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Staff Performance Evaluation Plan Submission Cover Sheet

SY 2022-2023

Context: Indiana Code (IC) 20-28-11.5-8(d) requires each school corporation to submit its entire staff
performance evaluation plan to the Indiana Department of Education (IDOE) and requires IDOE to
publish the plans on its website. This cover sheet is meant to provide a reference for IDOE staff and
key stakeholders to view the statutory- and regulatory-required components of staff performance
evaluation plans for each school corporation. Furthermore, in accordance with IC 20-28-11.5-8(d), a
school corporation must submit its staff performance evaluation plan to IDOE for approval in order to
qualify for any grant funding related to this chapter. Thus, it is essential that the reference page
numbers included below clearly demonstrate fulfillment of the statutory (IC 20-28-11.5) and regulatory
(511 IAC 10-6) requirements.

School Corporation Name Danville Community School Corporation

School Corporation Number 3325

Evaluation Plan Website Link https://www.danville.k12.in.us/domain/50

For the 2022-2023 School Year, we have adopted the following Evaluation Model:
[I The System for Teacher and Student Advancement (TAP)

[J The Peer Assistance and Review Teacher Evaluation System (PAR)

[1 RISE 3.0 State Model

[1 Locally Developed Plan

[1 Other

Indiana Government Center North, 9th Floor * 100 N Senate Ave ¢ Indianapolis, Indiana 46204
317-232-6610 ¢ www.in.gov/doe



Instructions:

In the chart below, please type the page numbers in your staff performance evaluation document which clearly
display compliance with the requirements. Please note, your plan may include many other sections not listed

below.

Submission:

Once completed, please upload this cover sheet via the following Jotform by Friday, September 16,
2022. If you cannot provide a direct website link (above) to your evaluation plan, you must upload the entire
plan and this cover sheet as a single PDF. Please make sure the link provided will lead directly to your
evaluation plan, and that a login and password will not be required for access. Contact Dr. Rebecca Estes,
Senior Director of Educator Talent, with any questions.

Evaluation Plan Discussion

Requirement Statutory/Regulatory Examples of Relevant Information Reference
Authority Page
Number(s)

Evaluation plan must be in IC 20-28-11.5-4(f)(1) Process for ensuring the evaluation planisin | A1
writing and explained before writing and will be explained to the governing
the evaluations are IC 20-28-11.5-4(f)(2) body in a public meeting before the
conducted evaluations are conducted

Before explaining the plan to the governing

body, the superintendent of the school

corporation shall discuss the plan with

teachers or the teachers' representative, if

there is one
Annual Evaluations
Requirement Statutory/Regulatory Examples of Relevant Information Reference

Authority Page
Number(s)

Annual performance IC 20-28-11.5-4(c)(1) Plan and metrics to evaluate all certificated Al, RISE
evaluations for each employees, including teachers, Handbook 4
certificated employee administrators, counselors, principals and

superintendents
Annual performance 511 IAC 10-6-5 A minimum of two (2) observations as part of | A2

evaluations include a
minimum of two (2)
observations

formative evaluations that shall take place at
reasonable intervals to ensure that teachers
have the opportunity to demonstrate growth

prior to a summative evaluation



https://form.jotform.com/220615699743970
mailto:restes@doe.in.gov

Evaluators

Requirement Statutory/Regulatory Examples of Relevant Information Page
Authority Number(s)
Only individuals who have IC 20-28-11.5-1 Description of ongoing evaluator training A1
received training and RISE
support in evaluation skills IC 20-28-11.5-5(b) Description of who will serve as evaluators Handbook
may evaluate certificated pg 4-7
employees IC Process for determining evaluators
20-28-11.5-8(a)(1)(D)
Teachers acting as IC 20-28-11.5-1(2) Description of who will serve as evaluators Teachers
evaluators (optional) clearly are not
demonstrate a record of IC 20-28-11.5-1(3) Process for determining evaluators involved in
effective teaching over evaluating
several years, are approved 511 IAC 10-6-3
by the principal as qualified staff.
to evaluate under the
evaluation plan, and
conduct staff evaluations as
a significant part of their
responsibilities
All evaluators receive IC 20-28-11.5-5(b) Description of ongoing evaluator training A1
training and support in
evaluation skills 511 IAC 10-6-3
Rigorous Measures of Effectiveness
Requirement Statutory/Regulatory Examples of Relevant Information Page
Authority Number(s)
Rigorous measures of IC 20-28-11.5-4(c)(2) Observation rubrics - for all certificated staff - | RISE
effectiveness, including with detailed descriptions of each level of Handbook
observations and other performance for each domain and/or indicator pg 8-19
performance indicators copies c;f
Other measures used for evaluations (e.g., evaluation
surveys) .
forms in final
pages of
document
Evaluation Feedback
Requirement Statutory/Regulatory Examples of Relevant Information Page
Authority Number(s)
An explanation of IC 20-28-11.5-4(c)(4) Process and timeline for delivering feedback | A2

evaluator’s
recommendations for
improvement and the time
in which improvement is
expected

511 IAC 10-6-5

on evaluations

Process for linking evaluation results with
professional development




Designation in Rating Category

Requirement Statutory/Regulatory Examples of Relevant Information Page
Authority Number(s)
A summative rating as one | IC 20-28-11.5-4(c)(3) Summative scoring process that yields RISE
of the following: highly placement into each performance category Handbook
effective, effective, 19
improvement necessary, or Weighting (broken down by percentage) of all P9
ineffective evaluation components
A definition of negative IC 20-28-11.5-4(c)(5) Definition of negative impact on student A2
impact for certificated staff growth for all certificated staff
511 IAC 10-6-4(c)
A final summative rating Description of the process for modifying a
modification if and when a final summative rating for negative growth
teacher negatively affects
student growth
Feedback and Remediation Plans
Requirement Statutory/Regulatory Examples of Relevant Information Page
Authority Number(s)
All evaluated employees IC 20-28-11.5-6(a) System for delivering summative evaluation A2
receive completed results to employees
evaluation and documented
feedback within seven
business days from the
completion of the
evaluation.
Remediation plans IC 20-28-11.5-6(b) Remediation plan creation and timeframe RISE
assigned to teachers rated Handbook
as ineffective or Process for linking evaluation results with pg 42-45
improvement necessary professional development
Remediation plans include | IC 20-28-11.5-6(b) Description of how employee license renewal | RISE
the use of employee’s credits and/or Professional Growth Points will | Handbook
license renewal credits be incorporated into remediation pg 42-45
Means by which teachers IC 20-28-11.5-6(c) Process for teachers rated as ineffective to A3

rated as ineffective can
request a private
conference with the
superintendent

request conference with superintendent




Instruction Delivered by Teachers Rated Ineffective

Requirement Statutory/Regulatory Examples of Relevant Information Page
Authority Number(s)

The procedures established | IC 20-28-11.5-7(c) Process for ensuring students do not receive | A3

for avoiding situations in instruction from ineffective teachers two

which a student would be years in a row

instructed for two

consecutive years by two

consecutive teachers rated

as ineffective

The procedures established | IC 20-28-11.5-7(d) Description of how parents will be informed of | A3

to communicate to parents
when student assignment to
consecutive teachers rated
as ineffective is
unavoidable

the situation




Danville Community School Corporation

Section A

Evaluation Plan Discussion:

A district evaluation committee has been developed and meets annually to discuss the current evaluation
instrument and procedures. All evaluation procedures and documents are located on our internal staff website
and are sent out to all staff when updated. The district superintendent communicates this information to the
public during our Board of School Trustees meeting.

Assessment Selection

Our Corporation utilizes a modified RISE to evaluate all certified staff annually with changes indicated below.

Annual Evaluators- all have received formal training in evaluation processes through CIESC and Standard

For Success:

Building/
Administrator

Primary Evaluator

Secondary Evaluator (if applicable)

North Elementary

Karen Perkins, Principal; Ceara
Jackson, Assistant Principal

Karen Perkins, Principal; Ceara Jackson,
Assistant Principal
Morgan Walker, Director of Academic Services

South Elementary

Tina Noe, Principal

Kelley Lacey, Director of Special Services
Morgan Walker, Director of Academic Services

Danville Community
Middle School

Marsha Webster, Principal;
Dave Rector, Assistant Principal

Marsha Webster, Principal; Dave Rector,
Assistant Principal
Morgan Walker, Director of Academic Services

Danville Community
High School

P.J. Hamann, Principal; Jason
Marer, Assistant Principal;
Aimee Harvey, Assistant
Principal

P.J. Hamann, Principal; Jason Marer, Assistant
Principal; Aimee Harvey, Assistant Principal
Morgan Walker, Director of Academic Services

Special Education
Staff

Kelly Lacey, Director of Special
Services

Building Principals
Morgan Walker, Director of Academic Services

Superintendent

Board of Trustees

n/a

All other certified
administrators

Dr. Tracey Shafer,
Superintendent

Morgan Walker, Director of Academic Services

A1




Designation in Rating Category/Negative Impact:

Negative impact shall be defined where data shows a significant number of students across a teacher’s
classes fails to demonstrate student learning or mastery of standards established by the state. Data will
include, but not be limited to, grades, classroom assessments, ECAs, student performance, etc. This negative
impact on student growth shall be determined by the primary evaluator. A teacher that is found to have a
negative impact on students may not receive a final rating of “Effective” or “Highly Effective.”

Observation Details:

New Staff or Teachers rated Needs Improvement/Ineffective:
2 long observations

3 short observations

7 targeted coaching visits

All other staff:

1 long observation

3 short observations

5 targeted coaching visits

Additional Information:

Long Observations:

At least 40 minutes in length

Lesson is scripted by observer

Tied to the RISE rubric and each competency observed is rated as Effective, Highly Effective, etc.
Post-conference to discuss is to be held within 10 school days of the visit

Visit is unannounced unless more than one is completed and then one will be announced

Short Observations:

Approximately 3-10 minutes in length

Tied to the RISE rubric and each competency observed is rated as Effective, Highly Effective, etc.
Visit is unannounced

Targeted Coaching visits:

Not bound by time constraints- could be a quick pop-in or longer visit

While all interactions contribute to a teacher’s evaluation, RISE competencies will not be rated
Feedback based upon individual teacher goals, district initiatives, and best practices

Evaluation Feedback:

Within 10 days after a long observation, a post-conference will take place to deliver timely feedback.
Observation notes will be shared electronically after a short observation within 3 days.

Professional Development will occur individually for teachers after observations with needed and as an entire
staff based upon evaluation data.

All administrators conducting evaluations have been certified in the RISE model of evaluation and will go
through a “refresher course” as a team to review procedures and provide additional inter-rater reliability.

A2



Instruction Delivered by Teachers Rated Ineffective:

Danville Community School Corporation will strive to modify a certified teacher’s schedule to avoid a situation
where a student would be instructed for two consecutive years by two consecutive teachers rated as
Ineffective. If this situation is unavoidable, the school will inform the parents of this assignment.

Objective Measures of Student Achievement and Growth:

Certified Teachers-
90% TER
10% SWL

Principals and Directors-
50% Rubric Rating

20% SWL

20% SLO

Superintendent-
75% Rubric Rating
20% SLO

5% SWL

Conference with Superintendent for Teachers Rated Ineffective

Staff rated as ineffective may request a private conference with the superintendent to discuss the evaluation
and progress towards goals. This can be requested directly to the superintendent via email or phone.

RISE Resources

Resources referred to above from the RISE handbook, student learning objectives handbook, evaluation
rubrics and scoring sheets may be found at: www.doe.in.gov/evaluations (view RISE materials).

A3
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Indiana Teacher Evaluation: Public Law 90

The 2011 Education Agenda put students first by focusing on the Individuals who most strongly
influence student learning mvery day — teachers. Indiana’s teachers are hard-working and devoted to

the success of every student. It's time we treat them like the professionals they are and take special care
to identify and reward greatness In the classroom.

To do thls, we need Fair, credible and accurate annual evaluations to differentiate teacher and principal
performance and 1o support thelr professional growth. With the help of teathers and leaders
throughout the state, the Indiana Departmant of Education has developed an optional model evzluation
system named RISE. Whether or not corporations choose to implement RISE, the Department’s goal is to
assist corporatlons In developing or adopting models that comply with Public Law 90 and are fair,
cradible, and accurate, Regardless of model or system, evaluations must:

* Be Annual: Every teacher, regardless of experience, deserves meanlngful feedback on thelr
performance on an annual basis,

* Include Student Growth Data: Evaluations should be student-focused. First and foremost, an
effective teacher helps students make academic progress. A thorough evaluation system

Includes multiple measutes of teacher performance, and growth data must be one of the key
measures,

s Include Four Rating Categorlas: To retain our best teachers, we need a procass that can truly
differentiate our best educators and give them the recognition they deserve. If we want all
teachers to perform at the highest level, we need to know which Individuals are achleving the
Breatest success and give support to those who are new ar struggling.

ajnra
I v have received this document from any sourte sther than the RISE welisite, k may have been aliersd
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= RISE

Indiana’s State Model on Teacher Evaluation

Background/Context

RISE was designed to provide a quality syster that local corporations can adopt in its entirety, or use as
a model as they develop evaluation systems to hest sult thelr local contexts. RISE was developed over
the course of a year by the Indiana Teacher Evaluation Cabinet, a diverse group of educators and
administrators from around the state, more than half of whom have won awards for excellence in
teaching, These Indlviduals dedicated thelr time to develop a system that represents excellence in
Instruction and serves to guide teacher development. To make sure that theip efforts represented the

best thinking from around the state, their work was circulatad widely to solicit feedback from educators
throughout Indiana.

A meaningful teacher evaluation system should refiect a set of core convictions about good instruction,
From the beginning, the Indiana Teacher Evaluation Cabinet sought to design a model evaluation system
focused on good Instruction and student outcomes. RISE was designed to be falr, accurate, transparent,
and easy-to-use. IDOE staff and the Indiana Teacher Evaluation Cabinet relled on three core beliefs
about teacher evaluation during the dasign of RISE:

* Nothing we can do for our students matters more than giving them effective teachers.
Research has proven this time and again, We need to do everything we can to give all our
teachers the support they need to do their best work, because when they succeed, our students
succeed. Withaut effective evaluation systems, we can't identify and retain excellent teachers,
provide useful feedback and support, or Intervene when teachers consistently perform poorly.

» Teachers deserve to be treated llke professionals. Unfortunately, many evaluations treat
teachers [ike Interchangeable parts—rating nearly all teachers the same and failing to give
teachers the accurate, useful feedback they need to do their best work in the classroom. We
need to create an evaluation system that gives teachers regular feedback on their performance,
opportunities for professional grawth, and recognition when they do exceptional work. We're
committed to creating evaluations that are falr, accurate and consistent, based on multiple
factors that paint a complete picture of each teacher's success in helping students learn.

* A new evaluation system will make a pasitive difference In teachers’ everyday lives. Novice
and veteran teachers alike can look forward to detaited, constructive feedback, tailored to the
individual naeds of their classrooms and students, Teachers and principals will meat regularly to
discuss successes and areas for improvement, set professional goals, and creste an
Individualized develapment plan to meet those goals.

5]
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Tineline for Development

The timeline below reflects the roll-out of the state mode! for teacher evaluation. Public Law 90 requires
statewide implementation of new or modified evaluation systems compliant with the law by school year
2012-2013. Yo assist corparations In creating evaluation models of thelr own, the state piloted RISE in
school year 2011-2012. All documents for RISE version 1.0 were released by January 2012, and key

lessons from the pilot drove model refinement. RISE 2.0 reflects the refined model of the original
system.

Corporations may choose ta adopt RISE entirely, draw on components from the model, or create their
own system for implementation In school year 2012-2013. Though corporations are encouraged to
choose or adapt the evaluation system that best meet the needs of their local schools and teachers, In
order to malntain consistency, only corporations that adopt the RISE system wholesale or make only
minor changes may use the RISE laba), and are thus considerad by the Indlana Department of Education
to be using a version of RISE. For a list of allowable modifications of the RISE system, see Appendix A.

N\

Release RISE Statewide
versian 2.0 Implementailon *

Figure 1: Timeline for RISE design and Implementation

Aug ‘12 12113

V 4

* Note: Statewide implementation refers to corporations adopting new evaluations systems in line with
Public Law 50 requirements. RISE Is an option and resource far corparatlons, but is not mandatory,

Performance Level Ratings
Each teacher will recelve a rating at the end of the schoal year in one of four performance levels:

Highly Effective: A highly effective teacher canslstently exceeds expectations. This is 3 teacher
who has demonstrated excellence, as determined by a trained evaluator, In localiy selected
competencies reasonably belleved to be highly correlated with positive student learning
outcomes. The highly effective teacher’s students, in aggregate, have generally exceeded

expectations for academic growth and achievement based an guidelines suggested by the
Indiana Department of Education.

Effective: An effective teacher consistently meets expectations, This is a teacher who has
consistently met expectations, as dstermined by a trained evaluator, in focally selacted
competencles reasonably believed to be highly carrelated with positive student tearning
outcomes, The effective teacher’s students, in aggregate, have generally achieved an acceptable

rate of academic growth and achlevement based an guldelines suggested by the Indiana
Department of Education.

[ I i R
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= RISE

s Improvement Necessary: A teacher who is rated as improvement necessary requires a change in
performance befare he/she meets expactations. This Is a teacher wha a trained evaluator has
determinad to require improvament In locally selected competencles reasonably believed to be
highly correlated with positive student learning outcomes. In aggragate, the students of a
teacher rated improvement necessary have generally achleved a below acceptable rate of

academic growth and achievement based on guidelines suggested by the Indiana Department of
Education.

s Ineffective; An ineffective teacher consistently fails to mest expectations. This is a teacher who
has falled to meet expectations, as determined by a tralned evaluater, In locally selected
competencles reasonably believed ta be highly correlatad with positive student learning
outcomes. The ineffective teacher’s students, in aggregate, have generally achieved

unacceptable levels of academic growth and achievement based on guidelines suggested by the
Indiana Department of Education.

Overview of Components
Every teacher is unique, and the classroom is a camplex place. RISE ralles on multiple sources of

Information to paint a fair, accurate, and comprehensive picture of a teacher's performance. All
teachers will be evaluated on two major components:

1. Professional Practice — Assessment of instructional knowledge and skills that influence student
learnlng, as measured by competencies set forth in the Indiana Teacher Effectivenass Rubric. All

teachers will be evaluated In the domains of Planning, Instruction, Leadership, and Core
Professlonalism.

2. Student tearning — Teachers' contribution to student academic progress, assessed through
multiple measures of student academic achievement and growth, including Indiana Growth

Model data as well as progress towards specific Student Learning Objectives using state-,
corporation-, or school-wide assessments.

A System for Teachers

RISE was created with classroom teachers In mind and may not be always be appropriate to use to
evaluate school personnel who do not directly teach students, such as Instructlonal coaches, counselors,
etc. Though certaln components of RISE can be easily applled to individuals in support positians, it is
ultimately a corparztion's deciston whether ar not to madify RISE or adapt a different evaluation system
for these roles. Corporations that madify RISE or adapt a differant system for non-classroom teachers
are still considered by the Indiana Department of Education to be using a version of RISE as long as they

are using RISE for classroom teachers and this version of RISE meets the minimum requirements
specified in Appendix A.

7 I Mag
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Compaonent 1: Professional Practice

Indiana Teacher Effectiveness Rubric: Background and Context
The Teacher Effectiveness Rubric was developed for three key purposes;

1, Toshine a spotlight on great teaching: The rubric is designed to assist principals in thelr efforts

to Increase teacher effectiveness, recognize teaching quality, and ensure that all students have
access to great teachers,

2. To provide clear expectations for teachers: The rubric defines and prioritizes the actions that
eftective teachers use to make galns In student achlevement.

3. To support a fair and transparent evaluation of eHectiveness: The rubric provides tha
foundation for accurately assessing teacher effectiveness along four discrete ratings.

While drafting the Teacher Effectiveness Rubric, the development team examined teaching frameworks
from numerous sources, including:

» Charlotte Danielson's Fromework for Teochers

* lowa's A Mode! Fromework

s KIPP Academy's Teacher Evaluation Rubric

* Robert Marzano’s Classroom Instruction that Works
* Massachusetts’ Principles for Effective Teaching

o Kim Marshall's Teacher Evaluntion Rubries

» National Board's Professional Teaching Standards

s North Carolina’s Teacher Evaluation Process

¢ Doug Reeves’ Unwrupping the Stondards

« Research for Bettering Teaching's Skiliful Teacher

s« Teach For America’s Teaching as Leadership Rubric
e Texas' TxHess Fromework

*  Washington DC's IMPACT Performonce Assessment
*  Wigglns & McTighe's Understanding by Design

In reviewing the current research during the development of the teacher eHectiveness rubric, the goal
was not ta create 2 teacher evaluation 106 that would try to be ali things to all people. Rather, the
fubric focuses on evaluating teachers’ primary responsibllity: engaging students in rigorous academic
content so that students lzarn and achieve, As such, the rubsic focuses on evaluating the effectiveness
of Instruction, specifically through observable actions in tha classreom.

E I JE T
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Indiana Teacher Effectiveness Rubric: Overview

ZIRISE

The primary portion of the Teacher Effectiveness Rubric consists of three domains and nineteen

competencies,

Figure 2: Domains 1-3 and Competenclas

1.1 Utilize Assessment Data to Plan

1.2 Set Ambitfous and Measurable Achievament Goals

1.3 Develop Standards-Based Unit Plans and Assessments
1.4 Create Dbjective-Driven Lasson Plans and Assessmants
\ 1.5 Track Student Data and Analyte Progress

j
(msumm )

1.1 Develop Student Understanding and Mastery of Lessan Objectives

4.2 Demonstrate and Clearly Communicate Content Knowledge to Students

2.3 Engage Students In Academic Content

2.4 Check for Understanding

2.5 Madify Instruction as Needed

2.6 Develop Higher Level of Understanding Through Rigorous Instruction and Work
2.7 Maximize instructlonal Time

2.8 Create Classroom Culture of Respect and Collaboration
k 2.9 Set High Expectations far Academic Success

/

Domain 3: (¢adershin
3.1 Contribute to School Culture
3.2 Collaborate with Peears
1.5 Seek Professional Skills and Knowledge

3.4 Advocate for Student Success
3.5 Engage Families in Student Learning

In addition to these three primary domains, the Teacher Effactiveness Rubric contalns a fourth domain,
referred to as Core Professionalism, which raflects the non-negotiable aspacts of a teacher's job,

The Core Professionalism domain has four criteria:
» Attendance
*  On-Time Arrival
¢ Policies and Procedures
e  Respect

It you have received this documant from any source other than the RISE websice, H may have bean attered
from its aciginal version. Fer the official, and mast up-1o-date version, please vislt wyrw riieineliang orx
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The Indiana Teacher Effectiveness Rubric

In Appendix C of this guidebook, you will find the Teacher Effectiveness Rubric. All supporting
observation and conference documents and forms can be found in Appendix B.

Observation of Teacher Practice: Questions and Answers for Teachers
How will my proficiency on the Indiona Teacher Effectiveness Rubric be assessed?

Your proficlency will be assessed by a primary evaluator, taking into account information collected
throughout the year during extended observations, short observations, and conferences performed by
both your primary evaluator as welf as secondary evaluators.

What Is the role of the primory evoluator?

Your primary evaluator Is responsible for tracking your evaluation results and helping you to set goals
for your development. The primary evaluator must perform at least one of your short and at least one of
your extended obsarvations during the year. Once all data is gathered, the primary evaluator will look at
informatian collected by all evaluators throughout the year and determine your summative rating. He or
she will meet with you to discuss this final rating In a summative conference.

What is o secondary eveluator?

A secondary evaluator may perform extended or short observations as well as work with teachers to set
Student Learning Objectives. The data this person collects is passed on to the primary evaluator
responsible for assigning a summative rating.

Do all teachers need to hove both o primory and secondary evaluotor?

No. It is possible, based on the capacity of a school or cerporation, that a teacher would only have a
primary evaluator, However, it is recommended that, If possible, more than one evaluator contribute to

a teacher's evaluation. This provides multiple perspectives on a teacher’s performance and is beneficial
to both the evaluator and teacher.

What Is an extended observation?

An extended observation lasts a minimum of 40 minutes. it may be announced or unannounced. It may
take place over one class or span two consecutive class periods.

Are there mandotory conferances that occompany an extended observotion?

a. Pre-Conferences: Pre-Conferences are nat mandatary, but are scheduled by request of teacher
or evaluator, Any mandatory pieces of information that the evaluator would like to see during

the obsérvation (lesson plans, gradebook, ete.}, must be requested of the teacher prior to the
extended observation.

10 | L E K
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b. Post-Conferences: Post-Conferances are mandatory and must occur within five school days of

the extended cbservation. During this time, the teacher must be presented with written and
oral feedback from the evaluator.

How many extended observations will ! have in o yeor?

All teachers must have a minimum of two extended observations per year — at least one per semester.

Who Is quallfied to perform extended observations?

Any trained primary or secondary evaluator may perform an extended observation. The primary

evaluator assigning the final, summative rating must perform a minimum of one of the extended
observations.

What Is o short observation?

A short observation lasts a minimum of 10 minutes and should not be announced. There are no
conferencing requirements around short observations, but a post-observation conference should be

scheduled if there are areas of concern. A teacher must receive written feadback [ollowing a short
observation within two school days.

How mony short observations will | have In a year?

All teachers will have a minlmum of three short observations — at least one per semester. However,

many evaluators may choose to visit classrooms much mare frequently than the minimum requiremant
specifled here,

Who Is qualified to perform short observations?

Any primary evaluator or secondary evaluator may perform a short observation. The primary eveluator
assigning the final, summative rating must perform a minimum of one of the short observations.

Is there ony additional support for struggling teachers?

It is expacted that a struggling teachar will receive observations above and beyond the minimum
number required by RISE. This may be any combination of extended or short observations and

conferences that the primary evaluator deems appropriate. it Is recommended that primary evaluators
place struggling teachers on a professional development plan.

Will my formal ond informal observations be scored?

Both extended and short observations are times for evaluators to collect information. There will be no
summative rating assigned until all information is collected and analyzed at the end of the year.
However, all evalustors are expected to provide specific and meaningful feedback on performance

following afl observations. For more informatian about scoring using the Teacher Effectivenass Aubric,
please see the scoring sectjon of this handbook.
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Domain 1: Plonning ond Domain 3: Leadership ore difficult to ossess through classreom ohservations.
How wlll | be assessed in these Domains?

Evaluators should collect materlal outside of the classraom to assess these domalns. Teachers should
also be proactive In demonstrating their proficiency in these areas. However, evidence collection in

these two domains should not be a burden on teachers that detracts fram quality instruction. Examples
of evidence for these domains may include (but are not imited to):

a. Domain 1: Planning - Yesson and unit plans, planned instructional materials and activities,
assessments, and systems for record keeping
b. Domain 3: Leadership - documents fram team planning and collaboration, call-logs or notes

from parent-teacher meetings, and attendance records from professional development or
school-based activities/events

Evaluators and teachers seeking more guldance around evidence collection for Domains 1 and 3 should

reference the “Evidence Collection and Scoring of Domains 1 and 3” respyrca under the Prafessional
Practice resources section on the RISE websita.

What Is a professional development plan?

An Important part of developing professionally is the ability to self-reflect on performance. The
professional development plan is a tool for teachers to assess their own performance and set
development goals. In this sense, a professional development plan supports teachers who strive to
improve performance, and can be particularly helpful for new teachers. Although every teacher is
encouraged to set poals around hisfher performance, only teachers who score an “Ineffective” or
"Improvement Necessary” on thelr summative evaluation the previous year are required to have a

professional development plan monitored by an evaluator. This may also serve as the remediation plan
specified in Public Law 90.

If | hove o professional development plan, what is the process Jor setting gools ond ussessing my
progress?

Teachers needing a professional development plan work with an administratar to set goals at the
beginning of the academic year, These goals are manitored and revised as necessary, Progress towards
goals is formally discussed during the mid-year conference, at which point the evaluator and teacher
discuss the teacher's performance thus far and adjust Individual goals as necessary. Professional
development goals should be directly tied to areas of Improvement within the Teacher Effectiveness

Rubrlc. Teachers with professional development plans are required to use license renewal cradits for
prafessional development activities.

Is there extra support in this system for new teachers?

Teachers in their first few yeass are encouraged to complete a professional development plan with the
support of their primary evaluator, These teachers will benefit fram early and frequent feedback on
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their performance. Evaluators should adjust timing of observations and conferences to ansure thesa

teachers recelve the suppart they need. This helps to support growth and also to set clear expectations
on the instructional culture of the building and school leadership.

Teacher Effectiveness Rubric: Scoring

Evaluators are not required to score teachers after any given ohservation, However, it is essential that
during the observation the evaluator take evidence-based notes, writing specific Instances of what the
teacher and students szid and did in the classroom. The evidence that evaluators record during the
observatlon should be non-judgmental, but Instead reflect a clear and concise account of what occurred
{n the classroom. The difference batween evidence and judgment is highlightad In the examples below.

Figure 3: Evidence vs. Judgment

Evidence]

(9:32 am) Teacher asks: Does everyone understand? The teacher doesn't do a good job of making sure
{3 Students nod yes, no response from others) students understand concepts,
Teacher says: Great, let’s move on

(9:41 am} Teacher asks: How do we determine an element?
(No student responds after 2 seconds)
Teacher says: By protons, right?

Teacher to Student 1: “Tori, will you explaln your work on this ~ The teacher asks students a lat of engaging questlons
prablem?” {Student explains work.} and stimulates good classroom discussion,

Teacher to Student 2: “Nick, do you agree or disagree with

Torl’s method?” {Studant agress} "Why do you agree?"

After the observation, the evaluator should take these notes and match them to the appropriate
indicators on the rubric in order to provide the teacher with rubric-aligned feedback during the post-
conference, Although evaluators are not required to pravide teachers Interim ratings on specific
competencles after observations, the process of mapping specific evidence to indicators provides
teachers a good Idea of thelr performance on competencies prior to the end-af-year conference, Below

is an example of 3 portlon of the evidence an avaluator documented, and how he/she mapped It to the
appropriate indicators.
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Figure 4; Mapping Evidence to Indicators

Evidence I
{9:32 am) Teacher asks: Does averyane understand?
{3 Students nod yes, no response from others)
Teacher says: Great, let’s move on

{2:41 am} Teacher asks: How do we determine an element?
{No student responds after 2 seconds)
Teacher says: By pratons, right?

Teacher to Studant 1: *Tarl, will you explain your wark on this
problem?® (Student explains work.)

Teacher to Student 2: "Nick, do you agree or disagree with
Tori's methad?” (Student agrees.) “Why do you agree?”

— o o
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Indicatar,
1 din
Teacher frequently moves cn with content befora
Students have a chance to respond 1o quastlons or

frequently gives students the answer rather than
helping them think through the answer. (Ineffective)

2.6: igher [
J rough &I | n
Work
Teacher  frequently  develops  higher-lavel
understanding  through effective  questioning.
(Etfective)

At the end of the year, primary evaluators must determine a final, teacher affectiveness rubric rating
and discuss this rating with teachers during the end-of-year conference. The final teacher effactiveness
rating will be calculated by the evaluator in a four step process:

g Compile ratings and notes from observations, conferences, and other sources of Infarmation ]

&

9 Use professional judgment to establish three final ratings in Planning, Instruction, and Leadership J

g Use established weights to roll-up three domaln ratings into one rating for Domalns 1-3 7

:

9 Incorporate Care Professionalism rating

]
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Each step is described in detail below.

° Complle ratings and notes from observations, canferences, and other sources of Information.

At the end of the school year, primary evaluators should have collected a bady of information
represanting teacher practice from throughout the year. Not ail of this Information will necessarily come
from the same evaiuator, but it is the responsibility of the assigned primary evaluator ta gather
information from every person that observed the teacher during that year, In addition to notes from
observations and conferences, evaluators may also have access to materials provided by the teacher,
such as lesson plans, student work, parent/teacher conference notes, etc. To aid in the collection of this
Information, schoals should consider having files for teachers contalning evaluation Jnformation such as
observation notes and conference forms, and when passible, maintain this information electronically.

Because of the volume of Information that may exist for each teacher, some evaluators may choose to
assess Information mid-way through the year and then again at the end of the year. A mid-year

canference allows evaluators to assess the Information they have collected so far and gives teachers an
idea of where they stand.

Use professional judgment to establish three, final ratings In Planning, Instruction, and

Leadership
After collecting information, the primary evaluator must assess where the teacher falls within each
competency, Using all notes, the evaluator should assign each teacher a mating In every competency on
the rubric. Next, the evaluator uses professional Judgment to assign a teacher a rating in each of the first
three domains. It Is not recommended that the evaluator average competency scores to obtain the final
domain score, but rather use good judgment to declde which competencies matter the most for
teachers in different contexts and how teachers have evolved over the course of the year. The finaj,
three domain ratings should reflect the bady of information available to the evaluator. In the end.of-
year conference, the evaluator should discuss the ratings with the teacher, using the information

coffected to support the final decision. The figure below provides an example of this process for Domain
1

Figure 5: Example of competency ratings for damain 1 and the final domain rating.

Teaﬁ“““@é} N—— Final Domain 1
{Use Prolassional) Rating
Teacher's Qlescional

Sudgmant}

T Tl T T

3

Rating Y ~ )

Campetency ratngs basad on notes from
observations conforences and othar sources
af endenco

1S|rage
I yau have recelved this gacument from any source pther than the RISE wabsite, it may have been altered
fromits arlginal veralon  For the officlal, and most up-to-date verden, please visit



= RISE

At this point, each evaluator should have ratings in the first three domalns that range from 1
{Ineffective) to 4 {Highly Effective).

D1: Planning |D2: Instruction |D3: Leadership

lTIIl Ratings 3 (E) 2 (IN) 3 (E)

Scoring Requirement: Planning and instruction go hand-In-hand. Therefore, If a teacher scores a 1 {flor2
{IN} In Instruction, he or she cannot receive a rating of 4 {HE) in Planning.

o Use established welghts to roll-up three domaln ratings into one rating for domalns 1-3

At this point, each of the three final domain ratings Is welghted according to Importance and summed to
form one rating for domalns 1-3. As described earfier, the creation and design of the rubric stressas the
importance of observable teacher and student actions. These are reflected in Domain 2: Iastruction.
Gaod instruction and classroom environment matters more than anything else a teacher can do to
improve student outcomes. Therefore, the Instruction Domaln is weighted significantly more than the
others, at 75%. Planning and Leadership are weighted 10% and 15% respectively,

Rating (1-4)  (Welght |Weighted Rating
Domaln 1: Planning Ia 10% 0.3
Domatn 2: Instruction 2 75% 15
Domain 3: Leadership 3 15% 0,45
Final Score 225

The catculation here is as follows:

1) Rating x Welght = Weighted Rating

2) Sum of Welghted Ratings = Final Score

° Incorporate Core Professionalism

At this point, the Teacher Effectiveness Rubric rating Is close to campletion. Evaluators now loak at the
fourth domain: Core Profassionalism. As described earlier, this domaln represents non-negatiable
aspects of the teaching profession, such as on-time arrival to schaal and respect for colleagues, This
domain only has two rating levels: Does Not Meet Standard and Meats Standard. The evaluator uses
avallable information and professional judgment to decide if a teacher has not met the standards for
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any of the four Indicators. In order for the Core Professionalism domain to be used most effectively,
corporations should create detalled policies regarding the four competencies of this domain, for
example, more concretely defining an acceptable or unacceptable number of days missed or late
arrivals. If a teacher has met standards In each of the four Indicatars, the score does not change fram
the result of step 3 above. If the teacher did not meet standards in ot least ane of the four indicators, he
or she automatically has a 2 point deduction from the final scora in step 3,

Outcome 1: Teacher meets all Core Professionalism standards. Final Teacher Effectiveness Rubric Scare
=225

Outcome 2: Teacher does not meet all Core Professionalism standards. Final Teacher Effectiveness
Rubric Score {2.25-1) = 1.25

Scoring Requirement: 1 1s the lowest score a teacher can receive In the RISE system. If, after deducting a
point from the teacher’s final Teacher EHectlveness Rubric score, the outcome is 3 number less than 1,
then the evakuator should replace this scora with a 1. For example, If a teacher has a final rubric score of

1.75, but then loses a point because not afl of the care professianalism standards were met, the final
rubric score should be 1instead of 0.75.

The final Teacher Effectiveness Rubric score Is then combined with the scores from the teacher's

student learning measures in order to calculate a final rating. Details of this scoring process are provided
in the Summative Teacher Evaluatlon Scoring section.

The Role of Professional Judgment

Assessing 3 teacher's professional practice requiras evaluators to constantly use their professional
judgment. No observation rubric, however detalled, can capture 2ll of the nuances in how teachers
interact with students, and synthesizing multiple sources of informatlon into a final rating on a particular
professional competency is inherently more complex than checkfists or numerical averages. Accordingly,
the Teacher Effectiveness Rubric provides 2 comprehensive framework for observing teachers’
instructional practice that helps evaluators synthesize what they see in the classroom, while
simultaneously encouraging evaluators ta consider all information collected holistically,

Evaluators must use professional judgment when assigning a teacher a rating for each competency as
well as when combining all compatency ratings into a single, overall domaln score. Using prolessional
judgment, evaluators should consider the ways and extent to which teachers' practice grew over the
year, teachers’ responses to feedback, how teachers adapted their practice to the their current
students, and the many other apprapriate factors that cannot be directly accounted for in the Teacher
Effectiveness Rubric before settling on a final rating. In short, evaluators’ professional judgment bridges

the best practices cadified In the Teacher Effectiveness Rubric and the specific context of a teachet’s
school and students.
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Component 2: Student Learning

Student Learning: Overview

Many parents’ main question over the course of a schoal year is: *How much is my child learning?”
Student learning Is the ultimate measure of the success of a teacher, instructional leader, school, or
district. To meaningfully assess the performance of an educator or a school, one must examine the
growth and achlevement of their students, using multiple measures.

Achievement is defined as meeting a Growth is defined as improving
uniform and pre-determined level of skills required to achieve mastery
mastery on subject or grade leve! on a subject or grade level standard
standards over a period of time
® Achievement is a set point or » Growth differentiates

“bar” that Is the same for all mastery expectations based

students, regardless of where upon baseline performance.

they begin

Available Measures of Student Learning
There are multiple ways of assessing both growth and achlevement. When laoking at avallable data
sources to measure student |earning, we must use measurements that:

Are accurate In assessing student learning and teacher impact on student learning
Provide valuable and timely data to drive instruction in classrooms
Are fair to teachers in different grades and subjects

Are as cansistent as possible across grades and subjects

Allow flexibllity for districts, schoals, and teachers to make key declsions surrounding the best
assessments for their students

The Indiana Growth Model is the most common method of measuring growth. This model will be used
to measure the student learning for all math and ELA teachers in grades in 4-8. To complement the
Growth Madel, and to account for those teachers who do not have such data available, RISE also

includes measures of students’ progress taward specific leaming goals, known as Student Learning
Oblectives.
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Student Learning Objectives involve sefting rigorous learning goals for students around common
assessments. All teachers will have Student Learning Objectives. For teachers wha have a Growth Madel
rating, these Qbjectives will serve as additional measures of student achievement. For teachers whe do
nat have a Growth Model rating, the Student Learning Objectives will form the basls far the student
leaming measures portion of their evaluaticn. More detalls on how each type of student learning

measure affects a teacher’s final rating can be found in the Summative Teacher Evaluation Scoring
section,

Indiana Grawtl Model

The Indiana Grawth Model Indicates a student’s academic progress over the course of a year. It takes a
student's ISTEP+ scores In the previous vear or years and finds all other students in the state who
received the same score(s}, for example, In math. Then it looks at ail of the current year math scores for
the same group of students to see how the student scored compared to the other students In the group,
Student growth Is reparted in percentiles, and therefore represents how a student’s current yaar ISTEP +
scores compare to students who had scored simiarly In previous ISTEP+ tests,

Indiana teachers are accustomed to looking at growth scares far thelr students, but these scores will
now alsa be calculated at the classroom level and across classes for use in teacher evaluation. Individual
growth model measures are only available for students and teachers In ELA/Math in grades 4-8. For
thesa teachers, students' growth scores will be used to situate teachers in one of the four rating

categories, Please access the IDOE website for more information on the metrics used to calculate
teachers’ 1-4 score based an student growth model data.

School-wide Learning

Because It Is important for teachers to have a common mission of improving student achievement, all
teachers will also have a component of their evaluation scare tied to schoaol-wide student learning by
aligning with Indiana’s new A-F accountability model. The new A ~ F accountability model will be based
on several metrics of school performanca, including the percent of students passing the math and ELA
ISTEP+, IMAST, and ISTAR for elementary and middle schools, and Algebra [ and English 10 ECA scores as
well as graduation rates and college and career readiness for high schools. Additlonally, schoal
acrountability grades may be raised or lowered based an participation rates and student growth {for
elementary and middle schools) and improvement in scores {for high schools).

All teachers in the same school will receive the same rating for this measure, Teachers in schoals earning
an A wilt e2rn 3 4 on this measure; teachers in 3 8 schoal will earn a 3; teachers in a C school recelve a 2;
and teachers who work in either a D o F school earna 2 on this measura.
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Student Learning Objectives

Effective teachers have learning goals for thelr students and use assessments to measure thele progress
toward these goals. They raview state and national standards, account for students’ starting points, glve
assessments aligned to those standards, and measure how their students grow during the school year.
For thase wha teach 4% through 8" grade math or ELA, information on the extent to which students
grow academically Is provided annually in the form of growth mode! data, Teachers of other grades and
subjects do not have such information available. The RISE system helps account for these Information
gaps by requiring Student Learning Objectives.

A Student Learning Objective is a long-tarm academid goal that teachers and evaluators set for
groups of students. It must be:

» Specific and measuraable using the most rlgorous assessment available
= Based on available prior student l=arning data

» Alignad to state standards

= Based on student progress and achlevement

For subjects without growth model data, student learning objectives provide teachers standards-aligned
goals to measure student progress that allow for planning backward to ensure that every minute of
instruction is pushing teachers and schools toward a common vision of achievement, 8y implementing

Student Learning Objectives, the RISE system seeks to make these best practices a part of every
teacher's planning.

More detalled information on the Student Learning Objectives process along with examples can be
found in the Student Learning Objectives Hondboak, available at www.siseindlana.org.
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Summative Teacher Evaluation Scoring

Review of Components
Each teather's summative evaluation scors will be based on the following components and measures:

1) Professional Practica = Assessment of instiuctional knowledge and skills]
Measure: Indiana Teacher Elfectiveness Rubnc (TER) '

'Measure: Sthool
Measure. Student Leaming Objectives (SLO)

* This measure only applies to teachers of grades 4 through 8 who teach ELA or math.

The method for scoring each measure individually has been explained In the sections above. This section
will detall the process for combining all measures Into a final, summative score.

Weighting of Measures

The primary goal of the weighting method Is ta weat teachers as fairly and as equally as possible. This
particular weighting method does this in a few ways:

*  Wherever possible, it aims to take a teacher’s mlx of grades and subjects into account
¢  Itgives the most weight to the measures that are standardized across teachers
* ltincludes the same measures (whenevar possible} for each teacher

At this paint, the evaluator should have calculated or received Individual scares for the following
measures: Teacher Effectiveness Aubric (TER), Individual Growth Model (IGM] {if available), Schoal-wide
Learning Measure (SWL), and Student Learning Objectives {SLO). How these measures are weighted
depends on a teacher’s mix of classes and the availability of growth data. Teachers fall into one of three
groups (further definitions of these groups can be found in the Glossary).

BN |
ety
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Each group of teachers has a separate weighting scheme. Each is summarized in the charts below.

Key:

TER - Teacher Effectiveness Rubric IGM ~ individual Growth Model Data
SWL - School-wide Learning Measure  SLO - Student Learning Objectives

Group 1: Teachers who have Individual Group 2: Teachers who have Individual growth
growth madel data for at least half of maodel data for fewer than half of classes taught
classes taught

{but at least one class with growth mode! data)

TER
50%

Group 3 Teachers: Teachers who do not
teach any classes with grawth model data

SLO
20%
WL
3% TER
75%

Growth model and rubric data are given more weight because educators have more experience with
these measures, Student Learning Objectives are a new and difficult process for many. This percentage

may Increase over time, once teachers and principals are glven sufficient practice and training on writing
rigorous Student L.earning Objactives.
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Compared across groups, the weighting looks as follows:

M G1THalf ormare 1{[G2: Less than Bl

Ell G i [GaiNarGM
] Gri'ciasses [half GM classes iy

e ke S 1
classes only R0

60% 75%
20% N/A
15% 20%
3% 5%

Once the weights are applied appropriately, an evaluator will have a final decimal number. Below is an
example from a Group 1 teacher:

B s € U eichtcd scoraly
- . L-I-h,..-_n__ ar :a.a.'.j I-------...u—..l-_-I o iL‘l“.:i;-—"_—II;AJ
'E!_';e_a"?he_l'_gfjg?__tiuqnegs Aubric I R X5 X 50% =13

lindividual Growth Model Datah [} X 35% =105

4

14 X 10% =0.4

06l wide'Learning Measure 1 I X 5% =0.1

* To get the final weighted score, simply sum the weighted scores from each camponent.

This final weighted scare is then translatad into a rating on the following scale.

X 11
Ineffective | Improvement |  Effective
il ~ Necessary | Efectiva
10 175 25 35 40
Poinis Poinls Ponts Poinls Points

Note Bordetline paints always round up.

The score of 2.85 maps to a rating of “Effective”. Primary evaluators should meet with teachers In a
summative conferencaito discuss alt the Information collected in addition to the final rating. A
summative evaluation form to help guide this conversation is provided in Appendix B. Tha summative

conference may occur at the end of the school year in the spring, or when teachers return in the fall,
depending on the availability of data for the individual teacher,
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Glossary of RISE Terms

Achievement: Deflned as meeting a uniform and pre-determined level of mastery on subject or grade

level standards, Achievement is a set point ar “bar” that is the same for all students, regardless of where
they begin.

Beginning-of-Year Conference: A conference In the fall during which a teacher and primary evaluator

discuss the teacher’s prior year performance and Professional Development Plan (if applicable}. In some
cases, this conference may double as the "Summative Conference” as well,

Competency: There are nineteen competencies, or skills of an effective teacher, in the Indlana Teacher

Effectiveness Rubrlc, These competencles are split between the four domains. Each competency has a
list of observable indicatars for evaluators to look for during an observation.

Corporation-Wide Assessment: A common assessment given to all schools in the corporation. This
assessment may have either been created by teachers within the corporation or purchased from an

assessment vendor. This may also be an optional state assessment that the corporation chaoses to
administer corporation-wide {ex. Acuity, mCLASS, elc),

Domaln: There are four domains, or broad areas of Instructional focus, included in the Indiana Teacher
Effectiveness Rubric: Planning, Instruction, Leadership, and Core Professionalism. Under each domain,
competancles describe the essential skills of effective instruction.

End-of-Caurse Assessment: An assessment given at the end of the course to measure mastery in a glven
content area, The state currantly offers end-of-course assessments in Algebra |, English 10, and Biology |

However, many districts and schoals have end-of-course assessments that they have created on thelr
own,

End-of-Year Conference: A conference in the spring during which the teacher and primary evaluator

discuss the teacher’s performance on the Teacher Effectiveness Rubrlc, In some cases, this conference
may double as the “Summative Conference” as well.

Extended Observation: An observation lasting a minimum of 40 minutes. Extended abservations can be
announced or unannounced, and are accompanied by optional pre-conferences and mandatory post-
confarences including written feedback within five school days of the chservation,

Group 1 Teacher: For the purpose of summative welghting, a group 1 teacher Is a teacher for whom half
ar mare of thelr “classes” have growth modal data. More specifically, thls Includes any teacher in grades

4-8 that teaches both ELA and Math OR any teacher in grades 4-8 that teaches eithes ELA or Math for
half or more of time spent teaching during the day.

Group 2 Teacher: For the purpose of summative weighting, a group 2 teacher Is a teacher who does not
qualify as a group 1 teacher and for whom less than half of their “classes” have growth model data.
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More specifically, this includes any teacher in grades 4-B that teaches elther ELA or Math for less than
half of time spent teaching during the day,

Group 3 Teacher: For the purpose of summative welghting, a group 3 teacher Is 3 teacher for whom
none af their classes have growth model data. This currently represents all PK-3" teachers and all high
school teachers. It also may represent any teachers in grades 4-8 that teach neither math nor ELA.

Growth: Improving skills required to achieve mastery on a subject or grade-level standard over a period
of time. Growth differentiates mastery expectations based on baseline performance.

tndiana Growth Model: The IN Growth Model rating Is calculated by measuring the progress of students
In 3 teacher’s class to students throughout the state whe have the same score history (thelr academic
peers). Most teachers will have a small companent of their evaluation based on school-wide growth
model data. individual growth mode] data currently only exists for teachers In grades 4-8 ELA/Math.

Indiana Teacher Effactiveness Rubric: The Indiana Teacher Effectiveness Aubric was written by an
evaluation committee of education stakehalders from around the state. The rubric Includes nineteen
competencles and three primary domains: Planning, Instruction, and Leadership, It also includes a fourth

domaln: Core Professianalism, used to measure the fundamental aspects of teaching, such as
attendance.

Indlana Teacher Evaluation Cabinet: A group of educators from across the state, more than half of

whom have won awards for teaching, who helped design the RISE model, Including the Indiana Teacher
Effectivenass Rubric,

Indicator: These are observable pieces of information for evaluators to lock for during an observation.
Indicators are [isted under each competency in the indiana Teacher Effectiveness Rubrle,

ISTEP+: A statewide assessment measuring proficlency in Math and English Language Arts in grades 3-8,
Social Studies in grades 5 and 7, and Science In grades 4 and 6. The Indiana Growth mode! uses ISTEP
scores [n Math and ELA to report student growth for these two subjects in grades 4-8,

Mid-Year Conference: An optional conference in the middle of the year In which the primary evaluator
and teacher meet to dlscuss performance thus far.

Post-Conference: A mandatory conference that takes place after an extended observation during which
the evaluator provides fesdback verbally and in writing to the teacher.

Pre-Conference: An optional conference that takes place before an extended observation during which

the evaluator and teacher discuss Important elaments of the lesson ar class that might be relevant to
the observation.

Primary Evaluator: The person chiefly responsible for evaluating a teacher. This evaluator approves
Professional Development Plans {when applicable) In the fall and 8ssigns the summative rating in the

Bfirage
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spring. Each teacher has only one primary evaluator. The primary evaluator must perform a minimum of
one extended and one short observation.

Professianal Development Goals: These goals, identifled through self-assessment and reviewing prior
evaluation data, are the focus of the teacher’s Professional Development Plan over the course of the
year. Each goal will be specific and measurable, with clear benchmarks §or success.

Professional Development Plan: The individualized plan for educator professional development based
on prior performance. Each plan consists of Professional Development Goals and clear action steps for
how each goal will be met, The anly teachers in RISE who must have a Professional Development Plan
are those wha received a rating of Improvement Necessary or Ineffective the previous year.

Prolessional fudgment: A primary evaluator's ability to look at Information gathered and make an
informed decision on a teacher’s performance without a set calculation in place. Primary evaluators will
be trained on using professional judgment to make decisions.

Professional Practice: Professional Practice Is the first of two major components of the summative
evaluation score (the other is Student Learning). This component consists of information gathered
through observations using the Indiana Teacher Etfectiveness Rubric and conferences during which
evaluators and teachers may review additional materials.

School-Wide Assessment: A school-wide assessment is common to one school, but not given across
schools. It Is usually created by a team of teachers within the school, but may have been purchased from
an outside vendor. It is administered to afl students In a given grade or subject. For an assessment to be
considered school-wide, it must be given by more than one teacher.

Secondary Evaluator: An evaluator whose observations, fesdback, and informatlon gathering informs
the work of a primary evaluator,

Short Observation: An unannounced observation lasting a minimum of 10 minutes. There are no

conferencing requirements jor short observations. Feedback in writing must be dellvered within two
school days.

Statewlde Assessment: A statewide assessment refers to any mandatory assessment offered by the
state, Examples of this in Indiana Include: ISTER, ECAs, LAS Links, etc.

Student Learning Objective: A long-term academic goal that teachers and evaluators set for groups of
students, It must be specific and measureable using the most rigorous assessment avallable, based on

available prior student learning data, aligned to state standards, and based on student progress and
achievement.

Student Learning: Student Learning Is the second major component of the summative evaluation score
{the first Is Professional Practice). Student Learning Is measured by a teacher’s individual Indiana Growth
Model data {when available), schaol-wide {ndlana Grawth Madet data, and Student Learning Objectives.

261
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These elements of student learning are weighted differently depending on the mix of classes a teacher
teaches.

Summative Conference: A conference where the primary evaluator and teacher discuss performanca
from throughout the year leading to 2 summative rating. This may occur In the spring if all data Is
avallable for scering (coinciding with the End-of-Year Conference), or in the fall If pertinent data isn't
available until the summer {colnciding with the Beginning-of-Year Conference).

Summative Rating: The final summative rating is a combination of a teacher's Professional Practice
rating and the measures of Student Learning. These elements of the surnmatlve rating are welghted
differently depending on the mix of classes a teacher teaches. The final score is mapped on to a point

scale. The points correspond to the four summative ratings: Highly Effective, Effective, Improvement
Necessary, and ineFactive.

Teacher-Created Assessment: A teacher-created assessment is an individual exam developed and
administered by an Individual teacher. Please note that a teacher-created assessment does not refer to
an assessment created by and administared by groups of teachers {see schaol-wide assessment)

7|1
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Appendix A - Allowable Modifications to RISE

Corporations that fallow the RISE guldelines and use both this handbook and the Student Learning
Objectives handbook exactly as written are considered to be using the RISE Evoluation and Oevelapment

System.

If a corporation chooses to make minor edits to the RISE system, the system must then be titled
“{Corporation name) RISE”, and should be labeled as such on all materials. The edited system must meet
the following minimumn requirements fisted below to use the name RISE:

» Professional Practice Componant

Minimum number of short and exiended abservations

Minlmum fength for short and extended observations

Minimum requirements around feedback and conferencing

Use of the Teacher Effectiveness Rubric with alt domains and competencies

Scaring weights for all Professional Practice domains, including Core Professionalism

Use of optional RISE observation/conferencing forms OR similarly rigorous forms {not
chacklists)

*  Measures of Student Learning
o Three measures of student learning as outlined In tha RISE system

o All minimum requirements around Student Learning Objectives, including, but not
limited to (see Student Learning Objective handbook for details):

o}

g 0 0 00

Assessments

Number of objectives
Population targets for abjectives
Pracess steps

Weight of objectives

s  Summative Scoring

o Weights assigned to components of the summative madel
o Definltian of groups of teachers for weighting purposes

If a corporation choases ta deviate from any of the minimum requirements of the most recent version
of RISE (found at www.riselndiana.grg), the carporation may no longer use the name “RISE Carporations

can give any alternative title to their system, and may choose to note that the system has been
“adapted from Indiana RISEY,

# you have received this document from any saurce sther than the RISE webshe, it may have been aliered
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11 Tha superintendent mmmmmmwuzm The superintendent consisiently The superintendent oczasionsly comiders on ‘The swperintendent rorely tansiders
ehectively reorits, bives, | adminlsirator's effectiveness os the primary considers an administrator’s effectivensss | admisntraior’s elfectiencss as the primary 3n ddministraios’s eliectivencis a3
ssaigns, and ratalng schoo! | factor when recrulting, hiving, ssigning or as the primary Factor when reerulting, factor when recruiting, hiring, sasigning, or the primary factor when recruiting,

leadens reinining the lsader and monitors the hiring, aaslgning, or retsining the ieader. | retalning tha ipader. hiring, sssigning, or retaining the
oHcctiveness of the perionnel process leader,
thruughout the school corparation. The superintendent contistently The supetintendent occasioaally considers
camsiders school or comorstion gosls school oe corpacation goasks when maklng Tha superinicndent docs not
Tha superintendent consistently cvnlders school | when making personnel declslont. personne! declilons. ennsidat school or corporation gaaks
wmwmmlm when maling personnel decitions
1.2 Thasuperintandent mMnudmmw:mmd Some effort has been made 10 The superimendent 1s aware of the Prolessiona] development Is
creales o professional Job embadded profeisional deveiopment that dilferantiata and embed profecional diferentiated needs of adminktrators, but typloolly “ona size fits oll® and
developmant tystem differemtistes troining and Implementation based | development to meet the needs of professional developmant Is only embedded there rs Hithe or oo evidence of
for sthool leadars on mdividual administrator needs. indhvidual adeninistraiors. in mestings at this time, rathar then recognilion of indiwdual
based on incorporating the uix of coflaboration, study asdmintsiraior needs.
proficlencles and Tha superiniendent uses 431z from parfosmance teams, cie.
needs evaluations ta asiess proficencies and identily
priotity needs to support and setsin effectiva
adminltirnions.

1.3 | The superintendend identifles | The superiniendent fras identifled and mentored ?hcnmuhmdmhaldmﬂﬂdmd Tha supetintendent has provided soma (ralning | There is mo evidence of effort to
snd mantors smnergiag multiple adeninltirators or lastructional mentored ot [eost one emerging leader 1o | 1o an emerging school [eader or adminhtrator, develop atvy leadevship skills in
leaders to assume key petsonnel who have auumed adminisirative ausume leadenhip respontibiity In an who kas the potenital to independently masuma | others.
loadership responsibililes | positions sac/or administrative responsibilities. | lnstructional leadership role of at an s lesdenhip role.

adminustrative lzvel, with pothive resulte Persons under the supcrintendent's
direction are unable or unwilling re
a1suric odded respemibiies.




1.4 The suparintendent Providas Employees throughaut 1he corparation are There is o clear pattern of delegatad decdislons, Tha supsrintendent sometimes delegates, | The superintentient does not
evidence of defegation and tnst in | empowered n farmal and nformal ways. with autharity to maich respontibility at cvery but 2lso maintaing dechion-making afford subordinmes the
subordinate leaders lave! In the school carporatian, authatity that could be defegoted 1o opporiunity or support ta
Instructional personne] participate In the others. develop or 1D exerdite
Tha retxilonthip of outhority and respontibity Independent jigment.

faciation of meetings and evercise leadership
in committers and task forces; other
emplayees intluding nonceriified, exerdse
appropdate authority and auume teadershin
roles where approgniale,

The dimate of trust and delegation bn the
school corporalion contritrates diectly Lo the
identificatlon and empowerment of the next
generation ol leaderth p.

and delegatian of authorlty 1 clear in personnel
documents, such a3 evalualions, and alsa in the
dally condurt ol meelings and corporation
business.

1.5

The superintendant Provides formal
ond informal fecdbatk to the
pdnisirative team with the

exdusiva purpete of improving
Individual and organitstions)
perfammancs

The superintendemt uses a variety of aeative
ways (o provide pasiive and corretlive
fredback 1o the adminstrative team.

The entite corporavion reflects the
superimendent’s foaus lan accuvate, tmely,
and specik recognition.

The superintendent balances individual
reeognition with tcam and corpention-wide
fecognition.

Corrective and positive leedback is Rnked 10
corpotation goats and both the superintendent
and adminksioiive team can chie exarmples of
where feedbatk b uted Lo wmprove individual
snd corparation performance.

Tha superintendent prondes formal feedback 1o
the administrative team that is conslstent with the
corporalion's personnel pokcies, and provides
informal foedback to reinforce etfective/highly
elective performance and highlight the strengihs
of the adminkitrative team.

The superiniendent adheres (o the
torporation’s personnel policies in
providing farmal feechack to the
admintstrative team, although the
feedback ls just beginning to pravide
details that Impeove comoration
perimance,

Forma leedback ta the
administralive team 15
nompeciic.

Informal leedback to the
administrative team is rate,
nonspeciic, and nat
constsuctive.




chalienges, manving proficient performante 1o the
examplary lavel.

Whete new challenges emerge, the
superintendent highlights tha need, creales
eiective inlerventions, and reports improved
resuits.
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| sctivittes that contribute ¢p the seadlemic succen of sl sudente.

10 The supetintendent The supcristendent speciilcally document The superintendent ises mulliple The superiviendent l aware of stazo, Tha supcrintendent is yasware of or
demonstrales the use of exainples of dechlons in |saching, sstignment, data sources, including state, corporation, and achos) retuits and has Indilferent to the data.
student achlevernent datato | curviculum, assescment, and intervention that torporation, school, and cistunom | discursed those resuis with stafi, but had
waka instructionsd leadership | have been made on the basls of data anainls, asessments, and has at least three not Hnked specific decisions 1o the data,

decisions years of dsta.

The superiendent has coached school

sdministrators to improve thair data analysls The superimendent systematialy

shilhy, examines data ot the subicale leve]
1o find strengths and chalianger.
The supetintendent smpowers
teaching and administrative stalf o
determine priorities from data,
Data Insights are regubarly the
subject of faculty meetings and
 professiona) development sescians,

12 The superintendent Awonsigient retard of improved student Tha superintendent reathes the Same evidence of Improvement existt, bul | inceifetent to the data, the
demonstrates evidencs of athlevermnent exists on meiliple Indicators of tasgeied performance goals for there is insulficient wvidence of changes wt | superiatendent blames sudents,
student improvensent theough | student success. sudent achiqvement. leaderthip, Leaching, ond curriculum that familles and exlernal chararteristics.
student schisvemant resuits will cresie the improvements necedsary o

Student success potwrs hot only on the overal The average of the student achigve student pesformance gasls, The supesintendent dors not beleve
averages, but in each group of hatorically population impraves, at doas the that student achievemant can imprave.
dizadvantaged students. achievement of earh group of

ek wio previows don AT uumu:’uhuprzmdvhm :Mmhmfummn
upetintendent has focuted on improving L mmumm:lm
m.hlluldmmh practices, ot other vatiables In arder 10
superiniendent sgaresiivaly ideniifies new Imprave student achievement.




FA) The wperintendant sctively | The superiniendent has a very open and suppoit | The supesiatendent kequemiy seeks | The superintendent rarely seehs lnput rom ﬁmmuuwm

solichs and uses feedback snd | serking attitude towards all stabeholdess inthe | input From various stakehokders in vatious sirkeholders in maters related to | Makeholders 21 being lop-down

haip lrom afl key stakeholders | school corporation in segards 1o matters reisted | maiters relsted to the imprevement | the Improvement In studend achievernert. | ordented in all decivions refaled to the
n oyder to defve studewt 10 the impravement in student schievement, in nudent achievement. mprovements in student schievement.

The supsarisiendent regulsrly surveys stall and
ather school communiy groups i the ares
rgstding thelr wews.

] o =% ]mm ; 3 Iwmm I T — 3
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ES | The supetimtendant madels ‘The supetintendent bs an exemplary role On a regular basis the superiniendent | Occasionally the superimendent has | Tha superintendent does not dhiplay and
professlons| ethical, and ragectiul | mode] of sppropriste professional behavior to | has displayed spproprisic and nct responded (o the school use tommon courtcsy regulardy and
bekavior at of times and expects | all and encourdges a pasitive and professional | professional responses te members comvmunity members with respectiul profestional respontes when
tha same hehavior from others response from all members of the school of the ichool community. acceptable lewels or prolessionatism. | dealing with tha members ol the school
community. ComIMUnity.
32 Thea superinlindent orgaaiies tkne | Persons! onganitation allows the The use of seganitational Projects ate mansged wsing lstsof | Project management is kaphstard or
and projects Jor eHective superlendent (o consider Innovatians and be | developenern 1ooks Is evident by milestones and deadiines, but are shsent and there ls titthe or po evdence of
Isadaniip avallable 10 engage in lesdership activitles and | supporting documantation provided | Inkegquently updaied. Hes of milestones and deadlines.
colizhorate with people at all levels. by Lhe superiniendent,
The impact of changes Is rarely
The superintendent applies project Project/iask sccomplishments are documented.
management 1o sysioms thinking throughout | publicy colebrsied and praject
the organitation. chalienges are opan for input fram a
wide variety of sowrces.
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41 The supasiotendent Thare is chear avidence of parent-<antered The tuperintendent assumes leadership rofes n Tha superintendemt occasionally The superintendent does not idanilfy
demonsiratas affecthe and community-centeved communication, Important local ovganizations |e.4., serving on pastiopates m lotal organizations proups and poleniial partners within
communication with parents | induding open lacums, focus groups, surveys, | boards of dlesctors, chaking dmportant commiftees | but does not astume a leadership 1he community.
nd comununity personal visits, and effeciive use of of task forces, leading new community Initlatives). | role in furthering communications.
tachnology. The superintendent fails to emure
The superinizndent actively and effectively that ol parental and comunity
Survey data suggest that parents and deveiops community trust in the schael corporation {nvolvement octhvitles honor tha
tammunity members feel empawersdand | theough individual parent contact, spesking cultures and trad tons of the local
supportive of educational objectives. engagemanty, tawn hall meetings, public forums, cammumty.
media outlets, cvents, and other spproaches.
The superintendent utes celationships and The supeniniend fails to interact with
school/community partnerships Lo sffect The superiniendent seeks out and crestes new parents and community grooups thal
communlty-wide change thal impoves both | nenortunities for meaningful partnevhips or have a critical role in developing
the community and work of the school collaborative endeavors. wpport for the school corperation.
corporalion.
The superintendent manages an ever
broadening portiolio of partnerships and
coflaborations that support and help to
adwance the strategic plan of the sthool
corporation. =
4.2 The superiniendent forges | The superiniendent uses effettive strategles | Tha superintendent uses etfective sirategies to Tha superinienden: occaslonatly The superimendent fails la forge
tonsenius lor change and | 1o athieve s consensus for change and wock 1owartls 3 consensus for change and Identilles 310 where consentus ls | coasentus for change,
Iinprovement twoughout the | mprovement. improvement. necessary.
school carpovation Falls to idcriHy arca n which
Guides others through change sad oddrewsas | Directs change and improvement processes by Has identifled sres bn which agrecment andfor consonus bs
reshtance ta that change. Identifying and securing the systems and allles contentus it peeded bt has yei ta necRisdy,
necessary Lo support the proces, nplement » process jor change
andfor improvement. Raeely or never derects or develons n

Systemically monitors inplement and
mistaing the suceess of stirategies for change.

Serures cooperation irom key stakehalders In

plnning implementing change and driving
impravament.

Atk for feedhack liom stakeholders
but Is not vet suceesihalin securing
tooperation.

process for change andfor
Impravement,

Ratuly or never teehs feedbath or
secures cooperation and makes
uniisieral dechlons.




The superiotendem does not

43 The superiniendent The supenniendent consistently employs a vatlety of | The supesstendent employs a non-confrontational The superintendent employs 8 imHed
undarstands the role of | stralegles to rescive conflicts snd forge consensusin | approach to resolve condlkts and forge contensus number of strateges lo resobve respond 10 conflict in a solution-
tha wuperintendent ln | the schoaol community In a constructive and within the school corporation community it a conflicts and forge consensus within otiented and/or respecthd manner
sngaging tha pubficin | respeciie] manner, constrctive and respectiul manner. the school corporation communky and otlzmgis 21 comenius buliding
controversial lssues with varymyg degress of succeas. around cieal decisions
The supctintendent consisiently crcourages opon The supariniendent frequently encourages open unsuccessiul,
dislegue, tonsiders diverse points of view, and dislogue, tonsiders diverse points of view, ond often
empowers and supparts adminlstsstors in wiititing empawers and supports adminhtrators In uiiflring
these conflict resolution sirategies. these confiict resalution sirat
4.4 The supetintendent The superintendent communicates whh alf school The supetiniendent communicates with all school The superintendent communicales The superintandent has Nitle
katps the school baard | members routinely, using a variety of methanlymg, boand membens pesodically. with selected school board members | commun cation with the school
informaed on lsues, such a1 weelly noles, vp-dnies, and talephone cally, when needed board ouiside of meetmgs,
needs, and tha overall
opecations ol the school
eoiparation
45 The superintendent | The supennlemdent has created an environment The suparitendent secks inpi and feedback from The superiniendent seeks input and The superioiendent rarely seaks
EnCouUrages open where lnput feedback and from alf schoo! board all schoel board memmbers on 8 frequent basls, feodbadk Irom only a few school Input from the school board and
eomemunication and members is both sought and encovraged. board membars and usually 1o gamer | rends to make unilateral declsiony.
didlague with school support far the decislons made by the
board mambiers The supefiniendent engages in open distussion with superimiendent.
the school board on a contlstent baxls, -

4.5 ‘The supatintendent The supctiniendent creaies an agenda that prioshiies | The superiniendent creates an agenda Lhal rouiinely | The superintendent ereates an agenda | The supetiniendent creates an
provides the school Kems related to student achizvement and provides faruses In student athievement nsues ond piovides | that occasionafly includes hems agenda that (ocuses only on
board with written complete and thorough background material ta that | enough background materiad 1o allaw the board 1o refated lo student achievernent and pperational matiers and provides

agenda and background | the board can make an informed dechion. make an informed dedsion. pravdes limited background materlal. | ansuificient backgrovnd moateriat,

matarial befose each
basrd meeting
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athievement aligned ta the icheol corporation’s vision of success for every student.

in their thildren’s [saming

supperting their childien's learning at
$thool and at home.

5.0 Culture of Acdevernent

[¥] The superintendent empowers The superiniendent feads and involves The superintendent guides the The supetintendent requests that the The superiniendent does not work with
buliding leaders 1o set high and tha admintstralive teamin a asdministrativa team In an annual analysls | sdmintstrative team utilize data sourees | the adminkirative team 1o gather and
decanding scademic and behaviar | comprehensive anmual analysis of schoot | of scheol and corporation performance, | to analyze school and corporation wiiize data sources Lo snslyze school
and sxpectations for every student | and corporation performance. strengihs and weokneyses. and eoepotation strengths and

sl ansuras that students am Data sources are utilized 10 analyzs the wealnesies,

consiitently learning Multiple data sources are utilized enaiyis | corporation and schoals’ sirengths and Goals are astablished that may not be
corporation and schools’ strengths and wealmesses and a collabarative process is | foassed or measurable. Umited data 15 ovallahie and atack of
weaknessss und 3 collaborative process is | used to develop measurable goals. goal-aetiing [5 evident thoughaut the
trsadd to develop focused ond resulis. Ganers! expactations are extablished carporation.
oriented gosls. and limited rescurces and occadonal

Clear espectations are astablished and supports am provided to 1pport the The superiniandent does net establith

Clear capectations e cilabilihed and adminksirators and cducalots are disaggregation of data and (o et In clcar expectations or provided the
administrators and educators are provided ditferentiated resources and Wdentifying and meeting each student’s necessary support for the
provided diiferontisted rosources ind support to disaggregate data and to asuist | acadamic, sockal, emotionad, and dliaggronstion ol dats and 10 astht tn
suppert 1o dagpregate data and 1o assist | In identifying and meeting each student’s | behavioral needi. Identiiying and meeting sach student’s
In identifying and mecting rach studera’s | academic, sadai, emotionad, and acdemic, toctal, emotional, and
scademic, soclal, emotional, and behavioral neteds. behsvioral naeds.
behavioral needs. b

52 Tive superintendent establiches Tha superintendent regularly reportson | The superintendent has prasented goals | Tha supersintendent has occasionally The employees of the school
rigorous scadernic guals end the progres of rigarous academicgoals | for bosrd approval that dearly asticulsie | made soma referenca 1o academic goals | corporation snd the schoo! community
priorities that sre sysiemetically and eotporation scademic prionties that | the academic rigar and scademic and school improvement prioitles, bt | are unaware of tha school corperation
monitgred for continuous have been established but the prictities of the corporations program. thera ate no establithed weikien gosbior | academic gosls and priotiiias and there

imptovemem superintendant and approved by the formats for academic rigor or 500 spparent snd definitive scademic
1rhoa) baard. Approved godis are thared and avaliable | improvement spproved by the board. divection establithed by the
for ibe anlire community. superiniendant.
The monltarmyg of guals and regular
1evising and updating of such plans ks an
angoing process conducted by the 1chool
board.

53 The suparintendent enowes that oll | The superintendent extablishes dear The superintendent rstablishes cesr The supesiniendent establishes general | The superintendent does not sat
students have fell snd equitable expectations and provides resources that | espectations and provides resources that | expectations and resourtes are fenlied especiations and resourees are not
scxess to educational programs, ensble adainistratoss and teachors o enable sdminlitrators snd Leachers lo to sudonls wha s struggling docaicd In tho basts of any identified
curiculs, snd swailablo supports Identify each student’s academie, sodal, | ldeniily a majority of student’s academic, | scademically or behaviarsily, needs of studems.

ernotional, and behaviorat needs. sodsl, emationsl, and behavioral needs.

54 The supetintendant giildes ballding | The supcrinicndent sets clesr The superintendent scis clear The supatimendent establithes general | The superintendent docs not sot tiear
level sialf to build productive and | espectations and provides resources to espestations and provides suppart for espectations and provides occaslonal expertations or provide support for
respectiul refationthips with ppoit adminkiraton to consigently sdeminittirators to refularly engoge ol support for administrolors (o engage adminlsiraiors Vo regularly communicale
parents/gusriians and engage them | and reguladly engage all Iamilies in famities In supporting their chikdeen’s families in supporting thelr chlldren’s with il famiies on warys 10 suppodt thew

leaming at school and at homa. lesrning ol school and home. thildren's bearning at school and at

homae.




6.0 Orunizational, np«'-uml

— 1| Highiy.EffeciVe
and Bosource Mansgernant = The superintandant lavarages

1| Effectiva [3)!

T ' =
organizational, operstional, and resource masagement skills (o support school corporstion improvement and schiave desieett

1] ineffoctive (1)

educational oulcomes.

511 Tha superintendent vmploys | Decitlon making is neither by contensus nor by
factus] basls for dedidons, | leadership mandate, but Is consistently based on

Inchinling specilic rafsranca o | the data.

Intemal and external data on

student schlovement and | Data s reficaied in o) dochilons, ranging from

objectiva dota In cerricutum, | course and classroom atsigniments to the

teaching practicss and divontinuance of programs.

fendetship pratiices
The superiniendent can cie speciiic examples of
practices that have been changed, discontinued,
andfor inkiated based an data analysls.
A variety if data sources, including quantitative
e used,
Data sources include state, cotporation. School
and dassoom anetsmewts,
inferences from diata are thared widely outside
the schaol rommunity 12 idently and replicate
Lhe most effeciive pracilces,

[ %] The supetintendent Tha sugeriniendent crastes new opportunities for
demonstrates personsl technalogicsl [esming and empowers the
proficiency i technology administralive team 1o use new technology
implementation and inhilatives. .

utiieation
The superintendant serves as a moadel for
technology kmplementation.

The patiern of decision malung reflects a dear
tellonce on stala and corporation studem
achievemnent dala as well 31 on curmculum,
Inssrction, and leadership practices.

Some detisions are based on dats,
but othar are the result of perional

prefarence and tradilion.

Data s rarely used for decluons.,

The pradorusant decisan malung
meihadalogy is mandated from the
suporintendent or bmrd on what s
popular.

T‘l\uupnhtm"nmaﬂvuucmil.wd

processiag, spreadshents, presentation software, and
other soltware such as studer data management
syvioms,

The wperintendent utillies technology within bis/her
dolly respansibilies.

The tupetintendent has mastesed
some, bl not olt, software required

for prolicient periormance.
‘The supetiniendent takes the

Inktiative 10 learn new technology
tnt rarely becames praliciend bn Hs

use,

Tha superintendent has limhed Kleracy
with technology.

There is #the or no evidence of the
superimendent taking a panonal
Initiative ta learn new technology.




The suptetinlendent ensures there are procedures
in place to help addeess the safety of the students
and statf in the evem of dlsaster,

Statf members have 2 working knowledge of
procedures.

The superintendent ensures stall s properly
trained and comgeient ta canry oul their dules
with respect to the corparation’s physical plant,
equipment, and auxifiary services.

Maonitoring steps aie in place to meature
ppetation efficlencles.

The wpesinendent ensues there ace
procedutes in place Lo sddiess Tha safely of
the students and staff in the event of disaster

Periodic seview of these procedures s in
plate.

The supetiniendent provides opponunities
lor statf training ln arder 1o carry out thew
duties with respect Lo the corparaiion’s
physical plant, equipment, and anifary
services.

The superintendent has procedures in
place to address the safety of Ihe students
and stalf In the event ol diuasler,

The supesiniendent 3itempts 1o peovide a
s¥fe and etficlent operation of the
eosporation’s physical plant, equlpment,
and auxilary servicet.

The superintendent has imiled or no
moczdures in place 1o addiess the safety
of the students and 313 In the event of
disaster.

The superintendent pays little or no
Hientlon to the overughl of the sale and
elficient operatien of the orporation.

Ed

Tha suparimandent provides
cesponsible flscal stewardship

The superintendent regularly saves Nscal
resources for the corporation and realiotates
those resources lo heip the corpotat'on achieve
Its prioritics.

Results Indicate the positive impact of restiocated
sesources In achicving stralegic priosities.

The supetintendent has astabliihed processes to
inciease Myl resburces, e.§., grants, donationt,
and community resourtes.

The superiniendent levarages knowledge of
the budgeting process, caiegorles, and
lunding sources (o maximite all available
dollars 1o schicve sirategic prarities,

The superintendent limiied profidency In
walng the budge! 1o focus an sURtEgic

priovities.

The superintandent has Nitle proficienty
in sound budgetary praciices.

The supetiniendent
demonstrates compllance
with legsl requiremants

The superintendent demonsirales gn
understanding of the legal standards and board
policy requirernams of the codporalion, and
coimiatently adheses ta thote standards and
reguitements,

The supsrintendent demonsirales an
avwdeness of the legal standards and board
pelicy sequieemnents of the school corporatlon
and adheres to those standards and

requiremenis

The superimendent ks nol respectiul ol
fegal standacds and/or board policy
requirements.

The supetintendent s unaware al the
legat standands andfor board policy
regulrements.




Asaistanl Supsrintendent - Financial Servicas
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Hiring and ratention Tha atst, supt. consisiontly coniders the The 2351 supt, consntontly conslders tho support ?hummmﬂmmmcuppm The atil. supl rartly contiders
support s5aif’s elfectiveness when hiring, staif's etfectiveness when hiring, assigning and aif's eifectiveness when hiring, assigning and the support stalf's elfectiveness
aslgning sd retalning the individual and retaining the individual. retaining the Indhvidual. when hiding, asigning and
monkors the eHectivaness of the personnel refaining the individual,
pracess utiired throughout the school
oporation,
12| Profesional The asst. supevintendest has developed B Some elfort has been made ta diferentiate The otst, superintendent Is aware of the Frofesslonal development s
Development system of professional development that professional development Lo meet individus! ditferentisted needs of support stalf Iypically “ane sire fits alI° and
dilferentiates raining and implementation nerds. directorns, but prolessional development is has Fitie or no evidence of
based on individuat needs only embedded in meelings recogniion of individod
nocdh..
1.3 | Evaluation of Stafl . The asslstant superintendent uses 3 warietyol | The atsiston superiniendent provides formal .ﬁumwmmuwﬂmuz . Forma) feedback to the directar
ereative ways 1o provide posiive and corrective | feedback 1o the directors that s comsistent with | corporation’s personas] policies In providing team in nonspediic
feedbach 1o the dieecion. the corporation's personnel policies, and posiive leedback to the dlresior team, althourh
provides informal ferdback to reinforce the feedback Is juit beginning to provide detalls | The informal feedback is rare,
The entice corporation reflects tha asst. ciiective/highly cffective performance snd Lhat inprove corporalion performance, nompechiic, and not comitiuctve
supariniendent’s locus on sccurate, timety and | highlight the strangtht of the team,
Jpecic retogritlon
1.4 | Tha stshitont sopt. Employees tiwoughout the corporation sre There ks a tlest patiesn of delegated detislons, Tha ssslstant superiniendent sometimes The atsistaat superintendent does
Provides evidenca of empawered in lormal and informal ways. with suthority 1o match responulbility st pvery delegates, but alto maintaing detision-makiag not afford subordinates the
delegation snd trust in {evel in the sthool torporation. authority that could be defegaied Lo others. opporiunity of support 1o develop
subordinats leaders structional personans] participate in the or (0 everche independamt
faciMation of mestings and exercise leadendip | The reistionship of authority and responatbility judgment,
in committees and taak forces; other employees | and delegation of autharity & dear in personnel
Including noncertified, sxercise spproptine documents, such as evalvations, and sko In the
suthority and assume lesdanhip roles whare datly conduct of meetings and corporation
appropriale, business.




] | BT [ Impravementiiscenary 2} [ineNectvain) o]
ulmw
21 Misien and ﬁwmuﬁu&ma The nesextant sepenoiendent supports Lhe school- The casutnct supenaendent supports | The rasistaal supt. docs not suppon a
Yisen Level 3 o mibditiunatly revisits omd discusses the wule vinon ond mission by delining sperific the schoul-wide vision and misslon, school-wide vision oad eission by ladiag 10
wvigion and mission 1o onswre oppropistencss ond measurable ond rigorous goals thas ciign with the but enatees bey devisions without snplement the vishan oad mission os
n|w. wvunon ond relsvon, Lllmmhcwﬁmudmm cvidencod by a lack of sta (T swarcness.
11 Classroem mmmummh The ussisient superintendent tes chisyoom Tha sssistant superimenden uses The mshitant superiniendent does not usa
Otrscrvatiom MJMMMMW pbtervations 10 wpport student acdemic by classroom obsetvations 10 support ciaisroom observetions to support sudent
create systevn ond schedules ensusing stafl members | visking any stalf member as requested by the student academic acievement by academic achievement by rarely or naver
ore frequently obscrved ond these observativna e | primary gvaluator and provides prompt feedback 10 | occasionally visting ciassrooms and | visiting clasirooms and talhling to staifto
m‘ﬁ:’:‘;‘{m"‘ﬁmL“‘“""’ statf almed a1 improving student outcomes, talking to stalf regasding bnstrucilon, | obscrve Instruetion.
stadents to be 8 priotity.
13 S1alt The assisant supcriztendent folitils the coiteria for The assistant superinigndont supparts stal The asistant sopevinicndent supports | The asshitant superintondent does not
collaborstien | Level 1 and addiionally manitors eollabarative toliaboraiion by establishing & cultura of stalf collaberation but withowt support stafl collsboration by

eftorts to ensuve 2 constant focus en student
teamning that alds in tracking best tollaborative
praciices to solve specific challenges;

collsboration with tudent leaming and
achievemnent at the center a1 evidenced by
encouraging tsamwork, reflection, conversation,
sharing, apennast, 3nd colleciive problem solving;

without a dear or explicht focus on
student learning and achievement.

{aBing Lo citsblith or support & cullura of
callaboration by thscouraging teamwork,
openness, and collsttive problem solving by
[aidtng 1o provide s1217 with infonmailen
pertaining to problems and/or ignating
fendback;




[indicter ] [ttty Emectiva 4] = (o) [ imorovemestecemwyBl ] neffectw{t).
3.0 Personsl Behavior
31 Professienalism | The assttant superintzndent Is on exemplary role On avegular basls the masistant Occasionsily the assistant superimtendent has | The agsistant supesintendet does not
model af appropeiate professional behawor toalland | superintendent has displayed sppropriste | not responded Lo the school community display and use common courtesy
encourages 3 positive and professional responss irom | and professional responses to members of | members with scceptobie levels or regularly and respectiv] professional
s members of the school community. the school community. profestionalivm, respomes when dealing with the
mambers of the school community.
12 Tkne Parzonal orgaaitation slfows the assistant The use of organtisbona| development Projects se managed using lisis of milestones | Project management Is haphazard or
Management supetimondent Lo consider innovations and be tools is evident bry supporting and deadiings, but arc Infrequently opdsted. | absent and thare 1s Biile or no evidence of
availsble 10 engoge in leadership activiiles and documentation provided by the astistant lists of milestones and deadiings.
toftaborate with 3t all lavels. tuperintendent.
FX] Initistive and The asnstant supcrintendent fulitls the critena for The sssinant supetinmiendem displays The assisiaal superintendent diplays Inilstve | The atsistant superintendent does not
Penbsienta Level 3 and additionally excesds typical expectations | inlilative and persistences by tonssiently | and persistence by occrsionally sthieving dlsplay lnitiathve and persistence by rarely
10 accomplish ambitious goals by regularly achieving nxpacted goals and tabing on ezpectad goalt and nerasanally taking on or never achieving expecied goals or
idemilying, communicating, and addressing the voluniaty responsibilities that contribute | sdditional, voluntary responsibifities tha rarely or naver taking on additional,
schoal's moit signilicant pbstacies 1o kchool wacceis. | to sthool success. contribuie ta schoal Ruccess voluniary responsibifities that contribute
10 school sueress,




~[lineflective (1)
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4,0 Bullding Relstionthips
41 Communication with | The aasulant fulflits the | The sasistant superintendent sialliolty ond crarly The assistard superintendent shitfullyond | The assistant superiniendent does not
Sl crsterma for Level 3 and additlonally communicaies by messaging ey concepts, such 23 the | clearly communicates by measaging mast, skilifully snd dearly communicia by
monltors the success of different schoal’s goals, needs, plans, sucxess, and falluresand | but not o, key concepts and Interacting Ialling to Iniesact with 3 §mited number
sppraaches Lo tommunitaling to intaracting with & variety of stakehoiders, Inchuding with » varinty of staksholders bul not yet of stakeholders and (alling lo reach
IdentHy the most appropriste channel | students, famiies, community grovps, centnal offite, | reaching all invested groups and saveral key groups and organtzotions.
of communicating in specific tiluations, | stalf msociations, ete. ongaaltations,
a2 “Communicriion with The aznisiont supcaniccient Fubiills the i"heu;hmwmlmlmmmu\duds The asskstant superintendent communicales | The assistant sepetiniendent rarely
Stheal Board criteria for Level 3 and additionally Input from 2l board members on 2 frequent bash. and seeka input from 3 fewboord membets | communicates and seeks input with the
creates an environment where input whan needed. schoal board and tends ta mnshe
and feedback from all board members unitateval declsions.
are both sought and encouraged
a3 flola of the Assistant | The asslstant soperintendznt The ausistant suptrintencent emplays 2 non- "The suslstant superintendent emolays 8 The sasiriant superintendent does not
Supetintendent conshstently employs a vasdlety of conlrontationa! spproach ta resolve conflicts and Bmited number of strategles to resolve sespond 1o confict in D solution-based
Regardiag strategles 1o resolve conflicts and lorge | fosges consensus in 8 constructive and respeciud conficts and forge consensss in the school | andfor respectivl manner and sttemypts
Controversisl lssves consansus in Lhe school communily ins | manner. comenunity with fimited tuctoss, #t ronscnius bullding oro uatuceeuiul,
constructive and respeciful menner.




lindicator | 1] Higiy. Effoctiva 14} 1] Ensetive 3} °| iemprovemant Necossary (2) 7] Incifective {1)

£.0 Organkational snd Operational Management

L5 3 Mesponaible | The asslstant superintondont fullils the cnuna | Tha asslstant superineondent loverages The asustant superintendent Bmited Thao assistant superiatendem has litle

Rl for Level 3 ond addivomlly sy es Mzl resowrees | knawiledge of the budgeting proenss, profickency in using the budget 10 focus on proficienty i sound budgetary practices.
Stewandihip | for the corporation ond rrallocaes those rosourses | categories, and fundiog sources to masimize il | strategc prioridies.

40 bl the corpomlion ackeeye I siralegi avaltable doliars to achieve sirategic prioritles.

oot =

[*] Principlesof | The assistant superimiendent fulfills the critem The asustant superiniendent undenitands and | Thu asstitant supenniendent understands The asditant supenntendent rarely or

SchoolFinance | For Level 3 and sbdiwseally projects the smpact on | the principles of school finance by consistently acxd demonsirates the prindples of schoo! never identiies or analyres the major
the schoo) comoration of creases of decreases in | anslyzing snd kdentifyang major sourens of finantx by ocasionally anadyting and coneces of sevenue for public sthools and
revenac ond expendicures o3 well recoganzng sevense and consitently estimating and identifying major souices of tevenue ond rately of never spplies various teshniques
mgmiicanl sucrl, demographic, snd cranonuc identifying expendilires. ecaslonally estimatiog 3nd identifying for estimatiog and kieniiying expenditures.
changet. gxpenditutes.

53 Budgelingand | The asslstant superiniendemt fulfills the cnierma The assislant soperintendend understands the | The ssistant superinlendernd undersiands The asuistand superiniendent ravely or
Pasndal for Level 3 ond addilunally interpres ond principies of public school budgeting by the prindiples of public school budgeting by | never develops 8 budget calendar tament
Planning Ientifics loternal ond external iofluences oathe  § estabilihing s budget calendr, analyting astablithing 2 budget calendar, anslyzing the Ume restraints of budgel preparation

budget snd prepares o school budget basal on ensoliment and personnel projections, and snruliment and personnel projectiont.. nor doss he analyee the varlous spproaches
hypathetscal data. complying with Lhe deadilnes estabitshed for 10 enrollment and personnel projections.
publishing porposes.

5.4 Legal The astistant superiniencent demonsiiates an The assistant superintendent demomtrates an | The assistant superiniandent it not The asshitant superinlendent is unaware of
Requirement | wnderstanding of tha fegal standards and board | awarencss of the logal standaids and board respertivl of legal wandards andfor board the lega! standands and board policy

policy reguisrements of the school trpenxtion policy requiizments of the school corporation | policy requirements. requirements.
snd comistently adhetes to those sisndards and | and adheves to those standards and
requirements. requirements.




Domain 1: Teacher Effectivenass
Great principats know 1hat 1ascher quality Is the mest important in-sctheal factor relating 10 student achievement. Principals deive effeciiveness through {1) thelr role a3 a human capital manager and [2) by providing instructianal

leadership, llumlelr.pdm!ﬂhmmucdhymmwddumdudmmwmmmanmmwaanmwmhmmumﬂumwmﬂlnmu.hkdeﬂﬂﬁumr
teacher effeciivenets,

Following procetsrs dnd procedur el outlined In
thy corporatian cvsluation plsn for olf stal?
members

outhaed tn the cot paratian eveluation plan for
at stoit members.

. : S —— B— [ imgrevemere Mecessary [T T imeHeciben {1}
111 | Hirleg ard A1 Leval 4, 5 princiol ToiTEs Wve Giteria for Lovel | Printipal recruits, hirss, and suppenia teachens by Friaciosl recrutls, Wes, s suppants efective Principal gest gl feciol, Nive, Of Suppert elvecive
retention 1 snd additderaliy «  Comisently wung teachers’ duplayed leveh of sencheni by testhers wha thars tha schecl’s vislon/mislen b
= Monitorng the eifsttveress of the antnm sifactivaness x the priscary lactor inrecrcitng, = Occasimnally wng teathers’ daplayedlevels = Rely or never ulng testher sffectiveness as
and approathed in place used (0 recruit and hiring, aned aiigning dedslun: of eHecuweness as the pricrary fattor in Tactor bn recriting, hiriag, or suiping
hira tmachers; ~  Demomirating 3biTy fo Indcate most ieachen’ reuiting, hiriag, and siiigning secuiens OA decision’;

—  Demonsuating the abdty to Ingresse the wifecth a4 ovid d bry gaing In studk wsing displeyed levebs of elfeciveneia 243 = Rascly or nover demomtrating the abiity to
entiraty or tigniflcaet majortty of teachen® achievernent and growth; serondary It Increase leschen’ effectiveness by moving
cHectiveness 24 evidenced by gains b student. | =  Aligning penonne] decisiens with the vhlon and =  Dermomttratiag shilty 1o bresiz seme hevs slong £if gt
achievemant and leacher evaluation rasuls; mittion of the schoal. teachers’ elfeciivenets; = Raitly of never appiving the schoul’s

= Acticubsting recruiting, and [rveraging Ihe - =  Oecasionally spplying the stheols vislorymission ta HA dethant,
personal tharacierittics associsted with the dsdon/retuyion ta HA detha
school's stated vesion [Le. dilgent mdimdut
ta Bt a rigerous school calture},

L12 twaluationsl | At Lavel 4, s principal fullTls the criteria for Level | Principal priariiizes snd spplles lascher sveluation by: Frincigal prieritions snd spplles teacher Principal gort ot priscitise snd apply taather
teschen 3 arvd medditionaliy; = Creating Lhe Lime and/or resources neceiiary ta wvelustions bry: wveluations by

= Monitoring the use of tme andfor emluation emure Yhe scturale evaluation of everysestherin | = Creding imuificent Uime ondfor sesources = Failing Wereale the Vime pnd/or sesowrres
pracedures Lo consiibently improve the the building: necastary to enzuie the accurste evalustion of neteitiey t ensere the acowaie avalusbon of
valuation process, = Uting testher evaluations o oedibly ditferenilate every leathat inthe building: wvary teacher in the building;

the performance of ieschers 23 evidenced by an = Using icacher cveluniions 1e pasitally = Rarcly or nover waing Lescher cyakustion to

alignmant between 1ssdher evaluation results and di{erentisie the performanca of Wacher: difetrentlaie tha parformancs of lesthers ;

building Jeve| performance; = Feliowing most pracestes and procodures = Faling ta falow s processes amd processcs
outlined In [he torporatian evalustion plan for

st mewnber s,

 For new leachars, the use of student teaching recommendations and data results is entirely appropriate.
Final - 8/3/2012
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= Emcouraging and supporng statl members to
sark oul responsbilities;

= Monlioting and supportng stafl in 2 lashien
that developn thelr ability to manage tashs and
1esponlbikties.

Seeking oul and selecting stali members for
incened iniponiblity bated on thele
quabficiieny, perfomunce, andfar eliecivencs;
Monttoriag the progrris tawards wucress of thoie
1 whom delegitiont have been made;
Providag support to itatf members 3 needed.

Decavlonally sevhing out and sefecting statl
members lar Incresied responubliity bited on
thelr gualiflcations, perdormante andfor
eifettnerety

Monioring complation of dalegated fasks
andfor res powsibilities, but not necraaarnily
progrest Iowards completon;

- Providey weport, but not always a needed,

. p—— 7 1 1] Eective (3] Necassary 3] = Tineliective 11) - == =

113 | Peateslonsd Mllwu.lplndpalhlﬂkdndmlllul.nﬂ Prindpal orch festlanal bearnk Priadpsl orchestrales shgned profatsions! karning mlm ae slgass prafeulonal
deved 3 and adithl Y epportunities try: mwmmnumw hmum-iunu-iumﬂmﬂh-

- Fi by ting kearming opporiunties in =  Foviding leaning les baa Erat i Prirelding generalired fearning opportunilics = Prowding gencre o low-guakity [naming
mumcu«mlmmmmw lllnmdlnmiudwalu«hhndmuudm ur‘udlnth:pdmmalmd:dmr wmmeﬂummdmldh
ey, academic performance data and 1aachet hers bated on stud Ic perfor da,

- Mmﬂuhmdhurmed wvakuation resul; performpnce dats, = Providing no valery in format of learming

g 0pp Ities b ptud = Praviding lnarniag opportunstied in a vatiety of = Prowding learning 0pporiunitees wnih bitke opportunities;
athievement; formats, wch as instructiondl coacheng, varicty of fasmat; - Iﬁuuum&wdmlhm

- ﬂﬁdmufandmmmmwl workshogs, team meetings, pic. «  Moviding d Wetentlated | P Ues based on wvsluath
professlonal | TE tbetinonderlo | =  Prowiding dittereniisied lamng opporiunies 1o opponuriin to teachers in some messure
maxiebre Lime and smoures dedicated to Inathery bated on evabhRiion iraiis bated on evaluation izsults,
leaming appoviunithrs.

1,14 | Lesdenhip At Lrvel 4, 2 priatips] fuilitls the erfieria Jor Level | Princgsl develops lesdenihip snd aent by Principsl deveiops lradership and talent by rmmmmummuu-wr
and wabert 3 and addilonally: = Deilgning snd mplementing suctession plans feg. | - Det/gning 2nd imp'ementing suctession plans Rately of never detigning and mting
development =  Entouraging and wupporting lascher exeer Laddens] leading to every pavion m the {e.g. career Ladders} laading t0 some panliions uncmhnphm{q n-nmddmlumw

leadenhip snd prog: on exres ladder; )" in the sthool, pasitons i the sthoof,

= Syitematically peoviding opporiundiles fof = Providing formal snd informal opportunities 1 = Moviding lorma] andinioemsl opportunities 1o | = Rarely or never provid: tep ring
caerging leaders to Shilaguish themieives memor emirting Icaders; menior some, but nod afl, cmenging Seadars; leaders;
and ghving them the authority to compicic the | —  Promollag suppert and encouragement of = Prowd ng maderate suppor and = Pionachag no wpport 3ad encoaragement of
[F19 lrdesship and growth s evidented by the crestion mlmn|un¢r!ulmm“dm“ raderiiio snd growth;

= Recopmring and Lalebrating ting lead of ane svgnment laleaderivip patiiam or rvadenced by a1ug = F ly assigns resporsiteitics without

Irarning opporuities. puh-ﬂhuewﬂumuﬁemdﬂou al'peating netessary suthonty.
10 stcammodate eme1pag and developmng
leaders.

1.1.5 | Delegntlan AL Leve! 4, a peincigal halfills the criteris for Lirret | Principel delegates tashs snd responsiblities Printipz| delegates trsks and responuibifies Principal dagy nyt delogate tasks and responcibiities

3 ond piditiomaliy: sppropeiialy b npndmlvhr -nuwindylm

Rasely o mever seekang ool and seletiing sLaft
members fof Incrensed respontibiity bated on
thelr gualiicatiom, performanee, andfar
efietaveness,

= Rately or rever monkioting completlan of or
progress Teward defegated tash andjor
responathifty;

= Aarely of Dever providing uppor.

Final-8/1/1012
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116 | Strategic AL Level 4, 5 prindps| fol{18s the triteria for Level hhduluumnphanmuwmubn Priadpal used s1ad placamant 1a tppen] Principal does not use i placement to support
sulmment' | 3 ond sdditienalty: - smqm.;mummuum Imtruction by: umh—
= Leveragng teachar gtfettiventis 1o further it Imﬂlm Ioflcath = Sptemanically arsgong trachers and stall to Asugning teachers and stall based to
genesote student Juccess by auigning pcﬂurmu.ud‘ mmﬂmhdmmtmm mm&mmﬂmmnu
seachers and staff 10 profesilonsl leamning {when possthie) th 2 way thal tupports sehook goat Trerldli such s b or lon, ur other d |
tommunities o other Laams Lhal cempb and manimites schieyrment loe alf udents; et o1 thedirsd priority In assignment whm ot directly ielited Vo studevd leaming of
Individus] strengths and minlmlze = Strategicalty 21sign'ng seponn st 1o eachers snd posuble, acadomic neeth-
weaknesies., ti213C3 #5 NECETIANY 10 suppon ntudent
mhleverment.
117 | Addresing AL Lrvel 4, 2 peincdpat fulfits the criteris for Level | Principal sddrasies teachers in nerd of impravernent or | Principsl sddresses teathers Innerd of Princpal gosq ngt sdvreis Leachers in need of
teschwrswha | 3 and additimnally: Ingtfective byt Impiovement ot Inetfective by improvemeal o (meHective by:
b need of Staying In {requent comenunloaiion with =  Developing resnedistion plans with trachers rated = Oecasionally monitaring the suceets of - Occadonally, rarchy or hever developing
e hetsont o plans 10 ensure as meffecuve or in need of knprovement: remediation plans; temediaion plans with teschers ried as
of neNective IECELIMNY BUpPOTT, = Monltonng the success of semediation plam, - Occalonally lollowing statutory and ineffective or In need of improvement;
= Tracklng remediation ptans in ovder lnindorm | = Following staiutory and contractual lanquage In 14 In % oul of =  Rarzly o never movitoring Lhe suceess of

{uture decalons about el ectiveniess of certen couracing out of recommending for dlimbial lenmmrnhl for divmiral inabfettive 1emedistion plans;

Hpponts, Inetiective teachers. Ieathyry = Rasely or never fallowing stituiory and
contractual faguage In cownseling ot of
ret fing for sluminal Incilerive tzathers,

]'l'hh' h vhvlously there i3 abdity of leader tn made these decislons,
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121 Misgion pred M Lved 4, a princpal tubfils the erlievis fur Level | Princpal supparts » scheei-wide instryctissl vision Prindps! supports & scheol-wise istructionsl Princigal dogy na] teppert a shosl-wide
vislen 3 ond nddiionailys m-m-slm wilan andfer misalen byt Intzructional viskon and/or missien by
= Defning long, medivm, and thort-tcre Cresing a viyon sadfor miwion based maspecific | =  Crasting a vigion and/or minvon bascd en 3 = Falling to adopt  schoal-wide Instructionsl
spplicaiion of the vision and/or mittion; masursble, ambillous, rigoroun, ard timehy: speorfic measunsble, ambitious, rigorous, and whion snd/for mistlam
+  Moakoring snd measuring prograss lewsnd Instruciional gualhl: timely; tnstrucuonal goathsh: = Cefiaing a school-wide utnational vidos
the sthaol's vition smd/or rmiuslon; = Defining specific instructional and behuvioral - Muling significant kry dechions witheut sndfor micalon thet Is nat epplicd to decisions;
= Fregutily tevitiing snd discuiting 1he vision sctions inked 60 the scheol’s vislen sndfor mbslon; alignment 10 the vislon andfor mislon; = hplementing 8 school-wide instructiona) walon.
andfor misuk enture appropet: = Ensutieg sl bey dechlons ara aligned lethevition | = Cultisating 3 fevel of commiiman 10 and without cultivating commitinent ta of owerthip
20wl tiges; andjor rmission; ownerthip of the whool's vision and/at o the vislon and/or mistion, 23 evidenced by »
«  Culivating comglels cmmilment to and = Cultivating snmeniirnand g and ownership ol the mission that encaptutaics some, but not atl, tack of student aad tcacher swaroaess.
ouwmnerihip of the cheel’s visken aad for sthopl's vision and/or mivtion within the majerity scachers and Rodents.
mizsion fully withln tha wthodt aad thal of the 1eachers and studeny, 28 evidenced by the
sprgad ko other 11steholder groups. wiglon/mission being communicated considently
and in 3 vaciety of ways, such 0 In dnsrooms and
expreased In torvensations with 1eachers snd
sumients
1221 | Gxwpom At Lavel &, 8 princigal fulliils the cHteils fer Lavel | Prindpal usas dassress slrtirvitions 10 support Principal utes ciisaroens obsarvations 1o supper Principal utes clorsioom ebiarvetions 18 swppert
ohsrvations 3 and additlanally: studant acadewmic achigvament by student acadesnic achisvernent by: student academic schievement byt
~  Crestng systens snd sthedules snturing ol Viiliing all Lestheny lregquently {announced amd = Ocrasionally vising lrecher: 1o ohisrve = Rately or never vhiling lzadhens o olnetve
taathes e irequestly obsarved, and these unansrounied) 10 obierve msinuction; truction; st ruttion;
whaervations are understond by theprindpal, | =  Frequendly snalyzing studen perfarmance data = Occaiomally snalytsg student perfarmance = Rarcly or never snalyring stadent perlanmancs
teachurs, amil vsadents (o be an sbuolute with: trachars | dove Mnstruction and svaluste daia ta drive attruclion avaloale Instructional fata OA Lacking abliity 10 devive mesmng from
priceity; IstnxcUonn | quality; quality; anahpts of diata;
= Monkoring Ihe mpati of feedtack provided | = Prowshng prompt 2nd te [erdback to ~  Providnginconsivient o ineffechve feedbath | = mnuumumlnmuhmdum
1a leathors. chers simad 3t Ivproving stisde &3 @ ledchers andfor that i not ssmed at o bty fesdbach
bated on ob jons and studant peth Improreng student ouitomes. lhuhwmmdudbm
data puMBImes.
123 | Teacher Al Level §, 8 principsl falfSls the otierls loriave! | Principel supperts \eathar colisbocation by: Princips) supparts Lascher colisharalion by: mmlmmmm
caliaboration lldm = Establishing n rultuer of colsberstion wnth student | =  Establishang a rulture of colbboration withowt Failing to extablish ov support a cultwre of
Manitoniag collsboratve efforts (o ensure a Tearning and schievement at the cenler 33 2 teat or axphitit foon on stwdent iesrning and collaboration theough net establishing syitems
canstont focus on student learnlag, evidenced by systeon seh 34 common planniag achigvement; uxh planaing periad
= Tracking best collaberative practices (o solve periods, = Supporting and encouraging teamwork and = Discowraging tcmmwork, opcrness, and
weeilicchallengey; =  Encouraging 1csmwork, refiection, coaversation, collasboration In & Emitgd mamber of ways; mmmwu&-um
= Hokling colslorsting teams scrountsbls lar thating, opennasy, and colieciive problem solving: ~  Occatlonally aligneng 1esther colaborative stat! with glop
Ihek results. = Aligeang teacher ealiaborative elfors Ip the sthool's eilorts in brtruciiona) practices. uﬂuhanrhlln&uh
visioa/misuden. = Rytely or never siigning tascher collsbarative
tHforts toinsecional practices.
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1.3 Landing Inicaters of ==
a1 Flonning snal At taval 4,2 printips) feilfls the critatie for Lavel | Principel supperts the planaing ind development of Princigal sopparts tha crtrlon of Siudent Lusming | Prindgs doss ol suppont the drestion of Stedent
Deveiuping 3 snd sddidonelly: Stwdent Learning Objectives (SLOs) b Objectivas |S104) bnyz uunln;wmlmbn
Stodent = thihging $10s a3 he basls of schook-wids = iganling and leading opporiunitic for =  Organizing, bant only orcasionally |admg or Failing Lo arpanizsfpravide opporturilles far
Lasming mh.uihvlluunhunlnm-: collaborrion within deparimenis and scrasd grades partiopalirg in opportiwniiies for collsbonation, teacher colisboration;
Objectives - L bealing with iy In geveloping SUA, ¢ developleg the slems and procaises = Fakling I mest with leachers 1o laok 3 baveline
mummmm ~  Collaborating with tasdvers 1o dentify siandatds or y for collaboratk data, seicet sssetuments, and set SLEn;
aed progress towards SLOs; akitls bw bu assetsed; = Dceagonally collaborsting with teschert 1o = Mot meeiimg with teathers thinugtout the vear
= Erouring rudents se aware of and Gn = Coilsboring wih teschers o develoafieieo Mentily samdardt or 134 10 be usetsnd; 12 look 2 progress towerds goals.
rommanicale the scadenic arpertationt aarssments 1o svaluslr overal sideat progreis; —  Fonuing on heathers with exisling common
fnheresd In teather SLOS; uliliting ts thal ety and reflabl asteasments, but [aitng 1a hefp thote who
= Empoweying teachery, stafl, and students i snestore student laaming; aned the mast helpin developing astuments;
participaic in the monlioring of progiess = Helplag teachers to ausets aveline studest data 1o | =~ Working withtcachers oaly occaslonally
towards SLx; deiva the developmaat of StOs that sppropriately throughout the year ta mezuse plogreit
Revititing the use and detign of eacher and ke udeniy’ aning points lnta actount; mmhwh:
stheul-wide trathing tooks. =~ Syniersstically working with teachers Lo monkior - O % most teacherautitic 8
aad reval 510s tvoughaul yeds &3 netestary. lmlhindwn-mdentrqrmm
= Utftsiag a rathing Leol 1o manitor school-wide tracking toaks Liliced da ned maalens prop ey
pregiTas on SLOY; towardh SL0t.
= [munngteathers uilys  racking tool 1o ahow
dend pringria lovesrds SLOs.
132 | Rigarsw At Level d, 8 princige) helfts the criterta fer Level wmmumm Prindpal creates riger ln 5103 by Principad crawtes riges In 510w by
Student 2 sad sdditionaliy Ensuring teachery’ SL0s deflac desired oultamet; - Allawing toachers Lo set lower expectsdiont for | - Alowing for outcomes Lo be benchmarked Lo feas
Lasming = Utlilsing vigorocr SLOs 1o define ond Jend 2 = Ensising stiecuments wad conespond Lo the the prowth of some stdents than others, snd than typical growtly
Objectives sthool’s culiure aad sere of urgoncy; approprisie siate content itandands; Thig Is reflecied bn SLOY = Fading to sateis hateling biwreiedge of ttudents
= EslabMshing en on-guing culuse of locking a8 | ~  Enswring cascomes sre benchmarked Lo high = Aumeiilng baweling gata Hat may not be = Falling in select sitetaments that me
dats snd progrers tewards SLO4 Wwolving afl vapectationt, #th 3s iemational sandards snd/for thMﬂﬂiﬂﬂl'ﬂlﬁhl approprixiely sligned 1o content standasdt,
Rl menbers In the ichool reguiarly mecting typical 1 bigh groweis
to talk about duts and botruetienal practiee. | —  Ensuring an snalysh of previcws year's todentdia | = semadmlmmnmm
s Intuded in the development of 5L01; may not be appropriztely signed 1o SR
= Emsuring $L8)s are fecuned on demontrabla gaint s comiemt Ftankards,
students’ mastery of scademic nandardd as
o mexiured by achievernent sadfor gromth.
133 | Gotuciensl | At Lzvel®, a prinsal iulfih i carls for Level | Princpal supports instruckional Wieme by: Princigal supporis instructionsl tiees by: Princinal o1 net tupport instrictional lime by:
] 3 sl dcitinnaliy: - Imdmdmdnmm —  Remaving major sawrces of datractions of = Failng lo etablith » culture by which
- swmnu'mdmthtmol Instructional time; Instructiorsal tima ks the priority, a4 evidenced by
¥ e 00 Crmate nmnmummm = Atempting lo promote sancity of diwciphing isuet, aitendanee, indetruptiond la
opperranities for increated andfor enfunced | - Ensusing every mintte of instructiond time Is instructional tine but i hiexlered by bsues the sehool day, ew:
Instructionyd oo, masimited t the sarvies of siudent learming and such 21 ichosd disciating, Lack of high = Rargly or navar promating the saactity ol
sthievement, snd hret from dhstrections. empectabions, ote; Instructional time;
= Dtcatlenally sy unteteiiary non. = Frequently aliowing pad/for en ing
intructional evesis and actvtiles tok o ron-imtructional events and
intiructional time. activtifes to Inbeerapl lrstructional tme,
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Domain 2: Leadership Actions
Great printpals a1 dolberate in making decivons to raise siudent putcomes and drive teather cHectveneis. Certain laadesship actions are critical 1o athieving tramiormative resulls: | 1) modeling the persono! befrovior thal sets
mzmmmummmmmmmmmmmmemmmmmummmmmmmﬂ.mmmmua schoo! wide culture of achievement aligned tothe

school’s vitlon of success for every stodent,

e "'-TJT:‘_E”"”“'E [mwm llﬂd‘_—“—ﬁ-lmit
2.1 Personal Behaviar =
113 | Professionalisen | At Lyval 4, a principel fulftis the aiteria for Principat displays professionalism by: Principal supports professionalism by: Principal goey not support professlonsiism
taval 3 snd sddiionally: - Modefing professional, ethical, and respectiul - Failing o model professonalism a1 alt by:
= Anjculates and cormmunicaics behavior st sl tmes; tkmes but uhderstanding of = Fulling (o mode] professionslism at all
approgeiale behavior to all stakeholders, | =  Expealng students and colleogues to ditplay professional espectations as evidenced thmes, and nccasionally modeling
Induding parenis and the community; prolessional, ethical, and respectiul behavior at by not acling counter 10 these behaviors counter to professions!
= Creates methangmi, systeins, and/or all times. eapectalions; espectations;
Incentives to motivale students ond - Ocrasionally holding students and «  Raraly or never holding studems and
collesgues to display professional, ethical, ¢olleagues 1o profettonsl, ethical, and eoiloagues 10 professional, ethical, and
andr behavior al 3 times tgpectful behavior expectalipny. respectiul hehavior empeciationt.
1.2 | Twne At Lavel 4, 5 principal fulills tha triterie for | Princips]l manages ime effectively by: Princips] menages tima afectively byt Principal manages time effectivaly bn
mensgement Lavel 3 and sdditionally: = Estabilihing yearly, monthly, weekly, snd dally | =  Establishing short.-term and long-ferm | = Rarely or nevet estabilthing timely
- Monitoring progress toward establithed prioriies und ohjecthves; objectives that are not dearty aligned objectivas or protities,
yoarky, menthly, weekly, and daily = identifying and consistenily prioriticng and connected by intermediate = Repularly prioritliing activities unselaied
prior|Ues and objectives; activities with the highest-everage on student objectives; tp student achievernent;
= Monkoring ute of time 10 Identify areas achizvement, = Decasionally prioritizes activities
that are not o wnrelated 1o student ment.
2.1.3 [ thing feedback | At Level 4, mprincipal fulfills the criteria for | Principal uses fesdbach 1o improve student Prindpal uses feedback Lo impiove student | Prindpal doas pol use feedback ta improve
ta Improve Lavel 3 and additienally; performance byt periormanca by: student performance by:
student = Developing end implomenting systems = Actively solidting cedbiack and help from all = Arcepts foedback from any stskeholder | = fogularly avoiding or dovalulng fecdback;
performance and mechanisms thal generate leaifback key stakeholders; when it Is olfered but does not actively | =  Rarely er never applying feedback 1o
and sdvice from students, leachers, = Acting upon feedback 10 shape strategic senk pul such input} shape priorities.
parents, community members, and other pelotiiias Lo ba aligned 1o stucdent achugvement, | =  Occavionally acting upon feedback ta
stakeholders 1o knprove student shape siralegic priotities aligned 10
performante; student achievement.
= ldentifying the most elficlent mesns
through which leedback can be
generated.
= Establishing “feedback loops® In whith
those wha provide faedbach are hept
Informed of actions Taben based on that
feedback.
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slgmilcant chatades Lo student
achizvement;

Engaging with key stakehalders at the
district and state level, and within the
Incal community 1o create solutions to
the schoal’s most dgnificant obatacles 1n
student achievement.

to remove the school's mast tignificant
pbstaties 1o student achlevement;

Sachking out potentis! parlnerships with groups
and oeganizations with Lhe miend of increasing
student athlevement.

contribute 10 sehool success;
Occasionally taking risks to support
students in achlgving results by
atlempting lo temove the school's
most significant obstacles ta sludant
athwevement;

inkrequently seeking out poterdial
parinetships with groups and
organizatians with the intent ol
Increasing sludent schievement.

214 | inittstive and At Level 4, 3 principad fulfills the criteria for Principal displays inltiative and pensistence by: Principal displays Initiative and persistence | Princpal does no display inktlative and
persiitence Level 3 and addivonally; = Combiently achicving cxpectied goah; by: penistente by;
= Exceeding typical expectations io = Taking on voluntary responsibiilies that = Achieving mast, but not all espected ~  Rarely or never achieving aapected goals;
acxomplish ambilous goals; contribute (o schoa! sweress; goals; Rarely of naver taking on adddlonal,
= fegularly ldentiiying, communicaling, = Taking risks ta suppart students in achleving - Dccadonally saking on additional, wnluntary respanibilities that contribule
and addressing the school's most reauits by [dentifyiog and frequently attempting voluntary responsibifiifes that to whoal success;
= Rately or never (aking risks to support

students in schiaving results;
tever serking oul potontidl partnerships.
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At Lrve] 4, 8 principal fuifdls the artiesis for Level

Prindas! srestes ow wrypnizations] culiure of wrgency by

Princips] fost el craxte an organlustional cullure

m-mwdmml
in specshic shuations,

urgency 2 mad additionsity: = Algning theaflans of students, parenis, leschen. of pegency byt
= Ensaaring the cukure of ungeaty Is sustalnable and other siakehalders to 1 shwred understandlingof | = mmenemuumw = Faiing bo 2iign efloris of pudents and
bry selebrating progress while maintaining » acsdemic and behavioral cxpectations; 1eachkers ta (he shired understanding of teachers 19 2 sharerd undevitamding of
fscin Inued impre ™; = Leading & relestiess pursull of thess srpeciatont. acadgrmic andd behavierd] espectatiom, scadem’c snd behavior pepectation;
whila Lallng to includa ather ttakehaldert; = Falling tt identity the etforts of students and
- Wlum-p-nﬂd&u- teachery, thus unsls tn alkgn thete efons.
222 | Commusicytion | Atiavel 8, s peincipal falfills the oiterls for Level mmwmmw mmumwm Principel ot ot shittully and tiestly
3 and addtionaliy Mevtaging hey concemis, sih #4 the school’s gaah, Messaging mast, beet not o, bey concepts; | comanuinieats by;
= Tothe estent porsible, messaging boy newde, plang, sucesas, and (alures; = Imeractiag with a varicty ol sabcholdens Rarely of never mastaging key concepts,
oncepla In resl time; = Inlevacting with a varicty of slakeholders, indading but mot yet reaching all invesicd groups and | = Inderaniing with 2 Bmited mumber of
= Teatking the kmpact of imeragiions with students, lamiiles, community groups, ceniral olfice, organiiations; stabtholders and [aidng 10 reath tevaral key
siskahokiery, revising apprsach and Isacher sssoaalions, eI = Lhillring 8 Itmied aumber of means and #roups snd argenirstient
espanding scvpe of communications when = Utilisng a variety of meam and approaches of spproaches |0 comemunication, = Hot viltsng avanety of means or approaches
appropriste; comnuricating, such oS face-to-kack eonveriations, 18 commumcailon O imefeciively wiliting
= Monhordag the suczes of different newtletter, welnites, ¢lc severd) means of communication.

AR Lavel 4, 8 principal Fulftie the rierls far Livel

3 and ndariocalr

Oades sthers Uwough change and addreuirs
rsniance Lo that chiage:

Manitors the sueceis of strategies snd feviies
bascd on strongtiv s weaknesies:
Crestes coliurs] changes 1hal reftect ond
support buiding 2 coasenivs fur thange,

Priatipal creslss & sonsanius for changs snd
Improvesnest by

Mcﬂmnmdamwuﬂmua

Setuting cooperation irom key stabeholden in
planning aad irmplementing change and deiving
impravement,

Printipad creales & consenius for changs asd
wm
Mdintipog sres whese sgresTvent 8

apcersary and has not yat begun to
implement stralegint Lo 3thitve that
Steemtnl

= Maniging chinge and g rovemen
procesies wi hout buiding syriams and
alles peceasary Lo support the process;

= Ashing for feedBach but not yet saxcesiiud
insacuring ceoperation In delivering taput
{100 all suabehobders.

Princigal gert oot arexte § contensud far changs

udmh:
Fuiding to identify 21023 bn which agreement
and/or comaniia it peteiary;

= Rarcly o nover munaging of develoging a
process fnr changs sndfor improvemnent;

= Rarely of hever seeking out feedbach or
tecwing conperation - mahing uniistenal,
artitrary dechions.
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231 | Wigh AL Lzvel 4, 8 principsl Fulfiils the oftaria for | Frincipal crastes sad supporss high scademicand | Principal tremies and supporis gh Principat dots not craata or sapport bigh
expectations lndllﬂdm behavier expectations by: scademnic snd behaviors aspestsiions by: | scademic snd behaviar azpaciations by
orporatiag commimiy membersand | - Empowering tzachers snd staif Woset highand | ~  Setting desr expectations for student | = Attepting poor dcademic petformance
other partner groups jato the demanding academic and behavior academics and behavior bet and/or student behavior;
establishment and support of high expactations for every fiudent; pcxationally Lailing to hold students to | ~  Faliing to set high expeciations or seis
academic and behavior expectations; = Empowering siudenis ta set high and these espettations; wnrealistic or unaitainable goats.
= Benchmarking ecpectations (o the demanding expectations for themselves; = Setting espectalions bixk faifing lo
performance of the staie’s highest ~  Erautieg that students are consistently leaming, empower students sndfor 1eachers to
perfarming schools; respectiul, and on tasic a1 high expectations for studemt
= Crosting systems and spprosches 1o = Setting dear expectations for student acadenuc andd behavior.
monilor the level of academic and academics and behavior snd catabilshing
behawor capettations; conlsient practices acrous clasHDOMS!
= Encouraging 8 cultve in which ttudents | =  Ensuting the e of practices with proven
ate able 1a clesrly acticulate their diversa efiecshveness n cresting success for sl
perional academic goals. sudents, including thase with divene
chaeacteristics sad needs.
232 | Acadamic ALLEvel 8, 8 princial fulfiiis tha criteria for | Principal establiches academic rigos by: Printipa) witablithes academic riger by: Prindpal hat not esiablished acadermic riger
tigor Lave! 3 and additionally: = Cresting gmbitlous scademit gosks snd = Creatng scademic goals that are by
= Cresting systems 1o monkior the progrets priarities that are acewpled as fixed and nearing the rigor requiredtamestthe | =  Failing Lo create academic gosts or
towards rigorous scademic paaks, Immowble. school's scademic goaly prioritics OR has crosted academic gosls
ensuring wins ate cetebrated whan gools = Creaing academic goals but and priorities that are hot amblilous;
are met and new goals reflect occaslonally deviatet from thesegoals | —  Consistently sets and nhandons
athievements. in the face of advessity. ambldous academic goals,
233 | Datausaguin At Level 4, a prindpal fulfliis tha crieria for | Principal utilses deta by: Princlpal willlyay dats by Principal dogt not oiiles deta byt
taams Level 3 and additionally: = Orchestrating frequant ond timely Lesm = Occavlonally supporting andfor = Rarely or never onganiting effons to
= Dats uted as batis of decitlon making is coltaboration for data analysis; orchestrating taam coliaboration for analyze data;
transparcat and communicsted 1o all = Developing and supporting others in data snalyihy; = Rarely of never applying dats snalyals 1o
stakcholders; Formulating action plans far Imenediate = Oczasionally developing and develop sction plans.
= Monitoting the wie of dots In formulating amplementation that are based on dats snalyile supporiing others in formulating action
sction plans 1o Idendlly areas where plans for implemseatation that are
additional dala lsneeded. based on data analysls,
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Domaln 1: Special Education Legal and Complance

applicationy, and audits are
compieted in a timely manner and
accurHely reflect the siatus and
needs of the carporation,

applications and audits in a Llimely
mannes.

aen submitted alter the deadline.

requised Himelines and lack the
degree of dacumentation needed 1a
tonvey the needs of the

_corporaiipn.

indicator Highly Effective(4) Effective {3) Improvement Needed (2] | Ineffective (1) Score | Subtotal
1. Special Education Legal and Compliance Enwrer thet the corporntion adieres to and It in conyplance with off state snd federol requirements regarding the provisian of
|_speciol education services ond progroms.
1.1 Ensures that corporation Provides mantioring of federal Provides limied tralning and Docs not sct cxpectalions or pravide
IDEA periotmance reflectt 3 contistent performanca indicators to ensure 3 suppoit 1o stalf regarding meeting suppon o enable staif (o
record of improvement by sailing condstet record of corporaiion federal comphiance indlcalorns. dernanstrale compliance on lederat
high expettations for performance. Indicators.
admiolstrators and stall, Meetx 60% af the 20 compllance
Meels BO% or more of the 20 and perfosmance indicatoss Meets less than 60% of the 20
Meeis 100% of the 20 compliance | complisnce and performance reviewed by DOE, complance and perioimance
and performance indicators Inficators reviewed by DOE, indicatons reviewed hy DOE.
reviewed by DOE. The corporation recelves an annual
Ensures that the corporation delerminalion ol “Heeds Assistance | The corporation recelves an annual
Ensuies that the corporiion recetves an annusl determination of | or intervention” from DOE. detlermination of “Need Substanilal
receives an annual determination “Mests Requirements or Needs Cosreciive attion plans are Intervension” Irom DOE. No
of "Meets Requirements” from Assistence” from DOE. For developed bul training and eorreciive action plang 3se
DOE. noncompliant arwas, cofiective implementation is minlmal. developed orimplementzd.
sction plans are developed wilh
Part B 613 and 619 funding is not immedtate and intemive tralning Part B 651 and 619 funding i3 Part B 611 and 619 fundmy I3
jeopandited by noncompliance and ongoing moniloring for |eapandied by noncompliance advensely impacted by compliance
Hives, compliance, isues, hsues.
Pt B 611 and 519 funding Is not
jeopardized by noncompiance
Issues,
1.2 Provides accursic and thmely Provides support 10 staff regarding Pravides Isnhted tralnlng and Docs not provide the requishie
Article 7 training and suppost 1o the implementation of legally support to sl regarding legal suppodt to stalf to ensure fegally
corporation staff regarding compliant programs for stodents. requirgments and Lhe corresponding | compiiant spedal education
compliance with prevaliing lega! implementation of legally compliant | programe.
requwements and the studenl programi.
Implementation of compliant
programs far students.
1.3 Ensuses that all required siateand | Completes required state and Sema required state and lederal Does npi complate required siate
Documentation federal speclat education reports, federal spechsl education reporty, special educatlon reports and and {ederyl special educatioh
applieations are not submitied or reparts and applications within




Domaln 2: Instructional Leadership

indicator

Highly Effective {4}

Effective {3)

Improvement Needed (2)

Ineffective (1)

Store

2.1 Curriculum: Exswes thot instructiono! staff design effective ond tiporous stondards-based trity of instruction based on student KEP.

Provides support and aaskstance Lo

Does not monlior cutriaulum

Daes not sel espectations for

2.1.%: Empowers Instructional stall 1o
Academic employ sirategies that create learn and empioy etfective materials or matruction. Provides cumcuium, JEF units of study based
nd rigorous standards based strategles akgned 10 core Hmited \aining and/or support (b pn goals and obfectives, or provide
standards, core | Lo cuon shat are afgned ta core | curriculum, atermate coneuloms, | instructional stati b employ adequate resources of suppart
curricshen and | quntculum, shemate cunkuloms, | IEP goals and objectives, Monltoss | effective strategtes for ensuring
IEP unlt design | and 1EP goals and abjectives. and assesses progress praviding well-designed IEP units of study
Modal, monhors and msesies feedback 1 necessary. based on goads and atjectives.
progiesy, pravides feedback, and
connects staff to additional
a3 necded.
2.1.2: Supports insructional stali to Encourages instructional :1ai ta Provides limited iraining onhowio | Does not sisie especiations (o
Lesson calsborate with general establith lessons with approgriate estabiish letsans, andfor does not emure well-structured lessons, does
o - educalion, special education, and sudent engagement, pating, consisiently idenity andfor address | not pronde traming or support.
lopme anciilary stalf on weff-siruciured sequente, activitics, materials, evidence af weak strategics. Docs
Supponts Jessons with apgropriate student technologles, grouping, not andurm that IEP
ehgagement, pacing, sequence, aceommaodations and modifications. | accommadationt and modifications
materlals, technologles, grouping, arc followed.
atcommodations and
modifiationt
2.2 Instruction: Ensures thot instructionol stoff work productively with buliding administrotors and troching stoff in support of student IEP implementation ond stondardited units of instruction,
s oppficoble.
221 Ensures that inslructlonsl stall Ensures that Instructional stolf Only oeeasionally looks far evidence | Does not loak for evidence that stah
tnstructional identily and ara able 16 mode) identify 2 vatiety of teaching that staff are idemiliying effective idenitly elfective teaching strategles
oifeclive waching sirategies and stralegles and practices when teaching strategles and praciices
Practices prattites that help stalf improve nbserving clasyrooms ond reviewing
nstruclianal praciice unit plans
22.2 Scts and models Wgh expectations | Scis high cxpectations for May sct high capectatians for Docs aot se$ high cxpectations lor
Quality of for administrators and teachers for | instructional stalf ta implement quality of content, srudent offort, the quality canteny, student cffort,
Effort and quality content, student effert, and | quality content, student effoet, snd | and student work per IEPgosls and | and/or student wink district-wide,
student work per LEP gaals and studemt work per IEP goals and abjectives, bul allows espectations
Work oblectives objectives 1o be incoralstenily applled across
the bulldings or dassrooms.
2.2.3 Ensures that lnstructional staif are | Ensuces thai Instructiona) stafl Only occaskonally looks for evidence | Does not lock for evidence that
Diverse alsla (0 identify 23 well 2t modela | wentifies and utlizes teaching that instruetional stalf e instruciional stalf identify etfeciive
Leacners variety of teaching straotegies and stralegles ond praciices that meet identlfying elfective teaching that s | teaching stralegles thal ate
the needs of diverse [eamers. apperopriste far dverss leamars approprinte for diverse leatners

practices that meet the needs of
divenie leamers




Domain 2: Instructional Leadership {continued)

Indicator

Highly Effective{4)

Effective(3)

improvement Needed{2)

Ineffective{1)

Score

Subtotal

| onalyals to muke pecessory odfurtments bo thelr proctices,

2.3 Assessment: Ensures olf instructionol stoff use o votiety of forml ond Informel methods

ond ausrtsments to measure student ieoming, grawth ond understanding [Le. IEP gools) ond use doto

Supports imtruclional stall in wsing

Provides instructional stalf with

Does not communicste or monkor a

2.3.1 Leads Imtructional statf 1o develop
Variety of and implement comprehensive 2 variety of lormal and Infarmal some formal assessment options, steategy for assenyments, Jeaving it
assesument sirategies that indude | methods and asessments that are sugpesting they covrdinate up 1o instrucilonal stall 1o design
Assessments | o native and fommative sbgned with IEP goaks and cbieciives | assessment practices and implement thele own sirategles
nssessments thal are aligned with
JEP goaly and obiectives
2.3.2 Leads, plans, facilRates, and Provides resources for ravlew of Suggests that lastructionad stalf Does nat encourdje or lacilitate
Data Analysis supports admintitrators and goals and abjectives to identily meet to review goatls, objectives, Instructional stalf to review goals,
i btexration Imtructional stalf in reviewing of appropilaie nlarventions. progress montoting and plan for cbjectives, or dala.
: Lol assessments and progress interveritions.
montoring of poals and objectives.

2.4 Staff Evaluations: Provides effective and timely supervision ond eveluotion of stafY in alignment with stofe reguistions ond conttoct provicions,

2.4.1
Ghservation
and Feedback

Makes cegular announced and
unanncunced visls 1a classrooms
or other instructional seitings to
observe Instructional praciices.
Engages in conversations about
improvement, celchrates elleclive
practice, and provides targeted
1uppart to stafl whase practice
Ic1s than proficent

Makes regular announced and
unannounced vsits to dassrooms (o
cbserve Instructional practice.

Provides redirection and support
for those whose practice Is lets than
proficient,

Makes Inlrequent visils to
classrooms to observe inslructiona)

praciice.

Rarely conducts vishs to cha
o ohterve instructional practice.

2.4.2
Perdormante
Ratlngs

Exorcises reHable judgment kn
ausigning perdormance ratiegs for
salf impact on studem learning.
Ensures that stall undersiands why
they received thelr ratings.
Provides timely fecdback 10
bullding adminisirators regarding
perormance of stall in thelr
bulldings. Cakaborxtes with
bullding level adminbtratoes (o
develop effectve smprovernent
plans lor staff.

Excroises reliable judgment ko
assigning performance ratings for
staf impac on student learning.

Provides timely feedback to building
adminmsirators.

Assigns ralngs for staff performance
that & not consistently tnsparent
1o statf or administralors.

Agsigns ratings for staff
performance, without sufficlent
andjor apprapiiate dala or does not

assign ratings.




Domaln 3: Management of Operations

indicator Highly Effective {4) Effective (3) tmprovement Needed {2) Inelfective (1) Store
3.1 EnvirorHments Develops ond executes effective plons, procedures, routines, and operotionad systems b addvess a full runge of sofeiv, heolth, ond emotionol/sacial needs:
3.1.1 Collaborates and promotes distder- | Collaborates with admbnistrators May collaboraia with adminkstrators | Does not eoftabacaie with district
Plans, wide systems, plans, procedures, and stalf about systems, plans, about sytiems, plans, and routines administrators (o effectively and
P i and rowtines that empower procedrcs, routines for schools but docs not consistently monitor chiiciently manage students.
Ll adminlstrators and stafl to that generally emure orderly and implementation or eliectiveness,
and Routines effectively and efficently manage efficlent lnstructional days.
students and perdorm espacted job
responibiities, maximizes
Instsuctional time and limits
distraclions for siudents and stafi
3.1.2 Develops and coitabaraies with Collsborates with hullding level Coliaborates with buliding level Daes not collaborale with bullding
Student Safety buitdeng level pdmintraton and administrators and stalf on sthook | adminlitrators to demand pood level adminisirators about student
Health, * | stalf on school-wide posliive vade patdive behavior supports, studeni behavior but allows varying | daoplime and practice vanes from
behavior supports and practices thal | intluding roulines 2nd to prevent standards to sxlstin diferent 1thool (g school
SecalfEmotion | condstenily shawcase high negative social wel-being. schools
al Needs espectations for students and s1alf
1o preserve safety and emotional
wei being.
3.2 Human Resources; implements a cobesive opproach to recruitment, hiring, induction, development, and coreer growth thot promotes high-quality and effective proctice,
321 Assists bullding level administralars | Asshits busdding leved Htneted involvement In the hiring Teachers hited without sppropriate
R i in tha recrultment and hitkng adminisiratods in the rzcristment pracess, Licensure requitements licersure,
ELrUtMENL [ ocesses, helps desermine job and hiring processes and monlioes | not dosely menktored or enforeed.
and Hiring expectations and moniiors appropilate licensute of special
approgtise Ecensum of specl educailon stalf.
Stmteg'&s education stalf.
3.2.2 Factitates adminustrsior-ied deslgn | Provides professional development | Develops limied profesuonal Does not support professional
Professional and implesnentation of professional | 1a all staif, Monitors exiical ateas | development that s not consistently | development amdfar support the
development and career growth of need and ansutes the hugh-qualty or aligred with goals career growih of ellective educators
Development | that is algned with district gnalsand | avallabliy of options for
Growth and Aoard policies. Monitors criticl professional growth and
Career areas of need and ensures the development.
Growth availability of options for

professional growth and
development,




Domaln 3: Management and Operations (continued)

Indicator

Highly Effective(d)

Effective(3)

Improvement Needed{2)

Inaffective{1)

Score

3.4'Ethics Practices: Undemtonds ond romplies with stute and federo! knws ond mendates,

ond ethicol guidefnes

341
Ethscal
Behavior

Exceptional sound fudgment thit
reflects integrivy and faknens;
protecls adminkitraier, ttudend,
Tamily, and stal conlidentiathy

Relisbly demonstrates sound
udgment that reflects integrity
and falmess; protects
administrator, student, famiy, and

Demonstrates occasional lapses in
judgment thal doas not compramize
the organiration, but could
compiomne the Imegilly of the

spptopriately. Etfectively bulids an | staff confidentiality appropeiately. | leadesship position f not resolved or
ethical cultura thiough modeling Is repeated
v tralning.

Oemonslrates lack of sound Judgmen!

that compromises the organization
andfor leaderahlp integelty and trust

3.5 Flscal Systems: Develons o budget that supports

corportion policy oad pools; olfocates ond manages expendiiures consistent with district ond school-level poals with avallable resources

3.5.1
Fiscal Systems

Leads bn the development and
management of district budgets that
lgn with stale requirernents, Board
policy ond distsict goals. Uses
budget Emitaiions to ooate new
opponunities for Improvement
when poisiile. Modehs expenditures
ronsistent with dlitrict and sthoak
level goals.

Develops a budget thal abgns with
Suate requirements, Boad policy
and district goals. A¥ocates and
manages expsnditures contitten
with avallable resources

Bevelops 2 budget that s Joosely
aligned wih the corporation’s vision,
mission, and goals with avallable
resousces. Lax management of funds
comptuinives budgets and fseal
responsibiiity

Budgets are mithandlied and/or
resources are averexiended

3.6 Communication: Engages in mgular, two-wey, culluwaly proficient communication with famiias and commundy siskehoiders obout student isaming and pivformance.

361
Too-Way
Communicalion

Sets dear expectations for and
provides ditferentiated support 1o
engure that employees design and
implement frequerk persomalized
eommunications to families,
soliditing (eedback that informs
school improvement.

Sels expectations to communicale
regularly using two-way
communicalion channels, Supports
Instructional stalf 1o mavimize the
number of lacelo-lace
Tamily/1eacher interactions.

Sals expectations to communicaie
with famifies, but does nat stsess the
Impanance of two-way
communication; cantact regarding
student learning and performance
primarily ncoues through school
newtietiers and other one-way media

Does not set clear

espectalions 10 communicate with
families; commun'cation

regarding student leatning

and performarnce primarily

occurs through school report cards,

3.6.2
Genenal

Shils

Demonstrates sirong contest- and
audience-speciic interpersonal,
written, and verbal communication
skills; eHeclive commuplcor at
Adminlstrotive ond School Board
meetings.

Demonsirales adeguale
interpersonal, written, and verbal
communication skills,

May demonstrats aderuate
interpersonal, wiltten, and verbal
commubnication sklls, but has
ditheuhty pepressing ldeas to
stakeholders

Demonsiratus inefeciual
Interpersonal, wiliten, or
verbal communicalion shills ot times.




Domain 3: Management and Operations (continued)

Indicatos

Highly Effective(d)

Efective(3)

Imﬁfovement Needed{2}

Ineffecllve(l)—

Score | Subtotal

3.8 Sharing Responsibliity: Continvously colleborntes with fomilles ond community stokeholders to support student lenming ond development ot home, schoal, and In the

COMTUNNEY.

381
Student
Supports at
Schoal,
Home, and
Community

Provides resources and suppast 1o
identily student scademic, sodal,
emotional and behavioral needs.
Coltaborates o prevent fusther
challenges, connecling siudents and
Tamilies with a netwosk of resources
within and outside the distnct,

Successiully engages fami‘ies,
ensyring they can contiibule lo
home, dasuoom, school, and
district eHectiveness.

Seis clear espectations thal engage
and provide déifcrentiated resources
to famies 10 encourage learning
both at home and schoal

Builds on stralegic pannarships with
community ongankiations and
husinesses that Improve corporation
elfectiveness.,

Provides adminutrators and
instructional staff with resources
1o idendily stodent academie,
Jodal, emotional, arxd behavloral
neads,

Seis expectations for
administrators and 1eachers that
encouroge learning bath at school
and 3 home.

Provides sesources that familics
can utilipe in the home to support
learning that is oczurring nulside
of school,

Works 1o identify and remave
barrlers 1o family lnvolvement.

Engages in ongolng relaticnthips
with community peganizalions and
businesses that support
corporation elieclreness.

Asks admisirators and Instructional
stalf ta kdentify students struggling
academically or behaviorally, but
utifizes a limied set of resources or
daes not follow through on referrals

Sets genesal expectations lo
encourage learning both at school
and at hame.

Provides spme resources, but does
not comsistently work 10 identily snd
remove baimters to lamily
involvement.

Engages with some community
organitations and/or bussinesses in
sparadic ovents, but does not make
eiforts to maximite contiibutlons for
corporation elfectiveneas.

Does not support sducatons

1o wentily student needs,

and/ar does nat draw upon intemal
or eziema resouices.

Does not sei clear
Expecldions or provida
support lor student learning
at school and at home

Limited involvement with famPtes.

Umits work to the immediale epnlest
of the schoals. Makes Lithe eliant 1o
raach owt to community organinations
or butinesses that could olherwhe
contribule o coeporation
effectiveness.




Domain 4: Core Professionallsm

indicator Does Not Meet Standard Meets Standard

4.1 Attendance Demonstrates a pattern of unexcused absences. | Has not demonstrated a pattern of unexcused
absences

4.2 On-Time Arrival Demonstrates a pattern of unexcused late Has not demonstrated a pattern of unexcused

arrivals, {late arrivals that are In violation of
procedures set forth by focal school policy).

late arrivals, {late arrivals that are in violation
of procedures set forth by local scheo! policy)

4.3 Policles and
Procedures

Demaonstrates a pattern of failing to follow state,
corporation, and school policies and procedures.

Demonstrates a pattern of following state,
corporation, and school policies and
procedures.

4.4 Respect

Demonstrates a pattern of faillng to Interact with
students, colleagues, parents/guardians, and
community members in a respectful manner,

Demonstrates a pattern of interacting with
students, colleagues, parents/guardians, and
community members in a respectful manner,




Director of Alternative Education
DOMAIN 1: ACADEMIC ACHIEVEMENT

[ndicator ﬂigly BiTcctive () Effective (3) Improvement Necessary (2) Ineffective (1)

1.1 | The Dirccier utilizes data | The Director effectively utilizes datn | The Direclor monitors student ‘The Dicecior monitors stisdent "The Dhrector does nol monitor academic
to monitor student to monitor student schicvement amd | achicvement ond stincumes ochievement but does not wilize the | achicvemant.
achicvement and works works collabormively wath ulilizes the doaia Jo enhance data to crhence siudent success,
collebortively with stakcholders to enhance studed student suceess through
stakcholders to cphance | success, collaboration,
shibent succeds,

1.2 | The Dircclor The Director regularly engages in The Dircetor regnlarly engages in | The hrector sporadically cagages i | The Duccior does pot cngage in
demonsiroics knowledpe | professional development (&g.. professionsl development. professivnal development. professiunal development,
of current rends in aitendds reievamt conlerences,
student developmentand | webinars, courses, in-services, reads
acodenuc achicvoment, peolessional journals, eic.) and

incorporics new knowledge in
_herftus daily work.

1.3 | The Dirclorsupports ol | The Dwector encousagies all siudents | The Direclor gencrally The Dareclor tarcly cacourapes ‘The Director dacs pol encomimpe
students in making in using a decision-making/problem | encourages students in using o students in tising a decision- studbents in using o Jecision-
deaisions, seiling goals solving madel ol 1 developing decision-making/problem solving | making/problem solving model and in | makmgfpeoblem salving model ond m
am] wking approprate cilective coping skills for dealing maode] ad in developing effective | developing effeclive coping skills fur | developing effective cuping skills for
aclion o achicve goals. with problems, The director assisis | coping skills for dealing with tkealing with problems. The direetor | dealing with problems. The director

ail studes in identilying shenetenm | problems. The dirccior assists rarcly asststs stedents i wdentifying docs not assisl studenas in idenulying
and long-term goals and 1n samg studems in identifying short-term ond long-term poals orin | shoes-termt ool long-term goals or in
develping sppropnate ackion plans. | shortenn and loag-lerm guals developing opproprinie achon plans. | developing appropriate action plans.
and in Jevelopng appropnale
action plans,

14 | The Birccior engoges all | The Director consisiently provides The Direcior regularly provides ‘The Dhreclor rmscly provides ‘The Director docs nm provide
studenls i problem opponuosics and suppurt fur all oppeaumiics and support for opportunties 2l support for students | opportumtics and support lor studenls to
solving ond crilical students to engage i problem students to cngage in problem 1o engege in problem solving and in etigege in problem sulving and 10
thinking. solving ond in investigating and solveng ond in investigating ond investigning end onalyzing concepts | investigating and analyzing concepls

onalyzing comcepts ond questions. unalyzing coscepls and questians. | and questions. nnul guestions.

1.5 [ The Dircclor supporis all | The Dircctor consistently puides all | The Disector gcnemlTy puides The Dirccior rarely pundes studomts in | Tl Dircetur ducs st support shidents
studenis in studenis 1 establishing challenging | students sn cstoblishing csisblishing chalienygng scodemic In ncademe prepacaiion wssential lor o
deveclopmentatly ecadepue goals and understanding challenging scodemic goals and yoals and understanding assessment | vancty of past-secondary options.
appropnolc scadermc nssessment results, The direcior understanding assessment resulis. | rosults. The director rarcly assisis
preparation cascatisd for | asuists all students in applying The dircclor assists some siudents | students in applying kmowledge of
a varicly of post- knowlcdge ol apisinics and inlcrests | in opplysng knowledge of aptiisdes amd merests to poal sctiing
sccondary oplions, to goal scring and identification of | aptiudes amd enterests 1a goal and tdentification of posisceondary

pesisecomdary oplions consisicnt sciting and nleatsficnion of oplions cansistemt with studenis'
with studenis® infercsts and abilitics. | postsecendary opions consistem | serests and abifiics.

wilth students’ intcrests amd
abifies.




DOMAIN 2: Tencher EfTeciiveness

Indicator Highly Effective () Effective (3) Impravemest Necesaary (2) Ineffective (1)
A1 | Instructlons] thne Al Level 4, s Divector fulifills the Direetor supports Instructional | [Nrector supparis Instrucilonal Hrcclor gocs ngl suppurl
ctiterin for Level 3 and time hy: lime by: nstractional time by:
nddlllonnliy' —  Removing oll sources off -~ Remuving major svurces of = Failing to cstablish a culiure i
Systematically monitors the use distractions ol nstructional distoctions of instruchional imc, winch mstructional tunc s the
of instrectional time fo crenle time; = AlciyMIng 10 promoic sanclty priory, as cvidenced by
innovalive oppottunitics for = Promotng the sanctity of of instructional time bus is discipling issucs, stiendance,
incrensed apd/or enhonasd instructtonal ime: hnderet] by tssucs such as nterruptinns to the school day,
structional tme. - Ensunng every minue of scheol discipline, lack of high cle;
mstructional wme is expeclalions, €ic; = Rarely or niever promoting the
maximized n the setviceof |~ Oceasionally allovang sanciny of instuclional lime;
student lcaming and unnecessary non-nsiniclional - Frequently allowing and/or
achicvement, and free flom evenls and achvines 1o inferrupt ENCOUTAZINgG UNRCCCISOrY Non-
distraclions. insteuctional wme, instructional cvents omd aclivitics
10 interrupt mstruchonal (wne.
3.2 | Evaluation of fcachers | At Level 4, a Direcior fulfiils the Direclor priaritizes nad opplies | Dirccior priortizes and opplies Plrccior daes not prioristze ond
eriteria for Level 3 and tcn:lur evaluntfans by: teacher evalaations by: Il'llﬂ) teacher cvaluations by
additionndly: Cresting the tme and/or = Creaung wsuficient lime and/or Failing to creaie the time ond/or
= Monueang the usc of ime FESOUIITES Recessary 1o Tesolirees necessary to ensure the resources necessary 40 cnsure the
and/or evaluntion pmeedures 1o ensure the occunale accusate evalusion of every accurmte cvaluation of every
coausiently improve the cvalualion ol every teacher teacher in the building: teacher in dhe building,
evalualion process, n the buildwyg, = Using tencher evaluations 1o —~  Rarely or never using teacher
= Using icacher evalustions o parially dilfercniime the evalustion 1o differentisic the
credibly differennale the performance of teacher; performance ol veachers
performance ol teaclers s | —  Following most processes and = Failing to follow all processes and
evidenced by an ahpnment procedures outlined in the processes outhined in the
benween teacher evoluation comporation cvatuation plan for comortion cvoluation plon for
resubs ond building-level all stall members, stafT members.
performance:
~  Foliowwng proccsses and
procedhures outlined in the
cofporakion evalualien plan
for all stiT members
1.} | Addreasing teachers Al Level 4, 2 Dircctor fulfills the Director addresses leachers In Director addresses teachers ln need | Dieeclor doey oyl adiress teachers In
who ore [ aced of eriedia For Level 3 and peed of Improvement or of impravement or ineffective by: need of koprovemenl or inclTective
impravemant or additiennliy: ineffective by: —  Occasionally monsdonng the by:

InefTective ~  Staynyg in lreyuent = Devcloping remedinbion success of remediation plans, -~ Occasonally, rarely ur never
communication with lcachers on plans with tzachers mtedas | = Oceamonally fellowng stawtory developng remediation plans
remediation plans 1o ensure wnciTective o¢ in need of und contraciual languoge in with teachers ried as incffective
necessary suppon; improvenient: counscling out or recommending or in nced ol improvement;

= Tracking remediation plans = Monuonng the success off for dismssal incfleckve icachers. | = Rarcly or never momtonng the
order 1o inform fture decisions remediaiion plons; success of remediation plans;
about cllcctivencss of cenma = Tollowang statuiory and = Rarely or never folfowing
Suppts. coniraciual languoge m slawory ond comrmctual longuape
counscling oul ur in counscling out or
recomumending For dismassal R recommendiag far dismissal




meffechve eachers.

nefleeuve ieachers.

3.4 | Dclegnilon At Level 4, & director futfllls the Dircclor delegntes tushs and Drcctor delegates tasks and Dircclor daes not delegule tashs and
eriteria for Level 3 omd responsibliiics spproprisicly rupanubﬂlllu sppraprisicly by: respansibilitics apprapeistely hy:
additlonnlly: by: Oceasionally scekng oul and = Rarcly or never sceking out and

= Encoumging and supporung = Sceking out aml selecting selecting stafl members for selecting staflT members fur
staff members to scek our stalT members for increased increased rospansibility based on mereased responsibilicy based on
respoasibifitics; responsibility based en thew their qualifications, performance their quabifications, perfivvmance,
= Monnenny and supporiing stodl yualificatiuns, performancee, aiml/or effeclivencss; amdfor cffcctlivencss;
¥ 2 fashson that develops their and/or effectaveness; = Montoning complciton of - Rarely or never mosilonng
ability 10 manage tasks ond = Monitoting the propress delegated tusks and/or complction of or progress iowand
responsibilities. townnds success of thase lo responsibiliies, but n delegated task endinr
whum delegsisons have been ncecssority progress towanls cospansibiliy;
complciion; - Rorely or never providing
- l'mvndmg suppon to siofl = Providing support, bul not support.
memhers as necded, olways as necded.




DOMAIN 3: Professionn] Leadership:

established yearly, monihiy,
weekly, and doily prositics ond
objeciives;

—  Monsonng use of ime 1o
idenuly arcas that arc not
elfechively wtilized;

monthly, weekly, ard doily
peiontics and objectives;
Identifying ond
consisicnily priosilizing
sctivities with the highest.
leverape on student
achievement.

long-term abjectives tha
are not clearly alipned and
connecied by intenmedisic
ohjectives;

~  Occasionally prioritizes
acuivitics uiwelsted 1o
studern achilcveinent.

Tedicater Nighly Effcetive (4) Effective (3) Improvement Necousary (2) Tncfective (1)

4.0 | The Dircctor establishes “The Direcior's professionol goals ore | Professionol goals are Profcssional poals arc sometimes | Professional goals are not cstnblished.
pmifcssional goals and pursues | evidencrd m improved personoal, developed, ond the Dirccior estoblished. The Dircetor The Dircctor does not pursuc
opponumtics 10 grow profcssional, and program oflen pursucs opplicable infeyuemly or indisciminately | opponunitics 1o ocgquire new knowledge
professionally. development: and s =0 octive opporfambcs (o acquire [irsues oppontuilies o ncquire | amd skills and rarcly panicipaies in the

member of one ar e peolessional | Inowicdge and enbance skifls | new knowledge and skills and professional comimenity
ofganizations or networks. ond participates in the rorely pasticales in the
i il fessional community. professianal commumly. i

4.2 | The Direclor takes a feadership | The Director provides connstent and | The Director provides The Diteciar meonsistenlly "[he Drcetoe provides no (eadership—
rolc a5 an advocoic wathin the cffective lendership in the ahemative | consistent nnd cifective pravides feadership, but may not | either formal or informal—in the
allemnative cducation program. | education program, the schuol leadershin in the aemative follow through appropniaicly or | aliemotve educalion program, the
the school district, and the disirict, and the commumily in away | education program and the may not demonsimte an effective | school distnct, or the community.
cumeninily. that direetly benefils students, schiool distnct, leadership style.

Tamilics, cducational personnel,
anul/or communwy stakeholders. = Eeio

4.3 | T Darccior communicales The Dirccior demonsirotes effecuve | The Director demonsivates The Directur is mconsisiont m ‘The Dircetor 1s an iellfective
and collabormes wath key communicalion skills and clfectve communication skills | communicotion and collaborative | communicator aad is disengayed with
stakcholders 1o advocale for the | collaboration with key stakcholders ond cotlabomation with key engagement, OR 1s elfective with | key sakcholders.
stccess of all students and from a vanely of backgrounds. Tie stakehalders from o varicty ol | only a very small pomiutaieon to
mcrease awarenicss of siudents” | dirccior demonsiraies a direet impact | backprounds. the detnment of athers.
necds. of these collaborative acuvilics on

2 studenls. ) -

4.4 | The Dirccior adhercs lo ettncal "The Dirccror always demonstrates The Direcior typically “The Dircctor typically hiakls 1w The Dircctor lus breached
starklards ol the adminisimuion, | professional conduct and imegnity, demonstrates professipanl the cthical code ol the Americar | confidentiality. The cosnselor
respects sttdent confidentiality, | sceks approprinie inlervention cuiduct am) indegnty; sceks School Counselur Association demunstrates disrepand for laws,
and follows the laws, policics, | services for stdemt consultalion, apgrropnale incrveation bus may fall short of the highest | palicies, and proceduares in a manper
ond procedures, which govern | snifor {clinical) supervision; abides services for student cthical stopdards, The that couhd have led to harmn io studems,
school programs, by cthical and begal codes and secks consullation, andlor (clinical) rounscior's consistency i law, familics, o the cdecational mission ol

consuitation and supervision os supervision; abides by cthicol policy and procedure is the schoul.
necded. and legal codes and secks gucstionablc,
consullation and supcrvasion as

4.5 | The Dircctor plans, organizes The alicmative cluotion program is | The slicmative cducalion Thc aliematve cducalion The alemative cducatvm progrom s
amt delivers an effective commehensive in sddressing the progrem consisiemly builds the | program scrves somic studdents ineffective amd the director has
nliemative education program scademic, caseer, and personalisocnl | ocodemic, corcer, nnd amd fncks ddata to suppon demonstrated no aticopts ta make
{wathin the resources nf the developmend of all students. The personal/social development of | effectiveness, The diseciorisnot | smprovement 1o the delivery systems,
school ond compormition), dircelor demonstmies siudemt must students mn the progrm, temonsirding initialive (o increase the siwdents served, ur evalume

wicome data thal sre dirccily supporiing ot least some of this | improve the schonl allemative arcas ol panicular sirength or weakiness,
altributable to the aemative with student outcome deto. cducation program.
education program.__

4.6 ! Time manapement AL Level 4, a principal fudfitks the Prmcipal manages time Principal manapes Lume Principal manapes tme elfectively by:
criteria for Level 3 and addwonally: | effectively by: cffecuvely by: = Rocely or never establishing vimely
-~ Monionng progress lowerd - Establishing yearly. = Estoblislung shan-erm ond abjectives or prioniies;

= Regulurly prontizing activities
unselaied (o student achicvement;




DOMAIN 1: PURPOSEFUL PLANNING

Implementing digital
|learning.

for teachers to advance
thelr skills.

advance their skills.
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1.2 Director of elearning is Director of eLearning Director of eLearning Director of eLearning
deeply knowledgeable of | demonstrates thorough demonstrates basic demonstrates fittle or no
the district's vision and knowledge of the district’s | knowledge of the district's | knowledge of the district’s
aligns training and projects | vision. vision. vision.
accordingly.

11 Director of eLearning's Director of eLearning's Director of eLearning Director of eLearning
content knowledge of tech | content knowledge in the | demonstrates basic demonstrates little or no
intepration and use is deep | area of tech integration knowledge in area of Familiarity with tech integration
and wide; coach s and use [s in-depth, technology integratlon and | and use,
regarded as an expert by use.
colleagues.

13 Director of eLearning goals | Director of eLearning goals | Director of eLeaming goals | Director of eLearning goals are
are highly coherent, taking | are well designed to are guiding principles, but | random and are not aligned to
into account the needs support teachers in their | some of them do not fit faculty needs.
and challenges of the technology Integration. with the broader needs of
faculty, the faculty.

14 Director of eLearning Direclor of elearning Is Director of eLearning Director of eLearning
actively seeks out new fully aware of resources demonstrates basic demonstrates little or no
resources from 3 wide avallable in the school and | knowledge of resources knowledge of resources
range of rasources to district and in the Jarger available in the school and | available in the school ar district
enrich teachers’ skilfs in professional community district for teachers to for teachers to advance their

skilts.




DOMAIN 2: EFFECTIVE INSTRUCTION & DEUVERY OF SERVICE

T Highty Bffective (4] | Effective(3) Needed (2) ||| neffactive-{1) i

21 ‘The quality of the Director | The quality of the Director | The quality of the Director | Director of eLearning's
of eLearning's professional | of eLearning's professional | of eLearning's professional | professional development
development development development opportunities are of poar quality
opportunities are opportunities are opportunities is mixed, or are not appropriate to the
uniformiy high and uniformly high and with some of them being | needs of the teachers being
appropriate to the needs | appropriate to the needs | appropriate to the needs | served.
of the teachers being of the teachers being of the teachers being
served. The Director of served, served.
atearning conducts follow-
up work with teachers.

2.2 Director of eLearning Director of eLearning Director of elearning Director of el.earning does not
continually communicates | communicates and occaslonally communicate or support
and assists teachers in supports teachers with communicates and assists | teachers with implementing
order to support digital research for implementing | teachers inimplementing | digital learning.
classroom learning digital learning digital learning.
environments. emwironments,

]

23 Director of eLearning Director of eLearning Director of eLeaming Director of eLearning does not [
manages time effectively, | manages time elfectively, | attemgpls to manage lime | manage time effectively and is
is sensitive to the Is aware of the demands effectively and overlooks | unaware of the demands of
demands on teachers' of teachers' time, and the demands of teachers' | teacher time and the need for
time, and collaborates to | values collaborative time and the need for collaborative professional
maximize professional professional learning time. | collaborative professional | learning time,
learning time topether. learning time.

2.4 Director of eLearning's Director of eLlearning Director of elearning's Director of eLearning does not
self-reflection is highly utilizes self-reflection and | self-reflectionis rareand | reflect on practice or the
perceptive and supports supports teacher or does not support reflections are inaccurate or self-
teacher improvement. improvement. teacher improvement. serving.

25 Director of eLearning is Director of elLearning Director of eLearning Divectar of eLearning does not
perceptive of persanal pursues and participates in | rarely participates in participate in opportunities for
Jearning needs and apportunities for apportunities for professional growth.
pursues opportunities for | professional growth. professional growth.
professional growth.




DOMAIN 3: LEADERSHIP

I:llrector nf eLearnIng has
established a culture of
professianal inguiry in
which teachers initiate

Dire:laf of el.eaming
prosmotes a culture of
professional inquiry In
which teachers seek

Director of elearning is
unaware of how to
promote a culture of
professional inguiry or

Director of el.earning does not
promote a cullure of
professional inquiry and lacks
the abifity to foster a respectful,

projects to be undertaken | assistance in improving lacks the ability to foster a | collaborative environment.
with the support of the their digital instruction respectiul, collaborative

Director. Relationships skills. Relationships with | esvironment.

with the Director are the Director are respectful,

highly respectful and fastering a collaborative

trusting, fostering a environment.

callaborative

environment.

3.2 Diractor of elearning Director of eLearning Director of eleaming Director of eLearning declines to
callaborates with collaborates with collaborates with collaborate with classroom
classroom teachers to classroom teachers to ctassroom teachers when | teachers.
provide professianal pravide professional specifically asked to do so
learning opportunitles, learning opportunities and | and or does not follow up.
conducting extensive fallows up.
follow-up with teachers.

33 Director of eLearning Director of elearning Director of eLearning Director of eLearning does not
recognizes, creates, and recognizes and creates recognizes or creates recognize or create
supports opportunities for | opportunities for staff opportunities for staff opportunities for staff members
staff members to share members to share members to share to share knowledge of specialty
knowledge of specialty knowiedge of specialty knowledge of specialty areas.
areas. areas, areas,




DOMAIN 4: Onkine Learning

Competencies | Highly Effective (4) Effective {3) Improvement Naeeded (2) | Ineffective (1)

4.1 Director of eLearning leads | Director of eLearning leads | Director of elLearning Director of eLearning does not
the development and the development and assists with the effectively fead the development
implementation of an implementation of an development of an onling | or Implementation of an online
online learning online leaming learning environment for | learning environment for DCSC
environment that best environment for DCSC DCSC students, but does students. The Director of
supports the needs of students, The Directorof | not consistently lead the elLearning does not effectively
DCSC students. The elearning collaborates development and collaborate with stakehclders
Director of eLearning with other stakehoiders to | implementation strategfes. | and does not effectively manage
proactively collaborates determine the needs for The Director of eLearning | the implementation.
with other stakeholders to | new and/or modified occassionally eoilaborates
detarmine the needs for online learning and with stakeholders and
new and/or madified biended learning systems | helps manage the
online learning and and manages the implementation, but often
blended leacning systems | implementation of needs prompted or
and leads the strategies to meet thase directed to complete
implementation of needs. specific tasks.
strategies ta meet thase
needs,

42 The Director of elearning | The Director of elearning | The Director of eLearning | The Director of elearning falls to
ensures that teachers have | ensures that teachers have | provides technical and pravide effective technical and
the academic and the technical support academic support to academic suppart to teachers of
technical support needed | needed to successfully teachers of online classes | online classes and blended

to successfully facilitate
online classes and blended
learning environments.

facilitate online classes
and blended learning
environments and
regularly supports their
academic needs.

and blended learning
environments but falls to
address many of the
teacher needs.

learning environments,




43

The Director of eLearning
i5 8 recognized leader
among state and national
organlzations related to
online learning.

Director of eLearning
proudly and willingly
serves as the district
Naison for state and
national organizations
related to online learning
and actively particlpates in
discussions, meetings, and
professional organizations
that help promote online
learning in education.

The DRirector of elearning
minimally serves as the
district laison for state
and national organizations
related to online learning.

Director of eLearning does not

serve as the district lialson for

state and national organizations

related to online learning.

The Director of elearning
evaluates the quality and
effectiveness of online
classes and blended
learning resources and
demonstrates measurable
gains on clearly delined
learning objectives.

The Director of eLearning
regularly evaluates the
quality and effectiveness
of online classes and
blended leaming
resources and makes
improvements as needed.

The Director of eLearning
evaluates the quality and
effectiveness of online
classes and blended
learning resources but
does make improvements
based on the data
gathered.

The Director of eLearning does

not regularly evaluate the
quality and effectlveness of
online classes and blended
learning resources.




Director of Academic Services
Domain 1: Teacher Effectiveness

evaluation results,

| inattective 1}
112 | Ewluation of | At Level 4, the Direclor of The Direcior of Academic The Direcior of Acsdemic The Director of Academic Services does not priocitize and apply
teachers Academic Services fullllis the | Services prioritizas and applios Services prioritites and tuacher evaluatlons by:
criteria for Leve] 3 and teacher evalustions by applies taacher evaluations = Faliing ta create the time ond/for resources necessary to
additionally: = Creating the time andfor by: ensure the accurale evaluation of assigned staff n each
- Manitoring the use of resources necessary 1o = Creating Insufficient time buBding
time and/or evaluation ensuie the accurate and/or resources - Faliing to foliow all processes and processes outlined In the
procedures to evaluation of assigned stalf necessacy lo ensure the corporation evaluation plan for staff members assigned.
consisiently improve the in each buliding accurate evaluailon of
evaluation process. = Following processes and assigned staff in each
proceduras outlined In the bullding
corporation evaluation plan | =  Following mast processes
for all stalf members and procedures putlined
assigned in the corporation
evahmation plan for all
staff members assigned.
113 | Professional | At Lavel 4, the Director of Tha Director of Academic The Disector of Academie The Director of Academic Services doas not orchestrate aligned
development | Academic Services fulfilis tha | Services orchestrates Sarvices orchestrates aligned mlmlonallemlmmodumlumdmmﬂmuhby
criteria for Level 3 and professlonal leaming professional leacning Providing generic or low-quality learning opportunities
additionatiy: nppormﬂﬂuhr opportunities tuned to stalf unselated to or uninformet by studert academic
= Frequently ereating Providing learning needs by: performance data;
learning oppottunities in apparntunities to teachers - Providing generalired = Providing no variety in format of learning opportunities;
which highly elfective aligned ta professional fearning opportunities — Failing to provide professional laaming opportupities based
teachers suppart their needs based on student aligned to the on evaluation results,
peers; academic performance data prolessional needs of
= Monitoring the Impact of and tescher evslualion some teachers based on
Implemented learning results; studemt atademic
opportunitles onstudant | =  Providing leamning performancs dala;
achlevemnent; opporiunitlesinavaretyol | —  Providing laaming
= Efficlently and creatively formats, such as opportuniies with little
orchestrating Instructional coaching, variety of format;
professional leaming workshops, leam mestings, | —  Providing diferentfated
opportunitizs in onder to ete. learning opportunilies to
maxkmize tima and = Providing ditferentisied teachers in some
resources dedicated to fearning opportunities 10 measure based on
learning opportunities, teachers based on evaluation results.




| ndicator! {Highly Effectiva (4]0~ " jIEfectve{3)[ "~ ~ . |limprovement Hecessary (211 | Ineffective {1}
1.1.5 | Delegation At Level 4, the Director of The Director of Aﬂdemlc The Director of Academic The Dicector of Aademl:&ewkuJ,delmu taslrnnd
Academic Services fulfills the | Services defegates tasks and Services delegaies lasks and respomlbllmes appropriately by:
exHeria for Level 3 and rupomlbllhiu appropriatelyby: | responsibiiities appropriately Ravely or naver saeking out and selecting stafl members
additionally: Seeking out and selecting by: for increased responsibllity based on their quallfications,
-  Encouraglng and stafl members lor increased | —  Occasionally seeking out performance, and/or ellectiveness;
suppoiting statf responsibility based an their and selecting stalf = Rarely or never moaltoring comgletion of or prograss
members to seek out quakifications, performance, mambers for increased toward delegated task and/ar responsibility;
responsibilities; and/or eHectlveness; responsibifity based on = Rarely or never praviding support,
« MaonHoring and ~  MonHoring the progress their qualifications,
suppsiting stalf In a towards success af those to petfarmance andfor
fashion that develops whom dedegatians have effectiveness;
their abliity (o manage been made; = Monitoting completion of
tasks and responsibilitles. | =  Providing support to staff delegated tasks and/or
members as needed. responsibikties, but not
necessarily progress
lowards campletion;
= Providing support, but
not slways as needed.
1.1.7 | Addressing At Level 4, tha Director of The Director of Academic The Director of Academic The Dicector of Academic Services dogs pot address teschers in
tanchers wha | Academlc Services fuifills the | Services addresses teachers ln Sarvicas addresses teachers In | need of improvement of Ineffective by:
are in need ceiteria for Level 3 and need of improvement or need of improvement or ~  Occaslonally, rarely or never developing remediation plans
of atdditionatly: Ineffactive by: inelfective by: with teachers rated as ineffective or in need of
Improvement | — Staying in frequent —  Developing remediation - Dccasionally monltoring Improvement;
or Inaffective cammwnication with plans with teachers rated as the suecess of —  Rarely or naver monitoring the success of remediation
teachers on remediation ineective or in need of remediation plans; plans;
plans to ensure necessary impravement; - Occasionally following = Rarely or never follawing statulory and contractual
support; - Monitoring the success of statutory and contractual tanguage in counseling oul or rezommending lor dismissal
~ Tracking remediation remediation plans; fanguage in counseling inelfective teachers.
plans in order to inform | —  Following statutory and out of recommending for
future decisions about contractual language in dismissal inellective
eliectiveness of certain counseling out or teachers.
SUpparts. recommending for dismissal
| ineffective teachers.




T {_;I_Eﬂve T ] improvament Necessary {3) *]lineffectiva [1} o
L2.1 | Missionand | At Level4, ths Director of ]mmmumm The Director of Acdamic The Dicector of Academic Services (oes not supgort a school-
vislon Academic Services fulfills the | Services supports a school-wide | Services supponts a school wide lnstructional vision and/or mission by:

critarla for Level 3 and instructional vision and/or wida instructional vision ~  Falllog to adopt 8 district-wide instructional vision and/or

lddklouaur mission by: and!wmhlnnbr mission;

Defining long, medham, | =  Creating a vision and/or Creating a vision andfor | ~  Defining o district-wide Instructional vislon and/or mission
and short-term mission based on a specific mission based on a that is not applied 1o decisions;

apphication of tha vislon measurable, ambltious, specific measurable, - Implementing a district-wide Instructional vision without
ant/or mission; rigarous, and timely; ambitious, rigorous, and cultivating commitment 1o or ownership of the vision

- Monltoring and instructional goal{s); timely; instructional and/or misslon, as evidenced by a back of student and
measutiag prograss =~ Deflning specific goalis); teacher awareness.
toward the district’s instrucilonal and behavioral Making significant key
vision and/or mission; actions linked ta the decisions without

—  Frequently revisiting and district's visian and/or alignment 10 the vision
discussing the vislon mission; and/or mission;
and/for mission to = Ensuring all key decisions Cultivating a level of
ensure appropristeness are aligned to the vision rommitment 1o and
and rigar; and/or mission; ownership of the

=  Cultivaling compleie = Cultivating commitment to district’s vislon and/for
commitment (o and and ownership of the missian thal
ownershig of the district’s vislon and/or encemsulstes some, but
district’s vislon and/or mission within the majority nat all, teachers and
mission fulty within the of the teachers and students.
district and that spreads students, as evidenced by
to other stakeholder the vision/mission belng
groups, communicated consistently

and in a variely of ways,

such as In classrooms and

expressed in conversations

with teachers and students.

1132 | Claswroom At Lavel 4, the Director of Tha Director of Acsdemic The Director of Academic Tha Director of Acadamic Services usas dassroom
ochservetions | Academic Services fulfilis the | Services uses classroom Services uses ciessroom mtnmsmmmw

critesia for Level 3 and ohsarvalions to support studendt | observations to support Rarely ar never vishing teachers assigned 1o observe
additionathy: academl: achigvemant by: student academic instruction;

—  Creating systems and Vishing all teachers assigned | achievement by: = Rarely or never analyzing sludent performance dala OR
schedules ensuring all fraquently (announcedand | —  Ocrasionally vitHing lacking ability to derive meaning from analysss ol data;
teachers assigned are unanaounced) io chierve teachers assigned to = Rarely or never providing feadtiack 1o teachers assigned or
frequently observed, instruction; ohserve instruciion; consistently providing leedback to teachers assigned that
andthese observations | —  Freguently analyzing = Occasionally analyzing fs completely unrelated to student oulcomes.
are understood by the student perflormance data student performance
prindipal, the Director of with teachers assigned to data to deive nstruction
Academic Services, drive Instruction and wvaluate Instructional




teachers, and students | evaluate instructional quality;
to be an absoluie quafity; = Providing inconsistent or
priority; = Providing prompt and tnelfective ferdback to
—~  Moniloring the [mpact aclionable feedback ta teachers assigned and/or
oi leedback provided to teachers assigned aimed at that is not aimed at
teachers assigned, Improvirg student outcomes Improving student
based on ohservations and oulcomes.
student performance data,
1,23 | Teacher At Lavel 4, the Director of The Director of Academic The Director of Academic The Director of Academic Services does ngt support Leacher
collaboration | Academic Servicos fulfilisthe | Services supports leacher Ssrvices supports leacher coltaboration by:
critesia for Lavel 3 and cotfaboration by: colfaboration by: - Failing 10 establish or support a culiure of collaboration
additionally: = Establishing 3 culiure of —  Establishing 3 culture of through not establishing systems such as common
=  Monitoring collaborative colishoration with student coflaboratios without a planning perlods,
elforts to ensure a teaming and achlevement at clear orexplicht focuson | =  Discouraging teamwork, openness, and coflective problem
constam ocus on the center as evidenced by student learning and salving by failing to provide stalf with Information
student learning; systems such as common achievement: pertaining to problems and/for Ignoring {eedback,
= Tracking best pianning periods; = Supporting and = Rarely or never aligning leacher collaborative etions to
collabarative practices = Encouraging leamwork, encouraging teamwork instructional practices,
to solve spediic reflection, conversation, and collaboration m a
challenges; sharing. openness, and Imited number of ways;
= Holdlag collaborating collective problem solving: = Decasionally aligning
teams accountabla for = Aligning teacher teacher collaborative
thelr results, coilaborathve efforts ta the elorts toinstructional
school's vision/misslon. praclices.
Add The Director | At Level 4, the Director of Director of Academic Services Director of Academic Services | Director of Academic Secrvices does not support student
{22 of Azademic | Academic Services fulillls the | supports student achlevement suppovts studant achievement by:
from | Services critesia for Level 3 and by: achievement by:
Sup demonstrates | additlonally: - Being indifferent (o the data, blam ng students, famidlles, and
rubeic} | evidence of « Reaching the 1argeied - Providing some evidence of | external characteristics
stedent - Enswting a conslstent record | performance goals for student impravemant, but there is - Befiewing that student achievement cannat improve,
Improvement | of improved student achievement. insufiicient evidence of + Not taking decisive action to change cunticuium, professional
through achlevement exists on « Improving the average of the changes In leadership, development, leadership practices, ar other variables in order
student multiple indicaiors of student | student population and the prolessional development and | lo impiove student achievement,
achievement | success, achievemen of ach group of curriculurn that will create the
results, - Ensuring student success sludents that has previously been | improvements necessaty to
occurs not only on the overall | ldentifted as needing achieve student pesformance
averages, bit In each group wmprovement goals.
of historically disadvantaged
students.
= Explick use of previous data
Indicates that the Direclor of
Academic Services has

Tocused on Improving




performance. Inaraas of
previous success, the
Director of Academic Services
aggressively identiles new
thallenges, moving profident
performance to the
exemplary level.

-Whare new challenges
emerge, the Director of
Academic Services highlights
the need, creates effective
Intervantlons, and reports

tmproved results.
llulnbrr_‘:—_- 2 | gty Blfeetive ()T _.fﬁffuﬂvcﬂl et ﬂknw |1 neffective (1)
13 I.ndlu Indicators of Student Leaming
13.1 | Planningsnd | AlLavel 4, the Directar of The Director of Academic Services | Tha Director of Academic The Director of Academic Services dogs B0t support
Daveloping Academic Services [ulfills the supports tha planning and Senvices supports the creation mamlbndmuamhlobkdhubr
Student criteris for Level 3 and development of Student Learning | of Student Lesrning Objectives Failing to organize/provide oppartuniies for
Leaming addltlomllr Objectives (SLOs) by: {SLOs) by: teacher collaboration;
Oblectives Wiflzing SLOs as the basis of | =  Organking and leading —  Organizing, but only —  Falling to meet with teachers to look at basefine
school-wide poalks, and/or opportunities for collabaration occasionally leading or data, safect assessments, and set SLOs;
the vision and mlssion; within departments and acroms panicipating in —~  Not meeting with teachers throughout the year
~  Communicating with grades in developing SLOs; opportuniies for to look ot progress towards goals,
communky members, -  Coltaborating with teachers to collaboration, or
parents, and other Identify standands or skilis to developing the sysiems and
stakeholders the purpose be assessed; processes necessary for
and progress towards SLOs; | ~ Collaborating with tleachers to cokaboration to occur;
- Ensuring students are develop/select assessmentsto | —  Occasionally collaborating

awareof and can

communicate the academic

expectations inherent in
teacher SLOs;

=  Empowering teachers, staff,
and students to participate

in the monitoring of

progress towards 5L0s;
= Revisiting the use and

design of 1eacher and

school-wide tracking tooks,

evaluate overall student
progress; utilizing assessments
that accurately and rellably
measure student learning;
Helping 1eachers to assess
baseline student performance
to deive the development of
5LOs that appropristely take
students’ starting points Into
account;

Systematically working with
teachers o monitor and revisiz
SL0s throuphout year as

with teachers to identify
standards or skitls to be
assessed;

= Focusing on teachers with
existing common
assessments, but falllng to
help those wha need the
most help In developing
assesiments;

—  Working with teachers only
occasionally throughout the
year to measure progress
towands !oals:




necessary. = Dccaslonally ensuring most
= Liifinng a tracking tool to teachers utilize a wacking
monkor school-wide progress loo! to show student
on 5L0s; progress Of tracking 1ools
- Ensuring teachers utihe 2 uliized do not measure
tracking too! to show student progress towards 5L0s.
progress towards SLOs.
1.3.2 | Rigorous At Level 4, the Director of The Director of Academic Services | The Director of Academic The Director of Academic Services creates rigor In
Student Academic Services fulfills the creates rigor in 5003 by: Services creates cigor bn SL0s 510s by:
Learning criteria for Level 3 and = Ensucing teachars’ S10s define | by: ~  Allowing for outeomies to be bendhmarked 1o
Dbjectives additionally: desired outcomes; —  Allowing teachers (o sel less than typical growth;
= Utifizing rigorots SLOs to - Emsuring sssessmems used lower expectations for the - Faling to assess haseline knowledge of students;
define and lead » school's correspond Lo the pppropriate growth of some students ~ Faiing 1o select aszessments that are
culture and sense of state conlent standards; than othess, and this is appeopriately atigned 1o content standards.
urgency; - Ensuring ouicpmes are reflectad in SLOs;
—  Estabiishing an on-going benclumarked 1o high - Assessing baseline data that
culture of looking at data expectations, such s may not be effectively used
and progress towards 5L0s interational standards and/or to assess students' starting
involving all staff membars typical to high growth; polints;
in the school regularly - Ensuring an analysis of = Selecting and attowing for
maeting to talk about data previous year's student assessments that may nol
and Instructional practice. performance is Included in the be appropriately aligned to
development of SLOs; state comtent standards.
-  Ensudng SLOs are focused on
demonstrable gains in
students’ mastery of acadamic
standards -as measured by

achievement and/ar growth.




Domain 2: Leadership Actions

211 | Professionalism | At Lavel 4, the Director of The Director of Academie Servieas | Tha Director of Academic The Director of Acadamic Services does not
Academle Services fulfiisthe | displays professionalismby: | Services supports support professionalism by:
eriterls for Level 3 and -  Modeling professional, profassionalism by: —  Failing ta model professionalism at all
additionaity: ethical, and respectiul = Faiting to mndel times, and occaslonally modeling
= Articulates and behavior at all times; professionalism at all behaviors counter to professional
cominiunicates —  Expecting colleagues to times but expectations;
appropriate behavior to display professional, understanding of - Rarely or never holding colleagues to
all stakeholders, ethical, and respectful professional professional, ethical, and respectful
including parents and behavior at all times. expectations as behavior expectations.
the community; evidenced by not acting
counter to these
expectations;
=~ Occasionally hoiding
colleagues ta
professional, ethical,
and respectful behavior
expectations.
212 | Time At Level 4, the Directoc of The Diractor of Acadamnic Services | The Olractor of Academic The Director of Academic Services manages time
mansgemnent | Academic Services fulfilisthe | manages time effectively by: | Services manages time effectively by:
critesta for Level 3 and —  Establishing yearly, elfectively by: ~  Rasely or never establishing timely
sdditlonally: monthly, weekly, and daflly | — Establishing short-term objectives or priarities;
~ Monitoring progress priorities and objectives; and long-term ~  Regularly prioritizing activities unrelated to
toward established - ldentifying and consistently objectives that are not student achievement;
yeacly, monthly, weekly, prioritizing activities with dearly aligned and
and dally peloritles and the highest-leverage on connected by
cbjectives; student achievement. intermediate
- Monitoring use of time objectives;
to identify areas that ~  Oceaslonally prioritizes
are not eHectively activities unrelated to
utillzed; ____student achievement,

213 | Using feadback | AtLlevel#, the Director of The Direcior of Academic Services | The Director of Academic The Director of Academic Services does not usa
ta imprave Acadormic Services fulfliisthe | uses feedback to Improve Sarvicas uses feedback to feadback to Improva student performance by:
student criteria forLlevel 3 and student performance by: improve student - Regularly avolding or devalving feedback;
performance ﬂdﬂ:ﬂﬂ'ﬁ » —  Actively soficiting feedback | performanca by: - Rarely or never applying feedback to




[ implementing systems and hetp from all key -~ Accepts feedback from shape priosities,
and mechanisms that stakeholders; any stakeholder when it
generate feedbackand | =  Acting upon leedback to is offered but does not
advice from students, shape strategic priotities to actively seek out such
teachers, parents, be aligned to student input;
community members, achievemant. —  Occasionally acting
and ather stakehalders upon feedback Lo shape
to improve student strategic priorities
performance; alligned to student
= identlfying the mast achievement.
efficient means through
which feedback can be
generated,
- Establishing "feedback
loops” in winch those
who provide feedback
are kept Informed of
actlans taken based on
that feedhback. R
2.1.4 | Wnltiativeand | Atleveld, the Director of The Direcior of Academic Services | The Dieector of Academic The Director of Academlc Services does not
persistence Academic Sarvicas fulfitls the displays inltfative and Services displays inltiative display initiative and persistence by:
criteria for Level 3 and persistence by: and persistence by: - Rarely or never achieving expected goals;
additianaliy: ~ Consistently achieving - Achieving mast, butnot | - Rarely or never taking on additional,
~  Exceeding typical expected goals; all expected goals; voluntary responsibifities that contribute
expectations 1o = Taking an valuntary - Qcrasionally taking on to district suceess;
accompiish ambitious responcsibilities that additional, voluntary ~  Rarely or never taking risks to suppost
goals; contribute to school responsibliities that district in achleving results;
= Regularly identifying, success; contribute to district Never seeking out potential partnerships.
comenunicating, and ~  Taking risks to support Success;
addressing the district’s students in achieving - Occasionally taking
most significant results by identifylng and risks to support
obstacles to student frequentiy atltempting 1o students in achleving
achievement; remove the district’s most resuits by attempting 1o
= Engaging with key signiflcant ohstacles to remove the district’s
stakehoiders at the student achievement; most significant
statelevel, and within | _  gpeping qut potential obstacles to student
the local community to partnerships with groups achievement:
G T and organizations withthe | ~  Infrequently seeking
district’s most | intent of increasing out potential




significant obstadles to
student schievement.

student achievement.

partnerships with
groups and
organlzations with the
Intent of increasing
student achievement,

IndiEwtor, IHighly Effective {4] JlCHective )" | mgrovement Necewary (2] [ Ineffectve(y)l
2.2 Buiiding Refationships
22,1 | Culture of At Level 4, the Director of The Director of Academic Services | The Dicector of Acdemic The Director of Academic Services does not create
urgency Academie Sarvicas fulfills the crastes an organizational culture of | Services osates an on orpanizational culiure of urgeney byt
criterla for Level 3 and urgency by: organizational culture of = Failing 10 align efforts of teachers to a shared
additionally: —  Aligning the etforts of parents, | wgency by: understanding of academic expectations;
~  Ensuring the culture of teachers, and other -  Aigningmajorefionsol |-  Failing toidentlfy the efforts of teachers, thus
urgency is sustainable by stakeholders to a shared teachers to the shared unable to align these elfons,
cefebrating progress while understanding of academic understanding of
malntaining & locus on expectations; academic expectations,
continued impravement; - Leading a relentless pursuit of while laliing to include
these expactations. other stakeholders;
-  Occasionally leading a
pursuit of these
expeciations.
2.2.2 | Communication | AtLevel 4, the Director of The Director of Acsdemic Services | Tha Director of Acadamic The Director of Academle Services goes pot skilifully
Acadamic Services fuifilis the skRHully and cleacly communicates | Services skiiffuily and claarly sid cleadly communicata by:
criteris for Level 3 and by conymunicates by: - Rarely or never messaging key concepts;
additionally: — Messaging key concepts, such | =  Messaging most,buimnot | ~  Interacting with a limited number of
= To the extent posiible, as tha district’s goals, needs, all, key concepts; stakeholders and lalling 10 reach several key
messaging key concepts in plans, success, and fallures; - Interacting with a variety groups end organirations;
real time; ~  Imeracting with a variety of of stakeholders but not ~  Not utiizing a varlety of means or approaches
= Tracking the kmpact of stakeholders, induding yet reaching all invested to communication OR Ineffectively utiiting
Interactions with families, community grougs, groups and organitations; several mesns of communication,
stakeholders, revising teacher associations, ele; -~ Utlizing a limited number
approach and expanding | - Utilizing a vatiety of means and of means and approaches
scope of communications appreaches of communicating, 1o comuminication,
when approplate; such as face-to-face
- Monlioring the success of conversations, newsletters,
diferent approaches to wahbsites, elc,

communicating to identify
the most appropelate
channel of communicating
In spediic sttuations.




not yet successiul in
securing cooperalion in

delivering input from all
stakeholders.

2.2.3 | Forging At Lavel 4, the Dicector of The Director of Academic Sarvices | Tha Director of Academic The Director of Academic Servieas fgogf not create a
consensus for Academic Services fulfills the cresies 1 consensus for change end | Services creates a comenius eonsensus for change and improvement by:
change and criteria for Level 3 snd lmpmvemmlhr for change ond improvement | =  Falllng to identify areas in which agreemem
tmprovement athiditionally: Using effectiva stralegies to by: and/or consensus Is necessary;

- Guides others through work toward 3 consensus for ~  Hentifying areas where = Rarely or never managing or developing a
change and addresses change and Impravement; agreement is necessary process far change and/or improvement;
resistance to that change; | -  Systematically managing and andhasnotyetbegunio | —  Rarely or never secking out feadback or

- Manliors the success af monltoring change processas; Implement strategles to secuting cooperation - making uniizteral,
strategles and revises =  Securing cocperation from key achievs that agreement; arbitrary declsions.
based on strengths and stakeholders in planning and = Managing change and
weaknesses; implementing change and Imprevemem processes

= Creates cultural changes driving Improvement. without buliding systams
that reflect and support and alties necessary to
buliding a consensus for support the process;
change. = Asking for feedback but

2.3 mlnn of Achlevement

the level of academic
enpectations;

2.3.1 | High At Level &, the Director of The Director of Academic Servicas | The Direcior of Academic The Director of Academic Services Jogs not
expectations | Amademic Services fulfills the creates ond supports high Servires creates and create of support high academic and behavior
criteria for Level 3 and academic and behavior supparts high academic sxpectations by:
additionsily: expectations by: and behavioral ~  Accepting poor academic performance
= Incorporating community | _ Empowering teachers and emectnﬂons by: — Failing to set high expectations or sats
members and other stalf to set high and Setting clear unrealistlc or unatrainable goals.
partner groups Into the demanding academic expectations for
establishment and expactations for every studant academlcs but
support of high academic student; occasionally falling to
expectations; —  Ensuring the use of hold students to these
= Benchmarking practices with proven expectations;
expectations to the eflectiveness in craating - Seiting expectations
performance of the success for all students, but Falling to empower
state’s highest including those with diverse teachers to set high
performing schools; characteristics and needs, expectations {or
— Creating systems and students’ academic
approaches to monitor




—
232 | Academic Atlevel 4, the Director of The Director of AcademicSarvices | The Ditector of Acaderic The Diractor of Academic Services has not
rigor Acadamic Sarvices fulfills the establishes academicrigor by: | Services establishes established academic rigor by:
eriteria for Level 3 and —  Creating ambitious acadesmic vigor by: falling to creata acadamic goals or
addiionatty: academic goals and = Creating academic pricrities OR has crested academic goals
~  Creating systems ta priorities that are accepted goals that are nearing and priorities that are not ambitious;
monitor the progress as fixed and immovable, the rigor required to - Consistently sels and abandons ambitious
towards rigorous meet the —district’s academic goals.
academic goals, ensuring academic goals;
wins are celebrated when —  Creating academic
goals are met and new goals but occasionalty
goals reflect deviates from these
achlevements. goals in the face of
adversity.
233 | Data usage in | Atlevel 4, tha Diractor of The Director of Academic Services | The Director of Academic The Director of Academic Services does not utlize
teamns Academic Servicas hiifilis the utilizes data by: Services utliizas data by: data by: _
criteria for Level 3 and Orchestrating frequent and | -~  Occasionally supporling | —  HRarely or never organizing efforis to
sdditionatly: timely team coltaboration and/for orchestrating analyze data;
= Data used as basis of for data analysls; team collabaration for | —  Rarely or never applying data analysis to
decision making is ~  Developing and supporting data analysis; develop action plans.
transparent and others in formulating aclion | - Occasicnally
cormunicated to all plans for immediate developing and
stakeholders; implementation that are supporting others in
= Monbktoring the use of based on data analysis. formulating action
data In formulating plans for
action plans to identlfy implementation that
areas where additional are based on data
data Is needed. analysis.




DOMAIN 1: ACADEMIC ACHIEVEMENT School counsclors utilize data, knowledge of current trends, and standards to impact and support
academic achievement and 1o engape all students in critical thinking.

idenlification of pusisccondary
oplinns coasistent with studenls’
interests and abulines,

seting and idemtihicabion of
pstsccondary nplions consisient
with studenis’ wnicrests and
ahilitics.

pesisccondary uplions consislend with
students” interests and abilities,

Indicaior Highly CRlective (4) Effective (3) _Improvement Necessary (2) Inefiective (1) Scorc

1.1 [ The school counselor Thie school cuunselor effecively “The school counscior moniors “The schuof counsclor momiors The schioo] counselor docs nol
utilizes data to montor utilizes dali to monitor student student achievesnent amd siudent achievement bul does nut moniter acidemic achievemendt,
student echicvement and | schicvemeni and works smnchimes utilizes the data o utilize the dota 1o enlince stodend
works collaborauvely collaboratively with stakcholders io | enhance student success throwgh | success.
with siakcholders to cohance student success. cullaboration.
eahance siudenl success.

1.2 | The schiool cusnseior The school counselor regulerdy The school counselor regularly The schoul counsclor sporadically The school counselur dues not
demunsimics knowledge | engapes in professienal engages 1 professional cngeges in professional development. | engage in profesuonal
of asrrent trends in developmen (e.p.. attends relevaal | development. developmeni.
student development and | conferences, webinars, courses, id-
acudemic schicyement. services, reads professional jeumals,

ele,} and incopories pew
knowlcdpe in hetflus daily work. | _

(.3 | The school counsclor Thec school counselor encourages all | The school counsclor genemlly The schoo) counsclor rarcly The schuol cosasclor does md
supporis 1ll students in sudenis m using a dectsion- cncnurages sisdents 10 Using o cncourages students w using o encourage students i using o
making decisions, seting | naking/problem solving madel ond | decisionsmaking/protlem solving decision-makwmg/poblcm sniving decisum.making/problem salving
guals ond inking in developing effecuve coping skills | model and in developing effective | model ond in developing ellecive madel and in developing clfeciive
appropnate aclion lo for dealing with problems. The coping skills for dealing with coping skills for dealing wilh enping skills for dealing with
achicve goals, cuunsclor nssisis wff students in pmblems. The counsclorassisis | problems, The counsclor rrely prublenis. The cnunelur does nat

sdenlifymg short-tenn and fong-teem | sume students in identilying assists students in identifying shon- assist students in identilying

goals and in developing approprate | shon-term and long-lorm goals tertn and long-tcrm goals or In shost-tenm and long-icrm guals ur

actiun plans. and :n developing sppruphisle tevcloping appropriate action plans. in developing appropnate achion
actume plans. plons,

1.4 | The schoot counselor The school counselor consistently The schoo] counselor regularly ‘The school counscior mrely provides | The school counselor does not
engages all students in provides opportunitics and suppodt provides opportunilics and oppoinities and support for students | provide uppoitunitics ond suppon
problein sotving, cntical | for wi students to engnge in problem | suppnrt for siudenis tn engage o | In engage in proflemt solving uml in for siudems ta engage in pmblem
thinking, and other salviag and 1 investigoting and protdem solviag and in investigating and analyzing concepis | salving and in investigiing and
acliviees, analyzing concepts and queshions. investigaling and analyzinp and guestinns. analyring concepts and queshions,

concepls and questions.

1.5 | The school counsclor Guidance actvilics and matenals are | Gurdance achivites and malenals | Guidance actrwitics and malenals are | Guwdonce achivsires and materiels
wittzes and requences appraptiate for sudents, designed 1o | are generalty oppropnaie fr partially apperogaisic for students and | are not appropnaie for dudemis
guidance octivities and make content and cnncepis relevant, | students, desigaed tn make engage some ktudents in apprpriole | ond do Rot engage studenix in
malenals o impact all and] engape all students in cunlent and conceps refevant, and | decision making. Sume acviies are | apprupnic decswn making.
students” acadennc deciston making. engage mast stodens in logically sequenced willun sadividunl | Activilics are nol logiwcally
nchicvement. Aclivires are duprcally sequenced uppropnate decision making. The | lessons, sequencetl within individual

withis indivedual lessons. majonty of activitics arc logically lessons,
sequenced within irdividual
lessom. -

1.6 | The schnol counselns The schoal counseior consistently ‘The schinol counselor generally The schiwl counselne rarcly guides The schor counselor dnes not
supports oll studems in puldes all students it establishing puides students in establishing students in cstablishing challenging suppont sludems in ocademuc
developmemaily challenging academic poals and clinllenging academic goals amd acadesuic goals and understanding preparativn essential for a wide
appropnale scademic understanding assessment resulls, understanding uskessment results, | assessmemt resulis, The counsclor vanety ol posk-secondary optiuns.
peepartion exsential for | The counselor assists all sudents in | The counselor assisis some rsely nasists students in applying
a wide vanety of posi- applying knowledge of pptinsdes and | siudents in opplying knowledge of | knawledge of aptitudes and imerests
sccondasy options. itcrests to goal setting and aputudes and iMcrests to goal 1o goad seiung and idenufication of




DOMAIN 2: STUDENT ASSISTANCE SERVICES School counselors assist students in developing attitudes, knowledge, and interpersonal
skills necessary for lifclong learning through effeclive |

programming and collaboration.

Luowledpe and interperonal slith

Mwlents to acquire e
sinudes, kinudedge nr

athiodes, knowiedge ne
micrmennnal skilis s that they can

nr interpertoral sifls so that they can
uslerutand aned respect sell and others anl

sbills vor thiat they con srderstamnd sl

Indicor Highly Effective (4) Effeciive {3) Improvement Necessary (2) Incflcctive () Scorc
2.1 | The sclnmd counschor psuns alt The schond counselor The schoul cuunselor 1ikn The schunl cupche racly encuurpes The sulussd cnunsetor dues Bot
sndents 1n atyiibng tic Avimdes, | conusienlly encoutuges encutrages shidents W aoyuge the sMudents lv acyinre the utikides, knuwialge encnunge students o acyuue the
Atitudes, knowledge pr intemernsonal

eulure,

10 help them uadentand and

respeet sell and nthers. nterpersonal akslls xnshat ihey | odersiand and respect scil ond rarely mindels appropaale helavinre. respec sell aned nthers and doney nnt
c2n uaderstand amd respeet scbf | mbers and models appmpnale mnuel apprpnate behavion,
and nthers and effechively hehavines,
madels spproponic behaviors,

2.7 | The schoul cuunsclor fecilitates all | The schual cotenschi The schnd cunnselor olien exploins | The schod cosmselor rirely eapluns the The schoud counscior does na
siudenis’ undertanding of salery convistenity capluns the he sudenis” ngii in o safe and sindents” ngin W u sale und secare schond explain the mudenis’ right o a safc
und survival akills pad implemems | stodents” right to i safe omd socure schnel envimament; helps enviroamend, helps srdents to differentiote and sexwre achond envizonmenl, hefp
PEEYTAUON pIngramnung in sceuce schonl envinmment; shwndents 1o JdifTerenuate suudions swations thal require peer support, suh sudents 1o differenuate siluations
support sudents® healiby pliysical, | helps ssunderns o differenttae that requare pecr suppodt; povades asustance aad prefessingal belp, asssts thal reyure peer support, adult
ancial, emntemmal, amd acadenue sitgatinns that require peer adul azsestance and pmicasinnal stadents o wently schoul and consmunity assistance and prfessonal help,
development including siakcholder | suppon; prandes aduk helpy; asvsts stoderts Lo idemtily TEL00ITES, OF MMpPlCIROMS ANy preveaunn help sidents 4o wemify schnot and
collaboraiion awniance and professional school and communiy resources; propramumung for nudents, communily resources, of implement

help: attsic snudenis Lo ol (eeplemants uny prevention any preventien prugrammng for
weniifly mumirces, and progrommeng fur students, stinfents,

impricments prevention

prugrimung for sodents or

sakehniders, -

2.3 The school counselor pmyides The rchinnl coumscior The schou] counsclor olicn The schnn| counseior mrely adibreses the The schond cosnselps does pal
dividual counselang, prwp consisiently addresscs the sbdresses the devesse acads of diverse aceds nf studenis by provding provide individu eovmschng, gmup
crunscling, classrnnm guidance, diverse peeds of stodents hy stidents hy providing wdividasl indivukial crunscling. group counseling, counsclmy. classna gualisce,
congpliaion, CNES ierveniion, powiding indivedsal countcling, group counsching, clusroom puulance, consulation, criss ennsultation, cnists interveniusa,
end sefermalt, t Hng, proup Jing, | <lastroom gusdance, coasultating, imervention, zmd refermls as appropriate refermals.

clatuuom gundanee, caus interveniion, ond relermis as
cunnilating, crMy spprpnale.

wrcrvention. 3ned reformals as

oppmprisie,

2.4 | Thechool coumetor provides “The xchanl eounschor The schoot counsclor lakes a The schnal coumtsclor smneiiriea pravades Tl xchnni coensclor never laket o
pervices bo oll simlents, fastenng a | conustemly prwides services | nmlbieulal or diverse penpective | aervices tn students from 3 mulucukuz] ve nrufiicultirst or diverme penpective
chear understamding of diversily, i 3l sudents, fostenng aclear | inin contuderation when penvuhop diverse perspective: and fimiers a clear Imn contideration when penvding
ethnicy, and eubiure, unilersiapdeng and appreciation | services (o stadents. undersuanding of divessity, ethaichy, and scrvices Lo sludents.

of diversity. edhnicity, nod cutture,




DOMAIN 3: CAREER DEVELOPMENT School counselors facilitate a comprehensive career program that develops un understanding of the

relationship belween school and work and supports student in the upplication of siralegies.

Effective (3)

Improvement Necessary (2)

{neffective (1)

Score

stccess and satislaction, amd
demomttaies knowledge of sndeonts”
hack ground, shills, und interesic.
Data wichude age-appopnate
TAIISMES, LACITAINE awarencss of
tnterests, chilives, aptnode, amd
values, The coonsclor uses this
knuwlalge tu meed sitlenls’ neads
o atxst on career develupisnl,

suceess wnd satisfoinm. The
eonnsclor promoles ifeloag learming
amd eployability sholls. Snoe datz
wutilized.

permsmal suceess ond salnlocten. The
coursclor rurely provioles lifclnng
tearung and eniployahility skolls,
Data 1s rarely utilized.

Indicator Hiphly Effective (4)

3.1 | Theschonl counselor Gacilitmes 3 The schonl caunsclor facHilates oge- | The schud counseinr fuiliu:lu uge- | The schautl counselnr rarely Facibiates | The schrd comnselor does
comprehenuve caczer program thal e ages sppropnaie career developnent, Fpprmanale career age-appropriate career development, not facliale age-appmpnate
spproprisie and alipned wilh leeal, sate, aligned wath jncal, s, and mannat | aligned wath ncal, vaic, uad mal aligned walh Incal, state, sad notional | career devtlnpeent.
sad natsonad standards, standanls, uhiliang notarde resources | standards, Outside resmurces are standasds.

{e5. Famuly, communiy, wark {nrce), | necasnnally used.
o cxpand carcer knuwledge and
CEPCNRCALEL.

3,2 | Theschom counsclor [cililates all studeris” | The schnad cownsclor helps o1l The schand crunselar helps all “The wchnnl counichw rarcly heips The schonl connscior dnes
understanding of the relationshep belween sudeats underatand the relationshep sudents undeniand the relationsing students understand the relanonstup not help students imderstand
acadermics, personal qualinics, educatlon and | beiween educational achievement and | between educations] achicvement and | between cducalingal achievement aml | the relaiumship between
Irumag, and the workd of vk, creer succeas, cyplains haw work: coreer suctess and cxplosns how work | carcer suceess and rrely eaplan baw | edocational achicyement and

cun help siudents ochicve personel con help studenis achicve perinal warrl: can heip students acheve coreer suctes wnl dies i

explain bw vk con help
srudents aclweve pereonal
auceew apd salisfacion, The
counscing doe el prmmnie
Kfelrng lcaming and
empluyabitily skijls. Dota
nei wael,

prueaoling bifcloog lcaming and
employabitity skifts.
3.3 | Taeschanlc J pports all stodents The crumselor comauentiy helps “The counseinr helgr stadenis opply “The counseiar rarely helps studonts The counne bt tocx nal hrelp
1 the applicaison of siralcpres tn achicve students apply decisw-ntaliog skills | dennonsmbing skills to creer apply deaision-prakeng skifls incareer | sisdenus apply decisinn-
Tuibsre suctest pad astisfaclion, In carcer awareness, career planming, | awarenese, career planning, couse avrarencss, careet (Hanmng., coine makenp sklls in ez
ctursg sclection and career selection and carter raAMtione. selection nr carcer iransiions, awarcness, career planmeng.
Insilinng, Studems arc cncouraged | Students are encoumged (o use Siudeats are rarcly encouraged lu use | course seleciinn of carcer
1w wse nrltiple rescurch and nabiiple rescarch and wiuonational research und infomutimdl researces | Uaesbuns. Studenls sre ot
wnfinmstingal resutrees i uldain resudeees (o shimn carrer 10 obdain carcer infontaion. encutmpal lu uie seseach
career infosmatinn. nlomation, unil sfarmatinnal rexurce
_ _ 1a ohizn cascer infonnation.
3.4 | The schoul counsclor collaborutively ‘The schuol counselor consaemiy The schoul cownselor oflen The schum] coarscior ey The schewl counielor does
annlyres data, wilizes researche-bated cnltabocates lo analyzr data, vhilize cnlfaboraies lo analyze dafa, siilize callaboraies ke analyze data, wilize nod analyze data, unhze
imorventions and develops pengmming tn | rescarch-based inderventions and research-hased inlerventions amd research-hased sierventions ol research-hased inlerventsins
ausist stdents in ocyuinng the atinnles, develop proprmmung 6 asust develop prograntmung 10 astist develop prugramanng 1o assst or develup programnung in
bauwledge, usd skills necessary for Lifelong | students in ocupuiring the susudes, students m acquiring the oitindes, stodents in scquuring the astsindes, ursist sludenis 0 cquinng
Jcarning and career readiness. knawledge, and stills neceisary fnr Lnowledge, and ikills noceasary for knowiedge, amb skills necessary for ihe attitedes, knawledge, and
lifehung leaming aad carcer readiness. | Wfclong keaming and carcer readinexs. | lifelimg leaming and carcer readiness. nti!ll neeessary For lifckng
g oiwl cureer relinets.




DOMAIN 4: LEADERSHIP LEVEL OF PERFORMANCE  Schoo! counselors adhere to ethical stundards, grow professionally, advocate

rehensive school counseling propram

{or student success, provide system support, and deliver a com

awarenos of siudents® neads.

back grounds, The schnal covnazlor
demonurates 3 direet wnpact of these
endlaboraiive activiies e studeniy,

atakeholders frone 2 vanety of
hack provuads,

Indicator Highly Eifective (4) Effective (3) Improvement Neeessary (2} | Ineffective (1) Seore
4.1 | The school connsclor establishes Die tountseine’s professnaal grals ere Professional goals are developed, Prolessianal pnals arc somelimes Professianal goals are ant
penfessinnal gosls and pursues cvidenced in improved personal, and the schoal counselor oflen established. The school counseior estsblithed. The schoul crunschy
oppeneaitics 1o graw proicsianal, and propram development. pursues applicable vpporunilies 1o | infrequently or indiscnmsinsicly thocs Nl pHirsie pppolumiies o
perufesivaully, {She is an octve member of unc o ot | scquire knowladge and enbance M sUes sppratiiecs i ueyuire new | uoyuire new koowinlge and slills
pewfeasinaal wganizativas ur aciunrks, skitls and pasticipates in the Lnewladpe amd skitls ond rarely ond rurely pasticipates in the
prfcasionz] commomity rticipates in the professiocal profoxaicii community.
coRMIURILY.
4.2 “The rchom commselr lakes a “The schnnl ¢ fof penvides contisient | The sehonl cnunschnr pravides The schonl cimmaclor incimsistently | The schned crunselor provides oo
feadership role as an advncale aml effective leadership o the schond coatinient and eifective [eadenip | promndes Jeadenship, by may not lesdenship—cither formal or
within the eounscling depasiment, | counscling program, the schonl. asd the i the schoul counseling program follow shrough appropristely se may | informat—in Lhe counseling
the schiool setting. and the comsumity in a way that dirccily benefits | and the schonl, net demnnisirale an effective epartment. the schonl scitmg, ur the
oy, stuadents, families, elucstinnal personned, keadersiup style, canunily
ptalfer cotumunity stukiclividers.
4.3 | The schoul cuniosclue callsbitates | ‘The school counseior demonstrates The schud cosmichor demuoasirales | The schuol counselur is wncunusient | The schoul counselor 15 n
with teachert, parcats, umld the cficctive cummunication skl wml cifective cummazication skills und | in communication end somemunily inc{Tective cummunicalir amd is
commumty lo advncaie for the collaboration with teachers, fanvbies, amd | collsb wiih teach 1, OR s effective with disengaped with teachen, the
success of alf students and morease | community stakichalders from a vanety of | familict, 2md community nnly a very soali populalen in the parenis ol conumndy
detrinient of ahers, sakelinkders.

cummumity agencies.

&4 | The schonl counselor sdheres in The schoul countelor tiways demonurics | The schoo! counselor Lypucally The schuol counselor typucatly holds | The school counsclor kas hrexchied
ctivical gomdands of the coucling | professional cunduct umd imcyrity: secks | demonstrowes pofessvmal conduct | o the ethical cde of the Amcncan cunfhientiality, The cuunsehsr
pavession, respeots sudenl uppropnLe inlervention services G and integrity: sceks appropnate School Counselnr Assnciation but demansirtes diseegand for laws,
confidemtiolity, and folows the sudent consylialivn, und/nr (climel) iMerveron services for sradent may fatl shiort of tlie ughot cthical policies, wml procedoses in a manner
laws, policics, amd proceduret, supervisenn; obides hy ethical sl fegal cunsultation, and/or (cEimcal) staplanis. The counschu’s diat covild biave led Wl 1
which gnvern schonl pengrams. crwles and secks ennsukatinn aad supcrvision; abndes by ethicatand | oonsistency in law, policy and studems, femilies, ar the educatinnal

supcrvision as necded. fegal cndes and secks consultation | pmecdune 19 questionable, missina of the sehwmd,
and supernition as necded.

4,5 | The school coanselor plans, The school counreling progmm is The school counseling program The schon] coumcliag progrmm The schuol cuumsching program 1
neganizes and dellvers an effcstive | comprehensive in addeessiag the consistently buikls the academie, scrves some studenls s facks data ineiTective and the schond counselar
sumiprehenuve school counseling ocadlemlc, career, and perzpaal/iucial carcer, dad personalsocial 10 suppon effectiveness, The school | has demansisaicd oo altempis 1o
rugram {withia Lhe rsources wf develupnent of ol) students. The sclual developrtent uf most siudenits in counselor 13 mn Jemonsirzivg make inpruvenend tu the debivery
tle schogl amd corpneation), cnuaclor demonsirates stiudent mxcoie the schanl, supportimg al least some | iniiative to impawe the schant sysiems, increase the stwdents

data that are dircoily sstribulable to the of this with sude oicome Jata covascling program. served, or evaluate arcas of
school counschiog progsam. natienlar sirengh or weaknesy.

4.6 | Theshool counselur provides The school enunschor serves a3 acollepial | The school countelor provedes The schaol eounselar pmvides soaie, | The schoed counseinr does ni
Fysiems suppor hy elffectively leader and patitive mie madel to provide managemenl acwvities thal suppont | bt ot sdequate, program the school counsching
mannging the selund cmnccling ansgetnen uciivitics that suppurt the the prugram ‘s ;muhm::. nranagement Lo the sebonl coassching | propgrom witli eny prigram
penpran, ax well as supportsng cuinseling pragean, sdvucaic fur ol [ g. il Y pmgum. The schonl cmenschng v nussgement activies. The schionl
other cdocatinnal programs and sudenta, ond promote etbical stambands saatives in a wuy that sd ACTH In aupp g niber entsicior 1 ot invnived=oris
sudent serveces. Note: This nay with swidenis, schoal persnnned, parents, for all shudents; masls icachers :ducnamul or studcut servces Anmmally insolverbesin pmvading
nchuslz nther schnol doues aml CORMTIUONY Dpencies. with the iegration of gunlance programs, Suppodt bo sther edocalinnal e
angned by the administation, acunrhics wilo the cumcukum, aond UM $eTVICES PIDErAmAURE
providel these zesigaments do nol shares cthically appropnale thmugh panneniops.
nierfere with the counacling wnformation ahout stwdents with
prugram wad scrvices fu shudes. schou] personpel, parents, wnl




Domain 1: Teacher Effectiveness
Great principats know that teather quaBity b Lhe mast important in-ichool facier 1elaling ta student achwevement. Principals drive sifeciiveness thwough (1] thew role as a human capltal manager and 12} by providing insuuctional

Ieadership, Ulthnately, princpals are cvaluated by theie abifiy 1o drive teacher deveiopment snd imgrovement bated on 3 system that credibly differendistes the performanes of teachers based on rigorous, fair definitions of

teacher elfectivenass,

[t ———

B

AL Lavel 4, 2 principal felfiils tha criterta for Lavel

1 and additienaliys

= Monlionmg the sffectiveneis of the sysiems
snd ppparoaches ia place vied 1o recuit and
hira teschers;

=  Qomonctrating the ability to increase the
cntirety or ignificant majorky ol leschert’
eliectivoncss 21 evidenced by gaias n student
achisvement 2nd teather evalurtion nesulls;

= Articulaling, recruiting, and Lveraging the
perioazl tharacteristics aswoclated with the
suhools stried vislen [Le, diigent individuals
0 54 A rigorouy school culture].

Prindpsd

its, hires, and supports taschers byt
mw-wltuMWlﬂlhd
effectiveneds 21 tha prmary lactor in recruding,
hiring, sevd sssigning decfsions;
Demonurating sbibey to Increase mest teachers’
clecthveress as evidented by galo in studenst
achicvement and growh;

Aligning perionnef dedslons with Use vitien snd
mission of the schaal

Princips] recruits, hices, snd supports eieciive

trachers by:

- Oorauowally unng leatherns’ displeyed levels
of eifecrireness 83 the primary facion w

Prindpal ot naf recruit, bire, or seppen eifetrive

saschars who shara 1he schoel's vitken/missien by:

= Raely or mever Lung lrather effectiveneiina
factor in tecninting, hirag, of Swgrng

secrwiltng, hiring, and Migning decuion: OA
wing disphayed levels of effectveners 2t a
secondary lactor;

- n:nnmllvwlmg&:ﬂnd‘a
vhilon/mission (o HR dethilom.

= Ryrely or nover demonstrating the ability o
Incresin teachets’ cifeciivenety by moving
teachers dong stfeciivencus ratings,

- Mumuﬂmﬁuﬂmﬁ

ion 1o Hit degl

1sachan

Al Level 4, 3 princigal fulfiis the criterls lar Level

1 ard ndditianally:
- Hw!m‘m“ﬂlmuﬂﬂm
I ntrmitly knerove the
ndulhnprm

wmumummm

Cresting the {bne sndfor resowrces neceisary jo
eraure the scourate evdludtion of every tesches
the building:

Urdag seacher evalualions ta cresibly ditferentisie
the performuance of teachers as evidenced by an
alignment betwetn teacher evekartion sesults and
buiding fevel perlormance;

Following procestes ond procedores oulined in
the corporauen cvaluation plan for 2l stall
mambers

Principal prinrhites ard applles testher
evalustions bry:

= Crasong insulficiest lime andfor rcsounces
necessary i eniwre the achwaie gvaluation of
evtty leschat in the balding

= Uhing weacher evaluations 1o parilally
dlivenlste the perforrmance of sather;

= Fellowing mast processes snd procedures
owtined In the corparation evabiiation plan for
1 seadi membary.

Principal gati pot priaritiie snd spply keacher

avakistions by

«  Folling 10 treste the Ve andfor resgurtes
AeCeAsary (o eruwie the scourals evalustion of
avery taachar in the bulding:

= Hargly of ncvet wting Lescher evalatianto
Afferentiste the parformancs of 1sachwrs,

= Fafling to lollow all procerses snd protesses
ouined o1l cosporation evaluation plan for
stalf members.

1 Far new teachers, the use of student teaching recommendations and data results is entirely appropriate,
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Highly Efectiva [4] &

i Btectve 3~

1| mprovemnent

[ methrive (13

Necouuary ()¢ —
Prindipal or chvestrates s¥gned pradesyioaal learning

= - - s
L13 | Prolessianal nlnda.anludnlfulﬂu&-uﬂtﬂahrlnﬂ Prindpal orch profesona! Learnk wmmm-mmmm
developshem 3 and wdBilenalty: ml!uh'r opporruaities tuned (8 ol ered by § opP dte 1Ll needi b
= F } ing kearning opp dirsin - ing opporiuniiiel o » = Provding generalined fsaming opporiunities = Pioviding genetlc or low-quality ltiiming
Muﬂywluhiomnumnm mlondﬂmﬂmﬁwmum aﬂmmihpﬂdmhulmrdmlw opportunitles uniriaed 1o of uniaformed by
perrs; acidemic perioymance data snd sedcher teachers bavrd on siwd student seademic performanca data;
- Monltoring the impaci of implemenled avahuation retuits; pariomance dala; ~  Providing no ety ko loamst of karning
leaming opporiunitizs on ttudent = Providing leaming opporiunities in 2 variety of = Providiag leatning opportundies weth hitthe opportundles;
athigvement; formats, such xs instructional cosching, variety of lormat; —  Falllng to provide profeuiona] [raming
- [lﬁdnllyuumnmmum warkihons, team Meetings, glc. = Proviing didferentlaled leaming opp iies Bated on evahiailon reslis.
profesth lluma; riunities inoidet 1o | = Froviding diffeventistad lesming opp Hies to oppariuwiles 16 tedthest in tome mestute
maslmnize thne ....‘ dicated tn teachen baied on evaliation results. bsied on evaluation resuks.
leaming opponumdties.
114 | Leadership A1 Lave1 4, & principal ks the ariteria for Level | Princps] develops leaserhia snd takent by mlmumupauuhmw mulmmmmumw
and talerm 3aad addidonaliy: = Onigning aad implemeniing succession plans (e.g. Orvigning and implementing sucression plam Raeely of naver desining and
deveivpmant = Ehtouraging and supporting leatha? carenr l3ddess) eading 1a every poshion inthe {e.g. carver laddeer) leacing 10 some positions mmimphm(c_;unmumlcmm
leaderthip and progresiion on career ladders; schoal; Inthe sthool; pordtiond bn the school;
= Syitematically proviiing oppartunhies for = Providing formal and Infermal cppanundties 1o = Providing formal and infarmal apoonuniiies 1o | =  Rarely or never provides meniarchip 1o emerging
cmeping leaders \n distinguish themichres menos emerging lesders; mentr some, but net al, emerging keaders; lesders;
and giving them the authority 1o rompieic the | = Promoting suppent and encouragement of r | = Frovidng maoderale suppart 3mid = Prinnding na Wy and g of
Ink; teadershin and growth as evidenced bry the ereath - 1 of lesdership and groreih 2 laadership and growth;
= Rerogniting and calehrating ging lasdan. of and aviigreme s 1 lvadership povitiont ar evidented by 2rignment to naisting leaderih = Frequently atslins iespomibities withewt
[ratning opportunities. pnmm-.tu»u{npadhpuﬂemm allocing necessary shorky,
o pteomenodite emerging aad develogiag
leadars.
115 Delegatian At Leve] 4, a prindgal lalllils Uy coriteris lortavel | Prindpal delegates tyiks and responalbiities Princip sl deley. ki and rrsporaiiiiias Princips! does not dedegate tashs and respensibiiles
3 and sdditionally: sepropeinicly by appropristaty by: wﬂvm
= Ent £ and tuppariing st bersla | = Seshingout and sulecting sisH membars for = Oxerasionaly g out and g staff Mkunenuuﬂh;nundu!ulﬂmﬂ
|¢d:umpnubmh|: incxeased responsibikty basved on thelt meptnbiers for lncrasiad rzipomibiity bated on d sespormiblity bated on
—  Maniioring snd supporting stall wa a Lashion nuabicationt, performante, and/or eticttivenets; their qualilicotions, peeformance andfor |lwmmmmmmanﬂv
that develops thele sbiSity to mansgetnlsand | =  Monitoring the progress towands sucttess ol thowo etiectveness; effectivenesy;
rponulbifites 10 whom delegailons have been made; —  MahiloHng camphetion of delegaied tasks = Rarely or mever moniioeing comphetlon ol or
= Provng suppont 10 stall members as needed ﬂlvcmnmeks.bu not neccyiatily progrest loward delegaied wnk andfor
i camph respensibitty;
- mmulmmmnmt = Rarely of nevet praviding support.
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Effactive

.uhvdl.npmlh_hlﬂ-hﬂlnhlumﬂ

| Etfactive {3}

Hecesary (3)

hd‘ld\tllL

Wu&mmmn-wmmw

Prhdpa!uumﬂmmuw

Wmmuwlmmumm

L1.6 | Sered.
asgament’ | 3 und sddnienallyz - suuqumwwm-unmmmmu Instruction by: instruction by:
- 1 ging 1escher eliect o hather phary hfications. = Systemalcally sasgneng teachers and vall 1a - Mﬂgﬁngimhﬂlmdulﬂhudw
generale tiudent sporess by awsigning perh -nd‘ d effecth employment poitions bated on seversl Iactors pusely on guahfications,
leachers and s1all 1o professional lesming mmmlhammlmmﬁﬁqm without alwrys holding student academic mhnl:uunf‘ fon, or othet de i
communities or olhat tesms (hal phl evit bor o8 q nards as the Bl priorily ln asigrenem when not direcily reisted ta student kesmning or
ingividusl sirengths and minknlie - Su iy acgnlag stal 1o taacteers and pouhile, academie neodt.
weaknesinl. ciasirs 23 neceithny 1o tupport Hudent
achlcvernent,
117 | Addreuing At Leved 4, 2 princpal Tl she cherla for Leval | Principal addresses leachers fa nerd of (mpravemand of | Prietips sddresiat leathers bn need of Prindgul fust pet addeeis leachens In necd of
taadunwho | 3 asnd sddRlonsliy: Inetfettive byt Imprwvement of Inetiective by bmpesvement or dnefiective byt
sninpesdof | —  Staying bn hequent communication with ~ . Developing temedislon plans with teachess rated = Otcaslonally monitndag the suecess of = Occavonally, rarcly ov never developing
& hers pvt re plans to erune a3 mettectvn or mneed o imgrovement: rermediation plans; semediation plans with (eachers ted ny
ot neifective NerEIsMY tipport; = Moniloring the of diavian plant; = Oxcaskanplly icllawing stautary and ineliective or in need of Unpiovement;
- Traching remediation plang io order tanform | = fnhuh.:mmmmmulhmueh mnnlhnmehwndqnlnr = Rirely or nevar monionng the swess of
futue decstions abowt effectt of certam g out of Eng lor dijent 1 g for o d inadlestive remedution plim,
supparts, Ineﬂcmnahm. leachers = Rarcly or neves fokawing statuiony and
. -lwl- fing out or
recomm ending for didmissal inetiettive teathers.

¥ This tndicator abvicutly atsumes Liere is ahity of Ieader tamake thesa decisions.
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e T v Wecsssaey O “Tsfectn i
At Level 4, 2 principal hulfih the criterts bor Lavel | Principal tupparts 8 schack-wide butractionad vision Principal supperts 2 1cheel-wide Instractions| Principa) goth ol wupport & schael-wide
sislan 1 sad sddbianaty; lmMmlﬂJnin ﬂﬁn-ih'mhﬁnbr Instructianal visien snd/er mission by:
= Oclining long, medium, 3od short-lerm Corating a vislon andfor enission based on 3 spediic Croating 2 vislen sndfor inlision basedona - Faflag to adopt 2 school wide imtructional
spplication of the vition andfor mulan; rmexwrable, ambitions, rigorous, mrid ety spetific mensurstie, ambltious, rigorow, snd wirion anslfor e
= Moaliaing snd messuting progracs toward instructionsd gealish; tinaly; Insinactional paalfs]: = Deflning 2 sthaal-wids insiructional viden
tho school's vision and/or misulon; = Defining specific intiructions] and behaworal = Making significant by dedisiant without avulfor mlnkon Lhs) ks not spplied to dechions;
= Frequently revitiding and discusiing the viion actlona aked 1o the schools vislon snd/for misslon; alignment fo the vidon andfor misakon; = [lmplementing & ithoalwide Inttructions! visien
andjor mistlon to ennre JppEETENES = Emuring all bey decislons prealigned inthovision | =  Culthating a lewe] ol commiiment 10 and without cuitiating commument e i ownership
and rigor; sndfor misslon; ownerp of the schaol's vislen sndfor of the vivion andfor mbision, a1 evigenced by s
=  Cultivaling compitie commitrment 1o snd = Cultiveliag Wment lo and hpof the mitsion thit cnrapiudsies some, bit not 2, lack of student and Ieacher awareness.
wemenhip of tha scheol's vision sadfor school's vision sidfer mitslon within the majosity teathers and ptudemes.
adtakon lully within the achoal and that of the teachers and students, at svidenced by the
1pepads to other stabeholdet groups. vivion/mbition being communicaled comlitently
andin a variety of ways, such at in cinsrosma sad
d in co long with laachers snd
students.
122 Clasmoem nmg--mﬁmmmum Prindgs Utes dasretm piasrvetions Lo lupport Principal ines cdasuroom phservellens 1o tuppert Princips! 224 tiarsem pbisnvelieons 1o suppert
abtervetions ludm student scademic schisvement by: studert scademic achieveran by stwdent scadesmic schlevernent byt
Creating syslevm and schadulet riruriag 2 - Valting sl 1eschers lreguently [snountad and = Occadenally viuting lsathirs to obienve = Raraly or azver visting teathers o obnerve
teachers pee lrequently obierved, and these vasnnownted] 1p nbserve instruction; Instruction; Ingd ruction;
observitions are wnderstood by the principal, | =  Fregueatly analyzing studest porformancs data =  Decaslonally anasbyring siudemt performande = Racly or nevey analyriag studord pericrmance
restivers, aned studenis Lo by an sbiokae with taschers 18 drive bntruction sad evaluats datata drive Instnuction evaluate nstructional dais OR lacking abiity (o detive maaning irom
peiaviry; mmquhr quainy; enalyils of daia;
= Manltaring the impac of fedbark p d |- Previdngpr udad-ﬂlekmdlo = PMovidng intomsten or ineflectwe fosdback | =  Rasely or never providing feedbach to (eachets
o teadhers. mmm:hmlat ot ook o teachers ahd/or thit i not sieved st ar comirtently providiag leedizack 1o leathen
Mnmmwnmmu ivprerving studem putcomas. that s compleiely unrelated 1o student
[N oultomes.
1328 | Tmacher nm;-mlh’ﬁsmmmm mlmmmw Princips| supporta tLaachar coftaboration by mmmmw
exlishoration ll!ild‘lhrllr Estabiishing 3 cultewe of colaborstion with studert | =  Establishing » cudture of collaboratien without Fafiing ¢o extablivh or support m e of
Monlpring coltaborative etforti to emore 3 lepening aad oclievernent ot the cester &8 2 thesr or evplicit loous on srudent leaming snd eotbsboration rhrough nat estihideng systemy
constant focus 01 student learning; evidenced bry pysterms such 09 tommon planniag achievement; tuth a4 commen planning petiods;
= Traching best collaborative practices 10 tolve penods; = Supporting and encouragiag lasmwerk sad = Dittouragiag Icamwaih, opernesy, sad
stpooific dhutienges; =  Entmeraging tosmwork, reficction, convertation, esilaboration Ln a limited number of wayt; colicctive problem sniving by Tating Lo provide
= Holding rolisherating teams aczountable for sharing, openness, sad ollective problem solving: | =  Ocexslonally aligning teacher collaborative stalf with informatien pertniaing te problems
Theis teulis, = Alignng tracher eolaborative efforts 1o the schools eiferts o inctnacons) practices. andfor tganring feadback;
vislonfmision, —  Rarely o never aligning teaches molatewative
riions horal pw e
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= TR ot — [rweemwhen 0] (e i
1.3 Lasding indicalors of $tudent Lasrring =
Plenning sad | Al Laval 4,  princinsl faifiily the crituris for Lavel | Principsl supparts the planning ! development of Principal supports tha crestion of Student Leamning | Printipad foiy got support the craation of Stadent
Deveioping 3 anad sdditionally: Studant Lysming Objectives {FLO3) by: Objectives (1L0s) b hmmm
Stwdent = Hifalng SLOs ms tve basis of 12hool-wide = Organising and leading opportunities for = Osganiting, but anly sttauaslly laading or Faliag 10 orpanire/provide opportunitles lor
Lesarning goals, sndjfor tha vition and mission; rolisbaration within depariments and acrnss grodes participsling in opportuniles lor ilabormtion, tenches eolisharatinn;
Objectives —  Communicaling with conwmmicy members, in developing SLOK; o developing the Pralemt S prucaies = Faiing to meet with teathers ko look 3t baseline
parents, and other ftabeheldens the puipote | - Collaborating with Leschers (o ideatly standards or netesiiry for coltabarption to ocrun; @312, wefeny ausenumenis, and set S0
and progress towandy SU0s; Ak b0 be asscrurd; = Decasionally collsboraling with leachen ta = Not mestiag with taschers teoughout the year
= Emuring studens sre pware of and con = Colisboratig with lsathers to developfaeiect Hemify standands or 145 1o be atsessed; 10 look 24 pragress towards goalt.
communicale the academic grpectations auriiments tn evehiale averall 1tudent progress; = fooming on 1eachers with sxisting comerion
inimcmhlmh«nnu mwm‘um&mmuﬂm suasmenty, but failking Lo heip thoie who
- 8, Hialf, and stuslends to need Ihe mast help in develsping ssbniments
mummetm - mmmﬂswwhmnmmdmw —  Working with toachers only oceasonally
tawerds ULOs; drive the devel 1 ol SLOM that sppwoprisicly Ihioughout the yoar to mesiure progrest
= Ravisiiing the ure and design of teacher snd uiemi«unmupmmcnmm towards poaly;
scheolwide Iracking took. - Systemuically g wihssahers nltar = Deeatlonally ensuring mo 1cachers utlise
and revialf SLOs tiwoughout yrar &5 ReceIsery. (ratking ool 1o shew student pragress OR
= nilging 2 iraching Yool 1o mosilor sthool wide trmching 1ools vidued do nol measure pingsesy
progrens on SO tewards 5104,
= Ensuriag tescharn utikse o Liacking 1ol Lo show
— _ Muodent progres Lowards SLDT,
132 Bgorow A Lavel 8, apeinddgal felflih the criteris for tawd | Principal cremtes Horin SL04 byt Prindpal crentas riger bn 3L0s byt Principal creates riger in 51O by:
Student 3 and pddiionatiy = Eniring Wwachers’ 103 dafing dealred outtomes; = Allawing \eachers (o sel lower cxpestailont lar | = Allowing lor putcomes 1a be benchraled taless
Lsamning = LiEaing rigoroct $LO o defing asd lead a —  Enturing astrusments viad morrespond La the ihe growsh of some studenls than others, 3nd than typit growih;
Objectivas uhaol’s culitwe 304 seme of wgeney; mmnnmnm Wity bs eetccted I SLOs; = Failing ta aueis basaine knowledge of students:
= Estabiithiag anon-going culture of losking 31 | — . 23 arx benchmarked to Mgh = Anruing bascline dala that mey et be — Falling to 1riett avrzssments that me
data and progress towardt SLOY inwvolving all e3pectations, suth a3 intevnational stangarth andfor wifeciively uied Lo ataats students’ Stariing sppioptiaiely Migned Lo comtent standardy,
stz members in the school reguldily e tting typacal to high growsh; poinls,
1a Lotk sbount tats and imvtructionad practice, | - Ermuring an snalyls of previows year's stwdent dala | —  Sefecting and aliowng (o6 sassaiments thet
s inciuded in the developrment of SLOL may nol b sporopristely sligned 10 state
= Ensuring 3101 arc letined o demonstrable gaing In toaent sandards.
studderns’ masiery of academic standards 26
measured by schievement and/or growth.
133 | Isstruclionsl At Liel 4, 2 principal Fulfi the criteria lof Lave) mmmmmm Primcipal supports lenructional tme by: Principal gess nof suppert instruciionsl thre byt
e 3 and sddtionaliy: ~ wal ol di ofimtrocdiorsd | = Remuoving major sources of datractions of = Faliog to eitabiith 8 culture in which
= Syvematically mossiorns the wa ol instructional time; Instructionsltime 4 the prority, o cridenced by
inttrucsiony] ime 1o creale ienovative - nmunmummm = Atiemptieg ta promele sanciity of dhscipling iy, attendence, intermuptions o
oppurtunities lor increated and/or enhanted | = Ensuring cvery minule of instructional tme b inatructionat time but is hindered by haues the school day, 1
fnsiructions lime. muzimlsed in the service of student leerning end such a5 school discipling, lick of Mgh = Rarxly or never profmoting the Liacity of
athieverment, snd ke rom dittractions. erpactationy, eic; insructions) lime;
=  Ocragionally strwing UnnECCLIETY mon- = Frequenily stiowing snd/or cacouraging
Instructional eventa and acibvisles 1o laterragt unneretaly Bon-imirectional cvenss and
Instrectionsl tUme. mmuinmmwm

Flaal = B/3 /2012
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Domain 2: Leadership Actlons
Great principals are deliberata ln making declslons 10 raite student outtomes and diive (sacher effectiveness. Certain leadership actions aie eritical 1a achieving (ramiormative results: (1] modeling the personal behavior that sels

the tone for all student and adult relattonships bn the sthool; [2) building refotionsiips 16 ensure sl key stakeholders work effectively with one anethet; and {3] developing 3 schoo] wide culture of ochievernent siigned 1a the
school's vislon of success for every student,

= er"_'“‘! == —— 1||mmnﬁimltul_thmf";..T:"“u_——'_._;::'?
211 | Predesslonalluw | At Leve| 4, a principal fulfitis the oiterda for | Principal displays professionalism by: Principsl suppons professionalism by: Princips| does not support professionalism
Level 3 wed additionatly: = Modeling prolessionad, ethical, and sespecthd | = Falling 1o modelpnofestonalismat ol | by:
- Articdstes and communicatos behavior st all times; times but understsnding of = Falling to model profcisionalism at aff
appraptiate behavior 1o all stakeholders, |~  Exparting students and colieagues 1o display professions| evpeciations as evidenced times, and oceaclonally modefing
Including parents and the communky; professional, eihical, and respectiul behavior at By not acting tounter to these behsviots counter 1o professional
=  Crezies mathanisms, systems, andfor ol thmes. mipectations; expeciations;
Incenthves 1o motivate students snd = Orzasionatly holding students and = Rasaly or never holding students and
colleagues to display pralessianal, ethical, co¥eagues Lo prolesuonal, ethial, and colleagues 1o professional, ethical, and
and Sch¥uies M 38 s rexpectiul behavior enpectations. fespectiyl behovior gapactailan.
212 | fime AR Level 4, n priacipal fullills the critariafor | Princlpal manages tme effectively by: Principsl mesages time effectively by: Prineipsl mansges tima effectively by:
management Lavel 3 and additionalty: = Establishing yearly, maniidy, weekly, smd daily | =  Establishing short-lamm and fong-term | = Rarely or never pstablishing tmely
- Monlioeing progress soward established prionties and objectives; objectives that are not cloathy a¥gned objectives or prioitias;
yearly, monihly, weekly, snd dally = |dentifying and consittently prioritizing and connected by imermediate = Regularly priotitizing aalvithes unretated
peiorities and objectives; activittes with the highest-leverage on student objectives; 0 Hudent achlevement;
= Manlioring usa of Ume to dentily areas achlavemnent. = Occavionally priorilises activitles
that e not effectiesly utillied; unreisied 1 student schisvement.
213 | tuiog feedback | AR Leved 4, a principal fuliills the criteris for Principal uses feedback to dmprove student Principal uses feadhack 1o knprove student | Principal does poj use Feedback to kmprove
\a improve Level 3 and sdditionally: perfannance by: periormance byt rudent pesformance by:
student —  Devoloping and implomenting sysicms = Agtively soliciting fecdback and help from afl = Accepls feedbach irom any stakehalder | = Regularly avolding or devalulng fecdbach;
patformance and mechanignzs that generate fesdback key stabeholders; when h Is offerad but dact not aciively | ~  Rarely or never appiving leedbatk lo
and advice from siudents, teachers, = Aciing upon feedhack 1o shape strategic setk out such inpul; shape priotitics.
parents, community membert, and other prioritles tc be aligned io student schievement. | — Oczasionally acting upon lerdback 1n
tiskeholders (0 improva student shape strategic priosities aligned 1o
petionmance; student achlevement.
= |dentHying the most elficient saeans
through which feedback can be
generated.
= Establishing "feedback loops® in which
those who provide feedback are kept
Informed of actions taken based on that
feedbach.
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and addeessing lhe sthool's most
significant obstacles 1o Sudend
achievement;

= Engaging with key stakeholders at the
disteict and s2ate level, and within the
local community to crzale solutions 1o
the schaol's most significant ohstacles lo
student achlevement.

ta remave the school’s mast significant
obrstacles 10 student achievement:
Secling out polential parincrhips with groups
and organirations with the imten of increasing
Mudent achievement.

« Qeccaslonally Waking risks 10 support

conlribute to school suecess;

students in achlevng results by
Hrempung la remaove the tchool's
most significant obstacles la student
athevement;

Infrequently seeking out polential
partnerships wilh groups and
organizanions with the intent of
increasing student schuevement.

21,4 | Initiative and AX Levei 4, o prindgal fullils the criteria for Prlndpal displays inltlative and penistence by: Prindgsl displays inltiative and pansbstancs | Principal oy not display inttisiive and
parsistence Level 3 and additlonally: Conslsicnily schicving cxpeeted goals; by: persistance by:
= Exceeding typical expectaiions 1o = Taking on vohmtary respontibifitles that = Athleving most, but nol all expected = Rarely or never achieving expected goals;
accomplish ambitlous goahs; contribuie ta school success: goals; = Marely or never takitg on addetional,
= Regularly identilying, communicating, ~  Taling niks 1o support studenis bn achleving - Occavonally 1aking on additional, viluniaty respanalbifities that rontribute
results by [dentifying and frequently attempling volumtary responsibiftles that ta school success;

= Rarely or never 124ing rliks (o suppan
sudents in sthieving results;
~  Never seehing oul protemial paninerships.

Findl -~ 8/1/2012
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Asking for leedback but not yet surcessiul
in securing tooperation in defivering npul
tram afl stshehalders.

= —" Fa|mmm | Inefeciive (2]
(22 —
431 | Collerzof At Lewel 4, b princips! futhilly tay crtiesis for Lol | Printips| rastes pa rgenlistions| aultore ol yim: | Principl an ey e of Printipal oy ni crasie n pripabatiens] adias
wgency 3 and sddidensily: = Muhnﬂwdmml-ﬂm m-«lm af wigescy by
= Emsuring the culure af urgency s sustainable andd ather sskeholders 10 3 shared understanding ol | = Aligning major ciforts of siudents and —  Faling 1o algn ciferts of siudents end
by telchrating progress while malalasining a academic and behavion) epetistions; teachers to the thared ondertizndag of 1cachers to 8 sthared imderttanding of
focus on tominsed Impiovement; - Laadiag arslentics peneh of these rzpeciations. scademic and brhuviond erpectatdon, ocademit omd balavior erpectationm;
while loiing to include other stokeholders. { =  Falling 10 identily the efforts of students and
= Otcmionllyissdng » pusswil of these teachers, Liws unable to align 1hese efforts
especiations,
111 | Commurdcation | At Laveld, o princigal huiftils the criteria fer Level Ww-mmmm wmnmmmmm Principsl glogs net shialty snd teadly
T and ndditionally: Messagiog by tanceoty, suth 33 the whool's posh, Mestaging mong, but not al, bey concepts: | commwniente by
~  Tathe estent powsible, metlaging ey needs, plang, succesa, and fallures; = laeracting with 2 vasicty ol stabeholders = Rately or never maisaging hay conceps,
CONCEDRS in taad Une: = Inlcyacting with a variaty of stakeholders, inchuding Lt vt et reaching 3l ivested groum and | = Inloraciing with 2 Umiiod number of
= Teacking the bnpact of isteractions with sudenty, families, comwmunity groups, central gifice, orgenizations; stakeholders and latling ta reath severol hey
sishebeldery, ravising spamach and tescher maociyl lons, #ic = inilting a mied numbes of maans and rouns snd orpanisationy;
erpanding scopo of rommunicxiions when = Unditing 3 varlety af means snd approaches of approaches (o communication. =  Notulilizing » veriety of medns or Approiches
spptoprate; commusicating, such 28 1ace-to-fate Comveristions, 10 communication OR ineliecively IRGong
= Monlipring the auteess of diferem newdeiters, weinktes, eic. tevedal maans of communication.
approsches o communicating 10 identdly the
most aparopriate channel of comenunicating
n speoific shuations.
213 | Forpieg AL Lrwed 4, 8 principal fulfllly the eriteria for iavel | Principsl ersstes o consensas fer thange and Principal creates & tontemus far changs snd Principal jor1 nol craaie 3 consensin fee dange
comansrs tef !“m Inprovesant byt Wubr uldlmpmmhr
change and Gutdes ottvers tvough change and sddveaiet | =  Eing effetive stratagles to wark boward 2 Mentiying 21521 where agreonemt n Fading la idenUfy aeeae in whith agreement
Wnpttressstyst reustance tn that thange; consensus bor change and linptcvement; necessary aexd has not yat begun lo andfor conseniai M netesLary;
~  MonMors the uecess of rstegies andrevises | - Systermatically managing and monktoring thange Implemant strategles to schieve Ihit = Harcly or Bever managing o develaping 3
based on sreapths and weaknester; PIORCILES; agreement, proceas for change andjor lmpravement;
= Crestes culteral changes that reflect and = Seturing cooperation hom key stakeholders in - Slanaging change and lng nt - Mkuﬁhukﬁm:
sepport bndiding a comentus ot thange., planning and implernenting thinge ang tiving procmses without bulding syrtems and y cooperation — making ok,
Inprovemnent. 2¥cs heteasary |o wpport the procest; wbitrary decitiant.,

Final = 8/1/2012

12|Fage




At Lavel 4, a princigsd RulfTlls the aiteria for | Principal creates and supports high acadamic and Princpal ercates and sopports high Prindp goes not rraats or suppert high
cxpactations Level 3 and sdditionatly; bclluhnlpmuhmbr scadamic snd behirviors! copectstioma by: | academic and bahavior expectations by:
= ncosporating community members and Empoweting teachers and staff la sat leghand | =  Setling clear expactations for student Accepling poor academic perfarmmance
othet paitner groups into the dermanding academic and behavior scaderucs and behavior but andfor student behavios;
estabishment and support of bigh espectations fof every siudent; oteavionally [ading (o hold students la Falling 10 sei Ivigh expectations or sets
cademic and behavior expettations; ~  Empoweting studants to sat high and these expettaions; unwealiste or unattainable goaks.
= Benchmarking expertaiions o the demanding expectations for themselves; ~  Seting espectations but failing ta
performance of the stale’s highest ~  Ensuring that students are contlitently learning, empower students and/far 1eachers to
periorming schoals; respecthd, and on tagl; sei high aspeciations for student
= Croating Fysicms and spprosches 10 = Selting clear mxpeciations for student scadatme and behavior,
monkor the [evel of acaderic and atademics and behavior and caiablishing
behavior capoctations; consistent praciicas acrots clazsroomd;
= Encouraging a culivra ln whith siudents | —  Ensuring the use of practices with proven
sre sbie to clearly articutate thelr diverse efiectiveness in creating succets for all
personal academic goals. students, inciuding thase with divenia
characteristics and needs.
232 | Academic Al Lavsl 4, a principa! fulfiits the rhetia for | Principal establishes academic rigar by: Principal establishes scademic rigoe by: Prindpal 12 not established scademic eigor
rigoe Level 3 and additionally: = Cresting smbitious academic goals and = Creating academic gaals that are
- Cresling systems 1o monior the progress pelosities that are sccepted a3 fixed and nesring the rigor required 1o meet the Failing lo cuate scademic goals or
tawards figorous acedemic gols, immovable, school’s scadomic goals; prioritics OR has orealed academic goaks
ensuiing wins ste eriehrated when goals = Cresting academic goals but and priorities that sre not ambitious;
are mel and aew poals reflect occaionally devisies from Lhese goals Contlitently sets and abandons
achievements, In the face of adversity, ambltious academi gaals.
I—
233 | Datautagein At Lovel 4, 2 principal fulftlis the criteria for | Prindpal olifaes data bz Peirclpal utitises data by Principal dops net wtilie dats by:
tgams tavel 3 and addhionally: = Drchestrating kequent and timely team = Occnlonaliy supporting andfor Rasely or never orgonleing efforts to
= Data uied a3 bas of decision making Is collaboration for data analysis; orchesirating 1eam collaboration far analyie data;
transparenl and communicaded to sl = Developing and supporting others in dats amalysis; Rarely or never applying deta snalysls to
stakehalders; {ortnutating aclion plans for tmmediate - Oocaslonaily developing and develop action plans.
= Monlioring the uze of dsia in forewlating implementation that are based on data shalysls. supparting athers in formulaling action
actian plam o identily areas where plani for implementalion that are
additional data b needed, based on dats anaiysie
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DOMAIN 1: PURPOSEFUL PLANNING

(Compatsnces | HightyieMnctive (4] | Effoctiva (3) _ _ : 1 [lmetractive (2). 2%

1.2 Director of eLearning Is Director of eLearning Director of elearning Director of eLearning
deeply knowledgeable of | demonstrates thorough demonstrates basic demonstrates little or no
the district’s vislon and knowledge of the district's | knowledge of the district's | knowledge of the district's
aligns training and projects | vision. vision. vision.
accordingly.

11 Director of eLeamning's Director of elearning's Director of eLearning Diractor of eLearning
content knowledge of tech | content knowledge in the | demonstrates basic demonstrates little or no
integration and use is deep | area of tech integration knowledge in area of familiarity with tech integration
and wide; coachis and use is in-depth. technology integration and | and use.
regarded as an expert by use.
colleagues.

i3 Director of eLearning goals | Director of eLearning goals | Director of eLearning goals | Director of elearning goals are
are highly coherent, taking | are well designed to are guiding principles, but | random and are not aligned to
into account the needs support teachers in their | some of them do not fit faculty needs.
and challenges of the technology Integration. with the broader needs of
faculty. the faculty.

1.4 Director of elearning Director of eLearning is Director of el.earning Director of eLearning
actively seeks out new fully aware of resources demaonstrates baslc demonstrates little or no
resources from a wide avallable in the school and | knowledge of resources knowledge of resources
range of resotirces to district and in the iarger available In the school and | avaiable in the school or district
enrich teachers’ skills in professional community district for teachers to for teachers to advance their
implementing digital for teachers to advance advance their skills. skills.
learning. their skills.




DOMAIN 2: EFFECTIVE INSTRUCTION & DELIVERY OF SERVICE

pursues opportunities for
professional growth,

prafessional growth,

professional growth.

- yEffective (4) | EN n(3) ~ | mprovesnesbNeoded {2) |lneffective (1) HET]

21 The quality of the Director | The quality of the Director | The quality of the Director Director of eLearning's
of eLearning's professional | of eLearning's professional | of eLearning's professional professional development
development development development oppottunities are of poor quality
opportunities are opportunities are opportunities is mixed, or are not appropriate to the
uniformiy high and uniformly high and with some of them being | needs af the teachers being
appropriate to the needs | appropriate to the needs | appropriate to the needs served,
of the teachers belng of the teachers belng of the teachers being
served. The Director of served. served.
eLearning conducts follow-
up work with teachers.

2.2 Director of eLearning Director of eLearning Director of eLe2arning Director of elearning does not
continually communicates | communicates and occasionally communicate or support
and assists teachers In supports teachers with communicates and assists | teachers with implementing
order to suppart digital research for implementing | teachers in implementing | digital learning.
classroom learning digital learning digital learning.
envirgnments. enviranments.

23 Director of eLearning Director of eLearning Director of eLearning Director of eLearning does not
manages time effectively, | manages time effectively, | attempls to manage lime | manage time eHectively and Is
Is sensitive to the Is aware of the demands effectively and overlooks | unaware of the demands of
demands on teachers’ of teachers’ time, and the demands of teachers’ | teacher time and the need for
time, and collaborates to | values collabarative time and the need for collaborative professional
maximize proflessional professional learning time. | collaborative professional | learning time.
learming time together. learning time.

2.4 Director of eLearning's Director of eLearning Director of eLearning's Director of eLearning does not
self-reflection is highly utllizes self-reflection and | self-reflectionIs rareand | reflect on practice or the
perceptive and supports supports teacher or does not support reflections are inaccurate or self-
teacher Improvement. improvement. teacher improvement. serving.

25 Director of eLearning is Director of eLearning Director of elearning Director of eLearning does not
perceptive of personal pursues and participates in | rarely participates in pacticipate in opportunities far
learning needs and opportunities for opportunities for professional growth.




DOMAIN 3: LEADERSHIP

T pF

2 | EHemne s a—ttien b

31 Director of eLearning has | Director of elearning Director of eLearning is Director of eLearning does not
established a culture of promotes a culture of unaware of haw to promote a culture of
professional inquiry In professlonal inquiry In promote a culture of professional inquiry and lacks
which teachers initiate which teachers seek professional inquiry or the ability to foster a respectiul,
projects to be undertaken | assistance in improving lacks the ahility to foster a | collaborative environment.
with the support of the their digital instruction respectful, collaborative
Director. Relatlonships skills, Relationships with | environment.
with the Director are the Director are respectful,
highly respectful and fostering a collaborative
trusting, fosteringa environment,
collaborative
environment.

3.2 Director of elearning Director of eLearning Director of elearning Director of eLearning declines to
collaborates with collaboratas with collaborates with collaborate with classroom
classroom teachers to classroom teachers to classroom teachers when | teachers.
provide professional provide professional specifically asked ta do so
learning opportunities, learning opportunities and | and or does not fallow up.
conducting extensive follows up.
tollow-up with teachers.

3.3 Director of eLearning Director of eLearning Director of eleaming Director of elearning does not
recoghizes, creates, and recognizes and creates recognizes or creates recognize or create
supports opportunities for | opportunities for staff opportunities for staff opportunities for staff members
staff members to share members to share members to share to share knowledge of specialty
knowledge of specialty knowledge of specialty knowledge of speclalty areas.
areas. areas. areas.




DOMAIN 4: Online Learning

Competendles | Highly Effective (4) Effective (3) Improvement Needed (2) | Ineffective (1)

41 Director of eLearning leads | Director of eLearning leads | Director of eLearning Director of eLearning does nat
the development and the development and assists with the effectively lead the development
implementation of an implementation of an devefopment of an online | or implementation of an anline
online learning online learning learning enviconment for | learning environment for DCSC
environment that best environment for DCSC DCSC students, but does students, The Director of
supports the needs of students, The Director of | not consistently lead the elLeaming does nat effectivaly
DeSC students. The eLearning collabarates development and collaborate with stakeholders
Director of eLearning with other stakeholders to | implementation strategies. | and does not effectively manage
proactively collaborates datermine the needs for The Director of eLearning | the implementation.
with other stakeholders te | new and/or modified occassionally collaborates
determine the needs for anline learning and with stakeholders and
new and/or medifled blended learning systems | helps manage the
online learning and and manages the implementation, but often
blended learning systems | implementation of neads prompted or
and leads the strategies to meet those directed to complete
implementation of needs. specific tasks.
strategies to meet those
needs.

4.2 The Director of eLearning | The Director of eLearning | The Director of eLearning The Director of eLearning fails to
ensures that teachers have | ensures that teachers have | provides technical and provide effective technical and
the academic and the technical support academic support to academic support to teachers of
technical support needed | needed to successfully teachers of online classes | online classes and blended
to successfully facilitate facilitate online classes and blended learning learning environments.
online classes and blended | and blended learning environments but falls 1o
learning environments, environments and address many of the

regularly supports their teacher needs.

academic needs.




The Director of eLeaming
Is a recognized leader
among state and national
organizations related to
online learning.

Director of el.earning
proudly and willingly
serves as the district
liaisan for state and
national organizations
related to online leaming
and actively participates in
discussions, meetings, and

The Director of elearning
minimally serves as the
district llaison for state
and national organizations
related to online learning.

| Director of eLearning does not
serve as the district liaisan for
state and national organizations
related to anline learning.

professional organizations

that help promote online

learning in education.
The Director of eLearning | The Directos of eLeamning | The Director of eLearning
evaluates the quality and | regularly evaluates the evaluates the quality and
effectiveness of online quality and effectiveness | effectiveness of online
classes and biended of online classes and classes and biended
learning resources and blended leaming leaming resources but
demonstrates measurable | resources and makes does make Improvements
gains on clearly definad Improvements as needed. | based an the data
learning objectives. gathered.

The Director of eLearning does
not regularly evaluate the
quality and effectiveness of
online classes and blended
tearning resources.
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DOMAIN 1: PURPOSEFUL PLANNING

Teachers use Indlana conlent area standards to develop a rigorous curriculum refevant for all students: bullding meaningful units of study, continuous assessments and a system lor tracking student progress as well as plans for

accommaodations and changes in response lo a lack of student progress.

Updated RISE rutxic for RISE Commiliee- 4.18.16 - Google Docs

encles Highly EHective (4) Effective {3) Improvement Necessary (2) Ineffective (1)
1.1 | uthize At Level 4, a toacher Fulfiits the criteria for Level 3 and Teacher uses prior assessment data to formulate: Teacher uses prior assessment data ta formulate: - Teacher rarely or never uses priar
Assessment additionalty: - Achlevement goals, unit plans, AND lesson plans Achlevement goals, unit plans, OR lesson plans, but not assessment data when planning.
Data to Plan - Incorporates differennated Instructional strategics in -Specific checks for understanding are planned alt of the above - There is no evidence of the
planaing to reach every student at his/her level ol throughout the Isssons to determine each student’s = Teacher may plan the use of a CFU, but does use of assessment data
understarding level of mastery and provide individual student nat kearn the level of mastery for each student {CFUs, test, o7 quit data) to
- Chetks {or Understanding are planned theoughout the | feedback. or does nat plan for a leveled response make instructional decisians
lesson to give students leedback conststently. -Planning sometimes shows leveled 1eacher responses in lesson plans, Teacher
- Manning clearly shows leveled teacher responses for far students who masier content and for those who does nol provide evidence
students who mastery content 2nd for those who need need intervention based upon the CFUs of ustng data to form
intervention based upon CFUs consistently. siudeni groups or make
Instrucdonal declsions.
Examples of possibile evidence including but not limited to: evidence that re-teaching has occurved on a consistent basis, evidence that shaws a teacher persisting in finding approaches for students that lack success, teacher
can clte examples of data being used ta create groups and inform Instructional decisions, evidence that demonstrates callaboration with colleagues during PLCs, records of formal and informal assessments are kepl and
analyzed,
1.2 | Set Ambitious At Level 4, a teacher fullllls the criterla for Level 3 and Teacher develops sn annual student achlevement goal | Teacher develops an | stusdient achle god | Teacher rarely or never develops
and additionally: that ls: that Is: achievemnent goals for the class OR
Measurable - Plans an gmbitioys annuad student achizvement goal - Measurable; - Measurahle The goal may not: goals are developed, but are
Achlevement - Aligned to content standards; AND - Align to coptent standards; OR extremely general and not helplul for
Goals . Inchides benchmarks 1o help monitor Jearning | - Include benchmarks to help monkter learning planaing purposes
and Inform Interventions throughout the year and inform interventions throughout the year

Examples of possible evidence including but not limited to: students are able 1o express the goalls) and how their performance relates to the goals), student goals are aligned to class and school goals, goals that surpass the
minimum expectation of mastery, assessments are written prior to the unit so backward planning can accur, develop a list of benchmarks to indicate students progress toward goals, ask siudents Lo keep data
folders/binders/tracking sheets with school, class and individuai goals.

1.3

Develop
Standards
Based Unlt
Plans and
Assessments

At Lovel 4, o teacher (ulfills the critera for Level 3 and
additionally:
- Creates well-designed unit assessments that

Based on achlevement goals, teacher plans unlis by:
- identilying content standards that students will
master in each unit

atign with an end of year summative ass t {eith

-Creating ass ts belore each unit begins for

state, district, or ieacher aeated)

- Anticipales siudent resction to content;
altocation of time par unh is Rexible and/or reflects level
of difficulty of each unit

backwards planning
- Allacating an instructionally appropriate amount of
time for each unit

Based on achlevement goals, teacher plans units by; -
Mentifying cantent standards that siudents will master
ineach unlt

Teacher may not;

~Creale assessments belore each unit begins for
backwards planning

- Alocate an instructionally appropriate amount of tine
for each unit

Teacher rarely or never plans units by
identifying content standards that
students will master in each unit OR
there Is little to no evidence that
teacher plans unlis at alt.
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Examples of possible evidence including but not limited to: having detailed currlculum maps for each content areafcourse, organize unit plans into quarters, records units ol study including Indiana Academic Standards
contained In each unit, list oblectives for each unit of study

1.4

Create
Objective
Driven Lesson
Plans and
Assessments

At Level! 4, a teacher fulfills the criteria for Level 3 and
additlonally:

- Plans for a variety of differentisted
instructional strategies, anticipating where these will be
needed to enhance instructon

- Incorporates a variety of informat
assessmentsfchecks for understanding as welf as
summative asssssments where necessary and uses ali
assessments Lo directly inform lnstruction

- Lessons are spechic, detalled, and always
ptanned utilizing the lollowing lesson design
components: anticlpatory set, activating peiar
knowledge madeling, guided practice, independent
practie and closure

Based on unit plan, teacher plans dally lessons by: -
identifying lesson objectives that are aligned to state
content standards.

- Matching Instructional sirztegies as well as
meaningful and relevant activities/assignments 1o the
lessan objectives

- Designing formative assessmenls 1hat
messure progress lowards mastery and Inform
Instruction

- Lessons ace consistently planned utiliting the
following | design comp s: anticipatory set,
activating ptior knowledge modeling, gulded practice,
independent practice and closure

Based an unit plan, teacher plans dally lessons by: -
ldentifying lesson objectives that are aligned to state
content standarnds

- Maiching instructional straiegies and
attivities/assignments to the lesson obfectives.

Teather may not:

Design assignments that are meaningful or relevant

- - Plan formative assessments 1¢ measure
progress towards mastery or inform [nstruction.

- Lessons are sometimes planned utilizing the
foltowing lesson design compaonents: anticipatory sel.
activating prior knowledge modeling, guided practice,
independent practice and dosure

Teacher rarely or never plans daily
lessons OR daily lessons are planned,
bul are thrown logether st the fast
minute, thus lacking meaningful
objectives, instructional strategies, or
assignments.

- [1 are sarely pt
utiliring the {ollowing lesson design
components: anticipatory set,
activating priar knowiledge modeling,
guided practice, independent practice
and closure

oA

Examples of possible evidence including but not limited to: binders or online si
assessments/how instru

ction will be adjusted

tes with access to all dally lesson plans, notes on lesson plans about what worked/what didn't work/results of formative or summative

1.5

Track Student
Data and
Analyze
Progress

At Level 4, a teacher fulfills the eriterla for Level 3 and
additlonally:

- Uses dadly checks for understanding for
additional data points
- Updates tracking system daily

- Uses data anslysis of student progress ta drive
tesson planning for the following day

Taacher uses an eHective datz wraching system for:
- Recording student assessment/

progress datd - Analyzing studeni progress

towards mastery and planning future

lessonsfunits accordingly

- Maintaining a grading system aligned 1o
student learning goals

Teacher usas an citective data tracking system fort

- Recording student assessment/ progress data
- Malntaining a grading system

Teacher may not:

- Lse data to analyze student progress towards

maslery or ta plan future lessons/units
- Have grading system that approptiately aligns
with student learning goals

Teacher rarely or never uses adata
tracking system to record student
assessment/progress data andfor has
no discernable grading system

Examples of possitle evidence Including but not limited to: student grades, yoarly/unit/lesson goals, IEP goals, dally work by students, analysis of checks for understanding, rotes on where to facus the next lesson, record
plans for remediation Including such activities as one-on-one twloring/help table/changing the next day's lesson plan/etc., keep grid for each subject/class on a chipboard and record checks lor understanding using

plus/check/minus signs to denote student understanding.
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DOMAIN 2: EFFECTIVE INSTRUCTION

Teachers facilitate student academic practice so that all students are participating and have the opportunity to gain mastery of the objectives In a classroom environment that fosters a climate of urgency and expectation around

achievement, excellente and respect.

Updated RISE rubric for RISE Commitiee- 4.18.16 - Google Docs

Effective (3)

Improvament Necessary (2)

Ineffective (1)

Teacher is eHective at developing student understanding
and masiery of lesson objectives

Teacher needs Improvement at developing student
understanding and mastery of lesson objectives

Teacher is ineffective at developing student
uvnderstanding and mastery of lesion
objectives

Competency Highly Effective (4]
Teacher I3 highly effective at developing

Competency 2.1: student understanding and mastery of
lesson objectives
For Level 4, much of the Level 2 evidence is
observed during the year, as well as some
of the following:

Develop student

understanding and mastery | - N 5"“'3“}:“ I“l""“ what they
are learning and why It is impartant,

LU LG LS L O beyond repeating the stated objective
- Teacher effectively engages prior

knowledge ol students in connecting to
lesson. Students demenstrate through
work of comments that they underntand
this connection

. Lesson objective is specific, measurable, and
aligned 1o standards. it conveys what students are
learning and what they will be able to do by the end of
tha lesson

- Chjective Is written in a student-ftiendly
manner andfor explained to students In easy- to-
understand terms

- Importance of the objective is explained so that
students understand why they are learning what they are
leaming

= Lesson bullds on students’ prior knowledge of
key concepts and shills and makes this connection evident
to students

- Lesson Is well-organtzed to mave students

tawards mastery of 1he objective

- Lesson objective conveys what students are
Jearning and what they wilt be able to do by the end of
the lesson, but may not be aligned to standards or

- Objective is stated, but notina
student-friendly manner that leads to understanding

- Teacher attempts explanation of Importance
of objective, but students fall to understand

- Lesson generally does not bulld on prior
knowledge of students or students fail 10 make this
connection

- Organtzation of the fesson may not always be
connected 1o mastery of the objective

- Lesson objective is missing more than
one camponent. (i may nol be clear about
what students are [earning or will be able ta do
by the end of the lessan.

- There may not be a clear connection
between the objective and lesson, or teacher
may fall to make this connection for students.

- Teacher may lall to discuss
importance of abjective or there may not be a
clear understanding amongst students as to
why the objective is important.

- There may be no eHort to connect

objective 1o prior knowledge of studenis

- Lesson is disorganited and does not
lead to mastery of objective.

Notes.

1. One way in which an observer could eHectively gather information to score this standard &s through briel conversations with studenis (when appropriate).

2. In some situations, it may nol be appropriate to state the objective for the lesson (multiple objectives for various “centers”, eatly-childhood inquiry-based lesson, etc). In these situatians, the observer sh id assess

activities that will lead them lawards mastery of an objective, even i it |s not stated.
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Competency Highly Etfective {4) Effectiva {3} improvement Necessary (2) Ineffective (1)
Teacher is highly effective at demanstrating and ciearly | Teacher is effective a1 demonstrating and cleasly Teacher needs Improvement at demonstrating and | Teacher s IneHective at demonstirating and
Competency 2.2 communicating content knowledge o studenis communicating conlent knowledge 1o students clearly communicating content knowledge 1o clearly communicating costent knowledge to
studenis students
For tevel 4, much of the Level 3 evidence Is vbserved s Teacher demanstrates content -Teacher delivers content that is lactually correct | - Teacher may deliver content that is
duting the yeor, as well os some of the foltowing: knawledge and delivers content that Is factually factuatly incorrect
Demonstrate and Clearly correct
Communicate Content - Teacher fully explalns concepts in as direct - Content oceasionally lacks clarity and (s - Explanations may be unclear or
and efficlent a manner as possible, while still achleving | - Content is clear, concise and not as wel organired as it could be Incoherent and fail to bulld student
Knowledge to Students student understanding well-organized understanding of key concepts
- Teathet effectively connects content to other | - Teacher restates and rephrases - Teacher may [l to restate of rephrase - Teacher cantinues with planned
content areas, students’ expetiences and inlerests, or insiruction in multiple ways to increase instruction In multiple ways to increase instruction, even when it is obvious that
current events in order to make content relevant and understanding understanding students are not understanding eontent
baild interest
- Teacher emphasizes key poinis or maln - Teacher does not adequately emphasize | - Teather does not emphasire main
- Anticipatory Set and Explanations spark ideas in conlent main Ideas, and students are sometimes confused | Ideas, and students are alten confused about
student exchlement and tntersst In the content about key takeaways content
- Teacher uses developmentally
- Students particlpate ih each others’ learning | appropriate language and eaplanations - Explanations sometimes lack - Teacher fails to use developmentally
al¢ thsough coltaboration during the lesson devetopmentally appropriate language appmptlale language
- Teacher implements relevant
- Students ask higher-arder questions and Instructional strategles learned via professional - Teacher does not always implement new | - Teacher daes not Implement new
make connections Independenily. demonstrating that development esson and Imgroved instructiona! strategies learned via and Improved Instructional strategles learned
they understand the content at a higher level - Teacher consisiently utilires an professional development via professional development
Anticipatory Set to bulld inlerest in the lesson. - Teacher sometimes utiites an - Teacher rarely utilzes an
- Teacher consisiently follows curriculum | Anticipatory Set to build interest in the lesson. Anticlpatory Sel to build interest in the (esson.
expectations set by the district/building. - Teacher sometimes follows curritulum - Teaches does not follow curticidum
expectations set by the district/building or needs to | capectations set by the district/building even
be asked to follow expectations, when asked.
Notes:

1. Content may be communicated by either direct Instruction or guided Inquiry depending on the context of the classroom or fessar,
2. H the teacher presents information with any mistake that would leave students with a significant misundersianding at the end of the lesson, the teacher should be scared a Lavel 1 for (his compelency.

3, lastructional strategies bearned via professional development may include information fearned during mstructional coaching sesskans 25 wetl as mandatory ar optional schoal or district-wide PO sessions,
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Competency Highly Effective () Effective (3} improvement Necessary {2) Ineffective (1)
Teacher Is highly eective al engaging students | Teacher is effective at engaging students In academic Teacher needs Impravement at engaging studentsin | Teacher is Ineffective al engaging students in
Competency 2.3 in acadamic content content academic content academit content
For Level 4, much of the Level 3 evidence is -3/4 or more of students are actively engaged in - Fewer than 3/4 of students are engagedin | - Fewer than 1/2 ol students arc
observed dusing the yeor, os well os some of content at all times and nat off-task content and many ara off-task engaged in conterd and many are off-task
Engage students in the Jotiowing:
academic content - Teacher provides multiple ways, as - Teacher may provide multiple ways of - Teacher may only provide one way ol
. Teacher provides ways 10 engage appropriate, of engaging with content, afl aligned 10 engaging students, but perhaps not aligned talessan | engaging with content OR teacher may provide
with content that significanily promotes the lesson objective objective or mastery of eontent multiple ways of engaging students that are not
student mastery of the objective aligned to the lesson objective or mastery of
- Teacher may miss opportunities to provide | content
- Teacher provides differentiated ways | - Ways of engaging with content reflect ways ol differentiating content for student - Teacher does pof differentiate

of engaging with content specific to individual
student needs

- The lesson progresses at an
appropriaie pace o thet students are never
disengaged, and students who Fnish carly
have somelhing else meaningful to da

- Teacher effectively integrates
tethnology as 2 laol to engage students kn
academic content

- Teacher moves about the cdassroom
10 provide assistance tallored to each group
and engage with individual students or small

groups.

dilferent lzarning modalities or intelligences

- Teacher adjusis Jesson accordingly 10
accummodate for student prerequisite skills and
knowledge so that all students are engaged

- ELL, IEP and 504 students have the
appropeiate accommodations to be engaged In content

- Students work haid and are deeply active
rather than passive/receptive {See Notes below for
spedific cvidence of engagement)

- Teacher consisiently maves abaut the
dassroom ta provide assistance and engage with
individwat students or small groups.

- Teacher consistently uses a process of
gradual release to turn over pwnenhip 1o students.

engagement

- Some students may not have the
prerequisite skills necessary to fully engage in content
and teacher’s attempt ta modify instruction for these
students is Emited or not always effective

- ELL and IEP and 504 studens are
sometimes given appropriate accomemodations 1o be
engaged in content

- Students may appear to actively listen, but
when it comes time for participation are disinterested
n engaging

. Teacher sometitnes moves about Ihe
classroom to provide assistance and engage wilh
Individual students or small groups.

- Teacher sarnetimes uses a process al
gradual release to tum over ownership to studenls.

Instructian 10 target different learning
modatitles

- Mast studenls do not have the
prerequisite skills necessary to fully engage in
content and leaches makes no effon 10 adjust
instruction for these students

- ELL and IEP and 504 students are not
pravided with the necessary accommodations to
engage In content

- Students do not actively listen and are
overily disinterested in engaging.
- Teacher doas nat rmave about the

classroom to pravide assktance and engage with
individual students or small groups.

- Teacher does not use a process of
gradual release to turn aver ownership ta
students when needed.

Examples of possible evidence including but not fimited to: Total Participation Techniques and Teach Like Champion strategles Including, but not limited to: think-pair-share, shoulder partners, table tatk, quick writes, dry
erase boards, call and response, cald call, pepper, elc.

1. The most impartant indicator af suctess here (s that students are actively engaged in the contenl. For a teacher to receive credit for providing students a way of cngaging with content, students must be engaged in that part of the lesson. 2.
Some observable evidence of engagement may Include [but is not limited 10): {3) raising of hands 10 ask and answer questions as well as 1o share ideas; {b] active listening {not ofi-task] during lesson: or {c) active participation in hands-on

tasks/activities.

1. Teachers may provide multiple ways of engaging with content via diferent tearning modalities (suditory, visual, kinesthetic/tactile) or via multiple intelligences (spatial, linguistic, muslcal, Interpersonal, loglcat-mathematical, ete). 1t may atso be effective
1o engage students via two or more strategies targeting the same madality.
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Competency Highly Effective (4} Effective (3) Improvement Necessary {2) Ineffective (1)
Teacher Is highly eective at checking Teachet s eifective ai checking lor understanding Teacher needs improvement at checking for understanding Teacher is Ineffective at checking for understanding
Competency 2.4: for understanding
For Level 4, much of the Level 3 - Teacher checks for understanding at - Teacher sometimes checks for understanding of - Teacher rarely or never checks for
Check | evidence is observed during the year, o5 | atmost all key moments (when checkiog is content, but misses several hkey moments understanding of conent, or misses nearly all key
Cl weil os some of the following: necessary to inform instruction going forward) maments
Understanding
- Teacher chetks for . Teacher uses a variety of methods 1o - Teacher may use more than ane type of check for

urslerstanding at higher levels by
asking pertinent, scalfoki questions
that push thinking; accepts only high
quality student responses {those that
reveal understanding or lack thereaf]

- Teacher ysss open-ended
questions 10 surface common
misunderstamndings and assess student
mastery of material al a range of both
lower and higher arder thinking

check Jor understanding that are successiul In
capturing an acturate "pulse” of the class’s
understanding

- Teacher gains enough infarmation while
checking for understanding 1o modify the lesson
accordingly and provide entichment or
Intervention.

B Teacher uses wail time efectively bath
after pasing a question and before helping students
think through a response

- Teacher doesn't allow students to
“opt-out” of checks for understanding and cycles
back lo these students

- Teacher systematically assesses every
student's mastery of the objective{s) at the end of
each lesson thiough formal or informal
asressments
{see note lor examples)

«  Teacher provides immediate feedback to

Students.

understanding, but Is often unsuccessiul in capturing an
accurate “pulse” of the dass’s understanding

- Teacher may not provide enough wait time afler
pasing a question for students ta think and respond before
helging with an antwer or enaving forward with content

- Teacher sometimes allows students to "opt-out”™ of
checks for understanding without cycling back ta these
students

Teacher may occasionally assess student mastery at the end of
the lesson theough larmal or informal asscssments

- Teacher checks for undersianding but does not
modify the lessen accordingly to provide entichment or
interventon right avay.

- feedback Is delayed and students may not know
haw they ate perlorming befare they are asked to
demonsirate kearning on thelr own

<Teacher does not check lor understanding, or uses
only one inefiective method repetitively Lo do so,
thus rarely capturing an accurate “pukse” ol the
class's understanding

- Teacher frequently moves on with content
before students have a chance to respond to
guestions or frequently gives students the answer
rather than helping them think through the answer.

- Teaches freguently allows students to
"opt-out” of checks for understanding and does not
cycle back to these students

- Teacher rarely or never assesses for
mastery at the end of the lesson
. Feedbackis never provided o students.

Notes:

1. Examyples of imes when checking far understanding may be uselul ace: before moving on to the nest step of the lesson, or partway through Independent practite.
2. Examgles of how the teacher may assess student understanding and mastery of objectives:

« Checks for Understanding: thumbs up/down, cold-calling
+ Do Nows, Tutn and Talk/ Pair Share, Guided or Independemt Practice, Exit Siips
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Competency Highly Etiective {4) Effective (3) Improvement Necessary (2) lneffective (1)
Teacher is highly eflective at modifying Teacher is effective at modifying instruction as Teacher needs improvemnent at modifying instruction as Teacher i5 ineflective at modifying instruction as
Competency 2.5 instruction as neaded needed needed needed
For Level 4, much of the Level 3 evidence is | - Teacher makes adjusiments lo . Teacher may attempt to make adjustments to - Teacher rarely or never atiempts 1o adjust
Modify In jon As observed during the year, as well as some Instruction based on checks for understanding that | Instruction based on checks for understanding, but these Instruction based on checks for understanding, and
of the fotlowing: lead to Increased understanding for most students | attermpts may be misguided and may not increase any allempls sl doing so frequently fall to Increase
Needed unrderstanding for all students understanding for students
- Teacher anticipates student - Teacher respands to misunderstand ngs
misunderstandings and preemptively with effective scaffolding techniques - Teacher may primarily respond 1o - Teacher only responds 1o
addresses them misunderstandings by using 1eacher-driven scaffolding misunderstandings by using teacher-driven
- Teacher doesn't give up, but continues to | techniques [for example, re-explaining a concept}, when scaffolding techniques
- Teacher Is able to modify try to address misunderstanding with different student-driven fechniques coukd have been move effactive
Instruction to respond to techniques il the FHist try Is not successiul
misunderstandings without taking away - Teacher may persist In using a particutar
from the Aaw of the lesson or losing techakyue for respanding to a misunderstanding, even - Teacher repeatediy uses the same
engagemenl when it is nol succeeding technique 1o respond to misundersiandings, even
when i Is not succeeding
Notes:

1. In order 1o be effective al this competency, a teacher must have at least scoced a 3 on competency 2.4 - in order to mod-fy instruction as needed, one must first know how to check for undarstanding.
2; | teacher can respond to misunderstandings using “scaffolding® techniques such as: activating background knowledge, asking leading questions, breaking the task into small parts, using mnemonic devices or analogles, using manipu'athves or hands.on

meadels, using “think alouds®, providing visual cues, eic;
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Competency Highly Effective (4) Effective {3) improvement Necessaty (2) Ineffective (1)
Teathet is highly aftfective at develoging a higher levet | Teacher is effective at developing a higher level | Teacher needs improvement at developing a higher | Teacher Is ineflective at developing a higher level of
Competency 2.6: of understanding through rgerous instruction and of vaderstanding through rigorous instruction level of understanding through rigorous Instruction | understanding through rigorous lnstruction and work
work and work and work
Develop Higher Level For Level 4, much of the Level 3 evidence Is observed | - Lessan is accessible and challenging - Lesson is not always accessible or . Lesson Is not aligned with devefopmental
of Understanding during the year, as well os some of the following: ta almost ak students challenging lor students level of students {may be 100 thallenging or too casy)
through Rigorous
Instruction and Work - Lesson Is accessible and chalienging to all - Teacher frequently develops - Some guestions used may not be - Teacher may not use questioning as an
students higher-level understanding through eflective offective In developing higher-level understanding | eHective too! to increase understanding. Students
questioning [Teacher {requently asks questions | {Teacher anly asks questions in DOX 1 or 2 1o make | only showa surlace understanding of concepts.
- Teacher routinely incorporates DOK level 3 | that fallinto DOK level 3.} observations or demonstrate understanding.) [Teacher only asks questions at DOK leved 1.}

and 4 guestions, problems, or assignmenis into
lesson Students are able to answer higher-level
questions with meaningful respanses

- Studenis pose higher-level questions to the
Veacher and to each other

- Teacher highlights examples of recent
student work that meets high expectations; tnsists
and motivates studants to do it agatn if not great

- Teacher encourages studemts’ interest in
leaming bry providing students with additional
oppartunities to apply and build skits beyond
eapected lesson elements (e.g. extra credit or

enrichment assignments)

- Lesson pushes almast all students
farward due 1a differentiation of Instruction
based on each student's fevel of understanding

- Students have opportuities (o
meaningfully practice, apply, and demonstrate
that they are leaming

- Teacher shows patience and helps
students to work hard toward mastering the
cbjective and to parsist even when faced with
difficult 1asks

- Lessan pushes some students lorward,
but misses ather students due to lack of
differentiztion based on students’ fevel of
understanding

. While studepts may have some
oppoitunity to meaninglully practice and apply
toncepts, instruction Is more teacher-directed than
appropriste

- Teacher may encourage students to wark
hard, but may nat persist in efforts to have
students keep trying

- Lesson carely pushes any students lorward.
Teacher does not dilferentiale instruction based on
studemts’ level of understanding;

- Lesson is almast atways teacher dicected.
Students have few oppartunities to meaninglully
practice or apply contapls.

- Teacher gives up on students easily and
does not encourage them to parsist through ditficult
tasks

Notes:

1. Examples of types of questions that cin develop higher-level understanding:
« Activating higher levels of Inquiry on Blaom’s taronomy (using words such 21 “analyze”, “classify™, "compare®, “decide”, ' “oxf
+ Asking students 1o explaln why they are lsarnlog soimething or 10 summarkze the main idea

= Asking students to apply 2 new skill or cancept in a different contest

» Posing 2 question that increases the riger of the lesson content

- Promgting students to make connectinns to pievious material of prior knowiedge
2. Higher-level questioning should result in higher-level student understanding. Il It does nat, credit should not be gven.
3. Challenging tasks rather than questions may be used 10 create a Wigher-level of understanding, and if successful, should be credited in this compelency
4, The lrequency with which a teacher should use questions to develop higher-level understanding will vary depending on the topic and type of lesson,

5. DOX Level 3 requires higher cognitive demands than the previcus levels. Students explain/fjustily thinking and provide supporting evidence for reasaning or conclusions drawn, Level 3 tasks typically require reasoning, complesity, developing a plan or

sequence ol steps, and have more than one possible response or solution.
6. DOK Level 4 requires complex reasoning and fme 1o ressarch, plan, and problem selve, and think. Tasks imvolve investigation or application la the real world and Include non-routine manipulations or connections with and across distipline, content areas,

and multiple sources. Students select one approach among many alternatives, Tasks usually occur aver an estended petiod of ime

1. . -

4ain", o¢ “represent”} « Isking students 1o
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Competency Highly Effective (4) Effective {3) Improvement Necessary {2} ineffective {1)
Teacher Is highly effective at manimizing Teacher is eHective at mazimizing Instructional ime | Teacher needs Improv t at dnlting Teacher is inclfective al maszimizing instructional
Competency 2.7: instructional time instructionat time Hme
Far Leve! 4, much of the Level 3 evidence Is - Students arrive on-time and are awareel | - Some students consistently arrive late - Siudents may lrequently arrive late
Maximize instructional ;:;:rﬂ: .during the year, as weld as some of the | the consequences of arriving late {unexcused) {unexcused) for dass wilhout consequences [unexcused) for class without consequences
Time - Class starts on-time - Class may consistently start a few minules - Teacher may frequently start class late,
- Routines, tramslfions, and procedures late
are well-execuied. Siudenis know what they are | - Routines, tramitions, and procedures are - There are few or no evident routines or
supposed 10 be doing and when without well-executed. Students know what they are - Houtines, transitions, and procedures arein | procedures in place. Students are unclear about
prompting from the teacher suppased ta be doing and when with minimal place, but requice significant teacher direction or what they thould be doing and require significant
prompting from the teacher prompting to be follawed direction from the teacher at 3l imes
. Students are always engaged in
meaninglul work while walting for the teachet - Students are only ever not engaged in - There are significant periods ol dme in
{for example, during attendance) meaningful work for briel periods of time (for - There |s more than a brief period of dme which studenis are not engaged In meaningful
example, during attendance) when students are left without meaningful work 1o work
. Students share responsibiiity for keep them engaged
aperations and mutines and work well together | - Teacher delegates tme batween parts of
1o accomplish thesas tasks tho lesson appropriately so as hest to lead students | © Teacher may delegate besson time - Teacher wastes significont time between
towards mastery of objective inappropriately between parts of the lesson parts of the lesson due 10 dassroom
- Al students are on-task and lollow management.
instructions of teather without much prompting | . Alimost all siudents are on-task and follow
Instructions of teacher wilhout much prompting - Significant prompting from the teacher Is
- Disruptive behaviors and off-task necessary for students to follow instructions and - Even with significant prompting,
conversations are rare; When they occur, they . Disruptive behaviars and off-task remain an-task students frequently do not follow directions and
are always addressed without major conversations are rare; When they occur, they are are off task
Intersuption to the fesson aimost always addressed without major interruption
- Teacher maximizes the use of available | 1o the lesson. - Disruptive behaviors and off-task - Distuptive behaviors and off-task
schoal persannel [aides, special education - Teacher utilires available school personnel | conversations sametimes occur; they may not be conversations are common and fiequently cause
teachers, etc.) In classroom learning activities (aides, special education teachers, etc.) in classroom | addressed in the most eHective manner and teacher | the teacher 10 have (o make adjustments to the
and promotes collaboration and inifative. learmning activities. may have to stop the lesson lrequemly to address the | lesson.
probiem, L] Teacher does not utilire avaltable school
- Teacher utilizes avaitable school personnel personnel {aides, special education leathers, e1c.)
{aides, special educatian teachers, elc.} in classroom in classroom octivitles.
activities that are non-academic in nature,
Notes:

1. The overalt indicator of success here is that operavionally, the clatsroom runs smoothly so that time can be spent on valuabte instruction rather than logistics and discipline.

2. 1t should be understood that 2 teather can have disruptive students no matter how effective he/she may be. However, an effective teacher should be able to minimize disruptions amongst these students and when they do occur, handle them without
detrimant ta the learming of other students.

w|
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Updated RISE rubxic for RISE Commitiee- 4.16.16 - Google Docs

9972016
Competency Highly Etfective (4) Effective (3} Iimprovement Necessary (2) Ineffective (1}
Teacher is highly etfective at creating a Teacher is effective 21 creating a dlassroom culiute of | Teather needs Improvemnent at creating a clasimom Teacher is Ineflective at creating a dlassroom
Competency 2.8: dlassroom culure of respect and collabaration respect and collaboratton culture of resperct and collaboration culure of respect and collabortian
Create Cla o For Level 4, much of the Level 3 evidence is - Studems are respectivl of their teacher - Students are generally respectful of their - Students are frequently disrespectul of
It nd observed during the yeor, as well as same of the | and peers teacher and peers, but may occasionally act out ar teacher or peers as evidenced by discouraging
Culture of Respect & Jollowing: need to be reminded of classroam noms remarks or disruptive behavior
Collaboration
- Stuttents are invested in the academic | - Studerds are glven opportunities to - Students are given oppodtunities to - Students are nat given many
success ol thelr peers as evidenced by collaborate and suppon each other in the learning collaborate, but may not atways be supportive of each | epportunities to collaborate OR during these
unprompled collaboration and assistance piocess other or may need significant assistance from the times do not work well together even with
1eacher to work togelher teacher inlervention
- Students reinforca pasitive character - Teacher reinforces pasitive character and
and behavibr and diseourage negative behavior | behavior and uses consequurces appropriately to - Teacher may praise positive behavior OR - Teacher rarely or never pralses positive
amongst themselves discourage negative behavior enforce consequences for ncgative behavior, but not behavior
both
- Tencher has a good rapport with students, - Teacher rarely of never addresses
and shaws genuine interast in thelr thoughts and negative behavior
opinkons - Teacher may locus on the behavior ol a lew
students, while ignoring the behavior [positive or
negative) of others
Nates:

1. If there 5 one or mare instances of disrespect by the teacher toward students, the teacher should be scored a Level 1 for this standard.

2. Elementary school teachers more (requently will, and are sometimes required to have, expectations, rewards, and consequences pasted vislbly in the classroom. Whether or not these are visibly posted, it should be evident within the culture of the
classroom that students understand and abide by a a1 of established expectations and are aware of the rewards and tonsequences of thelr actions.
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Updated RISE rubric for RISE Commitiee- 4.18.16 - Google Docs

9/9/2016
Competency Highly Effective {4) Effective {3) Improvement Necessary {2) Ineffective (1)
Teacher is highly effective at setting high Teacher is effective at setting high expectations for Teacher needs Improvement at seiting high Teather is ineHecrive at setting high expectations
Competency 2.9: eapectations for academic success. academic suctess, expectations for academic success, for student success.
Set High Ex IS For Level 4, much of the Level 3 evidence is - Teacher sets high expectations for - Teacher may set high expectations for some, | - Teacher rarely or never sets high
phserved during the yeor, as well os some of the | students of all levels but not others expectations lar siudents
for Academic Success .
foliowing:
- Siudents ane ivested In thelr work and - Students aie generally invested in thelr work, | - Students may demonsirale disintesest
- Students participate In forming value academic success as evidenced by thelr eflort | but may oceasionally spend time off-task or give up or lack of Investment In thelr work. For cxample,
academic goats for thamselves and analyring and quality of their wark when wark is chatlenging students might be unfacused, off1ask, or reluse
Lheir progress 1o atempt assignments
- Students demonstrate high academic | - The classroom is a salfe place 1o take on - Some students may be afraid to take on - Students are generally afraid to take on
expectations lor themselves chalenges and risk fallure {students do not feel shy | challenges and risk falure {hesitant to ask for help challenges and risk failure due to frequently
about asking questions or bad about answering when needed or give-up sasily) discoursging comments from the teacher or peers
- Student comments and actions Inconvectly)
demonstrate that they are excited aboul their - Teacher rarely or never pralses
work and understand why It Is important - Teacher celebrates and praises academic - Teacher may praise the academie work of academic watk or good behaviar
work, some, but not others
- High quality work is rarely or never
- High guality work of a few, but notall displayed in 1he classroom
- High quality work of all students is students, may be displayed in the dassroom
displayed In the dassroom .
Note:

1. There are several ways lor a teacher to demonsirate high enpectations - through encouraging camments, higher-level questioning, apprapriately tigorous assignments, expectations written and posted in the classraom, individual student work plans, elc.

hitps:#docs.google.com/document/d! | diBBe Sbpebkql g4 Ay 56)492JQ0uIhD 20z TxRz 5D Kwg/edil

12 |

1215
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DOMAIN 3: Teacher Leadership
Teachers develop and sustain the intense energy and leadership within their schoal community to ensure the achievement of all students.

Updated RISE nubric for RISE Commiliee- 4.18.16 - Google Docs

Competencies Highly Effective (4) Effective {3) Improvement Necessary {2) ineffective {1)
3.1 | Contribute to At Level 4, a teacher Tulfllls the criteria for tevel 3 | Teacher will: Teacher will: Teacher carely ar never contributes ideas
School Culture and additionally may: - Contribute Idess and expertise 10 - Contribute occasional ideas and expertise to aimed at improving school efforts. Teacher
- Seek out leadership roles further the school’s misslon and Initlatives further the school's mission and Initiatives dedicates Ntile or no time outside of dass
towards helping students and peers.

- Go above and beyond In dedicating ime

- Dedicate time efficlently, when

far students and peers outside of class needed, 1o helplng students and peers outside | Tescther may not:
of class . Frequently dedicates time to help students and
peers efficiently outside of class

Examples of passible evidence including but not limited to: Volunteering for ECA pasitiens or school committeas, working with students/teachers before/after school/during prep time, meeting with parents inside or oulside

of contract time, participating actively in Professional Development sesslons, sharing ideas with builkding leadership,
3.2 | Collaborate with At Level 4, » teacher fulfllls the criteris for Level 3 | Teacher will: Teacher wilk: Teacher rarely or never participates in
Peers and addiionally may: . Seek out and participate In regular . Participate in occasional opportunities to work with | opportunities to work with others. Teacher

. Go above and beyond in seeking out opportunitics to work with and learn lrom and leam from athers waorks in isolation and Is not a team player.
opportunities to collabarate others - Ask for assistance when needed
: Coach peers through difficult siluations - { . Ask for assistance, when needed, and
Take on leadership roles within colaboravive provide assistance to others in need Teacher may not:
groups such as Professional Learning - Actively participating in collaborative | - Seek to provide other teachers with assistance

Communities

graups such as Professional Learning
Communities

when needed OR
- Regularly seek put opporiunities to work with
others

12achers and ask questions when needed.

Examples of possible evidence including but not limited to: Document wark with new, strugpling, pre-service of student teacher, Farm a PLC outside of the school building {Twitter, Google Groups, Prolesslonal Organizatians,
elc.) Take initiative to present an idea to other staff members. Meet regularly with Professional Learning Community/department/grade Jevel to develop goals, plan lessons, write assessments, etc. Lend assistance to

3.3 | Seek Professional At Level 4, 3 teachar fuifills the criterla for Level 3 | Teacher will: TYeacher will; Teacher rarely or nevet attends professional
Skils and and additionatly may: - Actively pursue opportunities to - Attend all mandatory professional development development opportuntties. Teacher shows
- Regulanly share newly learned knowledge | improve hnowledge and practke opportunities little or no interest kn new ideas, programs,
Knowledge and practices with others . Seek out ways (o Implement new or dasses to [mprove teaching and lzaming
- Seek out opportunities to lead practices into instruction, where applicable Teacher may not:
professional development sessions - Welcome constructive feedback 10 - Actively pursue optional professianal development
improve practices opportunities

- Seek aut ways 1o Implement new practices inta

Instruction
- Accept constructive leedback well

Examples of possible evidence including but not limited to: take advantage of relevant PD opportunities {attend workshops and canferences, participate in webinars, take graduate courses, read
books/blogs/websites/etc., share information learned with pertinent school groups, offer ta lead PD to stall in an area of professional expertise, ask calleaguesfadmin for feedback on new practices
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Updated RISE rubric for RISE Commiltee- 4.18.16 - Google Docs

3.4

Advocate for
Student Success

Al Level 4, 3 teacher fulfllls the criterls for Level 3
and additionally may:
- Display commitment to the education of

Teacher will:
- Display commitment to the education
of all his/her students

Teacher will:
- Oisplay commitment 1o the education of all his/her

students

Teacher rately or never displays
commbiment lo the education of his/her
students. Teacher accepis lailute as par for
the course and does not advocate for

all the students in the school - Attemp to remedy chstacles around
- Make changes and taks risks to ensure student achlevernent Teacher may not: students’ needs;
student success - Advocate for students' individualized | - Advocate for students’ needs

needs

Examples of possible evidence including but not limited to: develop classroom policies and procedures that piomote the goal of every child learning, seek out special services for students in need [tutaring,
colleagues to implement programs and policies to help all students in the school succeed

counseling, special education services, hearing and vision screening, high ability programs, etc.), collaborate with
3.5 | Engage Familles in At Level 4, a teacher fulfilis the criterfa for tevel 3 | Teacher will: Teacher will: Teacher rarely or never reaches out to
Student Learning and additlonally: - Proactively reach out to parents in - fespond to contact [ram parents parents and/for [requently does not
- Engage in alt forms of parent outreach required by | respond lo contacts from pacents.

- Sirives 10 form refationships In which
parenis 3re given ample opporiuntty Lo participate
in student learming

- ls avallable to address conceqns h
timety and pasitive manner, when necessary,
outside of required outreach events

2 varlety ol ways (o engage them ln student
learning

- Respond promgtly to contact from
parents - Engage in alt forms of parent
outreach required by the school

- Communicate directly with parents
to help resolve academic or behavior
concems regularky.

the schoo!

Teacher may nat;
- Proactively reach out 1o parents to engage them in
wtwkent learning

Examples of possible evidence including but not limited to: implement activities to engage parents in their children's learning, respond promptly Lo parent contacts and contact parent with an academic, social,
or emotional problem Is detected, participate in mandatory parent outreach (back-to-school night, parent-teacher conferences, etc.), prepare materials for parents to engage them in their child’s
education, create a class website or newsletter and post helpful information regularly (calendar, assignments, supporting documents, announcements, helpful websiles, etc.}
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Core Professionalism Rubric

These indicators illustrate the minimum competencies expected in any profess
learning and more to do with basic employment practice. Teachers are expected to meet these standards. If they do not,

Updaled RISE rubric for RISE Commiliee- 4.18.16 - Google Docs

Indicator Does Not Meet Standard Mesats Standard

1 | Attendance individual demonstrates 2 pattem ol | Individual has not demaonstraied a
unexcused absences * pattern of unescused absences®

2 | On-Time Arrival Individual demonstrates 2 patternof | Individual has not demanstrated 3

unexcused late arrivals {late arrlvals
that are in violaticn of procedures set
forth by local schoal policy and by the
relevant collective bargaining
agreement)

pattern of unexcused late arrivals
{late arrivals that are In violation of
procedures set forth by local schoot
policy and by the relevant collective
bargatning agreament}

polleles and Procedures

Individual demonstrates a pattern of
falling to follow state, corporation,
and school policies and procedures
{e.g. procedures for submitting
discipline referrats, policies for
appropriate attire, etc)

Individual demonstrates a pattern of
following state, eorporation, and
schoot policies and procedures (e.g.
procedures lor submitting discipine
referrals, policies for appropriate
attire, etc)

Aespect

Individual demanstrates a pattern of
falling to imeract with students,
colleagues, parents/guardians, and

community members in a respectiul
manner

Individual demonstrates a pattern of
interacting with students, colleagues,
parents/guardians, and comnmunity

members in a respectiul manner

* it should be left to the discretion of the corporation to define “unexcused absence” in this context

https:ﬂdocs.googe.corn!ducunerrvd!1m53csbpebqu94Ay56]492J00u1h020szszmngi'edt

jon. Thase are separate from the other sections in the rubric because they have little to do with teaching and
it will affect their overall rating negatively.
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INSTRUCTIONAL COACHES PERFORMANCE ASSESSMENT
Danville Community School Corporation, 2021 - 2022

The domains and components of an instructional coach’s responsibilities are as follows:

Planning and Preparation

Demonstrates knowledge of current trends in specialty area and professional development
Demonstrates knowledge of the school’s/ district initiatives, and levels of teacher skill in delivering that
program

Establishes goals for the instructional program that are based on student achievement data and are
appropriate to the setting and the teachers served

Demonstrates knowledge of resources, both within and beyond the school and district

Plans to support the instructional program, integrated with the overall school program

Develops a plan to monitor the implementation of the instructional program

The Environment

Creates an environment of trust and respect

Establishes a culture for ongoing instructional improvement

Establishes clear procedures for teachers to gain access to instructional support
Establishes and maintains norms of behavior for professional interactions
Organizes physical space for workshops or training

Delivery of Service

Collaborates with teachers in the design and planning of instructional units and lessons

Engages teachers in learning new instructional skills

Observes and provides relevant feedback to teachers

Provides side-by-side coaching in a classroom setting

Shares expertise with staff e.g., through teaching model lessons, presenting workshops, facilitating study
groups

Locates resources for teachers to support instructional improvement

Demonstrates flexibility and responsiveness

Designs and delivers coherent instruction

Professional Responsibilities

Reflects on practice

Establishes and maintains reports and records
Coordinates work with other instructional personnel
Participates in a professional community

Engages in professional development

Maintains confidentiality

Demonstrates professionalism by advocating for students



Domain 1: Planning and Preparation

Component

High Effective (4)

Effective (3)

Improvement necessary (2

Ineffective (1)

1A) Demonstrating
knowledge of content

Instructional coach
demonstrates extensive
knowledge of specialty areas
(autism, behavior, instruction/
intervention practices,
assessment) aligned to research

Instructional coach
demonstrates thorough
knowledge of specialty areas
(e.g., autism, behavior,
instruction/ intervention
practices, assessment) aligned

Instructional coach
demonstrates basic
knowledge of specialty areas
(e.g., autism, behavior,
instruction/intervention
practices, assessment) aligned

Instructional coach has little
or no familiarity with
specialty areas (e.g., autism,
behavior, instruction/
intervention practices,
assessment) and knowledge

knowledge of school
programs

future direction and actively
seeks information, to enhance
the planning of the program

and/or of the skill in planning
that program.

initiatives and/or of the skill
in planning that program.

and pedagogy based practices and knowledge | to research based practices and | to research based practices of coaching skills and
of coaching skills and strategies | knowledge of coaching skills and knowledge of coaching strategies (e.g., coaching
(e.g., coaching stances, and strategies (e.g., coaching skills and strategies (e.g., stances, interpersonal styles,
interpersonal styles, feedback, stances, interpersonal styles, coaching stances, feedback, systems change).
systems change). feedback, systems changes). interpersonal styles, feedback,
system change). Is unable to translate
Coach is able to anticipate ways evidence and research into
to address possible Coach has some awareness of | strategies.
misconceptions. Coach serves prerequisite learning, but
as a leader in this area and is knowledge may be inaccurate
sought out by colleagues. or incomplete and/or displays
lack of awareness of how
concepts relate to one another.
Instructional coach is deeply Instructional coach Instructional coach Instructional coach
familiar with the district demonstrates comprehensive demonstrates basic demonstrates little or no
1B) Demonstrating initiatives and works to shape its | knowledge of district initiatives | knowledge of district knowledge of the district

initiatives and/or of the skill
in planning that program.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

1C) Establishing goals
for coachees (i.e.,
district/school /program

Coach collaborates with
district/school/program in using
data to develop improvement
goals to build capacity and
sustainable practices. Coaching
goals are ambitious and feasible,
reflecting important learning
and big ideas of school
improvement and student
growth.

Co-developed goals are aligned
to building capacity and
sustainable practices within the
district/school/program.

Coach demonstrates knowledge
of district/school/program
initiatives and educator needs
and uses this knowledge to
formulate coaching goals.
Coaching goals are ambitious
and feasible, reflecting
important learning and big ideas
of school improvement and
student growth.

Goals are aligned to building
capacity and sustainable
practices.

Coach demonstrates
knowledge of
district/school/program and
educator goals and this
knowledge is inconsistently
used to formulate coaching
goals.

Coaching goals meet minimal
standards and may be
feasible. Coach may
formulate goals in isolation.

Coach demonstrates little to
no knowledge of
district/school/program goals.
Coaching goals are not linked
to district/school/program
goals, lack ambition and
feasibility.

Goals do not link to
sustainable practices.

1D) Demonstrating
knowledge of resources,
both within and beyond
school district

Coach has an extensive
knowledge of resources,
actively seeks out new resources
to enrich staff skills and
provides support to facilitate use
of information by the
district/school/program. Coach
serves as a leader in this area
and is sought out by colleagues

Coach has thorough knowledge
of resources available within the
district and in the larger
professional community for
staff to advance their skills, and
seeks out such resources to
support coaching goals.

Coach displays basic
knowledge of resources
available for staff to advance
their skills and can adequately
utilize the information, but
may not seek to expand this
knowledge.

Coach displays little
understanding of resources
and does not utilize the
information.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

1E) Developing a
comprehensive
coaching plan

All aspects of the coaching plan
directly link to goals developed
in collaboration with the
district/school/program.

Development of differentiated
coaching plans includes
activities that facilitate capacity
building and sustainability. Plan
reflects knowledge and skill
level of district/school/program,
realistic time expectations and
allows for district/school/
program choice in how to
achieve the goals.

Majority of coaching plans
directly link to goals developed
in conjunction with the
district/school/program.

Development of differentiated
coaching plans includes
activities that facilitate capacity
building and sustainability. Plan
reflects the knowledge and skill
level of the district/school/
program and realistic time
expectations.

Some aspects of the coaching
plan directly link to goals
developed in conjunction with
the district/school/program.

Timelines for goals maybe
unrealistic. The plan for
achieving district/school/
program goals may not take
into account knowledge and
skill level of
district/school/program.

Coaching plans do not link to
developed goals or goals are
unrealistic.

The plan for achieving
district/ school/ program
goals is not differentiated or
takes into account knowledge
and skill level of district/
school/program.

1F) Analyze student
data to support
instruction

Instructional coach is highly
effective at retrieving and
analyzing data to assist in
planning instruction for
individual student needs

Instructional coaches have
sufficient knowledge of how to
retrieve and analyze data to
support differentiated
instructional planning.

Instructional coaches have

basic knowledge of how to
retrieve and analyze data to
support instruction.

Instructional coach has little
or no knowledge of how to
retrieve and analyze data to
support instruction




Domain 2: Environment

environment of respect
and rapport

caring, and sensitivity to
coaches as individuals.

There is no disrespectful
behavior among coachee(s).
When there is disagreement,
mutual respect is demonstrated.

Coachee(s) feels comfortable to
engage in the coaching process
without hesitating to contribute
their own ideas. Coach respects
and encourages coachee efforts
and skills

Coachee responds
successfully to disrespectful
or challenging behavior from
coachee(s).

Coachee(s) engage in the
coaching process, but may be
hesitant to contribute their
own ideas. Coachee(s) exhibit
respect for the coach.

positive connections with
coachee(s) are not entirely
successful.

Coach’s response to
challenging behavior from the
coach(s) is partially
successful.

Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)
Interactions between coach and | Coach-coachee interactions Coach-coachee interactions Coach’s interactions toward
coachee(s) are highly respectful, | are friendly and demonstrate | are a mix of positive and coachee(s) are inappropriate

2A) Creating an reflecting genuine warmth, general caring and respect. negative; attempts to make and/or negative; Coachee(s)

appear uncomfortable in the
coaching environment.

Coach demonstrates
insensitivity to responding to
challenging behaviors and
needs of the coach(s).

The instructional coach has

The instructional coach

Teachers do not resist the

Instructional coach does not

for professional
development interactions

mutual respect for professional
interaction. Teachers ensure that
their colleagues adhere to these
standards of conduct.

mutual respect and for
professional interaction and
consistently directs adult
interactions

professional conduct are
partially successful; however,
inconsistently directs adult
interactions.

2B) Establishing an established a culture of promotes a culture of offerings of support nor do actively engage in the work of
environment of on-going | professional inquiry in which professional inquiry in which | teachers seek advice from the | improving instruction.
instructional teachers initiate projects to be teachers seek assistance in instructional coach.
improvement undertaken with the support of | improving their instructional

the instructional coach. skills.

Instructional coach has Instructional coach has Instructional coach’s efforts No norms of professional
2C) Establishing norms established clear norms of established clear norms of to establish norms of conduct have been

established; randomly and
inconsistently directs adult
interactions.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

2D) Organizing physical
space

Coach’s arrangement of the
physical environment is highly
aligned to coaching
activity/goals, whereas all
participants are actively
engaged.

Extensive use of technology
(high and low tec) is highly
appropriate, aligned toward
goals, engages all participants

and serves as a model for others.

Participants initiate and engage
in arranging physical
environments.

Coach makes good use of the
physical environment,
arranging the room to foster
engagement in the coaching
activity by the majority of
participants.

Use of technology is
appropriate and supports
engagement and learning
objectives.

The arrangement of the
physical environment does
not impede on the coaching
goals, resulting in
inconsistent engagement of
participants.

Limited use of technology or
other resources are utilized or
used inappropriately.

Coach makes poor use of the
physical environment,
resulting in low engagement
of participants, lost
instructional time, and/or
little alignment between the
physical arrangement and the
coaching activities.

No use of technology or use
inappropriately

2E) Managing coaching
procedures

Coaching time is maximized
due to efficient and seamless
routines and procedures with
minimal to no prompting by the
coach.

Coachees take initiative in
establishing effective meeting
and teaming practices. Routines
are well understood and may be
initiated by coaches.

Coach has well established
effective teaming strategies to
manage coaching routines
(i.e., agendas, roles and
responsibilities, visual
frameworks, working
agreements, goals,
professional development
learning objectives) so there is
little loss of coaching time.

With minimal guidance and
prompting, coaches follow
established routines and
procedures and participate
accordingly.

There is some loss of
coaching time due to coaches
having partially effective
teaming strategies to manage
coaching routines.

Coachees may be unclear on
coaching routines and require
frequent guidance and
prompting to follow
established procedures.

Coachee participation is
uneven.

Coach has no or ineffective
teaming strategies to manage
coaching routines, resulting in
a significant loss of coaching
time.

Coachees are unclear on
coaching routines and
procedures.

Coachee participation is
minimal or considerable
amount of time is spent off
task.




Domain 3: Delivery of Service

Component

High Effective (4)

Effective (3)

Improvement necessary (2

Ineffective (1)

3A) Communicating
effectively in the coaching
relationship

Coach uses appropriate
language in addition to
examples to articulate the
content and points out
possible areas of
misconceptions.

Coach is explicit in
identifying goals and what
coaching supports are needed.

Coachee(s) are able to
communicate the expectations
and purpose of the coaching
process effectively.

Instructional coach initiates
collaboration with classroom
teachers in the design of
instruction and locating
additional resources from
sources outside the school.

Coach communicates the
expectations and purpose of
the coaching interaction
effectively.

Coach is explicit in
identifying steps, timelines,
resources needed to meet
established goals and what
coaching supports are needed.

Coach’s written and oral
language is appropriate and
accurate.

Instructional coach initiate
collaboration with classroom
teachers in the design of
instruction.

Coach partially
communicates the
expectations and purpose of
the coaching interaction
effectively.

Coach is not explicit in
identifying steps, timelines,
resources needed to meet
established goals and what
coaching supports are needed.

Coach’s written and oral
language is inconsistent
related to appropriateness and
accuracy.

Instructional coach
collaborates with classroom
teachers in the design of
instruction when specifically
asked to do so.

Coach fails to communicate
the expectations and purpose
of the coaching interaction
effectively.

Coach is not explicit in
identifying goals and what
coaching supports are needed.

Coach’s written and oral
language is inappropriate and
inaccurate.

Instructional coach decline to
collaborate with classroom
teachers in the design of
instruction.

3B) Communicating clearly
and accurately

Instructional coach regularly
and accurately communicates
information and engages in
ongoing dialogue with
stakeholders.

Instructional coach accurately
and consistently
communicates information to
stakeholders.

Instructional coach partially
communicates information to
stakeholders.

Instructional coach unclearly
communicates information to
stakeholders.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

3C) Using coaching stems,
questioning and discussion
techniques

Coach uses language, stems
and questioning techniques
that are aligned with the
appropriate coaching stance
(coach, collaborator,
consultant) based on
understanding and
contributions of coachee(s).
Coach seamlessly shifts the
coaching stance within a
coaching interaction.

Coachee(s) are active
participants and able to
extend and enrich the
coaching interaction.

Coach builds upon and uses
coachee(s) responses in order
to deepen coachee(s)
understanding.

Coach uses language, stems
and questioning techniques
that are aligned with the
appropriate coaching stance
(coach, collaborator,
consultant) based on
understanding and
contributions of coachee(s).

Coach is able to shift stance
within a coaching interaction
and elicits participation of all
coachee(s) within the
coaching interaction.

Coach uses inconsistent
language, stems and
questioning techniques that
may or may not be aligned
with the appropriate coaching
stance (coach, collaborator,
consultant).

Inconsistent participation of
coachee(s) within the
coaching interaction occurs.

Coach does not use language,
stems and questions during
interaction with coachee(s)
and fails to shift coaching
stance (coach, collaborator,
consultant).

Limited to no participation of
all coachee(s) within the
coaching interaction.

3D) Engaging teachers in
learning new instructional
strategies

Instructional Coach engages
teachers in acquiring new
instructional skills and
engages teachers in reflective
conversation to determine the
next area for growth.

Instructional Coach engages
teachers in acquiring new
instructional skills.

Instructional coaches' efforts
to engage teachers in
professional learning are
partially successful, with
some participation.

Instructional Coach does not
provide opportunities to
engage in professional
learning.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

3E) Using assessment to
guide coaching plan and
supports

Coachee fully understands the
criteria for success. Coach
and coachee(s) collaborate to
outline criteria and data
sources to measure progress
towards goal.

Coachee takes increasing
ownership in the process of
data analysis to assess
progress, and coach and
coachee collaborate to guide
support.

Coach outlines criteria for
success and data sources to
measure progress towards
goal.

Coach engages the coachee(s)
in analysis to assess progress
and determine coaching
support to meet goals.

Coach outlines criteria for
success but data sources to
measure progress towards

goal are misaligned or not

1dentified.

Coach does not engage the
coachee(s) in analysis. Coach
inconsistently uses data to
match coaching supports to
goals.

Coach fails to outline criteria
for success and/or data
sources to measure progress
towards the goal.

Coach does not analyze data
to evaluate progress or align
coaching supports.

3F) Demonstrating
flexibility and
responsiveness

Instructional coach is
continually seeking ways to
improve and make changes as
needed in response to
stakeholder requests.

Coach attempts to meet the
needs of all coachee(s) by
utilizing a broad range of
approaches and making
adjustments when needed.

The coach seeks out
assistance from a variety of
resources, within and outside
school/district.

Instructional coach makes
revisions when it is needed.

Coach shows consideration
for coachee(s) identified
priorities and/or approaches.
Coach makes adjustments and
accommodations to meet the
needs that arise in the
moment.

Coach persists, even when
encountering resistance, by
drawing on a number of
strategies to engage the
coachee(s).

Instructional coach makes
modest changes when
confronted with evidence of
the need for change.

Coach understands coachee(s)
priorities and is responsive in
making adjustments at times.

Coach struggles with
identifying strategies when
encountering resistance in
coaching.

Instructional coach adheres to
a plan, in spite of evidence of
its inadequacy.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

3G) Positive student impact

Through use of the problem
solving process, coach
facilitates coachees in using
assessment information to
identify a need, develop and
implement an intervention
plan aligned to prioritized
need(s).

Coach assists in data
collection and evaluation of
progress toward goal,
resulting in a positive impact
on student growth as evident
by all goals being met or
exceeded.

Through use of the problem
solving process, coach
facilitates coachees in using
assessment information to
identify a need, develop and
implement an intervention
plan aligned to prioritized
need.

Coach assists in data
collection and evaluation of
progress toward goal,
resulting in the majority of
goals being met.

Coach references use of the
problem solving process
when working with coachees
in analyzing assessment
information to develop and
implement an intervention

plan based on identified need.

Plan is inconsistently
monitored and evaluated,
resulting in some of the goals
being met.

Coach participates in the
analysis of data and
development of intervention
plans.

Data collection toward a goal
18 inconsistent or nonexistent.

Student impact is minimal or
no growth evident.




Domain 4: Professional Responsibilities

strategies, accompanied by a
prediction of the likely
consequences of each.

Instructional Coach makes
specific suggestions as to how
the support program might be
improved.

practice, citing specific
positive and negative
characteristics.

Instructional Coach makes
specific adjustments to
improve his/her practice
based on participant
feedback.

The coach identifies a few
specific strategies that may
improve the coaching
approach.

objective without citing
specific examples and with
only global suggestions as to
how it might be improved.

The coach can make general
suggestions to improve the
coaching approach, but lacks
specific strategies

Component High Effective (4) Effective (3) Improvement necessary (2) Ineffective (1)
Instructional Coach draws on | Instructional coach’s Instructional coach’s Instructional coach does not
4A) Reflecting on an extensive repertoire to reflection is an accurate and reflection on practice is reflect on practice, or the
practice/coaching suggest specific alternative objective description of generally accurate and reflections are inaccurate or

self serving.

The coach makes no
suggestions to improve the
coaching approach.

4B) Maintaining accurate
records and Preparing and
submitting documentation

Maintains coaching records
(e.g., coaching logs, coaching
goals and updates, referral
forms, program evaluation
tools) that are complete,
accurate and well organized.
Records are submitted on
time and without the need for
reminders.

Coach makes
recommendations on ways to
improve efficiency and
effectiveness of records.

Maintains coaching records
(e.g., coaching logs, coaching
goals and updates, referral
forms, program evaluation
tools) that are complete,
accurate and well organized.

Records are submitted on
time and are efficient and
effective in recording
necessary coaching
information.

Maintains some coaching
records.

Records are sometimes
submitted on time and may be
inaccurate and inefficient in
recording necessary coaching
information.

Fails to maintain coaching
records.

Records are routinely
submitted late and are
disorganized, providing
incorrect or confusing
information.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

4C) Participating in a
Professional Community

Instructional coach makes a
substantial contribution to
school and district events and
projects and assumes a
leadership role with
colleagues.

Instructional coach readily
shares acquired knowledge
and skills with colleagues.

Instructional coach
participates actively in school
and district events and
projects and maintains
positive and productive
relationships with colleagues.

Instructional coach’s
relationships with colleagues
are cordial, and the coach
participates in school and
district events and projects
when specifically requested.

Instructional coach’s
relationships with colleagues
are negative or self-serving,
and the coach avoids being
involved in school and district
events and projects

4D) Growing and
Developing Professionally

Instructional coach actively
pursues professional
development opportunities
and makes a substantial
contribution to the profession
through such activities as
participating in state or
national conferences.

The coach takes an active
leadership role in professional
organizations in order to
contribute to the profession.

Instructional coach seeks out
opportunities for professional
development based on an
individual assessment of
need.

The coach actively
participates in organizations
designed to contribute to the
profession

Instructional coaches'
participation in professional
development activities is
limited to those that are
convenient or are required.

The coach contributes in a
limited fashion to
professional organizations

Instructional coach does not
participate in professional
development activities, even
when such activities are
clearly needed for the
enhancement of skills.




Component

High Effective (4)

Effective (3)

Improvement necessary (2)

Ineffective (1)

4E) Showing
professionalism, including
integrity and confidentiality

Instructional coach adheres to
the highest standards of
honesty, integrity and
confidentiality.

Instructional Coach assumes a
leadership role within the
district, school and coaching
community.

Instructional coach assumes a
leadership role with
colleagues challenging
negative attitudes/practices in
ensuring full compliance with
regulations

Coach takes a leadership role
in district/school/team
decision making, including
development/refinement of
district regulations.

Instructional Coach’s
interactions with colleagues
are characterized by high
standards of honesty, integrity
and confidentiality. All staff
are fairly served. Instructional
coach displays full
compliance with school and
district regulations.

Coach actively works to
provide opportunities for
coachee(s) success. Coach
willingly participates in
district/school/team decision
making. Coach complies
completely with district
regulations.

Instructional Coach’s
interactions with colleagues
are honest but inconsistent.
Instructional Coach displays
minimal compliance with
school and/or district
regulations.

The coach makes decisions
professionally but on a
limited basis. The coach
complies with district
regulations.

Instructional Coach’s
professional interactions are
characterized by questionable
integrity. Instructional coach
does not comply with school
and/or district regulations.

The coach is dishonest. The
coach fails to notice the needs
of coachee(s). The coach
engages in practices that are
self serving. The coach
willfully rejects district
regulations.

4F) Meets with
administrators on the status
and implementation of
instructional program

Instructional coach seeks
opportunities to meet and
regularly meets with
administrators to share
specific issues that relate to
the status and implementation
of instructional program.

Instructional coach frequently
meets with administrators to
share specific issues that
relate to the status and
implementation of
instructional program.

Instructional coach makes
reasonable attempts to meet
with administrators about the
status and implementation of
instructional program.

Instructional coach declines
to meet with administrators
about the status and
implementation of
instructional program.
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