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Clark Pleasant Community Schools  

Instructional Coach Evaluation Rubric 
Domain A:  Professional Relationships 

Competencies Highly Effective (4)  
At level 4 a coach fulfills most 
of the criteria at level 3 and 
additionally: 

Effective (3) Improvement Necessary (2) Ineffective (1) 

A.1 Builds Trust - Most to all staff seek 
assistance in improving their 
instructional skills by 
initiating coaching contacts. 
 
 
 
 

-Establishes and displays 
clear norms of mutual 
respect for professional 
interaction, including 
honesty, integrity, and 
confidentiality. 
- Projects and maintains 
positive and productive 
relationships with colleagues. 
-Some staff seek assistance in 
improving instructional skills 
by initiating coaching 
contacts. 
- Resources, data, and 
feedback are given in a 
timely fashion. 
-Communicates effectively 
and appropriately with 
principal. 

-Inconsistently establishes 
and displays clear norms of 
mutual respect for 
professional interaction, 
including honesty, integrity, 
and confidentiality. 
- Projects and maintains 
positive and productive 
relationships with select 
groups of staff and principal. 

-Fails to establish and display 
clear norms of mutual 
respect for professional 
interaction, including 
honesty, integrity, and 
confidentiality. 
-Fails to maintain positive and 
productive relationships with 
colleagues and principal. 

A.2 Engages Others  - Engages most instructional 
staff in acquiring new 
instructional skills by 
challenging adults at their 
instructional level and pacing 
and adjusting coaching 
strategies or plans 
appropriately. 

-Initiates efforts to 
collaborate with staff and 
other instructional coaches 
within the district. 
- Promotes a culture of 
professional inquiry. 
- Participates actively in 
school and district initiatives. 

-Collaborates with staff and 
other instructional coaches 
when required. 
-Does not encourage 
professional inquiry. 
-Participates in school and 
district initiatives when 
required. 

-Does not regularly 
collaborate with others, 
support professional inquiry, 
or support district initiatives. 
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Domain B:  Effective Coaching Skills 

Competencies Highly Effective (4) 
At level 4 a coach fulfills most 
of the criteria at level 3 and 
additionally: 

Effective (3) Improvement Necessary (2) Ineffective (1) 

B.1 Routines and 
Procedures 

-Establishes multiple, flexible 
procedures for accessing 
support. 
-Organizes and maintains 
resources and the 
environment to support staff 
and programs in ways that 
maximizes usage. 

-Has established a clear 
procedure for teachers to use 
in gaining access to support. 
- Organizes environment and 
resources to support staff 
and programs. 

-Procedures for accessing 
support are unclear or 
inconsistent. 
-Environment and resources 
are inconsistently organized. 

-Has no procedures for 
accessing support. 
-Environment and resources 
are disorganized and not 
regularly utilized. 

B.2 Knowledge and 
Resources 

- Demonstrates thorough 
knowledge of area(s) and 
trends in professional 
development.  
- Has a full awareness of 
resources available in the 
larger professional 
community for teachers to 
advance their skills. 
-Instructional strategies and 
materials are innovative 
and/or from multiple, 
research-based sources. 
-Planning and delivery of high 
quality support is evident in 
teacher growth in area of 
focus. 
 

-Demonstrates a thorough 
knowledge of the school’s 
initiatives and goals. 
-Has a full awareness of 
research-based resources 
available in the school and 
district for teachers to 
advance their instructional 
skills and locates those 
resources when asked to do 
so. 
- Lesson modeling, 
observations, and other 
support is of high quality and 
appropriate to the needs of 
the teachers being served. 
 

-Demonstrates an incomplete 
knowledge of school’s 
initiatives and goals. 
-Has some knowledge of 
resources available and/or 
inconsistently provides those 
when asked to do so. 
-Lesson modeling, 
observations, and other 
support does not always 
engage teachers in areas of 
desired growth. 

-Is often unaware of school’s 
initiatives and goals or 
available resources. 
-Does not regularly follow 
through on providing 
resources when asked. 
-Models lessons, performs 
observations and other 
coaching support, but it is 
rarely focused on areas of 
desired growth. 

B.3 Use of Coaching 
Strategies 

-Allows for a balance of 
coaching strategies 
accurately chosen based on 
needs of teachers and 

-Uses coaching strategies to 
support the situation and 
goal. 
-Coaching strategies include 

-Coaching strategies do not 
always support the situation 
or goal. 
-Not all coaching strategies 

-Coaching strategies do not 
support teacher reflection or 
growth of a majority of staff. 
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situations. 
 
-Conferencing strategies 
promote self-efficacy and 
problem solving within the 
teacher. 
 
-Teacher reflection is 
consistently utilized to plan 
future support. 
 
-Continual follow up for 
teacher (s) supports lasting 
change or implementation of 
new strategies and practices. 

planned observations, 
modeling, co-teaching, 
coordinating peer 
observations, and providing 
and/or supporting group 
presentations. 
- Utilizes appropriate 
conferencing strategies 
before and after classroom 
observations, modeling, and 
co-teaching and when 
assisting with planning. 
-Provides teachers 
opportunities for formal or 
informal reflection to assess 
future support needed by the 
teacher. 
-Follows up with teacher(s) 
as needed to provide support   
of new /change in strategies 
or practices.  

are evident or of high quality. 
-Conferencing is sometimes 
included in the coaching 
process. 
-Inconsistently uses 
reflection with teachers as a 
part of planning future 
support. 
-Follows up at times with 
teachers, and does not 
always provide appropriate 
support to promote teacher 
growth. 

B.4 Modeling  -Modeling process includes 
all three components of a 
preconference, model lesson, 
and a post conference. 
-Goal for teacher growth is 
evident in the plan for the 
lesson.  

-Modeling process should 
include 2 of 3 components: 
preconference, model lesson, 
and post conference. 
-Preconference includes 
resources, procedure, and 
rationale for model lesson. 

-Modeling process includes 1 
of 3 components: 
preconference, model lesson, 
and post conference. 
-Resources, procedures, and 
rationale are not always 
provided 

-Model lessons are not 
utilized as a coaching strategy 
or are ineffective at 
promoting teacher growth. 

B.5 Co-planning and Co-
teaching for Data 
Driven Instruction 

-Uses a co-teaching model 
when appropriate to support 
implementation of strategies, 
initiatives, and staff growth. 

-Collaborates with 
instructional staff in the 
design of lessons or units. 
-Assists in assessment data 
interpretation and in using 
data and assessments to plan 
standards based instruction. 
 

-Assists in interpreting data 
but does not link it to 
instructional planning or 
student achievement goals. 

-Does not effectively 
collaborate with staff or use 
student data to assist with 
planning. 
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B.6 Planned Observation 
and Data Collection 

-Uses coaching strategies 
and/or makes suggestions on 
improving instruction and 
student achievement based 
on data collected, students’ 
needs, and knowledge of 
goals for teacher growth. 

-Following requested 
observations, guided 
reflection and conference 
provide an accurate and 
objective description of 
practice, citing specific 
positive and negative 
characteristics.  
-Uses coaching strategies, 
including questioning, and/or 
makes specific suggestions as 
to how the instruction might 
be improved. 

-Feedback from observations 
is always focused on 
suggestions and lacks 
objective description and or 
questioning strategies to 
promote teacher reflection 
and growth. 

-Observation is performed 
however, data is not 
collected or shared and 
feedback and reflection with 
teachers is not evident. 

 

Domain C:  The Coaching Program  

Competencies Highly Effective (4) 
At level 4 a coach fulfills most 
of the criteria at level 3 and 
additionally: 

Effective (3) Improvement Necessary (2) Ineffective (1) 
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C.1 Planned Support -Formally gathers 
data/information, including 
longitudinal data, and reflects 
on individual and group 
assessment of need to 
determine, facilitate and/or 
provide professional 
development opportunities. 
-Professional development 
plan models best practice 
instructional techniques. 
-Has high expectations for 
teacher growth to promote 
high student achievement. 
-Involves staff in the decision 
making process when 
planning professional 
development. 

 - Assesses level of teacher 
skill in delivering building and 
corporation initiatives, grade 
level goals, or individual 
goals, including those from 
Teacher Effectiveness Rubric. 
-Has clear goals and plans 
when delivering support. 

-Sometimes assess level of 
teacher skill in delivering 
building and corporation 
initiatives, grade level goals, or 
individual goals, including those 
from the Teacher Effectiveness 
Rubric. 
-When delivering support, some 
goals and plans are clear while 
others are vague. 

-Does not assess level of 
teachers or set goals when 
delivering building and 
corporation initiatives, grade 
level goals, or individual 
goals. 

C.2 Assessment -Communicates coaching 
program goals and coaching 
self-evaluation data with 
staff. 

--Self-evaluates the coaching 
program.  
 the coaching program.  
-Makes revisions to the 
coaching program goals as 
needs arise. 

-Self-evaluates the coaching 
program, but does not make 
revisions based on that 
evaluation or as needs arise. 

-Does not self-evaluate the 
coaching program. 

C.3 Documentation and 
Data 

-Regularly analyzes and 
reflects on building level 
data, including longitudinal 
data, with staff. 

-Creates and maintains 
documentation of data from 
assessments and/or 
programs as requested by 
administrators. 

-Inconsistently maintains 
documentation of data. 

-Does not maintain 
documentation of data. 
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Core Professionalism Rubric 

These indicators illustrate the minimum competencies expected in any profession. These are separate from the other sections in the rubric because they have 
little to do with teaching and learning and more to do with basic employment practice.  Teachers are expected to meet these standards.  If they do not, it will 
affect their overall rating negatively.  
 

Indicator Does Not Meet Standard  Meets Standard  

1 Attendance Individual  demonstrates a pattern of unexcused 

absences  

Individual has not demonstrated a pattern of 

unexcused absences 

2 On-Time Arrival Individual demonstrates a pattern of unexcused 

late arrivals (late arrivals that are in violation of 

procedures set forth by local school policy and by 

the relevant collective bargaining agreement) 

Individual has not demonstrated a pattern of 

unexcused late arrivals (late arrivals that are in 

violation of procedures set forth by local school 

policy and by the relevant collective bargaining 

agreement) 

3 Policies and 

Procedures 

Individual demonstrates a pattern of failing to 

follow state, corporation, and school policies and 

procedures (e.g. procedures for submitting 

discipline referrals, policies for appropriate attire, 

etc) 

Individual demonstrates a pattern of following state, 

corporation, and school policies and procedures 

(e.g. procedures for submitting discipline referrals, 

policies for appropriate attire, etc) 

 

 Prior to a teacher having their overall rating negatively affected by the Core Professionalism Rubric component, a pattern of behavior must be 

documented by the primary evaluator and brought to the attention of the teacher.  The evaluator should first provide the teacher a verbal and written 

warning outlining the action(s) that do not meet the standard.  If the action(s) occur again, the evaluator should provide the teacher with a written 

reprimand outlining the actions of the teacher which do not meet standard and clear expectations of professional behavior outlined.  If the action(s) 

occur a third time the primary evaluator will notify the teacher of his/her intent to indicate the teacher does not meet the Core Professionalism 

standard(s) and a deduction will be made ranging from .5 to 1 point.  A teacher may request a conference with the superintendent or designee if the 

teacher is in disagreement with the primary evaluators rating and/or point deduction from the TER. 

 In cases of gross insubordination, disregard for student wellbeing or safety, or actions contrary to the expected ethics of the CPSCS professional staff the 

primary evaluator will notify the superintendent immediately.  The superintendent or designee will conference with the teacher and may impose a 

deduction of up to one point on the TER if so warranted. 

  


