
 

Charlotte Danielson Framework For Teaching 
Teacher Evaluation: Postings and Assurances 

 
Per MCL 380.1249 Revised: Beginning with the 2023 - 2024 school year, a school district, 
intermediate school district, or public school academy shall post on its public website specific 
information about the evaluation tool(s) used for its teacher and administrator performance 
evaluation system.  
 
The district has approved this evaluation tool after implementing a fidelity review process. Its 
contents comply with the law, specifically with the CHARLOTTE DANIELSON FRAMEWORK 
FOR TEACHING. 
 
​ ​ ​ ​ ​ ​ ​ ​  
Michael J. Vieau, Superintendent 
 
​ ​ ​ ​ ​ ​ ​ ​  
Signature of Superintendent ​ ​  
 
​ 07/17/2024​ ​ ​ ​ ​ ​ ​  
Date of Approval  
 
 
 
Research Base for the Evaluation Framework, Instrument, and Process [Section 1249(3)(a)] 
 
Links 
Research for Danielson 
http://www.danielsongroup.org/research/ 
 
Framework 
http://www.danielsongroup.org/framework/ 
 
Instrument (you must download) 
http://www.danielsongroup.org/download/?download=449 
 
Practice (you must download) 
http://www.danielsongroup.org/download/?download=449 
 
Administration: Research and assurances for the School ADvance Evaluation tool can be found 
on their website at goschooladvanc.org or in this PDF document.   
 

 
 

http://www.danielsongroup.org/research/
http://www.danielsongroup.org/framework/
http://www.danielsongroup.org/download/?download=449
http://www.danielsongroup.org/download/?download=449
https://goschooladvance.org/wp-content/uploads/2019/07/School-ADvance-Assurances-2-0_Aug2018.pdf
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Identification and Qualifications of the Author(s) [Section 1249(3)(b)]  
 
Tool Identification 
Teachers 

●​ Charlotte Danielson is the author of The Danielson Framework for Teaching, Ed., 2013 
Charlotte Danielson’s qualifications are as follows: 

o​ Graduate of Cornell, Oxford, and Rutgers Universities;  
o​ Has taught at the K-12 and university levels;   
o​ Former employment roles have included curriculum director,  
o​ Staff development director and is presently the founder of the Danielson Group;   
o​ A world-renowned expert in teacher effectiveness and the design of teacher 

evaluation systems 
o​ Framework for Teaching has become the cornerstone for effective teaching in the 

United States;   
o​ Framework for Teaching is among several approved models in over 20 states and  
o​ Publications include Enhancing Student Achievement:  

▪​ Framework for Student Improvement;  
▪​ Teacher Leadership that Strengthens the Profession;  
▪​ Talk about Teaching! Conducting Professional Conversations.  

Administration 
●​ School ADvance 

The co-principal investigators for School ADvance™ are Dr. Patricia Reeves and Patricia 
McNeill. Dr. Reeves is an Associate Professor of Educational Leadership and Research at 
Western Michigan University (since 2004) and served as a Michigan local school district 
central office administrator and superintendent from 1984 to 2004. She also served as a 
contracted associate executive for education policy, leadership development and 
credentialing, and educator evaluation from 2004-2016. Patricia McNeill served as 
executive director for Michigan ASCD from 2010- 2013 and as a Michigan district 
administrator and assistant superintendent from the mid-1980s through 2010. 
Additionally, the two above referenced Co-Principal Investigators and Researchers 
collaborated with several WMU faculty, doctoral assistants, school leaders, other experts 
in the field, and co-researchers through several major grant projects to develop the 
research base for the School ADvance Administrator Evaluation system. For a list of 
some of the major published works that informed the development of School ADvance, 
see ”Research Base References.” 
 
The remainder of the research and assurance for School ADvance can be found on their 
website at goschooladvanc.org or this pdf document.  
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Evidence of Reliability, Validity, and Efficacy [Section 1249(3)(c)]  
 

●​ In addition to the substantial research that contributed to the creation of Charlotte 
Danielson’s Framework for Teaching, studies have been conducted post-implementation, 
which help demonstrate the tool's reliability, validity, and efficacy. In Chicago, the 
University of Chicago conducted a two-year research on Chicago Public School’s 
Excellence in Teaching Pilot, which incorporated Danielson’s Framework for Teaching 
evaluation tool. The study's findings indicated that the tool produced an instrument 
designed with evidence of reliability, validity, and efficacy. These testing metrics support 
the credibility of the ratings for effective classroom observations.   

●​ In Hillsborough County, Florida, the school district’s use of Danielson’s Framework for 
Teachers was studied as part of the Measures of Effective Teaching (MET) project 
underwritten by the Bill and Melinda Gates Foundation. The findings revealed that 
despite the tendency of school leaders to assess their teachers at higher levels, there was 
minimal impact on the assessments conducted by peer observers and principals from 
other schools. Thus, the similarity of the comparison findings from both the MET project 
and the Bill and Melinda Foundation is evidence of the reliability of the Framework 
evaluation instrument. 

Administrators 
●​ The remainder of the research and assurance for School ADvance can be found on their 

website at goschooladvanc.org or this pdf document.  
 
 
Evaluation Framework and Rubric [Section 1249(3)(d)]  
Teachers 

●​ The Charlotte Danielson Framework for Teaching evaluation frameworks and rubrics 
with detailed descriptions for each performance level on key summative indicators are: 
Three separate performance ratings within the Charlotte Danielson Framework for 
Teaching Tool are to be decided upon by the evaluator and assigned to reflect the 
teacher’s performance related to each separate evaluation component which is (from 
lowest to highest): Effective, Developing, Needing Support. Section 1249 of Michigan’s 
Revised School Code requires that the District’s performance evaluation system assign an 
effectiveness rating to each teacher or administrator of Effective, Developing, Needing 
Support (MCL 380.1249(2)(g)). The Covenant House Academy annual performance 
evaluation tool recognizes each of the Charlotte Danielson Framework for Teaching 
ratings for purposes of scoring and determining the overall annual performance 
evaluation rating given to equal the following:  

o​ Effective  
o​ Developing 
o​ Needing Support 

Administrators 
●​ School ADvance Administrator Performance Levels The School ADvance Rubrics are 
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organized around four levels of performance: Highly Effective, Effective, Minimally 
Effective, and Ineffective, as required by the State of Michigan statute. The authors 
permit using other comparable performance category terms according to the requirements 
of Michigan or other state statutes and user district preferences (e.g., Extended, 
Developed, Basic, Not Yet Addressed). An administrator may stay in a given 
developmental level for one or more evaluation cycles depending on the areas of 
development deemed the highest priority for addressing the school's needs in any given 
evaluation cycle or series of cycles. Each research-validated School ADvance 
characteristic is described in behavioral terms deriving from detailed descriptions of the 
work associated with positive school and district results distilled from multiple studies. 
To create differentiated performance levels for each characteristic, Reeves/McNeill 
created a developmental key that applies to each characteristic as follows: 1. Ineffective 
or Not Yet Addressed: The administrator is not able to demonstrate, at least, a minimal 
level of performance in the characteristic at the Basic or Minimally Effective level 2. 
Minimally Effective or Basic: The administrator can demonstrate work to develop 
personal knowledge, compliance, and ownership sufficient to administer the work 
associated with the characteristic at a maintenance level. 3. Effective or Developed: The 
administrator can demonstrate work to engage, direct, motivate, and develop the capacity 
of key staff and stakeholders (i.e., developing their knowledge, ownership, practice, 
compliance, etc.) to conduct the critical work associated with the characteristic. 4. Highly 
Effective or Extended: The administrator can demonstrate the development, motivation, 
and empowerment of leaders among key staff and stakeholders to conduct/lead the 
critical work associated with the characteristic at an extended level, and the administrator 
can demonstrate extended personal leadership for the work associated with the 
characteristic at a level beyond the scope of responsibility for the position the 
administrator holds.  

 
The remainder of the research and assurance for School Advance can be found on their 
website at goschooladvanc.org or this pdf document.  

 
 
 
Description of Process for Conducting Classroom Observations, Collecting Evidence, 
Conducting Evaluation Conferences, Developing Performance Ratings, and Developing 
Performance Improvement Plans [Section 1249(3)(e)]  
 

●​ BAISD Special Education and Career Center Teachers, District Administrators 
Evaluation Frequency 
Teachers 

○​ Teachers will be observed annually when they are non-tenured. Once a teacher 
reaches tenure and receives an effective rating on three consecutive evaluations, 
they will be able to be evaluated triennially unless the teacher requests to be 
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evaluated more frequently.  
○​ Each teacher will be formally observed at least two times during their evaluation 

year. One of the observations will be unscheduled in cooperation with collective 
bargaining units. An observation shall include a review of the lesson plan, the 
state standards being used in the lesson, and the teacher’s engagement with the 
students. Staff members are to have lesson plans available for the administrator to 
review, including having them available for unscheduled observations. All staff 
formal observations shall be a minimum of fifteen minutes in length.  

○​ Administrators shall ensure that the teacher is provided feedback within 30 days 
of each formal observation.  

○​ Special education and CTE teachers will participate in a post-observation 
conference. This conference will allow the teacher to discuss elements of the 
observation with the evaluator. It is not a requirement but an opportunity and will 
be conducted at the teacher's or administrator's request. 

​ Administrators 
○​ The individual conducting the administrator’s evaluation shall visit the school 

building where the building-level school administrator works, review the 
building-level school administrator's school improvement plan, and observe 
classrooms with the building-level school administrator to collect evidence of the 
school improvement plan strategies being implemented.  

○​ Must include a mid-year progress report 
○​ If new to the position for the first three years, you must be assigned a mentor.  
○​ Once an administrator reaches three years of an effective rating on three 

consecutive evaluations, they will be able to be evaluated biennially.   
 

Evaluation Content – Performance Criteria 
○​ The teacher and administrator’s evaluation process shall be rigorous, transparent, 

and fair. Bay-Arenac ISD will use the Danielson Framework 2nd Edition and 
School ADvance Framework as its tool for the teacher or administrator evaluation 
portion that is not measured by student growth. The evaluation rubric identifies 
the following domains: 

​ Teacher 
○​  Planning and Preparation 
○​ The Classroom Environment 
○​ Instruction 
○​ Professional Responsibilities will include disciplinary records, significant, 

relevant accomplishments and contributions to the school's overall performance, 
relevant special training other than PD or continuing education, and meaningful 
integration of such training into instruction.   

○​ The 5th domain, Evidence of Student Growth, will measure student growth. 
​ Administrator 

○​ System Components Domains, Factors, and Characteristics The School ADvance 

 
 



 

Administrator Evaluation framework starts with five domains of leadership 
practice for the principal and five for the central office administrator or 
superintendent. For all administrators, the first domain (Domain 1) is Results (in 
Michigan, referenced in Section 1249b as “student growth”).  

○​ School ADvance provides a framework for linking results to an administrator’s 
evaluation that will adapt to a state growth or value-added model.  

■​ The Results domain allows districts to set growth or other improvement 
targets in various ways to provide a more robust picture of performance 
impact. It is also tied directly to school—and district-level improvement 
goals.  

■​ The other four domains for principals and central office/superintendents 
are broadly aligned but also adapted to fit the differences in both levels 
and scopes of responsibility between the building level and district 
administration. Each domain is broken down into performance factors 
corresponding to significant areas of responsibility found in research on 
building and district leaders. Within each Factor, 3-5 characteristics are 
derived from a deeper analysis of research findings.  

■​ Rubric Design: Each of the characteristics of the School ADvance 
Administrator Evaluation Framework is supported by a set of descriptors 
that correspond to that characteristic in observable and documentable 
ways. The descriptors avoid value-laden words and qualifiers that are not 
observable or documentable. The Formative Rubrics The descriptors in the 
Formative Rubrics are sufficiently detailed to provide administrators with 
explicit reference points for their work and for ways to raise performance 
levels. 

 
Evaluation Content - Student Growth Data and Percentages 

○​ Per State guidelines, student growth must be a component of the teacher’s 
year-end evaluation. For the 2024 - 2025 school year and after that, student 
growth will be 20% of the teacher’s evaluation.  

○​ Bay-Arenac ISD teachers and administrators will use Student Learning 
Objectives. Student Learning Objectives are measurable, long-term academic 
goals informed by data that the teacher or teacher teams set up at the beginning of 
the year for all students. Teachers will present data on the Student Learning 
Objective when demonstrating student achievement on the year-end evaluation.  

○​ Year 1 teachers and those with an IDP will be required to have a Mid-Year 
Progress Report conducted by their evaluator. Administrators will have a 
mid-year progress report each year they are evaluated.  

  
Levels of Performance 
Teachers 

○​ Each component element has three performance levels: Effective, Developing, 

 
 



 

and Needing Support. The levels range from teachers who are still striving to 
master the rudiments of teaching (needing support) to highly accomplished 
professionals who are able to share their expertise (effective). 

  
■​ Effective 

●​ The teacher clearly understands the concepts underlying the 
component and implements them well. Most experienced, capable 
special educators will regard themselves and be considered by 
others as performing at this level. A proficient special education 
teacher is an outstanding educator. 

■​ Developing 
●​ The teacher appears to understand the concepts underlying the 

component and attempts to implement its elements. However, 
implementation is sporadic, intermittent, or only partially 
successful. Additional reading, discussion, visiting other teachers, 
and experience (mainly supported by a mentor) will enable the 
teacher to become proficient in this area. This level is minimally 
competent for supervision or evaluation - improvement is likely 
with experience, and little or no actual harm is done to students. 

■​ Needing Support 
●​ The teacher does not yet appear to understand the concepts 

underlying the component. Working on the fundamental practices 
associated with these elements will enable teachers to grow and 
develop in this area. There is a serious question about whether 
learning is occurring. 

​ Administrators 
●​ On their final year-end evaluation report, they will receive a final 

evaluation rating of Effective, Developing, or Needing Support.  
 
Individualized Development Plan 

○​ All teachers in their first year of employment with Bay-Arenac ISD or any teacher 
rated as  Needing Support on their annual evaluation will have an Individual 
Development Plan (IDP). The teacher will also be assigned a mentor.  As part of 
the IDP, a mid-year progress report will be completed for any teacher in the first 
year of the probationary period or who received a rating of Neeing Support on 
their most recent annual year-end evaluation. The mid-year progress report will: 

  
■​ Be based, at least in part, on student achievement. 
■​ Be aligned with the staff’s individualized development plan. 
■​ Include specific performance goals for the remainder of the school year 
■​ Include classroom observations to assist in the performance evaluation 
■​ Include a statement of discipline (if any) 

 
 



 

■​ If a teacher receives three consecutive years of ineffective evaluations, 
they will be dismissed. 

  
Professional Goals 

○​ All teachers and administrators being evaluated shall develop a minimum of 2 
specific professional (performance) goals to improve effectiveness for the next 
school year. The professional goals will be created at the end of the school year 
before the completion of the final evaluation or meeting. Probationary teachers' 
individualized development plans include these goals. 

 
 
Description of Plan for Providing Evaluators and Observers with Training [Section 
1249(3)(f)]  
 

●​ BAISD Teachers -  
o​ Bay-Arenac ISD must train teachers on the evaluation tools it uses in its 

performance evaluation system and how each tool will be used. The BAISD 
administration will provide the training, which will occur at the beginning of each 
year and upon request from the teacher.   

●​ BAISD Administration 
o​ Bay-Arenac ISD must organize expert training on rater reliability for all 

administrators every three years. Experts will provide the training to BAISD 
administrators. The special education administration will attend the training 
before evaluating staff. 

 
Description of The Process Used To Develop Individualized Development Plans 

Developing Individualized Development Plans (IDPs) for first-year teachers in a school district, 
based on Michigan's Teacher Evaluation Law (Public Act 1249 of 2024), requires a structured 
approach. This process aims to support teachers in their professional growth while aligning with 
the district's legal and performance requirements. 

Here’s a step-by-step process for creating IDPs for first-year teachers and any other teacher 
identified as needing an Individualized Development Plan: 

Step 1: Establish a Clear Framework for IDPs 

●​ Objective: The administrator and teacher will collaborate to identify the teacher’s 
development goals and ensure alignment with state standards and district-specific 
priorities. 

●​ Components: Focus areas could include student achievement, classroom management, 

 
 



 

instructional strategies, and professional responsibilities. 

Step 2: Assign Mentors to First-Year Teachers 

●​ Mentorship Program: The District will assign experienced teachers or instructional 
coaches to mentor first-year teachers. Mentors play a crucial role in guiding new teachers 
and providing constructive feedback. 

●​ Collaboration: Mentors should be involved in creating and reviewing the IDP to ensure 
goals are realistic and achievable. 

Step 3: Initial Assessment of Teacher Performance 

●​ Baseline Data Collection: Conduct classroom observations and use feedback from peers, 
mentors, and self-reflections to assess each first-year teacher's starting point. 

●​ Evaluation Tool: Use evaluation rubrics aligned with the Danielson Framework to 
identify strengths and areas for improvement. 

Step 4: Collaborative Goal Setting 

●​ Goal Meeting: Arrange a meeting between the first-year teacher and the school 
administrator to discuss initial observations and collaboratively set growth-focused goals. 

●​ SMART Goals: Ensure that goals are Specific, Measurable, Achievable, Relevant, and 
Time-bound. Areas of focus include student engagement, instructional planning, and 
classroom culture. 

Step 5: Develop the IDP Document 

●​ Action Plan: Create an individualized plan outlining specific steps the teacher will take to 
achieve their goals. The goals will be written into the school district evaluation platform. 
This plan should include: 

1.​ Professional Learning: Workshops, training sessions, or courses designed to 
develop specific skills. 

2.​ Mentor Support: Regular mentor meetings for feedback and reflective practice. 
3.​ Classroom Application: Opportunities to apply learned strategies in natural 

classroom settings. 
●​ Timeline: The teacher and the administrator will evaluate goals on an ongoing basis. 

They will meet before December 31, 2024, at the mid-year progress meeting to discuss 
goals and establish what steps need to be taken for the remainder of the school year to 
complete them. 

Step 6: Provide Ongoing Feedback and Support 

 
 



 

●​ Observation Cycles: Conduct regular classroom observations in alignment with the 
Collective Bargaining Agreement. 

●​ Constructive Feedback: Provide actionable feedback after each observation, focusing on 
strengths and growth areas. 

●​ Resources: Ensure the teacher can access necessary resources, such as instructional 
materials, lesson plans, and professional development opportunities. 

Step 7: Mid-Year Review 

●​ Evaluation Meeting: Organize a mid-year review to discuss the teacher’s progress on 
their IDP goals. This meeting should involve the teacher and administrator. 

●​ Adjust Goals (if necessary): Based on the progress, adjust goals and action steps. If 
significant progress has been made, set new targets to continue the teacher’s 
development. 

Step 8: Final Evaluation and Next Steps 

●​ End-of-Year Review: Conduct a final assessment of the teacher’s performance, 
comparing it with the goals set in the IDP. 

●​ Reflection: Encourage the teacher to reflect on their growth and areas where they still 
need development. 

●​ Recommendations: Provide recommendations for the second year, such as extending the 
IDP for further improvement or transitioning to a broader professional growth plan. 

Step 9: Documentation and Reporting 

●​ Record Keeping: Ensure that all steps in the process, from goal-setting to final 
evaluations, are documented in compliance with district policies and Michigan law. 

●​ Legal Compliance: Verify that the IDP process aligns with the requirements of Public Act 
1249, including the integration of student growth into teacher evaluations. 

Step 10: Continuous Improvement 

●​ Annual Review of the IDP Process: Regularly assess and improve the district’s IDP 
development process to better support first-year teachers in their professional growth. 

This structured approach will help school districts develop effective IDPs, ensuring that first-year 
teachers receive the necessary support and guidance for their success in the classroom. 
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