
Staff Performance Evaluation Plan Submission Cover Sheet
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Context: Indiana Code (IC) 20-28-11.5-8(d) requires each school corporation to submit its entire staff
performance evaluation plan to the Indiana Department of Education (IDOE) and requires IDOE to
publish the plans on its website. This cover sheet is meant to provide a reference for IDOE staff and
key stakeholders to view the statutory- and regulatory-required components of staff performance
evaluation plans for each school corporation. Furthermore, in accordance with IC 20-28-11.5-8(d), a
school corporation must submit its staff performance evaluation plan to IDOE for approval in order to
qualify for any grant funding related to this chapter. Thus, it is essential that the reference page
numbers included below clearly demonstrate fulfillment of the statutory (IC 20-28-11.5) and regulatory
(511 IAC 10-6) requirements.

School Corporation Name Danville Community School Corporation

School Corporation Number 3325

Evaluation Plan Website Link https://www.danville.k12.in.us/domain/50

For the 2022-2023 School Year, we have adopted the following Evaluation Model:

☐  The System for Teacher and Student Advancement (TAP)

☐  The Peer Assistance and Review Teacher Evaluation System (PAR)

☐  RISE 3.0 State Model

☐  Locally Developed Plan

☐  Other____________________________________________________

Indiana Government Center North, 9th Floor  •  100 N Senate Ave  •  Indianapolis, Indiana 46204
317-232-6610  •  www.in.gov/doe



Instructions:

In the chart below, please type the page numbers in your staff performance evaluation document which clearly
display compliance with the requirements. Please note, your plan may include many other sections not listed
below.

Submission:

Once completed, please upload this cover sheet via the following Jotform by Friday, September 16,
2022. If you cannot provide a direct website link (above) to your evaluation plan, you must upload the entire
plan and this cover sheet as a single PDF. Please make sure the link provided will lead directly to your
evaluation plan, and that a login and password will not be required for access. Contact Dr. Rebecca Estes,
Senior Director of Educator Talent, with any questions.

Evaluation Plan Discussion

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Reference
Page
Number(s)

Evaluation plan must be in
writing and explained before
the evaluations are
conducted

IC 20-28-11.5-4(f)(1)

IC 20-28-11.5-4(f)(2)

Process for ensuring the evaluation plan is in
writing and will be explained to the governing
body in a public meeting before the
evaluations are conducted

Before explaining the plan to the governing
body, the superintendent of the school
corporation shall discuss the plan with
teachers or the teachers' representative, if
there is one

A1

Annual Evaluations

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Reference
Page
Number(s)

Annual performance
evaluations for each
certificated employee

IC 20-28-11.5-4(c)(1) Plan and metrics to evaluate all certificated
employees, including teachers,
administrators, counselors, principals and
superintendents

A1, RISE
Handbook 4

Annual performance
evaluations include a
minimum of two (2)
observations

511 IAC 10-6-5 A minimum of two (2) observations as part of
formative evaluations that shall take place at
reasonable intervals to ensure that teachers
have the opportunity to demonstrate growth
prior to a summative evaluation

A2

https://form.jotform.com/220615699743970
mailto:restes@doe.in.gov


Evaluators

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Page
Number(s)

Only individuals who have
received training and
support in evaluation skills
may evaluate certificated
employees

IC 20-28-11.5-1

IC 20-28-11.5-5(b)

IC
20-28-11.5-8(a)(1)(D)

Description of ongoing evaluator training

Description of who will serve as evaluators

Process for determining evaluators

A 1
 RISE
Handbook
pg 4-7

Teachers acting as
evaluators (optional) clearly
demonstrate a record of
effective teaching over
several years, are approved
by the principal as qualified
to evaluate under the
evaluation plan, and
conduct staff evaluations as
a significant part of their
responsibilities

IC 20-28-11.5-1(2)

IC 20-28-11.5-1(3)

511 IAC 10-6-3

Description of who will serve as evaluators

Process for determining evaluators

 Teachers
are not
involved in
evaluating
staff.

All evaluators receive
training and support in
evaluation skills

IC 20-28-11.5-5(b)

511 IAC 10-6-3

Description of ongoing evaluator training A1

Rigorous Measures of Effectiveness

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Page
Number(s)

Rigorous measures of
effectiveness, including
observations and other
performance indicators

IC 20-28-11.5-4(c)(2) Observation rubrics - for all certificated staff -
with detailed descriptions of each level of
performance for each domain and/or indicator

Other measures used for evaluations (e.g.,
surveys)

RISE
Handbook
pg 8-19,
copies of
evaluation
forms in final
pages of
document

Evaluation Feedback

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Page
Number(s)

An explanation of
evaluator’s
recommendations for
improvement and the time
in which improvement is
expected

IC 20-28-11.5-4(c)(4)

511 IAC 10-6-5

Process and timeline for delivering feedback
on evaluations

Process for linking evaluation results with
professional development

A2



Designation in Rating Category

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Page
Number(s)

A summative rating as one
of the following: highly
effective, effective,
improvement necessary, or
ineffective

IC 20-28-11.5-4(c)(3) Summative scoring process that yields
placement into each performance category

Weighting (broken down by percentage) of all
evaluation components

RISE
Handbook
pg 19

A definition of negative
impact for certificated staff

A final summative rating
modification if and when a
teacher negatively affects
student growth

IC 20-28-11.5-4(c)(5)

511 IAC 10-6-4(c)

Definition of negative impact on student
growth for all certificated staff

Description of the process for modifying a
final summative rating for negative growth

 A2

Feedback and Remediation Plans

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Page
Number(s)

All evaluated employees
receive completed
evaluation and documented
feedback within seven
business days from the
completion of the
evaluation.

IC 20-28-11.5-6(a) System for delivering summative evaluation
results to employees

 A2

Remediation plans
assigned to teachers rated
as ineffective or
improvement necessary

IC 20-28-11.5-6(b) Remediation plan creation and timeframe

Process for linking evaluation results with
professional development

 RISE
Handbook
pg 42-45

Remediation plans include
the use of employee’s
license renewal credits

IC 20-28-11.5-6(b) Description of how employee license renewal
credits and/or Professional Growth Points will
be incorporated into remediation

 RISE
Handbook
pg 42-45

Means by which teachers
rated as ineffective can
request a private
conference with the
superintendent

IC 20-28-11.5-6(c) Process for teachers rated as ineffective to
request conference with superintendent

A3



Instruction Delivered by Teachers Rated Ineffective

Requirement Statutory/Regulatory
Authority

Examples of Relevant Information Page
Number(s)

The procedures established
for avoiding situations in
which a student would be
instructed for two
consecutive years by two
consecutive teachers rated
as ineffective

IC 20-28-11.5-7(c) Process for ensuring students do not receive
instruction from ineffective teachers two
years in a row

A3

The procedures established
to communicate to parents
when student assignment to
consecutive teachers rated
as ineffective is
unavoidable

IC 20-28-11.5-7(d) Description of how parents will be informed of
the situation

A3



Danville Community School Corporation

Section A
Evaluation Plan Discussion:

A district evaluation committee has been developed and meets annually to discuss the current evaluation
instrument and procedures.  All evaluation procedures and documents are located on our internal staff website
and are sent out to all staff when updated.  The district superintendent communicates this information to the
public during our Board of School Trustees meeting.

Assessment Selection

Our Corporation utilizes a modified RISE to evaluate all certified staff annually with changes indicated below.

Annual Evaluators- all have received formal training in evaluation processes through CIESC and Standard
For Success:

Building/
Administrator

Primary Evaluator Secondary Evaluator (if applicable)

North Elementary Karen Perkins, Principal; Ceara
Jackson, Assistant Principal

Karen Perkins, Principal; Ceara Jackson,
Assistant Principal
Morgan Walker, Director of Academic Services

South Elementary Tina Noe, Principal Kelley Lacey, Director of Special Services
Morgan Walker, Director of Academic Services

Danville Community
Middle School

Marsha Webster, Principal;
Dave Rector, Assistant Principal

Marsha Webster, Principal; Dave Rector,
Assistant Principal
Morgan Walker, Director of Academic Services

Danville Community
High School

P.J. Hamann, Principal; Jason
Marer, Assistant Principal;
Aimee Harvey, Assistant
Principal

P.J. Hamann, Principal; Jason Marer, Assistant
Principal; Aimee Harvey, Assistant Principal
Morgan Walker, Director of Academic Services

Special Education
Staff

Kelly Lacey, Director of Special
Services

Building Principals
Morgan Walker, Director of Academic Services

Superintendent Board of Trustees n/a

All other certified
administrators

Dr. Tracey Shafer,
Superintendent

Morgan Walker, Director of Academic Services

A1



Designation in Rating Category/Negative Impact:

Negative impact shall be defined where data shows a significant number of students across a teacher’s
classes fails to demonstrate student learning or mastery of standards established by the state.  Data will
include, but not be limited to, grades, classroom assessments, ECAs, student performance, etc.  This negative
impact on student growth shall be determined by the primary evaluator.  A teacher that is found to have a
negative impact on students may not receive a final rating of “Effective” or “Highly Effective.”

Observation Details:
New Staff or Teachers rated Needs Improvement/Ineffective:
2 long observations
3 short observations
7 targeted coaching visits

All other staff:
1 long observation
3 short observations
5 targeted coaching visits

Additional Information:
Long Observations:
At least 40 minutes in length
Lesson is scripted by observer
Tied to the RISE rubric and each competency observed is rated as Effective, Highly Effective, etc.
Post-conference to discuss is to be held within 10 school days of the visit
Visit is unannounced unless more than one is completed and then one will be announced

Short Observations:
Approximately 3-10 minutes in length
Tied to the RISE rubric and each competency observed is rated as Effective, Highly Effective, etc.
Visit is unannounced

Targeted Coaching visits:
Not bound by time constraints- could be a quick pop-in or longer visit
While all interactions contribute to a teacher’s evaluation, RISE competencies will not be rated
Feedback based upon individual teacher goals, district initiatives, and best practices

Evaluation Feedback:

Within 10 days after a long observation, a post-conference will take place to deliver timely feedback.
Observation notes will be shared electronically after a short observation within 3 days.

Professional Development will occur individually for teachers after observations with needed and as an entire
staff based upon evaluation data.

All administrators conducting evaluations have been certified in the RISE model of evaluation and will go
through a “refresher course” as a team to review procedures and provide additional inter-rater reliability.

A2



Instruction Delivered by Teachers Rated Ineffective:

Danville Community School Corporation will strive to modify a certified teacher’s schedule to avoid a situation
where a student would be instructed for two consecutive years by two consecutive teachers rated as
Ineffective.  If this situation is unavoidable, the school will inform the parents of this assignment.

Objective Measures of Student Achievement and Growth:

Certified Teachers-
90% TER
10% SWL

Principals and Directors-
50% Rubric Rating
20% SWL
20% SLO

Superintendent-
75% Rubric Rating
20% SLO
5% SWL

Conference with Superintendent for Teachers Rated Ineffective

Staff rated as ineffective may request a private conference with the superintendent to discuss the evaluation
and progress towards goals.  This can be requested directly to the superintendent via email or phone.

RISE Resources

Resources referred to above from the RISE handbook, student learning objectives handbook, evaluation
rubrics and scoring sheets may be found at: www.doe.in.gov/evaluations (view RISE materials).

A3

http://www.doe.in.gov/evaluations
































































































































































































































INSTRUCTIONAL COACHES PERFORMANCE ASSESSMENT
Danville Community School Corporation, 2021 - 2022

The domains and components of an instructional coach’s responsibilities are as follows:

Planning and Preparation

● Demonstrates knowledge of current trends in specialty area and professional development
● Demonstrates knowledge of the school’s/ district initiatives, and levels of teacher skill in delivering that

program
● Establishes goals for the instructional program that are based on student achievement data and are

appropriate to the setting and the teachers served
● Demonstrates knowledge of resources, both within and beyond the school and district
● Plans to support the instructional program, integrated with the overall school program
● Develops a plan to monitor the implementation of the instructional program

The Environment

● Creates an environment of trust and respect
● Establishes a culture for ongoing instructional improvement
● Establishes clear procedures for teachers to gain access to instructional support
● Establishes and maintains norms of behavior for professional interactions
● Organizes physical space for workshops or training

Delivery of Service

● Collaborates with teachers in the design and planning of instructional units and lessons
● Engages teachers in learning new instructional skills
● Observes and provides relevant feedback to teachers
● Provides side-by-side coaching in a classroom setting
● Shares expertise with staff e.g., through teaching model lessons, presenting workshops, facilitating study

groups
● Locates resources for teachers to support instructional improvement
● Demonstrates flexibility and responsiveness
● Designs and delivers coherent instruction

Professional Responsibilities

● Reflects on practice
● Establishes and maintains reports and records
● Coordinates work with other instructional personnel
● Participates in a professional community
● Engages in professional development
● Maintains confidentiality
● Demonstrates professionalism by advocating for students



Domain 1: Planning and Preparation
Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

1A) Demonstrating
knowledge of content
and pedagogy

Instructional coach
demonstrates extensive
knowledge of specialty areas
(autism, behavior, instruction/
intervention practices,
assessment) aligned to research
based practices and knowledge
of coaching skills and strategies
(e.g., coaching stances,
interpersonal styles, feedback,
systems change).

Coach is able to anticipate ways
to address possible
misconceptions. Coach serves
as a leader in this area and is
sought out by colleagues.

Instructional coach
demonstrates thorough
knowledge of specialty areas
(e.g., autism, behavior,
instruction/ intervention
practices, assessment) aligned
to research based practices and
knowledge of coaching skills
and strategies (e.g., coaching
stances, interpersonal styles,
feedback, systems changes).

Instructional coach
demonstrates basic
knowledge of specialty areas
(e.g., autism, behavior,
instruction/intervention
practices, assessment) aligned
to research based practices
and knowledge of coaching
skills and strategies (e.g.,
coaching stances,
interpersonal styles, feedback,
system change).

Coach has some awareness of
prerequisite learning, but
knowledge may be inaccurate
or incomplete and/or displays
lack of awareness of how
concepts relate to one another.

Instructional coach has little
or no familiarity with
specialty areas (e.g., autism,
behavior, instruction/
intervention practices,
assessment) and knowledge
of coaching skills and
strategies (e.g., coaching
stances, interpersonal styles,
feedback, systems change).

Is unable to translate
evidence and research into
strategies.

1B) Demonstrating
knowledge of school
programs

Instructional coach is deeply
familiar with the district
initiatives and works to shape its
future direction and actively
seeks information, to enhance
the planning of the program

Instructional coach
demonstrates comprehensive
knowledge of district initiatives
and/or of the skill in planning
that program.

Instructional coach
demonstrates basic
knowledge of district
initiatives and/or of the skill
in planning that program.

Instructional coach
demonstrates little or no
knowledge of the district
initiatives and/or of the skill
in planning that program.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

1C) Establishing goals
for coachees (i.e.,
district/school /program

Coach collaborates with
district/school/program in using
data to develop improvement
goals to build capacity and
sustainable practices. Coaching
goals are ambitious and feasible,
reflecting important learning
and big ideas of school
improvement and student
growth.

Co-developed goals are aligned
to building capacity and
sustainable practices within the
district/school/program.

Coach demonstrates knowledge
of district/school/program
initiatives and educator needs
and uses this knowledge to
formulate coaching goals.
Coaching goals are ambitious
and feasible, reflecting
important learning and big ideas
of school improvement and
student growth.

Goals are aligned to building
capacity and sustainable
practices.

Coach demonstrates
knowledge of
district/school/program and
educator goals and this
knowledge is inconsistently
used to formulate coaching
goals.

Coaching goals meet minimal
standards and may be
feasible. Coach may
formulate goals in isolation.

Coach demonstrates little to
no knowledge of
district/school/program goals.
Coaching goals are not linked
to district/school/program
goals, lack ambition and
feasibility.

Goals do not link to
sustainable practices.

1D) Demonstrating
knowledge of resources,
both within and beyond
school district

Coach has an extensive
knowledge of resources,
actively seeks out new resources
to enrich staff skills and
provides support to facilitate use
of information by the
district/school/program. Coach
serves as a leader in this area
and is sought out by colleagues

Coach has thorough knowledge
of resources available within the
district and in the larger
professional community for
staff to advance their skills, and
seeks out such resources to
support coaching goals.

Coach displays basic
knowledge of resources
available for staff to advance
their skills and can adequately
utilize the information, but
may not seek to expand this
knowledge.

Coach displays little
understanding of resources
and does not utilize the
information.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

1E)  Developing a
comprehensive
coaching plan

All aspects of the coaching plan
directly link to goals developed
in collaboration with the
district/school/program.

Development of differentiated
coaching plans includes
activities that facilitate capacity
building and sustainability. Plan
reflects knowledge and skill
level of district/school/program,
realistic time expectations and
allows for district/school/
program choice in how to
achieve the goals.

Majority of coaching plans
directly link to goals developed
in conjunction with the
district/school/program.

Development of differentiated
coaching plans includes
activities that facilitate capacity
building and sustainability. Plan
reflects the knowledge and skill
level of the district/school/
program and realistic time
expectations.

Some aspects of the coaching
plan directly link to goals
developed in conjunction with
the district/school/program.

Timelines for goals maybe
unrealistic. The plan for
achieving district/school/
program goals may not take
into account knowledge and
skill level of
district/school/program.

Coaching plans do not link to
developed goals or goals are
unrealistic.

The plan for achieving
district/ school/ program
goals is not differentiated or
takes into account knowledge
and skill level of district/
school/program.

1F) Analyze student
data to support
instruction

Instructional coach is highly
effective at retrieving and
analyzing data to assist in
planning instruction for
individual student needs

Instructional coaches have
sufficient knowledge of how to
retrieve and analyze data to
support differentiated
instructional planning.

Instructional coaches have
basic knowledge of how to
retrieve and analyze data to
support instruction.

Instructional coach has little
or no knowledge of how to
retrieve and analyze data to
support instruction



Domain 2: Environment

Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

2A) Creating an
environment of respect
and rapport

Interactions between coach and
coachee(s) are highly respectful,
reflecting genuine warmth,
caring, and sensitivity to
coaches as individuals.

There is no disrespectful
behavior among coachee(s).
When there is disagreement,
mutual respect is demonstrated.

Coachee(s) feels comfortable to
engage in the coaching process
without hesitating to contribute
their own ideas. Coach respects
and encourages coachee efforts
and skills

Coach-coachee interactions
are friendly and demonstrate
general caring and respect.

Coachee responds
successfully to disrespectful
or challenging behavior from
coachee(s).

Coachee(s) engage in the
coaching process, but may be
hesitant to contribute their
own ideas. Coachee(s) exhibit
respect for the coach.

Coach-coachee interactions
are a mix of positive and
negative; attempts to make
positive connections with
coachee(s) are not entirely
successful.

Coach’s response to
challenging behavior from the
coach(s) is partially
successful.

Coach’s interactions toward
coachee(s) are inappropriate
and/or negative; Coachee(s)
appear uncomfortable in the
coaching environment.

Coach demonstrates
insensitivity to responding to
challenging behaviors and
needs of the coach(s).

2B) Establishing an
environment of on-going
instructional
improvement

The instructional coach has
established a culture of
professional inquiry in which
teachers initiate projects to be
undertaken with the support of
the instructional coach.

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

Teachers do not resist the
offerings of support nor do
teachers seek advice from the
instructional coach.

Instructional coach does not
actively engage in the work of
improving instruction.

2C) Establishing norms
for professional
development interactions

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

Instructional coach has
established clear norms of
mutual respect and for
professional interaction and
consistently directs adult
interactions

Instructional coach’s efforts
to establish norms of
professional conduct are
partially successful; however,
inconsistently directs adult
interactions.

No norms of professional
conduct have been
established; randomly and
inconsistently directs adult
interactions.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

2D) Organizing physical
space

Coach’s arrangement of the
physical environment is highly
aligned to coaching
activity/goals, whereas all
participants are actively
engaged.

Extensive use of technology
(high and low tec) is highly
appropriate, aligned toward
goals, engages all participants
and serves as a model for others.

Participants initiate and engage
in arranging physical
environments.

Coach makes good use of the
physical environment,
arranging the room to foster
engagement in the coaching
activity by the majority of
participants.

Use of technology is
appropriate and supports
engagement and learning
objectives.

The arrangement of the
physical environment does
not impede on the coaching
goals, resulting in
inconsistent engagement of
participants.

Limited use of technology or
other resources are utilized or
used inappropriately.

Coach makes poor use of the
physical environment,
resulting in low engagement
of participants, lost
instructional time, and/or
little alignment between the
physical arrangement and the
coaching activities.

No use of technology or use
inappropriately

2E) Managing coaching
procedures

Coaching time is maximized
due to efficient and seamless
routines and procedures with
minimal to no prompting by the
coach.

Coachees take initiative in
establishing effective meeting
and teaming practices. Routines
are well understood and may be
initiated by coaches.

Coach has well established
effective teaming strategies to
manage coaching routines
(i.e., agendas, roles and
responsibilities, visual
frameworks, working
agreements, goals,
professional development
learning objectives) so there is
little loss of coaching time.

With minimal guidance and
prompting, coaches follow
established routines and
procedures and participate
accordingly.

There is some loss of
coaching time due to coaches
having partially effective
teaming strategies to manage
coaching routines.

Coachees may be unclear on
coaching routines and require
frequent guidance and
prompting to follow
established procedures.

Coachee participation is
uneven.

Coach has no or ineffective
teaming strategies to manage
coaching routines, resulting in
a significant loss of coaching
time.

Coachees are unclear on
coaching routines and
procedures.

Coachee participation is
minimal or considerable
amount of time is spent off
task.



Domain 3: Delivery of Service

Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

3A)  Communicating
effectively in the coaching
relationship

Coach uses appropriate
language in addition to
examples to articulate the
content and points out
possible areas of
misconceptions.

Coach is explicit in
identifying goals and what
coaching supports are needed.

Coachee(s) are able to
communicate the expectations
and purpose of the coaching
process effectively.

Instructional coach initiates
collaboration with classroom
teachers in the design of
instruction and locating
additional resources from
sources outside the school.

Coach communicates the
expectations and purpose of
the coaching interaction
effectively.

Coach is explicit in
identifying steps, timelines,
resources needed to meet
established goals and what
coaching supports are needed.

Coach’s written and oral
language is appropriate and
accurate.

Instructional coach initiate
collaboration with classroom
teachers in the design of
instruction.

Coach partially
communicates the
expectations and purpose of
the coaching interaction
effectively.

Coach is not explicit in
identifying steps, timelines,
resources needed to meet
established goals and what
coaching supports are needed.

Coach’s written and oral
language is inconsistent
related to appropriateness and
accuracy.

Instructional coach
collaborates with classroom
teachers in the design of
instruction when specifically
asked to do so.

Coach fails to communicate
the expectations and purpose
of the coaching interaction
effectively.

Coach is not explicit in
identifying goals and what
coaching supports are needed.

Coach’s written and oral
language is inappropriate and
inaccurate.

Instructional coach decline to
collaborate with classroom
teachers in the design of
instruction.

3B) Communicating clearly
and accurately

Instructional coach regularly
and accurately communicates
information and engages in
ongoing dialogue with
stakeholders.

Instructional coach accurately
and consistently
communicates information to
stakeholders.

Instructional coach partially
communicates information to
stakeholders.

Instructional coach unclearly
communicates information to
stakeholders.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

3C) Using coaching stems,
questioning and discussion
techniques

Coach uses language, stems
and questioning techniques
that are aligned with the
appropriate coaching stance
(coach, collaborator,
consultant) based on
understanding and
contributions of coachee(s).
Coach seamlessly shifts the
coaching stance within a
coaching interaction.

Coachee(s) are active
participants and able to
extend and enrich the
coaching interaction.

Coach builds upon and uses
coachee(s) responses in order
to deepen coachee(s)
understanding.

Coach uses language, stems
and questioning techniques
that are aligned with the
appropriate coaching stance
(coach, collaborator,
consultant) based on
understanding and
contributions of coachee(s).

Coach is able to shift stance
within a coaching interaction
and elicits participation of all
coachee(s) within the
coaching interaction.

Coach uses inconsistent
language, stems and
questioning techniques that
may or may not be aligned
with the appropriate coaching
stance (coach, collaborator,
consultant).

Inconsistent participation of
coachee(s) within the
coaching interaction occurs.

Coach does not use language,
stems and questions during
interaction with coachee(s)
and fails to shift coaching
stance (coach, collaborator,
consultant).

Limited to no participation of
all coachee(s) within the
coaching interaction.

3D) Engaging teachers in
learning new instructional
strategies

Instructional Coach engages
teachers in acquiring new
instructional skills and
engages teachers in reflective
conversation to determine the
next area for growth.

Instructional Coach engages
teachers in acquiring new
instructional skills.

Instructional coaches' efforts
to engage teachers in
professional learning are
partially successful, with
some participation.

Instructional Coach does not
provide opportunities to
engage in professional
learning.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

3E) Using assessment to
guide coaching plan and
supports

Coachee fully understands the
criteria for success. Coach
and coachee(s) collaborate to
outline criteria and data
sources to measure progress
towards goal.

Coachee takes increasing
ownership in the process of
data analysis to assess
progress, and coach and
coachee collaborate to guide
support.

Coach outlines criteria for
success and data sources to
measure progress towards
goal.

Coach engages the coachee(s)
in analysis to assess progress
and determine coaching
support to meet goals.

Coach outlines criteria for
success but data sources to
measure progress towards
goal are misaligned or not
identified.

Coach does not engage the
coachee(s) in analysis. Coach
inconsistently uses data to
match coaching supports to
goals.

Coach fails to outline criteria
for success and/or data
sources to measure progress
towards the goal.

Coach does not analyze data
to evaluate progress or align
coaching supports.

3F) Demonstrating
flexibility and
responsiveness

Instructional coach is
continually seeking ways to
improve and make changes as
needed in response to
stakeholder requests.

Coach attempts to meet the
needs of all coachee(s) by
utilizing a broad range of
approaches and making
adjustments when needed.

The coach seeks out
assistance from a variety of
resources, within and outside
school/district.

Instructional coach makes
revisions when it is needed.

Coach shows consideration
for coachee(s) identified
priorities and/or approaches.
Coach makes adjustments and
accommodations to meet the
needs that arise in the
moment.

Coach persists, even when
encountering resistance, by
drawing on a number of
strategies to engage the
coachee(s).

Instructional coach makes
modest changes when
confronted with evidence of
the need for change.

Coach understands coachee(s)
priorities and is responsive in
making adjustments at times.

Coach struggles with
identifying strategies when
encountering resistance in
coaching.

Instructional coach adheres to
a plan, in spite of evidence of
its inadequacy.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

3G) Positive student impact
Through use of the problem
solving process, coach
facilitates coachees in using
assessment information to
identify a need, develop and
implement an intervention
plan aligned to prioritized
need(s).

Coach assists in data
collection and evaluation of
progress toward goal,
resulting in a positive impact
on student growth as evident
by all goals being met or
exceeded.

Through use of the problem
solving process, coach
facilitates coachees in using
assessment information to
identify a need, develop and
implement an intervention
plan aligned to prioritized
need.

Coach assists in data
collection and evaluation of
progress toward goal,
resulting in the majority of
goals being met.

Coach references use of the
problem solving process
when working with coachees
in analyzing assessment
information to develop and
implement an intervention
plan based on identified need.

Plan is inconsistently
monitored and evaluated,
resulting in some of the goals
being met.

Coach participates in the
analysis of data and
development of intervention
plans.

Data collection toward a goal
is inconsistent or nonexistent.

Student impact is minimal or
no growth evident.



Domain 4: Professional Responsibilities

Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

4A) Reflecting on
practice/coaching

Instructional Coach draws on
an extensive repertoire to
suggest specific alternative
strategies, accompanied by a
prediction of the likely
consequences of each.

Instructional Coach makes
specific suggestions as to how
the support program might be
improved.

Instructional coach’s
reflection is an accurate and
objective description of
practice, citing specific
positive and negative
characteristics.

Instructional Coach makes
specific adjustments to
improve his/her practice
based on participant
feedback.

The coach identifies a few
specific strategies that may
improve the coaching
approach.

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

The coach can make general
suggestions to improve the
coaching approach, but lacks
specific strategies

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

The coach makes no
suggestions to improve the
coaching approach.

4B) Maintaining accurate
records and Preparing and
submitting documentation

Maintains coaching records
(e.g., coaching logs, coaching
goals and updates, referral
forms, program evaluation
tools) that are complete,
accurate and well organized.
Records are submitted on
time and without the need for
reminders.

Coach makes
recommendations on ways to
improve efficiency and
effectiveness of records.

Maintains coaching records
(e.g., coaching logs, coaching
goals and updates, referral
forms, program evaluation
tools) that are complete,
accurate and well organized.

Records are submitted on
time and are efficient and
effective in recording
necessary coaching
information.

Maintains some coaching
records.

Records are sometimes
submitted on time and may be
inaccurate and inefficient in
recording necessary coaching
information.

Fails to maintain coaching
records.

Records are routinely
submitted late and are
disorganized, providing
incorrect or confusing
information.



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

4C)  Participating in a
Professional Community

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

Instructional coach readily
shares acquired knowledge
and skills with colleagues.

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

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

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

4D) Growing and
Developing Professionally

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

The coach takes an active
leadership role in professional
organizations in order to
contribute to the profession.

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

The coach actively
participates in organizations
designed to contribute to the
profession

Instructional coaches'
participation in professional
development activities is
limited to those that are
convenient or are required.

The coach contributes in a
limited fashion to
professional organizations

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



Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)

4E) Showing
professionalism, including
integrity and confidentiality

Instructional coach adheres to
the highest standards of
honesty, integrity and
confidentiality.

Instructional Coach assumes a
leadership role within the
district, school and coaching
community.

Instructional coach assumes a
leadership role with
colleagues challenging
negative attitudes/practices in
ensuring full compliance with
regulations

Coach takes a leadership role
in district/school/team
decision making, including
development/refinement of
district regulations.

Instructional Coach’s
interactions with colleagues
are characterized by high
standards of honesty, integrity
and confidentiality. All staff
are fairly served. Instructional
coach displays full
compliance with school and
district regulations.

Coach actively works to
provide opportunities for
coachee(s) success. Coach
willingly participates in
district/school/team decision
making. Coach complies
completely with district
regulations.

Instructional Coach’s
interactions with colleagues
are honest but inconsistent.
Instructional Coach displays
minimal compliance with
school and/or district
regulations.

The coach makes decisions
professionally but on a
limited basis. The coach
complies with district
regulations.

Instructional Coach’s
professional interactions are
characterized by questionable
integrity. Instructional coach
does not comply with school
and/or district regulations.

The coach is dishonest. The
coach fails to notice the needs
of coachee(s). The coach
engages in practices that are
self serving. The coach
willfully rejects district
regulations.

4F) Meets with
administrators on the status
and implementation of
instructional program

Instructional coach seeks
opportunities to meet and
regularly meets with
administrators to share
specific issues that relate to
the status and implementation
of instructional program.

Instructional coach frequently
meets with administrators to
share specific issues that
relate to the status and
implementation of
instructional program.

Instructional coach makes
reasonable attempts to meet
with administrators about the
status and implementation of
instructional program.

Instructional coach declines
to meet with administrators
about the status and
implementation of
instructional program.
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