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Introduction 
 

The purposes of the Administrator Evaluation and Professional Learning Plan are to: 
 
♦ Assist administrators in their efforts to strengthen teaching and learning in their schools 
by engaging in a school improvement process 
♦ Determine his/her effectiveness in providing instructional leadership in his/her school’s 
community of educators and learners, and 
♦ Guide the professional learning of school administrators specific to, and supportive of, 
their roles and responsibilities. 

 
To drive professional learning and evaluation of its administrators, the Trumbull Public 

Schools (TPS) will use the  Connecticut School Leadership Standards (CSLS) (Appendix A), 
the Connecticut Code of Professional Responsibilities for School Administrators (Appendix B), 
and the TPS Strategic Planning Process (Appendix C) for school improvement.  These 
documents are inherently aligned with each other, provide definitions for effective leadership 
and its role in school improvement, and provide comprehensive and cohesive guidance for 
continual professional growth in service of improved student achievement.  In addition, the 
TPS strategic plan together with its annual improvement initiatives is guided by state, national, 
and local standards and assessments, including Connecticut’s Common Core of Learning, K-12 
Curriculum Frameworks, and CMT/CAPT/ SBAC Assessments.  It is expected that 
administrators and teachers will collaborate on all curriculum initiatives relative to improving 
student learning and achievement.  The school leader’s formative and summative evaluations 
will center around her/his efficacy in bringing about measurable improvement in student 
learning, ongoing teacher development, curricular and programmatic enhancement, and a 
school culture that prides itself on continuous improvement.  
 

To stimulate reflection on practice, both formative and summative evaluation activities 
include a strong self-assessment component that is heavily reliant on the analysis of 
performance and achievement data.  Evaluation requirements, timelines and procedures are 
articulated in the body of this document, on page 7.  The plan will be consistently followed in 
order to afford all administrators development, improvement, and accountability opportunities. 
The evaluation requirements, activities and processes of the plan’s implementation enable its 
purposes to be fulfilled. The Superintendent or his/her designee will develop evaluations of 
administrators according to the organizational chart in Appendix D. 
 

The Superintendent is grateful for the generous commitment of the following certified staff 
members in the development of this plan: 

 
Tammy Baillargeon, TEA, Teacher, Booth Hill School   

  Valerie Forshaw, TAA, Principal, Madison Middle School 
Marc Guarino, TAA, Principal, Trumbull High School 
Michael McGrath, Ph.D., Assistant Superintendent 
Laura McNaughton, Teacher, TEA, Trumbull High School  
Jacqueline Norcel, TAA, Principal, Frenchtown School 

  Paula Teixeira, TEA, Teacher, Madison Middle School   
       

 
The plan was approved by the Board of Education at the October 7, 2014 meeting. 
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The Induction Phase 
 

Given the diversity and development of TPS administrators based on years of experience, 
professional development opportunities, and the career ladder, this plan seeks to provide a 
differentiated approach for its administrators.  New administrators will participate in a more 
intense support and development process than those administrators who have “met the threshold” 
through granting of tenure and their years of experience in the TPS. 
 

Administrators will participate in the plan’s Induction Phase until such time as they are 
granted tenure by the BOE, or until they have served as an administrator for a two-year period. 
Administrators new to TPS with prior administrative experience as well as those who will for the 
first time serve under an administrative certificate will participate in the Induction Phase of the 
plan.  
 

In order to provide adequate support, administrators in the Induction Phase will meet 
informally with their supervisors on a monthly basis.  These monthly meetings will supplement 
the more formal growth opportunities provided by the goal setting meeting at the beginning of 
the year, and the mid-year and end-of-year conferences.  In addition, for the first of the two years 
in the induction phase, new administrators will be assigned a mentor from the administrative 
ranks to provide ongoing support and coaching.  It is the expectation that the new administrator 
will take full advantage of the expertise and wisdom of both his/her assigned mentor and his 
supervisor in helping to acclimate to his/her new position and to fully meet the standards and 
expectations of the TPS.  If the administrator wishes to extend mentoring to his/her second year, 
this can be arranged with his/her existing mentor, or with another mentor if the first is 
unavailable. Time for mentor/new administrator meetings should be scheduled between the two 
at mutually convenient and agreed upon times.  If it is decided and agreed to by both parties that 
time for support meetings between the new administrator and his/her mentor should take place 
during the school work day, meeting time will be supported by the Superintendent. 
 

An initial and ongoing orientation process will be available for new administrators.  At a 
minimum, this will include initial training on the student management system, the teacher 
evaluation plan and its differentiated approach to supervision and evaluation, critical personnel 
policies, expectations for implementation of the TPS emergency and safety procedures, 
expectations for implementation of student conduct and disciplinary plans, and the administrator 
evaluation plan.  Additional meetings will be provided during the school year to provide 
information and skill building in the implementation of the district’s strategic planning process 
(Appendix C) for school improvement, administrator responsibilities relative to the teacher 
evaluation plan, the use of student work samples to inform teaching and learning (“Looking at 
Student Work” -LASW), and effective use of the district’s database for reporting, analysis, and 
decision making. 
 

The new administrator’s immediate supervisor is responsible for specific induction 
activities, particularly those directly related to the administrator’s school-specific job description, 
and those directly associated with the administrator evaluation plan.  The supervisor will assist 
the new administrator as he/she seeks to understand the district’s standards and performance 
indicators and expectations for the evaluation process, and will assist the new administrator in 
developing and understanding his/her responsibilities regarding the school’s improvement plan.  
It is expected that in addition to formal opportunities provided by the mid-year and end-of-year 
supervisory conferences, formative feedback will be provided on a regular basis to the new 
administrator by his/her immediate supervisor toward the district’s vision of effective teaching 
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and learning.  In addition, the mentor will provide collegial feedback to the new administrator 
unassociated with his/her written evaluation.  Formative feedback, provided by the immediate 
supervisor and/or the mentor through the coaching process, is intended to empower appropriate 
and ever-improving decision-making on the part of the new administrator.  The new 
administrator should view suggestions provided during the coaching, supervision and evaluation 
processes, as a tool for reflection and ongoing improvement. 
 

While the CSLS provides a primary framework for new administrator evaluation, the new 
administrator’s ability to enact the School’s Improvement Plan (SIP) framework as a means of 
planning for school improvement is of utmost importance.  It is expected that anyone in an 
administrative position will utilize exemplary facilitative and collaborative practices in his/her 
work with the school community. The TPS believes that facilitative and collaborative skills are a 
pre-requisite for any administrator engaged in school improvement activities. 
 

The new administrator’s individual professional learning needs will be identified in 
collaboration with his/her supervisor. Identified needs and a plan to meet them will be developed 
in service of the improvement goals for the school in which the administrator serves, and in the 
interest of raising achievement levels for the school’s students.  The new administrator will be 
included in all professional learning activities provided by the district for all administrators 
relative to their roles in school improvement, and he/she is encouraged to maximally participate 
in these offerings. 
 

Continuous Professional Growth Opportunities 
 

Once the new administrator completes the Induction Phase of the professional 
learning/evaluation plan, he/she moves into the Professional Growth Phase.  Similar to 
expectations for new school leaders, the tenured school administrator is held accountable for 
meeting CSLS expectations, enacting the district’s strategic planning process for school 
improvement, and meeting all guidelines in the Connecticut Code of Professional 
Responsibilities.  The primary difference in the implementation of the plan for the two phases of 
evaluation and professional learning is the intensity of support provided.  It is expected that 
tenured, experienced administrators will function with a greater degree of autonomy, require less 
rigorous monitoring, and derive maximum benefits from a more self-directed structure for 
improvement and support. 
 

An essential administrator responsibility is the compilation, assessment, analysis, 
interpretation, and explanation of student and teacher data to define the state of teaching and 
learning.  Inclusion of data from standardized tests (CMT/CAPT/SBAC), and teacher-developed 
student performance measures, as well as samples of student work, will serve as the basis of 
analysis for individual growth goals and school improvement plans. 
 

On an annual basis, each administrator will develop goals related to an analysis of his/her 
own learning/growth needs, results related to the implementation of  SIP framework, 
achievement data for students in his/her school, and teacher evaluation data (Attachment C).  
Data from these sources not only contribute to the administrator’s goals, but also simultaneously 
feed into the school improvement plan using the district’s strategic planning process.  In 
collaboration with the school’s leadership team, and other stakeholders, the administrator will 
develop an action plan for improvement for his/her school that addresses identified school needs.  
The administrator will share with the entire school community, including parents, the current 
improvement plan addressing identified needs, and progress made toward school goals.  
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School administrators on the Professional Growth Phase of the plan will receive 
formative feedback on progress made toward their goals and their school’s strategic plan for 
improvement.  While mid-year and end-of-year conferences with their supervisor will be used as 
the primary vehicle for feedback to administrators, regular informal conferences between the 
administrator and his/her supervisor should assist the school administrator with analysis of 
progress, and adjustments to his/her goals and school improvement plans as necessary to achieve 
desired results.    
 

Training, support, and opportunities for collaboration will be provided by the district and 
through external resources to empower the school administrator to enact the CSLS and to 
implement the SIP framework as a tool for school improvement.  Time for administrators to 
work together to share their understandings of learning and best practices and to learn from 
colleagues’ experiences will be provided and supported by the TPS.  A professional learning 
activity schedule will be developed annually by the Teacher/Administrator Supervision 
Evaluation Professional Learning Committee in collaboration with school leaders to address 
needs. Research-based practices will be highlighted during Professional Learning offerings, and 
ongoing opportunities to practice data-based decision making will be offered to school 
administrators as part of the work day, during school recesses, and in after-school activities. 
 

Reflection, self-assessment, and analysis of data, including feedback from stakeholders, 
concerning his/her own work will be an integral part of the administrators’ professional learning 
and evaluation plan.  The Educational Leadership Self Inventory (ELSI) can be used as an 
optional individual framework for reflection for those administrators on Developing or Below 
Standard status.  (Appendix E).  A formative mid-year conference and a more summative end-of-
year conference between the administrator and supervisor allow for collaboration in analyzing 
the progress made on agreed upon goals and school improvement initiatives.  In addition, formal 
conferences allow  administrators to articulate their accomplishments in engaging their staff in 
discourse about curriculum, standard setting, teaching and learning strategies, teaching tools, 
support strategies, and community and parent involvement.  Mid and end-of-year conferences 
provide an opportunity for  administrators to share evidence of how they have engaged the entire 
school community in conversations about teaching and learning in service of continuous 
improvement using the SIP as a framework for improvement.  It is understood that the school 
administrator cannot meet such rigorous standards alone.  Therefore, evaluation is based on the 
degree to which the administrator engages the school leadership team and the entire staff and 
stakeholders in improving student learning within the school. 
 

The heart of the administrator’s evaluation program will be his/her self-assessment 
against a set of rigorous standards.  Following the end-of-year conference, all administrators, 
regardless of the phase of the plan they are on, will report progress on his/her annual goals using 
Attachment C.  Using Attachment C, the administrator will develop a comprehensive written 
performance and data-based self-assessment aligned with the performance standards articulated 
in the CSLS, and providing evidence of the effective use of the SIP framework as a vehicle for 
school improvement.   The administrator’s supervisor will provide attestation in a brief 
addendum to the administrator’s written documents.  
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Defined Professional Intervention Process 
 

School leadership requires specialized knowledge, skill, and dispositions to effectively 
juggle its responsibilities and expectations for exemplary performance.  It is the intention of the 
evaluation and professional learning plan to support administrators as they seek to meet the 
standards and expectations set for them by the state, the TPS, the school community, and the 
larger community that puts its faith in public education.   When an administrator is rated 
Developing or Below Standard and is unable to demonstrate that he/she has met the standards set 
forth by the TPS, the following procedures and methods of support will be applied with the goal 
of improved performance: 

 
♦ It is expected that administrators in the Induction Phase of the plan will meet district 

standards in a developmentally appropriate way.  If, at any time during the induction 
phase, critical performance issues are identified, the supervisor will initiate an 
intensive program of support and remediation using Attachment B.  The program will 
include establishing an action plan, which will be reviewed at the end of a six month 
period or at the end of the school year, for remediation accompanied by an intensive 
support structure, with a minimum of four school site observations completed by the 
supervisor and, as is deemed appropriate, the administrator’s mentor.  It is expected 
that by the middle of the second year of the induction phase, performance will have 
significantly improved and areas of performance formerly noted as Developing or 
Below Standard will have been strengthened to the satisfaction of the supervisor. 
 

♦ In the case where administrators in the Professional Growth Phase have been or are 
rated Developing or Below Standard as set forth in this plan, a program of 
remediation and support will be developed, including a focused action plan and an 
aligned structure of support to assist the administrator in meeting improvement 
targets (Attachment B).   Similar to expectations for administrators in the Induction 
Phase, tenured administrators are held accountable for meeting standards set in the 
CSLS and for effectively applying the SIP framework in their school improvement 
processes.  Administrators in the Professional Growth Phase of the plan will be given 
one year of intensive support, which will be reviewed at the end of a six month period 
or at the end of the school year, to demonstrate that identified Developing or Below 
Standard status have been corrected, and that they can capably lead their schools in 
the areas of teaching and learning.  A minimum of four school site observations will 
be held between the administrator and his/her supervisor to provide guided assistance 
in restoring proficient or exemplary status.  Opportunities for peer support will be 
provided as appropriate.   
 

♦ The Intervention Phase will be completed when an assessment of progress, written by 
the supervisor, indicates marked growth and improvement in identified areas 
(Attachment D).  This review will be accompanied by a thorough and data-based self-
assessment indicating that areas of weakness have been adequately addressed 
(Attachment B). If sufficient progress is made, the administrator will then move back 
to the professional growth phase, Proficient or Exemplary or forward to the 
professional growth phase (in the case of a new administrator). 
 

♦ If insufficient progress is made to improve performance, counseling and support will 
be suggested and offered through the Human Resources Department.  Peer coaching, 
and assistance will be requested from the Trumbull Administrator’s Association 
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(TAA).  Failure to satisfactorily meet performance standards set forth in this plan 
through the intervention process within six months may result in a recommendation 
of non-renewal to the Superintendent of Schools for his/her consideration and action. 

 
♦ Novice educators shall generally be deemed effective if said educator receives at least 

two consecutive Proficient or Exemplary ratings, one of which must be earned in the 
fourth year of a novice educator’s career.  A Below Standard rating shall only be 
permitted in the first year of a novice educator’s career, assuming a pattern of growth 
in year two and two consecutive Proficient or Exemplary ratings in years three and 
four. 

 
A post-tenure educator shall generally be deemed ineffective if said educator received 
at least two consecutive Developing ratings or one Below Standard rating at any time.   

 
Calculations are determined from the Summative Rating Matric (page 27). 
 

Dispute Resolution Process 
 

 In the event that the evaluator and administrator cannot agree on objectives, the 
evaluation period, feedback, or the professional development plan, a second meeting shall be 
convened so that the administrator and the evaluator may bring a peer advocate, who can be a 
TAA member, to strive for a mutual agreement.  If no resolution is reached, the disagreement will 
be forwarded and a meeting will convene with the administrator, evaluator and superintendent for 
resolution.  The superintendent is the final decision maker when a resolution cannot be reached. 
 
 It should be noted that although a written performance summary should strive to be 
collaboratively crafted document, absolute mutual agreement may not always be the result of said 
collaboration.  If an administrator strongly disagrees with the year-end assessment that is written, 
the administrator should add a statement relative to the nature of the disagreement before signing 
the document. 

 
 

The Professional Learning Component 
 

The Teacher/Administrator Supervisory Evaluation and Professional Learning Plan 
inherently seeks to provide a framework for administrator growth and development over time.  
Both district-wide and individualized professional learning activities should be directly aligned 
with specific areas of the CSLS, the Connecticut Code of Professional Responsibility, goals set by 
the administrator and agreed to by his/her supervisor, district-wide and school goals and 
initiatives, and the SIP framework.  In addition, the enhancement of teacher and student learning 
and performance will be embedded in all professional learning activities.  

 
Time for administrators will be provided to collaborate and share understandings of 

leadership and instructional practices.  Regular administrator meetings will provide such 
opportunities, and special professional learning activities will be offered to extend learning to 
assist administrators in meeting expectations for their performance. At a minimum, Professional 
Learning activities will be provided for administrators in the areas of: 

 
♦ Teacher evaluation and supervision for improved performance 
♦ Data collection and analysis for improved decision making and school improvement 
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♦ Technology as a tool for effective school management and enhanced teaching and 
learning  

♦ Curriculum standards and their alignment with what is taught and tested 
♦ Research-based learning theory to support differentiated and appropriate instruction 
♦ Collaborative leadership strategies for school improvement 
♦ Effective management of staff, physical plant, and policy implementation 
♦ School climate and safety  
♦ A culture driven by a district commitment to school climate and safety 
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EVALUATION REQUIREMENTS, TIMELINES, AND PROCEDURES 
 

 

PHASE OF 
EVALUATOR 

DEVELOPMENT 
GOAL 

SETTING 
SUPPORT 

PROCESSES 
MID YEAR 

CONFERENCE 
END OF YEAR 
CONFERENCE 

PERFORMANCE 
SUMMARY 

Induction  
Phase 
 

By October 31st  
 
�Attachment A 
 
 

�Orientation     
program 

�Mentor assigned 
for first year  

Minimum four 
school site 
observations-at 
least two by 
January 15th  

�Formative feedback 

�Professional 
Learning 

�Support from TAA 
 

By January 31st 

  
�Attachment B1 
 

By June 15th  
 
�Attachment C 
 
 
 
 

By end of  
school year 
 
�Attachment D 

Professional  
Growth  
 
Exemplary 
 
Proficient 

By October 31st  
 
�Attachment A 
 
 

�Self-directed 
�Minimum two 
school site 
observations by June 
15th  
�Professional 
Learning 
�Support from TAA 
 

By January 31st  By June 15th  
 
�Attachment C 

By end of  
school year 
 
�Attachment D 

  
Developing 
 
Below 
Standard 

By October 31st   
 
�Attachment A 
 
 
 

�Intensive action 
plan for remediation 
defined by 
supervisor 
�Minimum of four 
school site 
observations by end 
of 6 month 
intervention period, 
or end of school year 
(whichever comes 
first)   
�Attachment C 

�Peer coaching 
and/or assistance 
from TAA 
 

By January 31st  
 
�Attachment B 

By June 15th  
 
�Attachment C 

By end of 6 
month 
intervention 
period, or end 
of school year 
(whichever 
comes first) 
 
�Attachment D 
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Attachment A 
          (Administrator) 
 

Goal Setting Worksheet 
 
Name ___________________________________________  School___________________ 
        Date____________________ 
 
Annual Goal(s) for the school year (Sept. – June) 
(The desired objective(s) to be achieved and alignment with specific standards of the CSLS and indicators of student 
performance, including SPI and locally determined indicators.) 
 
 
 
 
 
 
 
 
 
 
 
Action plan to be used to attain goal(s): 
 
 
 
 
 
 
 
Evidence of goal(s) attainment: 
(Student learning indicators, Performance and Practice, Stakeholder Feedback, and Teacher Effectiveness) 
 
 
 
 
 
 
 
 
Desired support from supervisor: 
 
 
 
 
 
 
 
___________________________________________________________________________ 
Administrator’s signature/date    Evaluator’s signature/date 
 
 
*High School Administrators must include cohort graduation rates and the extended 
graduation dates.           
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Attachment B 
            (Administrator) 
 
 

Mid-Year Action Plan for Targeted Improvement for   
Developing and Below Standard Administrators 

 
 
Name ___________________________________________  School___________________ 
        Date____________________ 
 
Specific expectations/standards needing improvement: 
(Specific standards of CSLS, leadership activities related to student learning or guidelines of the Code for 
Professional Responsibilities for School Administrators) 
 
 
 
 
 
 
 
Action plan to address recommended improvements: 
 
 
 
 
 
 
 
 
Anticipated results of improvement plan: 
(Expected measures of success and progress toward improvement)  
 
 
 
 
 
 
 
 
Desired assistance from supervisor: 
 
 
 
 
 
 
 
___________________________________________________________________________ 
Administrator’s signature/date    Evaluator’s signature/date 
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Attachment B1  
(Administrator) 

 
Mid-Year Non-tenured Administrator’s Self-Assessment  

of Leadership Improvements 
 
 
Name ___________________________________________  School___________________ 
        Date____________________ 
 

 
Reflections on progress, improvements made, and supportive data: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
__________________________________________________________________________ 
Administrator’s signature/date    Evaluator’s signature/date 
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Attachment C 

                         (Administrator) 
 

Annual Self-Assessment 
 
Name ___________________________________________  School___________________ 
        Date____________________ 
 
 
Describe the progress you have made leading your school in its improvement efforts based on the CSLS 
and Student Learning.  Be sure to include initiatives that you have introduced, data you used to assess that 
initiative, and strides you have made in actualizing that initiative. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
_________________________________________________________________________________ 
Administrator’s signature/date    Evaluator’s signature/date 
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    	 	 	 	 																					Attachment	D-Evaluator	
	 	 	 	 	 	 	 	 	 	 	 	(Page	1	of	2)	

Administrator	Performance	Rubric	Summary	
Year		_______________						School(s)________________________________________	

Administrator:	_______________________________________________							Date:			
Supervisor:  ___________________________________________         Date:			    

 

 
 

Evaluator:    ____________________________________________                          Date:  ____________________                
 

Administrator:  __________________________________________                          Date: _____________________    

Score (Please check appropriate score):   1 = Below Standard               3 = Proficient    
 2  = Developing                     4 = Exemplary      

     

                    Performance Expectation 1:  Vision, Mission, Goals     
A.  High Expectations for All     
B.  Shared Commitments to Implement and Sustain the VMG     
C.  Continuous Improvement toward the VMG     

Score                                   1 2 3 4 
Performance Expectation 2:  Teaching and Learning 

A.  Strong Professional Culture     
B.  Curriculum and Instruction     
C.  Assessment and Accountability     

Score 2 4 6 8 
Performance Expectation 3:  Organizational Systems and Staff 

A.  Welfare of Students, Faculty and Staff     
B.  Operational Systems     
C.  Fiscal and Human Resources     

Score 1 2 3 4 
Performance Expectation 4:  Families and Stakeholders 

A.  Collaboration with Families and Community Members     
B.  Community Interests and Needs     
C.  Community Resources     

Score 1 2 3 4 
Performance Expectation 5:  Ethics and Integrity 

A. Ethical and Legal Standards of the Profession     
B. Personal Values and Beliefs     
C. High Standards for Self and Others     

Score 1 2 3 4 
Performance Expectation 6:  The Education System 

A. Professional Influence     

B.  The Educational Policy Environment     
C.  Policy Engagement     

Score 1 2 3 4 
40% Administrator Performance and Practice 
Composite Score (Please circle score):         1 =  7-11         2 = 12-17        3 = 18-23           4 = 24-28 
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Attachment D-Evaluator 
      (Page 2 of 2) 

              
 

Administrator Performance Rubric Summary (Continued) 
 

Meeting Dates: 
Goal Setting Conference:         _________________                                Mid Year Conference:  _________________ 
End of Year Conference:         _________________ 

School Site Conference:           _______________  _______________  ________________   ______________   _______________ 
Observations:                            _______________  _______________   _______________    ______________   _______________ 

 
 

Administrator Rating Breakdown: 
45%:      ______   Student Learning Indicators 
  5%:      ______   Teacher Effectiveness 
40%:      ______   Performance and Practice 
10%:      ______   Stakeholder Feedback 
 
Total Score:  ________ 
 
Summary 
A brief summative statement may be included with this evaluation; the evaluator may address the following: 

§ Areas of Strength/Commendations 
§ Professional Goal Progress 
§ Areas of Growth Needed 
§ Supervisor/evaluator and teacher must mutually agree on an area of focus for continuous improvement and document 

in the Summative Statement below. 
 

Summative Statement (Optional): 
 
 
 
 

 
Signature indicates that the Administrator received a copy. 
Supervisor:  Date:  
 
Evaluator:  Date:  
 
Teacher:  Date:  
 
 
 

 
 
   

 
Additional Comments (Administrator: Use this space to note any exceptions to comments made above or elsewhere in this 
evaluation.  Use additional sheets, as necessary.) If any issues/concerns arise, the administrator may request an additional 
conference with the supervisor/evaluator. 
 
 

 
*Specific administrator competencies described in the Administrator Performance Rubric Summary and from the 
Connecticut School Leadership Standards (CSLS). 
 
Stakeholder Feedback – Central Office administrators must be rated on feedback from the stakeholders whom the 
administrator directly serves.  Feedback must be based on elements and indicators within the Connecticut Leadership 
Standards and will be kept anonymous and will demonstrate validity and reliability. 
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Administrator Performance Rubric Summary Description 
Copyright © April, 2013, Trumbull Public Schools (TPS).  All rights reserved. 

The Teacher/Administrator Supervision Evaluation and Professional Learning Committee created the new 
yearly Administrator Performance Rubric Summary with opportunity for input from administrators and 
teachers.  The new Rubric Summary provides the administrator and the supervisor with clear indicators of 
accomplishments and for continuous improvement.  The descriptive performance expectations in the 
rubric are linked to the Connecticut School Leadership Standards (CSLS).  Trumbull’s Rubric is based on 
the six performance expectations which are:  Performance Expectation 1:  Vision, Mission and Goals; 
Performance Expectation 2:  Teaching and Learning; Performance Expectation 3:  Organizational 
Systems and Safety; Performance Expectation 4:  Families and Stakeholders; Performance Expectation 5:  
Ethics and Integrity; and, Performance Expectation 6:  The Education System.  The rubric summary is 
used as an analytic tool to provide feedback for administrators to help them plan for further professional 
growth.  As part of the dialogue at the End of Year Performance Conference, the supervisor will use the 
rubric and matrix to assess the yearly performance. 
 
The rubric being used is based on the Connecticut School Leadership Standards (CSLS).   
 
The six performance continuum columns for each discipline rubric, reading from left to right, were given 
a rating of 1 through 4 by the Administrator Supervision Evaluation and Professional Learning 
Committee, as outlined below: 
    

1. Below Standard 
2. Developing 
3. Proficient 
4. Exemplary  
 

The ratings from the rubric will be recorded on Attachment D.  The Teaching and Learning Performance 
Expectation will weigh twice as much as any other performance expectation.  Student Learning Indicators 
will include the following:  School Performance Indicators (SPI) progress from year to year, SPI progress 
from student sub-groups, two locally determined indicators, one of which will include, for the high 
school, graduation percentage.  Performance ratings will include the following requirements:  at least two 
school site observations for any Exemplary or Proficient administrators and at least four school site 
observations for new to the district administrators, and administrators receiving Developing or Below 
Standard rating.   
 
Evaluators of all administrators, excluding building principals, will receive four site observations.  The 
feedback instrument, based on the elements and indicators of the CSLS, will be determined by the 
Superintendent to help the administrator gather relevant data and/or a clear outline of how the data will be 
captured and reviewed.  Five percent of teacher effectiveness outcomes is measured by the percentage of 
teachers meeting the student learning objectives as indicated in their performance evaluations.  For 
Assistant Principals, measures of teacher effectiveness focus only on teachers they are responsible for 
evaluating.  If the building administrator job duties do not include teacher evaluation, the teacher 
effectiveness rating for the Principal will apply.  
 
During the end of year conference, the administrator will share artifacts, student data, stakeholder 
feedback, and any other pertinent evidence.  Attachment D will be completed by the supervisor and given 
to the administrator for signature and further discussion if necessary.  If any issues/concerns arise, the 
administrator may request an additional conference with the supervisor. 
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I.  PERFORMANCE	EXPECTION	1:		VISION,	MISSION,	GOALS	(VMG)	
Element	A:		High	Expectations	For	All 

 Exemplary Proficient Developing Below Standard 
1.		Uses	varied	sources	of	
information.		Analysis	data	
and	current	practices	and	
outcomes	to	shape	the	
VMG.	
	

• Adm.	consistently	uses	a	
variety	of	information	
and	frequently	analyzes	
data	to	shape	the	VMG.	

• VMG	are	paramount	and	
reflect	as	the	common	
thread	in	the	culture	of	the	
building.	

	

• Adm.	adequately	uses	
supportive	information	
and	often	analyzes	data	
to	shape	the	VMG.	

• VMG	are	prominent	and	
evident	throughout	the	
culture	of	the	building.			
	

	

• Adm.	uses	some	
information	to	shape	
VMG	and	at	times	
analyzes	the	data	to	
shape	the	VMG.	

• VMG	are	somewhat	
visible	throughout	the	
culture	building.	

	

• Adm.	does	not	use	
information	to	shape	the	
VMG	nor	analyzes	any	
data	with	regard	to	the	
VMG.	

• VMG	are	not	present	in	
the	culture	of	the	
building.	

2.		Alignment	of	VMG	to	
district,	state,	and	federal	
policies.	
	

• Adm.	VMG	are	strongly	
aligned	to	the	district,	
state,	and	federal	
policies.	

 

• Adm.	VMG	are	sufficiently	
aligned	to	the	district,	
state,	and	federal	policies.	

 

• Adm.	VMG	are	somewhat	
aligned	to	the	district,	state,	
and	federal	policies.		

 

• Adm.	VMG	are	not	aligned	
to	the	district,	state,	state,	
federal	policies.	

 

3.		Incorporates	diverse	
perspectives	and	
collaborates	with	all	
stakeholders	to	develop	a	
shared	VMG	so	that	all	
students	have	equitable	and	
effective	learning	
opportunities.	
	

• Adm.	possesses	a	
creative	and	meaningful	
perspective	to	
incorporate	his/her	
VMG.	

• Adm.	consistently	
collaborates	with	all	
stakeholders.	

 

• Adm.	possesses	a	
challenging	and	functional	
perspective	to	
incorporate	his/her	VMG.	

• Adm.	often	collaborates	
with	all	stakeholders.	

 

• Adm.	attempts	to	employ	
some	perspective	to	
incorporate	his/her	VMG.	

• Adm.	occasionally	
collaborates	with	all	
stakeholders.	

 

• Adm.	does	not	possess	a	
perspective	nor	vision	to	
incorporate	his/her	
VMG.		

• Adm.	does	not	
collaborate	with	
stakeholders.		

 

Attributes	
§ Alignment	of	VMG	
§ Diverse	perspectives	
§ Collaboration	with	all	stakeholders	
§ Equitable	and	effective	learning	opportunities	for	all	

	
 

Copyright © March, 2015, Trumbull Public Schools (TPS).  All rights reserved.	
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I. PERFORMANCE	EXPECTATION	1:		VISION,	MISSION,	GOALS	(VMG)	

							Element	C:		Continuous	Improvement	Toward	the	VMG	
 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Uses	data	systems,	
research	and	other	
information	from	all	
stakeholders	to	identify	
gaps,	outcomes,	areas	of	
improvement	and	shape	
programs	for	monitoring	
and	revision.	 

�	Adm.	uses	a	plethora	of	
data	and	research	from	all	
stakeholders	to	acquire	
information.		All	information	
systems	identify	strengths,	
gaps	and	areas	of	
improvement.		All	data	is	
used	to	shape	programs	and	
carry	out	revisions. 

�	Adm.	uses	sufficient	data	
to	acquire	information	and	
research	from	all	
stakeholders.		Many	
elements	of	information	
systems	identify	strengths,	
gaps	and	areas	of	
improvement.		Sufficient	
data	is	used	to	shape	
programs	and	carry	out	
revisions. 

�	Adm.	uses	some	data	to	
acquire	information.		Some	
elements	of	information	
systems	identify	strengths,	
gaps	and	areas	of	
improvement.	Some	data	is	
used	to	shape	programs	and	
carry	out	revisions.	
 

�	Adm.	does	not	use	data	to	
acquire	information.	Limited	
elements	of	information	
systems	identify	strengths,	
gaps	and	areas	of	
improvement.	Limited	data	
is	used	to	shape	programs	
and	carry	out	revisions.	
 

2.		Seeks	and	aligns	
resources	to	achieve	the	
vision,	mission,	and	goals	
(VMG). 

�	Administrator	consistently	
seeks	and	aligns	resources	to	
achieve	the	VMG. 

�	Administrator	frequently	
seeks	and	aligns	resources	to	
achieve	the	VMG. 

�	Administrator	occasionally	
seeks	and	aligns	resources	to	
achieve	the	VMG. 

�	Administrator	does	not	
seek	nor	align	resources	to	
achieve	the	VMG. 

Attributes:				§ 			Technological	expertise	to	assemble,	interpret	and	analyze	information 

I. PERFORMANCE	EXPECTATION	1:		VISION,	MISSION,	GOALS	(VMG)	
							Element	B:		Shared	Commitments	to	Implement	and	Sustain	the	VMG 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Develops	shared	
understandings,	commitments	
and	responsibilities	with	all	
stakeholders	for	VMG	to	guide	
and	evaluate	decisions,	actions	
and	outcomes. 

�	Adm.	provides	a	vibrant	
inclusive	environment	focusing	
on	best	practices	and	results	for	
all	students.	
 

�	Adm.	provides	a	supportive	
environment	focusing	on	best	
practices	and	results	for	all	
students.	
 

�	Adm.	attempts	to	provide	a	
supportive	environment	
focusing	on	best	practices	and	
results	for	all	students.	
 

�	Adm.	does	not	provide	a	
supportive	environment.	
 

2.		Aligns	actions	and	
communicates	the	VMG	to	all	
constituents.	
 

�	Adm.	consistently	ensures	
that	the	VMG	informs	staff	
learning	and	criteria	for	teacher	
performance	and	school	
programs. 

�	Adm.	often	ensures	that	the	
VMG	informs	staff	learning	and	
criteria	for	teacher	
performance	and	school	
programs. 

�	Adm.	at	times	ensures	that	
the	VMG	informs	staff	learning	
and	criteria	for	teacher	
performance	and	school	
programs. 

�	Adm.	does	not	ensure	that	
the	VMG	informs	staff	learning	
and	criteria	for	teacher	
performance	and	school	
programs. 

Attributes:	
§ Mutual	commitment	to	implement	and	maintain	the	VMG																		§			Vision,	Mission	and	Goals	(VMG)		communicated	to	all	
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I. PERFORMANCE	EXPECTATION	2:		TEACHING	and	LEARNING	

Element	B:		Curriculum	and	Instruction 
 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Provides	faculty	and	
students	with	access	to	
instructional	resources,	
training	and	technical	
support	beyond	the	
classroom. 

�	Substantial	opportunities	
are	available	and	
encouraged	to	pursue	
support	as	needed.	
 

�	Adequate	opportunities	
are	available	to	pursue	
support	as	needed.	
 

�	Some	opportunities	are	
available	to	pursue	support	
as	needed.	
 

�	Limited	opportunities	are	
available	to	pursue	support	
as	needed.	
 

	
I. PERFORMANCE	EXPECTATION	2:		TEACHING	and	LEARNING	

Element	A:		Strong	Professional	Culture 
 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Supports	&	evaluates	PL	
to	broaden	faculty	teaching	
skills	to	meet	the	diverse	
needs	of	all	student. 

�	Adm.	establishes	a	climate	
of	collegiality	and	
cooperation	where	staff	
accept	collective	
responsibility	for	
improvement	of	teaching	
and	learning	for	diverse	
needs	of	all	students.  

�	Adm.	establishes	
parameters	to	support	staff	
in	exploration	of	
instructional	strategies	for	
improvement	of	teaching	
and	learning	for	diverse	
needs	of	all	students.	
 

�	Adm.	establishes	some	
parameters	in	cooperating	
with	staff	to	explore	
instructional	strategies	for	
improved	of	teaching	and	
learning	for	diverse	needs	of	
all	students.	
 

� Adm.	provides	limited	
evidence	of	parameters	to	
support	staff	to	explore	
instructional	strategies	for	
improvement	of	teaching	
and	learning	for	diverse	
needs	of	all	students. 

2.	Provide	support,	time	and	
resources	to	engage	faculty	
that	leads	to	evaluating	and	
improving	instruction	and	
pursuing	leadership	
opportunities.			
Opportunities	for	feedback	
included. 

�	Adm.	fosters	and	
encourages	collaborative	
initiatives	to	research	
opportunities	and	
consistently	supports	all	
avenues	for	improving	
instruction.		Substantial	time	
is	provided.	

�	Feedback	is	consistently	
observed.  

�	Adm.	supports	
collaborative	initiatives	to	
research	opportunities	and	
frequently	supports	all	
avenues	for	improving	
instruction.		Adequate	time	
is	provided.	

�	Feedback	is	adequately	
observed.	
 

�	Adm.	attempts	to	provide	
collaborative	initiatives	to	
research	opportunities	that	
supports	improving	
instruction.		Some	time	is	
provided.		

�Feedback	is	at	times	
observed. 

�	Adm.	does	not	engage	in	
initiatives	for	collaboration	
to	research	opportunities	to	
support	improving	
instruction.		No	time	is	
provided.	

�	Feedback	is	not	observed.	

Attributes: 
§  Thriving climate reflects collective responsibility for meeting diverse student needs                §  Constructive assessment 
§  Collaboration time to support instruction 
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2.		Assist	faculty	and	
students	to	continuously	
develop	skills	to	succeed	as	
global	citizens.	
 

�	Adm.	provides	multiple	
venues	to	help	staff	help	in	
understanding	diverse	
cultures.		Multiple	activities	
and	programs	are	developed	
for	the	entire	school	
community. 

�	Adm.	provides	adequate	
venues	to	help	staff	help	in	
understanding	diverse	
cultures.		Sufficient	activities	
are	developed	for	the	school	
community.	
 

�	Adm.	provides	minimal	
venues	to	help	staff	help	in	
understanding	diverse	
cultures.		Minimal	activities	
are	developed	for	the	school	
community.	
 

�	Adm.	does	not	provide	
venues	to	help	staff	help	in	
understanding	diverse	
culture.		Few	activities	are	
developed	for	the	school	
community.		
 

3.		Alignment	of	Standards-
Based	instructional	
program.	
 

�	Adm.	provides	consistent	
alignment	to	Standards-
Based	instructional	program	
via	current	curricula.  

�	Adm.	provides	adequate	
alignment	to	Standards-
Based	instructional	program	
via	current	curricula.  

�	Adm.	provides	marginal	
alignment	to	Standards-
Based	instructional	program	
via	existing	curricula.  

�	Adm.	does	not	provide	
alignment	to	Standards-
Based	instructional	program	
via	existing	curricula. 

Attributes:	
					§			Encourages	external	learning	opportunities																													§		Ensures	standards-based	instructional	program	is	calibrated	
					§		Support	for	professional	opportunities	
 

I. PERFORMANCE	EXPECTATION	2:		TEACHING	and	LEARNING	
Element	C:		Assessment	and	Accountability 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Implements	district,	
state,	national,	
international	assessment	
data	&	processes	to	conduct	
staff	evaluation	to	
strengthen	teaching,	
learning	&	school	
improvement. 

�	Adm.	consistently	applies	
newly	developed	teacher	
evaluation	plan	including	
state	mandates	to	ensure	
successful	teaching,	learning	
and	improvement.  

�	Adm.		frequently	applies	
newly	developed	teacher	
evaluation	plan	including	
state	mandates	to	ensure	
successful	teaching,	learning	
and	improvement.  

�	Adm.	occasionally	applies	
newly	developed	teacher	
evaluation	plan	including	
state	mandates	to	ensure	
successful	teaching,	learning	
and	improvement.  

�	Adm.	rarely	applies	newly	
developed	teacher	
evaluation	plan	including	
state	mandates	to	ensure	
successful	teaching,	learning	
and	improvement.	
 

2.		Interprets	district,	state,	
national,	international	
assessment	data,	including	
student	sub	groups	&	
communicates	progress	
toward	VMG	for	the	entire	
school	community.  

�	Adm.	consistently	
interprets	data	and	
communicates	progress	
toward	the	VMG	for	the	
entire	school	community	
including	student	sub	
groups.  

�	Adm.	frequently	interprets	
data	and	communicates	
progress	toward	the	VMG	
for	the	entire	school	
community	including	student	
sub	groups.	
 

�	Adm.	occasionally	
interprets	data	and	
communicates	progress	
toward	the	VMG	for	the	
entire	school	community	
including	student	sub	
groups.  

�	Adm.	rarely	interprets	data	
and	communicates	progress	
toward	the	VMG	for	the	
entire	school	community	
including	student	sub	
groups.	
 

Attributes:				§   Element	of	cohesive	underpinnings																																							§ 		Communication	and	interpretation	of	VMG	to	school	community 



 20 

 
I. PERFORMANCE	EXPECTATION	3:		ORGANIZATION	SYSTEMS	and	STAFF	

Element	B:		Operational	Systems 
 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Ensures	a	safe	physical	
plant	according	to	local,	
state,	and	federal	guidelines	
and	legal	requirements	for	
safety.  

�	Adm.	complies	with	and	
consistently	communicates	
all	guidelines,	requirements	
and	evaluative	checks	to	
ensure	a	safe	physical	plant.  

�	Adm.	complies	with	and	
frequently	communicates	all	
guidelines	and	requirements	
and	evaluative	checks	to	
ensure	a	safe	physical	plant. 

�	Adm.	complies	with	all	
requirements	to	ensure	a	
safe	physical	plant.	
 

�	Adm.	does	not	comply	with	
guidelines	and	requirements	
to	ensure	a	safe	physical	
plant.	
 

2.		Administrator	oversees	
security	and	maintenance	of	
equipment	to	insure	all	
systems	which	support	
teaching	and	learning	are	
functional.	
 

�	Adm.	consistently	reviews	
all	systems	and	needs	as	well	
as	delegates	immediate	
notification	of	improper	
functioning	of	technological	
equipment	and	facility	needs	
to	all	pertinent	personnel	to	
investigate	as	appropriate.  

�	Adm.	frequently	reviews	all	
systems	and	needs	as	well	as	
delegates	immediate	
notification	of	improper	
functioning	of	technological	
equipment	and	facility	needs	
to	all	pertinent	personnel	to	
investigate	as	appropriate.  

�	Adm.	occasionally	reviews	
systems	notification	of	
improper	functioning	of	
technological	equipment	and	
facility	needs	to	all	pertinent	
personnel	to	investigate	as	
appropriate.	
 

�	Adm.	notifies	pertinent	
personnel	when	systems	are	
not	functioning.	
 

Attributes:			§ 		Facility	supports	student	learning																					§ 		Facility	is	safe	and	secure 

	
I. PERFORMANCE	EXPECTATION	3:		ORGANIZATION	SYSTEMS	and	STAFF	

Element	A:		Welfare	of	Students,	Faculty	and	Staff	
 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Develops,	implements	
and	evaluates	a	
comprehensive	safety	and	
security	plan	in	
collaboration	with	district,	
public	safety	departments	
and	the	community.  

�	Adm.	consistently	creates,	
coordinates,	implements	and	
evaluates	all	components	of	
safety,	security	for	the	
building	with	district	and	
community	personnel. 

�	Adm.	frequently	
coordinates,	implements	and	
evaluates	all	components	of	
safety,	security	of	the	
building	with	district	
personnel.  

�	Adm.	occasionally	
implements	the	safety,	
security	plan	provided	by	the	
district	and	evaluates	it	and	
at	times	meets	with	district	
personnel.	
 

�	Adm.	follows	the	safety	
plans	provided	by	the	
district.		No	evaluation	of	the	
plan	or	meetings	with	district	
personnel	are	observable.	
 

2.		Adm.	Fosters	a	positive	
school	climate	which	
promotes	learning	and	the	
well-being	of	the	school	
community.			
 

�	Adm.	promotes	a	positive	
learning	environment	via	
multiple	processes	and	
procedures	which	are	clearly	
defined	for	the	school	
community.  

�	Adm.	promotes	a	positive	
learning	environment	via	a	
variety	of	processes	and	
procedures	which	are	well-
defined	for	the	school	
community.  

�	Adm.	supports	a	positive	
learning	environment	as	
directed	by	the	district.		
Clarification	of	procedures	
and	processes	is	needed.		
 

�	Adm.	desires	to	encourage	
a	positive	learning	
environment;	however,	
observable	processes	and	
procedures	are	lacking.	
 

Attributes:   §   Comprehensive safety and security plan implemented            §  Consummate school climate promotes learning 
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I. PERFORMANCE	EXPECTATION	3:		ORGANIZATION	SYSTEMS	and	STAFF	
Element	C:		Fiscal	and	Human	Resources 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Develops	and	operates	a	
budget	that	aligns	with	
district,	state,	and	federal	
regulations.	
 

�	Adm.	creates	and	monitors	
closely	all	expenditures	and	
provides	funding	for	all	
initiatives	relative	to	building	
needs.  
 

�	Adm.	creates	and	monitors	
all	expenditures	and	
provides	funding	for	all	
initiatives	relative	to	building	
needs.  

�	Adm.	creates	a	budget	for	
some	initiatives	relative	to	
building	needs.	
 

�	Adm.	does	not	create	an	
appropriate	budget	for	
building	needs.	
 

2.	Implements	practices	to	
recruit,	support	and	retain	
highly	qualified	staff	as	well	
as	conducts	staff	
evaluations.	
 

�	Adm.	consistently	supports	
and	provides	practices	and	
procedures	to	retain	highly	
qualified	staff.	

�	Staff	evaluations	are	
consistently	conducted	as	
specified	in	the	teacher	
evaluation	plan.	
 

�	Adm.	frequently	supports	
and	provides	practices	and	
procedures	to	retain	highly	
qualified	staff.	

�	Staff	evaluations	are	
frequently	conducted	as	
specified	in	the	teacher	
evaluation	plan.  

�	Adm.	occasionally	supports	
and	provides	practices	and	
procedures	to	retain	highly	
qualified	staff.	

�	Staff	evaluations	are	
occasionally	conducted	as	
specified	in	the	teacher	
evaluation	plan.  

�	Adm.	rarely	supports	and	
provides	practices	and	
procedures	to	retain	highly	
qualified	staff.	

�	Staff	evaluations	are	not	
conducted	as	specified	in	the	
teacher	evaluation	plan.	
 

Attributes:							§ 		Fiscally	responsible	budget			
																											§ 		High	standards	for	recruitment	and	retention	of	staff 
 
 

I. PERFORMANCE	EXPECTATION	4:		FAMILIES	and	STAKEHOLDERS	
							Element	A:		Collaborating	with	Families	and	Community	Members 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Uses	a	variety	of	
strategies	to	engage	in	open	
communication	with	staff,	
families	&	community	
members	to	improve	
student	achievement.	
 

�	Adm.	communicates	with	
families	consistently	and	
coordinates	multiple	
activities	to	inform	
community	members	of	
student	achievement	
initiatives.  
 

�	Adm.	communicates	with	
families	frequently	and	
coordinates	many	activities	
to	inform	community	
members	of	student	
achievement	initiatives.	
 

�	Adm.	communicates	with	
families	occasionally	and	
coordinates	some	activities	
to	inform	community	
members	of	student	
achievement	initiatives.	
 

�	Adm.	communicates	with	
families	rarely	and	
coordinates	few	activities	to	
inform	community	members	
of	student	achievement	
initiatives.	
 

Attributes:					§ 		Communication	and	collaboration	with	all	facets	of	school	
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I. PERFORMANCE	EXPECTATION	4:		FAMILIES	and	STAKEHOLDERS	
							Element	B:		Community	Interests	and	Needs 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Demonstrates	the	ability	
to	understand,	
communicate	with,	and	
interact	effectively	with	
people. 

�	Adm.	possesses	superior	
interpersonal	skills	and	is	
able	to	articulate	his/her	
perspective	with	finesse	and	
clarity. 

�	Adm.	possesses	strong	
interpersonal	skills	and	is	
able	to	articulate	his/her	
perspective	with	ease	and	
clarity. 

�	Adm.	possesses	evolving	
interpersonal	skills	and	is	
able	to	articulate	his/her	
perspective	with	some	
degree	of	ease	and	clarity.  

�	Adm.	possesses	weak	
interpersonal	skills	and	is	
unable	to	articulate	his/her	
perspective.	
 

2.	Capitalizes	on	the	
diversity	of	the	community	
as	an	asset	to	strengthen	
education.	
 

�	Adm.	works	effortlessly	
with	all	facets	of	the	school	
community	to	provide	varied	
experiences	promoting	
sensitivity	toward	diverse	
perspectives.  

�	Adm.	works	diligently	with	
all	facets	of	the	school	
community	to	provide	varied	
experiences	promoting	
sensitivity	toward	diverse	
perspectives.  

�	Adm.	works	with	the	
school	community	and	
attempts	to	promote	
sensitivity	toward	diverse	
perspectives.	
 

�	Adm.	does	not	work	with	
all	facets	of	the	school	
community	and	rarely	
promotes	sensitivity	toward	
diverse	perspectives	 

Attributes:			§ 		Distinguishable	interpersonal	skills											§ 		Diversity	of	the	community	embraced	
 
 

I. PERFORMANCE	EXPECTATION	4:		FAMILIES	and	STAKEHOLDERS	
Element	C:		Community	Resources 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Collaborates	with	
community	agencies	of	
health,	social,	and	other	
services	that	provide	
essential	resources	and	
services	to	children	and	
families. 

�		Cohesive	relationships	
with	all	agencies	are	evident	
as	administrator	collaborates	
consistently	to	acquire	
crucial	resources.	
 

�	Stable	relationships	with	all	
agencies	are	evident	as	
administrator	collaborates	
frequently	to	acquire	crucial	
resources.	
 

�	Evolving	relationships	with	
all	agencies	are	occasionally	
observed	as	administrator	
works	to	acquire	crucial	
resources.	
 

�	Weak	relationships	with	all	
agencies	are	observed	as	
administrator	is	not	
collaborative	in	acquiring	
crucial	resources.	
 

2.		Develops	mutually	
beneficial	relationships	with	
community	organizations	
and	agencies	to	share	school	
and	community	resources. 

�	Administrator	works	
consistently	to	sustain	
beneficial	relationships	
which	lead	to	sharing	
resources.  

�	Administrator	works	
frequently	to	sustain	
beneficial	relationships	
which	lead	to	sharing	
resources.  

�	Administrator	attempts	to	
sustain	beneficial	
relationships	which	lead	to	
sharing	resources.  

�	Administrator	does	not	
sustain	beneficial	
relationships.	
 

Attributes:	
						§ 		Collaboration	results	in	essential	services	offered	to	all									§ 		Highly	developed	relationships	promote	sharing	of	resources 
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I. PERFORMANCE	EXPECTATION	5:		ETHICS	and	INTEGRITY	
						Element	A:		Ethical	and	Legal	Standards	of	the	Profession 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Exhibits	professional	
conduct	in	accordance	with	
Connecticut's	Code	of	
Professional	Responsibility	
for	Educators	(see	
Appendix) 

�	Adm.	demonstrates	an	
ethical,	professional	manner	
in	accordance	with	
Connecticut's	Code	of	
Professional	Responsibility	
for	Educators. 

 
 
  ____________________ 

 
 
   ____________________ 
 

�	Adm.	does	not	
demonstrate	an	ethical,	
professional	manner	in	
accordance	with	
Connecticut's	Code	of	
Professional	Responsibility	
for	Educators.  

2.	Administrator	maintains	
confidentiality,	the	rights	of	
students,	models	personal	
integrity	and	fairness,	and	
holds	others	to	the	same	
standards.  

�	Adm.	consistently	protects	
the	rights	of	all	students,	
maintains	confidentiality	and	
models	a	respectful,	
professional	and	fair	
demeanor. 

�	Adm.	frequently	protects	
the	rights	of	all	students,	
maintains	confidentiality	and	
models	a	respectful,	
professional	and	fair	
demeanor.  

�	Adm.	at	times	protects	the	
rights	of	all	students,	
maintains	confidentiality	and	
models	a	respectful,	
professional	and	fair	
demeanor.  

�	Adm.	does	not	maintain	
confidentiality	nor	models	a	
professional	demeanor.	
 

Attributes:				§ 		Professional	conduct	commensurate	with	CT	Code	of	Professional	Responsibility	
																								§ 		Confidentiality	and	ethical	behavior 
 
 

I. PERFORMANCE	EXPECTATION	5:		ETHICS	and	INTEGRITY	
Element	B:		Personal	Values	and	Beliefs 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Demonstrates	respect	for	
the	inherent	dignity	and	
worth	of	each	individual.	
 

�	Adm.	consistently	values	all	
constituents	as	evidenced	by	
his/her	daily	interactions.	
 

�	Adm.	frequently	values	all	
constituents	as	evidenced	by	
his/her	daily	interactions.	
 

�	Adm.	is	tolerant	of	all	
constituents	as	evidenced	by	
his/her	daily	interactions.	
 

�	Adm.	demonstrates	a	lack	
of	respect	for	all	
constituents	as	evidenced	by	
his/her	daily	interactions.	
 

2.	Models	respect	for	
diversity	and	equitable	
practices	for	all	
stakeholders.		
 

�	Adm.	possesses	an	
instinctual	ability	of	the	
value	of	a	diverse	
community	and	embraces	its	
contribution.	
 

�	Adm.	possesses	a	keen	
ability	of	the	value	of	a	
diverse	community	and	its	
contribution.	
 

�	Adm.	possesses	some	
ability	to	recognize	the	value	
of	a	diverse	community	and	
its	contribution.	
 

�	Adm.	is	barely	cognizant	of	
a	diverse	community	and	its	
contribution.	
 

Attributes:				§ 		Integrity,	respect	and	personal	ethics 
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I. PERFORMANCE	EXPECTATION	5:		ETHICS	and	INTEGRITY	
Element	C:		High	Standards	for	Self	and	Others 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Promotes	understanding	
of	the	legal,	social	and	
ethical	use	of	the	
technology	among	all	
members	of	the	school	
community.	
 

�	Adm.	is	knowledgeable	and	
insightful	with	regard	to	the	
proper	use	of	and	issues	
relating	to	technology	and	
consistently	addresses	
expectations	to	the	school	
community.	
 

�	Adm.	is	knowledgeable	and	
effective	with	regard	to	the	
proper	use	of	and	issues	
relating	to	technology	and	
frequently	addresses	
expectations	to	the	school	
community.	
 

�	Adm.	is	familiar	with	
regard	to	the	proper	use	of	
and	issues	relating	to	
technology	and	occasionally	
addresses	expectations	to	
the	school	community.	
 

�	Adm.	is	aware	of	the	
proper	use	of	and	issues	
relating	to	technology,	
however	rarely	addresses	
expectations	to	the	school	
community.	
 

2.		Leaders	model	and	
expect	exemplary	practices	
for	personal	and	
organizational	performance,	
ensuring	accountability	for	
high	standards	of	student	
learning.	
 

�	Adm.	is	a	comprehensive	
model	of	integrity,	ethics,	
organization,	and	innovation	
with	distinguishable	
characteristics	that	foster	
successful	pedagogy	and	
human	development.	
 

�	Adm.	is	a	talented	model	of	
integrity,	ethics,	
organization,	and	innovation	
with	notable	characteristics	
that	foster	successful	
pedagogy	and	human	
development.	
 

�	Adm.	is	a	model	of	
integrity,	ethics,	
organization,	and	innovation	
with	some	characteristics	
that	foster	successful	
pedagogy	and	human	
development.	
 

�	Adm.	does	not	serve	as	a	
model	of	integrity,	ethics,	
organization,	and	innovation	
with	few	characteristics	that	
foster	successful	pedagogy	
and	human	development.	
 

Attributes:   §   Value of promoting ethical use of technology 
                      §   High standards for school community 
 
 
 

I. PERFORMANCE	EXPECTATION	6:		THE	EDUCATION	SYSTEM	
Element	A:		Professional	Influence 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Promotes	public	
discussion	and	
communicates	to	all	
stakeholders	and	policy	
makers	the	state	of	
educational	issues.			
 

Adm.	continuously	promotes	
public	discussion	and	
informs	all	stakeholders	and	
policy	makers	regarding	
educational	issues.			
 

Adm.	frequently	promotes	
public	discussion	and	
informs	all	stakeholders	and	
policy	makers	regarding	
educational	issues.			
 

Adm.	occasionally	promotes	
public	discussion	and	
informs	all	stakeholders	and	
policy	makers	regarding	
educational	issues.			
 

Adm.	rarely	promotes	public	
discussion	and	informs	all	
stakeholders	and	policy	
makers	regarding	
educational	issues.			
 

Attributes:					§ 		Positive	impact	guiding	educational	issues 
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I. PERFORMANCE	EXPECTATION	6:		THE	EDUCATION	SYSTEM	

Element	B:		The	Educational	Policy	Environment 
 Exemplary	 Proficient	 Developing	 Below	Standard	
1.	Communicates	
educational	policies	and	
political	support	to	acquire	
equitable	resources	for	all.			
 

�	Adm.	is	highly	competent	
in	dealing	with	all	policies	
and	complex	political	issues	
to	ensure	equitable	
resources	for	all.			
 

�	Adm.	is	competent	in	
dealing	with	all	policies	and	
complex	political	issues	to	
ensure	equitable	resources	
for	all.			
 

�	Adm.	is	able	to	deal	with	all	
policies	and	political	issues	
to	ensure	equitable	
resources	for	all.			
 

�	Adm.	is	ineffective	in	
dealing	with	all	policies	and	
political	issues	to	ensure	
equitable	resources	for	all.			
 

Attributes:					§ 		Embraces	the	public	forum	to	acquire	resources	
																			 
 
 
 

I. PERFORMANCE	EXPECTATION	6:		THE	EDUCATION	SYSTEM	
Element	C:		Policy	Management 

 Exemplary	 Proficient	 Developing	 Below	Standard	
1.		Informs,	advocates	and	
engages	all	parties	to	ensure	
equity	and	resources	to	be	
available	to	meet	the	needs	
of	all	students.	
 

�	Adm.	consistently	informs,	
advocates	and	engages	all	
parties	of	the	paramount	
needs	of	all	students.	
 

�	Adm.	frequently	informs,	
advocates	and	engages	all	
parties	of	the	paramount	
needs	of	all	students.	
 

�	Adm.	occasionally	informs,	
advocates	and	engages	all	
parties	of	the	paramount	
needs	of	all	students.	
 

�	Adm.	rarely	informs	and	
engages	all	parties	of	the	
paramount	needs	of	all	
students.	
 

Attributes:						§ 		Maintains	perspicuity	to	communicate	needs.	
 

Copyright © March, 2015, Trumbull Public Schools (TPS).  All rights reserved.	
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FOUR CATEGORIES OF ADMINISTRATOR PERFORMANCE 
 
 

Student Learning Indicators 
 

1) Multiple Student Learning Indicators:   45%   

2) Teacher Effectiveness:  5% 
 
 
Performance and Practice Indicators 
 

1) Performance and Practice:  40% 
 

2) Stakeholder Feedback:  10% 
 
 

Multiple Student Indicators (45%) 
 

• 22.5% School Performance Index (SPI) 
Ø SPI progress (aggregate, subgroups) required 
Ø SPI ratings (aggregate, subgroups) optional 

• 22.5% local measures (at least 2 indicators) 
Ø Subjects/grades not assessed on state-administered assessments 
Ø will include cohort and extended graduation rate (HS only) 

• Indicators within each 22.5% adjusted to reflect scope of job 
responsibilities and/or use district-wide student learning results for 
roles other than principals 

 
Teacher Effectiveness (5%) 
 

• Measured by the percentage of teachers meeting student learning 
objectives as indicated in their performance evaluations 

• Assistant  Principal measures of teacher effectiveness focus only on 
teachers they are responsible for evaluating 

• Building Administrators who do not evaluate teachers the teacher 
effectiveness for the principal will apply 
 
 

 

 
50% 

 
50% 



 27 

Performance and Practice (40%) 
 

• Use of Trumbull Administrator Performance Rubric based on the 
CSLS 

• Teaching and Learning weighed twice as much as any other standard 

• Professional learning provided 
 
Stakeholder Requirement and Feedback (10%) 
 

• The Trumbull instrument including, but not limited to, focus groups, 
surveys, or questionnaires based on the CSLS 

• Ratings based on improvement and overall performance 

• Stakeholders will include teachers, parents, and may include others 

• Central Office administrators must be rated on feedback from 
stakeholders whom the administrator directly serves.   

• Feedback must be based on elements and indicators within the 
Connecticut Leadership Standards and will be kept anonymous and 
will demonstrate validity and reliability.  

 
 
 

FOUR PERFORMANCE LEVELS 
 

 Exemplary – Substantially exceeding indicators of performance 
 
 Proficient – Meeting indicators of performance 
 
 Developing – Meeting some indicators of performance but not others 
 
  Below Standard – Not meeting indicators of performance 
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SUMMATIVE RATING MATRIX 
 

 
 

Summative	Rating	
Matrix	

Performance	Practice	Related	Indicators	Rating	

40%	Observations	and	10%	Stakeholder	Feedback 

Exemplary 

4 

Proficient 

3 

Developing 

2 

 

Below 
Standard 

1 

 

St
ud

en
t	R
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	In
di
ca
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g	
		4
5%

	A
ss
es
sm

en
ts
	

an
d	
5%

	L
ea
rn
in
g	
–	
Te
ac
he
r	E

ffe
ct
iv
en
es
s		

Exemplary 
4 

Exemplary Exemplary Proficient 
Gather further 
information 

 

Proficient 
3 

Exemplary Proficient Proficient 
Gather further 
information 

 

Developing 

2 
Proficient Proficient Developing Developing 

 

Below 
Standard 

1 

Gather further 
information 

 

Gather further 
information Developing Below 

Standard 
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