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Directions:   

This document has been provided in Microsoft Word format for the convenience of the 
district. The order of the template shall not be rearranged. Each section offers specific 
directions, but does not limit the amount of space or information that can be added to fit 
the needs of the district. All submitted documents shall be titled and paginated. Where 
documentation or evidence is required, copies of the source document(s) (for example, 
rubrics, policies and procedures, observation instruments) shall be provided. Upon 
completion, the district shall email the template and required supporting documentation 
for submission to the address DistrictEvalSysEQ@fldoe.org.   

**Modifications to an approved evaluation system may be made by the district at any 
time. A revised evaluation system shall be submitted for approval, in accordance with 
Rule 6A-5.030(3), F.A.C. The entire template shall be sent for the approval process. 
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1. Performance of Students 

 

Directions: 

The district shall provide: 

1) For all instructional personnel, the percentage of the evaluation that is based on the 
performance of students criterion as outlined in s. 1012.34(3)(a)1., F.S., along with an 
explanation of the scoring method, including how it is calculated and combined [Rule 6A-
5.030(2)(a)1., F.A.C.]. 

2) For classroom teachers newly hired by the district, the student performance measure 
and scoring method for each evaluation, including how it is calculated and combined 
[Rule 6A-5.030(2)(a)2., F.A.C.]. 

3) For all instructional personnel, confirmation of including student performance data for at 
least three years, including the current year and the two years immediately preceding the 
current year, when available. If less than the three most recent years of data are available, 
those years for which data are available must be used. If more than three years of student 
performance data are used, specify the years that will be used [Rule 6A-5.030(2)(a)3., 
F.A.C.].  

4) For classroom teachers of students for courses assessed by statewide, standardized 
assessments under s. 1008.22, F.S., documentation that VAM results comprise at least 
one-third of the evaluation [Rule 6A-5.030(2)(a)4., F.A.C.]. 

5) For classroom teachers of students for courses not assessed by statewide, standardized 
assessments, the district-determined student performance measure(s) [Rule 6A-
5.030(2)(a)5., F.A.C.]. 

6) For instructional personnel who are not classroom teachers, the district-determined student 
performance measure(s) [Rule 6A-5.030(2)(a)6., F.A.C.]. 

 

District Submission: 

1) 40% of the instructional evaluation is based on student performance. The value added 
measure score for each teacher is based on a three year average. 

2) 40% of the instructional evaluation is based on student performance. The value added 
measure score for new classroom teachers is based on a single year’s growth. 

3) Student performance data used for at least three years, including the current year and 
the two years immediately preceding the current year, when available. When less than 
three years of data are available, the data available will be used instead 

4) For classroom teachers of students for courses assessed by statewide, standardized 
assessments, VAM results comprise 40% of the evaluation. 

5) For classroom teachers of students for courses not assessed by statewide, standardized 
assessments, VAM results comprise 40% of the evaluation. For classroom teachers of 
students for courses not assessed by statewide, standardized assessments, the district-
determined student performance measures are used. 

6) For instructional personnel who are not classroom teachers, the district-determined 
student performance measure is school wide data as related to the content specific 
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area(s) they support in an instructional role (e.g.: Reading Coach receives all school 
wide reading data; Math Coach receives all school wide math data). 

Sample VAM explanation from the Teacher Evaluation Handbook: 

 

Hillsborough County along with the University of Wisconsin uses a proportional system 
comprised of course load and student load to determine the student growth measure. The state 
VAM calculation and the local VAM calculation will determine the student growth score. 
Hillsborough County will use residuals from the state provided VAM scores to differentiate the 
points within each classification score. The use of the residuals will in no way allow 
overlapping of scores between classification levels. 

Residual: The portion of a student’s score that can be contributed to the impact of 
teachers as calculated by the covariate regression analysis. (The residual is provided by 
the vendor that provides scores to districts through the state.) 

Hillsborough County will accept the state determined VAM score of each teacher.  This score 
will be a 1-4 score, indicated by U to HE.  The chart below demonstrates how this score will be 
converted to points for the summative evaluation score: 

3



 

VAM Category Classification 
Points Used in Final 

Summative Score 
Calculation 

4 Highly Effective 40-34 
3 Effective 33.99-17.5 
2 Needs 

Improvement/Developing 
17.49-15.00 

1 Unsatisfactory 14.99-0  

This may need to be altered as we receive the 2015-2016 scores and HCPS will adjust as 
necessary. 

Please note the teacher example below for State VAM and non-State VAM teacher: 

 1- English 1 State VAM – 3 (20 points) 

 2- English 1 State VAM- 3 (24 points) 

 3- Journalism- 3 (34 points) 

 4- Drama- 2 (17.49 points) 

 5- Journalism- 4 (35 points) 

 6- Drama 2 (19 points) 

 Total VAM= 24.915- 3- Effective                                                                                                            

Student performance measures will account for 40% of a teachers’ final evaluation score. 
Student achievement score will be calculated for the current year, and up to 2 years as prior 
data are available. If less than three years of data are available, years for which there is 
data, up to 3 will be included. Category 1 teachers (newly hired or new to the district) will 
receive 2 evaluations, a mid-year and final. 60% of each evaluation will be based on 
instructional practice based on the evaluation rubric and 40% will be based on student 
performance. In the midterm, the student achievement rating will be at the discretion of the 
school principal using course grades assigned to learners. The following calculation will be 
considered during the midterm evaluation: 

90-100% of students earning A’s or above grade level          4 points- HE 

70-89% of students earning B’s or on grade level           3 points- E 

50-69% of students earning C’s or on grade level 2 points- NI 

0-49% of students earning less than C’s or below grade level      1 point- U 
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Non-VAM 

Hillsborough County will use residuals from non-VAM scores to differentiate the points within each 
classification score. The use of the residuals will in no way allow any overlapping of scores between 
the classification levels. 

 

Non-State VAM Assessment 

(this will be used for assessments that don’t 
have a conversion chart listed within the 

document) 

Categorical Score = Points 

76 – 100% growth, 
achievement, or proficiency 

on any non-VAM assessment 
Highly Effective 40-34 

51 – 75% growth, 
achievement, or proficiency 

on any non-VAM assessment 
Effective 33.99-17.50 

26 – 50% growth, 
achievement, or proficiency 

on any non-VAM assessment 

Needs 
Improvement/Developing 

17.49-15.00 

0 – 25% growth, 
achievement, or proficiency 

on any non-VAM assessment 
Unsatisfactory 14.99-0  

*Refer to the attachment labeled Course Test Map for the student performance measure 
used. 
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2. Instructional Practice 

Directions: 

The district shall provide: 

1. For all instructional personnel, the percentage of the evaluation that is based on the 
instructional practice criterion as outlined in s. 1012.34(3)(a)2., F.S., along with an 
explanation of the scoring method, including how it is calculated and combined [Rule 6A-
5.030(2)(b)1., F.A.C.]. 

2. Description of the district evaluation framework for instructional personnel and the 
contemporary research basis in effective educational practices [Rule 6A-5.030(2)(b)2., 
F.A.C.]. 

3. For all instructional personnel, a crosswalk from the district's evaluation framework to the 
Educator Accomplished Practices demonstrating that the district’s evaluation system 
contains indicators based upon each of the Educator Accomplished Practices [Rule 6A-
5.030(2)(b)3., F.A.C.].    

4. For classroom teachers, observation instrument(s) that include indicators based on each of 
the Educator Accomplished Practices [Rule 6A-5.030(2)(b)4., F.A.C.]. 

5. For non-classroom instructional personnel, evaluation instrument(s) that include indicators 
based on each of the Educator Accomplished Practices [Rule 6A-5.030(2)(b)5., F.A.C.].     
12) For all instructional personnel, procedures for conducting observations and collecting 
data and other evidence of instructional practice [Rule 6A-5.030(2)(b)6., F.A.C.]. 

 

District Submission: 

1. 60% of the evaluation is based on the instructional practice criterion. This is calculated based 
on the weights of the rubric components. Domain 1 is weighted 20%, Domain 2 is weighted 
20%, Domain 3 is weighted 40% and Domain 4 is weighted 20%. 

 
The explanation below is from the Teacher Evaluation Handbook: 

Principal Evaluation (35%): 
Principals evaluate teachers based on information gathered from formal, informal and pop-in classroom 
observations as well as other supporting elements including artifacts that demonstrate professional 
responsibilities.   Principals evaluate all of the components in Domains 1, 2, 3, and 4 of the evaluation 
rubric (See “Charlotte Danielson Framework for Teaching” section). 

 
 
Peer/Mentor Evaluation (25%): 
Each teacher will be evaluated by a Peer/Mentor Evaluator. Mentor Evaluators will evaluate all first and 
second year teachers. Peer Evaluators will evaluate all other teachers. This evaluation will be based 
primarily on classroom observations. The peer/mentor will also incorporate informal observations and 
items in the journal space by the teacher. Peers/Mentors evaluate all of the components in Domains 1, 
2, and 3 of the evaluation rubric (See “Charlotte Danielson Framework for Teaching” section), and 
Component 4a. 
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•  Peers and mentors evaluate Components 1a and 1b through classroom observation, and 

evaluate the entire domain through the pre-observation conference process. 
•  Peers and mentors evaluate Domains 2 and 3 through classroom observations. 
•  Peers and mentors observe and rate Component 4a through the post-observation conference 

process 

Like principals, peers/ mentors determine evaluation ratings by considering all of the records in 
teacher’s instructional portfolio found in the employee space. 

2.  The district evaluation framework is based on Charlotte Danielson’s Frameworks for 
Teaching. The explanation below is from the Teacher Evaluation Handbook: 
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3. The crosswalk and alignment between the district’s evaluation instrument rubric 

components and the Educator Accomplished Practices is noted on the following page. 
4. For all instructional personnel, site based administrators and peer and mentor evaluators 

conduct observations and collect data related to instructional feedback. The feedback is 
provided in the form of performance ratings for all observations conducted as well as a 
narrative of lesson strengths, areas for focus, and next steps. 
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The following optional chart is provided for your convenience to display the crosswalk of the 
district’s evaluation framework to the Educator Accomplished Practices. Other methods to 
display information are acceptable, as long as each standard and descriptor is addressed. 

Alignment to the Florida Educator Accomplished Practices (FEAP) 
Practice Evaluation Indicators 

1. Instructional Design and Lesson Planning 
Applying concepts from human development and learning theories, the effective educator consistently: 

a. Aligns instruction with state-adopted standards at the appropriate level of rigor; 1C 
b. Sequences lessons and concepts to ensure coherence and required prior knowledge; 1A, 1C, 1E 
c. Designs instruction for students to achieve mastery; 1B, 1E 
d. Selects appropriate formative assessments to monitor learning; 1F 
e. Uses diagnostic student data to plan lessons; and, 1B 
f. Develops learning experiences that require students to demonstrate a variety of applicable skills and 

competencies. 1C, 1D, 1F 

2. The Learning Environment 
To maintain a student-centered learning environment that is safe, organized, equitable, flexible, inclusive, and collaborative, the effective educator 

consistently: 
a. Organizes, allocates, and manages the resources of time, space, and attention; 1D, 2C, 2E 
b. Manages individual and class behaviors through a well-planned management system; 2D 
c. Conveys high expectations to all students; 2B 
d. Respects students’ cultural linguistic and family background; 1B, 2A 
e. Models clear, acceptable oral and written communication skills; 3A 
f. Maintains a climate of openness, inquiry, fairness and support; 2B 
g. Integrates current information and communication technologies; 1A, 1D, 2C, 3C 
h. Adapts the learning environment to accommodate the differing needs and diversity of students; and 1B, 3C, 3E 
i. Utilizes current and emerging assistive technologies that enable students to participate in high-quality 

communication interactions and achieve their educational goals. 1A, 3B, 3C 
3. Instructional Delivery and Facilitation 

The effective educator consistently utilizes a deep and comprehensive knowledge of the subject taught to: 
a. Deliver engaging and challenging lessons; 3C 
b. Deepen and enrich students’ understanding through content area literacy strategies, verbalization of thought, 

and application of the subject matter; 3A, 3B, 3C 
c. Identify gaps in students’ subject matter knowledge; 1A, 3D 
d. Modify instruction to respond to preconceptions or misconceptions; 1B, 3A, 3E 
e. Relate and integrate the subject matter with other disciplines and life experiences; 3A, 3C, 3E 
f. Employ higher-order questioning techniques; 3B 
g. Apply varied instructional strategies and resources, including appropriate technology, to provide 

comprehensible instruction, and to teach for student understanding; 3A, 3B, 3C, 3D, 3E 
h. Differentiate instruction based on an assessment of student learning needs and recognition of individual 

differences in students; 1B, 3B, 3C, 3E 
i. Support, encourage, and provide immediate and specific feedback to students to promote student achievement;  3A, 3B, 3D 
j. Utilize student feedback to monitor instructional needs and to adjust instruction. 3B, 3D, 3E 

4. Assessment 
The effective educator consistently: 

a. Analyzes and applies data from multiple assessments and measures to diagnose students’ learning needs, 
informs instruction based on those needs, and drives the learning process; 1B, 1F, 3D 

b. Designs and aligns formative and summative assessments that match learning objectives and lead to mastery; 1B, 1F, 3D 
c. Uses a variety of assessment tools to monitor student progress, achievement and learning gains; 1B, 1F, 3D 
d. Modifies assessments and testing conditions to accommodate learning styles and varying levels of knowledge; 1B, 1F, 3D, 3E 
e. Shares the importance and outcomes of student assessment data with the student and the student’s 

parent/caregiver(s); and, 2B, 4C 

Hillsborough County Public Schools  
Instructional Evaluation System Template (IEST – 2015) 
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f. Applies technology to organize and integrate assessment information. 1D, 4B, 4C 
5. Continuous Professional Improvement 

The effective educator consistently: 

a. Designs purposeful professional goals to strengthen the effectiveness of instruction based on students’ needs; 4A, 4E 
b. Examines and uses data-informed research to improve instruction and student achievement; 1A, 1D, 4E 
c. Uses a variety of data, independently, and in collaboration with colleagues, to evaluate learning outcomes, 

adjust planning and continuously improve the effectiveness of the lessons; 4D 
d. Collaborates with the home, school and larger communities to foster communication and to support student 

learning and continuous improvement; 4C, 4D, 4E 
e. Engages in targeted professional growth opportunities and reflective practices; and, 4D, 4E, 4F 
f. Implements knowledge and skills learned in professional development in the teaching and learning process. 4E,  

6. Professional Responsibility and Ethical Conduct 
Understanding that educators are held to a high moral standard in a community, the effective educator adheres to 
the Code of Ethics and the Principles of Professional Conduct of the Education Profession of Florida, pursuant to 
Rules 6A-10.080 and 6A-10.081, F.A.C., and fulfills the expected obligations to students, the public and the 
education profession. 

4F 

 

Teachers have a required number of assigned observations based on the previous year’s 
evaluation score. Administrators can add additional observations as necessary. Evidence related 
to instructional practice and professional behaviors is collected, discussed, and reviewed 
throughout the year to arrive at final summative evaluation ratings on 22 components in the 
Classroom Teacher Evaluation Instrument. 
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  CLASSROOM TEACHER EVALUATION INSTRUMENT 

Distribution: Information Services, Empowering Effective Teachers 
SB 34902 (Updated 7/30/12)  

Performance Rating 

Requires Action 

(0 points) 
Progressing 

(1 point) 
Accomplished 

(2 points) 
Exemplary 

(3 points) 
Domain 1: Planning and Preparation   (Domain weight: 20%) 
1a:  
Demonstrating 
Knowledge of Content 
and Pedagogy 

(Component weight:  4%) 

The teacher’s plans and 
practice display little 
knowledge of the content, 
prerequisite relationships 
between different aspects of 
the content, or the 
instructional practices specific 
to that discipline. 

The teacher’s plans and 
practice reflect some 
awareness of the important 
concepts in the discipline, 
prerequisite relationships 
between them, and the 
instructional practices specific 
to that discipline. 

The teacher’s plans and 
practice reflect solid 
knowledge of the content, 
prerequisite relationships 
between important concepts, 
and the instructional practices 
specific to that discipline. 

The teacher’s plans and 
practice reflect extensive 
knowledge of the content, the 
structure of the discipline and 
instructional practices. The 
teacher actively builds on 
knowledge of prerequisites 
and misconceptions when 
describing instruction or 
seeking causes for student 
misunderstanding. 

The teacher stays abreast of 
emerging research areas, new 
and innovative methods and 
incorporates them into lesson 
plans and instructional 
strategies. 

Elements include:  
Knowledge of content and the structure of the discipline 
Knowledge of prerequisite relationships 
Knowledge of content-related pedagogy

1b: 
Demonstrating 
Knowledge of 
Students 

(Component weight:  4%) 

The teacher demonstrates 
little or no knowledge of 
students’ backgrounds, 
cultures, skills, learning 
levels/styles, language 
proficiencies, interests, and 
special needs, and does not 
seek such understanding 
when planning instructional 
activities and selecting 
resources and strategies. 

The teacher indicates the 
importance of understanding 
students’ backgrounds, 
cultures, skills, learning 
levels/styles, language 
proficiencies, interests, and 
special needs, and attains this 
knowledge for the class as a 
whole when planning 
instructional activities and 
selecting resources and 
strategies. 

The teacher actively seeks 
knowledge of students’ 
backgrounds, cultures, skills, 
learning levels/styles, 
language proficiencies, 
interests, and special needs, 
and attains this knowledge for 
groups of students when 
planning instructional activities 
and selecting resources and 
strategies. 

The teacher actively seeks 
knowledge of students’ 
backgrounds, cultures, skills, 
learning levels/styles, 
language proficiencies, 
interests, and special needs 
from a variety of sources, and 
attains this knowledge of 
individual students when 
planning instructional activities 
and selecting resources and 
strategies. 

Elements include:  
Knowledge of child and adolescent development 
Knowledge of the learning process 
Knowledge of students’ skills, knowledge, and language proficiency 
Knowledge of students’ interests and cultural heritage 
Knowledge of students’ special needs 

1c:  
Setting Instructional 
Outcomes 

(Component weight:  2%) 

Instructional outcomes 
reflected in lesson design are 
unsuitable for students, 
represent trivial or low-level 
learning, or are stated only as 
activities. They do not permit 
viable methods of 
assessment. 

The teacher develops general 
student achievement goals for 
the class OR does not develop 
a goal at all. 

Instructional outcomes 
reflected in lesson design are 
of moderate rigor and are 
suitable for some students, but 
consist of a combination of 
activities and goals, some of 
which permit viable methods 
of assessment.  Outcomes 
reflect more than one type of 
learning, but plans and 
practice do not reflect 
coordination or integration. 

The teacher develops 
measurable student 
achievement goals for the 
class 

Instructional outcomes 
reflected in lesson design are 
stated as goals reflecting high-
level learning and curriculum 
standards.  Outcomes are 
suitable for most students in 
the class, represent different 
types of learning, and can be 
assessed.  The outcomes 
reflect opportunities for 
coordination. 

The teacher develops 
measurable student 
achievement goals for the 
class that are aligned to 
content standards and evident 
in both plans and practice. 

Instructional outcomes 
reflected in lesson design are 
stated as goals that can be 
assessed, reflecting rigorous 
learning and curriculum 
standards.  They represent 
different types of content, offer 
opportunities for both 
coordination and integration, 
and take account of the needs 
of individual students. 

The teacher develops 
ambitious and measurable 
student achievement goals for 
the class that are aligned to 
the content standards and 
evident in both plans and 
practice. 

Elements include:  
Value, sequence, and alignment 
Clarity and balance 
Suitability for diverse learners 
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  CLASSROOM TEACHER EVALUATION INSTRUMENT 

Distribution: Information Services, Empowering Effective Teachers 
SB 34902 (Updated 7/30/12)  

Performance Rating 

Requires Action 

(0 points) 
Progressing 

 (1 point) 
Accomplished 

(2 points) 
Exemplary 

(3 points) 
1d: 
Demonstrating 
Knowledge of 
Resources and 
Technology 

(Component weight:  2%) 

The teacher demonstrates 
little or no familiarity with 
resources and/or technology 
to enhance own knowledge, to 
use in designing instruction or 
provide for students in order to 
enhance learning. 

The teacher demonstrates 
some familiarity with 
resources and technology 
available through the school or 
district to enhance own 
knowledge, to use in 
designing instruction or 
provide for students in order to 
enhance learning.   

The teacher’s plans reflect 
awareness of the resources 
and technology available 
through the school or district 
to enhance own knowledge, to 
use in designing instruction or 
provide for students in order to 
enhance learning. 

The teacher’s plans and 
practice incorporate resources 
and technology (as available) 
in and beyond the school or 
district in professional 
organizations, on the Internet, 
and in the community to 
enhance own knowledge, to 
use in designing instruction 
and to provide for students in 
order to enhance learning. 

Elements include:  
Resources and technology for classroom use 
Resources and technology to extend content knowledge and pedagogy 
Resources and technology for students 

1e:  
Designing Coherent 
Instruction 

(Component weight:  4%) 

The series of learning 
experiences is poorly aligned 
with the instructional 
outcomes and does not 
represent a coherent 
structure.  The experiences 
are suitable for only some 
students. 
The teacher does not plan 
lessons/units by identifying the 
content standards that his or 
her students will master in 
each unit OR does not 
articulate well-designed 
essential questions for each 
unit. 

The series of learning 
experiences demonstrates 
partial alignment with 
instructional outcomes; some 
experiences are likely to 
engage students in significant 
learning.  The lesson/unit has 
a recognizable structure and 
reflects partial knowledge of 
students and resources. 
Based on the annual student 
achievement goal, the teacher 
plans lessons/units using 2 of 
the 4 practices: 1) identifying 
the content standards 
students will master; 2) 
articulating 
well-designed essential 
questions; 3) employing 
backward design; and 4) 
allocating an instructionally 
appropriate amount of time. 

The teacher coordinates 
knowledge of content, 
students, and resources to 
design a series of learning 
experiences aligned to 
instructional outcomes and 
suitable for groups of 
students.  The lesson/unit has 
a clear structure and is likely 
to engage students in 
significant learning. 
Based on the annual student 
achievement goal, the teacher 
plans lessons/units using 3 of 
the 4 practices: 1) identifying 
the content standards that 
students will master; 2) 
articulating 
well-designed essential 
questions; 3) employing 
backward design; and 4) 
allocating an instructionally 
appropriate amount of time. 

The teacher coordinates 
knowledge of content, 
students, and resources to 
design a series of learning 
experiences aligned to 
instructional outcomes, 
differentiated (where 
appropriate) for all students, 
and likely to engage them in 
significant learning.  The 
lesson/unit structure is clear 
and allows for different 
pathways according to student 
needs. 
Based on the annual student 
achievement goal, the teacher 
plans lessons/units using 4 
practices: 1) identifying the 
content standards students will 
master; 2) articulating 
well-designed essential 
questions; 3) employing 
backward design; and 4) 
allocating an instructionally 
appropriate amount of time. 

Elements include:  
Learning activities 
Instructional materials and resources 
Instructional groups 
Lesson and unit structure 

1f:  
Designing Student 
Assessments 

(Component weight:  4%) 

Assessment procedures are 
not congruent with 
instructional outcomes; the 
proposed approach contains 
no criteria or standards.  
Teacher has no plan to 
incorporate formative 
assessment in the lesson or 
unit, nor any plans to use 
assessment results in 
designing future instruction. 

Assessment criteria and 
standards have been 
developed but are unclear.  
Approach to the use of 
formative assessment is 
rudimentary, including only 
some of the instructional 
outcomes.  The teacher 
intends to use assessment 
results to plan for future 
instruction for the class as a 
whole. 

The teacher's plan for student 
assessment is aligned with the 
instructional outcomes; 
assessment methodologies 
may have been adapted for 
groups of students.  
Assessment criteria and 
standards are clear.  The 
teacher has a well-developed 
strategy for using formative 
assessment within the lesson 
and has designed particular 
approaches to be used.  The 
teacher intends to use 
assessment results to plan for 
future instruction for groups of 
students. 

The teacher's plan for student 
assessment is fully aligned 
with the instructional 
outcomes, with clear criteria 
and standards that show 
evidence of student 
contribution to their 
development.  Assessment 
methodologies have been 
adapted for individual 
students, as needed.  The 
approach to using formative 
assessment is well designed 
and includes student as well 
as teacher use of the 
assessment information.  The 
teacher intends to use 
assessment results to plan 
future instruction for individual 
students. 

Elements include:  
Congruence with instructional outcomes 
Criteria and standards 
Design of formative assessments 
Use for planning 
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  CLASSROOM TEACHER EVALUATION INSTRUMENT 

Distribution: Information Services, Empowering Effective Teachers 
SB 34902 (Updated 7/30/12)  

Performance Rating 

Requires Action 

(0 points) 
Progressing 

(1 point) 
Accomplished 

(2 points) 
Exemplary 

(3 points) 
Domain 2: The Classroom Environment   (Domain weight: 20%) 
2a:  
Creating an 
Environment of 
Respect and Rapport 

(Component weight:  5%) 

Classroom interactions, 
between the teacher and 
students and/or among 
students, are negative, 
inappropriate, or insensitive to 
students’ cultural backgrounds 
and are characterized by 
sarcasm, put-downs, or 
conflict. 

Classroom interactions, 
between the teacher and 
students and among students, 
are generally appropriate and 
free from conflict, but may be 
characterized by occasional 
behaviors and/or language 
that compromise the 
promotion of learning. 

Classroom interactions 
between the teacher 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. 

Classroom interactions among 
the teacher and individual 
students are respectful, 
reflecting genuine warmth and 
caring and sensitivity to 
students’ cultures and levels of 
development. Students 
themselves ensure high levels 
of civility among members of 
the class. 

Elements include:  
Teacher interaction with students 
Student interactions with other students 

2b:  
Establishing a Culture 
for Learning 

(Component weight:  5%) 

The classroom environment 
conveys a negative culture for 
learning, characterized by low 
teacher commitment to the 
importance and relevancy of 
learning goals of the lesson, 
low expectations for student 
achievement, little or no 
student pride in work and no 
evidence that students believe 
that they can succeed if they 
work hard. 

The teacher’s attempt to 
create a culture for learning is 
partially successful, with 
moderate teacher commitment 
to the importance and 
relevancy of learning goals of 
the lesson, some evidence 
that students are committed to 
success beyond completion of 
assignments, modest 
expectations for student 
achievement, and little student 
pride in work.  

The classroom culture is 
characterized by high 
expectations for most 
students, the belief that 
students can succeed if they 
work hard, and genuine 
commitment to the subject by 
both teacher and students, 
with students demonstrating 
pride in their work. 

High levels of student energy 
and teacher passion for the 
subject create a culture of 
learning in which everyone 
shares a belief in the 
importance of the subject and 
the belief that students can 
succeed if they work hard.  All 
students hold themselves to 
high standards of 
performance—for example, by 
initiating improvements to their 
work. 

Elements include:  
Importance of the content 
Expectations for learning and achievement 
Student pride in work 

2c:  
Managing Classroom 
Procedures 

(Component weight:  2.5%) 

Much instructional time is lost 
because of inefficient 
classroom routines and 
procedures for transitions, 
handling of supplies, and 
performance of non-
instructional duties. 

Some instructional time is lost 
because classroom routines 
and procedures for transitions, 
handling of supplies, and 
performance of non-
instructional duties are only 
partially effective. 

Little instructional time is lost 
because of classroom routines 
and procedures for transitions, 
handling of supplies, and 
performance of non-
instructional duties, which 
occur smoothly. Students 
willingly assist with procedures 
when asked. 

Students contribute without 
prompting to the seamless 
operation of classroom 
routines and procedures for 
transitions, handling of 
supplies, and performance of 
non-instructional duties. 

Elements include:  
Management of instructional groups 
Management of transitions 
Management of materials and supplies 
Performance of noninstructional duties 
Supervision of volunteer and paraprofessionals 
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2d:  
Managing Student 
Behavior 

(Component weight:  5%) 

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

The teacher does not reinforce 
positive behavior.  The 
teacher does not address off-
task, inappropriate, or 
challenging behavior 
efficiently. 

Inappropriate and off-task 
student behavior has 
significant negative impact on 
the learning of students in the 
class. 

It appears that the teacher 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. 

The teacher reinforces positive 
behavior.  The teacher 
addresses some off-task, 
inappropriate, or challenging 
behavior efficiently. 

Inappropriate and off-task 
student behavior has some 
negative impact on the 
learning of students in the 
class. 

Standards of conduct appear 
to be clear to students, and 
the teacher monitors student 
behavior against those 
standards. The teacher’s 
response to student 
misbehavior is appropriate and 
respectful to students. 

The teacher strategically 
reinforces positive behavior.  
The teacher addresses most 
off-task, inappropriate, or 
challenging behavior 
efficiently. 

Inappropriate and off-task 
student behavior has little 
negative impact on the 
learning of students in the 
class. 

Standards of conduct are 
clear, with evidence of student 
participation in setting them. 
The teacher’s monitoring of 
student behavior is subtle and 
preventive, and responses to 
student misbehavior are 
sensitive to individual student 
needs. Students actively 
monitor the standards of 
behavior.   

The teacher strategically 
reinforces positive behavior 
AND there is significant 
evidence that students 
reinforce positive classroom 
culture.  The teacher 
addresses almost all off-task, 
inappropriate, or challenging 
behavior efficiently. 

Inappropriate and off-task 
behavior has no negative 
impact on student learning. 

Elements include:  
Expectations 
Monitoring of student behavior 
Response to student misbehavior 

2e:  
Organizing Physical 
Space 

(Component weight:  2.5%) 

The physical environment is 
unsafe, or many students 
don’t have access to learning. 
Alignment between the 
physical arrangement and the 
lesson activities is poor. 

The classroom is safe, and 
essential learning is 
accessible to most students. 
The teacher may attempt to 
modify the physical 
arrangement to suit learning 
activities with partial success. 

The classroom is safe, and 
learning is accessible to all 
students; the teacher ensures 
that the physical arrangement 
supports the learning 
activities. The teacher makes 
effective use of physical 
resources.   

The classroom is safe, and the 
physical environment ensures 
the learning of all students, 
including those with special 
needs. Students contribute to 
the use or adaptation of the 
physical environment to 
advance learning. The teacher 
uses technology skillfully, as 
appropriate to the lesson. 

Elements include:  
Safety and accessibility 
Arrangement of furniture and use of physical resources 
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Domain 3: Instruction   (Domain weight: 40%) 
3a:   
Communicating with 
Students 

(Component weight:  9%) 

The purpose and relevancy of 
the lesson’s instructional 
outcomes are unclear to 
students and the directions 
and procedures are confusing. 
The teacher's explanation of 
the content contains major 
errors.  The teacher's spoken 
or written language contains 
errors of grammar or syntax.  
Vocabulary is inappropriate, 
vague, or used incorrectly, 
leaving students confused. 

The teacher's attempt to 
explain the purpose and 
relevancy of the lesson’s 
instructional outcomes has 
only limited success, and/or 
directions and procedures 
must be clarified after initial 
student confusion.  The 
teacher's explanation of the 
content may contain minor 
errors; some portions are 
clear; other portions are 
difficult to follow.  The 
teacher's explanation may 
consist of a monologue, with 
no invitation to the students for 
intellectual engagement.  The 
teacher's spoken language is 
correct; however, vocabulary 
is limited or not fully 
appropriate to the students' 
ages and/or backgrounds. 

The purpose and relevancy of 
the lesson’s instructional 
outcomes are clearly 
communicated to students, 
including where it is situated 
within broader learning; 
directions and procedures are 
explained clearly.  The 
teacher's explanation of 
content is well scaffolded, 
clear and accurate, and 
connects with students' 
knowledge and experience.  
During the explanation of 
content, the teacher invites 
student intellectual 
engagement.  The teacher's 
spoken and written language 
is clear and correct.  
Vocabulary is appropriate to 
the students' ages and 
interests. 

The teacher links the purpose 
and relevancy of the lesson’s 
instructional outcomes to 
students' interests; the 
directions and procedures are 
clear and anticipate possible 
student misunderstanding.  
The teacher's explanation of 
content is thorough and clear, 
developing conceptual 
understanding through artful 
scaffolding and connecting 
with students' interests.  The 
students contribute to 
extending the content, and in 
explaining concepts to their 
classmates.  The teacher's 
spoken and written language 
is expressive, and the teacher 
finds opportunities to extend 
students' vocabularies. 

Elements include:  
Expectations for learning 
Directions and procedures 
Explanations of content 
Use of oral and written language 

3b:   
Using Questioning and 
Discussion 
Techniques 

(Component weight:  9%) 

The teacher's questions are of 
low cognitive challenge, 
asking for single correct 
responses, and/or are asked 
in rapid succession.  
Interactions between teacher 
and students are 
predominately recitation style 
with the teacher mediating all 
questions and answers.  A few 
students dominate the 
discussion. 

The teacher's questions lead 
students through a single path 
of inquiry, with answers 
seemingly determined in 
advance.  Alternatively, the 
teacher attempts to frame 
some questions designed to 
promote student thinking and 
understanding, but only a few 
students are involved.   

While the teacher may use 
some low-level questions, 
he/she poses questions to 
students designed to promote 
student thinking and 
understanding.  The teacher 
creates a genuine discussion 
among students, providing 
adequate time for students to 
respond, and stepping aside 
when appropriate.  The 
teacher successfully engages 
most students in the 
discussion, employing a range 
of strategies to ensure that 
most students are heard. 

The teacher uses a variety or 
series of questions or prompts 
to challenge students 
cognitively, advance high level 
thinking and discourse, and 
promote meta-cognition.  The 
students formulate many 
questions, initiate topics and 
make unsolicited contributions. 
The students themselves 
ensure that all voices are 
heard in the discussion. 

Elements include:  
Quality of questions 
Discussion techniques 
Student participation 
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3c:   
Engaging Students in 
Learning 

(Component weight 9%) 

The learning tasks and 
activities, materials, 
resources, instructional groups 
and/or technology are poorly 
aligned with the instructional 
outcomes, or require only rote 
responses.  The pace of the 
lesson is too slow or rushed.  
Few students are intellectually 
engaged or interested. 

The learning tasks or prompts 
are partially aligned with the 
instructional outcomes but 
require only minimal thinking 
by students, allowing most 
students to be passive or 
merely compliant.  Learning 
activities are not sufficiently 
challenging and lack the rigor 
to promote intellectual 
engagement. The pacing of 
the lesson may not provide 
students the time needed to 
be intellectually engaged. 

The learning tasks and 
activities are aligned with the 
instructional outcomes and are 
designed to challenge student 
thinking, resulting in active 
intellectual engagement by 
most students with important 
and challenging content, and 
with teacher scaffolding to 
support that engagement.  
The pacing of the lesson is 
appropriate, providing most 
students the time needed to 
be intellectually engaged.   

Virtually all students are 
intellectually engaged in 
challenging content, through 
well-designed learning tasks, 
and suitable scaffolding by the 
teacher, and fully aligned with 
the instructional outcomes. 
There is evidence of some 
student initiation of inquiry, 
and student contributions to 
the exploration of important 
content.  The pacing of the 
lesson provides students the 
time needed to intellectually 
engage with and reflect upon 
their learning and to 
consolidate their 
understanding.  Students may 
have some choice in how they 
complete tasks and may serve 
as resources for one another. 

Elements include:  
Activities and assignments 
Grouping of students 
Use of instructional materials, resources and technology (as available) 
Structure and pacing 

3d:   
Using Assessment in 
Instruction 

(Component weight 9%) 

Assessment is not used in 
instruction, either through 
monitoring of progress by the 
teacher or students, or 
through feedback to students; 
students are unaware of the 
assessment criteria used to 
evaluate their work. 

Assessment is occasionally 
used in instruction, through 
some monitoring of progress 
of learning by teacher and/or 
students. Feedback to 
students is uneven, and 
students are aware of only 
some of the assessment 
criteria used to evaluate their 
work. 

Assessment is regularly used 
in instruction, through self-
assessment by students, 
monitoring of progress of 
learning by the teacher and/or 
students, and high-quality 
feedback to students. 
Students are fully aware of the 
assessment criteria used to 
evaluate their work. 

Formative assessments 
provide students with multiple 
ways to demonstrate mastery 
and are woven into the lesson 
in a seamless fashion. 

Assessment is fully integrated 
in a sophisticated manner in 
instruction through student 
involvement in establishing the 
assessment criteria, self-
assessment by students, 
monitoring of progress by both 
students and teachers, and 
high-quality feedback to 
students from a variety of 
sources. 

Formative assessments 
provide students with multiple 
ways and multiple 
opportunities during the unit to 
demonstrate mastery and are 
woven into the lesson in a 
seamless fashion. 

Elements include:  
Assessment criteria 
Monitoring of student learning 
Feedback to students 
Student self-assessment and monitoring of progress 

3e:   
Demonstrating 
Flexibility and 
Responsiveness 

(Component weight 4%) 

The teacher adheres to the 
instruction plan, even when a 
change would improve the 
lesson or address students’ 
needs.  The teacher brushes 
aside student questions;  

The teacher does not accept 
responsibility for students' 
performance. The teacher 
does not re-teach. 

The teacher attempts to 
modify the lesson when 
needed and to respond to 
student questions with 
moderate success; however, 
alternate instructional 
strategies are limited and 
minimally successful.   

The teacher accepts 
responsibility for student 
performance.  In response to 
student progress data, the 
teacher re-teaches, as 
appropriate. 

The teacher promotes the 
successful learning of all 
students, making adjustments 
as needed to instruction plans 
and accommodating student 
questions, needs, and 
interests. 

In response to student 
progress data, the teacher 1) 
re-teaches, as appropriate, 
and 2) modifies long-term 
plans, as appropriate. 

The teacher seizes an 
opportunity to enhance 
learning, building on a 
spontaneous event or student 
interests.  The teacher 
ensures the success of all 
students, using an extensive 
repertoire of instructional 
strategies. 

In response to student 
progress data, the teacher 1) 
re-teaches, as appropriate, 2) 
modifies long-term plans, as 
appropriate, and 3) modifies 
practice, as appropriate. 

Elements include:  
Lesson adjustment 
Response to students 
Persistence 
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Domain 4: Professional Responsibilities   (Domain weight: 20%) 
4a:   
Reflecting on Teaching 

(Component weight:  3%) 

The teacher does not 
accurately assess the 
effectiveness of the lesson 
and has no ideas about how 
the lesson could be improved. 

The teacher provides a 
partially accurate and 
objective description of the 
lesson but does not cite 
specific evidence.  The 
teacher makes only general 
suggestions as to how the 
lesson might be improved. 

The teacher provides an 
accurate and objective 
description of the lesson, 
citing specific evidence.  The 
teacher makes some specific 
suggestions as to how the 
lesson might be improved. 

The teacher’s reflection on the 
lesson is thoughtful and 
accurate, citing specific 
evidence.  The teacher draws 
on an extensive repertoire to 
suggest alternative strategies 
and predicts the likely success 
of each. 

Elements include:  
Accuracy 
Use in future teaching 

4b:   
Maintaining Accurate 
Records 

(Component weight:  3%) 

The teacher’s systems for 
maintaining both instructional 
and non-instructional records 
are either nonexistent or in 
disarray, resulting in errors 
and confusion. 

The teacher’s system for 
maintaining both instructional 
and non-instructional records 
is rudimentary and only 
partially effective. 

The teacher’s systems for 
maintaining both instructional 
and non-instructional records 
are accurate, efficient, and 
effective. 

The teacher’s systems for 
maintaining both instructional 
and non-instructional records 
are accurate, efficient, and 
effective.  Students contribute 
to the maintenance of these 
systems. 

Elements include:  
Student completion of assignments 
Student progress in learning 
Noninstructional records 

4c:   
Communicating with 
Stakeholders  

(Component weight:  4%) 

The teacher’s communication 
with stakeholders about the 
instructional program or about 
individual students is sporadic 
or culturally inappropriate.  
The teacher makes no attempt 
to engage families in the 
instructional program. 

The teacher adheres to school 
procedures for communicating 
with stakeholders and makes 
modest attempts to engage 
families in the instructional 
program. However, 
communications are not 
always appropriate to the 
cultures of those families. 

The teacher communicates 
frequently with stakeholders 
and successfully engages 
them in the instructional 
program.  Information to 
families about individual 
students is conveyed in a 
culturally appropriate manner. 

The teacher’s communication 
with stakeholders is frequent 
and sensitive to cultural 
traditions; students participate 
in the communication.  The 
teacher successfully engages 
families in the instructional 
program as appropriate. 

Elements include:  
Information about the instructional program 
Information about individual students 
Engagement of families in the instructional program 

4d:   
Participating in a 
Professional 
Community 

(Component weight:  3%) 

The teacher avoids 
participating in a professional 
community or in school and 
district events and projects; 
rarely collaborates with 
colleagues; and relationships 
with colleagues are negative 
or self-serving. 

The teacher becomes involved 
in the professional community 
and in school and district 
events and projects when 
specifically asked, makes 
some effort to collaborate with 
colleagues, and relationships 
with colleagues are cordial. 

The teacher participates 
actively in the professional 
community and in school and 
district events and projects, 
actively seeks out 
opportunities to collaborate 
with others, and maintains 
positive and productive 
relationships with colleagues. 

The teacher makes a 
substantial contribution to the 
professional community and to 
school and district events and 
projects, collaborates with / 
coaches others through 
difficult situations, and 
assumes a leadership role 
among the faculty. 

Elements include:  
Relationships with colleagues 
Involvement in a culture of professional inquiry 
Service to the school 
Participation in school and district projects 

4e: 
Growing and 
Developing 
Professionally 

(Component weight:  3%) 

The teacher does not 
participate in professional 
development activities and 
makes no effort to share 
knowledge with colleagues.  
The teacher is resistant to 
feedback from supervisors or 
colleagues. 

The teacher participates in 
professional development 
activities that are convenient 
or are required and makes 
some contributions to the 
profession.  The teacher 
accepts, feedback from 
supervisors and colleagues. 

The teacher seeks out 
opportunities for professional 
development based on an 
individual assessment of 
needs and actively shares 
expertise with others.  The 
teacher welcomes feedback 
from supervisors and 
colleagues. 

The teacher actively pursues 
professional development 
opportunities and initiates 
activities to contribute to the 
profession.  In addition, the 
teacher seeks feedback from 
supervisors and colleagues. 

Elements include:  
Enhancement of content knowledge and pedagogical skill 
Receptivity to feedback from colleagues 
Service to the profession 
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4f:   
Showing 
professionalism 

(Component weight:  4%) 

The teacher inconsistently 
adheres to standards for 
professional conduct and 
overall performance 
requirements, including 
attendance and punctuality. 

The teacher fails to comply 
with school and district 
regulations and time lines.   

The teacher has difficulty 
demonstrating respect, 
responsibility, honesty and 
integrity; requires frequent 
support supervision; resists 
feedback from colleagues and 
administrators and does not 
work cooperatively with school 
staff. 

The teacher strives to adhere 
to standards for professional 
conduct and overall 
performance requirements, 
including attendance and 
punctuality. 

The teacher complies 
minimally with school and 
district regulations. 

The teacher strives to develop 
behaviors that model the 
values of respect, 
responsibility, honesty and 
integrity. However, he or she 
requires some support 
supervision.  He or she 
responds appropriately to and 
acts upon feedback.  He or 
she works cooperatively with 
school staff most of the time. 

The teacher consistently 
adheres to and models 
standards for professional 
conduct and overall 
performance requirements, 
including attendance and 
punctuality.   

The teacher complies fully and 
voluntarily with school and 
district regulations. Performs 
with minimum of supervision.  

The teacher helps members of 
school community understand 
and adhere to these 
professional obligations, 
responds well to and acts 
upon feedback, and works 
cooperatively with school staff. 

The teacher consistently 
adheres to standards for 
professional conduct and 
overall performance; including 
attendance and punctuality.  

The teacher complies fully and 
voluntarily with school and 
district regulations.   

The teacher helps members of 
school community understand 
and adhere to these 
professional obligations.   He 
or she actively seeks, 
responds well to and acts 
upon feedback. 

Stakeholders are aware that 
the teacher models the values 
of respect, honesty and 
integrity.  The teacher works 
cooperatively with school staff 
and actively encourages 
colleagues to do so. 

Elements include:  
Integrity and ethical conduct 
Service to students 
Advocacy 
Logical thinking and making practical decisions 
Attendance and punctuality 
Compliance with school and district regulations 
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Domain 1: Planning and Preparation   (Domain weight: 20%) 
1a:  
Demonstrating 
Knowledge of Content 
and Program 
Expectations 

(Component weight: 4%) 

The resource 
teacher/coach’s plans and 
practice demonstrate little 
knowledge of content, best 
practices, and program 
expectations.  

The resource 
teacher/coach’s plans and 
practice demonstrate some 
knowledge of content, best 
practices, and program 
expectations.  

The resource 
teacher/coach’s plans and 
practice demonstrate solid 
knowledge of content, best 
practices, and program 
expectations.  

The resource 
teacher/coach’s plans and 
practice demonstrate solid 
knowledge of content, best 
practices, and program 
expectations. 

The resource teacher/coach 
stays abreast of emerging 
research areas and 
innovative methods and 
incorporates them into plans 
and practice. 

Elements include: 
Knowledge of content/program 
Knowledge of pedagogy/andragogy 
1b: 
Demonstrating 
Knowledge of 
Stakeholders 

(Component weight: 4%) 

The resource teacher/coach 
demonstrates little 
knowledge of stakeholders’ 
backgrounds and needs, and 
does not seek this knowledge 
when planning activities and 
selecting resources and 
strategies. 

The resource teacher/coach 
indicates the importance of 
understanding stakeholders’ 
backgrounds and needs, and 
attains this knowledge for the 
school as a whole when 
planning activities and 
selecting resources and 
strategies. 

The resource teacher/coach 
actively seeks knowledge of 
stakeholders’ backgrounds 
and needs, and attains this 
knowledge for groups when 
planning activities and 
selecting resources and 
strategies. 

The resource teacher/coach 
actively seeks knowledge of 
stakeholders’ backgrounds 
and needs from a variety of 
sources, and attains this 
knowledge for individuals 
when planning activities and 
selecting resources and 
strategies. 

Elements include: 
Knowledge of child and adolescent development 
Knowledge of the learning process 
Knowledge of stakeholders’ backgrounds and needs 
1c:  
Setting Outcomes for 
Instructional Support  

(Component weight: 2%) 

The resource 
teacher/coach’s instructional 
support outcomes reflect low 
expectations.  Outcomes are 
unsuitable for stakeholders’ 
needs and/or lack clarity.  

The resource 
teacher/coach’s goals are not 
measureable, not aligned to 
content standards, nor 
evident in plans and/or 
practice. 

The resource 
teacher/coach’s instructional 
support outcomes are stated 
as goals reflecting modest 
expectations, clarity, and 
suitability for stakeholders’ 
needs.  

The resource teacher/coach 
develops measureable goals 
that are partially aligned to 
content standards and 
somewhat evident in both 
plans and practice. 

The resource 
teacher/coach’s instructional 
support outcomes are stated 
as goals reflecting high 
expectations, clarity, and 
suitability for stakeholders’ 
needs.  

The resource teacher/coach 
develops measureable goals 
that are aligned to content 
standards and evident in both 
plans and practice. 

The resource 
teacher/coach’s instructional 
support outcomes are stated 
as goals reflecting high 
expectations, clarity, and 
suitability for stakeholders’ 
needs. Outcomes offer 
opportunities for both 
coordination and integration. 

The resource teacher/coach 
develops ambitious and 
measureable goals that are 
aligned to content standards 
and evident in both plans and 
practice. 

Elements include: 
Knowledge and use of data 
Suitability for stakeholders  
Intervention planning and implementation 
Clarity, balance, sequence, and alignment 
1d: 
Demonstrating 
Knowledge of 
Resources 

(Component weight: 3%) 

The resource teacher/coach 
demonstrates little 
knowledge of resources 
available in the school and 
district to enhance own 
knowledge, to use in 
designing instruction and/or 
support, or to provide for 
stakeholders in order to 
enhance learning.  

The resource teacher/coach 
demonstrates basic 
knowledge of resources 
available in the school and 
district to enhance own 
knowledge, to use in 
designing instruction and/or 
support, or to provide for 
stakeholders in order to 
enhance learning.  

The resource teacher/coach 
demonstrates thorough 
knowledge of resources 
available in the school and 
district to enhance own 
knowledge, to use in 
designing instruction and/or 
support, or to provide for 
stakeholders in order to 
enhance learning.  

The resource teacher/coach 
demonstrates extensive 
knowledge of resources 
available in and beyond the 
school and district to 
enhance own knowledge, to 
use in designing instruction 
and/or support, or to provide 
for stakeholders in order to 
enhance learning.  

Elements include: 
Resources for stakeholders 
Resources for service delivery 
Resources to extend knowledge of content and program expectations 

23



   INSTRUCTIONAL SPECIALIST EVALUATION INSTRUMENT 

Distribution: Information Services, Human Resources 
SB 34920 (Orig. 06/23/15)  

Performance Rating 
Requires Action 

(0 points) 
Progressing 

(1 point) 
Accomplished 

(2 points) 
Exemplary 
(3 points) 

1e:  
Designing 
Instructional Support 

(Component weight: 4%) 

The resource teacher/coach 
does not coordinate 
knowledge of content, 
stakeholders, and/or 
resources to design a plan 
for instructional support.  The 
plan is poorly aligned with 
instructional support 
outcomes and/or suitable for 
only some stakeholders.  The 
plan has no recognizable 
structure and/or experiences 
are unlikely to positively 
impact student learning.  

The resource teacher/coach 
inconsistently coordinates 
knowledge of content, 
stakeholders, and resources 
to design a plan that is 
partially aligned with 
instructional support 
outcomes and/or suitable for 
groups of stakeholders.  The 
plan has a recognizable 
structure and some 
experiences are likely to 
positively impact student 
learning.  

The resource teacher/coach 
coordinates knowledge of 
content, stakeholders, and 
resources to design a plan 
aligned with instructional 
support outcomes and 
suitable for most 
stakeholders.  The plan has a 
clear structure and is likely to 
positively impact student 
learning. 

The resource teacher/coach 
coordinates knowledge of 
content, stakeholders, and 
resources to design a plan 
aligned with instructional 
support outcomes and 
differentiated for individual 
stakeholders.  The plan has a 
clear structure and is likely to 
positively and significantly 
impact student learning. 

Elements include: 
Service delivery plan and tasks 
Suitability for stakeholders  
Alignment with outcomes 
Service delivery structure 
1f:  
Designing Assessment 
of Instructional 
Support 

(Component weight: 3%) 

The resource 
teacher/coach’s plan for 
assessment of instructional 
support is poorly aligned with 
outcomes.  Assessment 
methodologies have not been 
adapted for stakeholders 
and/or conditions.   

Assessment criteria and 
standards have not been 
developed or are unclear.  
The resource 
teacher/coach’s strategy for 
using assessment within 
practice is nonexistent or 
unsuitable.  

The resource 
teacher/coach’s plan for 
assessment of instructional 
support is partially aligned 
with outcomes.  Assessment 
methodologies have been 
adapted for some 
stakeholders and/or 
conditions.   

Assessment criteria and 
standards have been 
developed but are unclear.  
The resource teacher/coach 
has a basic strategy for using 
assessment within practice.  

The resource 
teacher/coach’s plan for 
assessment of instructional 
support is aligned with 
outcomes.  Assessment 
methodologies have been 
adapted for groups of 
stakeholders and/or 
conditions.   

Assessment criteria and 
standards are clear.  The 
resource teacher/coach has 
a well-developed strategy for 
using assessment within 
practice.  

The resource 
teacher/coach’s plan for 
assessment of instructional 
support is aligned with 
outcomes.  Assessment 
methodologies have been 
adapted for individual 
stakeholders and/or 
conditions.   

Assessment criteria and 
standards are clear.  The 
resource teacher/coach has 
a well-developed strategy for 
using assessment within 
practice. 

Stakeholders are included in 
the development of 
assessment.  Planned 
assessment includes 
opportunities for self-
assessment by stakeholders.  

Elements include: 
Alignment with outcomes 
Suitability for stakeholders  
Criteria and standards 
Knowledge of content and program assessments 
Plan for use of assessment during service delivery 
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Domain 2: The Environment   (Domain weight: 20%) 
2a:  
Creating an 
Environment of  
Respect and Rapport 

(Component weight: 5%) 

Interactions between the 
resource teacher/coach and 
stakeholders are negative, 
inappropriate, and/or 
insensitive.   

Interactions between the 
resource teacher/coach and 
stakeholders are generally 
appropriate and free from 
conflict, but may be 
characterized by occasional 
behaviors and/or language 
that compromise the 
promotion of learning. 

Interactions between the 
resource teacher/coach and 
stakeholders are polite and 
respectful, reflecting general 
warmth and caring, and are 
appropriate to differences 
among groups of 
stakeholders.   

Interactions between the 
resource teacher/coach and 
stakeholders are respectful, 
reflecting genuine warmth, 
caring and sensitivity.   

Stakeholders initiate and 
seek interactions with the 
resource teacher/coach.    

Elements include: 
Interactions with stakeholders 
2b:  
Establishing a Culture 
for Learning and 
Improving Practice 

(Component weight: 5%) 

The resource teacher/coach 
conveys the sense that the 
work of improving instruction 
is externally mandated.  The 
resource teacher/coach’s 
attempts to create an 
environment of professional 
inquiry are minimally 
successful, demonstrating 
low expectations for learning.  
Stakeholders demonstrate 
little or no commitment to 
learning or pride in their 
work.       

The resource 
teacher/coach’s attempts to 
create an environment of 
professional inquiry are 
partially successful, with 
demonstration of modest 
expectations for learning.  
Some stakeholders 
acknowledge the importance 
of continuous improvement 
and accept support from the 
resource teacher/coach 
and/or demonstrate some 
commitment to learning and 
little pride in their work. 

The resource teacher/coach 
promotes a culture of 
professional inquiry and high 
expectations for learning.  
Some stakeholders seek 
assistance in improving their 
instructional practice and/or 
demonstrate a commitment 
to learning and pride in their 
work. 

The resource teacher/coach 
promotes a culture of 
professional inquiry, high 
expectations for learning, 
and a passion for improving 
practice. Stakeholders 
initiate ongoing instructional 
improvements with the 
support of the resource 
teacher/coach and/or 
demonstrate high levels of 
energy and hold themselves 
to high standards of 
performance.  

Elements include: 
Importance of content and practice 
Expectations for growth 
Stakeholder pride in work 
2c:  
Managing Procedures 

(Component weight: 2.5%) 

The resource 
teacher/coach’s 
communication and 
management of procedures 
for access to and delivery of 
instructional support are not 
effective. Much time is lost 
due to inefficient preparation 
and management of 
materials and procedures.   

The resource 
teacher/coach’s 
communication and 
management of procedures 
for access to and delivery of 
instructional support are 
partially effective. Some time 
is lost due to preparation and 
management of materials 
and procedures.   

The resource teacher/coach 
clearly communicates and 
effectively manages 
procedures for access to and 
delivery of instructional 
support.  Little time is lost 
due to efficient preparation 
and management of 
materials and procedures.   

The resource teacher/coach 
clearly communicates and 
effectively manages 
procedures for access to and 
delivery of instructional 
support.  No time is lost due 
to skillful preparation and 
management of materials 
and procedures.  
Stakeholders contribute to 
the development, 
adjustment, and/or 
management of procedures. 

Elements include: 
Management of procedures, materials, and resources 
2d:   
Managing Norms of 
Behavior 

(Component weight: 5%) 

The resource 
teacher/coach’s efforts to 
establish norms of 
professionally appropriate 
behavior for interactions with 
stakeholders are not 
successful. The resource 
teacher/coach does not 
support established 
standards of conduct.   

The resource 
teacher/coach’s efforts to 
establish norms of 
professionally appropriate 
behavior for interactions with 
stakeholders are partially 
successful. The resource 
teacher/coach attempts to 
support established 
standards of conduct.   

The resource teacher/coach 
has established and 
promotes clear norms of 
professionally appropriate 
behavior for interactions with 
stakeholders.  The resource 
teacher/coach supports 
established standards of 
conduct.   

The resource teacher/coach 
has established and 
promotes clear norms of 
professionally appropriate 
behavior for interactions with 
stakeholders.  The resource 
teacher/coach supports 
established standards of 
conduct. The resource 
teacher/coach takes a 
leadership role in 
maintaining school civility. 

Elements include: 
Expectations 
Monitoring of stakeholder behavior 
Response to stakeholder behavior 
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2e:   
Organizing Physical 
Space  

(Component weight: 2.5%) 

The resource 
teacher/coach’s physical 
environment and resources 
are disorganized and/or not 
utilized to support 
interactions and planned 
activities.   

The resource 
teacher/coach’s physical 
environment and resources 
are partially organized and/or 
utilized to support and 
enhance interactions and 
planned activities.   

The resource 
teacher/coach’s physical 
environment and resources 
are organized and utilized to 
support and enhance 
interactions and planned 
activities.   

The resource 
teacher/coach’s physical 
environment and resources 
are organized, utilized to 
support all 
interactions/activities, and 
appropriate to conduct all 
planned activities.  
Resources are available to 
all stakeholders, and the 
resource teacher/coach 
takes initiative to enhance 
the available space and/or 
resources.   

Elements include: 
Safety and accessibility 
Arrangement of furniture 
Use of physical resources 
Privacy and confidentiality 
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Domain 3: Delivery of Service (Domain weight: 40%) 
3a:   
Communicating with 
Stakeholders 

(Component weight: 9%) 

The purpose and relevancy 
of instructional support 
activities’ outcomes are 
unclear or confusing to 
stakeholders.  The resource 
teacher/coach’s explanation 
of content contains major 
errors.  The resource 
teacher/coach’s 
communication contains 
errors of grammar or syntax.  
Vocabulary is inappropriate, 
vague, or used incorrectly, 
leaving stakeholders 
confused.   

The resource 
teacher/coach’s attempt to 
explain the purpose and 
relevancy of instructional 
support activities’ outcomes 
has only limited success 
and/or must be clarified after 
initial stakeholder confusion.  
The resource 
teacher/coach’s explanation 
of content may contain minor 
errors; some portions are 
clear, other portions are 
difficult to follow.  
Communications are correct; 
however, vocabulary is 
limited or not fully 
appropriate to aid 
stakeholders’ understanding.  

The purpose and relevancy 
of instructional support 
activities’ outcomes are 
clearly communicated to 
stakeholders.  The resource 
teacher/coach’s explanation 
of content is well scaffolded, 
clear, accurate, and 
connects with stakeholders’ 
prior knowledge and 
experience.  
Communications are clear, 
correct, appropriate, and aid 
stakeholders’ understanding. 

The resource teacher/coach 
links the purpose and 
relevancy of instructional 
support activities’ outcomes 
to stakeholders’ specific 
needs and 
anticipates/addresses 
possible misunderstandings.  
The resource 
teacher/coach’s explanation 
of content is thorough and 
clear, developing conceptual 
understanding through artful 
scaffolding.  Stakeholders 
contribute to extension of the 
content.  The resource 
teacher/coach’s 
communication is expressive 
and capitalizes on 
opportunities to extend 
stakeholders’ understanding.  

Elements include: 
Expectations for learning and improving practice 
Directions and procedures  
Explanation of content 
Use of oral and written language 
3b:   
Promoting Discussion 

(Component weight: 9%) 

The resource 
teacher/coach’s 
questions/prompts are of low 
cognitive challenge, asking 
for rote response.  
Interactions between the 
resource teacher/coach and 
stakeholders are 
predominately recitation style 
with the resource 
teacher/coach mediating all 
interactions.  Stakeholder 
involvement in discussion is 
minimal.   

The resource 
teacher/coach’s 
questions/prompts lead 
stakeholders through a 
single path of inquiry, with 
answers seemingly 
determined in advance.  The 
resource teacher/coach 
attempts to frame some 
questions/prompts to 
promote thinking and 
understanding, but 
stakeholder involvement is 
limited.   

The resource teacher/coach 
poses questions/prompts 
designed to promote 
stakeholder thinking and 
understanding.  The 
resource teacher/coach 
creates a genuine discussion 
with stakeholders, facilitating 
self-discovery of learning 
through discussion.  The 
resource teacher/coach 
employs a range of 
strategies to involve 
stakeholders in discussion.   

The resource teacher/coach 
uses a variety or series of 
questions/prompts to 
challenge stakeholders 
cognitively, advance high 
level thinking and discourse, 
and promote meta-cognition 
via self-discovery of learning.  
Stakeholders are fully 
involved in discussion, 
initiate topics, and make 
meaningful contributions to 
discussion.   

Elements include: 
Quality of questions 
Discussion techniques 
Stakeholder participation 
Consultation and collaboration 
3c:   
Engaging Stakeholders 
in Learning and 
Improving Practice 

(Component weight: 9%) 

Instructional support 
activities are poorly aligned 
with planned outcomes or 
require only rote responses. 
Stakeholders are minimally 
engaged in learning and/or 
enhancement of teacher 
knowledge of practice. 
Pacing of instructional 
support activities is too slow 
or rushed.   

Instructional support 
activities are partially aligned 
with planned outcomes.  
Stakeholders are passively 
engaged in content that 
lacks rigor and/or is 
minimally appropriate, 
resulting in some learning 
and/or enhancement of 
teacher knowledge of 
practice.  Pacing of 
instructional support 
activities is not fully 
appropriate to provide 
stakeholders time to be 
intellectually engaged.   

Instructional support 
activities are aligned with 
planned outcomes.  
Stakeholders are 
intellectually engaged in 
innovative, rigorous, and/or 
appropriate content, resulting 
in active learning and/or 
enhancement of teacher 
knowledge of practice.  
Pacing of instructional 
support activities is 
appropriate, providing 
stakeholders time to be 
intellectually engaged.    

Instructional support 
activities are aligned with 
planned outcomes.  
Stakeholders are 
intellectually engaged in 
significant, innovative, 
rigorous, and appropriate 
content.  The resource 
teacher/coach empowers 
stakeholders and promotes 
enhanced understanding 
through inquiry and self-
initiated learning.  Pacing of 
instructional support 
activities is fully appropriate, 
providing stakeholders time 
to intellectually engage with 
and reflect upon learning to 
consolidate understanding.  

Elements include: 
Activities and assignments 
Grouping of stakeholders 
Strategies and/or resources 
Structure and pacing 
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3d:   
Using Assessment 

(Component weight: 9%) 

Assessment is minimally 
used in instructional support, 
through limited monitoring of 
stakeholders’ understanding 
by the resource 
teacher/coach.  Feedback to 
stakeholders is inaccurate or 
nonexistent.   

Assessment is occasionally 
used in instructional support, 
through some monitoring of 
stakeholders’ understanding 
by the resource 
teacher/coach.  Feedback to 
stakeholders is uneven. 

Assessment is regularly 
used in instructional support, 
through self-assessment by 
stakeholders, monitoring of 
stakeholders’ understanding 
by the resource 
teacher/coach, and high-
quality feedback to 
stakeholders.   

Assessment is skillfully 
integrated in instructional 
support through self-
assessment by stakeholders, 
monitoring of stakeholders’ 
understanding by the 
resource teacher/coach, and 
individualized, high-quality 
feedback to stakeholders.   

Elements include: 
Assessment criteria 
Monitoring of progress 
Feedback to stakeholders 
Relevancy to outcomes 
3e:   
Demonstrating 
Flexibility and 
Responsiveness 

(Component weight: 4%) 

The resource teacher/coach 
adheres to plans, even when 
a change would improve 
effectiveness. 

The resource teacher/coach 
does not accept 
responsibility for stakeholder 
performance.  

The resource teacher/coach 
attempts to modify plans 
when needed with moderate 
success; however, alternate 
strategies are limited and 
minimally successful. 

The resource teacher/coach 
accepts some responsibility 
for stakeholder performance. 

The resource teacher/coach 
promotes stakeholder 
success, making 
adjustments to plans as 
necessary, drawing on a 
repertoire of strategies, and 
accommodating 
stakeholders’ questions and 
needs.  

The resource teacher/coach 
accepts responsibility for 
stakeholder performance, 
modifying plans and practice, 
as appropriate. 

The resource 
teacher/coach’s plans are 
proactive and flexible to 
meet the needs of 
stakeholders. 

The resource teacher/coach 
seizes opportunities to 
enhance learning and/or 
teacher knowledge of 
practice, ensuring the 
success of stakeholders, 
using an extensive repertoire 
of strategies. 

The resource teacher/coach 
accepts responsibility for 
stakeholder performance, 
modifying plans and practice, 
as appropriate. 

Elements include: 
Session adjustment 
Response to stakeholders 
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Domain 4: Professional Responsibilities   (Domain weight: 20%) 
4a:   
Reflecting on Practice 

(Component weight: 4%) 

The resource teacher/coach 
does not accurately assess 
the effectiveness of practice 
and has no ideas about how 
instructional support could 
be improved.   

The resource teacher/coach 
provides a partially accurate 
and objective description of 
practice but does not cite 
specific evidence.  The 
resource teacher/coach 
makes only general 
suggestions as to how 
instructional support might 
be improved. 

The resource teacher/coach 
provides an accurate and 
objective description of 
practice, citing specific 
evidence.  The resource 
teacher/coach makes some 
specific suggestions as to 
how instructional support 
might be improved. 

The resource 
teacher/coach’s reflection on 
practice is thoughtful and 
accurate, citing specific 
evidence.  The resource 
teacher/coach draws on an 
extensive repertoire to 
suggest alternative 
strategies and predicts the 
likely success of each.   

Elements include: 
Accuracy 
Use in future practice 
4b:   
Maintaining Accurate 
Records 

(Component weight: 4%) 

The resource 
teacher/coach’s system for 
maintaining records is either 
nonexistent or in disarray, 
resulting in errors, confusion, 
and/or inaccurate data. 

Reports are not submitted 
within required time frames. 

The resource 
teacher/coach’s system for 
maintaining records is basic 
and only partially effective. 

Reports are inconsistently 
submitted within required 
time frames.   

The resource 
teacher/coach’s system for 
maintaining records is 
accurate, efficient, and 
effective.   

Reports are regularly 
submitted within required 
time frames. 

The resource 
teacher/coach’s system for 
maintaining records is 
accurate, efficient, effective, 
and can be used as a model 
for others.  

Reports are always 
submitted within required 
time frames. 

Elements include: 
Accuracy of reports and records 
Adherence to appropriate time frames 
4c:   
Participating in a 
Professional 
Community 

(Component weight: 4%) 

The resource teacher/coach 
avoids participating in a 
professional community or in 
school/district events and 
projects and rarely 
collaborates with colleagues.  
Relationships with 
colleagues are negative or 
self-serving. 

The resource teacher/coach 
becomes involved in the 
professional community and 
in school/district events and 
projects when specifically 
asked, makes some effort to 
collaborate with colleagues, 
and maintains cordial 
relationships with 
colleagues. 

The resource teacher/coach 
participates actively in the 
professional community and 
in school/district events and 
projects, actively seeks out 
opportunities to collaborate 
with others, and maintains 
positive and productive 
relationships with 
colleagues.  

The resource teacher/coach 
makes a substantial 
contribution to the 
professional community and 
to school/district events and 
projects, collaborates with 
and coaches others through 
difficult situations, and 
assumes a leadership role 
among the faculty. 

Elements include: 
Relationships with colleagues 
Involvement in a culture of professional inquiry 
Service to the school 
Participation in school and district projects and events 
4d:  
Growing and 
Developing 
Professionally 

(Component weight: 4%) 

The resource teacher/coach 
does not participate in 
professional development 
activities and/or makes no 
contributions to the 
profession.  The teacher is 
resistant to feedback from 
supervisors or colleagues. 

The resource teacher/coach 
participates in professional 
development activities that 
are convenient or are 
required and makes some 
contributions to the 
profession.  The teacher 
accepts feedback from 
supervisors and colleagues. 

The resource teacher/coach 
seeks out opportunities for 
professional development 
based on an individual 
assessment of needs and 
actively contributes to the 
profession.  The resource 
teacher/coach welcomes 
feedback from supervisors 
and colleagues. 

The resource teacher/coach 
actively pursues professional 
development opportunities 
and initiates activities to 
contribute to the profession.  
The resource teacher/coach 
seeks feedback from 
supervisors and colleagues. 

Elements include: 
Enhancement of content knowledge and pedagogical/androgogical skill 
Receptivity to feedback from colleagues and supervisors 
Service to the profession 
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4e:   
Showing 
Professionalism 

(Component weight: 4%) 

The resource teacher/coach 
does not adhere to 
standards for professional 
conduct and overall 
performance requirements, 
including confidentiality, 
attendance, and punctuality. 

The resource teacher/coach 
fails to comply with 
school/district protocols, 
regulations, and timelines. 

The resource teacher/coach 
has difficulty demonstrating 
respect, responsibility, 
honesty, and integrity; 
requires frequent support 
supervision; resists feedback 
from colleagues and 
administrators; and/or does 
not work cooperatively with 
colleagues.  

The resource teacher/coach 
inconsistently adheres to 
standards for professional 
conduct and overall 
performance requirements, 
including confidentiality, 
attendance, and punctuality. 

The resource teacher/coach 
complies minimally with 
school/district protocols, 
regulations, and timelines. 

The resource teacher/coach 
strives to develop behaviors 
that model the values of 
respect, responsibility, 
honesty, and integrity. 
However, he or she requires 
some support supervision.  

The resource teacher/coach 
responds appropriately to 
and acts upon feedback. He 
or she works cooperatively 
with colleagues most of the 
time.  

The resource teacher/coach 
adheres to and models 
standards for professional 
conduct and overall 
performance requirements, 
including confidentiality, 
attendance, and punctuality. 

The resource teacher/coach 
complies fully and voluntarily 
with school/district protocols, 
regulations, and timelines. 

The resource teacher/coach 
demonstrates behaviors that 
model the values of respect, 
responsibility, honesty, and 
integrity. The resource 
teacher/coach performs with 
minimal supervision. 

The resource teacher/coach 
helps colleagues understand 
and adhere to these 
professional obligations. 

The resource teacher/coach 
responds well to and acts 
upon feedback. The 
resource teacher/coach 
works cooperatively with 
colleagues. 

The resource teacher/coach 
consistently adheres to and 
models standards for 
professional conduct and 
overall performance; 
including confidentiality, 
attendance, and punctuality. 

The resource teacher/coach 
complies fully and voluntarily 
with school/district protocols, 
regulations, and timelines. 

Stakeholders are aware that 
the resource teacher/coach 
models the values of 
respect, responsibility, 
honesty, and integrity. The 
resource teacher/coach 
performs with minimal 
supervision. 

The resource teacher/coach 
helps members of the 
professional community 
understand and adhere to 
these professional 
obligations.  

The resource teacher/coach 
actively seeks, responds well 
to, and acts upon feedback. 
The resource teacher/coach 
works cooperatively with the 
professional community and 
actively encourages 
colleagues. 

Elements include: 
Integrity and ethical conduct  
Service to stakeholders  
Advocacy  
Logical thinking and making practical decisions  
Attendance and punctuality  
Compliance with school and district regulations 
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Administrator Observation & Evaluation Protocols 

Administrators and observed personnel are encouraged to follow the protocols listed below in 
order to foster and maintain a collaborative, productive, and positive experience for all instructional 
employees whose evaluation is based on a Danielson rubric.  

General Observation Protocols (Formal & Informal) 

1. Work collaboratively and with professionalism throughout the observation process.
a. Maintain confidentiality with discussions and documents involved in the observation

process.
b. Do not discuss ratings or the accuracy of ratings for lessons/sessions not observed.

If a staff member approaches an administrator regarding an observation by another
observer, the administrator should listen but not comment on ratings given during
an observation at which he/she was not present.

2. Work collaboratively in the scheduling of observations.
a. Administrators should attempt to schedule around peer evaluators and mentors

who are visiting in order to avoid multiple observations in a short period of time.
Because the administrator is on campus regularly, he/she should attempt to
reschedule a conflicting observation when possible.

b. Two observations on the same day for the same employee are not permitted.
c. Observed personnel are asked to accept that some scheduling conflicts may arise

despite best efforts to avoid them.  Observed personnel should notify administration
as soon as they are aware of a scheduling conflict.

d. The observed employee will notify the administrator of any absence and/or change
(immediate or long-term) that may affect the observation process.

e. Make every effort to allow observed personnel returning from extended leaves of
absence and those newly hired two (2) weeks before conducting any observations.

3. Maintain the integrity of the observation and ensure that observed lessons/sessions reflect
authentic practice of the observed personnel.

a. Lessons/sessions may not be planned by persons other than the observed employee.
b. Observed lessons/sessions may not be repeated for multiple observations.
c. Observed lessons/sessions should not be rehearsed with students prior to the

observation.
d. Observed personnel will not remove students prior to or during the observation

except for just cause.
e. Students not regularly assigned to the class should not be added to the class for

observations.
f. Classes that are not regularly combined may not be combined for observations.
g. Teachers who teach multiple subjects will be observed in various content areas.
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4. Adhere to district policy that no part of the observation process may be recorded (audio or
video).

5. Use the journal. All observed personnel may document feedback and/or comments
regarding the observation or observation report by going to the journal section in LTM.  The
journal is not a vehicle for discussion, but is viewed by observers at the end of the year
when determining final evaluation ratings.

6. If an itinerant employee requests observations from the administrator of a non-payroll site, the non-
payroll site administrator will complete the requested observation and provide feedback to the
employee.  The non-payroll site administrator will email completed ratings/feedback to
GreatTeachers (CC employee) to be uploaded into the employee's LTM portfolio by the Human
Resources Department.  This data will be considered by the payroll site administrator and peer
evaluator when completing the final evaluation.

Formal Observation Protocols 
In addition to the General Observation Protocols, the following are specific to the formal 
observation process: 

1. Work collaboratively to schedule a formal observation.
a. Make every attempt to allow notice of two (2) business days prior to a formal

observation.

a. Email should be checked regularly and scheduling requests should be responded to
in a timely manner.  If an observed employee does not respond to scheduling
requests prior to the observation timeframe provided according to protocols, the
administrator will conduct the formal observation within the noted timeframe as
allowable by the administrator’s schedule.

a. If an observed employee is absent from work for the scheduled observation, the
parties should work together to reschedule as close to the original date as possible.
If the observed employee is again absent from work for the rescheduled
observation, the administrator may proceed with an unannounced observation.

b. If an unexpected scheduling conflict arises, the observed employee will notify the
administrator at least one (1) business day in advance.

c. Observed personnel will communicate to their administrator the length of the
lesson/session to be observed, up to a maximum of sixty (60) minutes.

2. The administrator will offer a pre-observation conference for all formal observations.
Observed employees may decline a pre-observation conference if they feel it is not needed.
However, if the administrator feels that the pre-conference is needed in order to accurately
rate Domain 1, the conference will be held as scheduled.

3. Observed personnel, with the exception of technology resource teachers, are asked to
complete the pre-observation form (Self-Appraisal in LTM) pertinent to their role at the
beginning of each observation cycle and submit at least one (1) business day prior to the
scheduled observation.
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4. Adhere to established guidelines regarding guests during observation. Any person(s) not
regularly assigned to the observation setting are not permitted to be present during the
observation cycle (pre-observation conference, observation, post-observation conference),
which may include, but not limited to, academic coaches, resource teachers, interns,
practicum students, students’ parents, guest speakers, and other observers (excluding
calibrators). Observed personnel should ensure that no such visitors are present for the
observation.

5. If an observer enters the room while an observation is in progress by an initial observer, the
second observer shall not conduct an observation.

6. To allow adequate time for employee reflection, post-observation conferences should not
be held on the same day as the observation unless requested by the teacher and agreed to
by the administrator.

7. Discussions during the post-observation conference will center on, and be limited to,
highlighting Areas of Strength and Areas of Focus that, if developed or refined, would
enhance or improve professional best practices and learning opportunities for students.
Ratings will not be discussed during the post-observation conference as they are not
finalized until after the conference is completed.

8. Observed personnel and administrators should work together to develop the Next Steps
that can be taken to enhance academic goals and improve student learning. Taking notes
during the post-observation conference is encouraged to maintain the integrity of the
discussion. A written paper copy of the observation summary will not be provided at the
post-observation conference.  The summary will be available in LTM following the
observation cycle.

9. Best practice is to complete and upload (in LTM) the rubric ratings and observation
summary form in a timely manner, within ten (10) business days of the post-observation
conference.  Administrators will include comments for each component rated Exemplary or
Requires Action and for component 4a, Reflecting on Teaching.

Informal Observation Protocols 
In addition to the General Observation Protocols, the following are specific to the informal 
observation process: 

1. Best practice for informal observations is to observe and rate both Domain 2 and Domain 3.
If the administrator elects not to do both domains, he/she should complete Domain 2 when
there are concerns regarding the classroom/professional environment OR Domain 3 when
there are no concerns with the classroom/professional environment.  Administrators may
not complete Domain 2 and Domain 3 from the same lesson as separate observations.

2. Administrators should make it clear to the observed employee upon arrival that he/she is
conducting an informal observation.  Administrators do not provide a notification window
for informal observations.
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3. Every attempt should be made to avoid two informal observations on the same day for an
observed employee.

4. The administrator should not conduct an informal observation if he/she enters the room to
find adults who are not regularly assigned to the observation setting or if, at the observer’s
discretion, the classroom activity does not support the observer’s ability to rate the selected
domain(s).  Note: An observer may conduct an observation if a video or other media lesson
is being conducted, as those reflect academic content.

5. Administrators will include comments for all ratings assigned in an informal.
6. Best practice is to complete and upload (in LTM) the rubric ratings and corresponding

comments within ten (10) business days of the informal observation.
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3. Other Indicators of Performance

Directions:  

The district shall provide: 

• The additional performance indicators, if the district chooses to include such additional
indicators pursuant to s. 1012.34(3)(a)4., F.S.;

• The percentage of the final evaluation that is based upon the additional indicators; and
• The scoring method, including how it is calculated and combined [Rule 6A-5.030(2)(d),

F.A.C.].

Examples include the following: 

• Deliberate Practice - the selection of indicators or practices, improvement on which is
measured during an evaluation period

• Peer Reviews
• Objectively reliable survey information from students and parents based on teaching

practices that are consistently associated with higher student achievement
• Individual Professional Development Plan
• Other indicators, as selected by the district

Peer/Mentor Evaluation (25%): 
Each teacher will be evaluated by a Peer/Mentor Evaluator. Mentor Evaluators will evaluate all first 
and second year teachers. Peer Evaluators will evaluate all other teachers. This evaluation will be 
based primarily on classroom observations. The peer/mentor will also incorporate informal 
observations and items in the journal space by the teacher. Peers/Mentors evaluate all of the 
components in Domains 1, 2, and 3 of the evaluation rubric (See “Charlotte Danielson Framework for 
Teaching” section), and Component 4a. 
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Peer Observation & Evaluation Protocols 
Peer evaluators and observed personnel will adhere to the following protocols in order to 
foster and maintain a collaborative, productive, and positive experience for all instructional 
employees whose evaluation includes peer observation. 

All peer evaluators and observed personnel are expected to 

1. Work collaboratively and with professionalism throughout the observation process.
a. Peer evaluators will maintain confidentiality with discussions and documents

involved in the observation process.
b. Peers will refrain from observing or evaluating personnel with whom a conflict of

interest exists.  Peers will not work at school sites where family members are
employed or attend.

c. Peers may not serve as a professional reference for observed personnel.

2. Work collaboratively to schedule an observation cycle that is convenient for both
parties.

a. Emails should be checked regularly and scheduling requests should be made and
responded to in a timely manner.

b. Peers will make every effort to allow observed personnel returning from
extended leaves of absence, those newly hired, and those starting a new course
two (2) weeks before conducting any observations.

c. If an observed employee cancels a scheduled observation twice, the peer will
conduct the formal observation as allowable by the peer’s schedule; all efforts
will be made to accommodate the observed employee’s original scheduling
requests.

d. If an observed employee does not respond to peer scheduling requests prior to
the observation timeframe provided according to protocols, the peer will
conduct the formal observation within the noted timeframe as allowable by the
peer’s schedule.

3. Avoid administration scheduling conflicts. Observations by peer evaluators and
administrators cannot be completed on the same day or for the same activity.

4. Schedule pre‐observation conferences. Although pre‐conferences are optional, it is
strongly recommended that pre‐observation conferences are conducted as opting out
may affect ratings.

5. Communicate respectfully with each other.
a. If a scheduling conflict arises, please notify the peer evaluator at least one (1)

business day in advance.
b. The observed employee will notify the peer of any absence and/or change

(immediate or long‐term) that may affect the observation process.
c. Observed personnel will communicate to their peer evaluator the length of the

lesson/session to be observed, up to a maximum of sixty (60) minutes.
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6. Accommodate calibrations. Peers will participate in periodic calibrations. Please be
advised that assigned peers may be accompanied by another peer for calibration
purposes.

7. Adhere to district policy that no part of the observation process may be recorded (audio
or video).

8. Submit forms in a timely manner. Observed personnel, with the exception of technology
resource teachers, are asked to complete the pre‐observation form (Self‐Appraisal in
LTM) pertinent to their role at the beginning of each observation cycle and submit at
least one (1) business day prior to the scheduled observation.

9. Maintain the integrity of the observation and ensure that observed lessons/sessions
reflect authentic practice of the observed personnel.

a. Lessons/sessions may not be planned by persons other than the observed
employee.

b. Observed lessons/sessions may not be repeated for multiple observations.
c. Observed lessons/sessions should not be rehearsed with students prior to the

observation.
d. Observed personnel will not remove students prior to or during the observation

except for just cause.
e. Students not regularly assigned to the class should not be added to the class for

observations.  Students’ regular service delivery schedules should be maintained
regardless of the observation schedule.

f. Classes that are not regularly combined may not be combined for observations.
g. Teachers who teach multiple subjects will be observed in various content areas.

10. Adhere to established guidelines regarding guests during observation. Any person(s) not
regularly assigned to the observation setting are not permitted to be present during the
observation cycle (pre‐observation conference, observation, post‐observation
conference), which may include, but not limited to, academic coaches, resource
teachers, interns, practicum students, students’ parents, guest speakers, and other
observers (excluding calibrators). Observed personnel should ensure that no such
visitors are present for the observation.

11. During the formal observation cycle, review and discuss a summary of the observation.
Discussions during the post‐observation conference will center on, and be limited to,
highlighting areas of Areas of Strength and Areas of Focus that, if developed or refined,
would enhance or improve professional best practices and learning opportunities for
students. Ratings will not be discussed during the post‐observation conference as they
are not finalized until after the conference is completed.

12. Work together to develop the Next Steps that can be taken to enhance academic goals
and improve student learning. Taking notes during the post‐observation conference is
encouraged to maintain the integrity of the discussion. A written paper copy of the
observation summary will not be provided at the post‐observation conference.  The
summary will be available in LTM following the observation cycle.
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13. Upload information in Lawson Talent Management in a timely manner. Peers will 
complete and upload (in LTM) the rubric ratings and observation summary form within 
ten (10) business days with the goal of five (5) business days of the post‐observation 
conference. For a formal observation, comments will be included for each component 
rated Exemplary or Requires Action and for component 4a, Reflecting on Teaching.  For 
an informal observation, comments will be included for each rated component. 

14. Follow the guidelines of informal observations, including: 
a. The duration of an informal observation is 20‐30 minutes. 
b. Peer evaluators will send observed employees a notification email outlining the 

five (5) business day window of time they will be at the school conducting 
informal observations.  The notification email will be no less than one (1) 
business day, but no more than two (2) weeks, prior to the first day of the 
observation window. 

c. Peer evaluators will make every effort to comply with the given observation 
window.  However, if the peer evaluator is unable to complete the informal 
observation during the notified window, he/she will send a new notification 
email with a new observation window once the informal observation is 
rescheduled. 

d. Observed personnel do not complete a self‐appraisal for informal observations. 
e. The peer evaluator will send a communication email within two (2) business days 

of the informal observation.  The email will inquire as to any events that 
occurred prior to or during the observation that may have impacted what was 
observed.  The observed employee’s response is optional, but must be received 
by the peer within two (2) business days from when the initial email was sent to 
receive consideration. 

15. Use the journal. All observed personnel may document feedback and/or comments 
regarding the observation or observation report by going to the journal section in LTM.  
The journal is not a vehicle for discussion, but is viewed by observers at the end of the 
year when determining final evaluation ratings. If a response is required, please email 
the assigned peer. 
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4. Summative Evaluation Score 

Directions: 

The district shall provide: 

• The summative evaluation form(s); and  
• The scoring method, including how it is calculated and combined; and  
• The performance standards used to determine the summative evaluation rating. 

Districts shall use the four performance levels provided in s. 1012.34(2)(e), F.S. 
[Rule 6A-5.030(2)(e), F.A.C.]. 

District Submission: 

• The summative evaluation form(s) and scoring method are presented below: 
 

VAM Category Classification 
Points Used in 

Final Summative 
Score Calculation 

4 Highly Effective 40-34 
3 Effective 33.99-17.50 

2 Needs 
Improvement/Developing 17.49-15.00 

1 Unsatisfactory 14.99-0  
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Non-State VAM Assessment 

(this will be used for assessments that don’t 
have a conversion chart listed within the 

document) 

Categorical Score = Points 

76 – 100% growth, 
achievement, or proficiency on 

any non-VAM assessment 
Highly Effective 40-34 

51 – 75% growth, achievement, 
or proficiency on any non-VAM 

assessment 
Effective 33.99-17.50 

26 – 50% growth, achievement, 
or proficiency on any non-VAM 

assessment 

Needs 
Improvement/Developing 

17.49-15.00 

0 – 25% growth, achievement, 
or proficiency on any non-VAM 

assessment 
Unsatisfactory 14.99-0  
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• The performance categories are listed below: 

Performance Levels 
FLDOE rating 
HCPS rating 

Highly Effective 
Level 4 or 5 

Effective 
Level 3 

Needs Improvement 
Level 2 

Unsatisfactory 
Level 1 
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5. Additional Requirements 

Directions: 

The district shall provide: 

1) Confirmation that the district provides instructional personnel the opportunity to 
review their class rosters for accuracy and to correct any mistakes [Rule 6A-
5.030(2)(f)1., F.A.C.] 

2) Documentation that the evaluator is the individual who is responsible for supervising 
the employee. An evaluator may consider input from other personnel trained in 
evaluation practices. If input is provided by other personnel, identify the additional 
positions or persons. Examples include assistant principals, peers, district staff, 
department heads, grade level chairpersons, or team leaders [Rule 6A-5.030(2)(f)2., 
F.A.C.]. 

3) Description of training programs and processes to ensure that all employees subject to 
an evaluation system are informed on evaluation criteria, data sources, 
methodologies, and procedures associated with the evaluation before the evaluation 
takes place, and that all individuals with evaluation responsibilities and those who 
provide input toward evaluation understand the proper use of the evaluation criteria 
and procedures [Rule 6A-5.030(2)(f)3., F.A.C.]. 

4) Description of processes for providing timely feedback to the individual being 
evaluated [Rule 6A-5.030(2)(f)4., F.A.C.]. 

5) Description of how results from the evaluation system will be used for professional 
development [Rule 6A-5.030(2)(f)5., F.A.C.]. 

6) Confirmation that the district will require participation in specific professional 
development programs by those who have been evaluated as less than effective as 
required by s. 1012.98(10), F.S. [Rule 6A-5.030(2)(f)6., F.A.C.]. 

7) Documentation that all instructional personnel must be evaluated at least once a year 
[Rule 6A-5.030(2)(f)7., F.A.C.]. 

8) Documentation that classroom teachers are observed and evaluated at least once a year 
[Rule 6A-5.030(2)(f)8., F.A.C.]. 

9) Documentation that classroom teachers newly hired by the district are observed 
and evaluated at least twice in the first year of teaching in the district pursuant to 
s. 1012.34(3)(a), F.S. [Rule 6A-5.030(2)(f)8., F.A.C.]. 

10) Documentation that the evaluation system for instructional personnel includes 
opportunities for parents to provide input into performance evaluations when the 
district determines such input is appropriate, and a description of the criteria for 
inclusion, and the manner of inclusion of parental input [Rule 6A-5.030(2)(f)9., 
F.A.C.]. 

11) Identification of teaching fields, if any, for which special evaluation procedures and 
criteria are necessary [Rule 6A-5.030(2)(f)10., F.A.C.]. 

12) Description of the district’s peer assistance process, if any. Peer assistance may be part 
of the regular evaluation system, or used to assist personnel who are placed on 
performance probation, or who request assistance, or newly hired classroom teachers 
[Rule 6A-5.030(2)(f)11., F.A.C.]. 
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District Submission: 
 
1)   Instructional personnel are provided the opportunity to review their class rosters for 

accuracy and to correct any mistakes. Below is the confirmation the district provides 
instructional personnel the opportunity to review their class rosters for accuracy and 
to correct any mistakes. 

2) The district uses a multi-rater evaluation system. Teachers are evaluated by an 
administrator and peer or mentor evaluator. Assistant principals and district content 
supervisors also provide input through the observation process. 

3) The district offers professional development regarding the evaluation process and tool 
in numerous ways. First is through the New Teacher Orientation provided for all 
teachers new to the district. Additionally, there are five onboarding sessions provided 
in the first semester for teachers new to the district with experience. There are 
numerous observation/evaluation rubric trainings also offered throughout the year. 
All evaluators in the district must be recertified each year. The district contracts with 
Cambridge Education as the external calibrator for all observer evaluators. 

4) Within the observation protocols, all observed personnel are provided written feedback 
related to their instructional practice through the Lawson Talent Management System 
employee space. This feedback is available within 5-10 business days following the 
formal or informal observation. 

5) Within the Professional Development System, teachers can locate trainings tied to 
each of the components on the observation/evaluation rubric. Site principals receive 
extensive reports throughout the year to make site based decisions related to 
professional development needs as well as differentiating this for individual teachers. 
Below is an example of the next steps information principals can access in real time 
for all instructional staff members: 
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6) For those evaluated as less than effective, site based and district support is provided. 
There is a specific process through the Assistance Plan which includes suggested 
professional development to enhance instructional practice and student achievement 
outcomes. Below is are two examples of this support:  
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7) All instructional personnel will be evaluated at least once a year.   
8) Classroom teachers are observed and evaluated at least once a year. Below is the 
documentation that classroom teachers are observed and evaluated at least once per year: 
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9) Classroom teachers newly hired by the district are observed and evaluated at least twice in 
the first year of teaching in the district. See above as this verifies teachers newly hired by the 
district are observed and evaluated at least twice in the first year of teaching in the district. 
See additional information below regarding the fall evaluation process from the Teacher 
Evaluation Handbook and Human Resources Calendar: 
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10) The district uses a parent input form for principals to consider feedback for performance 
evaluations. The sample form is below: 

  
11) N/A 
12) All year 1 and 2 teachers without prior teaching experience are assigned a mentor who works 
closely with them. Additionally, teachers who are less than effective can request additional peer 
assistance. An example of the request form is below: 
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6. District Evaluation Procedures 

Directions: 

The district shall provide evidence that its evaluation policies and procedures comply with 
the following statutory requirements: 
 

1) In accordance with s. 1012.34(3)(c), F.S., the evaluator must:  
 submit a written report of the evaluation to the district school superintendent 

for the purpose of reviewing the employee’s contract [Rule 6A-5.030(2)(g)1., 
F.A.C.]. 

 submit the written report to the employee no later than 10 days after the 
evaluation takes place [Rule 6A-5.030(2)(g)2., F.A.C.]. 

 discuss the written evaluation report with the employee [Rule 6A-
5.030(2)(g)3., F.A.C.]. 

 The employee shall have the right to initiate a written response to the 
evaluation and the response shall become a permanent attachment to his or 
her personnel file [Rule 6A-5.030(2)(g)4., F.A.C.]. 

2)  The district shall provide evidence that its evaluation procedures for notification of 
unsatisfactory performance comply with the requirements outlined in s. 1012.34(4), 
F.S. [Rule 6A-5.030(2)(h), F.A.C.]. 

3)  Documentation the district has complied with the requirement that the district school 
superintendent shall annually notify the Department of any instructional personnel 
who receive two consecutive unsatisfactory evaluations and shall notify the 
Department of any instructional personnel who are given written notice by the 
district of intent to terminate or not renew their employment, as outlined in s. 
1012.34(5), F.S. [Rule 6A-5.030(2)(i), F.A.C.].  
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District Submission: 
 
1) Below is additional information regarding the district evaluation system: 

 
Additional information regarding the Evaluation Review Procedure is below: 
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From the Teacher Contract is the language regarding the employee’s right to submit a written 
response to the evaluation and this will become a permanent attachment: 

 

2) See example below for notification regarding less than effective performance: 
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3) See example below of notification: 
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Hillsborough County Public Schools verifies the following: 
• The evaluator must submit a written report of the evaluation to the district 

school superintendent for the purpose of reviewing the employee’s contract.   
• The evaluator must submit the written report to the employee no later than 10 

days after the evaluation takes place.  
• The written evaluation report will be discussed with the employee.  
• The employee shall have the right to initiate a written response to the evaluation 

and the response shall become a permanent attachment to his or her personnel 
file.   

 
Hillsborough County Public Schools requires notification of unsatisfactory performance in 
compliance with the requirements outlines in s. 1012.34(4).  
 
Hillsborough County Public Schools’ school superintendent will annually notify the 
Department of any instructional personnel who receive two consecutive unsatisfactory 
evaluations and shall notify the Department of any instructional personnel who are given 
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written notice by the district of intent to terminate or not renew their employment, as outlined 
in s. 1012.34(5), F.S.  
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7. District Self-Monitoring 

Directions: 

The district shall provide a description of its process for annually monitoring its evaluation 
system. The district self-monitoring shall determine the following: 

• Evaluators’ understanding of the proper use of evaluation criteria and procedures, 
including evaluator accuracy and inter-rater reliability; [Rule 6A-5.030(2)(j)1., 
F.A.C.] 

• Evaluators provide necessary and timely feedback to employees being evaluated; 
[Rule 6A-5.030(2)(j)2., F.A.C.] 

• Evaluators follow district policies and procedures in the implementation of evaluation 
system(s); [Rule 6A-5.030(2)(j)3., F.A.C.] 

• Use of evaluation data to identify individual professional development; [Rule 6A-
5.030(2)(j)4., F.A.C.] 

• Use of evaluation data to inform school and district improvement plans [Rule 6A-
5.030(2)(j)5., F.A.C.]. 

 

District Submission: 

Please see School Board Policy 3220 below: 

 

The district personnel and principals meet annually to review the Instructional Evaluation 
System to determine compliance with the Florida Statute. The team usually meets in the summer 
of each year to evaluate the effectiveness of the system. During the review, the team determines 
if:  
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• The evaluator understands of the proper use of evaluation criteria and procedures, 
including evaluator accuracy and inter-rater reliability.  

• The evaluator provides necessary and timely feedback to the employees being evaluated.  
• The use of evaluation data is used to identify individual professional development.  
• The use of evaluation data is used to inform school and district improvement plan.  

 

The team looks at the performance evaluation results from the prior school year for all 
instructional personnel using the four levels of performance. The performance evaluation results 
for instructional personnel are disaggregated by classroom teacher and all other instructional 
personnel; by school site; and by instructional level. School grades and state and local 
assessment data are also reviewed by school and district and compared to the performance 
evaluation data. Results of this data analysis are used by individual schools and the district to set 
school improvement goals and plan for individual, school and district professional development 
activities.  

 

Changes and revisions to the teacher evaluation system will be recommended. All substantial 
revisions will be reviewed and approved by the district school board before being used to 
evaluate teachers. 
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Appendix A – Checklist for Approval 

Performance of Students  

The district has provided and meets the following criteria: 
 
For all instructional personnel: 

 The percentage of the evaluation that is based on the performance of students 
criterion. 

 An explanation of the scoring method, including how it is calculated and 
combined. 

 At least one-third of the evaluation is based on performance of students. 
 
For classroom teachers newly hired by the district: 

 The student performance measure(s). 
 Scoring method for each evaluation, including how it is calculated and 

combined. 
 
For all instructional personnel, confirmed the inclusion of student performance: 

 Data for at least three years, including the current year and the two years 
immediately preceding the current year, when available. 

 If less than the three most recent years of data are available, those years for 
which data are available must be used. 

 If more than three years of student performance data are used, specified the 
years that will be used. 

 
For classroom teachers of students for courses assessed by statewide, standardized 
assessments: 

 Documented that VAM results comprise at least one-third of the evaluation.  
 For teachers assigned a combination of courses that are associated with the 

statewide, standardized assessments and that are not, the portion of the 
evaluation that is comprised of the VAM results is identified, and the VAM 
results are given proportional weight according to a methodology selected by 
the district. 

 
For all instructional personnel of students for courses not assessed by statewide, standardized 
assessments: 

 For classroom teachers, the district-determined student performance 
measure(s) used for personnel evaluations. 

 For instructional personnel who are not classroom teachers, the district-
determined student performance measure(s) used for personnel evaluations. 

 
Instructional Practice  

The district has provided and meets the following criteria: 
 
For all instructional personnel: 

 The percentage of the evaluation system that is based on the instructional 
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practice criterion. 
 At least one-third of the evaluation is based on instructional practice. 
 An explanation of the scoring method, including how it is calculated and 

combined. 
 The district evaluation framework for instructional personnel is based on 

contemporary research in effective educational practices. 
 
For all instructional personnel: 

 A crosswalk from the district's evaluation framework to the Educator 
Accomplished Practices demonstrating that the district’s evaluation system 
contains indicators based upon each of the Educator Accomplished Practices. 

 
For classroom teachers: 

 The observation instrument(s) that include indicators based on each of the 
Educator Accomplished Practices. 

 
For non-classroom instructional personnel: 

 The evaluation instrument(s) that include indicators based on each of the 
Educator Accomplished Practices. 

 
For all instructional personnel: 

 Procedures for conducting observations and collecting data and other evidence 
of instructional practice. 

 
Other Indicators of Performance  

The district has provided and meets the following criteria: 
 

 Described the additional performance indicators, if any. 
 The percentage of the final evaluation that is based upon the additional 

indicators.  
 The scoring method, including how it is calculated and combined.  

 
Summative Evaluation Score  
 
The district has provided and meets the following criteria: 
 

 Summative evaluation form(s). 
 Scoring method, including how it is calculated and combined. 
 The performance standards used to determine the summative evaluation rating 

(the four performance levels: highly effective, effective, needs 
improvement/developing, unsatisfactory). 

 
Additional Requirements 

The district has provided and meets the following criteria: 
 

 Confirmation that the district provides instructional personnel the opportunity 
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to review their class rosters for accuracy and to correct any mistakes. 
 Documented that the evaluator is the individual who is responsible for 

supervising the employee. 
 Identified additional positions or persons who provide input toward the 

evaluation, if any. 
 
Description of training programs: 

 Processes to ensure that all employees subject to an evaluation system are 
informed on evaluation criteria, data sources, methodologies, and procedures 
associated with the evaluation before the evaluation takes place.  

 Processes to ensure that all individuals with evaluation responsibilities and 
those who provide input toward evaluation understand the proper use of the 
evaluation criteria and procedures. 

 
Documented: 

 Processes for providing timely feedback to the individual being evaluated.  
 Description of how results from the evaluation system will be used for 

professional development.  
 Requirement for participation in specific professional development programs 

by those who have been evaluated as less than effective.  
 All instructional personnel must be evaluated at least once a year. 
 All classroom teachers must be observed and evaluated at least once a 

year.  
 Newly hired classroom teachers are observed and evaluated at least twice 

in the first year of teaching in the district. 
 

For instructional personnel: 
 Inclusion of opportunities for parents to provide input into performance 

evaluations when the district determines such input is appropriate.  
 Description of the district’s criteria for inclusion of parental input. 
 Description of manner of inclusion of parental input. 
 Identification of the teaching fields, if any, for which special evaluation 

procedures and criteria are necessary. 
 Description of the district’s peer assistance process, if any. 

District Evaluation Procedures 

The district has provided and meets the following criteria: 
 

 That its evaluation procedures comply with s. 1012.34(3)(c), F.S., including: 
 That the evaluator must submit a written report of the evaluation to the 

district school superintendent for the purpose of reviewing the employee’s 
contract. 

 That the evaluator must submit the written report to the employee no later 
than 10 days after the evaluation takes place. 

 That the evaluator must discuss the written evaluation report with the 
employee. 

 That the employee shall have the right to initiate a written response to the 
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evaluation and the response shall become a permanent attachment to his 
or her personnel file. 

 That the District’s procedures for notification of unsatisfactory performance 
meet the requirement of s. 1012.34(4), F.S. 

 That district evaluation procedures require the district school superintendent to 
annually notify the Department of any instructional personnel who receives 
two consecutive unsatisfactory evaluations and to notify the Department of 
any instructional personnel who are given written notice by the district of 
intent to terminate or not renew their employment, as outlined in s. 1012.34, 
F.S. 

District Self-Monitoring 

The district self-monitoring includes processes to determine the following: 
 

 Evaluators’ understanding of the proper use of evaluation criteria and 
procedures, including evaluator accuracy and inter-rater reliability. 

 Evaluators provide necessary and timely feedback to employees being 
evaluated. 

 Evaluators follow district policies and procedures in the implementation of 
evaluation system(s). 

 The use of evaluation data to identify individual professional development. 
 The use of evaluation data to inform school and district improvement plans. 
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