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	The Charlotte Danielson Framework for Teaching is a research-based set of components of instruction, aligned to the INTASC standards, and grounded in a constructivist view of learning and teaching.  The complex activity of teaching is divided into 22 components (and 76 smaller elements) clustered into four domains of teaching responsibility:  1.) planning and preparation, 2.) classroom environment, 3.) instruction, and 4.) professional responsibilities.  Each component defines a distinct aspect of a domain; two to five elements describe a specific feature of a component.  Levels of teaching performance rubrics describe each component and provide a roadmap for improvement of teaching.  The Framework may be used for many purposes, but its full value is realized as the foundation for professional conversations among practitioners as they seek to enhance their skill in the complex task of teaching.  The Framework may be used as the foundation of a school or district’s mentoring, coaching, professional development, and teacher evaluation processes, thus linking all those activities together and helping teachers become more thoughtful practitioners ("The Danielson Group," 2011).  
	The Danielson Framework will be utilized as a tool in order to develop an improvement plan that addresses the areas in need of improvement for Mrs. Jones.  She is a twenty-five year veteran English teacher that has great intentions and stellar lesson plans.  However, her classroom management and student engagement are areas of improvement for her.  Although her class is not loud and out of control, they are also not actively engaged either.  Heads are down on desks, and notes are being passed around the room rather than students focus on the lesson being taught.  Mrs. Jones, however, seems to be oblivious to this fact because she is so engaged in the delivery of her instruction through lecture and demonstration.
	The following evaluation form based off of the Danielson Framework is a sample an administrator would use to create and open up dialogue with Mrs. Jones.  This evaluation form allows the administrator to record and document what was observed in the classroom, as well as suggesting best practice uses and effective ways to improve classroom management.  
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SAMPLE TEACHER IMPROVEMENT PLAN (TIP)/TEACHER DEVELOPMENT
	This is a sample of a TIP for a teacher whose composite score was rated as Ineffective.  When the administrator met with the teacher, the administrator and teacher reviewed the teacher’s professional practice ratings.  The teacher was rated developing in the following areas of Domain 2(Classroom Environment): 2c- Managing Classroom Procedures and 2d -Managing Student Behavior.  She was rated Ineffective in Domain 3(Instruction) 3c-Engaging Students in Learning, and she was rated Developing in Domain 3 (Instruction) 3b- Questioning and Discussion Techniques.  In September the administrator met with the teacher to review her final evaluation.  The administrator and teacher discussed the areas in need of development and made a list that prioritized which areas to develop first, etc.  The result of their discussion and timeline is summarized in the plan below.  They agreed that the first step was to establish the routines/procedures and the behavior management system.  The administrator would be assessing the development of these areas initially through informal observations.  They agreed that the next step would be to concentrate on the development of the instructional areas.  They discussed the strategies listed in the plan below, and they set dates for the teacher’s formal observations as checkpoints to assess how the teacher was developing in all of these areas.  
SAMPLE TEACHER IMPROVEMENT PLAN (TIP)/TEACHER DEVELOPMENT PLAN
	CAREER LEVEL		STATUS DATE COMPOSITE SCORE RECEIVED:___________
	Intern				Contract Substitute		LEVEL OF IMPROVEMENT PLAN
⎕  DEVELOPMENT PLAN   		  TIP  

	Resident			1st Year Probationer
	Professional			2nd Year Probationer		
	Tenured			3rd Year Probationer			
	Other___________________________________
As required by Education Law 3012-c, all teachers who receive a Composite Rating of Ineffective, shall be required to develop a Teacher Improvement Plan (TIP) in collaboration with his/her supervisor and Lead Teacher/Peer Evaluator, if applicable. All teachers who receive a Composite Rating of Developing, shall be required to develop a Development Plan in collaboration with his/her supervisor and Lead Teacher/Peer Evaluator, if applicable.  Union representation shall be afforded at the teacher’s request.
Teacher:____________________________________ Employee ID_________________________________________________
Tenure: Area: _____________________________Observation Dates:_formal observations will be on Nov 10 and March 12	
Observer:_________________________________School/Location_________________________________________________
Position:______________________________________________
Place a check mark in the box next to any domain below that is rated as Developing or Ineffective. 
	Planning and Preparation      	Learning Environment      	 Instruction      	Professional Responsibilities
In the space below, describe the following: List goals to address the domains assessed as Developing or Ineffective; list differentiated activities to support the teacher’s improvement in the areas listed above; describe the manner in which the improvement will be assessed and provide a timeline for achieving improvement.
	Goals to address area(s) checked off above.

Establish classroom routines and procedures to reduce the loss of instructional time.

Establish and implement consistent standards of conduct to maintain an orderly classroom






Establish and implement learning tasks that result in active intellectual engagement of the students. 

Pose questions to promote student thinking and understanding.
	Activities/PD to support improvement

Use timing device (Computer Timer Tools or a countdown) to signal students (Explain to students purpose and procedure of the timing device.)

Collaborate with administrator or mentor on list of specific standards of conduct and consequences for misbehaviors.

Explain standards of conduct to whole class 

Monitor student behavior regularly and when individual students misbehave, respond immediately 

Observe Ms. Jones who uses the strategy of “Think, Pair, Share.” (A sub will be provided.)
Implement the strategy of “Think, Pair, Share.”

Observe tape of Mrs. Jones who uses open-ended questions and makes effective use of wait time.  Observe how she builds on student responses to questions and how the questions enable the students to engage in discussions with each other.  Discuss the observation with administrator or mentor.

Review Bloom’s Taxonomy and collaborate with administrator or mentor to write 3-4 questions that have a variety of cognitive levels. 

Use open-ended questions, inviting students to think and actively engage in discussions.
	How will the improvement be assessed?
Informal Observation 



Meet with administrator or mentor

Informal Observation

Informal Observation


Formal Observation

Meet with administrator or mentor



Meet with administrator or mentor

Formal Observation
	Timeline

Informal observation by October 5 and ongoing throughout  year


By September 17



By September 19


Informal observation by October 5 and ongoing throughout  year
Informal Observation by October 5 and ongoing throughout year



By November 1


By November 1


Formal Observation on November 10 and March


	                                                                                                                                                                                        
The most important part to keep in mind as an administrator conducted these evaluation meetings is not to attack the teacher on everything they do wrong, and keep an open mind and dialogue.  Talk with the  teacher about suggestions and improvements for areas of concern rather than lecture and scold.  In addition, administrators need to be very careful when approaching a twenty-five year veteran teacher on their instruction methods and performance.  As long as the topic is brought up in good faith and both parties keep in mind the end goal (student’s performance and well-being), the conversation should be effective and positive.  Remind teachers that this is not a personal attack; rather, the administrator is merely suggesting actions that need to be taken in order to better the well-being of our students.	 
Supporting teachers is essential to the success of schools.  Many resources are needed to assist teachers in growing professionally.  Sometimes additional support is required to help teachers develop so that they can meet the performance standards for their school.  There are two tools that may be used at the discretion of the evaluator.  The first is the Support Dialogue, a school-level discussion between the evaluator and the teacher.  It is an optional process to promote conversation about performance in order to address specific needs or desired areas for professional growth.  The second is the Performance Improvement Plan which has a more formal structure and is used for notifying a teacher of performance that requires improvement due to less-than-proficient performance. Both tools may be used for all teachers, regardless of contract status.  The tools may be used independently of each other.  The following table highlights key differences between the two processes:
Two Tools to Increase Professional Performance
	
	Support Dialogue
	Performance Improvement Plan

	Purpose
	For teachers who could benefit from 
targeted performance improvement OR 
who would like to systematically focus on 
her/his own performance growth. 
	For teachers whose work is 
in the “Needs Improvement” or 
“Unacceptable” categories

	Initiates Process
	Evaluator or teacher
	Evaluator* 

	Documentation
	Form Provided: None

Memo or other record of the discussion/
other forms of documentation at the 
building/worksite level
	Form Required: Performance 
Improvement Plan

Building/Worksite Level

Director/Superintendent is 
notified

	Outcomes
	· Performance improvement is documented 
   with the support dialogue continued at the 
   discretion of the evaluator or the teacher
· In some instances, little or no progress -- 
   the employee may be moved to an 
   Improvement Plan
	· Sufficient improvement -- 
     recommendation to continue 
     employment
· Inadequate improvement --
     recommendation to continue on
     Performance Improvement Plan
     Or non-renew or dismiss the 
     employee



[bookmark: _Toc284925045]* The principal is responsible for the overall supervision of personnel in the worksite/department/school and, as such, monitors the Performance Improvement Plan and makes the recommendations to the superintendent or her or his designee about the teacher’s progress.  








Support Dialogue

The Support Dialogue is initiated by evaluators or teachers at any point during the school year for use with personnel whose professional practice would benefit from additional support.  It is designed to facilitate discussion about the area(s) of concern and ways to address those concerns.  In Mrs. Jones’s case, these areas of concerns are The Support Dialogue process should not be construed as applying to poor performing teachers.  The option for a Support Dialogue is open to any teacher who desires assistance in a particular area. 

During the initial conference, both parties share what each will do to support the teacher’s growth and decide when to meet again.  To facilitate the improvements, they may choose to fill out the optional Support Dialogue Form.  After the agreed upon time to receive support and implement changes in professional practice has elapsed, the evaluator and teacher meet again to discuss the impact of the changes.

Sample Prompts
	Sample Prompts for the Initial Conversation
What challenges have you encountered in addressing ________ (tell specific concern)?
What have you tried to address the concern of _______ (tell specific concern)?
What support can I or others at the school/worksite provide you?

Sample Prompts for the Follow-Up Conversation
Last time we met, we talked about ________(tell specific concern).  What has gone well? 
What has not gone as well?



The entire Support Dialogue process is intended to be completed in a relatively short time period (for example, within a six-week period) as it offers targeted support.  For teachers for whom the evaluator initiated the Support Dialogue, the desired outcome would be that the teacher’s practice has improved to a proficient level.  In the event that improvements in performance are still needed, the evaluator makes a determination either to extend the time of the Support Dialogue because progress has been made, or to allocate additional time or resources.  If the necessary improvement is not made, the employee must be placed on a Performance Improvement Plan.  Once placed on a Performance Improvement Plan the employee will have a specified time period (for example, 90 calendar days) to demonstrate that the identified deficiencies have been corrected. 
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SAMPLE: Support Dialogue Form (optional)

Directions: Teachers and evaluators may use this form to facilitate discussion on areas that need additional support.  This form is optional and will not become part of a teacher’s permanent record.  

What is the area of targeted support?







What are some of the issues in the area that are causing difficulty?







What strategies have you already tried and what was the result?







What new strategies or resources might facilitate improvement in this area?





Teacher’s Name _______________________________________________________________

Teacher’s Signature _______________________________________   Date _______________

Evaluator’s Name _____________________________________________________________

Evaluator’s Signature ______________________________________   Date _______________

[bookmark: _Toc284925046]
Performance Improvement Plan

If a teacher’s performance does not meet the expectations established by the school, such as in Mrs. Jones’s case, the teacher will be placed on a Performance Improvement Plan.  A Performance Improvement Plan is designed to support a teacher in addressing areas of concern through targeted supervision and additional resources.  It may be used by an evaluator at any point during the year for a teacher whose professional practice would benefit from additional support.  Additionally, a Performance Improvement Plan is implemented if one of the following scenarios occurs at the end of any data collection period:

· a teacher receives two or more “Not Evident” ratings at the interim review; 

· a rating of “Developing/Needs Improvement” on two or more performance standards  
            (which is the case for Mrs. Jones); or

· A rating of “Unacceptable” on one or more performance standards or an overall rating of “Unacceptable.”

[bookmark: _Toc284925047]Implementation of Performance Improvement Plan

When a teacher is placed on a Performance Improvement Plan, the evaluator must: 

a) provide written notification to the teacher of the area(s) of concern that need(s) to be addressed; 

b) formulate a Performance Improvement Plan in conjunction with the teacher; and

c) 	review the results of the Performance Improvement Plan with the teacher within established timelines.

Assistance may include:

· assistance from a curriculum or program coordinator; 

· support from a professional peer or supervisor; 

· conferences, classes, and workshops on specific topics; and/or

· other resources to be identified.

[bookmark: _Toc284925048]Resolution of Performance Improvement Plan

Prior to the evaluator making a final recommendation, the evaluator meets with the teacher to review progress made on the Performance Improvement Plan, according to the timeline.  The options for a final recommendation include:

a)	Sufficient improvement has been achieved; the teacher is no longer on a Performance Improvement Plan and is rated “Proficient.”

b)	Partial improvement has been achieved but more improvement is needed; the teacher remains on a Performance Improvement Plan and is rated “Developing/Needs Improvement.”

c)	Little or no improvement has been achieved; the teacher is rated “Unacceptable.”

When a teacher is rated “Unacceptable,” the teacher may be recommended for dismissal.  If not dismissed, a new Performance Improvement Plan will be implemented.  Following completion of the Performance Improvement Plan, if the teacher is rated “Unacceptable” a second time, the teacher will be recommended for dismissal.

When a teacher with continuing contract status is rated “Unacceptable,” a Performance Improvement Plan will be developed and implemented.  Following implementation of the Performance Improvement Plan, additional performance data, including observations as applicable, will be collected.




SAMPLE: Performance Improvement Plan Form
(Required for a Teacher Placed on a Remediation Plan of Action)

Teacher ________________________________	School _______________________________

Grade/Subject ___________________________	School Year __________________________

Evaluator _______________________________

	Performance
Standard
Number
	Performance Deficiencies Within the Standard to be Corrected
	Resources/Assistance Provided;
Activities to be Completed by the Employee
	Target Dates

	






	
	

	

	






	
	

	

	






	
	

	



The teacher’s signature denotes receipt of the form, and acknowledgment that the evaluator has
notified the employee of unacceptable performance.

Teacher’s Name 	

Teacher’s Signature ___________________________________   Date Initiated	

Evaluator’s Name 	

Evaluator’s Signature _________________________________   Date Initiated	








Results of Performance Improvement Plan[footnoteRef:1] [1:  These sections are to be completed collaboratively by the evaluator and the teacher.  Pages may be added, if needed.] 


	Performance
Standard
Number
	Performance Deficiencies
Within the Standard to be Corrected
	Comments
	Review Dates

	





	
	

	

	





	
	

	

	





	
	

	



Final recommendation based on outcome of Improvement Plan:

	The performance deficiencies have been satisfactorily corrected: The teacher is no longer on a Performance Improvement Plan.

	The deficiencies were not corrected: teacher is recommended for non-renewal/dismissal.


Teacher’s Name 		

Teacher’s Signature _______________________________ Date Reviewed	
Signature denotes the review occurred, not necessarily agreement with the final recommendation.

Evaluator’s Name 	

Evaluator’s Signature ______________________________  Date Reviewed	


	The following is a calendar of events for evaluating teachers and staff.  This is especially important for teachers that are being evaluated that school year to know.

Establish your evaluation schedule early in the year
· Observation times
· Make-up times
· Conference planning time
· Conference times

Pre-conference
· Notify teachers in writing of dates
· Choose a neutral site for the conference
· Inform teachers of needed materials for the conference
· Review your notes (observation, etc.)
· Establish priorities for the conference

Conference
· Establish a comfortable, relaxed atmosphere
· Invite the teacher to share his/her self-appraisal first
· Strengths
· Weaknesses
· Major goals/Assessment of attainment
· Strategies for achieving goals
· Share your perceptions of performance
· Be prepared to offer specific recommendations for ways to improve performance
· Conclude with a summary of main accomplishments and review one or two areas for professional growth

Post Conference
· Complete follow-up forms in a timely manner
· File notes/observations/recommendations
· If it’s not written down, it never happened.

Tips
· Elements of Effective Conferences
· Two-way communications (80/20 exchange)
· Balanced review of past performance and future goals
· Recognition of specific strengths
· Identification and analysis of problems
· Teacher initiation of goals for next cycle

· Application of Adult Learning
· Involve the adult in his/her own learning
· Give concrete and specific feedback
· Provide clear statements
· Elicit the adult’s opinions
· Use time efficiently
· Suggest further steps to expand skills

· Drawing Out Teacher Responses
· Practice silence, longer wait time
· Ask open-ended questions
· Remember to talk less
· Probe for realistic reasons for problems
· Ask for specific clarification of issues
· Concentrate on performance-related issues

· Consider...
· Specific opening questions
· Facilitating questions
· Reflective questions
· Growth questions
· Closing statements
 
· Post-conference Reflection
· Did you put the teacher at ease?
· Did you allow and encourage the teacher to do most of the talking?
· Did you promote honest self-assessment by the teacher?
· Were you clear about strengths and areas of improvement?
· Did the teacher “hear” you?

	According to an article written by Stacy Hurst, there are seven suggestions to increase student participation and motivation that can be given to struggling teachers such as Mrs. Jones.  The first is to use the 10:2 method.  For every 10 minutes of instruction allow the students 2 minutes to process and respond to the instruction. This can be done in various ways by having them write what they have learned, questions they may have, or by discussing the content with a fellow student.  Incorporate movement into your lessons. Require students to respond to a question by moving to a certain spot in the room, writing on whiteboards, or standing (or sitting) when they are done thinking about the question, etc.  Pick up the pace. One misconception is that we must go slowly for students to really understand and engage in a lesson. There is a lot of evidence that shows that when teaching is at a brisk instructional pace, students have more opportunities to engage, respond, and move on to the next concept.  Provide frequent and effective feedback.  Allow students 5-7 seconds of ‘think time’ when asking a question. At the end of the time draw a random name to answer the question.  At the end of a lesson have students use the 3-2-1 method of summarizing by having students record three things they learned, two interesting things, and one question they have about what was taught. Allow time to share their findings with a peer.  Finally, periodically pause mid-sentence when teaching requiring students to fill in the blanks (Hurst, 2014).
	By using research-based strategies combining appropriate levels of dominance and cooperation and an awareness of student needs, teachers can build positive classroom dynamics.  The first classroom management strategy is to have appropriate levels of dominance.  Dominance is defined as the teacher's ability to provide clear purpose and strong guidance regarding both academics and student behavior. Teachers can exhibit appropriate dominance by establishing clear behavior expectations and learning goals and by exhibiting assertive behavior.  The next strategy for student behavior is to establish clear expectations and consequences.  Teachers can establish clear expectations for behavior in two ways: by establishing clear rules and procedures, and by providing consequences for student behavior.  Along with well-designed and clearly communicated rules and procedures, the teacher must acknowledge students' behavior, reinforcing acceptable behavior and providing negative consequences for unacceptable behavior.  Teachers can also exhibit appropriate levels of dominance by providing clarity about the content and expectations of an upcoming instructional unit. Important teacher actions to achieve this end include:  establishing and communicating learning goals at the beginning of a unit of instruction, providing feedback on those goals, continually and systematically revisiting the goals, and providing summative feedback regarding the goals.  Teachers can also communicate appropriate levels of dominance by exhibiting assertive behavior. Assertive behavior is the ability to stand up for one's legitimate rights in ways that make it less likely that others will ignore or circumvent them.  Teachers should use assertive body language by maintaining an erect posture, facing the offending student but keeping enough distance so as not to appear threatening and matching the facial expression with the content of the message being presented to students.  Teachers should also use an appropriate tone of voice, speaking clearly and deliberately in a pitch that is slightly but not greatly elevated from normal classroom speech, avoiding any display of emotions in the voice.  Finally, teachers should persist until students respond with the appropriate behavior. Do not ignore an inappropriate behavior; do not be diverted by a student denying, arguing, or blaming, but listen to legitimate explanations.  Another classroom management strategy for teachers is to have appropriate levels of cooperation.  Cooperation is characterized by a concern for the needs and opinions of others. Several strategies can foster appropriate levels of cooperation.  Just as teachers can communicate appropriate levels of dominance by providing clear learning goals, they can also convey appropriate levels of cooperation by providing flexible learning goals. Giving students the opportunity to set their own objectives at the beginning of a unit or asking students what they would like to learn conveys a sense of cooperation.  Probably the most obvious way to communicate appropriate levels of cooperation is to take a personal interest in each student in the class.  Teachers can talk informally with students before, during, and after class about their interests, greet students outside of school—for instance, at extracurricular events or at the store, single out a few students each day in the lunchroom and talk with them, and meet students at the door as they come into class; greet each one by name.  Teachers with effective classroom management skills are aware of high-needs students and have a repertoire of specific techniques for meeting some of their needs (Marzano & Marzano, 2003).
	Finally, I am attaching a professional improvement plan form that I find extremely helpful.  It maps out each standard that is to be observed very simply .and clear, and provides room for feedback and evidence.  I like the checklist form for the administrator, because they are so strapped for time anyway.  It’s nice to have everything right there and ready-to-go.  The last page within this plan is a calendar of supports that the administrator can fill out and keep on each teacher.  This is a nice way to keep track of what has been done by each individual teacher, and the date it was accomplished (Leap Academy Charter, 2014).
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