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I.
 Overview
Purpose
Whether you are a student or a teacher, education is a process of learning.  The purpose of using the Charlotte Danielson framework is to clearly define expectations as well as provide support and/ or direction for teachers. It is the district’s belief this should be a non-threatening experience allowing teachers to gain additional knowledge and instructional practices to assist teachers within the classroom. 

                                                             Evaluation



                          Non- tenured





Tenured

     *Complete Professional Development Plan (PDP)                            *Establish Personal Goals
     * Completed Individual Development Plan (IDP)                             *Evaluation every other year 

     *Summative Evaluation once a year



              unless in need of                 

                                          




   Assistance IDP
Administrative Responsibilities
· All non-tenured teachers must complete a Professional Development Plan (PDP) as well as an Individualized Development Plan (IDP).  In addition, non-tenured teachers will be evaluated yearly until such time as they acquire tenure.
· Tenured teachers must establish personal goals based on the framework and be formally evaluated. While state law indicates a performance evaluation shall be conducted every three years, it is the district’s goal to evaluate teachers every other year. 
· Explain procedures and processes early in the year 
· Observe broadly and inclusively throughout the year
· Communicate honestly and in a timely manner
· Assert “best practices” expectations as listed on page 21
· Follow district processes and procedures

· Keep appropriate and accurate records/ notes
II. Description of Model
The standard format for this model includes the following steps:

1. IDP  (non-tenured) & establish goals (tenured)
2. Classroom Observations & walk throughs
3. Feedback provided verbally and/or in writing
4.      Summative Evaluation

In addition to the formal classroom observation component, the administrator is expected to observe employee performance more broadly and m0re frequently. The administrator should be aware of attendance patterns, the educator’s involvement in professional activities—departmental, grade level, school improvement—his/ her use of class time, attention to duties such as supervision, appropriate use/ integration of technology, relationships established with students and parents, effectiveness and timeliness of communications, and so on. 

There are three tiers in the Constantine Public Schools teacher evaluation model
1. Probationary or non-tenured educator.  These are teachers who are new to the profession or are new to the school district and are not yet tenured. 

2. Tenured educator who is generally meeting expectations.  These are teachers who are tenured and have an evaluation record that indicates they are meeting District expectations for performance. Included in this group are the majority of educators who are continuing growth in one or more areas indicated on the evaluation forms. 

3.  Tenured educator who is in need of assistance (IDP).  These are teachers who have tenure status but who have not met the District expectations for performance as indicated by the administrator’s summative (summary of walk throughs, in classroom observation(s), and support of school programs and processes) evaluation. Administrators will use the process listed below for a tenured employee determined to be in need of an IDP.

1. The administrator will prepare the summative evaluation for and indicate specifically the areas of unsatisfactory performance.

2. The administrator will inform the employee during the evaluation conference of the areas that need attention as well as the outcomes that will be expected during the subsequent stages of the evaluation process.  Should a teacher perform unsatisfactorily in the same area over two consecutive evaluations, an IDP will be implemented. 
3. If the employee demonstrates in subsequent evaluation steps that he/she is meeting expectations for performance, the IDP will be completed and the employee will return to a regular evaluation cycle (tenured teachers are evaluated every other year). 

4. If the employee does not demonstrate that he/she is meeting expectations during subsequent evaluation steps, the administrator shall/may institute a revised IDP, or follow approved disciplinary actions established in the master agreement. 
                        Components of Professional Practice
	Domain 1: Planning & Preparation
	Domain 2: The Classroom Environment

	1a:   Demonstrating Knowledge of Content   

        and Pedagogy

1b: Demonstrating Knowledge of Students

1c: Selecting Instructional Goals

1d: Demonstrating Knowledge of Resources

1e: Designing Coherent Instruction

1f: Assessing Student Learning
	2a: Creating an Environment of Respect and    

       Rapport

2b: Establishing a Culture for Learning

2c: Managing Classroom Procedures

2d: Managing Student Behavior

2e: Organizing Physical Space



	Domain 3: Instruction
	Domain 4: Professional Responsibilities

	3a: Communicating Clearly and Accurately
3b: Using Questioning and Discussion 

      Techniques

3c: Engaging Students in Learning

3d: Providing Feedback to Students

3e: Demonstrating Flexibility and 

     Responsiveness
	4a: Reflecting on Teaching

4b: Maintaining Accurate Records

4c: Communicating with Families

4d: Contributing to the School and District

4e: Growing and Developing Professionally

4f: Showing Professionalism


Classroom Walk-Throughs
(From a Principal Perspective)

A. What is a walk-through?

1. It is not an inspection.

2. It is not a gotcha.

3. It is a short, focused, and informal observation.

4. It is a time to obtain ongoing information about curricular and instructional decisions that the teacher makes.

5. It is a time to support teachers and a way to encourage reflection on delivery and methodology.

6. The focus is on increasing awareness and developing a coaching relationship between the teacher and the administrator/principal.

B. What does a principal look for?
1. How does the teacher keep the focus of the students?

2. Do students appear to be engaged?
3. Is the lesson aligned to curricular standards?

4. What mode of lesson delivery was selected?

5. How does the teacher check for understanding?

6. Is the teacher able to re-direct Johnny without losing the flow of the lesson?

7. Does the teacher do a good job of spelling out his/her expectations?

8. Does the teacher manage transitions in an efficient manner?

9. Is the teacher able to differentiate instruction for students?
C. Focused Walk-Throughs: The 3 C’s
1. Context (Are the kids meaningfully engaged?)
2. Curriculum (What is the objective of the lesson and does it match benchmarks and objectives?)

3. Cognition (What evidence exists that learning is taking place? Is the learning of a basic recall or higher level variety?)

D. Reflective Questions

1. Positive Presupposition…(Assume person is thinking about X.)

2. How do you decide when to use…?

3. What is your criterion for…?

4. How do you approach…?

E. Highlights

1. Several 3-5 minute visits are advocated yearly.

2. Reflective conversations are not held after every visit.

3. When conversations are held, they are collegial in nature. 

                           Summary and Explanation
For the

Probationary / Non-tenured Teacher
Staff Members Included:


All non-tenured teachers

Method:

1. A summative evaluation shall be completed annually

2. Minimum of two (2) formal observations per year and multiple walk throughs

3. Individualized Development Plan (IDP) and Professional Development Plan (PDP) must be completed by October 1 or within 45 days if employed after the school year begins.

4. Final Appraisals are due by April 1 of the current school year along with a recommendation for renewal or non-renewal of contract.

Explanation of instruments:


Page 11  – Professional Development Plan

This form is to inform the probationary teacher of State guidelines per the Tenure Law and Michigan School Code. It is also for the teacher to record observation and meeting dates with assigned mentor. 


Page 12  – Individualized Development Plan



This form is for the teacher to record his/her target goal(s) and strategies.
Professional Development Plan
· If a non-tenured teacher is in his/her first 3 years of employment in the classroom teaching, the teacher must also receive intensive professional development based on a Professional Development Plan (PDP).

· The Probationary teacher is assigned a mentor for their first three years of employment as a classroom teacher. The mentor will meet with the teacher on a regular basis to discuss rules, procedures, assessment ideas, instructional strategies, discipline procedures, curriculum, etc. 

· If the non-tenured teacher is in the first year of employment as a classroom teacher, the teacher will attend all the “New Teacher Academy” sessions offered through the Intermediate School District. The teacher must obtain a total of 15 days of professional development within the first three years of employment. A professional development day is considered the equivalent of a normal contract day or the sum of partial days equivalent to that length. These days can be university linked, a regional, or a district seminar and are in addition to any professional development day that is required under Section 1526 of the Revised School Code. University coursework taken for credit may not be counted toward the 15 day requirement. 

Non- tenured/ Probationary Teacher Track
Individualized Development Plan

1. The initial required probationary period under current Michigan law is four (4) full years of employment for a new teacher in a school district.  This includes a teacher who has experience elsewhere including public, non-public, or out-of-state schools and has not received tenure in Michigan.

2. The probationary period for a newly hired teacher who previously acquired tenure in another Michigan school district is limited to 2 years.  The Board may shorten this probationary period to one year if so desired.  
3. Every probationary teacher employed for at least one (1) full school year must have, in each of the probationary years, an Individualized Development Plan (IDP).  The IDP is to be developed and placed in writing by the appropriate administrator in consultation with the teacher and mentor by October 1 of the current school year or within 45 days if employed after the school year begins. 

4. The non-tenured teacher must demonstrate the ability to meet classroom expectations and professional behaviors as outlined in the master agreement as well as the “Best Practices” listed in this process during the probationary period.  Building principals must present the probationary teacher with an annual year-end performance evaluation no later than April 1 of the current school year.  The evaluation is to include an assessment of the teacher’s progress in meeting the goals of the IDP and a recommendation for renewal or non-renewal of contract. 

5. The annual year-end performance evaluation must be based upon at least two (2) classroom observations at least 60 days apart—unless both the teacher and the administrator agree to shorter intervals.

6. The IDP may be re-written at any time.  All plans are to be instructional in nature, goal oriented, positive, and non-threatening.  The plan will include strategies to be used to improve student learning, the support desired from the administration, and indicators of success.  The plan must be signed and dated by both the teacher and administrator.

7. As the individualized development plan (IDP) is developed, the teacher needs to consider the individual school’s mission. 
8. Failure of the school district to comply with the requirements for the Tenure Act pertaining to evaluation with respect to an individual teacher in a particular school year is conclusive evidence the teacher’s performance for that school year is satisfactory.
   FORMS
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        Constantine Public Schools
                                               Professional Development Plan

Probationary Year:      1

2
       3                  4


Name:    _________________________________
Assignment:   _________________________
Building:   _______________________________
Principal:   ____________________________
Mentor:     _______________________________
Date:   ________________________________
1. During the first year of employment, the teacher will attend all assigned sessions of New Teacher Academy provided/ directed by the Saint Joseph Intermediate School District (SJCISD).  These dates will be provided to you by your building administrator. 
2. The new teacher will meet with the curriculum coordinator/ or district designee regarding district information. 

3. Regular meetings will be scheduled with an assigned mentor to discuss rules, procedures, assessment ideas, teaching techniques, discipline procedures, curriculum, etc. Please keep a log of all meeting contacts and times as this needs to be reported to the state. 
4. The teacher will invite the mentor to observe a minimum of two classes during your first year. Meet with the mentor to discuss these observations and any possible suggestions. 
Observation 1 ___________
Observation 2 ________________

                                        Date                                                          Date
5. The teacher will turn in a completed PD form listing all professional development activities attended throughout the year. Teachers will complete 15 days of on-site and off-site workshops, seminars, etc. during the first three years of employment.  This is required under Section 1526 of the Revised School Code. 

6. An IDP will be developed utilizing the provided forms. 

Signatures below indicate receipt of this Professional Development Plan. For probationary teachers, tenure law indicates the teacher is to be observed a minimum of 2 times per year. A minimum of 2 observations must be done sixty days apart. 
________________________________________  ______________  __________________________________ ____________

                                   Teacher Signature

      date                Administrator Signature         date

Individual Development Plan
	Teacher: ___________________________      Administrator: ____________________

School: ____________________________          Date/Time: ______________________

Grade Level/ Curriculum Area:____________________________________________

Teacher Status: _________________Year of Probation: ________________________

                                                                 



The Individualized Development Plan (IDP) is designed to provide support and guidance to teachers and other certified staff members during their employment with the school district. The administrator and the employee collaboratively develop the IDP but final approval and monitoring of employee progress are the responsibilities of the administrator.

Goals #1-Planning and Preparation (necessary elements in preparing to do effective work with students)
Teacher Plan:  (Activities and/or experiences required for successful completion of this plan) 
Administrative Support:   (What are the provisions for support or guidance that will be provided by the responsible administrator?)

Timeline:

Goal #2-Classroom Environment (Design and maintenance of an optimal learning environment)

Teacher Plan:  (Activities and/or experiences required for successful completion of this plan)
Administrative Support:   (What are the provisions for support or guidance that will be provided by the responsible administrator?)
Timeline: 

Goal #3-Instruction (Strategies or techniques utilized that will facilitate or support learning of stated objectives for all students)

Teacher Plan:  (Activities and/or experiences required for successful completion of this plan)
Administrative Support:   (What are the provisions for support or guidance that will be provided by the responsible administrator?)

Timeline:

Goal #4-Professional Responsibilities (Performance expectations related to the position of education professional)

Teacher Plan:  (Activities and/or experiences required for successful completion of this plan)
Administrative Support:   (What are the provisions for support or guidance that will be provided by the responsible administrator?) 
Timeline:

This plan was developed on ________________________________

Teacher Signature: ________________________________________

Administrator Signature: ____________________________________


This plan was reviewed on _____________________________

Determination: 
Plan was completed in a satisfactory manner.

                                            Plan was not completed in a satisfactory manner.

Explanation:

Teacher Signature: ______________________________________Date: ___________

(Teacher signature may not indicate agreement with determination by administrator)

Administrator Signature: _________________________________Date: ___________
Mentor/ Mentee Contact Log
Mentor: __________________________ Building ______________________

Mentee ___________________________ Building ______________________
	date
	time spent
	activities
	topic discussed
	Initials
	Comments

(optional)

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	


A mentor/mentee log of activites and meeting is due to the district coordinator at the end of the year. Please keep this record up to date. If you need additional space copies will be available on the S Drive-district-pd.

Michigan Department of education Office of School Improvement (11.8.06)
Summative Evaluation Form

Constantine Public Schools

Teacher Name: __________________________   Administrator:___________________________

School: __________________________________    Date: __________________________________
Grade level or Curriculum Area to be observed: _________________________________

Date and Time of Observation: __________________________________________________
**Any mark of unsatisfactory will be followed by a narrative with a plan for improvement

I. 
Planning and Preparation:

Knowledge and Preparation

⁪  Meets District
              There are obvious linkages between the activities and experiences that are planned in 

               Expectations                the lesson and the expectations/ benchmarks. 
 ⁪  Continuing Growth
There are obvious attempts to connect activities and experiences to expectations/benchmarks; however, there are questions about whether (or how) those activities and experiences are likely to produce the desired learning. For example, there may be questions about the readiness of the students to deal with planned activities in an effective manner, or the sequencing of activities may be in question.
⁪ Unsatisfactory      
 Linkage of lesson plans to District curriculum expectations/ benchmarks is                   

                                        
 unclear or is completely lacking. Assessments chosen are not appropriate.
 

  ⁪ N/A
Narrative: 

Designing Coherent Learning Experiences

⁪  Meets District
The learning experiences selected by the educator are based on “best practices” 

       Expectations                 strategies to maximize learning for all students in the group. The educator incorporates a reasonable amount of flexibility into the planning for instruction and student interaction. The lessons/activities planned by the educator address higher order thinking development in the students as well as acquisition and recall of factual information. Assessments are appropriate for the lesson plan. 

⁪  Continuing Growth
The activities/lessons may be planned appropriately for the developmental level and prior knowledge of the students involved. The lessons may be sequenced and linked in a manner that allows for adequate understanding by most students; however, there may be a need for greater variety in the types of learning experiences provided if all students are to be engaged effectively.

⁪ Unsatisfactory   
The activities/lessons are inappropriate for the developmental level and prior knowledge of the students  and/or the learning experiences are not appropriately linked or sequenced in a manner that would promote learning by all students.  
  ⁪ N/A
Narrative: 

SUMMATIVE EVALUATION
II. Classroom Environment
    Management of Student Behavior

   ⁪  Meets District
The environment has been prepared to facilitate learning for the students by focusing 

      Expectations                 their attention where the teacher intends. The teacher’s choices of activities are  

                                           appropriate and interesting/engaging to students. Student and teacher behaviors 

indicate that there are high expectations related to respect for others and for the learning environment. Teacher responses to students are appropriate and achieve the reactions desired. 

 ⁪  Continuing Growth
Arrangements have been made so students can take part in the learning activities and there is a general attentiveness to the teacher’s instructions. Not all students are engaged throughout the lesson, however, and there is a question about whether the behavior of some students is distracting to other students in the class. The strategies that the teacher chooses to modify or redirect student behavior may not be as effective as possible. 
⁪ Unsatisfactory   
Student behavior is inappropriate for learning to occur. For example, student may not be on task or may be disruptive to the point of keeping other students from an opportunity to learn. Teacher reaction to student behavior appears to be inappropriate or ineffective.

 ⁪ N/A
Narrative: 

Establishing a Culture for Learning
⁪  Meets District

The educator maintains an environment that is conducive to learning for all students.                  

                    Expectations                 The lessons/activities are designed to engage students so that inappropriate behaviors 

are reduced or eliminated. The educator models critical learning behaviors (e.g. pausing to reflect on student questions, allowing “wait time” for student responses, restating questions to gain clarity). The educator consistently displays respect for students and the learning goals. The educator requires that all students demonstrate a similar respect for the learning environment.

⁪  Continuing Growth
The educator prepares the classroom or learning environment in an appropriate manner 

for the lessons to be taught and at the developmental levels of his/her students. A general level of respect and rapport has been established by the educator; however, some students are not engaged in the lesson or learning activity. Students may make occasional remarks that indicate a lack of respect for the educator, the content of the lesson or other students. 
⁪ Unsatisfactory   
The educator has not established an environment in which students are expected to 

demonstrate respect for themselves or the information that is part of their learning experience in the classroom. The physical make-up of the room is sterile and uninviting. The educator fails to model an enthusiasm for learning nor does he/she model behavior that indicates a respect for all (each) of the students. 


   ⁪ N/A

Narrative: 

SUMMATIVE EVALUATION
III. Instruction &Student Learning

 
Engaging Students in Learning
⁪  Meets District
All student are engaged in the lesson or activity. Students make material contributions

      Expectation               to the success of the class through active involvement. Feedback is utilized by the teacher and the students to build on their learning. The teacher is flexible and skillful in responding to student and modifies the lesson as appropriate to enhance learning. Transitions are well timed, focused and help maintain student engagement and interest. Time available for instruction is maximized. The content of the lesson is relevant and it is directly linked to course and grade level benchmarks. 

⁪  Continuing Growth
The teacher has made some provision for variability of student needs but not all students are engaged. The teacher has made reasonable plans for transitions but on-task time could be improved. Early instructional time (beginning and /or end of lesson’s time frame) is utilized but the link to the primary lesson is not clear. The topic and associated activities have been selected with some thought to student interest, prior knowledge and skill levels; however, either the delivery or the choice of activities does not stimulate student interest/participation.  
⁪ Unsatisfactory   
Students are uninvolved or only partially engaged in learning as a result of inadequate or incomplete communication, low-level questions, lack of enthusiasm in delivery, little or no student discussion, little or no feedback on learning, rigid adherence to an instructional plan, lack of invitation by the teacher to participate, or low expectations/ challenges offered by the teacher in the lesson. Time available for instruction is not utilized effectively. 
    ⁪ N/A
Narrative: 
     Providing Feedback to Students

⁪  Meets District 

The educator uses assessment devices that make effective use of the time 

Expectations           
available and provide the educator with information about how to respond 

most appropriately to student learning issues. The educator uses information gained from assessment and feedback practices to help students monitor and understand the content and development of their learning. The educator employs a variety of techniques to help students understand their achievement level in terms of the learning goals that have been established. 

⁪  Continuing Growth 
The educator does utilize appropriate assessment devices and feedback mechanisms to inform students of progress  toward established goals; however, the assessments may be used in a rigid or mechanical manner with little attention to each child’s learning. The educator may utilize appropriate assessment and feedback mechanisms at an elementary level without providing the student an opportunity to take some responsibility for their own learning. 

⁪ Unsatisfactory   
Little or no feedback is provided during instructional sequences. The assessments developed and/or the feedback provided are not aligned with the goals of the lesson. Assessments or feedback experiences are inappropriate for the developmental level of the students or are managed in a way that renders the feedback of little or no use to the student. 

    ⁪ N/A
Narrative: 

SUMMATIVE EVALUATION 

IV. Professional Responsibilities

    
    Following Policies and Procedure 
⁪  Meets District 
The teacher observes all District and school guidelines, timelines, policies, and 
                    Expectation                   procedures. The teacher maintains records appropriately and responds to questions or 
reasonable requests in a timely and professional manner. The teacher not only participates in all meetings and professional development activities required for certification but also takes a leadership role when needed and when conducive to a teacher’s schedule. The teacher willingly and regularly engages in professional dialogue with colleagues and building administration and demonstrates a genuine interest in school improvement. 
 ⁪  Continuing Growth 
There is a general adherence to school and District rules by the teacher but there may be 

an occasional lapse in terms of following reasonable directives. The teacher may participate in required meetings and professional development activities but takes no initiative or leadership for any of those activities-whether in terms of planning or implementation. Communications with others may, at times, be inappropriate or may lack the timeliness that is expected. 
              ⁪ Unsatisfactory   
Grade books and lesson plans are not maintained as required. Concerns may have been raised about responding to parent or student requests in a timely or appropriate     

                                                manner. The teacher may not follow District guidelines; may not attend the required 

                                                professional development activities or staff meetings; may demonstrate a lack of  

                                                respect for other staff members; may not follow attendance or classroom maintenance  

                                                guidelines; or may be generally unresponsive or uncooperative in interactions with 

                                                colleagues, parents and/or community members. 

⁪ N/A
Narrative: 

SUMMATIVE EVALUATION
Teacher Name: _____________________________   Administrator: ________________________________

School: ____________________________________   Date: ________________________________________

Grade level or Curriculum Area to be observed: _________________________________

Date and Time of Observation: __________________________________________________
Please check the appropriate experience level:
⁪ First year employee


⁪ Second year employee


⁪ Third year employee


⁪ Fourth year employee

⁪ Tenured employee


⁪ Employee with plan of assistance (IDP)
Determinations: (administrator initial the appropriate area)

⁪Overall, performance was satisfactory ___________
⁪Performance is unsatisfactory. Develop a plan of assistance (IDP) ___________

⁪ Teacher on tenure track—recommendation continued service ____________
⁪Recommendation to grant employee tenure ________________

Teacher Signature: ___________________________________________ Date: _________________

                                  (Teacher signature may not indicate agreement with the contents of this evaluation)
Administrator Signature: ____________________________________ Date: _________________

Best Practices

What does research tell us about effective instruction?
     The purpose of this listing is generally to focus on effective teaching practices highlighted through research.  The list should serve as a basis for dialogue between the teacher and supervisor.
Effective Teacher Behaviors



Less Effective Teacher Behaviors

Sets High Expectations 




Believes that teaching is just a job

Maximizes engaged instructional time


Places responsibility on the learner, only

Teacher is clear about what is to be learned


Has low standards for low performing students

Utilizes a variety of instructional materials

Does not have specific goals for students

Relates instruction to students prior knowledge

Finds fault with staff development

Creates a supportive and cooperative atmosphere

Arrives late to school or class

Moves through the classroom as students work

Experiences classroom discipline problems, regularly

Learns each child’s strengths and weaknesses

Is insensitive to students’ culture or heritage

Demonstrates genuine concern for every child

Works on paperwork during class time

Is a good listener





Has parents complaining about class activities

Feels genuinely responsible for student learning

Uses inappropriate language

Collaborates with colleagues on student learning

Demeans or ridicules students

“With-it-ness” or is aware of surroundings


Exhibits defensive behaviors

Stresses student responsibility for learning/behavior
Is confrontational with students

Regularly integrates inquiry-based, hands-on 

Lacks conflict resolution skills

    learning and critical thinking skills into 


Does not accept responsibility for what occurs in

    daily lessons.





    the classroom.

Aligns assessments with instruction


Only uses whole-group instructional techniques

Protects and emphasizes engaged instructional time

Is not prepared with responses for common issues

Uses a variety of instructional strategies – 

    
(pencil sharpening, bathroom visits, disruptions)

    appropriate to instructional goals, content 

Is inconsistent in enforcing class, school rules

    rates of learning and learning styles.


Uses strictly commercial posters on walls

Recognizes complexity




Posts student grades without consideration for privacy

Communicates clearly




Does not utilize class time effectively – start to finish

Serves conscientiously




Writes discipline referrals for relatively minor infractions

Provides appropriate feedback for students


Is unavailable outside of class for students

Develops friendly, non-adversarial relationships 

Regularly assigns one task to be completed by all students

    with students and parents



Focuses on negative behaviors, predominantly

Sets personal professional goals



Prepares poor lesson plans or provides none at all

Uses flexible grouping when appropriate


Lesson plans consist of worksheets and texts, only

Is reflective and honest about performance


Lesson plans are brief and disjointed

Uses student questions to guide the lesson


Has unengaged students on a regular basis

Uses established routines to capture class time

Gives vague instructions for seatwork/homework

Manages student behavior through clear 


Fails to implement changes pointed out by peers or

    expectations and firm and consistent responses
   
 supervisors

Has students welcome visitors and explain work

Uses poor examples and/or improper English

Maintains acceptable personal work space


Transitions between activities are not well planned

Provides positive reinforcement and feedback

Students are unresponsive and do poorly on tests

Exhibits consistency in management style
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