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EXECUTIVE SUMMARY 
 
Students in Delaware have incredible potential and demonstrate clear successes each and 
every day. We know that strong work is being done in classrooms across the state, in every 
district and in every building. We also know that there are schools that want to do more for 
their children: accelerate their learning, allocate more resources, provide for flexibility to 
make classroom-based choices that are in the best interest of students, and engage families 
and the community in the work of the school. Our Title I schools face challenges that 
require bold action and an unwavering commitment to student success. We believe that 
educators share the desire – and in many cases lead the charge – for this bold action, 
because we know that despite poverty and other social conditions there is tremendous 
promise, and that schools that have struggled in the past have the most potential to 
demonstrate significant improvements.  
 
The Delaware Department of Education strives to support the growth of all of our schools. 
We recognize that some schools require greater attention as we collectively drive towards 
much stronger outcomes for our children. As one of its core responsibilities, the 
Department must hold districts and schools accountable for student performance. The 
state annually evaluates the performance of districts and schools in an effort to advance the 
achievement of our students. Additionally, the state holds districts accountable for a variety 
of other indicators and performance requirements, including those listed within the 
Elementary and Secondary Education Act (ESEA) Flexibility guidelines.  
 
This Turnaround Guide is intended to provide the lowest performing schools (Priority 
Schools) with specific guidelines. Recognizing that these schools require the supports, as 
well as the conditions, to successfully address the needs of their students, the Department 
of Education has created this guide to help outline the components needed in a strong 
School Plan, and the timelines and resources required to guide that planning. This Guide 
details critical information for a Priority School as it develops a School Plan and is intended 
to address accountability requirements, stakeholder roles, and programmatic needs of the 
school and its community.  
 
The State endeavors to provide greater autonomy and flexibility for Priority Schools, with 
the subsequent balance of increased accountability. There is also a shift in the process for 
Turnaround: the expectations are clearly outlined and the standards are high. They are 
based upon several primary conditions: 
 

1. School Leadership: Leadership is a critically important element of school 
turnaround; without a high-quality leader schools will not improve. Expectations 
around the timeline, qualities, and selection of the school leader are referenced in 
the MOU as well as in the Turnaround Guide. The School Leader must be selected 
and approved by the Department as part of the overall School Plan proposal.  

2. Autonomy and Accountability: Schools need autonomy to identify and build 
programs and capacity that address their specific needs.  Decisions regarding 
curriculum, instructional practices, and schedule should be made at the school level 
as part of a comprehensive improvement plan.    

http://www2.ed.gov/policy/eseaflex/approved-requests/deamendrequest2.pdf
http://www2.ed.gov/policy/eseaflex/approved-requests/deamendrequest2.pdf
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3. Human Capital: Schools need to be staffed with teachers, administrators and other 
personnel who both want to work in the school and have the skills, experience and 
commitment necessary to advance the Plan.   

4. Funding: Schools need to be able to use all funds to support student learning.  
5. Governance: Governance of Priority Schools needs to be shared by the district, the 

state and the local school leader.     
 
Schools that are able to make bold changes, informed by best practices and the school 
community, are most likely to drive strong outcomes for students.  
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SUMMARY OF IMPLICATIONS 
 
Schools that are designated as Priority are the lowest-performing schools in Delaware 
according to the performance measures indicated, and are required to submit to the 
Department a School Plan for Turnaround. In the current framework, this methodology is 
outlined in the ESEA Flexibility (2014) language.  These schools make up the lowest 
performing 5% of district schools in the state.  
 
In order to ensure that Priority Schools make the level of progress that we know is needed 
for our students, and in addition to being held accountable to the same standard 
requirements as all district schools in the state, Priority Schools will also have a separate 
set of goals and deliverables required of them. These goals and deliverables will largely be 
outlined in the School Plan, but will need to substantially address a Theory of Action, 
Human Capital, the School Program, and School Culture. Below is a summary of the 
additional requirements, driven in large part by the shared need to more effectively 
support our children.  
 

District or School 
Requirement 

Planning Responsibility 

MOU and Turnaround 
Guide is Provided 

District review of documents for purposes of understanding 
expectations. 

School Planning Staff The District will be given up to approximately $50,000 to hire a staff 
member dedicated to supporting the development of each School Plan. 
This allocation is available for each School. This allocation must be 
directed to a staff specifically responsible for the Plan as a sole 
function of the position; it may not be used to subsidize other 
positions or in a “split role” capacity.  

State and District MOU MOU is signed and remains in place through the Priority term. The 
MOU may be sustained after the Turnaround period, upon mutual 
agreement of the state and the school.  

Stakeholder Feedback  For Priority Schools, the district must notify parents of the students 
enrolled in the school and the type of plan that is required, including 
the timeline for plan development and adoption. Meaningful 
stakeholder feedback is critical to the process, and should be clearly 
addressed in the School Plan, per the rubric below. Stakeholders 
should be provided opportunities to give feedback on the School Plan, 
to be informed of and provided voice in the planning year, and to be 
included in events and celebrations at the school level. 

Nominating a School 
Leader 

The District is strongly encouraged to begin creating a process for 
recruiting and hiring excellent leaders for any Priority Schools that 
have been named. These leaders must go through the District hiring 
process, as well as the nominee approval process at the State level. 
Multiple nominees may be considered and Districts are encouraged to 
plan ahead for that possibility and to thoughtfully consider the 
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qualities and experiences of the nominees they recommend for the 
position.  

Development of a 
School Plan 

The School Plan development process is expected to run from the 
point of announcement through December 31, 2014. This planning 
process will likely require multiple versions of the Plan to be 
submitted.  

Internal Approval of a 
School Plan 

Each School Plan will likely require dialogue with a variety of 
stakeholder groups – staff, School Board, and community. The District 
is encouraged to plan for these necessary engagement opportunities as 
they build and develop their School Plans.  

Submission of a School 
Plan 

The School Plan must be submitted by December 31, 2014. Late 
submissions will not be accepted and the most recent version of the 
Plan will be considered as final. Considering the holidays and events 
that may be scheduled on District calendars, each District is 
encouraged to consider the critical benchmarks embedded within the 
process and plan accordingly.  

Review of the School 
Plan by Delaware 
Department of 
Education (DDOE) 

DDOE will review the School Plans based on the scoring guidelines 
provided within this document. Plans may receive ongoing feedback at 
designated times throughout the submission window. If plans are 
incomplete and/or missing specific required components, Districts 
may find additional modifications will be required upon subsequent 
reviews (as there is more of the Plan to consider). 

Parent Notification The district must notify parents that the Plan has been approved (as 
applicable) and provide any next steps for families who have children 
enrolled in Priority Schools.  
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THEORY OF ACTION 
 
Context 
In developing the Theory of Action, the State recognizes that this is incredibly important 
work given the potentially powerful impact it can have on our most challenged schools – 
and most underserved children. This Guide kept the following best practices in mind when 
considering this Theory of Action: schools must provide evidence-based plans, there must 
be a human capital strategy driven concurrently with the planning process, schools must 
take bold actions towards removing barriers for success, and schools must foster an 
environment conducive to making choices that are going to be in the best interest of 
students.  
 
Based on what is successful in Turnaround, we have determined that the following theory 
of action is the best fit for Delaware.  
 
 

 
 
 
 
As seen, the requirements to execute a successful Turnaround effort are incredibly 
straightforward. If a school has an exceptional leader with autonomy to make the best 
choices for his or her students, and the conditions that permit those choices are in place, 
excellence will ensue. The challenges embedded within this Theory of Action are to have 
access to a strong pool of educators to draw from, and to create the right conditions for 
school leaders to be successful.   
 
The Theory of Action is rooted in the fundamental belief in school-site autonomy and the 
ability for schools to incorporate best practices for their students. In order to do that, 
however, districts and schools must work together to ensure that distractions in the work 
do not prevent these important choice from being made and enacted. The State’s 
responsibility is one of accountability: if schools and districts are to work in conditions of 
increased local control, there must be greater accountability for outcomes and results. In 
essence, the State can either put into place strong supports, recommendations, and 
mandates within the process, or the State must allow for the school community to make 
these important decisions and then hold a strict bar on outcomes. This Theory of Action 
allows for equally weighted autonomy and accountability to occur.  
 

Human 
Capital

Conditions
Student 

Achievement
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TIMELINE 
 

Notification and Planning 
Timeline  

(approximate) 
Experience Description 

August Release of 
Accountability 
data 

DDOE releases the official accountability data and 
notifies districts that have been assigned Priority 
Schools (preliminary). This notification is accompanied 
by preliminary documents that provide an overview to 
Turnaround for the Superintendent to share with his 
or her board, as needed.  

September 4 State 
announces 
Priority Schools 

DDOE releases the official names of Priority Schools 
publicly  

September 5 MOU  DDOE provides Districts that have Turnaround Schools 
with the official MOU 

September 8 School 
Turnaround 
Guide 

The School Turnaround Guide is available to Districts. 
Each District with a Turnaround School is assigned a 
DDOE performance manager. The performance 
manager becomes the point of contact for all technical 
assistance opportunities, and is the specific person 
who receives iterations of the School Plan.  

September 12 Information 
Meeting 

DDOE provides an informational meeting for Districts, 
individually, that walk through the Turnaround Guide 
and address initial questions about the School Plan.  

September 26 Technical 
Assistance 
Meeting 

DDOE provides a second technical assistance meeting 
for Districts, individually, in the form of a Q&A. This 
meeting is intended to answer any remaining 
questions that Districts have about the planning and 
approval process.  

September 30 MOU Due The signed MOU is due on September 30. 
October 1 – 31 School Review An initial review of each Priority School will be 

conducted by DDOE and/or external partners to 
inform both the Planning and the Review process. This 
review will provide the School with an external set of 
data factors that should be considered when 
developing the School Plan. It will also provide one 
additional data point for the State to consider as it 
reviews the alignment, mission, and vision of the Plan. 
The School is welcome to provide additional metrics 
that it would like considered and collected during this 
Review Process. These metrics are due to the State no 
later than October 1st. The metrics may or may not be 
used and/or the data for these may or may not be 
collected during the review.  
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October 1 – 
November 30 

Comprehensive 
Success Review 
(CSR) 

A team will come to each Priority School and conduct a 
Comprehensive Success Review (CSR). Results will be 
shared in a meeting between the School, the District, 
and the State.  The CSR will focus on supports that may 
be needed, to inform what may be included in the Plan.  

October 6 Submission 
Window #1 

Districts may submit drafts of their school plans on the 
date listed in each submission window. The State will 
provide feedback on a first-come, first served basis.   
 
The District may submit Plans in as many submission 
windows as they choose. However, many of the 
requirements of the Plan reference the alignment of 
different components. So, the District should consider 
submitting complete Plans to receive the most 
accurate level of feedback.  
 
The submission window also includes submission of 
School Leader nominees. School Leader nominees may 
be submitted separately from the Plan, though both 
need to be approved as part of the Plan.  

October 20 Submission 
Window #2 

November 3 Submission 
Window #3 

November 17 Submission 
Window #4 

November 17 School Leader 
Status  

Informal: DDOE would expect that an approvable 
School Leader would be nominated by this point. 
Should there not be a School Leader approved, DDOE 
may provide the District with a list of 
recommendations to support them in the process.  

November 30 Plan Status Informal: DDOE would expect at least one version of 
the Plan to be submitted by this point. If there has not 
been a Plan submitted, or the quality of the Plan does 
not look to be approvable within the remaining 
timeframe, DDOE may provide the District with a list of 
recommendations to support them in this process.  

December 1 Submission 
Window #5 

Given the timeline, this is the last submission window 
where comprehensive feedback will be provided on 
School Plans. Should the District receive an approvable 
score on the rubrics, the State will make informal 
notification of some recommended changes and 
suggest that the District then submit as final.  

December 15 Submission 
Window #6 

Final submission window in the process. The State will 
make every attempt to provide feedback by December 
21st, but the feedback in this submission window will 
not include a rubric score and will provide more 
concrete statements about required changes.  

December 31 Plan Deadline School Plans and final nominations of School Leaders 
(assuming a Leader has not already been approved) 
are due to the State.  
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January 1-8 Final Review School Plans are placed into final review and any 
remaining School Leader nominations are conducted.  

January 9 Announcement The Secretary announces the School Plans that have 
been approved.  

January - 
February 

DDOE Visits The Secretary and/or senior leadership will visit the 
District and the School to provide any technical 
assistance required to ensure the commitments made 
to the Planning Year are fulfilled.  

February - 
March 

Planning Year 
Monitoring 

DDOE staff will monitor the progress made in the 
Planning Year, as committed to in the Plan. This 
monitoring will be in the form of bi-weekly updates 
submitted by the approved School Leader. The District 
point-person may also submit these updates on behalf 
of the School, if a School Leader has not yet been able 
to begin.  

March 31 DDOE Review 
#1 

DDOE Staff will conduct a formal review of the 
progress on the Plan, as it relates to meeting the 
commitments outlined for the Planning Year.   

April – May Planning Year 
Monitoring 

DDOE staff will monitor the progress made in the 
Planning Year, as committed to in the Plan. This 
monitoring will be in the form of bi-weekly updates 
submitted by the approved School Leader. The District 
point-person may also submit these updates on behalf 
of the School, if a School Leader has not yet been able 
to begin. 

June 1-15 DDOE Review 
#2 

DDOE Staff will conduct a formal review of the 
progress on the Plan, as it relates to meeting the 
commitments outlined for the Planning Year.   

June 1-30 Capacity 
Interviews 

DDOE will conduct two capacity interviews of the 
School and the District. The first capacity interview 
will be specific to the School Leader and focus on the 
Leader’s ability to successfully implement the 
approved School Plan.  
 
The second capacity interview includes all members of 
the School Team that are currently in place. This 
capacity interview is to monitor the School’s likelihood 
for success going into Implementation Year 1, and will 
focus on staffing, resource allocation, professional 
development, and other major components outlined in 
the Plan.  
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COMMUNITY ENGAGEMENT IN PLANNING 

Each School Plan must include a description of how school stakeholders were included in 
the planning process. The purpose is to ensure that meaningful community engagement 
occurred and that families specifically had the ability to provide valuable and needed input. 
While feedback does not necessarily equate to decision-making, the contributions solicited 
during this community engagement should be clearly narrated at the start of the plan, 
explicitly outlined in terms of what was heard, and notably included upon Plan review. 
Plans that do not reflect the expected community engagement (proficient or exemplary on 
the rubric) will be returned with the request to deepen the level of engagement before the 
Plan can be reviewed.  

The following rubric provides some guidelines on how community engagement on the 
School Plan will be reviewed and evaluated: 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Communication  A limited or weak 
communications plan 
is developed, though it 
may be developed once 
planning is already 
well underway. The 
plan reflects a general 
school-wide goal for 
number of 
respondents. There are 
a limited number of 
strategies in place, and 
these do not 
differentiate by 
stakeholder group.  

A communications 
plan is developed at 
the start of the school 
planning process that 
reflects specific 
strategies and targets 
for the greater school 
community. The 
strategies reflected in 
the engagement plan 
allow for each 
stakeholder group to 
be contacted and 
provided the 
opportunity to 
participate. 

A communications 
plan is developed at 
the start of the school 
planning process that 
reflects specific 
strategies for each 
subgroup (grade level, 
race, language, etc.), as 
well as participation 
targets for each 
subgroup. The 
strategies reflected in 
the engagement plan 
allow for each 
stakeholder group to 
be contacted and 
encouraged to 
participate. 

A communications 
plan is developed at 
the start of the school 
planning process that 
reflects specific 
strategies for each 
subgroup (grade level, 
race, language, etc.), as 
well as participation 
targets for each 
subgroup. The 
strategies reflected in 
the engagement plan 
allow for multiple 
ways that each 
stakeholder group 
could be contacted and 
encouraged to 
participate.  

Participation Stakeholders are given 
very limited, and 
inconvenient, 
opportunities to 
participate such as an 
information session 
occurring during the 
day, a notice that asks 
for feedback but does 
not provide follow-up, 
no translation services, 
etc.  

Stakeholders are given 
limited opportunities 
to participate that 
include one date for an 
information night and 
one take home survey 
(or similar).  

Stakeholders are given 
multiple opportunities 
to participate 
including: town halls, 
surveys, information 
nights, individual calls, 
and/or take-home 
notices. These 
opportunities exist at 
the school and as 
materials for students 
to take home and 
return. 

Stakeholders are given 
multiple methods and 
opportunities to 
participate including: 
town halls, surveys, 
information nights, 
individual calls, and 
take-home notices. 
These opportunities 
exist at the school, as 
materials to take home 
and return, and at 
major meeting places 
in the community.  
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Reporting The school does not 
report on the targets as 
well as the response 
rate, or may only 
include average 
numbers that dilute 
the diversity of 
perspectives provided.  
 
The results do not 
reflect a proportional 
response rate of the 
school community.  

The school reports on 
the target as well as 
the actual response 
rates for each of the 
subgroups.  
 
The results reflect a 
proportional response 
rate of the school 
community, within 
15%. 

The school reports on 
the target as well as 
the actual response 
rates for each of the 
subgroups, narrating 
what strategies were 
utilized and successful. 
 
The results reflect a 
proportional response 
rate of the school 
community, within 
10%. 

The school clearly 
reports on the target as 
well as the actual 
response rates for each 
of the subgroups, 
narrating what steps 
were taken to increase 
participation, and what 
strategies were 
utilized.  
 
The results reflect a 
proportional response 
rate of the school 
community, within 5%.  
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SCHOOL PLAN OVERVIEW 
 
 
This resource and planning guide was specifically developed to help districts and schools 
understand the expectations of the School Plan, to clarify the overall process, and to 
provide embedded support for thinking about improving the performance of our schools.  
 
The process for this Plan must first begin with a strong understanding of the mission and 
vision of the school, as well as the Theory of Change. There must be a vividly clear 
understanding of the school program and culture, and how those will positively impact 
students and their achievement. The planner(s) must critically think about what kind of 
school is being formed and what combination of inputs are absolutely necessary in order to 
make that vision a reality. This guide is intended to provide some structure to that process 
and to name some critically important components that must be in place in order to ensure 
that the mission and vision are fully incorporated. While the specific inputs are not named 
within the guide, there are some recommendations and suggestions included in order to 
provide resources in the plan’s development.  
 
This guide utilized the best practices, expertise and experiences of a variety of sources:  

 DDOE Staff 
 School Superintendents, Principals and Teachers 
 Other States’ models 
 District Turnaround models 
 Research 

 
By considering the inputs of all of these groups, this guide considers multiple stakeholder 
perspectives within the lens of what has worked and what will best meet the needs of our 
students.  
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SCORING GUIDE OVERVIEW 
 
 

This guide provides a clear overview for how the plans will be scored. Throughout the 
guide, there is the direct intention to provide as much clarity and transparency as possible, 
as it relates to the expectations of the district planning team.  
 
The scoring is divided into six principles: 

 School Model and Planning 
 Leadership 
 Human Capital  
 School Program 
 School Culture 
 Budget and Operations 

 
Each of these six principles contains a variety of indicators, each of which has its own 
rubric.  Within each principle, the indicators are weighted. Additionally, the principles 
themselves are weighted as a group to provide a final score out of a total of 100 points.  
 
In order for a school plan to be approved, the plan must achieve at least 85 out of 100 
points. For schools who are in their second consecutive round of Priority (re-named 
schools), the Plan must score at least 90 out of 100 points. Each plan must also ensure that 
every indicator scores at least proficient on the rubric. For a school plan to reach an 
approvable point value, the plan must excel on some of rubric rows. In essence, a plan that 
scores proficient on every indicator would not meet the 85-point benchmark.  The plan 
therefore must shows exceptional strength in some areas, as opposed to simply meeting a 
minimum bar.  
 
The weights are distributed in a way that prioritizes key levers of implementation, as 
opposed to compliance related pieces. As an example, there are basic requirements and 
expectations clearly stated for the school calendar and schedule. As such, the weight of that 
requirement is lower, as the work going into it is related more to putting a structure in 
place. Professional development, on the other hand, requires a more nuanced perspective 
of the school community and is a key lever in the success of the school. As a result, it 
receives more weight in the scoring. Districts may look to the heavier weighted items for 
excellence in order to most strategically meet the baseline for plan approval, and more 
importantly to focus on the indicators that will substantially impact the achievement of our 
students.  
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SCORING PROCESS 
 

PRINCIPLE INDICATOR WEIGHT 
School Model and Planning 5% 

1.1 Executive Summary 20% 
1.2 Theory of Action 20% 
1.3 Plan to Address Subgroups 20% 
1.4 Goals 20% 
1.5 Reporting Template 20% 

Leadership*  15% 
2.1 Leadership Recruitment 15% 
2.2 Leadership Hiring 15% 
2.3 Leadership Professional Development 30% 
2.4 Leadership Evaluation 30% 
2.5 Leadership Succession 10% 

Human Capital 25% 
3.1 Staffing Plan 20% 
3.2 Staff Recruitment 10% 
3.3 Staff Hiring 10% 
3.4 Staff Evaluation 10% 
3.5 Staff Rewards and Incentives 5% 
3.6 Staff Support 10% 
3.7 Professional Development Plan 20% 
3.8 PLCs and Collaboration 5% 
3.9 Staff Culture 10% 

School Program 25%  
4.1 School Calendar 5% 
4.2 School Schedule 5% 
4.3 Curriculum 15% 
4.4 Long-term, Unit, and Lesson Planning  15% 
4.5 Social-Emotional Learning 10% 
4.6 Additional Programs 5% 
4.7 Assessment and Assessment Schedule 15% 
4.8 Grading Policy 5% 
4.9 Special Education, Student Supports and RTI 10% 

4.10 Data Plan 15% 

School Culture 20%  
5.1 Building a Culture of Achievement 15% 
5.2 Structural Expectations and Learning Environment 10% 
5.3 Discipline and Management 20% 
5.4 Family and Community Engagement 20% 
5.5 School Advisory Team 5% 
5.6 Communications Plan 20% 
5.7 School Partnerships 10% 

Budget and Operations 10%  
6.1 Long-term School Plan and Likelihood of Success 20% 
6.2 Budget 40% 
6.3 Governance and Management 30% 
6.4 External Providers Assessment Sheet 10% 

TOTAL 100 POINTS 
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PRINCIPLE ONE: 
 
 

SCHOOL MODEL AND PLANNING 
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Principle One: School Model and Planning 
 

Statement of Practice 
Executive Summary 

 
DDOE Indicator 1.1: The school provides a clearly articulated summary of the school’s 
Plan that meaningfully links the work of staff, program, and community towards a common 
mission and vision.   
 
Impact Statement: A strong mission and vision will anchor the school community in a 
culture of achievement and growth and provide clear direction in the work.  
 
Plan Components: 

 Mission and Vision: The school drafts a mission and vision that identifies the goals of 
the school community as well as the way in which those goals will be achieved.  

 Meaningful Summary: The philosophical and visionary components of the school 
plan are clearly identified in a condensed (no more than two pages) and accessible 
format that can be easily reviewed and communicated by school stakeholders.  

 
The following strategies should be considered when creating an Executive Summary: 

 Clear emphasis is placed on students throughout the mission and the vision, in a 
way that drives a student-centered, achievement-oriented culture.  

 There is an emphasis on change and growth that clearly highlights the results from 
the current system and the ways in which the school will make changes to those 
approaches to drive student outcomes.  

 There is an emphasis on coherence and alignment with the mission and vision, as 
well as the Plan, to root the school in its primary purpose, its core values, its goals, 
and its program. 

 The most critical components of the School Plan are included in the summary in a 
way that demonstrates what is being prioritized and how it will be executed within 
the daily program.   
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RUBRIC: PRINCIPLE 1.1 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Executive 
Summary 

The Executive 
Summary does not 
include key pieces of 
staffing, program, 
and/or goals and may 
also describe content 
not seen elsewhere or 
in direct conflict with 
what is in the plan.  

 The Executive 
Summary includes 
information on 
staffing, program, and 
goals, but the sections 
do not align with one 
another or may not 
align with the rest of 
the plan.   

 The Executive 
Summary clearly 
discusses staffing, 
program, and goals 
that align with the 
content outlined in the 
plan.  

The Executive 
Summary 
comprehensively 
addresses the goals, 
implementation, and 
vision for staffing and 
program. These 
sections clearly align 
with the plan and 
successfully 
interweave with one 
another in a method 
that paints a clear 
picture of what would 
be expected at the 
school. 
 
 

Mission A mission is provided, 
but it may be 
embedded or confused 
with another part of 
the plan.  

The school outlines a 
distinct mission 
though it may not 
provide direction or 
purpose for the plan or 
school.  

The mission provides 
for a clear direction for 
the school.  

The mission of the 
school works in clear 
unity towards driving 
a culture of 
achievement and 
success for students.  

Vision The school lists vision, 
but may not include a 
mission from which to 
draw, or it is not 
possible to clearly 
delineate between the 
two.  
 

The school clearly 
outlines a distinct 
vision, but that vision 
does not align or 
clearly connect with 
the stated mission. 

The school presents a 
vision that clearly 
aligns with the school’s 
mission, in a way that 
outlines both the goals 
as well as the way in 
which the goals will be 
achieved. 

The vision of the 
school works in clear 
unity with the mission 
and towards driving a 
culture of achievement 
and success for 
students. It expresses 
both the big picture 
goals of the school, as 
well as the way in 
which, thematically 
and programmatically, 
those goals will be 
achieved.   
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Principle One: School Model and Planning 
 

Statement of Practice 
Theory of Action 

 
DDOE Indicator 1.2: The school details a comprehensive and explicit theory of action that 
supports a culture of achievement and will lead to greater results for children.  
 
Impact Statement: A strong and aligned theory of action provides a clear guide towards 
achieving strong results for children.  
 
Plan Components: 

 Approach to School Turnaround: The school develops a theory of action that clearly 
addresses the methods and philosophy by which it will grow student achievement, 
improve school culture, and build sustainability for continued performance.  

 
 
The following strategies should be considered when creating a Theory of Action and 
communicating high expectations for all students, staff, and stakeholders: 

 Frame the technical work of change through the dual lens of building a college and 
career ready culture in academics, as well as a culture of celebrating success. 

 Prioritize the use of goal-setting and benchmarking progress towards goals as a way 
to ensure continued feedback in the alignment with the Theory of Action. 

 Focus on systems-thinking, evidence-based best practices, and prioritization of 
resources in order to drive strong outcomes for students.  

 A plan to regularly revisit and make adjustments to the Theory of Action in order to 
ensure constant reflection and the incorporation of best practices. 

 A clear consideration of the development of the Theory of Action using a 
transparent framework that outlines the thinking behind it, and the progression that 
stakeholders could expect broadly, in terms of Turnaround.  

 Clear consideration is taken regarding the emotional side of education change and 
the Theory of Action addresses the way in which adult learners and stakeholders 
can best be supported in their work towards supporting students. 

 Clear alignment between the Theory of Action and the mission and vision of the 
School should be present, to ensure unquestionable direction for school 
stakeholders. 

 
 
 
 
 
 
 
 
 



23 
 

RUBRIC: PRINCIPLE 1.2 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Alignment There is minimal 
alignment between 
the Theory of Action 
and the mission and 
vision of the school. 
 
 
 

There are points of 
alignment between 
the Theory of Action 
and the missions and 
vision of the school, in 
such a manner that 
there are clearly 
identifiable points at 
which the Theory of 
Action could direct the 
school away from 
successfully meeting 
its mission.  

Clear alignment is 
present between the 
Theory of Action and 
the mission and vision 
outlined in the 
Executive Summary.  
 
 
 

The Theory of Action 
clearly drives the 
vision of the school 
forward, both through 
the systems listed as 
well as in the narrative 
provided. The Theory 
of Action is rooted in 
the belief that the 
mission of the school 
will be achieved. 

Actionable The Theory of Action 
is rooted in 
philosophy and 
descriptors, but is not 
actionable.  
 

 The Theory of Action 
has some systems 
thinking built into it, 
but there are clear 
gaps between stages.  
 

The Theory of Action 
clearly considers a 
systemic and 
methodical 
understanding of how 
a School Turnaround 
would likely progress, 
within the model 
outlined in the 
program.  
 
  

 The Theory of Action 
has a cycle of revision 
and reflection built 
into it, allowing for 
improvement and 
change based on the 
learning that takes 
place within the 
program.  
 
The Theory of Action 
specifically lists 
and/or describes the 
stages that build 
towards achieving the 
mission of the school, 
driven by measurable 
or observable 
outcomes that match 
the vision of the work.  
 

Likelihood 
for 

Success 

The Theory of Action 
is not likely to produce 
the intended 
outcomes. 

The Theory of Action 
has the potential to be 
successful, but 
presents clear 
barriers. 

The Theory of Action 
is likely to be 
successful. 

The Theory of Action 
is highly likely to be 
successful. 
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Principle One: School Model and Planning 
 

Statement of Practice 
Plan to Address Subgroups 

 
DDOE Indicator 1.3: The school details a specific plan for how it will address the needs of 
subgroups, regardless of current performance, using strategies that are more likely to be 
successful and that align with the mission, vision, and Theory of Action.    
 
Impact Statement: Ensuring that all students are included in the achievement plan of the 
school will ensure an aligned, comprehensive, and interwoven picture of how the school 
will achieve its goals.  
 
Plan Components: 

 Subgroups of Students: The school considers the performance (proficiency, growth, 
and trend data) for all of the ethnic, racial, gender, language, and special needs 
groups at the school, and develops a strategy that will promote gains for each of 
them and is aligned to the Theory of Action.   

 Required Subgroups to Address: The school should address the needs of any 
subgroup that has a population of more than 15 students at the school in the 
planning year. Subgroups to consider include those listed above, as well as special 
populations of students (e.g., Foster, homeless, migrant). 

  
The following strategies should be considered when creating a plan to address the 
needs of all subgroups: 

 Formal structures should be established to build the knowledge and skills of the 
team to address each subgroup at the school.  

 Each of the following questions should be addressed, as it relates to subgroups at 
the school: 

o How will the school address an engagement plan for each subgroup? 
o How will the school know if each subgroup is learning the skills, concepts, 

and habits of mind deemed the most essential? 
o How will the school respond if a specific subgroup is not showing the 

intended or desired progress? 
o How will the school enrich and extend the learning for subgroups when they 

meet and exceed the stated targets? 
 Strategies through which the school can celebrate the successes and unique 

contributions of each subgroup to the school in a way that is inclusive and 
supportive.  
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RUBRIC: PRINCIPLE 1.3 
 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Addressing 

the Needs of 
Subgroups: 

Engagement 

 School addresses less 
than half of the 
required subgroups 
and does not provide 
any additional  or 
adequate explanation 
as to how the 
subgroups will be 
engaged within the 
school community 

 School adequately 
addresses some, 75% 
of the required 
subgroups in the 
following area:  
 How each 

subgroup will be 
engaged in the 
classroom and 
school 
community 

School adequately 
addresses all required  
subgroups in the 
following area: 
 How each 

subgroup will be 
engaged in the 
classroom and 
school 
community 

School 
comprehensively 
addresses all required  
subgroups in the 
following area: 
 How each 

subgroup will be 
engaged in the 
classroom and 
school 
community 

Addressing 
the Needs of 
Subgroups: 
Monitoring 

School addresses less 
than half of the 
required subgroups 
and does not provide 
any additional  or 
adequate explanation 
as to how the 
subgroups will be 
monitored in terms of 
performance 

School adequately 
addresses some, 75% 
of the required 
subgroups in the 
following area:.  
 How the school 

will determine 
and monitor 
success 

School adequately 
addresses all required  
subgroups in the 
following area: 
 How the school 

will determine 
and monitor 
success 

School 
comprehensively 
addresses all required  
subgroups in the 
following area: 
 How the school 

will determine 
and monitor 
success 

Addressing 
the Needs of 
Subgroups: 

Lack of 
Progress 

School addresses less 
than half of the 
required subgroups 
and does not provide 
any additional  or 
adequate explanation 
as to how the 
subgroups will be 
supported if they 
demonstrate a lack of 
progress. 

School adequately 
addresses some, 75% 
of the required 
subgroups in the 
following area:.  
 How the school 

will respond if a 
subgroup does 
not show 
progress 

School adequately 
addresses all required  
subgroups in the 
following area: 
 How the school 

will respond if a 
subgroup does 
not show 
progress 

School 
comprehensively 
addresses all required  
subgroups in the 
following area: 
 How the school 

will respond if a 
subgroup does 
not show 
progress 

Addressing 
the Needs of 
Subgroups: 
Enrichment 

School addresses less 
than half of the 
required subgroups 
and does not provide 
any additional  or 
adequate explanation 
as to how the 
subgroups will be 
provided with 
enrichment 
opportunities 

School adequately 
addresses some, 75% 
of the required 
subgroups in the 
following area:.  
 How the school 

will provide 
enrichment and 
extension 
opportunities 
when subgroups 
exceed targets 

School adequately 
addresses all required  
subgroups in the 
following area: 
 How the school 

will provide 
enrichment and 
extension 
opportunities 
when subgroups 
exceed targets 

 

School 
comprehensively 
addresses all required  
subgroups in the 
following area: 
 How the school 

will provide 
enrichment and 
extension 
opportunities 
when subgroups 
exceed targets 
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Principle One: School Model and Planning 
 

Statement of Practice 
Goals 

 
DDOE Indicator 1.4: The school outlines specific goals for student achievement and 
school success that are measurable, ambitious, and achievable. 
 
Impact Statement: Clear goals that are aligned to a school mission and vision will provide 
unquestionable direction and an outcomes-orientation that center on student outcomes 
and priorities.  
 
Plan Components: 
Measurable, Ambitious and Feasible Goals: The school names specific leading and lagging 
academic, cultural, and operational goals that will meaningfully lead to strong gains in 
student achievement.  
 
The following strategies should be considered when developing school goals for 
student performance: 

 Goals are clearly derived from the performance of the school and the trend data of 
the students in a way that demonstrates a strong sense of possibility in student 
growth and achievement 

 The school leader uses a data-driven plan to develop goals 
 Goals are clearly aligned with the mission and vision in a way that is transparent to 

all stakeholders 
 Goals reflect school location, student and family characteristics, grade band, size, 

and history towards developing a path to meeting the mission of the school – goals 
are both realistic and ambitious in nature, as well as include measures that align to 
the demographics listed 

 Goals are achievable over time and should be benchmarked over several years, both 
to demonstrate the expected progress as well as to reflect an ultimate end goal 

 Goals should include all of the necessary outcomes to be measured, but also the 
inputs and leading indicators that provide critical information and may contribute 
to the bigger goals stated 
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RUBRIC: PRINCIPLE 1.4 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Quality The school provides a 
list of goals over a one 
or two year period 

The school provides a 
list of goals that covers 
a three-year period.  
 
 

The school provides a 
list of goals that 
covers a five-year 
period.  

The school provides a 
comprehensive list of 
goals that covers a 
five-year period.  

Academic 
Goals 

Goals are in place for 
academics 
 

Goals are in place for 
academics (all content 
areas) and some 
behavioral data points 
 

Goals are in place for 
academics (all content 
areas), culture and 
discipline, as well as 
school operations. 
 

Robust goals are in 
place for academics 
(all content areas), 
culture and discipline, 
staff indicators, as well 
as school operations. 
 

Alignment Goals are not aligned 
to the rest of the plan 
and may actually focus 
on areas not 
otherwise referenced 
or described within 
the plan 
 

Goals are generally 
aligned to the areas of 
focus within the plan, 
though specific and 
explicit connections 
are not easily made 
 

Goals are aligned to 
the mission and vision 
of the school, are tied 
to staff evaluations, 
and clearly connect to 
the data that is being 
regularly reported 
 

Goals are aligned to 
the mission and vision 
of the school, are tied 
to staff evaluations, 
and clearly connect to 
the data that is being 
regularly reported 
 

Ambitious  The goals are not 
rigorous or robust 
enough to drive 
substantial change 
within the school 
community and will 
likely not lead to 
strong growth in 
student outcomes 
 

The goals are aligned 
to a growth mentality, 
but may not provide 
for the level of change 
in student 
performance possible 
within a turnaround 
model and may not 
look to the outcomes 
of success stories in 
similar schools 
 

The goals are 
ambitious and drive 
towards a culture of 
achievement and 
growth 
 

The goals are 
incredibly ambitious 
and drive towards a 
culture of 
achievement and 
rapid growth 
 
There is a clear plan in 
place to reflect upon 
and adjust the goals. 

Measurable The goals cannot be 
clearly measured and 
could easily lead to 
subjective or 
anecdotal values being 
used.  

The goals are 
objective, but cannot 
be clearly measured, 
or the data would be 
challenging to collect 
objectively. 

The goals can be 
measured and the data 
can be objectively 
collected and 
reported. 

The goals can be 
clearly measured, the 
data can be objectively 
collected and 
reported, and each 
piece can be 
disaggregated by 
subgroup.  

 
 
 
 
 
 
 
 



28 
 

Principle One: School Model and Planning 
 

Statement of Practice 
Reporting Template 

 
DDOE Indicator 1.5: The school provides a dashboard template through which it will 
regularly report, review and evaluate its progress towards the stated goals. 
 
Impact Statement: utilizing a consistent and shared dashboard to communicate the 
progress of the school provides a platform from which to base conversations rooted in the 
progress and achievement of students.  
 
Plan Components: 

 Reporting Template: The school develops a clear dashboard that measures the 
progress of the school on regular intervals. This dashboard will serve as the primary 
monitoring template of both the SEA and the LEA, and should reflect the mission, 
vision, and goals of the school.  

 
The following strategies should be considered when developing a school dashboard: 

 The reporting template (dashboard) monitors the primary goals of the school 
explicitly and regularly throughout the year. 

 The reporting template reflects leading indicators that are likely to lead to strong 
performance on the goals. 

 The dashboard includes information on all areas of school performance including 
academics, culture and behavior, staffing, and operations. 

 The dashboard is easily reviewed and public in nature. 
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RUBRIC: PRINCIPLE 1.5 
 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Monitoring The dashboard does 

not monitor school 
goals, or may only 
focus on academic or 
behavioral indicators 

The dashboard 
monitors the goals of 
the school 

The dashboard 
monitors the goals of 
the school  that 
includes all-school as 
well as subgroup 

The dashboard 
monitors the goals of 
the school, as well as 
clear breakdowns by 
subgroup and grade 

Predictive 
Indicators 

The dashboard does 
not include leading 
indicators or may 
include leading 
indicators that are 
not aligned to the 
plan 
 

The dashboard 
measures leading 
indicators of the 
school, though these 
indicators may not 
clearly connect to or 
align with the overall 
school goals 
 

The dashboard 
measures leading 
indicators of the school 
that are most likely to 
contribute to the 
success of the primary 
goals 
 

The dashboard 
measures leading 
indicators of the school 
that are most likely to 
contribute to the 
success of the primary 
goals, and breaks those 
indicators down by 
subgroup 

Presentation 
and Ease of 

Use 

The dashboard is 
mostly narrative or is 
not easy to use  
 

The dashboard is 
somewhat confusing in 
layout and 
presentation  

The dashboard is 
clearly presented and 
easily referenced 
 

The dashboard is 
clearly presented and 
easily referenced 

Information 
on Use 

 There is no 
additional 
information beyond 
the dashboard tool 

There is limited 
information provided 
around the use of the 
dashboard 

The dashboard 
includes some 
annotation around use, 
and frequency of data 
collection 

The dashboard 
includes a clear way to 
track progress over 
time as well as the 
snapshot of when the 
data was collected 
 
The dashboard 
includes some 
annotation around use, 
and frequency of data 
collection, as well as 
the rationale behind 
why and how it was 
developed 
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PRINCIPLE TWO:  
 

SCHOOL LEADERSHIP 
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Principle Two: Leadership 
 

Statement of Practice 
Leadership Recruitment 

 
DDOE Indicator 2.1: The school has a comprehensive approach for recruiting and 
sustaining high-quality personnel that addresses the specific needs of the students and the 
school community.  
 
Impact Statement: A strong recruitment process creates a likelihood that schools will be 
able to find and hire leaders that are able to effectively and comprehensively address the 
needs of all school stakeholders.  
 
Plan Components: 

 Pipeline: The plan outlines where and how it will recruit school leaders.  
 Partnership: The plan utilizes strategic partnerships to identify and secure talent.  
 Strategy: The plan includes a sequence of events and decision-making that is likely 

to produce a strong leader within the appropriate timeline. 
 Alternatives:  The plan provides backup in the case that a school leader is not found. 

 
 
The following strategies should be considered when recruiting and retaining highly 
effective school leaders:  

 Greater buy-in is possible when leadership hiring is framed as an opportunity to 
innovate, learn, improve, and develop an achievement-oriented environment 

 A robust hiring plan should begin with an assessment of the current working 
conditions, job descriptions, available resources, and the quality of those resources 

 In order to create an inclusive process staff and stakeholders should be interviewed 
to gain perspective on school priorities as well as a stronger understanding of the 
leader qualities required/preferred 

 When looking for strategic components of a candidate’s background, consider 
reviewing current leadership roles, responsibilities, and workload. 

 When necessary adjustments should be made to the job description to best fit the 
specific needs of the school. 

 A team-based interview process can be used for selecting the most qualified 
candidates. 

 During interviews there should be a mix of both behavioral questions (i.e., how the 
candidate would approach something from an interpersonal communications 
perspective) and technical questions (i.e., how he or she would solve a technology or 
process issue) should be utilized to create a balanced perspective of a candidate’s 
capacity. 
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RUBRIC: PRINCIPLE 2.1 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Pipeline It is unclear where 
leadership talent 
will be found 
 
Only includes 
district’s traditional 
recruitment 
strategies  
 

The school 
identifies a single 
pipeline that are 
likely to produce 
excellent leaders 
 

The school 
identifies a variety 
of pipelines that are 
likely to produce 
excellent leaders 
 

“Proficient” criteria 
and:  
plan outlines a 
process and 
timeline for tapping 
into those talent 
pipelines 

Partnership Vague mentioning 
of partnership 
development 
 
The partnership 
process is weakly 
formulated if at all 

The school 
identifies a partner 
to create only 1 
additional pipeline  
 
There are few 
actions to outlined 
in order to establish 
partnership 
 

The school 
identifies multiple 
strategies to forge 
partnerships with 
multiple pipelines 
and expounds on 
the specific actions 
taken in order to do 
so 
 

“Proficient” criteria 
and:  
pipelines are 
representative of 
the diversity of the 
school community 

Strategy There is no clearly 
outlined strategy 
 
There is no explicit 
use of diverse 
resources in the 
pursuit of ideal 
leadership 
candidates 

A clear strategy 
exists but is limited 
in its scope and 
reach. 
 
Few quality 
candidates can be 
created using this 
unique strategy 
 
There is only a plan 
to recycle 
previously existing 
recruitment 
strategies  

The school allocates 
resources and 
prioritizes both 
pipelines as well as 
targeted and 
proactive 
recruitment of 
specific individuals, 
according to what 
will most likely 
yield productive 
outcomes and an 
excellent pool of 
candidates 
 
 

“Proficient” criteria 
and: strategy is 
mapped out 
according to hiring 
timeline 
 

Alternatives No contingency plan 
is identified 
 
 

Contingency plan is 
identified, 
 
There are at most 2 
viable options 
identified 

Contingency plan is 
identified that lists 
specific and aligned 
partners 
 
Multiple options 
identified 
 
Plan does not 
identify specific 

“Proficient” criteria 
and: 
Contingency plan is 
descriptive of both 
the alternative 
aligned pipelines as 
well as the 
procedures for 
developing 
relationships 
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strategies for 
cultivating 
necessary 
relationships  

quickly with these 
partners,  
 
There are timelines 
outlined for this 
process 
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Principle Two: Leadership 
 

Statement of Practice 
Leadership Hiring 

 
DDOE Indicator 2.2: The school has a comprehensive plan that covers the hiring process 
from applicant pool to nomination, that focuses equally on experience knowledge and skills, 
capacity to do the work, and alignment with the vision of exceptional student 
achievement and success for all children in the school community.  
 

Impact Statement: Great schools require great school leaders. Hiring for an effective 
academic and organizational leader is critical to school improvement efforts. Getting the 
right leader on board is indispensable to innovation and is essential for shaping the 
professional community among teachers. 

 
Plan Components: 

 Vision: The purpose and philosophy of the hiring process is easily noted and clearly 
aligned to the mission and vision.   

 Hiring Systems: There is an established process to be used for hiring a school leader.  
 Interview Strategy: Best practices for identifying strong leaders, including multiple 

points of knowledge and skill assessment, are used.   
 Selection Criteria: The key levers in what will be used to hire the leader are clearly 

outlined and aligned to the mission of the school.  
 
The following strategies should be considered when hiring highly effective school 
leaders:  

 Repeated patterns of success and evidence of high achievement should be explored 
when screening and interviewing candidates. 

 The interview process should focus on matching the school's culture and the 
candidate's personality,  

 The interview process should focus on finding a candidate with the right mix of 
technical skills and experience for the position. 

 Consider using a panel of interviewers to have a variety of perspectives on each 
candidate’s capacity and “fit”. 

 Interviewers should ask candidates to describe specific examples of their skills. 
 The following key indicators should be considered:  

o Ability to engage all stakeholders 
o Ability to clearly create and communicate goals and expectations 
o Ability to direction set and implement coherent policies and procedures 
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RUBRIC: PRINCIPLE 2.2 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Vision Little clarity around 
process 
 
Selection criteria is 
undeveloped 
 
Unclear flow of 
necessary actions 

Some expectations 
for a multiple 
processes 
 
Identifies several 
key components in 
processes 
 
Names an 
interviewer 
 
 
 
 

The school 
articulates a clearly 
defined set of 
desired behaviors. 
qualities, skills, and 
mindsets in a  leader  
 
Outlines 
expectations for 
entire process 
 
Outlines example of 
selection team thus 
identifying who 
should be involved 
in selection process 

“Proficient” criteria 
and: 
 
Provides a vivid 
profile of the perfect 
candidate  
 
Provides timeline for 
hiring mechanisms 

Hiring 
System 

Provides only a 
basic single tiered 
screening and 
hiring process 
 
 
 

Multiple tiers of 
screening by at most 
two staff members 
 
Considers job 
knowledge and 
abilities  
 
Provides no formal 
assessment  

Clear expectations 
for process flow 
 
Includes multiple 
staff members in 
screening process 
 
Includes 
assessments and 
simulations that 
measure job 
knowledge and 
abilities.  
 

“Proficient” criteria 
and: 
a step-by-step 
approach that builds 
confidence throughout 
the  hiring process 
 
Provides detailed and 
efficient timeline for 
screening process  
 
Assessments and 
simulations are 
designed with school 
needs and target 
outcomes in mind. 
 
Assesses candidate 
motivation 

Interview 
Strategy 

Basic interview 
framework 
 
No descriptive 
overview of 
interview process  

Multi-faceted 
 
Clearly defined list 
of questions aligned 
to each leadership 
competency 

The school creates a 
plan to ensure that 
interviews are 
consistently and 
effectively 
conducted 
 
Multiple interview 
types included in 
process 

“Proficient” criteria 
and: 
 
Identifies tools to 
reduce the number of 
interviews without 
limiting the quality of 
talent being attracted 
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Multiple team 
members involved 

Selection 
Criteria 

Only provides 
vague description if 
any of the selection 
criteria 

Provides 
descriptions of some 
hiring criteria 
without 
consideration of 
leadership 
competency model 

Aligns to leadership 
competency 
framework 
 
Incorporates 
assessments that 
predict candidates 
capacity and 
responses in various 
scenarios 
 
Includes 
performance on 
simulations that 
gauge specific job-
related abilities and 
skills 
 
Includes 
performance in 
behavior based 
interviews 

“Proficient” criteria 
and: 
 
Detailed examples of 
selection criteria   
 
A comprehensive 
timeline for managing 
the entire selection 
process  
 
Presents a clearly 
defined criteria for 
success (CFS) 
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Principle Two: Leadership 

 
Statement of Practice 

Leadership - Professional Development 
 
DDOE Indicator 2.3: The school develops a comprehensive plan, aligned to the 
programmatic focus of the school, that provides the proposed leader with the professional 
development required to drive strong student achievement results, positive and 
productive school culture, clear operating strategies, and an outcomes oriented 
strategic vision.  
 
Impact Statement: Great leadership development is a strategy and culture. Effective 
leadership is one of the most critical aspects of school success. Therefore, a holistic plan 
that fosters the growth of a leader’s skills, strengths, and talent is invaluable. Leadership 
professional development helps to promote an environment of professional learning and 
innovation that empowers educators to enhance student learning. Leader professional 
development planning helps to create a culture of continuous learning. Just as teachers 
need training to become their best, school leaders greatly benefit from professional 
development designed specifically for them. 
 
Plan Components: 

 Framework: The way in which the leader will approach the professional 
development is logical and will likely lead to growth.  

 Leadership Assessment: The Plan articulates how the leader will determine the most 
necessary areas for growth and development, linked to the goals of the school and 
the culture the school hopes to achieve, aligned with the mission and vision.  

 Strategy: The order and organizations that are included in the leader’s professional 
growth are highly likely to produce stronger leadership qualities.   

 Evaluation and Feedback: There is a plan to provide ongoing opportunities to grow 
and learn through both an informal feedback and formal evaluation process.    

 
The following strategies should be considered when developing highly effective 
professional development for school leaders:  

 Successful plans will treat professional development as an ongoing series of 
meaningful events completed with and not to the leader. 

 Providing 1 on 1 leadership coaching and mentorship is highly recommended. 
 Leadership development should be value-filled, evidence-based, and practical. 
 Communication and other interpersonal skills should be an essential component 

part of any leadership development strategy. 
 Leadership development should be collaborative allowing participant to network 

and exchange solutions and ideas in conversations with other like-minded leaders. 
 To build peer support, accountability and creativity; leaders should be assigned to 

small groups (4 to 6 members) who meet periodically (especially post training) to 
share their application of new learning. 
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 Leadership development should have scaffolding and rich opportunities for practice, 
which allows leaders to grow from solely knowing something, to “doing it”, to “being 
it” and transferring their learning for lasting change. 
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RUBRIC: PRINCIPLE 2.3 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Framework There are few 
developmental 
competencies 
identified 
 
Not focused on 
student outcomes 

Parts of a 
framework are 
prescribed 
 
It is unclear whether 
framework is 
research based 
 
Evidence of 
alignment with 
some student 
outcomes  

Articulates a clearly 
defined framework 
for excellent 
leadership 
comprised of core 
leadership 
competencies 
 
Focused on driving 
student achievement 
 
Specific student 
outcomes are 
identified and 
targeted in 
development  
 
Integrates teacher 
development 
competencies 

“Proficient” criteria 
and: 
 
Consideration of 
allotment of time 
necessary for 
training 
 

Leadership 
Assessment 

Unaligned to a 
specific competency 
model 
 
Focuses on only one 
mode of inquiry into 
leadership capacity 
 
 

Aligns to several 
elements of 
leadership 
competency 
framework 
 
Focuses on at most 2 
modes of inquiry 

Articulates plan to 
assess leader’s 
strengths and 
deficits across 
competencies 
prescribed 
framework to 
identify areas for 
on- going 
development.  
 
Multiple modes of 
inquiry, i.e., self -
assessment, staff 
surveys, or a skills 
diagnostic. 
 
Fully aligns to 
leadership 
competencies 
 
Quantifiable: 
Provides clear 
metrics for 
evaluating talent 

“Proficient” criteria 
and:  
Includes assessment 
timeline of 
opportunities 
mapped across 
annual calendar 
 
Includes a 
personality or 
leadership style 
assessment, i.e. The 
Myers-Briggs Type 
Indicator® 
(MBTI®) 
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capabilities and 
leadership 
competency 
development 
 
Includes 360˚ 
assessment, or 
multi-rater 
assessment based 
on leadership 
competencies. 
 
 
 

Strategy Professional 
development 
opportunities are 
limited and 
homogenous 

At most, 2 
professional  
development 
opportunities are 
offered 
 
Learning focuses 
primarily on 
leadership theory 
rather than action  
 
Some goals, 
objectives, and 
methods are 
research based 

School identifies the 
methods that best 
facilitate leadership 
growth in core 
competencies.  
 
Learning is 
experiential 
 
All goals, objectives, 
and methods are 
research based 
 
A list of potential 
coaches is evident  
 
3 or more 
professional 
development 
activities offering a 
variety of learning 
opportunities are 
identified 
 
Includes critical 
skills development 
specific to the needs 
of the school 
community  

“Proficient” criteria 
and: 
 
A leadership coach 
is identified 
 
A timeline for 
implementation of 
strategy is provided 
 
Includes multiple 
best practices for 
leadership 
development 
 
Includes both a 
cohort learning 
experience and an 
individual 
leadership coach 
assignment 
 
 
Provides several 
methods for 
delivering 
professional 
development, i.e. 
Blended learning 
with online 
modules; classroom 
training sessions; 
stretch projects; 
coursework and 
videos or face-to-
face workshops 
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Evaluation 
and 
Feedback 

Lacks a process for 
consistent 
evaluation and 
feedback 

Outlines process for 
singular (annual) 
review process 

Clearly identifies 
system for ensuring 
that growth and 
learning is 
happening and is 
impacting student 
performance.   
 
Feedback structures 
to provide leaders 
with insight on their 
own growth and 
development. 

“Proficient” criteria 
and: 
 
There is a calendar 
outlining 
components of 
feedback and the 
evaluation process 
 
Evaluator is named 
 
Type of feedback 
protocol is identified 
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Principle Two: Leadership 
 

Statement of Practice 
Leadership Evaluation 

 
DDOE Indicator 2.4: The school develops a comprehensive, data driven, and specific 
evaluation of the leader that focuses on the performance outcomes of the school (including 
student achievement, culture, and operations) and utilizes data collected over time and in a 
variety of ways.  

Impact Statement: Leadership evaluation, conducted on a regular basis, can greatly 
improve the management and effectiveness of the school and its programming. Evaluation 
is key to providing appropriate interventions at the school. Evaluation is crucial for 
tailoring growth opportunities for ongoing school leader professional development. 

 
Plan Components: 

 Framework: There are multiple measures to indicate the level of success of the 
school leader and these indicators present a clear picture of performance.  

 Alignment: The leader’s evaluation is demonstrably linked and aligned to the 
mission and vision of the school.  

 Calendar: The calendar provides a clear sequence of events for the evaluation 
process, including all steps needed and data required.  

 
 
The following strategies should be considered when providing a plan for Leadership 
Evaluation:  

 During an evaluation of leadership development, it is best to use a combination of 
methods so that you can assess outcomes at different levels.  

 Identifying the specific leadership behaviors that correlate with student growth 
should be a crucial step in the process of providing outcomes driven evaluation. 

 By evaluating specific leadership skills schools should be able to provide clear 
development plans that positively impact what occurs in the school. 

 For purposes of consistency and alignment, the school leader evaluation framework 
should correspond to the teacher evaluation framework to maximize the impact on 
student achievement. 
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RUBRIC: PRINCIPLE 2.4 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Framework No feedback process 
identified 
 
Does not align with 
competency model 
 

There is a feedback 
process named 
 
Partially aligns to 
competency model 
 
Single method 
deployed for 
evaluation 

Incorporates 
multiple sources of 
data systematically 
collected. 
 
Includes multiple 
methods, i.e. 
document analysis, 
interviews, daily 
evaluation, or end of 
initiative 
evaluations 
 
Provides a clear 
design for 
leadership 
evaluation. 
 
Relates to school-
wide goals 
 
Fully aligns to 
competency model  
 
Provides a 
“blueprint” for 
excellent leadership. 

“Proficient” criteria 
and: 
 
Framework is 
evidence based and 
data driven 

Alignment Unclear alignment 
 
No inclusion or 
reference to school-
wide goals 
 
 

Evidence of partial 
inclusion of 
competency model 
consideration 
 
Identifies 
community needs 
and target outcomes 
as points of analyses 
 
 

Incorporates 
results/data, which 
aligns to each 
competency in the 
leadership 
framework. 

“Proficient” criteria 
and: 
 
Fully accounts for 
each element of the 
leadership 
competency model 

Calendar There are neither 
timelines nor targets 
for conducting the 
evaluation process. 

There are few 
planned 
administrations of 
assessments for 
evaluation 

Multiple planned 
administrations of 
assessments/evalua
tion 
 
A clearly articulated 
timeline for annual 

“Proficient” criteria 
and: 
 
Timeline is specific 
to the school 
calendar and 
principal workflow. 
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evaluation process 
from initial skills 
assessment through 
ongoing training and 
development 
 
Provides clear 
timeline for 
consistent on-going 
evaluation and 
feedback 
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Principle Two: Leadership 
 

Statement of Practice 
Leadership Succession 

 
DDOE Indicator 2.5: Recognizing the importance of continuity in the school community, 
the school provides a leadership succession plan that ensures continuous leadership 
aligned to the goals of the school community, and consistently driving success. 

 
Impact Statement:  Leadership succession planning must be intentional and 
systematically identify, assess, and develop talent to ensure leadership continuity at the 
school. Frequent recruitment of outside leadership talent is not an effective option. The 
smart way to combat leadership transitions is to develop the internal talent needed for 
the school to continue on a path towards improvement.  Leadership succession is an 
integral process that begins long before the leader departs, and it presents an 
opportunity to move forward with an understanding of the complexities, challenges, 
and changes the organization must address. 

Plan Components: 
 Pipeline Development: Clear plans are in place to train and grow leaders in the 

building and present ready options for leader replacement over time.    
 Talent Audit: There is a clear plan and process in place to determine the 

strengths of all potential leaders in the school building and a proactive strategy 
for how these staff members can be developed.  

 
The following strategies should be considered for leadership succession: 

 Effective succession planning occurs when it is viewed as an integral part of the 
school's talent development activities. 

 Coaching by managers should be aligned to school needs and goals. 
 Coaching should be aligned to key leadership competencies. 
 Implementing strategies that facilitate self-examination and assessment should 

promote continuous growth through ongoing feedback and evaluation.  
 Schools should seek to provide development programs that are designed to 

support leadership skill development at all levels of staff. 
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RUBRIC: PRINCIPLE 2.5 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Leadership 
Pipeline  
Development 

No potential 
successors 
identified  
 
Lack of a coherent 
strategy for 
development. 
 
Lacking a formal 
process for 
developing 
successor 
candidates. 
 
Lacking clearly 
articulated 
candidates list to 
assume the 
leadership 

Identifies possible 
successor 
 
Vaguely outlines a 
strategy for 
developing a 
pipeline of viable 
leaders  

A well-developed 
plan to strengthen 
leadership capacity 
throughout the 
school. 
 
An outline for 
resource allocation 
and leadership 
coaching for 
aspiring leaders.  
 
 
Plans for on-going 
training align to 
school leadership 
competency model. 

 
“Proficient” criteria 
and:  

 
A coherent timeline 
for creating the 
pipeline of future 
leaders 

 
Comprehensively 
outlines for on- 
going training the 
pipeline that aligns 
to designated 
leadership 
competency mode 

 
 

Talent Audit Lacks formal 
process for 
completing talent 
audit. 

 
Lacks framework 
for objective 
evaluation 

 
 

Provides only one 
form of evaluation, 
i.e. a staff self -
assessment to 
investigate 
strengths 

 
Not comprehensive 
of entire school staff 

Identifies a 
comprehensive 
process for 
assessing the 
leadership capacity 
of building 
leadership team 
members leader. 

“Proficient” criteria 
and:  

Identifies roadmap 
of future leadership 
potential – across 
the school by 
function, or by level 
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PRINCIPLE 3:  
 

HUMAN CAPITAL 
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Principle Three: Human Capital 
 

Statement of Practice 
Staffing Plan 

 
 
DDOE Indicator 3.1: The school has a staffing plan that strategically addresses the needs 
of the school community. 
 

Impact Statement: By creating and using a staffing plan, a school can maximize efficiency 
by ensuring it is staffed with the right number of people, possessing the relevant skill sets 
to meet critical student needs. A comprehensive strategic staffing plan provides the best 
opportunity for maximizing personnel to meet targeted outcomes. This plan allows the 
school to make informed staffing decisions that are consistent with meeting specific needs. 
A high-quality staffing plan is a key ingredient for creating school teams that are high 
functioning with the capacity to improve learning outcomes. 

 
Plan Components: 

 Early Notification: Current staff are provided as much time as possible to 
understand the changes, make decisions, and evaluate preferences.  

 Recruitment and Retention of Diverse Staff: The school outlines a plan to promote a 
diverse staff and a learning culture, proactively considering best practices and 
strategies.  

 School-Specific/Mission Specific: The staffing plan should directly align to the 
mission, vision, and theory of action of the school.  

 Selection and Onboarding: The plan includes best practices and clear thought around 
how staff will be selected and placed into their roles, utilizing performance 
outcomes, data, and student-centered decision-making.  

 
The following strategies should be considered when developing an effective staffing 
plan:  

 Identifying objective, performance-based criteria is recommended when 
establishing a staffing plan. 

 By developing mechanisms for determining gaps in current resources schools can 
develop strategies to fill them through their staffing plan. 

 By assessing whether gaps can be filled with internal actions such as team shifts and 
cross trainings, schools can determine if there are additional recruitment needs.  

 Schools should consider developing staffing plans that can withstand/sustain long-
term absences, medical leaves, retirement, and uncontrolled changes such as 
terminations.  
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RUBRIC: PRINCIPLE 3.1 

 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Early 
Notification of 
Staffing 
Process 

Structure for early 
notification of 
resignations is not 
evident. 
 
Structure for early 
notification slated to 
occur simultaneously 
with annual contract 
renewal. 

Structure for early 
notification includes 
informal 
assessments of staff 
intentions by 
November 31st, such 
as surveys or 1:1 
meetings.  

 
Structure may 
contain some 
incentives for 
personnel who notify 
early. 

Structure for early 
notification includes 
formal assessments 
of staff intentions by 
November 31st.  
 
Incentives for early 
resignees are in 
place with a clear 
plan for 
communication. 
 

Structure for early 
notification includes 
formal assessments 
of staff intentions by 
November 31st.  
 
Incentives for early 
resignees are in 
place with a clear 
plan for explicit 
communication. 
 
Plan includes 
comprehensive 
process for 
succession planning 
in which 
instructional and 
non-instructional 
personnel who 
resign transfer 
knowledge and plans 
to their successor. 

Recruitment 
and Retention 
of Diverse, 
Top-
Performing 
Staff 

Staffing plan has no 
statement/indication 
related to recruiting 
a diverse, high-
potential staff. 
 
Staffing plan is 
generic.  

Staffing plan 
includes strategies to 
attract a diverse 
group of high-
potential applicants 
that reflect most or 
all subgroups 
represented in the 
school. 
 
Staffing plan 
addresses 
development and/or 
maintenance of an 
inclusive 
environment for all 
staff.  

Staffing plan 
includes specific 
strategies to actively 
recruit, attract, 
retain and 
incentivize 
applicants that 
reflect the diversity 
of the student body. 
  
Staffing plan 
includes strategies to 
retain high-
performing 
educators that reflect 
the diversity and 
aspirations of the 
student body 
 
Staffing plan creates 
competitive 
compensation 

“Proficient” criteria 
and: 
 
Staffing plan 
includes strategies to 
actively recruit, 
attract and 
incentivize high-
performing and 
experienced 
applicants that 
reflect the diversity 
of the student body.  
 
Staffing plan 
encourages 
development and/or 
maintenance of a 
school culture that 
embraces and 
articulates the 
importance of 



50 
 

opportunities for 
educators choosing 
to serve in the school 
 
Staffing plan 
includes 
development and/or 
maintenance of an 
inclusive 
environment for all 
staff, specifically 
addressing cultural 
competencies. 

diversity and 
cultural 
competencies. 
 
Staffing plan 
includes strategies to 
actively retain and 
incentivize high-
performing and 
experienced 
applicants that 
reflect the diversity 
of the student body 

School-
Specific/ 
Mission 
Specific 

Positions allocated 
by District Office. 
 
Role descriptions 
defined by District 
Office.  

The plan includes 
generic resource 
differentiation for 
the building, for 
example, number of 
units or funding 
allocated. 
 
Turnaround focus is 
messaged in role 
descriptions and 
throughout Staffing 
Plan. 

Positions are driven 
by the needs of the 
school at the 
discretion of the 
School Leader. 
 
Turnaround focus is 
messaged in role 
descriptions and 
throughout Staffing 
Plan. 
 
The Staffing Plan 
relies heavily on 
student success data 
and regular 
assessment of staff. 

“Proficient” criteria 
and: 
 
Positions are tailored 
specifically to the 
school’s needs and 
turnaround status. 
 
Role descriptions 
and the overall 
Staffing Plan 
emphasize 
leadership and 
student-focus. 
 
The Staffing Plan 
relies heavily on 
student success data 
and staff 
accountability. 
 
All parts of staffing 
plan are tailored to 
the school’s specific 
academic and 
community needs. 

 
Selection and 
Onboarding 

Selection plan is 
Human Resources 
driven. 
 
Selection plan are 
solely credentials-
based. 
 
Onboarding plan 
focuses on paper-

Selection may 
include selection by 
the School Leader, 
after generic Human 
Resources screening 
for credentials.  
 
Selection and staffing 
decisions are limited 
by local legacy policy 

Plan shows that 
selection is driven by 
the School Leader, 
and may have input 
from content 
experts. 
 
Onboarding plan 
may be uniform with 
the district’s 

“Proficient” criteria 
and: 
 
Staffing plan 
includes measures to 
remove obstacles to 
ideal hiring 
conditions, including 
but not limited to 
Board and collective 
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work, operations, 
and or general 
expectations. 

requirements, (e.g. 
those favoring 
seniority for 
transfers.) 
 
Onboarding plan for 
school-based staff is 
uniform with the 
district’s general 
onboarding plan. 

onboarding plan 
with some additions 
specific to 
turnaround, but 
allows for some 
flexibility based on 
specific school needs. 
 
Selection is 
competency-based 
and includes 
tools/resources to 
drive selection 
decisions. 

bargaining contract 
limitations.  
 
Plan shows that 
hiring decisions are 
driven by the School 
Leader, including 
significant 
collaboration with 
content experts. 
 
Onboarding is 
specific to a 
turnaround 
situation, and 
targeted to the 
specific academic 
and community 
needs of the school.  
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Principle Three: Human Capital 
 

Statement of Practice 
Staff Recruitment 

 
DDOE Indicator 3.2: The school has a comprehensive approach for recruiting and sustaining 
high-quality personnel that address the specific needs of the students and the school 
community. 
 

Impact Statement: Attracting, screening and selecting qualified people are essential 
activities in assembling an effective school team for improving student outcomes. Good 
recruitment is about finding the right people for the job and has strong implications for 
student performance. 

 
Plan Components: 
Recruitment Strategies: Staff recruitment strategies are varied and utilize organizations and 
pipelines with strong track records of performance.  
Retention: Careful consideration is indicated to demonstrate how strong staff can be 
retained at the school in both the short and long term.  
 
 
The following strategies should be considered when developing an effective staff 
recruitment plan:  

 By creating consistent recruitment practices schools can streamline the process and 
generate efficiency. 

 Recruitment can be a team effort but always requires detailed planning, 
coordination, and a set of guidelines to ensure a streamlined workflow. 

 Recruiting techniques: Since there are no one size fit all models, schools must find 
unique ways that work to assess talent by being deliberately flexible.  

  Schools should include many different sourcing methods, which can include but are 
not limited to online recruiting, job boards, job fairs, college recruiting, internship 
programs, and the development of employee referral incentive programs.  

 
 
 
 
 
 
 
 
 

http://www.recruiter.com/recruitment-methods.html
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RUBRIC: PRINCIPLE 3.2 

 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 

Recruitment  Recruitment 
strategies within the 
plan are entirely 
passive, either 
through website 
based application 
systems, newspaper, 
or similar. 
 
Recruitment 
strategies may be 
limited to and/ or 
favor the local area 
and 
nearby/convenient 
applicant pools. 

Recruitment 
strategies are active, 
including outreach 
to different applicant 
pools, including 
several high-quality 
pipelines and pools. 
 
Recruitment 
strategies may 
highlight the 
benefits of the 
district, or benefits 
of working with a 
high needs 
population, while 
minimizing the 
challenges.  
 
Recruitment 
strategies may focus 
on quantity and 
credentials of 
candidates rather 
than quality and fit 
for turn-around 
work. 

Recruitment is active 
and targeted to the 
highest quality 
pipelines and 
candidates based on 
data collected since 
2010, with an 
emphasis on 
attracting a high-
potential candidate 
pool reflective of the 
student body.  
 
Recruitment is 
transparent and 
inspiring, clearly 
communicating the 
challenges and 
opportunities of 
serving in a high-
needs school, and 
focusing on 
candidates 
interested in that 
challenge. 
 
Recruitment covers 
a broad geographic 
area, including 
nation-wide 
searches wherever 
appropriate. 

“Proficient” criteria 
and: 
 
Recruitment plan 
lays out a clear 
strategy for active 
recruitment of 
diverse candidates 
from high-quality 
pools and pipelines, 
including meaningful 
incentives, such as 
monetary bonuses 
and/ opportunities 
for leadership and 
professional 
development.  

 

Retention  
 

Retention plan is 
informal or not 
extensive in nature. 
 
Retention plan 
focuses on strategies 
employed over the 
last several decades 
that have not 
reversed trends. 
 
Retention plan lacks 
an important 

Retention plan 
uniformly addresses 
all staff members. 
 
Retention plan may 
include leadership 
and/ or financial 
incentives for all 
staff members.  
 
Retention efforts 
may be based on 

Retention plan 
targets high 
performing staff 
members, and may 
include staff 
members who are 
deemed effective 
based upon factors 
other than student 
results. 
 
Retention plan 
includes 

“Proficient” criteria 
and: 
 
Retention plan also 
specifically targets 
the highest 
performers, as based 
on student 
performance, for 
professional 
development and 
leadership 
opportunities which 
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element of 
successful talent 
retention (culture, 
leadership, 
incentives).  

participation rather 
than results.  

opportunities for 
high performers to 
participate in 
building and/or 
district decision 
making and other 
activities leading to a 
feeling of ownership. 
 
Retention plan 
includes monetary 
compensation for 
high performers on 
an annual basis. 

 

are flexible and 
tailored to the career 
goals of the 
individual staff 
member and district 
needs.  
 
Monetary 
compensation for 
high performance is 
clearly incorporated 
and inter-connected 
to all important 
elements of 
successful talent 
retention (culture, 
leadership, 
incentives).  
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Three: Human Capital 
 

Statement of Practice 
Staff Hiring 

 
DDOE Indicator 3.3: The school has a comprehensive plan that covers the hiring process 
from applicant pool to nomination, that focuses equally on experience, knowledge and skills, 
capacity to do the work, and alignment with the vision of exceptional student 
achievement and success for all children in the school community.  
 

Impact Statement: Having the best people in school begins with the hiring process. Hiring 
the best people is more than just filling positions. Hiring impacts the school’s ability to 
deliver on its promises made to children and families.  Successful hiring matches the job 
requirements and allows staff to have a positive impact and if the person is a self-
motivated, team player he or she will enrich the school community and its ability to 
improve student outcomes.  

 
Plan Components: 

 Competency Based: Hiring processes are based on the competencies critical to 
achieving the mission and vision of the school.  

 Timeliness: The hiring process is efficient and fast in processing applicants, and 
informative for all participants.  

 
The following strategies should be considered when hiring:  
 

 It may be beneficial to objectively discover critical attributes that drive performance 
for each candidate and evaluate potential risks that each candidate presents. 

 Prioritizing the key requirements needed from each position and considering any 
unique qualifications or experiences necessary makes hiring decisions easier. 

 Culture fit, technological skills, culturally relevant pedagogy, and content knowledge 
are several possible selection criteria. 
 

 
 
 
 
 
 
 
 
 

 
 



56 
 

RUBRIC: PRINCIPLE 3.3 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Competency-
based hiring 

Hiring will be 
credential-based, 
with standard 
interview processes 
that may not 
include 
performance tasks.  

Hiring begins with 
credential 
screening, including 
non-performance 
factors such as 
seniority.  
 
Hiring creates 
improved processes 
beyond standard 
interview protocols 
but does not create 
systems for 
managing 
competency-based 
reviews. 

 

Hiring process 
includes clear 
competency-based 
model with a 
sufficient process 
for norming on 
terms/meaning 
while providing 
mutual consent 
processes for the 
school leader and 
prospective 
applicants. 
 
Hiring includes 
data-based factors, 
such as past 
performance, prior 
success in a similar 
school, and/or 
other measureable 
indicators of 
success as 
demonstrated 
through 
performance tasks. 
 
Hiring is based on 
competencies 
specific to the 
school’s need  
Process includes 
several touch points 
to collect various 
and extensive data 
on candidates. 

 

“Proficient” criteria 
and: 
 
Staffing plan 
includes measures 
to remove obstacles 
to ideal mutual 
consent hiring, 
including but not 
limited to Board 
and Collective 
Bargaining contract 
limitations.  
 
Staffing plan 
includes data and 
competency-driven 
hiring practices that 
can ascertain 
potential for 
success. 
 
Plans include 
gathering and use of 
performance data 
on hired candidates 
to improve future 
hiring. 

Timely Hiring 
to Secure the 
Best 
Candidates 

No specific plans to 
make early offers 
according to a 
specific timeline are 
evident in the plan. 

Specific timing for 
offers is included in 
the plan, beginning 
April 15th. 

Specific timing for 
offers is included, 
beginning April 
15th, with 90% of 
hiring to be 
complete by 6/15. 
 

“Proficient” criteria 
and: 
 
Recruitment efforts 
persist year-round, 
and include 
developing 
relationships with 
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Projection data is to 
be used to inform 
hiring and 
recruitment from 
the beginning of the 
year. 

high-potential 
candidates and 
pipelines, such as 
educator 
preparation 
programs, national 
educator 
associations. 
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Principle Three: Human Capital 
 

Statement of Practice 
Staff Evaluation 

 
 
DDOE Indicator 3.4: The school develops a comprehensive, data-driven, and specific 
evaluation of the leader that focuses on the performance outcomes of the school 
(including student achievement, culture, and operations) and utilizes data collected over time 
and in a variety of ways.  
 

Impact Statement: Staff evaluation is a key process in a comprehensive school-wide 
approach to professional development. When done effectively staff evaluation can improve 
productivity and growth by identifying both areas of strength and weakness to determine 
future development. Evaluation is another tool helping to achieve the school’s goals and 
meet target outcomes. It also serves to improve communication with employees and 
provides written documentation to support all personnel decisions.  

 
Plan Components: 
 

 Student Focus with High Expectations: Staff evaluations use student—centered 
outcomes data as a priority area of focus.  

 Used to Differentiate Support: Staff evaluations are used to provide important 
information to school leadership on key lever and priority areas for professional 
development.  

 Drives Staffing Decisions: Evaluations support the determination of the best 
placement for current staff.  

 
 
The following strategies should be considered for staff evaluation:  

 Effective evaluations should communicate clear standards and provide timely 
feedback to allow employees to correct any performance concerns. 

 Successful evaluations should document performance objectively with metrics tied 
to specific competencies. 

 Staff evaluations should only be based on whether the employee meets the 
standards of performance but never an employee’s race, sex, color, religion, or any 
other protected characteristic. 

 Managers and supervisors should be trained on how to conduct employee 
evaluations (in writing) well in advance of the process. 
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RUBRIC: PRINCIPLE 3.4 

 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Student 
focused with 
high 
expectations 

Evaluation plans 
focus on staff 
behaviors and 
compliance issues. 

Student actions, 
behaviors, and 
performance 
comprise very little 
of the staff 
evaluation plan. 
 
Student 
improvement goals 
are expected to 
represent an average 
amount of 
improvement, and 
may include only a 
sub-set of students. 

Student actions, 
behaviors, and 
performance 
comprise the 
majority of the staff 
evaluation and staff 
evaluation plan. 
 
Student 
improvement goals 
are expected to 
represent above 
average 
improvement, and 
include all students. 

“Proficient” criteria 
and: 
 
Student actions, 
behaviors, and 
performance are 
central every 
element of staff 
evaluation and the 
staff evaluation plan, 
which includes both 
absolute and growth 
indicators. 
 
Student 
improvement goals 
are expected to 
project ambitious 
growth that will 
close achievement 
gaps statewide and 
put all students on a 
college-ready 
trajectory. 
 
Goals/thresholds for 
student performance 
within classrooms 
are fully aligned with 
school-wide goals. 

Used to 
Differentiate 
Support 

Within the Plan, staff 
evaluation data is 
not tied to 
professional 
development and 
support 

Staff evaluation is 
used to inform 
support at either 
building-level or 
individual staff 
levels, but is not 
used consistently to 
inform professional 
development.  

Staff evaluation is 
used to inform both 
group and 
individual 
professional 
development based 
on building, team, 
and individual staff 
member needs. 

“Proficient” criteria 
and: 
 
Leadership team 
collaborates with 
staff to build 
meaningful, 
individualized 
coaching/PD as 
aligned to growth 
areas on staff 
evaluation.  
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Drives 
Staffing 
Decisions 

It is not evident in 
the plan that 
evaluation results 
will inform staffing 
decisions. 

 

Evaluation rarely 
determines staff 
exiting and staff 
incentives and 
rewards. 

Staffing decisions, 
including placement, 
leadership roles, and 
exiting, are driven 
by staff evaluation. 
 
Student assignment 
is informed by staff 
evaluation data, with 
highest needs 
students assigned to 
the most proficient 
teachers. 

“Proficient” criteria 
and: 
 
 Evaluation will 
inform the make-up 
of grade and 
possibly content 
teams, leadership 
placements and 
assignments, to 
purposefully adjust 
strengths and areas 
for growth within 
teams and align the 
strongest staff 
members to the 
highest need areas 
within the building. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 



61 
 

Principle Three: Human Capital 
 

Statement of Practice 
Staff Rewards and Incentives 

 
 
DDOE Indicator 3.5: The school reflects a plan for the ways in which is will reward staff, as 
well as how it will incentivize excellence in the work.  
 

Impact Statement: Staff rewards and incentives represent a key retention strategy that 
has the power to motivate and encourage by reinforcing positive behaviors. Appreciation is 
a fundamental human need and employees respond to incentives because it confirms their 
work is valued. When employees and their work are recognized, satisfaction and 
productivity rises, and they are motivated to maintain or improve upon their good work. 
Staff satisfaction stands to increase with regular recognition by managers. When schools 
prioritize employee recognition they foster the development of a positive, productive 
culture. 

 
Plan Components: 

 Incentives: Staff will work be required to operate with a different set of expectations 
and should be compensated as such.  

 Bases on Student Outcomes and Evaluation System: Staff incentives and rewards 
will be strictly aligned to the approved goals of the school and should also align to 
the evaluations that individual staff members receive.  

 
 
The following strategies should be considered for staff rewards and incentives:  
 

 The best recognition is timely, so managers should aim to catch people doing 
exemplary work and acknowledge their efforts 

 Staff recognition is most effective when it’s given in the context of a larger school 
goal or student-focused outcome.  

 Rewards and incentives should be appropriate in volume/scale. Recognition should 
match effort and results, or it loses meaning.  

 Managers should explicitly state any action that is being recognized. Their 
recognition should be specific, descriptive and measurable. 

 Successful rewards and incentives will point out the value added to the team or 
students by specific behavior. 
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RUBRIC: PRINCIPLE 3.5 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Incentives Incentives are not 
evident within the 
plan, or incentives 
rely on compliance 
behaviors or 
participation rather 
than student 
achievement. 
 
Rewards and 
incentives within 
the plan may be 
generic, (e.g. 
“teacher 
appreciation day.”) 

Plans for incentives 
target high 
performers, and may 
be monetary, 
recognition-based, or 
both.  
 
There may be 
leadership incentives 
that are not 
exclusively for the 
highest performers, 
or may be unofficial 
extra duties with or 
without extra pay, 
rather than true 
leadership 
opportunities. 
 

Incentives are 
competitive and 
meaningful to high-
performing staff 
members. 
 
Recognition includes 
opportunities for 
high performers to 
participate in 
building and/or 
district decision 
making and other 
activities leading to 
a feeling of 
ownership. 
 
Monetary incentives 
for high performers 
are included. 

 
 

“Proficient” criteria 
and: 
 
Plan for rewards and 
incentives targets 
the highest 
performers, as based 
on student 
performance, for 
professional 
development and 
leadership 
opportunities which 
are flexible and 
tailored to the career 
goals of the 
individual staff 
member and district 
needs.  
 

Based on 
Student 
Outcomes 
and 
Evaluation 
System 

Student 
performance may 
not be considered 
in the plan, or no or 
low thresholds for 
student 
performance are 
established in the 
plan.  

Absolute student 
performance is the 
only criteria for 
rewards and 
incentives. 
 
Participation and/ or 
staff-member effort 
may be included. 
The threshold for 
student performance 
may be easily reach-
able or poorly 
defined. 

Absolute student 
performance and 
exceptional growth 
comprises the 
criteria for rewards 
and incentives, 
without special 
consideration for 
participation and/or 
effort. 
 
The threshold for 
student performance 
may be uniform 
across all grades 
and/ or contents. 

“Proficient” criteria 
and: 
 
Absolute student 
performance and 
exceptional growth 
comprises the 
criteria for rewards 
and incentives, 
without special 
consideration for 
participation and/or 
effort. 
 
The threshold for 
student performance 
is based on an 
aspirational measure 
leading to 
differentiated 
targets. 
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Goals/thresholds for 
student classroom 
performance are 
fully aligned with 
school-wide goals. 
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Principle Three: Human Capital 
 

Statement of Practice 
Staff Support 

 
DDOE Indicator 3.6: The school comprehensively demonstrates a culture of achievement 
and continuous learning in how it approaches the support and resources provided to all 
staff, aligned to the needs of the students.  
 
Impact Statement: Proper staff support helps to keep teammates focused and determined 
over time and through difficulties. When a staff is properly supported they can work more 
effectively to meet the needs of students. Staff support structures are instrumental to 
fostering staff satisfaction and effectiveness, which are crucial for retention. Providing 
formal regular structured opportunities for staff to discuss their work, be accountable, 
review progress and identify difficulties can make staff feel cared for, connected, and like 
they are contributing to the overall well-being of the school.  Staff support provides the 
administration with an opportunity to discuss issues of concern and gain a better 
understanding of the day-to-day needs of the school.  
 
Plan Components: 

 Data Driven, Formative Feedback: Data is used to determine the most critical areas 
for staff support. Staff receive ongoing, consistent, and data-supported formative 
feedback to help improve their practice and reach individual and school-wide goals.  

 Leadership Team (LT) Set Up: The LT is created with goals, mission, and vision in 
mind, and has clear priorities for supporting all staff.  

 
The following strategies should be considered when developing staff support: 

 Successful support can include supervision as well as a variety of other forms 
including physical, professional, emotional, and financial.  

 Effective support should provide challenges and motivation. 
 Successful staff support plans should aim to keep staff morale high, provide staff 

with appropriate training, recognize staff regularly for their work, and provide 
regular supervision. 

 The best managers make sure staff have whatever resources they need to do their 
jobs successfully. 

 Schools should engage in data protocol to assess the needs of students, staff, and key 
stakeholders then summarize it into useful information - information that can be 
used to establish clearer understanding of staff capacity.  

 Schools should utilize performance data to determine the impact of the staff on 
desired outcomes and determine how effective the current capacity plan has been in 
terms of those outcomes. 

 Schools should review diverse data sets in order to develop a strategic support plan. 
 The plan should include a coherent, comprehensive and consistent instructional 

leadership model that clearly connects the role of the School Leader, Assistant 
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Principals, and instructional coaches within the professional development and 
teacher support structure. 

 The plan provides for clear goal-setting procedures for staff, so that all staff 
members have individualized plans for continued growth and development 

 The plan completes an assessment of requirements and resources that are needed 
in order to effectively execute on the plan.  
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RUBRIC: PRINCIPLE 3.6 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Data-driven/ 
Differentiated
/ Student 
focused 

Within the plan, 
staff support and 
materials are 
uniform for all staff 
members, or based 
solely on staff 
request.  
 
A clear staff 
support strategy is 
not evident. 

Staff support plan is 
based on teacher 
needs, either 
observed, 
requested, or 
through the 
professional 
development cycle.  
 
Material support is 
provided with little 
input from staff. 

Leadership Team is 
structured to provide 
differentiated 
support, including 
content and 
pedagogy, to staff 
through multiple 
formats (1:1, walk-
through feedback, 
group PD, etc.). 
 
Staff and leadership 
collaborate to 
allocate resources to 
teams and 
classrooms based on 
student learning 
needs. 

“Proficient” criteria, 
and: 
 
Structures are in 
place to ensure that 
support is informed 
by student data and 
aligned to student 
needs  

Leadership 
Team (LT) 
configured 
around 
needed 
supports 

Leadership team is 
planned in 
adherence to 
traditional building 
roles within the 
district. 

Leadership team is 
planned where each 
leader has a top-
down approach to 
staff support within 
their area. 
 
Leadership team 
may have structures 
to collaborate to 
determine staff 
support strategy. 

Structures are in 
place for Leadership 
Team to regularly 
collaborate with 
teacher-leaders to 
provide responsive 
support.  
 
Structures are in 
place to help teachers 
collaborate in 
support for each 
other, which may be 
facilitated by a 
teacher leader or 
Leadership team. 

“Proficient” criteria, 
and: 
 
Leadership team 
staffing and roles are 
tailored to specific 
school needs, and 
plan to regularly 
adjust support 
structure and 
strategy based on 
student data. 
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Principle Three: Human Capital 
 

Statement of Practice 
Professional Development Plan 

 
DDOE Indicator 3.7: The school develops a clear professional development plan for staff 
that covers full scope of the year, and provides for enough time to learn and internalized new 
knowledge and skills, collaborate with peers, and review student data and work products.  
 

Impact Statement: Teaching quality is the strongest school-related lever that can improve 
student learning and achievement. In order to cultivate high-quality teaching, support for 
ongoing professional learning and development is essential. 

 
Plan Components: 

 Multiple Strategies: Professional development at the school plans to utilize a variety 
of different approaches, based on the target group and the most effective practices.  

 Professional Development (PD) Cycle: The plan articulates the process for 
professional development and staff learning at the school.  

 Data-Driven and Differentiated: Professional development is tailored to the needs of 
the school community, by individual or by group.  

 
The following strategies should be considered when developing a Professional 
Development Plan:  

 Ensuring that school schedules and calendar are aligned with professional 
development plan helps to avoid competing time commitments for teachers. 

 Considering teachers' time limitations and level of responsibility will limit the 
negative effects that the process of professional development can have on day-to-
day responsibilities and operation of the school. 

 By engaging teachers in explicit practice and collaborative learning schools will 
begin establishing a true learning community. 

 Administrators should provide both support and explicit expectations around 
Professional Development. 

 The plan includes strategies for the strategic professional development that is 
tailored to the needs of all staff members, individually, and in groups 

 A calendar of professional development is included, and demonstrates opportunities 
based on the needs of the school community 

 There is an established process to review all staff member performance data and 
focus on the strengths of the staff member, the opportunities for development, the 
needs that should be addressed immediately, and the improvement priority areas, in 
a way that customizes professional development on an individual basis 

 
 



68 
 

RUBRIC: PRINCIPLE 3.7 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Multiple 
Strategies 

The professional 
development plan 
relies largely on 
whole-group, formal 
professional 
developments, and 
may include walk-
throughs. 

Professional 
development 
includes both 
whole-group and 
differentiated 
professional 
development 
opportunities based 
on staff need and 
interest. 
 
Staff may be able to 
self-select 
professional 
development 
opportunities. 

The professional 
development plan 
incorporates a 
combination of self-
selected and 
supervisor directed 
opportunities.  
 
A clear system for 
knowledge sharing 
and effective 
utilization of 
opportunistic or 
drop-in 
development is 
evident. 

“Proficient” criteria 
and: 
 
Plan includes 
opportunities for 
staff to develop each 
other, both formally 
and informally. 

Professional 
Development 
Cycle 

The Professional 
Development plan 
does not include the 
full Professional 
Development Cycle. 

The plan includes 
the full Professional 
Development Cycle, 
including: delivery, 
application and 
practice, 
observation and 
feedback, next steps, 
evaluation.  

The plan includes 
the full Professional 
Development Cycle 
The Professional 
Development plan 
focuses on 
continuous 
improvement and 
depth of 
understanding, 
emphasizing 
sequencing and 
building upon prior 
knowledge. 

“Proficient” criteria 
and: 
 
 The plan includes 
measure for 
sustainability and 
retention of 
knowledge and 
skills among staff. 

Professional 
Development 
is Data-Driven 
and 
Differentiated  

The Professional 
Development Plan is 
not data-driven.  
The plan addresses 
generic topics not 
directly linked to 
the school’s or 
students’ needs. 

The Professional 
Development plan 
clearly identifies 
strategies to address 
areas of growth for 
the school, but may 
be not be data-
driven at the 
student level. 

 

The Professional 
Development plan is 
grounded in the 
analysis of student 
data and focuses on 
the specific learning 
needs of students.  

 

“Proficient” criteria 
and: 
 
 The Professional 
Development plan is 
tailored to the data-
driven needs of the 
school, students in 
specific grades and 
content areas, as 
identified through 
teachers’ 
evaluations and 
student 
achievement. 
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Principle Three: Human Capital 

 
Statement of Practice 

PLCs and Collaboration 
 
DDOE Indicator 3.8: The school develops a plan to provide PLC and staff collaboration time, 
ensuring all staff are able to meaningfully engage with each other based on content and 
grade level teams, student support services, operational needs, and individual professional 
growth plans. 
 

Impact Statement: PLCs and collaboration are ongoing processes that can be used to establish 
strategies for school improvement and establish a culture focused on learning. They promote 
results-oriented thinking that is focused on continuous improvement. Participation in PLCs, 
increase educator’s capacity while they work as members of ongoing collaborative teams 
focused on improving student outcomes.   

 

 
Plan Components: 

 Structure: There is a clear structure for staff to collaborate at the school in a way 
that builds the practice and talent of everyone, utilizes student data, and aligns to 
the mission and vision.  

 Content: The content of collaboration is solutions-oriented and takes a learner 
approach.  

 
The following strategies should be considered when developing PLC’s and 
Collaboration: 

 Effective PLCs should always undertake data-based decision making. 
 More developed PLCs should include a strong vision connected to both student learning and 

continuous professional improvement. 
 In order to have meaningful impact the most successful PLCs use multiple sources of data 

and explicitly focus on improving instruction (teaching and learning). 
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RUBRIC: PRINCIPLE 3.8 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Structure The master 
schedule does not 
allot dedicated 
time for 
professional 
collaboration.  
 
There is no 
monitoring 
structure 
identified.  
 
No research-based 
model for PLC 
structures is 
identified.  

Time for 
professional 
collaboration has 
been allocated 
during the school 
day and school 
calendar. 
PLCs are 90 
minutes and 
include staff from 
core content areas 
only. 
  
A structure for 
monitoring PLC’s is 
evident, and 
includes limited 
two-way 
communication 
between staff and 
school leadership. 
 
A research-based 
model for PLC 
structures is 
identified.  

PLC’s are 90 
minutes and 
include all staff. 
 
Plan includes 
structures for 
monitoring of 
PLC’s and two-
way feedback 
between staff and 
school leaders. 
 
Plan includes clear 
expectations for 
PLC deliverables 
and outcomes. 
 
A research-based 
model for PLC 
structures serves 
as the basis for 
collective inquiry 
and continuous 
improvement.  

 

“Proficient” 
criteria and: 
 
Plan includes 
comprehensive 
structures for two-
way 
communication 
between school 
leadership and 
staff.  
 
 It is standard 
practice for the 
PLC to routinely 
follow an agenda, 
set and follow 
group norms, use 
protocols to foster 
collaborative work, 
and report and 
share progress 
with other teams, 
and 
building/district 
leaders. 

Content PLC’s are not 
driven by the 
analysis of student 
data.  
 
Teachers work in 
isolation. There is 
little awareness of 
what or how 
colleagues are 
teaching. 
 
The focus is on 
teaching rather 
than learning.  

There is some 
exchange of ideas 
regarding 
instructional 
materials, teaching 
strategies, or 
methods of 
assessment. 
 
Data collection and 
use of data to 
inform teaching is 
variable across the 
school. 

Teachers function 
in PLC’s that meet 
routinely to 
complete certain 
tasks such as 
reviewing 
intended student 
outcomes and 
planning and 
evaluating 
interventions.  
 
Data collection 
and use of data to 
inform teaching is 

“Proficient” 
criteria and: 
 
Teachers function 
as a team. They 
work 
collaboratively to 
identify collective 
goals, develop 
strategies to 
achieve those 
goals, gather 
relevant data, and 
learn from one 
another.  
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consistent across 
the school. 
 
Regular 
monitoring of 
PLCs is included 
PLCs are 80% or 
more focused on 
student data. 

PLC’s are 
characterized by 
common goals and 
interdependent 
efforts through 
action research to 
achieve those 
goals. 
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Principle Three: Human Capital 
 

Statement of Practice 
Staff Culture 

 
DDOE Indicator 3.9: The school proactively develops a plan to foster a strong, positive, 
and collaborative staff culture. 
 

Impact Statement:  Staff culture gives teachers a sense of team at school and unites people 
from different backgrounds and families, who may have varied attitudes and beliefs. The 
staff culture is a powerful element shaping work enjoyment, relationships, and processes. 
This culture can promote healthy competition where employees try their best to perform 
better and earn recognition and appreciation from managers. It is the culture of the staff, 
which serves as motivation to perform. 

 
Plan Components: 
 

 Student Focused and Data Driven: Staff culture is measured in a variety of ways, but 
is also consistently linked to student needs and student performance.  

 High Student Expectations: There is a shared commitment to holding all children to 
high expectations in learning, in school culture, and in growth.  

 Collaborative and Pervasive: There is a clear and unified way of doing things at the 
school that aligns to the mission. The plan reflects what this should look like and 
how it should be measured.  

 
The following strategies should be considered when developing staff culture:  

 Successful culture builders acknowledge that while excellence is the ultimate goal, 
achieving it may involve experimentation and staff learning through an imperfect 
process of trial and error.  

 A manager seeking to establish a positive staff culture should affirm employees 
letting them know that their ideas, questions and thoughts are important 
contributions. 

 Communicating expectations clearly and regularly, aids the development of staff 
culture of continuous improvement. 

 Leaders/managers should consider offering teambuilding exercises as a tool                                                                                                                                                           
for staff culture building 
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RUBRIC: PRINCIPLE 3.9 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Student-
focused and 
data driven  

Plan includes 
monitoring of 
student data, 
possible data 
sharing, but little 
public recognition of 
success. 
 
Plan focuses on 
professional staff. 

Plan incorporates 
the regular 
monitoring of 
student data, public 
celebration of 
successes, and 
professional staff 
ownership of 
results. 

Plan includes 
strategies to foster 
data-based 
leadership at all 
levels of 
professional staff. 
 
Plan also includes 
non-instructional 
staff in academic 
culture and 
messaging of school. 

“Proficient” criteria 
and: 
 

Plan includes 
strategies to invest 
the community in 
data transparency, 
problem-solving 
including 
community based 
issues affecting 
student 
achievement, and 
celebrations of 
success. 

High 
Expectations 
for Students 

Staff culture plan is 
largely tied to 
behavior control and 
maintenance, and 
may reference high 
academic 
expectations or 
character traits. 
 
There is no clear 
plan to foster 
student success in 
these areas. 

Plan includes high 
behavioral and 
academic 
expectations for 
students with plans 
to regularly message 
these to 
students/staff.  
 
Plan includes clear 
rewards and 
consequences to 
support school 
culture, which staff 
will partake in 
implementing and 
reinforcing. 

Culture plan focuses 
on engaging staff in 
creating a culture of 
success which 
develops enduring 
character traits and 
habits of mind 
within students. 
  
Plan focuses on 
excellence in 
behavior and 
academics for all 
students, 
emphasizing a 
growth mindset. 
 
Plan includes clear 
rewards and 
consequences to 
support school 
culture, as well as 
systems to support 
students.  

“Proficient” criteria 
and: 
 

Plan includes a path 
of development 
which leads to staff 
and students 
regularly using the 
language of high 
expectations. 
 
Students and staff 
collaborate on 
culture and school 
decisions. 
 

Plan focuses on 
excellence in 
behavior and 
academics for all 
students, 
emphasizing growth 
mindset for adults 
as well as students. 

 
Collaboration 
& Co-
Creation 

Staff culture plan is 
general, does not 
address the specific 
needs of a turn-
around school, or 

Plan contains 
generic recognition, 
such as a “staff 
member of the 
month”. 

Recognition is 
success and 
performance based. 
 

“Proficient” criteria 
and: 
 
Performance plan 
illustrates clear, 
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focuses on social 
activities. 
 
School mission and 
goals are 
determined by the 
building leader 

 
School mission and 
goals are 
determined by the 
building leader and 
leadership team. 

Plan contains 
components 
embedded into all 
other aspects of the 
school plan, 
including regular 
messaging of school 
mission and goals in 
most interactions. 
 
Building goals are 
determined 
collaboratively by 
all building 
professional staff, 
with possible input 
from students. 

targeted strategies 
to embed school 
culture throughout 
all other activities, 
including using 
mission and goals to 
drive decisions, 
meetings, and 
conversations.  
 
Building mission 
and goals are 
determined 
collaboratively by all 
building staff and 
students and 
parents, 
(community 
participation will be 
included at the 
highest levels of 
exemplary). 
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PRINCIPLE FOUR: 
 

SCHOOL PROGRAM 
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Principle Four: School Program  
  

Statement of Practice 
School Calendar  

  
 DDOE Indicator 4.1: The school creates an annual calendar that strategically allocates an 
appropriate number of instructional days for students, professional development days for 
staff, and restorative periods for all stakeholders.  
  
 
Impact Statement: An increase in the number of strong instructional days will support the 
improvement in student learning; similarly, providing designated time for professional 
development will create the opportunity to provide staff with the supports necessary to 
meet ambitious goals.    
 
  
Plan Components:  

• Instructional Days: The school calendar addresses innovative ways to move beyond 
the minimum number of days or hours for the year, and incorporates Expanded 
Learning Time to ensure that all students receive an education that prepares them 
for college and the workforce.   

• Professional Development Days: Professional development, early release and 
summer development days are included within the calendar to provide staff with 
sufficient opportunity to plan for student needs.    

  
The following strategies should be considered when creating a school calendar that 
provides the necessary time and space to meet school goals:  

• The number of days that students are in school provide for a complete integration of 
the curriculum and Delaware state standards, and addresses plans to address any 
remediation work necessary.  

• In order for students to show growth to proficiency, it is very likely that they will 
need more than the mandated minimum number of instructional minutes per year.   

• The number of professional development days during the school year provides staff 
with the amount of learning and data analysis time to individualize instructional 
practices for students.  

• Professional development days should be strategically placed throughout the year 
and be job-embedded so as to allow for staff time to analyze benchmark data and 
adjust instruction; a sufficient summer professional development program should 
be included within the calendar to provide staff with the time to sufficiently prepare 
for the school year.  

• Summer holiday considers the need for school stakeholders to refresh, while also 
planning for the prevention of “summer slide” for students. A summer school 
program  should be included as part of this plan which outlines how this work will 
address program quality grounded in individualized instruction research and 
delivered by master teachers who take advantage of and utilize student benchmark 
data to sustain and accelerate learning. 
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RUBRIC: PRINCIPLE 4.1 

  
Below Standard  

(1)  
Approaching  

(2)  
Proficient  

(3)  
Exemplary  

(4)  
Number of 
Days  

The school calendar 
reflects less than 175 
instructional days 
and meets the 
mandated minimum 
number of 
instructional hours. 
 
 

The school calendar 
reflects 175-179 
instructional days. 
The school may have 
more than the 
mandated minimum 
number of hours, but 
does not account for 
or align to why this 
increase is needed. 
 
 

The school calendar 
reflects a significant 
increase in the 
number of 
instructional hours 
and/or days, and 
addresses the 
mandated number of 
hours plus additional 
hours to account for 
the growth needed in 
student proficiency. 
 
The plan addresses 
the research around 
Extended Learning 
Time (ELT). 
 
 

The school calendar 
reflects a significant 
increase in the 
number of 
instructional hours 
and/or days, 
including a 
significant increase 
in the number of 
instructional hours.  
 
The school also 
provides a clearly 
outlined analysis as 
to why the number of 
school days is likely 
to meet school goals. 
 
The plan considers 
the research around 
ELT, including a plan 
for additional 
learning via Saturday 
school and extending 
the school day.  
 

Professional 
Development 
Days 

There are few to no 
professional 
development days in 
the calendar, and 
there is not a clearly 
understood rationale 
as to their placement. 
 
Professional 
development is 
delivered in “one 
day, one shot” 
format. 
 
 

Professional 
development days 
are located 
throughout the year, 
but may not be 
sufficient to provide 
meaningful learning 
for staff. 
 
 

Professional 
development days 
are reserved 
throughout the year, 
though there does 
not seem to be a 
strategy behind the 
placement of those 
days. Professional 
development is “job-
embedded”. 
 
 
 

There are 
strategically placed 
professional 
development days 
throughout the year 
that allow staff to 
review benchmark 
data and make 
adjustments to unit, 
lesson and individual 
student plans.  
 
Professional 
development is “job-
embedded” and is 
focused on 
challenging, bite-
sized tasks. 
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Summer 
Professional 
Development 
and Summer 
School Plans 

There are fewer than 
three days of 
summer professional 
development. 
Professional 
Development is 
delivered in “one 
day, one shot” 
format. 

Summer professional 
development is 
provided, but may 
not meet the 
minimum needs of 
the school. 

There is a summer 
professional 
development 
schedule in place, but 
one that will likely 
meet the minimum 
needs for the school.  
 
There is a plan in 
place to provide for 
instructional minutes 
and support over the 
summer to prevent 
learning loss for 
students.  

There is a robust 
summer professional 
development 
schedule in place 
that is highly likely to 
ensure all staff are 
prepared for the 
year. 
 
There is a plan in 
place to provide for 
instructional minutes 
and support over the 
summer to prevent 
summer learning loss 
for students. 
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Principle Four: School Program  
  

Statement of Practice  
School Schedule 

  
DDOE Indicator 4.2: The school creates and annotates a school schedule that will clearly 
drive student achievement, as well as provide the necessary interventions and activities to 
support the success and engagement of all children.  
  
Impact Statement:  A strong school schedule that considers both the number of minutes 
devoted to core areas of instruction (ELA, mathematics, science, and the social studies), 
delivering on the expectations of the Common core State Standards in those fields of study, 
as well as the placement of those minutes within the day, has the potential to substantially 
impact student achievement.  
  
Plan Components:  
 Instructional Minutes: The school creates a schedule that provides for a sufficient 

number of instructional minutes for the most critical academic blocks, in alignment 
with the school program and data system that tracks progress and makes 
adjustments to an individual’s schedule if more time for the learner is needed. 

 Content: The school ensures that the four core content areas are substantially 
covered at a level that will lead to student success, through both strategic use of 
time as well as extended learning opportunities and time.  

 Placement within the School Day: Understanding that retention and learning is 
strongest at the start of the day, the school carefully considers where to place the 
most critical academic blocks.  

  
  
The following strategies should be considered when creating a school schedule that 
provides enough time for core instruction, remediation, enrichment, and a variety of 
learning opportunities.  

• Student retention is highest in the early blocks of learning. 
• Review and remediation should be built into the schedule, so as not to negatively 

impact access to a complete curriculum and drive student achievement in all core 
subject areas. 

• English Language Arts and mathematics shifts in the Common Core require multiple 
points of access in all four core areas, which should be strategically interwoven 
within the school schedule. 

• Students and staff require sufficient breaks throughout the day, and there is careful 
consideration to providing strategically placed, brief blocks of time to provide for 
nourishment and physical needs. These should be incorporated into the schedule so 
as to prevent the interruption of instructional minutes on an individual student 
basis.  
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RUBRIC: PRINCIPLE 4.2  

  
Below Standard  

(1)  
Approaching  

(2)  
Proficient  

(3)  
Exemplary  

(4)  
Number 
of 
Minutes  

There may be an 
increase in the 
number of minutes, 
but the increase is 
optional or does not 
apply to all students.  

There is a clear 
increase in the 
number of minutes 
embedded within the 
school schedule, but 
the number of 
minutes does not 
necessarily increase 
student access to core 
and critical 
curriculum.  

The schedule reflects 
a clear increase in 
the number of 
instructional minutes 
students have access 
to, and will 
distinguish between 
core content and 
remediation blocks.  
 

The schedule reflects a 
substantial increase in 
the number of 
instructional minutes 
students have access to, 
including content and 
remediation blocks.  
 
There is a clear 
afterschool, Saturday 
school and tutoring 
component available to 
students in addition to 
the regular school day. 
 

 Minute 
Allocation 

The schedule 
includes CCSS 
content areas in ELA 
and Math daily, but 
may only include 
other critical blocks 
sporadically or a 
limited number of 
times throughout 
the week.  

The schedule includes 
CCSS content areas, 
but may reduce the 
number of minutes in 
other core content 
areas. All core content 
areas are taught daily, 
but may not provide a 
sufficient number of 
total minutes.  
 
 

The schedule not 
only  prioritizes the 
core content areas 
and the delivery of 
CCSS,  it also 
provides for more 
than enough minutes 
to effectively grow 
students at a rate 
that will allow them 
to meet end-of-year 
targets and growth.  
 
There are additional 
blocks of time that 
are dedicated to the 
additional Delaware 
State Standards.  
 

The schedule clearly 
prioritizes the core 
content areas and 
infuses CCSS throughout 
the content areas, and 
provides for more than 
enough minutes to 
effectively grow and 
maintain students 
towards and above 
proficiency.  
 
There are additional 
blocks of time within 
the schedule that 
provide for critical 
enrichment 
opportunities in areas 
such as STEM, arts, 
world language, and 
physical education.  
 

Strategy 
of 
Schedule 

The schedule does 
not prioritize 
critical academic 
blocks (ELA and 
Math) in the first 
half of the day.  
 
 

The schedule 
prioritizes some 
critical academic 
blocks (ELA or Math) 
in the first half of the 
day.  
 
 

The schedule 
prioritizes critical 
academic blocks 
(ELA and Math) in 
the first half of the 
day.  
 
 

The schedule prioritizes 
critical academic blocks 
(ELA and Math) in the 
first half of the day, so 
as to allow students to 
maximize their capacity 
to access curriculum at 
the necessary depth of 
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knowledge.  Science and 
Social Studies are also 
prioritized and 
reinforce concepts in 
ELA and Math. . 
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Principle Four: School Model and Planning  
  

Statement of Practice  
Standards and Curriculum  

  
DDOE Indicator 4.3: The school proposes a curriculum based on all Delaware Standards 
that comprehensively addresses the needs of all children in the four core content areas, as 
well as in elective classes; the curriculum is aligned to Common Core State Standards and 
maintains differentiated, but high expectations for all students.  
  
Impact Statement: Strong curricula meeting the needs of students, leads to college and 
career readiness. Strong curricula provide teachers with the opportunity to deliver 
instruction that challenges every student.   
  
Plan Components:  

• Common Core State Standards: The plan clearly articulates an understanding and 
strong inclusion of Common Core State Standards into the curriculum maps and any 
curricular resource purchased will be appropriately vetted using the IMET process 
and utilized to integrate the standards across the content areas. 

• Alignment of the Curriculum: The school plan reflects alignment to Delaware State 
Standards between the content areas being taught, in a way that ensures cohesion 
for the student learning experience and integration across the curriculum. 

  
The following strategies should be considered to meet the needs of students in a 
curriculum that aligns additional state standards to the Common Core :  

• The curriculum plan is developed with the input of teachers.   
• A plan is place to ensure the appropriate learning progressions of all the Delaware 

State Standards including CCSS as well as horizontal and vertical alignment of the 
curricula, which will reflect learning progressions to determine student progress 
through both formative and interim assessments.   

• CCSS and shifts are included in all curricula and are represented across instructional 
best practices,   

• There is a plan in place to monitor, evaluate, and make adjustments to the 
curriculum, based on student performance data, student engagement, and teacher 
feedback.   

• Clear rationale in selecting curriculum is detailed and is based on rigorous criteria 
(i.e. the use of the EQuIP rubric for CCSS), and takes into consideration the Delaware 
State Standards including CCSS, the needs of the student population, and the input of 
the school community.   

• A strategic inclusion of college and career readiness indicators are woven 
throughout the curriculum, as is the integration of technology.   

• Clear alignment is seen between the curricula selected, allowing students to build 
upon knowledge and skills within all content areas, and feel engaged and 
empowered towards developing individually.   
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• There is a clear vision articulated for the curricula  
• A formal path is outlined for how each curriculum will be utilized to grow students, 

build upon their strengths, and support their areas of challenge.   
• Curriculum includes a strong array of complex materials, challenging and varied 

texts, as well as varied engagement opportunities to effectively challenge and 
support student learning  

• Strategies are in place to ensure that all educators are able to describe the purpose 
of an assignment or lesson and how it connects to the Delaware State Standards 
with emphasis placed on CCSS shifts. 

• There is time in the school schedule for both vertical and horizontal collaborative 
curriculum and balanced assessment work (formative practices, interims, etc.) by 
teachers. 

• CCSS pedagogical support is provided for staff and teachers – with special emphasis 
on the CCSS-related shifts  

• The plan should include the following items related to curricula: 
o School plans for alignment to state standards, including CCSS and CCSS shifts. 
o Execution of standards embedded CCSS learning goals for students at all grade 

levels served by the school. 
o Year-long scope and sequence documents that scaffold student learning. 
o Clear, detailed, feasible, and adaptable unit plans. 
o Framed by these unit plans, lesson plans aligned to Delaware State Standards, 

including CCSS and the integration of CCSS literacy strategies in all content areas. 
o Supporting materials for lesson plans. 
o Resources and technical assistance strategies for module development and 

implementations. 
o Pre-tests to assess prior student knowledge and skills  
o Student performance tasks to be administered in the middle and at the end of 

every unit.  
o Formative and common interim/benchmark assessments assess at regular 

intervals the learning levels of the curricula for each student.   
 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 



84 
 

RUBRIC: PRINCIPLE 4.3 
 

  
Below Standard  

(1)  
Approaching  

(2)  
Proficient  

(3)  
Exemplary  

(4)  
Alignment to 
Delaware 
State 
Standards 
including 
CCSS 

Curriculum has 
minimal or 
questionable 
alignment to the 
Delaware State 
Standards and 
there is minimal 
inclusion of 
Common Core State 
Standards (CCSS) 

Curriculum has 
general alignment 
to the Delaware 
State Standards, 
including but may 
not likely lead to 
student proficiency, 
and may include 
some substantial 
holes that are not 
addressed.  
 

Curriculum is 
strongly aligned to 
the Delaware State 
Standards, 
including CCSS 
across the content 
areas, so that 
effective 
implementation 
will likely lead to 
student proficiency.  
 

Curriculum is aligned to 
Delaware State Standards 
including CCSS across the 
content areas and there is 
a plan to include critical 
teacher feedback and 
modifications in the 
curriculum 
development.   
 

College and 
Career 
Readiness 
Opportunities 

 The curriculum 
does not address 
College and Career 
readiness learning 
opportunities at the 
curriculum level, or 
may only speak to it 
vaguely. 

 The curriculum 
provides minimal 
College and Career 
Readiness 
opportunities, with 
the majority of 
these opportunities 
coming through 
pre-planned events 
or theme days, 
rather than 
practices embedded 
within the 
curriculum.  
  

 The curriculum 
clearly provides for 
College and Career 
readiness learning 
opportunities 
related to ELA and 
Math as well as 
additional CCR 
opportunities that 
are focused on key 
learning of 
knowledge and 
skills 
 

The curriculum provides 
for robust College and 
Career readiness 
opportunities in the 
majority of content areas.  
 
The curriculum further 
provides enrichment 
learning opportunities to 
promote CCR at grade-
level as well as in helping 
students plan for future 
opportunities; CCR 
opportunities focus on 
outcomes of knowledge 
and skills embedded in 
the curriculum and 
throughout the school 
program. 
 

 Alignment 
and Revision 

 There is little to no 
alignment between 
content areas.  

There is alignment 
between naturally 
connected content 
areas – such as ELA 
and Social Studies, 
or Math and 
Science. However, 
these connections 
are likely to be 
superficial or fact-
based and do not 
reflect a depth of 
knowledge.   

 The curriculum 
aligns all of the 
content areas 
together to create a 
more 
interconnected 
learning experience 
that would enable a 
student to bring in 
knowledge across 
learning blocks. 
  

 The curriculum 
strategically aligns all of 
the content areas 
together to create a more 
robust and 
interconnected learning 
experience. Through this 
curriculum, students will 
naturally be able to make 
connections between 
content areas, and 
practice and utilize skills 
across content areas.  
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Principle Four: School Program 
  

Statement of Practice  
Long-term, Unit, and Lesson Planning 

  
DDOE Indicator 4.4: The school provides samples and expectation documents around the 
level of long term, unit and lesson planning that reflects a well-planned and strategic 
classroom, geared towards the success of all students as individuals.  
  
Impact Statement: Leadership, teachers and additional instructional staff should provide 
students with rigorous, engaging, differentiated learning opportunities.   
  
Plan Components:  

• Planning Expectations: The school clearly articulates what planning is expected from 
teachers as well as any additional instructional staff, on what schedule, and at a level 
of detail that meets or exceeds the quality of the Delaware State Standards.  .  

• Long Term and Unit Planning: The school outlines expectations for what would be 
included in a long-term or unit plan, including essential questions of learning that 
students should be mastering in relationship to the Common core State Standards. 

• Lesson Planning: The school outlines lesson planning expectations that is 
differentiated to meet the needs of each learner and designs a structure that is 
aligned to units of instruction, long term planning and he mission and vision of the 
school.  

• Review and Feedback: The school outlines the process by which plans are reviewed 
and feedback is provided to support the most effective and aligned instructional 
practices school-wide. 

• Checks for Understanding: The school considers how learning will be measured 
within a given plan, to inform teacher instruction 

  
The following strategies should be used when developing lesson, unit, and long-term 
instructional plans:  

• All plans should be aligned to the Delaware State Standards, including the Common 
Core State Standards 

• Recognition that all relevant CCSS, NGSS, etc. planning (and implementation) 
require customized and job-embedded professional development.  

• Use curriculum tools such as pacing guides and calendars, curriculum maps, and 
long term plans to drive the development of lesson plans  

• There is a clear expectation that formative assessment practice is a design element    
within the lesson planning template that allows for checks for understanding. 

• All long term, unit, and lesson plans are developed with the intent to build depth of 
knowledge and higher order thinking skills in students. 

• There is clear expectation in place around the quality of lesson plans for every 
content block, as well as the process for reviewing and providing feedback on lesson 
plans.  

• Staff collaborates with each other across grade level and content teams to develop 
structures unit and lesson plans that provide scaffolding and sequencing for all 
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students. 
• Templates for unit plans consider the broad or thematic learning that is expected of 

students, and includes the standards, objectives, and assessments that will be 
incorporated throughout the unit.  

• Lesson planning templates include standard, objective or enduring understanding, 
essential question(s), lesson content (with timing), assessment within the plan,  
differentiation and enrichment opportunities  

• Lessons plans (1) are completed one week ahead of time to ensure time for 
administrative feedback and teacher revision (2) all parts of the lesson are aligned 
to a rigorous objective and essential questions (3) are backwards planned from an 
assessment testing mastery of that objective (4) are ambitious but feasible for 
students to master - lie in the students' zone of proximal development (5) are 
aligned to long-term plan, unit plan, and previous lesson plans (6) incorporate 
checks for understanding during each component of the lesson (7) have questions 
that are appropriately differentiated to meet the needs of all learners  (8) student 
materials have oral and written student directions (9) are scripted minute-by-
minute (10) describe both teacher and student actions with emphasis on student 
actions (11) are linked to end-of-unit and end-of-course assessments (12) maximize 
time for student practice, and incorporates as many opportunities for student 
practice as possible (13) have rigorous student materials and work which is clearly 
aligned to the lesson plan and objective (14) are logically scaffolded using Bloom's 
taxonomy to lead to higher order thinking skills, and (15) use multiple student 
engagement strategies. 
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RUBRIC: PRINCIPLE 4.4 
  

  Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Planning 
Expectations  

Planning 
expectations are 
vague, or only 
reference a general 
expectation that staff 
should have plans. No 
examples are present. 

Planning expectations 
are provided in the 
form of a list of 
requirements, but is 
generally compliance 
driven and does not 
indicate quality 
requirements. 
 

Planning 
expectations provide 
a list of requirements 
that match the 
strategies listed in 
4.4 as well as a set 
expectation for those 
requirements. 
 

There are clear 
expectations in place 
aligned to the 
strategies listed in 
4.4 around what 
planning should be 
completed for 
content blocks and 
how those plans are 
going to be vetted 
for quality. 

Long Term 
and Unit 
Plans  

Planning expectation
s are not likely to 
meet Delaware State 
Standards, including 
the CCSS standards.  
 
Long term plans have 
the potential to 
reflect limited 
mastery of content 
and partial coverage 
of school standards 
and objectives, with 
both minor and 
major standards and 
objectives missing.  

Planning expectations 
would almost meet 
the Delaware State 
Standards, including 
the CCSS standards 
and are sometimes 
broken down into 
measurable objectives 
covering specific 
points of knowledge, 
skills, and mindsets.  
 
Long term plans 
reflect general 
mastery of content 
and full coverage of 
school standards and 
objectives, although 
minor standards and 
objectives may be 
missing without the 
potential of being 
caught during a plan 
review.  

Planning expectation
s meet the Delaware 
State Standards, 
including the CCSS 
standards and are 
always broken down 
into measurable 
objectives covering 
specific points of 
knowledge, skills, 
and mindsets.   
 
Long term plans are 
likely to 
reflect mastery of 
content and full 
coverage of school 
standards and 
objectives.   

Planning 
expectations 
strongly meet the 
Delaware State 
Standards, including 
the CCSS standards 
and are broken 
down into 
measurable 
objectives covering 
specific points of 
knowledge, skills, 
and mindsets.   
 
Long term plan 
expectations 
reflect spiraling of 
content, mastery-
level work, and 
thoughtful 
interaction with the 
material.                        
 
 

Lesson Plans  Objectives are not 
standards-based, 
aligned to the long-
term plan or 
rigorous. Few of the 
components of the 
lesson align to the 
objective and the way 
students will be 
asked to demonstrate 

Objectives are 
standards-based but 
may not be aligned to 
the long-term plan 
and/or rigorous; less 
than half of the 
components of the 
lesson align to the 
objective and the way 
students will be asked 

Objectives are 
standards-based, 
aligned to the long-
term plan and 
rigorous. All 
components of the 
lesson align to the 
objective and the 
way students will be 
asked to 

Objectives are 
standards-based, 
aligned to the long-
term plan and 
rigorous. All 
components of the 
lesson align to the 
objective and the 
way students will be 
asked to 
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mastery.  to demonstrate 
mastery;   

demonstrate 
mastery.  

demonstrate 
mastery. Examples 
of mastery are 
provided and 
expectations for 
student deliverables 
are clear. 

Planning 
Review and 
Feedback  

There is not a clear 
schedule in place for 
lesson review or 
feedback.  

There is a schedule in 
place that provides for 
lesson submission, 
although the feedback 
and coaching 
components are not 
clear.  
 
 

There is a schedule in 
place that provides 
clear expectations for 
lesson submission 
and review.    
 
A plan is in place to 
provide supports to 
teachers and 
additional 
instructional staff in 
meeting planning 
expectations. 
 
 

There is a schedule 
in place that 
comprehensively 
addresses how plans 
will be submitted, 
when and how they 
will be reviewed, 
and when that 
feedback will be 
provided to 
teachers.  
 
A plan is also in 
place to provide 
supports to teachers 
and additional 
instructional staff in 
meeting planning 
expectations.  
 

Checking for 
Understanding  

The planning 
expectation does not 
include places where 
a teacher may check 
for understanding.  

The planning 
expectation may 
provide for a check for 
understanding, but it 
is clearly not an 
important component 
of the planning 
components.  
 

There are clear 
places within all 
plans that promote 
checking student 
learning to inform 
teacher instruction. 
 

There are clear 
places within all 
plans that promote 
checking student 
learning to inform 
teacher instruction, 
and the planning 
expectation 
promotes strategic 
placement and level 
of questioning. 
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Principle Four: School Program  
  

Statement of Practice  
Social-Emotional Learning 

  
DDOE Indicator 4.5: The school defines and elaborates on the strategies it will employ to 
ensure that all students are provided resources and education not only on academics, but also 
on self-awareness, self-management, social awareness, responsible decision-making, 
and relationship skills.  
  
Impact Statement: Students received supports that effectively address barriers to social 
and emotional development and support their needs in the short term and improves their 
likelihood for success in the long-term.   
  
Plan Components:  
 Incorporation of SEL into Academic Program: The school calendar accounts for a 

minimum of 180 school days  
 Staff Development: Professional development, early release and summer 

development days are included within the calendar to provide staff with sufficient 
opportunity to plan for student needs.    

  
The following strategies should be considered to meet the social and emotional 
learning (SEL) needs of students at the school:  

• Professional development needs of staff are clearly outline to ensure school-wide 
collaboration and alignment.  

• Alignment between the instruction incorporation of SEL and school culture 
documents is clearly defined, ensuring positive behavior intervention systems, 
special education interventions, and school climate surveys and rubrics  

• There is a clearly demonstrated understanding of SEL and how it can be 
incorporated into the school program  

• There is a clear plan to implement research-based program for social, emotional, 
and behavioral needs school wide  

• There is a clear examination of SEL programs and curricula that can be incorporated 
into the vision of the program and which evidence-based options is the most likely 
to be successful for students  

• Encourage and promote model behaviors among staff   
• Outline a regular assessment of the school’s climate to identify challenges, strengths, 

and opportunities for change  
• A clear plan is in place to communicate with and include families in SEL  
• Incorporate SEL best practices into individualized student support plans including 

special education, behavior plans, and attendance plans  
• There is a clear outline and plan for staff training and development in SEL  
• A clear plan is provided that supports student transition into a new program, and 

facilitates the transition of new students during the school year  
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• The Plan may include:  
o Grade-by-grade sequence. Ideally, every student should receive planned, 

ongoing, systematic SEL education.  
o Adequate number of sessions per year. ”Session” is defined as a set of 

activities designed to take place in a single time period on one day.  At 
minimum, SEL and character education should take place three times per week. 

o Explicit Instruction: The school should provide explicit lesson plans with 
content and instruction designed specifically to promote social and emotional 
skills.  

o Integration with core academic subjects. The school should also plan to 
embed the teaching of social and emotional skills in core academic subjects.  

o Teacher instructional practices. PD should be provided to focus on 
instructional processes, pedagogies, and management approaches to promote a 
positive classroom climate. These programs should actively engage students in 
learning at the same time they support social and emotional development.  

o Classroom inclusive of SEL program. The Plan may include strategies that 
extend concepts beyond lessons that could include morning meetings, peace 
centers, and daily check-ins. These routines support SEL throughout the day in 
the classroom, particularly for those programs that contain explicit lessons 
conducted only at specific times in the day. 

o Family. A Plan could extend into the family if it provided routine “homework” 
assignments to be completed with family members or offered SEL workshops 
with training for parents about social and emotional learning. 

o Assessment tools for monitoring implementation and student behavior. 
The Plan may offer tools to monitor implementation, either through teacher 
self-report measures or assessments completed by observers 
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RUBRIC: PRINCIPLE 4. 5 

  
Below Standard  

(1)  
Approaching  

(2)  
Proficient  

(3)  
Exemplary  

(4)  
Shared Vision SEL is mentioned as 

important within the 
plan, but otherwise 
is not included.  

The plan references 
SEL vision but there 
is little discussion on 
implementation.  

The plan reflects 
some thinking and 
collaboration on the 
development of SEL 
vision, and has begun 
to solicit feedback 
and input from the 
school community.  

 

The plan has 
articulated SEL vision 
that includes 
feedback and input 
from staff and other 
members of the 
school community.  

Vision is accepted as 
a positive focus for 
the work ahead and is 
embedded 
throughout the school 

 
Provide 
Professional 
Development 

Professional 
Development for 
staff regarding SEL is 
not included in the 
plan. 

Plans have been 
established for future 
professional 
development related 
to the SEL program.  

 

Plans have been 
established for future 
professional 
development related 
to the SEL program.  

Trainers from the 
selected evidence-
based program have 
provided training for 
designated staff and 
administrators. 

The plan commits 
resources for ongoing 
professional 
development and 
provides 
opportunities for 
reflection and 
feedback for all 
school staff (e.g., 
teachers, support 
staff, playground 
monitors, custodians, 
etc.).  

Ongoing professional 
development and 
reflection plans are 
likely to keep SEL 
instruction and 
activities fresh and 
allow for continuous 
improvement.  

Trainers from the 
selected evidence-
based program have 
planned for in-depth 
training for all 
teachers 
implementing the 
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program in 
classrooms and 
training on basic SEL 
concepts for other 
key stakeholders, 
including 
administrators, 
support staff, and 
parents.  

Implementation No SEL goals exist 
within the Plan and 
it is difficult to 
understand if and 
how SEL would be 
included in the 
overall school 
program..  

The plan has 
developed 
preliminary action 
steps for SEL 
implementation over 
the next year.  

 

The plan has 
developed 
preliminary action 
steps for SEL 
implementation over 
the full three year 
implantation cycle, 
with clear measures 
of success aligned to 
goals.   

 

The plan has 
developed detailed 3-
5 year action plan 
with steps for launch 
and expansion of SEL. 

Plan includes efforts 
to address six 
sustainability factors. 
SEL goals have been 
included in key 
planning documents 
such as the school 
improvement plan 
and strategic plan.  
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Principle Four: School Program  
  

Statement of Practice  
Additional Program 

  
DDOE Indicator 4.6: The school details the programmatic offerings, outside of the academic 
classroom, that will engage students and enrich the overall school community.  
  
Impact Statement: Programming outside of the core classroom environment provides 
students with additional growth, learning, and engagement opportunities.   
  
Plan Components:  

• Additional Program Offerings: The school creates opportunities for students to 
participate in outside programs that will enrich their overall learning, provide safe 
and productive environments both during and after school, and allow for a more 
complete education experience for the “whole child”.  

  
The following strategies should be considered when considering which additional 
programs will be offered by the school:  
 

• The interests of the students should be included within the plan. 
• The plan should provide age appropriate options for students across the school. 
• The plan should consider the varying interests within the school community: sports, 

art, theater, dance, choir, STEM, etc. and include multiple options that would likely 
attract interest from most students. 

• Additional programs should include options internally and externally, potentially 
maximizing the strong programmatic offerings of non-profits within the community.  
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RUBRIC: PRINCIPLE 4.6 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Plan for 
Additional 
Programs 

 There is no plan to 
include additional 
programs at the 
school.  

There is a list of 
programs the school 
may choose to 
implement in the 
implementation 
years, though no 
plan is addressed or 
included.  

The plan includes a 
description of how 
the school will 
include additional 
programs. 

A detailed and 
comprehensive 
description 
provides evidence 
of how the school 
will include 
additional 
programs, in 
alignment with the 
mission and vision 
of the school.  
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Principle Four: School Program 
  

Statement of Practice  
Assessment and Assessment Schedule 

  
DDOE Indicator 4.7: The school clearly articulates the ways in which it will assess the 
performance of students in order to monitor progress and develop individualized support 
and performance plans.  
  
Impact Statement: Regular and effective assessments provide critical information on 
student growth and learning, driving better decision-making at all levels of the school.  
  
Plan Components:  

• Assessment Plan: There is an assessment plan that provides information on the 
assessments that will be given to students throughout the year to benchmark 
progress as well as growth and proficiency 

• Assessment Schedule: There is a calendar of assessments included in the plan that 
demonstrates when students will be assessed and on what content 

  
The following strategies should be used when developing an effective assessment 
schedule: 

 Assessments can provide two primary pieces of information – (1) how much a 
student had learned and (2) the effectiveness of the instruction.  

 Assessments should be given in regular intervals throughout the year, in the form of 
exit tickets, benchmark tests, literacy assessments, etc.  

 Assessment data should be reviewed immediately in order to best address the needs 
of students, utilizing a balanced assessment system 

 There should be variety in the assessments given to students in order to ensure that 
students are able to reflect knowledge: computer adaptive tests, projects and 
portfolios, presentations, etc. 

 Teachers should be deeply involved in the construction of tests, or in the 
investigation of item analysis within pre-constructed tests (ex. Smarter Balanced).  

 Students should have access to sample questions that reflect high-stakes testing, 
through regular assessment during the school year 

 Assessments do not have to, nor should they, take a great deal of time. Strong 
assessments ask just enough questions or assign just enough work in order to gauge 
student learning 

 There is a plan in place to work directly with students to help them understand their 
own data and results, reflect on feedback, and self-assess on progress 

 There is a transparent way to assess student learning, regardless of the way in 
which learning is assessed, and those methods are clearly outlined as possibilities 
within the plan 

 There are opportunities for staff to collaborate and reflect on assessment data in 
collaborative teams and PLCs, comparing similar issues, and learning from 
strategies that were effective. 
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RUBRIC: PRINCIPLE 4.7 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Assessment 
Plan 

The assessment plan 
includes high stakes 
testing of mandatory 
grades, but does not 
address non-tested 
grades or content 
areas.  

The assessment plan 
includes high stakes 
testing of mandatory 
grades as well as 
end-of-year 
summative 
assessments for 
additional grades 
and/or content 
areas.  

The assessment plan 
includes balanced 
assessments in all 
core content areas, 
across grades and 
demonstrates 
intention to use 
assessment to drive 
teacher practice and 
student learning. 

The assessment plan 
includes balanced 
assessments in all 
core content areas, 
across grades and 
demonstrates clear 
intention to use 
assessment to drive 
teacher practice and 
student learning. 
Assessments include 
high-stakes testing, 
as well as teacher-
created and project-
based examples 

Assessment 
Schedule 

There is no 
assessment schedule 
outside of a lit of 
dates for high-stakes 
testing.  

The assessment 
schedule includes 
windows of time in 
which summative 
assessments would 
occur throughout 
the year.  

The assessment 
schedule includes 
regular assessments 
scheduled 
throughout the year, 
in a way that is 
highly likely to 
inform the school of 
student progress 
before summative 
assessments begin. 

The assessment 
schedule includes 
regular assessments 
scheduled at critical 
points throughout 
the year, in a way 
that is highly likely 
to inform 
instructional 
practices and 
support individual 
student growth and 
learning.  
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Principle Four: School Program 

  
Statement of Practice  

Grading Policy 
  
DDOE Indicator 4.8: The school will clearly outline the grading policies and procedures it 
will use to identify and communicate student performance.  
 
Impact Statement: A clear and transparent grading policy ensures that all school 
stakeholders have a common understanding of student progress and performance.  
  
Plan Components:  

• Grading Scale: There is a clear plan in place for how a student’s performance will be 
represented (proficiency, letter grade by class, etc.). 

• Common Expectations: There is a plan in place that provides for common 
expectations across the school for the grading scale, and similar expectations in 
place to ensure that the weighting is also consistent (at least across grade levels). 

 
The following strategies should be used when developing a grading policy that 
clearly communicates to the family and the student progress towards meeting grade-
level expectations: 
 The plan will need to clearly articulate whether the school will be universally 

conducting standards-based grading, or if the school will grade by course/subject area 
 A common grading scale will need to be established by the school to ensure that all 

teachers are allocating letter grades in the same way (ex. a 93% is an ‘A’ or an ‘A-‘); 
similarly, if proficiency based grading is used, the instructional staff would need to have 
a common set of expectations around what constitutes proficiency 

 Grade weights would need to be normed and discussed across the school or across 
grade level teams to ensure that students are being graded on the same set of basic 
expectations and not given more or less credit and weight for assessments, classwork, 
homework, etc. Consistency will provide more continuity for stakeholders 

 Teachers should be an integral part of these conversations so that they are deeply 
invested in how the performance and progress of their students is monitored and 
measured 

 Grades can reflect a variety of things, so the plan must clearly state what will be 
communicated to families in terms of what a grade represents: does the grade 
represent a student’s mastery of content?  

 There should be alignment between a student’s grade and his/her proficiency; in 
essence, a child should likely not receive an A in a class for which he/she is below 
proficiency, just as the student should not receive an F if he/she is advanced. This lack 
of alignment signals an external problem that would need to be addressed, whether it 
stems from a lack of student engagement, test anxiety, etc.  
 

RUBRIC: PRINCIPLE 4.8 
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 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Grading 
Scale 

 The grading scale at 
the school may vary 
across grade level or 
content teams.  

A consistent, 
grading scale is 
adopted school wide 
and provides 
families and 
students with a 
general 
understanding of 
student progress.   

A consistent, 
performance- 
oriented grading 
scale is adopted 
school wide and 
provides families 
and students with a 
clear and specific 
understanding of 
student progress.   

A consistent, 
performance-
oriented grading 
scale is adopted 
school wide and 
provides families 
and students with 
an explicitly clear 
and specific 
understanding of 
student progress.   
 
Students and 
families are able to 
understand the 
specific differences 
in student 
performance across 
content areas (i.e. 
writing and reading) 

Common 
Expectations 

There is no plan for 
common grading 
expectations. 

Grading 
expectations are 
recommended for 
each grade level, 
and staff are able to 
make adjustments 
to those 
expectations that 
may or may not 
align with one 
another. Staff, for 
example, might use 
the same inputs, but 
create different 
weights for those 
input within grade 
level teams, or 
across the school.  

Grading 
expectations are 
consistent across 
grade level teams, 
so that all students 
have similar factors 
contributing to their 
performance in a 
given year and 
school staff are able 
to discuss student 
progress using 
commonly derived 
information.  

Grading 
expectations are 
consistent across 
the school in both 
content and 
weights, so that all 
students have 
similar factors 
contributing to their 
performance and 
the school is able to 
trend grades as 
indicators over 
multiple years, 
knowing they use 
the same 
information as 
inputs.  

Grading 
Expectations 

 There is no plan for 
common grading 
expectations. 

Guidelines for 
grading are 
available for all 
content areas, but 
may be vague or 
difficult to align 
across grade level 

Guidelines for 
grading are 
available for all 
content areas 
including rubrics to 
support norming on 
what constitutes 

Guidelines for 
grading are 
available for all 
content areas 
including rubrics to 
support norming on 
what constitutes 
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teams or content 
areas.  

various levels of 
performance. 

various levels of 
performance.  
 
There is a clear 
expectation set 
regarding the 
frequency of 
recording grades, 
frequency of grades 
per class per week, 
and what should be 
graded within a 
given curriculum.  
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Principle Four: School Program 
  

Statement of Practice  
Special Education, Student Supports Plan, and RTI 

  
DDOE Indicator 4.9: The school will clearly articulate how it will provide a comprehensive, 
aligned, and compliant special education program that both holds high expectations for 
children as well as ensures that all children receive instruction and supports that are 
personalized for their specific needs. The school will specifically address the ways in which 
it will support students who are not performing on grade level and how they will both 
monitor progress and strategically intervene to best support student growth.  
 
Impact Statement: Providing students with differentiated supports to account for their 
individual academic, behavioral, or social-emotional gives them the opportunity to 
demonstrate their knowledge and skills in an inclusive and supportive classroom 
environment.  
  
Plan Components:  

• Performance-driven planning: Support plans, both for special needs students as well 
as for students requiring additional assistance, should be performance-driven and 
constructed in a way that outlines what is possible for them given a set level of 
structure and modification. Plans should assume the best in children.  

• Expectations for all students: All students will have full access to the curriculum 
exceptions of the Delaware State Standards across the school for the evidenced in 
the plan.  

 
The following strategies should be used when developing a plan to address the needs 
of the school’s special education: 

 Schools will meet all required regulations, as they relate to children qualifying 
for special education services. 

 Students requiring additional supports are provided with standards-based IEP 
plans that specifically address the concern, the support(s), and the 
implementation of evidence-based interventions. 

 Professional development for teachers will include a clear plan to maximize all 
teachers and instructional support staff’s effectiveness in working with children 
with special needs. . 

 Ongoing professional development is listed in the plan to best provide the 
necessary skills and knowledge for staff to effectively meet the needs of all 
students. 

 The school operates within a philosophy that clearly communicates a least 
restrictive and most inclusive environment. 

 There is a clear process in place that is both efficient and inclusive of family 
input to refer students for services or additional interventions. 

 Students who demonstrate significant challenges, who have not been identified 
for receiving special education services are provided with adequate and 
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appropriate supports to ensure consistent participation in the learning 
environment. 

 Evidence that there is an instructional support team in the school that 
implements a multi-tiered system of academic and behaviorally support 
response to intervention ‘RTI’ and school-wide Positive Behavior Supports 
‘PBIS’. 

 All teachers and staff are trained on the multi-tiered approaches of the 
Response-to-Intervention (RTI) and school-wide Positive Behavior Intervention 
System (PBIS) protocols. 

 Evidence of formal plans for and investments in dropout 
prevention/intervention and back-on-track programs, as needed. 
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RUBRIC: PRINCIPLE 4.9 
 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Performance 
Driven 
Planning 

 All individual 
planning processes 
provide for some 
inclusion and some 
pull-out supports, 
but are largely 
compliance driven.  

All individual 
student planning 
processes are 
focused provide for 
an inclusion-based 
model, but may 
focus too heavily 
on basic skills or 
minimum 
expectations. 

All individual student 
planning processes 
are focused on 
providing students 
with the supports 
they need to be 
successful in an 
inclusion-based 
model. 

All individual student 
should be educated 
in a LRE planning 
processes have an 
embedded positive 
framing structure in 
place and are focused 
on providing 
students with the 
supports they need 
to be successful in an 
LRE inclusion-based 
model.  

Predictive 
Indicators 

 There is no system 
in place that would 
allow for staff to 
proactively 
recognize the need 
for testing or 
requesting supports 
for students. 

The school has a 
system in place 
that provides staff 
with the ability to 
recognize that 
greater supports 
might be necessary.  

The school has a 
system in place that 
provides staff with the 
ability to proactively 
recognize indicators 
that are predictive of 
possible additional 
supports or testing, 
and to request these 
supports quickly. 

The school has a 
system in place that 
provides staff with 
the ability to 
proactively recognize 
indicators that are 
predictive of possible 
additional supports 
or testing. School 
leaders have a clear 
way to monitor 
student progress and 
behavior to identify 
students who may 
need additional 
supports.  

Compliance The plans do not 
meet many of the 
regulatory and 
compliance 
expectations set 
forth in 
Code/Administrativ
e Code. 

The plans may 
meet the 
regulatory and 
compliance 
expectations set 
forth, but it is 
difficult to gauge 
based on the 
information 
presented.  

The plans exceed the 
regulatory and 
compliance 
expectations set forth 
in 
Code/Administrative 
Code. 

The plans clearly 
exceed the 
regulatory and 
compliance 
expectations set 
forth in 
Code/Administrative 
Code.  

Systems  There are no 
systems in place or 
listed in the plan, or 
the plan is to refer a 
student and 

There are few 
systems in place to 
monitor referrals 
or to expedite them 
through the 
process.  

The plan reflects clear 
systems for 
identifying and 
supporting students 
with challenges using 
strategies that are 

The plan reflects 
clear systems for 
identifying and 
supporting students 
with challenges using 
strategies that are 



103 
 

discontinue from 
the process.  
 
There are few, if 
any, expectations on 
response time or 
interim supports. 
 
There is no 
consideration for 
proactively 
preventing 
dropouts, especially 
for at-risk students.   

 
The systems 
provided allow for 
clear tracking of 
the referral and a 
transparent 
system, but it may 
be slow or 
inefficient.  
 
There is 
acknowledgement 
of the need for 
proactive dropout 
prevention, but no 
clear plan in place.  

efficient, responsive, 
and supported with 
evidence 
 
There is a narrative 
included in the plan 
related to students 
improving, but to 
prevent them from 
transitioning out of 
school before 
graduation. 

evidenced-based, 
efficient, responsive, 
and supported with 
additional evidence.  
 
Students are 
provided with 
supports while 
recommendations for 
special education 
services or other 
review is being 
processed.  
 
There is a clear 
prioritization to 
improve student 
outcomes and to 
prevent them from 
transitioning out of 
school before 
graduation.  

Professional 
Development 

There is little to no 
reference on how 
professional 
development will be 
provided to support 
teachers with 
special needs 
populations.  

There are general 
guidelines in place 
for providing 
professional 
development to 
staff to specifically 
support them in 
learning best 
practices when 
teaching special 
needs students. 

There is a clear plan 
for providing 
professional 
development to staff 
to specifically support 
them in learning best 
practices when 
teaching special needs 
students. 

There is a clear plan 
for providing 
professional 
development to staff 
to specifically 
support them in 
learning and 
mastering best 
practices when 
teaching special 
needs students.  
 
The professional 
development plan is 
broken down by 
major areas of 
support and 
thoughtfully 
considers the current 
student population.   

Varied 
Learning 
Opportunities 

There is no 
additional academic 
support offered to 
students. 
 
Intellectual needs 
are addressed in 
each classroom. 

Academic support 
is provided to meet 
most student 
needs. 
 
Behavioral, and 
intellectual needs 

Additional academic 
assistance is provided 
to all students 
identified in need 
based on academic 
data. 
 

Additional academic 
assistance is 
provided to all 
students identified in 
need based on 
academic and 
behavioral data. 
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The school does not 
acknowledge 
support for 
collaboration 
among teachers 
across classrooms 
and grade levels in 
order to develop or 
modify strategies so 
all students master 
the standards.  
 
The school does not 
provide 
intervention for 
students who need 
further academic 
help. 
 
Little or no 
evidence of 
compliance with the 
state Response to 
Intervention 
regulation exists. 

are addressed in 
each classroom. 
 
The school 
demonstrates 
support for 
collaboration 
among teachers 
across classrooms 
and grade levels in 
order to develop or 
modify strategies 
so all students 
master the 
standards.  
 
The school 
provides an  
afterschool 
tutoring program 
for students who 
are failing their 
courses 
 
The school is 
working towards 
full 
implementation of 
the Response to 
Intervention state 
regulations.  

 

Cultural, behavioral, 
and intellectual needs 
are addressed in each 
classroom 
The school has set 
aside consistent time 
for collaboration 
among teachers across 
classrooms and grade 
levels in order to 
develop or modify 
strategies so all 
students master the 
standards. 
  
The school provides 
intensive intervention 
strategies before, 
during and after 
school for those 
students who are 
identified as below 
standard in Reading, 
Mathematics, or 
Writing. 
 
The school fully 
implements the 
Response to 
Intervention state 
regulations 

 

Physical, cultural, 
behavioral, and 
intellectual needs are 
addressed in each 
classroom. 
 
The school has 
created a frequent, 
ongoing cyclical 
process for all 
personnel to 
collaborate and 
analyze data in order 
to develop or modify 
strategies so all 
students master the 
standards.  
The school provides 
intensive 
intervention 
strategies before, 
during and after 
school for those 
students who are 
identified as below 
or approaching 
standard in Reading, 
Mathematics, or 
Writing. 
 
The school has 
demonstrated a 
quality response to 
intervention process 
while fully 
implementing the 
response to 
intervention state 
regulations. 
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Principle Four: School Program 
  

Statement of Practice  
Data Plan 

  
DDOE Indicator 4.10: The school will provide a comprehensive and detailed data plan that 
covers the data that will be collected (student achievement, classroom and school culture, 
instructional practices, student engagement, operational behaviors) and will also provide the 
templates and data forms that will be used and reported on to benchmark progress. 
 
Impact Statement: Monitoring progress indicators of school performance consistently 
throughout the school year provides important data to understand progress and drive 
student outcomes.   
  
Plan Components:  

• Academics: The school reporting template includes data related to the academic 
performance of students throughout the year.   

• Behavior and Culture Data: The school reporting template includes data related to 
critical elements of school culture (discipline, attendance, tardiness, homework 
completion, SEL, etc.) throughout the year. 

• Staff Data: The school reporting template includes staff culture data (staff 
attendance, staff performance, staff PD, staff satisfaction) throughout the year.  

• Other Indicators: The school identifies other key indicators that the school sees are 
key levers in order to successfully implement its program and are monitored 
throughout the year. 

 
The following strategies should be used when developing a reporting template: 
 

 The reporting template will be the primary tool by which the State monitors the 
school. 

 The reporting template should include easily collected data points that are primarily 
objective indicators linked to the success and performance of the school. 

 The indicators on the dashboard should contribute to conditions that will support 
student growth and progress. The indicators themselves are only as important as 
they accurately and successfully predict student achievement. 

 The reports should be sent frequently, to provide transparency for the school 
community and also to ensure that school stakeholders have the data necessary to 
reflect and adjust, as needed. 

 Provide structures (time, space, teams) and resources for reviewing this dashboard 
data and matching that with other data sets teachers are collecting, to best provide a 
comprehensive picture of student achievement. 

 The plan should reflect a shared data system accessible by all stakeholder groups. 
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RUBRIC: PRINCIPLE 4.10 

 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Academics The school collects 

school wide 
averages of 
academic data 

The school collects 
school wide 
information by 
subgroup 
consistent with the 
assessment plan 
and aligned to the 
goals of the plan. 

The school collects 
information by 
grade level and by 
subgroup 
consistent with the 
assessment plan 
and aligned to the 
goals of the plan. 

The school collects 
information by 
grade level and by 
subgroup (school 
wide and by grade 
level) consistent 
with the 
assessment plan 
and aligned to the 
goals of the plan.  

Behavior 
and School 
Culture 
Data 

The school collects 
school wide 
averages of general 
behavioral data: 
attendance, 
suspensions, and 
expulsions.  

The school collects 
school wide 
information by 
subgroup 
consistent with the 
goals of the plan 
that includes at 
least attendance, 
suspensions, 
expulsions, and 
tardies. 

The school collects 
information by 
grade level and by 
subgroup 
consistent with the 
goals of the plan 
that includes 
attendance, 
suspensions, 
expulsions, and 
tardies, but also 
homework 
completion, and 
other 
programmatic 
indicators. 

The school collects 
information by 
grade level and by 
subgroup (school 
wide and by grade 
level) consistent 
with the goals of the 
plan.   
 
Data includes 
suspensions, 
expulsions, and 
tardies, but also 
homework 
completion, data 
related to a positive 
behavior system, 
and SEL metrics.  

Staff Data Staff data collected 
includes staff 
attendance. 

Staff data collected 
includes indicators 
like staff 
attendance, staff 
satisfaction 
indicators.  

Staff data collected 
includes indicators 
like staff 
attendance, staff 
satisfaction 
indicators, and staff 
surveys.  

Staff data collected 
includes indicators 
like staff 
attendance, staff 
satisfaction 
indicators, and staff 
surveys and 
feedback from exit 
slips related to the 
quality of PD and 
supports.  

Other 
Indicators 

The school does not 
include any 
additional 
indicators.  

The school includes 
suggested or 
potential indicators, 
but does not 
commit to any.  

The school includes 
indicators on the 
dashboard directly 
connects to the 

The school includes 
indicators on the 
dashboard that are 
directly and clearly 
linked to the 
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stated goals in the 
plan. 

mission and vision 
of the school, and 
directly connect to 
the stated goals in 
the plan.  

Frequency  The dashboard is 
completed and 
submitted 
quarterly. 

The dashboard is 
completed and 
submitted monthly. 

The dashboard is 
completed and 
submitted bi-
weekly. 

The dashboard is 
completed and 
submitted weekly. 
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PRINCIPLE FIVE: 
 

SCHOOL CULTURE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



109 
 

Principle Five – School Culture 
 

Statement of Practice 
Building a Culture of Achievement 

 
DDOE Indicator 5.1: The school will detail how it plans to foster a culture of achievement 
that supports all members of the school community. 
 
Impact Statement: No school improvement effort will be effective unless school culture is 
addressed.  With a highly intentional set of activities, physical space, and expectations 
schools can create environmental conditions ideal for optimal student achievement. 
Intangible elements like the relationships, identity, and connections that make up school’s 
culture have the capacity to greatly impact student outcomes. To the extent that it provides 
a focus and clear purpose for the school, culture becomes the cohesion that bonds the 
school together as it goes about its mission. 
 
Plan Components: 

 Culture of academic excellence: Describes the shared philosophy of commitment, 
ownership, vision, mission and goals that promote a culture of academic excellence. 

 Positive relationships: Opportunities are designed to facilitate teachers and staff 
building positive, nurturing relationships with students  

 Varied learning opportunities: Provides a variety of learning opportunities within 
the normal school day; and provisions for intervention strategies (additional 
assistance beyond regular classroom instruction) to support academic achievement. 

 High expectations for success: Outlines expectations for student academic success 
and for teacher and administrator performance 
 

The following strategies should be considered when developing plans to foster a 
culture of achievement that supports all members of the school community. 

 Each student should have written goals in terms of his/her performance on 
state/district assessments, benchmark assessments, or common assessments 

 Written goals should be accompanied by achievement scales for each student in 
terms of his/her knowledge gains  

 In order to reinforce the value and importance of goal setting, students could keep 
data trackers regarding their individual goals  

 Parent-teacher conferences should focus on the individual student’s goals  
 School- wide goals should be established as a percentage of students who will score 

at a proficient or higher level on state assessments or benchmark assessments  
 School-wide achievement goals should be posted and discussed regularly at faculty 

and staff gatherings  
 School- wide goals should address the most critical and severe achievement 

deficiencies 
 School leadership teams should regularly analyze school growth data  
 Visual displays like bulletin boards and banners should be posted to chart and 

celebrate student and school progress toward meeting the standards  
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RUBRIC: PRINCIPLE 5.1 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Culture of 
Academic 
Excellence 

Plan does not 
demonstrate a 
philosophy of 
commitment, 
ownership, vision, 
mission and goals. 
  
Plan does not take 
into consideration 
cultural diversity 
and respect for 
differences. 

Plan demonstrates a 
shared philosophy of 
commitment, 
ownership, vision, 
mission and goals 
that promote a 
culture of academic 
excellence. 
  
The plan 
inconsistently 
affirms cultural 
diversity and respect 
for differences. 
  
There is evidence of 
at least 2 academic 
engagement 
opportunities for the 
school community to 
embrace its 
commitment for 
student success, i.e. 
awards assemblies 
and celebrations of 
student progress. 
 

Plan demonstrates a 
clearly defined 
philosophy of 
commitment, 
ownership, vision, 
mission and goals 
that promote a 
culture of academic 
excellence. 
  
The plan consistently 
affirms cultural 
diversity, respect for 
differences., and 
includes culturally 
relevant pedagogical 
practices. 
 
There is evidence of 
at several  academic 
engagement 
opportunities for the 
school community to 
embrace its 
commitment for 
student success, i.e. 
awards assemblies 
and celebrations of 
student progress. 
 

“Proficient” criteria 
and: 

 
A calendar of 
monthly 
opportunities for the 
school community to 
review progress 
towards goals and 
spend time 
discussing its 
commitment and 
responsibility for 
student success  

 
 

Positive 
Relationships 
 

There are no 
strategies for 
identification of 
students with 
problems or 
disruptive behavior. 
  
Does not outline any 
structures for 
improving student 
attendance, reducing 
disciplinary 
infractions, and 
improving 

Identifies strategy 
for early 
identification of 
students with 
problems or 
disruptive behavior. 
 
Mentions adult 
mentors or 
advocates. 
  
Identifies basic 
monitoring system 
for attendance. 
 

Outlines early 
identification 
process. 
 
Detailed regular 
monitoring system 
for attendance and 
disciplinary 
infractions. 
 
Detailed regular  
system for student 
achievement data. 
 

Provides systematic 
mechanism for early 
identification of 
students with 
problems or 
disruptive behavior. 
 
Provides oversight 
for extensive use of 
adult mentors and 
advocates who meet 
with students 
regularly based on 
their academic 
process. 
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proficiency and 
mastery rates. 

 

Identifies basic 
monitoring system 
for proficiency and 
mastery rates. 

 

Details regular 
deployment of adult 
mentors and 
advocates as 
resources  
for students  

High 
Expectations  
(Teacher and 
Administrator 
performance) 
 
 

There is no evidence 
that the school 
promotes awareness 
of, or communicates 
expectations for 
student mastery of 
standards. 
 
The school does not 
hold high 
expectations for 
teacher, staff, and 
administrator 
performance. 
 
The school does not 
have a plan to 
evaluate teachers.  
School has no formal 
plan to recognize or 
celebrate academic 
success. 

 

The school promotes 
awareness of student 
mastery of 
standards. 
 
The school holds and 
consistently 
communicates high 
expectations for 
teacher, staff, and 
administrator 
performance. 
  
There is a school 
plan for less than 
75% of teachers to 
become highly 
effective within two 
evaluation cycles.  
 
School exhibits 
limited recognition 
of student success. 

The school holds 
high expectations for 
mastery of standards 
by all students.  
 
The school holds and 
consistently 
communicates high 
expectations and 
sets goals for 
teacher, staff, and 
administrator 
performance. 
 
There is a school 
plan for all teachers 
to become highly 
effective within two 
evaluation cycles  
 
School acknowledges 
and celebrates 
academic success. 

The school 
articulates high 
expectations for 
mastery of standards 
by all students. 
 
The school holds and 
consistently 
communicates high 
expectations for 
teacher, staff, and 
sets goals for 
administrator 
performance and has 
a system of rewards 
in place for the 
accomplishment of 
stated performance 
goals. 
 
There is a school 
plan for all teachers 
to become highly 
effective within one 
evaluation cycle. 
School values, 
acknowledges, and 
publicly celebrates 
academic success. 

Culture of 
Academic 
Excellence 

Plan does not 
demonstrate a 
philosophy of 
commitment, ownership, 
vision, mission and goals. 
  
Plan does not take into 
consideration cultural 
diversity and respect for 
differences.  
  
There is little or no 
evidence of planning 
academic engagement 
strategies for the school 

Plan demonstrates a 
shared philosophy of 
commitment, 
ownership, vision, 
mission and goals 
that promote a 
culture of academic 
excellence. 
  
The plan 
inconsistently 
affirms cultural 
diversity and respect 
for differences.  
 

Plan demonstrates a 
clearly defined 
philosophy of 
commitment, 
ownership, vision, 
mission and goals 
that promote a 
culture of academic 
excellence. 
  
The plan 
consistently affirms 
cultural diversity, 
respect for 
differences and 

“Proficient” criteria 
and: 

 
A calendar of 
monthly 
opportunities for the 
school community to 
review progress 
towards goals and 
spend time 
discussing its 
commitment and 
responsibility for 
student success  
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community to embrace 
its commitment for 
student success. 

There is evidence of 
at least 2 academic 
engagement 
opportunities for the 
school community to 
embrace its 
commitment for 
student success, i.e. 
awards assemblies 
and celebrations of 
student progress. 
 
Creates 
opportunities for the 
school community to 
occasionally spend 
time discussing its 
commitment and 
responsibility for 
student success. 

includes culturally 
relevant 
pedagogical 
practices. 
 
There is evidence of 
at several  academic 
engagement 
opportunities for 
the school 
community to 
embrace its 
commitment for 
student success, i.e. 
awards assemblies 
and celebrations of 
student progress 
 
Creates 
opportunities for 
the school 
community to 
regularly spend 
time discussing its 
commitment and 
responsibility for 
student success. 
 

 



 
Principle Five – School Culture 

 
Statement of Practice 

Structural Expectations and the Learning Environment 
 
DDOE Indicator 5.2: The school will outline the structural or physical plant expectations 
that any stakeholder should expect on campus, including classrooms, common areas, and 
administrative offices.  
 
Impact Statement: While the entire educational program, inclusive of the curricula, 
standards, materials, training, and services available to the students are critical, the 
school’s structures (including the building itself—the place where the people and programs 
converge)—can either support quality education or detract from it. 
 
Plan Components: 

 Facilities: There is a plan that supports a safe and orderly learning environment 
conducive to student learning 

 Consistency: There are clear expectations for every classroom around esthetics, 
decorations, and posters that communicates high expectations for all students.   

 
The following strategies should be considered when developing structural 
expectations 
 

 Across the school, there should be clear expectations around cleanliness, 
 Classrooms should have some common expectations so that there is a feeling of 

continuity and cohesion. These expectations might include college references, a 
specific number of academic and behavioral posters, specific systems that should be 
in place, desk neatness, etc.  

 Classroom spaces should communicate high expectations of all students. Dirty, 
disorganized, or bare classrooms do not naturally foster a supportive learning 
environment or high expectations of students (“No broken windows philosophy”).  

  Expectations around community and public areas should be clearly documented – 
how often are public areas updated, what information should be communicated, etc. 

 Responsibilities of school stakeholders should be clearly mapped out to ensure 
everyone shares responsibility for the maintenance and upkeep of the school 
including picking up trash, keeping eating spaces clean, being held accountable for 
leaving public spaces in better condition than it was found 

 Expectations of the learning environment begin with a school plan that governs all 
aspects of the school and the classroom led by a competent school leader with 
support from teachers and staff, parents and the community.  Creating a school 
culture begins with understanding the needs of each child/student and how best to 
respond to those needs by:  

o committing to each parent the safe passage of their children to and from 

school, and during the school day;  
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o promising each child/student a successful education through a healthy school 
culture conducive to warm and supportive relationships (teacher to teacher, 
teacher to student, student to teacher and student to student); 

o providing teachers, administrators, and all school district staff with 
professional development in order to ensure high quality teaching 
performances  and, thereby, student success;  

o ensuring accountability within the school for appropriate best practices, 
standard throughout the school and in every classroom for a guaranteed 
highly-functioning learning environment. 

 Have an agreement go home with every student at the start of the school year that 
outlines expectations. Each family and student must read and sign this agreement 
acknowledging their understanding and acceptance. 

 All stakeholders should be provided with a clear and predictable set of 
consequences for violating school-wide expectations. 
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RUBRIC: PRINCIPLE 5.2 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Expectations 
of the School 
Learning 
Environment 
 

The school lacks 
intentional 
structures to 
promote 
engagement, 
celebrate 
academic 
performance, or 
improve the 
connection of 
staff with 
students.   
 
The learning 
environment is 
unkempt or 
unsafe.   

Many spaces in 
the school 
provide convey a 
sense of 
welcome.  
 
Classrooms are 
clean.   
 
Some classrooms 
provide 
recognition and 
celebration for 
student academic 
performance.   

Demonstrates a 
welcoming and 
inviting learning 
environment.  
 
Classrooms and 
common spaces 
are clean and 
bright.  The school 
recognizes and 
celebrates 
students’ 
academic 
performance and 
students report 
that their teachers 
expect them to do 
their best.   
 
The school 
implements 
programs and 
initiatives that 
improve the 
connection of staff 
with students.  
 
Staff maximizes 
opportunities to 
get to know 
students better. 
  
School-wide 
structures exist to 
promote student 
engagement. 

Demonstrate a 
welcoming and 
inviting environment 
for all students, 
families, and 
community members. 
 
Classrooms and 
common spaces are 
clean and bright.   
 
The school recognizes 
and celebrates 
students’ academic 
performance and 
students report that 
their teachers expect 
them to do their best 
at all times.   
 
Strong relationships 
between adults and 
students are evident 
throughout the 
building.   
 
In surveys or 
conversations, 
students acknowledge 
that they are 
supported by school 
staff.  
 
The school is 
characterized by high 
levels of authentic 
student engagement.  
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Principle Five – School Culture 
 

Statement of Practice 
Discipline and Management 

 
DDOE Indicator 5.3: The school develops a plan for a comprehensive discipline and 
management system that details the proactive supports in place and non-exclusionary 
interventions to address student behavioral needs.  The discipline and management 
system will be used in classrooms and in the overall school community.  The system will 
include strategies in which families and stakeholders will be involved in the process. 
 
Impact Statement: In order to create a culture of achievement, schools must establish a 
discipline and management system that positive school climate conducive to high levels of 
student achievement and progress. Discipline and management systems are tools which 
help realize the vision for school conditions that support improvement. Students perform 
best when they are part of a caring and safe environment that is welcoming for all staff, 
students and community and that supports a culture for learning. 
 
Plan Components: 

 Student Rights and Responsibilities Policies: The school outlines students’ rights and 
responsibilities and how they will be managed to maintain a safe and positive 
learning environment while protecting student and staff rights.   

 Restorative practices or approaches: The system engages in approaches or practices 
that are used in lieu of suspension or other exclusionary consequences.  

 Promoting positive behavior supports: The system includes the promotion of positive 
behavior, the prevention of problem behaviors, and supporting students with 
behavior concerns. 
 

 
The following strategies should be considered when developing a discipline and 
management system: 

 A school wide and community approach is used to develop a discipline and 
management system that provides the foundation for an achievement-rich school 
culture. 

 Behavior modification techniques are identified to encourage and shape positive 
behavior and to address a variety of behavioral problems.  

 Professional development on evidenced based classroom management is provided 
to teachers (e.g., engagement techniques, trauma-informed practices, restorative 
practices, effective bullying prevention programs).    

 The system includes positive reinforcement techniques such as verbal or written 
praise, a reward system, or a token economy. Activities are in place to establish 
strong positive relationships between students and school staff.  

 The system should emphasis inclusion over exclusion and should build the students’ 
capacity to conform to school wide expectations and standards of excellence 
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RUBRIC: PRINCIPLE 5.3 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Rights and 
Responsibility 
Policies  

School policies  
were developed 
without evidence-
based 
considerations. 
  
There is no plan in 
place to ensure 
discipline policies 
are consistently 
enforced 
 

School policies 
were developed 
with limited 
evidence-based 
considerations. 
 
There is a limited 
plan in place to 
ensure discipline 
policies are 
consistently 
enforced 

School policies are 
based on best 
practices and 
evidence. 
 
There is a plan in 
place to ensure 
discipline policies 
are consistently 
enforced.  

School policies are 
based on best 
practices and 
evidence and there 
is plan for annual 
review to ensure a 
positive climate.  
 
There is a plan in 
place to ensure 
discipline policies 
are equitably and 
consistently 
enforced and 
communicated.  

Restorative 
Practices 

The school has no 
restorative 
practices program 
in place.   
 

The school has a 
restorative 
practices program 
in place and some 
funding to maintain 
it.   
 
The selected 
program is not 
evidenced based.  
 

The school has an 
evidenced based 
restorative 
practices program 
in place and 
adequate funding 
to maintain it.  
 
Professional 
development is 
limited to school 
administration.  
 

The school has 
policies and 
funding in place to 
provide and 
maintain an 
evidenced based 
restorative 
practices program.  
 
The selected 
program explicitly 
includes techniques 
for redirecting 
conflict and 
responding to 
maladaptive 
behavior.   
 
Comprehensive 
professional 
development is 
provided to all 
staff.  
  
Communication 
and guidance are 
provided to 
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students and 
families to facilitate 
full engagement in 
the program. 

Promoting 
positive 
behavior 
supports 

There is no 
evidence of school 
policy and 
procedures for 
school, classrooms 
and school buses 
regarding students 
with 
inappropriate 
behaviors. 

The school policy 
and procedures 
provide for referral 
of students with 
inappropriate 
behaviors in school, 
classrooms and on 
school buses. 
 
Staff participates in 
professional 
development 
activities focused 
on school-wide 
supports and 
interventions. 
 

The school policy 
and procedures 
provide for tiered 
student assistance, 
counseling, and 
referral. 
 
Staff participates in 
professional 
development 
activities focused 
on school-wide 
supports and 
interventions 
based on identified 
strengths and 
needs. 
 
The school plan 
promotes teaching 
and reinforcement 
of self-discipline 
and responsibility 
in school, 
classrooms and on 
school buses. 
 
The plan uses 
multiple data 
sources to evaluate 
and inform 
practices to 
promote pro-social 
behavior and 
prevent problem 
behaviors. 
 

The school has 
systemic policies 
and procedures for 
identification, 
prevention, and 
intervention of 
inappropriate 
behaviors in school, 
classrooms and on 
school buses. These 
policies and 
procedures provide 
for tiered student 
assistance, 
counseling, and 
referral. 
 
Staff participates in 
professional 
development 
activities around 
tiered supports and 
interventions 
based on identified 
strengths and 
needs. 
 
The school actively 
and consistently 
teaches and 
reinforces self-
discipline and 
responsibility in 
school, classrooms 
and on school 
buses. 
 
The plan 
incorporates the 
use of multiple data 
sources to evaluate 
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and inform 
practices to 
promote pro-social 
behavior and 
prevent problem 
behaviors. 
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Principle Five – School Culture 
 

Statement of Practice 
Family and Community Engagement 

 
DDOE Indicator 5.4: The school creates a strong family and community engagement plan 
that makes families feel welcome on campus, informs them about their children and 
school events, and ensures a supportive environment for all. 
 

Impact Statement:  Children learn and develop within the context of their families and 

their communities; therefore we must develop processes and practices that promote family 

and community collaboration.  These strategies must include meaningful opportunities for 

families and the community to participate in our schools, and to build relationships of trust, 

respect and an understanding that we have a mutual responsibility for student success 

 
Plan Components: 

 Communication and collaboration 

  Active partnership in school wide improvement efforts 

 Community involvement and communication 

 
The following strategies should be considered when planning for family and 
community engagement 
 

 School leadership team members, other school personnel and parents should meet 
regularly to discuss specific topics including programs, activities, procedures, and 
policies.   

 Parents should be involved in any activities served under Title I, Part A including 
but not limited to the design, implementation, and evaluation of the Title I Part A 
program. 

 Community engagement takes tremendous time and resources. Intentionality, 
consistency and varied pathways support strong community engagement. The 
benefits far outweigh the costs, but only if it is done with extreme integrity and 
authenticity.  

 Plans for family and community engagement should include opportunities to 
participate in the academic program, school activities, and school events. It should 
also include a strong communications plan that ensures families understand how 
their children are progressing (academically and behaviorally) and that they are 
informed about school events. 
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 There is a plan to partner with school-family-community coordinators to plan, 
monitor, and evaluate student placements for health-social services, positive you 
the development, and out-of-school learning time. 

 Ensure that a comprehensive student and family referral system is in place; and that 
staff members are trained to know how to access student services 

 Establish and foster formal partnerships with community organizations that are tailored to 

the needs of the students in the schools. 
 Specific norms should be included for how adults (administrators, teachers, 

students support professionals, staff, and parents) are expected to interact with and 
treat each other. 
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RUBRIC: PRINCIPLE 5.4 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Communication 
and 
Collaboration 

Little or no evidence 
of planning for 
family engagement 
and  collaboration 
with the larger  
community. 
  
There is little or no 
evidence that 
systems exist to 
promote 
communication 
about relevant issues 
to or among 
stakeholders.  

A plan is in place to 
foster a culture of 
collaboration among 
some stakeholders 
through 
organizations, 
organized events, 
and horizontal and 
vertical teaming and 
district connections.   
 
Systems exist to 
communicate 
relevant issues to 
stakeholders.  

A plan is in place to 
foster a culture of 
collaboration among 
most stakeholders 
through 
organizations, 
organized events, 
and horizontal and 
vertical teaming and 
district connections.  
 
Systems exist to 
promote 
communication 
about relevant issues 
among stakeholders.   

A plan is in place to 
foster a culture of 
collaboration among 
all stakeholders 
through 
organizations, 
organized events, 
and horizontal and 
vertical teaming and 
district connections. 
  
Systems exist to 
create dialogue about 
relevant issues 
among all 
stakeholders.  

Active 
partnership in 
school wide 
improvement 
efforts 

Programs that 
promote contact 
between teachers 
and families 
regarding student 
learning do not exist 
in the plan.  
  
The school plan does 
not encourage family 
participation. 
 
 The school plan does 
not outline work with 
students or families 
to facilitate school 
transitions 

Programs that 
promote contact 
between teachers 
and families 
regarding student 
learning are 
somewhat developed 
in the plan.  
 
The school plan 
encourages families 
to attend 
extracurricular 
activities.  
 
The school plan 
outlines work with 
students in an 
irregular and 
unorganized manner 
to facilitate school 
transitions.  

Programs that 
promote contact 
between teachers 
and families 
regarding student 
learning are 
developed in the 
plan.   
 
The school plan 
provides programs 
for families to 
become aware of 
curricular programs 
on a limited basis.  
 
The school plan 
outlines work with 
students and families 
to facilitate school 
transitions in a 
planned manner. 

Programs that 
promote two-way 
contact between 
teachers and families 
regarding student 
learning are 
developed in the 
plan.  
 
Family involvement 
is consistently 
incorporated into 
new and reoccurring 
programs. 
  
The school plan 
provides programs 
for families to 
experience 
instructional and 
curricular programs 
in most subject 
areas.  
 
The school plan 
outlines works with 
students, families, 
and the community 
to facilitate school 
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transitions in a 
systematic and 
planned manner. 

Quality of 
Engagement 

A family engagement 
plan is not included 
or lists possible 
methods of 
involvement 

A limited family 
engagement plan is 
included that 
provides monthly 
notices that generally 
inform families, but 
do not necessarily 
welcome them into 
the school 
community 

A comprehensive 
family engagement 
plan is included that 
provides weekly 
updates on behavior 
and at least monthly 
updates on 
academics, classroom 
and school events 
and news 

A meaningful and 
comprehensive 
family engagement 
plan is included that 
provides weekly 
updates on behavior 
and at least monthly 
updates on 
academics, classroom 
and school events 
and news, as well as 
invitations to 
participate in school-
related activities 

Overall 
Stakeholder 
Engagement 

No clear procedures 
or policies exist to 
ensure the 
engagement of 
community 
stakeholders to 
promote and support 
the school. 

Clear procedures and 
policies exist to 
ensure the 
engagement of 
community 
stakeholders. 

The school engages 
community 
stakeholders to 
promote and support 
the school.   
 
The school has a 
process to respond to 
parent concerns.  
Staff and community 
feedback is collected 
and analyzed on a 
regular basis.   
 
A culturally and 
linguistically 
appropriate 
communication 
strategy supports 
engaged 
communication and 
conversation with all 
stakeholders.   

The school engages 
community 
stakeholders to 
promote and support 
the school.   
 
The school has a 
process to respond to 
parent concerns.   
 
Staff and community 
feedback is collected 
and analyzed on a 
regular basis and 
used for future 
decision making.   
 
Multiple culturally 
and linguistically 
appropriate 
communication 
strategies support 
engaged 
communication and 
conversation with all 
stakeholders.   
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Principle Five – School Culture 

 
Statement of Practice 
School Advisory Team 

 
 
DDOE Indicator 5.5: The school develops a School Advisory Team composed of parents, staff, 
district staff, and SEA members, who are charged with providing feedback on the progress 
of the Turnaround effort and who are responsible for supporting the efforts of the 
school. 
 
Impact Statement:  A designated School Advisory Team plays a critical role in developing 
the habits of collaboration, discussion, inquiry, and decision making that is necessary for 
ongoing improvement. The school should engage in a permanent cycle of inquiry and 
action leading to continuous school improvement. 
 
Plan Components: 

  Leadership for School Success 

 
The following strategies should be considered when recruiting members of the 
School Advisory Team 

 Advisory members should be chosen carefully and consideration given to who can 
help “shore up” weaknesses. 

 The Advisory Team is given a specific set of agenda items each in advance of each 
year, and has a clear understanding of their roles and responsibilities 

 The Advisory Team members are selected through a fair and open process, where 
all stakeholders are invited to participate 

 A facilitator, not on the School Advisory Team is selected to manage meeting 
agendas and conversations, as well as to ensure that the Team remains within the 
prescribed limits of their role 

 The School Leader participates on School Advisory Team and provides the Team 
with prescribed data (as provided and outlined within the plan) 
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RUBRIC: PRINCIPLE 5.5 
 

 Below standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Leadership 
for school 
success 

There is no clearly 
designated school 
advisory team 
guidance within the 
plan to provide 
leadership for the 
school improvement 
process. 
 
The school plan has 
not included a 
school monitoring 
process to evaluate 
the effectiveness of 
school Success Plans 
to improve student 
achievement. 

A designated school 
advisory team is 
included in the plan 
to provide leadership 
for the school 
transformation 
process. 
 
The school advisory 
team has defined 
roles and 
responsibilities. 
 
The school plan has 
included an annual 
school monitoring 
process to evaluate 
the effectiveness of 
school Success Plans 
to improve student 
achievement 

A designated school 
advisory team that 
represents a cross-
section of the school, 
parents and the 
community is 
included in the plan, 
which provides 
leadership for the 
school’s 
transformation 
process. 
 
The school advisory 
team has clearly 
defined roles and 
responsibilities. 
 
The school plan 
makes time and 
resources available 
and actively 
participates in the 
school improvement 
process. 
 
The school advisory 
team provides 
support to school 
success planning, 
implementation, and 
monitoring of 
progress in achieving 
goals. 
 
The school plan has 
included a plant to 
meet at least 
quarterly to engage 
in a school 
monitoring process 
to evaluate the 
effectiveness of 
school Success Plans 

A designated school 
advisory team that 
represents a cross-
section of the SEA, 
LEA, school, parents 
and the community 
provide leadership 
for the school 
improvement 
process. 
 
The school advisory 
team has developed 
a data-driven school 
Success Plan focused 
on improving 
student 
achievement. 
 
The school 
leadership makes 
time and resources 
available and 
actively participates 
in the entire school 
improvement 
process. 
 
The school advisory 
team provides 
sustained support to 
school success 
planning, 
implementation, and 
monitoring of 
progress in 
achieving goals 
 
The school 
leadership has 
implemented an 
ongoing systematic 
school monitoring 
process to evaluate 
the effectiveness of 
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to improve student 
achievement. 
 

school Success Plans 
to improve student 
achievement. 
 
The school 
leadership monitors 
the timely 
implementation of 
school improvement 
strategies. 
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Principle Five – School Culture 

 
Statement of Practice 
Communications Plan 

 
DDOE Indicator 5.6: The school develops a communications plan that strategically 
addresses all school stakeholders in the formats that are most likely to successfully inform 
them about and include them in school events, school updates, and school successes. 
 
Impact Statement: A communication plan is a road map for getting school-wide messages 
across to all stakeholders. The plan is an essential tool of marketing expectations, goals, 
and processes. Spending time planning the approach to communication will improve 
school’s ability to achieve desired outcomes. 

Plan Components: 
 The Plan 

 The Messenger 

 The Timeline 

 The Methods 

 
The following strategies should be considered when developing plans for 
communicating sufficiently to all school and community stakeholders. 

 
 The best communication plans provide for clear, consistent contact. 
 Planning for who, how, and when should add clarity to communication. 
 The best communications plan clearly articulates the audience, understands their 

priorities, concerns and issues. 
 The school’s mission and vision should be evident throughout the plan 
 The best plans identify multiple pathways to share information with and gather 

feedback from stakeholders. 
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RUBRIC: PRINCIPLE 5. 6 
 

 Below standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

The Plan 
 

The school has not 
created a 
Communication Plan, 
has not identified a 
person or team to be 
accountable for 
targeted messages to 
be communicated to 
stakeholders. 

 
 
 

There is a vague 
Communication Plan 
provided. The 
school’s mission and 
vision are not 
consistently 
messaged and there 
is not system in place 
for actively recruiting 
parents and 
members of the 
community to 
participate in school 
events.  

The school’s 
comprehensive 
Communications Plan 
is likely to 
systematically and 
effectively provide all 
stakeholders 
(internal and 
external) with 
information in a 
timely manner, using 
multiple forms of 
messaging to  inform 
them of the school’s 
mission, and vision 
related to the 
school’s goals of 
creating a culture of 
learning. 

The school’s 
comprehensive 
Communications Plan 
is highly likely to 
systematically and 
effectively provide all 
stakeholders 
(internal and 
external) with 
information in a 
timely manner, using 
multiple forms of 
messaging to  inform 
them of the school’s 
mission, and vision 
related to the 
school’s goals of 
creating a culture of 
learning 

Messenger No specific individual 
or   team, within the 
school is assigned the 
task of determining 
what, how, and to 
whom, messages will 
be sent.  

 
 

One individual is 
responsible for the 
school’s 
communications. 
 
The process is 
consistent with all 
stakeholders: 
multiple methods, in 
their language and 
within the context of 
their interest. 
 
No information exists 
that depict the 
alignment of 
stakeholders with 
methods of 
communicating with 
them. 

  

A team, group, or 
individual within the 
school is assigned the 
task of determining 
what, how, and to 
whom, messages will 
be sent.  
 
This process is 
consistent with all 
stakeholders: 
multiple methods, in 
their language and 
within the context of 
their interest. 
 
A general chart exists 
that depict the 
alignment of 
stakeholders with 
methods of 
communicating with 
them. 
 
The Communication 
Plan is a part of the 

A team, group, or 
individual within the 
school is assigned the 
task of determining 
what, how, and to 
whom, messages will 
be sent.  
 
It is evident that the 
school knows and 
understands that 
what is to be 
communicated is 
determined by the 
target audience such 
as, school staff, 
teachers, students, 
administrators, 
parents, community 
members, school 
board members, or 
the press. 
 
This School knows 
and understands that 
Who will receive the 
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overall school plan 
that does allow for 
internal messaging to 
administrators, 
teachers, staff, and 
students. 

communication 
determines both the 
message and its 
means of delivery, 
and that the message 
and its delivery may 
change with 
according to the 
stakeholders.  
  
This process uses 
multiple methods, in 
the stakeholder’s 
language and within 
the context of their 
interest. 
 
There is evidence 
that the school 
knows and 
understands How 
messages are 
communicated to 
various audiences 
requires planning 
including a timeline 
so that 
communication is 
maximized and goals 
are successfully 
obtained.  

Timeline No communication 
timeline exist as a 
part of the 
communication plan 
or as a separate 
strategy for ensuring 
that messages are 
communicated in a 
timely manner to all 
internal and external 
stakeholders. 

 
 
 
 

A vague 
communication 
timeline exists that 
allows for internal 
messaging to 
administrators, 
teachers, staff, and 
students related to 
summer activities, 
school activities, and 
all school event for 
the upcoming school 
year. 
 
 
 
 

A spring to spring 
communication 
timeline (April 15th 
- June 30th)  , is 
developed  allowing  
time for multiple 
messages to be 
communicated to 
all stakeholders, 
focusing mainly on 
families around 
school events that 
will take place 
during the  summer 
and throughout the 
following school 
year. 
 

A spring to spring 
communication 
timeline (April 15th 
- June 30th)  , is 
developed  allowing  
time for multiple 
messages to be 
communicated to 
all stakeholders, 
internal and 
external, including 
recruiting parents 
and community 
members to serve 
on school 
committees, and 
planning teams for 
school events that 
will take place 
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during the summer 
and throughout the 
following school 
year. 

Methods There is no 
information evident 
around methods of 
communication 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Some common 
methods of 
communication are 
used for all 
stakeholders without 
the benefit of 
matching the method 
with the receiver  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Methods of 
communication 
include many of the 
following: Website, 
E-blast, to school 
staff and parents, 
email, text 
messaging, 
newsletters, social 
media, school 
morning 
announcements,  nd 
telephone calls.  

Methods of 
communication  
include many of the 
following: Website, 
E-blast, to school 
staff and parents, 
email, text 
messaging,  
newsletters, social 
media, school 
morning 
announcements, 
telephone calls, 
mailings, School 
Board presentations, 
all-school meetings, 
public  meetings and 
forums, press 
releases and 
information sent 
home to parents by 
students.  
 
Non-conventional 
methods are 
employed for hard-
to-contact parents 
and community 
members, such as   
notices printed in 
local church bulletins 
or fliers posted in 
local business 
windows and lobbies 
and more.   
 
Other methods of 
internal messaging 
are: hard copies 
placed in mailboxes, 
postings on the 
Information Board, 
announcement s over 
the PA system, and 
staff and faculty 
meetings. 
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Principle Five – School Culture 

 
Statement of Practice 

School Partnerships and Activities 
 
DDOE Indicator 5.7: The school develops a plan around forming strong and strategic 
partnerships with community organizations and additional resources that will support the 
school’s mission and vision. 
 
Impact Statement: The school values parents and community support and welcomes 
opportunities to forge new partnerships while relying on existing and long-term working 
relationships forged over time.   

 
 
Plan Components: 

 Strategic Partnerships 

 Resources and Support 

 
 
The following strategies should be considered when developing plans for fostering 
community relationships and Partnerships 

 
 The school should use special programs and practices to involve families at the 

school. These strategies might include informal school-family gatherings, 
workshops, programs to promote family involvement at the school, and strategies 
for involving families of children with the most urgent academic and social needs. 

 Leadership should exhibit desire to recruit parents and community members for 
school tasks. 

 Considering the viewpoints of multiple stakeholders, and sharing decision making 
rights helps to build the foundational trust for all school-family-community 
partnerships. 

 Resources provided by local businesses, community-based programs, local 
universities and colleges add significantly to the ability of the school to implement 
high-quality programs including extracurricular activities, tutorial activities, 
mentoring programs, special school events, and more.  

 Partnerships represent opportunities to enhance core curricular offerings. 
 
 
 
 
 
 
 
 

http://www.ed.gov/pubs/ReachFam/spp.html
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RUBRIC: PRINCIPLE 5. 7 

 
 Below standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
1. Strategic 

Partnerships 
There is no evidence 
of the school’s 
commitment to 
building and 
nurturing strong 
community 
relationships.  
 

There is evidence of 
the school’s 
commitment to 
identify opportunities 
for building new 
community 
relationships.  
 

There is evidence of 
the school’s 
commitment to 
building and 
nurturing strong 
community 
relationships.  

There is significant 
evidence of and 
plans to accomplish 
the school’s 
commitment to 
building and 
nurturing strong 
community 
relationships 

2. Planning There is no 
partnerships plan 
provided.  
 

The partnerships 
component of the 
plan details out both 
existing and 
potentially new 
partners.  

The partnerships 
component of the 
plan details out both 
existing and 
potentially new 
partners. There is an 
outline as to how the 
partners will best 
support the school.  

The partnerships 
component of the 
plan details out both 
existing and 
potentially new 
partners locally, 
regionally, and/or 
nationally. There is 
clear strategy 
outlined as to how 
the partners will 
best support the 
mission and vision of 
the school.  
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Principle Six: Budget and Operations 

 
Statement of Practice 

Long Term Planning and Likelihood of Success 
 
DDOE Indicator 6.1: The school drafts a long-term plan for the success of its students, 
including a feeder pattern initiative and a way to ensure ownership with partner schools, with 
the LEA, and with the community. 
 
Impact Statement: Addressing both the current and future needs of the school and school 
community provide for greater likelihood that students will be provided with the necessary 
resources, and excellent education, over time.  
 
Plan Components: 

 Long-Term Plan: The school includes information on how it will continue with 
successful strategies after Priority status.   

 Likelihood for Success: The long-term school plan seems viable and is likely to prove 
successful after Priority status.  

 
The following strategies should be considered when considering the long-term plan 
for the school: 

 The plan considers the financial resources and strategies that may need to be 
extended past the Priority status 

 The school provides a summary of why it is likely to succeed, which is aligned to the 
mission and vision, as well as the programmatic strategies and priorities detailed 
within the plan and aligned to student achievement.  
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RUBRIC: PRINCIPLE 6.1 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Long Term 
Plan 

 There is no long 
term plan in place or 
the plan is 
insufficient. 

 The school has 
developed a timeline 
that specifically 
details the long term 
plan for the school’s 
success.  
 
The plan is aligned 
to the programmatic 
efforts. 
 

The school has 
developed both a 
narrative as well as 
timeline that 
specifically and 
comprehensively 
details the long-term 
plan for the school’s 
success.  
 
The plan is aligned 
to the programmatic 
efforts of the priority 
school model 
proposed. 
 

The school has 
developed both a 
narrative as well as 
timeline that 
specifically and 
comprehensively 
details the long-term 
plan for the school’s 
success. The plan is 
aligned to the 
programmatic 
efforts of the priority 
school model 
proposed and the 
links between the 
post-priority term 
and the priority 
term are clear.  

Likelihood 
for Success 

The long-term plan 
for the school does 
not provide 
consistent strategies 
over time. If 
implemented well, 
the plan is not likely 
to be successful and 
may be susceptible 
to a myriad of 
challenges.    

The long-term plan 
for the school 
provides consistent 
strategies over time,, 
though those 
strategies appear to 
change after the 
priority status, or 
over the course of 
the priority status.  
 
If implemented well, 
the plan is likely to 
have some 
successes, but is 
more likely to 
decline in 
effectiveness.   
 

The long-term plan 
for the school 
provides consistent 
and aligned 
strategies over time, 
as well as the human 
capital and pipelines 
needed to maintain 
the program.  
 
If implemented well, 
the plan is likely to 
be successful in the 
long-term, but may 
face some challenge 
unless proactively 
addressed.  
 

The long-term plan 
for the school 
provides consistent 
and aligned 
strategies over time, 
as well as the human 
capital and pipelines 
needed to maintain 
the program.  
 
There is a clear 
commitment to 
extending the 
mission and vision 
of the school and the 
resources are 
explicitly linked to 
priority strategies.  
 
If implemented well, 
the plan is highly 
likely to be 
successful and 
replicable in the 
long-term. 
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Principle Six: Budget and Operations 
 

Statement of Practice 
Budget 

 
DDOE Indicator 6.2: The school drafts a five-year budget that is aligned to the 
programmatic initiatives and priorities outlined in the plan. 
 
Impact Statement: When programmatic commitments are specifically attached to 
resources, it communicates an expectation to the public, as well as stronger likelihood that 
the intended outcomes of the plan will succeed.  
 
Plan Components: 

 Aligned Allocation: The budget allocates sufficient funding towards the priorities 
and programs identified in the plan.    

 Integration of Funds: The budget clearly utilizes all available funding, in alignment 
with the priorities of the plan, over the course of five years.   

 
The following strategies should be considered when drafting a five-year budget: 

 Priorities in the plan should be linked to specific financial requirements and then 
prioritized to clarify what can and cannot be included in the final budget, and plan.  

 Because the budget expresses how resources will be allocated and what measures 
will be used to evaluate progress, budget development is more effective when linked 
to overall school strategy.  

 When programmatic commitments are specifically attached to resources, it 
communicates an expectation to the public, as well as stronger likelihood that the 
intended outcomes of the plan will succeed. 

 By developing budgets that accommodate change, schools can respond to school 
needs more quickly and with greater precision. They can use resources efficiently to 
take advantage of the most promising opportunities. Furthermore, knowing that 
budgets have some flexibility frees budget developers from the need to "pad" 
budgets to cover a wide variety of possible developments. 

 One way in which schools can build flexibility into budgets is to prioritize according 
to strategic importance action plans that may have been initially rejected due to 
resource limitations. By doing this, they can act swiftly and decisively if additional 
resources become available. 

 An effective approach to discern the difference is to focus first on two questions that 
needs to be answered: 

o Where are we headed? Easy access to a few key details can help you predict 
shifts in the school’s overall financial trajectory. Identify and track the three 
to five factor that have the biggest impact on students and the school 
community and allocate financial resources accordingly. 

o How will we get there? Budgets must reflect the right level of detail to know 
how money is being spent and the value it’s generating—perhaps even down 
to the individual student or service level. 
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RUBRIC: PRINCIPLE 6.2 
 

 Below Standard 
(1) 

Approaching 
(2) 

Proficient 
(3) 

Exemplary 
(4) 

Aligned 
Allocation 

The budget does 
not allocate 
sufficient funding to 
meet all of the 
plan’s priorities and 
commitments.  
There is no budget 
narrative or clear 
understanding of 
how the budget will 
meet the priorities 
listed in the plan.  
 

 The budget 
allocates sufficient 
funding to meet 
most of the plan’s 
priorities and 
commitments.  
 
There is little 
additional 
information 
provided in the 
narrative regarding 
how the budget 
determinations 
were made.  
 
There is a lack of 
transparency on 
several key areas.   
 

The budget 
allocates sufficient 
funding to meet all 
of the plan’s 
priorities and 
commitments.  
 
The budget 
narrative provides 
a clear depiction of 
how resources 
were allocated and 
generally speaks to 
the impact that 
those resources will 
have on student 
achievement.  
 
There is 
transparency in 
regard to where the 
money is going, 
who controls it, and 
how much is being 
allocated to the 
school vs. the 
district.  
 

The budget clearly 
allocates sufficient 
funding to meet all 
of the plan’s 
priorities and 
commitments.  
 
The budget 
narrative provides 
a clear depiction of 
how resources 
were allocated, 
priorities within 
each line item, and 
flexibility that is 
built into the 
budgeting practices.  
 
The budget 
allocation is also 
tied to outcomes, 
and the heaviest 
spending and 
investment is on 
those areas that are 
most likely to 
support student 
achievement.  
 
There is clear and 
annotated 
transparency in 
regard to where the 
money is going, 
who controls it, and 
how much is being 
allocated to the 
school vs. the 
district. 

Integration 
of Funds 

The budget does 
not accurately 
account for all 
funding that the 
school will receive 
over a five-year 
period, given 

The budget 
accurately accounts 
for most of the 
funding that the 
school will receive 
over a five-year 
period, given 

The budget 
accurately accounts 
for all funding that 
the school will 
receive over a five-
year period, given 

The budget 
accurately and 
completely 
accounts for all 
funding that the 
school will receive 
over a five-year 
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current 
information. 

current 
information. 

current 
information.  
 

period, given 
current 
information.  
 
The plan accounts 
for contingencies, 
as well as a gradual 
reduction in grant 
funding over the 
course of the 
Priority status.  

Budget The school has little 
to no decision 
making authority 
related to budget 
and resource 
allocation. 

The school has the 
authority to 
negotiate some 
decisions related to 
budget or shifted 
resources, however 
final decisions are 
made at the district 
level. 

The school has 
control over 
budgetary decisions 
within an allotted 
school budget 
including but not 
limited to staffing 
structure, teacher 
compensation, 
technology, and 
curricular 
supplements.   
 
Leadership sets 
specific action plans 
and has the 
authority to shift 
resources to align 
with those 
priorities.  The 
school has a 
process for budget 
creation.  The 
school has a 
process to 
determine 
effectiveness of 
resources allocated 
and non-
instructional 
spending is 
minimized. 

The school has 
complete fiscal 
autonomy within an 
allotted school 
budget including 
but not limited to 
staffing structure, 
teacher 
compensation, 
technology, and 
curricular 
supplements.  
 
Leadership sets 
specific action plans 
and has the 
authority to shift 
resources to align 
with those 
priorities.  The 
school uses a 
rigorous approach 
to measure the 
impact of 
differentiated 
budget decisions on 
student outcomes.   
 
The school has a 
clear process for 
budget creation 
that involves 
multiple 
stakeholders and 
relevant data. 
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Principle Six: Budget and Operations 
 

Statement of Practice 
Governance and Management 

 
DDOE Indicator 6.3: The school specifies a governance and management structure that 
includes the role of the SEA, the LEA, the local school board, the PTA, and the School 
Advisory Team, ensuring clarity in decision-making and in supports.  
 
Impact Statement: Clear articulation of roles and responsibilities at the outset of any new 
initiative is critical to ensuring that expectations are known, commitments are shared, and 
ownership is allocated.  
 
Plan Components: 

 Governance The plan clearly identifies the governance structure of the school, 
consistent with regulatory requirements and the MOU.     

 Management: The plan clearly outlines the management structure, both within the 
school and related to the school.  

 
The following strategies should be considered when outlining the management and 
governance of the school within the plan: 

 Shared governance is a central value of integral leadership that requires continued 
hard work, open communication, trust, and respect. 

 The school has the central role in setting academic policy, and both the State and the 
District should hold school leader responsible for ensuring academic quality. 

 While board members have fiduciary responsibility for many of the business and 
financial decisions of the District and therefore the school, they should consider the 
views of the school and the commitments of the plan before making important 
decisions. 

 In cases of disagreement between the school, the district, the state and board 
members about decisions where both have responsibilities, the plan should clearly 
state how disagreements are addressed and by whom. 

 The most important aspect of shared governance or management is developing 
systems of open communication where staff members, board members, and the state 
work to align and implement strategic priorities, based on data and feedback from 
families and the community. 

 The plan should articulate how board and district decisions regarding the school are 
made  

 The plan should make clear who makes what decisions, who is to be consulted, and 
who must approve 

 Board leaders, members of the DDOE, and the District Chief/Superintendent should 
meet annually with school leaders, aside from normal board meetings and school 
meeting times. Doing so allows for a full and open exchange of ideas. 

 Prepare and distribute a simple one-page chart describing who makes which 
decisions. The chart should describe different decisions across the vertical axis and 
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decision makers across the horizontal axis. Within each of the boxes, the role of the 
respective decision makers is listed (e.g., consultation, recommendation, making 
initial decisions, approving of decision, acting as appellate body). 

 Clearly communicate decisions being considered by the state, the board and the 
district, why those decisions are being considered, the timetable for the decision, and 
the extent of the school’s (or other stakeholder’s) opportunity to participate in the 
decision-making process.  
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RUBRIC: PRINCIPLE 6.3 

 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Governance The plan does not 

address the 
governance 
structure, or does 
so briefly.   

The plan addresses 
the governance 
structure broadly, 
and by definition. 
There is no clear 
articulation about 
decision-making or 
the various roles 
that groups might 
play in the process.  

The plan 
comprehensively 
outlines the 
governance 
structure, including 
a decision tree, and 
the roles and 
responsibilities for 
all major 
stakeholder groups.  

The plan 
comprehensively 
outlines the 
governance 
structure, including 
a decision tree, and 
the roles and 
responsibilities for 
all major 
stakeholder groups. 
 
The plan includes 
the communication 
structure involved 
with the 
governance model 
and specifically 
articulates how 
processes will be 
handled in times of 
disagreement.  

Management The plan does not 
address the 
management 
structure, or does 
so briefly.   

The plan addresses 
the management 
structure broadly, 
and by definition. 
There is no clear 
articulation about 
decision-making or 
the various roles 
that groups might 
play in the process.  

The plan 
comprehensively 
outlines the 
management 
structure, including 
a decision tree, and 
the roles and 
responsibilities for 
all major 
stakeholder groups.  

The plan 
comprehensively 
outlines the 
management 
structure, including 
a decision tree, and 
the roles and 
responsibilities for 
all major 
stakeholder groups.  
 
The plan incudes 
the communication 
structure involved 
with the 
governance model 
and specifically 
articulates how 
processes will be 
handled in times of 
disagreement.  
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Principle Six: Budget and Operations 

 
Statement of Practice 

External Provider Sheet 
 
DDOE Indicator 6.4: The school outlines its commitment to any external providers, and 
clearly demonstrates a careful selection process through the development of a quality 
assessment sheet. 
 
Impact Statement: Schools cannot be experts in everything, so having a quality list of 
external providers to provide expertise can maximize the time and resources of the school 
and provide for the best possible outcome.  
 
Plan Components: 

 Process: The plan identifies the process that the school would use when selecting 
and contracting with external providers.  

 Providers: The plan identifies any providers that have been pre-selected for use 
during the course of the plan, with information and evidence to support their overall 
value and support towards meeting the goals of the school.  

 
 
 
The following strategies should be considered when outlining the management and 
governance of the school within the plan: 
 

 When contracting with an external provider, the following should be considered: 
o Provider’s information sheet and background report 
o Previous evaluations of the Provider by partners, other schools or districts, 

etc.  
o The cost of the Provider in relation to the quality of services 
o Provider outcomes from other projects and work 
o How the Provider will ultimately be selected – who is involved? 
o Recognizing and understanding the process for dealing with conflict 
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RUBRIC: PRINCIPLE 6.4 

 
 Below Standard 

(1) 
Approaching 

(2) 
Proficient 

(3) 
Exemplary 

(4) 
Process The plan does not 

include a clearly 
articulated process 
around how 
providers will be 
selected and 
reviewed.  
 
The process that 
may be listed 
focuses on prior 
relationships or ease 
of securing, and not 
on the best 
resources for 
students and staff.  

 The plan articulates 
a process around 
how providers will 
be selected and 
reviewed.  

The plan includes a 
clearly articulated 
process around how 
providers will be 
selected and 
reviewed.  
 
The process focuses 
on the success and 
outcomes seen by 
the provider in other 
projects or with 
other schools.  

The plan includes a 
clearly articulated 
process around how 
providers will be 
selected and 
reviewed.  
 
The process focuses 
on the success and 
outcomes seen by 
the provider in other 
projects or with 
other schools.  
 
External providers 
are prioritized based 
on key levers for 
student 
achievement, 
priorities of the 
school, and areas 
where further 
expertise is 
warranted and 
valuable.  

Providers Providers that are 
selected are the 
same providers that 
the school currently 
uses and/or are the 
same providers 
uniformly used 
across the district.  
 
There is no link 
between the 
provider and 
outcomes.  

Providers that are 
selected may have a 
good reputation, but 
do not have a 
proven track record 
of success.  
 
There may be 
reservations or 
issues with the 
provider and 
alignment with 
strategic priorities 
and programs of the 
school.   

Providers that are 
selected have a 
proven record of 
providing 
exceptional 
outcomes in the 
services provided.  

Providers that are 
selected have a 
proven record of 
providing 
exceptional 
outcomes in the 
services provided.  
 
The providers 
selected provide 
services that will 
drive the school 
towards its 
programmatic 
mission and vision.  
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INTRODUCTION 
 
This resource guide was developed as a companion to the formal Memorandum of 
Understanding and is intended to provide transparent guidance on best practices, 
strategies, and indicators when developing the School Plan. It also explicitly highlights how 
plans will be reviewed. The assessment process for School Plans will produce a benchmark 
report that identifies and minimally describes strengths, progress markers and identified 
needs for improvement. District and school planners should rely on the interim report’s 
findings when they develop the next versions of their respective School Plans.  

After reading the guidelines provided in Part I and Part II of this guide, two important 
questions remain: 

 How can leaders and planners act upon the findings of the Turnaround Guide- 
crafting comprehensive, coherent, and research-supported plans, and then 
implementing them with fidelity?  

 Where might planners go to obtain relevant learning and improvement resources? 
This Turnaround Guide is one response to these questions. Its primary purpose is to 
provide planners with useful resources and a clear outline of expectations. It also 
provides, in this appendix, a list of resources used in its development.  

Three important types of sources are included in the Turnaround Guide:  (1) Recent 
research and promising improvement theories;  (2) Best practice and policy briefs;  and 
(3) Relevant websites with solid improvement recommendations and learning resources. 
The resources included in this guide have substantial support. Thus, there is no question 
about their use-values. To the extent that the strategies and priorities included in this guide 
are implemented with fidelity and all relevant professional development and adoption of 
innovation requirements have been met, schools are likely to improve and accelerate 
student learning.  
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