W=S

WAKULLA COUNTY SCHOOLS

CommTER 1OSHECESS

Wakulla
District Level
Administrative

Evaluation
IDLAE]

District Level
Instructional
Administrators

Bobby Pearce, Superintendent



Wakulla County Schools District Level Administrators Annual Evaluation

Contents

INTRODUCTION ..coiuieeureeeessesesssesssssesssessssssessesssessssssesssssssssessessssssssssssssssssssesssssssssesssssssssssasessesssssssssssssssssans 3
THE WAKULLA DISTRICT LEVEL ADMINISTRATOR EVALUATION SYSTEM ....ccoeconvnerernnenn. 3
WHhat iS @VAlUALEA? ...t 4
Training and IMplemMentation. ... s 4
Foundational Understandings......c.ouneneensnesnesssnessssesssssesssssesssssesssssesssssesssssessessesssssesseses 4
Framework: Leadership Evaluation........ssssssssssssss s 5
The Wakulla District Level Administrator Evaluation processes: .......oonnnensenenessesesnennes 5
THhE SEVEI STEPS: .o bbb 6
SEEP L: OFIENTALION .uvceveerceeeeeeseesresesssesseessessessesssessssssessesssesssssssssssssssessssssesssssssssessnsssessssssssssssnsssessssssesnsanes 6
Step 2: Pre-evaluation PIaNNING......eceeeseeseesessessssssssssssesssssssssssssssssssssssssssssssssssssssssssssssssssanes 6
Step 3: Initial Meeting between evaluatee and eVaAlUALON .........coeenenereenneseessenessssnsessessssssesssees 6
Step 4: Monitoring, Data Collection, and Application t0 PractiCe .......coceenmemrereesesssesesseennns 6
Step 5: OPTIONAL: Mid-year Progress Review between evaluatee and evaluator:............... 7
Step 6: Prepare a consolidated performance asSESSMENT: .........veceurrereerresrmesmesssssessesssessessssssessnsanes 8
Step 7: Year-end Meeting between evaluatee and evalUator:........eneneenenesnessssenes 8
RUBRICS FOR EACH CORE PRACTICE ....oovuiertereererseeseereseesssesesssesssssssssssssssssssssssssssssssssssssssssssssssssssssssssseas 8
Core Practice #1: GEtting RESUILS ..o 8
=0 X o 20 o) o 8
Reflection Questions for COre PractiCe #1 ... nnnneneisssssessssssssssssssssssssssssssssssssssssns 10
Core Practice #2: Continuous Improvement of Teaching and Learning ..........coueeeveureenenn. 11
RAtING RUDTIC. oottt 11
Reflection Questions for COre PractiCe #2 ... nnsnsssssssssssssssssssssssssssssssssssssssssssns 12

Core Practice #3: Building School Leaders’ Sense of Efficacy for School Improvement... 12

N0 0¥ T o) g (o TP 12
Reflection Questions for Core PractiCe #3 ... ssesess s sssessssses 14
Core Practice #4: Using Data as a Problem Solving Strategy at the District and School
LLBVEL e E e 14
RAUING RUDTIC. vttt 14
Reflection Questions for Core PractiCe #4 ...t ssesessssesessssessssses 15
Core Practice #5: Providing Quality Support Services to Principals and Teachers and
Contributing to the Success Of All SChOOIS ... eeees 16
RAUING RUDTIC..cvuiuitceeteeieieesei st 16
Reflection Questions for Core PractiCe #5 ...t sssessseseseses 18

Wakulla County School District - [In compliance with provisions of RttT MOU - FDOE 04/24/2014 per C. Spikes e-mail.]
Board approved: 05/19/2014

Departments Evaluated: Instruction/Curriculum/Assessment/Exceptional Student Education/Adult Education/Career
and Technical Education/D]]J/Academic Support/Special Programs/Student Services - RttT Deliverable



Wakulla County Schools District Level Administrators Annual Evaluation

Core Practice #6: Professional and Ethical Behavior ..., 18
RAtING RUDTIC. .ottt 18
District Deliberate Practice GUIAEIINES........oeerercenieneeneenetneiseesseseesesse s ssssss s sssssssssssses 20
WEIGHTIINGS e eeeesessee s 21

4 Domains — 6 COre PraCliCeS.....omiiriines s sss e sss s sssssssssssens 21

F N o o 2 A\ D 0 G PP 22
MULTI-USE et 22
APPENDIX Bioeeeeeeeeseeeeese s sesss s s e n bbb s 24
District Deliberate Practice Growth Target.......oooreerceneerernemnersessessessessessesssssessessssssssessesseses 24
APPENDIX i ooeeeeeeseeeesseeeseessessssssss e s £t 25
FEEDBACK FORM ...ttt sesses s ssss s sttt sssssssssans 25
APPENDIX Dt sss s s s bbbt 26
The DLAE Annual Performance SUmMmary FOrM.......sssssssssssssesssesnens 26
Multi-Dimensional Leadership Framework Reference LiSt ... 27

Wakulla County School District - [In compliance with provisions of RttT MOU - FDOE 04/24/2014 per C. Spikes e-mail.]
Board approved: 05/19/2014

Departments Evaluated: Instruction/Curriculum/Assessment/Exceptional Student Education/Adult Education/Career
and Technical Education/D]]J/Academic Support/Special Programs/Student Services - RttT Deliverable

Page | 2



Wakulla County Schools District Level Administrators Annual Evaluation

INTRODUCTION

The Wakulla County Schools’ present the following District Level Administrator Evaluation (DLAE)
which was developed in response to the Race to the Top (RttT), Phase |1 Memorandum of Understanding
(MOU). Participating districts were required to develop district-level administrator evaluation systems as
described in section (D) (2) (ii) of the MOU. While there is no legislative requirement for the district
administrator evaluation, the Wakulla County School District is Committed to Success and believes Page | 3
consistency of instructional focus across the district facilitates that end.

Instructional Personnel in Wakulla’s district office to be evaluated will include the following
departments: Instruction, Curriculum, Professional Development, Exceptional Student Education, Student
Services, Career and Technical Education, Adult Education, Athletic Programs, DJJ, Special Programs
and Assessment. These departments, effective SY 2013-14, are led by the following administrators: The
Assistant Superintendent for Instruction, The Chief Academic Officer, The Executive Director of
Exceptional Education, The Director of Special Programs and Assessment and The Director of Adult,
Athletic, Career and Technical Programs. Positions may be altered; however, those administrators who
serve the Instructional departments will use this instrument. [5]

THE WAKULLA DISTRICT LEVEL ADMINISTRATOR EVALUATION SYSTEM
To accomplish the purpose set by the RttT MOU, the district level administrator evaluation system for
district administrators is:
1. Focuses on district instructional administrator actions that impact student learning, and;
2. Supports professional learning on performance of duties and responsibilities that matter most for
student learning, faculty and leadership development.

The development of this evaluation system was grounded on:

e Contemporary research with an emphasis on cause and effect for district impacts on instructional
improvement and student results;

e The actions of leaders at the district level and outcomes at the school site;

e Practices that enable central office administrators to become effective supporters of school
leaders and instructional improvement rather than compliance agents;

e Connections between existing evaluation and monitoring tools in districts, along with other
district and state level priorities, including but not limited to Florida standards, professional
development protocol, multi-tiered system of supports (MTSS), common language, high-effect
size instructional strategies and deliberate practice; and

e Alignment with the Florida Principal Leadership Standards — a State Board of Education rule that
sets expectations for principal performance (SBE Rule 6A-5.080).

This evaluation system is designed to support three processes:

» Self-reflection by the administrator on current proficiencies and growth needs (What am | good
at? What can | do better?)

o Self-assessment and discussion with evaluator as improvement goals are set for the year.
o Reference: Appendix A: Short Form

» Feedback from the evaluator and others on what needs improvement.

o Minimum of three formal meetings with evaluator during the year to discuss progress to
meeting improvement and deliberate practice goals.
o Reference: Appendix C: Feedback Form

» An annual summative evaluation that assigns one of the four performance levels (i.e., Highly

Effective, Effective, Needs Improvement, or Unsatisfactory.
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What is evaluated?

The evaluation of district administrators is aligned with the evaluation of school leaders which is based on
observation and evidence about certain leadership behaviors AND the impact of a leader’s behavior on
others.

The portion of evaluation that involves “impact on others” comes in two components:

1. Student Growth Measures: At least 40% of a district leader’s annual evaluation is based on
the performance of students in the school on specific state or district assessments (e.g. FCAT,
EOC exams).

2. The Leadership Practice: This component contributes the remaining percentage 60% of the
district administrator’s evaluation. Leadership Practice combines results of the District Core
Practices [50%] and an additional Metric — Deliberate Practice [10%.] The Leadership
Practices contribution to evaluation is based on observation of the administrator’s actions and
the administrator’s impact on the actions and behaviors of others.

3. Reference: Appendix D Annual Performance Summary Form

Training and Implementation
The Panhandle Area Educational Consortium will facilitate and coordinate with Houghton Mifflin,
Leadership and Learning staff for Technical Assistance to member districts’:
1) Human Resource Administrator for providing orientation within their respective districts
2) Evaluators’ understanding and use of the system.

The content of the district evaluation system informs those evaluated and those doing evaluations of the
issues to address and the processes to use.
e Those being evaluated use these documents to guide self-reflection on practices that improve the
work.
e The evaluator provides both continuous feedback to guide growth in proficiency in district
priorities and provide summative performance ratings.
e Those who are both evaluated by this system and evaluate others with it will do both.

Foundational Understandings

1. The Research Framework(s) on which the evaluation system is based is associated with instruction or
leadership practices. The research aligned with the district framework(s) is a useful source of deeper
understanding of how to implement strategies correctly and in appropriate circumstances. Evaluators
can provide better feedback to sub-ordinates when they understand the research framework

2. Evaluators in the district should be able to provide sub-ordinates similar feedback and rating so that
there is consistent use of the evaluation system. This is promoted by their training on the following:
a. The “look fors” — what knowledge, skills, and impacts are identified as system priorities by
inclusion of indicators in the evaluation system.
b. The Rubrics — how to distinguish proficient levels.

3. Specific, Actionable, and Timely Feedback Processes: What evaluators observe does not promote
improvement unless it is conveyed to employees as specific, actionable and in a timely manner.

4. Processes and procedures for implementing the evaluation system
a. [Evidence gathering: Sources are indicated with each core practice.
b. Timeframes of the formal meetings are mutually negotiated while the summative meeting is
set within the dates outlined by the School Board for completion of Evaluations.
c. Scoring rules refer to the Scoring Guide.
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5. Student Growth Measures: Combination of District VAM, School and State Assigned School and
District Grades, growth of lowest quartile and results of annual Equity Report.

Sources of information about the evaluation system: For additional information about the Wakulla
District Level Administrator Evaluation, Contact Karen J. Wells, Chief Human Capital Officer,
Karen.wells@wecsb.us; 850-926-0065, #256.

Page | 5

Framework: Leadership Evaluation

A Multi-Dimensional Framework: This evaluation system is based on contemporary research and meta-
analyses by Dr. Douglas Reeves, Dr. John Hattie, Dr. Vivian Robinson, Dr. Robert Marzano and other
leadership research supported by Wallace Foundation that identify school leadership strategies or
behaviors that, done correctly and in appropriate circumstances, have a positive probability of improving
student learning and faculty proficiency on instructional strategies that positively impact student learning.

The Wakulla District Level Administrator Evaluation! processes:

Guided self-reflection on what’s important to success as a district

Criteria for making judgments about proficiency

Specific and actionable feedback from colleagues and the evaluator focused on
improving proficiency

Summative evaluation of proficiency and determination of performance levels

Y VVV

Step 1: Orientation

"Step 7 earend W
Meeting Between
Evaluatee and

Step 2: Pre-
Evaluation Planning

Evaluator

. Y
/ \
b\
|

Step 6: Prepare a
Consolidated

Step 3: Initial Meeting

Performance Between Evaluate_e
Assessment and Evaluator
OPTIONAL Step 5: Mid-Year
Progress Review Step 4: Monitoring,
— Between Evaluatee Data Collection, and
and Evaluator pplication to Practice

1 Adapted from the Florida School Assessment Process
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The Seven Steps:
Step 1: Orientation: The orientation step can occur at the start of a new work year, at the start of a new
school year, or at the start of assignment (or new assignment) as a district administrator. The depth and
detail of orientation may vary based on prior training and whether changes in the evaluation model have
occurred, but an annual orientation or re-fresher orientation should occur. The orientation step should
include: Page | 6
o District provided orientation and training on the Florida Principal Leadership Standards

(FPLS), applicable State Board of Education rules, and district specific expectations that

are subject to the evaluation system.
e Access for evaluators to the content and processes that are subject to the evaluation system.

All staff and evaluators should have access to the same information and expectations. This

may be provided by the administrator’s review of district evaluation documents or face-to-

face training where awareness of district processes and expectations are identified.
e Engagement of each district administrator at the orientation step is expected.

Administrators are expected to engage in personal reflection on the connection between

his/her practice and the core practices in the district evaluation system. This is a “what do |

know and what do I need to know” self-check aligned with the ‘Highly Effective’ rubric.

Step 2: Pre-evaluation Planning: After orientation processes, the district administrator and evaluator
prepare for a formal conference to address evaluation processes and expectations. Two things occur:
e Administrator’s self-assessment from the orientation step moves to more specific identification of
improvement priorities. These may be student achievement priorities or ship practice priorities.
The district administrator provides data or evidence that supports an issue as an improvement
priority. This may include the District Improvement Plan, student achievement data, climate
survey data, prior evaluations, and evidence of systemic processes that need work.
e The evaluator articulates a perspective on strengths and growth needs for the district
administrator and for student achievement issues in the district.

Step 3: Initial Meeting between evaluatee and evaluator: A meeting on “expectations” held between
district administrator and evaluator to address the following:

o Evaluation processes are reviewed and questions answered.

e Perceptions (of both) from Data and Pre-evaluation Planning are shared.

e Domain and Core Practice(s) from the evaluation system that will be focus issues are identified
and discussed.

e Student growth measures that are of concern are discussed.

¢ Relationships of evaluation indicators to the district-supported initiatives are discussed.

e Proposed targets for Deliberate Practice are discussed and determined, or a timeframe for
selection of Deliberate Practice targets are set. While a separate meeting or exchange of
information may be implemented to complete the Deliberate Practice targets, they should be
discussed at the Step 3 Conference given their importance to the administrator’s growth and the
summative evaluation.

Such a meeting is typically face-to-face. (Meeting issues and follow-up can be clarified via texts
and emails as appropriate.)

Step 4: Monitoring, Data Collection, and Application to Practice: Evidence is gathered that provides
insights on the administrator’s proficiency on the issues in the evaluation system by those with input into
the administrator’s evaluation.
e The administrator shares with evaluator evidence on practice on which the administrator seeks
feedback or wants the evaluator to be informed.
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The evaluator accumulates data and evidence on the administrator’s actions or impact of
administrator’s actions during the routine conduct of work. Such data and evidence may come
from site visits, be provided by the administrator, from formal or informal observations, or from
evidence, artifacts or input provided by others. The accumulated information is analyzed in the
context of the evaluation system.

As evidence and observations are obtained that generate specific and actionable feedback, it is
provided to the administrator in a timely manner. Feedback may be provided face-to-face, via
email or telephone, or via memoranda.

Collegial groups, mentors, professional learning communities (PLCs), and lesson study groups in
which the administrator participates may provide specific and actionable feedback for proficiency
improvement.

These monitoring actions occur before and continue after the OPTIONAL mid-year Progress
Check (step 5).

Step 5: OPTIONAL: Mid-year Progress Review between evaluatee and evaluator: At a mid-year
point, a progress review is conducted.

Actions and impacts of actions taken on priorities identified in Step 3 Initial Meeting are
reviewed.

Any indicators which the evaluator has identified for a specific status update are reviewed. (The
administrator is given notice of these indicators prior to the Progress Check, as the feedback
expected is more specific than that for the general indicator overview.)

The administrator is prepared to provide a general overview of actions/processes that apply to all
of the domains and core practice areas and may include any of the indicators in the district
system. Any indicator that the evaluator or the administrator wishes to address should be
included.

Strengths and progress are recognized.

Priority growth needs are reviewed.

Where there is no evidence related to an indicator and no interim judgment of proficiency can be
provided, a plan of action must be made:

If the evaluator decides that the absence of evidence indicates unsatisfactory proficiency because
actions or impacts of action should be evident if the administrator was proficient, the
administrator is provided notice that the indicator(s) will be addressed in a follow-up meeting.

The absence of evidence is explained by lack of opportunity for the evaluator to note anything
relevant, and the administrator is asked to provide follow-up data on the indicator prior to the
year-end conference.

The lack of evidence on one indicator is balanced by substantial evidence on other indicators in
the same core practice area. No follow-up is required until evidence supporting a Needs
Improvement (NI) or Unsatisfactory (U) rating emerges.

Any actions or inactions which might result in an unsatisfactory rating on a domain or core
practice area if not improved are communicated.

Any indicators for which there is insufficient evidence to rate proficiency at this stage, but which
will be a priority for feedback in remainder of the year, are noted.

Reference: Appendix A: Short Form
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Step 6: Prepare a consolidated performance assessment: The summative evaluation form is prepared
by the evaluator and a performance rating assigned.
e Consider including relevant and appropriate evidence by any party entitled to provide input into

the administrator’s evaluation.

Review evidence on administrator’s proficiency on core practices.
Use accumulated evidence to rate each core practice area.

Consolidate the ratings on core practice areas into domain ratings.
Consolidate Domain ratings, using weights, to calculate a District Core Practice score.

Step 7: Year-end Meeting between evaluatee and evaluator: The year-end meeting addresses the
District Core Practice score, the Deliberate Practice Score and Student Growth Measures.

e The District Core Practices score is explained.

e The administrator’s growth on the Deliberate Practice targets is reviewed and a Deliberate
Practice Score assigned.
e The District Core Practices Score and Deliberate Practice Score are combined (as per weighting
formula) to generate a Leadership Practice Score.
e If the Student Growth Measurement (SGM) score is known, inform the district administrator how
the Leadership Practice Score and SGM Score combine to a summative performance level of
Highly Effective, Effective, Needs Improvement, or Unsatisfactory.
e If SGM score is not known, inform the district administrator of possible performance levels based
on known Leadership Practice Score and various SGM outcomes.
e Review priority growth issues that should be considered at next year’s step 2 and step 3

processes.

RUBRICS FOR EACH CORE PRACTICE

PRIORITY ATTRIBUTES MAY VARY BASED ON JOB DESCRIPTION

Core Practice #1: Getting Results

District administrators exhibit behaviors that help school leaders’ with obtaining desired student learning

growth and achievement.

Rating Rubric

Highly Effective:
Leader’s actions or impact
of leader’s actions relevant
to this core practice exceed
effective levels and
constitute models of
proficiency for other
leaders.

Evaluation Focus: Factors
which contribute to
student results for which
the leader is responsible
consistently exceed
expectations.

Effective:

Leader’s actions or impact
of leader’s actions relevant
to this core practice are
sufficient and appropriate
reflections of quality work
with only normal
variations.

Evaluation Focus: Factors
which contribute to
student results for which
the leader is responsible
consistently meet
expectations.

Needs Improvement:
Leader’s actions or impact
of leader’s actions relevant
to this core practice are
evident but are
inconsistent or of
insufficient scope or
proficiency.

Evaluation Focus: Factors
which contribute to
student results for which
the leader is responsible
inconsistently meet
expectations.

Unsatisfactory:

Leader’s actions or impact
of leader’s actions relevant
to this core practice are
minimal or are not
occurring, or are having an
adverse impact.

Evaluation Focus: Factors
which contribute to
student results for which
the leader is responsible
are consistently below
expectations.
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| |

Leadership Evidence of proficiency on this Impact Evidence of leadership proficiency

core practice may be seen in the leader’s may be seen in the behaviors or actions of the

behaviors or actions. Illustrative examples of faculty, staff, students and/or community.
such evidence may include, but are not limited | Ilustrative examples of such evidence may
to the following: include, but are not limited to the following:

e  Agendas, memoranda, etc. reflect leader’s e Goals relevant to supporting teaching and learning
communications to supervised personnel on are evident and accessible.
supporting good teaching and learning. e Feedback to supervised personnel, over the course

e Analyses of trends and patterns related student of the year, is based on multiple sources of
performance over time are reflected in information (e.g. observations, walkthroughs,
presentations. videos, self-reflections, lesson studies, PLCs,

e Notes and memorandum from follow-up assessment data,) and from more than one person.
conferences regarding feedback on formal or . State or district web-based resources aligned with
informal observations reflect attention to research- District initiatives are regularly accessed.
based practices and |eadership actions. . District leader can describe the district-wide

e Evidence the district administrator has a system for achievement goals focused on improving student
securing feedback from others specific to supporting achievement.
good teaching and learning »  District leader can describe specific policies,

e Feedback describes ways to enhance performance practices, and procedures that help them support
and reach the next level of proficiency. effective teaching and learning.

e The district administrator develops district policies,
practices, procedures that validate effective
leadership practices.

Scale Levels: (choose one) Where there is sufficient evidence to rate current proficiency on this core practice,
assign a proficiency level by checking one of the four proficiency levels below. If not being rated at this time, leave
blank:

[ 1 Highly Effective [ ] Effective [ 1 Needs [ ] Unsatisfactory
Improvement

Evidence Log (Specifically, what has been observed that reflects current proficiency on this core practice? The
examples above are illustrative and do not reflect an exclusive list of what is expected.):
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Reflection Questions for Core Practice #1

Highly Effective:

Effective:

Needs Improvement:

Unsatisfactory:

How do you
disaggregate data
related to your
administrative
responsibilities to
stimulate dialogue
about changes to
support good teaching
and learning?

How do you share with
others procedures and
practices you employ to
support good teaching
and learning?

What strategies might
you employ to increase
your ability to help your
district level colleagues
understand how the
elements of your
administrative
responsibilities
impacted and are
impacted by the various
systems of learning
(e.g., curriculum,
instruction, assessment,
etc.) in order to improve
student achievement?

How do you support
stakeholder conversations
about student achievement?

How do you verify that all
supervised personnel have
sufficient grasp of the
significance of their impact
on good teaching and
learning?

How do you improve your

conferencing/communication

skills so your feedback to
stakeholders is both specific
enough to be helpful and
perceived as support rather
than negative criticism?

By what methods do you
enable supervised
personnel to participate in
useful discussions about
the relationship between
student performance and
their work performance?

How do you engage more
supervised
staff/stakeholders in the
planning process so that
there is a uniform
understanding of the goals
set?

How do you restructure
your use of time so that
you spend enough time on
monitoring supervised
personnel practices and
giving feedback to be an
effective support for good
teaching and learning?

How would you describe
your efforts to understand
what leadership
improvements are needed
and then communicate that
in useful ways?

How much of the
discussions with district
staff about student
performance data are
confusing to you and how
do you correct that?

How can frequent, focused
and constructive feedback
support good teaching and
learning?

How do you learn about
what State and District
initiatives should be
implemented?

What are some of the
strategies you are
employing that help you
become more aware of
where the greatest problems
are in terms of your
leadership proficiency?
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Core Practice #2: Continuous Improvement of Teaching and Learning

District administrators assist school leaders with communicating, monitoring, and evaluating expectations

for continuous improvement of teaching and learning.

Rating Rubric

Highly Effective:
Leader’s actions or impact
of leader’s actions relevant
to this core practice exceed
effective levels and
constitute models of
proficiency for other
leaders.

Evaluation Focus: Factors
which contribute to
continuous improvement
of teaching and learning
for which the leader is
responsible consistently
exceed expectations.

Effective:

Leader’s actions or impact
of leader’s actions relevant
to this core practice are
sufficient and appropriate
reflections of quality work
with only normal
variations.

Evaluation Focus: Factors
which contribute to
continuous improvement
of teaching and learning
for which the leader is
responsible consistently
meet expectations.

Needs Improvement:
Leader’s actions or impact
of leader’s actions relevant
to this core practice are
evident but are
inconsistent or of
insufficient scope or
proficiency.

Evaluation Focus: Factors
which contribute to
continuous improvement
of teaching and learning
for which the leader is
responsible inconsistently
meet expectations.

Unsatisfactory:

Leader’s actions or impact
of leader’s actions relevant
to this core practice are
minimal or are not
occurring, or are having an
adverse impact.

Evaluation Focus: Factors
which contribute to
continuous improvement of
teaching and learning for
which the leader is
responsible are consistently
below expectations.

P

Leadership Evidence of proficiency on this core
practice may be seen in the leader’s behaviors or actions.
Ilustrative examples of such evidence may include, but

Impact Evidence of leadership proficiency may be seen in

the behaviors or actions of the faculty, staff, students

and/or community. llustrative examples of such evidence

are not limited to the following:

may include, but are not limited to the following:

Communicating a strong belief in the capacity of
teachers and principals to improve the quality of
teaching and learning, and in the district‘s capacity to
develop the organizational conditions needed for that
to happen (high-collective efficacy).

Building consensus about core expectations for
professional practice.

Directing energy, influence, and resources toward
activities to improve teaching and learning.
Differentiating support to supervised personnel in
relation to evidence of compliance and skill in
implementing the expectations.

Setting clear expectations for leadership practices
and establish leadership development systems to
select, train, and assist supervised personnel
consistent with district expectations.

Developing and model strategies and norms for local
inquiry into challenges related to administrative
responsibilities.

Coordinating district support for school improvement
across organizational units (e.g., supervision,
curriculum and instruction, staff development,
human resources) in relation to district priorities,
expectations for professional practice, and a shared
understanding of the goals and needs of specific
schools

Team learning practices are evident among all levels
of supervised personnel.

Professional learning actions of all levels of
supervised personnel support teaching and learning.
Meetings at every level focus on supporting teaching
and learning.

There is systemic evidence of celebrating student
success with an emphasis on reflection on why
success happened.

Stakeholder questionnaire results address learning
organization’s essential elements (i.e. personal
mastery of competencies, team learning, examination
of mental models, shared vision, and systemic
thinking).
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Scale Levels: (choose one) Where there is sufficient evidence to rate current proficiency on this core

practice, assign a proficiency level by checking one of the four proficiency levels below. If not being rated

at this time, leave blank:
[ 1 Highly Effective

[ ] Effective

[ 1 Needs Improvement

[ 1 Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficiency on this core practice? The
examples below are illustrative and do not reflect an exclusive list of what is expected.):

Reflection Questions for Core Practice #2

Highly Effective:

Effective:

Needs Improvement:

Unsatisfactory:

Has leadership resulted
in people continually
expanding their capacity
to support teaching and
learning?

Is there evidence that
new and expansive
patterns of thinking are
nurtured?

Avre stakeholders
continually learning to
see the “big picture” (i.e.
the systemic connections
between practices and
processes)?

How do you monitor that
collective actions are
focused on student
learning needs and
making a difference for
all students?

What essential elements of
a learning organization
have supports in place and
which need development?

Understanding that
systemic change does not
occur unless all of the
essential elements of the
learning organization are in
operation, interacting, and
focused on student learning
as their priority function,
what gaps do you need to
fill in your supporting
processes and what
leadership actions will
enable all supervised
personnel to become
involved?

What happens in districts
that are effective learning
organizations that do not
happen in this district?

How can you initiate work
toward a learning
organization by developing
effective collaborative work
systems?

Core Practice #3: Building School Leaders’ Sense of Efficacy for School

Improvement

District administrators impact building leaders’ sense of efficacy for school improvement. The
individual and collective efficacy provides a crucial link between district initiatives, school
conditions, and student learning.

Rating Rubric

Highly Effective:
Leader’s actions or impact
of leader’s actions relevant
to this core practice exceed
effective levels and
constitute models of
proficiency for other
leaders.

Effective:

Leader’s actions or impact of
leader’s actions relevant to
this core practice are
sufficient and appropriate
reflections of quality work
with only normal variations.

Evaluation Focus: Factors

Needs Improvement:

Leader’s actions or impact
of leader’s actions relevant

to this core practice are

evident but are inconsistent
or of insufficient scope or

proficiency.

Evaluation Focus: Factors

Unsatisfactory:
Leader’s actions or
impact of leader’s
actions relevant to this
core practice are
minimal or are not
occurring, or are having
an adverse impact.
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Evaluation Focus: Factors
which contribute to a sense
of efficacy for school
improvement for which
the leader is responsible
consistently exceed

which contribute to a sense
of efficacy for school
improvement for which the
leader is responsible
consistently meet
expectations.

Evaluation Focus:
Factors which
contribute to a sense of
efficacy for school
improvement for which
the leader is responsible

which contribute to a sense
of efficacy for school
improvement for which the
leader is responsible
inconsistently meet
expectations.

expectations.

are consistently below
expectations.

Leadership Evidence of proficiency on this core
practice may be seen in the leader’s behaviors or actions.
Ilustrative examples of such evidence may include, but
are not limited to the following:

Impact Evidence of leadership proficiency may be
seen in the behaviors or actions of the faculty, staff,
students and/or community. Illustrative examples of
such evidence may include, but are not limited to the
following:

e  The district administrator is able to produce samples
of multiple forms of communication (i.e., meeting
agendas, e-mails, professional development
documents, etc.) directed toward establishing a clear
sense of direction.

e The district administrator provides documentation
(i.e., principal self-assessment and/or observational
data) of the degree to which school leaders are
implementing district-sponsored initiatives.

e The district administrator produces documents (i.e.
meeting minutes, etc.) that establish opportunities
for principals and teachers to participate in district-
wide decisions that directly impact on their work.

e  The district administrator is able to provide
documentation that school tasks are submitted by all
schools and that the goals within the tasks are clear
and aligned with state and district standards

e  The district administrator provides recurring
evidence that they are making available professional
development opportunities to help build school site
capacities.

e Survey data from school leaders reflect a majority
agreeing with the statement that district
administrators provide a clear sense of direction
through establishment of achievement standards and
provision of district-wide programs.

e Teachers and school leaders track their progress
toward “Effective” and higher implementation of
prioritized professional development offerings

e  Survey data from school leaders reflect a majority
agreeing with the statement that district
administrators provide school personnel
opportunities to participate in district-wide
decisions that have a direct impact on their work

e Survey data from school leaders reflect a majority
agreeing with the statement that district
administrators help school capacity of school.

Scale Levels: (choose one) Where there is sufficient evidence to rate current proficiency on this core practice,
assign a proficiency level by checking one of the four proficiency levels below. If not being rated at this time, leave

blank:

[ ] Highly Effective [ ] Effective

[ ] Needs
Improvement

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficiency on this core practice? The
examples above are illustrative and do not reflect an exclusive list of what is expected.):
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Reflection Questions for Core Practice #3

Highly Effective:

Effective:

Needs Improvement:

Unsatisfactory:

What are some strategies
you could pursue which
would provide guidance
to other leaders outside
your system so that they
too can deliver a wide
range of professional
development
opportunities to help
build school site
capacities?

What strategies might
you pursue that would
allow you to routinely
share professional

What one or two strategies
might you consider that
would help you encourage
teamwork and professional
community by including

In what strategies might you
engage that would encourage
school leaders to develop
plans that are aligned with
state and district standards?

learning success stories
as well as missteps to
avoid with other schools,
departments, districts,
and organizations to help
them achieve similar
levels of leadership
impact?

stakeholders in district-
wide decisions that directly
impact their work?

Core Practice #4: Using Data as a Problem Solving Strategy at the District and

School Level

District administrators assist school leaders’ use of data as a key tool for problem solving.

Rating Rubric
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Highly Effective:
Leader’s actions or impact
of leader’s actions relevant
to this core practice exceed
effective levels and
constitute models of
proficiency for other
leaders.

Evaluation Focus: Factors
which contribute to using
data as a problem solving
strategy for which the
leader is responsible
consistently exceed
expectations.

Effective:

Leader’s actions or impact
of leader’s actions relevant
to this core practice are
sufficient and appropriate
reflections of quality work
with only normal
variations.

Evaluation Focus: Factors
which contribute to using
data as a problem solving
strategy for which the
leader is responsible
consistently meet
expectations.

Needs Improvement:
Leader’s actions or impact
of leader’s actions relevant
to this core practice are
evident but are
inconsistent or of
insufficient scope or
proficiency.

Evaluation Focus: Factors
which contribute to using
data as a problem solving
strategy for which the
leader is responsible
inconsistently meet
expectations.

Unsatisfactory:

Leader’s actions or impact
of leader’s actions relevant
to this core practice are
minimal or are not
occurring, or are having an
adverse impact.

Evaluation Focus: Factors
which contribute to using
data as a problem solving
strategy for which the leader
is responsible are
consistently below
expectations.

Leadership Evidence of proficiency on this core
practice may be seen in the leader’s behaviors or actions.
Ilustrative examples of such evidence may include, but
are not limited to the following:

Impact Evidence of leadership proficiency may be
seen in the behaviors or actions of the faculty, staff,
students and/or community. Illustrative examples of such
evidence may include, but are not limited to the following:

e Analyses of trends and patterns in student
performance over time are reflected in presentations

e Data is used to make district and school decisions.
e A multi-tiered system of supports that accommodates
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to stakeholders.

Analyses of trends and patterns in evaluation
feedback are reflected in presentations to
stakeholders.

Agendas, memoranda, etc. reflect recurring
attention to performance data and data analyses. The
district administrator generates data that describes
what improvements have occurred.

Documents, charts, graphs, tables, and other forms
of graphic displays reflecting performances are
routinely used to communicate “current realities.”
Collaborative work systems’ (e.g., data teams,

the differing needs and diversity of school level needs
is evident.

Stakeholders express a belief that the District
responds to their needs.

Stakeholders can describe a specific policies,
practices, and procedures that validate and value
similarities and differences.

Professional development opportunities are provided
stakeholders regarding ways to address diversity of
school-site needs and issues.

professional learning communities) agendas and
minutes reflect recurring engagements with data.
o  Statistical analyses identify school and district.

inw]

Scale Levels: (choose one) Where there is sufficient evidence to rate current proficiency on this core practice,
assign a proficiency level by checking one of the four proficiency levels below. If not being rated at this time, leave

blank:
[ 1 Highly Effective

[ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficiency on this core practice? The
examples above are illustrative and do not reflect an exclusive list of what is expected.):

Reflection Questions for Core Practice #4

Highly Effective:

Effective:

Needs Improvement:

Unsatisfactory:

In what ways might you
further extend your reach
within the district to help
others benefit from your
knowledge and skill in
establishing and
maintaining a school
climate that address the
needs of stakeholders?

What practices have you
engaged in to increase
professional knowledge
opportunities for
colleagues across the
school system regarding
your efforts to ensure the
creation and maintenance
of a learning
environment conducive
to successful teaching
and learning for all?

What strategies might
you employ to increase

What system supports
are in place to ensure
that the best ideas and
thinking are shared with
colleagues and are a
priority of collegial
professional learning?

What are some critical
steps you could take that
would shift your
examination of culture to
a point that they become
a self-regulating system
based on data that
guarantees regular and
predictable success even
if conditions change?

How might you structure a
plan that establishes and
maintains a district climate
of collaboration, distributed
leadership, and continuous
improvement, which guides
the disciplined thought and
action of all staff and
students and respects
cultural diversity?

How much of the
discussions with district
personnel about student
performance data are
confusing to you and how do
you correct that?

What have you done to
deepen your understanding
of the connection between
the instructional strategies of
learning goals and the work
that you do?

What strategies are you
intentionally implementing
to create and maintain a safe
and respectful environment
that supports good teaching
and learning?

In what ways might you
demonstrate greater
understanding 