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ARTICLE 1 
RECOGNITION 

 
1.1.     Pursuant to General Laws, Chapter 150E, the Concord-Carlisle Regional District School Committee 
recognizes the Concord-Carlisle Teachers’ Association as the exclusive representative for purposes of collective 
bargaining with respect to wages, hours and other conditions of employment for all regular full-time and regular 
part-time professional instructional personnel employed by the Concord-Carlisle Regional School District, 
consisting of all classroom teachers, department chairpersons, specialized teaching personnel, librarians, 
counselors, social workers, psychologists, speech therapists, and nurses but excluding the Superintendent of 
Schools, administrative assistants, directors, managers, principals, assistant principals, supervisors, aides, 
paraprofessionals, tutors, clerical assistants/secretaries, and all other employees of the Concord-Carlisle Regional 
School District. 

 
1.2. The terms “teacher” and “teachers” as used hereafter in this Agreement refer only to such persons as at 
the time in question fall within the bargaining unit as defined in this Article. 

 
ARTICLE 2 

ASSOCIATION SECURITY 
 

2.1.  DUES DEDUCTION. 
 

2.1.1.    The School District agrees to deduct from the salaries of teachers who have on file with the 
School District an executed current dues deduction authorization card, dues for the Concord-Carlisle 
Teachers’ Association, the Massachusetts Teachers’ Association, and, if so authorized, the National Edu- 
cation Association and to transmit the monies to the Concord-Carlisle Teachers’ Association Treasurer. 
Teacher authorizations shall be in a form which is acceptable to the School District. 

 
2.1.2.   Deductions referred to in Section 2.1.1. above will be made in equal payments in amounts certified 
by the Association Treasurer as being the regular membership dues of the Association, the Massachusetts 
Teachers’ Association and, if applicable, the National Education Association with a frequency mutually 
agreed upon by the Treasurers of the Association and the Region until the total deduction has been reached.  
In no event will the last deduction extend beyond the last paycheck in June. 

 
2.1.3.  The Concord-Carlisle Regional Treasurer will submit the amounts deducted to the Association 
Treasurer as soon as is reasonably possible after the issuance of the paycheck from which the deductions 
were taken, together with a list of the teachers from whose salaries dues were deducted and the amount 
of the deduction for each teacher. 

 
2.1.4.   The provisions of Article 2 shall be subject to the requirement of Section 17C of Chapter 180 of the 
General Laws including the requirement that the Treasurer of the Concord-Carlisle Regional School District 
shall be satisfied by such evidence as they/them may require that the Treasurer of the Association has 
given to the Association a bond, in a form approved by the Commissioner of Corporations and Taxation, 
for the faithful performance of they/their duties, in a sum and with such surety or sureties as are satisfactory 
to said Regional Treasurer. 

 
2.1.5. The Association shall indemnify and save the School District harmless against any claim, 

demand, suit or other form of liability that may arise out of, or by reason of, action taken or not 
taken by the School District for the purpose of complying with this Article 2 or in compliance with 
any dues deduction authorization furnished to the School District, or for the purpose of complying 
with Section 18.1.1.3. of this Agreement. 
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2.2.  USE OF SCHOOL FACILITIES.  The School District agrees to permit the Association reasonable use of 
school facilities in accordance with the practices in existence during the 2004-2007 school years.  The needs of 
the Association will be considered along with other school needs when considering the use to which available 
space will be put in the event expected increases in student enrollment materialize. 

 
2.3.  DISCRIMINATION.  Neither the School District nor the Association will discriminate against, restrain or 
coerce any teacher because of membership or non-membership in the Association. 

 
ARTICLE 3 

SALARY 
 

3.1. There are two components to be considered in arriving at the salary for teachers. They are: 
 

A)  Regular Teaching Salary, 185-Day Contract, which consists of: 
 

1)  Base Salary, as defined in Section 3.3. This is understood to be the remuneration for all 
professional activities during the 185-day contract period of any school year. 

 
2)  Retained Merit, as defined in Section 3.4. 

 
3)  Experience Increments, as defined in Section 3.5. 

 
B)  Compensation for Additional Duties. The Salary Policy includes a list of responsibilities for 
which additional compensation is authorized. The amount authorized is added each year to the annual 
compensation for which the teacher is eligible. 

 
3.2.  ANNUAL TEACHING SALARY. 

 
3.2.1. The annual teaching salary is the Regular Teaching Salary. 

 
3.2.2.  Those teachers engaged in special co-curricular activities are paid a differential each year in 
accordance with Article 6, Compensation for Certain Co-Curricular Responsibilities. This differential is 
added to the salary as listed above.  It is not a part of the regular teaching salary.
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3.3.  BASE SALARY SCHEDULE 
Teacher’s Salaries 

BASE SALARY SCHEDULE – 2.5%      
2021 - 2022      

FY22 CCTA SALARY TABLE 

  Bachelor B+ 15 Masters M+ 15 M+ 30 M+ 45 M+ 60 Doctor 

Step 1 52,942 55,592 61,944 63,532 65,118 66,707 68,296 70,004 

Step 2 55,059 57,810 64,420 66,074 67,726 69,377 71,029 72,801 

Step 3 57,262 60,126 66,995 68,717 70,434 72,150 73,870 75,715 

Step 4 59,554 62,531 69,680 71,464 73,253 75,035 76,823 78,745 

Step 5 61,934 65,032 72,463 74,321 76,182 78,039 79,897 81,896 

Step 6 64,412 67,633 75,363 77,296 79,226 81,161 83,093 85,170 

Step 7 66,990 70,342 78,378 80,388 82,399 84,406 86,414 88,576 

Step 8 69,667 73,153 81,512 83,603 85,694 87,784 89,874 92,122 

Step 9 72,456 76,079 84,774 86,948 89,121 91,311 93,468 95,804 

Step 10 75,356 79,121 88,165 90,426 92,686 94,948 97,205 99,636 

Step 11 78,368 82,287 91,694 94,044 96,396 98,744 101,096 103,625 

Step 12 81,506 85,577 95,361 97,805 100,249 102,694 105,141 107,770 

Step 13 84,762 89,003 99,174 101,717 104,260 106,803 109,346 112,080 

Step 14 88,154 92,563 103,139 105,785 108,429 111,075 113,719 116,563 

Step 15 91,682 96,267 107,265 110,017 112,769 115,519 118,269 121,227 

Step 16 96,988 101,838 113,475 116,388 119,295 122,202 125,115 128,244 

BASE SALARY SCHEDULE – 2.5%      
2022 - 2023      

FY23 CCTA SALARY TABLE 
  Bachelor B+ 15 Masters M+ 15 M+ 30 M+ 45 M+ 60 Doctor 
Step 1 54,265 56,981 63,493 65,120 66,746 68,375 70,003 71,754 

Step 2 56,435 59,255 66,031 67,726 69,419 71,112 72,805 74,621 
Step 3 58,694 61,630 68,670 70,435 72,195 73,954 75,717 77,608 
Step 4 61,043 64,095 71,422 73,251 75,084 76,911 78,743 80,714 
Step 5 63,482 66,658 74,275 76,179 78,087 79,990 81,895 83,943 

Step 6 66,022 69,324 77,247 79,229 81,206 83,190 85,170 87,300 
Step 7 68,665 72,101 80,337 82,397 84,459 86,516 88,574 90,790 

Step 8 71,409 74,981 83,550 85,693 87,836 89,979 92,121 94,425 
Step 9 74,267 77,981 86,893 89,121 91,349 93,594 95,805 98,199 

Step 10 77,240 81,099 90,369 92,686 95,003 97,322 99,635 102,127 
Step 11 80,328 84,344 93,986 96,395 98,805 101,213 103,624 106,216 
Step 12 83,543 87,717 97,745 100,250 102,755 105,261 107,769 110,464 
Step 13 86,881 91,228 101,653 104,260 106,867 109,473 112,079 114,882 

Step 14 90,358 94,877 105,718 108,430 111,140 113,852 116,562 119,477 
Step 15 93,974 98,674 109,947 112,768 115,588 118,407 121,226 124,258 
Step 16 99,413 104,384 116,312 119,297 122,278 125,257 128,243 131,450 
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BASE SALARY SCHEDULE – 2.75%      
2023 - 2024      

FY24 CCTA SALARY TABLE 

  Bachelor B+ 15 Masters M+ 15 M+ 30 M+ 45 M+ 60 Doctor 
Step 1 55,757 58,548 65,239 66,911 68,581 70,255 71,928 73,727 
Step 2 57,987 60,885 67,847 69,589 71,328 73,067 74,807 76,673 

Step 3 60,308 63,324 70,558 72,372 74,180 75,988 77,799 79,742 
Step 4 62,721 65,857 73,386 75,265 77,149 79,026 80,909 82,933 
Step 5 65,228 68,491 76,317 78,274 80,234 82,190 84,147 86,251 
Step 6 67,838 71,231 79,371 81,407 83,440 85,478 87,512 89,700 

Step 7 70,553 74,083 82,547 84,663 86,782 88,895 91,010 93,287 
Step 8 73,373 77,043 85,847 88,050 90,252 92,453 94,654 97,021 

Step 9 76,310 80,126 89,283 91,572 93,861 96,168 98,439 100,900 
Step 10 79,364 83,330 92,854 95,235 97,616 99,998 102,375 104,935 

Step 11 82,537 86,663 96,571 99,046 101,523 103,996 106,473 109,137 
Step 12 85,841 90,129 100,433 103,007 105,581 108,156 110,733 113,502 
Step 13 89,270 93,737 104,449 107,127 109,806 112,484 115,162 118,042 
Step 14 92,843 97,486 108,625 111,412 114,196 116,983 119,767 122,763 

Step 15 96,558 101,388 112,970 115,869 118,767 121,663 124,560 127,675 
Step 16 102,147 107,254 119,510 122,578 125,640 128,702 131,770 135,065 

 
 

3.4.  EXPERIENCE INCREMENTS.  In recognition of service in the Concord and   Concord-Carlisle School 
Districts including authorized leaves of absence, teachers shall receive yearly increments as follows: 

 
Years of Service % of Bachelor’s Maximum 

 

10-14 2% 
15-19 3% 
20-24 4% 
25-29 5% 
30+ 6%  

 
 

3.5.   Base Salary for teachers is considered to define the normal salary range and progression for teachers 
employed by the Concord-Carlisle Regional School District.  It is understood to be the full remuneration for 
all professional activities, except such others as are specifically defined in subsequent articles associated with 
employment for 185 days.  At various times during the school year, as defined on the annual school calendar, 
teachers will be expected to participate in in-service activities associated with their positions. 

 
3.5.1.    The period of employment for teachers will be 185 days. 
 

3.5.1.1.  New staff members may be required to attend special orientation sessions on two (2) weekdays 
during the week immediately preceding the first professional day on which all teachers return to school. 
Mentor and guide teachers will not be required to attend. 
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3.5.1.2.  Prior to the start of school, but no earlier than the five (5) weekdays immediately preceding the 
first professional day for all teachers, the Guidance Department will staff a total of up to twelve (12) 
counselor days over the course of three (3) days for the primary purpose of registering new students and 
handling student scheduling issues. The Guidance Department Chairperson will schedule these days and 
seek to fill up to twelve (12) workdays on a voluntary basis, but if any of the twelve (12) slots are not 
signed up for voluntarily, the Chairperson will assign individuals to staff them in an equitable and 
reasonable fashion. Guidance counselors who work these days will be paid at a per diem rate of 1/185 of 
their annual salary for the school year which is about to commence.  This Section 3.5.1.2. will not go into 
effect until July 1, 2022. 

 
3.5.2. The 185 days include 180 instructional days and 5 professional work days. These professional 
days shall include one or two days prior to school opening. 

 
3.5.3.   Five contingency days will be included in the school calendar.  If these contingency days are not 
needed, the School District will adjust the calendar in regard to the last day of school to ensure that there 
are exactly 180 instructional days. 

 
3.5.4.   Only absences specifically allowed in the contract may reduce the working days below 185.  
Exceptions may be made by the Superintendent for unforeseen circumstances. 

 
3.6.  PLACEMENT ON STEPS.  Steps in the Base Salary Scales for teachers define the normal progression of 
teachers in the employ of the Concord-Carlisle Regional School District who serve satisfactorily.  Normally, a 
teacher without experience will be awarded a salary at the first step.  A teacher commencing they/their second year 
will be awarded a salary at the second step, etc. 

 
3.6.1.  Experience.  Experience will be determined to the nearest number of whole years of teaching 
experience in Concord, Carlisle or other schools in which the experience may be deemed to contribute 
to the teacher’s proficiency.  Fractions of a school year equal to, or greater than, one-half will be considered 
a whole year. 

 
3.6.1.1.  Military Service.  Full credit on the base salary schedule will be allowed for each year of 
military service for individuals whose teaching service was interrupted thereby and half credit will be 
allowed for each year of military service for individuals whose teaching service was not interrupted 
thereby. 

 
3.6.1.2.  Unusual Service.  In situations where the foregoing stipulations do not appear reasonable, a 
candidate’s experiences may be evaluated to determine the step applicable, such evaluation being 
presented by the Principal, subject to the approval of the Superintendent. 

 
3.6.1.3.  Initial Employment.  At the discretion of the principal, subject to the approval of the 
Superintendent, credit upon hiring or rehiring may be given for prior full-time teaching experience in 
public or private schools, college teaching experience or other experience.  Normal progression, if 
service is satisfactory, may be anticipated thereafter starting from this point. 

 
3.6.2.  Step Increment Withheld.  Increments are not considered automatic.  A step increment may be 
withheld by the Superintendent, upon recommendation of the principal, from teachers whom receive an 
overall unsatisfactory rating on the summative evaluation. 

 
3.6.3.  Salary increases for teachers at maximum whom receive an overall unsatisfactory rating on the 
summative evaluation may be withheld by the Superintendent upon the recommendation of the principal. 
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ARTICLE 4 
PLACEMENT ON SCALES 

 
4.1. The training classification is based on academic degrees.  Evidence of degree status in the form of a 
transcript or other official statement from the college or university involved will be required of all teachers. 

 
4.2. Placement on all scales will be made at the beginning of the school year and February 1 depending upon 
the date of satisfactory completion of the course work and its proximity to either of these dates.  The human 
resources manager must be notified in writing or via email by November 15th of the preceding school year that a 
lane change is anticipated.  It will be the responsibility of the Superintendent to a) send email notification to all 
association members reminding them of this deadline and including the required notification form during the 
first week of school each year and b) send email notification to all association members for a second time on 
November 1st of every school year reminding members of the November 15th deadline and include the required 
notification form. 

 
4.3. Teachers who have earned a Bachelor’s degree are eligible for salaries listed under that heading.  
Experienced teachers who may have earned such a degree may be considered in this category. 

 
4.4.   Credit toward the B+15 scale will be awarded for courses that are completed as part of a Master’s degree 
program or that could be used toward a Master’s degree in the teacher’s field, a related field or in secondary 
education.  Credit will be given for undergraduate courses if they are required as part of a Master’s program.  With 
the Superintendent’s prior approval, credit may be given for in-service courses, workshops, and institutes requiring 
outside preparation if such courses can be demonstrated to be part of a Master’s program and if the amount of 
work required by the participant is generally comparable to that expected of a student in a regular graduate course. 
 
4.5.     Teachers who have earned a Master’s degree from a college or university accredited by the New England 
Association of Colleges and Secondary Schools or similar agencies are eligible for salaries on the Master’s degree 
scale. 

 
 

4.6.     Teachers who have earned a Doctor’s degree from a college or university accredited by the New England 
Association of Colleges and Secondary Schools or similar agencies are eligible for salaries on the Doctor’s degree 
scale. 

 
4.7.     Placement of staff members on the salary scale at Masters+15, Masters+30, Masters+45, Masters+60 is 
at the discretion of the Superintendent based on age and relevancy of the course. Official, certified transcripts of 
courses in addition to those courses required for the Master’s degree are to be forwarded to the Superintendent 
for approval prior to placement on the appropriate salary scale either before the beginning of the school year or 
February 1. The Superintendent, at they/their discretion may also consider credit for undergraduate courses, work- 
shops, and institutes requiring out-of-class preparation, if such courses and/or workshops can be demonstrated to 
be part of a defined post Master’s program or are related to the teacher’s assignment. In the case of workshops 
or institutes, the teacher must be able to demonstrate that the amount of work required of the participant would 
be equivalent to that required of a student in a regular graduate course. 

 
4.7.1.  Credit for courses which have not been approved in advance by the Superintendent is at the 

discretion of the Superintendent. 
 

4.7.2.  CCRSD in-service credit earned at any point will be applied towards lane changes after a Masters 
Degree is conferred. 
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ARTICLE 5 
DOUBLE INCREMENTS 

 
5.1.   Upon the recommendation of the principal, the Superintendent may grant an additional increment to teachers 
who have at least one but less than three years’ service in the schools.  Teachers so recommended would be 
extremely outstanding in their performance. 

 
ARTICLE 6 

COMPENSATION FOR CERTAIN CO-CURRICULAR RESPONSIBILITIES 
 

6.1.   As stated in Article 9, during the contract period from the beginning of the school year to June 30, staff 
members are expected to be available whenever necessary to discharge properly their professional responsibilities. 

 
6.2.   All teachers are expected, as part of their regular duties to participate in activities outside the classroom as 
defined in Section 9.1. of this Agreement.  Some activities, however, require considerably more time and energy 
than that which can be expected in the description of professional responsibilities contained in this Agreement. 
This is the case in guidance and social work conferences, coaching athletics teams after school and supervising 
some of the other co-curricular activities. 

 
6.3.  The co-curricular responsibilities listed in Section 6.7. will carry additional stipends in the amounts 
indicated. The range is to provide a minimum and maximum within which a person assuming responsibilities 
for the various activities may be paid. 

 

6.3.1.   A teacher beginning with a given activity would normally start at the minimum salary but, upon 
the recommendation of the principal and subject to the approval of the Superintendent, may be placed at 
any step within the appropriate scale. 

 
6.3.2.   It is understood that increments would be granted on a merit basis.  They may be withheld, if, in 
the opinion of the school administration, the responsibility does not warrant the additional pay.  By the 
same token, they may be increased if, in the opinion of the school administration the responsibility war- 
rants the additional amount.   All such variations within the range are subject to the approval of the 
School Committee. 

 
6.4.     It is recommended that no teacher undertake coaching responsibilities for more than two seasons or two 
sports in any one school year.  It is strongly recommended also that no classroom teacher assume more than one 
major coaching responsibility. 

 
6.5.     Assignment of coaching duties and special responsibilities for the following school year will be made 
prior to March 1, insofar as is possible.  The teacher’s gross salary will be computed by adding the differential 
for special duties to the Regular Salary, provided however that coaching stipends shall not be added to the teacher’s 
Regular Salary, but shall instead be paid in two equal installments during the athletic season.  Adjustments for 
special duties will be made from time to time if necessary. 

 
6.6.     Before filling a vacancy in any position referred to in Section 6.7. notice of the vacancy will be posted 
electronically for ten (10) school days and emailed to the Association President and placed in “CCHS News” or 
similar electronic folder, accessible to all members, in use at the time, provided that this shall not limit the School 
District’s right to make temporary appointments when the School District determines such is necessary for the 
effective continuation of the program. The notice of vacancy shall include a description of the qualifications 
required for the position, the salary range and the closing date for applications. Applicants for such positions who 
are members of the bargaining unit covered by this Agreement shall have preference in filling any vacancy covered 
by this section if they meet the qualifications of the posting. 
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6.7.  STIPENDS FOR CO-CURRICULAR RESPONSIBILITIES. 
 

Varsity Coach 
Football 

 Step 1 Step 2 Step 3 Step 4  Step 5 
FY 21          $6,555.00 $7,204.00   $8,243.00  $8,701.00    $9,561.00
  

 

Asst. V. Football (2) 
Step 1 Step 2 Step 3 Step 4 Step 5FY 21            
$4,051.00   $4,452.00    $4,892.00       $5,377.00    $5,908.00 

 

Fr. Football (2) 
Step 1 Step 2 Step 3 Step 4 Step 5 

FY 21             $3,607.00     $3,965.00     $4,358.00     $4,790.00     $5,264.00 
 

Varsity Coaches 
XC (b) 
XC (g) 
Soccer (b) 
Soccer (g) 
Field Hockey 
Volleyball 
Golf 
Basketball (b) 
Basketball (g) 
Wrestling 
Ice Hockey (b) 
Ice Hockey (g) 
Fencing (b) 
Fencing (g) 
Swimming 
Indoor Track (b/g) 
Indoor Track (b/g) 
Baseball 
Lacrosse (b) 
Lacrosse (g) 
Softball 
Outdoor Track (b/g) 
Outdoor Track (b/g) 
Tennis (b) 
Tennis (g) 
Skiing 
Cheerleading 
(fall &winter) 
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Step 1 Step 2 Step 3 Step 4 Step 5 
 

 
FY 21           $5,167.00 $5,670.00    $6,221.00       $6,827.00    $7,493.00 

  
 
JV/ Freshmen Coaches 

 
 

JV Soccer (b) 
JV Soccer (g) 
JV Field Hockey 
JV Volleyball 
JV Basketball (b) 
JV Basketball (g) 
JV Ice Hockey (b) 
JV Baseball 
JV Softball 
JV Lacrosse (b) 
JV Lacrosse(g) 
JV Tennis (b) 
JV Tennis (g) 
Fr. Soccer (b) 
Fr. Soccer (g) 
Fr. Field Hockey 
Fr. Volleyball 
Fr. Basketball (b) 
Fr. Basketball (g) 
Fr. Baseball 
Fr. Softball 
Fr. Lacrosse (b) 
Fr. Lacrosse (g) 
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 Step 1 Step 2               Step 3 Step 4 Step 5 

FY 21  $3,307.00 $3,629.00 $3,981.00    $4,368.00  $4,795.00 
 

Assistant Coaches 
 

Skiing 
Wrestling 
Indoor Track 
Indoor Track 
Indoor Track. 
Swimming 
Outdoor Track 
Outdoor Track 
Outdoor Track 
Lacrosse  

 
 
 
 Step 1 Step 2 Step 3 Step 4  Step 5 

 
 
FY 21   $3,307.00 $3,629.00 $3,981.00    $4,368.00  $4,795.00 
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Activity Step 2020-2021 2021-2022 2022-2023 
     
Yearbook 1 $4,053   
 2 $4,482   
 3 $4,957   
 4 $5,481   
 5 $6,061   
     
Radio Station 1 $3,779   

 2 $4,179   
 3 $4,621   

          
Student Senate 1 $3,619   

  2 $4,002   
  3 $4,426   

     
NHS advisor 1 $3,495   
Freshmen Orientation Leader 2 $3,865   
Environ Field Studies (1) 3 $4,274   
Newspaper     
     
Math Team 1 $3,268   
MCAS Organizer 2 $3,613   
Moot Court (2) 3 $3,996   
MCAS SPED Coordinator     
     
Pep Band 1 $3,201   
 2 $3,540   
 3 $3,915   
     

Literary Magazine (Reflections) 1 $2,310   

Outing Club 2 $2,555   
 3 $2,825   
     
Academic Bowl 1 $2,101   
Art Club 2 $2,323   

Book PALS 3 $2,569   
Chickenscratch     
Dance Club     
Drama (Per Production)  $3,000 (per 

production)   
Environmental Club     
Film Club     
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Foreign Exchange Trips- 4 
(French, Ecuador, China, Danish)     
Global Literacy Coordinator     
History Reading Club     
Interact Club     
Improv Club     
Japan Coordinator     
Junior State 

  
  

METCO Peer Power Program   
Model UN    
MVP     
Percussion Club     
Sci-fi Club 

    
Spectrum (2)    
Squash club    
T.O.Y.S. 

 

  
Tai Chi Club Advisor   
Tech Crew   
Tennis Club Advisor   
Ultimate Frisbee    
Weather Service   
WEEDS (gardening club)   
Yoga Club   
          
     
Musical Step 1 $5,167   
 Step 2 $5,670   
 Step 3 $6,221   
 Step 4 $6,827   
 Step 5 $7,493   
     
Pit Orchestra No Step Structure $4,161   
     

Fitness Supervisor (per season) No Step Structure $2,500  
   

Internship Coordinator     

 2021-2022 $5,000   
 Effective 2022-2023 Step 1 $3,268  
  Step 2 $3,613  
  Step 3 $3,996  
AP Facilitator No Step Structure $2,080    
     
Chemical Hygienist No Step Structure $2,271   
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Mentor Teacher Leader No Step Structure $1,135   
     
Class Advisor (6) No Step Structure $3,075   
     
Art Liaison  No Step Structure $4,161   
     
Concord Fellows No Step Structure      $300.00  per class   
     
Robotics Coach No Step Structure     $5,000   
     
Tech Leaders No Step Structure    $2,500   
     
Tennis Club Co-Advisor No Step Structure    $1,000   
     
VHS Coordinator No Step Structure    $5,000   
     
Reverb Live Music Club Step 1 $2,101   
 Step 2 $2,323   
 Step 3 $2,569   
     
Young Adult Galley Book Review 
Club Step 1 $2,101   
 Step 2 $2,323   
 Step 3 $2,569   
     
PreK-12 Lead Nurse  $17,150   
     

 
 
 

 
6.8.  DEPARTMENT CHAIRPERSONS. 

 
Compensation for Department Chairs shall be as follows: 

 

Group I (7 or more persons) 9% of Bmax 
Group II (fewer than 7 persons) 7% of Bmax 

 

Compensation for Department Chairs serving a second term would be increased by an additional 
two percent of Bmax. 

 
6.9.  MENTORING 

Compensation for Mentors shall be as follows: 
 

Mentor $1,000 
Mentor Guide $   500 
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6.10.  ADDED POSITIONS.    Additional co-curricular positions may be added upon the recommendation 
of the Principal and the approval of the Superintendent.  Teachers interested in submitting proposals for 
such positions are encouraged to do so by October 1 in order to be sure of having them considered for 
inclusion in the budget for the following academic year; however, proposals may be submitted until June 1.  
At the start of each school year, but no later than September 1st, the Principal and/or their designee will send 
an email reminding all teachers and staff that if they are interested in submitting proposals for such positions, 
they are encouraged to do so by October 1.  The Principal will meet with the President of the Association to 
recommend to the Superintendent added positions and placement on the Co-curricular scale.  This 
determination will be made by November 1. 
 
The School District will attempt to retain some unassigned funds in its budget for the purpose of funding co-
curricular positions.  In making a proposal, the teacher must demonstrate that a need exists and that there are 
a sufficient number of students interested in the project to make it worthwhile.  Recognizing that there are 
limited funds available for such positions, priority will be given to groups which are already functioning 
with a volunteer leader.  It is recognized that because of budget limitations, proposals will not automatically 
receive funding.  If at the end of a school year interest in an activity declines below the point of viability, the 
principal has the right to eliminate the position but will not do so without consulting the persons directly 
involved. 

 
6.11.  STIPENDS FOR COACHING POSITIONS.  It is the objective of the School Committee and the 
Association to have a salary schedule for all coaching positions in which the average of the maximum rates 
for the sports of baseball, lacrosse, hockey, basketball, field hockey and soccer, will be within the upper 
third of the averages in each community of the maximum rates for comparable positions (that is, positions 
having similar actual duties, even if not the same title) in the same six sports, within the following 
communities:  Acton-Boxborough, Bedford, Concord-Carlisle High School, Lexington, Lincoln-Sudbury, 
Needham, Newton, Wayland, Wellesley, Westford and Weston. The methodology actually employed for 
this purpose is reflected in Appendix C to this agreement. Not later than December 15 of the final year of 
each contract, a report will be prepared by the School District to determine whether this objective is being 
met. 
 
An increase to existing sports stipends, per the above formula and using 2020-2021 benchmark data (or 
2019 – 2020 if benchmark data for 2020-2021 is unavailable), will be effective at the commencement of 
year one of this agreement. 
 
6.12.  ADDED STIPENDS  

All stipends or any other monetary compensation on which the parties reach agreement during the term of 
this agreement or any extension thereof shall be reduced to writing in the form of a memorandum of 
agreement signed by the parties to the Collective Bargaining Agreement or their agents and the 
stipend/monetary compensation shall thereby become incorporated into the Collective Bargaining Agreement 
at the time the written agreement is reached. When the agreement contains terms that continue beyond the 
term of this agreement or any extension thereof, during the term of this agreement or any extension thereof, 
the terms shall be printed as part of the appropriate Article/Appendix in the subsequent agreement. 
 

ARTICLE 7 
PROCEDURE FOR PAYMENT OF SALARIES 

 
7.1.  185-DAY CONTRACTS. 

 
7.1.1.  Personnel on the 185-day contracts will be paid Regular Salary plus appropriate 
differentials in twenty-six (26) bi-weekly installments commencing in September. 

 
7.1.2.  A staff member who determines that they/their desires to have they/their June and July 

paychecks paid as a lump sum no later than June 30 of the school year in which the compensation is 
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due shall make such election on the form incorporated hereto no later than July 31 of the year 
preceding the school year in which the compensation is due. The election form will be distributed 
in the last paycheck in the month of June and must be returned to the Assistant Superintendent of 
Finance and Operations Office no later than July 31 of the upcoming school year. Once a staff 
member makes an election, that election of payment shall remain in effect until such time as the 
staff member changes their election. 

 
For staff hired between August 1st and before the first day of school, the Internal Revenue Service 

dead- line which requires election of payment methodology prior to the first day of school shall be 
used. 

 
Notwithstanding the options outlined herein, for those employees who do not notify the Assistant 

Superintendent of Finance and Operations in a timely manner, the twenty-six (26) pay period option 
shall be the default method of payment. 

 
Should the IRS eliminate the 409A requirements for school employees, the parties will 
reinstitute the original language of 7.1.2 of the 2007-2010 Collective Bargaining Agreement. 
 
7.1.3.  Personnel who begin their service after the beginning of the contract year or terminate their 
service before the end of the contract year will be paid on a pro-rated basis according to the following 
formula: 

 
(Days of service/185) x Regular Teaching Salary = total pay entitlement 

 

 
ARTICLE 8 

PROFESSIONAL GROWTH PRACTICES 
 

8.1. All teachers are expected to keep abreast of, and alert to, new developments in their special 
fields through course work, workshops, lectures and other special study. 

 
8.2. At the discretion of the Superintendent, opportunities may be provided and financed for staff 
members to improve themselves in areas and skills required by the school system.  Such areas would 
include academic 
work, special programs and in-service programs as may be specified by supervisors or administrators or 
requested by individual staff members. 

 
8.3.  PROFESSIONAL INDUCTION PROGRAM.  The parties agree to implement 
a Professional Induction Program (PIP) for the purpose of inducting new teachers, 
those in their first through fifth year, to the school system. 

 
8.3.1.  During a teacher’s first year in the Concord-Carlisle High School, they/their will participate 
as a mentee in the Mentor Program, the costs of which will be covered by the school system.  
Appropriate PDP’s will be awarded to the mentee upon completion of the Mentor Program.  9-12 
faculty will not be required to attend curriculum committee meetings during the Mentor year.  After 
the Professional Growth Review Committee (PGRC) has established criteria for which credit will be 
given toward movement on the salary schedule, the Superintendent will consider whether or not the 
Mentor Program meets the criteria and merits one or more in-service credits. 

 
8.3.2 By the completion of a teacher’s third year, they/their will participate in a district determined 
curriculum or pedagogical course unless an exemption has been granted by the Superintendent 
upon recommendation by the PGRC.  Three in-service credits toward movement on the salary 
schedule and appropriate PDP’s will be granted upon successful completion of this course. 
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8.3.3.    Beginning with the 2021-2022 school year any member of this unit hired by the Concord-
Carlisle Regional School District shall take a cultural competency course approved by the District 
within the first five (5) years of employment.  Appropriate in-service credits toward movement on 
the salary schedule and appropriate PDP’s will be granted upon successful completion of the 
course. 
 
8.3.4.  The school system will cover all costs related to the PIP.  Teachers of these courses will be 
recruited openly within the school system as well as from outside the school system.   Any 
change in course offerings in the PIP will include input from the PGRC.  The final decision rests 
with the Superintendent. 
8.3.5.  The Concord-Carlisle Teachers’ Association may undertake an evaluation of the PIP courses. 
Resulting data, as well as individual course evaluations will be considered by the PGRC for the 
purposes of course improvement or suggested course alternatives. 

 
8.3.6.  Courses are open to all teachers and administrators with priority being given to teachers 
who are required to take these courses. This does not apply to the Mentor Program. 

 
8.3.7.  The Concord-Carlisle Teachers’ Association does not waive its rights under Chapter 150E to 
bar- gain over changes in working conditions that result from changes in the PIP. 

 
8.4.    INSERVICE INCENTIVE PROGRAM.   An In-service Incentive Program (IIP) shall be 
established providing for in-service credit toward movement on the salary schedule.  In addition to the two 
courses in the PIP already established, courses for which credit will be given must be equivalent to a 
university credit course, must have relevancy and rigor, and must be approved by the Superintendent.  One 
credit shall be awarded for twelve (12) accumulated hours. 

 

 
ARTICLE 9 

PROFESSIONAL TIME RESPONSIBILITIES 
 

9.1.     During the contract period, staff members are expected to be available whenever necessary to 
discharge properly their professional responsibilities.  All teachers are expected, as part of their regular duties, 
to participate in activities outside the classroom pursuant to past practice.  Any proposed major change in 
these activities will be discussed openly by the administration and the involved teachers (and/or their 
representatives) and they will attempt to reach a consensus.  Teachers shall make themselves reasonably 
available to provide extra help to students, to meet and otherwise communicate with parents, and otherwise 
to involve themselves in the school community.  Unit members will be available for thirty (30) minutes of 
extra help at least one (1) morning or one (1) afternoon per week prior to student arrival or after student 
dismissal.  The teacher’s schedule for such extra help availability will be shared with the students weekly in 
a timely fashion. 
 
9.1.1.  District and Building Administration shall not schedule meetings, conferences or other responsibilities 
which any unit member is required or expected to attend during the hours designated for the monthly CCTA 
meeting or during Early Release and other time designated for professional development for the faculty 
without the written agreement of the Association President. 

 
9.2.     Members of the staff whose time is deemed needed by the Superintendent, the Principal or other 
District or building-level administrators, and who agree to work beyond the regular contract period will be 
reimbursed for their time.  The reimbursement will be calculated at the daily rate of 1/185th of their yearly 
rate. 
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9.3. Curriculum projects, identified by the Superintendent shall be offered to staff members. Staff 
members will be involved in discussing matters relevant to the completion of the project.  Compensation 
for such work will be $300/day. 

 
9.4.   MENTOR TEACHER PROGRAM.   The position of mentor teacher and/or mentor coach to a 
new teacher will be offered to teachers with professional teacher status and is rated on their summative 
evaluation as exemplary or proficient. Upon appointment, the mentor teacher will receive a stipend in 
accordance with Article 6.9. A mentor coach will receive a stipend of $500. (See Appendix A) 
 
9.5.  School nurses may work up to four (4) days following the end of the school year and/or before the start 
of the subsequent school year to prepare for the upcoming school year.  The reimbursement will be calculated 
at 1/185th of the nurses’ regular salary for each such day worked.  It is understood that this limit does not 
apply to the Lead Nurse who may be needed for more than four (4) days. 
 
9.6.    There shall be four (4) student early release days per year on dates and times agreed upon by the 
Calendar Committee which includes administration, School Committee and CCTA representation. 
  
9.6.1.  Three (3) of the early release day afternoons described in 9.6 may be reserved by the Assistant 
Superintendent of Teaching and Learning or Principal after consultation with the CCTA President. When the 
early release afternoons are offered by the Assistant Superintendent of Teaching and Learning, there will be 
a menu of Professional Development options from which teachers may select the option that is most useful 
for them. The professional development time to be reserved on each early release afternoon following student 
dismissal shall not exceed two (2) hours. 
  
9.6.2. Professional Development Points (PDP’s) may be awarded for any professional development activities 
on these four (4) afternoons. 
 
9.6.3. The remaining early release day afternoons shall be utilized as individual teachers deem best and 
teachers will stay in the buildings. 

 

ARTICLE 10 
PAYMENT FOR UNUSED SICK LEAVE 

 
10.1.   Upon retirement from teaching, in accordance with the rules and regulations of the Massachusetts 
Teachers’ Retirement System, each teacher employed prior to the 1985-86 school year shall be paid for 50% 
of they/their accumulated unused sick leave up to a maximum of 100 days (200 days of accumulated Sick 
Leave).  A teacher who voluntarily takes deferred retirement is not eligible for this unused sick leave payment. 
10.2.   A teacher first employed after the 1984-85 school year upon retirement from teaching, in accordance 
with the rules and regulations of the Massachusetts Teachers’ Retirement System, shall be paid for 50% of 
they/their accumulated, unused sick leave up to a maximum of 62 days (124 days of  accumulated Sick 
Leave).  A teacher who voluntarily takes deferred retirement is not eligible for this unused sick leave payment. 

 
10.3.   This pay will be calculated using they/their Regular Salary at the time of retirement on a per day 
basis ac- cording to the contract year in effect at the time with each day being 1/184 of the Regular Salary.  
It will not include other remuneration in the calculations.  People working on a part-time schedule will 
accumulate and be paid for days in relation to the percentage of time actually worked. 

 
10.4.   Payment of unused sick leave will be made in four (4) equal annual installments beginning with the 
first pay day in January following retirement. 
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10.5.   Upon the death or permanent disability of a member of the professional staff, payment for unused 
sick leave in accordance with the formula above will be made to the teacher or they/their beneficiary in one 
lump sum payment.  Such payment may be made in four (4) equal installments 
as described in 10.4. if requested in 
writing. 

 
10.6.   A teacher at step 7 of the salary scale (as renumbered pursuant to the 2007 – 2010 collective 
bargaining agreement) may, not later than October 15 of the school year at the start of which the teacher 
attained that step, elect to waive irrevocably any rights under this Article.  Such election shall be made on a 
form provided by the School District.  A teacher making such election shall, at the start of the next school 
year (that is, after completion of a year of service on step 7), advance to step 9 (rather than step 8) of the 
salary scale (unless the step increment was withheld in conformance with an applicable provision of this 
agreement) and shall, in the year following completion of the teacher’s year of service on step 14, advance 
to step 16 (rather than step 15) of the salary scale (unless the step increment was withheld in conformance 
with an applicable provision of this agreement).  A teacher who attained and completed a year of service on 
step 8 (of the salary scales as in effect for the 
2004 – 2007 collective bargaining agreement) during the 2006 – 2007 school year may make this election 
not later than October 15, 2007 and, upon making such an election, shall be advanced retroactively to the 
start of the 
2007 – 2008 school year to the renumbered 
step 9. 
 

 
10.7.   This Article shall not apply to teachers first regularly employed by the School District as a teacher 
after the 2006 – 2007 school year. 

 

 
ARTICLE 11 

ENROLLMENT OF CHILDREN OF PROFESSIONAL STAFF MEMBERS 
 

11.1.   Upon the recommendation of the Superintendent and the approval of the School Committee, children 
of professional staff members may enroll, without charge for tuition, in the Concord-Carlisle Regional School 
District and in the Concord Public Schools. 

 
11.2.    The provisions of this Article apply solely to regular education programs.  Children requiring 
services pursuant to Chapter 766 shall be admitted only if the staff member agrees to pay tuition for the 
special education services and on the Superintendent’s recommendations. 

 
11.3.  The provisions of this Article do not apply to placements in day or residential schools pursuant to 
Chapter 
766. 
11.4. If the Concord-Carlisle School District at its sole discretion elects to participate in the state’s 
School 
Choice Program, the children of professional staff members will be given 
priority if legally allowable. 

 
11.5.   Whatever the Concord-Carlisle School Committee’s decision concerning school choice, should this 
Article 11 at any time be identified as inconsistent with State Law, this Article 11 shall be construed 
pursuant to the applicable law without requiring any additional bargaining and with- out affecting any 
other provision of this contract. 
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ARTICLE 12 
TUITION REIMBURSEMENT 

 
12.1.    Contingent upon the Superintendent’s written approval prior to enrollment, professional staff 
members will be reimbursed for the cost of tuition (not to exceed $900.00 per school year or two courses, 
whichever comes first, less scholarships, grants, or vouchers) for courses at accredited colleges, universities 
or professional institutions.  A minimum of $20,000 will be allocated in any one school year for such 
expenditures. 

 
12.2.   Reimbursement of tuition will be made upon the successful completion of any approved course as 
evidenced by the submission of transcripts and proof of tuition payment. 

 
12.3. Effective with the 2008 – 2009 contract year, and contingent upon the Superintendent’s written 
approval prior to enrollment, professional staff members will be reimbursed towards the cost of tuition for 
attendance at a program leading to licensure as a supervisor/director under Massachusetts Department of 
Education regulations, in order to permit service as a Department Chair.  
 
The maximum amount available for any single professional staff member shall be $5,500 over the life of a 
multi-year program, provided that the District’s total obligation under this section 12.3 shall not exceed 
$11,000 in any single contract year. 

 
Reimbursement of tuition will be made upon the successful completion of any approved program as 
evidenced by the submission of a copy of official transcripts and acceptable proof of payment. provided 
that for an approved multi-year program, reimbursement for the first year’s payment will be made upon 
submission of transcripts showing successful progress toward completion and proof of payment. 

 
ARTICLE 13 

SUMMER PROGRAM 
 

13.1. In the event that the School District authorizes a summer program, the following shall apply: 
 

A) Such program shall be under School District control. 
 

B) Personnel of the Concord-Carlisle professional staff will have priority over all others for 
the staffing of positions. 

 
C) All summer pay will be at the rate of $225 per day for all full-time summer programs (two 
classes of 1.5 hours each) and $112.50 for one-half day (one class of 1.5 hours). 

 
D) Summer employees will not be paid for days absent. 

 
ARTICLE 14 

PERSONNEL FILE 
 

14.1.   A teacher may, upon request, review the contents of they/their personnel file and make copies of such 
contents as concern they/their work or themself/theirself.  A teacher may have at them/their discretion a 
representative of the Association present during any such review. 

 
14.2.      Unless a teacher has had an opportunity to review it, no information will be placed in a teacher’s 
personnel file to the extent that the information is used, has been used or may be used, to negatively affect 
the teacher's qualification for employment, promotion, transfer, additional compensation or the possibility 
that the teacher will be subject to disciplinary action.  A copy of the material will either be hand delivered to 
the teacher or sent by certified mail, return receipt requested. The teacher will acknowledge having had the 
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opportunity to review such material by signing the copy to be filed within fourteen (14) calendar days of its 
receipt.  Such signature, however, shall not be deemed to indicate agreement with the contents thereof.  Such 
material, either hand delivered to a teacher or sent to the teacher by certified mail return receipt requested 
with a signed receipt returned, will be accepted by both parties as proof that the requirements of the school 
system as outlined in this Article have been fulfilled in the event that the teacher does not sign the material 
within fourteen (14) days of its receipt.  The teacher will also have the right to submit a written answer to 
such material within thirty (30) working days of its receipt and they/their answer shall be reviewed by the 
Superintendent and attached to the file copy. 

 
14.3.   Material in a teacher’s personnel file which the teacher has had the opportunity to review under 
the conditions set forth in Section 14.2, together with any answer submitted by the teacher in accordance 
with the last sentence of Section 14.2 but excluding any information which is the subject of a timely, 
pending grievance or of a timely, pending action before (i) a court, (ii) the Department of Secondary and 
Elementary Education or (iii) a state, local or federal administrative agency (e.g., the Equal Employment 
Opportunity Commission, the Massachusetts Commission Against Discrimination, the Massachusetts 
Department of Labor Relations, or the Massachusetts Industrial Accident Board), shall be accepted as an 
accurate record of they/their employment history and shall not be subject to contrary testimony in 
arbitration under this Agreement or under G.L. Chapter 71, Sections 41 or 42. 

 
ARTICLE 15 
LICENSURE 

 
15.1.  The “Recertification Process Guidelines for CPS/CCRSD” are to be used by faculty and 
administration in the review and completion of Individual Professional Development Plans for the purpose 
of recertification. 
 
 

 
15.2        Evaluation for purposes of Commonwealth of Massachusetts teacher certification shall in no way 
be governed by the provisions of this Agreement and such evaluation shall not be considered in the 
determination of any personnel action taken or not taken with respect to any teacher other than action 
directly related to such teacher’s having or not having required certification. 

 
ARTICLE 16 

INDEMNIFICATION 
 

16.1. Rights of indemnification of teachers for expenses in connection with claims and actions 
brought against them shall be as provided in General Laws, Chapter 258, Section 9. 
 

ARTICLE 17 
STAFFING 

 
17.1. While recognizing that the ultimate determination concerning matters of staffing is reserved to the 

School District, the parties agree as 
follows: 

 
17.1.1. In each of the major academic departments (mathematics, science, social studies, English and 
world languages), it is desirable that the ratio of students to full-time teachers approximates an 
average of 90 to 1.  As this represents a goal for a department and not for any individual teacher, 
individual teachers within the departments may have more or fewer students than the desired 
maximum.  However, the calculation of a department’s ratio does not include teachers assigned to the 
Ninth Grade Academy or other programs or classes in which the administration has made the choice 
to assign lower student to teacher ratios.  It is desirable that class size for any section of a course 
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should not exceed twenty-five (25) students with the possible exception of Rivers and Revolutions, 
Twice Told Tales or any other special programs and classes to which the District or Building 
Administration have assigned more than one teacher.  It is desirable that no class should exceed 
twenty-five (25) students, however, such classes which a department, in conjunction with the 
administration, has chosen to assign significantly fewer students to for educational or social/emotional 
reasons will not be utilized in calculating a department’s teacher student ratio. The School District 
reserves the right to increase the student teacher ratio up to a maximum of 95:1 in these departments 
for compelling reasons.  It is also understood that in these departments the number of classes per full-
time equivalent teacher in any given semester should be 4.  
 
17.1.1.1  Each student from the electives that meet twice a week will count as .6 toward the ratio  

  
17.1.2.  For the Art Department, the number of assigned classes per full-time teacher will be four. In 
addition, each Art teacher may be assigned the equivalent of one teaching block in the Art area. 

 
17.1.3.  In the other teaching departments, given the current block schedule, the number of classes 
as- signed per teacher will be 5.   For the health and fitness department, it is desirable that the ratio 
of students to full-time teachers approximate an average of 220 to 1. 

 
17.1.4.  For the guidance department, it is desirable that the ratio of students to full-time 
counselors approximate an average of 185 to 1.  The School District reserves the right to increase 
the student counselor ratio up to a maximum of 190:1 for compelling reasons.  The calculation of 
the ratio does not include, nor does it apply to, the school adjustment counselors, and if individual 
guidance counselors solely assigned to first-year students or individual guidance counselors 
assigned some other administrative task are at any time assigned a lower caseload of students than 
185 to 1, their caseload will not be used in calculating the Guidance department ratio. 

 
17.1.5.  Given the current block schedule, it is desirable that all full-time faculty members will be 
assigned to no more than four (4) duties, of which Advisory shall count as one (1), per week. 
While a maximum of four weekly duties is ideal, in rare cases when the Administration feels the 
need to assign some teachers a fifth weekly duty, they will attempt to do so fairly based on past 
number of weekly duties individual teachers have been assigned and the number of blocks per 
week individual teachers are assigned to teach in that semester.  Priority shall be given to avoiding 
assigning a fifth duty to teachers already assigned to teach a greater number of class meetings 
during the week than other teachers.  However, no teacher will be assigned more than five (5) 
weekly duties, of which advisory shall count as one. For part-time faculty, duties will be prorated 
based on their FTE. Administration will attempt to distribute duties fairly and equitably both 
among faculty and across an individual faculty member’s weekly teaching schedule, but at 
minimum, each full-time faculty member will have a full lunch block and at least one planning 
block during which they are not assigned each day of the week. School nurses and department 
chairpersons will be exempt from performing student supervisory duties. 
 
17.1.5.1. Science teachers who teach more than one (1) lab block above and beyond their 
contractual class load, will be exempt from all duties, including advisory, unless they volunteer to 
serve as an advisor. Any Science teacher who teaches only one (1) lab block for one class above 
and beyond their contractual class load per week, will be assigned no more than two (2) duties per 
week including advisory.  
 
17.1.5.2. Given our current schedule, for each regular, weekly, block-length meeting that a faculty 
member is required to attend during the school day, they will be exempted from one (1) other 
assigned weekly duty.   
 
17.1.5.3. Teachers will not be expected to do or be assigned to perform “sub-coverage” for other 
teachers. This will not be a duty. Teachers may elect to provide sub-coverage at $50 per hour (pro-
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rated to the length of the period). Teachers who volunteer to do sub-coverage may cover no more 
than three (3) class meetings per week and they will not be expected to teach the classes to which 
they are assigned. Such coverage will not be classified as a duty. Logistics of how this will operate 
will be mutually agreed upon by the Principal and the Association President or their designees. 
 
17.1.6.  Part-time teachers are paid 25% of a full-time teacher salary for each class taught. 

 
17.1.7.  For the music department, it is desirable that the ratio of students to full-time teachers 
approximate an average of 180 to 1. 
 
17.1.8.  For the Special Education department, it is desirable that the number of students assigned 
to any full-time case manager shall not exceed twenty-two (22). The Department Chair of the 
Special Education department, in collaboration with the Special Education Administrator, should 
be responsible for assigning students to each case manager, making the utmost effort to distribute 
the students to case managers fairly and equitably, both in terms of overall caseload and degree of 
student needs and should also consider the impacts on direct services provided by related service 
providers when assigning caseloads to case managers.  
 
17.1.9. The utmost effort will be made by administration and Department Chairs to fairly and 
equitably distribute students with IEP’s and 504’s  among regular classroom teachers whenever 
possible, especially among teachers teaching sections of the same course. 
 
17.1.10.  When a teacher, counselor or staff member is temporarily out on leave, the District will 
make the utmost effort to hire a qualified substitute to cover the individual’s workload as soon as 
possible after they become aware of the impending or unexpected leave. In the event there is 
difficulty in filling the position, the District may ask other members of the staff member’s 
department to temporarily cover the individual’s workload, but those individuals may not provide 
such coverage if doing so violates the terms of Article 17 on staffing ratios and loads or any other 
part of the contract. If such a situation should arise, the Superintendent and the Association 
President will negotiate any appropriate additional compensation which the individual(s) will 
receive and the additional work responsibilities the individual(s) will undertake. The 
Superintendent will update the Association President on their progress in filling the position at 
their regular monthly meeting and will also do so in response to any inquiries made by the 
Association President in between their monthly meetings. 
 
17.2.  Administration will consult with department chairs in order to prioritize and make the 
utmost effort to assign all of the teachers in the same academic department to the same lunch 
block. 
 
17.3.  Any position created by Building or District administrators which association members fill 
and which replace a portion of their contractual teaching load, will be negotiated between the 
Association and the Superintendent. This negotiation will include, but not be limited to 
compensation and responsibilities.  These positions will be posted so all bargaining unit members 
will have equal opportunity to apply for them. Any results of any such negotiations will be 
reduced to writing and codified in a Memorandum of Agreement which shall be included in any 
successor agreements. 
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ARTICLE 18 
ABSENCE FROM SCHOOL DUTIES 

 
18.1.  TEMPORARY ABSENCE. 

 
18.1.1.  Sick Leave.  Every member of the professional staff on the 185-day schedule shall be 
allowed fifteen days’ absence from school duties annually without loss of salary if occasioned by 
personal illness. For teachers who are not scheduled to work full time, a day of absence shall be 
prorated in accordance with their teaching schedules.  Sick leave shall accumulate from year to year 
without limit.  New employees may begin with a bank of sick leave representing five days for each 
year of experience not to exceed thirty days. 

 
18.1.1.1.  Sick leave, in addition to personal illness, shall include absence because of illness 
on the part of a spouse, child, father, mother, or member of the immediate household. 

 
18.1.1.2.  A medical certificate or other suitable evidence may be required for all absences 
exceeding five consecutive days. 
18.1.1.3.  Sick Leave Bank.  A Sick Leave Bank for use by eligible teachers who have 
exhausted their own sick leave and who have serious personal illness or accident or who are 
experiencing the catastrophic illness or accident of a child has been established. A Sick Leave 
Bank Committee consisting of six (6) members shall administer the Sick Leave Bank. Three (3) 
members will be designated by the School Committee and three (3) designated by the 
Association. The operation of the Bank and withdrawal there from shall be carried out in 
accordance with the following provisions: 

 
A)  Upon hire and thereafter as necessary, each teacher will deposit to the Bank one (1) day of sick leave. 
Once deposited sick leave days shall become the property of the Bank and may not be withdrawn by the 
contributing member(s) for any reason other than those set forth below. 

 
B)  All deposits to the Bank will be credited October 1 of each year. 

 
C) Withdrawals may be made only for serious personal illness or accident of the teacher, for child bearing 
leave, or catastrophic illness or accident of a child, and applied only during the regular school year (185 
days).   

 
D) Any member of the Bank who seeks sick leave days from the Bank shall they/their , or by another 
person authorized to act on they/their behalf, inform in writing the Sick Leave Bank Committee.  Copies 
thereof shall be sent to the president of the Association and to the human resource director setting forth the 
nature of they/their illness, accident or the catastrophic illness/accident of a child, an estimate of how long 
such illness/accident shall continue in the school year in which they/their leave has been exhausted, and the 
number of days that they/their seeks to withdraw from the Bank.  Said application shall be accompanied by 
a written statement of a physician with personal knowledge which shall corroborate the nature of the illness 
and estimate the degree and duration of same. The Sick Leave Bank Committee shall have the right to 
request of the applicant additional information as needed for the purpose of reaching a decision in a 
particular case. 

 
E) The initial grant of sick leave by the Sick Leave Bank Committee to an eligible teacher shall not 
exceed thirty (30) school days and shall be made according to the following criteria: 

 
1)  adequate medical evidence of serious personal illness/accident or of catastrophic illness/accident of 
a child 
2)  prior utilization of all eligible sick leave 
3)  length of service in the Concord-Carlisle Regional School District 
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4)  propriety in the use of previous sick leave 
 
F) A teacher who is still unable to perform they/their duties after the period for which sick 
leave has been granted by the Sick Leave Bank Committee may apply for an additional 
grant.  Such request shall be subject to the provisions set forth above.  In no case shall 
any teacher be granted sick leave to extend beyond the school year in which such leave has been  granted. 
No teacher shall be granted sick leave days by the Sick Leave Bank Committee in more than two (2) 
consecutive school years for the same illness or for more than 185 school days, whichever period is less. 
During the first year of employment, a teacher may not withdraw more than 90 school days from the Sick 
Leave Bank. 

 
G) The granting of sick leave by majority vote of the Sick Leave Bank Committee shall be in writing with a 
copy of such statement being forwarded to the human resource office for inclusion in the teacher’s 
personnel folder.  If the Sick Leave Bank committee is tied regarding a member’s request to utilize the sick 
leave bank, a seventh committee member will be chosen by a majority vote of the committee members to 
break the tie.  If the members are unable to agree on a seventh member, the Association President will 
select the seventh committee member to break the tie.  All decisions of the Sick Leave Bank Committee are 
final and binding and are not subject to the grievance procedure of this Agreement. 
 
H) In the event of depletion of the Bank’s resources, the Sick Leave Bank Committee may recommend to 
the membership a reassessment of an additional day of contribution. If the Sick Leave Bank balance goes 
below 900 days, the Sick Leave Bank Committee will notify the Association. 
 
I) In the event of a new contract and/or an extension of the existing one, the balance of days in the Sick 
Leave Bank are to be carried over to succeeding years. 

 
18.1.2. Bereavement Leave.  Bereavement leave will be granted by the immediate supervisor not 
to exceed five (5) days. The leave is to be granted without salary deductions in the loss of the 
following: spouse, child, parent, sibling, grandparent, in-law, member of the teacher’s immediate 
household or other close relation or close friend. Any other bereavement leave beyond five (5) days 
shall be taken from sick leave based on the recommendation of the principal and the 
Superintendent’s approval. 
 
18.1.3.  Personal Business.  Each regular employee will be granted annually three days’ absence 
from school duties for personal business or for other unusual and imperative reasons with no loss 
of salary. The benefits of this Section shall not be utilized to extend a vacation period.  Unused 
personal business days will be cumulative to six days per teacher.  To be eligible for leave without 
loss of salary, employees must receive approval from their immediate supervisor at least 24 hours 
before taking such leave (except in case of emergency).  Personal business means a matter which 
cannot be attended to at a time other than when school is in session. 

 
18.1.4.  Leave for Religious Observances. Each regular employee may be 
granted 
up to three days’ absence from school duties without loss of salary for the observance 
of religious holidays not regularly included in the school holiday schedule. If taken, 
there will 
be no deduction from the individual’s accumulated sick leave days.  An advance notification to the 
individual’s immediate supervisor is a prerequisite to the granting of leave for religious observances. 

 
18.1.5.  Professional Leave.  Any teacher, upon application and permission of the Principal or 
they/their designee, may be granted leave not to exceed five days annually to attend conferences or 
meetings, or to visit schools for professional purposes.  Any money beyond expenses received by a 
teacher on professional leave shall be turned over to the principal for deposit in the department 
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account and will be held there for the remainder of that school year and the following fiscal year to be 
used for professional activities.  If, at the end of such following fiscal year, any such funds remain 
unexpended, then they shall be moved into the school district's general account. Receipts for all 
expenditures must be provided to the business office in order to obtain reimbursement. 

 
18.1.6.  Jury Duty.  A teacher called to serve on jury duty will be paid the difference between the 
money received for jury duty less travel allowance and they/their regular pay. 

 
 
18.2. EXTENDED ABSENCE. 

 
18.2.1. Military.  If a professional staff member is drafted or enlists in the U.S. military service, 
they/their will be granted a military leave of absence for up to four years. 

 
18.2.2.  Sabbatical Leave. 

 
18.2.2.1.  The School Committee will sponsor two types of Sabbatical Leave, Traditional 
Sabbatical Leave and Alternative Sabbatical Leave.  Types of Traditional Sabbatical Leaves 
include half-year full pay, full year half-pay, and full year and full pay leaves.  Types of 
Alternative Sabbatical Leaves include (but are not limited to) Fractional Load Sabbaticals, 
Summer Sabbaticals, and Professional Development Sabbaticals. 

 
The School Committee will fund the equivalent of four half-year Sabbaticals.  At least one-quarter of 
this funding will support Alternative Sabbaticals. The remaining three-quarters of this funding will 
support either one full and one half Traditional Sabbaticals or three half Traditional Sabbaticals.  If 
there are not enough proposals to use the entire funding designated for Traditional Sabbaticals, then 
whatever money is remaining after the awarding of Traditional Sabbaticals will be added to the funding 
for Alternative Sabbaticals. 
18.2.2.2.  Traditional Sabbatical Leave. 

 
A)   Professional staff members may apply for a Traditional Sabbatical Leave for 
study, research or travel. 

 
B)  Eligibility for sabbaticals shall be based upon total years of service in the system (including military 
leave, maternity leave or approved leave of absence).  After seven years of eligibility have been attained, 
a professional staff member shall be eligible for a full year sabbatical at one-half pay or a half-year 
sabbatical at full pay.  After ten years of eligibility have been attained, a professional staff member shall 
be eligible for a full year sabbatical at full pay.  Eligibility for subsequent sabbaticals will follow the same 
time requirements, minus seven years for each one-half sabbatical previously awarded and twelve years 
for each full year sabbatical awarded prior to July 1, 1989, and ten years for each full year sabbatical 
thereafter. The salary shall be the regular teaching salary. 

 
C)   Any person awarded a half sabbatical must wait at least two full years before receiving another half 
sabbatical no matter how many years they have been in the system.  Any person awarded a full sabbatical 
must wait at least four full years before receiving another full sabbatical or two full years before receiving 
another half sabbatical no matter how many years they have been in the system. 

 
D)   By December 1 of the year prior to the year for which the Traditional Sabbatical Leave is 
considered, Traditional Sabbatical Application Forms will be prepared by the Superintendent and 
distributed to staff members.  The Superintendent shall not be required to prepare and distribute such 
forms if they/their has already determined prior to said December 1, based on fiscal constraints or 
otherwise, that no Traditional Sabbatical Leaves will be granted for that year, provided that the 
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preparation and distribution of such forms shall not oblige the Superintendent to grant any Traditional 
Sabbatical Leaves. 

 
E)   By December 1 of the year prior to the year for which the Traditional Sabbatical Leave is 
considered, a Sabbatical Review Committee will be formed consisting of three Association members 
selected by the Association President; one building administrator; the Superintendent or they/their de- 
signee; and an ex officio (non-voting) School Committee member. 

 
F)   By December 15, proposals for Traditional Sabbatical Leave will be presented to the Sabbatical 
Review Committee for consideration. 
 
G) By January 31, the Sabbatical Review Committee will review all proposals and select the best two 
(one full and one half) or best three (three halves) for presentation to the Superintendent.  Criteria for 
selection should include, but are not limited to:  the value of the sabbatical to the teacher, the length of 
service of the teacher, and the amount of time since that teacher has received a sabbatical. In addition, 
all recommended proposals should have demonstrable value to students or the department or the school. 

 
The Superintendent may award such Traditional Sabbatical Leaves as they/their determines in her 
discretion, but not to exceed one full and one half sabbatical, or three half sabbaticals, not later than 

 

March 1.   It is further understood that the deadlines for the process may be changed by 
mutual agreement of the School Committee and the Association. 

 

 
18.2.2.3.  Alternative Sabbatical 
Leave 

 
A)   Professional staff members may apply for Alternative Sabbatical Leave for study, 
research, travel or any other professional activity of demonstrable value. Alternative 
Sabbaticals can be different from Traditional Sabbaticals in concept, construct or duration. 

 
B)   Professional staff members are eligible for Alternative Sabbatical Leave after five years 
of service. They may apply during their fifth year for a leave in their sixth. 

 
C)   By February 1 of the year prior to the year for which the Alternative 
Sabbatical 
Leave is considered, Alternative Sabbatical Application Forms will be prepared by the 
Superintendent and distributed to staff members.  The Superintendent shall not be required to 
prepare and dis- 
tribute such forms if they/their has already determined prior to said February 1, based on 
fiscal constraints or otherwise, that no Alternative Sabbatical Leaves will be granted for that 
year, provided that the preparation and distribution of such forms shall not oblige the 
Superintendent to grant any 
Alternative Sabbatical 
Leaves. 

 
D)   By December 15, proposals for Alternative Sabbatical Leave will be presented to the 
Sabbatical 
Review Committee (see 18.2.2.2. E) for 
consideration. 

 
The Sabbatical Review Committee will review all proposals and select the best for presentation 
to the Superintendent.  Criteria for selection should include, but are not limited to:  the value 
of the sabbatical to the teacher, the length of service of the teacher, and the amount of time since 
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that teacher has received a sabbatical.  In addition, all recommended proposals should have 
demonstrable value to students or the department or the school. 

 
The Superintendent may award such Alternative Sabbatical Leaves as they/their determines in 
her discretion, but not to exceed one half sabbatical, not later than April 15.  It is further 
understood that the deadlines for the process may be changed by mutual agreement of the 
School Committee and the Association 

 
18.2.2.4.  The granting of a Sabbatical Leave shall be dependent upon the staff member entering 
into a written agreement with the School District that upon termination of such leave they/their 
will return to service in the public schools of the Region for a period equal to twice the length of 
such leave, and that, in default of completing such service, they/their will refund to the Region an 
amount equal to such proportion of salary received by they/their while on leave as the amount of 
service not actually rendered as agreed bears to the whole amount of service agreed to be rendered. 

 
18.2.2.5. The period of leave will be considered a period of teaching for purposes of 
measuring teaching experience for salary determination.  Sabbatical Leave will not affect 
tenure or other bene- fits earned as a member of the staff. 
 
18.2.2.6.  During the course of Sabbatical Leave, brief monthly reports of progress shall be 
made to the Superintendent. 

 
18.3.   CHILD-BEARING AND CHILD-REARING LEAVE. 

 
18.3.1.   Teachers who are disabled from working because of pregnancy or recovery therefrom may 
apply unused sick leave, in accordance with Section 18.1. Temporary Absence, for those days on 
which they are unable to work. 
8.3.2.  Child-Bearing Leave.  Any female teacher shall be granted, upon request to the 
Superintendent, a leave of absence without pay for reasons of child bearing.  Such leave shall not 
exceed eight (8) weeks. Teachers on Child-Bearing Leave may apply unused sick leave for those 
days on which they are unable to work as a result of pregnancy or recovery therefrom.  In cases of 
use of unused sick leave, Section 
18.1. Temporary Absence, shall 
apply. 

 
18.3.2.1.  Parenting Leave. Any teacher shall be granted, upon written request to the 
superintendent, a maximum of three (3) weeks' leave following the birth of they/their child, 
inclusive of school vacation weeks and summer break.  Available unused sick leave may be 
applied to these three weeks provided the three weeks occur during the contracted 185 days. 
Parenting leave is only available during the school fiscal year in which the child is born.  Such 
leave shall be coterminous with (and shall not extend or be in addition to) any other leave (such 
as FMLA leave, leave under the Massachusetts Maternity Leave Act, or leave under Section 
18.3.3 of this Agreement). 

 
18.3.2.2.   Adoption Leave.   Any teacher shall be granted, upon request to the Superintendent, 
a leave of absence without pay immediately following a placement for adoption or for travel 
necessary to complete adoption.  Such leave shall not exceed eight (8) weeks.  Teachers on 
Adoption Leave may apply unused sick leave for those days on which they are on leave. 

 
18.3.3.  Child-Rearing Leave.  Any teacher may be granted a leave of absence without pay for 
up to three full semesters immediately following childbirth or adoption.  Scheduled returns from 
such child- rearing leaves shall occur at the beginning of a semester unless otherwise agreed upon by 
the teacher and the Superintendent.  Leaves may exceed three consecutive full semesters if agreed 
upon by the teacher and the Superintendent. 
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A teacher returning from Child-Rearing Leave may request to fill an existing vacancy (a position 
that must be posted and/or advertised) of lesser equivalence in the discipline that they/their left for the 
remainder of the school year rather than an immediate return to they/their former equivalency.  
They/their may fill said vacancy for a maximum of two (2) school years, if such vacancy exists, 
without affecting they/their rights to return to they/their former equivalency. 

 
If a teacher has they/their teaching load increased because of another teacher’s leaving for Child-
Rearing Leave, the teacher whose load is increased shall sign a statement acknowledging the reason 
for the temporary increased load and an agreement to voluntarily reduce they/their if necessary 
when the teacher on Child-Rearing Leave returns.  All teachers whether on leave or not will receive 
equal consideration with respect to reduction-in-force. 

 
18.4.    VOLUNTARY LEAVES OF ABSENCE. 

 
18.4.1.   Upon application, consistent with School Committee Policy, of a member of the 
professional staff and upon the recommendation of the principal, after consideration of the merits of 
the request, the Superintendent may grant a full or partial leave of absence.  Written application 
for leaves of absence must be submitted before July 1 of the year in which leave is requested.  
Requests submitted after the deadline date will be considered only in the event of extraordinary 
circumstances as determined by the Superintendent.  During a leave of absence, a teacher will receive 
no salary, no Region payment of insurance plans, or other benefits.  A teacher on leave of absence 
will receive the same consideration with respect to reduction-in-force and future staffing plans as if 
they/their were actively teaching and not on leave. 

 
18.4.2.  Salary credit for the year of leave of absence is at the discretion of the Superintendent upon 
the recommendation of the principal.  Persons granted leaves of absence by the Superintendent who 
are on leave on January 1 must inform the Superintendent by February 1 of the year in which they 
intend to re- turn or the teacher’s service will be considered terminated at the end of the school 
year for which the leave was granted. 

 
18.4.3.  A teacher’s insurance plan will be continued during the period of any unpaid leave of 
absence (including a maternity leave), provided the teacher pays the total monthly cost of such 
coverage to the Region by the seventh (7th) of each month. 

 
18.5.   ADDITIONAL LEAVE.  At the discretion of the Superintendent, additional leave may be 
granted be- yond normal sick leave and other leave provisions of the current policy. 

 
18.6.  ABSENCES REQUIRING SALARY DEDUCTION.  Extended absence owing to personal illness 
in excess of sick leave allowance shall carry a salary deduction equal to the actual cost of substitute services, 
but this provision shall neither exceed ten (10) weeks nor shall it extend beyond the school year in which the 
extended absence owing to said personal illness in excess of sickness allowance began.  Absences for reasons 
other than personal illness or serious emergency shall carry a deduction of 1/185th of annual salary for each 
day of such absence for all personnel engaged for the period of the school year. 

 
18.7.  THE FAMILY AND MEDICAL LEAVE ACT OF 1993.  Upon receipt of an application, the 
Superintendent shall approve a maximum of twelve (12) weeks unpaid, job protected leave each year for 
specified family and medical reasons consistent with the FMLA. For purposes of the FMLA, the year is 
defined as the twelve (12) consecutive months immediately preceding the requested leave date. 
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ARTICLE 19 
DEPARTMENT CHAIR POSITIONS 

 
19.1.   An appointment to a department chairpersonship shall be for a three-year period, subject to an 
annual review by the Principal and a determination by they/their that the incumbent is meeting the goals and 
objectives established for the incumbent by the Principal in consultation with members of the department as 
described below.  Members of a department, at their option, may participate in the process of nominating 
candidates for department chair positions.  Should they desire to recommend a nominee, they shall first 
consult with the Principal concerning goals and objectives for the department and its chairperson and other 
relevant matters.  Thereafter, but prior to May 1, the name of a nominee may be presented to the Principal 
for they/their consideration.  Any nominee who is recommended by the majority of their 
department and who possesses proficient or exemplary overall evaluations will be given 
prioritized consideration for the department chairperson position by the Principal.  If the 
Principal chooses to approve a different nominee, they/their shall so advise the department.  W h i l e  the 
Principal shall have the ultimate decision as to who shall be appointed to department chair positions, 
rotating department chair positions best serve the interests and culture of Concord-Carlisle High School.. 

 
19.2.   If in the procedure outlined in Section 19.1. the Superintendent should appoint an incumbent 
chairperson to a succeeding term, the following shall apply: 

 
A)  The incumbent shall resign the chair position with an effective date no later than 
June 25. 

 
B)  The succeeding term shall begin no earlier than July 25. 

 
C)  Prior to reassuming the chair position, the resigned chairperson shall sign a statement 
acknowledging that the interruption of service as chairperson prevents they/their gaining tenure in 
that position. 

 
19.3.    If an incumbent chairperson declines to sign a statement as described in 19.2.C. and if the 
Superintendent proceeds to appoint the person to a succeeding term, then the Association reserves its rights 
to challenge such appointment if it feels it was in violation of this Agreement. 
 
19.4.  To ensure smooth transitions in department leadership, when an individual is appointed to become 
a chair of a department for the first time, they will participate in training provided by the district to help 
acquaint them with, and prepare them for, the various tasks and responsibilities of the chair position. This 
training shall not exceed fifteen (15) hours. Training presenters and contents will be determined by the 
Superintendent and the Association President or their designees. Presenters may include past or present 
department chairs and administrators. If appropriate, these training hours may count toward the number 
of hours required for state licensure for various supervisory positions. 
 

ARTICLE 20 
TAX SHELTERED ANNUITIES 

 
20.1. By request of the individual concerned and they/their authorization for salary deduction, 
tax-sheltered annuities are authorized by the School District to be purchased for a member of the 
professional staff. 
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ARTICLE 21 
GRIEVANCE PROCEDURE 

 
21.1.    A professional staff member who believes that they/their is aggrieved by a violation of the Agreement 
shall discuss the matter with they/their immediate supervisor within thirty (30) school days of the time the 
employee should reasonably have known that they/their may be aggrieved.  The immediate supervisor shall 
render a decision within fourteen (14) calendar days. 

 
21.2.    If the grievance is not settled to the satisfaction of the employee, they/their may present the grievance 
to the principal in writing within fourteen (14) calendar days, after the decision of the immediate supervisor 
is due. Such grievance shall be submitted on a form (see Appendix B) reciting, at a minimum, the nature 
of the violation alleged, the article or articles of the agreement alleged to have been violated, and the remedy 
sought, and providing spaces to reflect subsequent steps in the grievance process. 

 
21.3.    In the case of a written grievance, within fourteen (14) calendar days of the receipt of the statement, 
the principal shall review the appeal, discuss the matter with the grievant and the immediate supervisor and 
render a written decision. 

 
21.4.    If the grievance is not settled to the satisfaction of the employee, the grievance may be appealed in 
writing to the Superintendent within fourteen (14) calendar days after the principal’s decision is due. 

 
21.5.   The Superintendent shall meet with the employee, and if the employee so chooses, a representative of 
the Association, within thirty (30) calendar days after receipt of the written grievance.  The Superintendent 
shall provide they/their decision in writing to the employee within fourteen (14) calendar days after the 
conclusion of the meeting. 

 
21.6.     Any time interval specified herein may be extended by mutual agreement.  If the answer at any 
step is not provided within the specified time limits, the grievance shall be deemed denied on the day the 
decision was due and the grievance shall be qualified to be carried to the next higher level.  If an 
individual’s grievance is once settled or if it is not presented within the time limits specified herein, it shall 
be considered closed and shall not thereafter be subject to the grievance procedure or to arbitration hereunder. 

 
21.7.      If the grievant is dissatisfied with the Superintendent’s decision, they/their may file an appeal 
with the School Committee within fourteen (14) calendar days following receipt of the Superintendent’s 
decision.  The School Committee at its sole discretion will determine whether or not to hear the appeal. The 
School Committee shall provide to the grievant in writing its determination whether or not to hear the 
appeal and, if determining to hear the appeal, shall provide to the grievant in writing its decision concerning 
the appeal. 

 
21.8.      Either the Association or the School District may determine to process individual grievances that 
address the same issue arising from the same basic facts as a group grievance. 
 

ARTICLE 22 
ARBITRATION 

 
22.1.     In the event the Association elects to submit a grievance to arbitration, the arbitrator shall be selected 
according to, and shall be governed by, the procedure set forth in this Article.  The Association must notify 
the Superintendent in writing of its intention to arbitrate within thirty (30) calendar days following receipt of 
the Committee’s decision on the grievance. 

 
22.2.     The arbitrator shall be selected by mutual agreement of the parties.  If the parties cannot agree 
within fourteen (14) calendar days after receipt by the Superintendent of written notice that the Association 
intends to arbitrate, the Association may, within twenty (20) calendar days after such receipt refer the 
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grievance to the American Arbitration Association.  The arbitrator shall be selected in accordance with the 
then current rules of the American Arbitration Association applicable to labor arbitrations.  Any arbitration 
hereunder shall be con- ducted in accordance with such rules, subject to the provisions of this Agreement.  
The School District and the Association shall share equally in compensation and expenses of the arbitrator. 

 
22.3. The School District shall have standing to question arbitrability. 

 
22.4.    The function of the arbitrator is to determine the interpretation and application of specific provisions 
of this Agreement.  There shall be no right in arbitration to obtain, and no arbitrator shall have any 
authority or power to award or determine any change in, modification or alteration of, addition to, or 
detraction from, any of the provisions of this Agreement.  No arbitrator shall set aside any action of the 
School District involving the exercise of judgment unless the Association establishes that there was no 
reasonable basis for such judgment, and the arbitrator shall be subject to the principle that there are no 
restrictions intended on the rights or authority of the School District other than those expressly set forth in 
this Agreement.  The arbitrator may or may not make them/their award retroactive as the equities of the 
case may require.  Each grievance shall be separately processed in any arbitration proceedings hereunder 
unless the parties otherwise agree.  The arbitrator shall furnish a written opinion specifying the reasons for 
they/their decision.  The decision of the arbitrator, if within the scope of they/their authority and power under 
this Agreement, shall be final and binding upon the School District, and the Association and the teacher(s) 
involved in the grievance. 

 
ARTICLE 23 

SCHOOL CALENDAR 
 

23.1. The Calendar Committee will be comprised of representatives of the Association and 
representatives of the School Committee and these two parties will perform the following functions: 

 
23.1.1. The representatives will develop the calendar through a series of joint meetings. 

 
23.1.2.  After tentative agreement has been reached, Association representatives will determine if 
the proposed calendar has the support of a majority of the members of the Concord-Carlisle 
Teachers’ Association. 

 
23.1.3.  If mutual agreement exists, the calendar proposal will be forwarded to the School  
Committee for consideration.  In the event mutual agreement cannot be reached, Association
 representatives 
and School Committee representatives will each present their recommendations for a workable 
calendar to 
the School Committee. 

 
23.1.4. The final decision will rest with the School Committee. 

 
23.2.  The beginning of school for teachers shall occur no earlier than the dates specified on the following 
chart: 
 

Labor Day Date Earliest School Start Date For Teachers 

1-Sep Mon, 25 Aug 

2-Sep Mon, 26 Aug 
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3-Sep Mon, 27 Aug 

4-Sep Mon, 28 Aug 

5-Sep Thur, 25 Aug 

6 Sep Thur, 26 Aug 

7 Sep Thur, 27 Aug 

 
There shall be no school for teachers on the Friday prior to Labor Day weekend except by written agreement 
of the Association President and the Superintendent. 
 

ARTICLE 24 
CONSULTATION ON PROFESSIONAL CONCERNS 

 
24.1.  The Superintendent or they/their representative shall meet at least once each month with the 
President of the Concord-Carlisle Teachers’ Association or they/their representative.  Other members of the 
Administration or Association may be present, upon mutual agreement.   Dates for these meetings will be 
mutually determined. 

 
24.2.  The Principal shall meet at least once each month with three members of the Association’s Executive 
Board, designated by the President. Dates for these meetings will be mutually determined. 

 
24.3.   Upon agreement by the Superintendent, Principal, and Association President, the meetings called for 
in 
Section 24.1. and 24.2. may be combined in any given month. 

 
24.4.  The President and Vice-President of the Association will be released from supervisory duties 
commencing with their election to office for the duration of their term. 

 
24.5.    Whenever a committee which is initiated by the District or by building Administration during the 
regular school year is formed, the President of the Association may appoint at least three (3) members of 
the bargaining unit to serve on said committee.  However, having CCTA representation on a committee 
does not constitute bargaining and the CCTA reserves its rights to negotiate changes in hours, wages or 
working conditions. 

24.5.1.   With the exception of hiring committees and membership on committees with 
contractually agreed upon stipends, whenever a committee will require unusually large 
commitments, as determined by the Superintendent and Association President, due to the quantity 
and length of meetings, the duration of the committee’s existence, the magnitude of the 
committee’s charge, or the significant work required outside of the formal meeting times during 
the regular school year, the District and the Association will negotiate appropriate compensation 
for such committee members. Such committee work which takes place during the summer, 
however, will continue to be paid at the contractual Summer per diem rate. 
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ARTICLE 25 
REDUCTION-IN-STAFF 

 
25.1.   The School Committee retains the right to reduce the number of teachers on its staff within the 
staffing philosophy expressed in other sections of this contract.  The decision to reduce staff shall not be 
subject to the grievance and arbitration procedures of this contract.  As between teachers with professional 
teacher status and teachers without professional teacher status, the provisions of applicable law shall apply 
with respect to reductions in staff. 

 

 
25.2.   The order in which teachers are dismissed from a discipline under RIF will be determined by 
seniority. The provisions of this Article also apply to circumstances involving the reduction of full-time 
teachers with professional teacher status to part-time status. 

 
25.3.   If the School Committee decides to effect a reduction-in-force, the order of reduction of teachers in a 
given discipline shall be reduced in order of seniority until the number has been met. 

 
25.4.  DEFINITIONS: 

 
25.4.1.  Discipline.  For the purposes of this Article, discipline will normally coincide with 
department such as, but not limited to: 
 

English; Mathematics;  
World Language;  
Social Studies; Science; Art 

The School Committee may, at its sole discretion, broaden or narrow this concept if it deems that the 
needs of the system so require. Examples of a narrowed concept would include but not be limited to: 

 
French; Spanish; Latin;Chemistry/Biology; etc. 

 
25.4.2.  Seniority.  For purposes of this Article, seniority shall mean continuous employment in the 
Concord-Carlisle Regional School District in years, months, and calendar days, including any periods 
of authorized leave of absence. The following procedure will be used to resolve ties in length of 
service: 

 
A) Total number of years, or fractions thereof, of teaching service in Concord-Carlisle Regional 

School District. 
 

B) Total number of years, or fractions thereof, of teaching service in the Concord-Carlisle 
Regional 

School District and the Concord Public Schools. 
 

C) A lottery to be held in September of every school year in which teachers who begin their 
employment in the same year.  Teachers who are hired later in the year will be assigned 
subsequent numbers of lesser seniority. 

 
D)   Seniority determined by annual lotteries or the 1989 lottery shall not be subject to 
grievance procedures. 

 
25.4.3.  Lay-off.  Lay-off means an involuntary unpaid leave of absence to be granted by the School 
District for a period of two years, provided that said teacher has waived, in, writing, subsequent to 
receipt of a notice of reduction-in-force, any present or future rights to a dismissal hearing they/their 
may have pursuant to Chapter 71, Section 42 and 43A of the Massachusetts General Laws.  See Waiver 
Form, page 31. 
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25.4.4.  Recall.  Recall means the right to return to a position in the discipline from which a teacher 
was originally laid off in the reverse order in which said teacher was laid off.  The Superintendent 
must decide on each lay off individually and the order of lay off shall be established by the sequence 
in which the decisions were made.  An up-to-date list of recall order by discipline shall be maintained 
by the Superintendent and shall be available to the Association upon request. 

 
25.4.5.  Terminated. Terminated means dismissed pursuant to Chapter 71, Section 
42. 

 
25.4.6.  Vacancy.  A vacancy for purposes of returning a laid-off teacher who has been recalled to 
active service shall exist only after the School District has met any other obligations it has pursuant 
to any other provision of this Agreement and any state law. 

 
25.4.7.  Minimal Qualifications.  Minimal Qualifications means the specific certification, 
professional training, experience and skills which the School District in its sole discretion establishes 
for a position. 

 
25.5.  NOTIFICATION.  Under normal circumstances, a teacher so identified for a reduction in force shall 
be notified by June 15 of the school year preceding the school year in which the reduction is to be effected.  
In the event of a reduction in state or federal revenues occurring after June 15 such that the need for reduction 
in force is not determined by the School District until after that date, then the School District shall notify a 
teacher so identified as soon as practicable once the School District has determined the need for such a 
reduction, which shall then be effective as of the date determined by the School District.  If the teacher wishes 
to have lay-off status (rather than termination) said teacher must so notify the Superintendent, in writing, 
within ten (10) school days of the receipt of the RIF notice. 
25.6.  RECALL.  If subsequent to a RIF notice, a vacancy occurs in a discipline from which teachers have 
been reduced and elected lay-off status, a recall notice shall be sent via certified mail 
to the teacher most recently reduced from the discipline in which the vacancy exists. 

 
25.6.1.  If a teacher fails to notify the Superintendent within fourteen (14) calendar days of the 
issuance of a recall notice of they/their intent to accept recall, said teacher shall forfeit all rights and 
benefits provided for in this Agreement. 

 
25.6.2.  A teacher who declines recall to less than a full year position will remain on the recall list.  
A teacher who declines recall to a full year, full time position shall forfeit all rights and benefits 
provided for in this Agreement. 

 
25.6.3.  A teacher who accepts recall must commence work on the date set forth in the recall 
notice or within twenty-one (21) calendar days, whichever is later.  A teacher who accepts recall 
shall have all benefits accrued up to June 30th of the school year in which the RIF notice was 
given restored 
upon recall. 

 
25.6.4.  Teachers with recall benefits are required to keep the Superintendent informed of their 
current mailing address. 

 
25.6.5.  Teachers who have been laid-off shall be given preference on the substitute list should 
they so desire. 

 
25.6.6.  The effect on teachers with professional teacher status of a lay-off shall be determined in 
accordance with applicable law. 

 
25.7.  REDUCTION-IN-FORCE TRANSFER PROCESS. 
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25.7.1.  A teacher identified for reduction-in-force may request in writing a transfer to a position, 
involving no greater full-time equivalency than the position held by the teacher immediately prior to 
the receipt of the RIF notice in another discipline where a teacher with no professional teacher status 
is employed or a vacancy exists.  This request shall be addressed to the Human Resource Office with 
a copy to the principal.  This process is available to a teacher with professional teacher status 
identified for reduction-in- force (“RIF”) exclusively during the period beginning with the teacher’s 
receipt of a RIF notice Superintendent’s letter) and ending with the effective date of the teacher’s RIF, 
as specified in the Superintendent’s RIF decision, but in any event no sooner than June 30 of the 
school year in which the RIF notice is issued.  The execution of an employment status waiver from 
(Appendix A to the Agreement) does not extend the period during which a teacher with professional 
teacher status identified for RIF may utilize the RIF Transfer Process beyond the effective date of 
said teacher’s RIF (or June 30, if later). 

 
25.7.2.  The department chairperson or coordinator of the potential receiving discipline and the 
principal shall meet with the teacher requesting the transfer.   The purpose of such meeting is to 
interview the teacher requesting the transfer to determine if that teacher has the minimal qualifications 
beyond certification to maintain the discipline standards as they presently exist.  If it is determined 
that the teacher is minimally qualified, the transfer shall be permitted.  If it is determined that the 
teacher is not minimally qualified, the transfer will be denied. 

 
25.7.3. The affected teacher with professional teacher status may appeal to the Superintendent 
and/or designee. 

ARTICLE 26 
TEACHER EMERITUS PROGRAM 

 
26.1. The intent of this provision is to create the position of Teacher Emeritus, a position which provides 
the opportunity of a teacher retired from the CCRSD to continue they/their employment in the school 
system in an honorary capacity subject to the stipulations listed below.  The creation of this position can 
provide a benefit to the teacher, a financial saving to the Region, an opportunity for employment and/or 
career advancement to other teachers, and an opportunity for the Region to benefit from the experience and 
expertise of the retiree. 

 
26.2. The provisions of the Teacher Emeritus Program are as follows: 

 
26.2.1.  A teacher must have been employed a minimum of 15 years in the CCRSD. 

 
26.2.2.  A retired teacher can be employed as a Teacher Emeritus for a maximum period of 3 years.  
The- se years need not be consecutive. 

 
26.2.3.  A Teacher Emeritus may teach the equivalent of no more than 2 classes per year. 

 
26.2.4.  Each Teacher Emeritus on the 185 day schedule shall be allowed 15 days absence from 
school duties of occasioned by personal illness without loss of salary and three personal leave days.  
For teachers who are not scheduled to work full time, a day of absence shall be prorated in accordance 
with their teaching schedules.  These sick leave and personal leave days are not cumulative and 
Teachers Emeritus are not eligible for the provisions of unused sick leave Article 18 of the Sick 
Leave Bank (Article 18.1.1.3.). 

 
26.3.   The position of Teacher Emeritus shall have no negative impact on the bargaining unit and/or its 
individual members.  The employment of a Teacher Emeritus shall not cause the lay-off of any bargaining 
unit member, nor shall it cause the reduction of any bargaining unit member from a full to a fractional position 
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or from a fractional position to a smaller fractional position. No bargaining unit position shall be eliminated 
due to the employment of a Teacher Emeritus. 

 
26.4.   Should a Teacher Emeritus leave the service of CCRSD during a year of employment, the position 
which he or she held shall continue to be a bargaining-unit-position and shall be filled pursuant to existing 
practice and policy. 

ARTICLE 27 
CRIMINAL OFFENDER RECORD INFORMATION (CORI) 

 
27.1.   In compliance with the provisions of Chapter 385 of the Acts of 2002, the Superintendent of 
Schools shall request and review criminal background checks through the Massachusetts Criminal 
History Systems Board (“CORI reports”).  Such checks shall not take place more than once every three (3) 
years, more or less, unless there are allegations of employee misconduct made by or to law enforcement 
agencies or courts warranting additional CORI reports, or unless a more frequent report is required to bring 
a particular employee onto any regular cycle or schedule on which such reports are routinely sought by the 
district with respect to other employees. 

 
Employees shall be made aware that CORI reports concerning them are being requested and when such 
request is actually made.  Employees, upon request, shall be provided with a copy of the CORI report 
received by the Superintendent. 
All CORI reports shall be kept in a separate secure file maintained in the District’s central offices.  CORI 
reports shall be destroyed at the times required by law.  Even after retirement or termination of employment 
copies of any then-existing reports may be requested by an employee and shall be provided. 

 
After review of a CORI report, the Superintendent or they/their designated appropriate administrator may 
meet with the employee who may, at such meeting, be represented by the Association.  Any and all personnel 
actions resulting from information acquired from a CORI report shall be conducted pursuant to the provisions 
of the Collective Bargaining Agreement, any applicable School Committee policy and the General Laws of 
the Commonwealth of Massachusetts. 

 
ARTICLE 28 

DISCIPLINE & DISCHARGE 
 

28.1 No teacher shall be reprimanded, reduced in rank or compensation, or deprived of any professional 
ad- vantage without good cause.  In the case of a disciplinary suspension or termination, a teacher’s 
exclusive remedy shall be provided under applicable law, and there will be no separate recourse under this 
Agreement. 

 
28.2 The Association recognizes the responsibility of members of the administration to reprimand 
teachers for delinquency of professional performance. The Association also acknowledges that nothing in 
this Article prohibits or restricts the filing of letters, memoranda or other written material which might aid 
in making a sub- sequent objective evaluation. 

 
ARTICLE 29 

EVALUATION 
 

Table of Contents 
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The following forms are in APPENDIX D 
•  Self-Assessment Form 
•  Goal Setting and Plan Form 
•  Formative Assessment Report Form 
•  Formative Evaluation Report Form 
•  Summative Evaluation Report Form 
•  Observation Feedback Form 

 
Appendix E – Teacher Rubric 
Appendix F – SISP Rubric 
Appendix G – Department Chair Rubric 
Appendix H – SISP Department Chair Rubric 

 
1)        Purpose of Educator Evaluation 

 
A) This contract language is locally negotiated and based on M.G.L., c.71, § 38; M.G.L. c.150E; 

the Educator Evaluation regulations, 603 CMR 35.00 et seq.; and the Model System for 
Educator Evaluation developed and which may be updated from time to time by the 
Department of Elementary and Secondary Education. See 603 CMR 35.02 (definition of 
model system).  In the event of 
a conflict between this collective bargaining agreement and the governing laws and 
regulations, the laws and regulations will prevail. 

 
B) The regulatory purposes of evaluation are: 

 
i) To promote student learning, growth, and achievement by providing Educators with 
feedback for improvement, enhanced opportunities for professional growth, and clear 
structures for accountability, 603 CMR 35.01(2)(a); 

 
ii) To provide a record of facts and assessments for personnel decisions, 35.01(2)(b); 
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iii) To ensure that every school committee has a system to enhance the professionalism and 
accountability of teachers and administrators that will enable them to assist all students to 
perform at high levels, 35.01(3); and 

 
iv) To assure effective teaching and administrative leadership, 35.01(3). 

 
2)        Definitions (* indicates definition is generally based on 603 CMR 35.02) 

 
A) *Artifacts of Professional Practice: Products of an Educator’s work and student work 

samples that demonstrate the Educator’s knowledge and skills with respect to specific 
performance standards. 

 
B) Caseload Educator: Educators who teach or counsel individual or small groups of students 
through consultation with the regular classroom teacher, for example, school nurses, guidance 
counselors, speech and language pathologists, and some reading specialists and special education 
teachers. 

 
 C) Classroom teacher:  Educators who teach preK-12 whole classes, and teachers of special 

sub- jects as such as art, music, library, and physical education. May also include special education 
teachers and reading specialists who teach whole classes. 

 
 D) Categories of Evidence: Multiple measures of student learning, growth, and achievement, 

judgments based on observations and artifacts of professional practice, including unannounced 
observations of practice of any duration; and additional evidence relevant to one or more 
Standards of Effective Teaching Practice (603 CMR 35.03). 

 
 E) *District-determined Measures: Measures of student learning, growth and achievement 

related to the Massachusetts Curriculum Frameworks, Massachusetts Vocational Technical 
Education Frameworks, or other relevant frameworks, that are comparable across grade or subject 
level district wide. These measures may include, but shall not be limited to: portfolios approved 
commercial assessments and district-developed pre and post unit and course assessments, and 
capstone projects. 

 
 F) *Educator(s): Inclusive term that applies to all classroom teachers and caseload educators, 

un- less otherwise noted. 
 

 G) *Educator Plan: The growth or improvement actions identified as part of each Educator’s 
evaluation. The type of plan is determined by the Educator’s career stage, overall performance 
rating, and the rating of impact on student learning, growth and achievement. There shall be four 
types 
of Educator Plans: 
i)  Developing Educator Plan shall mean a plan developed by the Educator and the Evaluator  

for one school year or less for an Educator without Professional Teacher Status (PTS); or, at 
the discretion of an Evaluator , for an Educator with PTS in a new assignment. 

ii) Self-Directed Growth Plan shall mean a plan developed by the Educator for one or two 
school years for Educators with PTS who are rated proficient or exemplary. 

iii) Directed Growth Plan shall mean a plan developed by the Educator and the Evaluator  of 
one school year or less for Educators with PTS who are rated needs improvement. 

iv) Improvement Plan shall mean a plan developed by the Evaluator  of at least 30 calendar days 
and no more than one school year for Educators with PTS who are rated unsatisfactory with 
goals specific to improving the Educator’s unsatisfactory performance. In those cases where 
an Educator is rated unsatisfactory near the close of a school year, the plan may include 
activities during the summer preceding the next school year. 
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 H) *ESE: The Massachusetts Department of Elementary and Secondary Education. 

 
 I) *Evaluation: The ongoing process of defining goals and identifying, gathering, and using 

in- formation as part of a process to improve professional performance (the “formative 
evaluation” and “formative assessment”) and to assess total job effectiveness and make personnel 
decisions (the “summative evaluation”). 

 
 J) *Evaluator : Any person designated by a superintendent who has primary or supervisory 

responsibility for observation and evaluation. The superintendent is responsible for ensuring that all 
Evaluator s have training in the principles of supervision and evaluation. Each Educator will have 
one primary Evaluator  at any one time responsible for determining performance ratings. 
i)  Primary Evaluator  shall be the person who determines the Educator’s performance ratings 

and evaluation. 
 

ii) Supervising Evaluator  shall be the person responsible for developing the Educator Plan, 
supervising the Educator’s progress through formative assessments, evaluating the Educator’s 
progress toward attaining the Educator Plan goals, and making recommendations about the 
evaluation ratings to the primary Evaluator  at the end of the Educator Plan. The Supervising 
Evaluator  may be the primary Evaluator  or they/their designee. 

 
iii)Teaching Staff Assigned to More Than One Building: Each Educator who is assigned to 

more than one building will be evaluated by the appropriate administrator where the individual 
is assigned most of the time. The principal of each building in which the Educator serves must 
review and sign the evaluation, and may add written comments.  In cases where there is no 
predominate assignment, the superintendent will determine who the primary Evaluator  
will be. 

 
iv) Notification: The Educator shall be notified in writing of they/their primary Evaluator  and 

supervising Evaluator , if any, at the outset of each new evaluation cycle. The Evaluator (s) 
may be changed upon notification in writing to the Educator. 

 

 
 

K) Evaluation Cycle: A five-component process that all Educators follow consisting of 1) Self- 
Assessment; 2) Goal-setting and Educator Plan development; 3) Implementation of the Plan; 4) 
Formative Assessment/Evaluation; and 5) Summative Evaluation. 

 
L) *Experienced Educator: An educator with Professional Teacher Status (PTS). 

 
M) *Family: Includes students’ parents, legal guardians, foster parents, or primary caregivers. 

 
N) *Formative Assessment: The process used to assess progress towards attaining goals set forth in 

Educator plans, performance on standards, or both. This process may take place at any time(s) 
during the cycle of evaluation, but typically takes place at mid-cycle. 

 
O) *Formative Evaluation: An evaluation conducted at the end of Year 1 for an Educator on a 2- 

year Self-Directed Growth plan which is used to arrive at a rating on progress towards attaining 
the goals set forth in the Educator Plan, performance on Standards and Indicators of Effective 
Teaching Practice, or both. 

 
P) *Goal: A specific, actionable, and measurable area of improvement as set forth in an Educator’s 

plan. A goal may pertain to any or all of the following: Educator practice in relation to Performance 
Standards, Educator practice in relation to indicators, or specified improvement in student learning, 
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growth and achievement. Goals may be developed by individual Educators, by the Evaluator , or by 
teams, departments, or groups of Educators who have the same role. 

 
Q) *Measurable: That which can be classified or estimated in relation to a scale, rubric, or 

standards. 
 
R) Multiple Measures of Student Learning: Measures must include a combination of classroom, 

school and district assessments, student growth percentiles on state assessments, if state assessments 
are available, and student MEPA gain scores. This definition may be revised as required by 
regulations or agreement of the parties upon issuance of ESE guidance expected by July 2012. 

 
S) *Observation:  A data gathering process that includes notes and judgments made during one or 

more classroom or worksite visits(s) of any duration by the Evaluator  and may include 
examination of artifacts of practice including student work.  An observation may occur in person 
or through video. Video observations will be done openly and with knowledge of the Educator. 
The parties agree to bargain the protocols of video observations should either party wish to adopt 
such practice.  Classroom or worksite observations conducted pursuant to this article must result in 
feedback to the Educator.   Normal supervisory responsibilities of department, building and district 
administrators will also cause administrators to drop in on classes and other activities in the 
worksite at various times as deemed necessary by the administrator.  Carrying out these supervisory 
responsibilities, when they do not result in targeted and constructive feedback to the Educator, are 
not observations as defined in this Article. 

 
T) Parties: The parties to this agreement are the local school committee and the employee 

organization that represents the Educators covered by this agreement for purposes of collective 
bargaining (“Employee Organization/Association”). 

 
U) *Performance Rating: Describes the Educator’s performance on each performance standard and 

overall. There shall be four performance ratings: 
• Exemplary: the Educator’s performance consistently and significantly exceeds the 

requirements of a standard or overall. The rating of exemplary on a standard indicates 
that practice significantly exceeds proficient and could serve as a model of practice on 
that standard district-wide. 

 
• Proficient: the Educator’s performance fully and consistently meets the requirements of 

a standard or overall.  Proficient practice is understood to be fully satisfactory. 
 

• Needs Improvement: the Educator’s performance on a standard or overall is below the 
requirements of a standard or overall, but is not considered to be unsatisfactory at this 
time. Improvement is necessary and expected. 

 
• Unsatisfactory: the Educator’s performance on a standard or overall has not significantly 

improved following a rating of needs improvement, or the Educator’s performance is 
consistently below the requirements of a standard or overall and is considered inadequate, 
or both. 

 
V) *Performance Standards: Locally developed standards and indicators pursuant to M.G.L. c. 71, 

§ 38 and consistent with, and supplemental to 603 CMR 35.00. The parties may agree to limit 
standards and indicators to those set forth in 603 CMR 35.03. 

 
W) *Professional Teacher Status: PTS is the status granted to an Educator pursuant to M.G.L. c. 71, 

§ 41. 
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X) Rating of Educator Impact on Student Learning: A rating of high, moderate or low based on 
trends and patterns on state assessments and district-determined measures. The parties will 
negotiate the process for using state and district-determined measures to arrive at an Educator’s 
rating of impact on student learning, growth achievement, using guidance and model contract 
language from ESE, expected by July 2012. 

 
Y) Rating of Overall Educator Performance: The Educator’s overall performance rating is based on 

the Evaluator ’s  professional judgment and examination of evidence of the Educator’s performance 
against the four Performance Standards and the Educator’s attainment of goals set forth in the 
Educator Plan, as follows: 

i) Standard 1:  Curriculum, Planning and Assessment  

ii)  Standard 2: Teaching All Students 

iii)  Standard 3:  Family and Community Engagement  

iv)  Standard 4:  Professional Culture 

v)  Attainment of Professional Practice Goal(s) 
 

vi)  Attainment of Student Learning Goal(s) 
 

Z) *Rubric:  A scoring tool that describes characteristics of practice or artifacts at different 
levels of performance. The rubrics for Standards and Indicators of Effective Teaching 
Practice are used to rate Educators on Performance Standards, these rubrics consists of: 

 
i) Standards:  Describes broad categories of professional practice, including those required 
in 

603 CMR 35.03 
 

ii) Indicators:  Describes aspects of each standard, including those required in 603 CMR 

35.03 iii) Elements:  Defines the individual components under each indicator 

iv) Descriptors:  Describes practice at four levels of performance for each element 
 

AA) *Summative Evaluation: An evaluation used to arrive at a rating on each standard, an 
overall rating, and as a basis to make personnel decisions. The summative evaluation 
includes the Evaluator ’s judgments of the Educator’s performance against Performance 
Standards and the Educator’s attainment of goals set forth in the Educator’s Plan. 

 
BB) *Superintendent: The person employed by the school committee pursuant to M.G.L. c. 

71 §59 and §59A. The superintendent is responsible for the implementation of 603 CMR 
35.00. 

 
CC) *Teacher: An Educator employed in a position requiring a certificate or license as described 

in 603 CMR 7.04(3)(a, b, and d) and in the area of vocational education as provided in 603 
CMR 4.00. Teachers may include, for example, classroom teachers, librarians, guidance 
counselors, or school nurses. 

 
DD) *Trends in student learning: At least two years of data from the district-determined 

measures and state assessments used in determining the Educator’s rating on impact on 
student learning as high, moderate or low. 
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3) Evidence Used In Evaluation 
The following categories of evidence shall be used in evaluating each Educator: 

 
A) Multiple measures of student learning, growth, and achievement, which shall include: 

 
i) Measures of student progress on classroom assessments that are aligned with the 
Massachusetts Curriculum Frameworks or other relevant frameworks and are comparable 
within grades or subjects in a school; 
 
ii) At least two district-determined measures of student learning related to the Massachusetts 
Curriculum Frameworks or the Massachusetts Vocational Technical Education Frameworks 
or other relevant frameworks that are comparable across grades and/or subjects district-wide.  
These measures may include:  portfolios, approved commercial assessments and district-
developed pre and post unit and course assessments, and capstone projects.  One such 
measure shall be the MCAS Student Growth Percentile (SGP) or Massachusetts English 
Proficiency Assessment gain scores, if applicable, in which case at least two years of data is 
required. 

 
iii) Measures of student progress and/or achievement toward student learning goals set 
between the Educator and Evaluator  for the school year or some other period of time 
established in the Educator Plan. 

 
iv) For Educators whose primary role is not as a classroom teacher, the appropriate measures 
of the Educator’s contribution to student learning, growth, and achievement set by the 
district. The measures set by the district should be based on the Educator’s role and 
responsibility. 

 
B)  Judgments based on observations and artifacts of practice including: 

 
i) Unannounced observations of practice of any duration. 
ii) Announced observation(s) for non-PTS Educators in their first year of practice in a 
school, Educators on Improvement Plans, and as determined by the Evaluator . 
iii) Examination of Educator work 
products. iv) Examination of student 
work samples. 

 
C) Evidence relevant to one or more Performance Standards, including but not limited to: 

 
i) Evidence compiled and presented by the Educator, including: 

 
(a) Evidence of fulfillment of professional responsibilities and growth such as self- 
assessments, peer collaboration, professional development linked to goals in the 
Educator plans, contributions to the school community and professional culture; 

 
(b) Evidence of active outreach to and engagement with families; 

 
ii)  Evidence of progress towards professional practice goal(s); 

 
iii)  Evidence of progress toward student learning outcomes goal(s).  

iv)  Student and Staff Feedback – see # 23-24, below; and 
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v)   Any other relevant evidence from any source that the Evaluator  shares with the 
Educator.  Other relevant evidence could include information provided by other 
administrators such as the superintendent. 

 
4) Rubrics 

 
Teachers  - Appendix E 

 
Specialized Instructional Support Personnel – Appendix F 

 
Department Chairs – Appendix G 

 
Specialized Instructional Support personnel Department Chairs – Appendix H 

 
5) Evaluation Cycle:  Training 

 
A)  Prior to the implementation of the new evaluation process contained in this article, districts shall 

arrange training for all Educators, principals, and other Evaluator s that outlines the components 
of the new evaluation process and provides an explanation of the evaluation cycle. The district 
through the superintendent shall determine the type and quality of training based on guidance 
provided by ESE. 

 
B)  By November 1st of the first year of this agreement, all Educators shall complete a 

professional learning activity about self-assessment and goal-setting satisfactory to the 
superintendent or principal.  Any Educator hired after the November 1st date, and who has not 
previously completed such an activity, shall complete such a professional learning activity 
about self-assessment and goal- setting within three months of the date of hire. The district 
through the superintendent shall deter- mine the type and quality of the learning activity based 
on guidance provided by ESE. 

 
6) Evaluation Cycle:  Annual Orientation 

 
A) At the start of each school year, the superintendent, principal or designee shall conduct a 

meeting for Educators and Evaluator s focused substantially on educator evaluation. The 
superintendent, principal or designee shall: 

 
i)  Provide an overview of the evaluation process, including goal setting and the educator plans. 

 
ii) Provide all Educators with directions for obtaining a copy of the forms used by the district. 

These may be electronically provided. 
 

iii)The faculty meeting may be digitally recorded to facilitate orientation of Educators hired 
after the beginning of the school year. 

 
7) Evaluation Cycle:  Self-Assessment 

 
A) Completing the Self-

Assessment 
 

i) The evaluation cycle begins with the Educator completing and submitting to the Primary 
or Supervising Evaluator  a self-assessment by October 1st or within four weeks of the 
start of their employment at the school. 

 
ii) The self-assessment includes: 
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(a) An analysis of evidence of student learning, growth and achievement for students under 
the 

Educator’s responsibility. 
 

(b) An assessment of practice against each of the four Performance Standards of effective 
practice using the district’s rubric. 

 
(c) Proposed goals to pursue: 

 
(1st) At least one goal directly related to improving the Educator’s own professional 
practice. (2nd)At least one goal directed related to improving student learning. 

 
B) Proposing the goals 

 
i)  Educators must consider goals for grade-level, subject-area, department teams, or other 
groups of Educators who share responsibility for student learning and results, except as provided 
in (ii) be- low. Educators may meet with teams to consider establishing team goals.  Evaluator s 
may participate in such meetings. 

 
ii) For Educators in their first year of practice, the Evaluator  or they/their designee will meet 

with each Educator by October 1st (or within four weeks of the Educator’s first day of 
employment if the Educator begins employment after September 15th) to assist the Educator 
in completing the self- assessment and drafting the professional practice and student 
learning goals which must include induction and mentoring activities. 

 
iii)Unless the Evaluator  indicates that an Educator in they/their  second or third years of 

practice should continue to address induction and mentoring goals pursuant to 603 CMR 
7.12, the Educator may address shared grade level or subject area team goals. 

 
iv) For Educators with PTS and ratings of proficient or exemplary, the goals may be team goals. 

In addition, these Educators may include individual professional practice goals that address 
enhancing skills that enable the Educator to share proficient practices with colleagues or 
develop leader- ship skills. 

 
v) For Educators with PTS and ratings of needs improvement or unsatisfactory, the 

professional practice goal(s) must address specific standards and indicators identified for 
improvement. In addition, the goals may address shared grade level or subject area team 
goals. 

 
8) Evaluation Cycle: Goal Setting and Development of the Educator Plan 

 
A) Every Educator has an Educator Plan that includes, but is not limited to, one goal related to the 

improvement of practice; one goal for the improvement of student learning. The Plan also outlines 
actions the Educator must take to attain the goals established in the Plan and benchmarks to assess 
progress. Goals may be developed by individual Educators, by the Evaluator , or by teams, 
departments, or groups of Educators who have the similar roles and/or responsibilities.  See Sections 
15-19 for more on Educator Plans. 

 
B) To determine the goals to be included in the Educator Plan, the Evaluator  reviews the goals the 

Educator has proposed in the Self-Assessment, using evidence of Educator performance and impact 
on student learning, growth and achievement based on the Educator’s self-assessment and other 
sources that Evaluator  shares with the Educator.  The process for determining the Educator’s 



45 

 

 

impact on student learning, growth and achievement will be determined after ESE issues guidance 
on this matter. See #22, below. 

 
C) Educator Plan Development Meetings shall be conducted as 

follows: 
 

i) Educators in the same school may meet with the Evaluator  in teams and/or individually at the 
end of the previous evaluation cycle or by October 15th of the next academic year to develop 
their Educator Plan.  Educators shall not be expected to meet during the summer hiatus. 

 
ii) For those Educators new to the school, the meeting with the Evaluator  to establish the 

Educator Plan must occur by October 15th or within six weeks of the start of their assignment 
in that school 

 
iii) The Evaluator  shall meet individually with Educators with PTS and ratings of needs 

improvement or unsatisfactory to develop professional practice goal(s) that must address specific 
standards and indicators identified for improvement.  In addition, the goals may address shared 
grade level or subject matter goals. 

D) The Educator completes the Goals and Educator Plan by November 1st. The Evaluator  retains final 
authority over the content of the Educator’s  Goals and Plan. 

 
9) Evaluation Cycle: Observation of Practice and Examination of Artifacts – Educators without 
PTS 

 
A) In the first year of practice or first year assigned to a school: 

 
i) The Educator shall have at least one (1) announced observation during the school year using the 

protocol described in section 11B, below. 
 

ii) The Educator shall have at least four (4) unannounced observations during the school year, of 
which one shall be conducted by an administrator and the remainder by their primary Evaluator  or 
department chair. 

 
B) In their second year of practice or second year as a non-PTS Educator in the school: 

 
i) The Educator shall have at least three (3) unannounced observations during the school year, of 
which one (1) shall be conducted by an administrator and the remainder by their primary Evaluator  
or department chair. 

 
 C)  In their third year of practice or third year as a non-PTS Educator in the school: 
 

i)  The Educator shall have at least three (3) unannounced observations during the school year, all of 
which will be conducted by their primary Evaluator  or department chair. 

 
10) Evaluation Cycle: Observation of Practice and Examination of Artifacts – Educators with PTS 

 
A) The Educator whose overall rating is proficient or exemplary must have at least one unannounced 

observation during the evaluation cycle.  This observation will be conducted by their primary 
Evaluator  or department chair. 

 
B) The Educator whose overall rating is needs improvement must be observed according to the Directed 

Growth Plan during the period of Plan which must include at least two unannounced 
observations. 
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C) The Educator whose overall rating is unsatisfactory must be observed according to the Improvement 

Plan which must include both unannounced and announced observation. The number and frequency 
of the observations shall be determined by the Evaluator , but in no case, for improvement plans of 
one year, shall there be fewer than one announced and four unannounced observations. For 
Improvement Plans of six months or fewer, there must be no fewer than one announced and two 
unannounced observations. 

 
11) Observations 

 
The Evaluator ’s first observation of the Educator should take place by November 15.  Observations 
required by the Educator Plan should be completed by May 15th. The Evaluator  may conduct 
additional observations after this date. 
The Evaluator  is not required nor expected to review all the indicators in a rubric during an 

observation. A)  Unannounced Observations 

i) Unannounced observations may be in the form of partial or full-period classroom visitations, 
walkthroughs, or any other means deemed useful by the Evaluator , principal, superintendent or 
other administrator. 

 
ii) The Educator will be provided with at least brief written feedback from the Evaluator  within 3-5 
school days of the observation using the form in Appendix D. The written feedback shall be 
delivered to the Educator in person via MyLearningPlan. 
 
iii) Any observation or series of observations resulting in one or more standards judged to be 

unsatisfactory or needs improvement for the first time must be followed by at least one observation 
of at least 30 minutes in duration within 30 school days. 

B) Announced Observations 
 

i) All non-PTS Educators in their first year in the school, PTS Educators on Improvement 
Plans and other educators at the discretion of the Evaluator  shall have at least one Announced 
Observation. 

 
(a) The Evaluator  shall select the date and time of the lesson or activity to be observed and 

discuss with the Educator any specific goal(s) for the observation. 
 

(b) Within 5 school days of the scheduled observation, upon request of either the Evaluator  or 
Educator, the Evaluator  and Educator shall meet for a pre-observation conference. In lieu 
of a meeting, the Educator may inform the Evaluator  in writing of the nature of the lesson, 
the student population served, and any other information that will assist the Evaluator  to 
assess performance 

 
(1st) The Educator shall provide the Evaluator  a draft of the lesson, student conference, IEP 
plan or activity. If the actual plan is different, the Educator will provide the Evaluator  with a 
copy prior to the observation. 

 
(2nd) The Educator will be notified as soon as possible if the Evaluator  will not be able to 
attend the scheduled observation. The observation will be rescheduled with the Educator as 
soon as reasonably practical. 

 
(c) Within 5 school days of the observation, the Evaluator  and Educator shall meet for a post- 

observation conference. This timeframe may be extended due to unavailability on the part 
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of either the Evaluator  or the Educator, but shall be rescheduled within 24 hours if 
possible. 

 
(d)The Evaluator  shall provide the Educator with written feedback within 5 school days of the 

post- observation conference. For any standard where the Educator’s practice was found to 
be unsatisfactory or needs improvement, the feedback must: 

 
(1st)  Describe the basis for the Evaluator ’s 
judgment. 

 

(2nd) Describe actions the Educator should take to improve they/their 
performance. 

 
(3rd)  Identify support and/or resources the Educator may use in they/their 

improvement. (4th)  State that the Educator is responsible for addressing the need 

for improvement. 

12) Evaluation Cycle: Formative Assessment 
 

A) A specific purpose for evaluation is to promote student learning, growth and achievement by 
providing Educators with feedback for improvement.  Evaluator s are expected to make frequent 
unannounced visits to classrooms.  Evaluator s are expected to give targeted constructive feedback 
to Educators based on their observations of practice, examination of artifacts, and analysis of 
multiple measures of student learning, growth and achievement in relation to the Standards and 
Indicators of Effective Teaching Practice. 

 
B) Formative Assessment may be ongoing throughout the evaluation cycle but typically takes places 

mid- cycle when a Formative Assessment report is completed.  For an Educator on a two-year Self-
Directed Growth Plan, the mid-cycle Formative Assessment report is replaced by the Formative 
Evaluation report at the end of year one. See section 13 below. 

 
C) The Formative Assessment report provides written feedback and ratings to the Educator about 

they/their progress towards attaining the goals set forth in the Educator Plan, performance on 
Performance Standards and overall, or both 

D) No less than two weeks before the due date for the Formative Assessment report, which due date 
shall be established by the Evaluator  with written notice to the Educator, the Educator shall 
provide to the Evaluator  evidence of  family outreach and engagement, fulfillment of 
professional responsibility and growth, and progress on attaining professional practice and 
student learning goals. The educator may provide to the Evaluator  additional evidence of the 
educator’s performances against the four Performance Standards. 

 
E) Upon the request of either the Evaluator  or the Educator, the Evaluator  and the Educator will meet 

either before or after completion of the Formative Assessment Report. 
 

F) The Evaluator  shall complete the Formative Assessment report and provide a copy to the Educator. 
All Formative Assessment reports must be signed by the Evaluator  and delivered face-to-face, by 
email or to the Educator’s school mailbox or home. 

 
G) The Educator may reply in writing to the Formative Assessment report within 5 school days of 

receiving the report. 
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H) The Educator shall sign the Formative Assessment report by within 5 school days of receiving 
the re- port. The signature indicates that the Educator received the Formative Assessment report 
in a timely fashion. The signature does not indicate agreement or disagreement with its contents. 

 
I)  As a result of the Formative Assessment Report, the Evaluator  may change the activities in the 

Educator 
Plan. 

 
J) If the rating in the Formative Assessment report differs from the last summative rating the 

Educator received, the Evaluator  may place the Educator on a different Educator Plan, 
appropriate to the new rating. 

 
13) Evaluation Cycle: Formative Evaluation for Two Year Self-Directed Plans Only 

 
A) Educators on two year Self-Directed Growth Educator Plans receive a Formative Evaluation report 

near the end of the first year of the two year cycle. The Educator’s performance rating for that 
year shall be assumed to be the same as the previous summative rating unless evidence 
demonstrates a significant change in performance in which case the rating on the performance 
standards may change, and the Evaluator  may place the Educator on a different Educator plan, 
appropriate to the new rating. 

 
B) The Formative Evaluation report provides written feedback and ratings to the Educator about 

they/their progress towards attaining the goals set forth in the Educator Plan, performance on 
each performance standard and overall, or both. 

 
C) No less than two weeks before the due date for the Formative Evaluation report, which due date 

shall be established by the Evaluator  with written notice provided to the Educator, the Educator 
shall provide to the Evaluator  evidence of  family outreach and engagement, fulfillment of 
professional responsibility and growth, and progress on attaining professional practice and student 
learning goals. The educator 
may also provide to the Evaluator  additional evidence of the educator’s performance against the 
four 
Performance Standards. 

 
D) The Evaluator  shall complete the Formative Evaluation report and provide a copy to the Educator. 

All Formative Evaluation reports must be signed by the Evaluator  and delivered face-to-face, by 
email or to the Educator’s school mailbox or home. 

 
E) Upon the request of either the Evaluator  or the Educator, the Evaluator  and the Educator will meet 

either before or after completion of the Formative Evaluation Report. 
F) The Educator may reply in writing to the Formative Evaluation report within 5 school days of 

receiving the report. 
 

G) The Educator shall sign the Formative Evaluation report by within 5 school days of receiving the 
report. 

The signature indicates that the Educator received the Formative Evaluation report in a timely 
fashion. The signature does not indicate agreement or disagreement with its contents. 

 
H) As a result of the Formative Evaluation report, the Evaluator  may change the activities in the 
Educator 

Plan. 
 

I) If the rating in the Formative Evaluation report differs from the last summative rating the Educator 
received, the Evaluator  may place the Educator on a different Educator Plan, appropriate to the 
new rating. 
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J) All formative evaluation reports will be finalized by the Principal or their designee. 

 
14) Evaluation Cycle:  Summative Evaluation 

 
A) The evaluation cycle concludes with a summative evaluation report.  For Educators on a one or two 
year 

Educator Plan, the summative report must be written and provided to the educator by June 1st . 
 

B) The Evaluator  determines a rating on each standard and an overall rating based on the Evaluator ’s 
professional judgment, an examination of evidence against the Performance Standards and evidence 
of the attainment of the Educator Plan goals. 

 
C) The professional judgment of the primary Evaluator  shall determine the overall summative 

rating that the Educator receives. 
 

D) For an educator whose overall performance rating is exemplary or proficient and whose impact on 
student learning is low, the Evaluator ’s supervisor shall discuss and review the rating with the 
Evaluator  
and the supervisor shall confirm or revise the educator’s rating. In cases where the superintendent 
serves 
as the primary Evaluator , the superintendent’s decision on the rating shall not be subject to review. 

 
E) The summative evaluation rating must be based on evidence from multiple categories of evidence. 

MCAS Growth scores shall not be the sole basis for a summative evaluation rating. 
 

F) To be rated proficient overall, the Educator shall, at a minimum, have been rated proficient on the 
Curriculum, Planning and Assessment and the Teaching All Students Standards of Effective 
Teaching Practice. 

 
G) No less than four weeks before the due date for the Summative Evaluation report, which due date 

shall be established by the Evaluator  with written notice provided to the Educator, the Educator 
will provide to the Evaluator  evidence of family outreach and engagement, fulfillment of 
professional responsibility and growth, and progress on attaining professional practice and student 
learning goals. The educator may also provide to the Evaluator  additional evidence of the 
educator’s performance against the four Performance Standards. 

 
H) The Summative Evaluation report should recognize areas of strength as well as identify 

recommendations for professional growth. 
 

I)  The Evaluator  shall deliver a signed copy of the Summative Evaluation report to the Educator 
face-to- face, by email or to the Educator’s school mailbox or home no later than  June 1st. 

 
J) The Evaluator  shall meet with the Educator rated needs improvement or unsatisfactory to 

discuss the summative evaluation. The meeting shall occur by June 1st. 
 
K) The Evaluator  may meet with the Educator rated proficient or exemplary to discuss the summative 

evaluation, if either the Educator or the Evaluator  requests such a meeting. The meeting shall 
occur by June 
10th. 

 
L) Upon mutual agreement, the Educator and the Evaluator  may develop the Self-Directed Growth 

Plan for the following two years during the meeting on the Summative Evaluation report. 
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M)The Educator shall sign the final Summative Evaluation report by June 15th. The signature 

indicates that the Educator received the Summative Evaluation report in a timely fashion. The 
signature does not indicate agreement or disagreement with its contents. 

 
N) The Educator shall have the right to respond in writing to the summative evaluation which shall 

become part of the final Summative Evaluation report. 
 
O) All summative evaluation reports will be finalized by the principal or their designee. 

 
P) A copy of the signed final Summative Evaluation report shall be filed in the Educator’s personnel 
file. 
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15) Educator Plans – General 
 

A) Educator Plans shall be designed to provide Educators with feedback for improvement, 
professional growth, and leadership; and to ensure Educator effectiveness and overall system 
accountability. The Plan must be aligned to the standards and indicators and be consistent with 
district and school goals. 

 
B) The Educator Plan shall include, but is not limited to: 

 
i) At least one goal related to improvement of practice tied to one or more Performance Standards; 

 
ii) At least one goal for the improvement the learning, growth and achievement of the students under 
the 

Educator’s responsibility; 
 

iii)An outline of actions the Educator must take to attain the goals and benchmarks to assess 
progress. 

Actions must include specified professional development and learning activities that the 
Educator will participate in as a means of obtaining the goals, as well as other support that 
may be suggested 
by the Evaluator  or provided by the school or district. Examples may include but are not limited 
to 
coursework, self-study, action research, curriculum development, study groups with peers, 
and implementing new programs. 

 
C) It is the Educator’s responsibility to attain the goals in the Plan and to participate in any trainings 

and professional development provided through the state, district, or other providers in accordance 
with the Educator Plan. 

 
16) Educator Plans:  Developing Educator Plan 

 
A) The Developing Educator Plan is for all Educators without PTS, and, at the discretion of the 

Evaluator , Educators with PTS in new assignments. 
 

B) The Educator shall be evaluated at least annually. 
 

17) Educator Plans:  Self-Directed Growth Plan 
 

A) A Two-year Self-Directed Growth Plan is for those Educators with PTS who have an overall 
rating of proficient or exemplary, and after 2013-2014 whose impact on student learning is 
moderate or high.  A formative evaluation report is completed at the end of year 1 and a 
summative evaluation report at the end of year 2. 

B) A One-year Self-Directed Growth Plan is for those Educators with PTS who have an overall rating 
of proficient or exemplary, and after 2013-2014 whose impact on student learning is low.  In this 
case, the Evaluator  and Educator shall analyze the discrepancy between the summative evaluation 
rating and the rating for impact on student learning to seek to determine the cause(s) of the 
discrepancy. 

 
18) Educator Plans:  Directed Growth Plan 

 
A) A Directed Growth Plan is for those Educators with PTS whose overall rating is needs improvement. 

 
B) The goals in the Plan must address areas identified as needing improvement as determined by the 

Evaluator . 
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C) The Evaluator  shall complete a summative evaluation for the Educator at the end of the period 
deter- mined by the Plan, but at least annually, and in no case later than June 10th. 

 
D) For an Educator on a Directed Growth Plan whose overall performance rating is at least proficient, 
the 

Evaluator  will place the Educator on a Self-Directed Growth Plan for the next Evaluation 
Cycle. 

 
E) For an Educator on a Directed Growth Plan whose overall performance rating is not at least 

proficient, the Evaluator  will rate the Educator as unsatisfactory and will place the Educator on 
an Improvement Plan for the next Evaluation Cycle. 

 
19) Educator Plans:  Improvement Plan 

 
A) An Improvement Plan is for those Educators with PTS whose overall rating is unsatisfactory. 

 
B) The parties agree that in order to provide students with the best instruction, it may be necessary 

from time to time to place an Educator whose practice has been rated as unsatisfactory on an 
Improvement Plan of no fewer than 30 calendar days and no more than one school year. In the case 
of an Educator receiving a rating of unsatisfactory near the close of one school year, the 
Improvement Plan may include activities that occur during the summer before the next school year 
begins. 

 
C) The Evaluator  must complete a summative evaluation for the Educator at the end of the period 

deter- mined by the Evaluator  for the Plan. 
 

D) An Educator on an Improvement Plan shall be assigned a Supervising Evaluator  (see definitions). 
The Supervising Evaluator  is responsible for providing the Educator with guidance and assistance 
in accessing the resources and professional development outlined in the Improvement Plan.  The 
primary Evaluator  may be the Supervising Evaluator . 

 
E) The Improvement Plan shall define the problem(s) of practice identified through the observations 

and evaluation and detail the improvement goals to be met, the activities the Educator must take to 
improve and the assistance to be provided to the Educator by the district. 

 
F) The Improvement Plan process shall include: 

 
i) Within ten school days of notification to the Educator that the Educator is being placed on an 

Improvement Plan, the Evaluator  shall schedule a meeting with the Educator to discuss the 
Improvement Plan. The Evaluator  will develop the Improvement Plan, which will include 
the provision of specific assistance to the Educator. 

 
ii) The Educator may request that a representative of the Employee Organization/Association 

attend the meeting(s). 
iii)If the Educator consents, the Employee Organization/Association will be informed that an Educator 

has been placed on an Improvement Plan. 
 
G) The Improvement Plan shall: 

 
i) Define the improvement goals directly related to the performance standard(s) and/or student learning 

outcomes that must be improved; 
 

ii) Describe the activities and work products the Educator must complete as a means of improving 
performance; 
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iii)Describe the assistance that the district will make available to the Educator; 

 
iv) Articulate the measurable outcomes that will be accepted as evidence of improvement; 

 
v) Detail the timeline for completion of each component of the Plan, including at a minimum a mid- 

cycle formative assessment report of the relevant standard(s) and indicator(s); 
 

vi) Identify the individuals assigned to assist the Educator which must include minimally the 
Supervising Evaluator ; and, 

 
vii) Include the signatures of the Educator and Supervising Evaluator . 

 
H) A copy of the signed Plan shall be provided to the Educator. The Educator’s signature indicates that the 

Educator received the Improvement Plan in a timely fashion. The signature does not indicate agreement 
or disagreement with its contents. 

 
I) Decision on the Educator’s status at the conclusion of the Improvement Plan. 

 
i) All determinations below must be made no later than June 1.  One of three decisions must be made at 

the conclusion of the Improvement Plan: 
 

(a) If the Evaluator  determines that the Educator has improved they/their practice to the level of 
proficiency, the Educator will be placed on a Self-Directed Growth Plan. 

 
(b)In those cases where the Educator was placed on an Improvement Plan as a result of they/their 

summative rating at the end of they/their Directed Growth Plan, if the Evaluator  determines that the 
Educator is making substantial progress toward proficiency, the Evaluator  shall place the Educator 
on a Directed Growth Plan. 

(c) In those cases where the Educator was placed on an Improvement Plan as a result of they/their 
Summative rating at the end of they/their Directed Growth Plan, if the Evaluator  determines that 
the Educator is not making substantial progress toward proficiency, the Evaluator  shall 
recommend to the 
superintendent that the Educator be dismissed. 

 
(d)If the Evaluator  determines that the Educator’s practice remains at the level of unsatisfactory, the 

Evaluator  shall recommend to the superintendent that the Educator be dismissed. 
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21. Career Advancement 
 

A)  In order to attain Professional Teacher Status, the Educator should achieve ratings of proficient or 
exemplary on each Performance Standard and overall. A principal considering making an employment 
decision that would lead to PTS for any Educator who has not been rated proficient or exemplary on each 
performance standard and overall on the most recent evaluation shall confer with the superintendent by 
May 1. The principal’s decision is subject to review and approval by the superintendent. 

 
B)  In order to qualify to apply for a teacher leader position, the Educator must have had a Summative 

Evaluation performance rating of proficient or exemplary for at least the previous two years. 
 

C)  Educators with PTS whose summative performance rating is exemplary and, after 2013-14 whose impact 
on student learning is rated moderate or high, shall be recognized and rewarded with leadership roles, 
promotions, additional compensation, public commendation or other acknowledgement as determined by 
the district through collective bargaining where applicable. 

 
22. Rating Impact on Student Learning Growth 
ESE will provide model contract language and guidance on rating educator impact on student learning growth 
based on state and district-determined measures of student learning by July 15, 2012. Upon receiving this model 
contract language and guidance, the parties agree to bargain with respect to this matter. 

 
23. Using Student feedback in Educator Evaluation 
ESE will provide model contract language, direction and guidance on using student feedback in Educator 
Evaluation by June 30, 2013. Upon receiving this model contract language, direction and guidance, the parties 
agree 
to bargain with respect to this matter. 

 
24. Using Staff feedback in Educator Evaluation 
ESE will provide model contract language, direction and guidance on using staff feedback in Administrator 
Evaluation by June 30, 2013. Upon receiving this model contract language, direction and guidance, the parties 
agree to bargain with respect to this matter. 

 
 

25. General Provisions 
 

A)  Only Educators who are licensed may serve as primary Evaluator s of Educators. 
 

B)  Evaluator s shall not make negative comments about the Educator’s performance, or comments of a 
negative evaluative nature, in the presence of students, parents or other staff, except in the unusual 
circumstance where the Evaluator  concludes that they/their must immediately and directly intervene.  
Nothing in this paragraph is intended to limit an administrator’s ability to investigate a complaint, or 
secure assistance to support an Educator. 
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C)  All formative and summative evaluation reports will be finalized by the Principal or their designee. 
 
D) The superintendent shall insure that Evaluator s have training in supervision and evaluation, including the 

regulations and standards and indicators of effective teaching practice promulgated by ESE (35.03), and 
the evaluation Standards and Procedures established in this Agreement. 

 
E)  Should there be a serious disagreement between the Educator and the Evaluator  regarding an overall 

summative performance rating of unsatisfactory, the Educator may meet with the Evaluator ’s supervisor 
to discuss the disagreement. Should the Educator request such a meeting, the Evaluator ’s supervisor must 
meet with the Educator. The Evaluator  may attend any such meeting at the discretion of the 
superintendent. 

 
F)  The parties agree to establish a joint labor-management evaluation team which shall review the 

evaluation processes and procedures annually through the first three years of implementation and 
recommend adjustments to the parties. It is the intent of the School District and the Association that the 
evaluation process be reviewed on a periodic basis. If changes in the evaluation process are 
recommended, the new process will be subject to ratification by the Association and the School 
Committee. 

 
G)  Violations of this article are subject to the grievance and arbitration procedures. The arbitrator shall 

determine whether there was substantial compliance with the totality of the evaluation process. When the 
evaluation process results in the termination or non-renewal of an Educator, then no financial remedy or 
reinstatement shall issue if there was substantial compliance. 

 
H)  Subject to the provisions of this article, all observations by any means for the purpose of evaluating the 

professional performance of a teacher will be conducted openly and with the full knowledge of the 
teacher. 

 
ARTICLE 30 
GENERAL 

 
 
30.1.   All complaints will be directed to the faculty member immediately involved in accordance with the 
process outlined in Appendix C. 
 
30.2. The Association President and Superintendent will jointly form and appoint a maximum of three to five 
(3-5) members each to a joint working group that will include the Director of Diversity, Equity and Inclusion 
to identify strategies and specific action steps to be taken to enhance Concord-Carlisle’s ability to attract and 
retain faculty of color. The working group shall meet during the 2021-22 school year with the goal of 
presenting recommendations that will coordinate with other related district efforts to the School Committee 
by the Spring of 2022. 
 
30.3. If the Superintendent and Association President determine that the Q5 program will be reinstated at any 
time during the duration of this contract, a Memorandum of Agreement will be negotiated that specifically 
defines Q5’s structure and length, responsibilities and rights of faculty and trip leaders, professional 
development funding for new and revised courses, class sizes, assignment of teachers to courses, as well as 
any other issues which need to be addressed by the parties and the content of such an agreement will be 
codified in any successor collective bargaining agreements between the parties. 
 
30.4. 9th GRADE ACADEMY:  The 9th Grade Academy will continue for the 2021-2022 school year. As 
the Academy has not been administered in a full, in-person, non-pandemic school year, the CCTA reserves 
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the right to renegotiate the terms of the 9th Grade Academy prior to the 2022-2023 school year. Any 
renegotiated 9th Grade Academy Appendix shall replace this existing Appendix B. 
 

 
 

ARTICLE 31 
DURATION OF AGREEMENT 

 
31.1.  The conditions of employment subject to the provisions of this Agreement become applicable on July 1, 
2021 and shall continue to be so applicable until June 30, 2024, 2021. 

 
31.2.   Any party to this Agreement may initiate negotiations for a successor agreement to this Agreement to be 
effective on or after July 1, 2024, by tendering written notice to the other parties on or after September 1,2023. In 
the event that negotiations are undertaken for a successor agreement, all terms and conditions of this Agreement 
shall continue in full force and effect until a successor agreement is signed. 
 
The July 1, 2021 - June 30, 2024 Collective Bargaining Agreement between the Concord Carlisle Teachers 
Association and the Concord-Carlisle Regional School District School Committee is hereby duly executed by the 
respective representatives of the parties to the Agreement. 
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WAIVER FORM 
 

(See SECTION 25.6.3) 
 
 

TO: 

FROM: 

SUBJECT:  Employment Status Waiver - Involuntary Leave of Absence 
 

 
 

This is to notify you that the Superintendent of the Concord-Carlisle Regional School District intends to act upon 
your employment status on                                                         , consistent with the notification you have already 
received dated                                                               . 
 
You shall be considered on a two year involuntary leave of absence and eligible for recall pursuant to the con- 
tract if you execute this waiver form.  Executing this waiver will also protect your professional teacher status, 
seniority and contractual benefits during the recall period.  Also, should you wish to be given preference on the 
substitute list during the recall period, you should notify the Human Resources Office. 

 
Your layoff has been caused by severe budgetary constraints and/or student enrollment decreases and in no way 
reflects upon your years of satisfactory service as a member of the professional staff.  If you intend to elect 
involuntary leave of absence, please sign and return this form to the Human Resources Office by.    If we do not 
receive a signed form by this date, we will assume that you do not wish to accept involuntary leave of absence 
status.  The Superintendent will then under- take dismissal procedures pursuant to G.L.C. 71,S.42. 

 
 
 
 
 

WAIVER 
 

In consideration of treating my lay-off as a two-year involuntary unpaid leave of absence, I hereby agree not to 
exercise any present or future rights that I have under G.L.C. 71, and S.42 and S.43A and relieve the Concord-
Carlisle Regional School District of any obligation it may have to comply with said statutes with respect to this 
lay-off to be effective September 1, 20 

 
I understand that by accepting this involuntary unpaid leave of absence, I will retain all professional teacher status 
rights, seniority and other contractual benefits in lieu of dismissal.  If am not recalled during this leave of absence, I 
understand that the Superintendent will act on my dismissal pursuant to C.72 S.42 at the end of the involuntary 
leave of absence and I hereby waive my rights pursuant to C.71S S.42 and S.43A with respect to the 
Superintendent’s action at that time. 
 
 

Signature: _________________   Date:________________________
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SIGNATURE PAGE 
 
 
 

This Agreement has been mutually ratified by the Concord-Carlisle Regional District School 
Committee and the Concord-Carlisle Teachers' Association. 

 
IN WITNESS WHEREOF the parties have caused these presents to be signed and delivered by their duly 
authorized representatives as of the day and year first below written. 

 
 
 
 

For the Concord-Carlisle Teachers Association: 
 
 

_________________________________________ 
 Signature 
 

 

 
 ___________________ 
 Date 
 
 

  For the Concord-Carlisle School Committee: 
 
 

______________________________________________ 
 Signature 
 
 
 ___________________ 
 Date 
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APPENDIX A – MENTOR AGREEMENT 
 

THE MENTOR PROGRAM 
 
• Establish two categories 

 
1. “Guide” program for those teachers new to CPS/CCHS who: 

- have had successful teaching experience (three years minimum) 
- were previously on professional status elsewhere 

 
2. True “mentor” program for those teachers new to CPS/CCHS who: 

- are working towards certification (rare) 
- have provisional certification and need mentorship to move to standard 
- request a more intensive experience 
- started in guide program, but chairperson (based on observation) feels 
they need more direct support. 

 
• Requirements of each category 

 
1. Guide program would require weekly  the paid day in the summer, followed 

by weekly guide meetings. 
 

The veteran guide would get $500 stipend (and could be the guide to more 
than one person if needed at additional stipend). 

 
There would be no PDPs awarded due the nature of the program. 

 
2. The mentor program would require the mentor to focus on instructional 

as well as climate issues. 
 

Both mentor and mentee would attend five (5) meetings per 
year and the stipend would be $1,000. 

 
There would be peer observation and coaching. 

 
Mentors would be encouraged to take a DOE-sponsored mentor program 
prior to being a mentor (if this agreement continues, in future years, the 
DOE training would be mandatory). 

 
There would be a more stringent application process than for the guide 
program. 

 
No one could mentor two people in the same year, however, if 
absolutely necessary, could be a guide to a second person with additional 
stipend. 

 
There would be PDPs if the program meets the DOE requirements. 
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APPENDIX B - 9th GRADE ACADEMY 
 
9th GRADE ACADEMY   The 9th Grade Academy will continue for the 2021-2022 school year. As the 
Academy has not been administered in a full, in-person, non-pandemic school year, the CCTA reserves the 
right to renegotiate the terms of the 9th Grade Academy prior to the 2022-2023 school year. Any 
renegotiated 9th Grade Academy Appendix shall replace this existing Appendix B. 
 

1. An appointment as Cohort Leader shall be for a two (2) year period with, ideally, no leader 
serving more than two (2) consecutive terms . Individuals appointed as Cohort Leaders for 
the 2020-2021 school year will continue in the positions for the 2021-2022 school year 
unless they decline to do so.  Leaders will be compensated an annual stipend of  $3495. In  
the spring, once the following year’s cohorts are established, the District will internally 
post available Cohort Leader Positions.  Anyone with professional status and at least two 
classes in the 9th Grade Academy the following year may apply for the role.  If there are 
multiple applicants  for an open Cohort leader position,  priority will be given to staff who 
have served longest in the Academy and have not yet served as leaders.  Cohort Leaders 
will meet once a week as a group.  This meeting will count as a “duty.” 

 
2. Cohort staff meetings will be held up to two times per week.  Meetings will count as 

“duties” in staff schedules. 
 

3. When considering the participation of teachers of a particular department in the 9th Grade 
Academy and making recommendations to the Principal, Department members and the 
Department Chair will assess, and then the Principal will consider whether the assignment: 

● negatively impacts course or elective offerings for 10, 11, and 12th graders  
● restricts the departments’ ability to make use of an individual teacher’s expertise 
● conflicts with individual teacher’s career goals and life circumstances 

 
4. All Academy staff will remain full members of their academic departments and their 

Evaluator s and evaluation system will continue to be the same as all other non-Academy 
members of said departments. Teachers are not required to be full-time in the Academy in 
order to participate in it.  

 
5. In the Spring of each year, teachers may request to exit the 9th Grade Academy either fully 

or partially the next school year, in which case other teachers may rotate into the 9th Grade 
Academy or increase the percent of their FTE that is devoted to the 9th Grade Academy.  
If multiple teachers request to leave and after the considerations outlined in 9.5.3 are 
weighed, priority will be given to staff who have served the most consecutive years in the 
Academy.   

 
6. When assigning students to different cohorts, administration will make the utmost effort to 

evenly distribute the number of students with documented needs (academic and social-
emotional) across the cohorts. 

 
7.  If lower class sizes or counselor loads are given to teachers and staff in the 9th Grade 

Academy, these loads will not be included when calculating departmental ratios. 
 

8. In collaboration with Academy staff and the CCTA, the District will develop a way to 
evaluate the efficacy of the 9th Grade Academy Program and the impact on the rest of the 
high school.  Results and feedback may not be used to evaluate teachers individually or 
collectively.  
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APPENDIX C – STEPS IN THE CONFLICT/COMPLAINT RESOLUTION PROCESS 
 
Steps in the Conflict/Complaint Resolution Process 
 
Step 1. A complaint about an employee, whether from a parent, student, or other individual must be 
communicated as soon as possible,  but no more than thirty (30) school days after the date the parent, 
student or other individual first knew of the action, incident or circumstances giving rise to the complaint.  
The complainant will meet at a mutually agreeable time with the employee, at the employee’s option, with 
or without employee’s representation, to work out a resolution. 
 
 1a. If a complaint about the employee is instead initially directed to an administrator, any such 
complaints will be reported to the employee within three (3) school days by the administrator receiving the 
complaint. The name of the complainant shall be given to the unit member. No action may be taken by the 
District on an anonymous complaint unless investigation and/or action is required by law. 
 
Step 2. If the matter is not resolved at the Step 1 meeting, the employee’s immediate supervisor shall 
schedule, facilitate and attend a meeting between the employee and the complainant at a mutually 
agreeable time. The employee, at the employee’s option, may have representation at this meeting. If the 
complainant refuses to meet with the employee, the matter will be dropped.  
 
Step 3. If the meeting is not resolved to the satisfaction of the complainant at the meeting with the 
employee and their immediate supervisor in Step 2, the complainant will submit the complaint in writing 
on the DIstrict Complaint Form and submit it to the employee’s principal within ten (10)  school days after 
being notified of the process. The complaint will be dropped if the form is not received within ten (10 )  
school days of the meeting between the employee, their supervisor and the complainant (see Step 2). 
 
Step 4. After receiving the form, the principal shall meet with the employee within five (5) school  days to 
review the complaint and prepare responsive comments after meeting with both parties. The  employee 
may have representation at this meeting. A written summary and resolution of the complaint will be 
developed and shared with the complainant and the employee within five (5) school days. 
 
Step 5. Either complainant or employee may submit a written appeal to the Superintendent within five (5) 
school days after receiving the written summary and resolution. If no appeal is written and received, the 
matter will be dropped and the summary and resolution will stand. If there is an appeal, the Superintendent 
will review the complaint and make a determination to uphold, change or modify the resolution within 
fifteen (15) school days after meeting with both parties. The employee will meet with the Superintendent 
with the option for representation in order to present information for consideration. A written summary of 
the Superintendent’s decision will be developed and shared with the complainant and the employee. Absent 
formal disciplinary action against the employee taken at Level 5 of the procedure, nothing about the 
complaint should go into the employee's personnel file. 
 
 
 
Conflict/Complaint Resolution Form: Step 3 
 
One of Concord-Carlisle High School’s stated beliefs is that students learn best, “in a school that fosters 
respectful relationships among all members of the community.”  Educators are interested in the concerns of 
parents, students and other individuals and want to address those concerns in an open and professional 
manner.  
 
This form must be filled out completely and submitted by hand delivery, electronic communication or U.S. 
Mail to the Principal within ten (10) school days of your meeting with the educator and their supervisor 
(Step 2) if you were not satisfied with the resolution about the alleged incident, action or circumstances 
about which you are complaining. 
 
Your Name:  
Address:  
Telephone number:  
Personal Email address:  
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Name of CCHS employee about whom you have a concern: 
Employee’s Department: 
 

1. What was the date of the alleged incident, action or circumstances causing your complaint?  
 

2. Please describe the alleged incident, action, or circumstances causing your complaint. (Give 
specific, factual details.) 

 
3. Please describe any efforts you have made to resolve your concerns and the responses to your 

efforts.  Please include dates of communication and whom you communicated with regarding your 
concerns. 

 
 
 
Complainant/Parent/Guardian’s signature:  
 
 
Date of filing:  
 
 
Complainant, please note:  
 
 
A complaint form that is incomplete in any material way may be dismissed, but may be refiled with all the 
required information if the refiling is within the designated time for filing a complaint. No anonymous 
complaints will be acted upon unless investigation and/or action is required by law. 
 
Attach to this form any documents you believe will support the complaint. Please keep a copy of the 
completed form and any supporting documentation for your records. 
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APPENDIX D - Grievance Form 
 

Concord Carlisle Teachers’ Association and 
the 

Concord Carlisle Regional School District 
 
 
 
 

Level (Circle One): One  /  Two   / Three 
 
 
 
 

Grievant’ s Name    
 

Supervisor at Level 1:     
 
 
 
 
 

Statement of the Grievance: 
 
 
 
 
 
 
 
 
 
 

Contract Article(s) Violated: 
 
 
 
 
 
 
 
 
 
 

Remedy sought at this Level: 
 

 
 
 
 
 
 
 
 
 
 
 
 

Signature of Grievant Date 
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APPENDIX E - Stipend Calculations for Base Year 
 

Sample communities used for calculations: 
Acton Boxborough 
Bedford 
Concord-Carlisle Regional School 
Lexington 
Lincoln-Sudbury 
Needham 
Newton South 
Wayland 
Wellesley 
Westford 
Weston 

 
Sample sports used to establish stipend: 

Baseball 
Basketball 
Field Hockey 
Hockey 
Lacrosse 
Soccer 

 
Varsity Coach Calculations 

• Gather available maximum salary information in each community for each sport in the base year 
• Calculate the average maximum salary by community 
• Rank communities highest to lowest for the average of sports 
• Using the top 30% placed Concord between 3rd and 4th ranked communities. Therefore, calculations 

were based on data for the 3rd and 4th ranked communities.  In the case of current data, Newton (3ed) 
average is $6,386; Acton Boxborough (4th) average is $5,983. The average of these two communities is 
$6,184 for approximate varsity coach position.  Recommendation was made to round up to $6,200. 

 
Junior Varsity and Assistant Coach Calculations 

• Gather available maximum salary information in each community for each JV sport in base year. May 
be done for one sport only. 

• Measure the ratio of varsity to JV compensation and develop an average ratio for all communities. 
• Apply the ratio to varsity coach stipend to calculate the JV stipend 
• Calculation yields a percentage of 67.8%; this results in a stipend of $4,192 or $4,200 with rounding. 
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Appendix F - Evaluation Forms  
 
 

The forms included in this Appendix are provided as tools to support educators and Evaluator s as they 
implement the new educator evaluation framework. For all of these forms, additional pages may be attached 
as needed. 

 
 

Self-Assessment Form. This form is intended to be used in support of Step 1: Self-Assessment, the 
educator’s initial step of the cycle. The form can be used by individuals or teams; however, each 
individual will need to submit a self-assessment. Evaluator s sign the form to indicate receipt. The 
form includes sections for the educator to complete an analysis of student learning, growth, and 
achievement and an assessment of practice against performance standards. Submission of this form 
will be noted and initialed on the ETS. Due October 1st

 
 

Goal Setting and Plan Form. This form is intended to be used in support of Step 1: Self-Assessment and Step 
2: Goal Setting and Plan Development. Individuals and teams may use this form to propose goals (a mini- mum 
of one student learning goal and one professional practice goal). The form should initially be submitted with 
the Self-Assessment Form with the box “Proposed Goals” checked. If the goals are approved as written, 
the Evaluator  will check the box “Final Goals” and include a copy of the form with the Educator Plan Form. 
If the goals undergo further refinement, edits may be made to the original, or the form may be rewritten. If the 
form is redone, the new form should have the box “Final Goals” checked and should then be attached to the 
Educator Plan Form. Submission of this form will be noted and initialed on the ETS. This form will either 
be completed by the educator for a Self-Directed Growth Plan, by the educator and the Evaluator  
together for a Directed Growth Plan and a Developing Educator Plan, and by the Evaluator  for an 
Improvement Plan. Completion and/or submission of this form will be noted and initialed on the ETS. 
Due November 1st  

 

Formative Assessment Report Form. This form is intended to be used in support of an educator’s formative 
assessment (Step 4) at the mid-point of the evaluation cycle, at minimum; it can be used multiple times as 
Formative Assessment can be ongoing. It will be completed by the Evaluator  and finalized by the 
principal or the designee. Evaluator s are not required to assess both progress toward goals and 
performance on Standards; they will check off whether they are evaluating “Progress toward 
Attaining Goals,” “Performance on each Standard,” or both. Evaluator s will provide a brief narrative of 
progress that includes feedback for improvement. Educators sign off to indicate that they have received a 
copy of the report and may use the Educator Response Form to provide a written response. Completion of 
this form will be noted and initialed on the ETS. 

 
Formative Evaluation Report Form. This form is intended to be used in support of an educator’s formative 

evaluation at the end of year one of a two-year Self-Directed Growth Plan. It will be completed by the 
Evaluator  and finalized by the principal or the designee. Evaluator s are not required to assess both progress 
toward goals and performance on Standards; they will check off whether they are evaluating “Progress to- 
ward Attaining Goals,” “Performance on each Standard,” or both. Evaluator s will provide a brief 
narrative of progress that includes feedback for improvement. At the point of Formative Evaluation, the 
overall rating is assumed to be the same as the prior summative evaluation un- less evidence demonstrates 
a significant change in performance leading to a change in Over- all Rating and, possibly, Educator Plan. 
If there is a change in rating, Evaluator s must provide comments on each of the four Standards briefly 
describing why the rating has changed, the evidence that led to a change in rating, and offering feedback 
for improvement (Evaluator s are encouraged to provide comments even if there is no change to ensure 
that educators have a clear sense of their progress and performance and receive feedback for 
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improvement).  Educators sign off to indicate that they have received a copy of the report and may use 
the Educator Response Form to provide a written response. Completion of this form will be noted and 
initialed on the ETS.  Due June 1st of year one in a two year Self-Directed Growth Plan 

 
Summative Evaluation Report Form. This form is intended to be used for Step 5: Summative Evaluation. 

This form applies to all Educator Plans. It will be completed by the Evaluator  and finalized by the 
principal or their designee. The Evaluator  must complete all sections, which are: “Attainment of Student 
Learning Goal(s),” “Attainment of Professional Practice Goal(s), “Rating on each Standard,” “Overall 
Performance Rating,” and “Plan Moving Forward.” Evaluator s must provide comments on the student 
learning goal(s), professional practice goal(s), each of the four Standards, and the overall rating briefly 
describing the level of attainment or performance rating, the evidence that led to the level of 
attainment/rating, and offering feedback for improvement. Educators sign off to indicate that they have 
received a copy of the report and may use the Educator Response Form to provide a written response. 
Completion of this form will be noted and initialed on the (ETS). 
Due June 1st 

 
 

Observation Feedback Form. This form is used to give educators feedback on unannounced and 
announced observations. Due within 5 school days of observation 
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Self-Assessment Form Due October 1st 

 
 
 
 
 
 
Educator—Name/Title:      

 
Primary Evaluator—Name/Title:     

 
Supervising Evaluator, if any—Name/Title/Role in evaluation:     

 
 
 
 
School(s):     

 
Part 1: Analysis of Student Learning, Growth, and Achievement 

Briefly summarize areas of strength and high-priority concerns for students under your 
responsibility for the upcoming school year.  Cite evidence such as results from available 
assessments. This form should be individually submitted by educator, but Part 1 can also be used by 
individuals and/or teams who jointly review and analyze student data. 

603 CMR 35.06 (2)(a)1 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Team, if applicable:    

 
List Team Members below: 



 

 

Self-Assessment Form 
 
 
 
 
Educator—Name/Title:      

 
Part 2: Assessment of Practice Against Performance Standards 

Citing your district’s performance rubric, briefly summarize areas of strength and high-priority areas 
for growth.  Areas may target specific Standards, Indicators, or Elements, or span multiple Indicators 
or Elements within or across Standards.  The form should be individually sub- mitted by educator, but 
Part 2 can also be used by teams in preparation for proposing team goals. 

603 CMR 35.06 (2)(a)2 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Team, if applicable:    

 
List Team Members below: 

 
 
 
 
 
 
 
 
 
Signature of Educator   Date    

 
Signature of Evaluator   Date   
 
Principal or their Designee: _____________________________________Date:____________ 

 
* The evaluator’s signature indicates that he or she has received a copy of the self-assessment form and 
the goal setting form with proposed goals. It does not denote approval of the goals 
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Goal Setting and Plan Form  Due November 1st 
 
 
 

Educator-Name: 
 

Primary Evaluator-Name/Title: 
 

Supervising Evaluator, if any-Name/Title/Role in evaluation:     
 
 
 
 

School(s):  --- -- - -- -- -- - -- --- -   --    
Educator Plan: 0 Self-Directed Growth Plan 0 Directed Growth Plan 

0 Developing Educator Plan 0 Improvement Plan* 
 

Plan Duration:  0 2-Year 0 One-Year 0 Less than a year    _   

Start Date:      End Date:  

0 Goal Setting Form with final goals is attached to the Educator Plan. 
Some activities may apply to the pursuit of multiple goals or types of goals (student learning or 
professional practice). Attach additional pages as necessary. 

 

 

Student Learning Goal(s): Planned  Activities 
·. Describe actions the educator will take to attain the student learning goal(s). 

Activities may apply to individual and/or team Attach additional pages as needed. 
' 

SMART Goal: 
 

0 Individual 
0 ·Team: 

 
Action 

 

Supports/Resources from 
School/District1 

Timeline  or 
Frequency 

   

*Additional detail may be attached if needed 
SMART: S=Specific and Strategic; M=Measurable; A=Action Oriented; 

R=Rigorous, Realistic, and Results-Focused; T=Timed and Tracked 
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Goal Setting and Plan Form  Due November 1st 
 
 
 

Educator-Name/Title: 
 
 

  

_             . Professional Practice Goal(s) and Planned Activities .    . 
Describe actions the educator will take to attain the student learning goal(s). 

Activities may apply to individual and/or team Attach additional pages as needed. 
 
 

 SMART Goal: 

0 Individual 
.., 

0 Team: 
  

Action 
 

Supports/Resources from 
School/District1 

 

Timeline or 
Frequency 

    

 
This  Educator Plan is "designed to provide educators with feedback for improvement, 

professional growth, and leadership," is "aligned to statewide Standards and Indicators in 603 
CMR 35.00 and local Performance Standards," and "is consistent with  district and school goals." 

(see 603 CMR 35.06 (3)(d) and 603 CMR 35.06(3)(f).) 
 

Signature of Evaluator   Date:_ 
 

Signature of Educator   Date: 
  
Signature of Principal or their Designee:  Date:_____ 
__________ 
*As the Evaluator  retains final authority over goals to be included in an educator's plan (see 603 CMR 
35.06(3)(c)),  the signature of the educator indicates that he or she has received the Goal Setting Form with the "Final 
Goal" box checked,  indicating the Evaluator 's approval of the goals. The educator's signature does not necessarily  
denote agreement with the goals. Regardless  of agreement with the final goals, signature indicates recognition that 
"It is the educator's responsibility to attain the goals in the plan and to participate in any trainings and professional 
development  provided through the state, district, or other providers in accordance  with the Educator Plan." (see 603 
CMR 35.06(4)) 
1 Must identify means for educator to receive feedback for improvement per 603 CMR 35.06(3)@ 
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Formative Assessment Report Form 
 
 

Educator—Name/Title:      

Primary Evaluator —Name/Title:     

Supervising Evaluator , if any—Name/Title/Role in evaluation:     
 
 

School(s):     
 

Assessing1: 
Progress toward attaining goals Performance on Standards Both 

 
 

Progress Toward Student Learning Goal(s) 
Describe current level of progress and feedback for improvement. Attach additional pages as needed. 

 

Progress Toward Professional Practice Goal(s) 
Describe current level of progress. Attach additional pages as needed. 

 

 
 
 
 
 
 
 
 
 
 

1 As per  603 CMR 35.02 and 603 CMR 35.06(5), formative assessment shall mean the process used to assess progress towards 
attaining goals set forth in educator plans, performance on performance standards, or both. 
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Formative Assessment Report Form 
 
 

Educator—Name/Title:      
 
 
 

Performance on Each Standard 
Describe performance and feedback for improvement. Attach additional pages as needed. 

I: Curriculum, Planning, & Assessment 

II: Teaching All Students 

III: Family & Community Engagement 

IV: Professional Culture 

 
The educator shall have the opportunity to respond in writing to the formative assessment as per 
603 CMR 35.06(5)(c) on the Educator Response Form. 

 
Signature of Evaluator    Date Completed:   

 
Signature of Educator*   Date Received:     
 
Signature of Principal or their Designee _____________________Date:___________________ 

 
* Signature of the educator indicates acknowledgement of this report; it does not necessarily denote 
agreement with the contents of the report. Educators have the opportunity to respond to this report in 
writing and may use the Educator Report Form. 
* For educators on two-year Self-Directed Growth Plans at the end of Year One of the cycle 
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Due June 1st of Year One 
Formative Evaluation Report Form of Self-Directed Growth Plan 

 
 
 

Educator—Name/Title:      
 

Primary Evaluator —Name/Title:     
 

Supervising Evaluator , if any—Name/Title/Role in evaluation:     
 
 
 
 

School(s):     
 

Assessing1: 
 

 
Progress toward attaining goals Performance on Standards Both 

 
 

Progress Toward Student Learning Goal(s) 
Attach additional pages as needed. 

 
Did not meet Some progress Significant Progress Met Exceeded 

 
Rationale, evidence, and feedback for improvement: 

Progress Toward Professional Practice Goal(s) 
Attach additional pages as needed. 

 
Did not meet Some progress Significant Progress Met Exceeded 

 
Rationale, evidence, and feedback for improvement: 

 
 
 
 
 
 
 
 
 

1 As per  603 CMR 35.02 and 603 CMR 35.06(5), formative evaluation shall mean the process used to assess progress towards 
attaining goals set forth in educator plans, performance on performance standards, or both. 
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Due June 1st of Year One 
Formative Evaluation Report Form of Self-Directed Growth Plan 

 
 
 

Educator—Name/Title:      
 

Evaluator  is assigning same ratings as prior Summative Evaluation; no comments needed 
 

Evaluator  is assigning ratings that differ from prior Summative Evaluation; comments are required 
 

 
Rating on Each Standard 

I: Curriculum, Planning, 
& Assessment Unsatisfactory Needs Improvement Proficient Exemplary 

 

Rationale, evidence, and feedback for improvement: 

II:  Teaching All 
Students Unsatisfactory Needs Improvement Proficient Exemplary 

Rationale, evidence, and feedback for improvement: 

 

III:  Family/Community 
Engagement Unsatisfactory Needs Improvement Proficient Exemplary 

 

Rationale, evidence, and feedback for improvement: 

IV:  Professional 
Culture Unsatisfactory Needs Improvement Proficient Exemplary 

Rationale, evidence, and feedback for improvement: 
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Due June 1st of Year One 
Formative Evaluation Report Form of Self-Directed Growth Plan 

 
 
 
 

Educator—Name/Title:      
 

Evaluator  is assigning same ratings as prior Summative Evaluation; no comments needed 
 

Evaluator  is assigning ratings that differ from prior Summative Evaluation; comments required 
 
 

 
Overall Performance Rating 

 
Unsatisfactory Needs Improvement Proficient Exemplary 

 
Rationale, evidence, and feedback for improvement: 

 
Plan Moving Forward 

 
Self-Directed Directed Improvement Developing Educator 
Growth Plan Growth Plan Plan Plan 

 
The educator shall have the opportunity to respond in writing to the formative evaluation as per 
603 CMR 35.06(5)(c) on the Educator Response Form. 

 
 

Signature of Evaluator    Date Completed:   
 

Signature of Educator*   Date Received:     
 

* Signature of the educator indicates acknowledgement of this report; it does not necessarily denote 
agreement with the contents of the report. Educators have the opportunity to respond to this report in 
writing and may use the Educator Report Form. 
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Summative Evaluation Report Form Due June 1st 
 
 
 

Educator—Name/Title:      
 

Primary Evaluator —Name/Title:     
 

Supervising Evaluator , if any—Name/Title/Role in evaluation:     
 
 
 
 

School(s):     
 

Current Plan: Self-Directed Growth Plan  Directed Growth Plan 
 Developing Educator Plan  Improvement Plan 

 
Progress Toward Student Learning Goal(s) 

Attach additional pages as needed. 
 

Did not meet Some progress Significant Progress Met Exceeded 
 
Rationale, evidence, and feedback for improvement: 

Progress Toward Professional Practice Goal(s) 
Attach additional pages as needed. 

 
Did not meet Some progress Significant Progress Met Exceeded 

 
Rationale, evidence, and feedback for improvement: 
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Summative Evaluation Report Form Due June 1st 
 
 
 

Educator—Name/Title:      
 

 
 

Rating on Each Standard 
 

I: Curriculum, Planning, 
& Assessment Unsatisfactory Needs Improvement Proficient Exemplary 

 

Rationale, evidence, and feedback for improvement: 

II:  Teaching All 
Students Unsatisfactory Needs Improvement Proficient Exemplary 

Rationale, evidence, and feedback for improvement: 

III:  Family/Community 
Engagement Unsatisfactory Needs Improvement Proficient Exemplary 

 

Rationale, evidence, and feedback for improvement: 

IV:  Professional 
Culture Unsatisfactory Needs Improvement Proficient Exemplary 

Rationale, evidence, and feedback for improvement: 
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Summative Evaluation Report Form Due June 1st  
 
 
 

Educator—Name/Title:      
 

 
Overall Performance Rating 

 
Unsatisfactory Needs Improvement Proficient Exemplary 

 
Rationale, evidence, and feedback for improvement: 

 
Plan Moving Forward 

 
Self-Directed Directed Improvement Developing Educator 
Growth Plan Growth Plan Plan Plan 

 
The educator shall have the opportunity to respond in writing to the summative evaluation as per 
603 CMR 35.06(6) on the Educator Response Form. 

 
 

Signature of Evaluator    Date Completed:   
 

Signature of Educator*   Date Received:     
 
 

* Signature of the educator indicates acknowledgement of this report; it does not necessarily denote 
agreement with the contents of the report. Educators have the opportunity to respond to this report in 
writing and may use the Educator Report Form. 
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Due within 5 school days 
of observation 

Observation Feedback Form 
 

Educator—Name/Title:      

Evaluator —Name/Title:      

Date and Time of Observation     

Class/Interaction Observed    
 
 

 
Evidence of Practice (including 

commendations & concerns) 

 

 
Questions/Next Steps For 

Educator 

 

 
 
 

Written feedback on this form must be provided to the educator within 5 school days of the observation. 
The second page may be used for concerns or commendations. Whenever possible, a conversation may 
accompany the form.  Educators have the opportunity to respond to thisform in writing using the Educator 
Response Form. 
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Due within 5 school days 
of observation 

Observation Feedback Form 
 
 
 

Educator—Name/Title:      
 

Evaluator —Name/Title:      
 

Educators have the opportunity to respond to this form in writing. 
. 

 

Observations resulting in one or more standards judged to be unsatisfactory or needs improvement for the 
first time must be followed by at least one observation of at least 30 minutes in du- ration within 30 school 
days.  (Article 29, Section 11Aiii) 
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T
eacher R

ubric – A
ppendix G

 
 

Standard I: C
urriculum

, Planning, and A
ssessm

ent. The teacher prom
otes the learning and grow

th of all students by providing high-quality and coherent 
instruction, designing and adm

inistering authentic and m
eaningful student assessm

ents, analyzing student perform
ance and grow

th data, using this data to im
prove 

instruction, providing students w
ith constructive feedback on an ongoing basis, and continuously refining learning objectives. 

 
Indicator I-A

.    C
urriculum

 and Planning: K
now

s the subject m
atter w

ell, has a good grasp of child developm
ent and how

 students learn, and designs 
effective and rigorous standards-based units of instruction consisting of w

ell-structured lessons w
ith m

easurable outcom
es. 

I-A
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

I-A
-1. 

Subject M
atter 

K
now

ledge 

D
em

onstrates lim
ited 

know
ledge of the subject 

m
atter and/or its pedagogy; 

relies heavily on textbooks or 
resources for developm

ent of 
the factual content. Rarely 
engages students in learning 
experiences focused on 
com

plex know
ledge or skills 

in the subject. 

D
em

onstrates factual know
ledge 

of subject m
atter and the 

pedagogy it requires by 
som

etim
es engaging students in 

learning experiences around 
com

plex know
ledge and skills in 

the subject. 

D
em

onstrates sound know
ledge 

and understanding of the 
subject m

atter and the pedagogy 
it requires by consistently 
engaging students in learning 
experiences that enable them

 to 
ac- quire com

plex know
ledge 

and skills in the subject. 

D
em

onstrates expertise in subject 
m

atter and the pedagogy it 
requires by engaging all students 
in learning experiences that 
enable them

 to synthesize 
com

plex know
ledge 

and skills in the subject. Is able to 
m

odel this elem
ent. 

  N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
 

   
 



 

83 
  

I-A
-2. 

C
hild 

and 
A

dolescent 
D

evelopm
ent 

D
em

onstrates little or no 
know

ledge of developm
ental 

levels of students this age or 
differences in how

 students 
learn. Typically develops 
one learning experience for all 
students that does not 
enable m

ost students to 
m

eet the intended out- 
com

es. 

D
em

onstrates know
ledge of 

developm
ental levels of 

students this age but does not 
identify developm

ental levels 
and w

ays of learning am
ong 

the students in the class and/or 
develops learning experiences 
that enable som

e, but not all, 
students to m

ove tow
ard m

eet- 
ing intended outcom

es. 

D
em

onstrates know
ledge of the 

developm
ental levels of students 

in the classroom
 and the 

different w
ays these students 

learn by providing 
differentiated learning 
experiences that enable all 
students to progress tow

ard 
m

eeting intended outcom
es. 

D
em

onstrates expert know
ledge 

of the developm
ental levels of the 

teacher’s ow
n students and 

students in this grade or subject 
m

ore generally and uses this 
know

ledge to differentiate and 
expand learn- ing experiences that 
enable all students to m

ake 
significant progress tow

ard 
m

eeting stated outcom
es. Is able 

to m
odel this elem

ent. 

 
I-A

. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-A
-3. 

R
igorous 

Standards- 
B

ased U
nit 

D
esign 

Plans individual lessons rather 
than units of instruction, or de- 
signs units of instruction that are 
not aligned w

ith state standards/ 
local curricula, lack m

easurable 
outcom

es, and/or include tasks 
that m

ostly rely on low
er level 

thinking skills. 

D
esigns units of instruction that 

address som
e know

ledge and skills 
defined in state standards/local 
curricula, but som

e student 
outcom

es are poorly defined 
and/or tasks rarely re- quire higher-
order thinking skills. 

       
 

D
esigns units of instruction w

ith 
m

easurable outcom
es and 

challenging tasks requiring 
higher-order thinking skills that 
enable students to learn the 
know

ledge and skills defined in 
state standards/local curricula. 

D
esigns integrated units of 

instruction w
ith m

easurable, 
accessible outcom

es and 
challenging tasks requiring higher- 
order thinking skills that enable 
students to learn and apply the 
know

ledge and skills defined in 
state standards/local curricula. Is 
able to m

odel this elem
ent. 

I-A
-4. 

W
ell- 

Structured 
Lessons 

D
evelops lessons w

ith 
inappropriate student engagem

ent 
strategies, pacing, sequence, 
activities, m

aterials, resources, 
and/or grouping for the intended 
outcom

e or for the students in the 
class. 

D
evelops lessons w

ith only som
e 

elem
ents of appropriate student 

engagem
ent strategies, pacing, 

sequence, activities, m
aterials, 

resources, and grouping. 

D
evelops w

ell-structured lessons 
w

ith challenging, m
easurable 

objectives and appropriate 
student engagem

ent strategies, 
pacing, sequence, activities, 
m

aterials, resources, 
technologies, and grouping. 

D
evelops w

ell-structured and 
highly engaging lessons w

ith 
challenging, m

easurable objectives 
and appropriate student 
engagem

ent strategies, pacing, 
sequence, activities, m

aterials, 
resources, technologies, and 
grouping to attend to every 
student’s needs. Is able to m

odel 
this elem

ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-B. 
A

ssessm
ent: U

ses a variety of inform
al and form

al m
ethods of assessm

ents to m
easure student learning, grow

th, and understanding 
to develop differentiated and enhanced learning experiences and im

prove future instruction. 

I-B
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-B
-1. V

ariety 
of 
A

ssessm
ent 

M
ethods 

A
dm

inisters only the assessm
ents 

required by the school and/or 
m

easures only point-in- tim
e 

student achievem
ent. 

M
ay adm

inister som
e inform

al 
and/or form

al assessm
ents to 

m
easure student learning but 

rarely m
easures student progress 

tow
ard achieving state/local 

standards. 

D
esigns and adm

inisters a 
variety of inform

al and for- 
m

al m
ethods and assessm

ents, 
including com

m
on interim

 
assessm

ents, to m
easure each 

student’s learning, grow
th, 

and progress tow
ard 

achieving state/local 
standards. 

U
ses an integrated, com

prehensive 
system

 of inform
al and form

al 
assessm

ents, including com
m

on 
interim

 assessm
ents, to m

easure 
student learning, grow

th, and 
progress tow

ard achieving 
state/local standards. Is able to 
m

odel this elem
ent. 

I-B
-2. 

A
djustm

ent 
to Practice 

M
akes few

 adjustm
ents to 

practice based on form
al and 

inform
al assessm

ents. 

M
ay organize and analyze som

e 
assessm

ent results but only 
occasionally adjusts practice or 
m

odifies future instruction based 
on the findings. 

O
rganizes and analyzes results 

from
 a variety of assessm

ents 
to determ

ine progress tow
ard 

intended outcom
es and uses 

these findings to adjust 
practice and identify and/or 
im

plem
ent appropriate 

differentiated interventions 
and enhancem

ents for 
students. 

O
rganizes and analyzes results 

from
 a com

prehensive system
 of 

assessm
ents to determ

ine progress 
tow

ard in- tended outcom
es and 

frequently uses these findings to 
adjust practice and identify and/or 
im

plem
ent appropriate 

differentiated interventions and 
enhancem

ents for individuals and 
groups of students and appropriate 
m

odifications of lessons and units. 
Is able to m

odel this elem
ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-C
. A

nalysis: A
nalyzes data from

 assessm
ents, draw

s conclusions, and shares them
 appropriately. 

I-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-C
-1. 

A
nalysis and 

C
onclusions 

D
oes not draw

 conclusions from
 

student data beyond com
pleting 

m
inim

al requirem
ents such as 

grading for re- port cards. 

D
raw

s conclusions from
 a lim

ited 
analysis of student data to inform

 
student grading and prom

otion 
decisions. 

Individually and w
ith col- 

leagues, draw
s appropriate 

conclusions from
 a thorough 

analysis of a w
ide range of 

assessm
ent data to im

prove 
student learning. 

Individually and w
ith col- 

leagues, draw
s appropriate, 

actionable conclusions from
 a 

thorough analysis of a w
ide range 

of assessm
ent data that im

prove 
short- and long-term

 instructional 
decisions. Is able to m

odel this 
elem

ent. 

I-C
-2. 

Sharing 
C

onclusions 
W

ith C
ol- 

leagues 

R
arely shares w

ith colleagues 
conclusions about student 
progress and/or rarely seeks 
feedback. 

O
nly occasionally shares w

ith 
colleagues conclusions about 
student progress and/or only 
occasionally seeks feedback from

 
them

 about practices that w
ill 

support im
proved student 

learning. 

R
egularly shares w

ith 
appropriate colleagues (e.g., 
general education, special 
education, and E

nglish learner 
staff) conclusions about student 
progress and seeks feedback 
from

 them
 about instructional 

or assessm
ent practices that 

w
ill support im

proved student 
learning. 

Establishes and im
plem

ents a 
schedule and plan for regularly 
sharing w

ith all appropriate 
colleagues conclusions and 
insights about student progress. 
Seeks and applies feedback from

 
them

 about practices that w
ill 

support im
proved student 

learning. Is 
able to m

odel this elem
ent. 

I-C
-3. 

Sharing 
C

onclusions 
W

ith Stu- 
dents 

Provides little or no feedback 
on student perform

ance except 
through grades or report of 
task com

pletion, or provides 
inappropriate feedback that 
does not support students to 
im

prove their perform
ance. 

Provides som
e feedback about 

perform
ance beyond grades 

but rarely shares strategies for 
students to im

prove their 
perform

ance tow
ard objectives. 

B
ased on assessm

ent results, 
provides descriptive feedback 
and engages students and 
fam

ilies in constructive 
conversation that focuses on 
how

 students can im
prove 

their perform
ance. 

Establishes early, constructive 
feedback loops w

ith students and 
fam

ilies that create a dialogue 
about perform

ance, progress, and 
im

provem
ent. Is able to m

odel 
this elem

ent. 

 
Standard II: Teaching A

ll Students. The teacher prom
otes the learning and grow

th of all students through instructional practices that establish high 
expectations, create a safe and effective classroom

 environm
ent, and dem

onstrate cultural proficiency. 
 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-A
.   Instruction: U

ses instructional practices that reflect high expectations regarding content and quality of effort and w
ork; engage all 

students; and are personalized to accom
m

odate diverse learning styles, needs, interests, and levels of readiness. 

II-A
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-A
-1. 

Q
uality of 

Effort and 
W

ork 

Establishes no or low
 expectations 

around quality of w
ork and effort 

and/or offers few
 supports for 

students to pro- duce quality w
ork 

or effort. 

M
ay states high expectations for 

quality and effort, but pro- vides 
few

 exem
plars and rubrics, 

lim
ited guided practice, and/or 

few
 other supports to help 

students know
 w

hat is expected 
of them

; m
ay establish 

inappropriately low
 expectations 

for quality and effort. 

C
onsistently defines high 

expectations for the quality of 
student w

ork and the per- 
severance and effort required to 
produce it; often provides 
exem

plars, rubrics, and guided 
practice. 

C
onsistently defines high 

expectations for quality w
ork and 

effort and effectively supports 
students to set high expectations 
for each other to persevere and 
produce high-quality w

ork. Is able 
to m

odel this elem
ent. 

II-A
-2. 

Student 
Engagem

ent 

U
ses instructional practices that 

leave m
ost students uninvolved 

and/or passive participants. 

U
ses instructional practices that 

m
otivate and engage som

e 
students but leave others 
uninvolved and/or passive 
participants. 

C
onsistently uses instructional 

practices that are likely to 
m

otivate and engage m
ost 

students during the lesson. 

C
onsistently uses instructional 

practices that typically m
otivate 

and engage m
ost students both 

during the lesson and during 
independent w

ork and hom
e 

w
ork. Is able to m

odel this 
elem

ent. 

II-A
-3. 

M
eeting D

i- 
verse N

eeds 

U
ses lim

ited and/or 
inappropriate practices to 
accom

m
odate differences. 

M
ay use som

e appropriate 
practices to accom

m
odate 

differences, but fails to address 
an adequate range of differences. 

U
ses appropriate practices, 

including tiered instruction and 
scaffolds, to accom

m
odate 

differences in learning styles, 
needs, interests, and levels of 
readiness, including those of 
students w

ith disabilities and 
E

nglish learners. 

U
ses a varied repertoire of 

practices to create structured 
opportunities for each student to 
m

eet or exceed state 
standards/local curriculum

 and 
behavioral expectations. Is able to 
m

odel this elem
ent. 

  N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-B
.   L

earning E
nvironm

ent: C
reates and m

aintains a safe and collaborative learning environm
ent that m

otivates students to take 
academ

ic risks, challenge them
selves, and claim

 ow
nership of their learning. 

II-B
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-B
-1. 

Safe 
Learn- 

ing 
Environm

ent 

M
aintains a physical environm

ent 
that is unsafe or does not support 
student learning. U

ses 
inappropriate or ineffective rituals, 
routines, and/or responses to 
reinforce positive behavior or 
respond to behaviors 
that interfere w

ith students’ 
learning. 

M
ay create and m

aintain a safe 
physical environm

ent but 
inconsistently m

aintains rituals, 
routines, and responses needed to 
prevent and/or stop behaviors that 
interfere w

ith all students’ 
learning. 

U
ses rituals, routines, and 

appropriate responses that 
create and m

aintain a safe 
physical and intellectual 
environm

ent w
here students 

take academ
ic risks and 

m
ost behaviors that interfere 

w
ith learning are prevented. 

U
ses rituals, routines, and 

proactive responses that create and 
m

aintain a safe physical and 
intellectual environm

ent w
here 

students take academ
ic risks and 

play an active role individually 
and collectively in preventing 
behaviors that interfere w

ith 
learning. Is able to m

odel this 
elem

ent. 

II-B
-2. 

C
ollaborative 

Learning En- 
vironm

ent 

M
akes little effort to teach 

interpersonal, group, and 
com

m
unication skills or 

facilitate student w
ork in groups, 

or such attem
pts are ineffective. 

Teaches som
e interpersonal, 

group, and com
m

unication skills 
and provides som

e opportunities 
for students to w

ork in groups. 

D
evelops students’ 

interpersonal, group, and 
com

m
unication skills and 

provides opportunities for 
students to learn in groups w

ith 
diverse peers. 

Teaches and reinforces inter- 
personal, group, and 
com

m
unication skills so that 

students seek out their peers as 
re- sources. Is able to m

odel this 
practice. 

II-B
-3. 

Student 
M

otivation 

D
irects all learning experiences, 

providing few
, if any, 

opportunities for students to take 
academ

ic risks or challenge 
them

selves to learn. 

C
reates som

e learning experiences 
that guide students to identify 
needs, ask for support, and 
challenge them

selves to take 
academ

ic risks. 

C
onsistently creates learn- ing 

experiences that guide students 
to identify their strengths, 
interests, and needs; ask for 
support w

hen appropriate; take 
academ

ic risks; and challenge 
them

- selves to learn. 

C
onsistently supports students to 

identify strengths, interests, and 
needs; ask for support; take risks; 
challenge them

- selves; set 
learning goals; and m

onitor their 
ow

n progress. M
odels these skills 

for col- leagues. 

 N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-C
.   C

ultural Proficiency: A
ctively creates and m

aintains an environm
ent in w

hich students’ diverse backgrounds, identities, strengths, and 
challenges are respected. 

II-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

 

II-C
1. 

R
espects 

D
ifferences 

Establishes an environm
ent in 

w
hich students dem

onstrate 
lim

ited respect for individual 
differences. 

Establishes an environm
ent in 

w
hich students generally 

dem
onstrate respect for 

individual differences 

C
onsistently uses strategies and 

practices that are likely to 
enable students to dem

onstrate 
respect for and affirm

 their ow
n 

and others’ differences related 
to back- ground, identity, 
language, strengths, and 
challenges. 

Establishes an environm
ent in 

w
hich students respect and affirm

 
their ow

n and others’ differences 
and are supported to share and 
explore differences and 
sim

ilarities related to 
background, identity, language, 
strengths, and challenges. Is able 
to m

odel this practice. 

II-C
-2. 

M
aintains 

R
espectful 

Environm
ent 

M
inim

izes 
or 

ignores 
conflicts 

and/or responds in inappropriate 
w

ays. 

A
nticipates and responds 

appropriately to som
e conflicts or 

m
isunderstandings but ignores 

and/or m
inim

izes others. 

A
nticipates and responds 

appropriately to conflicts or 
m

isunderstandings arising 
from

 differences in back- 
grounds, languages, and 
identities. 

A
nticipates and responds 

appropriately to conflicts or 
m

isunderstandings arising from
 

differences in backgrounds, 
languages, and identities in w

ays 
that lead students to be able to do 
the sam

e independently. Is able to 
m

odel this practice. 

   N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-D
.   E

xpectations: Plans and im
plem

ents lessons that set clear and high expectations and also m
ake know

ledge accessible for all students. 

II-D
. 

Elem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-D
-1. 

C
lear 

Expectations 

D
oes not m

ake specific academ
ic 

and behavior expectations clear 
to students. 

M
ay announce and post class- 

room
 academ

ic and behavior rules 
and consequences, but 
inconsistently or ineffectively 
enforces them

. 

C
learly com

m
unicates and 

consistently enforces specific 
standards for student w

ork, 
effort, and behavior. 

C
learly com

m
unicates and 

consistently enforces specific 
standards for student w

ork, 
effort, and behavior so that m

ost 
students are able to de- scribe 
them

 and take ow
ner- ship of 

m
eeting them

. Is able to m
odel 

this elem
ent. 

II-D
-2. 

H
igh 

Expectations 

G
ives up on som

e students or 
com

m
unicates that som

e can- not 
m

aster challenging m
aterial. 

M
ay tell students that the subject 

or assignm
ent is challenging and 

that they need to w
ork hard but 

does little to counter- act student 
m

isconceptions about innate 
ability. 

E
ffectively m

odels and rein- 
forces w

ays that students can 
m

aster challenging m
aterial 

through effective effort, rather 
than having to depend on 
innate ability. 

Effectively m
odels and rein- 

forces w
ays that students can 

consistently m
aster challenging 

m
aterial through effective effort. 

Successfully challenges students’ 
m

isconceptions about innate 
ability. Is able to m

odel this 
elem

ent. 

II-D
-3. 

A
ccess to 

K
now

ledge 

R
arely adapts instruction, 

m
aterials, and assessm

ents to 
m

ake challenging m
aterial 

accessible to all students. 

O
ccasionally adapts instruction, 

m
aterials, and assessm

ents to 
m

ake challenging m
aterial 

accessible to all students. 

C
onsistently adapts instruction, 

m
aterials, and assessm

ents to 
m

ake challenging m
aterial 

accessible to all students, 
including E

nglish learners and 
students w

ith disabilities. 

Individually and w
ith col- 

leagues, consistently adapts 
instruction, m

aterials, and 
assessm

ents to m
ake challenging 

m
aterial accessible to all students, 

including English learners and 
students w

ith dis- abilities. Is able 
to m

odel this elem
ent. 

 N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard III: Fam
ily and C

om
m

unity E
ngagem

ent. The teacher prom
otes the learning and grow

th of all students through effective partnerships w
ith fam

ilies, 
caregivers, com

m
unity m

em
bers, and organizations. 

 
Indicator III-A

. 
E

ngagem
ent: W

elcom
es and encourages every fam

ily to becom
e active participants in the classroom

 and school com
- m

unity. 

III-A
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

III-A
-1. 

Parent/Fam
ily 

Engagem
ent 

D
oes not w

elcom
e fam

ilies to 
becom

e participants in the 
classroom

 and school com
- 

m
unity or actively discourages 

their participation. 

M
akes lim

ited attem
pts to involve 

fam
ilies in school and/or 

classroom
 activities, m

eetings, 
and planning. 

U
ses a variety of strategies to 

support every fam
ily to 

participate actively and 
appropriately in the classroom

 
and school com

m
unity. 

Successfully engages m
ost 

fam
ilies and sustains their active 

and appropriate participation in 
the classroom

 and school 
com

m
unity. Is able to m

odel this 
elem

ent. 
    

Indicator III-B. 
C

ollaboration: C
ollaborates w

ith fam
ilies to create and im

plem
ent strategies for supporting student learning and developm

ent both 
at hom

e and at school. 

III-B
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

III-B
-1. 

Learning 
Expectations 

D
oes not inform

 parents about 
learning or behavior expectations. 

Sends hom
e only a list of 

classroom
 rules and the learn- ing 

outline or syllabus for the year. 

C
onsistently provides parents 

w
ith clear, user-friendly 

expectations for student 
learning and behavior. 

Successfully conveys to m
ost 

parents student learning and 
behavior expectations. Is able to 
m

odel this elem
ent. 

III-B
-2. 

C
urriculum

 
Support 

R
arely, if ever, com

m
unicates 

w
ith parents on w

ays to sup- port 
children at hom

e or at school. 

Sends hom
e occasional 

suggestions on how
 parents can 

support children at hom
e or at 

school. 

R
egularly updates parents on 

curriculum
 throughout the year 

and suggests strategies for 
supporting learn- ing at school 
and hom

e, including 
appropriate adaptation for 
students w

ith disabilities or 
lim

ited E
nglish proficiency. 

Successfully prom
pts m

ost 
fam

ilies to use one or m
ore of the 

strategies suggested for 
supporting learning at school and 
hom

e and seeks out evidence of 
their im

pact. Is able to m
odel this 

elem
ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator III-C
.  C

om
m

unication: E
ngages in regular, tw

o-w
ay, and culturally proficient com

m
unication w

ith fam
ilies about student learn- ing and 

perform
ance. 

III-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

III-C
-1. Tw

o-
W

ay 
C

om
m

unication 

R
arely com

m
unicates w

ith 
fam

ilies except through report 
cards; rarely solicits or responds 
prom

ptly and carefully to 
com

m
unications from

 fam
ilies. 

R
elies prim

arily on new
sletters 

and other one-w
ay m

edia and 
usually responds prom

ptly to 
com

m
unications from

 fam
ilies. 

R
egularly uses tw

o-w
ay 

com
m

unication w
ith fam

ilies 
about student perform

ance 
and learning and responds 
prom

ptly and care- fully to 
com

m
unications from

 fam
ilies. 

R
egularly uses a tw

o-w
ay sys- 

tem
 that supports frequent, 

proactive, and personalized 
com

m
unication w

ith fam
ilies 

about student perform
ance 

and learning. Is able to m
odel 

this elem
ent. 

III-C
-2. 

C
ulturally 

Proficient 
C

om
m

unication 

M
akes few

 attem
pts to respond 

to different fam
ily cultural 

norm
s and/or responds 

inappropriately or disrespect- 
fully. 

M
ay com

m
unicate respectfully 

and m
ake efforts to take into 

account different fam
ilies’ hom

e 
language, culture, and values, but 
does so inconsistently or does not 
dem

onstrate understanding and 
sensitivity to the differences. 

A
lw

ays com
m

unicates 
respectfully w

ith fam
ilies and 

dem
onstrates understanding of 

and sensitivity to different 
fam

ilies’ hom
e language, 

culture, and values. 

A
lw

ays com
m

unicates 
respectfully w

ith fam
ilies and 

dem
onstrates understanding and 

appreciation of different 
fam

ilies’ hom
e language, 

culture, and values. Is able to 
m

odel this elem
ent. 

   
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Standard IV
: Professional C

ulture. The teacher prom
otes the learning and grow

th of all students through ethical, culturally proficient, skilled, and collaborative 
practice. 

 
Indicator IV

-A
. 

R
eflection: D

em
onstrates the capacity to reflect on and im

prove the educator’s ow
n practice, using inform

al m
eans as w

ell as m
eetings 

w
ith team

s and w
ork groups to gather inform

ation, analyze data, exam
ine issues, set m

eaningful goals, and develop new
 approaches in 

order to im
prove teaching and learning. 

IV
-A

. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

IV
-A

-1. 
R

eflective 
Practice 

D
em

onstrates lim
ited reflection on 

practice and/or use of in- sights 
gained to im

prove practice. 

M
ay reflect on the effective- ness 

of lessons/ units and interactions 
w

ith students but not w
ith 

colleagues and/or rarely uses 
insights to im

prove practice. 

R
egularly reflects on the 

effectiveness of lessons, units, 
and interactions w

ith students, 
both individually and w

ith 
colleagues, and uses insights 
gained to im

prove practice and 
student learning. 

R
egularly reflects on the 

effectiveness of lessons, units, and 
interactions w

ith students, both 
individually and w

ith col- leagues; 
and uses and shares w

ith 
colleagues, insights 
gained to im

prove practice and 
student learning. Is able to 
m

odel this elem
ent. 

IV
-A

-2. 
G

oal Setting 
G

enerally, participates passively 
in the goal-setting process 
and/or proposes goals that are 
vague or easy to reach. 

Proposes goals that are som
e- 

tim
es vague or easy to achieve 

and/or bases goals on a lim
ited 

self-assessm
ent and analysis of 

student learning data. 

Proposes challenging, 
m

easurable professional 
practice, team

, and student 
learning goals that are based 
on thorough self- assessm

ent 
and analysis of student 
learning data. 

Individually and w
ith col- leagues 

builds capacity to pro- pose and 
m

onitor challenging, m
easurable 

goals based on thorough self-
assessm

ent and analysis of 
student learning data. Is able to 
m

odel this elem
ent. 

   N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator IV
-B. 

Professional G
row

th: A
ctively pursues professional developm

ent and learning opportunities to im
prove quality of practice or build 

the expertise and experience to assum
e different instructional and leadership roles. 

IV
-B

. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

IV
-B

-1. 
Professional 
Learning and 
G

row
th 

Participates in few
, if any, 

professional developm
ent and 

learning opportunities to im
prove 

practice and/or applies little new
 

learning to practice. 

Participates only in required 
professional developm

ent 
activities and/or inconsistently or 
inappropriately applies new

 
learning to im

prove practice. 

C
onsistently seeks out and 

applies, w
hen appropriate, 

ideas for im
proving practice 

from
 supervisors, col- leagues, 

professional developm
ent 

activities, and other resources 
to gain expertise and/or assum

e 
different instruction and 
leadership responsibilities. 

C
onsistently seeks out 

professional developm
ent and 

learn- ing opportunities that 
im

prove practice and build 
expertise of self and other 
educators in instruction and 
leadership. Is able to m

odel this 
elem

ent. 

     
Indicator IV

-C
. 

C
ollaboration: C

ollaborates effectively w
ith colleagues on a w

ide range of tasks. 
IV

-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

IV
-C

-1. 
Professional 
C

ollaboration 

R
arely and/or ineffectively 

collaborates w
ith colleagues; 

conversations often lack focus on 
im

proving student learning. 

D
oes not consistently collabo- 

rate w
ith colleagues in w

ays that 
support productive team

 effort. 

C
onsistently and effectively 

collaborates w
ith colleagues in 

such w
ork as developing 

standards-based units, 
exam

ining student w
ork, 

analyzing student perform
ance, 

and planning appropriate 
intervention. 

Supports colleagues to collaborate 
in areas such as developing 
standards-based units, exam

ining 
student w

ork, analyzing student 
perform

ance, and planning 
appropriate intervention. Is able to 
m

odel this elem
ent. 

 
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator IV
-D

. 
D

ecision-M
aking: B

ecom
es involved in schoolw

ide decision m
aking, and takes an active role in school im

provem
ent planning. 

IV
-D

. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

IV
-D

-1. 
D

ecision- 
M

aking 

Participates in planning and 
decision m

aking at the school, 
departm

ent, and/or grade level 
only w

hen asked and rarely 
contributes relevant ideas or 
expertise. 

M
ay participate in planning and 

decision m
aking at the school, 

departm
ent, and/or grade level 

but rarely contributes relevant 
ideas or expertise. 

C
onsistently contributes 

relevant ideas and expertise to 
planning and decision m

aking 
at the school, departm

ent, 
and/or grade level. 

I In planning and decision- 
m

aking at the school, departm
ent, 

and/or grade level,  consistently 
contributes ideas and expertise 
that are critical to school 
im

provem
ent efforts. Is able to 

m
odel this elem

ent. 

     
Indicator IV

-E. 
Shared R

esponsibility: Shares responsibility for the perform
ance of all students w

ithin the school. 
IV

-E
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

IV
-E-1. 

Shared 
R

esponsibilit
y 

R
arely reinforces schoolw

ide 
behavior and learning expectations 
for all students and/or m

akes a 
lim

ited contribution to their 
learning by rarely sharing 
responsibility for m

eeting their 
needs. 

W
ithin and beyond the class- 

room
, inconsistently reinforces 

schoolw
ide behavior and learning 

expectations for all students, 
and/or m

akes a lim
ited 

contribution to their learning by 
inconsistently sharing 
responsibility for m

eeting their 
needs. 

W
ithin and beyond the 

classroom
, consistently 

reinforces schoolw
ide behavior 

and learning expectations for 
all students, and contributes to 
their learning by sharing 
responsibility for m

eeting their 
needs. 

Individually and w
ith colleagues 

develops strategies and actions 
that contribute to the learning 
and productive behavior of all 
students at the school. Is able to 
m

odel this elem
ent. 

  
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator IV
-F. 

Professional R
esponsibilities: Is ethical and reliable, and m

eets routine responsibilities consistently. 
IV

-F. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

IV
-F-1. 

Judgm
ent 

D
em

onstrates poor judgm
ent 

and/or discloses confidential 
student inform

ation 
inappropriately. 

Som
etim

es dem
onstrates 

questionable judgm
ent and/or 

inadvertently shares confidential 
inform

ation. 

D
em

onstrates sound judgm
ent 

reflecting integrity, honesty, 
fairness, and trustw

orthiness 
and protects student 
confidentiality appropriately. 

D
em

onstrates sound judgm
ent and 

acts appropriately to protect 
student confidentiality, rights and 
safety. Is able to m

odel this 
elem

ent. 

IV
-F-2. 

R
eliability &

 
R

esponsibility 

Frequently m
isses or is late to 

assignm
ents, 

m
akes 

errors 
in 

records, and/or m
isses paper- w

ork 
deadlines; 

frequently 
late 

or 
absent. 

O
ccasionally m

isses or is late to 
assignm

ents, com
pletes w

ork late, 
and/or m

akes errors in records. 

C
onsistently fulfills 

professional responsibilities; is 
consistently punctual and 
reliable w

ith paperw
ork, du- 

ties, and assignm
ents; and is 

rarely late or absent from
 

school. 

C
onsistently fulfills all 

professional responsibilities to 
high standards. Is able to m

odel 
this elem

ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Specialized Instructional Support Personnel – A
ppendix H

 
  

Standard I: C
urriculum

, Planning, and A
ssessm

ent. prom
otes the learning and grow

th of all students by providing high-quality and coherent 
instruction, designing and adm

inistering authentic and m
eaningful student assessm

ents, analyzing student perform
ance and grow

th data, using this 
data to im

prove instruction, providing students with constructive feedback on an ongoing basis, and continuously refining learning objectives. 
 

Indicator I-A
. 

C
urriculum

 and Planning: H
as strong know

ledge specific to subject m
atter and/or professional responsibility, has a good grasp of child 

developm
ent and how

 students learn, and designs effective and rigorous plans for support consisting of w
ell-structured lessons w

ith 
m

easurable outcom
es. 

I-A
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

I-A
-1. 

Professional 
K

now
ledge 

D
em

onstrates lim
ited professional 

know
ledge; relies heavily on outdated 

practices as opposed to current practices 
supported by research. Rarely engages 
students in academ

ic, behavioral, and 
social/em

otional learning experiences 
through the use of educational and/or 
clinical practices. 

D
em

onstrates factual know
ledge of the 

professional content and delivery and 
som

etim
es applies it to engage students in 

academ
ic, behavioral, and 

social/em
otional learning experiences 

through the use of educational and/or 
clinical practices. 

D
em

onstrates sound know
ledge and 

understanding of professional content 
and delivery by consistently engaging 
students in academ

ic, behavioral, and 
social/em

otional learning experiences 
through the use of educational and/or 
clinical practices that enable students to 
acquire know

ledge and skills. 

D
em

onstrates m
astery of professional 

content and its delivery by engaging 
all students in academ

ic, behavioral, and 
social/em

otional 
learning 

experiences, 
through the use of educational 
and/or clinical practices, that enable 
students to synthesize know

ledge and 
skills. Is able to m

odel this elem
ent. 

I-A
-2. 

C
hild 

and 
A

dolescent 
D

evelopm
ent 

D
em

onstrates little or no know
ledge of 

child and adolescent developm
ent; 

typically develops one learning 
experience, and/or type of support or 
assistance for all students that does not 
adequately address intended out- com

es. 

D
em

onstrates general know
ledge of child 

and adolescent developm
ent but does not 

apply this know
ledge w

hen providing 
differentiated learning experiences, 
support, and/or assistance that w

ould 
enable all students—

as opposed to just 
som

e—
to m

ove to- w
ard m

eeting 
intended outcom

es. 

D
em

onstrates know
ledge of students’ 

developm
ental levels and the different 

w
ays these students 

learn 
or 

behave 
by 

providing 
differentiated learning experiences, sup- 
port, and/or assistance that enable 
all students to progress tow

ard 
m

eeting intended outcom
es. 

D
em

onstrates expert know
ledge of the 

developm
ental levels of individual 

students and students in the grade or 
subject m

ore generally and uses this 
know

ledge to differentiate and expand 
learning experiences, supports, and/or 
types of assistance, enabling all students to 
m

ake significant progress tow
ard m

eeting 
stated outcom

es. Is able to m
odel this 

elem
ent. 

   N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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I-A
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

 
 

 
 

 
  1-A

-3 Plan  
D

evelopm
ent 10 

D
evelops or contributes to the 

developm
ent of plans that are not tim

ely 
and/or not tailored to the needs of 
individual students; or, plans do not 
include appropriate supports or 
m

easurable outcom
es that w

ould enable 
students to m

eet the goals and objectives 
of the plan. 

D
evelops or contributes to the tim

ely 
developm

ent of plans that respond to 
som

e but not all relevant individual 
student needs, and/or plans that lack 
sufficient m

easurable outcom
es or 

supports that enable students to m
eet all 

goals and objectives of the plan. 

D
evelops or contributes to the tim

ely 
developm

ent of w
ell- structured plans 

w
ith m

easurable outcom
es that 

respond to all relevant individual 
student needs, and include supports 
that enable students to m

eet the goals 
or objectives of the plan. 

D
evelops or contributes to the tim

ely 
developm

ent of com
prehensive, w

ell- 
structured plans w

ith m
easurable out- 

com
es that respond to all relevant 

individual student needs, are coordinated 
w

ith other plans relevant to those 
students, and include supports that enable 
students to m

eet all goals or objectives of 
the plan. Is able to m

odel this elem
ent. 

I-A
-4. 

W
ell- 

Structured 
Lessons 

D
evelops lessons (w

hich m
ay include 

individual and group activities or 
sessions) w

ith inappropriate student 
engagem

ent strategies, pacing, sequence, 
activities, m

aterials, re- sources, and/or 
grouping. 

D
evelops lessons (w

hich m
ay include 

individual and group activities or 
sessions) w

ith only som
e elem

ents of 
appropriate student engagem

ent 
strategies, pacing, sequence, activities, 
m

aterials, resources, and group- ing. 

D
evelops w

ell-structured lessons (w
hich 

m
ay include individual and group 

activities or sessions) w
ith challenging, 

m
easurable objectives and appropriate 

student engagem
ent strategies, pacing, 

sequence, activities, m
aterials, 

resources, technologies, and grouping. 

D
evelops w

ell-structured and highly 
engaging lessons (w

hich m
ay include 

individual and group activities and 
sessions) w

ith challenging, m
easurable 

objectives and appropriate student 
engagem

ent strategies, pacing, sequence, 
activities, m

aterials, re- sources, 
technologies, and grouping 
to attend to every student’s needs. Is able 
to m

odel this elem
ent. 

       N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-B. 
A

ssessm
ent: U

ses a variety of inform
al and form

al m
ethods of assessm

ents to m
easure student learning, grow

th, and understanding 
to develop differentiated and enhanced learning experiences and im

prove future instruction. 
I-B

. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-B
-1. 

V
ariety of 

A
ssessm

ent 
M

ethods 

A
dm

inisters assessm
ents and/or collects 

only the data required by the school 
and/or m

easures only point-in- tim
e 

student achievem
ent or developm

ent. 

M
ay design and adm

inister assessm
ents 

and/or collect som
e data to m

easure 
student learning, grow

th, or 
developm

ent, but uses a lim
ited range of 

m
ethods. 

D
esigns and adm

inisters assessm
ents 

and/or collects data to m
easure 

student learning, grow
th, and/or 

developm
ent through a variety of 

m
ethods, including inform

al and 
form

al assessm
ents and com

m
on 

interim
 assessm

ents w
here applicable. 

U
ses an integrated, com

prehensive 
assessm

ent system
, including inform

al 
and form

al assessm
ent m

ethods and 
com

m
on interim

 assessm
ents w

here 
applicable, to m

easure student learning, 
grow

th, and developm
ent. Is able to 

m
odel this elem

ent. 

I-B
-2. 

A
djustm

ent to 
Practice 

M
akes few

 adjustm
ents to practice by 

identifying and/or im
plem

enting 
appropriate differentiated interventions, 
supports, and program

s based on form
al 

and inform
al assessm

ents. 

M
ay organize and analyze som

e 
assessm

ent results but only occasionally 
adjusts practice and identifies and/or 
im

plem
ents appropriate differentiated 

interventions, supports, and program
s for 

students. 

O
rganizes and analyzes results from

 a 
variety of assessm

ents to determ
ine 

progress tow
ard intended outcom

es 
and uses these findings to adjust 
practice and identify and/or im

plem
ent 

appropriate differentiated 
interventions, supports, and program

s 
for students. 

O
rganizes and analyzes results from

 a 
com

prehensive system
 of assessm

ents to 
determ

ine progress tow
ard intended 

outcom
es and frequently uses these 

findings to adjust practice and identify 
and/or im

plem
ent appropriate 

differentiated interventions, supports, or 
program

s for individuals and groups of 
students and appropriate m

odifications of 
plans. Is able to m

odel this elem
ent. 

        N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-C
. A

nalysis: A
nalyzes data from

 assessm
ents, draw

s conclusions, and shares them
 appropriately. 

I-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-C
-1. 

A
nalysis and 

C
onclusions 

D
oes 

not 
analyze 

data 
and/or 

draw
 

conclusions 
from

 
data 

beyond 
com

pleting m
inim

al requirem
ents. 

D
raw

s conclusions from
 a lim

ited 
analysis of data to inform

 student 
learning, grow

th, and developm
ent. 

Individually and w
ith colleagues, 

draw
s appropriate conclusions about 

program
s, plans, and practices from

 a 
thorough analysis of a w

ide range of 
data to im

prove student learning, 
grow

th, and developm
ent. 

Individually and w
ith colleagues, draw

s 
appropriate, actionable conclusions about 
program

s, plans, and practices from
 a 

thorough analysis of a w
ide range of data 

that im
prove short- and long-term

 
planning decisions. Is able to m

odel this 
elem

ent. 

I-C
-2. 

Sharing 
C

onclusions 
W

ith C
olleagues 

R
arely shares w

ith colleagues 
conclusions about student progress 
and/or rarely seeks feedback from

 them
 

about practices that w
ill support 

im
proved student learning and/or 

developm
ent. 

O
nly occasionally shares w

ith col- 
leagues conclusions about student 
progress and/or seeks feedback from

 
them

 about practices that w
ill support 

im
proved student learning and/or 

developm
ent. 

R
egularly shares w

ith appropriate 
colleagues (e.g., classroom

 teachers, 
adm

inistrators, and professional 
support personnel) conclusions about 
student progress and seeks feedback 
from

 them
 about practices that w

ill 
support im

proved student learning 
and/or developm

ent. 

Establishes and im
plem

ents a schedule 
and plan for regularly sharing w

ith all 
appropriate colleagues (e.g., class- room

 
teachers, adm

inistrators, and professional 
support personnel) conclusions and 
insights about student progress. Seeks and 
applies feed- back from

 them
 about 

practices that w
ill support im

proved 
student learning and/or developm

ent. Is 
able to m

odel this elem
ent. 

I-C
-3. 

Sharing 
C

onclusions 
W

ith Students 
and Fam

ilies 

Provides little or no feedback on student 
grow

th or progress except through 
m

inim
ally required reporting or provides 

inappropriate feedback that does not 
support students to grow

 and im
prove. 

Provides som
e feedback about student 

grow
th or progress beyond required 

reports but rarely shares strategies for 
students to grow

 and im
prove. 

B
ased on assessm

ent results and/or 
other data, provides descriptive 
feedback and engages students and 
fam

ilies in constructive conversation 
that focuses on student grow

th and 
im

provem
ent. 

Establishes early, constructive feed- back 
loops w

ith students and fam
ilies that 

create a dialogue about student grow
th, 

progress, and im
provem

ent. Is able to 
m

odel this elem
ent. 

   N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard II: Teaching A
ll Students. Prom

otes the learning and grow
th of all students through instructional practices that establish high 

expectations, create a safe and effective classroom
 environm

ent, and dem
onstrate cultural proficiency. 

 
Indicator II-A

.   Instruction: U
ses instructional and clinical practices that reflect high expectations regarding content and quality of effort and w

ork; 
engage all students; and are personalized to accom

m
odate diverse learning styles, needs, interests, and levels of readiness. 

II-A
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-A
-1. 

Q
uality of Effort 

and W
ork 

Establishes no or low
 expectations for 

student w
ork and behavior and/or offers 

few
 supports to help students know

 w
hat 

is expected of them
. 

M
ay state high expectations for student 

w
ork and behavior, but provides few

 
exem

plars and rubrics, or lim
ited guided 

practice, and/or few
 other supports to 

help students know
 w

hat is expected of 
them

. 

C
onsistently defines high expectations 

for student w
ork and behavior, and the 

perseverance and effort required to 
produce it; often provides exem

plars, 
rubrics, or guided practice, and/or 
m

odels appropriate behaviors. 

C
onsistently defines high expectations 

for student w
ork and behavior and 

effectively supports students to set high 
expectations for each other 
to persevere and produce high-quality 
w

ork. Is able to m
odel this elem

ent. 

II-A
-2. 

Student 
Engagem

ent 

U
ses instructional and/or clinical practices 

that leave m
ost students uninvolved 

and/or passive. 

U
ses instructional and/or clinical practices 

that m
otivate and engage som

e students 
but leave others uninvolved and/or 
passive. 

C
onsistently uses instructional 

and clinical practices that are likely to 
m

otivate and engage m
ost students 

during the lesson, activity, or session. 

C
onsistently uses instructional and 

clinical practices that typically m
otivate 

and engage m
ost students during the 

lesson, activity, or session, and during 
independent w

ork. Is able to m
odel this 

elem
ent. 

II-A
-3. 

M
eeting D

iverse 
N

eeds 

U
ses lim

ited and/or inappropriate 
practices and/or supports to 
accom

m
odate differences. 

M
ay use som

e appropriate practices 
and/or supports to accom

m
odate 

differences, but fails to address an 
adequate range of differences. 

U
ses appropriate practices, including 

tiered instruction, scaffolds, and other 
supports, to accom

m
odate differences 

in learning styles, needs, interests, and 
levels of readiness, including those of 
students w

ith disabilities and E
nglish 

learners. 

U
ses a varied repertoire of practices 

and/or supports to create structured 
opportunities for each student to m

eet or 
exceed expectations for grow

th 
and developm

ent. Is able to m
odel this 

elem
ent. 

    N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-B
.   L

earning E
nvironm

ent: C
reates and m

aintains a safe and collaborative learning environm
ent that m

otivates students to take 
academ

ic risks, challenge them
selves, and claim

 ow
nership of their learning. 

II-B
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-B
-1. 

Safe Learning 
Environm

ent 

M
aintains a physical environm

ent that is 
unsafe or does not support student 
learning. U

ses inappropriate or ineffective 
rituals, routines, and/or responses to 
reinforce positive behavior or respond to 
behaviors that interfere w

ith students’ 
learning. 

M
ay create and m

aintain a safe physical 
environm

ent but inconsistently m
aintains 

rituals, routines, and responses needed to 
prevent and/or stop behaviors that 
interfere w

ith all students’ learning. 

U
ses rituals, routines, and appropriate 

responses that create and m
aintain a 

safe physical and intellectual 
environm

ent w
here students take 

academ
ic risks and m

ost behaviors 
that interfere w

ith learning are 
prevented. 

U
ses rituals, routines, and proactive 

responses that create and m
aintain a safe 

physical and intellectual environm
ent 

w
here students take academ

ic risks and 
play an active role—

 individually and 
collectively—

in pre- venting behaviors 
that interfere w

ith learning. Is able to 
m

odel this elem
ent. 

II-B
-2. 

C
ollaborative 

Learning Envi- 
ronm

ent 

M
akes little effort to teach interpersonal, 

group, and com
m

unication skills or 
facilitate student w

ork in groups, or such 
attem

pts are ineffective. 

Teaches som
e interpersonal, group, and 

com
m

unication skills and pro- vides 
som

e opportunities for students to w
ork 

in groups. 

D
evelops students’ interpersonal, 

group, and com
m

unication skills and 
provides opportunities for students to 
learn in groups w

ith diverse peers. 

Teaches and reinforces interpersonal, 
group, and com

m
unication skills so that 

students seek out their peers as resources. 
Is able to m

odel this practice. 

II-B
-2. 

Student 
M

otivation 

D
irects all learning experiences, 

providing few
, if any, opportunities for 

students to take risks or challenge 
them

selves. 

C
reates som

e learning experiences that 
guide students to identify needs, ask for 
support, and challenge them

- selves to 
take risks. 

C
onsistently 

creates 
learning 

experiences 
that 

guide 
students 

to 
identify their strengths, interests, and 
needs; 

ask 
for 

support 
w

hen 
appropriate; take risks; and challenge 
them

selves to succeed. 

C
onsistently supports students to identify 

their strengths, interests, and needs; ask 
for support; take risks; challenge 
them

selves; set learning goals; and 
m

onitor their ow
n progress. Is able to 

m
odel this elem

ent. 

    N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-C
.   C

ultural Proficiency: A
ctively creates and m

aintains an environm
ent in w

hich students’ diverse backgrounds, identities, strengths, and 
challenges are respected. 

II-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-C
-1. 

R
espects 

D
ifferences 

Establishes 
an 

environm
ent 

in 
w

hich 
students dem

onstrate lim
ited respect for 

individual differences. 

Establishes an environm
ent in w

hich 
students generally dem

onstrate respect 
for individual differences. 

C
onsistently 

uses 
strategies 

and 
practices that are likely to enable 
students to dem

onstrate respect 
for and affirm

 their ow
n and others’ 

differences related to background, 
identity, language, strengths, and 
challenges. 

Establishes an environm
ent in w

hich 
students respect and affirm

 their ow
n and 

others’ differences and are sup- ported to 
share and explore differences and 
sim

ilarities related to background, 
identity, language, strengths, and 
challenges. Is able to m

odel this elem
ent. 

II-C
-2. 

M
aintains 

R
espectful 

Environm
ent 

 

M
inim

izes or ignores conflicts and/or 
responds in inappropriate w

ays. 
A

nticipates and responds appropriately to 
som

e conflicts or m
isunderstandings but 

ignores and/or m
inim

izes others. 

A
nticipates and responds 

appropriately to conflicts or 
m

isunderstandings arising from
 

differences in backgrounds, languages, 
and identities. 

A
nticipates and responds appropriately to 

conflicts or m
isunderstandings arising 

from
 differences in back- grounds, 

languages, and identities in w
ays that lead 

students to be able to do the sam
e 

independently. Is able to m
odel this 

elem
ent. 

          N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-D
.   E

xpectations: Plans and im
plem

ents lessons and/or supports that set clear and high expectations and also m
ake know

ledge, 
inform

ation, and/or supports accessible for all students. 
II-D

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

II-D
-1. 

C
lear 

Expectations 

D
oes not m

ake specific standards for 
student 

w
ork, 

effort, 
interactions, 

and 
behavior clear to students. 

M
ay com

m
unicate specific standards for 

student w
ork, effort, interactions, and 

behavior, but inconsistently or 
ineffectively enforces them

. 

C
learly com

m
unicates and 

consistently enforces specific 
standards for student w

ork, effort, 
and behavior. 

C
learly com

m
unicates and consistently 

enforces specific standards for student 
w

ork, effort, interactions, and behavior 
so that m

ost students are able to describe 
them

 and take ow
nership of m

eeting 
them

. Is able to m
odel this elem

ent. 

II-D
-2. 

H
igh 

Expectations 

G
ives 

up 
on 

som
e 

students 
or 

com
m

unicates 
that 

som
e 

cannot 
accom

plish challenging goals. . 

M
ay tell students that a goal is 

challenging and that they need to w
ork 

hard but does not m
odel w

ays students 
can accom

plish the goal through 
effective effort. . 

E
ffectively m

odels and reinforces w
ays 

that students can set and accom
plish 

challenging goals through effective 
effort, rather than having to depend on 
innate ability. 

Effectively m
odels and reinforces w

ays 
that students can consistently accom

plish 
challenging goals through effective effort. 
Successfully challenges students’ 
m

isconceptions about innate ability. Is 
able to m

odel this elem
ent. 

II-D
-3. 

A
ccess to 

K
now

ledge 

R
arely adapts instruction, services, 

plans, com
m

unication, and/or 
assessm

ents to m
ake 

curriculum
/supports accessible to all 

students for w
hom

 the educator has 
responsibility. 

O
ccasionally adapts instruction, 

services, plans, com
m

unication, and/or 
assessm

ents to m
ake 

curriculum
/supports accessible to all 

students for w
hom

 the educator has 
responsibility. 

C
onsistently adapts instruction, 

services, plans, com
m

unication, and/or 
assessm

ents to m
ake curriculum

/ 
supports accessible to all students for 
w

hom
 the educator has responsibility, 

including E
nglish learners and 

students w
ith disabilities. 

Individually and w
ith colleagues, 

consistently adapts instruction, services, 
plans, com

m
unication, and/or assessm

ents 
to m

ake curriculum
/supports accessible to 

all students for w
hom

 the educator has 
responsibility, including English learners 
and students w

ith disabilities. Is able 
to m

odel this elem
ent. 

      N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 



 

104 
 

Standard III: Fam
ily and C

om
m

unity E
ngagem

ent. Prom
otes the learning and grow

th of all students through effective partnerships w
ith 

fam
ilies, caregivers, com

m
unity m

em
bers, and organizations. 

 
Indicator III-A

. 
E

ngagem
ent: W

elcom
es and encourages every fam

ily to becom
e active participants in the classroom

 and school com
- m

unity. 

III-A
. 

E
lem

ents 

 

U
nsatisfactory 

 

N
eeds Im

provem
ent 

 
Proficient 

 

E
xem

plary 

III-A
-1. 

Parent/Fam
ily 

Engagem
ent 

D
oes not w

elcom
e fam

ilies to be- 
com

e participants in the class- room
 

and school com
m

unity or actively 
discourages their participation. 

M
akes lim

ited attem
pts to involve 

fam
ilies in school and/or class- room

 
activities, m

eetings, and planning. 

U
ses a variety of strategies to 

support fam
ilies to participate 

actively and appropriately in the 
classroom

 and school com
m

unity. 

Successfully engages m
ost fam

ilies 
and sustains their active and 
appropriate participation in the 
classroom

 and school com
m

unity. Is 
able to m

odel this elem
ent. 

    
Indicator III-B

. C
ollaboration: C

ollaborates w
ith fam

ilies to create and im
plem

ent strategies for supporting student learning and 
developm

ent both at hom
e and at school. 

III-B
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

III-B
-1. 

Learning 
Expectations 

D
oes not inform

 parents about learn- ing, 
behavior, and/or w

ellness expectations. 
Sends hom

e only a list of 
rules/expectations and an outline of the 
student learning, behavior, or w

ellness 
plan for the year. 

C
onsistently provides parents w

ith 
clear, user-friendly expectations 
for student learning, behavior, 
and/or w

ellness. 

Successfully conveys to m
ost parents 

clear, user-friendly student learning, 
behavior, and w

ellness expectations. Is 
able to m

odel this elem
ent. 

III-B
-2. 

Student Support 
R

arely, if ever, com
m

unicates w
ith 

parents on w
ays to support learning and 

developm
ent at hom

e or at school. 

Sends hom
e occasional suggestions on 

how
 parents can support learning and 

developm
ent at hom

e or at school. 

R
egularly com

m
unicates w

ith parents 
to create, share, and/or identify 
strategies for supporting learn- ing and 
developm

ent at school and hom
e. 

R
egularly com

m
unicates w

ith parents to 
share and/or identify strategies for 
supporting learning and developm

ent at 
school and hom

e, successfully 
encourages m

ost fam
ilies to use at least 

one of these strategies, and seeks out 
evidence of their im

pact. Is able to m
odel 

this elem
ent. 

 N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator III-C
.  C

om
m

unication: E
ngages in regular, tw

o-w
ay, and culturally proficient com

m
unication w

ith fam
ilies about student learn- ing, 

behavior and w
ellness. 

III-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

III-C
-1. 

Tw
o-W

ay 
C

om
m

unication 

R
arely com

m
unicates w

ith fam
ilies 

except through required reports; rarely 
solicits or responds prom

ptly to 
com

m
unications from

 fam
ilies. 

R
elies prim

arily on sharing general 
inform

ation and announcem
ents w

ith 
fam

ilies through one-w
ay m

edia and 
usually responds prom

ptly to 
com

m
unications from

 fam
ilies. 

R
egularly uses tw

o-w
ay 

com
m

unication w
ith fam

ilies about 
student learning, behavior, and 
w

ellness; responds prom
ptly and 

carefully to com
m

unications from
 

fam
ilies. 

R
egularly uses a tw

o-w
ay system

 that 
supports frequent, proactive, and 
personalized com

m
unication w

ith fam
ilies 

about individual student learning, 
behavior, and w

ellness. Is able to m
odel 

this elem
ent. 

III-C
-2. 

C
ulturally Profi- 

cient 
C

om
m

unication 
 

M
akes few

 attem
pts to respond to 

different fam
ily cultural norm

s and/or 
responds inappropriately or 
disrespectfully. 

M
ay com

m
unicate respectfully and 

m
ake efforts to take into account 

different fam
ilies’ hom

e language, 
culture, and values, but does so 
inconsistently or does not dem

onstrate 
understanding and sensitivity to the 
differences. 

A
lw

ays com
m

unicates respectfully w
ith 

fam
ilies and dem

onstrates 
understanding of and sensitivity to 
different fam

ilies’ hom
e language, 

culture, and values. 

A
lw

ays com
m

unicates respectfully w
ith 

fam
ilies and dem

onstrates understanding 
and appreciation of different fam

ilies’ 
hom

e language, culture, and values. Is 
able to m

odel this elem
ent. 

             N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard IV: Professional C
ulture. Prom

otes the learning and grow
th of all students through ethical, culturally proficient, skilled, and 

collaborative practice. 
 

Indicator IV
-A

. 
R

eflection: D
em

onstrates the capacity to reflect on and im
prove the educator’s ow

n practice, using inform
al m

eans as w
ell as m

eetings 
w

ith team
s and w

ork groups to gather inform
ation, analyze data, exam

ine issues, set m
eaningful goals, and develop new

 approaches in 
order to im

prove teaching and learning. 
IV

-A
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

IV
-A

-1. 
R

eflective 
Practice 
 

D
em

onstrates lim
ited reflection on 

practice and/or use of insights gained to 
im

prove practice. 

M
ay reflect on the effectiveness of 

instruction, supports, and interactions 
w

ith students but not w
ith colleagues 

and/or rarely uses insights gained to 
im

prove practice. 

R
egularly reflects on the effective- 

ness of instruction, supports, and 
interactions w

ith students, both 
individually and w

ith colleagues, and 
uses insights gained to im

prove 
practice and student out- com

es. 

R
egularly reflects on the effective- ness 

of instruction, supports, and interactions 
w

ith students, both individually and 
w

ith colleagues; and uses and shares 
w

ith colleagues in- 
sights gained to im

prove practice and 
student outcom

es. Is able to m
odel 

this elem
ent. 

IV
-A

-2. 
G

oal Setting 
Participates passively in the goal- 
setting process and/or proposes 
goals that are vague or easy to reach. 

Proposes one goal that is vague or easy 
to achieve and/or bases goals on a 
lim

ited self-assessm
ent and analysis of 

student data. 

Proposes challenging, m
easurable 

professional practice, team
, and 

student learning goals that are based 
on thorough self- assessm

ent and 
analysis of student data. 

Individually and w
ith colleagues builds 

capacity to propose and m
onitor 

challenging, m
easurable goals based on 

thorough self-assessm
ent and analysis of 

student data. Is able to m
odel this 

elem
ent. 

  
Indicator IV

-B. 
Professional G

row
th: A

ctively pursues professional developm
ent and learning opportunities to im

prove quality of practice or build 
the expertise and experience to assum

e different instructional and leadership roles. 
IV

-B
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

IV
-B

-1. 
Professional 
Learning and 
G

row
th 

Participates in few
, if any, profession- al 

developm
ent and learning opportunities 

to im
prove practice and/or applies little 

new
 learning to practice. 

Participates only in required 
professional developm

ent and learning 
activities and/or inconsistently or 
inappropriately applies new

 learning to 
im

prove practice. 

C
onsistently seeks out and applies, 

w
hen appropriate, ideas for im

proving 
practice from

 supervisors, colleagues, 
professional developm

ent activities, 
and other resources to gain expertise 
and/or assum

e different instruction 
and leadership responsibilities. 

C
onsistently seeks out professional 

developm
ent and learning opportunities 

that im
prove practice and build expertise 

of self and other educators in instruction, 
academ

ic support, and leadership. Is able 
to m

odel this elem
ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator IV
-C

. 
C

ollaboration: C
ollaborates effectively w

ith colleagues on a w
ide range of tasks. 

IV
-C

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-C

-1. 
Professional 
C

ollaboration 

R
arely and/or ineffectively collabo- 

rates w
ith colleagues; conversations 

often lack focus on student perform
ance 

and/or developm
ent. 

D
oes not consistently collaborate w

ith 
colleagues in w

ays that support 
productive team

 effort. 

C
onsistently and effectively 

collaborates w
ith colleagues through 

shared planning and/or inform
al 

conversation in such w
ork as: 

analyzing student perform
ance and 

developm
ent and planning appropriate 

interventions at the class- room
 or 

school level. 

Facilitates effective collaboration am
ong 

colleagues through shared planning 
and/or inform

al conversation in such 
w

ork as analyzing student perform
ance 

and developm
ent and planning 

appropriate, com
prehensive interventions 

at the classroom
 and school level. Is able 

to m
odel this elem

ent. 

IV
-C

-2. 
C

onsultation 
R

egularly provides inappropriate ad- 
vice; does not provide advice and 
expertise to general education teachers or 
other colleagues unless prom

pted to do 
so; and/or fails to 
offer advice w

hen appropriate. 

Provides advice and expertise to support 
general education teachers and other 
colleagues to create appropriate and 
effective academ

ic, behavioral, and 
social/em

otional learning experiences for 
only som

e students for w
hom

 
responsibility is shared, or som

etim
es 

provides advice that is inappropriate or 
poorly custom

ized. 

R
egularly provides appropriate advice 

and expertise that is custom
ized to 

support general education teachers 
and other colleagues to create 
appropriate and effective academ

ic, 
behavioral, and social/em

otional 
learning experiences for students for 
w

hom
 responsibility is shared. 

U
tilizes a variety of m

eans to regularly 
provide advice and expertise that is 
custom

ized to support general education 
teachers and other colleagues to 
successfully create appropriate and 
effective academ

ic, behavioral, and 
social/em

otional learning experiences for 
students. Is able to m

odel this elem
ent. 

 

Indicator IV
-D

. 
D

ecision-M
aking: B

ecom
es involved in schoolw

ide decision m
aking, and takes an active role in school im

provem
ent planning. 

IV
-D

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-D

-1. 
D

ecision-M
aking 

Participates in planning and decision 
m

aking at the school, departm
ent, and/or 

grade level only w
hen asked and rarely 

contributes relevant ideas or expertise. 

M
ay participate in planning and decision 

m
aking at the school, departm

ent, and/or 
grade level but rarely contributes 
relevant ideas or expertise. 

C
onsistently contributes relevant 

ideas and expertise to planning 
and decision m

aking at the school, 
departm

ent, and/or grade level. 

In planning and decision-m
aking at the 

school, departm
ent, and/or grade level, 

consistently contributes ideas and 
expertise that are critical to school 
im

provem
ent efforts. Is able to m

odel this 
elem

ent. 

     N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator IV
-E. 

Shared R
esponsibility: Shares responsibility for the perform

ance of all students w
ithin the school. 

IV
-E

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-E-1. 

Shared R
e- 

sponsibility 

R
arely reinforces schoolw

ide behavior 
and learning expectations for all students 
and/or m

akes a lim
ited contribution to 

their learning by rarely sharing 
responsibility for m

eeting their needs. 

W
ithin and beyond the classroom

, 
inconsistently reinforces schoolw

ide 
behavior and learning expectations for 
all students, and/or m

akes a lim
ited 

contribution to their learning by 
inconsistently sharing responsibility for 
m

eeting their needs. 

W
ithin and beyond the classroom

, 
consistently reinforces school- w

ide 
behavior and learning expectations for 
all students, and contributes to their 
learning by sharing responsibility for 
m

eeting their needs. 

Individually and w
ith colleagues, 

develops strategies and actions that 
contribute to the learning and productive 
behavior of all students at the school. Is 
able to m

odel this elem
ent. 

 
Indicator IV

-F. 
Professional R

esponsibilities: Is ethical and reliable, and m
eets routine responsibilities consistently. 

IV
-F. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

IV
-F-1. 

Judgm
ent 

D
em

onstrates poor judgm
ent and/or 

discloses confidential student 
inform

ation inappropriately. 

Som
etim

es dem
onstrates questionable 

judgm
ent and/or inadvertently shares 

confidential inform
ation. 

D
em

onstrates sound judgm
ent 

reflecting integrity, honesty, fair- ness, 
and trustw

orthiness and protects 
student confidentiality appropriately. 

D
em

onstrates sound judgm
ent and acts 

appropriately to protect student 
confidentiality, rights and safety. Is able 
to m

odel this elem
ent. 

IV
-F-2. 

R
eliability &

 
R

esponsibility 

Frequently m
isses or is late to 

assignm
ents, m

akes errors in records, 
and/or m

isses paperw
ork deadlines; 

frequently late or absent. 

O
ccasionally m

isses or is late to 
assignm

ents, com
pletes w

ork late, 
and/or m

akes errors in records. 

C
onsistently fulfills professional 

responsibilities; is consistently 
punctual and reliable w

ith paper- 
w

ork, duties, and assignm
ents; and 

is rarely late or absent from
 school. 

C
onsistently fulfills all professional 

responsibilities to high standards. Is 
able to m

odel this elem
ent. 

         N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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D
epartm

ent C
hair R

ubric – A
ppendix I 

  
Standard I: C

urriculum
, Planning, and A

ssessm
ent. The teacher prom

otes the learning and grow
th of all students by providing high-quality and coherent in- 

struction, designing and adm
inistering authentic and m

eaningful student assessm
ents, analyzing student perform

ance and grow
th data, using this data to im

prove 
instruction, providing students w

ith constructive feedback on an ongoing basis, and continuously refining learning objectives. 
 

Indicator I-A
.  C

urriculum
 and Planning: K

now
s the subject m

atter w
ell, has a good grasp of child developm

ent and how
 students learn, and designs ef- 

fective and rigorous standards-based units of instruction consisting of w
ell-structured lessons w

ith m
easurable outcom

es. 
 

I-A
. E

le- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

I-A
-1. 

Subject M
at- 

ter 
K

now
ledge 

D
em

onstrates lim
ited know

ledge 
of the subject m

atter and/or its 
pedagogy; relies heavily on text- 
books or resources for develop- 
m

ent of the factual content. R
arely 

engages students in learning expe- 
riences focused on com

plex 
know

ledge or skills in the subject. 

D
em

onstrates factual know
ledge 

of subject m
atter and the peda- 

gogy it requires by som
etim

es 
engaging students in learning ex- 
periences around com

plex 
know

ledge and skills in the sub- 
ject. 

D
em

onstrates sound know
ledge 

and understanding of the sub- 
ject m

atter and the pedagogy it 
requires by consistently engag- 
ing students in learning experi- 
ences that enable them

 to ac- 
quire com

plex know
ledge and 

skills in the subject. 

D
em

onstrates expertise in subject 
m

atter and the pedagogy it re- 
quires by engaging all students in 
learning experiences that enable 
them

 to synthesize com
plex 

know
ledge and skills in the sub- 

ject. Is able to m
odel this elem

ent. 

I-A
-2. C

hild 
and 
A

dolescent 
D

evelopm
ent 

D
em

onstrates little or no 
know

ledge of developm
ental lev- 

els of students this age or differ- 
ences in how

 students learn. Typi- 
cally develops one learning expe- 
rience for all students that does 
not enable m

ost students to m
eet 

the intended outcom
es. 

D
em

onstrates know
ledge of de- 

velopm
ental levels of students this 

age but does not identify devel- 
opm

ental levels and w
ays of 

learning am
ong the students in the 

class and/or develops learning 
experiences that enable som

e, but 
not all, students to m

ove tow
ard 

m
eeting intended outcom

es. 

D
em

onstrates know
ledge of the 

developm
ental levels of students 

in the classroom
 and the differ- 

ent w
ays these students learn by 

providing differentiated learn- 
ing experiences that enable all 
students to progress tow

ard 
m

eeting intended outcom
es. 

D
em

onstrates expert know
ledge 

of the developm
ental levels of the 

teacher’s ow
n students and stu- 

dents in this grade or subject m
ore 

generally and uses this know
ledge 

to differentiate and expand learn- 
ing experiences that enable all 
students to m

ake significant pro- 
gress tow

ard m
eeting stated out- 

com
es. Is able to m

odel this ele- 
m

ent. 
  N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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I-A
. E

le- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

I-A
-3. 

R
igorous 

Standards- 
B

ased U
nit 

D
esign 

Plans individual lessons rather 
than units of instruction, or de- 
signs units of instruction that are 
not aligned w

ith state standards/ 
local curricula, lack m

easurable 
outcom

es, and/or include tasks 
that m

ostly rely on low
er level 

thinking skills. 

D
esigns units of instruction that 

address som
e know

ledge and 
skills defined in state stand- 
ards/local curricula, but som

e stu- 
dent outcom

es are poorly defined 
and/or tasks rarely require higher- 
order thinking skills. 

D
esigns units of instruction w

ith 
m

easurable outcom
es and chal- 

lenging tasks requiring higher- 
order thinking skills that enable 
students to learn the know

ledge 
and skills defined in state stand- 
ards/local curricula. 

D
esigns integrated units of in- 

struction w
ith m

easurable, acces- 
sible outcom

es and challenging 
tasks requiring higher-order think- 
ing skills that enable students to 
learn and apply the know

ledge 
and skills defined in state stand- 
ards/local curricula. Is able to 
m

odel this elem
ent. 

I-A
-4. 

W
ell- 

Structured 
Lessons 

D
evelops lessons w

ith inappropri- 
ate student engagem

ent strategies, 
pacing, sequence, activities, m

ate- 
rials, resources, and/or grouping 
for the intended outcom

e or for 
the students in the class. 

D
evelops lessons w

ith only som
e 

elem
ents of appropriate student 

engagem
ent strategies, pacing, 

sequence, activities, m
aterials, 

resources, and grouping. 

D
evelops w

ell-structured lessons 
w

ith challenging, m
easurable 

objectives and appropriate stu- 
dent engagem

ent strategies, pac- 
ing, sequence, activities, m

ateri- 
als, resources, technologies, and 
grouping. 

D
evelops w

ell-structured and 
highly engaging lessons w

ith chal- 
lenging, m

easurable objectives 
and appropriate student engage- 
m

ent strategies, pacing, sequence, 
activities, m

aterials, resources, 
technologies, and grouping to at- 
tend to every student’s needs. Is 
able to m

odel this elem
ent. 

      N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-B
.  A

ssessm
ent: U

ses a variety of inform
al and form

al m
ethods of assessm

ents to m
easure student learning, grow

th, and understanding to 
develop differentiated and enhanced learning experiences and im

prove future instruction. 
 

I-B
. 

E
lem

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

I-B
-1. 

V
ariety of A

s- 
sessm

ent 
M

ethods 

A
dm

inisters only the assessm
ents 

required by the school and/or 
m

easures only point-in-tim
e stu- 

dent achievem
ent. 

M
ay adm

inister som
e inform

al 
and/or form

al assessm
ents to 

m
easure student learning but rare- 

ly m
easures student progress to- 

w
ard achieving state/local stand- 

ards. 

D
esigns and adm

inisters a vari- 
ety of inform

al and form
al 

m
ethods and assessm

ents, in- 
cluding com

m
on interim

 as- 
sessm

ents, to m
easure each stu- 

dent’s learning, grow
th, and 

progress tow
ard achieving 

state/local standards. 

U
ses an integrated, com

prehen- 
sive system

 of inform
al and for- 

m
al assessm

ents, including com
- 

m
on interim

 assessm
ents, to 

m
easure student learning, grow

th, 
and progress tow

ard achieving 
state/local standards. Is able to 
m

odel this elem
ent. 

I-B
-2. 

A
djustm

ent to 
Practice 

M
akes few

 adjustm
ents to prac- 

tice based on form
al and inform

al 
assessm

ents. 

M
ay organize and analyze som

e 
assessm

ent results but only occa- 
sionally adjusts practice or m

odi- 
fies future instruction based on 
the findings. 

O
rganizes and analyzes results 

from
 a variety of assessm

ents to 
determ

ine progress tow
ard in- 

tended outcom
es and uses these 

findings to adjust practice and 
identify and/or im

plem
ent ap- 

propriate differentiated inter- 
ventions and enhancem

ents for 
students. 

O
rganizes and analyzes results 

from
 a com

prehensive system
 of 

assessm
ents to determ

ine progress 
tow

ard intended outcom
es and 

frequently uses these findings to 
adjust practice and identify and/or 
im

plem
ent appropriate differenti- 

ated interventions and enhance- 
m

ents for individuals and groups 
of students and appropriate m

odi- 
fications of lessons and units. Is 
able to m

odel this elem
ent. 

   N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-C
. A

nalysis: A
nalyzes data from

 assessm
ents, draw

s conclusions, and shares them
 appropriately. 

 
I-C

. 
E

lem
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

I-C
-1. 

A
nalysis and 

C
onclusions 

D
oes not draw

 conclusions from
 

student data beyond com
pleting 

m
inim

al requirem
ents such as 

grading for report cards. 

D
raw

s conclusions from
 a lim

ited 
analysis of student data to inform

 
student grading and prom

otion 
decisions. 

Individually and w
ith col- 

leagues, draw
s appropriate con- 

clusions from
 a thorough analy- 

sis of a w
ide range of assess- 

m
ent data to im

prove student 
learning. 

Individually and w
ith colleagues, 

draw
s appropriate, actionable 

conclusions from
 a thorough 

analysis of a w
ide range of as- 

sessm
ent data that im

prove short- 
and long-term

 instructional deci- 
sions. Is able to m

odel this ele- 
m

ent. 
I-C

-2. 
Sharing C

on- 
clusions 
W

ith C
ol- 

leagues 

R
arely shares w

ith colleagues 
conclusions about student pro- 
gress and/or rarely seeks feed- 
back. 

O
nly occasionally shares w

ith 
colleagues conclusions about stu- 
dent progress and/or only occa- 
sionally seeks feedback from

 
them

 about practices that w
ill 

support im
proved student learn- 

ing. 

R
egularly shares w

ith appro- 
priate colleagues (e.g., general 
education, special education, 
and E

nglish learner staff) con- 
clusions about student progress 
and seeks feedback from

 them
 

about instructional or assess- 
m

ent practices that w
ill support 

im
proved student learning. 

Establishes and im
plem

ents a 
schedule and plan for regularly 
sharing w

ith all appropriate col- 
leagues conclusions and insights 
about student progress. Seeks and 
applies feedback from

 them
 about 

practices that w
ill support im

- 
proved student learning. Is able to 
m

odel this elem
ent. 

I-C
-3. 

Sharing C
on- 

clusions 
W

ith Students 

Provides little or no feedback on 
student perform

ance except 
through grades or report of task 
com

pletion, or provides inappro- 
priate feedback that does not sup- 
port students to im

prove their per- 
form

ance. 

Provides som
e feedback about 

perform
ance beyond grades but 

rarely shares strategies for stu- 
dents to im

prove their perfor- 
m

ance tow
ard objectives. 

B
ased on assessm

ent results, 
provides descriptive feedback 
and engages students and fam

i- 
lies in constructive conversation 
that focuses on how

 students 
can im

prove their perform
ance. 

Establishes early, constructive 
feedback loops w

ith students and 
fam

ilies that create a dialogue 
about perform

ance, progress, and 
im

provem
ent. Is able to m

odel 
this elem

ent. 

   N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard II: Teaching A
ll Students. The teacher prom

otes the learning and grow
th of all students through instructional practices that establish high expectations, 

create a safe and effective classroom
 environm

ent, and dem
onstrate cultural proficiency. 

 
Indicator II-A

. Instruction: U
ses instructional practices that reflect high expectations regarding content and quality of effort and w

ork; engage all stu- 
dents; and are personalized to accom

m
odate diverse learning styles, needs, interests, and levels of readiness. 

 
II-A

. 
E

lem
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

II-A
-1. 

Q
uality of Ef- 

fort and W
ork 

Establishes no or low
 expecta- 

tions around quality of w
ork and 

effort and/or offers few
 supports 

for students to produce quality 
w

ork or effort. 

M
ay states high expectations for 

quality and effort, but provides 
few

 exem
plars and rubrics, lim

- 
ited guided practice, and/or few

 
other supports to help students 
know

 w
hat is expected of them

; 
m

ay establish inappropriately low
 

expectations for quality and ef- 
fort. 

C
onsistently defines high expec- 

tations for the quality of student 
w

ork and the perseverance and 
effort required to produce it; 
often provides exem

plars, ru- 
brics, and guided practice. 

C
onsistently defines high expec- 

tations for quality w
ork and effort 

and effectively supports students 
to set high expectations for each 
other to persevere and produce 
high-quality w

ork. Is able to 
m

odel this elem
ent. 

II-A
-2. 

Student En- 
gagem

ent 

U
ses instructional practices that 

leave m
ost students uninvolved 

and/or passive participants. 

U
ses instructional practices that 

m
otivate and engage som

e stu- 
dents but leave others uninvolved 
and/or passive participants. 

C
onsistently uses instructional 

practices that are likely to m
oti- 

vate and engage m
ost students 

during the lesson. 

C
onsistently uses instructional 

practices that typically m
otivate 

and engage m
ost students both 

during the lesson and during in- 
dependent w

ork and hom
e w

ork. 
Is able to m

odel this elem
ent. 

II-A
-3. 

M
eeting D

i- 
verse N

eeds 

U
ses lim

ited and/or inappropriate 
practices to accom

m
odate differ- 

ences. 

M
ay use som

e appropriate prac- 
tices to accom

m
odate differences, 

but fails to address an adequate 
range of differences. 

U
ses appropriate practices, in- 

cluding tiered instruction and 
scaffolds, to accom

m
odate dif- 

ferences in learning styles, 
needs, interests, and levels of 
readiness, including those of 
students w

ith disabilities and 
E

nglish learners. 

U
ses a varied repertoire of prac- 

tices to create structured opportu- 
nities for each student to m

eet or 
exceed state standards/local cur- 
riculum

 and behavioral expecta- 
tions. Is able to m

odel this ele- 
m

ent. 

  N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-B
. Learning E

nvironm
ent: C

reates and m
aintains a safe and collaborative learning environm

ent that m
otivates students to take academ

ic 
risks, challenge them

selves, and claim
 ow

nership of their learning. 
 

II-B
. 

E
lem

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

II-B
-1. 

Safe Learning 
Environm

ent 

M
aintains a physical environm

ent 
that is unsafe or does not support 
student learning. U

ses inappropri- 
ate or ineffective rituals, routines, 
and/or responses to reinforce 
positive behavior or respond to 
behaviors that interfere w

ith stu- 
dents’ learning. 

M
ay create and m

aintain a safe 
physical environm

ent but incon- 
sistently m

aintains rituals, rou- 
tines, and responses needed to 
prevent and/or stop behaviors that 
interfere w

ith all students’ learn- 
ing. 

U
ses rituals, routines, and ap- 

propriate responses that create 
and m

aintain a safe physical 
and intellectual environm

ent 
w

here students take academ
ic 

risks and m
ost behaviors that 

interfere w
ith learning are pre- 

vented. 

U
ses rituals, routines, and proac- 

tive responses that create and 
m

aintain a safe physical and intel- 
lectual environm

ent w
here stu- 

dents take academ
ic risks and 

play an active role—
individually 

and collectively—
in preventing 

behaviors that interfere w
ith 

learning. Is able to m
odel this el- 

em
ent. 

II-B
-2. 

C
ollaborative 

Learning En- 
vironm

ent 

M
akes little effort to teach inter- 

personal, group, and com
m

unica- 
tion skills or facilitate student 
w

ork in groups, or such attem
pts 

are ineffective. 

Teaches som
e interpersonal, 

group, and com
m

unication skills 
and provides som

e opportunities 
for students to w

ork in groups. 

D
evelops students’ interperson- 

al, group, and com
m

unication 
skills and provides opportuni- 
ties for students to learn in 
groups w

ith diverse peers. 

Teaches and reinforces interper- 
sonal, group, and com

m
unication 

skills so that students seek out 
their peers as resources. Is able to 
m

odel this practice. 
II-B

-3. 
Student M

oti- 
vation 

D
irects all learning experiences, 

providing few
, if any, opportuni- 

ties for students to take academ
ic 

risks or challenge them
selves to 

learn. 

C
reates som

e learning experienc- 
es that guide students to identify 
needs, ask for support, and chal- 
lenge them

selves to take academ
- 

ic risks. 

C
onsistently creates learning 

experiences that guide students 
to identify their strengths, in- 
terests, and needs; ask for sup- 
port w

hen appropriate; take 
academ

ic risks; and challenge 
them

selves to learn. 

C
onsistently supports students to 

identify strengths, interests, and 
needs; ask for support; take risks; 
challenge them

selves; set learning 
goals; and m

onitor their ow
n pro- 

gress. M
odels these skills for col- 

leagues. 
 N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator II-C
. C

ultural Proficiency: A
ctively creates and m

aintains an environm
ent in w

hich students’ diverse backgrounds, identities, strengths, and 
challenges are respected. 

 
II-C

. 
E

lem
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

II-C
-1. 

R
espects D

if- 
ferences 

Establishes an environm
ent in 

w
hich students dem

onstrate lim
- 

ited respect for individual differ- 
ences. 

Establishes an environm
ent in 

w
hich students generally dem

on- 
strate respect for individual dif- 
ferences 

C
onsistently uses strategies and 

practices that are likely to ena- 
ble students to dem

onstrate re- 
spect for and affirm

 their ow
n 

and others’ differences related 
to background, identity, lan- 
guage, strengths, and challeng- 
es. 

Establishes an environm
ent in 

w
hich students respect and affirm

 
their ow

n and others’ differences 
and are supported to share and 
explore differences and sim

ilari- 
ties related to background, identi- 
ty, language, strengths, and chal- 
lenges. Is able to m

odel this prac- 
tice. 

II-C
-2. 

M
aintains Re- 

spectful Envi- 
ronm

ent 

M
inim

izes or ignores conflicts 
and/or responds in inappropriate 
w

ays. 

A
nticipates and responds appro- 

priately to som
e conflicts or m

is- 
understandings but ignores and/or 
m

inim
izes others. 

A
nticipates and responds ap- 

propriately to conflicts or m
is- 

understandings arising from
 

differences in backgrounds, 
languages, and identities. 

A
nticipates and responds appro- 

priately to conflicts or m
isunder- 

standings arising from
 differences 

in backgrounds, languages, and 
identities in w

ays that lead stu- 
dents to be able to do the sam

e 
independently. Is able to m

odel 
this practice. 

       N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator II-D
. E

xpectations: Plans and im
plem

ents lessons that set clear and high expectations and also m
ake know

ledge accessible for all students. 
 

II-D
. Ele- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

II-D
-1. 

C
lear Expecta- 

tions 

D
oes not m

ake specific academ
ic 

and behavior expectations clear to 
students. 

M
ay announce and post class- 

room
 academ

ic and behavior rules 
and consequences, but inconsist- 
ently or ineffectively enforces 
them

. 

C
learly com

m
unicates and con- 

sistently enforces specific stand- 
ards for student w

ork, effort, 
and behavior. 

C
learly com

m
unicates and con- 

sistently enforces specific stand- 
ards for student w

ork, effort, and 
behavior so that m

ost students are 
able to describe them

 and take 
ow

nership of m
eeting them

. Is 
able to m

odel this elem
ent. 

II-D
-2. 

H
igh Expecta- 

tions 

G
ives up on som

e students or 
com

m
unicates that som

e cannot 
m

aster challenging m
aterial. 

M
ay tell students that the subject 

or assignm
ent is challenging and 

that they need to w
ork hard but 

does little to counteract student 
m

isconceptions about innate abil- 
ity. 

E
ffectively m

odels and reinforc- 
es w

ays that students can m
as- 

ter challenging m
aterial 

through effective effort, rather 
than having to depend on innate 
ability. 

Effectively m
odels and reinforces 

w
ays that students can consistent- 

ly m
aster challenging m

aterial 
through effective effort. Success- 
fully challenges students’ m

is- 
conceptions about innate ability. 
Is able to m

odel this elem
ent. 

II-D
-3. 

A
ccess to 

K
now

ledge 

R
arely adapts instruction, m

ateri- 
als, and assessm

ents to m
ake 

challenging m
aterial accessible to 

all students. 

O
ccasionally adapts instruction, 

m
aterials, and assessm

ents to 
m

ake challenging m
aterial acces- 

sible to all students. 

C
onsistently adapts instruction, 

m
aterials, and assessm

ents to 
m

ake challenging m
aterial ac- 

cessible to all students, includ- 
ing E

nglish learners and stu- 
dents w

ith disabilities. 

Individually and w
ith colleagues, 

consistently adapts instruction, 
m

aterials, and assessm
ents to 

m
ake challenging m

aterial acces- 
sible to all students, including 
English learners and students w

ith 
disabilities. Is able to m

odel this 
elem

ent. 
   

  
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Standard III: Fam
ily and C

om
m

unity E
ngagem

ent. The teacher prom
otes the learning and grow

th of all students through effective partnerships w
ith fam

ilies, 
caregivers, com

m
unity m

em
bers, and organizations. 

 
Indicator III-A

. 
E

ngagem
ent: W

elcom
es and encourages every fam

ily to becom
e active participants in the classroom

 and school com
m

unity.  
 

III-A
. Ele- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

III-A
-1. 

Parent/Fam
ily 

Engagem
ent 

D
oes not w

elcom
e fam

ilies to 
becom

e participants in the class- 
room

 and school com
m

unity or 
actively discourages their partici- 
pation. 

M
akes lim

ited attem
pts to involve 

fam
ilies in school and/or class- 

room
 activities, m

eetings, and 
planning. 

U
ses a variety of strategies to 

support every fam
ily to partici- 

pate actively and appropriately 
in the classroom

 and school 
com

m
unity. 

Successfully engages m
ost fam

i- 
lies and sustains their active and 
appropriate participation in the 
classroom

 and school com
m

unity. 
Is able to m

odel this elem
ent. 

  
Indicator III-B

. 
C

ollaboration: C
ollaborates w

ith fam
ilies to create and im

plem
ent strategies for supporting student learning and developm

ent 
both at hom

e and at school. 
 

III-B
. Ele- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

III-B
-1. 

Learning Ex- 
pectations 

D
oes not inform

 parents about 
learning or behavior expectations. 

Sends hom
e only a list of class- 

room
 rules and the learning out- 

line or syllabus for the year. 

C
onsistently provides parents 

w
ith clear, user-friendly expec- 

tations for student learning and 
behavior. 

Successfully conveys to m
ost par- 

ents student learning and behavior 
expectations. Is able to m

odel this 
elem

ent. 
III-B

-2. 
C

urriculum
 

Support 

R
arely, if ever, com

m
unicates 

w
ith parents on w

ays to support 
children at hom

e or at school. 

Sends hom
e occasional sugges- 

tions on how
 parents can support 

children at hom
e or at school. 

R
egularly updates parents on 

curriculum
 throughout the year 

and suggests strategies for sup- 
porting learning at school and 
hom

e, including appropriate 
adaptation for students w

ith 
disabilities or lim

ited E
nglish 

proficiency. 

Successfully prom
pts m

ost fam
i- 

lies to use one or m
ore of the 

strategies suggested for support- 
ing learning at school and hom

e 
and seeks out evidence of their 
im

pact. Is able to m
odel this ele- 

m
ent. 

 
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator III-C
. 

C
om

m
unication: E

ngages in regular, tw
o-w

ay, and culturally proficient com
m

unication w
ith fam

ilies about student learning and 
perform

ance. 
 

III-C
. 

E
lem

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

III-C
-1. Tw

o-
W

ay 
C

om
m

unication 

R
arely com

m
unicates w

ith fam
i- 

lies except through report cards; 
rarely solicits or responds 
prom

ptly and carefully to com
- 

m
unications from

 fam
ilies. 

R
elies prim

arily on new
sletters 

and other one-w
ay m

edia and 
usually responds prom

ptly to 
com

m
unications from

 fam
ilies. 

R
egularly uses tw

o-w
ay com

- 
m

unication w
ith fam

ilies about 
student perform

ance and learn- 
ing and responds prom

ptly and 
carefully to com

m
unications 

from
 fam

ilies. 

R
egularly uses a tw

o-w
ay system

 
that supports frequent, proactive, 
and personalized com

m
unication 

w
ith fam

ilies about student per- 
form

ance and learning. Is able to 
m

odel this elem
ent. 

III-C
-2. 

C
ulturally Pro- 

ficient C
om

- 
m

unication 

M
akes few

 attem
pts to respond to 

different fam
ily cultural norm

s 
and/or responds inappropriately 
or disrespectfully. 

M
ay com

m
unicate respectfully 

and m
ake efforts to take into ac- 

count different fam
ilies’ hom

e 
language, culture, and values, but 
does so inconsistently or does not 
dem

onstrate understanding and 
sensitivity to the differences. 

A
lw

ays com
m

unicates respect- 
fully w

ith fam
ilies and dem

on- 
strates understanding of and 
sensitivity to different fam

ilies’ 
hom

e language, culture, and 
values. 

A
lw

ays com
m

unicates respectful- 
ly w

ith fam
ilies and dem

onstrates 
understanding and appreciation of 
different fam

ilies’ hom
e lan- 

guage, culture, and values. Is able 
to m

odel this elem
ent. 

  
             

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard IV
: Professional C

ulture. The teacher prom
otes the learning and grow

th of all students through ethical, culturally proficient, skilled, and collaborative 
practice. 

 
Indicator IV

-A
. 

R
eflection: D

em
onstrates the capacity to reflect on and im

prove the educator’s ow
n practice, using inform

al m
eans as w

ell as 
m

eetings w
ith team

s and w
ork groups to gather inform

ation, analyze data, exam
ine issues, set m

eaningful goals, and develop new
 approaches in order to 

im
prove teaching and learning. 

 
IV

-A
. E

le- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

IV
-A

-1. 
R

eflective 
Practice 

D
em

onstrates lim
ited reflection 

on practice and/or use of insights 
gained to im

prove practice. 

M
ay reflect on the effectiveness of 

lessons/ units and interactions w
ith 

students but not w
ith col- leagues 

and/or rarely uses insights to 
im

prove practice. 

R
egularly reflects on the effec- 

tiveness of lessons, units, and 
interactions w

ith students, both 
individually and w

ith col- 
leagues, and uses insights 
gained to im

prove practice and 
student learning. 

R
egularly reflects on the effec- 

tiveness of lessons, units, and in- 
teractions w

ith students, both in- 
dividually and w

ith colleagues; 
and uses and shares w

ith col- 
leagues, insights gained to im

- 
prove practice and student learn- 
ing. Is able to m

odel this elem
ent. 

IV
-A

-2. 
G

oal Setting 
G

enerally, participates passively 
in the goal-setting process and/or 
proposes goals that are vague or 
easy to reach. 

Proposes goals that are som
etim

es 
vague or easy to achieve and/or 
bases goals on a lim

ited self- 
assessm

ent and analysis of stu- 
dent learning data. 

Proposes challenging, m
easura- 

ble professional practice, team
, 

and student learning goals that 
are based on thorough self- 
assessm

ent and analysis of stu- 
dent learning data. 

Individually and w
ith colleagues 

builds capacity to propose and 
m

onitor challenging, m
easurable 

goals based on thorough self- 
assessm

ent and analysis of stu- 
dent learning data. Is able to 
m

odel this elem
ent. 

          
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator IV
-B

. 
Professional G

row
th: A

ctively pursues professional developm
ent and learning opportunities to im

prove quality of practice or 
build the expertise and experience to assum

e different instructional and leadership roles. 
 

IV
-B

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

IV
-B

-1. 
Professional 
Learning and 
G

row
th 

Participates in few
, if any, profes- 

sional developm
ent and learning 

opportunities to im
prove practice 

and/or applies little new
 learning 

to practice. 

Participates only in required pro- 
fessional developm

ent activities 
and/or inconsistently or inappro- 
priately applies new

 learning to 
im

prove practice. 

C
onsistently seeks out and ap- 

plies, w
hen appropriate, ideas 

for im
proving practice from

 
supervisors, colleagues, profes- 
sional developm

ent activities, 
and other resources to gain ex- 
pertise and/or assum

e different 
instruction and leadership re- 
sponsibilities. 

C
onsistently seeks out profes- 

sional developm
ent and learning 

opportunities that im
prove prac- 

tice and build expertise of self and 
other educators in instruction and 
leadership. Is able to m

odel this 
elem

ent. 

  
Indicator IV

-C
. 

C
ollaboration: C

ollaborates effectively w
ith colleagues on a w

ide range of tasks. 
 

IV
-C

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

IV
-C

-1. 
Professional 
C

ollaboration 

R
arely and/or ineffectively col- 

laborates w
ith colleagues; conver- 

sations often lack focus on im
- 

proving student learning. 

D
oes not consistently collaborate 

w
ith colleagues in w

ays that sup- 
port productive team

 effort. 

C
onsistently and effectively col- 

laborates w
ith colleagues in 

such w
ork as developing stand- 

ards-based units, exam
ining 

student w
ork, analyzing student 

perform
ance, and planning ap- 

propriate intervention. 

Supports colleagues to collaborate 
in areas such as developing stand- 
ards-based units, exam

ining stu- 
dent w

ork, analyzing student per- 
form

ance, and planning appropri- 
ate intervention. Is able to m

odel 
this elem

ent. 
   

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator IV
-D

. 
D

ecision-M
aking: B

ecom
es involved in schoolw

ide decision m
aking, and takes an active role in school im

provem
ent planning.  

 
IV

-D
. E

le- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

IV
-D

-1. 
D

ecision- 
M

aking 

Participates in planning and deci- 
sion m

aking at the school, de- 
partm

ent, and/or grade level only 
w

hen asked and rarely contributes 
relevant ideas or expertise. 

M
ay participate in planning and 

decision m
aking at the school, 

departm
ent, and/or grade level but 

rarely contributes relevant ideas 
or expertise. 

C
onsistently contributes rele- 

vant ideas and expertise to 
planning and decision m

aking 
at the school, departm

ent, 
and/or grade level. 

I In planning and decision-m
aking 

at the school, departm
ent, and/or 

grade level, consistently contrib- 
utes ideas and expertise that are 
critical to school im

provem
ent 

efforts. Is able to m
odel this ele- 

m
ent. 

 
Indicator IV

-E
. 

Shared R
esponsibility: Shares responsibility for the perform

ance of all students w
ithin the school.  

 
IV

-E
. E

le- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

IV
-E-1. 

Shared Re- 
sponsibility 

R
arely reinforces schoolw

ide be- 
havior and learning expectations 
for all students and/or m

akes a 
lim

ited contribution to their learn- 
ing by rarely sharing responsibil- 
ity for m

eeting their needs. 

W
ithin and beyond the classroom

, 
inconsistently reinforces school- 
w

ide behavior and learning ex- 
pectations for all students, and/or 
m

akes a lim
ited contribution to 

their learning by inconsistently 
sharing responsibility for m

eeting 
their needs. 

W
ithin and beyond the class- 

room
, consistently reinforces 

schoolw
ide behavior and learn- 

ing expectations for all students, 
and contributes to their learn- 
ing by sharing responsibility for 
m

eeting their needs. 

Individually and w
ith colleagues- 

develops strategies and actions 
that contribute to the learning and 
productive behavior of all stu- 
dents at the school. Is able to 
m

odel this elem
ent. 

 
Indicator IV

-F. 
Professional R

esponsibilities: Is ethical and reliable, and m
eets routine responsibilities consistently. 

 
IV

-F. Ele- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

IV
-F-1. 

Judgm
ent 

D
em

onstrates poor judgm
ent 

and/or discloses confidential stu- 
dent inform

ation inappropriately. 

Som
etim

es dem
onstrates ques- 

tionable judgm
ent and/or inad- 

vertently shares confidential in- 
form

ation. 

D
em

onstrates sound judgm
ent 

reflecting integrity, honesty, 
fairness, and trustw

orthiness 
and protects student confidenti- 
ality appropriately. 

D
em

onstrates sound judgm
ent and 

acts appropriately to protect 
student confidentiality,  rights and 
safety. Is able to m

odel this ele- 
m

ent. 
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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IV
-F. Ele- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

IV
-F-2. 

R
eliability &

 
R

esponsibility 

Frequently m
isses or is late to 

assignm
ents, m

akes errors in rec- 
ords, and/or m

isses paperw
ork 

deadlines; frequently late or ab- 
sent. 

O
ccasionally m

isses or is late to 
assignm

ents, com
pletes w

ork late, 
and/or m

akes errors in records. 

C
onsistently fulfills professional 

responsibilities; is consistently 
punctual and reliable w

ith pa- 
perw

ork, duties, and assign- 
m

ents; and is rarely late or ab- 
sent from

 school. 

C
onsistently fulfills all profes- 

sional responsibilities to high 
standards. Is able to m

odel this 
elem

ent. 

  
Standard V: Instructional Leadership. The education leader prom

otes the learning and growth of all students and the success of all staff by cultivating a shared 
vision that m

akes powerful teaching and learning the central focus of schooling. 
 

Indicator V
-A

. C
urriculum

: E
nsures that all teachers design effective and rigorous standards-based units of instruction consisting of w

ell-structured les- 
sons w

ith m
easurable outcom

es. 

V
-A

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-A

-1. 
Standards- 
B

ased U
nit 

D
esign 

D
oes not set the expectation that 

educators plan standards-based 
units of instruction, provide ade- 
quate resources or support for this 
activity, and/or m

onitor or assess 
progress. 

G
ives educators resources on how

 
to use a backw

ard design ap- 
proach to planning standards- 
based units and checks that teach- 
ers engage in instructional plan- 
ning. Som

etim
es m

onitors and 
assesses progress and provides 
feedback. 

Provides support and assistance 
for educators and team

s to use a 
backw

ard design approach to 
plan standards-based units w

ith 
m

easurable outcom
es and chal- 

lenging tasks requiring higher- 
order thinking. Frequently 
m

onitors and assesses progress, 
providing feedback as neces- 
sary. 

Em
pow

ers staff to create w
ith a 

backw
ard design approach rigor- 

ous standards-based units of in- 
struction that are aligned across 
grade levels and content areas. 
C

ontinually m
onitors and assesses 

progress, provides feedback, and 
connects educators to additional 
supports as needed. Is able to 
m

odel this elem
ent. 

      
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator V
-A

. C
urriculum

: E
nsures that all teachers design effective and rigorous standards-based units of instruction consisting of w

ell-structured les- 
sons w

ith m
easurable outcom

es. 

V
-A

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-A

-2. 
Lesson D

e- 
velopm

ent 
Support 

D
oes not state expectations for the 

developm
ent of w

ell-structured 
lessons, provide support to educa- 
tors, and/or discrim

inate betw
een 

strong and w
eak lesson-planning 

practices. 

Provides lim
ited training to educa- 

tors on how
 to develop w

ell- 
structured lessons and/or does not 
consistently address patterns of 
w

eak lesson developm
ent practic- 

es. 

Supports educators to develop 
w

ell-structured lessons w
ith 

challenging, m
easurable objec- 

tives and appropriate student 
engagem

ent strategies, pacing, 
sequence, activities, m

aterials, 
technologies, and grouping. 

Supports educators to collaborate 
on developing a series of inter- 
connected, w

ell-structured lessons 
w

ith challenging objectives and 
appropriate student engagem

ent 
strategies, pacing, sequence, m

ate- 
rials, and grouping and identifies 
specific exem

plars and resources 
in each area. Is able to m

odel this 
elem

ent. 
  

Indicator V
-B

. Instruction: E
nsures that instructional practices in all settings reflect high expectations regarding content and quality of effort and w

ork, 
engage all students, and are personalized to accom

m
odate diverse learning styles, needs, interests, and levels of readiness. 

 
V

-B
. Ele- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-B

-1. 
Instructional 
Practices 

D
oes not look for evidence of 

and/or cannot accurately identify 
m

ore than a few
 effective teaching 

strategies and practices. 

W
hile observing practice and re- 

view
ing unit plans, occasionally 

looks for evidence of or accurately 
identifies appropriate teaching 
strategies and practices. 

W
hile observing practice and 

review
ing unit plans, looks for 

and identifies a variety of effec- 
tive teaching strategies and 
practices. 

Ensures, through observation and 
review

 of unit plans, that teachers 
know

 and em
ploy effective teach- 

ing strategies and practices w
hile 

teaching their content. Is able to 
m

odel this elem
ent. 

   
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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V
-B

. Ele- 
m

ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-B

-2. 
Q

uality of 
Effort and 
W

ork 

D
oes not set high expectations for 

the quality of content, student ef- 
fort, and/or student w

ork school 
w

ide and departm
ent w

ide, or ex- 
pectations are inappropriate. 

M
ay set high expectations for the 

quality of content, student effort, 
and student w

ork school w
ide and 

departm
ent w

ide, but allow
s ex- 

pectations to be inconsistently 
applied across the school. 

Sets and m
odels high expecta- 

tions for the quality of content, 
student effort, and student w

ork 
school w

ide and departm
ent 

w
ide,  and supports educators to 

uphold these expectations con- 
sistently. 

Sets and m
odels high expectations 

for the quality of content, student 
effort, and student w

ork school 
w

ide and departm
ent w

ide, and 
em

pow
ers educators and students 

to uphold these expectations con- 
sistently. Is able to m

odel this el- 
em

ent. 

V
-B

-3. 
D

iverse 
Learners’ 
N

eeds 

D
oes not look for evidence of 

and/or cannot accurately identify 
m

ore than a few
 effective teaching 

strategies and practices. 

W
hile observing practice and re- 

view
ing unit plans, occasionally 

looks for evidence of or accurately 
identifies teaching strategies and 
practices that are appropriate for 
diverse learners. 

W
hile observing practice and 

review
ing unit plans, looks for 

and identifies a variety of teach- 
ing strategies and practices that 
are effective w

ith diverse learn- 
ers. 

Ensures, through observation and 
review

 of unit plans, that teachers 
know

 and em
ploy teaching strate- 

gies and practices that are effec- 
tive w

ith diverse learners w
hile 

teaching their content. Is able to 
m

odel this elem
ent. 

 
Indicator V

-C
. A

ssessm
ent: E

nsures that all teachers use a variety of form
al and inform

al m
ethods and assessm

ents to m
easure student learning, grow

th, 
and understanding and m

ake necessary adjustm
ents to their practice w

hen students are not learning. 
 

V
-C

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-C

-1. 
V

ariety of A
s- 

sessm
ents 

D
oes not com

m
unicate or m

oni- 
tor a strategy for assessm

ents, 
leaving it up to educators to de- 
sign and im

plem
ent their ow

n 
assessm

ents. 

Provides educators w
ith som

e 
form

al assessm
ent options and 

suggests that they coordinate their 
assessm

ent practices w
ithin their 

team
s and include a variety of as- 

sessm
ents but does not m

onitor 
this practice. 

Supports educator team
s to use 

a variety of form
al and inform

al 
m

ethods and assessm
ents, in- 

cluding com
m

on interim
 as- 

sessm
ents that are aligned 

across grade levels and subject 
areas. 

Leads educator team
s to develop 

and im
plem

ent a com
prehensive 

assessm
ent strategy that includes 

ongoing inform
al assessm

ent and 
com

m
on interim

 assessm
ents that 

are aligned across grade levels and 
subject areas. Is able to m

odel this 
elem

ent. 
 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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V
-C

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-C

-2. 
A

djustm
ent to 

Practice 

D
oes not encourage or facilitate 

team
s to review

 assessm
ent data. 

Suggests that team
s m

eet to re- 
view

 data and plan for adjust- 
m

ents and interventions but incon- 
sistently m

onitors this practice. 

Provides planning tim
e and ef- 

fective support for team
s to re- 

view
 assessm

ent data and identi- 
fy appropriate interventions and 
adjustm

ents to practice. M
oni- 

tors educators’ efforts and suc- 
cesses in this area. 

Plans, facilitates, and supports 
team

 review
 m

eetings after each 
round of assessm

ents. M
onitors 

team
s’ plans, adjustm

ents to in- 
struction, and outcom

es and 
shares lessons learned w

ith others. 
Is able to m

odel this elem
ent. 

 
Indicator V

-D
. Evaluation: Provides effective and tim

ely supervision and evaluation in alignm
ent w

ith state regulations and contract provisions, includ- 
ing: 

1. Ensures that educators pursue m
eaningful, actionable, and m

easurable professional practice and student learning goals. 
2. M

akes frequent unannounced visits to classroom
s and gives targeted and constructive feedback to teachers. 

3. Exercises sound judgm
ent in assigning ratings for perform

ance and im
pact on student learning. 

4. R
eview

s alignm
ent betw

een judgm
ent about practice and data about student learning, grow

th, or achievem
ent w

hen evaluating and rating educators and 
understands that the supervisor has the responsibility to confirm

 the rating in cases in w
hich a discrepancy exists. 

 
V

-D
. E

le- 
m

ents 
 U

nsatisfactory 
 N

eeds Im
provem

ent 
 Proficient 

 E
xem

plary 

V
-D

-1. 
Educator 
G

oals 

D
oes not support educators to 

develop professional practice 
and/or student learning goals, 
review

 the goals for quality, 
and/or support educators in at- 
taining goals. 

Supports educators and educator 
team

s to develop professional 
practice and student learning goals 
but does not consistently review

 
them

 for quality and/or m
onitor 

progress. 

Supports educators and educa- 
tor team

s to develop and attain 
m

eaningful, actionable, and 
m

easurable professional prac- 
tice and student learning goals. 

Supports educators and educator 
team

s to develop and attain m
ean- 

ingful, actionable, and m
easurable 

professional practice and student 
learning goals and m

odels this 
process through the leader’s ow

n 
evaluation process and goals. Is 
able to m

odel this elem
ent. 

    
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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V
-D

. E
le- 

m
ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-D

-2. 
O

bservations 
and Feedback 

O
bserves educators only in for- 

m
al observation visits and/or 

does not provide honest feedback 
to educators w

ho are not per- 
form

ing proficiently. 

M
akes infrequent unannounced 

visits to classroom
s, rarely pro- 

vides feedback that is specific and 
constructive, and/or critiques 
struggling educators w

ithout 
providing support to im

prove their 
perform

ance. 

T
ypically m

akes at least tw
o un- 

announced visits to classroom
s 

every day and provides targeted 
constructive feedback to all edu- 
cators. A

cknow
ledges effective 

practice and provides redirec- 
tion and support for those 
w

hose practice is less than Pro- 
ficient. 

M
akes m

ultiple unannounced vis- 
its to classroom

s every day and 
provides targeted constructive 
feedback w

ithin 48 hours. Engag- 
es w

ith all educators in conversa- 
tions about im

provem
ent, cele- 

brates effective practice, and pro- 
vides targeted support to educators 
w

hose practice is less than Profi- 
cient. Is able to m

odel this ele- 
m

ent. 

V
-D

-3. 
R

atings 
A

ssigns ratings for perform
ance, 

goal attainm
ent, and im

pact on 
student learning w

ithout collecting 
and analyzing sufficient and/or 
appropriate data or does not assign 
ratings for som

e educators. 

A
ssigns ratings for perform

ance, 
goal attainm

ent, and im
pact on 

student learning in a w
ay that is 

not consistently transparent to ed- 
ucators. 

E
xercises sound and reliable 

judgm
ent in assigning ratings 

for perform
ance, goal attain- 

m
ent, and im

pact on student 
learning and ensures that educa- 
tors understand w

hy they re- 
ceived their ratings. 

Exercises sound and reliable 
judgm

ent in assigning ratings for 
perform

ance, goal attainm
ent, and 

im
pact on student learning. En- 

sures that educators understand in 
detail w

hy they received their rat- 
ings and provides effective sup- 
port to colleagues around this 
practice Is able to m

odel this ele- 
m

ent. 

V
-D

-4. 
A

lignm
ent 

R
eview

 

D
oes not review

 alignm
ent be- 

tw
een judgm

ent about practice 
and data about student learning 
w

hen evaluating and rating educa- 
tors. 

O
ccasionally review

s alignm
ent 

betw
een judgm

ent about practice 
and student learning data. 

C
onsistently review

s alignm
ent 

betw
een judgm

ent about prac- 
tice and student learning data 
and m

akes inform
ed decisions 

about educator support and 
evaluation based upon this re- 
view

. 

Studies alignm
ent betw

een judg- 
m

ent about practice and data 
about student learning w

hen eval- 
uating and rating educators and 
provides effective support to col- 
leagues around this practice. Is 
able to m

odel this elem
ent. 

 N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator V
-E

. D
ata-Inform

ed D
ecision M

aking: U
ses m

ultiple sources of evidence related to student learning, including state, district, school and de- 
partm

ent assessm
ent results and grow

th data, to inform
 school and district goals and im

prove organizational perform
ance, educator effectiveness, and 

student learning. 
V

-E
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

V
-E-1. 

K
now

ledge and 
U

se of D
ata 

R
elies on few

 data sources that 
do not represent the full pic- 
ture of school and departm

ent 
perform

ance and/or does not 
analyze the data accurately. 

M
ay identify m

ultiple sources of 
student learning data but these 
data do not provide m

ultiple per- 
spectives on perform

ance and/or 
analysis of the data is som

etim
es 

inaccurate. 

Identifies a range of appropriate 
data sources and effectively ana- 
lyzes the data for decision- 
m

aking purposes. 

Leads educator team
s to identify a 

range of appropriate data sources, 
including non-traditional infor- 
m

ation that offers a unique per- 
spective on school perform

ance, 
and m

odels effective data analysis 
for staff. Is able to m

odel this el- 
em

ent. 

V
-E-2. 

School and D
is- 

trict G
oals 

G
athers lim

ited inform
ation on 

the school’s and departm
ent’s 

strengths and w
eaknesses 

and/or does not use these data 
to inform

 school plans or ac- 
tions. 

A
ssesses the school’s and depart- 

m
ent’s strengths and w

eaknesses 
using data that are not carefully 
analyzed and/or w

rites an unfo- 
cused strategic plan. 

U
ses data to accurately assess 

the school’s and departm
ent’s 

strengths and areas for im
- 

provem
ent to inform

 the crea- 
tion of focused, m

easurable de- 
partm

ent, school, and district 
goals. 

Involves stakeholders in a com
- 

prehensive diagnosis of the 
school’s and departm

ent’s 
strengths and w

eaknesses using 
appropriate data and leads a col- 
laborative process to develop a 
focused, results-oriented strategic 
plan w

ith annual goals. Is able to 
m

odel this elem
ent. 

V
-E-3. 

Im
provem

ent of 
Perform

ance, 
Effectiveness, 
and Learning 

D
oes not share assessm

ent data 
w

ith faculty, use data to m
ake 

adjustm
ents to school and de- 

partm
ent plans, and/or m

odel 
appropriate data analysis strat- 
egies. 

Shares lim
ited data w

ith faculty to 
identify student and/or educator 
subgroups that need support; pro- 
vides lim

ited assistance to educa- 
tor team

s in using data to im
prove 

perform
ance. 

U
ses m

ultiple data sources to 
evaluate educator and school 
and departm

ent perform
ance. 

Provides educator team
s w

ith 
disaggregated assessm

ent data 
and assists faculty in identifying 
students w

ho need additional 
support. 

Leads team
s to disaggregate data 

and identify individuals or groups 
of students w

ho need support. 
Em

pow
ers educators to use a 

range of data sources to pinpoint 
areas for their ow

n and school 
w

ide and departm
ent w

ide im
- 

provem
ent. Is able to m

odel this 
elem

ent. 
   

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator V
-F. Professional C

ulture. Prom
otes success for all students by nurturing and sustaining a school culture of reflective practice, high expecta- tions, and 

continuous learning for staff. 
V

-F. Ele- 
m

ents 

 U
nsatisfactory 

 N
eeds Im

provem
ent 

 Proficient 
 E

xem
plary 

V
-F-1. 

R
ecruitm

ent 
and H

iring 
Strategies 

D
oes not successfully lead the 

recruitm
ent and hiring process. 

Leads 
the 

recruitm
ent 

and 
hiring 

process 
but 

does 
not 

consistently 
identify effective educators. 

L
eads the school’s recruitm

ent and 
hiring process and, through it, 
consistently identifies effec- tive 
educators w

ho share the school’s 
m

ission. 

C
onsistently identifies effective 

educators w
ho share the school’s 

m
ission. Em

pow
ers faculty m

em
- 

bers to share in a structured, con- 
sistent interview

 process. Is able to 
m

odel this elem
ent. 

V
-F-2. Tw

o-
W

ay 
C

om
m

unica- 
tion 

D
oes not set clear expectations for 

or provide support to educa- tor to 
com

m
unicate w

ith fam
i- lies. School 

and classroom
 com

m
unication 

regarding stu- dent learning and 
perform

ance prim
arily occurs 

through report cards. 

M
ay set expectations for and 

provide lim
ited support to edu- 

cators to com
m

unicate w
ith 

fam
ilies but does not stress the 

im
portance of tw

o-w
ay com

m
u- 

nication channels. School and 
classroom

 com
m

unication re- 
garding student learning and 
perform

ance prim
arily occurs 

through new
sletters and other one-

w
ay m

edia. 

Sets clear expectations for and 
provides support to educators to 
com

m
unicate regularly w

ith 
fam

ilies using tw
o-w

ay com
m

u- 
nication channels, including careful 
and prom

pt response to 
com

m
unications from

 fam
ilies. 

Supports educators to m
axim

ize the 
num

ber of face-to-face fam
i- 

ly/teacher interactions. 

Sets clear expectations for and 
provides differentiated support to 
ensure that all educators de- sign 
and im

plem
ent frequent 

personalized com
m

unications, 
respond carefully and prom

ptly to 
com

m
unications from

 fam
i- lies, and 

solicit feedback from
 fam

ilies that 
inform

s im
prove- m

ent to 
com

m
unication plans. Is able to 

m
odel this elem

ent. 

V
-F-3. 

M
eetings 

Leads m
eetings that lack clear 

purpose and/or are prim
arily used for 

one-w
ay inform

ational up- dates. 

Leads m
eetings that include both 

one-w
ay inform

ational updates and 
participatory activities fo- cused on 
m

atters of consequence. 

Plans and leads w
ell-run and 

engaging m
eetings that have clear 

purpose, focus on m
atters of 

consequence, and engage par- 
ticipants in a thoughtful and 
productive series of conversa- tions 
and deliberations about im

portant 
school m

atters. 

Plans and facilitates staff-led, en- 
gaging m

eetings in w
hich sm

all 
groups of educators learn together and 
create solutions to instruction- al 
issues. Is able to m

odel this el- em
ent. 

V
-F-4. 

R
esponse to 

D
isagree- 

m
en 

D
oes not respond to disagreem

ent or 
dissent and/or does not use ap- 
propriate, respectful, non- 
confrontational approaches. 

M
ay respond respectfully to disa- 

greem
ent and dissent, but re- sponds 

inconsistently and does not alw
ays 

em
ploy a non- confrontational 

approach 

E
m

ploys a non-confrontational 
approach for responding re- 
spectfully and appropriately to 
disagreem

ent and dissent, using 
both as opportunities for learn- ing 

M
odels a variety of strategies for 

responding respectfully and effec- 
tively to disagreem

ent and dissent, 
using both as opportunities for 
learning. Is able to m

odel this el- 
em

ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Specialized Instructional Support Personnel D
epartm

ent C
hair R

ubric– A
ppendix J 

  
Standard I: C

urriculum
, Planning, and A

ssessm
ent. prom

otes the learning and grow
th of all students by providing high-quality and coherent 

instruction, designing and adm
inistering authentic and m

eaningful student assessm
ents, analyzing student perform

ance and grow
th data, using this 

data to im
prove instruction, providing students with constructive feedback on an ongoing basis, and continuously refining learning objectives. 

 
Indicator I-A

. 
C

urriculum
 and Planning: H

as strong know
ledge specific to subject m

atter and/or professional responsibility, has a good grasp of child 
developm

ent and how
 students learn, and designs effective and rigorous plans for support consisting of w

ell-structured lessons w
ith 

m
easurable outcom

es. 
I-A

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

I-A
-1. 

Professional 
K

now
ledge 

D
em

onstrates lim
ited professional 

know
ledge; relies heavily on outdated 

practices as opposed to current prac- tices 
supported by research. Rarely engages 
students in academ

ic, be- havioral, and 
social/em

otional learning experiences 
through the use of edu- cational and/or 
clinical practices. 

D
em

onstrates factual know
ledge of the 

professional content and delivery and 
som

etim
es applies it to engage students in 

academ
ic, behavioral, and 

social/em
otional learning experiences 

through the use of educational and/or 
clinical practices. 

D
em

onstrates sound know
ledge and 

understanding of professional content 
and delivery by consistent- ly engaging 
students in academ

ic, behavioral, and 
social/em

otional learning experiences 
through the use of educational and/or 
clinical practices that enable students to 
acquire know

ledge and skills. 

D
em

onstrates m
astery of professional 

content and its delivery by engaging 
all students in academ

ic, behavioral, 
and social/em

otional learning experi- 
ences, through the use of educational 
and/or clinical practices, that enable 
students to synthesize know

ledge and 
skills. Is able to m

odel this elem
ent. 

I-A
-2. 

C
hild and A

do- 
lescent 

D
evel- 

opm
ent 

D
em

onstrates little or no know
ledge of 

child and adolescent developm
ent; 

typically develops one learning expe- 
rience, and/or type of support or as- 
sistance for all students that does not 
adequately address intended out- com

es. 

D
em

onstrates general know
ledge of child 

and adolescent developm
ent but does not 

apply this know
ledge w

hen providing 
differentiated learning expe- riences, 
support, and/or assistance that w

ould 
enable all students—

as opposed to just 
som

e—
to m

ove to- w
ard m

eeting 
intended outcom

es. 

D
em

onstrates 
know

ledge 
of 

stu- 
dents’ developm

ental levels and the 
different w

ays these students 
learn or behave by providing differ- 
entiated learning experiences, sup- 
port, and/or assistance that enable 
all students to progress tow

ard 
m

eeting intended outcom
es. 

D
em

onstrates expert know
ledge of the 

developm
ental levels of individual 

students and students in the grade or 
subject m

ore generally and uses this 
know

ledge to differentiate and expand 
learning experiences, supports, and/or 
types of assistance, enabling all stu- dents 
to m

ake significant progress tow
ard 

m
eeting stated outcom

es. Is able to m
odel 

this elem
ent. 

    
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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I-A
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

 
 

 
 

 
  1-A

-3 Plan  
D

evelopm
ent 11 

D
evelops or contributes to the devel- 

opm
ent of plans that are not tim

ely 
and/or not tailored to the needs of 
individual students; or, plans do not 
include appropriate supports or 
m

easurable outcom
es that w

ould en- able 
students to m

eet the goals and objectives 
of the plan. 

D
evelops or contributes to the tim

ely 
developm

ent of plans that respond to 
som

e but not all relevant individual 
student needs, and/or plans that lack 
sufficient m

easurable outcom
es or 

supports that enable students to m
eet all 

goals and objectives of the plan. 

D
evelops or contributes to the tim

ely 
developm

ent of w
ell- structured plans 

w
ith m

easurable outcom
es that 

respond to all rele- vant individual 
student needs, and include supports 
that enable stu- dents to m

eet the goals 
or objec- tives of the plan. 

D
evelops or contributes to the tim

ely 
developm

ent of com
prehensive, w

ell- 
structured plans w

ith m
easurable out- 

com
es that respond to all relevant 

individual student needs, are coordi- 
nated w

ith other plans relevant to those 
students, and include supports that enable 
students to m

eet all goals or objectives of 
the plan. Is able to m

odel this elem
ent. 

I-A
-4. 

W
ell- 

Structured 
Lessons 

D
evelops lessons (w

hich m
ay include 

individual and group activities or ses- 
sions) w

ith inappropriate student en- 
gagem

ent strategies, pacing, se- quence, 
activities, m

aterials, re- sources, and/or 
grouping. 

D
evelops lessons (w

hich m
ay include 

individual and group activities or ses- 
sions) w

ith only som
e elem

ents of 
appropriate student engagem

ent 
strategies, pacing, sequence, activi- ties, 
m

aterials, resources, and group- ing. 

D
evelops w

ell-structured lessons (w
hich 

m
ay include individual and group 

activities or sessions) w
ith challenging, 

m
easurable objectives and appropriate 

student engage- m
ent strategies, pacing, 

sequence, activities, m
aterials, 

resources, technologies, and grouping. 

D
evelops w

ell-structured and highly 
engaging lessons (w

hich m
ay include 

individual and group activities and 
sessions) w

ith challenging, m
easura- ble 

objectives and appropriate student 
engagem

ent strategies, pacing, se- quence, 
activities, m

aterials, re- sources, 
technologies, and grouping 
to attend to every student’s needs. Is able 
to m

odel this elem
ent. 

           N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator I-B. 
A

ssessm
ent: U

ses a variety of inform
al and form

al m
ethods of assessm

ents to m
easure student learning, grow

th, and understanding 
to develop differentiated and enhanced learning experiences and im

prove future instruction. 
I-B

. 
E

lem
ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-B
-1. 

V
ariety of A

s- 
sessm

ent M
eth- 

ods 

A
dm

inisters assessm
ents and/or col- lects 

only the data required by the school 
and/or m

easures only point-in- tim
e 

student achievem
ent or devel- opm

ent. 

M
ay design and adm

inister assess- m
ents 

and/or collect som
e data to m

easure 
student learning, grow

th, or 
developm

ent, but uses a lim
ited range of 

m
ethods. 

D
esigns and adm

inisters assess- m
ents 

and/or collects data to m
easure 

student learning, grow
th, and/or 

developm
ent through a va- riety of 

m
ethods, including infor- m

al and 
form

al assessm
ents and com

m
on 

interim
 assessm

ents w
here applicable. 

U
ses an integrated, com

prehensive 
assessm

ent system
, including infor- m

al 
and form

al assessm
ent m

ethods and 
com

m
on interim

 assessm
ents w

here 
applicable, to m

easure student learning, 
grow

th, and developm
ent. Is able to 

m
odel this elem

ent. 

I-B
-2. 

A
djustm

ent to 
Practice 

M
akes few

 adjustm
ents to practice by 

identifying and/or im
plem

enting ap- 
propriate differentiated interventions, 
supports, and program

s based on form
al 

and inform
al assessm

ents. 

M
ay organize and analyze som

e as- 
sessm

ent results but only occasional- ly 
adjusts practice and identifies and/or 
im

plem
ents appropriate differ- entiated 

interventions, supports, and program
s for 

students. 

O
rganizes and analyzes results from

 a 
variety of assessm

ents to determ
ine 

progress tow
ard intend- ed outcom

es 
and uses these find- ings to adjust 
practice and identify and/or im

plem
ent 

appropriate dif- ferentiated 
interventions, supports, and program

s 
for students. 

O
rganizes and analyzes results from

 a 
com

prehensive system
 of assess- m

ents 
to determ

ine progress tow
ard intended 

outcom
es and frequently uses these 

findings to adjust practice and identify 
and/or im

plem
ent appro- priate 

differentiated interventions, supports, or 
program

s for individuals and groups of 
students and appropri- ate m

odifications 
of plans. Is able to m

odel this elem
ent. 

             
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator I-C
. A

nalysis: A
nalyzes data from

 assessm
ents, draw

s conclusions, and shares them
 appropriately. 

I-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

I-C
-1. 

A
nalysis and 

C
onclusions 

D
oes 

not 
analyze 

data 
and/or 

draw
 

conclusions 
from

 
data 

beyond com
- 

pleting m
inim

al requirem
ents. 

D
raw

s conclusions from
 a lim

ited 
analysis of data to inform

 student 
learning, grow

th, and developm
ent. 

Individually and w
ith colleagues, 

draw
s appropriate conclusions about 

program
s, plans, and prac- tices from

 a 
thorough analysis of a w

ide range of 
data to im

prove stu- dent learning, 
grow

th, and devel- opm
ent. 

Individually and w
ith colleagues, draw

s 
appropriate, actionable conclu- sions 
about program

s, plans, and practices from
 

a thorough analysis of a w
ide range of 

data that im
prove short- and long-term

 
planning deci- sions. Is able to m

odel this 
elem

ent. 

I-C
-2. 

Sharing C
onclu- 

sions 
W

ith C
olleagues 

R
arely shares w

ith colleagues con- 
clusions about student progress and/or 
rarely seeks feedback from

 them
 about 

practices that w
ill support im

proved 
student learning and/or developm

ent. 

O
nly occasionally shares w

ith col- 
leagues conclusions about student 
progress and/or seeks feedback from

 
them

 about practices that w
ill support 

im
proved student learning and/or 

developm
ent. 

R
egularly shares w

ith appropriate 
colleagues (e.g., classroom

 teach- ers, 
adm

inistrators, and profes- sional 
support personnel) conclu- sions about 
student progress and seeks feedback 
from

 them
 about practices that w

ill 
support im

- proved student learning 
and/or developm

ent. 

Establishes and im
plem

ents a sched- ule 
and plan for regularly sharing w

ith all 
appropriate colleagues (e.g., class- room

 
teachers, adm

inistrators, and professional 
support personnel) con- clusions and 
insights about student progress. Seeks and 
applies feed- back from

 them
 about 

practices that w
ill support im

proved 
student learning and/or developm

ent. Is 
able to m

odel this elem
ent. 

I-C
-3. 

Sharing C
onclu- 

sions 
W

ith Students 
and Fam

ilies 

Provides little or no feedback on stu- 
dent grow

th or progress except through 
m

inim
ally required reporting or provides 

inappropriate feedback that does not 
support students to grow

 and im
prove. 

Provides som
e feedback about stu- dent 

grow
th or progress beyond re- quired 

reports but rarely shares strat- egies for 
students to grow

 and im
- prove. 

B
ased on assessm

ent results and/or 
other data, provides de- scriptive 
feedback and engages students and 
fam

ilies in construc- tive conversation 
that focuses on student grow

th and 
im

provem
ent. 

Establishes early, constructive feed- back 
loops w

ith students and fam
ilies that 

create a dialogue about student grow
th, 

progress, and im
provem

ent. Is able to 
m

odel this elem
ent. 

         
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Standard II: Teaching A
ll Students. Prom

otes the learning and grow
th of all students through instructional practices that establish high 

expectations, create a safe and effective classroom
 environm

ent, and dem
onstrate cultural proficiency. 

 
Indicator II-A

.   Instruction: U
ses instructional and clinical practices that reflect high expectations regarding content and quality of effort and w

ork; 
engage all students; and are personalized to accom

m
odate diverse learning styles, needs, interests, and levels of readiness. 

II-A
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-A
-1. 

Q
uality of Effort 

and W
ork 

Establishes no or low
 expectations for 

student w
ork and behavior and/or offers 

few
 supports to help students know

 w
hat 

is expected of them
. 

M
ay state high expectations for stu- dent 

w
ork and behavior, but provides few

 
exem

plars and rubrics, or lim
ited guided 

practice, and/or few
 other supports to 

help students know
 w

hat is expected of 
them

. 

C
onsistently defines high expecta- tions 

for student w
ork and behav- ior, and 

the perseverance and ef- fort required 
to produce it; often provides 
exem

plars, rubrics, or guided practice, 
and/or m

odels appropriate behaviors. 

C
onsistently defines high expecta- tions 

for student w
ork and behavior and 

effectively supports students to set high 
expectations for each other 
to persevere and produce high-quality 
w

ork. Is able to m
odel this elem

ent. 

II-A
-2. 

Student En- 
gagem

ent 

U
ses instructional and/or clinical prac- 

tices that leave m
ost students unin- volved 

and/or passive. 

U
ses instructional and/or clinical prac- 

tices that m
otivate and engage som

e 
students but leave others uninvolved 
and/or passive. 

C
onsistently uses instructional 

and clinical practices that are likely to 
m

otivate and engage m
ost stu- dents 

during the lesson, activity, or session. 

C
onsistently uses instructional and 

clinical practices that typically m
oti- vate 

and engage m
ost students dur- ing the 

lesson, activity, or session, and during 
independent w

ork. Is able to m
odel this 

elem
ent. 

II-A
-3. 

M
eeting D

iverse 
N

eeds 

U
ses lim

ited and/or inappropriate 
practices and/or supports to accom

- 
m

odate differences. 

M
ay use som

e appropriate practices 
and/or supports to accom

m
odate 

differences, but fails to address an 
adequate range of differences. 

U
ses appropriate practices, includ- ing 

tiered instruction, scaffolds, and other 
supports, to accom

m
o- date differences 

in learning styles, needs, interests, and 
levels of readiness, including those of 
stu- dents w

ith disabilities and English 
learners. 

U
ses a varied repertoire of practices 

and/or supports to create structured 
opportunities for each student to m

eet or 
exceed expectations for grow

th 
and developm

ent. Is able to m
odel this 

elem
ent. 

     
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 

 



 

136 
  

Indicator II-B
.   L

earning E
nvironm

ent: C
reates and m

aintains a safe and collaborative learning environm
ent that m

otivates students to take 
academ

ic risks, challenge them
selves, and claim

 ow
nership of their learning. 

II-B
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-B
-1. 

Safe Learning 
Environm

ent 

M
aintains a physical environm

ent that is 
unsafe or does not support student 
learning. U

ses inappropriate or inef- 
fective rituals, routines, and/or re- sponses 
to reinforce positive behavior or respond 
to behaviors that interfere w

ith students’ 
learning. 

M
ay create and m

aintain a safe phys- ical 
environm

ent but inconsistently m
aintains 

rituals, routines, and re- sponses needed 
to prevent and/or stop behaviors that 
interfere w

ith all students’ learning. 

U
ses rituals, routines, and appro- 

priate responses that create and 
m

aintain a safe physical and intel- 
lectual environm

ent w
here stu- dents 

take academ
ic risks and m

ost 
behaviors that interfere w

ith learning 
are prevented. 

U
ses rituals, routines, and proactive 

responses that create and m
aintain a safe 

physical and intellectual envi- ronm
ent 

w
here students take aca- dem

ic risks and 
play an active role—

 individually and 
collectively—

in pre- venting behaviors 
that interfere w

ith learning. Is able to 
m

odel this ele- m
ent. 

II-B
-2. 

C
ollaborative 

Learning Envi- 
ronm

ent 

M
akes little effort to teach interper- 

sonal, group, and com
m

unication skills 
or facilitate student w

ork in groups, or 
such attem

pts are ineffec- tive. 

Teaches som
e interpersonal, group, and 

com
m

unication skills and pro- vides 
som

e opportunities for students to w
ork 

in groups. 

D
evelops students’ interpersonal, 

group, and com
m

unication skills and 
provides opportunities for students to 
learn in groups w

ith diverse peers. 

Teaches and reinforces interpersonal, 
group, and com

m
unication skills so that 

students seek out their peers as resources. 
Is able to m

odel this prac- tice. 

II-B
-2. 

Student M
otiva- 

tion 

D
irects all learning experiences, 

providing few
, if any, opportunities for 

students to take risks or challenge 
them

selves. 

C
reates som

e learning experiences that 
guide students to identify needs, ask for 
support, and challenge them

- selves to 
take risks. 

C
onsistently 

creates 
learning 

ex- 
periences 

that 
guide 

students 
to 

identify their strengths, interests, and 
needs; 

ask 
for 

support 
w

hen 
appropriate; 

take 
risks; 

and 
chal- 

lenge them
selves to succeed. 

C
onsistently supports students to identify 

their strengths, interests, and needs; ask 
for support; take risks; challenge 
them

selves; set learning goals; and 
m

onitor their ow
n pro- gress. Is able to 

m
odel this elem

ent. 
   

Indicator II-C
.   C

ultural Proficiency: A
ctively creates and m

aintains an environm
ent in w

hich students’ diverse backgrounds, identities, strengths, and 
challenges are respected. 

II-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-C
-1. 

R
espects D

iffer- 
ences 

Establishes 
an 

environm
ent 

in 
w

hich 
students dem

onstrate lim
ited respect for 

individual differences. 

Establishes an environm
ent in w

hich 
students generally dem

onstrate re- spect 
for individual differences. 

C
onsistently 

uses 
strategies 

and 
practices that are likely to enable 
students to dem

onstrate respect 
for and affirm

 their ow
n and others’ 

differences related to background, 
identity, language, strengths, and 
challenges. 

Establishes an environm
ent in w

hich 
students respect and affirm

 their ow
n and 

others’ differences and are sup- ported to 
share and explore differ- ences and 
sim

ilarities related to background, 
identity, language, strengths, and 
challenges. Is able to m

odel this elem
ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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II-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

II-C
-2. 

M
aintains R

e- 
spectful Envi- 
ronm

ent 

M
inim

izes or ignores conflicts and/or 
responds in inappropriate w

ays. 
A

nticipates and responds appropri- ately 
to som

e conflicts or m
isunder- standings 

but ignores and/or m
inim

iz- es others. 

A
nticipates and responds appro- 

priately to conflicts or m
isunder- 

standings arising from
 differences in 

backgrounds, languages, and 
identities. 

A
nticipates and responds appropri- ately 

to conflicts or m
isunderstand- ings arising 

from
 differences in back- grounds, 

languages, and identities in w
ays that lead 

students to be able to do the sam
e 

independently. Is able to m
odel this 

elem
ent. 

   
Indicator II-D

.   E
xpectations: Plans and im

plem
ents lessons and/or supports that set clear and high expectations and also m

ake know
ledge, 

inform
ation, and/or supports accessible for all students. 

II-D
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

II-D
-1. 

C
lear Expecta- 

tions 

D
oes not m

ake specific standards for 
student 

w
ork, 

effort, 
interactions, 

and 
behavior clear to students. 

M
ay com

m
unicate specific standards for 

student w
ork, effort, interactions, and 

behavior, but inconsistently or 
ineffectively enforces them

. 

C
learly com

m
unicates and con- 

sistently enforces specific stand- ards 
for student w

ork, effort, and 
behavior. 

C
learly com

m
unicates and consist- ently 

enforces specific standards for student 
w

ork, effort, interactions, and behavior 
so that m

ost students are able to describe 
them

 and take ow
n- ership of m

eeting 
them

. Is able to m
odel this elem

ent. 

II-D
-2. 

H
igh Expecta- 

tions 

G
ives up on som

e students or com
- 

m
unicates that som

e cannot accom
- plish 

challenging goals. . 

M
ay tell students that a goal is chal- 

lenging and that they need to w
ork hard 

but does not m
odel w

ays stu- dents can 
accom

plish the goal through effective 
effort. . 

E
ffectively m

odels and reinforces w
ays 

that students can set and accom
plish 

challenging goals through effective 
effort, rather than having to depend on 
innate ability. 

Effectively m
odels and reinforces w

ays 
that students can consistently accom

plish 
challenging goals through effective effort. 
Successfully chal- lenges students’ 
m

isconceptions about innate ability. Is 
able to m

odel this elem
ent. 

II-D
-3. 

A
ccess to 

K
now

ledge 

R
arely adapts instruction, services, 

plans, com
m

unication, and/or as- 
sessm

ents to m
ake curricu- lum

/supports 
accessible to all stu- dents for w

hom
 the 

educator has re- sponsibility. 

O
ccasionally adapts instruction, ser- 

vices, plans, com
m

unication, and/or 
assessm

ents to m
ake curricu- 

lum
/supports accessible to all stu- dents 

for w
hom

 the educator has re- 
sponsibility. 

C
onsistently adapts instruction, 

services, plans, com
m

unication, and/or 
assessm

ents to m
ake cur- riculum

/ 
supports accessible to all students for 
w

hom
 the educator has responsibility, 

including E
ng- lish learners and 

students w
ith disabilities. 

Individually and w
ith colleagues, con- 

sistently adapts instruction, services, 
plans, com

m
unication, and/or as- 

sessm
ents to m

ake curricu- lum
/supports 

accessible to all stu- dents for w
hom

 the 
educator has re- sponsibility, including 
English learners and students w

ith 
disabilities. Is able 
to m

odel this elem
ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard III: Fam
ily and C

om
m

unity E
ngagem

ent. Prom
otes the learning and grow

th of all students through effective partnerships w
ith 

fam
ilies, caregivers, com

m
unity m

em
bers, and organizations. 

 
Indicator III-A

. 
E

ngagem
ent: W

elcom
es and encourages every fam

ily to becom
e active participants in the classroom

 and school com
- m

unity. 

III-A
. E

le- 
m

ents 

 

U
nsatisfactory 

 

N
eeds Im

provem
ent 

 
Proficient 

 

E
xem

plary 

III-A
-1. 

Parent/Fam
ily 

Engagem
ent 

D
oes not w

elcom
e fam

ilies to be- 
com

e participants in the class- room
 

and school com
m

unity or actively 
discourages their partici- pation. 

M
akes lim

ited attem
pts to involve 

fam
ilies in school and/or class- room

 
activities, m

eetings, and planning. 

U
ses a variety of strategies to 

support fam
ilies to participate 

actively and appropriately in the 
classroom

 and school com
m

unity. 

Successfully engages m
ost fam

i- lies 
and sustains their active and 
appropriate participation in the 
classroom

 and school com
m

unity. Is 
able to m

odel this elem
ent. 

    
Indicator III-B

. C
ollaboration: C

ollaborates w
ith fam

ilies to create and im
plem

ent strategies for supporting student learning and 
developm

ent both at hom
e and at school. 

III-B
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

III-B
-1. 

Learning Expec- 
tations 

D
oes not inform

 parents about learn- ing, 
behavior, and/or w

ellness expec- tations. 
Sends hom

e only a list of 
rules/expectations and an outline of the 
student learning, behavior, or w

ellness 
plan for the year. 

C
onsistently provides parents w

ith 
clear, user-friendly expectations 
for student learning, behavior, 
and/or w

ellness. 

Successfully conveys to m
ost parents 

clear, user-friendly student learning, 
behavior, and w

ellness expectations. Is 
able to m

odel this elem
ent. 

III-B
-2. 

Student Support 
R

arely, if ever, com
m

unicates w
ith 

parents on w
ays to support learning and 

developm
ent at hom

e or at school. 

Sends hom
e occasional suggestions on 

how
 parents can support learning and 

developm
ent at hom

e or at school. 

R
egularly com

m
unicates w

ith par- ents 
to create, share, and/or identi- fy 
strategies for supporting learn- ing and 
developm

ent at school and hom
e. 

R
egularly com

m
unicates w

ith parents to 
share and/or identify strategies for 
supporting learning and developm

ent at 
school and hom

e, successfully 
encourages m

ost fam
ilies to use at least 

one of these strategies, and seeks out 
evidence of their im

pact. Is able to m
odel 

this elem
ent. 

    
N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator III-C
.  C

om
m

unication: E
ngages in regular, tw

o-w
ay, and culturally proficient com

m
unication w

ith fam
ilies about student learn- ing, 

behavior and w
ellness. 

III-C
. 

E
lem

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

III-C
-1. 

Tw
o-W

ay 
C

om
m

unication 

R
arely com

m
unicates w

ith fam
ilies 

except through required reports; rare- ly 
solicits or responds prom

ptly to 
com

m
unications from

 fam
ilies. 

R
elies prim

arily on sharing general 
inform

ation and announcem
ents w

ith 
fam

ilies through one-w
ay m

edia and 
usually responds prom

ptly to com
m

u- 
nications from

 fam
ilies. 

R
egularly uses tw

o-w
ay com

m
uni- 

cation w
ith fam

ilies about student 
learning, behavior, and w

ellness; 
responds prom

ptly and carefully to 
com

m
unications from

 fam
ilies. 

R
egularly uses a tw

o-w
ay system

 that 
supports frequent, proactive, and 
personalized com

m
unication w

ith fam
ilies 

about individual student learning, 
behavior, and w

ellness. Is able to m
odel 

this elem
ent. 

III-C
-2. 

C
ulturally Profi- 

cient C
om

m
uni- 

cation 

M
akes few

 attem
pts to respond to 

different fam
ily cultural norm

s and/or 
responds inappropriately or disre- 
spectfully. 

M
ay com

m
unicate respectfully and 

m
ake efforts to take into account dif- 

ferent fam
ilies’ hom

e language, cul- 
ture, and values, but does so incon- 
sistently or does not dem

onstrate 
understanding and sensitivity to the 
differences. 

A
lw

ays com
m

unicates respectfully w
ith 

fam
ilies and dem

onstrates 
understanding of and sensitivity to 
different fam

ilies’ hom
e language, 

culture, and values. 

A
lw

ays com
m

unicates respectfully w
ith 

fam
ilies and dem

onstrates un- 
derstanding and appreciation of dif- 
ferent fam

ilies’ hom
e language, cul- ture, 

and values. Is able to m
odel this elem

ent. 

 

Standard IV: Professional C
ulture. Prom

otes the learning and grow
th of all students through ethical, culturally proficient, skilled, and 

collaborative practice. 
Indicator IV

-A
. 

R
eflection: D

em
onstrates the capacity to reflect on and im

prove the educator’s ow
n practice, using inform

al m
eans as w

ell as m
eetings 

w
ith team

s and w
ork groups to gather inform

ation, analyze data, exam
ine issues, set m

eaningful goals, and develop new
 approaches in 

order to im
prove teaching and learning. 

IV
-A

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-A

-1. 
R

eflective Prac- 
tice 

D
em

onstrates lim
ited reflection on 

practice and/or use of insights gained to 
im

prove practice. 

M
ay reflect on the effectiveness of 

instruction, supports, and interactions 
w

ith students but not w
ith colleagues 

and/or rarely uses insights gained to 
im

prove practice. 

R
egularly reflects on the effective- 

ness of instruction, supports, and 
interactions w

ith students, both 
individually and w

ith colleagues, and 
uses insights gained to im

- prove 
practice and student out- com

es. 

R
egularly reflects on the effective- ness 

of instruction, supports, and interactions 
w

ith students, both indi- vidually and 
w

ith colleagues; and uses and shares 
w

ith colleagues in- 
sights gained to im

prove practice and 
student outcom

es. Is able to m
odel 

this elem
ent. 

IV
-A

-2. 
G

oal Setting 
Participates passively in the goal- 
setting process and/or proposes 
goals that are vague or easy to reach. 

Proposes one goal that is vague or easy 
to achieve and/or bases goals on a 
lim

ited self-assessm
ent and analysis of 

student data. 

Proposes challenging, m
easurable 

professional practice, team
, and 

student learning goals that are based 
on thorough self- assessm

ent and 
analysis of stu- dent data. 

Individually and w
ith colleagues builds 

capacity to propose and m
oni- tor 

challenging, m
easurable goals based on 

thorough self-assessm
ent and analysis of 

student data. Is able to m
odel this 

elem
ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator IV
-B. 

Professional G
row

th: A
ctively pursues professional developm

ent and learning opportunities to im
prove quality of prac- tice or build 

the expertise and experience to assum
e different instructional and leadership roles. 

IV
-B

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-B

-1. 
Professional 
Learning and 
G

row
th 

Participates in few
, if any, profession- al 

developm
ent and learning opportu- nities 

to im
prove practice and/or ap- plies little 

new
 learning to practice. 

Participates only in required profes- 
sional developm

ent and learning ac- 
tivities and/or inconsistently or inap- 
propriately applies new

 learning to 
im

prove practice. 

C
onsistently seeks out and ap- plies, 

w
hen appropriate, ideas for im

proving 
practice from

 supervi- sors, colleagues, 
professional de- velopm

ent activities, 
and other resources to gain expertise 
and/or assum

e different instruction 
and leadership responsibilities. 

C
onsistently seeks out professional 

developm
ent and learning opportuni- ties 

that im
prove practice and build expertise 

of self and other educators in instruction, 
academ

ic support, and leadership. Is able 
to m

odel this ele- m
ent. 

    
Indicator IV

-C
. 

C
ollaboration: C

ollaborates effectively w
ith colleagues on a w

ide range of tasks. 
IV

-C
. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

IV
-C

-1. 
Professional 
C

ollaboration 

R
arely and/or ineffectively collabo- 

rates w
ith colleagues; conversations 

often lack focus on student perfor- 
m

ance and/or developm
ent. 

D
oes not consistently collaborate w

ith 
colleagues in w

ays that support pro- 
ductive team

 effort. 

C
onsistently and effectively col- 

laborates w
ith colleagues through 

shared planning and/or inform
al 

conversation in such w
ork as: ana- 

lyzing student perform
ance and 

developm
ent and planning appro- 

priate interventions at the class- room
 

or school level. 

Facilitates effective collaboration am
ong 

colleagues through shared planning 
and/or inform

al conversation in such 
w

ork as analyzing student perform
ance 

and developm
ent and planning 

appropriate, com
prehensive interventions 

at the classroom
 and school level. Is able 

to m
odel this elem

ent. 

IV
-C

-2. 
C

onsultation 
R

egularly provides inappropriate ad- 
vice; does not provide advice and 
expertise to general education teach- ers 
or other colleagues unless prom

pted to do 
so; and/or fails to 
offer advice w

hen appropriate. 

Provides advice and expertise to support 
general education teachers and other 
colleagues to create appro- priate and 
effective academ

ic, behav- ioral, and 
social/em

otional learning experiences for 
only som

e students for w
hom

 
responsibility is shared, or som

etim
es 

provides advice that is inappropriate or 
poorly custom

ized. 

R
egularly provides appropriate advice 

and expertise that is cus- tom
ized to 

support general educa- tion teachers 
and other colleagues to create 
appropriate and effective academ

ic, 
behavioral, and so- cial/em

otional 
learning experienc- es for students for 
w

hom
 respon- sibility is shared. 

U
tilizes a variety of m

eans to regular- ly 
provide advice and expertise that is 
custom

ized to support general educa- tion 
teachers and other colleagues to 
successfully create appropriate and 
effective academ

ic, behavioral, and 
social/em

otional learning experiences for 
students. Is able to m

odel this elem
ent. 

  N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator IV
-D

. 
D

ecision-M
aking: B

ecom
es involved in schoolw

ide decision m
aking, and takes an active role in school im

provem
ent planning. 

IV
-D

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-D

-1. 
D

ecision-M
aking 

Participates in planning and decision 
m

aking at the school, departm
ent, and/or 

grade level only w
hen asked and rarely 

contributes relevant ideas or expertise. 

M
ay participate in planning and deci- 

sion m
aking at the school, depart- m

ent, 
and/or grade level but rarely contributes 
relevant ideas or exper- tise. 

C
onsistently contributes relevant 

ideas and expertise to planning 
and decision m

aking at the school, 
departm

ent, and/or grade level. 

In planning and decision-m
aking at the 

school, departm
ent, and/or grade level, 

consistently contributes ideas and 
expertise that are critical to school 
im

provem
ent efforts. Is able to m

odel this 
elem

ent. 
    

Indicator IV
-E. 

Shared R
esponsibility: Shares responsibility for the perform

ance of all students w
ithin the school. 

IV
-E

. E
lem

ents 
U

nsatisfactory 
N

eeds Im
provem

ent 
Proficient 

E
xem

plary 

IV
-E-1. 

Shared R
e- 

sponsibility 

R
arely reinforces schoolw

ide behav- ior 
and learning expectations for all students 
and/or m

akes a lim
ited con- tribution to 

their learning by rarely sharing 
responsibility for m

eeting their needs. 

W
ithin and beyond the classroom

, 
inconsistently reinforces schoolw

ide 
behavior and learning expectations for 
all students, and/or m

akes a lim
- ited 

contribution to their learning by 
inconsistently sharing responsibility for 
m

eeting their needs. 

W
ithin and beyond the classroom

, 
consistently reinforces school- w

ide 
behavior and learning expec- tations for 
all students, and con- tributes to their 
learning by sharing responsibility for 
m

eeting their needs. 

Individually and w
ith colleagues, de- 

velops strategies and actions that 
contribute to the learning and produc- tive 
behavior of all students at the school. Is 
able to m

odel this elem
ent. 

 
Indicator IV

-F. 
Professional R

esponsibilities: Is ethical and reliable, and m
eets routine responsibilities consistently. 

IV
-F. E

lem
ents 

U
nsatisfactory 

N
eeds Im

provem
ent 

Proficient 
E

xem
plary 

IV
-F-1. 

Judgm
ent 

D
em

onstrates poor judgm
ent and/or 

discloses confidential student infor- 
m

ation inappropriately. 

Som
etim

es dem
onstrates questiona- ble 

judgm
ent and/or inadvertently shares 

confidential inform
ation. 

D
em

onstrates sound judgm
ent 

reflecting integrity, honesty, fair- ness, 
and trustw

orthiness and pro- tects 
student confidentiality ap- propriately. 

D
em

onstrates sound judgm
ent and acts 

appropriately to protect student 
confidentiality, rights and safety. Is able 
to m

odel this elem
ent. 

IV
-F-2. 

R
eliability &

 
R

esponsibility 

Frequently m
isses or is late to as- 

signm
ents, m

akes errors in records, 
and/or m

isses paperw
ork deadlines; 

frequently late or absent. 

O
ccasionally m

isses or is late to as- 
signm

ents, com
pletes w

ork late, and/or 
m

akes errors in records. 

C
onsistently fulfills professional 

responsibilities; is consistently 
punctual and reliable w

ith paper- 
w

ork, duties, and assignm
ents; and 

is rarely late or absent from
 school. 

C
onsistently fulfills all professional 

responsibilities to high standards. Is 
able to m

odel this elem
ent. 

 N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Standard V: Instructional Leadership. The education leader prom
otes the learning and grow

th of all students and the success of all staff by 
cultivating a shared vision that m

akes pow
erful teaching and learning the central focus of schooling. 

 

Indicator V
-A

.C
urriculum

: E
nsures that all teachers design effective and rigorous standards-based units of instruction consisting of w

ell- structured 
lessons w

ith m
easurable outcom

es. 
 V

-A
. E

le- 
m

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

 V
-A

-1. 
Standards- 
B

ased U
nit 

D
esign 

 D
oes not set the expectation that 

educators plan standards- based 
units of instruction, pro- vide 
adequate resources or support for 
this activity, and/or m

onitor or 
assess progress. 

 G
ives educators resources on how

 
to use a backw

ard design 
approach to planning stand- ards-
based units and checks that 
teachers engage in in- structional 
planning. Som

e- tim
es m

onitors 
and assesses progress and 
provides feed- back. 

 Provides support and assis- 
tance for educators and team

s to 
use a backw

ard de- sign 
approach to plan standards-
based units w

ith m
easurable 

outcom
es and challenging tasks 

requiring higher-order thinking. 
Fre- quently m

onitors and as- 
sesses progress, providing 
feedback as necessary. 

 Em
pow

ers staff to create w
ith a 

backw
ard design approach 

rigorous standards-based units of 
instruction that are aligned across 
grade levels and con- tent areas. 
C

ontinually m
oni- tors and 

assesses progress, provides 
feedback, and con- nects educators 
to additional supports as needed. 
Is able to m

odel this elem
ent. 

 V
-A

-2. 
Lesson D

e- 
velopm

ent 
Support 

 D
oes not state expectations for the 

developm
ent of w

ell- structured 
lessons, provide support to 
educators, and/or discrim

inate 
betw

een strong and w
eak lesson-

planning practices. 

 Provides lim
ited training to ed- 

ucators on how
 to develop 

w
ell-structured lessons and/or 

does not consistently address 
patterns of w

eak lesson devel- 
opm

ent practices. 

 Supports educators to de- velop 
w

ell-structured les- sons w
ith 

challenging, m
easurable 

objectives and appropriate 
student en- gagem

ent strategies, 
pacing, sequence, activities, 
m

ateri- als, technologies, and 
grouping. 

 Supports educators to collabo- rate 
on developing a series of 
interconnected, w

ell-structured 
lessons w

ith challenging objec- 
tives and appropriate student 
engagem

ent strategies, pac- ing, 
sequence, m

aterials, and grouping 
and identifies specific exem

plars 
and resources in each area. Is able 
to m

odel 
this elem

ent. 
   N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator V
-B

.  Instruction: E
nsures that instructional practices in all settings reflect high expectations regarding content and quality of effort and 

w
ork, engage all students, and are personalized to accom

m
odate diverse learning styles, needs, interests, and levels of readiness. 

 V
-B

. Ele- 
m

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

 V
-B

-1. 
Instructional 
Practices 

 D
oes not look for evidence of 

and/or cannot accurately iden- 
tify m

ore than a few
 effective 

teaching strategies and prac- tices. 

 W
hile observing practice and 

review
ing unit plans, occasion- 

ally looks for evidence of or 
accurately identifies appropri- ate 
teaching strategies and practices. 

 W
hile observing practice and 

review
ing unit plans, looks for 

and identifies a variety of 
effective teaching strategies and 
practices. 

 Ensures, through observation and 
review

 of unit plans, that teachers 
know

 and em
ploy ef- fective 

teaching strategies and practices 
w

hile teaching their content. Is 
able to m

odel this elem
ent. 

 V
-B

-2. 
Q

uality of 
Effort and 
W

ork 

 D
oes not set high expectations for 

the quality of content, stu- dent 
effort, and/or student w

ork school 
w

ide and departm
ent w

ide, or 
expectations are inap- propriate. 

 M
ay set high expectations for the 

quality of content, student effort, 
and student w

ork school w
ide and 

departm
ent w

ide, but allow
s 

expectations to be in- consistently 
applied across the school. 

 Sets and m
odels high expec- 

tations for the quality of con- 
tent, student effort, and stu- 
dent w

ork school w
ide and 

departm
ent w

ide,  and sup- 
ports educators to uphold these 
expectations consist- ently. 

 Sets and m
odels high expecta- 

tions for the quality of content, 
student effort, and student 
w

ork school w
ide and depart- 

m
ent w

ide,  and em
pow

ers ed- 
ucators and students to uphold 
these expectations consistent- 
ly. Is able to m

odel this ele- 
m

ent. 
 V

-B
-3. 

D
iverse 

Learners’ 
N

eeds 

 D
oes not look for evidence of 

and/or cannot accurately iden- 
tify m

ore than a few
 effective 

teaching strategies and prac- tices. 

 W
hile observing practice and 

review
ing unit plans, occasion- 

ally looks for evidence of or 
accurately identifies teaching 
strategies and practices that are 
appropriate for diverse learners. 

 W
hile observing practice and 

review
ing unit plans, looks for 

and identifies a variety of 
teaching strategies and prac- 
tices that are effective w

ith 
diverse learners. 

 Ensures, through observation and 
review

 of unit plans, that 
teachers know

 and em
ploy 

teaching strategies and prac- 
tices that are effective w

ith di- 
verse learners w

hile teaching 
their content. Is able to m

odel 
this elem

ent. 
  N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, and/or dem
onstrating. In this 

rubric, this level of expertise is denoted by “Is able to m
odel.” 
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Indicator V
-C

.  A
ssessm

ent: E
nsures that all teachers use a variety of form

al and inform
al m

ethods and assessm
ents to m

easure student learning, grow
th, 

and understanding and m
ake necessary adjustm

ents to their practice w
hen students are not learning. 

 

V
-C

. Ele- 
m

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

 V
-C

-1. V
ariety 

of A
ssessm

ents 

 D
oes not com

m
unicate or 

m
onitor a strategy for as- 

sessm
ents, leaving it up to 

educators to design and im
- 

plem
ent their ow

n assess- 
m

ents. 

 Provides educators w
ith som

e 
form

al assessm
ent options and 

suggests that they coordinate their 
assessm

ent practices w
ithin their 

team
s and include 

a variety of assessm
ents but does 

not m
onitor this practice. 

 Supports educator team
s to use a 

variety of form
al and inform

al 
m

ethods and as- sessm
ents, 

including com
- m

on interim
 

assessm
ents that are aligned 

across grade levels and subject 
areas. 

 Leads educator team
s to de- velop 

and im
plem

ent a com
- prehensive 

assessm
ent strate- gy that includes 

ongoing infor- m
al assessm

ent 
and com

m
on interim

 assessm
ents 

that are aligned across grade 
levels 
and subject areas. Is able to 
m

odel this elem
ent. 

 V
-C

-2. 
A

djustm
ent 

to Practice 

 D
oes not encourage or facili- tate 

team
s to review

 assess- m
ent 

data. 

 Suggests that team
s m

eet to review
 

data and plan for ad- justm
ents and 

interventions but inconsistently 
m

onitors this practice. 

 Provides planning tim
e and 

effective support for team
s to 

review
 assessm

ent data and 
identify appropriate in- 
terventions and adjustm

ents to 
practice. M

onitors educa- 
tors’ efforts and successes in 
this area. 

 Plans, facilitates, and supports 
team

 review
 m

eetings after each 
round of assessm

ents. M
onitors 

team
s’ plans, adjust- m

ents to 
instruction, and out- com

es and 
shares lessons learned w

ith others. 
Is able to m

odel this elem
ent. 

          N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator V
-D

.  E
valuation: Provides effective and tim

ely supervision and evaluation in alignm
ent w

ith state regulations and contract pro- visions, 
including: 
1. Ensures that educators pursue m

eaningful, actionable, and m
easurable professional practice and student learning goals. 

2. M
akes frequent unannounced visits to classroom

s and gives targeted and constructive feedback to teachers. 
3. Exercises sound judgm

ent in assigning ratings for perform
ance and im

pact on student learning. 
 

4. R
eview

s alignm
ent betw

een judgm
ent about practice and data about student learning, grow

th, or achievem
ent w

hen evaluating and rating 
educators and understands that the supervisor has the responsibility to confirm

 the rating in cases in w
hich a discrepan- cy exists. 

 

V
-D

. Ele- 
m

ents 

 
U

nsatisfactory 
 

N
eeds Im

provem
ent 

 
Proficient 

 
E

xem
plary 

 V
-D

-1. 
Educator 
G

oals 

 D
oes not support educators to 

develop professional prac- tice 
and/or student learning goals, 
review

 the goals for quality, 
and/or support educa- tors in 
attaining goals. 

 Supports educators and educa- tor 
team

s to develop profes- sional 
practice and student learning goals 
but does not consistently review

 
them

 for quality and/or m
onitor 

pro- gress. 

 Supports educators and ed- 
ucator team

s to develop and 
attain m

eaningful, actiona- ble, 
and m

easurable profes- sional 
practice and student learning 
goals. 

 Supports educators and educa- tor 
team

s to develop and attain 
m

eaningful, actionable, and 
m

easurable professional prac- tice 
and student learning goals and 
m

odels this process through the 
leader’s ow

n eval- uation process 
and goals. Is able to m

odel this 
elem

ent. 
 V

-D
-2. 

O
bservations 

and Feed- 
back 

 O
bserves educators only in 

form
al observation visits and/or 

does not provide hon- est 
feedback to educators w

ho are 
not perform

ing profi- ciently. 

 M
akes infrequent unan- nounced 

visits to classroom
s, rarely 

provides feedback that is specific 
and constructive, 
and/or critiques struggling edu- 
cators w

ithout providing sup- port 
to im

prove their perfor- m
ance. 

 T
ypically m

akes at least tw
o 

unannounced visits to class- 
room

s every day and pro- vides 
targeted constructive feedback to 
all educators. A

cknow
ledges 

effective practice and provides 
redi- rection and support for 
those w

hose practice is less than 
Proficient. 

 M
akes m

ultiple unannounced visits 
to classroom

s every day and 
provides targeted con- structive 
feedback w

ithin 48 hours. Engages 
w

ith all educa- tors in 
conversations about im

- 
provem

ent, celebrates effective 
practice, and provides targeted 
support to educators w

hose 
practice is less than Proficient. Is 
able to m

odel this elem
ent. 

 N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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 V
-D

-3. 
R

atings 

 A
ssigns ratings for perfor- 

m
ance, goal attainm

ent, and 
im

pact on student learning 
w

ithout collecting and analyz- 
ing sufficient and/or appropri- 
ate data or does not assign 
ratings for som

e educators. 

 A
ssigns ratings for perfor- m

ance, 
goal attainm

ent, and im
pact on 

student learning in a w
ay that is 

not consistently transparent to 
educators. 

 E
xercises sound and reliable 

judgm
ent in assigning rat- ings 

for perform
ance, goal 

attainm
ent, and im

pact on 
student learning and ensures 
that educators understand w

hy 
they received their rat- ings. 

 Exercises sound and reliable 
judgm

ent in assigning ratings for 
perform

ance, goal attain- m
ent, 

and im
pact on student learning. 

Ensures that educa- tors 
understand in detail w

hy they 
received their ratings and provides 
effective support to colleagues 
around this practice Is able to 
m

odel this elem
ent. 

 V
-D

-4. 
A

lignm
ent 

R
eview

 

 D
oes not review

 alignm
ent be- 

tw
een judgm

ent about practice 
and data about student learn- ing 
w

hen evaluating and rating 
educators. 

 O
ccasionally review

s alignm
ent 

betw
een judgm

ent about prac- tice 
and student learning data. 

 C
onsistently review

s align- m
ent 

betw
een judgm

ent about 
practice and student learning 
data and m

akes in- form
ed 

decisions about edu- cator 
support and evaluation based 
upon this review

. 

 Studies alignm
ent betw

een 
judgm

ent about practice and data 
about student learning w

hen 
evaluating and rating ed- ucators 
and provides effective support to 
colleagues around this practice. Is 
able to m

odel this elem
ent. 

                N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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Indicator V
-E

.  
D

ata-Inform
ed D

ecision M
aking: U

ses m
ultiple sources of evidence related to student learning, including state, district, school and 

departm
ent assessm

ent results and grow
th data, to inform

 school and district goals and im
prove organiza- tional perform

ance, educator 
effectiveness, and student learning. 

 V
-E

. Elem
ents 

 

U
nsatisfactory 

 

N
eeds Im

provem
ent 

 

Proficient 
 

E
xem

plary 
 V

-E-1. 
K

now
ledge 

and U
se of D

a- 
ta 

 R
elies on few

 data sources that 
do not represent the full picture 
of school and de- partm

ent 
perform

ance and/or does not 
analyze the data accurately. 

 M
ay identify m

ultiple sources of 
student learning data but these data 
do not provide m

ultiple 
perspectives on perform

ance 
and/or analysis of the data is 
som

etim
es inaccurate. 

 Identifies a range of appro- 
priate data sources and ef- 
fectively analyzes the data for 
decision-m

aking purpos- es. 

 Leads educator team
s to iden- tify 

a range of appropriate data 
sources, including non- traditional 
inform

ation that of- fers a unique 
perspective on school 
perform

ance, and m
od- els 

effective data analysis for staff. Is 
able to m

odel this ele- m
ent. 

 V
-E-2. School 

and D
istrict 

G
oals 

 G
athers lim

ited inform
ation on 

the school’s and depart- m
ent’s 

strengths and w
eak- nesses 

and/or does not use these data 
to inform

 school plans or 
actions. 

 A
ssesses the school’s and de- 

partm
ent’s strengths and 

w
eaknesses using data that are not 

carefully analyzed and/or w
rites 

an unfocused strategic plan. 

 U
ses data to accurately as- sess 

the school’s and de- partm
ent’s 

strengths and ar- eas for 
im

provem
ent to in- form

 the 
creation of focused, m

easurable 
departm

ent, school, and district 
goals. 

 Involves stakeholders in a 
com

prehensive diagnosis of the 
school’s and departm

ent’s 
strengths and w

eaknesses us- ing 
appropriate data and leads a 
collaborative process to de- velop 
a focused, results- oriented 
strategic plan w

ith an- nual goals. 
Is able to m

odel 
this elem

ent. 
 V

-E-3. 
Im

provem
ent 

of Perfor- 
m

ance, Effec- 
tiveness, and 
Learning 

 D
oes not share assessm

ent data 
w

ith faculty, use data 
to m

ake adjustm
ents to 

school and departm
ent plans, 

and/or m
odel appro- priate 

data analysis strate- gies. 

 Shares lim
ited data w

ith faculty to 
identify student and/or edu- cator 
subgroups that need support; 
provides lim

ited assis- tance to 
educator team

s in us- ing data to 
im

prove perfor- m
ance. 

 U
ses m

ultiple data sources to 
evaluate educator and school 
and departm

ent per- form
ance. 

Provides educator team
s w

ith 
disaggregated assessm

ent data 
and assists faculty in identifying 
stu- dents w

ho need additional 
support. 

 Leads team
s to disaggregate data 

and identify individuals or groups 
of students w

ho need support. 
Em

pow
ers educators to use a 

range of data sources to pinpoint 
areas for their ow

n and school 
w

ide and depart- m
ent w

ide 
im

provem
ent. Is able to m

odel 
this elem

ent. 

N
ote: A

t the Exem
plary level, an educator’s level of expertise is such that they are able to m

odel this elem
ent through training, teaching, coaching, assisting, and/or dem

onstrating. In this 
rubric, this level of expertise is denoted by “Is able to m

odel.” 
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   N

ote: A
t the Exem

plary level, an educator’s level of expertise is such that they are able to m
odel this elem

ent through training, teaching, coaching, assisting, 
and/or dem

onstrating. In this rubric, this level of expertise is denoted by “Is able to m
odel.” 

 

Indicator V
-F.   Professional C

ulture. Prom
otes success for all students by nurturing and sustaining a school culture of reflective prac- tice, high 

expectations, and continuous learning for staff. 
 V

-F. E
lem

ents 
 

U
nsatisfactory 

 

N
eeds Im

provem
ent 

 
Proficient 

 

E
xem

plary 
 V

-F-1. 
R

ecruitm
ent 

and H
iring 

Strategies 

 D
oes not successfully lead the re- 

cruitm
ent and hiring process. 

 Leads the recruitm
ent and hiring pro- cess 

but does not consistently identify effective 
educators. 

 L
eads the school’s recruitm

ent and 
hiring process and, through it, 
consistently identifies effective 
educators w

ho share the school’s 
m

ission. 

 C
onsistently identifies effective educa- 

tors w
ho share the school’s m

ission. 
Em

pow
ers faculty m

em
bers to share 

in a structured, consistent interview
 

process. Is able to m
odel this ele- m

ent. 

 V
-F-2. Tw

o-
W

ay 
C

om
m

unica- 
tion 

 D
oes not set clear expectations for or 

provide support to educator to com
- 

m
unicate w

ith fam
ilies. School and 

class- room
 com

m
unication regarding 

student learning and perform
ance 

prim
arily oc- curs through report cards. 

 M
ay set expectations for and provide 

lim
ited support to educators to com

- 
m

unicate w
ith fam

ilies but does not 
stress the im

portance of tw
o-w

ay com
- 

m
unication channels. School and class- 

room
 com

m
unication regarding student 

learning and perform
ance prim

arily oc- 
curs through new

sletters and other one- 
w

ay m
edia. 

 Sets clear expectations for and 
provides support to educators to 
com

m
unicate regularly w

ith fam
i- lies 

using tw
o-w

ay com
m

unication 
channels, including careful and prom

pt 
response to com

m
unica- tions from

 
fam

ilies. Supports edu- cators to 
m

axim
ize the num

ber of face-to-face 
fam

ily/teacher interac- tions. 

 Sets clear expectations for and provides 
differentiated support to ensure that all 
educators design and im

plem
ent fre- 

quent personalized com
m

unications, 
respond carefully and prom

ptly to 
com

- m
unications from

 fam
ilies, and 

solicit feedback from
 fam

ilies that 
inform

s im
provem

ent to 
com

m
unication plans. Is able to m

odel 
this elem

ent. 
 V

-F-3. 
M

eetings 

 Leads m
eetings that lack clear pur- 

pose and/or are prim
arily used for one-

w
ay inform

ational updates. 

 Leads m
eetings that include both one- w

ay 
inform

ational updates and partic- ipatory 
activities focused on m

atters of 
consequence. 

 Plans and leads w
ell-run and en- 

gaging m
eetings that have clear 

purpose, focus on m
atters of con- 

sequence, and engage participants in a 
thoughtful and productive se- ries of 
conversations and delibera- tions about 
im

portant school m
at- ters. 

 Plans and facilitates staff-led, engag- ing 
m

eetings in w
hich sm

all groups of 
educators learn together and create 
solutions to instructional issues. Is able to 
m

odel this elem
ent. 

 V
-F-4. 

R
esponse to 

D
isagreem

ent 

 

D
oes not respond to disagreem

ent or 
dissent and/or does not use appropri- ate, 
respectful, non-confrontational 
approaches. 

 M
ay respond respectfully to disa- 

greem
ent and dissent, but responds 

inconsistently and does not alw
ays 

em
ploy a non-confrontational ap- 

proach 

 E
m

ploys a non-confrontational ap- 
proach for responding respectfully and 
appropriately to disagreem

ent and 
dissent, using both as oppor- tunities 
for learning 

 M
odels a variety of strategies for re- 

sponding respectfully and effectively to 
disagreem

ent and dissent, using both as 
opportunities for learning. Is able to 
m

odel this elem
ent. 




