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	PHILOSOPHY
	Leaders may have developed a vision; however the staff does not act upon that vision.  There is very little congruence between the stated or written priorities and what the staff believes the priorities should be.  Leaders’ plan to meet building goals does not address differences in beliefs or priorities among the staff.   Teachers, lacking direction or agreement on the direction, act in disconnected ways.  There is no identifiable and positive school culture that would support a unified vision.

	Leaders have clearly articulated a vision for the school.  Teachers generally share that vision and can describe what success looks like.  There is a focused improvement/action plan that is aligned with the mission and that has measurable goals that are also prioritized. Leaders are intentional about ensuring everyone on the staff understands the school’s priorities and teachers can name the top priorities.  The plan is followed.  The school’s culture supports the vision and goals.  The students in the school and the community members identify the culture of the building as one of inclusion for all students.
	Teachers and leaders develop a vision for the school and act upon that vision.  The vision is aligned with that of the district’s and community’s. There is a focused action plan with measurable goals that are also prioritized.  Teachers have input into the action plan and take concrete steps to help implement the plan.  There is great congruence between what the top priorities of the school are and what teachers believe they should be.  The vision, goals, and plan are revisited regularly and often.  When conflicts arise, the priorities are followed.  The behavior of the staff continually reinforces the school’s philosophy.  Teacher leaders establish high expectations and ensure new teachers and others understand and act upon the school’s philosophy. The students in the school and the community members identify the culture of the building as one of inclusion for all students.
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	PROCESSES
	Curriculum, assessment, and instruction are not aligned or there is not a process to tighten the alignment.  Staff development is often ad hoc or bears only a loose relationship to the building action plan.  Administrators overly rely on the latest program or initiative instead of practices to solve identified weaknesses.  Building leaders and teachers collect data of student progress, but the data is not used to improve instruction.  Special education is seen as a separate program and not all students have access to a rigorous curriculum.  There is no process to develop good habits of mind among students.

	Teachers receive training on key practices such as curriculum alignment, use of data, differentiated instruction, time on task, or direct instruction.  There is a process to align curricula: teachers have explicit lists of what students have to know and be able to do, and assessments are closely tied to these learning objectives.  There is a process in place to collect data/evidence of student progress and proficiency.  Teachers use achievement data to improve instruction.  All students have access to core proficiencies and a rigorous curriculum. Teachers and administrators take concrete steps to develop good habits of mind among students.  Building leaders develop practices to expand parental involvement.    
	Staff development is closely aligned with building goals and priorities.  There is careful and purposeful integration of the processes to define the curriculum, develop aligned assessments, and strengthen classroom instruction.  There is a process in place to collect evidence of student progress and proficiency.  Teachers work collaboratively and use achievement data to improve instruction.  All students have access to a rigorous curriculum and instruction is differentiated to meet the needs of both struggling and advanced students.  Students have opportunities to extend time and learning beyond the school day.  Teachers meet regularly in professional learning communities to share best practices, monitor student progress, and design interventions. The staff takes concrete steps to develop good habits of mind among students and leadership density among the staff.  The school develops practices to engage the community and expand parental involvement.
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	IMPLEMENTATION
	The quality of instruction is inconsistent and/or poor.  The range of instructional strategies is narrow and the strategies are not the most appropriate or effective. The staff fails to implement the school’s action plan.  Administrators monitor instruction, but feedback is vague or teachers do not adjust instruction based on feedback.  Administrators evaluate teachers regularly; however, evaluations provide little useful information to improve classroom instruction.  Poor performing teachers are not held accountable.  Staff development is not tied to data about teacher areas for improvement.

	The school gets results.  The quality of instruction is proficient and improving.   Teachers use a wide range of instructional strategies matched to the appropriate level of rigor and relevance.  The staff effectively carries out the school’s action plan.  Administrators monitor instruction frequently and provide clear feedback on instruction.  Teachers act upon the feedback they receive.  Teachers are evaluated regularly, and evaluations are conducted with a rubric that outlines specifically what great teaching looks like.  Administrators collect data on teacher performance.   These data help plan staff development and strengthen teacher performance.  Teachers adjust instruction based on new training and data.  

	The school gets results.  Good quality instruction is pervasive.  Teachers consistently draw on an extensive repertoire of instructional strategies that challenge all students to think critically. The staff effectively carries out the school’s action plan.  Key building actions are frequently checked against the goals for consistency.  The staff holds itself accountable.  Administrators monitor instruction frequently and provide clear feedback on instruction.  Teachers welcome observations and feedback.  Spot observations include specific feedback tied to the building priorities and staff development goals.  Teachers are evaluated regularly, and evaluations are conducted with a rubric that outlines specifically what great teaching looks like.  All teachers develop a specific improvement plan collaboratively with the administrators and work to fulfill the goals of that plan.  Administrators collect data on teacher performance.  Poor performing teachers are remediated.  Use and effectiveness of key practices are measured.  Data on achievement is collected and analyzed by building leaders.  This data helps plan staff development and strengthen teacher performance.  The building leadership is intentional about collecting and acting upon relevant feedback from parents and the community.

	Notes:  
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