


WESTPORT PUBLIC SCHOOLS

ELLIOTT LANDON 110 MYRTLE AVENUE
Superintendent of Schools WESTPORT, CONNECTICUT 06880
TELEPHONE: (203) 341-1010

FAX: {203) 341-1029

To: Members of the Board of Education

From: Elliott Landon

Subject: State-Mandated Teacher and Administrator Evaluation Plans
Date: April 8, 2013

Marge Cion, Director of Human Resources, has chaired a working committee of teachers and administrators
that has prepared the attached Teacher Professional Development and Evaluation Plan for submission to the
State Education Department, as required by statute.

Inciuded on the committee were Marge Cion, Lis Comm, Cynthia Gilchrest, Susie Da Silva, AJ Scheetz,
Maria Zachery, Diann Drenosky, John Horrigan, Jamie Pacuk, Julia McNamee and Lori Buskey.

Additionally, you will find as an attachment the Administrator Professional Development and Evaluation
Plan, also prepared by a committee chaired by Ms. Cion, to be submitted to the State Education Department
as required by statute. The membership of this committee included Marge Cion, me, John Bayers, Lis Comm
and Cynthia Gilchrest,

Both of these plans are comprehensive in scope and consistent with the requirements of Connecticut General
Statutes and Connecticut State Board of Education Regulations.

As noted by the State, “[t]he primary purpose of teacher evaluation is to strengthen individual and collective
practices and foster continuing collaborative dialogue around teaching and learning in order to increase
student academic growth and development.” The multiple measures of performance contained in the Teacher
Professional Development and Evaluation Plan have been “designed to paint an accurate and comprehensive
picture of teacher effectiveness.” Towards that end, the Plan being submitted to the Board for its approval
will evaluate teacher effectiveness through measures of: (1) Teacher Performance and Practice [40%]; (2}
Parent Feedback [10%]; (3) Student Growth and Development [45%]; and, Student Feedback [5%)].

The administrator evaluation plan “defines principal effectiveness in terms of (1) administrator practice;
(2)...teacher effectiveness and student achievement; and (3) the perceptions of the administrator’s leadership
among key stakeholders in the Westport school community.” This model “meets all of the requirements for
the evaluation of administrators as outlined in Connecticut General Statutes and Connecticut State Board of
Education Regulations. Within this model administrators will be evaluated on their: (1) Leadership Practice
[40%]; (2) Stakeholder Feedback [10%]; (3) Student Learning [45%]; and, (4) Teacher Effectiveness [5%].

There is much skepticism about the implementation of these evaluation plans in school systems throughout
the State. That is especially so in Westport, where our current Professional Development and Evaluation Plan
for teachers and support personnel has served our students extraordinarily well. In that regard, of interest to
note, is the following piece that was published in the New York Times on March 31, 2013:



Curious Grade for Teachers: Nearly All Pass

By JENNY ANDERSON
Across the country, education reformers and their allies in both parties have revamped the way

teachers are graded, abandoning methods under which nearly everyone was deemed satisfactory, even
when students were falling behind.

Meore than half the states now require new teacher evaluation systems and, thanks to a deal announced
last week in Albany, New York City will soon have one, too.

‘The changes, already under way in some cities and states, are intended to provide meaningful feedback
and, critically, to weed out weak performers. And here are some of the early results:

In Florida, 97 percent of teachers were deemed effective or highly effective in the most recent
evaluations. In Tennessee, 98 percent of teachers were judged to be “at expectations.”

In Michigan, 98 percent of teachers were rated effective or better.

Advocates of education reform concede that such rosy numbers, after many millions of dollars
developing the new systems and thousands of hours of training, are worrisome.

“It is too soon to say that we're where we started and it's all been for nothing,” said Sandi Jacobs, vice
president of the National Council on Teacher Quality, a research and policy organization. “But there
are some alarm bells going off.”

The new systems, a central achievement of the reform movement, generally rate teachers on a
combination of student progress, including their test scores, and observations by principals or others.
The Obama administration has encouraged states to adopt the new methods through grant programs
like Race to the Top.

The teachers might be rated all above average, like students in Lake Wobegon, for the same reason that
the older evaluation methods were considered lacking. Principals, who are often responsible for the
personal~observation part of the grade, generally are not detached managerial types and can be loath
to give teachers low marks.

“There’s a real culture shift that has to occur and there’s a lot of evidence that that hasn’t occurred yet,”
Ms. Jacobs said.

But even the part of the grade that was intended to be objective, how students perform on
standardized tests, has proved squishy. In part, this is because tests have changed so much in recent
years — and are changing still, because of the new “Cominon Core” curriculum standards that most
states have adopted — that administrators have been unwilling to set the test-score bar teo high for
teachers. In many states, consecutive “ineffective” ratings are grounds for firing.

“We have changed proficiency standards 21 times in the last six years,” Jackie Pons, the schools
superintendent for Leon County, Fla., said. In the county, 100 percent of the teachers were rated
“highly effective” or “effective.”

“How can you evaluate someone in a system when you change your levels all the time?” Mr. Pons
asked.

Until recently, Florida teachers were typically observed once a year for about 20 minutes and deemed
satisfactory or unsatisfactory. Roughly 100 percent of them were rated satisfactory in 2010-11. Florida
districts are spending $43 million in federal Race to the Top grant money on devising and beginning
new methods.

Generally, 50 percent of the evaluation is now based on administrators’ observations of teachers and
50 percent on student growth as measured by test scores (districts can alter that ratio to some extent).
For the observation part, teachers are no longer rated simply on “classroom management” and



“planning,” but rather on 60 specific elements, including “engaging students in cognitively complex
tasks involving hypothesis generation” and “testing and demonstrating value and respect for low
expectancy students.”

One Leon County principal, Melissa Fullmore of Ruediger Elementary school in Tallahassee, said that
had it been solely up to her, one or two of her teachers would have been graded “highly effective,” the
top category. Three would have been marked “needs improvement,” one rung up from the bottom, and
the rest would have fallen under “effective.”

But because Leon County set the test-score bar so low, when their marks came out, all but one were
highly effective, and the other was categorized as effective. “I wouldn’t put stock in the numbers,” Ms.
Fullmore said.

The same was true at Springwood Elementary School nearby. “We had three or four teachers that were
rated as ‘needs improvement’ on the observation, but due to changes in the cut scores, they were all
bumped up to effective,” Dr. Christopher Small, the principal, said. .
Officials in another county, Alachua, set scores relatively high, but when only 78 percent of teachers
were deemed highly effective or effective, and when they saw how lenient other districts were, they set
them much lower; ultimately, 99.4 percent of teachers were rated effective or highly effective. “It’s
inconsistent, it’s unfair and it’s unscientific,” the superintendent, Dan Boyd, wrote in a letter to The
Gainesville Sun criticizing how the state’s new evaluations had been carried out.

Kathy Hebda, Florida’s deputy chancellor for educator quality, said: “Directionally, we are off to a good
start. But we have pockets in the state where we need attention.”

Grover J. Whitehurst, director of the Brown Center on Education Policy at the Brookings Institution,
said variations in teacher quality had been proven to affect student academic growth. If an evaluation
system is not finding a wider distribution of effectiveness, “it is flawed,” he said,

“Tt would be an unusual profession that at least 5 percent are not deemed ineffective,” he added.

The new evaluation systems have been closely scrutinized in the education world by policy makers,
publications like Education Week, and foundations that have provided money to help perfect the
methods.

Education reformers insist they help to identify and remove ineffective teachers, while offering more
feedback for teachers to improve their practice.

But teachers’ unions have fought 1o make sure evaluations do not rely too heavily on testing data,
contending that the data are prone to errors. (In Florida’s first go-round with the new evaluations, for
example, some teachers had to be rated based on students in theijr school, but not in their classrooms,
because there was not enough data for their own students.) The linking of teachers’ employment, and
sometimes their pay, to test scores has also been blamed for sporadic incidents of cheating, and on
Friday, g5 Atlanta educators, including the former superintendent, were indicted in a what prosecutors
called a widespread scheme of doctoring students’ answers,

In January, talks between the Bloomberg administration and the New York City teachers’ union feil
apart, costing the city about $250 million in state aid. Last week, Gov. Andrew M. Cuomo and
legislative leaders announced measures designed to help put an evaluation system in place.

Randi Weingarten, president of the American Federation of Teachers, said that even though the data
from these systems “was not ready for prime time,” it proved what she had long argued: That the
majority of teachers are very good.

“Maybe this information will debunk the myth about bad teachers,” she said,

In New Haven, Conn., where the teachers’ union collaborated with the school district in devising the
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new evaluation system, 90 percent of teachers were rated “exemplary,” “strong” or “effective,” and 2

percent received the lowest rating, “needs improvement.”



As part of the program, teachers are warned months ahead of time if they are in danger of receiving the
lowest mark; some improved, and some left.

Washington, D.C., like New York a center of education reform, was among the first to try new
evaluations, replacing a system under which 95 percent of teachers were meeting expectations and 0.4
percent received the lowest rating.

Three years ago, when the new method began, only 82 percent of teachers were rated as effective or
highiy effective. Two percent were rated ineffective and the rest “minimally effective.”

Most recently, 89 percent received one of the top two ratings, and only 1 percent were ineffective,
which Scott Thompson, the deputy chief of human capital for teacher effectiveness for D.C. public
schools, said was evidence that the evaluations were making teachers better.

“We are seeing improvements in practice,” he said, noting that 400 teachers had been fired as a result
of the new system, and several hundred had left voluntarily after weak ratings.

Despite any hiccups, principals and edueation officials said the new systems had helped them better
discern specific teaching weaknesses. Dr. Small, from Springwooed Elementary School in Florida, said
he had more detailed feedback to offer teachers.

“1 can identify an aspect of their teaching and work on that element versus the catchall from before,”
he said.

In Michigan, Dr. Joseph A. Martineau, executive director for the Bureau of Assessment and
Accountability in the state Education Department said that even with all the system’s flaws, many of
which will be corrected under new legislation, the 0.8 percent of teachers deemed ineffective last year
translated to nearly 8oo teachers who will be in jeopardy of losing their jobs.

“There’s a possibility, a real possibility, that students will have a more effective teacher,” he said.

ADMINISTRATIVE RECOMMENDATION

Be It Resolved, That upon the recommendation of the Superintendent of Schools, the Board of
Education approves for submission to the Connecticut State Education Department the
Westport Public Schools Administrator Professional Development and Evaluation Plan dated
April 2013 and the Teacher Professional Development and Evaluation Plan dated April 2013.
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PROFESSIONAL DEVELOPMENT AND EVALUATION PLAN FOR
TEACHERS

(PDEP)

Improvement of student learning and continuous improvement of staff
effectiveness through professional development and evaluation

DRAFT



Intreduction

The Westport Public Schools Professional Development and Evaluation Plan (PDEP) is designed to
support teachers in their continuous efforts to meld knowledge of content and curriculum, pedagogy, and
motivational techniques in their quest to provide excellent instruction resulting in meaningful student
learning. The plan is built upon the belief that teachers are career-long Jearners who collect and use
student performance data to inform instruction and participate in a professional learning community that
promotes collaborative inquiry and reflective practice.

The plan was last updated in 2008. Based upon the substantive professional development focus on
teaching for deep understanding in recent years, the need arose to revise PDEP both in terms of its clarity
of content and its processes. The plan is being updated again for implementation in the 2013 -2014 school
year in light of recent changes to the teacher evaluation mandated by the State of Connecticut.

Driven by a clearly articulated set of teaching and learning standards, Westport’s PDEP links teaching
effectiveness directly to the student Jearning that occurs through teachers’ planning and implementation
of instruction. The plan also aligns professional development with the teacher evaluation process. The
plan fosters a professional culture that acknowledges the individual and experiential differences among
teachers in an atmosphere that facilitates individual, school-wide, and district-wide growth that benefits
all learners in the Westport Public Schools.

The ultimate goal of PDEP is to foster student achievement through the high level of the professional
practice of teachers and administrators in order to close any gaps that exist between Westport’s
expectations for student learning and actual student performance.



Highlights of the Westport Public Schools
Professional Development and Evaluation Plan

Guiding Principles for PDEP align professional practice with current district, state, and national
best practices in professional development and evaluation

Descriptive Westport Teaching and Learning Standards create a common language for teaching
performance (“inputs”) in association with student learning (“cutputs”™)

The use of a common Pre-Observation Planning Form outlining key facets and considerations in
lesson planning helps administrators observe teaching within a clearly communicated framework

Teachers’ annual student learning objectives are written in terms of student outcomes identified
through student performance data. Teachers meet with their respective administrators each fall to
express goals in terms of the learning needs of students. The goals are reviewed in the spring with
an emphasis on the progress made by students relative to the goal.«

The plan includes continuous dialogue about teaching and learning between teachers and
administrators and through annual classroom observations for non-tenured and tenured teachers.

Central Office Administrators formally observe all non-tenured teachers as part of the non-
tenured renewal/tenure process.



Guiding Principles of the Professional Development and Evaluation Plan

Creating a system focused on the ongoing improvement of instruction must be the central aim of any
educational improvement effort. Students’ achievement will not improve unless and until we create
schools and districts where all educators are learning how to significantly improve their skills as
teachers and as instructional leaders.

Tony Wagner, Change Leadership, 2606

The Westport Professional Development and Evaluation Plan (PDEP) is grounded in the belief that
effective teacher professional development and evaluation should result in continuously improving

student achievement. At the core of this belief is the conviction that every child can and must learn;
therefore, it is the responsibility of all educators to create the conditions for each student to achieve.
Westport’s PDEP is built upon six guiding principles, which emphasize the importance of:

a common language for teaching and learning

continuous training for administrators _

inquiry and collaboration with a focus on student achievement
feedback that is frequent, timely, and specific

data-driven decision making and action research

reflective practice
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A Common Language for Teaching and Learning

If good instruction in every classroom and for all students is the central focus of systemic change in
education, then districts and schools need to define “goodness” and come to a shared understanding of
what is meant by competent teaching.

Tony Wagner, Change Leadership, 2006

Having a defined set of standards which describe the factors necessary for effective teaching in terms of
student learning outcomes creates a common language and conceptual system for analyzing and
improving upon teaching and learning. Becoming conversant in an agreed upon professional language is
an essential step to making supervision and evaluation meaningful to educators. The Westport Teaching
and Learning Standards (and associated Standards for School Psychologists, School Counselors,
Library/Media Specialists, Speech and Language Pathologists and Audiologists, and School Social
Workers—see Appendices A-F) include all of the foundational skills and competencies of Connecticut’s
Common Core of Teaching (CCT) and additional best-practice resources confributed to the creation of the
Westport Teaching and Learning Standards. Through clearly stated “Sample Performance Indicators,” the
Standards describe for both teachers and administrators what excellent teaching looks like in a descriptive
and concise manner. It is not expected that all sample performance indicators are to be present in each
lesson taught and/or observed, but that over the course of the hundreds of hours of instruction that occur
each year there would be evidence of these indicators. The professional vocabulary embedded in the
Standards provides the criteria for effective teaching that observations, feedback, and written evaluations



are based upon. The Standards also ultimately provide a basis for the performance criteria which are used
to determine the continuing employment status of teachers.

Continuous Training for Administrators

Supervision and evaluation are primary aspects of the administrator’s role as instructional leader and
therefore ongoing training must be given high priority. Such training supports the administrator’s capacity
to engage in constructive conversations with individual teachers, departments, grade-level teams, and full
faculty groups about what constitutes effective instruction within the context of how it leads to
meaningful learning for ail students. Just as teachers benefit from professional development aimed at
continuous improvement of instruction aligned with their needs and interests, administrators must be
provided with opportunities to continuously hone their skills in supervision and evaluation through
systematic training in conducting effective classroom observations, conducting constructive conversations
about instruction, and writing accurate and meaningful written observation reports. A key component of
 training for administrators involves infusing the expectations embedded in the Westport Teaching and
Learning Standards with the claims, evidence, interpretations, and judgments included in observation
reports and summative evaluations of teachers. (Need description of how administrators will demonstrate
proficiency on an ongoing basis in conducting teacher evaluations.)

Inguiry and Collaboration with a Focus on Student Achievement

Adults need to work together to solve core problems of practice that inhibit effective teaching and
learning. Such collaboration affords teachers with opportunities to build and share knowledge as a means
of becoming increasingly effective in the art and craft of teaching. Teachers collaborate with one another
and with administrators to analyze student progress and reflect upon their performance in relation to the
gains in knowledge and skill demonstrated by students.

Feedback: Frequent, Timely, and Specific

Teachers want and need feedback, not only on the act of teaching, but also on the resulls of teaching.
Timely, informative feedback is vital to any improvement effort.

Pamela Tucker & James Stronge, Linking Teacher Evaluation and Stadent Learning, 2005

The Westport Public Schools PDEP requires that teachers are “formally” (formal observation report) and
“informally” (observation report is not necessarily written) observed multiple times by an administrator
(or administrative team) throughout their teaching career. This frequency of supervision accomplishes
both formative and accountability functions ensuring that competent instruction is taking place for all
students; the teacher receives formative and timely feedback including ideas and recommendations as to
how to improve upon specific aspects of lessons, and; notable commendations and/or improvements in
practice are specified. Following a classroom observation, the administrator engages in a face-to-face
conversation with the teacher as soon as possible,* followed by written feedback, so that the lesson is
fresh in the minds of the teacher and the administrator and to allow suggestions for improvement to be
incorporated by the teacher, as appropriate, into upcoming lessons.

[*Barring unusual circumstances, the face-to-face conversation and written feedback are to take place within ten (10) school days after the
observed lesson.}



Data-Driven Decision Making and Action Research

Classrooms and schools are data-rich environments. When teachers make a commitment to
systematically collect student performance data, they are embarking on a process that fosters
continuous growth and development. When each lesson is looked on as an empirical investigation into
factors affecting teaching and learning and when reflections on the findings from each day’s work
inform the next day’s instruction, teachers can’t help but develop greater mastery of the art and
science of teaching.

Richard Sagor, Guiding School Improvement with Action Research, 2000

The essential questions that teachers ask themselves as they design instruction in order to yield desired
student learning outcomes are:

e What do I expect students to know and be able to do?
s Do I know why I’m getting the student outcomes that I have?
e What is the best way to assess student knowledge and application of skills?

Establishing, reviewing, or revising goals (in terms of what students are to know and be able to do) and
creating measurable and achievable objectives lay at the heart of using student performance data to

inform instruction. In the Westport PDEP, teachers write annual goals in terms of identified student
Jearning needs. Such learning needs are most often identified through data provided by classroom work
that students produce, although performance on standardized testing instruments can be a useful source of
student performance data as well. (We need to add description of Indicators of Academic Growth and
Development and evidence of AGD based on the range of criteria used by the District.)

The goals that teachers write for their students are S-M-A-R-T: Specific, Measurable, Achievable,
Relevant, and Timely (adapted from Reeves, The Center for Performance Assessment, 2000). Goal
staternents should include:

a focused aspect of student learning to be investigated.

the target student population.

the criteria to be achieved by the target student population.

the expected change in performance by students.

the instructional strategies or interventions that the teacher expects to lead to the attainment of the
desired student learning outcome(s).

» the agsessment instrument(s) to be used by the teacher to measure the performance change made
by the target student population.
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Reflective Practice Promotes Professional Growth

Through reflection, real growth and therefore excellence are possible. By trying to understand the
consequences of actions and contemplating alternative courses of action, teachers expand their
reperioire of practice.

Charlotte Danielson, Enhancing Professional Practice, 1996




Through systematic reflection on subject matter, pedagogy, and student work, teachers along with their
administrators can evaluate the impact of instruction upon student achievement.

Roles and Responsibilities
Related to the Evaluation Component of the Westport Professional Development and Evaluation
Plan

The Westport Board of Education

Connecticut General Statute 10-220a requires that boards of education develop a comprehensive staff
development plan that must be directly related to the educational goals of the district. Westport Board of
Education Policy 4115(a) is written in conjunction with CGS 10-220a. The format of the evaluation
process is regulated by Connecticut General Statute 10-151(b) which provides that the board of education
shall develop and implement teacher evaluation programs consistent with guidelines established by the
State Board of Education. As long as the district teacher evaluation plan is consistent with state guidelines
(see Appendix L), the board retains the final decision on the content of the plan.

The Superintendent of Schools

Connecticut law vests in the superintendent of schools responsibility for the evaluation of all certified
staff (i.e. teachers, principals, and all other administrators). The Superintendent is responsible for
supervising subordinate central office administrators and principals. Evaluations are conducted by the
superintendent and by administrators to whom the superintendent has delegated such authority.

The decision whether to non-renew the contract of a non-tenured teacher is within the discretion of the
superintendent and can be based on the judgment that the teacher’s performance is not up to district
standards (as articulated by the Westport Teaching and Learning Standards).

The Central Office administrators observe all non-tenured teachers as part of the renewal process.
Teachers who have not been previously tenured in Connecticut are observed by their building
administrators and by a central office administrator in the third year of employment (assuming that
contract renewals occurred after years one and two). Teachers who have been previously tenured in
Connecticut (within the last five years) are observed by their building administrators and by a central
office administrator in their first year in the district.

The Director of Human Resources

The Director of Human Resources has overall responsibility for the implementation of the PDEP.
Responsibilities include:

informing certified staff of any updates or changes to the plan.
providing orientation to PDEP to newly hired teachers and administrators.

» collaborating with supervisors as they evaluate teachers to ensure a high quality process that is in
concert with the stated guidelines and goals of the plan.

e preparing an annual report of non-tenured teacher non-renewals to the Superintendent and the
board by April 1.



s informing the Superintendent of any and all Intensive Supervision cases, including those that
could potentially lead to the non-renewal of a non-tenured teacher or the termination of a tenured
teacher.
maintaining records for tenure.

» accounting for graduate course credit.

The Director of Elementary Education and the Director of Secondary Education

The Directors of Elementary and Secondary Education lead the organizational structure that provides
professional development for the certified staff in the district. The Directors have overall responsibility
for Professional Development in the district, including

s serving as chairpersons of the PDEP Joint Committee and making recommendations to the
superintendent and the board regarding any updates or revisions to PDEP.

o planning and providing for ongoing training for teachers and administrators on effective
instruction and supervision .

s accounting for the number of professional development hours reqmred by statute.

Supervisors

The primary responsibility of supervisors as it pertains to PDEP is to support teachers as they develop
proficiency in relation to the Westport Teaching and Learning Standards and to evaluate the effectiveness
of teaching taking place in terms of student Jearning. Principals, assistant principals, department heads,
and, where appropriate, directors and administrative coordinators are the primary PDEP supervisors for
teachers. Supervisors are assigned to teachers by the building principal.

The Director of Pupil Services, or a designee, i.e. the Coordinator of Psychological Services and the
Director of Stepping Stones Pre-School, works in consultation with all primary PDEP supervisors as it
relates to the pupil services staff.

The principal is responsible for making all re-employment recommendations to the director of human
resources who in turn prepares recommendations to the superintendent.

The Westport Education Association (WEA)

In accordance with Connecticut General Statute 10-220a, while developing the district teacher evaluation
plan, the board of education must have the "advice and assistance” of the teachers and administrators,
including representatives from both bargaining groups.

Such advice and assistance does not include negotiation, rather, the board must assure that it has the input
of these groups when it adopts and periodically revises the plan.

The PDEP Consultant

The State Teacher Evaluation Guidelines provide that there should be a process for resolving disputes
between the evaluatee and the evaluator, and any disputes over the substance of a teacher evaluation
should be left to that process. The PDEP Consultant and the Director of Human Resources serve as



facilitators to resolve conflicts which arise between supervisors and teachers as it relates to evaluation. If
a conflict is not resolved, it will be referred to the Superintendent for a decision.

The PDEP Joint Committee

The implementation of the teacher evaluation plan is an ongoing process. Because it is a responsibility of
the board to periodically review and revise the plan, the PDEP Joint Committee serves as a standing
committee. The committee is composed of representative teachers and administrators from the various
grade levels and programs in the district. The Joint Committee meets as appropriate to monitor the
implementation of the plan and to periodically make recommendations to the Superintendent who in turn
makes recommendations to the board regarding modifications to the program.

Parents

Parent input will be solicited primarily through the stakeholder survey, which will be administered each
year. In addition, the District considers parents to be partners with the schools, regularly communicating
with teachers and administrators and taking an active role in their children’s lives.

Comprehensive Professional Development Plan
Linking Evaluation to Professional Development

Professional development is inexorably linked to the process of supervision and evaluation and to
achieving goals to improve student leaming., Westport’s long-standing policies and procedures for
providing rich and diversified professional development activities are reflected in the provisions of the

" updated Professional Development and Evaluation Plan. In this plan, data gathered in both supervisory
and peer settings will enable the planning of differentiated professional development that addresses gaps
in teacher experience and knowledge while at the same time affirming competency and nurturing
Jeadership to improve student learning. Professional development will provide teachers with skills and
knowledge to promote students’ academic achievement and social and emotional skills to become
confident, competent members of the emerging society.

Programs are designed to nurture the growth of professionals at various stages of their careers.
Differentiated growth opportunities are planned to address the needs of teachers and administrators in
relation to improving student learning. A range of programs is designed to provide appropriate training
and development for new and experienced teachers and administrators at various stages of their careers.

The Westport Board of Education recognizes that professional development requires time and
commitments. Recognizing the needs of the school system, teachers may be released, at the discretion of
the administration, to attend certain kinds of professional development activities. Professional
development opportunities may be provided outside the school day and during the summer recess. In
addition, all staff members shall be required to attend periodic professional activities scheduled for two
hours beyond the normal teacher work day, not to exceed twenty hours annually, such as curriculum
committees, team meetings, meetings relating to specific students, and other professional activities.

The Comprehensive Professional Development Plan describes the process by which supervisors and
groups of teachers design appropriate professional development activities to support, enhance, and
increase instructional effectiveness to improve student learning.

9



Goals for Professional Development — Teachers

Professional development will provide enrichment, diversity, and choice of opportunities that
reflect appreciation of individual differences. In cases of new or revised curriculum, professional
development is essential and participation may be mandated.

Professional development will be offered in current educational research.

Teachers will be included in all phases of curriculum planning (choice, development,
implementation, evaluation, and professional development)

Teachers will be provided time to work and plan with each other as a part of their professional
development program.

The staff of each building will have a system for identifying needs and developing plans for
professional development.

Collaborative decision making around curriculum and professional development will be
encouraged

Professional development will encourage a cooperative, caring atmosphere throughout the school
system.

Specially designed professional development opportunities will be provided for teachers new to
the school system or to a grade level/subject area.

Opportunities will be provided to update knowledge and skills of technology and student
achievement data analysis, to enhance teaching and learning in all classrooms.

Goals for Professional Development - Administrators
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To increase awareness of current research and innovations in curricuium, instruction, assessment,
student achievemnent data analysis, and technology.

To use student achievement data to inform instructional decistons.

To improve communication skills in such areas as presenting and writing.

To set priorities and improve self-management skills.

To update knowledge and skills of Information and Technology Literacy.

To further develop staff supervision skills and techniques.

To study management innovations.

To encourage team-building at all levels of the organization such as: grade level, subject area,
department, school, instructional level, district

To develop strategies for the management of change.

To develop the skills needed for a nurturing and challenging educational community.

Organizational Structure for Professional Development

The Directors of Elementary and Secondary Education lead the organizational structure that provides
professional development for the certified staff in the district. The Directors have overall responsibility
for Professional Development. The organizational structure for professional development includes a
committee composed of administrators and teachers who develop teaching and learning goals to improve
student achievement. These goals are proposed to the Board of Education through the Superintendent of
Schools for approval. The goals, often modified by this approval process, return to the Administrators
and Curriculum Leaders Committee for implementation.

Responsibilities of the Administrators and Curriculum Leaders Committee include:

evaluating and revising the Comprehensive Professional Development Plan as required by state
mandate.
10



sharing and discussing the new Professional Development Plan with building and/or district staff.
planning, implementing, and evaluating activities in response to system-wide needs as expressed
in the board objectives.

allocating budget for professional development programs established by priorities based on the
system-wide needs as expressed in the board objectives.

designing needs assessments that will identify school and district-wide concerns.

working with the curriculum committees in the district to plan for professional development
offerings related to implementation of curriculum, instruction, and assessment.

providing assistance, direction, and policy information for anyone interested in providing
professional development in the system.

designing a method for evaluation of professional development efforts both at an individual
workshop level as well as examining the effectiveness of the professional development program
as a whole.

providing a calendar of professional development events in the district.

The following system-wide structures exist so that the teaching and learning goals are translated and
implemented at each level:

Elementary Leadership Team:

o Elementary Principals, Assistant Principals
Middle School Administrators and Curriculum Leaders:

o Middie School Principals, Assistant Principals, Department Chairs, 6-12
Staples High School Administrators Group:

o High School Principal, Assistant Principals, Department Chairs, 6-12

Evaluation of the Professional Development Plan

Activities will focus on improving student achievement and will be aligned to goals and objectives set
forth at the district level, instructional level, and in PDEP conferences. The process of annual needs
assessment and planning activities will be implemented based on the organizational structure and
processes described in the preceding sections. Evaluation data will inform this structure and processes.
Evaluation will take place at a number of levels.

Structure and Processes

1)

2)

3

Each committee/level within the professional development organizational structure will be
responsible for evaluating the overall effectiveness of the plan. This evaluation will include a review
of communications, interpersonal relations, representation and efficiency.

The Directors of Elementary and Secondary Education will be responsible for synthesizing the data
and evaluating the professional development structure and processes as a whole in collaboration with
the administrators and teachers.

Each subject area/grade level committee will evaluate the effectiveness of offerings. This will be
done through immediate feedback evaluations as well as the long-term data collected from
participants.
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4) Although each committee is responsible for evaluating its own work, emphasis will also be placed on
individuals evaluating their own professional growth as a result of the PDEP process.

Professional Development Needs Assessment

In order to identify gaps between existing and desired opportunities for improving teaching and learning,
three levels of needs assessment are conducted on a yearly basis throughout the school system.

1) Individual Needs — as determined and agreed upon with a supervisor through PDEP
2) School Level Needs - as identified by the administrators in each building
3) System- wide Needs - as identified by Administrators and Curriculum Leaders

» Multiple sources of system-wide needs information include:

District goals and objectives

Student achievement data

State and federal mandates

Staff perceptions of programs needed to improve teaching and learning
Curriculum development and revision schedules
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Procedures for Implementation of the Westport Public Schools
Professional Dévelopment and Evaluation Plan

Evaluation and Support System Overview

Westport’s Evaluation and Support Systern consists of multiple measures to paint an accurate and
comprehensive picture of teacher performance. All teachers will be evaluated in four categories, grouped
in two major focus areas: Teacher Practice and Student Outcomes.

1. Teacher Practice and Related Indicators: An evaluation of the core instructional practices and
skills that positively affect student learning. This focus area is comprised of two categories:
a. Observation of Teacher Performance and Practice (40%);
b. Parent Feedback (10%)

2. Student OQutcomes Related Indicators: An evaluation of teachers’ contribution to student
academic progress, at the school and classroom level. This focus area is comprised of two

categories:
a. Student growth and development (45%) as determined by the teacher’s student learning
objectives (S1.O’s)

b. Student Feedback (5%)

Scores from each of the four categories will be combined to produce a summative performance rating of
Exemplary, Proficient, Developing, or Below Standard. The performance levels are defined as:

Exemplary - Substantially exceeding indicators of performance
Proficient — Meeting indicators of performance

Developing — Meeting some indicators of performance but not others
Below Standard — Nof meeting indicators of performance

Teacher Evaluation Process and Timeline

The annual evaluation process between a teacher and an evaluator is anchored by three performance
conversations at the beginning, middle and end of the year. The purpose of these conversations is to
clarify expectations for the evaluation process, provide comprehensive feedback to each teacher on
his/her performance, set development goals and identify development opportunities.

Goal-Setting and Planning
Timeframe: Target is October 15; must be completed by November 15.

1. Orientation on Process — To begin the evaluation process, evaluators meet with teachers, in a
group or individually, to discuss the evaluation process and their roles and responsibilities within
it. In this meeting, they will discuss any school or district priorities that should be reflected in
teacher practice goals and student learning objectives (SLOs), and they will commit to set time
aside for the types of collaboration required by the evaluation process.

2. Teacher Reflection and Goal-Setting - The teacher examines student data. Prior year evaluation
and survey results and the Westport Teaching and Learning Standards to draft a proposed
performance and practice goal(s), a parent feedback goal, SLOs, and a student feedback goal for
the school year.

3. Goal-Setting Conference — The evaluator and teacher meet to discuss the teacher’s proposed
goals and objectives in order to arrive at mutual agreement about them. The teacher collects
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evidence about his’ her practice and the evaluator collects evidence about the teacher’s practice to
support the review. The evaluator may request revisions to her proposed goals and objectives if
they do not meet the district’s approval criteria. This conference must be completed by
November 15.

Mid-Year Check-In

Timeframe: January and February (More frequent check-ins are encouraged)

1. Reflection and Preparation — The teacher and evaluator collect and reflect on evidence to date
about the teacher’s practice and student learning in preparation for the check-in.

2. Mid-Year Conference — The evaluator and teacher complete at least one mid-year check-in
conference during which they review the progress on teacher practice goals, SLOs, and
performance on each to date. If needed, teachers and evaluators can mutually agree to revisions
on the strategies or approaches used and or/mid-year adjustment of SLOs to accommodate
changes (e.g., student populations, assignments, etc.). They also discuss actions that the teacher
can take and supports the evaluator can provide to promote teacher growth in his/her development
areas.

End-of-Year Summative Review

Timeframe: May and June; must be completed by June 30

1. Teacher Self-Assessment ~ The teacher reviews all information and data collected during the year
and completes a self-assessment for review by the evaluator. This self-assessment may focus
specifically on the areas for development established in the goal-setting conference. This Self-
Assessment must be completed by June 1.

2. Scoring — The evaluator reviews the teacher’s self-assessment and all additional relevant evidence
and data to generate category and focus area ratings. The category ratings generate the final,
summative rating. After all data, including state testing data, are available, the evaluator may
adjust the summative rating if the state test data change the student-related indicators significantly
enough to change the final rating. Such revisions should take place as soon as the state test data
are available and no later than September 15.

3. End-ofYear Conference — The evaluator and the teacher meet to discuss all evidence collected to
date and to discuss category ratings. Following the conference, the evaluator assigns 2 summative
rating and generates a summary report of the evaluation no later than June 30.

CATEGORY #1: Teacher Performance and Practice (40%)

Non-Tenured Teachers

Teachers who are in their first through fourth year of teaching participate in this phase. The main action
of this phase is for teachers to receive assistance in developing and demonstrating excellence according to
the Westport Teaching and Learning Standards. New teachers (in their first year of teaching) are paired
with a TEAM mentor for collegial guidance and feedback. Teachers who are not new to teaching but are
new to Westport are paired with informal mentors for the same purpose.

Year One and Two Teachers

Teachers in their first and second year of teaching (and teachers previously tenured in Connecticut and in
their first and second year of teaching in Westport) are formally observed a minimum of three (3) times.
The goal for teachers in Years One and Two is to demonstrate the potential for a rating of Exemplary
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according to the Westport Teaching and Learning Standards. Administrators provide timely written
feedback and guidance and align teachers with appropriate resources so that they have every opportunity
to meet Westport standards. It is expected that the teacher have the capacity for Exemplary status as
reported by the supervisor on the Summative Evaluation Form (Appendix A-4), in order for their
contract to be renewed for the next year. This recommendation is made by the Principal to the
Superintendent of Schools by April 1™

< All formal observations must include a pre and post-conference during which the supervisor and
teacher engage in face-to-face conversation as soon as possible, followed by timely written
feedback, so that the lesson is fresh in the minds of the teacher and the administrator and to allow
suggestions for improvement to be incorporated by the teacher, as appropriate, into upcoming
lessons.

Teachers in their first year of teaching in Westport, who have previously received tenure in Connecticut,
will be observed by a Central Office Administrator.

Year Three and Four Teachers Who Have Received a Rating of Proficient or Exemplary

Teachers in their third or fourth year of teaching who receive a performance evaluation rating of
Proficient or Exemplary shall receive a minimum of two formal in-class observations. These observations.
must include a pre-conference and also a post-conference meeting during which the supervisor and
teacher engage in face-to-face conversation as soon as possible, followed by timely written feedback, so
that the lesson is fresh in the minds of the teacher and the administrator and to allow suggestions for
improvement to be incorporated by the teacher, as appropriate, into upcoming lessons. In addition, these
teachers shall receive at least one additional formal observation or a review of practice. Any additional
formal observations may include a pre-conference and must include a post-conference meeting. If the
Principal and the teacher agree, the third observation may be a non-classroom observation or a review of
practice. Examples of non-classroom observations or reviews of practice include, but are not limited to:
observations of data team meetings, observations of grade level, team or department meetings,
observatlons of coaching/mentoring other teachers, and review of lesson plans or other teaching artifacts.

Teachers in their third year of teaching will be observed by a Central Office Administrator.
Year Three and Four Teachers Who Have Received a Rating of Developing or Below Standard

Teachers in their third or fourth year of teaching who receive a performance evaluation rating of
Developing or Below Standard shall receive a number of observations appropriate to their individual
support plan (See “Intensive Support - Non-Tenured Phase” below) but no fewer than three formal in-
class observations. Two of these observations must include a pre-conference and all three must include a
post-conference meeting during which the supervisor and teacher engage in face-to-face conversation as
soon as possible, followed by timely written feedback, so that the lesson is fresh in the minds of the
teacher and the administrator and to allow suggestions for improvement to be incorporated by the teacher,
as appropriate, into upcoming lessons.

All teachers beyond year 2 ave expected to achieve ratings of Proficiency or Exemplary. If a teacher
achieves a rating of below standard or developing, an Intensive Support Plan will be developed.
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Tenured Teachers

If a non-tenured teacher’s contract is renewed year after year, based upon meeting Westport’s standards
of performance, for a period of forty consecutive months (which do not include July and August) from
their date of hire (or 20 consecutive months if the teacher was previously tenured in Connecticut within
the past five years) the teacher achieves tenure status as long as the Superintendent offers the teacher a
contract for the following year.

Tenured Teachers Who Have Received a Rating of Proficient or Exemplary

Tenured Teachers who receive a performance evaluation rating of Proficient or Exemplary shall receive a
minimum of one formal in-class observation. This observation must include a pre-conference and alse a
post-conference meeting during which the supervisor and teacher engage in face-to-face conversation as
soon as possible, followed by timely written feedback, so that the lesson is fresh in the minds of the
teacher and the administrator and to allow suggestions for improvement to be incorporated by the teacher,
as appropriate, into upcoming lessons. In addition, these teachers shall receive at least two add itional
formal observations or reviews of practice. Any additional formal observation must include a minimum of
one pre-conference and must always include a post-conference meeting. If the Principal and the teacher
agree, the third observation may be a non-classroom observation or a review of practice. Examples of
non-classroom observations or reviews of practice include, but are not limited to: observations of data
team meetings, observations of grade level, team or department meetings, observations of
coaching/mentoring other teachers, and review of lesson plans or other teaching artifacts.

Tenured Teachers Who Have Received a Rating of Developing or Below Standard

Tenured teachers who receive a performance evaluation rating of Developing or Below Standard shall
receive a number of observations appropriate to their individual support plan (See “Intensive Support
Tenured Phase” below) but no fewer than three formal in-class observations. Two of these observations
must include a pre-conference and all three must include a post-conference meeting during which the
supervisor and teacher engage in face-to-face conversation as soon as possible, followed by timely written
feedback, so that the lesson is fresh in the minds of the teacher and the administrator and to allow
suggestions for improvement to be incorporated by the teacher, as appropriate, into upcoming lessons.

INTENSIVE SUPPORT — Nop-Tenured Phase

If a supervisor determines that a non-tenured teacher has not demonstrated excellence or the capacity for
excellence in teaching the supervisor will:

e inform the PDEP consultant;
& inform the teacher in a face-to face conference;
e follow-up with the teacher with a letter summarizing the concems;

The conference and written notification are to take place by January 10" . An Intensive Support Plan is
developed collaboratively by the supervisor and the teacher detailing the performance indicators in need
of improvement and aligning support resources to assist the teacher toward making significant
improvement for both the teacher’s professional growth and to ensure that students receive a solid
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instructional experience. Significant improvement, as evidenced by classroom observations, must be
demonstrated before April 1% for a principal to recommend contract renewal.

INTENSIVE SUPPORT — Tenured Phase

The purpose of the Intensive Support Phase is to provide support and assistance to help teachers receive a
rating of either Proficient or Exemplary and to meet the district’s teaching standards. Teachers will be
assigned to this phase by their primary PDEP supervisor (in consultation with the principal/director and
the Director of Human Resources) to correct identified performance problems (in relation to the Westport
Teaching and Learning Standards). An Intensive Support Plan is developed collaboratively by the
supervisor and the teacher detailing the performance indicators in need of improvement and aligning
support resources to assist the teacher toward making significant improvement for both the teacher’s
professional growth and to ensure that students receive a solid instructional experience.

The development, implementation, and monitoring of an Intensive Support Plan requires substantial
investment of time and effort by the teacher and the supervisor. Teachers who are assigned to this phase
will meet regularly (as indicated in the plan) with the supervisor to share progress toward objectives
outlined in the plan. Significant improvement, as evidenced by classroom observations (plus other
relevant and agreed upon sources of performance data), must be demonstrated before the Intensive
Support Plan ends.

There are four possible outcomes that may occur: (1) the teacher demonstrates significant growth (as
demonstrated by a rating of either Proficient or Exemplary); (2) the problem(s) have been partially
(and/or satisfactorily) addressed, but the plan needs to be continued with appropriate modifications; (3)
the initial problems have been addressed, but there are other areas that need to be addressed, thus
requiring a new Intensive Support Plan; (4) little to no improvement has been noted, and the supervisor
(in consultation with the principal, Director of Human Resources and the Superintendent) must decide
next steps that may include more intensive support or perhaps progressive disciplinary actions outside the
scope of this plan. If a teacher is not to be recommended for re-employment, the school district would
initiate a termination process (as defined in CGS 10-151).

Observation by Central Office Administrator

Teachers in their third year of teaching in Westport (who have not previously received tenure in
Connecticut) are observed by a central office administrator in the third year.

If a teacher was previously tenured in Connecticut, that teacher is observed by a central office
administrator in the first year of employment.

CATEGORY #2: Parent Feedback (10%)
Feedback from parents is used to help determine the remaining 10% of the Teacher Practice Indicators.

1. Feedback shall be solicited through survey questions taken from the National School Climate
Survey or such other survey as the Superintendent may approve from time to time.

2. Principals and teachers shall review the survey results and set 2 — 3 general parent engagement
goals based on the survey results.
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3. After school level goals have been set, teachers, through consultation and mutual agreement with
their evaluator, will determine one parent goal that they would like to pursue.

4. Teachers will also set improvement targets for the goals that they select. The evaluator will
ensure that the goal is related to the overall school improvement plan and that the improvement
targets are aligned and attainable.

5. The Parent Feedback Rating should reflect the degree to which a teacher successfully reaches
his/her parent goal and improvement targets. This is accomplished through a review of evidence
provided by the teacher and application of the following scale:

WExceeded the goal Met ’Ehe goai Part;a]ly met the goai "Did no‘tameét ;th}a go>&li |

STUDENT OUTCOME RELATED INDICATORS

The Student Outcomes Related Indicators capture the teacher’s impact on students. Every teacher is in
the profession to help children learn and grow, and teachers already think carefully about what
knowledge, skills and talents they are responsible for nurturing in their students each year. As a part of
the new evaluation process, teachers will document those aspirations and anchor them in data.

Student Related Indicators includes two categories:
o Student growth and development(45%}); and
o Student feedback (5%)

These categories will be described in detail below.

Category #3: Student Growth and Development (45%)
Overview of Student Learning Objectives (SLOs)

Each teacher’s students, individually and as a group, are different from other teachers’ students, even in
the same grade level or subject at the same school. For student growth and development to be measured
for teacher evaluation purposes, it is imperative to use a method that takes each teacher’s assignment,
students and context into account. Connecticut, like many other states and localities around the nation,
has selected a goal-setting process called Student Learning Objectives (SLOs) as the approach for
measuring student growth during the school year.

SLOs will support teachers in using a planning cycle that will be familiar to most educators:

SLO Phase 1: SI.O Phase 2: SLO Phase 3: SLO Phase 4:
Learn about this year's Set goals for student Monitor students' Assess student outcomes
students learning progress relative to goals

The district will ask teachers to set specific and measurable targets develop them through consultation
with colleagues in the same grade level or teaching the same subject and through mutual agreement with
supervisors. The four SLO phases are described in detail below:
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SLO Phase 1:
Learn about this year’s students

This first phase is the discovery phase, just before the start of the school year and in its first few weeks.
Once teachers know their rosters, they will access as much information as possible about their new
students’ baseline skills and abilities, relative to the grade level or course the teacher is teaching. End-of-
year tests from the prior spring, prior grades, benchmark assessments and quick demonstration
assessments are all examples of sources teachers can tap to understand both individual student and group
strengths and challenges. This information will be critical for goal sefting in the next phase.

SLO Phase 2:
Set minimum of one and maximum of four SLO’s
(goals for learning)

To create their SLOs, teachers will follow these four steps:

Step 1: Decide on the Student Learning Objectives

The objectives will be broad goals for student learning. They should each address a central purpose of the
teacher’s assignment and should pertain to a significant proportion of his/her students relative to the grade
level being taught. Teacher can choose one or two classes. Each SLO should reflect high expectations
for student learning - a year’s worth of growth (or a semester’s worth for shorter courses) and should be
aligned to relevant state, national, or district standards for the grade level or course. Depending on the
teacher’s assignment, the objective might aim for content mastery or it might aim for skill development or
for both content and skills.

Teachers are encouraged to collaborate with grade-level and/or subject-matter colleagues in the creation
of SLOs. Teachers with similar assignments may have identical objectives although they will be
individually accountable for their own students’ results.

The following are examples of SLOs based on student data:

8th Grade Science My students will master critical concepts
of science inquiry.

High School Visual Arts | All of my students will demonstrate proficiency
in applying the five principles
of drawing.

Step 2:_Select Indicators of Academic Growth and Development (JAGDs

An Indicator of Academic Growth and Development (IAGD) is the specific evidence, with a
quantitative target, that will demonstrate whether the objective was met. Each SLO must include at least
one indicator.

Fach indicator should make clear (1) what evidence will be examined, (2) what level of performance is
targeted, and (3) what proportion of students is projected to achieve the targeted performance level.
Indicators can also address student subgroups, such as high or low-performing students or ELL
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students. It is through the Phase I examination of student data that teachers will determine what level of
performance to target for which students. The Template for Setting SMART Goals should be referenced
as a resource for setting SLOs/TAGDs.

Since indicator targets are calibrated for the teacher's particular students, teachers with similar
assignments may use the same evidence for their indicators, but they would be unlikely to have identical
targets. For example, all 2ud grade teachers in a district might use the same reading assessment as their
IAGD, but the performance target and/or the proportion of students expected to achieve proficiency
would likely vary among 2nd grade teachers.

Taken together, a SLO's indicators, if achieved, would provide evidence that the objective was met. Here
are some examples of indicators that might be applied to the previous SLO examples:

Sample SLO-Standardized 1AGD(s)

improvement in or mastery of
reading comprehension skills by
June 2013,

8th Grade My students will master critical 75-85% of my students will score at the proficient

Science concepts of science inquiry. or higher level on the science CMT in March
2013,

4th Grade My 22 students will demonstrate Of 17 students assessed on the standard CMT,

65 - 75% will show growth on the 4th grade CMT
Reading.

Of 5 students assessed on the MAS for Reading
CMT, 60-80% will show growth on the 4th grade
CMT reading MAS

le SLO-Non-Standardized IAGD(s)

8th Grade My students will master My students will design an experiment that
Science critical concepts of science incorporates the key principles of science inquiry.
inquiry. 80- 90% will score a 3 or 4 on a scoring rubric
focused on the key elements of science inquiry.
High School | My students will demonstrate 75-85% of students will attain a 3 or 4 in at least 4 of
Visual Arts proficiency in applying the five 5 categories on the principles of drawing rubric
principles of drawing. designed by visual arts teachers in our district.

Step 3: Provide Additional Information

During the goal-setting process, teachers and evaluators will document the following:
e the rationale for the objective, including relevant standards
& any important technical information about the indicator evidence (like timing or scoring plans);
e the baseline data that was used to set each IAGD;
e inferim assessments the teacher plans to use to gauge students’ progress toward the SLO during
the school year; and
& any training or support the teacher thinks would help improve the likelihood of meeting the SLO.
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Step 4: Submit SLOs to Evaluator for Approval

Teachers and evaluators will confer during the goal-setting process to select mutually agreed-upon SLOs. -
SLOs remain proposals until both the teacher and evaluator sign off on them. This Goal Setting
Conference must take place no later than November 15.

SLOs must meet all three criteria below to be approved. If they do not meet one or more criteria, the
evaluators will provide written comments and discuss their feedback with. the teacher during the fall Goal-
Setting Conference. SLOs that are not approved must be revised and resubmitted to the evaluator within
ten days.

SL.O Approval Criteria

Rigor of Objective/Indicators

Priority of Content Quality of Indicators

Objective and indicator(s) are

Objective is deeply relevant to
teacher’s assignment and
addresses a significant proportion
of his’her students relative to the

Indicators provide specific,
measurable evidence. The
indicators provide evidence
about students’ progress over the

attainable but ambitious and

taken together, represent a year's
worth of growth for students (or
appropriate growth for a shorter

school year or semester during interval of instruction).

which they are with the teacher.

grade level being taught.

SLO Phase 3:
Monitor students' progress

Once SLOs are approved, teachers should monitor students’ progress towards the objectives. They can,
for example, examine student work products, administer interim assessments and track students'
accomplishments and struggles. Teachers can share their interim findings with colleagues during
collaborative time, and they can keep their evaluator apprised of progress.

If a teacher’s assignments change, if student population shifts significantly, or if a recalibration of goals is
needed, the SLOs can be adjusted during the Mid-Year Conference between the evaluator and the teacher.
This Mid-Year Conference should be held no later than January 15.

SLO Phase 4:
Assess student outcomes relative to SLOs

At the end of the school year, the teachers should collect the evidence required by their indicators and
submit it to their evaluator. Along with the evidence, teachers will complete and submit a self-assessment
which asks teachers to reflect on the SLO outcomes by responding to the following four statements:

Describe the results and provide evidence for each indicator.
Provide vour overall assessment of whether this objective was met.
Describe what you did that produced these results.

Describe what vou learned and how you will use that going forward.

8o o
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Evaluators will review the evidence and the teacher's self-assessment and assign one of four ratings to
each SLO: Exceeded (4 points), Met (3 points), Partially Met (2 points), or Did Not Meet (1 point).
These ratings are defined as follows:

90% of the students met or substantially exceeded the target(s) contained in
the indicator(s).

80% of the students met the target(s) contained in the indicators within a few
points on either side of the target(s).

70% of the students met the target(s) but a notable percentage missed the
target by more than a few points. However, taken as a whole, significant
progress towards the goal was made.

Less than 70% of the students met the target(s). Little progress toward the
goal was made.

For SLOs with more than one indicator, the evaluator will look at the results as a body of evidence
regarding the accomplishment of the objective and score the SLO holistically.

The final student growth and development rating for a teacher is the average of all of their SLO scores.
For example, if a teacher has set 2 SLOs: if one SLO was Partially Met, for 2 points, and the other SLO
was Met, for 3 points, the student growth and development rating would be 2.5 [(2+3)/2]. The individual
SLO ratings and the student growth and development rating will be shared and discussed with teachers
during the End-of-Year Conference.

NOTE: For SLOs that include an indicator based on state standardized tests, results may not be
available in time to score the SLO prior to the June 30 deadline. In this instance, if evidence for
other indicators in the SLO is available, the evaluator can score the SLO on that basis prior to the
June 30 deadline. Or, if state tests are the basis for all indicators, then the teacher’s student growth
and development rating will be based only on the results of the SL.O that is based on non-
standardized indicators.

However, once the state test evidence is available, the evaluator is required to score or rescore the
SLO, then determine if the new score changes the teacher’s final (summative) rating. The evaluation
rating can be amended at that time as needed, but no later than September 15.

Additional Information About Writing Student Qutcomes Related Indicators

Each teacher will write at least one but no more than four SLO's. One half (22.5%) of the indicators of
academic growth and development (JAGD) used as evidence of whether goal/objectives are met shall be
based on the state test for those teaching tested grades and subjects. For the other half (22.5%) of the
TAGD there may be:

e A maximum of one additional standardized indicator, if there is mutual agreement, between
teacher and supervisor, subject to the dispute resolution procedure described in this plan

® A minimum of one non-standardized indicator. However, more indicators may provide more
chances for student success.
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Examples of indicators that may be used to produce evidence of academic growth and development
include, but are not himited to:

i

2

Standardized indicators;
a Standardized assessments are characterized by all of the following attributes;
1 Administered and scored in a consistent - or "standard” - manner;
i1 Aligned to a set of academic or performance "standards;"
ifi Broadly administered (e.g., nation - or statewide);
iv Commercially produced;
v Often administered only once a year

b Standardized assessments include, but are not limited to: AP exams;

i SAT-9

ii DRA (administered more than once a year);

iii DIBELS (administered more than once a year),

iv.  NWEA (administered more than once a year);

v Trade certification exams;

vl Standardized vocational ED? exams;

vii Curriculum based assessments taken from banks of state-wide or assessment
consorthum assessment item banks.

Non-Standardized indicators;
a Non-standardized indicators include, but are not limited to:

i Performances rated against a rubric (such as music performance, dance
performance);

it Performance assessments or tasks rated against a rubric (such as constructed
projects),

iti Portfolios of student work rated against a rubric;

iv  Curriculum-based assessments, including those constructed by a teacher or team
of teachers;

v Problem Based Learning Activities (PBL)

vi Periodic assessments that document student growth over time (such as formative
assessments, diagnostic assessments, and district benchmark assessments);

vii Other indicators {(such as teacher developed tests, student written work, or
constructed projects).

Indicators of academic growth and achievement should be fair, reliable, valid and useful to the greatest
extent possible. These terms are defined as follows:

[P R SRR

Fair to Students - the IAGD is used in such a way as to provide students an opportunity to show
that they have met or are making progress in meeting the goal. The use of the IAGD is as free as
possible from bias and stereotype.

Fair to Teachers - The use of an [AGD is fair when a teacher has the professional resources and
opportunity to show that histher students have made growth and when the indicator is appropriate
to the teacher’s content, assignment and class composition.

Reliable - Use of the indicator is consistent among those using the indicators over time

Valid - The indicator measures what it is intended to measure.

Useful - The indicator may be used to provide the teacher with meaningful feedback about
student knowledge, skills, perspective and classroom experience that may be used to enhance
student learning and provide opportunities for teacher professional growth and development.
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CATEGORY #4: Student Feedback {5%)

Research, including the Gates Foundation Measures of Effective Teaching study, has shown that student
surveys can be valid and reliable indicators of teacher performance and that student feedback about a
teacher is correlated with student performance in class. Additionally, student surveys provide teachers
with actionable information they can use to improve their practice — feedback that teachers would not
necessarily receive elsewhere in the evaluation process.

Feedback from students is used to help determine the remaining 5% of the Student Outcome Related
Indicators.

1. Feedback shall be solicited through survey questions taken from the National School Climate
Survey or such other survey as the Superintendent may approve from time to time.

2. Principals and teachers should use their judgment in setting goals for the student feedback
category. It is recommended that teachers measure performance in terms of percentages of
students who respond favorably to survey questions.

3. Principals and teachers then set a numeric performance target, based on growth or, if performance
is already high, on maintenance.

4. Teachers, in consultation with their principal, may also decide to focus a goal on a particular
subgroup of students.

5. The Student Feedback Rating should reflect the degree to which a teacher makes growth on
feedback measures, using data from the prior school year or the fall of the current year as a
baseline. For teachers with high ratings already, summative ratings should reflect the degree to
which ratings remain high.

This is accomplished through a review of evidence provided by the teacher and application of the
following scale:

T R

SR

Summative Teacher Evaluation Scoring

The individual summative teacher evaluation rating will be based on four categories of performance,
grouped in two major focus areas: Student Ouicomes Related Indicators and Teacher Practice Related
Indicators '

Every educator will receive one of the four performance ratings:

Exemplary- Substantially exceeding indicators of performance (a rating of 3.6 -- 4.0)
Proficient- Meeting indicators of performance (a rating of 3.1 -3.5)
Developing- Meeting some indicators of performance but not others (a rating of 2.6-3.0)

Below Standard- Not meeting indicators of performance (a rating of 2.5 or less)
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The rating will be determined using the following steps:

1) Calculate a Teacher Practice Related Indicators score by combining the observation of teacher
performance, practice score and the parent feedback score.

2) Calculate a Student Qutcomes Related Indicators score by combining the student growth and
development score and whole-school student learning indicator or student feedback score.

3} Use the Summative Matrix to determine Summative Rating

Each step is illustrated below:

1) Calculate a Teacher Practice Related Indicators rating by combining the observation of teacher
performance and practice score and the parent feedback score

The observation of teacher performance and practice counts for 40% of the total rating and parent
feedback counts for 10% of the total rating. Simply multiply these weights by the category scores
to get the category points, rounding to a whole number where necessary. The points are then
translated to a rating using the rating table below.

Observation of Teachr Perfaance an - 2.8 40 112

Practice

Parent Feedback ' 3 10 30

TOTAL TEACHER PRACTICE RELATED INDICATORS POINTS 142
Rating Fable

50-99 Below Standard
100-149 Developing
150-174 Proficient
175-200 Exemplary

2) Calculate a Student Outcomes Related Indicators rating by combining the student growth and
development score and whole-school student learning indicator or student feedback score.
The student growth and development category counts for 45% of the total rating and the student
feedback category counts for 5% of the total rating. Simply multiply these weights by the
category scores to get the focus area points. The points are then translated to a rating using the
rating table below:

Student Growth and Development (SLOs) 3.5 45 158
‘Whole School Student Learning Indicator or Student 3 5 15
Feedback

TOTAL STUDENT OUTCOMES RELATED INDICATORS POINTS 173
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Rating Table

0—99 Below Standard
100-149 Developing
150-174 Proficient
175-200 Exemplary

3) Use Summative Matrix to determine Summative Rating

Identify the rating for each focus area and follow the respective column and row to the center of the table.
The point of intersection indicates the summative rating. For the example provided, the Teacher Practice
Related Indicators rating is proficient and the Student Outcomes Related Indicators rating is proficient.
The summative rating is therefore proficient. If the two focus areas are highly discrepant (e.g., a rating of
exemplary for Teacher Practice and a rating of below standard for Student Qutcomes), then the evaluator
should examine the data and gather additional information in order to make a summative.

Teacher Practice Related Indicators Rating

Summative
Rating Matrix

Student Outcomes Related Indicators
Rating
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Adjustment of Summative Rating; Summative ratings must be completed for all teachers by June 30th of
a given school year. Should state standardized test data not be available at the time of a final rating, a
rating must be completed based on evidence that is available. When the summative rating for a teacher
may be significantly impacted by the state standardized test data, the evaluator may recalculate the
teacher’s summative rating when the data is available and submit the adjusted rating no later than
September 15. These adjustments should inform goal setting in the new school year.

Definition of Effectiveness and Ineffectiveness

Teachers in their first year of teaching shall be deemed effective if they receive a rating of Developing.
Teachers in their second year of teaching shall be deemed effective if they receive a rating of Developing
but such rating must be between 275 and 298 points. Teachers in their third year or beyond shall be
deemed effective if they receive a rating of Proficient or Exemplary.

All other teachers shall be deemed ineffective.

Dispute Resolution

The Professional Development Committee shall resolve disputes where the evaluator and teacher cannot
agree on objectives/goals, the evaluation period, feedback on performance and practice, or final
summative rating. Resolutions must be topic-specific and timely. Should the Professional Development

Committee fail to resolve a given issue, the determination regarding that issue will be made by the
superintendent.
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Appendix -
Westport Teaching and Learning Standards

Teachers’ knowledge, skill and professional practices are primary factors that affect
student achievement. This document is intended to provide degcriptive common
language for educators in Westport articulating the expeotations for teachers’ practices
which promotes student learning,

Description of Category

Instruction

. ® The teacher displays extensive knowledge of content, curricwlum, and pedagogy and
conveys hisfher knowledge effectively so that all students build deep understanding.

Sample Performance Indicators

he teacher:

e plans learning activities which follow a coherent progression grounded in essential
questions and big ideas and based upon students’ academic and developmental needs,

o anficipates possible student tisconceptions, difficulties, and confusion and plans Jessof
with strategies to address predictable obstacles to understanding.

o designs learning activities which allow students to practice procedures and thislang skills
in order to help students build deep understanding.

v frames the learning so that students know: what they need to know and be able to do
(mastery objective); what activities they will be involved with that are in direct support of
the mastery objective (itinerary), and; how fheir learning will be assessed (assessmont
criteria).

s activates stadents’ current knowledge and integrates new information into the context of -
previously leamed knowledge to help students understand the connections between iteins
of information.

e provides lessons that relate to daily ife and ate retevant to students; links learning to real-
life applications.

o uses differentiated strategies and assignments which build upon students’ interests and
skills in order fo enable students to effectively demonstrate their understanding.

o employs cogpitively challenging tasks and questioning strategies which elicit higher order
thinking skiils.

»  encourages active participation through student-centered problem-solving.

checks for evidence of student understanding during instruction and adjusts the lesson
accordingly.

provides individualized and/or small group support as needed and appropriate.
provides opportunities for students to reflect on thelr learning.

helps students make the connection between their effort and thetr achievement.
integrates technology tools and applications appropriately into instruction to build deep
understanding. !
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Appendix

Westport Teaching and Learning Standards

a

Students:

>

are aware of and focused upon the mastery objective (what it is they need to know and be
able to do). ’

acoess and transfer prior knowledge in order to develop new skills, construet knowledge, .
and/or gain deeper understanding.

develop deep understanding by eritically thinking including analyzing (i.e, classifying,
categorizing, comparing/contiasting), synthesizing (i.e., bypothesizing, inferring,
predicting, creating, imagining), and/or evaluating (i.e., judging, debating, deciding,
recommending, editorializing). . .
participate in differentiated instructional strategies to access the curriculum and fo show
what they know and are able to do.

think flexibly (i.e., take another point of view, change perspeciives, generate alternatives,
consider options).

work vollaboratively in flexible groups.

are purposcefitlly engaged whether working as a fill class, in groups, or as individuals.
respond to questions posed by the teacher (or by fellow students) and pose questions of
their own. .

are purposefully engaged in planned activities that promote reflection.

are tenacious as they stick with a task until it is completed to the stated expectation of
performance (assessment oriteria).




Appendix
Westport Teaching and Learning Standards for Library Media Specialists

Library media specialists’ knowledge, skill and professional practices are primary factors that affect student
achievement. This document is intended to provide descriptive common language for educators in Westport
articulating the expectations for library media specialists’ practices, which promote student learning.

Description of Category

Instruction
¢ The library media specialist displays extensive knowledge of the ITL curriculum in relation to other
curriculum areas and conveys his/her knowledge in an effective manner so that all students and staff
are effective users of ideas and information.

Sample Performance Indicators

The library media specialist:

¢ plans learning activities which follow a coherent progression grounded in essentlal questions and big
ideas, and based upon students’ academic and developmental needs.

 anticipates possible student misconceptions, difficulties, and confusion and plans lesson with strategies to
address predictable obstacles to understanding.

¢ designs learning activities which afford students with the opportunity to practice requisite
procedures/skills in order to help students build deep understanding.

» frames the learning so that students know what they need to know and be able to do (mastery objective),
and; what activities they will be involved with that are in direct support of the mastery objective
(itinerary), and; how their learning will be assessed (assessment criteria).

e activates students’ current knowledge and integrates new information into the context of previously

learned knowledge to help students understand the connections between items of information.

provides lessons that relate to daily life and are relevant to students; links learning to real-life applications.

uses differentiated strategies and assignments which build upon students’ interests and skills, and enable

students to effectively demonstrate their knowledge and skill.

employs cognitively challenging tasks and questioning strategies which elicit higher order thinking skills.

encourages active participation through student-centered problem-solving.

checks for evidence of student understanding during instruction and adjusts lesson plan accordingly.

provides individualized and/or small group support as needed and appropriate.

integrates a variety of technological tools and applications into instructional design and implementation.

instructs students and staff in the use of inquiry and information problem solving strategies.

designs and implements learning activities with classroom teachers which afford students the

opportunity to learn and/or practice requisite I'TL procedures/skills in order to help students build

deep understanding.

o displays extensive and current content knowledge about children’s and young adult literature,
fiction and nonfiction resources, and information and technology literacy.

o uses knowledge of literature to select and recommend a wide range of resources for student
reading.

« promotes reading through reading motivation and reading guidance.

e provides orientation programs for all students and staff concerning the library media facility,
resources, and services.
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Appendix
Westport Teaching and Learning Standards for Library Media Specialists

Students:

* ® ¢ o & 0

locate and access print and digital resources with confidence.

reflect on the use of an information problem solving process.

independently select reading materials.

use information in an ethical and responsible way and cite all sources.

employ search strategies to navigate electronic resources.

are aware of and focused upon the mastery objective (what it is they need to know and be able to do).
access and transfer prior knowledge in order to develop new skills, construct knowledge, and/or gain
deeper understanding

develop deep understanding by critically thinking including analyzing (i.e., classifying, categorizing,
comparing/contrasting), synthesizing (i.e., hypothesizing, inferring, predicting, creating, imagining),
and/or gvaluating (i.e., judging, debating, deciding, recommending, editorializing).

participate in differentiated instructional strategies to access the curriculum and to show what they
know.

think flexibly or from another point of view; change perspectives, generate alternatives, and/or
consider options.

work collaboratively in flexible groups.

are purposefully engaged at all times whether working as a full class, in groups, or as individuals.
respond to questions posed by the teacher (or by fellow students) and pose questions of their own.
are tenacious-they stick with a task until it is completed with mastery in accordance with the stated
expectation of performance (assessment criteria).




Appendix
Westport Teaching and Learning Standards for Library Media Specialists

Description of Category

Assessment

The library media specialist works with the classroom teacher to continuaily assess student progress,
analyze the results, and adjust instruction to improve student achievement. The LMS supports the
classroom teacher in assessment, and although s’he does not give library media grades on the report card,
s/he may plan with the classroom teacher to provide teachers with student library media performance data
at the end of a class or unit.

Sample Performance Indicators

In collaboration with the classroom teacher, the library media specialist:

gathers data about student performance and other relevant information from a variety of sources (i.e.,
records review, previous teachers, guidance counselors/pupil personnel staff) and analyzes such data to
plan instruction accordingly.

uses assessment information to support instructional goals when planning lessons.

develops and communicates appropriate assessment criteria for success prior to the assignment of student
work; uses rubrics, exemplars/anchor papers and models to describe the expectations for student
performance.

assesses student progress before instruction (pre-assessment; determines what students already know
and/or can do), during instruction (formative assessment; checks for understanding), and after instruction
{(summative assessment) and makes adjustments during a lesson and/or between lessons according to
student learning needs.

differentiates assessments as needed so all students have a way to show what they know.

provides timely feedback to students about the quality of their work and suggests specific strategies for
improvement.

develops and uses a clearly defined grading system consistent with school/district policy and practice;
maintains accurate records of student performance.

communicates with students, families, and colleagues regarding student progress.

provides longitudinal perspective of students’ ITL skills (K-5; 6-8; 9-12) to teachers during
collaborative planning.




Appendix
Westport Teaching and Learning Standards for Library Media Specialists

Description of Category

Learning Environment

The library media specialist acts on the belief that every student can learn. The library media
specialist creates and facilitates a positive learning environment through effective management
and the creation of a climate conducive to learning.

Sample Performance Indicators

The library media specialist:

holds all students to high academic standards and expectations, regardless of differences such as prior
educational background and achievement, racial/ethnic membership, disabilities, gender, or socioeconomic
background.

exhibits his/her interest, enthusiasm, and energy for teaching and learning and promotes a positive
learning environment where students are motivated to learn.

creates and nurtures positive interpersonal relationships (including courtesy, faimess, trust, and respect)
with and among students.

manages the classroom with clear expectations and instructions for behavior, routines, and procedures
(including those for safety) and uses effective strategies to provide momentum for maximum use of
instructional time.

organizes and arranges materials, equipment, and displays to enhance learning, support the school-wide
curriculum, and build community.

Students (and staff):

»

are actively engaged and participate in class, regardless of prior educational background and achievement,
racial/ethnic membership, disabilities, gender, or socioeconomic background.

take responsible intellectual risks to enhance their learning by asking questions and sharing thoughts and
ideas.

respond respectfully to the teacher and to each other.

demonstrate familiarity and cooperate accordingly with expectations and instructions for behavior,
routines, and procedures.
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Westport Teaching and Learning Standards for Library Media Specialists

Description of Category

Program Coordination
o The library media specialist displays the ability to manage the library media center’s resources,
programs, services, and staff in order to meet the stated educational goals of the school and district.

Sample Performance Indicators

The library media specialist:

e plans, executes and evaluates the library media program whxch aligns with school district
goals,
manages the library media center budget.
stays abreast of current resources by reading a variety of review sources.
develops procedures and organizational plans for the library media center and program.
manages the electronic circulation system and online catalog.
articulates intellectual freedom issues and manages challenges.
advocates for and promotes the library media program.
provides staff development opportunities that support and enhance the ITL curriculum.
manages support staff and volunteers to maximize the impact of the library media program
and services.
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Students (and staff):

¢ use a wide variety of current print and digital resources.

» access a rich range of resources in the library media collection that support an ever changing
curriculum and personal interests.

e locate resources on the online catalog and databases at school and remotely.

e understand and can articulate the various programs and services of the library media center.




Appendix
Westport Teaching and Learning Standards for Library Media Specialists

Description of Category

Professional Development

s The library media specialist is committed to his or her professional growth and contributes to
the continuous improvement of the school, district, and profession.

Sample Performance Indicators

The library media specialist:

* participates in the PDEP goal-setting process—collaboratively working with his/her administrator(s) to
select a goal which focuses on the improvement of student learning. */**
implements strategies to support student achievement associated with the PDEP goal #/¥*

¢ analyzes the success of efforts undertaken during the PDEP goal process in terms of the impact on student
achievement, */*#

e continuously reflects upon his/her practice in relation to the impact on student learning and utilizes
feedback from sources including colleagues, administrators, and students to continuously improve
professional practice.

e engages in ongoing collaboration with colleagues (including looking at student work together) to improve
both the teacher’s practice and the practice of colleagues as part of a professional learning community.

* pursues opportunities to increase subject matter knowledge and pedagogical skill as well as contributing to
the profession through ongoing professional development. Examples of professional growth activities
include (but are not limited to):

» reviewing current research and using it as a foundation for planning instructional content and
delivery.

* interacting with colleagues to discuss reflect upon a specific aspect of teaching and learning,
including participating in a peer-reflective conversation of a videotaped lesson.

* participating in a study group on a topic that is central to the craft of teaching and has the potential
to improve the achievement of students.

= |eading or facilitating a workshop or course.

» participating in curriculum reviews.

= participating in workshops, conferences, and/or activities sponsored by professional organizations.

*Non-tenured teachers in their first year will have a goal focused on the demonstration of effective teaching. Non-tenured teachers in their second
vear who are required to complete a BEST portfolio will have this as the focus of their goal. Non-tenured teachers move into student achievement
goal-setting in the third year.

**Non-tenured teachers with previous CT tenure andfor hold a CT Provisional or Professional Certificate will have their first two years focused on
the demonstration of effective teaching and will move into student achievement goal-setting in the third year.
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Description of Category

Professionalism

*

Teachers exhibit a high degree of professionalism when working with all members of the school
community.

Sample Performance Indicators

The library media specialist:

participates collegially with administrators and colleagues to support identifying and implementing
strategies for school improvement which support the mission and vision of the school/district.

participates and/or takes a leadership role in professional development activities and committees.

engages in dialogue, problem-solving, planning, and/or curricular improvement with other teachers in the
same grade level or subject within the school or across the district.

serves as a mentor (formal or informal) to others.

represents himself or herself and the school/district professionally when working with students, parents,
and other members of the community.

interacts in a respectful manner with all members of the school community.

maintains classroom standards and policies that are consistent with school-wide policies.

sponsors and/or supports student extracurricular and/or co-curricular activities such as clubs, teams,
cuitural productions, etc. ‘

participates in required meetings (such as staff, team, committee, and department) and parent conferences.
performs required school duties (cafeteria/recess duty, hall monitoring, bus monitoring, chaperoning, etc.).

meets professional obligations in a timely fashion (i.e., submits paperwork/reports, progress
reports/grades, efc.).




Appendix
Westport School Counselor Standards

School counselors’ knowledge, clinical skills and professional practices are primary
factors that affect student achievement and social-emotional development. This
document s intended to provide descriptive common language for school counselors in
Westport articulating the expectations for school counselors’ inputs which promote
student learning and social-emotional development.

Description of Category

Counseling
¢ The counselor is committed to students and learning as demonstrated by utilizing
counseling theories and techniques and their application to student learning and
social-emotional development

Sample Performance Indicators

The school counselor:

» assists students in developing decision-making skills.

» demonstrates knowledge of family development and family life.

e makes appropriate student referrals for counseling.

» demonstrates the ability to provide individual counseling to target populations.

¢ demonstrates the ability to initiate counseling relationships with students.

e demonstrates skill and sensitivity in terminating counseling relationships.

¢ displays respect for the rights and unique characteristics of students.

¢ counsels students in their adjustment to a new school.

e creates a counseling environment which fosters feelings of acceptance and empathy.

¢ demonstrates sensitivity to multicuitural and multiethnic issues in counseling.

* modifies one's own professional behavior in response to constructive criticism.

e facilitates group counseling effectively.

» provides information and guidance in selecting schools and colleges (middle
and high school).

» writes effective college recommendations for students.

e assists students in making schedule adjustments due to conflicts in scheduling
(middle and high schoot).

e provides a systematic approach to individual students of postsecondary planning
using academic and career information (middle and high school).

® manages resources for researching opportunities as scholarships, military,
internships, and other post secondary options.
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Westport School Counselor Standards

Description of Category

Consulting
¢ Counselor shows knowledge of community and school resources and shares this

information with students, parents, staff, and community members.

Sample Performance Indicators

The school counselor:

[ 2
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shows knowledge of community and school resources and shares this information with
students, parents, staff, and community.

provides school expertise for community agencies.

provides counseling perspective and relevant information to other school departments.
assists instructional personnel in relating subject matter to career development.

shares general information related to family development and family life to school
departments.

participates in the special education and ADA, Section 504 planning process where
counselor input is required.

shares background pertinent to student performance with appropriate parties for program
planning.

shares information pertinent to available community resources.

provides a counseling perspective in the development of school initiatives.

employs mediation skills with the school population.

contributes expertise to the development and implementation of district wide policies and
procedures.

plans and delivers parent programs for postsecondary options, transition to new school
levels, and for assisting with child development.

interprets tests and career interest inventory information to target populations in order to
assist with program planning. '

provides information on the selection of post secondary training (high school).
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Westport School Counselor Standards

Description of Category

Coordinating

Counselor coordinates and implements counseling programs in the school and
serves as liaison with students, parents, teachers, and system support personnel.

Sample Performance Indicators

The school counselor:

coordinates and implements counseling programs in the school and serves as liaison with
students, parents, teachers, and system support personnel.

coordinates the services and activities of the school counseling program.

coordinates community resources related to the services and activities of the school
counseling program.

develops cooperative working relationships between the school and community agencies.
coordinates school resources to ensure the provision of school counseling information to
target populations.

initiates communication between the school counseling department and home.

facilitates the provision of career and vocational information to all students.

collaborates with members of the instructional staff to maximize the academic experience
for students.

serves as liaison among students, parents, teachers, and system support personnel.

coordinates programs for students and parents to assist in post secondary planning.
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Description of Category

Managing the Curriculum
® Counselor demonstrates knowledge of school counseling topics and implements a

developmentally appropriate school counseling curriculum.

Sample Performance Indicators

The school counselor:

LN
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demonstrates knowledge of school counseling topics and implements a developmentally
appropriate school counseling curriculum.

designs, evaluates, and revises a planned sequential and developmentally appropriate
school counseling curriculum.

addresses goals and objectives in units of instruction.

employs a variety of strategies to achieve instructional objectives in the delivery of the
curriculum.

promotes a positive learning environment.

facilitates the instructional process by using school and community resources.
modifies teaching methods using a variety of evaluation techniques.

designs procedures to measure student outcomes.

collaborates with classroom teacher(s) in the delivery of the school counseling
curriculum.

Description of Category

Individual Planning
¢ Counselor provides a systematic approach to individual planning for transition to

various school levels.

Sample Performance Indicators

The school counselor:

L J

provides a systematic approach to individual planning for transition to various school
levels. '

provides a systematic approach to individual planning of postsecondary planning using
academic and career information {middle and high school).
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Westport School Counselor Standards

Description of Category

Managing
o Counselor manages resources for the implementation of the school counseling
program and articulates the program to students, staff, and parents.

Sample Performance Indicators

The school counselor:

* manages resources for the implementation of the school counseling program and articulates
the program to students, staff, and parents.

e manages time, space, materials and equipment for the provision of the school counseling

program.

uses technology to improve the delivery of the program.

implements and evaluates a developmental school counseling program.

organizes the public relations program of the school counseling program.

conducts evaluations of the school counseling program and interprets the results to the school

and community.

uses evaluations to modify the school counseling program.

plans, implements, maintains and evaluates the systems necessary for the support and

maintenance of the school counseling program.

uses applied research to modify the school program.

manages the collection, use, retention, and destruction of educational records in accordance

with local policies, state and federal laws.

e manages resources for researching opportunities such as scholarships, military, apprentices,
and other post secondary options.
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Description of Category

Contributing

e Counselor is active and participates in activities for the effective operation of the
school and establishes and maintains effective relationships with staff and
administrators.

Performance Indicators

The school counselor:
e actively participates in activities for the effective operation of the school and establishes
and maintains effective relationships with staff and administrators.
s communicates with administrators, teachers, staff, students, parents, and the community
regarding the school counseling program.
participates in school-wide decision making.
is active on school and district committees.
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Description of Category

Professionalism and Professional Development

e Counselor demonstrates personal growth and professional development and
adheres to the ethical standards of the counseling profession. Counselor
demonstrates a high degree of collegiality, respect, and personal responsibility.

Performance Indicators

The school counselor:

.
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demonstrates knowledge of the history and foundations of the profession; of various service

models and methods; of public policy development applicable to services to children,

adolescents, and families; and of ethical, professional, and legal standards.

adheres to the ethical standards of the state and national school counselor associations.

adheres to preferred practices prescribed by state and national school counselor associations.

demonstrates knowledge of local policies and state and federal laws pertaining to school
guidance and counseling program.

demonstrates knowledge of current practices in the field of school counseling.

practices in ways that are consistent with applicable ethical and professional standards.

is involved in the profession.

has the knowledge and skills needed to acquire career-long professional development.

has knowledge of, access to, evaluates, and utilizes information sources and technology in

ways that safeguard and enhance the quality of school counseling services.

is committed to his or her professional growth and contributes to the continuous improvement

of the school, district, and profession.

 participates in the PDEP goal-setting process—coilaboratively working with his/her
administrator(s) to select a goal which focuses on the improvement of student learning
and social emotional development.

+ implements strategies to support student achievement and social-emotional development
associated with the PDEP goal.

s analyzes the success of efforts undertaken during the PDEP goal process in terms of the
impact on student achievement and social-emotional development.

» continuously reflects upon his/her practice in relation to the impact on student learning
and social-emotional development and utilizes feedback from sources including
colleagues, administrators, and students to continuously improve professional practice.

» pursues opportunities to increase school counseling skills as well as contributing to the
profession through ongoing professional development. Examples of professional growth
activities include (but are not limited to):

o reviewing current research and using it as a foundation for planning delivery of

school counseling services.

o interacting with colleagues to discuss reflect upon a specific aspect of school

counseling practice, including participating in a peer-reflective conversations.

o participating in a study group on a topic that is central to the craft of school
counseling and has the potential to improve the achievement and social-
emotional development of students.
leading or facilitating a workshop or course.
participating in curriculum reviews.
engaging in school improvement dialogues.
participating in clinical supervision on an individual and group level.
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Westport School Psychologist Standards

School Psychologists” knowledge, clinical skills and professional practices are primary
factors that affect student achievement and social-emotional functioning. This document
is intended to provide descriptive common language for school psychologists in Westport
articulating the expectations for school psychologists” inputs which promote student
social-emotional development and learning.

Description of Category

Data Based Decision Making and Accountability

¢ School psychologists define current problem areas, strengths, and needs (at the
individual, group, and systems level) through assessment, and measure the effects
of the decisions that result from the problem-solving process.

Sample Performance Indicators

The school psychologist:

¢ has knowledge of various models and methods of assessment that yield information
useful in identifying strengths and needs, in understanding problems, and in measuring
progress and accomplishments.

¢ uses varied models and methods as part of a systemic process to collect data and other
information.

+ uses varied models and methods to translate assessment resuits into empirically-based
decisions about service delivery.
uses varied models to evaluate the outcomes of services.
practices such that data-based decision making permeates every aspect of professional
practice. _
conducts comprehensive psychological evaluations.
writes effective psychological reports.

Description of Category

Consultant and Collaboration
® School psychologists demonstrate the ability to listen well, participate in
discussions, convey information and work together with others at an individual,
group and systems level.

Sample Performance Indicators

The school psychologist:
» applies behavioral, mental health, collaborative, and/or consultation models and methods
appropriately to particular situations. :
+ collaborates effectively with others in planning and decision-making processes at the
individual, group, and system levels.
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Description of Category

Effective Instruction and Development of Cognitive/Academic Skills
e School psychologists develop challenging but achievable cognitive and academic
goals for all students, provide information about ways in which students can
achieve these goals, and monitor student progress toward these goals.

Sample Performance Indicators

The school psychologist:

o understands human learning processes, techniques to assess them, and direct and indirect
services applicable to the development of cognitive and academic skills.

s develdps, in collaboration with others, appropriate cognitive and academic goals for
children and adolescents with different abilities, disabilities, strengths, and needs.

* implements interventions, including instructional interventions and consultation, to
achieve the above goals.

+ evaluates the effectiveness of such interventions in terms of student progress.

Description of Category

Socialization and Development of Life Skills
o School psychologists develop challenging but achievable behavioral, affective,
counseling, or adaptive goals for all students, provide information about ways in
which students can achieve these goals, and monitor student progress toward
these goals,

Sample Performance Indicators

The school psychologist;

» knows human development processes, techniques to assess these processes, and direct
and indirect services applicable to the development of behavioral,
affective, adaptive, and social skills,

e develops, in collaboration with others, appropriate behavioral, affective, adaptive, and
social goals for children and adolescents of varying abilities, disabilities, strengths, and
needs,

¢ implements interventions including consultation, behavioral assessment/intervention and
individual, small group, and large group counseling to achieve these goals.

e evaluates the effectiveness of these interventions in terms of student progress.
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Description of Category

Diversity in Development and Learning
¢ School psychologists are aware of, appreciate, and work with individuals and
groups with a variety of strengths and needs from a variety of racial, cultural,
ethnic, experiential, and linguistic backgrounds.

Sample Performance Indicators

The school Psychologist:

» knows individual differences, abilities, and disabilities and the potential influence of
biological, social, cultural, ethnic, experiential, socioeconomic, gender-related, and
linguistic factors in development and learning.

* demonstrates the sensitivity and skills needed to work with individuals of diverse
characteristics.

¢ implements strategies selected and/or adapted based on individual characteristics,
strengths, and needs.

Description of Category

School and System Organization, Policy Development, and Climate
» School psychologists understand the school as a system and work with individuals and
groups to facilitate structure and policies that create and maintain schools as safe, caring
and inviting places for members of the school community.

Sample Performance Indicators

The school psychologist:
¢ demonstrates knowledge of general education, special education, and other educational
and related services.
understands schools and other seftings as systems.
works with individuals and groups to facilitate policies and practices that create and
maintain safe, supportive, and effective learning environments for children and
adolescents.
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Description of Category

Prevention, Crisis Intervention, and Mental Health
¢ School psychologists have knowledge of child development and psychopathology
in order to develop and implement prevention and intervention programs for
students with a wide range of needs and disorders.

Sample Performance Indicators

The school psychologist: ‘
+ understands human development, psychopathology, and the associated biological,
cultural, and social influences on human behavior,
s provides or contributes to prevention programs that promote the mental health and
physical well-being of children and adolescents,

Description of Category

Home/School/Community Collaboration
» School psychologists have knowledge of family influences that affect students’
wellness, learning, and achievement and form partnerships between parents,
educators, and the community.

Sample Performance Indicators

The school psychologist:

* demonstrates knowledge of family systems, including family strengths and influences on
child and adolescent development, learning, and behavior, and of methods to involve
families in education and service delivery.

» works effectively with families, educators, and others in the community to promote and
provide comprehensive services to children, adolescents, and families.

Description of Category

Research and Program Evaluation
¢ School psychologists know current literature on various aspects of education and
child development, translate research into practice, and understand research
design and statistics in sufficient depth to conduct investigations relevant to their
own work and for their district.

Sample Performance Indicators

The school Psychologist:
» demonstrates knowledge of research, statistics, and evaluation methods.
» evaluates research studies and translates research into practice.
* understands research design and statistics in sufficient depth to plan and conduct
investigations and program evaluations for improvement of services.




Appendix
Westport School Psychologist Standards

Description of Category

School Psychology Practice and Professional Development
s School psychologists take responsibility for developing as professionals and
practice in ways which meet all appropriate ethical, professional, and legal
standards to enhance the quality of services, and to protect the rights of all parties.

Sample Performance Indicators

The school psychologist:
» demonstrates knowledge of the history and foundations of the profession; of various

service models and methods; of public policy development applicable to

services to children, adolescents, and families; and of ethical, professional, and
legal standards.

practices in ways that are consistent with applicable ethical and professional standards.

is involved in the profession.

has the knowledge and skiils needed to acquire career-long professional development.

has knowledge of, access to, evaluates, and utilizes information sources and technology

in ways that safeguard and enhance the quality of school psychological services.

¢ is committed to his or her professional growth and contributes to the continuous
improvement of the school, district, and profession.

¢ participates in the PDEP goal-setting process—collaboratively working with his/her
administrator(s) to select a goal which focuses on the improvement of student learning
and social emotional development.

¢ implements strategies to support student achievement and social-emotional development
associated with the PDEP goal.

» analyzes the success of efforts undertaken during the PDEP goal process in terms of the
impact on student achievement and social-emotional development.

* continuously reflects upon his/her practice in relation to the impact on student learning
and social-emotional development and utilizes feedback from sources including
colieagues, administrators, and students to continuously improve professional practice.

* pursues opportunities to increase school psychology skills as well as contributing to the
profession through ongoing professional development. Examples of professional growth
activities include (but are not limited to):

o reviewing current research and using it as a foundation for planning delivery of
school psychological services..
o interacting with colleagues to discuss reflect upon a specific aspect of school
psychology practice, including participating in a peer-reflective conversations.
o participating in a study group on a topic that is central to the craft of school
psychology and has the potential to improve the achievement and social-
emotional development of students.

leading or facilitating a workshop or course.

participating in curriculum reviews.

engaging in school improvement dialogues.

participating in clinical supervision on an individual and group level.

* & & 0
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Appendix

Westport Speech-Language Pathologists and Audiologists
Teaching and Learning Standards

Speech-Language Pathologists’ and Audiologists’ knowledge, skill and professional
practices are primary factors that affect student achievement. This document is intended
to provide descriptive common language for SLPs and Audiologists in Westport
articulating the expectations for SLPs’ and Audiologists’ practice which promote student
learning.

Description of Category

Instruction

e The SLPs and Audiologists display extensive knowledge of theory and practice and
convey their knowledge effectively so that students’ communication needs are met and
students are able to make meaningful progress on identified goals and objectives.

Sample Performance Indicators

The SLPs and Audiologists:

e demonstrate knowledge of human growth and development, through the understanding of
physical, social, emotional, and intellectual development, and the learning process of
students with special needs.

o demonstrate an understanding of the relationship between teaching styles and learning
styles.
develop differentiated instruction based on the needs of students goals and objectives
develop, in collaboration with others, appropriate communication goals for children and
adolescents according to their abilities, disabilities, strengths, and needs.

e implement interventions, including instructional interventions and consultation in order for
the student to make progress on his/her goals and objectives

» evaluate the effectiveness of interventions, check for evidence of student understanding
and adjust the lesson or modifies goals and objectives accordingly.

e provide individualized and/or small group support in the least restrictive environment
using a variety of service delivery models.

e provide opportunities for students to reflect on their learning in order to make connections
between their effort and their achievement.

¢ integrate technology tools and applications appropriately into instruction to build deep
understanding,.

Students:
e are able to make meaningful progress on IEP goals and objectives by:

o being aware of and focused upon the mastery goals and objectives, to the
maximum extent of their ability.

o being purposefully engaged whether working in their classroom, in small groups,
or individually

o being able to access and transfer prior knowledge in order to make progress on
current goals and objectives

o being able to generalize mastery of skills across the curriculum.




Appendix

Westport Speech-Language Pathologists and Audiologists
Teaching and Learning Standards

Description of Category

Consultation and Collaboration

Sample Performance Indicators

The SLPs and Audiologists:
s participate in the IEP and EIP processes.
e collaborate effectively with others in planning and decision-making process at the
individual, group and system level.
e communicate both orally and in writing effectively with students, parents, and staff
regarding the needs and progress of students.

Description of Category

Assessment
* The SLPs and Audiologists continually assess student progress, analyze the results, and
adjust goals and objectives and teaching strategies in order for the student to make
progress on goals and objectives.

Sample Performance Indicators

The SLPs and Audiologists:
* assess areas of strength and weakness and ability to access the curriculum.
e participate in determining eligibility at the PPT.
* assess and document student progress on goals and objectives as outlined by the district
(quarterly and annually), as part of the triennial process, and as part of the exit process.
¢ select, develop, maintain, and communicate appropriate assessment criteria as reported
on the IEP. (This includes selecting appropriate materials and procedures for both formal
and informal assessments of the student’s communication skills.)
establish and maintain service schedules, routines, and procedures.
use assessment information to support IEP goals and objectives when planning lessons.
provide opportunities for students to set learning goals.
use data about student performance and other relevant information from a variety of
sources and analyze such data to plan instruction.
e differentiate assessments as needed in identifying student needs and developing goals and
objectives.
e communicate with and provide feedback to the students, parents, and staff about the
student’s progress in a timely manner.
* maintain accurate records of student performance.

. & & @

Students:
¢ demonstrate progress as indicated on the IEP performance criteria.
s analyze and reflect on their own understanding against 1EP criteria.
e are aware of the how progress on goals and objectives is being measured and of their on-
going progress toward mastery of goals and objectives.




Appendix

Westport Speech-Langunage Pathologists and Audiologists
Teaching and Learning Standards

Description of Category

Learning Environment

e The SLPs and Audiologists act on the belief that every student can learn. The SLPs and
Audiologists create and facilitate a positive learning environment through effective
classroom management and a classroom climate conducive for learning.

Sample Performance Indicators

The SLPs and Audiologists:

* hold all students to high standards and expectations based on their present level of
performance on yearly goals and objectives.

e exhibit their interest, enthusiasm, and energy for teaching and learning and promote a
positive learning environment where students are motivated to learn.

e manage therapy sessions with clear expectations and instructions for behavior, routines,
and procedures (including those for safety), and use effective strategies to provide
momentum for maximum use of instructional time.

e organize and arrange materials, equipment, and classroom space to enhance learning and
ensure safety.

Students:
» are able to make progress on IEP goals and objectives because they:
o actively engage and participate in each therapy session.
o take risks with the therapy session and in the classroom in a non-judgtental
climate.
o respond with respect and courtesy to the teacher(s) and to other students.




Appendix

Westport Speech-Language Pathologists and Audiologists
Teaching and Learning Standards

Description of Category

Professional Development

e The SLPs and Audiologists are committed to their continuing professional growth and
contribute to the continuous improvement of the school, district, and profession.

Sample Performance Indicators

The SLPs and Audiologists:

s participate in the PDEP goal-setting process—collaboratively working with their
administrator(s) to select a goal which focuses on the improvement of student
learning. */**
implement strategies to support student achievement associated with the PDEP goal.*/**
analyze the success of efforts undertaken during the PDEP goal process in terms of the
impact on student achievement, */**

» continuously reflect upon their practice in relation to the impact on student learning and
utilize feedback from sources including colieagues, administrators, and students to
improve professional practice.

* engage in ongoing collaboration with colleagues to improve both their practice and the
practice of colleagues as part of a professional learning community. Examples of
collaborative activities include (but are not limited to): analyzing student work,
developing common assessments, reading professional literature, participating in peer
observations and/or classroom walkthroughs, etc.

* pursue opportunities to increase subject matter knowledge and pedagogical skill as well
as contribute to the profession through ongoing professional development. Examples of
professional growth activities include (but are not limited to):

» reviewing current research and using it as a foundation for planning instructional
content and delivery.

= interacting with colleagues to discuss and reflect upon a specific aspect of
teaching and learning, including participating in a peer-reflective conversation of
a lesson.

»  participating in a study group on a topic that is central to the craft of teaching and
has the potential to improve the achievement of students.

» leading or facilitating a workshop or course.

®  participating in curriculum reviews.

= participating in workshops, conferences, graduate courses, and/or activities
sponsored by professional organizations.

*Non-tenured teachers in their first year will have a goal focused on the demonstration of effective teaching as
described in the Westport Teaching and Learning Standards. Non-tenured teachers in their second year who are
required to complete a BEST portfolio will have this as the focus of their goal, Noa-tenured teachers move into student
achievement goal-setting in their third year.

**Non-tenured teachers with previous CT tenure and/or a CT Provisional or Professional Certificate will have their
first two vears focused on the demonstration of effective teaching as described in the Westport Teaching and Learning
Standards and will move into student achievement goal-setting in their third year.
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Westport Speech-Language Pathologists and Audiologists
Teaching and Learning Standards

Description of Category

Professionalism

SL.Ps and Audiologists contribute to the betterment of the learning community by
demonstrating a high degree of collegiality, respect, and personal responsibility.

Sample Performance Indicators

The SLPs and Audiologists:

»

participate collegially with administrators and colleagues to identify and implement
strategies for continuous improvement which support the mission and vision of the
school/district.

demonstrates knowledge of and practices the policies and procedures of the
Speech/Language Department and follow the ASHA Code of Ethics.

participates and/or takes a leadership role in professional development activities and
committees.

advocates for the rights and privileges of children and adolescents with communication
impairments.

engages in dialogue, problem-solving, planning, and/or curricular design with other
members of the learning community.

serves as a mentor (formal or informal) to others.

represent themselves and the school/district professionally when working with students,
parents, and other members of the community.

interacts in a respectful manner with all members of the learning community.
maintains classroom policies that are consistent with school/district policies.

sponsors and/or supports student extracurricular and/or co-curricular activities such as
clubs, teams, cultural productions, etc.

participates in required meetings (such as staff, team, committee, and department) and
parent conferences.

performs required school duties (cafeteria/recess duty, hall monitoring, bus monitoring,
chaperoning, etc.).

meets professional obligations in a timely fashion (i.e., submits paperwork/reports,
progress reports/grades, etc.).




Appendix

Westport School Social Worker Standards

The school social worker is committed to helping students be successful in school by
providing supportive services and coordinating school, family, and community resources
to achieve this goal. The school social workers” knowledge, clinical skills, and
professional practices are supportive factors which affect student achievement and social
and emotional development. This document provides a description of the skill set
required of the school social worker in order to promote student learning and positive
development.

Description of Category

Counseling

o The school social worker assists students and their families to improve social and
emotional functioning within the educational setting.

Sample Performance Indicators

The school social worker:
» evaluates students’ behavior, functioning, and mental health using current clinical
diagnostic standards.
o assists students in developing decision-making skills.
e demonstrates knowledge of family development and family life.
» makes appropriate student referrals to community resources.
» demonstrates the ability to provide individual, group, and family counseling.
o displays respect for the rights and unique characteristics of students and families.
¢ counsels students in their adjustment to a new school.
e creates a counseling environment which fosters feelings of acceptance and empathy.
o demonstrates sensitivity to multicultural and multiethnic issues in counseling.
+ modifies one's own professional behavior in response to constructive criticism.
¢ demonstrates the ability to conduct and write effective social/developmental histories.
« makes home visits when appropriate in order to provide support to students
and families.




Appendix

Westport School Social Worker Standards

Description of Category

Consulting
e The school social worker demonstrates knowledge of both community and school based
resources and provides this information to students, families, staff, and community members
and state agencies.

Sample Performance Indicators

The school social worker:
o shares school-based information with community agencies.
provides mental health and family systems information to other school departments.
participates in the special education, ADA, and Section 504 planning process where social worker
input is required.
+ shares background information regarding students and families to appropriate staff to assist in
program development.
provides pertinent information to community resources to assist in treatment planning.
provides a social work perspective in the development of school initiatives.
employs mediation skills with the school population.
contributes expertise for the development and implementation of district wide policies and
procedures.
e provides information to the special needs population on the selection of adult (post high school)
service agencies, when appropriate.

. 2 & 99

Description of Category

Collaborating

e The school social worker collaborates and implements social work interventions in the
school and serves as liaison with students, families, teachers, outside agencies, and system
support personnel.

The school social worker:

coordinates with community resources to obtain needed services for students and families.
develops cooperative working relationships between the school and community agencies.
initiates communication between home and school to support students’ educational programs.
collaborates with members of the instructional staff to maximize the academic experience for
students.
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Westport School Social Worker Standards

Description of Category

Socialization and Development of Life Skills
e The school social worker has knowledge of and an ability to assist students
with the development of appropriate socialization and life skills.

Sample Performance Indicators

The school social worker:
has expertise in human development processes.
¢ in collaboration with school staff, develops appropriate behavioral and social goals for children and
adolescents of varying abilities.

» implements and evaluates interventions including consultation, behavioral assessment, and
individual, family and group counseling to achieve these goals.

Description of Category

Diversity in Development and Learning

e The school social worker understands the background and broad range of experiences that
shape students’ approaches to learning.

Sample Performance Indicators

The school social worker:

» knows individual differences, abilities, and disabilities and the potential influence of biological,
social, cultural, ethnic, experiential, socioeconomic, gender-related, and linguistic factors in
development and learning.

demonstrates the sensitivity and skills needed to work with individuals of diverse characteristics.
¢ implements strategies based on an individual’s characteristics, strengths, and needs.

Description of Category

School and System Organization, Policy Development, and Climate
¢ The school social worker possesses a knowledge and understanding of the
organization and structure of the school system and the educational
environment.

Sample Performance Indicators

The school social worker:

+ demonstrates knowledge of general education, special education, and other educational and related
services.

understands schools and other settings as systems,

works with individuals and groups to facilitate policies and practices that create and maintain safe,
supportive, and effective learning environments for children and adolescents.
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Westport School Social Worker Standards

Description of Category

Prevention, Crisis Intervention, and Mental Health
o The school social worker possesses knowledge and understanding of various

mental health interventions necessary to mitigate crises and enhance student and
family well-being.

Sample Performance Indicators

The school social worker:
e understands human development, psychopathology, and the associated biological,
cultural, and social influences on human behavior.
» provides or contributes to prevention programs that promote the mental health and
physical well being of children and adolescents.

Description of Category

Home/School/Community Collaboration

¢ The school social worker possess knowledge and understanding of the reciprocal
relationship between the home, school, and community.

Sample Performance Indicators

The school social worker:

» demonstrates knowledge of family systems, including family strengths and influences
on child and adolescent development, learning, and behavior, and of methods to
involve families in education and service delivery.

e works effectively with families, educators and others in the community to promote
and provide comprehensive services to children, adolescents, and families.
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Westport School Social Worker Standards

Description of Category

Professionalism and Professional Development

The school social worker demonstrates personal growth and professional development,
adheres to the ethical standards of the social work profession, and demonstrates a high
degree of collegiality, respect and personal responsibility.

Sample Performance Indicators

The school social worker:

» demonstrates knowledge of the history and foundations of the profession; of
various service models and methods; of public policy development applicable to
services to children, adolescents, and families; and of ethical, professional, and
legal standards.

» practices in ways that are consistent with applicable ethical and professional
standards.

» demonstrates knowledge of local policies and state and federal laws pertaining to
school social work programs.

» demonstrates knowledge of current practices in the field of school social work.

e has knowledge of, access to, and utilizes and evaluates information sources and
technology in ways that safeguard and enhance the quality of school social work
services.

e is committed to his or her professional growth and contributes to the continuous

improvement of the school, district, and profession.

e participates in the PDEP goal-setting process—collaboratively working with his/her
administrator(s) to select a goal which focuses on the improvement of student learning and
social-emotional development.

» implements strategies to support student achievement and social emotional development
associated with the PDEP goal.

« analyzes the success of efforts undertaken during the PDEP goal process in terms of the
impact on student achievement and social-emotional development.

» continuously reflects upon his/her practice in relation to the impact on student learning and
social-emotional development and utilizes feedback from sources including colleagues,
administrators, students, and families to continnously improve professional practice.

e pursues opportunities to increase school social work skills and contributes to the

profession through ongoing professional development.
Examples of professional growth activities include (but are not limited to):
%+ reviewing current research and using it as a foundation for planning and
delivering school social work services.
% interacting with colleagues to discuss and reflect upon aspects of school social
work practice.
leading or facilitating workshops or staff development.
engaging in school improvement dialogues.
participating in clinical supervision on an individual and group level.
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Appendix
Westport Public Schools
Professional Development & Evaluation Plan

Formal Observation

Teacher: Supervisor:

School: Assignment;

Observation Date: Total Time of Observation:
Conference Date:

Performance Indicators:

B: Below Standard  D: Developing P: Proficient E: Exemplary

Instruction: The teacher displays knowledge of content, curriculum, and pedagogy and conveys his/her knowledge
effectively so that all students build deep understanding.

Assessment: The teacher continually assesses student progress, analyzes the results, and adjusts instruction
to improve student achievement.

Learning Environment: The teacher acts on the belief that every student can learn. The teacher creates and facilitates
a positive learning environment through effective classroom management and a classroom climate conducive for learning.

As a result of this lesson, you have evidenced a performance based on the Westport
Teaching Learning Standards.

Teacher’s Signature Date Supervisor’s Signature Date
Teacher’s signature indicates that he/she has read this document. It does not indicate agreement or
disagreement with its content.
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Westport Public Schools
Professional Development & Evaluation Plan

Review of Practice

Teacher: Supervisor:

School: Assignment:

Observation Date: Total Time of Observation:
Conference Date:

Performance Indicators:

B: Below Standard  D: Developing P: Proficient E: Exemplary

Professional Development: The teacher is committed to his or her continuing professional growth and contributes 1o the
continuous improvement of the school, district, and profession.

Professionalism: Teachers contribute to the betterment of the learning community by demonstrating a high degree of
collegiality, respect, and personal responsibility.

As a result of this lesson, you have evidenced a performance based on the Westport
Teaching Learning Standards.

Teacher’s Signature Date Supervisor’s Signature Date
Teacher’s signature indicates that he/she has read this document. It does not indicate agreement or
disagreement with its confent.



Westport Public Schools
Teacher Performance and Practice
Summative Form- Teacher Self-Assessment

Teacher: Supervisor:

School: | Assignment:

Observation/Reviews of Practice Date(s):

The teacher:

plans learning activities which follow a coherent progression grounded in essential questions and big ideas and based
upon students’ academic and developmental needs.

anticipates possible student misconceptions, difficulties, and confusion and plans lesson with strategies to address
predictable obstacles to understanding.

designs learning activities that allow students with the opportunity to practice procedures and thinking skills in order to
help students build deep understanding.

frames the learning so that students know: what they need to know and be able to do (mastery objective); what
activities they will be involved with that are in direct support of the mastery objective (itinerary), and; how their
learning will be assessed (assessment criteria).

activates students’ current knowledge and integrates new information into the context of previously learned knowledge
to help students understand the connections between items of information.

provides lessons that relate to daily life and are relevant to students; links learning to real-life applications.

uses differentiated strategies and assignments which build upon students” interests and skills in order to enable students
to effectively demonstrate their understanding.

employs cognitively challenging tasks and questioning strategies which elicit higher order thinking skills.

encourages active participation through student-centered problem-solving.

checks for evidence of student understanding during instruction and adjusts the lesson accordingly.

provides individualized and/or small group support as needed and appropriate.

provides opportunities for students to reflect upon their learning.

helps students make the connection between their effort and their achievement.

integrates technology tools and applications appropriately into instruction to build deep understanding.

The teacher:

assesses student progress before instruction (pre-assessment; determines what students already know and/or are able to
do), during instruction (formative assessment; checks for understanding), and after instruction (summative assessment)
and makes adjustments during a lesson and/or between lessons according to student learning needs.

develops and communicates appropriate assessment “criteria for success” prior to the assignment of student work; uses
rubrics, exemplars/anchor papers, and/or models to describe the expectations for student performance.

uses assessment information fo support instructional goals when planning lessons.

provides opportunities for students to set learning goals.

uses data about student performance and other relevant information from a variety of sources and analyzes such data to
plan instruction accordingly.

differentiates assessments as needed so all students have a way to show what they know and are able to do.

provides timely feedback to students about the quality of their work and suggests specific strategies for improvement.

develops, communicates, and uses a clearly defined grading system consistent with district/school/department policy
and practice; maintaing accurate records of student performance.

communicates effectively with students, families, and colleagues in a timely manner regarding student progress.




Westport Public Schools
Teacher Performance and Practice
Summative Form- Teacher Self-Assessment

wcher dcts on the belief that ever; Szude ot can:learn.

2 s

The teacher:

holds all students to high academic standards and expectations regardless of educational background and achievement,
racial/ethnic membership, disabilities, gender, or socioeconomic background.

encourages intellectual risks through the facilitation of dialogue and the delaying of judgment.

exhibits his/her interest, enthusiasm, and energy for teaching and learning and promotes a positive learning
environment where students are motivated to learn.

creates and nurtures positive interpersonal relationships (including courtesy, fairness, and respect) with and among
students.

manages the classroom with clear expectations and instructions for behavior, routines, and procedures (including those
for safety), and uses effective strategies to provide momentum for maximum use of instructional time.

organizes and arranges materials, equipment, and classroom space to enhance learning and to ensure safety.

The teacher:

continuously reflects upon his/her practice in relation to the impact on student learning and utilizes feedback from
sources including colleagues, administrators, and students to improve professional practice.

engages in ongoing collaboration with colleagues to improve both his or her practice and the practice of colleagues as
part of a professional learning community,

pursues opportunities fo increase subject matter knowledge and pedagogical skill as well as contributing to the
profession through ongoing professional development.

he betterment of the learning community by demonstrating

BDeveIOpmg  PiProficient E: Exeniplary

The teacher:

participates collegially with administrators and colleagues to identify and implement strategies for continuous
improvement which support the mission and vision of the school/district.

participates and/or takes a leadership role in professional development activities and committees.

engages in dialogue, problem-solving, planning, and/or curricular design with other members of the learning
community.

serves as a mentor {formal or informal) to others.

represents himself or herself and the school/district professionally when working with students, parents, and other
members of the community.

interacts in a respectful manner with all members of the learning community,

maintains classroom policies that are consistent with school/district policies.

sponsors and/or supports student extracurricular and/or co-curricular activities such as clubs, teams, cultural
productions, efc.

participates in required meetings (such as staff, team, committee, and department) and parent conferences.

performs required school duties (cafeteria/recess duty, hall monitoring, bus monitoring, chaperoning, etc.).

meets professional obligations in a timely fashion (i.e., submits paperwork/reports, progress reports/grades, etc.).




Westport Public Schools
Teacher Performance and Practice
Summative Form- Teacher Self-Assessment

Accomplishments:

Areas for Professional Growth:

Teacher’s Signature Date Supervisor’s Signature Date

Principal’s Signature Date

Teacher’s signature indicates that he/she has read this document. It does not indicate agreement or disagreement with its
content,



‘Similar Evaluation and Summative Evaluation Forms will be prepared for all certified teaching
staff, based on Westport’s Teaching and Learning Standards
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Introduction and Purpose of Evaluation

The Westport School District encourages all its administrators, both in the central office and
school based, to broaden and deepen their knowledge, understanding of the teaching-learning
process, understanding of students, and their perception of themselves as effective professionals.

The ultimate goal of our Administrator Professional Development and Evaluation Plan is to:

» focus on the four areas of administrator performance identified by the State as
critical to the success of our students — student learning (45%), administrator
practice (40%), stakeholder feedback (10%), and teacher effectiveness (5%).

e emphasize growth over time, by evaluating an administrator primarily based on
his or her improvement from an established starting point. Attaining or
maintaining high levels of performance is a critical aspect of an administrator’s
work and this model will encourage administrators to continnally work to
improve their practice.

= plan an ongoing and systematic professional development program designed to
maintain, enrich and/or improve the skills, knowledge, and abilities needed by
educational personnel to meet their professional responsibilities.

» support school leaders in their efforts to strengthen teaching and learning in their
schools/department by engaging in a school improvement process.

In order to assist Westport’s school employees to maintain, enrich and/or improve their
effectiveness with students, the Board of Education will, to the extent possible, support a planned
professional development program for all staff by providing funds and making time available for
planning and implementing the program. The Superintendent is directed to appoint a
Professional Development Committee, as required by Connecticut law, comprised of
representatives from the administration, teachers and other appropriate staff. This commitment
to professional development on the part of the school district is a commitment to the affirmation
of student and staff learning as a lifelong process which contributes to the well-being of the
individual, the local school district, and society.



Administrative PDEP Mission Statement

In a complex society, sophisticated educational leadership is required to address the challenges
posed by a culture of change where answers are not easily found. We are committed to
developing a dynamic educational environment that rejects institutional mediocrity by
demonstrating effective instructional leadership which promotes expert classroom instruction
and builds a professional community of learners. Our goal is to guarantee that the highest levels
of student learning and student achievement can be achieved with care and concern for the social

and emotional development of every child within our schools.



Commitments

Our mission is to help students acquire the attributes necessary to be successful in the complex
technological, information based and rapidly changing 21* century world. Believing that each
child can and should experience the pleasure of learning and creating; we are committed to
providing opportunities for students so that within the context of their age, and individual
abilities, they may:

Acquire the ability to think and solve problems cooperatively as well as independently, and to
use imagination and creativity to solve problems, create new knowledge, respond to new and

unexpected information and forecast consequences.

Acquire advanced knowledge and develop specific skills in a variety of academic areas -
including reading, writing, calculating and thinking,.

Acquire the attributes necessary to become effective, problem-solving citizens of their changing
communities and world.

Experience personal success, develop self-esteem and respect for others, and acquire
interpersonal skills and habits of personal health and fitness.

Produce, understand and enjoy the various aesthetic forms, and benefit from artists” insights into
the human experience.

Learn constructive and creative use of the tools of modern technology.



Evaluation and Professional Development

The Westport Board of Education is comumitted to promoting high standards for all of
Westport’s students and professional educators. The Westport Public Schools seek
outstanding teachers and administrators who are continual learners, committed to the
ongoing improvement of their professional skills and knowledge. The challenges of the
new millennium call for highly educated, globally aware citizens who are capable of
leading our society in an increasingly complex era. Teachers and administrators play a
critical role in developing human capacities needed to meet these challenges. To ensure
that our students achieve at high levels we need to provide a support structure that
continually enhances their knowledge and the quality of their professional practice.

Principles and Goals

The Westport plan for professional improvement and appraisal of all professional staff (PDEP) is
based on the following principles:
» Student learning is directly affected by teacher competence.
» Teacher competence is affected positively by the integration of teacher assessment
and professional development.
» Teachers, like students, must be continual learners.
= An effective assessment plan requires a clear definition of teaching and learning and a
system to assess it.
= The gaps between Westport’s student learning outcomes and actual student
performance should guide the content of professional development.
» Meaningful professional growth must be tailored to individual professional staff
needs.

FOUR CATEGORIES FOR THE EVALUATION OF ADMINISTRATORS

The evaluation of administrators, as well as supports for their ongoing growth and development,
are based on four categories:

CATEGORY #1: Leadership Practice (40%)

An assessment of an administrator’s leadership practice - by direct observation of practice and
the collection of other evidence ~ is 40% of an administrator’s summative rating. Leadership
practice is described in the Common Core of Leading: Connecticut School Leadership Standards,
adopted by the Connecticut State Board of Education in June of 2012, which use the national
Interstate School Licensure Consortium (ISLLC) standards as their foundation and define
effective administrator practice through six performance expectations.



1. Vision, Mission and Goals: Education leaders ensure the success and
achievement of all students by guiding the development and
implementation of a shared vision of learning, a strong organizational
mission, and high expectations for student performance.

2. Teaching and Learning: Education leaders ensure the success and
achievement of all students by monitoring and continuously improving
teaching and learning.

3. Organizational Systems and Safety: Fducation leaders ensure the
success and achievement of all students by monitoring organizational
systems and resources for a safe and high-performing learning
environment.

4. Families and Stakeholders: Education leaders ensure the success and
achievement of all students by collaborating with families and
stakeholders to respond to diverse community interests and needs and to
mobilize community resources.

5. Ethics and Integrity: Education leaders ensure the success and
achievement of all students by being ethical and acting with infegrity.

6. The Education System: Education leaders ensure the success and
achievement of all students and advocate for their students, faculty and
staff needs by influencing systems of political, social economic, legal
and cultural contexts affecting education.

For principals, a supervisor may vary the relative weight of the six standards for an individual
principal, but the presumption shall be that Teaching and Learning is at the core of what
effective educational leaders should do and, as such, should comprise 75% of the leadership
practice rating for a principal, with the other five performance expectations each comprising 5%
of the final rating in this area.

‘The supervisor may also vary the relative weight of the six standards for other individual
administrators but the presumption shall be that Teaching and Learning shall be weighted 75% of
the leadership practice with the other five performance standards each comprising 5% of the final
rating in this area. If the weight of the performance expectations are varied, then Teaching and
Learning must be weighted at least twice as much as any other standard and the other standards
of practice must all have a weighting of at least 5% of the overall evaluation. The weighting of
standards must be established by the evaluator as part of the goal setting conference at the
beginning of the school year. For assistant principals and department chairs, evaluators may limit
the rating to those elements that are relevant to the duties of the particular assignment.

In order to arrive at a summative rating for “Leadership Practice,” administrators are measured
against the Leadership Evaluation Rubric (Appendix A) which describes leadership actions
across four performance levels for each of the six performance expectations and associated
elements. The four performance levels are:

¢ Exemplary: The Exemplary level focuses on the concepts of developing capacity for
action and leadership beyond the individual leader. Collaboration and involvement from a



wide range of staff, students and stakeholders is prioritized as appropriate in
distinguishing Exemplary performance from Proficient performance.

» Proficient: The rubric is anchored at the Proficient Level, using the indicator language
from the Connecticut School Leadership Standards. .

s Developing: The Developing Level focuses on leaders with a general knowledge of
leadership practices but most of those practices do not necessarily lead to positive results.

» Below Standard: The Below Standard Level focuses on a limited understanding of
leadership practices and general inaction on the part of the leader.

Examples of Evidence are provided for each element of the rubric. While these examples can be
a guide for evaluator training and discussion, they are only examples and should not be used as a
checklist.

Administrators and evaluators are not required to complete the Leadership Evaluation Rubric
at the Indicator level for any self-assessment or evaluation process. Evaluators and
administrators will review performance and complete evaluation detail at the Performance
Expectation level and may discuss performance at the Element level, using the detailed Indicator
rows as supporting information as needed. As part of the evaluation process, evaluators and
administrators should identify a few specific areas for ongoing support and growth.

For central office administrators, assistant principals and department chairs, a rubric is not
required, These administrators may generate a rating from evidence collected directly from the
Connecticut School Leadership Standards or the Leadership Evaluation Rubric may be used in
situations where it is applicable to the specific role of the administrator being evaluated.

Leadership Practice Summative Rating

Summative ratings are based on the preponderance of evidence for each performance expectation
in the Connecticut School Leadership Standards. Evaluators collect written evidence about and
observe the principal’s leadership practice across the six performance expectations described in
the rubric. Specific attention is paid to leadership performance areas identified as needing
development.

This is accomplished through the following steps, undertaken by the administrators being
evaluated and by the evaluator completing the evaluation:

1. The administrator and evaluator meet for a Goal Setting Conference to identify focus
areas for the development of the administrator’s leadership practice. This conference
should occur no later than September 1 of each year. Administrators should use
Administrator Goal Planning Form attached as Exhibit B.

2. The administrator collects evidence about his/her practice and the evaluator collects
evidence about administrator practice with particular focus on the identified focus areas
for development. Principal evaluators must conduct at least two school site observations



for any principal and should conduct at least four school site observations for principals
who are new to Westport, new to a particular school in Westport, new to the profession or
who have received a rating of Developing or Below Standard. Assistant principals and
department chair evaluators shall conduct at least four observations of the practice of the
assistant principal or department chair. Evaluators should collect evidence of these
evaluations on the Administrator Evaluation Form attached as Exhibit C.

a. Examples of school site observations include, but are not limited to, observing the
administrator leading professional development or facilitating teacher teams,
observing the administrator working with parents and community members,
observing classrooms and instructional quality or assessing elements of the school
culture.

3. In addition to the Goal Setting Conference at the beginning of each year, the
administrator and evaluator shall hold at least three (3) additional conferences on or
before November 15, January 15, and March 15 of each year. At each such conference
explicit discussion of progress toward student learning targets, as well as any areas of
performance related to standards of performance. Feedback from these conferences
should be recorded on the Conference Feedback Form attached as Exhibit D.

4. No later than June 1 of each year, the administrator reviews all information and data
collected during the year and completes a summative self-assessment for review by the
evaluator. This self-assessment may focus specifically on the areas for development
established in the Goal Setting Conference.

5. The evaluator and the administrator meet, no later than June 15 of each year, to discuss
all evidence collected to date. Following the conference the evaluator uses the
‘preponderance of evidence to assign a summative rating of Exemplary, Proficient,
Developing or Below Standard for each performance expectation. Then the evaluator
assigns a total practice rating based on the criteria in the chart below and generates a
summary report of the evaluation prior to June 30 of each year. Evaluators should prepare
this report using the Summary Rating Form attached as Appendix E.

Principals and Central Office Administrators

At least Proficient
on all performance
indicators

At least Developing | Below Standard on
all performance any performance
indicators mdicator

Exemplary on all
performance
indicators




Assistant Principals and Other School-Based Administrators

Exemplary onall At leas P?éﬁcz’ent At least Developing | Below Standard

performance on all performance on all performance on any
indicators indicators indicators performance
expectations indicator

CATEGORY 2: Stakeholder Feedback (10%)

Feedback from stakeholders — assessed by administration of a survey with measures that
align to the Connecticut Leadership Standards — is 10% of an administrator’s rating. For
school based administrators, feedback shall be solicited from both teachers and parents.
Parent feedback shall comprise 75% of the stakeholder feedback rating, with teacher
feedback comprising 25% of the rating. Central office administrators shall be rated based on
feedback from the stakeholders whom the administrators directly serve. Survey questions
will be taken from the National School Climate Survey or such other survey as the
Superintendent may approve from time to time.

More than half of the rating of an administrator on stakeholder feedback must be based on an
assessment of improvement over time. Administrators may also be rated based on status
performance and may have less of a focus on improvement over time if that administrator has
received at least two consecutive ratings of Exemplary.

The Superintendent may, in any year, set common targets of improvement and performance
for all administrators in Westport.

Arriving at Stakeholder Feedback Summative Rating

Ratings should reflect the degree to which an administrator makes the growth on feedback
measures, using data from the prior year or beginning of the year as a baseline for setting
growth on a target. Exceptions to this include:

e Administrators with high ratings already, in which case, the rating should reflect the
degree to which measures remain high.

¢ Administrators new to the role, in which case, the rating should be based on a
reasonable target, using district averages or averages to schools in similar situations.

This is accomplished in the following steps, undertaken by the administrator being evaluated
and reviewed by the evaluator:

1. Select appropriate survey measures aligned to the Connecticut Leadership Standards
2. Review baseline data on selected measures



3. Setone (1) target for growth on selected measures (or performance on selected measures
when growth is not feasible to assess or performance is already high)

4. Aggregate data from the survey and determine whether the administrator achieved the
established target

5. Assign a rating based on the following scale:

Exemplary — Substantially exceeded the target

Proficient — Met target

Developing — Made substantial progress but did not meet target

Below Standard — Made little or no progress against the target

eo o

Substantiaily Met target Made substantial progress | Made little or no
Exceeded target but did not meet target progress against target

CATEGORY #3: Student Learning (45%)

1. Forty-five percent (45%) of an administrator’s summative rating shall be based on multiple
student learning indicators.

a. Twenty-two point five percent (22.5%) of an administrator’s evaluation shall be
based only on student performance and/or growth on the state-administered
assessment in core content areas that are part of the state’s approved school
accountability system.

This portion must include:

i. School performance Index (SPI) progress from year to year;
. SPI progress for student subgroups.

This portion may include:

iii. SPI rating
iv. SPI rating for student subgroups

The Superintendent shall determine the relative weight of each of the four indicators listed
above.

For 092 holders serving in central office administrative roles, the rating will be based on results
of the group of schools, group of students, or subject area most relevant to the administrator’s job
responsibilities, or on district-wide student learning results.
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All protections related to the assignment of school accountability ratings (i.¢., the minimum
number of days a student must be enrolled in order for that student’s scores to be included in an
accountability measure) shall apply to the use of the state test data for administrator evaluation.
If the state adds a student growth indicator tied to content-area assessments to the state
accountability system for schools, then the indicator shall become a required element of this
portion of the administrator’s evaluation system.

The Director of the District’s Preschool shall be rated entirely on stadent learning indicators
described in Paragraph b below.

b. Twenty-two point five percent (22.5%) of an administrator’s evaluation shall be based on
at least two locally-determined indicators of student learning In selecting indicators the
following parameters apply:

i. All measures must align to Connecticut Learning Standards. In instances
where thete are no such standards that apply to the subject/grade level,
districts must provide evidence of alignment to research-based learning
standards.

ii. At least one of the measures must focus on student outcomes from subjects
and/or grades not assessed on state-administered assessments.

iii. For administrators in high school, one measure must include the cohort
graduation rate and the extended graduation rate, as defined in the State’s
approved application for flexibility under the Elementary and Secondary
Education Act. All protections related to the assignment of school
accountability ratings for cohort graduation rate and extended graduation rate
shall apply to the use of graduation data for principal evaluation.

For all school-based administrators, selected indicators must be relevant to the student
population (i.e., grade levels) served by the administrator’s school, and may include:

a. Student performance or growth on state-administered assessments and/or district
adopted assessments not included in the state accountability measures (i.e., commercial
content area assessments, Advanced Placement examinations, or International
Baccalaureate examinations).

b. Students’ progress toward %radaation in the school using strong predictive indicators,
including but not limited to 9™ and/or 10" grade credit accumulation and/or the
percentage of students that pass 9" and/or 10" grade subjects most commonly associated
with graduation.

c. Students” performance growth on school-or classroom-developed assessments in
subjects and grade levels for which there are not available state assessments.

11



d. Such other indicators as may be approved by the Superintendent.

For assistant principals and department chairs, indicators may focus on student results from a
subset of teachers, grade levels, or subjects consistent with the job responsibilities of the
administrator being evaluated.

For central office administrators, indicators may be based on results in the group of schools,
group of students, or subject area most relevant to the administrator’s job responsibilities, or
on district-wide student learning results.

When setting targets or objects, the superintendent or designee must include a review of
relevant student characteristics (i.e., mobility, attendance, demographic and learning
characteristics). The evaluator and administrator must also discuss the professional resources
appropriate to supporting the administrator in meeting the performance target.

12



Evaluation ratings for principals on these test measures are generated as follows:
Step 1: SPI Ratings and Progress are applied to give the administrator a score between 1
and 4, using the table below:

Target (4) Target (3) Target (2) Target (1)
SPI Progress >125% of target 110-125% of 75-109% of target | <75% of target
Progress target progress progress progress
Subgroup SPI Meets Meets Meets Does not meet
Progress performance performance performance performance target
targets for all targets for 50% or | targets for at least | for any subgroup
subgroups that more of sub- one sub-group has | that has SPI <88
have SPI <88 groups that have SPI <88
SPI <88
OR
All subgroups
have SPI1>88
OR
The school does
not have any
subgroups of
sufficient size
SPI Rating 89-100 77-88 64-76 <64
SPI Ratings for The gap between | The gap between | The gap between | The gap between
Subgroups the “all students” | the “all students” | the “all students” | the “all students”
group and each group and 50% or | group and at least | group and all
subgroup is <10 more of sub- one subgroup is subgroups is >10
SPI points or all groups is <10 SPI | >10 SPI points SPI points
subgroups have points
SPI >88
OR

The school has no
subgroups
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Step 2: Scores are weighed to emphasize improvement in schools below the State’s SPI
target of 88 and to emphasize subgroup progress and performance in schools above the

target.

While districts may weigh the four measures according to local priorities for administrator,

evaluation, we recommend the follow weights:

SPI >88 SPI between 88 to 64 | SPI <64
School Performance 10% 50% 50%
Index (SPT) progress
from year to year
SPI progress for 40% 50% 50%
student subgroups
SPI rating 10% 0% 0%
SPI rating for student | 40% 0% 0%
subgroups

*For schools with no subgroups, 50% on SPI progress, 50% on SPI rating

Step 3: The weighted scores in each category are summed, resulting in an overall state test rating
that is scored on the following scale:

Exemplary

Proficient

Developing

Below Standard

>3.5

Between 3.0 and 3.5

Between 2.5 and 2.9

Less than 2.5

All protections related to the assignment of school accountability ratingsl (e.g., the minimum
number of days a student must be enrolled in order for that student’s scores to be included in an
accountability measure) shall apply to the use of state test data for administrator evaluation.
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Below are a few examples of indicators, goals and SLOs:

Grade Level Indicator of Goal SLO
Academic Growth
and Development
2% Grade Students making at Among 2™ graders who stay | MAP (NWEA)
least one year’s worth | in my school from September
of growth in reading | to May, 80% will make at
least one year’s growth in
their reading skills.
Middle School Student understanding | 78% of students will attain at 7% Grade CMT
Science of the science inquiry | least the proficient or higher
process level on the CMT section
concerning science inguiry.
High School Credit accumulation | 95% of students complete Grades
10" grade with 13 credits.

The process for selecting measures and creating SL.Os should strike a balance between alignment
to district student learning priorities and a focus on the most significant school-level student
learning needs. To do so, it is critical that the process unfold in this way:

o First, the district establishes student learning priorities for a given school year based on
available data. These may be a continuation for multi-year improvement strategies or a
new priority that emerges from achievement data.

¢ The administrator uses available data to craft an improvement plan for the school. This is
done in collaboration with other stakeholders and includes a managgable set of clear
student learning targets.

e The administrator chooses student learning priorities for her/his own evaluation that are
(a) aligned to district priorities (unless the school is already doing well against those
priorities) and (b) aligned with the school improvement plan.

» The administrator chooses measures that best assess the priorities and develops clear and
measurable SLOs for the chosen assessments/indicators.

e The administrator shares the SL.Os with her/his evaluator, informing a conversation

designed to ensure that:
¢ The objectives are adequately ambitious

¢ There is adequate data that can be collected to make a fair judgment
about whether the administrator met the established objectives.
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¢ The objectives are based on a review of student characteristics (e.g.,
mobility, attendance, demographic and learning characteristics)
relevant to the assessment of the administrator against the objective.

¢ The professional resources are appropriate to supporting the

administrator in meeting the performance targets.

e The administrator and evaluator collect interim data on the SLOs to inform a mid-year
conversation (which is an opportunity to assess progress and, as needed, adjust targets)
and summative data to inform summative ratings.

Based on this process, administrators receive a rating for this portion, as follows:

Exemplary Proficient Developing Below Standard
Substantially Met all 3 objectives Met 2 objectives and ;| Met 0 objectives
exceeded all 3 and substantially made af least

objectives exceeded at least 2 substantial progress

on the third

To arrive at an overall student learning rating, the ratings for the state assessment and the locally-
determined ratings in the two categories are plotted on this matrix:

State Test Portion
Exemplary Proficient Developing Below
Standard
Exemplary Exemplary Exemplary Proficient Gather
= Surther
W . .
k= information
B Proficient Exemplary Proficient Proficient Developing
2 Developing Proficient Proficient Developing Below
;? Standard
“—-3 ,é Below Gather Developing Below Below
3 M Standard further Standard Standard
wd A information
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CATEGORY # 4: Teacher Effectiveness (§%)

Teacher effectiveness is 5% of an administrator’s evaluation.

Improving teacher effectiveness is central to the role of all administrators in driving improved
student learning outcomes. That is why, in addition to measuring the actions that administrators
take to increase teacher effectiveness — from hiring and placement to ongoing professional
development to feedback on performance — the administrator evaluation model assesseses the
outcome of all that work.

Acceptable measures include:

1. Improving the percentage (or meeting a target of a high percentage) of teachers who
meet the student learning objectives outlined in their performance evaluations.

2. Such other district-determined measures of teacher effectiveness that have been
approved by the superintendent.

For assistant principals and department chairs, measures of teacher effectiveness shall focus only
on those teachers that the administrator is responsible for evaluating.

0% of teachers are
rated proficient or
exemplary on the
student growth
portion of their
evaluation

>6(0% of teachers are
rated proficient or
exemplary on the
student growth

portion of their

evaluation

0% of teachers are
rated on proficient or
exemplary on the
student growth
portion of their
evaluation

rated on proficient or
exemplary on the
student growth
portion of their
evaluation

ADMINISTRATOR EVALUATION PROCESS - Overview

Fach administrator participates in the evaluation process as a cycle of continuous improvement.
The Superintendent shall determine when the cycle starts. For example, the Superintendent may
determine that the self-assessment process should being in the spring so that Step 2 can begin at
a summer or early fall meeting. An additional option would be to concentrate the first steps of
the process in the summer months. The Superintendent shall make such determination no later
than March 1 of any school vear. However, in the first year of implementation of this plan, the
cycle shall start during the summer of 2013.

Step 1: Orientation and Context-Setting: To begin the process, the administrator needs the
following things to be in place:

1. Student learning data are available for review by the administrators and the state has
assigned the school a School Performance Index (SPI) rating.
2. Stakeholder survey data are available for review by the administrator.
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The Superintendent has communicated the student learning priorities for the year.

4. The administrator has developed a school improvement plan that includes student
learning goals.

5. The evaluator has provided the administrator with this document in order to orient

him/her to the evaluation process.

Step 2: Goal-Setting and Plan Development: No later than September 1, administrators
identify three student learning objectives and one survey target, drawing on available data, the
superintendent’s priorities, their school improvement plan and prior evaluation results (where
available). They also determine an area of focus for their practice.

Administrators start with the outcomes they want to achieve. This includes setting three learning
objectives and one target related to stakeholder feedback. Then administrators identify the areas
of focus for their practice that will help them to accomplish their SLO’s and survey targets,
choosing from among the elements of the Connecticut School Leadership Standards.
Administrators are not expected to focus improvement in practice in all areas in a given year. -
Rather, they should identify two specific focus areas of growth to facilitate professional
conversation about their leadership practice with their evaluator. It is likely that at least one and
perhaps both of the practice focus areas will be in instructional leadership, given its central role
in driving student achievement. What is critical is that the administrator can connect
improvement in the practice focus areas to the outcome goals and survey targets, creating a
logical progression from practice to outcomes.

Next, the administrator and evaluator meet to discuss and agree on the selected outcome goals
and practice focus areas. The evaluator and administrator also discuss the appropriate resources
and professional development needs to support the administrator in accomplishing the goals.

Step 3: Plan Implementation and Evidence Collection: As the administrator implements the
plan, he/she and the evaluator both collect evidence about the administrator’s practice. For the
evaluator, this must include at least two and preferably more, school site visits. Unlike visiting a
classroom to observe a teacher, school visits to observe an administrator can vary significantly in
length and setting. Visits should be planned carefully to maximize the opportunity to gather
evidence relevant to an administrator’s practice focus areas. Evaluators shall provide timely
feedback after each visit.

Step 4: Mid-Year Formative Conferences: The administrator and evaluator hold a minimum
of 3 Mid-Year Formative Conferences, no later than November 15, January 15 and March 13
with explicit discussion of progress toward student learning targets, as well as any areas of
performance related to standards of performance and practice.

Step 5: Self-Assessment: In the spring, the administrator should begin assessing his/her practice
on all 18 elements of the Connecticut Leadership Standards. For each element, the administrator
shall determine whether he/she:

e Needs to grow and improve practice on the element;
¢ Has some strengths on this element but needs to continue to grow and improve;
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¢ [s consistently effective on this element; or
e Can empower others to be effective on this element.

This self-assessment shall be submitted to the evaluator no later than June 1.

Step 6: Summative Review and Rating: The administrator and evaluator meet in the late
spring to discuss the administrator’s self-assessment and the evidence collected over the course
of the year. While a formal rating follows this meeting, it is imperative that evaluators use the
meeting as an opportunity to convey strengths, growth areas, and their probable ratings. After the
meeting, the evaluator assigns a rating, based on all available evidence, based on the
methodology described below. The evaluator should record the summative review and rating on
the Summative Rating Form attached as Exhibit E.

SUMMATIVE ADMINISTRATOR EVALUATION RATING
Each administrator shall annually receive a summative rating in one of four levels:

Exemplary: Substantially exceeding indicators of performance
Proficient: Meeting indicators of performance

Developing: Meeting some indicators of performance but not others
Below Standard: Not meeting indicators of performance

* # & @

Determining Summative Ratings:
A. PRACTICE: Leadership Practice (40%) and Stakeholder Feedback (10%) = 50%

The practice rating derives from an administrator’s performance on the six performance
expectations of the leadership evaluation rubric and the stakeholder feedback targets. Evaluators
record a rating for the performance expectations that generates an overall ratmg for leadership
practice. This forms the basis for the overall practice rating, but the rating is adjusted upward or
downward one level in the event that the stakehoider feedback is either exemplary or below
standard, respectively.

B. OUTCOMES: Student Learning (45%) and Teacher Effectiveness (5%) = 50%

The outcomes rating derives from the student learning measures and teacher effectiveness
outcomes. State reports provide an assessment rating and evaluators record a rating for the
student learning objectives agreed to in the beginning of the year. These two combine to form the
basis of the overall outcomes rating, but the rating is adjusted upward or downward one level in
the event that the teacher effectiveness is either exemplary or below standard, respectively.

C. OVERALL: Practice (50%) and Outcomes (50%) = 100%
The overall rating combines the practice and outcomes ratings using the matrix below. If the two

categories are highly discrepant, then the superintendent should examine the data and gather
additional information in order to make a final rating.
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Practice Related Indicators Rating

Summative
Rating Matrix-

Qutcomes Related Indicators
Rating

New Administrator Support

Each new administrator will immediately be assigned an experienced administrator to serve as
his/her mentor. This mentor has no role in the evaluation of the new administrator. The new
administrator will receive an orientation to Westport and his or her specific role and needs. As
administrators bring a different set of experiences with them to their new role, their orientation is
not a “one-size fits all” model. The supervisor, mentor and the new administrator will plan the
orientation program together. This orientation will occur over the first two years of service that
shall include, but shall not be limited to:

= Safety and emergency procedures

s Sexual harassment training

»  The Westport model for curriculum, instruction, and assessment

* Board of Education policies

»  The Westport professional development program

= Business office procedures including budget planning and management
*  Personnel office procedures
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= Connecticut Standards for School Leaders
*  Connecticut Code of Professional Responsibilities for School Adminisirators
= Data Analysis training regarding all tools used in Westport.

Professional Intervention Process

Intensive Support for New Administrators and Administrators New to Westport
Experiencing Difficulty Meeting Westport’s Performance Standards

Should it be determined that ari administrator is not meeting Westport’s professional standards,
the supervisor will notify the administrator in writing, prior to January 15 whenever possible, and
provide a list of concerns with recommendations for improvement. The supervisor will develop
a clearly articulated written performance improvement plan with the administrator specifying
expectations that the person must meet, the level of improvement expected (including indicators
of success including a summative rating of proficient or better at the conclusion of the plan), the
resources, support and other strategies to be provided to address the documented deficiencies,
and a timeline forimplementing such resources and support. The supervisor will monitor
performance based on the expectations of the plan and recommend either continuing
employment or non-renewal at the end of a six month intervention period or the end of the
school year, whichever comes first.

During that time, the administrator is expected to take advantage of the resources set forth in the
performance improvement plan to assist in the required performance improvement. The
supervisor will closely monitor this performance. The intensive supervision phase will include
support from peers and supervisors, and participation in special training designed to build the
administrator’s capacity to meet Westport standards. At the conclusion of the designated time,
the supervisor will prepare and submit a summative statement that will describe one of two
following future action steps. Should it be determined that the administrator has resolved the
concemn or deficiency, the plan will end. Should it be determined that the administrator has
failed to demonstrate improved performance based on Westport standards, the Superintendent
will prepare a formal statement recommending termination. Any recommendations or action
affecting the administrator’s continuing employment must comply with all contractual and
statutory requirements. The administrator may have IAA representation at all conferences if
he/she desires and requests such representation. ‘

Expanded Evaluation and Support for Experienced Administrators
Experiencing Difficulty Meeting Westport’s Performance Standards

If a supervisor has determined that an administrator is not meeting Westport’s performance
standards, the supervisor will identify areas for improvement. The supervisor will develop a
clearly articulated written performance improvement plan with the administrator specifying
expectations that the person must meet, the level of improvement expected (including indicators
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of success including a summative rating of proficient or better at the conclusion of the plan), the
resources, support and other strategies to be provided to address the documented deficiencies,
and a timeline for implementing such resources and support. This may be initiated at any time
during the school year. The supervisor is responsible for monitoring the implementation of the
agreed upon plan.

During the time period of this plan, the administrator is expected to utilize resources that may be
of assistance in promoting the required performance improvement. The supervisor will closely
monitor the administrator’s performance. The intensive supervision will include:

* The development of an action plan for targeted improvement.

= Opportunities for the administrator to obtain assistance from peers and
supervisors and/or participate in special training that are purposefully designed to
build the administrator’s capacity to meet Westport standards.

* A timetable developed in conjunction with the administrator that includes
sufficient time to enable the administrator an opportunity to demonstrate
improvement and includes a schedule for implementing the resources, support and
other strategies suggested in the plan.

At the conclusion of the designated time, the supervisor will prepare and submit a summative
statement concerning the administrator’s performance. Should it be determined that the
administrator has resolved the concern or deficiency, the plan will end. Should it be determined
that the administrator has failed to demonstrate improved performance based on Westport’s
standards, the Superintendent will prepare a formal statement recommending termination. Any
recommendations or action affecting the administrator’s continuing employment must comply
with all contractual and statutory requirements. The administrator will have the right to review
written assessments before they are placed in the personnel file. The administrator will also have
the right to attach written comments to the assessment. The administrator may have IAA
representation at all conferences if he/she desires and requests such representation.

DEFINITION OF EFFECTIVENESS AND INEFFECTIVENESS: Administrators shall
generally be deemed effective if said educator receives a rating of either Proficient or
Exemplary. All other administrators shall be deemed ineffective.

DISPUTE RESOLUTION PROCESS: The Superintendent shall resolve all disputes where the
evaluator and administrator cannot agree on objectives/goals, the evaluation period, feedback or
final summative rating. Resolutions must be topic-specific and timely.
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Appendix B

Wesipﬁrt Public Schools
Professional Development and Evaluation Plan
Administrator Goal Planning Form

Administrator:

Supervisor:

Assignment:

Date:

Practice Focas
Area

Quicome Goal

Outcomes
(Measurables)

Key Activities/
Strategies

Timeline for
Measuring Goal
Outcomes

‘| Focus Area 1
Performance
Expectation

Element:

Focus Area 2
Performance
Expectation

Element:

Focus Area 3
Performance
Expectation

Element:

Administrator’s Signature

Date

Supervisor’s Signature

Date




Appendix C
Westport Public Schools
Professional Development and Evaluation Plan
Administrator Observation Form

Administrator: Supervisor:
Assignment: Date:
Identified for Focus
. Notes and
Performance Expectations and Elements Are .
. Evidence
(X if Yes)

Performance Expectation I: Vision, Mission and
Goals:

Performance Expectation 2: Teaching and
Learning

Performance Expectation 3: Organizational
Systems and Safety:

Performance Expectation 4: Families and
Stakeholders:

Performance Expectation 5: Ethics and Integrity:

Performance Expectation 6: The Education
System




Performance
Expectation:

Element:

Focus Area 2

Performance
Expectation:

Element:

Focus Area 3

Performance
Expectation:

Element:

Administrator’s Signature

Date

Supervisor’s Signature

I)até




Appendix D

Westport Public Schools
Professional Development and Evaluation Plan
Administrator Feedback Form

Administrator:

Supervisor:

Assignment:

Date:

Performance
Expectation:

Element:

Focus Area 2

Performance
Expectation:

Element:

Focus Area 3

Performance
Expectation:

Element:

Administrator’s Signature  Date Supervisor’s Signature Date




Appendix E
Westport Public Schools
Professional Development and Evaluation Plan
Administrator Summative Rating Form

This Summary Rating Form is to be completed by the evaluator after the final conference with the
administrator. The evaluator will use the preponderance of evidence to assign a rating for each
Performance Expectation. The evaluator will also determine progress against the student leamning
outcomes and the stakeholder feedback targets and assign ratings for each. ALL OTHER ELEMENTS
ARE CALCULATED BASED ON THESE RATINGS AND OTHER RELEVANT DATA.

Administrator: Supervisor:
Assignment: Date:
Performance

Below Standard

Expectations Exémplary 4 Proficient (3) Developing (2) ()

and Elements

Performance
Expectation 1:
Vision, Mission
and Goals

Performance
Expectation 2:
Teaching and
Learning

Performance
Expectation 3:
Organizational
Systems and
Safety

Performance
Expectation 4:
Families and
Stakeholders

Performance
Expectation 5:
Ethics and
Integrity

Performance
Expectation 6:
The Education
System




Stakeholder
Feedback
Targets

Substantiaily
Exceeded

Met

Made
Substantial
Progress

Did Not Make
Substantial
Progress

Target 1

Target 2

Target 3

State
Assessment
Results

> 35

3.0-35

25-29

<29

Score

State Assessment
Rating

Student
Learning
Objectives

Substantially
Exceeded

Met

Made
Substantial
Progress

Did Not Make
Substantial
Progress

SLO 1

SLO 2

SLO 3

Teacher
Effectiveness

Exemplary

Proficient

Developing

Below Standard

Rating




FINAL RATING:

Leadership Practice Rating
Stakeholder Feedback Rating

Overall PRACTICE Rating

State Assessment Rating

Student Learning Objectives Rating
Overall Student Learning Rating
Teacher Effectiveness Rating

Overall OUTCOMES Rating




Overall Practice Rating

QOverall Summative

Rating

i

i

e

s
e
e

.

s

SRR R

i

e

b

RS

s
SRRt

Suney
SDUU0INPY {|eIdAD

Date

Supervisor’s Signature

Date

Administrator’s Signature



WESTPORT PUBLIC SCHOOLS

ELLIOTT LANDON 110 MYRTLE AVENUE
Superintendent of Schools WESTPORT, CONNECTICUT 06880
TELEPHONE: (203) 341-1010

FAX: (203) 3411029

To: Members of the Board of Education

From: Elliott Landon

Subject: S.T.E.M. for the Middle Schools, 2013~14 School Year
Date: April §, 2013

As I advised the Board at our meeting of March 14, due to the overwhelming response of next year’s
8™ grade students for participation in our proposed Design and Engineering elective (S.T.E.M.), for
budgetary reasons we are unable to offer this proposed middle school Encore course as a three times
per week elective. Instead, after consulting with our middle school administrators and department
chairs, we developed a new implementation strategy for the 2013 — 2014 school year which not only
introduces our 8 grade students to S.T.E.M., but does so in a way that preserves virtually all Encore
offerings and has no additional impact on next year’s budget. Thus, the following will be applicable
during the next school year:

1. S.T.E.M. will be a requirement for all 8 grade students.

2. In order to continue to provide all of our elective courses to our students, we will be
scheduling S.T.E.M. for one period per week to our eighth grade students only for the next
school year. The computer elective at the eighth grade will now follow the push-in model,
similar to the model being implemented at the elementary level. For grades 6 and 7,
computer will continue as a required elective.

3. We will fund a stipend for an after school program available to students at both middle
schools who wish to explore S.T.E.M. opportunities outside of the classroom.

At the meeting of March 18, the Board agreed to support this revision to the 5. T.E.M. program so that
the almost four hundred students who asked for this course would have the opportunity to experience
this vital 21% century program. Nonetheless, the Board asked us to prepare for its review a course
outline for this once-a-week Encore program.

Pursuant to the Board’s request, the new Design and Engineering course will provide all 8™ grade
students with the following:

a. An introductory unit where students are challenged to design an imaginative structure with
materials that will be made available to them. During this five to six week unit, the
engineering process or cycle will be discussed so that students will understand that they
need to imagine possibilities, build consensus, develop a plan of action, implement their
plan, test their ideas, redesign their structure based on the results of their exploration and
testing and document their efforts (individual assessments) both in journals and formal
reports.



b. A second unit of four to five weeks will focus upon structural engineering, making use of
the design process implemented in the introductory unit above. This second unit will have
students design and build a structure, testing its structural capabilities, analyzing the data
resulting from a testing of the viability of their structure, and redesigning the structure
based upon the evidence unearthed. This latter phase would engage the students for an
additional eight weeks, to include extensive testing of the final product

c. The third and final unit, focusing on alternative energy designs, will be somewhat more
open-ended in that students will be able to select form several possible design challenges,
but the process of brainstorming, prototyping, testing, data analysis and redesign will be
similar to that in which the students were engaged in the second unit. This last, and most
challenging unit, will run for about sixteen weeks.

We believe that this new course will provide our students with sufficient exploratory experiences to
whet their appetites for the further study of design and engineering at Staples and in their post-high
school years.

ADMINISTRATIVE RECOMMENDATION

Be It Resolved, That upon the recommendation of the Superintendent of Schools, the Board of
Education supports the implementation of the units of study for the gt grade Design and
Engineering Encore program for the 2013-14 school year as described in the memo of April 8,
2013 from the Superintendent of Schools to the Board of Education.



WESTPORT PUBLIC SCHOOLS

ELLIOTT LANDON 110 MYRTLE AVENUE
Superintendent of Schools WESTPORT, CONNECTICUT 06880
TELEPHONE: (203) 341-1010

FAX: (203) 341-1029

To: Members of the Board of Education

From: Elliott Landon

Subject: School Calendar Modification: June 21 and June 24
Date: April 8, 2013

The State of Connecticut requires students to attend school for 180 days in every school year. Our
contract with the Westport Education Association requires teachers to be present for 188 days in each
school year. Despite the weather emergencies with which we were confronted this year, our students
will exceed the State attendance requirements by two days and our teachers will complete their full
188 day employment obligation.

Nonetheless, the last snow day in March created a situation that will have our students report to school
for a shortened day on the last Monday morning during the last week in June, with the Staples High
School graduation scheduled for the Friday immediately preceding this last day of school for students
on Monday. To be realistic, I expect that student attendance will be severely diminished on that last
shortened day at the start of the last week in June and very little meaningful instructional activity will
be accomplished with the anticipated reduced student attendance.

As such, it is my recommendation that the last day of the school year for students be Friday, June 21,
the same day as graduation at Staples High School. This will be a shortened day for all students,
consistent with our practice that the last day of school for students be a shortened one. For all students
then, the school year will consist of 181 days, one more than required by State statute.

For teachers and administrators, however, the last day of school will continue to be Monday, June 24,
and will remain a full day for these members of our staff. Without students being present, we will be
able to make use of the time for professional development for teachers, all of which will be focused on
preparing our teachers and administrators for implementation of the newly mandated teacher and
administrator evaluation requirements that will be implemented for the first time at the start of the
2013-14 school year.

ADMINISTRATIVE RECOMMENDATION

Be It Resolved, That upon the recommendation of the Superintendent of Schools, the last day of
school for students in the 2012-13 school year shall be a shortened one on Friday, June 21 and
the last full day of the school year for teachers shall be Monday, June 24.




MEMORA/I&DUM

TO: ELLIOTT LANDON |
SUPERINTENDENT O, SCH{

FROM: NANCY I. HARRIS AM! 7
ASSISTANT SUPERANVIENDENT FOR BUSINESS

SUBJECT: OIL & STORAGE YANK PROJECT - CES, GFS, LLS, SES, CMS AND STAPLES
HIGH SCHOOL *

DATE: APRIL 3, 2013

CC: R. WOOSLEY, S. EDWARDS, PROJECT FILE

The Board of Education had planned for the replacement of the three 10,000 gallon
fiberglass underground oil storage tanks that had been installed in 1989 at Coleytown
Elementary (CES), Long Lots Elementary (LLS) and Coleytown Middle Schools
(CMS). These oil tanks no longer meet the CT Department of Energy and
Environmental Protection (CTDEEP) Underground Storage Tank Regulations;
Sections 22a-449 (d)-1 and Sections 22a-449(d) 101-113. Funds for this project have
been included in the Board of Education Five Year Capital Forecast for a number of
years.

Rob Woosley, Director of Facilities, has completed extensive work on all oil tanks in
the district in order to bring them up to code, where possible. It is our recommendation

that the three oil tanks (CES, LLS, and CMS) scheduled for removal should not be
replaced. The three school heating plants will operate on natural gas only.

With the removal of the oil tank at Long Lots, this project will fund installation of a
660 gallon tank to fuel the emergency generator at Long Lots Elementary School.
Steve Edwards, Public Works Director, has indicated that this volume will suffice for
the operation of the LLS generator.

It has been confirmed that the emergency generators at Staples (SHS) and Saugatuck
(SES) are not in compliance with CTDEEP code as it relates to operating the generators
on either natural gas or ultra-low sulfur diesel fuel. It would be cost prohibitive to
convert these generators to natural gas. In an effort to be as cost effective as possible
Mr. Woosley verified that CTDEEP will allow Westport to operate the two Staples’ and
one Saugatuck generators using the existing inventory of oil until the oil tanks are
depleted. This will require careful monitoring and appropriate recordkeeping, in
accordance with CTDEEP regulations. As the oil supply in each tank is depleted, the
respective tank will be cleaned and replenished with the required ultra-low sulfur diesel

WESTPORT PUBLIC SCHOOLS



fuel. This procedure of repurposing the existing oil tanks will ensure multiple days of
generator operation and no additional tank installation costs.

The extensive exploration of and repair to appropriate oil tanks also resulited in
discovery of two problems at SHS and GFS that require our immediate attention. The
conduit surrounding the oil supply line at Staples (Building J) has been crushed which
may allow oil to leak into the ground. This protective conduit must be replaced
immediately and the integrity of the oil supply line determined. In order to recertify
the GFS oil tank, the Spill Containment Riser/Filler Pipe will also require replacement.
This critical issue was discovered in the process of restoring cathodic protection for the
GFS oil tank.

The firm of Environmental Tank Technology (ETT) Environmental Services of
Durham, CT has prepared the budget for the tank removals at CES, LLS and CMS.
Installation of the LLS generator fuel tank, the repair/replacement of the crushed oil
supply line conduit at Staples, and the removal and replacement of the GFS fill pipe
and spill containment chamber are also included.

The estimated budget for this fuel storage tank project is estimated at $112,000, see
attached detail. Bid documents will be prepared by Mr. Woosley and his team.

At the completion of this project all three 1989 underground oil storage tanks will have
been removed. Coleytown Elementary, Long Lots Elementary and Coleytown Middle
Schools will then burn natural gas exclusively. All generator fuel tanks will be in
compliance with CTDEEP codes and regulations. The two potential containment
issues will be corrected and all tanks and fill/supply areas will provide the appropriate
environmental protection.

Attached is the budget for the Board’s review and approval. The state will not
reimburse the town for normal repair and maintenance items.

We recommend that the Board of Education be designated as the Building Committee
for the project in order to expedite it. The Assistant Superintendent for Business would
be named as project manager with on- site project supervision performed by the
Director of Facilities.
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ADMINISTRATIVE RECOMMENDATIONS:

1. Approve the project to remove 10,000 gallon steel underground oil storage tanks at
Coleytown Elementary School, Long Lots Elementary School and Coleytown
Middle School; installation of the generator tank at Long Lots Elementary School;
and the repairs to Staples High School and Greens Farms Elementary School oil
containment, fill and supply lines.

2. Approve the attached project budget in the amount of $112.,400.
3. Direct the administration to request project approval and funding from the Board of

Finance and the Representative Town Meeting. This request would designate the
Board of Education as the School Building Committee for this project.

Attachments
NJIH:abm
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2013 OIL TANK WORK

ANTICIPATED
BUDGET
REMOVE OIL TANKS
CMS 14,800
CES 16,500
LLS 14,500
45,800
INSTALL GENERATOR TANK
LLS GEN TANK 8,100
MAJOR REPAIRS
SHS OIL SUPPLY LINE/CRUSHED PIPE 8,000
GFS FILL PiPE & SPiLL CONTAINMENT 13,000
21,000
TOTAL 74,900
10% CONSTRUCTION CONTINGENCY 7,500
ENVIRONMENTAL HAZARDS CONTINGENCY 30,000
TOTAL BUDGET 112,400

H:AFACILITIES\OIL TANK REPLACENT\TANK REMOVAL WORKSHEET 3-28-13 NJH/rw 4/3/2013



WESTPORT PUBLIC SCHOOLS

ELLIOTT LANDON 110 MYRTLE AVENUE
Superintendent of Schools WESTPORT, CONNECTICUT 06880
TELEPHONE: (203) 341-1025

AX: (203) 341-1029

To: Members of the Board of Education
From: Elliott Landon

Subject: Acceptance of Gift

Date: April 30, 2012

The Westport Schools Permanent Art Collection (WSPAC), is presenting to us and adding to our
collection a number of works of art by four patrons of the arts; namely:

1. Fifteen paintings from Mr. and Mrs. Kendall Smith valued at $4,445.

2. Seventeen paintings from Mr. and Mrs. Kendall Smith valued at $4,845.
3. Three paintings from Ms. Ann Chernow valued at $4,250.

4. Eleven paintings from Mr. Mark Greenstein valued at $14,900.

Also presented to us by WSPAC, individual gifts of $2,500 from Ann Sheffer and her aunt, Susan
Malloy, that have been earmarked for conservation and preservation of the artwork in the Permanent Art
Collection.

WSPAC, now in its 48™ year, remains dedicated to providing a visually stimulating environment in our
schools by installing artwork in the hallways, libraries, nurses” and administrative offices of our schools,
so that the children attending our schools can see them every day.

Additionally, I am pleased to present to you a gift valued at $8,000 from the Coleytown Eiemenlary
School PTA to be used towards the purchase of audio and visual systems for the CES gymnasium, a
facility that is used for assembly purposes for school performances and the 5™ grade moving up
ceremonies.

Finally, we have received from Sachin Lawande, executive vice president and co-president, lifestyle and
infotainment for the Harman Corporation, a gift of one “SI Expression 3 Mixing Console” valued at
$3,499 for the Bedford Middle School. This advanced digital console is designed for all mixing
applications for corporate AV, theatres, and educational facilities

I recommend acceptance of these gifts with gratitude and appreciation to Mr. and Mrs. Kendall Smith,
Ms. Ann Chernow, Mr. Mark Greenstein, Ms. Ann Sheffer, Ms. Susan Malloy, the Coleytown
Elementary School PTA and Sachin Lawande.

ADMINISTRATIVE RECOMMENDATION

Be It Resolved, That upon the recommendation of the Superintendent of Schools, the Board of
Education accepts with gratitude and appreciation gifts from Mr. and Mrs. Kendall Smith, Ms.
Ann Chernow, Mr. Mark Greenstein, Ms. Ann Sheffer, Ms. Susan Malloy, the Coleytown
Elementary School PTA and Sachin Lawande. :




INTEROFFICE MEMORANDUM
TO: ELLIOTT LANDON |
SUPERINTENDENTX |

FROM: NANCY J. HARRIS
ASSISTANT SUPERI

TENDENT FOR BUSINESS

SUBJECT: MARCH QUARTERLY REPORT
DATE: APRIL 5,2013
cc: F. MEILAN, BUDGET FILE

Attached is the March Quarterly Report for the 2012-13 fiscal year which reflects a potential fund
shortfall of $96,734 through the end of the year. The potential deficit represents a 0.10% budget
variation to the $100,226,554 Board of Education adopted 2012-2013 budget.

You will note that we have completed 9 of the 12 months of the fiscal year with three months of school
expenditures left in the year. This means that many of our expenditure projections continue as
preliminary. The differences between the “Adopted Budget” column and the “Adjusted Budget”
column reflect the administrative transfers made within each “line item” of the budget as the year has
progressed and specific expenditures have been modified.

We encumber salaries for all full time employees and expenditures for anticipated purchases. Those
encumbrances and expenditures account for 98.67% of the total budget. Actual expenditures made to
date are 74.04% of total budget with encumbrances representing 24.63% of total budget. The
remaining 1.43% of the budget projection represents my best estimate of expenditures to be made
during the three months remaining in the fiscal year.

Salaty accounts reflect several basic structural changes made to this budget. Five unbudgeted
elementary sections were opened in August to accommodate last minute student registrations, in
accordance with the Board of Education class size guidelines, which allocated the budgeted three
reserve teachers as well as two additional regular education teacher positions. We also added teachers
(1.8 FTE) to the Staples teaching staff to accommodate the additional enrollment at the high school.

The use of long term substitute teachers has been high although we have not seen staff savings that are
traditionally used to offset these costs. Additional costs have been incurred in the non-certified
substitutes and overtime accounts as well. The greatest unknowns at this time are the projected
substitute and overtime costs (objects 150 — 156) through the end of the year. I am currently projecting
a deficit of $186,960 in this account grouping. These accounts have the highest rate of volatility since
staff attendance, workers compensation injuries, overtime, iliness, and pregnancy cannot be
definitively estimated. A review of the prior three years’ actual expenditure data reveals no pattern
whatsoever.

The potential deficit balance of $226,913 in our salary accounts represents a (0.34%) variation from
the total salary budget.

WESTPORT PUBLIC SCHOOLS
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The potential deficit in the benefits accounts of $107,734 (0.7% of benefits budget) is caused by the
significant unemployment costs we have experienced this fiscal year. The continuing problems for
former staff in finding new employment has created a much higher financial burden for the Board of
Education.

As the Board is aware, the Board of Education and the Town purchase oil collaboratively for heating
fuel, with the Board of Education negotiating a BTU contract locking in oil/natural gas prices of
$1.44506 per gallon equivalent through June 30, 2013. We arranged to burn oil at all schools during
portions of February and March in order to draw down the oil levels in all of the tanks which created
an approximate savings of $50,000. This draw down produced a twofold benefit: 1. A more effective
position to remove three oil tanks in accordance with the Five Year Capital Forecast, final oil supply in
these three tanks will be transferred to the remaining school tanks which now have room to receive the
transferred oil; 2. Taking advantage of the low natural gas rates locked in through our contract and
selling the unused gas on the open market at a significant savings while we burned oil. We project
burning natural gas for the remainder of the fiscal year. The potential savings of $85,944 in the final
fund balance depends on our actual natural gas consumption which will be impacted by the cooler
spring temperatures we continue to experience.

Our electricity rates dropped to $0.0767 per kilowatt hour (reduced from $0.0973) effective January,
2013 through December, 2014 as part of the updated “all in” electric consortium contract, resulting in a
projected fund balance of $19,538. The final fund balance depends on our actual electricity
consumption which will be impacted by the spring temperatures that may require air conditioning and
the extended use of our buildings.

The special education tuition accounts currently reflect a potential fund balance of $146,065, net of the
Special Education Excess Cost Grants from the State Department of Education. The gross cost of
placing special needs students into out of district placements includes tuition costs of $2,900,092 and
transportation costs of $379,420. These projected costs have been reduced by the current year
payment of the Excess Cost Grants to offset extraordinary education costs for many of our special
needs students. The grant has now been calculated by the State Department of Education and is
estimated at an approximate $700,000 current year reimbursement which is reflected in the budget
projections attached. The actual amounts will change if additional Westport special education students
are placed out or received back during the balance of the year.

Listed below is a summary of the Line Item projected balances:

LINE ITEM PROJECTED BALANCE
Total Salaries $ (226,913)
Total Benefits (107,734)
Total Purchased Services (180,656)
Total Property Services 103,979
Total Other Purchased Services 282,815
Total Supplies and Materials 13,150
Total Equipment 18,625
Total Other 0
Projected Balance (Deficit) $ (96,734)
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This projection reflects a possible total budget fund shortfall of $96,734. We continue to work with all
of our administrators to review all possible areas for savings to ensure that this budget is closed out
with a positive fund balance.

Please note the following as you review the projections (Nofe: object code provided for reference):

Salaries:

¢ A variety of certified and non-certified staff have been on paid and unpaid leave throughout the
first half of the year. Certified and non-certified substitutes filling in have been charged to the
substitute accounts (object 151 - 155). Overtime to compensate for additional elementary
paraprofessional coverage at dismissal, additional work at Kings Highway Elementary School,
other school projects requiring additional custodial time and coverage for custodial staff out ill has
been charged to the overtime account (object 156)

Benefits:

¢ Our Unemployment costs continue to run higher than budgeted (object 250), a reflection of the
difficult economic times as it relates to layoffs of personnel we have made over the past several
years.

Contracted Services:

¢ We continue to use technical experts in the Other Professional Technical Services (object 330) to
assist in ongoing Indoor Air Quality (IAQ) testing and remediation.

¢ The deficit projected in our legal fees account (object 331) reflects an extended negotiation,
mediation and arbitration with the WEA as well as upcoming negotiations with four other

bargaining unions. In addition, we have had the need for legal support for other pending legal
matters.

Property Services:

¢ We are closely monitoring the costs and consumption of electricity and fuel oil/natural gas as noted
above.

¢ The anticipated savings in the Electricity account reflects the lower rates for the new “all in”
contract. (object 413)

¢ The anticipated savings in the Natural Gas account reflects an a savings of well over $50,000 by
switching from natural gas to burning much of our existing oil. (object 414)

¢ The repairs and maintenance accounts for both buildings and grounds reflect deficits caused by the
storms experienced this year. (objects 431, 432 & 452)

Other Purchased Services:

¢ Extensive use of “ride sharing” with other school districts transporting special education students
to the various placements outside of Westport has resulted in account savings. (objects 512 & 513)

¢ Out of District Tuition for special education placements have been reduced slightly creating a
potential budget surplus. (object 560)

¢ Special Education transportation and tuition expenditures have been reduced to reflect receipt of
the estimated $700,000 of State Excess Cost Grant funds. (objects 513, 560 & 563)
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Equipment

¢ Excellent competitive responses to our bidding process has resulted in budget savings for the
equipment in this category. (objects 732,734 & 737)

I welcome the opporfunity to review this projection with you.

Attachments
NJH:abm
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