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Region 14 Public Schools 
Educator Evaluation Program 

 
 
Mission Statement:  

 The Region 14 community ensures an engaging and positive 
learning environment where every student is valued as a respected 
contributing member of society, who graduates prepared to meet the 
challenges of a rapidly changing world.   
 

Region 14 Core Beliefs: 

We believe:  

• All students can learn, have unique gifts, and deserve the opportunity to 
pursue their individual learning potential 

• Our community benefits when all have a sense of ownership and 
responsibility in our schools 

• Learning and decision-making are built upon collaborative and supportive 
relationships 

• We must prepare students to utilize appropriate technologies and provide 
instruction that prepares students for a changing world 

• Adaptation and growth are critical attributes of 21st century success and are 
everyone’s responsibility 
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Section 1: Overview 
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Introduction 
 
Public Act 12-TPA 12-116 was signed into law by Governor Dannel P. Malloy on May 15, 2012.  
Provisions include new requirements for the evaluation of teachers to be developed and 
implemented by local and regional boards of education in August 2013.    
 
 

Guiding Principles 
 
The Connecticut Core Requirements for Educator Evaluation are based on the following guiding 
principles:  
 

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

 
• Educator evaluation is standards-based, using the Connecticut Common Core of Teaching 

for teacher evaluation, Common Core of Leading: Connecticut Leadership Standards for 
administrator evaluation, and National Pupil Personnel Services standards documents for 
evaluation of educators in pupil services; 

 
• Connecticut’s Common Core Standards, The Connecticut Framework: K-12 Curricular 

Goals and Standards, as well as locally-developed curriculum standards are the basis for 
establishing outcomes at the district and school levels; 

 
• The Core Requirements foster continuing collaborative dialogue around teaching and 

learning in order to increase student academic growth and development; 
 

• The Core Requirements clearly connect professional learning to the outcomes of the 
evaluation process. 
 

Design Principles 
 

The following principles have been built into Region 14 new evaluation system:  
 

• The Connecticut Common Core of Teaching (CCT) Rubric for Effective Teaching 
 
• Summative and Formative measures and supports of teacher performance: The 

Region 14 Educator Evaluation Program balances summative measurements with regular 
and strong formative support and on-going instructional conversation about teaching, 
learning and teacher practice in a design that leads to teacher growth and the development 
of teacher proficiency and effectiveness. 
 

• Multiple, standards-based measures of performance:  The summative portion of the 
Evaluation Program uses multiple sources of information and evidence in a design that is 
intended to result in a fair, accurate and balanced picture of teacher performance. 
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• Dialogue about student learning: This Evaluation Program seeks to deepen the 
professional conversations between and among teachers and the administrators who are 
their evaluators.  The dialogue will occur frequently and will focus on what students are 
learning.  Instructional conversations will address how teachers and administrators can 
continue to support teaching and learning. 

 
• Aligned professional development, coaching, and feedback to support teacher 

growth: Teachers will receive feedback and professional development that targets the 
individual needs of their classrooms and students.   

 
System Overview 

 
The evaluation framework consists of multiple measures to provide a comprehensive picture of 
teacher performance.  All teachers will be evaluated in two major categories: (1) Teacher 
performance and practice related indicators, and (2) Student related/learning outcomes 
indicators.  There are four components under those categories as shown below. 
 
Teacher Performance & Practice Indicators 

• Observation of teacher performance (40% of teacher rating) 
• Parent feedback (10% of teacher rating) 

 
Learning Outcomes Indicators 

• Student Learning Outcomes (45% of teacher rating) 
• Whole-School Goal (5% of teacher rating) 

 
Categories and Indicators 

 

     
 
 

 
 
 

Whole-school 
goal 
(5%) 

Student 
Learning 
Outcomes 

(45%) 

Parent 
Feedback 

(10%) 

Professional  
Practice 
(40%) 

 

Learning Outcomes Teacher Performance 
& Practice 
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FOUR-LEVEL MATRIX RATING SYSTEM 

The CT Guidelines for Educator Evaluation require the use of the following definitions to 
describe teacher performance:   
 

Exemplary: substantially exceeds the indicators of performance; 
Proficient: meets the indicators of performance;  
Developing: meets some indicators of performance but not others;  
Below Standard: does not meet indicators of performance. 

 
“Performance” means progress as defined by the specified indicators.  Progress must be 
demonstrated by evidence.  The indicators (or IAGDs) must be mutually agreed upon by the 
educator and evaluator. 
 
The educators in Region 14 believe that teachers want a clearer, concrete description of 
performance along this continuum.  The Teacher Evaluation Committee clarified the definitions 
above by addressing the domains of effective instruction as outlined in the 2014 version of 
Connecticut Common Core of Teaching Rubric for Effective Teaching:  2) Classroom 
Environment and Commitment to Learning; 3) Planning for Active Learning; 4) Instruction for 
Active Learning;  6) Professional Responsibilities and Teacher Leadership.   
*Note:  Domain 1:  Content and Essential Skills and Domain 5:  Assessment are embedded in 
each of the other domains and is not rated separately. (See appendix for specific domains.)  The 
plan includes two closely related rubrics:  one for use by teachers with traditional classroom 
assignments and one for teachers who serve in a student support role such as school counselors, 
library media specialists, and instructional coaches.  The Student Support Specialist rubric is 
aligned with the traditional rubric but includes slight variations to reflect the differences in job 
duties and expectations for educators who do not have traditional classrooms, but rather serve a 
“caseload” of students, staff and/or families.  For the purposes of this plan, the term “rubric” will 
be inclusive of both versions. 
 
As a teacher becomes more experienced and performs at higher levels, s/he has a more wide-
reaching impact on students, the school, and the larger school community.  With this in mind, the 
Region 14 evaluation system clarifies the four definitions of teacher effectiveness in the 
following manner: 
 

Exemplary: A teacher whose performance is exemplary works both independently and 
with colleagues as s/he advances student and teacher learning, school improvement, and family 
engagement in the educational process as these apply to the larger school community. 

 
Proficient: A teacher whose performance is proficient works both independently and 

with colleagues as they advance student and teacher learning, school improvement, and family 
engagement in the educational process as these apply to students within their collective sphere of 
influence. 

 
Developing: A teacher whose performance is developing follows set patterns of practice, 

usually led by others, that help the teacher to advance student and teacher learning, school 
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improvement, and family engagement in the educational process, as these apply to his/her own 
students.  

 
Below Standard: A teacher whose performance is below standard shows little or no use 

of practices that lead him/her to advance student and teacher learning, school improvement and 
family engagement in the educational process. 

 
 
 

Managing the Process 
 
The four components of this process will be identified and managed collaboratively by 
evaluators and educators through two key activities.  The first activity will be the observation 
cycle.  The development and management of a Professional Growth Plan, through which student 
learning outcomes, a whole school goal, and the parent feedback goal will be monitored and 
rated, is the second activity.   
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Section 2: Teacher 
Performance and Practice 

 
 

Teacher Performance and Practice comprises 50% of the overall annual summative rating for 
each teacher.  The Teacher Performance and Practice portion of the annual summative rating 
consists of two components: 2a. Observation Process (40%) and 2b. Parent Feedback (10%) 
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2a. Observation Process 

 
The Teacher Performance and Practice component is comprised of multiple observations.  
Observations will be conducted and data will be collected using the CT CCT Rubric for 
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Effective Teaching.  Following observations, evaluators provide teachers with specific feedback 
to improve teaching and learning.   
 

  
The Connecticut Common Core of Teaching Rubric for Effective Teaching 

 
   The CCT rubric defines for Connecticut’s educators the key aspects of effective teaching that 
are correlated with student learning and achievement, as articulated in research and professional 
literature.   
 

The CCT Rubric provides a scale of 
performance descriptors across levels, ranging 
from Below Standard to Exemplary, that 
provide insight into educators’ daily practice 
and which reflect the complexity of the actions 
and decisions that they make.  These descriptors    
prompt teachers to develop learning 
environments that are student-centered and 
foster student responsibility for their own 
learning with the support and encouragement of 
the teacher. 
 

By using the CCT Rubric continuum as a 
reference point for teachers to improve their 
own craft, educators will build on the research 
that currently defines effective instructional 
practices, while using language and examples 
that lead us to applications of those principles in 
the learning environments of the near future. 
This process applies across the arc of an 
educator’s career, beginning in teacher preparation, continuing through the induction process and 
use of the TEAM Program’s Performance Profiles and ultimately in the teacher evaluation and 
professional growth process.  This CCT Rubric continuum is a beginning step toward a 
transformation of teaching and learning that can help every Connecticut student meet the 
demands of a highly competitive, global and ever-changing world.   
 
 The CCT Rubric supports the connection between the evaluation of practice and the 
development of professional learning goals and plans. Educators at all levels, from beginning 
teachers to veterans, from classroom educators to administrators, should emerge from the 
practical use of the CCT Rubric Continuum with common language and understandings about 
effective teaching and learning in a digital learning environment.  In accordance with the 
Standards for Professional Learning, evaluation of the practice of educators must be done with 
the intent of enriching collaboration, communication, and community to pave the way for school 
improvement and success for all students. 
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The 2010 Common Core of Teaching contains six domains.  The first domain relates to 
foundational knowledge, skills and perspectives (evidence of this is observed through the 
remaining domains), domains two through five focus on preparation and execution of the 
learning experience (evidence of assessment is observed in planning and instruction), and 
the sixth domain reflects professional responsibilities of educators in a culture dedicated 
to the continuous improvement of learning.  A teacher practice model has been created 
that is consistent with the state’s historic language conventions, the TEAM process, and 
most of Connecticut’s post-secondary teacher preparation programs.   

 

While the CCT Rubric provides the necessary framework for 
evaluation, no instrument alone will change practice. The 
success of educators and the evaluation system is a 
function of the quality of the conversations and 
collaborations among educators, and the 
integrity with which they engage in the 
processes of observation, evaluation, 
and professional learning.  As the 
graphic illustrates, through cycles of 
reflection, goal-setting, data collection, 
and reflective action, facilitated by 
standards-based professional learning and 
effective collaboration among educators at 
all levels, changes in professional practice 
leads to improvement of student learning and 
positive outcomes for all students.   
 
 
 
 

 
 

The Observation Process 
 
The Region 14 Public Schools Educator Evaluation Program recognizes that multiple in-class 
observations are necessary in order to gather evidence of and provide feedback on teacher 
practice.  Observations do not have to cover an entire lesson.  Partial observations can provide 
valuable information.  Summative observations that contribute to the formal evaluation of 
teachers are supplemented and enhanced by formative observations and supports that contribute 
significantly to teacher growth and to the development of teaching proficiencies.  This Support 
and Evaluation plan recognizes and values the formative components of the process as much as 
the summative. 
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Summative Observations: 
 

Formal Observations:  Formal observations should be at least 30 minutes long, in-class, 
and include a pre-observation conference, a post-observation conference, and written and verbal 
feedback.      
 

Pre-Observation Conferences: 
 
Pre-observation conference meetings are valuable for giving context to the lesson.  They provide 
an opportunity for teachers and evaluators to discuss important variables such as class 
composition, students with special needs, and lesson design.   Pre-conferences are optional for 
observations except in formal observations.  Every attempt will be made to schedule the pre-
observation conference within five school days of the scheduled observation. 
 

Post-Observation Conferences: 
 

Post-observation conference meetings provide a forum for reflecting on the observation and 
supporting the teacher’s ongoing improvement.  A post-observation conference should include 
the following:  
 

• An opportunity for the teacher to share and discuss his/her self-assessment of the lesson 
observed 

• Objective evidence used to identify the teacher’s successes, improvements to be made, 
and where future observations may focus 

• Written and/or verbal feedback from the evaluator (formal observations must contain 
both) 

• Timely written and verbal feedback   
 
Observations are intended to lead to meaningful feedback to help teachers improve practice.  
Pre- and post-conferences should include deep professional conversations about teaching and 
learning. Every attempt will be made to schedule the post-observation conference within ten 
school days of the scheduled observation. 
 
Informal observations:  Informal observations should be at least 15 minutes long, in-class and 
include a post-observation conference, and written and verbal feedback.  Informal observations 
may be pre-planned or unannounced.  
 
 

Non-Classroom Reviews of Practice (observations) 
 
All professional endeavors that are relevant to teachers’ instructional practices may be 
considered as part of their performance evaluations.  Reviews of Practice may be pre-planned or 
unannounced.  These interactions may include, but are not limited to the following:  
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Review of documents 
• Review lesson/unit plans developed by teacher 
• Review assessments developed by teacher 
• Review curriculum documents developed by teacher 
• Review records of parent communications or contacts 

 
Observation  

• Participation in grade level, department or team meeting 
• Participation in Planning & Placement Team (PPT) 
• Participation in 504 meeting 
• Participation in Student Consultation Team (SCT)/Intervention/SRBI Team 
• Observe mentoring or coaching of peers 
• Observe delivery/facilitation of professional learning activity 
• Participation in school-wide event 
• Participation in school or district committee 
• Participation in Professional Learning Community or data team 

 
 

Formative Observations and Supports: 
 

• Coach/Peer Observation/Support:  Instructional Coaches, Department Chairs and/or 
teacher peers visit classrooms to observe and provide feedback, model instructional 
practice, or collaborate with teachers about instruction. 

 
• Professional Learning Community, Common Planning, and Lesson Review: PLC’s 

meet regularly to plan instruction, review, critique and design lessons, analyze student 
data, and engage in instructional conversations.   

 
• Instructional Conversations:  Administrators, coaches, department heads and teacher 

peers engage teachers in frequent and sustained conversations about instruction, learning 
and teacher effectiveness in classrooms.   
 

Required Observations 
 
Different numbers of minimum observations will take place according to each teacher’s 
experience, prior ratings, needs and goals.  Ultimately, the evaluator will determine how 
many observations are necessary in order to obtain a solid understanding of each teacher’s 
performance.  The tables below outline observation minimums for teachers with different levels 
of experience and performance.  It is important to note that, following the first year of teaching 
in Region 14, each teacher will fall into two categories: an experience category and a 
performance category.  The number of observations for any evaluation cycle following that first 
year shall be the higher number of observations from either category.  In a case where the 
number of required observations is the same, but the distribution between formal and informal 
differs, it shall be at the discretion of the evaluator to determine the balance of formal and 
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informal observations. Please note that a formal in-class observation includes a pre-observation 
conference and a post-observation conference.  
 

 
Performance Category Minimum Number of Observations 
Exemplary Educator At least 1 formal in-class observation every 

three years and 
At least  1 review of practice 
 
For other years, formal observation will be 
replaced by three informal observations 

Proficient Educator At least 1 formal in-class observation every 
three years and 
At least  1 review of practice 
 
For other years, formal observation will be 
replaced by three informal observations 

Developing Educator At least 3 formal in-class observations  
At least 2  informal in-class observations or 
reviews of practice 

Below Standard Educator At least 3 formal in-class observations  
At least 3  informal in-class observations or 
reviews of practice 
 

Sample cycle for all teachers with Proficient or Exemplary Summative rating in 2015: 
 
2015-16:  three informal observations (in-class, post conference) and one review of practice 
(non-classroom, post conference) 
 
2016-17: three informal observations (in-class, post conference) and one review of practice (non-
classroom, post conference). 
 
2017-18: one formal (pre-conference, in-class observation, post conference) and one review of 
practice (non-classroom, post conference) 
 

Experience Category Minimum Number of Observations 
Beginning/New to Region 14 Educator 
(1st and 2nd Year of Teaching in Region 14) 

At least 3 formal in-class observations  
At least 1 informal in-class observation or 
review of practice    

Intermediate Educator 
(non-tenured 3rd and 4th year teachers) 
Who have received a rating of Proficient or 
Exemplary 

At least 2 formal in-class observations  
At least 1   informal in-class observation or 
review of practice   

Tenured Educator Refer to Performance Category 
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Note:  A teacher who enters the year with a Proficient or Exemplary rating may receive a formal 
observation in that year if one of the scheduled informal observations or the review of practice 
results in a concern about the teacher’s practice. 
Should a Proficient or Exemplary teacher not maintain the rating at the summative conference, 
the teacher would return to the schedule of observations that corresponds with the new rating. 
 
 
The following table more fully describes each category of educator and identifies the 
components of the evaluation cycle: 
 

Category: Description: Participants: Components: 
The  

Beginning 
Educator: 

 

The district recognizes the many 
challenges facing a teacher at the 
start of his or her teaching career.  
This phase is designed to provide 
structured support, 
encouragement and constructive 
feedback for non-tenured 
educators and experienced 
educators new to the school 
system.  
 

Teachers new to Region 14  
(This includes non-tenured 
educators in the first and 
second year of their career as 
well as more experienced 
educators in their first and 
second year of service in 
Region 14.) 

• Minimum of four 
observations both 
years 

• At least three of the 
four observations are 
formal in-class 
observations 

• Complete State 
TEAM requirements 
(non-tenured 
educators only) 

• Development of a 
Professional Growth 
Plan 

• Annual submission 
of Educator 
Reflection 

The 
Intermediate 

Educator:   
 

The district recognizes the need 
to provide structured support, 
encouragement and constructive 
feedback for non-tenured 
educators.   
 

Third and fourth year non-
tenured educators in Region 
14  who received a previous 
rating of proficient or 
exemplary as determined by 
their last summative rating 
 

• Minimum of three 
observations both 
years  

• At least two of the 
three observations 
must be formal  

• Development of a 
Professional Growth 
Plan 

• Annual submission 
of Educator 
Reflection form 

The 
Exemplary 
Educator: 

 

It is expected that very few 
educators will be included in this 
category. The district recognizes 
educators whose overall 
performance is deemed 
exemplary and who assume 
positive leadership roles within 
the school system and the 
profession.   

Educators rated as Proficient 
as determined by their last 
summative rating 
 

• Minimum of one 
formal every three 
years with three 
informals in other 
years plus one 
review of practice 

• Development of a 
Professional Growth 
Plan 
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 • Annual submission 
of Educator 
Reflection form 

 
 

The  
Proficient 
Educator: 

 

It is expected that the majority of 
tenured educators will be in this 
category.  The district recognizes 
the value of continued 
professional growth, which is 
emphasized at this level.   
 

Educators rated as Proficient 
as determined by their last 
summative rating 
 

• Minimum of one 
formal every three 
years with three 
informals in other 
years plus one 
review of practice 

• Development of a 
Professional 
Growth Plan 

• Annual 
submission of 
Educator 
Reflection form 

The 
Developing 
Educator: 

 

It is expected that some 
educators may require additional 
support in order to succeed in the 
classroom.   Additional 
observations and feedback are 
intended to provide the 
Developing Educator with the 
assistance needed to reach 
proficiency.  It is expected that 
educators who are rated as 
Developing for consecutive years 
will exceed the minimum 
numbers of observations 
(particularly informal 
observations) noted above, and 
that they may receive additional 
supports form other professionals 
within the school or district.  
These professionals may include: 
department heads, colleagues, 
district specialists, or 
instructional coaches. 

Educators rated as 
Developing as determined 
by their last summative 
rating  
 

• Minimum of four 
observations per year 

• At least two of these 
five observations 
must be formal 

• Development of a 
Professional Growth 
Plan 

• Annual submission 
of Educator 
Reflection form 

 

The Below 
Standard 
Educator  

 

The district recognizes the 
importance of providing clear, 
constructive feedback to teachers 
and establishing intervention 
strategies to support those who 
are not meeting expectations.  
Any teacher placed in this 
category will work cooperatively 
with their administrator to 
develop and implement a highly 

Educators rated as Below 
Standard as determined by 
their last summative rating.   
 
Unsatisfactory levels of 
performance that are not 
fully corrected during the 
timelines of the professional 
intervention plan may lead 
to a recommendation for 

• Minimum of six 
observations per year 

• At least three of 
these six 
observations must be 
formal 

• Development of a 
Professional 
Intervention Plan 

• Development of a 
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structured and individualized 
professional intervention plan, 
including a timeline.   

termination. 
 

Professional Growth 
Plan 

• Annual submission 
of Educator 
Reflection form 

Please note that a formal in-class observation includes a pre-observation conference and a post-
observation conference. 

Observation Ratings   
 
During observations, evaluators may script or take evidence-based notes describing what 
occurred in the classroom. Evidence-based notes are factual, (e.g., the teacher asked students to 
cite evidence from the text) not judgmental (e.g., the teacher used good comprehension 
strategies). Evidence is aligned with component(s) within the four domains of the 2014 CCT 
Rubric (Environment, Planning, Instruction, Professional Responsibilities).  Evaluators may also 
choose to digitally recorder segments of the lesson for discussion during the post-conference.  
Video records will not be retained as part of the permanent record.  It is also appropriate for the 
observer to look at student work or interact with students in order to collect evidence about 
instructional practice. 
 
Evaluators are not required to provide an overall rating for each observation, but should provide 
ratings and evidence for indicators that are observed.  Instructional conversations in post 
conference with teachers should focus on the descriptors in the  CCT Rubric and the rubric 
should be used as a developmental tool, focusing the conversation between educator and 
evaluator on the question, “What changes in planning or what teacher moves would shift 
performance to the right on the rubric?”  Strategies for improvement should be discussed at the 
individual component, domain, and overall levels. 
 
 

 
Appeal Process 

 
The right of appeal is available to all educators.  In the belief that the purpose of the evaluation 
process is to maximize instruction to improve student learning, it is expected that most 
disagreements between the evaluator and the educator will be addressed through the normal 
process outlined for each phase.  However, if there is a dispute in which the evaluator and 
educator cannot agree on objectives, evaluation period, evaluation phase, feedback and/or the 
professional growth plan, the educator may submit a formal appeal request.  
 
The educator will submit within five working days an appeal request that clearly states the issue 
of disagreement and the particular phase or part of the evaluation process that is open to 
disagreement.  This appeal request is sent to the Superintendent of Schools with a copy to the 
evaluator. 
 
The Superintendent of Schools will deliver a decision within ten working days.  The decision of 
the Superintendent is final. 
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Training and Calibration 
 
 

All new evaluators will attend a recognized CSDE/RESC sponsored proficiency and calibration 
training aligned with the district’s   CCT Rubric to become proficient evaluators.  For an 
evaluator who has not demonstrated proficiency, he/she will be assigned a proficient mentor who 
will coach and work with him/her on the process until such time she/him achieves proficiency. 
To assure ongoing calibration, all evaluators will participate in regular calibration activities each 
school year.  
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Section 2b: Parent Feedback/Peer Feedback 
 
Parent feedback will be solicited through whole-school parent surveys.  Surveys will be 
anonymous and may be administered on-line and/or be sent/mailed home.  The parent survey 
will be administered annually and trends analyzed from year to year. 

 
Review of Results 

 
Principals will review the parent survey results to identify areas of need and to set school-wide 
parent engagement goals based on survey results. Surveys used to capture Parent or Peer 
feedback will be anonymous and demonstrate fairness, reliability, validity and usefulness. 
 

Parent Feedback Goal 
 
Once school-level goals have been set, teachers will select one of the goals to pursue as part of 
their evaluation (with final approval from their evaluator).  Goals may include improving 
communication with parents, helping parents become more effective in support of homework, 
improving parent-teacher conferences, etc.   
 

Targets 
 
Teachers will set improvement targets related to the goal they select.  For instance, if the goal is 
to improve parent communication, a target may be specific to sending more regular 
correspondence to parents (e.g. bi-weekly updates, new website, newsletter, etc.). 
 
The evaluator will ensure that the individual goal is related to the overall school improvement 
parent goal and that the targets are realistic. 



22 
 

 
Measuring Progress 

 
There are two ways a teacher can measure and demonstrate progress on growth targets: 
 

(1) Measure evidence of implementation to address an area of need. 
 

(2) Collect evidence directly from parents.  For example, a teacher could conduct 
interviews with parents or conduct a brief parent survey to assess growth in the target 
area. 

 
Final Parent Feedback Goal Rating 

 
The Parent Feedback Goal rating is intended to reflect the degree to which a teacher successfully 
reaches the individual parent goal and improvement targets.  This is accomplished through a 
review of evidence provided by the teacher.  A rating is determined based on the below scale:  
 
 

Level Rating Definition 
4 Exemplary Exceeded the goal 
3 Proficient Met the goal 
2 Developing Partially met the goal 
1 Below standard Did not meet the goal 
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2c. Final Teacher Performance and Practice Rating 
 
The final Teacher Performance and Practice rating is determined by the evaluator, following 
discussion with the educator, by holistically reviewing evidence from all observations across the 
six domains of the CCT Rubric and the Parent Feedback Goal.   
 
For instance: 
An Educator who is rated as proficient in four of six domains across the full year of observations, 
is rated as exemplary in one domain and as developing in one domain, and who has met the 
parent feedback goal established for the year would, by the preponderance of evidence, receive 
an overall Performance and Practice rating of Proficient (3) for the year.  See Below. 
 
 

Domain  Preponderance of Evidence 

Domain 1 (embedded) 
Domain 2 Proficient 
Domain 3 Exemplary 
Domain 4 Developing 
Domain 5 (embedded) 
Domain 6 Proficient 
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See example below for Domain 2… 
 
 
 
 
 
 
 
 

1. Average components within each domain to a tenth of a decimal to calculate domain 
level scores of 1.0 – 4.0, and average domain scores along with Parent Feedback Goal 
(detailed in the next section) rating to a tenth of a decimal to calculate the overall Teacher 
Performance and Practice rating. 
 
 

 
 

 
 
 
 
 

 
 

3.  Refer to the Rating Table below to determine final Teacher Practice rating. 
 

Rating Table 
Teacher Practice 
Indicators Points 

Teacher Practice 
Indicators Ratings 

1 - 1.5 Below Standard 
1.6 - 2.5 Developing 
2.6 - 3.4 Proficient 
3.5 – 4.0 Exemplary 

 
 
 

Parent Feedback Goal Proficient 
Overall rating Proficient 

Domain 2 Rating Evaluator’s Score 
2a Developing 2 
2b Developing 2 
2c Proficient 3 
2d Exemplary 4 

Domain  Averaged Score 
Domain 2 2.8 
Domain 3 2.6 
Domain 4 3.0 
Domain 5 2.9 
Domain 6 2.7 
Parent Feedback Goal 3.0 
Overall 2.8 
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Section 3 Learning Outcomes 

3a. Student Learning Outcomes 
3b. Whole School Goal 
3c. Final Learning Outcomes Rating 

 
 

Learning Outcomes comprise 50% of the overall annual summative rating for each teacher.  The 
Learning Outcomes portion of the annual summative rating consists of two components: Student 
Learning Outcomes and the Whole School Goal components.   
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Section 3a: Student Learning Outcomes 

 
The Student Learning Outcomes component is comprised of goals set and monitored 
collaboratively between the educator and the evaluator.  Each teacher and his or her evaluator 
must mutually agree on the goals and indicators of academic growth and development 
(IAGDs).  These goals will be set and monitored across a series of conferences and will be rated 
in a summative review at the conclusion of the year.   

 
Performance Conferences 

 
The teacher and evaluator will engage in three performance conferences during an evaluation 
cycle.  One will occur at the beginning; one in the middle of the year; and one at the end of the 
year.  The purpose of the conferences is to clarify expectations for the evaluation process, set 
goals, provide feedback to each teacher on his/her performance, and identify professional 
development as well as support needs.   
 
Note well: Dates for orientation, goal setting, mid-year review and summative phases may be 
adjusted if the teacher does not work a complete, traditional school year beginning in August 
and ending in June.   
 

Performance Conference 1: Goal-Setting and Planning 
 
Orientation:  The evaluators will meet with teachers, in a group or individually, to discuss the 
evaluation process and their roles and responsibilities.  In this meeting, they will discuss any 
school or district priorities that should be reflected in teacher goals and student learning 
objectives (SLOs).  The orientation will occur no later than October 1 of the school year.  
 
Teacher Reflection and Goal-Setting:  The student goal setting process takes place in 4 phases.  
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The first step in the goal-setting process begins with the start of the school year.  During this 
time, teachers analyze their students’ prior assessment data, progress reports, success plans, etc. 
to learn more about the needs of their students.  The teacher, through mutual agreement with 
his/her evaluator, will develop at least one (1) but not more than four (4) Student Learning 
Objectives.  Should an educator select one Student Learning Objective, multiple indicators of 
growth and development (IAGDs) must be included. If multiple SLOs, each SLO must have at 
least one IAGD. 
 
A standardized indicator should be used where available.  The Region 14 School District 
recognizes that each school is comprised of many different professionals, not all of whom have 
direct influence on standardized indicators.  In those cases, the professional will be assessed 
using two or more non-standardized indicators selected in collaboration with their 
evaluator. 
 
Whether the IAGDs is based on the state assessment or any other standardized test, growth 
should not be determined by a single, isolated standardized test score but rather shall be 
determined through the comparison of data across assessments administered over time. 
A state test can be used only if there are interim assessments that lead to that test, and such 
interim assessments shall be included in the overall score for those teaching tested grades and 
subjects.  
 
Teachers will select indicators that are appropriate to their specific assignment and access to data 
sources. A minimum of one non-standardized indicator must be used in rating 22.5% of IAGDs 
(e.g. performances rated against a rubric, portfolios rated against a rubric, etc.). 
 
Standardized Indicators: 
 
Standardized assessments which are administered to students using a consistent protocol; is 
aligned to academic or performance standards; and broadly administered, nation or statewide, 
may include but are not limited to: 

•  DRP 
• Measures of Academic Progress (MAP) 
• DRA 2 (administered more than once a year) 
• LAS Links 
• Fountas & Pinnel (administered more than once a year) 
• Smarter Balanced* (gr 3-8, 11 only) 
• Advanced Placement exams (College Board) 

 
	  

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

Assess student 
outcomes  

 Monitor students’ 
progress 

Set goals for 
student learning  

Learn about this 
year’s students 
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• Performances rated against a rubric (music performance, art exhibit); 
• Tasks rated against a rubric (constructed projects, student oral work, and other 

written work); 
• Portfolios of student work rated against a rubric; 
• Common curriculum-based assessments, including those constructed by a team of 

teachers; 
• Periodic assessments that document student growth over time (formative 

assessments, diagnostic assessments, district benchmark assessments); 
• Other indicators (teacher developed tests, student work sample, Student Success 

Plan goals, etc.)  
• Curriculum based assessments taken from banks of state-wide or assessment 

consortium assessment item banks. 
 

Student Learning Objectives:  In order to create a SLO, the teacher proceeds as follows:    
 

Step 1:  Decide on the Objective(s). The objective is a broad goal for student learning.  It should 
address a central purpose of the teacher’s assignment and pertain to a large portion of his/her 
students.  It should reflect high standards for student learning and be aligned to grade level or 
course standards.   

 
Step 2: Select Indicators of Academic Growth and Development (IAGD). These are the specific 
evidence with quantitative targets that will demonstrate whether the objective was met.  Each 
SLO must include multiple indicators.  The indicators must specify the following: (a) what 
evidence will be examined; (b) what level of performance is targeted; and (c) what proportion of 
students is projected to achieve the targeted performance level.  For example,  

 
Teacher 
Category 

Student Learning 
Objective 
(SLO) 

Indicators of Academic Growth and 
Development (IAGD) 

8th Grade Writing 
 

My students will master 
critical concepts of 
writing arguments 

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

 
2. 90% of my students will score at the 

grade level benchmark on the school 
on-demand writing assessment [non-
standardized] 

 
High School 
Visual Arts 

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

2. 85% of students will attain a 3 or 4 in 
at least 4 of 5 categories on the 
principles of drawing rubric designed 
by visual art teachers in our district. 
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3. 75% of students will develop a 
portfolio that includes examples of all 
the principles of drawing. 

 
 
Step 3: Provide any additional information requested such as: 

• The rationale for the objective, including relevant standards 
• Any important information about the collection of evidence for indicators 
• The baseline data used to set each indicator 
• Interim assessments used to gauge progress  
• Any training or support the teacher may need to meet the objective 
• Teachers of year-long courses will set student growth goals appropriate for a full year.  

Teachers who teach trimester or semester courses will set student growth goals that are 
appropriate for the duration of the course for each group of students. 

 
 
The teacher and evaluator confer to officially set goals for the school year.  Each teacher and his 
or her evaluator must mutually agree on the goals and indicators of academic growth and 
development (IAGDs) by November 15.  Evaluators will consult the SLO Approval Criteria 
(below) prior to granting approval. 
 

SLO Approval Criteria 
 

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

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

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

 
Performance Conference 2: Mid-Year Check-In 

 
Reflection and Preparation: The evaluator and teacher hold at least one mid-year check-in in 
January or February.  The teacher will collect and reflect on students’ assessment data and other 
sources of evidence to-date about instructional practice and student learning in preparation for 
the check-in.  The evaluator will collect and reflect on teacher observation(s) and/or student 
assessment data prior to the conference. 
 
Mid-Year Conference:  The evaluator and teacher review progress on professional growth 
goals, the student learning objective(s) and performance on each to date.   They may examine 
student work products, interim assessments, or consider other data sources.  If needed, teachers 
and evaluators can mutually agree to revise the SLO and/or the strategies or approaches being 
used.    
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Performance Conference 3: End-of-year Summative Review: 

 
Teacher Self-Assessment: The teacher reviews all information and data collected during the 
year and completes a self-assessment for review by the evaluator.  Teachers will be asked to 
reflect on the following:  
 

• Describe the extent to which each goal was met, citing evidence to support your claim. 
• Describe what you did to produce those results. 
• Describe what you learned and how you will use it to guide your future instruction. 
• List examples of professional experience or professional involvement related to the SLO. 
 

Scoring: The evaluator reviews submitted evidence and self-assessments to generate SLO 
category ratings.  The category ratings contribute to the final, summative rating.  SLO ratings are 
defined as follows:  
 
 
 
 

Level Rating Definition 
4 Exemplary All or most students 

substantially exceeded the 
goal(s)/target(s) in 
indicator(s) 

3 Proficient Most students met the 
goal(s)/target(s) in 
indicator(s) within a few 
points of either side of 
target 

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

1 Below standard Only a few students met the 
targets/goal(s) but 
substantial number did not; 
little progress towards 
goal/target. 

 
The evaluator may score each IAGD separately, and then average those scores for the SLO 
score, or, he/she can look at the results as a body of evidence regarding the accomplishments of 
the objective and score it holistically. 
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If the teacher has selected more than one SLO, the final rating will be based on the average of the 
SLO scores.  (For example, if one SLO was partially met, for 2 points, and the other SLO was 
met, for 3 points, the SLO average score would be 2.5 and rated per the table below.) 
 

Rating Table 
Student Learning 
Outcome (SLO) 
Average Score 

Student Learning 
Outcome (SLO) 

Ratings 
3.5 – 4.0 Exemplary 
2.6 - 3.4 Proficient 
1.6 - 2.5 Developing 
1 - 1.5 

 
Below Standard 

 
End-of-Year Conference: The evaluator and the teacher meet prior to the end of school to 
discuss all evidence collected to date. During or following the conference, the evaluator will 
provide a rating of the teacher’s progress toward meeting the student learning goals and generate 
a summary report of the evaluation before the end of the school year.   
 
If no other standardized assessment measures are available except those provided by the state, 
and if the state assessment data has a significant impact in a final rating, the rating may be 
revised within a reasonable amount of time after the state assessment data has been made 
available after the notification of the impacted teacher 
 
   
 
 Activities Due By: 
Orientation • Review evaluation process 

and discuss school wide 
goals 

October 1 

Performance Conference 1 • Teacher Reflection & Goal 
Development 

• Goal Setting Conversation  

November 15 

Performance Conference 2 • Reflection & Preparation 
• Mid-Year Conference 

January/February 

Performance Conference 3 • Teacher Self-Assessment 
• Rating Determination 
• End-of-Year Conference 

Prior to the end of the 
school year. 
(Final ratings may be 
revised by September 15th of 
the following year under the 
conditions noted above.) 
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 3b. Whole-School Goal 

 
Whole-School Learning Indicators or Student Feedback  

 
Whole-School Goal: An educator’s whole-school goal (5%) will be determined by an aggregate 
rating for multiple student learning indicators established for the building administrator’s 
evaluation rating (45%). Itinerant teachers will be responsible for the school-wide goal at the site 
where the greatest portion of their FTE is assigned for the year. In the event that no School 
Performance Index or other suitable learning indicator is available, the Student Learning 
Outcome will count as 50% of the Student Outcomes component.  
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3c. Final Learning Outcomes Rating 

 
The final Learning Outcomes rating is determined by the evaluator by combining the Student 
Learning Outcomes rating and Whole School Goal rating.  The Student Learning Outcomes 
rating should be recognized as 9/10 of this overall rating, and the whole school goal should be 
recognized as 1/10 of the overall rating in this category.  Determination of the overall Learning 
Outcomes rating will be based on this weighted consideration of these two components. 
 
For instance: 
An Educator who is rated as proficient on one SLO and developing on one SLO would receive 
an average SLO rating of 2.5.  That same educator works in a school that has exceeded the 
Whole School Goal for a rating of 4.  That educator would receive a 2.5 for 9/10th of this rating 
and would receive a 4 for 1/10th of this rating for a total rating of 2.6 and would therefore receive 
an overall Learning Outcomes rating of Proficient (3) for the year.  See below. 
 
 

Rating Table 
Student Learning 
Outcome (SLO) 
Average Score 

Student Learning 
Outcome (SLO) 

Ratings 
3.5 – 4.0 Exemplary 
2.6 - 3.4 Proficient 
1.6 - 2.5 Developing 
1 - 1.5 Below Standard 
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Section IV:  Summative 
Teacher Evaluation Scoring 
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Summative Scoring 
 
The summative teacher evaluation rating will be based on the four components of performance, 
grouped in two major categories: 
 
Teacher Performance and Practice  
1. Observation Cycle (40% of teacher rating) 
2. Parent and/or Peer Feedback Goal (10% of teacher rating) 
 
Learning Outcomes 
3.  Student Learning Outcomes (45% of teacher rating) 
4.  Whole-School Goal (5% of teacher rating) 
 

Illustration of Summative Scoring 
                                                            
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Performance Ratings 

 
Every educator will receive one of four performance ratings:  
 

Level Rating Definition 
4 Exemplary Exceeded indicators of performance 
3 Proficient Met indicators of performance 
2 Developing Partially met indicators of performance 
1 Below standard Did not meet indicators of performance 

 

Observation 
Process 
(40%) 

 

Parent and/or Peer 
Feedback 

(10%) 

Student Learning 
Outcomes 

(45%) 

Whole-School 
Goal 
 (5%) 

 
 
 
 

whole Teacher 
Performance & 
Practice Rating 

(50%) 

Learning Outcomes 
Rating 
(50%) 

All of these factors are combined to reach your 
final annual rating (as described in the CT 

guidelines) 
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Calculating Ratings 
 

1. The final Teacher Performance and Practice rating is determined by the evaluator, 
following discussion with the educator, by holistically reviewing evidence from all 
observations across the domains of the CCT Rubric and the Parent/Peer Feedback Goal.  
Determination of the overall Teacher Practice rating will be based on the preponderance 
of evidence across the seven areas. 

2. The final Learning Outcomes rating is determined by the evaluator by combining the 
Student Learning Outcomes rating and Whole School Goal rating.  The Student Learning 
Outcomes rating should be recognized as 9/10 of this overall rating, and the whole school 
goal should be recognized as 1/10 of the overall rating in this category.  Determination of 
the overall Learning Outcomes rating will be based on this weighted consideration of 
these two components. 

3. Use the summative matrix to determine Summative Rating.  Identify the rating for each 
category and follow the respective column and row to the center of the table.  The point 
of intersection indicates the summative rating.  For the example above, the Teacher 
Practice Indicators rating is Proficient and the Student Related Indicators rating is 
Proficient.  The summative rating is therefore, Proficient.  If the two categories are highly 
discrepant (e.g. a rating of 4 for Teacher Practice and a rating of 1 for Student Related 
Indicators), then the evaluator should examine the data and gather additional information 
in order to make a summative rating.  
 

Rating Matrix 
 

 
Teacher Performance and Practice  

 

    
Le

ar
ni

ng
 O

ut
co

m
es

 

 Exemplary Proficient Developing Below 
Standard 

Exemplary 
 

Exemplary Exemplary 
 

Proficient Gather More 
Info 

Proficient 
 

Exemplary Proficient Proficient Developing 

Developing 
 

Proficient Proficient Developing Developing 

Below Standard Gather More 
Info 

Developing Developing Below 
Standard 
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Definition of Effective and Ineffective Teachers: 
For purposes of definition, teachers will be recognized as proficient if they have consecutive 
ratings of proficient or exemplary with no more than one year of disruption from a developing 
rating.  Non-tenured teachers will be considered effective if they have consecutive ratings of 
proficient or exemplary with no more than one year of disruption from a developing or below 
standard rating. 
 
By contrast, tenured teachers will be considered ineffective if they have two consecutive ratings 
of developing or one year of a below standard rating.  Non-tenured teachers will be considered 
ineffective if they have two consecutive ratings of developing or one rating of below standard. 
 
Dispute Resolution Process:  If a teacher has concerns or disagrees with his/her evaluation 
rating, then he/she may contact the evaluator in writing to identify concerns and request a 
meeting to review the data sources used to calculate the summative rating.  This must occur 
within 5 working days of the receipt of the final summative rating.   
 
If the issue is not resolved at the building level, the teacher may appeal the rating to the 
superintendent within 5 working days of the meeting with the principal. The Superintendent of 
Schools will deliver a decision within ten working days.  The decision of the Superintendent is 
final in the implementation of the Appeal Process. 
 
Process for Developing or Below Standard Educators:  The educator will be notified that 
he/she has received a Developing or Below Standard rating during the summative conference.  A 
subsequent meeting will be scheduled within three working days between the administrator and 
the educator.  The educator shall invite a representative of his/her exclusive bargaining group to 
accompany him/her to this meeting. The plan of individual teacher improvement and remediation 
will be designed in consultation with the evaluator, teacher, and exclusive bargaining group 
representative.  The administrator will review the procedures in the Developing or Below 
Standard category.  The administrator will identify areas of concern, citing evidence collected to 
generate the Developing or Below Standard performance rating.  This evidence may include but 
is not limited to: observations, assessment data, parent or student feedback, examination of 
instructional lessons and/or materials, attendance or tardiness reports, and/or evidence of lack of 
attention to professional responsibilities, and lack of appropriate professional disposition.  The 
administrator will provide feedback to the staff member that he/she will consider as he/she 
contributes to the design of a Professional Intervention Plan.  Final drafting and approval of the 
Professional Intervention Plan will be the responsibility of the Administrator. 
 
Professional Intervention Plan: Within 10 working days from the meeting, the staff member 
will contribute to the design of a Professional Intervention Plan to address each area of concern 
with his or her administrator.  The plan will include the following:  
 

• Action steps/strategies, expected outcomes, resources required, indicators of success and 
a timeline needed for meeting minimum performance expectations. 
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• Other mutually agreed on professionals may become involved to assist the educator.  
These professionals may include department heads, colleagues, district specialists, 
instructional coaches, outside consultants or others.  These individuals will provide 
support only and will not be involved in making the determination of whether the teacher 
has met the desired outcome. 

 
• The Administrator will determine the frequency, schedule of formal and informal 

observations, status reports and summary reports on progress, and the prescribed amount 
of time to succeed.  This schedule will be provided to the staff member in writing. 

 
• The educator will maintain written documentation of progress toward action plan 

objectives. 
 

• All feedback from the evaluator to the educator will be in writing and become part of his 
or her personnel file, which includes a Summative Report. 

 
Outcomes:  An educator placed in the Below Standard category will be expected to make 
progress toward the Proficient category in a reasonable period of time, and in no case should that 
be longer than the completion of the next evaluation cycle.  The Below Standard category is not 
intended to be a continuing status for any educator.   
  
Recommendation:  Upon the predetermined date of review of progress toward meeting 
Professional Intervention Plan Action Steps, or at the latest, at the end of the next evaluation 
cycle, the administrator will make one of the following recommendations to the Superintendent: 
 

• Professional Intervention Plan is met and the educator has earned a “proficient” 
summative rating.  The educator is now in the Proficient Educator category.    

 
• The educator is making progress toward the Professional Intervention Plan but has not 

addressed all areas of concern and has earned a “developing” rating.  The educator will 
continue to receive additional support as consistent with the Developing category.   

 
• The educator has made little to no progress on the Professional Intervention Plan 

objectives.  The staff member will be recommended for termination. 
 

Appeal Process 
 
The right of appeal is available to all educators.  In the belief that the purpose of the evaluation 
process is to maximize instruction to improve student learning, it is expected that through 
dialogue and a review of the evidence that the evaluator and the educator will be able to agree on 
a performance rating.  However, if there is a case in which the evaluator and educator cannot 
agree on a rating level, the educator may request that the final rating be calculated as follows:  
 

1.  Evaluator holistically reviews evidence collected through observations and 
interactions and uses professional judgment to determine component ratings for each of 
the components.   
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By the end of the year, evaluators should have collected a variety of evidence on teacher 
practice from the year’s observations and interactions.  Evaluators analyze the data for 
consistency, trends, and significance to determine a rating for each of the components.  
 

Evaluation-Informed Professional Learning 
 
The district will provide professional learning opportunities for teachers based on the individual 
or group of individuals’ needs that are identified through the evaluation process.  The district will 
utilize a combination of teacher-designed, teacher-led sessions, administrator-designed and 
facilitated sessions, outside consultants working onsite for presentations or job-embedded 
training, access to out-of-district conferences and workshops, and online professional 
development resources such as the learning marketplace in Bloomboard.  Learning outcomes for 
professional learning will be clearly linked to improved student learning results, observations of 
professional practice, and the results of stakeholder feedback. 

 
Career Development and Growth 

 
The district will encourage teachers who are rated Proficient and Exemplary to serve as models 
and leaders for their peers through a variety of mechanisms.  These teachers will be offered 
opportunities for observing and providing feedback for their peers, mentoring or coaching early 
career teachers, leading professional learning communities for their peers, and access to training 
programs for differentiated career pathways such as executive leadership or multiple 
endorsements, including National Board Certification. 
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Appendix 
 

Timeline 
Forms 

  
 

CT Common Core of Teaching Rubric: 
http://www.connecticutseed.org/wp-

content/uploads/2014/05/CCT_Rubric_for_Effective_Teaching-May_2014.pdf  
 

 

Student and Educator Support Specialists’ 
CCT-aligned Rubric: 
http://www.connecticutseed.org/wp-
content/uploads/2013/09/SESS_CCT_Rubric_9-19-13.pdf  
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CCT	  RUBRIC	  FOR	  EFFECTIVE	  TEACHING	  2014	  -‐	  AT	  A	  GLANCE	  

DOMAIN	  1:	  
Classroom	  Environment,	  
Student	  Engagement	  and	  
Commitment	  to	  Learning3	  

	  
DOMAIN	  2:	  
Planning	  for	  Active	  Learning	  

Teachers	  promote	  student	  
engagement,	  independence	  and	  
inter-‐dependence	  in	  learning	  and	  
facilitate	  a	  positive	  learning	  
community	  by:	  

1a.	  Creating	  a	  positive	  learning	  
environment	  that	  is	  responsive	  
to	  and	  respectful	  of	  the	  
learning	  needs	  of	  all	  students	  

1b.	  Promoting	  developmentally	  
appropriate	  standards	  of	  
behavior	  that	  support	  a	  
productive	  learning	  
environment	  for	  all	  students;	  
and	  

1c.	  Maximizing	  instructional	  time	  
by	  effectively	  managing	  
routines	  and	  transitions.	  

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

2a.	  Planning	  instructional	  content	  
that	  is	  aligned	  with	  standards,	  
builds	  on	  students’	  prior	  
knowledge	  and	  provides	  for	  
appropriate	  level	  of	  challenge	  
for	  all	  students;	  

2b.	  Planning	  instruction	  to	  
cognitively	  engage	  students	  
in	  the	  content;	  and	  

2c.	  Selecting	  appropriate	  
assessment	  strategies	  to	  
monitor	  student	  progress.	  

DOMAIN	  3:	  
Instruction	  for	  Active	  
Learning	  

DOMAIN	  4:	  
Professional	  Responsibilities	  
and	  Teacher	  Leadership	  
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Evidence	  Generally	  Collected	  Through	  Non-‐Classroom
	  Observations/Reviews	  of	  Practice	  

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

3a.	  Implementing	  instructional	  
content	  for	  learning;	  

3b.	  Leading	  students	  to	  construct	  
meaning	  and	  apply	  new	  
learning	  through	  the	  use	  of	  
a	  variety	  of	  differentiated	  and	  
evidence-‐based	  learning	  
strategies;	  and	  

3c.	  Assessing	  student	  learning,	  
providing	  feedback	  to	  students	  
and	  adjusting	  instruction.	  

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

4a.	  Engaging	  in	  continuous	  
professional	  learning	  to	  impact	  
instruction	  and	  student	  learning;	  

4b.	  Collaborating	  with	  colleagues	  
to	  examine	  student	  learning	  
data	  and	  to	  develop	  and	  
sustain	  a	  professional	  learning	  
environment	  to	  support	  
student	  learning;	  and	  

4c.	  Working	  with	  colleagues,	  students	  
and	  families	  to	  develop	  and	  
sustain	  a	  positive	  school	  climate	  
that	  supports	  student	  learning.	  
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Region 14 Timelines 
 

(Source: CREC’s Quick Guide to Teacher Evaluation/CSDE SEED Document – 12/12 revised document) 
 

Goal Setting and Planning 
• Orientation 
• Teacher Reflection and Goal 

Setting 
• Goal Setting Conferences 

Mid Year Check-In 
• Review goals and performance 
• Mid – Year Conference 

End of Year Review 
• Teacher self-assessment 
• Scoring 
• End of year conference 

By November 15 January/February  By June 30 
 

Date Teacher Administrator 
July/August •  • Review process 

• Review student data 
• Review parent survey data 
• Admin Goal Setting and plan 

development 
September • Conducts data Review: 

standardized assessments, district 
benchmark results, parent survey 
results, etc. 

• Orientation to Teacher Evaluation 
Process 

• Teacher Reflection (Draft a 
proposed performance and practice 
goal, parent feedback goal, SLO, 
student feedback goal) 

• Identify school district priorities 
(SIP) and student learning 
objectives (SLO’s) 

• Evidence collection 
• Orient teachers to the process 
• Begin teacher conferences 
• Conduct observations** 

October 15 • Goal setting and planning – target 
date 

 

• Collect evidence about the 
teacher’s practice to support 
review 

November 15 • Complete goal setting and submit 
goals  

• Final approval of goals 
• Conduct observations** 

November/December • Work on the work 
• Maintain professional learning log 

• Conduct observations** 

January/February • Mid-year check in conference 
• Work on the work 
• Professional learning log 

• Mid-year Formative Assessment – 
make revisions if needed 

March/April • Work on the work 
• Collect artifacts 
• Collect student data 

• Admin self-assessment 
• Parent survey 
• Stakeholder survey 
• APRIL 1 – Non-tenure summative 

reports due to Superintendent 
May • Evidence collection 

• Teacher self-reflection 
• End of year conference 
• state results (SBAC 2015+) 

• Preliminary summative assessment 
• End of year conferences with 

teachers 
• Report status of teacher 

evaluations to local/regional board 
of education by June 1 

June 30  • End of year summative reports 
completed – report to CSDE by 
June 30   

July/August  • Revise teacher summative reports, 
if needed 

 
 
 

 
SEE FORMAT IN BLOOMBOARD 
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Region 14 Public Schools - Form A-Teacher Goal-Setting (Standardized Assessments) 
Student Learning Objective 

  
Teacher Name: 
 

School: 
 
Grade: 
 
Subject: 

Date: 
 
# of students covered by this 
SLO: 
 
% 0f students covered by this 
SLO: 

 
Student Learning Objective (SLO): 
 
 
Rationale for Objective 

(1) Why was objective chosen?    (2)  What specific Connecticut and/or national standards 
does it address? 

 
 
 
 
Indicator(s) of Academic Growth and Development (IAGD) 
An IAGD is evidence you use to determine success in achieving the SLO.  One standardized IAGD is required.  Additional 
IAGDs are optional.  Please number the IAGD(s) and clearly indicate the targeted performance expectation for the selected 
students.  An indicator should represent at least one year’s growth and/or mastery of grade level content standards. 
 
 
 
 
Baseline Data/Background Information 
Please include what you know about the targeted students’ performance, skills, and achievement levels at the beginning of the 
year (relevant to this SLO) as well as any additional student data or background information that you used in setting your 
objective.  Provide this information for each indicator, if specific pre-test or baseline data are available. 
 
 
 
Strategies/Actions to Achieve the SLO 
 
 
 
(Include additional strategies as needed) 
Interim Assessments 
What interim assessments do you plan to use to gauge student progress toward this SLO? 
 
Data Collection/Assessment of Progress Toward Achieving the SLO 
What data will you collect to assess progress toward achieving the SLO? 
 
Note:  Please indicate when standardized results are available. 
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Professional Learning Support 
What professional learning and/or other type of support would help you to achieve this SLO? 
 
 
 
 
 
Priority of Content 
Objective is deeply relevant to teacher’s assessment and addresses a large proportion of his/her students. 
Teacher Comments: 
 
 
Evaluator Comments: 
 
 
Quality of Indicators 
Indicators provide specific, measureable evidence and allow judgment about students’ progress over the school year or semester. 
Teacher Comments: 
 
 
Evaluator Comments: 
 
Rigor of Objective 
Objective is attainable, but ambitious and represents at least one year’s student growth (or appropriate growth for a shorter 
interval of instruction). 
Teacher Comments: 
 
 
Evaluator Comments: 
 
 
Signatures (to be completed after discussion of SLO) 

o Revisions Required                                                             Resubmit by: 
Approved: 
  
Teacher                                                                                                Date 
 
Evaluator                                                                                                                  Date 
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SEE FORMAT IN BLOOMBOARD 
Region 14 Public Schools - Form B-Teacher Goal-Setting (Non - Standardized 

Assessments) 
Student Learning Objective 

  
Teacher Name: 
 

School: 
 
Grade: 
 
Subject: 

Date: 
 
# of students covered by this 
SLO: 
 
% 0f students covered by this 
SLO: 

 
Student Learning Objective (SLO): 
 
 
Rationale for Objective 

(2) Why was objective chosen?    (2)  What specific Connecticut and/or national standards 
does it address? 

 
 
 
 
Indicator(s) of Academic Growth and Development (IAGD) 
An IAGD is evidence you use to determine success in achieving the SLO.  One standardized IAGD is required.  Additional 
IAGDs are optional.  Please number the IAGD(s) and clearly indicate the targeted performance expectation for the selected 
students.  An indicator should represent at least one year’s growth and/or mastery of grade level content standards. 
 
 
 
 
Baseline Data/Background Information 
Please include what you know about the targeted students’ performance, skills, and achievement levels at the beginning of the 
year (relevant to this SLO) as well as any additional student data or background information that you used in setting your 
objective.  Provide this information for each indicator, if specific pre-test or baseline data are available. 
 
 
 
Strategies/Actions to Achieve the SLO 
 
 
 
(Include additional strategies as needed) 
Interim Assessments 
What interim assessments do you plan to use to gauge student progress toward this SLO? 
 
Data Collection/Assessment of Progress Toward Achieving the SLO 

(1) How will you collect and score evidence for you IAGDs? 
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Professional Learning Support 
What professional learning and/or other type of support would help you to achieve this SLO? 
 
 
 
 
 
Priority of Content 
Objective is deeply relevant to teacher’s assessment and addresses a large proportion of his/her students. 
Teacher Comments: 
 
 
Evaluator Comments: 
 
 
Quality of Indicators 
Indicators provide specific, measureable evidence and allow judgment about students’ progress over the school year or semester. 
Teacher Comments: 
 
 
Evaluator Comments: 
 
Rigor of Objective 
Objective is attainable, but ambitious and represents at least one year’s student growth (or appropriate growth for a shorter 
interval of instruction). 
Teacher Comments: 
 
 
Evaluator Comments: 
 
 
Signatures (to be completed after discussion of SLO) 

o Revisions Required                                                             Resubmit by: 
Approved: 
  
Teacher                                                                                                Date 
 
Evaluator                                                                                                                  Date 
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SEE FORMAT IN BLOOMBOARD 
Region 14 Public Schools Form C-Teacher Goal Setting 

Teacher Performance and Practice Goals (40%) 
  

Teacher Name:                                                                                    Date: 
School:                                                Grade:                                      Subject: 

 
Performance and Practice Goal: 
 

• The Teacher Performance and Practice observation rating comprises 40% of end-
of-year summative rating.  Using relevant student learning data, a self-assessment of 
performance and practice relative to the CCT Rubric feedback from your principal, 
previous professional development and survey data, establish 1-3 areas of 
professional growth.  Goals should have a clear link to student achievement and 
move teachers toward Proficient or Exemplary.  This plan should anchor and be 
responsive to professional growth conversations throughout the year. 

• Goals should be SMART Goals:  Specific and Strategic, Measureable, Aligned and 
Attainable, Results-Oriented and Time Bound. 

 
Performance and Practice Goal #1 

 
Action Steps and  
Data to Collect 

Date and Evidence Date and Evidence Date and Evidence 

1.  
 
 
 
 

  

2.  
 
 
 
 
 

  

3.  
 
 
 

  

4.  
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Performance and Practice Goal #2 

 
Action Steps and  
Data to Collect 

Date and Evidence Date and Evidence Date and Evidence 

1.  
 
 
 
 
 
 

  

2.  
 
 
 
 
 
 
 

  

3.  
 
 
 
 
 

  

4.  
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Performance and Practice Goal #3 

 
Action Steps and  
Data to Collect 

Date and Evidence Date and Evidence Date and Evidence 

1.  
 
 
 
 
 
 
 
 
 

  

2.  
 
 
 
 
 
 
 
 
 
 

  

3.  
 
 
 
 
 
 
 
 

  

4.  
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SEE FORMAT IN BLOOMBOARD 
Region 14 Public Schools - Form D-Teacher Goal Setting:  Parent Feedback (10%) 

 
Teacher Name:                                                                                    Date: 
School:                                                Grade:                                      Subject: 

 
Parent Engagement Goal (10%): 

(1)  Principals and teachers should preview parent survey results at the beginning of the 
school year to identify areas of need and set general parent engagement goals based on 
the survey results.  After school level goals have been set, you and your evaluator will 
collaborate to determine one parent related goal to pursue.  Possible goals include 
communication with parents, helping parents become more effective in support of 
homework, improving parent-teacher conferences, etc. 

 
 
 
 
 
 
 
 
 
Growth/Improvement Targets: 

(1) Set growth/improvement targets related to your goal.  There are two ways you can 
measure and demonstrate progress on your growth targets. 
(a) You can choose to measure how successfully you implement a strategy to address an 

area of need, and/or 
(b) You can collect evidence directly from parents to measure parent-level indicators you 

generate.  For example, you might conduct interviews with parents or a brief parent 
survey to see how well you have met your target goal. 

 
Evaluator Approval: 

o Goal is related to overall school improvement parent goals. 
o The improvement targets are ambitious but achievable. 

 
Teacher                                                                                                    Date 
 
Evaluator                                                                                                  Date 

 
 
 
 
 

 
 

 



53 
 

 
Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 

Performance and Practice  
 

This is a sample note-taking form that can be used to collect evidence while observing 
classrooms.  The component column allows the note-taker to align or code the evidence to 
relevant components of the CCT Rubric. 

 
Teacher Name:                                                                                    Date: 
School:                                                Grade:                                      Subject: 

 
Pre – Observation Conference Notes: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Post-Observation Conference Notes: 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Note – Taking Form: 
 
Time Teacher Action Student Action Component 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Note – Taking Form: 
 
Time Teacher Action Student Action Component 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Component Rating and Feedback Form 
 
 CCT Domain 1:  Content and Essential Skills 

v Knowledge and performance related to “Content and Essential Skills” are 
embedded in other Domains. 

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

Performance Levels 
Exemplary (4) 
Proficient (3) 
Developing (2) 
Below Basic (1) 

Feedback 

1a. Creating a positive learning 
environment that is responsive to 
and respectful of the learning 
needs of all students 
 
 

 
 
 
 
 
 

 

1b. Promoting developmentally 
appropriate standards of 
behavior that support a 
productive learning environment 
for all students 
 
 

 
 
 
 
 
 

 

1c. Maximizing instructional time 
by effectively managing routines 
and transitions 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 

Performance and Practice   
 
 
Rubric Domain 2:  Planning for 
Active Learning 

Performance Levels 
Exemplary (4) 
Proficient (3) 
Developing (2) 
Below Basic (1) 

Feedback 

2a. Planning of instructional 
content that is aligned with 
standards, builds on students’ 
prior knowledge and provides an 
appropriate level of challenge for 
all students 

 
 
 

 

 
 
 
 
 
 

 

2b. Planning instruction to 
cognitively engage students in the 
content 

 
 
 
 
 
 

 

 
 
 
 
 
 

 

2c. Selecting appropriate 
assessment strategies to monitor 
student progress 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Rubric Domain 3:  Instruction for 
Active Learning 

Performance Levels 
Exemplary (4) 
Proficient (3) 
Developing (2) 
Below Basic (1) 

Feedback 

3a.  Implementing instructional 
content for learning 
 
 
 
 
 
 

  

3b. Leading students to construct 
meaning and apply new learning 
through a variety of 
differentiated and evidence-based 
learning strategies 
 
 
 
 
 
 

 
 
 
 
 
 

 

3c. Assessing student learning, 
providing feedback to students 
and adjusting instruction 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Performance Levels 
Exemplary (4) 
Proficient (3) 
Developing (2) 
Below Basic (1) 

Feedback 
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Region 14 Public Schools – Form E– Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Rubric Domain 4:  Professional 
Responsibilities and Teacher 
Leadership 

Performance Levels 
Exemplary (4) 
Proficient (3) 
Developing (2) 
Below Basic (1) 

Feedback 

4a. Engaging in continuous 
professional learning to impact 
instruction and student learning 
 
 
 
 
 

 
 
 
 
 
 
 
 

 

4b. Collaborating to develop and 
sustain a professional learning 
environment to support student 
learning 

 
 
 
 
 
 
 

 

4c. Working with colleagues, 
students, and families to develop 
and sustain a positive school 
climate that supports student 
learning 
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Region 14 Public Schools – Form E – Observation and Conferencing Form for Teacher 
Performance and Practice   

 
Signatures (to be completed after observation feedback) 
Evaluator                                                                                         Date 
 
 
 
Teacher                                                                                            Date 
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SEE BLOOMBOARD FOR FORMAT 
 

Region 14 Public Schools – Form F – Mid Year Check – In 
 

Teacher Name:                                                                                    Date: 
School:                                                Grade:                                      Subject: 

 
Teacher Self-Assessment/Reflection 
 
Describe the results to date and provide evidence for each indicator, (a) provide your 
overall assessment of progress toward the objective to date, (b) describe what you have 
done so far that produced these results, (c) describe what you have learned and how you 
will use it going forward, (d) what professional learning and/or other type of support would 
help you to achieve your goals, and (e) describe any revisions to strategies and/or 
adjustments of student learning goals. 
 

Student Growth Indicators 
Student Growth and Development (45%) 
 
 
 
 
 
Whole School Student Learning Indicators or Student Feedback (5%) 
 
 
 
 
 
 

 
 

Teacher Practice Indicators 
Observation of Teacher Practice and Performance (40%) 
 
 
 
 
 
Parent or Peer Feedback including surveys (10%) 
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Region 14 Public Schools – Form F – Mid Year Check – In 

 
Evaluator 
 
Describe progress to date and indicate any revisions or adjustments to student learning 
goals. 
 

Student Growth Indicators 
Student Growth and Development (45%) 
 
 
 
 
Whole School Student Learning Indicators or Student Feedback (5%) 
 
 
 
Target Areas for Growth: 
 
 
 
 
 

Teacher Practice Indicators 
Observation of Teacher Practice and Performance (40%) 
 
 
 
 
Parent or Peer Feedback including surveys (10%) 
 
 
 
Target Areas for Growth: 
 
 
 
 
 
______________________________________________________________________________ 
Teacher         Date 
 
______________________________________________________________________________ 
Evaluator         Date 
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Forms for the following components are included in Bloomboard: 
• Observation of Teacher Performance and Practice Summative Rating Worksheet 
• Student Growth and Development Rating Worksheet (45%) 
• Parent Feedback Rating Worksheet (10%) 
• Whole School Student Learning Indicator (5%) Rating Worksheet 
• End-of – Year Summative Teacher Self-Assessment 
• End-of – Year Summative Teacher Evaluation Scoring 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 


