% of educators are 
rated proficient or 
exemplary on the 

student growth 
portion of their 

evaluation 

<40% of educators 
are rated proficient 
or exemplary on the 

student growth 
portion of their 

evaluation 

 

 
4 LEVEL SUMMATIVE RATING SCALE 

Each administrator shall annually receive a summative rating in one of four levels: 
 

1. Exemplary: Substantially Exceeding indicators of performance 
 

2. Proficient: Meeting indicators of performance 
 
3. Developing: Meeting  some indicators of performance but not others 
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4. Below standard: Not meeting indicators of performance 
 
Proficient represents fully satisfactory performance.  It is the rigorous standard expected for 
most experienced administrators.  Proficient administrators can be characterized as: Meeting 
expectations as an instructional leader; meeting expectations in at least two other areas of 
practice; meeting and making progress on one target related to stakeholder feedback; meeting 
state accountability growth targets on tests of core academic subjects (if available); meeting 
and making progress on three SLOs aligned to school and district priorities 
 
Supporting administrators to reach the Proficient rating is at the very heart of this evaluation 
model. 
 
Exemplary ratings are reserved for performance that significantly exceeds proficiency and 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 Developing means that performance is meeting proficiency in some components, 
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, 
for principals in their first year, performance rated Developing is expected.  If, by the end of 
three years, performance is still developing, there is cause for concern. 
 
A rating of Below Standard indicates performance that is below Developing on all components 
or unacceptably low on one or more components. 

 
DETERMINING A FINAL SUMMATIVE RATING 

 
The process for determining a final summative rating has three steps: (1) determining a practice 
rating, (2) determining an outcomes rating, and (3) combining the two for an overall final 
summative rating. 
 
A. SUMMATIVE RATING FOR PRACTICE: Leadership Practice (40%) + Stakeholder Feedback 
(10%) = 50% 
The practice rating derives from an administrator’s performance on the six performance 
expectations of the leader evaluation rubric and the stakeholder feedback target. Evaluators 
record a rating for the performance expectations that generates an overall rating for leadership 
practice.  The Stakeholder Feedback rating is combined with the Leadership Practice rating, to 
determine an overall Practice Rating. See example below: 
 



91 
 

 
 
B. SUMMATIVE RATINGS FOR OUTCOMES: Student Learning (45%) + Educator Effectiveness 
(5%) = 50% 
The outcomes rating derives from the three SLO’s and educator effectiveness outcomes.  The 
evaluator records a rating for the Student Learning Objectives agreed to at the beginning of the 
year.  The SLO’s, along with the educator effectiveness, combine to determine an overall 
Outcomes Rating. See example below: 

 
 
C. FINAL SUMMATIVE RATING: Practice (50%) + Outcomes (50%) = 100% 
The final summative rating combines the practice and outcomes ratings using the matrix below.  
Using the ratings determined for each major category: Student Outcomes-Related  
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.  
If the two major categories are highly discrepant (e.g., a rating of exemplary for Leader  
Practice and a rating of below standard for Student Outcomes), then the evaluator should  
examine the data and gather additional information in order to determine a summative  
rating. 
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EVALUATION-INFORMED PROFESSIONAL LEARNING 

 

As our core values indicate, Regional School District 13 believes that the primary purpose for 
professional learning is school improvement as measured by the success of every student. We 
also believe that professional learning must focus on creating meaningful experiences for all 
staff members. Designing evaluation‐based professional learning is a dynamic process, based 
on the individual or group of individuals’ strengths and needs. 
 
We recognize that educators as well as students learn in different ways and have different 
learning needs at different points in their career. However, learning opportunities are linked to 
the specific outcomes of the evaluation process as it relates to student learning results, 
observations of professional practice and/or results of stakeholder feedback.  

 
CAREER DEVELOPMENT AND PROFESSIONAL GROWTH 

The Regional School District 13 will provide opportunities for educator career development and 
professional growth based on the performance identified though evaluation process. 
Administrators will be able to participate in opportunities to further their professional growth, 
including attending conferences and other professional learning opportunities. 
 
For educators rated Exemplary, the following career development and professional growth 
opportunities may be available: observation of peers; mentoring/coaching early‐career 
administrators or administrators new to Regional School District 13; participating in 
Administrator’s Professional Assistance for peers whose performance is Below Standard; 
leading Professional Learning Opportunities for peers; and, targeted professional growth based 
on areas of interest or need. 
 

IMPROVEMENT AND REMEDIATION PLAN 
If an administrator’s performance is rated as developing or below standard, it signals the need 

for focused support and development. Regional 13 will support administrators not meeting the 

proficiency standard by way of an Improvement and Remediation Plan.  The plan will be 
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 Exemplary Proficient Developing Below 

Standard 

Exemplary Exemplary Exemplary Proficient Developing 

Effective Exemplary Proficient Proficient Below 

Standard 

Developing Proficient Developing Developing Below 

Standard 

Below 

Standard 

Developing Developing Below Standard Below 

Standard 
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created within 15 days after the completion of the end-of-year summative 

review.  Improvement and remediation plans will be developed in consultation with the 

administrator and his/her exclusive bargaining representative, when applicable, and be 

differentiated by the level of identified need and/or stage of development. The plan will include 

supports that will be provided to address the performance areas identified as needing 

improvement.  The Improvement and Remediation Plan will be designed and written in a 

collaborative manner. Final drafting of the plan will be the responsibility of the Superintendent. 

The Superintendent and administrator both must sign the plan.   

The contents of the plan will be confidential and must include the following components: 
1. Areas of Improvement: Identify areas of needed improvement. 
2. Rationale for Areas of Improvement: Evidence from on-site or district-site observations 

that demonstrate an area(s) needing improvement. 
3. Performance Expectation: List performance expectations rated Developing and/or Below 

Standard. 
4. Indicators for Effective Leading: Identify Exemplary practices in the areas identified as 

needing improvement. 
5. Improvement Strategies to be implemented: Provide strategies the administrator can 

implement to show improvement in performance expectations rated Developing or 
Below Standard. 

6. Tasks to Complete: Specific tasks the administrator will complete that will improve the 
performance expectations. 

7. Support and Resources: List of supports and resources the administrator will use to 
improve, e.g. professional learning opportunities, peer observation, colleague or mentor 
support, and books. 

8. Indicators of Progress: How the administrator will show progress towards Proficient 
and/or Exemplary in domains through observations, data, evidence, etc. 

9. A predetermined date to review the progress on the action steps and a target 
completion date to review the entire plan. 

 

 
DISPUTE RESOULUTION PROCESS 

In cases where the Superintendent and administrator cannot agree on goals, the evaluation period, 
feedback or other component of the Improvement and Remediation Plan, the issue shall be 
considered by the Superintendent whose decision shall be final and binding.  
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APPENDIX C – Leader Evaluation Rubric 
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