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SECTION I: INTRODUCTION 
 
Identifying Instructional Excellence Committee (IIEE) 
 
Committee Members: 
 
Jennifer Allen        Chief Talent Officer 
Elise Butson         Coordinator of Teacher Leader and Growth 
Corrine Clark         Teacher, Environmental Science Magnet School at Mary Hooker 
Jill Cutler-Hodgman       Chief Labor and Legal Officer 
Leslyee Frederick        Executive Director of Assessment and Intervention 
Guillermo Garcia        Director of Information and Data Management 
Jay Gutierrez         2nd Vice President, Hartford Federation of Teachers 
Joshua Hall         1st Vice President, Hartford Federation of Teachers 
Andrea Johnson        President, Hartford Federation of Teachers 
Gary Lotreck         Teacher in Residence 
Brandi Lumpris        Teacher in Residence 
Joanne Manginelli        Director of Professional Learning 
George Michna        Executive Director of Research and Evaluation 
India Monroe         Coordinator of Career Development 
Dr. Scott Nicol        Executive Director of Performance Management 
Abby Olinger Quint        Director of Assessment Systems and Data Acquisition 
Elaine Papas         Principal and President, Hartford Public School Administrators 
Carolyn Potoff        Assistant Principal, Expeditionary Learning Academy at Moylon School 
Michele Puhlick        Executive Director of Curriculum & Instruction 
Jacqueline Ryan        Teacher, Sport and Medical Sciences Academy 
Dr. Tracy Saperstein        Assistant Principal, R.J. Kinsella Magnet School of Performing Arts 
Kathie Stroh         Educational Issues Coordinator, Hartford Federation of Teachers 
Bethany Sullivan        Curriculum Specialist, McDonough Expeditionary Learning School 
 
 
Core Beliefs: 
 
We agree that an effective Teacher Development and Evaluation System must support teacher 
development, growth and performance and must enhance student learning. This evaluation system 
must be fair, accurate, reliable, and transparent.  The effective implementation of the evaluation 
system can only occur in an atmosphere of trust that promotes collaborative dialogue and 
enhanced professional practice of all educators in our schools. 
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Three Phases of Implementation 
 
The Hartford Public Schools’ (HPS) Teacher Development and Evaluation Handbook 2013 – 2014 
was developed and fully endorsed by the Identifying Instructional Excellence Committee (IIE).  The 
handbook was approved by the CT State Department of Education (CSDE) in June 2013. 
 
 
Phase I 2012 – 2013 
 

• The Danielson Framework For Teaching (FFT) effective practice rubric was adopted.   
• All classroom teachers in all schools participated in the Observation of Teacher 

Practice (40%) section one year ahead of CSDE requirements. 
 
 
Phase II 2013 – 2014 
 

• All classroom teachers in all schools participate in 100% of the teacher development 
and evaluation model. 

• All non-classroom teachers in all schools and at the central office participate in the 
Observation of Teacher Practice (40%). 

 
 
Phase III 2014 – 2015 
 

• All teachers (classroom and non-classroom) in all schools and at the central office 
participate in 100% of the teacher development and evaluation model. 
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Purpose and Rationale of the Evaluation System 
 
When teachers succeed, students succeed.  Research has proven that no school-level factor matters 
more to students’ success than high-quality teachers.  To support our teachers, we need to clearly 
define excellent practice and results; give accurate, useful information about teachers’ strengths and 
development areas; and provide opportunities for growth and recognition.  The purpose of this 
evaluation model is to fairly and accurately evaluate teacher performance and to help each teacher 
strengthen his/her practice to improve student learning.  
 
 
Core Design Principles 
 
The following principles guided the design of this model: 
 
 
• Consider multiple, standards-based measures of performance 
 
An evaluation system that uses multiple sources of information and evidence results in a fair, 
accurate and comprehensive picture of a teacher’s performance.  The new model defines four 
categories of teacher effectiveness:  student learning (45%), teacher performance and practice (40%), 
parent feedback (10%) and school-wide student learning or student feedback (5%).  These categories 
are grounded in research-based, national standards: Charlotte Danielson’s Framework for Teaching; 
the Common Core State Standards, as well as Connecticut’s standards:  The Connecticut Common 
Core of Teaching (CCT); the Connecticut Framework K-12 Curricular Goals and Standards; and 
locally developed curriculum standards.  
 
 
 
 
• Promote both professional judgment and consistency 
 
Assessing a teacher’s professional practice requires evaluators to constantly use their professional 
judgment.  No rubric or formula, however detailed, can capture all of the nuances in how teachers 
interact with students, and synthesizing multiple sources of information into performance ratings is 
inherently more complex than checklists or numerical averages.  At the same time, teachers’ ratings 
should depend on their performance, not on their evaluators’ biases.   
 
 
 
• Foster dialogue about student learning 
 
This model hinges on improving the professional conversation between and among teachers and 
administrators who are their evaluators.  The dialogue in the model occurs more frequently and 
focuses on what students are learning and what teachers and their administrators can do to support 
teaching and learning.  
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• Encourage aligned professional development, coaching and feedback to support teacher 

growth 
 
Novice and veteran teachers alike deserve detailed, constructive feedback and professional 
development, tailored to the individual needs of their classrooms and students. 
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Evaluation and Support System Overview 
 
The evaluation and support system consists of multiple measures to paint an accurate and 
comprehensive picture of teacher performance.  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%)  
 
 
b. Parent feedback (10%)  
 
 
2. Student Outcomes Related Indicators: An evaluation of teachers’ contribution to student 
academic progress, at the school and classroom level.  This focus area is comprised of two 
categories: 
 
 
a. Student growth and development (45%)  
 
 
b. Whole-school measures of student learning (5%)  
 
 
Scores from each of the four categories will be combined to produce a summative performance 
rating.  The performance levels are defined as: 
 
 
Highly Effective – Substantially exceeding indicators of performance 
 
Effective – Meeting indicators of performance 
 
Developing /Needs Improvement – Meeting some indicators of performance but not others 
 
Ineffective /Unsatisfactory – Not meeting indicators of performance 
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HPS Teacher / Administrator Evaluation Model Comparison 2013 – 2014 
 

 
TEVAL 
 

  
ADEVAL 

 
Teacher Practice      50% 
 

  
Administrator Practice      50% 

 
 
40% 

 
Observation of Teacher Performance 
 
Danielson Framework For Teaching 
Rubric and Other Effective Practice 
Rubrics 
 

  
 
40% 

 
Site Visits of Leadership Practice 
 
CT Department of Education Leadership 
Practice Rubric 
 

 
 
 
10% 

 
Parent Feedback 
 
One teacher-developed parent 
engagement objective based upon 
HPS School Climate and 
Connectedness Survey 
 

  
 
 
10% 

 
Teacher and Parent Feedback 
 
School-wide objectives based upon HPS 
School Climate and Connectedness 
Survey 

     
 
Student Outcomes         50% 
 

  
Student Outcomes             50% 

 
 
 
22.5% 

 
Student Growth and Development 
 
One teacher-developed student 
learning objective based on local 
standardized or non-standardized 
measures 
 

  
 
 
 
 
 
45% 

 
Student Growth and Development 
 
 
 
Three student learning objectives based 
upon locally determined standardized / 
non-standardized measures 
 

 
 
22.5% 
 

 
One teacher-developed student 
learning objective based on non-
standardized measures 
 

  
 
 

 

 
 
5% 
 

Whole-School Measure 
 
Aggregate rating on principal’s three 
student learning objectives on locally 
determined measures 
 

  
 
5% 

Teacher Effectiveness 
 
Success of teachers’ student learning 
objectives 



10 
	
  

What Applies to Whom? 
 

 
What measure(s) of the TEVAL model apply for the 2013 – 2014 school year? 
 
 
ALL Measures – Whole Model 

  
40% Observation of Teacher Performance Measure 
 

 
What Danielson effective practice rubric applies? 
 

 
Framework For Teaching 

Rubric 
 
 

  
Instructional Specialist 

Rubric 
 

 
Library 
Media 

Specialist 
Rubric 

 

 
School 

Counselors 
Rubric 

 
School 

Psychologist 
Rubric 

 
Therapeutic 

Specialist 
Rubric 

 
Classroom Teachers 

  
Non-Classroom Teachers 

 
 
 
 

All Pre-K - 12 & Adult Education 
 

  
 
 

Academic Specialists 

 
Library 
Media 

Specialist 
 

 
School 

Counselor 

 
School 

Psychologist 

 
Speech & 
Language 

Pathologist 
 

Social Worker 
 

 
Art / Drama / Dance / Music 

  
Assistive Technology 

Specialist 

    

 
Bilingual/Bilingual Resource 

  
Climate/Culture Coach 

    

 
Business Ed/Trade & Industry 

  
Curriculum Specialist 

    

 
Computer Ed/Tech Ed Teacher 

  
Instructional Coach 

    

 
English/Reading Teacher/ Read 

180/Reading Coach 

  
Intervention Specialist 

    

 
Gifted/Talented 

  
Literacy Coach 

 
In 2014 – 2015 ALL teachers will take part in 

100% of the TEVAL Measures  
Health / Physical Ed. 

  
Magnet Coach 

 
Math / Science 

  
Math Coach 

    

 
Montessori 

  
Resource Coach 

    

 
Social Studies/ Humanities 

  
Teacher / Coach 

Facilitator 

    

 
Special Ed. 

Special Ed. PreK / Resource 

  
Teacher Professional 

Development 

    

 
TESOL 

  
Teacher Central Office 

    

 
World Languages 

  
Teacher-In-Residence 
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Teacher Evaluation Process and Timeline 
 
The annual evaluation process between a teacher and an evaluator (principal or designee) is 
anchored by three performance conversations 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/her performance, set development goals and 
identify development opportunities.  These conversations are collaborative and require reflection 
and preparation by both the evaluator and the teacher in order to be productive and meaningful.  
 
 
Goal-Setting and Planning: 
 
 
1. Orientation on Process     By September 15th  
 
 
Teachers will partake in an annual orientation to the evaluation process at the building level prior to 
September 15th beginning with the 2013 – 2014 school year.  For the first school year of 
implementation the teacher evaluation orientation will commence June 2013 with a district-wide 
professional learning session. In August 2013 another district-wide professional learning orientation 
session for classroom teachers focusing on the development of student learning objectives and 
parent engagement objectives.  For non-classroom teachers the professional learning session will 
focus on their content specific effective practice rubric. 
 
To begin the evaluation process, evaluators meet with teachers, in a group or individually, to discuss 
the evaluation process and their roles and responsibilities within it.  In this meeting, they will discuss 
any school or district priorities that should be reflected in teacher practice goals and student 
learning objectives (SLOs), and they will commit to set time aside for the types of collaboration 
required by the evaluation process.    
 
 
2. Teacher Reflection and Goal-Setting      By November 1st  
 
 
The teacher examines student data, prior year evaluation and School Climate and Connectedness 
survey results and the HPS Teacher Development and Evaluation Handbook to draft proposed 
performance objectives:  one objective of parent engagement (OPE) and two student learning 
objectives (SLOs) for the school year.  The teacher may collaborate in grade-level or subject-matter 
teams to support the objective setting process.  
 
 
3. Objective-Setting Conference    By November 1st  
 
 
The evaluator and teacher meet to discuss the teacher’s objectives in order to arrive at mutual 
agreement about them.  The teacher collects evidence about his/her practice and the evaluator 
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collects evidence about the teacher’s practice to support the review.  The evaluator may request 
revisions to the proposed goals and objectives if they do not meet approval criteria.  
 
An effort should be made to mutually agree upon the objectives.  HPS’ Office of Talent 
Management’s designee may provide support to the evaluator and teacher to resolve possible 
disagreement.   In the event no agreement can be reached, the evaluator’s decision will be final. 
 
 
Mid-Year Check-In: 
 
 
1. Reflection and Preparation     By March 1st  
 
 
The teacher and evaluator collect and reflect on evidence to date about the teacher’s practice and 
student learning in preparation for the check-in.   Teacher completes Danielson FFT mid-year self-
assessment prior to mid-year conference. 
 
 
2. Mid-Year Conference      By March 1st   
 
 
The evaluator and teacher complete at least one mid-year check-in conference during which they 
review progress on the objective of parent engagement (OPE), two student learning objectives 
(SLOs) and other performance 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 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/her development areas.  
 
The mid-year conference for non-tenured teachers and the summative evaluation form will serve as 
recommendation for renewal or non-renewal.  For tenured and non-tenured teachers (who are 
renewed) a written summary of the conference is not required. 
 
 
Summative / End of Year Process: 
 
 
1. Teacher Self-Assessment      By June 1st  
 
 
The teacher reviews all information and data collected during the year and completes the Danielson 
FFT end-of-year self-assessment and a final report on progress for the one OPE and two SLOs for 
review by the evaluator.   
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2. Scoring       By June 1st  
 
 
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.   
 
 
3.  End-of-Year Conference     By June 1st  
 
 
The evaluator and the teacher meet to discuss all evidence collected to date and to discuss category 
ratings.  Following the conference, the evaluator assigns a summative rating and generates a 
summary report of the evaluation by June 1st.   
 
The Whole-School Student Measure (5%) will not be determined by the Hartford Public Schools by 
June 1st.  If the whole-school score changes the teacher’s final summative rating, then an additional 
conference will be held, but no later than September 15th. 
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Evaluation Process and Timelines Chart  
All Classroom Teachers (Excluding Non-Classroom Teachers for 2013-2014 Only) 
 
 
ACTION 
 

 
TYPE 

 
FOCUS 

 
MEETING 

 
DUE DATE 

 
Orientation 
 

 
Evaluation Overview/Determination of Annual School Focus 
 

 
Yes 

 
By September 15 

 
 
 
 
Finalize 
Objective #1 
 
 
22.5% 

 
 
 
 
 

Student Learning 
 

(SLO) 

  
 
 
 
 
 
 
 
 
 
 

Yes 
 

 
 
 
 
 
 
 
 
 
 

By November 1 
 

 
 

Standardized Assessment (Required 
When Available) 

 
OR 

 
Non-Standardized 

Assessment 

 
Finalize 
Objective #2 
 
22.5% 

 
Student Learning 

 
(SLO) 

 

 
Non-Standardized 

Assessment 
 

  

 
 
 
Finalize 
Objective #3 
 
10% 
 

 
 

Objective of 
Parent 

Engagement 
(OPE) 

 
 

 
Parent Out-Put(s) Encouraged 

 
AND / OR 

 
Student / Teacher Out-Put(s) 

  

 
 
Mid-Year 
Check-In 
 
(meeting may 
occur during a 
post-
conference) 
 

 
Tenured Classroom Teachers 
Progress / Modification 
(Focus on All Measures) 
 
-------------- 
Non-Tenured Classroom Teachers  (Renew or Non-Renew) 
 

 
 
 
 

Yes 

 
 
 
 

By March 1 

 
 
 
 
Summative 
Evaluation 
 
 
 
 

 
Includes 
--------- 
  45%       Student Related Outcomes      (2 objectives) 
  40%      Teacher Related Practice          (3 observations) 
  10%       Parent Feedback                       (1 objective) 
  5%         Whole School Student Measure 
 

 
 
 
 
 

Yes 

 
By June 1 

 
or 
 

September 15 
 

(if rating changes due 
to whole-school 

student measure) 
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Ensuring Fairness and Accuracy:  Evaluator Training, Monitoring and Auditing 
 
The district has engaged in comprehensive planning, training and calibration regarding the 
Danielson FFT.  The teacher evaluation committee chose the Danielson FFT and TeachScape web-
based evaluation system based on the embedded training and calibration.  All members of the 
Administrators’ Union (evaluators of teachers) are required to train and pass the initial certification 
test under TeachScape.  The training during the implementation period was significant (on average 
15-30 hours of video training) and is ongoing for new Administrators and for current administrators. 
 
The professional learning calibration plan implemented Spring 2012 included co-observations, bi-
monthly support sessions with a district expert, and practice scoring videos.  This professional 
learning plan is in place annually.  There are also professional development sessions scheduled 2 to 
4 times annually to support evaluators in providing timely and high quality feedback. 
 
In addition, evaluators will be engaged in a comprehensive annual recertification procedure that has 
been negotiated with the Administrators’ bargaining unit. 
 
 
Support and Development 
 
As a standalone, evaluation cannot hope to improve teaching practice and student learning.  
However, when paired with effective, relevant and timely support, the evaluation process has the 
potential to help move teachers along the path to exemplary practice.  
 
 
Evaluation-Based Professional Learning 
 
In any sector, people learn and grow by honestly co-assessing current performance, setting clear 
goals for future performance, and outlining the supports they need to close the gap.  Every teacher 
will be identifying his/her professional learning needs in collaboration with his/her evaluator.  The 
professional learning opportunities identified for each teacher should be based on the individual 
strengths and needs that are identified through the evaluation process.  The process may also reveal 
areas of common need among teachers, which can then be targeted with school-wide professional 
development opportunities.  
 
Evaluation-based professional learning will be focused upon district and school-wide, group and 
individual needs grounded in performance on all measures that determine the level of effectiveness 
of a teacher.  HPS provides monthly early release days that allow for district and school based 
professional learning aligned with evaluation-based teacher needs.  The TeachScape LEARN 
platform and its Professional Learning Suite will be a resource to enable ongoing and self-initiated 
targeted professional learning.  The following are a sampling of the opportunities provided by the 
resource: 
 

1. Deepen understanding of academic content as well as teaching and leadership skills 
 

2. Develop effective strategies for improving teaching and learning 
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3. Engage in standalone, self-paced learning or access the content as part of a facilitated 
or blended learning program 

 
 
Career Development and Growth 
 
Rewarding exemplary performance identified through the evaluation process with opportunities for 
career development and professional growth is a critical step in both building confidence in the 
evaluation system itself and in building the capacity of all teachers.  
 
The district’s Department of Professional Learning Framework (Appendix A) provide a compass to 
foster teacher leadership. 
 
The following are some of teacher leader positions offered in the district: 
 
 
 District-Based       School-Based 
 
 Coordinator of Career Development    Literacy Coach 
 Coordinator of Teacher / Leader Development   Theme Coach 
 Teacher-In Residence      Instructional Coach 
 Intervention Specialist      TEAM Lead Mentor 
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SECTION II: TEACHER PRACTICE RELATED INDICATORS 
 
Teacher Practice Related Indicators 
 
The Teacher Practice Related Indicators, half of the teacher evaluation model, evaluates the 
teacher’s knowledge of a complex set of skills and competencies and how these are applied in a 
teacher’s practice.  It is comprised of two categories: 
 

• Teacher Performance and Practice, which counts for 40%; and 
• Parent Feedback, which counts for 10%.  

 
 
Teacher Performance and Practice (40%) 
 
The Teacher Performance and Practice category of the model is a comprehensive review of 
teaching practice against a rubric of practice, based on multiple observations.  It comprises 40% of 
the summative rating.  Following observations, evaluators provide teachers with specific feedback to 
identify teacher development needs and tailor support to those needs.  
 
 
Teacher Practice Framework 
 
The Identifying Instructional Excellence Committee reviewed the research and options for a 
framework of teaching practice and chose to adopt the Charlotte Danielson’s Framework for 
Teaching (Appendix B).   
 
Note – Forms / Examples located in Section IV 
 
 
Overview of Observations 
 
Research, such as the Gates Foundation’s Measures of Effective Teaching study, has shown that 
multiple snapshots of practice conducted by multiple observers provide a more accurate picture of 
teacher performance than one or two observations per year.  These observations don’t have to 
cover an entire lesson to be valid.  Partial period observations can provide valuable information and 
save observers precious time.  
 
Observations in and of themselves aren’t useful to teachers – it’s the feedback based on 
observations that helps teachers to reach their full potential.  All teachers deserve the opportunity to 
grow and develop through observations and timely feedback.  In fact, teacher surveys conducted 
nationally demonstrate that most teachers are eager for more observations and feedback that they 
can then incorporate into their practice throughout the year.  
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During the 2012 – 2013 school year the district determined a baseline for teacher related practice by 
conducting formal and informal observations on all classroom teachers applying the Danielson FFT. 
 
 
 
Student Outcomes Related Indicators   
 

A. Classroom Formal and Informal Observations (In-Class) 
 
Classroom observations provide the most evidence for Domains 2 and 3 of the FFT; both pre-and 
post-conferences provide the opportunity for discussion of all four domains.  
 

1. Formal  
 

• In-class with pre and post conference required (announced) 
 
2. Informal  
 

• In-class with post-conference required (announced or unannounced) 
• In-class) with post-conference optional (announced or unannounced) 

 
B. Reviews of Practice (Out of Class) 

 
Because the evaluation model aims to provide teachers with comprehensive feedback on their 
practice as defined by the Danielson FFT, all interactions with teachers and students that are relevant 
to instructional practice and professional conduct may contribute to performance evaluations.  
These interactions may include, but are not limited to, reviews of lesson/unit plans and assessments, 
planning meetings, data team meetings, professional learning community meetings, review of 
special education records, call-logs or notes from parent-teacher meetings, observations of 
coaching/mentoring other teachers, attendance records from professional development or school-
based activities/events and typical professional occurrences with staff, parents, community 
members and students.    

 
3. Review of Practice 
 

• Out-of-class with pre and post-conference required (announced or unannounced) 
• Out-of-class with pre-conference optional and post-conference required 

(announced or unannounced) 
• Out-of-class with pre and post-conference optional (announced or unannounced) 

 
 
Pre and Post-Conferences 
 
Pre-conferences are valuable for giving context for the lesson and information about the students to 
be observed and for setting expectations for the observation process.  A pre-conference can be held 
with a group of teachers, where appropriate.  
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Post-conferences provide a forum for reflecting on the observation against the Danielson FFT and 
for generating action steps that will lead to the teacher's improvement.  A good post-conference: 
 

• begins with an opportunity for the teacher to share his/her self-assessment of the lesson 
observed 

• cites objective evidence to paint a clear picture for both the teacher and the evaluator about 
the teacher’s successes, what improvements will be made, and where future observations 
may focus 

• involves written and/or verbal feedback from the evaluator 
 
 
Observation Feedback 
 
The goal of feedback is to help teachers grow as teachers and become more effective with each 
and every one of their students.  With this in mind, evaluators should be clear and direct, presenting 
their comments in a way that is supportive and constructive.  Feedback should include: 
 

• specific evidence and ratings, where appropriate, on observed components of the Danielson 
FFT 

• identified areas of strength and areas for growth 
• specific recommendations for improvement 
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Observation Track Placement Summary 
 
There are five different observation tracks.  A teacher’s track is based upon one or more of the 
following variables: tenure status, prior year’s evaluation rating, and classroom or non-classroom 
teacher.  Each observation track timeline and requirements are outlined in a separate chart. 
 

 
OBSERVATION TRACK PLACEMENT 

 
 

TRACK # 
 

 
Tenure Status 

 
Previous Evaluation Rating 

 
Classroom or Non-Classroom 

 
1 
 

 
Tenured 

 
Highly Effective / Effective 

(2.50 or higher) 

 
Classroom 

 
2 
 

 
Tenured 

 
Needs Improvement / Ineffective 

(2.49 or lower) 

 
Classroom 

 
3 
 

 
Non-Tenured 

 
N/A 

 
Classroom 

 
4 
 

 
Non-Tenured 

 
N/A 

 
Non-Classroom 

 
5 
 

 
Tenured 

 
N/A 

 
Non-Classroom 

 
Note – Track 5 will be modified and a 6th track added for tenured non-classroom teachers in 
the 2014 – 2015 school year.   This will address the variable “previous evaluation rating” 
established in 2013 – 2014 for tenured non-classroom teachers. 
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Observation Timeline and Requirements – TRACK ONE (1) 
 
Highly Effective or Effective (2.50 or higher) 
Tenured Classroom Teachers 
 

Based On Previous Year’s Evaluation Rating 
 

 
 
 

Action 

 
 
 

Type 

 
Announced (A) 

 
or 
 

Unannounced (UA) 
 

 
 
 

Pre-Conference 

 
 
 

Post-
Conference 

 
 
 
Due 
Date 

 
Minimum # of THREE Observations – Complete One Each 

 
 

Observation 
 

 
In-class 

 
(Formal) 

 

 
A 

 
Required 

 
Required 

 
Any Order 

 
 

By 
 
 

Nov. 15 
 

Feb. 15 
 

May 15 
 

 
Observation 

 

 
In-class 

 
(Informal) 

 

 
A or UA 

 
Optional 

 
Required 

 
Observation 

 

 
Out-of-Class 

 
(Review of 
Practice) 

 

 
A or UA 

 
Optional 

 
Optional 

 
**Timelines can be modified as necessary due to specific circumstances** 

**Domains 1, 2, 3 and 4 may be scored for any type of observation.** 
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Observation Timeline and Requirements - TRACK TWO (2) 

 
Needs Improvement or Ineffective (2.49 or lower) 
Tenured Classroom Teachers 

 
Based On Previous Year’s Evaluation Rating 

 
 
 
 

Action 

 
 
 

Type 

 
Announced (A) 

 
or 
 

Unannounced (UA) 
 

 
 
 

Pre-Conference 

 
 
 

Post-
Conference 

 
 
 
Due 
Date 

 
Minimum # of THREE Observations – Complete One Each 

 
 

Observation 
 

 
In-class 

 
(Formal) 

 

 
A 

 
Required 

 
Required 

 
Any Order 

 
 

By 
 
 

Nov. 15 
 

Feb. 15 
 

May 15 
 

 
Observation 

 

 
In-class 

 
(Formal) 

 

 
A 

 
Required 

 
Required 

 
Observation 

 

 
In-class 

 
(Informal) 

 

 
A or UA 

 
Optional 

 
Required 

 
**Timelines can be modified as necessary due to specific circumstances** 

**Domains 1, 2, 3 and 4 may be scored for any type of observation.** 
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Observation Timeline and Requirements - TRACK THREE (3) 

 
Non-Tenured Classroom Teachers 
 

 
 
 

Action 

 
 
 

Type 

 
Announced (A) 

 
or 
 

Unannounced 
(UA) 

 

 
 
 

Pre-Conference 

 
 
 

Post-
Conference 

 
 
 

Due 
Date 

 
Minimum # of THREE Observations – Complete One Each 

 
 

Observation 
 

 
In-class 

 
(Formal) 

 

 
A 

 
Required 

 
Required 

 
Any Order 

 
 

By 
 
 

Nov. 1 
 

Feb. 1 
 

May 1 
 

(3rd not required 
if teacher 

recommended 
for Non-Renew) 

 

 
Observation 

 

 
In-class 

 
(Formal) 

 

 
A 

 
Required 

 
Required 

 
Observation 

 

 
In-class 

 
(Informal) 

 

 
A or UA 

 
Optional 

 
Required 

 
**Timelines can be modified as necessary due to specific circumstances** 

**Domains 1, 2, 3 and 4 may be scored for any type of observation.** 
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Observation Timeline and Requirements - TRACK FOUR (4) 

 
Non-Tenured Non-Classroom Teachers 
(Social Worker, Literacy Coach, etc.) 

 
 
 
 

Action 

 
 
 

Type 

 
Announced (A) 

 
or 
 

Unannounced 
(UA) 

 

 
 
 

Pre-Conference 

 
 
 

Post-
Conference 

 
 
 

Due 
Date 

 
Minimum # of THREE Observations – Complete One Each 

 
 

Observation 
 

 
Out-of Class 

 
(Review of 
Practice) 

 
 

 
A 

 
Required 

 
Required 

 
Any Order 

 
 

By 
 
 

Nov. 1 
 

Feb. 1 
 

May 1 
 

(3rd not required 
if teacher 

recommended 
for Non-Renew) 

 
 

 
Observation 

 

 
Out-of Class 

 
(Review of 
Practice) 

 

 
A 

 
Required 

 
Required 

 
Observation 

 
 

 
Out-of Class 

 
(Review of 
Practice) 

 

 
A or UA 

 
Optional 

 
Required 

 
**Timelines can be modified as necessary due to specific circumstances** 

**Domains 1, 2, 3 and 4 may be scored for any type of observation.** 
**An alternative Danielson Rubric with 4 Domains will be applied that most closely aligns with 

the teacher’s position.** 
 
 
 
 
 



25 
	
  

 
 
 
Observation Timeline and Requirements - TRACK FIVE (5) 

 
Tenured Non-Classroom Teachers 
(Social Worker, Literacy Coach, etc.) 

 
 
 
 

Action 

 
 
 

Type 

 
Announced (A) 

 
or 
 

Unannounced (UA) 
 

 
 
 

Pre-Conference 

 
 
 

Post-
Conference 

 
 
 
Due 
Date 

 
Minimum # of THREE Observations – Complete One Each 

 
 

Observation 
 

 
Out-of Class 

 
(Review of 
Practice) 

 
 

 
A 

 
Required 

 
Required 

 
Any Order 

 
 

By 
 
 

Nov. 15 
 
 

Feb. 15 
 
 

May 15 
 
 
 

 
Observation 

 

 
Out-of Class 

 
(Review of 
Practice) 

 

 
A or UA 

 
Optional 

 
Required 

 
Observation 

 
 

 
Out-of Class 

 
(Review of 
Practice) 

 

 
A or UA 

 
Optional 

 
Optional 

 
**Timelines can be modified as necessary due to specific circumstances** 

**Domains 1, 2, 3 and 4 may be scored for any type of observation.** 
**An alternative Danielson Rubric with 4 Domains will be applied that most closely aligns with 

the teacher’s position.** 
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Formal Observation Process 
 
All formal observation process forms are to be submitted electronically using the approved 
TeachScape observation system. 
 
 
STEPS: 
 

  

Required 1. Evaluator will schedule the formal observation process. 
 

Required 2. Evaluator will provide the teacher with two (2) school days’ notice of pre-
conference meeting. 
 

Required 3. Teacher will submit pre-observation plan form prior to the pre-conference 
meeting. 
 

      Optional 4. Evaluator may require teacher to submit supplemental documents (e.g. 
lesson plans, student work.) 
 

Required 5. Evaluator and teacher will conduct pre-observation conference at least one 
day before the observation. 
 

Required 6. A formal observation must be a minimum of 30 minutes and/or a full 
lesson. 
 

Required 7. Teacher will submit post-reflection form prior to scheduled post-
conference. 
 

     Optional 8. Evaluator may require teacher to submit supplemental documents (e.g. 
lesson plans, student work). 
 

Required  9. Evaluator and teacher will conduct a post-observation conference within 
seven (7) school days of observation. 
 

Required 10. Evaluator and teacher discuss evidence, recommendations, areas of 
strengths and growth at post-conference. 
 

Required 11. Evaluator will finalize observation report within five (5) school days of post-
conference. 
 

     Optional 12. Once observation report has been finalized, the teacher may submit an 
addendum within ten (10) days. 
 

Required 13. Teacher has an affirmative obligation to review and confirm receipt of 
finalized observation report within five (5) school days. 
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Points of Emphasis 
 

 
When a teacher confirms an observation report, it does not imply 
agreement. 
 

  Failure to confirm an observation report by the teacher does not invalidate 
the observation report submitted by the evaluator. 
 
Timelines can be modified as necessary due to specific circumstances. 

 
 
 
Note - Reviewing technical capacity to transition to electronic signature. 
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Informal Observation Process 
 
All informal observation process forms are to be submitted electronically using the approved 
TeachScape observation system. 
 
If Required* - See applicable “Observation and Timeline Requirements” chart. 
 
 
STEPS:   

 
     Optional 

 
1. 

 
An informal observation may be announced or unannounced. 
 

Required 2. An informal observation will be a minimum of 20 minutes in length. 
 

   If Required* 3. Evaluator and teacher will conduct a post-observation conference within 
seven (7) school days of observation. 
 

Required 4. Evaluator will finalize observation report within five (5) school days of the 
actual informal observation or post-conference if it occurs. 
 

     Optional 5. Once observation report has been finalized, the teacher may submit an 
addendum within ten (10) days. 
 

Required  6. Teacher has an affirmative obligation to review and confirm receipt of 
finalized observation report within five (5) school days. 
 

 
Points of Emphasis 
 

 
When an teacher confirms an observation report, it does not imply 
agreement. 
 

  Failure to confirm an observation report by the teacher does not invalidate 
the observation report submitted by the evaluator. 
 
Timelines can be modified as necessary due to specific circumstances. 

 
  
 
Note - Reviewing technical capacity to transition to electronic signature. 
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Review of Practice Observation Process 
 
All review of practice observation process forms are to be submitted electronically using the 
approved TeachScape observation system. 
 
 
If Required* - See applicable “Observation and Timeline Requirements” chart. 
 
STEPS: 

  

 
     Optional 

 
1. 

 
A review of practice observation may be announced or unannounced. 
 

   If Required* 2. Evaluator will provide the teacher with two (2) school days’ notice of pre-
conference meeting. 
 

   If Required* 3. Teacher will submit pre-observation plan form prior to the pre-conference 
meeting. 
 

     Optional 4. Evaluator may require teacher to submit supplemental documents (e.g. 
lesson plans, student work). 
 

   If Required* 5. Evaluator and teacher will conduct pre-observation conference at least one 
day before the observation. 
 

   If Required* 6. Teacher will submit post-reflection form prior to scheduled post-conference. 
 

     Optional 7. Evaluator may require teacher to submit supplemental documents (e.g. 
lesson plans, student work). 
 

   If Required* 8. Evaluator and teacher will conduct a post-observation conference within 
seven (7) school days of observation. 
 

   If Required* 9. Evaluator and teacher discuss evidence, recommendations, areas of 
strengths and weakness at post-conference. 
 

Required 10. Evaluator will finalize observation report within five (5) school days of actual 
review of practice observation or post-conference if it occurs.  
 

     Optional 11. Once observation report has been finalized, the teacher may submit an 
addendum within ten (10) days. 
 

Required 12. Teacher has an affirmative obligation to review and confirm receipt of 
finalized observation report within five (5) school days. 
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Points of Emphasis 
 

 
 
 
 
When an teacher confirms an observation report, it does not imply 
agreement. 
 

  Failure to confirm an observation report by the teacher does not invalidate 
the observation report submitted by the evaluator. 
 
Timelines can be modified as necessary due to specific circumstances. 
 

 
 
Note -  Reviewing technical capacity to transition to electronic signature. 
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Single Observation Scoring and Rating 
 
 
Danielson FFT Domain 
 

 
Weight 

  
Rating 

 
Scale 

 
1 

 
20% 

  
Highly Effective 
 

 
3.5 – 4.0 

2 
 

30%  Effective 
 

2.5 – 3.49 

3 30%  Needs Improvement / Developing 
 

1.5 – 2.49 

4 20%  Unsatisfactory / Ineffective 1.0 – 1.49 
 
 
Each component of each Domain may be scored using one of three types of observations at any 
time throughout the year.  If a component is not scored, it will not count toward a particular 
observations rating. 
 
Sample Observation Rating: 
 
  

 
 

 
FFT Components 

 

 
 
 

  

   
A 

 
B 

 
C 

 
D 

 
E 

 
F 

 
Average 

 

 
Domain 
Weight 

 

 
Weighted 
Average 

 
 
 
 
 
 
 

FFT 
Domain 

 
1 
 

 
3 

 
Not 

Scored 

 
3 

 
Not 

Scored 

 
3 
 

 
2 

 
2.75 

 
20% 

 
.55 

 
2 
 

 
4 
 

 
3 

 
2 

 
3 

 
1 

 
 
 
 

 
2.6 

 
30% 

 
.78 

 
3 
 

 
3 

 
2 

 
3 

 
2 

 
Not 

Scored 
 

 
2.5 

 
30% 

 
.75 

 
4 
 

 
3 

 
Not 

Scored 

 
Not 

Scored 
 

 
Not 

Scored 

 
Not 

Scored 

 
Not 

Scored 

 
3.0 

 
20% 

 
.6 

          
2.68 (Effective) 
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Domain 4 – Professional Responsibilities 

 
Summative Scoring 
 
Evaluator shall use the following process to determine an overall score for Domain 4 Professional 
Responsibility.  This will be completed as part of the Summative / End of the Year Process. 
 

1. Review the evidence and components scored (if any) for Domain 4 on each observation. 
2. Review the evidence collected by the evaluator and presented by the teacher for Domain 

4. 
3. Score each of the Domain 4 components based upon collected and reviewed evidence.  

The evaluator may elect not to score a component. 
4. Average each component scored to determine an overall Domain 4 score. 
 

Note – The scored components of Domain 4 included in observations are evidence to be 
considered but are NOT to be mathematically averaged into the final Domain 4 rating on the 
summative assessment. 
 
 
Sample Scoring 
 

 
DOMAIN 4 – PROFESSIONAL RESPONSIBILITES           (20%) 

 
 

COMPONENT 
 

SCORE 
 

OVERALL RATING 
(Averaged) 

 
4a      Reflecting on Teaching 3  
4b      Maintaining Accurate Records 1  
4c      Communicating with Families 2 2.33 
4d      Participating in a Professional Community 3  
4e      Growing and Developing Professionally 3  
4f      Showing Professionalism 2  
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Scoring and Rating of Teacher Practice 40% 
 

1. All scored components of Domain 1, 2, and 3 assessed via any of the three types of 
observation processes will be averaged by domain and the proper percentage will then be 
applied. 

2. In regards to Domain 4 – Professional Responsibilities, the evaluator will score all 
components as part of the Summative / End of the Year Process.  The evaluator will also 
review any scored components in Domain 4 as evidenced via the observation process 
and assess any other evidence presented by the teacher and/or gathered by the evaluator.  
The proper percentage of 20% for Domain 4 will then be applied. 

 
Example: 
  

 
 
Observations 
 

 
 
Average 

 
 
Domain 4 
Summative 
Assessment 
 

 
 
Domain 
Weight 

 
 
Weighted 
Average    

Informal 
 
(Average) 
 

 
Formal 
 
(Average) 

 
Review of 
Practice 
 
(Average) 
 

 
 
 
 
 
 
 
 

FFT 
Domain 

 
1 
 

 
2.5 

 
2.75 

 
2 

 
2.416 

  
20% 

 
.4832 

 
2 
 

 
2.75 

 
2.6 

 
Not 

Scored 
 

 
2.675 

  
30% 

 
.8025 

 
3 
 

 
2.6 

 
2.5 

 
Not 

Scored 
 

 
2.55 

  
30% 

 
.765 

 
 
 
 

4 
 

 
 
 
 

Not 
Scored 

 
 

 
 
 
 

3.0 
 
 
 

 
 
 
 

1.5 
 
 

 
2.33 

 
Overall average (not an 
average of observations) 

based upon evidence 
gathered through 

observations and other 
data sources. 

 

 
 
 
 
 

20% 

 
 
 
 
 

.466 

       
Final # weighted 40% 
of evaluation 
 
 

       
2.5167 (Effective) 
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Parent Feedback (10%) 
 
Parent feedback data as solicited through the Hartford Public Schools’ (HPS) School Climate and 
Connectedness Survey will be utilized for teachers to develop a measurable parent engagement 
objective.  School Governance Councils (SGCs) have various levels of input to the survey process 
depending on the school.  The performance on this objective represents 10% of a teacher overall 
rating. 
 
Note – Forms / Examples located in Section IV. 
 
 
Overview of Objective of Parent Engagement (OPE) 
 
The process is as follows: 
 

1) School will administer the HPS’ School Climate and Connectedness Survey for parents.  
Data will be aggregated at the school level. 

2) Administrator will collaborate with faculty to determine school-level parent goals 
based on the survey feedback; 

3) Teacher and evaluator will identify one related parent engagement objective with 
action plan and measurable outcomes.   

4) The success of the parent engagement objective will be measurable.  Measures may 
include parent, student, and/or teacher outputs.   

5) Evaluator will determine a teacher’s success on the parent engagement objective by 
using the four performance level ratings outlined below.   

 
 
Phase One: Administration of HPS’ School Climate and Connectedness Survey  
 
The HPS’s School Climate and Connectedness Survey for parents should be administered applying 
all district timelines and practices.  The survey will 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.  Surveys should be confidential and survey responses should not be tied to parents’ 
names.  The parent survey should be administered annually and trends analyzed from year-to-year.  
 
 
Phase Two: Determining School-Level Parent Goals 
 
Principals and faculty should review the parent survey results prior to the beginning of the school 
year to identify areas of need.  Each principal in collaboration with faculty will set parent 
engagement goal(s) based on the survey results.  These goals will be at the school level.  
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Phase Three:  Developing an Objective of Parent Engagement (OPE) at the 
Teacher Level 
 
After school-level parent engagement goal(s) have been set, each teacher will determine, through 
collaboration with his/her evaluator, one related parent engagement objective he/she would like to 
pursue as part of his/her evaluation.  Possible objectives include increasing student learning through 
parent engagement, improving communication with parents, helping parents become more 
effective in support of homework, improving parent-teacher conferences, increasing parent 
confidence in school safety etc.    
 
The objective should outline a specific action plan and measurable outcomes.   
 
 
Phase Four:  Measurable Outcomes for OPE 
 
Teachers and their evaluators should use their judgment in setting measurable outcomes.  There are 
many ways a teacher can measure and demonstrate progress on their parent engagement 
objective.  To measure the objective’s degree of success the following can be used: parent, student, 
and/or teacher related outputs. It is strongly encouraged to use multiple measures especially parent 
outputs as a way to measure the degree of success.   
 
 
Phase Five:  Determining an OPE Level Rating 
 
The rating should reflect the degree to which a teacher successfully reaches the measures of his/her 
parent engagement objective.  This is accomplished through a review of evidence provided by the 
teacher and application of the following scale: 
 

Exceeded (4) 
All or most targets were met or substantially exceeded the 
target(s) 

Met (3) 
Most targets were met and some indicators were within a few 
points of the target(s).  

Partially Met (2) 
Many targets met but a notable percentage missed the target 
by a significant margin.  However, taken as a whole, significant 
progress towards the objective was made.  

Did Not Meet (1) Some targets met but a substantial percentage did not.   
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Student Learning Objectives (SLOs) & Objective of Parent Engagement (OPE) 
Setting Process  
 
All student learning and parent engagement objective process forms are to be submitted 
electronically using the approved TeachScape observation system. 
 
STEPS: 

  

 
Required 

 
1. 

 
Both student learning objectives and the parent engagement objective setting 
processes are to be finalized by November 1st. 
 

Required 2. Evaluator and teacher should follow the OPE five phase process as outlined in the 
Parent Feedback section.  

 
Required 

 
3. 

 
Evaluator and teacher should follow the SLO four phase process as outlined in the 
Student Growth and Development section. 
 

Required 4. Evaluator requires teacher to submit both student learning objectives and parent 
engagement objective proposals prior to the objective setting conference. 
 

Required 5. Evaluator and teacher meet at objective setting conference and review all three 
proposals.  If required by evaluator teacher will make changes and resubmit. 
 

Required  6. 
 

If approved by evaluator, evaluator confirms (acknowledges) all three proposals. 

 
Points of Emphasis 
 

 
 
When a teacher resubmits their objective based upon evaluator feedback, it does 
not imply agreement. 

   
Timelines can be modified as necessary due to specific circumstances. 

 
  
 
Note -  Reviewing technical capacity to transition to electronic signature. 
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SECTION III: STUDENT OUTCOMES RELATED INDICATORS 
 
Every teacher is in the profession to help children learn and grow, and teachers already think 
carefully about what knowledge, skills and talents they are responsible for nurturing in their students 
each year.  As a part of the evaluation process, teachers will document those aspirations and anchor 
them in data.  
 
Student Related Indicators 
 

• Student growth and development, which counts for 45%; and 
• Whole-school student learning counts for 5% of the total evaluation rating.   
 

Student Growth and Development (45%) 
 
Overview of Student Learning Objectives (SLOs) 
 
Each teacher’s students, individually and as a group, are different from other teachers’ students, even 
in the same grade level or subject at the same school.  For student growth and development to be 
measured for teacher evaluation purposes, it is imperative to use a method that takes each teacher’s 
assignment, students and context into account.  Student Learning Objectives (SLOs) is the approach 
for measuring student growth during the school year.  
 
SLOs will support teachers in using a planning cycle that will be familiar to most teachers: 
 
 
 
  
 
 
 
 
 
 
 
Note – SLO Forms / Examples are included in Section IV. 
 
 
The four SLO phases are described in detail below: 
 
 
Phase One – Discovery  
 
This first phase is the discovery phase, just before the start of the school year and in its first few 
weeks.  Once teachers know their rosters, they will access as much information as possible about 
their new students’ baseline skills and abilities, relative to the grade level or course the teacher is 

SLO Phase I: 
 

Learn about 
this year’s 
students 

SLO Phase 2: 
 

Set goals for 
student 
learning 

SLO Phase 3: 
 

Monitor 
students’ 
progress 

SLO Phase 4: 
 

Assess student 
outcomes 

relative to goals 
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teaching.  End-of-year tests from the prior spring, prior grades, benchmark assessments and quick 
demonstration assessments are all examples of sources teachers can tap to understand both 
individual student and group strengths and challenges.  This information will be critical for goal 
setting in the next phase.  
 
 
Phase Two – Set Objectives 
 
Each teacher will write two SLOs.  Teachers whose students take a standardized assessment will 
create one SLO based on standardized indicators and one SLO based on a minimum of one non-

standardized indicator and a maximum of one additional standardized indicator.  All other teachers 
will develop their two SLOs based on non-standardized indicators.   
 
In regards to the FIRST student learning objective (22.5%) will be measured by one of two 
applicable assessment types: 
 

 
Type of Assessment Required 

 
 

Local Standardized 
 

Non-Standardized 
 

If local standardized 
not applicable use 

non-standardized assessment 
 

 
 

 
For Example: 

 
DRA2 
MAP 
PSAT 
SAT 

DIAL3 
PPVT-4 
EVT-4 

LAS Links 
 

 
 

For Example: 
 

School, department, grade level, teacher 
generated assessments 

 
Note – Teachers and evaluators should work together to determine whether a local 
standardized assessment is applicable or not.  If an agreement cannot be reached the final 
decision shall reside with the evaluator. 
 
This district uses a specific definition of “standardized assessment.”  As stated in the CT Guidelines 
for Teacher Evaluation, a standardized assessment is characterized by the following attributes: 
 

• Administered and scored in a consistent – or “standard” – manner; 
• Aligned to a set of academic or performance “standards;” 
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• Broadly administered (e.g., nation- or statewide); 
• Commercially produced; and 
• Often administered only once a year, although some standardized assessments are 

administered two or three times per year.  
 

In regards to the SECOND student learning objective (22.5%) will be measured by a non-
standardized assessment: 
 

• All teachers who have one 22.5% SLO standardized assessment measure will be 
required to develop one non-standard based assessment measure. 

• All other teachers will develop two SLO non-standardized assessment measures and 
each will count as 22.5% for a total of 45%. 

 
Note – Teachers are encouraged to focus this student learning objective on the CT Common 
Core of Learning. 
 
 
To create their SLOs, teachers will follow these four steps: 
 
Step 1:  Decide on the Student Learning Objectives 
 
The objectives will be broad goals for student learning.  They should each address a central purpose 
of the teacher’s assignment and it should pertain to a large proportion of his/her students.  Each SLO 
should reflect high expectations for student learning ‐ at least a year’s worth of growth (or a 
semester’s worth for shorter courses) and should be aligned to relevant state, national (e.g., 
common core), or district standards for the grade level or course.  Depending on the teacher’s 
assignment, the objective might aim for content mastery (more likely at the secondary level) or it 
might aim for skill development (more likely at the elementary level or in arts classes).  
 
Teachers are encouraged to collaborate with grade‐level and/or subject‐matter colleagues in the 
creation of SLOs.  Teachers with similar assignments may have identical objectives although they 
will be individually accountable for their own students’ results.  
 
Step 2:  Select Indicators of Academic Growth and Development (IAGDs) 
 
An Indicator of Academic Growth and Development (IAGD) is the specific evidence, with a 
quantitative target, that will demonstrate whether the objective was met.  Each SLO must include at 
least one indicator.  Multiple (IAGDs) are encouraged. 
 
Each indicator should make clear (1) what evidence will be examined, (2) what level of performance 
is targeted, and (3) what proportion of students is projected to achieve the targeted performance 
level.  Indicators can also address student subgroups, such as high or low‐performing students, or 
ELL students.  It is through the Phase I examination of student data that teachers will determine 
what level of performance to target for which students.  The Template for Setting SMART Goals 
should be referenced as a resource for setting SLOs/IAGDs (Appendix C).  
 
Since indicator targets are calibrated for the teacher’s particular students, teachers with similar 
assignments may use the same evidence for their indicators, but they would be unlikely to have 
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identical targets.  For example, all 2nd grade teachers might use the same reading assessment as 
their IAGD, but the performance target and/or the proportion of students expected to achieve 
proficiency would likely vary among 2nd grade teachers.  
 
Taken together, an SLO’s indicators, if achieved, would provide evidence that the objective was met.  
Here are some examples of indicators that might be applied to the previous SLO examples: 
 
Step 3:  Provide Additional Information 
 
During the goal-setting process, teachers and evaluators will discuss the following: 
 

• the rationale for the objective, including relevant standards; 
• any important technical information about the indicator evidence (like timing or 

scoring plans); 
• the baseline data that was used to set each IAGD; 
• interim assessments the teacher plans to use to gauge students’ progress toward the 

SLO during the school year (optional); and 
• any training or support the teacher thinks would help improve the likelihood of 

meeting the SLO (optional).  
 

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

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

 
Quality of Indicators 

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

Rigor of 
Objective/Indicators 

 
Objective and indicator(s) are 
attainable but ambitious and 
taken together, represent at 
least a year’s worth of growth 
for students (or appropriate 
growth for a shorter interval 
of instruction).  
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Phase Three – Monitor Student Progress 
 
Once SLOs are approved, teachers should monitor students’ progress towards the objectives.  They 
can, for example, examine student work products, administer interim assessments and track 
students’ accomplishments and struggles.  Teachers can share their interim findings with colleagues 
during collaborative time, and they can keep their evaluator apprised of progress.  
 
If a teacher’s assignment changes or if his/her student population shifts significantly, the SLOs can be 
adjusted during the Mid-Year Conference between the evaluator and the teacher.  (See SLO / OPE 
Objectives Modification Form)  
 
 
Phase Four – Assess Student Outcomes 
 
At the end of the school year, the teacher should collect the evidence required by their indicators 
and submit it to their evaluator.  Along with the evidence, teachers will complete and submit a self-
assessment which asks teachers to reflect on the SLO outcomes by responding to the following four 
statements: 
 

1. Describe the results and provide evidence for each indicator.  
 
2. Provide your overall assessment of whether this objective was met.  

 
3. Describe what you did that produced these results.  

 
4. Describe what you learned and how you will use that going forward.  

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

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

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

Partially Met (2) 
Many students met the target(s) but a notable percentage 
missed the target by more than a few points.  However, taken 
as a whole, significant progress towards the goal was made.  

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

 
For SLOs with more than one indicator, the evaluator will look at the results as a body of evidence 
regarding the accomplishment of the objective and score the SLO holistically.  
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The final student growth and development rating for a teacher is the average of their two SLO 
scores.  
 
Example  
 
 
 

 
RATING (1-4) 
 

 
OVERALL RATING – 45% 

 
SLO #1  (22.5%) 
 

 
3 

 
 
2.5 

 
SLO #2  (22.5%) 
 

 
2 

 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



43 
	
  

Student Learning Objectives (SLOs) & Objective of Parent Engagement (OPE) 
Setting Process  
 
All student learning and parent engagement objective process forms are to be submitted 
electronically using the approved TeachScape observation system. 
 
 
STEPS: 

  
 

 
Required 

 
1. 

 
Both student learning objectives and the parent engagement objective setting 
processes are to be finalized by November 1st. 
 

Required 2. Evaluator and teacher should follow the OPE five phase process as outlined in the 
Parent Feedback section.  

 
Required 

 
3. 

 
Evaluator and teacher should follow the SLO four phase process as outlined in the 
Student Growth and Development section. 
 

Required 4. Evaluator requires teacher to submit both student learning objectives and parent 
engagement objective proposals prior to the objective setting conference. 
 

Required 5. Evaluator and teacher meet at objective setting conference and review all three 
proposals. If required by evaluator teacher will make changes and resubmit. 
 

Required  6. 
 

If approved by evaluator, evaluator confirms (acknowledges) all three proposals. 

 
Points of Emphasis 
 

 
 
When a teacher resubmits their objective based upon evaluator feedback, it does 
not imply agreement. 

   
Timelines can be modified as necessary due to specific circumstances. 

 
  
Note -  Reviewing technical capacity to transition to electronic signature. 
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Whole-School Student Learning Indicator (5%) 
 
A teacher’s indicator rating shall be equal to the aggregate rating for multiple student learning 
indicators established for the principal’s evaluation rating at that school.  This will be default the 
principal’s three student learning objectives as defined in the Locally-Determined Measures of 
Academic Learning section in the administrative evaluation handbook. 
 
All teachers will have the Whole-School Student Measure (5%).  However, the measure will not be 
determined by the Hartford Public Schools by June 1st.  Therefore, if the whole-school score 
changes the teacher’s final summative rating, then an additional conference will be held, but no later 
than September 15th. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



45 
	
  

SECTION IV: SUMMATIVE EVALUATION 
 
Summative Evaluation Rating: Classroom Teachers   
  

 
 
Each area will be calculated in the following manner as demonstrated in the example below: 
(TeachScape will perform all required calculations) 
 

 
Category 

 

 
Focus 

 
Score 
(1-4) 

 
Weight 

 
Points 

(score X weight) 
 

Teacher Related Practice 
 

Observations 
 

2.8 
 

40 
 

 
112 

 
Parent Feedback 

 
Parent Engagement Objective 

 

 
3 

 
10 

 
30 

 
Student Related Outcomes 

 
Student Learning Objectives 

 

 
3.5 

 
45 

 
158 

 
Whole-School Student 

Measure 

 
Aggregate Score of  
Principal’s 3 SLOs 

 

 
3 

 
5 

 
15 

 
Total Points 

 

 
315 - Effective 

 
Rating Scale: 
 

 
Points 

 
Rating 

 
350 - 400 

 
Highly Effective 

 
250 - 349 

 
Effective 

 
160 - 249 

 
Developing  / Needs Improvement 

 
100 - 159 

 
Unsatisfactory / Ineffective 

Evalua&on	
  Weights	
  
5%	
  Whole	
  School	
  Measure	
  	
  

40%	
  Teacher	
  Related	
  Prac7ce	
  

45%	
  Student	
  Related	
  Outcomes	
  

10%	
  Parent	
  Feedback	
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Failure to receive a score in any category will be addressed between the evaluator and the teacher 
with the final determination made by the evaluator. 
 
All teachers will have the Whole-School Student Measure (5%).  However, the measure will not be 
determined by the Hartford Public Schools by June 1st.  Therefore, if the whole-school score 
changes the teacher’s final summative rating, then an additional conference will be held, but no later 
than September 15th. 
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Summative Evaluation Rating: Non-Classroom Teachers 
(Social Workers, Library Media Specialists etc.)   
 
 
 
Danielson FFT Domain 
 

 
Weight 

  
Rating 

 
Scale 

 
1 

 
20% 

  
Highly Effective 
 

 
3.5 – 4.0 

2 
 

30%  Effective 
 

2.5 – 3.49 

3 30%  Needs Improvement / Developing 
 

1.5 – 2.49 

4 20%  Unsatisfactory / Ineffective 1.0 – 1.49 
 
 
 

1. All scored components of Domain 1, 2, and 3 assessed via any of the three types of 
observation processes will be averaged by domain and the proper percentage will then be 
applied. 

 
2. In regards to Domain 4 – Professional Responsibilities, the evaluator will score all 

components as part of the Summative / End of the Year Process.  The evaluator will also 
review any scored components in Domain 4 as evidenced via the observation process 
and assess any other evidence presented by the teacher and/or gathered by the evaluator.  
The proper percentage of 20% for Domain 4 will then be applied. 
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Example: 
 

  
 

 
Observations 

 

 
 

Average 

 
 

Domain 4 
Summative 
Assessment 

 

 
 

Domain 
Weight 

 
 

Weighted 
Average    

Informal 
 

(Average) 
 

 
Formal 

 
(Average) 

 
Review of 
Practice 

 
(Average) 

 
 
 
 
 
 
 
 
 

FFT 
Domain 

 
1 
 

 
2.5 

 
2.75 

 
2 

 
2.416 

  
20% 

 
.4832 

 
2 
 

 
2.75 

 
2.6 

 
Not 

Scored 
 

 
2.675 

  
30% 

 
.8025 

 
3 
 

 
2.6 

 
2.5 

 
Not 

Scored 
 

 
2.55 

  
30% 

 
.765 

 
 
 
 

4 
 

 
 
 
 

Not 
Scored 

 
 

 
 
 
 

3.0 
 
 
 

 
 
 
 

1.5 
 
 

 
2.33 

 
Overall average (not an 
average of observations) 

based upon evidence 
gathered through 

observations and other 
data sources. 

 

 
 
 
 
 

20% 

 
 
 
 
 

.466 

       
Final Rating 

       
2.5167 (Effective) 
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Summative / End of Year Evaluation Process 
 
All process forms are to be submitted electronically using the approved TeachScape system. 
 
STEPS: 
 

  

Required 1. Evaluator will schedule and conduct the summative/end-of-year conference 
by June 1 
 

Required 2. Evaluator will provide the teacher with two (2) school days’ notice of 
conference. 
 

Required 
 
 
          Note 

3. Non-tenured teacher will complete Mid-Year Self-Assessment prior to 
conference conducted by March 1. 
 
The mid-year check-in for the non-tenured teacher will serve as the official 
recommendation by the evaluator for renewal or non-renewal. For any 
teacher recommended for non-renewal, it shall be the summative 
evaluation for that year. 
 

Required 
 

4. Tenured teacher will complete End of Year Self-Assessment prior to 
conference conducted by June 1. 
 

Required 
 

5. Non-tenured teacher will complete End of Self-Assessment prior to June 1. 
 

Required 
 

6. Evaluator will require teacher to submit supplemental documents (e.g. 
evidence pertaining to Domain 4 - Professionalism). 
 

Required 7. Evaluator will require teacher to complete progress report on two student 
learning objectives (SLOs) and one parent engagement objective (OPE). 
 

Required 7. Evaluator will score each of the Domain 4 components based upon 
evidence gathered in observations and other sources as collected by both 
the evaluator and teacher. 
 

Required 8. Evaluator will score the two SLOs and one OPE. 
 

Required 9. Evaluator and teacher discuss evidence and scores, recommendations, areas 
of strengths, of weakness and for growth at conference. 
 

          Note  All teachers will have the Whole-School Student Measure (5%).  However, 
the measure will not be determined by the Hartford Public Schools by June 
1st.  Therefore, if the whole-school score changes the teacher’s final 
summative rating, then an additional conference will be held, but no later 
than September 15th. 
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Required 10. Evaluator will finalize summative / end of year evaluation report within five 

(5) school days of conference. 
   
     Optional 11. Once summative / end of year evaluation report has been finalized, the 

teacher may submit an addendum within ten (10) days. 
 

Required 12. Teacher has an affirmative obligation to review and confirm receipt of 
finalized summative / end of year evaluation report within five (5) school 
days. 
 

 
Points of Emphasis 
 

 
When an teacher confirms a summative / end of year evaluation report, it 
does not imply agreement. 
 

  Failure to confirm a summative / end of year evaluation report by the 
teacher does not invalidate the report submitted by the evaluator. 
 
Timelines can be modified as necessary due to specific circumstances. 
 
 
Note -  Reviewing technical capacity to transition to electronic signature. 
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Definition of Effectiveness and Ineffectiveness 
 
The district defines teacher effectiveness and ineffectiveness as outlined in the Summative 
Evaluation Rating (page 36).  A teacher may be defined as effective or ineffective based solely on 
one or multiple years of performance.   
 
The standard for achieving tenure is excellence or the potential for excellence.  
 
Dispute-Resolution Process 
 
Resolution of disputes between the evaluator and teacher may be remedied through the Office of 
Talent Management’s designee or other established practices and procedures. 
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SECTION V: IMPROVEMENT AND REMEDIATION PLANS 
 
There are two remediation support processes for evaluators to address below standard 
performance: 
 

1. The Specific Structured Support process requires the evaluator to work collaboratively 
with the teacher to identify areas of need to develop an action plan.  The action plan MAY 
include a timeline, objective, measurable outcome, needed resources, dates for 
observations, if applicable, and criteria for success. This process is embedded at the 
bottom of the HPS observation form in order for the support to be timely and ongoing 
throughout the observation process. 

 
2. The Professional Intensive Assistance (PIA) process requires the evaluator to work 

collaboratively with the teacher to identify areas of need to develop an action plan. The 
action plan WILL include a timeline, objective, measurable outcome, needed resources, 
dates for observations, if applicable, and criteria for success. The PIA process requires a 
separate plan to be created outside of the regular evaluative process.  Teachers may be 
placed on PIA at any time during the school year.   

 
All teachers who receive a Needs Improvement / Developing or Ineffective summative rating on 
their end of year summative rating will receive with either Specific Structured Support, Professional 
Intensive Assistance or another form of remediation as determined by the evaluator. 
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Specific Structured Support 
 
Purpose of Specific Structured Support 
 
On occasion, teachers may need additional formal assistance to improve performance of their 
instructional or professional responsibilities. The purpose of this support is for it to be timely and 
ongoing.  
 
Who Belongs in Specific Structured Support? 
 
If there is a concern with a teacher’s performance in one or more specific areas as identified in the 
Danielson FFT, s/he may be provided assistance through Specific Structured Support.  
 
How does one receive Specific Structured Support? 
 
At a post-observation conference an evaluator may include in the observation report in the section, 
entitled Specific Structured Support, an action plan.  The action plan is designed to provide targeted 
support in areas of growth as outlined in the current or previous observation report(s).  The action 
plan is designed to provide timely and ongoing support.  The evaluator will discuss the concern 
formally with the teacher. The action plan may include a timeline, objective, measurable outcome, 
needed resources, dates for observations, if applicable, and criteria for success.  
 
In the development and implementation of the Specific Structured Support, an effort should be 
made to mutually agree upon the entire action plan.  In the event no agreement can be reached, 
the evaluator’s decision is final.  
 
The Specific Structured Support should remain in place until the support is not needed.  Specific 
Structured Support is not a required precursor to Professional Intensive Assistance. 
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Professional Intensive Assistance 
 
Purpose of Professional Intensive Assistance 
 
The purpose of Professional Intensive Assistance is to provide guided assistance to teachers who are 
experiencing difficulty in meeting performance standards as defined by the FFT and to change 
evaluation phase. 
 
Who Belongs in Professional Intensive Assistance (PIA)? 
 
If an evaluator determines that a teacher’s performance is lacking, the evaluator should conduct 
one formal observation prior to placing the teacher on PIA.  The formal observation need 
not be negative for the teacher to be placed on PIA, as that determination is made at the discretion 
of the evaluator considering all of the information.   
 
A teacher may also be placed on PIA for failing to adhere to professional standards of conduct.  No 
formal observation is required prior to such a phase change.  Absenteeism and tardiness should be 
included in the determination of acceptable job performance. 
 
A teacher is not required to have taken part in Specific Structured Support prior to be placed on PIA. 
 
A teacher may be placed on PIA  at any time during the school year. 
 
For any teacher experiencing difficulty in his/her job performance, the evaluator will document 
evidence of the difficulty and any attempted guided assistance or interventions that have been 
applied. The evaluator will notify the teacher in writing with attached documented evidence. The 
evaluator will schedule a date for a planning conference. The desired product of the conference will 
be a cooperatively developed plan providing the basis for the teacher’s evaluation.  
 
The PIA plan shall be in place of the final summative evaluation.  However, the teacher on PIA is still 
responsible for all other measures (student learning objectives, parent engagement objective(s), etc.) 
that would otherwise apply as defined and required for every teacher. These measures will be 
recorded but shall not be included in the PIA outcome unless explicitly included in the PIA 
objectives. 
 
Any teacher transferring from another school who is working in the PIA Phase must successfully 
complete his/her plan in his/her new school site.   
 
What Happens in Professional Intensive Assistance? 
 
Planning Conference and Timeline 
 

• The evaluator will schedule an initial planning conference within 10 school days of 
notification 

• The FFT and other defined and required measures for every teacher will be used as a basis to 
assess the teacher’s performance 
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• The evaluator and teacher will establish performance criteria for areas in which improvement 
is needed 

• Conditions, resources and support necessary and available for achievement of objectives will 
be identified 

• Teachers may also seek support from the HFT Professional Support Team 
• Plans for implementing objectives will be developed with activities, evaluation criteria, and 

time schedules clearly stated 
• The plan will include a minimum of 2 formal observations within 45 days of placement in 

Professional Intensive Assistance.  
• For teachers placed on PIA at the end of the school year, the 45-school day cycle should 

begin no later than the first day of school for students in the new school year 
• The timetable for any teacher placed on PIA during the school year should be the same for 

both tenured and non-tenured teachers 
 
In the development and implementation of the PIA Plan, an effort should be made to mutually 
agree upon the objectives and action plan.  In the event no agreement can be reached, the 
evaluator’s decision is final.   
 
When evidence of sufficient growth is documented, the evaluator may recommend the teacher 
return to his/her previous evaluation phase or the evaluator may recommend the teacher for a 45-
day extension in Professional Intensive Assistance.  When evidence of sufficient growth is not 
documented, the evaluator may recommend termination or may recommend the teacher for a 45-
day extension in Professional Intensive Assistance. 
 
Additional 45-days timeline and re-evaluation: 
 

• The desired product of the conference will be a cooperatively modified plan providing the 
basis for the teacher’s evaluation 

• The objective will remain the same with a modified action plan and additional strategies, 
support, and resources necessary and available 

• The plan will include a minimum of 2 formal observations within the 45-day extension in 
Professional Intensive Assistance.  

 
Outcomes of Evaluation and Re-Evaluation: 
 
At the end of the first 45-day period, the evaluator will recommend one of the following:  
 
• Return to the teacher’s appropriate professional status 
• Continued assistance with an extended 45-day period 
• Recommend termination under Connecticut state statutes* 
 
At the end of the extended 45-day period, the evaluator will recommend one of the following:  
 
• Return to the teacher’s appropriate professional status 
• Recommend termination under Connecticut state statutes.* 
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At the close of a year if an teacher is on PIA then their rating would be recorded as “on PIA”.  On the 
PIA plan there would be a record of their performance in regards to the student learning objectives, 
whole school measures, feedback etc. as defined and required for every teacher. 
 
* Nothing herein shall prevent the Administration and the HFT from counseling a teacher to leave 
employment with the district. 
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SECTION VI: FORMS/EXAMPLES (on TeachScape Only) 
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Pre-Observation Form 

 
 
 

   Non-Tenured      Tenured       
   Intensive Assistance  

 
Educator: 

  
School: 

  
Grade: 

 

 
Pre-Conference Date: 

     

 
 
• Evaluator will provide the educator with two school (2) days notice of pre-conference meeting. 
• Educator will submit pre-observation plan form prior to the pre-conference meeting. 
• Evaluator may require educator to submit supplemental documents (e.g. lesson plans, student work). 
• Evaluator and educator will conduct pre-observation conference at least one day before the observation. 
 
 

1. What is the topic of your lesson and to which part of the curriculum does it relate?   
 
 

 
 

2. How does this lesson fit in the sequence of learning for this class? 
 
 

 
 

3. What are the demographics of your class?  Identify the specific needs and accommodations that you will put in place to 
address the multiple learning needs of your class, including special education students. 

 

 
4. What are your learning objectives / outcomes for this lesson?  What do you want the students to understand? 
 
 

 
5. How will you engage the students in learning? What teaching strategies do you plan to use?  Describe the student participation 

in the learning activities. 
 
 

 
6. How will you differentiate instruction for different individuals or groups of students? 
 

 
 

7. How and when will you assess student learning? What evidence will you use to determine achievement of the lesson 
objectives? 

 
 

 
8. What specific aspect of your instruction (Domain 2 and/or 3) would you like feedback on, if any?  
 
 

 
This form submitted electronically indicates receipt by administration.  
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Post-Observation Reflection Form 
 
 
 

   Non-Tenured      Tenured    
   
 

  
Intensive 
Assistance  

 
Educator: 

  
School: 

  
Grade: 

 

 
Post-Conference Date: 

     

 
 
• Evaluator and educator will conduct a post-observation conference within seven (7) school days of observation. 
• Educator will submit post-reflection form prior to scheduled post-conference. 
• Evaluator may require educator to submit supplemental documents (e.g. lesson plans, student work). 
• Evaluator and educator discuss evidence, recommendations, areas of strengths and weakness at post-conference. 

 
 

9. Did the students learn what you intended?  What specific evidence do you have to confirm learning?   
 
 

 
 

10. Comment on your classroom procedures, student conduct, and your use of physical space.  To what extent did 
these contribute to student learning? 

 
 

 
 

11. When you assessed student learning, how did you adjust your instruction, if necessary?  Explain. 
 
 

 
12. Describe to what extent the students were productively engaged in the lesson.  What aspects of your lesson were 

most effective?  What aspects were not? 
 

 
13. If you had the opportunity to teach this lesson again to this same group of students, what would you do differently 

and why? 
 

 
 

14. How will this lesson inform future instruction? 
 

 
 
 
 
This form submitted electronically indicates receipt by administration.   
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Observation Report (Formal, Informal, & Review of Practice) 
 
 

The formal, informal and review of practice reports are the same.   
Disregard the dates included in the report, they do not reflect the approved timeline. 
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Student Learning Objective (SLO) Form 
             

Name:        School & Year:       
Position/Grade:        Evaluator:   
Date of Conference:      Date SLO Approved by Evaluator:   
         
 

Select one student assessment focus based upon requirements outlined in HPS TEVAL Handbook: 
 
___ State Standard-Based  ____ Local Standard-Based  ____ Non Standard-Based 
 
 
A Student Learning Objective (SLO) should be a broad goal for student learning. It should reflect high expectations for 
student learning and should be aligned to relevant state, nation, and/or district standards. An Indicator of Academic 
Growth and Development (IAGD) is a measure used to determine success in achieving the SLO.  
 

Population: What students are addressed in this SLO?  

 
 
 

 

SLO #_1_:  

 
 
 

 

Rationale: Why was this SLO chosen? What specific standards does it address? 

 
 
 

 

Indicator(s) of Academic Growth and Development (IAGD): What are the targeted performance expectations? Multiple 
IAGDs are encouraged but are not required. 

 
IAGD #1:  
 
IAGD #2:  
 
IAGD #3:  
 

 

Baseline Data: Include what you know about the targeted students’ performance, skills and achievement levels at the 
beginning of the year relevant to this SLO as well as any additional student data or background information that you used 
in setting your objective. 
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Action Plan/Timeline: Outline the steps and approach you plan to take in order to make progress towards, and 
ultimately achieve, your SLO. 

 
 
 

 

Evidence: Describe what data you will collect to assess progress toward achieving the SLO. 

 
 
 

 

Professional Learning/Support: Identify the professional learning and/or other type(s) of support that you will require in 
order to achieve this SLO. 

 
 
 

 

This form submitted electronically indicates receipt by administration.   
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Student Learning Objective (SLO) Reflection Form 
 
Name:        School & Year:       
Position/Grade:        Evaluator:   
        
         
 
 

Select one student assessment focus based upon requirements outlined in HPS TEVAL Handbook: 
 
___ State Standard-Based  ____ Local Standard-Based  ____ Non Standard-Based 
 
 
 
 
Write in the Student Learning Objective (SLO) 
 
SLO :  

 
 
 

 

Write in the Indictor of Academic Growth and Development (IAGD). 

IAGD #1 

 
 
 

 

Write in the results of IAGD #1 and reflect on how you may improve your professional practice. 

IAGD #1 Results:  

 
 
 

 

Write in the Indictor of Academic Growth and Development (IAGD). 

IAGD #2 

 
 
 

 

Write in the results of IAGD #2 and reflect on how you may improve your professional practice. 

IAGD #2 Results:  
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Write in the Indictor of Academic Growth and Development (IAGD). 

IAGD #3 

 
 
 

 

Write in the results of IAGD #3 and reflect on how you may improve your professional practice. 

IAGD #3 Results:  

 
 
 

 

Additional Comments: 

 
 
 

 

This form submitted electronically indicates receipt by administration.   
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Objective of Parent Engagement (OPE) Form 
 
Name:        School & Year:       
Position/Grade:        Evaluator:   
Date of Conference:      Date PEO Approved by Evaluator:   
         
 
 
A Parent Engagement Objective (OPE) should be aligned with the school level parent engagement goal which was 
developed from parent feedback received through the HPS School Climate and Connectedness Survey process. A target 
should be a measure used to determine success in achieving the OPE. 

Population: What students are addressed in this OPE?  

	
  
	
  
	
  

	
  

OPE #_1_:  

	
  
	
  
	
  

	
  

Rationale: What is the school level parent engagement goal this OPE is aligned with? 

	
  
	
  
	
  

	
  

Target(s):  What are the targeted performance expectations? Multiple targets are encouraged but are not required. 

 
Target #1:  
 
Target #2:  
 
Target #3:  
	
  

	
  

Baseline Data: Include what you know about the targeted students’ performance, skills and achievement levels at the 
beginning of the year relevant to this OPE. 

 
 
 

 

Action Plan/Timeline: Outline the steps and approach you plan to take in order to make progress towards, and 
ultimately achieve, your OPE. 
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Evidence: Describe what data you will collect to assess progress toward achieving the OPE. 

	
  
	
  
	
  

	
  

Professional Learning/Support: Identify the professional learning and/or other type(s) of support that you will require in 
order to achieve this OPE. 

	
  
	
  
	
  

	
  

This form submitted electronically indicates receipt by administration.   
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Objective of Parent Engagement (OPE) Reflection Form 

Name:        School & Year:       
Position/Grade:        Evaluator:   
        
         
 
Write in the Objective of Parent Engagement (OPE) 
 
OPE :  

 
 
 

 

Write in the target. 

Target #1 

 
 
 

 

Write in the results of Target #1 and reflect on how you may improve your professional practice. 

Target #1 Results:  

 
 
 

 

Write in the target. 

Target #2 

 
 
 

 

Write in the results of Target #2 and reflect on how you may improve your professional practice. 

Target #2 Results:  

 
 
 

 

Write in the target. 

Target #3 

 
 
 

 



73 
	
  

Write in the results of Target #3 and reflect on how you may improve your professional practice. 

Target #3 Results:  

 
 
 

 

Additional Comments: 

 
 
 

 

This form submitted electronically indicates receipt by administration.   
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SLO / OPE Modification Form 
 
Name:        School & Year:       
Position/Grade:        Evaluator:   
Date of Mid-Year Conference:     Date Modification(s) Approved by Evaluator:   
         
 
 
Communicate all modifications in the appropriate space provided. 

 

SLO 1 – Modification (if any) 

 
 
 

 

SLO 2 – Modification (if any) 

 
 
 
 

 

OPE - Modification (if any) 

 
 
 
 

 

This form submitted electronically indicates receipt by administration.   

 
 
 
 
 
 
 
 
 
 
 
 
 
 



75 
	
  

 
 
 

 
 
 
 
 
 
 
 

 
 
 
 

Summative / End of Year Evaluation Report 
 
 

This report is currently being developed in TeachScape.   
When complete an example report will be provided to all teachers and administrators. 
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SECTION VII: FORMS (NOT on TeachScape) 
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Change to Professional Intensive Assistance (PIA) Phase Form 
 
 
 

Date:  Teacher:  School:  Grade:  Year:  
 Evaluator:   

 
 
 
 
On ______we met to review and discuss your performance.  As a result, please be informed that as of today you are being 
placed in Professional Intensive Assistance.  You may want to carefully review the Professional Intensive Assistance 
section of the Evaluation Handbook to learn about important next steps in this process. 
 
 
 
You are being placed in Professional Intensive Assistance for not meeting minimum standards of performance with respect 
to the indicators of effective teaching and professional responsibility.  Please note the critical incidents cited under each 
area(s) of concern: 
 
 
 
Specific reasons educator is being placed in Intensive Assistance Status (i.e. FFT Indicators, Professional Code of 
Conduct and attendance (includes tardiness)/discipline) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
_______________________________________   _______________________________________ 
 Educator                                                     Date    Evaluator                                     Date 
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Professional Intensive Assistance (PIA) Planning Form 
 
 

Date:  Educator:  School:  Grade:  Year: 

    

 
 Evaluator:   

 
 PI Timeline:_____ to ____  (45 schooldays) 

This form should be completed by the teacher and the supervisor during the initial objective setting intervention 
conference. The teacher should bring a completed draft copy of this form with self-initiated goals that address the 
problem areas, for discussion..  

 
Component(s) of professional practice needing immediate attention: 

 

 

 

 
Professional Development Objective(s) and Action Plan: 
(Please set measurable goals with expected dates of completion) 

Objective 1:  

Action Plan(s):  

Measure(s) of Success:  

(write in terms of methods and outcomes): 

Support and Resources:  

(include non-evaluative support such as peer observation,  peer coaching, model lesson plans, etc.) 

Expected Date of Completion:   
 

Objective 2:  

Action Plan(s):  

Measure(s) of Success:  

(write in terms of methods and outcomes): 

Support and Resources:  

(include non-evaluative support such as peer observation,  peer coaching, model lesson plans, etc.) 

Expected Date of Completion:   
 
Schedule of Observation(s) and Progress Meetings (as appropriate to plan): 

 

 

 

 
 
_______________________________________   _______________________________________ 
 Educator                                                     Date    Evaluator                                     Date 
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Professional Intensive Assistance (PIA) Completion Form 

 
Date:  Educator:  School:  Grade:  Year:  
 Evaluator:   
 
 PI Timeline:_____ to _____  (45 school days) 

This form should be used at the end of a 45-day Intensive Assistance time period.  The teacher should bring this completed form 
to the conference with his/her evaluator along with any evidence of successful completion of the Intensive Assistance Plan. 
 
Component(s) of professional practice that needed immediate attention: 

 

 

 

 
Results of Professional Intervention Objective(s) and Action Plan: 
(Please set measurable goals with expected dates of completion) 

Objective 1 Outcome:  

Action Plan(s) Outcome:  

Measure(s) of Success:  

(write in terms of methods and outcomes): 

Support and Resources:  

(include non-evaluative support such as peer observation,  peer coaching, model lesson plans, etc.) 

Date of Completion:   
 

Objective 2 Outcome:  

Action Plan(s) Outcome:  

Measure(s) of Success:  

(write in terms of methods and outcomes): 

Support and Resources:  

(include non-evaluative support such as peer observation,  peer coaching, model lesson plans, etc.) 

Date of Completion:   
 
Notes on Progress:  ______ 

Recommendation: 
 PIA Plan successfully completed.   Move to Track #___    
 PIA Plan partially completed; acceptable progress.  45 school-day extension granted. Final Review Date 

     

 
 PIA Plan revised, continue in PIA until next progress meeting on 

     

 
 PIA Plan progress is unsatisfactory.  Refer to Human Resources. 

 
 _____________________________________  ___________________________________________ 
           Educator Date                       Evaluator                                     Date 
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SECTION VII: APPENDICES 
 
HPS Department of Professional Learning Framework 
	
  
The mission of the Department of Professional Learning is to build capacity and resiliency in our 
educators as a means of retaining the district’s most effective teachers and leaders. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Mid-Career 
Teacher Leader 
Development 

 

TEAM Support 
 

New Teacher 
Induction 

 

Assignment of 
Student 

Teachers and 
Interns 

 

Opportunities for effective teachers to participate in 
leadership roles such as peer coaching and the 

development and delivery of professional learning modules 
 

Support for HPS 1st and 2nd year teachers as they move 
through the CSDE TEAM program in the form of 

assignment of mentors and workshops targeting topics 
such as differentiation and classroom management 

 

Four days of intensive professional development aligned 
with the needs of new teachers to help support their 

transition to a diverse urban setting 
 

Coordinate with local Universities to place student teachers 
and interns in the Hartford Public Schools to build their 

capacity as urban teachers 
 

Effective Teacher and Leader 
Retention 
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Danielson Framework for Teaching (FFT) 2013 
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Danielson Instructional Specialist Rubric 2007 
 
 

Domain 1 for Instructional Specialists: Planning and Preparation 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

1a:  
Demonstrating -
knowledge of current 
trends in specialty 
area and professional 
development 

Instructional specialist 
demonstrates little or no 
familiarity with specialty area 
or trends in professional 
development. 
 

Instructional specialist 
demonstrates basic 
familiarity with specialty 
area and trends in 
professional 
development.  
 

Instructional specialist 
demonstrates thorough 
knowledge of specialty 
area and trends in 
professional 
development.  
 

Instructional specialist’s 
knowledge of specialty area and 
trends in professional 
development is wide and deep; 
specialist is regarded as an 
expert by colleagues. 

1b:  
Demonstrating -
knowledge of the 
school’s program and 
levels of teacher skill 
in delivering that 
program 

Instructional specialist 
demonstrates little or no 
knowledge of the school’s 
program or of teacher skill in 
delivering that program. 
 

Instructional specialist 
demonstrates basic 
knowledge of the 
school’s program and of 
teacher skill in delivering 
that program.  
 

Instructional specialist 
demonstrates thorough 
knowledge of the 
school’s program and 
of teacher skill in 
delivering that 
program.  
 

Instructional specialist is deeply 
familiar with the school’s program 
and works to shape its future 
direction and actively seeks 
information as to teacher skill in 
that program. 

1c:  
Establishing goals for 
the instructional 
support program 
appropriate to the 
setting and the 
teachers served 
 

Instructional specialist has no 
clear goals for the instructional 
support program, or they are 
inappropriate to either the 
situation or the needs of the 
staff. 
 

Instructional specialist’s 
goals for the 
instructional support 
program are 
rudimentary and are 
partially suitable to the 
situation and the needs 
of the staff. 
 

Instructional 
specialist’s goals for 
the instructional 
support program are 
clear and are suitable 
to the situation and the 
needs of the staff. 
 

Instructional specialist’s goals for 
the instructional support program 
are highly appropriate to the 
situation and the needs of the 
staff. They have been developed 
following consultations with 
administrators and colleagues. 
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DOMAIN 1 FOR INSTRUCTIONAL SPECIALISTS: PLANNING AND PREPARATION (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

1d:  
Demonstrating 
knowledge of 
resources, both 
within and beyond 
the school and 
district 
 

Instructional specialist 
demonstrates little or no 
knowledge of resources 
available in the school or 
district for teachers to 
advance their skills. 
 

Instructional specialist 
demonstrates basic 
knowledge of resources 
available in the school 
and district for teachers 
to advance their skills.  
 

Instructional specialist is 
fully aware of resources 
available in the school and 
district and in the larger 
professional community 
for teachers to advance 
their skills.  

Instructional specialist actively 
seeks out new resources from a 
wide range of sources to enrich 
teachers’ skills in implementing 
the school’s program. 
 

1e:  
Planning the 
instructional 
support program, 
integrated with the 
overall school 
program 
 

Instructional specialist’s plan 
consists of a random 
collection of unrelated 
activities, lacking coherence 
or an overall structure. 
 

Instructional specialist’s 
plan has a guiding 
principle and includes a 
number of worthwhile 
activities, but some of 
them don’t fit with the 
broader goals. 
 

Instructional specialist’s 
plan is well designed to 
support teachers in the 
improvement of their 
instructional skills. 
 

Instructional specialist’s plan 
is highly coherent, taking 
into account the competing 
demands of making presentations 
and consulting with teachers, and 
has been developed following 
consultation with administrators 
and teachers. 

1f:  
Developing a plan 
to evaluate the 
instructional 
support program 
 

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

Instructional specialist 
has a rudimentary plan 
to evaluate the 
instructional support -
program. 
 

Instructional support 
specialist’s plan to 
evaluate the program is 
organized around clear 
goals and the collection of 
evidence to indicate the 
degree to which the goals 
have been met. 

Instructional specialist’s 
evaluation plan is highly 
sophisticated, with imaginative 
sources of evidence and a clear 
path toward improving the 
program on an ongoing basis. 
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Domain 2 for Instructional Specialists: The Environment 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2a:  
Creating an -
environment of  
trust and respect 
 

Teachers are reluctant to 
request assistance from the 
instructional specialist, fearing 
that such a request will be 
treated as a sign of deficiency. 

Relationships with the 
instructional specialist are 
cordial; teachers don’t 
resist initiatives 
established by the 
instructional specialist. 

Relationships with the 
instructional specialist 
are respectful, with some 
contacts initiated by 
teachers. 
 

Relationships with the 
instructional specialist are 
highly respectful and trusting, 
with many contacts initiated by 
teachers. 

2b:  
Establishing a 
culture for ongoing 
instructional 
improvement 
 

Instructional specialist conveys 
the sense that the work of 
improving instruction is 
externally mandated  
and is not important to school 
improvement. 

Teachers do not resist the 
offerings of support from 
the instructional 
specialist. 
 

Instructional specialist 
promotes a culture of 
professional inquiry in 
which teachers seek 
assistance in improving 
their instructional skills. 
 

Instructional specialist has 
established a culture of 
professional inquiry in which 
teachers initiate projects to be 
undertaken with the support of 
the specialist. 

2c:  
Establishing clear 
procedures for 
teachers to gain 
access to 
instructional 
support 
 

When teachers want to access 
assistance from the instructional 
specialist, they are not sure how  
to go about it. 
 

Some procedures (for 
example, registering for 
workshops) are clear to 
teachers, whereas others 
(for example, receiving 
informal support) are not. 

Instructional specialist 
has established clear 
procedures for teachers 
to use in gaining access 
to support. 
 

Procedures for access to 
instructional support are clear 
to all teachers and have been 
developed following 
consultation with 
administrators and teachers. 
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DOMAIN 2 FOR INSTRUCTIONAL SPECIALISTS: THE ENVIRONMENT (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2d:  
Establishing and 
maintaining 
norms of 
behavior for 
professional 
interactions 
 

No norms of professional conduct have 
been established; teachers are 
frequently disrespectful in their 
interactions with one another. 
 

Instructional 
specialist’s efforts 
to establish norms 
of professional 
conduct are partially 
successful. 
 

Instructional specialist 
has established clear 
norms of mutual respect 
for professional 
interaction. 
 

Instructional specialist has 
established clear norms of 
mutual respect for professional 
interaction. Teachers ensure 
that their colleagues adhere to 
these standards of conduct. 

2e:  
Organizing 
physical space 
for workshops or 
training 
 

Instructional specialist makes poor use of 
the physical environment, resulting in 
poor access by some participants, time 
lost due to poor use of training 
equipment, or little alignment between 
the physical arrangement and the 
workshop activities. 

The physical 
environment does 
not impede 
workshop activities. 
 

Instructional specialist 
makes good use of the 
physical environment, 
resulting in engagement 
of all participants in the 
workshop activities. 
 

Instructional specialist makes 
highly effective use of the 
physical environment, with 
teachers contributing to the 
physical arrangement. 
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Domain 3 for Instructional Specialists: Delivery of Service 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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

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

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

Instructional specialist 
initiates collaboration 
with classroom teachers 
in the design of 
instructional lessons and 
units. 
 

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

3b:  
Engaging teachers 
in learning new 
instructional skills 
 

Teachers decline opportunities 
to engage in professional 
learning. 
 

Instructional specialist’s 
efforts to engage 
teachers in professional 
learning are partially 
successful, with some 
participating. 

All teachers are engaged 
in acquiring new 
instructional skills.  
 

Teachers are highly engaged in 
acquiring new instructional skills 
and take initiative in suggesting 
new areas for growth. 

3c:  
Sharing expertise 
with staff 
 

Instructional specialist’s model 
lessons and workshops are of 
poor quality or are not 
appropriate to the needs of the 
teachers being served. 
 

The quality of the 
instructional specialist’s 
model lessons and 
workshops is mixed, with 
some of them being 
appropriate to the needs 
of the teachers being 
served. 
 

The quality of the 
instructional specialist’s 
model lessons and 
workshops is uniformly 
high and appropriate to 
the needs of the 
teachers being served. 
 

The quality of the instructional 
specialist’s model lessons and 
workshops is uniformly high and 
appropriate to the needs of the 
teachers being served. The 
instructional specialist conducts 
extensive follow-up work with 
teachers. 
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DOMAIN 3 FOR INSTRUCTIONAL SPECIALISTS: DELIVERY OF SERVICE (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3d:  
Locating resources 
for teachers to 
support instructional 
improvement 
 

Instructional specialist fails to 
locate resources for 
instructional improvement for 
teachers, even when 
specifically requested to do so. 
 

Instructional specialist’s 
efforts to locate resources 
for instructional 
improvement for teachers 
are partially successful, 
reflecting incomplete 
knowledge of what is 
available. 

Instructional specialist 
locates resources for 
instructional 
improvement for 
teachers when asked 
to do so. 
 

Instructional specialist is highly 
proactive in locating resources 
for instructional improvement 
for teachers, anticipating their 
needs. 
 

3e:  
Demonstrating 
flexibility and  
responsiveness 
 

Instructional specialist adheres 
to his plan, in spite of evidence 
of its inadequacy. 
 

Instructional specialist 
makes modest changes in 
the support program when 
confronted with evidence of 
the need for change. 
 

Instructional specialist 
makes revisions to the 
support program 
when it is needed. 
 

Instructional specialist is 
continually seeking ways to 
improve the support program 
and makes changes as needed 
in response to student, parent, 
or teacher input. 
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Domain 4 for Instructional Specialists: Professional Responsibilities 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4a: 
Reflecting on 
practice 
 

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

Instructional specialist’s 
reflection on practice is 
moderately accurate and 
objective without citing 
specific examples and 
with only global 
suggestions as to how it 
might be improved. 
 

Instructional specialist’s 
reflection provides an accurate 
and objective description of 
practice, citing specific positive 
and negative characteristics.  
Instructional specialist makes 
some specific suggestions as 
to how the support program 
might be improved. 
 

Instructional specialist’s reflection 
is highly accurate and perceptive, 
citing specific examples. 
Instructional specialist draws on 
an extensive repertoire to 
suggest alternative strategies, 
accompanied by a prediction of 
the likely consequences of each. 

4b:  
Preparing and 
submitting 
budgets and 
reports 
 

Instructional specialist does 
not follow established 
procedures for preparing 
budgets and submitting 
reports. Reports are 
routinely late.  
 

Instructional specialist’s 
efforts to prepare 
budgets are partially 
successful, anticipating 
most expenditures and 
following established 
procedures. Reports are 
sometimes submitted on 
time. 
 

Instructional specialist’s 
budgets are complete, 
anticipating all expenditures 
and following established 
procedures. Reports are 
always submitted on time. 
 

Instructional specialist anticipates 
and responds to teacher needs 
when preparing budgets, 
following established procedures 
and suggesting improvements to 
those procedures. Reports are 
submitted on time. 

4c:  
Coordinating 
work with other 
instructional 
specialists 
 

Instructional specialist 
makes no effort to 
collaborate with other 
instructional specialists 
within the district. 
 

Instructional specialist 
responds positively to 
the efforts of other 
instructional specialists 
within the district to 
collaborate. 
 

Instructional specialist initiates 
efforts to collaborate with other 
instructional specialists within 
the district. 
 

Instructional specialist takes a 
leadership role in coordinating 
projects with other instructional 
specialists within and beyond the 
district. 
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DOMAIN 4 FOR INSTRUCTIONAL SPECIALISTS: PROFESSIONAL RESPONSIBILITIES (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4d:  
Participating in a 
professional 
community 
 

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

Instructional specialist’s 
relationships with 
colleagues are cordial, 
and the specialist 
participates in school and 
district events and 
projects when specifically 
requested. 

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

Instructional specialist makes a 
substantial contribution to school 
and district events and projects 
and assumes a leadership role 
with colleagues. 

4e: 
Engaging in 
professional 
development 
 

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

Instructional specialist’s 
participation in 
professional 
development activities is 
limited to those that are 
convenient or are 
required. 
 

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

Instructional specialist actively 
pursues professional 
development opportunities and 
makes a substantial contribution 
to the profession through such 
activities as participating in state 
or national conferences for other 
specialists. 

4f:  
Showing 
professionalism, 
including integrity 
and confidentiality 
 

Instructional specialist displays 
dishonesty in interactions with 
colleagues and violates norms 
of confidentiality. 
 

Instructional specialist is 
honest in interactions 
with colleagues and 
respects norms of 
confidentiality. 
 

Instructional specialist 
displays high standards 
of honesty and integrity 
in interactions with 
colleagues and respects 
norms of confidentiality. 
 

Instructional specialist can be 
counted on to hold the highest 
standards of honesty and 
integrity and takes a leadership 
role with colleagues in respecting 
the norms of confidentiality. 
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Danielson Library Media Specialist Rubric 2007  
 
 

Domain 1 for Library/Media Specialists: Planning and Preparation 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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

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

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

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

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

1b:  
Demonstrating 
knowledge of the 
school’s program and 
student information 
needs within that 
program 
 

Library/media specialist 
demonstrates little or no 
knowledge of the school’s 
content standards and of 
students’ needs for information 
skills within those standards. 
 

Library/media specialist 
demonstrates basic 
knowledge of the 
school’s content 
standards and of 
students’ needs for 
information skills within 
those standards. 
 

Library/media specialist 
demonstrates thorough 
knowledge of the 
school’s content 
standards and of 
students’ needs for 
information skills within 
those standards. 
 

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

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

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

Library/media 
specialist’s goals for the 
media program are 
rudimentary and are 
partially suitable to the 
situation in the school 
and the age of the 
students. 
 

Library/media 
specialist’s goals for the 
media program are clear 
and appropriate to the 
situation in the school 
and to the age of the 
students. 
 

Library/media specialist’s goals 
for the media program are highly 
appropriate to the situation in 
the school and to the age of the 
students and have been 
developed following 
consultations with students and 
colleagues. 
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DOMAIN 1 FOR LIBRARY/MEDIA SPECIALISTS: PLANNING AND PREPARATION (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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 school’s program. 

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

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

Library/media specialist’s 
plan has a guiding 
principle and includes a 
number of worthwhile 
activities, but some of 
them don’t fit with the 
broader goals. 
 

Library/media 
specialist’s plan is well 
designed to support 
both teachers and 
students in their 
information needs. 
 

Library/media specialist’s plan is 
highly coherent, taking into 
account the competing demands 
of scheduled time in the library, 
consultative work with teachers, 
and work in maintaining and 
extending the collection; the plan 
has been developed after 
consultation with teachers. 

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

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

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

Library/media 
specialist’s plan to 
evaluate the program is 
organized around clear 
goals and the collection 
of evidence to indicate 
the degree to which the 
goals have been met. 

Library/media specialist’s 
evaluation plan is highly 
sophisticated, with imaginative 
sources of evidence and a clear 
path toward improving the 
program on an ongoing basis. 
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DOMAIN 2 FOR LIBRARY/MEDIA SPECIALISTS: THE ENVIRONMENT 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2a:  
Creating an -
environment of 
respect and 
rapport 
 

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

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

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

Interactions among the 
library/media specialist, 
individual students, and the 
classroom teachers are highly 
respectful, reflecting genuine 
warmth and caring and 
sensitivity to students’ cultures 
and levels of development. 
Students themselves ensure 
high levels of civility among 
students in the library. 

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

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

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

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

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

2c:  
Establishing 
and -
maintaining 
library -
procedures 
 

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

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

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

Media center routines and 
procedures (for example, for 
circulation of materials, working 
on computers, independent 
work) are seamless in their 
operation, with students 
assuming considerable 
responsibility for their smooth 
operation. Library assistants 
work independently and 
contribute to the success of the 
media center. 
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DOMAIN 2 FOR LIBRARY/MEDIA SPECIALISTS: THE ENVIRONMENT (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2d:  
Managing 
student 
behavior 
 

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

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

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

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

2e:  
Organizing 
physical space 
to enable 
smooth flow 
 

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

Library/media specialist’s 
efforts to make use of the 
physical environment are 
uneven, resulting in 
occasional confusion.  
 

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

Library/media specialist makes 
highly effective use of the physical 
environment, resulting in clear 
signage, excellent traffic flow, and 
adequate space devoted to work 
areas and computer use. In 
addition, book displays are 
attractive and inviting. 
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DOMAIN 3 FOR LIBRARY/MEDIA SPECIALISTS: DELIVERY OF SERVICE 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3a:  
Maintaining and 
extending the 
library collection in 
accordance with the 
school’s needs and 
within budget 
limitations 
 

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

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

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

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

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

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

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

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

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

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

Students are not engaged in 
enjoying literature and in learning 
information skills because of poor 
design 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. 
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DOMAIN 3 FOR LIBRARY/MEDIA SPECIALISTS: DELIVERY OF SERVICE (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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

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

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

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

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

3e:  
Demonstrating 
flexibility and 
responsiveness 
 

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

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

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

Library/media specialist is 
continually seeking ways to 
improve the library/media 
program and makes changes as 
needed in response to student, 
parent, or teacher input.  
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DOMAIN 4 FOR LIBRARY/MEDIA SPECIALISTS: PROFESSIONAL RESPONSIBILITIES 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4a:  
Reflecting on 
practice 
 

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

Library/media specialist’s 
reflection on practice is 
moderately accurate and 
objective, without citing 
specific examples and 
with only global 
suggestions as to how it 
might be improved. 
 

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

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

4b:  
Preparing and 
submitting 
reports and 
budgets 
 

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

Library/media specialist’s 
efforts to prepare budgets 
are partially successful, 
responding sometimes to 
teacher requests and 
following procedures. 
Inventories and reports 
are sometimes submitted 
on time. 
 

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

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

4c:  
Communicating 
with the larger 
community 
 

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

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

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

Library/media specialist is 
proactive in reaching out to 
parents and establishing 
contacts with outside libraries, 
coordinating efforts for mutual 
benefit. 
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DOMAIN 4 FOR LIBRARY/MEDIA SPECIALISTS: PROFESSIONAL RESPONSIBILITIES (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4d:  
Participating in a 
professional 
community 
 

Library/media specialist’s 
relationships with colleagues are 
negative or self-serving, and the 
specialist avoids being involved 
in school and district events and 
projects. 

Library/media specialist’s 
relationships with 
colleagues are cordial, 
and the specialist 
participates in school and 
district events and 
projects when specifically 
requested. 

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

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

4e:  
Engaging in 
professional  
development 
 

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

Library/media specialist’s  
participation in 
professional development 
activities is limited  
to those that are 
convenient or  
are required. 
 

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

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

4f:  
Showing 
professionalism 
 

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

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

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

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

  



 

212 
	
  

Danielson School Counselors Rubric 2007  
 

DOMAIN 1 FOR SCHOOL COUNSELORS: PLANNING AND PREPARATION 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

1a:  
Demonstrating 
knowledge  
of counseling 
theory and 
techniques 
 

Counselor demonstrates little 
understanding of counseling 
theory and techniques. 
 

Counselor 
demonstrates basic 
understanding of 
counseling theory and 
techniques. 
 

Counselor demonstrates 
understanding of 
counseling theory and 
techniques. 
 

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

1b:  
Demonstrating 
knowledge  
of child and 
adolescent 
development 
 

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

Counselor displays 
partial knowledge of 
child and adolescent 
development. 
 

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

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

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

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

Counselor’s goals for 
the counseling program 
are rudimentary and are 
partially suitable to the 
situation and the age of 
the students. 
 

Counselor’s goals for the 
counseling program are 
clear and appropriate to 
the situation in the school 
and to the age of the 
students. 
 

Counselor’s goals for the 
counseling program are highly 
appropriate to the situation in the 
school and to the age of the 
students and have been developed 
following consultations with 
students, parents, and colleagues. 
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DOMAIN 1 FOR SCHOOL COUNSELORS: PLANNING AND PREPARATION (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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

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

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

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

Counselor’s knowledge of 
governmental regulations 
and of resources for students 
is extensive, including those 
available through the school 
or district and in the 
community. 

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

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

Counselor’s plan has a 
guiding principle and 
includes a number of 
worthwhile activities, but 
some of them don’t fit with 
the broader goals. 
 

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

Counselor’s plan is highly 
coherent and serves to 
support not only the students 
individually and in groups, 
but also the broader 
educational program. 

1f:  
Developing a plan to 
evaluate the 
counseling program 
 

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

Counselor has a 
rudimentary plan to 
evaluate the counseling 
program. 
 

Counselor’s plan to 
evaluate the program is 
organized around clear 
goals and the collection of 
evidence to indicate the 
degree to which the goals 
have been met. 

Counselor’s evaluation plan 
is highly sophisticated, with 
imaginative sources of 
evidence and a clear path 
toward improving the 
program on an ongoing 
basis. 
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DOMAIN 2 FOR SCHOOL COUNSELORS: THE ENVIRONMENT 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2a:  
Creating an 
environment of  
respect and 
rapport 
 

Counselor’s interactions with 
students are negative or 
inappropriate, and the counselor 
does not promote positive 
interactions among students. 
 

Counselor’s interactions 
are a mix of positive and 
negative; the counselor’s 
efforts at encouraging 
positive interactions among 
students are partially 
successful. 

Counselor’s interactions 
with students are 
positive and respectful, 
and the counselor 
actively promotes 
positive student-student 
interactions. 
 

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

2b:  
Establishing a 
culture for 
productive 
communication 
 
 

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

Counselor’s attempts to 
promote a culture 
throughout the school for 
productive and respectful 
communication between 
and among students 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 
 

Counselor’s routines for the 
counseling center or classroom 
work are nonexistent or in 
disarray. 
 

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

Counselor’s routines for 
the counseling center or 
classroom work 
effectively. 
 

Counselor’s routines for the 
counseling center or 
classroom are seamless, and 
students assist in maintaining 
them. 
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DOMAIN 2 FOR SCHOOL COUNSELORS: THE ENVIRONMENT (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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. 

Counselor’s efforts to 
establish standards of 
conduct for counseling 
sessions are partially 
successful. Counselor 
attempts, with limited 
success, to contribute to 
the level of civility in the 
school as a whole. 

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

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

2e:  
Organizing physical 
space 
 

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

Counselor’s attempts to 
create an inviting and 
well-organized physical 
environment are partially 
successful. 
 

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

Counseling center or classroom 
arrangements are inviting and 
conducive to the planned 
activities. Students have 
contributed ideas to the 
physical arrangement. 
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DOMAIN 3 FOR SCHOOL COUNSELORS: DELIVERY OF SERVICE 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3a: 
Assessing student 
needs 
 

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

Counselor’s assessments 
of student needs are 
perfunctory. 
 

Counselor assesses 
student needs and knows 
the range 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 

Counselor’s program is 
independent of identified 
student needs. 
 

Counselor’s attempts to 
help students and teachers 
formulate academic, 
personal/social, and career 
plans are partially 
successful. 
 

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

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

3c:  
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. 
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DOMAIN 3 FOR SCHOOL COUNSELORS: DELIVERY OF SERVICE (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3d:  
Brokering 
resources 
to meet needs 
 

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

Counselor’s efforts to 
broker services with other 
programs in the school 
are partially successful. 
 

Counselor brokers with 
other programs within 
the school or 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 
responsiveness 
 

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

Counselor makes modest 
changes in the 
counseling program when 
confronted with evidence 
of the need for change. 

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

Counselor is continually seeking 
ways to improve the counseling 
program and makes changes as 
needed in response to student, 
parent, or teacher input. 
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DOMAIN 4 FOR SCHOOL COUNSELORS: PROFESSIONAL RESPONSIBILITIES 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4a:  
Reflecting on 
practice 
 

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

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

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

Counselor’s reflection is highly 
accurate and perceptive, citing 
specific examples that were not 
fully successful for at least 
some students.  Counselor 
draws on an extensive 
repertoire to suggest alternative 
strategies. 

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

Counselor’s reports, 
records, and documentation 
are missing, late, or 
inaccurate, resulting in 
confusion. 
 

Counselor’s reports, 
records, and 
documentation are 
generally accurate but 
are occasionally late.  
 

Counselor’s reports, records, 
and documentation are 
accurate and are submitted in 
a timely manner.  
 

Counselor’s approach to record 
keeping is highly systematic 
and efficient and serves as a 
model for colleagues in other 
schools.  

4c:  
Communicating 
with families 
 

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

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

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

Counselor is proactive in 
providing information to families 
about the counseling program 
and about individual students 
through a variety of means. 
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DOMAIN 4 FOR SCHOOL COUNSELORS: PROFESSIONAL RESPONSIBILITIES (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4d:  
Participating in a 
professional 
community 
 

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

Counselor’s relationships 
with colleagues are 
cordial, and counselor 
participates in school and 
district events and 
projects when specifically 
requested. 

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

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

4e:  
Engaging in 
professional 
development 
 

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

Counselor’s participation 
in professional 
development activities is 
limited to those that are 
convenient or are 
required. 
 

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

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

4f:  
Showing 
professionalism 
 

Counselor displays 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. 
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Danielson School Psychologist Rubric 2007 
 

DOMAIN 1 FOR SCHOOL PSYCHOLOGISTS: PLANNING AND PREPARATION 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

1a:  
Demonstrating -
knowledge  
and skill in using 
psychological 
instruments to 
evaluate students 

Psychologist demonstrates 
little or no knowledge and 
skill in using psychological 
instruments to evaluate 
students. 
 

Psychologist uses a 
limited number of 
psychological 
instruments to evaluate 
students. 
 

Psychologist uses 5–8 
psychological 
instruments to evaluate 
students and determine 
accurate diagnoses. 
 

Psychologist uses a wide range 
of psychological instruments to 
evaluate students and knows 
the proper situations in which 
each should be used. 

1b:  
Demonstrating 
knowledge  
of child and 
adolescent 
development and 
psychopathology 

Psychologist demonstrates 
little or no knowledge of 
child and adolescent 
development and 
psychopathology. 
 

Psychologist 
demonstrates basic 
knowledge of child and 
adolescent development 
and psychopathology. 
 

Psychologist 
demonstrates thorough 
knowledge of child and 
adolescent development 
and psychopathology. 
 

Psychologist demonstrates 
extensive knowledge of child 
and adolescent development 
and psychopathology and 
knows variations of the typical 
patterns. 

1c:  
Establishing goals for 
the psychology 
program appropriate 
to the setting and the 
students served 
 

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

Psychologist’s goals for 
the treatment program 
are rudimentary and are 
partially suitable to the 
situation and the age of 
the students. 
 

Psychologist’s goals for 
the treatment program 
are clear and appropriate 
to the situation in the 
school and to the age of 
the students. 
 

Psychologist’s goals for the 
treatment program are highly 
appropriate to the situation in 
the school and to the age of the 
students and have been 
developed following 
consultations with students, 
parents, and colleagues. 
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DOMAIN 1 FOR SCHOOL PSYCHOLOGISTS: PLANNING AND PREPARATION (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

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

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

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

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

Psychologist’s knowledge of 
governmental regulations 
and of resources for 
students is extensive, 
including those available 
through the school or district 
and in the community. 

1e:  
Planning the 
psychology program, 
integrated with the 
regular school program, 
to meet the needs of 
individual students and 
including prevention 

Psychologist’s plan 
consists of a random 
collection of unrelated 
activities, lacking 
coherence or an overall 
structure. 
 

Psychologist’s plan has a 
guiding principle and 
includes a number of 
worthwhile activities, but 
some of them don’t fit with 
the broader goals. 
 

Psychologist has 
developed a plan that 
includes the important 
aspects of work in the 
setting. 
 

Psychologist’s plan is highly 
coherent and preventive and 
serves to support students 
individually, within the 
broader educational 
program. 
 

1f:  
Developing a plan to 
evaluate the 
psychology program 

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

Psychologist has a 
rudimentary plan to 
evaluate the psychology 
program. 
 

Psychologist’s plan to 
evaluate the program is 
organized around clear 
goals and the collection of 
evidence to indicate the 
degree to which the goals 
have been met. 

Psychologist’s evaluation 
plan is highly sophisticated, 
with imaginative sources of 
evidence and a clear path 
toward improving the 
program on an ongoing 
basis. 
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DOMAIN 2 FOR SCHOOL PSYCHOLOGISTS: THE ENVIRONMENT 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2a:  
Establishing 
rapport  
with students 
 

Psychologist’s interactions with 
students are negative or 
inappropriate; students appear 
uncomfortable in the testing 
center. 

Psychologist’s interactions 
are a mix of positive and 
negative; the 
psychologist’s efforts at 
developing rapport are 
partially successful.  

Psychologist’s 
interactions with 
students are positive 
and respectful; students 
appear comfortable in 
the testing center. 

Students seek out the 
psychologist, reflecting a high 
degree of comfort and trust in 
the relationship. 
 

2b:  
Establishing a 
culture for 
positive mental 
health throughout 
the school 
 

Psychologist makes no attempt to 
establish a culture for positive 
mental health in the school as a 
whole, either among students or 
teachers, or between students and 
teachers. 

Psychologist’s attempts to 
promote a culture 
throughout the school for 
positive mental health in 
the school among students 
and teachers are partially 
successful. 

Psychologist promotes 
a culture throughout the 
school for positive 
mental health in the 
school among students 
and teachers. 
 

The culture in the school for 
positive mental health among 
students and teachers, while 
guided by the psychologist, is 
maintained by both teachers 
and students. 

2c:  
Establishing and 
maintaining clear 
procedures for 
referrals 
 

No procedures for referrals have 
been established; when teachers 
want to refer a student for special 
services, they are not sure how to 
go about it. 

Psychologist has 
established procedures for 
referrals, but the details 
are not always clear. 
 

Procedures for referrals 
and for meetings and 
consultations with 
parents and 
administrators are clear 
to everyone. 
 

Procedures for all aspects of 
referral and testing protocols 
are clear to everyone and 
have been developed in 
consultation with teachers and 
administrators. 
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DOMAIN 2 FOR SCHOOL PSYCHOLOGISTS: THE ENVIRONMENT (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2d: 
Establishing 
standards of 
conduct in the 
testing center 
 

No standards of conduct have 
been established, and 
psychologist disregards or fails 
to address negative student 
behavior during an evaluation. 
 

Standards of conduct 
appear to have been 
established in the testing 
center. Psychologist’s 
attempts to monitor and 
correct negative student 
behavior during an 
evaluation are partially 
successful. 

Standards of conduct have 
been established in the 
testing center. 
Psychologist monitors 
student behavior against 
those standards; response 
to students is appropriate 
and respectful. 

Standards of conduct have 
been established in the 
testing center. Psychologist’s 
monitoring of students is 
subtle and preventive, and 
students engage in self-
monitoring of behavior. 
 

2e:  
Organizing 
physical space for 
testing of 
students and 
storage of 
materials 
 

The testing center is 
disorganized and poorly suited 
to student evaluations. 
Materials are not stored in a 
secure location and are difficult 
to find when needed. 

Materials in the testing 
center are stored securely, 
but the center is not 
completely well organized, 
and materials are difficult to 
find when needed. 

The testing center is well 
organized; materials are 
stored in a secure location 
and are available when 
needed. 
 

The testing center is highly 
organized and is inviting to 
students. Materials are stored 
in a secure location and are 
convenient when needed. 
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DOMAIN 3 FOR SCHOOL PSYCHOLOGISTS: DELIVERY OF SERVICE 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3a:  
Responding to 
referrals; consulting 
with teachers and 
administrators 
 

Psychologist fails to consult 
with colleagues or to tailor 
evaluations to the questions 
raised in the referral. 
 

Psychologist consults 
on a sporadic basis 
with colleagues, 
making partially 
successful attempts to 
tailor evaluations to the 
questions raised in the 
referral. 

Psychologist consults 
frequently with 
colleagues, tailoring 
evaluations to the 
questions raised in the 
referral. 
 

Psychologist consults frequently 
with colleagues, contributing own 
insights and tailoring evaluations to 
the questions raised in the referral. 

3b:  
Evaluating student 
needs in compliance 
with National 
Association of 
School 
Psychologists 
(NASP) guidelines 
 

Psychologist resists 
administering evaluations, 
selects instruments 
inappropriate to the situation, 
or does not follow established 
procedures and guidelines. 
 

Psychologist attempts 
to administer 
appropriate evaluation 
instruments to 
students but does not 
always follow 
established time lines 
and safeguards. 
 

Psychologist 
administers appropriate 
evaluation instruments 
to students and 
ensures that all 
procedures and 
safeguards are 
faithfully adhered to. 
 

Psychologist selects, from a broad 
repertoire, those assessments that 
are most appropriate to the referral 
questions and conducts information 
sessions with colleagues to ensure 
that they fully understand and 
comply with procedural time lines 
and safeguards. 

3c:  
Chairing evaluation 
team 
 

Psychologist declines to 
assume leadership of the 
evaluation team. 
 

Psychologist assumes 
leadership of the 
evaluation team when 
directed to do so, 
preparing adequate 
IEPs. 
 

Psychologist assumes 
leadership of the 
evaluation team as a 
standard expectation; 
prepares detailed IEPs. 
 

Psychologist assumes leadership 
of the evaluation team and takes 
initiative in assembling materials for 
meetings. IEPs are prepared in an 
exemplary manner. 
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DOMAIN 3 FOR SCHOOL PSYCHOLOGISTS: DELIVERY OF SERVICE (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3d:  
Planning interventions 
to maximize students’ 
likelihood of success 
 

Psychologist fails to plan 
interventions suitable to 
students, or interventions are 
mismatched with the findings of 
the assessments. 
 

Psychologist’s plans for 
students are partially 
suitable for them or are 
sporadically aligned with 
identified needs. 
 

Psychologist’s plans 
for students are 
suitable for them and 
are aligned with 
identified needs. 
 

Psychologist develops 
comprehensive plans for 
students, finding ways to 
creatively meet student needs 
and incorporate many related 
elements. 

3e:  
Maintaining contact 
with physicians and 
community mental 
health service 
providers 

Psychologist declines to 
maintain contact with 
physicians and community 
mental health service providers. 

Psychologist maintains 
occasional contact with 
physicians and 
community mental 
health service providers. 
 

Psychologist maintains 
ongoing contact with 
physicians and 
community mental 
health service 
providers. 
 

Psychologist maintains ongoing 
contact with physicians and 
community mental health 
service providers and initiates 
contacts when needed. 

3f:  
Demonstrating 
flexibility and 
responsiveness 

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

Psychologist makes 
modest changes in the 
treatment program when 
confronted with evidence 
of the need for change. 

Psychologist makes 
revisions in the 
treatment program 
when it is needed. 
 

Psychologist is continually 
seeking ways to improve the 
treatment program and makes 
changes as needed in 
response to student, parent, or 
teacher input. 
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DOMAIN 4 FOR SCHOOL PSYCHOLOGISTS: PROFESSIONAL RESPONSIBILITIES 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4a:  
Reflecting on 
practice 
 

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

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

Psychologist’s reflection 
provides an accurate and 
objective description of 
practice, citing specific positive 
and negative characteristics. 
Psychologist makes some 
specific suggestions as to how 
the counseling program might 
be improved. 

Psychologist’s reflection is 
highly accurate and perceptive, 
citing specific examples that 
were not fully successful for at 
least some students.  
Psychologist draws on an 
extensive repertoire to suggest 
alternative strategies. 

4b:  
Communicating 
with families  
 

Psychologist fails to 
communicate with families 
and secure necessary 
permission for evaluations or 
communicates in an 
insensitive manner. 
 

Psychologist’s 
communication with 
families is partially 
successful; permissions 
are obtained, but there 
are occasional 
insensitivities to cultural 
and linguistic traditions.  
 

Psychologist communicates 
with families and secures 
necessary permission for 
evaluations and does so in a 
manner sensitive to cultural 
and linguistic traditions. 
 

Psychologist secures necessary 
permissions and communicates 
with families in a manner highly 
sensitive to cultural and 
linguistic traditions. 
Psychologist reaches out to 
families of students to enhance 
trust. 

4c:  
Maintaining 
accurate 
records 
 

Psychologist’s records are in 
disarray; they may be 
missing, illegible, or stored in 
an insecure location. 
 

Psychologist’s records are 
accurate and legible and 
are stored in a secure 
location. 
 

Psychologist’s records are 
accurate and legible, well 
organized, and stored in a 
secure location. 
 

Psychologist’s records are 
accurate and legible, well 
organized, and stored in a 
secure location. They are 
written to be understandable to 
another qualified professional. 
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DOMAIN 4 FOR SCHOOL PSYCHOLOGISTS: PROFESSIONAL RESPONSIBILITIES (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4d:  
Participating in a 
professional 
community 
 

Psychologist’s relationships 
with colleagues are negative or 
self-serving, and psychologist 
avoids being involved in school 
and district events and projects. 

Psychologist’s 
relationships with 
colleagues are cordial, 
and psychologist 
participates in school and 
district events and 
projects when specifically 
requested. 

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

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

4e:  
Engaging in 
professional  
development 
 

Psychologist does not 
participate in professional 
development activities, even 
when such activities are clearly 
needed for the ongoing 
development of skills. 
 

Psychologist’s 
participation in 
professional development 
activities is limited to 
those that are convenient 
or are required. 
 

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

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

4f:  
Showing 
professionalism 
 

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

Psychologist is honest in 
interactions with 
colleagues, students, and 
the public, plays a 
moderate advocacy role 
for students, and does not 
violate confidentiality.  
 

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

Psychologist can be counted 
on to hold the highest 
standards of honesty, integrity, 
and confidentiality and to 
advocate for students, taking a 
leadership role with colleagues. 
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Danielson Therapeutic Specialist Rubric 2007 
 

DOMAIN 1 FOR THERAPEUTIC SPECIALISTS: PLANNING AND PREPARATION 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

1a: 
Demonstrating 
knowledge and skill in 
the specialist therapy 
area; holding the 
relevant certificate or 
license 

Specialist demonstrates little 
or no knowledge and skill in 
the therapy area; does not 
hold the necessary certificate 
or license.  
 

Specialist demonstrates 
basic knowledge and 
skill in the therapy area; 
holds the necessary 
certificate or license. 
 

Specialist 
demonstrates thorough 
knowledge and skill in 
the therapy area; holds 
the necessary 
certificate or license. 
 

Specialist demonstrates extensive 
knowledge and skill in the therapy 
area; holds an advanced 
certificate or license. 
 

1b:  
Establishing goals for 
the therapy program 
appropriate  
to the setting and the 
students served 

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

Specialist’s goals for 
the therapy program 
are rudimentary and 
are partially suitable to 
the situation and to the 
age of the students. 
 

Specialist’s goals for 
the therapy program 
are clear and 
appropriate to the 
situation in the school 
and to the age of the 
students. 
 

Specialist’s goals for the therapy 
program are highly appropriate to 
the situation in the school and to 
the age of the students and have 
been developed following 
consultations with administrators 
and teachers. 

1c:  
Demonstrating 
knowledge of district, 
state, and federal 
regulations and 
guidelines 
 

Specialist demonstrates little 
or no knowledge of special 
education laws and 
procedures.  
 

Specialist demonstrates 
basic knowledge of 
special education laws 
and procedures. 
 

Specialist 
demonstrates thorough 
knowledge of special 
education laws and 
procedures. 
 

Specialist’s knowledge of special 
education laws and procedures is 
extensive; specialist takes a 
leadership role in reviewing and 
revising district policies. 
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DOMAIN 1 FOR THERAPEUTIC SPECIALISTS: PLANNING AND PREPARATION (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

1d:  
Demonstrating 
knowledge of 
resources, both within 
and beyond the school 
and district 
 

Specialist demonstrates little 
or no knowledge of 
resources for students 
available through the school 
or district. 
 

Specialist demonstrates 
basic knowledge of 
resources for students 
available through the 
school or district. 
 

Specialist demonstrates 
thorough knowledge of 
resources for students 
available through the 
school or district and some 
familiarity with resources 
outside the district. 

Specialist demonstrates 
extensive knowledge of 
resources for students 
available through the school 
or district and in the larger 
community. 
 

1e:  
Planning the therapy 
program, integrated 
with the regular school 
program, to meet the 
needs of individual 
students 

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

Specialist’s plan has a 
guiding principle and 
includes a number of 
worthwhile activities, but 
some of them don’t fit 
with the broader goals. 
 

Specialist has developed a 
plan that includes the 
important aspects of work 
in the setting.  
 

Specialist’s plan is highly 
coherent and preventive and 
serves to support students 
individually, within the broader 
educational program. 
 

1f: 
Developing a plan to 
evaluate the therapy 
program 
 

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

Specialist has a 
rudimentary plan to 
evaluate the therapy 
program. 
 

Specialist’s plan to 
evaluate the program is 
organized around clear 
goals and the collection of 
evidence to indicate the 
degree to which the goals 
have been met. 

Specialist’s evaluation plan is 
highly sophisticated, with 
imaginative sources of 
evidence and a clear path 
toward improving the program 
on an ongoing basis. 
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DOMAIN 2 FOR THERAPEUTIC SPECIALISTS: THE ENVIRONMENT 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2a:  
Establishing 
rapport with 
students 
 

Specialist’s interactions with 
students are negative or 
inappropriate; students appear 
uncomfortable in the testing and 
treatment center. 

Specialist’s interactions 
are a mix of positive and 
negative; the specialist’s 
efforts at developing 
rapport are partially 
successful. 

Specialist’s interactions 
with students are positive 
and respectful; students 
appear comfortable in the 
testing and treatment 
center. 

Students seek out the 
specialist, reflecting a high 
degree of comfort and trust in 
the relationship. 
 

2b:  
Organizing time 
effectively 
 

Specialist exercises poor 
judgment in setting priorities, 
resulting in confusion, missed 
deadlines, and conflicting 
schedules. 
 

Specialist’s time-
management skills are 
moderately well 
developed; essential 
activities are carried out, 
but not always in the most 
efficient manner. 

Specialist exercises good 
judgment in setting 
priorities, resulting in clear 
schedules and important 
work being accomplished 
in an efficient manner. 
 

Specialist demonstrates 
excellent time-management 
skills, accomplishing all tasks 
in a seamless manner; 
teachers and students 
understand their schedules. 

2c:  
Establishing and 
maintaining clear 
procedures for 
referrals 
 

No procedures for referrals have 
been established; when teachers 
want to refer a student for 
special services, they are not 
sure how to go about it. 

Specialist has established 
procedures for referrals, 
but the details are not 
always clear. 
 

Procedures for referrals 
and for meetings and 
consultations with parents 
and administrators are 
clear to everyone. 
 

Procedures for all aspects of 
referral and testing protocols 
are clear to everyone and have 
been developed in consultation 
with teachers and 
administrators.  
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DOMAIN 2 FOR THERAPEUTIC SPECIALISTS: THE ENVIRONMENT (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

2d:  
Establishing 
standards of 
conduct in the 
treatment center 
 

No standards of conduct have 
been established, and 
specialist disregards or fails to 
address negative student 
behavior during evaluation or 
treatment. 
 

Standards of conduct 
appear to have been 
established for the testing 
and treatment center. 
Specialist’s attempts to 
monitor and correct 
negative student behavior 
during evaluation and 
treatment are partially 
successful. 

Standards of conduct have 
been established for the 
testing and treatment 
center. Specialist monitors 
student behavior against 
those standards; response 
to students is appropriate 
and respectful. 
 

Standards of conduct have 
been established for the 
testing and treatment center. 
Specialist’s monitoring of 
students is subtle and 
preventive, and students 
engage in self-monitoring of 
behavior. 
 

2e:  
Organizing 
physical space 
for testing of 
students and 
providing therapy 
 

The testing and treatment 
center is disorganized and 
poorly suited to working with 
students. Materials are usually 
available. 
 

The testing and treatment 
center is moderately well 
organized and moderately 
well suited to working with 
students. Materials are 
difficult to find when 
needed. 

The testing and treatment 
center is well organized; 
materials are available 
when needed. 
 

The testing and treatment 
center is highly organized and 
is inviting to students. 
Materials are convenient when 
needed. 
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DOMAIN 3 FOR THERAPEUTIC SPECIALISTS: DELIVERY OF SERVICE 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3a:  
Responding to 
referrals and 
evaluating student 
needs 
 

Specialist fails to respond to 
referrals or makes hasty 
assessments of student 
needs. 
 

Specialist responds to 
referrals when pressed and 
makes adequate 
assessments of student 
needs. 
 

Specialist responds to 
referrals and makes 
thorough assessments of 
student needs. 
 

Specialist is proactive in 
responding to referrals and 
makes highly competent 
assessments of student needs. 

3b:  
Developing and 
implementing  
treatment plans to 
maximize 
students’ success 

Specialist fails to develop 
treatment plans suitable for 
students, or plans are 
mismatched with the findings 
of assessments. 
 

Specialist’s plans for 
students are partially 
suitable for them or 
sporadically aligned with 
identified needs. 
 

Specialist’s plans for 
students are suitable for 
them and are aligned with 
identified needs. 
 

Specialist develops 
comprehensive plans for 
students, finding ways to 
creatively meet student needs 
and incorporate many related 
elements. 

3c:  
Communicating 
with families 
 

Specialist fails to 
communicate with families 
and secure necessary 
permission for evaluations or 
communicates in an 
insensitive manner. 

Specialist’s communication 
with families is partially 
successful; permissions 
are obtained, but there are 
occasional insensitivities to 
cultural and linguistic 
traditions.  

Specialist communicates 
with families and secures 
necessary permission for 
evaluations, doing so in a 
manner sensitive to 
cultural and linguistic 
traditions. 

Specialist secures necessary 
permissions and communicates 
with families in a manner highly 
sensitive to cultural and 
linguistic traditions. Specialist 
reaches out to families of 
students to enhance trust. 
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DOMAIN 3 FOR THERAPEUTIC SPECIALISTS: DELIVERY OF SERVICE (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

3d:  
Collecting 
information; 
writing reports 
 
 

Specialist neglects to collect 
important information on which 
to base treatment plans; reports 
are inaccurate or not 
appropriate to the audience. 
 

Specialist collects most of 
the important information 
on which to base 
treatment plans; reports 
are accurate but lacking in 
clarity and not always 
appropriate to the 
audience. 
 

Specialist collects all the 
important information on 
which to base treatment 
plans; reports are 
accurate and appropriate 
to the audience. 
 

Specialist is proactive in 
collecting important information, 
interviewing teachers and 
parents if necessary; reports are 
accurate and clearly written and 
are tailored for the audience. 

3e:  
Demonstrating 
flexibility and  
responsiveness 
 

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

Specialist makes modest 
changes in the treatment 
program when confronted 
with evidence of the need 
for change. 
 

Specialist makes 
revisions in the treatment 
program when they are 
needed. 
 

Specialist is continually seeking 
ways to improve the treatment 
program and makes changes as 
needed in response to student, 
parent, or teacher input. 
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DOMAIN 4 FOR THERAPEUTIC SPECIALISTS: PROFESSIONAL RESPONSIBILITIES 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4a:  
Reflecting on 
practice 

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

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

Specialist’s reflection provides 
an accurate and objective 
description of practice, citing 
specific positive and negative 
characteristics. Specialist 
makes some specific 
suggestions as to how the 
therapy program might be 
improved. 

Specialist’s reflection is highly 
accurate and perceptive, citing 
specific examples that were not 
fully successful for at least 
some students. Specialist draws 
on an extensive repertoire to 
suggest alternative strategies. 

4b:  
Collaborating 
with teachers 
and 
administrators 
 

Specialist is not available to 
staff for questions and 
planning and declines to 
provide background material 
when requested. 

Specialist is available to 
staff for questions and 
planning and provides 
background material 
when requested. 
 

Specialist initiates contact with 
teachers and administrators to 
confer regarding individual 
cases. 
 

Specialist seeks out teachers 
and administrators to confer 
regarding cases, soliciting their 
perspectives on individual 
students. 

4c:  
Maintaining an 
effective data-
management 
system 
 

Specialist’s data-management 
system is either nonexistent or 
in disarray; it cannot be used 
to monitor student progress or 
to adjust treatment when 
needed. 
 

Specialist has 
developed a 
rudimentary data-
management system for 
monitoring student 
progress and 
occasionally uses it to 
adjust treatment when 
needed. 
 

Specialist has developed an 
effective data-management 
system for monitoring student 
progress and uses it to adjust 
treatment when needed. 
 

Specialist has developed a 
highly effective data-
management system for 
monitoring student progress and 
uses it to adjust treatment when 
needed. Specialist uses the 
system to communicate with 
teachers and parents. 
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DOMAIN 4 FOR THERAPEUTIC SPECIALISTS: PROFESSIONAL RESPONSIBILITIES (continued) 
 

 
 
COMPONENT 

L E V E L  O F  P E R F O R M A N C E  

UNSATISFACTORY 
 

BASIC 
 

PROFICIENT 
 

DISTINGUISHED 
 

4d:  
Participating in a 
professional 
community  
 

Specialist’s relationships with 
colleagues are negative or 
self-serving, and specialist 
avoids being involved in 
school and district events and 
projects. 
 

Specialist’s relationships 
with colleagues are 
cordial, and specialist 
participates in school and 
district events and 
projects when specifically 
asked to do so. 
 

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

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

4e:  
Engaging in 
professional  
development 
 

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

Specialist’s participation 
in professional 
development activities is 
limited to those that are 
convenient or are 
required. 
 

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

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

4f:  
Showing 
professionalism, 
including integrity, 
advocacy, and 
maintaining 
confidentiality 
 

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

Specialist is honest in 
interactions with 
colleagues, students, and 
the public, plays a 
moderate advocacy role 
for students, and does not 
violate norms of 
confidentiality.  

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

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

 
 
 


