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PREFACE 

 

 

 

This document provides the rationale, policies and procedures associated with the revised teacher 

evaluation program for the Region One School District Public Schools. Procedures have been designed 

through the collective efforts of the Region One School District Teacher Evaluation Committee, which 

included teachers, related service professionals, union representation, building administrators, and central 

office curriculum staff.  The committee was charged with developing a model for the evaluation of the 

certified educators of the regionôs schools that reflected the best practices in teacher evaluation and the 

requirements of Connecticut Public Acts 12-116 and 12-2, as amended. The initial work resulted in a 

Professional Growth Continuum (hereafter, the Continuum) for teachers in Regional School District No. 

1ôs seven schools. To ensure that the Continuum reflected those aspects of teachersô practice, the 

committee shared its initial work with all teachers from the region in October 2012 and gathered feedback 

district-wide. The feedback was used to further refine the Continuum. Finally, the Region One Teacher 

Committee created recommendations for the policies and procedures associated with teacher effectiveness 

and performance evaluation. 

 

Portions of this document were taken from the (SEED) model document from the Connecticut State 

Department of Education as it reflects best practices in Teacher Evaluation and Professional 

Development. 

In addition, administrator evaluation and development, SEED model was adopted by Regional School District 

One. 
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Introduction  

  

Vision and Purpose of Teacher Evaluation  

 

An effective performance evaluation system must provide quality feedback to employees to help them to 

continue to improve their performance, while at the same time it must not be overly burdensome to 

either the employee or the supervisor.  In such a system, the definition of effective ɉȰÑÕÁÌÉÔÙȱɊ ÔÅÁÃÈÉÎÇ 

becomes paramount.  The purpose of the Region One Teacher Effectiveness and Professional Practice 

(TEPP) process is to foster and support continuous teacher growth through collaboration between 

teacher and administrator.  Region One is committed to an educator evaluation model that is designed to 

ensure that all students have competent, high quality teachers and to provide a support structure that 

builds human capacities and challenges all educators to aspire to and reach excellence.  The task of the 

original Region One School District Teacher Evaluation Committee was to develop a teacher evaluation 

model that would create such a system by developing a model that uses multiple measures to evaluate 

teacher performance and by outlining systems for providing supports for continuous improvement.  This 

plan includes numerous opportunities for administrative supervision of teachers through the use of 

multiple data sources.  The primary goal of the Region One TEPP process is to strengthen individual and 

collective practices so as to increase student learning and development. 

 

Mission and Vision Statements  

 

Please see Appendix A for the Vision and Mission Statements for Canaan, Cornwall, Kent, North Canaan, 
Region One, Salisbury, Sharon, and Central Office. 
 
Theory of Action  
 
We know teacher quality has the greatest impact on increasing student learning (Hightower, et al., 2011). 

Therefore, if the region adopts a comprehensive supervision and evaluation model that is grounded in 

current research on best practices in teaching and learning and includes student achievement at its core, 

and if the evaluation model is well articulated throughout the region such that all professionals 

understand how the region defines quality teaching, and all stakeholders are adequately trained in the 

evaluation model then ultimately student outcomes will be improved. 
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Teacher Effectiveness and Professional Practice Guidelines for  Implementation   
 

The process for implementation of the TEPP will begin in the 2013-2014 school year.  Throughout the 

development phase of the process, teachers throughout the region will have taken part in communication 

and feedback about the Region One School District Continuum of Professional Practice and the on-going 

development of our evaluation plan.  As we transition from the previous plan to the new teacher 

evaluation model, a teacher on Level IV, or designated as such for 2013-2014, will have a minimum of 

seven observations and end-of-year summary evaluations.  

 

For the year 2014-2015 and thereafter, years 1 & 2 teachers will be evaluated using six 

observations/feedback, mid-year formative conference and end-of-year summative evaluations. In Years 

3+ teachers will have a minimum of three informal observations or one formal observation (in a three 

year cycle)/ feedback, mid-year formative conference and end-of-year summative evaluation. Teachers in 

Years 3+ will have an annual review of practice (non-classroom observation). 

 

Teachers identified as developing or ineffective will receive a minimum of three formal and three 

informal observations, a mid-year conference and summative evaluation at the end of the school year.  

 

Region One has implemented the flexible modifications to SEED for the school year 2014-15 and 

subsequent years. 
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Overview  of the Teacher Evaluation P rocess 
 

The Region One School District Continuum of Professional Practice clarifies Region /ÎÅȭÓ ÄÅÆÉÎÉÔÉÏÎ ÏÆ 

effective instructional practices across five domains: Planning and Preparation, Classroom Environment, 

Instruction, Assessment, and Professional Responsibilities. Each domain includes specific indicators that 

further refine expected practices across four levels of performance and practice; Level 1 (Ineffective 

Practice); Level 2 (Developing Practice); Level 3 (Effective Practice), and Level 4 (Highly Effective 

Practice. The use of a common rubric (the Continuum) is central to the evaluation process as it serves to 

ÃÌÁÒÉÆÙ ÔÈÅ ÒÅÇÉÏÎȭÓ ÄÅÆÉÎÉÔÉÏÎ ÏÆ ÅÆÆÅÃÔÉÖÅ ÔÅÁÃÈÉÎÇ ÂÁÓÅÄ ÏÎ ÐÒÁÃÔÉÃÅÓ ÔÈÁÔ ÈÁÖÅ ÂÅÅÎ ÓÈÏ×Î ÔÏ ÂÅ 

essential to improving student learning. The Continuum ×ÉÌÌ ÂÅ ÕÓÅÄ ÔÏ ÄÅÔÅÒÍÉÎÅ τπϷ ÏÆ Á ÔÅÁÃÈÅÒȭÓ 

annual summative evaluation. Moreover, the Continuum provides a framework of common understanding 

and language to encourage productive discourse. 

 

The Continuum is the core document within the teacher practice related indicators component of the 

evaluation system and is used to help provide the standards upon which a teacherȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ÃÁÎ ÂÅ 

directly measured.  The indicators of teaching practice outlined throughout the Continuum were 

developed by Regional School District Number One faculty and administration and represent the best 

practices in teaching and learning.  Summative evaluation of teacher performance will be based upon 

evidence collected relative to the performances identified in the Continuum and teacher growth across 

performance levels will be supported and ultimately expected in each given school year.  Parent feedback 

will also be collected on teacher performance and will, in combination with teacher performance ratings, 

constitute 50% of a teacherȭÓ ÏÖÅÒÁÌÌ ÐÅÒÆÏÒÍÁÎÃÅ ÒÁÔÉÎÇȢ  4ÈÉÓ υπϷ ÉÓ a teacherȭÓ Practice Rating.  A 

portion of the performance evaluation (40%), ÏÆ ÅÁÃÈ ÔÅÁÃÈÅÒȭÓ ÓÕÍÍÁÔÉÖÅ ÅÖÁÌÕÁÔÉÏÎ ÒÁÔÉÎÇ, will be 

determined after the collection and analysis of multiple sources to document evidence of indicators 

identified in the Continuum. Evidence will be collected through both formal and informal observations of 

the teacher practice and teachers will have the opportunity to provide additional evidence that is 

believed to support their rating. Other artifacts may become data points utilizing multiple sources to 

form summative evaluations by either the evaluator or evaluatee.  

 

The rating derived from the Continuum will be combined with the results of parent feedback surveys to 

ÄÅÔÅÒÍÉÎÅ υπϷ ÏÆ Á ÔÅÁÃÈÅÒȭÓ ÆÉÎÁÌ ÓÕÍÍÁÔÉÖÅ ÅÖÁÌÕÁÔÉÏÎȢ  

 

The remaining υπϷ ÏÆ Á ÔÅÁÃÈÅÒȭÓ ÒÁÔÉÎÇ ÉÓ ÄÅÆÉÎÅÄ ÁÓ ÁÎ ȰOutcome RatingȢȱ Region One defines effective 

teachers as having ÁÔÔÁÉÎÅÄ Á ȰÐÒÏÆÉÃÉÅÎÔȱ or ȰÅØÅÍÐÌÁÒÙȱ performance rating. Conversely, ineffective 

teachers are defined as teachers at ȰÄÅÖÅÌÏÐÉÎÇȱ or ȰÂÅÌÏ× ÓÔÁÎÄÁÒÄȢȱ 45% will be derived from 

measurements of student learning growth which will be based on teacher goals developed collaboratively 

with administrators to reflect areas of need identified through student performance on (a) state and 

national ÁÓÓÅÓÓÍÅÎÔÓȟ ×ÈÅÎ ÁÖÁÉÌÁÂÌÅȟ ÁÎÄ ɉÂɊ ÌÏÃÁÌ ÁÓÓÅÓÓÍÅÎÔÓȢ !ÄÄÉÔÉÏÎÁÌÌÙȟ υϷ ÏÆ Á ÔÅÁÃÈÅÒȭÓ 

ȰOutcome Ratingȱ ×ÉÌÌ ÂÅ ÂÁÓÅÄ ÏÎ ×hole-school learning indicators. 
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The evaluation system consists of multiple measures to paint an accurate and comprehensive picture of 

teacher performance. All teachers will be evaluated in four categories, grouped in two major focus areas: 

Teacher Practice and Student Outcomes. 

 

1. Teacher Practice Related Indicators: An evaluation of the core instructional practices and skills 

that positively affect student learning. This focus area is comprised of two categories: 

 

a. Observation of teacher performance and practice (40%) as defined in the Connecticut 

Framework for Teacher Evaluation and Support, which articulates four domains and 

eighteen components of teacher practice 

b. Parent feedback (10%) on teacher practice through surveys 

 

2. Student Outcomes Related Indicators: !Î ÅÖÁÌÕÁÔÉÏÎ ÏÆ ÔÅÁÃÈÅÒÓȭ ÃÏÎÔÒÉÂÕÔÉÏÎ ÔÏ ÓÔÕÄÅÎÔ 

academic progress, at the school and classroom level. There is also an option in this focus area to 

include student feedback. This focus area is comprised of two categories: 

 

a. Student growth and development (45%) ÁÓ ÄÅÔÅÒÍÉÎÅÄ ÂÙ ÔÈÅ ÔÅÁÃÈÅÒȭÓ ÓÔÕÄÅÎÔ 

learning objectives (SLOs).  One half (or 22.5%) of the IAGDs used as evidence of whether 

goals/objectives are met shall not be determined by a single, isolated test score, but shall 

be determined through the comparison of data across assessments administered over time, 

including the state test for those teaching tested grades and subjects or another 

standardized indicator for other grades and subjects where available.  A state test can be 

used only if there are interim assessments that lead to that test, and such interim 

assessments shall be included in the overall score for those teaching tested grades and 

subjects.   

b. Whole -school measure of student learning or student feedback (5%) as determined 

by aggregate student learning indicators or student surveys. For teachers, the whole-school 

student learning indicator (WSSLI) (5% components of summative rating) is represented 

by the aggregate rating for multiple student learning indicators established for the 

ÁÄÍÉÎÉÓÔÒÁÔÏÒȭÓ ÅÖÁÌÕÁÔÉÏÎ ÒÁÔÉÎÇȢ 4ÈÉÓ ÍÅÁÎÓ ÔÈÁÔ ÔÈÅ ÒÁÔÉÎÇ ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÏÒ receives for 

his/her 45% component is what the teachers receive as the rating for their 5% WSSLI 

ÃÏÍÐÏÎÅÎÔȢ 4ÙÐÉÃÁÌÌÙȟ ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÏÒȭÓ τυϷ ÃÏÍÐÏÎÅÎÔ ÒÁÔÉÎÇ ×ÏÕÌÄ ÂÅ ÂÁÓÅÄ ÏÎ 30) 

and at least two locally-determined indicators of student learning. However, in the absence 

of SPI, this rating would be determined by the locally-determined indicators. 

 

Scores from each of the four categories will be combined to produce a summative performance rating of 

Exemplary, Proficient, Developing, or Below Standard. The performance levels are defined as: 

 

  Exemplary ɀ Substantially exceeding indicators of performance 

  Proficient ɀ Meeting indicators of performance 

  Developing ɀ Meeting some indicators of performance but not others 

  Below Standard ɀ Not meeting indicators of performance (SEED Pilot State Model, Pg. 5) 
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Prima ry and Complementary Evaluators  

The primary evaluator for most teachers will be the school principal or assistant principal, who will be 

responsible for the overall evaluation process, including assigning summative ratings. Some schools may 

also decide to use complementary evaluators to assist the primary evaluator. Complementary evaluators 

are certified teachers, although they may also have administrative certification. They may have specific  

content knowledge, such as department heads or curriculum coordinators. Complementary evaluators 

must be fully trained as evaluators in order to be authorized to serve in this role. 

 

Complementary evaluators may assist primary evaluators by conducting observations, collecting 

additional evidence, reviewing student learning objectives (SLOs), and providing additional feedback. A 

complementary evaluator should share his or her feedback with the primary evaluator as it is collected 

and shared with teachers. 

 

Primary evaluators will have sole responsibility for assigning final summative ratings and must achieve 

proficiency on the training modules provided. (SEED Pilot State Model, Pg. 8) 

 

Processes and information relative to measurement of performance in these four main categories of 

performance evaluation are outlined in the sections that follow. 

 

Evaluators of teachers will be trained in observation and evaluation, as well as how to provide quality 

feedback. Administrators have participated and will continue to participate in Connecticut State 

Department of Education training sessions. 
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Figure 1. Categories of Performance Evaluation  
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Figure 2. Practice Rating  

 

 
 

Figure 3. Outcome Rating  
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Components of Performance Evaluation  

 

Category 1 - Teacher Performance and Practice (40 % of final rating)  

 

Procedures for Observational Practice  

Forty percent (40%) of a teacherȭÓ ÅÖÁÌÕÁÔÉÏÎ ÓÈÁÌÌ ÂÅ ÂÁÓÅÄ ÏÎ ÏÂÓÅÒÖÁÔÉÏÎ ÁÎÄ ÅÖÉÄÅÎÃÅ ÃÏÌÌÅÃÔÉÏÎ of 
teacher practice and performance as articulated in the Region One School District Continuum of 
Professional Practice.  The Continuum will be used as the guide for the collection of evidence for 
observable practice and feedback.  
 
Observations, both formal and informal, will be used to collect evidence of the quality of teacher practice.  
For those domains for which direct observation is impossible, or would not provide reliable evidence, 
additional evidence will be collected by both the teacher and the evaluator. Assertions about teacher 
performance (by an evaluator) in this category will be made based on a variety of data collection 
approaches in multiple settings and a careful review of all evidence with particular attention to patterns 
in teacher practice. Furthermore, evidence collection approaches will be differentiated based on a 
ÔÅÁÃÈÅÒȭÓ ÅØÐÅÒÉÅÎÃÅÓ ÁÎÄ ÌÅÖÅÌÓ ÏÆ ÐÒÅÖÉÏÕÓÌÙ ÄÏÃÕÍÅÎÔÅÄ ÐÅÒÆÏÒÍÁÎÃÅȢ  
 
Observations are defined as follows: (Generally, accepted timeline for feedback shall not exceed ten 
school days) 
 
Announced Formal In-Class Observation: Approximately 45 minutes in length, if appropriate. Formal 
observation preceded by a pre-observation conference and followed by a post-observation conference. 
Verbal feedback will be provided to the teacher within a reasonable period of time of the observation at a 
scheduled post-observation conference. Formal written feedback will be provided within a reasonable 
time frame of the observation and following the post-observation conference. 
 
Unannounced Informal In-Class Observation: Approximately 10-20 minutes. Verbal or written  feedback 
will be provided to the teacher within ten (10) school days following the observation at a scheduled post-
observation conference. Formal written feedback will be provided within a reasonable time frame after 
the observation and following the post-observation conference. 
 
Walkthrough: Regional School District Number One defines a classroom walkthrough as short (lasting 
between 5 and 10 minutes), informal observations of classroom teachers and students followed by 
feedback, conversation, and/or action (Kacher, Stout & Edwards, 2010). Feedback to the teacher, in 
either written  or verbal form, should occur as soon as possible following the walkthrough. 
 
Reviews of practice are non-classroom observations, including but not limited to: observations of data 
team meetings, observations of coaching/mentoring other teachers, review of lesson plans, or other 
teaching artifacts. 
 
The review of practice is only a requirement for teachers in at least their third year of practice who have 
Á ÐÒÅÖÉÏÕÓ ÓÕÍÍÁÔÉÖÅ ÒÁÔÉÎÇ ÏÆ ȰÅÆÆÅÃÔÉÖÅȱ ÏÒ ȰÅØÅÍÐÌÁÒÙȱ ɀ either as part of a combination of three (3) 
observations/reviews of practice or every year under the Flexibility Options. Reviews of practice for 
teachers in Tier 1 would be an option for the Professional Development and Evaluation Committee to 
discuss. 
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Teacher Self-Assessment  
Each year, teachers will self-assess against the Region One School District Continuum of Professional 

Practice, set and demonstrate growth around professional learning goals, and collect and reflect with 

their supervisor on documentation and artifacts relative to effective practices. Teachers will complete a 

self-reflection (See page 65 in Appendix C) based on the Region One School District Continuum of 

Professional Practice to plan and assess their progress and development each year according to the time 

frame. 

 

Guiding Questions for Teacher Self-Assessment/Reflection  
 
To be completed by teacher prior to the MidYear Conference and End-of-Year Conference with 
evaluator. 
 

(1) Describe your progress to date for each SLO/goal . 
 

(2) Describe the professional learning and/or strategies that have contributed to your progress. 
 

(3) What additional resources do you need as work continues on your SLOs/goals? 
 

(4) Describe any challenges or barriers to achieving your SLOs/goals. 
 

(5) What opportunities have you taken to read and share articles, books, research, etc., related to 
your placement on the Continuum of Professional Practice? 
 
(6) What modified action steps and/or adjustments will you implement to address challenges or 
continue to make progress towards your SLOs/goals? 
 
(7) How have you collaborated throughout the school year with colleagues regarding your 
SLO/goals? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

15 

Self -Evaluation/Observati on Timeline for Tier I Teachers  

 

(Years 1 and 2 teachers and tÅÁÃÈÅÒÓ ×ÉÔÈ ȰDeveloping Practiceȱ ÏÒ ȰIneffective PracticeȱɊ 
¶ Three formal in-class observations 
¶ Three informal in-class observations 

Action  Document  Person Responsible  Timeline  
Continuum Rubric 
Completion at previous 
year's EOY conference 

Continuum of Professional 
Practice 

teacher and evaluator June (Previous year) 

Develop 1 SLO and ς )!'$ȭÓ 
(22.5%, 22.5%) 
                 
                     Or  
 
2 SLOɂOne standard 
(22.5%) 
And one non-standard 
(22.5%) 
 

Goal Setting form and 
Continuum 

teacher and evaluator By November 15 

One formal observation and 
one informal observation 

Pre- and post-observation 
forms (teacher); 
observation reports 
(evaluator) 

teacher and evaluator By November 15 

Total of two formal 
observations and two 
informal observations 

Pre- and post-observation 
forms (teacher); 
observation reports 
(evaluator) 

teacher and evaluator By January 2 

Mid-Year conference Mid-year self-evaluation 
form and Continuum 

teacher and evaluator Between January 2 and 
March 15 

Total of three formal 
observations and three 
informal observations 

Pre- and post-observation 
forms (teacher); 
observation reports 
(evaluator) 

teacher and evaluator By April 1 

Completion of the 
Continuum  

Continuum of Professional 
Practice 

teacher By end-of-year conference 
date (before scheduled last 
day of school) 

Completion of the 
Continuum  

Continuum of Professional 
Practice 

evaluator By end-of-year conference 
date (before scheduled last 
day of school) 

End-of-Year conference. 
Teacher provides completed 
self-reflection, final 
evidence and artifacts. 
Evaluator provides draft of 
completed Continuum. 

Self-evaluation form and 
Continuum of Professional 
Practice 

teacher and evaluator Between May and June 

Summative evaluation 
presented to teacher for 
signature 

Summative Evaluation Evaluator By June 30 
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Self-Evaluation/Observation Timeline for Tier II Teachers  
 

(4ÅÁÃÈÅÒÓ ×ÉÔÈ ȰEffectiveȱ ÏÒ ȰExemplaryȱ ×ÈÏ ÁÒÅ ÉÎ 9ÅÁÒ σ or beyond) 
¶ One Formal In-Class Observation ɀ Every three years 
¶ Three Informal  In-Class Observations ɀ In off-cycle years 
¶ Also needed, at least one review of practice every year (non-classroom observations of practice) 

Action  Document  Person Responsible  Timeline  
Continuum Rubric 
Completion at previous 
year's EOY conference 

Continuum of Professional 
Practice 

teacher and evaluator June (Previous year) 

Develop 1 SLO and ς )!'$ȭÓ 
(22.5%, 22.5%) 
                 
                     Or  
 
2 SLOɂOne standard 
(22.5%) 
And one non-standard 
(22.5%) 

Goal Setting form and 
Continuum 

teacher and evaluator By November 15 

One formal observation Observation report 
(evaluator) 

evaluator Before mid-year conference 

Mid-Year Conference Self-evaluation form and 
Continuum 

teacher and evaluator Between January 2 and 
March 15 

Total of three informal 
observations or one formal 
observation (1 in three year 
cycle) 

Pre- and post-observation 
forms (teacher);** 
observation reports ** 
(evaluator) 

teacher and evaluator Before end-of-year 
conference 

Completion of the 
Continuum  

Continuum of Professional 
Practice 

teacher By end-of-year conference 
date 

Completion of the 
Continuum 

Continuum of Professional 
Practice 

evaluator By end-of-year conference 
date 

End-of-Year conference. 
Teacher provides completed 
self-reflection, final 
evidence and artifacts. 
Evaluator provides draft of 
completed Continuum. 

Self-evaluation form and 
Continuum of Professional 
Practice 

teacher and evaluator Between May and June 

Summative evaluation 
presented to teacher for 
signature 

Summative Evaluation evaluator By June 30 

 
** Plus: - Parent Engagement Goal 
               - Whole School Student Learning Indicator 
 
** Informals do not require a Pre-Conference  
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Artifactual Evidence  
 
The purpose of the artifactual evidence is to provide supporting documentation of the domains in the 
Continuum of Professional Practice.  The artifactual evidence enables the teacher to self-reflect, 
demonstrate quality work, and allows for focused conversations with an evaluator.  The emphasis is on 
the quality of work supporting the domains, not the quantity of materials presented.  The mid-year 
conference provides focus on which indicators may require additional evidence as identified in the 
Resource GuideɂArtifact Evidence.  It is not expected that artifacts are required for each indicator. 
 

Artifactual Evidence  for Tier I Teachers  
 
Year 1/ Year 2 teachers may re fer to  TEAM documentation as part of their self-evaluation .  Other 
content may include items in Examples of Evidence Form 1. Team reflection papers may not be 
submitted as evidence.  
 

Action  Person Documents  Timeline  

Identify documents that 
may support the goal 
and could be included 
in the End-of-Year 
conference  

Teacher Completed Continuum-
Aligned Evidence 
Planning Sheet 
(Form 2 see pg. 58) 

September-November 

Begin collection of 
materials 

Teacher  
 

Evidence of two 
domains:  Classroom 
Environment and 
Planning & Preparation 
(See Form 1 on pg. 56 
for examples) 

September (pre-data) 

Finalize artifactual 
evidence for mid-year 
conference 

Teacher and 
Evaluator 

Evidence of two 
domains:  Instruction 
and Assessment 
(See Form 1 on pg. 56 
for examples) 

January 2ɀFebruary 15 

Continue to collect 
materials 

Teacher  
 

Evidence of final 
domain:  Professional 
Responsibilities 
(See Form 1 on pg. 56 
for examples) 
 

March-June 

Complete evidence 
collection 

Teacher  
 

Documentation and 
collection of all other 
evidence/artifacts  

May-June 

Bring evidence to End-
of-Year Conference 

Teacher and 
Evaluator 

Final Documentation May-June 
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Artifactual Evidence  for Tier II Teachers  
 
Teachers in this category may include items in Form 1.  
 

Action  Person Documents  Timeline  

Identify documents 
that may support the 
SLOs/goals and could 
be included as 
artifactual evidence 

Teacher Completed Continuum-
Aligned Evidence 
Planning Sheet (see 
Form 2 on pg. 58) 

September 

Revision following Mid-
Year Conference 

Teacher and 
Evaluator 

Revised Continuum-
Aligned Evidence 
Planning Sheet  
(Form 2 see pg. 58) 

January 

Bring evidence to the 
End-of-Year conference 

Teacher and 
Evaluator 

Final Documentation May 

 Note:  At the mid-year conference the evaluator and teacher will discuss the types of evidence or 
additional evidence/artifacts that may be necessary to provide multiple sources of data.   

 
 
 

Stakeholder Feedback  Protocols  
 

Surveys provide valuable feedback from key stakeholders in the school community. The results provide 
important information regarding the overall learning experience.  
 
10% of a teacherȭÓ ÅÖÁÌÕÁÔÉÏÎ ×ÉÌÌ ÂÅ ÂÁÓÅÄ ÏÎ parent feedback . 
 
Requirements: 
 

¶ Surveys must be fair, reliable, valid, and useful  
¶ Student surveys are created and administered in an age-appropriate manner 
¶ Surveys will be administered electronically 
¶ Survey results are confidential and anonymous 
¶ Results align with and influence student learning objectives (SLOs/goals) 
¶ Sample surveys created by the Connecticut State Department of Education for pilot administration 

in the 2013-2014 school year 
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Category 2 - Parent Feedback (10 %) 

 
Ten percent (10%) of a teacherȭÓ ÅÖÁÌÕÁÔÉÏÎ ÓÈÁÌÌ ÂÅ based on parent feedback.  Regional School District 
Number One will use whole-school parent survey data to support school and teacher goal-setting at the 
beginning of each school year. Connections will be madeȟ ×ÈÅÎ ÁÐÐÒÏÐÒÉÁÔÅȟ ÂÅÔ×ÅÅÎ Á ÔÅÁÃÈÅÒȭÓ Student 
Learning Objectives (SLOs) and the results of the parent feedback survey data to ensure that the parent 
feedback is taken seriously and used to support increased student performance. 
 
Parent surveys will be administered each year.  A baseline survey of parents will be conducted in April 
2014 to provide data for the initial (pilot) year of the regional evaluation plan. In subsequent years, 
administrators and teachers will collaboratively analyze survey data from the previous school year to 
elicit school-wide goals for improved student performance based on parent feedback. Individual teachers 
or groups of teachers may, in collaboration with their evaluator, develop a professional growth goal 
related to the results of the parent feedback survey data. 
 
Feedback from parents will be used to help determine the remaining 10% of the Teacher Practice 
Indicators focus area of SEED. 
 
The process described below focuses on: 

1. conducting a whole-school parent survey (meaning data is aggregated at the school level), 
2. determining several school-level parent goals based on the survey feedback, 
3. teacher and evaluator identifying one related parent engagement goal and setting 

improvement targets, 
4. measuring progress on growth targets, and 
5. ÄÅÔÅÒÍÉÎÉÎÇ Á ÔÅÁÃÈÅÒȭÓ ÓÕÍÍÁÔÉÖÅ ÒÁÔÉÎÇ - this parent feedback rating shall be based on four 

performance levels 
 

1. Administration of a Whole-School Parent Survey 
Parent surveys should be conducted at the whole-school level as opposed to the teacher level, meaning 
parent feedback will be aggregated at the school level. This is to ensure adequate response rates from 
parents. 
 
Parent surveys must be administered in a way that allows parents to feel comfortable providing feedback 
without fear of retribution. Surveys should be confidential, and survey responses should not be tied to 
ÐÁÒÅÎÔÓȭ ÎÁÍÅÓȢ 4ÈÅ ÐÁÒÅÎÔ ÓÕÒÖÅÙ ÓÈÏÕÌÄ ÂÅ ÁÄÍÉÎÉÓÔÅÒÅÄ ÅÖÅÒÙ ÓÐÒÉÎÇ ÁÎÄ ÔÒÅÎÄÓ ÁÎÁÌÙÚÅÄ ÆÒÏÍ ÙÅÁÒ-
to-year. 
 
Note: CSDE recognizes that in the first year of implementation baseline parent feedback may not be 
available. Teachers can set a goal based on previously-collected parent feedback, or if none is available, 
teachers can set a parent engagement goal that is not based on formal parent feedback. 
 
Appendix J contains a model parent survey that can be used to collect parent feedback. Districts may use 
that survey, use existing survey instruments or develop their own. School districts are encouraged to 
work closely with teachers to develop the survey and interpret results. Parent representatives may be 
included in the process, but if a school governance council exists, the council must be included in this 
process. Parent surveys deployed by districts should be valid (that is, the instrument measures what it is 
intended to measure) and reliable (that is, the use of the instrument is consistent among those using it 
and is consistent over time). 
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2. Determining School-Level Parent Goals 
Principals and teachers should review the parent survey results at the beginning of the school year to 
identify areas of need and set general parent engagement goals based on the survey results and other 
appropriate data sources. Ideally, this goal-setting process would occur between the principal and 
teachers (possible during faculty meetings) in August or September so agreement could be reached on 2-
3 improvement goals for the entire school. 
 

3. Selecting a Parent Engagement Goal and Improvement Targets 
After these school-level goals have been set, teacher will determine through consultation and mutual 
agreement with their evaluators, one related parent goal they would like to pursue as part of their 
evaluation. Possible goals include improving communication with parents, helping parents become more 
effective in support of homework, improving parent-teacher conferences, etc. 
 
Teachers will also set improvement targets related to the goal they select. For instance, if the goal is to 
improve parent communication, an improvement target could be specific to sending more regular 
correspondence to parents such as sending bi-weekly updates to parents or developing a new website for 
ÔÈÅÉÒ ÃÌÁÓÓȢ 0ÁÒÔ ÏÆ ÔÈÅ ÅÖÁÌÕÁÔÏÒȭÓ ÊÏÂ ÉÓ ÔÏ ÅÎÓÕÒÅ ɉρɊ ÔÈÅ ÇÏÁÌ ÉÓ ÒÅÌÁÔÅÄ ÔÏ ÔÈÅ ÏÖÅÒÁÌÌ ÓÃÈÏÏÌ 
improvement parent goals, and (2) that the improvement targets are aligned and attainable. 
 

4. Measuring Progress on Growth Targets 
Teachers and their evaluators should use their judgment in setting growth/improvement targets for the 
parent feedback category. There are two ways a teacher can measure and demonstrate progress on their 
growth targets. A teacher can (1) measure how successfully they implement a strategy to address an area 
of need (like examples in the previous section), and/or (2) they can collect evidence directly from parents 
to measure parent-level indicators they generate. For example, a teacher could conduct interviews with 
parents or utilize a brief parent survey to see if they improved on their growth target. 
 

5. Arriving at a Parent Feedback Rating 
The Parent Feedback rating should reflect the degree to which a teacher successfully reaches his/her 
parent goal and improvement targets. This is accomplished through a review of evidence provided by the 
teacher and application of the scale below. 
 
 
As required by the State PEAC guidelines, parent feedback will be anonymous and not targeted at any 

individual teacher. The data collected through the survey will be reported in the aggregate and reviewed 

by the teacher and evaluator during the End-of-Year conference, during which supervisors and teachers 

will, using reliable and valid evidence, determine the degree to which the teacher has met established 

school or individual goals set. Focus on the indicators outlined in the Regional School District Number One 

Continuum of Professional Practice will be taken into consideration to assist in the final rating of a 

ÔÅÁÃÈÅÒȭÓ ÐÅÒÆÏÒÍÁÎÃÅ ÉÎ ÔÈÉÓ category, and the following scale will be used in alignment with the 

Continuum. 
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Parent Feedback 

 

Exemplary  Proficient  Developing  Below Standard  

Level 4 Level 3 Level 2 Level 1 

Exceeded Goal Met Goal Partially Met Goal Did Not Meet Goal 

 
 
Arrangements for the administration of the Parent Survey will be made by each individual school through 

its leadership team. It is expected that parents would be able to take the survey in the school building or 

at home during a pre-determined time frame.  A building designee or designees will be responsible for 

collecting and analyzing the results of the survey no later than two weeks after the conclusion of the 

administration.  Within one month from the administration of the survey, the building principal will 

disseminate the information to the faculty.  Each year a building level focus group comprised of faculty, 

administrators, students, and parents will review and refine the surveys.  See Appendix J for the Parent 

Survey document. 

 

 

Category 3  ɀ Whole -School Measures of Student Learning or Student Feedback 

(WSSLI) (5%)  

 

Whole -school measure of student learning or student feedback (5%) as determined by 

aggregate student learning indicators or student surveys. For teachers, the whole-school student 

learning indicator (WSSLI) (5% components of summative rating) is represented by the aggregate 

ÒÁÔÉÎÇ ÆÏÒ ÍÕÌÔÉÐÌÅ ÓÔÕÄÅÎÔ ÌÅÁÒÎÉÎÇ ÉÎÄÉÃÁÔÏÒÓ ÅÓÔÁÂÌÉÓÈÅÄ ÆÏÒ ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÏÒȭÓ ÅÖÁÌÕÁÔÉÏÎ 

rating. This means that the rating the administrator receives for his/her 45% component is what 

ÔÈÅ ÔÅÁÃÈÅÒÓ ÒÅÃÅÉÖÅ ÁÓ ÔÈÅ ÒÁÔÉÎÇ ÆÏÒ ÔÈÅÉÒ υϷ 733,) ÃÏÍÐÏÎÅÎÔȢ 4ÙÐÉÃÁÌÌÙȟ ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÏÒȭÓ 

45% component rating would be based on SPI and at least two locally-determined indicators of 

student learning. However, in the absence of SPI, this rating would be determined by the locally-

determined indicators. 
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Category 4 - Student Learning (45% ) 
 
Forty-five percent (45%) of a teacherȭÓ summative evaluation rating shall be based on attainment of at 
least two goals for student growth (Student Learning Objectives or SLOs) that use multiple indicators of 
academic growth and development to measure teacher performance.  
 
¶ One half (or 22.5%) of the evidence used by an evaluator to make judgment in this category shall 

be based on Á ÔÅÁÃÈÅÒȭÓ ÇÏÁÌÓ ÒÅÌÁÔÅÄ ÔÏ the state or national test for those teaching grades and/or 
disciplines tested, or another standardized indicator for other grades and subjects, where 
available.  

¶ The other half (22.5%) of the evidenced used by an evaluator to make a judgment in this category 
ÓÈÁÌÌ ÂÅ ÂÁÓÅÄ ÏÎ Á ÔÅÁÃÈÅÒȭÓ ÇÏÁÌÓ ÒÅÌÁÔÅÄ ÔÏ ÎÏÎ-standardized assessments of student growth and 
achievement, including, but not limited to: 

o A maximum of one additional standardized indicator, if there is mutual agreement, subject 
to the local dispute resolution procedure. 

o A minimum of one non-standardized indicator. 
 
Goals and Student Learning Objectives  
 
Annual goal-setting is not a new phenomenon in Region One, and the Connecticut Guidelines for Teacher 
Evaluation ÒÅÑÕÉÒÅ ÔÈÁÔ ÔÅÁÃÈÅÒÓ ÅÓÔÁÂÌÉÓÈ ȰÁÔ ÌÅÁÓÔ ÏÎÅ ÂÕÔ ÎÏÔ ÍÏÒÅ ÔÈÁÎ ÆÏÕÒ ÇÏÁÌÓȾÏÂÊÅÃÔÉÖÅÓ ÆÏÒ 
ÓÔÕÄÅÎÔ ÇÒÏ×ÔÈȱ (2012a, p. 10). Additionally, while not specifically stated in the Guidelines, it is clear that 
additional goals will be required of teachers, as the Guidelines describe conferences between teachers and 
ÁÄÍÉÎÉÓÔÒÁÔÏÒÓȟ ȰÔÈÁÔ ÁÌÌÏ× ÅÖÁÌÕÁÔÏÒÓ ÁÎÄ ÔÅÁÃÈÅÒÓ ÔÏ ÓÅÔ ÇÏÁÌÓȱ ɉςπρςÁȟ ÐȢ ρτɊȠ ÁÎÄ ȰÔeacher ratings in 
ÔÈÉÓ ÁÒÅÁ ÍÁÙ ÂÅ ÂÁÓÅÄ ÏÎ Á ÔÅÁÃÈÅÒȭÓ ÉÍÐÒÏÖÅÍÅÎÔ ÉÎ ÐÅÒÆÏÒÍÁÎÃÅ ÇÏÁÌÓ ÂÁÓÅÄ ÏÎ ÓÔÕÄÅÎÔ ÆÅÅÄÂÁÃËȱ 
ɉςπρςÁȟ ÐȢ ρφɊȢ !ÄÄÉÔÉÏÎÁÌÌÙȟ ÔÈÅ Ȱ3%%$ $ÏÃÕÍÅÎÔȟȱ 3%%$ȡ #ÏÎÎÅÃÔÉÃÕÔȭÓ 3ÙÓÔÅÍ ÆÏÒ %ÄÕÃÁÔÏÒ %ÖÁÌÕÁÔÉÏÎ 
and Development, published in 2012 appears to require between one and three goals that are aligned 
with the Regional School District Number One Continuum of Professional Practice. 
 
Flexibility options for 2014-2015, and subsequent years, to the State Guidelines require one SLO with 
two IAGDs which include one classroom-based assessment (non-standard) and one non-state 
standardized assessment (e.g. DRP, AIMSweb, regional assessments). Flexibility  Options communication 
clarifies that teachers can select between one and four goal(s)/objectives for student growth. If teachers 
select only one goal/objective, then there needs to be at least two indicators for academic growth and 
development (IAGD). If a teacher selects more than one goal/objective, then each goal/objective needs to 
have at least one IAGD. One half (22.5%) of the IAGDs used as evidence of whether the goal/objective is 
met, shall be based on standardized indicators other than the state test for 2014-2015, and subsequent 
years, pending federal approval. The other half (22.5%) of IAGDs shall be based on a minimum of one 
non-standardized indicator. There could be multiple ɀ more than two - IAGDs, but two IAGDs that meet 
the standardized and non-standardized requirement would be acceptable (SDE ɀ May 2014). 
 
For purposes of the Region One Educator Evaluation and Development Plan, codified in the Regional 
School District Number One Continuum of Professional Practice, the number and types of goals will vary 
ÂÁÓÅÄ ÏÎ ÔÈÅ ÔÅÁÃÈÅÒȭÓ ÙÅÁÒÓ ÏÆ ÅØÐÅÒÉÅÎÃÅ ÁÎÄ ÐÒÉÏÒ ÐÅÒÆÏÒÍÁÎÃÅ ÒÁÔÉÎÇÓȢ 
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SMART Goals 
 
SMART Goals first appeared in literature in a 1981 article by George T. Doran. Doran posited that 
ÍÁÎÁÇÅÒÓ ȰÁÒÅ ÃÏÎÆÕÓÅÄ ÂÙ ÁÌÌ ÔÈÅ ÖÅÒÂÉÁÇÅ ÆÒÏÍ ÓÅÍÉÎÁÒÓȟ ÂÏÏËÓȟ ÍÁÇÁÚÉÎÅÓȟ ÃÏÎÓÕÌÔÁÎÔÓȟ ÁÎÄ ÓÏ ÏÎȱ 
(p.36) and coined the acronym SMART to help those managers craft meaningful objectives. It is 
interesting to note that Doran actually used SMART to describe objectives and not goals. Doran suggested 
that all objectives should be: 
 
¶ Specific: target(ing) a specific area for improvement; 
¶ Measurable: quantifiable or at least suggesting an indicator of success; 
¶ Assignable: specifying who will be doing it; 
¶ Realistic: stating what results can realistically be achieved, given available resources; and 
¶ Time-Related: specifying when the results can be achieved (p. 36). 
 

 
Doran ÍÁÄÅ ÃÌÅÁÒ ÔÈÁÔ ÅÖÅÒÙ ÏÂÊÅÃÔÉÖÅ ÄÉÄ ÎÏÔ ÎÅÅÄ ÔÏ ÈÁÖÅ ÁÌÌ ÆÉÖÅ ÃÏÍÐÏÎÅÎÔÓȟ ÂÕÔ ÒÁÔÈÅÒ ÔÈÁÔ ȰÔÈÅ 
ÃÌÏÓÅÒ ×Å ÇÅÔ ÔÏ ÔÈÅ 3-!24 ÃÒÉÔÅÒÉÁ ÁÓ Á ÇÕÉÄÅÌÉÎÅȟ ÔÈÅ ÓÍÁÒÔÅÒ ÏÕÒ ÏÂÊÅÃÔÉÖÅÓ ×ÉÌÌ ÂÅȱ ɉÐȢσφɊȢ 
 
Newer versions of the SMART acronym both alter the meanings of the letters and allow for the use of the 
SMART process for goals. The Connecticut SEED (2012) document describes SMART goals in this way: 
 
¶ Specific and strategic: The goal should be well defined enough that anyone with limited knowledge 

of your intent should understand what is to be accomplished. 
 
¶ Measurable: Goals need to be linked to some form of a common measure that can be used as a way 

to track progress toward achieving the goal. 
 

¶ Aligned and attainable: The goal must strike the right balance between being attainable and 
aligned to standards but lofty enough to impact the desired change. 
 

¶ Results-oriented: All goals should be stated as an outcome or result. 
 

¶ Time-bound: The time frame for achieving the goal must be clear and realistic (p. 41). 
 

Guidelines for Writing SMART Goals 
 
The criteria for assessing student growth using multiple indicators of academic growth and development 
will be developed through professional discourse by each teacher and his or her evaluator at the 
beginning of the year.  In the event mutual agreement is not reached it will go through the Dispute 
Resolution Process. Examples of indicators that may be used to produce evidence of academic growth 
and development include but are not limited to: 
¶ Standardized Indicators 

o Standardized assessments are characterized by the following attributes: 
Á Administered and scored in Á ÃÏÎÓÉÓÔÅÎÔȟ ÏÒ ȰÓÔÁÎÄÁÒÄȱ manner; 
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Á Aligned to a set of acadÅÍÉÃ ÏÒ ÐÅÒÆÏÒÍÁÎÃÅ ȰÓÔÁÎÄÁÒÄÓȠȱ 
Á Broadly administered (e.g. nation or statewide); 
Á Commercially produced; 
Á Often administered only once a year. 

o Standardized assessments include, but are not limited to: 
Á AP exams; 
Á SAT-9; 
Á AIMSweb; 
Á DRA (administered more than once a year); 
Á DIBELS (administered more than once a year); 
Á NWEA (administered more than once a year); 
Á Trade certification exams; 
Á Standardized vocational ED exams; 
Á Curriculum-based assessments taken from banks of state-wide, CCSS assessment 

consortium assessment item banks, or commercially produced, such as Blue Ribbon 
Study. 

¶ Non-standardized Indicators 
o Non-standardized indicators include, but are not limited to: 

Á Performances rated against a rubric (such as: music performance, dance 
performance); 

Á Performance assessments or tasks rated against a rubric (such as: constructed 
projects, student oral work  and other written work);  

Á Artifactual evidence of student work rated against a rubric; 
Á Curriculum-based assessments, including those constructed by a teacher or team of 

teachers;  
Á Periodic assessments that document student growth over time (such as: formative 

assessments, diagnostic assessments, district benchmark assessments); 
Á Other indicators (such as: teacher developed tests, student written work, 

constructed project). 
 

When selecting indicators used to gauge attainment of goals: 
Á Teachers and their evaluators shall agree on a balance in the weighting of standardized and non-

standardized indicators as previously described. 
Á The completed SLOs/goals with associated indicators must meet three criteria: deeply relevant to 

the teacherȭÓ ÁÓÓÉÇÎÍent and address a significant portion of his or her students; include specific, 
measurable evidence; ÂÅ ÁÔÔÁÉÎÁÂÌÅ ÂÕÔ ÁÍÂÉÔÉÏÕÓ ÁÎÄ ÒÅÐÒÅÓÅÎÔ Á ÙÅÁÒȭÓ ×ÏÒÔÈ ÏÆ ÇÒÏ×ÔÈ ɉÏÒ 
ÓÅÍÅÓÔÅÒȭÓ ×ÏÒÔÈ ÁÓ ÁÐÐÒÏÐÒÉÁÔÅɊȢ )ÎÄÉÃÁÔÏÒÓ ÃÁÎ ÁÄÄÒÅÓÓ ÓÕÂÇÒÏÕÐÓ ÁÓ ÁÐÐÒÏÐÒÉÁÔÅȢ 

Á Teachers are encouraged to collaborate on SLOs with grade level or subject partners. SLOs can 
also be the same for a group of teachers, but quantitative targets can be different based on the 
specific students assigned to the teacher.  

 
Within the process, the following are descriptions of developing Indicators of Academic Growth and 
Development (IAGDs).  
Á Fair to students - The indicator of academic growth and development is used in such a way as to 

provide students an opportunity to show that they have met or are making progress in meeting 
the learning objective.  The use of the indicator of academic growth and development is as free as 
possible from bias and stereotype. 
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Á Fair to teachers - The use of an indicator of academic growth and development is fair when a  
teacher has the professional resources and opportunity to show that his or her students have 
made growth and when the indicator is appropriate to the teacherȭÓ ÃÏÎÔÅÎÔȟ ÁÓÓÉÇÎÍÅÎÔ ÁÎÄ ÃÌÁÓÓ 
composition. 

Á Reliable - Use of the indicator is consistent among those using the indicators and over time. 
Á Valid - The indicator measures what it is intended to measure. 
Á Useful - The indicator may be used to provide the teacher with meaningful feedback about student 

knowledge, skills, perspective, and classroom experience that may be used to enhance student 
learning and provide opportunities for teacher professional growth and development. 
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Goal-Setting Conferences and Timelines  
 
The annual evaluation process between a teacher and an evaluator (principal or designee) is anchored by 
three performance conversations. These conversations between the teacher and evaluator will occur at 
the beginning, middle and end of the year.  The purpose of these conversations is to clarify expectations 
for the evaluation process, provide comprehensive feedback to each teacher on his or her performance, 
set development goals, identify development opportunities, and promote collaboration.  These 
conversations are collaborative and require reflection and preparation by both the evaluator and the 
teacher in order to be productive and meaningful. 
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Figure 4 : Overview of Goal Setting Timeline  
 

 
 
Goal Setting and Planning:  
Timefr ame:  On or before November 15 . 
 
1. Orientation on Process:  To begin the evaluation process, evaluators meet with teachers, in a group or 
individually, to discuss the evaluation process and their roles and responsibilities in it.  In this meeting, 
they will discuss any school or district priorities tha t should be reflected in the SLOs/goals, and they will 
commit to set time aside for the types of collaboration required by the evaluation process.  
 
2. Teacher Reflection and Goal-Setting:  The teacher examines student data, prior yearȭÓ evaluation and 
survey results and the Region One Continuum of Professional Practice to draft SLOs/goals. As an option, 
the teacher may collaborate in grade-level or subject matter teams to support the goal-setting process.  
Teachers will establish an individual goal which may be shared by others. 
 
3. Goal-Setting Conference:  The evaluator and teacher ÍÅÅÔ ÔÏ ÄÉÓÃÕÓÓ ÔÈÅ ÔÅÁÃÈÅÒȭÓ proposed goals and 
objectives in order to arrive at mutual agreement about them.  The teacher collects evidence about 
ÈÉÓȾÈÅÒ ÐÒÁÃÔÉÃÅ ÁÎÄ ÔÈÅ ÅÖÁÌÕÁÔÏÒ ÃÏÌÌÅÃÔÓ ÅÖÉÄÅÎÃÅ ÁÂÏÕÔ ÔÈÅ ÔÅÁÃÈÅÒȭÓ ÐÒÁÃÔÉÃÅ ÔÏ ÓÕÐÐÏÒÔ ÔÈÅ ÒÅÖÉÅ×Ȣ  
The teacher and his/her evaluator must mutually agree on the goals and indicators of IAGDs. 
 

Orientation to the process

August (back to school): 
Brainstorm ideas of what 

types of evidence to collect 
throughout the year

Before Nomveber 15 meet 
with evaluator (beginning-of-

year conference) to 
collaboratively set 

SLOs/goals and decide on 
evidence

Collect data to support the 
development of SLOs

November-December: 
Continue gathering evidence 

related to SLOs/goals

By March 15 meet with 
evaluator for mid-year 

conference to assess progress 
on SLOs/goals and adjust 

them if necessary

Spring: From observation 
feedback examine indicators 

on the Continuum of 
Professional Practice and 
gather evidence related to 

those indicators

Between May and June meet 
with evaluator for the end-of-

year conference; bring 
artifactual evidence and self-

assessment
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Mid -Year Check-In:  
Timeframe:  Between January 2  and March  15 
 
1. Reflection and Preparation:  The teacher and evaluator reflect on evidence collected during the school 
year ÔÏ ÄÁÔÅ ÁÂÏÕÔ ÔÈÅ ÔÅÁÃÈÅÒȭÓ ÐÒÁÃÔÉÃÅ ÁÎÄ ÓÔÕÄÅÎÔ ÌÅÁÒÎÉÎÇ ÉÎ ÐÒÅÐÁÒÁÔÉÏÎ ÆÏÒ ÔÈÅ ÃÈÅÃË-in.  
 
2. Mid-Year Conference:  The evaluator and teacher complete at least one mid-year check-in conference 
during which they review progress and performance on student learning objectives (SLOs/goals) to date.  
The Mid-Year Conference is an important point in the year for addressing concerns and reviewing results 
for the first half of the year.  Evaluators can deliver mid-year formative information on components of the 
evaluation framework for which evidence has been gathered and analyzed.  If needed, teachers and 
evaluators can mutually agree to revisions on the strategies or approaches used and/or mid-year 
adjustment of SLOs/goals to accommodate changes (e.g., student populations, assignment).  They also 
discuss actions that the teacher can take and supports the evaluator can provide to promote teacher 
growth in his or her development areas.  Further, the mid-year conference provides a dialogue on the 
continuum of professional practice framework indicators that may identify a need for additional 
evidence.  Please refer to the section in Artifacts (Pages 17 & 18) in this guide.  Evaluators and teachers 
will discuss evidence and identify areas in need of further documentation/data with the expectation that 
artifacts/evidence on each indicator may not be required. 
 
End-of-Year Summative Review:  
Timeframe:  Confer ence between May and June; evaluation presented to  teacher by the end of the 
year  
 
1. Teacher Self-Assessment:  The teacher reviews all information and data collected during the year and 
completes a self-assessment form for review by the evaluator.  
 
2. Scoring:  The evaluator reviews submitted evidence, self-assessments and observation data to generate 
category and focus area ratings.  The category ratings generate the final, summative rating.  After all data, 
including state test data, are available, the evaluator may adjust the summative rating if the state test 
data change the student-related indicators significantly enough to change the final rating.  Such revisions 
should take place as soon as state test data are available and before September 15.  The teacher should be 
notified of any changes to the rating.  
 
3.  End-of-Year Conference: The evaluator and the teacher meet to discuss all evidence collected to date 
and to discuss ratings.  The teacher and evaluator will utilize the Continuum of Professional Practice to 
guide their conversation.  Following the conference, the evaluator assigns a summative rating and 
generates a summary report of the evaluation before the end of the school year and before June 30. 
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Teachers will use Figure 5 (below) to determine which SLO/goals they will develop: 

 

Figure 5:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Will your 
students take 

the CMT, 
CAPT, or 
SBAC? 

Will your 
students take 

another 
standardized 
assessment? 

Set one student learning objective 
(SLO) Goal A using the Regional 

School District #1 Cycle of Reflective 
Practice Form (See Appendix B) AND 

set one student learning objective 
(SLO) Goal B using the Regional 

School District #1 Cycle of Reflective 
Practice Form (See Appendix C) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 aligned to the CMT or CAPT, 
AND set one student learning 
objective SLO/goal aligned to 
another standardized OR non-

standardized assessment  

 

YES 

YES 

N
O 

 

Set one student learning objective 
(SLO) Goal A using the Regional 

School District #1 Cycle of Reflective 
Practice Form (See Appendix B) AND 

set one student learning objective 
(SLO) Goal B using the Regional 

School District #1 Cycle of Reflective 
Practice Form (See Appendix C)  

 

Set two student learning objectives 
(SLO) Goals A & B using the Regional 

School District #1 Cycle of Self-
Evaluation Form (See Appendix C) 

NO 
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Example SLO and IAGDs 

 

Teacher 

Category 

Student Learning Objective 

(SLO) 

Indicators of Academic Growth and Development 

(IAGD) 

Eighth 

Grade 

Science 

My students will master 

critical thinking concepts of 

science inquiry. 

1. 78% of my students will attain at least a 4 on the 

CMT section concerning science inquiry. 

2. My students will design an experiment that 

incorporates the key principles of science inquiry.  

90% will score a 3 or 4 on a scoring rubric focused 

on the key elements of science inquiry. 

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 arts teachers in our district. 

 

 

 
 
 

SLO/IAGD Goal Attainment  
 

Highly Effective  

Practice  

Effective Practice  Developing 

Practice  

Ineffective  Practice  

Level 4 

Exceeded Goal 

Level 3 

Met Goal 

Level 2 

Partially Met Goal  

Level 1 

Did Not Meet Goal 

All or most students* 

met or substantially 

exceeded the 

target(s). 

Most of the 

students* met the 

target(s) within a 

few points on either 

side of the target. 

Many students* met 

the target, but a 

notable percentage 

missed the target by 

more than a few 

points.  However, 

taken as a whole, 

significant progress 

was made toward 

the goal. 

A few students* met 

the target, but a 

substantial 

percentage did not.  

Little progress 

toward the goal was 

made. 

 
*Students refers only to the group of students specifically mentioned in the goal. 
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Aggregate and Summative Scoring 

 

As described in Section II, a teacherȭÓ ÓÕÍÍÁÔÉÖÅ ÒÁÔÉÎÇ ×ÉÌÌ ÉÎÃÌÕÄÅ Á ÃÏÍÂÉÎÁÔÉÏÎ ÏÆ ÔÈÅ ÐÅÒÆÏÒÍÁÎÃÅ 

ratings associated with the four categories of the evaluation model.  Evidence relative to a teacherȭÓ 

performance and practice  will be combined with scores related to a teacherȭÓ ÅÆÆÏÒÔÓ ÁÓÓÏÃÉÁÔÅÄ ×ÉÔÈ 

parent feedback  goals to determine an overall Practice Rating .  This will be combined with performance 

relative to student learning measures  designed at the beginning of the year through SLOs/goals which 

will be combined with student scores related to a teacherȭÓ ÅÆÆÏÒÔÓ ÁÓÓÏÃÉÁÔÅÄ ×ÉÔÈ student feedback 

goals to determine an overall Outcome Rating.  

 

Determining Summative Rating  

Step 1:  Calculate teacher performance level score on the Region One School District Professional Growth 

Continuum.  

 

Continuum Scoring  

 

Domain  Score Weighting  Points (Score x 

Weight)  

I.  Planning and Preparation   20%  

II.  Classroom Environment   20%  

III.  Instruction   20%  

IV.  Assessment   20%  

V.  Professional Responsibilit ies  20%  

Total Score  

 

 

Continuum Scoring EXAMPLE 

 

Domain  Score Weighting  Score (Score x 

Weight  %) 

I.  Planning and Preparation  2.8 20%  .56 

II.  Classroom Environment  2.9 20%  .58 

III.  Instruction  3.1 20%  .62 

IV.  Assessment  2.2 20%  .44 

V.  Professional Responsibilit ies 3.0 20%  .60 

Total Score 2.8  
(Developing Practice)  
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Step 2:  Determine Final Practice Rating 

 

Calculating the Practice Rating  

 

Components Score Weighting  Points (Score x 

Weight)  

Continuum  Score  40  

Parent Feedback  10  

Total Score  

 

 

Calculating the Practice Rating  EXAMPLE 

 

Components Score Weighting  Points (Score x 

Weight)  

Continuum Score  2.8 40 126 

Parent Feedback 2.5 10 25 

Total Score 151  
(Level 3  Proficient ) 

 

Step 3: Determine the Performance Level for the Practice Rating by Using the Rating Table Below. 

 

Practice Rating Table  

 

Point Range Performance Level Rating  

175-200 Level 4-Highly Effective Practice  (Exemplary)  

127-174 Level 3-Effective Practice  (Proficient)  

81-126 Level 2-Developing Practice  (Developing)  

50-80 Level 1-Ineffective Practice  (Below Standard)  

Final Teacher Performance and Practice   

 

 

 

 

 

 

 

 

 

 

 



 
 

33 

Step 4: Determine the Final Outcome Rating. 

 

Calculating the Outcome Rating 

 

Component  Score Weighting  Points  (Score x 

Weight)  

Student growth and development 

(SLOs) 

 45  

Whole -School Indicator (SPI)   5  

Total Score  

 

Calculating the Outcome  Rating EXAMPLE 

 

Component  Score Weighting  Points (Score x 

Weight)  

Student growth and development 

(SLOs) 

2.7 45 121.5 

Whole -School Indicator (SPI)  3.0 5 15 

Total Score 136.5 
(Level 3 Proficient)  

 

 

Step 5: Determine the Performance Level for the Outcome Rating by Using the Rating Table Below. 

 

Outcome Rating Table  

 

Point Range Performance Level Rating  

175-200 Level 4-Highly Effective Practice  (Exemplary)  

127-174 Level 3-Effective Practice  (Proficient)  

81-126 Level 2-Developing Practice  (Developing)  

50-80 Level 1-Ineffective Practice  (Below Standard)  

Final Teacher Performance and Practice   

 

 

Step 6: Using the Summative Performance Rating Matrix  below, determine the final performance 

rating for a teacher based on their combined scores.  To use the table, identify the teacherȭs rating for 

each category and follow the respective column and row to the center of the table.  The point of 

intersection indicates the summative rating.  Note that the table below uses the state performance level 

language. 

 



 
 

34 

Summative Performance Rating Matrix  

                                             Outcome Rating  

Practice 
Rating 

 Exemplary  

 

Proficient  

 

Developing  

 

Below Standard  

 

Exemplary  

 

Exemplary Exemplary Proficient Gather Further 
Information  

Proficient  

 

Exemplary Proficient Proficient Gather Further 
Information  

Developing  

 

Proficient Developing Developing Below Standard 

Below 
Standard  

 

Gather Further 
Information  

Below 
Standard 

Below 
Standard 

Below Standard 

 

 

Definition of Effectiveness and Ineffectiveness 

Novice teachers shall generally be deemed effective if said educator receives at least two sequential ñproficientò 

ratings, one of which must be earned in the fourth year of a novice teacherôs career. A ñbelow standardò rating 

shall only be permitted in the first year of a novice teacherôs career, assuming a pattern of growth of 

ñdevelopingò in year two, and two sequential ñproficientò ratings in years three and four. Superintendents shall 

offer a contract to any educator he/she is deeming effective at the end of year four. This shall be accomplished 

through the specific issuance of that effect. 

A 3+ year educator shall generally be deemed ineffective if said educator receives at least two sequential 

ñdevelopingò ratings or one ñbelow standardò rating at any time. 
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Region One Dispute Resolution Process: 
The local or regional board of education shall include a process for resolving disputes in cases where the 

evaluator and teacher cannot agree on goals/objectives, the evaluation period, feedback or the professional 

development plan. When such agreement cannot be reached, the issue in dispute will be referred for resolution 

to a subcommittee of the PDEC. The superintendent and the respective collective bargaining unit for the district 

will each select one representative from the PDEC to constitute this subcommittee, as well as a neutral party as 

mutually agreed upon between the superintendent and the collective bargaining unit. In the event that the 

designated committee does not reach a unanimous decision, the issue shall be considered by the superintendent 

whose decision shall be binding. 

 

Goals/SLOs/IAGDs ï Must be disputed by November 1st of each school year 

     

Evaluation Period ï as determined by Connecticut state statute 

 

Summative Evaluation Rating/Feedback/Professional Development Plan: 

¶ Must be disputed within five school days of summative meeting 

¶ Feedback from informal or formal observations is not disputable 

 

The Region One Dispute Resolution Process applies to: 

¶ feedback from summative evaluations that result in overall ratings of ñDevelopingò or ñBelow 

Standardò 

¶ goals, SLOs, and IAGDs 

Process/Timeline: - Only after all remedies between the evaluator and evaluatee have been exhausted can the 

dispute resolution process commence.  

¶ Teacher submits a request, signed by the teacher and the evaluator, to the dispute resolution Chairperson 

(Assistant Superintendent) who will convene the Dispute Resolution Committee. 

o For disputes involving Goals/SLOs/IAGDs, the teacher files a request to the Assistant 

Superintendent by November 1st of each school year. 

o For disputes involving summative evaluations and end of the year rating report(s), dispute 

request must be received by the Assistant Superintendent within five school days of the receipt 

of the rating report(s). 

o The Dispute Resolution Committee will convene within ten school days of receipt of the 

teacherôs request. 

 

Region One Dispute Resolution Committee Membership: 

¶ Chairperson of CPDTE (Assistant Superintendent) 

¶ One principal/administrator (not an administrator involved in the dispute) 

¶ One collective bargaining unit-appointed member selected from the CPDTE committee (by nomination 

and election by paper ballot; paper ballot to be read aloud at meeting)  

o If the collective bargaining unit-appointed member is a colleague of the teacher (employed in the 

same school) requesting dispute resolution, it will move to the alternate collective bargaining 

unit-appointed member 

¶ One volunteer member (who is not a collective bargaining unit-appointed committee member or 

administrator) selected from the CPDTE committee. If there is more than one volunteer from the floor, it 

will go to a paper ballot vote.  
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o If the volunteer member is a colleague of the teacher (employed in the same school) requesting a 

dispute resolution, it will move to the alternate member.  

 

 

If agreement cannot be reached by three quarters of the Dispute Resolution Committee, the Superintendent of 

Schools will issue a final decision within ten school days of receipt of the complaint. Three quarter decision of 

the Dispute Resolution Committee will be binding. 

 

All  Dispute Resolution Committee members shall retain the confidentiality of the parties involved in the dispute 

and information and discussions of the dispute. 

 

Under extenuating circumstances, the timelines may be extended. 

 

The Superintendent has the discretion, in the absence of the Assistant Superintendent, to appoint an 

administrator as Dispute Resolution Committee Chairperson.  

 

Alternate Collective Bargaining Unit-appointed representatives are not eligible for nominations to the Dispute 

Resolution Committee.  

 
 

 
Data Management System:     BloomBoard  

Bloomboard ÉÓ ÔÈÅ $ÉÓÔÒÉÃÔȭÓ ×ÅÂ-based performance management software.  All forms associated with 
the Region One School District Evaluation Manual will be accessed electronically by teachers and 
ÅÖÁÌÕÁÔÏÒÓ ÖÉÁ ÔÈÅ $ÉÓÔÒÉÃÔȭÓ ×ÅÂÓÉÔÅ www.region1schools.org. 
 
Beginning with the 2015-2016 school year all Region One schools will utilize the approved SEED forms. 
 
 
 
 
Orientation to the Teacher Effectiveness and Professional Practice (TEPP) Manual:  
 
Region One Schools will present an overview of the Teacher Effectiveness and Professional Practice 
Evaluation (TEPP) Manual to all certified staff annually on the fiÒÓÔ ÔÅÁÃÈÅÒÓȭ ÄÁÙ at the beginning of the 
school year. Throughout the year, some faculty meeting time will be devoted to pieces of the TEEP 
process and procedures. In subsequent years, the TEPP manual will be part of each new teacher 
orientation program offered by the Region One schools. 

 

 

 

 

 
 

 

http://www.region1schools.org/
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Developing and Supporting Teachers through Professional Learning  
 

The goal of professional learning opportunities in Region One School District is to promote teacher 

inquiry and reflection in order to improve student achievement. Professional learning opportunities will 

be guided by district, school and teacher ÎÅÅÄÓ ÁÎÄ ÂÁÓÅÄ ÏÎ ,ÅÁÒÎÉÎÇ &ÏÒ×ÁÒÄȭÓ Standards for 

Professional Learning (2011) .  As evident in Region One School DistrictȭÓ Teacher Effectiveness and 

Professional Practice Evaluation Manual, we believe that all teachers must be models of continuous 

learners, where goal-setting, assessment, reflection, and adjustment are cyclical practices. Currently at 

the forefront of our continuous improvement plans are the instructional  and assessment shifts 

predicated by the Common Core State Standards and the accompanying Smarter Balance Assessments 

Consortium efforts designed to create college and career ready students for the 21st century.  

 

 

Region One Professional Development Plan 

 
Statement of Purpose  

The purpose of the Region One Professional Development Plan Program is to improve teaching and 

increase student learning through the retention and development of highly competent faculty. The 

Professional Development Program serves to promote local School Improvement Plans which address the 

unique needs of each of the regÉÏÎȭÓ ÓÃÈÏÏÌÓȟ ×ÈÉÌÅ ÃÏÎÔÒÉÂÕÔÉÎÇ ÔÏ Á ÄÉÓÔÒÉÃÔ-wide improvement plan and 

regional educational goals. The Region One Professional Development Program serves to increase 

professionalism by providing a variety of opportunities for learning and leadership to support the 

ongoing professional growth of the Region One faculty. 

 

I. Principles and Standards  for Professional Development  

Recent educational research and reports emphasize the central role that professional learning must play 

in school improvement efforts. There is growing recognition today at the local, state and national levels 

that high-quality staff development is a key element in student achievement. The present paradigm shift 

in professional development focuses on student growth and achievement. Student achievement is 

intrinsically linked to assessment of student learning as new programs and plans for professional 

development, teacher evaluation and curriculum design must be driven by student outcomes. 

 

The Region One Professional Development Plan recognizes the following elements outlined by the 

Connecticut State Department of Education as essential to the implementation of a successful 

professional development program: 

 

1. Professional development needs are primarily determined by differences between standards for 

student learning and actual student performance throughout the region. 

2. Educators as learners work collaboratively in identifying their learning needs and in 

implementing learning opportunities to meet identified student needs. 
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3. Professional development is primarily school-based, ongoing and integral to achieving SLOs. 

4. Learning opportunities may be related to individual needs and interests but are, for the most part, 

organized around collaborative problem-solving and inquiry cycles based on student learning 

objectives. 

5. Multiple measures are used over time to accurately identify patterns of student learning to 

determine the impact of professional development (and subsequent changes in teaching practices 

and curriculum) on student learning. Professional learning is ultimately evaluated on the basis of 

its impact on student learning; the evaluation results are used to guide subsequent professional 

development efforts. 

6. Adequate time is devoted to having educators work collaboratively to examine student work to 

determine the student learning needs and the related professional development needs in learning. 

7. Professional development learning opportunities model effective learning processes. Learning is 

structured in order to actively involve participants and intertwine theory and practice in 

developing the knowledge and skills to be learned. Time is also needed for participants to 

progress through the stages of professional development; acquiring knowledge and skills, 

application and practice, implementation/management, refinement, and impact. Structures must 

be developed which allow for follow-up and support formal training through onsite expertise. 

8. Professional development utilizes job-embedded learning and recognizes that educators are 

participating in professional development when they have the opportunity to collaboratively solve 

relevant classroom problems (grade level team meetings, data teams and professional meetings). 

Utilizing internal expertise enriches learning through collegial problem-solving, thoughtful 

analysis and cycles of inquiry. Teachers and administrators working with one another is a 

powerful but often neglected mechanism for learning from one another and improving student 

learning. 

 

 

Four Prerequisites for Effective Professional Learning  

1. %ÄÕÃÁÔÏÒÓȭ ÃÏÍÍÉÔÍÅÎÔ ÔÏ ÓÔÕÄÅÎÔÓȟ all students, is the foundation for effective professional 

learning. 

2. Each educator involved in professional learning comes to the experience ready to learn. 

3. Because there are disparate experience levels and use of practice among educators, professional 

learning can foster collaborative inquiry and learning that enhances individual and collective 

performance. 

4. Like all learners, educators learn in different ways and at different rates. (Learning Forward, 

2011) 
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Standards for Professional Learning  

Below we have listed the newly revised standards from Learning Forward (2011), formerly known as the 

National Staff Development Council. 

 

Standards for Professional Learning  

Professional 

learning that 

increases educator 

effectiveness and 

results for all 

ÓÔÕÄÅÎÔÓȣ 

LEARNING 

COMMUNITIES: 
Professional learning that 

increases educator 

effectiveness and results for 

all students occurs within 

learning communities 

committed to continuous 

improvement, collective 

responsibility and goal 

alignment. 

LEADERSHIP: 
Professional learning that 

increases educator 

effectiveness and results for 

all students requires skillful 

leaders who develop 

capacity, advocate and 

create support systems for 

professional learning. 

RESOURCES: 
Professional learning that 

increases educator 

effectiveness and results for 

all students requires 

prioritizing, monitoring and 

coordinating resources for 

educator learning. 

DATA: 
Professional learning that 

increases educator 

effectiveness and results for 

all students uses a variety 

of sources and types of 

student, educator and 

system data to plan, assess 

and evaluate professional 

learning. 

LEARNING DESIGNS: 
Professional learning that 

increases educator 

effectiveness and results for 

all students integrates 

theories, research and 

models of human learning 

to achieve its intended 

outcomes. 

IMPLEMENTATION: 
Professional learning that 

increases educator 

effectiveness and results for 

all students applies 

research on change and 

sustains support for 

implementation of 

professional learning for 

long-term change. 

OUTCOMES: 
Professional learning that 

increases educator 

effectiveness and results for 

all students aligns its 

outcomes with educator 

performance and student 

curriculum standards. 

 

I. Teacher Assistance Process 

The Region One Schools expect that teachers will have ratings of Proficient or Exemplary. In the event that 

Á ÔÅÁÃÈÅÒȭÓ ÒÁÔÉÎÇ ÉÓ Developing or Below Standard at the end of a school year or at the start of the 

following school year, the teacher will be notified that he/she is being placed on assistance for 

professional growth and a year-long plan will be developed. 

 

After being notified of assistance for professional growth, a copy of the notification will be given to the 

ÔÅÁÃÈÅÒȟ 3ÕÐÅÒÉÎÔÅÎÄÅÎÔȟ !ÓÓÉÓÔÁÎÔ 3ÕÐÅÒÉÎÔÅÎÄÅÎÔ ÁÎÄ ÐÌÁÃÅÄ ÉÎ ÔÈÅ ÔÅÁÃÈÅÒȭÓ ÐÅÒÓÏÎÎÅÌ ÆÉÌÅ ×ÉÔÈÉÎ ÆÉÖÅ 

(5) school days. Within ten (10) school days, the evaluatee and evaluator, in consultation with such 

teacher and his/her exclusive bargaining representative, will mutually develop an Assistance Action Plan 

for Professional Growth. This plan will take effect for the school year following the year of a rating of 

Developing or Below Standard. If agreement on a plan cannot be reached the evaluator will make the final 

determination. 

 

The Assistance Action Plan for Professional Growth will be implemented when a teacher is notified of a 

rating of Developing or Below Standard. The Assistance Action Plan wil l be reviewed at the mid-year (by 
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February 1) and final determination of performance rating will be made by June 30th.  Shall mutual 

agreement not be achieved, the teacher shall refer the matter to the dispute resolution committee. 

 

For teachers who attain a rating of Developing and have shown growth after one (1) year of placement on 

an Assistance Action Plan for Professional Growth, the teacher will remain on the Assistance Action Plan for 

one (1) additional year. This will allow two (2) consecutive years for a teacher who has not yet rated 

Proficient or higher, but is showing growth. If a rating of Proficient or higher is not attained at the end of 

two (2) consecutive years, a teacher will be recommended for non-renewal or termination to the 

Superintendent. 

 

For teachers who attain a rating of Below Standard he/she will have one (1) school year to attain a rating 

of Developing or higher. If, at the end of one (1) year on the Assistance Action Plan for Professional Growth, 

the rating is Developing, the teacher will have one (1) additional school year to attain a rating of Proficient 

or higher. If, after one (1) year on the Assistance Action Plan the rating remains Below Standard, the 

teacher will be recommended for non-renewal or termination to the Superintendent. 

 

II . Appeals Process 

 

If the evaluator and teacher cannot agree upon any element of the process of Assistance Action Plan, the 

matter will be referred to resolve any dispute. A checklist has been developed (See Pg. 41) to guide the 

teacher, evaluator, Superintendent, and Assistant Superintendent in their respective responsibilities. The 

evaluatee, evaluator, Superintendent, and Assistant Superintendent will refer to this checklist as a 

starting point to ensure the due process rights of the evaluatee and to support the rights and 

responsibilities of the evaluator. The evaluatee and evaluator will provide documentation that the 

recommendations have been acted upon with a specified time frame. If the dispute remains unresolved 

between the two parties the Superintendent or Assistant Superintendent will make a determination, the 

evaluator and evaluatee will meet with the Superintendent of Schools. Given that the Superintendent 

and/or Assistant Superintendent are ultimately responsible for teacher evaluation, he or she will have 

the final authority to resolve such disputes. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

41 

 

 

Assistance Action Plan for Professional Growth  

 

Checklist  

 

Performance Objectives: 

1. Were the performance objectives related to the CCT? 

2. Were the performance objectives set collaboratively? 

3. Were clear indicators of success defined? 

4. Were an action plan and appropriate timeline for completion included? 

5. Was there discussion between the teacher and evaluator regarding any disputed performance 

objectives? Was this discussion documented? Were interventions suggested? Attempted? 

 

Evaluation Procedures: 

1. Is the teacher in year 3+ in one of the seven Region One Schools? 

2. Have the timelines set by this Plan been followed? 

3. Did a conference occur between the evaluator and teacher to identify specific areas of weakness 

and provide strategies for improvement? Was evidence provided? 

4. If the teacher disputed the evaluation, was a written response to the evaluation provided by the 

teacher? Was this response discussed and included in the evaluation documents? 

5. Was the teacher provided opportunities to obtain support, feedback and professional 

development? 

6. Did the teacher take advantage of these opportunities? 

 

Assistance Plan: 

1. Was there a documented discussion resulting in a specific assistance plan? 

2. Did the assistance plan include all of the defined components? 

3. Was there a professional development plan formulated and implemented? 

4. Were there sufficient opportunities and time for the evaluatee to obtain support/feedback from 

peers, administrators and/or participate in professional development/training? 

5. Did the evaluatee take advantage of the assistance recommended or provided? 

6. Was the evaluatee referred to a RESC, college or university or as CSDE resource bank? 

7. Were appropriate consequences clearly articulated and documented? 
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Appendix  A: 

Region One Schools 

Vision/ Mission Statements 
 

Central  Office, Falls Village, CT 

 
The mission of Central Office is to provide leadership and support to 
administrators, teachers, board members, and the community, in order to inspire 
a passion for teaching and learning and ensure all children are challenged and 
expected to learn.  This can be achieved when we establish high expectations, 
enrich curricula and form mutual partnerships in respectful, caring 
environments. 

 
The vision for our regional schools is to be strong learning communities. We must 
focus on continuous improvement and creativity  throughout our organization and 
resist the temptation to accept the status quo. 

 
Lee H. Kellogg School, Falls Village,  CT 
 
The mission of the Lee H. Kellogg School, in partnership with  staff, students, 
families, and community is to foster high levels of academic achievement and 
continuous social development for all students.  It takes all of our stakeholders to 
provide the quality education that can be found at Kellogg School. 

 
The vision for our regional schools is to be strong learning communities. We must 
focus on continuous improvement and creativity  throughout our organization and 
resist the temptation to accept the status quo. 

 
Cornwall  Consolidated  School, Cornwall,  CT 

 
Cornwall Consolidated School is a collaborative community that honors individuality, 
inspires creativity, and is dedicated to developing perseverance, excellence, and a 
passion for life-long learning. 

 
In pursuit of this Mission, we believe: 

¶ Students are most successful when family, school and community work together. 
¶ All students benefit from engaging, supportive and challenging learning 

experiences that prepare them for their ever changing world. 
¶ A safe and respectful environment is essential for increasing student growth, responsibility, and 

independence. 
¶ It is important to honor the history and values of our unique community 

while continuously improving teaching and learning. 
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Kent  Center School, Kent, CT 

 
The mission of the Kent Center School is dedication to promoting student learning through 
independence of thought and spirit  in a framework of cooperation, responsibility  and 
respect. 

 

The vision of our regional schools is to be strong learning communities. We must focus on 
continuous improvement and creativity  throughout our organization and resist the temptation 

 to accept the status quo.  
 

North  Canaan Elementary  School, North  Canaan, CT 

 

The mission of the North Canaan Elementary School community is to ensure that learning occurs in 
every student, challenging all members to become lifelong, active learners in an environment of 
mutual respect, cooperation and understanding. 

 
The vision for North Canaan Elementary School is to build a strong community of learning through 
the partnership of teachers, parents and students. The focus is on a strong support for learning, 
creation of a robust learning culture and advancement of continuous school improvement. 

 
 
Salisbury  Central  School, Lakeville,  CT 

 
The mission of Salisbury Central School is achievement, respect, responsibility, effort , and 
cooperation. The aim of education at Salisbury Central School is to promote independence of 
thought and spirit  and to help students function and be productive members of society.  Students 
will  learn at high levels, in a challenging, supportive environment. Each student will  come to 
school prepared  to learn, will  be responsible for his or her own learning, will  demonstrate a 
concern for others, and will  enter into learning activities  with  curiosity  and energy. 
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The vision at Salisbury Central School is to provide equal educational opportunities  to 
exist for all students.  Our commitment is to provide activities which enhance each 
student's intellectual, physical, social and emotional development. Academics and the 
needs of students are held in equal value. The dignity and uniqueness of the 
individual  are respected.  We strive to create a learning environment that meets 
individual  needs and learning styles. 

 
Open communication among students, staff, parents, and community is fostered. The 
relationship between parents and teachers is one of cooperation and sharing in 
seeking to provide the best possible education environment for each student.  Our goal 
for our school is to guide students in becoming sensitive and productive human 
beings who enjoy learning and who are, therefore, equipped to meet challenges during 
their  high school years and their  future as members of society. 
 

Sharon Center School, Sharon, CT  
 
The mission of Sharon Center School is to engage students in academic pursuits that 
result in the highest level of achievement and in the motivation  for life-long learning.  
Our students will  grow in a safe and secure school community where we promote the 
individuality and unique talents of each student and the importance of responsibility, 
integrity  and teamwork. 

 
The Sharon Center School Visions: 

¶ We envision a school community that will  be recognized in the greater 
community as a disciplined yet nurturing  environment conducive to 
learning. 

¶ We envision a school community in which staff members serve as 
positive role models by working  together in collaborative teams to 
promote life-long learning in themselves and their students. 

¶ We envision a school community in which parents and community members 
will  work  with school staff to shape a culture of support and caring. 

¶ We envision a school community in which the administrator  will  be a leader of 
leaders who is knowledgeable about current research in teaching and learning 
practices, who creates a professional climate conducive to share leadership and 
who helps to develop leadership skills in others. 

¶ We envision a school where the curricula will  be aligned with  local, state and 
national standards for students' academic achievement and developmental 
needs.  It  will  contain effective coordination and articulation  with  the school 
and throughout Region One. 

 
 
 
 

 
  



 
 

45 

Housatonic Valley Regional High School, Falls Village, CT 
 
The mission of the Housatonic Valley Regional High School community is to promote 
personal and academic growth, as well as independence of thought and spirit for all its 
members, within a culture of respect, responsibility and safety. 
 
The core values that support this statement include a commitment to 21st century 
academic expectations which encourage all members to grow to their potential, accept and 
respect different learning styles, solve problems and think analytically, and communicate 
their ideas effectively. 
 
Members of the school community are also expected to make ethical choices, demonstrate 
social and civic responsibility and evidence pride and care for the school and its 
environment. 
 
The vision of our regional schools is to be strong learning communities. We must focus on 
continuous improvement and creativity throughout our organization and resist the 
temptation to accept the status quo. 
 
 
Region One Central Office, Falls Village, CT 
 
The mission of Central Office is to provide leadership and support to administrators, 
teachers, board members, and the community, in order to inspire a passion for teaching 
and learning and ensure all children are challenged and expected to learn.  This can be 
achieved when we establish high expectations, enrich curricula and form mutual 
partnerships in respectful caring environments. 
 
The vision for our regional schools is to be strong learning communities.  We must focus on 
continuous improvement and creativity throughout our organization and resist the 
temptation to accept the status quo. 
 
Every school environment will be safe, positive, nurturing, and respectful.  Collaboration 
amongst colleagues is the foundation of school improvement.  Parents and community 
members are an integral part of our school culture.  Every school will guarantee the 
presence of a viable curriculum that is driven by high quality instruction and assessment in 
all content areas.  The develÏÐÍÅÎÔ ÏÆ ÔÈÅ ×ÈÏÌÅ ÃÈÉÌÄ ÉÓ ÅÖÅÒÙÏÎÅȭÓ ÒÅÓÐÏÎÓÉÂÉÌÉÔÙȢ 
 
!ÌÌ ÃÈÉÌÄÒÅÎ ×ÉÌÌ ÌÅÁÒÎȟ ÁÎÄ ÉÔ ÉÓ ÅÖÅÒÙ ÅÄÕÃÁÔÏÒȭÓ ÒÅÓÐÏÎÓÉÂÉÌÉÔÙ ÔÏ ÓÅÅ ÔÈÁÔ ÌÅÁÒÎÉÎÇ ÏÃÃÕÒÓ 
in every student.  All educators will continue to grow and learn.  All schools will continue 
to improve and raise the level of achievement, as well as the social-emotional and physical 
growth of their students.  Teaching is a profession, and requires all practitioners to respect 
and model the expected behaviors and to engage in activities beyond the realm of their 
classrooms. 
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Appendix B - Region One School District Continuum of Professional Practice 

 

Domain 1: Planning and Preparation 

Indicators Performance Levels 

 Ineffective Practice 
Developing 

Ineffective Practice 
Effective Practice Highly Effective Practice 

1- Uses CCSS and other 

relevant standards in 

planning and preparation 

Teacher demonstrates 

limited or no connection 

between CCSS and other 

relevant standards and 

learning goals for students. 

Teacher inconsistently 

connects CCSS and other 

relevant standards to 

learning goals for 

students. 

Teacher consistently uses and 

understands the relationship 

between current CCSS and other 

relevant standards and learning 

goals for students. 

Teacher consistently uses and understands 

the relationship between current CCSS and 

other relevant standards and learning goals 

for students, and articulates these 

relationships to students, parents and 

colleagues. 

2- Designs units and 

lessons with meaningful 

goals and objectives 

There is little or no 

evidence that teacher 

designs units and/or lessons 

with meaningful 

instructional outcomes. 

Teacher inconsistently 

designs units and 

lessons with meaningful 

instructional outcomes. 

Teacher consistently designs 

units and lessons with 

meaningful, measurable 

instructional outcomes. 

Teacher consistently designs units and/or 

lessons with meaningful, measurable 

instructional outcomes and with goals 

reflective of higher-order thinking and 

academic rigor. 

3- Develops coherent and 

organized units, lessons 

and learning tasks that 

ōǳƛƭŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ǇǊƛƻǊ 

knowledge, skills, learning 

styles, and interests 

Teacher develops units, 

lessons and learning tasks 

with limited coherence and 

organization and/or do not 

ōǳƛƭŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ǇǊƛƻǊ 

knowledge, skills and 

interests. 

Teacher inconsistently 

develops units, lessons 

and learning tasks with 

coherence and 

organization and/or that 

ōǳƛƭŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ǇǊƛƻǊ 

knowledge, skills and 

interests. 

Teacher consistently develops 

coherent and organized units, 

lessons and learning tasks that 

ōǳƛƭŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ǇǊƛƻǊ 

knowledge, skills and interests. 

Teacher consistently develops coherent, 

organized and relevant units, lessons and 

ƭŜŀǊƴƛƴƎ ǘŀǎƪǎ ǘƘŀǘ ōǳƛƭŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ǇǊƛƻǊ 

knowledge, skills and interests, recognizing 

individual and whole group needs. 

4- Integrates learning 

activities that facilitate real 

world and/or 

interdisciplinary 

connections 

There is little or no 

evidence that teacher 

designs learning activities 

that facilitate real world 

and/or interdisciplinary 

connections. 

Teacher inconsistently 

designs learning 

activities that facilitate 

real world and/or 

interdisciplinary 

connections. 

Teacher consistently designs 

learning activities that facilitate 

real world and/or 

interdisciplinary connections. 

Teacher consistently designs learning 

activities that facilitate current, authentic, 

real world, and interdisciplinary connections. 
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5- Includes strategies for 

teaching and supporting 

content area literacy and 

numeracy skills 

There is little or no 

evidence that teacher 

includes strategies for 

teaching and supporting 

developmentally 

appropriate, content area 

literacy and numeracy skills. 

Teacher inconsistently 

includes strategies for 

teaching and supporting 

developmentally 

appropriate content 

area literacy and 

numeracy skills. 

Teacher consistently includes 

strategies for teaching and 

supporting developmentally 

appropriate, content area literacy 

and numeracy skills. 

Teacher consistently includes a variety of 

strategies for teaching and supporting 

developmentally appropriate, content area 

literacy and numeracy skills that reflect 

current best practices. 

 

 

6- Plans for student 

cognitive engagement and 

active learning 

Plans and activities are 

primarily teacher-centered, 

with little or no evidence of 

planning for opportunities 

for student cognitive 

engagement and active 

learning. 

Teacher inconsistently 

plans for active learning. 

Instructional strategies 

may promote some 

student cognitive 

engagement, but lack 

variety or are 

mismatched to students 

or materials. 

Teacher consistently plans for 

active learning, and instructional 

strategies are varied to promote 

student cognitive engagement. 

Instructional strategies are well 

matched to students and 

materials. 

Teacher consistently plans for the use of 

instructional strategies that include active, 

student-directed learning, varied to promote 

student cognitive engagement.  Instructional 

strategies are well matched to students and 

materials. Teacher plans for students to learn 

from one another.  

7- Plans for effective pacing 

across the year 

There is little or no 

evidence of effective pacing 

for instructional goals 

across the year, units 

and/or lessons. 

Teacher inconsistently 

plans and prepares for 

effective pacing across 

the year, units and/or 

lessons. Time allotted is 

either too much or too 

little for the 

instructional goals. 

Teacher consistently plans and 

prepares for effective pacing 

across the year, units and 

lessons. Time allotted is 

appropriate to instructional 

goals. Teacher alters planning 

within and between units to 

account for emerging student 

needs. 

Teacher consistently plans and prepares for 

effective pacing across the year, units and 

lessons. Time allotted is appropriate to 

instructional goals. Teacher alters planning 

within and between units to account for 

emerging student needs based on specific 

formative and summative assessment data. 
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Domain 2: Classroom Environment 

Indicators Performance Levels 

 
Ineffective Practice 

Developing Effective 

Practice 
Effective Practice Highly Effective Practice 

1- Creates and maintains 

clear social expectations 

and a safe and orderly 

classroom environment 

Teacher has not established 

clear classroom routines or 

expectations for behavior 

and safety. Consequences 

and feedback for student 

misbehavior may be 

untimely, arbitrary or 

inappropriate. 

Teacher has established 

routines and expectations 

for behavior and safety 

that are inconsistently 

reinforced. Consequences 

and feedback are 

appropriate but 

inconsistently applied and 

may not be timely. 

Teacher has established routines 

and expectations for behavior 

and safety that are consistently 

reinforced. Consequences and 

feedback are timely, appropriate 

and consistently applied. 

Teacher has worked with students to 

establish routines, expectations and 

consequences for behavior and safety that 

are consistently reinforced. Consequences 

and feedback are timely, appropriate, 

consistently applied and individual to the 

learning needs of the student. 

2- Establishes instructional 

routines and makes 

transitions consistently and 

with clarity in order to 

maximize time devoted to 

instruction and learning 

Instructional routines are 

limited resulting in 

significant loss of 

instructional time. 

Unorganized transitions 

result in significant loss of 

instructional time. 

Instructional routines are 

inconsistently applied 

resulting in some loss of 

instructional time. 

Transitions are 

inconsistently managed 

resulting in some loss of 

instructional time. 

Instructional routines are 

consistently applied to maximize 

instructional time. Transitions are 

consistently managed to 

maximize instructional time. 

Instructional routines are consistently 

applied resulting in minimal loss of 

instructional time. Transitions are 

consistently managed, resulting in maximum 

instructional time. Students exhibit 

responsibility for managing routines and 

transitions. 

3- Creates environment of 

respect and rapport for all 

students 

Teacher creates an 

environment that is 

negative, demeaning or 

inappropriate for some or 

all students. 

Teacher creates an 

inclusive environment 

that is respectful and 

responsive to the needs 

of all students, but may 

reflect occasional 

inconsistencies. 

Teacher creates an inclusive 

environment that is consistently 

respectful and responsive to the 

needs of all students. 

Teacher and students create an inclusive 

environment that is consistently respectful 

and responsive to the needs of all students. 

Students exhibit responsibility for 

maintaining a respectful environment. 

4- Organizes learning 

spaces to support 

individual student efforts 

and progress 

The physical arrangement 

and organization of the 

classroom limits individual 

student learning. 

The physical arrangement 

and organization of the 

classroom inconsistently 

supports individual 

student learning. 

The physical arrangement and 

organization of the classroom 

consistently supports individual 

student learning. 

The physical arrangement and organization 

of the classroom consistently supports 

individual and group student learning, as 

well as fostering independence. 

 



 
 

49 

Domain 3:  Instruction 

Indicators Performance Levels 

  

Ineffective Practice 
Developing Effective 

Practice 

 

Effective Practice 

 

Highly Effective Practice 

1- Clearly communicates 

expectations for learning  

Expectations for learning, 

directions and procedures 

are unclear or confusing to 

students.  

Expectations for learning, 

directions and procedures 

are often clarified after initial 

confusion.  

Expectations for learning, 

directions and procedures 

are consistently clear to 

students. 

Expectations for learning, directions and 

procedures are consistently clear to 

ǎǘǳŘŜƴǘǎΦ ¢ŜŀŎƘŜǊΩǎ ƻǊŀƭ ŀƴŘ ǿǊƛǘǘŜƴ 

communication is consistently clear and 

expressive and anticipates possible student 

misconceptions. 

 2-Content accuracy Teacher makes multiple, 

significant content errors. 

Teacher makes minor 

content errors and/or 

inconsistently applies 

content understanding in 

questioning and explanation.  

Teacher consistently applies 

accurate content 

understanding, evident in 

skillful questioning and 

explanation. 

Teacher consistently applies deep and 

accurate content understanding, evident in 

skillful questioning, explanation and 

connections.   

3- Engages students in 

learning tasks  

Teacher makes limited or no 

effort to involve students in 

their learning. 

Teacher provides 

opportunities for students to 

participate in their learning. 

Teacher consistently 

facilitates the participation 

and engagement of each 

student in their learning. 

Teacher consistently maximizes participation 

and engagement of each student in his/her 

learning. The teacher also facilitates peer-to-

peer engagement and student responsibility 

for learning. 

4- Use of instructional 

strategies enables students 

to construct new 

knowledge and 

understanding  

Teacher uses strategies that 

do not lead students to 

construct new and 

meaningful learning and that 

focus primarily on low 

cognitive demand or recall of 

information. 

Teacher uses strategies to 

engage students primarily in 

knowledge and 

comprehension tasks, with 

inconsistent opportunities 

for analyzing or constructing 

new knowledge and 

understanding. 

Teacher uses strategies that 

consistently engage students 

in critical thinking and 

problem-solving tasks that 

require analyzing and 

constructing new knowledge 

and understanding. 

Teacher uses strategies that consistently 

engage students in the inquiry process, 

critical thinking, and real-world problem-

solving tasks that require analyzing, 

synthesizing, and constructing new 

knowledge and understanding. 
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5- Uses differentiated 

instruction to support the 

diverse needs of students 

Teacher uses instructional 

strategies that are 

predominantly whole group 

and not responsive to 

individual student needs. 

Teacher uses differentiated 

instruction that includes a 

limited variety of learning 

tasks and/or instructional 

strategies such as extra help 

and re-teaching. Instruction 

is based on general 

classroom learning needs. 

Teacher uses differentiated 

instruction that includes the 

use of flexible grouping, 

targeted levels of 

assignments, and modified 

content materials. 

Instruction is based on 

student learning needs for 

support and enrichment.  

Teacher uses differentiated instruction that 

addresses student interest, motivation and 

readiness and includes the use of flexible 

grouping, targeted levels of instruction and 

modified content materials. Instruction is 

ōŀǎŜŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ƛƴŘƛǾƛŘǳŀƭ ƴŜŜŘǎ ŦƻǊ 

support and enrichment. Instruction is 

revised based on continual review of 

student response and performance. 

6- Varies student and 

teacher roles to develop 

independence and 

interdependence with 

gradual release of 

responsibility 

Teacher provides limited or 

no variety in teacher and 

student roles and limited or 

no opportunities for students 

to take responsibility for 

instructional tasks. 

Teacher inconsistently varies 

student and teacher roles 

and inconsistently provides 

opportunities for students to 

take responsibility for 

instructional tasks. Teacher-

directed lessons 

predominate over student 

inquiry. 

Teacher consistently varies 

student and teacher roles 

and provides opportunities 

for students to take 

responsibility for 

instructional tasks. Teacher-

directed lessons are 

balanced with student 

inquiry. Teaching strategy is 

appropriate to class content. 

Teacher and student roles are consistently 

varied. Students take responsibility for 

instructional tasks and for learning from 

peers. Teacher-directed lessons are 

balanced with student inquiry. Teaching 

strategy is appropriate to class content. 

7- Uses questioning and 

discussion techniques to 

enhance student learning 

¢ŜŀŎƘŜǊΩǎ ǉǳŜǎǘƛƻƴƛƴƎ ŀƴŘ 

discussions are focused 

primarily on recall and basic 

comprehension or may be 

inappropriate. 

Teacher engages students in 

limited levels of questioning 

with inconsistent 

opportunities for discourse. 

Teacher consistently engages 

students in varying levels of 

questioning and discourse 

with both teacher and peers. 

Teacher consistently facilitates lessons in 

which students lead varying levels of 

questioning and discourse. 

8- Instructs students to use 

appropriate and available 

technological and digital 

resources strategically to 

promote learning 

Teacher provides limited 

opportunities for student 

interaction with available 

technology. Teacher does 

not instruct students in the 

use of appropriate 

technology. 

Teacher allows the use of 

technology to help students 

access, organize and present 

information. Teacher 

inconsistently instructs 

students in the use of 

appropriate technology. 

Teacher facilitates the use of 

technology to help students 

evaluate, analyze, interpret, 

and communicate 

information in order to 

demonstrate and apply 

learning. Teacher effectively 

instructs students in the use 

of appropriate technology, as 

needed. 

Teacher incorporates technology to engage 

students in problem-solving and critical 

thinking activities. Students use technology 

to help them apply, synthesize, evaluate, 

and communicate information in order to 

demonstrate learning. 
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9- Monitors and adjusts 

instructional strategies and 

pacing in response to 

student performance and 

engagement 

Teacher seeks limited or no 

information to adjust 

instruction. Monitoring is 

limited to student task 

completion and/or behavior. 

Adjustments in instructional 

strategies are limited. 

The teacher inconsistently 

seeks information to adjust 

instruction relative to 

student understanding. 

Teacher monitoring focuses 

on whole class development 

of skills. Instructional 

adjustments during and 

between lessons focus 

primarily on pacing and 

procedures. 

The teacher consistently 

seeks proof of learning 

during and between lessons 

in order to make 

adjustments to instructional 

methods and pacing. 

Teacher monitoring focuses 

on data relative to progress 

of groups and individual 

students. 

The teacher consistently seeks proof of 

learning during and between lessons in 

order to make adjustments to instructional 

methods and pacing. Teacher monitoring 

focuses on specific data relative to progress 

of individuals and groups of students. 

Adjustments are appropriate to group and 

individual student needs. 

10- Provides meaningful, 

appropriate and specific 

feedback to students 

during instruction to 

improve performance 

Teacher feedback is limited, 

untimely and/or inaccurate. 

Teacher inconsistently 

provides feedback to 

students about the quality of 

their work and/or feedback 

may be general and 

untimely. 

Teacher consistently 

provides specific, timely and 

accurate feedback to 

students about the quality of 

their work. Feedback 

reinforces effective practices 

and understanding. 

Teacher consistently provides ongoing, 

specific, timely, and accurate feedback to 

students about the quality of their work. 

Feedback reinforces effective practices, 

leads to further understanding and 

challenges students to revise and extend 

thinking. 
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Domain 4: Assessment 

Indicators Performance Levels 

 

Ineffective Practice 

 

Developing Effective 

Practice 

 

Effective Practice 

 

Highly Effective Practice 

1- Communicates clear and 

specific assessment criteria 

aligned with CCSS and 

other relevant standards 

Teacher provides students 

with limited assessment 

criteria. Criteria may be poorly 

aligned with CCSS and other 

relevant standards, or are 

inappropriate for many 

students. 

Teacher inconsistently 

provides students with 

assessment criteria. 

Criteria may lack clarity, 

specificity, or be 

inconsistently aligned with 

CCSS and other relevant 

standards. 

Teacher consistently provides 

students with clear and 

specific assessment criteria. 

Assessment criteria are 

aligned with CCSS and other 

relevant standards.  

Teacher consistently provides students with 

clear and specific assessment criteria. 

Assessment criteria are aligned with CCSS 

and other relevant standards. Students 

collaborate with teacher to develop criteria 

and assessment methods. 

2- Measures and 

documents student 

progress 

Teacher uses few assessments 

to measure and document 

student progress. 

Teacher uses a limited 

number or variety of 

assessments to document 

overall student progress. 

Teacher consistently uses a 

variety of formative and 

summative assessments to 

document individual student 

learning and group progress. 

Teacher consistently uses a variety of 

formative and summative assessments to 

document individual student learning and 

group progress. Teacher engages students in 

routinely monitoring and interpreting 

assessment data or progress. 

3- Uses assessment to 

inform instruction 

Teacher rarely uses 

assessment information to 

make instructional decisions. 

Teacher relies primarily on 

summative assessments to 

make whole class 

instructional decisions 

with limited use of 

formative assessment. 

Teacher relies on a 

combination of formative and 

summative assessments to 

make whole class and 

individualized instructional 

decisions.  

Teacher relies on a combination of 

formative and summative assessments to 

make whole class and individualized 

instructional decisions. Instructional 

adjustments are systematic and ongoing. 

4- Provides effective 

feedback regarding 

assessments 

Teacher rarely provides timely 

and/or meaningful feedback 

on assessments. 

Teacher inconsistently 

provides students with 

timely, meaningful 

feedback on assessments. 

Teacher consistently provides 

students with descriptive, 

timely and meaningful 

feedback on assessments. 

Teacher consistently provides students with 

descriptive, timely and meaningful feedback 

on assessments and ensures that students 

receive feedback from a variety of sources, 

including peers and self. 
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Domain 5: Professional Responsibilities 

Indicators Performance Levels 
  

Ineffective Practice 

 

Developing Effective 

Practice 

 

Effective Practice 

 

Highly Effective Practice 

1- Teacher engages 

in continuous 

professional growth 

to impact instruction 

and student learning 

Teacher identifies 

professional learning needs 

that are not relevant to 

improving practice or student 

learning. Teacher attends 

professional learning provided 

by school or region but does 

not participate actively.  

Teacher inconsistently 

identifies professional 

learning needs that are 

relevant to improving 

practice and student 

learning. Teacher 

participates in mandatory 

professional learning 

provided by school or region, 

but seeks few other 

individual professional 

learning opportunities 

related to improving 

practice.  

Teacher engages in a cycle of 

continuous improvement by 

effectively self-evaluating and 

identifying professional learning 

needs. Teacher applies new 

learning to improve practice and 

analyzes the impact on student 

learning. 

Teacher takes responsibility for 

own professional learning by 

routinely accessing opportunities 

within or beyond the local context.  

Teacher engages in a cycle of continuous 

improvement by effectively self-evaluating 

and identifying professional learning needs. 

Teacher applies new learning to improve 

practice and analyzes the impact on student 

learning. Teacher takes initiative to expand 

professional learning and share learning and 

resources with colleagues. 

Teacher takes responsibility for own 

professional learning by routinely accessing 

opportunities within and beyond the local 

context.  

2-Response to 

feedback 

Teacher rarely welcomes 

and/or responds to feedback. 

Teacher inconsistently 

welcomes and/or responds 

to feedback from a variety of 

sources. 

Teacher consistently welcomes 

and responds to feedback from a 

variety of sources. 

Teacher proactively seeks feedback from a 

variety of sources to improve a range of 

professional practices. 

3- Teacher 

understands and 

utilizes SRBI and 

takes responsibility 

for collecting and 

using data to build 

and implement 

interventions 

Teacher demonstrates limited 

ability to collect and use 

relevant student data to 

participate appropriately in 

the SRBI process.  Teacher 

implements interventions 

without fidelity.  

Teacher demonstrates some 

ability to collect and use 

relevant student data to 

participate appropriately in 

the SRBI process. Teacher 

implements interventions 

and participates in crafting 

appropriate interventions. 

Teacher consistently 

demonstrates ability to collect and 

use relevant student data to 

participate appropriately in the 

SRBI process. Teacher consistently 

implements interventions 

effectively. 

Teacher consistently demonstrates expertise 

in collecting and using relevant student data 

to participate in the SRBI process. Teacher 

implements interventions effectively, and 

contributes significantly to the process of 

crafting appropriate interventions. 
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4- Teacher 

communicates and 

collaborates with 

families to develop 

and sustain a 

positive school 

climate to support 

student learning 

Teacher limits communication 

with families about student 

academic or behavioral 

performance to required 

reports and conferences. 

Teacher communicates lack of 

respect for cultural 

differences or demonstrates 

bias or negativity in the 

community. 

Teacher communicates with 

families about student 

academic or behavioral 

performance through 

required reports and 

conferences and makes 

some attempts to build 

relationships through 

additional communications. 

Teacher communication 

generally demonstrates 

respect for cultural 

differences. 

Teacher communicates frequently 

and proactively with families 

about learning expectations and 

student academic or behavioral 

performance and develops 

positive relationships with families 

to promote student success. 

Teacher communication 

consistently demonstrates respect 

for cultural differences. 

[In addition to characteristics of Effective 

Practice] 

Teacher supports colleagues in developing 

effective ways to communicate with families 

and engage them in opportunities to 

ǎǳǇǇƻǊǘ ǘƘŜƛǊ ŎƘƛƭŘΩǎ ƭŜŀǊƴƛƴƎΦ ¢ŜŀŎƘŜǊ ǎŜŜƪǎ 

input from families and community to 

support student growth and development. 

Teacher models efforts to enhance culturally 

respectful communications. 

5 - Teacher 

collaborates with 

colleagues in a 

professional 

community 

Teacher rarely contributes to 

the professional community 

and fails to develop 

collaborative and collegial 

relationships. Teacher rarely 

conducts him/herself in a 

manner that is positive and 

open and does not contribute 

to a climate of mutual trust 

and respect. 

Teacher inconsistently 

contributes to the 

professional community and 

develops some collaborative 

and collegial relationships. 

Teacher inconsistently 

conducts him/herself in a 

manner that is positive and 

open and consistently 

contributes to a climate of 

mutual trust and respect. 

Teacher frequently makes a 

contribution to the professional 

community and develops 

collaborative and collegial 

relationships. Teacher frequently 

conducts him/herself in a manner 

that is positive, open and 

maintains a climate of mutual 

trust and respect. 

Teacher consistently makes a substantial 

contribution to the professional community 

and develops collaborative and collegial 

relationships. Teacher consistently conducts 

him/herself in a manner that is positive, 

open and contributes to a climate of mutual 

trust and respect. 

6- Demonstrates 

other professional 

behaviors 

 

Teacher demonstrates little 

compliance with the 

Connecticut Code of 

Professional Responsibility, 

including conduct, 

commitment and 

responsibility to students, the 

profession, the community, 

ŀƴŘ ǎǘǳŘŜƴǘǎΩ ŦŀƳƛƭƛŜǎΦ 

Teacher demonstrates little 

compliance with other 

Teacher demonstrates some 

incomplete compliance with 

the Connecticut Code of 

Professional Responsibility, 

including conduct, 

commitment and 

responsibility to students, 

the profession, the 

community, and the 

ǎǘǳŘŜƴǘǎΩ ŦŀƳƛƭƛŜǎΦ ¢ŜŀŎƘŜǊ 

demonstrates incomplete 

Teacher demonstrates compliance 

with the Connecticut Code of 

Professional Responsibility, 

including conduct, commitment, 

and responsibility to students, the 

profession, the community, and 

ǎǘǳŘŜƴǘǎΩ ŦŀƳƛƭƛŜǎΦ ¢ŜŀŎƘŜǊ 

demonstrates compliance with 

other responsibilities outlined by 

school administration. 

 

Teacher demonstrates and consistently 

models professional conduct as well as 

commitment and responsibility to students, 

the profession, the community, and the 

ǎǘǳŘŜƴǘǎΩ ŦŀƳƛƭƛŜǎ, as specified by the 

Connecticut Code of Professional 

Responsibility. Teacher demonstrates 

compliance with other responsibilities 

outlined by school administration. 
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responsibilities outlined by 

school administration. 

 

Teacher demonstrates no 

compliance with, or advocacy 

for, the ethical use of 

information or information 

technology, as well as other 

school and district policies 

and procedures. 

compliance with other 

responsibilities outlined by 

school administration. 

 

Teacher demonstrates some 

compliance with, and 

advocacy for, the ethical use 

of information and 

information technology, as 

well as other school and 

district policies and 

procedures. 

Teacher demonstrates consistent 

compliance with, and advocacy 

for, the ethical use of information 

and information technology, as 

well as other district and school 

policies and procedures. 

Teacher demonstrates and consistently 

models ethical use of information and 

information technology, and ensures respect 

for intellectual property rights and credit 

sources, and adheres to safe and legal use 

guidelines and complies fully with school 

and district policies and procedures. 
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Domain 1  for School Counselors: Planning and Preparation  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

1a:  
Demonstrating 
knowledge  
of counseling theory 
and techniques  
 

Counselor demonstrates 
little understanding of 
counseling theory and 
techniques. 
 

Counselor demonstrates 
basic understanding of 
counseling theory and 
techniques. 
 

Counselor demonstrates 
understanding of 
counseling theory and 
techniques. 
 

Counselor demonstrates deep 
and thorough understanding 
of counseling theory and 
techniques. 
 

1b:  
Demonstrating 
knowledge  
of child and adolescent 
development  
 

Counselor displays little 
or no knowledge of child 
and adolescent 
development. 
 

Counselor displays 
partial knowledge of 
child and adolescent 
development. 
 

Counselor displays 
accurate understanding 
of the typical 
developmental 
characteristics of the age 
group, as well as 
exceptions to the general 
patterns. 
 

In addition to accurate 
knowledge of the typical 
developmental characteristics 
of the age group and 
exceptions to the general 
patterns, counselor displays 
knowledge of the extent to 
which individual students 
follow the general patterns. 

1c:  
Establishing goals for 
the counseling 
program appr opriate 
to the setting  
and the students 
served 
 

Counselor has no clear 
goals for the counseling 
program, or they are 
inappropriate to either 
the situation or the age 
of the students. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÇÏÁÌÓ ÆÏÒ ÔÈÅ 
counseling program are 
rudimentary and are 
partially suitable to the 
situation and the age of 
the students. 

#ÏÕÎÓÅÌÏÒȭÓ ÇÏÁÌÓ ÆÏÒ ÔÈÅ 
counseling program are 
clear and appropriate to 
the situation in the 
school and to the age of 
the students. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÇÏÁÌÓ ÆÏÒ ÔÈÅ 
counseling program are highly 
appropriate to the situation in 
the school and to the age of the 
students and have been 
developed following 
consultations with students, 
parents, and colleagues. 

 
 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 1 for School Counselors: Planning and Preparation (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

1d:  
Demonstrating 
knowledge of state and 
federal regulations and 
of resources both 
within and beyond the 
school and district  
 

Counselor demonstrates 
little or no knowledge of 
governmental 
regulations and of 
resources for students 
available through the 
school or district. 
 

Counselor displays 
awareness of 
governmental 
regulations and of 
resources for students 
available through the 
school or district, but no 
knowledge of resources 
available more broadly. 

Counselor displays 
awareness of 
governmental 
regulations and of 
resources for students 
available through the 
school or district, and 
some familiarity with 
resources external to the 
school. 

#ÏÕÎÓÅÌÏÒȭÓ ËÎÏ×ÌÅÄÇÅ ÏÆ 
governmental regulations and 
of resources for students is 
extensive, including those 
available through the school or 
district and in the community. 

1e:  
Planning the 
counseling program, 
integrated with the 
regular school 
program  
 

Counseling program 
consists of a random 
collection of unrelated 
activities, lacking 
coherence or an overall 
structure. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÐÌÁÎ ÈÁÓ Á 
guiding principle and 
includes a number of 
worthwhile activities, 
ÂÕÔ ÓÏÍÅ ÏÆ ÔÈÅÍ ÄÏÎȭÔ 
fit with the broader 
goals. 
 

Counselor has developed 
a plan that includes the 
important aspects of 
counseling in the setting. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÐÌÁÎ ÉÓ ÈÉÇÈÌÙ 
coherent and serves to 
support not only the students 
indiv idually and in groups, but 
also the broader educational 
program. 

1f:  
Developing a plan to 
evaluate the 
counseling program  
 

Counselor has no plan to 
evaluate the program or 
resists suggestions that 
such an evaluation is 
important. 
 

Counselor has a 
rudimentary plan to 
evaluate the counseling 
program. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÐÌÁÎ ÔÏ 
evaluate the program is 
organized around clear 
goals and the collection 
of evidence to indicate 
the degree to which the 
goals have been met. 

#ÏÕÎÓÅÌÏÒȭÓ ÅÖÁÌÕÁÔÉÏÎ ÐÌÁÎ ÉÓ 
highly sophisticated, with 
imaginative sources of 
evidence and a clear path 
toward improving the 
program on an ongoing basis. 

 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 2 for School Counselors: The Environment  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

2a:  
Creating an 
environment of  
respect and rapport  
 

#ÏÕÎÓÅÌÏÒȭÓ ÉÎÔÅÒÁÃÔÉÏÎÓ 
with students are 
negative or 
inappropriate, and the 
counselor does not 
promote positive 
interactions among 
students. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÉÎÔÅÒÁÃÔÉÏÎÓ 
are a mix of positive and 
ÎÅÇÁÔÉÖÅȠ ÔÈÅ ÃÏÕÎÓÅÌÏÒȭÓ 
efforts at encouraging 
positive interactions 
among students are 
partially successful. 

#ÏÕÎÓÅÌÏÒȭÓ ÉÎÔÅÒÁÃÔÉÏÎÓ 
with students are 
positive and respectful, 
and the counselor 
actively promotes 
positive student-student 
interactions. 
 

Students seek out the 
counselor, reflecting a high 
degree of comfort and trust in 
the relationship. Counselor 
teaches students how  
to engage in positive 
interactions. 

2b:  
Establishing a culture 
for productive 
communication  
 

Counselor makes no 
attempt to establish a 
culture for productive 
communication in the 
school as a whole, either 
among students or 
among teachers, or 
between students and 
teachers. 

#ÏÕÎÓÅÌÏÒȭÓ ÁÔÔÅÍÐÔÓ ÔÏ 
promote a culture 
throughout the school 
for productive and 
respectful 
communication between 
and among students and 
teachers are partially 
successful. 

Counselor promotes a 
culture throughout the 
school for productive 
and respectful 
communication between 
and among students and 
teachers. 

The culture in the school for 
productive and respectful 
communication between and 
among students and teachers, 
while guided by the counselor, 
is maintained by both teachers 
and students. 

2c:  
Managing routines  
and procedures  
 

#ÏÕÎÓÅÌÏÒȭÓ ÒÏÕÔÉÎÅÓ ÆÏÒ 
the counseling center or 
classroom work are 
nonexistent or in 
disarray.  

Counselor has 
rudimentary and 
partially successful 
routines for the 
counseling center or 
classroom. 

#ÏÕÎÓÅÌÏÒȭÓ ÒÏÕÔÉÎÅÓ Æor 
the counseling center or 
classroom work 
effectively.  

#ÏÕÎÓÅÌÏÒȭÓ ÒÏÕÔÉÎÅÓ ÆÏÒ ÔÈÅ 
counseling center or 
classroom are seamless, and 
students assist in maintaining 
them. 

 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 2 for School Counselors: The Environment (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 

 
PROFICIENT 

 
EXEMPLARY 

2d:  
Establishing standards 
of conduct and 
contributing to the 
culture for student 
behavior throughout 
the school. 
 

Counselor has 
established no standards 
of conduct for students 
during counseling 
sessions and makes no 
contribution to 
maintaining an 
environment of civility in 
the school. 

#ÏÕÎÓÅÌÏÒȭÓ ÅÆÆÏÒÔÓ ÔÏ 
establish standards of 
conduct for counseling 
sessions are partially 
successful. Counselor 
attempts, with limited 
success, to contribute to 
the level of civility in the 
school as a whole. 

Counselor has 
established clear 
standards of conduct for 
counseling sessions and 
makes a significant 
contribution to the 
environment of civility in 
the school. 
 

Counselor has established 
clear standards of conduct for 
counseling sessions, and 
students contribute to 
maintaining them. Counselor 
takes a leadership role in 
maintaining the environment 
of civility in the school. 

2e:  
Organizing physical 
space 
 

The physical 
environment is in 
disarray or is 
inappropriate to the 
planned activities. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÁÔÔÅÍÐÔÓ ÔÏ 
create an inviting and 
well-organized physical 
environment are 
partially successful. 
 

Counseling center or 
classroom arrangements 
are inviting and 
conducive to the planned 
activities. 
 

Counseling center or 
classroom arrangements are 
inviting and conducive to the 
planned activities. Students 
have contributed ideas to the 
physical arrangement. 

 
 
 
 
 
 
 
 
 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 3 for School Counselors: Delivery of Service  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 

 
PROFICIENT 

 
EXEMPLARY 

3a: 
Assessing student 
needs 
 

Counselor does not 
assess student needs, or 
the assessments result in 
inaccurate conclusions. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÁÓÓÅÓÓÍÅÎÔÓ 
of student needs are 
perfunctory. 
 

Counselor assesses 
student needs and 
knows the range of 
student needs in the 
school. 
 

Counselor conducts detailed 
and individualized 
assessments of student needs 
to contribute to program 
planning. 

3b:  
Assisting students and 
teachers in the 
formulation of 
academic, 
personal/social, and 
career plans, based on 
knowledge of student 
needs 

#ÏÕÎÓÅÌÏÒȭÓ ÐÒÏÇÒÁÍ ÉÓ 
independent of 
identified student needs. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÁÔÔÅÍÐÔÓ ÔÏ 
help students and 
teachers formulate 
academic, 
personal/social, and 
career plans are partially 
successful. 
 

Counselor helps students 
and teachers formulate 
academic, 
personal/social, and 
career plans for groups 
of students. 
 

Counselor helps individual 
students and teachers 
formulate academic, 
personal/social, and career 
plans. 

3c:  
Using counseling 
techniques  
in individual and 
classroom programs  
 

Counselor has few 
counseling techniques to 
help students acquire 
skills in decision making 
and problem solving for 
both interactions with 
other students and 
future planning. 
 

Counselor displays a 
narrow range of 
counseling techniques to 
help students acquire 
skills in decision making 
and problem solving for 
both interactions with 
other students and 
future planning. 

Counselor uses a range 
of counseling techniques 
to help students acquire 
skills in decision making 
and problem solving for 
both interactions with 
other students and 
future planning. 
 

Counselor uses an extensive 
range  
of counseling techniques to 
help students acquire skills in 
decision making and problem 
solving for both interactions 
with other students and future 
planning. 

 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 3 for School Counselors: Delivery of Service (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 

 
PROFICIENT 

 
EXEMPLARY 

3d:  
Brokering resources  
to meet needs 
 

Counselor does not make 
connections with other 
programs in order to 
meet student needs. 

 

#ÏÕÎÓÅÌÏÒȭÓ ÅÆÆÏÒÔÓ ÔÏ 
broker services with 
other programs in the 
school are partially 
successful. 

 

Counselor brokers with 
other programs within 
the school or district to 
meet student needs. 

 

Counselor brokers with other 
programs and agencies both 
within and beyond the school 
or district to meet individual 

student needs. 

3e: 
Demonstrating 
flexibility and 
responsi veness 
 

Counselor adheres to the 
plan or program, in spite 
of evidence of its 
inadequacy. 

 

Counselor makes modest 
changes in the 

counseling program 
when confronted with 

evidence of the need for 
change. 

Counselor makes 
revisions in the 
counseling program 
when they are needed. 

 

Counselor is continually 
seeking ways to improve the 

counseling program and 
makes changes as needed in 

response to student, parent, or 
teacher input. 

 
 

 
 
 
 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 4 for School Counselors: Professional Responsibilities  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 

 
PROFICIENT 

 
EXEMPLARY 

4a:  
Reflecting on practice  
 

Counselor does not 
reflect on practice, or the 
reflections are 
inaccurate or self-
serving. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÒÅÆÌÅÃÔÉÏÎ ÏÎ 
practice is moderately 
accurate and objective 
without citing specific 
examples and with only 
global suggestions as to 
how it might be 
improved. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÒÅÆÌÅÃÔÉÏÎ 
provides an accurate and 
objective description of 
practice, citing specific 
positive and negative 
characteristics.  
Counselor makes some 
specific suggestions as to 
how the counseling 
program might be 
improved. 

#ÏÕÎÓÅÌÏÒȭÓ ÒÅÆÌÅÃÔÉÏÎ ÉÓ ÈÉÇÈÌÙ 
accurate and perceptive, citing 
specific examples that were 
not fully successful for at least 
some students.  Counselor 
draws on an extensive 
repertoire to suggest 
alternative strategies. 

4b:  
Maintaining records 
and submitting them in 
a timely fashion  
 

#ÏÕÎÓÅÌÏÒȭÓ reports, 
records, and 
documentation are 
missing, late, or 
inaccurate, resulting in 
confusion. 
 

#ÏÕÎÓÅÌÏÒȭÓ ÒÅÐÏÒÔÓȟ 
records, and 
documentation are 
generally accurate but 
are occasionally late.  
 

#ÏÕÎÓÅÌÏÒȭÓ ÒÅÐÏÒÔÓȟ 
records, and 
documentation are 
accurate and are 
submitted in a timely 
manner.  
 

#ÏÕÎÓÅÌÏÒȭÓ ÁÐÐÒÏÁÃÈ ÔÏ 
record keeping is highly 
systematic and efficient and 
serves as a model for 
colleagues in other schools. 

4c:  
Communicating with 
families  
 

Counselor provides no 
information to families, 
either about the 
counseling program as a 
whole or about 
individual students. 
 

Counselor provides 
limited though accurate 
information to families 
about the counseling 
program as a whole and 
about individual 
students. 
 

Counselor provides 
thorough and accurate 
information to families 
about the counseling 
program as a whole and 
about individual 
students. 
 

Counselor is proactive in 
providing information to 
families about the counseling 
program and about individual 
students through a variety of 
means. 

 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 4 for School Counselors: Professional Responsibilities (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 

 
PROFICIENT 

 
EXEMPLARY 

4d:  
Participating in a 
professional 
community  
 

#ÏÕÎÓÅÌÏÒȭÓ 
relationships with 
colleagues are negative 
or self-serving, and 
counselor avoids being 
involved in school and 
district events and 
projects. 

#ÏÕÎÓÅÌÏÒȭÓ 
relationships with 
colleagues are cordial, 
and counselor 
participates in school 
and district events and 
projects when 
specifically requested. 

Counselor participates 
actively in school and 
district events and 
projects and maintains 
positive and productive 
relationships with 
colleagues. 

Counselor makes a substantial 
contribution to school and 
district events and projects 
and assumes leadership with 
colleagues. 
 

4e:  
Engaging in 
professional 
development  
 

Counselor does not 
participate in 
professional 
development activities 
even when such 
activities are clearly 
needed for the 
development of 
counseling skills. 

#ÏÕÎÓÅÌÏÒȭÓ ÐÁÒÔÉÃÉÐÁÔÉÏÎ 
in professional 
development activities is 
limited to those that are 
convenient or are 
required. 
 

Counselor seeks out 
opportunities for 
professional 
development based on 
an individual assessment 
of need. 
 

Counselor actively pursues 
professional development 
opportunities and makes a 
substantial contribution to the 
profession through such 
activities as offering 
workshops to colleagues. 

4f:  
Showing 
professionalis m 
 

Counselor displays 
dishonesty in 
interactions with 
colleagues, students, and 
the public; violates 
principles of 
confidentiality. 
 

Counselor is honest in -
interactions with 
colleagues, students, and 
the public; does not 
violate confidentiality. 
 

Counselor displays high 
standards of honesty, 
integrity, and 
confidentiality in 
interactions with 
colleagues, students, and 
the public; advocates for 
students when needed. 

Counselor can be counted on 
to hold the highest standards 
of honesty, integrity, and 
confidentiality and to advocate 
for students, taking a 
leadership role with 
colleagues. 

 

 

Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 1 for Library/Media Specialists: Planning and Preparation  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

1a: 
Demonstrating 
knowledge of 
literature and current 
trends in 
library/media practice 
and information 
technology  

Library/media specialist 
demonstrates little or no 
knowledge of literature 
and of current trends in 
practice and information 
technology. 

Library/media specialist 
demonstrates limited 
knowledge of literature 
and of current trends in 
practice and information 
technology. 

Library/media specialist 
demonstrates thorough 
knowledge of literature 
and of current trends in 
practice and information 
technology. 

Drawing on extensive 
professional resources, 
library/media specialist 
demonstrates rich 
understanding of literature and 
of current trends in information 
technology. 
 

1b: 
Demonstrating 
knowledge of the 
ÓÃÈÏÏÌȭÓ ÐÒÏÇÒÁÍ ÁÎÄ 
student information 
needs within that 
program  

Library/media specialist 
demonstrates little of no 
knowledge of the 
ÓÃÈÏÏÌȭÓ ÃÏÎÔÅÎÔ 
standards and of 
ÓÔÕÄÅÎÔÓȭ ÎÅÅÄÓ ÆÏÒ 
information skills within 
those standards. 
 

Library/media specialist 
demonstrates basic 
knowledge of the 
ÓÃÈÏÏÌȭÓ ÃÏÎÔÅÎÔ 
standards and of 
ÓÔÕÄÅÎÔÓȭ ÎÅÅÄÓ ÆÏÒ 
information skills within 
those standards. 

Library/media specialist 
demonstrates thorough 
knowledge of the 
scÈÏÏÌȭÓ ÃÏÎÔÅÎÔ 
standards and of 
ÓÔÕÄÅÎÔÓȭ ÎÅÅÄÓ ÆÏÒ 
information skills within 
those standards. 

Library/media specialist takes 
a leadership role within the 
school and district to articulate 
the needs of students for 
information technology within 
ÔÈÅ ÓÃÈÏÏÌȭs academic program. 
 

1c: 
Establishing goals for 
the library/media 
program appropriate 
to the setting and the 
students served  

Library/media specialist 
has no clear goals for the 
media program, or they 
are inappropriate to 
either the situation in 
the school or the age of 
the students. 
 

Library/media 
ÓÐÅÃÉÁÌÉÓÔȭÓ ÇÏÁÌÓ ÆÏÒ ÔÈÅ 
media program are 
rudimentary and are 
partially suitable to the 
situation in the school 
and the age of the 
students. 

Library/media 
ÓÐÅÃÉÁÌÉÓÔȭÓ ÇÏÁÌÓ ÆÏÒ ÔÈÅ 
media program are clear 
and appropriate to the 
situation in the school 
and to the age of the 
students. 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ ÇÏÁÌÓ 
for the media program are 
highly appropriate to the 
situation in the school and to 
the age of the students and 
have been developed following 
consultations with students and 
colleagues. 

 

Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain I for Library/Media Specialists: Planning and Preparation (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

1d:  
Demonstrating 
knowledge of 
resources, both within 
and beyond the school 
and district, and access 
to such resources as 
interlibrary loan  

Library/media specialist 
demonstrates little or no 
knowledge of resources 
available for students 
and teachers in the 
school, in other schools 
in the district, and in the 
larger community to 
advance program goals. 

Library/media specialist 
demonstrates basic 
knowledge of resources 
available for students 
and teachers in the 
school, in other schools 
in the district, and in the 
larger community to 
advance program goals. 

Library/media specialist 
is fully aware of 
resources available for 
students and teachers in 
the school, in other 
schools in the district, 
and in the larger 
community to advance 
program goals. 

Library/media specialist is 
fully aware of resources 
available for students and 
teachers and actively seeks out 
new resources from a wide 
range of sources to enrich the 
ÓÃÈÏÏÌȭÓ ÐÒÏÇÒÁÍȢ 

1e: Planning the 
library/media 
program integrated 
with the overall school 
program  

Library/media program 
consists of a random 
collection of unrelated 
activities, lacking 
coherence or an overall 
structure. 

Library/media 
ÓÐÅÃÉÁÌÉÓÔȭÓ ÐÌÁÎ ÈÁÓ Á 
guiding principle and 
includes a number of 
worthwhile activities, 
ÂÕÔ ÓÏÍÅ ÏÆ ÔÈÅÍ ÄÏÎȭÔ 
fit with the broader 
goals. 

 

Library/media 
ÓÐÅÃÉÁÌÉÓÔȭÓ ÐÌÁÎ ÉÓ ×ÅÌÌ 
designed to support both 
teachers and students in 
their information needs. 

 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
plan is highly coherent, taking 
into account the competing 
demands of scheduled time in 
the library, consultative work 
with teachers, and work in 
maintaining and extending the 
collection; the plan has been 
developed after consultation 
with teachers. 

1f: 
Developing a plan to 
evaluate the 
library/media 
program  

Library/media specialist 
has no plan to evaluate 
the program or resists 
suggestions that such an 
evaluation is important. 

Library/media specialist 
has a rudimentary plan 
to evaluate the 
library/media program.  
 

Library/media 
speÃÉÁÌÉÓÔȭÓ ÐÌÁÎ ÔÏ 
evaluate the program is 
organized around clear 
goals and the collection 
of evidence to indicate 
the degree to which the 
goals have been met. 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
evaluation plan is highly 
sophisticated, with 
imaginative sources of 
evidence and a clear path 
toward improving the 
program on an ongoing basis. 
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Domain 2 for Library/Media Specialists: The Environment  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

2a:  
Creating an -
environment  of respect 
and rapport  
 

Interactions, both between 
the library/media specialist 
and students and among 
students, are negative, 
inappropriate, or 
ÉÎÓÅÎÓÉÔÉÖÅ ÔÏ ÓÔÕÄÅÎÔÓȭ 
cultural backgrounds and 
are characterized by 
sarcasm, put-downs, or 
conflict. 
 

Interactions, both between 
the library/media specialist 
and students and among 
students, are generally 
appropriate and free from 
conflict but may be 
characterized by occasional 
displays of insensitivity or 
lack of responsiveness to 
cultural or developmental 
differences among 
students. 

Interactions, both between 
the library/media specialist 
and students and among 
students, are polite and 
respectful, reflecting 
general warmth and caring, 
and are appropriate to the 
cultural and developmental 
differences among groups 
of students. 
 

Interactions among the 
library/media specialist, 
individual students, and the 
classroom teachers are highly 
respectful, reflecting genuine 
warmth and caring and sensitivity 
ÔÏ ÓÔÕÄÅÎÔÓȭ ÃÕÌÔÕÒÅÓ ÁÎÄ ÌÅÖÅÌÓ ÏÆ 
development. Students 
themselves ensure high levels of 
civility among students in the 
library.  

2b:  
Establishing a culture 
for investigation and 
love of literature  
 

Library/media specialist 
conveys a sense that the 
work of seeking 
information and reading 
literature is not worth th e 
time and energy required.  
 

Library/media specialist 
goes through the motions 
of performing the work of 
the position, but without 
any real commitment to it. 
 

Library/media specialist, in 
interactions with both 
students and colleagues, 
conveys a sense of the 
importance of seeking 
information and reading 
literature.  
 

Library/media specialist, in 
interactions with both students 
and colleagues, conveys a sense of 
the essential nature of seeking 
information and reading 
literature. Students appear to 
have internalized these values. 

2c:  
Establishing and -
maintaining library -
procedures  
 

Media center routines and 
procedures (for example, 
for circulation of materials, 
working on computers, 
independent work) are 
either nonexistent or 
inefficient, resulting in 
general confusion. Library 
assistants are confused as 
to their role. 

 

Media center routines and 
procedures (for example, 
for circulation of materials, 
working on computers, 
independent work) have 
been established but 
function sporadically. 
Efforts to establish 
guidelines for library 
assistants are partially 
successful. 

 
 

Media center routines and 
procedures (for example, 
for circulation of materials, 
working on computers, 
independent work) have 
been established and 
function smoothly. Library 
assistants are clear as to 
their role. 

 
 
 
 

Media center routines and 
procedures (for example, for 
circulation of materials, working 
on computers, independent work) 
are seamless in their operation, 
with students assuming 
considerable responsibility for 
their smooth operation. Library 
assistants work independently 
and contribute to the success of 
the media center. 
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Domain 2  for Library/Media Speci alists: The Environment (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

2d:  
Managing student 
behavior  

 

There is no evidence that 
standards of conduct have 
been established, and there 
is little or no monitoring of 
student behavior. Response 
to student misbehavior is 
repressive or disrespectful 
of student dignity. 
 

It appears that the 
library/media specialist 
has made an effort to 
establish standards of 
conduct for students and 
tries to monitor student 
behavior and respond to 
student misbehavior, but 
these efforts are not always 
successful. 
 

Standards of conduct 
appear to be clear to 
students, and the 
library/media specialist 
monitors student behavior 
against those standards. 
,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
response to student 
misbehavior is appropriate 
and respectful to students. 
 

Standards of conduct are clear, 
with evidence of student 
participation in setting them. 
,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
monitoring of student behavior is 
subtle and preventive, and 
response to student misbehavior 
is sensitive to individual student 
needs. Students take an active 
role in monitoring the standards 
of behavior. 

2e:  
Organizing physical 
space to enable smooth 
flow  

 

Library/media specialist 
makes poor use of the 
physical environment, 
resulting in poor traffic 
flow, confusing signage, 
inadequate space devoted 
to work areas and 
computer use, and general 
confusion. 
 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
efforts to make use of the 
physical environment are 
uneven, resulting in 
occasional confusion.  
 

Library/media specialist 
makes effective use of the 
physical environment, 
resulting in good traffic 
flow, clear signage, and 
adequate space devoted to 
work areas and computer 
use. 
 

Library/media specialist makes 
highly effective use of the physical 
environment, resulting in clear 
signage, excellent traffic flow, and 
adequate space devoted to work 
areas and computer use. In 
addition, book displays are 
attractive and inviting. 

 
 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 3  for Library/Media Speci alists: Delivery of Service  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

3a:  
Maintaining and 
extending the library 
collection in 
accordance with the 
ÓÃÈÏÏÌȭÓ ÎÅÅÄÓ ÁÎÄ 
within budget 
limitations  
 

Library/media specialist 
fails to adhere to district or 
professional guidelines in 
selecting materials for the 
collection and does not 
periodically purge the 
collection of outdated 
material. Collection is 
unbalanced among -
different areas. 

Library/media specialist is 
partially successful in 
attempts to adhere to 
district or professional 
guidelines in selecting 
materials, to weed the 
collection, and to establish 
balance. 

 

Library/media specialist 
adheres to district or 
professional guidelines in 
selecting materials for the 
collection and periodically 
purges the collection of 
outdated material. 
Collection is balanced 
among different areas. 

 

Library/media specialist selects 
materials for the collection 
thoughtfully and in consultation 
with teaching colleagues, and 
periodically purges the collection 
of outdated material. Collection is 
balanced among different areas. 

 

3b:  
Collaborating with 
teachers in the 
design of 
instructional units 
and lessons 
 

Library/media specialist 
declines to collaborate with 
classroom teachers in the 
design of instructional 
lessons and units. 

 

Library/media specialist 
collaborates with 
classroom teachers in the 
design of instructional 
lessons and units when 
specifically asked to do so. 

 

Library/media specialist 
initiates collaboration with 
classroom teachers in the 
design of instructional 
lessons and units. 

 

Library/media specialist initiates 
collaboration with classroom 
teachers in the design of 
instructional lessons and units, 
locating additional resources 
from sources outside the school. 

3c:  
Engaging students in 
enjoying literature 
and in learning 
information skills  
 

Students are not engaged in 
enjoying literature and in 
learning information skills 
because of poor design of 
activities, poor grouping 
strategies, or inappropriate 
materials. 

 

Only some students are 
engaged in enjoying 
literature and in learning 
information skills due to 
uneven design of activities, 
grouping strategies, or 
partially appropriate 
materials. 

Students are engaged in 
enjoying literature and in 
learning information skills 
because of effective design 
of activities, grouping 
strategies, and appropriate 
materials. 

 

Students are highly engaged in 
enjoying literature and in 
learning information skills and 
take initiative in ensuring the 
engagement of their peers. 

 

 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 3  for Library/Media Speci alists: Delivery of Service (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

3d:  
Assisting students and 
teachers in the use of 
technology in the 
library/media center  
 

Library/media specialist 
declines to assist students 
and teachers in the use of 
technology in the 
library/media center.  
 

Library/media specialist 
assists students and 
teachers in the use of 
technology in the 
library/media center when 
specifically asked to do so. 
 

Library/media specialist 
initiates sessions to assist 
students and teachers in 
the use of technology in the 
library/media cente r. 
 

Library/media specialist is 
proactive in initiating sessions to 
assist students and teachers in 
the use of technology in the 
library/media center.  

3e:  
Demonstrating 
flexibility and 
responsiveness  

 

Library/media specialist 
adheres to the plan, in spite 
of evidence of its 
inadequacy. 
 

Library/media specialist 
makes modest changes in 
the library/media program 
when confronted with 
evidence of the need for 
change. 
 

Library/media specialist 
makes revisions to the 
library/media program 
when they are needed.  
 

Library/media specialist is 
continually seeking ways to 
improve the library/media 
program and makes changes as 
needed in response to student, 
parent, or teacher input. 

 
 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 4  for Library/Media Speci alists: Professional Responsibilities  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

4a:  
Reflecting on practice  

 

Library/media specialist 
does not reflect on practice, 
or the reflections are 
inaccurate or self-serving. 
 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
reflection on practice is 
moderately accurate and 
objective, without citing 
specific examples and with 
only global suggestions as 
to how it might be 
improved. 
 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
reflection provides an 
accurate and objective 
description of practice, 
citing specific positive and 
negative characteristics. 
Library/media specialist 
makes some specific 
suggestions as to how the 
media program might be 
improved. 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
reflection is highly accurate and 
perceptive, citing specific 
examples. Library/media 
specialist draws on an extensive 
repertoire to suggest alternative 
strategies and their likely success. 
 

4b:  
Preparing and 
submitting reports and 
budgets 

 

Library/media specialist 
ignores teacher requests 
when preparing 
requisitions and budgets or 
does not follow established 
procedures. Inventories 
and reports are routinely 
late.  
 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
efforts to prepare budgets 
are partially successful, 
responding sometimes to 
teacher requests and 
following procedures. 
Inventories and reports are 
sometimes submitted on 
time. 
 

Library/media specialist 
honors teacher requests 
when preparing 
requisitions and budgets 
and follows established 
procedures. Inventories 
and reports are submitted 
on time. 
 

Library/media specialist 
anticipates teacher needs when 
preparing requisitions and 
budgets, follows established 
procedures, and suggests 
improvements to those 
procedures. Inventories and 
reports are submitted on time. 

4c:  
Communicating with 
the larger community  

 

Library/media specialist 
makes no effort to engage 
in outreach efforts to 
parents or the larger 
community. 
 

Library/media specialist 
makes sporadic efforts to 
engage in outreach efforts 
to parents or the larger 
community. 
 

Library/media specialist 
engages in outreach efforts 
to parents and the larger 
community. 
 

Library/media specialist is 
proactive in reaching out to 
parents and establishing contacts 
with outside libraries, 
coordinating efforts for mutual 
benefit. 

 
 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Domain 4  for Library/Media Speci alists: Professional Responsibilities (continued)  

 
 
 
COMPONENT  

LEVEL OF PERFORMANCE 
 

BELOW STANDARD 
 

 
DEVELOPING 

 
PROFICIENT 

 
EXEMPLARY 

4d:  
Participating in a 
professional community  
 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
relationships with 
colleagues are negative or 
self-serving, and the 
specialist avoids being 
involved in school and 
district events and projects. 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ 
relationships with 
colleagues are cordial, and 
the specialist participates 
in school and district 
events and projects when 
specifically requested. 

Library/media specialist 
participates actively in 
school and district events 
and projects and maintains 
positive and productive 
relationships with 
colleagues. 

Library/media specialist makes a 
substantial contribution to school 
and district events and projects 
and assumes leadership with 
colleagues. 
 

4e:  
Engaging in professional  
development  
 

Library/media specialist 
does not participate in 
professional development 
activities, even when such 
activities are clearly 
needed for the 
enhancement of skills. 
 

,ÉÂÒÁÒÙȾÍÅÄÉÁ ÓÐÅÃÉÁÌÉÓÔȭÓ  
participation in 
professional development 
activities is limited  
to those that are 
convenient or  
are required. 
 

Library/media specialist 
seeks out opportunities for 
professional development 
based on an individual 
assessment of need. 
 

Library/media specialist  actively 
pursues professional 
development opportunities and 
makes a substantial contribution 
to the profession through such 
activities as offering workshops 
to colleagues. 

4f:  
Showing professionalism  
 

Library/media specialist 
displays dishonesty in 
interactions with 
colleagues, students, and 
the public; violates 
copyright laws. 
 

Library/media specialist is 
honest in interactions with 
colleagues, students, and 
the public; respects 
copyright laws. 
 

Library/media specialist 
displays  
high standards of honesty 
and integrity in 
interactions with 
colleagues, students, and 
the public; adheres 
carefully to copyright laws. 
 

Library/media specialist can be 
counted on to hold the highest 
standards of honesty and 
integrity and takes a leadership 
role with colleagues in ensuring 
there is no plagiarism or violation 
of copyright laws. 

 
Charlotte Danielson ɀ Enhancing Professional Practice: A Framework for Teaching, 2nd Ed. (2007) ɀ 6/20/2014  
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Appendix C: Forms 
 

 

 

Note: 

 

Beginning with the 2015-2016 school year all Region One schools will utilize the SEED forms. 

 

Please see these forms in the BloomBoard Software. 

 

Paper copies can be made available in the Central Office. 

 

 

 



 
 

74 

 



 
 

75 



 
 

76 

APPENDIX E 
Team SMART Goal-Setting Plan 

 
Team/Department: _________________________________________________________________ 
 
7ÈÁÔ ÉÓ ÏÕÒ ÔÅÁÍȭÓ ȰÃÕÒÒÅÎÔ ÒÅÁÌÉÔÙȱȩ ɉ!ÒÅÁÓ ÏÆ ÓÔÒÅÎÇÔÈ ÁÎÄ ÐÏÔÅÎÔÉÁÌ ÁÒÅÁÓ ÏÆ ÆÏÃÕÓɊ 
 
 
 
Based upon our current reality, we have ÉÄÅÎÔÉÆÉÅÄ ÔÈÅ ÆÏÌÌÏ×ÉÎÇ ÁÒÅÁ ÏÆ ÆÏÃÕÓ ÔÏ ÉÍÐÒÏÖÅ ÓÔÕÄÅÎÔ ÌÅÁÒÎÉÎÇȣ 
 
 
 
We have collectively created the following SMART goal(s) to address this area of focus: 
 
 
 
4Ï ÁÃÈÉÅÖÅ ÔÈÉÓ ÇÏÁÌȣ 
 
Action Steps:  What steps or activities will be initiated to achieve this goal? 
 
 
Designation:  Who will be responsible? 
 
 
Time Frame:  What is a realistic time frame for each step/activity? 
 
 
Outcomes/Evidence: What outcomes on student learning do we expect? What evidence will we have to show that we are making 
progress? 
 
 
TÈÉÓ ÇÏÁÌ ×ÁÓ ÃÒÅÁÔÅÄ ÃÏÌÌÅÃÔÉÖÅÌÙȟ ÁÎÄ ×Å ÁÒÅ ÃÏÍÍÉÔÔÅÄ ÔÏ ÁÃÈÉÅÖÉÎÇ ÔÈÉÓ ÇÏÁÌȣȢ ɉ4ÅÁÍ ÓÉÇÎÁÔÕÒÅÓɊ 
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SAMPLES 
 

SMART Goal Worksheet: Third Grade Team 
School:  George Washington Elementary                    Team Name:  Third Grade                      Team Leader:  Theresa Smith       
 
Team Members:  Ken Thomas, Joe Ramirez, Cathy Armstrong, Amy Wu 
 
District Goal(s):  
 

1. We will increase student achievement and close the achievement gap in all areas using a variety of indicators to document 
improved learning on the part of our students. 

 
School Goal(s): 
 

1.  We will improve student achievement in language arts as measured by local, district, state, and national instructors. 
 
 
Team SMART Goal Strategies and Action 

Steps 
Who is Responsible? Target Date or 

Timeline  
Evidence of 
Effectiveness 

Our Current Reality: 
Last year 85 percent of 
our students met or 
exceeded the target score 
ÏÆ σ ÏÎ ÏÕÒ ÓÔÁÔÅȭÓ 
writing prompt in May.  
 
Our SMART Goal: This 
year, at least 90 percent 
of our students will meet 
or exceed the target 
ÓÃÏÒÅ ÏÆ σ ÏÎ ÏÕÒ ÓÔÁÔÅȭÓ 
writing prompt in May.  

Curriculum  
 
1. Clarify and pace essential 
student learning outcomes in 
writing using standards 
documents, curriculum guides, 
assessment blueprints and data, 
and the wish list of skills from the 
fourth grade team. 

All members of our team October 15 Lists of essential student 
learning outcomes and pacing 
guide 
 
Increased results for all 
students on team, district, 
state, and national indicators 
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Team SMART Goal Strategies and Action 
Steps 

Who is Responsible? Target Date or 
Timeline  

Evidence of 
Effectiveness 

 Assessments 
 
2. Develop, implement and 
collaboratively score grade-level 
formative writing prompts to:  

a) Frequently monitor each 
ÓÔÕÄÅÎÔȭÓ ÌÅÁÒÎÉÎÇ ÏÒ 
essential writing 
outcomes 

b) Provide students with 
multiple opportunities to 
demonstrate progress in 
meeting and exceeding 
learning targets in 
writing  

c) Learn with and from 
each other better ways to 
help students become 
proficient writers  

All members of our team October ɀ May 
 
Checkpoints at midpoint of 
each grading period 
 
District benchmark 
assessments at end of each 
semester 

Common writing prompts 
 
Common writing rubric 
 
Increased results for all 
students on team, district, 
state, and national indicators 

3.  Provide students with writing 
assignments in all subject areas, 
and utilize a variety of 
instructional strategies to help 
students learn all essential 
writing skills  

All members of our team 
Principal 
Resource staff 
Volunteers 

Daily, September - May Intervention/enrichment 
schedule 
 
Student learning results 

4.  Initiate individual and small 
group sessions to provide 
additional intervention and 
enrichment focused on writing  

All members of our team Daily, September - May Intervention/enrichment 
schedule 
 
Student learning results 

5.  Provide parents with 
resources and strategies to help 
their children succeed as writers 

All members of our team First semester workshop: 
10/20  
Second semester workshop: 
1/19  
Newsletters 
End of grading period 
conferences 

Number of parents in 
attendance 
 
Study guides and newsletters 
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Team SMART Goal Strategies and Action 
Steps 

Who is Responsible? Target Date or 
Timeline  

Evidence of 
Effectiveness 

 Staff Development  
 
6.  Develop, implement and 
evaluate our team action 
research project in writing to 
improve our individual and 
collective ability to help our 
students learn how to write at 
high levels 
 
Use information from our 
common formative assessments 
to identify staff development 
needs and engage in ongoing, job-
embedded staff development in 
the area of writing 

All members of our team Weekly collaborative team 
meetings 
 
Staff development days 
 
Faculty meeting sessions 
 
Additional professional 
learning time by request 

Common Assessments 
 
Quarterly reviews 
 
Mid-Year progress reports 
 
End-of-Year team evaluations 
 
Increased results for all 
students on team, district, 
state, and national indicators 
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SMART Goal Worksheet: Eighth Grade Math  
School:  Thomas Jefferson Middle School            Team Name:  Eighth Grade Math            Team Leader:  Chris Rauch 
 
Team Members:  Chris Carter, Dolores Layco, Mary Fischer 
 
District Goal:  
 

1. We will increase student achievement and close the achievement gap in all areas using a variety of indicators to document 
improved learning on the part of our students. 

 
School Goal(s): 
 

1. Reduce the failure rate in our school 
 

2. Increase the percentage of students scoring at or above the established proficiency standard on the state assessment in all 
areas 
 

 
Team SMART Goal Strategies and Action 

Steps 
Who is Responsible? Target Date or 

Timeline  
Evidence of 
Effectiveness 

Our Current Reality: Last 
year, 24 percent of our 
students failed one or more 
semesters of math, and 31 
percent of our students were 
unable to meet the state 
proficiency standards in 
math 
 
Our SMART Goal: This year, 
we will reduce the 
percentage of failing grades 
to 10 percent or less, and the 
percentage of students 
unable to meet state 
standards to no more than 15 
percent 

We will align each unit of our 
math program with state 
standards, study the results 
of the last state assessment, 
identify problem areas, and 
develop specific strategies to 
address those areas in our 
course 

Entire team We will complete the analysis 
on the teacher workday prior 
to the start of the year. We 
will review our findings prior 
to the start of each unit 

Written analysis of state 
assessment and strategies to 
address weaknesses 

We will develop common 
formative assessments and 
administer them every three 
weeks, These assessments 
will provide repeated 
opportunities for students to 
become familiar with the 
format used on the state 
assessment 

Entire team Formative assessments will 
be created prior to the start 
of each unit of instruction 
throughout the year. They 
will be administered on a day 
designated by the team 

Student performance on 
team-endorsed common 
assessments 
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Team SMART Goal Strategies and Action 
Steps 

Who is Responsible? Target Date or 
Timeline  

Evidence of 
Effectiveness 

 After each common 
assessment, we will identify 
any student who does not 
meet the established 
proficiency standard and will 
work with the counselor to 
have those students 
reassigned from study hall to 
the math tutoring center 

Members of entire team will 
request tutoring as their 
supervisory responsibility; 
team leader will work with 
the counselor after each 
assessment 

Assessments will be 
administered every three 
weeks. Students will be 
assigned to the tutoring 
center within one week of 
assessment 

Daily list of students 
receiving tutoring in math 

 We will replace failing grades 
from our common 
assessment with the higher 
grade earned by students 
who are able to demonstrate 
proficiency in key skills on 
subsequent forms of the 
assessment after completing 
tutoring  

Entire team will create 
multiple forms of each 
assessment. Tutors will 
administer the assessment 
after a student has completed 
required tutoring  

Multiple forms of an 
assessment will be created 
prior to the start of each unit 
of instruction. Tutors will 
administer the second 
assessment within two weeks 
ÏÆ Á ÓÔÕÄÅÎÔȭÓ ÁÓÓÉÇÎÍÅÎÔ ÔÏ 
the tutoring center 

Compilation of results from 
subsequent assessments 

 We will examine the results 
of each common assessment 
to determine which member 
of the team is getting the best 
results on each skill, and then 
share ideas, methods and 
materials for teaching those 
skills more effectively 

Each member of the team Ongoing throughout the year 
each time a common 
assessment is administered 

Analysis of findings after each 
common assessment is 
administered 
 
Decrease in the failure rate 
 
Increase in percentage of 
students proficient on state 
assessment 
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SMART Goal Worksheet: American Government  
School:  John Adams High School                 Team Name:  American Government                        Team Leader:  Tom Botimer 
 
Team Members:  Dan Hahn, Andy Bradford, Nick Larsen, Helen Harvey 
 
District Goal(s):  
 

1. We will increase student achievement and close the achievement gap in all areas using a variety of indicators to document 
improved learning on the part of our students. 

 
2. We will provide more students with access to our most rigorous curriculum in each subject area and grade level. 

 
School Goal(s):  We will increase by at least 10 percent the number of students earning credit in: 
 

1. Advanced placement courses 
 

2. Capstone courses in a departmental sequence 
 
Team SMART Goal Strategies and Action 

Steps 
Who is Responsible? Target Date or 

Timeline  
Evidence of 
Effectiveness 

Our Current Reality:  All 
students must complete a 
semester of American 
Government as a graduation 
requirement. Last year only 
10 percent of the graduating 
class fulfilled that 
requirement by enrolling in 
advanced placement (AP) 
American Government. 

We will make a presentation 
in each section of United 
States History, encouraging 
students to enroll in AP 
American Government and 
listing the advantages for 
doing so. 

Team leader will coordinate 
the schedule for these 
presentations with the team 
leader for United States 
History. Each member of the 
team will assist in making 
these presentations and will 
distribute a written list of 
advantages created by the 
team. 

Complete presentations by 
the end of January prior to 
students registering for their 
courses next year 

The presentation has been 
made in every United States 
History class. 
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Team SMART Goal Strategies and Action 
Steps 

Who is Responsible? Target Date or 
Timeline  

Evidence of 
Effectiveness 

Our SMART Goal:  At least 
20 percent of the current 
junior class will enroll in and 
earn a score of 3, 4 or 5 on 
the advanced placement 
American Government exam 
by the end of the next school 
year. 

We will coordinate with the 
guidance department to 
ensure that when counselors 
register students for classes, 
they encourage any student 
who receive an A at the end 
of the first semester of United 
State History to enroll in AP 
American Government. 

Team leader will attend the 
ÃÏÕÎÓÅÌÏÒÓȭ ÔÅÁÍ ÍÅÅÔÉÎÇ ÔÏ 
enlist their support, explain 
advantages of the AP 
progÒÁÍ ÁÎÄ ÓÈÁÒÅ ÔÈÅ ÔÅÁÍȭs 
strategies for supporting 
students in AP American 
Government. 

End of first semester Minutes of meeting 

We will advise parents of the 
benefits of AP American 
Government. 

The team will draft a letter to 
parents of students who earn 
an A in United States History 
at the end of the semester. 
The letter will list the 
advantages of completing this 
course while in high school 
for any student planning on 
attending college. It will also 
ÉÎÃÌÕÄÅ ÔÈÅ ÔÅÁÍȭÓ ÓÔÒÁÔÅÇÙ ÔÏ 
provide students with 
additional support. The team 
will also create a flyer on the 
benefits of the AP program to 
benefits of the AP program to 
be distributed during a 
parent open house. 

The flyer will be created for 
distribution at the open 
house in early October. The 
letter wil l be sent at the end 
of the first semester. 

Completed documents 

We will create study groups 
to review material prior to 
the comprehensive 
assessments we administer 
every six weeks. 

The team will create the 
common comprehensive 
assessments. Each member 
wi ll be responsible for 
conducting one study group 
to help students review for 
these tests. Study groups will 
be held on three evenings in 
the week prior to the test. 

Ongoing throughout the 
semester 

Completion of common 
assessments and student 
performance on common 
assessments 
 
The number of students 
earning honor grades on the 
AP exam in American 
Government will double over 
ÌÁÓÔ ÙÅÁÒȭÓ ÔÏÔÁÌȢ 

 
 



 
 

84 

SMART Goal Worksheet 
School:                                                            Team Name:                                                              Team Leader: 
 
Team Members:  
 
District Goal(s):  
 
School Goal)(s): 
 
 
Team SMART Goal Strategies and Action 

Steps 
Who is Responsible? Target Date or 

Timeline  
Evidence of 
Effectiveness 
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APPENDIX F 
 

Artifactual Evidence Form 1  
 
EXAMPLES OF EVIDENCE 
The items listed below are not intended to be prescriptive nor do they represent an exhaustive list.  They are provided merely as 
examples of what a teacher may choose to include to document performance.  As many materials will address more than one 
performance standard, they are organized by domain (Handbook on Teacher Evaluation, James H. Strong & Pamela D. Tucker). 
 
 

Planning and 
Preparation  

Classroom 
Environment  

Instruction  Assessment 
Professional 

Responsibilities  

¶ Copy of current 
lesson plans 

¶ Copy of long-range 
plans 

¶ Planning notes 
around the 
instructional core 

¶ Pre-assessment and 
analysis records 

¶ Unit plans with 
scaffolded learning 
opportunities  
 

 
 

¶ Classroom 
management 
system 

¶ Daily schedule 
¶ Data trends related 

to discipline 
¶ List of classroom 

rules 
¶ Photos of 

classroom 
environment 

¶ Annotated 
photographs of 
teacher-made 
displays used in 
instruction  

¶ Evidence of tiered-
interventions 

¶ Evidence of varied 
instructional 
strategies 

¶ Proof of 
differentiation  

¶ Sample of 
technology 
integration 

¶ Student work 
samples 
 

¶ Copies of a variety 
of assessments 
(formative, 
summative and 
differentiated)  

¶ Progress chart data 
analysis for IEP 
goals/objectives 

¶ Scoring rubrics 
¶ Student assessment 

trend analysis 
¶ Student work 

analysis 
¶ Summary of 

grading procedures 

¶ Evidence of 
collaboration 

¶ Evidence of 
committee work 

¶ Evidence of 
leadership roles 

¶ Newsletters 
¶ Parent 

communication  
¶ Parent contact logs 
¶ Professional 

development 
documentation 

¶ Website newsfeeds 
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Artifactual Evidence  Form 2: CONTINUUM-ALIGNED EVIDENCE PLANNING SHEET 
 
This form guides the teacher in choosing examples of evidence that will support each domain in the Continuum of 
Professional Practice.  All evidence listed may not be required at the end-of-year conference.  The evidence that may be used 
at the end-of year conference should supplement or support gaps within the domains of the Continuum.  Teachers will be 
notified of such gaps at the mid-year conference. 
 
 

Planning and 
Preparation  

Classroom 
Environment  

Instruction  Assessment 
Professional 

Responsibilities  
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Appendix G 

 Connecticut State Law ɀ PA 12-116 
 

 

RESOLVED, That the State Board of Education, pursuant to sections 51 through 56 of P.A. 12-

116, amended by sections 23 and 24 of P.A. 12.2 of the June 12 Special Session, and in 

consultation with the Performance Evaluation Advisory Council (PEAC), adopts guidelines for a 

model teacher and administrator evaluation and support program.        

      

 

HISTORICAL CONTEXT/BACKGROUND INFORMATION  

      

Subsection (a) of Section 10-151b of the 2012 Supplemental to the Connecticut General 

Statutes (C.G.S.), as amended by Sec. 51 of P.A. 12-116, requires, in part, that the 

ñsuperintendent of each local or regional board of education shall continuously evaluate or 

cause to be evaluated each teacher, in accordance with guidelines established by the State 

Board of Education, pursuant to subsection (c) of this section.ò Subsection (c) of Section 10- 

151b, as amended by Sec. 51 of P.A. 12-116 (C.G.S.), requires that ñon or before July 1, 2012, 

the State Board of Education shall adopt, in consultation with the Performance Evaluation 

Advisory Council established pursuant to section 10-151d, guidelines for a model teacher 

evaluation program. Such guidelines shall provide guidance on the use of multiple indicators of 

student academic growth in teacher evaluations. Such guidelines shall include, but not be 

limited to: (1) Methods for assessing student academic growth; (2) a consideration of control 

factors tracked by the state-wide public school system, pursuant to subsection (c) of section 10- 

10a, that may influence teacher performance ratings, including, but not limited to, student 

characteristics, student attendance and student mobility; and (3) minimum requirements for 

teacher evaluation instruments and procedures.ò For this section, the term ñteacherò shall 

include each certified professional employee below the rank of superintendent employed by a 

board of education for at least ninety days in a position requiring a certificate issued by the State 

Board of Education. 

 

Senate Bill No. 458  

Public Act No. 12 -116 

Sec 51- 56 

Sec. 51. Section 10-151b of the 2012 supplement to the general statutes is repealed and the 

following is substituted in lieu thereof 

Public Act No. 12 -116 114 of 191  

(a) The superintendent of each local or regional board of education shall [continuously] annually 

evaluate or cause to be evaluated each teacher, in accordance with guidelines established by 

the State Board of Education, pursuant to subsection (c) of this section, and such other 
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guidelines as may be established by mutual agreement between the local or regional board of 

education and the teachers' representative chosen pursuant to section 10-153b, and may 

conduct additional formative evaluations toward producing an annual summative evaluation. An 

evaluation pursuant to this subsection shall include, but need not be limited to, strengths, areas 

needing improvement, strategies for improvement and multiple indicators of student academic 

growth. Claims of failure to follow the established procedures of such evaluation and support 

programs shall be subject to the grievance procedure in collective bargaining agreements 

negotiated subsequent to July 1, 2004. In the event that a teacher does not receive a 

summative evaluation during the school year, such teacher shall receive a "not rated" 

designation for such school year. The superintendent shall report the status of teacher 

evaluations to the local or regional board of education on or before June first of each year. For 

purposes of this section, the term "teacher" shall include each professional employee of a board 

of education, below the rank of superintendent, who holds a certificate or permit issued by the 

State Board of Education. 

(b) [Each] (1) Except as provided in subsection (d) of this section, each local and regional board 

of education shall develop and implement teacher evaluation programs consistent with 

guidelines [established] adopted by the State Board of Education, pursuant to subsection (c) of 

this section, and consistent with the plan developed in accordance with the provisions of 

subsection (b) of section 10-220a. 

(2) Not later than June thirtieth of each year, each superintendent 

Public Act No. 12 -116 115 of 191  

shall report to the Commissioner of Education the status of the implementation of teacher 

evaluations, including the frequency of evaluations, aggregate evaluation ratings, the number of 

teachers who have not been evaluated and other requirements as determined by the 

Department of Education. 

(c) On or before July 1, 2012, the State Board of Education shall adopt, in consultation with the 

Performance Evaluation Advisory Council established pursuant to section 10-151d, guidelines 

for a model teacher evaluation and support program. Such guidelines shall [provide guidance 

on] include, but not be limited to, (1) the use of four performance evaluations designators: 

Exemplary, proficient, developing and below standard; (2) the use of multiple indicators of 

student academic growth and development in teacher evaluations; [. Such guidelines shall 

include, but not be limited to: (1) Methods] (3) methods for assessing student academic growth 

and development; [(2)] (4) a consideration of control factors tracked by the state-wide public 

school information system, pursuant to subsection (c) of section 10-10a, that may influence 

teacher performance ratings, including, but not limited to, student characteristics, student 

attendance and student mobility; [and (3)] (5) minimum requirements for teacher evaluation 

instruments and procedures, including scoring systems to determine exemplary, proficient, 

developing and below standard ratings; (6) the development and implementation of periodic 

training programs regarding the teacher evaluation and support program to be offered by the 

local or regional board of education or regional educational service center for the school district 

to teachers who are employed by such local or regional board of education and whose 

performance is being evaluated and to administrators who are employed by such local or 
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regional board of education and who are conducting performance evaluations; (7) the provision 

of professional development services based on the individual or group of individuals' needs that 

are identified through the evaluation process; (8) the creation of individual 

Public Act No. 12 -116 116 of 191  

teacher improvement and remediation plans for teachers whose performance is developing or 

below standard, designed in consultation with such teacher and his or her exclusive bargaining 

representative for certified teachers chosen pursuant to section 10- 153b, and that (A) identify 

resources, support and other strategies to be provided by the local or regional board of 

education to address documented deficiencies, (B) indicate a timeline for implementing such 

resources, support, and other strategies, in the course of the same school year as the plan is 

issued, and (C) include indicators of success including a summative rating of proficient or better 

immediately at the conclusion of the improvement and remediation plan; (9) opportunities for 

career development and professional growth; and (10) a validation procedure to audit evaluation 

ratings of exemplary or below standard by the department, or a third-party entity approved by 

the department, to validate such exemplary or below standard evaluation ratings. The State 

Board of Education, following the completion of the teacher evaluation and support pilot 

program, pursuant to section 52 of this act, and the submission of the study of such pilot 

program, pursuant to section 53 of this act, shall validate the guidelines adopted under this 

subsection. 

(d) The State Board of Education may waive the provisions of subdivision (1) of subsection (b) 

of this section for any local or regional board of education that has developed a teacher 

evaluation program prior to the validation of the model teacher evaluation and support program 

guidelines described in subsection (c) of this section and that the State Board of Education 

determines is in substantial compliance with such model teacher evaluation and support 

program guidelines. 

Sec. 52. (NEW) (Effective from passage) (a) For the school year commencing July 1, 2012, the 

Commissioner of Education shall administer a teacher evaluation and support pilot program. Not 

later than June 1, 2012, the commissioner shall select, in accordance with the 
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provisions of subsection (d) of this section, at least eight school districts, but not more than ten 

school districts to participate in a teacher evaluation and support program based on the 

guidelines adopted pursuant to subsection (c) of section 10-151b of the general statutes, as 

amended by this act. For purposes of this section, the term "teacher" shall include each 

professional employee of a board of education, below the rank of superintendent, who holds a 

certificate or permit issued by the State Board of Education. 

(b) The teacher evaluation and support pilot program described in subdivision (1) of subsection 

(a) of this section shall (1) assess and evaluate the implementation of a teacher evaluation and 

support program developed by a local or regional board of education pursuant to subsection (b) 

of section 10-151b of the general statutes, as amended by this act, that is in compliance with the 

guidelines for a teacher evaluation and support program adopted pursuant to subsection (c) of 

section 10-151b of the general statutes, as amended by this act, (2) identify district needs for 

technical assistance and support in implementing such teacher evaluation and support program, 
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(3) provide training to administrators in how to conduct performance evaluations under the 

teacher evaluation and support program, (4) provide training to teachers being evaluated under 

the teacher evaluation and support program, (5) include a validation process for performance 

evaluations to be conducted by the Department of Education, or the department's designee, and 

(6) provide funding for the administration of the teacher evaluation and support program 

developed by the local or regional board of education. 

(c) On or before May 25, 2012, a local or regional board of education may apply, on a form 

provided and in a manner prescribed by the commissioner, to participate in the teacher 

evaluation and support pilot program. 

(d) The commissioner shall select a diverse group of rural, suburban 
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and urban school districts with varying levels of student academic performance to participate in 

the teacher evaluation and support pilot program. If the commissioner does not receive an 

adequate amount of applications for participation in the teacher evaluation and support pilot 

program, the commissioner shall select school districts for participation in such teacher 

evaluation and support pilot program to satisfy the representation requirements under this 

subsection. 

Sec. 53. (NEW) (Effective from passage) (a) The Neag School of Education at The University of 

Connecticut shall study the implementation of the teacher evaluation and support pilot program 

described in section 52 of this act. Such study shall (1) analyze and evaluate the implementation 

of the teacher evaluation and support program adopted pursuant to subsection (b) of section 10-

151b of the general statutes, as amended by this act, for each local or regional board of 

education participating in the teacher evaluation and support pilot program, (2) compare such 

teacher evaluation and support program adopted by each local or regional board of education 

pursuant to subsection (b) of section 10-151b of the general statutes, as amended by this act, to 

the teacher evaluation and support program guidelines adopted by the State Board of Education 

pursuant to subsection (c) of said section 10-151b, and (3) compare and evaluate the use of 

student performance data on the state-wide mastery examination, pursuant to section 10-14n of 

the general statutes, and the use of student performance data on progress monitoring tests 

approved by the State Board of Education as an indicator of and method for student academic 

growth and development. 

(b) Upon completion of such study, but not later than January 1, 2014, the Neag School of 

Education at The University of Connecticut shall (1) submit to the State Board of Education such 

study and any recommendation concerning validation of the teacher evaluation and support 

program guidelines adopted by the State Board of Education 
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pursuant to subsection (c) of section 10-151b of the general statutes, as amended by this act, 

and (2) submit such study to the joint standing committee of the General Assembly having 

cognizance of matters relating to education, in accordance with the provisions of section 11- 4a 

of the general statutes. 

Sec. 54. (NEW) (Effective July 1, 2012) Prior to the implementation of the teacher evaluation 

and support program developed pursuant to subsection (b) of section 10-151b of the general 
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statutes, as amended by this act, but not later than July 1, 2014, each local and regional board 

of education shall conduct training programs for all evaluators and orientation for all teachers 

employed by such board relating to the provisions of such teacher evaluation and support 

program developed by such board of education. Such training shall provide instruction to 

evaluators in how to conduct proper performance evaluations prior to conducting an evaluation 

under the teacher evaluation and support program. Such orientation shall be completed by each 

teacher before a teacher receives an evaluation under the teacher evaluation and support 

program. For purposes of this section, the term "teacher" shall include each professional 

employee of a board of education, below the rank of superintendent, who holds a certificate or 

permit issued by the State Board of Education. 

Sec. 55. (NEW) (Effective July 1, 2012) On July 1, 2014, and annually thereafter, the 

Commissioner of Education shall randomly select, within available appropriations, at least ten 

teacher evaluation and support programs developed pursuant to section 10-151b of the general 

statutes, as amended by this act, to be subject to a comprehensive audit conducted by the 

Department of Education. The department shall submit the results of such audits to the joint 

standing committee of the General Assembly having cognizance of matters relating to 

education, in accordance with the provisions of section 11- 4a of the general statutes. 
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Sec. 56. Subsection (a) of section 10-220a of the 2012 supplement to the general statutes is 

repealed and the following is substituted in lieu thereof (Effective July 1, 2012): 

(a) Each local or regional board of education shall provide an in- service training program for its 

teachers, administrators and pupil personnel who hold the initial teacher, provisional teacher or 

professional teacher certificate. Such program shall provide such teachers, administrators and 

pupil personnel with information on (1) the nature and the relationship of drugs, as defined in 

subdivision (17) of section 21a-240, and alcohol to health and personality development, and 

procedures for discouraging their abuse, (2) health and mental health risk reduction education 

which includes, but need not be limited to, the prevention of risk-taking behavior by children and 

the relationship of such behavior to substance abuse, pregnancy, sexually transmitted diseases, 

including HIV-infection and AIDS, as defined in section 19a-581, violence, teen dating violence, 

domestic violence, child abuse and youth suicide, (3) the growth and development of 

exceptional children, including handicapped and gifted and talented children and children who 

may require special education, including, but not limited to, children with attention-deficit 

hyperactivity disorder or learning disabilities, and methods for identifying, planning for and 

working effectively with special needs children in a regular classroom, (4) school violence 

prevention, conflict resolution, the prevention of and response to youth suicide and the 

identification and prevention of and response to bullying, as defined in subsection (a) of section 

10-222d, except that those boards of education that implement any evidence-based model 

approach that is approved by the Department of Education and is consistent with subsection (d) 

of section 10-145a, subsection (a) of section 10-220a, as amended by this act, sections 10-

222d, 10-222g and 10-222h, subsection (g) of section 10- 233c and sections 1 and 3 of public 

act 08-160, shall not be required to provide in-service training on the identification and 

prevention of and 
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response to bullying, (5) cardiopulmonary resuscitation and other emergency lifesaving 

procedures, (6) computer and other information technology as applied to student learning and 

classroom instruction, communications and data management, (7) the teaching of the language 

arts, reading and reading readiness for teachers in grades kindergarten to three, inclusive, (8) 

second language acquisition in districts required to provide a program of bilingual education 

pursuant to section 10-17f, [and] (9) the requirements and obligations of a mandated reporter. 

Each local and regional board of education may allow any paraprofessional or noncertified 

employee to participate, on a voluntary basis, in any in-service training program provided 

pursuant to this section, and (10) the teacher evaluation and support program developed 

pursuant to subsection (b) of section 10- 151b, as amended by this act. The State Board of 

Education, within available appropriations and utilizing available materials, shall assist and 

encourage local and regional boards of education to include: (A) Holocaust and genocide 

education and awareness; (B) the historical events surrounding the Great Famine in Ireland; (C) 

African-American history; (D) Puerto Rican history; (E) Native American history; (F) personal 

financial management; (G) domestic violence and teen dating violence; and (H) topics approved 

by the state board upon the request of local or regional boards of education as part of in-service 

training programs pursuant to this subsection. 

 

Senate Bill No. 501  

Public  Act No. 12 -2 

Sec 23- 24 

Sec. 23. Subdivision (1) of subsection (b) of section 10-151b of the 2012 supplement to the 

general statutes, as amended by section 51 of public act 12-116, is repealed and the following is 

substituted in lieu thereof (Effective from passage): 

(b) (1) Except as provided in subsection (d) of this section, not later than September 1, 2013, 

each local and regional board of education shall develop and implement teacher evaluation 

programs consistent with guidelines adopted by the State Board of Education, pursuant to 

subsection (c) of this section, and consistent with the plan developed in accordance with the 

provisions of subsection (b) of section 10-220a. 

Sec. 24. Subsections (a) and (b) of section 52 of public act 12-116 are repealed and the 

following is substituted in lieu thereof (Effective from passage): 

(a) For the school year commencing July 1, 2012, the Commissioner of Education shall 

administer a teacher evaluation and support pilot program. Not later than June 1, 2012, 

the commissioner shall select, in accordance with the provisions of subsection (d) of this 

section, at least eight school districts or consortia of school districts, but not more than 

ten school districts or consortia of school districts to participate in a teacher evaluation 

and support program based on the guidelines adopted pursuant to subsection (c) of 

section 10-151b of the general statutes, as amended by [this act] public act 12-116. For 

purposes of this section, the term "teacher" shall include each professional employee of a 

board of education, below the rank of superintendent, who holds a certificate or permit 

issued by the State Board of Education. 
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June 12 Sp. Sess., Public Act No. 12 -2 19 of 195  

(b) The teacher evaluation and support pilot program described in subdivision (1) of subsection 

(a) of this section shall (1) assess and evaluate the implementation of a teacher evaluation and 

support program developed by a local or regional board of education pursuant to subsection (b) 

of section 10-151b of the general statutes, as amended by [this act] public act 12-116, that is in 

compliance with the guidelines for a teacher evaluation and support program adopted pursuant 

to subsection (c) of section 10-151b of the general statutes, as amended by [this act] public act 

12-116, (2) identify district needs for technical assistance and support in implementing such 

teacher evaluation and support program, (3) provide training to administrators in how to conduct 

performance evaluations under the teacher evaluation and support program, (4) provide 

[training] orientation to teachers being evaluated under the teacher evaluation and support 

program, (5) include a validation process for performance evaluations to be conducted by the 

Department of Education, or the department's designee, and (6) provide funding for the 

administration of the teacher evaluation and support program developed by the local or regional 

board of education. 

June 12 Sp. Sess., Public Act No. 12 -2 20 of 195 
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Appendix H   

CSDE PEAC Guidelines  
 

CT TEACHER EVALUATION AND SUPPORT 
CT Guidelines for Educator Evaluation (Core Requirements) and State Model (SEED)  

The primary goal of the educator evaluation and support system is to strengthen individual and collective practices so as to increase student learning 

and development. 

Design 

Principles  

Educator evaluation is standards-based 

 

Fosters continuing collaborative dialogue around 

teaching and learning in order to increase student 

academic growth and development 

 

Connects professional learning to the outcomes of the 

evaluation process 

Considers multiple, standards-based measures of 

performance 

 

Promotes both professional judgment and 

consistency 

 

Fosters dialogue about student learning 

 

Encourages aligned professional development, 

coaching and feedback to support teacher growth 

 

Ensures feasibility of implementation 

Teacher 

Evaluation 

Categories 

FOUR CATEGORIES OF TEACHER PERFORMANCE 

TEACHER PRACTICE INDICATORS 

¶ Observation of teacher practice and 

performance (40%)  

¶ Parent or peer feedback (10%)  

 

STUDENT OUTCOME INDICATORS 

¶ Student growth and development 

(45%)  

¶ Whole -school student learning 

indicators or student feedback (5%)  

 
$ÉÓÔÒÉÃÔÓ ÍÕÓÔ ÄÅÓÃÒÉÂÅ ÈÏ× ÔÈÅ ȰÐÒÁÃÔÉÃÅ ÒÁÔÉÎÇȱ ÁÎÄ 

ȰÏÕÔÃÏÍÅÓ ÒÁÔÉÎÇȱ ×ÉÌÌ ÂÅ ÃÏÍÂÉÎÅÄ ÉÎÔÏ ÏÎÅ ÓÕÍÍÁÔÉÖÅ 

rating 

FOUR CATEGORIES OF TEACHER PERFORMANCE 

TEACHER PRACTICE INDICATORS 

V Observation of teacher practice and 

performance (40%)  
As defined in the CT Framework for Teacher Evaluation and 

Support 

V Parent feedback (10%)  
Based on data gathered through surveys 

 

STUDENT OUTCOME INDICATORS 

V Student growth and development 

(45%)  
!Ó ÄÅÔÅÒÍÉÎÅÄ ÂÙ ÔÈÅ ÔÅÁÃÈÅÒȭÓ Ô×Ï ÓÔÕÄÅÎÔ ÌÅÁÒÎÉÎÇ 

objectives (SLOs) and indicators of academic growth and 

development (IAGDs)  

V Whole -school student learning 

indicators or student feedback (5 %)  

As determined by aggregate student learning 

indicators or student surveys 

FOUR PERFORMANCE LEVELS: 
Exemplary ɀ Substantially exceeding indicators or 

performance 

Proficient ɀ Meeting indicators of performance 

Developing ɀ Meeting some indicators of performance 

but not others 

Below standard ɀ Not meeting indicators of performance 

FOUR PERFORMANCE LEVELS: 
Exemplary ɀ Substantially exceeding indicators or 

performance 

Proficient ɀ Meeting indicators of performance 

Developing ɀ Meeting some indicators of performance 

but not others 

Below standard ɀ Not meeting indicators of performance 

Process ü Goal-setting  

1. Orientation by November 15 

2. Goal-setting conference 

3. Evidence collection and review (ongoing) 

ü Mid -year check-in  

 

 

 

V Goal-Setting and Planning (October 15-

November 15) 

1. Orientation 

2. Reflection and goal-setting 

3. Goal-setting conference 

4. Evidence collection (ongoing) 

V Mid -year check-in (January-February) 
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ü End-of-year summative review &  

conference  

 
1. Teacher self-assessment 

2. End-of-year conference 

If needed, make revisions on the strategies or 

approaches used and/or mid-year adjustment 

of SLOs to accommodate changes (e.g., student 

populations, assignment). 

ü End-of-year summative review & 

conference (by June 30) 

1. Teacher self-assessment 

2. Scoring 

3. End-of-year conference 

CATEGORY 

#1 Teacher 

Performance & 

Practice (40%)  

Observation models must be  

1. Standards-based Danielson, Marzano, 

Marshall, etc., or locally developed 

frameworks based on best practice 

2. Aligned to the CT Common Core of 

Teaching (CCT) 

3. Rated using rubrics that have four 

performance levels 

CT Frameworks for Teacher Evaluation and 

Support ɀ Four domains (based on Charlotte 

$ÁÎÉÅÌÓÏÎȭÓ Framework for Teaching and CCT) 

1. Planning for Active Learning 

2. The Classroom Environment 

3. Instruction  

4. Professional Responsibilities and Teacher 

Leadership 

 

CATEGORY 

#2 Parent or 

Peer Feedback 

(10%)  

Parent or Peer Feedback Ratings  

Gathered from whole-school parent surveys, focus 

ÇÒÏÕÐÓȟ ÉÎÔÅÒÖÉÅ×Ó ÏÒ ÔÅÁÃÈÅÒÓȭ Ï×Î ÓÕÒÖÅÙÓȟ ÐÅÅÒ 

observation and/or peer focus groups 

Parent Feedback  

1. How successfully a strategy has been 

implemented to address an area of need 

2. Evidence collected directly from parents 

CATEGORY 

#3: Student 

Growth & 

Development 

(45%)  

1-4 Student Growth Goals as measured by 

Indicators of Academic Growth and 

Development (IAG Ds) 

22.5% - IAGDs based on the state test for those 

teaching tested grades/subjects or another 

standardized indicator, where available 

22.5% - IAGDs based on a minimum of one non-

standardized indicator and a maximum of one 

additional standardized indicator 

2 Student Learning Objectives (SLOs) and at 

least one Indicator of Academic Growth and 

Development (IAGDs) for each SLO: 

22.5% - SLO #1 -  IAGDs based on the state test for 

those teaching tested grades/subjects or another 

standardized indicator, where available 

22.5% - SLO #2 - IAGDs based on a minimum of 

one non-standardized indicator and a maximum of 

one additional standardized indicator 

 

CATEGORY 

#4: Whole -

school or 

Student 

Feedback (5%)  

! ÔÅÁÃÈÅÒȭÓ ÉÎÄÉÃÁÔÏÒ ÒÁÔÉÎÇ ÓÈÁÌÌ ÂÅ ÒÅÐÒÅÓÅÎÔÅÄ ÂÙ 

the aggregate rating for multiple student learning 

ÉÎÄÉÃÁÔÏÒÓ ÅÓÔÁÂÌÉÓÈÅÄ ÆÏÒ ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÏÒȭÓ 

evaluation rating 

OR 

Districts can use feedback from students, collected 

through whole-school or teacher-level surveys 

! ÔÅÁÃÈÅÒȭÓ ÒÁÔÉÎÇ ÓÈÁÌÌ ÂÅ ÅÑÕÁÌ ÔÏ ÔÈÅ aggregate 

rating for multiple student learning indicators 

ÅÓÔÁÂÌÉÓÈÅÄ ÆÏÒ ÔÈÅ ÐÒÉÎÃÉÐÁÌȭÓ ÅÖÁÌÕÁÔÉÏÎ ÒÁÔÉÎÇ 

AND/OR 

Districts can use feedback from students, collected 

through whole-school or teacher-level surveys 

Support & 

Development  

Professional learning shall be clearly linked to the 

specific outcomes of the evaluation process 

 

Each district shall define effectiveness and 

ineffectiveness utilizing a pattern of summative 

ratings derived from the new evaluation system 

 

Districts shall create plans of individual teacher 

improvement and remediation for teachers whose 

performance is developing or below standard, 

developed in consultation with such teacher and his 

or her exclusive bargaining representative 

 

Opportunities for career development and growth 

based on performance, including mentor/coaching, 

leading PLCs, etc. 

Professional learning opportunities for each 

teacher should be based on individual strengths 

and needs identified through the evaluation 

process 

 

SEED defines effectiveness and ineffectiveness 

utilizing a pattern of summative ratings derived 

from the new evaluation system 

 

Performance rated as developing or below standard- 

district creates plan of individual teacher 

improvement and remediation, developed in 

consultation with teacher and his or her exclusive 

bargaining representative 
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Opportunities for career development and 

professional growth including mentoring, peer 

coaching, leading PLCs, etc. 

 

Other 

Requirements  

Evaluation and support system subject to annual 

state approval 

Dispute-resolution process must be defined 

CSDE will validate ratings of exemplary and below 

standard 

Evaluators must demonstrate proficiency in 

conducting teacher evaluations 

Allows for complementary evaluators 

Required all evaluators to receive extensive 

training on model 

Outlines the dispute-resolution process 

 

Connecticut State Department of Education ɀ November 2012 
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CSDE Guidelines/Core Requirements 

 

In accordance with the PEAC established guidelines, CSDE has generated the following rubric to assist districts in the creation of aligned plans. The 

rubric that follows was used in design and review of the Teacher Professional Growth and Evaluation Manual. 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

 

District Name/Evaluation Point of Contact: ___________________________________________________________________ 

Reviewer: _______________________________________________________________________________________________ 

Date of Review: __________________________________________________________________________________________ 

 

Evaluation Process 

 

Indicators Does Not Meet Partially Meets Meets Exceeds 

Timeline No mention of a timeline 

for the evaluation process 

Vague and/or confusing 

mention of a timeline 

Clear timeline for the full cycle of the evaluation 

process, including general timing of each step 

throughout the year. Orientation shall not occur 

later than November 15 of a given school year 

 

All steps must conclude by the end of the school 

year 

Detailed timeline, including 

specific month/day deadline 

by when each stage of the 

process will be completed 

Orientation There is no mention of an 

opportunity provided for 

teacher to learn about the 

evaluation process 

Teacher will be provided 

with some information 

regarding the evaluation 

process, but information is 

incomplete or inadequate 

time is set aside 

 

Does not apply to all 

teachers 

Orientation is specifically addressed as a required 

step 

 

All teachers are provided with adequate and 

appropriate information/materials on the evaluation 

process and there is opportunity to meet and review 

these materials 

The proposal goes into 

greater detail on how this 

information will be 

conveyed, including, but not 

limited to, key messaging 

and sample 

materials/resources for the 

evaluator to incorporate 

Goal-Setting 

Conference 

The goal-setting 

conference is not 

mentioned or addressed 

There is mention of a 

goal-setting conference, 

but there is little to no 

detail regarding what will 

be discussed during the 

The goal-setting conference is specifically 

addressed as a required step. It will take place at the 

start of the school year 

 

It is evidence that this conference will result in an 

agreement between the evaluator and educator on 

There is clear evidence on 

gathering extensive evidence 

and data in preparation for 

this meeting. Including 

examples of what is most 

relevant to gather/review 
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meeting and/or specific 

meeting outcomes 

 

Does not apply to all 

teachers 

specific student learning targets and professional 

development focus areas based on evidence 

collected by the teacher about his/her practice. The 

principal/designee collects evidence about teacher 

practice to support the review 

 

There may also be reference 

to where this information 

can be found 

 

Includes guidance on 

developing a comprehensive 

multi-year professional 

growth plan and/or systems 

for monitoring progress 

Mid -Year 

Check-In 

The mid-year check-in is 

not mentioned or 

addressed 

There is mention of a 

mid-year check-in but 

there is little to no detail 

regarding what will be 

discussed during this 

meeting and/or specific 

meeting outcomes 

 

Does not apply to all 

teachers 

The mid-year check-in is specifically addressed as a 

required step 

 

Opportunity is provided for evaluators and teachers 

to review progress toward the goals/objectives at 

least once during the school year, using available 

information, including agreed upon indicators 

 

This review allows for revisions to the strategies or 

approach being used and a mutually agreed upon 

adjustment of student learning goals 

Includes ongoing guidance 

on developing a 

comprehensive multi-year 

professional growth plan 

and/or systems for 

monitoring progress 

End-of-Year 

Conference 

The end-of-year 

conference is not 

mentioned or addressed 

There is mention of an 

end-of-year review, but 

there is little to no detail 

regarding what will be 

discussed during this 

meeting and/or specific 

meeting outcomes 

 

 

Both the teacher self-assessment and the end-of-

year summative review are addressed as required 

steps 

 

Opportunity is provided for both a teacher self-

reflection and a final summative discussion 

between the teacher and evaluator 

 

The teacher will collect evidence of student 

progress toward meeting the student learning 

goals/objectives and submit to evaluator 

Includes an opportunity to 

reflect on the overall 

professional growth 

trajectory during the course 

of the year and to look ahead 

to professional learning 

needs for the future 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

Category 1 ï 45% Student Outcomes/Achievement 

Attainment of goals and/or objectives for student growth using multiple indicators  of academic growth and development to measure goals/objectives 

Indicators Does Not Meet Partially Meets Meets Exceeds 

Goal-Setting 

Process 

No mention of what will 

be discussed and/or 

accomplished during the 

goal-setting process as 

applicable to student 

growth and development 

Some mention of what 

will be discussed during 

the goal-setting process, 

but a targeted goal of 1 to 

4 objectives is not clear 

and/or there is no 

reference to Indicators of 

Academic Growth and 

Development (IAGDs) 

During the goal-setting meeting, at least 1, but no 

more than 4 goals/objectives for student growth 

are determined and Indicators of Academic Growth 

and Development (IAGDs) are established for each 

goal 

 

It is evident that the process allows for all IAGDs to 

be mutually agreed upon by the teacher and their 

evaluator and an agreement on the balance of 

weighting standardized and non-standardized 

indicators for the 45% component 

 

Indicators of 

Academic 

Growth and 

Development 

(IAGDs) 

There is no reference to 

IAGDs 

IAGDs are referenced, 

however, it is unclear or 

confusing what can be 

used an as IAGD 

 

The standardized IAGDs 

account for less that 

22.5% of the final 

summative rating in any 

instance where they are 

available 

One half (or 22.5%) of the IAGDs used as evidence 

of whether goals/objectives are met are based on the 

state test for those teaching tested grades and 

subjects or another standardized indicator for other 

grades and subjects where available (e.g., CMT, 

CAPT, etc.) 

 

May also include a maximum of one additional 

standardized indicator, if there is mutual agreement 

 

A minimum of 1 non-standardized indicator is 

used in rating 22.5% of the IAGDs (e.g., 

performances rated against a rubric, portfolios rated 

against a rubric, etc.) 

 

A comprehensive list of 

examples of what can be 

used as a standardized/non-

standardized IAGD is 

provided within the proposal 

and as part of the orientation 

for teachers 
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These IAGDs are fair, reliable, valid, and useful to 

the greatest extent possible as described in the 

Guidelines. 

 

Feedback for Category 1: 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

Category 2 ï 40% Teacher Performance and Practice 

Observation of teacher practice and performance 

Indicators Does Not Meet Partially Meets Meets Exceeds 

Observation Protocol No mention of the observation 

requirement 

Mention of the observation 

requirement, however the number 

of observations is inconsistent 

with the guidelines (by grouping 

of teachers, formal vs. informal, 

etc.) 

 

There is no mention of 

expectations for feedback 

 

Observation model is not 

standards-based 

 

Observation model is 

standards-based and involves 

multiple in-class visits 

throughout the year, including 

a combination of formal, 

informal, announced, and 

unannounced observations 

 

Constructive oral and written 

feedback of observations is 

provided in a useful and 

timely manner 

 

Minimum criteria: 

 

Year 1 and 2 teachers receive 

at least three formal in-class 

observations. Two of the 

three include pre-conference 

and all include a post-

conference 

 

Teacher who receives a 

performance rating of below 

standard or developing 

receive a number of 

observations appropriate to 

their individual plan, but no 

Full explanation on how 

observations should be 

conducted, rated and 

debriefed 

 

Rationale provided for why a 

particular framework was 

selected 

 

Goes beyond the minimum 

criteria for differentiating 

observations based on 

experience, prior ratings, 

needs, and goals 
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fewer than three formal in-

class observations. Two of the 

three must include a pre-

conference and all must 

include a post-conference 

 

Teachers who receive a 

performance rating of 

proficient or exemplary 

receive a combination of at 

least three formal 

observations of practice, one 

of which must be formal in-

class; to be agreed upon by 

teacher and evaluator. 

Examples of non-classroom 

observations or reviews of 

practice include but are not 

limited to observations of 

data team meetings, 

observations of 

coaching/mentoring other 

teachers, review of lesson 

plans or other teaching 

artifacts 

 

All evaluators are expected to 

provide timely written and 

verbal feedback for all 

observations 

Rubric No mention of a rubric or 

process for reviewing 

observations 

Mention of a rubric and general 

guidelines, but actual rubric is not 

included, is unclear and/or does 

Observations will be rated 

using a rubric across four 

performance levels 

 

Full rationale for why a 

certain rubric was selected 

and how it will be used 
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not include four performance 

levels 

Rubrics should be included throughout the evaluation 

process 

 

Norming/Calibration  No mention of an opportunity 

for training and calibrating 

evaluators on the observation 

model 

Minimal mention of training and 

calibration, but no clear plan 

articulated 

District states that it will 

provide all evaluators with 

training in observation and 

evaluation and how to 

provide quality feedback 

 

There is a mechanism in place 

for assessing individual 

evaluator proficiency on an 

on-going basis. There should 

also be a plan in place for 

those who do not demonstrate 

proficiency within a specified 

period of time 

District clearly outlines how 

it will provide all evaluator 

with training in observation 

and evaluation and how to 

provide quality feedback 

 

As well, district defines 

mechanism for assessing 

evaluator proficiency on an 

ongoing basis 

Feedback for Category 2: 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

Category 3 ï 10% Parent OR Peer Feedback 

Parent or peer feedback including surveys 

 

Select which one applies to this proposal: 

 

o Parent Feedback 

o Peer Feedback 

Indicators Does Not Meet Partially Meets Meets Exceeds 

General Survey 

Protocol (as 

applicable) and Final 

Ratings System 

Neither Parent or Peer feedback is 

addressed within the proposal 

Parent and/or Peer feedback is 

referenced, but it is unclear 

which feedback is being 

incorporated into the final 

summative evaluation and/or how 

it will be captured and reviewed 

Survey used to capture Parent 

or Peer feedback is 

anonymous and demonstrates 

fairness, reliability, validity, 

and usefulness 

 

Provision is included for 

school governance council to 

assist in the development of 

whole-school surveys to 

align with school 

improvement goals 

 

Clear expectations of how the 

Parent or Peer feedback will 

be captured, reviewed and 

summarized 

 

For Parent surveys, ratings 

are based on one of two 

options: 

 

Innovative use of 

approaches such as focus 

groups, interviews or 

teachersô own surveys 

may be used to collect 

information from students 
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A. Evidence from teacher 

developed student level 

indicators of improvement in 

areas of need as identified by 

the school level survey 

results; or 

 

B. Evidence of teacherôs 

implementation of strategies 

to address areas of need as 

identified by the survey 

results 

 

The Parent or Peer feedback 

rating is across four 

performance levels 

Feedback for Category 3: 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

Category 4 ɀ 5% Whole -School Student Learning OR Student Feedback 

Whole-school student learning indicators or student feedback 

 

Select which one applies to this proposal: 

 

o Whole -School Student Learning OR 

o Student Feedback 

 

Indicators  Does Not Meet Partially Meets  Meets Exceeds 

(as applicable)  

Selection of 

Whole -School 

Learning 

Indicators  

 

AND/OR 

 

(as applicable)  

Student Survey 

Protocol  

Neither whole-school student 

learning indicator and/or student 

feedback are addressed in the 

proposal 

Whole-school student learning 

indicator and/or s tudent 

feedback are referenced, but it 

is unclear which feedback is 

being incorporated into the 

final summative evaluation 

and/or how it will be captured 

and reviewed 

For districts using the 

whole-school student 

learning indicator, ratings 

are represented by the 

aggregate rating for 

multiple student learning 

indicators established for 

ÔÈÅ ÁÄÍÉÎÉÓÔÒÁÔÏÒȭÓ 

evaluation rating 

 

Survey is anonymous, and 

demonstrates fairness, 

reliability, validity, and 

usefulness 

 

Provision is included for 

school governance council 

to assist in the 

development of whole-

school surveys to align with 

school improvement goals 

 

Innovative use of 

approached such as 

focus groups, interviews, 

ÏÒ ÔÅÁÃÈÅÒÓȭ Ï×Î ÓÕÒÖÅÙÓ 

may be used to collect 

information from 

students 
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Surveys use age and grade-

level appropriate language 

and administration 

protocol must be 

administered to each 

student 

 

Results from surveys 

addressed by teacher align 

with student learning goals 

 

For whole-school student 

surveys, ratings are based 

on one of two options: 

 

A. Evidence from teacher 

developed student level 

indicators of improvement in 

areas of need as identified by 

the school level survey 

results; or 

 

B. Evidence of teacherôs 

implementation of strategies 

to address areas of need as 

identified by the survey 

results 

 

Either the whole-school 

student learning indicator OR 

the student feedback rating 

shall be among four 

performance levels 
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Feedback for Category 4: 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

Other Required Items:  

 

Indicators  Does Not Meet Partially Meets  Meets Exceeds 

Definition of Effectiveness 

and Ineffectiveness  

There is no definition of 

effectiveness and 

ineffectiveness provided 

Definitions of effectiveness 

and ineffectiveness are 

provided, but are unclear, 

inconsistent and/or do not 

utilize a pattern of 

summative ratings as 

derived from the new 

system 

District defines 

effectiveness and 

ineffectiveness utilizing a 

pattern of summative 

ratings derived from the 

new evaluation system 

 

Evaluation -Based 

Professional Learning  

There is no mention of 

evaluation-based 

professional learning 

There is vague or 

incomplete mention of 

evaluation-based 

professional learning 

District articulates how they 

plan to provide professional 

learning opportunities for 

teachers, based on the 

individual or group of 

ÉÎÄÉÖÉÄÕÁÌÓȭ ÎÅÅÄÓ ÔÈÁÔ ÁÒÅ 

identified through the 

evaluation process. 

Learning opportunities are 

clearly linked to the specific 

outcomes of the evaluation 

process as it relates to 

student learning results, 

observations or 

professional practice, 

and/or the results of 

stakeholder feedback 

 

Career Development and 

Professional Growth  

There is no mention of 

career development and 

professional growth 

There is vague or 

incomplete mention of 

career development and 

District provides 

opportunities for career 

development and 
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professional growth and/or 

it is not linked to the 

evaluation process 

professional growth based 

on performance identified 

through the evaluation 

process. Examples include, 

but are not limited to: 

observation of peers, 

mentoring/coaching early-

career teachers, leading 

Professional Learning 

Communities for their 

peers, differentiated career 

pathways 

Individual Teacher 

Improvement and 

Remediation Plans  

There is no mention of 

individual teacher 

improvement and 

remediation plans 

There is vague or 

incomplete mention of 

individual teacher 

improvement and 

remediation plans 

District demonstrates that it 

will create plans of 

individual teacher 

improvement and 

remediation for teachers 

whose performance is 

developing or ineffective, 

designed in consultation 

with such teacher and 

his/her exclusive needs 

 

Feedback on Other Core Requirements: 
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Connecticut Educator Evaluation and Support ï Teacher Evaluation Core Requirements Rubric 

 

 

Final Summary:  

 

Section Overall Rating  Comments 

Evaluation Process:  

 

 

  

Category 1 ɀ Student Outcomes: 

 

 

  

Category 2 ɀ Teacher Performance and Practice:  

 

 

  

Category 3 ɀ Parent or Peer Feedback:  

 

 

  

Category 4 ɀ Whole -School Student Learning or 

Student Feedback: 

 

 

  

Other:  

 

 

  

 

 

 

o Approved ɀ meets guidelines  

o Not Approved ɀ does not meet guidelines, must be resubmitted for review by: ____________________ 
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